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Introduction


The goal of this toolkit is to provide you with information, models and items to consider as you move forward with a Request for Proposal (RFP) to procure integrated services for serving Adults and Dislocated Workers.  A skills-based, demand-driven, integrated service delivery model is at the foundation for developing a strategic policy framework that will serve as the basis for such an RFP.
The characteristics of an effectively integrated service delivery model will: 

· Respond to 21st Century industry demand and our contemporary workforce crisis;

· Assure that services and training are in alignment with current local and regional labor market requirements;

· Shift service priority to an emphasis on worker skills – assisting workers to gain the skills leading to self-sufficiency, and responding to employer demand;

· Cope with limited and declining funding through a more efficient use of resources and a reduction of program duplication and requirements; and

· Systematically improve the coordination of Workforce Investment Act (WIA) and Wagner-Peyser Act (WPA) funded services to achieve improved customer outcomes and more efficient and effective customer service.

As some background, OETI 03-2007 states that LWIBs must be “procuring not just WIA services, but integrated services.”  The goal is to procure WIA Adult/Dislocated Worker service providers that provide services consistent with the LWIB’s integrated service delivery design.  LWIBs have for the most part created an integrated service delivery design for their areas by designating comprehensive centers, adopting integrated customer flow models, and developing local integration policies and procedures.  Procuring WIA adult/dislocated worker service providers who carry out the local boards’ integrated service delivery design will result in these providers being more responsive to the LWIB while changing the old WIA/JTPA service delivery design where it still exists.
The state has issued the State Procurement and Contract Policy, Oklahoma Employment and Training Issuance 11-2003, Change 2, which disseminates state policy concerning procurement and contracting.  These minimum standards are established to ensure that purchases made with public funds are economical and efficient, and are in compliance with applicable laws and regulations.  As stated in the policy, “The written procurement policy of each sub-recipient must provide that they will ensure that the RFP includes a Statement of Work or specifications, including a description of the required outcomes, the time frame for which they will be measured and documentation necessary to verify the outcomes. If the proposal is to become a part of the contract this must also be specified in the RFP.  When procuring Adult and Dislocated Worker Service 
Providers/Subrecipients the local area must be buying services that are consistent with the local integrated service delivery design. In order to ensure the potential bidders have a clear understanding of the services for which they are bidding the following items may be helpful; the description of the local integrated service delivery design, a customer flow chart, an organizational chart for all service delivery locations which includes the functional unit position for which the proposal is requested, an integration operational polices and procedures manual, and a list of products that should be available through the One-Stop System.”
By not utilizing the local boards’ design documents in an RFP; it places the local area at risk of procuring services that are inconsistent with those the LWIB has adopted.  Thoughtful RFP development and procurement process allows LWIBs to be in control of their local integrated design and not buy unspecified WIA Title I services.  By incorporating the following elements in an RFP, LWIBs can ensure that prospective bidders understand, follow, and adhere to the LWIB approved integrated service delivery design and the scope of work required by the LWIB. 

· Integrated customer flow model

· Functional organizational chart(s) for each service delivery location

· Reference to and/or inclusion of all LWIB and state integration policies and procedures

· Real-time performance metrics

· A robust product box

Developing an RFP to procure responsive service providers may seem challenging, but we believe this toolkit will offer some insight.  A model RFP has also been developed and is being shared in conjunction with this toolkit.  The model RFP may be adjusted to meet your local area demands and needs.  

If you have any questions or would like to learn more about the RFP Toolkit, please contact the Workforce Integrated Programs Division at (405) 557-5347.
Integrated Customer Flow Model

What is it? 

“Customer flow” refers to the way customers move through a center and receive services. For the purposes of the workforce development system, and workforce centers in particular, “customer flow” refers to the many ways customers can gain access to services: the many pathways by which they can “flow” throughout the center, starting with the initial request for services and continuing until the customer’s goals are attained.  An integrated customer flow clearly defines a service delivery process with a sequence of demand-driven, universal services that does not emphasize program eligibility and program participation.
An integrated customer flow model should have already been developed by the local area and approved by the LWIB.

Why is it important?
Staff must adhere to the LWIB-approved integrated customer flow model and deliver integrated services under this model.  Bidders should be made aware of the flow and how their staff will provide integrated services through the customer flow.  Bidders will also know that providing integrated services may require the selected contractor to provide some services that are traditionally delivered by other entities. In the integrated/functional delivery system, other entities may also be required to deliver some of the services that may be included in the RFP statement of work.  
Functional Organizational Chart(s) and Functional Supervision
What is it?

