Region 2000 Workforce Investment Board Strategic Plan
2007-2008

The region 2000 WIB Strategic Plan represents integration with state level planning and with The Region 2000 Partnership Regional Plan (attached).  It is limited to one year and because of ongoing state level initiatives represents a “maintenance of effort” plan given the uncertainty involved in out year organization and requirements.
Part I –Alignment with State Plan Goals and Local Strategic Direction


The State Vision:  Virginia has a world-class workforce development system that meets the needs of workers and employers throughout the state.  Virginia’s highly skilled workforce fosters a dynamic, globally competitive business environment.  The Commonwealth’s educated, well-trained workforce earns wages that exceed national average.


A. State Goal Alignment

Elements of the Governor’s Workforce Development Strategic Plan that will require local efforts to assure effective implementation are as follows:

1. Goal 1, Strategy 3:  Support a seamless workforce development system in part by establishing a comprehensive one-stop center in each workforce area by 2008.


	Strengthen Region 2000 Career Center
	Continuous
	Comprehensive One Stop Established

	Support Center Staff Certification
	2008
	All front line staff certified

	Deploy new state MIS system
	2007
	Train all center and partner staff


2. Goal 2: Demonstrate results and value in the workforce system that meet business needs through performance measurement and assessment.  Related strategies include: (1) Provide annual demand analysis, (2) Educate employers and promote awareness of the benefits of investing the Virginia’s workforce development system, and (3) workforce system standards and measure performance.


	Strengthen Region 2000 Existing Employer Support Program
	2008
	Participate with Region 2000 EDC and DBA

	Joint Accomplishment reporting with Region 2000 Partnership
	2008
	Partnership news letter to business and local government stakeholders

	Marketing of WIB programs
	2008
	Variety of publicity efforts and recognition as a program sponsor


3. Goal 3: Respond to long-range talent and skill forecasts as well as emergent near-term market and business needs.  Related strategies include: (1) Increase priority and visibility of skills development, career and technical education and postsecondary education opportunities for adults, and (2) Ensure attainment of labor market skills.

	Add secondary school leader membership on WIB
	2007
	Add school superintendent

	Participate in new regional Adult Literacy Council
	2007
	Director on WIB, exploring partnership affiliation

	Participate in Future Focus
	2007
	Regional initiative for college student job fair and high school career exploration event


For each of the above goals, specify three to five measurable action items that will be implemented in the local area over the next year to assist in goal achievement for the Commonwealth.  Use a matrix or a similar format that specifies each action in measurable terms and indicate the process and strategies that will be used to achieve completion, who the responsible parties are, what the expected outcomes are and when they will be completed.

B. Local Strategic Direction and Goals

Vision

 Create and sustain an innovative system that produces a quality workforce committed to life long learning, which meets the evolving needs of the business community of Region 2000.

 Mission 

Establish innovative workforce solutions that provide leadership, promote awareness, expand partnerships, and identify resources, which assist Region 2000 employers in support of economic and employee development through a comprehensive One Stop planning and delivery system.

Values 

· Customer Driven- Actions aligned with the changing needs of employers and workers

· Fact-based- Use of metrics and analysis to assess demand and performance

· Collaborative- Partnership and communication between the various stakeholders

· Continuously Improving- Changes that increase the efficiency and effectiveness of the system

· Career Focused- Actions oriented to providing meaningful, “lifelong” employment for workers, not just jobs

· Proactive- Identification and alignment with future needs as well as current goals
	Goal 1


	Recruit, retain and grow a younger, highly skilled regional workforce To meet employer need
	1. Support Economic Development with  new hire training and placement 

2. Support  YPCV development

3. Market WIB programs and participate regional marketing initiatives

4.  Expand employer consultation and support for recruiting

5. Support marketing of technical careers to parents



	Goal 2
	Improve employee training to meet employer need
	1. Expand and market basic Work Readiness skill training (GED, Work Certification, Work Keys)

2. Expand Work Ethic/ Foundation Skills training program

3. Pilot one demonstration Incumbent Worker skill improvement

4. New hire worker skill improvement through OJT and prescreening

5. Increase individual training by 10%  in demand occupations

6. Expand workforce by developing demand skills in challenged individuals



	Goal 3


	Participate in regional initiative to consolidate and coordinate regional development activities
	1) Coordinate WIB strategic planning with regional planning

2) Collocate WIB office with Virginia’s Region 2000 Partnership

3) Explore further regional co-location



	Goal 4


	Improve Workforce Investment Board
	1) Press for preserving Region 2000 Workforce Investment area

2) Prepare for and implement new state workforce structure initiatives
3) Add school administration representatives to WIB

4) Survey available workforce assistance programs



	Goal 5
	Improve workforce development service delivery
	1) Deploy new State MIS 
2) Tier II certification of Career Center

3) Further expand employer service

4) Support expansion of Youth Works system




Part II – Local Demand Plan
During the 2003 General Assembly session, legislation was adopted that requires local Workforce Investment boards to develop and submit to the State an annual workforce demand plan that reflects the local employers’ needs and requirements and the availability of trained workers to meet those needs and requirements.  

A. Demand Side 

Work Force Investment Board – Analysis

The Region 2000 workforce climate is strong with a diverse, resilient job base (19% manufacturing employment) and sound healthcare and service sectors.  Since 2000 the workforce has grown by 6,527, employment by 9,610 and unemployment has decreased by 2%; the trend continues with many employers projecting job growth. There is strong and continuing coordination and cooperation between economic development and workforce development.  The Central Virginia Community College provides technical skills training to a diverse student body and is focused on meeting the needs of regional employers; the Region 2000 Career Center is serving employers and job seekers well. The region is very attractive to young families with a cost of living that is 85% of the national average. 

For all of the region’s strengths, there are weaknesses (both regional and national) to be addressed:

· Employers are constrained by lack of qualified workers for entry and highly skilled positions; employers cannot find the number of workers needed nor sufficiently skilled workers.
· Employers feel that high school graduates are not prepared to enter the workforce (24% of residents have no high school credential, only 19% of the workforce have college degrees).
· Many college students never return to the area, and young professionals are difficult to recruit.
· Failure of drug screenings is eliminating many otherwise eligible candidates.
· Region 2000 lacks a sufficient number of local options for baccalaureate and higher education in engineering and the sciences; technical careers are not highly valued as career paths.
· The region is not retaining young professionals at a rate necessary to help employers grow or even to replace the aging workforce.
· Macro threats of oil prices, interest rate increases, job outsourcing and consumer debt impact the region. 

· Increasing pace of technology introduction into the workplace requires a higher skill set for entering and incumbent workers for employers to be world class competitors.
Yet there remain many opportunities to improve employer access to talent: 

· The Virginia’s Region 2000 Partnership is coordinating the Center for Advanced Education and Research.
· Sweet Briar College has a new engineering program and Liberty University is starting an engineering school.
· Growth of Liberty University along with the other regional schools draws 15,000 recruit able college students to the region each year.
· Many regional initiatives are underway to interest middle and high school students in technical and entrepreneurial careers.


1. What is the current makeup of the region’s economic base by industry?
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2. What jobs or occupations are in demand in the region’s economy? 

