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ABSTRACT 

The effects of neoliberal practices on social policy decisions continues to favor a 

form of privatization in which corporatized marketplace practices are the guide for social 

institutional operations. One effect of this has been an increase of marketplace 

organizations as operators of social services programs, including welfare-to-work 

programs. These organizations adhere to the prevailing trends in business community for 

profit making, while ostensibly following the principles of welfare-to-work regulations 

for service delivery. However, the practices introduced by pursuing profit can conflict 

with the recognizing all the goals of workfare as outlined in the federal policy of TANF 

or the Temporary Aid for Needy Families. Under these regulations, providers are charged 

with assisting welfare recipients receiving cash support in addressing personal barriers to 

economic stability and in gaining employment intended to provide a catalyst to economic 

stability. This research examines a corporate social services provider, the practices 

instituted by its leaders, and the effects that those practices have on the staff of the 

welfare-to-work center and their clients. Specifically, this examines how the links 

between profit making and the statistical performance assessments of state funding 

agencies influenced an operational model, analogous to the manufacturing center for 

cheap labor. The emphasis on quick workforce attachment strategies exceeded the state’s 

performance measures and allowed the maximization of profit; however, this research 

determines that these strategies denied workfare clients the services that they and the 

state expected them to receive. 
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CHAPTER 1 

INTRODUCTION 

This study presents the results of 2008-2009 research on the Lydecker 

Corporation1, a national, for-profit social services provider and its operation of a local 

welfare-to-work program in the Philadelphia neighborhood of Germantown. The purpose 

of this research was to investigate how a national profit-based organization, which had 

never operated in Philadelphia, would affect service delivery. More specifically, in what 

ways, would profit motivations and its unfamiliarity with the local community affect the 

experiences and outcomes of clients? 

The Pennsylvania Department of Public Welfare’s decision to remodel the state’s 

welfare provisioning system underpinned the impetus for this research. Under the “new” 

model, the state-operated, welfare district offices retained control over welfare recipients’ 

access to the system. These state workers determined initial eligibility, conducted semi-

annual evaluations, and made the final determinations on the compliance of recipients. 

However, regionally organized centers would conduct workfare training and daily 

support services. These centers were to function as a consolidated system for one-stop 

service delivery. The Philadelphia Workforce Development Corporation, or PWDC, the 

local non-profit agency that oversees welfare services for the city, began by consolidating 

welfare districts and assigning the remaining district offices to specific service delivery 

centers. Each center was centrally located within clusters of neighborhoods and supported 

multiple welfare districts.  

The state issued only 10 contracts for Philadelphia’s new centers, spread between 

13 agencies - out of the 33 received proposals and the hundreds of possible providers in 
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the city. This pattern of consolidation had the effect of limiting, and in many cases, 

eliminating the participation of long-time community-based social services providers. 

The centers offered onsite services that a system of predominantly non-profit 

organizations once conducted.  

Ideally, the Employment Advancement and Retention Network Centers or EARN 

Centers were to provide intensive one-on-one case management to assess individual 

clients’ personal challenges to work attachment. The centers’ workers were to use those 

assessments to develop individualized plans for service delivery, job search, and work 

attachment. The centers were also to provide professional development classes and job 

specific training. The proposed model emphasized strategies to prepare clients for the 

shifting employment market. 

In the neighborhood of Germantown, the aftermath of the bidding process made 

its EARN Center significant in terms of understanding the growing market-centered 

shifts and the profit opportunities within the local social services system. This center was 

not the only one operated by a for-profit agency, but it was the only center to open 

without a local non-profit collaborator. How the Lydecker Corporation became the sole 

operator for the Germantown EARN Center contributed to the rationale for this research. 

The contradictions between the intended EARN Center model and Lydecker’s operational 

model arose before the first day of operations.  

According to the PA Department of Public Welfare, there was an expectation that 

these centers would collaborate with the community, a task easier to facilitate through the 

social networks of established organizations. Lydecker was to partner with Germantown 

Settlement, a community group established in the late 1800’s. The Settlement’s long 
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standing in the community and the fact that the majority of their workers were from the 

local community provided the social networks for potential collaborative work.  

However, in this case, the differences between local practices in community 

collaborative work and that of Lydecker’s legalized business practices led to the 

dissolution of the partnership. The proposal was submitted without Germantown 

Settlement’s name. In local practices, agencies often collaborated without legal contracts. 

The Department of Public Welfare’s press release announcing the operators of the centers 

listed the both agencies. The public announcement of the partnership would have been 

enough to establish a formal working relationship. Local practitioners perceived this as a 

minor oversight. Receiving the proposal in this way had not changed even the official 

assumptions that the agencies would work together. Still, the contract legally awarded 

sole operating rights to Lydecker and the corporation opted to sever the partnership 

through this legality.  

Their actions broke with traditions of local cooperation and verbal agreements 

between agencies. This strained relations between Lydecker and the pre-existing local 

social services network of providers. Ultimately, the center received no cooperation on 

any project and struggled to find ways to reach out to the community at large. Their first 

step into the local community was one perceived as a betrayal of local concepts of trust 

and cooperation. This act epitomized the rationale for this research. The Lydecker 

Corporation introduced a set of business practices inconsistent with practices of these 

community-based groups and potentially inconsistent with the needs of the local client 

base. 
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Data Analysis 

The theoretical approaches used to analyze this unique construct incorporated 

perspectives on social policy, business practices, and the manner in which neoliberal 

practices have united policy-making and market practices. David Harvey’s analysis of the 

formation of the neoliberal nation-state posits that policy-makers adhere to a set of 

practices, where “market exchange (capitalism) [is] an ethic in itself, capable as acting as 

a guide for all human action” (Harvey 2005, inside front cover). This perspective has 

critically influenced welfare policies globally. The research of others such as Catherine 

Kingfisher and Jamie Peck were particularly helpful in analyzing the global use of 

business processes as the emerging model for social services activities. The theories 

explaining and research examining the conflation of business practices with practices 

mandated through state policy provided me the overall analytical lens through which to 

deconstruct the practices witnessed. 

Additionally, since the passing of the 1996 welfare reform legislation, a growing 

number of researchers have investigated the success claims for TANF as a policy to 

address poverty and most specifically, as a policy which could provide guidance to 

workfare clients to achieve economic self-sufficiency, reducing their need for state 

sponsored assistance. Most of these researchers have focused on the inability for 

workfare programs to provide the skills and other resources to clients for them to achieve 

long-term economic stability. This lack of stability serves as a crucial means to questions 

the claims that welfare reform is a success (Edin and Lein 1997, Henrici 2006, Morgen, 

Acker and Weigt, Streched Thin: Poor Families, Welfare Work, and Welfare Reform 

2010). For this study, this body of work provided a lens through which to interpret the 
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practices institutionally created through TANF guidelines and those that the corporation 

introduced. Was the work of the center’s staff increasing economic opportunities for 

clients? Did the market-centered practices of a for-profit corporation provide any 

advantage to understanding the development of stability and economic advancement for 

the poor? 

For my methodological approach, I began by situating the company and the local 

community within the historical, political and economic processes, which influenced their 

intersection within this new model of social services. My fieldwork centered on 

participant/observation, attending the courses and programs mandated for the clients, 

attending special events including job fairs and holiday celebrations, and engaging with 

the everyday activities of staff and clients. Data collection also included informal and 

formal interviews of clients, managers and staff from each department.  

Conflict: Human Capital Model versus Industrialized Model of Operation 

Just as Lydecker’s concepts on fair business practices conflicted with local 

concepts of collaborative work, its leaders’ ideas on poverty relief work conflicted with 

the local ideas. Local providers, with histories of using human capital approaches, 

invested time and other resources to personalized strategies, opposed to the 

homogenizing tactics of what I call an industrialized approach coerced by Lydecker’s 

leaders. Because of the profit interests of Lydecker, its leaders emphasized practices to 

maximize those profits that deemphasized any interest beyond those. The effect reduced 

staff and clients to part of the mechanisms to profit, individualistically irrelevant to the 

Lydecker’s interests. 
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The center narrowly focused efforts on clients’ work attachment through 

employment in the volatile low-wage market and on meeting the performance goals of 

Lydecker’s contract with the city. The intense emphasis on these components provided 

profit, but critically, the collective practices of the management and the staff to achieve 

these goals deterred practices associated a human capital model in which staff could aid 

clients in addressing personal obstacles to long-term economic stability. This human 

capital model was a significant aspect of the work performed by Germantown Settlement 

and other local non-profit providers, whose work focused on clients and community.  

The comparison of practices of Germantown Settlement and the Lydecker-run 

center can demonstrate the differences between the traditional local social services 

network, the ideal of the EARN Center model, and the industrial model instituted by the 

Lydecker Corporation. The traditional system was a community-based, network of 

religious and philanthropic groups that arose throughout the history of the neighborhood. 

Their developments were tied critically to the social histories of the community. For 

example, JEVS, the Jewish Employment and Vocational Services began in 1941 to aid the 

Jewish refugees entering the community, and as the immigrant populations shifted it has 

broadened its mission to include those new groups. Similarly, Germantown Settlement 

was founded predominantly to address the needs of the poor Southern European 

immigrants as they entered the community. As the local populations of poor expanded to 

include other incoming groups including the poor Blacks of the Great Migration, 

Germantown Settlement broadened its outreach. In time both agencies like other local 

groups expanded their leadership and staff to include the members from these new social 

groups.  
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As the community demographics shifted, local groups have reflected the new 

members of the community needs. They included the knowledge and practices of the 

local experience by including local volunteers and professional social service workers, 

who predominantly also live within the local community. Shared community interests 

promoted collaboration, which stretched the limited resources of these agencies. The 

community worked with them. Most importantly, their staff’s personal involvement in the 

community helped construct targeted efforts to aid the community as a whole. The 

Settlement’s staff came to value long-term investment strategies in the futures of 

workfare clients as neighbors.  

This underscores the intent of the PWDC’s emphasis on the EARN Center 

conducting community-based work. The knowledge of the community and the volunteer 

labor of neighbors could be and was often mustered by these local groups. Although local 

agencies’ relationships with the policy-makers and funders were guided by policy and the 

need for operational costs, policy did not supersede community relationships. They 

utilize these relationships to facilitate changes to stabilize the community economically. 

One of the best ethnographic examples of the Settlement’s staff, its relationship to 

the local community, and the value of the human capital model is Ruby. An abandoned 

wife with a daughter and a disabled son, Ruby spent years receiving public assistance. 

She began local activism volunteering with local disability support groups and other 

community programs. After her son died, she returned to school and became a 

professional social worker. Spending the majority of her life in Germantown, she wanted 

to work in this community and actually began working at the Settlement before she 

completed her degree.  
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Ruby, like many other Settlement workers, interpreted her work as helping 

neighbors. She shared her personal story with clients to demonstrate the long-term 

possibilities and helped clients develop their own long-term strategies. Collectively, the 

Settlement staff was invested in the community. Even the Settlement’s director for its 

workforce development program, grew-up in Germantown. He attended a local grade 

school and the regional high school; and upon graduating from college, he returned to 

Germantown, working in a variety of local social service positions before becoming 

director.  

The EARN Center model called for community-oriented practices and to 

paraphrase the Pennsylvania Department of Public Welfare press announcement about 

these centers: “The New model [was to] encourage collaboration among community-

based organizations to ensure the centers reflect the communities they serve…” 

Contrastingly, Lydecker’s relationships largely focused on the interests of actors outside 

the local environment. First, as a for-profit agency, the local leaders had to make profits 

for the parent corporation. In turn, this placed greater emphasis onto the terms of the 

performance based contract and the ways in which it structured payments and penalties. 

Still, the Center’s management and staff were from the local community, potentially 

supplying ties to the community that could promote local interests.  

However, this research will demonstrate that the hiring and management practices 

of Lydecker influenced the development of an environment to discourage community-

based, human capital models of operation, favoring an intensely industrial set of 

practices. Lydecker’s relationship to the local operated through its relationship with the 

state as contractually defined. Clients, in this respect, were understood in terms of that 
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contract, which reduces them to statistical representations of the number of job 

placements needed to achieve profit. The limited perspectives and interests of it leaders 

created a wholly objectifying set of practices. 

Commonly, the understanding of industrialization involves the conversion of raw 

materials into useable, sellable products. The essence of the industrial process converts 

raw materials – metal ores, crops of fabric plants and foods, and other materials – into the 

sellable objects that can produce profit for those controlling the modes of production. In 

terms of maximizing profits, one of the greatest developments of the industrial era was 

the ability to produce mass, uniform products. In the context of this study, I borrow from 

this traditional idea of industrialization as analytical tool through which to discuss the 

practices of this local for-profit welfare center. From this workfare client base, the 

center’s business oriented leaders attempt to produce a uniform workforce marketable to 

employers of the low-wage labor market.  

To do so, they strictly forced the staff into inflexible roles akin to the task-oriented 

industrial assembly line workers. The corporation’s preference for the business-oriented 

professional and its reliance on a strict sense of the professional as someone hired for his 

or her specially trained abilities aided the rejection of his or her personal knowledge and 

experiences. As leaders enforced perspectives and practices in which staff could not view 

the clients beyond their assigned tasks and the immediacy of the staff’s responsibilities to 

the corporation, the staff interacted with their clients as task-oriented projects. They 

failed to see them as whole beings or understand clients’ circumstances in terms of long-

term possibilities. The results of these behaviors allowed the staff to construct the clients 

as equivalent to one of set of workers’ tasks to meet the corporate bottom line and as such 
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the staff juxtaposed the clients’ interests against those of the corporation’s, prioritizing 

them below the greater pressures to earn and maintain profit. 

Through industrialization, companies developed practices striving for uniformity 

in the practices of employees and efficiency in the manufacture of the products. The use 

of mechanized manufacturing constructs items with little discernible differences that are 

interchangeable parts. The assembly line was ideal for this, as raw materials and/or basic 

parts pass through the line, employees perfected their individual, unwavering tasks. The 

effective assembly line employee focused on his or her unique role in the overall 

production and importantly to this model use as a metaphor for the activities at the center, 

employees on an assembly did not need to understand the overall processes to achieve the 

preferred result. The objective production of consumable goods, recognizable anywhere 

in the industrialized world and mostly ready to use without customizable efforts is a de-

centered process that can be operated isolated from the results of their labor.  

Influenced by the state assessment demands and corporate profit demands, the 

center’s leaders managed the daily activities akin to de-centered and isolating labor of the 

assembly line. Staff was encouraged to focus on limited elements of their work in such a 

way that members neither recognized their bonds to other staff nor recognized the effects 

of the prevailing practices on clients. Creating and maintaining social distance between 

their employees and between their employees and their clients, leaders constructed 

dehumanizing practices in which they were able to objectify workfare clients through 

processes that denied clients’ individualized needs and barriers to economic stability.  

These practices defined the work of the center as based on satisfactorily meeting 

the statistical performance measures of the state as the primary means to earn profit. 
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Clients, like raw material and basic parts, passed through the various departments at the 

centers without the staff ever gaining a broad understanding of how the center’s departure 

from ideal operations ensured that clients were unlikely to achieve stability through their 

center. Their central work attachment strategies and efforts to satisfy the performance 

contract created conditions in which staff was predominantly viewed clients in terms of 

the profit needs of the parent corporation. The pressures to meet profit influenced the 

managers and staff to perceive providing clients with assistance with personal barriers as 

time-consuming and financially costly practices.   

Leaders enforced practices to eliminate personal difference or more aptly ignore 

personal differences to ensure the quick and efficient transition of clients through the 

center and into the low-wage labor market. Their strategy was to produce clients 

employable into relatively homogeneous jobs positions in the low wage market. By 

encouraging the staff to view clients without distinctions, the staff of the center improved 

their efficiency for placing clients into jobs and through the quick placements, they 

reduced clients’ time on welfare controlling the resources of their time and the expenses 

of services.  

Standardizing their approaches to clients and creating an environment in which 

difference had negative consequences assured that the majority of clients collaborate in 

their own preparation for the low-wage, low-skilled labor market. Using similar tactics 

within the management/staff relations yielded similar experiences for the staff as it did 

for the clients, where staff ultimately cooperated in practices that disempowered them. 

However, this center demonstrates that the processes also produce an efficient and 

uniform staff of welfare workers, who also experience negative consequences from the 
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practices to produce a seemingly perpetual supply of cheap labor for the marketplace. 

Operating under the pressures to make profit and to construct the relevant statistical proof 

of effectiveness demanded under performance contracts, the center’s management insists 

on inflexibility in the daily processes and the ways of thinking, which dehumanize the 

experiences for the clients and the staff. Industrialization occurs because the workfare 

system in place operates to reproduce a consistently constructed workforce to place into 

interchangeable jobs. 

Presentation of Research 

The presentation of this research begins by situating the study’s participant within 

the convergence of the local African American class experiences, the national history of 

welfare reform, and the history of the parent corporation. Through the convergences of 

these, managers constructed a cultural system in which staff and clients generally 

understood that their tasks were to work collectively to limit clients’ stays at the center 

and to limit resources used to return them to the labor force. 

The subsequent discussions examine the everyday practices of the managers and 

staff for the effects on the collective and individual experiences at the center. Specifically, 

the chapters analyze corporate interests and PWDC practices and guidelines as a 

consistent set of pressures on the activities. These pressures underscored the formation of 

systemic controls for behaviors for the center. Ethnographic descriptions provide the 

means to understand these pressures on the experiences of the study’s participants.   

Neoliberal beliefs in the supremacy of corporate efficiency have led to increasing 

privatization of social services and the emphasis on reducing government expenditures 

through that corporate efficiency. Founded in 1980 by a MBA in finance and marketing, 
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this African American owned company has prospered as a sub-contractor to 

governmental agencies. As a company that has prospered under these shifts, the corporate 

leaders demonstrated a clear preference for local leaders who shared similar beliefs.  

Overwhelmingly, the relationship between the corporation and the state 

influenced hiring of managers. The selection of the Center’s director exemplifies this 

strategy. The original director of the center, who worked with the Germantown 

Settlement on the proposal, resigned abruptly after about a year. She cited ideological 

conflict with corporate management as the reason for her leaving. As an experienced 

social services worker, she had intimate experiences and knowledge of the lives of her 

clients and by her own admission, her views contradicted her employers’ emphasis on 

profit-making activities over meeting clients’ needs. In her view, the demands of the 

corporate leaders for her to pressure staff to increased work attachment results meant a 

decrease in efforts to address clients’ needs, something she was not prepared to do.  

On the other hand, Caroline was prepared. Caroline, the new director, was in her 

mid-twenties, barely out of college, and generally inexperienced. She had only been at 

the Center as a case manager about six months before her promotion. Other managers had 

experience specific to business practices. For instance, the center hired the manager of 

Job Development Department directly from her managing position in a local temporary 

work agency. Another manager, Chris, who received several promotions within his time 

at the center, also came from a business position. Overall, few workers at the center had 

any experience in social services beyond their time at the center, and the most successful, 

in terms of financial rewards and promotions, had business experience and training. 
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DISTRICT LEGEND 
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K......KENT 
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T........TIOGA 
U........UNITY 
V........VINE 
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Lydecker’s Districts 
A…….ALDEN 
H…….HILL 
O…….OGONTZ 

 

Figure 1 Welfare Districts of Philadelphia and Northwestern Philadelphia 

The Germantown EARN Center supports the three welfare district offices in the 

Northwestern section of Philadelphia. Demographically, the neighborhoods in this region 

vary considerably in term of socio-economic development and ethnic/racial histories. The 

Center’s hiring patterns makes this significant, because, unlike the staff of the 

Germantown Settlement, the staff at the Center live in patterns that isolated them from 

local poverty.  

The staff’s conceptualizations of poverty, work, and opportunities for success, 

developed within the confines of the Black middle class enclaves of the northwest and 

within the context of the local African American stratification system. Their 

understanding of poverty and the lives of the poor reflect their social and institutional 
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influences, which similarly to national perspectives on the poor, informed a particular 

moral interpretation of the poor as failing to conform to desirable standards of living. 

The relationship between work place attachment and the Center’s profits critically 

underpin the distance between the ideal and the “realities’ in everyday operations. The 

center maintained profits in two ways. The state paid center based on the numbers of 

clients placed into employment. PWDC set monthly quotas. Exceeding these quotas was 

critical in moving beyond basic operational costs and maximizing profits. To achieve this, 

the Job Development Department operated largely on the business model of temporary 

employment agencies, such as Kelly Services or Manpower. The Job Developers like a 

sales force establish relationships with local employers. When these employers have job 

openings, they contacted their Job Development representative at the Center, who, in 

turn, provides these job leads to the clients and facilitates interviews.  

This seemed a relatively simple process in times of economic boom. In the early 

month of 2008, this department received accolades from Lydecker Corporate 

headquarters and PWDC. They routinely surpassed quotas. However, by the end of the 

summer of 2008, the US economy had shifted. Job Developers struggled and 

management increased pressures for them to be in the field finding leads. 

This strategy promoted extreme pressures to exceed quota and had two significant 

effects. First, the quick job placements require easy-to-fill jobs, reinforcing low-waged, 

low-skilled work attachment strategy. Staff made little effort to match clients with skills 

to jobs that provided the opportunities for economic stability. Secondly, establishing the 

employer relationships was time consuming. The manager of the department often stated 

that she expected her reps to be out of the office daily, making “new” relationships. This 
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left little time for them to work with clients to develop personalized approaches. This also 

created inter-department strain between Job Developers and the Case Managers. With 

little contact with clients, Job Developers were reliant on the case managers’ knowledge 

of clients to match clients quickly with available jobs.    

Kelly was a job developer, who struggled with the limits placed on her 

interactions with clients. Her experience reflects the disconnection between the human 

capital model and the industrial model. Kelly had once been a client at the center. 

Pregnant in her second year of college as an accounting major, she found herself needing 

assistance. Eventually, the center hired her through a temporary employment agency. Yet, 

her experience as a recipient influenced her to go beyond her duties to provide job leads. 

Kelly spent extra time with clients; aiding them with advice and information about 

services.  

For her activities, the manager of the Job Development Department verbally 

reprimanded several times, stating this time spent with clients was case management and 

not her job. However, clients regularly complained that case managers were rarely 

available and Kelly often provided their main source of reliable information. As a former 

client, she had similarly experiences; but Kelly recognized her advantages while as a 

client. Her education and the interest that the Center’s management had in hiring her 

provided her with the promised individualized employment plan denied to the majority of 

clients. She wanted to fulfill the ideal of her department and not just supplying leads to 

dead jobs. 

At the root of the inter-departmental conflict between the Job Developers and the 

Case Managers is the other PWDC requirement that affected the Center’s profits. Job 
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placement earned profit while prevention of penalties maintained earnings. PWDC assess 

financial penalties for a number of tracking inconsistencies. Keeping the data on each 

client accurate and up-to-date became the primary activity of caseworkers.  

Ideally, as the staff members with the most contact with clients, they were the 

central collection point for most of the information that affected welfare compliance and 

the center’s proof of effectiveness in training and returning clients to work. In 

conjunction with the Data Management Department, case managers worked daily to 

ensure that all data would meet PWDC standards, and most importantly, files were audit-

ready at all times. This meant the accurate entry of data into three databases. To further 

ensured that these paper files and databases were accurate, case managers and the data 

specialists conduct a one-day per week Reconciliation Day. 

PWDC could contractually and often did conduct semi-monthly audits. The 

potential frequency of audits created consistent pressure to be ready. With a minimum of 

50 clients, more than individual case managers could reasonably meet weekly, the 

growing number of clients and their personal needs could not compete with the corporate 

demand to pass audits. 

Case managers placed clients roughly into two categories: cooperative versus the 

problem clients. The cooperative clients in many ways did the jobs of the job developers 

and the case managers for themselves. Essentially, they passed through the center with 

little footprints. They needed no special services and found their own employment or 

readily accepted the low-wage jobs offered.  

Celeste was such a client, who pursued a former employer until there was a job 

opening for her. Celeste was a preferred client, because she needed little effort from her 
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case manager. She fought to leave welfare, which her case manager interpreted as 

cooperation. However, as her lyrics recount, she disliked the intrusive conditions of no 

more semi-annuals and lamented the inadequacies of cash assistance. 

Clients with special needs find the overtaxed case managers little eager to take on 

the additional work to meet those needs. The more clients conformed to case managers’ 

expectations, the more “positive” their experiences at the Center. For some of the case 

managers, being Islamic in a primarily Christian community, especially, the young 

women in the traditional conservative Muslim dress was non-conformity. At this center, 

the staff labeled a fair number of Muslim women as problem clients. With one, Nasira, 

her case manager even went as far as to tell her to stop wearing the traditional garments. 

This bias had dire consequences for Nasira, diverting attentions away from crucial needs.  

In her late thirties and fleeing the end a bad marriage, Nasira returned to 

Philadelphia with nothing but twin teenage daughters. She had no money, no 

identification, school records and any other documentation needed for them to restart 

their lives. After receiving emergency support funds, she entered the center. After weeks 

at the center, her case manager had done little to help her regain the basic documents she 

needed to accept work legally or to put her daughters in school. In the end, the Center 

transferred her to another program no better than when she began and her daughters 

missed a year of school. 

The Job Coaching Department experienced the state pressures in similar ways. 

Although most audit activities were the responsibility of case managers, job coaches 

tracked the educational data and the daily attendance for each session to assure that 

clients remained throughout the day. However, their main duties were as job skills 
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trainers. After administering the TABE test or the Test of Adult Basic Education, Job 

Coaches provided the majority of job skill training through the Lydecker University or 

the Work Certified Program. However, as administered, neither of these programs was 

effective in augmenting the skills of the clients. 

To confer authority to their knowledge and the teaching processes, the center 

named their central job skills training program, the Lydecker University. Simultaneously, 

they establish themselves as teaching experts and validate the information that they 

provide with the broad cultural understanding of high education providing the best of the 

latest data on a subject. The cultural perceptions of the university setting and the work 

opportunities that it develops through education are important to reinforce the authority 

of the job coaches. 

Through the university, the job coaches offered a mixture of practical job search 

courses and courses emphasizing compliant behaviors favored within the largely service 

oriented, low-wage labor presented to them. The effort to adapt the cultural meaning of 

the university to the work of the job coaches creates an ironic twist in the interpretations 

of the practices at the center. First, few of the job coaches had any experiences teaching 

and secondly, the core practical courses were mostly self-taught, computer simulations. 

Any real skills transferrable to the marketplace clients gained for themselves. The staff 

did not and actually was not qualified to convey any practical transferable workplace 

skills. The authority and social meaning imbued in the use of the term university had no 

foundation through the center’s choice of staff and its other practices. 

• Improve Your Interview Skills a computer simulation program 
• Typing for Speed  a commercially sold computer 

simulation program 
• Resume Workshop a computer template 
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• Online Job Search Clients use Monster.com, HotJobs.com 
and other public websites to job hunt 

Figure 2 List of Self-Taught Workfare Courses 

Largely, the real authority of the staff as teachers stemmed from social capital of 

their identity assertions as middle-class professionals and the American belief of the 

middle-class represent the ideal true Americans. Therefore, the real point of the university 

was to emphasis the authority and social capital of the staff and that their middle-class 

lives bestowed the necessary expertise to teach the poor clients. These poor needed to 

learn to be like the middle-class staff and adhere to their life ways.  

The courses run by staff assumed clients had moral failings and that clients lacked 

the cultural sense to know that they are morally lax. Through these courses, the staff 

claimed to teach basic societal norms to adults fully socialized by life in growing up in 

America and by experiences as working heads of households. This strategy of teaching 

rested on a belief that somehow poor Americans misunderstand the dominant social 

norms of a cultural system that they navigate on a daily basis.  

With the plethora of ethics based course subjects, the center’s managers and staff 

convert adults to the social equivalence of infants and display their assumptions that the 

clients were guilty of not understanding and not practicing socially appropriate behaviors, 

which implied the poor also have some inherent pattern of criminal behavior that every 

client must be taught not to steal from the workplace. In turn, through this process, the 

center’s staff associated their clients’ unemployment as part of clients’ inabilities to 

adhere to American workplace conventions and away from the structural limits of the 

American economy. 

These assertions were not new and are a part of the historical system of welfare in 

which American popular culture, the business sector, and policymakers construct poverty 
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as the responsibility of individuals, who have failed to appropriately engage in the market 

and rise in the socio-economic order. However, here, the local practices amplify the 

social messages through the replication of shared meanings in class boundaries. The 

authority of the staff as job coaches stems from a combination of local, national, and 

business cultural meanings. 

This research study provides ethnographic data of one corporate provider in order 

to aid in the debates about welfare reform and who is best suited to administer these 

programs. Additionally, the evidence is fodder to consider the questions surrounding who 

is actually suited to define and implement intentions of welfare. Is it to be a system that 

provides the opportunity for the poor to establish economic stability or is it to be system 

about profit? Profit is a critical part of this equation and not just in terms of the profits 

that providers can make. Crucially, as a growing body of research demonstrates (Davis 

2004, Edin and Lein 1997, Henrici 2006) and has been argued historical (Katz, 

Improving Poor People: the Welfare State, the 'Underclass,' and Urban Schools as History 

1995, J. Peck, Welfare States 2001, Piven and Cloward 1993 (1971)), welfare has 

fortified employers labor strategies, allowing them to keep the lowest paid laborers 

underemployed or in cycles of unemployment. 
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CHAPTER 2 

LOCAL MEANINGS OF CLASS: POWER AND AUTHORITY DYNAMICS 

“Germantown Avenue is a major Philadelphia artery that dates back to 
colonial days. Eight and a half miles long and running mostly southeast, it 
links the northwest suburbs with the heart of inner city Philadelphia. It 
traverses a varied social terrain as well. Germantown Avenue provides an 
excellent cross section of the social ecology of a major American city. 
Along the avenue live the well-to-do, the middle classes, the working 
poor, and the very poor – the diverse segments of urban society 
(Anderson, Code of the the Street: Decency, Violence, and the Moral Life 
of the Inner City 1999).” 
 

 This excerpt from Elijah Anderson’s Code of the Street reveals a little of the 

historic social importance of Germantown and its main artery to the formation of 

northwestern Philadelphia and its physical relationship to the central city. It also reveals a 

little of the social complexity of life in Germantown. As a “true” suburb, the populations 

of the unincorporated Germantown lived relied on the city for the export of the fruits of 

local labor, providing food, raw materials, and mill works. Germantown became a 

“trolley-car suburb” even before its incorporation into the city, as the wealthy and the 

growing middle classes, fleeing the dirty industrial Philadelphia, reshaped the 

community.  

This period represents a time of some of the most significant socio-economic 

development in Germantown that contributes to its modern identity and was critical to the 

formation of local class notions. The local populations attach these notions to how they 

use spaces and how they perceive places. The wealthy of the city built their “country 

estates” and summer homes settled in the tranquil woodlands and by cool creeks that 

characterized Germantown (Callard 2000; Contosta 1995), while the populations of 
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workers and supporting businesses settled in surrounding the wealthy. Germantown, once 

dense with factories, businesses and residential growth, offered a variety of opportunities 

for Southern European immigrants and Blacks. 

A 

 

B 

 

C 

 

Figure 3 Photos2 of Mount Airy Neighborhood 

The boarded houses in Photo A and abandoned factories characterize large sections of Germantown. Photo B 
depicts a quiet, tree-lined street in East Mount Airy. Here, residents maintain the housing stock relatively well 
with few long-term vacancy. Photo C depicts a home in Chestnut Hill. Like Mount Airy, although the perimeters 
experienced change, the homes here show no decay and the owners have maintained the home’s Golden Age 
appearance.  

Eventually, the suburbanization process created three socially distinct 

neighborhoods in the northwest of Philadelphia: Germantown, Mount Airy and Chestnut 

Hill. Most consistently distinct by class, the area had some unusual patterns of racial, 

ethnic and religious diversity. As the area expanded with economic opportunities for the 

poor, the wealthier residents settled further west in Chestnut Hill. Many of these were the 

city’s most prominent families, who owned businesses, factories, and the local railroad. 

Increasingly, the outskirts of Germantown and the neighborhood of Mount Airy exploded 

with the city’s middle classes. The heart of Germantown because a patchwork of blue-

collar worker and the poor.  

Industrialization raised Germantown’s importance to the city for providing 

sustainable resources including jobs. Germantown’s economic relevance to city, but 
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especially to Chestnut Hill and Mount Airy (Callard 2000, Jarvis 2004), can still been 

seen through the host of building that were formerly millhouses, plastics factories, 

bakeries, and department stores. However, manufacturing was the key to the economic 

stability of the working-class populations. In Judith Callard’s 2000 history of the area, 

she documents dozens of mills and factories, owned by the wealthy elite, whose 

mansions still stand throughout Germantown, Chestnut Hill, and West Mount Airy. 

Importantly, even after the major deindustrialization of the city in the 1970’s, the city’s 

residents still marked Germantown as place for working class opportunities.  

 

Photo 1 Contemporary Photo of Glen Echo Mill built 1885. 

 

Photo 2 Picture of Max Levy Autography shot in 1902. 

 

 

Photo 3 Atwater Kent Radio In 1912, Arthur Atwater 
Kent started small radio manufacturing facility at 4937 
Stenton Avenue. In 1924, he built the picture facility on 
32 acres at 4745 Wissahickon Avenue, the Southern 
border of Germantown. By 1925, the company was the 
largest radio manufacturer in the United States.3 

Figure 4 Photos of some factories formerly located in Germantown 

This work tailored living spaces in Germantown, because the labor force 

necessarily lived in walking distances to employment (Callard 2000, 45-62), contributing 
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to the creation of an occupational and class living pattern within Germantown. This living 

pattern also crossed racial and ethnic boundaries. The wealthy home and business owners 

hired both White ethnics and Blacks (Callard 2000, DuBois 1967). Still, workers needed 

and wanted to live amidst their personal networks, placing them in blocks of racial/ethnic 

enclaves. In comparison to other areas of the city (Countryman 2005), although 

segregated within the local community, the population of Germantown was highly 

diverse religiously, ethnically, and racially (Contosta 1995).  

Each of these social groups factored into the local hierarchal system. Between 

Whites and Blacks, the hierarchy generally was clear. The belief in the racial inferiority 

of Blacks organized life in the region in similar ways as elsewhere in the U.S. However, 

there was an additional separate African American system. As in other cities in the U.S., 

a unique African American stratification system developed (Countryman 2005, Gregory 

1998, Hartigan 1999). Both of these systems spatialized the class experience, influencing 

living arrangements (Goldstein 1985).  

Within Germantown, there was a White section and a Black section. Within the 

White section, there were residential patterns based on ethnicity, religion, and class. For 

instance, there were areas predominantly Protestant middle class, White, and of Northern 

European descent; areas that were Catholic middle class and Irish; area with residents 

predominantly German American Lutherans; and so on. Similarly, Black settled in 

patterns reflecting wealth, religion, and their distance to life as descendants of former 

slaves and/or under Jim Crow life in the Southern United States.   

 The residents experienced two significant racial shifts. In the 1920’s, 

Philadelphia, as a whole, received hundreds of southern Blacks in the Great Migration. 
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Although most settled in central and North Philadelphia, Germantown, as a stronghold 

for middle class Blacks, reluctantly absorbed some of this new population. In the late 

1940’s and 1950’s, the neighborhood underwent similar racial shifts as many of the 

America’s urban centers. The descendants of those 1920’s Great Migration Blacks, long 

overcrowded in the central city, resettled throughout the city, particularly pushing the 

Black and White middle classes westward into Chestnut Hill, Mount Airy, and further 

into the suburbs. 

After this, the three neighborhoods displayed much more defined racialized 

spaces. Chestnut Hill - settled by some of the cities wealthiest families - remained 

primary White and wealthy. Mount Airy displayed the most racial diversity, although 

little class diversity. Eventually, Mount Airy’s population shifted toward a predominantly 

Black middle class population. Still, it displayed a significantly mixed racial grouping 

well into the 1970. In contrast, Germantown underwent many changes with dramatic 

racial and class shifts, moving from a predominantly middle class white ethnic population 

to a predominantly working class and poor black population.  Moreover, the new 

residents experienced the harsh effects of the blockbusting and white-flight of the 1950’s 

and 1960’s. By the mid 1970’s, the largely black, poor to working class neighborhood 

had loss jobs and other resources.  

