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BRIAN:  And, without any further ado, I’m going to go ahead and turn things over to Lindsey Woolsey.  Lindsay?

LINDSEY WOOLSEY:  Great.  Thanks, Brian.  Hi everyone, and welcome to the first of two webinars about employer engagement.  My name is Lindsey Woolsey.  I am representing the Corporation for a Skilled Workforce and working with the National Governors Association and Collaborative Economics to provide technical assistance to you as part of your ARRA High Growth and Emerging Industry grants.

So we’re really excited to be presenting this two-part series on employer engagement, and excited that so many of you are participating.  As you can see, you are joining almost 70 of your peers from across the country to dive into the details of 20 employer engagement strategies, all drawn from a review of your peer grantees that are demonstrating high training and job placement outcomes.  So we’ll get into the substance and introduce today’s speakers in just a few moments.
And next slide, Brian, if you can move us along.

BRIAN:  Yeah, no problem.

MS. WOOLSEY:  Great, thanks.

So we have two speakers joining us today, and I’m just going to introduce them now and they will speak up a little later in today’s webinar.  We have Stewart Knox, the executive director of the Northern Rural Training and Employment Consortium in Chico, California, joining us.  Thank you, Stewart.  We also have Sean Sypolt, administrator of the Private Industry Council of Westmoreland/Fayette County in Greensburg, Pennsylvania.  So thanks to Sean for joining us as well.

And moving on -- so we have three goals that I want to introduce.  We want to provide a menu of 20 concrete, tangible strategies to better engage employers.  We want to showcase two of your peers, which I just introduced, and highlight specifically how they facilitate networking across employers, how they use data to engage employers on an ongoing basis, and how they’re using their training to support their regional economic growth.  And finally, our last objective is to provoke new thinking about how you engage employers and hopefully to get into some discussion about what works.
So let’s get started.  We’re going to start by going through a set of those 20 strategies that I mentioned.  Some of these are going to seem obvious to some of you because you’re already doing them.  Others might make you say hmm, I never thought of that.  Others may be ones you decide you can do more of.  And some may seem like a stretch.  We’ll have a chance to discuss those reactions after we’ve gone through them.  So just for now consider this a menu of employer engagement tactics.

So let’s start with these -- whoops, if you can go back.  Let’s start with these.  The first one which we drew as a lesson learned from the Connecticut SESP:  mix it up.  We know that sometimes we can heavily rely on one type of employer engagement strategy, surveys, or one-on-one meetings, when in reality we know we have to be doing a mix of these on an ongoing basis.  Do the surveys.  Do the focus groups.  Do the one-on-one meetings.  Have coffee with employers.  Do the group meetings.  Do presentations where you’re actually bringing in employers to speak about their industry, their needs, to their peer employers or where you’re going out to them, to their existing networks and associations.

Employer champions.  We can’t say enough about this.  We know from West Hills Community College, we know from Cincinnati State Technical and Community College as well, that using employer champions to recruit additional companies really works.  Find the employers that come back, that really know the value of the services and the partnership, so that they can go out with you to meet-and-greets, so that they can talk to their employer peers and bring them to new meetings.
We love the example from Columbus State Community College.  Engage company volunteers to conduct mock interviews.  And while that seems like just one activity, what it turned into was something that the employers really loved.  They shared it with their peer employers to get them involved.  And in some cases they even ended up hiring.

We’ve also learned from many of the grantees, specifically Columbus State, Westmoreland/Fayette and NoRTEC, who you’ll hear from later, that engaging employers together, not just individually, really works.  Employers learn a lot from each other.  They recognize that value and that keeps them coming back.  They don’t necessarily get that opportunity in other situations.

We learned from WorkPlace, Inc., in Connecticut, that you start with the actual job descriptions that are posted out there.  But then do a sit-down with the employers to really find out what they need, what may not be in that job description.  And through that process WorkPlace, Inc. has really been able to establish credibility with those employers and move on from there.

Finally, cross check and combine and leverage your employer list with your partners.  This should be an easy win.  If you’re working with a community college, if you’re working with a workforce board, if you’re working with a community-based organization, whoever your existing partners are, if you haven’t yet done that cross-check, if you haven’t yet merged those lists and really put together the big list to expand your table, it’s something you should be doing.

So let’s move on.  We’re going to do just a quick survey.  Of those, which of these will you try out or do more of going forward?  
BRIAN:  And -- 
MS. WOOLSEY:  Going to give you just a minute.

BRIAN:  -- yeah, those responses are on your screen now, so many of you are already voting.  But it’s select all that applies, so you can choose more than one.  And your choices are to mix it up, to find your employer champions, engage company volunteers in mock interviews, engage employees together, start with job descriptions, cross check and leverage employer lists.  So choose as many of those that apply to you that you’re going to try out or do more of going forward.  And we’ll give you just another few seconds, so if you haven’t already voted, go ahead and make your choice now.
And by the way, if you’re on full screen, you may need to take yourself off of full screen to see this polling window.  But you’re welcome to go back to full screen afterwards if you need to make the slides larger.

And it looks like voting has slowed down, so we’ll go ahead and we’ll give you a chance to respond here.  So it looks like mixing it up -- actually, finding your employer champions is the winner today.

MS. WOOLSEY:  Great.  Thanks, Brian.  Thanks, everybody, for participating.  It does look like there’s quite a mix of responses, but employer champions -- absolutely very important.

So let’s move on to our next list of strategies.  Make meetings matter.  This is one you’ve probably heard from us before, and we pulled this specifically from the Colorado SESP, as well as the Pathways Out of Poverty grantee, Southwest Housing Solutions Corporation.  And what we realized from their profiles and from what’s really working for them is that at every meeting where they actually have employers involved, they really want three things.  They want opportunities to learn about their own industry, whether this is one of them actually presenting, whether there’s a guest speaker coming in, whether there’s new data to be shared.  It could be a variety of things.  
Two, concrete sharing about non-training topics.  We have a tendency probably to really -- just focusing on the training needs.  What we know is that training needs are likely connected to a number of other needs of that industry.  And you as conveners -- the more you know about that industry, the better you’re going to be able to help.  And then finally, a focused conversation about training and skills needs, and the trainees that might be ready for hire out of your program.

