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WORKFORCE PLAN: PART I  
 
The Governor has established workforce goals that serve as the basis for local area's 
responses to the following:  
 
A. Overarching Workforce Priorities  

1. Describe how and what the WDB will do to implement each goal; 
 

 ñImproving the alignment between the skills needed by private sector employers and 
the education and job training systems that provide the pipeline of workers.ò 
The WDB will build upon partnerships with employers, economic development, chambers of 
commerce and education to close the skill gap for short and long term job openings.  In 
order to close the skill gap, employer training needs and curriculum must be aligned.  To 
improve alignment between skills needed and those taught by the job training and 
education system, the WDB has implemented: 
 
*Targeted Training:  As funding has become strained, the WDB requirements for job 

seekers to receive training dollars is increasingly targeted on training in occupations 
where employers have expressed having current or short-term projected job openings.  

 
*Career Pathway & Career Education:  Job seekers will be provided with career pathway 

information upon enrollment in WIA programs so that job seekers are viewing a long 
term career with educational options for vertical advancement. Career awareness 
outreach will be increased, particularly in manufacturing targeting students and parents.  
Youth that are aware of realistic career options are better able to build upon their 
existing skills and streamline their choice of classes to accelerate the attainment of 
skills needed by employers. 

 
*Sector Strategies & Industry Partnerships:  Industry partnerships have been highly 

effective in closing the skills gap and tweaking technical college curriculum to respond 
to the needs of employers.  Industry Partnerships, comprised of employers, technical 
colleges, and additional non-profit or community based training providers, bring together 
employers with common training needs allow employers to send employees to training 
while maintaining near-normal production levels, while making training cost effective for 
employers.  Technical colleges and other training providers have responded favorably 
to employersô common training needs by tweaking curriculum to address the needs of 
employers in the Industry Partnership.  Training is co-funded by public and private funds 
where employers pay a percentage of training related costs. 

 
*OJT:  The WDB has had excellent success throughout the years with the On the Job 

Training (OJT) program. OJT closes the skills gap by providing training funds that allow 
the flexibility for employers to address specific extraordinary training needs of new-
hires.  OJT has been a valuable training tool in this economic environment.  OJT aligns 
public and private funding where employers pay a portion of training related costs. 

 

 ñCoordinating federal and state economic and workforce development funds to 
target resources more effectively, and to explore options such as federal waivers 
that support innovative solutions.ò 
The WDB has developed a new partnership with the Department of Workforce 
Development (DWD) Job Service to deliver Re-Employment Sessions to unemployed job 
seekers that are collecting Unemployment Insurance.  The new RESs are focused on 
connecting UI recipients to job leads via a ñhand onò component to enable job seekers to 
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secure employment quickly.  The new RES coordinate the efforts and funds of Job Service 
and the WDB. 

 

 ñDesignating specific employment sectors for priority spending based on regional 
sector strategy priorities and sufficient evidence of labor demand.ò 
The WDB has designated high-growth high-demand industries of manufacturing and health 
care as regional sector strategy priorities.  The industries were selected based on the 
number of current and projected job openings as identified in a 2011 Employer Survey for 
WOW county employers.  The survey results were overlaid with job opening projections 
from the State Department of Workforce Development Labor Market Information, and 
trends seen by economic development and chambers of commerce, to create a 
comprehensive picture of short and long term projections for training needed.   

 

 ñImproving sector alignment of mutual purposes by requiring each Economic 
Development Board to have a Workforce Development Board representative.ò 
Several Workforce Development Board members serve on the Economic Development 
Board as well. This cross population will continue to increase and improve alignment where 
mutually beneficial.  
 

 ñImproving accountability and transparency in order to measure success and 
prioritize future funding based on outcomes.ò 
The WDB will improve accountability and transparency by increasing dissemination of 
performance outcomes.  Additionally, when approving the annual budget, the WDB will 
continue to review the prior year performance outcomes before allocating funds.  Quarterly, 
the WDB reviews performance measures during open meetings, which are publicized by 
the WDB following open-meetings law.  Throughout the year, the WDB adjusts the budget 
where needed to strategically prioritize funds based on program outcomes.  When 
contracting for services, the WDB releases a Request for Proposal (RFP) to ensure that 
award of funding is transparent to the public.  RFPs include evaluation criteria that require 
proof of past program performance and sound fiscal and programmatic decision making.  
Proposals received by the WDB are reviewed by the WDB Selection and Oversight 
Committee, who make a recommendation to the full WDB, which has the final decision 
making authority.  
 

 ñResearching and incorporating best practices from other states to support an 
effective, well-coordinated programming system that is in line with federal 
requirements.ò 
The WDB continuously researches and incorporates national best practices on a local 
level.  Tools for identifying best practices include internet searches, professional 
networking, social media such as Twitter and Facebook, and national association 
subscriptions.  The WDB will be reviewing a best practice in Indiana for business retention 
and attraction where workforce development is a critical part of the model. 

 
2. Identify if the WDB will take a leadership role, or, in what manner the WDB will be 

engaged; 
The WDB will take a leadership or active role in the following activities:  
 

 ñImproving the alignment between the skills needed by private sector employers and 
the education and job training systems that provide the pipeline of workers.ò 
The WDB is leading: 

 Modifying the criteria for use of training funds. 
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 Incorporate a system for providing WIA participants with career pathway information 
upon enrollment in WIA programs.  Expanding career awareness activities, 
particularly in manufacturing. 

 Two existing regional industry partnerships in manufacturing:  Power Controls 
Industry Partnership and M-7 Manufacturing Industry Partnership. In 2010, 
educational institutions and the WDB partnered to tweak technical college curriculum 
in manufacturing, in order to address employer training needs.  Through a series of 
industry partnership meetings, employer training needs that were common to most 
employers were identified.  Training providers Waukesha County Technical College 
and Wisconsin Regional Training Partnership adjusted curriculum to address 
employer needs.  The industry partnerships will continue to serve as the 
infrastructure for quickly responding to employer training needs in current and 
emerging occupations and industries. 

 Development of a tri-county industry partnership in health care. 

 Expanding the On the Job Training (OJT) program for employers in the WOW 
counties.  WDI has created an OJT process that is a simple, streamlined contract 
process that mitigates bureaucracy while addressing training needs of individual 
employers.   

 Implementation of the SAGE program. 
 

The WDB is actively participating in: 

 Regional healthcare alliance  

 Milwaukee Area Healthcare Alliance 
 

 Coordinating federal and state economic and workforce development funds to target 
resources more effectively, and to explore options such as federal waivers that 
support innovative solutions; 
The WDB and Wisconsin Job Service staff recently partnered to develop a Re-Employment 
Service (RES) model built on the premise of assisting Unemployment Insurance (UI) 
participants to secure employment quickly.  Job Service leads the RES and provides 
resourceful information to job seekers.  WDI case managers and employer relations 
specialists provide a ñhands-onò component by assisting attendees to adjust resumes, 
match with current job openings, connect with the appropriate supportive services, mock 
interview and begin the on-line job search and application process.  The WDB will continue 
to work with Job Service to improve the new RES model. 

 

 Designating specific employment sectors for priority spending based on regional 
sector strategy priorities and sufficient evidence of labor demand; 
The WDB lead an initiative to survey employers in the WOW counties to formally gauge the 
current and projected on-the-ground job openings.  WDI lead the analysis of survey results 
by comparing to job opening projections from the State Department of Workforce 
Development Labor Market Information, and trends seen by economic development and 
chambers of commerce, to create a comprehensive picture of short and long term 
projections for training needed.  The WDB is in the process of revising the criteria for 
eligible training. 

 

 Improving sector alignment of mutual purposes by requiring each Economic 
Development Board to have a Workforce Development Board representative; 
The WDB will continue to work with economic development to increase cross population on 
the Workforce Development Board and Economic Development Board.     

 

 Improving accountability and transparency in order to measure success and 
prioritize future funding based on outcomes; and, 
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The WDB will develop a plan for increasing dissemination of performance outcomes. The 
WDB leads funding decisions related to WIA funding.  As part of their leadership, the WDB 
reviews performance outcomes prior to allocating funds.  Quarterly the WDB reviews 
performance measures and makes adjustments to the WIA budget allocation, when 
necessary. Funding that is allocated to subcontracted agencies is disbursed through a 
procurement process developed by the WDB.  Proposals received by the WDB are 
reviewed by the WDB Selection and Oversight Committee, who make a recommendation 
to the full WDB, which has the final decision making authority. 

 

 Researching and incorporating best practices from other states to support an 
effective, well-coordinated programming system that is in line with federal 
requirements. 
The WDB will continue seeking best practices and continue membership with the National 
Workforce Association and the Wisconsin Workforce Development Association.  These 
memberships provide access to a pool of knowledge and best practices both in Wisconsin 
and throughout the nation.  Six of the eleven WWDA Executive Committee members are 
members of national associations such as the National Skill Coalition, Great Lakes 
Employment and Training Association, National Association of Workforce Development 
Professionals, National Association of Workforce Boards, and Conference of Mayors.  
National best practices that the WDB has incorporated include partnering with the technical 
college system to develop career pathways, and partnering with the Department of 
Corrections to deliver job training, case management, and job placement services to ex-
offenders re-entering society. 

 
3. Identify how the WDB will measure the progress of the above activities to attain 

these goals, and any evaluation methodologies; 
Measurements for WDB progress include: 

 Modified criteria for targeting training funds completed. 

 Career pathway information is provided to WIA participants.   

 Career outreach activities, particularly in manufacturing, expanded. 

 The Power Controls Industry Partnership and M-7 Manufacturing Industry 
Partnership continue to convene and identify common training needs, and serve as 
a venue for employer lead initiatives. 

 A healthcare industry partnership will be developed in the WOW counties. 

 On the Job Training (OJT) program will be expanded and address individual 
employer training needs in the WOW counties as measured by employer 
satisfaction surveys. 

 SAGE will be fully implemented in the WOW counties as measured by the SAGE 
grant objectives. 

 Active participation in the Regional Healthcare Alliance, and Milwaukee Area 
Healthcare Alliance. 

 RES sessions will be partly staffed by WDB case managers and employment 
relations specialists, who will engage participants in the manner articulated in the 
model.  

 The WDB will conduct an employer survey annually and consult with economic 
development and chambers of commerce to create a comprehensive picture of 
training needs. 

 The WDB will increase dissemination of performance outcomes, and review 
performance outcomes prior to making funding decisions. When procurement 
requires an RFP process, the WDB will consider the Selection & Oversight 
Committeeôs recommendations prior to making a funding decision. 
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 The WDB will gather best practices and incorporate best practices into local 
programs as measured by continued membership of national organizations and 
program improvements that align with best practices throughout the nation. 

 
4. If the WDB had WIA-related state set-aside and/or incentive funds, what top three 

activities would the WDB pursue? 
The top three activities the WDB would pursue are: 

 Public/private ventures with sector strategy/Industry Partnership employers to train 
new hires and ñup skillò incumbent workers in occupations along the career 
pathway. 

 Expand the OJT program to respond to individual employer training needs. 

 Develop a career education program, in partnership with employers, which provides 
youth a solid understanding of career choices.  The career education would include 
real-life hands-on component of careers. 

 
5. List any other recommendations that would assist the State in meeting these goals. 

Allow the WDB to access to Unemployment Insurance data regarding employment and 
wages.  This data sharing would allow for electronic tracking of participants that are 
securing employment by cross referencing the social security numbers in ASSET with UI 
employment data, and assist the local areas in measuring program effectiveness for WIA 
programs and RES.   
 
Provide additional technology resources to local WDB for purchase of laptop computers 
creating a mobile and flexible computer room.  The resource rooms and technical college 
computer labs continue to remain at capacity and unavailable due to high volumes of users. 
 

B. Workforce Investment Description 
1. Briefly "identify the workforce investment needs of businesses, jobseekers, and 

workers in the local area," and how these needs were identified. [118(b)(1)(A); 20 
CFR §661.350(1)] 

 The needs articulated below have been identified through: 
V Two planning sessions (September 27 & 28, 2011) with key stakeholders  

September 27th meeting attendees: 
Name Title  Organization Association(s) 

Tony Dziedzic VP Regional Operations Kaiser Group NAWDP & Wisconsin Social 

Services Association - member 

John Heyer President Kettle Moraine Coatings WOW WDB - Chair 

Mary Baer Director of Membership  

Development 

Waukesha Co Business Alliance Waukesha Co. Technical College 

District Board - member 

Beth Norris Job Center Coordinator Waukesha, Ozaukee, Washington 

Workforce Development Center  

 

Cara Bowman Lead Case Manager Kaiser Group NAWDP ï member 

Bill Mitchell  Executive Director Waukesha County Economic 

Development Corp. 

WEDA & Wisconsin Business 

Development Finance 

Corporation  - member 

Sheila Knox District Director Job Service WOW Workforce Development 

Board 

Mark Poffinbarger Vocational 

Rehabilitation 

Supervisor 

Division of Vocational 

Rehabilitation 

 

John Krause, Sr. Director of Sales & 

Marketing/Business 

Development 

Representative (Retired) 

Dental Associates, Ltd. Washington County Central 

Labor Council 
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September 28th meeting attendees: 
Name Title  Organization Association(s) 

Bob Walerstein Supervisor Ozaukee County  

Christian 

Tscheschlok 

Executive Director  Washington County 

Economic Development 

International Economic Development 

Council - member 

WI Economic Development Association - 

member 

M7 - member 

Peter Rettler Campus Administrator  Moraine Park Technical 

College  

West Bend Economic Development 

Washington County Economic 

Development 

Kathleen Schilling Executive Director Ozaukee County Economic 

Development 

WOW WDB ï member 

M7 ï member 

WI Economic Development Association  

American Planning Association  

Lee Patzer Operations/Education 

Manager 

Waukesha County Economic 

Development 

Partnership: Community Chamber of 

Waukesha County  

Margaret Ellibee 

(Representing Dr. 

Prindiville) 

Vice President WCTC WOW WDB (Barbara Prindiville)  

M7 - member 

Waukesha County Business Alliance - 

member 

Board Association of Career Technical 

Education 

Mary Wehrheim President Stanek Tool, Corp WOW WDB - Vice Chair 

WCTC Board ï member 

Tool & Die Association - member 

Lisa Maylen Job Center 

Coordinator 

Ozaukee & Washington 

County Workforce 

Development Centers  

Several Advisory Committees at 

Technical Colleges (MPTC and MATC) 

Mequon Council 

Jean Donovan Manager, Co-

op/Internship and 

Student Employment 

Services 

WCTC  

Mike Shiels Associate Dean of 

Manufacturing 

WCTC  

Suzanne Kelley  President Waukesha Co. Business 

Alliance  

Represent about 900 companies and 

organizations in Waukesha County 

 
V Employer survey conducted in March 2011 
V Industry partnership meetings 
V Business Service Unit Employer Relations Specialists meetings with employers 
V Discussions with Chamber of Commerce 
V State LMI data 
V Discussion with Economic Development 
V Survey of Wisconsin Precision Metalworking Council employers in 2011 
V Job Center survey of job seekers 
V One-on-one conversations with job seekers 
V Credible studies (e.g. UW Milwaukee Job Opening Survey, surveys by Manpower) 

 
Employers 
Employers have identified a need for: 

 Mid to highly skilled workers to fill jobs in manufacturing and healthcare 
occupations.   

 Incumbent worker training to ñup skillò current workforce with technical skills and 
critical thinking skills.  
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 New worker training for soft skills. 

 Assistance paying for training, particularly during this economic time when 
employers are struggling to expand and create jobs.  Employers are struggling with 
how to prioritize spending between training workers and hiring additional workers. 

 
Job Seekers 
Job seekers have identified the need for: 

 Soft skills as indicated by self reported past work history showing an inability to 
retain employment. 

 Job search skills as indicated by a lack of knowledge of resources and how-to 
knowledge related to job search. 

 Career awareness as indicated by the number of job seekers expressing unclear 
understanding of careers and recent studies showing a lack of career understanding 
among youth in particular. 

 
Incumbent Workers 
Incumbent workers have identified the need for: 

 Training to ñup skillò workers so they are able to become innovators and secure 
better paying jobs. 

 Career pathway knowledge as indicated by the number of incumbent workers that 
self report a lack of knowledge about career pathways and appropriate training for 
vertical transitions in occupations. 

 
2. Briefly describe the WDB's employer linkages per the WIA provisions. 

 ["Employer Linkages. The local board shall coordinate the workforce investment 
activities authorized under this subtitle and carried out in the local area with 
economic development strategies and develop other employer linkages with such 
activities." [Sec. 117 (d)(3)(B)(7)]  "The local board shall promote the participation of 
private sector employers in the statewide workforce investment system and ensure 
the effective provision through the system, of connecting, brokering, and coaching 
activities, through intermediaries such as the one-stop operator in the local area or 
through other organizations, to assist such employers in meeting hiring needs." 
[Sec.117 (d)(3)(B)(8); §661.305(a)(8)] 
The WDB has connections to over 4,430 employers in the WOW counties. The WDB 
Business Service Unit is responsible for (a) developing relationships with local employers, 
(b) gleaning on-the-ground knowledge of job openings and skills needed by employers, and 
(c) connecting employers, economic development, chambers of commerce, education, and 
job seekers. 
 
WDB activities that address these roles include: 
 
Work Experience & Job Placement:  The WDB Business Service Unit works with the K-12 
system through the WIA Summer Youth Program and year round youth program for youth 
ages 16-21. Throughout the year case managers work closely with local high schools, 
particularly guidance counseling departments and special education departments within the 
schools to help youth become ñjob readyò. The education system refers youth (ages 16+) 
with the following barriers: pregnant or parenting, basic skills deficient, offender, school 
dropout, disability, homeless/runaway, and/or foster child to WDI case mangers.  Once 
enrolled, the WDI case mangers work closely with the youth on career planning, job skills 
training, career counseling, scholarship opportunities, career assessments and math and 
reading testing, and occupational learning. When a youth is ñjob readyò, they are assigned 
an employer relations specialist that assists the youth in securing a 6-8 week paid work 
experience that enables youth to develop soft skills, learn workplace competencies, earn 
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while learning, explore careers, and develop skills. When youth are ready to join the 
workforce permanently, the employer relations specialists assist in connecting youth with 
local employers for interviews, internships and permanent positions. Employer relations 
specialists follow up with specific employers after youth interviews, represent the youth, and 
encourage employers to hire the youth permanently.  
 
Career Awareness: The Business Service Unit works closely with manufacturing companies 
and Economic Development entities to offer a career manufacturing exposition to high 
school students.  The event is an opportunity for parents and youth to discuss 
manufacturing careers with local manufacturing employers (approximately 20), and the 
training necessary. The event is a school activity during the regular school day.   
 

 The WDB is a sponsor of the Waukesha County Career Exposition, and partners with the 
Waukesha County Technical College and local employers to plan the event.  Career 
Exposition is a career exploration program that informs over 1,100 middle school students 
of careers. This program is offered during the regular school day.  Presenters/local 
business provides hands-on career exploration workshops throughout the day. The event 
unites teachers, school administrators, business leaders, service organizations, colleges 
and trade associations.   
 
Career Pathways:  Career pathways were developed in manufacturing resulting from a 
partnership of the WDB, employers, and technical college.  Throughout the career pathway 
development process the workforce boards and technical colleges have taken an industry-
driven approach by consulting with industry partners to identify regional industry needs 
including skill gaps and training needs.  The role of workforce development has been three 
fold: 1) to recruit employers to provide input to the development of career pathways; 2) refer 
WIA participants to career pathway opportunities; and 3) provide wrap around services to 
career pathway users to facilitate the best chance of success.  Technical college roles have 
also been three fold and include recruiting employers from advisory councils, developing 
the career pathway, and developing career pathway curriculum. 

 
Sector Strategies/Industry Partnerships:  The WDB is leading two industry partnerships in 
manufacturing, where the WDB convenes employers, technical colleges, and additional 
training entities to align common training needs of employers with training curriculum.   
 
The WDB is a member of the Regional Workforce Alliance, which continues to collaborate 
with the Milwaukee 7 (M7) - the economic development entity for the region.  Through a 
partnership between RWA and M7, the Water Council was created and serves as the 
venue for employers in the water industry to convene around common training needs.  

 
3. Provide highlights of your Business Services Team (as required in the 

Comprehensive Job Center Standards) and list the membership with their 
organization representation: 
a. In general, how are you working with businesses?: Identify key activities and the 

WIA partners who actively, collaboratively participate in these activities; and 
The WDBôs primary system for working with businesses is through the operation of the 
Business Services Unit (BSU), employed through Waukesha-Ozaukee-Washington 
Workforce Development, Inc (WOW WDI).  The department has been designed to 
address the needs of new and existing WOW employers, integrate workforce 
development programs to maximize and leverage resources available to promote job 
creation, and ensure that all WOW job seekers have access to on- the- job training and 
employment opportunities that are the right match for their skills and preferences. The 
BSU develops strong relationships with the business community by providing 
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comprehensive, customer-focused services.  These services are designed to help 
businesses maximize their resources for hiring, training, retaining and expansion.  Each 
company is assigned a representative who is knowledgeable and able to design a plan 
suited to meet the employerôs short- and long-term business needs, typically with a 
human resource focus.  Currently, the BSU consists of six Employer Relations 
Specialists (ERS), each of whom is assigned to cover specific companies based on 
alphabet designations.  
 
While center-wide marketing, such as newspaper ads, and a website help draw 
employers to the Center, ERS take a proactive approach in reaching out to area 
employers. Characteristic duties of the representatives include: 

 Contacting area employers for the purpose of job development and marketing of 
job center services. 

 Coordinating with case managers for referral of applicants to job openings as 
well as follow up calls to employers after interviews.  

 Developing on-the-job training, customized trainings, youth internships and other 
employer training contractual arrangements. 

 Marketing of JobCenterofWisconsin.com to employers for posting current 
openings. 

 
ERS develop and maintain employer accounts through regular contact and follow-up 
that includes, but is not limited to, the following activities: 

 Cold calls to area businesses 
 Distribution of employer information folders, which includes information on WDB 

programs and Workforce Development Center partners 
 Employer walk-ins and telephone calls 
 E-mail blasts 
 Networking (i.e. attendance at seminars, business association events, trade 

shows, etc.) 
 

WOW Employers receive assistance from the local Center in: 

 Attracting, training, and re-training workers, particularly healthcare and 
manufacturing industry workers 

 Stemming the flow of young, educated workers out-of-state 

 Supplying readily available workers, at entry level and skilled level, who possess 
basic computer skills 

 Attracting new workers to the area 

 Accessing information about best practices in retention/recruiting 

 Accessing information about the means to stay competitive in a global economy 

 Accessing information regarding the labor market and labor law issues 

 Mitigating worker transportation challenges 

 Mitigating childcare challenges of the workforce 

 Understanding Job Center services 
 

All activities and services for employers can be accessed through the Workforce 
Development Centers in Pewaukee (Waukesha County), Mequon (Ozaukee County), 
and West Bend (Washington County). Services include: 

 Access to job applicants through the Resume Matrix of SE Wisconsin System 

 Workplace education 

 Apprenticeship training  

 On-the-job training 

 Customized training 

 Job matching  
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 Employee recruitment programs 

 Job listing (JobCenterofWisconsin and Tech Connect) 

 Information on ADA, workplace accommodations, labor law 

 Space for interviewing job applicants 

 Labor market information 

 Revolving loan funds 

 Site selection 

 Job fairs 

 Interns and Co-ops 

 Connection to ChooseMilwaukee.org, a regional resource 
 

Employer Relations:  WDI Business Service Unit staff, employment relations specialists 
(ERS), work closely with all WDA #3 partner agencies.  Regular communication occurs 
related to job leads, hiring events, new business in the area, referral of services, 
process, training opportunities, and referral of participants. This information is primarily 
shared through the Center Operations Team and All Staff meetings.  E-mails to all staff 
are used to share information on specific employer service plans such as recruitments 
events. Flyers announcing recruitment or application collection events are shared 
throughout the Center which includes case management staff, counseling staff and 
resource room staff.  When appropriate, these flyers are also faxed to Job Centers 
across Southeastern Wisconsin. 
 
