WDC Special Meeting

January 12, 2009

Recommendations for Group Discussion

Priority #1 Improve the Delivery of Timely Education and Training to Prepare Current and Future Workers for Required and Projected Demand Occupations.
The four areas within Priority #1 include problem statements, action-oriented solutions and major (but not all) stakeholders to be involved in implementation.  Other stakeholders will be added in the meeting, or as the recommendations are planned and implemented.  

A.  Develop common assessment and evaluation methodologies for workforce development programs/initiatives across the education and workforce pipeline. 

Problems:

· The effectiveness and efficiency of workforce development programs vary and some have not been universally measured against established criteria.  Programs and initiatives may be wasteful, duplicative, or unable to attain desired objectives.  
· As shown in the development of this Plan, data and information about workforce development is often unavailable, or cannot be compared across data systems.  Various privacy and other laws are also a factor. These situations make analysis and sharing of data, and therefore better decision-making, more difficult.  

· Employers currently have no assurance of workforce-readiness by graduates entering the workforce as well as WIA participants who are training for new careers.  Readiness includes work-related and behavior-related skills.
· Many federal grants from USDOL-ETA require that states and regions have strong partnerships—Hawaii lost a WIRED competitive grant due in part to the lack of these partnerships.  Strong partnerships increase success rates and target services more effectively. 
· Lack of communication—from having a common language in workforce development and education, to lack of knowledge by the public of the importance of education in today’s global economy—leads to a workforce development system that is not operating at an optimal level.
Action-Oriented Solutions:
1. WDC, in partnership with DLIR and LWIBs, to develop a comprehensive evaluation model for workforce development programs to develop system accountability, increase effectiveness and gain efficiencies. Develop criteria in partnership with education and training agencies (public and private) and use best practices from other areas. Mandated by HRS 202.  
2. WDC to use the workforce development evaluation process and implement for education and workforce training agencies and organizations identified in the updated asset map.  Develop and include a continuous improvement model as part of the recommendations.  Mandated by HRS 202.
3. WDC, LWIBs and educational and programs (such as the Center on Nursing) to lead a group that will develop metrics and a baseline to gauge success and strength of collaborations, using best practice models from other states and regions (as promoted at the 2008 Workforce Innovations Conference).  Develop a system to develop profiles of “success” (how the practices contribute to furthering specific workforce development goals) and publicize statewide.    
4. WDC to investigate strengthening centralized and statutory authority to coordinate direction of all workforce development resources in Hawaii (such as is done in Virginia). WDC will report findings to the Governor and Legislature.
5. WDC to drive an initiative to develop a “common language” for use in education—workforce development—economic development initiatives and policies. Work with DOE, UHCC, LWIBs, DBEDT, DHS, DLIR and others.    

6. A uniform work-readiness accreditation process such as currently being researched and piloted by the Oahu Workforce Investment Board should be promoted statewide, led by OWIB and other WIBs, DLIR and WDC, and employers.  Obtain buy-in from employers and their intermediaries, and use the experiences of other states and regions to make refinements.  
7. DLIR, LWIBs and other stakeholders to implement a portable and updatable work-readiness certificate recognized by employers statewide.  DLIR to provide administrative support for the certificate process.  

8. DOE, UHCC and DLIR to improve data gathering and reporting by aligning US Department of Labor occupational codes to Career Pathways and Career Academies programs in high school, and to relevant postsecondary certificate and degree programs.  Reassign codes where feasible. 

9. WDC to encourage agencies that collect data that can assist in workforce development effectiveness to share data.  DLIR, DHS, DOE and UH (including P-20) to conduct an audit of the barriers to data sharing, and make legislative and/or administrative changes as needed.  Some of this work is underway—expand the reach and work to get approvals and legislation and administrative rules change as needed.
10. A working group including DOE, UHCC, HAIS, DHS, WDC, DLIR, DBEDT and private training agencies to map community and board assets in areas of education and training.  Identify talent pipelines and workforce needs for the six primary industry clusters. This map will be used to create the interactive, web-based directory of workforce training and education programs.  
B.  Increase and expand access to workforce development resources.  

Problems:
· There is often limited and sporadic access to information about workforce training and education.  With many sources, there is not one place where all the information is easily accessible and searchable for either job/education seekers or employers.  
· Skills in various sectors are changing rapidly due to upgrading of technology requirements, changing global circumstances and other factors.  Employers often state that education and training programs do not adequately prepare students for the world of work in their sector.  This is a particular problem in high-tech sectors that help to drive economic growth.

