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I.  Executive Summary
In a study commissioned by the Palmetto Institute, DRI-WEFA, an internationally-recognized economic forecasting firm, concluded that South Carolina could not vigorously compete in the global, knowledge-based economy unless it improved its key economic foundation of workforce quality.  For South Carolina to improve this critical element of competitiveness, the Palmetto Institute believes two important efforts must be undertaken.  First, the recommendations of the Workforce Innovation Network (“WIN”), a public/private collaboration to improve workforce quality, must be implemented.  Second, through additional recommendations provided in this report, the effort to increase the quality of the State’s workforce must be inextricably intertwined with and given the same level of attention as our efforts to improve economic development and education in South Carolina.
In 2003, the South Carolina State Chamber received a Workforce Innovation Network grant to bring together the public and private sectors to improve workforce quality.  After two years of study, the key final recommendation proposed to have the Department of Commerce provide the support for all workforce efforts.  As part of that effort, the Palmetto Institute was asked to meet with state and local workforce agencies to share our efforts with them and to learn from them their concerns and successes with respect to workforce development.

During the course of our research and interviews with stakeholders, it became apparent that South Carolina’s picture of workforce quality is a collage of both good news and bad news.  Some areas of the State are successful in meeting their needs and goals, while others are narrowly complying with minimum performance standards or struggling to meet community needs with limited resources.  Moreover, we noted a proactive, entrepreneurial spirit existing in some areas, while others are continuing to subscribe to traditional, less effective methods.  The potential exists for some areas to utilize effectively WIA money, but most face the following common threats or obstacles, which are discussed further in this report:
1. Lack of broad effective leadership, direction, and vision at the State level;
2. Notion that only an existing system, instead of improved change, is effective;

3. Lack of communication or strong relationship with economic development organizations, technical colleges, councils of government, and the business community;

4. Reduction in federal funding;

5. Response to recent shift in statewide governance of administrative entity of Workforce Investment Act;

6. Turf and money battles over implementation of WorkKeys®;
7. Lack of effective information technology system to receive and disseminate employment-related information; and
8. Desperate need for a stronger economy – even if money exists to train a skilled labor force, where are the job opportunities?

The real question that many of the local workforce investment area leaders are struggling with, which the State workforce agency must address, revolves around the actual role of WIA.  Is WIA’s mission simply to comply with the federal mandate?  Or, is it to serve as an integral part of improving the State’s workforce quality and to play a role in the economic development of its region?

While the efforts of the local areas face many obstacles, there exists a great sense of optimism in that they believe a great deal of progress has been made.  For instance, the shift from the Employment Security Commission to the Department of Commerce with respect to administration of the Workforce Investment Act, and the hiring of a dedicated workforce development director, are seen as positive steps toward improvement of workforce development.  Citing the important role workforce development plays in promoting economic success, Commerce recently appointed the workforce director as the new Deputy Secretary for Workforce.  Entrepreneurial initiatives within some local workforce investment areas have helped to propel local successes, such as expansion of registered apprenticeships and creation of a job recruitment/placement database.  Moreover, our thriving healthcare economy has pushed our State toward the front in terms of employment growth within the healthcare sector.


In light of the challenges and opportunities facing workforce development, as revealed through our interviews and research, below is a summary of recommendations (with full recommendations beginning at page 23):

1. Encourage statewide leadership to accept a greater role in offering direction and implementation of a long-term strategy;
2. Create a single workforce development entity, with strong participation by the business community;
3. Consolidate workforce efforts within the Department of Commerce;

4. Develop a statewide workforce readiness certificate through the use of WorkKeys®;

5. Expand the high school exit examination to include component(s) of WorkKeys®;

6. Establish a statewide, web-based workforce delivery (to include job recruitment and placement) system; and

7. Provide financial incentives to encourage employers to profile job positions and to develop apprenticeship programs.
Specifically, the State WIB must accept a greater role in giving the local areas direction, providing coordination between the various organizations involved in workforce training, and offering strategic planning and innovative ideas that might help them further their efforts.

