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PATHWAYS TO
EMPLOYMENT:

Exploring the activities
and resources of Milwaukee's
workforce development system




ABOUT THE PUBLIC POLICY FORUM

Milwaukee-based Public Policy Forum —which was established in 1913 as a local government watchdog
—Is a nonpartisan, nonprofit organization dedicated to enhancing the effectiveness of government and
the development of southeastern Wisconsin through objective research of reglonal public policy issues.
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INTRODUCTION

In July 2012, the Public Pollcy Forum released a report examining the state and federal funding sources
that support workforce development programs in Wisconsin, as well as key trends impacting the state’s
strategic approach to workforce development.® in this report, we turn our focus to Milwaukee, analyzing
the resources and activities of the city’s key workforce development players, and what that tells us
about their ability to appropriately serve the needs of both job seekers and employers.

With the unemployment rate in the City of Milwaukee remaining consistently above 10% since February
2009,% and much higher in its central city, the need for jobs is widely considered the most important
issue facing the region.? At the same time, many local employers contend they have jobs available, but
cannot obtain the skilled workers they need. Consequently, a primary focus of this report is exploring
the roles of major local workforce development players in helping to address various dimensions of this
paradox, known as the “skills gap.”

This analysis of Milwaukee’s workforce development system is driven by the following key research
guestions:

© What are the primary sources of funding for workforce tralning and development in Milwaukee
and how do those funding sources Influence the scale and design of programs and services?

© How has the local workforce development landscape changed in the wake of the economic
recession and since the creation of the Milwaukee Areg Workforce investment Board {MAWIB}?

o What are the respective roles and responsibilities of Milwoukee's key workforce development
players in addressing workforce needs In Milwaukee — Jfrom the perspective both of unemployed
workers and area employers — and how do perceptlons of the roles of those key local agencies
compare with their resources?

o Overall, how does Milwaukee's workforce development “system” function In the context of the
city’s larger economic development goals?

in addition to providing an overview of funding streams and activities of Milwaukee’s key workforce
development players, the report takes a closer look at the supply and demand for skilled entry-level
workers in two of the region’s key industries: manufacturing and health care. We examine the roles and

! pubiic Poiicy Forum, “Wisconsin’s Workforce Deveiopment System: A graphicai guide to empioyment and training

resources in Wisconsin.” July, 2012, http://www.pu blicpolicyforum.org/pdfs/2012WorkforceMap.pelf
* Bureau of Labor Statistics — Local Area Unempioyment Statistics: http://www.bls.gov/lau/data.htm

* In the most recent Peopie Speak survey, a poii conducted in November 2011 by the Pubiic Poiicy Forum in
partnership with UW-Miiwaukee's Center for Urban initiatives and Research and The Business Journal Serving
Greater Milwaukee, “Jobs” was considered the most important Issue facing the Miiwaukee area by 47% of
respondents, a higher percentage than any other issue.
http://epic.cuir.uwm.edu/peoplespeakpoll/pdfs/People Speak Research Brief December 2011.pdf
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resources of local workforce development organizations as they relate to those industries, and explore
the many factors that may influence whether area employers can receive the skilled entry-level workers
they are seeking at a particular point in time.

This report utilizes information from a variety of sources to assess the current state of Milwaukee's
workforce development organizations and activities. Those sources include:

» Financial reports and fiscal documents, such as annual budgets.

» Financial and activity data obtained from workforce development organizations by request.

» Organizational information obtained from websites, electronic documents, media releases, etc.

*  Reports from media outlets, including The Business Journal Serving Greater Mliwaukee and the
Milwaukee Journal Sentinel.

»  Personal interviews with organizational leaders and staff members.

As the Milwaukee region strives to compete economically with other regions in the aftermath of the
global recession, it will be essential for the city to have effective strategies in place not only to connect
workers to the jobs available today, but also to prepare them for the jobs that will become available in
the coming years. We hope this report will help policymakers and workforce development organizations
in their efforts to help move Milwaukee toward success in achieving that goal.

THE SKILLS GAP DEBATE

[ recent months, a great deal of attention has been paid to the manufacturing “skills gap” in the local
news media. Discussion of this issue was particularly heightened following the release of a report from
Tim Sullivan, the Governor’s special consultant on economic, workforce and education development,
which identified the skills gap as a major concern and outlined strategies to address it.” While
representatives from several local agencies and aducational institutions have agreed with many of the
report’s recommendations, others contend that the city’s educational attainment, unemployment, and

occupational wage data do not support the existence of a significant skills gap, and argue that the
number of local manufacturing jobs that may be going unfilled is relatively insignificant in refation to the
number of jobs needed to substantiaty reduce Milwaukee’s high rate of unemployment.

it is not within the scope of this repert to weigh in on this debate ar measure the local skilis gap, nor to
assess its place on the list of state and regional workforee development priorities. Given the widespread
discussion and focus on this issue by palicymakers and workforce development practiticners, however, I
we do believe it is important to clarify the roies of the various workforce development agencies in

addressing it.

N

4 sullivan, Tim. “The Road Ahead: Restoring Wisconsin's Workforce Development.” August, 2012,
ttp://doa.wi.gov d sull
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IDENTIFYING MILWAUKEE’S KEY WORKFORCE DEVELOPMENT
ORGANIZATIONS

Workforce development is a multifaceted process aimed at sustaining a strong and viable workforce. A
workforce development “system” that seeks to achieve that overarching objective must consider the
need to provide a variety of services to assist workers of all ages and skill levels prepare for
employment, and the simultaneous need to meet the current and future workforce demands of a
diverse range of employers. in fact, whether publicly funded workforce development programs and
services should be aimed more toward meeting the needs of workers or the needs of employers, has
long been fuel for debate.

The types of services most frequently associated with workforce development are programs that
provide job seekers with training in the particular skills needed to perform the activities of a specific
occupatlon. Training for more general “soft skills” related to basic employability, such as punctuallty,
interpersonal communication, and problem-solving, also have garnered a great deal of emphasis in
recent years, as employers have found those skills to be lacking in a large number of potential workers,

In addition, workforce development efforts include activities targeted toward employers, such as
surveying and interviewing employers in specific sectors to understand their particular workforce needs,
developing and implementing customized training programs for specific businesses, and building
relationships between workforce development organizatlons and employers in order to facilltate the
placement of workers into jobs.

Because of the wide variety of activities that prepare individuals for future employment, it could
reasonably be argued that Milwaukee’s workforce development system includes a vast array of
organizations large and small, from Milwaukee Public Schools (MPS) to the myriad community
organizations that provide some type of employment-related services. Indeed, a 2006 report from
UWM'’s Center for Workforce Development identified approximately 120 organizations providing
workforce development programs and services in Milwaukee at that time. ®

Based on the need to develop a reasonable and focused scope for this analysis, however, we decided to
use a narrower definltion for our examination of Milwaukee’s most prominent workforce development
entities. informed by discussions with leaders of local organizations and analysis of numerous definitlons
of workfarce development from academics and workforce development organizations around the
country, our focus Is on those agencies providing non-degree programs, activities, and funding almed

* The Business Journal Serving Greater Milwaukee. "Manpower Group: Empioyers struggiing to find quaiified
workers.” May 19, 2011. htt::-'.ﬁwww.biziuurnals.comfmilwauk:ee;’newstG11!05!18fmanuuwergruuu-emulnyers-
struggling-to.html

® UWM Center for Workforce Deveiopment. “The Miiwaukee Workforce Deveiopment Landscape Report.” January,
2006. http:ﬂwww.workforceenterprise.org!newsﬁMilwaukee%EOLandscape'}SZORenor‘t.pdf

%
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at preparing unemployed, work-age individuals to successfully fill the jobs that are expected to be
avallable In the Milwaukee area.

Consequently, the two agencies that receive primary consideration in this report are the Milwaukee
Area Workforce investment Board (MAWIB) and the Milwaukee Area Technical College (MATC). We also
briefly examine the local W-2 agencies and their critical role in Milwaukee County’s one-stop job
centers. in addition, we consider the roles of the recently-created coalition of workforce development
donors known as the Milwaukee Area Workforce Funding Alliance, local intermediaries engaged in
sector-specific workforce development efforts - including the Wisconsin Regional Training Partnership
(WRTP)/BiG STEP — and the Wisconsin Department of Corrections and Division of Vocational
Rehabilitation (which is a division of the Wisconsin Department of Workforce Development).

M
Pathways to Employment
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THE MILWAUKEE AREA WORKFORCE INVESTMENT BOARD

While Milwaukee is home to an abundance of organizations that provide employment and training
programs and services, the Milwaukee Area Workforce investment Board (MAWIB) is the one major
organization that makes workforce development its sole mission. it also is Milwaukee’s federally
designated workforce development agency, serving as the recipient of federal Workforce Investment
Act (WIiA) funds. As such, MAWIB is charged with “coordinat(Ing) workforce preparation and
development programs into a unified workforce investment system.”’ Because of MAWIB's unique and
prominent position, we begin our analysls of Milwaukee’s workforce development system with an
overview of MAWIB and a look at its resources and activities.

MAWIB was established in 2007 when the Private industry Council of Milwaukee County (PIC) - the
agency that had previously served as Milwaukee’s federally funded workforce development agency —
was renamed and transferred from the oversight of Milwaukee County to that of the City of Milwaukee.
Although the agency continued to focus on county-wide workforce development, this shift gave
Milwaukee’s mayor the authority to appoint the organization’s board members and executive director.

Since that time, the organization has significantly expanded its budget and sources of revenue. Whereas
the PIC received the bulk of its funding from the federal WiA program, that revenue source now
accounts for less than half of MAWIB's budget. The agency receives funding from a mix of federal, state
and local sources, which together support a variety of programs and initiatives, including career centers,
informational kiosks, adult and youth job training programs, an internet-based job matching system, and
workforce-related asslstance to regional businesses.

7 Wisconsin Department of Workforce Development. http://dwd.wisconsin.gov/dwdwia/
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WORKFORCE INVESTMENT ACT (WIA)

in 1998, Congress replaced the Job Training Partnership Act {JTPA) with the Workforce Investment Act {WIA). The
legislation created the largest single source of federal funding for workforce development activities and initiatives.
Under WIA, states were instructed to create workforce investment boards to directly oversee waorkforce investment
in assigned regions, with Wisconsin being divided inta 11 regions. it required that boards consist of representatives
from business, labor, economic development groups, community-based organizations, and focal governments. In
most cases, boards are prohibited from providing services directly. Instead, providers are contracted to fulfill service
needs. The activities of the providers are structured by the boards and the guidelines they establish.

WIA sought to redesign the structure of local workforce systems to streamline service provision and increase system
access, The centerpiece of this effort was WIA's requirement that regions develop cne-stop career centers to provide
a single lacation for individuals to access training and employment services, The intention behind the one-stop
centers was to make employment and training services mare accessible for job seekers and to help employers more

easily identify and recruit skilled workers.”

Altocgether, WIA requires that programs in 17 categories be made availahle through the one-stop job center system.
Those program categories are administered by four differant federal agencies, and include the following:

Department of Labor; WIA Adult, WIA Dislocated Worker, WiA Youth, Job Service {Wagner-Peyser), Trade
Adjustment Assistance {TAA), Veterans’ employment and training programs, Unemployment [nsurance {U1),
Job Corps, Welfare-to-Work grant-funded programs, Senior Community Service Employment Program,
employment and training for migrant and seasonal farm waorkers, employment and training for Native
Americans

Department of Education: Vocational Rehabilitation Program, Adult Education and Literacy, Vocational
Education (Perkins Act)

Department of Heaith and Human Services: Community Services Block Grant

Department of Housing and Urban Development: HUD-administered employment and training 2

Under the WIA framewark, services are spacifically directed toward the individual needs of aduits, youth, and
dislocated workers that meet certain eligibility requirements. Far example, youth participants must be between the
ages of 14 and 21, low income {70% of the Lower Living Standard income Level), and possess certain characteristics
such as being pregnant, a parent, homeless, ar deficient in basic literacy skills. Adult participants must be at least 20.5
years old, have U.S. citizenship, and, if employed, have an income {ess than 300% of the federal poverty level. ff funds
are limited in 3 local area, priority must be given to low-income individuals.

WIA has been up for reautharization for a decade, and desgite increased efforts to push forward a reauthorization bill
over the past several years, to date Congress has been unable to agree on new legislation. The lack of a reautharized
WIA has caused uncertainty among workforce development agencies in Wiscansin and throughout the country, thus
impeding their ability to plan. This uncertainty alsa has been coupled with an inflation-adjusted decline in WIA
funding of 37% since 2000.

® Government Accountability Office: http://www.gao.go item f

? Ibid.
H- Pathways to Employment
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MAWIB's predecessor: the Private Industry Council

in 1998, in accordance with WiA’s new guidelines, the State of Wisconsin was divided into 11 regions,
each contalning a separate workforce board. The Private industry Council (PiC) was designated as the
Workforce Development Board for Mllwaukee County - the only county that comprised Its own region ~
and was placed under the administration of Milwaukee County government.

The PiC was designed as a public-private partnership with 2 primary mission of establishing a
coordinated workforce development system In Milwaukee County. The organizatlon was governed by a
33-member board consisting of both public and private officials. Representatives included officlals from
Iocal educational institutions (e.g., Miiwaukee Area Technical College, Milwaukee Public Schools), state
workforce development agencies (e.g., Wisconsin Department of Workforce Development), community
groups, economic development organizations, and businesses.’® The Milwaukee County executive was
given the authority to appoint all board members.

The daily activities of the PiC were controlled by a chief executive officer, aiso appointed by the
Milwaukee County executive. in 2007, the PiC employed 63 staff members, who focused on youth,
adult, and dislocated worker services.* Employer-led industry committees were created to develop
workforce plans and strategies for the manufacturing, heaith care, and service industries.?

PICAT A GLANCE

Board appoint by Miiwaukee County Executive
Number of board members, 2007 33

Agency revenue, 2007 $11.9 million
Percentage of budget from WIA allocations 80%

Staff members, 2007 63

Counties served 1 {Milwaukee County)

The top priority of the PIC was “to provide workforce services that prepare workers to access jobs in
high growth, high demand and economically critical industry sectors.”** To support this priority, a
number of goals were established. Those included:

9 pic, 2007.
2 1hid.
2 pic. March, 2007a. http://www.naswa.org/assets/utilitles/serve.cfm?gid=9A02FA9D-F1CD-463F-9142-
4 SFO00
2 bid,
%
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1. Ensure ali organizations in the workforce system share a commitment to serving job seekers,
agree upon the missions and goals of the system, and maintain a common accountabiiity for
delivering a quality workforce.

2. Ensure employers in the county use the workforce development system as their principie source
of employees.

3. Ensure the workforce development system considers future employment trends and trains
workers accordingly.

4, Create strong public-private partnerships to achieve common goals.

5. Connect youth to training programs, especially to those that emphasize STEM skills.

6. Promote Milwaukee County employers and employees and emphasize reglional cooperation.™

In 2007 {its final year of existence), the PIC had a budget of approximately $11 million, most of which
was obtained through federal WiA allocations.® Table 1 summarizes the 2007 PiC budget.

Table 1: Private Industry Council (PiC) Budget, FY 2007
Expenditures
Workforce Investment Act (W1A) $9,792,766

WIA Disiocated Nationai Emergency $1256,182
Transportation $407,033
Other non major govemment service contracts $1,137,437
Private contracts $188,963
Non-program occupancy costs $226,533
Total $11,877,914
Govemment service contracts $11,462,418
Contributions $0
Other revenues $376,789
Total $11,839,207
Change in net assets -$38,707

Source: MAWIB

State policy dictated that the PiC could not provide workforce development services directly. As a result,
the PIC contracted with organizations and community agencies to provide workforce services and
tralning. in 2007, seven agencies contracted with the PiCto provide direct services and 181 providers
received reimbursement for the provision of training services.'® PiC-distributed funds helped support
three one-stop job center locations throughout the county operated by three vendors — the Northeast
(YWCA), Northwest (MAXiMUS), and Southeast (UMOS). According to PiC documents, approximately
17,744 Individuals were served over two program years (2003-2005)."7

1
PIC. 2007,

:: Pabst, Georgia. “Worker development authority shifts to city.” Aprii 5, 2007. Milwaukee Journal Sentinel.
PiC. 2007,

7 pIC. 2007.
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The PiC commonly cited its demand-driven approach to workforce training and development. Data were
gathered from surveys sent to regional employers in an effort to assess employer needs, and were used
to inform workforce development strategies. Based on its data analyses, the PiC targeted three industry
sectors in its later years: manufacturing, education and health services, and informatlon/professional
services,*® As part of this approach, for example, several customized, demand-driven training programs
were developed in partnership with locai hospitais and health care providers to produce a larger
number of surgical technicians. The PiC also worked with Bucyrus (a large regional manufacturer of
mining equipment) and MATC to train welders to meet regional needs.*®

Noting the many barriers faced by iow-income job seekers, the PIC provided a number of specialized
services to qualifying Individuals. Those services inciuded case management, transportation assistance
(e.g., shuttle services, driver’s license reinstatement programs), and youth programs in collaboration
with MPS, local universitles, and companies. Youth programs that addressed summer employment,
educational attainment, college preparation, and general unsubsidized employment were highlighted.

