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alifornia Policy Leaders: Thank you for your

bipartisan support of workforce development as

a unifying strategy to reduce poverty and restore
upward mobility. Investments such as the Strong Workforce
Program are pivotal to strong collaboration among educational
institutions, workforce development stakeholders and employers

to create a more adaptable and responsive system.

You can help make sure Californians receive maximum beneft
from these investments by actively supporting the development
of a business engagement ecosystem, one that ensures a

coordinated approach by partner agencies to align outcomes

with business and industry needs, resulting in expanded

opportunities for job seekers and students. While there are
pockets of business engagement success across the state,

this paper details strategies for California policymakers and
workforce system stakeholders to consider as they continue to

develop a 21st-century workforce system.
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n order to thrive in the United

States, companies must navigate

dynamic market changes'.
Workforce talent can be a competitive
advantage by helping businesses grow
and adapt to changing products, services
and markets. A signifcant shortage or
mismatch can drive up business costs
and inhibit growth strategies, which in
turn limits employment opportunities
for job seekers and students.

Workforce and education stakeholders
must invest in efective, coordinated

and scalable solutions that unleash the
talent potential of U.S. workers, with the
goal of building the workforce skill level
to meet new job opportunities. The
most efective strategies will be those
developed with awareness that economic
success 1s tied to education and training
thereby creating economic mobility and
opportunities in emerging industries and
expanding sectors?.

Employers in California have found

it extremely challenging to fnd and

hire talent’. Often this is due to skill

or knowledge shortages among job
applicants, especially with middle-skill
workers—those who have more than

a high school diploma but less than

a bachelor’s degree®. By 2025, these
statewide shortages are estimated to

be more than 1 million. This reality
has motivated policymakers to launch
initiatives that develop afordable
educational opportunities for this
segment of the workforce, including the
creation of the “one-million more skilled
workers challenge” by the California
Economic Summit’. Institutions must
support a “retraining economy,” and
workers must be learners who can
navigate a labor market that is less
about “jobs” and more about “skills
development,”®
growth sectors.

especially in high-

In California, fast growing sectors
include technology, aerospace and

life sciences, as well as entertainment,
tourism and agriculture—Silicon
Valley is a world leader in technological
innovation; San Diego is a global hub
for biotechnology and pharmaceutical
research; Los Angeles ranks third in the
world, behind New York and London,
as the preferred city for foreign real
estate investment’. There are more than

900,000 “business” establishments in
California, and they employ more than
14 million workers®. The most recent
job growth has occurred in professional,-
scientifc and technical services; leisure
and hospitality; health care and social
assistance; administrative, support

and waste management services; and
construction.

Collectively, these sectors have added
nearly two-thirds of new jobs in the state.
The two industries posting declines were
nondurable goods manufacturing and
natural resources’. Between 2010 and
2020, labor markets will have a total

of 6.3 million job openings due to new
jobs and retirements'® with the following
growth-rates in these leading sectors:
educational services at 28.8 percent;
accommodation and food services at 27.5
percent; construction at 26 percent; and
wholesale trade, professional services,
health care and administrative services
cach at approximately 25 percent, with
manufacturing at 0.4 percent''. A
postsecondary education will be required
for two-thirds of these jobs.

The difculty that California employers
face in fnding and hiring skilled talent
has a direct impact on California’s ability
to grow the economy. The availability of
workers and the cost of labor top the list
of reasons businesses relocate to a new
area or stay within a given region'?. This
fact alone makes it crucial that California
rank high nationally with respect to

its innovative workforce strategies.
Translating high-value place branding
assets that attract and retain businesses
can expand opportunities for job seekers
and students through work-based
learning experiences and job placements.

Because labor quality and availability
are key to business retention and growth,
organizations with the responsibility

to prepare and build the current and
future workforce pipeline are part of

an ecosystem valued by businesses. As
expected, major contributors to the
ecosystem are public agencies within the
workforce development system.
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cKinsey & Company

conducted extensive

research on global workforce
development programs and economic
strategies”. They identify the key
partners in the U.S. workforce
development system, along with fve
principles that serve as the foundation
of workforce development programs for
funders, participants and employers.