Subsumed within workforce development efforts should be expansion of registered apprenticeships and internships.  South Carolina has fewer than 1,000 apprentices, compared to tens of thousands across our borders, and expansion of the registered apprenticeship program aligns with the goals of the Education and Economic Development Act and with improvement of workforce quality.
II.  Background and Methodology

A. Background
In 2003, the South Carolina State Chamber received a Workforce Innovation Network (“WIN”) grant to bring the public & private sectors together to improve workforce quality.  Upon identifying approximately $400 million available from federal and state programs for workforce-related efforts, a team of representatives from both the government and business communities began meeting to fashion a workforce initiative to develop and sustain an education/training/employment system that would meet the needs of both employers and job-seekers and work to enhance the State’s competitiveness.  At its conclusion, the WIN’s team sent to Governor Sanford a list of recommendations, which included a proposal to have the Department of Commerce (“Commerce”) be designated as the coordinating entity for all workforce-related efforts.  Currently, Commerce administers only those funds and programs that fall under the federal Workforce Investment Act.  If the Governor follows the WIN’s team recommendation, Commerce would provide specifically the following support:

· Assist in building coalitions and alliances with workforce stakeholders;
· Coordinate planning efforts among all Cabinet agencies involved in workforce and to establish joint annual goals;
· Seek cooperation with non-Cabinet agencies and other stakeholders in joint planning efforts;
· Facilitate regular communication among all stakeholders;
· Establish mechanisms for information, data sharing, research, technical assistance, and best practices;
· Seek ways to use a common framework;
· Target available resources, subject to federal funding constraints, among Cabinet agencies toward common goals;
· Seek ways to avoid duplication of services; and
· Coordinate and share performance evaluation among all Cabinet agencies

Commerce’s authority would be limited, however, by federal funding restrictions, inter-agency cooperation, program regulations, and a potential lack of state funding to support such coordination efforts.  As part of this recommendation, the WIN’s team also suggested that the Governor create a business-led, single workforce development entity, whose members would represent business, education, and workforce entities, in order to monitor, encourage, coordinate, and provide direction on behalf of all workforce efforts and initiatives.  The Governor is currently considering this recommendation.


Subsequently, the Palmetto Institute was asked to follow up the work of the WIN’s team so as to inform the workforce agencies of our economic development efforts and to encourage coordination and collaboration among the stakeholders with respect to workforce activities.  Moreover, the Institute was asked to learn from the local workforce investment areas their successes and concerns in furtherance of their workforce efforts.
B. Methodology

This report is not an attempt to capture comprehensively all workforce-related issues, but is instead an effort to describe the findings learned from our interviews and to suggest recommendations that will complement ongoing efforts to improve competitiveness.  In this report, we strive not to duplicate the laudable efforts produced by the WIN’s team during the course of its work, but to hopefully enhance such efforts with suggestions developed through lengthy interviews with the individuals entrusted with the day-to-day responsibilities of making the system successful.