The PiC also engaged In a number of strategic partnerships to further its mission. For example, the
organlzation worked with the Wisconsin Regionai Tralning Partnership (WRTP) and BiG STEP to develop
and piace clients In manufacturing and construction-based employment positions. Additionai
coliaborative efforts included a formai association with the Regional Workforce Alilance {(RWA), an
organization comprised of the three workforce development boards whose services cover southeast
Wisconsin’s seven counties. Joint efforts with RWA inciuded directing STEM-based programming, and
securing a major grant from the U.S. Department of Labor, known as WIRED {Workforce innovation in
Regional Economic Development), which supported additional public and private sector coliaboration
aimed at strengthening the skilis of the regionai workforce and fostering economic development.®®

The Transition

in February 2007, the Clty of Milwaukee, using a number of previously completed reports on the state of
regional workforce development, produced a report entitled “A Review of the Milwaukee Workforce
Development System and Recommendations for improvement.” The report identified several systemic
problems, Including the following:

1. Low levels of employer involvement in workforce development efforts
2. Lack of a strategic planning process and a strategic plan
3. Lack of clear leadership
4. lack of coordinatlon (local, regional, and statewide)
' pIC. 2007a.

¥ The PIC commoniy contracted with MATC to provide instructors for customized training programs that typicaily
were designed by PIC staff and private empioyers and funded mainiy by the PiC.

» pic. 2007.
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S. Fragmented service delivery®

According to the report, the PiC’s primary response to those problems had been to develop “project-
specific efforts or statements,” which it deemed a temporary and largely unsuccessful solution.

To remedy the problems, the report recommended the following:

s Establishment of a City of Milwaukee Office of Workforce Development within the mayor’s
office.

= Establishment of a City of Milwaukee Workforce investment Board to receive state and federal
workforce development resources and contract and monitor service delivery.

= Development of a Mayor's Advisory Group that would include business and community leaders
to strategically direct workforce development efforts.

Additional recommendations included the establishment of a formal Coordinating Team for service
deiivery, industry-specific Intermedlary organizations, and a coalitlon of community-based
organizations.?? The overarching goal of the plan was to “provide employers with workers who have the
required skills when employers need them.”®

The report’s release coincided with a request to the governor's office by Mayor Barrett for the City of
Milwaukee to be designated as the workforce investment board for Milwaukee County. The request was
supported by both law and precedent. Federai legislation stated that once a head of a municipal
governmental unit with a population greater than 500,000 asks for the designation, the request must be
granted. Additionaily, 22 of the 25 most populous cities in the United States at the time had workforce
development boards.?* The request was approved by the governor within a month and a transition date
of July 1, 2007 was established.”

Several days prior to the transition date, the PiC board voted to reassign its existing president and CEO
and hire Donald Sykes, former head of the Office of Community Services at the U.S. Department of
Health and Human Services, as his replacement at the newly constituted workforce investment board.
When the transition date arrived, the agency was formally transferred from Milwaukee County to the
City of Milwaukee, Mayor Barrett was authorized shortly thereafter to appoint members to the new
governing board, and the name of the organization was changed to the Milwaukee Area Workforce
investment Board (MAWIB).

# City of Miiwaukee. “A Review of the Miiwaukee Workforce Deveiopment System and Recommendations for

improvement.” February, 2007.

http:Hciw.mﬂwaukee.r:nw.-flmaﬁELihran.-fGruups.u’]".ﬂa-.rorAuthorsfS-.rkesMRecnmm.de

2 City of Miiwaukee. 2007.

3 |bld.

% pabst, Georgla. Aprii 5, 2007,

% pabst, Georgla. “Job council ieader campaigns agalnst city takeover.” March 22, 2007. Milwaukee Journoi

Sentinel.
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MAWIB: General Structure and Activities

Five years after its transition from Milwaukee County to the City of Milwaukee, MAWIB continues to
function as the region’s federally-funded workforce development organization. MAWIB is governed by a
28-member Board of Directors comprised of representatives from a variety of public and private
organizations, including local educational institutions (MATC and MPS), community foundations,
corporations, law firms, organized labor, economic development groups, and city and county
government, among others. %

MAWIB empioys 65 full- and part-time staff members, who are divided Into three primary divisions:
adminlstration, pianning, and programming. Similar to the PiC, MAWIB uses contracts with outside
organizations and agencies to provide services, As opposed to being a direct service provider, therefore,
MAWIB'’s primary roles are to serve as the administrative agent for federal, state, and private funds; and
to engage in planning, leadership, coordination, and monitoring of the county’s workforce development
system.”

MAWIB AT A GLANCE

Board appoint by Mayor, City of Milwaukee

Number of board members, 2012 32

Agency revenue, 2011 522.5 million
Percentage of budget from WA allocations, 2011 45%

Staff members, 2011 65

Counties served 1 (Milwaukee County) /

N,

Federal regulations require organizations that recelve WiA allocations to prepare and submit annual
local plans that describe their visions and goals for workforce development and program provision.
Funding is contingent on the submission of the plan report. The 2011 Local Plan Includes six overarching
workforce priorities with accompanying descriptions of MAWIB's pians to work toward each one.

MAWIB’s stated goal is to meet the needs of both job seekers and employers, and it organizes its
programs accordingly. MAWIB connects adults to training programs that include occu pational skills,
on-the-job development, and literacy improvement. General employment services are offered
through several centers for special populations, including the comprehensive HiRE center, which
provides services targeting dislocated workers; a mature workers resource center for Individuals age
55 years or oider; and an employment and career resource room for ali adult job seekers. Similar
services for persons with disabillities are provided through MAWIB’s Disability Program Navigator.

** MAWIB Board of Directors: http://milwaukeewib.org/about-us/board-of-director

¥ MAWIB. 2010 Workforce Investment Act Local Plan. July, 2010, http://milwaukeewib.org/wp-
nten ds/2011/08/MKE-WiB-Local-Plan-10,pdf

%
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in addition to the specialty centers listed above, and in accordance with WiA, MAWIB offers many
services via the one-stop job center system it inherited from the PiC. There are three one-stop job
centers in Milwaukee County, administered by MAWIB and located at MAXIMUS, UMOS and the
YWCA.2 The services offered by the one-stop job centers Inciude those funded by the WiA Aduit
Program and by the Food Share Empioyment and Training program (FSET), both of which are
administered by MAWIB.? The job centers also offer employers assistance with empioyee recruitment
efforts.

The one-stop job centers offer many additional services funded by sources that do not flow through
MAWIB, including W-2, unemployment Insurance (Ui), and veterans’ services. in fact, the job centers
play a key role in helping to coordinate Milwaukee’s workforce development system. W-2, FSET, and Ul
case managers work side-by-side with Wisconsin Job Service staff, who administer services funded by
WIA and other federal programs, and MATC staff, who provide adult basic education, ESL, and
GED/HSED instruction through the job centers’ Learning Labs. Thus, it is possible for the staff members
of muitiple agencles to coordinate the services provided to Individual clients.

MAWIB budgets roughly $2 miliion each year for services provided through the county’s three one-stop
job centers, as shown in Table 2. in 2011, that represented 9.4% of MAWI B's total expenditures.

Table 2: MAWIB actual expenditures for staffing and overhead at one-stop job centers, 2010-2012

FY2010 FY2011 FY2012 Total
MAXIMUS $692,555 $673,621 $674,840 $2,041,016
UMOS $767,073 $654,049 $703,662 $2,124,684
YWCA $719,713 $791,336 $550,653 $2,061,702
Total $2,179,341 $2,119,006 $1,929,055 $6,227,402

Source: MAWIB
Note: Expenditure figures are for the WIA Adult and FSET programs.

Youth and young adults (ages 14-21) are another primary area of focus for MAWIB. its Earn & Learn
summer youth employment program matches program applicants with a variety of private businesses
and nonprofit organizations, who provide students a wage whiie aiso giving them practical work
experlence. MAWIB's YouthBuild program allows students to earn a GED or high school diploma while
building affordable housing. Summer experiences with culinary arts and conservation practices are
avallable, as well. in addition to these programs, youth are able to receive tutoring, basic occupational
training, and guidance through MAWIB's contracted providers.

3 1he MAXIMUS office does not offer the ful range of services avaiiabie at the other one-stops and therefore s
not considered a “comprehensive” one-stop job center.

® The federai FSET program provides unempioyed Food Share recipients with job training, job search and
piacement assistance, and supportive services. FSET was not administered by the PIC and represents a significant
addition to MAWIB's budget and service composition.
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Employer-focused services offered by the WiB inciude contracting with MATC for customized tralning
programs, maintaining an internet-based job matching system that assists employers with job
recruitment efforts and helps job seekers with their searches, and providing basic human resources
assistance, such as appiication/resume collection and screening, customized recruitment, and
interviewing space.

Similar to the PiC, MAWIB seeks to use a demand-based approach to meet employer needs. it has
formed partnerships with local educationai institutions, training groups, and businesses to further its
goal of funding basic or customized training required by potential employers or target industries. in
addition, MAWIB engages in efforts to provide pools of candidates to empioyers for on-the-job training,
and provides Incentives to employers If a certain number of participants can be placed in full-time
positions.

MAWIB also has developed a sector-based strategy to help regional employers with current and future
employment needs. The agency works with regional businesses and organizations, including the RWA
and Milwaukee 7, to identify key industries that are polsed for job growth in the reglan. As sectors are
identified, programs and services are designed to educate and train job seekers to match the needs of
employers in each sector, and to develop demand-based career pathways.* Sectors identified by
MAWIB include health care; retail, hospitality, and tourism; construction/energy {green);
manufacturing/power controls; and water.™

Collaborative Efforts

The variety of public and private organizations with representation on MAWIB's governing board
provides a good indication of the organization's regional connectlons. As mentioned previously, private
businesses, local governments, educational Institutions, nonprofit groups, labor organizations, and
foundations are represented on the board, thus providing some connection between MAWIB and the
region’s pubiic, private, and nonprofit sectors.

Collaboration has not been Jimited to MAWIB’s Board of Directors, however. Shortly after the transition
from the PiC, MAWIB developed a Coordinating Council comprised of partner agencies engaged in local
workforce development. The council -which meets monthly — was designed to coordinate the goals and
efforts of these primary organizations and to help direct the allocation of workforce development
resources in Milwaukee. The Coordinating Council's membership list, as of Juiy 2012, consisted of
representatives from the following entities:

¢ Milwaukee Area Technical Coilege
& YWCA of Greater Milwaukee
* United Migrant Opportunity Services (UMOS)

* MAWIS. 2010.
* MAWIB. 2011 Workforee Investment Act Local Plan. November, 2011. http://mitwaukeewib.org/wp-

content/uploads f2011/11/MKE-WIB-Local-Plan-11.pdf
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Policy Studies, inc. {PSi)

MAXIMUS Human Services

DWD Job Service

DWD's Division of Vocational Rehabiiitation (DVR}

Milwaukee County Department of Health and Human Services
Milwaukee County Department of Child Support Services
Wisconsin Department of Correctlons

Goodwilll industries

Milwaukee Job Corps

Social Development Commission (SDC)

Wisconsin Economic Development Corporation (WEDC)

City of Milwaukee: Community Development Grants Administration
Center for Veterans Issues, inc.

The formation of the Coordinating Councii fulfilled one of the key recommendations from the City’s
2007 report, and MAWIB’s president and CEO has identified the Coordinating Council's creation and
ongoing efforts as the singie largest and most Impactful change that has been made since the transition
from the PiC.

Because of MAWIB’'s demand-driven, sector approach, strategic partnerships also have been developed
with primary stakeholders in the agency’s target industries. For example, a focus on green energy and
construction has triggered partnerships with the State of Wisconsin’s Bureau of Apprenticeship Training,
local construction unions, WRTP/BIG STEP, and related employers, among others. This particular
collaborative effort, known as SAGE (Sector Alliance for the Green Economy), has been assisted by a
federal grant received by the State of Wisconsin.

Similar partnerships have developed around the health care, retail/hospitality/tourism, water, and
manufacturing sectors, and are planned for other Industries, including food and beverage and financlal
services/IT.* The foliowing is a list of sector-specific councils, empioyer-driven workgroups, and
advisory groups with which MAWIB currently Is involved:

Milwaukee Area Heaithcare Alliance (MAHA), Employer Advisory Group

Wisconsin Energy Research Consortium (WERC), in coordination with the Power Controls
industry Partnership Grant

WRTP’s Manufacturing Council

MAWIB Retall, Hospitality, and Tourlsm Advisory Group

Water Councll, Talent Development Committee, Career Pathway Taskforce

SAGE Committee

MAWIB also has utilized grant funds to convene locai manufacturing intermediaries, including WRTP,
Milwaukee 7, WERC, and the City of Milwaukee’s ME3 program, to gather information on
manufacturers’ training needs. in addition, the WIB serves as the primary funder for the Mayor’s

2 MAWIB, 2011,

e
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Manufacturing Partnership, a new initiative launched in Aprii that targets Milwaukee’s manufacturing
skilis gap. That effort, which is discussed in greater depth later in this report, aiso involves the City of
Milwaukee, WRTP, MATC, DWD, and several private empioyers.

Requirements attached to WIA funds also require MAWIB to consider regional partnerships and
coliaboration efforts. The response to these requirements has, for the last several years, involved
MAWIB’s association with the RWA. The RWA’s core principle is to integrate workforce development
planning across the entire southeast Wisconsin region, rather than specific countles or areas. Beyond its
involvement with the RWA, MAWIB has attempted to further coordinate reglonal economic and
workforce development efforts by working with the Milwaukee 7.

Budget and Finances

in 2007, the PIC operated with an $11 million budget that largely was supported through WiA
allocations, In contrast, MAWIB currently operates with a substantially larger budget ~ more than $22.5
mililon in 2011. in 2011, as shown in Chart 1, approximately 45% of MAWIiB’s budget was supported by
WIA funds, 15% came from federal competitive grants, and 14% came from FSET, Another 20%, listed as
“State-other” In the chart, came from state and federal funds that flowed through various state
departments and boards.* The remalning 6% came from a variety of sources, Iinciuding a smali amount
from the federal stimulus legislation — also known as the American Recovery and Reinvestment Act
(ARRA) — which had supported approximately one third of MAWIB's budget in 2010.

(_:_hart 1: MAWIB Revenue by Funding Source, FY 2009-2011

| $10,000,000 ;
$9,000,000 e

$8,000,000
$7,000,000
$6,000,000
$5,000,000
$4,000,000
| $3,000,000
| $2,000,000
' $1,000,000
$0

Source: MAWIB

*3 The "State-other" category inciudes Jobs for American Graduates (JAG), the Windows to Work program
adminlstered by the Wisconsin Department of Correctlons (DOC), and the Transitionai Jobs program administered
by the Wisconsin Department of Chlidren and Famliles {DCF).
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Revenue sources play a significant role in determining MAWIB's programmatic investments and
priorities. The use of nearly every grant or revenue stream included in MAWIB's budget, including WIA
funds, Is associated with a unique set of restrictions. For exam ple, the use of certain funds may be
fimited to training for a certain Industry sector, economic status (e.g., family income no greater than
150% of the federal poverty level), or life circumstance {e.g., dependents, residence within certain ZiP
codes). As a result, the grants and their corresponding stipulations often dictate the programs and
services that can be offered.