Number 8:  Be creative with how you build awareness of your programs.  We have seen all sorts of types of building awareness, from job fairs to postcards, personal calls, billboards, conferences and summits, even yard signs and newspaper ads, and probably one of the more creative, a YouTube video created by the Kansas SESP that has been played at large sporting events.
Number 9:  Use industry experts or partners with strong industry backgrounds to help translate business needs to education and training providers.  What we realize here is that that role of translation can be critical when you’re really trying to understand and speak the language of employers and industry members.  And so we have found certain grantees that are actually using experts or partners with that background to help play that role.

Number 10:  Significantly increase the level of understanding by program staff of the industry of focus.  This is very similar to the previous strategy where you’re using some sort of translator or industry expert to help you understand.  And what we realized from the Massachusetts SESP is that there’s a great deal of information that needs to go across staff who are serving employers and then trying to serve job seekers to get into those industries about what makes companies grow, what policies affect that industry, what are the persistent skill gaps or the persistent vacancy rates and occupations, and why.  It’s that type of comprehensive understanding that is critical to make sure employers get what they need and therefore come back to the table.

Number 11:  Find the hidden jobs.  Pull city permits, first source agreements, city and county public works opportunities.  I’m not going to say much more about this one because on November 16th there will be a webinar only about this topic, and it’s sure to be a popular one.

Number 12:  Make your services seamless, a single vision, non-bureaucratic.  Employers don’t necessarily need to know what funding stream or program is in use.  NoRTEC is a great example of this -- and perhaps Stewart can talk about this later -- where there’s multiple grants, there’s multiple programs, there’s multiple funding streams that are coming together to serve employers.  But from the employer’s perspective it’s all one set of services.
And finally, assessing demand accurately and regularly by using good data, and checking in with employers about the validity of that data.  Part of that is following up with employers and even with the workers that you placed.  Were you accurately trained?  Was that employee accurately trained?  What could we tweak?  What could we change?

So let’s do the same thing.  We’re going to move on to another survey.  Which of these will you try out or do more of going forward?  And again, we may -- we know that you may be doing many of these, but we’re curious which of these really made you say oh, I could definitely try that one, or I’ve done that before; I need to do more of that.

BRIAN:  All right, great.  And just like the last poll -- in fact, all three polls that we’re doing today --  you can choose more than one.  So feel free to choose as many as apply to you.  And we’ll give you a few more seconds to go ahead and make your selection.  So if you’re still discussing, go ahead and make your selections now.

MS. WOOLSEY:  So we’re seeing some high marks for making meetings matter.  We’re seeing some high marks for increase staff’s understanding of the industry of focus and find the hidden jobs.  So I’m excited about that.  We’ll expect to see you on the next webinar.
BRIAN:  All right, great.  Thanks, everybody, for voting in the poll.

MS. WOOLSEY:  So let’s move on to a few others.  You all have some sort of advisory committee structure as part of this grant, as part of other programs.  We learned from the North Carolina SESP that really finding ways to -- using -- to use those members effectively is critical.  These aren’t just names.  They’re not filled seats.  They’re not just grant requirements.  These are employers.  They are employers who have networks, who know other employers, and who can really help inform what the needs are.  They’re also employers that can get involved at various levels, whether volunteering for certain events like job fairs or mock interviews, whether directly going out to try to find other employers who might join the network or learn about the services that you provide.  Really finding ways to use them more than just the quarterly meetings where you might pull them together is critical.
Closely related to this is how are you creating a strong employer network that becomes a forum for sharing, a time for joint policy strategizing, and a place for practical problem solving?  So we’ll hear more about this from Sean from Westmoreland/Fayette Private Industry Council.  But the point here is, again, how are you really facilitating networking across employers so that they’re learning from each other and you’re learning, then, more about the industry and the region and what the needs are?
We loved this idea from WorkPlace, Inc. of just simply offering something unexpected and extra that employers will need, whether it’s via your program or via one of your partner’s.  And the example that we pulled from WorkPlace, Inc. was grant writing services.  Many employers are eligible for certain grants, but they don’t necessarily have the capacity to pull those grants together themselves.  And so by referring to a partner who is able to do that, that was a service that WorkPlace, Inc. was able to provide.
And a few more.  Being clear about roles and responsibilities of partners so employers don’t experience the mixed-message situation or gaps or duplication in services.  We all know what that looks and feels like.  So West Hills Community College and your peer, Austin Joint Apprenticeship Training Committee -- both have very clear roles and responsibilities across their multiple partners, including their workforce system, their community colleges, their economic development entities and their -- and their organized labor partnerships.  In that way employers experience a seamless system, very similar to what we’ll hear from NoRTEC about soon.
Finally, providing space and equipment.  Sometimes employers have good training going on, but they need a place to conduct it.  This was a bit of a reverse of how we usually think about this.  Often we’re looking to employers to provide in-kind space and equipment, when, in fact, in this situation it was the reverse, where the Austin Joint Apprenticeship Training Committee actually had the space and recognized the value that the employer already had in their training program.  By providing space and equipment they were able to expand that training.

Number 19:  Keep engagement industry specific.  When you share about your services, putting it in the context of specific industry employer audiences can really make a difference.  This really builds on a lot of the lessons learned that we collectively across the country are learning about sector strategies and the sector-strategy approach where, by focusing on one critical industry in your local economy, you have the opportunity, by leaps and bounds, to understand more from those employers about what they need specifically.  We know that every industry is very different, and therefore the strategies, the outreach, the networking and the solutions have to be customized and specific to their industry needs.

And finally -- if we haven’t heard this enough -- we’re hearing across grantees that a big shift in how they engage employers is that they go to them.   They get out of the office.  They listen more.  It’s less selling of services and more finding out what they need and then creating the customized set of solutions to meet those needs.

So one more survey, and then we’re going to move on to our speakers and some discussion.

So again, which of these really stood out to you that you’re going to try out or do more of going forward?

BRIAN:  All right, great.  And again, most of you are familiar with this now, but if you’re on -- if you’re using full screen -- that’s -- button should be at the top right-hand side of your presentation slides or in the meeting menu -- but you’ll need to take it off to vote.  So make sure you’re seeing the polling window here and take a few seconds now to vote.  And we see those responses as they’re coming in.
MS. WOOLSEY:  We’re seeing strong votes for creating strong employer networks, clearly recognize the -- recognizing the value of being that facilitator of networks of employers to come together.  We’re seeing strong support for get out of the office, which is, of course, to be expected.  I’m pleased we’re seeing strong support too for using advisory committee members better.