The primary research method consisted of conducting qualitative interviews with administrators or directors, and staff, of the twelve local workforce investment areas, directors of selected regional councils of government, the Chairman of the State Workforce Investment Board, the Executive Director of the Employment Security Commission, representatives from the Technical College System, consultants with expertise in workforce-related issues, and members of the business community.
The primary objectives during these presentations were to articulate the efforts of the Palmetto Institute in furtherance of improving competitiveness, along with the promotion of such efforts, and to obtain from these stakeholders any feedback, criticism, and concerns they may have regarding their respective programs.  These individuals were also encouraged to share any successful partnerships or endeavors that have assisted them in improving their efforts and outcomes.  In addition, in preparation for interviews and composition of this report, secondary research was accomplished through review of relevant background materials and studies relating to workforce quality issues.
III.  Research and Findings
A. Governance, Oversight, and Structure
The federal Workforce Investment Act (“WIA”) was signed into law in 1998.  Key components of WIA are designed to promote a regional “one-stop” approach to fulfilling employment opportunities, provide for funding mechanisms, most of which are passed through a state to regional areas that directly serve the target populations, and specify performance measures and eligibility criteria.  WIA authorizes provision of a wide array of services, including training and assessment, to adult, youth, and dislocated workers.  During program year 2005, the One-Stop Centers in South Carolina served more than 400,000 customers and filled more than 80,000 jobs.  Approximately $63.5 million in WIA funding is available for program year 2006.
In July 2005, Governor Sanford, by Executive Order, transferred duties as administrative agency of the federal Workforce Investment Act from Employment Security Commission (“ESC”) to Commerce.  This change is seen as a positive move by nearly all of the local workforce investment areas (“LWIAs”).  All LWIAs were hopeful, however, that the hiring by Commerce of a full-time, dedicated workforce development director will serve to improve workforce efforts around the State, particularly with respect to implementation of WorkKeys®.  It was expressed that these modifications with respect to workforce development signal a positive trend in improving the State’s efforts in this area.
All of the LWIAs agreed that additional leadership needs to be provided at the State level.  The State Workforce Investment Board (“the State WIB”) is viewed as providing more of an administrative and reactive role, rather than offering proactive strategies and long-term vision.  Concern was also expressed as to the “newness” of the newly-constituted State WIB, as well as the seemingly political nature of the appointments.  Specific comments with respect to the State WIB included:

· Non-functional;

· Need more leadership than just providing policy;

· Fails to meet legal requirements with respect to operation of committees;

· Not providing necessary marketing of business services;

· Failure to provide needed guidance;

· Receptive when brought ideas to them;

· Not trained or oriented on what LWIAs are doing;

· Not made up of mostly business, as intended by the federal Workforce Investment Act; 

· Lack of enough “young talent;”
· Not the right players; made up mostly of public service positions who are themselves looking for pockets of money;

· No representation from a council of government or other economic development group; and
· Interested in pools of money and not in improving human capital or economic development.
Moreover, the State’s lack of a comprehensive workforce delivery program is seen as a barrier to effective delivery of services.  The recommendation of the WINs team, as discussed above, to create a workforce entity and provide for Commerce oversight is necessary in moving toward achieving a seamless, integrated workforce delivery system.  Coordinating all workforce-related efforts within a single, business-led, dynamic entity, as an advisory arm of Commerce, will minimize duplication and increase available resources, so long as the entity possesses the requisite responsibility and authority to carry out its duties.  If the entity is not mandated with the appropriate level of authority, it will not be able to channel effectively the available state-level resources or to implement successfully its initiatives.  Despite the current fragmented approach of the State’s workforce delivery system, the LWIAs were quick to defend their need to maintain necessary flexibility at the local level.  It is evident that the requirements of the varied geographical regions of the State are diverse, and each faces differing concerns and issues, which are dependent upon their respective economic circumstances, commuter patterns, and occupational needs.
Nine of the twelve LWIAs are administered by their respective Councils of Government (“COG”).  Although most of those that are run by the COG are satisfied with their relationship, some admitted that their connection to the COG was not necessarily a positive association, and one area expressed its direct connection to the COG as an “unfortunate thing” that created inherent limitations.  For instance, a COG-run LWIA is accountable not only to its own local WIA board and the State WIB, but also to its county council and COG staff.  Some further expressed the view that the COG, and even their own county government, sees WIA as a social program and not as a vital tool to use to further economic development efforts.  One non-LWIA interviewee criticized allowing some local administrators, particularly those who may be “unqualified,” to oversee all local efforts to the extent of relegating the local board to a mere “rubber stamp.”
Most of the LWIAs are content with the current geographic alignment of their areas due to a long history of working with respective local governments and other groups, as well as the symbiotic infrastructure already in place.  At least one LWIA declared, however, that commuting patterns, consolidation of available resources, and geographic overlap with economic development groups need to be considered in reviewing the efficacy of the current apportionment of the defined areas.  Some agreed that the boundaries of the LWIAs should be changed to mirror those of the COGs, particularly in areas that are administered by COG staff.