MAWIB’s 2009-2011 budgets are broken down by broad expenditure and revenue categories in Table 3.
Several trends are iImmediately apparent. First, while roughly twice as much funding was spent on youth
services as compared to adult services in 2009, the reverse was true in 2011. According to MAWIB
officials, the large increase in funding for adult services in 2011 was largely due to competitive grant
funding MAWIB received for its Transitional Jobs program. Second, revenue from government service
contracts has increased dramatically and remained steady after ARRA funds waned in 2011. Finally,
revenue from other, smalier sources has decreased substantialiy. Given the condition of the national
and local economy from 2009-2011, these trends are not surprising. High unemployment rates have
increased the demand for adult and dislocated worker services, while the weak economy also has
reduced the ability of smalier organizations and agencies to distrlbute substantiai grants or financial

assistance.

Table 3: MAWIB Budgets, 2009-2011

2010

Expenditures

Youth Services $5,153,051 $7.497,097 $4,590,268
Aduit Services $2,485,296 $4,987.341 $9,756,566
Dislocated worker services $4,394,217 $5,480,793 $4,216,386
Other $934 $83,705 $179,187
Management and generai $3,151,452 $3.873,703 $3,827,997
Total Expenditures 15,184,952 $21,922,629 $22,570,404

Revenues

Govemment service contracts $13,124,6680 $21,004,376  $22,223,386
Other revenue $1,736,229 $799,715 $183,042
Contributions £54,066 50 47.846
Total Revenue $14,914975  $21,804,091 $22,654,274
Change In net assets -$269,977 -$1186,538 $83,870

Source: MAWIB

it also shouid be noted that MAWIB's lack of flexible funding can be traced, at ieast in part, to
Wisconsin's heavy reliance on federal funding for workforce development activities and its relatively low
level of state appropriations, which would not be subject to the same restrictions. Federal funds
currently comprise more than 10 times the amount of state funding dedicated to employment and
training services in Wisconsin.® in addition, according to MAWIB officials, each of the nine other states
in the DOL's Region 5 contributes a larger percentage of the total funding supporting workforce efforts

 public Palicy Forum, July, 2012,
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in their states.? Additional funding contributions from the state couid provide much-needed flexible
funding to MAWIB and other workforce development boards in Wisconsin,

Program Data and Analysis

Since its transition from the PiC in 2007, MAWIB has made a number of efforts to track the performance
of its services and programs. Table 4 provides a sample of the data produced by MAWIB’s Efforts to
Outcomes database, which pulls together data from all MAWiB-funded programs. Although the data
only are avallable for two years and a selected number of programs, the tabie illustrates the scope of
MAWIB's services by dividing programs and services—and thelr participants—by category (e.g., adutt,
youth, FSET participants).

Table 4. MAWIB Efforts to Outcomes data

Ti109- Ti1110-
63010 63011
WIA and DOL programs (adult, dislocated worker, BSU)
Particlpants registered for ali services 4,031 3,207
Participants receiving pre-tralning services 4,295 4,730
Participants recelving intensive or support services 1,704 1,517
Participants enrolied in training (Includes QJTs) 2,212 1,848
Participants entered in Quiet Agent 2,012 712
Participants placed (unsubsidized) 9269 1,230
WIA and DOL. programs (Youth)
Participants enrolied year round and other programs and services 1,517 2,236
Participants receiving work readiness ceriificates 2,227 2,861
Earn & Learn appiications 4,542 1,811
Earn & Learn participants 1,507 1,234
Participants receiving Intensive or support services 1,517 2,236
Participants enroiled In vouchered training 25 35
Participants placed lg’unsubsldlzed) 110 259
FSET core programs
FSET participants 2,372 2,086
Participants in active job search 992 1,650
Participants enroiled in training 136 369
Participants that entered employment 758 976
Participants enroiied in ABE 313 244
Participants In ESL 83 24
Participants in GED/HSED 294 206
Participants in posi-secondary education 304 218
Other
Resource room visits for ali programs 88,923 120,709
Empioyer contacts for all programs 2,664 1,973

Source: MAWIB
Note: A list of acronyms Is provided in the appendix of this report.

* The DOL's Reglon S Is made up of the states of lowa, iilinols, Indiana, Kansas, Michigan, Minnesota, Missouri,
Nebraska, Dhio, and Wisconsin.
% FSET program data are for calendar years 2009 and 2010.

e e e ey
In Pathways to Employment
a Page 19

HE



These data reveal some noteworthy trends, including the foliowing:

e  Over the two-year period, roughly twice as many aduits were registered for WIA services compared
with youth, which follows MAWIB'’s recent budget emphasis on services targeting adults.

¢ While more than half of the WiA aduit and dislocated worker participants were enroiled in some
type of training, the same was true for only a small fraction of WiA Youth and FSET participants.
FSET is focused on job placement and supportive services rather than training.

e More than 200,000 visits were made to MAWIB’s resource room during the two-year period, which
shows the substantial number of individuals who are served by MAWIB-funded services without
formally enrolling in a program. This figure includes visits to the one-stop job centers and speclalty
centers offering MAWIB-funded services.

Table S provides more detailed performance measures from the July 1, 2010 through June 30, 2011
program year. Although the single year of data does not permit a trend analysis, it does illustrate job
placement, training completion, and industry credential rates associated with recently provided
services, when applicable. it is Important to note that the figures listed for training completions and
industry credentlals earned may be underreported, as those are self-reported by participants and their
case managers.”’

*7 MAWIB leaders currently are working with MATC to improve the tracking of training completions and Industry
credentials earned, and expect these data to be more accurately tracked moving forward.
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Table 5: MAWIB Performance Measures, July 1, 2010 - June 30, 2011

Placements or Industry
Subsidized Unsubsidized Training Credentials
WIA Programs # Seryved  Employment Employment Completions Earned

WIA Aduit™ 1,384 N/A 428 147 _ 82
HIRE Dislocated Workers 4,023 N/A 641 53 NA
WIA Youth (14 -18) 1,424 637 40 68 44
WIA Youth COC (18 - 21) 410 7 27 9 11
Total WIA P ms 7,241 644 1,136 277 137
FSET 2,360 N/A 72 128 NA
FSET Malch 838 NA 38 7 NA
Total FSET Program 3,198 L] 1,010 205 o
Other Pro Ormp P 0 c
CareerWorks - Retall 68 N/A 15 18 NA
CareerWorks - Healthcare 684 N/A 79 368 76
| Futures First Initlative (FF1) 241 158 1 2 2
MPS Summer 610 441 NA NA NA
DWD Summer 610 441 NA NA NA
Milwaukee Conservation
Leadership Corps (MCLC) — . . D )
Jobs far American Grads (JAG) 342 22 93 18 18
Job Readlness Tralning Inltiatives 493 NA NA NA NA
YouthBuild 220 173 47 95 96
Earmark Construction 76 76 35 33 33
Weatherization 58 58 13 38 38
Growing Milwaukes 82 82 3 _ 2 2
Project Second Chance/ Windows
E 1 66 NA 15 0 0
Milwaukee Works 456 408 20 15 8
Urban Forestry 35 35 12 18 42
Adult Build 90 111 20 87 128
Total - Other Programs 4,173 2,005 353 694 442

Total Resource Room Visits 120.‘?09as
Source: MAWIB

Note: A iist of acronyms Is provided In the appendix of this report.

hd49 400 0

This information shows that participants in the WIA adult, FSET, construction, and urban forestry
programs were the most likely to obtain unsubsidized employment, and participants in the CareerWorks
health care, weatherization, and Adult Build programs were among the most likely to complete a
training program and/or earn an industry credential. For some programs, the number served appears to

% For the WIA Aduit program, the number served Is the figure MAWIB reported to the Wisconsin Department of
Workforce Development through Its ASSET reporting system. Al other figures in this tabie are from MAWIB's
Efforts to Outcomes database,

* This figure may Inciude more than one visit for the same individual.
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be lower than the number placed and/or the number earning an industry credentiai due to the fact that
muitiple cohorts may cross reporting periods and participants may obtain multiple credentials. Overali,
the data show that while more than 14,000 clients were enrolied In a MAWIB-funded program, many
more individuals were provided with some type of service through visits to the resource rooms at the
one-stop job centers and MAWIB's specialty centers.

Challenges

As would be expected, one of the primary chalienges facing MAWIB and its workforce development
efforts has been the extended employment chalienges that have confronted many of Milwaukee
County’s residents. Milwaukee’s inner-city residents, particularly African-American males, have been
plagued by exceedingly high rates of unemployment for many years, a trend that worsened in the recent
recession. in 2008, slightly more than S0% of African American males in Milwaukee were employed; by
some estimates, less than 45% were employed in 2010.*° Only Detroit and Buffalo reported lower rates
of African American male employment.** Although not as extreme, employment rates for whites and
Hispanics in Milwaukee have decreased as well.

The sustained economic downturn also impacted regional employment conditions in other ways. For
example, the percentage of dislocated job seekers Increased dramatically. Based on some estimates, the
number of dislocated workers in Wisconsin nearly tripled between 2007 and 2009.%? As a result of the
increase In demand for training services and decline in available employment opportunities, state
workforce investment boards, including MAWIB, were forced to increase training efforts while under the
threat of overextension. Conditions for populations with previously high rates of unemployment (e.g.,
inner-city African American males) declined even further. As MAWIB budgets illustrate, these challenges
have generated a change in workforce development priorities from youth to adults.

At the same time that the demands on the local workforce development system increased, MAWIB was
threatened with reductions to some of its primary revenue sources. WA allocations to workforce
investment boards across Wisconsin declined by more than 26% between 2005 and 2012 — a trend that
may continue given federai budget pre:'».',ures:."a Although MAWIB has diversified Its revenue sources,
further cuts to Its WiA funds likely would impact service levels.

Funding from the State of Wisconsin has been characterized by similar instability. For example,
appropriations for transitional jobs programs had to be reinstated in the 2011 state budget by the Joint
Finance Committee and the governor after falling victim to an initial round of cuts. Finally, as MAWIB
budgets also illustrate, even smaller revenue resources can be impacted by a struggling economy as

0 Levine, Marc. “Race and Maie Empioyment in the Wake of the Great Recession.” January, 2012.
http://wwwé.uwm.edu/ced/publications/black-employment 2012 pdf

41 gehmid, John. “Empioyment of biack men drops drasticaiiy.” January 23, 2012. Milwaukee Journal Sentinel.
42 presang, Joel. “Money for retralning dispiaced workers s running out.” October 12, 2008. Mifwaukee Journal
Sentinel.

3 pybiic Policy Forum. Juiy, 2012,
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local foundations reduce contributions. in sum, the need for the services and programs provided by
MAWIB has increased dramatically as the stability of its available resources has become increasingly less
certain.

MAWIB faces an additional daunting challenge in that one of its primary tasks is addressing the needs of
Milwaukee citizens who face substantial barriers to empioyment. As shown in Tabie 6, only 29% of the
clients served by MAWIB’s seven largest adult-focused programs in state fiscal year 2011 had completed
any postsecondary education.* in fact, the percentage of MAWIB cllents with less than a high school
education or its equivalent is higher than the percentage that has attended some college or completed a
degree,

Table 6: Educational attainment of clients served by MAWIB's seven largest programs for aduits

fducational Attainment Total 56
Less than High School or Equivalent 2,222 | 31%

High School Graduate, GED, or HSED 2,842 | 40%
Some College or Associate degree 1,597 | 23%
Bachelor's Degree or Advanced Degree 403 6%
Not Answered 2,977
Grand Total 10,131

Source: MAWIB

The difficulty faced by MAWIB in securing employment for its cllentele is demonstrated by a May 2009
survey of more than 3,800 regional employers conducted by UWM’s Employment and Training institute,
which found that more than 89% of the fuli-time job openings and 81% of part-time openings In the
seven-county Milwaukee region (6,594 of 7,374 openings} required related work experience, a license,
or postsecondary education beyond a high school diploma.* Furthermore, according to a study by
Georgetown University’s Center on Education and the Workforce, 61% of job openings in Wisconsin in
2018 “will require at least some postsecondary education, whether it's a one-year certificate from a
technical college, a two-year associate degree, a bachelor’s degree or more.”*

This mismatch between the skills of the individuals It is seeking to serve and those required for a large
proportion of current and future job openings suggests that MAWIB's dual role in the city’s workforce
development system should be to develop and support programs that enhance the skill ievels of its

“ Data in this table Is for the period of Juiy 1, 2010 to June 30, 2011 and inciudes the following programs: WIA
Aduit, WIA Disiocated Worker, WiA Disiocated Worker Speclai Response, FSET, DCF Transitionai Jobs, ACF
Healthcare Training Institute, and NEG Nationai Emergency Grants.

* pawasarat, John et ai. “Survey of Job Openings in the 7 Countles of Southeastern Wisconsin: Week of May 25,
2009 August, 2009. http://wwwd.uwm,.edu/eti/2009/ReglonallobOpenings.pdf

* Herzog, Karen. “University of Wisconsin-Madison toid of positives in detaliing career prospects.” November 8,
2012. Milwaukee Journai Sentinel. http://www.jsoniine.com/news/education/universitv-of-wisconsinmadison-
toid-of-positives-in-detailing-career-prospects-is7ipn6-178019791.htm|
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clients, while at the same time supporting efforts to prepare and steer those clients into the available
jobs that do not require high levels of education, skills and experience.

Consequently, it would appear critical for MAWIB to tle its workforce development priorities not only to
those sectors identified as the most promising by the region’s economic development leadership, but
also to those that might provide a better match for the current education and skill levels of its job
seekers. Given the education and skill levels of the individuals it is mandated to serve, it wili be
chatlenging for MAWIB to match up those clients with jobs in many of the sectors targeted by economic
development leaders, such as water, financial services, and perhaps even advanced manufacturing. That
is not to suggest the individuals MAWIB serves cannot advance beyond low-skili, entry-level positions
through additional work experience and/or education, nor that the sectors targeted by regional
economic development efforts should change. it does suggest, however, that MAWIB ‘s role as the
entity serving those with the greatest barriers to employment demands a commitmentto a broad array
of services and strategies that respond both to the needs of key industry sectors and the needs of its
clientele.

Summary

MAWIB plays a central role in Milwaukee's workforce development system, administering and
monitoring the use of an increasingly diverse mix of federal, state, and private funds, helping to
coordinate the numerous public and nonprofit agencies that provide employment and training services
in Milwaukee County, and convening groups of employers and intermediaries to develop sector-specific
workforce development strategies and initiatives.

Based on the budget and performance data, qualitative descriptions, and trends discussed above, as
well as stakeholder interviews, it is apparent that the organization has made substantial progress in
addressing several longstanding concerns that previously had surrounded the PIC and the overal!
workforce development system. Notable MAWIB accomplishments since its inception in 2007 include
the following:

¢ An expanded and diversified budget that has accommodated a decline in WIA funds and the
explration of ARRA money. Enhanced diversification has been achieved largely by obtaining new
resources from federal grants and private sources, and by administering the FSET program.

« Adoption of an expanded array of meaningful performance measures. Those measures will be
valuable as a tool for directing resources as trends emerge concerning program quality and
effectiveness, particuiarly if funding pressures intensify.

¢ Enhanced efforts to coordinate local workforce deveiopment services via the establishment of the
Coordinating Council and ongoing strategic planning.
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¢ implementation of sector-based strategies in collaboration with major economic development
players and other workforce development stakeholders. Those strategies seek to identify and steer
resources toward programs that train workers for industries that ho!d the greatest potentiai for new
or continued employment opportunities.

Despite these signs of success, several interviewees still pointed to a questionable ieve! of employer
engagement, “turf batties” among key players, and an overall approach that appeared more social
service-oriented than career development-focused. In addition, despite MAWIB's efforts to engage In
reguiar strategic planning, some pointed to continued lack of a system-wide strategic vision, arguing
that while there is better connection between key piayers and programs, MAWIB and its leadership
have not defined a comprehensive vision of the goals and priorities of the workforce development
system as a whole,

With regard to “turf” issues, it should be noted that In some cases conflict is inevitable between
different workforce-related entities based on confiicting responsibilitles assigned by federal or state
programs, or federal or state contracting practices. For example, the Wisconsin Department of Chiidren
and Families Is transitioning to an enhanced “pay for performance” mode! for its W-2 program, which
will base funding for W-2 contracted agencies, in part, on their ability to achieve job placement and
other performance-related outcomes,*” (Milwaukee County’s W-2 agencies are discussed in greater
detall later In this report.) The change is likely to create an even more competitive environment that
may undermine the ability of key Milwaukee workforce development agencies to work collaboratively,
and that may even cause tension between those agencies and area employers.