BRIAN:  All right, great.  Well, thanks, everybody, for voting, and I think we’ll go ahead and move along.

MS. WOOLSEY:  So at this point we would like to open this up for just a few minutes of conversation.  So, as Brian (sp) said earlier, we are going to try blanketly unmuting all of you.  So that means if you can self-mute or minimize background noise, that would be great.  And at this point either use the chat box, which many of you did to introduce yourselves, or raise your hand if you have a question and we will call on you.

And the question here is what really stood out across those 20 strategies, which we really hope are take-home-now-you-could-implement-these-immediately kind of strategies, or, again, strategies that you could be doing more of because you see the value?  So what stood out?  What do you think you might try?

BRIAN:  OK, great.  And actually, what we’re doing right now is -- as you can see, we moved over to a -- an open chat format, so if you’d like to type in your responses, please feel free to go ahead and do that as Tricia’s already done.  Feel free to type in your answers in this large chat room.  And then what we’re going to do is we’re going to unmute everyone.  So if you’re dialed in and there’s some background noise where you are, if you could go ahead and please, you know, use a manual mute button on your end if you’ve got one, or just try to minimize background noise.  And we will go ahead and open up the line now.  So, again, just please try to be conscious of any background noise that may be there where you are, and we’ll try unmuting everyone so you can also chime in over the phone.
ANNOUNCER:  The conference is now in talk mode.

BRIAN:  All right, great.  So, if you’re listening in right now, just, again, please stay conscious, but it sounds like we’re doing pretty good with background noise.  And your line is unmuted, so you can mute yourself on your end if you think there might be background noise, but you also have the opportunity right now to go ahead and chime in over the phone, if you’d like to, and interact with our presenters.  You can also use, through that drop-down menu at the top of your screen -- if you’d like to raise your hand, we’ll know that you want to participate and we will call on you.  So feel free to, as many of you are already doing, type into the chat, and we see those comments.  Thanks, everybody.  And if you’d like to say something on the phone, we’ll also be happy to hear from you that way.  All right, great, and I’ll -- I don’t see anybody raising their hand yet, but again, that feature’s at the top of your screen in the drop-down menu next to the little raise-hand icon.  You’ll see that there’s a raised-hand option.

And it looks like Tricia has her hand raised.  So Tricia, are you there?  All right, Trish, you are -- you’re the first person to type into the chat, and you also have your hand up, so feel free to say something if you’d like.  Your line should be unmuted.

KEITH:  Well, there’s three of us here, Trish and Keith and Diane.  And I’d like to know what kind of employer materials you can use, handouts or brochures or flyers.  Can you give any suggestions about that, leaving a physical piece in their hand after you presented to them and after you leave their office?

MS. WOOLSEY:  That’s a great question, Keith, and I’m actually wondering if Sean or Stewart -- if you would have a suggestion for that.  I mean, I know Stewart, for example, you certainly use a lot of data and you share that with your employers.  But are there -- are there takeaways on handouts that you often find are useful?

STEWART KNOX:  Yeah, this is Stewart.   It depends on the employer sector we’re working with.  If it’s, for example, health care sector, which is an established, well known, you know, old sector, they typically aren’t that interested.  If it’s more of the renewable energy sector, we will work with them to figure out their needs and understand better what their questions are.  And then many times we actually put staff on that sector to help establish some formal relationship to meet those needs, and so -- in terms of the outreach.

We also have a program -- it’s called -- and I’m not trying to sell it by name.  (Chuckles.)  It’s not our game, but executive polls, which is a single point of contact case management system essentially for employers that all of our economic development corporations and our partner agencies use for constant contact with our employer groups.  So there is that database that is populated and we can kind of see what they’re -- (background noise) -- and how we can help.

KEITH:  Let me ask that question again.  Maybe I wasn’t clear.  If we go to an employer’s office and we give them information about our training program and our graduates, what kind of a -- I guess, a PR piece, for lack of a better word, can we leave with them?  Should it be a flyer or brochure?  What should it say?  Are there any tips about that?

MR. KNOX:  Yeah.  You know, most of ours are based on long-term relationships, and even the new employer groups that we work with.  We do have flyers.  We do have brochures, of course.  Most of them --

KEITH:  Well, what’s on them?

MR. KNOX:  Well, information about our services, our programs, on-the-job trainings, you know, what that means to them, the sliding scale, what’s expected from the employer.  We try to communicate heavily about what programs are available to them.  Again, as you saw earlier, we don’t talk about specific programs until we actually do, you know, get them an employee or a potential employee -- what services we can provide on site, off site, how we can assist them in any way to get them engaged.  So it just depends specific to which group we working with.  Typically, what we’re marketing is our on-the-job training programs, internships, work experiences, those type of programs.
KEITH:  OK.  Thank you.

MS. WOOLSEY:  All right.  Thanks, Stewart.

Sean, do you have anything to add to that question?

SEAN SYPOLT:  Yeah, I would -- well, I’m sort of flip-flopping here with my phone issues, but one of my comments that would sort of piggyback with what Stewart mentioned is that we speak in generalities in marketing to the employer, and not specifics, when it comes to either funding streams or, you know, where the money’s going to come from or how we can adapt, and sort of keep it to, you know, on-the-job training or incumbent worker training or -- big picture items, and then, you know, once there’s a need by the company, then trying to tailor -- customize it to meet their needs.  
KEITH:  We’re talking about getting the people employed, not doing training for them.

MR. SYPOLT:  Right.  Well, I think one -- in employer’s case you’re going to understand what the employer wants.  And if the employer wants a certain skill set in a person, that’s where some of the funding streams that come in to help advance that person into the employment, or into the hiring area.  And so we try to build into those relationships.  And I would agree with Stewart also that a lot of the companies that we deal with, you know, are looked at as a long-term relationship, and not just a one-grant sort of focus.  So the relationships you’re building are connecting multiple grants together to help the company achieve what they want in terms of the person.  And that’s how we build it up.  I mean, we’re not looking to put somebody in a position that can’t do the job.  So we want to be able to give them the best person that we can get them, whether it be through a means of on-the-job training or pre-training or incumbent training, because I think ultimately that’s what the company wants, you know.  They want the best person they can get.

