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The Tennessee Department of Labor and Workforce Development released guidance relative to the 2008 Strategic Planning Process that requires Tennessee’s Local Workforce Investment Area respondents to provide updates to the three phases from the 2007 Planning Guidance.  The phases include:

1)  Pre-Planning Meetings and Reports

· Partners in LWIA 5 were enlisted to help secure information necessary for updating the 2008 Plan.  It was necessary for some Partners to obtain departmental information from their respective State offices; consequently some Partner information is outstanding at the time of this posting and will be forthcoming.  Ongoing revision of all data elements on the Pre-Planning Snapshot will be added to the document as it is received.  Final revision will be complete prior to the LWIA’s plan submission to the Tennessee Department of Labor and Workforce Development on March 13, 2008.  All changes have been highlighted in red.  

2)  Response to Strategic Planning Guidance

· Update your Strengths, Weaknesses, Opportunities and Threats (SWOT) analysis from 2007.

· Provide action plan to address any weaknesses noted form 2007 Local Team Snapshot and items noted in the feedback letters of October 13, 2006 (Phase 1) and February 15, 2007, (Phase 2).  Include completion dates or explain if it is ongoing

3)  Local Compliance Checklist 

· Include any Fast Track Funds and On-the-Job (OJTs) under this section:

· Describe how the Local Board will ensure continuous improvement of eligible providers of services and ensure that such providers meet the employment needs of local employers and participants.
· Revised budget Pages – Will be completed toward the conclusion of the Plan Modification Process and emailed to TDOL&WD as a part of the final Plan.
LWIA 5

Pre-Meeting 2007 System Snapshot – 2008 Changes Highlighted in Red
The following information should be collected and distributed prior to all partners participating in the planning meeting.
1. What are the demographics in your LWIA?  

	Total Population of LWIA
	$565,249

	Average Annual Earnings of Population
	$27,796

	Number of persons in LWIA without a GED
	103,984

	% of  Population in LWIA without a GED
	26.60%

	% of population in LWIA with Associates or Bachelors Degree
	16.57%

	% of population in LWIA with a Graduate degree
	5.54%

	Unemployment rate for LWIA in 2003
	5.1%

	Unemployment rate for LWIA in 2004
	5.1%

	Unemployment rate for LWIA in 2005
	5.3%

	Unemployment rate for LWIA in 2006
	5.7%

	Unemployment rate for LWIA in 2007
	4.9%

	Number of persons registered with Job Service for LWIA
	39,129

	Adult Education Enrollment for the LWIA
	4,602

	ESOL Enrollment for LWIA
	716

	Number enrolled in WIA Training activities           2006-2007

                                                                                                                                                            
	278

           

	Number enrolled in WIA Training  activities        Jul & Aug 07 


	55

	Number of persons served by Vocational Rehabilitation 
	2,146

	Number of employers in LWIA
	12,409

	Number of employers currently using Career Center Services

(Provide logic for calculation).  **A computational method for tracking the number of employers using Career Center services is presently unavailable.
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2.  LWIA Partner Performance Scorecard

Please fill out the following Table

	Measure
	Actual 

2006-2007
	Goal 

2008-2009*

	WIA Adult Entered Employment Rate
	82%
	82%

	WIA Youth Entered Employment Rate
	71.5%
	71.5%

	Dislocated Worker Entered Employment Rate
	86%
	86%

	Job Service Entered Employment Rate
	59%
	66%

	Veterans Entered Employment Rate
	55%
	65%

	
	
	

	Vocational Rehabilitation Entered Employment Rate
	19.9%
	20%

	LWIA Average Earnings
	
	

	WIA Adult Average Earnings (Earnings Change)
	
	

	Dislocated Worker Average Earnings (Replacement)
	$9,771.00
	N/A

	Job Service Average Earnings
	$10,700.00
	$10,700.00

	
	
	

	
	
	

	Number of GEDs Awarded
	
	

	Incumbent Worker Training Grants applied for
	N/A
	N/A

	Incumbent Worker Training Grants Awarded
	$200,000
	$200,000

	OJT Commitments
	
	

	OJT Contracts
	
	

	WIA Adult Credential Rate
	75%
	75%

	Adult Education Skill Attainment Rate for LWIA
	
	

	
	
	

	
	
	

	Customer Satisfaction Rate – Employers

______________________________________________

Customer Satisfaction Rate – Participants





	80%

___________

81%           

___________


	80%   

___________

81%


* If FY 2006-2007 Goal has not bet set, leave column empty.

· Update your Strengths, Weaknesses, Opportunities and Threats (SWOT) analysis from 2007
Weaknesses Opportunities and Threats
Local Workforce System in LWIA 5
	Strengths

· (TDOL) Labors services are provided to the public at no cost

· (TDOL)No longer labeled the UI office

· (TDOL) Easy access for job seekers being referred from partners for job services due to co-location

· (TDOL) Trained staff to assist clients with disabilities/ Trained labor staff flexible to handle change

· (TDOL)Matching employers and job seekers

· (TDOL) Available job orders 

· (TDOL) Available labor pool in data base 

· (TDOL) WOTC

· (TDOL) TAA/ATAA programs to assist with training/wage supplement opportunities for dislocated workers

· (TDOL) Veteran priority services

· (TDOL) Labor Market Information provided for all partners/public (Source)

· (AE) Flexibility to respond to evolving student needs / educational opportunities

· (AE) Qualified / dedicated instructional staff

· (AE) Maintains a close working relationship with Juvenile Court

· (WIA) Open to ways to improve services.

· (WIA) Open to system innovations (pilot projects)

· (WIA) Disability Program Navigator

· (WIA) Cooperative, well-trained and customer-focused staff

· (WIA) Flexible delivery of services w/available resources.

· (WIA) CertificateKey Database

· WIA) Expanding Career Readiness Cert.

· (WIA) Continued Advancement of Regional Support through evolvement of Tri-State Regional Workforce Alliance

· (W IA) Vocational evaluation, assessment

· (VR) LWIA involvement in workforce activities and Career Center System

· (VR) Co-location of VR counselor at Chattanooga Career Center
STRENGTHS (Conti.)
· (VR) Consultation on serving people with disabilities and for Career Center accommodations / accessibility concerns

·  (VR) Contract with Community Rehabilitation Providers to provide a wide array of services for VR clients
· (TDOL) eCMATS: Easy access through the Internet for customers to obtain job order information from home/library without having to be at a career center.  
	Opportunities

· (TDOL) Strengthen employer contacts/job orders

· (TDOL) Develop better working relationships among employers, partners and other agencies.

· (TDOL) eCMATS, common scorecard for all partners develop better reporting systems

· (TDOL) All Partners to Market career center services 

· (AE) Building a network of support through creative use of a strong collaborative network

· (AE) Potential for gaining additional funding from community resources or agencies

· (AE) Grant-writing training is a resource

· (AE)  Scorecard provides up-to-date review of program progress

· (WIA) To expand services and outreach.

·  (WIA) To increase WIA enrollments.

· (WIA) To improve integration of services.

· (WIA) LWIA Board members could lend greater support to the system.

· (WIA)Expand internal data collection efforts.