B. Collaboration
Our discussions focused substantially upon resources and opportunities for collaboration.  Lack of collaboration is seen as an hindrance to workforce development efforts.  A significant number of LWIAs expressed dissatisfaction with the poor level of coordination, or lack of communication, with economic development groups, high schools, technical colleges, and/or the business community.  Parochialism and turf issues, such as who does what or who pays, and failure to understand LWIA’s role are seen as the most significant barriers to effective collaboration.
As an example, it is believed that regional economic developer groups and, in some cases, county governments view the LWIAs as an extension of ESC or a mere provider of social programs instead of as an additional economic development tool.  This underlying lack of understanding about, and confidence in, the role played by each group hampers collaborative efforts.  One LWIA acknowledged that this notion seemed to improve in its area once an “outsider” explained the critical function the LWIA plays in feeding the workforce.  As an additional concern, some LWIAs noted that the economic development groups possess control over vital workforce-related information, such as critical occupational needs, and that not enough of this information is being disseminated to the LWIAs, thereby leading to unnecessary training within a particular occupation and inefficient allocating of limited resources.
A few areas are working closely with their respective economic alliances and developer groups, and at least one LWIA believes that its relationships could serve as a model to other areas.  This particular area touts that its successful collaboration is due to years of personal “door-to-door,” persistent efforts to build and sustain those relationships.  Another LWIA with strong ties to its economic development alliance noted that the relationship evolved after “considerable amount of time.”
It is obvious, however, that while some positive geographic overlap among groups exists, others are dissatisfied with the poor linking of economic development and workforce goals.  For instance, one LWIA expressed frustration that, while not a regulatory limitation, it is not permitted to partner simultaneously with both Charlotte Partnership (formerly known as Carolinas Partnership) and NESA.
In viewing their existing or former relationships with local ESC offices, many LWIAs are, or were, discontented with ESC’s role as a “host” agency to the One-Stop Centers.  Some LWIAs noted that one challenge centered upon which entity would be responsible for setting the rules to ensure a seamless and cooperative process.  ESC was viewed negatively by some as desiring “control” of the process.  Another concern with ESC is the system incompatibility between ESC’s AWS and the VOSS (“Virtual One-Stop System”) used by the LWIAs, creating integration and identification problems.  For instance, information about potential employers is available but because the identity of the employer’s name is suppressed, the LWIAs have to take an additional step to obtain that useful information from ESC.  The suppression of the job order information is due to an ESC policy and employer agreements providing for confidentiality of employer information.
  In addition, the LWIAs that use ESC to identify job opportunities also expressed dissatisfaction with ESC’s “obsolete” system.
One area has attempted to cope with ineffective exploitation of available information by creating a localized database of job information.  The Pee Dee LWIA inputs raw data, such as WorkKeys® scores, into the database and potential employers respond accordingly.  Despite good-faith attempts, problems are nevertheless diminishing the beneficial impact: (1) lack of necessary funding and (2) the situation in which a participant cannot access an employer-paid score without paying the $30 fee.  Other LWIAs around the State have taken note and are keenly interested in this innovative undertaking.  To avoid unnecessary duplication and to make the most use of such a system, a statewide, user-friendly medium should be established.  Other states have recognized the need for such a system.  For instance, the State of Indiana recently awarded a $2.8 million contract to Monster Government Solutions (“MGS”), the creators of Monster.com,
 to build and manage a lower-functioning website recruitment/placement website at no cost to the employer or job-seeker.  Indiana is utilizing general appropriations and WIA dollars to fund this initiative.  Similarly, the State of Michigan operates a comprehensive, online one-stop website that showcases employment openings, skills assessment, education/training opportunities, and career planning.

The LWIAs were also disappointed with the “lag” time (approximately 18 months) of release of labor market information.  It is difficult to steer participants into training for particular occupations if “hot” occupations are unknown since statistics and information can become obsolete by the time it is made available.  Disconnect with the business community was also cited as a reason for the inability to prepare a timely and pertinent labor market.