· There has been less-than-optimal partnering and interaction between education and workforce development.  As a result, in some areas there are gaps between the two groups, leading to possible wasteful resource allocation.  This situation puts the State at a disadvantage in applying for federal grants that increasingly reward strong partnerships and comprehensive multi-sector planning.

· One-Stop Job Centers are valuable community resources.  However, there are relatively few sites statewide and operations are limited to normal business hours.  Those who are currently working, as well as those in isolated and rural areas are unable to take advantage of the excellent resources.  

· There is inadequate funding for workforce development initiatives overall, and private and government funding is limited.  

Action-Oriented Solutions:

11. WDC in partnership with UHCC and DLIR to develop an on-demand, web-based, statewide information infrastructure for training and education courses and programs.  The current “White Book” directory needs updating and the system needs to web-based with search functions.  
12. WDC, DLIR and LWIBs to work with DBEDT and industry intermediaries to develop and/or expand comprehensive workforce-development recommendations for industries with projected serious long-term high-skilled shortages, such as healthcare and education.  These complicated issues require multi-stakeholder solutions.  WDC to identify the highest-need areas in conjunction with local needs identified by LWIBs. 

13. DLIR and DBEDT to jointly create Skills Panels for key industry sectors in the state, including tourism, construction, healthcare, and emerging industries.  Many states are already doing this successfully (Washington State is the best practice).
14. DAGS, DBEDT, and DLIR to reduce the burden of government procurement/hiring processes for public sector programs involved with providing education/training for the top identified occupational demand areas.  DAGS to establish a coordinated Request-for-Proposal (“RFP”)-type system within the State Purchasing Office that focuses on these high-demand areas and provide a simpler contracting processes for education/training programs
15. DLIR to review, research and update application forms and processes for Eligible Training Providers (“ETP”).  Ensure that private training providers are adequately represented.  

16. DLIR, WDC and LWIBs to identify gaps in geographic service delivery by One-Stop Job Centers statewide, and work with community and faith-based organizations to place Access Points stations in gap areas.  The group to include monitoring and reporting as part of the yearly WIA performance report.  
17. DOE to develop an asset map of underutilized DOE property and develop a plan to sell or develop the assets to support educational and workforce preparation priorities (currently in planning).    
18. WDC, DLIR and LWIBs to seek funding for placement of Access Points stations in geographic areas not well-served by One-Stop Job Centers throughout the State of Hawaii.  

19. One-Stop Job Centers are a valuable resource, and in the past decade have absorbed numerous new programs and responsibilities.  DLIR, LWIBs and WDC to contact an assessment of One-Stop Center including current and  desired capabilities, gap areas in service and staff capabilities, and make recommendations to the Governor and Legislature to strengthen the One-Stop system.  
20. WDC, DLIR and DBEDT to create alternatives to funding for workforce preparation (such as the private sector, tax credits, expansion of ETF, bond financing, use of faith-based and community organizations and schools, reallocation of existing resources, and participation in muliti-state or regional consortia.  

21. UHCC and DOE to continue and increase efforts that close the remediation requirements of public school students who enter UH community colleges.  UHCC to investigate using Adult Education resources when required and identify benchmarks to achieve to enable UHCC campuses to focus on college-level instruction rather than remediation.  

C.  Prepare future workers for careers in STEM, IT, healthcare, teaching, safety and security, energy and environment, and all occupations deemed high-need and moderate to high-skilled. 

Problems:

· Hawaii is unable to prepare enough students for high-demand occupations, and it is increasingly difficult to import these professionals due to global competition for talent.  This gap is widening due to anticipated retirements of incumbents.  
· Hawaii must develop plans and proposals such as the “green” initiative to be competitive for federal grants and other programs.  ALL states are competing for these grants and programs.  
· More efficient and effective use of workforce development and education/training resources is essential in order to meet future needs and close the “leaky pipeline.”

· Up to ¾ of the jobs in the moderate to high-skill trades are filled with retirement-eligible incumbents.  Up to 40% of apprenticeship applicants cannot pass the entrance test.  Expansion at Pearl Harbor and replacements for retiring journeyworkers is a serious issue and will impact the economic development of the State.

· Many other occupations face large numbers of retirements in the coming years—most troubling are those in education, healthcare, and engineering.  These shortages will seriously affect the quality of life in Hawaii and reduce the ability to train, attract and retain qualified professionals. 

Action-Oriented Solutions:
22. WDC, DLIR, and LWIBs to coordinate training efforts and research grant possibilities collaboratively.  Develop long-term plans and solutions for key employment and training for LWIBs.  For instance, the Technology-Based Learning USDOL grant proposal by an education-workforce development partnership should lead to more opportunities.  