According to McKinsey’s research, the
“system” extends beyond federal and
state agencies (Figure 1) and includes
K-12, community colleges, workforce
development boards, including

their career centers, and a host of
community-based organizations.

How do these public-sector
organizations coordinate resources,
services, grants, and collaborate on
workforce initiatives to ensure that
businesses have a homegrown, skilled
labor pool to help them remain
competitive? In California, the system
of stakeholders is actively engaged in
developing workforce and education
mitiatives to address the skills gap, with
a host of targeted programs, funding
streams and legislation such as the
Workforce Innovation and Opportunity
Act (WIOA), Strong Workforce
Program, the Adult Education

Block Grant and various registered
apprenticeship programs, to name a few.

Measures for these various funding
streams and programs are supply-side
driven—focused on credentials earned,
job placements, degree attainment and
transfer rates, among others. Currently,
there are no mandated demand-side
measures that refect the economic
impact of these programs on business
and industry.

However, WIOA does require the '
establishment of a primary indicator .
of performance for “efectiveness in
serving employers,” starting with the
piloting of three approaches to “gauge
critical workforce needs of the business

community”'*:

1. Provide employers with skilled
workers;

2. Provide quality engagement and
services to employers and sectors—
establishing productive relationships
with employers and sectors over
extended periods of time; and

3. Provide quality engagement and
services to all employers and sectors
within a state and local economy.

Given the growing emphasis on industry
engagement to ascertain those needs,
Business U Inc. funded a national study
to examine the current state of business
engagement among public workforce
development system stakeholders.
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usiness U Inc., an institutionally

accredited national organization

that focuses on business
engagement in workforce and education,
funded a national study' to determine
the methods that workforce development
system stakeholders and partners are
using to meet the expectations for
business engagement, as articulated
through WIOA. This demand-side
focus provides expanded roles with
respect to business engagement for
workforce development boards,
including: 1) regional coordination with
sector strategies; 2) delivery of workforce
services based on data such as labor-
market information to inform decision
making and workforce investments;
3) greater alignment with economic
development and education to drive
a collective response to labor-market
challenges; and 4) prioritization of an
employer-centric system to reinforce
business services.

Launched in November 2016, Business
U’s online survey instrument was
designed to capture quantitative data

to support state and local workforce
areas in strategic planning, identifying
business engagement benchmarks,

and to develop engagement strategies
among regional partners (e.g., economic
development, education, workforce
boards, chambers and small-business
development centers). The survey asked
these various audiences a multitude of
questions to uncover their perceptions
about business engagement and the
“sticking points” they encountered when
attempting to maximize their eforts
within their respective organizations and
among their regional partners.

Business U closed the frst-phase of the
survey in February 2017 to analyze the
generated survey data. The preliminary
fndings were shared at the National
Association of Workforce Board’s
Annual Forum in March of that same
year. The initial sample size consisted
of 407 respondents across 38 states.

To garner a greater sample size, the
survey instrument remains open to states
interested in assessing the ability of their
stakeholders to respond to the needs of
business and industry.

As an example, California had a
response rate of 16 percent and
mirrored the overall challenges
articulated by survey participants
nationally. One of the survey questions
asked participants to report key
challenges in engaging business and
industry with workforce and education
initiatives, and, depending upon the
type of respondent (e.g., education
stakeholders, workforce development
boards, economic development
organizations), between 60 percent and
72 percent indicated that employers
were not giving them the buy-in needed
to move their mandates forward. When
probed further, survey participants
indicated three key challenges to
employer buy-in: 1) employer time
commitment; 2) coordination among
partners; and 3) measuring business
engagement.

Employer Time Commitment

Stakeholder organizations encountered
resistance in getting businesses to
commit to engagement activities,
including reluctance to use government-
funded services; to partner in sector
strategies, carcer pathways and/or
work-based learning activities; and to
provide funding support or in-kind
contribution to workforce and education
mitiatives. Based upon Business U’s
national feldwork in 2016, and in
combination with the preliminary results
from the national study, the resistance
may stem from a host of reasons, such
as stakeholder organizations not using
“real-time” data to build a strong
business case for engagement; meetings
being too time consuming, inefFcient,
and lacking clear outcomes and
objectives; and/or employers perceiving
that the work is not relevant or of value
to their immediate needs.