Largest Increase in the Number Employed from a Year Ago

	Largest Increase in the Number Employed from a Year Ago 

	Description
	Change
	% Change

	Retail Salespersons
	115 
	3.4% 

	Cashiers
	106 
	3.8% 

	Sales Representatives, Wholesale and Manufacturing
	94 
	7.0% 

	Waiters and Waitresses
	89 
	4.5% 

	Office Clerks, General
	68 
	2.8% 

	Stock Clerks and Order Fillers
	55 
	4.4% 

	Secretaries and Administrative Assistants
	49 
	2.4% 

	Cooks
	40 
	2.4% 

	Elementary and Middle School Teachers
	39 
	2.5% 

	First-Line Supervisors/Managers, Sales Workers
	34 
	2.9% 


3. What industries and occupations are expected to decline in the short term and over a longer term period?

Largest Decrease in the Number Employed from a Year Ago

	Largest Decrease in the Number Employed from a Year Ago 

	Description
	Change
	% Change

	Textile Machine Setters, Operators, and Tenders
	-93 
	-27.8% 

	Security Guards and Gaming Surveillance Officers
	-70 
	-13.2% 

	Miscellaneous Production Workers
	-43 
	-3.2% 

	Miscellaneous Textile, Apparel, and Furnishings Workers
	-41 
	-18.0% 

	Woodworking Machine Setters, Operators, and Tenders
	-28 
	-8.5% 

	Building Cleaning Workers
	-28 
	-1.1% 

	Inspectors, Testers, Sorters, Samplers, and Weighers
	-20 
	-3.4% 

	Industrial Machinery Installation, Repair, and Maintenance Workers
	-19 
	-1.2% 

	Barbers and Cosmetologists
	-14 
	-6.4% 

	Sewing Machine Operators
	-13 
	-10.8%


4. What job skills are necessary to obtain the available, critical and projected jobs in the

region?

Employers are looking for entry level employees with basic work readiness and work ethic skills.  
5. Based on an analysis of both the projected demand for skills and the available and

projected labor pool, what skills gaps is the region experiencing today and what are the projected skills gaps?

Unadjusted Occupation Gaps Average Annual Major Gaps Over 3 Years in Region 2000/Central VA 

All Occ 

	Gap 

	 
	SOC
	Title
	Total Supply
	Total Demand
	Annual Average Gap

	Detail 
	29-0000
	Healthcare Practitioners and Technical 
	5,283 
	5,443 
	53 

	Detail 
	31-0000
	Healthcare Support 
	3,371 
	3,502 
	44 

	Detail 
	15-0000
	Computer and Mathematical 
	1,645 
	1,706 
	20 

	Detail 
	13-0000
	Business and Financial Operations 
	3,284 
	3,317 
	11 

	Detail 
	39-0000
	Personal Care and Service 
	1,974 
	2,007 
	11 

	Detail 
	37-0000
	Building and Grounds Cleaning and Maintenance 
	3,619 
	3,638 
	6 

	Detail 
	21-0000
	Community and Social Services 
	1,369 
	1,385 
	5 

	Detail 
	23-0000
	Legal 
	364 
	366 
	1 

	Detail 
	19-0000
	Life, Physical, and Social Science 
	633 
	631 
	-1 

	Detail 
	27-0000
	Arts, Design, Entertainment, Sports, and Media 
	875 
	867 
	-3 

	Detail 
	33-0000
	Protective Service 
	1,323 
	1,314 
	-3 

	Detail 
	45-0000
	Farming, Fishing, and Forestry 
	294 
	279 
	-5 

	Detail 
	17-0000
	Architecture and Engineering 
	1,392 
	1,374 
	-6 

	Detail 
	25-0000
	Education, Training, and Library 
	5,497 
	5,465 
	-10 

	Detail 
	11-0000
	Management 
	4,567 
	4,511 
	-19 

	Detail 
	35-0000
	Food Preparation and Serving Related 
	8,748 
	8,675 
	-24 

	Detail 
	49-0000
	Installation, Maintenance, and Repair 
	4,518 
	4,445 
	-24 

	Detail 
	41-0000
	Sales and Related 
	11,967 
	11,866 
	-34 

	Detail 
	47-0000
	Construction and Extraction 
	6,700 
	6,595 
	-35 

	Detail 
	53-0000
	Transportation and Material Moving 
	8,377 
	8,179 
	-66 

	Detail 
	43-0000
	Office and Administrative Support 
	16,392 
	15,975 
	-139 

	Detail 
	51-0000
	Production 
	12,999 
	12,075 
	-308 
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6. What are the region’s economic development goals for attracting, retaining and growing business and industry?

Please see Region 2000 Partnership Strategic Plan - attached

B. Supply Side

1. What are the current and projected demographics of the available labor pool in the local workforce service area – including the incumbent workforce – both now and over the next decade?
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First-Time Workers

	Year
	HS Diploma or Below
	HS Diploma or Below %
	2-year Diploma
	2-year Diploma %
	4-year Diploma
	4-year Diploma %
	Total
	Total %

	2004
	1,412 
	42.6% 
	1,278 
	38.5% 
	626 
	18.9% 
	3,316 
	100.0% 

	2005
	1,361 
	42.5% 
	1,232 
	38.5% 
	606 
	18.9% 
	3,199 
	100.0% 

	2006
	1,314 
	42.6% 
	1,189 
	38.5% 
	584 
	18.9% 
	3,086 
	100.0% 

	2007
	1,265 
	42.5% 
	1,146 
	38.5% 
	564 
	19.0% 
	2,976 
	100.0% 

	2008
	1,220 
	42.5% 
	1,107 
	38.6% 
	545 
	19.0% 
	2,871 
	100.0% 

	2009
	1,178 
	42.5% 
	1,068 
	38.5% 
	525 
	18.9% 
	2,771 
	100.0% 

	2010
	1,135 
	42.5% 
	1,029 
	38.5% 
	507 
	19.0% 
	2,673 
	100.0% 


2. What is the capacity of local educational institutions, training providers and other service entities to assist the local labor pool in preparing to meet the above demands?  How do the WIB’s policies and procedures for placing and recertifying training providers on the eligible training provider list assist in ensuring greater alignment between educational capacity and employer need?
With multiple four year colleges (15,000 students), Central Virginia Community College, and two for profit schools there is ample capacity.  Three new engineering schools are opening, Sweet Briar, Liberty University, and UVA extension at CVCC.  There are several initiatives, including the Youth Council’s, to expand and strengthen the technical training in the local school systems and to offer other opportunities at summer academies and non traditional venues.  The WIB has a strong relationship with the local Job Corps facility.


3. What are the educational and job-training needs of individuals served by the local workforce investment system? 
· Please refer to any specific target groups based on the specific partners in the local area or specific goals of the system.
· Satellite services developed in the outlying counties

· Creation of industry based employer groups to work on job postings and utilizing the facility as a recruitment location

· Frequent job fairs including a regional event both on site and off site including area companies and partner organizations

· Neighborhood employment initiatives for those living in areas that are high in unemployment

· Expansion of the OJT and customized training programs- shorter term certification programs focused on skills needed in key occupations

· Creation of an onsite Work Readiness training program

· Working with faith based and community organizations to provide services to jobseekers

· More grant opportunities and collaborations with our partners and employers

· Employer Marketing and Economic Development ties

· Implementation of Career Readiness Certificate program

· Assistance in the up start of the AMTEC Transitional Manufacturing program
4. How will local economic trends affect any special population groups the local Workforce Investment Board has targeted? Examples of special populations include:


Local conditions are ones of essentially full employment. Individuals from entry to highly skills enter or transition easily.  The challenge is expanding the number of workers.  Efforts are in progress to retain students and recruit outside the region, and to engage and up-skill the barriered, the physically challenged and released prisoners
Part III – Operational Plan

Note:  If there are existing documents in place locally that address the items in this section, they may be submitted with a cross-walk outline that indicates for each item listed herein where the corresponding information exists, and attaching as appropriate.  By incorporating such references with this submittal, the local area will be certifying that those documents reflect existing conditions as approved by the WIB and elected officials.  This process allows the Governor’s Office for Workforce Development to establish a baseline of existing operational conditions for each WIB in a consistent format.  This will in turn provide an easier mechanism for WIBs to submit updates only where changes have been made in subsequent years.

Section A:  Local Leadership – For each element, identify:

1. How the WIB will coordinate and interact with the local elected officials regarding Workforce Investment activities.  Include statement that CLEO Consortium Agreements and CLEO-LWIB agreements are executed and in place in the local area, with documentation of both available for state review upon request.
The Local Government Council comprised of the senior locally elected and appointed officials serves as the CLEO.  The CLEO Consortium Agreements and CLEO-LWIB agreements are executed and in place in the local area, with documentation of both available for state review upon request.
2. How the Board will carry out its responsibilities for oversight, monitoring, and corrective action of the Title I program. 