23. For each industry sector, DBEDT, DOE, UH System, DLIR and other employer stakeholders to target “green” and sustainability occupations and work with appropriate agencies to develop education and training requirements.  This “map” will be used for application for “Green Jobs” federal grant money as/when it is released.  
24. DOE and UHCC to expand the Running Start program (earning college credits as a high school student) to include all high schools (using distance learning as available) to allow students to make a more seamless transition to post-secondary education and complete their education for fewer personal and financial aid dollars.  
25. Through a consortia of stakeholders led by UHWOC, Leeward and Ewa employers, DLIR and DBEDT, encourage the UH West Oahu campus to design and plan curricula that meet local workforce requirements on Oahu’s Leeward Coast and Ewa areas.  Primary sectors are:  healthcare, teaching, environment and natural resources, Hawaiian culture, and construction management. 
26. Coordinate initiatives within STEM (UH and DOE), CTE and P-20, similar to that of Georgia’s “Math + Science = Success.”  This measure will ensure that programs are not duplicated, and that career counselors, teachers and others will be able to give accurate and up to date information about programs and encourage students to enter math and science fields.  
27. WDC, DLIR, and UHCC in cooperation with the USDOL Apprenticeship Division and local unions to investigate the expansion of apprenticeship categories in Hawaii (currently less than ¼ of apprenticeship occupations are found in Hawaii).   Nationally-recognized apprenticeships offer local young people a living wage, good benefits, and better employment opportunities than many other sectors.  Submit a report with specific recommendations for new apprenticeship categories to the Governor and Legislature.
28. Institute “stretch goals” in education to aggressively pursue rapid improvement in areas that lead to preparing students for post-secondary education and the world of work.  DOE and UH to incorporate these stretch goals in strategic and operational plans, in consultation with other stakeholders and public input.  Suggested by the SB 1931 Educational-Workforce Working Group.

29. In order to attract high-tech business and the resulting high-skilled jobs, Hawaii must better target the industries in that sector and develop the resources to produce the appropriate workforce.  DLIR and DBEDT in partnership with HISciTech to build on “Innovation and Technology in Hawaii: An Economic and Workforce Profile” by the HiSciTech Institute regarding education and training required to produce the needed high-skill workforce that will continue to attract companies in the ten identified sectors in the research.  Work with DBEDT and private industry to refine requirements for education and training.

30. The UH System and the Legislature to develop scholarship support for students who enter specific fields of study, such as nursing, education (math, science and special education) and other identified high-need areas and agree to work in Hawaii for a specific period.  Give priority to students who contractually agree to work in isolated and rural areas.  

D.  Provide mechanisms to facilitate experiential learning for students and youth, and work to expand business-education partnerships.  

Problems:

· A number of students are ill-prepared at various stages in the education pipeline, leading to outcomes of drop-out and at-risk behavior, remediation at the community college, and inability to access.
· Students in public schools often have limited access to experiential learning that will interest them in various careers such as those in STEM areas.  Employers need to be more involved in partnerships, but barriers such as liability issues hinder these actions. 

· The Educational-Workforce Working Group identified a number of problems in this area, including a lack of formal and informal business-education partnerships, lack of qualified teachers in areas required for workforce development, sufficient public information about the requirements for education and worker preparation for the 21st century, and a lack of optional learning environments for children and youth. 

Action-Oriented Solutions:

31. WDC and its partners to encourage an increase in employer and private sector involvement in secondary and post-secondary career and technical education efforts by serving on bodies such as the Hawaii Career Pathway Advisory Councils.  Include participation in Career Academies to expand reach and include tourism and other economy-driving industries. 
32. WDC to seek legislative funding to conduct a social marketing campaign for the public that stresses the importance of education, and especially in the importance of post-secondary education.  

33. WDC, LWIBs and employer intermediaries (such as Chambers, SHRM, HiSciTech) to seek funding to conduct a social marketing campaign to engage the business community in preparing students for the world of work or for post-secondary education and training. 

34. A working group led by DOE, UHCC and the AG’s Office to conduct an audit of legislative and administrative barriers (such as liability) and make changes necessary to facilitate the development of collaborations and initiatives to provide experiential learning for secondary and post-secondary students.  Prepare a list of the changes that will facilitate increased collaboration for the Governor and the Legislature via WDC.