Nevertheless, these perceptions indicate that the concerns raised by the City of Milwaukee’s own report
prior to its takeover of the PIC stlll linger to some extent.® As noted above, MAWIB has created a
Coordinating Counci! to improve service coordination and expand the participation of community
stakeholders, but it is difficuit to discern whether those positive steps have been broad and inclusive
enough to permeate throughout the city’s entire range of workforce development agencles and
employment sectors, or instead represent a starting point that merits further expansion.

Finally, while MAWIB has made efforts to allgn with Milwaukee’s economic development and business
leaders on sector strategles focused on manufacturing and other areas of perceived growth, our review
of the characteristics of MAWiB's target population ralses questions about where those efforts should
fall on the organization’s list of priorities. The requirements attached to MAWIB’s revenue sources
largely dictate which clients each program can serve, with most services targeting dislocated workers,
youth, and low-income aduits, typically with relatively low levels of education and work experience. As

“? Schuitze, Stave. “New contracts on horizon for state's W-2 agencies.” May 5, 2012. Miiwoukee Journal Sentinel,
http://www.isoniine.com/news/wisconsin/new-contracts-on-horizon-for-states-w2-agencles-v759krv-
150316195.htmi
b City of Miiwaukee. “A Review of the Milwaukee Workforce Deveiopment System and Recommendations for
improvement.” February 2007.

http://city. milwaukee.gov/Imagelibrary/Groups/Mayorauthors/SykesMRecomm. pdf
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such, many of the services provided by MAWiB-funded programs assist clients to develop basic
employability skills and support them in their job search efforts, as opposed to helping them to develop
occupation-specific skiils.

MAWIB is actively involved in WRTP's Manufacturing Council, and the new Mayor’s Manufacturing
Partnership represents a significant new investment by MAWI(B and the City of Milwaukee in the
manufacturing sector. Until 2012, however, MAWIB logically had placed a greater emphasis on other
sectors, including health care and retail/hospitality/tourism, two growth industries that require
relatively low skill levels for entry-level workers. Going forward, MAWIB will need to determine whether
its role in addressing the manufacturing skills gap — and similar efforts related to sector-based strategles
in water and energy — should be limited to coordination and targeted funding, allowing other entities to
take the lead.

Pathways to Employment
Page 26

ey
EEE
a



MILWAUKEE AREA TECHNICAL COLLEGE

Perhaps more than any other organizatlon, the Milwaukee Area Technical College (MATC) is looked to as
a principal generator of Milwaukee’s skilled workforce. MATC is a 100-year-old institution based In
downtown Mllwaukee and with regional campuses in Oak Creek, West Allis, and Mequon. With a total
annual enroliment of more than 50,000, including roughty 15,000 full-time equivalent students, MATC is
the largest of the 16 colleges that make up the Wisconsin Technical College System {(WTCS).

Founded as the Milwaukee Continuation School in 1912, the institution has adjusted to the reglon’s
needs and expanded over time. After becoming the Milwaukee Vocationai Schoo! in 1920, the school
shifted gears again during the Great Depression, adding a junior college that allowed students to take
both vocational courses to prepare for work when the economy improved, and academic courses that
gave them the option of transferring to a four-year school within the UW system.*® Thus, the institution
has offered both vocational programs and community college/four-year coilege transfer programs for
approximately 80 years. In 19689, ali of the vocational colleges in the Milwaukee area were combined to
form the Milwaukee Area Technical College.

General Structure and Activities

MATC operations and finances are overseen by its president and District Board, which is made up of
nine citizen volunteer members who serve three-year terms. State legislation adopted in March 2012
aitered the board appointment process and increased business representation from two to five of the
nine board seats, in response to a longstanding contentlon that MATC’s programming did not
sufficiently reflect the needs of area employers.™ The four non-business community members now
include a City of Milwaukee alderman, an MPS school board member, and two additional members. The
board appointment committee aiso was changed to consist of the county executive from Milwaukee
County and the county board chairpersons from Milwaukee, Ozaukee, and Washington counties. Board
appointments previously had been made by a group of more than 20 area schoo! board presidents.

MATC offers a vast array of educational programs — including approximately 70 assoclate degree
programs, 40 technica! dipioma programs, 80 certificate programs, and 25 apprenticeship programs —
through six academic divisions. The coliege aiso offers GED/HSED, ESL, adult enrichment courses, and
customized job training programs.

Each MATC occupational associate degree and technical diploma program is overseen by an advisory
committee comprised of approximately 8-10 employers In the associated field, adding another layer of
private sector involvement to the coliege’s operations. Advisory committees help guide program

® MATC. “The MATC Story.” http://matc.edu/mate_news/story of matc.cfm
% MATC 2012-2013 District Board appointments:
http:/fmatc.edu/matc news/2012 2013DistrictBoardAppointments.cfm
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development, expansion, and modificatlon based on regional market needs. According to MATC officials,
876 individuals currently serve on MATC program committees,

Program offerings for ail Wisconsin technical colleges are overseen and coordinated by the WTCS, which
seeks to ensure that program offerings align with demonstrated need and demand throughout the
state. WTCS has a rigorous process for creating new programs. A strong, data-supported case must be
presented for the program’s need and design, and offerings at neighboring institutions are taken into
account when new program proposals are reviewed.*

Collaborative Efforts

MATC interacts and partners with other Milwaukee workforce development organizations, including
MAWIB, in many ways. MATC's president serves on MAWIB’s board of directors, for example, and MATC
is represented on MAWIB's Coordinating Council. in addition, MATC Instructors teach courses in adult
basic education, basic computer literacy, GED preparatlon, and ESL at MAWIB's HIRE Center and the
three Milwaukee one-stop job centers, through their Learning Labs.

MATC also works with other workforce development organizations to develop training programs in key
industry sectors. For example, MATC faculty teach occupation-specific courses at the CareerWorks
Healthcare Training institute (HTi), a training and education center administered by MAWIB and the
Milwaukee Area Healthcare Alliance (MAHA) that offers customized services for individuals Interested in
heaith-related occupations. MATC also is a partner in MAWIB's other CareerWorks center, which
provides educatlon and training for job seekers to prepare for work in the retail, hospitality, and tourism
Industry.

MATC Is invoived in efforts focused on the manufacturing sector as well, participating In WRTP’s
Manufacturing Councii and the new Mayor's Manufacturing Partnership. With ongoing employer
concerns regarding the lack of qualified applicants for manufacturing jobs, MATC is adding welding to its
Mequon campus offerings and expanding welding programs at its other campuses. The college also
recently launched a new industrial techniclan apprenticeship program in collaboratlon with the
Wisconsin Department of Workforce Development. ¥

Based on employer demand, MATC developed a new facility in Oak Creek in 2007 called the Center for
Energy Conservation and Advanced Manufacturing (ECAMY}. in addition to providing students with a
cutting edge facility for associate degree and technical dipioma programs, the ECAM provides space for
customized training programs for area employers.

51 MATC - Designing new programs and courses: http://ecampus.mate.edu/accreditation/catl/p3.htm!

52 Engei, Jeff. “MATC, DWD announce manufacturing apprenticeship to address skliis gap.” 8/27/12. Business

Journal Serving Greater Millwaukee. htto://www.bizjournals.com/milwaukee/news/2012/08/27/mate-dwd-

announce-manufacturing.htmi
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in other key sectors, MATC is developing new programs in collaboration with economic development
and workforce development organizations. For example, several new programs related to the food and
beverage industry are being launched in partnership with the Milwaukee 7 and its Food and Beverage
(FaB} initiative. MATC aiso recently partnered with the Milwaukee Water Council to land a 5498,216
National Science Foundatlon grant to train regional workers in water technology fields.®

Budget and Finances

MATC had an operational budget of more than $265 million in 2011, making it the third largest
institution of higher education in Wisconsin, after UW-Madison ($2.7 billion) and UW-Milwaukee (5680
million).> The coliege’s primary source of revenue is the property tax it levies in its district, which
includes ail of Milwaukee County, a majority of Ozaukee County, and portions of Washington County.
Table 7 shows that the property tax accounted for roughiy 54% of MATC's total revenues in 2011. That
same year, instructional costs accounted for 52% of MATC's expenditures.

Table 7: MATC Revenues and Expenditures, 2011 {in miilions)

Source Revenuos % of Total Revenues
Property Tax $1428 53.7%
Federai Aid $41.1 15.6%
Tuition and Fees $26.4 9.9%
State Aid $25.8 9.7%
Contract Services $17.2 6.5%
Auxiilary/Entarprise $10.5 3.9%
Other Grants $2.0 0.7%
Totai $265.8
Talree Expenditures % of Total Expenditures
instruction $137.0 52.0%
Student Services $38.2 14.5%
Auxiiiary/Enterprise $24.6 9.3%
Depreclation $20.5 7.8%
Physicai Piant $17.9 6.8%
General institutionai $17.3 6.6%
instructionai Resources $5.0 1.9%
Interest $2.9 1.1%
Total $263.4

Source: MATC

*3 Business Journal Serving Greater Milwaukee. “Grant backs water technoiogy education in Miiwaukee.” 9/19/11.
http://www.bizjournals.com/milwaukea/news/2011/09/19/prant-backs-water-technology-education.html
*MATC 2011 Annuai Report: http://www.matc.edu/documents/upload /2011 Annual Report.pdf,
UW System 2010-2011 Budget Redbook: http://www.uwsa.edufbudplan/redbook/
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State aid provided about 10% of MATC's revenues in 2011, The state budget for 2011-2013 cut state aid
for all Wisconsin technical colleges by 30% and imposed a strict freeze on local revenue for technical
colleges during those two years.* Prior to passing the state budget, however, the state legislature
adopted Wisconsin Act 10, the highly contentious bill that required most public workers, including
technical coilege empioyees, to make increased penslon and health care premium contributions. With
MATC facuity contracts in place through 2014 — thus preventing the application of Act 10 requirements
until that time — and Act 10 tied up In the courts, it remains to be seen how the college will balance
revenue increases and spending cuts in crder to maintain existing programming.

Program Data and Analysis

in assessing MATC's role in Milwaukee’s workforce development system — as opposed to its higher
education system — we focus primarily on the college’s technicai diploma programs, which typically can
be completed in one year or less. Those programs allow Individuals who are unemployed or
underemployed to start a new career in a relatively short period of time. They differ from associate
degree programs, which generally take two years of full-time study to complete, and certificate
programs, which typlcaily are taken as part of a larger degree or diploma program.*® We also look at the
coliege’s customized training programs offered by its Office of Workforce and Economic Development
(OWED).

MATC's 47 technical diploma programs enrolled 3,260 students in the 2010-2011 academic year. Aimost
70% of those students had completed high schooi or earned a GED or HSED upon enterlng a technical
diploma program, and another 29% already had completed some college or earned a degree.” Thus, the
biggest difference between the educational attainment of the students entering MATC's technical
diploma programs and the population served by MAWIB is that a substantiaily higher percentage of
MAWIB's clients have not completed high school or earned an equivalent diploma. About 31% of
MAWIB's clients fall into that category compared with only 2% of MATC's students. Notably, the MATC
technical dipioma programs that previously had allowed students lacking a high school diploma or GED
to enroll - provided they passed an admisslons exam — no longer will be allowed to do so because of
racent changes at the federai level.

in the 2010-2011 academic year, 1,158 students graduated from one of MATC's technical diploma
programs, a graduation rate of 35.5%. It is important to note, however, that the enrollment figure
includes both full-time and part-time students, and approximately 82% of students enrolled in a
technical diploma program were enrofled part-time.*® Many part-time students take two or more years

%% Wisconsin Budget Project: http:
increasing.htmil

* Certificate programs aiso are avaliable as stand-aione programs.

*7 Data provided by MATC at the request of the Pubiic Poiicy Forum in November, 2012

*® program enroiiment and graduate data were provided by the Wisconsin Technicai Coiiege System in March,
2012,
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to graduate, while many others “job out,” meaning they find work partway through their program and
end their studies without earning a diploma.

Table 8 shows the technical diploma programs with total enrollments of more than 100 students in the
2010-2011 academic year. Five of the 11 programs with the highest enroiiment are in a health-related
fieid, while two of the top 11 programs are related to manufacturing. Overall, students enroiied in
health-related programs represent 1,533 of the 3,260 students in technical diploma programs —or 47%
- with the Nursing Assistant program alone accounting for 16% of the total enroliment, The students
enrolied in manufacturing-related programs represent 9% (304} of the total.

Table 8: MATC's technica! diploma programs with the highest total enroliment

2010-2011 2009-2010 2008-2009

Program Program Length

Enreliment Enroliment Enroliment

1 | Nursing Assistant 6 weeks 518 413 326
2 | Barber/Cosmetologist One yaar 256 233 208
3 | Practical Nursing One year 222 302 325
4 | Emergency Medical Technician One semester 177 162 120
5 | Medical Coding Speclalist One year 141 99 63

6 | Machine Shop Tool Operation One year 139 147 125
7 | Automotive Maintenance Techniclan One year 127 141 138
8 | Medical Assistant One year 126 137 140
8 | Electricity One year 123 139 128
19 | Welding One year 122 148 144
11 | Carpentry One year 109 120 97

Source: Wisconsin Technical College System

Employment Projections

By examining MATC's technical diploma program enroliment and graduation levels alongside
occupational job projections for the Milwaukee area, it is posslble to gain insight into how its workforce
pipelines allgn with anticipated job openings, While Job projections never are a perfect predictor of job
openings that actually will occur, projections from the Wisconsin Department of Workforce
Development {DWD) for the Milwaukee area (Milwaukee, Ozaukee, Washington, and Waukesha
counties} currently represent the best estimates publicly available,

In projections released in April 2011, DWD estimated that 61 occupations will have at least 100 annual
openings in the Milwaukee area between 2008 and 2018. Table 9 lists those occupations and indicates
whether MATC offers a related technical diploma or associate degree program. “Annual openings”
include both new jobs that are anticipated and existing positions expected to become vacant. “Typical
education and training path” is based on the most common path to each occupation, though other
paths also may exist. in analyzing these data, it Is important to keep in mind that there is not always an
obvious connection between a program and an occupation, and that programs often prepare students
for multiple occupations.
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Table 9: Projected annual regional job openings by occupation, 2008-2018