This period also represented a critical juncture in US racial history. Local and city 

residents may have treated Germantown, Mount Airy, and Chestnut Hill as separate 

class-based spaces; however, critically, many of the same historical relationships between 

these spaces remained intact. Chestnut Hill and Mount Airy had expanded residentially, 

but much of the local infrastructure remained in Germantown. The region’s high school, 
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government facilities, and shared public spaces, such as a large park and the senior center 

remained in Germantown, while Chestnut Hill and Mount Airy created new socially 

closed spaces. 

Placing Poverty in Germantown: Reinforcing Class Closure 

In Theorizing the City, Setha M. Low explores what she calls the “spatialize[d] 

human experience (Low 2002, 111).” She does this “by locating both physically and 

conceptually, social relations and social practice in social space (Low 2002, 111).” 

Physically, Germantown is central for the critical infrastructures and socio-economic 

institutions for the poverty relief. Conceptually, the local populations understand the 

spaces in Germantown and between it and its neighbors in terms of the two hierarchal 

systems of class and race. The social relations and social practices influenced the 

spatialized human experiences within Germantown as place relatively suited for the poor, 

because contrastingly, Mount Airy and Chestnut Hill made it physically difficult for 

outsiders to access the “public spaces.” Parks, recreation centers, and the like are set back 

from main thoroughfares, hidden, while other public places, like the post office, border 

these neighborhoods.  

Contemporaneously, Germantown is the regional seat of poverty. Centralized 

open spaces, hubs of activities like village squares, have historically been communal, 

public spaces. As the centralized neighborhood of the region, it is the region’s public 

square. Although largely residential, Philadelphians treat the core of Germantown as a 

more “public” space than other areas of the regions. Activities, such as street vending or 

gatherings of the homeless, barred in other areas routinely take place here.  
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Historically, the regional residents located facilities that were open to all the 

residents of the region. The regional high school, the regional library, and the region’s 

public utilities branch offices are in Germantown. Comparatively, the neighborhoods that 

surround Germantown have none of these, and contrary to Germantown, other public 

spaces, like parks, are situated away from major roads. Local treated the spaces in 

Germantown with no exclusivity and city and state officials followed suit, placing the 

majority of regional operational function within Germantown.  

Through the perceptions of democratic and egalitarian uses for Germantown, 

residents and business owners cannot bar the appearance of poverty as they have in other 

areas. Convenient for the class identities for the surrounding areas, Germantown is the 

space for poor. It has spaces with open access for everyone. The residents of wealthier 

areas consciously created barriers, shaping their major roads through an overwhelming 

dominance of private businesses.  

Private ownership of centralized spaces became part of the mechanism to 

maintaining workers, who were locked to places. The working classes and poor settled in 

Germantown because of the availability of work (Contosta 1995, Countryman 2005, 

Gregg 1993). This availability changed, but by then, personal networks and the 

institutional supports kept them attached to places like Germantown (Gregg 1993, Stack 

1974). With limited resources, the poor do not choose their residence; circumstances 

made their choices. The historical residential and infrastructural patterns explain the 

contemporary regional concentration of poverty in Germantown. Privatizing some public 

spaces of the region, while others remain open, continues to influence this pattern.  
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Historically, this pattern led to the area’s central marketplace and public spaces 

being located and radiating out from the intersections of Germantown and Chelten 

Avenues in the heart of the neighborhood of Germantown. The modern intersection with 

its park, drugstore, meat market, doughnut shop, and welfare office among other things is 

just two blocks over from the site of the colonial marketplace, the stockade, and the local 

inn. This combination of commerce and public spaces, along with the founding of the 

regional bureaucratic infrastructures, established the particular character and social 

meaning of Germantown in relation to the region - a character defined through services 

provided to the surrounding communities and communal use of space.  

A 

 

B  

 

C 
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Figure 5 Photos of Germantown Business District:  

On the top, the intersection of Germantown and Chelten Avenues in the 1970's, and on the bottom, pictures 
from 2009: the level of activity fluctuates, but the mass commercial appeal of chain stores characterize the 
intersection. The upper left and the lower right photos depict the same corner more than 30 years apart. This 
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corner has gone through a series of businesses before Caldwell’s Department store and before the coming of the 
Walgreen’s drug store chain. 

These photos help visualize Germantown and it social uses. Photo 3C shows a 

western view of the Germantown and Chelten intersection and the left-side background 

shows Vernon Park, the location of the non-profit senior-citizen center, Center in the 

Park. Beyond this view to the right at the intersection of Haines Street and Germantown 

Avenue are the State Representative office, former location of the Alden District Welfare 

Office, and Germantown Public High School.  On the tiny street across from the school is 

the 14th Police District Building. I could pick any direction and almost any street within 

three blocks of the main Germantown and Chelten intersection and I could describe a 

state or non-profit facility, including the workfare center in this study, and two of the 

welfare district office, Alden and Hill, that the Center supports.  

However, comparing and contrasting the central commercial districts with other 

neighborhoods illustrates the constructed differences in Germantown as a public space, 

while the other neighborhoods remain exclusive, private spaces. Germantown’s district 

includes significant social and political infrastructures. The adjacent neighborhoods 

evidence very different ideas of public facilities and spaces. Most public facilities and 

spaces exist for children; including recreation centers, public parks, and elementary and 

middle schools. Either most of them are distant from the large thoroughfares over which 

outsiders pass or they sit at neighborhood transition points, allowing equal access 

between neighborhood residents. This creates a sense of exclusive access to these 

facilities.   

For instance, the commercial district in the Cedarbrook/Stenton neighborhood, 

(also referred to as Wadsworth) to the far northwest, has only two types of public 
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facilities. A public library and the local offices of the state representative and state 

senator are on Wadsworth Avenue, the main corridor to the suburban Montgomery 

County. All other entities are private businesses, not public at all. Furthermore, 

Wadsworth is less than 8-blocks long and the business district is the last 3-blocks before 

intersecting with the county line. This location for the commercial district distances these 

places from the residential, leading outsiders out of the neighborhood.  

Mount Airy and Chestnut Hill are even more resistant to centralizing their 

accessible public facilities and spaces, opening the community to outsiders. Small 

business strips in Mount Airy are set on parallel streets, Germantown, Chew and Stenton 

Avenues; and like citadel walls, they territorially mark and block in the middle-class 

residential area of Mount Airy, from Germantown and Chestnut Hill. Furthermore, public 

facilities stand as sentries between neighborhoods. The Emlen Elementary School, 

Pleasant Playground and Recreation Center with its entrance on Boyer Street, and 

Cliveden Public Park are on Chew Avenue, East Mount Airy’s southern border with 

Germantown. Another playground/recreation center and a branch of the public library are 

on Germantown Ave, bordering Mount Airy and Chestnut Hill. Book-ended by the few 

public facilities in central core of Chestnut Hill, there is the neighborhood public library, 

built beyond the far end of the commerce district, just on the other side of the public 

transportation depot, which is literally on the other side of the track of the end of the 

commerce district. Physically, for locals, there are few reasons to do more than cross 

through either of the other two neighborhoods.  

Other differences lie in the types of stores and businesses in these areas. 

Historically and currently, the marketplace of Germantown offers a broad appeal of 
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available goods and services. In colonial times, it sold fresh grown foods, cloth, paper, 

and had inns and the only stockade. Now, shops include chain department and retail 

stores, low-cost variety stores such as dollar stores, fast-food restaurants, and an 

assortment of street vendors, who call out to passing potential customers.  

In contrast to the bustling, noise filled streets of Germantown’s business district, 

there just the whirr of passing traffic. The businesses in the northern-most district on 

Wadsworth Avenue are a mixture of doctor and dentist offices, daycare facilities, and a 

series of family own take-out restaurants like pizza shops, a Caribbean market, takeout 

Chinese food restaurant, and small family-owned businesses. At the other end, there is a 

church and the state representative office.  

The two-block long shopping is not silent or completely inaccessible to non-

locals, but noise and activities are contained. Toward the end of the area, as you would 

pass out of the city into the neighboring county, sit stores that attract outsiders and 

socially unfettered activities. Here sits a small strip mall of five stores, including a 

family-owned, but now closed Halal restaurant, sneaker store, doctor’s office, chain 

drugstore, and a chain doughnut shop. Still, only the drugstore and the doughnut shop are 

different to the overall character of the district. 
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Photo A is Chestnut Hill’s central commercial district of the 1950’s. Photo B, taken from the same viewpoint, is Chestnut 
Hill in 2009. Little has changed. Through social shifts, Chestnut Business District has retained its character of a village 
within the city. Photo C shows the western end of the business district. Beyond the white building is the bus depot. All but 
one of these buses connects with suburban hubs. The Bus Route 23 is the only route going into the city. Beyond the depot is 
the Public Library and Chestnut Hill Hospital. 

Figure 6 Photos of Chestnut Hill’s Business District 

In high contrast to each of the other commercial areas, Chestnut Hill’s business 

district is a series of personalized boutiques, antique stores, and formal sit-down 

restaurants – some quite pricy. The design promotes strolling and lingering. It is still a 

small village marketplace, free of the hustle and bustle brought by the public masses. The 

photos above show Chestnut Hill. In them, we can observe a very different class-space. 

The first photo shows businesses of the 1950s. The second and third photos were taken 

recently. There are more cars and some cosmetic changes to the facades of the buildings, 

but little else has changed. Local business owners work to retain the village aesthetic.  

Physically, Germantown evolved to serve a purpose for northwestern 

Philadelphia. In this process, it has lost some of its historic prestige as it took shape as the 

practical hub of the area. Still, as this practical hub, it grew in the importance for the low-

income populations dispersed through the northwest without losing all of its functionality 

to middle and upper classes, particularly the Black middle class. Germantown’s 

importance holds true in degrees for the surrounding neighborhoods, even if it is just to 
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isolate the visual of local poverty within the confines of Germantown and out of other 

areas. Yet, racial/ethnic and religious histories of the populations define Germantown as 

much as the use of its public spaces and its industrial history.  

By the 1970’s, the Black middle classes lived largely in Mount Airy and 

northwestward to Cedarbrook at the city limits. The same factors forming the overall 

American wealth gap between the majority of the middle classes and the poor: home 

ownership and asset growth allowed middle class Blacks to replicate white middle-class 

patterns and keep up with overall middle-class socio-economic expectations in education 

and professional career development.  

A critical element contributing to this phenomenon was the stabilization of 

housing values by preventing “white flight,” or at least, delaying it until the mid to late 

1970s. The cost of buying a home in Mount Airy and Chestnut Hill was much greater, 

making the “blockbusting” harder and giving time for local leaders to organize against 

the processes fueling “white flight” (Contosta 1995, Countryman 2005, Ferman, 

Singleton and DeMarco 1998). Particularly in Mount Airy, the local religious leadership 

and the highly active civic groups banded together to assure the stability of the area, at 

least until the late 1970’s (Barbara and Kaylor 2000). This did not mean the barring of 

incoming Blacks. The efforts of the local organizations focused on stabilizing the housing 

market (Barbara and Kaylor 2000). They worked with realtors and controlled the fears of 

the longtime white residents, avoiding the devastation seen in other places. Since the 

process took much longer and Blacks, who had already reached the middle class largely 

replaced the whites, the neighborhoods to the north and northwest avoided most of the 

potentially negative socio-economic issues. 
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By the time, “white-flight” begins in Mount Airy, it was the late 1970’s and early 

1980s, almost 30 years after Germantown’s tax base and central infrastructure had 

eroded. Unfortunately, for Germantown, its proximity did not preserve it. It, in fact, has 

become a buffer zone between the upper and middle-classes of the Northwestern 

neighborhoods and the growing poverty southeast of the Germantown.  The 

Germantown’s western perimeter still resembles Mount Airy and Chestnut Hill, as 

aspects of the southwestern area resemble East Falls, another stable, wealthy 

neighborhood just across Germantown’s limits.  However, the heart of Germantown and 

the eastern and southeastern perimeter shows poverty and the urban decay of abandoned 

homes and factories. This results in a space with conflicting social identities and life 

ways of the residents within it. 

For this study, the historical relationships between the Black middle classes and 

the poor and working class Blacks of Germantown underpin the practices of many of the 

participants, as managers and staff used stereotypical ideas to influence their assessments 

of clients and even staff, who are rising into middle classes. Although perhaps perceived 

a racial collective to white Americans, the histories of intra-group class tensions reflect 

that the middle and upper class Blacks adopted similar racialized notions and discourses 

in their treatment of poor Blacks. In the case of Germantown, the social divide split the 

population of African Americans based on conflated perspectives of class, the free 

northern versus the enslaved or Jim Crow oppressed Southern, and the cosmopolitan 

urbanite versus the illiterate rural “farmhands.” 
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Black Germantown: Intra-community Hierarchy  

Today, the central areas of northwest Philadelphia, where Germantown is located, 

are largely African Americans and class the most meaningful social differentiation. The 

local hierarchal system of Black Germantown has it underpinnings with the particular 

histories of class, religion and competing populations of northern and southern Blacks. 

This system began as early as history of the city and goes back to the relationship 

between free and enslaved Blacks. Yet, today, the post-World War II populations of 

middle class Blacks are likely to be descendants of formal slaves.  

Philadelphian Blacks saw critical advancements during the Civil Rights Era, 

helping poor and working class Blacks move upward. As new populations of Blacks 

moved into the middle classes, they assimilated to the local expectations of public 

behaviors. Therefore, in effects, the “new” middle classes held the local poor closely to 

the standards under which the older populations held them, reproducing central elements 

of the hierarchal system.  

While, as a neighborhood Germantown was once rife with racial, ethnic, as well 

as class diversity, post-World Wars II processes of suburbanization and “white-flight,” 

influenced the formation of Germantown into an African American neighborhood. 

Although local populations had conflicts over the power structure and who represented 

the “authentic” Black voice, the middle classes with access to the wider power structure 

of the city, continued to dominate. Their ability to dominate the social life of 

Germantown stemmed back to the role of the Black church in organizing life in the 

neighborhood. Even with the shift in composition of the ancestry of the local population, 

the Black church remained the source for powerful spokespersons. Still, what churches 
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were the local Black church shifted; and along with it, the ability to have unified church 

representation. 

The class structure of Black Germantown is inseparable from the religious 

institutional structures and the earlier poverty relief efforts. Churches and religious based 

philanthropic organizations, for the most part, organized the central aspects of early 

American life, including efforts aimed at poverty relief. This was no different within 

Black community throughout the U.S. In Philadelphia, but especially, in the prosperous 

Black communities of Germantown and West Philadelphia, the “Black Church” was the 

central organizing institution around which the community functioned. The openly 

permissible religious expression and Christian dominance at the Center reflect this legacy 

and therefore, it becomes important to understand it as part of the framework of the staff 

and client interactions. 

The churches were the source of social life and cultural expression and their 

leaders orchestrated the labor and finances to meet the needs for the local populations. 

What impacted the communities would surely impact the congregations. Leaders took 

proactive roles in the neighborhoods immediately surrounding the physical churches. The 

churches often worked within the network of citywide churches to meet the religious 

doctrines to save the souls, bodies, and minds of the congregants. Because of this 

centralizing role, the church institution also was the primary mechanism for establishing 

the class boundaries recognizable today.  

The relationship between the churches and class mirrored other social practices of 

the community. Since the presence of African American in Germantown has been a 

relatively consistent, the local history of this community shares the complex history of 
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Philadelphia. In the socially “liberal” environment of the Friend’s founded community, 

African Americans have lived, worked, and prospered in Germantown since the Colonial 

Era (DuBois 1967). Through racialized, religious, and class-based political practices, 

Blacks developed a subordinate stratified community to whites. Although subordinated to 

hegemonic structures, this community functioned separately but with concordant 

practices that further marginalized many of the poor Blacks. After the region’s overall 

racial composition shifted toward Blacks in the late 1950s and 1960s, this African 

American class system came to represent the dominant local pattern. The middle and 

upper class Blacks often treated poor Blacks no better than their white counterparts did. 

Protestant sects dominated the social and the economic environment for most. 

Early in Philadelphia’s history, white and Black Protestants worshiped in the same 

churches, but by the early 1816, Blacks led by Richard Allen and Absalom Jones, broke 

away due to discrimination in the Methodist church (Gregg 1993, DuBois 1967). This 

divide created the beginnings of the specific class symbolism for the Black church as an 

institution. For the Black Philadelphians, this change made the African Episcopal (AE) 

and the African Methodist Episcopal (AME) Churches the Black religious institutions or 

the collectively, the “Black church.”  

Branches of these churches spread throughout the city with the most significantly 

sized congregations being AME churches. The formation of local congregations within 

the major Black populations throughout the city created an almost ubiquitous system of 

political, economic, and religious practices as the city’s Black church leaders were also 

leaders of the Black community. The neighborhood of Germantown was no exception, 

having one of the oldest AME churches, established in 1858.  



39 
 

After Blacks created the African Methodist Episcopal Church and the African 

Episcopal Church, they worshiped as they lived, segregated by class. The wealthy 

preferred the African Episcopal Church, while the middle-classes preferred the African 

Methodist Episcopal Church (Gregg 1993). For working class and poor local Blacks, they 

most often worshipped based on their patronage relationships and their residential 

patterns. For the members of the African Episcopal Church, these patterns served to 

distance them from the poorest Blacks. Those most often seated in the back and in the 

balcony of the African Episcopal Churches were those Blacks, who had business and 

employment relationships with one another. In turn, these tended to be smaller 

congregations.  

Contrastingly, the middle class AME church leadership dominated the local social 

and political life by sheer numbers. In addition, they had a greater spatial relationship 

with the growing masses of working class and poor. Importantly, this conflation of class 

and religion underpinned other cultural constructions informing local cross group 

practices. Additionally, the Quaker and Anglican religious tradition that had provided 

neighborhoods open to their prosperity required their continued administering to others, 

particularly, the “less fortunate.” This set up the AME church leadership as the primary 

magistrates for the community, making religiously appropriate living the same as socially 

appropriate living.  

Once the Great Migration of Southern Blacks began, 1910-1930, Germantown’s 

Black population experienced conflicts across the political and socio-economic 

landscapes. These conflicts first appeared between the pre-existing power-authority 

underpinned by the churches and these southern, rural Blacks, who sought aid from the 
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local churches. However, the aid given had significant social requirements attached. 

Initially, the local churches attempted to assist the migrant Blacks through an assimilation 

process, known as “uplift.”  

Prior to the migration period, following the concept of uplift, the AME churches, 

including those in Germantown, sought to assimilate newcomers to their cultural 

standards while also addressing the structural oppression of the “Black race” (Gregg 

1993). Initially, the newcomers to Germantown accepted the processes of “uplift”, 

because early migrants were Blacks from cities in Virginia, Washington D.C., and 

Baltimore. Their social systems were similar to the class-conscious Germantown and the 

West Philadelphia communities of Blacks. In turn, this provided a sense of unity for the 

newcomers and pre-existing residents of Philadelphia in the fight against white 

oppression. The Germantown community readily incorporated these cosmopolitan urban 

Southern Blacks because they shared similar experiences. Their incorporation fit into the 

“uplift” doctrine, allowing locals to fulfill religious doctrine to aid the “less” fortunate as 

part of the community’s duty. The members of the AME Church fostered the patronage 

relationship with these migrants, enabling many to become local businesspersons or to 

integrate into the community in other valuable ways. 

 However, in practice, “uplift” was an organized, religious strategy to assimilate 

newcomers to local class constructions of social position and appropriateness. When the 

rural migrants came from the “Deep South,” assimilation proved to be more difficult. 

These Blacks had been former slaves and had lived under Jim Crow. Those who arrived 

during the Great Migration were far less socially and culturally compatible with the 

Philadelphian populations. Still, the Black churches offered aid through “uplift” as they 
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had with earlier migrants. Critically, the volume of migrants, the level of poverty, even 

educational and labor skill differences were much greater than with early migrants. The 

conflicts between lifestyles and group interests fractured the Black church as a 

community institution and the Great Migration newcomers began to operate 

independently through their southern Baptist and Evangelical dominations (Gregg 1993).  

Led by the AME church, Germantown’s urban middle-class population saw the 

population of rural southern Blacks as too different (Countryman 2005, Gregg 1993), a 

sentiment shared by whites. Moreover, these Southern Blacks moved into the city at a 

rate that challenged and often overtaxed the white and Black religious institutions, which 

provided the majority of poverty aid. Already poverty-stricken and with the end of post-

WWI economic boom that brought southern Blacks to Philadelphia, these newcomers 

overwhelmed the existing poverty relief systems. The city, but specifically the Black 

communities, faced the critical problems with housing shortages and high unemployment 

rates (Gregg 1993). Neither white nor northern-born Blacks welcomed the Blacks of the 

Great Migration. Philadelphia’s middle class Blacks, who were the community’s power 

structure, saw the migrants as backward, poorly educated, lazy, and unmannerly 

(Countryman 2005, Gregg 1993), essentially unable to assimilate, but also saw 

continuing to provide some aid as their religious duty.  

The local hierarchy became a complex legacy of white over Black, upper/middle 

class over working class/poor, Northern over Southern, urbanite over rural born; all of 

which reflected a hierarchy of churches of African Episcopal over AME and AME over 

the new Southern Baptist tradition. The conflation of these constructions with others is 

the legacy upon which Germantown’s residents built their contemporaneous intra-racial 
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dynamics. After the 1950s, when Germantown underwent transformational processes 

inducing “white-flight,” elements of this legacy came to dominate interpersonal relations 

in the largely African American neighborhood. For this study, this legacy underpins the 

behaviors of those within the local institutions for poverty aid; but most crucially, for the 

EARN Center’s management largely inexperienced in social services, this legacy 

represents their central understanding of their relationship to the poor who they profess to 

wish to help. 

Class Conflict in a Predominately African American Germantown 

Up until the 1960’s, the Black voice had predominantly been middle class and in 

most cases, is originated within the Black churches. The activism generated by these 

voices culminated in the Civil Rights Movement. However, the 1960s also yielded new 

spokespersons from the Black working class and poor, who supported many of the ideas 

of the Civil Rights Movement, but were less concerned with incorporation into the 

American socio-economic and hierarchal structure. These were militant voices, anti-

establishment, who questioned both White and Black authority. The youth, who 

recognized their subjugation within both hierarchal systems, wanted to do something 

about it. They viewed “racism as constitutive of the American social structure 

(Countryman 2005, 7).”  

From this, the ideologies of Black Nationalism develop and the Black Power 

Movement was born. In Germantown, the activists in these “militant” movements were 

largely the struggling descendants of the southern migrants. Not only were many of the 

youth separating themselves politically from the middle classes; many were separating 

religiously and turned away from the Black church. Many shifted to secularism, while 
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other moved toward the growing Islamic movement. In any case, Black church 

membership was no longer a prerequisite to political activity.  

The leaders of the Black Power Movement had ties to Islam, and sometimes, they 

rejected all religious doctrine (Countryman 2005). These stances alienated many of the 

poor and working class, but most crucially, middle class Blacks. Locally, this split the 

local power base. Still, the feud only weakened, but did not push aside Black political 

influence. It did created conflicts regarding who represented the authentic Black voice. 

Moreover, the legacy conflated religion, Americanism, and class; and as with national 

hegemony, structural practices favor Christian and middles class Americans as the “real” 

Americans.  

Relative to this research, the religious-class tensions induced by the processes of 

“uplift” and by the political shifts of the 1960’s underscore a divide between the 

predominantly middle class workers at the center and the descendants of the poor Blacks 

of the migration and the “rebellious” local Black populations, who resisted traditional 

Black church authority, especially with respect to the local Islamic population. Although 

not the same social construction of the historical Black church, the middle-classes and the 

“new” amalgamation of the Black churches, which includes the AME and Southern 

traditions dominate, but without the singular leadership as they once had. Although 

religion always underpinned social service practices, this particular legacy influences 

contentious interactions between the largely Christian staff and the clients, whether they 

are Christian and poor, Islamic and poor, or “other” and poor.  
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Relevant Personal History 

The participants in this study work and live within the northwest region; 

therefore, these histories influence their experiences and practices and inform part of the 

bases through which they construct class identities and the norms for social interactions. 

For many in the local population, a sense of the relative social positions of actors and the 

local meaning of those positions underpins everyday loosely scripted performance. As 

someone, who grew-up in this region, the interpretations of my performance of identity 

had salience with the participants, and although the symbolic meanings behind these 

social constructs did not dictate the direction of research, they did provide me an 

informed concept through which I interacted with participants. 

 The Center is unique, because it concentrated and forced particular types of social 

interactions between local class groups in a way that reinforced and even harden class 

lines. Although the fluidity of class was not lost, as later discussions of specific staff 

members will demonstrate, the practices of management/staff toward the clients 

constructed a dynamic that bounded the middle-class identity and juxtaposed it against 

the identities of the local poor. For this reason, wanting to neither offend nor alienate, 

outsiders, like myself, had to choose carefully how to display personal class identity 

traits.  

I gave forethought to my technique, especially, since I intended to use informal 

interviewing, which in its open format produces a dialogue. I achieved some control over 

this process by selective using the truth. For example, as the history in this chapter has 

shown, addresses are part of the local interpretive process for attaching class to people. 

During this research, I live in Germantown, but I grew-up in Mount Airy. Moreover, I 
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tapped in personal family history when it helped. My mother, one brother, and one sister 

attended the local public high school, which has been the source of local class 

distinctions for generations. When my class mattered, I chose the reveal the aspects of my 

class identity and practices that fit into the social cues that I received from subjects and as 

situated within the unique construction of class division at the Center.  

Personal Experience in Local Class Formations 

In the 1920’s, my maternal grandparents, born in the rural Carolinas, migrated to 

Philadelphia. Born in Philadelphia, their daughter, my mother married my Georgian-born 

father. In 1967, the year that I was born, my parents moved the family from North 

Philadelphia to the northwestern neighborhood of Mount Airy. This was different in that 

most family and friends, who migrated from North Philadelphia into the northwest. They 

settled in Oak Lane but mostly Germantown. These settlement patterns reflected the void 

induced by the blockbusting and the ensuing white-flight. Moreover, the residents of 

Mount Airy were already somewhat racially diverse, but unified by class. They resisted 

these shifts, but because local class practices were strong, mostly working class and poor 

incoming African American did not penetrate Mount Airy. This provided a unique 

“ending” to my family’s Great Migration story, one that also provides a unique 

perspective on local class practices and the underlying social meanings ascribed to 

interactions between social groups. Since perspectives matter, I provide with excerpts 

from my own family’s experiences as a means to demonstrate local constructions.  

My family still identified with our poor/working class southern roots. Never 

claiming a middle-class identity, but accepting the benefits of life in Mount Airy, my 

family and I express a discomfort with the middle class label. This, I confess, was not a 
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false sense of humility. Life in Mount Airy provided opportunities unattainable 

elsewhere, but we still had times of struggle, particularly after my father died. Our class 

personal identity mostly rested in my parent’s personal and familial networks in North 

Philadelphia and with friends, who moved into Germantown and West Oak Lane, where 

the class identity of the populations were working class and even poor.  

In addition, my parents were differentiated from our neighbors through these 

personal histories and through labor. My father was not a professional. From rural 

Georgia and with little formal education, he had been a field hand and gained 

construction skills in the military during World War II. These skills allowed him 

eventually to become a supervisor at a shipping company. On the other hand, my mother 

was a trained licensed practical nurse, and eventually, returned to college and became a 

registered nurse. Still, these were more conservative and patriarchal times and father’s 

work was the family’s class identity. We lived on a block were the working mothers were 

mostly schoolteachers, but the fathers were a college professor, an insurance broker, a 

school principal, a school counselor, and the small business owner, among other 

professionals. On this block, my parent’s marriage was unusual. My mother was the only 

professionally educated person married to a blue-collar laborer. 

Working class, non-professionals, and first generation Northern born with social 

ties and commitments that were so strong that my parents had difficulty keeping one of 

my older teen siblings in Mount Airy. Just as keenly as members of my family identified 

with life in North Philadelphia, our neighbors identified us with their assumptions of 

people from North Philadelphia and in turn those new comers in Germantown. The 

following account illustrates elements of local class constructions and the social divides 
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between the local middle class Blacks and those whom they perceive to be lower class. 

This understanding provides a “lived” example of the class in the contemporary 

Northwest. More importantly, this account and the local class history situate the 

interactions of the staff and clients of the Center as groups largely socialized in the 

northwest of the city. Lastly, it underpins my own challenges as a researcher attempting 

to navigate in environment, where the practices strengthen the ways that class identity 

matter. 

By the time I was a pre-teen and my older siblings were young adults, we felt 

established as part of the community and our neighbors treated us like their own children. 

Our neighbor, his wife and he had watched us grow up. Entering retirement and moving 

south, his wife and he bid personal “goodbyes” to neighbors, who they had befriended. 

Recounting the story, my mother told me of his confession that he feared that the “new” 

family from North Philadelphia with five kids would create havoc. He told my mother of 

the “type” of family that he had expected with loud rowdy, untrained and possibly 

destructive children. He also told my mother how pleased he was that after a few months, 

they interpreted my parent’s abilities to control my siblings and me as a product of class – 

we fit right in. He said from that point the members of the block felt comfortable and 

welcoming. It was a pleasure, according to him, to live next a hard working couple. He 

was especially pleased that the family had remained well composed after my father had 

passed. My mother had still maintained a “lovely” home.  

This account speaks to many assumptions about class and migrant populations. 

Embedded within Mr. Carolina’s farewell are middle class beliefs about the values and 

practices of the lower working classes. Through these beliefs, we can observe the 
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association of social position with personal traits and abilities. Lacking wealth, social 

background, and coming from an area associated with poverty, they assumed that we 

children had no idea what were socially appropriate behaviors. Through their association 

of poverty with moral failing, they questioned my parents’ abilities to teach us their idea 

of public appropriateness. Because of these assumptions of difference, he was genuinely 

surprised that we had not torn down the block.  

However, this account also points to class gate-keeping. Without Mr. Carolina’s 

and the others’ approval, our lives on that block may have been very different. This is a 

simplified account; there were bumps, but as neighbors began to reach out to us, they 

incorporated us into the community, sharing the capital of middle class life.  

Controlling children’s behaviors and activities was critically important to the local 

concepts of class. Educating children to appropriate was a collective concern and Mount 

Airy’s middle class Blacks often used direct intervention in the activities of any local 

children when they deemed inappropriate. Examples arose in interviews conducted 

establishing background information. A little older than me, Pat and her peers had “the 

neighbor” with the garden hose. Self-appointed, her role was to overshoot the garden to 

disperse the children when she and the other adults considered their screams and shouts 

of the playing too loud. Similarly, my older siblings’ generation had the neighbor, who 

called the police if the boys attempted to play street football or “half-ball” (a form a stick 

ball played with a dimpled ball cut in half). Philadelphia, as other big cities, had a long 

tradition of children playing in the streets, but this was also a practice predominantly 

associated with the poor and immigrants, not the middle-classes.   



49 
 

We had backyards, a playground, and a recreation center to exercise behaviors in 

proper places. This street play was commonplace as you moved further into Germantown 

and did not have the same type of adult scrutiny. During the transitional period of the 

1950-60’s, the white and Black middle-classes of the region relabeled Germantown 

poor/working class, conflating the negatively constructed perceptions of the newcomers 

with practices and the place. Through the anti-white flight efforts and the strict social 

controls on the youth, the whites and Blacks reaffirmed the middle-class identity placed 

on Mount Airy.  

These personal narratives demonstrate the conferring of class status upon 

newcomers and the socialization of class ideology through the control of children’s 

practices. The first shows that through Mr. Carolina’s journey from the South, his status 

rose as a local business and property owner in Mount Airy, his acceptance into the 

community validated his middle-class status. This endowed him with the social judgment 

to assess others and confer status. The details of my family’s and friends’ experiences 

demonstrate the flexible relationship between economic achievements and status. These 

details also illustrate the relevance of social prescriptions of behavior to status. This was 

their class-consciousness, where awareness of personal social rank directs rationalized 

self-interested interactions with others.  

Mr. Carolina and the neighbor with the garden hose represent decisive class 

images that still reverberate with local residents. These images evolve around public 

practices and performances, meant to categorize locals into perceived social positions by 

normalizing the middle class Black lifestyles juxtaposing all other behaviors against 

them. These developed through historical practices. They continue to function because 
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they work well within broad national ideas of class and within the local power dynamics. 

In the context of the labor force, these divisions succeed in separating the professionals 

from the low-wage workers. In the context of the EARN Center, they served to legitimize 

the practices and knowledge of middle class staff over that of the clients and any staff, 

whose practices did not conform to the dominant norm.  

Understanding the Mount Airy perspectives and experience informed my 

knowledge of the Germantown perspectives. If it had not, there were people to tell me 

what they believed those perspectives to be. However, analyses of the class tensions, 

which developed as Southern rural Blacks moved into the city and then their descendants 

moved into Germantown, demonstrates resistances to middle-class efforts to construct 

their identity as inferior. The “newcomers” showed this resistance in the development of 

their own churches, which challenged the dominance of the AME church and the pre-

existing middle class Black authority. They also showed their resistance through the 

1960’s and 1970’s through local political struggles.  

As they began to dominate Germantown, the resistance of the newcomers and 

their descendants underpinned many of the “nature” social exchanges. The middle class 

became outsiders to Germantown. For my approach to this research, I had to be aware of 

my own status and the patterns of behaviors in still in me through local practices. 

Consciously, both my personal history as a descendant of Southern migrants and growing 

up middle class in Mount Airy had relevance to how participants would interact with me. 

Subjects’ social cues predicated my choices of what personal information to reveal and to 

whom to reveal it. 
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This personal narrative reflects the processes that informed my understanding of 

elements of the local class dynamics. They provided an interpretative background on 

local behavioral patterns, particularly, the keen relevance of professionalism, class, and 

work. I socially understood how to answer a question posed by a subject. For instance, 

discussions about education are highly charged locally. My private school education was 

a bonus amidst managers and some staff, but the three generation of my family that 

attended the local high school was a potential opening with others and many of the 

clients. Equally, growing up in Mount Airy could be important, just as now living in 

Germantown might be. Still, this was nothing to rely upon for building an 

anthropological perspective, but it did provide an insight on how to make my presence as 

unobtrusive as possible. 

.  
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CHAPTER 3 

POLICY AND PROFITS: THE MAKING OF PROFIT IN SOCIAL SERVICES 

Since the Reagan Administration opened access to corporate actors and 

organizations in the operations of social services, questions regarding the effects of their 

presence in the system have given way to questions regarding the policies that permitted 

their inclusion and otherwise have shifted social services practices in line with 

marketplace practices. Primarily, this has been a reflection of the scale of the roles of 

these market centered actors and organizations within the system. Private, non-profit 

agencies did and do still largely operate the system. Still, policy changes and shifting 

cultural beliefs and practices regarding instructing the poor toward self-sufficiency, self-

support, and the acceptance of individual responsibility increasingly have fostered social 

services as a market for new businesses that exist only as TANF service providers. This 

research organization is such an organization, operating nationally as a subcontractor to 

state and local government agencies. This chapter discusses the national political shift in 

policy that made such a company feasible, the specifics on the founding and operational 

structure of the company, and the local shifts that provided the opportunity for this 

corporation to operate in Philadelphia. 

Neoliberal Practices and Formations of the Social Service as a Market 

Increasingly, since the 1970’s, a reordering and devolution of state power to 

emphasize a particular set of practices where privation of the public services and 

practices and ideologies of the free market now dominate across social spheres. The state 

operations of social services programs have been specifically vulnerable to the evolution 
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of these practices. Gradually, the policy makers shifted guidelines encouraging service 

delivery organizations to adopt corporate practices. Within social services, traditional 

non-profit agencies augmented their bureaucratic mechanisms; finally, they most clearly 

adopted a corporate model. This has been a well-documented shift (Lipsky 1980, 

Kingfisher 2002, J. Peck 2001).  