35. The DOE has responsibility to create appropriate educational experiences for at-risk that raise negative social indicators and prepare youth for adulthood and the world of work.  DOE, CTE and UHCC to create a pilot, stand-alone vocational-technical high school for pre-apprenticeship and applied learning.  Ensure that weighted funds follow each at-risk student in their placement in alternative learning.  DOE with the assistance of UHCC to develop rigorous assessment tools to measure the success of the alternative high school in preparing at-risk youth.
36. DOE and interested community groups to investigate and present to the Legislature a plan for a pilot residential boarding program for youth who would benefit from an intensive education and training high-school or vocational-technical program.  
37. Require DOE to allow non-DOE people to conduct career awareness and life skills training (and other activities related to workforce development) on campuses during school hours.  DOE to develop criteria in cooperation with SHRM and other private sector intermediaries and employers.
38. DOE to develop a policy paper to identify ways to increase school-level services that prepare students for post-secondary education and/or the world of work, such as mentoring, career guidance, and leadership opportunities.  

39. DOE, UH System, relevant federal government agencies and employer intermediaries to prepare a plan to provide financial and other incentives to businesses to provide access to private-sector equipment and facilities by public sector education entities.  

40. DOE and UHCC to create and expand incentives and opportunities for teachers (particularly in STEM areas) to receive education/training in areas that lead to more student interest in workforce development-related areas.  The agencies should increase the publicity of these programs and raise funds to participate in national competitions.  
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Recommendations for Group Discussion

Priority #2  Focus attention on upgrading the skills of incumbent workers
Problems:

· Seventy percent of the workers projected to be working in 2014 are currently in the workforce.

· The retirement of “baby boomers” in the next few years will leave technical and management gaps that need to be filled by current workers.

· Technology continues to evolve and drive economic development; training for continually higher technology use is critical for desired productivity increases.

A.  Provide incentives for incumbent worker upgrade training.
1. Enact Lifelong Learning Account (“LiLA”) legislation.  LiLA’s offer employers and employees the opportunity to meet the challenges of Hawaii’s rapid changing economy.  

LiLAs are employer-matched, portable individual savings accounts used to finance education and training for career advancement, like a 401(k).  LiLAs’ provides Hawaii’s “incumbent workers” incentives to increase their skills or obtain higher education by: (1) offering each employee tax credits of up to $500 per year to offset the employee’s contributions to his or her personal training accounts.  The employer will match each employee contribution dollar-for-dollar.

LiLA’s are “portable”, which means employees can take the training account with them when they change jobs.  With LiLAs, workers can upgrade their skills and knowledge to meet the needs of businesses and emerging industries, while achieving their career goals. 

2. The Department of Labor and Industrial Relations should explore streamlining and simplifying the WIA Eligible Training Provider (“ETP”) application. The current application has a 40+ page instruction sheets and 40+ page application sheets.  Such an application is daunting and could be made easier to understand and fill out, which should attract more training providers to the one-stop system.  This would also hopefully encourage an increase in the variety of courses/training offered.

3. Provide a 100% state tax credit for tuition and expenses (books, registration, etc.) similar to what is allowed by the federal government.  This would further incentivize incumbent workers to upgrade their skill sets with 

4. Restore the Employment Training Fund (“ETF”) to its original status of collecting 0.08% of an employers maximum taxable wage base.  Legislatively mandate that a portion of the fund be utilized as a subsidized wage option initiative.  In this scenario, the DLIR’s WDD and UI divisions would target UI claimants who are most likely to exhaust their UI claims and, within the first 4-8 weeks of their claim, place them in a job.  Employer would receive a partial wage subsidy (recommend 50% or fixed amount) with a cap on the hourly rate of pay.  Subsidy would last for a period of time (8-12 weeks) so that costs of subsidy would be offset by savings in UI benefit costs.

This type of program could enable employers to reduce start up costs for a position, provide UI claimants with opportunities to demonstrate the skills, work ethic, etc. and contribute to the general economic well-being of the community.  In addition the fund would also be capable of being utilized by the business sector for its original purposes of assisting employers with providing assistance in upgrading the skill sets of their employees.

5.  The legislature should explore an innovative training initiative designed to stimulate job growth and hiring.  State UI law could be amended to allow laid-off workers who qualify for UI benefits to receive on-site workplace training, regular UI benefits, and a special training allowance. This allowance would be intended to defray some of the costs associated with training such as childcare, transportation, tools, and work clothes.
Employers in the program would provide training for a maximum of 24 hours per week for up to eight weeks. During this time, the employer would train the individual in their work processes and also evaluate the UI claimant for a possible hire into a permanent job.  Since the claimant is in training, there are no wage costs for the employer.  The claimant would need to continue looking for employment during the days not training with the employer; thus, providing an incentive to the employer to hire the claimant before they are offered a job by another employer.  In Georgia, where a similar system exists, 66% of those in training where placed into employment.  Hawaii has a similar successful program called the SEE program run by DHS.

