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Executive Summary  
 
The Regional Skills Collaborative – Partnership Grant is a demonstration project funded by the 

U.S. Department of Labor Employment Training Administration authorized under Title I, 

Section 171(b)(1)(2) of the American Competitiveness and Workforce Investment Act of 1998.  

Rancho Santiago Community College District (RSCCD) was one of 13 minority-serving colleges 

and universities chosen through a competitive process to establish new regional partnerships with 

other colleges and universities, employers, Workforce Investment Boards, elected officials, 

unions, and community organizations.  The grant project described herein took place between 

November 15, 2000 and December 31, 2002. 

Educational institutions play a central role in better preparing people for work and future careers. 

In Orange County, California, public and private strategies for workforce development 

complement the efforts of the existing educational system.  The Regional Skills Collaborative 

(RSC) project intended to create a workforce development training system that combines 

workforce training and the educational community together with regional business and industry 

needs.  The goal was to increase the skills capacity of underemployed and incumbent workers, 

which would in turn improve their employability and the productivity of the regional economy.  

There were seven corresponding objectives, each representing an activity:  1) Create 

partnership/collaborative, 2) Conduct research, 3) Analyze and disseminate research information, 

4) Develop training, 5) Provide training, 6) Evaluate DOL program, and 7) Recommendation for 

next steps. 

 

Partnerships and research about Orange County’s existing economic condition and skill 

shortages for targeted occupations were the key components of the project.  The research also 

focused on piecing together a representation of employer skill set requirements as well as the 

employability trends, wages, and job performance of incumbent workers within specific 

occupations.  It must be emphasized that research of this nature was facilitated by the existing 

partnership between the RSCCD and Santa Ana Chamber of Commerce, which had been 

established prior to the submission of the DOL grant proposal.  The additional partnership 

members established after the grant award energized the goal and objectives of the RSC.  The 
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contributions of these new partnership members were invaluable to the overall project and 

ultimately led to the development of much-needed basic skills/employability curriculum that has 

the potential for replication in industry.   Additionally, training was provided to a number of 

companies under the auspices of this grant funding. 

 

As expected, there were lessons learned and pitfalls to be avoided relative to the overall 

outcomes of the RSC project.  As such, this report is able to present a series of recommendations 

to assist the DOL and others with improving, sustaining, and replicating state, regional, and local 

workforce development collaborative efforts.  This final report, from the perspective and input of 

the many individuals involved in the RSC project, conveys the essence and conviction that was 

necessary to fulfill the expectations of a true collaborative. 

 

The partners identified in chapter VI were critical to the successful outcomes of the project, 

which are described in chapter IX.  The lasting value of the relationships and communication 

networks established through this grant are impossible to project or quantify.  As one of the most 

economically dynamic state metropolitan statistical areas (SMSAs), continued development of 

the local regional economy needs to be addressed via multiple approaches, including partnership 

and communication enhancement. 

On the California economy train, the priority of workforce policy should shift 
from helping workers get on the train to helping the train move faster and 

helping workers on the train get better seats. The shift in priorities must be 
implemented in a way that does not abandon our concern for poor or 

disadvantaged populations. 
 

Throughout the nation, business, labor, education and community-based 
organizations are forming workforce partnerships. Objectives range from 
providing high school students with specific career direction and ideas to 

providing specialized skills training for existing workers with immediate post-
training employment opportunities. 

 
Source: Center for Continuing Study of the California Economy 
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Chapter II: Introduction 

Community Economic Conditions  

The RSC focused specifically on the economies within the cities of central Orange County.  

Orange County is a standard 

metropolitan area located in 

Southern California and bordered 

by Los Angeles County to the 

North, San Diego County to the 

South, and Riverside and San 

Bernardino Counties to the East and 

the Pacific Ocean to the West.  The 

2000 Census indicates that the 

population of Orange County is 

more than 2.8 million.  Serving as 

an agricultural region from its 

incorporation up until the 1960’s, 

the county is now densely 

populated and congested.  The following describes the community economic conditions of 

Orange County when this project was proposed, three years ago.  Most of the descriptions 

remain current. 

The three largest employment sectors in Orange County are Services 29.9%, Retail Trade 23.7%, 

and Manufacturing 17.6%, the majority of which consist of small businesses employing between 

one to nine employees.  These small businesses represent 75% of the total businesses in Orange 

County, or over 61,000 of 82,000 businesses currently operating.  According to the Orange 

County Business Council (OCBC), Orange County’s economic outlook is positive but there 

exists problematic trends relevant to this discussion: excessive shift from value-added 

manufacturing to service sector jobs, uneven economic development throughout the county, and 

a mismatch between workforce skills and industry needs.  



 

7 

The new economy 
has deep, rich 

interconnections 
within and 
between 

companies, 
organizations and 

institutions. 
 

Companies that 
compete with each 
other collaborate 
to develop shared 

talent and 
infrastructure. 

 
Information and 
communications 

technologies 
enable this 
connecting 

process. 

 
Source: California Economic 
Strategy Panel 

Additional research conducted by the OCBC indicated that, from an economic and demographic 

perspective, there are two “Orange Counties.”  One area of Orange County conforms to the 

widely held perception of prosperity, high technology, quality public schools, and an overall 

‘quality’ lifestyle. This perspective characterizes primarily the coastal sector and the foothill 

regions. The second area includes portions of Anaheim, Costa Mesa, Fullerton, 

Garden Grove, Orange, Stanton, Westminster, and all of Santa Ana (the location 

in which this project is based). This area, known as central Orange County, is 

home to the “core” of Orange County’s population with a drastically different 

set of socioeconomic indices than the population residing in the county’s 

outlying regions. 

The table below compares the central city of Santa Ana, a city that contains the 

largest Latino population (81% of 317,700 total residents) and the rest of the 

county, with information obtained from the 2000 Census. 

 

 

Orange County has a generally strong economy and a high rate of labor participation (72.5% of 

the Hispanic population was employed in 1995).  However, the city of Santa Ana displays the 

greatest “prosperity gap” when compared to the rest of the county.  Many incumbent workers, 

due to lack of educational attainment, are more likely to stay in low-wage occupations.  

Index per Census 2000 Orange County Central City of Santa Ana 

Total Population 2,846,289 337,977 

% Hispanic (all races) 30.8% 76.1% 

% Foreign Born 29.9% 53.3% 

Annual Median Family Income $64,611 $41,040 

% “Low-Income” Families 13.4% 24.6% 

% Did Not Graduate High School 20.5% 56.8% 

Employed Residents 1,340,842 127,636 

Unemployment Rate 5.0 8.0 

Source:http://socds.huduser.org/scripts/odbic.exe/Census/screen3.htm 
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Population Density Per Square Mile 
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First, every industry emphasized 
that skill-sets improvement through 
education and workforce training is 

its top priority. Job opportunities 
and changing skill-sets need to 

drive job-training programs. 
 

Source: California Economic Strategy Panel 

They are also prone to being displaced due to market fluctuations. Since central Orange County 

is home to a substantial number of workers living in immigrant-based communities, the lack of 

basic skills, particularly in English- language 

proficiency prevents them from fully participating 

in the county’s overall economic prosperity. 

According to the Santa Ana Chamber of 

Commerce (SACC), local employers indicate that 

their workers fall short of industry and business 

skill standards. Lack of basic skills keeps workers 

in jobs without advancement opportunities, 

reduces production output and places business at a 

competitive disadvantage. Employers highlight 

skill shortages in the small manufacturing, health 

care, automotive service, food processing, and technology industries. This indicates a mismatch 

between the skill sets required and the skill sets available to the county’s workforce resulting in 

limits to opportunities and earning potential.  

The local economy’s ability to attract and/or 

import skilled workers is also severely limited 

by housing costs and transportation.   

California’s Economic Strategy Panel indicates, 

“California employers’ most important 

expectation of government was not regulatory 

change, tax reform, or infrastructure development – it was a better qualified workforce.” Given 

this scenario of a bifurcated workforce and the mismatch of skills between those needed and 

those possessed by underemployed and incumbent workers, the RSC conceptualized a 

framework for a regionally integrated, comprehensive, workforce development system.  This 

system would identify the specific skills needed and then develop corresponding strategies to 

enhance workforce training and education. The specific approach of this project included the use 

of an existing partnership to further develop the RSC together with market-driven research 

approaches to evaluate the workforce challenges within central Orange County occupational 

sectors. 

The needs of California’s workers 
and firms call for a shift in priorities 

for public workforce policy, from 
employment (helping unemployed 

workers get and keep jobs) to move 
up (helping workers add skills to 

maintain and increase their 
standard of living through upward 

career mobility). 
 

Source: Center for Continuing Study of the California 
Economy 
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Chapter III: Goals 

DOL Established Goals 

In 2000, the U.S. Department of Labor, Employment and Training Administration (ETA) 

announced a competitive demonstration solicitation for grant applications to respond to 

employers’ identified skill shortages through the establishment or strengthening of regional 

consortia.  Successful applicants were to be minority colleges and universities that could provide 

evidence of their ability to respond to skill shortages in a regional market.  Successful applicants 

also needed to initiate a skill training design for preparing eligible dislocated workers, incumbent 

workers and/or new entrants into the workforce.  This design would ultimately alleviate skill 

shortages within the applicant’s region and provide the necessary skill sets to those seeking new 

employment or reemployment. The funding for this program was the demonstration authority of 

the Secretary as appropriated for Title I, Section 171(b)(1) and (2) of the Workforce Investment 

Act of 1998 and administered in accordance with 29 CFR parts 95 and 97, as applicable.  

RSCCD received a partnership building grant, one of two types of demonstration grants that 

address skill shortages (the other type being training grants).  This partnership building required 

coordination and collaboration with the local workforce investment system. 

 

This initiative acknowledged that communities and regions were at different starting points in 

their responses to skill shortages.  The demonstration projects were to be used as catalysts to 

build coalitions of community-wide leaders to work with specific employers to identify skill 

shortages.  This would be followed by the development of processes for improvement or 

elimination of these skills gaps by the RSC, while strengthening existing partnerships between 

all participants.  

 

Regional Skills Collaborative (RSC) Goal  

The RSC intended to facilitate an integrated workforce development system that strengthened 

existing partnerships in economic development, education and training. To achieve this, the RSC 

would formalize partnerships and identify specific skill gaps in order to develop community 

college curriculum, workforce development training programs, and services that are responsive 

to the training needs of existing and emerging central Orange County occupational sectors. 
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The underlying theory of the project is that “partnering plus research” leads to appropriate, 

responsive workforce solutions in the form of training strategies.  The vision was for central 

Orange County to become a community where academia, government, public and private sector 

employers actively engage in skills development for incumbent workers that would ultimately 

result in sustainable economic achievement.  