Furthermore, evolution within the system encouraged more than just non-profits 

mimicking corporate practices. By the 1980, political policy shifts introduced 

marketplace actors, as operators of social service agencies, first as consultants and then as 

social service providers. These organizations had other business concerns, but began to 

utilize the economic opportunities presented as subcontractors to the state. Once these 

organizations entered the system, the groundwork was set for businesses whose main 

economic concerns were to become subcontractors for social services provisioning.  

The acceptance and proliferation of this third group of providers is the key factor 

to industrialization of social services. With them, they bring a culture that normalizes the 

discourses and practices that underpin workfare provisioning as an inflexible, mechanical 

process to produce profit. In this way, programs offering social services are instruments 

in a domestic market and mere aspects of the capitalist mode of production. The various 

levels of government have reinforced this phenomenon through performance-based 

contracts.  

These marketplace actors in conjunction with the performance based contractual 

system construct three distinctive roles for an industrialized social service system. The 

corporations essentially fulfill similar roles of any business in the secondary 

manufacturing economy. They produce products for the open market. In this case, that 
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product is the clients, who they prepare for the labor market.  The state agencies take on 

the role of the stockholders, who expect dividends. Under the neoliberal interpretation of 

the social role of the government, dividends cannot be thought of in the traditional sense 

of profits for stockholders.  In this case, as supporters of neoliberal practices attempt to 

reduce governmental expenditures, dividends must be thought about in terms of savings 

for the stockholders.   

The clients are reduced to statistical relevance as the product for the low-wage 

labor market. Corporate social services providers, as operators of the system that 

“supply” clients for the market, and the government agencies, as the investors to 

workfare operations, interpret the data on clients’ job placements outside of any context 

significant to the assessing improvements to the economic conditions of clients or the 

abilities of clients to develop lives self sufficient from state or private aid. The state sets 

arbitrary monthly quotas for placements and assesses operators based on their abilities to 

meet - or better yet - surpass those quotas.  Operators use the state agencies’ framework 

for operational success to maximize their profits through these job placements.  This 

model objectifies clients. It also presents clear parallels to the scientific management 

strategies utilized through the industrial era.  

Under this industrializing model, social services providers from the marketplace 

are able to forego the historical practices that sought to redress social and institutional 

inequities between classes. Moreover, they operate not simply under a corporate model, 

but under a fully developed set of corporate practices and ideologies, with their own 

historical traditions for emphasizing the pursuit and the maximization of profit. In 

corporate agencies, these practices dominate their everyday work as social service 
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providers. The effect marginalizes the “traditional” practices of poverty relief, and 

therefore, those who wish to enact them. By making these practitioners “out of place,” 

they also obscure clients’ abilities to voice their personal needs and to understand the 

structural limitations to their social positions. Collectively, as these types of businesses 

and their practices proliferate within social services, agencies transform and operate as 

businesses and social services systems operate in an environment that monetarily rewards 

“successful” agencies. 

This industrial form and its marketplace culture came directly to influence 

Germantown’s social services when the local welfare officials introduced a new 

operational model for workfare. Under this model, they awarded the Lydecker 

Corporation the contract to be the primary provider of social services in the northwest 

section of Philadelphia. This operational model regionally divided the city, placing the 

majority of workfare clients under the organizational authority of these various 

contracted providers. The territorial dominance seemingly made each contractor the sole 

providers within assigned regions. With Lydecker’s presence, the northwest welfare 

districts became the local test cases for industrialized social services. 

For over 25 years in the city of Philadelphia, the Philadelphia Workforce 

Development Corporation or PWDC has overseen state and federally sponsored programs 

to aid the poor. Run by a mayoral appointed board, this non-profit corporation works in 

conjunction with Pennsylvania’s Department of Public Welfare. PWDC administers the 

city’s block grant funding, assesses and awards bids to program operators, and is the 

primary oversight organization for the city’s system of providers. PWDC achieves this by 

working with the local state welfare offices that intake clients, establish eligibility, 
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initiate receipt of services, and administer sanctions when necessary. PWDC also works 

with a network of private sector non-profit and religious organizations. Primarily, it 

oversees and tracks the federal and state funds issued to the city’s social service agencies. 

In Germantown, there has been a tradition of collaborative effort amidst the 

network of neighborhood and some citywide organizations. Many of the groups have 

long histories in the community. For instance, founded in 1851, Saint Vincent de Paul 

Catholic Church operates a food bank, “soup” kitchen and even free legal aid. Others, 

such as the neighborhood YMCA and YWCA with varieties of programs for youth, did 

not begin specifically as poverty relief organizations but as responses to local needs. 

JEVS or the Jewish Employment and Vocational Service was founded in 1941 to help 

Jewish refugees, but has since expanded to others in the community, particularly new 

immigrant groups. The Center in the Park, Inc. has offered services for the community’s 

seniors since 1968. When Lydecker was award its contract, one major provider was the 

Germantown Settlement, established in the late 1880’s as part of the national settlement 

house movement. The Settlement operated a multitude of programs; including food 

cupboard, a clothing exchange, furniture for the needy, an office for intake into the city’s 

energy assistance program, a workfare program, and more. It is this organization, which 

Lydecker ultimately displaced in this industrial process. 

New federal policies for social service instituted under the Regan Administration 

enabled Lydecker’s business plan. During the 1980’s, the changing national political 

practices led to policy-makers increasingly interpreting poverty as a result of the 

inadequate efforts of the poor to participate in the labor market. Through this market-

centered interpretation, policy-makers created another shift in the hierarchy of favored 
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knowledge in poverty relief work. Reagan introduced direct private sector administration 

to the U.S. anti-poverty strategy, setting-up private-sector business councils to develop 

and monitor the job-training programs. Founded in 1981 as a training company and at the 

beginning of the new and very political conservative Reagan Administration, Lydecker 

effectively utilized the policy changes as part of their business plan, cementing its place 

in the new market. Their corporation’s mission aligned with the political conservative 

effort to privatize public services. From this trend, the corporation was able to expand 

nationally, serving federal, state, and many local contracts. 

Specifically, the Reagan Administration set the Lydecker‘s and other business 

opportunities by beginning the restructuring that led to TANF with attacks on workfare 

attachment policy. Reagan replaced Comprehensive Employment and Training Act, 

CETA, in 1982 with the Job Training Partnership Act, targeting youth and unskilled 

adults. He dropped expenditures for pre-employment training programs for the poor to 

22% of the program budget from previous levels. Introduced in the 1980’s, JOBS, the Job 

Opportunities and Basic Skills program, had two versions.  

The original focused on work attainment. Deemed too expensive because it 

weighed heavily on job-specific training, the second version never left the pilot stage. 

The new programs were voluntary, and emphasized personal responsibility as the path 

out of poverty. The survival of the original work search format of JOBS and the 

underlining message of personal responsibility were forerunners of the Personal 

Responsibility and Work Opportunity Act, PRWORA, and the policy of TANF. 

Importantly, these were incremental changes toward the dismantling of job supportive 

service, moving from training based programs to job placement programs. However, the 
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greatest boon for Lydecker’s expansion into the social services was the 1996 passage of 

PRWORA and the implementation of the welfare to work policies under TANF. The 

company saw rapid expansion of the public advocated for the private “expertise” in 

controlling public spending.   

Practices under TANF expanded upon the precedent set by Reagan’s creation of 

private-sector business councils and openly made workfare a “new” domestic market for 

American businesses. This “[d]irect privatization of government service is consistent 

with neoliberalism – a policy orientation that linked to the revitalization of laissez faire 

capitalism (Jurik 2006, 123).” The potential profit drew in fledglings like Lydecker, but 

also added to the business diversity strategies of well-established corporations, like 

defense contractor Lockheed Martin, which had 11 contracts just a year after PRWORA 

passed (Washington Business Journal 1997). Yet, more so than corporations like 

Lockheed Martin, as businesses totally oriented to subcontracting for such governmental 

programs as workfare, Lydecker represents the industrialization of social services. 

Lydecker generates its profit through privatizing public monies for the delivery of social 

services.  

Lydecker Corporation 

The Lydecker Corporation is Black owned and locally it is predominately Black 

operated. A MBA in management and finance, Reginald Lydecker4, President and CEO, 

founded the Lydecker Corporation in 1981, as a professional and technical services firm. 

Since then, he has expanded the company through a series of sub-contractual agreements 

with local, state, and federal agencies to operate and variety of program. However, the 

company’s core work is workforce development.  
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The PWDC awarded two Philadelphia contracts to Lydecker to operate EARN Center, 

placing an AVP –Area Vice-President to oversee the two workfare-training centers. As 

the ranking corporate representative, the AVP meets with the state and pursues 

opportunities for corporate growth within the local market. In fact, shortly after the 

completion of this field research, Lydecker opened a third center in the nearby city of 

Camden, NJ. Additionally, each of these centers has a director with an executive 

management team consisting of an Associate Director, and the necessary department 

heads: Job Development, Lydecker University, Case Management, and Data Processing.  

Headquartered on the East Coast, Lydecker has its heaviest concentration of 

projects from Washington DC to Connecticut, but spans nationally throughout the 

Southern and Southwestern states from Georgia to California. Its growth has been 

phenomenal and it now has collaborative projects throughout the United States, including 

Alaska. The corporation has had contractual agreements with a variety of agencies, but 

notably with federal agencies such as the Department of Education, the Department of 

Labor, the Department of Agriculture, and the Bureau of International Affairs, among 

others. The corporation’s business focus has been largely in workforce development 

around which this research has centered, but includes work in informational operations, 

management consulting and evaluative services such as their collaborative work on 

determining the long-term effects of participation in dislocated workers programs, 

created under the Job Training Partnership Act (JTPA). Its staff also evaluated the 

processes for the H-2A Alien Labor Certification process to assess the future needs of the 

U.S. farm labor market and for the purpose of proposed immigration legislation. It also 

works with the Center for Faith-Based and Neighborhood Partnerships promoting the 
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SHARE Network, which allows various programs of jobseekers access to the data of the 

faith-based community organizations, government agencies, and member non-profits. 

Lydecker has even moved into international markets working on employment projects in 

Turkey, and in the Dominican Republic and Central America through CAFTA 

agreements. The neoliberal global market is pivotal to this company’s fortunes.  

Their website’s lists of clients and projects reflect the effects of the private-public 

efforts to reshape the world’s labor markets (Lydecker Corporation 2011). The lowering 

of trade barriers for multinational corporations, which in their efforts to achieve 

efficiency and maximize profits created instability in the labor markets and the 

accompanying growing group of global unemployed created the need for local, national, 

and international projects for the dislocated workers, the poor, youths, the reintegrating 

prisoners. Moreover, national and international drives toward the privatization of state 

enterprises made possible Lydecker’s position within the global workforce development 

industry. In the U.S., it is one of a myriad of corporations providing such services. In an 

ironic twist, according to Lydecker’s website, its Employment Counseling Project for 

Turkey was “[d]esigned to develop effective means in handling layoffs resulting from 

implementing a privatization law – under which State-owned enterprises were sold to 

private interests” (Lydecker Corporation n.d.). Benefiting as a privatized agency and as 

the result of other privatized organizations, Lydecker is an exemplar of neoliberal 

practices. 

The Mission 

In the words of Lydecker’s CEO and founder, this company’s work is “to improve 

[the United States], its communities, and the quality of life for millions of people5”. 
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Lydecker’s motto is “Developing Workers Strengthening Communities” and Lydecker’s 

mission is simple: they “prepare job seekers for tomorrow’s global economy and supply 

employers with a trained and reliable [yet contingent] workforce” (Lydecker Corporation 

2011). These words explicitly illustrate the marketplace and industrial culture in social 

services. Lydecker produces and develops human capital. The focus is on employers as 

the consumers of the carefully “prepared” products of the job seekers. Lydecker 

Corporation, in conjunction with the institution of welfare, is part of a system to associate 

a strong nation, a positive quality of life, and healthy community with satisfied employers 

and citizen workers.  

Since the 1970’s and escalating in the 1990’s, employer-centered strategies set a 

trend toward general instability for American workers (Doukas 2003, Dudley 1994, 

Ehrenreich 2006, Fraser 2001). Outsourcing, downsizing, merger, and stagnating salaries 

create middle and upper class understandings of work and the workplace, while welfare 

reforms did so for the poor. Collectively, although social positions remain relatively the 

same, conceptualizations change. The labor market shifts increasingly encourage people 

to define satisfaction as having a job and not necessarily as the potential of mobility 

through the labor market. Lydecker’s mission is to keep the agencies under its control 

supplying the product of its industry, i.e. reliable and compliant workers.  

The Corporation’s mission statement establishes the dynamics of the relationships 

between the corporation and the Center’s staff, the Center’s staff and the state, and the 

staff and the clients. Supplying product is the source of profit. To fulfill the corporate 

mission, the staff needs practices that drive product placement, and within a business-

oriented environment, the staff needs to do so with economic efficiency. Furthermore, 
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since Lydecker’s founding, the profit sources originate with the state. The staff must 

focus on the PWDC demands. Under this interpretation, the staff can view the clients as a 

product, objectifying them in these processes. This relegates clients’ personal needs and 

issues to the low in priority fulfillment, done so only when needed to get the product in 

the hands of the consumer.  

The business relationship between this organization and the state is the critical 

component to the overall results of the Center’s work as a social service provider. This 

makes the focal point of the Center’s work the performance-structured contract terms that 

pay based on the number of clients placed into jobs and that provides bonuses at clients’ 

job retention milestones up to six months after placement. Under these terms, the efforts 

to place clients in any employment and to maintain manageable roll levels of reliable 

work-ready clients lead to profitability. 

Although this is in keeping with the “work-first” portion of TANF, this is not 

entirely in keeping with the initial plan for the local workfare centers in the State of 

Pennsylvania. At least on paper, these centers would operate with community orientation 

and address client barriers. This emerging direction fostered through welfare reform 

suppressed the traditional local practices. In doing so, the agencies bidding for contracts 

were mostly from the local network of providers. Still, team ventures, uniting local, 

regional, non-profit, and profit-based organizations submitted bids. Lydecker was not the 

only profit-based company to join the bidding, but they were the only one to open 

without a local partner.  
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Negotiating for the Germantown Center 

In 2006, the state of Pennsylvania accepted proposals for the operation of a series 

of Employment, Advancement and Retention Network Centers or EARN center. These 

are “neighborhood-based facilities that provide [workforce skill assessments], case 

management, job placement and other service to welfare clients to help them transition 

from welfare to self-sufficiency” (Shuey, Temple University News Communication 

Online 2007). After the local governmental welfare offices established eligibility, the 

centers were to be one-stop warehouses of the basic services and programs that would get 

workfare clients back into the labor market. By 2007, Philadelphia had 13 centers and 

Lydecker had won bids to run two of them. One in West Philadelphia and the other, the 

site of this research, was in Germantown in the Northwest section of Philadelphia.  

According to the press releases for the Germantown EARN Center, the Lydecker 

Corporation was to collaborate with a local social services agency, Germantown 

Settlement. Founded in 1884, this human service agency has provided aid to the local 

community across racial, religious, and ethnic groups in Germantown. It has worked 

closely with city and state officials to organize and run an assortment of poverty-aid 

programs, including a welfare-to-work program. In fact, the Settlement essentially 

operated under the model that the state wished to institute with the EARN Center project.  

As a one-stop organization, it housed an assortment of programs and administered 

both city and state programs, having a long-standing relationship with PWDC. This 

organization structure made it easier to meet the needs of the local poor, including 

workfare clients. Since the Settlement operated workfare, GED programs, energy 

assistance programs, food banks, housing assistance programs, parenting classes and 
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more, it could refer clients internally to other programs and services facilitating daily 

operations and the resolution of clients’ issues. In actuality, it was a far more inclusive 

operation than the state’s plans for the EARN Center were. Under the state’s Earn Center 

model, the centers were similarly in their focus on welfare-to-work and as a single-point 

to track clients’ status for the local welfare offices, but the centers referred the people in 

need of more personal assistance beyond work compliance to other agencies. Under this 

model, state welfare focused on eligibility and sanctioning processes, the centers filtered 

clients from additional aid programs and focused on job placements, and the majority of 

other agencies focused on the challenges of personal and individualized issues. 

Until the appearance of Lydecker, Germantown Settlement had been a central 

provider in this region of the city. It pre-dated the formation of PWDC, having a long 

history working with the city, the state and the community. This was an important aspect 

to winning the bid, because, in addition to the welfare programs, the centers were 

required to conduct community outreach. The Settlement firmly entrenched with the local 

network of providers and established in a relationship with the local community could 

have easily facilitated this aspect of the contract. Moreover, the organization had already 

run a local welfare-to work program, which had successfully operated. As PWDC set 

future workfare budgets based on these new centers, the Settlement reduced operations of 

their program, because bidding for a center was a financial necessity in order to remain 

viable with the welfare-to-work system in the region. Initially, some smaller organization 

remained, but the plan called for the local welfare offices to assign automatically the 

majority of clients to the centers. 
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The Settlement’s Release from the EARN Project 

In the official press releases, PWDC praised the new EARN Center model and the 

selected contract winners. This included the Settlement and Lydecker’s Corporation 

partnership. According the official position, the partnership was poised to execute 

efficiently the new plan. The Settlement brought localized social and cultural capital to 

the partnership. It existed within the local network of social service agencies. With its 

experience, it had the trust and necessary familiarity with the local community. This was 

particularly important, because the state’s model sought a holistic approach to reform. 

The Center was to conduct community outreach that enlisted local residents and 

businesses in the rebirth of the neighborhoods that it served. Finally, the Settlement 

owned building facilities sufficient to house the Center.  

On the part of Lydecker, they too possessed social and cultural capital. As a 

marketplace entity within the national welfare industry, Lydecker possess the desired 

image of marketplace “expertise.” Its ability to make profit, to expand successfully its 

business ventures and to satisfy contracts with various local, state and federal agencies 

demonstrated to PWDC and the Pennsylvania Department of Public Welfare the kind of 

business knowledge valorized the trend of political practices and policy-making. Officials 

interpreted its focus on the global market and employer needs as in keeping with the 

central job placement strategies of TANF. 

Between the two organizations, the partnership could meet several neoliberal 

trends politically favored in providing social aid. The EARN Center model’s use of 

community shifted state services to the community volunteerism, a practice increasingly 

common (Hyatt 2001, 1997). Furthermore, the model’s job placement tactics followed a 
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globalized model of workfare programs functioning as the temporary labor agency (Peck, 

Theodore and Ward 2005). Together, they could provide a work-ready trained source of 

cheap labor provided through the Center.  

Finally, the new model consolidated services to improve the efficiency of service 

delivery and through practices that are more efficient reduce the overall cost for operating 

workfare services. For proponents of neoliberal strategies, the government is inherently 

inefficient. However, it is not just the privatization of service delivery or the use of 

corporate bureaucratic organizing tactics that achieves cost-conscious efficiency. After 

all, non-profit agencies are private too and they have long utilized corporate models for 

organizing their internal processes. Under neoliberal influenced policy, the adoption of 

market specific strategies on cost saving, efficient production is the way to achieve 

efficiency that neither the government nor non-profits could achieve (Harvey 2006, 

Ritzer 2007, Steger 2009). The planned partnership between the local non-profit and the 

national for-profit attempted to actuate three core trends in the development of neoliberal 

practices.  

Staff at the Settlement and at the Center reported that the collaboration in the 

development of the winning bid had been an overall positive process. Representatives 

from both the Settlement and Lydecker worked on it together. In penning the bid for an 

operating contract, the vice-president of the Settlement’s workforce development worked 

closely with the Lydecker representative, who became the center’s first director. 

However, the development of a winning bid ended the partnership. 

The Settlement had no binding contract with Lydecker. It was common for local 

social service agencies to collaborate on projects. Based on communal loyalties, religious 
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doctrine, and continuous networking, collaboration on projects without contracts was 

normal. According to the leadership of the Settlement, Lydecker’s dissolution of the 

partnership before the doors opened for the Center’s first day was honestly a surprise. By 

submitting the bid to PWDC with only Lydecker Corporation listed, Lydecker legally 

made itself the sole contractor with the state. The dissolution of their partnership was the 

first public sign of the ideological divide with past local social service traditions. Non-

profits, like the Settlement, may operate under corporate models of bureaucratic 

organization and administration, seeking efficient and economic functionality. Yet, 

ideologically, the leadership and workers of the Settlement rest their everyday practices 

in very different operational models.  

In their surprise, the Settlement leadership demonstrated a kind of trust common 

in close communal relations – an egalitarian community, where members must trust and 

reciprocate in their sense of fair practices. Contrastingly, the business community may 

have a sense of the “gentleman’s agreement,” but functions under the law. Laws, formal 

controls protect assets, profits, and economic interests. The Settlement’s failure to 

recognize the importance of a legally bidding contract was not naiveté. The failure marks 

a significant cultural difference that demonstrated a decisive shift in the local landscape.  

Lydecker operated within a market perspective that would recognize the actions 

of the leadership as the price of doing business. American business practices would 

dictate careful legalized terms, but non-profits are not businesses. Locally constructed 

practices left the Settlement’s management unprepared for the emphasis on the legalities 

and economic pressures to assure rights to profit, allowing the partnership to dissolve 

with little effort. The state approved a proposal submitted with only Lydecker’s name on 
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it, legally giving the company sole rights. This is a norm within the worldview of 

Lydecker’s leaders.  

Whereas community pressures and public awareness through the official press 

announcements may have been enough to motivate the behaviors of organizations reliant 

upon each other as in the local social services networking traditions, no such pressures 

bound Lydecker Corporation. In all likelihood, the leadership may have considered the 

concept of the “gentleman’s agreement” in their decision, recognizing the breaking of a 

verbal agreement as a social breach. However, in the business environment, success and 

profit often justify this kind of a breach. Moreover, the normative operation of business 

relations may have prevented recognition of the broader consequences of the ignoring the 

local traditions. Lydecker’s leaders framed the company and therefore the Center as 

community outsiders, making any community projects nearly impossible to achieve. 

Lydecker Won the Bid but Lost the Battle for Community Support 

Lydecker needed to contend with the state’s organizational plans for the centers 

that included community outreach and the participation in the overall community 

development. Lydecker struggled with this aspect of the contract for two primary reasons. 

First, although the Germantown’s managing staff was from the local community, they 

were not from the local social service networks. Like that of their CEO and corporate 

leaderships, Lydecker’s hiring practice for its local management emphasized business 

education and experience. The majority of the local management had little, if any, social 

services experience; consequently, they had no cultural knowledge to might be 

transferable to the local social service community. The Center’s staff lacked the 
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experience, personal contacts, and local knowledge to get cooperation, but mostly, 

Lydecker’s past relationship with the Settlement cost them local trust.  

Although neighborhood members of middle and the upwardly mobile working 

classes ran the Center, their previous everyday practices limited their interactions with 

the poor and these types of social institutions. In fact, other than the local churches, the 

middle classes reject the formation of local institutions open to class diversity. The 

schools are an example of this, whereas the majority of the middle and upper class locals 

send their children to private schools and to the city’s elite magnet schools. Lydecker’s 

local hires were not culturally suited to negotiate the social and political landscape of 

Germantown’s poverty relief network of agencies or to enlist the cooperation of the 

community at-large.  

Their abilities to muster participation and attendance to community oriented 

projects extended to the center’s clients, whose general participation at the center could 

be mandated, but the center could not persuade clients to attend events that did not affect 

their compliance. The coercive practices and subjugation of the clients through welfare 

policies built this relationship. It was not a foundation through which to establish 

communal participation with other poor and the working classes. In the corporate leaders’ 

assumptions of the uniformity of practices and the dominance of business standards, they 

misunderstood the value of an organization such as Germantown Settlement. The 

Settlement could have bridged the gaps between Lydecker and the local community – 

between the corporation and the social services agencies and between the staff and the 

populations targeted within PWDC community development strategies.  
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Generating volunteerism is implausible under the circumstance under which 

Lydecker operated. Their business perspectives distanced them from the communal 

thinking and sharing the struggles of the populations. The Settlement’s leadership and 

workers localized experience invested them into long-term community strategies. For 

instance, the staff of the Settlement’ original workfare program shared aspects of the 

social identities of their clients. They worked not by distancing themselves from clients 

but by building bridges with them. The vice-president of workforce development 

involved himself personally with the community through charity works with the national 

fraternity, Kappa Alpha Psi, and through a highly active participation with the local high 

school alumni association, including his participation to find a new principal and in the 

fight to help keep the high school open.  

Many of the Settlement’s staff began as volunteers or as former clients of the 

local agencies. This allowed empathy for the clients and others that was detectable in the 

relationships that they built. For example, Ruby had a long personal struggle before she 

went to school to become a social worker and teacher in the Settlement’s workfare 

program. She lived in the neighborhood and had received public assistance in the past as 

an abandoned wife with a special needs child. Her personal story, her struggles, and her 

achievements were the mechanisms through which she built connections with the clients. 

Finding the commonalities in their lives and honestly depicting the difficulties and 

failures of the life course that she experienced were important to building self-esteem of 

the clients. The tactic avoided overt authoritarian posturing, and attempted to instill a 

sense of community and shared understanding in local employment struggles. 



71 
 

The efforts of the vice-president of the Settlement and the willingness of Ruby 

and other to share imbued the work that they did with social relevance for the poor, 

whom they wished to help. The Settlement’s consideration as a EARN Center operator 

may have well come out of their long history of work in the Philadelphia community, 

their personalized strategies, or that fact that their tactics generally yielded good long-

term solutions (Johnson 2005).  

In doctoral research conducted by Dr. Janice Johnson, she documented the job 

placement strategies of local workfare programs. I mention this work, because it focused 

on Philadelphia’s local system and the Settlement was one of those agencies. She found 

similar results to Morgen, Acker, and Weigt’s (2010) comparison of the new and old 

JOBS programs in Oregon. Workfare staff, who focused on personal barrier reductions 

for clients and personalized job placement strategies, had better results in helping clients 

to get off and to stay off welfare. During Johnson’s period of study, the Settlement’s staff 

typically did just that and they had lower rates of temporarily placing clients simply to 

fulfill the TANF mandated work requirements. Although most clients accepted low-wage 

labor positions and rapidly returned to work, they returned with more personal and 

familial security, having strategies to address their individual barriers to employment. 

Getting temporary work for clients is a tactic that Johnson associated with the 

performance-based contracts. Although her research did not specifically examine the for-

profit agencies, it did show that performance contracts encouraged the wholesale 

placement in whatever jobs that came along, including workfare agencies hiring of 

clients. Johnson identified a sense of the personal investment in the community as part of 
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the underlining reasoning for the Settlements approach. This originated from a shared 

sense of fate through continuous personalized tie to Germantown (Johnson 2005). 

The corporate model produces layers of authority and practices between the 

crucial decision-makers and the frontline workers. However, to assure that the overall 

mission of an organization and its leadership is met, the hiring personnel seek frontline 

workers, who they feel have personal and professional traits consistent with that mission. 

Comparing the frontline hiring patterns of Lydecker and that of the Settlement further 

illuminates organizational cultures, which operationally split Lydecker and the 

Settlement.  

Even though Lydecker hired locally for the Center, the Center’s managers and 

staff mostly lived within the region, but not within Germantown. They represented 

different communities, living experiences, and class views. Furthermore, choosing to hire 

many of their key personnel with business backgrounds and/or with little to no 

experience with social services, Lydecker’s pattern of hires represented the free-market 

culture that had already failed the majority of the local population. Collectively, Lydecker 

and the Center’s management represented perspectives greatly influenced by social 

construction inconsistent with the pre-existing patterns of behaviors of local social 

service agencies. Their efforts in the community were as a business venture. 

Unlike the Corporation, the Settlement’s staff was truly from the local 

Germantown community, not simply from Philadelphia or the northwestern section of the 

city. Moreover, many of the frontline workers began as local grassroots organizers and 

volunteers, who continuously lived among those whom they attempted to help. This 

critically tied the personal living patterns of the Settlement’s frontline workers to that of 
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their clients. They share a neighborhood, making helping a neighbor also helping their 

own interests. Most critically, life within the neighborhood provided them with a 

different perspective of the problems of their neighbors that kept them financially 

vulnerable. Their knowledge of poverty, the effects of the low-wage job market, and even 

the faltering local educational system was firsthand, witnessing and sometimes 

experiencing the conflation of these that kept the poor in cycles of “dependency.” 

Additionally, their clients knew the Settlement’s staff from their work and as their 

neighbors. This was also true of some of the leaders, particularly the vice-

president/director of workforce development.  

Lydecker’s failures in community outreach rested on three elements that are 

demonstrated through its relationship with the Settlement and through a comparison with 

the Settlement’s experiences in Germantown. First, the corporation and its staff’s 

relationships to the community were different. Sharing social and professional networks 

with the community of agencies had a stabilizing impact on community relations for the 

Settlement. The eased their abilities to rally community participation for events and 

projects. Contrastingly, the Lydecker’s staff and management lives lacked these social 

and professional ties. They invested in personal living patterns in the more prosperous 

communities surrounding Germantown, placing their perspectives in very different sets 

of cultural meanings. This separated their work lives from the personal lives. As part of 

the community for generations, the Settlement like many of the locally networked 

agencies disseminated information easily and could collaborate on projects.  

The Settlement staff members were largely local and with emotionally vested 

interests in the community. In the grassroots traditions of local social services, many had 
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started as volunteers and transitioned into fulltime support-staff members. Even, their 

professionally education staff lived locally, a benefit in identifying the currents needs of 

the community. Moreover, often, it was not formal channels that achieved organizational 

goals, but the informal community relationships of co-workers, neighbors, and church 

members that got things done. Without the cooperation of other agencies, Lydecker lack 

even a communication network of agencies, neighborhood churches, and community 

groups.  

The overall majority of their events focused on clients and not the community. 

The management opened the events to family and significant others of the clients, which 

in some ways extended them to the public. Other event that the Center sponsored was a 

men’s only night, where the few male recipients and the male partners of the female 

recipients could discuss life problems and tactics to handle them. To share job 

information and allow potential employers to meet clients, they hosted Networking 

Nights with guess speakers and to assure attendance of the clients, the staff provided 

childcare, fun activities, and a light fare. However, conflicts over content and the division 

of duties resulted in poor outcomes. 

Secondly, the organizations relied on very different skill sets. Lydecker 

emphasized business practices and formal knowledge. Although the Center used 

professional social workers, they dominated support roles and were limited to casework. 

Moreover, Lydecker reject the experiential knowledge of locals. Local non-profits 

incorporated many workers, who had begun “poverty work” as grassroots activists. 

Lydecker lack of understanding of the network of agencies and their staff violated the 

tradition of cooperative action. The breaking local traditions of verbally binding 
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agreements and cooperative action demonstrated the lack of understanding of local 

practices. Placing the legal contract over the “spirit of cooperation” often needed to 

promote grassroots participation.  

Thirdly, because Lydecker leaders never grasped the importance of local 

knowledge or the importance of the local social network, they never understand the needs 

of the broader community. The failure of the Financial Fair illustrated their lack of 

knowledge on what information the community would need and how to advertise a local 

event. The turnout for a Financial Fair was mostly Lydecker employees and few clients. 

Poor advertising for the event was a central part for no community participation. The 

organizers debated the best course. In the end, only a few random fliers went up in local 

stores. However, the planned seminars were also clearly a part of the problem, as 

Lydecker organizers featured seminars on investments and financial planning to a 

community living under the city’s mean income. Although the Financial Fair was the 

most obvious failure for community outreach, one seminar had a relatively successful 

response: debt recovery and consolidation. Still, the best participation was from the 

Center’s staff, who revealed a sundry of credit debt issues and bankruptcies. 

This company devalued the local system, choosing a national perspective. Its 

attachment to the dominant culture led the leadership to believe the community would 

readily accept that Lydecker’s role and its way of conducting business. Local resistance 

did not cause the failure of the Center’s community outreach. Lydecker’s lack of 

credence to local practices was the foundation and Lydecker’s and the Center’s 

leadership lack of understanding of the needs of the community assured failure. National 
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and neoliberal perspectives on the part of the corporation and class perspectives on the 

part of the Center leadership led to efforts to form unneeded and poorly organized events. 
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CHAPTER 4 

CREATING DISUNITY: SHIFTING FROM THE IDEAL EARN CENTER 

MODEL 

The EARN Center supported three welfare district offices that geographically 

encompassed seven Philadelphia neighborhoods. The staff of these district offices 

determines clients’ eligibility and then assigns cash assisted clients to workfare programs. 

Since the change over to the EARN Center model, welfare offices now only assign a few 

clients, perhaps with known special issues, to other small programs. The majority go to 

the EARN Center.  

A director and an assistance director oversee the daily operations of the EARN 

Center. Their responsibilities assure that the staff and in turn, clients adhere to corporate 

directives, PWDC regulations, and TANF policies. A standard corporate model organizes 

the Center functionally with four specialty departments with corresponding heads. 

Internally, departments have supervisors and team leads further breaking down the 

bureaucratic reporting structure. Other support staff includes two receptionists, an IT 

specialist, and two in the maintenance/cleaning crew. 

Employment Development Plans 

The research focused on the two programs administered daily by the Center’s Job 

Coaching Department. The core employment development plans for the Center’s clients 

were Lydecker’s Single Point of Contact (SPOC) and the Work Plus Program. While 

each provided case management, job readiness, and occupational training, the Work Plus 

Program focused on clients approaching or reaching their 5 year lifetime limits. These 
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clients received intensive case management to address their critical continuing barriers to 

working. The second option was the Work Certified Program, added life skills training 

and mentoring to the case management and occupational training. Through this program, 

the center aids clients, who scored below basic reading and/or English skills, but have 

completed high school or have a GED, become “work ready.” The Center offered career 

path training through the Lydecker Career Institute, an off-site facility. 

Prior education, work experience, and pre-existing skills are the primary factors 

used to assess placement. Because the northwestern section of the city has high rates of 

high school completion with only two of the seven supported neighborhoods below the 

city’s overall rate of 71.2% and because the majority had some work experience, most 

clients readily passed the assessment test and moved onto the Lydecker University, which 

operated the job readiness and occupational skill classes for SPOC and Work Plus. The 

Center’s determines the individual employment development plan for clients within 48 

hours of the start of clients’ orientation period. While in orientation, all clients are tested, 

assessed, and assigned to an appropriate employment development plan for skills 

training.  

Each week there was a new schedule of classes and seminars offered for the 

University students. Until they find work, clients followed these schedules or were 

otherwise engaged in job search activities, such as online searches, job application 

submissions, or interviews. Clients assigned to Work Certified began this process as soon 

as they complete the three weeks of course, passed associated tests, and earned a “Work 

Certified” certificate.  
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Figure 7 Example of University Weekly Schedule.  

This roster provides readers with the sense of formality placed maintaining the parallels with high education. 
Full sized version available in appendix. 

Orienting Clients the Center 

In a flat-front brick office building just off the central business district of 

Germantown, the EARN Center is divided into two sections. As take the door on the left 

and go up one flight, you approach an office with a receptionist area that could be for any 

business. There is little about it that marks its use. Unless you already know that behind 

the green-stenciled sign on the glass door, The Germantown EARN Center is welfare-to- 

work facility, you would probably have to ask as you pass to go to the one other business. 

This part of the building houses the administration offices and three of the four 

departments: Data Management, Case Management, and Job Development. 

Returning to the front of the brick office and taking the door of the right leads 

down a ramp to a small waiting room, with three tiny offices to the right and receptionist 

desk behind thick, tempered glass. These are the main facilities for the Center and the 

location of the Job Coaching Department. Center on the wall opposites the ramp is the 

door leading to a series of classrooms and a meeting room, large enough for events such 

LYDECKER UNIVERSITY 
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as jobs fairs. This is where clients will spend the majority of their time, starting with 

orientation. 

