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Chapter 2

Matching skillsto jobsin the Tri-State Region

This chapter focuses on workforce devel opment issues. It first describes the
regional context. The financial crisis has highlighted the skill mismatches
hobbling regional growth, and this weakness is exacerbated by its relative
incapacity to attract and retain high-skilled labour. The chapter then
analyses current workforce devel opment efforts and offers a diagnostic on a
possible way forward. Public stakeholders need to engage the private sector
more systematically in providing ongoing support — both financial and
curriculum-based — for skills upgrading. Workforce boards and agencies
need to work across county and state boundaries to streamline processes and
programming and improve data-gathering and infor mation-sharing capacity.
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110-2 MATCHING SKILLSTO JOBS IN THE TRI-STATE REGION

Key findings

e Theregion benefits from a large and well-educated workforce, but recent job-
creation and labour-productivity performance has been duggish. The
financial crisis has highlighted weaknesses in the region’s labour market, in
particular skill mismatches that in fact pre-dateit.

e The region is failing to attract and retain high-skilled labour, and low and
medium skills training has suffered from a fragmented wor kfor ce development
infrastructure. For the region’s highly educated workers, career opportunities
have been insufficient to retain this “ creative class’, suggesting a need to
focus on creating conditions to spur innovation, green growth and
entrepreneurism ( Chapters 3 and 5).

e Compounding the skills mismatch is race: African-Americans in particular
are underemployed, face greater barriers in acquiring quality basic
education, and achieve lower educational outcomes than their non-African-
American neighbours. Many low-skilled African Americans and Latinos livein
geographically concentrated areas that are underserved with respect to basic
public educational, housing, transit and health services. As a result, key parts
of the region’ stalent pool are being wasted.

e Theregion has, in recent years, launched ambitious and innovative training
and workforce-development initiatives; yet monitoring and evaluating their
performance against economic development outcomes has been difficult,
resulting in lessons learned from successes in neighbourhoods not being
scaled to secure greater, region-wide benefits. The huge number of workforce-
development players and complexity of the training-service networks suggest
that scar ce resources are not being maximized.

e Funding for workforce development is likely to remain tight. At the same time
plugging skill gaps and retraining workers will remain an urgent challenge.
Public stakeholders in the region will need to engage the private sector more
systematically in providing ongoing support — both financial and curriculum-
based — for skills upgrading. With input of the private sector, career advice
and pathway mapping can generate realistic career aspirations as well as
ensure that the demand for skills from individuals is aligned to the demands
for skills fromindustry.

e The region needs to articulate and implement workforce development
strategies that respond effectively to the region’s business needs at all levels
of activity. Workforce boards and agencies need to work across county and
state boundaries to streamline processes and programming and improve data-
gathering and information-sharing capacity. Public authorities need to build
on existing mechanisms to sustain a true region-wide dialogue between
business and training service providers so that training services better
address skills needsin the region.
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The Chicago Tri-State Metro-Region displays key strengths in its workforce and
training capacity. With nearly 5 million workers the region boasts the third largest labour
market in the US and draws workers from beyond the metropolitan area’s outlying
counties. Over 21 000 workers living in the Milwaukee Metropolitan Region (part of the
21-county Tri-State region) commute to work in metropolitan Chicago, around 17% of
these workers travel into the City of Chicago. An equal number commute from the
Indianapolis Metro-Region (which lies beyond the 21-county region) into the Chicago
Metro-Region. The region offers a large, diversified pool of highly qualified workers,
with a diverse and rich set of skills and attributes. The Tri-State Region benefits from
over 200 postsecondary education and training institutions, both publicly and privately
funded, that enrol over 660 000 students each year and graduate 140 000 annually. Their
educational attainment is above the national average; indeed, of the 20 most populous
Metro-Regions in the United States, the Tri-State Region ranks fourth in educational
attainment. Thirty-two percent of the region’ sworkers hold a BA degree or higher.

Despite the advantages of the educated local workforce and the availability of awide
array of professional and leisure amenities, the region has fallen, in recent years, behind
several other large US metropolitan areas in attracting and retaining young, educated
adults.* At the same time, Chicago has under-performed relative to the US economy as a
whole, and other US Metro-Regions, in terms of job creation over the last decade. Over
this period, the region lost jobs across all major industrial sectors but two — education and
health, and leisure and hospitality - and even in these sectors growth in the region did not
match that at the national level. Thisreflects to two factors above al:

e Demand is limited. As chapter 1 highlighted, despite the advantages of a highly
educated workforce, the Tri-State Region presents lower-than-optimal |abour
productivity and the competitiveness of the region’s businesses generally lags
behind that of their counterparts in other Metro-Regions across the country. This
means that demand for labour, regardiess of skill-levels, is lagging relative to
Chicago’ s metropolitan peers.

e Demand is mismatched with supply. Significant restructuring of the region’s
economy over the past twenty years has transformed the demand for skills,
making it more difficult for low-skilled workers to find employment in more
knowledge-based, innovation-driven, growing sectors. Despite the higher-than-
average levels of educationa attainment in the region, chronic low graduation
rates from the region’s public post-secondary educational institutions, particularly
community colleges, slows the upgrading of the region’s workforce. If growth in
high-skilled occupations significantly outpaces growth in low-skilled occupations,
this mismatch of skill supply and demand is likely to worsen.

As highlighted in Chapter 1, given the numbers of high-skilled graduates produced by
the region’s universities, the evidence of a skill shortage among high-skilled labour may
indicate that the Tri-State Region is facing an attraction issue, a mismatch between the
nature of the skills being supplied by the region’s universities and the nature of the
region’s demand for high-skilled labour, or both. If high-skilled labour trained in the
region is leaving, it is because they cannot find meaningful employment in their field in
the region, causing them to migrate to regions that can offer them such employment. If
exogenously trained high-skilled labour is not moving into the region in sufficient
numbers to fill the labour shortages, the region needs to examine why: is it a cost-of-
living issue? Does it have to do with the nature of the employment on offer? Key
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stakeholders involved in workforce development in the Tri-State Region should focus on
examining the issues associated with attraction and retention of high-skilled labour in
addition to its formation in the region.

While high-skilled labour issues are vitally important to understanding what sustains
innovation-driven growth, this chapter will focus primarily on low- and medium-skill
formation because workers in these occupations represent the bulk of the Tri-State
Region’s workforce; they face the most severe chalenges in finding meaningful work
leading to a satisfying career, particularly in manufacturing, and because it is these
workers who are likely to be the least mobile — thereby representing a perennial policy
challenge to the region’s public and private stakeholders. In addition, local responses—in
terms of education, training and active labour market policies — are most likely to be
efficient in addressing this issue. That said this chapter does address the skills mismatch
issue with advice that is applicable at al skillslevels.

The chapter begins by providing a picture of the labour market in the Tri-State Metro-
Region. It continues, in section 2.2 with an overview of the major programmes, players,
and the policy co-ordination among them.? Section 2.3 then turns to the supply-demand
mismatch. Finally section 2.4 looks at how the co-ordination of workforce devel opment
efforts could be improved.

2.1. Theregion’sworkforceisageing and fragmented

Between 2000 and 2010 the Tri-State Region saw a decrease in both its labour force
and its employment rate. In 2009, the unemployment rate for the Chicago Tri State metro
area, which had been increasing since late 2006 jumped sharply from 4.9% to 10%.
During this period, the total number of unemployed rose from 217 350 to 487 453.
Unemployment in 2010 rose further to 10.2% and the total number of unemployed
increased to 496 036. (Bureau of Labor Statistics). In the seven months following the
financial crisis (between October 2008 and May 2009) the unemployment rate in the city
of Chicago rose from 7 to 12% — an increase of 70% (Weigensberg, et al., 2011).
However, these labour market trends cannot adequately be understood looking at
aggregate figures, employment patterns across categories — in terms of age, education and
race — are strikingly heterogeneous in the Tri-State Region.

The proportion of young people in work has been falling over the past 30 years. This
is, in part, driven by an increase in enrolment in education among this age group.
However, the disparate employment trends prior to the crisis, among White, Hispanic,
and Black 16-18 year olds (Figure 2.1), suggest that the crisis may also be a driver of
falling employment rates among Hispanic and Black youth.

Disparities by race manifest themselves, in the Tri-State Region, in differentia labour
market experiences. The roots of these different experiences, however, extend far deeper;
race, in the Tri-State Metro-Region, is systematically associated with affluence,
educational opportunities, and location (Chapter 1). Employment rates among Black
males have reached lows of 49.8% and have remained consistently below employment
rates among White and Hispanic males. Hispanic males have maintained the highest
employment rates, remaining at or above 75% in the 20 years prior to 2009 (Census data,
Weigensberg, et al., 2011). Employment rates among women have, on the whole been
lower (fluctuating around 50-55%), but exhibit smaller imbalances aong race lines.
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Figure 2.1. Chicago employment patter ns by age and race
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Source: US Census data, Weighted ACS, (1980, 1990, 2000, 2005-2009); (Weigensberg, et al., 2011).

In other words, in the region, ethno-cultural minorities, in particular African-
Americans are underemployed; they face greater barriers in acquiring quality basic
education, are incarcerated at higher rates, and achieve lower educational attainment than
their non-African-American neighbours. In addition, many low-skilled African-
Americans find themselves living in geographically concentrated areas of the Tri-State
Region that are underserved with respect to basic public educational, housing, transit and
health services. Asaresult, key parts of the region’stalent pool are being wasted.

Skills are generally understood to be a combination of formal training and the
experience required to perform a job effectively. Referring to the tacit knowledge
transferred between individuals or through training mechanisms administered inside
firms, the experience component of skills is difficult to measure. As a result, skills
mismatch analyses often concentrate on years of formal education and thus refer, in fact,
to an education gap, understood as the extent to which demand for certain type of
educated workers exceeds the supply of those workers in a particular labour market
(Rothwell and Berube, 2011).2

As expected, the US metro-areas with larger “education gaps’ — shortages of educated
workers relative to employer demand — tend to display higher unemployment rates than
other metro-areas. The years of education demanded by the average US job grew slowly
but steadily from 2005 to 2009 and slightly surpassed growth in educated labour supply
during the recession (Rothwell and Berube, 2011). In 2009, Chicago ranked 29" among
the 100 largest metropolitan regions in the United States with an educational gap of 0.99.
In other words, the typical worker in the Tri-State Region has enough formal education to
do the average job in the region. This suggests that the region has, on average, a better
labour market balance in terms of supply of skills than other important Metro-Regions
such as Los Angeles, New Y ork, Houston, Detroit, or Miami (Figure 2.2).
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Figure 2.2. Unemployment and education gap, 2009
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Note: The education gap is defined as the extent to which demand for educated workers outstrips the supply
of those workersin a given regional labour market. This education gap is calculated as the years of education
required to do the average job in a metropolitan area divided by the average working-age person in that
metropolitan area. Vaues of the education gap above one signal an insufficient supply of educated workersin
the regional labour market relative to demand. Values below one indicate that the average typical worker has
enough formal education to do the average job (Rothwell and Berube, 2011:3).

Source: OECD calculations using data from Rothwell J. and A. Berube (2011) “Education, Demand, and
Unemployment in Metropolitan America’, Brookings Institution, Washington, DC in combination with
information from the OECD Metropolitan Regions Database.

However, despite the apparent balance between skills supply and demand for the
average job available in the Tri-State Region, such figures mask, to some degree, the
reaities of the local labour market. The labour market in the Tri-State Region is
characterised by a large number of people who have not completed high school and
individuals who have had limited access to quality education, who co-exist with a pool of
highly skilled, highly educated workers.

2.2 Thetraining system: multiple programmes and playerswith little policy
co-ordination

The workforce development infrastructure in the Tri-State Region is characterised by
a wide variety of public and private programmes geared towards preparing youth and
adults to enter the workforce or to upgrade their skills. These programmes tend to focus
on the provision of the following services. adult or youth education, job readiness and/or
job placement, supportive services, vocational training and career-related information.
Service recipients vary greatly depending on the programme, and whilst federal policy or
state law often establishes participation criteria, there remains flexibility at the local area
regarding precise criteria.*
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A multiplicity of programmes

Federa impact on workforce development is primarily channelled through
programmes administered under the Workforce Investment Act (WIA). The WIA, passed
in 1998, has decentralised the administration of training programmes (beyond existing
decentralisation of its predecessor, the JTPA) so that, following the establishment of
broad programme parameters by the Employment and Training Administration (ETA) of
the United States Department of Labor (USDOL), the strategy and provision of local
services is left to state and local agencies. The WIA programmes target three population
groups. disadvantaged adults, dislocated workers and youth offering job search
assistance, occupationa training, and educational opportunities. These three programmes
have performance goals of job attainment, job retention, earnings and educationa
attainment for youth.

WIA programme funds flow from the federa government through the states to the
local Workforce Investment Boards (WIBs) that administer the programmes in their
jurisdictions and contract with local organisations to provide services. The 21-county
region is served by thirteen WIBs who typically contract with local community colleges,
local secondary school districts and private companies to provide training. Additionally,
states can enter into contracts with institutions of higher education, such as community
colleges, or other eligible training providers to facilitate the training of a group of
individuals in high-demand occupations.

The workforce development programming “ecosystem” in the 21-county region is as
complex as it is fragmented (Figure 2.3). This creates great chalenges for policymakers
and those delivering services as well for those who are the intended beneficiaries of the
workforce system.”> While WIA services are structured around the “one-stop” delivery
model, not all programmes are delivered in this manner. For example, a recent inventory
of workforce development programmes tallied 83 separate programmes for residents of
the City of Chicago alone® Of these, the City of Chicago administers 39 — through a
combination of 13 city agencies working with counterparts at both state and, in some
cases, federal level.” A further 41 programmes in Chicago are administered by the state of
Illinois — primarily through the state Department of Employment Security and the
Department of Human Services (though 8 other state departments are also involved).? The
remaining three programmes are administered by the USDOL, either directly by federal
employees or through contractors.

On top of this complexity in federal, state and local government funded programmes,
many distinct private initiatives do not rely on government funds. Many non-profits,
relying on foundation funding or direct fundraising add a further element of
fragmentation to the workforce development ecosystem. A 2007 study revealed that in
southeast Wisconsin alone there are a total of 85 public and non-profit entities providing
workforce development and training services (Helen Bader Foundation). In Illinois, the
agencies engaged in workforce development (other than education) are the Department of
Commerce and Economic Opportunity (Workforce Investment Act and other state-funded
job training initiatives), the Department of Employment Security (labour market
exchange) and the Department of Human Resources (welfare-related programming). In
Wisconsin and Indiana, the lead agencies are each state’s Department of Workforce
Development. Indiana provides welfare-related services through the Family and Social
Services Administration. Wisconsin provides welfare-related services through the
Department of Children and Families.
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Local contracting, of both private NGOs and companies, can be a necessary part of
ensuring that policies are tailored to local needs and access. However, in the absence of
clearly defined and delineated roles and responsibilities, the plethora of subcontractors
engaged under Federal and Chicago City funding risks further complicating the system
and the sheer number of “doors-to-go-to” risks undermining the success of any one
initiative. A recent attempt to incorporate local actors into a system-wide programme in
which responsibilities are clearly demarcated is currently being rolled out in the UK.

