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ABSTRACT OF DISSERTATION
WORKFORCE INVESTMENT ACT OF 1998: ONE STATE'S APPROH TO A

WORKFORCE DEVELOPMENT PARTNERSHIP

The purpose of this qualitative case study wasdldoThe first purpose was to
describe what influence the implementation of therkibrce Investment Act of 1998
(WIA) had on three workforce development partnersapi®yment services, economic
development, and community college system. Therskwa@s to describe the process
utilized that created the workforce developmentrgaship.

The state studied was implementing both federalséaig workforce legislation
with a priority on training and education to mdet heeds of business, which was
defined by the participants as workforce developimEme state was experiencing a lack
of workforce with knowledge in technical skills mieel for a booming economy mineral
extraction industry. Further, there was a natunaltsge of workers due to declining K-
12 school enrollments and a higher than nationatage early baby boomer population.

There were two incentive education programs irfiflds of nursing (2003) and
education (2005) with loan payment forgiveness pfan meeting employment criteria at
a qualified state institution. There was also astate postsecondary education
scholarship endowment program (2005) for traditi@tadents who graduated from a

state high school or were residents and met othi&ifging criteria.



In Fall 2002, a state level workforce developmeasviormed by administrative
staff members from employment services, economeldpment, and community
college system. The two main reasons for creatirgotairtnership were to create a
method for regular communication among the thremeigs and to support businesses
with their workforce training needs.

There are four terms—cooperation, coordinationabalration, and integration—
associated with partnerships with incentives anddya linked to each type based on (a)
public and private sector policies and programpjdlb seekers with the opportunity for a
sustainable livelihood, and (c) businesses acheseenplary goals.

There are three areas of recommended researcliir3ths to continue
examination of incentives and barriers of the fpatnership types. The second is to
conduct of survey of businesses’ perspective ofiglydunded workforce training. The
third is to investigate community college fundingatels that are oriented to compressed

class schedules to meet the workforce training sieétusinesses.

Vida D. Wilkinson
School of Education
Colorado State University
Fort Collins, CO 80523
Summer 2008
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CHAPTER 1: INTRODUCTION

Congress has often responded to new problems withpnograms rather than

incorporate new purposes into old programs; thiddéacy in turn has generated a

proliferation of job training programs with rougttlye same goal — the

enhancement of employment — for different groupth warying barriers to

employment. (Grubb, 1996a, p. 14)

An escalating situation of more and more workfdraeeing and education
programs reached its pinnacle in February 1995nwéstimony presented by Clarence
C. Crawford, Associate Director of Education andgtoyment Issues for the Health,
Education and Human Services Division of Departne¢itealth and Human Services,
disclosed that there were 163 federal training g distributed among 15 federal
agencies with a combined budget of over $20 bil{ldrs. General Accounting Office,
1995). Despite the sheer volume of programs andrdatpent on these programs, there
was very little evidence that the desired outcoifgetping people find employment was
being accomplished. The testimony that Mr. Crawfietvered to the subcommittee on
Postsecondary Education, Training and Lifelong heey and the committee on
Economic and Educational Opportunities, House gfrBgentatives, was the beginning
of a major overhaul of an admittedly inefficienstgm laden with multiple program
overlap.

Another major criticism of those providing workfertraining and education
services was the high level of confusion by jolkeeeand businesses on how and where

to access programs. The National Governor’'s Astionidad found that less than one in

four states administered major economic developredtob training programs through



the same state agency (U.S. General Accounting®ffi995). Therefore, linkages
between economic development activities and empéoyriraining programs seldom
occurred. Additionally, another matter that was lmging addressed was the governance
or accountability relationships with other fedeydlinded programs and multiple
narrowly focused laws that dominated the determonatf what services would be
provided to whom (Wills, 1995).

Background
Previous Workforce Legislation

There are several early accounts of legislatiohitifeuenced how the states in
the United States managed issues relating to war&feducation and employment
opportunities. The listing of legislative acts meted in this paper does not represent an
exhaustive list of all those that have providedding for services related to workforce
training and education. However, they do repre@ntnost instrumental legislation with
respect to the types of training offered, trainimgviders, and clientele.

The Smith-Hughes Act of 1917 represents the beggaf a vocational education
funding system for promoting a skilled workforce giker & Foster-Bey, 2004). At the
inception of this Act, vocational education referte instructional programs in
agriculture, trade and industries, and home ecot®(ffianner & Tanner, 1995).
Accordingly, this Act was advocated by public ediara agriculture, and industrial
lobbyists who convinced Congress to use federalsdar vocational preparation (Wills,
1995). It also established the Federal Board farational Education, which provided
oversight to assure that the funding was for tlees®ndary education purposes that were

deemed useful for employment at the time and iredualyriculture, trade, industrial arts,



and home economics. A result of this structure thasvocational programs and regular
high school programs were governed separately ehen located in the same building
(Gray & Herr, 1998).

The Wagner-Peyser Act of 1933 established a natamsystem of public
employment offices, known as Employment Service) (P&vious to this legislation,
there was no consistency among states that hadfiESsan their local areas, but through
the use of federal monies raised from employergbtaxes, a unified nationwide
system was developed (O’Leary & Straits, 2000). if&sion of all of the ES offices
was to assist job seekers in finding jobs, empleyefinding qualified workers and, in
some areas, to provide job training and related®s. For purposes of this study, ES
will be referred generically as employment servitesvever, many states have adapted
specific agency names and organizational structheggeflect the services they offer.

Legislation in the early 1960s created changdm®tb of these acts. The
Manpower Development and Training Act of 1962 (MDTexpanded the responsibility
of the Wagner-Peyser funded ES to determine ti@nganeeds of unemployed youth
and adults. Further, they were mandated to coaelindh a state-recognized vocational
education agency to ensure that training took pledéls, 1995). The Vocational
Education Act of 1963 expanded the Smith-Hughedihgto include occupations that
were in demand and augmented funding to communpitgges (Cohen & Brawer, 2003).

About a decade later, the Comprehensive Employ@ea{Training Act of 1973
(CETA) consolidated MDTA with the independent vacaal programs. This also
expanded people who were served to include ecomtipngisadvantaged, unemployed,

or underemployed. Funding was administered thrdugtk grants at both the state and



local levels to support public and private jobrirag and youth programs that included
Job Corps and Summer Youth Employment. According/iits (1995), this Act made no
provisions for the specific roles of the federédts, and local governments and did not
distinguish the responsibilities of K-12 and postselary education. Dominant decision
making was at the local level regarding the typ&ahing offered, the training

providers, and the clientele (Grubb, 1996a). Altlilothe consolidation efforts of this Act
were well intended, the lack of clear authority méar confusion and CETA lasted less
than a decade. However, a feature that did suwasethe introduction of a decentralized
service delivery model (Walker & Foster-Bey, 2004).

In 1982, the Job Training Partnership Act (JTPA)aeed CETA and for the first
time amended the strict administrative role heldigyU.S. Employment Service over
the state agencies, which had been granted in tgn&/-Peyser Act. Governors now
had oversight authority for the workforce prograsetivered in their states (Wills, 1995).
Further, the business community was given a vdicaugh the mandated Private
Industry Council, whose membership included privateloyers, to provide policy
direction and oversee the administration of JTPAIf&r & Foster-Bey, 2004). Another
major change was that previous employment and moGdtrelated acts focused on types
of services delivered; JTPA changed this emphagsdgram outcomes.

As with previous job training programs, those sdriog JTPA included the
economically disadvantaged and youth. There weie @ograms for special populations
such as older workers, migrants, and Native Amasc®verall, the concentrated effort
of JTPA was to primarily focus services for welfageipients who could receive services

through any of the programs. However, this woultlbethe only job training program



to target welfare recipients due to the Job Opmaras and Basic Skills Training (JOBS)
legislation that passed in 1988 and required atestto create another funding stream for
this group (Grubb, 1996a). Over time a number bépjob training programs were
funded to provide services for various target geomgluding: women, minorities,
homeless, veterans, disabled, and disabled veterar@sne a few. Further, members of
these targeted groups could be eligible to recegveices from more than one
government agency.
Devolution Versus WIA Mandates

Individuals within some of these target groups tredattention of the 164
Congress which started its session in January W@®5an agenda that included strict
federal policy reductions in spending, taxes, paotg, and influence (Conlan, 1998).

Devolution revolution

The impetus of this federalism reform is known agalution or the transfer of
power from the federal government to state and lpacgernments. The belief system that
drives the shifting of policy authority from thedieral to the state level (first order
devolution) and then the local level (second odmolution) is that the determination of
how services are delivered in a particular ardeest made by those who understand the
needs of their service area (Eberts & Erickcek,2200his rationale was partially utilized
in two pieces of legislation passed in the latedf bf the 1990s and resulted in a climate
of mixed devolutionary control with flexible fundjrstructures at the state level and
restrictive timelines on employment support atféderal level.

According to Conlan (1998) and Soss, Schram, Vatamand O’Brien (2001),

the efforts of the 10%Congress were zealous and did not result in thgttaafter



‘devolution revolution’ or the liberation of stattem stringent federal rules.
Nevertheless, a degree of devolution was evidetitarpassage of the landmark welfare
reform bill, the Personal Responsibility and WonpOrtunity Reconciliation Act of
1996 (PRWORA) (O’Shea & King, 2001). The policyustiure of this act provided states
with new flexibility regarding welfare eligibilityfunding, and services; however, there
were additional stringent federal mandates govertength of support, job target
timelines, and child support enforcement (Conlan).

Devolution and WIA

In 1997 the Committee on Labor and Human Resowaeducted a series of
meetings to examine vocational education prograhglt education measures, and job
training effectiveness (S. Rep. No. 105-109, 19Bifdings from these hearings
contributed to the passage of the Workforce Investract of 1998 (WIA) on August 7,
1998 (H.R. Res. 1385, 1998). The result was theesaimed devolution control that
comprised PRWORA two years earlier (Eberts & Eratk2002; O’Leary, Straits, &
Wandner, 2004). States were given increased atylaond responsibility for planning
and resource allocation of workforce funding; hoarestrict federal mandates demanded
a “work-first” approach to delivery of services (g, 1999). Currently, both the PWORA
and the WIA influence the organizational structof¢he workforce development system
at the state and local levels (Melendez, 2004).

In particular, the purpose of WIA Title | was tooprde for workforce investment
activities through statewide and local workforce@lepment systems designed to
increase the employment, retention, earnings, andpational skill attainment of

participants (Brustein & Knight, 1999). The int@iftthis new model was to create an



accessible system that would match the needs afidases with the skills training
provided to job seekers through a “One-Stop” deliveethod for the implementation
and management of workforce training programs (H#%-659, 1998). As stated in the
WIA legislation, the act makes provisions “to coliate, coordinate, and improve
employment, training, literacy, and vocational f@htation programs in the United
States, and for other purposes” (U.S. Departmehabbr, 1998b, p.1).

WIA mandates

WIA mandated a process to implement and to ovedseeStop Centers in each
state (H.R. 1385, 1998). These centers are ofteeritbed as being the heart of WIA to
facilitate the core employment and training sersitethe specifically targeted job
seekers: adults, dislocated workers, and youth.idded is a user-friendly career
development system that uses skill level assessn@match job seekers to appropriate
employment, education, and training opportunitissinesses, defined by WIA as
organizations that need employment-related serggel as hiring or training, are
responsible for providing One-Stop Centers thédrnjacancy announcements as well as
the current and future skills needed by their worké.

Governors were mandated to have their WIA systeplamented no later than
July 1, 2000, including a five-year statewide ggat plan that outlined their workforce
development activities submitted to the U.S. Secyetf Labor. The plan was developed
with the guidance of a state workforce investmerartd (SWIB) established under the
direction of the governor. In accordance with theAWSWIB members shall include the
governor, two members of each chamber of the Egtslature, and various other

representatives as appointed by the governor. Tderity of those appointed must be



representatives of business and should includeegmneurs, chief executive or
operating officers, and those who reflect majorkfance sectors from various locations
in the state. Other members who may be appointedldHtoe in a policymaking position
and represent chief local elected officials, labixanizations, youth programs, experts in
delivery methodologies for workforce training ardiieation, economic development,
and others as deemed appropriate by the governor.

Currently, the WIA has been established in alk&Qes, the District of Columbia
and five U.S. insular areas. A Congressional hgasias held to review and examine the
strengths and challenges of early WIA implementaéfiorts in selected states and
regions (Implementation of the Workforce Investmaat, 2002). Overarching themes in
the challenge section of the report included a $amuthe ability of the workforce
investment system to encourage, increase, or expamaerships with businesses and
workforce training and education providers.

Devolution and partnerships

Gais, Nathan, Lurie, and Kaplan (2000) suggestwinan decision-making is
moved to state and local levels, an informationfitbstructure needs to be developed that
will establish a communication system among athefparties affected by devolution.
Further, there needs to be predictability and Btalof governance at the state level.
Kelleher and Yackee (2004) conducted an empirtcalysof devolution’s policy impact
on PRWORA for counties in North Carolina and fouinat the localized government
agencies often experienced a period of politichlegwal along with the dynamics
associated with organizational change. Based arfitiding, state and local workforce

development systems that were implemented under Mgilation have experienced



their own unique systemic model of change base¢hdous workforce programs that
have been introduced over the past century. Adtitlg, federal mandates that tightly
constrain job entry time limits for PRWORA clierasd employment services for WIA
participants suggest a need for an efficient systapproach among agencies and
businesses that are impacted by these legislativegs. WIA Title | demands an
increase in workforce investment activities to ilweoprograms run by various agencies
that are mandated to partner and, therefore, redevielop strategies on how to
effectively partner.

WIA mandated programs

WIA made a distinction between two types of patneandated and non-
mandated. Mandated partners include federal trgipingrams authorized within the
following legislation: WIA, Wagner-Peyser Act, Vdaamal Rehabilitation Act, Welfare-
to-Work, Title V of the Older Americans Act, posteadary education under the Perkins
Act, veterans employment services, unemploymentemsation laws, and Community
Service Block Grants. The mandated programs argrestjto have a Memorandum of
Understanding (MOU) with the One-Stop Center; hasvethey are not mandated to be
physically located at the center.

Four case studies, Barnow and King (2003), But22, Ganzglass, Jensen,
Ridley, Simon, and Thompson (2001), and O’'Sheakand (2001), were reviewed that
focused on WIA implementation process and deliargmployment services at both the
state and local levels. Two of the reports (Buc&n@lass, et al.) reviewed sites that
started phases of their WIA implementation protegere the deadline date of July 1,

2000. These included sites that had either subdnatielan or not submitted a plan but



had been experiencing challenges with some featiitbe plan. The other two (Barnow
& King; O’Shea & King) were a mix of early implemtens and those who began the
process as required by law. A key characteristallinof these case studies was the need
for more guidance in partnership formation of worke development programs.

Buck (2002) studied five cities and found theyealtountered a struggle in
managing mandated partnerships through MOUSs, widitimes their respective roles
and contributions. Buck further suggested that lafotollaboration and coordination was
a key point where more effective leadership wouakena difference. Ganzglass, et al.
(2001) assessed WIA implementation methodologidisénstates and stated that one of
the key steps to having a unified workforce develept system was improving
coordinationamong multiple programs. They went on to say ¢inat of the top
challenges to the implementation process was &ble of clear expectations for
collaborationamong multiple partners” (p. 6).

O’Shea and King (2001) examined the implementdgweal of readiness in three
states during Fall 1999. They concluded that thé& diti not sufficiently prepare for the
collaboration proposed, especially regarding:

* Funding the transition to and ongoing support farae collaborative model

of workforce service delivery;

» Addressing the divergent missions of required agior their sensitivity to

target populations, (e.g., vocational rehabilita)jer

* Reducing categorical planning and reporting requi@ets. (O’Shea & King,

p. 20)
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They further stated that these omissions incrdasehallenges to states in
designing a workforce development system, whicliireg collaboration among multiple
business partners, intergovernmental agenciedahod and education organizations.
Barnow and King (2003) studied eight states usifigld network approach that relied
on the research of seven other researchers. Umdysanand synthesis of the four
reports, two partnership issues addressed initheircations for further research section
were: (a) a better understanding is needed on bomcbrporate business linkages in the
system, and (b) how to approach integrating ordioating delivery of services provided
by partners associated with vocational rehabibtatadult education and family literacy,
and postsecondary education and training. Ebed$ackcek (2002) found that
workforce development partnerships can support bbthese issues when businesses are
encouraged to partner with public employment systand develop a workforce for the
local economy. This includes partnering with edigrainstitutions and training
providers located in the community.

Non-mandated partners

The two non-mandated partners are post secondapatdn programs, not
included under the Perkins Act, and representafiges private businesses. The post-
secondary education agencies are most likely contyncolleges that have taken the
lead in providing specialized training for work@ndocal areas (Grubb, 2001b).
Economic development agencies are the typical septatives that establish policies and
programs to provide infrastructure and servicesnisance the business climate in a
community. Eberts and Erickcek (2002) conductedse study on the role of agency

partnerships and one of the significant barrietstbwas the inability of these two non-
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mandated partners to work together. WIA implemeéonagfforts rely on these two
partners as they are instrumental in creating &foore development partnership that
allows for the strategic alignment of businesseasjah seekers in a labor market area.
Definition of Partnership Terms

Common Partnership Terms

Four common terms used to describe a partnerseipaaperation, coordination,
collaboration, and integration. A term search orAWublic law PDF file found that
forms of these terms were used a total of 190 tifoesperation 42, coordination 92,
collaboration 17, integration 39). However, non¢hafse terms were addressed in the
Title I-A WIA definition section. A scholarly litexture review of the terms cooperation,
coordination, and collaboration found they couldobeced on a continuum moving from
low to high in formality (Reilly, 2001). MattessicMurray-Close, and Monsey (2004)
support Reilly’s continuum that cooperation is kb@st formal relationship, coordination
introduces more formal communication strategied, arcollaborative partnership
produces a new, durable structure. Mattessich andl Reilly agree that quite often the
term collaboration is easily interchanged with tiiens cooperation and coordination.

A report by Ragan (2003) showcased locations istafes and their efforts to
integrate human service systems. One of the stdsrled was El Paso County, Colorado,
where they use a continuum to determine the dewsdop of relationships among
programs based on the type of interactions. Thigimoum has six categories ordered

from complete separation of programs to unity aigpams into a new delivery system.
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They are:
Communication— Cooperation— Coordination—
Collaboration— Integration— Consolidation
Ragan found this methodology useful in analyzinggpession of program delivery
systems and subsequently used it for all the ssitsy
Based on the studies by Mattessich et al. (2004gaR (2003), and Reilly (2001),
general meanings for cooperation, coordinatioriaboration, and integration are:
1. Cooperation—informal, unstructured relationships ghare information as
needed
2. Coordination—formal exchange of information andhjactivities to work on
a specific project or task with equal partners
3. Collaboration—partners unite and establish a newctire with a common
mission to support collective goals and determimagreed upon authoritative
system that includes partners sharing resources
4. Integration—partners restructure missions, seryigesyrams, and resources
to provide seamless delivery of services
Agreement of Partnership Term Definitions
As previously stated, mandated program partnersigoe always noted as a
challenge in case study reports (Barnow & King,2@®uck, 2002; Ganzglass, et al.,
2001; O’Shea & King, 2001). The case studies materence to the terms coordination,
collaboration, and integration without providingidé@ions to these partnership terms. To
develop a partnership strategy, agencies needitodgreement of what the terms mean

concerning their role in the partnership. An impattstep is to first create a partnership
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that has the capacity to deliver employment sesvaemandated by WIA legislation.
According to Martinson (1999), a statewide visidraavorkforce development system
refers to an efficient method for both businessekjab seekers to access a wide range of
services that focus on the labor market and redugkdls, the training and education
programs offered, and additional support services.
Purpose of the Study

The purpose of this qualitative case study wasaWofThe first purpose was to
describe what influence the implementation of therkibrce Investment Act (WIA) had
on three workforce development partners—employresentices, economic
development, and community college. The secondiavdescribe the process utilized
that created the workforce development partnership.

Research Questions

The grand tour research question to be addresgédsistudy was:

What process did the agencies describe to crieairegartnership?
The subsequent questions were:

1. What were the methods used in creating this patne?

2. What were the agencies’ visions of the missiorhef\Workforce Investment

Act of 19987
3. What workforce training and education variablesenacluded in the
partnership?
Delimitations
For purposes of this study, WIA youth activitiedl wot be explored due to two

reasons: (a) the type of restrictions placed agnam services for low income youth is
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separate from those for adults, and (b) this waodda@roup was not the workforce
development partnership’s primary objective.
Significance of the Study

The case studies that have been conducted arelimperspective of how WIA
was implemented and the formation of the One-Stept€s. One case study did explore
the role of partnerships in delivering workforcevel®@pment services; however, they did
not go beyond identifying the agencies’ functiorthe partnership (Eberts & Erickcek,
2002).

This case study will undertake an in-depth reseapgtroach and examine a
partnership strategy utilized by three workforcerages that formed a workforce
development partnership. There are three aspeattshils study will explore. First, the
context applied to the four terms most often usediescribe partnerships are
cooperation, coordination, collaboration, and ind¢ign that can respectively be placed
on a continuum from low to high in formality. Theteems are often used
interchangeably and not well defined as in the c8¥IA legislation. Applying the
same definition to two different terms or even miskar definitions to the same term
could potentially lead to confusion and misunderdiiag in a partnership relationship.
Eberts and Erickcek (2002) found that one of tigaificant barriers to developing
partnerships was too narrowly defining the stakeéd of an agency. They did not offer
any guidance on how to provide agencies with degjyato overcome this barrier.

Therefore, the second aspect of this study withibén-depth exploration of

stakeholder relationships at the agency and pattielevels to identify potential
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barriers. The third aspect is the level of stratgd@nning that took place in their
partnership formation.

An in-depth exploration of these three aspectbhénpartnership formation goes
beyond the work of Eberts and Erickcek (2002). Ikentin literature searches of
partnership formation with respect to workforce elepment and WIA, no studies were
found on workforce agency partnership formatiothi context of WIA legislation.

Researcher’s Perspective

| taught for 15 years in various capacities amaiimns. For the first seven years |
taught mathematics at both the middle and secorstdngyol level in two different states.
A third move resulted in a slight change of camsgh when | became employed at a
branch campus of a community college. The firstehyears that | worked there | taught
preparatory classes for students seeking to obiteinGeneral Educational Development
(GED), oversaw remedial level open-entry/open-eaiirses, tutored various levels of
math students, and helped write the annual repodur Adult Basic Education grant.

At the beginning of my fourth year, | became thieetim Director of the Learning
Center for one year. | enjoyed the new challengasdame with this position and
became more involved with various task forces avatds that were related to workforce
training and education in the local community.drtd attending these meetings a year
prior to the August 1998 passage of WIA; howeves,focus was primarily around the
concept of determining a single location for intgkeposes of individuals in need of
employment and training services. It was quite enidhat the move to consolidating
employment services was on the radar screen dbtla¢ agencies that would be

impacted by this legislation.
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The last three years that | was employed at tlaadir campus, | taught GED and
remedial level college courses, developed anduatgd a series of workshops on study
skills strategies, established a career centercantinued serving on workforce task
forces and boards. | observed a great deal of dygste agencies most impacted by
WIA legislation as they tried to figure out themes in providing workforce development
services in the community. This became a frustgagituation for me, since | was of no
help to this group and wanted to be able to couateilnuch more than my knowledge
base allowed me at the time. During this timesbdbund myself less challenged by my
position at the community college. | decided thatas time to attend graduate school
and search for new career opportunities. Interglstias | explored dissertation topics |
found myself returning to what lead me to Color&tate University — workforce
development partnerships. My hope is that my rebeaill offer a flicker of light on the
topic of the impact WIA legislation has had on ages that partner to deliver workforce
development services.

Acronyms

The acronyms used in this study are listed in AgpeA.
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CHAPTER TWO: REVIEW OF THE LITERATURE

The purpose of this review of the literature isléscribe the goals of the
workforce investment activities that are definedhea Workforce Investment Act (WIA)
and the variables that influence a workforce dguelent partnership. The typical
workforce development partners are government eynpbait services, economic
development agencies, and public education (EBeBEsckcek, 2002). The first section
of this chapter is an examination of governmenuduoents and reports of WIA policy
implementation that pertain to workforce trainingatg, services, and providers. The
second section is a review of the literature omaej workforce development as it
relates to the three partner agencies. The thotioseis an overview of why a partnership
strategy is necessary, what it means to partneaarapproach to develop a partnership
strategy. The final section will provide a summ#rat describes the relationship between
WIA workforce investment activities and the parstep of workforce development
agencies.

Sources for this literature review were obtairreaf the following topics: public
policy, economic development, occupational skidgrting, community college, business
management, workforce development, communicatiartnprships, agency
collaboration, welfare, human resource developnaamd,systems theory. Numerous
federal government reports and documents wereusiso in the first section to describe,
through case studies, how legislation is implemeni@e rest of the sources were used

for workforce development and partnership formation
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Workforce Investment Act of 1998
Background

In February 1995, there were 163 federal traipragrams distributed among 15
federal agencies with a combined budget of overt$tion (U.S. General Accounting
Office, 1995). This statistic, provided by the Asiste Director of Education and
Employment Issues for Health, Education and Humemwi&es Division, Clarence C.
Crawford, was not the first testimony delivered atmultiple employment training
programs. In July 1992, there were 125 traininggpams among 14 federal agencies
with a budget of over $16 billion (U.S. General Aooting Office, 1992) and in March
1994, there were 154 training programs among ldrécgencies with a budget of over
$25 billion (U.S. General Accounting Office, 1994he continued proliferation of
training programs and funding did peak in 1995 (W8neral Accounting Office, 1995);
however, it took three more years before the Augud®98 passage of the Workforce
Investment Act of 1998 (WIA) (H.R. 1385, 1998).

The enactment of WIA [PL 105-220] represented tist major reform of the
nation’s job training system in 15 years. At anrelagger scale, the intention of WIA
was the alignment of over six decades of highlycHpefederal job training programs
that were created to respond to a particular conaea specific time (U.S. Department of
Labor, 1998a). WIA was described as both a “mayarieaul” of the nation’s approach
to employment and training and a fundamental dapaftom preceding programs
(Barnow & King, 2003; D’Amico, Kogan, Kreutzer, Wjand, & Baker, 2001).
Therefore, it is not surprising that this legigbatis lengthy and complex, which

necessitated a structure to deal with its details.
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WIA is comprised of five titles intended to delinedéhe operational aspects of the
Act and subsequent amendments that were necessackiieve the mission “to
consolidate, coordinate, and improve employmeainitng , literacy, and vocational
rehabilitation programs in the United States, ardbther purposes” (U.S. Department of
Labor, 1998b, p. 936). The five titles and a bde$cription of each follow:

1. Title I, Workforce Investment Systems, is dividetbi two subtitles or
sections. Section A introduces the workforce investt definitions of those
pertinent terms used throughout the WIA. Sectids ftled Satewide and
Local Workforce Investment Systembich “establishes the purpose, goals,
and operational framework of the proposed systédiSliea & King, 2001, p.
7). This section includes topics related to goveceaeligibility, service
delivery, resource allocation, and accountabilliyese two sections are
commonly identified as Title I-A and Title I-B andll be referred as such for
the remainder of this paper.

2. Title ll, Adult Education and Literacy, reauthorizadult education and
literacy legislation to align within the workforaevestment system.

3. Title lll, Workforce Investment-Related Activitieamends the Wagner-
Peyser Act (Employment Service), stipulates linlsagéh other programs,
and creates a Twenty-First Century Workforce Corsiors

4. Title IV, Rehabilitation Act Amendments of 1998arehorizes rehabilitation
programs to align them to state and local workf@ieas.

5. Title V, General Provisions, includes establishanghority for state unified

plans, receiving incentive grants, and settingsiteon provisions.
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One purpose of this chapter is to examine the égfiof workforce investment
activities as defined in WIA. This will be acconsgiied by reviewing the WIA policy
implications that pertain to workforce training ¢gaervices, job seekers, and training
providers.

WIA Title I-B

Purpose statement

According to Title I-B, the statement of purposa/iA is to:

Provide workforce investment activities, througatstvide and local workforce

investment systems, that increase the employmeteftion, and earnings of

participants, and increase occupational skill attent by participants, and, as a

result, improve the quality of the workforce, redweelfare dependency, and

enhance the productivity and competitiveness ofNagon. (Public Law 105-

220, 1998, p. 11)

WIA'’s purpose clearly indicates that the responigybior workforce investment
activities occur primarily at the state and loeaddls. This shifting of policy and program
responsibility from the federal level to state dochl levels is known as devolution.
O’Shea & King (2001) state that both the PRWORA tredWIA legislation brought
about pronounced shifts from the federal levehwgtate level, first-order devolution,
and then to the local level, second-order devatutvlA further devolved responsibility
from governments to private providers and individy®’'Shea & King). The reasoning
used to support this further shifting of policypeasibility to the local level is based on

the belief that the determination of how servicesdelivered in a particular area is made

by those who best understand the needs of theiiceearea (Eberts & Erickcek, 2002).
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Five goals

The U.S. Department of Labor (1998b) identifiecefgoals as the basis of the
Title I-B legislation and these provide further pog that second-order devolution
guides the development of the structure of WIA. Tite goals are:

1. Training and employment programs must be designddreanaged at the
local level where the needs of businesses andgekess are best understood.

2. Job seekers must be able to conveniently accessripmyment, education,
training, and information services they need ahgls location in their
neighborhoods.

3. Job seekers should have choices in deciding thrertgagprogram that best fits
their needs and the organizations that will provids service. They should
have control over their own career development.

4. Job seekers have a right to information about heW tnaining providers
succeed in preparing people for jobs. Training ess will provide
information on their success rates.

5. Businesses will provide information and leadersing play an active role in
ensuring that the system prepares people for duarehfuture jobs.

These five goals serve as the guiding framewodeteelop workforce investment
activities that best meet the needs of both jokesseand businesses in local areas.
Workforce Investment Boards

Membership

WIA mandated that governors establish a state-lggekforce investment board

(WIB) to help strategize implementation efforts gamdvide on-going policy oversight
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for workforce investment activities. There are falected officials who must be included
as members, including the governor and two reptasees from both houses of the
legislature with exceptions for states that dohate two houses. The majority of
membership (at least 51%) is required to be busireggesentatives and should include:
entrepreneurs, chief executive or operating oficand those who reflect major
workforce sectors in various locations in the st@er members who may be appointed
should be in policymaking positions in the orgatiaas they represent. Their
backgrounds range from chief local elected offgigdbor organizations, youth
government programs, experts in delivery methodekfpr workforce training and
education, economic development, and others asetbappropriate by the governor. If
a state had an established workforce board on Deee8i, 1997, they were given the
option to modify it to comply with WIA standards

Responsibilities

The two primary responsibilities of WIB are the dmpment of the state strategic
plan and the establishment of a sole operatingecéot workforce programs. The initial
five-year strategic plan was due to the U.S. Sacyedf Labor by July 1, 2000. With
respect to workforce investment activities, thenpl@aeded to include the following
descriptive information for the state: (a) needghwegard to current and projected
employment opportunities, by occupation; (b) joblskecessary to obtain such
employment opportunities; (c) skills and econonegaelopment needs; and (d) type and
availability of workforce investment activities.