The project leveraged and formalized a broad based regional collaborative, formerly led by the 

SACC and RSCCD, to engage in a variety of workforce development strategies. Santa Ana 

College (SAC), one of RSCCD’s colleges, and the SACC had been working collaboratively on a 

partnership referred to as Bridges to Careers.  It was intended that the RSC project be 

implemented alongside that particular partnership.  There were shared goals (research and 

training development), agencies and histories.  A partnership Advisory Board was developed 

with member representatives from key organizations who serve the communities as stakeholders 

and who are currently involved in the workforce arena. SACC and other sub-contractors 

conducted extensive labor market research.  The OCBC conducted research on the county’s use 

of H1-B Visas in high-growth business clusters as well as an industry cluster analysis.  Other 

subcontractor partners conducted survey research.  Businesses were approached for assistance in 

implementing the project; in turn they would receive complimentary performance analyses 

and/or customized training.   

Collaborative Objectives 

The RSC objectives are listed below and are further illustrated on charts in the next pages: 

Objective # 1 – Create Partnerships/Collaborative 

Objective # 2 - Conduct Research 

Objective # 3 - Analyze & Disseminate Research Information 

Objective # 4 - Develop Training 

Objective # 5 - Provide Training 

Objective # 6 - Evaluate DOL Program 

Objective # 7 - Recommendation for Next Steps 
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Project Time LineProject Goal: Develop a “market sensing” model to identify current and future employer-needed occupations and skills within those occupations, within high-growth clusters, in order to enable workforce preparers to develop  
 responsive programs. 
 
Project Theory: Partnering plus research leads to appropriate, responsive workforce education solutions. 
 

MONTH 1 
1/01 

2 
2/01 

3 
3/01 

4 
4/01 

5 
5/01 

6 
6/01 

7 
7/01 

8 
8/01 

9 
9/01 

10 
10/01 

11 
11/01 

12 
12/01 

13 
1/02 

14 
2/02 

15 
3/02 

16 
4/02 

17 
5/02 

18 
6/02 

19 
7/02 

20 
8/02 

21 
9/02 

22 
10/02 

23 
11/02 

24 
12/02 

1. Create & maintain 
     partnerships 

                        

 a.     Sign MOU       C                  

 b. Conduct 
quarterly 
meetings with 
steering 
committee 
members 

   

X 

 

X 

   

X 

     

X 

    

X 

  

X 

2. Conduct  
    research 

CFE 
begin 

SACC,  
OCBC 
begin 

     BCOC 
& HCC     HBW 

begins       C     

a. Analyze & 
identify skill 
shortages 

b. Conduct 
workforce 
analysis 

                        

(1) Focus   
     groups 

           (OCBC) 

            
C 

           

  (2)  
      Performance 
      analysis 

              (CFE) 

1: 
Gold 
Coast 
begin 
(Nov 
’00) 

 
2: 
Crevier 
Begin 

   
1: G.  Coast 
2:  Crevier  
    complete 

         
3: 
ACS 
begin 

  
4: 
Ricoh 
begin 

3:ACS 
4:Ricoh 
complete 

   

  (3) HIB Visa & 
       cluster  
       analysis 

               (OCBC) 

            

C 

           

  (4) Surveys 
 

       Begins             C    

  (5) DACUM or 
WorkKeys 
analyses 

      7-23 
through 
7-27 

                 

3. Analyze &  
    disseminate  
    research  
 

            H1-B 
report 
issued 

  SACC 
initial 
report 
issued 

    SACC 
com-
plete 

   

4. Develop 
    curriculum  

                        

5. Provide training 
 

      1: Gold  
    Coast 

                 

6. Evaluate model 
 

                        

7. Next steps 
 

                        

 
Project Goal: Develop a “market sensing” model to identify current and future employer-needed occupations and skills within those occupations, within high-growth clusters, in order to enable workforce preparers to develop  
 responsive programs. 
 

 
 

  

Project Time Line  
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Project Flow Chart 
 

 
Rancho Santiago Community College District Regional Skills Collaborative

Project Flow Chart

Project Goal: Develop a “market sensing” model to identify current and future employer-needed skills of occupations within high-growth 
clusters in order to enable workforce preparers to develop responsive programs that focus on the nine inner cities.

Project Theory:   “Partnership plus research” leads to appropria te, responsive workforce solutions.

Objective #2:
Conduct 
Research

See Research 
Methods Below

Objective #3: Analyze 
and Disseminate 

Research Information

1.  Synthesize Data
2.  Draw 

conclusions to 
identify skill 
gaps

Objective #4: 
Develop Training

1. Basic/Employability  
Skills

2. VESL-related
3. Nursing

Objective #5: Provide 
Training

1. Nursing Program  
beginning 8/1

2. ACS
3. Ricoh
4. CCA, et al  (industry 

association)
5. Gold Coast

Objective #6: 
Evaluate 

DOL 
Program

1. Quarterly 
RSC 
Advisory 
Board 
Meeting

Objective #7: 
Recommendation 

for Next Steps

1. Permanent research 
and  development 
institute

2. Deliver VESL and 
employability /basic 
skills training.

Subcontractors

1. BCOC
2. HCOC
3. HBW
4. OCBC
5. SACC

Advisory Board

1. OCBC
2. SACC
3. HCOC
4. West OC One Stop
5. Chapman Univ.
6. HBW
7. BCOC
8. RSCCD

Skills Gaps

1. Basic/Workability Skills
- Reading, Writing, Arithmetic
- Effective Communication
- Essential Skills related to seeking, obtaining, 

keeping and advancing in any job
2. Industry-specific problem solving

Orange County 
Occupations in 

Demand

1. Services 30.7%
2. Retail Trade 17.1%
3. Manufacturing 

16.9% 

Continue to Maintain 
Partnerships

1. Collaborating for WBFC
2. HACU Conference at 

Santa  Monica City 
College

3. Nursing Program
4. Bridges to Careers

Seek Additional Funding

1. Continue partnerships
2. Establish Research & 

Development 
Institute/Bridges to Careers

3. Implement new basic 
employability skills 
curriculum

H1-B Visa Analysis

OCBC

Industry Cluster Analysis

OCBC

Surveys

HBW
BCOC
HCOC
OCBC
SACC

Data Analysis

SACC
RSCCD

Job Performance 
Analysis

1. Gold Coast Bakery
2. Creview Motors
3. ACS
4. Ricoh

DACUM

1. PeriNatal/ABC Room
2. Bus Mechanic
3. Coach Operator
4. Sales/Service Provider

R E S E A R C H  M E T H O D O L O G Y

Objective #1: 
Create Partnership/Collaborative

MOU’s prepared for:

1. Anaheim WIB
2. Chapman University 
3. HCOC
4. OCBC
5. OC WIB
6. SA Work Center
7. West OC One Stop
8. SA WIB
9. BCOC
10.   SACC
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Chapter IV:  Target Population 

The target population for this project was ultimately the underemployed employee or incumbent 

worker, ascertained through a strategic “needs identification” by the employer population.  In 

order to accomplish this, the perspective of a demand-led system, in which the demands of 

individuals and employers shape the type and quality of workforce development training 

available, guided the RSC’s responsiveness to both the needs of the labor market and cost 

effectiveness. 

Employer 

Orange County employers were identified as a target population based on the fact that their 

productivity goals ultimately determine the need for workforce development programs.  The 

underlying notion for this approach was that the best way to increase employer demand for 

workforce development programs is to help employers to rethink their organizational strategies 

around the potential benefit of providing workforce development programs.  

 

The following graphic illustrating the market share of Orange County employers reveals the 

industry sectors where customized workforce development programs can have the greatest 

impact. 

 

 

 

 

 

 

Source: Orange County Register  



 

20 

“Most workers, including most 
low-wage workers, are already 

employed. A move up focus 
addresses their training needs 

and their hopes for a higher 
standard of living.” 

 
Source: Center for Continuing Study of the California Economy 

Employee – Incumbent Worker 

Targeted employees for this project are underemployed and incumbent workers not making a 

livable wage and who are unable to advance their 

careers because of “skills gaps.”    

 

As of July 2000, Orange County’s civilian labor force 

totaled 1,523,900 employees.  The data on the 

Orange County SMSA (State’s Metropolitan 

Statistical Area) does not identify clusters in the same 

manner as current industry research by the OCBC and othe rs cited in this report.  Nonetheless, 

the following chart illustrates the number of workers by industry cluster schema. 

 

Number of Employees in an Industry Cluster 

 
Industry Cluster 

 
Baseline for Targeted Workers 

 
Computer and Office Equipment 

 
8,500 
 

 
Electronic Equipment 

 
37,600 

 
Instruments and Related Products 

 
28,500 

 
Miscellaneous Manufacturing 

 
6.200 

 
Automotive Dealers and Services 

 
28,500 
 

 
Health Services 

 
80,700 

 
Engineering & Management 

 
47,500 

 

When this project was initiated, and as is still the case, most families in the lower wage-earning 

bracket needed more than one job. It is not unusual to find two wage earners in a family, working 

two jobs each, to maintain their living standard. Many businesses hire these low-wage and often-

limited-English-proficient (LEP) workers because these workers reduce their labor costs. The 
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employers that hire these workers and the workers themselves find themselves trapped: the 

workers in low-wage occupations, and the employers by their limited ability to expand their 

market competitiveness.   The chart below illustrates findings of another study conducted by 

OCBC on the wage level required to live in Orange County. 