Another notable concern involves the LWIA’s relationship with its local technical colleges.  While some LWIAs laud the technical college’s role as a value-added partner, others lament that the colleges do not view LWIA as a “player” in the training and workforce markets.  The most significant issue inhibiting effective collaboration between those two groups, however, is the use of WorkKeys®, which is discussed more fully below.
C. WorkKeys®
All of the interviewees stressed the importance and value of WorkKeys®,
 which is a common language and metric used to connect employers with job seekers.  WorkKeys® is administered by LWIAs, technical colleges, and private companies such as Manpower, Inc.  Although both LWIAs and technical colleges typically charge $10.00 per examination for the assessment portion (usually three tests per assessment), fees for the profiling component vary from $500 to $1500.

Despite the added value of WorkKeys®, some problems have arisen over its application and use.  For instance, some LWIAs and technical colleges treat administration of WorkKeys® as a valuable source of revenue and, as a result, tension has occurred as these two groups have competed to provide WorkKeys® services, particularly job profiling.  One LWIA stated that its local technical college was “personally offended” that the LWIA was infringing upon “profits” belonging to the college.  Some of the technical colleges feel that LWIAs have an unfair advantage because the LWIAs are able to subsidize their costs through the use of WIA funds, thereby allowing them to charge lower fees.  The LWIAs respond that they attempted to collaborate first with their local technical colleges with respect to the use of WorkKeys®, but were forced to begin offering WorkKeys® themselves after experiencing dissatisfaction with the technical college’s administration of the program.  One LWIA expressed frustration because one of its local technical colleges performed profiling only on a “part-time” basis and had no dedicated staff and, therefore, no appropriate follow-up contact occurred with the employer.  Most of the LWIAs believe that the “workplace market” could successfully support all competing providers.  Other states are aggressively expanding use of WorkKeys®.  For instance, Louisiana used federal TANF (Temporary Assistance to Needy Families) funds to pilot expansion of assessments and upgrade of training at all of its community and technical colleges.
Despite tension occurring in a few areas, some LWIAs and technical colleges are partnering together successfully, such as each sharing administration, so that both groups benefit financially.  For example, an LWIA will administer assessments, while the local technical college conducts profiles and scores the assessments.  In another area, the LWIA will conduct the profile and the local college will conduct the training that develops as a result of a profile.  Some area technical colleges and LWIAs have also collaborated to agree on a standard fee for profiles.  Finally, some LWIAs are content to allow the local technical colleges to provide exclusively any necessary WorkKeys® services so they can instead focus on other, specific WIA-related services.
A further difficulty surrounding effective use of WorkKeys® is limited job profiling because of the cost to the employer.
  Although some LWIAs are able to offer incentives to employers,
 the primary obstacle in expanding the use of profiling is the financial burden upon employers.  All of the LWIAs agreed that an aggressive statewide plan to market profiling is paramount to improving workforce quality.  Other states have recognized the tremendous benefits
 of WorkKeys® and are offering financial incentives to encourage its use.  For instance, the State of Indiana has spent approximately $11 million to encourage job profiling.

With unanimous agreement by the LWIAs, WorkKeys® was touted as an ideal alternative or supplement to the current high school exit exam because WorkKeys® could work together with the objectives of the Education and Economic Development Act (“EEDA”) in providing career pathways for students entering the workforce.  In fact, some LWIAs are already administering assessments to high school students, leading some school districts to follow suit.
Other states are also testing secondary school students using WorkKeys®.  For example, Colorado has integrated WorkKeys® to measure performance and college readiness.  Illinois has included part of the WorkKeys® battery within its state-mandated examination, which is comprised of three components: (1) an ISBE-developed science assessment; (2) the ACT, which includes reading, English, mathematics, and science tests; and (3) two WorkKeys® assessments.
  Michigan, through its Merit Award program, has established up to $3,000 in scholarships to high school graduates who test at a specified level on certain tests, including WorkKeys®.
  Beginning in 2005, Fayette County, Pennsylvania began administering WorkKeys® to high school seniors as an exit exam required for graduation.
Notably, some South Carolina employers have expressed a preference over a job seeker’s possession of a WorkKeys® “card” in lieu of a high school diploma because employers recognize that a WorkKeys®-assessed job candidate has demonstrated the ability, or not, to perform at a prescribed functional or technical level.