Although organizational charts should already exist for each service delivery location, LWIBs should think through their current service delivery locations.  It is imperative that LWIBs consider the following:

1. Should the LWIB reconsider the number of service delivery locations in the LWIA?

2. Does the LWIA have enough center staff to adequately staff each service delivery location?  If not, should the LWIB, reconsider the location(s) of their service delivery locations?

3. Does the LWIB have policies/procedures that support all service delivery locations, regardless of funding stream, are staffing normal operating hours?  (I.e., do all center staff adhere to the same work schedules/hours of operation?)

4. Does center staff understand they may be functionally supervised by someone other than their employer of record?

A key element in accomplishing the goals identified through an integrated customer flow model is to structure the work of the workforce center by function.  This supports the goal of having staff work toward common goals regardless of their funding source.  

In a functional organizational environment, a "supervisor" (e.g., Center Manager or Functional Supervisor) is responsible for a function(s) or recurrent activities that involve tasks performed by persons over whom s/he has authority to give direction in regard to that project or activity, even though they may be under the direct supervision of someone else.  Functional supervision may include technical supervision, but goes beyond it in that the supervisor schedules and assigns tasks, monitors progress, reviews results, evaluates the employee regarding the area of assignment, and is the person responsible for the completed work product.

What should the charts include?
The charts should adequately reflect functional units/processes and should identify functional supervisor(s), center manager, and workforce center staff. At a minimum, the chart should reflect which functions OESC, partners, and the A/DLW service provider will staff. OESC will provide the LWIBs with OESC staffing levels within the center(s).  The OESC staffing levels will be maintained provided OESC funding streams are not severely cut.   It is possible that in some service delivery locations there may not be enough staff so some may be required to work in multiple units and conduct multiple functions.  
Why is it important?
Given there may be multiple service delivery points within the LWIA, the LWIB should ensure that adequate staffing is available in each location to deliver quality service and access to products.  Every center or service delivery location has an organizational structure for doing their job.   LWIBs need to share the charts with potential bidders so they will know which portions/functions are being procured.  A functional organization chart along with a well-detailed scope of work can help the LWIB ensure that the selected contractor place sufficient staff within the integrated center(s) to provide seamless service.  

Along with the integrated customer flow model, functional organizational charts truly reflect that services are being delivered in a functional delivery system.  It informs the selected contractor that staff of other entities may supervise the contractor’s staff.

LWIB and State Integration Policies and Procedures  

What are they?
Operational Policies and Procedures - A document which provides a description of the everyday operations of the workforce system. 

Local Workforce Integration Plan - The required local integration plan that has been developed between the WIB and the local One Stop Partners.

State policies may be found at http://www.oesc.state.ok.us/emp-trng/OETI/oeti.shtm.

Why is it important?
The LWIB should include, at a minimum, references to all integration policies and procedures that impact service delivery integration (e.g., policies on priority and self-sufficiency).  LWIBs may wish to include all policies and procedures in their entirety as attachments.  (If the LWIB have their policies online, they may wish to include the webpage link in the RFP.) This ensures that the LWIB will be in control of their own integrated service delivery design.  In so doing, LWIBs will not allow the bidders to develop their own program design, which may lead to non-responsive service providers and delays movement from old program silos to integrated service delivery.

Real-time Performance Metrics
What is it?
Historically, LWIBs have used the Title I federal performance measures to procure and evaluate contractor performance.  However, inconsistencies exist between the time frames of a contractor’s contract period and determining federal performance measure results.  Real-time performance metrics align the contractor’s service period with an objective measure. Real-time metrics should be gathered in a timely fashion to effectively evaluate performance.  

As stated in State Procurement and Contract Policy, OETI 11-2003, Change 2, “An Adult and Dislocated Worker Service Provider/Subrecipient’s proposal cannot be selected based on demonstrated experience to meet or exceed the Federal Common Measures. Local factors or outcomes must be developed and included in the evaluation criteria. The local factors or outcomes should be consistent with the local integrated service delivery design and with the goals established by the Board as set forth in the Local 2 Year Plan.”
Suggestions for real-time metrics could include integrated service measures consistent with the State’s Incentive Award Policy for Local Workforce Investment Areas (OETI 08-2008).  This policy establishes 3 new Integrated Service Measures that apply to the WIA Adult, Dislocated Worker and Labor Exchange combined customer pool.  The policy establishes a goal for each measure.  