 

Wage Levels Required for A Basic Living Standard in Orange County, California  

 
Wage Level 
(Full time with standard fringe benefits) 

 
Family Description 

 
Living Standard Description 

 
$11.51 per hour 

 
2 wage earners in a family of 4 
 

 
2 bedroom apartment, required transportation, 
minimal recreation 

 
$15.51 per hour 

 
1 wage earner in a family of 4 

 
Same 

 
$19.51 per hour 

 
1-parent wage earner in a family of 3 

 
Same 

 

The average hourly wage in Orange County for several selected industry titles is also revealing 

because it is so low relative to the wage levels needed: 

 

Industry Title  Average Wage – June 2000 

 
Manufacturing (overall) 
   • Durable Goods (overall) 
       Lumber, Wood & Furniture 
       Primary & Fabricated Metals  
       Electronic Equipment 
       Miscellaneous Manufacturing 
 • Nondurable Goods (overall) 
       Food & Kindred Products  
       Textile Mill Products & Apparel 
       Rubber, Plastics & Leather 

 
$13.63 
$13.92 
$11.61 
$13.60 
$13.28 
$10.51 
$13.04 
$12.57 
$  9.44 

                                    $11.97 

 

Once again, it can be seen that the RSC primary target is the underemployed and incumbent 

worker requiring customized training to achieve the skills that they and the industries in which 

they are employed require. However, the project also creates opportunities for displaced workers, 

former and current welfare recipients, new immigrants, and others seeking to improve their 

employability.  
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Chapter V: Issues Around Early Project Implementation 

Management Changes 
 
In May 2002, significant changes in project administration staffing occurred, causing disruptions 

in the workflow and progression of the RSC objectives.  Specifically, Ruben Alvarez, the project 

director, resigned.  Prior to that date, the RSCCD Director of Economic Development who wrote 

the original proposal for the project, also resigned.  Consequently, Julie Slark, Assistant Vice-

Chancellor of Educational Services for RSCCD, assumed management for this and other district 

economic development programs.  She directed approximately the remaining 25% of the project.  

Ms. Slark formed a team of experienced district economic development managers to assist her 

and worked intensively to re-organize this complex project.  Upon assuming project 

management, Ms. Slark and Linda Langgle, Director or RSCCD’s Center for Business 

Excellence, met with the DOL Program Officer in the DOL San Francisco office to discuss the 

program’s planned activities.  Another new management team member, Eileen Granosky, 

Director of the RSCCD’s Workplace Learning Resource Center, traveled to Washington D.C. to 

attend the DOL meeting of grantees, returning with new information that was used to guide the 

remaining phases of the project.   

 

This management team continued to guide the project through to a successful completion.  While 

very effective in the long term, members of this new management team had to take time to 

become familiar with the project, its surrounding issues and its partners. 

DOL Technical Requirements 

Partly because RSCCD had never received a DOL grant before and partly because there was a 

management change during the project, there was confusion and little familiarity regarding DOL 

fiscal, administrative, and accounting requirements on the part of the new project management 

team. 

 

Subcontractor contract language – The contracts initially issued to subcontractors did not 

include all of the required DOL contractual language.  This resulted in a project implementation 

issue about which future grantees need to be cautioned.  After an in depth review of this matter, 
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all agreements were amended with the required DOL contractual language.  An example of a 

subcontract can be found in the appendix section of this report. 

 

Bidding for Subcontractors – Another issue involved whether the RSCCD would have been 

required by DOL regulations to seek bids for subcontracted work. The training manual’s 

technical assistance section referencing Chambers of Commerce (RFP page 46972) states: “an 

applicant may propose to use grant funds to purchase technical assistance support for the project 

from sources known to the applicant.” As a result, the RSC contracted with all Chamber of 

Commerce sources within the RSCCD geographic service area.  It was concluded that RSCCD 

was not obligated to compete or bid the work because all sources in the area were contracted for 

amounts of work based on their capabilities. Agreements were created with the SACC, the 

OCBC, the Hispanic Chamber of Commerce of Orange County (HCOC), the Black Chamber of 

Commerce (BCOC), and the Hispanic Business Women’s Association of Orange County 

(HBW).   

 
Fiscal Procedures and Recordkeeping - When DOL staff conducted a site visit to this project, 

several DOL financial and procedural requirements were discussed so that everyone had the 

same understanding regarding DOL compliance. It was important that all RSCCD financial 

systems be adapted to maintain compliance with DOL fiscal requirements.  As with the 

subcontract issue, future grantees need to be aware of DOL accounting procedures and deadlines 

related to the reporting of project revenue and expenditures. It was to the benefit of the RSC 

project that both the RSCCD accounting system and fiscal procedures were in accordance with 

Budget and Accounting Manual for California Community Colleges.  These fiscal procedures are 

regularly updated with new Governmental Accounting Standards Board (GASB) statements and 

legislative actions.   
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Chapter VI: Participant Chart 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Advisory Board 
 

Orange County Business Council 
Santa Ana Chamber of Commerce 
Hispanic Chamber of Commerce 
West Orange County One Stop 

Chapman University 
Hispanic Business Women 

Black Chamber of Commerce 
Rancho Santiago Community College District 

 

Regional Skills Collaborative 
 

Funded by the U.S. Dept. of Labor 
 

Hosted by 
Rancho Santiago Community College District 

Project Staff 

Barbara Garcia* -- 25% Writer  12/02 
Cherie Ericson* -- 33% Accounting 11/00 – 12/02 
Sarah Santoyo* -- 75% Clerical Support 11/00 – 09/02 
 

Supporting Staff 

Thao Nguyen, RSCCD Acctg. Dept. 11/00 – 12/02   

RSCCD Management Team 
 
Julie Slark 5/02 – 12/02 
Eileen Granosky  4/02 – 12/02 
Linda Langgle 5/02 – 12/02 
Hazel Laskey 5/02 – 12/02 
Ruben Alvarez*  3/01 – 05/02 
 

Subcontractors  
 
Orange County Business Council 
Santa Ana Chamber of Commerce 
Hispanic Chamber of Commerce 

Hispanic Business Women 
Black Chamber of Commerce 

 

* Partially or fully funded by DOL Grant 
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Management and Coordination  

RSCCD was the fiscal agent for the RSC project. The programmatic oversight of the project was 

vested in the project director and the RSC Advisory Board.  The Advisory Board provided policy 

direction to the project in implementing the project goal and objectives.  

Key Staff 

Julie Slark – is the Assistant Vice Chancellor of Educational Services at RSCCD, where she has 

worked for the past 26 years.  As of May 2002, Ms. Slark served as project director for the 

District, with responsibility for the overall project.  Ms. Slark formed a project management team 

including Hazelina Laskey, Linda Langgle, Eileen Granosky, and later, Barbara Garcia.   

 

Ms. Slark also teaches at Santa Ana College in the Business Management Department.  She has 

been active in state and national research and planning organizations, committees and activities, 

and is on the editorial boards of the Community College Review and the Journal of Applied 

Research in the Community College.  She has published numerous articles, made presentations to 

educators throughout the country, and has provided consulting services to many colleges.  At 

RSCCD, she is responsible for the research, resource development, workforce and economic 

development, planning, and child development services programs and departments, as well as 

numerous grant- funded programs.  Her Bachelor’s degree is from University of California, 

Riverside, and her Masters of Public Administration is from California State University, 

Fullerton. 

 

Paul Amorino – has been the Director of Workforce Education for RSCCD since 1974.  Mr. 

Amorino’s role was oversight of the training contracts.  He has served in a number of positions 

related to the planning, development and implementation of programs under the district's 

workforce and economic development mission.  He has extensive experience with vocational 

education and employment training programs.  He is currently responsible for district-wide 

planning and development of workforce education programs funded by various federal and state 

sources such as the Vocational & Technical Education Act, CalWORKs/TANF, Workforce 

Investment Act, and the state community colleges Economic Development Program.  He is also 
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responsible for partnership development efforts, specifically the Los Angeles/Orange County 

Regional Consortium, the Orange County Workforce Partnership, Orangeworks, and the City of 

Santa Ana’s Federal Empowerment Zone.  He has a Masters Degree in Public Administration 

from California State University, Fullerton. 

Dale Ward – is the Vice-President/COO of the SACC.  Mr. Ward oversaw the “market-sensing 

component” of the project, which was subcontracted to other firms through the offices of the 

SACC.  At the Chamber, Mr. Ward’s responsibilities include senior management, strategy 

design, and new product development. He has an extensive background in economic and 

workforce development as a consultant and COO & Deputy Commissioner, Oregon Bureau of 

Labor Regulatory Agency.  He is responsible for SACC’s Bridges to Careers project. 

Wallace Walrod, Ph.D. – is the Vice-President of Research & Communications, OCBC.  Dr. 

Walrod was responsible for implementing the H1-B analysis and industry cluster research and 

analysis as well as for communications functions. He has designed and led several research 

projects for OCBC. He has extensive background in economic development research in both 

business and academia. 

Linda Langgle – is the Director of the Center For Excellence at RSCCD.   Ms. Langgle’s role in 

the project was coordinating the performance analysis and making contacts with businesses in 

need of training. A marketing and project management professional with over 12 years 

experience, Linda's background includes marketing communications for IBM Global Services.  

In addition, she oversaw a team of six managers in the Government Marketing Division at 

Ingram Micro.  Linda also served the Santa Ana business community while on staff at the SACC, 

and was a sales and product manager for several years in the apparel industry.  She studied 

community development, business finance, and economics and earned her Bachelor of Science 

degree with honors from Middle Tennessee State University.   

Eileen M. Granosky – Director of the Workplace Learning Resource Center has been employed 

with RSCCD for 18 years in various positions such as Coordinator CalWORKs Program, 

Instructor/Coordinator Assessment Services, Counselor, Curriculum Development and 

Instructor.  Ms. Granosky’s role in the project is developing curriculum and providing training.  

Additionally, she was employed as Director of Counseling and adjunct psychology faculty for 
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the University of Redlands for eight years. Her expertise with RSCCD involved spearheading 

projects that have targeted workplace skills training.  She has also served as a consultant and 

trainer for private industry.  She has an M.S. in Counseling Psychology and is a licensed 

Marriage and Family Therapist.   Her current position involves working with private industry 

and state and local agencies to provide customized Workplace English for businesses in the 

Orange County Area. 

Hazelina Belladora Laskey – serves as the Business Expert Professional for RSCCD and has 

over ten years of management experience emphasizing collaborative efforts.  Ms. Belladora 

Laskey was hired to assume some of the responsibilities of the original project director.  These 

responsibilities included being the liaison between the RSC and sub-contractors that performed 

the market-sensing research. She is experienced in business and financial services, adept at 

building productive relationships to further an organization's goals, and has successfully 

managed strategic alliances and resource partners in the public, private, financial, retail, non-

profit and information technology industries.   

Cheryl Marshall – serves as the Performance Analyst.  Dr. Marshall has over fifteen years of 

experience in performance analysis, training and organization development.  She is an expert in 

facilitation, strategic planning, and teambuilding.  Her formal education has resulted in a Master 

of Arts degree in Industrial-Organizational Psychology from California State University, San 

Bernardino and a Doctoral degree in Human Performance from University of Southern 

California.  In her doctoral program, she studied a range of topics, including human performance 

technology, research methods, training and development, organization design and development.  