D. Apprenticeship/Internship
Registered apprenticeship is a customized, experiential learning system, offering a portable certificate that is recognized nationally (and often internationally).  It combines on-the-job training with related classroom instruction, and has been shown to be an excellent method in demonstrating quantifiable skills.  Benefits include higher-paying jobs, opportunity for college credit, reduced workers’ compensation costs, and a pipeline of skilled workers.  Registered apprenticeships are governed by both federal and state law.  The U.S. Bureau of Labor establishes the minimum eligibility criteria, assists in funding programs, and offers some, although limited, guidance.  We have spoken with James Lee, South Carolina’s former representative, and he expressed concerns over federal fiscal limitations; as such, we may have to be more reliant upon funding from state and private streams in order to pursue expansion of the program that, hopefully, will allow for appropriation of additional federal monies.
South Carolina has been slow to enroll participants into the program.  As of April 2006, less than 1000 registered apprentices existed in only 137 sponsoring organizations within 55 occupations.  This number is significantly lower than our neighbors:  15,000 apprentices in North Carolina, 12,000 in Florida, and 6,000 apprentices in Georgia.  Florida had 616 sponsors within 169 occupations, while Tennessee had 631 sponsors within 139 occupations.  To date, no formal, statewide program exists within South Carolina’s high schools and colleges, with most apprenticeships created through a fragmented, ad-hoc approach.  Pre-apprenticeship programs are also important for those younger than 18 because they can act as a feeder into the adult program and, at the same time, offer training and experience to young workers.
To expand apprenticeships, a strong marketing plan will be essential to promote widespread acceptance and to dispel certain myths associated historically with apprenticeships.  For instance, the business community has traditionally associated apprenticeships with union activity and, further, believed that they will expend a large amount of money on employees who will eventually leave to pursue employment elsewhere.  Both of these beliefs are simply not true, and a targeted marketing plan would serve to dispel such misconceptions.  Research has shown that sponsorship of apprenticeship training actually reduces employee turnover and, with regard to increased union activity, North Carolina has a significant number of apprentices, with less than 10% belonging to a union.  Other obstacles include lack of a central, coordinated marketplace that would allow both employers and job-seekers alike to access for their employment needs.  In addition, no systemic, reliable “go-to” office exists for technical questions and paperwork assistance.  Moreover, there exists a mindset by some educators and parents that a four-year degree is necessary for career success, or that vocational training is limited to lower-performing students and adults.  Admittance into apprenticeship training, however, is often competitive and students must demonstrate, in addition to “soft” or “critical life” skills, a basic proficiency in science and mathematics.  We are also likely losing federal monetary support.  North Carolina and Georgia are able to secure millions of dollars through grant requests from the federal government and, further, have a uniform delivery system for funneling that money to apprenticeship programs.  South Carolina does not.  Some states tap into federal Reed Act money, of which nearly $105 million has been allocated to South Carolina but has not yet been utilized for apprenticeships.
In South Carolina’s workforce areas, efforts to develop or expand apprenticeship programs are stagnant.  Many of the LWIAs are keenly interested in apprenticeships but have neither the financial nor staff resources to develop a suitable program.