What questions should the LWIB consider?

1. Are the metrics objective and gatherable in a timely manner?

2. Are the metrics aligned with the LWIB’s policies and procedures? (e.g., if a metric is related to training - is there too much emphasis on occupational training and not enough on short-term pre-vocational training?)

Why is it important?

Real-time metrics allow the LWIB to effectively measure a contractor’s performance during their contract period.  Using metrics that coincide with a contractor’s performance period allow an LWIB to renew a contract.  In essence, this allows LWIBs to move forward without rechecking the marketplace of prospective bidders for another cycle (renewal).  It should be noted that if a contractor fails to meet established performance metrics this does not preclude that contractor from bidding again during a re-procurement.  
Robust Product Box 

What is it?

A product box identifies the products that can be delivered or accessed by staff and received or accessed by job-seeking customers. Products in the product box should be aligned with the LWIB’s integrated service delivery design.  The products should be focused on improving a job-seeking customer’s skills or knowledge that would help them gain and retain employment.  LWIBs should consistently offer a robust demand-driven product line targeted toward job seekers that shall be known by all staff and marketed to all customers. The robust product line includes services for customers of all skill, educational and employment levels.  Attachment 1 shows the relationship of the product box within the center and the functional units.
A model product box is attached which groups products into three categories (Attachment 2).  Products may be delivered or accessed in a number of formats including workshops, electronically, and classroom.  The three categories are:

· Talent Improvement

· Get Best Job Possible Skills

· Occupational Skills (Employer Sponsored/Based)
While the attached model product box is not meant to be all-inclusive, you will see products that the State currently funds, supports and provides within each workforce investment area. Every effort will be made by the State to continue funding these products as they align with an integrated service delivery model and the goals of the Governor’s Council for Workforce and Economic Development (GCWED). It is also possible and likely that system partners may have products already available that fit within the product box.  Other than those products provided by OESC, the State, or are available at no-cost, it should be noted that the Fiscal Agent should be responsible for purchasing products in the product box.

Occupational training is one component of a product box.  The LWIB must make occupational training decisions based on funds, whether the occupation is demand, ITA amount and duration, eligible training provider, training related placement.  The purpose is to provide occupational skills to assist individuals in finding employment, staying in the labor market, increasing incomes, and developing portable skills.  Section 134(d)(4)(E) of the Workforce Investment Act states, "Priority.--In the event that funds allocated to a local area for adult employment and training activities under paragraph (2)(A) or (3) of section 133(b) are limited, priority shall be given to recipients of public assistance and other low-income individuals for intensive services and training services. The appropriate local board and the Governor shall direct the one-stop operators in the local area with regard to making determinations related to such priority."
In light of funding declines and the increased focus on skills, LWIBs must explore utilizing more short-term pre-vocational services.  Short-term pre-vocational services include such examples as workplace behaviors, soft skills, basic skills brush-up, and vocational English.  Short-term pre-vocational services are normally less costly than occupational training and allow the LWIA to serve more customers.  So, in essence, an LWIB would be providing less intensive services to more customers through short-term pre-vocational services than occupational training.

How is it designed and developed?

In order to develop a robust product box, LWIBs should scan their local environment and economy.  Scanning utilizes data, which may already exist, to analyze local area demand (employers) and supply (current or emerging workforce).   It is likely that LWIBs have used such data to strategically develop their targeted industries and demand occupation list.  As an example, data which might guide a local board in answering the supply side might include local unemployment rates, duration of individuals on unemployment, the number of persons on local public assistance rolls, duration of individuals on public assistance, an assessment of the workforce skill levels, credentials and qualifications. Answers to the needs of businesses (the demand side) will come from the scan of locally available information or the local board may have to ask businesses their needs.  

The following process is intended as a suggested approach LWIBs may use to identify demand-driven, targeted industries and common skill sets.
Step 1: Conduct an Industry-Sector Analysis 

To prepare for this process, an LWIB should use an analysis of local demographics, geographic labor market, economic base, industrial structure, historical employment trends, current economic conditions, and labor force characteristics. 

