Plan Narrative 

The following narrative section supersedes the labor market information embedded throughout the current Board plan (PY’04 extended). In the plan narrative, which should not exceed 20 pages, Boards are required to provide a summary of the comprehensive labor market analysis conducted. In addition, Boards must define strategies to create and maintain a pipeline of needed workers, and actions to support the continuum of skills within the local workforce based upon the results of the labor market analysis. The tasks listed below as bullet points are provided as a reference regarding the types of information that, at a minimum, should be conveyed as a part of the plan narrative. The format and method of conveying this information is the prerogative of the Board. 
To support a system that focuses on training investments geared toward transferable skills, the Commission is shifting the focus of the strategic planning process to industry sectors, which will allow Boards to target occupations and align their training investments. Training based upon transferable skills will ensure greater employment stability for workers and employers. 
Industry Analysis

• Identify the industries that are critical to sustain the economic base of the community and those that have the potential to promote economic growth. 

• Determine the local high-growth, high-demand, and emerging industries. 
SOCRATES, a software product provided by Career Development Resources (CDR), was used to analyze industries in Central Texas using the following weighted indicators of industry health, that is, promising future employment possibilities:


Local Employment Change 2002—2004
0.05


Local Employment 1Q2004
0.15


Local Number of Establishments Change 2002—2004
0.05


Local Number of Establishments 1Q2004
0.05


Local Average Wages 3Q2004
0.15


Local New Hires by Industry 2003—2004
0.15


Local Exiters from Workforce Training Obtaining Work 2002—2003
0.05


Local TWC Openings Jan 2004—Feb 2005
0.10


Local Industrial Coefficients of Specialization 1Q2004
0.10


National Projected Employment to 2012
0.15


TOTAL
1.00

Based on the resulting ranked list of all industries, 12 subcategories (4-digit level) of the top industries were analyzed because of their prominence in the main industry:


NAICS
INDUSTRY


2382
Building Equipment Contractors


4881
Support Activities for Air Transport


5221
Depository Credit Intermediation


5613
Employment Services


6111
Elementary and Secondary Schools


6211
Offices of Physicians


6216
Home Health Care Services


6221
General Medical and Surgical Hospitals


6244
Child Day Care Services


7222
Limited Service Eating Places


8111
Automotive Repair and Maintenance

9390 Local Government

These 12 industry subcategories represent the industrial sectors where the greatest growth and demand will occur in Central Texas.

Occupational Analysis

• Identify the occupations within the high-growth, high demand, and emerging industries that are projected to grow within the next five years. 

Using the 12 industrial subcategories identified above, staff then began to analyze the occupations within those subcategories, looking at demand, growth potential, and wages.  Filters were used to group occupations:


Average Wages
Annual Openings


>$12.28 (2005 wages)
>10


$9.44--$12.27 (2005 wages) 
>25


$7.74--$9.43 (2005 wages)
>50

Filtering allowed the staff to identify high-wage, mid-wage, and lower-wage jobs that were in demand in the identified industries.  Staff knows that as wages decrease, higher numbers of openings are needed to insure placement in those occupations, that is, competition is higher for mid- and lower-wage jobs, because the occupations require lower job skills.  

The high-wage marker of $12.28 represents the 2005 Poverty/2004 70% Lower Living Standard Guidelines wage per hour for a family of four, multiplied by 130%, and is often referred to as the “targeted wage” that will allow a family to prosper and continue on the pathway to self-sufficiency.  Staff proposes that this marker be used to determine what training will be sponsored with Workforce Investment Act funds.  This category is shaded pink in the following table.

The mid-wage marker of $9.44 represents the 2005 Poverty/2004 70% Lower Living Standard Guidelines wage per hour for a family of four.  The mid-wage marker is also about 77% of the targeted wage.  Staff proposes that this marker be used to determine what training will be sponsored with Jobs 4 Military Families (WIA) funds, where by definition the Board knows that the spouse is military, subject to deployment and relocation.  This category is shaded green in the following table.