Cecupational Title

Annual
Openings

Typical Education and Training Path

1 | Cashiers Short-term on-the-job training
2 | Weiters and Waltresses 780 Short-term on-he-job training
3 | Customer Service Representatives ~ 690 Moderate-term on-the-job training
4 % N E f 860 Short-lerm on-the-job tralning
5 | Reglisterad Nurses = 600 Associate or Bachelor's
6 | Combined Food Preparation and Serving Workers. Including FasiFood 580 Short-term on-the-job training
7 | Parsonal and Home Care Aldes. ,_ : | 540 Shori-lerm on-the-job training
8 | Laborers and Freight, Stock, and Malerial Movers, Hand 440 Short-term on-the-job tralning
g [HomeHealth Bides ™ i 390 Short-term on-the-Job training
10 | Office Cladks, - 350 Short-term on-the-Job training
11 | Barienders 300 Short-term on-the-job training
12 [ Sailks Feps.’ ufac : s Chi 280 Work experience in a related occupation
13 | Janitors and Cleaners, Except Maids and Housekeeping Cleaners 270 Short-term on-the-job training
14 260 Short-term on-the-Job training
14 | Humsing Aldes. Ordadlas, 2 ftendants 260 Postsecondary vocational tralning
16 | Genaral and Operations Managers 250 Bachelor's Plus
16 | Truck Drivers, Heavy and Tractor-Trailer 250 Short-term on-the-job training
18 | Counter Attendants, Cafeterla, Food Concesslons, and Coffee Shop 240 Short-tarm on-the-job training
18 | Stock Clerks and Order Fillers ) 240 Short-term on-the-job tralning
20 | Human Resources, Training, and Labor Relatlons Specialists, Al Othars 230 Bachelor's
20 | Team Assemblers 230 Moderale-term on-the-Job training
20 ~ 230 Short-term on-the-job iraining
23 [ Racepilonisis and mation Clers = 220 Short-term on-the-Job tralning
24 | Preschool Taachers, Except Special Education 200 Bachelor's
24 | Elementary School Teachers, Except Special Education 200 Bachelor's
26 | Accountants and Auditors 190 Bachelor's
27 | Comectional Officers and Jallers = : : 180 Moderats-term on-the-job training
27 [ FirslLine Supervisorslifanagers of Office and Agministrative Support Workers 180 Work experience in a related occupation
27 | Mainlenance and Repair Warkers, Genaral . 180 Long-term on-the-job tralning
30 | Bookkeaping, Accounting, and Auditing Clerk 170 Moderate-term on-tha-job training
30 ara padialists, All Others 170 Bachelor's
a2l o Praciical 2 sed Yocafional N x 160 Postsecondary vocational tralning
33 | Dishwashera 150 Short-term on-the-job tralning
34 | Secondary School Teachers, Except Speclal and Vocational Education 140 Bachelor's
34 | Securty Guards 140 Short-tarm on-the-job tralning
38 | Cooks, Restauran 130 Long-term on-the-job tralning
36 | Execulive Secretaries and Administrative Assistants 130 Work experlence in a related occupation
36 | Food Praparation Workers. 130 Short-term on-the-Job tralning
36 | Malds and Housekeeping Cleaners 130 Short-term on-the-job tralning
36 | Metwork Systems and Data Communications Speclalists 130 Bachelors
36 | Shipping, Receiving, and Traffic Clerks 130 Short-tarm on-the<job training
36 | Teacher Assistants 130 Moderate-lerm on-the-job training
sl rs, Culiers, Sokd I 130 Postsecondary vocational tralning
44 | L tail Sales Workers 120 Work experience In a related occupation
44 | Haird-gsgecs. Hairs 3 cemelologisls. : 120 Postsecondary vocational training
44 | Hosts and Hostesses, Restaurant, Lounge, and Coffes Shop 120 Short-term en-the-job tralning
44 | Industrial Truck and Tractor Operators 120 Short-term on-the-job tralning
44 | Lifeguards, Ski Patrol, and Other Recreational Proteclive Sarvice Workers 120 Short-term on-the<jab training
44 | Sales Representatives, Services, All Other 120 Work experience In a related occupation
44 | Sodal and Human Services Assislants 120 Moderate-term on-the-job tralning
51 | Landscaping and Groundskeaping Workers 110 Short-term on-the-Job training
51 [ . : VR 110 Moderate-term on-the-job training
51 | Postal Service Mall Carriers 110 Short-term on-the-job training
51 [ Secrelanes. Excepl Legal, Medical and Exac 110 Moderate-tarm on-the-job tralning
85 | Computer ra Engineers, Applications 100 Bachelor's
55 | Computer Systems Analysts 100 Bachelor's
55 | Firefighters 100 Long-lerm on-the-job training
55 | Fitness Tralners and Aerobics Instructors =, 100 Postsecondary vocational training
56 | soy Techniclans. 100 Moderate-tarm on-the-job tralning
§5 | Recreation Workers 100 Moderate-term an-the-Job training
55 | Truck Drivers, Light or Delivery Services 100 Short-term on-the-job tralning

Source: Wisconsin Department of Workforce Deveiopment

Note: Occupationai tities highiighted in dark biue are those for which MATC has a reiated technicai dipioma
program, whiie those in iight biue represent occupations for which a reiated associate degree program is offered,
Assistance with defining occupation and program iinkages was provided by MATC research staff.
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According to these projections, “postsecondary vocationa! training” — a category that wouid include
MATC’s technlcai diploma programs — s the typical path to oniy five of the 61 occupations expected to
have the highest annual job openings in the Milwaukee area. Among those, MATC has programs
established for four. The coilege aiso offers programs related to all of the occupations that require an
associate or bachelor’s degree, though in many cases students must transfer to a four-year college and
complete a bachelor’s degree to quallfy for jobs in the associated field.

Overali, it appears that MATC's program offerings are generaily weil-calibrated to the educational
demands of the local job market. Short- or moderate-term on-the-job training is the most common
pathway to a majority of the occupations in the greatest demand {37 out of 61, or 61%), including
several of the occupations at the top of the iist in Table 9. MATC offers programs related to about one
third of those accupations. Some might argue that MATC shouid not focus its resources on programs in
fields that typically do not require postsecondary educatlon, particularly considering that many of those
occupations offer relatively low wages and benefits. A counter argument, however, is that though jobs
in many fields may not require post-secondary educatlion, dipioma hotders likely have a competitive
advantage over candidates with no postsecondary education for those jobs.

MATC’s emphasls on programs in the health care sector aiso appears justifiable when program
enroliment and graduate data is lined up with DWD's projected jobs data. The projections, for example,
show a high demand for Nursing Assistant program graduates, who would qualify for jobs as personal
and home care aides, home health aides, and nursing aides. UWM's 2009 survey of regional employers
also found that about one out of every four job openings at that time was in a health-related field.>®
Table 10 shows the enrollment and graduate data for the 15 largest programs, along with DWD’s job
projection data.® Programs have no job openings listed if it was unclear which occupations In DWD’s
projection data were related.

%° Pawasarat, John et ai. August, 2009.

 in some cases, the projections in this tabie inciude positions in muitipie reiated occupations. For exampie, the
Nursing Assistant projections inciudes Personai and Home Care Aides; Home Heaith Aides; Nursing Aides,
Orderiies, and Attendants, and the EMT projection inciudes firefighter positions, as they aiso require EMT training.
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Table 10: MATC program enroliment and graduate data compared with projected jobs

Projected
Annual Job
Opanings

Program 2010-2011 2010-2011
Length Enrollmant Graduatos

1 | Nursing Assistant 6 weeks 515 344 1,180
2 | Barber/Cosmstologist One yoar 256 15 120
3 | Practical Nursing One year 222 11 160
4 | Emergency Medical Technician (EMT) COne semester 177 134 130
5 | Medical Coding Speciallst One year 14 30 .
& | Machine Shop Tool Operation One year 139 26 110
7 | Automotive Maintenance Technician One yoar 127 26 120
8 | Medical Assistant One year 126 a3 110
8 | Electricity One year 123 20 00
10 | Welding One year 122 27 150
11 | Carpentry One yoar 109 28 70
12 | Phlebotomy Techniclan One semestar 93 34 -
13 | Alr Conditioning, Refrigeration and Heating One semester 72 141 60
14 | Dental Assistant {Shori-term) One semester 53 30 80
15 | Health Unit Coordinator 20 weeks 45 _o7 -

Source: MATC

There are severai occupations for which MATC is enrolling more students than the projected annual job
openings, but only one for which the number of graduates meets or exceeds the projections. it should
be noted, however, that while in many cases, there are far more jobs projected than annuai graduates,
the projections are for the four-county region, and Waukesha County Technicai Coliege (WCTC) also
produces graduates who compete for those positions. Also, new graduates from the region’s technica!
colleges are not the oniy source of qualified workers who fill open jobs. Many openings are filled by job
seekers who are reentering the workforce, individuals participating in employment and training
programs offered by other area agencies, and individuais new to the Milwaukee area. Based on the
number of graduates, however, it appears that several programs could be expanded to meet expected
needs, though WCTC data presented later in this section sheds additional light on this matter. in
addition, as noted above, graduation levels may not be the best barometer of assessing program
performance, as students in some programs find employment before completing all of the coursework
required for graduation.

Program Budgets

While MATC budgets at the department rather than program level, college officiais were able to provide
estimates of each technical dipioma program’s total expenses for faculty salaries and benefits, which
give a sense of the workforce development areas in which the college is investing the greatest
resources. The figures in Chart 2 are prorated based on fuli-time equivalent (FTE) faculty members. in
some cases, multiple diploma programs in the same field or closely related fields are included together.
in total, MATC spent approximately $12.5 million during the 2010-2011 academic year on faculty
salaries and benefits associated with the college’s technical diploma programs.
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Chart 2: MATC technical diploma programs with the highest total spending, 2010-2011

| -

| Nursing Assistant/Practicai Nursing $2,679,295

Barber/Cosmetoiogy $1,358,335

‘ Auto Maintenance Technician $1,330,727
i Electricity $843,825
Machine Tooi $716,191

! Weiding | $679,015
Emergency Medicai Services $511,388
i Carpentry $508,879

Dentai Assistant/Hygiene _ $452,161

Aviation Technician $439,192

T
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Source: MATC

Given that the Nursing Assistant and Practical Nursing programs are among the top three programs in
terms of enroilments and graduates each year, it follows that those combined programs would have the
highest total spending. Together, they account for $2.7 milllon, or 22% of the total. Several other
programs that are among the highest in total spending (Electricity, Welding, Emergency Medical
Services, and Carpentry) also are among the programs with the highest enroliments and graduates.

On the other hand, two of the 10 departments with the iargest budgets ranked particuiarly low
compared with other MATC programs in terms of number of graduates. In 2011, the enroliment for the
Barber/Cosmetoiogy program was the second highest among all technical diploma programs, at 256, but
only 15 students graduated that year. Despite the fact that a iicense is required to work as a barber or
cosmetologist in Wisconsin, it appears that many students in MATC’s Barber/Cosmetology program are
only completing the coursework necessary to gain basic skiils, according to MATC officlals. To address
this problem, MATC recently decided to separate Barbering from Cosmetology, creating a new and
shorter Barbering program that aliows interested students to graduate more quickly with the basic skil!
set they desire.

The Aviation Technician program, meanwhile, only graduated one student. According to MATC officials,
however, students in the Aviation Technician program typically achieve Federal Aviation Administration
(FAA} certification and are placed In jobs before completing thelr degree. The student-faculty ratio of
the Aviation Technician program also is very iow, a major factor in program cost.
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Some have argued that MATC ought to channel the greatest resources into programs that prepare
students for the occupations in the highest demand, such as those in heaith-related fieids, and into
programs that provide the greatest benefits to the regional economy, such as those reiated to the
export-oriented fieid of manufacturing. That appears to be occurring to a greater extent in the case of
health care than manufacturing, though this could change in the 2012-2013 academic year as MATC is
making significant new investments in manufacturing fields, as previously described in this report.

Ultimately, MATC's level of investment in indlvidual programs is infiuenced both by college planning and
by student demand. in the past, coliege officials have cited difficulty in filling seats in some
manufacturing-related programs because of low student demand, and have stressed the importance of
baiancing the needs of area employers with the need to provide sufficient capacity in those programs
that are sought most by students. Now that the college Is reacting to employer demand by expanding
manufacturing programs, It is possible that additional efforts will be needed to attract students to those
programs.

MATC and Waukesha County Technical College (WCTC)

To provide additional context for the preceding analysis of MATC enrollment and graduate data, we
examined similar data for Waukesha County Technical College {WCTC) as weii. WCTC students also fill
jobs in the Milwaukee region, and WCTC is an alternative option for empioyers seeking customized
training opportunities for potential workers. in addition, the occupatlonal job projection figures
prepared by the State of Wiscansin target the four-county area of Milwaukee, Ozaukee, Washington,
and Waukesha counties, which Is an area served by both MATC and WCTC.

WCTC enrolled approximately 2,200 students in technical diploma programs in the 2010-2011 academic
year. Table 11 shows WCTC'’s technical diploma programs with the highest totai enroilments. As with
MATC, many of the programs with the highest enroliments (seven of the top 10} are in health-related
fields. A total of 128 students were enroiled in manufacturing-related programs, accounting for only 6%
of total technicai diploma enroliments, a lower rate than at MATC.
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Table 11: WCTC's technical diploma programs with the highest total enroliment, 2010-2011

Program 2010-2011 2010-2011
Length Enrallment  Graduates

Program

1 | Nursing Assistant 6 weeks 689 658
2 | Emergency Medicai Technician One semester 204 180
3 | Medicai Assistant One year 180 25
4 | Phiebotomy Techniclan One semester 90 21
5 | Metai Fabrication/Weiding One year 85 28
6 | Truck Driving One semester 83 60
7 | Practicai Nursing One year 82 54
8 | Medical Coding Speciaiist One semester 7 14
9 | Food Service Production One year 56 2
10 | Barber/Cosmelologist One year 49 16
11 | Criminai Justice -~ Law Enforcement One semester 46 46
12 | Facilities Malntenance Cne year 43 15
12 | Machine Tool Operation One year 43 4
14 | Dentai Assistant (Short-lerm) One semester 41 26
14 | Office Technology Assistant One semester 41 10

Source: Wisconsin Technicai Coiiege System

in the 2010-2011 academic year, a significantly higher ratio of students graduated from WCTC programs
than from MATC programs. For example, in the Nursing Assistant program, which had the highest
enroliment of any technical diploma program in both colleges in each of the last three years, 96% of
WCTC's enroliees graduated, as compared to 54% at MATC. indeed, as shown in Table 12, 59% of the
enrollees in all WCTC technicai diploma programs in 2010-2011 reached graduation, compared with a
36% ratio for MATC's technical diploma programs.

Table 12: Comparison of MATC and WCTC technical diploma programs

0t0-20 010-20 cl 0 Acad ala

MATC 3,231 1,158 35.8% 26.3% 71.5%
WCTC 2,199 1,235 59.0% 18.6% 21.8%

While the vast majority of students are part-time at both institutions, a likely factor in the difference in
graduation ratios is that the two colleges serve very different populations. In particular, poverty is a far
greater issue for MATC'’s student body as compared with that of WCTC, with the percentage of students
deemed “economically disadvantaged” over three times higher at MATC than at WCTC.® In addition, a
higher percentage of MATC students are considered academically disadvantaged, meaning they qualify

®1 The federai definition of “economicaily disadvantaged” is any individual or member of a family who receives
need-based financlal assistance, or whose income is at or beiow the poverty ievei as defined by the U.S.
Department of Heaith and Human Services, according to a definition provided by the Wisconsin Technicai College
System.
%
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for specific grant-funded services or academic support because thelr reading or math test score is below
a 9™ grade levei, or because of a weak academic transcript.”

To see how the pipelines generated by the two regional technical colleges compare with projected jobs
in the region, in Table 13 we combine the enroliment and graduate data for technical dipioma programs
at MATC and WCTC with DWD's job projections. in most cases, combined enroliments exceed the
number of projected annuai job openings, but combined graduate numbers generally fall at or beiow
the projections. The number of Nursing Assistant and Practical Nursing graduates, for exampie, is close
to the number of projected jobs in those high-demand fields. in several other areas, the number of
graduates falls far short of the projections, including manufacturing-related programs (Machine Shop
Tool Operation and Welding), as weil as Barber/Cosmetology, Automotive Maintenance Technician, and
Eiectricity. While in many cases students may be “jobbing out” before graduating, an increased focus on
improving student retention in those programs may be needed. According to MATC officials, new
retentlon efforts are being implemented to address this problem.

Tabie 13: MATC and WCTC combined 2010-2011 enroliments compared with job projections

2010-2011 2010-2011 Projected
Combined Combined Annual Jeb
Enroliments Graduates Openings

1 | Nursing Assistant 1,204 1,002 1,190
2 | Barber/Cosmetologist 308 3 120
3 | Practical Nursing 304 165 160
4 | Emergency Medical Technician as1 314 130
5 | Medical Coding Speclallst 212 44 -
& | Machine Shop Tool Operation 182 30 110
7 | Automotive Maintenance Technician . 145 37 120
8 | Medical Assistant 306 58 110
9 | Electricity 123 29 90
10 | Welding 207 55 150
11 | Carpentry 109 29 70
12 | Phlebotomy Technician 183 55 -
13 | Alr Conditioning, Refrigeration and Heating 72 41 60
14 | Dental Assistant (Short-term) 94 56 80
15 | Health Unit Coordinator 78 30 -

Office of Workforce and Economic Development

in addition to providing technica! diploma programs as a means of providing relatively short-term
training or educatlon iinked to specific occupations, since the 1980s MATC has maintained an office
specifically dedicated to workforce training and education, outreach, and economic development
activities. The OWED develops contracts with for-profit businesses, nonprofit agencies, governmental
agencies, service organizations and associations to develop customized tralning programs for incumbent
and newiy-preparing workers. OWED also administers a variety of grants, oversees a majority of MATC's

€2 pefinition provided by Wisconsin Technicai Coiiege System. Students enroiied in Engjish as a Second Language
courses are exciuded, as are students identified as hearing or visuaily impaired or disabied.
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continuing education programs, and serves as a partner for economic development strategies and
inltiatives in the Milwaukee area,

OWED’s customized training capabilities make it unique in the Milwaukee area. While many OWED
contracts are geared toward improving the skills of incumbent workers, the office also does a substantial
amount of contract work with agencies serving unemployed clients, inciuding MAWIB. The programs
compieted for MAWIB have targeted dislocated workers and have been aimed at developing specific
skill sets and providing students with the com petencies necessary to enter the workforce.* Altogether,
contracts accounted for about 43% of OWED's revenue In 2010-2011, as shown in Table 14.