Box 2.1. UK prime contractor model: a unified view utilisng local knowledge

Support in a single programme: ‘The Work Programme’, the recently launched initiative
by the UK coalition government, is an attempt to bring together a range of employment support
services previously provided to unemployed people under several different contracted
employment programmes. The policy represents an attempt to develop a single nationwide
programme that allows for a locally tailored approach that will enable workforce development to
remain flexible to local conditions. It is hoped that by bringing support together into one
programme the policy will reduce the confusion stemming from a host of programmes whilst
saving money on transaction costs by having a single tendering process.

Local Flexibility: The Work Programme has divided the UK in to 18 ‘package areas’. In
each area there are at least two prime providers contracted to deliver services across the locality.
Each prime contractor will work with local organisations of al sizes from the public, private and
voluntary sectors. By working with local partners, the work programme hopes that prime
contractors will be responsive to local circumstances and ensure flexibility and the ability to
integrate with local services. To ensure that the level of community involvement is
commensurate with the needs of the work programmes customers, details of the delivery
partners and subcontractors with whom prime contractors intend to work have been a critical
element in the assessment of their initial contract bid.

Local costs and competition: The cost of delivering the programme is likely to differ
between locations due to differencesin local employment conditions, cost of access, distances to
travel. The locality specific bidding will enable providers to factor local markets. Furthermore,
by providing multiple contracts within a locality ‘The Work Programme’ aims to avoid local
monopolies. By shifting market share to providers that perform best the hope is that, not only
will ongoing competition between providers drive up performance and keep costs down but,
over time, alarger proportion of individuals will be served by the most effective providers.

Local Knowledge: In the belief that local level providers have more information than the
government regarding what is likely to work in their area and given their local clients, the UK
Government has adopted a black box approach. That is, they do not specify what providers
should deliver; instead they set minimum performance levels and pay contractors according to
their results.

The majority of financial support for these workforce development programmes
comes from federal and state governments (though some are supported by large public-
private-partnerships), and they are currently facing severe budget constraints as fiscal
consolidation imperatives force federa funding cuts, while state and local governments
do not have the means to make up the difference.’ The USDOL provides about a third of
the federal funds for worker training, while the federal Department of Education funds
the rest — primarily through educational reimbursement to individuals.’® Over the past
decade, federa funding from USDOL has been reduced year after year, and the current
federal and state fiscal situation ensures that funding will, almost certainly, be reduced
even further.™*
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2. MATCHING SKILLS TO JOBS IN THE TRI-STATE REGION - 119

With public expenditure on labour market programmes at just 1.17% of GDP in
2009-10, the US ranks among the lowest spending in this area of OECD countries
(Figure 2.4). In addition the US spends significantly less on employment incentives, start-
up incentives and direct job creation than the OECD average, spending only 0.16% of
GDP — just over one quarter of the OECD average — on Active Labour Market
Programmes (ALMPs) (OECD Employment Outlook, 2011). Whilst this does not take
into account private investments in workforce development, it can mean that small,
publicly funded, labour market programmes are hard to scale up in response to labour
market shocks. Indeed, where the OECD (unweighted) average of public expenditure on
ALMPs increased from 0.5% to 0.62% in response to the crisis (between 2008 and 2009),
the US response was to increase spending on ALMPs from 0.13% of GDP in 2007-08 to
0.18% in 2008-09."

Figure 2.4. Expenditure on active labour-mar ket policies

Public expenditure on active labour market Disaggregation of expenditure on active labour market
programmes (% GDP, 2009) programmes (2009)
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A large part of funding for primary and secondary education comes from local
property taxes imposed by local school districts subject to state law and local referenda.
Local property taxes also provide much of the non-tuition funding for community
colleges in Illinois and technical colleges in Wisconsin. lvy Tech, the largest state-wide
community college system in the US, receives support from the State of Indiana
However, state support varies across the Tri-State Region (see Figure 2.5). Furthermore,
the absence of strong state support leads to substantial inequalities in educational funding
across the Tri-State Region. The other major funding source for public education is
tuition fees (see Figure 2.4 above), in privately funded institutions student contributions
make up an even larger proportion of funds (see Figure2.5 below). Tight budget
constraints and varying levels of provision is likely to have an impact on the quality of
services and reduce the access by low- and middle-income students as higher tuition fees
put higher education out of their reach.

Figure 2.5. Funding breakdown of publicly funded US colleges and universities, 2010
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* Operating, non-operating and appropriations

Source: OECD calculations based upon data from Centre for Policy Analysis, American Council for
Education.

In a crisis environment, workforce support systems to provide training and job-search
assistance are essential. At the same time, budget cutbacks risk reducing the number of
people who can recelve such assistance. During the first quarter of 2010 only
215000 individuals nationwide received training from USDOL funding®® while
440 000 people were unemployed workers in the Tri-State Region alone. Not all
unemployed workers will require re-training, but as time passes the unemployed will
increasingly need to retool as their skills atrophy while the economy restructures. In the
context of tight budgetary realities and this substantial demand for training, it is of
upmost importance that workers are flexible enough to take advantage of new
opportunities as the economy picks up. In practice this will mean that workers have sound
basic and transferable skills to build upon and that a dialogue with business enables
training to respond quickly to business requirements as they emerge.
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Figure 2.6. Funding breakdown of private US colleges and univer sities, billion, 2010
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Source: OECD calculations based upon data from the Centre for Policy Analysis, American Council for
Education.

A multiplicity of actors are involved in a comprehensive skills policy framework
(Table2.1), horizontally — government, academic institutions, and social partners
(including industry and community groups) — and vertically — throughout the levels of
government, and the various stages of education. Over the fifty years since the USDOL
began financing public training programmes in the US, the evolution of delivery has
endowed local workforce investment areas with increasing autonomy over the design of
the workforce strategy and the delivery of services. Asaresult regional players are taking
on an increasingly determinant role in achieving workforce development outcomes in the
regions they serve.
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Table2.1. Actorsinvolved in skills policies

Government Social Partners Individuals Other
Training and Education Ministry Employer Students Schools
Education (schools) Organisations Apprentices Mentors ~ Universities
Labour Ministry (VET)  Trade Unions Providers
Science, Technology ~ Firms
and Innovation
Ministry (HE)
Municipalities
Local government
Information Exchange  Education Ministry Sector Skills Councils ~ Mentors Career guidance
Labour Ministry Employer services
Organisations
Trade Unions
Firms
Support Services Social Policy Ministry Communities
Family Ministry NGOs
Labour Ministry Career guidance

services

Source: OECD (2011), Towards an OECD Skills Strategy.

The decentralisation of workforce development programme delivery in the United
States is as positive as it is crucia to achieving policy outcomes effectively. In many
OECD countries policy implementation is highly centralised, with decision-making in the
fields of employment and skills often managed by the central government. This means
that local partnerships and loca strategies can be largely meaningless, if participants are
not able to influence the implementation of mainstream programmes and policies. In a
study of 11 OECD countries, Froy and Giguere (2010) found that policy flexibility is the
most important factor influencing local policy integration. However, the achievement of
local flexibility does not necessarily imply political decentralisation —indeed flexibility at
the local agency level is sometimes higher in centralised systems — but governments
allow sufficient latitude when allocating responsibility for designing policies and
programmes, managing budgets, setting performance targets, deciding on eligibility, and
outsourcing services. Greater flexibility requires that local actors take more
responsibility, which may imply a need for capacity-building and the creation of new
mechanisms of accountability. Such decentralisation provides an opportunity for
strengthened partnerships at the local level to enable the provision of skills at the local
level; however, it aso risks a degree of complication regarding the number of actors
involved in service ddivery.

The 21-county region is served by 13 workforce investment boards. eight of the nine
workforce investment boards in Illinois, three in southeast Wisconsin, and one workforce
investment board in Indiana. The nine boards in Illinois and their administrative staff
work together through a consortium, the Workforce Boards of Metropolitan Chicago.
Southeast Wisconsin workforce boards have not established a comparable consortium,
but they have successfully collaborated in receiving a Workforce Innovation and
Regional Economic Development (WIRED) grant through the US Employment and
Training Administration. The State of Indiana has been aggressive in aligning loca
workforce areas with regional economic development areas.

Recent action by the US Congress allows state governors using money from the
Workforce Investment Act to set aside a maximum of 5% (previously 15%) of alocated
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funding for discretionary purposes and state administrative expenses. The state may use
these funds to target incentives towards system innovation and inter-workforce area co-
operation as well as target some added resources to areas of acute need. The states also
work closely with local workforce agencies in addressing large plant closings and in
securing additional funds through national emergency grants to address employment
dislocations created by economic and natural disaster emergencies.

Local WIBs are to some extent held accountable through performance measures
developed by the USDOL. Indeed local and state workforce agencies are monitored by
USDOL through audits of selected programmes. For each programme year, the state
negotiates goals for each WIB on such key measures as entered employment rate,
retention rate and earnings level. Each state sets these goals for their WIBs after
negotiating their own goals with the USDOL. The procedure is to set goals that reflect the
prevalent labour market conditions and the qualifications of those looking for work, as
well as to factor in a margin of continuous improvement for the system.** While not a
direct evaluation of the impact of the programmes they administer, the measures do
provide a benchmark of performance. For instance, in 2009, the Chicago WIB met or
exceeded the six goals for both its adult programmes with almost 73% of their people
exiting their programmes finding a job, and over 73% retaining that job. The Dislocated
Worker program was also successful in achieving outcomes within the target range of the
goals.

Other actors engaged in the workforce development programmes include the delivery
agents of a host of programmes; their funders and administrators in numerous agencies
from various levels of government and finally post-secondary educational institutions —
either through direct enrolment in the colleges and universities, or through providing the
training services to those enrolled in workforce programmes. The multitude of actors
involved in workforce training and development is driven, in the first place, by the large
number of workforce development programmes and concomitantly large number of
actors involved in their administration. The fact that the functional region crosses state
lines further increases the complexity of the system, as it necessitates the involvement of
numerous additional actors.

Limited policy co-ordination; limited region-wide performance indicators

Straddling state boundaries, the Tri-State Region operates in the context of a large
number of governmental jurisdictions, many of which pursue distinct, often unco-
ordinated economic development initiatives to promote growth. Whilst the success of
workforce programmes hinges heavily on co-ordination within the functiona region,
states typically pursue their own workforce (and economic) development strategies, and
there is little co-operation to co-ordinate these efforts (see Chapter 6 on Governance).
Indeed, the environment to attract economic development projects is highly competitive
between the three states making up the Metropolitan Region.™ Even within single states,
the workforce and economic development systems do not match up seamlessly. In the
Milwaukie area, for example, the misalignment of jurisdictions across related functions —
such as planning, economic development, workforce development, and higher education
— have further hindered the development of a cohesive economic and workforce
development strategy.

An important question facing the Tri-State Region is how to connect these players
and programmes and create a co-ordinated policy landscape. Improved coherence will be
vital if organisations are to communicate and collaborate in order to make their work
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more effective and to render the regional labour market more responsive to the needs of
business and workers. Although individual local workforce agencies, such as the Chicago
Workforce Investment Council, have promoted greater co-ordination in communication
and policies among stakeholders, these efforts do not extend to the functiona labour
market of the Tri-State Region. CWICstats, likewise, is intended to co-ordinate
fragmented data across various agencies for assessing performance and for conducting
research and evaluation, but it, too, by virtue of its local sponsorship, is limited in scope
to a portion of the Tri-State Region. The current lack of co-ordination inhibits the
efficiency with which scarce regional resources can tackle the large and growing skills
mismatch.

In addition to a lack of policy co-ordination across state lines, data and performance
indicators providing a true region-wide snapshot of workforce development issues and the
impact of programming on addressing them are virtually non-existent (see Chapter 6). To
the extent that policy design and implementation are best based on accurate and reliable
data and performance metrics that address the functionality of the region, the key public
and private stakeholders across the Tri-State Region — indeed in the 21-county area —
should focus on thisissue as atop priority (see Chapter 6).

2.3. Theresult: a mismatch between skills supply and demand

The sheer number of players involved in skill development in the Chicago region
makes for a fragmented approach in which co-ordination and communication among
educational establishments including secondary school systems, community colleges,
technical schools, and public and private universitiesis highly limited and institutions and
programmes often operate independently of one other, despite sharing similar goals.
Lacking a co-ordinated counterpart on the supply side, those that demand skills — both
potential employees and employers— are unable to gain what they need from the system.
This may be one factor behind the significant dropout rates that characterise the higher
and tertiary educational establishments. Some steps have been taken in parts of the 21-
county region. The Greater Milwaukee Committee has launched the “Milwaukee Taent
Dividend.” These efforts include business, higher and secondary education, economic and
workforce development agencies as well as chambers of commerce and not-for-profit
organisations. They will collaborate on talent development initiatives designed to address
the known skills gaps in the region and that will close the gap between supply-side talent
and demand-side requirements.

Poor quality of mid-level skills

Community colleges (technical colleges in Wisconsin) provide two-year higher and
lower-level tertiary education courses, following which some graduating students transfer
to four-year universities for two to three years to complete a bachelor's degree. The
Illinois portion of the 21-county region is served by 13 independent suburban community
colleges and a system of seven community colleges in the City of Chicago under the City
Colleges of Chicago. Similar services are provided by a combination of four technical
college didtricts in Wisconsin and the Ivy Tech system (with several campuses) in
Indiana. The colleges in each of the states also offer a large number of non-degree
certificate programmes that are not taken into consideration in traditional metrics. Illinois
also operates its adult education programme through its community colleges, enabling
adults to earn their high school equivalency degree. The Wisconsin technical colleges
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administer the state's apprenticeship programmes, which were first established in
Wisconsinin 1911.