Connecting Job Seekers & Job Openings:  The ERS gathers information through a 
variety of methods on the type and number of job openings.  Employers are contacted 
by phone, email, fax and in-person to better understand their needs.  Job fairs, 
application collections and recruitment events are lead by the Business Service Unit 
which coordinates with Center partners.  The Workforce Development Center has a 
web-based Resume Matrix where employers can review resumes of both WIA 
participants and the general public, and contact individuals.  The premise of Resume 
Matrix is to provide employers with a pool of candidates that is accessible at the 
desktops of those who do the hiring within the region.  Job Center of Wisconsin is also 
marketed extensively to employers in the area.  
 
Labor Market Information: The ERS provide labor market forecasts to employers, such 
as data related to a specific industry, hiring trends, and/or labor market forecasts, to 
assist employers in making informed decisions.  ERS promote the WorkNet site to 
employers; the link is also on the Workforce Development Center website. Employer 
open house events regularly include labor market information sources, and/or focus 
completely on labor market information with the labor market economist as the featured 
speaker. 
 
Employer Resource:  The Center offers an annual publication (magazine) entitled 
WORK: Workforce Strategies and Solutions for Business, and this publication contains 
articles written from experts in the field related to an array of topics and best practices 
to inform regional employers on the latest regional workforce trends. Historically, topics 
have included: Sustainability and Greening your Business, Retraining for the Future, 
Mature Workers- a Valuable Link, Regionalism, Economic Development, Education, 
and Preparing Youth for the Future. The WORK publication is distributed to over 5,000 
regional business leaders annually.  
 
Rapid Response:  When a downsizing occurs, the WDB rapid response team contacts 
and meets with company officials to arrange worker orientation sessions. The on-going, 
established relationships that the ERS have with employers can lead to companies 
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informing WDI of downsizings. In the unfortunate situation of a company closing, the 
ERS and rapid response team work with employers to place dislocated workers into 
another job quickly.  As an example, ABC Company is closing.  ERS receives a call 
from XYZ Company that is hiring, stating they are interested in hiring laid off workers 
from ABC Company.  The existing solid relationship that ERS have with local employers 
truly assists job seekers and employers in connecting to employment opportunities.  
 
Job & Career Fairs:  The Business Service Unit, in partnership with Workforce 
Development Center partners, hosts job fairs throughout the year as a means of 
connecting employers and job seekers. There are generally four larger, ñall-industryò job 
fairs held throughout the WOW area in a given year.  In addition, smaller industry-
specific job fairs, career fairs, and resume collections are conducted as needed.  These 
events are fee-based for employers and follow the WDIôs process for fee-based 
services. Partner agencies, particularly Job Service, Waukesha County Technical 
College (WCTC), Moraine Park Technical College and Milwaukee Area Technical 
College, assist in marketing and sponsoring the event.  WCTC operates the Annual 
Spring Workforce Development Center & WCTC Job Fair/Healthcare Career Fair. 
 
Application Collection:  The Business Service Unit conducts an application collection 
service where ERS help employers with a hiring campaign.  The WDB Business Service 
Unit serves as the collection point for applications over a several week period.  At times, 
companies arrange one-day recruitment at one or more of our locations where we help 
promote the event and during the recruitment day we provide as much support as 
needed for the recruiters.  In short, the ERS works to identify company needs and 
match them to a solution.   

 
Employer Survey:  Annually, the Business Service Unit sends a hiring survey to local 
(WOW) employers that are in high-demand industries in the WOW area.  The survey 
results articulate hiring trends of hundreds of companies with a breakdown of potential 
hiring by quarter in a given year. The results of the survey assist local and State leaders 
to address hiring trends, challenges and short-term forecasting. The Employer 
Relations Specialists utilize survey data to call upon employers that may need 
assistance with hiring. Whether it be taking part in a job fair, or connecting to job 
seekers through an application collection, the local ERS can customize services to 
assist the employer.  Survey results are shared with partner agencies, DWD, and the 
Business Alliance.   

 
b. Attachment A Attach a copy of the WDB's regional Business Services Plan, and 

identify who, including workforce partners, participated in the development of 
that Plan. 
See Attachment A. 

 
c. Describe how the Business Services Team coordinates with business services 

activities of partners, especially Job Service and Vocational Rehabilitation. 
The WDB Business Service Unit is working with partners in the following ways: 
 
Job Service  
The Business Service Unit and Job Service staff in the Waukesha, Ozaukee and 
Washington counties Workforce Development Centers partnered to develop and 
operate a Re-Employment Service (RES) Job Search model built on the premise of 
assisting Unemployment Insurance (UI) participants to secure employment quickly.  
RES Job Search incorporates a ñhands-onò component where participants immediately 
utilize lessons learned.  The Job Service staff led the Re-Employment Sessions and 
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provides information regarding Center resources, labor market statistics and trends; the 
Business Service Team provides small group job coaching such as resume review, job 
matching based on job openings in the Job Center of Wisconsin database, and mock 
interviewing. 
 
The Business Service Unit Employer Relations Specialists (ERS) promotes the Job 
Center of Wisconsin (JCW) extensively through face-to-face employer contact, at 
workforce events and through e-mail blasts. The Job Service Call Center (JSCC), 
Fidelity Bonding, Work Opportunity Tax Credit-WOTC, and technical assistance 
regarding recruitment and workforce retention planning are promoted when ERS have 
employer contact.   
 
The ERS have participated in training regarding National Career Readiness Certificate 
(NCRC). ERS promote NCRC and company profiling during employer visits. Specific 
questions and/or meeting requests regarding NCRC are then set up directly with Job 
Service NCRC specialists. Monthly meetings between Job Service staff and ERS 
promote ongoing communications regarding employer services.  
 
Job Service also serves on the WOW Operations Teams, Management Teams, 
Regional Business Services Team as well as holds a position on the WOW WDB. 
Workforce Development Centers partnered to develop and  
 
Department of Veterans Affairs 
The Business Services Team interacts with the local Department of Veterans Affairs 
staff and maintains an excellent working relationship. Working together, the Veterans 
Representative and WDI developed a website page that is specifically geared to 
Veteran customers with available services in the WOW area.  The website allows 
veterans to email a question, concern, or request for an appointment immediately to the 
Veterans Representative. The ERS promotes the Priority of Service for Veterans and 
Jobs for Veteranôs Act (JVA) which requires that veterans and eligible spouses who 
meet WIA eligibility requirements receive priority of services for all WIA provided 
services and programs.   
The ERS refer employers to the Trade Adjustment Assistance (TAA) Program in 
instances where workers will be losing their jobs as a result of foreign trade.  

  
DVR  
Division of Vocational Rehabilitation (DVR) staff are partners in all centers. The 
Workforce Development Center in West Bend is the office location for all DVR 
counselors serving the county. Staff of another partner at the West Bend Center, The 
Threshold, Inc., a rehabilitation service agency, provides vocational assessment 
services. The West Bend one-stop center is an excellent model of integration of partner 
services for people of all abilities.  DVR serves on the WOW WDB, Workforce 
Development Center Operations Teams, Management Team, and Regional Business 
Services Team.  Collaboration happens on a management and front-line staff level.  
WDI Employer Relations Specialists have collaborated with DVR regarding on On-the-
Job Training opportunities.  
 
Technical Colleges 
The WDB Business Service Unit is partnering with Waukesha County, Moraine Park, 
and Milwaukee Area Technical Colleges to: 

 Market the Corporate and Community Training and Tech Connect as an option 
available to employers when ERS meet with employers. 
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 Referring employers, when appropriate, to Corporate and Community Training 
to learn of customized training, technical college resources. 

 Convene employers for career pathway activities, particularly DACUMS and 
Industry Partnership grant opportunities.  

 
Arbor Employment & Training  

 Share information regarding employer job openings, particularly employers 
hiring a large number of people. 

 Partner as a host work site for W-2 participants and Transitional Jobs program. 
 

Economic Development  

 Share information regarding employer expansion and reduction activities.  

 Regular meetings between WDB and Economic Development. 
 

The WDB and Economic Development will develop a process for addressing employer 
workforce needs in a coordinated manner.  In Ozaukee County, economic development 
and the WDI ERS meet monthly to coordinate efforts.  The WDB will explore this as an 
option in Waukesha and Ozaukee counties. 
 
Second Chance Partners for Education 

 Refer manufacturing employers when appropriate. 
  

4. Career Pathways: Identify what sectors, programs/courses, and where they are being 
provided.  Describe how the WDB intends to expand career pathways and other 
similar models.  If career pathways training is not available for youth and adults 
within the WDA at this time, list top action steps in concert with WTCS to develop 
career pathways, and an anticipated timeline as to when career pathways will be 
incorporated into the WDB's service delivery.  Identify other strategies the WDB is 
using for participants to be competitive in the job market to train-up for the next level 
of prospective employment. 
 
In the WOW WDA, career pathways have been developed for the manufacturing and health 
care industry sectors.  Specific occupational manufacturing career pathways have been 
developed for CNC, electronics/electrical, industrial maintenance, and welding.  Waukesha 
County Technical College incorporates the aforementioned pathways into their 
manufacturing programs by ñchunkingò the two-year Associate Degree program into 
consecutive certificate programs that, in total, will result in an Associate Degree.  Moraine 
Park Technical College incorporates the CNC, industrial maintenance and welding career 
pathways into their manufacturing programs using the same ñchunkingò methodology 
articulated above. 
 
Health care occupational career pathways include informatics and support services, and 
therapeutic and diagnostic.  These career pathways are incorporated in to WCTC and 
MPTCôs health care programs using the methodology articulated above.  Additionally, the 
occupational career pathway for Artisan Baking is incorporated into the culinary curriculum 
at MPTC using the ñchunkingò model. 
 
The career pathway principles of aligning resources locally and regionally, targeting low-
income adults, and providing industrial driven programs will continue to be incorporated into 
WDA programming. Regional employer meetings convened by WDB continue to identify 
core competencies necessary for each "chunk" of the career pathway, and input and 
validation of the career pathways models. ITA and TAA training, when appropriate, will be 
aligned around career pathway models.  When WDB develops and continuously improves 

http://secondchancepartners.org/
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programs, career pathways will be incorporated as central component.  For example, when 
employers express a need for training, WDB staff guide the conversation to align with 
career pathways that respond to employer need, and align with training. 
 
Job seekers will be provided with career pathway information upon enrollment in WIA 
programs so that job seekers are viewing a long term career with educational options for 
vertical advancement. Career pathways and awareness will be increased, particularly in 
manufacturing targeting students and parents.  Youth that are aware of realistic career 
options are better able to build upon their existing skills and streamline their choice of 
classes to accelerate the attainment of skills needed by employers. 
 
Additional strategies to increase competitiveness of participants and train-up for the next 
prospective level of employment primarily focus on seeking and aligning funds to train 
incumbent workers.  The WDB has utilized public/private partnerships to align training funds 
to address common and individual training needs of employers.  Recent examples include 
the M-7 Manufacturing Industry Partnership, Power Controls Industry Partnership, and an 
H1-B grant application in partnership with the Wisconsin Precision Metalworking Council. 

 
C. Sector Strategy Activities 

1. Identify the WDB's current targeted high-demand industry sectors, how they have 
been determined, and the evidence used to identify the labor demand. 
Local industries that have current high-demand for skilled workers are manufacturing, and 
healthcare.  A combination of tools were used to identify the high-demand industries and 
labor demand in the WDA including annual employer surveys, industry partnership 
meetings, ERS meetings with employers, discussions with Chambers of Commerce, 
discussions with Economic Development, state LMI data, and credible studies.   
 
The WDB conducts a survey of local employer annually to gain a current understanding of 
hiring and training needs.  The Business Service Unit Employer Relations Specialists 
(ERS), which reviews job openings and corresponds with employers daily, reviews the 
survey data and compares this data to their on-the-ground knowledge and information 
gleaned from market research reports.  The WDB will consult with Chambers of Commerce 
and Economic Development regarding companies that are locating, expanding or reducing 
the size of their facility in the tri-county area.  LMI data is overlaid with the aforementioned 
methods to provide a comprehensive assessment of which industries and occupations are 
in high-demand. 

 
2. Demand-sectors change based on the changing economy.  Describe the 

methodology used to determine if the existing sector should change, or if new sector 
strategies should be developed.  Identify any new sectors the WDB may intend to 
pursue. 

 The WDB considers results of the annual local employer survey, industry partnership 
meetings, ERS meetings with employers, discussions with Chambers of Commerce, 
discussions with Economic Development, state LMI data, and credible studies to determine 
if an industry is in-demand and should therefore be pursued.  If information sources 
consistently indicate that an existing sector is becoming extinct in the WDA, the WDB will 
review the information and determine if the industry sector is considered a dying 
occupation, and focus resources on another industry.  If these information sources find an 
emerging industry sector, the WDB will review the information and determine if the industry 
sector will focus resources on pursuing that sector.  
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3. What does the WDB do to ensure that the workforce skills needed by these high-
demand industry sectors and other private employers are targeted for WIA-
participant training? 
WDB carefully considers how WIA training dollars are spent through the Individual Training 
Account (ITA) system.  Each year the Board considers a number of factors in developing an 
approved list of training programs in the area.  The industry must be identified as a high-
demand industry based on the methods described above.  Currently, data collected from 
recent graduates by the state technical colleges is analyzed by planning staff.  In order for a 
training program to be included on the approved list for a given year, at least 50 percent of 
the graduates who respond to the collegeôs survey must be working in a related occupation 
and earn at least $11.25 per hour.  Additional consideration is given to occupational training 
programs that provide an approved credential, lead to high-wage jobs or are in a local or 
regional high-growth industry.  Where possible, ITA vouchers will be used for training that is 
aligns with a career pathway.  The WDB is in the process of modifying this method to 
become more dependent on resources identified in ñB., 1.ò Above. 
 
Information obtained from a variety of resources assists planners and other staff in 
developing data-driven policy and programmatic recommendations regarding the funding 
and implementation of various proposals and activities.  Staff frequently uses the Wisconsin 
Department of Workforce Developmentôs WorkNet website, created by the Office of 
Economic Advisors, as well as its companion publication, Using Labor Market Information 
to Understand Your Local Economy.  The latest labor market information is gleaned from 
national, state and local sources are utilized when applying for additional funding 
opportunities.   
 
The regional economic development entity, Milwaukee 7, has identified seven driver 
industries: manufacturing, financial services, headquartered companies/management, 
information technology, acute health care, distribution, and educational services.  Local 
industry efforts will align with regional efforts when possible.   

 
4. How does the WDB mesh the workforce strategies/activities with the area's 

economic development strategies/activities? 
The following action items came out of roundtable discussions with WOW Partners related 
to how Workforce Development and Economic Development can mesh their strategies and 
activities: 

 Constant information sharing and dialogue between Workforce entities and 
Economic Development will aid in coming up with solutions for businesses. 

 Address the need of creating more avenues for sharing information between WOW 
partners. 

 Look at the possibility of running the WOW Partner Leadership Teams meetings 
monthly instead of quarterly.  

 Connect talent from schools (high schools, universities, technical colleges) to bring 
in a highly skilled workforce.  

 Look at best practices in the area of process as it relates to meshing Workforce 
Development and Economic Development activities. (Indiana in particular may have 
best practices in this area).  

 Align funding efforts between Workforce Development, Education, Chambers and 
Economic Development.  

 Public/private partnerships between workforce development and employers to co-
fund training of new and incumbent workers.  

 Promote training for new and incumbent workers that is offered in-house at the 
employerôs place of business.  
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 Build funds and scholarships for kids to go into manufacturing and high demand 
occupations. 

 Look closely at Economic Development eligibility related to Block Grants.  

 Workforce Development and Economic Development need to work together to face 
current challenges including reducing unemployment, stimulating job creation, 
enhancing the skills of new workers and incumbent workers, anticipating the aging 
workforce, attracting talent and growing companies and business. 

  
 Workforce development and Economic need to set a process that is seamless to employers 

once they contact Economic Development or Workforce Development. 
 
5. Describe any "regional planning and coordination."  

 [Governor's workforce goals: Improving the alignment between the skills needed by 
private sector employers and the education and job training systems that provide the 
pipeline of workers; and, "Improving sector alignment of mutual purposes" with 
economic development activity within the WDAs.] 
The Regional Workforce Alliance (RWA), created in 2005, is a collaboration of business 
and workforce boards in southeastern Wisconsin.  Through the alliance, the Milwaukee 
Area Workforce Investment Board, the Southeast Wisconsin Workforce Development 
Board, and the Waukesha-Ozaukee-Washington Workforce Development Board, work with 
regional businesses on strategies that recognize and support:  
V The leadership of the Workforce Boards in the region and their central role in 

building the skilled workforce needed to compete in a global economy. 
V The importance of a collaborative regional approach to strengthen the regionôs 

economy. 
V The importance of Southeastern Wisconsin in driving the economy of the state of 

Wisconsin. 
 
Core Principle:  
Integrated planning for workforce development in Southeastern Wisconsin is paramount to 
providing quality employment and training services to employers and jobseekers throughout 
the region.   
 
Regional Planning Guidelines:  
Open communication between workforce development boards, M7, and other local partners 
is imperative to regional planning.  There will be transparent mechanisms (e.g. joint 
meetings, minutes, etc) for soliciting feedback from all affected partners regarding 
project/program development and implementation.   
 
Key regional sector planning meetings include monthly Leadership Team meetings and 
Planning meetings.  The collaborative agenda for the RWA is below. 

 
COLLABORATIVE AGENDA FOR THE REGIONAL WORKFORCE ALLIANCE 

 
 
I) POLICY LEADERSHIP  

A. Strengthen the RWA through continued collaboration of the WIBs  
B. Launch a RWA Advisory Council to educate and obtain input from key regional 

leaders  
C. Partner with the Milwaukee 7 as the leading convener on workforce issues for 

the region 
D. Develop mutually beneficial partnerships with other regional organizations 
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E. Engage with local, state, and federal officials to leverage public policy support 
for the region  

II) BUSINESS ENGAGEMENT  
A. Increase services to businesses through the regional business services team 

and online tools 
B. Provide employer-worker matching services 
C. Coordinate sector-focused initiatives to meet targeted economic growth needs 
D. Facilitate pooled training service options to meet industry needs 

III) JOB-SEEKER AND FUTURE WORKER SERVICES  
A. Provide high quality career assessment services 
B. Provide certification of career readiness 
C. Target training and support to help offenders obtain and maintain employment 
D. Enhance dual language and skills training for workers where English is their 

second language 
E. Increase intensive training curriculum options to provide needed skills in shorter 

timeframe 
IV) SYSTEM EFFICIENCIES 

A. Explore joint funding for data tools and research  
B. Develop regional labor market products 
C. Identify staff development priorities and implement ongoing training 

opportunities  
D. Enhance board knowledge and commitment by convening occasional joint 

meetings 
 
Sector Strategies 
The M7 Water Industry Council was developed by RWA and M7 in 2009. The workforce 
development boards in the M7 region will continue to utilize the M7 Water Industry Council 
when planning around water.  Potential connections to the industry councils include: 
obtaining employer feedback on industry needs, and aligning resources for the most 
efficient and effective use of funding.  Results from employer meetings, employer surveys, 
and economic development feedback will to be used to assess workforce development and 
educational alignment with employer needs, and guide the alignment, and adjust/create 
programs as needed. 
 
The RWA is operating several industry partnerships in manufacturing, healthcare, water, 
and energy (see below).  The industry partnerships were created in response to employerôs 
need for specific skills training, and are a venue for small to mid-sized employers with 
common training needs to align funds to provide training for incumbent and new workers.  
Industry Partnerships allow employers with similar training needs to send a hand-full of 
employees to training so that production levels as close to ñnormalò as possible, while 
having full-class-sized groups for training, making training more cost effective for all 
employees. The five Industry Partnerships listed below have been convening since 2010 
and will continue.   

 

 M-7 Manufacturing Industry Partnership 
Southeastern Wisconsin workforce development boards, under the leadership of 
WOW Workforce Development, Inc., partnered with employers, Wisconsin Regional 
Training Partnership (WRTP), and Waukesha County Technical College (WCTC) to 
develop an advanced manufacturing industry partnership to provide manufacturing 
employers large and small with the skilled workforce necessary to continue 
operations and compete in the ever-changing economy.   
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Employers identified three primary training needs:  CNC, industry essential skills, 
and machining.  WCTC and WRTP tweaked curriculum to align with the common 
needs of the industry partnership employers.  The M-7 Manufacturing Industry 
Partnership continues to meet. 
 

 Power Controls Industry Partnership/Advanced Manufacturing 
Southeastern Wisconsin workforce development boards, under the leadership of 
WOW Workforce Development, Inc., worked with the Northwest Side Community 
Development Corporation (NWSCDC) and the Wisconsin Energy Research 
Consortium (WERC) to convene the partnership and act as the employer 
intermediary in the fall of 2010 and explore shared workforce needs. Milwaukee 
Area Technical College and Waukesha County Technical College were partners as 
well. 
 
The following employers participated in PCIP research in some capacity, whether by 
attending meetings, participating in one-on-one interviews, and/or completing 
surveys: Rockwell, Eaton, DRS, Helios, ATC, Waukesha Electric, Ingeteam, ZBB, 
Pieper Electric, and Magnatek. Through the convening process, employers 
identified skill gaps and training needs - with a particular focus on shared training 
needs for manufacturing workers.  The goal of the Industry Partnership is to identify 
the types of skills, education and training that are necessary to address the needs of 
this dynamic, world-class industry sector/ develop a career ladder for incumbent 
technical and line staff to progress in education and secure an engineering position.   
 
This coordinated effort will assure more efficient provision of services, maximizing of 
world-class initiatives and provide resources that smaller firms could not access 
which will ultimately improve their international competitiveness and lead to industry 
growth.  

 

 Healthcare Industry Partnership 
The Southeastern Wisconsin Healthcare Training Sector Training project launched a 
coordinated regional approach to addressing the entry-level training and career 
development needs of workers in the seven county Regional Workforce Alliance 
area.  The project is employer driven with feedback provided by area employers and 
acknowledgment of the barriers entry-level job seekers and incumbent workers face 
in entering into and moving up the healthcare career ladder. 
 
Southeastern Wisconsin workforce development boards, under the leadership of the 
Milwaukee Area Workforce Investment Board (MAWIB), and in collaboration with 
the Milwaukee Area Healthcare Alliance (MAHA) has developed the CareerWorks 
Healthcare Training Institute (HTI) which provides a centralized location with a 
healthcare sector focus and innovative program design for training low-income 
participants in healthcare jobs.  The one-stop Center focuses on healthcare careers 
and provides both job seekers and employers ready access to services and 
information targeted to their specific needs. HTI focuses on entry-level healthcare 
careers:  Certified Nursing Assistants (CNAs) and Community Health Workers 
(CHWs). Job seekers have access to a training fund for training along the 
healthcare career pathway, with a focus on CNA training and courses to move them 
up the career ladder to become Licensed Practical Nurses (LPNs). 
 

 Energy /Green Construction 
The Southeast Local SAGE Team is a comprehensive system of partners consisting 
of education and training providers, employers, unions, and community based 
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organizations.  The project will coordinate with Wisconsin Sector Alliance for the 
Green Economy (SAGE) grant to pilot the partnership, training, placement and 
retention services with the purpose to fill known training gaps and quickly upgrade 
the green skills of pre-apprentices and skilled workers. 
 
Partners for this initiative include:  Workforce Boards in Southeastern Wisconsin, 
with Milwaukee Area Workforce Investment Board (MAWIB) as the 
coordinating/administrative organization; Wisconsin Regional Training 
Partnership/BIG STEP for access to pre-apprenticeship supplemental training of 
and permanent employment for further career pathway development; and 
Milwaukee Builds organizations to recruit, assess and provide case manage 
participants. WRTP will also facilitate Middle Skill training with the Trades. 