Orientation Day I 

On Orientation Day, the clients take the door to the left, move down the ramp, and 

through the center door to the largest room in the far back of the building. Most 

orientations have 10-20 new clients, who sit scattered in twos or threes around 

rectangular tables. They will meet representatives for each department, who outline the 

responsibilities of their departments, their individual duties, and their expected 

relationships with the clients.  

The day is a team effort, but Data Management goes first to get the paperwork 

started. Working with the clients, they guide them through the completion of the Center’s 

enrollment forms. After completion, they collected the forms for immediate entry. 

Staff does not adhere strictly to an order of presentation. However, on the first 

orientation day, Case Management, Job Development, and Job Coaching collaborate to 

outline the processes for enrollment, the Center’s services and programs, and the specific 

roles of each department. The Center’s expectation and re-emphasis the Department of 

Public Welfare’s expectation of clients’ performance while at the Center. 

Although testing will not take place until the second day, this is generally the next 

topic of discussion. Staff of the Job Coaching Department gives a very general 

description of the type of test and explains that the test aids in tailoring their services to 

clients’ individual needs. Each department explains the role within the process. As the 

trainers and teachers, the Job Coaches explain all the training possibilities. They provide 

overviews of the programs offered through the Center, describing resume preparation, 
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intensive interview practicing, and other skills courses. The staff gives particular 

attention to descriptions of the Lydecker Career Institute programs. These provide career 

path training.  

Joined by the Case Management Department, they play ice-breaking games. Most 

of these test the clients’ awareness of programs and state regulations. The prizes for these 

reinforce the Center’s reward and incentives system. The Case Managers or Career 

agents described to clients the tracking and reward system. Based on the reports received 

from the Job Coaches and Job Developers, individual CAs reward clients assigned to 

them for reaching program benchmarks and the successful completion of motivational 

exercises. He or she may issue the restaurant gift cards, $25 AMEX gift checks, or other 

small incentive. The case managers also initiate the sanctioning processes with the local 

welfare offices when clients fail to meet compliance regulations. Although the case 

managers at the center cannot sanction clients’ benefits, the state workers at the welfare 

offices most often act on their reports regarding compliance and recommendations.  

Lastly, the career agents are to meet with their assigned clients weekly to assess 

issues obstructing their return to work and to assess their progress in work attachment. 

Each career agent should prepare an individualized employment plan that address any 

critical impairment that their clients may have to prevent their return to work. Agents 

maintain and update files on their set of clients, describing the services issued and 

progress toward employment.  

Job Development Department 

The Center does not simply wait for clients to find their own work. The 

presentation for the Job Developers outlines their primary duties as getting out into the 
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community and finding employers ready to hire. Using the resume database, they search 

for jobs that match clients’ employment objectives and skills. During this first day of 

orientation, the staff outlines for the clients the best strategies to utilize this department’s 

services for quick placement. Centrally, clients should visit them regularly. They gather 

new leads continuously. Job Developers will even intercede and directly contact an 

employer about a lead that a client has uncovered. They even arrange transportation to 

interviews or job fairs. In addition, Job Developers follow-up on the leads that they 

establish and get feedback from employers, which should help clients improve their 

interview techniques. 

Orientation Day II 

On the second day of orientation, the staff administers the Test for Adult Basic 

Education or TABE test to determine into which program to place clients. Commonly, 

issued to high school students across the country, the test measures basic literacy skills, 

focusing on math and English. By this point, clients know that the results of this testing 

will determine whether they go immediately into work attachment services; whether they 

are candidates for greater basic skill development; or whether they have any chance at 

more extensive “career” training programs.  

A Lydecker-run agency can serve clients on any one of these paths. Work 

attachment services are the core of the Center’s operations. The EARN Model also has 

on-site basic skills training, including GED classes and the Work Certified Program to 

focus on building basic math and English literacy skills. Clients placed into the Work 

Certified Program, remain for three weeks of intensive courses before following the 

primary work attachment programs. Although not on-site, the KCI, the Lydecker Career 
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Institute, offers training and valuable certifications as phlebotomist or dental assistants, 

potentially earning them $3 or $4 more than minimum wage.  

The Lydecker University’s activities are built around the Workforce Opportunity 

Program. While clients are in the Workforce Opportunity Program, Job Development and 

the Case Management Departments also should provide intensive case management, job 

placement and retention services, and supportive services. The staff expects these welfare 

recipients to move rapidly from welfare to work. These clients have skills, work 

experiences, limited eligibility time remaining or combinations of these that make their 

rapid reentry highly probable. Additionally, the Center’s staff provides 6 months of job 

retention assistance to employed participants.  

Lydecker offers similar services through the Single Point Contact Program. In 

addition to the case management, job placement and retention services, it provides job-

readiness and occupational training with specific focus on welfare-to-work clients that 

have received cash assistance for 24 months or more. Completion of this training places 

them into Lydecker University for job searching. The Center offers both of these 

programs, although the most significant portion of the clients attend the Workforce 

Opportunity Program, administered through the Lydecker University.  

Under this model, the Center assesses clients’ skills within 48 hours of initiating 

the intake process. The data specialists have entered the clients’ personal data and test 

scores into the computer systems, keeping them compliant. By day three, assigned to the 

appropriate employment development programs, clients can begin building or rebuilding 

skills and the expected practices of work. The job coaches can now work with them. If 

clients have not been assigned to a special program, the Job Coaches help them prepare 
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resumes that they must complete within that first week. As the clients attend seminars 

and motivational courses, the Job Developers build jobs leads for them. With access to 

their resumes, the Job Developers can make searches based on the documented skills of 

clients. They can also quickly match employers’ inquiries for clients with particular skills 

or experience. To assure, that this process goes smoothly for clients, the Career Agents 

are to meet with each client once a week to reassess clients’ progress in their job 

searches, aid with the resolution of personal barriers to their successful return to work, 

and to make sure that clients are following the employment plans laid out for them. 

The staff should be the primary resources for the clients, but the center has a room 

lined with a bank of computers suited for a class of 15-20 clients at a time. This room 

remains open throughout the day and the work done here counts toward clients’ weekly 

mandatory 35 hours of work activity. The Center provides clients computer access to 

interview simulators, math development programs, reading comprehension and 

punctuations programs, and typing programs as well as the Internet for job searches. In 

addition, as clients complete course materials in special programs such as Work Certified, 

Job Coaches/teachers conduct the skills testing. PWDC requires that these scores be 

recorded. Clients must retake the test until they achieve the requisite passing score. 

Between classes and the computer assisted learning, clients should have a well-organized 

set of options to building skills and finding work. 

The Everyday Center 

In practice, the everyday experiences for clients falls short of the design. 

Moreover, the corporate model and the business practices fall short of generating the 

cohesive staff performances that could make the Center operate efficiently and as PWDC 
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and the Pennsylvania department of Public Welfare optimally designed. Starting with the 

style of management, the Center’s staff experienced intense performance pressures that 

demanded a prioritization of daily activity that often did not include the needs of the 

clients. Rising tensions between departments, growing caseloads that overwhelmed the 

staff, and the continuing demands of the corporation and PWDC saturated the attentions 

of the Center’s workers. The activities of staff and clients focused on surviving difficult 

situations in the most expedient ways possible.  

Understanding the dysfunctions between the staff and between the departments 

that led to the dysfunctional interactions between the staff and the clients begins with 

understanding the culture created by the management. The corporation’s selection in 

leadership constructed an agenda specific, deliberate pattern in Center’s practices. These 

leaders reproduced the cultural practices of the corporation and acted to control staff, who 

did not behave according to these expectations. 

Center’s Leadership 

National and corporate cultural norms provide the foundation to industrialize 

social services. However, these structurally distant influences serve as a backdrop for 

local culture. Locally, the middle classes exercise practices consistent with U.S. 

perspectives, and through their political and institutional leadership, they maintain and 

reinforce these over other realities over other local groups. In this way, the practices of 

local actors in Germantown Earn Center devalued the local understanding of poverty 

relief work by elevating corporate needs, and by emphasizing middle class notions of the 

market. Through reinforcing particular middle class notions that underscore assimilation 

into traditional White Anglo-Saxon Protestant norms and ideas of professionalism, 
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management assured that the staff aligned with corporately appropriate practices in their 

work as a mode of market production. 

Specifically, this chapter examines the manner in which national corporate and 

local Center management used the hiring practices and staff policies for the Center to 

create the organizational culture and to control staff. These sets of social constructions 

converge to create a staff divided by class ideologies, but unified in approaches to the 

workplace. The unification produced from desires to assimilate into the middle classes 

and from fear of unemployment effectively situated the staff into routine bureaucratic 

work that regimented their interactions with other staff and clients. From the Center’s 

inception, the corporate leaders operated and reinforced national practices to situate the 

Center and its staff in a system based on corporate values. 

The management and staff have strong ties to the local Black churches. Several of 

the key managers and staff were active members of these churches, specifically one of 

the fastest growing local mega-churches, ENON Baptist Church. This membership, in 

itself, would not be significant, except that religious-based expressions and discourses of 

appropriateness of behaviors flowed freely in the exchanges between staff members and 

between the staff and the workfare clients, providing evidence of the extent to which 

religion guided individual and group behaviors. Uplift provided a religious, but class-

specific understanding of poverty relief work that paralleled national ideas on 

individualist constructions of poverty.  

The dominant group of workers at the Center exercised similar practices to the 

historical Black middle classes. They tended to deem behavior as the central reason for 

the poverty of the clients – a philosophy in line with the national discourses on poverty. 
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Despite their lack of social service training and experience, the second group at least 

partially recognized systemic roots to poverty. These workers shared similar social 

experiences with their clients and continued to experience the structural and class barriers 

to their own social mobility. Importantly, these factions represented the historical divides 

between the local Germantown middle classes and the “newcomer” Southern migrants. 

This history underpinned the social meanings placed onto behaviors and signaled 

individual social distancing practices from the clients and staff with behaviors akin to the 

local traditional understandings of social service work.  

Building the Corporately “Correct” Management Team 

In the case of a national corporation operating at a distance in a local market, the 

“right” local representatives are essential in this process and Lydecker made every effort 

to select local leaders, who would reinforce their conservative business approach. 

Generally, within business culture, promotion into management is the standard for social 

mobility. Society’s perception is that if you are a manager, you are doing well. Those 

with power and success have invited you into their world. In bestowing this “reward”, the 

representatives of power announce to others their perceptions of the person, who have 

been promoted, and socially validate their characteristics, their beliefs, and their practices 

as proper. This process is symbolic for all workers within an organization. By rewarding 

one individual, the leadership validates others with similar behaviors. By implication, this 

process also makes it clear who is not accepted, and whose behaviors and beliefs are 

inconsistent with the company’s culture. The effects can reveal divisions within the staff, 

but more importantly, it reveals the informal alignments of power among the staff. 
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In the case of the Center, it original director acted on the company’s behalf. She 

worked well constructing the proposal with the Settlement, sharing perspectives on the 

Settlement’s approach. She experienced a contentious first year operating the Center, 

resigning ostensibly to accept a new position. Lydecker leaders’ next choice as a director 

was a relatively inexperienced case manager named Caroline. Her mere months at the 

Center were the heart of her experience. The choice of new inexperienced director 

reflects an underlying rationale in the corporate operation of a social service agency. 

Caroline 

Understanding the choice to hire Caroline begins with the departure of the 

original director and her personal reflections on her experiences with Lydecker and the 

Center. She participated in a single interview for this research before she left the city, but 

was instrumental in this research in a number of ways, including providing an 

introduction to Lydecker’s area-vice-president. Moreover, she provided insight to the 

corporation’s approach to the Center. In her experience as director, she consistently 

disagreed with the corporation’s directives on the everyday work of the Center. She 

stated that significantly differing views of the practical direction of the Center’s policies 

made remaining in her position long-term unrealistic for her or Lydecker. Wholly 

consistent with the “work-first” strategy promoted under TANF, corporate directives 

placed great emphasis on maximizing job placement and minimizing resource 

allocations. However, although the TANF and PWDC guidelines allotted for efforts in 

barrier reduction, she felt that the corporation’s efforts underutilized those resources. 

With her departure, Lydecker quickly promoted in-house to replace her with a far less 

experienced director.  
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Amidst this tension, corporate management promoted Caroline from the Case 

Management Department to run the Center. Starting in case management when the 

Center opened, Caroline’s case management position was her first experience in social 

services. The dramatic differences in the backgrounds between the two directors would 

indicate that Lydecker’s leaders privileged people who had been through their own 

management training, even if employees were young and inexperienced, over people who 

had had training and experience in the traditional social services system.  

Similarly, Lydecker hired a new director for a second site in West Philadelphia. 

As a young white former elementary school teacher, her director’s experiences had been 

in the educational system and she was equally unfamiliar with the local culture of the 

largely African American and Latino neighborhood as well as with the local social 

services’ practices. White in a predominantly African American company, working a 

predominantly African American and Hispanic client-base, and formally trained outside 

social services, she, in fact, was even more of a cultural outsider than Caroline was.  

A slender, African American, Caroline was barely out of college and in her mid-

twenties when the Center opened its doors. She celebrated her 28th birthday just before 

the end of this fieldwork. By most cultural standards, she was an extremely young to 

assume the responsibility of directing a facility as large as the EARN Center. Even with 

no significant managerial experience and little social service experience, Caroline 

presented an image of the executive. She followed the social codes for the performance 

of her position. She wore her hair up and off her face, but not starkly drawn back. She 

wore no heavy make-up and was always in light to medium hues of natural colored 

pantsuits with heels. Caroline presented an image of a confident, yet approachable 
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person. She understood the messages that image and performance conveyed and used it to 

define her status and to solidify her selection as director. Both her youth and inexperience 

left her vulnerable to the potential of stern scrutiny from older experienced subordinates 

and from outsiders, who already questioned Lydecker’s methods. Fortunately, for her, 

few at the Center had any such experience in managing social services delivery. 

Company practices had prevented all outsiders, except the officials of PWDC from 

having access to the Center. 

Her selection would indicate that she possessed other qualifications that surpassed 

experience in importance to the leadership. Observing Caroline, she worked to present 

the professional appearance, the organizational skills, and a set of behavioral and 

ideological patterns akin to the management style of the corporation. She displayed life 

practices demonstrating a social adeptness in corporate culture. She possessed cultural 

capital consisting of the desired corporate language, image, and the practices and she 

adhered to them.  

In the cultural comparative processes of “otherness”, corporate leadership 

compared Caroline against the former director, whose “otherness” rested in a non-

business professional identity. In the case of Caroline, Lydecker hired her as a 

caseworker for the Center, with a degree but no prior experience in social service work. 

At the time that I met her, she was already director, the highest management position 

available in the local corporate facilities. She spent mere months as a career agent before 

corporate management promoted her into the Center’s directorship, as a key decision and 

policy-maker.  
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Caroline seemed to represent the Corporation’s demographic preference for 

managers in Lydecker’s local facilities in several ways. Of the administrative team 

comprised one director, one assistant director, five department heads with Case 

Management having two, and the later addition to the administration team of Chris, only 

two were married with one still a newlywed. Moreover, this was a young team, most in 

their late twenties. Even the AVP had barely reached his early thirties. Lydecker 

assembled a similar staff in their twenties and early thirties with various amounts of 

experience working, but mostly with little in social services.  

According to her self-assessment, Caroline was ambitious and she was certainly 

young in terms of US perceptions of corporate leaders. She assertively approached 

opportunity within Lydecker. Still, as a single mother, Caroline had much at stake in 

making her opportunities at Lydecker successful. The AVP and corporate management 

recognized and rewarded her drive for personal economic mobility. She wanted more 

than the economic stability for her and her child.  

Through her rapid, unquestioned promotion, the corporation validated her 

ambition and approach, which was reinforced by PWDC with subsequent public 

accolades when the Center exceeded placement goals. In this way, they signaled to staff 

that she and the Center were appropriate models for engaging the clients. As proof of the 

effectiveness of the corporate message with the Center’s staff, the staff frequently 

recounted Caroline’s story to clients. A young, single mother and African American - she 

represented a reachable role model for them and the clients.  

As someone visually accessible, not distant as on television or in books, the staff 

used Caroline’s presence in the community as an example to emphasize the possibility of 
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a single mother achieving social mobility. In welcome addresses and seminars, staffers 

recounted for the client Caroline’s tale of mobility and the rewards of workplace 

meritocracy. These speeches were to motivate the clients that they, too, before the age of 

thirty could get a good job and move up the social ladder.  

Nevertheless, like any good myth-making process, these tales left-out many of the 

“truths” of the circumstances of Caroline’s quick rise. Caroline was not really one of 

them. Caroline earned a middle-class salary and lived a middle class life. She was 

college-educated and developed a business social network not accessible to their clients. 

Still, staff often used her life as a model to hold up to the clients to demonstrate the “real” 

possibility of economic success for someone from the local community, who took 

advantage of what the market could offer. 

For her life to be “truly” an exemplar, Caroline would need to share social 

characteristics with the clients that reflect a struggle and “victory.” Yet, her story lacked 

these details and not because they did not exist. In Caroline’s case, her corporate identity 

that aligned her with the perception of middle-class was of critical importance to her own 

social mobility, but rested on material displays of a middle-class identity. Any 

recognition of elements of her non-middle-class background was suppressed and rejected 

for the image of a competent corporate executive and the appropriate markers. Her 

clothing, car, and other superficial visible images of wealth publically were displayed in 

an effort to label her as middle-class and separate from the staff and clients.  

Furthermore, she kept a social distance, physically and emotionally from clients. 

For instance, she ventured out of the administrative wing of the facility more rarely than 

most of the other staff. She guarded the specific details from her “success” tale, not 
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revealing the nature of her single motherhood, as never married, widowed, or divorced. 

She permitted only one interview for this study and deflected attempts for follow-up 

questions, such as rescheduling appointments. Through her education, she possesses 

cultural capital and professional status; however, her cultural affinity for corporate 

practices and worldviews won her the position. Vagueness effectively downplays any 

continuation of financial and personal struggles to maintain a middle class life.  

Caroline’s tale of a meteoric rise has little relevance to the realities of her own life 

as a struggling single mother, much less the realities of the often, poorly educated low-

wage workers at the Center. As a contrasting image to the clients, Caroline’s success had 

to be examined, even if only through circumstantial evidence presented by the staff and 

the limited information that she did share. Primarily, the staff provided evidence of 

Caroline financial reality. In an attempt to align Caroline’s life experiences with those of 

the clients, the staff consistently detailed elements of Caroline’s struggles as a single 

parent. Moreover, she albeit briefly discussed her position in terms of the potential 

stability that it would provide her and her son. In context of the economic realities of her 

youth, college debt, and the major responsibility of raising a three-year child, Caroline’s 

constructed image contrasted the practical financial factor affecting her.   

In reality, her new position only gave her the potential for long-term mobility. 

There was a practical business strategy to her appointment. As someone highly invested 

in developing a strong middle-class and business professional identity, particularly within 

the local class structure, Caroline was less likely to share the structural analyses of 

poverty of her predecessor. She readily recognized the business and profit agenda as 

central and the cultural norms for the Center. With the quick departure of the former 
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director of the Center, Caroline’s appointment had as much do with timing and 

availability as it did her cultural and social capital. Moreover, her inexperience in social 

services and in the pressures of leadership made her more vulnerable to the business and 

popular discourses fostered by the corporate leadership. Lastly, the young, less 

experienced white-collar worker is inevitably cheaper and malleable (Ehrenreich 2006, 

Fraser 2001). In the early 1990s, U.S. businesses cycled through mergers followed by 

layoffs and then new lower cost hiring, where experienced workers loss economic ground 

to newly favor younger cheaper workers, contributed to the profit boom of the 1990s. 

Lydecker utilized a version of this strategy in the hiring processes, as none of the 

Center’s management was over forty and most barely approached their thirties.  

Chris 

Caroline repeated this strategy for constructing the Center’s leadership model. In 

doing so, she strengthened a business perspective on the work of the Center. Notably, it is 

through her selection of which employee to promote that this reproduction can be 

understood. Her promotion of Chris further represented the privileging of the business-

oriented staff. Chris was an employee who fit into nationally and locally constructed 

conceptualizations of personalized traits of the middle class and the potentially 

economically successful.  

However, he additionally represented the reproduction of popular class and 

patriarchal ideologies. Chris presented a slightly stocky suited figure, dotted with golden 

adornments of a ring, a watch and a delicate, simply chained cross that laced under his 

pressed collared shirts to rest at the knot of his tie. As one of the few males on the 

premises daily, he also presented a notable contrast to the predominantly female staff. 
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Moreover, his age placed him in contrast to most of the managers and staff, who were in 

their late twenties to very early thirties. Not yet forty, he was still almost ten years older 

than Caroline was, giving him years more of work experience.  

Like most other managers, Chris came to the Center with no social service 

experience. Uniquely for the Center’s management staff, Chris had no degree at all. Not 

degreed at the time he began working for Lydecker, he possessed many years of 

business-oriented experience, which provided the desired experiential knowledge for his 

hiring. Most importantly, Chris was unique as the only mid-level male manager at the 

Center. His maleness would prove to be a personal trait that presented Chris with 

opportunity for advancement. 

Although the dominance of females among frontline workers is typical in social 

services, it is not typical in corporate America. Above the local level, Lydecker’s 

corporate officials and company policy-makers were predominantly male. As a 

contrasting presence, Chris connected with the standards in corporate leadership and 

national ideals of male leadership and authority, but also with authority and class 

ideologies of Black maleness. His age and physical presentation of self addressed two 

popular images of authority in the Black community, both of which rest on highly 

patriarchal constructions.  

First, within the context of social assumptions of maleness, Chris’ age and 

countenance juxtaposed him against other males at the Center – staff and clients. Chris 

utilized this status well and he specially responded to deference shown to him by clients, 

who sought him out over others of comparable status. The historical constructions of 

maleness within Black committees can explain aspects of the social construction of Chris 
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informal authority. Represented in strong linguistic motifs in the local community, the 

population of clients at the Center made use of local descriptors linking age and authority 

when referencing staff and other clients (Gregory 1998, 140). These motifs construct age 

and class based categories that represent a particular social space only occupied by Chris, 

comparing Chris, the “old head” to the much younger and inexperienced male “young 

buck” employees in case management and testing/assessment or to the male janitor or 

security guard. These were respectable positions, but none of them held positions of 

authority.  

Chris also stood in stark contrast to the male clients, whose maleness can be 

questioned socially as TANF recipients based on their inability to support their families. 

The “middle class,” “old head,” “respectable” male sits as a popular social judge over the 

“ghetto underclass,” rowdy “young buck,” “disrespectable” males (Gregory 1998). 

Subsequently, Black society tends to judge individual male-identity within this 

bifurcation. Under these images of Black maleness, the judgers, be they management, 

staff, or clients, comparatively deemed Chris as a “middle class,” “respectable” “old 

head” to the few other males on the Center’s staff: the guard, the janitor, the computer 

technician, the TABE examiner, the single males in Data Management and Case 

Management and assuredly, over male TANF clients.  

There is also the dominant question of maleness and authority in a feminized 

workplace. Real or imagined, Chris embodied positive patriarchal social traits in contrast 

to the subservient images of the guard, janitor, and even the technician, who came when 

called and who worked in the background of the hustle and bustle of the Center’s 

activities. Chris was older and worldlier; and because social services is generally 
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feminized, his position in the Job Coaching Department placed him in the public eye of a 

feminized authority structure versus the TABE examiner and the males in Data 

Management and Case Management, who held intensely feminized positions of support 

to feminized authority. They were male helpmates of the women in highly feminized 

positions thus socially losing the status that their masculinity ordinarily would provide in 

a traditional corporate setting.  

The activity within the Center reflected a perverse public/private dichotomy. 

These and other socially constructed traits converged to hyper-masculinize Chris and his 

position within the Center in line with corporate maleness. Gendered concepts of 

leadership and Chris’ position, as a male mid-level manager, made him unique among the 

managers at the Center and separated him from the other male staff members. This aided 

in a quick promotion for Chris. In his experience of a quick rise within the leadership, he 

was very similar to Caroline in that his selection centered on interpretations of personal 

traits and not quantifiable traits relating to social service work. 

Moreover, Chris utilized other localized ideas of authority. Chris’ presentation of 

himself, this style of teaching, and mode of speech also invoked strong images of the 

historical authority of the Black church. Chris was a professed Christian and used this as 

part of his extemporaneous discourses with others. For instance, he generally followed 

the selected course guides for the sessions that he ran with the clients, but borrowed from 

the impassioned style of speech and performance linked to the rhetorical style of the 

Black ministry. He even utilized his style of dress as part of this image making. Chris was 

not the only male at the Center in “professional” attire. However, he was always in a full 

suit and tie and often in a three-piece vested suit. Whereas, his younger counterparts’ 
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often wore the office appropriate, jacketless, dress shirt and tie. Chris presented a tailored 

conservative pinstriped appearance in contrast to the colorfully youthful suits of the male 

in Case Management. This, with his adornment of religious symbols, converged to make 

the old head, hyper-masculinized, ministerial figure of authority.  

For Chris, a multitude of popular meanings conflated to forge an image of 

authority and to provide opportunity for workplace advancement. Traits such as age and 

marital status were heightened in meaning because of the particular local environment in 

which he worked. He was single. Although this was the norm among management and 

staff, as only two of the Center’s leaders were married, this worked particularly in Chris’ 

favor. As a single male, his department called upon him for special projects, where his 

maleness was a social asset.  

For example, he coordinated programs to teach fatherhood and family values for 

the few male clients at the Center and for the partners of the women, who attended the 

Center. One such program ran in the evenings with guest speakers, role-play games, and 

open discussions, meant to reveal the weaknesses in the economic strategies that 

“brought their families to such situations,” where they were in need of public assistance 

and to offer solutions. These solutions centered on the ideologies of the “traditional” 

family, focusing their future choices upon euphemisms for marriage like “settling down” 

with the mothers of their children and “bonding” with their families. Chris’s images of 

maleness and respectability made his leadership, particularly, useful for these programs. 

However, two contradictory realities underscored the respectable middle class 

model for these men. First, the clients’ attendance and especially, the non-client 

attendance of the boyfriends and spouses of female clients contradict the popular 
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constructions of them as inactive fathers and unconcerned mates. Those receiving full 

benefits had custody of their children- like Jon, who attended the Work Certified 

Program. He divorced his wife a few years earlier and now had a girlfriend with two 

children of her own. Together, they raised the three children.  

Other men, despite the fact that some had not legalized their relationships with the 

mothers of their children, wished to do whatever they could to improve life for their 

families. Otherwise, why attend a voluntary event? These men chose to seek new coping 

strategies. They, like the female attendees of workfare, preferred not to receive 

assistance, but found it was better than letting their children go without necessities. For 

example, John chose to build a family with his son and his girlfriend and her children. 

John attended the Center regularly and took advantage of any program or event offered 

that might help him.  

The message of the event was in keeping with the messages given to the female 

clients of workfare. The “deserving” poor follow the American legal and moral norm of 

marriage. Chris’ image and authority, when juxtaposed against the perceived poor 

choices of the clients, demarcated them from him, allowing Chris to stand out as an 

image of respectability. However, all of these interpretations are problematic, because 

Chris, who was actually a single father, had never married the mother of his child and had 

no specialized knowledge or skills that would actually contribute expertise. Management 

and clients constructed his expertise through perceptions of corporate and local cultural 

authority. The cultural associations of his practices with local images of authority and 

prestige based on class, age and religion influenced the perception of his professionalism.  
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Building on these perceptions, the corporate leaders vested his “real” authority 

through several promotions. Not initially a manager, he was a part of the team in the Job 

Coaching Department. By the end of this research, the director promoted him into upper 

management and he no longer had daily contact with clients. Later, the company 

promoted him as a co-director of a new center. Within a year and a half of my meeting 

Chris, he had moved from a classroom teacher, holding seminars on workplace norms, to 

a position key in enforcing company policy.  

Lydecker’s selection of the Center’s leaders established clear models for the 

expected norms for practices. Nevertheless, local expectations of the behaviors also 

underpinned the practices within the center. Caroline and Chris effectively influenced the 

daily practices at the center, in part, because their public images aligned with and were 

reinforced through the pre-existing local notions of authority. Local social constructions 

were key in conveying concepts of authority, status, and prestige. Importantly, this may 

have more important for the young and inexperienced workers of the Center than for the 

clients. By controlling the workers’ activities, the management effectively kept clients’ 

activities focused on the job searching and on helping themselves. 

The Effects of Management Pressures on Staff Behaviors 

Caroline and Chris’ promotions demonstrated Lydecker leadership’s perceptions 

for the model manager. In turn, the managers set the expectations for the Center’s staff. 

In comparison to Chris and Caroline’s seemingly easy rise into leadership positions, 

others struggled with the practices that this model demanded. The organizational culture 

of the center fostered concurrent processes for inclusion and exclusion of the staff in the 
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career opportunities at the Center. Ultimately, these staff conflicts revealed something 

about Lydecker’s desired practices for operating workfare.  

The management model under this for-profit corporate system often created a 

unified set of expectations for staff and clients that undergirded the industrializing social 

services. As discussed in the introduction, the center operated analogous to a 

manufacturing assembly line. The strictly defined activities of the staff and clients 

structured task specific interactions. Management, staff, and clients, regardless of their 

beliefs and practices, assumed roles consistent with the goals of the market and the center 

as mechanism for the production of low-wage labor.  

Programs such as this often selectively hired members of their client base 

(Johnson 2005). In keeping with this practice, several of the Center’s staff had been 

former clients of the Center. The management cherry-picked through the client base for 

potential workers, who could operate within the desired practices and do so cheaply. 

They chose young relatively inexperienced clients with degrees, in the process of 

obtaining degrees, or with limited pink or white-collar work experiences. This was 

common regardless of the type of degree or the industry in which they received their 

experience. What seemed to be most important was that their knowledge was business 

oriented, but their personal circumstances made them available at below market rates 

seen in a typical corporatized employment. For example, Kelly was pursuing an 

accounting degree when management hired her for the Job Development Department, 

which is essentially a sales position. Other workers served in general office 

administration positions.  
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Kelly 

As an employee of the Center, part of Kelly’s potential arose from her college 

experience and her self-directed achievements in continuing to pursue college, despite the 

change in her life circumstances that brought her to the Center when she was a client. 

Hiring her fulfilled several of the needs for the Center. First, not yet degreed, not very 

experienced, but partially trained in business techniques, she was cheap semi-skilled 

labor. As an accounting major, she had and continued to obtain skills in knowledge that 

the Center was able to utilize. Working at the Center in a “sales position” was 

advantageous for Kelly as well. The work provided real world experience that added to 

her marketability. Moreover, the “sales calls” to potential employers for workfare clients 

could add to a weak, but potentially useful network of contacts for her eventual transition 

back into the market. 

Secondly, her “successful” transition from workfare to employment counted 

toward the statistical success of the Center’s performance and in the success story 

narratives that the management used to prove their effectiveness. As a former client, the 

Center’s management presented Kelly’s image as similar to that of the model American 

immigrant, where the narratives negated key pre-existing and external social factors to 

“success” (Goode 1998). In Kelly’s transition, particularly in comparison to other 

workfare clients, she exemplified a case of self-sufficiency through the market. Initially 

hired for office work through a temporary work agency, the Center hired her after her 

first assignment ended. However, her previous college education made her hiring 

possible. She had a higher skill set that aided in her marketability. Moreover, for much of 
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her time as a Center employee, she was contracted through the temporary work agency, 

maintaining her vulnerability and making her self-sufficient status tenuous. 

Still, Kelly possessed cultural and social capital, because of the positive social 

meaning society places on the pursuit of professional status. Completing well over a year 

of college and planning to complete her degree despite her pregnancy, the staff’s social 

interpretations elevated Kelly above the manual and service level workers, who typically 

came to the workfare program. They provided to her an avenue to a fulltime position 

within the Center. Additionally, she performed within the perceived middle-class 

standards of the professional. She is well spoken. She was age appropriate in her style of 

dress, but relatively conservative.  

Contrary to the stereotype of the young urban Black unwed, working-class 

mother, she dressed similarly to the always pant-suited Caroline. With her hair pulled 

back and conservative style, she appeared critically different from the working class 

clients, who, despite the regulation to arrive in “work” appropriate clothing, attended the 

Center in jeans, tees, and the faddish fashions of youth. In reality based on their work 

experiences, jeans and tee shirts were work appropriate. Her more professional style 

differentiated Kelly, at least visually from other clients. In Kelly’s case, her behaviors 

and her “presentation of self” fit middle class interpretations and experiences, countering 

the brash stereotypic constructions of the oversexed Black Jezebel and the lazy “welfare 

queen” that managers may have attached to her as a welfare recipient (Davis 2004, 

Neubeck and Cazenave 2001).  

The Center’s management reached beyond the minimal efforts required for job 

placement. They used Kelly’s personal capital to create a “success” narrative in keeping 
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with marketplace ideas, and packaged Kelly thrice over as proof of effectiveness. First, 

placing her with the temporary agency made her a positive, job-placement statistic. Next, 

the retelling of her successful placement, omitting the temporary nature of her 

employment, added to the general narrative of the success that could be found in the 

marketplace. Lastly, in her return to the Center as an employee, she became a model for 

the clients as an example of one of them who transitioned into “real work.” However, this 

“success” story took credit for skills and knowledge that Kelly gained and had had prior 

to entering the Center. They taught her nothing. The staff in no way prepared her to 

return to the labor force. They created a success statistic based on a fortuitous set of 

circumstances, but Kelly remained vulnerable as a “temp” worker, even while she 

worked for the Center.  

On the surface, Kelly did not fit staff perceptions of the “other” clients; therefore, 

despite the “facts” of her lived experiences, as a working class girl from Germantown, 

they interpreted her public identity to fit within their norms. They assumed that 

performances and some of practices were the same as her ideological disposition. Finally, 

including her as a staff member, they bestowed a new status on Kelly, elevating her 

above other workfare clients. Nevertheless, her status was tenuous; because once Kelly 

was hired, the dictates of her experiences as poor to working class had the greater 

influence than the perceived middle-class notions. Most importantly, she failed to adopt 

the Center’s norms of social distancing practices from the workfare clients and their 

problems, and because of this, Kelly experienced conflicts with management.  

The Center hired Kelly for the Job Development Department, charged with 

developing employment leads with Philadelphia regional businesses. Kelly’s duties 
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included convincing the workfare clients to apply for these positions. She attended 

orientations as a department representative, instructing clients on the department’s role 

within the Center. She conducted a daily Jobs Lead Session hosted by the Job Coaching, 

which operated the Lydecker University or client “training” at the Center. During these 

sessions, she reviewed the available jobs, their requirement for application, and the 

appropriate job developer to contact for application.  

These tasks placed her in daily contact with the workfare clients. As a former 

client, Kelly used her familiarity with the Center’s processes and the available benefits 

and programs to assist the clients. During these sessions, she frequently took an 

additional 15 to 20 minutes to answer general questions; to direct clients to needed 

resources; or to inform clients on program about which to ask their case managers. 

However, her unassigned activities did not please management. On more than one 

occasion, Kelly‘s manager verbally reprimanded her for spending too much time with 

clients on non-Job Development issues. These activities diverted her from her duties, and 

according to her manager, her behavior encouraged clients from the appropriate 

processes. She used clients disregard authority and procedures. After several reprimands, 

her manager reassigned her and she was no longer part of the team that met with clients 

to distribute job listings.  