· (WIA) Continue to expand Career Readiness Certifications to develop more skilled labor pool.

· (WIA)Expansion of projects through the Tri-State Workforce Collaborative.

· (WIA)Forge more structured relationships with secondary schools to capture data on graduates/dropouts.

· (WIA) Advertise more.

· (WIA) Streamline processes.

· (WIA) Improve technology.

· (WIA) Improve/expand Career Center sites.

·  (WIA) Addition of state testing capacity

· (WIA) Invite new and existing businesses to tour career center.             

· (WIA)  Partner rather than compete with 
OPPORTUNITIES (Conti.)
       Orgs./staffing agencies

· (WIA)  Enhance OJT’s.

· (WIA)  Offer a unique service or focus on a particular customer group that gives

      the career centers a market niche. (WIA) 

 ●  (VR) Recent initiatives to serve more

      individuals with mental illness / to    

      offer more assistance for self-employment

      services 

 ●   (VR)Collaboration with the Disability    

       Program Navigator



	Weaknesses

· (TDOL) Insufficient feedback from employers on referrals made for employment

 Work closely with employers to obtain  information from emails / faxes / mail  

· (TDOL) Confidentially among partners e/CMATS limited information to partners and reporting systems

  This would be handled by Field Office

· (TDOL) Marketing coordination among partners

 Establish a system to coordinate all marketing activities

· (TDOL) Inability to provide service and not following through on service (example: inability to meet the employer needs for testing, slow referral process Work closely with partners who may be  able to provide required services which  TDOL is unable to provide through established policies

·  (TDOL) Inability to streamline process and procedures to speed up services.

· Establish the best system to provide seamless service to avoid duplication 
WEAKNESSES (Conti.)

· (TDOL) Inability to provide higher paying job opportunities for professional customers

  Market services for the professional   

  positions available in the LWIA 

· (TDOL) Misconception due to non co-location in affiliate sites Dayton & Jasper

  Work toward co-location of all offices

· (TDOL) Cleveland Career Center needs new facility to better serve our customers

   Obtain a new facility

· (AE) Inability to operate program five days week / 12 hrs. per day

 Set up rotational work shifts, if  adequately staffed- incorporate volunteers     

· (AE) Uncertain year / year funding

  Seek additional grants to supplement

· (AE) Staff shortage in rural counties due to lack of funding

   Incorporate volunteers / allow students  to assist

·   (WIA) Career Centers still not well-

       known

          Saturate the market/advertise.

· (WIA) Services not always provided as quickly as employer/customers expect.

          Streamline processes/procedures.

· (WIA) Service delivery not seamless

          Strengthen integration between partners

· (WIA) Some Career Center locations/facilities lack adequate space, parking and professional image.

          Look at all sites’ needs/upgrade/change

· (WIA) Career Centers do not have latest software, hardware and technology.

          Plan to replace/upgrade technology.

· (WIA) collect more data at local level for continuous improvement of services
         Implement CC surveys.

· (WIA) High growth, high demand industry sectors not using services.
    Target advertising to these employers.

WEAKNESSES (Conti.)
· (WIA) Not enough input from employers. Survey employers/find more ways to      bring them to Career Center.
· (VR) insufficient funding to serve all eligible individuals Continue discussions with State and Federal legislators for more State / Federal funding
· (TDOL) Low skilled labor pool/high skill market demand 


	Threats

· (TDOL) Decreasing funds

· (TDOL) Privatization

· (TDOL) Low skilled labor pool/low education levels

· (TDOL) Lack of ability to determine placement numbers leading to low performance measures.
· (AE) Yearly funding decreases which cripple program’s ability to adjust 

· (AE) Bledsoe County’s AE staff needed by regular system; will be relocated if funding continues to decrease

· (AE) AE Center roof leaks, no place to relocate (Bledsoe)

· (WIA) Need to update equipment/materials occurring with greater frequency.

· (WIA) Low skilled labor pool with poorly developed soft skills.

· (WIA) Not able to respond as quickly as private agencies.

·  (WIA) Young adults not accessing career center.

THREATS (Conti.)
·  (WIA) We do not show our impact in the community.

· (WIA) Lack of space and resources.

· (VR) Continued funding for Career Center co-location

· (TDOL)Decreasing funds leading to staff reduction/changes in how Labor provides services.

.


· Provide action plan to address any weaknesses noted from 2007 Local Team Snapshot and items noted in the feedback letters of October 13, 2006 (Phase 1) and February 15, 2007 (Phase 2).  Include completion dates or explain if it is on-going.  
There were no weaknesses noted by the Review Team to the LWIA 5 2007 Local Team Snapshot. 

In the October 13, 2006, Planning Workgroup Feedback on pre-planning information submitted by LWIA 5, the Review Team noted the following:

1. For Section 1, Key Partners, it is recommended that all mandated Partner Programs be addressed. Upon receipt of the recommendation by the Review Team, the revision was made.    

2. Who are the key partners in your local workforce system?

	Partner
	Services provided by partner

	TDOL&WD
	· Job Search, job placement, job listings, job development, TAA/TRA, Veterans programs, Food Stamp Reemployment, labor market information, Rapid Response, state testing, federal bonding, resource information, marketing/outreach, WOTC Employer Information, ADA, EEOC, employer information: Tax / TOSHA, alien certification, UI claimant information / means to file, referral to other programs



	SETDD/WIA
	· Skills training, resumes, assessment, interview preparation, job development, workshops, career center orientation, technology for disabled, special assistance for disabled, career exploration, case management, Rapid Response, financial assistance, marketing/outreach, youth activities, resource room, fax service, job placement, Career Readiness Certification, referral to other programs, follow-up 



	DRS (Division of DHS)
	· Assessment, diagnostic, skills training, job search, job development, job placement, case management, training: post-secondary, vocational, skills training, vocational guidance and counseling, physical restoration, training maintenance and transportation, rehabilitation technology, assistive technologic evaluations, post-employment services, WOTC, benefit planning, disability training awareness training for employers, ADA information,  transition from school to work, referral to other programs, follow-up.



	AE
	Assessment, basic education skills, job skills, ESOL, GED preparation and testing, counseling, life skills, basic computer skills, TABE and customized testing for employers 



	Tennessee Department of Human Services  

American Indian Center

Native American Programs 

Title V – Senior Neighbors 

Board of Regents 

Job Corps – Recruitment 

Job Corps – Placement 

HUD Employment and  Training

Migrant / Seasonal

Farm Worker

Community Services

Block Grant


	 Family Assistance eligibility, development of Families First Personal Responsibility Plan, provision of childcare and other support services for Families First participants, assessment, career counseling, Families Services Counseling, education, training, employment services, follow-up, post employment services, referral to other programs. 

Intake, interest inventories, assessment, vocational assessment, self-directed job search, career management workshops, career planning, individual career planning, referral, 

Outreach, intake, eligibility determination, assignment of Senior Aides to work as receptionists / Resource Room support personnel in Career Center locations

Outreach, eligibility determination, assistance with financial aid applications, training in demand areas of high growth, Approved Training Provider, coordination with the One Stop Career Center System

Outreach, recruitment, general program orientation, presentations of  program to WIA Youth, assessment, career development services, case management, service coordination, referral.