 

 Water Industry Partnership 
The Regional Workforce Development effort to define workforce development needs 
in the Water industry began in 2007 with the Southeastern Wisconsin Workforce 
Innovation in Regional Economic Development (WIRED) project and arose out of an 
understanding that Water was becoming a more recognized industry sector. The 
planning, initially funded by WIRED and furthered by a DWD Industry Partner 
Convening grant, built upon the emerging M-7 Water Council.  The growth of Water 
as a focus for workforce development has come with the awareness that Southeast 
Wisconsin is uniquely positioned to take the lead in this increasingly important 
industry. Over 120 water-related companies locate their operations here, including 
five of the 11 largest water firms in the world. In addition, there current needs for 
Water based workforce needs in the potable and waste water distribution system. It 
is in this context that representatives of the RWA and other members analyzed the 
jobs and workforce development needs, then developed actionable items to move 
forward in the Water sector. 
 
The Federal grant opportunity, Jobs and Innovation Accelerator Challenge, recently 
announced a $1.65 million award to the Milwaukee Regional Water Accelerator 
Project with partners including the Regional Workforce Alliance, the Water Council, 
UW-Milwaukee and UW-Whitewater and a host of water related employers.  The 
Regional Workforce Alliance will also be working with the National Science 
Foundation which provided $500,000 for water technology training programs to 
Milwaukee Area Technical College. 

 

 Entrepreneurship and Urban Agriculture is a potential emerging industry partnership 
in the M-7 region that RWA is investigating.  It aligns with the M-7 focus in 
manufacturing food processing.  

 
Other Regional Initiatives 
The RWA is participating in development of a common employer survey that will be sent to 
employers in the region and throughout the state.    
 
The RWA will participate in a federally-funded state-lead Disability Employment Initiative 
(DEI) over the next three years.  The DEI program builds upon previous regional efforts with 
the regional Disability Navigator program and partnerships with DVR to employ persons 
with disabilities.  The RWA will discuss regional and state collaboration during upcoming 
RWA meetings. 
 
Staff throughout the region has aligned resources to utilize video conferencing to attend 
statewide meetings regarding DWD Industry Partnerships and MSSC on a regional basis.  
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This regional collaboration allows for less travel and for regional staff discussions pre 
and/or post meeting. 
 
The RWA will utilize opportunities for regional staff training.  Staff development needs and 
training opportunities will be identified. Two possibilities are Motivational Interviewing which 
aligns with the Department of Corrections initiative, and Blazing Pathways which is a 
certified program that is offered by UW Parkside that prepares staff for the National 
Association of Workforce Development Professionals Certified Workforce Development 
Professional credential. 
 
The Milwaukee Area Workforce Development Board subscribes to EMSI and develops 
quarterly regional reports on the regional sectors identified above (manufacturing, 
healthcare, water and energy), and on a as-needed basis when requested.
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POLICY COMPLIANCE: PART II 
 

A. Labor Market Information  
 WDBôs are required to contact and work with their Local Labor Market Analyst on this 

section of the plan.  Identify the staff and their involvement in the development of this 
section. 
1. Provide a detailed analysis of the regional economy, the labor pool, and labor 

market. This analysis must include the following:  
a. The composition of the economic base by industry.  

As indicated in the chart below, the top industries during the first quarter of 2011, as 
indicated by the number of establishments in the WOW counties, are (1) trade, 
transportation, utilities; (2) professional & business services, and (3) construction.  The 
M-7ôs top two industries are also (1) trade, transportation, utilities, and (2) professional 
& business services.  However, the third highest M-7 industry is education & health 
services.   

 
Three industries employ a significant portion of the WOW workforce: (1) trade, 
transportation, utilities, (2) manufacturing, and (3) education & health services.  This is 
echoed in regional data. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Source: 2011 Wisconsin Labor Market Information 1
st
 Quarter data. 

 
b. Industries and occupations that are expected to grow or decline by more than the 

state and regional average in the short term and over the next decade ["the current 

and projected employment opportunities in the local area" Sec.118(b)(1)(B)] 
The definition of a high-growth industry is one that exceeds the expected statewide 
growth and has median wages above those in the state.  The chart below indicates the 
top three high-growth industries of (1) Education and Health Services (Including State 
and Local Government); (2) Information/Prof. Services/Other Services; and (3) 
Hospitals (Including State and Local Government).  The industries expected to decline 
the most, according to LMI projections, are: (-1) Manufacturing; (-2) Fabricated Metal 
Product Manufacturing; and (-3) Printing and Related Support Activities. However, the 
manufacturing industry is leading economic recovery in Wisconsin.   
 
Nearly half of the added private sector jobs in Wisconsin were in the manufacturing 
industry.  As stated in a press release on June 17, 2011 from Senator Kohl, ñthe most 
recent employment numbers released by the Wisconsin Department of Workforce 
Development, the state has added 26,400 private sector jobs this year, including 13,100 
manufacturing jobs.ò  Local employers are echoing this by reporting 790 job openings 

  

WOW 
(Rank)/# 
Estab 

WOW 
(Rank)/Avg 
Emp 

M-7 (Rank)/# 
Estab 

M-7 # Ave 
Emp 

Trade, Transportation,  Utilities (#1) 4,273 (#1) 63,953 (#1) 11,004 (#2) 172,740 

Professional & Business 
Services (#2) 3,313 37,907 (#2)   8,103 124,089 

Construction (#3) 2,209 12,958 4,339 25,419 

Education & Health Services 1,839 (#3) 55,325 (#3)  6,311 (#1) 223,013 

Financial Activities 1,813 18,301 4,515 57,307 

Manufacturing 1,596 (#2) 62,236 3,467 (#3) 146,265 

Leisure & Hospitality 1,482 26,276 4,713 85,958 

Public Administration 167 9,182 441 39,439 

Natural Resources & Mining 109 837 205 1,535 

Grand Total 28,265 409,488 48,952 909,240 
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between March 2011 and 2012, making manufacturing the industry with the third largest 
number of job openings in the WDA. 

 

 
As indicated in the chart below, the top three high-growth occupations, which by 
definition have growth and median wages above the state average, are (1) registered 
nurses; (2) truck drivers, heavy and tractor-trailer; and (3) human resources, training, 
and labor relations specialists, all other.  Per our regional Labor Market Information 
representative, the State does not calculate high-growth occupations on a regional or 
state basis; therefore the chart below does not include a regional and state column. 

Occupational Title 

Estimated Employment
(1)

 Annual Openings 
Typical Education 

and Training 
Path

(4)
 2008 2018 Change 

% 
Change 

New 
Jobs 

Replace-
ments

(2)
 

Total
(3)

 

Total, All Occupations 
 

838,420  
 

876,130  
 37,710   4.5%   3,770   19,150   22,920    

Registered Nurses  16,130   19,350   3,220   20.0%   320   280   (#1) 600  
Associate or 
Bachelorôs 

(5)
 

Truck Drivers, Heavy and 
Tractor-Trailer 

 9,740   10,560   820   8.4%   80   170  (#2)  250  
Short-term on-the-
job training 

Human Resources, Training, 
and Labor Relations 
Specialists, All Other 

 5,720   6,520   800   14.0%   80   150  (#3)  230  Bachelorôs degree 

Accountants and Auditors  6,950   7,690   740   10.6%   70   120   190  Bachelorôs degree 

Correctional Officers and 
Jailers 

 4,480   5,310   830   18.5%   80   100   180  
Moderate-term on-
the-job training 

Industry Title 

Employment
(1)

 

  2008 
Estimate 

2018 
Projection 

Change  % Change 
WI % M7 % 

Total, All Nonfarm Industries  838,420   876,130   37,710   4.5%  2.70% 4.3% 

Construction/Mining/Natural 
Resources 

 33,630   35,460   1,830   5.4%  
5.10% 3.6% 

Manufacturing  130,450   117,270  (#-1) -13,190  (#-2) -10.1%  -10.30% -2.5% 

Machinery Manufacturing  22,100   21,210  - 890  - 4.0%  -4.00% 2.4% 

Fabricated Metal Product 
Manufacturing 

 23,550   21,200  (#-2) -2,350  (#-3) -10.0%  
-10.00% 1.7% 

Printing and Related Support 
Activities 

 12,550   10,780  (#-3) -1,770  (#-1) -14.1%  
-14.10% N/A 

Trade  120,550   120,440  - 120  - 0.1%  -0.30% 1.9% 

Merchant Wholesalers, Durable 
Goods 

 26,070   26,100   30   0.1%  
0.10% N/A 

Transportation and Utilities 
(Including US Postal) 

 34,800   35,440   650   1.9%  
3.10% 3.0% 

Financial Activities  57,040   58,290   1,250   2.2%  2.20% 3.0% 

Education and Health Services 
(Including State and Local 
Government) 

 174,740   202,010   (#1) 27,280  (#2) 15.6%  
10.80% 9.5% 

Educational Services (Including 
State and Local Government) 

 59,160   59,950   790   1.3%  
1.30% 2.8% 

Hospitals (Including State and 
Local Government) 

 35,100   42,610  (#3)  7,510  (#1) 21.4%  
12.60% 6.3% 

Leisure and Hospitality  69,720   73,900   4,190   6.0%  6.00% 4.0% 

Information/Prof. Services/Other 
Services 

 177,120   191,640  (#2) 14,530  (#3)  8.2%  
6.40% 5.8% 

Government (Excluding US 
Postal, State and Local 
Education and Hospitals)

(2)
 

 40,380   41,670   1,300   3.2%  
3.00% 3.2% 
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Maintenance and Repair 
Workers, General 

 8,410   8,900   490   5.8%   50   130   180  
Long-term on-the-
job training 

Licensed Practical and 
Licensed Vocational Nurses 

 3,350   3,880   530   15.8%   50   110   160  
Postsecondary 
vocational training 

Network Systems and Data 
Communications Analysts 

 2,430   3,310   880   36.2%   90   40   130  Bachelorôs degree 

Sales Representatives, 
Services, All Other 

 4,030   4,240   210   5.2%   20   100   120  
Work experience in 
a related 
occupation 

Postal Service Mail Carriers  2,550   2,830   280   11.0%   30   80   110  
Short-term on-the-
job training 

 
The local occupations declining most in the WDA include (-1) Laborers and Freight, 
Stock, and Material Movers, Hand; (-2) Shipping, Receiving, and Traffic Clerks; and 
(-3) Order Clerks as indicated in the chart below. 

 
c. Local industries and occupations that have a high demand for skilled workers, 

both today and projected over the next decade.  
Local industries that have current and projected high demand for skilled workers are: 
healthcare, manufacturing, and retail industries as evidenced by a local employer 
survey conducted in March 2011 and industry projections provided by DWDôs Labor 
Economist. 
 
Local occupations that have current high demand for skilled workers are: certified 
nursing assistant; registered nurse; caregiver; retail associate; and CNC machinist.  
Local occupations projected to have a high demand for skilled workers are: registered 
nurses; truck drivers, heavy and tractor-trailer; and human resources, training, and labor 
relations specialists, all other.  The chart above indicates the level of training necessary 

Occupational Title 

Estimated Employment
(1)

 Annual Openings 
Typical Education 

and Training 
Path

(4)
 2008 2018 Change 

% 
Change 

New 
Jobs 

Replace-
ments

(2)
 

Total
(3)

 

Laborers and Freight, Stock, 
and Material Movers, Hand 

 13,730   12,930  - 800  - 5.8%   0   440   440  
Short-term on-the-
job training 

Shipping, Receiving, and 
Traffic Clerks 

 5,050   4,470  - 580  - 11.5%   0   130   130  
Short-term on-the-
job training 

Order Clerks  1,880   1,320  - 560  - 29.8%   0   50   50  
Short-term on-the-
job training 

General and Operations 
Managers 

 8,610   8,080  - 530  - 6.2%   0   250   250  
Bachelorôs or 
higher degree + 
work experience 

Cutting, Punching, and Press 
Machine Setters, Operators, 
and Tenders, Metal and Plastic 

 2,890   2,370  - 520  - 18.0%   0   60   60  
Moderate-term on-
the-job training 

Team Assemblers  10,240   9,730  - 510  - 5.0%   0   230   230  
Moderate-term on-
the-job training 

First-Line 
Supervisors/Managers of 
Production and Operating 
Workers 

 5,780   5,330  - 450  - 7.8%   0   80   80  
Work experience in 
a related 
occupation 

Janitors and Cleaners, Except 
Maids and Housekeeping 
Cleaners 

 14,050   13,620  - 430  - 3.1%   0   270   270  
Short-term on-the-
job training 

Telemarketers  2,420   2,000  - 420  - 17.4%   0   60   60  
Short-term on-the-
job training 

Electrical and Electronic 
Equipment Assemblers 

 3,150   2,770  - 380  - 12.1%   0   50   50  
Short-term on-the-
job training 
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for each occupation and includes a mix of vocational training, bachelor level training 
and on-the-job training. 
 

d. Skill needs for the available, and projected high demand jobs ["the job skills 
necessary to obtain such employment opportunities" Sec. 118(b)(1)(C)]  
Common skill needs for current and projected high demand jobs are social 
perceptiveness, active listening, coordination, effective speaking, critical thinking, 
reading comprehension, customer service, monitoring self and others, sound decision 
making, deductive reasoning, science, effective writing, operation and control, quality 
control analysis, equipment maintenance, strategic planning. Nearly all ñsoft skillsò are 
necessary in the top three occupations. 
 

e. Current and projected demographics of the available labor pool, including the 
incumbent workforce.  
The current demographics of the available labor pool in the M7 region show a nearly 
even population of females (50.8%) and males (49.2%).  Majority of the population are 
White, Non-Hispanic which make-up 73.2 percent of the total population.  Black or 
African American populations make up 14 percent of the population, and White 
Hispanic make up 8 percent of the total population.  M7 demographics are expected to 
shift towards a more diverse population.  Projections for 2018 show the White, Non-
Hispanic remaining the primary ethnic race accounting for 71.3 percent of the 
population; White Hispanic 9.3 percent; and Black or African American with 14.3 
percent.  The ethnic backgrounds of greatest percentage of projected change are White 
Hispanic with 42.7% change, and Asian with 33.7% expected change.   

Milwaukee 7 total 
population 

2008 
Population 

2018 
Population 

2008 - 
2018 

Change 

2008 - 
2018% 

Change 

2008 % 
Populatio

n 
2018 % 

Population 

     Males 976,822 999,317 35,696 3.7% 49.2% 49.5% 

          White, Non-Hispanic 714,830 712,200 4,044 0.6% 36.0% 35.3% 

          White Hispanic 86,055 100,082 18,515 21.5% 4.3% 5.0% 

          Non-White Hispanic 5,188 5,723 589 11.4% 0.3% 0.3% 

          Black or African 
American 129,958 135,188 6,298 4.8% 6.5% 6.7% 

          American Indian or 
Alaska  Native 4,238 4,428 274 6.5% 0.2% 0.2% 

          Asian 23,034 26,431 3,871 16.8% 1.2% 1.3% 

          Native Hawaiian and 
other  Pacific  Islander 423 478 58 13.7% 0.0% 0.0% 

          Two or more races 13,092 14,777 2,041 15.6% 0.7% 0.7% 

   Females 1,008,786 1,019,442 21,613 2.1% 50.8% 50.5% 

          White, Non-Hispanic 738,545 726,619 -6,684 -0.9% 37.2% 36.0% 

          White Hispanic 74,014 85,911 15,686 21.2% 3.7% 4.3% 

          Non-White Hispanic 5,530 5,741 278 5.0% 0.3% 0.3% 

          Black or African 
American 148,980 154,132 5,977 4.0% 7.5% 7.6% 

          American Indian or 
Alaska  Native 4,566 4,822 346 7.6% 0.2% 0.2% 

          Asian 23,128 26,449 3,899 16.9% 1.2% 1.3% 

          Native Hawaiian and 
other  Pacific Islander 414 485 71 17.1% 0.0% 0.0% 

          Two or more races 13,580 15,279 2,050 15.1% 0.7% 0.8% 

Total * 1,985,608 2,018,759 57,309       

* Differences due to rounding             
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Age demographics of the M7 population show majority of the current population as 45 
to 49 year old, with 50 to 54 year olds ranking the second highest. Projections through 
2018 show a concentration of 55 to 59 year olds (7.71%).  The largest increase in 
population between 2008 and 2018 is ages 60 to 64 and 65 to 69 year olds.  The 
largest decrease is expected between 2008 and 2018 is 40 to 44 and 45 to 49 years 
old. The number of residents between the ages of 18 and 64 are slightly (1%) lower 
than the remainder of the state. 

Age 
Demographic 

2008 
Population 

2018 
Population 

2008 - 
2018 

Change 
2008 % 

Population 
2018 % of 
Population 

Under 5 years 135,000 127,978 -6,630 6.80% 6.34% 

5 to 9 years 133,276 128,465 -4,722 6.71% 6.36% 

10 to 14 years 136,719 133,382 -5,383 6.89% 6.61% 

15 to 19 years 142,648 125,819 -15,250 7.18% 6.23% 

20 to 24 years 133,642 122,114 -10,210 6.73% 6.05% 

25 to 29 years 120,260 125,475 9,887 6.06% 6.22% 

30 to 34 years 119,661 126,309 7,069 6.03% 6.26% 

35 to 39 years 130,834 120,628 -13,203 6.59% 5.98% 

40 to 44 years 147,164 119,524 -29,692 7.41% 5.92% 

45 to 49 years 160,622 132,694 -24,275 8.09% 6.57% 

50 to 54 years 151,035 144,987 -580 7.61% 7.18% 

55 to 59 years 132,298 155,591 29,435 6.66% 7.71% 

60 to 64 years 97,263 140,200 47,199 4.90% 6.94% 

65 to 69 years 70,281 114,336 46,773 3.54% 5.66% 

70 to 74 years 54,186 78,568 24,113 2.73% 3.89% 

75 to 79 years 46,592 51,771 4,633 2.35% 2.56% 

80 to 84 years 37,348 33,540 -3,365 1.88% 1.66% 

85 years and over 36,776 37,375 1,509 1.85% 1.85% 

  1,985,605 2,018,756   100.00% 100.00% 

 

Education levels indicate a lack of vocational skills training.  Data in the chart below 
shows 28% of the population holds a high school diploma or GED, 21.1% have some 
college, 24.4% have Bachelorôs Degree, and only 8.5% hold an Associateôs degree.   
 

Education Level W-O-W WDA Wisconsin 

Less than High School Graduate 5.9% 11.0% 

High School Graduate/GED 28.2% 34.4% 

Some College, no degree 21.1% 20.5% 

Associate Degree 8.5% 8.8% 

Bachelorôs Degree 24.4% 17.0% 

Graduate/Professional Degree 11.8% 8.4% 

Total 100% 100% 
Source: U.S. Census, 2005-2009 American Community Survey 

 
f. Any ñin migrationò or ñout migrationò of workers that affect the regional labor 

pool. 
The chart below shows the Milwaukee 7 region population change from 2000 to 2007 
including migration verses natural changes. 
 

County 
April 2000 
Census 

Final 1/1/07 
Estimate 

Total 
Births 

Total 
Deaths 

Natural Change Migration 

KENOSHA  149,577   161,370   14,453   8,467   5,986   11,793   5,807  

RACINE  188,831   195,113   17,421   10,440   6,981   6,282  - 699  
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WALWORTH  92,013   100,672   7,905   5,585   2,320   8,659   6,339  

SE 
WISCONSIN  430,421   457,155   39,779   24,492   15,287   26,734   11,447  

                

MILWAUKEE  940,164   936,364   99,722   58,575   41,147  - 3,800  - 44,947  

                

OZAUKEE  82,317   86,697   5,895   4,158   1,737   4,380   2,643  

WASHINGTON  117,496   129,316   10,068   5,780   4,288   11,820   7,532  

WAUKESHA  360,767   381,603   28,878   18,869   10,009   20,836   10,827  

WOW  560,580   597,616   44,841   28,807   16,034   37,036   21,002  

                

MILWAUKEE 7  1,931,165   3,045,906  
 

268,962  
 

165,173  
 

103,789  
 

123,740   19,951  

 
g. Current and projected regional area skill gaps.  

The chart below indicates the projected regional area skill groups through 2018. 

Typical Education and Training Path 
Total Openings 2008-
2018 

Postsecondary Vocational Training                                   3,280  

Associate's Degree                                   3,170  

Bachelor's Degree                                 11,580  

Bachelor's or Higher Degree + Work 
Experience                                      410  

Master's Degree                                   1,380  

Doctoral Degree                                      310  

First Professional Degree                                      750  

Short-term on-the-Job Training                                 11,150  

Moderate-term on-the-Job Training                                   2,920  

Long-term on-the-Job Training                                   1,560  

Work Experience in a Related Occupation                                   1,290  

Grand Total                                 37,800  
 

h. Known threats and opportunities to the local industries, employment or 
composition of the labor force. 
Manufacturing employers have the opportunity to lead economic recovery by filling the 
need for mid to highly skilled workers in manufacturing.  Jobs that have been relocated 
oversees are largely entry-skilled jobs.  Middle to highly skilled occupations remain in 
the WOW and M-7 region providing an opportunity for employers to fill this 
manufacturing niche.  Due to anticipated large-scale retirements, the manufacturing and 
healthcare industries are at risk for attrition of skills and knowledge of a trained 
workforce.  Threats of a low-skilled workforce and a shortage of workers, are looming 
and projected to take place in the short and long term.   
 

i. Commute patterns as they relate to critical industries to the local area. 
In the M-7 region there was a positive inflow of 20,151 people in 2009 according to LMI 
data.  The local WDA shows an inflow of 5,627.   
Measurement M-7 Count M-7 Share WOW Count WOW Share 

Employed in the Selection Area 889,632 100% 293,798 100% 

Living in the Selection Area 869,481 97.7% 288,171 98.1% 

Net Job Inflow (+) or Outflow (-) 20,151 - 5,627 - 
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j. Training programs that relate to high-demand jobs. 

Training programs that related to high-demand jobs are: 

 On-the-Job Training  

 Scholarships 

 Occupational classroom 
 

2. Describe any WDA specific labor market characteristics not reported in 1.a. to j. 
All are included in regional data.  
 

3. Include an analysis that was provided to the Board and any additional analysis done 
by staff that was the basis for the above information. 
[Governor's workforce goal of having "sufficient evidence of labor demand" for 
priority spending on "regional sector strategy priorities"; WIA high-demand 
occupations for training requirement] 
The State of Wisconsin Labor Market Information (LMI) analyst for the Southeastern Region 
of WI provided LMI data.  Additional resources included a local employer survey that was 
conducted and analyzed by WDI staff for the WDB, and conversations with industry sector 
partners, and planning meetings that included Chamber of Commerce and Economic 
Development (see full list of attendees in section ñB., 1.ò above. 

 
B. Governance 
 Note that WDB recertification and other governance compliance issues are in 

Administrative Services Compliance: Part III. 
1. Describe how the WDB ensures that meetings and information regarding WDB 

activities are accessible to the public including persons with disabilities. [Sec. 117 
(e)] 
All meetings of the Board and its committees are held in locations accessible to the public, 
including persons with disabilities.   Meeting agendas and locations are posted in all three 
county administration centers at least 5 days prior to the meetings. Meeting notices are also 
submitted to county clerks in all three counties for posting.  The annual schedule of Board 
and committee meetings is posted on the Board website. That schedule includes dates, 
times and locations of the meetings. 

 
2. If the WDB/WIB employs staff, identify the number of staff (time percentage), general 

role and as part of what structure/organizational entity.  Indicate whether or not this 
same entity has staff that provide direct WIA services. ["Staff. The local board may 
employ staff" Sec. 117 (d)(3)(B)(ii)] 
The WDB itself has no paid staff.  A written agreement names WOW Workforce   
Development, Inc.(WDI) as the administrative and fiscal agent for the WDB. Partners in the 
agreement include the chief elected officials of the three counties and the WDB.   
 