The lower

-wage marker of $7.74 represents the 2005 Poverty/2004 70% Lower Living Standard Guidelines wage per hour for a family of three.   This low-wage marker is 82% of the mid-wage marker or about 63% of the high-wage marker.  Staff proposes that this marker be used to determine what training will be sponsored with -------------funds, with all occupations in this category being on a pathway to mid-wage or high-wage occupations.  This category is shaded blue in the following table.

It should be noted that only a few occupations are approved in the low-wage range, a few more in the mid-wage range, and most in the high-wage range.  

---List of occupations---

	SOC
	OCCUPATIONAL TITLE, alphabetically
	2005
AVE

WAGES
	ANNUAL
OPENINGS

	49-3021
	Automotive Body & Related Repairers
	$18.07
	10

	49-3023
	Automotive Service Techs & Mechanics
	$14.04
	42

	43-3031
	Bookkeeping, Accounting, & Auditing Clerks
	$12.01
	35

	15-1021
	Computer Programmers
	$28.37
	10

	15-1041
	Computer Support Specialists
	$20.17
	31

	15-1051
	Computer Systems Analysts
	$25.27
	22

	33-3012
	Correctional Officers & Jailers
	$13.95
	79

	43-4051
	Customer Service Representatives
	$10.79
	78

	47-2111
	Electricians
	$16.48
	22

	25-2021
	Elementary School Teachers, Except Spec Ed
	$22.39
	134

	43-6011
	Executive Secretaries & Admin Assistants
	$13.83
	40

	11-3031
	Financial Managers
	$36.32
	23

	11-9051
	Food Service Managers
	$20.20
	22

	49-9021
	Heating, AC, & Refrigeration Mechanics
	$15.72
	14

	25-2012
	Kindergarten Teachers, Except Spec Ed
	$18.58
	13

	53-7062
	Laborers & Freight, Stock, Material Movers, Hand
	$9.33
	83

	29-2061
	Licensed Practical/Vocational Nurses
	$15.06
	51

	13-2072
	Loan Officers
	$27.05
	10

	51-4041
	Machinists
	$13.58
	16

	49-9042
	Maintenance & Repair Workers, General
	$12.12
	29

	29-2012
29-2011
	Medical & Clinical Lab Technologists/Technicians
	$17.73
	16

	15-1071
	Network & Computer Systems Administrators
	$21.88
	12

	31-1012
	Nursing Aides, Orderlies & Attendants
	$9.60
	74

	43-9061
	Office Clerks, General
	$9.48
	85

	47-2152
	Plumbers, Pipefitters, & Steamfitters
	$12.82
	14

	33-3051
	Police & Sheriff's Patrol Officers
	$15.96
	42

	29-2034
	Radiologic Technologists/Technicians
	$18.93
	11

	29-1111
	Registered Nurses
	$24.46
	156

	29-1126
	Respiratory Therapists
	$18.04
	13

	25-2031
	Secondary School Teachers, exc Spec & Voc Ed
	$23.08
	114

	43-6014
	Secretaries, exc Legal, Medical, Executive
	$10.50
	31

	25-2041
	Special Ed Teachers, Preschool, Kinder, Elementary
	$18.56
	19

	29-2055
	Surgical Technologists
	$15.72
	10

	25-9041
	Teacher Assistants
	$8.11
	90

	53-3032
	Truck Drivers, Heavy & Tractor-Trailer
	$13.29
	56

	53-3033
	Truck Drivers, Light or Delivery Services
	$12.58
	26

	51-4121
	Welders, Cutters, Solderers, & Brazers
	$14.46
	16


	Color
	Wage

	Pink
	High

	Green
	Mid

	Blue
	Lower


Skills Analysis
• What are the skill needs for the available, critical, and projected jobs? 

• Group similar skills across occupations and industries. 