Career transition services, development / expand employability skills, assist students with obtaining and maintaining long-term employment or entry into advanced education / training, resume development, mock interviews, coordinate job fairs and develop relationships with employers, referral to other agencies and supports.

Memorandum of  Understanding in place with Local Housing Authorities

Negligible population in area; referral plan is established

No represented partner in LWIA 5


2. For Section 3, Career Center locations, it is recommended that the Jasper location be addressed, although not all partners are present, and any other site where there is a presence of services specified in the Act. 

The Jasper location has been included in the listing of LWIA 5 Career Center Locations: 
Career Center Locations

	Name of Career Center
	Partners Present at Location

	Tennessee Career Center at Athens
	•TDOL&WD

•SETHRA

•SETDD / WIA

•EOC – UT

 •Signal Centers

Career Center Partner Co-located



	Tennessee Career Center @ Chattanooga
	· SETDD / WIA

· TDOL&WD

· DRS

· CSTCC

· Senior Neighbors
· Signal Centers

	Tennessee Career Center @ Dayton
	· SETDD / WIA

· DRS

· TDOL&WD

· AE
· SETHRA

· EOC – UT

· Signal Centers

	Tennessee Career Center @ Kimball
	· SETDD / WIA

· SETHRA

· AE

· CSTCC

· EOC – UTC

· Signal Centers

	Tennessee Career Center @ Dunlap
	· SETDD / WIA

· AE

· TDOL&WD

· Signal Centers

	Tennessee Career Center@ Cleveland
	●    SETDD / WIA

●    Signal Centers
●    TDOL&WD

	Tennessee Career Center @ Jasper
	●     TDOL&WD

	
	


· It is recommended that the SWOT analysis be revisited in order to establish additional criteria for establishment of strategic goals.  For strengths and weaknesses, the area should review services for all customer groups and ensure that partner strengths and weaknesses are also listed for Opportunities and threats consider items that are specific to your local area.  
On Friday, February 1, 2008, LWIA 5 hosted a Partner Planning Meeting to provide Partners an opportunity to meet and participate in a work session designed to foster a venue for face-to-face collaboration relative to the 2008 Strategic Plan Modification Process. During the planning session, Partners had opportunity to revisit the 2007 Plan Modification and provide information on suggested updates and revisions.  The 2007 SWOT analysis was thoroughly reviewed and Partners made suggested revisions that are included on the 2008 SWOT, highlighted in red, and indicated: 
In the February 15, 2007, (Phase 2) portion of the 2007 Plan, the planning review team noted the following:  

Question #6:  Your flow chart needs to show all partners and the services they provide.  It does not reflect the actual working dynamics within the area.  

The LWIA is in the process of updating its flow chart to show all partners and will have a revised chart posted for review by February 29, 2008; the revised flow chart will be posted to the website at that time.
Although the overall submission of the 2007 Plan Modification submitted by LWIA 5 was determined to be adequately addressed, the Review Team noted that it would like to have information on how the Local Area is working with Community Rehabilitation Providers (CRPs) relative to Vocational Rehabilitation’s use of CRPs in delivering customer services.  

In LWIA 5, Rehabilitation Services contracts with CRPs through Letters of Understanding to provide services to clients.  These services include Supported Employment, Job Placement, Transportation, Vocational Evaluations, Personal and Work Adjustment Services, and Trial Work Experience.  
1) Local Compliance Checklist (Attachment 2)
All 2008 Local Compliance Documents will be submitted with the Plan Modification.  A listing of the Compliance Documents that will be submitted with the final plan modification is attached and indicated, Checklist Documents.  
Describe how the Local Board will ensure continuous improvement of eligible providers of services and ensure that such providers meet the employment needs of local employers and participants.
The local WIB engages in an active process of communication with local employers at all tomes throughout the year. Through a process of data collection and analysis, communication and feedback the WIB and staff hone training services to the needs of regional employers as quickly as possible. All training provided in our area is aimed at demand occupations and case managers are in constant contact with employer to make sure the certificates and product provided by local training providers is exactly what local employers need.

Continuous monitoring and feedback is provided by the staff of all providers with whom the WIB contracts for on the job training and all training provided through special grant funding. Furthermore all participants are carefully screened for eligibility and assurances are taken that the product that is delivered by training providers is something the participant will be able to use and employers currently need. Training providers with whom the WIB does not have an over arching contract are essentially contracted per student via the Individual Training Account. Those training services are monitored via a hands-on process of communication amongst the staff at the career center, staff at the training providers and the participants. The case managers at the career centers maintain relationships with the individual students in order to monitor not only progress, but quality of the programs.

Formalized monitoring of contracted training and OJT providers is completed by workforce staff annually. The monitoring process includes, contract monitoring, site visits, feedback and corrective action follow-up. All training providers are aware that they will be monitored at the time of contract and are brought into the process of regional continuous improvement of training services, as critical partners.

The area is also participating in the Continuous Improvement statewide initiative and review process. The LWIA has contracted with the Center for Workforce Learning. We are very fortunate to have been selected to participate in this review, as the findings and recommendations resulting from an in-depth assessment of our delivery system will give us insights into our system strengths as well as areas that would benefit from additional resources, training, etc. This will then allow the region to address and improve all training services in a continued ongoing process throughout the coming year.     

2) Revised Budget Pages

Budgets will be completed and submitted with the Plan to the Tennessee Department of Labor and Workforce Development.

Executive and Pre-Planning Summary

Please provide an opening Executive Summary in which you showcase your Local Investment Area by highlighting items from your past, present and future.  Explain what makes your area unique by sharing some of your best practices.  

When the Workforce Investment Act of 1998 was implemented, the State of Tennessee reorganized its workforce areas to align more closely with the actual configuration of labor markets.  For the counties formerly independently recognized as Service Delivery Areas 5 and 6, it would mean a reorganization and consolidation into a unified Local Workforce Investment Area 5.  Nine contiguous counties in southeast Tennessee were joined together to form the unique urban-rural merger; these counties include: Hamilton, Bradley, Marion, Rhea, Sequatchie, Bledsoe, Meigs, McMinn and Polk.  

Reorganization of the workforce area prompted the Southeast Tennessee Workforce Investment Board to engage in a number of important capacity-building activities.   To that end, the Board began its strategic planning process through opening dialogue with not only its Career Center partners, but with representatives from the public and private sectors, education, economic development, organized labor, civic and community-based organizations.  The Board sought broad-based and active engagement in the planning process and did so to overcome any feelings of apprehension that might have resulted from the reorganization.  Numerous meetings and events were held throughout the region and were organized to foster inclusion and attain a sense of unity.   WIA Management Staff conducted a nine-county ‘listening’ tour where employers were convened in each community and provided a forum in which to voice their opinions, concerns and share their ideas that would influence the formation of the delivery system.  Early on, area elected officials were engaged and provided a forum that promoted ongoing dialogue and system engagement as well.   