BRIAN:  All right, great.  Well, we’re actually, I think, going to go back to presentation mode.  So we’re going to go -- thanks, everybody, for your comments, and we’re going to move back to the PowerPoint slides.  And I’m actually going to go ahead and remute the phone.  And speakers, just give me one sec to unmute your line, and then we’ll go ahead and move forward.  And thanks for your participation, everybody.

ANNOUNCER:  The conference is now in silent mode.

BRIAN:  All right.  And I think we have all of our speakers unmuted, so Lindsey, whenever you’re ready we can go ahead and move on.
MS. WOOLSEY:  Great.  Thanks very much.  And thanks, everybody, for your comments.  Those were good questions and I think the comments really reflected what you think you can do more of with this grant, and obviously in your other programs as well.
So let’s move on.  We are now going to hear directly from Stewart Knox, again, executive director of the Northern Rural Training and Employment Consortium in Chico, California.  In order to do this, here’s what we’re going to do.  We are going to actually just read through -- and I know you all can read, but I’m still going to read this through -- to give you some ideas of just where Stewart and NoRTEC go with their employer engagement strategies.  And this, just for your information, is pulled directly from the Promising Practices Profiles that were released in July of this year.  All of these can be found on your communities of practice.  So if you haven’t yet downloaded those Promising Practices, they are very rich, detailed profiles of your peer grantees across a variety of topics including employer engagement.

So here are some ideas to think about from NoRTEC.  NoRTEC carefully tracks grant funding and eligibility criteria, obviously across multiple programs and grants, but to its customers the programs are a single menu of services, avoiding confusion by customers about funding streams.

Making sure that demand is there is a balancing act.  Labor market information data is used as a focal point for employer meetings, and data validity is confirmed or corrected by employers’ input.  NoRTEC follows up with employers and trainees after placement to make sure they constantly tweak and improve training based on employer needs.

The employer engagement system has evolved beyond verification of data and placing people into jobs.  It has evolved to partnering with economic development, universities, community colleges and employer groups to focus on jobs and business creation, and how NoRTEC can support the workforce development implications of this -- of this work.  I think there’s a typo here.  (Laughs.)
So Stewart, first, again, thanks for being with us today.  And we’d like to hear a few things from you.  One -- 
MR. KNOX:  Sure.

MS. WOOLSEY:  -- tell us more about these highlights.  Two, tell us how they impact both the breadth and the depth of your employer engagement.  And finally, leave us with two concrete pieces of advice based on your success in engaging employers through your program.
MR. KNOX:  Sure.  Thanks.  Just really quickly, NoRTEC, for all of you that -- those of you that are not in California, we’re -- we are part of California, obviously, but we are very rural in nature.   We’re about 23 percent of the state in land mass, and about 2 percent of the state’s population.  So when I speak about things, it’s -- I do understand the rural side of it even though we’re in the California basin.

So in terms of the relationships that we build with the employers, as we spoke -- and a lot of you have really great ideas in, I think, the engagement piece.  One -- and it’s not rocket science.  It’s the relationships.  It’s the understanding of the systems.  And it’s really the one-on-one.  And then what we’ve built now is more of the group relationships with employers based on industry sectors.  So we’ve -- take a -- obviously an industry sector approach.  We have developed an industry sector employer groups out of each.  We have staff and through our one-stop system we contract out -- all of our funds out through our one-stop system.  And so the WIB is definitely a separate entity.  And so our one-stop system is the point of contact, and the WIB coordinates those activities.  So through the -- that engagement process each of those are managed, essentially, from the WIB through the one-stops at the local level.  And so we make sure that those are convened on a regular basis.  We encourage our one-stops to have that continued improvement upon understanding if we’re meeting the needs in the trainings that they’re based upon.  So that’s the formal piece that I think is important from the WIB’s perspective, or the community college.
In terms of the connections with the colleges and partners -- vital.  We work with our community college system.  I have seven community college districts in my 11 counties, and we have -- I have one point of contact that I meet with, and I think this is important for all seven community colleges.  I meet with her weekly almost; meeting with her today at 4:00.  This is an ongoing process to understand, one, the employers’ needs -- are we meeting that, are we meeting the demand of the trainings -- and, on the other end of it, are the -- are the folks we’re sending them trained and well trained?  And then is the community college system being responsive to those demands as well in terms of tweaking trainings or adjusting based on the need of the employers?  And so we really are that between entity that makes sure that all of those pieces are playing together.  Not that it always works perfectly, but I think that’s key to making sure that that relationship is built.
Economic development obviously falls in there, and some of our communities, our one-stop operators, are the economic development corporations in addition to the one-stop operators.  So that’s where that job creation component comes under, which is not WIA’s focus obviously all the time, but it is a partner and it is a partner that we also subcontract with at times, depending on the location.  And they also bring another party to this, which is funding opportunities for businesses.  Again, it’s having as many things on our menu of services for our employer groups as we possibly can do.
One of the things that hasn’t come up in here, but is Rapid Response and the use of some of those funds in terms of retention and expansion efforts.  Matter of fact, we’re going to be retooling ours, even though I think it’s really good now.  But, again, in this economy we need to look at retention expansion as much as possible.  The job creation component is also important, but at the same time I need to retain my base employers as we move forward into a poor economy.

Labor market information data -- we’ve done three different large industry-specific studies,   one which is a industry sector and comparative analysis from 2001 through 2010.  We did four years and a five-year study over the last nine years to look at where our industry sectors have slid in this economy, to be honest, and looking at which ones are growing.  Health care is a growing economy in terms of our sectors.  So how do we engage?  And we’ve started this process more -- I mean, it’s like full-court press right now with our hospitals, our clinics, anything -- allied health care.  My community college partner’s is on -- in -- on board with this, so we are now having those health care conversations at least weekly, sometimes biweekly, in terms of two meetings based on a huge region with hospital groups.  One’s the nursing level, one’s the allied health, and one’s the CEOs at the hospitals to talk about what their training needs -- what we need to develop and what customized training or certificate training programs need to move forward.  And we’re in implementation phase as we speak.  So, again, it’s understanding those very specific labor market demands.