The WIB contracts for services of a monitor to evaluate all programs annually.  Reports and service provider reports are reviewed by staff and WIB.

3. How the Board will conduct business in accordance with the Sunshine Provisions of the Workforce Investment Act. 

All WIB and committee meetings are open meetings.  All minutes and policies are maintained on an accessible web site.

4. How the local board will be staffed.  Include an organizational chart clearly demonstrating the separation of functions (board oversight functions vs. program administration) and that demonstrates the understanding that the board and its staff cannot provide direct services.  
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5. Identify any WIB policies/procedures that have been developed in furtherance of the state economic development waiver.  What efforts/activities have been undertaken to increase alignments with the economic development community, or what plans are underway for future activities?

The WIP goals and strategies are aligned through the Region 2000 Partnership and close staff working relationships.

Section B:  One-Stop Service Delivery System – for each element, indicate:

1. How the services provided by each of the partners required by federal and state law and any other optional partners are being coordinated and/or integrated and made available through the centers that comprise the local workforce investment system.  Describe how additional partners will be identified and added.  Indicate any changes proposed for the coming program year to the participation of required or optional partners.

The goals and responsibilities of the RCC are shared with the Operating   Consortium and the WIB Board. The operating partners take responsibility for service delivery which includes the services of counseling, intensive case management, intake, preliminary and formal assessments, basic skills training, work readiness training, youth services, older worker program services, disabled client screening and unemployment claims, follow up coordination and reception services. The Consortium also meets monthly and participates actively in all decisions for the operations of the RCC. The Board meets quarterly and approves recommendations made by the Consortium. The issues which the Consortium takes responsibility for are policy setting, approval of procedures, contract decisions, financial, service delivery, staffing, program decisions, expansion and infrastructure. The Board accepts Consortium agenda items through their committee structure and open Board meetings. The RCC has a tremendous amount of support from the Consortium resulting in over $100,000 in resource sharing annually. The partners also assist with community outreach, grant writing and job fairs. Additional partners may be recommended as needs arise. 

2. Where the comprehensive, physical site(s) and any affiliates sites are located to meet customer needs, including employers, within the local area.  If additional sites are contemplated for the plan year, describe how the locations will be determined and provide a timeline indicating when the new sites will become operational.  
  The primary location for the area comprehensive workforce center is in Lynchburg at

  the Pittman Plaza near the intersections of Memorial and Lakeside Drive. Another 

  mini satellite center is located at the Appomattox Library where there is a 

  computer station, information center and counseling services delivered monthly. 

  The RCC also has sites in the counties of Amherst at the Monroe Education Center, Bedford    at the CVCC location there and Campbell County at the Brookneal and Altavista CVCC   Centers. These are informational kiosks linking clients to the Virtual One Stop and to the   comprehensive center at Pittman Plaza. These locations essentially cover all major employers   in Region 2000 and all localities in the WIB area for jobseeker services. An additional   location is planned in the Appomattox CVCC when that location is completed.
3. The process that is in place to select the Virginia Workforce Center Operator(s) within the local area.

The Area 07 WIB placed into effect a voluntary Consortium of partners with an official lead operator. The organizational chart of the Area 07 system reflects this structure. To continue this process, the lead operator signs an MOU which states in it the scope of services provided by the lead operator.
4. Identify the Virginia Workforce Center Operator for each site within the local area.  Provide a statement indicating that the WIB has all required MOUs with partner agencies executed and available for State review upon request, or identify what partner agreements are not in place and indicate reasons why as well as an expected date to have missing agreements in place.  Identify any assistance needed from the State in securing such agreements.

CVCC is the lead operator for the Region 2000 Career Center. The WIB office maintains copies of all MOU’s of required partners which have been executed and signed. The 2007/08 MOU’s are extended from the previous signings. Copies are available for State viewing.

5. What process is in place for one stop system and center partners to determine and reach consensus on joint goals? 

The goals of the RCC are set by the Operating Consortium in collaboration with the Center Manager. The goals reflect the accomplishments of the past and the analysis of gaps in the services, expected trends and developments and areas that need quality or process improvement. The following information is examples of the types of goals that have been presented to the Consortium and the Board.

· Satellite services developed in the outlying counties

· Creation of industry based employer groups to work on job postings and utilizing the facility as a recruitment location

· Frequent job fairs including a regional event both on site and off site including area companies and partner organizations

· Neighborhood employment initiatives for those living in areas that are high in unemployment

· Expansion of the OJT and customized training programs- shorter term certificate programs focused on skills needed in key occupations

· Creation of an onsite Work Readiness training program

· Working with faith based and community organizations to provide services to jobseekers

· More grant opportunities and collaborations with our partners and employers

· Employer Marketing and Economic Development Ties

· Implementation of Career Readiness Certificate program

· Assistance in the Up Start of the AMTEC Transitional Manufacturing program
Partner Consensus Process

All matters of operations are carried to the Consortium meetings monthly. Some issues require that the Consortium vote and make recommendations to the Board on matters of finance, staffing, policies, procedures, training providers and training programs selected. When MOU’s are needed to detail an agreement with an Operating Partner, the Consortium will review and make a recommendation whether by vote or consensus. When matters are urgent and require immediate action, the Consortium votes via email response. This has been a helpful method of responding quickly when needed
6. What employee development/capacity building strategies are in place, planned or needed?

As growth occurs, the RCC will consider adding staff as necessary with Consortium and Board recommendations. One area of development to consider would be implementation of a process for orientation, intake, preliminary assessment and first visits to a case manager in a coordinated fashion. Walk-ins are welcome to the RCC. However, due to tremendous center growth, database implementation and staffing needs for additional client service roles, infrastructure changes must be planned to cope with the large volume of work. Another area for structural improvement would be focus on the variety of uses for the Virtual Career Center and have those more highly developed and utilized fully. Third, the RCC will add structure this year to its outreach goals. The RCC is planning to expand staffing to include a grant outreach worker for nuclear technology industry, admin support staff and/ or case management staff for Trade Act co-enrollments, and to add an additional 20 hours per week to the front desk operation.
Current Employee Development

Employees receive training in the use of the VWN software program. The employees also receive in house training on a regular basis. CVCC offers staff meetings and employee development programs on a routine basis. The staff is encouraged to attend training as needed.  Staff will be requested to become certified in the State certification process as Certified Workforce Development Professionals in 2008.
7. Describe how local one stop system and center staff have been cross-trained in other partner programs and services.
Cross training procedures

The partners are cross trained when possible on all aspects of the RCC functions. For instance, a Case manager would also be trained in VWN, record compliance, intake procedures, quality improvement, performance measures, as well as front desk operations and Virtual One Stop Career Center services. The goal of cross training is to have the paid and unpaid staff familiar with all aspects of Career Center functioning so that back up is available when needed. This process also promotes full understanding of the WIA compliance issues of which all staff are expected to have a working knowledge. All staff are expected to read and become familiar with the operations manual. An event was sponsored by the Career Center in 2005 to have all partners involved in a Partner Fair. Partners participated in sharing with the audience key information regarding services, referral process, mission, goals and objectives with the attendees. The event was very successful, leading to over 20 partners cross trained in all mandated and optional partner operations. 

Section C:  Adult and Dislocated Worker Services – for each element, describe:

1. How customers will access WIA Title I B information and services.
The RCC Partner Work Group in 2002 identified 5 types of customer entry into the RCC. Walk-ins and scheduled appointments, telephone callers, web users, employer requests and partner/community requests. The following Customer Pathways flow chart demonstrates the types of customers and how they will flow through the various services of the RCC. The following chart graphically displays the flow through the services for each type of entry into the system. The RCC staff will guide the customer through all the steps up through the chart.
GREETING THE CUSTOMER
The RCC will provide a receptionist to greet all customers who come to the facility. The receptionist will provide a number of duties as described below:

1. Welcome the customer and determine if they are a walk-in or have an appointment.

2. If the customer is a walk-in, the receptionist will determine if the customer needs staff assistance, staff facilitation or plans to self-assist. 