As previously mentioned, measures
for current workforce and education
initiatives are focused and accountable
to job-secker or student success, versus
solving an employers’ immediate need
and/or providing assistance to help
grow their business. The transactional
nature of workforce and education
programs emphasize these supply-side
outcomes, which may be short-sighted
when attempting to demonstrate their
value to business and industry.

To help demonstrate value, workforce
and education organizations might want
to consider focusing on building long-
term “transformational” relationships
with their industry partners by

gaining a clearer understanding of

the diferences between transactional
and transformational engagement
approaches, and how those eforts align
to their engagement strategies. This
lack of understanding is prevalent

as evidenced by the results of a self-
assessment tool used in Business U’s
Business Engagement Boot Camp®'®.
Workforce practitioners who attend
the boot camp are asked to self-assess
their business-engagement practices
to pinpoint challenges and identify
opportunities for improvement.

The majority of participants have

a diffcult time articulating the
diferences between a transactional and
transformational strategic approach to
business engagement and understanding
why both approaches are of value to
businesses and employers. Of the 1,096
self-assessments collected in 2016, 73
percent of “boot campers” reported
primarily engaging in transactional
eforts versus taking a long-term
approach to build a transformational
relationship with business customers,
which requires a coordinated efort
among system partners—a key challenge
articulated nationally by the study
participants.

Coordination of System Partners

Most workforce and education
programs are deployed in isolation and
are not integrated with the services
executed by other entities. This can

be due to various funding streams and
performance measures dictated by
policymakers and funders. Preliminary
results from Business U’s national study
indicated that the coordination of
business-engagement eforts was a key
issue across all market segments (e.g,,
workforce boards, education, economic
development, chambers and small-
business development centers).

Successfully engaging industry for

the long haul to help solve complex
workforce issues requires, at a minimum,
“time” to develop and execute strategic
transformational relationships with both
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business and system partners.

To be successful, workforce and
education entities might need to work
outside of their comfort zones and
address territorial behavior that is
usually based on the real fear of losing
contacts, funding and/or credit for
their contribution to the work and
performance.

One set of measures that can track
whether partners are efectively
collaborating are referral patterns—both
making and receiving referrals—among
regional organizations that are employer
facing. Referral patterns (Figure 2)

are key indicators of an organization’s
expanded reach and its commitment

to solve the broad needs of businesses
during all business cycles. Moreover,

by developing an expanded portfolio of
business solutions delivered by system
partners, engagement practitioners
become a resource conduit with breadth
and depth for businesses in their
community, thus taking the frst step in
building a relationship that is based on
trust and credibility.

Measuring Business Engagement

It is an everyday standard for businesses
to work toward increasing the value
they bring to customers, to expand
their reach, and to enter new markets.
What underpins these practices are
decisions driven by market data,
satisfaction surveys, repeat business,
and other customer-focused indicators.
Businesses with a long-term view

adopt a customer-centric approach by
analyzing and leveraging market data
and consumer behavior patterns to: 1)
anticipate future needs; 2) build their
product line; 3) evaluate the various
service levels and customer touch points
within their organization for continuous
improvement; and 4) increase their
employees’ knowledge and required skill
set so they can remain competitive and
lead the customer experience.

Conversely, there are few if any agreed
upon standards or requirements for
workforce development system partners
to measure, monitor or manage their
business-engagement eforts or report
on relationship-building activities. A
performance indicator with promise

is to measure what is important to the

16

customer. For example, in Business U’s
Business Engagement Boot Camp®,
graduates from across the nation
report that their business customers
most frequently ask them to track cost
per hire, turnover costs, time to hire,
and cost savings and profts resulting
from improved business processes and
increased productivity.