The industry-sector analysis will provide evidence for a Board’s priorities based upon a data-driven review of: 

· regional labor market demand by size of industry, total employment, number of employers, and size of employers in each industry; 

· key industries with large potential for job openings due to turnover and separations; 

· changes in long-term industry trends that indicate increases or decreases in historical employment in terms of absolute change in the number of jobs added plus the percentage change for those industries adding jobs at the fastest rate; 

· high-growth industrial projections for those industries adding the most jobs or growing at the fastest rate; 

· industries with significant numbers of current and projected job openings; 

· industries with regional comparative advantages; 

· expected outcomes relating to local economic development efforts; and similar analyses, including regionally defined industry concentrations or industry-sector collaborations. 

To identify local high-growth, high-demand industries, the analysis should be based upon the North American Industrial Classification System (NAICS), an industrial coding system adopted by the U.S. Department of Labor Bureau of Labor Statistics. 

Suggested Source: Bureau of Labor Statistics Covered Employment and Wage Data  

The industry-sector analysis will produce a set of key industry sectors (by NAICS codes) that 1) offer the greatest employment demand and the best growth prospects; and 2) demonstrate the most critical labor shortages or skill needs in businesses in key industries or industry concentrations within the local economy. 

Step 1 example data:

	Rank
	Industry
	Number of Establishments
	Number of Employees
	Average Weekly Wage

	1
	Educational Services
	66
	15850
	$623

	2
	Health Care and Social Assistance
	558
	10368
	$667

	3
	Retail Trade
	532
	9443
	$444

	4
	Accommodation and Food Services
	362
	8724
	$225

	5
	Administrative and Support and Waste Management and Remediation Services
	273
	4780
	$361

	6
	Construction
	590
	4078
	$637

	7
	Manufacturing
	154
	3775
	$758

	8
	Professional, Scientific and Technical Services
	559
	3587
	$769

	9
	Public Administration
	63
	3207
	$876

	10
	Finance and Insurance
	283
	2140
	$724

	11
	Wholesale Trade
	190
	1661
	$904

	12
	Other Services (except Public Administration)
	303
	1622
	$400

	13
	Arts, Entertainment and Recreation
	64
	1495
	$341

	14
	Real Estate and Rental and Leasing
	257
	1359
	$483

	15
	Transportation and Warehousing
	93
	1017
	$895

	16
	Information
	62
	903
	$664

	17
	Mining
	65
	432
	$1,366

	18
	Utilities
	10
	369
	$1,023

	19
	Management of Companies and Enterprises
	21
	274
	$805

	20
	Agriculture, Forestry, Fishing, and Hunting
	13
	109
	$293


This data is ranked based on largest employment; however, the LWIB may consider the average wage (economic impact) and/or factors to rank the LWIA’s industries.  This data would be valuable to identify targeted industries.  

Step 2: Identify Staffing Patterns Within and Across Industry Sectors 

The second step in the planning process is to determine staffing patterns within key industries—i.e., relationships between key industries and those occupations or jobs that make up those local industries. 

The analysis should rely on an industry-occupation matrix or staffing pattern, and may include other high-demand occupations that may be new, critical, or emerging. For example, occupations with high-replacement demand—a large number of job openings—may be included, even if the industry sector in which the occupation is found is not growing at a high rate. Occupations with such a large employment demand may be important to the local economy. Emerging and evolving occupations within industries that may not be associated yet with high-growth rates may meet Board-specific criteria for high-demand potential or may be critical to the local industrial base. 

Suggested Source: Bureau of Labor Statistics Staffing Patterns Matrices

The occupational analysis will yield a set of occupations with one or more of the following characteristics: 

· Dominance within a high-growth, high-demand industry 

· Identification as an emerging and evolving high-demand occupation 

· Use as locally customized, business-defined titles for specific job duties 

· Existence across multiple key industries 

· Determination of high-replacement demand and large numbers of job openings 

· Designation within Board-specific occupational and growth criteria including, but not limited to, percent change and absolute change in projected job growth 

Step 2 example data:

	Staffing Pattern for Manufacturing

	Rank
	Occupation
	Estimated Employment
	Average Annual Wage

	 
	Total all occupations
	3,700
	$37,017

	1
	Team Assemblers
	*
	$30,274

	2
	Welders, Cutters, Solderers, and Brazers
	220
	$30,334

	3
	Helpers--Production Workers
	*
	$19,863

	4
	Multiple Machine Tool Setters, Operators, and Tenders, Metal and Plastic
	*
	$33,724

	5
	Truck Drivers, Heavy and Tractor-Trailer
	110
	$28,258

	6
	Cutting and Slicing Machine Setters, Operators, and Tenders
	*
	$17,237

	7
	Industrial Truck and Tractor Operators
	*
	$29,915

	8
	General and Operations Managers
	80
	$57,021

	9
	Computer Software Engineers, Systems Software
	80
	$59,094

	10
	First-Line Supervisors/Managers of Production and Operating Workers
	80
	$43,674

	11
	Computer-Controlled Machine Tool Operators, Metal and Plastic
	80
	$35,438

	 
	* Employment not releasable due to confidentiality 
	 
	 


 Step 3: Conduct a Detailed Occupational Analysis to Identify Common Skills
A detailed analysis of occupations necessarily includes a review of factors, such as: 

· The number of projected job openings (available through occupational projections) 

· Projected growth rates (available through occupational projections) 

· Current labor availability in the workforce and educational pipeline 

· Planned career progressions (Boards may use the Career Clusters/Career Pathways as a model, but each Board will have to determine how to apply its list of occupations to a career lattice concept.) 

· Hiring requirements and prerequisites for performing job duties (The O*NET skills list serves as an excellent skills summary that can be validated by regional employers.) 

· Transferability of skill sets (Transferable occupations are readily identified as those that are employed in many different industries; transferable skills are different. Boards may analyze the transferability of skill sets by listing high-growth, high-demand occupations, building a matrix showing O*NET skills for each, and then identifying similarities or patterns across occupations as “transferable skills sets.”) 

Occupations serve as a common language to facilitate communication between education, training providers, and employers. Occupations help narrow down and group those occupationally specific skill sets practiced by individuals in common industry settings. 

Today, when a vast majority of employers refer to “skills,” they mean within a specific occupation or job. And, when educators refer to “training,” they think of learning objectives and competency statements, rather than skills. It is the concept of an occupation that provides the vehicle for communication about skill sets that employers need in productive workers. 

Using tools such as O*NET, which is fully aligned with SOC, is a starting point for cataloging the skill requirements of selected occupations in high-growth, high-demand industries. 

Suggested Source: 
O*NET Online

  


Career Clusters/Career Pathways Model




GrowOklahoma.com
Step 3 example data:

Using the O*NET database, you can view specific skill requirements for occupations.  We can look across occupations to identify common skills.  The O*NET database lists skills based on importance to the occupation.  Below are the top three ranked occupations from within the manufacturing example above.  While this example shows only one industry the same process/logic should be used across targeted industries.

	Occupation
	Skills with Importance Level Greater than 50%

	Team Assemblers
	Active Listening, Mathematics, Equipment Selection, Time Management, Reading Comprehension, Critical Thinking, Speaking, Equipment Maintenance

	Welders, Cutters, Solderers, and Brazers
	Active Listening, Mathematics, Equipment Selection, Time Management, Critical Thinking, Speaking, Reading Comprehension, Equipment Maintenance, Speaking

	Helpers--Production Workers
	Equipment Selection, Active Listening, Coordination, Instructing, Reading Comprehension, Speaking, Quality Control Analysis


The common skills between these three occupations are:

1. Active Listening

2. Equipment Selection 

3. Reading Comprehension

4. Speaking
After identifying common skills across industries, the LWIB should look to their partners and the marketplace to populate their Product Box with skills enhancement products to satisfy the most commonly identified skills.  If for example, Speaking is a common skill across targeted industries and occupations, the LWIB should seek to populate their Product Box with a skill enhancement product to increase a customer’s speaking skills.  If a product is needed that requires procurement, the LWIB should use their normal procurement process and be procured through the Fiscal Agent.
One consideration for LWIB is that research has shown that the five skills businesses want new employees to possess are:

1. Personal Life Management Skills

2. Basic Skills

3. Workplace Behavior Skills

4. Occupational Skills

5. Job Skills

This list is ranked based on highest demand, i.e., businesses want to employees to possess personal life management skills first and foremost and then basic skills and so on.  The State-purchased product, Keytrain, offers curricula to satisfy much of numbers 1, 2, and 3 (Personal Life Management, Basic, and Workplace Behavior Skills).  