Her manager leveraged Kelly’s tentative work status to force Kelly, if not to 

understand her work in terms of production as opposed to community social aid, at least, 

to develop practices that reflected this idea. In other words, they used her temporary 

worker contract and the threat of not hiring her fulltime of the end of the contract to force 

her to capitulate and refuse to address clients’ needs regarding anything, but job 
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placement. As her contract drew near its fulfillment, management delayed officially 

hiring her, until they had exhausted their extension options. The closer she drew to the 

contract’s end, the more management pressured her to conform. In fear of being out of 

work with a small child, Kelly did conform. When they finally authorized her permanent 

status, Kelly had less than a week left on her contract. Kelly was not the only worker 

placed in such a position and these kinds of efforts to control workers began to erode 

morale.  

Kelly’s experiences become an interesting point of comparison against which to 

understand an evident social divide among the staff. Her similarities to Caroline serve to 

highlight their critical differences and illustrate that divide between the performance of 

professionalism and belief. They demonstrated major ideological differences in the 

interpretations of the work that the Center achieved and the disjuncture created by 

corporatized practices in a community rich with a history of community aid to the poor. 

Like with the Settlement workers, since the 1960s, the aid workers to the local poor were 

community members, who had shared their living experiences.  

Kelly was not the only employee, whose personal and familial class changes, 

placed them within multiple social positions within the local system, and created in them 

ideological conflicts with the Center’s practices. She was one of small group of staff 

members, who befriended one another and shared similar perspectives on their lives 

within and outside the Center. In exploring Kelly’s story, the similarities with Lisa could 

not be missed. More so than any other, they came to represent not just the class conflicts 

within the Center’s staff, but also ideological conflicts between industrialized practices in 

which they were to interact with other staff and the clients in terms of producing “work-
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ready” clients for the low-wage labor market and the practices of human capital models 

that recognized societal structures at the root cause of poverty and communal efforts as 

the solutions.  

Lisa 

In Lisa’s case, she achieved a degree from a private college with the help of 

scholarships and grants. On the surface, Lisa was a polished professional; yet, as a first 

generation college educated young woman from a local working class family, she 

understood and related to the struggles of her clients. With her brief experience in 

education, Lisa accepted the job believing it would be an opportunity to conduct work 

that would help her community. From her accounts of her own experiences, she was 

conscious of the need for communal efforts to overcome poverty. She believed in her 

work in providing aid to the poor.  

Lisa also maintained other ideologies inconsistent with the practices at the Center. 

Crucially, Lisa believed in unions and in a conceptualization of the employee/employer 

relationship that required open dialogue, a sense of mutual respect, and sense of loyalty. 

She, Kelly, and the others shared very similar working class backgrounds and growing up 

in the highly unionized city of Philadelphia. Lisa particularly believed strongly in the 

workplace protections through rules of fairness and meritocracy. Their understanding of 

workplaces and labor relations arose from the negotiated histories of the heavily 

unionized school district and the public transit system. Contrary to their experiential 

knowledge of governmental and heavily unionized organization, they had limited 

awareness of the autonomous operations of private, for-profit organizations, like 

Lydecker, and the flexibility these organizations have in setting their operational rules.  
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Lisa’s conceptualization and expectations of work make sense given the area’s 

class history. For many African Americans in the area, government and unionized work 

had been the path into the professional and semi-professional life (Countryman 2005), 

making the expectations of the employer/employee relation one of patronage. Lisa’s 

position at Lydecker was only her second since graduating from college. Her first 

position in education reinforced her beliefs about work.  

As she discussed her expectations of her professional life, it was clear that she 

was unfamiliar and unprepared for the cultural differences in the corporatized, private 

labor market, where leaders have greater autonomous powers. Her general expectations 

of fairness and her sense of rights in the workplace reflected a unionized model that 

employers and political shifts have pushed aside in the post-industrial neoliberal market. 

Similar to the community-building understanding to poverty work enacted at the 

Settlement and to some extent by Kelly, Lisa spoke of the workplace family and “paying 

it forward” as the Center’s mission was to place clients on the road toward economic 

stability.  

Disillusioned, Lisa, like Kelly, also expressed discontent with the policies and 

processes at the Center. Lisa’s primary duties were to process clients transitioning into 

other programs. In her position, she assigned client to other transitional/educational 

programs. Working independently from the rest of the staff, Lisa essentially conducted 

the Center’s “creaming.” An all too common process among many social service 

agencies, the process ostensibly transfers clients to programs better suited to meet their 

needs; but in practice, organizations use transfers to rid themselves of difficult clients 

(Lipsky 1980). In the case of this Center, the focus was on keeping easily placed, work 
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ready clients and ridding the Centers of clients with time-consuming barriers or 

demanding “attitudes.”  

Creaming in the case of a profit-base would be essential to cost management. The 

performance based contract with PWDC hinged on quick and large volumes of job 

placements of clients to assure profitability. Lisa had one of the busiest and overtaxed 

positions. As Michael Lipsky (1980, 107) states “the situation is complicated by the fact 

that the criteria for determining who is or is not ‘high risk’ or ‘likely to succeed’ are so 

problematic...” that a corporate subsidiary like the Center erred on the side of profit.  

Moreover, adding pressure to Lisa’s position was the report structure under which 

she worked. She worked alone and reported directly to the manager of the Job 

Development Department. Since this department would have the most interest in 

creaming to lower the rolls of hard to place clients, Lisa faced an ethical conflict. 

Creaming served to improve the job placement rates for the Center and provided them 

with a major incentive to rid the Center of any customers deemed difficult for whatever 

reason. For Lisa, her position presented a personal challenge to her ideals of aiding the 

poor. She spoke of the volume of clients with whom she dealt and the speed at which she 

was required to affect transfers and get clients off the Center’s rolls. She was definitely 

aware that portions of these transfers were “creaming,” and not simply because clients 

would be better served in other programs. She questioned the number of transfers and the 

criteria used to determine who should be transferred and to which programs. However, 

questioning transfers and the processes generating them often put her in conflict with the 

management.  
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Lisa interpreted her subsequent treatment by management as a punitive response 

to challenging the Center’s policies and practices processes. First, she performed this job 

by herself. Admittedly, Lisa felt that this was reasonable given the initial staff/client 

ratios at the Center and the state of the labor market when the Center opened. There was 

sufficient staff in the Job Development Departments and in Case Management to find 

work and handle client issues for the majority of clients. Still, to keep up with her 

workload, Lisa worked longer hours, arriving early and staying late. However, as the 

numbers of clients passing through the Center grew, particularly, after the market 

downturn of 2008, the lack of help considerably increased the length of her days, 

sometimes into the evenings.  

Additionally, Lisa’s manager pressured her daily about the number of completed 

transfers, needing them as quickly as possible to reduce the client rolls of those difficult 

to place.  Even so, Lisa’s requests for assistance were always denied. Arriving early and 

staying late, only to still be behind in her goals, resulted in a lot of personal stress. After 

Lisa had a baby, the pressure between work and her personal life became a continuous 

struggle.  

Most critically, Lisa owned all mistakes and problems, even if they originated in 

the paperwork that other staff submitted to her. Any missing data or data that was 

inconsistent with data in the state’s database, would delay transfer until corrected. 

Notably, staff of the Case Management Department was often not as careful with the 

paperwork of clients who were to be transferred. There was an intense audit process for 

clients of the EARN Centers. Case Management was responsible for much of the 

preparation for these audits. However, once a client was slated for transfer, the assigned 
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career agent’s oversight of their welfare file sometimes slipped through the cracks. For 

Lisa, this meant doubling back on someone else’s work and trying to get them to find the 

time to update the records of a client for whom he or she was technically no longer 

personally responsible. Moreover, PWDC imposed similar deadlines and audit pressures 

for the transfer processes as it did everything else. However, Lisa was solely responsible 

for all the clients who were transferred from the Center.  

After two years of this, management abruptly re-assigned Lisa to another position. 

The abruptness of her transfer followed several direct confrontations with her manager, 

which took place during a time of overall poor morale amid the staff. In fact, the morale 

issues eventually reached a level where management felt forced to address them. Lisa 

believed that her conflicts with management over the “liberal” transfer policy led to her 

re-assignment. Moreover, after repeated denials of assistance for Lisa, management 

assigned two people to her former duties. Lisa believed her reassignment was a direct 

consequence of vocalizing her complaints not just to management, but discussing 

suggestions to improve things with other staff.  

After Lisa’s transfer, she was more isolated from other staff. Some of the isolation 

was the nature of the work that she was doing, but a great deal of it was self-imposed. 

Other than her new office mates, the new work required little contact with other staff, 

except those in her old position. Although no longer responsible for the transfer processes 

in this new position, management used Lisa, keeping her skills and experience fully 

available to the two persons in her old position. Lisa may well be correct in her beliefs 

about management’s punitive responses. Lisa and Kelly were the core of a small group of 
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workers, who bonded around discontent with management and, even more strongly, 

based on their distrust of the center’s mission. 

Specifically, Kelly and Lisa’s experiences demonstrate some of the ideological 

problems in job placement tactics of the Job Development Department. In order to 

produce positive job placement statistics, the Job Development Department utilized a 

wholly market based model. First, management insisted that Job Development staff kept 

within their assigned functional duties, distancing them as much as possible for a human 

capital model. Clients were not to be the direct focus of the work. Placing clients into 

jobs based on the job criteria and the resume listings of clients’ skills was the central 

work. Next, maintaining an “easily” employable client base was critical. Within private 

sector temporary agencies, they could choose not to handle clients, whose skills or 

personal problems were deemed “unacceptable” for employment. 

However, as a subcontractor to the welfare system, the Center had to receive any 

client deemed eligible by the state welfare offices. Moreover, PWDC expected Job 

Development to fit clients to the most suitable available jobs for their skill sets. The 

general work experiences of clients and their employer recruitment strategies made this a 

small consideration in many cases. However, the transfers served as the means to reduce 

the rolls of clients who drained their profits by diverting staff into time intensive 

placements. Together, having staff focused on the processes for placement and having a 

“work ready” client based were the critical elements to produce the job placement 

statistics necessary to optimize profits.  
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CHAPTER 5 

PRACTICE AND DYSFUNCTION: DISJUNCTURES BETWEEN THE STATE 

DELINEATED SERVICE DELIVERY AND THE CENTER PRACTICED 

SERVICE DELIVERY 

The Earn Center normal operations were predominantly contrary to the ideal 

model as designed by PWDC, the Pennsylvania’s Department of Public Welfare, and 

even the proposal submitted by Lydecker and the Settlement. The ideal model required 

intensive management of the clients to address their individual challenges. The 

disjunction between the ideal and the operational model was part of their everyday 

challenges necessary to satisfy the needs of authority. Those needs converged in the 

practices used to assess the performance of the center, the staff, and the clients’ return to 

work. These assessments were primarily achieved through quantitative reports and 

verified through audits of sources materials for the data.  

Staff and clients both experienced these challenges, but as the most vulnerable, 

the clients experienced these pressures through the manner in which the managers and 

staff prioritized the center’s activities. The conflict between the staff’s efforts to meet the 

corporate and state goals and their efforts to acknowledge and meet clients’ needs 

influenced most everyday interactions. In the following chapter, the day-to-day conflicts 

between the work that staff were supposed to do and the work that they actually achieved 

illustrates the framework through which clients ultimately needed to negotiate for 

services. 
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The Lived Experience 

At orientation, the staff outlined for the clients a highly idealized expected set of 

experiences. However well-intentioned staff may have been to ensure that these idealized 

experiences were what the clients encountered, the staff recognized that they were 

unlikely to help clients to fulfill them. The last chapter’s discussions examined the 

management’s impact on individuals. In this chapter, I examine the effects of the 

corporate management model and the effects of PWDC accountability structures on the 

staff’s everyday work. These practices de-emphasize the needs of the clients and 

dehumanize them, re-creating the clients’ role with the social services system into a one 

within a particular mode of production.  

Data Management Department 

Through this department, we can visualize quite literally the current construction 

of welfare. Every piece of paper that enters this department represents a potentially 

earnable dollar for the Center and its corporation; but for the clients, the same documents 

represent their ability to retain desperately needed services. We have culturally accepted 

these reductionist strategies in the business sector. Service oriented businesses, including 

banks, insurance companies and others, routinely emphasize a growth model in which 

they focus on customer expansion, creating new markets. In turn, businesses reduce 

existing customers to faceless accounts numbers and increasingly, use automated phone 

systems and online accounting that orchestrate the businesses understanding of who they 

are. These practice distance businesses people from their clients, making them most real 

only in terms of the balance sheet.  
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The Data Department is the smallest department and the only one that has no 

regular contact with the clients with the exception of the orientation days. Data specialists 

attend orientation to facilitate the initial paperwork and to assure its proper completion. 

This paperwork begins the clients’ enrollment at the Center, as compliance6 tracking 

shifts from welfare district caseworkers to the Center’s staff. Entering the information 

into the three non-interfacing databases - one each for the county, state and the Center - 

begins the payment schedule for the individual clients. Furthermore, every documented 

action that may be requested by PWDC or state welfare auditors transfers to this 

department for the accurate and consistent entry into the databases three times over. It is 

from this information and the continual audit processes that the PWDC verifies the 

Center’s work and the compliance of the clients. This department initiates and is the last 

stop for the avalanche of paperwork. 

Beyond this initial orientation procedure, the data specialists worked, isolated in 

the 10x20 foot room. With the exception of Reconciliation Days with the career agents 

and follow-ups with various departments for missing client paperwork, the manager and 

the five data specialists generally have little functional contact with the other 

departments. These data specialists, including the manager, share this room, made 

claustrophobic by the six full-sized, 3-foot wide desks, piled with papers, and surrounded 

by plenty of boxes and cabinets bulging with paperwork.   

There is little walking room. They sat among the mountainous piles of boxes and 

file cabinets of paperwork that they spend their days entering into the redundant 

databases. The work performed here underscores several aspects about the function and 

operation of this Center. The goals of the corporation and PWDC and the reliance on 
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procedural/quantitative evaluations of TANF, the Center’s work, and clients’ compliance 

consumed the activities of social services. These overwhelmingly time consuming 

practices underscored the dehumanization as a particular effect of the industrializing 

social services. The clients and profits do not exist until the computer system proves that 

they do as little bits of statistical data. In this construction, the business model, PWDC 

audit practices, and profitability converge. Under through these practices, while a 

misplaced letter, a miscalculated test score, or a start date entered incorrectly could be 

economically problematic for the company, these errors could be life threateningly 

problematic for the clients, mistakenly making them non-compliant.  

Data Management’s work most importantly represents the industrial engine. Like 

a manufacturing plant that turns raw materials into products for the open market, the data 

specialists take the facts and statistics of clients’ experiences, and by entering them into 

the computer, they transformed them into the product of the Lydecker Corporation; that 

is, information - a billable commodity. Computer tracking is crucial to this reductionist 

process, aiding in the social distancing processes between the state and the clients. The 

lived experience is not relevant in assessing the numbers of products placed into the 

market. This parallels other marketplace constructions. Most companies have a 

department for this kind of work, maybe not just a tiny room but employees like these sit 

in the back offices of law firms, doctors’ offices, and accounting firms tracking and 

counting humans in terms of statistical relevance to overall profits. 

If this department is the engine for commodification, two other departments, Case 

Management and Job Development, represent other indispensable elements of this 

industrial machine. Case Management through its involvement in a seemingly perpetual 
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audit cycle is a major contributor to the work of the Data Management. Moreover, their 

practices often place clients into increasingly precarious economic and social positions. 

However, in some ways, this is helpful to the Job Development Department. The 

increased vulnerability of clients also increases their need to accept any job, making the 

tasks of Job Developers that much easier. The collective effects of these practices are the 

major signs of industrialization.  

Case Management 

It almost sounds like a holiday, but “Reconciliation Day” underpins the unique 

relationship between the Data Specialists and the case managers. In this daylong process, 

individual case managers must review every client file for which they are responsible. 

This means boxes of material and with a Data Specialists assure that all appropriate 

materials are present and the data accurately matches the databases. However, 

reconciliation day is a misnomer, because each case manager must go through 

reconciliation. Therefore, someone is undergoing the process on any given day of the 

week. The exceptions are PWDC audit days. These days are particular critical to the 

Center. PWDC and separate Department of Public Welfare auditors can penalize the 

Center for discrepancies. PWDC can conducts audits twice monthly. 

With the volumes of paperwork to reconcile with the database and the frequency 

of the audits, preparation for these on-site audits is continuous and ultimately occupied 

much of the time of the Case Management’s staff. Paperwork and the auditing of that 

paperwork dominated the “real” everyday work and not just on reconciliation day. Case 

managers bear a considerable brunt of the responsibility for the state required tracking, 

including coordinating data between departments to compile compliance tracking. For 
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instance, Job Coaches forward information such as daily attendance, while both Job 

Coaching and Job Development report on work search progress. The Case Management 

Department in conjunction with the Data Management Department assures that all the 

tracking data is up to date. To keep up with the volumes of documents, case managers 

need to spend time daily on file maintenance.  

Within a month, I witnessed the preparations for two of these audits. The 

reconciliation processes required the manual validation that every hardcopy file has all 

necessary documents, which vary according the employment development plan for the 

individual clients. Next, Data Specialists working with specifically assigned case 

managers verify each database, fixing discrepancies as they go. If clients are attending 

job development classes at the center, did they attended daily and made the necessary 

number of hours of work activity? If a client went to an interview, was that verified with 

the receipt of a business card or some other proof? If they are in school, did the case 

manager receive the school’s verification of attendance?  Changes of address, doctors’ 

appointments, special services received ... all of these things are relevant and must be 

logged with proof and that information must match the information entered into the 

databases.  

This process could take hours; and if the case managers had high caseloads, it was 

nearly impossible to keep up and mistakes would be made. Caseloads were growing. 

Although there are areas of the city with greater rates of poverty, Germantown’s poverty 

rates produce ratios of 1 career agent to 50-60 clients, once peaking at 90 clients. In 

addition, staff attrition, which was a chronic problem, the instability in the low-wage 

labor market, the continuing consolidation of welfare districts, and the decreased number 
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of providers with the creation of the EARN Centers induced rapid growth in the number 

of recipients. This translates to a massive amount of data to track. Paperwork and data 

maintenance are necessarily continuous processes, because of these high volumes of 

clients and when having two audits within a month is normal under PWDC guidelines.  

However, with the continuous preparation for audits, the staff struggled to keep 

up with their other case management duties for clients. To manage this, they were on 

rotating audit and data reconciliation schedules. Auditing preparation should not involve 

every case manager on a daily basis. In addition, the state did audit the paperwork for the 

other departments. Still, these respites for the case managers did not decrease the pressure 

to prepare continuously for the next audit. There would be another and individual case 

managers needed to be sure of the files and database entries for a minimum of 60 people 

with whom they were supposed to meet weekly. Clients interviewed often stated that 

after weeks into their program that some had had individual meeting with case managers 

and others had not even seen their assigned manager since orientation.  

One department or another is prepping for an audit or attempting to correct errors 

found in audits. Audits in other departments are no less important, but they were less 

frequent and less intense. Their work conducted was more specialized and they gathered 

data over cycles, like the 3 weeks that clients take to complete the Work Certified 

Program. This created expectations of practices for all the staff. Everyone needed to do 

what was necessary to be prepared. The majority of the staff tried to catch up on week at 

least two or three days out of the week. Staying at late as seven or eight o’clock after the 

Center’s four o’clock closing is common, although most often staff managed an hour or 

two. 
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However, addressing clients’ personal barriers was a critical portion of the general 

employment plan. For issues like basic childcare subsidies, case managers readily 

provided access. Supplementary services of this type were so common and there had been 

significant standardization to the setup processes. Yet, case managers underserved clients 

with unique personal barriers. To aid them, case managers needed to develop creative or 

more time-consuming strategies.  

This presented an area where experience could have made a difference for both 

case managers and the clients. Drawing on their experiences, these case managers may 

have found solutions quicker. The hiring pattern for this department reflected this 

approach. This is the one department where management did hire some experienced 

social service workers. Nevertheless, the processes and caseloads challenged even the 

most experienced social service workers, and the department suffered unusually high 

attrition levels compared to the other departments. So much so, that even the growing 

economic crisis did not prevent caseworkers from leaving. The department had two 

workers abandon their jobs. One legitimately resigned, but had no other job and the other 

left for lunch, never to return. To keep up, experienced and inexperienced case managers 

worked long hours and save productivity hours at the expense of clients.  

Naira: Allah Provides When the Case-worker Won’t 

Other research has demonstrated that the underserving can present sets of 

complex social variables which case managers avoid addressing. For instance, mental 

health issues may not prevent a client from working, but limited mental capacity or on-

going emotional issues requires a work environment conducive to a level of stress that the 

client could handle. For these clients, job placement may take special care, time-
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consuming efforts. Other clients are seen as too challenging and deemed “hard to serve” 

as euphemisms for their unwillingness to accept the policies that, from their perspectives, 

made little sense. At the Center, staff referred to these clients as having “attitudes.” These 

clients spoke up for themselves and often recognized the limitation of the Center’s way of 

doing things.  

Naira caught my attention because of the literal crowds that drew around her at 

the Center. After information sessions or during open discussion sessions, Naira, in a 

crowd of women, would dispense advice about other programs into which they could 

look for services. She had suggestions on different ways that the women could help each 

other. However, often she had criticisms of the Center and the staff’s practices. It is this 

last subject, which added fuel to an already burning fire between Naira and the Center’s 

staff, but this was still just one log on the fire. The heading of this section came to be 

somewhat of a personal slogan for Naira, who had an incredibly difficult transition to 

Philadelphia and life receiving state aid. 

Despite her vocal excitement of tensions, Nasira’s case is an instance of the 

breakdown of the design and intent of the processes at the Center. Unfortunately, it also 

seems to point to deliberate efforts of the staff not to provide services, based on their 

personal feelings toward a client and the religious affiliation of the client. Above all, the 

case managers possess the most direct ability to impede a client’s “progress” while at the 

center. They are the central points of contact to access special services, between the 

departments regarding specific issues with clients and the major points of contact 

between the Center and local welfare official regarding clients’ compliance and other 
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statuses. Unchecked personal biases could be devastating to clients and this was the case 

for Nasira, who never had her core barriers addressed. 

Centrally, she had barriers that could prevent her from legally working in the most 

menial job. Neither she nor her daughters had any legal documentation. Nasira’s personal 

situation was challenging to serve, but not impossible. Unfortunately, because of the rates 

of abused women who must flee with nothing, the state provides mechanisms to re-

establish lost documents. However, Nasira interactions with her case manager quickly 

demonstrated that the extra paperwork was less of an issue. Naira is a Muslim woman on 

the cusp of her forties, much older than most of the women at the Center. She has four 

children, but at the end of her marriage, she fled with nothing from Southern Virginia 

with only her teenage daughters.  

Naira had come from a small Southern Virginia town with African American 

population but an almost non-existent Muslim population. She had lived briefly with her 

husband and family in Philadelphia some time earlier and thought here would be a better 

place for a “divorced” Muslim woman, whose husband had taken another wife and who 

wears the hijab. In her part of the South, her Muslim dress had always been a source of 

social tension. In Philadelphia, particularly Germantown, she would be one of many and 

have a support system, which she lacked in Virginia. With two daughters and no money, 

she turned to the state to get her back on her feet. She also felt that here her daughters 

would have better opportunities. In the South and with their father, her young adult sons 

would fare well enough.  

Arriving back in Philadelphia, with nothing but her daughters, was one of her 

immediate critical issues. Joblessness was a minor problem. They were technically 



123 
 

homeless, moving from one friend’s home to another’s. Most importantly, neither she nor 

her daughters had any of the necessary documentation to restart their lives: no state 

issued IDs, no birth certificates, and no social security cards. They had to leave quickly 

and with nothing. Obtaining employment or starting school was impossible without proof 

of identification.  

She was able to get emergency state aid. She had received assistance while in the 

South. The system is unfortunately set up to address women fleeing abusive situations 

often with nothing but their clothes and their children. Although Naira’s husband had not 

physically abused her, the circumstances of her departure were emotionally abusive and 

demoralizing for her daughters and her. Socially isolated in a small Southern town, she 

had been a homemaker, working part-time just before her estranged husband divorced her 

for another woman and left her with no means to support her daughters and herself. 

Healthy and able bodied, the local welfare office sent her immediately to the Center for 

“work readiness” preparations. This should have started with replacing their documents. 

Since fleeing with nothing is unfortunately a common problem, state mechanisms, 

although often complicated and lengthy, did exist to aid persons in similar situations. In 

truth, if she had been willing to subject her daughter to the unsafe conditions of the 

homeless shelter system, she may have been able to get replacements much faster and 

would have bypassed the daily requests to meet with her case manager to get started. In 

fact, her EARN Center case managers never helped to replace these; although the Center 

had access to these mechanisms, the process for reapplication was never started. These 

very basic issues were not addressed until Nasira transferred to the Transitional Work 

Corporation (TWC), a nonprofit organization created in 1999 to help recipients through 
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the requirements of TANF run programs. Based in center city Philadelphia, TWC 

essentially offered the same services as the Germantown EARN Center. 

Naira had remained at the Center for several months in which she receive few job 

leads and remained relatively homeless, even though she had a transferable Section 87 

voucher from Virginia. Her caseworker failed to address any of her barriers. She and her 

daughters experienced the consequences. Her daughters applied for a cyber-high school, 

but without birth certificates and social security cards, they were unable to start. You 

cannot register children for school without proof of identification and medical 

information.  

Emergency aid was limited in amount and limited in the time in which clients 

could receive them. She would need legal identification to continue receiving state 

services. In the meantime, Naira struggled to get by with minimal state aid and the help 

of a personal network of young women, only some of whom were Muslim. She did clever 

things to earn a little extra money, hoping that when she finally the appropriate 

paperwork that she would return to work. Just as schools could not enroll her daughters 

without identification, employers could not hire her without a legal state issued ID. 

Mostly, she continued to assist young women by running discussion groups in the living 

room of a friend’s home.  

By the time that she finally stopped attending classes and discussion sessions at 

the Center, Naira’s status had not changed. The day of our longest interview, we met at 

her friend’s home. Here, we discussed several things about her experiences at the Center, 

but she mostly reflected on performance of the Center’s staff. Her experience at TWC 

was very different. They immediately helped restored her and her daughters’ documents. 
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Unfortunately, now, well into the spring, her daughters had missed a year of school. Still, 

now she was able to receive full benefits while she looked for legitimate employment. 

Nasira had another experience at the Center regarding her religion, which led me 

to re-examine the experiences of other Muslim women. Her religion became an issue for 

Nasira, and according to her, other Muslim women of the Center. I had already witnessed 

and noted the staff’s use overt religious displays and therefore I was not entirely 

surprised. However, for Naira, this became a direct source of conflict between her 

original case manager and her. This caseworker directly confronted Nasira’s religious 

observance as the source of her problems, particularly attacking her wearing of the hijab 

as socially marking her unfit to hire. In additional to national ideologies on Islam, this 

interpretation stems from the local history in which Islam began to emerge in 

Germantown. That history ties Islam to middle class perspectives of the poor as rejecting 

their leadership and ways of life. Nasira’s case manager, as with other staff, conflated the 

wearing of hijab as resistance to all dominant norms, including the perception of the poor 

as not wanting to work. 

Since 9/11, not having identification is a fundamental issue, and given the living 

conditions of Nasira and her daughters, having to hop from home to home, there were 

crucial issues for her case manager to address. When she was finally able to meet with 

her case manager, she still need direction on getting her identification and found that her 

Section 8 voucher had expired and that the process needed to be re-initiated. Nasira 

assumed that case manager could help her rectify these dilemmas. However, according to 

Naira, her case manager found her religious clothing the pivotal problem. Obsessing over 

the issue, the case manager seemingly resisted providing the assistance she desperately 
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needed. She continued to discuss the source of Nasira’s personal issues and 

unemployment as an issue of not conforming to workplace standards of dress.  

As Naira explained it to me, her case manager told said that if she just gave up 

wearing it she would be employable. As her case manager saw it, employers did want to 

hire Muslims, or at least, not people who were “overtly Muslim”. This negated both the 

realities of a local community with a growing Muslim population and Nasira’s personal 

work experiences. The local community and the city have Muslim workers throughout. 

Nasira had worked. Most importantly, Nasira saw the correlation between her situation 

and her religion as irrelevant and inappropriate.  

This was a turning point for Nasira. After this meeting, she lost all faith in the 

assistance that she would receive. She reported the situation. The Center immediately 

responded and assigned her to a new case manager with whom she reported having a 

better rapport. However, the Center transferred Nasira to a new program before her new 

case manager addressed any of her personal barriers, and to her knowledge, there were no 

repercussions for her original case manager.  

The case appears to represent an extreme set of variables. By most observations, 

the central client complaint to getting barriers addressed was the inability to meet with 

case managers. This, too, was Nasira’s initial problem. After a month at the Center, she 

had seen her case manager twice and once was at the group meeting during orientation. 

Without those meetings with a case manager, without the specialized work that only the 

case managers at the center were permitted to do, there was no one to aid her. Finally 

able to meet again with her case manager, other issues arose. Those meeting are the core 

of the needs assessment process. Without them, “hard to serve” clients or any clients 
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could flounder in the system and can do so without notice. Once Nasira issues with the 

case manager were acknowledged, the Center transferred her, as though she was the 

problem.  

Nasira was “hard to serve” because she has time-consuming issues. Her faith 

played a part in her case manager’s justifications for Nasira’s situation. Additionally, in 

not reprimanding the case manager and by transferring Nasira, the Center’s management 

implicitly supported the case manager’s initial failures to assist Nasira and her daughters 

and the justifications for her continued failure. Nasira’s publically vocal criticisms of the 

Center also created a contentious relationship with the staff, adding to their willingness to 

shift responsibility onto Nasira.  

The social identity of the welfare recipient, the staff expected from clients docility 

and gratitude was a set of apologetic performances for failing to be self-sufficient and 

needing assistance. In practice, the ideal clients are simply between jobs and have 

experience in the job search process and in working. They ask for little. These clients 

possess that type of self-sufficiency that frees the staff to meet the state’s demand and 

corporate pressures to maximize profit through quick work attachment strategies. Poor 

and vocal, Nasira was “hard to serve,” because she also had an “attitude” problem. Based 

on local and national historical tensions, that is a problem, which her case manager may 

also associated with Nasira’s religious choices, making that the means through which to 

justify her barriers. 

Rosita and Gina 

“Attitude” is a catch all for a number of behaviors resistant to quick work 

attachment strategies. Clients have “attitudes” if they speak up for themselves, request 
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“too many” services, or remind staff of the promises made during orientation. Rosita was 

such a client. For her, the staff’s efforts to find her employment never coalesced, leading 

to a complete breakdown of the Center’s duties as set through TANF and the contractual 

obligations to PWDC. Rosita was an experienced Certified Nursing Assistant (CNA) and 

she was a married Muslim with a young son and no car. Her personal requirements for 

work reflected her training, her roles as a wife and the primary caretaker of her son, and 

her dependence on public transportation.  

Before entering Lydecker University, Rosita attended a three-week session of the 

Work Certified Program. She met Gina, another young, Muslim mother, there. They had 

much common, including their Muslim faith and both were CNAs. They were about the 

same age, in their early to mid-twenties, and mothers of sons. They connected 

immediately. Their personalities were symbiotic and together they were the class clowns 

of Work Certified.  

Separately, the two of them displayed polar personality traits. Rosita had a 

determined personality, opinionated and very confident. She described herself as a 

hellion as a teen and embraced the stereotypical troubled teen role with parents. She 

converted to Islam and married almost directly out of high school, and although she 

settled into married life, she was not really docile.  

Gina was a pensively quiet soul, reserved except when she was with Rosita or 

talking about the Black sitcom Martin. Gina expressed herself through humor. Not 

exactly outgoing with her Work Certified classmates, she used Martin as an on-going 

icebreaker for her to build connections. Gina could almost recite entire episodes and her 
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comic portrayals of episodes and use of dialogue in everyday conversations endeared her 

to other clients and some staff.  

Rosita and Gina returned to the Center faithfully for months, but never found 

employment. Rosita worked in the Center filing for a while and then the Center 

transferred her to TWC. The Center often transferred their “hard to serve” clients to 

TWC. Although it was not the only facility that the Center used, its size and experience in 

the city made it capable of absorbing a fair number of clients.  

Gina fared little better. After some long months of doing what was asked of her 

and not even being sent on interviews, Gina seemed tired; she had lost her comic edge. 

After the Center transferred Rosita, I met with her for lunch at McDonald’s to follow up. 

The long months without work were wearing on her living situation, causing tensions 

with the people with whom she was staying. Suddenly, I stopped seeing her. After a few 

inquiries, I found that the Center transitioned her to TWC. 

Both Rosita and Gina satisfactorily completed the Work Certified Program. This 

was not surprising, since both were high school graduates and CNAs. With their 

education and training, their placement in the Work Certified Program seemed 

unwarranted. Work Certified was to assure clients had basic work skills. Still, their 

placement into the program was based on TABE results, which are private. Despite their 

education and their performance in Work Certified, it is entirely possible that their scores 

justified their placement.  

Still, observations of them showed them to be quick with the class materials and 

completion of assignments. Additionally, they were helpful with the other clients. 

Subsequent interviews with them created questions about the criteria for assigning clients 



130 
 

to this course. Most Work Certified clients deeply needed this program. This was evident 

by the way they struggled with assignments. Ironically, the instructor also struggled on 

occasions with some of the math sections. However, Rosita and Gina seemed to have a 

greater level of pre-existing understanding of the course materials.  

Discovering that Rosita’s mother was a teacher made her placement into Work 

Certified more curious. In questioning her about this, she confessed to not attempting to 

complete the test. She began to take it, then filled in some random answers and skipped 

others. As she explained, acquaintances with experiences at the Center informed her of 

the processes of job placement. From the information that she gained, Rosita had real 

concerns about having to accept a minimum wage job. She felt, why play their games if 

they were not intending to help her into meaningful employment? Although clients in 

Work Certified were exempted from job search activities, Rosita believed that her time in 

the program could “buy” her time to find a job that met her training and experience level 

and her pay and work condition requirements. She used her breaks to utilize the Center’s 

computers to hunt and used acquaintances already in Lydecker University to relay 

information on listing that the Center had.  

As Rosita expressed it:  

“I’m not going to get stuck in a low-wage fast-food job and not be able to 
even get off to interview if something that pays turns up in my field. That 
happened to me before. You are unable to even get off to interview if 
something that pays turns up in my field. That happened to me before. 
You never get back [to your field or previous economic conditions].” 
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In the case of Rosita, her testing or lack of genuine testing was responsible for her 

placement into Work Certified. For Gina, based on her performance in the classes, her 

placement was less clear and she never clarified her perspective on this. Gina simply may 

not be “good” at taking formal testing, in which case, the personal evaluation of her case 

manager may have been warranted appropriately to assess her skills. Speculation only 

serves to acknowledge an unanswered question. In the end, she disappeared from the 

Center before answers further interviews could establish answers to this question. Her 

amiable personality seemed to get her ignored by staff until she was just transferred. 

More telling were the results of their time in Lydecker University. Ideally, her 

case manager would assess her personal situation and find ways to assist her. 

Transportation and childcare were relatively easy to address. Center could and did 

regularly aid women with transportation cost with bus tokens; or if she found a job, 

PWDC provided $800 car purchase allotment. Additionally, childcare subsidy was a 

standard benefit. Still, in combination, these limited the location where she could work. 

Public transportation travel could be long and unreliable and typically, certified childcare 

center hours strict hours, 6:30AM to 5:00PM, with penalties for lateness. Yet, none of 

this is unusual for urban poor mothers.  

In addition, with her special training, certification and related work experience, 

Job Developers should have assisted with searchers tailored to these qualifications. 

Coordination between the two departments should have helped locate sustainable work 

within the city. However, none of this happened. What about Rosita made her 

experiences so critically different? Why was she “hard to serve”? 