There is no requirement that these
demand-side measures be collected,
but doing so could increase employers’
interest in partnering with workforce
and education initiatives that may
require a longer investment of their
time. By assessing and improving

the value proposition for employers,
system partners could see an increase
in industry’s commitment to work with
them. As a brief example, employers’
expertise and insight validates labor
market information, so that training
programs are aligned with their current
and future talent needs. They also
provide relevant and desired learning
outcomes to Improve training curricula.
It is invaluable to include employers

in discussions about labor market
challenges. Their involvement helps to
ensure that education and workforce
investments are spent efciently and
efectively.
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n California, there are a number of

homegrown engagement strategies

that rely on coordination among
system stakeholders to respond to
the needs of business and industry.
Regional workforce and education
stakeholders are demonstrating the
cultural will to create operational
structures that minimize duplication
of efort and braid funding streams
to maximize impact for employers,
job seekers and students. Appendix
A contains summaries of local and
regional strategies in place across the
state that engage business and industry
in workforce and education initiatives
to help solve workforce challenges.
These strategies could be scaled by
developing a business engagement
ecosystem that uses incentive funding
and accountability to encourage
stakeholders to coordinate regional
business engagement eforts that align
with demand-side measures.

Additionally, in summer 2017, the

CA Economic Summit launched the
Partnerships for Industry and Education
(PIE) Contest. The Summit, managed
by California Forward, is a bipartisan
civic organization, and the largest
private-public-civic sector network in

the state that connects regional and state
leaders to develop a shared agenda to
generate jobs and opportunity for all
Californians. The contest was a strategy
for crowd-sourcing efective partnerships
that are essential to improve career
pathways, as well as an opportunity to
honor those employers and educators
who are working together to ensure a
positive social and economic impact on
their region.

The contest’s 27 nominations were
studied to gain a deeper understanding
of their key success characteristics:

1. Use of data and voice of industry:
The employer/education partnership
was supported by labor-market data
and the needs of business.

2. Defhnition of roles and
responsibilities: The employer/
education partners had clear
direction on common goals, allowing
for efcient use of their time and
resources.

3. Return on investment: The value of
the employer/education partnership
was understood by all, with
investments and results measured,
monitored and managed to meet
employer needs and shifts in the
labor market.

The contest was intended to identify
promising collaborations focused on
strong business engagement strategies
that help move the needle on bridging
the skills gap across various sectors. A
deeper analysis and efort to calculate
and communicate employers’ return on
investment will need to be examined to
meaningfully engage with business and
industry in workforce and education
initiatives.

Commonalities of success can be
further identifed to create a vibrant
business engagement ecosystem that
forms an ideal state for collaboration
and coordination among workforce
development system partners. Business
U defnes this ideal state (Figure 3) as

one that is market-responsive during all
business cycles supported by a relevant
portfolio of regional solutions using
both transactional and transformational
engagement strategies.

Business engagement creates increased
opportunities for job seekers and
students in work-based learning
activities and job placements, but only
if strategies, systems and accountability
measures are in place to provide
organizations with the ability and
incentive to work across agencies. This
also speaks to state agencies so that
they can more efectively eliminate,
waive and/or negotiate the removal of
“barriers,” which too often stand in the
way of launching and supporting an
efective industry partnership initiated
by the education and workforce systems.
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olicymakers might want to consider supporting a

more coordinated business engagement ecosystem—

one that employers value, as refected by time
investment and demand-side metrics—by funding a statewide
systematic approach to outreach and data collection based on

measurements that are “important” to business and industry.

The potential collective impact that California workforce and

education stakeholders could have on the economic landscape

1s tremendous. While pockets of success exist across the state

(Appendix A and PIE contest winners), these eforts can be
magnifed if there are established statewide policies to create
the systems, incentives to collaborate and collect demand-

side performance measures, and to eliminate the barriers that
employer-facing public sector organizations face in coordinating

acCross agencies.
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alifornia has made signifcant

strides in developing cohesive

systems that address industry
workforce needs, resulting in expanded
opportunities for job seekers and
students, all of which fuel the state’s
diverse economies. With bipartisan
support for investments in workforce and
education, the current challenge will be
harnessing the momentum to coordinate
the multitude of strategies and eforts in
ways that efectively leverage regional
resources and partnerships to build
a talent pipeline that not only serves
industry’s immediate workforce needs,
but also sustains those eforts for the
long term.