The initial plans will expire in 2005 and the fita/0 years of the next five year

plan was due on May 31, 2005. Full five-year plaresnot being sought due to
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anticipated reauthorization of WIA. When that tiareives, there are expected changes in
the reauthorization legislation that will impacetstrategic plans and timeframes will
need to be established for the implementation egelchanges.

Another responsibility of a WIB is to determine fbeal workforce investment
areas based on certain criteria. One criteriohasthe designated local areas should be
served by local educational agencies such as postdary educational institutions
and/or area vocational schools. Another is thagatea should be considered a labor
market area as defined by WIA, which is an econaltyientegrated geographic area
where individuals can reside and find employmernhivia reasonable distance or can
readily change employment without changing theacplof residence. Each local
workforce investment area has a board that is apgaby the chief elected official of
the general local government. The majority of baasimbers must be business
representatives and the rest are to representiagehat provide workforce investment
activities.

Role of businesses

The intention of Title I-B, goal 5, is to ensuratlan active relationship with
businesses is incorporated into the workforce itmaeat activities. Dunham, Salzman,
and Koller (2004) suggest that one way businesse$e involved is by becoming a
partner on the WIB and participating in policy gamte and oversight in the local
workforce investment activities. WIA requires a imess majority on WIBs to provide a
predominant voice to those who are potentially gamhire program participants.

Fulfilling the majority requirement can sometimesdhallenging due to time constraints
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of business leaders. Therefore, those businessrieadho desire to serve on the WIB are
encouraged to inform WIB members their wish to benmated.

Another method suggested by Dunham, Salzman, aldrK2004) is through
business partnerships with chambers of commerc®aaedonomic development groups.
Although WIA does not mandate either of these omgions to serve on the WIB, both
usually receive encouragement to join due to tkreawledge of business activity in the
local area. Typically small businesses partner waithmbers of commerce, and chamber
leaders who are also WIB members are able to sertiee voice for this constituency.
Businesses that partner with economic developngema@es provide instrumental
information about the job skills needed in the Idabor market. Leaders of economic
development agencies are then able to presennhthrsnation to the local WIB.
One-Stop Centers

Mission and programs

In accordance with Title I-B, goal 2, one of treykaspects of WIA is “meeting
the needs of businesses for skilled worlerdthe training, education, and employment
needs of individuals” (U.S. Department of Labor98B, p. 3). Additionally, part of the
mission of WIA was to consolidate, coordinate, androve employment and training
programs. To achieve both of these charges, theepbof One-Stop Centers was created
to serve as the sole operating center for accasgaionation about workforce investment
activities. In their final report of an in-depthgkt-state study of implementation of WIA,
Barnow and King (2005) found that it is importamtunderstand that One-Stop Centers

are places of service delivery and not compreherisiations of programs. Table 1 lists
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17 mandatory programs from four federal departméraswere mandated to consolidate
their services through the One-Stop Centers (Uedie@l Accounting Office, 2003).
Table 1

Four Federal Departments with Mandated WIA Programs

Federal Department Mandatory Program
Labor * WIA adult, dislocated worker, and youth
activities
* Employment Services (ES) through Wagner-
Peyser

e Trade adjustment assistance programs

* Veterans’ employment and training programs

* Unemployment Insurance (Ul)

e Job Corps

* Welfare-to-Work [Temporary Assistance for
Needy Families (TANF)]

» Title V of the Older Americans Act (senior
community service employment program)

* North American Free Trade Agreement-
Transitional Adjustment Assistance (NAFTA-
TAA)—employment and training for migrant and
seasonal farm workers

* Employment and training for Native Americang

Education * Vocational rehabilitation

e Adult education and literacy

» Perkins Act (vocational education)

Health and Human * Community Services Block Grant (CSBG)
Services

Housing and Urban » Housing and Urban Development (HUD)—
Development administered employment and training
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State level program partners, state workforce agreént policies, and state
funding mechanisms influence how One-Stop Centeyarize and structure their
partnership (Marco, Almandsmith, & Hague, 2003)tHe final report of their WIA
evaluation of implementation in eight states, Barramd King (2005) found a variety of
operators, philosophies, and orientations in battiner participation and activities at
One-Stop Centers. However, all mandated partngyranas are expected to:

...make their core services available in the One-8I@mter]; support delivery of

their core services throughout the local area’s-Stop system; enter a

Memorandum of Understanding (MOU) with the locaafibdelineating the role

the partner will play in the One-Stop system; aadipipate in workforce

development planning as a member of the local b¢&tdrco, Almandsmith, &

Hague, p. 4-2)

Most often, WIA, Temporary Assistance for Needy He® (TANF), and Employment
Services (ES) physically served as the One-Steg biecause they are legislatively
responsible for the development of workforce inmresit activities at the state and local
levels. The mandated MOU is required for all progiartners regardless whether
located at the One-Stop Center or elsewhere. The Bi&cifies the obligatory financial
arrangements, legal compliance, and time periqeedbrmance by the partner (Eberts &
Erickcek, 2002). Depending on the policy developgdhe WIB, the role of partners at
One-Stop Centers varies due to either their limigeget group or suitability to work
within certain organizational structures.

Services for businesses

WIA legislation included three specific provisioregarding services that would
be provided to businesses. These are:

1. Assistance in meeting hiring needs by servingasr&force intermediary

between the needs of a business and the skiltdhdgekers.
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2. Provision of customized employment-related servarea fee-for-service
basis.

3. Utilization of state-reserve funds for innovatimeumbent worker training
programs, which may include the establishment emglamentation of a loan
program for businesses to assist in skills upg@din

Most One-Stop Centers have services that primérdys on a labor exchange system to
help businesses maximize their hiring needs, sagk@uitment assistance, applicant
testing, and labor market information. Other segsithat may be provided are on-site
interviewing, business workshops, job fairs, cusiaaah training, and labor law
information.

Services for job seekers

According to WIA, there are three categories ofgekkers: (addult—refers to

all persons age 18 and over, with priority to thosgublic assistance and other low
income individuals; (bdlislocated workers-those who have been terminated or laid-off,
were self-employed and now unemployed due to ecanoomditions, and displaced
homemakers; and (gputh—between the ages of 14-21 who are low income acel fa
certain barriers to school completion or employm&he U.S. Department of Labor also
administers mandatory partner programs for vetetdois Corps, seasonal/migrant
workers, and Native Americans.

There are three sequential levels of servicesotoispekers in the adult or

dislocated worker categories (O’Leary, Straits, &Winer, 2004). The first level is core
services that are available to all job seekersitherea self-service or staff-assisted basis.

Intensive services involving more in-depth inforraatgathering and training often
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include some type of classroom environment (Bar&aing, 2005). Further, priority
for training services must be given to low incoméividuals (D’Amico, et al., 2001).
For purposes of this study, youth activities wik the explored. Table 2 provides more
detail about these three levels of services, jelaeeeligibility, and related activities.

Navigating through the choice of services

Perez-Johnson, et al. (2004) stated that “a kelyajahe Workforce Investment
Act of 1998 (WIA) is to empower customers of therkforce investment system to
improve their employment opportunities by givingtih meaningful choices about the
types of services they receive” (p.1). In this ¢@&sistomers are the job seekers being
served at the One-Stop Center. D’Amico and Salznfa@04a) administered a program
evaluation on the delivery of training services abtal of 13 state and local sites and
found that there were various durations of time fbla seekers stayed at one service
level before advancing to the next level. Thisaitun was partially due to the job
seeker’'s commitment to fulfilling the requiremeontdoth core and intensive services.
Perez-Johnson, et al. also found this true anddatide necessary guidance was provided
by One-Stop Center staff for those job seekerswd@ clearly in need of training to

help them quickly navigate through the first twoveee levels.
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Table 2

One-Stop Center Services for Job Seekers

institutions as
determined by
WIA

employment through
intensive services

2. need training and have
the skills and qualifications
to successfully participate
in select programs directly
linked to employment
opportunities

3. unable to obtain other
types of funding assistanc
such as federal education

D

grants

Levels Job Seeker Eligibility Activities
Core Services| Employed or unemployed = Determination of eligibility
provided at adults and dislocated = Qutreach, intake, and orientation
One-Stop workers of One-Stop
Center » |[nitial assessments
= Job search and placement
assistance
= Career counseling
= Assistance for Welfare-to-Work
eligibility and financial aid
» Information on:
o labor market statistics
o eligible training providers
0 performance measures
0 supportive services
o filing Unemployment
Insurance
Intensive 1. Unemployed who are = Comprehensive assessments,
Services unable to obtain using diagnostic instruments to
provided by | employment through core determine employment barriers
either One- services » Individual employment plan
Stop Centers | 2. Employed who need to (IEP) to identify goals and
or by obtain or retain achievement objectives
contracted employment that allows for = Individual and group counseling
service self-sufficiency and career planning
providers = Case management
= Short-term prevocational servic
Training Unemployed or employed| Types of training services may include
provided by | who are: = Occupational skills training
qualified 1. unable to obtain or retain = On-the-job training

Skill upgrading and retraining
Entrepreneurial training

Job readiness training (soft skill
Adult education and literacy
Customized training for a
business who commits to hiring
individual upon completion
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Training Services Mandates

Individual Training Accounts (ITA)

Job seekers who require skills improvement for dabarket success and are
eligible to receive training services are offeradradividual Training Account (ITA),
which acts as a voucher (O’Leary, Straits, & WamdB804). D’Amico and Salzman
(2004a) point out that a primary goal of WIA legisbn is to:

...empower customers to take control of their owreeaand training choices

while providing them with the information and otlseipports that they need to

choose wisely. One way that local job training ages promote choice is by
issuing individual training accounts to adults ai&located workers who are
undertaking training. (pp. I-1-1-2)

This is in agreement with Title I-B, goal 3, thabjseekers should be provided
choices in deciding the training program that iéstheir needs. This goal also proffers
that job seekers should have control over theearadevelopment. WIA regulates that
before training occurs and during the intensiveises period, a One-Stop Center staff
member provides assistance to the job seeker paprg an individual employment plan
(IEP). The IEP identifies the job seeker's empleytngoals and the appropriate
combination of services required to achieve thasmdsy Employment goals must be
aligned with the employment opportunities in thedlcarea, and state and local areas
may have criteria for duration of training. Alsbetfunding structure of ITAs is at the
discretion of state and local workforce investmawdrds. Finally, persons are funded for
training if it is determined that they have thelskio succeed in a program for jobs that

are available in the local area, and that thermisanother source of financial assistance

available to them (D’Amico & Salzman, 2004a).

31



Eligible training providers and types of services

Training services that job seekers may procure inei$tom an eligible training
provider (ETP) that meets certain performance rcaites established by the governor.
Training providers who automatically qualify arespeecondary education institutions
and apprenticeship programs, on condition that hdynit required information as
established by a state or local area (D’Amico &8wn, 2004a).

There are five main types of education providersluding college/university,
community college, technical school, private callegnd school district (Marco,
Almandsmith, & Hague, 2003). Other training provlthat may seek eligibility are both
public and private institutions, including privdtaining companies, employer
organizations, community-based organizations (CB&wJ labor organizations. There
are three exceptions to being able to contraatitrgiversus using ITAs: (a) on-the-job
training and customized training; (b) an insuffidi@umber of qualified training
providers; and (c) programs provided by CBOs oepfirivate organizations that serve
special populations (U.S. Department of Labor, 198

As determined in the Final Rule for WIA (U.S. Dejpaent of Labor, 2000c), the
types of training services that an ETP may delarerone or more courses or classes, or a
structured regimen, that upon successful complé¢ads to:

1. a certificate, an associate degree, baccalauregteel or

2. the skills or competencies needed for a specibajojobs, an occupation,

occupational group, or generally, for many typefobg or occupations, as

recognized by employers and determined prior taitrg.
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Community colleges as primary ETP

An empirical study of the five educational typé€d Ps from 16 local WIA areas
and a total of 132 providers found that commundifeges were the largest subgroup in
this category (Marco, Almandsmith, & Hague, 200@@asons given for prevalence of
community colleges were their large variety of peogs, flexibility in developing new
programs, cost-efficient system, and Pell Grards ltelp leverage ITA vouchers.
Another reason that was not mentioned is the Fadtfgublic community colleges are
commonly known as neighborhood institutions andwaet suited to offer services to the
local community (Cohen & Brawer, 2003). M. J. Collieought attention to this fact in a
1972 proximity study of the relationship among tluenber of community colleges in a
state, the state’s population density, and its @saited in Cohen & Brawer). The
findings were the community colleges tended todeatied so that 90 to 95 percent of the
state’s population lived within reasonable commmitinstance, about twenty-five miles.

As previously stated, one of the responsibilitiEgvBs is to establish local
workforce investment areas served by postsecorethrgational institutions and/or area
local educational schools. Additionally, Title I-Boal 1, states that training and
employment programs must be designed and managjed laical level where the needs
of businesses and job seekers are best underswudA. Logan College President Mees
(1997) indicates that “the community college mias®to provide educational programs
and services to the region it serves” (p. 1). Thission can be accomplished by having
institutional goals consistent with student and samity goals that are responsive to
needs of the community, offering a diverse curuoul and opening doors of higher

education to all segments of society. Thereforegtlan the ideal situation, a local area
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with a community college should be able to meethekforce skill training needs of
both job seekers and businesses.

Work-first philosophy

Federal mandates for PWORA clients, which plagga time limits on job entry
regardless of education and child care needs, |es$tat) the “work-first” philosophy that
influenced WIA implementation. Initially, there wasmisperception by state and local
workforce boards that the U.S. Department of Lab&rmployment and Training
Administration (ETA) was encouraging this work-fiegpproach for WIA clients and
most job seekers were provided only core serviBasnow & King, 2005). This rigorous
message was believed to be a carryover from fedeabtates for PRWORA clients,
which places tight time limits on job entry. Thissvnot the intent so ETA clarified the
directive after the first implementation year, whigave states freedom to place greater
emphasis on training. D’Amico and Salzman (2004s0 gound this shift in attitude
between the first and second-round program evaluaite visits they conducted. The
first site visits indicated a profound work-firdtippsophy, while the second visit revealed
an emphasis on focusing on client’s needs.

Not everyone agrees that WIA has changed fromr&-fust and job-seeker
driven approach to employment. Shaw and Rab (288rt:

Indeed, many elements of WIA reflect and reinfdtas orientation toward the

needs of the labor market. Perhaps most prominedgbpite the fact that WIA

promises to deliver education and training to unleyea workers, it employs a

work-first philosophy that actively discourages #uoguisition of either education

or training and encourages states and educatiosiiitions to link access to

education with the needs of the local labor marfet178)

Grubb and Lazerson (2004) state that WIA has pea/ieery little job training and cites

data reported by Frank, Rahmanou, and Savner (26881,933 adults completed
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training during WIA'’s first program year from JUW)00—June 2001. This was compared
to the 163,000 JTPA clients who completed trainmgrogram year 1998. Grubb and
Lazerson also state that as of 2002, Boston hadn2dAduals who had received ITAs in
a city with community college occupational educatsmrollment around 6,000. Further
investigation of these conflicting statements waubeéd to be conducted to determine
what other data may contribute to the extreme mpgesented with this raw data.

One of the arguments for a work-first approachésadvocated message that
labor force attachment leads to positive employnaeadtearnings in the near term for
certain groups (Barnow & King, 2005). They do spgamuithat longer term occupational
skills training would outperform a pure work-figbproach. Bennici, Mangum, and Sum
(2000) suggested a balanced strategy between wetlahd training:

...the view that any job is a good job and that test lvay to succeed in the labor

market is to join it, developing work habits andlskon the job rather than in the

classroom. Such an approach does not rule outeftrtaining, but it emphasizes

work as a critical step in a “learn while earnifigimework. (p. 41)

Barnow and King state that management and operstyda utilized by a One-Stop
Center influences the decision to institute a wiind¢-only approach or a balance of
human capital development along with work-firstrtRar, the type of approach instituted
may be either a localized or a state-level decisidrerefore, differing theoretical factors
influence the level of service (core, intensivetraming) that a job seeker will receive.
Workforce Training and Adult Education

Occupational skills training

This section describes some of the types of tngiactivities and possible related

program methodologies that are available for jakees who are eligible to receive

training funding as defined by WIA. The first amatémost training activity listed was
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occupational skills training. O’Leary, Straits, awéndner (2004) proffer an operational
definition for occupational skills training as tiatovided in a group setting is called
institutional or classroom training and usually é@cupations in general demand” (p. 3).
Smith, Wittner, Spence, and Van Kleunen (2002) psepan alternative operational
definition as “training that provides job-specifechnical skills to prepare an individual
for entry or advancement within a targeted occapdt{p. 5). Although one definition
focuses on presentation of training and the otheavlgectives of training, both
definitions included that the outcome of trainisgar targeted or in demand occupations.
This is an important inclusion in terms of WIA lslgition, which made it clear that the
primary goal of funded training is for job opporitigs in the local area or to a broader
geographic area if the job seeker is willing tocalte (Perez-Johnson & Decker, 2001).
This implies that occupational skills training ai@ a stand alone type of training, but an
all-inclusive strategy.

Six training activities distinguished as ITA or t@tt

This section will describe six training mechanisimet fall under the occupational
skills training umbrella. Figure 1 distinguisheaimings by either the requirement of an
ITA or those that are contract trainings. Theseasexthose that are included in WIA as
possible training activities, which include on-floé-training (OJT), customized training,
skills upgrading, job readiness training, entrepteral training, and adult education and

literacy.
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Occupational Skills Training

ITA Voucher Contract System
Skills Upgrading On-the-Job-
Job Readiness Training (OJT)
Entrepreneurial Customized
Adult Education
and Literacy

Figure 1
Six Mechanisms for Occupational Skills Training
On-the-Job training and customized training
As previously stated, on-the-job training (OJTYl @ustomized training are two
training activities that job seekers may contrastead of using the ITA voucher system.
Both OJT and customized training are designed tet sy@ecial skill needs essential for a
specific employment situation. According to WIAgiatinction between these two types
of training is that participants of OJT are paidhjle those in customized training may or
may not be receiving an income during the timensfruction.
An explanation of the role of OJT in the framewofRVIA legislation is:
Among the WIA programs of highest appeal is the @digram. In this scheme,
local employers are identified that will take oaitrees to learn specific skills
over a period of time. OJT candidates are presereand approved by the
organization. When a match is made, an OJT consattbwn up with the
employer, including how much the organization Ww#l reimbursed for the wages
paid to the trainee. The benefit to individualthist they can learn and earn at the
same time, along with the potential for being hibgdhe employer at the end of
the OJT. For employers, they have an added emplayt®ut shouldering the

entire cost burden. At the end, employers havaediindividuals whom they
might be able to hire. (Jacobs, 2003, p. 217)
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This definition does include the fact that job sskare paid during the time of training;
however, it also adds a caveat about the emplagabflthe trainee at the conclusion of
the training. WIA assumes employability at the ehtraining and that is the best case
scenario; however, reality is that not everyone fmay good fit with an organization,
which in turn influences a decision of whether ot to hire the job trainee.

Customized training is designed to suit spec#iguests of a business either for
available job slots upon successful completiorhefttaining or for a group of new hires
(O’Leary, Straits, & Wandner, 2004). This type &&ining is typically delivered in a
traditional classroom setting by either public avate training providers. An empirical
study on JTPA customized training programs by Dasuid Graves (1999) found that 45
states provide businesses customized trainindhér hew hires and incumbent workers.
Workforce practitioners in 50 local WIA areas wearerviewed and it was found that:

...customized training was virtually assured of legdio job placements for

training participants and often provided them vathincome stream while they

underwent training. It could also be very effectiveneeting the needs of the
business customer in that it yields a trained wandé geared directly to the
employers’ hiring needs and, more generally, casthectured to advance an

area’s economic development objectives. (D’Amic&&zman, 2004b, pp. 124-

125)

One of the goals of customized training under JTRA that training was both business
specific and designed with business input. Thiseappto be the same goal utilized
within the WIA guidelines.

Although OJT and customized training appear to hiaweediate economic
benefits for both the job seeker and local busegssevolution to the local level

provides uniqgue management challenges of how toldaésnce ITA and contract funding

(D’Amico & Salzman, 2004a). The intent of WIA traag was to be an informed choice
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model with job seekers able to make a decisiorhenytpe of training from an approved
ETP. Contract funding is driven primarily by busses in need of a trained workforce
with specific skills. Resolution of the managemehkT A and contract training should
reaffirm that the purpose of training is for jobsit are readily available in the local area.

Skills upgrading and job readiness training

Job seekers who need occupational skills traitorgjther upgrade their skills or
develop basic job competencies receive one of yyes of training. Remedial training is
most often provided for those who have deficienciegading, math, and computer-
related operations. Soft-skills training, also kmoas workplace behavior skills or job
search skills, provides knowledge and practiceuimcpuality, cleanliness, and
cooperation (O’Leary, Straits, & Wandner, 2004)tlBof these types of training are
usually short term and provided in a classroomrggtt

Entrepreneurial training

Intent of entrepreneurial training within the cexttof available job opportunities
in the local area was not addressed in WIA. Wartard Flynn (2000) define future
entrepreneurs as community college students whoedesoperate or own small to
medium-size businesses. According to Don Mackes(pel communication, April 5,
2004), co-director of the Center for Rural Entreyg@rship, the first objective for
individuals who are interested in entrepreneurshiuld be to learn the behaviors that
will help them become successful. Brown (2000)estéihat entrepreneurship education
refers to skills utilized to develop new and innibv& business ventures.

A 1998 Gallup survey was conducted on the perceaivgadrtance of 28

marketable skill characteristics needed by disathgead youth who wish to pursue an
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entrepreneurial venture (Kourilsky & Kourilsky, n.dThose surveyed included business
leaders, students, parents, and teachers fromamnabsampling frame. Based on the
findings, three layers of skills and the knowlethgse contained within each layer were
identified:

1. Foundation skills—basic skills of reading, writiragjyd math, problem
solving, reasoning, decision-making, opportunityogmnition, and creative
thinking

2. Bridging skills—management of people, time and nypeemmunication
skills of listening, presenting, and writing; amthnology training

3. Focus skills—the myriad of business and economitssieeded to
understand the marketplace

When asked to rank the importance of these skifigob seekers who may work for
others, respondents ranked all three skill layersighly important. The National
Alliance of Business (1999) concluded that of thre¢, foundation skills are more
essential than focus. In addition these were shéksded for all workers, not just
disadvantaged youth.

Based on the results of this survey and the WiAseekers who receive training
funds, foundation skills are most likely the extefientrepreneurial training. How and
where this type of training would be deliveredatt to the discretion of local areas with
regard to their current economic development needs.

Adult education and literacy

According to WIA, adult education and literacy\sees are for job seekers who

are at least 16 years old and meet one of thewWolipconditions: (a) either have not
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received a secondary school diploma or a recogregedralent, (b) have low proficiency
levels of basic educational skills, or (c) haveited English proficiency. The goal of
adult education and literacy in the context of Wil&ining activities is to improve
foundation skills of job seekers to prepare thenofcupational skills training. This can
be achieved through postsecondary instruction inltAglasic Education (ABE), General
Educational Development (GED), and English as af@¢tanguage (ESL). These
programs are typically taught in classroom stylé aray also include both workplace
and family literacy.
Need for training

Devolution policy implications for occupationalikk training allows states to
determine how to manage training methodologieswiiabest contribute to unique
economic development needs at both the state gatllevels. Trainings that are eligible
for funding under WIA are typical basic skills tredply to many people who need to
improve competencies in reading, writing, mathE8L and are articulated in a manner
to help prevent and resolve both daily and futuoekwlace problems (Gordon, 2000).
Gilley and Maycunich (2000) state that lack of madequate training of employees who
do not possess necessary knowledge, skills, orsitaaheling of job responsibilities
results in poor job performance. Bartik and Holleck (2004) reviewed research on skill
development programs and found that the two mogbrtant factors concerning content
are: (1) training aimed toward occupations thatadgemand in the local labor market,
and (2) training delivering basic academic skilisl @oft employability skills, as
appropriate (p. 140). Bennici, Mangum, and Sum (2@@udied occupation projections

for the decade 1996-2006 and discovered that pasitffering family-sustaining wages
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were those that required moderate or long term @ Xk least two years of
postsecondary education. States should take nobese workforce performance
considerations when determining the optimum ocdapalt training methodologies that
match job seekers with available job opportunities.
WIA Workforce Training Performance Accountability

When Clarence C. Crawford testified in Februar93.@bout multiple
employment training programs, he addressed the ibsu the agencies handling these
programs lacked basic information on how to eithanage their programs or measure
their performance (U.S. General Accounting Offit895). He added that many of the
programs were not able to provide information omhars of people served and/or who
obtained jobs. Outcome data are often unreliabdiedannot offer any valid measure
about the results of training versus no trainingnmployment outcomes. When
legislation was initiated to respond to the mudipkining programs, incorporation of
needed performance standards to manage and meascoenes was also introduced and
ultimately included in the WIA legislation.

Performance core indicators

The purpose of WIA'’s training performance accouititgtsystem is to assess
both state and local effectiveness in achievinginanus improvement of the workforce
investment activities. There are four core indicaitwr goals used to measure
performance of adults and dislocated workers:

1. Entry into unsubsidized employment,

2. Retention in employment 6 months after placement,
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3. Earnings received 6 months after placement, and

4. Attainment of a recognized education or occupatiskils credential.
Keeping within the framework of a devolved systexpected levels of performance for
each core indicator are negotiated by three laylegevernment in two stages. The first
negotiation process is between the U.S. Secrefdrglmr and the state, and the second
is between the state and local areas (D’Amicol.eP@01). This maintains the belief that
the best understanding of an area is determineddse in that service area. This also
takes into account specific economic, demogramd,other unique characteristics of an
area (U.S. Department of Labor, 1998a).

There are two other factors that the performanetsgreed to take into account:
one is the establishment of an appropriate perfoc@éevel that promotes continuous
improvement, and the second is attainment of bigh ¢ustomer satisfaction and
optimal returns on investment of federal funds. @wous improvement is assessed by
collecting and evaluating the satisfaction leveboth customers—job seekers and
businesses—who receive WIA services. In 2001, tig Department of Labor sent all
states a training and employment guidance letterrexl to as TEGL 6-00 that outlines
very specific guidelines for the survey methodol@gyS. Department of Labor, 2001).
This includes an expected response rate of 50%least 500 completed surveys for
both groups of customers and the use of specdiedével American Customer
Satisfaction Index (ASCI) formula weights. This @xdwas established in 1994 by the
University of Michigan Business School and provideschmarking data from the
customer’s perspective, which is used by many argéions including government

agencies.
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Performance outcome measures
To be in compliance with Title I-B, goal 4, ETRe @aequired to meet acceptable
levels of the following performance outcome measure
1. percentage of all participants who completed tragni
2. percentage of all participants who obtained unslibsid employment,
3. average wages at placement of all participants,
4. percentage of WIA-funded participants who complétathing and obtained
unsubsidized employment,
5. percentage of WIA-funded completers who were engaagix months after
the start of employment,
6. average wages received by WIA-funded completerasored six months
after the first day of employment, and
7. if applicable, percentage of WIA-funded completeh® obtained a license or
certificate, an academic degree or equivalentfloeraneasures of skills.
(Decker & Perez-Johnson, 2004, p. 182)
Based on this list, reporting of the attainmentheaf performance core indicators relies
heavily on data collection by ETPs. Due to thesssegly burdensome performance
requirements, an unintended consequence is tha saming providers have opted not
to serve WIA job seekers, which creates limitatitmsustomer choice (Welfare
Information Network, 2003). An evaluation of ITA/ETsystems found that many
community colleges not only expressed dislike efrgporting system, but also decided
not to be included as an ETP (D’Amico & Salzmar)£4). Dr. George Boggs, president

of the American Association of Community Collegiestified to a U.S. Senate
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committee his concerns that no funding is availéblieelp collect and process the data
required under the WIA performance accountabilitstem (Dervarics, 2001). A further
complication is that information required for Wi usually different from that required
for Carl Perkins Act funds for vocational and teiclaheducation programs. This is a
serious matter for both job seekers and busindsaesely on community colleges to
help provide training and may result in a more g@tized recruiting and funding scheme
than intended.

Implementation problems

A national evaluation report on findings of WIAogiram implementation found
that many states and local areas felt that thetreggm process instituted a top-down
approach of establishing performance goals (S&aty Research Associates, 2004).
However, due to the small sample there was a catatag that there are limits to
generalizing these findings and that later evatunastidid indicate an array of negotiation
approaches especially between state and local.areas

The national report also discovered that the last sndicator dealing with
attainment of a recognized education or occupalttiskilis credential presented
problematic definitional issues as to what consgla credential (Social Policy Research
Associates, 2004). In March 2000, a TEGL 7-99 vesd ® all states to assist in
implementation of core and customer satisfactiafop@mance measures required by
WIA. TEGL 7-99 provided an operational definitiohabcredential as:

A nationally recognized degree or certificate atesftocally recognized

credential. Credentials include, but are not lichite, a high school diploma, GED

or other recognized equivalents, post-secondaryegsfrertificates, recognized

skill standards, and licensure or industry-recoggiizertificates. States should

include all state education agency recognized ot&s. In addition, states
should work with local Workforce Investment Boatdsncourage certificates to
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recognize successful completion of the trainingises listed above that are

designed to equip individuals to enter or re-eataployment, retain employment,

or advance into better employment. (U.S. Departroéhtibor, 2000Db, p. 15)

The range of interpretations of this definition w&om extremely stringent to very
broad and/or lenient resulting in a lack of eqaityong states and their local areas.
Concerns included who to include as an eligiblaning provider, what level of
recognition is necessary for the credential, andl tooobtain performance measurement
data.

Establishing both performance goals and meastis#ate and local levels and
subsequently reporting outcomes to the U.S. Depantmf Labor are crucial with
regards to receiving federal funding for trainirrggrams. If a state fails to meet the
negotiated performance level for two consecutiveryer if they fail to report their
performance in any year there may be up to a feregnt reduction in funding. On a
more positive side, if a state exceeds expectatlmgsmay receive an incentive grant to
be used for an innovative workforce investmentgujwhich is agreed upon between
the U.S. Department of Labor and the state.