From the outset, the Southeast Tennessee Workforce Investment Board recognized the uniqueness of the LWIA in terms of its demographic, social, and geographic diversity and made a commitment to ensure that services would be delivered in an equitable manner.  To accomplish this, the Board worked diligently with state and local partners to develop the system capacity to deliver accessible, convenient services through co-location or referral. This early work spawned the development of an interconnected network of Career Centers that were designed to provide exceptional delivery of workforce services to businesses and job seekers.  The network was launched through introducing the public to two comprehensive and four satellite Career Centers.  Today, these centers continue to serve employers and jobseekers across the region. Maturation of the system over the past seven years, however, has resulted in vastly improved levels of usage with each subsequent year of operation.  Today, literally thousands of employers and job seekers utilize the services of the Tennessee Career System in LWIA 5 each year.
When the Workforce Investment Act was implemented in Tennessee in 2000, the nation was in an economic downturn, but nowhere was this downturn more evident than in southeast Tennessee.  The restructuring of a labor market that had been heavily dependent upon manufacturing generated a number of closures in the higher paying sector.  LWIA 5 dislocation data demonstrate widespread job loss between December 1999 and February 2008, with more than eleven thousand workers losing their jobs to mass layoff or company closure.  The vast majority of this job loss occurred in the manufacturing sector.  

Once dubbed the ‘Dynamo of Dixie’, Chattanooga, the area’s largest urban center, claimed national stature as one of the nation’s largest manufacturing hubs.  Workers from across the region were drawn to Chattanooga where manufacturing jobs were plentiful and where almost any worker with a strong back and a solid work ethic could earn more than many professionals. Many of the workers who were attracted to these minimally-skilled, yet higher-paying jobs, dropped out of school to enter the labor market.  As dislocation began to occur, the Career Centers were dealing with hordes of good workers who had some of the lowest literacy rates among the region’s unemployed.  Although these labor-intensive factories of the 20th century are nearly obsolete today, their proliferation over an extended period of time left an indelible mark on the workforce in LWIA 5.  Through WIA and its many partners, hundreds of formerly low-skilled workers have taken advantage of the opportunity to complete their educations and develop the requisite skills necessary to secure their place in a knowledge economy.  

In light of pressing workforce issues and labor market adjustments that would need to be made in order to keep the state globally competitive, the Tennessee Department of Labor and Workforce Development (TDOL&WD) selected southeast Tennessee’s LWIA 5 to serve as the state’s first Career Readiness Certification (CRC) test site.  In 2006, TDOL&WD awarded the LWIA $50,000 to serve as its demonstration site.  In order to elicit employer support and buy-in, the LWIA programmed demonstration grant resources for the purpose of providing WorkKeys job profiles at no cost to interested companies.  The LWIA intended for this introduction to WorkKeys to help employers see value in the system.  The grant helped to offset the cost of 42 job profiles with more than twenty-five different employers, many of whom are beginning to request that job applicants hold the CRC.      

The CRC initiative in LWIA 5 became a leading dynamic resulting from the Southeast Industrial Development Association’s (SEIDA) move toward supporting a stronger shift to regional collaboration as the vehicle to advance the region’s workforce.  SEIDA set the stage for the Development District’s Workforce Division to form a Tri-State Regional Workforce Alliance as it brought together a coalition of partners representing Business, Workforce, Government, Philanthropy, Education, Job Training, and Economic Development from three states.  These multi-state partners joined forces to focus on a new direction in economic and workforce development.  Based on the premise that economic competitiveness is driven by market forces and commerce and not by political or governmental jurisdictions, the Alliance identified its labor shed relative to actual commuting patterns and contiguous proximity to major centers of commerce.  The twenty-six county area consists of nine in Tennessee, two in Alabama and fifteen in Georgia.  
When U.S. Department of Labor Secretary Elaine Chao introduced the Workforce Innovation in Regional Economic Development (WIRED) initiative in 2003 to the workforce community, the goal was to implement a transformation system that would better align workforce and economic development systems on a more regional level.  The regional concept would serve to promote partnership among key community players engaged in talent development.  For LWIA 5, formation of the Tri-State Alliance in 2006 became a turning point in its approach toward organizing economic and workforce development activities across an expanded regional labor market without regard to state and county boundaries.  It made good business sense to take a more regional approach to talent development.  It would be one that should ultimately pay off through the outgrowth of higher-skilled, higher-paying jobs through the expanded development of a skilled workforce to ensure that the needs of business and industry in the region would be met.  
Although formed just two years ago, already much work has been accomplished, and many positive results have occurred as a consequence of that work.  One of the major drawbacks has been the inability of the Alliance to successfully secure funding to act on the potential projects that have been identified; however, the partners are determined to press forward, knowing that they are moving in the right direction and that the region will reap benefits from the collective effort.

Successful projects that have been undertaken by the Alliance include: (the)

· Establishment of an online database (www.certificatekey.com) to capture scores of workers completing WorkKeys Assessments 

· Creation of a regional website (www.tristateworkforce.com) 

· Sponsorship of a regional Workforce Summit with noted Futurist, Ed Barlow, as keynote speaker

· Submission of a successful application to USDOL to participate as a learner organization in the National Business Learning Partnership (NBLP) project. As a learner organization, the Alliance was matched with protégé and mentor organization, WorkSource, headquartered in Jacksonville, Florida

· Attainment of securing joint Workforce Board support through arranging a  joint WIB Executive Committee Meeting in which the Boards reached agreement on a Memorandum of Understanding that serves to solidify the Alliance’s goal of working cooperatively for the common good of the region

· Initiation of a plan to encourage regional educational articulation through hosting a meeting that offered the opportunity for dialogue among Chattanooga Area Chamber of Commerce, regional community college and university presidents, and public school superintendents 

· Reinforcement of the need for philanthropic support through hosting a joint meeting with Chattanooga Area Chamber of Commerce and area philanthropic organizations

· Execution of a joint meeting with the Chattanooga Area Chamber of Commerce and representatives of the Ford Motor Company Fund

· Submission of a Workforce Innovations in Regional Economic Development (WIRED) application to USDOL.  Although the application did not receive funding, each of the three governors provided Letters of Support, along with more than 90 governmental, educational, economic development, philanthropic and business and industry leaders throughout the region

· Completion of a major NBLP project which resulted in a regional Energy Industry Focus Group facilitated by WorkSource that served to provide further insight into training needs for the rapidly expanding energy sector

· Submission of an application to USDOL under the Community Based Job Training Grant to secure funding for proposed high-skilled welding training to meet the needs of the nuclear industry

· Submission of a grant application to USDOL under the President’s High Growth Job Training Initiative for funding of a project to build skilled trades careers in the energy industry

While the region’s three Workforce Boards work cooperatively, they also work independently to remain compliant with their respective State’s Workforce Plans and their respective State Department of Labor requirements.  