Despite the problems mentioned briefly above, some progress has been made.  Recently, the Upstate Workforce Investment Board (covering Spartanburg, Cherokee, and Union Counties), through a State WIB-supported grant, has helped to create approximately 22 new apprenticeship programs, exceeding its initial goal by more than half.  We spoke with the Director of Upstate WIA and staff, and they are confidant that the cultivation of these apprenticeships can be used to seed new programs in other regions of the State.  With respect to marketing, they articulated the hurdles and successes related to the partnerships between educational institutions and business and between sponsoring companies and apprentice candidates.  We believe that the specific lessons learned through their efforts, as well as issues faced in other states, can be applied in expanding programs within South Carolina.  In addition, the Midlands WIA is actively seeking grant monies so as to fund apprenticeship efforts.  The Greenville Chamber of Commerce, with generous support from the Greenville WIB, is diligently working to establish relationships with businesses that are striving to build new programs or to bolster existing apprenticeships.
The Palmetto Institute is assisting the South Carolina Technical College System (“SCTCS”) in examining best practices in other states to determine the ideal organizational structure, including the feasibility of having SCTCS oversee and implement an expanded registered apprenticeship program.  A preliminary report of these findings was presented in May 2006, with a full report available in July 2006.
E. Other Issues
All of the LWIAs praised the Incumbent Worker Training funds and were also pleased with recent efforts in obtaining some necessary waivers.  In addition to the foregoing issues, however, one primary concern is the use of performance measures.  All of the LWIAs felt encumbered by the reporting requirements and stated that, although a shift to the eight common measures is a positive step, the movement to use of these measures should not be delayed and implementation should begin immediately.  Nearly all of the LWIAs were hopeful that EEDA would prove to be a useful vehicle in moving forward to improve workforce quality.  One LWIA, however, expressed doubts about the need for EEDA and asserted that it merely represents a duplication of services already being provided by the local areas.
IV.  Recommendations

1. Encourage Direction and Vision At the State Level
· Encourage the State WIB to make specific policy determinations at the state level, while allowing the LWIAs to maintain flexibility so that they can make necessary individual decisions at the micro level.
· Provide State WIB members with necessary in-depth training, through the use of focused, intensive workshops, to enable them to provide informed leadership decisions.

· Impress upon a sitting governor the importance of non-political, qualified appointments.

2. Create a Single Workforce Development Entity 
· Create a unified workforce development entity, consisting of representatives and leaders from both the public and private sectors (comprised primarily of, and chaired by, business membership), to establish a clear point of leadership for workforce efforts.

· Align the workforce development system with education and economic development initiatives to encourage synergy among the respective groups.

· Creation of this entity, as an advisory arm of Commerce, can be accomplished by executive order of the Governor.

3. Promote Broad Application of WorkKeys®

· Promote adoption of WorkKeys® as the assessment and profiling tool to educators (particularly within secondary schools), political communities, religious and civic organizations, business groups, economic development entities, chambers of commerce, and the media.

· Educate employers to the point that they will know to ASK for WorkKeys®.

· Provide financial incentives, such as tax credits and/or direct subsidies, to encourage employers to engage in occupational profiling through the use of WorkKeys®.

· Facilitate the development of a statewide workforce readiness certificate based upon WorkKeys® and encourage the adoption of reporting and evaluation standards.
· Examine the feasibility of integrating WorkKeys® as an alternative to the current high school exit exam.

4. Create a Statewide, Web-Based Workforce Delivery System

· Create a web-based, centralized, user-friendly marketplace that both employers and job seekers alike can seek to facilitate job recruitment and placement.

· Incorporate secured, easy-to-use reporting and access capabilities so as to allow geographic searches of qualified, credentialed workers.

· Identify and appropriate sufficient funding to support development and maintenance of system so that it can be provided at little or no cost to users.

· Replace existing systems or, alternatively, provide for seamless integration into a shared system.
· Conduct surveys and interviews to ascertain from stakeholders information necessary to create an effective system.
5. Market a Statewide Workforce Plan

· Disseminate a public information strategy so as to demonstrate, at the broadest level possible, the link between education, economic development, and employment.

· The recommended single workforce development entity could be instrumental in marketing this objective.

6. Facilitate Collaboration Among Public and Private Sectors

· Establish a collaborative process to educate, inform, and engage key regional groups to support alignment of education, economic development, and workforce goals and to explore partnerships with respect to those activities and objectives.