Dr. Marshall conducted the performance ana lysis research for this project. 

Ruben Alvarez – original (through mid-May 2002) project director for the RSC.  Mr. Alvarez 

oversaw the daily operations of the grant and reported to Paul Garza, the former Director of 

Economic Development.  His responsibilities included being the liaison with the contracted 

consultants.  
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Chapter VII:  Description of Objectives 
 
Seven project objectives were identified to accomplish the project goal.  These objectives, which 

are described below represent activities to be completed.   

Objective #1 – Create Partnerships/Collaborative 

The project’s first objective was its namesake: Partnership Building.   The intention was to add 

partners to the existing informal partnership, Bridges to Careers, a partnership between RSCCD 

and SACC.  Additional partners would include the regional Chambers of Commerce, the 

Workforce Investment Board, and other local and regional economic development providers.  

The new partnership would be formalized to include a project-dedicated director, a plan of action 

to strengthen workforce development in the region, new funding, Memoranda of Understanding 

(MOU’s), Advisory Board of partner member representatives, and regular meetings and 

communication structures. 

Objective #2 – Conduct Research 

Research about the regional economy was to be a major component of the partnership project.  

Research would address two major topics:  1) the identification of regional employee skills gaps 

and, 2) the identification of occupations, within the region, that were experiencing a shortage of 

qualified personnel and/or were expected to grow in demand. Research results would be used to 

develop instructional programs and training.   

 
The research methods used to identify skills gaps and the occupations that possess the most 

demand for workforce development training are listed below. The research findings are fully 

described in chapter IX. 

• H1-B Visa Analysis 

• Industry Cluster Analysis 

• Surveys 

• Data Analysis 

• Job Performance Analysis 

• DACUM (Develop A Curriculum) 
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The research was directed towards companies that: 
 

• Possessed an employee ladder  

• Perceived training as a solution for performance improvement 

• Compensated employees regular wages during training 

• Provided health & welfare benefits for employees 

• Possessed emerging technology 

• Possessed a H1-B Visa correlation  
 

Objective #3 – Analyze and Disseminate Research 

All of the research was to be analyzed to identify specific topics, skills, and occupations for 

which training curriculum could be developed, resulting in the strengthening of regional 

workforce development systems.  The Advisory Board and project management were to play a 

key role in this analysis.  

Objective #4 – Develop Training Curriculum 

New curriculum was to be developed and have the capacity to be customized for a company’s or 

industry’s specific training needs, and additional curriculum would be developed to augment 

established community college courses and programs for ongoing use.  

Objective # 5 – Provide Training  

This objective focused us on partnering with regional businesses and industries wherein the new 

and existing training curriculum could be provided.  It was the project’s intent to provide training 

in the areas that were identified as industry skills gaps.   

Objective #6 – Evaluate DOL Program Model 

This objective was to be accomplished on a continuous basis through quarterly RSC Advisory 

Board meetings. The meetings would be structured to evaluate progress, to plan for the future of 

the project, and to determine future funding sources.  In addition, the project management would 

evaluate the model during and at the end of the project. 
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Objective #7 – Recommendations for Next Steps  

As this was a demonstration partnership project, the hope was that the project would set the stage 

for future and continuing work.  At the end of the project, future needs were to be identified by 

the Advisory Board and staff. 
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Chapter VIII: Issues During Implementation 

Issue #1 – Changing the Project Timeline  

The RSC’s project timeline was extended due to a late project start and the unforeseen lengthy 

amount of time needed to arrange and implement performance analyses and training at targeted 

business locations.  These factors also delayed curriculum development. In an effort to allow the 

RSC sufficient time to demonstrate successful project outcomes and to move forward from the 

initial research stage, a six-month extension was requested from the DOL and subsequently 

granted. Modifying the project timeline also involved a budget modification, also granted by the 

DOL, to reallocate resources into the appropriate areas that would complement the revised 

timeline. 

Issue #2 – Managing the Project 

One of the biggest challenges was the project director change during the project, as well as the 

time constraint for completing all of the objectives, some of which required more time than 

others. After forming and taking time to become familiar with the project, the new RSCCD 

economic development management team worked to re-frame some objectives, to develop 

realistic expectations for the complex project, to create a comprehensive implementation plan 

and a method to monitor the progress of the deliverables. This insured that the project stayed on 

track and achieved its intended outcomes.  

Issue #3 – 9/11 and its Affects on the Project 

The terrorist attack continues to have an enormous effect on the local, state and national 

economies, which were the subjects of study for this project.  The immediate, short-term impacts 

of 9-11 on the RSC project were difficult to identify, except for the anxiety over the potential 

loss of current and future funding due to possible federal reallocation of funds to disaster loans, 

defense, and the bailout of the airline industry, aircraft manufacturers and tourism.  Also for the 

short-term, attention was diverted from existing federal programs and refocused towards 

immediate concerns, such as safety and Ground Zero. 
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Consequently, the state of the economy continues to be a moving target for analysis.  For 

example, the status of H1-B Visas and their impact on workforce needs have changed.  The 

economic recession has deepened.  Job markets have shifted as a direct result of 9-11 and the 

recession.  The affects of 9-11, as it relates to this project’s outcomes, will continue to 

materialize and be analyzed for generations to come. 

Issue #4 – DOL Technical Requirements and Issues 

The DOL Program Officer provided assistance continuously to program staff regarding DOL 

regulatory requirements throughout the project.  Fortunately, the DOL site visit in September 

2002 allowed us to gain a deeper understanding of regulatory compliance, “draw down,” and 

contracting issues. For example, there was confusion about the distinction between the 

definitions for “sub-contractor” and “sub-grant-recipient” and the requirements relevant to each 

definition.   Ultimately, the RSCCD management team created a formal DOL grant policies and 

procedures document to alleviate any future problems.  

Issue #5 – Partnering and the Collaborative 

During the DOL onsite visit, the DOL Program Officer expressed that she was impressed with 

the project’s successful partnership development.  For a successful project, we knew it was 

imperative that expectations, including those relating to roles, responsibilities, and resources, be 

identified early and conveyed as clearly and as explicitly as possible for all partners.  Early 

connections were essential to elicit buy in and to avoid misunderstandings of the project’s goals 

and objectives.  Several partners stated during the final evaluative Advisory Board meeting tha t 

even more collaboration and communication throughout the length of the grant period would 

have been helpful.  Some partners were more active members than others.  It can not be 

emphasized enough that developing and maintaining an effective partnership requires full-time, 

“hands-on” attention. 

Issue #6 – Research 

There was an overabundance of un-synthesized research both produced and already in existence.  

As such, there was a great need to take time to review all the information available and to have 

the talent to extract appropriate conclusions relative to the project.  We found that, for most 
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topics and with an exception for performance analysis of a specific business, adequate research 

already existed and needed to be accessed, synthesized, and appropriately applied to the project 

scope for an immediate need or issue.  Synthesizing, extracting, and utilizing existing 

information is needed more than conducting additional research and gathering additional 

information.  Doing such, in this era of “information overload,” requires unique skills and 

refined focus.   

Issue #7 – Barriers to Providing Training 

The job performance analyses were valuable in assisting employers to identify and refine their 

training needs. However, the length of time required to initiate workplace training was longer 

and more time consuming than originally anticipated, which delayed the expected timeline for 

providing training.  Employers needed more information about the value of workplace learning. 

The length of time required to educate employers about these facts, and for employers to process 

their decisions, was longer than we had projected. Less training than anticipated was provided to 

companies due to these barriers. 

 

Additionally, the following issues were identified as training barriers to employers who were 

considering investing or participating in training programs: 

 

• The return on investment for training is uncertain and becomes apparent to the employer 

only in the long term, which is problematic for small firms focused on maintaining short-

term cash flow. 

 
• The competitive strategy of many firms is based on a low cost/low added value approach. 

Such firms are unlikely to see any benefit in up-skilling their workers. In some cases this 

may result in what is referred to as a low skill/low wage equilibrium in which neither 

employees nor employers demand higher levels of skill. 
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New and 

innovative 
workforce 

partnerships 
are emerging 

as a 
significant 

response to 
the 

workforce 
investment 
priorities of 
workers and 
employers.  

 
Source: Center for 
Continuing Study of 
the California 
Economy 

Chapter IX:  Project Outcomes 

Objective #1 – Create Partnerships/Collaborative 

The RSC project was a catalyst for bringing together regional agencies, chambers of commerce, 

business associations, community advisors, and the community college district to research 

workforce skills shortages and employment issues.  The RSCCD created Memoranda of 

Understanding (MOU’s) to establish collaborative partnerships with the following business and 

community organizations: Anaheim WIB, Black Chamber of Commerce (BCOC), Chapman 

University, Hispanic Chamber of Commerce of Orange County (HCOC), OCBC, Orange County 

WIB, Santa Ana Work Center, West Orange County One Stop, Santa Ana WIB, 

and SACC’s Bridges to Careers Task Force.  The MOU’s formalized the 

collaborative in writing and identified the responsibilities of each partner, such 

as regular attendance at the quarterly Advisory Board meetings.   

 

Formal sub-contracts were executed with: BCOC, HCOC, HBW, OCBC, 

SACC.  These organizations, also considered collaborative partners, were 

provided sub-contracts in order to deliver services consistent with their 

capabilities, contractual objectives, and project goals.   

 

Continued contact with each RSC partner was maintained in order to strengthen 

the partnership.  Quarterly meetings of the Advisory Board included 

presentations and analysis discussions about their ongoing research, status of 

any pending deliverables, and the investigations of options for maintaining our 

partnering activities after the grant period terminated, as well as future 

collaborative opportunities.   

 

The development of the collaborative resulted in a series of ongoing and future activities that 

will continue and strengthen the collaborative relationship. These activities, some of which are 

described below, have the potential to positively impact regional workforce development 

strategies on a wider scale. Following are some of the positive outcomes of the partnership: 
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a. One important outcome occurred when the RSC assisted the HBW to submit a grant 

proposal for a Women’s Business Center to the Small Business Administration.  At the time 

of this report, the grant has not yet been funded.  However, with feedback from the 

proposal readers we intend to re-submit the proposal in which case the likelihood of 

funding improves.  This project would partner with RSCCD’s Small Business 

Development Center and other economic development programs of RSCCD. 

 

b. A new partnership created through this project was established between RSCCD and Santa 

Monica College in Los Angeles County.   Santa Monica College agreed to partner with 

RSCCD to convene a region-wide economic development conference event in 2003.  