Outcomes for students in Career and Technical Educational (CTE) institutions appear
to be dightly more encouraging than outcomes in the Chicago public school system as a
whole: across the district CTE course-takers have a slightly higher 4-year graduation rate
and lower drop-out rate compared to al Chicago Public Schools (CPS) students
(Unpublished analysis of Chicago Public Schools Data on Career and Technical
Education, Chapin Hall, 2012). Of the 100 000 high school students served by the CPS,
about 20% participate in CTE programmes, which provide them with industry-focused
technical instruction and work-readiness preparation. The district currently offers 300+
vocational programmes spread across 70 city schools. Clear and smple qudifications
frameworks help employers understand the value and level of a qualification and
facilitate the match between employers and potential employees. Conversely a multitude
of qualifications and titles complicate the hiring process for employers and have little
value for the individual in the labour market. In such cases the plethora of vocationa
gualifications means little to employers because the value of those qualifications is not
transparent (OECD, 2008).

To address the fragmentation of Chicago’s CTE programmes, and the concomitant
lack of efficiency, arecently announced overhaul will consolidate vocational programmes
into 80 higher quality programmes in 35 schools with better trained staff, more focused
curricula and more opportunities to earn vocational credentialsin addition to a diploma. It
is hoped that these changes will prepare graduates to enter those “middlie-skill” careers
that are currently facing labour shortages. Only 25% of Milwaukee-area high school
students enrol in CTE course offerings. While enrolment is depressed principally because
of the elective status of CTE courses in the standardised state curriculum, participation
has been linked to an increased likelihood of completion, with CTE participants in
Milwaukee public schools reporting an 85% graduation rate as compared to 67% district-
wide in 2009.

In Illinois, recent efforts at greater co-ordination across educational institutions and
between levels of educational institutions may not be leading to a greater streamlining of
curriculum offerings that is so badly needed in the region. These efforts are focused
horizontally on the Illinois Community College Board (ICCB) and vertically on the P-20
Council, made up representatives from business, teachers, unions, faculty, school boards,
parents groups, private colleges and universities, community colleges, private
foundations and state education and workforce agenciesin Illinois. The ICCB, established
in 1965, is a system of locally initiated and administered comprehensive community
colleges. It covers the entire state with 48 colleges, and one multi-community college
centre in each of 39 community college districts. The ICCB has the potential to reduce
duplication of course offerings among community colleges in Chicago; to fill gaps in
instruction and certification programmes, to offer a standard curriculum for various
certification programmes; and to work closely with four-year public universities to
provide a seamless transfer of credits. Thereislittle evidence, however, that the ICCB has
taken on this potential role.® Vertical co-ordination efforts within the state are focused on
the P-20 Council, established in 2008 to improve the alignment of education systems,
from preschool through graduate schools, to ensure that individuals are not |eft behind by
the education system."” Equally, little evidence exists to suggest that so far this alignment
is producing results. That said the P-20 council was only established in 2008. In
Wisconsin, the degree of industry advocacy in vocational/technica education is
significant as each programme area is monitored by an industry advisory board, which
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reports on industry skills needs and makes recommendations on curricula. This model has
been in place at both the state and local levels since 1961.

Skill demand not being met

Currently, only 36% of residents age 25 to 64 in the Metro Chicago Tri-State region
hold at least a bachelor's degree (Source: 2006-2010 American Community Survey,
5-Year Estimates, US Census) while arecent study conducted by Georgetown University
anticipates that 64% of jobs in Illinois will require a post-secondary degree by 2018
(Figure 2.7). Indeed, growing at 14%, 10% and 7% in lllinois, Wisconsin and Indiana
respectively, those jobs requiring a graduate degree are expected to grow the fastest in
percentage terms over the coming years (Carnevale and Smith, 2011). According to the
Wisconsin Department of Workforce Development, 29% of all southeastern Wisconsin
residents hold a college degree, whereas 31.5% of al jobsin Wisconsin will require some
post-secondary education in 2018.

Figure 2.7. Per centage change in educational demand, 2008-18
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Source: OECD, based upon data from Carnevale and Smith (2011).

However, the small increase in low and medium skilled jobs in percentage terms does
not indicate that there will be no jobs demanding such skills in the future. Indeed, jobs
which do not require a post secondary degree will account for 26%, 27% and 16% of new
jobsin Illinois, Wisconsin, and Indiana, respectively (Figure 2.8). If employees currently
in low skilled jobs up-skill and undertake on-the-job training to pursue meaningful career
pathways there will still be labour demand at the lower end of the skill spectrum.
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Figure 2.8. Educational demand by new jobs created, 2008-18
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In the absence of placement rates, an indication of the mismatch between business
needs and college output is provided by a recent summit on the healthcare industry,
commissioned by the Workforce Boards of Metropolitan Chicago (WBMC),*® which
identified 32 occupations experiencing skill shortages (Box 2.2). Furthermore, the results
of a survey administered among clinics/medical groups, long-term care facilities and
acute-care hospitals found that more than 90% of the long-term care facilities and acute-
care hospitals cited a “small labour pool” as a major obstacle to recruitment. Similarly, a
manufacturing summit two years later found that, despite the declining trend in
manufacturing jobs in the region, firms complained of a shortage of skilled workers.™
Clearly, there are mismatches between the skills that employers need and the focus of
education and training programmes. Ironically, this is particularly true in fast-growing
industries, because education and workforce development programmes do not adapt
quickly enough to changing business needs (CMAP, 2010).

Convening the key stakeholders and comparing business demands with workforce
providers' supply, the WBMC has made a useful start towards highlighting the need for a
link between skill supply and demand. Yet WBMC summits, whilst useful, lack the
necessary scope and continuity for regional policy going forward. The Tri-State Region
will require co-ordination across a host of critical industry clusters. Rather than one-time
studies which provide a static picture of skill shortages and will periodicaly require
updating, it is important to set up channels through which training ingtitutions and
industry can continue a constant dia ogue regarding the needs, techniques and equipment
necessary for targeted skill upgrading. True region-wide co-operation is crucid:
currently, CPS, the Chicago City Colleges, CWIC and the state of lIllinois all have
business advisory panels that assist public agencies in developing relevant programming
and curricula. Rather than duplicating these efforts, true co-ordination between these
actors would make much sense.
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Box 2.2. Healthcare worker shortages

As the population ages and people live longer, the demand for healthcare steadily increases.
The US Census projects that between 2000 and 2030, the number of people between the ages of
65 and 84 will more than double, while the population of 20-44 year olds will increase by only
10%. Currently, the Chicago region experiences critical shortages for registered nurses, licensed
practical nurses, technicians and technologists, therapists, medical record clerks, and certified
nursing assistants. At the same time many other healthcare jobs are low-paying low-skill jobs
(this is particularly true in assisted living facilities, nursing homes, and some private practices)
and employees working in these positions are often keen to seek training to qualify for the more
skilled positions in which the region’s experience shortages. This career ladder approach to up-
skilling workers with initially little experience or skills can be positive both from the perspective
of the employee — who gains access to a more meaningful career — and the employer — who
benefits from reduced staff turnover and enhanced employee incentives. However, it requires a
pool of entry level workers with the appropriate basic skills that can fill the positions vacated by
those moving to higher paid positions.

Source : lllinois Critical Skills Shortage Initiative.

Matching supply and demand — initial efforts

In the context of rapidly changing labour market demand and imprecise occupational
projections, upgrading training alone is not sufficient to ensure that workers' skills are
well suited to job requirements. The key is ensuring that the content of the training
accurately reflects business needs across the region at al levels of business activity
(Figure 2.9). In Wisconsin, co-ordination of economic and workforce development is
accomplished through the Milwaukee 7 regional economic partnership. The Wisconsin
governor’'s Council on Workforce Investment also has actively solicited input from
industry leaders, economic developers and other stakeholders in order to better aign
workforce development efforts around industry growth sectors. A cluster-based strategy
has identified four core clusters. advanced manufacturing, healthcare, data
centreg/distribution, and food processing. The workforce development boards are
mandated to promote high-skill, high-wage positions in these clusters. In lllinois, the
Northern Illinois Workforce Coalition comprised of fourteen suburban community
colleges, the City Colleges of Chicago and nine local workforce boards, was organised to
work collaboratively to significantly increase the number of post-secondary degrees and
certificates awarded over the decade. The goals are: i) to graduate more than 85 thousand
students by 2020, a proportionate share of President Obama’ s goal of 5 million additional
graduates by 2020; and, ii) to close the skills gap in the regiona workforce, including the
gap between the skills that will be needed by the area’ s emerging economy and those of
its current workforce.

The City of Chicago has called for improvements in the alignment between the city’s
workforce development programme and business hiring needs.® It hopes to facilitate
partnerships to address skill gaps and to overhaul the system of administering Workforce
Investment Act funding to ensure that it is maximally leveraged to address these gaps.
The Chicago Workforce Investment Council (CWIC) will be charged with tailoring
workforce programmes to the needs of Chicago’s businesses, whilst at the same time
preparing city residents for higher-skilled, high-demand jobs® Although this plan
includes only the City, its dominance of the region will hopefully encourage other
communitiesto follow its lead.

OECD TERRITORIAL REVIEWS: THE CHICAGO TRI-STATE METROPOLITAN AREA, UNITED STATES © OECD 2012



2. MATCHING SKILLS TO JOBS IN THE TRI-STATE REGION — 129

Figure 2.9. M atching skill supply with demand

Information

Skills demands signalling HR Sl Skills supply
practices

Match of
Mis-

. Lower production
worker skills Thatch

: matc and job satisfaction
and job tasks

Higher production
and job satisfaction

Source: OECD (2011), Towards an OECD Skills Strategy.

In order to ensure that residents are equipped with the necessary pre-requisites to
benefit from business training, CWIC has proposed a strategy targeting two groups. The
first “Complete the Degree Chicago” (the official name of the “Back to College”
initiative spearheaded by the CWIC) will help individuals, who have earned some college
credit to return to college to complete their degree, and the second, “Literacy to Work”
will promote literacy and workforce training among the 23% of Chicago residents who
dropped out of high school prematurely. Some features that could make the return to
learning easier for adults include: i) a modular structure allowing learners to take only the
parts of a course they need to re-qualify; ii) high-quality recognition of non formal and
informal learning (RNFIL) systems to provide learning credits for transferable skills; and
iii) part-time learning opportunities for those wanting to continue working. In addition,
Mayor Rahm Emanuel announced in mid-December a new City Colleges of Chicago
initiative, “College to Careers’, that will be a partnership between City Colleges,
corporations and other organisational partners to “drive the creation of jobs in growing
fields and help increase the competitiveness of Chicago’'s companies’ (Mayor Rahm
Emanuel, 12 December 2011, Official Press Release). The initial focus will be on the
health care and transportation and logistics clusters. The partnerships will concentrate on
curriculum design and creation of certificate programmes, curriculum delivery, and
access to internships, interviews and facilities.

Literacy is, indisputably, an indispensible pre-requisite before the fine-tuning of
business-relevant occupation-specific skills becomes appropriate. Alone, however, it
remains insufficient. Broad consensus within the academic and policy making community
focusing on workforce development has now emerged on the generic competencies that
must be developed alongside occupation-specific skills in order to underpin employment
preparation for young people. Key skill-sets include: basic or foundation skills, such as
literacy and numeracy; higher-level cognitive skills, such as problem-solving and analytic
reasoning; interpersonal skills, including communication skills; working in teams and
ability to negotiate; ability to use technology, particularly ICTs; and learning skills,
essentially knowing how to learn (OECD, 2011). These complementary non-cognitive
skills should also be further emphasised in the CWIC strategy, which currently provides
contextualised learning and bridging through the above-mentioned programmes.
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In the Tri-State Region, lack of access to quality basic education is undermining the
ability of the home-grown low- and medium-skilled workforce to benefit fully from
current investments in training and skill upgrading because they lack the basic cognitive
and behavioural tools required to fully profit from the more advanced training offered by
these services. In addition, the advanced training services offered often do not reflect the
skills needs of the private sector across the region: in other words, a skills-training
mismatch persists. Whilst private-sector involvement may address the skills mismatch — it
will only be forthcoming if its training investments efficiently trandate into skill
formation. This will require the public sector to provide sound and universal basic skills
to al in theregion.

2.4. A way forward: greater co-ordination and deeper private-public engagement

The co-existence of skill vacancies in the high- and medium-skilled sector with
unemployment among the low-skilled presents a serious challenge for labour force policy
in the region, and the two aspects of this disequilibrium will require quite different policy
responses. In addressing low-skilled unemployment, population groups with little
educational achievement due to high dropout rates with poor access, as well as recently
arriving immigrants who enter with low skills, require a second chance at education;
workers displaced by restructuring will require re-training, and both those students with
basic skillsin place and incumbent workers need the encouragement to pursue high levels
of technical training to meet employers demands for higher skills.

Addressing these difficulties will require: co-ordination, co-operation and creativity.
Co-ordination around coherent goals, and supported by harmonised and transparent
indicators of progress; co-operation, to foster a dynamic relationship between academia,
government and industry - between the providers of skills training and those that demand
its output; and, finally, creativity, to achieve these goals in the context of tightened
budgets.

Co-ordination to define goals and indicators of success

The Tri-State Region's various partnerships, vertical — federal, state, and local
agencies — and horizontal — educational institutions, business, non-profits and the
workforce - represent a system that is complex by necessity. For any co-ordination to be
viable, the system requires, at a minimum, a common goal: a vision combined with
objective performance indicators, to ensure that stakeholders are united behind that vision
and that tangible progressis transparent.

“GO TO 2040, the comprehensive regional plan launched in October 2010 by the
Chicago Metropolitan Agency for Planning, makes a sound step towards establishing
such a goal . Recognising the bi-modal nature of the distribution of human capital in the
region the recommended actions of the plan are organised into two areas. The first relates
to the improvement of education and workforce development and the second to support
for economic innovation. However, policy proposals need to be developed further and
could benefit from a more concrete implementation plan.”®

Similarly, the Plan 2040 for northwest Indiana recommended the following strategies
to realise the region’ s economic objectives.

e Work with the region’s stakeholders, continue to seek state and federal funding
and create programmes to support job and economic growth
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e Work with regional partners and support implementation of regional development
priorities

e Enhance economic competitiveness through the co-ordination of business, labour
and education

e Support strategies for reinvestment, retention and attraction of jobs and businesses
for the Core Communities

e Support existing plans, projects and initiatives

e Promote co-ordination between education (universities), workforce development
and economic devel opment leaders

e Promote innovation in emerging technologies and industries
e Support new investments

e Support agri-business and foster planning for local food systems.

The Milwaukee 7 adopted a strategic framework on May 30, 2007 calling for greater
co-ordination along three dimensions: assets, export markets and opportunity zones.*
Among the principal opportunities identified was the development of an experienced
workforce to meet the region’s growing labour needs. The group has released a series of
annua reports including a performance scorecard that tracks a series of metrics related to
the framework’ s objectives.”