WDI functions as the administrative entity, grant recipient, fiscal agent, and oversight 
manager. As such, staff of WDI does provide support to the WDB in fulfilling the 
responsibilities of a fiscal and administrative agent. 
 
The one-stop operator appointed by the WDB is the management team for each of the 
three counties. An Operations Coordinator, an employee hired by the management teams 
is the individual representing the one-stop operator in its support of the WDB. The 
Operations Coordinator is employed by Chief Local Elected Officialôs office, Waukesha 
County, and reports to the WDB and various committees. 
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Direct WIA services in Waukesha County are provided by two organizations:  WDI provides 
services for youth, and Kaiser Group, LLC, is contracted to provide direct services to adults 
and dislocated workers.  In Ozaukee and Washington County WDI provides direct WIA 
services to youth, adults, and dislocated workers. 

 
C. One-Stop System and Service Delivery 

A description of the one-stop delivery system, including: 
1. "A description of how the local board will ensure the continuous improvement of 

eligible providers of services through the system and ensure that such providers 
meet the employment needs of local employers and participants." [Sec. 118 (b)(2)(A; 
§661.350(a)(3)(i)] 
The Checklist for Job Center Service standards is used to measure progress. The 
standards have been fully met per the most recent evaluation completed in April 2007. In 
addition, four local monitoring sessions are conducted each Program year for each 
provider.  A report is written detailing areas of excellence as well as areas requiring 
improvement.  These reports, along with the annual State monitoring report, are used by 
the WIA providers in their continuous improvement efforts.     Program Goals are also 
developed for a one year period and Outcomes reviewed each month with providers.   
 

2. Attachment B Memorandum of Understanding (MOU) Template between the WDB 
and each of the one-stop partners must be used.  The only alteration(s) may be 
specific WDB additions that tailor the document to local circumstances.  The 
document(s) require signatures that must be current within the past three (3) 
months.  If the WDB has all partners sign one MOU, or, if the WDB uses a standard 
MOU for sign-off by each partner, attach one MOU.  If each partner has a different 
MOU, attach a copy of each MOU. [Sec.118(b)(2)(B); §662.300-662.310] 
See Attachment B. 

 
3. Attachment C Comprehensive and affiliated one-stop service delivery system 

locations and other information.  Template must be used. [§662.100(c)] 
See Attachment C. 

 

4. Attachment D Provide a summary, and include copies, or, list hypertext links of any 
area's technical assistance and training materials being used to train WIA staff, other 
WIA partner's staff and WIA training providers.   

 [Governor's workforce goal is to infuse "research and best practices" for 
improvements "to support an effective, well-coordinated programming system."  
DWD is requesting this information to begin assessing what is currently available as 
a stepping-off point to meet this goal.] 

 See Attachment D. 
 

5. Attachment E Universal access activities, assessment and other information.  
Address the bullet points in Attachment E. [See reference document] 
See Attachment E. 

 
6. Briefly describe coordination of service delivery strategies with:  

 Manufacturing Skills Standards Certification; 
In cooperation with the State MSSC Implementation Team WDI staff administered 
MSSC grant money for training in the seven Southeastern Wisconsin counties.  
 

 Registered Apprenticeship; 
The Workforce Development Center has an onsite DWD employee from the Bureau of 
Apprenticeship.  He is available to answer questions of walk in center customers.  
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Additionally, the resource room within the centers include extensive information on 
apprenticeships. The center provides access to an online learning express tutorial 
system that has tutorials geared to the trades. 

 
The WDB is partnering with the State of Wisconsin Bureau of Apprenticeship system 
and regional leaders to execute the SAGE program.  The WDB is partnering with the 
Milwaukee Area Workforce Investment Board and Southeast Wisconsin Workforce 
Development Board for SAGE in Southeastern Wisconsin.  The Bureau of 
Apprenticeship is establishing Wisconsinôs green energy training sector and ñgreeningò 
the trades by updating curriculums to include the latest green skills in energy efficiency, 
renewable energy, greening manufacturing, and smart grid utility technologies; and 
recruiting participants in existing apprenticeships.  The WDB is determining SAGE 
eligibility, and, once enrolled, provides case management to develop an individual 
employment plan, refer them to appropriate training and support services, maintain 
contact with them during training, and help with job development. 
 
In the M-7 region, the SAGE Team establishes partnerships with energy sector 
stakeholders to: 
V Build internal awareness and procedural structure to better connect the One-

Stop System and registered apprenticeship 
V Provide SAGE training and support services to eligible enrollees 
V Provide case management services to apprentices to help them navigate 

workforce development services 
SAGE is intended to foster connections between the Job Center system and local 
apprenticeship and improve apprenticeship preparation and recruitment. 

 

 Youth Apprenticeship; 
Service providers and WDI representative attend School-to-Work Council meetings that 
include youth apprenticeship discussions with all Waukesha County high school 
representatives. 

 

 Offender Pipeline Initiative; and, 
The workforce development center actively participates in offender pipeline initiatives as 
developed through statewide collaborative planning with Department of Corrections and 
Department of Workforce Development.  A Windows to Work initiative was launched in 
the center based upon a best practice model presented at an annual offender pipeline 
forum affiliated with this initiative.  The WDB, in partnership with the Wisconsin 
Department of Corrections, is operating a re-entry program for ex-offenders in the WDA 
titled Windows 2 Work.  During the 3 months pre-release and 6 months post-release, 
WDI staff provides job search, work-readiness workshops, and case management to 
mitigate barriers to employment. 
 
Additionally, local Job Centers provide hard copy and electronic resources specifically 
targeted to offenders, and some services within the center, such as the Food Stamp 
Employment and Training program conduct specialized workshops just for offenders. 

 

 Continuing implementation of the National Career Readiness Certificate. 
The workforce development centers promotes and facilitate completion of the National 
Career Readiness Certificate through assessment and testing services provided by 
WCTC and Job Service.  Strategies to promote the certification are developed by the 
centerôs onsite supervisor team and the business services unit.  
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All WIA service provider staff are involved in communicating the benefits of certification 
to all appropriate WIA participants and are expected to have as many participants as 
possible complete the certification and add it to their resume.  A process has been 
implemented between the Job Service staff and WIA case management staff to run 
reports on a regular basis to see how many of the referred WIA participants completed 
the Certification.  NCRC completion status of WIA participants is discussed at the 
monthly Service Provider meetings conducted by WDI management.  Demand for 
certification by employers is increasing. 

 
7. Briefly describe how the WDB provides or, plans to provide, any specific service 

strategies to best meet the needs of WIA targeted populations: 

 Low-income/economically disadvantaged individuals; 

 Individuals with multiple barriers including older workers and persons with 
disabilities; 

 Youth; and, 

 Individuals training for non-traditional employment. 
The comprehensive workforce centers in the WOW area provide access to all targeted 
programs associated with the workforce development system, including those targeted to 
low-income individuals, individuals with barriers, older workers, persons with disabilities, 
youth, and individual seeking non-traditional employment.  These include Badgercare, Food 
Share, Food Stamp Employment and Training, W2-Wisconsin Works, and Emergency 
Assistance, in addition to targeted services through the Workforce Investment Act.  Senior 
programs, native programs, and local community programs targeted to individuals in need, 
are available to center visitors through referral and onsite appointments with visiting staff 
from offsite agencies.  DVR also has staff onsite within the centers.  Center customers are 
greeted by information specialists who provide one and one orientations and screening for 
all new customers.  Based upon needs customers are connected to appropriate onsite and 
offsite services.   

 
8. Attachment F WDB policy(s) and procedures to support and coordinate with 

Unemployment Insurance re-employment services activities.  If the WDB does not 
have a written policy, describe the coordination processes. 
See Attachment F. 

 
9. Describe the WDBôs design for WIA Title I core services.  Include 

a. How Title I core activities complement Wagner-Peyser Labor Exchange Services 
WIA Title II. 
Universal access for any job seeker seeking employment related services is the 
hallmark of core service offerings.  Labor Exchange Services funded by Wagner-Peyser 
represent the most popular job search activity at the Centers through Job Center of 
Wisconsin.  Staff who manage the Workforce Development Center services provide 
services that allow WIA funds to be allocated to other core, intensive and training 
services. MOUs include Collaborative Service plans that detail services and providers 
for each Center. 

 
b. Provide a description that ensures these two sources of funds are not 

duplicative.  If a duplication does exist, identify that activity(s) and the plan to 
coordinate, not supplant, funds.  For example, if a WDB is offering a particular 
service for a fee that the public labor exchange is offering at no cost to 
employers.  

 Staff representing Wagner-Peyser funding work closely with WIA staff, WDI and Job 
Center Coordinators to avoid any duplication of services. Operations Team members 
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include staff from these funding sources.  Meetings are held once per month where 
discussions of services occur as part of the meeting agenda.    

 
c. Describe core services provided in addition to those specified in Sec. 134 (d)(2). 

 [Governorôs workforce goal: ñCoordinating federal and state economic and workforce 
development funds to target resources more effectively.ò] 

 The core services described in Sec. 134 are fully comprehensive.  No additional 
services are provided. 

 
10. Describe activities to promote Job Center of Wisconsin (JCW), and address 

a. Any participant needs for computer literacy as part of a system improvement; 
and 
All visitors of the one stop centers are encouraged to improve computer skills.  This is a 
standard area of evaluation for first time visitors as part of their orientation to the center.  
Information is gathered on whether they own a computer, have an e-mail account, do 
basic word processing, and use social media.  Customers are referred to the basic 
computers or online tutorials depending on their skill levels.  The centers operate on the 
philosophy that all customers (and all staff) need to continue to improve their computer 
skills.  Through a partnership with the Waukesha County Library System, one stop 
customers in Waukesha County have access to the Learning Express online computer 
tutorial system. 
 

b. How the WDB is coordinating with workforce partners, including Veteranôs 
Services staff, to ensure that JCW is the vehicle for posting job orders for optimal 
competition of job seekers and available candidates for employers of the job 
openings. 
All visitors of the one stop centers are encouraged to use Job Center of Wisconsin as 
one of their job search and educational tools.  Fliers are available in the lobby for both 
employers and job seekers, and the center has a resource room specifically devoted to 
online job search activities.  Staff of all onsite partner agencies promote the system, and 
customers are encouraged to familiarize themselves with job listings even if they are not 
actively seeking employment.  Links to Job Center of Wisconsin are available on the 
centerôs website and it is listed in service guides.  Veteranôs service staff meet with all 
new visitors who are veterans and they actively promote and utilize all onsite services, 
including and especially JCoW.   

 
11. Describe the activities and referrals utilized with faith-based and community-based 

organizations as active partners in the one-stop delivery system for improved 
service delivery. 
The workforce centers maintain active connection to faith-based and community 
organizations in the area.  Information is maintained within the front end information 
reception area of the centers.  Staff who provide orientations and referrals to new visitors, 
connect customers to offsite services as needed.  In Waukesha County, a 211 system 
connects individuals to a large range of community resources in areas of homelessness, 
violence, health, substance abuse, counseling, etc.  This includes faith based services.   
Customers are provided a phone to call for emergency services as needed.  Specific 
relationships are also well established with faith-based organizations that provide food 
pantries, emergency shelter, and specialized programs such as winter clothing and holiday 
gifts for children, as examples. 

 
12. Information Technology (IT) in the One-Stop System: 

a. What systems are in place to assess and place job seekers (include all IT 
services owned or subscribed to)? 
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Assessment systems that are in place include TABE testing, WisCareers, WorkKeys, 
NCRC, Learning Express, Reference USA and My Skills My Future.   
 
Placement systems that are in place include: Job Center of Wisconsin, JobNet 
Business, local Access database, ASSET, TechConnect, and Resume Matrix.  

 
b.  (WDI) What systems are used for employer management (include all IT services 

owned or subscribed to)? 
Systems used for employer management include: Regional Business Services web-
based employer database, Resume Matrix, JobNet Business, local Access database, 
and ASSET (if clients are placed in any sort of employment). 

 
c. What systems are used to track participant services (include all IT services 

owned or subscribed to)? 
The systems used to track participant services include:  

 Local Access database and ASSET for WIA.   

 Host on Demand and ASSET for RES Wagner-Peyser Title 3 clients.   

 CARES for Department of Children and Family programs. 

 Local Orion database for WIA client training and supportive services 
vouchers/payments. 

 Waukesha County Tech 

 Technical College student tracking systems. 
 
d. How are local IT systems coordinated with JCW, ASSET and other federally or 

state provided systems? 
Each organization in the center maintains responsibility for client tracking and data entry 
specific to their programs as mandated.  There is no cross platform among these 
systems at this time, but any duplication is invisible to enrolled participants on a 
customer by customer basis. Integrated customer service is coordinated at the case 
management level, through releases of information as necessary. 
 
Centralized ASSET data entry by WDI staff ensures consistency and timely entry of 
data. Case managers access the ASSET system to update case notes and add 
credentials. Local monitoring of both the ASSET screens and the paper files on a 
regular basis ensure that information is recorded in a timely manner. Web Intelligence 
(WebI) for reporting on data is entered into the ASSET (Automated System for Support 
of Employment and Training) system.  Local spreadsheets compiled by case managers 
on a regular basis are used for performance monitoring and comparison purposes to 
quarterly report data provided by DWD. 
 

e. What other system(s) is the WDB utilizing and for what purpose(s)? 
A local database, Microsoft Access, is used for local reports and selected analysis of 
projected performance standard compliance.  WebI for reporting on data entered into 
ASSET. 
 
First time visitors:  All new visitors to the center complete a customer registration card 
that includes contact information, basic demographics, job and education history, 
computer skills information, targeted program eligibility indicators, and desired service 
needs.  This information is input into Survey Monkey, exported to excel, and analyzed 
on a monthly, quarterly, and annual basis to improve services and identify trends in 
service demand.  Contact data is maintained to facilitate follow-up communication.  The 
primary use of this information, however, is to assist front end staff in connecting 
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customers to service as part of a one-on-one orientation provided based upon the 
information provided. 
 
Monthly customers:  All center visitors sign in to the center for each visit.  This 
information is input into Survey Monkey, exported monthly to excel, and analyzed on a 
monthly and annual basis for reports and program improvement. 
 
Customer satisfaction:  Customers of all programs are surveyed on an ongoing basis in 
accordance with a process developed by a consultant in 2007.  This information is input 
into Survey Monkey and reported to onsite supervisors and the WDB. 

 
f. What is the assessment process to determine the IT needs? 

Information technology needs are determined through staff surveys, staff input, and 
planning and discussion by the centersô operation teams at monthly interagency 
meetings.  The operations team is comprised of managers and supervisors of all onsite 
programs in the centers.  Additionally an IT manager provides technology maintenance 
and support for the centers.  This includes support related to networked computers, 
conference room technologies, phone system, video-conferencing, and website 
maintenance. 

 
D. Adult Service Delivery 

1. Identify the anticipated percentage of the total Adult and Dislocated Worker formula 
funds for the three-tier service levels: 

 Core 

 Intensive 

 Training 
 
Adult 
Core 2% 
Intensive 51% 
Training 45% 
Other (supportive services, etc.)2% 
 
Dislocated Worker  
Core 2% 
Intensive 40% 
Training  56% 
 Other 2% 
 

2. How will special response funds be used to provide core, intensive and training 
services? 
Through comprehensive one-on-one assessments, a determination is made regarding 
which service tier(s) is necessary to best position the participant in successful job 
placement.  Typically, it is a combination of multiple services across all Tiers. 

 
3. Within the total formula funds for training only, identify the anticipated percentage of 

training formula funds earmarked for Individual Training Account (ITA), On-the-Job 
Training (OJT), Customized Training and other training contracts for specialized 
training [§663.430]  

 
Adult 
ITA 41% 
OJT 43% 
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Other training (class-size projects) 16%. 
 
Dislocated Worker 
ITA 63% 
OJT 30%  
Other training 7% 

 
4. List the U.S. Department of Labor-approved State waiver(s) that the WDB anticipates 

using, and the method of evaluating the effectiveness of the waiver(s). [Governor's 

workforce goal: "to explore options such as federal waivers that support innovative 
solutions."] 

 
The waivers in use currently include:  
Common Measures: Regular evaluation of common measures for all programs occurs 
through analysis of State supplied reports and locally maintained spreadsheets related to 
these measures.  Regular meetings are held with providers to discuss performance 
outcomes and any course corrections that need to be made to achieve agreed-upon DWD 
standards.  

 
Increasing the employer reimbursement for OJT training using sliding scale:  Reports 
are run regularly regarding the success of the OJTs in achieving Placement outcomes.  
Considering the skill obstacles of the participants and the economic conditions facing 
employers, having a sliding scale versus a set amount has increased overall usage of OJTs 
as a Placement strategy for employers as evidenced by the OJT reports and employer 
comments prior to the start of the OJT and/or during OJT monitoring.   
 
The WDB is aware of the other four State waivers approved by DOL for PY2011-12 and 
may, depending on the circumstances, take advantage of one or more during the PY.  

 
5. Provide "a description and assessment of the type and availability of adult and 

dislocated worker employment and training activities in the local area" [Sec. 118 
(b)(2)(B)(4)] and "including a description of the local ITA system and the procedures for 
ensuring that exceptions to the use of ITA's, if any, are justified under WIA section 
134(d)(4)(G)(ii)." [§ 661.350(a)(5)] [Further detail to address in 15.h.] 

Growing workforce talent is the focus of the regional partners.  Through the utilization of 
Individual Training Accounts (ITAs) and other funding sources, customers are encouraged 
to attain higher paying jobs and are assisted in exploring these occupations. The quality of 
services are continually assessed and adapted to meet the needs of the customers, both 
employers and job seekers.   

 
Activities and services for adults and dislocated workers include: 

 English as a second language instruction 
 National Career Readiness Certification 
 My Skills My Future Skill Assessment 
 Adult literacy training 
 Adult vocational training 
 Career exploration 
 Basic skills upgrading 
 GED and HSED 
 Resume preparation and interviewing techniques 
 On-the-job training (OJT) contracts 
 Placement assistance with case managers and employer relations specialists 
 Introduction to non-traditional occupations 
 Food share employment and training services (FSET) referrals 
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 Medical assistance/BadgerCare referrals  
 W-2 program Services including job access loans  
 Transportation and childcare assistance 
 Counseling 
 Apprenticeship training information 
 Veterans employment and training services 
 Labor market information 
 Job fairs and recruitment events 
 Various workshops of interest to job seekers 

 
Activities will include education of career pathways. 

 
The ITA system is currently under revision but will include a de-emphasis on utilization of 
Graduate Survey reports to determine training emphasis and, instead, emphasize approval 
based on employer needs.  This will be determined through an employer-needs survey 
process, similar to the process used in March 2011.  Another element for approval will be 
any regional sector strategies and career pathways that are emphasized in the area.  
Exceptions to the use of ITA's has not been an issue in this area. 

 
6. Methods for ensuring that WIA coordinates enrollments with the Trade Adjustment 

Assistance Program (TAA): 
a. Describe the methods and procedures used to coordinate service delivery with 

the TAA Program.  Address the following points:   
1) Identification and referral of participants between the programs;  

When a company becomes trade certified, WIA case managers are asked to co-
enroll participants from these companies in trade assistance programs.  As the co-
enrollment is voluntary, the case managers explain the benefits of co-enrollment 
and provide participants with a brochure that was developed in-house for this 
purpose.  If participants have been enrolled in training through ITAs prior to the 
trade certification, a list of participants in training and cost estimates is provided to 
the local trade coordinator, who does a contract co-enrolling the participant and 
taking over the funding.   

 
2) Customer flow and the role of each program in providing assessment, 

employability plan development, case management, placement services, 
training and follow-up; 
WIA provides all but the training service under co-enrollment.  TAA funds the 
training.  For on-the-job training contracts, prior to the payment of the subsidized 
wages to the employer at the end of the contract period, WDI administrative staff 
checks the company name against the trade certified list posted by the State.  If the 
company is trade certified, the invoice is turned over to the local trade coordinator 
for check processing. 
 

3) Transition of participants between the programs and program funding; and, 
WIA case manager maintains contact with the participant during the period of TAA 
funded training services, handles the job placement and follow-up services for a 
smooth transition between programs for the participant.  

 
4) How duplication of services and inappropriate charging of costs is avoided. 

WIA case managers and the TAA coordinators meet regularly to avoid duplication of 
services.  In two of the three WOW Job Centers, WIA and TAA staff are on-site.  
WDI management reviews training fund reports to identify the appropriate charging 
of costs.  
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b. Attachment G Any local guidance or policy that has been issued relating to TAA. 

See Attachment G. 
 

7. Attachment H for the WDB's written policies and procedures for Rapid Response.  If 
the WDB does not have a policy or the criteria outlined below are not addressed in 
the local policy, address the following here: 
[In this section, when a dislocation event is anticipated to affect less than 50 
workers, the local rapid response practitioners are responsible for the provision of 
rapid response services (ñlocal rapid responseò). If 50 or more workers are to be 
affected, the State participates and oversees the rapid response services (ñstate 
rapid responseò).] 
The WDB does not have a written Rapid Response policy. 
 
a. Describe the process involved in carrying out local rapid response services, 

addressing the following: 
1) Whether the WDB directly provides rapid response services or utilizes a third 

party provider and whether one individual is the designated rapid response 
coordinator or if multiple individuals share that responsibility.  List the 
name(s) of the local Rapid Response Coordinator(s) and their contact 
information;  
Each county has a rapid response team led by D.J. Blum, Program Manager and 
Rapid Response Coordinator, Workforce Development, Inc., 892 Main Street, 
Pewaukee Wisconsin, 53072 (262) 695-7884, djblum@wctc.edu.   Each county 
team is comprised of WIA case management service provider, State of Wisconsin 
Unemployment Insurance, a Veterans Representative depending on how many 
affected employees would qualify for those services, and time permitting, a 
representative from the technical college.  In some cases, area employers who are 
recruiting for open positions have been invited to address the affected employees.   
 

2) The criteria that generally must be satisfied for local rapid response to occur 
(e.g., minimum number affected, new dislocation event v. recurring layoffs at 
same employer, etc.); 
Layoffs or plant closings involving more than twenty affected workers result in a 
rapid response orientation, coordinated by the local rapid response coordinator for 
new events as well as recurring layoffs at the same employer location.  Events 
involving less than twenty workers are generally handled by providing the employer 
with folders containing WIA contact information, area community-based service 
provider information, and information on UI and healthcare alternatives.   

 
3) The efforts made to ensure rapid response services are provided prior to 

layoff date, onsite at the company, and on paid time, whenever possible; 
The local rapid response coordinator makes every effort to establish on-site 
orientation dates prior to layoff and always on company time. It is rare that an 
employer does not allow this activity to occur as they are generally small to medium 
sized organizations that have strong bonds with employees and are grateful for any 
assistance that can be provided the employees.  In those events that layoffs or 
closing occur after the fact, the local and State rapid response coordinator work 
together to disseminate re-employment and job search assistance service 
opportunities to the affected workers through mailings, on-line surveys, etc.  

 
4) The services that are provided as part of local rapid response and the factors 

that are considered when deciding the level of services to provide;  

mailto:djblum@wctc.edu
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Services provided as part of the local rapid response include the initial meeting with 
the employer to assess scope of layoff, determination if there is anything that can be 
done to avoid the layoff and to establish on-site orientation dates. Information about 
the Dislocated Worker program and funding available to serve this population is 
provided the employer along with a sample packet of information that will be 
provided at the employee orientation.   
 
Information during the local meeting with employees includes WIA re-employment 
and training services, and unemployment insurance information.  
 
Surveys are completed by the employees immediately following the orientations that 
are used by the rapid response coordinator to analyze level of service that will be 
necessary to achieve re-employment outcomes.  A determination is then made 
regarding whether or not the company will be included in the Special Response 
Grant or the employees can be served through the regular Dislocated Worker 
program.   
 

5) The local partners that are involved as part of local rapid response. 
The partners involved in rapid response activities include WIA case management 
providers (Kaiser Group, Inc. in Waukesha County, and WDI in Ozaukee and 
Washington Counties); State Unemployment Insurance; Technical Colleges; 
Veterans if warranted based on number of Veterans or spouses of Veterans 
affected per the employer; and, occasionally, an area employer hiring for skills 
possessed by the affected employees.   
 