With employer engagement in workforce
and education initiatives reported as

low as 28 percent in California®, the
following recommendations augment
the suggested strategies located
throughout this paper that support
workforce development stakeholders

to serve the needs of industry more
efectively:

» Have California’s high-growth
sector businesses identify
demand-side measures that would
be of high value if they were
to engage with education and
workforce initiatives.

* Create state-level and regional
cross-agency teams between
workforce and education to
identify strategies, funding
streams and resources that can be
leveraged across organizations.

Create incentive funding and
accountability for workforce
system stakeholders to coordinate
regional engagement strategies
that align with demand-side
measures.

Support investments in sector
partnerships—convening
employers with education,
training, labor, and community-
based organizations to close the
skills gap.

Create regional pilot partnerships
with business-engagement cross-
agency teams that align with

the demand-side measures as
identifed by high-growth sector

businesses.

Document results from the
regional pilot projects to help
identify promising practices

to benchmark and mandate
statewide business-engagement
measures for workforce and
education initiatives that are
focused on bridging the skills gap
and building a talent pipeline.
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an employer-driven intermediary

that ensures workforce partnerships
in California’s Central Valley are equally
benefcial to all involved—students,
job seekers and the local business
community. The organization’s mission
is to engage business partners in regional
strategies that advance economic
objectives, measure impact and enhance
education and workforce partnerships.
ITK supports the Tulare-Kings Linked
Learning Consortium and eforts
to develop high-quality educational
pathways in the region.

INN OVATE Tulare-Kings (ITK) is

The region has high numbers of
disconnected youth ages 16-24 who
are not employed or in school. To
transform this challenge into an
opportunity, ITK engaged industry to
inform more than 45 career pathways
that connect youth to demand
occupations and to provide relevant
workplace experiences that prepare
them for the demands of the regional
economy. The intermediary also
facilitates sector-specifc convenings
that maximize the value to employers
by pairing the interests of business
with regional pathway needs to create
high-quality work-based learning
opportunities and to connect educators
to externships.

Originally supported through the
California Career Pathways Trust, the
work now is sustained as an initiative
within Business Services at Tulare
County’s workforce development board,
through Workforce Innovation and
Opportunity Act formula funds and
other investments.

Distinct Characteristics:

ITK serves as an efective intermediary
by coordinating eforts among the
various public workforce, education
and training partners. ITK works with
regional employers to increase the value
for students, job seekers and the local
business community.

29






he Strong Workforce
Apprenticeship Group
(SWAG) has created a return

on investment (ROI) calculator to
demonstrate the impact apprenticeships
have on a regional economy, job seekers
and the business community.

SWAG is a partnership between College
of the Canyons and Goodwill of
Southern California. The partnership
is focused on driving the expansion of
apprenticeships throughout the state

by creating stronger partnerships with
industry to better connect training and
instruction to the needs of employers
and the labor market. To support this
mission, SWAG created an economic
impact calculator to demonstrate the
value of work-based learning initiatives,
focusing specifcally on a computer
numerical control (CNC) machine
operator occupation'®.

Distinct Characteristics:

The table to the side brings to light

the economic growth potential that
accompanies adequate investments in
state and regional business-engagement
ecosystems. The ROI described above
refects the economic impact of a
single occupation and is a relatively
conservative estimate, as it does not
factor wage increases over the lifetime
of the worker. Pair this potential across
the state’s 10 priority sectors' and the
opportunity is vast.