· Achievement of this objective can be accomplished through the efforts of the single workforce development entity.

7. Improve Collection and Dissemination of Workforce-Related Data

· Establish a mechanism to fund and support collection and analysis of workforce and occupational data at both the state, regional, and local levels so as to provide timely and complete information to interested stakeholders.
· Make this information available within the recommended statewide, web-based workforce delivery system.

8. Expand Apprenticeship/Internship Programs
· Examine current uses of federal and state funding to identify and allocate financial support.

· Provide financial incentives, such as tax credits or direct subsidies, to encourage apprenticeships.
· Eliminate or reduce any legislative or regulatory barriers that would serve to hinder program efforts.

· Educate the public, employers, and others about the benefits of apprenticeship through a strong marketing plan.

· Endorse the forthcoming Palmetto Institute/SCTCS apprenticeship plan.
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� Many well-paying healthcare-related jobs are available, but healthcare industries are being forced to hire their employees from outside of South Carolina because of the lack of qualified personnel within the State due to the fact that our educational infrastructure has reached maximum capacity in training for these fields.  Approximately 50% of the State’s nurses come from other states or countries.  Steps are being taken, however, to address the nursing shortage and limited capacity issues that threaten our progress.  The South Carolina Technical College System, the South Carolina Hospital Association, and others encouraged the General Assembly to adopt the Allied Health Initiative, which would help to address the State’s critical healthcare workforce shortage by providing for, among other things, an increase in the number of qualified faculty and additional instructional equipment.


� Recent discussions between affected agencies have showed promise and the issue of employer identification may be nearing resolution.


� Monster.com offers a website where job-seekers can post resumes and search job openings advertised by employers.


� See � HYPERLINK "http://www.TalentFreeway.org" ��http://www.TalentFreeway.org� (“Michigan Works”).


� WorkKeys is an education and business tool that helps to connect work skills, training, and testing.  It was developed by ACT, maker of the American College Test, and primarily consists of two separate components: (1) an assessment test designed to evaluate worker readiness and (2) an occupational profile of an employer’s particular job position to identify the necessary skill set.


� Two other issues also inhibit profiling, particularly use by small employers:  (1) loss of productivity while profiles are being performed and (2) need for 3-6 positions to produce a useful profile.  Moreover, in areas that suffer economic downsizing, affected employers typically first reduce the amount of money spent on training.


� Effective incentives currently used by some LWIAs so as to expand use of profiling include providing one free profile for each WIA-eligible participant hired and subsidizing 50% of cost if position is eligible for Incumbent Worker Training (“IWT”) funds.  IWT services “train up” current employees so employers can remain competitive.


� The benefits of both WorkKeys® assessment and profiling are compelling: job-seekers/employees identify the skills necessary to obtain or maintain a job; employers define and measure the skill set necessary to achieve productivity, or identify whether an incumbent employee or job-seeker possesses the requisite skills; and educators tailor or target the type or level of needed training.  Negative critical reviews have been few, but include lack of alignment with academic curricula and standards.  American Youth Policy Forum, Essentials of High School Reform: New Forms of Assessment and Contextual Teaching and Learning, at 8, Brand, B., ed. (Sept. 2003), available at http://www.aypf.org.


� “Innovating Indiana” provides grants to promote job profiling, skills training, and attainment of a statewide skill certificate.


� Illinois State Board of Education, Assessment/Prairie State Achievement Examination, available at http://www.isbe.state.il.us/assessment/psae.htm.


� Michigan Merit Award Scholarship Act, Public Act 94 (1999), Mich. Comp. Laws § 390.1451 et seq. (as amended).


� Similarly, it has been noted that a GED is also preferred over the Diploma.  Blansett, S.P. & Gershwin, M.C., Developing a Statewide Work Readiness Credential in Colorado: A Preliminary Assessment (A Report to the Colorado Workforce Development Council), at 26 (Oct. 27, 2005).


� The Palmetto Institute is conducting additional research to examine further this issue.
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