Second one we do, which was really interesting, was an industry sector approach but also on entrepreneurs.  And we looked at also the green side of it, of course.  But the entrepreneur study -- we really looked at some -- our Labor Market Information Division of the State of California did an incredible job, took a snapshot in time, 2009, height of the bad economy -- how many -- and what we’ve gauged as an entrepreneur lately, essentially, is nonemployer.  So I’m a -- I’m a self-employed person.  What did those self-employed people bring into our economy in 2009?  So we looked at that too, and that -- we have a fairly rural poor economy, and one year, bad year, they brought in $2.1 billion, nonemployers, into my local economy.

How do we help them either grow -- not all of them want to do this, obviously, but how do we help them or assist them become an employer?  What are their needs?  How do we access them?  And these are answers that I don’t have yet, but it’s one of those pieces of the puzzle.  We want to try to understand and engage those nonemployers in a new group and a new setting to start seeing what opportunities lie ahead, what clusters -- we actually have that information -- what clusters they fit within through the data, and trying to pull that information out so that we can actually now start working with that group to understand their needs better.
And the third piece is really connecting it to the one-stop system.  So one of the things -- and I think it was one of the first questionnaires that was asked -- is looking at how do we -- how do we get staff at the local level?  How do I have career counselors, case managers -- and I came -- I’ve been through this system my whole life practically, so I get all the way from the very lowest level, in terms of greeting the customer and understanding their needs, to being the WIB director.  But how do I get my career counselors to understand employer engagement?  What does it mean to them?  And how does it affect their outcome -- (inaudible) -- entered employments, right?
So one of the things we also did was a -- was an -- occupational summaries.  And so we took the industry cluster work, had that put into basically a booklet.  It’s also online.  We have job-specific skills competencies that have been developed out of that and it’s also online to look at.  Basically, I think, it’s got about 3,054 positions, and we’ve actually created a pre- and post-test out of that so that you can start looking at how do you do on-the-job trainings, incumbent worker trainings, customized trainings with new groups of people that are coming in to develop their career skills and career paths through this system.  But that starts to relate that back to the -- why all of this is so important to the career counselor.  And so then the employers -- it’s kind of like a skills gap analysis -- will look at all of that information in these groups and start to define and look to make sure that we’re meeting their demands and their needs, but it also helps us constantly with our community college system redefine the trainings as we move forward and progress.
Lindsey, I know that was a lot of information.  I’m not sure I even hit any of your topics, but -- (laughs) -- 
MS. WOOLSEY:  I think you -- I think you did, Stewart.  And I just want to remind folks that, you know, part of the strategy here is you’ve got your 20 -- and of course there’s more -- concrete, tangible, take-home-now, as I like to say, you know, employer engagement strategies.  But Stewart, what you really, I think, just articulated for us is there’s this much more comprehensive and longer-term employer engagement strategy that has to happen, everything from staying on top of what industries, occupations and types of employers, including the self-employed, are driving your local economy, to the ongoing relationship building that has to happen with community colleges and other partners to really get employers what they need and workers in your rural region into the jobs that are available.  So I think you painted a very comprehensive picture, which is -- which is exactly what we wanted.
What I’d love to do now is actually move back to just some questions before we move on to our next presenter.  So, if folks can raise your hand or use the chat box -- and Brian, if you have some specific instructions here, I turn it to you.

BRIAN:  Absolutely.  So what we’re going to do for this section is -- and we’re going to pick up right where we left off with the chat, and several of you are already typing in your questions and comments.  That’s great.  We, you know, definitely encourage you to use that chat window, and we’ll see all those comments that come in.

For this section we’re not going to unmute the phone lines, but what you can do is use that raised-hand button that we’ve been talking about.  And when you do that, what we’ll do is -- well, actually, I’m going to bring up another chat off to the side that’s private where you can let me know what phone number you’re using, so that way I can actually find your phone line and unmute it for you.  So just give me one sec to reconfigure here a little bit.  So what we’ll do is if you’d like to participate over the phone, you’re just going go ahead and use the raise-hand icon.  And that’s in that drop-down at the top of your screen that we talk -- that we’ve been talking about.  If you do that, then I’m going to go ahead and ask you to use that Q&A window that’s private off to the left-hand side of your screen just to let us know what phone number you’re actually dialing in from today, not the teleconference that you use, but your phone number, and that way I’ll be able to individually unmute you and that way you’ll be able to participate.  So please go ahead and do that now if you’d like to ask a question over the phone.

And many of you are already typing into the chat, so thanks for that.

MS. WOOLSEY:  Great.  So let’s go to some of those questions in the chat, Stewart, if you can see those in front of you.  Tricia has a question.  With grants facing a shorter lifespan, what strategies can you suggest, since building upon long-term relationships is not realistic?

MR. KNOX:  And actually, I don’t see where that question is, but --

MS. WOOLSEY:  It should be in the open chat.  Hopefully everybody can see that.  I’m happy to read it again.

MR. KNOX:  Yeah, actually, can you just read that really quick again?

MS. WOOLSEY:  Yeah.  So with grants facing a shorter lifespan, what strategies can you suggest, since building long-term relationships isn’t realistic?

MR. KNOX:  Yeah, it’s a great question, and obviously we’re all faced with that -- with that in the public sector.  One is through our community college system, obviously.  We’re working with them in partnership, but they’re hurting as well.  Two is working with our employer groups, developing customized training that we’ve paid for in the past.  In the future may be fee-for-service, depending on, you know, how well they like our services, obviously.  And if we’re moving in that direction, we need to be very comprehensive and they need to see a value in it.  But I do think that is one option.  
And then some of our one-stop operators already provide fee-for-services.  I think bigger -- I mean, interesting enough, I think, you know, these economic times have driven, obviously, employer groups and now public sector to think totally different the -- about our models.  And our model is essentially changing as we speak in terms of our one-stop system.  So one of the things we were looking at -- we’ve created a new nonprofit for the region that will look at foundation grants and other opportunities outside of the WI system completely.  And so that again is where we have to rethink the model of what we’re currently working towards.
MS. WOOLSEY:  Great.  And Stewart, there’s a few more questions here that we’ll try to address.  We are running a little short on time, so we’ll want to move on.  But let me read those to you as well.