3. For those who will self- assist, the receptionist will have the customer sign a visitor’s log and complete an initial intake form which will document the name of the visitor, reason for their visit and type of service they are seeking. Self- assist clients may need the staff to initially assist them with the location of things in the building such as the virtual one-stop and resource room. The receptionist should offer a tour, orientation to the facility and provide resource materials regarding Career Center services and programs. 
4. For clients who need staff assistance or staff facilitation, the receptionist should offer the same   assistance as above and also determine which counselor or Career Center staff the client needs to see. The client will need to complete paperwork for the application process. This may be done on site or may require the client to receive the paperwork and schedule a return visit. If the only service the client needs is to receive core services in Level I, a core service checklist should be completed for the file and the Virtual One Stop software system utilized by the client to document their visit. If the core services of the Partner reps are needed, the client will need to be registered in the VWN by the Partner.
5. When the receptionist has completed these functions, a transition of the client to the counselor for further services will be made. The client will have had the facility tour, orientation and facility core services at the Virtual One Stop Center. The application forms to start the process of assessment and determination of eligibility for services will be received from the client and moved on to the Partner representative. The receptionist will make sure to link the client with the next step in the process and introduce the client whenever possible to the counselor who will be working with him at future appointments.
ORIENTING THE CUSTOMER TO THE FACILITY

All customers will be oriented to the facility programs, materials, equipment and Virtual One-Stop (VOS) Center. A receptionist, volunteer of the RCC, or staff, will conduct orientation. Orientation is designed to reach a high level of customer satisfaction by providing valuable information to the customer and offering hands on orientation to the customer and with the customer’s involvement. The tour will take the customer through the facility to the information center, resource center, internet center, conference area and training rooms. There will be a stop on the tour to demonstrate the VOS Center and online services. Core services designed around the facility, VOS demonstrations, counseling, initial intake, registration and assessments will be completed by the staff and volunteers.  Customers who log onto the VOS will enter registration information online. Staff will utilize the VOS program to conduct administrative functions and to record the staff core services rendered. Monthly reports will be generated by the staff to detail the core services rendered and intakes registered. All customers who have never been to the facility are encouraged to take the facility tour. Customers who are self- assist clients may not need full assistance but may benefit from staff- facilitated visits to the VOS until completion of orientation to the facility and services.
ORIENTING THE CUSTOMER TO THE VIRTUAL ONE STOP

Customers who need to utilize the VOS center to job search, analyze their skills and conduct other core services in Level I, need to receive an introduction to the VOS system. The

software should be demonstrated to the customer by the staff or volunteers. The system may be utilized by the customer in the Career Center itself or may be utilized by customers at any location, as the VOS is a web- based product. The customer may also obtain labor market information, check local listings from local employers and employers may post jobs on the site. Customers will be able to assess what skills they need to obtain for a particular field of interest. Counseling services will be available for VOS users who need further assistance. When deemed appropriate, customers will go through a complete intake and registration process and file an application for consideration for Level II and III services if the core services of the Center have not helped them to find employment. The staff of the RCC will assist clients in scheduling appropriate appointments so that they may access the type of counseling assistance they need.  

2.   How the Local Workforce Investment Board will ensure universal access to all core services in the local area.

Through a comprehensive Career Center with walk in services and access to Wagner Peyser and other Partner core services as well as the services of the Career Center Resource Center, any jobseeker may access services and find all partner information and all core services available. Partners provide in house on site services as well as accept referrals on a daily basis. Any partner asked to come to the Center for an emergency would provide that service or provide access to that service. The Center is also located centrally on a bus line and is open 5 days a week. The Customer pathways grid above reveals how a client may access the Center through walk in services, on the telephone, by appointment, through referral, on the web and now through our satellite locations.

3. The type and availability of adult and dislocated worker employment and training activities and supportive services that will be available in the local area.

Adult and dislocated workers may receive training and employment services including:

Job placement



IEP
Worker profile



Skills testing and assessment

Assessment



Intensive case management

Career counseling


Career plan

Labor market information

Curriculum exploration

Provision information


Coordination with training provider

Welfare to work


Submission of training voucher

Financial aid



Training / retraining decisions
Follow-up



Supportive services including child care and travel
4.  How local workforce investment activities will be coordinated with statewide rapid response activities.

Area 07 Region 2000 Career Center attends all rapid response activities ordered by the State. The staff attends the sessions scheduled by the VEC. Staff presentations are made to employers and jobseekers about available Career Center services. Brochures with contact information are made available. Sign up sheets are collected while at the Rapid Response to identify walk ins later. The RCC is fully engaged in Rapid Response services at this time.
5.  How customers will move among the core, intensive and training services offered through the local one-stop system.

CAREER CENTER – Flow of Services

Level I
· Job placement

· Worker profile

· Assessment

· Career counseling

· Labor market information

· Provision information

· Welfare to Work

· Financial aid

· Follow-up

Level II
Phase I

· IEP

· Skills testing

· Career planning

· Case management

· Pre-vocational

Phase II

Intensive case management

Level III

Comprehensive Services 

· Training services

·  Degree programs

· Retraining

6.  How informed customer choice will be maximized for customers who need  training.
Customers will create an employment plan which will detail labor market information, customer desires for what type of career and training and where they wish to attend school. The IEP is a detailed collaborative means of helping the customer identify their personal goals and objectives and how they will meet those within the labor market of the region. Customer choice is collected in writing in the plan. 
                      7. What policies and procedure are in place for follow-up to ensure a continuum                 
of services that guarantees desired outcomes?
FOLLOW UP AND REFERRAL SERVICES

· Client Survey and Follow Up Quarterly For One Year Post Exit

All customers will receive a follow up letter with survey and/or telephone call 3 months after leaving the program. This telephone call and documentation will be filed in the customer record at the RCC. Follow up information will be made available to the partners and WIA on a routine basis. The information will track the customer success after leaving the program- job obtained, further needs expressed, salary improvements, etc. A 6 month, 9 month and 12 month survey are also conducted to ascertain long term employment success as well as short term success. If a client has failed to meet expected performance measures after exit from the program, the RCC staff will encourage the client to return to the center to work on a plan for success. Performance measures are posted in the Center lobby.
· Customer Satisfaction survey

The RCC will telephone the Human Resource Directors of companies where RCC customers have obtained jobs and conduct follow up. The purpose of this survey is to document the satisfaction of the employer with the program, the performance of the employee and any additional concerns, needs or comments for the RCC file. The RCC staff will also conduct customer satisfaction surveys of jobseekers who received training.

· Documentation of referral and need for further services

When a follow- up contact is conducted, the counselor or volunteer assisting with the follow-up telephone calls will document referrals and any further services needed by the customer. If the customer needs further intervention, the customer may be asked to return to the RCC for further assistance. If the customer is working but having difficulties in other areas of life, the counselor may make a referral and document this referral. The following contract is signed by the customer to ensure that they understand the importance of the follow-up process.

FOLLOW-UP AGREEMENT FORM

Participant Name






SSN
______ - _____ - _______

Program Operator






Title of Funds______________

Funding from the Workforce Investment Act of 1998 is being obligated to enroll you in a jobs training program.  The Region 2000 Workforce Investment Area Center, administers the program through an agreement.  Our goal is to help you obtain the education, training, or job search assistance that will lead to self-sufficiency.

In order to measure how well program goals are being met, we need your assistance.  After leaving this program, you will be contacted by a representative of Workforce Investment Area to see how you are doing and to ask you a few questions.  By answering these questions you will provide valuable information that will help us determine the level of service that was provided and identify, if needed, areas requiring improvement.