6. The Legislature should explore amending Hawaii’s UI law to allow for a federally approved Shared Work program.  Currently Hawaii offers partial UI wage benefits for employees who have their hours reduced.  However, the employee is required to apply for the benefits and the take home pay cannot exceed the UI benefit amount.

The Shared Work program would give employers an additional option when faced with a layoff. It allows an employer to divide available hours of work among a group of employees instead of a full layoff. Affected employees may then receive partial unemployment insurance benefits while working reduced hours. By participating in the Shared Work Program, an employer can maintain morale, productivity and flexibility in the work place. 

The Shared Work Program is intended as an alternative to full layoffs. It cannot be used by employers facing seasonal layoffs and is not an effective tool for employers faced with a permanent downsizing. 
Example: A firm facing a 20 percent reduction in business may consider laying off one-fifth of its workforce. However, under an approved Shared Work plan, that company could maintain its total workforce while reducing each worker's scheduled hours by one-fifth or 20 percent. Employees would receive a partial unemployment insurance payment equal to 20 percent of their individual weekly unemployment insurance award along with the income earned for the week under the approved plan.

B.  Skills identification
1. Align work-readiness expectations between education, training and employer participants. 

2. Identify cross-industry skill sets and give priority for training (such as customer service, computer skills, first-level supervisory, health and safety)

3. Establish skills panels for every major industry (i.e. tourism, healthcare, construction).  The purpose of skills panels would clarify which skill sets are needed for each industry.

C.   Tax incentives for companies and incumbent workers

1. Provide business tax incentives that lead to clearly defined, in-house training programs to upgrade skills of incumbent workers (focus on entry-level through first-level supervisory currently underrepresented in employer-provided training).  Incentives should help offset the cost of sending an employee to training.  
D.  Create an interactive, searchable statewide training database where training providers can respond to defined employer needs.
1. The legislature should create a special fund for the WDC.  The WDC is authorized by Hawaii Revised Statutes to raise funding from public and private entities.  However, the WDC does not have an account from which to deposit the money, nor does it have authority to expend those funds.  The establishment of a special fund for the WDC to raise public and private funds would allow the WDC fund the creation of an interactive, searchable statewide training database for employers and training providers.
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Priority #3  Expand the Labor Pool and Address Long-Term Labor Shortages
The areas within Priority #3 include problem statements, action-oriented solutions and major (but not all) stakeholders to be involved in implementation.  Other stakeholders will be added in the meeting, or as the recommendations are planned and implemented.  

Problems

Hawaii faces a long-term labor shortage in critical occupations.

• Hawaii has untapped labor/talent pools from populations with lower labor participation rates such as those with less education, persons with disabilities, older workers, low income workers, immigrants, and ex-offenders.  There are also expatriates, and veterans who may need to re-enter the labor market.

• Typical transitory or persistent barriers to employment include lack of education, lack of work history (or US-based work experience for immigrants),  requirements for child or elderly care, transportation, health conditions, substance abuse, domestic violence, criminal history, homelessness, language gap, and  physical or mental disabilities.  Hawaii’s cost of living is an issue even among high-skilled expatriates.

• Public workforce development programs do not adequately bridge employers and individuals from untapped groups:  

1. There is an unwieldly complexity of government funding streams and declining funds for workforce development for these groups. Workforce development federal funding streams and programs include those from USDOE, USDOL, USDHHS, USDOJ, USDOC, and NSF.

2. Spending restrictions and administrative burden contribute to the gap between what the workforce development system can provide and what employers and undertapped or untapped individuals require. 

• Hawaii employers have a low use of temporary foreign labor to meet labor needs.  Employers need technical assistance, and legislative and administrative changes to overcome the high cost of meeting legal requirements.
Solutions

1. Different industries and different labor/talent pools require differentiated solutions.  

•   Hawaii needs to harness and align more resources, prioritize shared state and local area targets, and craft flexible policies to intentionally improve transition, life and career (TLC) opportunities for those with multiple barriers.

•  Increase “first chance” solutions to lessen need for  “second chance” solutions.  

•  Participate substantively in national immigration reform discussions.
2.  Institute a  “Mo’ Bettah, Fast Kine” Response Team  Initiative

Fund a statewide 2009 training initiative to equip selected federally-funded workforce development staff and deploy them as auxiliary front-line workers. In the post-Hurricane Katrina situation, Louisiana and Mississippi’s workforce development professionals provided needed frontline support.  

Evolve and fund a collaborative to sustain a comprehensive front-line staff certification initiative. One best practice is a Virginia Workforce Council One Stop Front-Line Staff Certification Initiative. 

