Strategic Narrative

a.
Mission: The mission of the WCTWDB is to provide an effective local service delivery system to place Texans in jobs and to equip workers with skills needed to foster economic development.  

The Board’s vision is:  People are more self-sufficient and better educated, thereby achieving full employment.  Convenient, easy access to all services is provided through consolidation in a centralized one-stop system.  The citizens of our communities are aware of the services available to them.  A skilled workforce is in place, which enables business to be competitive in the ever-changing global economy. 

b.
Board’s strategic goals and objectives:

 
The Board has six key goals that are being addressed over the three-year period of 2005 to 2007 as follows:

1.
Identify additional resources for workforce services.

· Revenue streams

· Support services

2.
Increase number of skilled workers for demand occupations.

3.
Increase public and regional awareness of workforce services.

4.       Use technology to increase access to services.

5.
Affect public policy at the local, state and federal levels.

6.
Develop partnerships with local/regional entities to extend/leverage resources.

STRATEGIC FOCUSES:

OARD FOCUS

The Board has six strategic focus areas that form the basis of planning and implementing a continuously improving, business-driven workforce system.  These are:

· Partnership:  Inclusion of state and community partners, include faith-based and community-based organizations as well as the business community.

· Technology: A tool to deliver education and training services to rural areas, especially for youth, welfare recipients and current workers.

· Access:  Expand access to services to include all customer groups, including individuals with disabilities, older individuals, ex-offenders, youth, veterans and welfare recipients.

· Business-driven Services:  Understand the needs of the business community through on-going input and annual evaluations.

· Workforce Preparation:  Ensure that youth, new workforce entrants and returning workers have the necessary basic and occupational skills to meet business needs.

· Outcomes:  Evaluate the effectiveness of the workforce system using easily understood measures.  

c. Current and projected high-growth, high demand occupations by industry and entry-level job skills necessary to obtain occupations

Using a variety of labor market resources and tools, including SOCRATES and www.texasindustryprofiles.com as well as local wisdom gathered from employers and economic development partners, the Board identified key industry sectors that offer the greatest employment demand and the best growth prospects based on factors such as:  total employment, number of employers, growth rate, job openings rate, regional comparative advantage and local economic development effort focus. 

	 Key Industry Sectors

	Agriculture, Forestry, Fishing and Hunting

	Mining

	Utilities

	Construction 

	Manufacturing

	Retail Trade

	Finance and Insurance

	Administrative and Support Services

	Educational Services

	Health Care and Social Assistance

	Accommodation and Food Services

	Other Services (except Public Administration)

	Public Administration


After analyzing these industries, the Board identified key occupations within each industry sector.  This resulted in the identification of 40 occupations.  An analysis of the required knowledge, skills and abilities (KSAs) required to perform an occupation was conducted using the Occupational Profiles in SOCRATES.  The six important skill areas identified in the SOCRATES profiles include:  Basic, Complex Problem-Solving, Resource Management, Social, Systems and Technical.  The definitions of the skill areas were derived from O*Net.  Basic skills include:  active learning, active listening, critical thinking, learning strategies, mathematics, monitoring, reading comprehension, science, speaking and writing.  Complex problem solving skills is defined as the ability to identify complex problems and review related information to develop and evaluate options and implement solutions.  Resource management skills include management of financial resources, materials resources, personnel resources and time management.  Social skills are defined as the capacity to work with people to achieve goals and include coordination, instructing, negotiation, persuasion, service orientation and social perceptiveness.  Systems skills include judgment and decision-making, systems analysis and systems evaluation. Technical skills include:  equipment maintenance, equipment selection, installation, operation and control, operation monitoring, operations analysis, programming, quality control analysis, repairing, technology design and troubleshooting.  