Table 14: OWED budget and activities summary, 2010-2011

OWED Activity Estimated Number of Number of
Revenues Students Companies

Contracts $2,045,087 5,240

Grants -Workforce Advancement Training {(WAT) $305,671 181 8

Grants - Manufacturing Skill Standards Councll (MSSC) $143,000 120 5

Grants - Community Based Job Tralning (WISTEC) $200,000 162 8

Grants - FoodShare Employment and Training (FSET) $1,000,000 878 NA
Grants - Other $175,000 a0 4

Continuing Education $917,952 5,525 NA
Totals 54,786,710 12,186 60

Source: OWED

MAWIB aiso contracts with OWED to provide pre-vocational training and career readiness services for
participants of the FSET program. The training programs teach a variety of skills, including basic
computer and financial skills, as weli as general skills related to construction, manufacturing, culinary
arts, health care, and other fields. FSET program participants aiso receive case management and support
services through the PACE program, which is aimed at heiping students successfully compiete diploma
and degree programs. in 2010-2011, the FSET grant provided approximately 21% of OWED’s revenue.

OWED's capacity Is limited by the need to coordinate the use of faciiities with MATC programs, but the
office plays a critical training role in Milwaukee's workforce deveiopment system.

Summary

MATC, along with MAWIB, is at the core of Milwaukee's workforce development system. While
assoclate degree and four-year college transfer programs are major components of MATC’s offerings,
the college’s primary role in the workforce development system is to provide job seekers and employers
with occupation-driven programs and services, ranging from OWED's short-term, customized training
programs for specific empioyers to technical diploma programs that take up to one year of fuli-time

“® OWED Annuai Report, 2010-2011: htto://www.matc.edu/OWED/upload/OWED Annual Report 2011.pdf

i
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study to compiete. The capacity of MATC to provide pre-employment and occu pation-specific skilis
training to job seekers is unmatched by any other organization in the Milwaukee area.

MATC’s technical diploma program offerings seem generally attuned to the demands of the Milwaukee
area job market, as estimated by DWD. in tandem with those offered at WCTC, most MATC technical
diploma programs seem to be appropriately scaled in relation to job projection numbers, though in
many cases retention appears to be a problem. That seems particuiarly true for programs lasting a fuii
year, which generally seem to have lower graduate-to-enroliment ratios than programs lasting one
semester or less. increased efforts to retain students may be needed, and/or several programs may
need to be scaled up in order to produce a sufficient number of graduates.

While program advisory councils and the MATC board help to determine the size of individual programs,
student demand is a significant factor as weil. A key question is the extent to which MATC should design
its programs and course offerings based on those fieids projected to experience growth, as opposed to
those that appear to be most heavily demanded by students. Currently, job projection data is far from
perfect, though in addition to DWD's projections, MATC officials utilize job projection data produced by
EMSI, a private consultant. {(WTCS now requires MATC and all technical colleges in the state to utiiize
EMSi data as part of the program development process.) in addition, the Governor’s special consuitant
on economic, workforce and education development recently proposed the creation of a new and
improved job tracking system that could aid in efforts to scale programs more precisely.®

Among Milwaukee-area organizations, MATC and WCTC appear to be in the best position to prepare
Milwaukee’s workforce for jobs in manufacturing and other industry sectors widely viewed as being able
to drive economic growth in the region, as training beyond a high schoo! dipioma is required for most
available positions. A critical consideration, however, Is that chronicaily unemployed individuals in
Milwaukee often require additional supports and remediation in order to qualify for and complete thase
programs and succeed in those fields.

# sullivan, Tim. August, 2012.
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OTHER MAJOR WORKFORCE DEVELOPMENT ORGANIZATIONS
W-2 agencies

The Wisconsin Works (W-2) program is a federaily-funded program for low-income families with
dependent children. The program replaced the Aid to Families with Dependent Children (AFDC) program
in 1997, adding a work-based component that required most enrollees to particlpate in the workforce.
The services provided by W-2 include emplioyment preparation services, case management, and cash
assistance to eligible families. Employment preparation services often inciude placements in subsidized
and supported jobs where clients gain on-the-job work exparience.

W-2’s blend of empioyment-related services and cash benefits has given the program a mixed identity
as both a workforce deveiopment program and a public assistance program. There is no doubt,
however, that the W-2 program and the agencies that administer it are significant elements of
Milwaukee’s workforce development landscape. in state fiscal year 2012, the totai funding aliocated to
W-2 agency contracts in Mitwaukee County was $198.9 million, inciuding $91.2 million for W-2 services
and administration and $107.7 milllon for ciient cash benefits. 5

The state currently contracts with six agencies to provide W-2 services in Milwaukee County: MAXIMUS,
Policy Studies, Inc. (PSi), Public Consulting Group (PCG), Sociai Development Commission {SDC), United
Migrant Opportunity Services (UMOS), and YWCA. Four of the agencies serve W-2 clients in designated
areas: MAXIMUS serves the central and southwest portions of Milwaukee County; PSi the north; UMOS
the southeast; and YWCA the northeast. The SDC acts as the “front door” agency, handiing eligibliity and
emergency assistance, and PCG works with clients who qualify for Supplementai Security Income (SSi)
payments through Social Security. The four primary W-2 agencies refer ciients to PCG, as appropriate.
Table 15 shows the funding distribution to each of the contracted agencles for services, program
administration, and client cash benefits.

Table 15: Milwaukee County W-2 program budget summary, SFY 2012
Agency W-2 Services & Admin. Client Cash Benefits Tatal W-2 Contract

TOTAL

Source: Wisconsin Department of Chiidren and Famiiles

$91,177,712

$107,710,254

MAXIMUS $30,677,078 $39,381,642 $69,958,720
PCG $3.676,934 $5,126,827 $6,803,761
PSI $15,464,411 $18,826,317 $34,290,728
SbC $15,761,310 $9,065,442 $24,826,752
UMOS $16,891,513 $23,292,798 $40,184,311
$8,808,466 $12,017,228 $20,823,694

$108,887,966

* Wisconsin Department of Children and Families.
http://def.wisconsin.gov/memos/dfes/2011/pdf/dfes11 04 attachment?2.pdf
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The Wisconsin Department of Chiidren and Families (DCF), which administers the W-2 program, is
planning significant changes to Milwaukee County’s W-2 agency contracts in 2013, eliminating two of
the current participants {SDC and PCG) and adding two new ones. YWCA no longer wiil be a primary
agency, but will subcontract with one of the new agencies, America Works, to carry out the functions
currently handled by the SDC and PCG. in addition, MAXIMUS acquired PSi in April 2012, reducing the
participating agencies further. in 2013, the W-2 caseload wili be distributed among the following four
contracted agencies:

«  America Works - East Central Region

= Ross innovative Empioyment Solutions - West Central Region
»  United Migrant Opportunity Services (UMOS) - South Region
s MAXIMUS - North Reglon

As previously mentioned in this report, the state aiso Is making changes to the way in which W-2 funding
is distributed to contracted agencies. Rather than annual lump sums, the new “pay for performance”
model will provide W-2 agencies with a base rate per ciient and bonus payments for achieving job
placement and other performance outcome goals.® According to DCF officials, some W-2 agencies have
not served their clients effectively in the past, and the changes are being made to encourage
“organizational efficiency, accountabiiity and equal access.” Concerns have been ralsed, however, that
with increased pressure to place cllents in jobs, tensions could heighten between W-2 agencies as they
seek relationships with area employers.

In addition to providing W-2 services, MAXIMUS, UMOS, and YWCA also are designated as Milwaukee
County’s one-stop job centers. All of the agencies providing services at the one-stop job centers pay for
a portion of the indirect costs associated with those centers based on the size of the program(s) they
offer. Since W-2 is the largest program provided at the one-stop job centers, federal funding from W-2 is
the centers’ largest source of support. The W-2 agencies’ designation as the one-stop job centers
demonstrates their prominent role in Milwaukee’s workforce development system.

The W-2 agencies coilaborate with Milwaukee's other workforce development organizations through
the one-stop job center system and through participation in MAWIB’s Coordinating Council. The
president of UMOS also serves on MAWIB's board of directors. Additionally, YWCA and the Milwaukee
Area Health Education Center {(AHEC) together form the Milwaukee Area Healthcare Alliance (MAHA},
which works with MAWIB to direct and staff the CareerWorks Healthcare Training Institute (HTI).

WRTP/BIG STEP
Milwaukee is home to severai industry-specific organizations that serve as workforce intermediaries

between area employers and workers. WRTP/BIG STEP, which focuses on the skilled trades, is perhaps
the most prominent among them. Origlnally two separate organizations, the Wisconsin Regional

% Schuitze, Steve. May 5, 2012
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Training Partnership (WRTP) and BiG STEP (Buiiding industry Group Skilied Trades Employment Program)
joined forces in 2001 with a mission to “enhance the ability of private sector organizations to recruit and
deveiop a more diverse, qualified workforce in construction, manufacturing and emerging sectors of the
regional economy.”®’

WRTP/BIG STEP works with area employers, unions, technical colieges and others to develop customized
training programs, which provide empioyers with workers who are trained to fill specific vacant
positions whiie aiso helping unemployed residents to gain the skilis necessary to obtain quality, “family-
supporting” jobs. One highly pubiicized example of these efforts was the organization’s 2011
partnership with Milwaukee Gear, a ioca! manufacturer. With financial support from MAWIB and
training provided by WCTC, WRTP/BIG STEP facilitated the process that uitimately led to the
employment of 28 new machinists at Milwaukee Gear over the course of one year.®®

In addition to developing customized training programs, WRTP/BIG STEP has developed generai, pre-
employment training certificate programs, in partnership with MATC and WCTC, for numerous
occupations, including carpentry, machining, welding, heavy highway construction, underground
constructlon, and utility line construction. The organization also connects individuals with one-on-one
tutoring services to prepare them for apprenticeship exams.

While WRTP/BiG STEP's work Is “industry-led,” what makes the organlzation's model unique is its
emphasis on fostering robust industry partnerships involving employers, workers, labor unions, and
industry associatlons. With many partners at the tabie, WRTP/BIG STEP develops sector strategies
intended to connect regional workforce development and economic development efforts. For example,
the organization currently Is working to better position the region’s construction industry for market
recovery, and is nurturing industry commitments aimed at promoting growth in the construction sector.

WRTP/BIG STEP’s revenue comes from a broad mix of public and private sources, as shown in Table 18,
MAWIB was the second largest revenue provider to WRTP/BIG STEP in 2011, accounting for 13% of the
total, while fees charged to employers for customized training services were the largest source, at 24%
of the total.

& \WRTP/BIG STEP: htto://www.wrtp.orefindex.ohp

% sandler, Larry. “Barrett to unveil custom-tailored job training plan.” Milwaukee Journal Sentinel.
http://www.jsonline com/news/milwaukee, barrett-to-unveil-customtailored-job-training-plan-v545b5t-
139166399.hitmil
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Table 16;: WRTP/BIG STEP Budget Summary, 2011

Empioyer Services Fees £634,573
MAWIB $349,509
Miiwaukee Metropoiitan Sewerage District $274,850
Stale of Wisconsin - Department of Transportation $225,790
State of Wisconsin - Department of Commerce $192,631
City of Milwaukee $150,122
Wisconsin Manufacturing Exiension Partnership $124,499
Capital Campaign $102,750
Other - Federai $76,777
Other - State $69,079
Other - Private $108,562
Other - Misceilaneous $194,546
Total Revenue $2,593,6688
Exponditures 2011 Total
Program Services:
Employment Services $725,275
industry Services $333,579
Department of Transportation $204,268
Blg Step Apprenticeship Preparation $201,607
Youth Services $68,120
Other Programs $109,733
Triada Empioyment Service, LLC $591,602
Management and Supporting Services $167,443
Total Expenditures $2,401,627

Source: WRTP/BIG STEP

On the expenditure side, “empioyment services” accounted for 30% of total expenditures, and another
25% paid for services provided by Triada Employment Services, a staffing company that was formed by
WRTP/BIG STEP several years ago.

Table 17 gives an overview of WRTP/BIG STEP's 2011 performance autcomes. While most of the
organization’s services are provided in the Milwaukee area, WRTP/BIG STEP does provide services in

other parts of the state, inciuding Dane County.

Table 17: WRTP/BIG STEP Activity Summary, 2011

Activity 2011 Total
Employers Served 197
Individuals Served 1,268
Individuals Trained 691
Individuals Placed 246
Youth Served 219
Apprenticeship Prep 235

Source: WRTP/BIG STEP
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WRTP/BIG STEP also is an active member of the Mayor’s Manufacturing Partnership, using the
refationships it has developed with area manufacturers to direct participants to manufacturing industry
training programs provided by area employers and MATC, and to faclilitate the direct placement of
participants into avaliable positions.

WRTP/BiG STEP and its workforce intermediary made! have been featured in multipie nationai studies in
recent years, and the organization has been iauded frequentiy for its efforts.® with manufacturing
experiencing an uptick in the Milwaukee area over the past year, and with the iaunch of the Mayor's
Manufacturing Partnership, WRTP/BIG STEP’s role in Milwaukee’s workforce development system also
may be on the rise.

Milwaukee Area Workforce Funding Alliance

The Milwaukee Area Workforce Funding Alliance (MAWFA) was formed in 2008 as a consortium of
public and private workforce deveiopment funders and service providers. The organization’s aim is to
allow local foundations and workforce development agencies to align contributions and coordinate
efforts, while also Improving the region's standing as it competes for additional direct funding for
workforce development from national foundations and the federal government.

The development of MAWFA took place in the context of a nationa! movement to develop regional
organizations focused on coordinating private sector workforce development funding in support of
sector-based training and workforce partnerships. That movement was driven in part by a Boston-based
coaiition of national and iocal foundations known as the National Fund for Workforce Solutions (NFWS),
which provided initlai funding that helped iaunch MAWFA.”™ There are currently 30 regional funding
organizations across the country, including one in Wisconsin Rapids.

A majority of MAWFA members are local foundations and major reglonal employers, but several public
sector agencies are members as well, including MAWIB and MATC, The complete list of MAWFA
members is shown below.

Annie E. Casey Foundaticn

Aurora Health Care

Chiidren’s Hospital

City of Milwaukee Community Development Grants Administration
City of Milwaukee/Office of Environmentai Sustainabllity

City of Milwaukee/Office of Mayor Tom Barrett

City of Milwaukee/ Municipal Court

e & & & & ¢ @

® Pubiic Private Ventures. “Tuning in to Locai Labor Markets: Findings From the Sectorai Employment Impact
Study.” Juiy, 2010,
http://www.issuelab.org/research/tuning in to local labor marksts findings from the sectoral employment |

mpact study
™ Nationai Fund for Workforce Solutions: http://www.nfwsolutions.org/
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Columbia St. Mary’s

Faye McBeath Foundation

Froedtert Hospitai

Greater Miiwaukee Foundation

Helen Bader Foundation

Housing Authority City of Milwaukee

JP Morgan Chase Foundatlon

Manpower Foundation

Metropolitan Mllwaukee Sewerage District

MiilerCoors

Milwaukee Area Technical College (MATC}

Milwaukee Area Workforce Investment Board (MAWIB})
Northwestern Mutual Foundation

Rockweii Automation

The Foundation of the Wisconsin Automobite & Truck Dealer Association {(WATDA)
The Harley Davidson Foundation

United Way of Greater Milwaukee

Waukesha, Ozaukee, Waukesha Workforce investment Board (WOwW)
Wheaton Franciscan

Zilber Family Foundation

MAWFA Is a funding and coordinating body that does not provide direct services. The organization
works to align the contributions of MAWFA member organizations, and at times pools resources for
initiatives MAWFA members decide to pursue jointly. Excluding MAWIB, MATC, and WOW, MAWFA
members invested more than $9 million into local workforce development efforts in federal fiscal year
2011."