Lead Stakeholders: 

WDC, LWIBs, DLIR, DHS, One Stops Centers, SHRM, Chambers of Commerce

2. Develop Access Points for Workforce and Microenterprise Development
Intensify outreach efforts to traditional and non-traditional labor pool candidates.
· Recognize that individuals with multiple barriers transition successfully with the support of community-based and faith-based networks. 
· Seek technical assistance from USDOL and properly grow more One Stop Center access points in community-based and faith-based organizations. 
· Microenterprise should be included as a viable employment entry option.

Develop tax incentives to increase the number of Access Points volunteer-mentors among retired entrepreneurs and experts.

Lead Stakeholders:  

DBEDT-CBED, DLIR, One-Stop Centers, HACBED, SBA, Chambers of Commerce, DHS 
3. Administrative Burden Reduction Online Consultation

Federal programs for populations with multiple barriers and are among the most complex and cumbersome to complete.  
· Agencies would benefit from an online consultation with customers when working to reduce the administrative burden. 
· Government workers benefit from an online peer-to-peer consultation or networking to share best practices and solutions.  
· The European Commission has a straightforward forum where the public can submit ideas. 
Lead Stakeholders: 

DAGS, all entities with major federally-funded workforce development-related programs.
4. Create an Institute of Workforce Development Policy

States need to innovate and tap the potential of technology to overcome fragmented performance information and develop an integrated workforce performance system.  An Institute of Workforce Development Policy can lead in realizing statewide accountability.  Priorities are to:

· merge administrative data from several information reporting systems for performance evaluation, 
· recommend a common skills assessment and identify need for TLC planning activities,
· customize career fair information tools for different pools of potential workforce, and establish best practices.

Funding:  1% to 3% of all federal funds for workforce development should be sought to support the Institute’s effort to align data from performance information systems
Other states’ experiences:  Mississippi State’s WIB and the Mississippi State University’s Workforce, Economy and Community Development Research Unit built on existing systems to develop an integrated workforce performance system. The Washington State Institute of Public Policy reduced cost of outcome research by merging administrative data from two or more agencies. Louisiana reformed their workforce development system.

Lead Stakeholders: 

WDC, LWIBs, UH, Hawaii and Pacific Evaluation Association, DLIR, DOE, DHS

5. Green Jobs Act Initiative

A federal Green Jobs Act was approved but unfunded last year.  Hawaii should advocate for funding and include provisions to require TLC paths for underrepresented population. Many states have created working groups that have laid out the foundation for their State to compete for anticipated funding. A summary by the Center for Policy Entrepreneurship is entitled “Developing Colorado’s Green Collar Workforce”.
Fast track the competitiveness of Hawaii in seeking grants for green workforce development. Create a task force or working group to 
· establish an advance labor market intelligence about green jobs, 
· speedily inventory green jobs education and training program partnerships and other opportunities for embedding future ones, 
· release a green jobs study with a strategic investment guide, and 
· harness Hawaii’s competitiveness in acquiring and leveraging federal, state, local and private funding.  

Lead Stakeholders: 

DBEDT, DLIR, UH CC, Industry-Driven Councils, WDC and LWIBs

6. SECTRS Initiative

(Solutions to Employ the Challenged Talents through Regional Strategies)  
Accelerate sector strategy as a state policy framework.  
· Seek technical assistance from USDOL and collaborate with other regions in establishing labor market intelligence for priority sectors such as healthcare, technology, and education.  Use methods such as industry leader-propelled skill panels, scenario planning-based projections, and social networking-based collaboration.
· Create comprehensive programs including mentoring camps and fairs, industry-relevant ESL in public libraries, and job shadowing.  
· Provide solutions for underrepresented groups and require alignment of various programs namely apprenticeship, adult education, CTE, and other employer-based contextual work readiness preparation and English language acquisition.   

Other states’ experiences:  The San Diego Workforce Funders Collaborative (SDWFC) is a public/private coalition of agencies interested in expanding and coordinating funding for career education and workforce development efforts in the county.  It is designed to strengthen and expand sector workforce development efforts and regional partnerships.  Different states sought interagency alignment but varied in their solutions--some created a multi-agency gubernatorial cabinet position while others moved workforce development to their department of commerce. 

Lead Stakeholders: 

Industry-Driven Councils, DBEDT, DLIR, UH, DOE

7. No Workers Left Behind

When unemployment rates rise, employment challenges intensify for those with multiple employment barriers.  