A representative will contact you approximately 3 to 6 weeks after you leave the program.  All information will be kept strictly confidential.

Please list three people WHO DO NOT LIVE IN YOUR HOUSEHOLD and WHO WILL ALWAYS KNOW YOUR WHEREABOUTS.

Name




Name




Name





Address



Address



Address




Phone




Phone




Phone





I voluntarily agree to provide information in the follow-up interview.
The follow-up agreement has been explained and a copy given to the participant.  I understand that the information will be kept strictly confidential.

Signature of Participant



Signature of Workforce Area Representative

____________________



____________________

Date






Date
CONTRACTOR’S USE:
Name




Name




Name





Address



Address



Address




Phone




Phone




Phone




_________________________________________

__________________________
Signature of Workforce Area Representative


Date



For items 8 through 18 you may reference and attach or include by web link any existing local policies that address the requested information.
7.  The policy used by the local area to solicit and select training providers for the eligible provider list.

The RCC will receive a request from a training provider to become certified. The trainer is forwarded the state application. When submitted the RCC Manager will review and schedule for the Consortium members to review and make Board recommendation. The Board will then review and vote to certify the trainer based on the quality of the application, type of curriculum, location of the curriculum/training, cost of the training, etc. Once approved by the Board the RCC staff will enter the provider on the State wide training list. 
8. Describe the Individual Training Account policy used in the local area, including dollar limits, duration, referral to training, etc.  
The Region 2000 Career Center (RCC) Individual Training Account is established for eligible individuals to finance training services.  WIA Title I Adults and Dislocated Workers purchase training services from eligible training services providers.  The case manager will assist the client in deciding which training services may best help the individual to reach their employment and career goals.  ITA’s are submitted as a paper voucher to authorize the payment of training services from the RCC to the eligible training providers.  These providers invoice the RCC for payment after the drop date has occurred.  The ITA specifies the credit hour costs of approved courses, books, supplies (not to exceed $50 per semester) and required fees the individual may purchase.  The Training Provider and the RCC must sign the voucher along with the client.  Copies of ITA’s are made available to the individual receiving authorization, the individual’s trainer, the fiscal agent and for the file record in the RCC.  Payments may be disbursed at various times of the semester or training period when the trainer invoices the RCC.  All invoices submitted to the RCC are turned into the fiscal agent on the 15th of the month for payment by the end of the month.  Attendance records and report cards are required for re-authorizations.  Students are required to maintain a C average in order to continue to receive WIA funds.  The maximum amount that can be dispersed on any one individual is $10,000.  The maximum is established to allow for those individuals who are approved for nursing training.  It requires approximately 156 weeks to complete the nursing degree program which is an exception to the 104 week time frame allowed for training.  The funding maximum for all other jobseekers who enter non nursing training programs is $7,000. Customer choice is always allowed in selection of an eligible training provider. 

ITA’s may be issued for eligible jobseekers who meet the requirements for training and education and have not pursued post secondary training; have already completed a 2 year A.A. or A.S. degree; have completed 2 years of college which are transferable credits and have yielded 60 hours of credit toward a bachelors degree; or have a bachelor’s degree not yielding employment of a self sufficient nature. Those jobseekers who have the 60 hours of college credit  or A.A./A.S. degree may continue their education to finish their 4 year Bachelor’s degree if they are a student in good standing ( C average), meet all eligibility requirements and document that their former training has not yielded self sufficient employment.  The funding amount will remain at $7,000 individual maximum for the A.A./A.S. degree or Bachelor’s degree for a period not to exceed 2 years. Jobseekers may be considered for a vocational trade program, certificate program or 2 year A.A./A.S. degree in a high demand occupation in the Lynchburg MSA.


ITA’s may be issued for CNA’s desiring to return for their LPN or RN degrees. The funding maximum for this training is $10,000 per individual for a period not to exceed 3 years. 

Jobseekers who receive ITA’s for training must meet all the requirements for WIA, academic and aptitude screening requirements and other necessary success indicators prior to each phase of training of a career lattice. Second requests for training to change the career field requiring the issuance of the ITA will be considered only when the initial training completed by the jobseeker is no longer relevant due to market driven changes or individual changes requiring a new field of employment. Documentation will be required to justify the second pursuit of education and/or training. 

When jobseekers are seeking funding for education and training through the ITA voucher process and are non-compliant with requests from the case manager for documentation, attendance in workshops or classes, for individual counseling sessions or follow up information, the case manager will issue a letter of intent to discontinue services after 3 documented non compliant events. The letter will give notice to the jobseeker that due to non-compliance they will have 30 days to correct the situation. If not, they will be discontinued from service. At the end of the 30 days, if there is no response, the client will be exited from the VWN system as well. 
8. How the local area will ensure the continuous improvement of eligible providers of services and ensure that such providers meet the occupational demand, including employment and training needs of employers, workers, and job seekers throughout the local area.
The following section of the training provider application is the basis for an annual survey of training providers. It is the goal of the RCC to obtain information on the success and performance of the training providers.  Identified issues will be forwarded to the Consortium for discussion and any recommended action. The WIB will be the final authority on matters concerning training provider status.

Training Provider Application 

Section C

By signing this application, I agree to collect the following performance outcomes information over the course of the first year for each program of training services approved.

1. The completion rates for all individuals participating in the training program;

2. The percentage of all individuals participating in the program who obtain unsubsidized employment as a result of the training or that is training related; and their wages at placement;

3. The wages at placement in unsubsidized employment of all individuals participating in the program;

4. The rates of licensure or certification, attainment of academic degrees or equivalents, or attainment of other measures of skills, of all individuals enrolled in the training service program;

5. The percentage of Adult WIA participants who have completed the applicable training program and who are placed in unsubsidized employment generally related to the training and for which there are jobs in the community;

6. The percentage of Dislocated Workers who have completed the applicable program and who are placed in unsubsidized employment related training.

7. The retention rates in unsubsidized employment of participants who have completed the applicable program, six (6) months after the first day of employment;

8. The wages received by participants who have completed the applicable program, six (6) months after the first day of the employment involved;

9. Where applicable, the rates of licensure or certification, attainment of academic degrees or equivalents, or attainment of other measures of skills, of the WIA graduates of the training services program; and 

10. The measure of customer satisfaction of all WIA participants who are enrolled in or have completed the applicable training services program.

I certify that the information being submitted is complete and accurate to the best of my knowledge.  If approved, information outlined in Section C shall be collected and provided to LWIB VII as required.  All annual consumer reporting and performance information shall be submitted to LWIB VII by June 1st of each program year.  I further certify that I am legally authorized by my agency/organization to submit this application.

Signature





Date






















Printed Name





Title



9. Describe the local area’s on-the-job training policy and process.

Policy
OJT is defined as training provided under contract with an employer in the public, private or non-profit sector. Occupational training is provided for the WIA participant in exchange for reimbursement of up to 50% of the wage rate to compensate the employer’s extraordinary costs. The OJT training period will be specified in the contract and should only be for a period of time for the participant to become proficient in the occupation for which the training is given. A contract for OJT will not be negotiated with an employer who has exhibited negative employment practices. MOU’s are developed with the specific scope of services to be provided by both the RCC and the employer. Time lines are established for renewal of contracts in the MOU for not more than 2 years. The specific time frame for the scope of services to be completed is delineated in the MOU. MOU’s are signed by the WIB Chair and have prior WIB Board approval. 
10. Describe the local area’s customized training policy and process.