Whilst a single region-wide institutional arrangement to co-ordinate workforce
development activities throughout the region may be overly ambitious in the short-term®
(see Chapter 6), enhanced clarity, co-ordination and information flows will be an urgent
priority if the region is to capitalise and expand on its successes, and stem those projects
that are not achieving measurable results. The challenge of consolidation across the Tri-
State Region is that while the area functions as an integrated economic region, there are
many sub-regional labour markets that require highly targeted services. Combining
consolidation with a local flexibility — of design and delivery of specific services within
neighbourhoods and communities — will require not only commonly-defined policy
objectives, but a robust and transparent reporting regime, based upon common
performance indicators and data and transparent information.

As mentioned in the previous section, a performance monitoring system that
establishes measurable performance indicators, tracks progress, and enables monitoring
and publishing of results can not only improve outcomes by ensuring strategies can be
atered if they are not meeting policy objectives, but also give cohesion to a system united
by common goa (see Chapter 6). Such a system could build on CWICstats which has
already begun the work of integrating data and administrative systems for performance
monitoring and evaluation, albeit in Chicago. Establishing integrated data systems across
administrative, educational and industry results will be central to ensuring a continuous
flow of information, aflow that will be critical to meaningful co-ordination in the context
of the region’s complex system of governance, actors, and funding mechanisms.”
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Re-focus training programming and services to meet current business needs

The structural changes characterising the Chicago Metro-Region’s labour markets
ensure that a static approach to matching skill supply with industry demand cannot hope
to provide a long-term solution. An adaptable workforce, able to remain flexible to
market needs as they change will require, in the first place, the sound basic skills — both
cognitive and non-cognitive — that act as a necessary pre-requisite for the efficient use of
further training. However, it will aso require a flexible workforce development system of
technical and vocational education that remains responsive to the changing climate via an
ongoing dialogue with the private sector.

Yet these two aspects of labour force development are not mutualy exclusive.
Previous OECD work has found that the probability of receiving employer-sponsored
training is estimated to be on average 9% points smaller for workers with less than upper
secondary education than for individuals with a tertiary qualification (OECD, 2003a).
This disadvantageous relation may be due, in part, to the inefficient nature of internalising
further training when basic skills are lacking. The provision of basic skills and more
advanced technical training must be pursued in tandem. Whilst public provision must
remain at the heart of the former, the private sector must play an increasing role in
directing the latter.

Interaction between technical and vocational institutions and industry in, updating
training content, equipment and facilities, as well as providing career guidance and
introducing new programmes and cost effective delivery approaches, has become a key
feature of technical and vocational systems across the World (Box 2.3). Such
communication enables programme providers to learn what skills are in demand and to
train their students for jobs that change on a regular basis, while concurrently giving
employers an opportunity to provide input into the curriculum and a recruiting tool to
attract appropriately skilled workers. Labour-market outcomes, especialy for the first
transition from education to the workforce, have been found to be much better in
(vocational) education systems that collaborate with employers and include some element
of workplace training (OECD, 2010). Furthermore, employers are more likely to provide
education and training if they understand the system — a process facilitated by including
them, both as individual firms and through related associations, as the system is being
designed.

Development of a coherent and accessible database of programme participants —
tracking their progress and achievements through educational and workforce devel opment
programmes as well as their subsequent employment patterns and wage rates — can
provide an indirect channel for industry input, allowing future students to see what skills
are valued by the market, and what programmes are most likely to equip them with the
skills for job market success. The City of Chicago’s CWICStats programme is currently
collating statistics along these lines, going forward the region should look at expanding
this programme as well as strengthening dispersion of its results.

It isimportant to recognise that skill formation and skill demand are undergoing long-
term changes somewhat independently of one another. Population ageing affects skills
supply while globalisation and technological change drive the occupational structure of
employment (Handel, 2011). In order to be effective, the policy interventions that govern
their matching process must be sensitive to these trends and responsive to their changing
requirements.
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Box 2.3. International modelsto target training to business needs

The policy systems that govern private sector involvement in training vary widely from
country to country.

e The “dual system” of private engagement in technical training, adopted in Germany,
Austria and Switzerland, delegates responsibility for curriculum and assessment to a
coalition of labour representatives, businesses and educators, business associations
then manage the system by monitoring the quality of training provided by firms (Gill
& Dar, 2000). However, this dual system relies heavily on ability of business to see it
in their best interests to pay for the training of vocational graduates and, the need to
lower labour costs to keep with manufacturing intensive countries may undermine the
viability of atotal reliance on the private sector.

e A second model of private sector involvement relies on a strong network of
relationships between educators and employers. Manufacturing labour in Japan has
historically come from high schools with a strong network of relationships with hiring
managers in industry; in this manner high school staff are able to place their most
accomplished students preferentially. This system, however, relies on the ability of
high school staff to correctly analyse the skills of their graduates, and their fit with
industry needs. Furthermore communication remains unidirectional and does not
adequately alow for industry input into curriculums.

e A third model: “Human Resource Development” focuses on encouraging firm level
training through government policies. HRD strategies, pursued for example in South
Korea, Malaysia and Singapore involve the taxation firms with the resultant revenues
available for use within the firm to train workers within their own companies (Gill,
Fluitman, and Dar, 2000).

e The Swedish model of the ‘Triple Helix’ aims to create a dynamic relationship
between academia, industry and government. Whilst this tri-partite relation was
initially focused on fostering innovation and creativity amongst the high-skilled, its
insights (and those of its successor, the “quadruple helix” — which brings civil society
into the picture) provide a useful basis for thinking about communication, and
potential synergies in the provision of appropriate education and skills, accessible to
all.

Public support for universal basic education; private support for advanced
training

There is an important rationale for government involvement in providing skills to the
labour force and, public funds must continue to play a central role: in overcoming the
market failures associated with the externalities of education; in ensuring the availability
of information about the quality and benefits of education to enable individuals and
businesses to make informed investments of their own; and finaly, in ensuring equitable
access, by subsidising participation for disadvantaged groups or providing access to
credit. However, in the context of tightened budgets, the Tri-State Region must harness
market forces encouraging incentives for investments — both financial investments and
investments of effort — from those who demand labour market skills: potential employees
and potential employers.
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In general, small and medium-sized enterprises (SMEs) have a particularly difficult
time accessing education and skills development programmes. The reasons include:
i) lack of time, workload pressures, resources and cost; ii) complicated paperwork/red
tape; iii) lack of enterprise/managers skills, experience, data and support; iv) operational
culture does not include training; v) learning preferences differ from what is offered;
vi) different training needs; vii) lack of awareness; viii) market position (Martinez-
Fernandez, 2008). More recent analysisin selected OECD countries shows that one of the
most important obstacles for SMES to participate in skills and training activities is the
lack of customised training (Martinez-Fernandez and Sharpe, 2010). Firms indicate that
available training is often generic, and the more sophisticated management and technical
training they require is either not available or too expensive (Kubitz, 2011). Public
support for apprenticeship programmes in small firms can address this challenge
(Box 2.4). The UK Work Programme launched in June 2011, represents an innovative
attempt to bring together a range of private, public and voluntary sector providers to
match labour supply with employer demand (Box 2.5 and Figure 2.10). The aim is to
deliver a more coherent and flexible system heavily reliant on the use of output-based-
financing to aign provider incentives with long-term labour force goals.

Box 2.4. Examples of apprenticeship/mentoring services

The use of apprenticeships, in easing the transition of young people from education to the
labour market, at the same time as ensuring that their vocational training is highly focused on the
skills required by employers is now widespread in many OECD countries. In some, such as
Austria, Germany and Switzerland, apprenticeships represent the main vocational route to an
upper secondary qualification.

On-the-job training is usually combined with at least one day a week (lessin England and
Australia) of off-the-job training, providing core skills and underpinning knowledge in publicly-
administered vocational colleges. In France, however, off-the-job training centres are run by
employer organisations, in England and Australia, providers of such training can be private or
public, and in Ireland skill training is shared between employers and the technical colleges.

Career guidance provided by publicly funded careers offices and employer organisations is
necessary to inform potential applicants of the factors to be considered in making a choice of
occupation. Whilst Austria, Germany and Switzerland have a strong record of providing such
advice, both France and England suffer from indifference (at best) towards work-based training
in schools, this attitude is reflected in the paucity of advice.

Funding for on-the-job training provided by employersis often shouldered by the employer,
though off-the-job training funds - paid directly to vocational colleges — are often publicly
funded. Employers’ paperwork is kept to a minimum and, whilst on average employers in
Austria and Germany incur some net costs, government payments to employers are available in
all apprentice countries — except England — to encourage demand.

Employer demand varies with the burden of training that must be covered by the employed
but, in most cases, remains inadequate to cover demand for apprenticeships. And in Austria,
Germany and Switzerland in addition to a longer apprenticeship period (of 3 to 4 years), an
apprentice wage, calculated as a fraction of the wage for a skilled employee, enables employers
to recoup some of the training costs they incur. As a result, while in Austria, Germany and
Switzerland around a quarter of firms offer apprenticeships and this figure rises to 30% in
Australia, in England only 8% of employers offered apprenticeships in 2009.

Source: “ The State of Apprenticeship in 2010”, LSE Centre for Economic Performance, London.
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Box 2.5. The UK Work Programmefor the long-term unemployed

The Work Programme is an attempt to help 2.4 million of Britain’s long-term unemployed
people find work over the next seven years. Under this ambitious scheme, private and not-for-
profit providers will be paid for each jobseeker they get back into work. The aim of the scheme
is to tap into provider incentives in order to make the most efficient use of limited public funds
in atime of tight budgets.

Coherent? In contrast with previous UK welfare programmes, designed for specific groups,
the “Work Programme” aims at creating a single programme under which different groups —
including those at risk of long-term unemployment, younger and older unemployed people, those
with limited work capabilities and lone parents — will access the programme in different ways.

Long term? The scheme will be based on an output-based-financing model, with only 10%
of contract money paid up front (Figure 2.5). The aim is to engender long-term horizons among
service providers. Previous incentive mechanisms utilised under the Job Training Partnership
Act were criticised on the basis that the short-run measures used to monitor performance were
only weakly, and sometimes perversely, related to long-run impacts (Heckman, Heinrich and
Smith, 2002)

Flexible? It is hoped that payment-by-results will enable a black box approach, endowing
suppliers with flexibility regarding what kind of support they to give. Following the second year
of the contract, market share of each of each provider will be shifted each year by 5% from low-
performing to high-performing providers thereby rewarding success and allowing more
participants to access the services of successful providers.

Cream-skimming? Cream-skimming — whereby providers target their services towards the
lowest hanging fruit — is always a risk with output-based financing. The “Work Programme”
attempts to surmount this potential hazard by randomly assigning participants to a provider in
their area.”® However, concerns have emerged regarding the potential for cream-skimming on a
geographic basis: The government has set national performance expectations, and a national
payment structure that takes no account of local and regional variations in labour demand.
Whether contractors invest enough in the tough areas, where they know there will be fewer job
outcomes, remains to be seen.

Source: UK Department of Work and Pensions (2011).

Figure 2.10. Incentives for sustained work under the UK Work Programme

>

Payment

(GBP) 26 weeks 52 weeks

Job outcome payment

Sustainment payments
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T T T Time on programme

Start on Job start Start of additional
programme weeks in work

Source: Department for Work and Pensions (DWP) (2011), The Work Programme, Department for Work and
Pensions, www.dwp.gov.uk.
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Harnessing worker incentives will also be central in making the most efficient use of
limited funds. Career pathways programming provides a system of connected education
and training programmes and student support services aimed at enabling individuals to
secure a job or advance in an industry. By making explicit the routes and potentia
rewards associated with moves up the career ladder, the articulation of career pathways
can engender enhanced aspirations, ensuring, not only that workers are motivated to make
the most of their training, but also that they are able to choose the most appropriate path
to achieve these aspirations (Box 2.6).

Box 2.6. Examples of career guidance acrossthe OECD

The extent to which OECD member states use labour-market information to inform students,
parents, workers and firms about skills supply and demand issues, and to guide policy, varies
across the OECD. A review of career-guidance policies in OECD countries concludes that, at
present, services are available only to limited numbers of groups, at fixed pointsin life, and are
focused upon immediate decisions (OECD, 2004). Conversely, systematic career guidance from
competent personnel and informed by up-to-date labour-market information, possibly combined
with brief workplace experience, help reduce the incidence of dropout from post-compulsory
education and later mismatch.

Some OECD countries have launched initiatives, in collaboration with industry bodies, to
map job profiles more precisely across sectors and clusters, while encouraging those who
provide training to offer modular, flexible training that will alow individuals to increase their
mobility within and between sectors over their lifetimes (Froy and Giguere, 2010). This can help
support school-to-work transitions and foster lifelong learning. In some countries, brokerage
agencies support skills-policy development by linking information from external research
agencies to the administration (OECD/PSD, forthcoming).

Source: OECD (2011), "Towards an OECD Skills Strategy”.

The region needs to inject a greater degree of coherence into the various career
pathway initiatives operating in the Tri-State Region (Box 2.7). Currently, they are, on
the whole, independent ventures, each with its own organisation, board of directors, and
need for funding. Whilst they provide on-the-ground evidence that co-operation and co-
ordination can and do work to achieve commonly-defined workforce development
objectives, there is often little communication among the various organisations, and
information does not flow freely throughout their loosely knit networks. Their limited
scale, along with this lack of co-ordination, means that there remain many who do not
benefit from their success. A greater degree of co-ordination region-wide might be a
useful first step in addressing this challenge.

Box 2.7. Examples of career pathway initiativesin the Tri-State Region

The Workforce Boards of Metropolitan Chicago (WBMC) has begun attempts to identify
common competencies of workers within key sectors (for example the finance and insurance
sector), mapping career pathways to show how workers can potentially move across industries
within broad sectors.?® The University of Illinois has similarly developed career pathways for
several sectors of the regional economy, including advanced manufacturing. And, whilst limited
in scale the small geographical area around the University of Chicago which it covers is one of
the poorest areasin the city.
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Box 2.7. Examples of career pathway initiativesin the Tri-State Region (cont.)

Other initiatives include “The Career Pathways Initiative” which helps residents of the
poorer neighbourhoods around the University of Chicago find jobs at the University and its
medical centre training employees with the aim that they can be promoted one or two positions
above entry level. The Initiative is a partnership between the University, the City of Chicago’s
Department of Community Development, Worknet Chicago, Illinois Worknet, and the Cara
Program. Of the more than 500 candidates admitted to the programme, the Initiative has placed
280 in jobs with a 70% retention rate at the end of one year. Initiatives aimed at particular
industries include: Carreras en Salud at the Instituto del Progreso Latino which, operating with
seed money from the State’s Critical Skills Shortage Initiative, has served more than a thousand
participants with a cumulative completion rate of 94%. Its nursing programme has graduated 350
Licensed Practical Nurses (LPN) and Certified Nursing Assistant (CNA), with a graduation rate
of 95% and a placement rate of 100%; and the Jane Addams Resource Corporation (JARC)
which focuses on local manufacturing providing technical assistance to manufacturers and job
training to incumbent workers.