· The University of Hawaii system can expand its program for senior citizens and provide free “re-tooling” education and training up to two years worth of tuition to qualified unemployed person with multiple barriers.  
· An assessment and TLC plan need to be completed and education or training pursued must be in the priority sectors of the State and local workforce investment areas.
The State of Michigan has a free tuition program and targets to have enough skilled workers to meet its 21st century workforce development goals.
Lead Stakeholders:

UH, DLIR, DHS

8. Accelerate Specific Skill Development Areas 

Identify critical need areas within the underrepresented workforce populations. The State can provide immediate grants-in-aid, foster funding collaboratives, and/or support national legislation and initiatives for the following:

1. Workforce development programs  for Certified Language Interpreters

2. Work-based skills development for adults with education below 5th grade level

3. TLC Planning for Highly-Skilled Adults adjusting to their new situation 

4.  Family literacy programs for adults with low literacy levels

5. Transition jobs for low income individuals

Lead Stakeholders:

DHS, DOE, DLIR, UH, SHRM, Trade and Industry Associations

9. Temporary Foreign Labor and Immigration Reform

Expand the role of DLIR and DHS to address immigrant workforce development issues.  
· Serve as policy advisers in matters relating to immigrant workforce development and support Hawaii’s substantial engagement in the national discourse over immigration reform.  Maryland and Illinois are examples of States with Immigrant Councils. 
· Examine laws and administrative rules and remove barriers to importation (domestic and international) of qualified faculty and labor for high-need occupational categories such as nursing faculty and public school teachers.
· Tap social networks and promote inter-industry, peer-to-peer understanding of requirements, challenges and solutions in hiring temporary foreign labor.  

Lead Stakeholders:

DLIR, COFA, EDAs, Chambers of Commerce, Councils of Industries that need H1 B and H1 A Visas, DOE, UH

10. Launch a Business Leadership Network in each  County.  

BLN are private sector councils of employers interested in understanding how to recruit, hire, train and manage persons with disabilities.  A strong national board is driving formation in states.  

Lead Stakeholders:  UH (Center for Disability Studies), WDC, LWIBs, SHRM and Chambers

11. Recognition of Best Practices and Promising Practices

Celebrate success annually through a formal recognition ceremony and support for presentations at conferences and publications.  
· “Best practices” refers to methods that consistently shown results superior than those achieved with other means and which are used as benchmarks for which to strive.  
· “Promising practices” show positive outcomes but have not established as consistent.

Lead Stakeholders:

Governor’s Office, Mayor’s Offices, WDCs and LWIBs,
WDC Special Meeting

January 12, 2009

Recommendations for Group Discussion

Priority #4  Address Workforce Housing
The areas within Priority #4 include problem statements, action-oriented solutions and major (but not all) stakeholders to be involved in implementation.  Other stakeholders will be added in the meeting, or as the recommendations are planned and implemented.  

Problems
Workforce housing includes single-family homes, townhouses, condominiums, small starter homes, and apartments. Workforce housing is housing that is affordable to households earning between 60% and 100% of area median income (middle income families).  “Affordable housing” means a family or individual is spending no more than 30 % of household income on rent or mortgage (including utilities).
In Hawaii, there is a shortage of purchasable workforce housing available to those earning between 60% and 100% of median income ($60,470 in Hawaii).  If general mortgage approval criteria equals 2.5 times the annual salary:
· A worker in Hawaii earning median household income can afford a $151,175 mortgage. 

· Properties within that price range only include leasehold apartments and properties outside of the urban core. 

For those workers looking to rent an apartment or house , there is a critical shortage of affordable rentable space.  For instance, those eligible for Section 8 housing are typically put on long wait-lists. Most of those newly eligible are not able to place their names on the list. 

The focus of workforce housing is also waning.  Recently, the Honolulu City Council eliminated a committee that focused on Affordable housing issues that would also assist in workforce housing issues.  The City is also planning to divest its twelve affordable housing complexes to private sources.  
Lead Agencies
The lead entities for these solutions are:

· The Federal National Mortgage Association (Fannie Mae);  The Federal Home Loan Mortgage Corporation (Freddie Mac) & Hula Mae (HHFDC)

· Hawaii State Legislature

· Hawaii State Department of Education (DOE)

· Department of Business, Economic Development and Tourism (DBEDT)

· County/City Councils on Oahu, Maui, Kauai and Hawaii

· Real estate developers proposing new residential projects 

· Businesses and other employers, and employer intermediaries
Action-Oriented Solutions

1.  Research
Gather labor market intelligence: Support efforts to develop housing by providing data gathered by DBEDT.  
2.  Land Use
Promote the use of land swaps between governmental entities, with the focus on creating enough space to develop workforce housing.  Land swaps can be performed by various County departments and Hawaii State departments and Real Estate firms in Hawaii. 
3.  Zoning
· Create a multi-stakeholder panel to examine different land use and zoning laws. Their focus should be on:

· This panel could be formed by The Hawaii State Legislature with input from all four county governments. The recommendations could be introduced directly to the State Legislature at its next regular session. 