Policy
Customized training programs will be designed to meet the needs of the employer and with a commitment from the employer to employ or to continue to employ an individual based on their successful completion of the customized training. The employer must pay for a minimum of 50% of the cost of the customized training program. All agreements for customized training will be described in detail through an MOU if WIA funds are requested for support of the training program. The RCC will assist companies in screening, recruiting and testing. WIA eligible clients may qualify for a portion of the Customized training program to be approved through an Individual Training Account voucher not to exceed individual training limits approved by the local WIA Board. Training length must be described by the employer prior to agreements to fund and specific costs described. The local Board may consider a customized training program as a special initiative of the Board and may vote to fund specific aspects of the training delineated in the MOU.   
11. Declare whether the local area has declared that funds available for adult Workforce Investment services are limited or unlimited.  Provide the criteria used to determine the availability of funds.  Such criteria may include the availability of other funds for providing employment and training-related services in the local area, the needs of the specific groups within the local area, and other appropriate factors.

The local area has not declared funds limited. The Finance Committee of the Board through consultation with the fiscal agent would determine and recommend to the Board how funding is to be handled. The criteria that is utilized is the review of total obligated funds, the program with the highest degree of use at any particular time, especially when there is a shift in program dominance in the system – more adult than dislocated or vice versa and expected changes in fund usage such as increases expected in the Dislocated Worker budget due to Trade co-enrollment as an example or mass layoffs in the area.

12. Provide the local area’s priority of service policy that will be implemented when adult funds are determined to be limited.  The policy must specify how priority will be given for adult recipients of public assistance and other low income adults, but may enable the provision of services to other eligible individuals.  Indicate how the local area will monitor the provision of services to ensure compliance with the priority policy.
Policy
Priority of service when determining who may receive intensive and training services funding is as follows:

· Jobseekers receiving TANF and/or Food Stamps and any form of public assistance.

· Unemployed jobseekers who meet 70% Lower Living Standard Income for Metro South(Attached)

· Employed jobseekers who meet 150% Lower Living Standard Income for Metro South (Attached)

· 10% WIA program funding allocated to other jobseekers with a high level of barriers to income, i.e. ex-offender status, homelessness, clients with no marketable skills, poor work history, difficulty becoming and remaining attached to the workforce permanently, clients with no GED.

Policy is in accordance with the WIA Field Guidance memorandum #02-06

13. Provide the local area’s definition of self-sufficiency that will be utilized in determining eligibility for intensive and training services for employed workers.

Policy
The local definition of self-sufficiency is 150% Lower Living Standard Income Level for Metro-Level-South Region for those jobseekers who are currently working. For non working job seekers, the 70% Lower Living Standard Income Level Metro South Region will be utilized. The local WIB will review in July of each year to determine whether or not to revise this standard.  The WIA Unit will publish the new schedule (70% LLSI) annually and the Career Center will circulate to the Consortium and WIB Board for use in making decisions about changes to the self sufficiency standard for Area 07. 
The criteria for determining whether employment leads to self sufficiency is:

1. Must meet the DOL Performance Measures criteria for increase in earnings

2. Must meet the annual income guideline published by the WIA Unit unless revised or modified by the local 07 Area Board.

3. All jobseekers entering training must sign the LMI information for the local area market revealing the high demand occupations for the region.

4. RCC Case Manager must complete an employment plan with the jobseeker to determine academic strength, aptitude and market information for the career path that the jobseeker is requesting to enable the jobseeker to meet the self sufficiency standards in their career seeking efforts.

5. Case manager will contract with the jobseeker to ensure a minimum of 12 months of follow up including information that is documented in the case record which reveals the jobseeker has become employed at the calculated earnings rate shared with him/her at the time of the IEP development. If rate is not met, client will be requested to return to the Center to continue to pursue employment that does match the criteria for both earnings increase and self sufficiency.

14. Describe the local area’s policy on the provision of services to employed workers.

The local definition of self-sufficiency is 150% Lower Living Standard Income Level for Metro-Level-South Region for those jobseekers who are currently working. For non working

job seekers, the 70% Lower Living Standard Income Level Metro South Region will be utilized. The local WIB will review in July of each year to determine whether or not to revise this standard.  The WIA Unit will publish the new schedule (70% LLSI) annually and  the Career Center will circulate to the Consortium and WIB Board for use in making decisions about changes to the self sufficiency standard for Area 07. 

The criteria for determining whether employment leads to self sufficiency is:

1. Must meet the DOL Performance Measures criteria for increase in earnings

2. Must meet the annual income guideline published by the WIA Unit unless revised or modified by the local 07 Area Board.

3. All jobseekers entering training must sign the LMI information for the local area market revealing the high demand occupations for the region.

4. RCC Case Manager must complete an employment plan with the jobseeker to determine academic strength, aptitude and market information for the career path that the jobseeker is requesting to enable the jobseeker to meet the self sufficiency standards in their career seeking efforts.

5. Case manager will contract with the jobseeker to ensure a minimum of 12 months of follow up including information that is documented in the case record which reveals the jobseeker has become employed at the calculated earnings rate shared with him/her at the time of the IEP development. If rate is not met, client will be requested to return to the Center to continue to pursue employment that does match the criteria for both earnings increase and self sufficiency.

15. Has the local board developed an incumbent worker program/strategy in accordance with the waiver approval granted to the Commonwealth and described in State Policy 02-04? Describe if so.

The WIB has approved incumbent worker training, however although several employers have expressed interest and offers have been made none has chosen to proceed.  Procedures include use of check list below.
Employer Application for Workforce Investment Services

Date of Application:________________________

Business Name:________________________________________________________________

Address:_______________________________________________________________________

______________________________________________________________________________

Contact Representative:_________________________________________________________

Contact Title:__________________________________________________________________

Phone:_____________________________Mobile:____________________________________

Fax:______________________________Email:______________________________________

Employer CEO Name____________________________________________________________

CEO Contact Number:___________________________________________________________

Referred By:___________________________________________________________________

Business Description:

____________________________________________________________________________________________________________________________________________________________

Number of Employees:___________________________________________________________

Annual Company Revenue:_______________________________________________________

Projected Revenue:_____________________________________________________________

Relocation Expected:____________________________________________________________

Current Turnover Rate:___________________________________________________________

Plans for Expansion: Yes___ No___ Timeline:________________________________________

New Employees to be Hired Next 12 months:________________________________________

Describe Company Retention Plan________________________________________________

____________________________________________________________________________________________________________________________________________________________

Current Recruitment Efforts:

____ Company Marketing

____ Online Applications

____ Newspaper Ads

____ Trade Shows

____ Job Fairs

____ VEC services

____ Career Center services 

____ Walk In Applications

____ Other

New Employees to be Trained: Next 12 to 36 Months?________________________________

Selected Training Provider:______________________________________________________

Projected Training Period:_______________________________________________________

Certification To Be Provided:_____________________________________________________

Primary Occupational Titles:_____________________________________________________

Starting Salaries:_______________________________________________________________

Salary Ranges:_________________________________________________________________

Promotional Opportunities:_______________________________________________________

Company Training Available_____________________________________________________

_____________________________________________________________________________

Describe 3 or more Core Competencies or Skill Set Needed in Training Program for each area below:

Industry-wide Technical Skills or Competencies

1.

2.

3.

Workplace

1.

2.

3. 

Academic

1.

2.

3.

Industry Sector Competencies

1.

2.

3.

Personal Effectiveness

1.

2.

3.