Step 4: Identify Local Employers and Stakeholders To Engage Them in Skill-Level Validation 

Sound labor market planning engages multiple stakeholders, including employers and training partners. Additional community audits, regional anecdotal knowledge, industry association input, and employer feedback augment and validate a Board’s analysis of local labor market information. Boards should rely on a combination of data-driven resources complemented with local wisdom in their labor market analyses. Boards gain knowledge regarding the essential historical background and rationale behind recent downturns, and then can respond to changes in general economic conditions and skill gaps that employers are facing. 

Local planning consensus activities may include the following: 

· Validate and update high-growth, high-demand occupations with input from: 

· Business Services Teams; 

· employers; 

· local labor market focus groups; 

· consensus committees; 

· chambers of commerce; 

· labor representatives; 

· economic development partners; 

· community colleges; 

· industry associations; and 

· other sources of local, anecdotal labor market information. 

· Publish the Board’s current labor market analysis and demand-driven skills priorities for public comment, assessing and incorporating the stakeholder feedback received. 

· Evaluate the Board’s success rate—in the past year—in placing customers into occupations for which they received skills enhancement. 

Industry-sector employers, especially business-led associations of industries, are necessary partners in validating occupational skill requirements, classroom-training lists, curriculum learning objectives, and other labor market analyses. The workforce area’s economic profile is a good starting point for discussions with stakeholders. This profile should include the analysis of high-demand industries and growing occupations, workforce supply estimates, and occupational skill-level requirements for high-demand occupations, plus a profile of occupational skill-gap issues critical to the local economy.  The concept of an occupation allows training providers and employers to communicate about skill levels; it is the common ground that allows for collaboration between these parties. 

Suggested Tools: 
Survey of Local Employers
The result of following these steps should be a plan for providing skill enhancement products in a robust Product Box that is integrated across all funding streams and facilitates informed decisions regarding training investments in the occupational skill sets employers need.  It also will serve as a guidepost in data-driven career planning that is responsive to the entire spectrum of training needs that may occur in developing and advancing the skills of incumbent workers and job seekers in the workforce pipeline, and that provides comprehensive career planning guidance to customers including information on skill transferability and career progression. 

What questions should the LWIB consider?

1. Is the product box populated with demand-driven products? (i.e., do the products meet the needs of the LWIA business and job-seekers?)

2. Are the LWIB’s service integration procedures reflective of the products in the product box? 

3. Has the LWIB considered what is already provided and available by OESC, the State, and other partners to avoid duplicative products/costs?

4. Are there products from LWIA partners that logically fit into the product box?

Why is it important?

Inclusion in the RFP ensures that the contractor knows which products they will be asked to use and administer to customers.  The service provider will be required to assist the other One Stop Partners in either delivering these products, making the products available through referrals to entities providing this product, or requesting the WIA Fiscal Agent to procure a product that is not available.

Attachment 1 – Product Box within an Integrated Customer Flow



Attachment 2 – Model Product Box

	Talent Improvement 

· Soft Skills/Life Management Skills 
· Keytrain Career Skills (CBL – provided by the State)

· Literacy and adult basic education

· English as a Second Language

· Computer/Internet Skills

· Mouserobics (CBL – free online resource for basic computer skills)

· Microsoft tutorials (CBL – free online resource)

· Mavis Beacon Typing Tutor (CBL – provided by OESC)

· GED Preparation 
· Foundational Skills Training 

· Keytrain curriculum (CBL – provided by State)

· Math.com (CBL – free online resource)

· Skills Identified by the LWIB as being demand-driven

· Speaking Skills (as in our example on page 16)
· Other Skills Identified by LWIB that align with targeted industries



	Get Best Job Possible Skills

Job Readiness Skills

Keytrain Career Skills curriculum (CBL – provided by State)

Job Seeking Skills


Job Search Overview (WS – provided by OESC)

Job Getting Skills


Resumes and Applications (WS – provided by OESC)


Interviewing (WS – provided by OESC)

Job Keeping Skills

Keytrain Career Skills curriculum (CBL – provided by State)
Work Experience


	Occupational Skills (Employer Sponsored/Based)
Occupational Training

· Individual Training Account (ITA)

· Trade Adjustment Assistance (TAA)

OJT

Skill-based Internships

Customized Training

Apprenticeship




Welcome Unit





Product Box


Talent Improvement�
�
Get Best Job Possible Skills�
�
Occupational Skills (Employer Based/Sponsored) �
�









Job Getting Unit 





Skills Development Unit





CR = Classroom


CBL = Computer Based Learning


WS = Workshop
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