· Create a new “affordable housing” zoning category in county zoning, which would allow developers to build projects subject to easier zoning and permitting requirements in return for development of affordable housing units.

· The laws would be promulgated by the County Councils of Oahu, Maui, Kauai and the Big Island of Hawaii. 

· Revamp zoning laws to allow higher density in urban areas 

· The laws would be promulgated by the County Councils of Oahu, Maui, Kauai and the Big Island of Hawaii. 

· Update and more strongly enforce affordable housing provisions in County zoning laws. Require land developers to set aside a percentage of the property to be priced at a level which the median income worker can afford housing. 

· The laws would be promulgated by the County Councils of Oahu, Maui, Kauai and the Big Island of Hawaii. 

4.  Financial Literacy

Increase financing education to first-time buyers, linking realistic financing options with realistic size expectations.   This could be accomplished through programs developed by Freddie Mac/Fannie Mae/Hula Mae. 
5.  Public Sector Workforce Assistance
Increase the number of incentive areas to allow DOE teachers to settle/resettle.  The Department of Education could change the rules regarding housing assistance for teachers in other remote locations throughout the state. 

6.  Private Sector Workforce Assistance
· Promote and expand on a program in which employers assist in helping employees purchase their own home through a combined focus by Private Industry, including banks and larger industries, to either create or help promote the creation of  a not-for-profit.  See below for an example of how this program works in Milwaukee WI. 

7.  Public-Private Partnerships

· Public/Private partnerships, in which private industry partners with government to construct housing units for their workers. 

· This could be promulgated through law changes at the Hawaii State Legislature and at the County Councils. Furthermore, housing developers would also be involved as they would be promoting this type of partnership in their projects.  Cook County IL, has a project similar to this. 

· Create a Mitchell-Lama type program in Hawaii

· Mitchell-Lama, introduced in New York in 1955 is the type of law that could be passed by The Hawaii State Legislature.  See below in other state examples for details on Mitchell-Lama. 

What are other states and regions doing about workforce housing?
· Nationally: In July 2008, the President signed into law the establishment of the National Housing Trust Fund, to fund the development of affordable housing units. Monies from the trust fund come from an annual contribution by Freddie Mac and Fannie Mae. 

· New York: The Limited Profit Housing Companies Act was created in 1955 to build  affordable housing for middle-income residents. The private sector housing developed under this program is known as Mitchell-Lama housing and is officially embodied in the Private Housing Finance Law.
· New Hampshire – The NH Legislature passed a law that requires all municipalities to provide reasonable and realistic opportunities for the development of purchase and rental workforce housing.  The collective impact of all local land use regulations must be considered, and workforce housing of some type must be allowed in a majority of land area where residential uses are permitted.
· Cook County Illinois: Created an equity public/private partnership to re-develop a south suburban housing project in which a portion of the project will be marketed to individuals at or below 60% of area median income. 
· Central Virginia: in 2004 created the CAAR Workforce Housing Fund in Charlotte to help provide down payment assistance to people employed in public-sector jobs such as fire fighters, police, nurses and teachers. The financial assistance from the Workforce Housing Fund is applied through a down payment loan. When the recipient sells, they return the loan to the fund, plus 6% of the original investment.
· In Baltimore MD, TransForm Baltimore is currently reviewing zoning code for revisions to be introduced to the City Council in the Spring-Summer 2009. 
· In Milwaukee, WI, Select Milwaukee, a not-for-profit created in 1990, has helped employers and employees partner in Employee Assisted Housing programs in which employers assist their employees to become homeowners, rather than just renters. 
Hawaii
· Recently, Stanford Carr development announced the start of Halekauwila Place, an 18-story affordable rental unit in Kakaako. Financing for the project has partially come from a $15 million loan from the Hawaii Housing Finance Development Corp. 
· Mokuloa Vista, a 69-unit affordable housing complex in Waipahu, was recently opened with $20 million in financing from the Hawaii Housing Finance Development Corp. 
· University of Hawaii – Manoa – houses professors at several locations in Manoa.

· Chevron – certain out-of-state employees relocating to Hawaii to work for Chevron get employee housing in Kapolei. 

· County of Maui – created a affordable housing fund – monies from fees paid by a developer are deposited into the affordable housing fund all moneys receive by the county in lieu of housing developers providing residential workforce housing

· County of Hawaii – Offers tax credits for Kona coast homeowners willing to rent a room to Hilo residents working in Kona via County Ordinance