From Stephanie (sp), can you please talk more about your follow-up with employers to tweak your training?  Do you conduct this via surveys, face-to-face meetings?  How do you do that?

MR. KNOX:  Sure.  That’s a good question.  We do a lot of face-to-face meetings.  We  have a unit that’s actually called our Business Services Unit.  It’s through the one-stop system and it depends on the local area of how many they can afford to have, obviously.  But that unit’s primary focus is obviously engaging the employer, making sure that the services are relevant and timely, and getting OJTs, specifically, but -- done in each of the local businesses, but that is their job also, is ongoing follow-up and face-to-face.  And again, it’s about relationships and trust.
MS. WOOLSEY:  Great.  And then you have multiple one-stops that are managing industry groups.  How do you deal with two or more one-stops who are engaging or trying to engage the same industry?

MR. KNOX:  Yeah, and that happens all over.  You know, the WIB at our level -- and I only have seven staff, so it’s really complicated, but at our level we actually manage them based on the industry cluster, and then we blend, obviously, key components from each of the findings, and then develop relationships.  And then at some point there’s crossovers where we actually have regional meetings or sub-regional meetings, where we bring together all the employers to one single location.  So I’m not sure that totally answers the question, but I think that’s the best way we can management -- manage it.  It’s not perfect and it’s not -- and it -- and it -- actually, it’s very imperfect, but so’s the world.  And so a lot of it’s -- we’re trying to collect the data and making sure -- we can do that at the WIB level because we have all 11 counties with five different operators.  So we manage that basically at our level.  
MS. WOOLSEY:  Great.  Thanks, Stewart.  And just one more question.  Any ideas -- you said you were working a lot with healthcare and with hospitals recently.  Any creative ways to engage health care facilities that don’t seem intrusive?

MR. KNOX:  (Laughs.)  From us -- yeah, I know.  Good luck.  We’re from the government.  We’re here to help.  All of my nonprofits are actually -- all of my one-stop operators are nonprofits.  We’re not.  I mean -- (inaudible) -- Power Authority -- a part of government.  But all of mine are nonprofits and they live and breathe within those communities and they’re partners within those communities as being nonprofits.  So that’s one way, or you could partner with other nonprofits to be that way.

I sit on -- and I looked into this.  It was an interesting thing.  Our -- in California at least is broken into regions where CEOs of hospitals -- and in mine I’ve got -- oh, my gosh -- I think 32 hospitals that sit and meet on a quarterly basis with the CEOs.  And I sit on that board now as a kind of advisory to their -- to them.  And so most of their issues are very much about federal problems that they have.  But a good portion is about labor issues on a constant basis and training.  And so I go to those, obviously, quarterly, and so I’m at their meetings.  That is just a perfect relationship to have with that group.  So I don’t know if that happens in every other -- in all states, but it does in California, and so it’s something you might want to look into.  
MS. WOOLSEY:  Great.  Thanks, Stewart.  We are going to move on.  I know that we could probably continue this conversation for a much longer time.  Thank you so much, Stewart.  I’d like to now turn it over to Sean Sypolt, and to do that I’m gong to similarly read out some pieces that we pulled from the profile of the Private Industry Council of Westmoreland/Fayette County.  And let me get to that slide.  

So Brian, my button’s not working.  Can you advance this?

BRIAN:  Sure.  Hang on one sec.  Let me bring it right here.  There you go.  Think that’s what you’re looking for.  

MS. WOOLSEY:  And the next one -- 

BRIAN:  Oh, OK.

MS. WOOLSEY:  -- with the quotes.  Next one.  Sorry.  (Laughs.)  Oh, you know what?  I wonder if we don’t have this one.  Sorry, folks.  Going to try to find it.  Here we go.  OK.  So let me read this quickly.  I hope folks can stay on just probably for five minutes past the hour.  We did get a slightly late start.  

So the Green Alliance Committee includes elected officials, economic council members across four counties, local colleges, industry partners.  Because employers find value in the training and the network, they bring other employers to the table.  They’re now 40 companies involved.  The value of the committee is in the connections made, sharing information and resources and building trust.  
Everyone stays on the same page, forms policy strategies together.  It’s become a forum for practical problem solving.  The committee has spurred a regional network of energy efficiency suppliers and vendors.  Companies recruit other companies as the sector success spreads by word of mouth.  It has led to local companies contracting with local companies rather than going out of state for supply chain needs.  And companies from out of state have started to visit to be closer to this strong industry network.  

Sean, that’s quite a statement.  So similarly to Stewart, I’d like you to tell us a few things.  Give us some highlights about what is quoted on this slide.  Tell us how this impacts the breadth and the depth of your employer engagement and give us a couple of pieces of advice to go forward.  
MR. SYPOLT:  Thanks, Lindsey.  I guess you picked three good areas there that we talk about, but when we began -- and this began out of our Pathways out of Harvard grant.  And we’re looking at alternative energy jobs in our part of the state of Pennsylvania, which, again, is similar to -- Stewart is in a rural area, Fayette County and Westmoreland counties.  And we had -- actually added Washington County as well.  And we’re about, I guess, 40 miles south of Pittsburgh in Pennsylvania, so we’re still, you know, close enough to an industry center, but we’re also very, very rural when it comes to transportation issues, the population and that sort of thing. 