The chart on the following page lists each of the 40 key occupations and the related skills.  More than 60% of the occupations had common requirements in the areas of basic skills, complex problem-solving skills and social skills.    Basic skills were required by 70% of the occupations.  Complex problem-solving skills were required for 65% of the jobs, social skills were required in 62.5% and technical skills were required by over 50% of the occupations.  Skills in the areas of systems and resource management were required in only 17.5% and 15% of the occupations, respectively.  It is clear that workforce preparation should focus on providing individuals with basic skills, complex problem-solving skills, social skills and technical skills to be successful in many of the high-growth, high-demand occupations in the region.  
	Key Occupations
	Entry-level Skills

	Assembly line workers
	Basic and technical

	Automotive service technicians/mechanics
	Complex problem-solving and technical

	Cashiers
	Basic, complex problem-solving and social

	Child care workers
	Basic and social 

	Combined food preparation and service workers
	Basic and social

	Computer software engineers/technicians
	Basic, complex problem-solving, systems and technical

	Computer information technician
	Basic, complex problem-solving, resource management, social, systems and technical

	Construction laborers
	Complex problem solving, technical

	Cooks
	Basic, complex problem solving, social and technical

	Correctional officers
	Basic, complex problem-solving, social and systems

	Customer service representatives/sales 
	Basic, complex problem-solving and systems

	Electricians
	Technical

	Elementary school teachers
	Basic, complex problem-solving and social

	Executive secretaries/administrative assistants
	Basic, complex problem-solving, resource management and social

	Farmers and ranchers
	Resource management, social and technical

	Food preparation workers
	Basic, complex problem-solving, social and technical

	Home health and personal aides
	Basic, complex problem-solving, resource management, social and systems

	Industrial production managers
	Basic, complex problem-solving, resource, social, systems and technical 

	Industrial truck/tractor operators
	Social and technical

	Janitor/cleaner, excluding maids and housekeeping
	Technical

	Landscaping and groundskeeping workers
	Technical

	Licensed vocational nurses
	Basic, complex problem-solving and social

	Machine operators
	Basic, complex problem-solving and technical

	Maids
	Social

	Maintenance and repair workers, general
	Complex problem-solving and technical

	Medical assistants
	Basic, complex problem-solving and social

	Medical transcriptionists
	Basic, complex problem-solving, social and technical

	Network and computer systems administrators
	Basic, complex problem-solving and technical

	Nursing aides, orderlies and attendants
	Basic, complex problem-solving, resource management, social and systems

	Office clerks, general
	Basic, complex problem-solving and technical

	Police and patrol officers
	Basic, complex problem-solving, social and systems

	Postsecondary teachers
	Basic, complex problem-solving and social

	Registered nurses
	Basic, complex problem-solving, social and systems

	Retail sales
	Basic, complex problem-solving and social

	Roustabouts
	Technical

	Secondary teachers
	Basic, complex problem solving and social

	Teacher assistants
	Basic and social

	Truck drivers, heavy and tractor-trailer operators
	Technical

	Waiters and waitresses
	Basic and social

	Welders, cutters, solderers and brazers
	Technical


d. Methods to involve local employers

In addition to the employers that serve on the Board who are involved in the review and validation of occupations, the primary method of validation has been surveys and focus groups.  In the fall/winter of 2005, a class of senior students at Abilene Christian University agreed to conduct research to identify the key job skill requirements for the Finance, Energy and Manufacturing industries.  The Energy industry was a combination of the mining (oil and gas) and utility industries.   After performing extensive secondary research, student teams conducted surveys (both electronic and telephone) and focus groups with representative employers from within the region.  

In all industry sectors, “soft” or “work ethic” skills were often identified as being essential.  These were typically defined by the employer as time management, ethics, dependability, communication, timeliness, performing “quality”, loyalty, teamwork and problem solving.  In the Finance industry, basic computer skills were also identified as essential, especially an understanding of software applications such as MS Word and Excel.  Additionally, typing or data entry skills were considered a minimum requirement for individuals entering jobs in this industry.  Employers most often identified entry-level positions such as customer service representatives, tellers, personal bankers and computer operators as being the most difficult to fill and retain. 