Previous public training performance effectivenegaluations

Passage of JTPA legislation in 1982 introducede¢l@irement of performance
standards as a part of the accountability systeigV¥995). The standards were
determined at the federal level and modificatiomsl@d be made at the state level with
approval from the U.S. Secretary of Labor. JTPA AHA differ as to their targeted
populations, with all adults eligible for WIA secés while JTPA adult services were for
unemployed and dislocated workers. More currentcamdprehensive performance

evaluations that have been conducted of federafigdd training programs are based on
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JTPA standards. Prior to the enactment of WIA,dlveere 20 different workforce
purposes in the JTPA system. However, many of tAkiations conducted reviewed the
larger scope of three major population target gseugisadvantaged workers, dislocated
workers, and youth. Also included are a few evabuast of both CETA and MDTA.
Schaffner and Van Horn (2003) reviewed three magports that evaluated
federal and state training programs for effectiwsnaf skills training and bridge-to-work
efforts. A common theme found was that longer-terlaming programs, including both
OJT and classroom instruction, are more effectiveatlults. These reports are listed (see
Table 3) in chronological order and include tilethor(s), and date.
Table 3

Evaluation Reports on Federal Employment Prograffectiveness of Skills Training

Title Author(s) and date
What's Working (and What's Not): Summary otJ.S. Department of Labor (1995)
Research on the Economic Impacts of
Employment Programs

Evaluating Government Programs for the Friedlander, D., Greenberg, D.H, &
Economically Disadvantaged Robins, P.K. (1997)
Strategic Plan: Fiscal Years 1999-2004 U.S. Department of Labor (2000a)

Bennici, Mangum, and Sum (2000) reviewed fedetaihded training
evaluations on improvements to annual earningsriemployed and disadvantaged
adults. The general conclusion was that improvenmeaarnings was mainly attributed to
both an increase in labor force attachment or &eetiane worked and not to an actual
gain in average hourly earnings. These studiefisteel (see Table 4) in chronological

order and include title, author(s) and date, atated federal training act.
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Table 4
Evaluation Reports on Federal Employment TrainimggPam’s Improvement in

Earnings

Title Author(s) and date Act
A Decade of Manpower Mangum, G.L. & Walsh, J. (1973) MDTA
Development and Training
CETA Training Programs — Do | Bloom, H.S. & McLaughlin, M.A.| CETA

They Work for Adults? (1982)

The National JTPA Study: Title Il Bloom, H.S., Orr, L.L., Cave, G.,| JTPA
A Impacts on Earnings and Bell, S.H., & Doolittle, F. (1992)
Employment at 18 Months

After AFDC: Welfare-to-Work Bloom, D. (1993) JTPA

Choices and Challenges for States
Does Training the Disadvantaged Orr, L.L., Bloom, H.S., Bell, S.H.,| JTPA
Work? Evidence from the NationaDoolittle, F., Lin, W., & Cave, G.
JTPA Study (1996)

Economic conditions

Another factor in the effectiveness of traininghe level of economic activity in
a business cycle (Barnow & King, 2005). During tgvoé a tight job market, employment
opportunities are more readily available and fediefanded training programs are used
less frequently. In contrast, during periods ohhignemployment, training programs are
likely to be incorporated into services and willegt performance measures of core
indicators.

Data collection problems

It is hard to address the applicability of thedfimgs from previous federally
funded training program evaluations to WIA standaiithe national evaluation study on
the implementation of WIA after five years (Sodvallicy Research Associates, 2004)
indicated that many states are still strugglinge¢termine a methodology to correctly

measure performance goals. There are four maiesghat are interfering with this
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process. The first is determining if the point efjistration for a job seeker is when they
receive intensive services or training. TEGL 7-88ex] that reporting should begin at the
time the job seeker received significant staffraiten; however, most of the states
studied devolved interpretation of this policy be tocal level with little guidance. The
second concern was the lack of consistency as émwhta are tracked for the first three
of four previously noted core indicators, whichtpér to employment entry, retention,
and earnings. The third issue addresses the coityptéxthe calculation of these three
core indicators due to confusing guidance regarding is excluded in the baseline
measure. The last concern was that Unemploymeuntdnse (Ul) wage records used to
report performance levels did not result in an eateupicture of the reality of current
employment conditions in an area. A second proldénsing Ul data was that many
WIA job seekers who do obtain employment are neeoed by this program.

The source of data collection problems that haenlpresented were from a
national evaluation report on WIA implementatioattexplicitly states there are
limitations of generalizing findings due to a snsdimple (Social Policy Research
Associates, 2004). Barnow and Smith (2004) havemacended that DOL take
advantage of impending WIA reauthorization legisiaiand redesign the performance
management system using recommendations proposedjthempirical scholarly
research of the JTPA system. ETA is seeking chatagstseamline and strengthen the
performance system; however, reauthorization hkksast occurred, which makes it
difficult to interpret what this means in termsdaita collection (Employment and

Training Administration, n.d.).
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Summary of Workforce Investment Activities

Figure 2 provides an illustrative flow chart ofvinthe One-Stop Center is central
to the flow of information from mandated programéBs, and ETPs. Both job seekers
who need support services and businesses thaspeedic skills of employees impact
the type of services that the One-Stop Center daesviFinally, the desired output is to

have skilled employees for the local labor market.

Skilled Employees
for the
Local Labor Market

One-Stop Center

skokskoskskoskoskoskskskosksksksksksksksksksksk
Core Services

Intensive Services

|

WIB
Oversight

Job Seekers
sossoursng

ETP;
Performance
Measures

Mandated
Programs: MOUs

Figure 2

Linkages of One-Stop Center workforce investmeintiaes
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The One-Stop Center is located in the center ofihuge to represent that it is the
focal point for WIA activities. The arrow from tlowal in the bottom left corner
represents the 17 mandated programs that are edgoihave MOUs with the One-Stop
Center. These serve as contracts to explain howrthgram will deliver services at the
One-Stop Center. The arrow from the bottom centat signifies the WIB oversight
authority of the One-Stop Center. ETPs that cohtéih the One-Stop Center are
required to report performance accountability dataich is represented by the arrow
from the bottom right corner.

The block arrow on the left side represents jolkaseewho need employment
support services of the One-Stop Center. Theydrised about the graduated levels of
services available depending upon their skill seklaow well it matches employment
opportunities in the local area. Core servicedrgeke activities and information on
employment opportunities. Intensive services previtbre comprehensive assessments
and career planning, including development of aividual employment plan. Training
is for those job seekers who have not been ald&am employment after the first two
levels and job seekers use either an ITA voucharaamtract system. Contracts are
typically for OJT and customized training desigh@dspecific needs of businesses. ITA
vouchers focus more on upgrading the general sKilisb seekers.

The block arrow on the right side indicates the @i businesses as providers of
information about the projected employee skillsdegke The intended convergence of job
seekers and businesses at the One-Stop Centersctieatalignment necessary to provide

skilled employees to the local labor market.
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In theory, this is how WIA intends the One-Stop téemo be the pivotal location
for job seekers and businesses through the agregiaed relationships of the mandated
programs, WIB, and ETPs. To have the potentiattoese the ideal, the five Title I-B
goals require a comprehensive workforce developsieategy from the agencies that
oversee employment services, economic developraedtpccupational skills training.

Workforce Development Definition and Partners
Workforce Development Definitions

The U.S. Department of Labor reports cited haverofised the phrases
workforce development or workforce developmentesyst interchangeably to describe
the process of workforce investment activities mekly the local business community.
The reports do not present any basis of meanitigese two commonly found phrases.
Jacobs and Hawley (2008) reviewed the literaturawonerous workforce development
definitions and found that they varied as to thmetgf perspective being addressed. For
example, Grubb (2001b) views workforce developnasnbb training programs
necessary for individuals to be employed. GilothO@) agrees that workforce
development is mainly for employment training addsthat it involves both business
and community support. The National Governor’s Assiion (NGA) defines workforce
development as the balanced relationship betwdeageker skills (supply side) and
business employment needs (demand side) of jalirica{Simon, M., 2002). Although
all three of these definitions discuss job traini@gubb’s perspective is the job seeker,
Giloth’s is business and community, and NGA'’s i3 ggeker and business.

Based on their review of workforce developmentmaéns, Jacobs and Hawley

(2008) extend the following definition: “workforaevelopment is the coordination of
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public and private sector policies and programs phavides individuals with the
opportunity for a sustainable livelihood and hedpganizations achieve exemplary goals,
consistent with the societal context.” This defontintroduces the dual relationship of
public workforce policies formulated by legislatiand business goals to achieve
economic success. Both must be considered whenog@wvg workforce training
programs to enhance employment opportunities. défigition also incorporates that
workforce programmatic considerations should beessid for all three stakeholder
groups: job seeker, business, and community. &qgrgses of this study, the definition
formulated by Jacobs and Hawley will be applieutther understanding of how
employment services and education agencies redpdhé business workforce training
needs in a defined employment geographic area.
Workforce Development Partner Agencies

Eberts and Erickcek (2002) studied the role ofllpeatnerships in the delivery of
workforce development services in the United Statekfound three types of agencies
that typically partner: (a) government employmesriveee agencies that administer
federal and state programs at the state and lecald, (b) economic development
agencies whose general focus is to meet the nédudsimess creation and sustainability
in a local area, and (c) public education agentiasprovide workforce training. Grubb
(2001b) states that the education agencies arelikelstcommunity colleges that have
taken the lead in providing specialized trainingtfee workforce in the local areas. The
next three sections review literature related tpleyment services, economic
development, and community colleges in the coraéxtorkforce development at the

state and local level.
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Employment services agency

The Wagner-Peyser Act of 1933 established a natamsystem of public
employment offices, known as Employment Service)(B&rnow and King (2005)
reported that the workforce development missiokR®fagencies is to assist job seekers in
finding jobs, businesses in finding qualified warkand, in some areas, to provide job
training and related services. This mission isizedl by the ES agencies performing the
following functions: “maintaining a list of job opangs, providing information to job
seekers with interest, aptitude, and ability assess$s; matching workers to openings
through automated and manual procedures; and @iagespplications to fill positions
for employers” (Barnow & King, p. 24). The actuabhgces that an ES agency performs
depend on funding resources available to the $tateexample, some states no longer
provide aptitude testing and automated job matcirgto a decrease in real or inflation
adjusted resources.

ES agencies are mandated WIA One-Stop Center paidned case studies have
found that due to their long history of providiradbr exchange services, they are often
selected as the primary provider of WIA core sasi(D’Amico, et al., 2001; Javar &
Wandner, 2004; Macro, Almandsmith, & Hague, 2008erefore, ES providers are
often viewed as having the best experience offatandated partners regarding
implementing, planning, and reporting public worki® development policies.

Economic development agency

To avoid competition among states for businesgiomahe federal government
has maintained a position not to set policy foteseconomic development agencies.

Therefore, economic development agencies are mdrageate and local levels, and
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develop mission and goals that represent the rafdtieir key stakeholders in an area. In
the local labor market, job seekers want employroppbrtunities that provide self-
fulfillment and skill application, and businessesnijob seekers who match their
employment requirements (Shaffer, 1989).

Mathur (1999) reviewed literature on definitiorfesonomic development and
determined that there is not a consensus amongrobses as to the meaning. A plethora
of definitions were found, including; “growth in peapita income, change in wealth,
change in employment, change in both populationeangioyment, and growth in
business” (p. 204). Blair (1995) states that ecanatavelopment has many elements and
that growth in terms of jobs and resources supgpgetovements in quality of life are the
most important. The International Economic DeveleptCouncil (2002) defines
economic development as a program, group of psliceactivity that seeks to improve
the economic well-being and quality of life for aemunity, by creating and/or retaining
jobs that facilitate growth and provide a stableliase. A presentation on Building
Partnerships: Economic and Workforce Developmesityered by the National
Association of Workforce Boards in June 2004, sstggthat economic development is a
process, not an event. This process is to attetetin, and expand employment using a
number of approaches that are developed basedoredds of the state and local area.
Additionally, workforce development is linked to aaonomic development initiative.
Giloth (2004) in a discussion referring to econonewelopment stated that “workforce
development is a part of regional labor marketshich business investments and
behaviors are critical for the success of all woskép. 10). All of these suggestions as to

what defines economic development efforts haveeeithplicitly or explicitly implied
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that workforce development is a part of the strat@tis is also in agreement with
Jacobs and Hawley (2008) that workforce developmeatls to be included in economic
development planning processes to develop sustaieaiployment opportunities in the
local environment.

Economic development agencies find that when gagtner with workforce
development agencies, they are able to “produoe-gtality workforce that is able to
meet the needs of existing businesses or the lasga¢hat might be attracted to the
area” (Blakely & Bradshaw, 2002, p. 256). Thesdrmas are the businesses that are
represented by economic development agencies ainthty providers, which are usually
linked to programs offered through employment smwi This partnership utilizes both
public and private resources and helps to enserdithct linkage of skills training for
jobs in the local area (Blakely & Bradshaw).

The most often utilized skills training mechanibynstate and local economic
development agencies is customized training. A Ng#ort based on a survey of states,
estimated that all states combined would spend tare $600 million in 1999 on
employer-focused (customized) job training progréBextik & Hollenbeck, 2004)

Community college

Community colleges through their open access adonigmlicies help serve the
needs of their local area by responding to divetsdcular needs of the community at
large and the business community, in particularg844.997). In general, community
colleges have various curricular purposes thatllysinglude the following categories:
academic transfer, vocational-technical educationtinuing education, and

developmental education (Bailey & Averianova, 1988hen & Brawer, 2003). The
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curricular priorities of community colleges différpwever, nearly all of the 1,300
community colleges in the United States offer worké training and education courses
(O’Leary, Straits, & Wandner, 2004).

One definition of workforce development from a coomity college perspective
is “an initiative to provide current and future doyees with the education, training,
competencies, and skills employers needs to maihigh performance in a competitive
market environment” (Forde, 2002, p. 34). Anothefirdtion from the aspect of
vocational education is that “workforce developmemtvides education and training for
incumbent workers and those seeking to upgradeghkiis or change careers” (Bragg,
2001, p. 6). Together, these definitions agree Githbb’s (2001b) vocational education
curricular viewpoint that community colleges are@®l chance institutions for job
seekers who need to upgrade their skills and gvprdvide occupational preparation for
middle-skilled jobs. Mid-skilled occupations ar@$le that require either an associate’s
degree, vocational certificate, or some collegeiark®90, almost three-fourths of the
occupations were in this group and were projeategtdw (Grubb, 1996b).

From a workforce development perspective, commuotieges are the most
important providers of the education and trainiogthe sub-baccalaureate occupations
in that area (O’Leary, Straits, & Wandner, 2004julth (2001b) considers that because
community college funding is enrollment driven, yadbng for the local workforce is
somewhat driven by demands of students to receiveagion and training for locally
available occupations. Community colleges alsordmuie to workforce development
efforts through offering non-credit courses fortonsized job training programs

requested by businesses (Grubb, 2001a; Grubb &teze2004).
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Community colleges are viewed as partners witimeooc development agencies
to “serve as trainer, technical resource and adwsaommunity building initiatives
which include business development and growth, inguend infrastructure
revitalization, creation of jobs and wealth, antihetely, enhancement of the overall
guality of community life” (Forde, 2002, p. 34). Wever, Grubb, Badway, Bell, Bragg,
and Russman (1997) would caution that communitegeland economic development
partnerships result in two different types of nelaships, those for specific workforce
development activities and those for participagoolicy-making activities. Community
colleges’ role in workforce development as pareodnomic development is sometimes
viewed as the bridge between legislative workfgrokcies and business employment
needs (Grubb & Laxerson, 2004).

Agency Partnership Strategy
Reasons for a Strategy

Devolution

The passage of WIA in 1998 came relatively soter @he landmark welfare
reform legislation PRWORA in 1996. The underlyirgippcal structure for both of these
Acts is the process of devolution, which shiftsigobnd program responsibilities from
the federal to state and local governments. Ircéise of PRWORA, there were some
states that chose to decentralize their authonigctly to the county level.

Three empirical research studies on PRWORA impleatiem reviewed social
service agency directors’ leadership roles thatldvbe required to achieve their
implementation objectives (Cho, Kelleher, WrightY&ckee, 2005; Francis, 1999;

Kelleher & Yackee, 2004). Francis found that state! administrators were critical
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decision makers for policy implementation. This wias unexpected; however, a
surprising finding was the lack of attention to Huwministrative actions of these key
decision makers, which would have provided undadstey for policymakers. Further, as
more social policies are devolved an examinatiothefinstitutional decisions of policy
making processes of state administrators will mfewetter understanding of the impact
of devolution on social service agencies (FrandiB)s would also establish an
implementation framework at the state level thatidde utilized at the local level.

Kelleher and Yackee (2004) found that some locaegament agencies often
experienced a period of political upheaval alonthwhe dynamics associated with
organizational change; however, they did not elatsoas to what that meant. Further
investigation was conducted as to why some ageeg@srienced initial turmoil and
others were able to smoothly achieve their implaaten objectives (Cho, et al., 2005).
One aspect they examined was the leadership chasticis possessed by the directors of
the social service agencies, which included exgeréxperience, and entrepreneurship.
Findings for the three variables were significamd @ositive indicating that the level of
professional training, expertise, and influence theectors have on administering policy
makes a difference in the outcome of implementagicmevement.

The findings from Cho, et al. (2005) provide vallgainformation for reviewing
how WIA policy implementation affects workforce gdopment decisions by each of the
workforce partner agencies. Gais, et al. (2000yssthat an informational
infrastructure needs to be developed that willldsta a communication methodology
among all of the parties affected by devolutionetiiag this advice, the workforce

partner agencies that are essential to implementafithe five goals outlined in Title I-B
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would benefit by developing a partnership stratefgolicy administration that includes
effective communication procedures to comprehehsaehieve their objectives.

Workforce development system

As previously mentioned, the government reportsl is¢he analysis of WIA
statutes at the beginning of this chapter oftenl tise phrases workforce development
and workforce development systems interchangedbly.workforce development
definition developed by Jacobs and Hawley (2008kisg adopted for this research
study because the context is applicable to the @é#nition of workforce investment
activities, which includes the phrase workforceestivnent systems. Adding the word
systems to either workforce development or worldanvestment introduces an
operational meaning that requires further analysis.

The late B. Aubrey Fisher, Ph.D. was a highly rdgdrscholar on
communication theory and group processes espeaidlhe topic of decision making.
His first book entitledSmall Group Decision Makin@isher, 1974) introduced the
concept of systems as it applies to groups. Hetaiard at that time and in his second
edition in 1980 that there are three elements—&tracfunction, and evolution — that
influence the dynamics of an open system. Dr. Ayldired in 1986 and Donald G. Ellis
continued to refine the work of his colleague wathok editions in 1990 and 1994.
Although there are other well known scholars inamigational systems theory (Scott,
1981; von Bertalanffy, 1968; Wheatley, 1999) anstems thinking (Senge, 1990) the
most recent work by Ellis and Fisher (1994)gvaup as a systetmas more applicability

to understanding an operational definition of worke development system.
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Ellis and Fisher (1994) define a system as the eqpinaf “a set of component
parts that have relationships and are interdepegh(irt). A key principle of a system is
wholeness or that a change in one of the intertigrd parts will result in a change in
another part of the system. Another principle dpselated to wholeness is that the
interaction of the parts results with the wholenlgadlifferent than the sum of the parts.
Ellis and Fisher explain this collective relatioishbf the parts of a system as “an identity
separate from the identities of its individual caments” (p. 7). For the system
components to act interdependently, the three pusly mentioned elements have an
operational process in the group system. The elenaar their operations are:

1. Structurerefers to the spatial relationships of the pafts system. This
element helps to determine the degree of form#igyarrangement of system
needs to best utilize the role specialization eheaomponent.

2. Functionrefers to actions of the members of the compond&iis element
establishes the intended purpose of the systenefyiy rules and
regulations required for each component.

3. Evolutionrefers to the history of the system. This elentieauks the
progressive or regressive changes that have occurtbe system over time.
(Ellis & Fisher)

These elements along with the definition and ppled of a system would be the
individual components of the WIA workforce develogmh system. The three workforce
development agencies—employment services, econdevielopment, and community
colleges—would need to make a collective arrangerioereach of their role

specializations so that the intended workforce graent goals for a local area are met.
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The system is also a different entity than eadhefindividual workforce development
agencies. Therefore, employment services, econdevielopment agencies, and
community colleges would need to establish an d&eendent relationship that results in
an evolving partnership with activities that cantfaeked over time.
Strategic plan
The federal government reports and documents of WWidlementation efforts,
which were reviewed for this chapter, rarely ibitmentioned how states and local areas
used the five year strategic plan as an implemientébol. A review of WIA from the
perspective of the Organisation of Economic Co-afien and Development (2003)
stated the following regarding the intended usthefstrategic plans:
The planning process led by the governor and btzded in collaboration with
local elected officials and local boards sougtddoure the partners’ endorsement
of the vision, along with performance goals anddtiical strategies needed to
attain them. The plan was expected to provide dmag with quantifiable
milestones. This five-year strategic plan was idezhas a management tool that
all stakeholders could use to guide the evolutiothe workforce investment
system and to assess progress toward the agreadyapls. (p. 5)
Since the federal reports and documents did natrtéipe intention of WIA stakeholders
on the use of a strategic plan, a contact withafrtbe primary authors, Christopher T.
King, Ph.D., was made concerning this statemers.réply was:
...for the most part these have been "compliancééeraghan "management”
tools. That's pretty much the history of most fedlgrmandated planning and
coordination requirements unfortunately, so thisaghing new. Some of the
states actually engage in real strategic plannirigt’s done outside the WIA
process. (C.T. King, personal communication, Mag2()5)
In this situation, compliance is fulfilling a reqement of federal legislation, whereas

management is referring to rules and regulatiommditated within an agency. This has

interesting implications for the workforce develogmhagency partners. Either the WIA
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strategic plan does not provide the right typewtiglines to have strategic planning
utility or the pervasive attitude by the state ageresponsible for submitting the WIA
strategic plan prevents viewing it as a businessag@ment tool or both.

Stakeholders

Carroll (2000) defines stakeholders as individaalgroups who thay be affected
by the actions, decisions, policies, or practices fafna and alsamay affecthe
organization’s actions, decisions, policies, orcpces” (p. 171). Stakeholders can be
classified as being either internal or external mr&y include customers, competitors, or
partners (Carroll, 2000; Gilley, Boughton, & Mayatim 1999). For the workforce
development agencies, some characteristics of tamnet stakeholder might be an
agency that engages in tasks that can be usefiglyporated into another agency’s
activities; agencies whose budget, turf, or empsymight be affected by the actions of
another agency; or citizens who receive taxpayeefis or services provided by the
agency (Bardach, 1998).

For the workforce development agencies the stddeh®at large are job seekers,
businesses, and community. However, each of thesserees a different role depending
on the perspective of the workforce agency. Fonmgpta, employment services may
believe that their only customers are job seekedsraly on businesses to contact them
with job vacancies. Economic development agenciag fimcus solely on creating or
expanding new businesses with the belief that gakears will be available. Eberts and
Erickcek (2002) found that one of the significaatrers to developing partnerships was
a narrow focus of who stakeholders of an agencyimgarticular between job training

providers and economic developers. They found that:
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Job-training providers tend to focus on the neddbeair clients, while often
ignoring the needs of employers. Economic developmpeofessionals, on the
other hand, are focused solely on addressing thesnef the area’s existing and
potential employers and often neglect the neediscaf employees or the needs

of less-advantaged population groups. (Eberts &Kk, p. 35)

Agencies that use this divisional approach to maggtheir stakeholders are not
embracing a key aspect of workforce developmentdet the needs of business for
skilled workers and the employment needs of jolkeese Five questions that
organizations may use to find out stakeholderstaege:

1. Who are the organization’s stakeholders?

2. What are the stakeholders’ stakes?

3. What opportunities and challenges do the stakem®laesent to the

organization?

4. What responsibilities (economic, legal, ethicakl ahilanthropic) does the

organization have toward its stakeholders?

5. What strategies or actions should the organizdtika to best deal with

stakeholder challenges and opportunities? (Ca&000, p. 173)
Based on answers to these assessment questiokeytredationships among the
agencies’ relevant stakeholders can be diagrammegfléct their issues, which in this
case are related to workforce development (Medeieo&raujo & Bramwell, 1999).

Summary

Four reasons were identified to explain why thre¢hworkforce development
agencies should establish a partnership strategglpowith the achievement of the

workforce investment outcomes through the use efitle Title I-B goals. The first one

is the legislative process of devolution of polregponsibilities to the state and local
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level, which has implementation implications. Atparship could help establish an
implementation framework that would include effeetcommunication procedures to
comprehensively achieve the Title I-B goals. Theosd one is establishing a systems
approach that creates an interdependent relatipashong the three workforce partners
to meet the workforce development goals for a lacaa. The third is utilizing either the
mandated strategic plan or a separate strategicasla business management tool to
facilitate achieving the Title I-B goals.

The fourth one is to understand who representsiteenal and the external
stakeholders for each of the workforce agencies caflectively, to help avoid barriers
resulting from each agency having too narrow agaxsito which stakeholder deserves
priority. The aggregate of these four reasons Iragotential to benefit from a
partnership strategy that could manage the relstipramong the three workforce
development partners: employment services, econdavielopment, and community
college.

Partnership Development Strategy

Recommendations from WIA implementation reports

A common theme found throughout four early casdystaports on WIA
implementation at either the state or local levaswetermining a methodological
approach for either program or agency partnersimmétion (Barnow & King, 2003;
Buck, 2002; Ganzglass, et al., 2001; O’'Shea & Ki@f)1). For purposes of this study,
agency partnership formation will be researcheth wagard to the type of strategic
management process that will provide the agencistie tools they need to develop a

partner relationship.
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Definition and elements of a partnership

The Fall 2002 issue tdew Directions for Community Collegess dedicated
entirely to various aspects of community colleganeships with business and
community including strategies, case studies, &adacteristics. One definition of
partnering was a formal collaboration that “is atmally beneficial and well-defined
relationship entered into by two or more organ@agito achieve common goals”
(Buettner, Morrison, & Wasicek, 2002, p. 5). In diah, four elements can enhance the
development and maintenance of a sound partnership:

1. Shared mission and goals can be developed by fgi@gtioverlapping
interests and activities that the partners hawammon and by devising a
partner mission that will also meet the priorittégheir stakeholders.

2. Evaluation of the perceived effect a partner’s tapon and credibility will
have on a partnership’s ability to have an effic@silaboration, in particular
with shared resource allocation.

3. Participation and involvement in relevant acti\st@an enhance economic
opportunities through the various relationshipshef partners to know about
and understand the problems or need for services.

4. Combination of resources may strengthen the alafithe partnership to gain
access to a funding opportunity. (Buettner, Momis& Wasicek)

In conclusion, systems’ building is one of the maogbortant skill sets to elevate
partnerships to higher levels of performance arsacner satisfaction (Buettner,
Morrison, & Wasicek). Spangler (2002) adds thaardtgss of the reason why a

partnership is formed, whether due to a uniquetone opportunity or a significant and
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ongoing need, all have some common elements ardefbnomic benefits to the
partners.

Efficiency of partnerships

From a WIA perspective, two efficiency conditiomsre identified for managing

the employment and economic development stratéyigartnerships. These are:

1. The importance of active business involvementkeyacomponent in a
partnership’s ability to efficiently manage fedeaald state employment
policies. Businesses, through their membership ¢Bsvend involvement in
other organizations, identify occupations and imdes experiencing labor
shortages and skill deficiencies and recommendogoiaite training programs
and other employment services to address thes&s.need

2. The existing political environment of the local aggays a critical role. The
ability of partnerships in resolving conflicts angogovernmental units,
community organizations and political parties datees, in large part, its
success. (Eberts & Erickcek, 2002, p. 36)

Businesses are used to making and acting on desifaster than the bureaucratic
process of the community college system, whichpramide some frustrating situations
for both of these partners (Sundberg, 2002).

Partnership terms

Four common terms used to describe a partnerstipaaperation, coordination,
collaboration, and integration. A term search orAWublic law PDF file found that
forms of these terms were used a total of 190 tifo@speration 42, coordination 92,

collaboration 17, integration 39). However, non¢hafse terms were addressed in the
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Title I-A WIA definition section. A scholarly litexture review of the terms cooperation,
coordination, and collaboration found they couldobeced on a continuum moving from
low to high in formality (Reilly, 2001). MattessicMurray-Close, and Monsey (2004)
support Reilly’s continuum that cooperation is kb@st formal relationship, coordination
introduces more formal communication strategied, arcollaborative partnership
produces a new, durable structure. Mattessich andl Reilly agree that quite often the
term collaboration is easily interchanged with titvens cooperation and coordination.

A report by Ragan (2003) showcased locations istates of efforts to integrate
human service systems. One of the sites featuredEhBaso County, Colorado where
they use a continuum to determine the developniethieaelationships among programs
based on the type of interactions. This continuas $ix categories that are ordered from
complete separation of programs to unity of programo a new delivery system. They
are:

Communication— Cooperation— Coordination—
Collaboration— Integration— Consolidation
Ragan found this methodology useful in analyzinggpession of program delivery
systems and subsequently used it for all the ssitsy

Based on the studies by Mattessich et al. (2004gaR (2003), and Reilly (2001),
general meanings for cooperation, coordinatioriaboration, and integration are:

1. Cooperation—informal, unstructured relationships ghare information as

needed

2. Coordination—formal exchange of information andhjactivities to work on

a specific project or task with equal partners
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3. Collaboration—partners unite and establish a newctire with a common
mission to support collective goals and determimagreed upon authoritative
system that includes partners sharing resources

4. Integration—partners restructure missions, seryigesyrams, and resources
to provide seamless delivery of services

Although there are different terms associated wétinerships, literature supports

collaboration as a credible partnership approachhi®workforce development agencies.

Collaborative partnership literature

In 1989 Barbara Gray introduced a new era of collation strategies with her

book, Collaboration: Finding Common Ground for MultiparBroblems She defined
collaboration as a dynamic process of joint deaisi@aking. She proposed five features
of collaboration that included (a) stakeholdersiaterdependent, (b) solutions emerge
by dealing constructively with differences, (c)jbownership of decisions is involved,

(d) stakeholders assume collective responsibilityfditure direction of the domain, and
(e) collaboration is an emergent process (Gray9,18811). Reilly (2001) found that
collaboration studies done in the early- to mid{d98upport the importance of these five
features based on an extensive analysis of suctesef failed collaborative

partnerships. The studies had complex problemsysivstakeholders, and various social,
political, and cultural attributes that found threqess of collaboration:

...unites previously separated groups or organizatiotdo a new structure to

achieve a mutual purpose. Such relationships requimprehensive planning, a

shared vision and frequent and well-defined comgation. Authority is

determined by the collaborative structure andigskore substantial because

each member of the collaboration contributes ita oggources and reputation.
(Reilly, p. 55)
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The five features proposed by Gray (1989) andititengs by Reilly (2001)
provide support for the four reasons—devolution;kfayce development system,
strategic plan, and stakeholders—a workforce agpatyership strategy is needed. This
is especially the case for the three systems’ elésra structure, function, and evolution
that are needed for the system components or agetacact interdependently. The
stakeholders referred to by Gray are the workfagrencies, which act differently than
the internal and external stakeholders of the agenpreviously addressed.

Recent literature through case study researchraframity colleges collaborating
with various community sector agencies found:

Collaborations refer to some form of strategic joaiationship between two or

more organizational entities. These relationshgrslme distinguished on the basis

of the purposes of the relationship and the pradacservices that are produced
and how formalized they are, and whether a separdity manages the

relationship. (Orr, 2001, p. 41)

Orr found a balanced relationship among the magegififorts of the collaboration and
the intensity and scope of the goals. Also, intpetelent relationships thrived when
agencies were aware of their positive and negatiganizational attributes.