RSCCD will collaborate with Santa Monica College to craft an agenda for this event and 

will include salient research from this project.  The event will provide an opportunity for 

RSCCD to share with a wider regional audience the research and other outcomes of the 

RSC. 

 

c. The SACC, who leads the Bridges to Careers project, stated that this project has proven to 

be a valuable partnership mechanism, and the Chamber is anxious to participate in 

industry-specific partnerships with regional businesses.   The SACC has also informed the 

RSC that the workforce development training currently taking place at a local business, 

Gold Coast Bakery, is the direct result of this collaborative.  The SACC Bridges to Careers 

project continues, having been advanced by this project.  They received funding to conduct 

research about the needs of businesses and residents residing in the Santa Ana 

Empowerment Zone within the context of the planned Research and Development Institute. 

Objective #2 – Conduct Research 

The research methods employed for the project included H1-B Visa analysis, industry cluster 

analysis, surveys, other data analysis, job performance analysis, and “DACUM”.  The following 

is a summary of the research conducted by RSC sub-contractors. 
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The Workforce 
partnerships 
involve some 

combination of 
business, 

labor, 
education and 

community-
based 

organizations. 
 

In most 
partnerships 
one or more 
community 
colleges are 

partners.  
 
Source: Center for 
Continuing Study of the 
California Economy 

Research Methodology #1 – H1-B Visa Analysis 

Project planners intended to identify the occupations for which H1-B Visas were issued 

regionally with the expectation that these occupations would represent those experiencing labor 

shortages. A significant opportunity for workforce training, education, and development exists in 

replacing the need for companies to hire H1-B Visa workers with similarly trained, similarly 

skilled local residents.  The OCBC, a private-sector alliance of some of the county’s largest 

employers, small businesses, and public sector agencies, was enlisted to conduct this analysis. 

The OCBC routinely provide vital economic research and development strategies that promote 

investment in the growth and prosperity of Orange County. As an RSC sub-

contractor, their research consisted of two methodologies, 1) analysis of the 

Orange County employment market via a “cluster strategy” and, 2) focus group 

surveys.  OCBC found that: 

§ The largest percentage of the Visa holders in Orange County are in 

the field of Systems Analysis and Programming, comprising 52% or 

a total of 6,603 Visas. 

§ It costs employers an average of $2,500-$5,000 in monetary outlays 

for each H1-B Visa applicant. 

§ Currently, H1-B Visas holders are employed largely in the cities of 

Irvine, Newport Beach, and Costa Mesa, comprising 60% of all H1-

B Visas in Orange County (not in central Orange County).  

OCBC reports that, while companies that require top experts in specialized fields 

will continue to use H1-B Visas where necessary, RSCCD and other regional 

educational institutions can provide a strategic training pipeline for the vast 

majority of workers in areas where certain skills remain acute.  In addition, as the 

rate of technological change continues to outpace the current ability to train a qualified 

workforce in a timely fashion, focus group respondents indicated that a quicker reaction time 

will be a key component of RSCCD’S curriculum development in response to economic trends 

in general, and to specialized Orange County industries, in particular.   

OCBC further identified the skills gaps within 17 occupations in the high technology and 

financial sectors of the economy. 
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INDUSTRY SKILL GAPS 

Critical thinking 

Information gathering 

Mathematics 

Problem identification 

Reading comprehension 

 
 
 
 
 
 
 
 

 

 

 

 

 

 
INDUSTRY OCCUPATIONS THAT REQUIRE THE ABOVE SKILLS 

 

§ Computer Operator § Electronic Engineer 

§ Computer Support Specialist § Engineer 

§ Computer Security Specialist § Engineering Manager 

§ Computer Programmer § Accountant 

§ Electronics Engineering Tech § Auditor 

§ Calibration & Instrumentation Tech § Budget Analyst 

§ Electrical Engineering Tech § Credit Analyst 

§ Electrical Engineer § Financial Analyst 

 § Financial Manager 

 

Many employers included in this study reported that their immediate challenge was the need for 

qualified, skilled employees with basic skills as well as the ability to adapt to ever-changing and 

increasingly technological business systems. Therefore, the OCBC skill gaps research was 

instrumental in our decision to develop basic employability/life skills curriculum within the 

scope of the project. A graphical correlation of employer identified skill gaps to industry 

occupation is illustrated on page 39. 
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“This ‘working poor’ skills 
upgrading/job mobility is the 
next frontier in employment 

policy and practice.  
 

Over the past 30 years in the 
United States, we have 

developed a job training system 
that to a great extent works in 

placing lower-income 
unemployed persons into entry-

level jobs. 
 

 The system, though, has little 
contact with persons who are 
employed in low-wage jobs.  

 
In fact, it has long been an 

anomaly of job training that 
someone who is unemployed or 
on welfare is eligible for far more 
training services than someone 

who eschews welfare for 
employment in a low-wage job.” 

 
 
Michael S. Bernick, Director 
California Employment Development Department 
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Skill Gap and H1-B Visa Graphical Summary: 
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Hi Tech 

§ Software & New Media 
§ Computer Hardware & Peripherals
§ Semiconductors & Broadband 

Research Methodology #2 – Industry Cluster Analysis 

Another highlight of OCBC research findings conclude that an economic development strategy 

focused on industry clusters that show regional promise is vital if workforce development 

methods are to be effective. The most promising industry clusters in Orange County were 

identified as follows: 

 

 

 

 

 

 

 

 

 

 

Industry cluster research findings were summarized into two areas: (1) reasons for studying 

Orange County’s employment market in a cluster strategy and (2) high-tech, its affect, and 

cluster profiles: 

1. Reasons for Studying the Orange County Employment Market From a Cluster Strategy 

Perspective – clusters that display competitive advantages provides Orange County with the 

ability to leverage the cost of research, training, and administration towards specific areas of 

the local economy that will yield greater employer and employee benefit.  

2. High Tech, Its Impact, and Cluster Profiles – over 25% (just over 300,000) of Orange County 

jobs are in the high-tech, high-growth industries.  High tech skills in any one high- tech 

driven industry can be transferred to at least three other non-high tech industry occupational 

skills. For example, a high tech skilled worker can influence or create automation efficiencies 

in a Dry Cleaning Business, Day Care Provider Business, Lending Institutions, Consulting 

Firms, etc. Therefore, focusing on workforce development strategies and curriculum that are 

Professional  
Services 

Education Tourism 
Logistics and 
Distribution 

 

Medical 

§ Biomedical  
§ Healthcare 
§ Healthcare & Environment 
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congruent with the skills needed within the high technology industry will match the needs of 

multiple regional firms and result in increased marketplace competitiveness. For example: 

 

• Telecommunications, computer software, and new media jobs have 

recently replaced the large reductions in defense/aerospace employment, 

and also provide high wage jobs. 

• Software and new media firms have been found to be more likely to hire 

welfare recipients and indicate that they have some-to-great difficulty 

finding skilled, experienced workers to hire. 

 

Research Methodology #3 – Surveys 

The general membership of the SACC, OCBC, Black Chamber of Commerce, HBW, and HCOC 

were surveyed with an instrument provided by the RSC.  Very few responses were returned, 

however, with the exception of responses for the membership of the HBW, for whom a 

telemarketing campaign resulted in a fair amount of responses for their membership.  But the 

survey instrument itself was found to be ineffective in identifying employee skills gaps.   The 

survey and its implementation had the following limitations: 

• Document was not customized to RSC objectives. 

• Participation was voluntary. 

• There was no effort to screen or follow-up with respondents. 

• Participants did not have a clear understanding of why they were 

being surveyed, nor were they provided with any incentives for 

participation. 

 
 

As a result, the RSCCD management team later developed an online/email survey instrument 

with questions that would better ascertain skills gaps.  Although the questions in this survey were 

relevant to skills gaps and needs assessment, the response strategy was again ineffective.  The 

limitations to this particular email survey were as follows: 
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• Participation was voluntary. 

• There was no effort to screen or follow-up with respondents. 

• Participants did not have a clear understanding of why they were being 

surveyed, or provided with any incentives for participation. 

• Because the survey was distributed solely via email, the survey is biased 

against individuals who do not have email service. 

• Typically, survey instruments require an incentive to elicit a high rate of 

participation; this was true for the HBW when they used the email survey.  

The response from the HBW membership was greater than for the other 

RSC participants due to the innovative manner in which they uploaded the 

survey link to each of their members, “Help HBW Earn $2,000!” 

 
Research Methodology #4 – Data Analysis 

The first set of research findings by the SACC illustrated the economies of central Orange 

County and the City of Santa Ana.  Following is a summary of their findings: 

Central Orange County 

1. Central Orange County generated over 83,000 new private sector jobs from 1995-2000.  The 

cities comprising Central Orange County represent 38% of all private sector jobs in the 

county.   

2. The construction sector in Orange County has approximately 6,200 jobs with special trade 

contractors representing a majority of these jobs.  Average annual payroll in this sector is 

$40,000.  Orange County should continue to experience strong growth in construction 

employment. 

3. The central Orange County sectors that will experience the fastest growth between the years 

2001-2007 are as follows:   

• Business Services  
• Construction-Special Trade Contractors  
• Manufacturing of Electrical/Electric Machinery Equipment  
• Health Services 
• Wholesale Durable Goods  
• Professional Services (Engineering, Accounting, Research, and Mgmt Services)   
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City of Santa Ana 

1. Santa Ana’s manufacturing sector is composed of 930 firms, employing 31,000 workers on a 

full and part-time basis.  The average size of a firm is 33 workers per firm.  The average 

annual payroll of Santa Ana’s manufacturers is significantly below the county average, 

reflecting the fact that Santa Ana’s manufacturing sector tends to be less concentrated in the 

high-tech and high-skill manufacturing jobs. 

2. Santa Ana tends to have more of its employment in manufacturing when compared to the 

entire county, 25% versus 19%. Manufacturing jobs in Santa Ana appear to be lower skilled, 

lower wage jobs than the County as a whole. 

3. Transportation, communications and the utility sector currently generates 5,200 jobs.  About 

one-half of the jobs are in transportation, which includes trucking and warehousing activities 

as well as air transportation.  Average annual payroll is $43,000 but reflects the relatively 

high wages in the regulated sectors and not wages in the trucking and warehousing segment, 

which tend to be lower. 

4. Wholesale trade in Santa Ana is composed of 640 firms with 12,000 employees.  Average 

firm size is 20 and average annual payroll is $45,000.  While this average payroll is high in 

comparison to other segments of the Santa Ana economy, it is $9,000 below the county’s 

average of $54,000.  The import segment should experience healthy growth as trade with the 

Pacific Rim nations continues to expand. 