Employers in the Energy industry included oil and gas businesses, utility companies and wind-energy companies.  Employers in this sector confirmed that technical and problem-solving skills are important.  In their description of desired “soft” or basic skills, they also included teamwork.  In fact, teamwork was identified as one of the key skills needed by all employees.  Communication and computer skills were also identified as increasingly important skills as workers in this industry are increasingly required to deal more directly with customers and be capable of using a computer.  Communication skills were also tied to teamwork skills in that good communication is important in a team environment, which is typical in energy businesses.  Two different types of positions were identified as most in demand in this industry:  administrative and technical.  Administrative positions included customer service representatives, computer operators, general office clerks and administrative assistants.  Technical positions included field technicians, meter readers, maintenance/repair workers, roustabouts and engineering technicians.  

The final industry reviewed by the students was manufacturing.  Employers in this industry again identified basic skills as important for all employees.  Unlike the two other industries, employers were more able to identify specific job functions/titles of positions that represented the greatest challenge to fill and greatest opportunity for future employment.  The most frequently identified positions included:  assembly line workers, machine operators, welders, mechanics (maintenance), quality control (industrial production) and sales.  Technical skills were most often identified as key for success for positions in manufacturing with the exception of industrial sales where excellent communication skills were identified as essential.  Problem-solving skills were also identified as often lacking, but critical for success in manufacturing positions.  Employers characterized this as an inability to “fix the problem” on an assembly line and not being able to multi-task or learn new skills to make work more efficient.  

In addition to these surveys, the Board also conducted surveys (both in person and electronic) with employers and students in the healthcare industry.  Since the healthcare industry is projected to experience the greatest need for workers in the coming years, we felt it was important to look at the pipeline of workers as well as validating needs with employers.   We surveyed currently enrolled students in health care programs (primarily nursing) to identify what factors seem to affect the choice of where they will work upon graduation. Not surprisingly, salary was definitely a factor considered by students when making a decision about where to go to work; however, it was not the sole determinant.  The other factor that most often affected decisions about work was residence—especially for older students who were married or students who had children.  Individuals in these situations were much more likely to indicate an interest in returning to or staying in the community where they resided prior to entering training.  This has significant implications for both employers and training providers who often recruit students from outside the region.  It appears that investing in individuals currently residing in the region and upgrading skills of current employees may be a preferred strategy for meeting current and future needs in the nursing field.  

Employer surveys revealed that nursing positions continue to be the jobs most in demand and most difficult to fill.  Other positions cited as being in demand included food service, maintenance, nurse aides and technicians (radiology, respiratory and lab).  Employers in rural communities experienced more challenges in filling positions for technicians and felt this was due to the limited availability of qualified individuals and lack of training publicly funded training programs.  Additional work will continue in the healthcare sector during the coming year to identify more strategies to address the skill shortages.  

e.
Resources available at the local level

There are a variety of resources available at the local level in addition to the funding provided through the Workforce Center system.  The region has three community colleges and one technical college.  Among these four entities, training is available in Abilene, Breckenridge, Brownwood, Cisco, Early, Ranger, Snyder and Sweetwater.  Additionally, Western Texas College has five labs that provide training via interactive television (distance learning) as well as serving as the administrator for the Virtual College of Texas at the community college level.  Individuals may take an on-line course from any of the 50-community/technical colleges in the state for a small additional fee.   Texas State Technical College and Cisco Junior College also offer on-line and interactive courses.  Cisco Junior College also operates MindWorks, a training collaborative for childcare workers that offers access to a resource room, materials and training throughout the year on weekends.    

A new training opportunity for high-school students will be available in fall 2006 through the Region 14 Education Service Center.  In collaboration with Western Texas College, high school students will be trained as certified nurse aides via interactive television.  Students will be locally supervised by school nurses, who will supervise hands-on activities.  If successful, this model will be used for other types of training that are not available in rural communities.   

The Board will continue to work with partners in education, economic development, other state and local agencies as well as faith and community-based organizations to leverage resources.  Models such as the Workforce Investment Fund, a competitive grant fund that requires a 25% cash match, may be expanded to other activities.  Additionally, the Board is considering implementation of several fee-based strategies in the areas of assessment and training to offset declines in federal funding.   