The Ingtitute of Health Science Careers Academy (IHSCA), opened in September 2010,
represents a further attempt at the promotion of career pathways in the healthcare. The IHSCA
currently serves 346 youths with places allocated by lottery. The IHSCA offers a college
preparatory and health sciences curriculum the dual aims of i) enabling students to succeed in
competitive colleges and universities, and ii) providing job readiness certifications for entry-
level positions with higher. In order to remain relevant to the demand for healthcare workers the
IHSCA reaches out to partners to participate in the curriculum development, to teach in the
school, to donate equipment and to provide mentoring, internship opportunities (paid or unpaid)
and job shadowing. Through the creation of partnerships that integrate industry needs with the
educational aspirations of urban youth, IHSCA hopes to widen access for youth to begin careers
as doctors, nurses, informatics professionals and bio-technicians. The IHSCA has recently
moved to new premises from where it hopes to serve 600 students, however, the initiative is
focused on Latino youth and remains limited in scale.

The Milwaukee Talent Dividend initiative is founded upon the belief that identifying and
directing students and parents to career pathways is paramount to building a strong regional
workforce. The Wisconsin Department of Workforce Development has recently instituted
several programmes which are designed to enhance youth apprenticeship opportunities and
career readiness training. Historically, The Youth Apprenticeship (YA) programmes were
designed to integrate in-school learning with work-based |earning at employer worksites for high
school juniors and seniorsin skilled trades, over two years, in preparation for hiring directly into
the workforce. Now students can enter into one OR two year YA programmes and use that
training to go to work, into the military, and/or into any type of certification, adult
apprenticeship, or technical/university college programme. Students still acquire entry-level,
career ready skills in employability and in technical occupations of their choice, but the choices
now range from auto mechanics, collision repair, manufacturing machining and hospitality to
engineering design, biotechnology, and IT. Key elements of the YA programme include: local
consortium management, skills developed with industry and educational partnership, skilled
mentors to train the students, related classroom instruction concurrent with work-based learning,
and performance-based assessment of the skills at the worksite by the employer. As of October
2010, amost 15000 YA students have graduated the programme working in 22 different
programmes with a majority continuing to work in Wisconsin in a field related to their YA
programme. Since 2006, the YA programme has updated, and expanded its occupational
offerings to 39 different career options aligned with current national occupational standards.
Wisconsin’'s YA programme was identified as an exemplar of employer engagement in the
February 2011 Harvard Graduate School of Education “Pathways to Prosperity” Project.

OECD TERRITORIAL REVIEWS: THE CHICAGO TRI-STATE METROPOLITAN AREA, UNITED STATES © OECD 2012



138 -2 MATCHING SKILLSTO JOBS IN THE TRI-STATE REGION

Incumbent worker training can enable a similar sense of career ownership and
progress for those who undertake their training on-the-job. It can aso provide a route
through which low skilled workers, who have demonstrated their reliability, can be
channelled towards plugging the skill gaps created by the shortage of workers with mid-
level skills. In combination with career pathways programming, the benefits of incumbent
worker training need not be confined to the static equity benefits of improved standards
of living for the worker, or the static efficiency benefits of providing qualified workers
for businesses.®

Private funding will need to remain as the cornerstone of incumbent training.
However, given the externalities associated with an increasingly efficient work force the
concomitant implications for business location decisions it is clear that, in some form, a
role for public funding remains. With the USD 1.6 million received by the Tri-State
Region under the Recovery Act stimulus programme over the two-year period ending
January 2010, the region was able to train 3 400 incumbent workers - 420 of whom were
in the healthcare sector with a further 2 000 in manufacturing. These workers came from
16 hedth care companies and 68 manufacturing firms, an average of 28 employers
trained per participating business.** However, as Recovery Act funding comes to an end,
the volume of funds for incumbent worker training, and training overal, will be cut in
half.

In the long run, in order to ensure the match of local skill supply with local skill
demand — and hence secure the region’ s resilience to external trends and shocks — the Tri-
State Region will need to train a labour force that is adaptable to the changing needs of
the market, and build skill-supply systems that are responsive to the changing needs of
business. Engendering this adaptability will require adua approach:

e First, by ensuring that basic educational establishments are of sufficient quality to
guarantee that the labour force — both skilled and unskilled — can leave school
with a high level of basic skills, both cognitive (literacy and numeracy) and non-
cognitive (the ability to analyse, problem-solve, communicate).

e Secondly, workforce adaptability will require an ongoing dialogue with the
private sector. Both priorities will require supply co-ordination; vertically — in
order to ensure that individuals are not left behind, falling through the cracks
between educationa progression and job market entry, and horizontally —in order
to ensure that the private sector is able to interact with the disparate training and
education service providers — both public and private — to ensure that their skills
needs are being met on an ongoing basis.

Most organisations across the Tri-State Region are in fact well versed in the various
practices and methods that can bring about success in meeting its workforce needs.
Indeed, in its world-class educational institutions, businesses, and non-profit sector, the
region has the resources to provide the necessary expertise, and it has launched many
innovative initiatives to promote collaboration and co-ordination. It is not a single,
region-wide institution that will be best suited to pursue these objectives, but a network of
partnerships, each focused on achieving practical, integrated policy objectives for its
specific cluster of customers.
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Create region-wide capacity to match skills supply with demand

Recent experience in Toronto might be instructive for key public and private actorsin
the Tri-State Region wishing to broaden and deepen ongoing dial ogue aimed at matching
skills supply and demand effectively. The Toronto Region Immigrant Employment
Council (TRIEC) was set up in 2003 by the private sector — the Metropolitan Toronto
Board of Trade (the equivalent of the Chicagoland Chamber of Commerce) — to address a
critical need in the metropolitan labour market: how to recognise the skills and credentials
of immigrants — who represent a significant and increasing proportion of the working-age
population in the Metropolitan Region - in a way that alows them to obtain long-term
employment in occupations for which they have been trained. The issue of credential
recognition is a key stumbling block in semi- and high-skilled workers' efforts to obtain
initial Canadian work experience. Having been trained outside Canada, employers are
either ignorant of the value of - or reluctant to recognise - credentials from abroad and
therefore tend not to hire immigrants in semi- or high-skilled occupations. Without
Canadian work experience, it becomes that much more difficult for an immigrant to enter
the Toronto labour forcein his or her chosen field.

TRIEC was established to link together employers, training institutions and service
providers, unions and community groups representing immigrants. The Board of Trade
established a “table” around which these key stakeholders discuss business needs and
skills availahility in targeted immigrant population groups across metropolitan Toronto.
The focus is on getting individual companies either to hire or, more critically, provide
apprenticeship and mentoring opportunities for immigrants in the occupational field for
which they have been trained abroad so that they gain their first — critical — Canadian
work experience (Box 2.8).

Box 2.8. Toronto Region Immigrant Employment Council, 2003

Toronto Region Immigrant Employment Council (TRIEC) has, since 2003, been bringing
together multiple stakeholders — employers, regulatory bodies, professional associations,
educators, labour, community groups, government and immigrants — to build understanding and
develop local and practical solutions to integrate Toronto’s immigrant community into the labour
force.

Objectives: TRIEC s work is focused on three objectives:
1. To increase access and availability of services and programmes that help skilled
immigrants effectively enter the local 1abour market

2. Towork with key stakeholders, particularly employers, to build their capacity to work
better with skilled immigrants

3.  To work with all levels of government to increase local co-ordination of public policy
and programming

Whilst TRIEC's goals are focused on integrating immigrants, their methods are widely
applicable to the broader objective of re-integrating those who have become isolated from the
labour market.
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Box 2.8. Toronto Region Immigrant Employment Council, 2003 (cont.)

Mutual Benefits: The forum for dialogue is beneficial to all stakeholders: Employers benefit
from improved recruitment channels, and access to new distribution; potential employees benefit
through building their professional connections and experience through mentoring; educational
institutions benefit from help with the development and distribution of learning tools and the
curriculum, and finally government benefits through increased support from the private sector
and independent interaction between those that supply and those that demand labour force skills.

Harnessing Networks: TRIEC relies heavily on the support of mentors within the business
community, this can include immigrants who have successfully integrated with the labour force
and former ‘mentees’ — graduates of TRIEC's mentorship programme. These mentoring schemes
fulfil the dual role of enhancing the networks of new immigrants, whilst at the same time
providing them with role models to focus their aspirations.

Data: Through the Workplace and Employee Survey (WES) — panel data covering 24 197
employees within 6 693 workplaces annually since 1999 — TRIEC is able to supplement its
qualitative ‘histories” of the successful trajectories of its participants with data matching detailed
employee characteristics with search methods and labour market outcomes. In this manner
TRIEC is able to provide tangible evidence of what works as well as identifying industries in
which employee skill levels are best (and worst) matched to the requirements of the position.

Theissue in the Tri-State Region is hot so much foreign credential recognition but the
dual challenge associated with ensuring that the supply of training services accurately
reflects current and projected business needs across the region and effectively matching
skills supply and demand in the region at all levels of business activity. Y et the principle
of a private-sector led initiative to establish a forum for this type of mapping exercise on
an ongoing basis, like the one in Toronto, could be adapted to meet the specific
challengesin the Tri-State Region.

That said it is not even necessary to look beyond the Tri-State Region to find
examples of this type of initiative that has worked successfully: the Jane Addams
Resource Corporation and the Carreras en Salud initiatives mentioned earlier can equally
serve as home-grown, neighbourhood-focused examples on which to build lasting, more
region-wide arrangements. With thisin mind, this Review suggests the following:

e The region's key stakeholders — from the chambers of commerce to the sector
business associations, the WIBs and the academic institutions focusing on
workforce development — should lead a joint effort to define a common, region-
wide strategic approach to workforce development that focuses on issues of
common, region-wide concern (see Chapter 6) by priority business cluster. Core
issues have already been identified in Goto2040 and other work; discussion could
centre around broadening and deepening the scope of the anaysis to cover the
Tri-State or 21-county region where this makes sense. The approach should seek
to address the skills needs in key future-oriented business clusters aswell asin the
region’s major legacy clusters. The approach should articulate a set of policy
outcomes for the region along with the strategies and plans aimed at achieving
them.

e Together, they should approach the state governments to work together to
increase region-wide planning in a way that ensures that education and training
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service providers are reflecting the actual needs of businesses across the region by
business cluster in the curricula they dispense.

e Key public and private stakeholders should seek resources (including from
foundations and the private sector) to set up arrangements that will sustain this
dialogue between business and training service providers aong with
ingtitutionalising region-wide skillsmapping capacity in established and
emerging business sectors of strategic importance to the region.

e This approach should aso focus on how best to ensure data and performance
indicator development to inform policy design and implementation on an on-
going basis. Stakeholders should therefore underline to the state and federal
governments, particularly USDOL, the crucia importance of region-wide
performance measurement data for effective strategic planning and
implementation, and argue that all due efforts be made to ensure that region-wide
data sets and performance indicators are collected and shared with all
stakeholders on an ongoing basis. As chapter 6 suggests, this function might best
be served by a university centre located in the Tri-State Region dedicated to this
task as well as to advising key regional public and private stakeholders regularly
on policy design and implementation in a manner that truly reflects the Tri-State
Region’ s workforce and economic development challenges.

This advice mirrors that contained at the end of the next chapter on Innovation (see
section 3.4). As isthe case for innovation policy, and as the final chapter on governance
points out, at issue in the Tri-State Metropolitan Region is not the what or even the why
of workforce development (or indeed of any of the policy issues covered in this Review),
it isthe how. Key public and private stakeholders across the 21 counties know what is to
be done to enhance workforce performance, and they know why it needs to be done.
What is needed is the will to engage key actors at the federal, state and metropolitan
levels to work together on common, region-wide workforce-development issues. As in
the past, in the Tri-State Region, it might be the private sector and non-governmental
actors that are best positioned to lead this effort and to convince public authorities to act
for the common good of the Tri-State Region as awhole.
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Notes

Such as Boston, Los Angeles, San Francisco and Houston (see Chapter 1).

2. In preparing this Review, research was conducted with regional banks, insurance
companies, security firms and trade organisations, along with private employment
service providers, educational and training institutions and workforce devel opment
agencies, to profile major employment groupings, recruitment and advancement
practices, existing and potential career pathways, employment challenges for
employers and individuals, and the potential for using career pathways to strengthen
the supply of highly skilled employees and increase access to employment and

careers.

3. In practice, some recent research casts doubt on the degree to which recent rises in
unemployment can really be said to be the product of such mismatches (Sahin et a,
2011)

4, For example, Federal requirements for participation in WIA funded ‘youth programs

require the participant to be aged between 14-21; Illinois Hire the Future program
further restricts this to individuals aged 16-21 who attend school and meet minimum
academic criteria.

5. For example, in addressing the needs of consumers, Chapin Hall at the University of
Chicago worked with the Chicago Department of Family and Support Services to
develop a website to inform consumers about making an informed decision about
training programs. The site includes details on the training programs as well as
completion and employment outcomes (www.ChicagolandW Atraining.com)

6. Chapin Hall at the University of Chicago, Chicago Workforce Development
Programs. System Map and Inventory 2010.

7. Primarily through the Chicago Department of Family and Support Services, though
other agencies include: City Colleges of Chicago, Chicago Housing Authority,
Chicago Public Schools, Chicago Workforce Investment Council, Chicago
Department for Community Development, After School Matters, Partnership for New
Communities, Opportunity Chicago, the Department of Buildings, the Department of
streets and Sanitation and the Department of the Environment.

8. The Department of Employment Security operates the unemployment insurance
system and the labour market information system. Human Services provides welfare
assistance and other support services. The state workforce development agency
responsible for the Workforce Investment Act is the Department of Commerce and
Economic Opportunity which also operates other training related initiatives in
addition.

9. The States of Illinois, Indiana and Wisconsin provide some additional funding for
workforce services, however, they alocate significantly greater resources to
education.
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10. Mikelson, Kelly S. And Demetra Smith Nightingale, Estimating Public and Private
Expenditures on Occupational Training in the United States. ETA Occasional Paper
2006-01. Washington, DC: US Department of Labor, Employment and Training
Administration, 2006.

11. Since federal funding for workforce development is distributed mostly on a formula
basis, local workforce boards can do little to increase the inflow of federal funds. A
small portion of federal funds is available through competitive bidding; however,
pursuing these funds, which local workforce boards do, would not add much to the
total federal inflow into the region.