Staff then used skills sets provided by O*Net for as many of the occupations as available.  Skills were filtered in categories of Importance and Value, using only those skills ranked within the top 20% for each occupation, based on the assumption that those would be the most critical skills related to the occupation.  A matrix was prepared so that skills could be compared among occupations and so that possible career paths or lattices could be identified.  Note that not all identified occupations appear on this 80% matrix.

The resulting matrix of critical skills can be seen in Table ---, which will be used to explore possible pathways or lattices within the clusters.  

Only one of these occupational clusters has been explored at any length, that is, in the medical sector.  Work was first done on this in 2001 using employer focus groups to look at various areas in the medical field (See Attachment ---).  Again recently in 2005 employer focus groups were engaged to explore changing job skills in the Medical Laboratory Technologist/Technician occupations in the Central Texas region in preparation for expansion in that industry for medical research.

Additional clusters will be explored and refined over the next year, using employer focus groups to review the critical skills and to gather information.  

Skills Gap Analysis 

• Analyze the gap between unmet and met employer needs (through existing workforce development programs). 

• Identify the gap between current and emerging skill-level needs of employers.

• Compare the skills required by employers to the skills available in the workforce. 

• Describe the strategies the Board will use to engage employers, employer-led organizations, and associations of employers in Board activities and services.

A labor market survey conducted in Fall 2004/Spring 2005 was used to explore the gap between worker skills and employer needs in Central Texas.  The survey was made of 50 employers representing 26,390 employees who were asked, among other questions:

· Are you satisfied with the basic skills of workers?

· What common skills are needed by your workers?

· Are you satisfied with the productivity of workers?

· Are you satisfied with the work ethic of workers?

· List recruitment methods used by your firm.

· What is the average length of time job postings remain open in your firm?

· Please provide approximate rates for daily absenteeism, daily tardiness, turnover.

Although not all the occupations on Central Texas’ growth and demand list appear in this survey, the results of this survey will be used where possible to identify or enhance training opportunities to better equip customers for success in the workplace.  

The most commonly reported skills needs in Central Texas included:

· Healthcare

· Office/Clerical

· Computer

· Mechanical

followed closely by:

· Dietary

· Housekeeping

· Typing

· Patient Care

· Nursing

· Maintenance

· Communication

· Law Enforcement

· Sales

· Foreign Language

· Customer Service

· Administration

· Carpentry

· Electrical

· Painting

· Plumbing

Data showed that employers are more satisfied with employee’s entry-level skills in manufacturing occupations than in office occupations.  The highest scoring manufacturing occupations included tool and die maker, electrician, building and grounds maintenance.  Although scored lower than manufacturing occupations, employers were quite satisfied with some office occupations including computer operator and human resource clerk.

The most difficult occupations to recruit included CNC Operator, Order Picker, Plumber, Customer Service, and Teaching Assistant.

Additional employer focus groups will be called together as needed for additional input on occupations identified in the list as growth and demand occupations.

Education and Training Opportunities

• Ensure that education and training opportunities are available to support the continuum of skills, from entry level to highly skilled, within the local workforce. 

Included in the attached Matrix is a column matching CIP codes with community colleges and other training institutions in the region and nearby.  

In order to evaluate and certify training providers under the CTPS/ETPC system, the Board maintains a committee made up of a Workforce policy expert, a labor market information specialist, a contracts manager, and an Employment Services manager.  The committee also actively seeks out training providers where none is currently certified, encouraging and assisting the providers in the application process.

Maintaining a Pipeline of Workers
• Expand strategies to create and maintain a pipeline of needed workers, including strategies that address obtaining, retaining, and advancing employment. 

The Central Texas Workforce Board has long recognized the value of using the SOCRATES Industry Evaluation system to look at occupations in every wage range.  The process allows better planning for all program funds available to the Board and ensures employment and advancement for its customers, in every wage range.  

• Analyze the demographic characteristics of the available and projected workforce to include such aspects as educational levels, age, skill levels, employment continuity, specific population segments that appear in the labor market in significant numbers; for example, youth in or aging out of foster care, ex-offenders, children of incarcerated parents, homeless youth, veterans, and other high-priority populations. 