In LWIA 5, an effort is currently underway to support the State of Tennessee in its rollout of the State’s Career Readiness Certification (CRC) initiative. The LWIA provides every customer accessing the One-Stop System in Area 5 the opportunity to use KeyTrain, an interactive training system that serves as a companion developmental component to WorkKeys. Workers committed to preparing for or improving their WorkKeys scores benefit from their work on the KeyTrain system quite rapidly.  Since the LWIA was an early demonstration site for the CRC rollout, it has a good starting base of credentialed workers in its data system.  To date, more than 2,000 workers are registered CRC holders in the CertificateKey system in LWIA 5.  In addition, the LWIA is providing assessments to 1,500 more workers as a part of the State CRC rollout.   The Local Area will continue to tout the benefits of the portable skills credential and will actively engage in an ongoing effort to provide assessments to as many workers as it can reach.  As the CRC database continues to expand, the attractiveness of the region as a place to access trainable workers with basic work readiness skills becomes more evident to new companies seeking to locate or existing companies seeking to expand their business.  

The Southeast Tennessee Workforce Investment Board provides guidance and oversight to the workforce system in Area 5 and, in addition to the Board’s quarterly meetings, select committees named by the Board meet monthly or on an as-needed basis.  Each year, the full Board engages in a two-day Strategic Planning Retreat to examine its system more closely, to establish priorities and goals, and to ensure that continuous improvement processes are identified for system integration.  Board goals being undertaken for the current program year include: (the)

· Development of a quality assurance program agreeable to all resource sharing partners to tie into continuous improvement including customer, employer and front-line workers 
· Relocation of the Cleveland Career Center to accommodate the workforce development needs of the 5th largest manufacturing area of the state

· Expansion and continuation of the development of partnerships between staffing agencies and Career Centers

· Development and implementation of a dedicated long-term marketing plan as well as the establishment of plan to sufficiently address more immediate marketing needs
Board committee members and WIA staff are working to address the stated goals.  They are in the process of drafting a quality assurance program and have convened area staffing agencies to help strengthen the partnership between staffing agencies and the One-Stop System.  A workforce newsletter, The Innovator, has been developed and is electronically transmitted to a large audience, new ads have been placed for easier cross-referencing of system location in all the phone books, and poster signage promoting the benefits of using the system has been produced and is being displayed on the sides of public transit vehicles.  In addition, a subcommittee comprised of WIB members, business and industry representatives and the Cleveland Chamber are working to identify a suitable site for relocation of the Cleveland Career Center.  The group has identified a potential site that formerly functioned as a bank operations center and is working locally to garner support to help offset the purchase of the facility.  

The economic landscape in LWIA 5 is not the only labor market indicator that is changing rapidly.  The demographic destiny of the LWIA may have been compromised by historical factors endemic to a region where labor-intensive jobs fostered an inadequate level of attention to the advancement of higher–skill jobs.  The result of this inattention to the growth of a more diverse economic base significantly contributed to a long-term exodus of many of the region’s higher-skilled, younger workers to areas offering greater economic promise.   Not unlike the rest of the nation, the skilled workforce in the LWIA is graying rapidly and projections indicate that there will not be enough skilled younger workers to fill tomorrow’s jobs. The LWIA is sensitive to the changing skill labor requirements that have been forecasted for the region and closely coordinates its training efforts to help stave off anticipated shortages.  

The importance of skill training cannot be underestimated in a region that is likely to become a key player in the emerging Energy Sector.   The Nuclear Energy Institute (NEI) estimates that the southeast will host 26 of the next 31 nuclear plants for which licenses are being developed.  In LWIA 5, the Unit 2 reactor at Watts Bar has already been cleared for development; in nearby Jackson County, Alabama, Bellefonte is readying for the construction of two new reactors as well.  The proposed Bellefonte facility is within commuting distance of the LWIA.   These projects will create hundreds of jobs.  Alstom Power in Chattanooga has already announced expansion of its operations and will be adding 260 jobs to support the nuclear industry.   Similarly, a major prospect is finalizing plans to construct a new facility at Port Nickajact in Marion County to support the Energy industry.  Employers on line to bring in the new jobs are communicating their need to identify workers trained in Metrology, 3-D Modeling, and Non-Destructive Testing.  The LWIA will be working closely with its training providers and regional partners to ensure that local training capacity is sufficiently developed to meet the needs of this emerging industry.  

Grant opportunities will continue to be explored by the partners to the Tri-State Workforce Alliance.  The partners intend to apply for available funding opportunities through the Appalachian Regional Commission (ARC), the Economic Development Administration (EDA), and USDOL.  The region has an urgent need to secure funding for a comprehensive skills audit; the audit will supplement the anticipated growth of the CRC system and provide a data-driven approach to regional workforce planning and management.  The Alliance also plans to submit a grant application to USDOL for WIRED funding, given that the agency releases a fourth round of funding availability.  

The future holds great promise for LWIA 5 and the Southeast Tennessee Workforce Investment Board. With the assistance of its many partners, the LWIA will remain steadfast in its commitment to building a premier workforce.  The results of these efforts will support not only the economy of the region but will play a key role in helping to ensure that the State of Tennessee remains globally competitive.

Planning Questions
1. How Are You Partnering with Other Areas and Other Agencies in Addition to the Required Partners to Avoid Duplication of Services?

The Southeast Tennessee local Workforce Investment Board and One Stop System has a long standing and successful set of relationships with its partners, both required and optional. The LWIB has representatives from each of the required partners in active standing who help with every step of the planning and implementation process of workforce development for our region.  The area, however, goes above and beyond those required partnerships, creating a truly regional approach to workforce and economic development.

One of the most extensive partnerships the region is involved with is the Tri-State Regional Workforce Alliance. Established in January 2006, the Tri-State Regional Workforce Alliance brings together workforce and economic development entities from Northeast Alabama, Northwest Georgia and Southeast Tennessee to advance the region’s economic competitiveness through collaboration of efforts toward promoting talent development of the area’s workforce. This group of area leaders and industry representatives worked to develop a WIRED application and, though it was not selected in the most recent WIRED competition, the group is pressing on to work across the region to create seamless delivery of services.   

In addition, LWIA 5 is partnered with an outstanding mentor organization headquartered in Jacksonville, Florida, WorkSource, through USDOL’s National Business Learning Partnership (NBLP). This partnership has led to expansion of regional planning activities, including a recent Energy Sector focus group. The NBLP will continue to be a part of LWIA 5’s regional focus in the future. 

Each of the Career Centers in LWIA 5 partners with a number of different local organizations in the effort to streamline services and to ensure that adequate outreach into the community is being made.  The Tennessee Career Center at Cleveland, in addition to its required partners, is also partnering with:   Cleveland High School, Bradley County High School, Polk County High School, Copper Basin High School, Polk Leadership Class, the REACH Program, Opportunity for Adult Reading (OAR), the Public Library (Free Computer Training), all staffing agencies in the Cleveland Area, Medical Staffing Services in Chattanooga/Cleveland area, Bradley County Chamber of Commerce, Polk County Chamber of Commerce, STAHR’s, ETSU, the Southeast Tennessee Human Resources Agency, Signal Centers, Cleveland State Community College, the Tennessee Technology Center @ Athens, Chattanooga State, New Horizons, All American School, Volunteer Training Center, United Trucking, Smokey Mountain Trucking Institute, American Red Cross, Prepare to Care, United Way, Action Counseling Group and Boys and Girls Club of Cleveland. 