132 
 

Neither woman despite the CNA training and the Center’s Work certification 

found work. Although Rosita was resistant to low-wage placement and holding out for a 

“good” job, Gina was far less resistant, but still expressed the preference to work as 

trained and in a similar capacity as she once had. Much of the difference in their 

resistance reflected personal resources, and not the pursuit of a “good” job. Rosita was 

married and despite her teen years and her conversion to Islam, she had her parents’ 

support as a resource. Gina’s living situation was much more desperate and her state 

during that last interview reflected her desperation. At the time, her little boy and she had 

no one on which they could consistently to rely. In time, she had begun applying for a 

variety of jobs. Eventually, the Center transferred her to TWC. 

Not finding work through the Center’s resources was common and the center 

transferred other clients to different programs. However, the experiences of these women 

exhibited the disjuncture between the design and the reality of the practices of the center. 

Having training as CNA impeded the “normal” placement practices of the staff. Because 

of this training, like Nasira, Rosita and Gina required additional attentions to get the type 

of employment that individualized employment strategies promised. Staff’s 

interpretations of their insistence on getting that attention, as attitude was part their 

processes of justifying the effect of having a single employment development plan of 

quickly attaching clients to any job.  

Job Development and Job Coaching 

The lack of personalized job search assistance for Rosita and Gina reflected the 

standard practices of the Job Development Department. Similar to the Case Management 

Department, PWDC kept close statistical tracking over their efforts. The experiences of 
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Kelly and Lisa in the last chapter reflect aspects of the pressures placed on the staff 

working within Job Development.  

Job Development: EARN Inc. Temporary Employment Agency  

Hired directly from a management position at a temporary work agency, the Job 

Development Manager transferred her skills and the work format directly into the 

operational processes of the department. Job Developers worked in ways similar to 

business-to-business sales representatives. Their manager expected them to be out of the 

office and building business relationships akin to customer account development for the 

temporary work agencies. Although these potential employers did not sign contracts, the 

idea was for job developers to cultivate and nurture these relations such that these 

employers turned to the Center as the first resources for staffing.  

This was an effective strategy. The Job Developers did establish several 

relationships with local businesses that began to rely on the Center to supply workers. 

Clearly, since the Center PWDC performance contract include monthly target quotas for 

job placements, these relationships could be beneficial for the Center. Having a bank of 

employers to which to turn could make placement somewhat easier and more efficient.  

However, two major factors compromised the efficiency of this strategy. First, 

these employers typically had high turnover, making the need for new employees 

frequent.  Most were retailers, looking to fill the least desirable work and shifts. 

Additionally, this was effective to get employers to take on clients perceived as 

particularly risky, like felons. The government provided cash incentives to employers to 

hire them. Secondly, even with the typically high turnover of the workplaces, the Job 

Developers needed continuously to build new relationships. Only this could bring in 
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enough job leads to place clients. The job development strategy created a bank of 

employers looking for disposable employees for socially and economically undesirable 

jobs. 

Except for the state pressures, there are few significant differences in the daily 

operation of the Job Development Department and of any “temp” agency. The manager 

oversees a team of professional, corporately directed sales representatives, tasked with 

finding employment leads. They seek potential employers and must convince them that 

the Center possesses the ability to produce the kind of workers that they need and at the 

salaries that they want to pay. As a workfare agency, local welfare offices sent them the 

potential employee base; no recruitment was necessary.  

With the steady supply of relatively interchangeable clients to place, Job 

Developer focused on “recruiting” employers; therefore, they also focused on employers’ 

needs and not on the clients. This strategy fit a global pattern in workfare. In the US and 

the UK, particularly, the privatization of workfare utilizes companies operating the way 

to maximize work attachment. Under the systems of both countries, neither the company 

operators nor their staff needs any specialized training to work with the poor and address 

their barriers (Peck, Theodore and Ward 2005).  

The staff of Job Development had a variety of industrial backgrounds, but mostly 

in commercial sales positions. Those, who did not, possessed some business-oriented 

training, like Kelly, as an accounting student or “pink-collar” office experience. In 

comparisons to the staff in Job Coaching or Case Management, generally, these workers 

had the most clearly definable experience and/or goals with corporatized processes and 

environments.  
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With the kind of jobs cultivated through this process, Job Development’s daily 

tasks were to move clients into these jobs. There strongest coercive mechanism is the 

“work-first” policy within TANF. Realistically, clients could not turn down work, but 

getting them to sign themselves up for particular jobs was far more effective than 

diverting staff energies to pursue individual clients.  

On a rotating schedule, Job Developers met with clients for a morning job leads 

session. They read off a list of the jobs currently open and passed forms for clients to sign 

up for interviewers, which Job 

Developers would setup. While client 

re-read the list for things that interested, 

Job Developers continued the “sale 

pitches” to encourage clients to sign up 

for a least one opening.  

One of the common Job 

Development tactics was to reduce the 

average monthly cash-assistance 

payment into its equivalent as hourly wage. This figure was then compare to minimum 

wage to drive home the advantages of the market to welfare. $7.25 per hour is greater 

than $5.06 per hour. They scrawled the equations across the backboard with the phrase 

“minimum wage is better.” Of course, they never discussed the critical expenses of child-

care, transportation, or any numbers of other expenses which low-wage jobs would leave 

clients struggling, especially after the meeting sixth month retention period when the 

center stops assistance for these services 

  $403 per month for 

family of 3 

 

+$408 in Food 

stamps 
Wages are 
better than 

welfare. 

  $811 per month 

  $811 per month 

÷ 4 

$202.75 per week 

÷40 = $5.06 per hr. 
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These benefits can be priceless to a low-wage laborer. According to the National 

Association of Child Care Referral Agencies (NACCRA) and the state of Pennsylvania, 

the average childcare cost for an infant at a certified center is $11,275 annually, $234.90 

weekly (NACCRRA and State of Pennsylvania 2011). Public transportation cost for 

weekly bus pass, $22.00 weekly8. Minimum wage before taxes pays $290, weekly. Not 

counting food, rent or utilities, just these two necessary expenses total $256.90 with 

$33.10. Mathematically and without evaluating other critical life expenses, minimum 

wage is better. However, a mother with two small children cannot sustain her family with 

this compensation.  

Again, the everyday staff practices involved simplifying these economic realities, 

performing simple math equations as if these women had no idea how to compute the 

“real” cost of living. This practice is condescending and it implies receipt of cash 

assistance as a choice. The majority of clients who having had worked know what jobs 

such as these might provide and viewed applying for public assistance not as a choice but 

a duty of motherhood. Most clients who I encountered exemplify this kind of thinking. 

Nasira, Rosita, and Gina were just three who subjected themselves to the practices of 

workers for the sake of their children. 

Still, it is the primary function of the Job Development Department to connect the 

workfare clients with employers throughout the community. Since the majority of the 

jobs that they present are minimum wage or slightly above at $8-$9.00 per hour, which 

economically makes very little difference in survival, their appeal to their strategies 

convinced poor women rapidly to accept any job.  
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Overall, this development exhibits those most direct correlations to marketplace 

organizations. Job Development relates to potential employers and the clients through 

this construction through activities as a business-to-business sale department of any 

major corporation. These staffers travel throughout the city selling the idea of their 

“work-ready,” low-wage labor force. They simultaneously market the Center and the 

services that it could provide employers, such as state monetary incentives for hiring ex-

offenders.  

Above all the departments within the Center, Job Development most directly 

takes it form and function from private industry. They most critically reflect the Center 

market relations to the PWDC and therefore the state. Under this model of a sales and 

marketing force, this department also utilized a commission and sales quota structure for 

its staff. The performance-driven contracts with PWDC initiated this structure, requiring 

the Center to meet quotas. By achieving or, even better exceeding pre-determined 

monthly goals for the job placements of clients, the department yielded greater profit 

margins for the Lydecker.  

For clients, the effects of these practices render their individual situations 

irrelevant to the processes. Job leads are established with little consideration individual 

experiences. Moreover, by encouraging Job Developers to be on the road, they are not 

available for individualized assistance. Under this circumstance, the staff interprets 

clients with specialized training negatively. These clients have greater expectations and 

needs from employment. Moreover, they are more likely to tax the time of staff. The 

Center is best set up to aid the lowest of low-wage laborers, who the most 

interchangeable and the most desperate.  
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This has a special irony given the efforts of the Center to present itself as a 

training center. Lydecker, the Center’s management, and PWDC and Public Welfare 

officials that designed the EARN centers promote the Job Coaching Department as a 

training and workforce development department. However, based on the other practices 

of the staff at the Center, there are more than enough reasons to question the skills that 

Job Coaches help to develop.  

The Job Coaching 

The Job Coaching Department’s main function supposedly is to assist clients with 

their technical and social skills during their transition to work. Principally, the department 

oversees all in-house training programs. The Job Coaches conducts the majority of this 

skills training through a program the Center calls Lydecker University. Most clients will 

enter Lydecker University. Clients who attended GED classes or the Work Certified 

Program join the University after completing the courses.  

The composition of this staff is most like that of Case Management, having a 

mixture of specialized training for the positions and those with general business 

experiences. The manager is unique at the Center, slightly older, married with children 

and most significantly, years of social service experience prior to working at the Center. 

Still, although this manager has years of experience in social services, none of the 

coaches, whom she managed, had any such experience before coming to work at the 

Center.  

Most of the staff was equally bereft of teaching experience. Two of the staff 

members that taught the Work Certified Program had held teaching positions, consisting 

of one former kindergarten teacher and one BA in psychology, with a brief experience as 
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Teaching Assistant in college. Other Staff members were like Chris, who was laid off 

from a general office position for over six months before taking a job at the Center.  

Lydecker University 

Lydecker University is the Center’s name for a variety of courses that Job 

Coaching provides to strengthen clients on basic workplace skills: resume preparation, 

appropriate clothing, conflict resolution, time management, and other themed sessions, 

like “Ten Tips for the Successful Employee.” Clients also attend classes on subjects like 

workplace etiquette, balancing a personal and job life/setting priorities, and even attend 

morning motivational sessions that allow the clients along with a staff member to “help” 

each other work out some of the emotional stresses that come with unemployment and 

everyday issues that may impede getting back into the workforce. Nonetheless, clients, 

who attend the University, are considered “work ready” and should be actively searching 

for work. In this stage, clients use a the class attendance and work search to meet the 

federal mandated work activity9 hours.  

This concentration of clients in Lydecker University is a reflection of the overall 

shifts in state policies since the passing of TANF. In general, the aim is to discourage 

long stints of receiving state aid, especially cash assistance. The exceptions to this are 

women who have recently given birth. Still, under one of the most stringent policies of all 

the Western nation-states (Kingfisher 2002; Peck 2001), US policy limits new mothers 

receiving cash assistance to a maximum of 12 months with their new born children before 

they must attempt to re-enter the marketplace. These 12 months are over the entire life of 

their TANF eligibility and are not available per child (PA Department of Public Welfare). 



140 
 

 Contrastingly, other nations fluctuate, but most allow mothers to be home until 

the children are at least reach school age (Kingfisher 2002). Because of this policy, most 

of the Center’s clients with whom I met and who had recently had children, do not wait 

the 12 months before seeking employment. Like the lifetime limit of 5 years to receive 

cash assistance, the life limit of 12 months to be home with children could potentially be 

problematic. While some mothers return to work earlier, placing the child in daycare 

between two and six months seemed to be the common option and the first step for this is 

to be assigned to a workfare program. 

However, this trajectory also reflects the fact that clients generally have work 

experience and skill levels for the kind of work offered at the Center. From the basic 

elementary math and English skills offered in a program such as Work Certified, to the 

mundane motivational and workplace etiquette tips of the everyday seminar in the 

University session, the practices built no hard skills. The emphases on “soft skill” 

development reflects an emphasis on developing a complaint workforces, encouraging 

the poor to accept the limited employment offered. Furthermore, it reflects the resistance 

to educating the poor for “better” job, keeping reliant them on low-wage labor. 

Predominantly, these are workers whose further training would require an investment of 

time and money. Like in elementary and secondary education, the TABE results and staff 

assessments have tracked and trapped most of them into their opportunities. This process 

consigns the majority of clients to the low-wage labor market. 

Clients who are not on job interviews or otherwise engaged in employment 

attachment activities must attend the university sessions daily. Unless, given specific 

authorization, they begin and end their days clocking in and out of the university’s 
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electronic tracking system. Although university schedule is meant to resemble a college 

course roster, clients have some flexibility in which session that they choose to attend. 

Further, in this vein, the course sessions are meant to resemble the classroom setting. 

Clients are provided literature or worksheets and there is a lecturer on the subject of the 

day. Each course session concludes with open discussions or question and answer 

sessions on the material presented. 

However, this is largely where the similarity to college courses ends. Although 

sessions often turned into group therapy, as a whole, the sessions tended to be cultural 

indoctrination sessions in the form of motivational speeches, designed to emphasize 

personal responsibility for their plight and to keep clients looking for work and not help. 

To achieve this, the staff modeled these motivational sessions in line with the Black 

church tradition, rekindling the uplift concept instituted in the AME Church’s efforts to 

help Black migrants from the South. Staff socially represented the ministers of the 

church, providing sermons on values, emphasizing courage and fortitude in the face of 

adversity. Chris was particularly good at this kind of performance. Both adopting the 

cadence and style of dress closely associated the Black ministry, he “testified,’ recounting 

his own workplace experiences. Drawing common ideas of the workplace, he rallied the 

room with “Amens.” 

Critically, the Job Coaches who operated Lydecker University had no teaching 

experience, unlike the two who run the Work Certified Program10. This freed them to 

draw more openly from popular local social constructions than formally trained teachers 

may have. They drew on their central experiences with public speaking – the church. 

They urge the clients to call on God directly to bolster their faith that life will improve. 
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Although not as raucous, it is reminiscent of the tent revival, using a “call and response” 

structure. Staff encouraged the clients to testify about their struggle and their 

perseverance in the face of financial trials. The staff members who ran these sessions 

were most actively involved in their own churches and were most vocal about their 

involvement as they led the motivational session.  Several of them were members of 

mega-churches, something that they proudly discussed – no separation of church and 

state agency here. The Center’s position as a subcontractor distances staff from the 

official constraints of a state agency, dissolving any perceived need for a pretense of 

egalitarianism.  

Nevertheless, like the social processes of uplift, these sessions were mostly to 

reinforce the poor’s acceptance of their workforce roles in the low-wage market and to 

re-assimilate the poor into their positions into their existing social hierarchy, emphasizing 

docility in the workplace and gratitude for work. However, not all clients related to this 

motivational style. Some were simply not religious. Additonally, a signficant portions of 

clients were Muslim; and although they displayed their religiousness in the wearing of 

the kemar and the full hijab, the staff’s Protestanism dominated the religious expression 

during these sessions. The staff’s behaviors rejected other religious expressions, 

including not displaying any religiosity.  

Growing up in the community and with relatives, who were heavily indoctrinated 

in the Black churches of Philadelphia, the intellectual inappropriateness of this instilled 

an uncomfortable feeling in me. I could objectively recognize and understand the 

alienation that this style created for some clients. This perhaps made me more attuned to 

the fidgeting in the back rows or the staring off into the distance of other clients. A few 
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attempted to avoid the sessions all together with frequent trips to the bathroom or the late 

arrivals to these sessions.  

Answerng interview question after one such session, the staff members indicated 

some awareness of this, but dismissed this clients’ resistance as stubborness to messages 

regarding returning to work or “improving” their workplace behaviors and not a 

suppression of their individuality. Like other practices of the dominant classes, their own 

social practices normalized this technique. In this case, the Black middle class 

Protestantism underpinned the social dynamics and impinged on clients’ abilities to use 

these sessions as intended; that is, as an opportunity for groups of clients to address the 

personal stress caused by their situations. It also impinged on their religious rights. Their 

subjugation through welfare forces them to give up many freedoms. They have no 

privacy rights for the most intimate details of their lives. Moreover, TANF contains a 

cultural moral and religious theme through its encouragement of marriage and the male 

breadwinner model.  

However, the overt use of religion at the Center is more problematic.  It is far 

reaching, in the unconconscious ways that the staff implement religious doctrine. 

Contrastingly, clients asserting their different religious identities could find staff 

resistance to providing assistance, as in the case of Nasira. The direct confrontation with 

her case manager may have be unusual, but these sessions also indicate a general 

dominance of an openly Christian specific religious perspective. More importantly, some 

staff exercised that perspective and further oppressed non-Christian clients.  

Lydecker University poses an interesting construct within the center. Although 

education can be interactive, a passive approach or more aptly, a unidirectional one was 
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customary. The same political and social processes that deemed the staff as “experts” also 

deemed the clients as lacking the necessary cultural knowledge. Moreover, defining these 

sets of “courses” under the term “university”, the Center clearly is attempting to 

underscore that the staff’s knowledge as something superior to clients’ knowledge, and 

because of this, they see themselves as experts, possessing that specialized knowledge for 

work obtainment and of the marketplace. This reaffirms the existing social order between 

the middle-class staff and the clients. It too reaffirms the neoliberal understanding of 

poverty in that the poor are poor, because they have failed to grasp critical knowledge of 

the marketplace. There is a knowledge-set absent causing the poor not to perform, as they 

should. Here, in the Lydecker University, the staff gives the welfare clients the 

opportunity to learn from marketplace professionals. 

This construction, in fact, merely refocuses the old “culture of poverty” argument 

regarding the poor. Under this argument, the poor lack the cultural understanding of the 

American work ethic and their communities lacked the appropriate model citizens with 

moral behaviors and middle class ambitions. Coupled with valorizing and industrializing 

mechanisms this is a foundational argument in the neoliberal understanding of poverty, 

cultural and knowledge-based argument direct debates away from a systemic, racialized, 

and class driven assessment of institutional practices as responsible for the persistence of 

poverty.  

In their efforts to teach the middle-class, cultural “standards” of the workforce, 

the Center is part of a system insistent on explaining poverty as a condition created 

outside the basic tenets of capitalism, focusing on re-socializing of the poor to work in 

the market as the path to the solution to poverty. This is the old game. It redirects the 
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blame for poverty squarely on to the poor for having socially “inferior” practices by 

failing to emulate the middle classes. However, capitalist competition creates and 

maintains classes. Inequality has a practical function in this economy and assures that 

culturally “undeserving” people do the undesirable jobs. It also manages the number of 

competitors for the best resources. In its extreme forms, capitalism constructs 

insurmountable inequality. Neoliberalism is this kind of severe capitalism. Created 

through the political shifts toward neoliberalism, Lydecker operates the Center through 

employees trained in the marketplace and who largely view the marketplace as a neutral 

sphere and deny the structural discriminations that reproduce poverty.  

The practice worked well, because of client familiarity with the structure, but 

mostly because the majority of them participated in the practices. Clients did not simply 

reproduce the religious messages, but they also reproduced other social messages, which 

stereotyped the lives of the poor. Clients with whom I spoke often used similar language 

about their fellow recipients as the staff did.  

For instance, a client, returning from a job interview, explained her interpretation 

of why she did not get hired for a clerk position. She felt the Center had sent too many – 

her words - “ghetto” interviewees, before her. “These young girls,” she said, “lack 

professionalism.” She felt highly qualified and needed an explanation for the employer 

turning her down. Rather than personalizing it or looking at the reality of too many 

candidates in a depressed labor market, she chose a construction of other recipients as the 

source of what is holding her back.  

These practices facilitate the practices of the Center’s staff by impeding the poor 

women in these positions from recognizing their mutual interests and working 
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collectively. According to David Harvey (2005) and Pierre Bourdieu (1998), proponents 

of neoliberalism have been particularly effective in gaining the cooperative efforts of 

those who have the most to lose from these practices. The majority of clients if only to 

ensure their continued welfare benefits and the majority of the staff if only to ensure their 

continued employment cooperated with the practices and demands of the management.  

Workfare programs and, particularly, the Lydecker University of Job Coaching 

Department, take a direct approach in the process of ideologically shaping the local poor 

into subjects commensurate with neoliberal goals, who are dependent on the contingent 

labor market. In the end, what the Lydecker University is designed to do is not new, just 

repackaged. It, in fact, is not critically different from other programs long active in other 

areas of the United States. For example, it is very similar to the JOBS (Job Opportunities 

and Basic Skills) program discussed by Morgen, Acker and Weight (2010) in Stretched 

Thin. In their research, officials selected the Oregon JOBS program model not for its 

effectiveness in providing self-sufficiency and job stability for the poor, but for its 

efficiency in operational cost.  

The center, focused on work attachment without long-term educational or skills 

training. The University did add motivation sessions, a speaker series, and for some 

clients, minimal introduction to office skills such as use of Microsoft Word, but not even 

the full Microsoft Suite. Yet, as indicated in the praised heaped upon the Center, the 

perception persists that these centers have been reformulated into a “new model” of 

welfare-to-work programming that will adequately address poverty in the United States. 

In truth, the effects are no different than what we see elsewhere in the world as these 

organization function as temporary employment agency for the volatile low-wage market.   
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CHAPTER 6 

PARALLELS ACROSS CLASS: UNIFIED STRATEGIES TO CONTROL LABOR 

An organization operating outside of its designed parameters is part of the lived 

experience when social groups have divergent idea on how these organizations should 

function. Social systems are fluid and people have conflicting interests. The character of 

the diversion of operational model from PWDC and the Department of Public Welfare 

plans affected individuals based on their personal expectations of what that ideal was to 

be. In the case of the staff at the Center, the differences between individuals idealized 

concepts of their work and the realities underscored significant morale issues among the 

staff.  

The center functioned minimally as needed. Contrary to the orientation rhetoric or 

the promises of the Center’s hiring strategy for the staff, those needs met were those of 

the state, the corporation, and the market and not those of their poor clients. There were 

specific messages from the dominant US culture that underlay the interactions of 

management with staff and, in turn, the staff’s interaction with the clients. Discussing the 

similarities to how these messages underscored the environment at the center reveals 

some of the ways in which the staff’s social positions with the labor market were not 

critically different from that of the clients.  

Career Disappointment 

The morale problem at the EARN Center was complex and multilayered. Factions 

within the staff, pressures to maintain profits and paperwork, and meeting the basic tasks 

of their everyday duties challenged and sometimes overtaxed the staff. Yet, while a 
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significant portion of the staff’s disappointments in their work was a direct reflection on 

their ideas regarding poverty work, another group of staff experienced personal career 

disappointment. Their career disappointments were reflections of their expectations about 

corporate work and ideas of professionalism. Because of this thinking, some staff did not 

perceive poverty work as a legitimate endeavor for business professionals.  

A key factor regarding staff’s career disappointments was Lydecker’s preference 

for business-trained professionals. By hiring from outside of social services, the 

management drew on a pool of workers, who constructed their understanding of work 

within popular definitions of careers, professionalism, and upward mobility through 

corporate employment. Although used motivationally in the hiring processes, fulfilling 

these expectations was not possible given the limited hierarchy and opportunities at the 

center. Their desires and assumptions that professionalized work should yield them 

material rewards were inconsistent with the historical tradition within social services and 

their everyday experiences at the center. 

Additionally, under these limitations, giving the young professional college 

graduates titles and responsibilities promoted further disenchantment with working at the 

Center, because they viewed them as acts to placate their desires and not earnest attempts 

to provide opportunity. Without the potential of commonly perceived corporate benefits, 

degreed workers from non-social service disciplines were dissatisfied with their titles and 

their high levels of responsibilities with no real possibility for material rewards. Some of 

the staff revealed an ever- growing list of difficulties in uniting their cultural expectations 

of working in the profitized workplace with that of the work in a social services 
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environment. They expressed their discontent through discourses of shame and 

embarrassment for “settling” on working at the Center. 

Sara 

On my first orientation day, I met a young woman, Sara, who managed one of the 

Center’s departments. She was at the orientation to instruct the clients on the proper 

completion of the intake paperwork. As we prepared folders of necessary materials for 

the clients, she reviewed the contents for me. In the midst of Sara’s explanations of the 

critical paperwork, she digressed into an explanation of her working at the Center. The 

information that I received from her reminded me of something that I had read in Barbara 

Ehrenreich (2006) called the 30-second personal networking commercial. It was in the 

form of a functional resume: an objective, education history, work history. As each 

person introduced his or herself, he or she provided me a sales pitch with their career 

objective, education and work experiences.  

By the end of the day, I had received many of these 30-second commercials. From 

these displays, I quickly identified education as pivotal to how the staff personally 

wanted me to see them. I also noted that these exchanges often ended apologetically, as 

most often they included explanations for why they settled for working at a social service 

agency. These explanations constructed working at the Center as transitional to their real 

long-term career goals.  

Sara explained that she graduated from a well-known local private university and 

that the global outsourcing in the data management industry and the looming economic 

crisis made the employment market difficult. Working at the Center allowed her to utilize 

her education in data management, although not in the corporate setting that she had 
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imagined. She and other staff members noted that in the hiring processes of the Center 

emphasized the corporate structure of the Center. They stressed that the opportunities for 

advance within the corporation were mostly unavailable to workers on their level. 

However, it was the potential for those opportunities were part of the reasons that they 

accepted their positions. As a subsidiary of a national company, hiring managers stressed 

Lydecker’s national expansion, potential projects, and the potential for individual career 

growth and development. Some staff had hoped that Lydecker’s successes would 

translate into their personal successes.  

Working at the Center was constructed as a vehicle for mobility with little 

difference to other entry-level corporate positions and thus a temporary condition - the 

longer that some individual staff members worked at the Center, regardless if in 

management, the more they constructed their positions as somehow failing to meet 

expected social standards. Staff confessed desires for “better” opportunities. In fact, other 

staff often attempted to use me as a resource for information in the pursuit of graduate 

studies or even job leads.  

The staff placed a premium on their college educations. With the normalization of 

post-secondary education as the road to mythic economic successes, education was the 

internal organizational currency between staff and within the public images that the staff 

attempted to construct. They used their education and personal narratives in a variety of 

ways to justify their work at the Center. This practice in combination with other social 

factors at the Center explains part of many workers disinterests in the traditional mission 

of social service agencies. In apologizing for the “improper” use of their education, they 

signaled the devaluing of the kind of work that they were doing.  
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Other staff expressed their career disappointment more directly with respect to the 

idealized expectations of the Center’s work and the everyday pressures to meet corporate 

and state demands. Kelly and Lisa, who were discussed in chapter 4, reflect such 

constructions. Still, there was staff, who chose to be less vocal, but nonetheless, felt the 

“real” work of the staff had little to do with enabling clients to develop self-sufficient 

lives. 

Rachel 

Rachel, a teacher for the Work Certified Program, felt similarly disenchanted with 

her duties and her responsibilities as a teacher, although she was more careful about 

discussing her feeling with co-workers and certainly not with management.  

According to her assessment, she was not teaching. Under the time constraints 

and the paperwork demands, she felt her students graduated with few skills and little 

improvements.  

 

“When that it is constant …it is too much busywork and that comes from 
me being a um teacher and where I taught before we were told to stay 
away from a whole bunch of paperwork. We weren’t allowed to give out a 
whole bunch of handouts and things of that nature. We had to teach the 
material and in corporate games and things of that nature so that the 
children are grasping it. So I think that is one element and I kinda hear that 
from the [Work Certified] students too. [In a different infliction, indicating 
that is speaking as a student] Oh my goosh, if you give me one more thing 
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Figure 8 Sample Reading Competency Exercise for Work Certified Lesson. 
Making hat to demonstrate ability to follow directions. Enlarged version and other reading exercises available in 
appendix. 

More importantly, the above example of an actually competency exercise given in 

the Work Certified Program made questioning the nature of the materials important. 

These are adults, who have worked and are raising families. This exercise is more in line 

with first and second grade teaching, and questionable in the development of marketable 

skills. Although few would argue against the necessity of workers to follow directions, 

this level of testing implies a lack of understanding on very simplistic level. A level in 

which challenges the basic competency of these clients as functioning heads of 

households or who perhaps have previously held employment.  

Although there were certainly more complex lessons, they comprised a wide 

mixture of skill levels. The program was so widely focused that many of the learning 

modules were of little use to the majority of the clients. Some like the one above focused 

on rudimentary practices, while lesson discussed skills like business memo writing. 

Mostly, there simply too little time to teach anything. Clients were expected to relearn or 

in some case learn for the first time years’ worth of materials. Clients perceived as too 

incompetent to make a paper hat were also in three-week period supposed to learn 
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sophisticated high school grammar well enough to write business letters and memos. (See 

appendix for other examples of lessons.) 

Rachel highlights the reoccurring complaint of employees regarding the 

workloads, mostly created by the mounting paperwork required by the auditing 

processes. However, she also addresses two other points. First, like Kelly and Lisa, she 

also experienced a disjuncture between her assumptions of her duties and her actual daily 

responsibilities. Rachel was the only teacher with a teaching degree and experience, 

albeit with grade school children. A trained professional teacher, she perceived 

paperwork as inferring with the learning process. She later confessed that she often felt 

her efforts to be wasted. Moreover, she confessed that as constructed these programs 

were not really supposed to enhance the skill sets of the clients, at least not substantially 

so. 

The issue of this paperwork requirements interfering with the educational process 

is easily validated through a review of the material versus the time provided to teach. 

During an almost 6-hour day, teachers review material in math, English, and workplace 

skills. Observations of the activities in the three-week Work Certified course reveal a day 

beginning, interrupted, and ending in paperwork. With an hour for lunch, classes run 

daily from 8:30 AM until 3:00 PM. Each day starts with 20-30 minutes for attendance 

and checking that each student has completed the required state class work from the 

previous day, taken the required course module test, and filed the necessary 

documentation in their folders for possible audit.  

Just getting class work completed and into a single folder was an arduous effort 

for teachers, but these teachers were responsible for 10 to 15 students for each 3-week 
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session. Since students were at different educational levels, many may have been absent, 

or simply unable to complete the tasks before the class had to move on to new lessons, 

the students often worked independently and were responsible for turning in the work. 

However, the teachers were responsible for assuring that student files had the required 

work. Without the continuous diligence, teachers might find they were missing course 

documentation, placing the center in jeopardy of failing an audit. This was a continuous 

process as they changed subjects, because each competency level for the program had 

corresponding worksheets and tests that must be included in students’ files for students to 

pass the course and for the Center to pass state audits.  

On top of all these bureaucratic necessities, there would be at least two 15-minute 

bathroom breaks for the morning and afternoon sessions. The lack of time to complete 

coursework was a significant pressure for teachers. In the midst of chattering students and 

the occasional interruptions by staff other departments needing to meet with a student, 

work-certified teachers might be left with less than four hours to teach adult students at a 

variety of skills. Teachers covered most course modules in no more than two days, 

including classwork to reinforce the material, and review homework assignments that 

students previously failed to complete in class. To keep up, teachers urged students to 

complete the computer testing as quickly as possible and each module has a test. In truth, 

so little time was given to course materials that the teachers had to teach the learning 

modules and then urge clients to take the test immediately before they could forget the 

material. In three weeks, they were to re-teach or teach for the first time materials the 

equivalent to 5th grade through 8th grade math and English, fractions, word problems, 
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reading comprehension, and competency exercises assessing soft skills, such as following 

direction or amiability to customers.  

This litany of factors caused each work certified teacher to babysit the files 

closely, putting pressures on their time, pulling them away from teaching time. 

Subsequent discussions with Rachel also revealed that this paperwork tracking would 

inevitably spill over to after work hours to assure that files and the necessary reports were 

completed. Paperwork, the off-hour calls from students seeking help with homework, 

special projects like preparations for formal graduation ceremonies for each 3-week cycle 

of students, and the lack of dedicated time to address special student issues and 

paperwork are examples of daily complexity that added stress, which an individual drive 

could not alter. Teaching was the least of Rachel’s duties. 

Employee Day Addressing Staff Morale 

By the end of 2008 and throughout 2009, the overall labor market had further 

deteriorated with a 50% increase in unemployment (Bureau of Labor Statistics 

Unemployment Rates from 1990 to 2009). Nevertheless, the Center experienced 

significant attrition, particularly, in the Case Management Department, and the center 

failed to replace the staff members who left. This placed more pressure on the staff who 

remained to keep up productivity with fewer resources. Additionally, the management 

laid off the guard and reduced one of the receptionist’s hours. Lydecker’s other Center 

was undergoing a restructuring and some of the personnel at the Germantown center were 

transferred. With other cost-cutting measures, the staff was aware of the financial 

condition of the center. The financial crisis was significant. In November of 2008, the Job 

Development Department was put on notice. They were to have 40 new placements by 
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the end of the month of their jobs would be at risk. The combination of mounting 

pressures and the rumors of layoffs at the Center created a morale crisis.  

Eventually, management decided to respond to the staff dissatisfactions with the 

working conditions. To address the situation without directly addressing the complaints 

of the employees, the management resorted to a common corporate strategy of a team-

building event. Strategically, Caroline placed the two most vocally dissatisfied workers, 

Kelly and Lisa, in charge of organizing the event. With these two highly vocal dissenters 

in charge, failure of the day’s events to improve morale would help shift the 

responsibility onto the staff themselves. 

Closing the Center for a day, this mandatory Employee Day was entitled 

“Bridging, Building, and Bonding Day.” It consisted of a series of motivational speakers, 

group exercises, and a free lunch. These activities were supposed to bolster morale and 

the social performance of employees in the expectation of improving production, or at the 

very least, to prevent the production loss from poorly motivated employees and continued 

staff turnover (Haines, III et al 2010). 

Organizers initiated the day’s events by dividing managers, employees, and me 

into evenly numbered color-coded teams. After carefully assuring that each team had an 

appropriate mixture of managers and staff, the groups, adorned with festive bandanas to 

match their team’s color, proceeded through a day of trivia contests and workshops that 

culminated with a keynote speaker. Speakers from the various sectors of industry ran the 

three workshops, but shared the same critical focus that emphasized individual 

responsibility to create and maintain a functioning workplace. This again echoes the 
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discourses used throughout the Welfare System, TANF, and welfare-to-work training 

programs in self-sufficiency rhetoric.  

Workshop I 

A woman, who had formerly been a Fortune 500 CEO, ran the first workshop. 

She focused on stress in life and the workplace. Notably, the focal point of her speech 

was that stress in the workplace is inescapable and she recommended acceptance of it as 

an “innate” element of the life of a successful employee. Even more notable, her central 

message de-emphasized stress management. She did not suggest that stress management 

was unnecessary. Rather, her emphasis was that stress is personal, and like other personal 

issues, the staff should not express it in the workplace. An inability to handle stress 

created discord for others and was the cause of morale issues. The speaker carefully 

avoided discussion of company practices that induce stress. In this way, workplace stress 

seemed arbitrary and indeed personal. It was a reflection of individual weaknesses.  

Using her personal success story as the template, her suggestions entailed finding 

your own time (non-work hours) for family and/or a hobby to alleviate stress. In 

examining her approach to stress and her de-emphasis on workplace, stress-management 

techniques, I can recognize the emphasis of the work-first ideology at the core of the 

TANF driven welfare-to-work strategies. There is the clear recognition on the placing 

importance on work and workplace achievement as the desired fundamentals of the good 

employee identity.  

This is again in keeping with the ideologies constructing the neoliberal employee, 

who should claim his or her role within the workplace with a sense of personal 

profitability and personal responsibility. As in her own life, this speaker emphasized the 
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acceptance of stress and the deferment of personal rewards in lieu of ultimate reward of 

workplace “success,” which she also defined as personal and not contingent on gifting 

from the company. The successful completion of workplace goals was its own reward. As 

she defined it, stress was one of the ways in which an employee could identify himself or 

herself as a professional. This is a pattern of discourse evident cross the American white-

collar world (Ehrenreich 2006, Fraser 2001).  

Workshop II 

A representative of a major local state-affiliated university hosted the next 

seminar. For this speaker, the focal point of her talk was to help the attendees to identify 

and eliminate behaviors that could be distracting in the workplace and could hamper the 

productivity of the team. This included common business generalizations and, once 

again, individualistic constructions for the root causes of workplace issues. Some of the 

listed distractions were bringing family problems to work, personality conflicts between 

co-workers, or any complaining because it introduced negativity into the work 

environment. To improve the workplace and employee morale, each employee must 

control their emotions; but more importantly, they must control the expression of those 

emotions, while in the workplace. Her message emphasized that it was the lack of these 

controls and not the work, which was the “true” root cause of the stressful work 

environment. According to her analysis, this leads to a contagious negative attitude that 

breaks down the cohesion of the team and decreases workplace production. Attitudes 

need to be “healthy” and functioning for there to be contented, achieving workers.  