12. A relatively larger increase in percentage terms, but necessarily small, given the
initial spending levels.

13. WIASRD Summary Reports, Employment and Training Administration, US
Department of Labor.

14. Adjusting the targets for factors outside the control of administrators offers a crude
measure of the value added of the local workforce boards. In the case of the Chicago
Workforce Investment Board, such adjustments would lower their targets, since the
personal characteristics of those exiting the program and the local economic
conditions are less favourable to finding and retaining a job than the national average.

15. For example, in an effort to lure Illinois businesses to resettle in Indiana, the state of
Indiana sponsored billboards alone the major freeways going into the Chicago area
that asked: “lllinnoyed by Higher Taxes?” The bhillboard offers a website
www.sol utionindiana.com, which is sponsored by the Indiana Economic Development
Corporation, the state economic development agency. Meanwhile in Wisconsin, at a
press event which highlighted a company moving from Illinois to Wisconsin,
Wisconsin's Governor was reported to say "We really are a place that is open for
business. Contrast that to lllinois, where they're not only raising taxes, but where
they've got a pension system that's less than half-funded. Weve got a fully funded
pension system. Weve got long-term stability."(http://abclocal.go.com/wls/
story?section=news/local/wisconsin&id=8018703). Illinois Governor Quinn, in a
March 11, 2011 interview on WBEZ radio in Chicago, criticised Wisconsin Governor
Walker for legidation limiting collective bargaining rights of public employees in
Wisconsin: He said, "When somebody tries to take away your right to band together
and organise, that's not healthy,” Quinn said. "And it's very bad. And | think what
went on in Wisconsin yesterday is something that the governor there, really, should
be ashamed of himself." (http://mww.wbezorg/story/democrats/quinn-wisconsin-governor-
should-be-ashamed).

16. For more information see http://mwww.iccb.org/index.html.

17. The Illinois P-20 Council released the following 10 recommendations for a state-wide
education system: (i) Align student learning standards and assessments (ii) develop a
system of assessment of student learning that fulfils two purposes: accountability and
to guide and inform teachers (iii) develop an integrated accountability system (iv)
coordinate education data systems and workforce data systems to improve career
counselling (v) channel high quality candidates into teacher (vi) improve training and
certification for teachers (vii) improve teacher evaluation and professiona
development (viii) improve retention, intervention, and re-engagement (ix) increase
public engagement (X) track and report progress toward the goal: to increase the
proportion of lllinoisans with high-quality degrees and credentials to 60% by the year
2025.
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18. A voluntary association of Chicago local workforce investment boards

19. In a follow up study employers complained of a lack of basic and technical skills
when hiring: www.wor kfor ceboar dsmetr ochi cago.or g/upl oad/MFGempl oyer s-final 6-
27-04.pdf.

20. Rahm Emanuel, Chicago 2011 Transition Plan, City of Chicago

21. The recent announcement by the City and Cook County that the WIBs serving the
City of Chicago and Cook County will be merging with the CWIC to create a single
operator is a step in the right direction. The first step has been accomplished with the
appointment of a single Executive Director for both boards.

22.  Workforce Development Report, Chicago Metropolis Strategies, 2009. On October
13, 2010, the governing board of the Chicago Metropolitan Agency for Planning
unanimously adopted GO TO 2040. The am of CMAP and its partners is to remove
barriers to cooperation across geographical boundaries and subject areas such as land
use, transportation, natural resources, housing, and economic development.

23. Education and Workforce Development: (i) improve data and administration systems,
(i) improve workforce services, (iii) co-ordinate education with employers.
Innovation Support: (i) improve data and administration systems, (ii) nurture regional
industry clusters, (iii) create a culture of innovation.

24, For more information see http://mwww.choosemilwaukee.com.

25, For more information see http://www.choosemilwaukee.com/upl oad/documents/
Perfor mance%20Scor ecar d%20May%6202%202011.pdf.

26. The announced merger between the 3 city WIBs and the CWIC is a good step
forward.

27. The region missed a great opportunity to jump start this process when the state did not
succeed in its application for federal funds that were available under the Data Quality
Initiative to integrate education and workforce data.

28. Random assignment will also facilitate performance comparisons

29. Finance and Insurance Career Pathways, The Workforce Boards of Metropolitan
Chicago, prepared by Judith Kossy, Policy Planning Partners, Greg Schrock, UIC
Center for Urban Economic Development, January 2009.

30. The federal government, through Workforce Investment Act funding, has allowed
local workforce boards to use part of their funds for incumbent worker training,
however, recent federal government directives have called for more restrictive use of
these funds.

31. The Workforce Boards of Metropolitan Chicago, Workforce Indicator Report 08,
May 2010.

OECD TERRITORIAL REVIEWS: THE CHICAGO TRI-STATE METROPOLITAN AREA, UNITED STATES © OECD 2012



2. MATCHING SKILLSTO JOBSIN THE TRI-STATE REGION — 145

Bibliography

ATCS (Assessment and Teaching of 21st Century Skills) (2010), Draft White Paper 1:
Defining 21% Century Skills, http://atc21s.or g/WhitePaper s.aspx.

Carnevale, A. P., Smith, N.and J. Strohl (2011), Help Wanted: Projections of Jobs and
Education Requirements Through 2018, Centre on Education and the Workforce,
Georgetown University, Washington DC.

European Union (2006), Recommendation of the European Parliament and of the Council
of 18 December 2006 on key competences for lifelong learning (2006/962/EC).

Froy, F. and S. Giguere (2010),Breaking Out of Policy Slos. Doing More with Less,
Loca Economic and Employment Development (LEED), OECD Publishing.
doi: 10.1787/9789264094987-en.

Gill, I. and A. Dar (2000), “Germany”, in: Gill, Fluitman and Dar (eds.), Vocationa
education and training reform: Matching skills to markets and budgets, The World
Bank, Washington DC.

Mayer, E. (Chairman) (1992), Key competencies. report of the Committee to advise the
Australian Education Council and Ministers of Vocational Education, Employment
and Training on employment-related key competencies for post compulsory education
and training, Australian Education Council and Ministers of Vocational Education,
Employment and Training, Canberra.

Mikelson, K. S. and D. S. Nightingale (2004), Estimating Public and Private
Expenditures on Occupational Training in the United States, US Department of Labor,
Employment and Training Administration, Washington DC.

Mulheirn. 1, (2011) Will the Work Program Work? Examining the Future Viability of the
Work Programme, Socia Market Foundation, London.

OECD (2004), Career Guidance and Public Policy: Bridging the Gap, OECD
Publishing. doi: 10.1787/9789264105669-en.

OECD (2008), Jobs for Youth/Des emplois pour les jeunes. United Kingdom 2008,
OECD Publishing. doi: 10.1787/9789264046474-en.

OECD (2011), OECD Employment  Outlook 2011, OECD Publishing.
doi: 10.1787/empl_outlook-2011-en.

OECD/PSD (Forthcoming 2012), Human Capital Development: Implementing kills
Gaps Analysisin the Western Balkans, OECD Publishing, Paris.

Rothwell J. and A. Berube (2011a), “Education, Demand, and Unemployment in
Metropolitan America’, Brookings Institution, Washington.

Rychen, D. S. and L.H. Salganik (eds.) (2003), Key Competencies for a Successful Life
and a Well Functioning Society, Hogrefe and Huber publishers, Gottingen.

OECD TERRITORIAL REVIEWS: THE CHICAGO TRI-STATE METROPOLITAN AREA, UNITED STATES © OECD 2012



146 - 2. MATCHING SKILLS TO JOBS IN THE TRI-STATE REGION

Sahin, A., J. Song, G. Topa and G. Violante (2011), “Measuring Mismatch in the US
Labor Market” Federa Reserve Bank of Chicago Working Paper,
www.econ.nyu.edu/user /viol ante/Wor ki ngpaper /U Smismatch_v18.pdf.

SCANS (the Secretary’s Commission on Achieving Necessary Skills) (1991), What Work
Requires of Schools: A Scans Report for America 2000, US Department of Labor,
Washington.

State of Higher Education Finance, FY 2010.
UK Department for Work and Pensions (2011), The Work Programme, DWP, L ondon.

Weigensberg, E., Kreisman, D., Park, K., Black, D., Stagner, M., Goerge, R., Cai, H., and
Schlecht, C. (2011), Chicago’s Labour Force in Context, Chapin Hall at the University
of Chicago, Chicago.

OECD TERRITORIAL REVIEWS: THE CHICAGO TRI-STATE METROPOLITAN AREA, UNITED STATES © OECD 2012



2102 O30 @SILVIS ILINN VIV NV.LITOdOY 1IN FLVIS-I4L 0DVIIHO IHL SMIIATY TVIMOLIMEIL aO30

*SaNIANOR JUBWAO[BABP 32I0JIOM

premo) pajoallp Buipuny Jo Junowe sy} Ui Jayip
SanIuNWLWOY "spasul JuawdojaAap Aunwwiod anbiun

10 abuel BpIM © SSaIPPE 0] S32UN0SBI YIM SBNIUNWWOD
sapinoid Jeyr swwelboud ajqixay e st swwrelfoud
(99a0) uer9 oojg Jswdojaasq Anunwwod ayL
'SPJ02aJ [eUILULIY Yim djdoad 0 SadInIas

Jawade|d pue Buiures Jo abuel e apiroid sswuresboid
859U "S8ud2 poddns Anus-al Aunwwod pue ‘Buiures
ol pasiwoisnd ‘awwelBoid Jopid sqol feuonisuesn

© 'S90IAJ3S YIOM PasILLO0ISNI apnjoul aiay sawiurelfold
"suonnISul Arepuoass UILIm

SIUBPNIS LOIRINPS [3IULIS) PUR 1981LD JO JUSLLIBABILOR
2ILUBPRIL BY) U0 SNJ0J Paseaioul ue SapiAoid
‘suonninsul Arepuodasisod Je

SJUBPNIS UOITBINPa [e9IUYIS) PUE 198183 JO JUBLLIBABILI.
JlWBpLIe B} U0 SO0} Pasesioul Ue Sapinoid

"SaJRLIU JINp. 0} UOIRINPS [BUOIEI0A SBPINOIJ

‘uoeUILEXd
a39 ay Jo} aredaid Jo ‘saoualoyold abenbue)
ys!bu3 anoiduwi ‘sjys Aoeuay| aIseq Jisy) adueyua

S)NPY 8WOdU|-MO]

SpI099Y [RUILILD Yiim 3]dodd

UinoA

(suonnmsuj
"P3 Ul sHNpY) Y0

SpI09aY [RUILLD Yim 3jdoad

JUBLUBOR|d/SSauIpRaY qor

Buures] reuonednaop
- JUBWaJB|d/SSauIpeay qor

Buurel | [euonednado

Buures] reuonednaop

Buiurel| reuonednasQ

Aunuoddo oiwouoa3 B
90J3WLWIO0Y) J0 Juaedaq sioul)||

s89In8S oddng
%3 Ajiwe4 Jo Juswyredaq obealyd

uopIeaNp3 Jo pieog arels sioulj|

pireog a69]|00 Aunwwo) siol

SU0I198110D) J0 Juaedaq Sioul

Juawdojanaq uegin pue BuisnoH
j0 Juswyedaq SN - [e1opa4

aesodio)
- 06ealyD Jo AN - (207

uoiyeanp3
10 Juswedaq SN - [eI9pa4

uoneanp3
10 Juswyedaq SN - [e1apaS
SJueI9 Jljgnd % pung

aNUBNSY [RIBUID) B1EIS - ANLIS

aNUANRY [IBUSD
8]elS pue uonedInp3 Jnpy pue
[BUOIBIOA JO SO ‘UoieaNp3

(99@0) weo
¥o0|g Juswdojena@ Aunwiwo)

xSleifoid Japusyo-x3 AD
(Arepuooas)

uoneaNP3 [ealuyos |

9 J9ale) sunjlad 'a [ed
(Arepuo2asisod)

uoneanp3 [ealuyoa |

% J9ale) sunjad 'd e

UOIIRINPT [RUONEIOA JNPY

(1 apiL Vi) Aoesai

03 Buipaau suosiad 0} SBIIAIBS [BUOITRINPS SAPIAOI] Koeg)1-MmoT Aoelg)/uoreanp3 ynpy  preog afg)jo9 Aunwwod sioull  Jo Juswieda( - 81elS % [eiopad Ajiwe4 pue uopeanp3 ynpy
"Sajewu Sjuel9) dlqnd % pun4
03 uoesedaid g39 pue uo[EINPa JISe] SBPIN0Id  SPJ0IBY [eulLD yim ajdoad A9el8)7/uoireanp3 JNpy  SUORIBLI0Y Jo Juswiedaq sioul aNuUBNaY [BIBUIY AJEIS - BIBIS @39yuoreanp3 dised Jnpy
'S89IMsS Juswade|d gof pue sdoysyiom uoneredald S80IMBS Ajlure S8IIMBS Allureq pue Juswdojansq pue uoneanp3
uaw/hojdwa Buipinoid Aq yiom 1o yinoA saredaid UINoA JUBWAE|d/SSaulpesy qor pue uaip|iyD Jo Juswiedaq ualp(iy 4o Juswpeda(q - arels 198169 80UBYD Pappy
uonduosaq awwelbold (pareis) S9IIAIBS J0 SNJ0 Arewlld Kouaby Buusisiuiupy 821nos Buipun4 awuwrelbold

uoeindod 196re] Arewid

obeaiy) uelljodo .l |\ JOSp.feog 8210 oA 81 JO uoifay obedaiyd A1unod-TT 8yl ulsawwre 160 14 Juswdopaaq 89 103 10\