Line  Economic Descriptor Amount

1 Minimum wage per hour! $10.50

2 Median CNC Machinist wage per hour? $24.32

3 Incremental increase in hourly wage per hour $13.82
(Line 1 minus Line 2)

4 Maginal Propensity to Consume (MPC)? 0.80

5 Additional hourly contribution to GDP $11.06
(Line 3 times Line 4)

6 Total employment per year 2,000

7 Annualized Consumption Contribution to GDP $22,112
(Line 5 times Line 6)

8 Multiplier Efect (1/1-MPC) 5

9 Annual Economic Growth (Line 7 times Line 8) $110,560

10 Current number of machinist apprentices under SWAG 12

11 Total Economic Impact (Line 9 time Line 10) $1,326,720

12 (Estimated Training Cost Per Apprentice  * $8,000

13 Total Investment in Training $96,000
(Line 10 times Line 12)

14 Return on Investment (Line 11 divided by 13) 1382%

"https://www.dir.ca.gov/dlse/faq_minimumwage.htm

"https://www.bls.gov/oes/ current/oes514012.htm

*http://www.oecd.org/oFcialdocuments/publicdisplaydocumentpdf/?cote=ECO/

WKP(2016)5&docLanguage=En

‘Breakdown of estimated training cost per apprentice:

Training cost (tuition and instruction) $4,500
Wraparound services (bus pass, daycare, case management, etc.) 1,000
Recruitment (testing, orientation, processing) 1,000
Job placement and post-placement services 1,500
Total training cost $8,000
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ruba, a Hewlett Packard
AEnterprise company (HPE o °
Aruba) has been challenged to ® () [
AVL Y]ITQAML MVOQVMMZQVO OZIL]I\M] ®
from local colleges and universities in PS () o ®
the Sacramento region who meet their o
requirements, often needing to recruit () .
talent from the Bay Area. Three years o
IOW QV IV MzWZ\ \W LMAMTWX | XQXMTQVM WN
YIITQAML TWKIT IXXTQKIV\[ 08-)Z]JI
launched the High School Internship
Program.

To help recruit students to the

program, HPE Aruba works closely
_Q\P \PM ;IKZIUMV\W +W]V\ia 7{KM
of Education, which administers

grant funding for the Capital Region
Academies for the Next Economy
(CRANE) consortium. CRANE
pathways, supported by the California
Career Pathways Trust grant (CCPT),
provide a high-level technology platform
that prepares students for the internship
application and interview process.

Each year, HPE Aruba has selected

an increasing number of students

from local high schools who have
demonstrated an aptitude in critical
technical areas. The students are given
the opportunity to work on important
projects and are integrated into the
HPE Aruba culture. If they are a good
A\ \PMa IT[W IZM IZWZLML WXXwZ JVO\QM|
throughout their academic careers to
continue working at HPE Aruba, with
the prospect of a full-time job upon
graduation.

Distinct Characteristics:

The HPE Aruba High School

Internship Program is California
pathways at work. Students start taking
information and communications
technology coursework in their freshmen
year of high school and continue to

take rigorous and relevant coursework
through their senior year, with support
from teachers, CRANE career specialists
IVL 08-)Z]J1I [\Mlz <PM XW[Q\Q"M
impact this has had on HPE Aruba has
attracted other local businesses, such

as Siemens and Sacramento Municipal
Utility District, to engage in local
educational partnerships to help guide
students interested in jobs at those
companies.

33






he 19 community colleges in
the Center for a Competitive

I Workforce in Los Angeles

County have launched and co-invested

QV \PM ZMOQWVY¥[ AZ[\ +MV\MZ NWZ |

Competitive Workforce. The center is a
partnership between the 19 community
colleges, the Los Angeles Area Chamber
of Commerce, the Los Angeles
Economic Development Corporation
and Mt. San Antonio College’s Center
of Excellence, which delivers labor-
market research. The partnership is an
attempt to respond, at a regional scale,
to growing concerns about the fast-
transitioning economic and job markets,
which are becoming increasingly more
technical and specialized. The center
will deliver on the vision of the statewide
Strong Workforce Program with

new and better coordination among
workforce development organizations
and educational institutions by
combining research on the supply and
demand for talent. The design of this
center may incite changes across the
state in how the Strong Workforce
Program is implemented.

Additionally, the partnership will

support the development of six regional
industry councils, which will be
responsible for validating labor-market
data; advising colleges of the necessary
occupational skills and workforce
education performance objectives; and
contributing expertise and experience tc
the development of a model curriculum
and program design for regional
adoption, program development and
UWLQAKI\QWV

The ultimate aspiration is to build

a regional industry-responsive and

demand-driven talent development

system in Los Angeles County that is

FAST?:

 Future forward, so the partners are

developing talent for the economy
of tomorrow, not of yesterday.