Whiie originally formed with the main objective of promoting coordination and coliaboration among
loca! philanthropic entities that fund workforce development activities and partnerships, MAWFA also
has successfully applied for several major grants as a part of a group of regionai funding collaboratives
from throughout the country. The fargest grant was from the ARRA-funded Pathways Out of Poverty
initiative in 2009, which MAWFA and four other workforce funding collaboratlves (from Chicago,
Detroit, Los Angeles, and Phlladeiphia) received jointly in partnership with NFWS and Jobs for the
Future, a nationa! nonprofit organization. MAWIB's portion of the grant was $1.1 milllon. Funding for
that initiative was received between 2010 and 2012 and distributed to seven local partner agencies,
including WRTP/BIG STEP, which provided education, training, job placement, and retention services
focused on the construction sector and green industries.™

According to MAWFA, seven of the nine performance targets it had established for its Pathways Out of
Poverty program have been met, including total participants served, total participants compieting

™ pata provided by the Milwaukee Area Workforce Funding Alliance at the request of the Public Policy Forum.
72 prilwaukee Area Workforce Funding Alliance; htto://www.milwaukeewfa.org/Pages/ PathwaysOutofPoverty aspx
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training, and totai job piacements in unsubsidized positions. Table 18 shows the Pathways Out of
Poverty outcomes data.

Table 18: Pathways Out of Poverty performance data, 2010-2012

Actuai as of
10/17/12

Target

Total participants served 300 521
Total entering training 300 508
Total receiving basic education services 200 128
Total receiving supportive services 205 112
Total completing training 270 293
Total receiving credential 190 249
Total unsubsidized placements 246 260
Total training-related unsubsidized placements 225 258
Total placement retention (two quarters) 197 204

Source: Miiwaukee Area Workforce Funding Aliiance

Another grant of $600,000 came from the Corporation for National and Community Services and the
NFWS through its Social innovation Fund in 2010.” That grant supports capacity-building activities for
loca! organizations engaged in workforce development efforts, and Is a two-year renewable grant
requiring a one-to-one match of local dollars. A third grant of $901,200 was received in 2011 from the
U.S. Department of Labor’s Green Jobs innovation Fund and is being used to support MATC and other
agencies in providing workers with job training In renewable energy occupatlons. Performance targets
have been set for the Green Jobs Innovation Fund as well, but that program is funded through June 2014
and outcomes data are not yet avaiiable.

Overall, it appears that MAWFA has facilltated greater cooperation among private sector stakeholders
and attracted additional funding for workforce development to the Milwaukee area, though it is unciear
how much of the overall workforce development funding contributed by MAWFA members represents
new versus continued investment. There are indications that coordination between MAWIB and the
MAWTFA could be Improved through joint planning, particulariy given that both organizations are
dedicated, in part, to coordinating workforce development investments. Given the combined resources
and infiuence of the two organizations, It is crucial that they work together effectively.

Division of Vocational Rehabilitation

The Vocational Rehabilitation Act, administered by DWD's Division of Vocational Rehabilitation (DVRY),
offers counseling, training, job placement, and case management services for individuais with mental or
physlicai disabilities, and training and technical assistance related to disabiiity employment issues for
empioyers. in 2012, Vocationai Rehabilitation Act funding represented the second largest workforce

7 Miiwaukee Area Workforce Funding Alilance:http://www.milwaukeewfa.org/Pages/SociallnnovationFu nd.aspy
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development funding stream in Wisconsin, after W-2. in fact, not including the portion of W-2 funding
dedicated to ciient cash benefits, Vocational Rehabilitation Act funding was the largest.

In Milwaukee County, DVR services are delivered at three locations, including two of the one-stop job
centers (YWCA and UMOS) and a third, stand-alone location on Milwaukee’s narthwest side. Vocational
rehabilitation services are coordinated with other workforce deveiopment services via the one-stop job
centers and through DVR participation in MAWIB's board of directors and Coordinating Council.

One of DVR’s key services is to develop individual employment plans for each client. The empioyment
plans assess the client’s career goals, identify the services needed to help the client advance toward
those goals, and determine how the resources to pay for needed services will be acquired. According to
DVR officials, there are currently 3,202 active DVR employment plans for individuals with disabilitles in
Miiwaukee County.

in federali fiscal year 2012, $6.5 miilion was spent in Miiwaukee County on DVR services, Uniike many
other workforce development programs, however, DVR funds are not allocated to Wisconsin counties
and no funds are dedicated to service providers. Rather, federal law dictates that services be provided
statewide, and that ali disabled applicants receive services to the extent funding allows and based on
the severity of each client’s needs. When funding iimitations do exist, services are provided to the most
slgnificantly disabled individuals first, regardless of income and regardless of location. DVR services are
tailored to the specific career needs of the individual, and the cost of services needed to assist each
individual to advance toward their career goals varies widely.

Wisconsin Department of Corrections

The Department of Corrections (DOC) administers five workforce development-related programs
through a mix of federal and state funds that totaied $3.8 million statewide in fiscal year 2012.™ Those
programs provide a wide range of services for inmates and offenders on probation or parole, from adult
basic education and GED preparation to on-the-job training in several different industries.

The DOC’s on-the-job training is largely provided via Badger State industries, a fiscally break-even
program that employs willing inmates in manufacturing, printing, textile production, and agriculture,
heiping participants to deveiop marketable skills and work experience while creating products for
clients. While Badger State industries does not receive federai funding or state General Purpose
Revenue, it Is authorized to spend up to $32.9 million per year in Program Revenue Operation funding
statewide, which is recouped through the saie of inmate-produced products.

The other iarge workforce development program administered by the DOC Is Windows to Work, which
provides inmates and parolees from Wisconsin correctional institutions with educatlon, case
management, and other supportive services. Windows to Work is a voluntary program designed to assist

™ public Poiicy Forum. July, 2012.

M
' Pathways to Employment
Page 48

L

]
rER
1]
1



inmates to make a successful transition back into the community and the workforce. In Milwaukee
County, the DOC contracts with MAWIB to administer the Windows to Work program and also
participates in MAWIB’s Coordinating Council. in fiscal year 2011, MAWIB received $330,150 from the
DOC for Windows to Work, and 66 Individuals in Milwaukee were served by the program through
services provided by contracted agencies.™

Milwaukee workforce development ieaders interviewed for this report repeatedly cited obstacles to
employment for the large number of Milwaukee residents with criminal backgrounds as one of the local
system'’s biggest challenges. Not only do the training needs of ex-offenders stretch the capacity of iocal
workforce development agencies, but there also are limited opportunities for employment in industries
that do not deem those individuals eligible. MAWIB's president and CEO, for example, estimated that
30% of the clients his organization serves have criminal backgrounds, which represents an additional
barrier to employment for a population that also typically has lower levels of education and work
experlence,

Summary

in addition to MAWIB and MATC, several organlzations play significant roles in Milwaukee’s workforce
development system through service provision, funding, and program administration. Our review of the
contributions of the most prominent of those key players reveals the following:

* The W-2 agencies’ designatlon as the one-stop job centers, and the sheer size of their funding base,
make those organizations major players in Milwaukee’s workforce development system.
Consequently, the education and skills levels of W-2 participants logically should play a prominent
role in determining the city’s workforce development priorities and strategies. Upcoming changes to
streamline Milwaukee County’s W-2 agency contracts may allow for even better coordination with
other workforce development efforts.

s WRTP/BIG STEP's success in creating productive industry partnerships may serve as a model for
other Mllwaukee workforce development organizations who wish to focus on key industry sectors.

¢ The creation of the Mllwaukee Area Workforce Funding Alliance has helped to improve the
coordination of private sector funding contributlons to reglonal workforce development efforts, but
improved coordination between MAWFA and MAWIB may be needed.

* DVR makes a very large Investment in workforce development services, but the level and type of
support provided to clients varies widely and is based primarily on individual needs. Consequently,
DVR funds cannot be spent to support comprehensive programs.

™ Data provided by MAWIB through its Efforts to Outcomes database.
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¢ The DOC should be viewed as a key partner by the region’s workforce development entities, as
Milwaukee's large population of ex-offenders is among the groups facing the greatest barriers to

employment. Enhanced efforts are required to develop services and employment opportunities for
offenders returning to the community.
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SECTOR STRATEGIES: HEALTH CARE, MANUFACTURING, AND FOOD &
BEVERAGE

Workforce development efforts in Milwaukee have shifted toward sector-specific approaches over the
past 20 years, following a national trend. As described throughout this report, collaborative workforce
development efforts involving public and private Milwaukee organizatlons have been developed around
several major industrles, from energy to retail, hospitality, and tourism. Perhaps the most prominent
collaborations, however, have been focused on the reglon’s manufacturing and health care sectors.

In Tight of the intense focus currently directed toward strengthening the manufacturing workforce, both
Iocally and nationally, and given Milwaukee's recent efforts to develop workers for the growing heaith
care sector, in this section we examine recent initiatives in those two sectors to view Mllwaukee’s
workforce development “system” in action. We also briefly review a budding effort in the reglon’s
emerglng food and beverage industry, which has been receiving increased attention recently from both
economic development and workforce development ieaders.

Health Care

UWM'’s 2009 survey of regional job openings found that one of every four full-time job openings ~ and
one of every three part-time openings — was in a health-related field. Likewise, DWD's job projection
figures show the health care sector among those expected to experience the greatest growth in the
Milwaukee area in the coming years, with health -related fields comprising four of the 15 occupations
projected to have the highest annual job openings. These trends follow long-term growth and stability in
the sector, which has spurred local workforce development agencies to increase efforts with regard to
health care education and training in recent years.

The health care sector also is attractive to workforce development organizations for several other
reasons. First, there are jobs projected at all levels of the industry ladder, Including many entry-level
positions requiring relatively little training beyond a high school diploma or GED. Second, the duties of
many heaith care occupatlons are quite consistent from one employer to another, which simplifies
training needs. Finally, some workforce development leaders contend that the health care Industry has
stronger coordination, is more willing to co-invest in employee training, and is better able to
communicate trends and needs than many other industries.

The many favorable qualities of the health care sector ied MAWIB and the Milwaukee Area Healthcare
Alllance (MAHA) to join forces on a major workforce training initiative In 2010.7 MAHA is a workforce
intermediary focused on developing workers for the health care sector. Among other functions, MAHA

" MAHA s a partnership between the YWCA and the Miiwaukee Area Heaith Education Center (AHEC). AHEC
focuses on “diversifying the heaithcare workforce In partnership with empioyers and educationai Institutions.”
http://milahec.org/
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facilitates an Employer Advisory Group made up of a large and diverse group of heaith care employers,
from major health systems to long-term care providers.

In 2010, MAHA and MAWIB applied for and received a Health Profession Opportunity Grant {HPOG),
which allowed them to develop the CareerWorks Healthcare Training Institute (HTi}, a training and
educatlon center geared toward TANF-eiigible and other low-income individuals. The $3.4 million grant,
which comes from the U.S. Department of Health and Human Services, is awarded annually for up to
five years. MAWIB and WOW also received a $350,000 Industry Partnership grant from DWD for training
and career development services targeting the region’s health care sector.

Through the HPOG grant, applicants are screened at the HTI, and those who qualify are directed to one
of a number of participating vendors for training. A majority of participants traln at MATC or with
employers to become CNAs, but the Institute is set up to provide training for higher-level positions as
well, such as in registered nursing. A key part of the HTI model is supportive coaching, which is often
provided by employers’ HR staff through contracts with MAWIB, Employer coaches help particlpants
develop and maintain education and career plans and they communicate with HTI management to
address concerns related to participant progress. The HTi’s employer coaching model has been
recognized as a “promising practice” by the U.5. Administration for Children and Families.
Transportation, child care assistance, job placement assistance, and other services also are provided by
the HTI.

By September 2012 - two years after receiving the HPOG grant — the HTi had enrolled 667 participants
in programs and placed 233 trainees in heaith care positions. Additlonal outcomes data is provided in

Table 19.

Table 19: Heaith Profession Opportunity Grant outcomes data, October 2010-September 2012

Activity Two-year total

Enrolled in Program 667
Enrolled in Entry-Level Training 424
Enrolled in Mid-Level Training 12
Enrolled in High-Skill Training 62
Training Completions 310
New Hires 233

Source: MAWIB

Since its creation, the HTi has had its share of challenges. For example, the intention is to train workers
for positions at all levels of the health care sector, but as participants become employed and thelr
incomes rise, they are no longer eligible for TANF and therefore do not qualify for HTI services. Thus, the
program so far has been less effective at tralning people for positions above entry-ievel, low-wage CNA
positions. The initiative also has experienced mixed resuits with area employers, according to agency
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leaders, with some employers more willing than others to take risks on TANF-eligibie workers who may
be more difficult to employ because of limited work experience, soft skills, and/or other factors.

Despite those challenges, the HTi is a promising model for sector-focused workforce development
partnerships. it focuses on a stable, growing sector that offers a large number of both entry-level and
mid-level positions. It also brings together MAHA’s knowledge of local workforce needs, MATC's training
capacity, and MAWIB’s administrative and monitoring expertise, while also involving health care
employers In many aspects of the initiative. Finally, it provides important supportive services that may
Improve the stability of individuals placed in jobs, while increasing employer confidence.

Manufacturing

Both locally and nationaily, employers, elected officials, and the media have focused a great deal of
energy In recent months on the skills gap, particularty focusing on the manufacturing sector. While many
perspectives exist as to the scale and primary cause of the skills g2p — including some who contend there
is little evidence to support the exlstence of a significant local or natlonal skiils gap” ~ aimost half of U.S.
employers surveyed by Manpower Group in January 2012 identified a lack of qualified applicants as a
problem, despite high unemployment rates.”™ According to the survey responses, positions in the skilled
trades were the most difficult to fill,

In Wisconsin, manufacturing continued its decline in the last decade, shedding more than 25% of the
positions in that sector between 2000 and 20210 - a loss of approximately 165,000 jobs.™ The sector
now appears to be forging a modest recovery, however, with 14,200 positions added between 2010 and
2011.% Even with modest growth, the export-oriented manufacturing sector is critical to the state’s
economy, as it brings money into the state from all over the globe. It is vitai to the Mliwaukee area’s
economy as weli, which still has the second-highest concentration of its workforce In manufacturing
among large U.S. metropolitan areas.®

Local workforce development efforts geared toward manufacturing face several key challenges,
however, which distinguish the sector from health care and other sectors, Area manufacturers produce
diverse products and utilize a wide variety of equipment, which complicates training efforts because
there is little uniformity between em ployers. Another challenge Is the fear among many young people

77 Boston Consulting Group. “Skiiis Gap in U.S. Manufacturing Is Less Pervasive Than Many Beileve.” 10/15/12.
http:ffwww.beg.com/m edia/PressReleaseDetails.aspx Pid=tem:12-1 18945
7 Manpower Group, “2012 Talent Shortage Survey.” May 29, 2012.
http://press.manpower.com/press/2012/talent-shortage
" Steln, Jason, “Huge task ahead for Obama or Romney to improve manufacturing.” Milwaukee Journal Sentinel.
10/7/12, http:..ffwww.isonIine.cum.-fnews,-’statepoliticsfhuqe-ta;k-ahead~for-obama-or-romnev-to-imprnve-
manufacturing-1p72mum-173049731.html
* Ibid.
# Schmid, John. “U.S. manufacturing pollcy In 'disarray’.” Milwaukee Journal Sentinel. 12/7/11,
http:/fwww jsonline.com/business/us-ma nufacturing-policy-in-disarray-6p3bogl-135217593.htm|
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and their families regarding the stability of a career in manufacturing, based on the sector’s long legacy
of downsizing and outsourcing.