T'VZ XANNY

J YT ~NOIO3d ILVIS-IdL FHL NISEOC OLSTTIMS ONIHOLVIN 2



2102 O30 @SILVIS AILINN VIV NV.LITOdOY 1IN FLVIS-I4L 0ODVIIHO IHL SMIIATY TVIMOLIMEIL aO30

‘weiboid Buiuren Buol-reak Ajreau

3y} 1aA0 Uoseas Bulures ay) oul parelBaul ale S|iys
JlWaped. pue oy yim Buoje Juswdojanap [euoissajoid
‘uonestIayream pue ‘Buijakasi saluoids|e pue
Buisnoyarem ‘Aiafes pue yesy [eluswuoiIAUS ‘Buiuresn

aJed 931 ‘ainynailoy pue Huideaspue| :sease [ealuyds) JuswuoIAUg arelodio)
A} Ul 9dUBLIadX® WO0ISSE| PU Plolj SAPIACId S)Npy SWOoaU|-MO] Buiurel) [euonednaaQ J0 Juswypedaq ofealyd - 06ealy Jo AND - [eao ORIIEET)
*Jabeuew
asea Jiayy Jo djay ay) yum seoh JuawAojdwa dojansp
sjuedionied uswade|d % uonesedaid Jaared Buipnjoul
$89IM8S JuBWAoidwa yim sjuapisal ALoyiny BuisnoH Juawdojanaq uegin pue BuisnoH
ofeay) sapinoid Jeyr swwelboud Jussheuew ased v sjuapisay BuisnoH dland JUBWIae|4/SSauIpeay qor Ayuoyiny BuisnoH obeayd 10 Juaweda@ SN - [elepad SyIoMAIweS
*Areiqy| e pue uonesiuebio ysi-re-pjiyd e ‘iapinoid
Aoesay| Jnpe ue yim Jaued Jsnw s1as(oid ‘uonanasul
8y} JO SIyaUBQ U Seseadul Ajiure) a1nud 8y}
Ag uonedidnied ‘Ajereredas pue Jaylebos s|ns abenbue|
10 Bunum ‘yrew ‘Buipesl aiseq 11y} a3uBYUS 0} Areiq 81e1s slo o)
UIP[IYd pue sjuared 0} S8IIAIBS [eUORINASUI SAPIACIH Koeg)1-MmoT Aoelg)/uoreanp3 ynpy — 9010 S,9181S Jo A1e1a109S  Adeual a1elsS Jo AIe1aldss - ajels 199(01d Aoes8)] Ajie
"31e1S 8y INoybnoJy} sqof uonanIsuod (ynoA auedsiH % uedLBwY
arenld se [lam se aljgnd 0} S$399® pue Sgof UoINISUOI -URDUYY ‘Saeuwa) ‘soluedsiH Aunuoddo oiwouoa3 B pun4 (d903) weiboid
uoiun afiem ybiy ur yuswaoeyd Joj sjuedionied saredald ‘SURILIBWIY-URILLY) JBYI0 Buiurel] feuonednaoQ  @a18WIWIOY JO JualLRdaQ SIO anuanay [elaua9 AelS - alelS  uel9 Anunioddo JuawiAojdwg
‘saonoeld
ssauIsnq pue salfojouyda) mau yim aded daay way) Aiunyoddo a1wouod3 3 pun4 (d113) weibouid
djay 03 SIe0M Juaquindul ures} 0} seiuedwod spun4 SI9YIOM JUBGUINDU| Buiurel] [euonednodQ  921BWWIOD JO JuBWIRda( SIO! anuBNaY [IBURY BJeIS - alelS  JuswiseAu| Buurel | Jakojdwg
‘SJuBLIUBISSE YoM BJejule]
Te 9OUBISISSE USED Uiea pue adusuiadxa yiom uref S9IINIBS pun4
0} Ayunyoddo ayy sjusidioal durels poo Jnpe sepinold — Siualdinay dvNS J0/pue 4NV L JUBWAE|d/SSaUIPEaY qor UeWNH Jo Juswyredaq siou aNuUBNaY [BIBUIY BJEIS - B1eIS alejureg
9o1eS Bulurel| pue
‘Jodew Inoge| ay} ul a3adwod A1ndas JuswAoidw3 JuawAojdw3 suelslsA - 1ogeT] weibold
0} Wway} djay 0} SUBIBIOA 0} SBIINISS J031IP SBPIAOI] SUBIBIOA JUBWAE|d/SSaulpeay qor Jo Juswpredaq sio Jo Juswypedaq SN - [e1opa4 Yoea.nQ SuelsldA pajqesia
*Aunwiwod ay) ur juswade|d
qol 03 Buipes) uswadeld qol asnoy ui pue Buiures gol
‘Buiuren s|INS Jos apnjaul Fey} SAIAISS JO UOIRUIWOD
e sapinoid swwelboid ay] “urefe sbnip Buisn unbaq
pue pasdejal Apualind aAey Joj/pue asnge aduelsgns Jo pun4  (‘puno4 UaneH ajes e 1e) [apoN
Alois1y e aney Jey) saajoled yum Bupiom o) paresipag  SpJ0day feulwl) yim ajdoad JUBWAL|d/SSaUIPRaY (O SUOIIBLI0D JO Jaiedad Sio! anuUanay [eIBUAY AleIS - AlRIS asudlaiug [e1nos Asouejpg
FUERCIRIETEEI
'pO0} S Yans Salssadau 8| srelpswili ajdoad awodul
-mo apinoid Aew osfe awuwrelboid ay] “Aousioins-jas saljiwed
aAdIYIe 0} AIesSad8U UoiTeAlow pue abpajmouy ‘S|NS % UaIp|IyD 10} uonessIuWpY
ureye 03 a|doad aWoIUI-MO] ISISSE LIIYM SIIINISS JO Aunuoddo o1wouos3 B - S9OIAIBS UBWNH % Yi[eaH (9gs2) el
abue e apinold o) paubisep s swweifoid 9959 8y L S)Npy 8WOooU|-MO] JUBWAE|d/SSauIpeaY (O 821WWO0D JO Jualiedad Sio! Jo Juswypedaq SN - [e1opa4 %90|g S82IBS Aunwiwio)
uonduosaq awwelbold (pareis) S8IIAIBS JO SNJ0 Areuld Kouaby Buusisiuipy 821n0s Buipun4 awuwrelbold

uoiendod 196re] Arewid

NOIS3d ILVIS-IdL IHL NISEOC OLSTTIMS ONIHOLVIN ¢ = QT



2102 O30 @SILVIS ILINN VIV NV.LITOdOY 1IN FLVIS-I4L 0DVIIHO IHL SMIIATY TVIMOLIMEIL aO30

"S3NIUNWWO? I3y} 0} BuluInas Sayewul Jauulo}

10} WSIAIPIOB] 89NPaJ 0) 13PIO Ul SIIAISS [BUONISUR)
anisuayaldwod Jayjo pue ‘Buiuren gol ‘Butiojusw
sajelodiooul Jeyy swwelbold panuad-juswAoldws
$90I8S JuawAojdwa

pue ‘Buiuren 1S3 Yuswabeurw ased sapinold

awweiboid Joj sa1naSs Bulures) pue ‘JusliadueApe
Jaased quswade|d gol ‘uawdojansp qol sapinoid
‘uostid [e1apa4 J0 aleIS Wolj pases|al Apuadal 62-8T J0
sabe ay) UsamIag SIapUaL0-Xa 1o} Aaelay| [eloueul) pue
sassed snq ‘Buiuren-gol ‘Buliojusw se yans sadlnIsS
pue aauelsisse Juawaoe|d qol sapinoid swiwesBoid ay |
)l Ul p9322aNs pue Jaased e ssadde 0} Ayuniioddo

3y aney Aay Buunsus ‘suonendod e1oads Jo siaquialu
ale OYM S[enpIAIpUI 1o} S|apow Aemuyred 310 apinoid
‘uonebiiqo oddns ppyo sy jo uoniod

e Bunaaw ajiym aoue)sisse ysed ea pue aouauadxa
ylom uref 0y Aunyoddo ayy 4NV.L Buinigdal syuared
[eIpoIsna-uou pakojdwiaun ‘palapio UN0J Sapinoid
‘SueJa)aA payifenb 0} Apdalip SaIAIBS

yoddns pue ‘uswadeld quswdojenap qol apinoid

01 suonisod eis pareaipap uoddns 03 Buipuny sapinoid

*Bujasunod [enpiaipul pue

s[eslajal qol Buipnjoul saoIAIas AUuBW 818081 S[enpIAIpU|
'Siayiom

Mmoj/abem moj pue siakojdwa [e30] UsBMIS] UORIBUUOD
© se Joe pue Buiuresn apinoid 0} sassauIsng [820]

yum diysiaupred ur iom siapiroid paseq-Alunwwo)
'SUOIJIppe aSNge aoueIsgns

UM USW patelsoseaul 0} aouelsisse Juatifojdwa

pue ‘sa01n1as Aljus-al ‘Justuieal apiaoid o sty
"UoITeINpa Iy} Jayunj Jo sqol wisl-buo ‘Aurenb

196 pue aouapuadapu
[B100S U ‘[BUOIRIOA ‘DiWiapede pajeiBajul sapinold

"SURIBIAA SS3|BWOY 0} due)sisse Juawikojdwa sapinoid
“JuswiAojdwsa uo Ajajos

sasnaoj aajueld sioul| JuswAojdws pue ‘Buisnoy
‘uoneanpa ‘Alanod se yans sanss| J1WoU0a pue
[B190S [EINLIO UO SN0} 0} JAPJO U S[enpIAIpul dluedsiH
Buinias uoireanpa Jaybiy Jo suonnsul 0} USAID

SPI008Y [eUIWLD LM 8|doad

saabnjoy

esig yim 8jdoad

SpI0oay [eulul) yum sjdoad

oA

sjualdioay dvNS Jo/pue SNV L

SUeIBI9A

SpI00aY [eUILLD Yim 8jdoad

SIiNPY 8WOJU|-MOT]

SpI00aY [eUILLD Yim 8dodd

UYInoA

SUeIB1BA

SIiNPY 8WOJU|-MOT]

Buurel] euonednaoQ
- JUBWaJR|d/SSauIpeay qop

USR] d/SSauIpRaY qor

Buures] reuonednaop
- JUBWaJB|4/SSaUIPeaY qor

JUBWIdR|d/SSauIpRaY qor

Buurel| euonednaoQ

JUBLIAIR|d/SSauIpRaY qor

1UBLIBIR|d/SSauIpeay qor

UBWaIR|d/SSauIpesy qor

Buurel| euonednaoQ

UBWaIR|d/SSauIpesy qor

Buures] reuonednaap
- JUBWaJB|d/SSauIpeay qor

1UBWaIR|d/SSauUIpesy qor

Buurel| euonednaoQ

Joge] Jo Juswiedsq SN
S9IINIBS
UewnH Jo Juswiedaq siou

uoneanpd jo Juswyedsq sn
s89In8S Moddng
%3 Ajiwe4 Jo Juswyedaq obealyd

pieog
uopnysu| [euoireanps sio

S30INIBS
UewnH Jo Juawiedaq siou

Angas Juswihojdw
Jo Juswyedaq siol

SUoI198110D) J0 Juswedaq S0

Ayunuoddo o1wouoa3 B
90J3WW0Y J0 Waledad siol

SUoI198110D) J0 Juswedaq S0

10geT Jo Juawyedsqg SN

Joge Jo Juswedsq SN

Juawdojanaq ueagn 3 BuisnoH
10 Juswyredaq Sarels panun

Jloge

40 Juswiedaq SN - [elepaS
Juswaiasay

aafinjay Jo 2210 - [elapa4

uoireanp3
10 Juswedaq SN - [eIopa4

Joqe
10 Juswyedaq SN - [e19paS

uoireanp3 4o 1daq SN - [esapa4

pung

aNUBNSY [IBUID B1EIS - BRI
90InI8S Bulurel |

% JuswAojdw3 suelalaA - Joge]
10 Juswyredaq SN - [e1apa4
(%€€) uel9 [esapad

puR JURIS 81BIS B pun4 snusAay
[RIBURY) 8)BIS - [eIapa P LIS
(%02-~)

Buipun Areuonaiosiq vim pue
(9608) pun4 anuanay [elaus9)
aje)s - Buipund [eiopa4 % aels

puny
aNUaAdY [RIBUID) BJRIS - B1BIS

Jloge]

10 Juswieda@ SN - elepaS
90IMI8S Bulures )

JswAodw3 suelslaA - Joge]
10 Juswieda@ SN - [elepaS

Juawdojanaq uegin pue BuisnoH
jo Juswyedaq SN - [e1apa4

(0x3v)
SlapusljO-Xx3 Jo :o_gm_m&:_mm

S90INIBS 9abnjay

Ansnpuj yim s1oaloid

9010yD 2AONPOId

(daidyoay
Allawio4) $$899NS J9aIeD
%9 869)100 10} sdiysiauped

alejuled 1ualed [RIPOISNI-UON
welbold annelussalday
JawAodw3 SueIABA [€907]

SB0INIBS S|IIYS 8lIT

Jswdojenag
9|ou0d3 % Auiurel] qor

welboid ssauparedald qor

sdioD qor

103(01d uoneibajuey
SUeIB)SA SSO|BWOH

sanunwwo) Bunsissy
suonmnsu| Buiniss-oiuedsiH

uonduosaq awwelbold

(paress)
uoiendod 196re] Arewid

S0IAIBS 0 SN204 Arewlid

Kouaby Buusisiuipy

821n0s Buipun4

awwe.boid

6T ~NOIO3d ILVIS-IdL IHL NISHOr OLSTTIMS ONIHOLVIN ¢



2102 O30 @SILVIS AILINN VIV NV.LITOdOY 1IN FLVIS-I4L 0ODVIIHO IHL SMIIATY TVIMOLIMEIL aO30

‘JuawAordwsa Ayrenb Buipuiy
pue Joj Burredaid ur sanijigesip yum ajdoad sisissy

9N0Ce 89S

aA0Qe 993
J9yew Inoge| ay} ojul Ajnjssaaans syuedionred
uonisues 0} sadias anoddns pue ‘Juswdojansp
INS HIOM [eal sauiquiod pue sqol Buiked-abem
‘pajwI-aLuI} Yim S1axe8s ol pafiejueapesip sapinoid
"SJuapISal

pue siafo|jdwa [820] JO Spaau [|IS auaads sy 1w
ey} seniunuoddo Buiuren pue JuswAojdwa sapinold
‘9pel} [euoieUBIUI JO JoedwWi 8y} 0} anp pakojdwaun
90990 OYM SIB}IOM 0} SBOIAISS pUe SIJaUSQ SBPIAOId
*A1unoa Jayoue 03 uononpold

10 WIys e Aq 1o suodwi pasealaul Aq pajoedul A|asianpe
80 0} PUNO} U33Q SABY OYM SIBXIOM Paledo|sip

01 ‘sdiyssejoyas Buiurens Buipnjoul ‘sadinIas SaPIACId
‘sawwrelboid Juawdojanap

uyinoA 1o} pash spuny awos “Loddns J[as JIWouods
Buinaiyoe Ui sfenpiApul SISISSe 0} pash spun4

"SI9I0M JUBqWINIUI

ures 03 Buipuny yym SIOLISIP 4] 1 Ul S8SSauISng Sapinoid

‘slalieq yuswhojdwa

Jueayiubis yim siuaidioal 4NV L J0 Spasu ay) ssalppe
01 paubisap sa21M18s JualiAojdwia pajahie) sapinoid
‘Juawade|d

qol pasipisgnsun pue ‘sadiniss JuaiAodwa-aid
‘Bururen s|ps qol ‘uoreaNpa anisuIul Yim Sjuaidioal
dwels pood jo suonejndod 1ab1e) [e10ads sapinoid
“yoam Jad sinoy oz iom 0} salouabe