As we tried to progress here into doing alternative energy -- looking at training and where the opportunities were going to lie, the companies were sort of spread out and not really connected in any way.  So when we began our Green Alliance mission, it was to bring in at least the core companies that helped us with the grant, that helped us with the initial need that was out there as they laid it out.  So when we brought those original six in, we started to realize, after talking to them that trying to build this industry partnership or industry sector or however you want to refer to it, we needed to look at, number one, what was the needs of those companies, those core companies?  You know, they laid out to us what specific needs there were as far as training our residents to meet their need, because that seemed to be their biggest barrier, that we didn’t have enough trained people to fit the niches that they were looking for.
So they helped with some of our training institutions, actually helped us write the curriculum that was needed for short-term training, and then we coupled that with longer-term trainings that were out there with universities and community colleges that are local to us.  One of the things we initially found out in that meeting is beyond just the training topics that were needed, one of the things you needed from a standpoint of running that committee was to realize whatever got in our way that wasn’t able to move quickly we had to push off to the side.  So whether that be an training institution that couldn’t adapt quick enough, or a company that couldn’t adapt quick enough, or a nonprofit or governmental agency that couldn’t adapt, then we had to push them off and sort of get back to them at a later date.  
And that seemed to be exactly what the companies wanted, because they had gone through a litany of these types of groups before, and one of the main complaints out of that was that, you know, people in education typically talk in years when it comes to changing what they do or altering curriculum or that sort of thing, and we needed to talk in months.  So we began that.  We used their technical skills with which to devise these short-term training issues.  We started to recruit the folks that were coming in that had an interest in their job but maybe didn’t have the skill set.  And we brought those folks in to do the short-term training initially.
From there and we continued along -- and this has been, you know, a -- going on a two- and a half-year process now as we begin -- began to understand what the companies wanted beyond just training.  They were looking at growing that industry sector in this area as well.  So I think we were sort of helped by the fact that it’s a new industry sector to our area, and you had a lot of the companies willing to work with other companies to help make that adjustment to growing that industry sector here.  And as a result of that, we were able to create sort of a co-op with the smaller companies that provided them an outlet to be able to purchase materials, purchase supplies at a reduced rate where they purchased things together.
We also had two or three large-scale companies that were multinational companies that were doing wind installations, and we’re able to use their strengths in that market to be able to help out the smaller subcontractors.  And as a result of creating that subcontractor level, you created yet another need for a different hiring altogether that wasn’t anticipated when we first began.  We had some of the large companies that told us, you know, we’re going to need 30 people, we’re going to need 50 people, we’re going to need these groups.  And what resulted from that in bringing in these smaller companies was that we tripled the number of people going to be needed based on what the needs now were of the local subcontractors.  So we’re able to keep those jobs in our region and then create that sort of economic strata to where everybody was sort of playing by the same beat there, you know, where they were -- they all had the same mission.
And, again, that’s where we found ourselves as sort of facilitating this.  You know how do we get that initial training done to where people can get in the door?  And once we began to do that successfully, we had the buy-in of the companies.  And when you can get the trust of the companies here -- because, again, we’re -- being the rural county and rural region, they’ve heard, you know, just about every pitch there was over the -- over the years as -- terms of what types of grants were offered or what types of money were out there.  And when it came down to it, they wanted somebody skilled who can walk in the door and do this.  
So we coupled short-term training with on-the-job training.  We coupled short-term training with incumbent worker training to be able to create a career ladder within the context of that partnership to where people could move up in the company and then allow for those entry-level workers.  We had employee sharing between companies where if some -- if we had a handful of people that were I a real high level skill set, they could be used by other companies.  They were able to share that skill across until we were able to train up enough people to be able to fill the gaps in those areas.  
The other thing we were able to do -- and I think this is, you know, going to where -- one of the advice things that you talk about that I would put out there -- is this grant initiated, like I said, with a couple of -- about $3 million and with a goal of 150 placements.  Well, we -- the first year we exceeded those placements in that -- in that job.  
So what we started to look for, then, was what other types of funding can we help support this because it’s growing at a rate that’s much higher than we ever anticipated with that initial grant.  So we’re able to work with the counties, the other nonprofits, economic development, to create these connections to other grant opportunities that now help us support it on a much larger basis, and with -- which that we were able to find some -- more -- additional incumbent worker money that companies really like, because a lot of -- as they’re changing their roles here, they really have to be able to train their people internally to be able to allow them to adapt to the new jobs and then create that entry-level position as a result of being able to push people to higher-level jobs.
So doing that -- we also created a -- two different revolving loan funds that we manage, one for equipment for small -- for small companies to be able to purchase equipment with zero percent loans, and we’re able to tie that to the commercial side for some of the more green retrofits that we offer and have a revolving loan fund and a grant combination fund for those people to be able to upgrade their buildings and sort of expand on that.
So to take what Stewart basically said -- was, you know, you go in with an initial intention and once you understand what the companies want, you try and build out from there to meet their needs that they didn’t anticipate being met.  And once you are able to do that on some level, you definitely have the buy-in of the employer groups at that part, and they sort of lose that wariness of, you know, am I going to give away my secret here to where somebody else can run with it?  And I think that’s one thing we did very, very well, was be able to create that scenario within the context of this Green Alliance Committee to be able to build that trust and then have people then open up as opposed to what they -- what they wanted and what they needed, and then be able to try and fit that -- but to do that you need data, and I think -- you know, we collected data a little differently in this regard.  We collected data from the population.  We collected data from the companies.  And we tried to mix the skill sets that existed in our community and find out how we can find this group of people, train them the quickest amount of time to get them put into positions.  
And definitely, our data collection was very important in developing our plan as to where we’re going to shift.  And again, going -- what I said earlier.  I think one of the other main cogs of this thing is being able to adapt as an organization quickly and then be able to turn that ship with everybody onboard to do it just as quick, because companies are used to making a decision today and being able to put it into practice tomorrow, and sometimes we get lumped into the ‑- to the -- you know, the governmental or nonprofit world that it takes you forever to change in.  And I think we are able to show that we can be effective in that way.  
And again, some of the longer -- you know, if there was something that needed change from a -- for instance, a university curriculum for four-year degrees or two-year degrees, then we put -- move that over to the side and use that as a long-term goal and not a short-term goal.  So if I was to give advice, it would be to create a number of short-term victories that you can achieve that meets the needs, and then when you get that buy-in you have the ability to get things across that you need to get across as well.
So again, some of the advice things is to partner with -- you know, your one-stop -- you know, our local WIB represents two of the three counties that we’re in, so we had to work with an outside WIB as well.  We did have an advantage, I think, too being apart of previous industry partnerships, whether it be in IT or health care or those sorts of things, and being able to take some of the -- some of the things we learned there and apply it to this.  But this, by all means, was completely different than anything we’ve ever done when it comes to creating and adapting to the changing environment of the industry.  The industry itself, again, was small and just getting off the ground here, and we’re able to really help it advance beyond, I think, even the employer’s expectations.  And when the employer starts to see a difference in their bottom line by something we’re able to do, then you have them for the long term, you know?
And we’re now taking that approach and applying it to the gas industry that’s starting to boom here.  And I think long-term success and long-term -- just taking the model, I guess, and then applying that to other things as they come along.  It’s something that we’re fortunate to have been able to have been apart of with this.  
MS. WOOLSEY:  Great.  Thank you so much, Sean.  I think that you touched on really a storyline here about meeting immediate needs, getting those early wins, but clearly along the way finding ways -- I think the words you used -- to couple meeting those immediate needs with other opportunities so that you’re advancing workers, so that you’re expanding your network so that you’re looking beyond your grant.   And I think what you described really is a shifting culture of how we engage employers.