In Athens, the staff at the Tennessee Career Center at Athens attends Chamber of Commerce meetings, and partner with local agencies and schools.  The Center maintains an updated guide of services offered by each agency in order to assure community assets are appropriately mapped and duplication of service is avoided. 

The Tennessee Career Center at Dayton is currently actively working with the local Chambers of Commerce to promote Career Center Services. They also are working with the Women’s Care Center to start a “Career Closet” for interviews and career wear for women and with First Bank with whom they are partnering to offer free classes about personal financial management. 

In The Tennessee Career Center at Dunlap is partnering with Tennessee Community Counseling Services to help council ex-offenders back into the job market. The Center also partners with various apprenticeship programs, community groups, and educational partners to ensure a smooth flow of services and referrals. 

The Tennessee Career Center at Kimball partners with education organizations and local chambers of commerce to streamline programs for both youth and adults. Staff there also partners with the Marion County Chamber of Commerce to host events to attract and retain business and industry to the area and promote the use of Career Center Services. 

In addition to the required partners, the Tennessee Career Center at Chattanooga actively partners with Chattanooga Room at the Inn, PSI (Families First), and the AIM center to help maintain stability for clients required for training. Furthermore, all Career Centers are partnered with KeyTrain to help customers prepare for WorkKeys testing and acquire Career Readiness Certificates (CRCs) as well as with the Southeast Tennessee Human Resources Association (SETHRA) to help provide transportation to Career Center users.

The local WIB relies on an open process of communication that promotes partnerships across the board to make services as accessible and non-duplicative to employers and to jobseekers as is possible. Asset mapping, community roundtables and service documentation and referral tools are regularly utilized to organize and track resource usage. Referrals out-of-and-into the One Stop system in LWIA 5 are made through use of a specialized “Partnership Referral Form” that assure communications remain open about every service a person receives from each cooperating partner source.    

2. What Are You Doing for Regional Economic Development?

The Southeast Tennessee Workforce Investment Area has adopted a regional focus in all of its activities. The Southeast Tri-State Alliance, a partnership amongst Northeast Alabama, Northwest Georgia and Southeast Tennessee, was established to serve as a  guiding organization for regional economic and workforce development.  The multi-state LWIB-sanctioned Alliance brings together a critical mix of partners including Chambers of Commerce, Higher Education institutions including technical and community colleges and universities, the K-12 system, community-based and philanthropic organizations, a myriad of economic development entities, local utility districts and business and industry partners. This unique group has championed a vast scope and perspective to address the needs of the region.  The purpose of the relationship amongst area leaders is to maximize opportunities and to address the challenges faced by the region.  

The structure of the Tri-State Alliance serves as a conduit to allow the regional partners to exchange information about mutual concerns affecting the labor market.  The commuting patterns of the region confirm that state and local jurisdictional boundaries has no impact on workers relative to choice of job location.  The free-style commuting across state lines confirms that working regionally is the only way to truly address the needs of the expanded labor market. 

Tennessee, Alabama and Georgia are also collaborating closely on efforts to promote Career Readiness Certificates (CRCs) based on the WorkKeys skills test. A Tri-State shared database application, CertificateKey, has been developed that allows the states to share scores of all workers who have taken the test other and prospective employers as well. Scores can be broken out by State, County and City to determine the number of workers who have demonstrated a particular skill level. Economic development professionals are already using this valuable tool for validating workforce preparedness in their recruitment of new and expanding business and industry to the Tri-State region. 

Collaboration is of utmost importance in the Tri-State region.   Key economic development organizations, including the Southeast Tennessee Workforce Investment Board, share a vision of creating individual Centers of Excellence that are keyed to meet specific workforce and economic needs, while carefully avoiding needless duplication. 

3.  Spend a few minutes showcasing your area and focusing on three top goals that you submitted in your plan with a Focus on Innovation and discuss two weaknesses that you reported and provide action plans to address them.

In response to this question, the LWIA references the following three goals set during the 2007 plan modification process that focus on innovation: (to)

· Continue development of projects through the Tri-State Workforce Collaborative

· Expand CRC system to enhance productivity and to substantiate a skilled regional workforce

· Establish Comprehensive Career Center in Cleveland

As evidenced throughout the 2008 plan response, LWIA 5 has embraced a regional approach to the important matters surrounding talent development.  The LWIA is located in the southeastern corner of Tennessee, an area that is contiguous to the states of Alabama and Georgia.  Commuting patterns crisscross the region with workers traveling freely from county to state to access work opportunities without regard to political jurisdictions or legislated boundaries.  To help secure joint Workforce Investment Board support, the three LWIA partners representing Tennessee, Alabama and Georgia, held a joint LWIB Executive Committee Meeting in which the Boards reached agreement on a Memorandum of Understanding that serves to solidify the Alliance’s goal of working cooperatively for the common good of the region.

Much work has been accomplished by the Alliance, and many positive results have occurred as a consequence of that work.  Unfortunately, the Alliance has not been successful to date in attracting funding to act on the potential projects that have been identified; however, the partners are determined to press forward, knowing that they are moving in the right direction and that the region will reap benefits from the collective work.  Highlights include:

· Established an online database (www.certificatekey.com) to capture scores of those who complete WorkKeys Assessments. 

· Established website (www.tristateworkforce.com). 

· Sponsored a regional Workforce Summit with noted Futurist, Ed Barlow, as keynote speaker.

· Submitted successful application to USDOL to participate as a learner organization in the National Business Learning Partnership (NBLP) project.  Matched with mentor organization, WorkSource, headquartered in Jacksonville, Florida.

· Held joint meeting of Workforce Board Executive Committees of the three states, resulting in a Memorandum of Understanding solidifying the Alliance’s goal of working cooperatively for the common good of the region.

· Held joint meeting with Chattanooga Area Chamber of Commerce, regional community college and university presidents, and school superintendents to encourage educational articulation.  

· Held joint meeting with Chattanooga Area Chamber of Commerce and area philanthropic organizations.

· Held joint meeting with the Chattanooga Area Chamber of Commerce and representatives of the Ford Motor Company Fund.

· Submitted a Workforce Innovations in Regional Economic Development (WIRED) application to USDOL.  Although the application did not receive funding, each of the three governors provided Letters of Support, along with more than 90 governmental, educational, economic development, philanthropic and business and industry leaders throughout the region.

· Under the NBLP project, conducted a regional Energy Industry Focus Group in conjunction with WorkSource to gain insights into training needs for this industry sector.

· Submitted an application to USDOL under the Community Based Job Training Grant to secure funding for proposed high-skilled welding training to meet the needs of the nuclear industry.

Currently the Alliance is collaborating to identify projects for grant funding consideration by USDOL under the National Emergency Grant/Regional Innovation Grant (NEG/RIG) program.  This application will likely focus on the region’s massive job losses in the steel foundry and textile industries, and the probable job losses in the floor covering industry, all of which have been exacerbated by the region’s recent Level 4 drought conditions. In addition, a Pre-Application is being prepared for submittal to the Economic Development Administration along with an application for funding to offset costs associated with a comprehensive regional audit to the Appalachian Regional Commission.  Alliance partners are also preparing an application to USDOL for Energy Sector Training and, given that round four of WIRED is released for funding, an a Tri-State application will be prepared and submitted.  