Services Needed From Career Center and Workforce Partners:

____  Recruitment Assistance

____ Applicant Referrals

____ Pre-Employment Screening and Testing

____ Job Fair

____ Help to Set Up Training Program

____ Incumbent Worker Program

____ On The Job Training Program

____ Customized Training (Training for the Employer or groups of employers)

____ Apprenticeship Program

____ Management Training

____ First Line Supervisor Training

____Occupational Skills Training

____ Skill Upgrading and Retraining

____ Basic Work Readiness/Literacy

____ Job Readiness Training/Work Maturity Skills

____ Other____________________________________________________

Employer Signifies Understanding That Requests for WIA Funded Training May Not Supplant Training Normally Provided By Employer:________________________________(Employer Initials)

The Region 2000 Career Center has permission to conduct the above services for my company:

___________________________________________________     


_____________

Name Printed and Title






Date

___________________________________________________

Signature

Estimate of Training Costs for Incumbent Workers

May be Calculated after First Evaluation Meeting with the Career Center

Projected Cost for Training________________________________________________

Trainer Salaries__________________

Tuition and Fees_______________________________________________________________

Training Materials and Supplies__________________________________________________

Textbooks and Manuals_________________________________________________________

Training Certification Cost:_______________________________________________________

Training Related Software________________________________________________________

Training Related Equipment______________________________________________________

Number to be Entered into Training________________________________________________

50% Salary Match for OJT’s_______________________________________________________

Potential Funding Sources for Employer Needs:______________________________________

__________________________________________________________________________________________________________________________________________________________________________________________________________________________________________Employer In Kind or Cash Match for Training:__________________________________

________________________________________________________________________

Employer/Applicant Signature:___________________________________

Title:________________________________________________

Date:________________________________________________

Workforce Office Only

Action Steps to be Completed Prior to Award Decision

1.

2.

3.

4.

5.

Date for Pre-Award Review with Employer: (Generally 60 days from request) WIB will attain date______________________________________________________________

Dates To Review Training Attainment Outcomes-_____________________________________

End of Training:_________________________________________________________________

First Quarter After Training_______________________________________________________

Second Quarter After Training_____________________________________________________

Third Quarter After Training_______________________________________________________

Fourth Quarter Satisfaction Survey_________________________________________________

16. Describe the board’s process for determining use of the 100% transfer ability provision between Adult and Dislocated Worker funds as outlined in State Field Guidance Memorandum 02-04.

The Fiscal Agent and Executive Director monitor fund uses and recommend to Finance Committee when the need exists to balance across funds.  With approval, the Fiscal Agent requests transfer.

19.
Describe the WIB policy for using WIA funds for basic education, literacy, English as a second language activities and for meeting WIA requirements that GED training be combined with job skills training, for among other reasons,  to assist in meeting credentialing requirements
The WIB has from the beginning had a close relationship with Regional Adult Literacy.  As a matter of course clients needing GED or other work readiness and work ethic training have been referred and supported during their course.  To date partner agencies have funded the courses.  These courses have then been the qualification for further WIA training.  The Career Center has served as the coordinator and referral agency and hosted GED training and testing.  Additionally the Career Center coordinates a response from an employer for group ESL classes.  The WIB has not had to fund efforts, but has in discussions evidenced a willingness to do so if other funding was not available.  This would be in support of the efforts to expand number of available, skilled, entry-level workers.
Section D:  Youth – for each element indicate:

1. The local area’s strategy for providing comprehensive services to eligible youth.

[image: image6.jpg]Youth Works! Program
Service Strategy

Based on feedback from the WIB Auditors and Clay Stein, WIA Consultant on Youth Program, we need to im-
plement a new structure for our Youth Program. This new structure is comprised of a central program operator
and area service providers.

o Program Operator - The Alliance will be responsible for the Youth Works! program both fiscally and pro-
grammatically. A program coordinator and case managers will be utilized to provide a client focused ap-
proach to service delivery. The case manager will use various assessments and individual client goals to
develop an individual service strategy to meet the client’s specific needs. The case manager will then as-
sign services for the client and link them with the appropriate service provider.

+ Service Providers - (Alliance, Jubilee, CVCC, Others) The Alliance will contract with other agencies in or-
der to provide the most effective services available. The Alliance will offer many of the ten program ele-
ments while continuing to partner with local agencies who have a proven track record of providing excel-
lent programs for youth.

Below js a simple flow chart illustrating the new service strategy.
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Leadership development opportunities
Supportive services

Comprehensive guidance and counseling
Adult mentoring

Follow up services for not less than 12 months

e Tutoring, study skills training

e Alternative secondary school services

e  Summer employment linked to academic and occu-
pational learning

s Paid and unpaid work experiences, including intern-

ships and job shadowing

e Occupational skill training
Follow up Services - Coordinatox
e Continued Support
Performance Documentation
e Focus on long-term success





2. How the local area will coordinate with Job Corps, youth opportunity grants, and other youth programs.

We refer to Job Corps.  We are always looking for ways (allowable within WIA) to partner with other youth programs 

3. The measures taken by the local area to ensure compliance with applicable safety and child labor laws.

We have read and trained youth employment specialist on laws applicable to youth and make sure all worksites that we utilize understand and comply with these laws. 
4. How the local area will, in general, meet the WIA’s requirements regarding youth program design, in particular:

a. Preparation for postsecondary educational opportunities;

Tutoring and GED prep offered through partnerships with Sylvan and Huntington Learning Centers

b. Strong linkages between academic and occupational learning;
We provide work readiness training, advance trainings, and paid work experiences with local employers.  Partner with CVCC and other vocational institutions. 

c. Preparation for unsubsidized employment opportunities;

SEE ABOVE

d. Effective linkages with intermediaries with strong employer connections;

                    Work closely with CVCC, Generation Solutions and other employers 
e. Alternative secondary school services;

Work with alternative schools and adult learning centers
f. Summer employment opportunities;

Provide summer employment for some active youth.   
g. Paid and unpaid work experiences;
Have worksite agreements with local employers and provide short term work experiences for qualified older youth
h. Occupational skill training;

Youth taking CDA, CNA trainings as well as several youth doing online training through Penn Foster.  
i. Leadership development opportunities;
Working on mentoring program with community wide service projects, provide other opportunities for youth to be involved.  Ex. 8 youth just participated in a focus group for the Youth Council Marketing Committee 

j.  Comprehensive guidance and counseling;

Provided by youth employment specialists and referred for more professional counseling if needed 
k.  Supportive services;
         For youth in training we help with transportation, child care and equipment 
l.  Follow-up services;
Follow up coordinator who works with all exited youth for at least 12 months after program exit.  We recently had a client in follow up receive her GED which we were able to pay for.
5. The criteria used in awarding grants, contracts or agreements for youth activities. 

             See Youth Works RFP.  
6. The eligibility assessment tool, individualized training plan, and case management system for the youth program.

Very extensive process utilizing Career Scope, TABE and our own Individualized Service Strategy to create a service plan that meets the needs and future goals of the participant.  We have a case management system that has drawn from other successful workforce areas and from our own experience restructuring the program and operating services for the last two years. 
7. Describe how the Local Workforce Investment Board will identify existing providers of youth services through other funding sources for the purpose of leveraging WIA funds for the delivery of the youth program in the local area.  
WIB membership includes many service providers. The Youth Works Consortium is charged with seeking to expand services and has in fact generated access to approximately $ 100,000 in funding. 

8. Outline the strategies to be implemented in the local area to support USDOL’s new strategic vision for the delivery of youth services as described in TEGL 3-04, found at: http://wdr.doleta.gov/directives/attach/TEGL3-04.pdf 

The RFP for youth services specifically requires emphasis on service to out of school and 
at risk young people.

9. Describe any procedures the local area developed to utilize the state waiver that allows use of ITAs for older and out-of-school youth.  Include any estimates on potential numbers of participants to be served as a result.


We provide training as part of the overall YSS which outlines the plan for year round 
services to youth.   Young adults with ITA requirements are transitioned to Adult 
programs when eligible.
Section E:  Budget and Finance

1. Attach anticipated levels of service and budgets planned by the Local Workforce Investment Board for PY07.
 Budget attached.
2. Describe how the Local Workforce Investment Board will use the funds it receives to leverage other Federal, State, local, and other resources in order to maximize the effectiveness of such resources and to expand the participation of businesses, employees, and individuals in the workforce investment system.  
WIB has leverage funding for programs with CVCC, Young Professionals of Central Virginia, youth entrepreneur summer camp, and an expanding service of youth programs, economic development business start up cd, school district technical preparation advertising, Shared cost for grant writer with local Government Council, shared cost of existing business contact person with Economic Development Council and other initiatives to provide seed money.
3. Indicate the methods and practices employed locally to assure timely expenditure of WIA funds to reduce the ratio between obligation and expenditure rates. 