The on-going, established relationships that the WDB Employer Relations 
Specialists (ERS) have with employers can lead to companies informing WDI of 
downsizings. In the unfortunate situation of a company closing, the ERS and rapid 
response team work with employers to place dislocated workers into another job 
quickly.  As an example, ABC Company is closing.  ERS receives a call from XYZ 
Company that is hiring, stating they are interested in hiring laid off workers from 
ABC Company.  The existing solid relationship that ERS have with local employers 
truly assists job seekers and employers in connecting to employment opportunities 

 
6) How local rapid response coordinates services with TAA in instances where 

there is a current TAA certification? 
WIA and TAA staff attend each otherôs orientation sessions to ensure participants 
are aware of the full scope of support and services available through the two 
programs.   

 
b. Describe how the WDB coordinates with the State for dislocations involving state 

rapid response.  
The State and local rapid response coordinator are in contact with one another for all 
potential or actual layoffs or plant closing involving more than 50 employees.  In 
addition, the WDB participates in the monthly statewide rapid response conference call 
where upcoming events are discussed and decisions are made regarding support 
needs.    

 
c. Describe how the WDB ensures a seamless transition between rapid response 

(state and local) and One-Stop activities for the affected workers. 
All rapid response orientation attendees are prepared during orientation to follow up 
with a WIA case manager and/or TAA coordinator (contact information provided) 
located in the One-Stops. They are also invited to attend monthly One-Stop Center 
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orientations conducted in the Centers in order to become comfortable with accessing 
necessary re-employment and/or training services.   

 
d. Describe the manner in which the WDB tracks dislocation events and its 

activities. ["A description of how the local board will coordinate workforce 
investment activities carried out in the local area with statewide rapid response 
activities, as appropriate" Sec. 118 (b)(2)(B)(5)] 
The local rapid response coordinator maintains a record of all dislocation events and 
activities in spreadsheet format as well as part of the Special Response profiles 
submitted with the Special Response grant.  Each time a dislocation event occurs, the 
information is recorded on the spreadsheet.   If the event becomes a rapid response 
event, that information is included in the Special Response grant application packet.  
Local events involving greater than 50 affected workers are coordinated with the State 
Rapid Response team.  

 
8. Provide "a description of the criteria to be used by the Governor and the Local 

Board, under 20 CFR 663.600, to determine whether funds allocated to a local area 
for adult employment and training activities under WIA sections 133(b)(2)(A) or (3) 
are limited, and the process by which any priority will be applied by the One-Stop 
operator" [§661.350 (a)(11)]  Include how the WDB is involved in this process of 
determining limited funds, and the process that the WDB directs its OSO(s) to gives 
priority to veterans and veterans' spouses, low-income individuals and recipients of 
public assistance if funds become too limited to serve all interested participants. 

 
a. Attachment I for the WDB policy on the "priority of service" due to limited funding 

as approved by the WDB [§663.600]  If this is not in the "priority of service" 
policy, also attach the WDB policy if income is used as a basis for serving adults, 
or, indicate that the WDB does not use this criteria. 
See Attachment I.  

 
b. Attachment J for WDB's policy on serving eligible veterans and spouses first to 

meet the Jobs for Veterans Act. [Administrator's Memo 10-2]  
See Attachment J. 

 
c. Attachment K for any additional policies for determining eligibility for other 

services beyond core services. 
See Attachment K. 

 
9. Provide the WDB's definition of ñunlikely to return to previous industry or 
occupationò when required for eligibility for dislocated worker services. [Sec. 101(9)] 
This is based strictly by whether or not the industry is still represented in the area as well as 
from direct input from the participant.  The Board considers an individual unlikely to return 
to a previous industry or occupation if the individual has expressed this fact and it has been 
documented in case notes or in the Individual Employability Plan.  

 
10. Describe the process and system used for collecting and maintaining equal 

opportunity information on "every individual who is interested in being considered 
for WIA title I financially assisted aidé" [§663.105(c)] 
Equal Opportunity demographic information is captured during the application process and 
then input into the State ASSET data collection systems.   

 
11. Describe the processes the WDB will use to maximize competition in the selection of 

service providers for core and intensive services. 
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The selection process includes the development of a Request for Proposal (RFP) which is 
widely disseminated through area posting in newspapers, on websites, and in public access 
areas in county courthouses.  

 
 

12. Describe any changes in service delivery from the previous Local Plan in response 
to "the financing available" and the "need to revise strategies to meet performance 
goals." [§661.355] 
The WDB is in the process of discussing a change in service delivery, however, no formal 
method has been approved at this time.   

 
13. Attach the following policies listed below.  If the policy does not include the issues 

identified below, address those issues in narrative form in the attachment for each 
policy: 
a. Attachment L WDB policy on the definition of Self-Sufficiency that (1) may 

include criteria such as family size, definition of  "dependent" or lack of health 
care insurance; (2) describe how it is applied to dislocated workers ["Self-
sufficiency for a dislocated worker may be defined in relation to a percentage of 
the layoff wage."]; and, (3) how the "special needs of individuals with disabilities 
or other barriers to employment should be taken into account when setting 
criteria to determine self-sufficiency." [§ 663.230] 
See Attachment L. 

 
b. Attachment M WDB policy on Supportive Services that includes what supportive 

services may be provided; when they may be provided; and, limits on the amount 
and duration.  [§ 663.800 - 663.810]   
See Attachment M. 

 
c. Attachment N WDB policy on Follow-up Services [§ 662.240(b)(11)] 

See Attachment N. 
 

d. Attachment O WDB policy on Needs Related Payments policy, or, indicate that 
the WDB does not use this WIA provision [§ 663.815 - 663.840] 
See Attachment O. 

 
e. Attachment P WDB policy related to: "Any local area may enter into an agreement 

with another local area (including a local area that is a city or county within the 
same labor market) to pay or share the cost of educating, training, or placing 
individuals participating in programs assisted under this title, including the 
provision of supportive services.  Such agreement shall be approved by each 
local board providing guidance to the local area and shall be described in the 
local plan under section 118."  [Sec. 195(3)(A-B)] 
See Attachment P. 

 
Intensive Services 
 

14. Address the following: "Identification of eligible providers of intensive services.  If 
the one-stop operator does not provide intensive services in a local area, the local 
board shall identify eligible providers of intensive services described in section 
134(d)(3) in the local area by awarding contracts" [Sec.117 (d)(2)(D)] 
Identification of eligible core and intensive service providers is accomplished through an 
RFP process that occurs every two years.  Proposals are evaluated based on a set of 
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service and performance criteria.  Recommendations are made to appropriate WDB 
committees with final decision resting with the WDB.   

 
Training Services 
 

15. In relation to adult training services:  
a. Indicate how participants are made aware of training for "occupations in demand 

in the workforce area" and identify the sources for that information. 
 Currently, occupations in demand, based on a March 2011 employer needs survey, are 

highlighted on the approved training list and shared with participants.  In addition, 
participants are required to research labor market information on the occupation of 
choice to determine demand in the area and sustainable wages.  State occupational 
projection lists are included in the labor market information research. 

 
b. Provide a "description of the competitive process to be used to award the grants 

and contracts in the local area for activities carried out under this subtitle." If a 
determination was made that there is an insufficient number of eligible providers, 
describe how this determination was made and the competitive process to be 
used in selecting providers under a contract for services including the process to 
be used to procure training services that are made as exceptions to the Individual 
Training Account process [Sec. 118 (b)(2)(B)(9), § 661.350 (a)(10)]  
Service providers are selected for all services in keeping with standards set forth by 
applicable laws, regulations and procedures approved by the WDB.  Proposals are 
solicited through an open Request for Proposals (RFP) competitive process for core, 
intensive and youth program services. Competitive proposals are solicited at intervals 
determined by the WDB, currently every two years. Proposals are reviewed based on a 
set of service and performance criteria.  Recommendations are made to the appropriate 
WDB committees.  The WDB has final decision authority on provider selection. 

 
c. Attachment Q WDB policy(s) for determining eligibility for training services. 

See Attachment Q. 
 
d. Provide a list of training services that the WDB intends to offer, including 

services that are not specifically listed in WIA. ["Identification of eligible 
providers of training services.  Consistent with section 122, the local board shall 
identify eligible providers of training services described in section 134(d)(4)". 
Sec.117 (d)(2)(C)] 
The WDB will continue to provide occupational classroom training, on-the-job training, 
basic skills training (including computer), skill upgrade retraining, customized training (in 
conjunction with on-the-job training), and training services leading to a GED or HSED. 

 
e. Attachment R WDBs ITA policy, and other policies that indicates any limits on 

duration and amounts of ITAs, and policies/documents required of participants to 
demonstrate a "need for training."    
See Attachment R. 

 
f. Attachment S WDB policy(s) and procedures for adding, removing, and 

monitoring training providers on the ITA List.   
 See Attachment S. 
 
g. Attachment T WDB's OJT and Customized Training policy(s).  

See Attachment T. 
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h. Describe the WDB's intent to use exceptions instead of, or in conjunction with, 
the ITA system (e.g. OJT, Customized Training, Apprenticeships, or for "hard-to-
serve" individuals).  If the WDB intends to serve special participant populations 
that face multiple barriers to employment that is allowable outside of the ITA 
system, describe the criteria to be used to determine the demonstrated 
effectiveness of community-based organizations or other organizations that 
serve these populations. [§663.430(3)] 

 WDB has no plans at this time to set aside specific training funds for community-base 
organizations or other private organizations that specifically serve people with multiple 
barriers to employment 
 
All participants have a Needs Score Form on file which was used to determine the level 
of need for WIA services. The Needs Score assigns a point value to employment 
barriers and the level of need is correlated to the score. For enrollment in the dislocated 
worker program, any official announcement of the closing of the company or a letter of 
layoff is required. 

 
i. Describe the (1) specific process and/or method used by which WIA training 

funds are coordinated with other sources of funding for training and, (2) process 
by which WIA funds are utilized if other sources of funding are pending approval, 
and how those WIA funds are accounted for when other sources of funding are 
approved/disapproved. [§663.320] 
1) WIA is the funder of last resort.  On that basis, if a participant is Trade eligible, for 

example, co-enrollment referrals are made to Trade case managers.  In the event of 
the availability of other State-funded training grants, specific grant eligibility is 
determined before WIA is accessed.  In addition, participants can enroll in WIA-
funded training pending approval of Federal Pell Grants through arrangements with 
training providers.  Financial aid award letters are submitted with training requests to 
ensure WIA funds are used appropriately.     

2) In the event other non-WIA funds are pending approval, as in the case of Trade, 
WIA funds are committed until approval decisions are made.  If an individual is 
eligible for non-WIA funds, referrals are made for co-enrollment which allows 
training to be covered by the non-WIA funding source.   

 
j. Provide a description of any WDB program-specific performance information that 

is used to determine the successful delivery of services by training providers and 
the validation of eligible training providers.  
The majority of approved training occurs at the area technical colleges.  The 
performance information used to determine successful delivery of services is the criteria 
used by the Wisconsin Technical College System to include training on the Graduate 
Follow-up Report which is that 50% of the graduates have reported obtaining jobs in 
training related occupations.  In addition, WIA training participants are required to 
supply grade reports on a regular basis which are maintained in the participant files. 
 
The validation of eligible training providers is done by determining if the provider is 
offering training that is on our approved training list.  The institution also needs to be an 
accredited resource for the training and the training must include a credential outcome.  
 

E. Youth Program 
 As part of the overarching workforce priorities, the Governor is focusing on aligning the 

school systems curricula with the education and training needed for successful job 
placements.  Additional educational options for K-12 are also a priority.  The 21st century 
economic landscape is rapidly changing with innovation, technology, and globalization 
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altering the nature of work, and the skills and training needed by workers to compete in 
the workforce.  Todayôs economic realities necessitate that the publicly-funded 
workforce system serving youth be aimed at preparing them to secure jobs in high-
demand industries and occupations. 
1. Describe the WDB strategies to promote collaboration between the local workforce 

development systems, education, juvenile justice, and others, to focus services on 
youth  including youth in foster care, aging out of foster care, youth offenders, youth 
with disabilities, children of incarcerated parents, and migrant and seasonal farm 
worker youth. 
 
Successful strategies are highlighted below. 
 
PK-12  
WDIôs youth program aligns workforce development and PK-12 school districts.  Youth case 
mangersô are partnering with the school districts to provide individual career awareness and 
work-readiness guidance.  WDI is aligning education, juvenile justice, housing, and the 
workforce development system through a Building Futures, YouthBuild program to serve 
young adults that are high school drop outs and have barriers to employment, most of 
which have been involved the justice system.  The program provides integrated hands-on 
basic education, vocational skills training, and leadership training to participants while 
building low-income housing. 
 
Local technical colleges 
The three workforce development boards and four technical colleges in the Southeast 
Wisconsin region have worked together to align resources and leverage the strengths of 
each organization.  WDB and technical colleges have collaborated to develop two RISE 
career pathways.  Throughout the career pathway development process the workforce 
boards and technical colleges have taken an industry-driven approach by consulting with 
industry partners to identify regional industry needs including skill gaps and training needs.  
The role of workforce development has been three fold: 1) to recruit employers to provide 
input to the development of career pathways; 2) refer WIA participants to career pathway 
opportunities; and 3) provide wrap around services to career pathway users to facilitate the 
best chance of success.  Technical college roles have also been three fold and include 
recruiting employers from advisory councils, developing the career pathway, and 
developing career pathway curriculum. 
 
The workforce boards and technical colleges align resources for community based job 
training where the workforce board refers participants to technical college CBJT 
opportunities. 
 
Local University of Wisconsin campuses 
As the RISE career pathways are further developed, workforce development and technical 
college partners plan to include local University of Wisconsin campuses. 
 
Regional economic development entities 
As part of the Regional Workforce Alliance, the workforce investment boards will continue 
to collaborate with the Milwaukee 7 - the economic development entity for the region.  
Through M7 the Water industry council was formed. RWA closely ties regional efforts to the 
industry sectors identified, and industry partnerships formed.  Workforce development will 
involve the Water Council and industry partnership groups in project planning when 
applicable. 
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Job seekers will be provided with career pathway information upon enrollment in WIA 
programs so that job seekers are viewing a long term career with educational options for 
vertical advancement. Career awareness outreach will be increased, particularly in 
manufacturing targeting students and parents.  Youth that are aware of realistic career 
options are better able to build upon their existing skills and streamline their choice of 
classes to accelerate the attainment of skills needed by employers. 

 
2. Provide "a description and assessment of the type and availability of youth activities 

in the local area, including an identification of successful providers of such 
activities" [Sec. 118 (b)(6); §661.350(a)(7)] 
Activities and services for youth in the region include: 

 English as a second language instruction 

 Career exploration 

 Youth apprenticeships 

 Cooperative education 

 Labor market information 

 GED and HSED 

 Work experience, both paid and unpaid 

 Scholarship opportunities 

 Job search assistance 

 Job skills training 

 Childcare and transportation assistance 

 Assessments 

 Occupational skills training 
 
There are a large number of excellent service providers in the area for youth.  The local 
technical colleges are the largest providers of effective training services and activities for 
youth: English as a second language instruction, GED and HSED completion programs, 
basic skill enhancement programs, occupational skill training, and youth apprenticeships.  
The technical colleges are adept in engaging youth and helping them see how their 
education will enhance their futures. 
 
Local county agencies provide nutritional assistance, economic assistance and family 
support services.  Each county has literacy centers which provide basic skills education for 
significantly barrier youth.  There are parenting support services in each county for young 
parents and homeless shelters in each county specifically for youth.  For youth with 
disabilities, the Division of Vocational Rehabilitation provides assessment, training, job 
placement and job coaching services. 
 

3. Describe the connection between the WDB WIA program and the Job Center service 
delivery system and JCW for serving youth, and include the types of referrals made 
for youth not eligible for WIA services. 
The WIA Youth Program is totally integrated into the one-stop system.  Services are 
available to all who request them if they meet eligibility requirements. This includes youth. 
 
WIA youth case managers meet with most youth who come into the Job Centers.  For those 
youth who do not meet eligibility requirements for WIA, referrals are made to partner 
agencies or community resources.  For youth with disabilities, DVR is discussed as is the 
process for receiving services.  For youth who need to find a job, general center services 
are discussed.  For youth who wish to receive training, financial aid and scholarship 
information is provided, along with contacts at the local technical colleges.  WIA case 
managers make sure that any youth not eligible for WIA services still has a clear 
understanding of center services so those youth can still receive assistance. 
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For those who do not visit the WDCôs and are reached through on-site visits and access to 
the centerôs website, youth who are not eligible for WIA services are still able to access 
information on available jobs, training providers, and other services offered at the centers. 

 
4. Out-of- school youth: 

a. Describe the WDBôs recruitment strategies to expand and promote services; 
 Efforts to recruit out-of-school youth include outreach to youth offenders through 

juvenile and adult correctional staff, local community based organizations, local training 
institutions, county agencies and outreach to DVR counselors. Referral processes are 
in place with local human services departments for youth in foster care.  

 
Local homeless organizations also refer youth.  An increase in internet postings (face 
book page and listings on Craigôs List) will try to recruit youth with tools they are familiar 
with.  A website offering information to youth will also attract eligible youth. 

 
b. Describe the WDBôs retention strategies for youth in training/education programs 

and employment; 
 Retention discussions are part of both informal discussions and formal presentations in 

workshop settings. Once placed in a job or advanced training, youth are not 
immediately exited from the program. Case managers continue to monitor and work 
with youth to solve problems that may arise. Ongoing case management provides for a 
pulse of the youth and potential issues they may be having while in the first few months 
of employment or in training/education programs.  Issues are discussed and case 
managers provide alterative resolutions besides dropping out of school or quitting a job.  
Once a youth is exited, regular follow-up communication is conducted with youth for up 
to one year. 

 
c. List workforce partners and other entities that are actively engaged with the 
WDBôs to retain and assist youth in training/education programs and 
employment.  Describe their role. 
The WDB partners with Job Center agencies to provide youth with wrap around 
services to mitigate barriers to employment.  Youth are assessed to identify barriers to 
employment, literacy and numeracy levels, skill levels and career interests.  Youth are 
then connected to appropriate partner resources such as: 

 
Education & Training - There are many agencies actively engaged with the WDB to 
retain and assist youth in training/education programs and employment.  The local 
technical colleges (Waukesha County Technical College, Milwaukee Area Technical 
College and Moraine Park Technical College) provide basic skills training, GED prep 
and testing, apprenticeship training and occupational skills training to enrolled WIA 
youth.  There are tutoring services available as well as other assistance programs 
within the technical colleges for youth who need the extra assistance.   

 
Most local school districts (K-12) are also engaged with the WDBôs.  They actively 
recruit for the WIA program and rely on the youth case managers to provide career 
exploration, occupational, and job search workshops to high school students. 
 
Work Experience - Local employers are invaluable in helping area youth gain basic 
workplace competencies by providing work experiences and job shadowing 
opportunities.  Center partners provide workplace experience and job coaching for 
those youth in need. 
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Career Awareness - Ozaukee County Economic Development is also actively engaged 
to provide exposure for youth to careers in manufacturing.  In partnership with WDI and 
building on a ñRetooling the Talent Poolò event held in 2007, four career manufacturing 
expos have been held in Ozaukee County high schools, one each year in a different 
high school.  This event brings the employers to the youth and helps them gain a 
clearer understanding of the true face of advanced manufacturing and of the excellent 
career opportunities that are available.  It also helps emphasize the need to for students 
to take math and science related coursework.  The WDB will expand career awareness 
activities to include a ñhands-onò realistic view of careers. 
 
Building Futures Program:  The WDB is operating a Building Futures program, that was 
funded by U.S. Department of Labor Employment and Training YouthBuild funds, which 
targets older adults ages 19-24 that have dropped out of high school or are literacy and 
numeracy deficient by providing the education, work-ready skills, and sound decision 
making skills needed to gain sustainable employment, and respond to employersô need 
for a skilled workforce. Participants are recruited from the PK-12 system, criminal justice 
system, social service agencies, and community partners.  Additional partners include: 
the technical college, community based training providers, non-profit organizations, and 
Waukesha County. 

 
5. Attachment U Attach the policy or describe how the WDB will make available each of 

the ten program elements to youth participants. [Sec. 129(c)(2)(A-J); §664.410(a)(1-
10)] 
See Attachment U. 

 
6. As part of the youth eligibility definition (in addition to being the age 14 through 21, 

and is a low income individual as defined by WIA), WIA provides one or more 
categories that must be met.  Of the six categories, the sixth criterion is left to the 
WDB to define.  Provide the WDB's definition for the youth eligibility category: "Is an 
individual (including a youth with a disability) who requires additional assistance to 
complete an educational program, or secure and hold employment." [Sec. 
101(13)(C)(vi); §664.200(c)(6)] 
The WDB defines the sixth youth eligibility criterion as: ñIndividuals lacking the basic 
employment competencies necessary to secure and retain entry level employmentò. A 
ñNeeds Assessmentò Tool is used for an individual analysis of each participant by a case 
manager. The analysis scores the youth on a variety of barriers including stability of work or 
school experience, educational levels, and English communication.  

 
7. Up to 5% of youth participants served by youth programs may be individuals who do 

not meet the income criterion for eligible youth.  WIA provides eight categories of 
which one or more must be met.  One of those eight categories is: "Face serious 
barriers to employment."  Provide the WDB's definition of "face serious barriers to 
employment" in this 5% youth context. [129(c)(5)(H); §664.220(h)]  
Definition is the same. 

 
8. Attachment V List of youth providers for required State list. 

See Attachment V. 
 
a. Describe the WDBôs request-for-proposal process to be used in awarding 

contracts for youth services including the frequency of issuance, review criteria, 
and who reviews the proposals.  ñthe local board shall identify eligible providers 
of youth activities in the local area by awarding grants or contracts on a 
competitive basis, based on the recommendations of the youth council.ò 
[Sec.117(d)(2)(B)] 
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Process 

 Notification of RFP published in newspaper and on Website and RFP 
packets sent to numerous organizations including past and current providers 
and known interested parties. 

 WDI contracts with an independent consultant to develop and issue an RFP 
and to review all proposals submitted by published deadline. 

 All proposals  are reviewed and rated by consultant. 

 The scores for all proposals are presented with recommendations to the 
Youth Council. 

 The Youth Council determines which providers will be recommend to the 
WDB who makes the final contract award decisions. 

 
Frequency 
Every other year.  

 
Primary Criteria 
Demonstrated effectivenessðconsideration of past performance in similar 

    WIA and non-WIA funded programs, including: 
 

 Past service to proposed target groups and the outcomes of such programs 

 Past audit reports of the proposing agency 

 Past monitoring reports 

 Timeliness and accuracy in submitting required paperwork 

 Past ability to meet stated goals and objectives 

 Management/administrative capabilities 

 Past effectiveness in encouraging females to enter into or explore non-
traditional occupations 

 Effective coordination with non-WIA funded services to the targeted 
population 

Secondary Criteria 
Cost: 

 Cost per enrollment 

 Cost per successful completion 

 Overall price/cost analysis is favorable when compared with past similar 
programs and other current proposals 

 Proposed matching funds (may include in-kind contributions) 

 Accuracy and completeness of the proposalôs budget and budget backup 
pages 

 Operating costs limited to 8% or less of the budget 
 

Overall Quality of Projectðproposals that offer innovative approaches to employment 
and training programs are encouraged.  At the same time, proposals must also address 
the core requirements outlined in the RFP.  As such, the following areas will be 
reviewed: 

 The proposal adequately addresses the basic program components as 
required in the RFP 

 Program goals and objectives are quantifiable and within acceptable 
parameters 

 Organizational structure and staffing patterns are reasonable and adequate 
to achieve proposed outcomes 
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 Services proposed are described adequately and are designed to meet the 
unique needs of the proposed targeted groups 

 Proposed program outcomes and target group levels enhance the WDAôs 
ability to meet State and DOL required standards 

 Methods of encouraging females and males to consider/enter into non-
traditional occupations are fully described 

 Leadership development opportunities are clearly addressed within the 
program and fit the needs of the population being served 

 
b. How does the WDB measure the success of youth service providers? 