So many of you are still with us.  I do want to just give you at least a chance to ask any questions.  So if we can get the chat box up and running again or raise your hand, any questions that you might have based on what you heard from Sean.
BRIAN:  Sure.  And just so you know, Lindsey, participants, if you’d like to ask a question through the chat that’s on the screen right now, you can do that as well, or we can go back to the larger chat.  But basically, I can -- I can move us back to it, to the open format real quick, so -- and again, if you’d like to ask a question over the phone, you can just go ahead and raise your hand using that drop-down menu.  And you’re welcome, as many of you have already done, to go ahead and type in your questions right into the screen.  
So we’ll give you a couple of -- and it looks like Mike -- had your hand raised from earlier.  Mike, if you’d like to ask a question over the phone, the Q&A window where you actually asked -- already asked the question hopefully will address that, but if you’d like to ask it verbally, just in that Q&A window off to the left-hand side, not the open chat taking up most of your screen, just type in your number and I’d be happy to unmute your line so that you can ask that over the phone.  
So Mike, if you’d like to do that, go ahead and do that now and we’ll give you a chance to do that.  All right.  And for everybody else, if you’d like to type in your questions or comments in that open chat that’s taking up most of your screen right now, feel free to go ahead and do that.  And again, we’ll give you a few seconds to do that as well.  I know many of you typed in earlier -- and stick with us, everybody, because when we’re done with the content for today we’re going to be switching to a feedback session.  We’d love to get your feedback about, you know, just today’s webinar, you know, just to get your ideas about other topics you might want to see covered.  So feel free to stay with us, and we’ll go ahead and switch that format in another couple of minutes.
All right, well, I’ll turn things over to you, Lindsey.  I don’t see -- Mike, I don’t know if -- I think he had raised his hand earlier, so I don’t know if he’s still with us or wants to ask a question, but Mike, you’re welcome to do that if you like just by typing your number into that Q&A window.
MS. WOOLSEY:  And we do have a question from Georgia.  It seems obvious that incumbent worker training is a valuable strategy to help promote workers, which results in new positions and builds trust credibility with employers.  However, most of the funding available through USDOL is not allowed for this type of training.  Any thoughts?  

MR. SYPOLT:  That’s true, especially when it came to our Pathways program.  But we were able to find some state grants that actually came from the Fed initially.  But state energy partnership money that Pennsylvania put out to our -- as an RFP to the WIBs, number one -- and within the context of that, in their definition, we were able to do incumbent worker training using that pot of money.  And we probably had, I think, oh, $150,000 in total used for incumbent worker training for most of the 40 companies that participated in our thing.  
So we were -- we had defined it -- you know, it wasn’t out there for everyone to see, but we were able to find out through our -- through the state money that came -- originated from the federal money.

MS. WOOLSEY:  Great.  Thanks, Sean.  And I think that really highlights your earlier point about how do you look beyond the grant to make sure that you’re really putting the comprehensive package together?
MR. SYPOLT:  Right, but I’ll tell you, the other thing about incumbent -- we didn’t do it traditionally, like, you know, where you go into each company and say what do you need, here, we’ll write you up a customized plan.  The way we took this incumbent money was to find -- is many similar trainings that were needed across the variety of six to 10 companies, and then do that training simultaneously, which not only saved us money with the training vendors to do it that way, but also, again, built that connection where you had employees coming from, you know, five or six different companies to another company to do the training, and that helped build that camaraderie between the companies as well.
MS. WOOLSEY:  Great.  Thank you.  

Well, I think that we will probably wrap this up at this point.  Your questions have been great.  Your comments have been great.  Again, thank you to both Sean and Stewart for joining us and providing insights on how you’re engaging employers, both sort of in the tangible everyday things you need to be doing, plus these ideas for longer-term networks that you’re building that really keep the employers engaged and coming back and engaging additional employers.

So at this point I’ll just thank everybody.  I will highlight again that the next part of this series on employer engagement is going to be November 16th.  We are tentatively holding the time of 12:30 Eastern, but you should receive the details soon.  

So with that, Brian, I’ll turn it to you to wrap up.

BRIAN:  All right, very good.  Thank you so much.  And, you know, just a couple of things real quick because I know we’ve gone over -- and we appreciate your participation.  We want to give you a chance to give us some feedback, like I was saying.  But there are a lot of ways to participate in Workforce 3-1.  You can give us your content if there are things that you want to share, maybe something that you wanted to share today and didn’t get a chance.  That can actually be a resource that we can post to Workforce 3-1.  And there are a lot of other options with Workforce 3-1, podcasts, a newsletter, thousands of user-generated resources.  
But for now, just want to remind you that we have recorded today’s webinar, and we’ll be making that webinar recording and a written transcript available in about two business days.  And just a reminder, as you can see on your screen -- that once that’s posted, when you log in your Workforce 3-1 account, you’ll see a link there to the resources page.  Now, the PowerPoint slides have already been posted, so if you don’t have those yet, you can go ahead and download those right now.  
And without any further ado, I think we’re going to go ahead and move over to our feedback session.  So as you can see, the attendee list there on the left-hand side -- many of you are still with us, so thanks for sticking with us.  And then we just wanted to know about the audio quality for today’s webinar, right underneath that the overall quality, the file share windows there at the bottom of your screen so you can actually download the slides right away if you’re still logged in with us.  And then there’s feedback on the left-hand side there, so use that one chat to give us any feedback generally about today’s webinar.  And then if there are other topics that you’d like to see us cover in the future that you think would help us or would help you in your job, rather, let us know in that second chat off to the right.
So what we’ll do is we’ll go ahead and we’ll end the formal part of the webinar today.  We’ll leave this webinar room open for several minutes so you can go ahead and let us know your responses to those questions.  And as always, thank you so much for your participation today, and we look forward to seeing you on future webinars.  Have a great day, everybody.  
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