Gray (1989) provides a constructive managementgohpsocedure to help guide
agencies through the collaboration process (seke BbUnder each phase is a list of
steps that provides a management tool to the aolaion process. Based on the work by
Gray, and the recent case study research by R20§1) and Orr (2001), focusing

partnership efforts on a model of collaboration thespotential of achieving expected

outcomes for a partnership’s goals and mission.
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Table 5

The Collaborative Process

Phase 1: Problem setting
» common definition of problem
e commitment to collaborate
» identification of stakeholders
* legitimacy of stakeholders
e convener characteristics
e identification of resources

Phase 2: Direction setting
» establishing ground rules
* agenda setting
e organizing subgroups
* joint information search
» exploring options
reaching agreement and closing the deal

Phase 3: Implementation
» dealing with constituencies
* building external support
e structuring
* monitoring the agreement and ensuring compliance

Source: Gray (1989, p. 57)
Summary

The first section of this chapter was an examimatif the WIA statutes that
pertained to workforce training. Federal reportd dacuments of state and local level
implementation case studies were used to provideegoto policy implications. This
section was divided into eight sub-categories based/|IA mandates that have
implications for workforce training. These eighbstategories are: background, WIA
Title I-B, workforce investment boards, One-Stomtees, training services regulations,

workforce training and adult education, WIA workfertraining performance
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accountability, and an illustrative summary of WéA workforce investment activities
process.

The second section discussed workforce developarehhad two sub-categories.
The first was the development of a workforce depeient definition and the second
explained the three primary agencies at the statdaal levels that are involved with
workforce development issues.

The third section developed the rationale for teedhfor agency partnership
strategy and had two sub-categories. The firstdis@issed four reasons that
necessitated a strategy and the second set upuhddtion for developing an agency
partnership.

This emerging case study is examining deliverywofkforce development
services to meet the employment needs of bothgekess and businesses. The delivery
of services is affected by the mandated implememtatf WIA workforce investment
activities and the role capacity of the three worké agencies at the state level.

Figure 3 is an illustrative representation of #misergent study. This model
depicts the impact stages of the previous statedré&asons for implementing a
workforce development partnership strategy. Théobotwo bins indicate that the WIA
mandated programs and policy and the three stat-dgencies are both inputs in the
formation of a workforce development partnershipxt\the responsibility of the
partnership is to establish jointly supported impdaitation strategies. These strategies
are dynamic in nature as indicated by the dottesldround the triangle and can be

influenced by local-level activities.
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The local-level response box is the point in theletdhat results in formative
action. Both job seekers and businesses are réggisstvices, including occupational
training from the One-Stop Center. The degree fidiehcy in responding to needed
services is a result of interactions between timpeship and the One-Stop Center. The
ultimate goal for the workforce development parshgy is the achievement of skilled

employees for the local-labor market.
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CHAPTER THREE: METHODOLOGY
Introduction

This chapter presents the research methodologygtsel for this qualitative study.
In the first section, the research design andmateare explained. The second section
addresses the conceptual framework to describatireelationships of the key factors
that were studied. Site location and setting asemdaed in section three. The
participation selection process is delineated atige four. Data collection procedures
are described in section five and the data analhgsitiods immediately after in section
six. The final section presents the trustworthiretaadards used.

Research Design and Rationale

The purpose of this qualitative case study wasdaWofThe first purpose was to
describe what influences the implementation oftakforce Investment Act (WIA)
had on three workforce development partners—empéoyrservices, economic
development, and community college. The secondiavdescribe the process utilized
that created the workforce development partnership.
Research Approach

A gualitative case study approach was used tdlfthie purposes of this study.
Creswell (1998) defines a case study as:

...an exploration of a ‘bounded system’ or a caser(oltiple cases) over time

through detailed, in-depth data collection invotymultiple sources of

information rich in context. Thisounded system bounded by time and place
and it is thecasebeing studied — a program, an event, an activityndividuals.

(p. 61)
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In this definition, Creswell acknowledges case gtasl a research approach. Yin (2003)
agrees that case studies should be consideredachsnethod and this strategy can be
used in developing the design, data collection,aralysis aspects of a study. The case
for this study is an event about the formation @fcakforce development partnership.
Rationale for the Research Topic

The review of federal reports and documents on WHplementation efforts
presented an array of challenges for many of @ie sind local areas that were studied.
WIA consolidated 163 federal workforce program4agencies to 17 programs in 4
agencies. These 17 programs had various mandaties WIA legislation that was 313
pages long and comprised of five titles, which unlels a plethora of statutes with an
overwhelming number of mandates associated withyméthe statutes. The Title |,
Subtitle B section is over 120 pages and estaldifiepurpose, goals, and framework
for the statewide and local workforce investmerstems (O’'Shea & King, 2001). This is
where the dynamics of WIA implementation exist asthblish the heart of the process at
One-Stop Centers. This also became a point of sarflaccording to documentation
provided by many of the case study research reports

Two of the major thematic challenges presentedutittout the reports were
devolution and performance accountability. Devalntof implementation responsibility
from the federal level to the state and local lsey@ksented uncertainty about the level of
services One-Stop Centers provided to job seekars.was especially found in the
work-first approach in contrast to occupationallskraining. The second was that
frustrated training providers approached compliasfdde mandated performance

accountability measures by either using pervasigthods or did not elect to become a
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training provider. Both of these challenges mehat brganizational changes for the
workforce development agencies would need to occur.

WIA legislation not only brought about many changethe management of
public workforce programs, but also to the mannewhich the three workforce agencies
deliver services to their stakeholders. Employnsentices agencies are a mandated
program at One-Stop Centers and must adhere siithgated regulations on how to
provide services for job seekers. Economic deveypragencies are not regulated by
the federal government and their primary stakelrsldee businesses in the private
sector. The federal government did mandate thai\tbekforce Investment Board that
oversees the One-Stop Center have at least 51& membership from the business
community. Community colleges are most often regaraks the likely choice to provide
workforce training in a local area. However, maedgberformance accountability
standards do not readily coincide with the datangrand job placement protocol
reporting systems of community colleges. Situatiemsountered by these agencies have
brought the unique challenges to develop a workfoevelopment partnership strategy
that delivers services to both job seekers anchibases under the mandates of WIA.
Need for a Case Study

The qualitative case studies that were conducteth&federal reports were
studying the state and local levels from the pape of WIA implementation and in
particular, the One-Stop Centers. This study velfftom the perspective of the
workforce agencies that deliver employment rela@dices in a state. One study was
found that identified and explained the role ofsthevorkforce agencies and discussed the

need to partner, but did not identify a strategydies & Erickcek, 2002).
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Three workforce agencies in a state, referred tonagloyment Responsive Model
Stateor ERMS, have formed a workforce training parthgrsince the implementation
of WIA. Further exploration through an in-depth e of these agencies and their role
in the partnership will help answer the researabstjans.

Research Questions
The grand tour research question to be addresgbdsistudy is:
What process did the agencies describe to crieairegartnership?
The subsequent questions are:
1. What were the methodologies used in creating thisyprship?
2. What were the agencies’ visions of the missiorhef\Workforce Investment
Act of 19987
3. What workforce training and education variablesenacluded in the
partnership?
Conceptual Framework

Miles and Huberman (1994) offer advice on howuddoa conceptual framework
and their number one suggestion relates to thgesi

Conceptual frameworks are best done graphicafllgerahan in text. Having to

get the entire framework on a single page obligestyg specify the bins that hold

the discrete phenomena, to map likely relationshgpdivide variables that are
conceptually or functionally distinct, and to wawith all of the information at

once. (p. 22)

They also suggest a descriptive framework with binsections with variables listed

based on theory or experience of the roles anoMi@isebeing studied and how they

connect with the outcome for an exploratory study.
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For the three workforce agencies to work togeémel help the One-Stop Center
meet the WIA Title I-B expectations, they need ¢évide a partnership strategy. There are
three reasons to identify the strategy used tachete how to partner and why to partner.
The first two reasons are two group system elenteatgguide establishing the purpose
of the partnership. They are (a) structure or thesrof the members, and (b) function or
the relationship process among the members (Elkss&er, 1994). The third reason is to
explore what partnership terms the agencies use ascribing the workforce
development partnership. The four terms most afad to describe partnerships are
cooperation, coordination, collaboration, and inéign that can respectively be placed
on a continuum from low to high in formality.

From an organizational perspective, mapping ofingesign, and output of a
system provides a methodological tool to help idgulisconnects in the system
(Rummler & Brache, 1995). Also used was an adaptaif Figure 2.1, Conceptual
Framework for a Study of the Dissemination of Ediateal Innovations (The Network,
Inc. 1979) in Miles and Huberman (1994, p. 18).d8bsn these two approaches, the
following conceptual map (see Figure 4) has beerldped to help define the input,
design, and output variables of the workforce agsnand their partnership.

At the top of the figure are the input variabledor market and economy. The
design variables are mission and goals, stratdgit, pnd stakeholders of the three
workforce agencies and the partnership. The doarbtevs represent the various
relationships that may exist. The output variallesthe public and private sector
policies and programs, job seekers, and businéssesl on the workforce development

definition for this study (Jacobs & Hawley, 2008pnceptual mapping is an iterative
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process and as the research study progressed) soewefinement of the conceptual

map.
Labor Market and Economy
Employment Services
* mission and goalg
» strategic plan f \
» stakeholdel P Mission
4 A and
A 4 R Goals
Economic Development| T
* mission and goalg N Strategic
» strategic plan E plan
« stakeholdel R
A S Stake-
v H holders
Community College :3
* mission and goals
» strategic plan k J
» stakeholders
A 4
Workforce Development
» public and private sector policies
and programs
» job seekers with the opportunity
for a sustainable livelihood
» businesses achieve exemplary
goals
Figure 4

Conceptual Framework of Variables in a WorkforcevEBlepment System

80




Location

There are 22 contiguous states west of the Mipgisand the state studied is 1 of
14 in that region whose community college systemesea range between four to nine
percent of the population 18 or older (Americandtsation of Community Colleges,
2003). This is in contrast to the other eight staitat have less than 4% community
college population of 18 or older.

Participant Selection

Purposeful criteria sampling was utilized in sategparticipants who had a
connection to and/or knowledge of the workforceragepartnership goals. Creswell
(1998) and Patton (2002) agree that this type pfagch is useful for quality assurance
purposes. Merriam (1998) adds that to discovererstdnd, and gain insight, purposive
selection criteria should be identified to choosample from which the most can be
learned.

There were thirteen individuals who were askedatigpate in this study and
twelve agreed to take part. Three of the partidiparere identified as contacts on the
partnership website and six others were referrethéynitial contacts. These nine
participants were all employees at one of the thredkforce agencies and had
administrative influence on decisions made relabestate-level workforce development
activities since the implementation of WIA. The etlthree participants, referred by
some of the workforce agency participants, backgiswand knowledge of either WIA
policy or state-level workforce development initrass. All individuals were contacted
using one of three types of recruitment scriptepigone, e-mail, or letter (see Appendix

B).

81



Data Collection Procedures

Four sources of data collection were used forrésgarch study. One was tape
recorded in-depth interviews with the twelve papints. Another was documents
collected from the agencies, state library, andikernet. Field notes taken during the
time of the interviews were another type of datibection. The fourth type was
observations of agency meetings.

The Human Research Committee (HRC) of Coloradae3datversity (CSU)
approved the proposal for this study on Augus2®®5 (Identification Number 05-
207H). Prior to this approval date, the HRC of G8Quired a letter of cooperation from
each participating agency (see Appendix C). Eachefetters is on official letterhead
from the cooperating agencies and is signed bysopen decision making authority
with that agency.

Interviews

The interviews were in-depth semi-structured ineg with open-ended
guestions. According to Merriam (1998), this typetoucture allows for specific
information to be asked of each participant abbeirtperspective of the topic being
studied and allows the researcher to respond tsitisation at hand, to the emerging
worldview of the respondent, and to new ideas ertdpic. The twelve participants were
asked to explore and describe the workforce agsmeid the partnership through the use
of open-ended questions and probes (see Appendix D)

The face-to-face interviews were scheduled at a amd location convenient for

both the participant and the researcher. The pgaatits were given a consent form
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requesting the participant’s written approval totiggpate in the study prior to
conducting the interview (see Appendix E).

The participants were interviewed between the dait&eptember 9, 2005 and
October 14, 2005. Each interview was tape recoaeldwas no longer than one and half
hours in length. For confidentiality purposes, plagticipants were identified by a number
associated with the agency they represented agitkea dssociated with the consecutive
order of interviews from a particular agency.

Each participant was e-mailed their transcript givén three weeks to provide
any feedback or clarifications that they felt weszessary. Eight of the participants were
also e-mailed follow-up questions for clarificatipurposes and six replied. None
provided any additional feedback.

Documents

Documents are useful to stimulating thinking byyidang new insights in the
course of inquiry for interview and observationases (Patton, 2002). The documents
for this study were collected between June 16, Z0@@bNovember 15, 2005 and were
used as both pre-and post-interview resources.eftatected from the partnership and
partnership agencies included strategic plans,ameports, brochures, newsletters, and
meeting agendas and minutes. These provided infaman the structure,
communication methods, and accomplishments andedggs of each of the agencies
and the partnership. Documents were also colldobea other workforce related

agencies and included legislative bills and inities.
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Field Notes

Patton (2002) repeatedly states that the usdayearecorder does not eliminate

the need for taking notes and that they servedi@ning purposes:

1. Notes taken during an interview can help the inésver formulate new
guestions as the interview moves along, particulatere it may be
appropriate to check something said eatrlier.

2. Looking over field notes before transcripts arealbelps make sure the
inquiry is unfolding in the hoped for direction acan stimulate early insights
that may be relevant to pursue in subsequent iet@swwhile still in the field
— the emergent nature of qualitative inquiry.

3. Taking notes about what is said will facilitateslaainalysis, including locating
important quotations from the transcript itself.

4. Notes are a backup in the event the recorder hiamationed or, as I've had
happen, a tape is erased inadvertently duringdrgat®n. (p. 383)

The use of field notes enhanced the interview ingoiiocess by noting key phrases,
major points, and key terms that were used by #negpants. In some instances, these
remarks helped guide transcript follow-up questidfield notes were also used for
observations to document both descriptive andct¥ie notes.

Observations

According to Creswell (1998), an observation pcotas useful to record both

descriptive and reflective notes. The design ferdhservation protocol for this study

was adapted from Creswell (2002, p. 214). Obseaymativere conducted at an ERMS
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WIB state meeting and three ERMS Labor Force Dgraknt Association meetings
during September and October, 2005 (see Appendix F)
Data Analysis
Constant Comparative Analysis
The four sets of data collected were analyzed usiognstant-comparative
method suggested by Merriam (1998), which
...begins with a particular incident from an intewijdield notes, or document
and compares it with another incident in the saet@&data or in another set.
These comparisons lead to tentative categoriesatkahen compared to each
other and to other instances. (p.159)
Categories were determined by using five guidelestablished by Merriam. They
should
1. reflect the purpose of the researth effect, categories are thaswerdo
your research questions(s).
2. beexhaustivethat is, you should be able to place all dataybatdecided
were important or relevant in a category or sulgate
3. bemutually exclusiveA particular unit of data should fit into only one
category.
4. besensitizing.The naming of the category should be as sensisy@ossible
to what is in the data.
5. beconceptually congruenthis means that the same level of abstraction
should characterize all categories at the samé. lge 183-184)
Procedures

The interview transcripts for each participant wanalyzed by an initial reading

and then a re-reading that included writing memi@sa the margin. The transcripts
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were then downloaded into QSR NVivo qualitativetwafe package and were coded.
Coding reports were then saved and produced upopletion of the coding process for
each of the transcripts.

The analysis process used open, axial, and sedembiing processes as
illustrated by Strauss and Corbin (1998). The pead open coding starts with many
different incidents first being identified. Thenng constant-comparative analysis the
incidents were collapsed until new information ander introduces new concepts. Axial
coding begins the process of relating the openngpiticidents with one another.
Selective coding refines the process by determinorg categories, which include those
incidents relevant to a category.

Analysis of documents, field notes, and observatiware integrated into the
coding process by examining their cross-relatigrsko incidents or by identifying new
incidents. The conceptual framework (see Figureah utilized as a tool to organize the
data for writing the findings presented in Chagter

Trustworthiness

Trustworthiness refers to techniques that addhesguestion ofow do | know
| got it right”? Four rigorous strategies were utilized to deteentiustworthiness for this
study based on those proffered by Merriam (2008jckvinclude:

1. Triangulation — using multiple sources of dataection methods—
interviews, documents, field notes, and observatiorto confirm emerging
findings. This well researched strategy incorp@ aliéferent sources,
methods, and theories (Creswell, 1998; Gillham02Qincoln & Guba;

Merriam, 1998; Miles & Huberman, 1994; Patton, 20@eswell suggests
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4.

that this process is typically used to corroboeatieence from different

sources “to shed light on a theme or perspectipe202).

. Peer review — discussions with methodologists kiggrthe process of study,

the congruency of emerging findings with the rawadend tentative
interpretations.

Rich, thick description — providing enough descoptto contextualize the
case such that selected readers will be able eyrdete the extent to which
their situation matches the research context, anddy whether findings can
be transferred. Creswell agrees by stating thasteaability is achieved
through rich, thick description of the participantssetting under study.
Audit trail — a detailed account of the methodggedures, and decision
points in carrying out the study. Confirmabilityashieved by establishing an
audit trail of both process and product on howftheéings, interpretations,

and conclusions were supported by the data (Lin&aBuba, 1985).
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CHAPTER 4: FINDINGS

This chapter contains nine sections. The firstiese@rovides background
information of a workforce development partnersimipong employment, education, and
economic development agencies. Section two ised bontextual description of the state
and agencies studied, and section three deschbeatemographic characteristics of the
participants. Section four reviews the economic emgloyment challenges facing the
state, and section five discusses the state’s warfdemographics and education
legislation.

The analysis of federal workforce training and &yment legislation, including
the Workforce Investment Act of 1998 and Wagnergeeyis provided in section six.
Section seven explains the state’s implementationadching workforce supply and
demand to provide the skills needed by busineS&gion eight describes the formation
of a state level workforce development partnershifiirst presenting backgrounds of
three state agencies involved in the partnerskiprsd the partnership formation process,
and third an analysis of partnership terms as ddfty the participants. The final section,
nine, is the summary of the findings.

Background of a Workforce Development Partnership

The Workforce Investment Act of 1998 (WIA) repretszhthe first major reform
of the nation’s job training system in 15 years A8 comprised of five titles. The
purpose of Title I-BStatewide and Local Workforce Investment Systeto,provide for

workforce investment activities through statewide socal workforce development
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systems designed to increase employment, reteawnings, and occupational skill
attainment (Brustein & Knight, 1999). This is fugttstressed in goal 1 of Title I-B that
states training and employment programs must bigries and managed at the local
level where the needs of businesses and job seateb®st understood.

The intent of the WIA was to create an accessitvipleyment system that would
match the needs of businesses with skills traipmoyided to job seekers through a
“One-Stop Center” delivery method (H.R. 105-65980 WIA stipulates that job
seekers must utilize training providers that meetacn performance criteria and are
deemed eligible training providers (ETPs). Those #utomatically qualify as ETPs are
postsecondary education institutions and appresttipgorograms. An empirical study of
WIA services found that community colleges werel#lrgest group of ETPs (Marco,
Almandsmith, & Hague, 2003).

WIA was written to emphasize the importance ofilhess participation by
mandating that at least 51% members of a Goverappesinted Workforce Investment
Board represent major non-government workforceoseah a state. The primary purpose
of having a business majority was the shift of pties in the employment system from
one based solely on providing a supply of workersrte driven by businesses’
workforce demands. The typical link to the busines®munity is through economic
development agencies, which are managed at eftbestate or local level due to the
federal government’s position not to set a natiguadlance system for business creation.

Eberts and Erickcek (2002) studied the role oflipeatnerships in the delivery of
workforce development services in the United Statekfound three types of agencies

typically partner: (a) government employment sexagencies that administer federal
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and state programs at the state and local lex®Igcponomic development agencies
whose general focus is to meet the needs of bussareation and sustainability in a local
area, and (c) public education agencies that peowiorkforce training. A congressional
hearing on early implementation efforts of WIA reled that a challenge for some states
and regions was the ability to encourage or in@@astnerships with businesses and
workforce training and education providers (Impleta¢gion of the Workforce
Investment Act, 2002). However, economic developragencies found that when
partnering with workforce development agenciesy tere able to “produce a top-
quality workforce that is able to meet the needexafting businesses or the businesses
that might be attracted to the area” (Blakely & @haaw, 2002, p. 256). Therefore, a
workforce development partnership is a benefidiategy for state and local workforce
systems to enhance one of the key aspects of Wiichais “meeting the needs of
businesses for skilled workessdthe training, education, and employment needs of
individuals” (U.S. Department of Labor, 1998, p.3).

To better understand the dynamics of a workforaeld@ment partnership, this
study explored the partnership formation procesized by three state-level agencies:
employment services, economic development, and agmnityncolleges. The data for this
one state case study were collected through imesjidocuments, observations, and
field notes.

Contextual Description of State and Agencies

The state studied was 1 of 14 contiguous statesafi¢ise Mississippi whose

community college system serves a range from fouirte percent of the population 18

or older (American Association of Community Colleg2003). The pseudonym used for
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this state waEmployment Responsive Model S{&BMS). The pseudonyms for the
three state-level agencies were: (a) employmenicgsr agency referred to as ERMS Job
Search Agency; (b) economic development as ERM&igation Agency; and (c)
community college system as ERMS Sub-Baccalaufsgeéacy. The workforce
development partnership was referred to as ERM®1LB&brce Development
Association.

The Job Search Agency (JSA) was established in @@82riginated from
restructuring the former department of employmerdtteamline customer service. The
Occupation Agency (OA) was created in 1998 to chaate authority responsibilities for
a number of programs and divisions related to econdevelopment. The Sub-
Baccalaureate Agency (SBA) had been originallyldistiaed by the state legislature in
1951 and served strictly as an advisory coundihétwo-year colleges. Throughout the
years authoritative responsibilities were addediari®85 the state legislature gave the
agency operational duties, especially for fisclations and instructional programs of
the community colleges. The Labor Force Developmasbciation (LFDA) had been
formed shortly after the JSA was established.

Participants’ Demographics

There were 12 people who participated in this stddystate employees and 1
state appointed board council member who repreddnitsiness. Three of the state
employees were agency contacts from JSA, OA, ar&l\&iBo were first identified from
the LFDA website. These three participants eadtrired two other employees at their

agencies. These additional six state employeeshagtarticipant criterion of having
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administrative influence on decisions related &testevel workforce development
activities since the implementation of WIA.

The remaining three met the participant criteribhaving background and
knowledge of either WIA policy or state-level wookée development initiatives. Two
were state employees—one was from a social serag@mscy referred by an SBA
participant and the other was from the Governoffis@referred by a JSA participant.
The third was from the private sector and a memb#re workforce investment board
that is required by WIA, which is also associatethWwSA and was referred by a
participant from that agency. These three weranmadedue to their active involvement
and leadership exploring the state’s employmeniiexinges regarding training, education,
childcare, and wages.

The participants from the JSA included an admiatstr, a division director, and
an analyst each who had been with this agencyhfeetyears or more. Each had work
history with either a state or regional governmeaggncy, and one had professionally
managed workforce related programs. Further, theetivere active members in the
LFDA and contributed either background informatand/or ideology on how they
viewed JSA as a contributing partner. The divisioector and analyst had oversight
responsibilities for the division that manages ViAd other federally-funded
employment programs. The administrator providesrival support to this division. The
researcher asked each of these participants #& thiere others in this or another division
who had additional operational knowledge about & LFDA. No others were

identified.
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Participants from the OA included a liaison, a slioh manager, and a supervisor.
Two of the participants had been with the agen®r six years and the other for less
than one year. Their work histories included coagions, higher education, and federal
government, which were geographically diverse. lfldison was an active member in the
LFDA and primarily provided information about th@uhding of the partnership. The
division manager was responsible for assisting oeexisting small business owners
with financial support and leadership training. @A objective of this training is to
enhance the employment opportunities that curremist in the state for both
recruitment and retention. The supervisor was @&t@tkve officer for OA and an active
member of the workforce investment board. The rebes asked each of these
participants if there were others in their agenayadditional knowledge about WIA
and LFDA. No others were identified.

Participants from the SBA included a division lea@econsultant, and an upper
administrator each who had been with the agencthfee years or less. The division
leader was the principal contact for the LFDA aad worked with a now defunct ERMS
employment department during the transition frorRATo WIA. The college liaison
was an active LFDA member who contributed to forating goals for the partnership.
The upper administrator had previous higher edacatiorkforce development
experience in another state and shared that exyergs a guide for the partnership. The
researcher asked each of these participants & thiere others in their agency with
additional knowledge about WIA and LFDA. No othersre identified.

The three referred participants included a so@alises administrator, an

organizational manager, and a Governor’s staff memkhe social services
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administrator had been in the position for less ti@ee years and was instrumental in
setting five statewide goals to improve the welfairéamilies. These goals were in
response to a 2004 legislative bill that would addrthe needs of children and families
using both public and private resources. Two offivegoals were related to education
and employment. The organizational manager had ineteadership position on the
ERMS Workforce Investment Board (WIB) for over fiyears and had vast knowledge
of the WIA. The Governor’s staff member had beethaposition for less than three
years and worked on a variety of state employns=utas dealing with salaries, benefits,
and gender.

Economic and Employment Challenges

The ERMS is a rural state as the majority of towage populations less than the
commonly referred to urban classification of ast€z0,000 inhabitants. The state is
typically described as rich in natural resourcethwaidiverse landscape that provides
business opportunities in agriculture, tourism, amding. Ranching is particularly
viewed as an historical characteristic of the geltand lifestyle. Tourists enjoy the
national parks and monuments and the numerousatemmal activities and sports. The
abundance of mineral resources is the primary aoanengine that drives the state’s
growth or decline of jobs and earnings.

The participants indicated that ERMS was experr@nain economic boom due to
an increased demand for mineral extraction prodestsecially natural gas and low
sulfur coal. This was creating high level dialogmut both short- and long-term
economic impacts based on previous booms and ioutte state. There was particular

interest in a former legislative amendment durimg last boom period (mid 1970s to mid
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1980s) that according to the upper administratotiHe OA, “threw big money at start-
ups, vicious companies and a lot of it [money] eas$.” However, there was a true sense
of faith in the state’s leadership that this sit@atvould not be repeated. Participants
from both JSA and OA referred to the Governor’simeton investment philosophy in

ALL economic matters that utilizes taxpayers’ mo@asya reason current spending is
handled from a results-oriented perspective. Twicme city and county leaders
throughout the state that there was a new wayikKitig, in 2005 as the Governor
convened a small taskforce to brand the curreninbdde result was the taglinghis is
Not Your Father's Boom.”

Since the last boom, job growth had been virtuatlgexistent for nearly two
decades. The situation changed and between thindey2004 and third quarter 2005 the
annual job growth averaged over 3%, with growtkvery major industry sector
including minerals, service, education, financel avanufacturing (Bullard, 2006). The
state’s unemployment rate was averaging arounda8¥eh was lower than the 5%
national rate. Many of the participants acknowlettfat the employment situation was
creating a serious workforce shortage further isifesd by a housing shortage. All of the
participants from the OA indicated that due toltek of housing, community
infrastructure development had become their topripyi Also, due to the lack of labor,
recruitment of businesses was a very low priortdyr®mic development strategy.

The ERMS was experiencing a crisis stage with tiabng economy that was
impacting communities, businesses, and job seekbese were other employment
challenges occurring throughout the state withedifig degrees of intensity—Ilack of

skilled workers, low wages, declining K-12 schoot@lments, and a higher than
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national average early baby boomer population & 280 compared to 26.7% (Liu,
2005). Interestingly, when asked who the stakelsldétheir agencies were, a common
response was state citizens and in particular i€ k€merging population, unskilled job
seekers, single mothers, and retirees. This se@nadicate that the challenges were
being thought of as solutions, with the variouskfmrce groups needing some form of
attention regarding potential career and employroppbrtunities. The Governor’s staff
member put this in perspective when describing voode development as “...it is how it
answers our needs in our state’s economy and usege@atest resource, our people, to
answer our state’s economic needs.” This suggeatshe ERMS citizens should be
considered as the first source of labor who reeeilie necessary education and training
for the state’s workforce needs.
Workforce Demographics and Education Legislation

Population Demographics

According to the 2005 American Community Surve thedian age of the
state’s population is 39 years, which is three ye¢der than the national average, and
the state ranked as the ninth oldest in the ndtlo8. Census Bureau American
FactFinder, n.d.). One of the reasons is the hittee average percentage of early baby
boomers due to two related and significant factohe first factor is the high net in-
migration of young workers in the mid 1970s to rh880s, which was during the last
boom (Liu, 2005). This was the last major job gioweriod. The second factor is
significant out-migration of population that starie the late 1980s, especially as half of
those who left the state were young adults betweerages of 20 to 29 (Liu). An

empirical characteristic of individuals who migréttem rural areas is that they have a
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higher level of educational attainment and usualbye to a location where they will
receive a greater return for their investment mgkills that are marketable in urban
locations (Goetz, 1999).

These two population migration trends contributgarying degrees to the
employment challenges occurring. The state wareBpg with specific education
legislation that would increase higher educatiorokment in targeted fields, encourage
youth to attend state postsecondary schools, assigg authority of the ABE/GED
programs. There were also two family economic mtsjetroduced to raise the standard
of living for all citizens and to encourage incresisn wages.

Workforce Education Legislation

The division leader from the SBA discussed thypes of workforce education
funding legislation that had passed during thefastyears and referenced sources that
could provide detailed information for these pragsa They were an investment in
nursing program (Community College Commission, 2)Q&acher shortage loan
repayment program (Community College Commissio052), and postsecondary
education scholarship endowment programs (Depattofdeducation, 2005).

The first occurred during the 2003 Legislative s@sand was a program to
increase the workforce capacity for both nursesrande educators. This program
provides loans for individuals who are acceptetthatassociate’s or bachelor’'s degree
levels for nursing and the master’s or doctoratellér nursing education. Funding
amounts vary per student and are determined thrthegfederal financial aid application
process based on needs unmet from other souradsasudederal and/or state grants,

scholarships, and employer-based financial assistdroan payment forgiveness
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eligibility is based on qualified work in the stae either a nurse or nurse educator and
the time periods are one year of full-time emplogtrfer every academic year of full-
time enroliment that an individual received a loidarses were to begin employment
within one month of completion of their program andsing educators were to be
concurrently employed at an academic institutiolevompleting their education. Loan
recipients subject to cash repayment were thosefarteal to complete the academic
program, obtain employment in the targeted occopatr pass the appropriate
certification or licensure examination.

The second workforce education funding programeuhsgsiring the 2005
Legislative session and addressed teacher shoitagesh, science, and special
education. Funding criteria were the same as th@mgprogram, but individual loans
were restricted to $6,000 per year. Similar torthesing program, loan payment
forgiveness eligibility is based on acquiring deséition in one of the three targeted areas
and working in a public school with at least 50%tinctional time in one of the three
specializations. The time periods of employmentyel as the conditions for cash
repayment, were the same as the nursing program.