WDI, the administrative entity for the WDB, monitors all programs four times per 
program year and provides feedback to the provider on strengths and weaknesses.  In 
addition, Program Goals and Outcomes are published each month.    Comprehensive 
annual State monitoring includes both fiscal and program compliance. All monitoring 
includes the analysis of participant files and corresponding ASSET entries. Any issues 
needing correction are addressed through a corrective action process. Staff uses the 
review findings to determine training needs of individual case managers, specific 
subcontracted agencies, or all case management staff in the WDA. The results of the 
annual local monitoring are reported to the Workforce Development Board.  

 
9. Attachment W List of Youth Council members, their titles, and the organizations they 

represent.  Provide a description of the solicitation and selection processes used to 
garner nominees from the required membership categories. [Sec. 117(h)(2(A)(i-
vi);§661.335(b)(1-6)] 

 See Attachment W. 
 

a. Describe the actual process for the Youth Councilôs oversight with respect to 
eligible providers of youth services and their role in provider selection and 
oversight.   

 [Sec. 117(h)(4)(B)(i-ii); §661.340(c-d)] 

The Youth Council makes recommendations for service providers of youth services, 
and reviews the recommendations of the Selection & Oversight Committee who rates all 
proposals received in response to Requests for Proposals (RFPs) issued for Youth 
Services. The Youth Council forwards its recommendations to the WOW Board.  The 
Youth Council also provides oversight through quarterly Youth Council meetings where 
updates and performance outcomes are given on all youth services, programs and 
budgets.  Solicitation for suggestions are made, acted-upon and reported in minutes. 

 
b. Describe how the Youth Council coordinates youth activities. [Sec. 117(h)(4)(C); 

661.340(a)] 

Responsibilities include: 
 Work with the WDB to develop the part of the WIA plan that relates to services 

to vulnerable youth.  
 Review and recommend to the Board eligible providers of contracted youth 

services.  
 Provide oversight of youth service contracts.  
 Ensure coordination of area youth activities. 
 Make recommendations to the WDB regarding youth programs. 

 
Other activities include: 

 Manufacturing Career Expo in Washington/Oz Counties  

 Career Expo in Waukesha ï WCTC/John Pritchett 

 Second Chance Partners for Education 
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 WIA Youth Work Experience 

 Youth Internships 
 

c. Provide a list of the Youth Councilôs top three priorities/goals for improved 
services to youth. 

 The Youth Councilôs top three priorities for improved services to youth in the next two 
years are to create a: 

 Shift perception of career success options for high school graduates among 
students;  

 Shift perception of career success options for high school graduates among 
parents;  

 Shift perception of career success options for high school graduates among 
guidance counselors. 

 
d. Describe the process the WDB used to meet the duties of the Youth Council in 
ñdeveloping the portions of the local plan related to eligible youth, as determined 
by the chairperson of the local board.ò [§661.340(b)] 
Youth Council members, WDB members, employers, economic development, 
chambers of commerce, and education convened to participate in two WIA Plan 
planning sessions (see attendees list in section ñB., 1.ò).  Discussion included content 
on career awareness programs, and guiding youth into vocational training in high-
demand occupations. 

 
F. Performance and Accountability 

In addition to demonstration of ability to meet to the Federal requirements, local plans 
must include any locally developed performance standards and assessment methods.   
1. List the WDB's negotiated levels of performance for each common measure: 

 

 Adult and Dislocated Worker (DW) Entered Employment: Adult 80%; DW 90.4%.    

 Adult and DW Employment Retention: Adult 85%; DW 96.8%.  

 Adult and DW Average Earnings:  Adult $12,952; DW $15,497.  

 Youth Placement in Employment or Education:  75.5%.  

 Youth Attainment of a Degree or Certificate:  91.2%. 

 Youth Literacy and Numeracy Gains:  30%.  
[§661.350(a)(4)] 

 
2. Attachment X Complete the Performance Improvement Plan Self-Assessment Survey 

if the WDB has failed for the first year in any performance measure goal(s) for PY 10. 
Template must be used. [§666.420(a)] 
The WDB did not fail performance in PY10. 
 
a. What actions has the WDB taken with its youth service providers to identify 

service delivery weaknesses? 
Local monitoring occurs four times per year.  Two of the four times are focused entirely 
on youth programming.  Strengths and weaknesses are identified and discussed with 
the service provider and remedies undertaken and verified when appropriate.   

 
b. What changes has the WDB made to policy, service delivery, providers, 

engagement of partners, etc. to ensure improved program performance? 
Local monitoring occurs four times per year.  Results are shared with providers and 
remedies undertaken and verified when appropriate.  In addition, each provider 
maintains a spreadsheet on applicable performance measures by program in order to 
have a ñreal-timeò view of performance.  All Exit requests are reviewed by the lead at 
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the service provider agency for approval and also reviewed by the WDI Program 
Manager.  All of this is done to establish performance responsibility and accountability.   

 
3. Attachment Y Complete the Corrective Action Plan if the WDB has failed two 

consecutive program years for any performance measure goal(s) for PY 09 and 10. 
Template must be used. [§666.420(b)] 
The WDB has not failed performance two consecutive program years, therefore, 
Attachment Y is not applicable. 

 
4. Describe how performance data will be used for local monitoring, evaluation, 

continuous improvement and oversight processes; and, describe the type of training 
for staff (and providers where appropriate), and the frequency, on ASSET and 
performance measures.  
 
WIA Program monitoring is conducted for each provider of WIA services four times per 
program year. Monitoring topics are chosen, in part, based on performance outcomes in 
each program.  This comprehensive review of service delivery includes file reviews of 
participants as well as ASSET entries.   A written report for each provider details 
improvement opportunities as well as things being done well.   
 
Performance results are also used in recommendations for future provider contract 
extensions or terminations and are factored into individual performance evaluations by the 
provider agencies.   
 
WDI staff that are responsible for monitoring suggest training topics based on monitoring 
results.  Other provider training is handled on an as-needed basis and includes State 
sponsored Roundtable training opportunities, webinars and relevant workshops.  

 
A local WIA Policy and Procedures Guide and forms catalog were created in 2004 with 
online access to both for all providers. WDI management staff is responsible for updating 
these resources which generally occurs annually or sooner depending on the topic.  Each 
communication from DWD is reviewed and shared with providers. When local policy or 
procedures need to be created or changed, appropriate action is taken.  Monthly meetings 
with WDI management staff and providers are conducted to discuss policies, performance 
and training needs.  

 
Performance data based on ASSET input and other sources is received quarterly. Quarterly 
meetings are conducted with WDI management and provider management to review 
performance outcomes.  Providers maintain spreadsheets for each program they operate 
that provides just-in-time data for the potential performance affect of enrollment, placement 
and exit activity.  Continued analysis and subsequent corrective actions will continue to 
improve performance measures.  

 
Local staff serves on the ASSET Userôs Committee, share emails, draft materials and solicit 
opinions as changes, new mandates and enhancements are brought before the committee. 
Involvement with this group will be an ongoing method of attending to improved quality of 
service. 

 
5. Provide a detailed description of how the quarterly WIASRD and DRVS performance 

reports are processed locally to include: how failures are investigated, corrective 
action steps, follow-up monitoring and correction validation.   
The WDB receives reports from DWD a minimum of twice per quarter. The report for local 
staff includes tables of each measure and if WDAôs met, exceeded or failed a measure.  It 
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also includes a data entry worksheet which is analyzed to see how many participants were 
in the numerator and denominator for each measure.  The second report includes 
participant names and PINS pulled from the WIASRD data generated by DWD.  This report 
is sorted locally by each measure for the funding programs.  The results are then sent to 
the program manager and team leads to review and check in ASSET to see why the 
participant is not included in the numerator.  Corrections are made in ASSET if a record can 
be fixed.  Staff requests are submitted if the data cannot be changed locally.  This 
participant data is also compared to the spreadsheets kept by each case manager for each 
of their respective clients.  The data should be equal, or fairly close.  After review and clean 
up in ASSET, the results are sent back to the Centerôs IT manager to compile and 
determine if cleanup increased our percentage toward negotiated goals.  Compilation 
includes adding or subtracting from the numerator or denominator for affected measure on 
the data entry worksheet of report #1 for local staff.  Formulas determine if the goal was 
increased.  This cleanup report is re-distributed to program manager and key staff for 
review. 

 
6. If the WDB has developed performance standards in addition to those required by 

WIA, what criteria were used to develop these local area performance standards?  
Describe how these standards will be evaluated, and corrective actions that will be 
taken if the performance falls short of expectations. 
WDB determined which areas of effective case management, in addition to performance 
measures, are measurable and created standards for each case manager and employment 
relations specialists.  Placements, monthly contacts and file monitoring are areas which are 
measured. Program goals are developed by WDI on an annual basis and include a heavy 
emphasis on placements.  Goals and outcomes are reviewed regularly by case 
management providers, monthly by WDI management staff with provider agency 
management, and quarterly with these groups after the State performance outcomes are 
released.  Corrective action for staff is determined and has included full case management 
training and tying individual accountability to performance outcomes to performance 
reviews.   
 
The placement policy and process follows: 
WOW WDI- Case Management/Business Services Performance Goals & Case 
Manager/Employment Relations Specialist Process: 
The Waukesha, Ozaukee, Washington Business Services Department is structured over 
the three county area and they work closely with the Case Managers (C/M).  Waukesha 
County currently has two full time Employment Relations Specialist (ERS).  Ozaukee 
County currently has one full time ERS and Washington County currently has two full time 
ERS. Each ERS has the responsibility to work with all industries in their prospective County 
based on alphabet break down per each ERS. For example in Washington County 1 ERS 
handles companies that start with letters (A-J) and the other ERS handles the r the 
companies that start with letters (K-Z).  Each individual ERS is evaluated on the following 
goals on a monthly basis: 

 WIA adult placements and On-the-Job Training (OJT) development 

 WIA dislocated worker placements and OJT development 

 Special response grant placements and OJT development 

 National Emergency Grant OJT placements 

 WIA Youth placements and limited internship development 

  Business Services fee for service contract development 

 Business Services job fair fee for service contracts 

 Employer open house speaker development 
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The Case Management Teams and ERS Teams have clearly defined roles and goal. If 
individual Case Management (C/M) and ERS goals are not met, customers are affected. 
Each month the C/M and ERS individual goals are analyzed via monthly performance 
reports and management discussions take place.  At that point it is decided if additional 
training is needed to bring the particular individual up to speed. If training doesnôt resolve 
the performance issue, the President of WOW WDI and appropriate management staff will 
address a corrective action plan with that staff member.   The following is the process has 
been set up for Case Managers and  
ERS staff to meet their placement goals: 
 
To achieve a high level of accountability in the job placement goal system, the following is 
the process that WOW follows: 
 

1) Case managers will enroll an adequate number of job seekers to meet placement 
goals. 

2) Case managers will prepare job seekers for the world of work and assist in getting 
them job ready. 

3) Once job ready (see job ready definition below), job seekers will be referred to the 
ERS using the current referral process. 

4) ERS will provide appropriate job leads based on referrals made  
5) Case managers will provide information to ERS for follow-ups after interviews via 

email  
6) Once placed, case managers will complete an exit checklist.  ERS names will only 

be included if the ERS had tangible contribution to the placement, (job lead, follow 
up, OJT, other). 

7) ERS will also be listed on the exit checklist for any job seeker not referred using the 
referral process (anyone not on the referral lists) and will also be listed on the exit 
checklist for the individuals who ñself place.ò  ERS will not be penalized for someone 
they could not help. 

 
Job Leads 
In order for job seekers to find jobs, they need job leads.  They look for leads on their own 
but we also provide leads to help assist them.  One responsibility of the ERS will be to 
provide job leads to case managers for their job seekers.  To check for accuracy on exit 
checklists, supervisors will email a placement report to all the ERS at the end of the month.  
This report will include all the exits along with company name and position title.  ERS can 
cross check to make sure the case managers did not miss a placement credit. 
 
Follow-Ups 
When a job seeker informs a case manager that they have had an interview, the case 
manager will collect information on where the interview was held (company name), position 
title, interviewer name and phone number.  This information will be emailed to the 
appropriate ERS, based on alpha list and appropriate county.  ERS have up to 48 hours to 
complete the follow-up.  ERS will email the case manager with the status. 
 
OJT Cards/Internship Cards 
Cards will be issued to all job ready individuals, while funding lasts or is available.  Cards 
include the name of an Employer Relations Staff person.  To create equity in distribution, 
cards will be written in equal amounts for each ERS and cards will be distributed to job 
seekers in equal amounts.  Cards will be sorted accordingly.   
 
Job Ready Definition 
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Job seekers in WIA programs work with case managers who help them become ñjob readyò 
which means they: 

 Are enrolled in WIA  

 Have defined a clear career objective 

 Have identified skills, interests, abilities 

 Have gained the appropriate training and education for the positions sought 

 Have a current and marketable resume  

 Have access to an e-mail account 

 Have attended the appropriate WDC workshops (interviewing, mock interviewing, 
effective applications, etc.) 

 Show soft skills proficiency 

 Show computer skills proficiency 
 
In addition, WDB expects 80% compliance with local file monitoring and 100% compliance 
with monthly contacts.  Case managers and employment relations staff are reviewed 
monthly or quarterly, depending on which item is being measured. 

 
[Governor's workforce goal: "Improving accountability and transparency in order to measure 
success and prioritize future funding based on outcomes."] 
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Attachment Z 
Plan Review, Public Comment and Documentation 

 
The final Plan must be submitted to DWD with: 
(a)  all comments on the Plan; 

The WDB is in the midst of the public comment period and will submit required documentation 
after the public comment period closes. 

 
(b)  any changes to the Plan based on all public input; 
See ñaò above. 

 
(c)  a copy of the published notice for the 30-day review; and,  

The following is the public notice that will appear in the Milwaukee Journal Sentinel on Sunday 
Oct. 16, 2011: 
The Waukesha-Ozaukee-Washington Workforce Development Board has completed its 
Workforce Investment Act (WIA) 2011 Local Plan. This Plan will be submitted to the Wisconsin 
Department of Workforce Development on November 1, 2011.  A copy of the plan is now 
available for review and written comment for 30 days at the Workforce Development Center, 
892 Main Street, Pewaukee WI 53072 and online at www.wowwdb.org . Any questions or 
comments should be directed to Angela Cummings @ 262-695-7885 or acummings@wctc.edu 
by November 15, 2011.  A public hearing will be held on October 20, 2011 from 8:30 a.m. to 
9:30 a.m. at the Waukesha Workforce Development Center located at 892 Main Street, 
Pewaukee, WI 53072. 

 
(d) a description used by the local board for public comment and key workforce partners 

including local elected officials, representative of business, labor and economic 
development, One-Stop partners and other stakeholders.  

 [§661.345] 
The content of the local Workforce Investment Act (WIA) Plan results from the dynamic process 
of analysis of workforce development issues by the Waukesha-Ozaukee-Washington 
Workforce Development Board (WOW WDB) and its subcommittees and their subsequent 
decisions.  Input from business leaders, economic development entities, labor organizations 
and mandatory One-Stop partners was gathered during two planning sessions prior to the 
development of the local WIA Plan.   
 
Additionally, the WOW WDB will hold a public hearing on October 20, 2011 from 8:30 a.m. to 
9:30 a.m. at the Waukesha Workforce Development Center located at 892 Main Street, 
Pewaukee, WI 53072. 
 
Copies of the 2011 local WIA Plan will be submitted to the Wisconsin Department of Workforce 
Development on November 1, 2011 and available for public review and comment for 30 days 
beginning Friday, October 14, 2011 at the Waukesha, Ozaukee, Washington County Workforce 
Development Centers. The plan will also be available for review at the board website at 
www.wowwdb.org.  Comments received will be submitted, along with a copy of the public 
notice, to DWD by Thursday, November 17, 2011. 
 
In addition to the public access to the plan on the website, Workforce Development Board 
members who include business and labor organizations, one-stop partners, economic 
development entities and local elected officials received notification via e-mail on October 14, 
2011.  The Joint Executive Committee, comprised of the WOW WDB Executive Committee and 
County Board Chairs and one additional supervisor from the three counties, and WOW WDB 
will also receive notice with their respective November meeting packets stating that the 2011 
local WIA Plan is available for review and comment.  

http://www.wowwdb.org/
mailto:acummings@wctc.edu
http://www.wowwdb.org/
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W-O-W Workforce Development Board ABSTRACT 
 

What are the WDBôs three top strategies for meeting the overarching workforce priorities 
(irrespective of set-aside funding)? 

 RE-EMPLOYMENT SESSIONS (RES): In April 2011, WOW WDB and Wisconsin Job Service 
developed a Re-Employment Service (RES) model built on the premise of assisting 
Unemployment Insurance (UI) participants to secure employment quickly. The new model is 
outcome based to address the current job openings utilizing current marketable skills of job 
seekers. The WDB will continue to actively improve this newly implemented system. 
 

 INDUSTRY PARTNERSHIPS: Industry partnerships bring together employers in high-demand 
industries with common training needs allowing employers to send employees to training while 
maintaining near-normal production levels, and making training cost effective for employers. 
The industry partnerships comprised of employers, training providers, and WDBs are a 
public/private partnership where employers pay for a percentage of training related costs.  The 
WDB will continue leading two manufacturing industry partnerships (Power Controls and M-7 
Manufacturing) and partner with Industry Partnership employers, the WI Precision 
Metalworking Council and other associations to address the skills gap including seeking 
funding to train new and incumbent workers.  In healthcare, the WDB is in the process of 
developing a local health care industry partnership, and will remain actively involved in the 
regional Milwaukee Area Healthcare Alliance. 

 

 ON-THE-JOB TRAINING (OJT): WOW WDB will expand upon its success throughout the years 
with the On the Job Training program. The WDB partners with employers in a public/private 
collaboration that directly responds to individual employerôs need for new-hire training, and has 
been a valuable tool in this economic environment. Due to limited amounts of funding, the 
approval of occupational training has become acutely focused on training for high-demand 
occupations that are identified by employers as having current or short term job openings. The 
primary tool used to identify high-demand occupations is the Employer Survey conducted 
annually by WOW WDB annually. 

 
Describe any unique activities, partnerships, etcetera that will advance the Governor's 
priorities? 
Industry Partnerships:  The industry partnerships, which align with the Governorôs sector strategy 
priorities, were created by the WDB in response to employerôs need for specific skills training, and 
are a venue for small to mid-sized employers with common training needs to align funds to provide 
training for incumbent and new workers.  In June 2011, WPMC and M-7 Manufacturing employers 
identified over 500 current and short term projected job openings. In response, WDB applied for a 
federal H1B grant to train over 500 new hires in high-skill occupations. 
 
On-the-Job Training:  Employers utilize public and private funds to train new hires in specific skills 
needed by both the employer and new hire.  OJT allows individual employers to customize training 
based on the employerôs current need and for job seekers to build on existing skill ï a win-win. The 
OJT process is a simple, streamlined contract process that mitigates bureaucracy while spending 
training funds responsibly and transparently. 
 
List the targeted evidence-based high-demand industry sectors in the workforce 
development area (and regional sectors, if applicable), and how you plan to identify and 
respond to new industry sectors. 
High-demand industry sectors include manufacturing and healthcare.  The WDB considers results 
of the local employer survey, on-the-ground knowledge of ERS, results of credible studies, and 
economic development to determine if an industry is in-demand and should therefore be pursued If 
these information sources find an emerging industry sector, the WDB will review the information 
and determine if the industry sector will focus resources on that sector.  
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ADMINISTRATIVE SERVICES COMPLIANCE: PART III 
 

 
A. Templates in the Reference Document must be used.  The only alteration(s) may be 

specific additions that tailor the document to local circumstances. 
 Documents that require signatures must have current signatories within the past 

three (3) months.  
1. Attachment AA Assurance Letter and Signatures 

See Attachment AA.  
 

2. Attachment BB Chief Local Elected Official Agreement /LEO Consortium 
Agreement and Signatures "In general. the chief elected official in a local area 
shall serve as the local grant recipient for, and shall be liable for any misuse of, 
the grant funds allocated to the area under sections 128 and 133, unless the chief 
elected official reaches an agreement with the Governor for the Governor to act as 
the local grant recipient and bear such liability" [Sec. 117 (d)(3)] 
See Attachment BB. 
 

3. Identify the Fiscal Agent and Entity for Disbursal of Grant Funds 
 "An identification of the entity responsible for the disbursal of grant funds 

described in section 117(d)(3)(B)(i)(III), as determined by the chief elected official 
or the Governor."  [Sec. 118 (b)(2)(B)(8)]  "An identification of the fiscal agent, or 
entity responsible for the disbursal of grant funds." [§ 661.350 (a)(9)] 
A written agreement names WOW Workforce Development, Inc.(WDI) as the 
administrative and fiscal agent for the WDB. Partners in the agreement include the chief 
elected officials of the three counties and the WDB.   
 
WDI functions as the administrative entity, grant recipient, fiscal agent, and oversight 
manager. As such, staff of WDI does provide support to the WDB in fulfilling the 
responsibilities of a fiscal and administrative agent. 

 
4. Describe the OSO designation process.  Indicate whether a competitive or non-

competitive process was or will be used to select the OSO(s).  If there are multiple 
operators and/or consortia, be specific as to what each agencyôs role is and which 
Job Centers are involved with each.   
a. Provide a description of the roles and responsibilities of the OSO(s) in the 

Comprehensive Job Center and for service locations in the One-Stop delivery 
system;  
The OSO is responsible for the development of the Memorandum of              
Understanding (MOU), development and implementation of the Business                    
Services Plan for each CJC, and implementation of the MOU. 
 
The OSO works closely with an executive leadership team comprised of the 
president of the WDB, the president of the local technical college, the president of 
the local economic development entity, and executive level representatives of county 
of government.  This groups develops and approves annual goals and operating 
budgets for the centers.  A Center Coordinator, who is an employee of Waukesha 
County, works with and report to this group to manage and direct center operations.  
The Center Coordinator reports outcomes, performance, customer satisfaction, and 
strategic issues to the WDB.  
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The Center Coordinators are responsible for implementing policy and overseeing the 
overall operations of the Workforce Development Centers in Pewaukee, Mequon and 
West Bend, with the primary task of maintaining a cohesive delivery system for all 
partner agenciesô center- based services.   
 
Individual partner agencies are responsible for the administration, planning and 
operations of the programs sponsored by each organization. The Workforce 
Development Centers have formed Operations Teams that work collaboratively with 
the Center Coordinator to address all aspects of day to day operations of the center.  
This group addresses issues related to front end screening, customer flow, referral 
protocols, staff morale and education, interagency communication, building issues, 
safety, security, marketing, events, unmet needs and service integration.   
Operations Teams are comprised of managers or supervisors from all onsite partner 
agencies or departments. 

 
b. Describe the relationship of the OSO to the WDB; 

The W-O-W Workforce Development Board has designated Waukesha-Ozaukee- 
Washington Workforce Development, Inc. (WDI) as the OSO. An executive 
leadership team comprised of the directors or top management of the centerôs 
partners direct the operations of the center. These teams hire Center Coordinators 
who are responsible for overseeing the day-to-day operation of the centers.  
Waukesha County is the employer of record for the Center Coordinator.  Executive 
Leadership Teams approve annual budgets and goals for the center.  Center 
Coordinators report performance outcomes, customer satisfaction data, and 
customer trend information to the WDB. 

 
c. The duration of OSO agreement(s); and, 

The OSO agreement was entered into at the inception of WIA and runs concurrent 
with the WIA Plan. 

 
d. If the WDB intends to seek the Governor and CLEO's agreement to allow the 

WDB to be the OSO, follow the requirements outlined in WIA Policy 02-01.  
["Selection of one-stop operators.  Consistent with section 121(d), the local 
board, with the agreement of the chief elected official" "Shall designate or 
certify one-stop operators as described in section 121(d)(2)(A") 
[Sec.117(d)(2)(A); §662.400-662.420]  
The WDB will follow the requirements outlined in WIA Policy 02-01. 
 