This is a simplistic non-contextualized construction for any workplace, 

particularly, this one which was not examined by the speaker. The idea that the 
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expression of any negative notions could undermine work production or organizational 

cohesion counters how cultural practices undergo shifts, including within the corporate 

environment. To make social changes, participants have to recognize that practices are 

creating dysfunction. The leaders at the center were not interested in the dysfunction or 

the consequences of their practices. Their thinking also negated the effects of workplace 

policies, like continuous mandatory overtime that the staff endured. This workshop 

speaker supported the management perspectives and deemphasized the importance of 

human capital practices in the management and staff relations in the favor of the 

corporate mission.  

Most of the employees whom I interviewed identified their inability to leave 

before they had put in 2-3 hours or more at what should have been the end of their 

workday as a major source of physical stress, emotional fatigue, and conflict in their 

personal relationships. For instance Lisa, a new mother, struggled to get her fiancé to 

keep their child. Other complained that they no longer had personal lives. They were 

simply too tired to do more than go to work and return home. One newlywed employee 

confided that she and her spouse were unsure about children, because of her lack of time 

to be what they considered good parents.  

This speaker’s constructions negates the agency of corporate and Center 

leadership for the manner in which they organized the work environment, decreased the 

staff numbers, and mandated overtime to meet corporate and state deadlines for reports 

and projects, without providing scheduled time in the workday to complete them. Her 

message became a common theme of the day’s events. However, what is most important 



160 
 

to note is how this parallels TANF and the center’s messages to clients regarding 

individual responsibility for their own economic fates.  

Workshop III 

Reflective recurrent religious motif, a minister conducted the final workshop. Her 

topic was consistent with the purported purpose of the day and the first two speakers’ 

underlining messages. However, with strong religious undertones of economic salvation 

through living the righteous life, her messages on creating alternative revenue streams 

reinforced both individual responsibility for stability and the marketplace as a solution to 

“personal” problems. Through a personalized tale of salvation, the speaker outlined how 

prayer allowed her to regain control over her life and provided her with the wisdom 

financially and proactively to prepare for her future.  

This was not a passive preparation, but an organized personal effort to establish 

financial security by starting home businesses or becoming a landlord. In her very 

personal tale, she echoed the old adage of God helping those who help themselves. 

Again, the minister’s message redirected the Employee Day’s purpose to address the poor 

workplace morale into a message of self-sufficiency. Therefore, according to the first two 

speakers, the Center’s staff should expect stress, but could still be happy, if they would 

only take responsibility for their own contentment. According to this speaker, the staff’s 

happiness and financial fulfillment are also solely personal endeavors. Each of these sets 

the stage for both the keynote speaker and the Center’s director, Caroline’s speech.  

Keynote Speeches 

The theme of the day was the staff’s personal responsibility for workplace morale. 

The keynote-speaker’s central message reverberated with the importance of individual 
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responsibility for staff morale and the success of the team, just as the others had. 

Caroline’s final speech of the day took direct aim at staff members, who had voiced 

discontent with management. She spoke of “perceived injustices” versus “real injustices.” 

“You may not know of the facts,” she said. “You may not understand the whys of why 

something was done.” With these words, she redrew a line between the managing team 

and other staff. In essence, despite their educational, class, and employment advantages, 

she places the staff ideologically alongside the clients. Although the staff could enforce 

sets of behaviors onto the clients, neither the staff or the clients had any real power over 

their own economic roles .The structural practices of corporate America are at no way 

were perceived as part of the challenges that they have faced. Their stress and struggles 

are personal failures to succeed. 

Parallels in Messages to Staff and Clients 

The institution of welfare conveys a multitude of messages to the poor. However, 

in examining the EARN Center, it became evident that as a market constructed entity, its 

practices reinforced parallel messages to the staff. Messages to the poor about the market 

and the role of labor are central to TANF, but similar messages about the market and the 

staff’s roles as labor in the free market are evident in the operations of the Center.  

Within this framework, this Employee Day of “Bridging, Building, and Bonding” 

served as a mechanism to re-educate the Center’s staff, one that was not at all unlike the 

staff’s task to re-socialize the clients. In terms of broad shifts in the labor market, it was 

also an opportunity to define the new professionalism that the heightened competitive job 

market has created. Even middle class workers are expected to work long hours for 

rewards that are fewer in number and lesser in quality. Analyzing the center within this 
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national shift, these practices reproduced neoliberal notions of work and labor. These 

notions are consistent with practices to control labor, particularly in terms of anti-union 

strategies of business leaders.  

In having Kelly and Lisa, as the two staff members who had been most vocal 

about their disillusionments with the Center’s work, not only present, but responsible for 

organizing the day, management accomplished its goal of disarming their efforts at 

change and firmly regained control of the Center’s labor force. In the aftermath, the 

majority of the staff was unwilling to challenge the practices that dominated their 

workplace, and in turn, they were unwilling to challenge the workshops’ central message 

of workplace contentment as a personal issue.  

The workshops had in fact bridged, built, and bonded the staff as the day had been 

entitled -“Bridging, Building, and Bonding Day.” It had done so by achieving one of the 

most basic neoliberal principles - that of control of labor (Harvey 2005). Crucially, 

management controlled the staff not through the punitive efforts as they had done with 

Kelly and Lisa. The consensus of the inaction of the staff provided the control. The staff 

neither complained nor left, signaling acceptance, if not in ideologically, then most 

assuredly in practices. Consent through action or, in this case, inaction was ultimately the 

only consent that mattered to management. Keeping workers productive is the 

overarching goal.  

The event marked significant changes in staff behaviors and vocalized challenges 

to the practices. Inaction and silence translates as acceptance. This type of consensus, 

discussed by Pierre Bourdieu (1998) and David Harvey (2005), has made the shifts 

toward neoliberal practices highly effective on both the national and global scale. 
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Through this condition, regardless of class, workers further help to disenfranchise 

themselves and the loss of the own voices has meant the loss of collective efforts and the 

ability to recognize the similarities of experiences across social groups. The labor force’s 

acceptance of this state of things is the most effective tactic in the expansion of neoliberal 

practices.  

The “Bridging, Building, and Bonding Day” to build unity was as rife with 

messages of individual responsibility as TANF is. Personal responsibility, individualism, 

self-sufficiency – this was same message aimed at a different segment of the work 

audience; same message very similar transmittal mechanism. After all, there was little 

structural difference between the employee day format and the clients’ days at the 

Lydecker University. Seminars, guest speakers, and exercises/games were used in both 

instances to reinforce the desired practices.  

In the aftermath of this event, Kelly and Lisa withdrew, bonding closer to each 

other and their small group of friends, but deliberately away from other staff. They and 

management made them definitively more outsiders in relation to the other staff. By this 

point, Kelly and Lisa were in positions where they had less contact with clients and staff. 

Their behaviors changed markedly. Consciously, they were careful about the 

conversations that they held in the office.  

In one of my last interviews with the two of them, they scheduled it when most 

management would be unavailable. Still, they checked the hall several times before 

closing the door to talk. It is not that they did not complain, but you had to be in their 

intimate circle of confidants for them to feel that they could be honest. After the 

Employee Day, that circle had dwarfed to one other staff member and myself. Outwardly, 
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they carefully practiced the more desired behaviors as I discussed above with Kelly and 

they began to isolate themselves in a retreat to their offices. The silence of the staff 

powerfully united them, as “co-conspirators” in the managements’ desired ideologies and 

practices.  

In my last visit, I met with Lisa, quietly and behind closed doors. Upon entering 

the room, Lisa assured me that her new officemate was “safe to speak in front of,” being 

a kindred spirit in her feelings about the Center. After quickly glancing down the hall, she 

shut the door. Her complaint was that nothing had changed. In fact, she lamented the fact 

that the office tensions were worse than ever. She and several others were looking for 

new jobs. In the meantime, she would do her job and try to keep to herself. The rest of the 

conversation was about personal problems that she was experiencing. Still, in that short 

time, Lisa had made it clear that her avocational desires could not intersect with the 

corporate business model.  

Client Events 

Given the variety of activities in which individuals may be engaged, special 

events were the only opportunities collectively to address staff and clients and reinforce 

dominant workforce messages. The “Bridging, Building, and Bonding Day” provided the 

management with the chance to make their position clear to all staff, sending a decisive 

unified message. The Center used most client events in this way as well, including 

holiday celebrations. Similar to the employee day, the Christmas party for the clients 

involved games, laughter, food, contests and a guest motivational speaker. It was a 

celebration. Nevertheless, it also involved songs like: 

Joy to the World, Celeste got a job 
Let the paycheck begin 
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Let every patient be prepared 
For me to comb their hair 
For me to comb their hair 

 
Joy to the World my boss has called 
Let him know that I’m on my way 

Have me some lunch and lot’s punch 
 

No more 158 every two weeks 
No semi-annuals 
No semi-annuals 

 
He signed my check with truth and grace 

You should have seen my face 
When I seen how much I made 

 
Clients in the Christmas carol-writing contest were to write inspirational carols. 

Their carols were either to speak about their personal success or to motivate themselves 

and other clients to stay the course. Sung to the tune of the Christmas carol Joy to the 

World, Celeste entered the above rendition for a chance at Christmas toy spree at 

National Toy Store. (See appendix Celeste’s handwritten version of her carol.) 

Within the context of the messages in the Center’s work attachment strategies, 

this revision of Joy to the World underscores the “Wages are Better the Welfare” 

message. Celeste worked as a caregiver – the average salary for such workers in 

Philadelphia up to $16,000 per year. Certainly, this is better than cash assistance of 

$158.00 every two weeks, and well above the federal poverty level. However, with the 

cost of living in Philadelphia, including rents averaging $650 per month, utility costs and 

other expenses, Celeste is likely to continue to need supportive services. Furthermore, her 

lyrics demonstrate the precariousness of this employment. Celeste is returning to her 

previous job. Laid off, she was called back, a cycle which she and other clients have 

frequently experienced.  

Her lyrics also reflect some of the less material reasons that for her wage are 

better than welfare. In interview, Celeste reflects sardonically on using the “No more 
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$158.00 every two weeks” to replace “No more sins and sorrows grow.” She expressed 

her understanding of the social sin of receiving public assistance and her personal sorrow 

in having to do so. She expressed this best in her professed disdain for the “semi-annual” 

reviews. In this, like the young Muslim women’s interviews with their career agents, 

these reviews to which all recipients must submit can be highly personal intrusions and 

are common sources of the regret for seeking assistance (Morgen, Acker and Weigt, 

Streched Thin: Poor Families, Welfare Work, and Welfare Reform 2010). Case managers 

questioned recipients on any areas that caseworkers feel are relevant, including religion 

and sexual behaviors. 

Still, Celeste also indicates some acceptance of her social position. She continued 

expressing joy in the low-wage caregiver’s position and gratitude in that her “Boss has 

called. Let him [know] that [she] is on [her] way.” Through this carol exercise and others 

such as the Christmas essay contest in which clients were to espouse personal neediness 

for the grand prize of a $500 toy shopping spree, clients publically expressed the 

understanding of their social positions not as fixed but with little possibility for mobility.  

These Christmas celebrations and the celebration’s guest speakers continued the 

focus on gaining work and emphasis on “working is better than assistance message.” 

Furthermore, the event mirrored some aspects of the Employee Day Event through 

speakers, who emphasized personal responsibility for happiness and economic prosperity. 

In these lines, we witness the effectiveness of the converging social systems at the center 

in maintaining the dominant labor market message – the reward is in the working.  
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Uniting Social Discourses on Work through Religion 

Religious ideologies and practices represent a unifying set of constructions 

threading through the activities at the center. This is not surprising for two reasons. First, 

within the American cultural context, the Protestant Work Ethic has consistently 

undergirded the popular understandings of the labor market, and secondly, religion can 

interact with class identity as a part of the set of correspondingly relevant social traits 

used to construct cross groups interactions (Chong 2004). For the staff and the clients, 

tying the motivations of class mobility to the discourses and the practices of the Center 

reinforced the mutual consent processes, the social processes in which workers 

participate in replicating their social positions.  

Moreover, the preference of the corporation to hire local personal with a business 

orientation underpins the elements of the openly Christian religious displays. Although 

poverty work, nationally and locally, has its roots in religious and philanthropic 

organizations, the efforts to professionalize social services promoted stronger secular 

expressions. For many of the staff at the Center, their major understandings of poverty, 

class, and work originate in their experiences of the local Black church. This was 

demonstrated in the manner in which they conducted course for the clients, the frequency 

in which they drew on local ministers as guest speakers, and even their emphasis on not a 

holiday but a specifically Christmas event in which they ignored the religious diversity 

present at the Center. 

Authoritative practices were particularly effective here, because each level of 

authority successfully used pre-existing notions familiar to most of the participants in 

ways that influenced them to participate in the reproduction of their own social 
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limitations. Still, members were able to see and understand what was happening to them. 

Kelly, Lisa, Sara, and Rachel certainly recognized the effects of management’s decisions 

and PWDC’s practices on them. They also recognized the need to accept aspects for their 

own economic survival.  

Other clients like Nasira, Rosita, and Gina resisted the processes. This was not a 

total rejection of the processes of consenting to subjugation in the labor force. None 

sought withdrawal from the labor force, nor was it ever evident that any of them 

possessed faith in the possibility of upward mobility far above their current positions. 

Instead, especially from Rosita and Gina’s perspectives, they sought to access to a basic 

standard of assistance that would keep them from falling further into poverty. Finally, in 

the case of Nasira, her experiences reflected not only insistence on the standard of 

assistance, but also an insistence on objective treatment under personally egregious 

circumstances. She fought not for her herself, but for daughters who stood to lose the 

most from her caseworker’s biases.  

Welfare policies, the profit motives of Lydecker, and the accountability practices 

of the state converged with broad social constructions to construct this Center’s practices 

as consistent with the free market. Marketplace practices have increasing become 

dehumanizing. This workfare organization was unable to operate with a human capital 

model, because as an organization operating under the pressures of the market 

management and staff normalized profit activities over other work. Further, staff and 

clients routinized the practices displaying acceptance of their social positions.  
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CHAPTER 7 

CONCLUSION 

The ethnographic evidence presented supports two assertions about the effects of 

this center’s practices. On the one hand, these practices commodify both the staff and the 

clients. This commodification attempts to neutralize their agency, which is a crucial 

element in reproducing practices, where people, across social groups and despite their 

personal interests, cooperate in strategies that predominantly favor those who control the 

marketplace. There is a fair amount of pre-existing popular and social science literature 

that discusses similar processes directed toward the corporate workers and the poor 

(Cruikshank 1999, Ehrenreich 2006, Fraser 2001, Harvey 2005). Here, the corporatized 

welfare-to-work center unites practices that created a model in which the corporate 

perspective dominated interactions and limited the possible actions of staff and clients.  

On the other hand, the leaders of Lydecker Corporation promoted and PWDC 

contract demanded this managerial style. Under these managerialist principles, business 

leaders coercively organize practices around particular notions of transparency and 

accountability, creating an audit regime, where the manufacturing of the appropriate 

quantitative knowledge is critical to proving the effectiveness of leadership (Power 1997, 

Shore and Wright 2000, Strathern 2000). At the center, this resulted in an authoritarian 

hierarchy, where staff, fearing the loss of their jobs, placed emphasis on activities that 

produced that statistical evidence desired by authorities.  

The center represents shifts in social services that intensely homogenize workers 

and clients into a pool into the pool of corporate resources. It is a factory for constructing 

particular types of voiceless workers and particular ideas about employment that affect 
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people across classes. The activities at the center evidence commodification of workers 

and an intense managerialism that focus the majority of efforts toward achieving the 

corporate and state goals, while often blinding people to the needs of clients and staff.  

In the introduction, I discussed the use of the industrial model for understanding 

the effects of the phenomena represented by the activities at the center. The ethnographic 

data presented now offers a better vision for this tool. This center functioned as factory, 

rigidly constructing the activities of the staff and treating the clients as mere products to 

be fashioned for the low-wage market. The center is well equipped as a factory to create 

particularly types of workers for a particular segment of the labor market.  

The private-public relationship of the Lydecker Corporation and the state of 

Pennsylvania provides the structural mechanisms for production. The managerial tactics 

and the performance demands control who the staff members are and the choices on how 

to meet the interests of the corporate, the state and the clients. Importantly, these tactics 

and demands force their staff to prioritize the corporation’s interests above all else, 

fulfilling the state demands as a consequence of their relationship to making profits.  

To reduce resistance to the corporate vision of the work that the center is 

supposed to achieve, Lydecker staffed the center with business oriented workers who 

were less apt to recognize the dehumanizing effects of their practices and who shared the 

popular view of individual responsibilities for people’s poverty. However, this also had 

the effect of creating conditions for the staff in which they aided in their own 

objectification. Staff objectification aided through the authoritarian practices of the 

leaders controlled any staff member who resisted the strict focus on corporate interests.  
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Enforcing rigid business routines onto the staff placed staff within the practices of 

an assembly line to produce the monthly quotas for work attachment of clients. The staff 

was restricted from seeing and engaging with other aspects of the center’s work, limiting 

their insight of the complexities of the lives of the clients. Collectively, the practices at 

the center represent trends in rendering staff and clients invisible and irrelevant to 

welfare. Encouraged by the state’s reliance on statistics for proof of the effectiveness of 

service delivery, these practices align with corporate interests in making profits 

Individuality of people was irrelevant and, in fact, acknowledgement individual 

experiences and perspectives interfered with the perceptions of statistical progress.  

Shifting Toward the Industrialization of Social Services 

This study has identified three shifts leading toward an industrial model for the 

operation of social services. First, increasingly since the 1980’s, the political and 

economic practices organizing our social spheres have stemmed from conservative ideas 

regarding capitalism as a mechanism to organize social interactions objectively. These 

practices, collectively defined as neoliberalism, marshal shifts in the ways that welfare 

institution addresses poverty. More precisely, government policies, agencies’ practices, 

and public beliefs shift from favoring human capital tactics meant to combat structural 

discriminatory practices to favoring tactics underpinned by arguments that through the 

free market, the poor could achieve self-sufficiency and economic self-support for 

themselves.  

Approaches to developing the self-support capabilities of the poor are at the core 

of TANF, which ushered in the second shift toward the industrialization of social 

services. The passing of PRWORA and the establishing of the TANF as national poverty 
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policy supplied a structural framework for welfare that presents a more consistent set of 

market-based practices for constructing the lives and the labor of the poor. Under this 

model, agencies have to engage centrally in job placement strategies for their clients.  

Underscored by the “work-first” policy in TANF and regardless of their 

organizational histories or the ideologies of their staffs, the resultant practices of agencies 

focused on placing clients in employment above addressing other poverty-related 

concerns. This is mainly because the human capital model is resource-heavy in terms of 

the time invested by staff and the state monies invested in building clients skills. 

Dominant neoliberal practices crucially favor the reduction of social services 

expenditures.  

Control of expenditures is being achieved by limiting the type of aid that staff can 

provide and instituting practices that encourage clients to leave welfare quickly. 

Operationally, the accountability demands and the performance contracts of the state and 

providers further shift the model for poverty work to a work attachment model that leaves 

little room for addressing client barriers to work. The underlining belief is that those 

efforts could impede agencies from fulfilling their contract goals, which included being 

audit ready at all times.  

The opening of welfare provisioning to for-profit providers overlapped with the 

expansion of neoliberal practices and ideas and the adoption of TANF. Whether an 

agency is a non-profit or a for-profit, the competitive structures that the adoption of 

TANF has produced keep agencies ever mindful of their and other agencies’ production 

levels. Based on marketplace values, failures to produce consistently may lose an agency 

its contract or because of the drive to reduce the welfare rolls, state funders may divert 
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clients to higher performing agencies, which is effectively shutting down providers that 

divert “too much” of the staff’s resources away from activities that pay. 

As long as the performance contract system gives the best financial remuneration 

for the high levels of quick work attachments, competition between agencies will force 

the majority of agencies to engage in practices focused on their short-term financial goals 

over long-term financially stabilizing goals for clients. The presence of for-profit 

agencies exacerbates the process. Non-profits are capable of functioning if they are 

“earning” enough to cover operational costs. However, for-profit agencies must exceed 

basic costs to pay dividends. More importantly, there is an expectation within 

marketplace practices that successful companies perform better each year. These factors 

may only lead to further strain on these agencies, their staff, and on clients, leading them 

to neglect the kinds of tactics that could aid in creating more economically secure futures 

for clients.  

First, the shifts in the political and economic activities toward neoliberal practices 

ushered in public and private societal norms making, market practices “capable” of 

operating within any social institution. This thinking influenced the welfare reform 

debates and brought favor to profit-based agencies as service providers. Next, with profit-

based agencies and performance-based contracts, the restructuring of the welfare policy 

from AFDC to TANF brought in competition, as agencies vied for shares of limited block 

grants. Collectively, these shifts aided in the creation of a system that is not based on 

poverty relief, but is based on supplying the market with cheap labor.  

Most critically, the terms of these contracts between funding agencies and 

providers emphasized job placement strategies by weighting remunerations. Rapid 
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employment replacements and, to a lesser extent, employment retention efforts, yield 

agencies the lion-share of their contractual rewards up front, making efforts toward long-

term stability less relevant to agencies’ financial conditions. These rewards act as a bonus 

system, which may add to operational funding for non-profit agencies. However, for an 

agency like Lydecker, these payments are the essences of their profits. In turn, efforts to 

address clients’ personal barriers for which PWDC provides set funding diverts staff time 

from potential profit earning and penalty avoidance activities. Profit based organizations 

have to see these barrier reduction efforts as potentially financial drains. The financial 

consequences of “time equaling money” organize elements of competition between 

agencies and profit-making for individual agencies. The effects require profit and non-

profits agencies, staff, and clients to act as market competitors.  

The Industrial Trends in a Local Market 

Globally, social services systems have increased their number of profit-based 

providers concurrent with political efforts to retrench government. This, in conjunction 

with other ideas that valorize market practices, created a market in social services that 

could make a profit. Locally, downsizing of government expenditure and the shifting of 

public services to private enterprises converge rather successfully through workfare to 

encourage the creation of a “market.” for social service provisioning. 

As the Pennsylvania system demonstrates through the new EARN Center system, 

funding agencies are actively working to reduce the cost of the system through 

streamlining the processes and eliminating providers within the system. PWDC diverted 

the greater share of federal and state block grants into this reward contract system that 

narrowly defined and monitored agencies performances. Accountability through 
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quantitative tracking tells a partial story about clients’ outcomes and about the abilities of 

the staff to keep up with paperwork. Yet, it neglects a meaningful understanding of the 

quality of life provided through this employment and a meaningful examination of the 

daily work activities of the staff.  

The Problem with Industrializing Social Services 

A significant body of work provides critical analyses to assert that welfare reform 

has failed in its promise to offer clients stability and a path to self-sufficiency through the 

marketplace. Many of these focus on the lived experiences of the clients and their 

continued struggles to survive in the low-waged market (Edin and Lein 1997, Gilbert 

1998, Henrici 2006). Central to their arguments are critiques of neoliberal practices of 

policy-making. Through these practices, welfare reform supplements the economic 

interests of the business sector by utilizing the personal vulnerabilities of the poor to keep 

them locked to the most insecure sector of the labor market. However, changes in the 

political economy that influenced the direction of reform were not just reproducing 

poverty outcomes for clients and shifting the practices of the existing network of aid 

workers; these changes also favored the systemic commercialization of social services.  

The conclusion of this research addresses the commercialization function of social 

services, shifting from the human capital investment models to a capitalist production 

models. The increasing addition of these for-profit actors make social services function 

with very little difference from any other American industry founded under the ideals of 

laissez faire capitalism.  

In agencies operated like this, management, staff, and clients are part of the means 

of production. Corporatized management tempers the expectations of staff and clients, 
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reshaping their ideals for career advancement, and their desires for social mobility and 

simple financial stability. Enhanced by the guidelines of TANF, they promote social 

controls over the activity of the workfare participants: By keeping staff practices focused 

on corporate norms and bureaucratic processes, their views of the work to be done at the 

Center are too narrow for management or staff to acknowledge the possibility of 

structural discrimination. By keeping clients focused on potential compliance infractions, 

their practices of the TANF processes are too narrow to do more than to accept this work 

attachment strategy. 

New Reform 

Clearly, re-establishing the roles and responsibilities of the four groups of major 

stakeholders is a pivotal priority. Each group funding agencies, provisioning agencies, the 

staff, and clients engage in activities that can only produce short-term remedies for the 

financial challenges of the poor. A new reform of welfare must focus on long-term efforts 

that can increase the number of opportunities for the poor for economically stable living 

conditions. In that stability, they may not gain upward mobility, but they can keep from 

falling further behind and they can weather the inevitable shifts in the low-wage labor 

market promoted by capitalism. 

First, funding and monitoring agencies, like PWDC, have to expand their interests 

beyond to distribution of monies and roll reductions. To do this, these agencies must 

retool performance contracts to redistributed the payments and the audit processes to 

answer questions that are more complex than the ones they currently address. Job 

placements as measures of success limit our understanding of self-sufficiency. Measures 

that also look at clients’ ability to reduce needs for all services not just cash assistance 
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provide a more appropriate measure of self-sufficiency. However, several policy changes 

will be needed to create this type of self-sufficiency. Changes must allow clients to build 

personal savings to offset emergencies and seek long-term options for stable job 

placement strategies. Additionally, there has to be recognition that full employment in the 

US economy is improbable, and the continued support of the low-wage labor market is a 

necessary part of capitalism. 

Next, the audit processes have to consider the long-term goal to increase the self-

sufficiency of clients. In conjunction with restructuring payment to cover a long life span 

of the clients transitioning into stable work, this will address the profit motivations of 

some providers. Six months of retention efforts should be accompanied by assessments of 

clients’ abilities to reduce the need for other services. Under the system, locally PWDC 

analyzes agencies’ success out of context.  

The appropriate context should encompass the development of consistently stable 

independence from the system. Clients now are moved into jobs, but do not earn enough 

to stop other support services. Moreover, slight raises in income change their eligibility 

for such programs, yet they remain vulnerable to minor economic shifts. The retention 

period should be expanded to a year to eighteen months with payments weighed on the 

back end inducing non-profit and for-profit providers to approach long-term options for 

the majority of clients.  

Ultimately, determining how far the social service system will industrialize is a 

question of balance. While the public tends to assess corporate structures and practices as 

part of the most efficient model for operations, market driven organizations are likely to 

remain as part of the social services system. However, if supervising agencies like 
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PWDC are going to continue to subcontract to them, a balance must be achieved between 

the market actors, their practices and the needs of their clients. Leadership of 

provisioning agencies must include advocates for the variety of stakeholders, including 

employees.  

The Germantown Earns Center lacked balance, because managers strictly 

controlled practices, which influenced resistance to their worldviews, effectively quieting 

employees as advocates for themselves or the clients. As for the clients, the collective 

practices at work within the center distanced them from arenas where they could express 

their own perspectives on activities. When clients such as Nasira did venture to do so, 

staff often targeted them and if they could not silence them, then staff recommended their 

removal through transfer to other programs. As tool of a systematic disenfranchisement, 

the staff of the Center was quite effective, even when it meant losing their own voices. 

Constrained only through the PWDC contract, management possessed the critical power 

in shaping daily activities. Business interests came to supersede even PWDC 

requirements for staff aid to the clients.  

Advocates in this system must be able to operate without fears of repercussions. 

They must be stakeholders with voice and authority and they should comprise the 

professional social workers, the community members, the clients, as well as program 

leaders. Local organizations informally tend to operate this way. Traditional local non-

profits utilize corporate organizational models of operation, creating executive boards of 

community leaders, departmental managers and the like. Still, the everyday operational 

leadership rests in the historical patterns of professional, philanthropic, and grassroots 

personnel. Trained and/or experienced in the issues facing clients and social workers, 
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community oriented leaders organize service delivery through practices of negotiation 

with frontline workers and clients. Leaders set a framework and workers exercise 

flexibility when and where they can. This aids their causes, and allows options for both 

clients and them to create personalized approaches to economic stability.  

These leaders bring a balance to the system, utilizing those corporatized 

organizational notions, but keeping the human experiences relevant in some of the 

decision-making and everyday practices. Local patterns use workers trained and the 

experienced in community realities and social services across all levels of this type of 

organization. This pattern needs to be maintained throughout the social services system. 

These workers are important, because, professional poverty knowledge has its 

weaknesses in understanding and addressing the structural discriminations that reproduce 

poverty (O'Connor 2001, Piven and Cloward 1993 (1971)). Requiring training and 

experiences, at least, provide a platform for a dialogue. That dialogue indicates an 

awareness of the importance in addressing clients as a diverse population with unique 

poverty histories. 

This was the kind of pattern seen at Germantown Settlement. As a community-

based organization, most of the leadership -although not all- and the majority of workers 

had stakes in the economic progress of the clients, as neighbors. The local traditional 

social service environments encouraged the infusion of a variety of perspectives on 

poverty in their practices. In these environments, leaders advocated for professional 

formally trained social workers, but were not completely dismissive of the experienced 

grassroots workers. These activist mothers, as Nancy Naples (1998) has named them, 
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were represented locally by women like Ruby and Nasira, who started here community 

work as a welfare mother trying to make things better for her own children.  

Many of these mothers continue to volunteer in support of the community. Even 

while homeless, Nasira held women’s groups in a friend’s living room. Others like Ruby 

become professionals within the system and make their experiences and knowledge a 

valuable resource to the community and the welfare system. Their involvement with 

community efforts exemplified the kind of working-relationships that the local social 

services network of providers had developed with many community members. Both local 

professional social workers and the local activists have worked together for generations 

and tend to be better equipped to enlist local community efforts, a practices critically 

missing at the Earn Center.  

A major knowledge gap at the Center resulted from the imbalance of perspectives. 

Although there were professionally trained social workers at the Center, the hiring 

practices placed business oriented and/or those inexperienced in social services over 

those with any critical understanding of the local poverty relief practices or local poverty. 

In effect, the hierarchy silenced the majority of potential objectors of the Center’s 

practices, and management practices successfully controlled any others who attempted to 

challenge the way of things. This is the message given within the experience of the Kelly 

and Lisa at the center.  

On the one hand, conflict is necessary in the processes of social change. On the 

other hand, traditional businesses view all conflict as counterproductive, and take steps to 

end conflict. The conflicts of social change need time and a place in which to negotiate. 

Traditionally, for social services, policy-makers have interjected their perspective 
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through legislation, but the everyday practices of agencies were a negotiated process 

between necessity and the legal limits. The Center’s management style sought to 

eliminate the negotiations. 

However, conflict has an important role in a system with clear power imbalances. 

It is necessary to lessen effects of the stratified power of these stakeholders. The 

American public feels settled with welfare reform, and merely view it as a codicil to 

budgetary political battles. However, since the adoption of TANF, agency managers and 

frontline workers continue to debate the usefulness of this market approach. This conflict 

within agencies is beneficial in assuring that the processes in place do not fully objectify 

clients. Experienced frontline workers do what they can to use their knowledge of the 

lived experiences of their clients to recognize issues and to advocate for some of them. 

Even though the conservative guidelines of TANF govern the social services system, 

because of their worldviews, these workers can resist on occasions the more austere 

practices.  

Auditing of Quality as well as Quantity 

A central critique of this Center’s and of the EARN Center structure is the over 

reliance on statistical tracking as the means for assessing “success.” I cannot press too 

much for detailed consideration to be given to re-vamping the nature of the audit and, for 

that matter, the contract system. Here I provide more detailed suggestions for developing 

a new audit process and the type of data that must be collected.  

PWDC and therefore Lydecker utilized statistical determinations to assess every 

group within the structure. Clients were judged by compliance rules that relied on the 

submission of job logs with arbitrarily determine appropriate numbers for the job search. 
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Those in the Work Certified Program were judged by the number of completed course 

modules. Each department and each person had some task or tasks that could be reduced 

to numerical data that needed to be ready for audit. Moreover, PWDC judged the overall 

Center’s performance by the “successful” completions of these tasks.  

However, despite the arbitrary assessments of these numbers as positive or 

negative, tracking of organizational performance is necessary. There must be a means to 

assess the work performance of agencies. Nonetheless, the performance data must be 

comprised of information that assesses not only quantifiable knowledge, but also must be 

supplemented with context and perspective. In other words, statistical data must be 

situated within the perspectives of all stakeholders. Social scientists have already begun 

gathering this type of data to add to the perspective of frontline workers and the lived 

experiences of clients. However, to accurate assess the effects of TANF, as a policy 

governing workfare, there needs to be an on-going evaluative process. Moreover, if these 

programs are going to extend themselves to community develop, as PWDC sought to do, 

the evaluative processes needs to community participation. 

Currently, the audit processes help to define the success of agencies 

predominantly through job placements. Therefore, suggested revisions of the auditing 

system should start with the collection and the utilization of these data, assessing 

specifically, what this data tells us in relation to what needs to be known in order to 

analyze TANF’s success. For example, proponents claim that under TANF welfare 

provides a channel for its clients to find self-sufficiency through employment in the 

marketplace. There is sufficient evidence to support that this is not the case (Gilbert 1998, 

D. Goldstein 2001, Henrici 2006, Morgen and Weigt 2001). The research in which this 



183 
 

evidence has been gathered also demonstrates that the contingent and/non-living wages 

of the majority of the employment offered to workfare clients is the pivotal problem 

preventing self-sufficiency. Therefore, an audit that is examining an agency’s 

participation in progressing clients towards self-sufficiency must include an assessment 

of qualities of those jobs for economically stabilizing clients. Stabilization of incomes for 

living expenses, including basic debts like utilities and asset building like savings 

underpins self-sufficiency.  

Expansion into qualitative auditing need not add to the audit burdens of these 

agencies or of auditors. Because of complexities and varieties of the work conducted 

through the EARN Center. PWDC auditors were in the Center frequently. A 

reprioritizing of tasks and reallocation of the time to include gathering qualitative 

interviews and/or surveys could be instituted within the existing structure. In fact, 

computerized surveys of clients and employees would further ease concerns with audit 

resource allocation.  

By establishing an interview process to track the clients’ experiences at the 

Center, PWDC auditors can assess a particularly neglected aspect of the contracts, the 

assistance to overcome life barriers that affect employability as well as the quality of life 

of clients. Perhaps, PWDC only placed these mechanisms to assist clients within the 

EARN Center model as a token acknowledgement of the broader issues facing the poor. 

Regardless, to achieve a balance between the need for profit and the needs of the clients, 

there has to be a performance marker to assure that agencies fairly address clients’ issues. 

This also addresses some of the conflict amid the staff, who recognized that the Center’s 

practices were failing the clients. 
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There is sufficient evidence to support the need for long-term strategies for the 

poor (Kingfisher 2002, Morgen, Acker and Weigt 2010, Piven and Cloward 1993 

(1971))). The social effects from the structural limitations of economic hierarchy 

influence more than the processes in gaining and maintaining employment. There has 

been work at the bottom, although that work is largely transient in nature and fails to pay 

living wages. It is that transience and insufficient wages that is the source of the failure of 

the poor self-sufficiency and the deprived quality of the everyday lives of the poor. 

Furthermore, this evidence more than suggests that intervention works, but the invention 

must be consistent to alleviate the more critical issues of poverty. Monitoring the 

effectiveness of TANF for providing self-sufficiency has to move beyond counting job 

placements and roll reduction. Those statistics are meaningless in context of the long-

term living conditions for the poor.  