The third education policy was different than tileer two. It was an in-state
postsecondary education scholarship endowmentgmofpr traditional students who
graduated from state high schools or were residamisnet other qualifying criteria—
receiving a certain score on the GED exam or blearge schooled. This legislation
passed in 2005. The 2006 high school graduatestiverfast group eligible for this

funding, which further requires that applicatiomssdubmitted prior to an applicant’s*21
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birthday. Within this scholarship program, there four types of programs—career,
opportunity, performance, and honors—and each pesfe requirements.

The SBA participants were pleased that this fundifgrs a mechanism that
encourages youth to attend an in-state postsecpirdditution. The college liaison listed
three possible outcomes from this scholarship progya) increasing the state’s high
school graduation rate, (b) increasing college limemt and completion rates, and (c)
keeping graduates in the state with jobs that p#yssifficient wages. The SBA upper
administrator supported these outcomes by statiaigsuccess of this scholarship
program will depend on coordinating a process t@tes students from the K-12 system
into postsecondary education and at the same tisgerds the needs of the employers.
The participant also recognized the higher edunatia workforce expectations from
this highly funded legislation and stated, “...a veignificant portion of our population
that is our young people are potentially makingslens that will determine how our
workforce is populated, how our state is ultimajgbpulated.” However, the challenges
of knowing the consequences of this legislationengrclear and the JSA administrator
was cautious when acknowledging that this was degidlation by stating:

How much Eic] of those students getting that [scholarship mpmely go into

technical fields, or go into an associate or dedte program? Versus how many

will go...right onto a four-year program and then ofithe state because we
don’t have the jobs. So doing the right thing sames in legislation, what makes
sense on the surface; more education for our stsdems into a better trained
workforce, better economy...are we ignoring the smenf the economy, trying
to do the right thing.

The mixed views on outcomes of the state-fundedlacthip endowment program were

not surprising, as the process was yet uncharteédrenparticipants were only able to
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conceptually discuss the education and workforgeaichof efforts to keep more youth
in-state through this mechanism.

Another legislative development addressed waspaoming bill that would
commit, for the first time, state dollars to the B/ &ED program and not rely solely on
federal funding. Also, included in the bill wasrsder of responsibility from JSA to the
SBA, which was the third time in less than a dedadethis adult education program had
been relocated to a different state agency. Thgrano had been with SBA until the late
1990s when it was transferred to the DepartmekBidoication for a brief time and then
moved to the JSA for four years. The SBA upper aistrator referred to ABE/GED
program as “...this orphan sort of step-child” andsweankful that there was
consideration for this program both returning toASEhd funding from the state. This bill
did pass during the 2006 Legislative session aadthount of funding will be
determined during the 2007 session.

In less than five years, ERMS has approved fots that obligate state funds for
education purposes. Two of these were to help aserevorkforce capacity in two
occupations, nursing and teaching, by providing$o@ qualified individuals. The third
act was endowment scholarships for traditional@g#-secondary students who meet
certain age and education criteria. The intenhefdcholarships is to encourage more
youth to attend a higher education institution tmkeep them in the state after
completion of their studies. The fourth act wassfarring ABE/GED back to SBA and
committing state dollars to this program. These fis support either specific
occupations or targeted populations and providdifepehstate citizens financial

resources for workforce education opportunities.
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Other Potential Workforce Groups

The JSA analyst suggested that both the untappéedavoe and senior
populations should be considered potential sourceapplement the high demand for
workers. Those suggested in the untapped workfgnamep included stay-at-home
mothers and college graduates who may be caresrds) which are groups other than
those individuals who have impairments that mayeadgtheir ability to remain
employed. This foresight was substantiated by &fgore assessment study that was
conducted in the state that found a hidden sourtabor was recent college graduates
who were unemployed and had no limitations to eympknt (The Wadley-Donovan
Group, 2006). The study also identified stay-at-Banothers who would like to become
employed and found that 25% of them saw lack ofityuehildcare as a barrier to
employment.

The JSA division director concurred with the anatiiat the senior population or
older worker should be encouraged to either renmaine workforce or re-engage after
retirement. The analyst recognized that both bgse®and government need to develop
creative methods that would make the workplace ratiractive to the needs of this
population. The division manager felt that busiessshould consider utilizing
communication technology as a tool that would altder workers to contribute their
experiences without necessarily being physically jatb site. The OA supervisor
expressed a contrary view to the aging workfortieation and felt that the high cost of
health care would prevent this population fromrieg until at least 65 years old. There
were no other potential workforce groups that wdaddeadily available to move into

employment mentioned by any of the other partidipan

101



Family Economic Challenges

The ERMS Governor was first elected to that offrc&lovember 2002. The
social services administrator shared that in rasigural address the Governor mentioned
that during his door-to-door campaign he was sthuckhe number of young children left
at home while parents were working. Due to thig ohthe Governor’s priorities was to
identify the needs of children and families. Comently, a priority of the First Lady’s
was researching wage disparity in the state. 12800 family economic projects that
addressed these issues were introduced to théakegss

The first project was House Bill 33 to study amyelop a plan addressing the
needs of children and families using both publid private resources. The Bill passed
during the 2004 legislative session. The state iiey@at managed by the social services
administrator was designated as the responsiblecgde develop the plan, which was
due in final form by October 1, 2005 with an intenieport by November 1, 2004.
According to the social services administrator,ftre step in this process came from the
Governor who appointed a statewide 54 member aguiszard from the public and
private sectors that included educators, judgested officials, counselors, social
workers, and attorneys. There were also represestdtom corrections, public health,
and children’s services. In addition, JSA, OA, 8B each had a staff member who
served on the advisory board.

Once this board was selected, the members purbaesdudy by first deciding to
establish goals for the children and family plaheBocial services administrator
described this process as long, interesting deblag¢sesulted in a lofty set of goals and

summarized the objectives for the plan as follows:
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We want children and families to live in safe, tieal nurturing communities. We
want the state to have an economy that is divetsifivhere people can earn
livable wages and there’s no disparity betweergtreders on wages. We want
accessible health care and affordable health insarave want quality early
childhood development programs and we want an ¢iduncsystem that prepares
people, young people to succeed in life.

Based on this, the group decided on five goals eatth having five to seven measurable

data points as the initial indicators in the interieport presented to the Governor. The

five goals are:

1. Families living in a stable, safe, supportive, atirtg, healthy environment.

2. A diverse economy that provides a livable income ansures wage equality.

3. Affordable and accessible health care and insurance

4. Children born healthy and achieving their highesteptial in early

development years.

5. Students successfully educated and prepared & bpportunities.
(Department of Family Services, 2005, p. 7). Pulnieetings were then conducted in
each county and the goals were used as discussiots po learn about challenges being
faced by families in their communities. The isswese analyzed and six statewide
recommendations with action items were includeth@final plan, which the social
services administrator presented to the Governahéyleadline of October 1, 2005.

The SBA consultant, who was a member of the adyisgam for developing the
plan, indicated that goals two and five were imaotindicators in setting direction for
the employment challenges with regard to workfdraming. The JSA analyst indicated

the house bill was a big initiative by the Govertmhelp understand some of the

workforce and family problems occurring.
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The second family economic project addressed &gtofs contributing to
families living in poverty—low wages and job traigi The poverty standard used was
based on the 2003 federal guidelines of an incaoeldo or less than $18,400 for a
family of four (Equality State Policy Center, 200Bline percent of the state’s citizens
were living below this level and many of them wesaking two or more jobs (Equality
State Policy Center). The population most impavtad single mothers who cited low
wages, lack of benefits, and gender wage dispasityarriers to earning a livable wage
(Department of Family Services, 2005). In respotiee Governor’s Office hired a
consulting group that studied the economic conaiétitor women and their families and
developed state and local level Self-Sufficien@gn8tards, which “measures how much
income is needed for a family of a certain compasiin a given place to adequately
meet their basic needs—without public or privatstance” (Pearce, 2005). The Self-
Sufficiency Standard report was completed in e2095 and included guidance at both
the “micro” or individual level and “macro” or sysh level on how to close the gap
between current income and self-sufficient wagesge). Strategies recommended for
individuals were primarily focused around raisingames through education and skills
training, especially nontraditional employment fasmen. Systemic labor market
demand strategies included raising incomes, alatigreducing artificial employment
barriers of gender and race.

According to the Governor’s staff member, the Selfficiency Standard for
ERMS was presented to the legislature in Febru@®p 20 “inform their work on items
related to children, families, workforce developmemd health care.” The social

services administrator stated that the conversatbout the Self-Sufficiency Standard for
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ERMS has “...spurred a lot of discussion in the bessncommunity about wages”, and
the participants from JSA, OA, and SBA were viewihig as a tool when considering
workforce and economic development efforts. Equiatigortant, the Governor’s staff
member added, “Something to realize with the stahiathat it is bare bone, bottom
line, should be the basement. And so, we can amlyetter.”
Summary

ERMS is experiencing a higher than national aveggycentage of those who are
reaching retirement age, a lower than average nuofhy@ung adults due to out-
migration, and a workforce shortage created byremgy boom. These three situations
created significant employment challenges, whichevegarting to be addressed through
legislation. This included increasing workforce aeipy in targeted occupations,
encouraging youth to seek higher education in-gkat®igh an endowed scholarship
program, allocating state dollars to ABE/GED pragsaand introducing strategies that
address the needs of children and families. Thed@&ion manager recognized that
investment in education has a significant influeaoevorkforce and economic
development in ERMS and offered this viewpoint:

In my opinion, the economic vitality of areas, esaand nations, will depend in

the future as much or more on the quality of thekfawce they offer. Therefore if

one believes education makes a worker more progygtivestment in that

education offers perhaps the best economic devedopapportunity that can be

made.

In addition to investing in education, the JSA adistrator suggested that
businesses should invest in human capital, thelpedm are doing the work, and not

regard them as a financial expenditure. The JSAysinalso used the term investment

when talking about the potential workforce populas and went beyond those who are
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may be eligible to receive state education bendédite particular group mentioned was
older workers and the need to create an attraator& environment so they will stay
engaged in the workforce longer or come out ofeatent to become reengaged with
employment opportunities. The JSA division direconcurred that businesses should
consider the experience of older workers by esthirlg organizational policies that will
keep them working for a longer period of time.

In summary, the state’s legislative acts and thieégyaants’ collective insights to
enhance and approach workforce and economic dewelaipwere primarily through
demographic analysis, in-state education opporasjiand employment for
nontraditional groups.

Federal Workforce Training and Employment Legislati
WIA and Wagner-Peyser

In addition to state funded workforce educatiod &aining initiatives, the JSA
participants discussed two federally funded empleynhprograms, Workforce
Investment Act of 1998 (WIA) and Wagner-Peyser Astilable through their agency.
The purpose of WIA is the coordination of employinand training programs managed
at the state and local levels. To aid in that pgeckESA created One-Stop Centers to serve
as the sole operating entity for access to infomadbout workforce investment
programs. The Wagner-Peyser Act, which was orityreddtablished in 1933 to create a
nationwide system of public employment offices, \aagended to be a WIA partner at
the One-Stop Centers. The participants indicatatlitttese two Acts are closely related to

each other and work in tandem to provide job see&sployment and training services.
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Three Levels of Service

The JSA analyst first explained that the WIA legfigin tiered services into three
levels—core, intensive, and training—and providesl dverview:

The first level would be core services and thgisé some real basic stuff, you

know education about what is available to you, neagtime real basic

assessment, that type of thing. And then you gwimtensive services where you
get more in-depth counseling and assessment atithahappy [sic] stuff, maybe

a pair of boots, depending on what your needs/aré.then the third tier (level)

of services is training where it is actually insgeoom training or something very

similar to that more on-the-job training, that tygfething.

The JSA division director provided more detail &xle of these levels explaining
the transition process from one level to anotheetdan an increased need of services in
the following progressive manner:

1. Core—A self-directed activity that requires accesthe Internet and can be

done at a One-Stop Center or at an off-site lonaticch as a home or library.
The job seeker enters basic demographic informatimnthe job network
database system, including education backgrountdk amd wage history,
skills, and current employment status. Other infation requested is the job,
earnings, and location desired, as well as if sgpgart-time or full-time
employment. The database system then matcheshilse@ker’s information
with job listings provided by businesses, and waenatch occurs an
automated phone system calls the job seeker tacitfie One-Stop Center
about the position. If this does not result in fimglemployment, then the job

seeker is encouraged to go to the One-Stop Ceanrteohsultation with a staff

member as to what changes or improvements are ei¢edee application,
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and advice on resume writing and interview etiquétheeded. If the job
seeker is still not successful, the person is effehe next level of service.
Intensive—A One-Stop Center case manager conduétsdepth interview
with the job seeker who most likely will be askeddke a basic skills
assessment and/or an aptitude interest assessrhenis primarily to
determine if the skills or education backgroundhaf job seeker match those
needed in the positions listed with the One-Stopt€&ef it is determined that
the training level is needed, the case managesdaaking approval by
submitting an application to a review committee.

. Training—The review committee approves 80% of {yaiaations for

training, which include on-the-job, classroom, aoanbination of the two.
The reasons for those not approved are that thegeker has skills for the job
market; a good work history, and/or the need tmeelhis/her approach for

getting employed.

The JSA analyst and division director both explditteat the funding for these

levels is shared between WIA and Wagner-Peyselir @gency reviewed the objectives

of the three levels of services and realized thagh¢r-Peyser fulfills core services of

matching job openings from employers with qualifeténts. Therefore, every person

who submits an online registration form using e petwork database system is

considered a Wagner-Peyser client. The JSA analysiated that although Wagner-

Peyser is a required WIA partner at the One-Staptéls, some states were struggling

with coordinating these two programs and were d@agilg core services. In other words,

a job seeker could receive core services twica,\&kagner-Peyser client and as a WIA
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client. This also meant that WIA funds were deplgtat a faster rate because they were
being used for services that could solely be predigith Wagner-Peyser funding. Due
to the ability of JSA to understand the fundingam between WIA and Wagner-Peyser,
the U.S. Government Accountability Office askednthfer input that would help explain
this process to other states. This resulted wehtlS. Department of Labor making a
revision to WIA policy and required each stateltwity the approach used to avoid
duplication of services.
ERMS WIA Strategic Plans’ Response to DuplicatioBesvices
WIA legislation required states’ designated OnepSIenter agencies to submit a
five-year strategic plan outlining how workforcevé®pment services will be provided,;
therefore, JSA was responsible for completing tR&E plan. These were due to the
U.S. Secretary of Labor by July 1, 2000 and a megonponent was to address the
operational challenges with consolidation of empient and training programs. In
particular a strategy that would assure coordimatiwoid duplication, and improve
operational collaboration among WIA Title I, Wagsegyser, and/or Veterans Programs
was needed. The response from ERMS was:
Through the MOUs with each of the partners, WIA€TIt Wagner-Peyser Act
and Veterans Programs will be coordinated to engtogram services are not
duplicated. Cross-informational training will beopided to all partners in the
One-Stop Centers to ensure all staff are [sic] awéathe services and issues
pertaining to each program. Streamlined servicd@iprovided to the
customers of the One-Stop system. (Office of Wadddevelopment, 2000, p.
139)
These initial strategic plans were followed by atyear strategic plan due July 1, 2005

and states were asked to directly addhessthey will consolidate Wagner-Peyser Act

funds to avoid duplication of core services. Thgpmnse from ERMS was:
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Wagner/Peyser funds are utilized to provide coreices to Adult and Dislocated
Workers in ERMS’ efforts to consolidate WIA and Wiag-Peyser funding
sources and to avoid duplication. Core servicdsSRIMS are not duplicated based
on the fact that Wagner/Peyser funds are usedtode core services and Adult
and Dislocated Worker funds are used to providenisive and training services.
(Department of Workforce Services, 2005, May, fp42)
Therefore, ERMS utilizes WIA funding for those clis who need intensive services and
training, which are also a subset of the Wagneis@egroup. The JSA analyst indicated
that the state may have 63,000 or more Wagner-Pelysets per year and from that
group 1,500 to 2,000 will receive WIA funded intemsservices and training.
WIA Performance Accountability System Guidelines
The JSA analyst explained that besides fundingpgrammatic reason to clarify
that Wagner-Peyser was responsible for core sexrwes the guidelines of WIA's
performance accountability system. WIA is an outedmased employment and/or
training program, and core services do not requliemts to have achieved either of those
goals. On the other hand, Wagner-Peyser Act isdaigle assistance in seeking
employment with the type of basic job search ses/rovided at the core level. An
integral part of the performance accountabilitytegsis common measures, quantitative
data that delineates the clients who receiveditrgjfiound jobs, stayed employed, and
increased their earnings (U.S. Department of LaP@®5). To ensure states understood
that core-level service clients were not outcomseddawhich also made them exempt
from common measure eligibility, the U.S. Departingfn_abor prepared and

disseminated a training and employment guidanter)eiEGL 28-04. One section of

this letter defined those clients who are countetthé common measures, which stated:
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“...the core indicators of performance apply to atlividuals registered for the

Adult and Dislocated Worker programs, except fasthindividuals who

participate exclusively in self-service or informoaial activities.” WIA

participants covered by this exception will nottéken into account in the

common measures. (U.S. Department of Labor, p. 5)

The JSA analyst indicated that TEGL 28-04 actuiadliped align WIA and Wagner-
Peyser for both the performance accountabilityesysind funding model.
Common Measures Reporting

The SBA division leader and college liaison balated their frustration from the
perspective of being a training provider for WiAdamot having access to the information
from the common measures reports. The divisiondetadt that JSA staff had a lot of
personal ownership with the data and used configégtas the reason they could not
share information. The SBA consultant did not fAMIA legislation for asking for
documentation, but was curious if the resultinginfation made it even worthwhile with
respect to the time and money involved to do tipenteg.

The JSA analyst equally expressed frustration @BA’s reluctance to provide
information regarding the number of individuals wieceived training and then got jobs
due to the training. The analyst did admit that &5 requesting this information for the
whole class and not just WIA clients, and indicateat SBA responded that FERPA
(Family Educational Rights and Privacy Act) preetiiem from disclosing this
information. The analyst explained the reason fantmg the whole class was due to
some training providers that do not take respolitsibho ensure the skills taught for a

particular occupation were those needed for theTble division leader expressed a

resolution to this situation would be if:
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...all of the agencies involved took a higher groand said, “we’re going to
abide by all of these things, but the higher puepgeghat we work together so we
can share this information to improve the servigegrovide to these individuals
and to ERMS?”, | think that there could be a lot mopen sharing of that
information to improve processes and to improveises.
There was no other input regarding the sharingfoirmation for WIA common
measures from other study participants.
ERMS Workforce Development Council
Establishment and membership
A requirement of WIA was the establishment ofestatd local level workforce
investment boards with the provision that goverrmadrsmall population states may
designate the entire state as a workforce investarea (Brustein & Knight, 1999). This
was the case for ERMS, which created the ERMS VWockf Development Council
(Council) directed by a 1998 Governor’'s Executivel€. According to the executive
order, the duties of the Council are:

1. The Council shall oversee the creation of a stiatgl@n for the development of
ERMS’ workforce which assists individuals to becomare economically self-
sufficient and improves their and their family’sadjty of life;

2. Build a system of public/private partnerships inithg participation from
business, industry, labor, education, communitres@arents which will further
the progress of meeting the goals establishedeinvtirkforce development plan;

3. Assess the adequacy of existing workforce developmetivities and services

being provided in the state and make recommendatmthe Governor,

Legislature, or other governing bodies regardiregribed for such services, the
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effectiveness of such services and changes whigll amprove the services

provided,;

4. Develop a performance measurement system whiclprvaillide for a consistent
and fair evaluation regarding the effectivenesaartkforce development service
delivery, programs and activities;

5. Make recommendations with regard to the coordinadioworkforce
development activities and services which elimirtatplication and increase
efficiency among providers;

6. Carry out the duties and functions prescribedHerRrivate Industry Council and
the Job Training Coordinating Council by the Johifling Partnership Act.
(Executive Department, 1998, 1 7)

WIA stipulations that WIB members include: (a) fiekected officials including
the Governor and two representatives from eachenotithe legislature, (b) majority (at
least 51%) be business and industry representatinels(c) those in policymaking
positions with their organizations; such as, worgéotraining and education, economic
development, and community based organizations spkeific Council members in
category (c) are: (a) superintendent of Publicriredion or designee, (b) director of
Community College Commission, (c) director of thepartment of Employment, (d)
director of the Department of Family Services,régresentative of local public
education, (f) representative of the Universitytegs and (g) representative of a
community based organization (Executive DepartmE9883). The organizational
manager had been appointed to a three-year te@owscil chair by the previous

Governor and was reappointed to another threetgearby the current Governor. Other
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participants who were ex-officio members of the @@lwere the SBA upper
administrator, OA supervisor, and the social s&viadministrator.

The organizational manager stated that the Govexmaoints the private sector or
business members using two specific criteria, “pefom different regions with the
state so the whole state is well represented aukte in key industries in the state like
energy, construction, and tourism.” The Governet&f member concurred that the
Governor appoints business members based on tké&sterkforce issues and selection
is twofold—one is area of expertise and the set®geographical location. The
organizational manager understood that WIA hasiBp@&sembership requirements and
that more than 50% of the Council needs to be legsinepresentatives and felt that
ERMS had closer to 70%. A JSA staff member who eupgphe Council was consulted
and indicated there were 20 official board membeit 10 were business and labor
representatives (see Appendix G), which is exdfB6. From a characterization
viewpoint, the participants provided consistent poditive remarks about the leadership
and commitment of the business representativesseha on the Council.

Duties and Council meetings

One of the initial duties of the Council was makuertain that the agency
responsible for writing the five year WIA strategi@n met the July 1, 2000 submission
deadline. According to the JSA division directbistwas completed by the former
employment services division since it was prioth® creation of JSA that is currently
the responsible agency. The organizational mandigeussed that an ongoing duty is to
oversee and manage the 15% set-aside WIA discegjidunds, which amount to

$800,000 to 1,000,000 each biennium. This monegésl for administration and
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delivery of statewide workforce initiatives. In g&al, the participants described the
Council as serving in an advisory or guidance fote]lSA. However, the JSA division
director added that at one time the Council wadrigolved with the day-to-day business
of the agency, but did agree that this has lessened

The organizational manager mentioned that, by Watuse, the Council is to
have quarterly meetings held at various locationsrad the state. The meetings typically
are held over two days, beginning at 1:00 pm tist fiay, adjourning at 5:00 pm for a
group dinner, and meet again the next morning 8o®0 to noon. The researcher
attended and observed one of the meetings hel@i@bpt 22-23, 2005 at a location in
the northeast section of ERMS (see Appendix F).ntyréve of the 28 official and ex-
officio members or designees attended, along ikt SA staff members and nine
guests. The agenda included six presentations J@&#staff representatives regarding a
senior workforce initiative, youth council prograstrategic planning goals, website
revision timeline, budget update, and training @ct§. The OA liaison, there as a
designee for the OA supervisor, reported on awtdeehousing study; a representative
from the Department of Public Instruction preserdeadhreer clustering model; and a
business member provided a description of a handseahnical training program being
introduced in the state. Other reports were fromar€d members regarding their four
committees—15% set-aside, collaboration, legistatand data and communications.

The organizational manager explained that the lootkation and data and
communications committees were formed based o thmcil’s desire to be more
engaged with providing deliverables that would beful for businesses. The

collaboration committee planned a two-day workf@saemit, for which they asked and
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received the Governor’s endorsement. The firstwa® held June 3-4, 2004 and
according to the organization manager, the purp@se“to heighten awareness of
workforce issues in the state and to look at santil solutions of things like health
care, and [workforce] recruiting and training.” Tokganizational manager and the OA
liaison both mentioned that the summit used thedéf&ept, which is a U.S. Department
of Labor, Employment and Training Administrationbwgatform that provides
information in the areas of employment, educatsod economics in relation to
workforce issues. They also brought up that dutigsummit the Council and OA board
members had a joint dinner to discuss businessvarnkforce development, and felt that
simply getting the two boards together was a pestiep. There were 385 people who
attended and the next Governor’s workforce sumrag scheduled for May 16-17, 2006.

The data and communications committee prepareoriferce report that was
disseminated in conjunction with the 2004 workfosocenmit. The report compiled data
on trends and projections that influence the statarkforce challenges. These included
employment by industry percentages, average asalealy by industry, gender wage
gap, aging population, and youth out-migration (Worce Development Council and
Department of Workforce Services, 2004). The orztimnal manager mentioned that
the data and communications committee was workimthe report for the 2006
workforce summit.

The Governor’s staff member conveyed that the Guaredoes not tell the
Council what needs to get done and “is more intedes them [Council] taking the lead,
because they're the experts, than him castingithenvand having them simply follow it

without questions.” The organizational manager plaased with the ambition shown by
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the Council and characterized the members as, ‘steoyng leaders in their industries and
are used to having things happen and see resBtith’the SBA upper administrator and
the JSA administrator were encouraged by the Cbsrmceation of an atmosphere that
was breaking down silos among economic developmerkforce development, and
community colleges.

Participants’ Reflections

WIA was described by the organizational managex stsift in focus of the
employment process to the employer side of thetemuas opposed to the employee
side and credited this change to the U.S. AssiSlantetary of Labor, Emily DeRocco.
The participant stated that this is known as dertainen workforce training and the
SBA division leader added that businesses need emgaged when developing training
programs so their needs are met. The JSA divisrectdr indicated that WIA legislation
has changed the agency’s focus from the job sdmkeg their primary customer to
recognizing the businesses’ demands for specifikforce skills. The JSA analyst felt
that this was not a bad change and that businpss @bout training needs provides
programmatic direction for the job seekers.

The OA liaison believed the purpose of WIA as “gdphthe citizens become more
employable, than assisting them in employment.” $B& consultant concurred from a
customer service perspective that the purposehs toore responsive and more
comprehensive in servicing citizens. The SBA waeamged that WIA was demand
driven to “meet business needs, meet the neede @ftizens of the state and also the
United States, and then also improve accountalasitiar as, you know, where do these

people go? What happens to them?”
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The SBA upper administrator liked the word ‘invastt” in WIA and provided
this overview:

The Workforce Investment Act suggests that thea#tyrés an investment, which

to me is the right focus. Because so much of wieaview in higher education

sees education as an expense, as a cost. It'hgamito go to school in order to

do this. And then you're going to get rewardedlfiihk the acknowledgement is,

there is a partnership here. That's really an itnaest in upgrading the level of

where we are as a society in terms of the way wgewahat people do. And so, |

think that’s an appropriate focus.
Overall, the participants supported the concepV ik regarding businesses as the
primary customer and training job seekers to mestemands of the local economy.

Matching Supply and Demand: Skill Preparation

The implementation of state workforce educatignskation and federal
workforce training and employment legislation wasating a paradigm shift from supply
of labor to demand of skills. Businesses were sggdiskilled labor force and job
seekers were being trained to meet those demaiedsrding to the JSA administrator,
implementing a demand-driven system was also iotind) a new concept, workforce
development, to the state agencies. This was angwsimultaneously with the
workforce shortage and a crucial workforce facféeaing businesses described by the
JSA analyst as the need to upgrade skills setaroért employees in the extraction
industry due to both technology advances in equignmstrumentation and growth of the
industry. In addition, businesses were strugglomgléentify the skills needed for new
hires that would meet technical demands for bothydavel positions and those

requiring some experience. The SBA consultant abtlest the state lacked skilled

employees and a solution was to develop a workfeystem responsive to the needs of
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businesses. Therefore, workforce development giest@vere needed to help businesses
with the current and impending workforce shortaiggasion.
Workforce Development and Workforce Developmene®yBefined

The participants were asked to explain the meawiingorkforce development
and workforce development system (see Table 6htEigrticipants provided definitions
for workforce development and eight for workforardlopment system. There were six
participants who defined both workforce developreerd workforce development
system and four who defined either workforce dewelent or workforce development
system. The workforce development system definitibthe JSA analyst was vague and
therefore, not included in the presentation ofifugd for this section. From this, five
participants provided definitions for both expressi.

The eight definitions for workforce development lzashared theme of providing
workforce with applicable training that met the de®f businesses. The responses from
the two SBA participants included both stakeholgteups as the customers of the
training, while the JSA and OA participants viewrgsinesses as the primary customer.
Participants from all three agencies did agred) watrying perspectives, that a key
consideration for workforce development was the alesrside or employment needs of

businesses.
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Table 6

Participants’ Definitions of Workforce Developmamid/or Workforce Development

v

System
Participant Workforce Development Workforce Devehgmt System
SBA division | Any kind of training or Linking everything that you can to reach
leader education that improves an common goal, which is the best, most
individual's skills that can be | highly trained, highly adaptable workforcs
applied on the job available...responds to evolving needs
SBA Assess what is needed by the | Tailored to meet the needs in a particula
consultant employers and the employees,| area of the state and it's a systematic
and colleges respond by approach, comprehensive with a lot of
providing the appropriate tailoring and variety to it.
assistance, support, and training
JSA analyst Organized effort of defining | Where you train your resources.
needs and developing strategiegvague and omitted in presentation of
to meet those needs findings)
JSA division | Providing a skilled workforce | Putting the puzzle together and creating
director for business that system, which continually feeds a
trained workforce to businesses
JSA Economic development Economic development stragdzased on

administrator

human capital talent base in a communit

OA liaison

Meeting the needs of employe
and how to develop a workforc
for future needs

e

rAssess the needs of employers, both

current and future, and develops and
focuses training funds on meeting those
needs

OA supervisor

Capacity to train workers to an
ability level that helps the
business

(No definition provided)

OA division (No definition provided) Employers and the schgatem and the

manager training and the community colleges all
work together, so kids have options defin
by employers of what is needed in an
employee

Governor’'s Uses our [state] greatest (No definition provided)

staff member

resource, our people, to answe
our state’s economic needs

=

Social serviceg
administrator

(No definition provided)

Would provide training fibs that
actually exist, that actually allow people t
get ahead, to become self-sufficient, be
holistic

@]
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The seven definitions for workforce developmentaysincluded operational
phrases that suggested processes are developed #rmea involved in providing a
trained workforce for businesses. Some of these Waking, evolving, adaptable,
tailored, variety, continually, and putting the pleztogether. These phrases indicate that
a workforce development system involves dynamiwiiets to continuously meet the
training needs of businesses.

The definitions provided for both expressions wagasistent with workforce
development considered the concept and workforgeldpment system the required
actions to deliver the concept. A common elemers that a system should be
responsive to both the current and emergent waskftraining needs of businesséle
SBA consultant stated that for their agency determgitraining needs of businesses
often occurred in the following push-pull manner:

Some businesses will call the college and the geibyait are doing workforce

training go to that business one-on-one and adssses, talk. And sometimes it

happens by a push in that they (colleges) go adinaake contact with the
business and say, can you spend some time talking about what do you see is
your future potential for any needs? And thenngtthem know that some of that

[training] already exists or others could be talbto meet those needs in an

economic and convenient way.