5. The retail trade sector is the second largest generator of jobs in Santa Ana with over 19,000 

jobs.  Average annual payroll is $22,000, which is comparable to the county average. Eating 

and drinking establishments represent 7,000 jobs. The only segment that saw some 

employment decrease was furniture retailers.  Many of these firms have located closer to the 

new housing developments in the South County and the Inland Empire. 

6. Health services represent 18% of employment in Santa Ana.  Over 7,000 jobs are contained 

in this sector.  Legal services employment, like health care, is not highly cyclical.  Santa 

Ana’s legal services employment is comprised of 2,000 jobs, or about 5% of services 

employment. 

The SACC research concluded that the ability of cities to attract employers and build on its 

employment base is affected by the education and skills embodied in its workforce and by the 
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characteristics that make a community livable.  The livability characteristics include public 

services, especially security and education, housing availability and cost, transportation services 

and infrastructure, health services and leisure-recreational amenities. 

SACC’s second set of research findings was obtained through a market-driven system of 

assessment within their Bridges to Careers project.  Using the above data on the economies of 

the City of Santa Ana and central Orange County, SACC developed surveys that focused on 

three specific goals. The surveys were administered to selected staff at eleven companies in three 

different industries: business services, healthcare, and manufacturing. The following is a 

summary of their findings. 

GOAL I: Examine the Link between Employee Competencies and Profitability. 

§ 55% of CEO’s noted that their organization fell short of their profit goals during 2001 and 

27% expected to fall short again in 2002. 

§ When asked what types of systems were used to realize their goals, CEO’s mentioned hiring 

and recruitment, market penetration, and enhancing operating efficiency. None mentioned 

the impact of training. 

§ 50% of CEO’s ranked technology as important to their company’s profitability yet ranked 

their workforce as only moderately skilled in technology. 

§ None of the CEOs included technology training as a strategy for increasing profit. 

 

There was consensus among companies that they fell short of their profit expectations. Yet, their 

strategies for increasing profitability did not include workforce development or training 

programs. This finding is key for the development of workforce education marketing strategies. 

GOAL II: Identify Specific Company Factors or Programs that Impact Employee Productivity 

and Retention. 

§ Employees and managers reported trustworthiness, performance expectations, and 

encouragement as factors that make them work harder at their jobs. 

§ Employees and managers also reported that trustworthiness, responsiveness, and growth 

and development affected their morale and commitment to stay. 
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The growth and development issue is noteworthy due to the fact that the majority of companies 

were not aware of training and development as an overall business strategy. 

§ Both CEOs and HR respondents reported that investment in human capital is important 

to profitability. However, when asked in which area of human capital companies invest 

most heavily: 

§ 90% of the respondents listed “compensation.” 

§ 10% of the respondents mentioned “training.” 

Investing in human capital may be interpreted as “paying people,” and the potential of other 

investments, e.g. training, may not be considered.  Indeed, when HR reps were asked their 

annual investment in training per employee, the average was $372 and the range was from a high 

of $1,330 to a low of $25. 

GOAL III: Identify Skill Gaps in Employees of the Subject Companies  

§ Employees report the most important skills to their jobs are: 

§ Planning and organizing 
§ Conscientiousness 
§ Communication in English 

§ They also report the lowest self-reported competence subjects are: 

§ Multi- lingual communications 
§ Financial/cost analysis 
§ PC applications 

§ Managers report the most important skills to their jobs are: 

§ Credibility 
§ Internal/external customer/quality focus 
§ Employee development 

§ They also report the lowest self-reported competence subjects are: 

§ Employee development 
§ Financial awareness 
§ Strategic direction 

 

In conclusion, the SACC reported that employee development is both an important and a low 

self-reported competency. Here is where workforce development training can provide an 

immediate payoff.  It can also be inferred that companies are not fully aware of training as an 
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additional methodology for affecting the performance of their workforce. For 80% of the 

companies surveyed, retention does not seem to be a serious issue. Yet their expenditures for re-

hiring outstrip the cost to train and potentially retain or at least improve the morale of valued 

employees. 

Research Methodology #5 – Job Performance Analysis  

The RSCCD Center for Excellence, a business and workforce performance improvement 

program funded through the Chancellor’s Office of California Community Colleges, facilitated 

the job performance analyses performed by Cheryl Marshall.  In short, performance analysis 

attempts to improve a company’s performance by linking job performance outcomes to training, 

environmental, and motivational issues. The analyst’s goal is threefold: to notice a company’s 

work environment, to determine if an employee’s skill correlates to their assigned job function or 

task, and to identify employee motivational issues in order to recommend solutions that affect 

company-wide performance outcomes. By comparison, training alone addresses only 

knowledge-based performance issues but not environment or motivational issues.  

 

Complementary analysis was provided as a participation incentive and assured companies that 

our focus is rooted with their unique job performance outcomes.  Dr. Marshall conducted studies 

of workplace performance at four companies in Orange County, including Crevier BMW in 

Santa Ana, Gold Coast Baking Company in Santa Ana, ACS in Santa Ana, and Ricoh 

Electronics, Inc. in Tustin. Observations and interviews identified key competencies needed in 

the following areas:  

 

Customer service 

Project management 

Communication skills 

Production and maintenance 

Supervision 

Policies, handbooks, orientation materials 
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Following are some of the common themes these four analyses revealed: 
 

1. The need for customized, on-site ESL training continues to be critical for most 

organizations. Customer service areas suffer the most when employees are unable to 

communicate with either internal or external customers. 

2. Management and supervisory training programs are frequently absent from small and 

medium-sized organizations. For example, individuals who possess great technical skills 

are promoted yet receive little or no training in how to manage people, particularly in the 

area of performance and change management. 

3. Basic skills and concepts are critical to improving employee performance. Organizations 

need a plan as well as a process for transferring skills back to the job and for providing 

feedback in the correct applications of those skills. 

4. The underlying theme among all companies analyzed is the need to 

find employees who possess initiative, interpersonal and 

communication skills, and problem solving ability. 

Research Methodology #6 – DACUM 

The DACUM Process – As previously mentioned, DACUM is an acronym describing the term 

“Develop A Curriculum.”  The initial result of a DACUM process is a chart that outlines job 

duties, required employee competenc ies, work behaviors, required tools, equipment, supplies, 

materials, and future trends/concerns related to a particular job function in a particular industry. 

The chart is developed through a process of bringing together expert workers within that specific 

job function, academic instructors of the job function or industry, and a facilitator who guides 

them and helps organize the chart contents.  These sessions usually last between two and three 

days, include breakfast and lunch and occur in a setting away from outside distractions.  The 

resulting DACUM chart then provides the foundation for creating a curriculum.   

The DACUM process is included in this project as a research method because it identifies very 

specific skills needed for an occupation being analyzed. 
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The RSC contracted with Ohio State University to provide a one-week DACUM process training 

for new RSC facilitators in July 2001 at the Marriott Hotel in Orange County California.  Eight 

people were trained: one vocational instructor from Santa Ana College, the nursing department 

faculty chair and instructor from Santa Ana College, two RSCCD occupational area employees, 

three employees of SMCN, the telemarketing firm hired to contact businesses for the project, and 

one RSC Advisory Board member.  Three sample DACUM charts were developed during this 

facilitator training: Bus Mechanic, Coach Operator, and Sales Service Provider. Training 

participants received a facilitator's manual, sample DACUM charts in various occupations, the 

Power Point presentation and a Certificate of Completion.  Subsequently, the Santa Ana College 

faculty chair of the nursing department went on to participate as a facilitator in the RSC project-

sponsored Peri-Natal Occupational Analysis DACUM conducted in December 2002, as well as 

other DACUMs.   

The DACUM training continues to benefit RSCCD and Santa Ana College by enabling the 

training participants to continually develop an in-house pool of DACUMs identifying specific 

skills to which to adapt curriculum. 

 

The DACUM Chart Development Process 
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Having identified the health services sector as one area with a rapidly growing demand for 

trained workers, the RSC chose to sponsor the development of a DACUM for the Peri-Natal 

specialty of the nursing occupation, at the request of the Santa Ana College Nursing department.  

This DACUM was conducted with five Labor and Delivery nurses from Orange County 

hospitals including Mission, Saddleback Memorial, and St. Joseph’s.  The long-range goal for 

this DACUM is to develop a continuing education course at Santa Ana College for existing 

nurses to become certified in Labor and Delivery nursing.  As in all nursing specialty areas, there 

is a serious shortage of trained nurses in Labor and Delivery nursing.  This shortage continues to 

grow with the aging of the nursing workforce and current nursing shortage.  Currently, 

Saddleback College in southern Orange County is the only local college that offers a Labor and 

Delivery training course.   

 

Objective #3 – Analyze & Disseminate 
 
Access to data was not a problem for the RSC project. The challenge was to synthesize the data 

and draw conclusions in order to identify skills gaps and occupations in demand, with the goal of 

creating training programs that provided relevant solutions. To meet this challenge, the project 

management team met frequently to analyze and discuss how the research findings should direct 

RSC efforts, as well as those of our college district’s, our partnership’s training efforts, and other 

economic development activities.  Additionally, research was disseminated regularly to all 

collaborative partners. 

 

Overall in terms of skills gaps, all RSC research emphasized that today’s workers must be 

competent in basic skills, meet basic workplace competencies, and be responsible problem 

solvers in the industry in which they are employed.  Although many industries were studied, 

different job functions surveyed, and varying employee career ladder jobs evaluated, the 

common skill gaps among them were reported to be the basic skills of reading, writing, 

arithmetic, teamwork, problem solving/critical thinking, application/transferability, and effective 

English (and sometimes Spanish) communication. Employers were quick to identify these “soft 

skills” as the primary problem area, and the literature overwhelmingly confirms this finding.   
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The descriptors of such a group of skills include:  “generic skills”, “employability skills”, “basic 

skills”, and “workplace skills”, all defined as generic essential employment skills related to 

seeking, obtaining, keeping, excelling, and advancing in any job. Entry- level workers, as well as 

incumbent workers at all levels, often lacked and needed “soft skills” to be effective members of 

work teams, and advanced- level technical workers needed to supplement their technical 

knowledge with techniques for managing and motivating workers. In order to 

move up the career or pay ladder, workers need specific capabilities that enable 

them to fit into high-performance organizations and must possess the skills and 

attitudes upon which employers can build.  