Expansion of the Career Readiness Certification System to enhance business productivity and to substantiate a skilled, regional workforce is well underway in the states of Tennessee, Alabama and Georgia.  In Tennessee, the Tennessee Department of Labor and Workforce initiated a comprehensive statewide rollout of WorkKeys in October, 2007.  LWIA 5 committed to the assessment of minimally 1,500 workers during the rollout and fully expects to far exceed that number.  LWIA 5 was awarded a pre-CRC rollout contract from TDOL&WD in 2006 to conduct a pilot CRC demonstration.  The LWIA programmed the $50,000 in CRC grant resources toward providing job profiles for employers to help promote the CRC system and foster employer buy-in.  As a result, many area employers are beginning to utilize the CRC system for hiring and job orders are starting to come to Labor with the preference for job applicants to hold their CRC.  To date, nearly 2,000 workers have obtained their CRC and are registered in the LWIA’s database.  

Another goal in which the LWIA focused on innovation during its 2007 plan modification process provided for continuous improvement of its One Stop system through relocation of the Tennessee Career Center at Cleveland.  As the state’s fifth largest manufacturing center, the Cleveland Career Center has far outgrown the physical capacity to deliver the level of services needed by employers and job seekers in that community.  The Cleveland Center serves both Bradley and Polk counties and is housed in a very old, outdated state-owned facility that is located in the downtown area of Cleveland. The WIA staff is co-located with Labor staff there and for the many, many job seekers and employer customers accessing the Cleveland Center, parking is difficult to secure and the building does not lend itself to any realistic design of an efficient system of service delivery.  The WIA Resource Room is positioned in the far back of the building and offers space for only four customers at any one time.  Many employers are utilizing Cleveland’s off-site lodging properties in which to host employee recruitment activities and to facilitate mass processing and hiring of applicants. 

The Southeast Tennessee Development District and the LWIA 5 Workforce Investment Board have been encouraging a re-location of the Cleveland Career Center for a long while.  Last year, during the Workforce Investment Board’s strategic planning retreat, relocation of the Cleveland Center surfaced as the Board’s number one priority.  A committee of Board members, led by Dr. Carl Hite, President of Cleveland State Community College and President-Elect of the Cleveland – Bradley County Chamber of Commerce, along with Stewart Smith, Director, Tennessee Technology Center at Athens, are spearheading the drive to relocate the Cleveland Career Center.  The site committee has located a wonderful facility that is on the market.  The former bank operations center is approximately 10,50o square feet, has ample paring and a warehousing space in the back of the building for record storage.  There is also a vault and the building is wired for security.  It is in a location of high visibility and would be in ‘move-in’ condition with only minimal modifications.  The Career Center Subcommittee is working to garner the support of local business and industry and the support of the state in making the purchase.  The property is listed at $630,000 and local education and training partners are being approached for their interest in co-locating via lease to help with resource sharing.  

Two previously-identified weaknesses that LWIA 5 has been engaged in addressing include:  

· Career Centers not well known in region 

· Career Centers do not have the latest technology

An aggressive marketing plan has been put in place and includes the following strategies:

· Placed ads in all area phone books 
· Increased advertising presence in local magazines and business journals
· Implemented Newsletter updating WIB and CC activities

· expanded webpage to include maps, direction and pictures of frontage of all CC, current area workforce events, and youth services details

· Created new brochures, pocket folders and calendars for distribution

· Instituted advertising campaign on public transportation

Plans are under way to continue the expansion of marketing and include:

· Preparation of PowerPoint presentation of services to be put in all Career Centers  (March 2008)

· Engagement of Marketing Committee to evaluate overall marketing plan (March 2008)

· Publication of next newsletter (April 2008)

· Coordination of linkage of webpage with all Chambers of Commerce/other area job sources (Summer 2008)

· Creation of  reciprocal relationships with staffing agencies (Summer 2008)

· Investigation into the possibility of billboards (Spring 2008)

· Relocation of Cleveland Career Center to more prominent location (Pending) 
To address the need to remain abreast of the rapidly changing technologies, the LWIA has adopted a plan that would call for changing one-third of the computers out in the Career Centers every three years.  The first phase is underway and computers are being replaced.  In 2009 and 2010, the LWIA will continue its plan and within three years be on a schedule that no computer would be more than three years old in use in the system.  

4. Define “Talent Development” in your area and explain how you are pursuing it to allow your participants to achieve it. 

From the perspective of the job seeker, Talent Development is the process of developing or increasing one’s skills in order to achieve self-sufficient employment or further one’s career. But Talent Development must be of wider scope than simply focusing on the job-seeker’s needs. Talent Development must also focus on the needs of business and industry and create the capacity to meet them at a regional level.  Employers who become fully connected to their local workforce systems can help increase their human resource capacity for Talent Development with access to thousands of workers who are seeking employment, changing jobs, building their skills, or re-entering the workforce. Talent Development plays an increasingly vital role in driving regional economic competitiveness, increased job growth and new opportunities for American workers. In the new global economy economic competitiveness is unrelenting and Talent Development is a key factor influencing the viability of a number of sectors.  

One of the central guideposts of talent development in LWIA 5 is the Tri-State Regional Workforce Alliance. Established in January 2006, the Tri-State Regional Workforce Alliance brings together workforce and economic development entities from northeast Alabama, northwest Georgia and southeast Tennessee to advance the region’s economic competitiveness through collaboration of efforts to promote Talent Development of the area’s workforce. The largely diverse, unified group of stakeholders gives an arena in which to vision the region’s Talent Development needs and a venue to strategically put them into place. This group recently applied for WIRED (Workforce Innovation in Regional Economic Development) funding and though not chosen, continues to pursue the goals set forth in the application as a region through alternative means. In the last year the Tri-State Regional Workforce Alliance has hosted a number of forums including one on Career Academies with the Ford Motor Fund and a forum of local philanthropic leaders and educators as well.  These forums pulled community leaders together to discuss the talent pipeline in the region and strategies to ensure that the pipeline is sufficient to supply the workforce with key workers in demand occupations in areas from extending from teachers to engineers. The region truly believes, as WIRED suggests, that Talent Development can drive economic transformation in the regional economy.  High-skill, high-wage jobs only expand in areas that are committed to Talent Development.  

Locally the WIB has applied for the Community Based Job Training Grant (CBJTG) driven by local employers outcry for highly skilled welders. With a local focus on energy and the nuclear energy industry coming to the forefront, these workers are in short supply and the region is committed to a Talent Development pipeline that will produce not only welders for our region, but have the capacity to expand output and production of sophisticated products and skills. Furthermore, funding for Iron Workers training and Heavy Equipment Operators has been released to LWIA 5 from TDOL&WD.   These demonstration projects are helping to ensure that the LWIA is able to produce the level of training construction and industrial workers to be able to fulfill local demand for highly specific and changing skills. Local on the job training and incumbent worker funding has gone to talent development for new and expanding companies across the area. 