The participant introduced three considerations@dleges when developing training
programs, which were to: (a) maintain open commatioa mechanisms with businesses,
(b) deliver training that meets the needs of bissas and their workforce, which

includes content and method, and (c) introducenassies to funding opportunities that

may support their training endeavors.
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Workforce Development Taskforce
The SBA agency convened a workforce developmeifdece that included one
staff member from each community college in théestahis group met in the summer of
2003 and their primary function was to produceporeoutlining a coordinated plan
among the colleges to support workforce developrardteconomic development efforts
in the state. They mutually agreed upon a definifar workforce development as:
The wide variety of educational programs and sesvtbat the colleges provide,
within their service areas as well as state-wideupport the state’s economic
development efforts, which result in:
» Training and retraining current and future workierebtain jobs, maintain or
advance in their jobs,
* Providing pre-employment training to support @rgtand new businesses, and
* Providing responsive, proactive educational progrand services to
employers through partnership and alliancekeastate level and within each
college’s service area (Community College Cossion, 2004, p.4).
They also agreed that deliverable workforce trajng
...the full spectrum of credit and non-credit class®gch contribute to the initial
preparation or upgrading of skills for [the stalesployees. This may include
short-term, intensive courses or semester lengirses, single courses,
entrepreneurship classes, certificates, associgeds, customized training and
various forms of distance educations (Communitylég@ Commission, p.4).
This definition is in agreement with the JSA dieisidirector who felt that community
colleges needed to be more a demand driven sysimtrainings structured in
convenient packages for businesses (e.g., onethve®, or four day sessions versus the
traditional semester calendar). The SBA divisiadkr acknowledged that one of the
keys for community colleges was flexibility, whigrould “...help develop their ability
to respond to business training needs through cuséal training, responsive training, on

business terms whether it be through the Inteateheir worksite, at the jobsite, or

through regular college courses.”
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There were four SBA districts that were frequerdintified for introducing
workforce programs in response to the current neélssinesses in their college service
areas. Table 7 presents the district’s geograplegtion and industry served with a
description of training programs.

Table 7

Four SBA District’'s Workforce Training Programs

SBA District Industry Description of Training/Edateon Program

Southeast Manufacturing Integrated systems techypdtor
warehousing distribution and inventory
control

Southwest Energy/Oil and Gas Oil and gas prodandgchnology
program, including safety

Northeast Energy/Mining Industrial electrical edtion co-op with
mining companies

Central Various Training and development centegrsff
online courses for environmental,
engineering, and safety standards in the
mining and oil industries

The SBA consultant indicated that currently onéhefbigger issues for their
agency was support for new workforce training paogs proposed by some of the
colleges. One of the first steps in this process twwaeview data on statewide high
demand, high growth occupations, to identify imnaéelitraining needs. However, the
JSA analyst and division leader both added a wbruation about focusing primarily on
the energy industries without considering the rfieedommunities to foster a diverse
economy. The SBA consultant agreed that suppogirfmgrams should include a

perspective for both current and future training aducation needs.
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The workforce development taskforce report provigeidlance to help facilitate
new workforce program considerations and introdubedollowing five indicators:

1. Reviewing training packages that are currently useshsure they are the most
effective and appropriate training to meet worké&t@ining needs,

2. Using key partner expertise to develop new trairggrams,

3. Collaborating with other colleges and agency pastih@ select new training or
develop a curriculum if there are no programs culyeavailable,

4. Seeking opportunities for the colleges to subnoppsals to provide new
statewide training, and

5. Working with the statewide program coordinator (Séi®ision leader) who will
assist and coordinate college workforce developrrairting initiatives.

(Community Colleges, 2004, p. 7)

The SBA consultant felt that this would help colegletermine priorities and “reconfirm
some of their thinking, come up with some new ideasme new initiatives.”

In conclusion, the report stated that determinitogkforce development
initiatives was embodied in the relationship amad8g, OA, and SBA (Community
College Commission, 2004).

ERMS Workforce Development Partnership
Three Partnership Agencies

The three state level agencies that formed the foa& development partnership

were the Job Search Agency (JSA Occupation Age@&y,(and Sub-Baccalaureate

Agency (SBA).
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Job Search Agency (JSA)

The state’s newest agency, JSA, was establish200 from the restructuring of
the former department of employment. All three J&#ticipants mentioned that the
reorganization was a state legislative effort tosmidate employment and workforce
programs from three state departments—health, yasuilvices, and employment—to one
designated agency. The analyst added that the Gaveras instrumental in the visioning
process of co-locating these programs that existedreaucratic silos.

JSA implementation officially started July 1, 2082 the administrator was a
member of the initial planning team admitting ttiedre was some turbulence the first
couple of years as they went through various remdtof internal structuring to “find
efficiencies” within the agency. An outcome of gteucturing process was the formation
of four JSA subdivisions with specialized purposes:

1. Business training and outreach—oversees the aesiyptovided through federal
and state workforce training and employment progtam

2. Employment services—administers the budget andadéiection and reporting of
the federally funded training and education program

3. Vocational rehabilitation—supports employment opyaities for individuals with
disabilities;

4. Office of the director—-manages JSA'’s internal sssi

The JSA participants referred to the businessitrgiand outreach subdivision as
either the workforce development or human capiaietbpment component of their
agency. Both the JSA analyst and division direstaessed that the primary focus of this

division was helping businesses succeed by prayittiam with a skilled workforce. The
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JSA administrator emphasized that the developmeasfadct of training job seekers
based on the demands of businesses was a new waglohg about the delivery of
services.

A deliverable established by the restructuringskegion was the state workforce
development training grants available for curremi@w businesses to support upgrading
skills or creating jobs. Eligible businesses mestdyistered with the Secretary of State
and be a sole proprietorship, partnership, or gobaspital (government entities are not
eligible). The primary training requirement is thiag¢re is a direct relationship between
the training and the trainee’s occupation and thie¢e must be working in the state for
the business that has applied for the grant. Th& @fision leader indicated that the
grants are a key mechanism to meet the trainingsheebusinesses and that JSA has
made this an accessible resource for businesse€OAHiaison was encouraged that
these funds were result oriented in relation to lemszing the needs of employers as
opposed to training citizens for jobs that do nasten the state.

The JSA administrator theoretically describedtthasition of the department of
employment to JSA as:

We are not a business necessarily for profit bud[4 like to see that government

role is different from the private sector so | domant to become a business, but

like to, what I callbeing the government entity that thinks like a hess..using
business intelligence and business logic beforamgadkecisions that include
understanding your customer, research, businessgtaphics, customer
demographics, the will of your stakeholders, threation of your board...those
are all the same things that go into the equatidmen making business decisions.
The SBA consultant recognized that the transitromfdepartment of employment to

JSA required an extensive process to change bggmastices, and they have eliminated

layers of bureaucracy making them more responsitieet needs of business. The OA
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liaison acknowledged that the department of emptyrhad been more of a compliance
agency and JSA is customer oriented by linkingiiseds of employers with citizens to
fill the jobs. Additionally, that businesses vie@Alas the, “guide, and the advice and
counsel on how to access the funds [workforce agveént training funds].

Sub-Baccalaureate Agency (SBA)

According to an unpublished historical report (Conmity College Commission,
2006), the Sub-Baccalaureate Agency (SBA) wasllyi established by the state
legislature in 1951 and served strictly as an amtyisouncil to the four two-year
colleges, which were governed by the state’s usityesystem. Between 1959 and 1968,
three more colleges were established for a totakeén two-year colleges. In 1971, the
legislature authorized the Governor to appointesenember oversight board, which is
responsible for hiring a full-time director. SBAceved more authoritative
responsibilities in 1985 when the legislature gdneeagency operational duties,
especially for fiscal allocations and instructiopabgrams of the community colleges.

The by-laws for the SBA (Community College Comnuas 2001) state the
mission and purpose is to provide coordinationpadey, and accountability for the
community college system on behalf of the state $BA consultant explained that
commissioners are selected based on two statigquyrements: (a) no less than three
and no more than four are from a county where anconity college is located, and the
others are from different parts of the state and@more than four members shall be of
the same political party. The participant added the role of the commissioners is to
serve as the Governor’s representatives to ovarsg@pprove the colleges’ submission

of monetary requests, which include a biennium letidgd capital construction
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priorities, and accountability reports, which induenroliments and community
partnerships.

The seven community colleges are dispersed thmughe state and the three
SBA participants each volunteered an adjectiveerdbe the individuality of every
school, which was autonomous, unique, or diverbe. IBA consultant mentioned that
the differences in the geographical landscapesdoaand, and history of the colleges
influenced the cultural flavor and priorities oetmstitutions. The SBA division leader
explained that each college is locally governeaIsgven member district board and
their own administration that services a designatgdlice delivery area. The SBA
consultant stated, “The commission [SBA] itselhct empowered to manage or control
or dictate to the presidents of the colleges odéems, we are meant as a support, a
collaborative body ...somebody who helps manage apdats the colleges.” The SBA
participants were in agreement that the collegesved their role as serving their local
populations, businesses, and students, and crabgirgown niche programs, degrees,
and certificates. However, the OA liaison express$isdatisfaction of the college system
structure and stated that, “part of the problemdgaandependent schools in the college
system] is they [seven colleges] report to sevéferént boards and they have seven
different desires of what that school should la&k when it grows up.” The OA division
manager felt that the colleges may be too indepdrfdem one another, but also
recognized that this was mostly likely due to thstwWifferences in the targeted
populations and programs among the districts.

The SBA division leader mentioned that from theraxy’s perspective, one of

their focus areas is providing services to theegdiusinesses and workforce. A job
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responsibility has been to develop a common cad®ical guide that identifies all of
the workforce development and vocational classksexd by the colleges (Community
College Commission, 2008b). The benefit of thihet when a business requests a
workforce training class, a college district carilgadentify if their curriculum and
standards committee has already approved the alasg with the number of assigned
credit hours. The colleges can also use the teahgicde as a marketing tool by
informing businesses of the classes that may befiogl for their workforce. The SBA
division leader pointed out that the colleges needb some, “promotion and outreach to
the communities because there are a lot of serthatghe colleges can offer that
sometimes the citizens don’t know about for workédevelopment and customized
training.”

The JSA division director and the OA supervisathtdiscussed their frustration
with the colleges’ reliance on the traditional setee-based academic calendar of
offering workforce training classes. They both wblike to see a more aggressive model
that offered classes in two to four day intensiegssons, which would be more
convenient for businesses, their employees, arehpiat employees. The JSA division
director reiterated that the colleges were the prjnoutlet for workforce training and
that they needed to emphasis their role of meghiagegconomic development training
needs by changing to a demand driven system. TReupBer administrator suggested
that colleges should consider the notion of conignsnd compressing workforce
classes, especially for incumbent workers who priilgneeceive skills upgrade training

that is paid by their employers. This was descridetieing a slow process, which
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depended on the how receptive a college’s admanistr and board were to developing
on-demand workforce training.

There were two streams of educational fundingweat mentioned as deterrents
for the college’s offering workforce training class One was the Full-time Equivalent
(FTE) funding formula, which is based on the averafjtwo semesters total enrolled
credits by all of the students divided by 24 (ComimuCollege Commission, 2008a).
The result is then used in a complicated formuleaioulate the college’s portion of the
state revenue. College’s with greater FTEs reasigee funding. Based on this, colleges
are hesitant to offer noncredit classes that baseemay request for workforce training.
The OA division manager believed that adjustmergseevmeeded in the funding formula
to allow for noncredit professional developmentitieates. The second area was
students who need financial aid, which was incoegtras the compliance with strict
regulations requires them to be enrolled in a degregram. The SBA upper
administrator felt that this was prohibitive foo#e individuals who want to upgrade
their skills to get a better job and do not necelysaeed to obtain an associate degree.

Although there were differing opinions about threisture of the seven college
districts, the OA division manager was surprisedigyaccessibility of the presidents and
the minimal layers of bureaucracy compared to atketes where he had lived. The SBA
upper administrative provided a pragmatic missmmell seven colleges, which included
the goal of being accessible:

| think we all embrace and that’s to really makeselves as accessible and as

responsive to the needs that communities have $&illad workforce, for an

educated public, for preparing students of whatstrgse and age for, you know
the maximum possibilities in terms of their owngmral success. And, you

know, some of that’s traditional preparation toagwo a four-year school, some
of that is really focused and targeted to very sjpecertificates or associates of

130



applied science, kinds of programmatic things thally have a target, a very

direct and immediate target to an industry. Anklihk we’re successfully moving

more directly into those areas.
Additionally, the perceived viewpoint of the comsianers was that they embraced this
mission and that the colleges need to continueigiray services to a broad spectrum of
individuals. The OA supervisor recognized that¢blbeges are expected to meet both
academic and technical education needs, and tledyyang their best to accomplish
both.

Occupation Agency (OA)

The Occupation Agency (OA) was created in 1998uphathe passage of a
legislative bill that consolidated seven state dipants and divisions all involved with
different aspects related to economic developntmsiGess Council, n.d.). In July of
that year, OA assumed responsibilities of 25 pnogr&om these departments and
divisions, which were realigned into four divisioiia) agribusiness, (b) business and
industry, (c) investment-ready communities, andi@el and tourism. According to the
OA supervisor, one of primary charges to the agevayto grow the economy beyond
mining, agriculture, and tourism.

OA is governed by a 15 member board of directoma(B) appointed by the
Governor and they appoint a chief executive offtcemanage the agency (Legislative
Services Office, n.d.). At least 12 board membeustrbe residents of ERMS, which was
the case at the time of this study and the otlreetmembers were all from the same
adjacent state. The function of the Board is teew\policies, determine priorities, and

approve grant applications for community and bussrgevelopment. The OA
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participants did not elaborate about the board neeship or duties and seemed satisfied
that they were all capable business people.

The participants from all three agencies consai€4 as the state’s economic
development branch, which sets the direction faifmss development priorities.
According to the OA participants, the majority bétbudget (63%) was for community
infrastructure development to build business addstrial parks and public projects for
water, sewer, and roads. The OA division managelaged that the 2003 Legislature
established a business ready community grant aaddoogram to encourage physical
infrastructure projects during the state’s stroogn®mic growth period. The philosophy
behind this was that building costs are continuigtyeasing and this is a good
investment of the state’s surplus budget. The O#esusor was pleased with this
decision and deemed the combination of infrastrecievelopment with workforce
development as true economic development.

A major portion of the remaining budget (35%) i@ssupporting existing
businesses with services, such as general cougselthmentoring, writing business
plans, assistance in starting a business, bugmeesstting, finding financial resources,
human resources consulting, marketing assistamadupt development, and intellectual
property assistance for patents or royalties (BagsrCouncil, 2005). The remaining
budget amount (2%) was for recruitment of businessch was reported by the OA
participants to be purposely small due to the citfitime that existing businesses were
having finding employees due to the workforce skgetoccurring in the state.

In 2004, OA contracted a professional consultaent fo conduct a statewide

economic development and workforce developmentysiuan the perspective of
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businesses (The Wadley-Donovan Group, 2005). Tdte stas subdivided into 12
regional areas and employer surveys were sen#t8zl husinesses with 20 or more
employees and 313 responded for a 21% return@aue of the survey constructs was
training and educational resources, which askeatiassof questions regarding employee
classification groups that receive training, ingtdns that conduct the training, and local
training and educational programs that need tatherestrengthened or instituted by
public training providers. The first question lidténree general employee groups—
clerical, production, and professional—and askesirtmsses to indicate all the
educational resources they use for training pengrdhere were three choices, private
vendor, college/university, or community collegasd the respondents used private
vendors most often at a rate of 62%, next were conityicolleges at 25%, and then
college/university at 13%. Another question ashkedftequency the businesses used area
high schools, specific community colleges, uniwgrsand private vendors for training,
apprenticeship, co-op, or other related prograrhe.résponses were on a continuum of
continuously = 5 and never = 1. Private vendoreewsed most often with an average of
2.5, followed by high schools at 1.9, universityla&8, and community colleges ranging
from 1.2 to 1.4. The median responses were 3.prfeate vendors and all the others
receiving a 1.0. There were a number of training) @fucational programs that the
businesses indicated needed to be either streregtiwennstituted at their local high
schools or community colleges to include basidsKibb preparedness, work ethic,
critical thinking, and computer and vocational rastion.

The OA liaison mentioned that before the resulthe survey were distributed to

the different regions, the results were shared ®&BlA so they knew the, “colleges didn’t
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fare well” and this was impacting businesses. TBA 8pper administrator admitted that
the study got their attention with the role thatncounity colleges in general were
contributing to the need of a trained workforce #mat over 50% of the training for
businesses was being conducted by private provi@ershe other hand, the SBA upper
administrator felt that this was the perspectiva okry specific employer focused
agency, OA that is not focused on employees anddatithat the two agencies have two
different customers:

We're [SBA] not here to help industry make morefppyave’re really here to help

individuals improve themselves through educatidreylfOA] want to see

business success; they're focused on the corppictee more, than on
individual success...And indeed we [SBA] need to liblise companies that
have invested here and we need to keep them witigpeofitable and do what we
can, but that isn’t our primary mission. And souymow, we [SBA and OA] go
back and forth a little about that...it's a fairlygtve tension.

There were no other participants who directly recadrabout this study.

Labor Force Development Association (LFDA)

A November 18, 2002 Governor’'s news bulletin anredgithe establishment of a
workforce development partnership among JSA, SB#@,@A that was named Labor
Force Development Association (LFDA). The intentled partnership was outlined as:

1. Improve access to short-term training.

2. Develop the competencies and work-readinedls shkat workers need to

obtain employment and advance in today’s job market

3. Respond to employer’s need for qualified em@ésyto successfully operate

their businesses.

At the time this news bulletin was issued (threargeprior to the interviews for this

study), six of the nine participants from the thagencies had been involved with the
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initial meetings among the agencies that decidedliontarily form a workforce
development partnership. Although the SBA consutilaul upper administrator and the
OA division manager were not employed at the respeagencies during the time the
partnership was created, they along with the atheoffered an explanation of the
partnership formation (see Table 8).

Table 8

Agency Participants’ Explanation of LFDA Formation

Participant Explanation given for LFDA formation

SBA division leader| There had been recognition dggncies were working on the
same thing, but they were not all running in th@ealirection.

SBA consultant Occurred simultaneously with theatios of JSA due to an
emphasis on supporting businesses.

SBA upper Provides more opportunity to interact with eacheoth

administrator

JSA analyst Be able to jointly work on projectsttimolve the three agencies.

JSA division Provides a mechanism to communicate JSA actiwitigsthe

director other two agencies.

JSA administrator Came out of the planning proées3SA reorganizing that the
three agencies were not working as a unit and plgnmorkforce
initiatives together.

OA liaison Participant acknowledged being the drimforming to get SBA
to work with JSA and OA on workforce training fandinesses.

OA division Designed for quick training response for businesses

manager

OA supervisor To engage SBA in supporting, witheeésisiness workforce

training needs.

Overall, the two main reasons stated were to cieatethod for regular communication
among the three agencies and to support businestbetheir workforce training needs.
Partnership formation and meetings
According to the JSA administrator, from 2001-2@0@re was a planning
committee that worked on the restructuring of thl®yment agency to the current JSA

agency and administrative staff members from SBA @A were asked to be involved
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with this process. During this time, the agency rbers attending these planning
meetings became aware that they had not beeniefigatommunicating their
independent workforce development and/or econoexeldpment efforts. There was
mutual agreement that they meet on a regular basi€onceptualized their relationship
as a triad partnership (see Figure 5). The JSAmdtrator added that “the working
relationship between [among] the three was es3doti&ERMS to move forward in
educating its people, creating jobs, and creataugnemic development in the state.” The
SBA division leader believed the agencies needdx tcommunicating with each other

to support the workforce development and growtthenstate.

Triad Partnership

JSA OA

Citizens
Businesses
Economy

SBA

Source: (see Appendix H)
Figure 5
Triad Partnership
The JSA administrator realized that if a partngrstss going to succeed, there

was a need for a full-time position to manage jpijects. This eventually resulted with

136



the three agencies agreeing to contribute monetatfor capital resources to hire a
contract employee through a non-profit managed Ayradmed the Economic and
Workforce Development, Inc. SBA agreed to provideéice, including equipment and
materials support. An MOU was signed in fall 200@ttstipulated the amount and kind
of resources provided by each agency (see AppéiidiXhe researcher inquired many of
the participants about the specific contents ofMi@U and was not able to get the
information. However, as a result of the MOU theASBvision leader was hired.
Concurrently when the MOU was signed, the partnpnsias renamed Labor
Force Development Agency (LFDA) and a mission st&tat was prepared:
The Labor Force Development Association was forimethe Occupation
Agency, the Sub-Baccalaureate Agency, and the éalxB Agency to provide
business training solutions and workforce develamgmsapport throughout
ERMS. In doing so, the LFDA will help meet the gesand future needs of the
state’s current emerging workforce.
The SBA consultant stated that LFDA maintains amament to have regular monthly
meetings with agendas, often expanded to shariagerficy activities related to the
mission of the partnership. The JSA analyst pravi@escenario of what occurs during
the meetings:
If economic development is thinking about bringangusiness to ERMS or if
they find a business that'’s in trouble, they [OAhd have to shoulder that whole
burden. They can say hey, you know, we need som@eé&ained or we've got a
bunch of people that are about to become displacekiers. And along that same
track with the community colleges we can work wiiem and say, hey, what
kind of program do you have? We’'ve got some peuwojitle just about the right
skill set but not quite and do you have some steor intervention that you
might be able to throw together for us and getdlfotks back in the workplace.
So a lot of different commonalitiesig]

The JSA administrator believed that the meetinggasitive based on two key

outcomes. First, the members are building intege&krelationships as they are
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becoming acquainted with each other and buildisggportive network. Second, they
are realizing that they shared business custonmerthat there is a level of expectation
they have of each other to meet the workforce itngineeds of business. The JSA
division director thought that the meetings werkping alleviate “disagreements without
understanding” that were occurring prior to thetiparship. The JSA analyst felt that an
ease in communication among the agencies had gmdebnd that knowing who to
contact when misunderstandings happened was andtep right direction.

The researcher observed three LFDA meetings; daegwonthly meeting on
October 17, 2005, a special meeting on Octobe2@05, and a regular monthly meeting
on November 7, 2005 (see Appendix F). Each meetagheld at 3:00 p.m. and was one
hour long. Table 9 presents the meeting type atel d#tendees, and topics discussed.
Table 9

LFDA Meetings Observed: Date, Attendees, and Tdpissussed

LFDA Meeting Attendees Topics Discussed
Type and Date
Regular monthly Five members: Five items:
meeting: Three from SBA 1. Pre-employment certificates
October 17, 2005 One from JSA 2. Wadley-Donovan survey
One from OA 3. High school career clusters model
4. JSA strategic plan
5. Agencies presence required at meetings
with businesses to discuss skills needed
for their workforce
Special meeting: Five members: One item: Communication management with
October 31, 2005 Two from SBA new businesses regarding their workforce
One from JSA skills and training needs.
Two from OA
Regular monthly Five members: One item: Presentation by Department of
meeting: Two from SBA Education guests about the career clusters
November 7, 2005 | One from JSA model being developed for high school
2 from OA students.
Two guests from
Department of Educatior
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The first meeting was held at SBA and there were fhembers who attended,
three from the SBA, 1 from JSA, and 1 from OA. herere five topics discussed, the
first one was pre-employment certificates and i @atermined that there needed to be
more communication with businesses about theid lefmaterest in using this program.
The next three were informational about an upconsiBé meeting with the workforce
training coordinators from each of the collegediszuss the results from the Wadley-
Donovan survey (2005), a high school career clasterdel being developed by the
Department of Education, and the JSA strategic plas presented. The last topic was
the need for all three agencies to be present atings when businesses discuss the
skills they need for their workforce; however, isvsoon discovered that SBA had never
been informed of these meetings. The decision waderno have a special meeting in
two weeks to remediate this situation, which wassbcond meeting the researcher
observed. This was held at OA and there were figmbers present, 2 from SBA, 1 from
JSA, and 2 from OA. The OA members shared that liae little communication with
businesses when they decide on a community locatidrt was determined that the
breakdown in communication was occurring at thantpdhe members stated that they
would encourage their local level constituentsdammunicate with each other. The third
meeting observed was the November monthly meetitdydt OA and those present were
five members, 2 from SBA, 1 from JSA, and 2 from,@Ad two guests from
Department of Education. The meeting was primaripresentation from the guests
about the career clusters model being developehigbrschool graduates as a guide to
continuing education at a state community colldde researcher followed up about the

meeting content and dynamics with the SBA divideader who replied,
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The expectation of all three agencies is to keegtimg on a monthly basis to
remind us that things are happening that we nestefmback and look at from a
broad perspective and say, are there things tha¢ wmving into that we should
be talking about and working on and suggestingpéocblleges.

Partnership sponsored workforce training

The OA liaison explained that through the non-py&FDA purchased two
curriculum programs to launch their workforce tragn One of these was the Georgia
Quick Start training program to provide customim@ining for warehousing/distribution
and manufacturing. The second program was DevelopBienensions International
(DDI), which is a leadership supervisory skills gram. The community colleges are the
provider of these trainings, which they purchasenfthe non-profit.

Many of the participants mentioned that the QuitktSorogram is offered by a
community college located in the southeast seafdhe state for a large distribution
operation that recently opened in that part ofstia¢e. Job seekers who completed the
program were given a certificate designating thaytmeet the warehouse operations
gualifications, including work teams and decisioaking skills. DDI was offered by all
of the community colleges and marketed to a vanétyusinesses. The SBA division
leader stated that another program being consideasdre-employment certifications
that can assist employers with the current skikélef job seeker.

An internal training that was paid by the OA nomwffirwas for invited agency
staff members who worked at either the state all®vel. It was an introduction to a
economic development three-day course that wasioistl by a representative with the
International Economic Development Council. Accagdio the SBA division leader the

purpose of this training was for the three agentes<plore the significance of economic

development for each agency and the partnership.
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Definitions of partnership terms

The 12 participants were asked to define eacbwfdommon terms that are used
to describe partnerships—cooperation, coordinatioliaboration, and integration.
Eleven participants provided a definition for eéetm and the Governor’s staff member
requested not to respond. The replies from the mtyjaf the participants were based on
partnerships in general with no tangible exampiesry

Before defining the terms the SBA consultant stately response in looking at
those four is that they are in order, from my pecspe, from rather simple to more
complex.” The organizational manager prefaced #fanitions by stating, “A key
element and thread that runs through all four tlesens] is trust and respect between
[among] the partners. That really is vital; othessviou're giving lip service to this in my
opinion.” Table 10 presents the participants’ débns with a column for each term in

the order that they were requested by the researche
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Table 10

Participants’ Explanations of Partnership Terms

Participant Cooperation Coordination Collaboration Integration
SBA division | People working together Each person or Knowing what Making sure that
leader for a common goal. Try | organization is everyone is doing | there is a process

not to get in each other’s providing a certain| in terms of in place that
way, hinder another task or vital piece | resources that they includes common
organization’s progress | of information, have to offer language and term
which is needed | businesses. that are familiar to
for the success of everyone involved,
project or an
activity.
SBA Fairly superficial and Agencies openly | At a multi-agency | The group is
consultant practical to get a job discuss activities | perspective, the | working so closely
done or projects, so need to start that they no longer
there are minimal | thinking in terms | have their own
conflicts. of what does the | identities.
partnership mean
for the future and
anticipate things
that could be an
obstacle.
SBA upper | Open to working in a Pragmatic activity | Working together | An enterprise that
administrator| larger organizational to effectuate or co-laboring with| changes
structure than just multiple parties an equal organizations and

simply representing you
own single interest.

Everyone contributing tg
a common enterprise. It

I working together
that requires some
kind of logistical
oversight to

contribution,
investment, and
commitment to the
outcome, which

in that process
becomes a real tes
of the commitment
by the various

generally has a positive| connect requires action by | parties.
connotation, but it everybody. A the members.
doesn’t necessarily meannecessary by-
that it is going to be product of the
blessed with success. | process towards
real collaboration.
JSA analyst Sharing of resources | Cooperation The participant The planning
toward a common goal | [sharing of refused to define, | behind the
resources toward a commenting that | coordination does
common goal] “it's just a stupid | not matter who
with planning thing” owns the resource
as long as it is still
working toward
the goal.
JSA division | No hidden agendas and] Each member of | Same as Appears to be a
director everyone’s outcome is | the partnership cooperation. [No | seamless process

the same

consciously makes
sure that their
piece of the pie fits
with the other

piece of the pie.

hidden agendas
and everyone’s
goal is the same.]

to the customer.
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Table 10 cont.

Participant Cooperation Coordination Collaboration Integration
JSA Willingness to A strategic Strategic direction| Agencies
administrator | understangach of our | planning term that| for coordination of| interchange

partners’ roles,
responsibilities, and
activities and share our
resources

means how we get
from A to B once
the direction is set

the planning that
has taken place to
get from Ato B
and now the
customers and
resources intersec
for a realized
accomplishment.

services and
deliver themin
partners’ locations
Services are
seamlessly

t delivered and lines
appear invisible to
customers and

agencies.
OA liaison We are not adversaries Keeping each | We work together,| Transparent
other informed of | but still clearly delivery of
what is happening| independent of services to the
in their agency each other customer.
OA division Making the effort to We understand Addressing each | Agencies all know
manager understand how another how we fit other’s needs, but| where the other is

person’s tasks
corresponds with your
job function.

together to be
more efficient in
own agency.

the cost is shared

located and are
working on the
same plan.

OA supervisor

Recognition of a
common goal

Recognition that
other entities need
to be a part of a
plan of action

Results from
cooperation and
coordination.
[Recognition of a
common goal and
those other entitieg
that need to be a
part of a plan of
action.]

Multiple team
members working
together to
accomplish goals.

D

Organizational Two groups that come | Requires agency | Based on trust of | The planning

manager together and have an | or organizational | sharing resources, behind the
agreement on a specifi¢ representatives both hard coordination and it
goalthat is outside of | who have like [monetary] does not matter
the realm of each one df stature and resources and who owns the
those particular agencigsauthority for a human resources, | resources as long
or groups. result to go to have a project | asiitis still

forward. come to working toward
completion. the goal.
Social Minimal level of getting| Agencies would Agencies not just | Appears to be a
services along with one another.| meet and share sharing seamless process

administrator

You meet together and
share information

information, and
then make their
own decisions
within the larger
context to avoid
duplication or

gaps.

information and
making decisions
in coordinating
with one another,
but share
resources.

to the customer.
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Some of the participants struggled with providingeéinition for each term and
in those cases, the typical response was thatsitsiailar to a previously defined term.
This was the situation for the JSA analyst whortedicoordination as cooperation with
planning and to aid comprehension the definitiat thtad been given for cooperation was
placed in brackets. This was the same for the J8i8ioh director who defined
collaboration as cooperation and the OA superwsar defined collaboration as the
result from cooperation and coordination. The J&& eefused to define collaboration
stating that, “it's [collaboration] a stupid thifig.

An examination of the eleven definitions for eaeltpership term found that they
reflected various perspectives; however, therenoftere core elements common among
the majority of them. This analysis resulted intbatdefinition and a purpose for each
type of partnership:

1. Cooperative—an unofficial relationship that entaitglerstanding each other’s
role and working together toward a common goal. fimpose is for general
communication to share information with one anather

2. Coordinated—a short-term arrangement due to afapacitivity that requires
programmatic decisions made by each partner. Thgopa is to determine
required tasks and the process to achieve the meatco

3. Collaborative—a commitment to a long-term relatidpsvith mutual decision
agreed upon by the partners. The purpose is censisivestment of resources
that are shared for the partnership’s current atuté goals.