 

Other occupations and clusters experiencing increases in demand regionally became apparent as 

the research was completed and as the Advisory Board analyzed the research.  The growing field 

of health services is one of the most important areas for community colleges and workforce 

development providers.  Other occupations, such as those in resort wear and computer fields, 

were discussed, but it was our choice to address the enormous need for basic employability skills 

training.    

 

RSC management staff made this choice because 1) basic skills training is an appropriate area 

for community college focus, 2) we have expertise and experience in this area, and 3) because 

the geographic area that we serve is, generally speaking, primarily in need of such training. 

 

Objective #4 – Develop Training 

Basic Employability Skills 
 
Through the research, the RSC project revealed a clear pattern of basic employability skills 

requirements. A high-performance workplace demands workers who have a solid foundation in 

the traditional basic academic skills, in the thinking skills necessary to put knowledge to work, 

and in the personal characteristics that make a worker confident, trustworthy, and responsible. 
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The workplace is 
being 

transformed into 
“high 

performance” 
workplaces 

requiring workers 
to take on a 

greater variety of 
tasks through 

improved basic 
skills requiring 
literacy, English 

language, 
computational 

abilities and work 
readiness and 

flexibility skills. 
 

Source: California Economic 
Strategy Panel 

 
 

Jobs will 
increasingly 

require rapidly 
changing skill-
sets, which will 

require 
opportunities for 
life-long learning 
for all workers. 

 
Source: California Economic 

Strategy Panel 

 

The high-performance workplace also requires the ability to manage 

resources, to work amicably and productively with others, to acquire and 

use information, to understand and master complex systems, and to work 

comfortably with a variety of technologies.  Workplace know-how, 

according to SCANS, is a combination of “foundational skills” and 

“competencies”. The competencies cannot be achieved without the 

foundational skills, but the two can and should be learned simultaneously. 
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The RSC project staff developed basic employability skills curriculum in the form of 18 

instructional lessons. The set of lessons teaches the foundational skills and competencies of 

SCANS.  Each lesson includes the student learning goal, one or more practical exercises, and 

discussion questions.  Additionally, each lesson can be customized for any type of company or 

industry and can be taught at any location, including the work site.   

The lessons are included in the Appendix and listed below: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 I. Foundation Skills Lessons: 
 
 Basic Skills  

§ Lesson #1: Standard and Metric Units of Length 
§ Lesson #2: Mathematical Probability 
§ Lesson #3: Identifying Language Registers 

 Thinking Skills  
§ Lesson #1: Find ing a Job That Fits 
§ Lesson #2: Creating a Career: The Job Pamphlet 

 Personal Qualities  
§ Lesson #1: Our Work Stories 
§ Lesson #2: What Are My Values? 
§ Lesson #3: Ethical Decision-Making 

 
II. Competencies Lessons: 

Resources  
§ Lesson #1: Tracking Inventory 

Information 
§ Lesson #1: Understanding Visual Aids 

Interpersonal 
§ Lesson #1: Decision-making through Teamwork 
§ Lesson #2: Becoming Skills at Customer Service 
§ Lesson #3: The Twenty-First Century Workplace 

Systems 
§ Lesson #1: Going with the “Flow” 
§ Lesson #2: Map Reading 

Technology 
§ Lesson #1: Opening a “Hotmail” Account from the World Wide Web 
§ Lesson #2: Four Steps to Microsoft Word 2000 
§ Lesson #3: Cyberspeak - Emoticons 
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The plan to review, refine, pilot test and implement this curriculum 

has recently been implemented. 

Following is a description of SCANS upon which the curriculum 

was developed. 

Curriculum Development using SCANS – During the early 1990’s, 

the U.S. Department of Labor, “Secretary’s Commission on Achieving Necessary Skills,” 

(SCANS) conducted a study of the skills required in the workplace to encourage “high-skills and 

high-wage employment.”  The Commission found that workplace “know-how” consists of five 

competencies and a three-part foundation of skills and personal qualities, illustrated by the 

following chart. 

 
SCANS Foundational Skills and Competencies 
 
Foundational Skills Competencies 

Basic Skills 
• Reading 
• Writing 
• Arithmetic  
• Listening 

Resources 
• Allocates Time 
• Allocates Money 
• Allocates Material and Facility Resources 
• Allocates Human Resources 

Thinking Skills 
• Speaking 
• Creative Thinking 
• Decision-Making 
• Problem Solving 
• Visualizes Task 

Information 
• Acquires and Evaluates Information 
• Organizes and Maintains Information 
• Interprets and Communicates Information 
• Uses Computers to Process Information. 

Personal Qualities 
• Responsibility 
• Social 
• Self-Management 
• Self-Esteem 
• Integrity 
• Honesty 

Interpersonal 
• Participates as a Member of a Team 
• Teaches Others/Helps Others Learn 
• Serves/Clients and Customers 
• Exercises Leadership 
• Negotiates to Arrive at a Decision 
• Works with Cultural Diversity 

 Systems 
• Understands Systems 
• Monitors and Corrects Performance 
• Improves and Designs Systems 

 Technology 
• Selects Technology 
• Applies Technology to Task 
• Maintains and Troubleshoots Technology 
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VESL 

 A second topic of curriculum was created for Vocational English as Second Language (VESL) 

training. Courses were designed to develop speaking, listening, reading, writing and grammar 

skills while working with the vocabulary of the general, as well as the specific, workplace.   

The topics for the VESL competencies include: 

Socializing at work 

Tools, supplies, equipment and 
materials 

Learning, doing and working in teams 

Health and safety on the job 

Company policy 

Performance evaluation 

Supervision 

E mail composition 

 

Employers (Ricoh and CCA Companies) worked with the 

training provider to identify specific language skill sets 

needed for their particular industry.  Managers and other 

pertinent staff/employees were interviewed, and their 

responses were used as a basis for developing a 

curriculum that was reviewed and approved by both 

companies.   The use of multiple complementary teaching 

methods enhanced the overall effectiveness of the 

training instruction.  

Through customized VESL lessons, limited-English-speaker incumbent workers developed 

verbal skills to interact with customers, to engage in conversation with co-workers, to discuss 

their work performance with supervisors, and to read company manuals. 

Instructor Tim Chavez of Rancho Santiago Community College 
with Dick Crowe, IPC CCA Executive Director 
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“Another ongoing program in Southern California is a 
special class being offered at TTM Technologies and Pro 

Tech Circuits by the Rancho Santiago Community 
College District to assist their employees improve their 
English skills. This program was facilitated by the IPC 
California Circuits Association and is a great success 

with a portion of the cost of this class paid for through a 
Department of Labor Grant. We believe it will set the 

foundation for a program in printed circuit board 
engineering at the College.” 

 
Source:  CCA Newsletter  

“Industry associations can 
become significant partners in 
developing industry-specific 

workforce programs. Industry 
associations – and unions – 
can play a critical role when 

training benefits all firms, but 
is too expensive or uncertain 

to be undertaken by individual 
firms.” 

 
Source: Center for Continuing Study of the 
California Economy 

Objective #5 – Provide Training 
 
The basic employability curriculum that was developed on the part of this project and described 

above was not completed until the end of the project period, December 2002.  Time had been 

needed to complete the research, to conclude that employability skills would be the greatest area 

of need and focus, and to develop the curriculum.  In the mean time, training was provided to 

businesses as a result of needs identified through performance 

analyses and other research strategies. 

The RSC partners’ outreach efforts resulted in the delivery of 

specialized training for the following Orange County businesses:  

• California Circuit Association 
(CCA) 

• Ricoh 
• ACS 

 
a. California Circuit Association (CCA) –The California 

Circuits Association is a professional organization for 

California Printed Wiring Board manufacturers and suppliers.   Over the past 43 years, the 

Association has consistently worked to provide a quality program developed to meet the 

changing needs of the 

membership.  CCA facilitated 

the training discussions and 

subsequent worksite VESL 

training program on behalf of 

TTM Technologies and Pro Tech 

companies.  The RSCCD’s 

Workplace Learning Resource 

Center provided 40 hours of 

customized VESL training for these two CCA company members. TTM and ProTech 

provide contract printed circuit board manufacturing services, primarily for the networking, 

industrial and medical electronics, and high-end computing markets, as well as for 

electronics manufacturing service providers that serve those markets.  CCA is attempting to 

facilitate an ongoing educational program for the companies holding membership.  
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On site training for 19 employees of these two companies was initiated on November 19, 

2002 and held on Tuesdays and Thursdays for two hours each afternoon for four hours per 

week. Customized VESL curriculum was created using input from management, supervisors 

and staff. A total of 24 hours was provided under 

the RSC grant and the remaining 16 hours were 

delivered during the month of January 2003 on a 

fee basis.  A highlight of this training was a visit 

and motivational talk to trainees by 

Congresswoman Loretta Sanchez. 

 

b. Ricoh Electronics –Ricoh Electronics, Inc. (REI) is the largest manufacturing company in 

Orange County, California.  Their competitive position has become increasingly critical, 

especially since a close competitor shut down their local operation and relocated to China. 

The RSCCD Workplace Learning Resource Center provided 40 hours of customized training 

to REI lead staff to improve their English communication skills in the workplace.  Onsite 

training for 26 employees was initiated on October 29, 2002 and held Tuesdays and 

Thursdays for two hours each day.  A total of 30 hours of training to the 26 employees was 

provided under the RSC grant.  An additional 10 hours of training was delivered in January 

2003 on a fee-based contract. Attendance averaged 85% and performance improvement 

ranged from 5% to 80%. 

 

c. ACS – The RSCCD Center for Excellence invested 

over 20 hours conducting a human performance 

analysis at ACS to determine employee training and 

performance development needs.  We recommended 

that ACS pursue training in Customer Service, 

Project Management, Presentation Skills, 

Management Development, and English as a Second Language to reach their performance 

improvement goals.  Due to the short time frame that remained following the completion of 

the analysis, ACS declined to pursue English training under the auspices of this project and 

instead chose to pursue training on two staff development topics, conflict management and 
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Existing workers, 
especially workers 
who already have 

some skills and 
experience, are the 

most likely 
candidates to move 

up to fill these 
openings. 

 
Source: St. Joseph’s Hospital  

the transfer of training to the job ("Making Training Stick").  RSCCD provided 6.75 hours of 

onsite training on these topics for 26 ACS employees during December 2002. 

d. Nursing Program at St. Joseph’s Hospital (SJH) – A Santa Ana College (SAC) partnership 

with SJH allowed the existing nursing program at SAC to expand from 36 to 56 students with 

a start date of August 1, 2002.  An extended 21-week semester weekend/evening format 

(rather than the typical 16-week semester) was piloted three years ago at SAC as the 

Alternatively Scheduled Program (ASP).  Although in an extended format, the same 

curriculum is being provided to offsite students as is provided to “traditional” students. The 

students enrolled in the program are currently working in the 

health services field at and around SJH, and this program 

represents upgrading training and a career ladder for them.  