The LWIA has moved its youth services component to focus on out-of-school youth who are in greatest need of service.  Program efforts that are underway have been revamped from prior years and are now directed toward work experience, pre-apprenticeship training, mentoring, and educational completion.  Incentive plans have been revamped to provide tangible rewards for youth completing their goals.  Support plans have been revamped to ensure that youth have the means necessary to remain engaged in their planned activities.  This is the supply pipeline so vital to vacancies that will be occurring in the knowledge economy.  

5.  Explain how you are matching employers to job seekers

Once the job order is placed by the employer, every effort is made to achieve a suitable match.  The Labor interviewer has access to customer information relative to education, experience, etc., that the customer has provided during intake and has been entered into the system.   Labor begins the matching process by ensuring that Veterans have priority and a file search is conducted to determine if there is a Veteran with the requisite experience to fill the position.  If a suitable Veteran does have the experience commensurate with the level of experience dictated by the employer, the Veteran is referred to the opening.  Once the Veteran-priority process has been executed and suitable Veteran candidates have been referred, an automated search is then conducted by DOT code to determine the availability of registered applicants that match the DOT code for the job order.  If the DOT-code matches, the education level, work history, etc. and the applicant is deemed a suitable candidate for the opening, a referral is made to the employer.  The job order is also posted on the ‘job list’ in the Resource Room and walk-in applicants can apply if they have the appropriate skill level and background.  

6.  Do you have Pre-Apprenticeship Programs?   If so, please describe them.
Local Workforce Investment Area 5 received a grant from the Tennessee Department of Labor and Workforce Development to pilot a Pre-Apprenticeship Training Program through Chattanooga State Technical Community College.  The Local Area was directed to put into place a preparatory program that could have the potential to be replicated in other areas of the state.  This investment was made by the Department in response to the growing challenges that Apprenticeship Training Programs are encountering in their ability to attract and retain qualified individuals.  From the outset it appeared that many potential students/apprentices were exhibiting math deficiencies to the point that it was becoming a chief stumbling block to their pursuit of almost any level of post-secondary training or education. 
The Chattanooga State Technical Community College has been developed with the intention to ease the transition into a formal construction craft training program by preparing potential apprentices/candidates with construction industry relevant instruction and education. The focus of the model is primarily to remediate and help eliminate identified skill gaps (including math), while providing introductory-level craft training combined with a work-based learning component of on-the-job training and evaluation by the CSTCC’s local construction industry partners. The model calls for students to utilize the WorkKeys® tutorials on the KeyTrain system during specified class meetings in order to increase their individual math competencies. 

The Building & Construction Institute of the Southeast Executive Committee serves as the principal oversight body for the Pre-Apprenticeship Program and a newly established Pre-Apprenticeship Sub-Committee now serves as steering and advisory committee for the program to assist with job placement. The JATC Training Directors/Coordinators provide technical guidance and counseling to prospective candidates for apprenticeship and inform the Pre-Apprenticeship Coordinator of curriculum and vocational needs.

Pre-Apprenticeship Program Goals
· To ease the transition for students entering into formal construction training programs

· To develop the knowledge, skills, abilities and proper work ethic required by the construction profession

· Provide a “change of career” alternative for adult learners

· Expose students to the industry while meeting the skilled construction worker needs of a rapidly expanding economy

· Pride a seamless articulation pathway for completers / graduates into a respective Registered Apprenticeship Program (RAP) disciplinary track or Tennessee Technology Center craft program

Available pathways
a) Plumbing (including Welding & HVAC),

b) Ironworking (including Welding),

c) Electrical

d) Carpentry 

e) Millwright (including Machining), 

f) Sheet Metal

g) Masonry 

Pre-course evaluations for incoming students are being performed to determine academic as well as vocational skill(s) gaps and/or needs. Students are being evaluated and monitored according to their individual skill sets. Students receive advanced placement within the Construction Prep pre-apprenticeship program if they can demonstrate competency mastery either from high school articulated classes or work experience. The Pre-Apprenticeship Program is an open entry/exit program and does not require prior construction trade knowledge. Students are presented with the following options: 

1) Complete the Pre-Apprenticeship Course; receive a Tennessee Technology Certificate and NCCER certificate of completion and enter the workforce in a chosen field within the construction industry.

2) Complete the Pre-Apprenticeship Program and potentially receive placement in a respective Joint Apprenticeship Training program as a first year apprentice, pending all requirements for acceptance by the receiving JATC are met. Participating  JATCs are:

a. Chattanooga Electrical JATC

b. Tri-State Carpenter’s and Millwright JATC

c. Plumbers and Steamfitters JATC

d. Chattanooga Ironworkers JATC
3) Complete the Pre-Apprenticeship Course and pursue a Tennessee Technology Center diploma/certificate through Chattanooga State in: 

a. Building Construction Technology 

b. Welding

c. Masonry 

d. Plumbing

e. Industrial Electricity

f. Heavy Equipment Operator, 

g. Machining

h. HVAC/R 

Training Objectives: Upon successful completion of the Technology Pre-Apprenticeship Program students will possess the knowledge, skills, and abilities required to effectively enter into either a Joint Apprenticeship Training Program, a Tennessee Technology Center Construction Craft Program, an entry-level construction occupations position according to relevant industry standards.  

Mission Statement:  Prepare entry-level students / apprentices / employees to enter into a formal construction training program or employment by reducing the attrition of current training models through an intense focus on math, safety training, blueprint reading, and an introduction & orientation to the construction industry by. 

Work-Based Learning Component: A structured competency based learning model designed to integrate the student’s academic and technical skills into a work-based learning environment will be integrated into each semester of the Pre-Apprenticeship Program.  A formal work-based learning agreement will be required for each student which will outline the competencies needed to compliment the classroom component of the program in each respective semester. 

The Pre-Apprenticeship Initiative has garnered a great deal of support among area Registered Apprenticeship Training Programs.  When candidates make application to the Apprenticeship Programs and are not accepted, they are referred to the Pre-Apprenticeship Program for remedial work in academic and skills-based areas.  When the trainees complete their Pre-Apprenticeship Training Activity, it is the goal of the program to refer them back to the Registered Apprenticeship Program for the re-application process.  The Pilot has not been operational long enough to test this  
8. Give example of he aggregate financial “impact” of the program outcomes you achieved in the most recent year for which complete data is available.  

To determine the aggregate financial impact of program outcomes on Adults and Dislocated Workers placed for one year, it was necessary for the LWIA to ‘reach back’ to retrieve data on average earnings reported during the period April 1, 2005 through March 31, 2006.  During that reporting period, LWIA reported 333 program exiters, consisting of 175 Adults and 158 Dislocated Workers.  The average wage per participant was reported at $11,527.62 during the second and third quarter post-exit; the annualized wage per participant totaled $23,055.24.  
The total wages attributed to Adult workers during the reporting period was $1,943,117 and to Dislocated Workers wages totaled $1,895,581; the cumulative total for both customer groups was $3,838,698; translating to an annualized total of $7,677,396.  Taxes on the cumulative total wages are estimated at $2,812,268.   The break even point is the date in the future when income repays expenditures; that point should occur in approximately 3 ½ years.    
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