« Adaptive, so they are responding to
the ever-changing labor needs of
industries in real time.

e Scalable, so they are activating
sensible “systems change” across
\PM ZMOQWV¥%[ LQzMZMV\ \ITMV\
development systems.

« Total and complete, so there is
coordination across all of the
county’s talent development systems
and institutions.

A recent labor market analysis by the

Center for a Competitive Workforce
QLMV\QAML IXXZW QUI\MTa . °
WXMVQVO[ QV \PM VM '\ AAM aMIZ] Q¥
twenty target middle-skills occupations. . ° .
Currently, colleges are on track to supply S o
58% of this demarfd The remaining . °

gap in the supply of skilled workers °
will be the Center’s focus moving .
forward — beginning with the in-demand ° o
WKKIXINQWV[ QLMV\QAML JaaPM LI\.A
ensure improved alignment between ° ®

supply and demand. . ° '

Distinct Characteristics: °
Together, the center’s partners believe

that their approach to building public- L
private partnership and their FAST

mission is the best way to position L
their region for greater success as the

economy transitions at an accelerated .
pace away from one that is characterized

by labor being the primary factor °
of production to one where capital,

intellectual property and knowledge

are the primary factors — presenting the
challenge of ensuring more Californians o
have an opportunity for economic

success in this new economic context.
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ealth-Career Exploration
H Summer Institute (HESI) is

a partnership between Enloe
Medical Center, Shasta Regional
Medical Center, St. Joseph Hospital,
Adventist Health Ukiah Valley and
Butte Community College. The
partnership provides opportunities
for students to explore the vast career
options that are available within the
PMIT\P KIZM AMTL <PZW]OP \PM QVI[\Q\]\M
students are able to participate in
clinical rotations and interact with
various health care professionals over an
intensive nine-day period.

HESI is dedicated to early career
exploration and making sure that
students have the on-the-job training
that is essential to committing to a
KIZMMZ QV \PQ[ AMTL 8I1QzZML Q. 'KILMUQK *®
lessons, students have to use professional

verbal, non-verbal and written .
KWUUJVQKI\QWV [SQTT[ +WVALMVKM ][QVO
medical terminology and working within )
I PW[XQ\IT [M\\QVO Q[ | AZ[\ M[IMV\QIT [tMX
to pursuing the career path.

The four health care employers in

this partnership see this initiative as
important preparation for a future
workforce need and an opportunity for
young people to learn about median-
wage career options in four rural areas.

Distinct Characteristics:

The HESI started in 2015 with one
facility participating and has now
expanded to four: Chico, Redding,
Eureka and Ukiah. The program is
ready for replication and currently is
using the Strong Workforce Program
to leverage funds to scale the program
in the Far North and expand to other
regions.
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olumbia College Apprenticeship
‘ Initiative was established in o °
partnership with business to P () ¢
help resolve an industry need—to create o
a pipeline of polished and competent PS () o ®
hospitality professionals to serve tourists o ) [
in this rural area that includes among . ®
its attractions Yosemite National Park,
Gold Country and the Sierra Nevada
High Country.

Columbia College, using funds

from the California Apprenticeship
Initiative’s New and Innovative Grant,
partnered with Rush Creek Lodge and
Evergreen Lodge, both at Yosemite,

to launch the hospitality management
apprenticeship. The goal was to expand
the industry’s workforce by creating
pathways to median-wage jobs and °
ZMATTQVO \PM XQXMTQVM NW T\ IT MUXTWAMZ]
The partnership made it possible for °
motivated people with limited means to °
obtain a formal education while earning : °
a living through paid on-the-job training
at one of the lodges.

Distinct Characteristics:

The Columbia College Apprenticeship

Initiative is employer-driven and a

great example of a public-private

XI1Z\VMZ[PQX \PI\ VW\ WVTa ATTI I LZaQVO
XQXMTQVM J]\ WzMZ[ ZM[QLMV\[ QV | 2]ZiT
county the chance to build a career. It

is a successful example of a sector and

region-driven solution that is occurring

in many parts of California.
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