4. Integrated—a result in the individual partners oioger having their own

identities and a new organization with common lagguand terms is created.
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The purpose is seamless delivery of services aulirees are controlled by the

partnership.
The SBA upper administrator concluded the resptm#ee definitions by questioning
the accuracy of them and offered this summary efdhr terms:

Cooperation is you know, you just all agreed to eo@ollaboration is when you

roll up your sleeves and really get the work ddbeordination is how that sort of

gets assembled, how it gets reassembled or whatewe¢o me it's the necessary

kind of ordering and structuring. And the integnatio me is then those are the

results that you see organizationally that you'gerba part of.

LFDA partnership type

There were four participants who offered their \p@mts of the partnership type
that LFDA was experiencing. The JSA administratalicated that LFDA was currently
a cooperative partnership with the agencies tryongnderstand each other’s roles,
customers, and pressures and felt that the buskle@at of the individual agencies was
impeding progress to move beyond that point. ThA 8Bper administrator gave the
partnership mixed reviews and described it fronmtpeiooperative to integrative
depending on the situation and who was involvet diipoint out that there was still
work to do to determine each other’s role. The SBAsion leader did not state a
specific partnership term type and believed it atag stage of awareness of programs
and services available at the agencies with woekleé on including each other with
agency level workforce development activities. TB& division director also did not
give a specific term type, but did mention thatplaetnership was still maturing through
role clarification, which according to the defioitis may be construed as cooperative.

Based on the opinion of these four participants ARias generally deemed a

cooperative partnership.
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Future of partnership

According to the SBA consultant, the MOU had exghidene 30, 2005 (three-four
months before the interviews for this study) arahitecally LFDA had formally ended.
As of July 1, 2005, SBA had taken full funding respibility for the position created
through the MOU and the staff member had been radignore SBA related duties.
Although members from the three agencies were oimg to meet on a monthly basis,
there were mixed opinions about the utility of ntaining that relationship. The SBA
participants all believed that meeting together ewg®od venue to continue identifying
linkages among the agencies and the services mawasd workforce development
activities grow during the strong economic peridde JSA division director and OA
division manager and supervisor wanted the paitiete move from the state level to
local levels where the training was actually needé@ JSA administrator thought the
ideology of the partnership made sense, but falttthe work demands at each agency
interfered with the partnership becoming a trueny. This sense of uncertainty about
the future of the partnership had not been addddssmre the MOU that had expired.

Summary of Workforce Legislation and Milestones

Between 1998 and 2005, there was one federalrmed state legislation acts
implemented in ERMS related to workforce educattaaining, and employment. The
federal act, Workforce Investment Act of 1998, aiiced a demand driven employment
system. The first of the three state acts was 0826 increase the workforce capacity in
nursing and nurse educators through a loan assestangram. A similar act occurred in

2005 to address the shortage of teachers in naémce, and special education. The
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third act also implemented in 2005 created a postsi#ary education scholarship
endowment program for in-state high school graduate

The Governor and First Lady were instrumental ia family economic projects
introduced to the legislature. One was a childireshfamilies bill passed in 2004 to
address resource assistance needs, which wouldligistgoals and identify barriers to
education and employment. The second was a reptiré avage income gap submitted
for review to the state legislators.

During this same time period there were state maiiess occurring that
influenced decision making of workforce policiefiefe was a 1998 Governor’'s
Executive Order that established the duties o&te stiorkforce development council and
that same year was the implementation of the Od¢murzd Agency, which assumed
economic development responsibilities. In 2002Jiie Search Agency was implemented
and the Labor Force Development Association MOU sigsed. There were two
workforce development and/or economic developmimtias conducted in 2003 and
2004, one sponsored by SBA and the other by OA.SBw report outlined the
community colleges plan to support workforce tnagnand the OA research study was a
business readiness survey. In 2005, the Govermweted a taskforce to inform
communities of the workforce shortage situatiort thas occurring due to the booming
energy industry and tagged the situatidhis is not your father’'s boom.”

A summary of these events is presented in Table 11.
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Table 11

Timeline of Workforce Federal and State Legislatod State Workforce Initiatives

Year Workforce Federal/State Legislation State Workforce Milestones
Acts, Bills, and Plans

1998 Federal Workforce Investment Act of | (a) Governor’'s Workforce
1998 (WIA) passed Development Executive Order

(b) Occupational Agency assumed
economic development
responsibilities

2000 WIA five-year strategic plan submitted by
July 1, 2000

2002 (a) Job Search Agency
implemented

(b) Labor Force Development
Agency (LFDA) MOU signed

(c) Governor’s news bulletin
announcing LFDA

2003 State passed nursing and nursing SBA workforce development
educators workforce capacity scholarshjgaskforce convened and produce
program report outlining college plan for
supporting workforce training

o

—

2004 Statewide economic developmern
and workforce development stud
conducted

<

2005 (a) State passed teachers capacity Governor’s taskforce to educate
scholarship program for math, science, | state about the technical skills
and special education disciplines workforce shortage situation,

(b) State passed state endowment high =}NhiCh was tagged,This is not

education scholarship program for your father's boom”
resident high school graduates

(c) WIA two year strategic plan submitted
by July 1, 2005
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CHAPTER 5: CONCLUSIONS, IMPLICATIONS, AND RECOMMHDATIONS

This chapter contains three sections. The firdi@ecs the conclusion that
describes the federal and state workforce traiaimgjeducation initiatives involved in the
workforce development partnership. The second@estiggests implications from the
findings of the study. Section three provides reemndations for further research.

Conclusion

The purpose of this qualitative case study wasdldoThe first purpose was to
describe what influences the implementation oftakforce Investment Act of 1998
(WIA) had on three workforce development partnersapi®yment services, economic
development, and community college. The secondiavdescribe the process utilized
that created the workforce development partnership.

This single state case study collected data thrantghviews, documents,
observations, and field notes. The three statd Eyencies that formed the workforce
development partnership were Job Search Agency)(J/d-Baccalaureate Agency
(SBA), and Occupation Agency (OA). The partnershgs identified as the Labor Force
Development Association (LFDA).

There were 12 people who participated in this stddystate employees and 1
state appointed board council member who repreddnisiness. These participants were
selected based on their knowledge of WIA policgtesievel workforce development
initiatives, and/or workforce development partn@sfihe findings provided insight

about the state’s approach to workforce educatmahtiaining efforts, implementation of
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WIA, the concept of workforce development, estdishent of state agencies, and
formation of the workforce development partnership.
Workforce Training and Education

Workforce training and education were associated @ither state demographics
or incentive funding legislation for higher educatioan and scholarship programs. The
state was experiencing a lack of workers in tedrfields, service, education, and
health, due to a booming mineral extraction induatrd a population that was ranked as
the ninth oldest in the nation. There were two @tigin events that contributed to this
age of population factor. The first was a highinanigration of young workers that
occurred from the mid 1970s to mid 1980s and tlers®was a significant out-migration
of young adults (ages of 20 to 29) that startetthénlate 1980s (Liu, 2005). The
participants were concerned about the current pdijpual trends and identified four
stakeholder groups—K-12 emerging population, ufekijob seekers, single mothers,
and retirees—these were considered to be a sotilakav if given the necessary
workforce education and training.

The state legislature had passed two workforceniinge bills, one in 2003 for
nurses and nurse educators, and the other in 20064th, science, and special education
teachers. Their objective was to provide loansrfdividuals who were accepted in these
programs and then they would receive payment ferggs eligibility based on meeting
the criteria of qualified employment in the staiescholarship incentive bill passed in
2005 was an in-state postsecondary education endotymogram for traditional
students who graduated from state high schoolsiend residents. The intent of this

legislation is to encourage youth to remain indtae for higher education purpose and
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also employment. The SBA patrticipants and JSA aghtnator offered mixed conceptual
viewpoints regarding the goals and outcomes ofgrogram. The most significant was if
result of this investment would reduce the youngjtaalt-migration.
WIA Mission and Implementation

The JSA participants provided the majority of it@rmation regarding WIA'’s
mission and implementation, since their agency legislatively responsible for the
required activities. The JSA division director icalied that WIA legislation changed the
focus of employment services from the job seekergothe primary customer to business
driven demands for specific workforce skills. Theasponses were in five main
categories: (a) three levels of services, (b) egmpknt program funding, (c) performance
accountability measures, (d) workforce developneenicil and (e) workforce
development concept and report.

Three levels of services

The JSA participants explained that informatiegarding WIA programs is
available at One-Stop Centers, which is in accardavith Barnow and King (2005).
Further, agencies responsible for employment seswactivities are mandated WIA One-
Stop Center partners and case studies have foahduk to their long history of
providing labor exchange services, they are ofedecsed as the primary provider of
WIA core services (D’Amico, et al., 2001; Javar &awiner, 2004; Macro,
Almandsmith, & Hague, 2003).

The JSA analyst and division director stipulate@éhevels of services available
to job seekers—core, intensive, and training. @othe most basic and is a self-directed

activity of entering basic demographic informatioto the job network system, which
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searches for job listings that match the skillshefjob seeker. Staff members are
available to assist with application forms, resumnigéing, and interview techniques. The
next level is intensive services for those unableltain a job at the core level and is
assigned a case manager for in-depth counselingssassment. The skills and
education background of the job seeker are revidoel@termine if they match the
qualifications of available positions. The JSA dign director indicated that the majority
of job seekers in the intensive level are recomradridr training services, an application
process requiring approval of a review committegprdximately 80% of applications
are approved and receive either on-the-job (OJT)amsroom instruction. According to
Jacobs (2003), businesses prefer OJT programaiseds learn skills specific to their
organization. Reasons for not being approved &nitmg are due to either having a good
work history or needing to refine one’s approachédting employment. This overview is
similar to Barnow and King’s that core services arailable on either a self-service or
staff-assisted basis, intensive services involveenmo-depth information gathering, and
training includes some type of classroom envirorimen

Employment program funding

The JSA analyst and division director stated tlesides WIA, their agency
managed other federally funded employment progiiacisding the Wagner-Peyser Act,
originally established in 1933 to create a nati@exsystem of public employment offices
now a WIA One-Stop Center partner. JSA staff mesbeviewed the objectives of the
three levels of services and realized that Wagegs& fulfills core services, which
meant WIA funding did not need to be used for el of service. Further, WIA is an

outcome-based program and core services do nateegients to achieve goals. The
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U.S. Department of Labor (2005) responded to th#iction of WIA and Wagner-
Peyser services with a Training Education and Gwdd etter (TEGL) 28-04 informing
states that people who receive only self-servidgaformation activities should not be
considered WIA clients.

Performance accountability measures

The sharing of data for the common measures reypfidr WIA training clients
was an equal point of frustration for SBA and J$Ae SBA division leader and college
liaison stated that as a WIA training provider tlesre required to provide data, but
could not have access to the reports and thatammtiality was cited as the reason. The
consultant was also contemplating if the informatiloey did receive was worth the time
and money required for the data reporting. The d8#lyst acknowledged that SBA was
reluctant to provide information regarding indivadsi who received training; however,
the analyst did admit that JSA was requestingitficgmation for the entire class and not
individual WIA clients who were in the training. 8Besponded that FERPA (Family
Educational Rights and Privacy Act) prevents thesmfdisclosing this information. The
dissatisfaction by community colleges with the parfance measures reporting was
similar to that found by D’Amico and Salzman (20P4a other reports there have been
some training providers who have decided not tees&/IA clients due to the time
required to do the reporting (Welfare InformatioatiNork, 2003).

Workforce development council

WIA mandated that governors establish a workfamgestment board (WIB) to
help strategize implementation efforts and prowvidegoing policy oversight for

workforce investment activities. A 1998 Governdesecutive Order (Executive
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Department, 1998) established the state’s workfdexselopment council (Council),
which was in compliance with WIB standards. Theangy (51%) of the membership is
required to be business representatives and thareespecific public officials. The
organizational manager who was the current Cowheilr and serving the second term in
that position, stated that the business membevsagpclose to 70%. However, a
membership list indicated that there were exadiBbPusiness representatives (see
Appendix G).

The organizational manager described three Coduatigs, which were also WIA
mandates. The first was conducting quarterly mgstiheld at various locations around
the state. The researcher attended and observad S8eptember 2005 and 25 of 28
members attended (see Appendix G). The secondwdgynaking certain that the WIA
strategic plans meet their deadline submissiorsgatieich were July 1, 2000 for the five
year plan and July 1, 2005 for the follow-up twayplan. The third was overseeing the
15% set-aside WIA discretionary fund that amournte$i800,000 to 1,000,000 each
biennium for the state. WIA stipulates that thismayp may be used for activities that
support workforce initiatives and the Council deysd a two-day workforce summit
held in June 2004 and were planning a second fgr 2086. In addition, they produce a
workforce report in conjunction with the summit.

Summary

WIA mission and implementation were primarily detened by WIA legislative
mandates. The JSA participants did convey that thirpretation of the funding sources
for the three levels of services was correct thagidér-Peyser was responsible for core

and WIA for intensive and training. The frustratiaith performance accountability
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reporting was similar to that found in the liter&as the time required may not be worth
the effort to train WIA clients. The Council didvesome flexibility with their funds and
were offering a biannual workforce summit and répor
Workforce Development Implications

Concept: Demand for skills

The implementation of state workforce educatignskation and federal
workforce training and employment legislation wasating a paradigm shift from supply
of labor to demand of skills. According to the J&d#ministrator, this was also
introducing a new concept, workforce developmenthe state agencies. Based on
participants’ responses to explain the meaningarkiorce development, there was
agreement that the key consideration was the deidacdr employment needs of
businesses. Jacobs and Hawley (2008) defined wokkftevelopment as, “the
coordination of public and private sector policéesl programs that provides individuals
with the opportunity for a sustainable livelihoaabahelps organizations achieve
exemplary goals, consistent with the societal cdrtit@his definition supports the
viewpoint provided by the participants of the reelaship between public workforce
policies formulated by legislation and businesdgid@articipants were also asked to
explain the meaning of workforce development systeihthe responses entailed
operational processes that involve dynamic acésito continuously meet the training
needs of businesses.

SBA taskforce

The SBA was supporting workforce development ésfby convening a taskforce

that included one staff member from each commuwsutlege. Their charge was to
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produce a report outlining a coordinated workfdragning plan among the colleges,
which included a mutual definition for workforcevddopment as:
The wide variety of educational programs and sesvibat the colleges provide,

within their service areas as well as state-wideupport the state’s economic
development efforts, which result in:

» Training and retraining current and future woskir obtain jobs, maintain or
advance in their jobs,

* Providing pre-employment training to support &8rg and new businesses,
and

» Providing responsive, proactive educational paiogg and services to
employers through partnership and alliances astéie level and within
each college’s service area (Community College Cmsion, 2004, p.4).
This agrees with Forde (2002) and Grubb (20014) tefining workforce development
from a community college perspective as providingent and future employees with
education and training to upgrade skills.
Workforce training
The SBA division leader mentioned that from theraxy’s perspective, one of
their focus areas was providing services to thee'sthusinesses and workforce. A job
responsibility of the participant has been to depel common course technical guide
that identifies all of the workforce developmentlarocational classes offered by the
colleges (Community College Commission, 2008b)aAesult when a business requests
a workforce training class, a college district easily identify if their curriculum and
standards committee has already approved the alasg with the number of assigned
credit hours. O’Leary, Straits, and Wandner (2082Knowledge that from a workforce
development perspective, community colleges arenth& important providers of
education and training for the sub-baccalaureateations in their area.

The JSA division director and the OA supervisathtdiscussed their frustration

with the colleges’ reliance on the traditional setee-based academic calendar of
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offering workforce training classes. The SBA upgéministrator admitted that the
colleges needed to condense and compress worldlagses, especially for incumbent
workers who are primarily receiving skills upgradsning paid for by their employers.
Grubb (2001b) stresses that students are the cestfithe community college, and
providing for the local workforce is somewhat dnvay demands of students to receive
education and training for locally available occlipas.
Partnership Formation Process
Agencies structure and priorities
The three agencies that formed the workforce dgweént partnership were JSA,
SBA, and OA, which represent the typical partheraies: (a) government employment
service agencies that administer federal and ptatgrams at the state and local levels,
(b) economic development agencies whose genernas isdo meet the needs of business
creation and sustainability in a local area, ang@blic education agencies that provide
workforce training (Eberts & Erickcek, 2002).
JSA, the state’s newest agency established in #062restructuring the former
department of employment had four subdivisions:
1. Business training and outreach—oversees the aesiyptovided through
federal and state workforce training and employnpeagrams;
2. Employment services—administers the budget andaddiection and
reporting of the federally funded training and eatian programs;
3. Vocational rehabilitation—supports employment opyaities for individuals
with disabilities;

4. Office of the director-manages JSA’s internal smsi
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A deliverable established by the restructuringdiagion was the workforce
development training fund state grants availabtetorent or new businesses to support
upgrading skills or creating jobs. The SBA divisieader indicated that the grants are a
key mechanism to meet the training needs of busaseand that JSA has made this an
accessible resource for businesses. The OA liais@encouraged that these funds were
result oriented in relation to emphasizing the segfcemployers as opposed to training
citizens for jobs that do not exist in the state.

Although SBA was originally established by thestagislature in 1951, full
operational duties were authorized in 1985. Théalms for the SBA (Community
College Commission, 2001) state the mission angdqa# are provide coordination,
advocacy, and accountability for the community egdl system on behalf of the state.
There are seven community colleges dispersed thouighe state and the SBA
consultant mentioned that the differences in theggggphical landscapes, background,
and history of the colleges influenced the cultfleator and priorities of the institutions.
The SBA division leader explained that each collisgecally governed by a seven
member district board and their own administragervicing a designated delivery area.

The Occupation Agency (OA) was created in 1998ubhathe passage of
legislation that consolidated seven different stegeartments and divisions all involved
with different aspects related to economic develepiniBusiness Council, n.d.).
According to the OA supervisor, one of primary des for the agency was to grow the
economy beyond mineral extraction, agriculture, tmualism.

In 2004, OA contracted a professional consultant fo conduct a statewide

economic development and workforce developmentysioan the perspective of
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businesses (The Wadley-Donovan Group, 2005). Arl@rapsurvey was sent to 1,494
businesses with 20 or more employees and ther@\24%o return rate. The finding was
that private vendors were used most often for wodd training (62%), next were
community colleges (25%), and college/university%d. Before the results of the survey
were distributed to the different regions, the lasswere shared with SBA so they knew
the, “colleges didn’t fare well” and this was impiag businesses. The SBA upper
administrator admitted that the study got theieraibn, but felt that this was the
perspective of a very specific employer focusechageThis differing perspective is
similar to that by Grubb, Badway, Bell, Bragg, &assman (1997) that community
colleges and economic development have two diftasgres of relationships with
businesses, those for specific workforce developraetivities and those for policy-
making activities.
Partnership origination

According to the JSA administrator, a planning odattee for the restructuring
from the employment agency to the current JSA agenolved administrative staff
members from SBA and OA. During this time, the ayyemembers attending planning
meetings became aware that they had not beeniefigatommunicating their
independent workforce development and/or economnveldpment efforts. Both the JSA
administrator and SBA division leader believed thatorking relationship with each
other to support and move forward statewide woddatevelopment was essential.

The JSA administrator realized that if a partngrstds going to succeed, there
was a need for a full-time position to manage jpijects, which resulted with the

agencies each contributing monetary and/or cam@taurces to hire a contract employee.
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An MOU was signed in fall 2002 that stipulated #meount and kind of resources
provided by each agency (see Appendix H). Conctiyrgrhen the MOU was signed, the
partnership was named Labor Force Development Agéri€DA) and a mission
statement was prepared:

The Labor Force Development Association was forimethe Occupation

Agency, the Sub-Baccalaureate Agency, and the éalxB Agency to provide

business training solutions and workforce develamgmsapport throughout

ERMS. In doing so, the LFDA will help meet the gesand future needs of the

state’s current emerging workforce.
Buettner, Morrision, and Wasicek (2002) suggestend &lements that enhance the
development and maintenance of a sound partneShgating a partner mission
statement is the first element, which states “sharession and goals can be developed
by identifying overlapping interests and activitthat the partners have in common and
by devising a partner mission that will also méet priorities of their stakeholders” (p.5).

The SBA consultant stated that LFDA maintains amament to have regular
monthly meetings with agendas, often expandedddrsip of agency activities related to
the mission of the partnership. All three JSA pgrants acknowledged that the meetings
were setting a positive direction for the partngrsiihe administrator believes that the
members have developed a supportive network amacty@her. Also, that the members
realize they share business customers and thataggcity has a role to meet the
workforce training needs of business. The divislorctor and analyst both thought that

communication had improved and that misunderstasdivere being rectified instead of

prolonged.
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Workforce training programs

The partnership purchased two curriculum progranmiaunch their workforce
training, which are offered through the communijleges. One was the Georgia Quick
Start training program to provide customized tragnior warehousing/distribution and
manufacturing. Participants mentioned that the RQ8ieart program is offered by a
community college located in the southeast sedfdhe state for a large distribution
operation that recently opened in that part ofstia¢e. The second program was
Development Dimensions International (DDI), a leatd& supervisory skills program
offered by all of the community colleges and magkietb a variety of businesses. This
effort peripherally touches on partnership elentlerde that “participation and
involvement in relevant activities can enhance eauio opportunities through the
various business relationships of partners to kabaut and understand the problems or
need for services” (Buettner, Morrison, & Wasic2@02, p.5).

Common partnership terms

The 12 participants were asked to define eachwwfédommon terms used to
describe partnerships—cooperation, coordinatiolalooration, and integration. Eleven
participants provided a definition for each ternd @me requested to not respond. Before
defining the terms the SBA consultant stated, “Msponse in looking at those four is
that they are in order, from my perspective, frather simple to more complex”. This is
supported from the scholarly literature that teoosperation, coordination, and
collaboration could respectively be placed on aiconm moving from low to high in
formality (Reilly, 2001). Further, a report by Rag2003) featured a continuum used by

a human service agency to determine the developofieatationships among programs
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based on the type of interactions. This continuas $ix categories that are ordered from
complete separation of programs to unity of programo a new delivery system. They
are:

Communication— Cooperation— Coordination—

Collaboration— Integration— Consolidation

An examination of the eleven definitions for eaehtpership term found that they

reflected various perspectives; however, therenoftere core elements common among
the majority of them. This analysis resulted intbatdefinition and a purpose for each
type of partnership:

1. Cooperative—an unofficial relationship that entaitglerstanding each
other’s role and working together toward a commoal gThe purpose is for
general communication to share information with anether.

2. Coordinated—a short-term arrangement due to afapacitivity that requires
programmatic decisions made by each partner. Thgopa is to determine
required tasks and the process to achieve the meatco

3. Collaborative—a commitment to a long-term relatid@pswvith mutual
decisions agreed upon by the partners. The puipasmsistent investment of
resources that are shared for the partnershiptercuand future goals.

4. Integrated—a result in the individual partners oioger having their own
identities and a new organization with common latguand terms is created.
The purpose is seamless delivery of services aalirees are controlled by

the partnership.
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Based on the studies by Mattessich et al. (2004gaR (2003), and Reilly (2001),
general meanings for cooperation, coordinatioriaboration, and integration are:
1. Cooperation—informal, unstructured relationships share information as
needed
2. Coordination—formal exchange of information andhj@ctivities to work on
a specific project or task with equal partners
3. Collaboration—partners unite and establish a newctire with a common
mission to support collective goals and determimagreed upon authoritative
system that includes partners sharing resources
4. Integration—partners restructure missions, seryigesyrams, and resources
to provide seamless delivery of services
The definitions and purposes of the partnershims$gorovided by the participants were

compared to the general meanings based on thest(sdie Table 12).
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Table 12

Comparison of Partnership Term Definitions amongtiégants and Studies

Terms

Definitions

Similarities

Dissimilarities

Cooperation

Unofficial, informal
Share information (both)
General, unstructured

Coordination

Specific activity, specific project
or task

Achieve the outcome, to work on

Programmatic decision
made by each partner,
formal exchange of
information

Partners, equal partners

D

Collaboration

Shared resources (both)

Partnership’s current and future
goals, common mission

Long-term relationship,
new structure

Mutual decisions,
authoritative system

Integration

Seamless delivery of services
(both)

Partners no longer have their ow
identities and resources controlle
by partnership, Partners restructt
missions, services, programs, an
resources

The first word or phrase for the partnership teefirdtions is from the participants and

the second is from the studies. Cooperation ardjiation were similar to each other,

and coordination and collaboration had similariaes dissimilarities. There were three

instances in the similarities column that the ggrints and studies used the same

terminology—share information, shared resourced,s@amless delivery of services—

and is indicated with the word both in parenthebethe dissimilarities column, both

coordination and collaboration had two definitidhat did not correspond with each
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other. The first one for coordination is partnaattdoes not have a descriptor of type so it
is not the same as an equal partner. The secomddodination are programmatic
decisions made by each partner can indicate tatigion is agency independent or for
the partnership, while formal exchange relatesmtagreement that information may be
interchanged. The first one for collaboration isgdaerm relationship does not signify
type and new structure is a separate managemedatrsfi®m each agency. The second
for collaboration is mutual decisions is limitedsteared conclusions and authoritative
system is a managed organization.

There were four participants who provided a desiompof the partnership and
they all generally suggested that LFDA was curkeattooperative partnership.
According to Buettner, Morrison, and Wasicek (208@ment two suggests that a
partnership should be a collaboration, “evaluatibthe perceived effect a partner’s
reputation and creditability will have on a parstep’s ability to have an efficient
collaboration, in particular with shared resourltecation” (p. 5) Further, element four
supports this type of partnership due to “comborabf resources may strengthen the
ability of the partnership to gain access to a imgapportunity” (Buettner, Morrision,
Wasicek, p. 5).

One further note, on July 1, 2005, SBA took feource responsibilities for the
staff position created by the MOU in 2002 and assibthis staff member with SBA
related duties. At that time the partnership techlly ended; however, the agencies

continued their monthly meetings.
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Limitations

The analysis of the findings for this study reeeld group that should have been
interviewed and/or included was businesses’ reptatiges due to the participants
continuously discussing that understanding and img#te specific workforce training
needs of businesses was a statewide goal. Infaymétat would have been valuable to
seek was from the business perspective of the agenmportant issues would be their
needs from the agencies; have they discussed tieesis and if so, what was the
response; the working relationship; and deliverped¢ded services. This data would
have helped provide insights from private industoput the public sector agencies that
manage workforce development and economic developeitorts. A criteria for the
businesses selected would be experience receivnkfevce training from either the
workforce development partnership or one of thimitng providers associated with the
agencies. The criteria for the business particgamtuld be individuals who were
decision makers about training needs and goalsljrfignand outcomes of training.

Implications for Workforce Development Partnerships

Between 2003 and 2005, state legislature had galseze acts that required
implementation by SBA. Two were workforce educafionding programs for the fields
of nursing and teaching. Another was a postsecgretiucation scholarship endowment
program for traditional students who graduated fetate high schools. There was a
fourth one pending in the next legislative sessiansferring ABE/GED programs from
JSA to SBA. At the same time, SBA was responding/td implementation pressures of

meeting the workforce training needs of businedsesher, the state was undergoing a
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workforce shortage crisis, especially in techngtalls and SBA was trying to respond to
those needs.

Both JSA and OA expressed frustration with SBAemingly lack of response to
meeting the training needs of business. On the bidwed, SBA community colleges are
funded based on an equivalency factor of full-tstiedents and businesses wanted
training conducted in compressed time periods. iliing formula favorable to
community colleges that meets both the needs ahbsises and traditional students is
encouraged.

Economic Wellbeing

A priority of the Governor and First Lady was tederstand the poverty situation
in the state, providing children and families safel healthy homes, and researching the
wage disparity. In 2004 and 2005 there were twalfaeconomic projects that addressed
these issues, which were introduced to the legistat One was to produce a plan with
recommendations and action items that outlinedvbriforce and family problems in
the state. The other was a wage Self-Sufficienen@rd report that was presented to the
legislature to inform their work on items relatedchildren, families, workforce
development, and health care. Although these asleldes workforce development and
economic development issue, the two projects wetenentioned by any of the
participants involved with the partnership. Attentito these would have been a good
project for the partnership, since the Governor siggporting research into these issues.
There may have been funding available to creatuécome based program that

addressed at least one of the workforce factofarilies in need.
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Marketing and Value of the Partnership

Other than the participants who were directly ined with the partnership, there
was a lack of awareness that it existed. At the tinthe study in 2005 there was a web
site that had not been updated since 2002. Thefaraktraining that had been
supported by the partnership was of a very narimpe for a limited number of citizens.

The agency participants stated that one of tha megsons for the partnership
was to create a method for regular communicatioorgnthe agencies through monthly
meetings. The second reason was to support bussesth their workforce training
needs, which was also the response most oftengadvor workforce development
concept. Based on responses from the participhetpdrtnership seemed to exist
primarily for the first reason and after three yeldtle workforce training had been
accomplished. The partnership had also officiatigled in June 2005, but the agencies
were still meeting on a regular basis.