Students will receive an Associate Degree in Nursing (ADN) from 

SAC.  While pre-requisite coursework is offered online and at 

SAC, all nursing courses and the majority of clinical courses take 

place at SJH. Both SJH and SAC provide funding for equipment 

and supplies for a SJH Skills Lab; classroom space is already 

available at SJH for students. 

The telemarketing firm, Strategic Marketing Communications 

Network (SMCN) had been contracted by the RSC from October 10 through November 2, 2001.  

Their task was to contact businesses and employers from their own databases and ones provided 

by the RSC to schedule appointments with appropriate company personnel in order to locate 

businesses for no-cost performance analyses and customized training.  No-cost DACUM, 

performance analysis, and training opportunities were leveraged as an incentive and benefit to 

companies confirming an appointment.   SMCN contacted 338 companies, screening them with 

the criteria provided by the RSC. As a result of this campaign, Ricoh and ACS received training. 

The telemarketing statistics include: 

• 129 callbacks 
• 34 government /educational companies 
• 143 companies 
• 56 companies not interested 
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Those companies that were not interested had their own in-house training staff or a corporate 

training facility outside California. Some companies were already participating in State 

programs.  Many companies indicated that they would have preferred to receive an informational 

brochure to facilitate the decision-making process or to discuss the program with other members 

of their management team. Those who set an appointment had, in most instances, recognized a 

need for training prior to the telemarketing call.  There were several companies with between 70 

to 90 employees that may have participated in the program, but the minimum participation 

requirement was 100 employees.  SMCN recommended to the RSC that marketing collateral 

materials explaining the program should be provided.  Management teams then would have had 

the opportunity to review the services and compare them to departmental needs and 

requirements. Marketing materials may have proven to be beneficial for further understanding 

and acceptance of the program and also may have alleviated the need for callbacks. 

Objective #6 – Evaluate Program  
 

Other chapters reference issues that arose and lessons that we learned, both of which are related 

to our evaluation of the program.  Briefly, project management and the Advisory Group 

concluded that: 

• Workforce training research is necessary, but it has to be focused and strategic in purpose 

and design. The research conducted in this program was a good start in this direction, but it 

needed refinement and synthesis.  There were many strands of research conducted, and those 

strands needed better coordination.  Additionally, analyzing and using research findings 

requires great skill. 

• The success of the program outcomes suffered from problems with the management issues 

and change. 

• The basic employability skills curriculum developed can have great value for training if used 

appropriately. 

• The partnership that was developed has lasting value within the economic and educational 

community.  The partnership would have been even stronger with more communication and 

networking.  The information shared and the lessons learned about workforce development 

needs from Advisory Group discussions and meetings were very helpful.  
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 Objective #7 – Recommendations for Next Steps  
 
• The Regional Skills Collaborative 

partnership should be maintained, 

strengthened and continually reviewed 

for refinement. 

• The Bridge to Careers project of the 

SACC and its Research and 

Development Institute, continuing this 

pilot research, is being pursued. 

• Additional funding for partnerships, 

strategic research, curriculum 

refinement, and training needs to be 

allocated for this region, which is critical 

to the health of the State. 

• The college district will continue to expand upon its health services curriculum and offerings.  

• Finally, the basic employability skills curriculum that was developed needs to be evaluated 

through peer review and a pilot test, after which we need to disseminate and implement it as 

widely as possible. Employability skills and VESL training will become central to our 

training 

program. 
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Chapter X: Lessons Learned and Pitfalls to be Avoided 
 
The following are highlights of what we learned during the project’s 24-month period. 

 

Lesson #1 – The Characteristics of a Successful Partnership 
 

The partners of the RSC originally joined in pursuit of a common goal and submitted a proposal 

to the DOL to secure a grant that would fund researching Orange County workforce skills 

shortages and employment issues.  The characteristics and behaviors of successful partnership, 

we learned, include the following: 

• Given the diversity of partnership member organizations, shared goals are imperative. 

• Each partner needs to commit to contributing specific resources (time, expertise, cash 

match, and/or other resources) to the partnership. The types and amount of resources vary 

according to ability and. Therefore, documentation that specifically outlines the intended 

resources is necessary. 

• Partners need to meet frequently and stay in touch to review and keep working together 

toward the project objectives.  Meetings need to be more frequent than quarterly. 

• Decision-making and management responsibilities need to be shared among all partners in 

order to fully benefit from the variety of perspectives and areas of expertise.  The extent of 

shared decision-making depended on the resources and constraints of each partners, such as 

the legal responsibility related to the oversight of DOL funds, participation capability, 

technical expertise, potential conflicts of interest, and other considerations. 

• Understanding the motivation of each partner is essential in order to translate the concept of 

public-private partnerships into action. It is critical to recognize that each partner has a 

specific rationale for participating. 

• Our most successful partnerships were those in which complete understanding and constant 

communication took place. This allowed us to accommodate and focus on everyone’s 

specific partnership goal, particularly those goals that may not have been formally 

established in writing or those that developed after the beginning of the partnership.  
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Lesson #2 – Employers Need to Understand the Value of Training 
 

In a nutshell, it takes a long time to establish relationships with companies 

as precursors to implementing performance analyses and training 

programs, and we found several barriers to initiating training in companies 

even though the training was to be relatively cost-free.  Many employers 

needed to understand the value of workforce development and the value of 

establishing training paths for current and prospective employees, as well 

as the need to create a learning and productive environment. Some employers who were willing 

to invest in training also feared losing their trained employees to competitors.  Other employers 

expressed that training was an investment that was to be made by the employees themselves; 

while employers may agree that there is value to employing a skilled workforce, some were not 

willing to pay for the training and for the loss of work time that training would require. 

 
Lesson #3 – Research Focus  
 

A better research focus was needed for the project in order for the research to be more 

constructive.  In retrospect, the management team concluded that too much research for the 

project was outsourced to subcontractors.  This resulted in so much research activity and 

information that the focus of the research was not adequately overseen and refined, and it was 

difficult to reach conclusions with which to follow through on this specific project.  Additionally, 

there already exists large amounts of research which, perhaps, could have been tapped. 

 
Lesson #4 – DOL Requirements and Issues 
 

Even though the RSCCD had previously obtained and successfully managed millions of dollars 

of federal grant dollars for projects, we were unfamiliar with DOL compliance requirements and 

found those requirements to be extremely complex and cumbersome.  Future grantees are 

cautioned to give special attention to such issues when planning a DOL-funded project, when 

initially setting up a project, and throughout the duration of a grant project.   
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Lesson #5 – The Use of Surveys 
 

There are many problems with successfully surveying businesses about training needs.  One 

method the RSC used to determine industry skills gaps was through paper mailed surveys that 

were provided to each subcontractor to distribute among their membership.  Unfortunately these 

surveys yielded a very small response.  While the questions in the surveys may have been 

relevant to a needs and skills gaps assessment, the overall strategy used to elicit responses was 

ineffective. It was then decided to obtain information on skills gaps through the creation of an e-

mail survey for the subcontractors to send out to their membership.  The inaccurate expectation 

that this type of survey would garner more response was based on the widespread assumption of 

daily e-mail usage throughout business and industry. 

 

The SACC conducted paper/pencil and interview surveys to businesses, from which valuable 

information was obtained.  Yet, this was a very labor- intensive project.  The lesson learned here 

was that while obtaining information directly from businesses is important, there is no easy way 

to conduct surveys of this nature cost effectively and qualitatively. 

 

Chapter XI:  Recommendations and Conclusions 
 
• First and foremost, there is confirmation among the RSC members and the management team 

that this partnership contributed significant and lasting value to the regional economic 

development knowledge base and workforce development efforts.  It is our recommendation 

that such partnerships continue to be encouraged and funded, and that this partnership 

continues to work together. 

 

• It is the current project director’s conclusion that research about the impacts of both 9-11 and 

the recent recession on the economy is seriously lacking and needs to be encouraged.  The 

current recession is one of the deepest in recent history, but there is little recent or relevant 

literature to guide business, industry, and education.  Additionally, the economy is changing 

more rapidly and is a “moving target”.  Experts in economic analysis are needed more now 

than ever before. 
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We recommend that the development and implementation of a new policy 
framework for a comprehensive and coherent workforce preparation 

system that is consistent with the new economy and that supports 
emerging clusters be made the #1 priority. 

 
We recommend development of a new policy framework for K-16, with a 

focus on language and math skills and training on up-to-date technical 
equipment that is integrated into the day-to-day curricula.  

 
Teachers need ongoing training. We need to make the case that the 

education system is an investment, not an entitlement. K-16 will be the #1 
priority in the second-cycle of the Panel’s planning process. 

 
Source: California Economic Strategy Panel 

 
 

 

• It is recommended that the DOL implement strategies to become more “user- friendly” to 

grant seekers and awardees.  While the Program Officer for this project was extremely 

helpful, the seemingly endless amounts of fine print of regulations was daunting and 

problematic. This, in spite of the fact that the RSCCD had successfully managed many even 

larger federal grant projects in the past and our organization is relatively advanced in its 

experience with administrative procedures.  There was a great amount of confusion about 

DOL regulations and procedures. 

• The basic employability curriculum that was developed holds great promise for workforce 

development in our community.  It will become the centerpiece for future development and 

use for RSCCD’s business training efforts.  There is still some work to be done to refine the 

curriculum, however.  Resources are needed to fine-tune, pilot test, implement, and 

disseminate it. 
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Chapter XII:  Dissemination and Replication 
 
• The SACC Bridges to Careers project continues with refinement and implementation of the 

market-sensing research model.  They will also maintain a portion of the partnership through 

their Business Vitality Council, which meets monthly and includes many of the partners of 

this project. 

• The basic skills employability 

curriculum will be placed on a 

CD and disseminated via the 

Internet and workforce 

development conferences.  It is 

our hope that the curriculum 

will also be used extensively. 

• This report will be placed on 

the RSCCD Web site for others 

to use for research and for 

replication.  

• The HACU/DOL conference 

this spring at Santa Monica City College will include a major presentation about the success 

of this project. 
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Appendices: 

DACUM Charts 

Employability Curriculum 

VESL Curriculum 
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