Moreover, PWDC assumed that agencies’ practices are relatively the same. In 

establishing the EARN Centers, the audits never considered any difference in the internal 

culture and practices of the agencies. This model held that the contracts were sufficient to 

bind Lydecker to PWDC expectations. Contracts do this for aspects of the Center’s work, 

but under the work strategies at the Center, staff time was critically limited. These limits 

forced choices regarding which clients’ issues to provide additional attention, if at all. 

Based on the model of operations for the EARN Centers, PWDC did expect personal life 

barriers to be addressed. Yet, the contract structure encouraged the minimization of these 

efforts. 

Based on the local history of poverty work and the local perceptions of poverty 

workers, community based agencies would have a stake in expanding their work to 
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address the personal barriers of the clients and to community outreach. As with the 

Settlement, often workers in local agencies shared living spaces and life experiences with 

the clients. However, for the Lydecker-run Center, the management and staff from the 

northwest Philadelphia community proved insufficient to produce a set of shared social 

interests among the workers, the community, and the clients. The Lydecker’s 

construction of the Financial Fair exemplified this disjuncture of interests, as seminars on 

investment management are not helpful to a community with a mean income below the 

city’s mean income or for clients, receiving less than $200 per week in cash assistance.  

Cultural differences between the market-centered worker and the others are a 

bigger challenge to address. Training and formal education can provide a particular type 

of knowledge about the poor and their needs. In this case, that knowledge would have 

helped, however limited in the scope. Still, requiring the number of trained and 

experienced personnel in management and among staff would provide crucial recognition 

of considerations other than profit. Funding agencies should require training of primary 

staff and audit/monitoring procedures of the internal practices.  

PWDC and other oversight groups could achieve this through periodic 

observations or in conjunction with the above suggested interview processes. Some of the 

negative experiences of clients at the center developed from PWDC’s blanket assumption 

that case management would be approach uniformly regardless of the internal practices of 

the provisioning agency. However, daily practices at this EARN center prioritized 

elements of the contracts within the social understanding of the agency’s goals and 

critically, to assure payment and profit, the profit-based Lydecker emphasized that its 

workers focus on the most tracked and audited factors: placements and paperwork. 
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Without a safeguard to assure the daily importance of building sustainable, healthy 

economic prospect for clients, Lydecker’s staff ignored aspects of their appointed tasks. 

More importantly, the management and staff combined practices that did little more than 

contribute to clients cycling through jobs. 

Performance Contracts 

A business production model for human services flourished in this instance 

because several factors. Nonetheless, review of the role of marketplace actors within the 

social services system needs to pay particular attention to the performance contracts and 

their effect on the operations of workfare. Currently, the profit motivation for Lydecker 

and other agencies is focused on job placements with additional financial incentives 

through the retention period. Activities in support of the reducing or eliminating personal 

barriers issues are supplementary to these two objectives. However, in the end, clients 

return to the workforce in the same relative economic position as before they received 

welfare assistance, and often, their accumulated debt places them in conditions that are 

worse for establishing economic stability and self-sufficiency.  

Still, funding agencies like PWDC can achieve the “promise” of TANF to render 

clients self-sufficient. However, self-sufficiency is a long-term goal that is improbable 

after long stints of unemployment and underemployment in the low-wage labor market 

and the mere six-month retention period in which workfare agencies are mandated to 

support clients. Support toward self-sufficiency minimally must follow clients a year 

after employment. However, to ensure self-sufficiency and stability (not even social 

mobility), support services should continue for a year after the retention period.  
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Other studies that called for long term strategies make arguments about the 

creation of a living wage for the poor (Morgen, Acker and Weigt, Streched Thin: Poor 

Families, Welfare Work, and Welfare Reform 2010). These are important points; still, the 

living wage places the poor at the bottom of the socio-economic order. Employers’ 

practices of part-time, seasonal and other contingent cost-cutting labor strategies will 

leave clients vulnerable. The conclusions here focus on the agency practices induced 

through the profit structure in the contracts. The outcomes of clients are tied to the central 

mission of agencies and they perform in terms presenting options to clients that provide 

long-term economic stability. From the observed practices at the Germantown EARN 

Center, profit making as dictated by the performance contract shaped the behavioral 

patterns of management and staff and affected the outcomes of clients. Altering those 

practices involves altering the motivational pressures on management and staff. Changing 

these motivational patterns can improve outcomes for clients. 

Regardless of recommendations of training or revamping and expanding audit 

criteria, the performance contracts influence agency practices. This is true even in non-

profits. They may not pursue profit, but they must be financially solvent to continue to 

operate. The performance structure assures that even these organizations have excessive 

concerns with job placement. The overarching affect of performance-based contracts 

induces capitalist competition. Agencies that do not meet state goals lose their contracts, 

and thus lose basic operational funding. Addressing the contract structure is the final 

recommendation, but it is the most paramount in reshaping of agency practices and 

limiting the objectifying effects of an industrializing system. It is the best way to continue 

to utilize marketplace actors and affect long-term outcomes of clients. 
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The primary change to the performance contracts includes restructuring the 

payouts and shifting the profit potential toward the long-term efforts for clients. Initial 

payments for job placements should be minimized, placing a “balloon” payment at the 

six-month mark. This assures that a profit-based organization will search for the more 

stable employment and place emphasis on work situation that clients can maintain. In 

reality, in positive economic times, contingent, low-wage employment is not in short 

supply. On their own, the poor can find jobs, with bad work hours or with critical 

transportation issues.  

From this and other studies, a multitude of arguments exists to define where 

workfare operations are lacking. However, a central critique remains on developing 

strategies that do not include the input of those most familiar with the conditions of 

poverty and more specifically those familiar with what cannot be gained through low-

wage labor. Neither agencies’ front workers nor their clients have been given any 

significant opportunities to discuss policies that have worked or to suggest new strategies 

that may help relieve poverty and the perceptions of budgetary waste.  

Unfortunately, this is an old critique of poverty policymaking (Lipsky 1980, 

O'Connor 2001) and the processes and debates, which led to the 1996 welfare reform, 

have only exacerbated the social perspectives that bar the input that would be most 

meaningful in developing practical and effective poverty relief strategies (Edin and Lein 

1997, Henrici 2006, Morgen, Acker and Weigt 2010). Yet, as witnessed at the 

Germantown EARN Center, the direction of welfare policy now permits a highly 

commercialized set of practice, which silences frontline workers and clients even more 

than in the past. Input from those living the experiences induced through welfare policies 
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would provide part of the qualitative assessment needed to understand the long-term 

effects of policy. 

An examination of the overall work attachment strategy also need to be rethought. 

Pivotal to TANF has been the idea of workfare aiding client in self-sufficient lives, where 

they no longer need state sponsored support services. In well over ten years since reform 

legislation required this form of work attachment strategy, this kind of economic self-

sufficiency has yet to be achieved. There has been reduction in the welfare rolls, but not 

the assumed reduction in poverty for the mostly females with children welfare 

population. The sources for the needed support have simply shifted from welfare-

sponsored services to other levels of governmental programs, as well as personal and 

private-sponsored strategies.  

Self-sufficiency has to mean stable employment with living wages. The help 

clients need is with finding employment that provides opportunity for economic stability. 

Agencies have to be pushed to find the best of available working conditions or provide 

the best available assistance for clients to take and keep jobs with the deprived 

conditions. Shifting payouts so the early job placements support basic operational costs, 

but retention payouts induce the desired profits will alter the motivations, tying practices 

to finding the most secure employment for clients. 

Still, employment does not provide self-sufficiency. To achieve this, the next 

phase of service needs to assure support service for long-term personal barriers and 

systemic issues created by the vulnerable low-wage labor market. During these extended 

service periods, agencies should aid clients by providing remedies for their individual 

issues impeding their economic stability, but collectively, provide debt management 
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options and assistance in building personal savings without penalties of service 

reductions. Aid in debt avoidance and reduction and increased assets provide clients 

mechanisms to survive the vulnerabilities of the low-wage market. These are the 

foundations to long-term self-sufficiency.  

Contractually, if PWDC paid Lydecker on the number of clients obtaining work 

and on the level of stability clients achieve, management of the Center would need to 

address those time-consuming clients’ issues. Adding stability as a performance measure 

will assure the necessary changes in practices. Although concepts of stability are relative, 

determinations based on clients’ accumulated assets should be the benchmark for final 

payment to agencies. Clients would still be the working poor, but allowing them and 

helping them to build assets to weather the down cycles in employment is the means for 

keeping some off welfare. Assisting clients by establishing the means to avoid predatory 

lending, high credit card debt, and increased saving motivation ultimately reduces rates of 

return to welfare and by paying agencies on a percentage rate of the assets built, they are 

further motivated to stabilize clients quickly and provide need assistance through the end 

of the support period. 

Funders, the public, and agencies will raise cost concerns. However, longer terms 

of support do not necessarily translate to more significant overall costs. First, the 

outcomes of other long-term programs demonstrate that the attrition pattern for clients 

will eliminate many of these expenses. In addition, the motivation for PWDC and public 

support for these changes is the reduction of clients cycling onto the welfare rolls, or at 

least, an extension of the length of time that clients could remain dependent on their own 

accumulated resources. Moreover, the motivation for this structure for agencies, 
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especially a market-based agency such as the Germantown Earn Center, will come from 

shifting the profit from frontloaded payouts focused on job placement to a longer term of 

profitability, focused on the individual self-sufficiency and economic stability of clients.  

Overall, these changes, even without the other recommendations, may shift 

outcomes for enough clients to reduce welfare rolls through socially positive practices. 

These proposed contractual changes are inclusive of the variety of agencies already 

present in the system and the variety of actors that bring with them. Managers, like 

Caroline and Chris, may still emphasize profit making, but the activities that make profits 

will shift to include the considerations of the clients. Employees, like Kelly, Lisa, and 

Rachel, whose similar social experience aid in the recognition of clients’ issues, could 

utilizes their formal skills and social awareness to affect profit and client assistance 

without corporate penalties. Clients, like Gina and Nasira, would receive the personalized 

efforts that they needed to get back to work and regain the stride, which they once had. 
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ENDNOTES 

                                                 
1 Lydecker Corporation is a pseudonym and the name has no relationship to the real 
corporation or any person affiliated with it.  

2 All contemporary photos for this work were taken by the researcher. Historical photos 
have been supplied by family and friends or part of the collection volunteer by 
community member to the Germantown History Society and have been contributed by 
the Society’s authority.  

3 Atwater Kent History @ http://www.atwaterkent.info/akHistory.html 

4 Reginald Lydecker is a pseudonym for the corporate founder. Details pertinent to the 
study have not been changed.  

5 This is part of a public statement from the founder and CEO of the corporation running 
the Center that appeared on the company website. 

6 Compliance with the rules of the TANF regulations is a major element of the life of 
anyone receiving state-aid, especially cash assistance. Without just cause allowable under 
policy, an infraction of rule may result in the restriction or termination of benefits. An 
infraction can be missing paperwork, a missed deadline, insufficient attendance, failure to 
seek employment to the satisfaction of the clients’ caseworkers, and well as a myriad of 
other things. 

7 Section 8 is a federal housing project run under HUD, the U.S. Department of Housing 
and Urban Development. The program assists low-income families, the elderly, and 
disabled to afford decent and safe housing within the private rental market. The program 
provides direct payments to leasers with properties certified by HUD as safe and sanitary 
for living. 

8 http://www.septa.org/fares/pass/transpass.html 

9 Work activity is a collective term that refers to any activity oriented toward getting 
employment. This includes resume and cover letter writing, internet searching for job 
openings, or practice interviews.  

10 Work Certified Program is a three-week course, which covers a variety of math, 
reading, and basic business skills, such as memo writing. Clients placed in this program 
and restricted from job search until the program is complete. The Center holds an official 
graduation ceremony for these students.  

 

http://www.septa.org/fares/pass/transpass.html


193 
 

BIBLIOGRAPHY 

Anderson, Elijah. Code of the the Street: Decency, Violence, and the Moral Life of the Inner 
City. W.W. Norton & Company, 1999. 

—. Streetwise: Race, Class, and Change in an Urban Community. Chicago: University of 
Chicago Press, 1990. 

Baker, Lee. "Induction: Identity and Everyday Life in America." In Life in AMerica: Identity and 
Everyday Experience, by Lee Baker, edited by Lee Baker, 1-21. Malden, MA: Blackwell 
Publishing Ltd., 2004. 

Barbara, Ferman., and Kaylor. The Role of Institutions in Community Building: the Case of West 
Mount Airy. Philadelphia: Temple University, 2000. 

Benefit Buster. Directed by Channel 4 BBC. 2009. 

Berkowitz, Dan. "Telling What-a-Story News through Myth and Ritual: The Middle East as 
Wild West." In Media ANthropology, by Eic W. Rothenbuhler and Mihai Coman, 210-
219. Thousand Oaks: Sage Publications, Inc., 2005. 

Blanchard, Michael. "The Philadelphia Worry." City Limits Magazine and New Website. 
September Friday Sept. 1, 2000. http://www.citylimits.org/news/articles/2606/the-
philadelphia-worry (accessed June 26, 2010). 

Bogle, Donald. "Workplace Dramas, Ensemble Casts, 1990s Style." In Gender, Race, and Class 
in Media, by Gail Dines and Jean Humez, 633-641. Thousand Oaks: Sage Publications, 
2003. 

Bonilla-Silva, Eduardo. "“The Central Frames of Color-Blind Racism”." In Racism without 
Racists, by Eduardo Bonilla-Silva, 25-52. New York: Rowman and Littlefield Publishing, 
2010. 

Bourdieu, Pierre. "Essence of Neoliberalism." 1998. http://monddplo.com/1998/12/08bourdieu. 

Bourgois, Philippe. In Search of Respect. Cambridge University Press, 1996. 

Brent Zook, Kristal. "The Fox Network and the Revolution in Black Television." In Gender, 
Race, and Class in Media, by Gail Dines and Jean Humez, 586-596. Thousand Oaks: 
Sage Publications, 2003. 

Brodkins, Karen. "How Did Jews Become White Folks?" In Race, by Steven Gregory and Roger 
Sanjek. Rutgers University Press, 1994. 

Caldeira, Teresa P.R. City of Wall: Crime, Segregation, and Citizenship in Sao Paulo. Berkley: 
University of Califrnia Press, 2000. 



194 
 

Callard, Judith. Images of America: Germantown, Mount Airy, and Chestnut Hill. Charlotte, SC: 
Arcadia Publishing, 2000. 

CBS_News. CBS News In Depth. July 18, 2007. http://www.cbc.ca/news/background/oil/ 
(accessed June 15, 2011). 

Chong, Kelly H. "What it Means to be Christian: The Role of Religion in the Construction of 
Ethnic Identity and Boundary among Second Generation Korean Americans." In Life in 
America: Identity and Everyday Experience, by Lee Baker, 87-105. Malden, MA: 
Blackwell Publishing, 2004. 

Coleman, James S., and Thomas Hoffer. Public and Private High Schools: Their Impact on 
Communities. New York: Basic Books, 1987. 

Coleman, James S., Thomas Hoffer, and Sally Kilgore. Public and Private Schools: An Analysis 
of Public School and Beyond. Washington D.C.: National Center for Educational 
Statistics, 1981. 

Community College of Philadelphia. "Pathways - The Magazine of Community College." Law 
and Society: William T. Coleman Jr.'s Lifelong Dedication. 
http://www.ccp.edu/site/news_room/pathways_magazine/pathways_summer08/law_socie
ty.html (accessed 2011). 

Contosta, David R. Suburb in the City: Chestnut Hill, Philadelphia, 1850-1990 (Urban Life & 
Urban Landscapes). Ohio State Press, 1995. 

Contosta, David R., and E. Digby Batzell. A Philadelphia Family: The Houston and Woodwards 
of Chestnut Hill. Philadelphia: University of Pennsylvania Press, 1992. 

Countryman, Matthew J. Up South: Civil Rights and Black Power in Philadelphia. Phladelphia: 
University of Pennsylvania Press, 2005. 

Cruikshank, Barbara. The Will to Empower: Democratic Citizens and Other Subjects. Ithaca, 
NY: CornellUniversity Press, 1999. 

Davis, Dana-Ain. "Manufacturing Mammies: The Burdens of Service Work and Welfare Reform 
among Battered Black Women." Anthropoligica 46, no. 2 (2004): 273-288. 

Dorman, Dana. "Philadelphia's African American Heritage." Preservation Alliance. September 3, 
2009. http://www.preservationalliance.com/files/HCSAfricanAmericanHeritage.pdf 
(accessed June 24, 2010). 

Doukas, Dimitra. Worked Over: The Corporate Sabotage of an American Community. Ithaca, 
NY: Cornell University Press, 2003. 

Du Bois, W.E. B. "The Black Codes." In Race, Class, and Gender in the United States, by Paula 
Rothenberg, 474-481. New York, NY: Worth Publishers, 2004. 



195 
 

DuBois, W. E. B. Philadelphia Negro. New York: Schocken Books, 1967. 

Dudley, Kathryn Marie. The End of the Line: Jobs, New Lives in Postindustrial America. 
Chicago: University of Chicago Press, 1994. 

Edin, Pactricia, and Laura Lein. Making Ends Meet: How Single Mothers Survive Welfare and 
Low-Wage Work. New York: Sage Foundation, 1997. 

Ehrenreich, Barbara. Bait and Switch: the (Futile) Pursuit of the American Dream. 1st Edition. 
Holt Paperback, 2006. 

Ehrensal, Kenneth N. "From Teachers to Professors: A Tale of Identties, Ideologies, Change, 
Conflict, and lots of other Good Organizational 'Stuff'." Tamara Journal 7, no. 7.1 
(2008): 54-66. 

Ehrensal, Kenneth N. "Training Capitalism's Foot Soldiers: the Hidden Curriculum of 
Undergraduate Business Education." In The Hidden Curriculun in Higher Education, by 
Eric Margolis. NY: Routledge, 2001. 

Ferguson, James. "The Anti-Politics Machine." The Ecologist, September/October 1994: 176-
181. 

Ferman, Barbara, and Patrick Kaylor. "The Role of Institutions in Community Building: the Case 
of West Mount Airy, Philadelphia." In Nonprofits in Urban America, by Richard C. Hula 
and Cynthia Jackson-Elmoore, 93-120. West Port, Connecticut: Quorum Books, 2000. 

Ferman, Barbara, Theresa Singleton, and Don DeMarco. "Racial Integration in West Mount 
Airy." City-scape 4, no. 12 (1998). 

Flaim, Paul O. "Population Changes, the Baby Boomers, and the Unemployment Rate." Mothly 
Labor Review Online 113, no. 8 (August 1990): 
http://www.bls.gov/opub/mlr/1990/08/art1exc.htm. 

Foucault, Michel. "February 2, 1983: First Hour." In The Government of Self and Others: 
Lectures at the College of France 1982-1983, by Michel Foucault, edited by Arnold I. 
Davidson, translated by Graham Burchell, 149-172. New York: Palgrave Macmillan, 
2010. 

Foucault, Michel. "Illegalities and Delinquency." In The Foucault Reader, by Michel Foucault, 
edited by Paul Rabinow, 226-233. New York: Vintage Books, 2010. 

Foucault, Michel. "Truth and Juridical Forms." In Power, by Michel Foucault, edited by James 
D. Faubion, translated by Robert Hurley and et al, 1-90. New York: The New Press, 
1994. 

Fraser, Jill Andresky. White Collar Sweatshops: The Deterioration of Work and Its Reward in 
Corporate America. New York: W. W. Norton & Company, 2001. 



196 
 

Fulcher, James. Capitalism: A Very Short Introduction. Oxford University Press, 2004. 

Garcia-Castro, Robero, Miguel A. Arino, and Miguel A. Canela. "Does Social Performance 
Really Lead to Financial Performance? Accounting for Endogeneity." Journal of 
Business Ethics 92, no. 1 (2009): 107-126. 

Gilbert, Melissa. "Race, Space, and Power: The Survival Strategies of Working Poor Women." 
Annuals of the AMerican Association of Geographers 88, no. 4 (1998): 595-621. 

Goldstein, Donna. "Microenterprise Trainng Programs, Neoliberal Common Sense, and the 
Discourses of Self-Esteem." In The New Poverty Studies: The Ethnography of Power, 
Politics, and Impoverished People in America, by Judith Goode and Jeff Maskovsky, 
236-272. New York: New York University Publishing, 2001. 

Goldstein, Ira. The Wrong side of the Tracts: A Study of Residential Segregation of Philadelphia. 
Temple University: Disseration for PhD in History, 1985. 

Goode, Judith. "From New Deal to Bad Deal." In Western Welfare in Decline: GLobalization 
and Women's Poverty, by Catherine Kingfisher. Philadelphia: University of Pennsylvania 
Press, 2002. 

Goode, Judith. "The Contingent Constructon of Local Identitie: Koreans and Puerto Ricansin 
Philadelphia." Identities, 1998: 33-62. 

Goode, Judith, and Jo Anne Schneider. Reshaping Ethnic and Racial Relations in Philadelphia. 
Philadelphia: Temple University Press, 1994. 

—. Reshaping Ethnic and Racial Relations in Philadelphia: Immigrants in a Divided City. 
Philadelphia: Temple University Press, 1994. 

Goode, Judth, and Jeff Maskovsky. New Poverty Studies. Edited by Judth Goode and Jeff 
Maskovsky. New York: New York University Press, 2001. 

Gregg, Robert. Sparks from the Anvil of Oppression. Philadelphia: Temple University Press, 
1993. 

Gregory, Steven. Black Corona: Race and Politics of Place in an Urban Community. Princeton, 
NJ: Princeton University Press, 1998. 

Gregory, Steven. "The Changing Significance of Race anf Class in an African American 
Community." In Theorizing the City: the New Urban Anthropology Reader, by Setha 
Low Low, 37-66. New Brunswick, New Jersey: Rutgers University Press, 2002. 

Haines III, Victor, Patrice Jalette, and Karine Larose. "The Influences of Human Resource 
Mangement on Practices on Employee Voluntary Turnover Rates in Canadian Non-
Governmental Sector." Industrial & Labor Relations Review 63, no. 2 (January 2010): 
228-246. 



197 
 

Hartigan, John. Racial Situations: Class Predicaments of Whiteness in Detroit. Princeton, NJ: 
Princeton Universty Press, 1999. 

Harvey, David. 22nd Annual Public Lecture Series. University of Pennsylvania, 2006. 

—. A Brief History of Neoliberalism. New York: Oxford University Press, 2005. 

Hays, Sharon. Flat Broke. New York, 2003. 

Henrici, Jane ed. Doing Without Women and Work after Welfare Reform. Tucson: University of 
Arizona Press, 2006. 

Hochschild, Arlie Russell. The Second Shift. Reissued 2003. Penguin Books, 1989. 

Hyatt, Susan Brin. "From Citizen to Volunteer: Neoliberal Goverance and the Erasure od 
Poverty." In New Poverty Studies: Power, Politics, and Impoverished People in the U.S., 
by Judith Goode and Jeff Maskovsky, 201-235. New York: New York University Press, 
2001. 

Hyatt, Susan Brin. "Poverty in the Post-Welfare Landscape: Tenant Management Policies, Self 
Governance, and the Democratization of Knowledge in Great Britain." 1997: 217-238. 

Hyatt, Susan Brin. "Writing against Gobalization." Anthropology Quarterly 75, no. 1 (2001): 
205-212. 

Jackson, John L. "Birthdays, Basketball, and Breaking Bread: Negotiating with CLass in 
Contemporary Black America." In Life in America: Identity and Everyday Experience, by 
Lee Baker, 267-290. Malden, MA: Blackwell Publishing Ltd., 2004. 

Jarvis, Elizabeth Farmer. Chestnut Hil Revisited. Portsmouth: Arcadia Publishing, 2004. 

Jhally, Sut. "Image-Based Culture." In Gender, Race, and CLass in Media, by Gail Dines and 
Jean M Humez, 249-257. Thousand Oaks: Sage Publications, 2003. 

Johnson, Janice. Separatng Policy Hopes from Policy Realities: an Examination of the Inner 
Workings of Welfare-to-Work Training Programs and Their Impact on Recipients' 
Employment Outcomes. PhD Dissertation in Sociology: Temple University, 2005. 

Jurik, Nancy C. "Microenterprise Development, Reform, and New Privatization." In The 
Promise of Welform Reform, by Keith Kilty and Segal Elizabeth A., 121-132. New York : 
The Haworth Press, 2006. 

Katz, Michael B. "Race, Poverty, and Welfare: Du Bois' Legacy for Policy." Annals AAPSS, 
March 2000: 111-127. 

—. Improving Poor People: the Welfare State, the 'Underclass,' and Urban Schools as History. 
Princeton: Princeton University Press, 1995. 



198 
 

Kingfisher, Catherine. Western Welfare in Decline: Globalization and Women's Poverty. 
Philadelphia: University of Pennsylvania Press, 2002. 

KRA Corporation. About: National and International Labor Clients. 
http://www.kra.com/about/national-international-labor-clients#employment_training 
(accessed June 25, 2011). 

—. KRA. 2011. http://www.kra.com/ (accessed June 23, 2011). 

Lipsky, Michael. Street-Level Bureaucracy: Dilemmas of the Individual in Public Services. New 
York: Sage Foundation, 1980. 

Low, Setha M. "Spatializing Culture: The Social Production and Social Construction of Public 
SPaces in Costa Rica." In Theorizng the City: the New Urban Anthropology Reader, by 
Setha M. Low, edited by Setha M. Low, 111 - 137. New Brunswick, New Jersey: Rutgers 
University Press, 2002. 

—. Theorizing the City: the New Urban Anthropology Reader. New Bruswick: Rutgers 
University Press, 2002. 

Lule, Jack. "News as Myth Daily News and Eternal Stories." In Media Anthropology, by Eric W. 
Rothenbuhler and Mihal Coman, 101-110. Thousand Oaks: Sage Publications, Inc., 2005. 

Lyon-Callo, Vincent. "Homelessness, Employment, and Structural Violence: Exploring 
Constraints on Collective Mobilization aainst Systemic Inequalty." In The New Poverty 
Studies, by Judith Goode and Jeff Maskovsky, 293-320. New York: New York Universt 
Press, 2001. 

Maiken, Scott. So Comfortable an Existence: Welfare Administration and the Poor of 
Germantown, 1809-1840. MA Thesis: Temple University, 1999. 

Means Coleman, Robins R. "Black Sitcom Protrayals." In Gender, Race, and Class in Media, by 
Gail Dines and Jean M. Humez, 79-88. Thousand Oaks: Sage Publications, 2003. 

Mezzacappa, Dale. "Brown of the North." The Notebook: An Independent Voice for Parents, 
Educators, Students, and Friends of Philadelphia Public Schools , 2008, Winter ed. 

Mol, Hans. Identity and the Sacred: A Sketch for a New Social-Scientific Theory of Religion . 
New York: Free Press, 1976. 

Morgen, Sandra, and Jill Weigt. "Poor Women, Fair Work, and Welfare-to-Work that Works." In 
The New Poverty Studies, by Judith Goode and Jeff Maskovsky, 152-178. New York: 
New York University Press, 2001. 

Morgen, Sandra, Joan Acker, and Jill Weigt. Streched Thin: Poor Families, Welfare Work, and 
Welfare Reform. Ilr Pr, 2010. 



199 
 

NACCRRA and State of Pennslyvania. "2011 Child Care in the State of Pennsylvania." National 
Association of Child Care Resource and Referral Agency. March 2011. 
http://www.naccrra.org/publications/naccrra-publications/publications/SFS-
Pennsylvania.pdf. 

Nancy, Naples. Grassroots Warriors: Activist mothering, Community Work, and the War on 
Poverty. New York: Routledge, 1998. 

Neubeck, Kenneth J., and Noel A. Cazenave. Welfare Racism: Playing the Race Card Against 
America's Poor. New York: Routledge, 2001. 

New York Times. Class Matters. New York: Henry Holt and Company, LLC, 2005. 

Nuestra Comunitad. Produced by All Regions NTSC/ New South Productions. 2001. 

O'Connor, Alice. Poverty Knowledge: Social Science, Social Policy, and the Poor in the 
twentieth CenturyUS History. Princeton, New Jersey: Princeton University Press, 2001. 

Ong, Aihwa. Spirits of Resistance and Capitalist Discipline. New York: State of New York 
University Press, 1987. 

Paley, Julia. Marketing Democracy: Power and Social Movement in Post-Dictatorship Chile. 
Berkley and Los Angeles: University of California Press, 2001. 

—. Marketing Democracy: Power and Social Movements in Post-Dictatorship Chile. Berkley 
and Los Angeles: Universty of California Press, 2001. 

Peck, Jamie. Welfare States. New York: Guilford Press, 2001. 

Peck, Jamie, Nik Theodore, and Kevin Ward. "Constructing Markets for Temporary Labour: 
Employment Liberalization and the International Staffing Industry." Global Networks 5, 
no. 1 (2005): 3-26. 

Peck, Laura, and Sarah Gershon. "Welfare Reform and the American Dream." In The Promise of 
Welfare Reform, by Keith M. Kilty and Elizabeth A. Segal, 97-108. New York: The 
Haworth Press, 2006. 

Peet, Richard and Elaine Hardwick. Theories of Development: Contentions, Argument, 
Alternatves. 2nd Edition. Guilford Press, 2009. 

Pennsylvania State Historical and Museum Comission PHMC. Desegregation of Pennsylvanis 
Schools. 
http://www.portal.state.pa.us/portal/server.pt/community/change/18093/school_desegreg
ation/690039. 

Pennsylvania State Legislature . Independence to Civil War: 1776-1861. 1996. 
http://www.legis.state.pa.us/wu01/vc/visitor_info/pa_history/III.htm. 



200 
 

Piven, Frances Fox, and Richard Cloward. Regulating the Poor: the Functions of Public Welfare. 
Vintage Books, 1993 (1971). 

Power, Michael. The Audit Society: Rituals of Verification. New York: Oxford University Press, 
1997. 

Reisch, Michael. "Welfare Reform anf the Transformation of the U.S. Welfare State." In THe 
Promise of Welfare Reform, by Keith M. Kiltty and Elizabeth A. Segal, 69-80. Bingham, 
NY: The Haworth Press, Inc., 2006. 

Ritzer, George. The McDonaldization of Society. 5th Edition. Pine Forge Press, 2007. 

Roediger, David R. The Wages of Whiteness:Race and the Making of the American Working 
Class. New York, NY: Verso, 1999. 

Rothenberg, Paula S. "How It Happened: Race and Gender Issues in the U.S. Law." In Race, 
Class, and Gender in the United States: an Integrated Study, by Paula S. Rothenberg, 
435-443. New York, NY: Worth Publishing, 2004. 

Rothenberg, Paula, and et. al. "The Economics of Race, Class, and Gender in the United States." 
In Race, Class, nd, Gender in the United States: an Integrated Study, by Paula 
Rohenberg, 273-332. New York: Worth Publishers, 2004. 

Rothenbuhler, Eric. "The Church of the Cult of the Individual." In Media Anthropology, by Eric 
Rothenbuhler and Mihai Coman, 91-100. Thousand Oaks: Sage Publications, 2005. 

Royed, Terry, and Stephen Borrelli. "Political Parties and Public Policy: Social Welfare Policies 
from Carter to Bush." Politity 29, no. 4 (Summer 1997): 539-563. 

Ryan, William. Blame the Victim. 1971. 

Shore, Chris, and Susan Wright. "Coercive Accountability ." In Audit Cultures: Anthropolical 
Studies in Accountability, Ethics, and the Academy, by Marilyn Strathern, 57-89. New 
York: Routledge, 2000. 

Shuey, Karen. "Temple University News Communication." Temples Center Serves as Model for 
Welfare-to-Work System. February 27, 2007. 
http://www.temple.edu/newsroom/2006_2007/02/stories/earncenter.htm (accessed May 
16th, 2009). 

Smith, Michael Peter. "Power in Place: Retheorizing the Local and the Global." In 
Understanding the City, by John Eades and CHristopher Mele, 109-129. Blackwell 
Publishers Ltd., 2002. 

Stack, Carol. All Our Kin. New York: Rowe and Harper, 1974. 

—. Call to Home: African Americans Reclaim the Rural South. New York: Basic Books, 1996. 



201 
 

Steger, Manfred B. Globalization: A Very Short Introduction. 2nd Edition. Oxford University 
Press, 2009. 

Steinberg, Stephen. The Ethnic Myth: Race, Ethnicity, and Class in America. New York: 
Atheneum, 1981. 

Steuerle, C. Eugene, and Gordon Mermin. Devolution as Seen from Budget. Washington D.C.: 
The Urban Institute, 1997. 

Strathern, Marilyn, ed. Audit Cultures: Anthropologcal Studies of accountabiity,ethics, and the 
Academy. New York: Routledge, 2000. 

Sullivan, Mercer L. Getting Paid: Youth Crime and Work in the Inner City. Ithaca, New York: 
Cornell University Press, 1989. 

The Pew Charitable Trust. Tracking the Poor and the Near Poor. April 9, 2011. 
http://www.pewtrusts.org/our_work_report_detail.aspx?id=329110 (accessed August 5, 
2011). 

The Sociology of Crime and Deviance. Produced by Films for the Humanities and Sciences. 
2009. 

The United States Department of Labor. Local Are Unemployment Statistic Map. 2008-2010. 
http://data.bls.gov/map/MapToolServlet?survey=la&map=county&seasonal=u (accessed 
August 5, 2011). 

U.S. Census Bureau: State and County Quick Facts. http://quickfacts.census.gov/qfd/index.html. 

University of North Carolina Charlotte. "The History of Social Work." Library of University of 
North Carolina at Chapel Hill. library.uncc.edu/files/4/sowk/word/History.doc (accessed 
June 8th, 2011). 

Urban Dictionary. Dogtown. http://www.urbandictionary.com/define.php?term=dogtown 
(accessed June 26, 2010). 

USDA. "Nation School Lunch Program." 2009-2010. 
http://www.fns.usda.gov/cnd/lunch/aboutlunch/NSLPFactSheet.pdf. 

Waldinger, Roger, and Michael I. Lichter. How the Other Half Works: Immigration and the 
Social Organization of Labor. Waldinger, Roger and Michael I. Lichter. 2003. How the 
Other Half Works:Berkley and Los Angeles: University of Californis Press, 2003. 

Washington Business Journal. "Washington Business Journal." The Business Journal Digital 
Network. August 25, 1997. 
http://www.bizjournals.com/washington/stories/1997/08/25/daily2.html (accessed June 
25, 2011). 

Watson, James. Golden Arches East. Stanford University Press, 1998. 



202 
 

Weber, Max. THe Sociology of religion. Boston: Beacon Press, 1963. 

William, Gertrude, and Jo Ann Ooiman Robinson. Education As My Agenda. New York: 
Palgrave Macmillian, 2005. 

Yergin, Daniel. The Prize: The Epic Quest for Oil, Money, and Power. New York: Simon and 
Shuster, 2008. 

Zucchino, David. Myth ofthe Welfare Queen. Berkley: University of California Press, 1997. 

 
 



203 
 

APPENDIX 

Appendix Figure 1: Press Release announcing new workfare centers. To protect the rights and privacy of 
the organization and the persons  researched for this study, all materials in this appendix have had the 
pseudonym of Lydecker substituted or the real name of the corporation whited out. 
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Appendix Figure 2: BROCHURE for the EARN Center.  
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Appendix Figure 3: University Course Schedule This course schedule is an example of the type of subjects and 
skills offered at the Center. The courses were a combination of lecture and motivational sessions as discussed in the 
text, but the Center also offered self-directed course, such as typing. Using computer based programs, clients 
practiced while staff supervised. 
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Appendix Figure 4: A Workfare Christmas Carol: For Christmas of 2008, the Center ran two contests for clients. 
The first was an essay contest with a $500 toy spree, donated by a local franchise of a national toy store chain. For a 
$250 spree, this Workfare Christmas represents the second contest, where clients personalized carols to keep the 
client base 
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Appendix Figure 5 Samples of Reading Competency Test 
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Appendix Figure 1: Sample Pages from Reading Module 
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