5. Attachment CC WDB membership form must be used along with the resource 
information to identify the WDB membership and relevant information to ensure 
compliance with the required WDB representation [117 (c)(2)(A)].  The WDB 
recertification has been approved through calendar year 2011. "The Governor 
shall, once every 2 years, certify 1 local board for each local area in the State."  
For the following questions, if the response is provided in the LEO Consortium 
Agreement, the WDB-LEO Agreement, or in the WDB By-laws, indicate which 
agreement the description can be found in and the section where it is stated. If not 
included in any of these documents, provide the response here: 
See Attachment CC. 

 
a. Describe the nomination and selection process used to appoint local business 

representatives to the WDB; 



W-O-W Workforce Development Board ï WIA Plan Modification 2011 

59 

 

Names of nominees suggested by partners, board members, labor organizations or 
local chambers of commerce are presented to the chief elected official for his final 
approval and appointment to the WDB. 

 
b. Attach, as part of Attachment CC, a diagram, description of roles and 

responsibilities, and regular meeting schedule of the WDB subcommittees;  
See Attachment CC. 
 

c. Describe how the WDB ensures that meetings and information regarding WDB 
activities are accessible to the public including persons with disabilities 
[Sec117(e)];  
The WOW WDB posts all meeting and Board activities on the WOW WDB website: 
www.wowwdb.org. The website is accessible to all individuals and the WOW WDB 
welcomes communication, comments and suggestions. WOW WDB meeting agenda 
packets are forwarded to the County Clerkôs office in Waukesha, Ozaukee, and 
Washington Counties one week before each meeting. Each respective County then 
posts the information for the general public as well as for County officials. 
Communication for each meeting and event is also communicated to DWD one  
week before the actual event. All WOW WDB members receive an annual meeting 
schedule as well as complete meeting packets one week prior to each meeting. 
The WOW WDB just recently developed a face book page where information about 
the WOW WDB programs, services, events, and success stories are posted for all to 
view. The face book page is as follows: www.facebook.com/WOWWDB 

 
d. Describe the process the WDB will use to notify the CLEO of any vacancies 

and to fill those vacancies with appropriate representatives; 
All vacancies for the WOW WDB are announced through the Joint Executive 
meetings where County Board Supervisors and County Board Chairmen are present. 
Vacancies are also shared at WOW Operations meetings and WOW Management 
meetings. 
 

e. Attach, as part of Attachment CC, a copy of the WDB's By-Laws; and, 
See Attachment CC. 

 
f. Attach, as part of Attachment CC, a signed Conflict of Interest Statement for 

each member.  "A member of a local board may not (1) vote on a matter under 
consideration by the local board (A) regarding the provision of services by 
such member (or by an entity that such member represents); or (B) that would 
provide direct financial benefit to such member or the immediate family of 
such member; or (2) engage in any other activity determined by the Governor 
to constitute a conflict of interest as specified in the State plan" [Sec. 117 (g); 
State Plan reference: III.B.7.] 
See Attachment CC. 

 
6. Attachment DD Debarment, Suspension, Ineligibility and Voluntary Exclusion 

Certification and Signatures 
See Attachment DD. 

 
7. Attachment EE Lobbying Certification and Signatures 

See Attachment EE. 
 

http://www.wowwdb.org/
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8. Attachment FF A current organizational chart of the WDA operations, including 
WDB Board staff, OSO(s), and other administrative and/or support staff:  
See Attachment FF. 
 
a. Provide a complete description of the WDB's support and administrative 

procedures.  Include in your description the number and type of staff that are 
both directly funded by the WDB and those that provide in-kind support from 
local partner and related organizations. 
The WDB itself has no paid staff.  A written agreement names WOW Workforce 
Development, Inc.(WDI) as the administrative and fiscal agent for the WDB. Partners 
in the agreement include the chief elected officials of the three counties and the 
WDB.   

 
WDI functions as the administrative entity, grant recipient, fiscal agent, and oversight 
manager. As such, staff of WDI does provide support to the WDB in fulfilling the 
responsibilities of a fiscal and administrative agent. 

 
The one-stop operator appointed by the WDB is the management team for  
of the three counties. An Operations Coordinator, an employee hired by  
management teams is the individual representing the one-stop operator in its  
support of the WDB. The Operations Coordinator reports to the WDB and various 
committees. 
 
There is no chart of WDB staff as the WDB employs no staff directly.  Attachment CC 
is the WDI organizational chart of those staff whose roles include administrative 
functions 

 
b. Describe any programmatic, infrastructure or organizational changes for this 

program plan period. 
No organizational changes occurred at the Board level.   
WDI has developed employment teams for each job seeker comprised of a business 
service representatives and case manager for the most effective and efficient 
placement into current job openings that require a job seekerôs current skill levels. 

 
9. Attachment GG Most recently approved Cost Allocation Plan. 

 See Attachment GG. 
 

10. List the Fee for Service(s) activities, and how they are accounted for. 
Fee for service activities includes: 

 Job Fairs  

 Application Services ï on an as requested basis. 

 Room Rental ï on an as requested basis. 
 

Activities are carried out by staff from WDI and Job Center partners.  WDI accounts for 
the funds received and expenses.  The net proceeds are funneled into Job Center 
operation activities. 

 
11. Describe any plans for transferring funds between the adult and dislocated worker 

programs. 
There are no plans for transferring funds between the adult and dislocated worker 
programs. 
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12. Attachment HH WDB policy on gifts and awards to staff, providers, and WIA Adult 

and Youth participants. [OMB Circular 122; DWD Policy 225; Sec.129(a)(5)] 
See Attachment HH. 

 
13. Describe the local monitoring procedures and schedule (fiscal and programmatic) 

Fiscal 
On-going expenditures are monitored by monthly desk reviews performed by contract 
compliance staff to compare financial charges to cost projections and budgets.  All 
subrecipients are required to prepare a Monthly Financial Report (MFR) for each contract 
they are awarded.  The MFR's are checked by WDI staff for accuracy, completeness and 
to verify that expenditures are allowable and within the limits of the contract.  After the 
MFR's are checked, they serve as the basis for reimbursing or advancing funds to the 
subrecipient.  Percentages of expenditures are analyzed relative to the amount spent for 
training costs, for administrative costs and costs for required target groups.  Charges in 
excess of allowed amounts or percentages are disallowed. 

 
All expenditures reported are monitored each month.  Subrecipients are held 
accountable for expenditures by cost category.  It is WDI policy to deduct any over-
expended cost category from the requested reimbursement or advance.  This policy 
makes it possible to avoid overpayments to subrecipients and also alerts the 
subrecipient to the over-expenditure. 

 
All subrecipients are encouraged by WDI to monitor their own expenditures so that they 
can address any potential problem areas.  Under special circumstances, a contract can 
be modified and the over-expenditures avoided.  If a modification is not approved, the 
subrecipient still has the option of making operational adjustments so that 
unreimbursable costs are not incurred. 
 
An annual fiscal review is required.  The requirement is satisfied by either an on-site 
fiscal review using the W-O-W WDI Financial Monitoring Format and/or by supplying 
WDI with a copy of audit findings for the previous year. 
 
W-O-W will document the assessment of findings and identification of any problems in 
written reports to the subrecipient. 

  
W-O-W will comply with the following provisions for corrective action and sanctions: 

 
1.    Corrective Action for Noncompliance.  W-O-W will attempt to resolve 

noncompliance issue by: 
  a.  Notifying the subrecipient of the identified monitoring findings; and  

 
b.  Either requiring or providing a corrective action plan that establishes the 
measures to be taken for resolution and specific timeframes; and includes the 
sanctions to be imposed if the corrective action measures fail to produce the 
required results. 

 
2. Notification of Sanctions.  W-O-W will provide written notification to the 

subrecipient of sanctions to be invoked if: 
  a.  The subrecipient refuses to submit or agree to adhere to the plan; or 
  b.  The monitoring finding continues after corrective action is required. 
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  The notification shall provide the rights to an appeal and hearing process. 
 

3.    Severity of Sanctions.  The severity of the sanctions must reflect the severity of 
the monitoring finding.  W-O-W will inform (where appropriate) the DWD Division, 
in writing, of any sanction imposed or any referral to other agencies for 
prosecution.  Other sanctions may result from referral to the appropriate 
enforcement agency for conciliation, referral to the appropriate law enforcement 
agency for prosecution or other action provided by law. 

 
4.    Monitoring of Corrective Action Results.  W-O-W will monitor the corrective 

action plan to ensure that the results and timeframes specified are achieved. 
 
5.    Monitoring findings will be considered in subsequent program planning and 

selection of subrecipients. 
 

The schedule for fiscal monitoring is developed in the first quarter of the calendar year.   
 

Program Monitoring 
WIA Program monitoring is conducted for each provider of WIA services four times per 
program year. Monitoring topics are chosen, in part, based on performance outcomes in 
each program.  This comprehensive review of service delivery includes file reviews of 
participants as well as ASSET entries.   A written report for each provider details 
improvement opportunities as well as things being done well.   

 
14. Describe the Procurement procedures (not selection of service providers). 

 Types of Procurement 
 
 1. Small Purchase Procedures.  Simple and informal procurement methods for 

securing services, supplies, or other property not in excess of $5,000 in the 
aggregate.  Price or rate quotations must be documented from an adequate 
number of qualified sources. 

   
  Subparagraphs 2 and 3 are types of Request-For-Proposals and must be used for 

all competitive procurements in excess of $5,000. 
 
 2. Sealed Bids (Formal Advertising).  Bids are publicly solicited procurement for 

which a firm-fixed-price contract (lump sum or unit price) or other fixed-priced 
arrangement is awarded to the responsible bidder whose bid, conforming with all 
the material terms and conditions of the invitation for bids (IFB), is the lowest in 
price.  IFBs must be publicly advertised, and bids shall be solicited from an 
adequate number of organizations. 

 
 3. Competitive Proposals.  Normally conducted with more than one source submitting 

an offer, and either a fixed-price or cost-reimbursement type contract is awarded.  
A methodology for technical evaluations and award to responsible offeror whose 
proposals are most advantageous to the program with price, technical and other 
considered factors will be established and documented if this type of procurement 
is used. 
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 4. Non-competitive Proposals (Sole Source).  Procurement through solicitation of a 
proposal from only one source, the funding of an unsolicited proposal, or, after 
solicitation of a number of sources, when competition is determined inadequate.  
Such procurements will be minimized to the extent practicable and, in every case, 
be justified and documented.  There is no dollar threshold applicable to non-
competitive procurement.  Such procurements may be used only when the sub-
grant/contract is infeasible under (1), (2), or (3) above and one of the following 
circumstances applies: 

 
  a. A non-competitive award is authorized or required by the statute funding 

the program. 
  b. The activity to be funded is essential to the satisfactory completion of an 

activity presently funded by DOL (either directly or passed through DWD) 
wherein competition would result in significant or real: 

a.  harm (further harm) to the public good; or 
b.  expenses in excess of any potential savings to the Government; 
or 
c.  disruption to program services or; 
d.  duplication of work at additional cost to the Government, or 
e.  delay in the time of program completion. 
 

  c. Services are available from only one responsible source and no substitute 
will suffice; 

   or the recipient has unique qualifications to perform the type of activity to 
be funded. 

 
  d. The recipient has submitted an unsolicited proposal that is unique or 

innovative and has outstanding merit. 
 
  e. The activity will be conducted by an organization using its own resources or 

those donated or provided by third parties, and DOL support of the activity 
would be highly cost effective. 

 
  f. It is necessary to fund a recipient that has an established relationship with 

the agency in order to: 
   a.  maintain an existing facility or capability to furnish services or 

benefits of       particular significance to the agency on a long term basis; or 
 
   b.  maintain a capability for investigative, scientific, technical, 

economic, or sociological research.  
  
           g. The application for the activity was: 
   

a. evaluated under the criteria of the competition for which the 
application was submitted; 

 
b. rated high enough to have deserved selection under the at 

competition; and 
 
c. not selected for funding because the Department mishandled 

the application.  
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  h. The DOL Secretary of Labor or the DWD Secretary has determined that a 

non-competitive award is determined to be in the public interest.  This 
authority may not be delegated. 

 
  i. The services are deemed to be appropriate to a Job Center and its 

partners, one of which is the grantee.  In addition, the following conditions 
apply: 

   (i) There must be an advance agreement between the Job Center 
partners that these services will be coordinated between partner 
programs and that such services will be provided by the partner(s). 

   (ii) Where certain Job Center related common costs are to be shared 
by the partners, there must be an advance agreement between the 
partners that identifies such costs and describes the methods of 
cost sharing. 

   (iii). The agreement must be in writing. 
 

Documentation must be retained in the contract file justifying the use of a sole source 
provider.  This documentation could be a memo to the file that details the reasons for 
contracting with the sole source provider. 
 
Pass Throughs 
The procurement rules do not apply to pass throughs of funds from any unit of State or 
local government (or WDA administrative entity) to other such units, such as a local 
education agency.  To qualify as a pass through, the receiving entity must either further 
pass through the funds to another such entity or procure services in accordance with the 
procurement rules. 
 
Arms-Length Agreements 
Generally, agreements between organizations are made at arms length.  Such 
agreements include grant and contract agreements.  In some cases agreements may be 
made at less than arms-length.  This may occur when one party to the agreement is able 
to substantially control or influence the actions of the other.  Such agreements require 
prior approval by the DWD and no contract or grant is deemed to exist. 

 
1. Less than arms-length agreements within an organization may include (a) 

agreements between sub-units of an organization; or (b) agreements between an 
organization and a director, trustee, officer or key employee of the organization 
or his/her immediate family (either directly or through corporations, trusts or 
similar arrangements in which they hold a controlling interest). 

 
Less than arms-length agreements between organizations may include (a) agreements 
between organizations under common control through common officers, directors or 
members; (b) agreements between an individual on the board of directors of one 
organization and an immediate family member on the board of directors of another 
organization; or (c) agreements between an individual who is an officer or key employee 
of one organization and him/herself as a member of the board of directors of another 
organization. 

 
15. Describe the cash management procedures. 

 CASH FLOW MANAGEMENT 
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 The Controller will maintain daily accounting of DET cash on hand. 
 
 Contractors will submit cash requests on a scheduled basis as part of their monthly 

financial report.  Neither WDI nor contractors shall maintain excessive DET funds on hand 
as defined by DWD to be the average daily cash balance that exceeds $10,000 or three 
days expenditures, whichever is greater. 

 
 The Controller will initiate cash requests from the funding source on a scheduled basis 

referenced in the PPM (Section III. D.) and not to exceed immediate cash needs of the 
WDI and contractors. 

 
 When preparing a cash request the following steps are to be taken so as to avoid receipt 

of excess cash: 
 
 1) Calculate the amount of DET cash currently on hand. 
 
 2) Determine DET cash needs from the present time up to the date prior to expected 

receipt of funds about to be requested. 
 
 3) Combine the cash balance from steps one and two, if any. 
 
 4) Conservatively project cash needs by totaling anticipated cash outlays for the week 

following the receipt of funds being requested of: 
 
  a.  WDI office 
  b.  Any cash requests from contractors 
 
 5) Subtract the total derived in step four from the balance in three.  The difference is the 

minimum amount of cash needed. 
 
 The contractors request for cash shall serve as documentation for preparing check. On a 

monthly basis the Controller reconciles cash received shown on cash requests to the 
general ledger. 

  
16. Describe the personnel policies and procedures. 

 
 

17. Describe the complaint process and procedures. 
Our WIA complaint policy and procedures are contained in local Policy 4-04 WIA 
Grievance Procedure.  All WIA participants are furnished with the WIA Complaint form 
and complaint procedures letter at the time of WIA participation.  The process includes 
notifying the Board of issues including the denial of WIA services.  All efforts are made at 
that time to resolve issues locally.  In the event that is not possible, the procedures are 
designed to allow for due process and includes completion of an official WIA Complaint 
Form, Board investigation of complaint which includes gathering information from the 
WIA participant, followed by a maximum 15-day written resolution.   

 
 

18. Describe the procedures to meet WIA audit requirements. 
 AUDIT RESOLUTION/DEBT COLLECTION 
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 The W-O-W WDI will conduct a pre-funding review of any agency that has not previously 
had a contract with the WDI prior to finalizing the contract agreement between the two 
parties.  The pre-funding review will be to determine the contractor's administrative and 
management capabilities.  This will include a review of fiscal controls and accounting 
systems to ensure compliance with specific requirements of the act, federal regulations 
and generally accepted accounting practices. 

 
 Besides WIA, the W-O-W WDI is also subject to audit by other funding sources.  This audit 

requirement will be satisfied as part of the annual A-133 Audit arranged by the WDI.  The 
cost of the audit will be allocated between funding sources based on dollars audited. 

 
 All subrecipients are required to have a single, organizational-wide financial and 

compliance audit performed by a qualified independent auditor.  The audit shall be 
performed in accordance with Federal OMB Circular A-133, as issued by OMB.  OMB 
Circular A-133 applies to non-profit agencies.  Subrecipients (either units of government or 
non-profit agencies) which receive total Federal funding (all sources combined) in excess 
of $100,000 are required to comply with A-133.  For subrecipients with total Federal 
funding greater than $25,000 and up to $100,000, A-133 will still apply. Compliance with 
A-133 is recommended by the WDI for non-profits with combined Federal funding of 
$25,000 or less.  None of the OMB circulars applies to commercial organizations; 
however, the requirement to have a financial and compliance audit remains, per W-O-W 
policy, and per the PPM (Section III. I. b. (3).   

 
 Financial and compliance audits for all subrecipients shall be performed annually with the 

audit period coinciding with the subrecipientôs normal fiscal year.  The subrecipient will 
provide the WDI with a copy of the final audit report as soon as it becomes available. 

 
 Upon review of the final audit report, W-O-W will require subrecipients to respond to any 

audit findings pertinent to its Federal funding.  The subrecipient will have 30 days in which 
to respond. 

 
 The procedures for the resolution of the subrecipient audits are as follows: 
 

1) A written notice is sent to the subrecipient requesting a response on how each of 
the audit findings listed will be resolved. 

 
 2) The problem area(s) will be discussed with the subrecipient and, where possible, 

assistance will be provided in resolving the problem. 
 
 3) Obtain documentation from the subrecipient to resolve audit findings. 
  
 4) If available, non-Federal leveraged resources may be used as stand-in costs for 

any costs which have been disallowed in the audit. 
 
 5) Obtain refund from the subrecipient of any disallowed costs. 
 
 6) If a refund cannot be obtained, reduce future payments to the subrecipient. 
 
 7) Have the subrecipient contacted by the WDI legal counsel. 
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 8) Initiate court proceedings for the purpose of recovering disallowed costs, if all other 
procedures have failed. 

 
 Unless otherwise provided by agreement, the audit cost incurred by the subrecipient shall 

be assumed by the subrecipient. 
 

19. Attachment II Quarterly Budget Information Summary. 
See Attachment II. 

 
20. Describe the document retention and destruction policy. 2 CFR Part 230, Att A, 

para. 2(g) requires that costs must be adequately documented.  Required 
documentation may include, but is not limited to: 

 Invoices/purchase orders; 

 Original receipts; 

 Credit card statements and verification of approval of credit card charges; 

 Payroll and benefits information, including hiring approval and documentation of 
accrued sick and vacation leave; 

 Grant and sub-grant approval; and 

 Signed copies of each MOU. 
 
RECORD RETENTION/DOCUMENT DESTRUCTION 
 

1. Retention Period.  WDI will retain the following records for seven years (plus additional 
time beyond seven years until any applicable litigation, audit findings or claims have 
been resolved). 

 
a. All records pertinent to each participantôs enrollment in programs funded under 

the agreement, including dates of entry and termination in each activity.  All 
records pertinent to the payment of services for each participant enrolled in 
programs funded under the agreements.  The retention period begins on the last 
day of the participantôs enrollment in the program. 

 
b.   All record pertinent to participants that have been provided eligibility and are 

determined eligible, but not served for the applicable eligibility limit.  After the 
applicable eligibility determination has expired, records of applicant determined 
eligible but not served will then be kept for a period of three years from the date 
of determining eligibility. 

 
 c.  All records are pertinent to each agreement. The retention period will begin on 

the date of submission of the settlement or closeout reports. 
 

 d.  All records pertinent to complaints/grievances, appeals and resolutions.  The 
retention period will begin on the day the complaint/grievance is closed following 
final settlement of the case. 

 
2. Equipment.  WDI will retain records of equipment acquired with DWD/DET or other grant 

funds   until three years after its deposition (plus additional time beyond three years until 
applicable litigation, audit findings or other claims have been resolved). 
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3. Custody of Records. The Controller or designee shall be in charge of safeguarding all 
fiscal records and the Program Manager shall be in charge of safeguarding all client and 
applicant records.  All procedures regarding fiscal or client records shall provide for 
allowing appropriate access and ensuring timely, authorized disposal. 

 
4. Records Storage. Records shall be retained and stored in a manner that will preserve 

their integrity and admissibility as evidence in any audit or other proceedings.  
 

1. Records on file shall be reviewed on a yearly basis and shall be filed according to 
date for safe keeping in a designated area. 

2. Records shall be marked with anticipated destruction dates and contents as 
appropriate as they are reviewed and prepared for storage. 

3. The Controller and Program Services Assistant shall be responsible for reviewing 
fiscal files and preparing them for storage.  MIS personnel shall be responsible for 
reviewing fiscal files and preparing them for storage.  Files in storage will be 
reviewed on a regular basis and clearly marked for destruction and the word 
ñSHREDò marked on individual containers.  Files will be either shredded or 
otherwise properly disposed of after the mandatory file retention period has passed. 
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Attachments 
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Attachment A 
WDB's Business Services Plan 

Attach a copy of the WDB's regional Business Services Plan, and identify who, including 
workforce partners, participated in the development of that Plan.  Describe how the Business 
Services Team coordinates with business services activities of partners, especially Job Service 
and Vocational Rehabilitation. 
 
 
The Regional Business Services Team (RBST) began in October 2006 as a way for local 
business service teams and regional partners (see list below) to collaborate regionally to recruit 
for events, dislocations and employer information.  The RBST has met in person monthly since 
its inception, and regularly communicates via email and phone.   
 
Business Services Units function as the link connecting employers to talent.  Business services 
staff are a vital part of a multi-partnered, workforce preparation and employment system that 
provides jobseekers, dislocated workers, and youth with information and access to a wide array 
of job training, education, and employment services.  The organizing principle for regional 
business services alignment is to produce seamless and integrated employer-focused services 
that are demand-driven and results- oriented.   
 
RBSTôs goal is two-fold:  (1) create a single-point of contact for businesses that are in need of 
workforce development services; and (2) to improve and streamline services to employers 
offered at the Job Centers across the region (Racine, Kenosha, Walworth, Milwaukee, 
Waukesha, Washington, and Ozaukee Counties). 
 
Workforce development services are currently provided by Business Services staff at seven Job 
Centers across Southeastern Wisconsin, and are also accessible from multiple access points of 
service.  Workforce development services vary across the three workforce development areas 
in the seven counties of the region; however, basic services are similar and include:      

ÅAssistance with recruiting qualified applicants, 
ÅProvision of labor market information & analysis, 
ÅEmployer events such as job fairs and recruitment offerings, 
ÅAssistance with planning for workforce expansion or downsizing, 
ÅInformation on workplace & customized training, and 
ÅInformation on retention & post-employment services. 

 
Local Business Services teams play a key role in the administrationôs efforts to implement 
throughout Wisconsin a coordinated workforce system that: (1) anticipates employer labor 
needs while building and strengthening Wisconsinôs workforce; (2) supports the development of 
a highly qualified labor force; and (3) empowers individuals to pursue and retain good-paying 
careers.  
 