Monthly reports and Finance Committee monitoring.
4. Describe the Local Workforce Investment Board’s efforts in developing and implementing an equitable Cost Allocation Plan/Resource Sharing Agreement for the funding of the local workforce investment system among all required and optional partners.
Absent state coordination and required partner participation no agreement has been possible, although Career Center has benefited from partner in kind and equipment contributions.
5. Describe the WIB’s budgetary considerations and procedures for assuring at least 30% of youth funds are expended on the out-of-school population. 

Youth services MOU requires minimum of 30% for out of school population and expenditures are monitored monthly for compliance.
Section F:  Procurement

Describe or reference (i.e. cite use of local government process) the local area’s competitive and non-competitive procurement policies that will be used to award grants, contracts, and agreements for activities under Title I of WIA not covered by Individual Training Accounts.

The Region 2000 WIB follows Virginia local government procurement policy, with monitoring by the Local Government Council. 

Section G:  Equal Opportunity (EO), Affirmative Action and Grievance Procedures – for each element, indicate:
1. The EO policy statement regarding WIA Title I funded staff and customers. 
See attached policy.
2. The name, title, telephone number, and job description of the Equal Opportunity Officer for Title I funded activities in the local area.  


Danny A Inge


Executive Director


434-845-1932

3. The name, title, telephone number, and job description of the Virginia Workforce site Equal Opportunity Liaison for each Virginia Workforce site within the local area, if different than above.  

4. The efforts that have been and will be made to ensure that the recruiting and hiring of Title I funded staff will be done in such a manner as to reflect the available workforce of the labor market area within your jurisdiction without regard to race, color, religion, sex, national origin, age, disability, political affiliation, or belief and for the beneficiaries only, citizenship or participation in a WIA Title I financially assisted program or activity.

Hiring is through policies of Campbell County for WIB staff and Central Virginia Community College for Career Center staff; both strictly require nondiscrimination procedures and outreach.

5. The system of monitoring used to review equal opportunity performance.
EO officer does monitoring in October each year.

6. Describe the area's grievance procedures for participants, employees, vendors and other potential aggrieved parties.  (You may reference and attach an exiting WIB policy that addresses these items).  
See attached grievance policy.
Section H:  Performance Management

1. Describe the steps that will be taken to achieve success against the Virginia Workforce Council System measures for the adult, dislocated worker and youth programs under the purview of the local workforce board.  These initial measures are:  Short-term Employment Rate: The percentage of participants who are employed during the second quarter after exit.  (For youth, enrollment in education counts as well as employment.) Long-term Employment Rate: The percentage of participants who are employed during the fourth quarter after exit.  (For youth, enrollment in education counts as well as employment.) Earnings Level: Median earnings during the 2nd quarter after exit among all exiters with earnings. 
    Credential Completion Rate: The percentage of exiters who have completed a certificate, degree,       diploma, licensure, or industry-recognized credential during participation or within one year of exit; and Repeat Employer Customers: The percentage of employers who are served who return to the   same program for service within one year.
Performance measures and compliance is a specific job assignment for the RCC Assistant Manager with oversight by the Manager. The established rates for compliance are reviewed each quarter and a database established to track performance which is assisted by the LWIA 07 Compliance Monitor. The rates are negotiated through the input of the RCC and WIB office E.D.  An Employer Services database is utilized to track all employer requests for services and reveals the number of repeat services delivered to an employer. Copy available upon request.
Youth Works has implemented successful strategies to meet or exceed standards.  All of the youth employment specialists understand the performance measures and work closely with me and their clients to ensure that the services we provide not only meet the needs of the client but also satisfy the performance requirements of the WIA.  We have actually gone from failing 5 of the 7 to meeting or exceeding all measures for pt 06-07.  We also utilize a follow up person to help ensure youth are succeeding after exiting the program and that documentation is gathered to ensure performance is being tracked. 



2. Describe the effectiveness of the local area’s ability to meet the prior year’s WIA negotiated performance standards.  Indicate reasons for the local area’s failure to meet any of the performance measurements in the prior program year, identify plans for making improvements to correct those deficiencies and what assistance might be needed from the State.

	
	Current Quarter
	Cumulative - Year to Date

	Adult
	Negotiated Level
	Actual Performance
	80% Level
	Actual as a % of Negotiated Level
	Status
	Actual Performance
	Actual as a % of Negotiated Level
	Status

	Entered Employment Rate
	74.0
	77.8
	59.2
	105.1%
	E
	78.4
	105.9%
	E

	Employment Retention Rate
	84.0
	72.7
	67.2
	86.5%
	M
	82.1
	97.7%
	M

	Average Earnings
	$9,253
	$9,540
	$7,402
	103.1%
	E
	$7,960
	86.0%
	M

	Employment and Credential Rate
	62.0
	75.0
	49.6
	121.0%
	E
	72.0
	116.1%
	E

	Dislocated Workers 
	
	
	 
	 
	 
	
	 
	

	Entered Employment Rate
	79.0
	66.7
	63.2
	84.4%
	M
	92.0
	116.5%
	E

	Employment Retention Rate
	92.0
	83.3
	73.6
	90.5%
	M
	90.3
	98.2%
	M

	Average Earnings
	$13,147
	$15,296
	$10,518
	116.3%
	E
	$12,825
	97.6%
	M

	Employment and Credential Rate
	62.0
	60.0
	49.6
	96.8%
	M
	77.3
	124.7%
	E

	Older Youth (19-21)
	
	
	 
	 
	
	
	 
	

	Entered Employment Rate
	67.0
	100.0
	53.6
	149.3%
	E
	60.0
	89.6%
	M

	Employment Retention Rate
	82.0
	0.0
	65.6
	0.0%
	FTM
	90.0
	109.8%
	E

	Earnings Change
	$2,500
	$0
	$2,000
	0.0%
	FTM
	$9,800
	392.0%
	E

	Credential Rate
	30.0
	50.0
	24.0
	166.7%
	E
	16.7
	55.7%
	FTM

	Younger Youth (14-18)
	
	
	 
	 
	
	
	 
	

	Skill Attainment Rate
	74.0
	100.0
	59.2
	135.1%
	E
	76.5
	103.4%
	E

	High School Diploma or Equivalent Rate
	57.0
	40.0
	45.6
	70.2%
	FTM
	58.3
	102.3%
	E

	Retention Rate
	56.0
	58.6
	44.8
	104.6%
	E
	53.8
	96.1%
	M

	Customer Satisfaction
	
	
	 
	 
	
	
	 
	

	Participant
	70.0
	0.0
	56.0
	0.0%
	FTM
	88.9
	127.0%
	E

	Employer
	68.0
	81.5
	54.4
	119.9%
	E
	75.9
	111.5%
	E

	E-Exceeds/M-Meets/FTM-Failed to Meet
	
	
	
	
	
	
	
	


3. Provide the local area’s negotiated standards for PY07 WIA performance measures.

See above

Section I:  Customer Satisfaction

1. Describe any locally developed measurement methods, and data that the local area will use to determine customer satisfaction and dissatisfaction.

The RCC staff uses a locally designed customer satisfaction survey to ascertain opinions over and above that of the State customer feedback system. These results are expected to be 95% positive, and if not, reported for action. Anything below 80% would be considered not acceptable.

2. Describe how the local area will utilize customer satisfaction information for the continuous improvement of the local workforce investment system.
As the basis of baseline market opinion which will drive future marketing and operations decisions. The RCC will also collect customer opinions at the front desk and review these for ways to improve. Customer feedback is posted in the front desk area for staff as a “Way to Go Team” info board. Successes are posted at the front for clients to note as well. Surveys are reviewed for level of satisfaction with the Career Center. The goal is 95% on these being positive feedback. Anything below would require improvement plan. Customer service is shared with staff and consortium if action needed. The performance report customer satisfaction is posted and announced to members as well.
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