At the same time, many local manufacturers are hiring now and are expecting additional job growth in
the coming years as baby boomers continue to retire. According to the City of Milwaukee, there are 757
positions open in welding and machining in the Milwaukee area currently, and the number of openings
may increase to 1,860 by 2018.% In addition, governments at the local, state, and federal lavels are
placing a renewed emphasis on the promise of manufacturing, making new Investments in workforce
development efforts, and providing incentives for manufacturers who hire local workers.

in Milwaukee, the Mayor’s Manufacturing Partnership was launched In April 2012, bringing together
MATC, WRTP, MAWIB, and other organizations, along with area employers, to tackie the manufacturing
skilis gap issue. With $500,000 from MAWIB and $207,000 from the City of Milwaukee through the
Milwaukee Jobs Act, WRTP and MAWIB are collaborating with employers to determine training needs
and identifying candidates for training or job placernent.” MATC and several area employers provide
training, and the partners meet monthly to coordinate actlvities. Current funding wili sustain the
partnership through June 2013, with a potential extension dependent upon funding availability and
input on job openings from area employers.

As of November 2012, the Mayor's Manufacturing Partnership had made 71 direct employment
placements through WRTP and assisted 44 job seekers to obtain employment through a variety of
tralning programs, including on-the-job tralning with area employers.® In addition, 53 Individuals had
completed customized training programs in welding or computer numerical control (CNC) machlning.
With a total of 115 job placements to date, the initiative aiready Is more than three-quarters of the way
toward its Initial goal of placing 150 indlviduals in manufacturing jobs. in addition, through coordination
between partner agencles, the Mayor's Manufacturing Partnership leverages additional resources,
including MATC’s Workforce Advancement and Training (WAT) funds and customized training contracts,
which have led to job placements for 43 additional individuals since April 2012.%

As with the Healthcare Training Institute, it is too soon to assess the overali success of the Mayor’s
Manufacturing Partnership. in addition, it is important to put education and training efforts geared
toward the manufacturing sector in perspective when it comes to their potential to significantly reduce
central city Milwaukee's high unemployment rate, as the number of entry-level and mid-level jobs
available in manufacturing can only make a small impact on that larger problem. Nevertheless, the
Mayor's Manufacturing Partnership represents another potentlal model for sector-specific, public-
private workforce development collaborations that warrants ciose monitoring.

% City of Mliwaukee press reiease, 10/3/12.
® runding contributed by MAWIB inciudes WIA Aduit and Nationai Emergency Grant (NEG) doiiars.
: Data provided by MAWIB In November 2012 at the request of the Public Poiicy Forum.
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Food and Beverage

Much like the highly publicized efforts to develop a regional water cluster in Milwaukee, recent efforts
to expand the region’s food and beverage industry were generated from the discovery that the
Miiwaukee area already had a strong concentration of food and beverage producers and was well-
positioned for growth In that sector. in 2010, the Miiwaukee 7 determined that the Milwaukee area had
the highest concentration of workers in the food and beverage industry among the 50 largest metro
areas in the U.S,, and that seven of the world’s 11 largest food companies had operations in the
region.® Overall, more than 250 food and beverage manufacturers employ nearly 15,000 workers in the
Milwaukee area, and together those companies produce $590 milfion in annual payroll.” In additlon, a
January 2011 survey of regional employers by the Milwaukee 7 found that most food and beverage
companles were expecting significant employment growth in the near future.®

The Mllwaukee 7’s analysis of the region’s food and beverage sector revealed additlonal compelling
Information. Food and beverage production requires vast quantities of fresh water, and the Milwaukee
area has abundant fresh water at among the lowest rates in the country. in addition, the Milwaukee
area’s identity as a center of manufacturing and brewing has remained reiatively intact, and has been
supplemented by other innovations in food and beverage production, including the rise of Growing
Power as a nationally acciaimed leader In urban agriculture. While most businesses in the food and
beverage industry also fali into the manufacturing and/or water industries, the specific focus on food
and beverage production appears to play to niche strengths of Milwaukee’s local economy and
workforce.

Based on these regional strengths, the Milwaukee 7 launched FaB Milwaukee as an industry network in
early 2010. Since then, FaB Milwaukee has developed an Advisory Council made up of 38 members,
which meets every other month. The Advisory Council includes representatives from many area
businesses, which range from large multi-national companies (e.g. Ocean Spray Cranberries) to small
local producers (e.g. Great Lakes Distlllery), and also includes representatives from MATC and UWM.
Soon after its formation, FaB Milwaukee created a Careers Committee focused on developing career
pathways In the food and beverage industry. That committee meets monthly and Includes many area
employers, along with MPS, UWM, MATC, and Gateway Technical Coilege. Notably, MAWIB is not
represented on the Careers Committee,

A significant difference between the development of FaB Milwaukee and other regional sector-based
efforts has been FaB Milwaukee’s dual focus on both economic development and workforce
development from Its inception. While the network emanated out of the Milwaukee 7's economic
development framework and the Advisory Council is primarily made up of area empioyers, the
formation of the Career Committee was one of FaB Milwaukee's first activities, and that committee

* FaB Milwaukee. “M7 FaB Industry Summary.” http://www.fabmilwaukee.com/?page=m7 fab SUMMary
87

Ibid,
& Miwaukee 7. http://www.choosemilwaukee.com/food council.aspx
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already has worked with MATC to develop three new training programs related to the food and
beverage industry. Those programs include two technical diploma programs (in Food Manufacturing and
Processing; and industrial Maintenance) and one associate degree program (Food Science
Technology).® MATC expects to begin classes for all three programs in fall 2013. The design of the
programs was based in large part on the specific needs of area employers identified through the
college’s DACUM (Developing a Curriculum} process, which Involves extensive survey work. Those
surveys Indicated that area employers «would hire more than 200 graduates from the programs, and
they would also send another 200 current employees into the programs to gain more skills.”*®

While FaB Milwaukee is just getting started and Is not com pletely integrated into the workforce
development landscape — as evidenced by its disconnection from MAWIB and other regional workforce
investment boards — the network’s blending of economic development and workforce development
efforts sets it apart as a new model for sector-based strategies in the Milwaukee area.

® engel, Jeff. “Feeding Job Market: MATC readles new food processing programs.” 10/19/12.
hitp:/fwww.biziournals.com/milwaukee/p rint-edition/2012/10/19/feeding-job-market-matc-readies-

new.htmi?page=all

* Ibid.
M
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OBSERVATIONS

Analysis of the resources and activities of Milwaukee’s major workforce development organizations,
along with interviews with several locai workforce development leaders, leads to the following
observations about the current state of the local workforce development landscape:

1) Coordination among Milwaukee’s major workforce development players and programs has
Improved in recent years.

One of the common themes among past reports that have assessed the reglon’s workforce development
landscape - Including the City of Milwaukee's report that set the stage for the transition from the PiC to
MAWIB - has been a lack of coordination among the system’s primary stakeholders. Recently, some
important changes have been made to address this issue, Including the creation of MAWIB’s
Coordinating Council and the development of the Milwaukee Area Workforce Funding Alllance, both of
which seek to coordinate activities and prioritize funding for workforce development efforts in the
reglon.

Our anzlysis also shows that the reglon’s two key workforce development players — MAWIB and MATC -
have sustained and perhaps even enhanced their linkages through participation on each other’s
leadership committees, as well as through joint participation In the one-stop job centers and customized
training initlatives; and that MAWIB’s support of the CareerWorks Healthcare Training institute and Its
assumption of the FSET program has fortified its tles to W-2 agencies. Enhanced coordinatlon between
workforce players and employers aiso is evidenced by several sector-specific Initiatives that have
originated in recent years in the health care, manufacturing, and food and beverage industries. On the
whole, coordination among the city’s primary workforce development agencies, and between those
agencies and area employers, appears to have taken a substantiai step forward.

2} Employment and training services in Milwaukee are largely supported by federal funding sources,
which have been declining for many years. Consequently, local workforce development
organizations must continue to pursue new revenue sources and improve efficiency In order to
maintain existing service levels.

Total inflation-adjusted funding coming into Wisconsin from the six largest federal workforce
development programs has decreased by 30% since 2000, and the temporary supplement provided by
ARRA funding is coming to an end. Meanwhile, the state’s heavy dependence on federal funding is In
itself problematlc, in that most federal funding sources have restricted uses that can hamper the
fiexibility of local agencies to invest in programs and services that may best fit local needs.

Understanding this predicament, MAWIB has worked to diversify Its revenue sources and has managed
to Increase overall funding over the past five years. in addition, the Milwaukee Area Workforce Funding
Alliance was created, in part, to better leverage the funding contributions of local philanthropists and to
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pursue additional funding from national foundations. With federal funding likely to decrease furtherin
the coming years, these efforts to diversify funding must continue. in addition, increased state and local
investment in workforce development programs, and greater philanthropic and employer co-investment
in emplioyment and training services, appear to be imperative.

There is a danger, however, that as MAWIB and MATC become more dependent on special federal and
philanthropic grants for sector-specific training driven by employer demand in key industries — and as
funds for general soft skills training and employment services diminish ~ that the needs of those with
the biggest barriers to employment will suffer. Some workforce development leaders interviewed for
this report indicated the local workforce development system already spends too little time and has too
little expertise in developing basic employabllity skills. it will be important for MAWIB and other key
players not only to seek grants to pursue new Initiatives tied to specific economic development
prioritles, but also to identify strategies to make up for the potential reduction of WiA and other federal
funding sources that traditionally have supported basic em ployment skills development for individuals
with low education and skill levels.

3) Sector-based strategies show considerable promise, but not all sectors are alike in thelr relevance
to Milwaukee’s unemployed popuiation.

Efforts focused on the reglon’s health care sector, including the development of the Heaithcare Training
institute, have benefited from many favorable conditions in that sector, including stable growth and an
abundance of entry-level positions that are highly conducive to standardized training. Bringing public
and private sector partners together to collaborate on efforts to prepare workers for jobs in the health
care industry has proceeded with relatively few major hurdles.

in contrast, manufacturing is a sector defined by a wide variety of skills and practices that are dependent
on specific products or companies. As a result, coordinated training has proven more challenging, as a
greater degree of customization for individual employers is required. The Mayor's Manufacturing
Partnership — a new collaborative effort that includes MAWIB, MATC, WRTP, and many private
employers — appears to be finding greater success in training and placing workers in the manufacturing
sector. It will be important to determine, however, whether that effort can be enhanced and sustained
at a scale that will allow It to be a comprehensive strategy for meeting the needs of the city’s
unemployed, as opposed to a short-term, focused effort to feed workers to specific manufacturing
employers.

Several Interviewees for this report also noted a disconnect between the sector strategies being pursued
by Milwaukee's workforce development agencies, and the employment and training services provided
at the one-stop job centers. Additional efforts may be needed to ensure that job center services are
better aligned with the workforce needs of sector-specific initlatives.

mm.w#g#!ﬂ
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4) Enhanced efforts may be required to synchronize the region’s economlc development priorities
wlith the needs of its unemployed.

The manufacturing skills gap has dominated local workforce development discusslons in 2012, typically
framed as the need to prepare unemployed workers — particularly the large unemployed population in
Milwaukee’s central city ~ for available jobs, while supplylng local manufacturers with the talent they
need. This is a logical pursuit, but also a very challenging one. indeed, sectors like advanced
manufacturing and water, which have been Identified as reglonal economic development priorities, may
be unllkely to provide a significant number of jobs for chronlcally unemployed Individuals due to the
level of education and tralning needed to qualify for many positlons In those sectors.

Our analysis shows that many of the Individuals being served by WIiA funds and through the FSET and W-
2 programs, as well as individuals coming out of DOC programs/supervision, may not have the education
or skill levels to meet the requirements of area employers in sectors being targeted by economic
development leaders, or to benefit from related technical diploma programs at MATC or WCTC. As
Mllwaukee Identifies economic development goals, therefore, it is important to determine the extent to
which those goals should influence workforce development policies and programs. Should the reglon’s
economic development vision — and the demands of specific area employers — drive MAWIB funding
priorities, MATC program offerings, and overall workforce development strategles? Or should the
educatlon and sklll levels of the local workforce be the major factor in the development of both regional
economic development planning and workforce development priorities?

Most would argue that the goal should be to strike a proper balance between the two. There Is a need
both for economic development strategles that seek to maximize growth In key Industry sectors that
promise to increase exports and attract talent, and to accompany those initiatives with workforce
development strategies that will secure the qualified workforce to accommodate such growth; and for
economic development strategies that contemplate the characterlstics of Milwaukee's unemployed
population and respond by targeting resources to sectors and programming that promise the greatest
opportunities to secure gainful employment for that population.

A prime example of the latter is the construction Industry, which has received some attention through
the efforts of WRTP/BIG STEP and Is the su bject of some investment by MAWIB, but which is seldom
viewed as a top workforce development priority and Is not a focus of major economic development
organizations. Some of the diminished focus as of fate can be traced to the impacts of the recesslon on
the construction Industry, but in light of the upcoming $1.7 blilion Zoo interchange reconstruction
project and other major projects planned In Milwaukee’s downtown, this may be a sector that would
benefit from greater strategic prioritization by key workforce players such as MAWIB and the W-2
agencies even though It falls outside of the context of reglonal economic development prioritles,

During the next two years, the Public Pollcy Forum will continue its research on Mllwaukee’s workforce
development system and its unemployed population, and will expand that research to investigate best
practices used nationally. A particular focus will be on strategies to meet the needs of those facing the
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biggest barriers to employment, including individuals re-entering Milwaukee from the state corrections
system. We hope that research — as well as the initial findings contained in this report — will help inform
elected officials, economic/workforce development leaders, and employers as they seek to harmonize
workforce development resources and needs with larger economic development aspirations.
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APPENDIX

List of Acronyms
ABE Adult Basic Education
AFDC Aid to Families with Dependent Children
ARRA American Recovery and Reinvestment Act
BIG STEP  Building Industry Group Skilled Trades Em ployment Program
8su Business Services Unlt
DACUM  Developing a Curriculum
DCF Wisconsln Department of Children and Families
DOC Wilsconsin Department of Corrections
DOL U.S. Department of Labor
DVR Wisconsin Division of Vocational Rehabilitation
DwD Wisconsin Department of Workforce Development
ECAM Center for Energy Conservation and Advanced Manufacturing
ESL English as a Second Language
FAA Federal Aviatlon Adminlstration
FaB Food and Beverage industry network
FFI Futures First Initlative
FSET FoodShare Employment and Training (Wisconsin)
GED General Educational Development
HIRE Help-in-Re-Employment
HPOG Health Profession Opportunity Grant
HSED High School Equivalency Diploma
HTI Healthcare Tralning instltute
HUD U.S. Department of HousIng and Urban Development
JAG Jobs for America's Graduates
JRT Job readiness training
JTPA Job Tralning Partnership Act
MAHA Mllwaukee Area Healthcare Alllance
MAWFA  Milwaukee Area Workforce Funding Alliance
MAWIB  Milwaukee Area Workforce Investment Board, inc.
MCLC Milwaukee Conservation Leadership Corps
ME3 Milwaukee E3 Program (Economy, Energy, Environment)
MPS Mliwaukee Public Schools
MSSC Manufacturing Skills Standards Council
NFWS Natlonal Fund for Workforce Solutions
oIT On-the-job training
OWED Office of Workforce and Economic Development
PACE Partners Advancing Careers & Employment program
PCG Public Cansulting Group
PIC Private Industry Council
] Policy Studles, inc.
RWA Reglonal Workforce Alllance
SAGE Sector Alliance for the Green Economy
sbC Social Development Commission
SS| Supplemental Security income
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STEM Science, Technology, Engineering, and Mathematics
TAA Trade Adjustment Assistance '

ul Unemployment insurance

UMOS United Migrant Opportunity Services

UWM Unlversity of Wisconsin, Milwaukee

w-2 Wisconsin Works

WAT Workforce Advancement Grants

WCTC Waukesha Area Technical College

WEDC Wisconsin Economic Development Corporation
WERC Wisconsin Energy Research Consortium

WIA Workforce investment Act

WIRED Workforce innovation in Regional Economic Development
wow Waukesha, Ozaukee, Waukesha Workforce investment Board
WRTP Wisconsln Reglonal Training Partnership

WTCS Wisconsin Technical College System

YWCA Young Women's Christian Association
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