Conceptually the partnership was a positive stamiting the three agencies.
However, the expertise of how to establish a pastrip and understand the type of
partnership that the agencies were willing to depeVvas never determined. There were
also myopic views by some of the agency participand the partnership was easily
swayed to be moving one agency’s goal forward, whi@y or may not have been a
partnership goal. This situation got in the wayeing able to move the partnership to
another level. If the three agencies were to embar&ither reestablishing the
partnership or creating a new one, factors thatilshioe considered are determining level
of commitment and resources, willingness to creatassion with defined strategic

goals, and evaluating outcomes.
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Recommendations

The recommendations from this study are twofoildstfare functions of the four
types of partnerships in relation to three workéodevelopment factors. Second are
recommendations for further research.
Functions of the Four Types of Partnerships

WIA implementation reorganized public employmend &maining programs
available for job seekers from a supply of laboa tdemand-driven system based on the
workforce skills needed by businesses. Four regBamow & King, 2003; Buck, 2002;
Ganzgless, et al., 2001; O’Shea & King, 2001) afyamplementation of WIA indicated
that further guidance was needed in partnershipdtion of workforce development
programs. A conceptual framework (see Figure 4) dea®loped to help define the input,
design, and output variables of the workforce agsnand their partnership. This
framework identified three output variables basedhe workforce development
definition from Jacobs and Hawley (2008) and they éa) public and private sector
policies and programs, (b) job seekers with theoopity for a sustainable livelihood,
and (c) businesses achieve exemplary goals. These dre also factors that may
influence (positively or negatively) the functiohthe four types of partnerships defined
under the similarities column in Table 12. Tablept8sents incentives and barriers for
the four types of partnerships from the perspeativeolicies and programs, job seekers,

and businesses.
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Table 13

Incentives and Barriers that Influence Three WartdaDevelopment Factors for the

Four Partnership Types

Partnership | Influence Policies and Job Seekers Businesses
Type Programs
Incentives | « Do not adhere to e Lessred * Fewer rules and
Cooperation bureaucratic system | tape regulations
Barriers * Lack of resources * Lack of * Lack of services
services
Incentives | « Services offered to | » Goal oriented | » Responsive to
Coordination customers are aligned| training for specific workforce
with goal existing jobs training needs
» Outcome driven
Barriers * Reporting to * Limited * No guarantee for
multiple agencies services continuous delivery
» Determining of services
agency that manages
services
Incentives | « Reduce duplication | ¢ Accessibility to | « More funding
Collaboration of services potential opportunities for
* Ability to seek tuition/fee employee training
funding (grant) waivers
opportunities
 Capacity to offer
more services
Barriers * Lack of clear * Training is * Mission of
expectations among | often limited to | partnership may nof
partners just the needs be aligned to needs
 Constraint of identified by of business
separate funding businesses that | « Awareness of the
streams have greatest available workforce
« Agreements impact in an area| training services
outlining roles of and funding
partners not easy to
accomplish
* Narrowly defining
stakeholders
Incentives | « Seamless delivery | « Co-located *» Co-located
Integration of services services services
» Cost-effective
Barriers * Mandatory with * Fewer » Fewer funding
little or no guidance | alternatives for | opportunities for
* Fewer funding services employee training

streams
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The incentives and barriers offered for each tyfpgartnership can serve as a tool
for agencies that are exploring a workforce develept partnership. Participants from
the three agencies studied cited two incentivesreating their partnership. One was the
need to improve interpersonal communications aadther was to support training
needs of businesses. Each agency had specifidivesnelated to enhancing services
provided to businesses. Employment service ageasyinfluenced by WIA’s focus on a
demand-driven workforce system. Community collegetesn was exploring alternate
delivery mechanisms (versus traditional semesteedbalasses) to provide more
responsive workforce training to businesses. Econdevelopment had the majority of
their budget (63%) dedicated to providing grantsreate business-ready communities
with available workforce. The agencies individuadiaollective incentives to partner
suggests a collaborative partnership. Howeverp#rmership was deemed cooperative
based on viewpoints offered by four participantse Tour policy and program barriers
offer some insight of what prevented the state Yovde development partnership to
reach collaboration:

1. Lack of clear expectations among partners: The M@ated in 2002 was
strictly to outline the resource obligation of eagjency for the contract
employee hired to manage the partnership. Theahlgr expectation was
monthly informational meetings about workforce tethissues at the
agencies.

2. Constraint of separate funding streams: The ordyeshfinancial resources

were those for the contract position.
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3. Agreements outlining roles of partners were noyeéasccomplish: MOU
had expired in June 2005 with no intent of creatingew one.

4. Narrowly defining stakeholders: A warehousing/dmsition and a leadership
supervisory skills curriculum programs were theydmlo training packages
available for businesses.

Recommendations

There are three topics suggested for recommendtfuesearch. The firstis to
continue examining the continuum of partnershigsypnd their influence on workforce
development systems. A detailed exploration ofitkcentives and barriers would provide
a comprehensive report on typology of partnershipss would also provide decision
making knowledge for development of future parthgs.

The second is to conduct a survey of businessespeetive of publicly funded
workforce training. Those surveyed would be busasghat have used the system to
evaluate the process. This would provide an evialuabol of training outcomes goal
from the private sector. The third research topian investigation of community college
funding models that are oriented to compressed dasedules to meet the workforce
training needs of businesses. Traditional, semésteed schedules are not responsive to
immediate workforce training demands of businesselsprivate training providers are

considered the providers of choice.
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JOBS

APPENDIX A: ACRONYMS
Adult Basic Education
American Customer Satisfaction Index
Community Based Organization
Comprehensive Employment and Training Act
Community Services Block Grant
Colorado State University
Department of Labor
Employment Responsive Model State
Employment Services
English as a Second Language
Employment and Training Administration
Eligible Training Provider
Full-time Equivalent
General Educational Development
Human Research Committee
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Individual Employment Plan
Individual Training Account

Job Opportunities and Basic Skills Training
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JTPA Job Training Partnership Act
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MDTA Manpower Development and Training Act
MOU Memorandum of Understanding
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NGA National Governor’s Association
OA Occupation Agency
oJT On-the-Job Training
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Ul Unemployment Insurance

WIA Workforce Investment Act

WIB Workforce Investment Board
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APPENDIX B: RECRUITMENT MATERIALS

Telephone Script

My name is Vida Wilkinson and | am a doctoral stude the School of Education at
Colorado State University under the direction of Iarry Gilley who is a professor in the
School of Education. | am conducting a qualitatiesearch study that will describe what
affect the Workforce Investment Act had on thewdsly of workforce education and
training services at the state provider level.drtipular, | am interested in partnerships
that developed among workforce services, econoeweldpment, and community
college in response to WIA.

| am recruiting individuals who are currently (fagrty) in an administrative position at
one of these three agencies to participate in dioaaped interview that will take
somewhere between 30 — 120 minutes. The amouimefwill depend on your
employment history with the agency, your knowled§éhe WIA structure, and your
ability to influence workforce development poliaydapartnerships.

Your participation in this study is strictly volwary with no known risks or benefits.
Further, while being interviewed you may termindie interview at any time. If you do
choose to participate, you will be asked to revaw sign an informed consent, which
relays to you that all communications will be kepnfidential and you will only be
identified by an assigned pseudonym. | will notduee any documents that identify you.

Do you have any questions for me at this time7adtee to participate, schedule a
day/time/place for the interview)

If you have any further questions for me, pleasgax me please contact me at (970)
407-1743 ovidadm@holly.colostate.ediYou may also contact Dr. Jerry Gilley at (970)
491-2918.
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E-Mail Script

Dear (Recipient):

My name is Vida Wilkinson and | am a doctoral €midin the School of Education at
Colorado State University (CSU). To fulfill the destation requirement of my degree, |
am conducting a qualitative research study thdtdescribe what affect the Workforce
Investment Act of 1998 (WIA) had on the deliverywadrkforce education and training
services at the state provider level. In partigulam interested in partnerships that
developed among workforce services, economic dewedmt, and community college in
response to WIA.

| am recruiting individuals who are currently (fioerly) in an administrative position
at one of these three agencies to participate sudio-taped interview that will take
somewhere between 30 — 120 minutes at a time ace plf your convenience. The
amount of time will depend on your employment higtwith the agency, your
knowledge of the WIA structure, and your abilityinduence workforce development
policy and partnerships. Your participation in teiady is strictly voluntary with no
known risks or benefits. Further, while being intewed you may terminate the
interview at any time

CSU adheres to strict federal regulations whemuaoting research involving human
subjects. If you do choose to participate, you dlasked to review and sign an
informed consent, which relays to you that all caimiations will be kept confidential
and you will only be identified by an assigned mlswm. | will not produce any
documents that identify you.

| am working directly under the supervision of agvisor, Dr. Jerry Gilley who is a
professor in the School of Education at CSU. Hass serving as the Principal
Investigator for this study and will oversee thihtapes and documents are handled as
required by federal regulations.

Thank you for your consideration to participatehis study. If you have any
guestions concerning this research study, pleasactome at (970) 407-1743 or
vidadm@holly.colostate.ediYou may also contact Dr. Jerry Gilley at (97014®18.

Sincerely,

Vida D. Wilkinson

Ph.D. Candidate, School of Education
Colorado State University

Fort Collins, Colorado
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Letter Script
[Date]

[Recipients address]

Dear (Recipient):

My name is Vida Wilkinson and | am a doctoral €midin the School of Education at
Colorado State University (CSU). To fulfill the destation requirement of my degree, |
am conducting a qualitative research study thdtdescribe what affect the Workforce
Investment Act of 1998 (WIA) had on the deliverywadrkforce education and training
services at the state provider level. In particulam interested in partnerships that
developed among workforce services, economic dpwadmt, and community college in
response to WIA.

| am requesting your participation in this studyedo your knowledge of the impact
WIA legislation had on (agency name) based on gauarent (former) administrative
position. If you agree to participate, | would als&t you allow me to interview you for a
time period somewhere between 30-120 minutesiateadnd place of your convenience.
The amount of time will depend on your employmestdry with the agency, your
knowledge of the WIA structure, and your abilityinduence workforce development
policy and partnerships. Your participation in teiady is strictly voluntary and there are
no known risks or benefits to you personally. Fertlduring the interview process you
may terminate the interview at any time.

CSU adheres to strict federal regulations whemuaoting research involving human
subjects. If you choose to participate, all commations will be kept confidential and
you will only be identified by an assigned pseudanywill also not produce any
documents that will identify you. In order to paipate in an interview, you will be asked
to review and sign in my presence an informed aonfeem. This form will indicate that
the interview will be audio-taped, which along wikie consent forms are required to be
stored in a locked cabinet for a minimum of threarg. | am working directly under the
supervision of my advisor, Dr. Jerry Gilley whaaiprofessor in the School of Education
at CSU. He is also serving as the Principal Ingestir for this study and will oversee
that all tapes and documents are handled appreljytiat

Thank you for your consideration to participatehis study. If you have any
guestions concerning this research study, pleasactome at (970) 407-1743 or
vidadm@holly.colostate.ediYou may also contact Dr. Jerry Gilley at (9701 4918.

Sincerely,

Vida D. Wilkinson

Ph.D. Candidate, School of Education
Colorado State University

Fort Collins, Colorado
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APPENDIX C: LETTER OF COOPERATION
August 8, 2005

Human Subjects Review Committee
Colorado State University

321 General Services Building

Fort Collins, CO 80523-2011

To Human Subjects Review Committee Members:

Dr. Jerry W. Gilley has requested permission téecbresearch data from employees at
(name of agency). We are aware that the purpoeso$tudy is to both describe what
effect the delivery of workforce investment acie® as defined in the Workforce
Investment Act of 1998 had on our agency and cotiveyartnership strategies utilized
in forming the Wyoming Workforce Alliance.

We understand that Dr. Gilley’s study involves mtews of our agency’s staff and
possibly those that we may refer due to their beiolg to provide instrumental
information for this study. At the time of the inéeew we will be asked to sign a consent
form, which indicates our understanding that thieriews conducted are confidential
and only the research team of Dr. Gilley and Vidigkitvson will have access to
identifiable data. The participation of our staffmbers and anyone that we refer is
strictly voluntary and consent may be withdrawn padicipation ceased at any time.

As a representative of (agency name), | am autbdria grant permission to Dr. Jerry
Gilley to conduct interviews at our agency.

If you have any questions, please contact me an@hnumber).

Sincerely,

[Name of Authorized Representative]
[Official Title]
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APPENDIX D: INTERVIEW PROTOCOL
Section | — Background Information (interviewee andagency)

1. Describe your employment status (or stakehatelationship) with [workforce
services, economic development, or community celleg

What is your position?
How long have you been associated with the agency?

Have you been in other positions with this agency?

YV V V VY

Other pertinent background information.

2. Describe the stakeholders of your agency.

» Who are your stakeholders?
» What services do you provide your stakeholders?

Section Il — WIA of 1998 (both interviewees and orgnization perspective)

1. What is your understanding of WIA leqislation?

What is the purpose of the One-Stop Center?
What are the goals?

How are services provided?

What is the role of WIB?

What is the role of businesses?

YV V. V VYV V

2. What changes in structure or processes occatr@diency) since WIA
implementation?

» Were there changes in your mission and goals?

» Were there changes in services provided to yokektdders?
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» Were there changes in organization structure?

» Were there changes in organization leadership t@¢lA)?

Section Il — Wyoming Workforce Alliance — Partnership-Related Questions

1.

What initiated the establishment of the workéopartnership?

WIA implementation?
Economic conditions?

Labor market conditions?

As a representative of (workforce services, eatin development, community
college) describe the partnership role of your agen

What services does your agency provide?

How does your agency provide services?

How would you describe the roles of the othey dmencies?

What services do they provide?
How do they provide the services?

Who communicates with the other two agencies?

Describe how the workforce partnership is madage

What are the mission and goals?

Describe the strategic or management plan?

What services does the partnership provide dor gygencies’ stakeholders?

What type of occupational skills training? (Lalbdarket data)
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6A.

6B.

» What role does business play in the services youige?

» How do they view the partnership?

Please define each of the following four tetirest are most often used in
describing a partnership:

» Cooperation

» Coordination

» Collaboration

> Integration

Based on your definitions, what type of parsh@ describes the Workforce
Alliance?

What do you envision for the future of the wonlde partnership?

» What does your agency regard as the next stepdgodrtnership?
» How does this involve your agency?

» How does this involve the other two agencies
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Section IV — Workforce Development

1.

The next two questions are about workforce dgpmkent

How would you define workforce development?

How would you define a workforce development sy&em

Describe the role of (workforce services, ecolamhevelopment, or community
college) in relation to workforce development issuethis state.

How much input does your agency have in determiniatkforce development
policy?

What is the decision making and communication geder deciding on new
workforce development programs?

How do new workforce development strategies getempnted?

What role does your agency have in the implememaif new workforce

development programs?

Section V — Devolution (process of transferring poer from federal to state and

local levels)

1.

What are your thoughts about the continued demi of federal policy?

> Does this have any impact on your agency?

» How does your agency respond to increased manageesgonsibility?
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APPENDIX E: CONSENT FORM

Consent to Participate in a Research Study
Colorado State University

TITLE OF STUDY : Delivery of Workforce Invesment Act of 1998 One-Sto  p Center Services:
One State's Approach to Establishing a Workforce De  velopment Agency Partnership

PRINCIPAL INVESTIGATOR: JERRY W. GILLEY, RM. 246 EDUCATION BUILDING (1588);
970-491-2918

CO-PRINCIPAL INVESTIGATOR: VIDA D. WILKINSON,
WHY AM | BEING INVITED TO TAKE PART IN THIS RESEARC H?

You are being invited to take part in this research because you currently are or have been in an
administrative decision making position with one of the workforce agency partners or governance
of WIA.

WHO IS DOING THE STUDY?

Vida D. Wilkinson, who is a doctoral candidate at Colorado State University, will be the Co-
Investigator and researcher conducting this study. She will be under the guidance and
supervision of Jerry W. Gilley, Principal Investigator and professor at Colorado State University.

WHAT IS THE PURPOSE OF THIS STUDY?

The purpose of this qualitative case study is twofold. The first purpose will be to describe what
affect the delivery of workforce investment activities as defined in the Workforce Investment Act
(WIA) had on three typical workforce development partners: workforce services, economic
development, and community college. The second is to convey the strategies used by the
workforce agency partnership based on emergent findings.

WHERE IS THE STUDY GOING TO TAKE PLACE AND HOW LONG WILL IT LAST?

This study will take place at three state-level workforce agencies and will last no longer than one
year.

WHAT WILL | BE ASKED TO DO?

In a face-to-face, telephone, or e-mail interview setting, you will be asked to respond to a series
of open-ended questions that pertain to the following areas: your position at or your relationship
to one of the three workforce agencies partners, your understanding of WIA legislation, the role of
your agency in relation to workforce development, how and why the partnership was established,
and description of the roles of each of the agencies in relation to the partnership. The interview
will last between 30 and 120 minutes depending on the experiences you have had and are willing
to discuss. | will also set a second meeting time with you to review your interview transcripts and
to ask any follow up questions resulting from our initial interview.

Page_1 of 3 Participant’s initials Date
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ARE THERE REASONS WHY | SHOULD NOT TAKE PART IN THI S STUDY?

You would not partake in this study if you have never been employed or somehow connected in
an administrative decision making position with one of the workforce agency partners or
governance of WIA.

WHAT ARE THE POSSIBLE RISKS AND DISCOMFORTS?

There are no known risks or discomforts associated with this study. It is not possible to identify all
potential risks in research procedures, but the researcher(s) have taken reasonable safeguards to
minimize any known and potential, but unknown, risks.

WILL | BENEFIT FROM TAKING PART IN THIS STUDY?

There are no direct benefits to you as a participant in this study.

DO I HAVE TO TAKE PART IN THE STUDY? Your participation in this research is voluntary. If
you decide to participate in the study, you may withdraw your consent and stop participating at
any time without penalty or loss of benefits to which you are otherwise entitled.

WHAT WILL IT COST ME TO PARTICIPATE? The only cost to you to participate in this study
will be the time you spend with the researcher as a participant.

WHO WILL SEE THE INFORMATION THAT | GIVE?

We will keep private all research records that identify you, to the extent allowed by law.

Your information will be combined with information from other people taking part in the study.
When we write about the study to share it with other researchers, we will write about the
combined information we have gathered. You will not be identified in these written materials. We
may publish the results of this study; however, we will keep you name and other identifying
information private.

As a participant in the study, you will only be identified by a pseudonym that will be assigned by
the researcher. Pseudonyms will be assigned in sequential order as interviews of workforce
agency participants are conducted and will refer to you as administrator with the chronological
number (for example, Administrator 1). During the study, the researcher will maintain a list that
links your name to your number only to assure that the research record is complete. This list will
be destroyed at the end of the study.

We will make every effort to prevent anyone who is not on the research team from knowing that
you gave us information, or what that information is. For example, your name will be kept
separate from your research records and these two things will be stored in different places under
lock and key. You should know, however, that there are some circumstances in which we may
have to show your information to other people. For example, the law may require us to show
your information to a court

CAN MY TAKING PART IN THE STUDY END EARLY?

You would only be removed from the study if you do not meet the participant selection criteria as
described under the question of reasons why | should not partake in the study or if you withdraw
voluntarily.

Page_2 of 3 Participant’s initials Date
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WILL | RECEIVE ANY COMPENSATION FOR TAKING PART IN THIS STUDY?

Compensation will not be provided for your participation in this study.

WHAT HAPPENS IF | AM INJURED BECAUSE OF THE RESEARC H?

The Colorado Governmental Immunity Act determines and may limit Colorado State University's
legal responsibility if an injury happens because of this study. Claims against the University must
be filed within 180 days of the injury.

WHAT IF | HAVE QUESTIONS?

Before you decide whether to accept this invitation to take part in the study, please ask any
guestions that might come to mind now. Later, if you have questions about the study, you can
contact the investigator, Vida D. Wilkinson at 970-407-1743 or by e-mail at
Vida.Martin@colostate.edu. If you have any questions about your rights as a volunteer in this
research, contact Celia Walker, Director of Regulatory Compliance, at 970-491-1553. We will
give you a copy of this consent form to take with you.

WHAT ELSE DO | NEED TO KNOW?

Your signature acknowledges that you have read the information stated and willingly sign this
consent form. Your signature also acknowledges that you have received, on the date signed, a
copy of this document containing _3 pages.

Signature of person agreeing to take part in the study Date

Printed name of person agreeing to take part in the study

Name of person providing information to participant Date

Signature of Research Staff

Page_3 of 3 Participant’s initials Date
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APPENDIX F: OBSERVA

TION PROTOCOLS

Observation Protocol, Se

Setting Observed: ERMS Workforce Investment Boawdrly Meeting, Day 1
Observer and role of observer: Vida D. Wilkinsoon+participant

Time: 1:00 pm
Place: County Extension Office

Number in attendance: 25 members, 8 Job Searchcid®aff, and 9 non-members

Length of Observation: 4 % hours

ptember 22, 2005

Descriptive Notes:(notes that will describe in
chronological order what occurred at the site )

1. Welcome, agenda approved after some rearrangemé&nOrderly and well organized, even with
multiple agenda changes due to late arrivalg.

due to 8 voting members, including chairman weregq
to be arriving 2 hours late. Each member receives a
binder with agenda-referenced tabs.

2. Reports: Workforce Development Training Fundsus
(primarily for incumbent workforce and data indiest
pay increases after training especially for lowed fbs,
Senior MOU support requested, plus encouragingrold
workers in the workplace, Youth Council summarized
their meeting held earlier that day.

3. Short break with agenda change for business tour

4. Update on final outcome of 2 year WIA UnifiecaPRI
that was due to DOL by May 31, 2005; Integrated
Systems Technology Taskforce Report, Legislative
Committee Report, and Job Search Agency budgettrg
with monies primarily targeted at recruiting workeéo
state.

5. Break with arrival of 8 members
6. Self- introductions of all those at meeting

7. Strategic Planning Session conducted by a ctamgul
due to governor wanting WIB to provide direction on
how to manage for the state’s growth and workforce
shortage. Two of four goals that WIB developed(02
were determined to be the focus for the next bigmni

One of them deals with closing the gap betweenlgupy
and demand of the workforce and the other is about
employment equity for the state’s entire workforce.

Reflective Notes:(notes about observer
experiences, hunches, insights, themes)

2. Observer notes indicate that there was arj

of employment services. There was a questi

eabout the reason for cancelled trainings, wh
was explained as conflicts by the businesse
This question was raised by a business
representative and most likely was to
determine if there was a problem with the
quality of the trainings.

3. Business is willing to be flexible

4. Hard to follow along with this part of the
meeting, since members were referred to tal
sections in their binder. This is an efficient
rpoanner of getting through agenda items, bu
frustrating to non members in attendance.

5. Chairman quickly got meeting to order
6. Friendly atmosphere

7. The members had some lively debate abg
what goals to choose and the consultant ser
as a mediator during this process. There wal
not any mention of next steps in the strategi
planning process or how WIB members wou
deliver the agreed upon goals to the legislat
The assumption is probably the legislative
committee would handle this role.

8. No reflections

emphasis on reporting businesses’ perspective

on
ch

D.

t

ut
ved

<)

Id
ve.

8. Meeting adjourned
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Observation Protocol, September 23, 2005
Setting Observed: ERMS Workforce Investment Boawderly Meeting, Day 2
Observer and role of observer: Vida D. Wilkinsoon+participant

Time: 8:00 am
Place: County Extension Office

Number in attendance: 25 members, 6 Job Searchcid®aff, and 9 non-members

Length of Observation: 4 ¥ hours

Descriptive Notes:(notes that will describe in
chronological order what occurred at the site )

1. Meeting called to order. Update from local jeaush
agency about 4 issues being faced in the countighvh
include: critical skills, youth education transiig
workforce recruitment, and high cost of health care
Also, heard from local community college about new
program developed to help with shortage of eleietnis,
economic development about workforce recruiting
efforts, and a welding business about lack of a#ill

workers and the need to have more youth seek 2 year

technical careers
2. Tour of local welding business

3. Report on state-wide workforce report that was
conducted by a professional economic development
consulting firm. 3000 individual interviews were
conducted about perceptions of housing, employmen
and education. Economic development stated thgt the
have changed priorities from recruiting business to
building infrastructure. Community college reportbdt
they are working on the challenge of finding where
graduates are employed.

4. Job Search Agency Web-site development and
branding

5. Department of Education Career Clustering ptojec
with Job Search agency to keep youth in the state.

6. Left before meeting was concluded due to canflic

Reflective Notes:(notes about observer
experiences, hunches, insights, themes)

1. Stories sent strong messages about the
criticality of the workforce shortage and som
of the impediments that are faced in just thig
community. Although efforts are being made
to help situation, there is a lot of work that
needs to be done.

2. Fascinating to see the large size of this
operation and the high level of technology th
they use.

3. The uses of the results from the report we
viewed with mixed opinions. There was visil
tension between a member from economic

t development who believed the report was a

> testament by the citizens that the community
colleges were not responding properly to the
needs of business and a community college
member who took exception with this
comment. The chairman quieted the
community college person, but another
member reminded the group that caution ne
to be taken when marketing this report due t
how data is reported.

4. Very professionally presented, lucky to ha
two individuals with a great deal of talent.

5. Curious where college was in this effort,
were they not aware or not invited?

6. Observer appreciated opportunity to attend.

[}
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Observation Protocol, October 17, 2005
Setting Observed: ERMS Labor Force Development éiaton Regular Meeting
Observer and role of observer: Vida D. Wilkinsoon+participant

Time: 3:00 pm

Place: Sub-Baccalaureate Agency Conference Room
Number in attendance: 5; 3 from Sub-Baccalauregengy, 1 from Job Search Agency, and 1 from

Occupation Agency
Length of Observation: 1hour

Descriptive Notes:(notes that will describe in
chronological order what occurred at the site )
Per Agenda:

1. WorkKeys Skills Assessment Career Readiness
Certificate is being evaluated by the Job Searcénay,
which needs to make a decision if this is valuabét
for businesses One regional office has the ahityffer
the certificate, but struggling to get businessy*ini'.
Occupation agency member suggested that it wesat't
businesses weren't interested; they didn’t want to
manage them. Action item: visit with businesses.

2. State-wide workforce survey report will be dissed
at the next state-wide Sub-Baccalaureate manager’s

meeting on workforce development. Occupation Agendihe Sub-Baccalaureate members exhibited

member stated that results in report indicate thats of
communities are using private trainers and asked wh
this was occurring.

3. Department of Education is working with Job $bar
Agency on 16 career clusters to provide a tramsfio
linkage from high school to college.

4. Job Search Agency strategic plan was reviewed.
Discussion was focused on both business and jdese
stakeholders. Working on changing image of agency
from one that is for the unemployed to one that is
demand driven and working with businesses’ skiddwe

Job seekers are having success at One-Stop Centers.

5. A discussion was introduced about new business
development in a community and that all three aigsnc
need to be presenting information about their ses/io
these potential companies. Currently, there isanot
consistent state-wide approach of what agencies are
informed of the meetings. This is especially troe f
community colleges and the Sub-Baccalaureate mesn
requested that this situation be resolved. Decigias
immediately made to have a meeting in two weeks to
work on the details.

Reflective Notes:(notes about observer
experiences, hunches, insights, themes)

1. The Occupation Agency member had a
defensive tone when talking about the busin
stakeholders’ openness to the WorkKeys
certificate program.

2. After the comment about the use of privat
trainers by the Occupation Agency member,

frustration with the person and not the

information. Observer had the definite feelin
that this tension between the two agencies V
an ongoing situation.

3. Informational.

4. Job Search Agency member has a clear
eunderstanding of the purpose of WIA and O
Stop Centers.

5. This was an interesting development that
after meeting for 3 years, the agency partne
had uncovered a significant hole in their
communication processes. This again cause
tension between the Occupation Agency an
the Sub-Baccalaureate Agency.
ber

SN

)
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Observation Protocol, October 31, 2005
Setting Observed: ERMS Labor Force Development éiaton Special Meeting
Observer and role of observer: Vida D. Wilkinsoon+participant

Time: 3:00 pm
Place: Occupation Agency Conference Room

Number in attendance: 5; 2 from Sub-Baccalauregengy, 1 from Job Search Agency, and 2 from

Occupation Agency
Length of Observation: 1hour

Descriptive Notes:(notes that will describe in
chronological order what occurred at the site )

Topic: Coordination among three LFDA partners for
new businesses that are considering locating égiam
in the state.

1. The process of community business creation was
presented by a member from the Occupation Agency
This process begins at the state level and once a
community and business determine that they want to
meet about the compatibility of location, the local
economic development agency is responsible for this
interaction. Determination was made that therevisan
consistent model of who is included at these mgstin
and often varies due to the type of relationshijpragn
the agencies at the local level.

2. The next topic was how to reach out to the local
economic development agencies and encourage then
be more inclusive. Determined that this would be
difficult due some areas use confidentiality asason
that not all agencies receive information aboufrmss
prospects. Some discussion that each communitggml
has different approaches to workforce training.

3. In general, businesses want training deliveoed)t
meet their workforce needs, b) compressed time (not
semester), ¢) what is the cost, and d) trainingigdes at
time convenient for them.

4. Action items:

a. Occupation Agency member will talk to local
economic development directors about the critigalft
including all agencies and work on strengthening
relationships.

b. Sub-Baccalaureate Agency member will set thasmag
agenda item for the next community college workéorc
development managers meeting.

c. Job Search Agency member will ask regional tirec
to discuss this at next regional meeting.

Reflective Notes:(notes about observer
experiences, hunches, insights, themes)

Overall reflections:

The meeting had a certain amount of finger
pointing until they all realized that the real
problem was at the local level. The primary
thing that was accomplished at this meeting
was that there were members from each
agency who were taking an active role in
discussing this situation. There was a lot of
protection of their own agencies, so there is
more work to be done before an agreed upo
outcome.

n to
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Observation Protocol, November 7, 2005
Setting Observed: ERMS Labor Force Development diaton Regular Meeting
Observer and role of observer: Vida D. Wilkinsoon+participant

Time: 3:00 pm
Place: Occupation Agency Conference Room

Number in attendance: 7; 2 from Sub-Baccalauregengy, 1 from Job Search Agency, and 2from
Occupation Agency. Two guests from Department afdation

Length of Observation: 1hour

Descriptive Notes:(notes that will describe in
chronological order what occurred at the site )

1. Department of Education presented that therd@re
Career Cluster pamphlets that they are developsnupet
of a special state-wide scholarship foundation
requirement, which is for graduates from schoolhée
state. This is an effort to try to keep youth ia Htate.
location, the local economic development agency is

2. Follow-up discussion of special meeting that tvalsl
on October 31, 2005. All three agencies want tovdel
the message that they are united at the statedenelise
this as a model to help establish local partnesst{so,
the partnership should be viewed as a value-added
relationship that unites the three agencies. Estedl
goal of showing linkages to each other’s agencies
through web-sites and brochures.

3. Sub-Baccalaureate Agency strategic plan was
reviewed. There was not any links to Occupation
Agency.

Reflective Notes:(notes about observer
experiences, hunches, insights, themes)

1. Informational.

2. After one week, there was such a differen
attitude being displayed about the importang
of working together to help local areas.

3. All three agencies need to make a concer
effort to include the other two somewhere in
their annual goals to show workforce

development linkages are being addressed.

ted
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APPENDIX G: ERMS WORKFORCE DEVELOPMENT COUNCIL MEMBRS

ERMS Geographical Location

Sector and Status Represtation

Central Labor organization

Southeast Ex-officio — Department of Education
Southeast Public Instruction

Northeast Business

Northwest Legislative appointee

Southwest Legislative appointee

Southeast Ex-officio — Workforce Services
Northeast Business

Southeast Business Council

Southeast Community based organization
Southeast Governor

Southeast Labor organization

Southwest Legislative appointee

Northwest Business

Southeast University

Southeast Ex-officio - Department of Family Sergice
Northwest Ex-officio — college president
Southeast Community based organization
Southwest Youth Workforce

Southeast Ex-officio — Department of Employment
Southeast Ex-officio — Community College
Southeast Public education

Central Business

Central Business

Southeast Business

Southeast Business

Southwest Business

Southeast Legislative appointee
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APPENDIX H: DOCUMENT SUMMARY OF LFDA POWERPOINT
PRESENTATION

Document date: January 2003
Description of document: ERMS Workforce DeveloptieéawerPoint Presentation

Document association: Meeting to introduce worgéodevelopment partnership to
regional agencies

Significance of document: Establishes the dath@lFDA MOU and the visionary
model for the partnership

Brief Summary of contents:

» Triad partnership model was introduced in conjwnrctvith the Labor Force
Development Association was formed by the Occupatigency, the Sub-
Baccalaureate Agency, and the Job Search Agermylar to provide business
training solutions and workforce development supfitoughout the state

*  MOU between the Occupation Agency, Sub-Baccalaerggency, and Job
Search Agency signed — fall of 2002
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