Business Services staff reach out and develop relationships with area employers, and through 
these relationships, help establish local demand for trained workers and assist in matching 
customers with local job openings. A regional approach to Business Services assures a ñno 
wrong doorò policy throughout the M7 counties. Regional employers or employers near county 
lines are serviced more effectively and comprehensively when local teams communicate and 
collaborate. Employer demand and labor force data from seven counties instead of a single 
county is used to drive more effective regional system planning and response.   
Going forward, an effective Regional Business Services team will provide: 
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 Multiple access points/no wrong door policy; 

 Local ñsurveyingò of employer demand for talent that can be uploaded to regional 
partners quickly and efficiently, improving regional alignment of training programs 
with actual demand; 

 Pooling of resources in providing recruitment and  educational opportunities for 
employers regionally; 

 Seamless service for regional employers or employers near county lines;  

 Greater opportunities for staff development through the pooling of funds and 
coordination of Business Services staff training on a regional basis; 

 Continued industry sector development in the 7 County/3 WDAôs Region as well 
as related employer focus groups; and 

 Sharing of Business Services best practices 
 
The Regional Business Services Team has identified and implemented a common job matching 
system, called Resume Matrix.  The Southeastern Wisconsin Resume Matrix is now active in 6 
of the 7 counties in the region. The website address for the Resume Matrix is as follows: 
http://resumematrix.com The Resume Matrix is a convenient way for employers to look through 
a pool of candidates without ever leaving their desk with no costs or no hidden fees. Employers 
can choose potential candidates based on their educational background, skills, certifications, 
experience and career objectives.  The RBST is in the process of exploring and identifying a 
regional system for effective and affordable skills matching, such as Find.ly.   
 
The RBST collaborates on staff development between the Regional Business Services Team 
Members as well as exchange of Business Services best practices. For example the Team 
organized an on-the-job training (OJT) best practices session so that counties who excel at OJT 
contracts can train other Business Service staff in the region. The session becomes similar to a 
training session with a time for Q & A.    
 
The latest project of the Regional Business Services is the upgrading of their current Customer 
Relationship Management System CRM (employer database) with a more robust SAGE CRM 
database. The new system will be web-based and allow Regional Business Services staff to 
access the system from unlimited access points to track employers throughout the region. Local 
Business Service Reps. will have capabilities to view company details from other Counties so 
that they can keep a pulse on hiring, training and expansion efforts in our region.  The 
consulting firm setting up the new system is Effective Solutions out of Brookfield, WI. Once the 
new sales and marketing database is installed, it will store all leads, prospects and key activities 
to be shared across the region via the web. The system will automatically synchronize 
calendars and contacts between CRM and Outlook on a regular basis. Staff will also be able to 
attach emails that are received in Outlook to the appropriate Contact/Company in the CRM. The 
system also offers reporting tools built into the product, including the ability to create cross-tab 
reports, colorful charts and the ability to export any report to Microsoft Excel. Email marketing is 
integrated into the SageCRM software. This allows a user to create email templates and send 
email blasts directly from the SageCRM database. Last, an advanced survey feature will allow 
local and/or regional gathering of data with a touch of a button.   

 
 
 
 
 
 

http://resumematrix.com/
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Current members of the Regional Business Services Team are as follows: 
  

 

 

First 
Name 

Last Name 

Job Title 

Organization 

Alice  Oliver WDC Manager Racine County Workforce Development 

Center 

Barb  Welch Supervisor KCJC Business Services 

Delores  Graves Operations 

Manager 

Milwaukee Area Workforce Investment 

Board 

Kristin Schroeder Supervisor RCWDC Business Services 

John  Milisauskas KCJC Manager Kenosha County Job Center 

Marilyn Putz WCJC Manager Walworth County Job Center 

Patricia Johnson DVR WDA Director State of WI DWD-Division of Vocational 

Rehabilitation-SE WI WDA 

Rene OôConnor District Director Wisconsin Job Service-SE WI District 

Staci Eggert-

Dziedzic 

Business Services 
Manager 

WOW Workforce Development Area 

Jerry Roberts Business Services 
Manager 

Milwaukee Area Workforce Investment 

Board 

Lea  Collins- 

Worachek 

DVR WDA Director State of WI DWD-Division of Vocational 

Rehabilitation-Milwaukee WDA 

Dick Bushman Consultant Milwaukee Area Technical College 

Beth  Norris WDC Coordinator Waukesha-Ozaukee-Washington 

Workforce Development Centers 

Susan Koehn WDA Coordinator SE WI Workforce Development Area 

Rick Heine Business Services 

Rep. 

Walworth County Job Center 

Christine Winkelman  Administrative 

Asst. 

Kenosha County Job Center 
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Attachment B 
Memorandum of Understanding 

Pursuant to the Workforce Investment Act of 1998 
For the Workforce Development Center of Waukesha County  

a Comprehensive Job Center 
    

1. Parties: The parties to this Memorandum of Understanding (MOU) are: 

 
 

a. Local Workforce Development Board 
 
Waukesha Ozaukee Washington  
Workforce Development Board 
892 Main Street, Suite A 
Pewaukee, WI 53072 
 
John Heyer 
(262) 695-7880 Phone 
(262) 695-7890 Fax 
jheyer@prodigy.net  

 
b. Chief Local Elected Official 

  
Waukesha County 
515 West Moreland Blvd. 
Waukesha, WI 53188 
 
County Executive Daniel P. Vrakas  
(262) 548-7902 Phone 
(262) 896-8510 Fax 
countyexec@waukeshacounty.gov  
 

c. One Stop Operating Entity 
 
Waukesha Ozaukee Washington  
Workforce Development, Inc. 
892 Main Street, Suite A 
Pewaukee, WI 53072 
 
Francisco Sanchez  
(262) 695-7880 Phone 
(262) 695-7890 Fax 
fsanchez@wctc.edu 

 
 
d. One-Stop Partner Agency  

 
Second Chance/Partners for Education 
892 Main Street, Suite E 
Pewaukee, WI 53072 

mailto:jheyer@prodigy.net
mailto:countyexec@waukeshacounty.gov
mailto:fsanchez@wctc.edu
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Stephanie Borowski 
(262) 695-7841 
Sborowski@wctc.edu  
 

e. One-Stop Partner Agency  
 
Department of Workforce Development 
Division of Workforce Solutions 
201 East Washington Avenue (GEF1) 
P.O. Box 7972 
Madison, WI 53707-7972 
 
Jane Pawasarat 
(608) 266- Phone 
(608) 261-6968 Fax 
jane.pawasarat@dwd.wisconsin.gov 
   
 

f. One-Stop Partner Agency  
 
Department of Workforce Development 
Wisconsin Job Service 
892 Main Street, Suite J 
Pewaukee, WI 53072 
 
Sheila Knox 
(262) 695-7775 Phone 
(262) 695-7799 Fax 
Sheila.knox@dwd.wisconsin.gov 
 

 
g. One-Stop Partner Agency  

 
Department of Workforce Development 
Division of Vocational Rehabilitation 
201 East Washington Avenue (GEF1) 
P.O. Box 7946 
Madison, WI 53707-7946 

 
Charlene Dwyer  
(608) 261-2126 Phone 
(608) 266-1133 Fax 
charlene.dwyer@dwd.wisconsin.gov 
 

h. One-Stop Partner Agency  
 
Division of Vocational Rehabilitation 
141 NW Barstow Street, Rm 157 
Waukesha, WI 53188-3789 
 

mailto:Sborowski@wctc.edu
mailto:jane.pawasarat@dwd.wisconsin.gov
mailto:Sheila.knox@dwd.wisconsin.gov
mailto:charlene.dwyer@dwd.state.wi.us
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Meredith Dressel 
(262) 548-5880 Phone 
(262) 521-5302 Fax 
Meredith.dressel@dwd.wisconsin.gov 
 

i. One-Stop Partner Agency  
 
Department of Workforce Development 
Unemployment Insurance Division 
201 E. Washington Ave. (GEF1) 
P.O. Box 7905 
Madison, WI 53707-7905 
 
Craig Barkelar 
(608) 266-8533 Phone 
(608) 267-0593 Fax 
craig.barkelar@dwd.wisconsin.gov 

 
 

j. One-Stop Partner Agency  
 
Department of Workforce Development 
Unemployment Insurance Division 
Milwaukee Benefits Center 
P.O. Box 09999 
Milwaukee, WI 53209 
 
Sara Zuniga  
(414) 438-7672 Phone 
(414) 438-2100 Fax 
sara.zuniga@dwd.wisconsin.gov   

 
 
k. One-Stop Partner Agency 

 
Waukesha County Technical College 
800 Main Street 
Pewaukee, WI 53072 
 
Barbara Prindiville, Ph.D. 
 (262) 691-5435 Phone 
(262) 691-5593 Fax 
bprindiville@wctc.edu  
 

l. One-Stop Partner Agency 
 
ResCare Workforce Services 
892 Main Street, Suite G 
Pewaukee, WI 53072 
 
Gary Rudzianis 

mailto:Meredith.dressel@dwd.wisconsin.gov
mailto:craig.barkelar@dwd.wisconsin.gov
mailto:sara.zuniga@dwd.wisconsin.gov
mailto:bprindiville@wctc.edu
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(262) 695-7940 Phone 
(262) 695-7969 Fax 
grudzianis@wctc.edu   
 

m. One-Stop Partner Agency  
 
Waukesha County Department of Health and Human Services 
500 Riverview Avenue 
Waukesha, WI 53188 
 
Peter Schuler 
(262) 548-7225 Phone 
(262) 548-7656 Fax 
pschuler@waukeshacounty.gov 
 

n. One-Stop Partner Agency 
 
Waukesha County Economic Development Corporation 
892 Main Street, Suite D  
Pewaukee, WI 53072 
 
William Mitchell 
(262) 695-7901 Phone 
(262) 695-7902 Fax 
bmitchell@wctc.edu   
 

 
The information above may be updated as needed by giving written notice to all parties. 
 
 

Part I:  One-Stop Operatorôs Roles and Responsibilities 

 
The WDB and OSO agree to the following responsibilities for the OSO: 
 

A. Implement the Job Center Service Standards. 
B. Develop and Implement the Business Services Plan for each Comprehensive 
Job Center and its APSô. 

C. Complete the Cost Contribution and Staffing Plan (Administrative Operating 
Agreement and Operating Budget). 

D. Implement the MOU between the WDB and each Comprehensive Job Center 
and its partners. 

E. Manage the Comprehensive Job Center. 
F. Other terms required by the WDB 

 
 
Part II:  Agreement between WDB and the Job Center Partners 
 

1) Services to be provided through the Job Center System 

 

mailto:grudzianis@wctc.edu
mailto:pschuler@waukeshacounty.gov
mailto:bmitchell@wctc.edu


W-O-W Workforce Development Board ï WIA Plan Modification 2011 

77 

 

a) Functions/services will be provided at each Comprehensive Job Center and its 
APS as described in the Collaborative Service Plan.  

 
b) Core services for each partner at each location, and the arrangements for 

providing those services will be provided as described in the Collaborative 
Service Plan. 
 

c) Intensive and training services will be provided on site by each Job Center 
partner as described in the Collaborative Service Plan. 

 

2) Costs of Services and Operating Costs for the Job Center System 

           
a) The signatories to this agreement agree to comply with the Administrative 

Operating Agreement and Operating Budget.  These documents detail the costs 
to operate Comprehensive Job Centers and how those costs are shared.   

 

3) Methods for Referral of Individuals between One-Stop Operator and the Job Center 
Partners and between the Job Center Partners 

 
The methods to ensure appropriate referral to partners within the Comprehensive Job 
Center include 1) the first-time customer service flow process which actively assesses 
the needs first-time customers and connects them to services an agreed upon order with 
the Center expecting that partners will provide first-time, walk-in customers with 
meaningful, in-person contact 2) the Workforce Development Center Service Guide 
which is a tool that staff and customers review to learn about additional services that 
may assist the customer 3) the WDC Operations Team, which consists of leaders from 
partner agencies, meets monthly to review program and service updates and to adjust 
referral processes as needed, 4) a comprehensive website for staff and the public with 
ñquicklinksò to service areas and program areas within the Center 5) finally, the Center 
communicates with all staff members on proper referral processes between agencies 
through email updates and at regularly scheduled All-Staff meetings. 
 

4) Duration, Dispute Resolution, Withdrawal, Amendment and Severability 

 
This Memorandum of Understanding is based not only on the experience and 
success of the Workforce Development Centers, but on projecting the future needs 
of customers and adapting our capacity to meet customer expectations.  This 
document, the collaborative service plan attachment and other process flow charts, 
cannot remain static and still be of value to the customers.  Rather, the service 
delivery system rightfully remains a work in progress that is subject to enhancements 
and fine-tuning.  The system will evolve based on customer needs and economic 
conditions within our region. 
 

a) Duration: This MOU shall remain in effect until terminated by the repeal of the 
Workforce Investment Act of 1998 (WIA), otherwise by action of law, or in 
accordance with this section. 
 

b) Dispute Resolution:  
The Workforce Investment Act assigns local responsibility to the Workforce 
Development Board to ensure the creation and maintenance of a one-stop system 
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within the Workforce Development Area.  The process for dispute resolution is:  
 
1. The parties to the dispute will attempt to resolve the dispute informally through 
discussion. 
 
2. If unable to resolve the dispute informally, the Workforce Development Center 
Operations Coordinator will convene the parties for mediation. 
 
3. If unable to resolve the dispute through mediation, the WOW Workforce 
Development Board will convene the parties for discussion and resolution. 

 
c) Withdrawal: Any party may withdraw from this MOU by giving written notice of intent 

to withdraw at least 60 calendar days in advance of the effective withdrawal date. 
 

1. Notice of withdrawal shall be given to all parties at the addresses shown in 
Section 1 of this MOU, and to the contact persons so listed, considering any 
information updates received by the parties pursuant to Section 1. 

 
2. Should any Job Center Partner withdraw, the MOU shall remain in effect with 
respect to other remaining Job Center Partners until the MOU is renegotiated. 
 
3.  Any failure to execute an MOU between a local WDB and a required partner 
must be reported to the Governor or State Board.  In addition, any local area in 
which a local WDB has failed to execute an MOU with all of the required partners 
is not eligible for State incentive grants. 

 
d) Amendments: The MOU may be amended at any time by written agreement of the 

parties.  Assignment of responsibilities under this MOU by any of the parties shall be 
effective upon written notice to the other parties. 

 
e) Severability: If any part of this MOU is found to be null and void, or is otherwise 

stricken, the rest of this MOU shall remain in force. 
 

5.)  Other provisions.   

 
a) Any partner that delivers service to business shall participate in the development and 

implementation of the Comprehensive Job Centerôs Business Services Plan and the 
Business Services Team.   

 
b) Other provisions determined locally: 

 
The Workforce Development Centers have established a Vision, Mission, Objectives 
and Guiding Principles: 
 
VISION: The Workforce Development Center will be the regional center for 
workforce development initiatives and resources. 
 
MISSION: The purpose of the Workforce Development Center is to advance the 
economic well-being of the region by developing and maintaining a quality workforce 
and by serving as the focal point for local and regional workforce development 
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initiatives.  This is to be achieved through the co-location and integration of 
employment, training, education and economic development services for job 
seekers, workers, and employers. 
 
OBJECTIVES: 

 
1. To empower job seekers to actively achieve long-term economic self-
sufficiency. 
 
2. To assist employers in meeting their present and future workforce needs. 
 
3. To meet jobseekersô temporary economic and support service needs and 
strengthen the connection between economic assistance and preparing for work-
related self-sufficiency. 
 
4. To deliver services in the most cost-effective and efficient manner possible. 
 
5. To strengthen the bond between countyôs economic development and 
employment and training programs by continual communication and coordination 
between the public and private sectors. 
 
6. To provide a workforce development linkage to the K-12 schools 

 
 
GUIDING PRINCIPLES: 
 

Customer Focus  
We will consider everyone who contacts The Workforce Development Center a 
customer and deserving of a quality response and/or service.  Our primary 
customers are employers and job seekers.  Meeting their needs will continue to 
be the focus of every transaction. 
 
Integrated Service Delivery 
We will plan, coordinate and provide services to maximize the utilization of 
resources.  To assure The Workforce Development Center will be competitive for 
future initiatives, we will continuously enhance our integrated delivery system. 
 
Seamless Delivery  
To achieve a seamless delivery, we will be creative, responsive and flexible in 
providing customer services and in facilitating connections to needed services. 
 
Market Driven  
We will develop new initiatives and improve our delivery system based on 
changes in the market affecting our customers. 
 
Results Orientated 
We will define measurable performance objectives, and evaluate our success in 
achieving those outcomes. 
 
Employee Recognition 
We recognize that Workforce Development Center employees are key to the 
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quality of service provided to customers; and are committed to support their 
continuing growth and development. 
 
Consensus Management 
We will continue to make decisions by consensus at all levels of the organization 
to promote trust, ownership, and teamwork among the partners. 
 
Commitment to Partnerships 
We believe the strengths of the individual partners contribute to the greater 
strength of the partnership.  Fostering the partnership is vital to the dynamic 
evolution of The Workforce Development Center. 
 
Continuous Quality Improvement 
Our workgroups will apply current methodologies to continuously improve 
processes and services. 
 

OPERATIONAL INFRASTRUCTURE:  
 
The Workforce Development Centers have established an Administrative Operating 
Agreement and Operating Budget to provide for sufficient operational infrastructure.  The 
WOW Workforce Development Board requires that operating agreement costs be paid 
by agencies with staff located within the WOW Workforce Development Centers. 
 
The Workforce Development Centers have an Operations Coordinator to implement 
policy in accordance with the Executive Leadership Teams and Workforce Development 
Board.  The Operations Coordinator is responsible for the overall operations of the 
Workforce Development Centers in Pewaukee, Mequon, and West Bend, with the 
primary task of maintaining a cohesive delivery system for all partner agenciesô center-
based services.  The Operations Coordinator provides leadership for Center-wide 
initiatives and is under the direction of the Executive Leadership Team. 
 
The Workforce Development Center has formed an Operations Team that works under 
the direction of the Operations Coordinator.  The Operations Team, which consists of 
representatives from agencies or departments, enhances communication across the 
Workforce Development Center and assists in improving service delivery and 
implementing policy and new initiatives within the Workforce Development Center.  
  
An Information Technology Manager provides day-to-day support and problem solving 
for PCôs and users.  The IT Manager works in collaboration with agency IT staff to 
coordinate support.  The IT Manager provides front line support and administration of the 
local area networks, gateways and controllers.  The IT Manager installs new computer-
related equipment and software, and upgrades existing equipment as necessary. 
 
Interns and WCTC coop students provides support to the Operations Coordinator of the 
Workforce Development Center.  The major responsibilities include contributing to the 
coordination of Center-wide events.  In addition, interns coordinate the customer 
satisfaction data collection and analysis and assists with marketing the Workforce 
Development Center through social media and development of brochures.   
 
The Workforce Development Centers in Ozaukee and Washington Counties share a 
Center Coordinator who provides direct day-to-day leadership at the Centers.  The 
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Center Coordinator works directly with the Operations Coordinator to maintain a 
cohesive delivery system for all partner agencies in the Workforce Development Centers 
of Ozaukee and Washington Counties.   
 
 
Attachments to the MOU for Workforce Development Center of Waukesha County: 

Collaborative Service Plan 
Administrative Operating Agreement 
Operating Budget 
Job Center Service Standards 
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Part III:  Authority and Signatures 

 
The individuals signing below have the authority to commit the party they represent to 
the terms of the MOU, and do so commit by signing below.  Each signatory also agrees 
to work towards Job Center system measures and program performance measures. 
 
 
FOR THE WAUKESHA OZAUKEE WASHINGTON WORKFORCE DEVELOPMENT 
BOARD 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 
 
FOR THE CHIEF LOCAL ELECTED OFFICIAL 
 

___________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 
 
FOR THE WAUKESHA OZAUKEE WASHINGTON WORKFORCE DEVELOPMENT, 
INC. 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 
 
FOR SECOND CHANCE/PARTNERS FOR EDUCATION 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 
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FOR THE DEPARTMENT OF WORKFORCE DEVELOPMENT, DIVISION OF 
WORKFORCE SOLUTIONS 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 
 
FOR THE DEPARTMENT OF WORKFORCE DEVELOPMENT, WISCONSIN JOB 
SERVICE 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 
 
FOR THE DEPARTMENT OF WORKFORCE DEVELOPMENT, DIVISION OF 
VOCATIONAL REHABILITATION - Madison 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 
 
FOR THE DEPARTMENT OF WORKFORCE DEVELOPMENT, DIVISION OF 
VOCATIONAL REHABILITATION - Waukesha 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 
 

 
FOR THE DEPARTMENT OF WORKFORCE DEVELOPMENT, UNEMPLOYMENT 
INSURANCE DIVISION - Madison 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 
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FOR THE DEPARTMENT OF WORKFORCE DEVELOPMENT, UNEMPLOYMENT 
INSURANCE DIVISION - Milwaukee 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 
 

 
FOR WAUKESHA COUNTY TECHNICAL COLLEGE 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 
 
FOR RESCARE (ARBOR) EMPLOYMENT AND TRAINING, LLC 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 

 

FOR WAUKESHA COUNTY DEPARTMENT OF HEALTH AND HUMAN SERVICES 
 

__________________________________________________ 
Signature and Date 
 
__________________________________________________ 
Name and Title 

 
 
FOR WAUKESHA COUNTY ECONOMIC DEVELOPMENT CORPORATION 
 

__________________________________________________ 
Signature and Date 
 
_________________________________________________ 
Name and Title 
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COLLABORATIVE SERVICE PLAN 

             Workforce Development Center 

         Pewaukee 

Effective September 2011 

 

 

 

CORE SERVICES 
                                                                                                                                         Providing                                                                     Funding       

               Service Description                                         Population Served                  Agency                          Location                                Source 

1 I. WIA Eligibility 
Determination 

Onsite WIA orientations available to 
all customers of the center.  Follow-
up appointments conducted to 
process applications and facilitate 
enrollment as appropriate 

 General public & 
program eligible 
customers 

 WDI, Kaiser  WDC Pewaukee  WIA 

2 II. Assistance with 
non WIA funding for 
training and education 

Information provided through Career 
Center workshops held throughout 
month including FAFSA specific 
workshops 

 General public  WCTC  WDC Pewaukee  WDC Operating 
Agreements 

3 III. Outreach, 
intake, orientation to 
center 

Outreach to community-based 
organizations / non-profits to increase 
knowledge of WDC and referral 
methods, individual orientations to 
new center customers provided by 
front end information specialists 

 General public and 
community  

 Kaiser  WDC Pewaukee  WDC Operating 
Agreements 

4 IV. Initial 
assessment of skills, 
aptitudes, abilities, 
and supportive 
service needs 

Individual screening and orientations 
with new center customers provided 
by front end information specialists 

 General public and 
community and program 
eligible customers 

 Kaiser  
 

 WDC Pewaukee  WDC Operating 
Agreements 

5 V. Job search 
help, placement 
assistance, career 
counseling 

Workshops, Career Lab, Job 
Information resource room, and direct 
staff assisted services 

 General public and 
program eligible 
customers 

 WDI, Job 
Service, Res 
Care, 
ResCare 
(Arbor) E&T, 
WCTC 

 WDC Pewaukee  WIA,TANF, 
Wagner Peyser, 

Veterans 

   6 Access to WORKnet and 

WisCareers 

(i) job vacancies 

(ii) information on skills 

needed for jobs 

(iii)information on 

Job Center of Wisconsin in the 
resource room, WCTC career lab 
computers, onsite labor economist, 
and workshops 
 

 General public and 
program eligible 
customers 

 Job Service, 
WDI, Kaiser, 
ResCare 
(Arbor) E&T, 
WCTC,  

 WDC Pewaukee  Wagner Peyser, 
Adult Education 

Act 