30IM8s Ajunwiod ur wiayy Buioeld Ag Buuuibaq
‘sgol pasipisgnsun ojul sioluas suoisues) weibold

"uonenpelf [00yas ybiy Jaie sainnj Jiay) Joj

ued sanijiqesip aney oym sjuspnis [ooyas ybiy sdisH
‘S[enpIAIpUI parelaoseaul Aiawio) 01 sqol og sapinoid
pue ‘1eak e sjenpiaipul 0og Ajarewixoldde sanlas

saniiqesia yym sjdoad

sjualdioay dyNS Jo/pue NV.L

SjuaIdiRY dWNS 0/pue SNV L

sjuapisay BuisnoH a1and

S)NPY BWOOU|-MOT

SI}IOM ParRaOjSIg

SI9YI0/ pareso|sig

SINPY 8WOoJU|-MOT

SI)I0/\ JUsquIndU|

sjualdioay dyNS Jo/pue NV.L

SjuaIdiody dWNS 0/pue NV L

siouss

sanyiqesiag yum sjdoad

SpI0daYy [euILlD yum 8jdoad

1UBLIBIR|d/SSauUIpeaY qor

UBLUBIR|d/SSBUIPRaY qor

UBLIAIR|d/SSauIpeaY qor

UBLUBIR|d/SSBUIPRaY qor

Buures] reuonednaaQ
1UBWAE|d/SSauIpeay
qor — Buiures reuonednaoo

JUBWAE|d/SSauIpeay
qor - Buiures reuonednao

UBLUBIR|d/SSBUIPRaY qor

Buures] reuonednaaQ

JUBLUBIR|d/SSBUIPRaY qor

JusWade|d/ssauipesy
gor — Buures] jeuonednaaQ

UBLUBIR|d/SSBUIPRaY qor

1UBWIAIR|d/SSauIpeaY qor

UBLUBIR|d/SSBUIPRaY qor

S9IIMIBS SAIRlICeyY
4O UOISIN - SBOINIBS
UeWnH Jo Juswiedaq sioulyj|
S9IINBS
UeWnH Jo Juawiedaq sioul
S80INIBS

UeWnH Jo Juawiedaq sioul

Auoyiny BuisnoH obealyd

Ayunpoddo oiwouoag 3
80JaWWo Jo Juswyedaq sioul)||
Aiunyoddo oiwouoog
80JaWWo Jo Juswiredaq sioul)||

Aunyoddo o1wouod3 %
90J8WWoY Jo Juswiredaq sioul||

S80INIBS

UeWNH Jo Juswiedaq sioul
jJuswdojanaq dIWouoda3
BuisnoH Jo Juswyedaq obealyd

S80INIBS
UeWnH Jo Juswiedaq sioul)j|

S9INIBS
UeWnH Jo Juawiedaq sioul

Buiby uo Juawiredaq sioul||
REIVESERNATo TR

10 UOISIAIC - SR2INIBS
UeWINH Jo uawedaq siouly|

390 syuays Aunod %00

pun4 anuAsy
[eIBUB9) B1BIS WOJJ YITew %407
pue S32IAISS BAIRIIRYSY B

uoieanp3 fepads Jo 90 ‘p3 10

Jswyedaq SN - 81eIS B [elapaS
pund

aNUBARY [eIBUDY) BJEIS - BlelS
pund

3NUBARY [IBUAY) BIBIS - BRI

Juswdojanaq ueqin % BuisnoH
10 Juawiedaq SN - [esapa4

pun4

anuanay [eIBUAD) 3e)S - AJEIS
Jogen

10 JuBWedaq SN - [eIepa4

Jogen
10 Juswedaq SN - [eIepa4

S90IAIBS UewnH
% UijeaH Jo1daq sn - [e1epa4

0Beayd Jo Ao - 411 - [e201
(%02) pun4 anuanay

[eJ3Ua9) 8IS pue (9408)
S2IMBS UeWNH 3 YiesH Jo
uswiredsq SN - ale1S 7 [elapad
(9%02) pund anuanay

[eJBUd9 a1eIS pue (9608) 9IINIBS
uonINN % poo4 - ainynauby Jo
uswiedsq SN - 81eIS 7 [elapa4
uopessiuILIpY

Buurel | JuswAojdw3 - Joge]
10 Juawedaq SN - [elapa4

(A 3L VIM) Uonensiuipy
Buiurel] 3 JuswAojdw3 - Joge
10 Juawieda@ SN - [elepaS
aansne

10 Juswedaq SN - [elapa4

uoneN|iqeyay [BUOIEIOA
(4NV.L) sqor [euomisuel |

(00al) sqor [euonisuel .

(¥HO) sqor [euonisues L

Mmouiowo Joj Buiurel |
90ue)sISSy 1uawisnlpy apel |
douelSISSY JuaLsnipy
uones|eqo|9 3 pelL

el
0|9 S82IAIBS [BIJ0S - XX SIIL

SHOMAIL

UENTERL=R]

qor (4Nv1) seljiwed ApaaN
10} 92uelSIsSy Arelodwa |

Buures] pue JuawAoidwg
- (dVYNS) weiboid aouesissy
uonuinN [eyuswsiddng

(d3S2S) welboid uawhodw
90IM3S AIuUnWwo) Joluas

weJboid souanadx3y
Jeuonisuel] Arepuodss

Jauoslid 10y m.o:m;o puodss

uonduosaq awwelbold

(paress)
uoeindod 196re] Arewid

SBOIAIBS JO SN0+ Arewilid

Kouaby Buusisiuiwpy

821nos Buipun4

awwelbold

NOIS3d ILVIS-IdL IHL NISEOC OLSTTIMS ONIHOLVN 2= (GT



2102 O30 @SILVIS ILINN VIV NV.LITOdOY 1IN FLVIS-I4L 0DVIIHO IHL SMIIATY TVIMOLIMEIL aO30

“Jauped

SSauIsng ay} Jo Jauled [euoreaNPa 8y} Jayua ag Aew
Kouabe fumiwans pue juabe [easl) ay | ‘|ans] apeib yie
3U) Mojaq 10 Je peal sasko|dwsa 8|qif3 ‘uonowo.d Jo}
Aunaibia J1ay asealoul pue justiAojdwsa A1y} urejurew
‘s|iys abenbue) Jo ‘Bunum ‘yrew ‘Buipeas diseq

119U} 8Se8IIUI 0} WY} 8|qeud 0} SssauIsNg sloulj||

J0 saafojdwa 0} S8IINIBS [eUONINIISUI B)IS-UO SBPIAOId
'syoddns wis)-Huol

10 Juawdojanap ayy pue suondo JuswAojdwa aulno 0y
ylom [esauab apnjoul saainIas “JuswiAojdwa o) sprebal
Ul $$899Ns S, AIRIOYaUS( © 2INSUS 0} JUBaW Sanljiqesip
Uim s1axaasqol 03 papiaoid UoieyNSU0I aUo-Uo-auQ
‘sawwelbo.d Juswiean pue ‘s ol ‘uoreanpa

aiseq ‘Bujures) [eUOITRIOA ‘92IAI8S ANUnWWOD
‘90U81IadXa }IOM S Yans SaNIARIR S8pNjaul YaIym
‘sjuaidioal 4NV.L 10} awwelfold aouewlopad-1aye-Aed
“}IOM pJemo}

wayp sapinb yeyy ueyd 19a1e2 € dojaAsp pue ssejd
JlWapede Jiay} aroiduwi 0} syuapnis ysii-le abeinoaus
0} saifiaye.ns uopuaAIgIul aAISUBIUI Sapinoid Jey)
awuwrelfoid uonisuel }10M-0}-J00y2S Jeak om} 0} BUO
‘suoiednaoo [euonipes-uou pue diyssonusidde ui
USLIOM JO Lonua}al pue Jualwadeld ay) ut suonesiuefio
Juawabeuew Inoge| pue siakojdwa Bunsissy

'SalIs pajeljile pue s1gus) dois-suQ ayi ybnoiy
yInoA 0) seIIBS Bulurel) pue ‘BAISuSIU ‘8109 SAPIADId
'SalIs pajeljye

pue s1a)ua) dois-auQ auy yBnoiy) SIaxIom pareaoisip
0} S32I\I3S Bulures) pue ‘aAISUBIUI ‘2109 SBPIN0I

'SalIs pajel|iye pue siajua) dois-auQ ay ybnoiy
s)npe 0} Sa0IAIaS Bulurel) pue ‘aAIsuIUl ‘8109 SapIAOId
10geT Jo Juswredaq -

'saniAnoe Buluresn pue juswiAojdwa apimaels o Aled,
0} SJUBWIO|[E Y|/ 18XI0M PaTeO|sIp pue ‘yinoA ‘Jnpe
areledss ey} Jo yaea Jo 04GT 0} dn aAI9sal Aew Salels
'PaaaNs 0} papaau SIS pue

uoneanpa ay} jo Buipuelsiapun Ue pue JUSWUOIAUS
aoe|dylom ays 0} ainsodxa Buipiaoid ‘aoe|dxiom

3y} 0} UoRISURI} I3y} Ul SJuspnIs [00yds ybiy SIsISsy

'S19%98s (ol 0} 8BIRYD INOYIM SBIIAIBS LRI
pue souelsisse yoreas qol Jo A1aleA e sapinoid

Koelay1-mo

saniiqesig ynm sjdoad

sjualdioay dvNS Jojpue INY.L

UInoA

(uswom) Jayio

UYInoA

SIBYI0M PeredoIsIa

S)NPY 8WOJU[-MO]

UINOA 10 ‘SIBMIOM
Pa1ea0|SIq ‘S)NPY BWOJU|-MOT

UYInoA

SIBYI0M PeredoIsia

Aoelay/uomeanp3 ynpy

UBWaIR|d/SSauIpeay qor

UBLUBIR|d/SSBUIPRaY qor

Buures] reuonednaaQ
Buurel] reuonednadQ

- JUBWAIE|d/SSaUIPeaY qor
JUsWiade|d/ssaulpeay qor

Buiures] reuonednaaQ
- JUBWAIE|d/SSaUIPeaY qor

Buurel | reuonednadQ

- JUBIBOE|d/SSauIpeRaY qor

Buiures] reuonednaaQ
- JUBWAIE|d/SSaUIPeaY qor

JUBLIAR|d/SSauIpRaY qor

UBLUBIR|d/SSBUIPRaY qor

Areiqr a1@1S sioul)||
- 92J0 S,318IS Jo Aielaloas

S80IMIBS BAIElIceyaY
10 UOISIAIQ - SBOINIBS
uewin Jo Juawedag sioul||

SERIIVELS
UeWNH Jo Juawyedaq siol

uoIeINP3 JO preog alels sio!

Joge Jo Juswiedsq SN

AiunyoddQ a1wouos3
82J3WW0Y Jo Juawiredaq sioul)||

Aunuoddo o1wouoa3 B
90J3WW0Y J0 Jawiedaq sioul)||

AiunyoddQ a1wouos3 3

8048WL0Y J0 Juswpedaq stoul|

Aunuoddo o1wouoa3 B
90J3WW0Y J0 Jawiredaq sioul)||

Aunoas swhoidwz
40 Juswpredaq stouly|

Angas Juswihojdwy
Jo Juawyedaq sioul)|

291J0 Aoelal
91EIS JO A1e12108s - alelS

uonensIuIWpY

A1IN2aS [B190S - [elapa4

(%0T) S80IMBS

URWINH % YifeaH Jo Juswiedaq
SN pue (%06) pund anusnay
[e1aua9) AeIS - [RIPa B AlLIS

pung
3NUaASY [RIBUID TJBIS - B1BIS

loge

Jo Juswypedaq SN - [e1opa4
uonensiuILpy

Buurel| % uawAodwg
-JogeT4o1daqg s'n - [elapad
uonensIuIWpY

Buiures] 3 uawhoidw3

- logejo1da@ SN - [eIopad
uonensiuILPY

Buure| % uawAojdwg
-logqeT401da@ s'n - [esapad

uonensiuIwpy
Buiures] 3 uswhoidw3
- logejo1da@ SN - [eIopad

uoneAsIuIWpY

Buure| % uawAodwg
-JogeT4o1daqg s'n - [elapad
uonensIuIWpY

Buiures] 3 uswhoidw3

- loge1jo1da@ SN - [eIdpad

weiboid
JUBWIdURYUT S|IYS d9e[dHIoM

20ueISISSY
7 Buiuue|d S9ARUBIU] YIOM

ISII4 oM

weJboid uoneloldx3y
1981e)) pue 20ualadxX3 YoM

(0INVM)
suoirednadQ [euonipel ] -UuoN
% diyseonuaiddy u uswopn

UINOA - | 9L VIM

SISYIOM Pa1e0SIA - | L VIM

NPy - 1 9pL VIM

apisy
189S %GT - Areuonalasiq Vim

(a2) saainvies
JawiAojdw3/1ashad-1aubep

(v2) seoinies
JswAojdw3/lashad-1aubepn

uonduosaq awwelbold

(parers)
uonendod 1961 Arewid

SBOIAIBS JO SN0+ Arewilid

Kousby Buuaisiuipy

82Inos Buipun4

awwelbold

TGT —NOIO3d ILVIS-IHL FHL NISEOC OLSTTIMS ONIHOLVIN 2



2102 O30 @SILVIS AILINN VIV NV.LITOdOY 1IN FLVIS-I4L 0ODVIIHO IHL SMIIATY TVIMOLIMEIL aO30

"eIep OTOZ ‘0feo1yD Ueitjodolis | JO Spleog 8010pHI0AN 8Y) Joy (paysiigndun) [ounoD sgor ofeaiyd 80.nos

*sanjunuoddo [euoireanpa pue ‘euoiiessdal

saoIneS Moddng

aelodio)

SlueI9-IUIA JISWWNS

‘[eUoNeI0A eo_ﬁwa 0} mém% e (31-0T) .w:o% SIBIO UINOA JUBWaJR|d/SSauIpeay qor 7 Ajiured Jo Juswuedag ofealyd - 0beay) Jo AND - [e20] - 0BealyD Apeay YinoA
"99ualadxa yiom Buipremas pue Buibusjieya
‘InBuiueaw ‘Buriayo snyp ‘sjustuiedap Ao Jo Jaquinu 196png Buneiado welbold sqor Jswwns
B Ym sdiysusiul Jawwns yym sjuapnis sepinoid UINOA JUBWAE|d/SSaulpeay qor SI8Ne [00Y2S IRy SIBNBIN [00YIS I8YY - [e907] - 06eaIyD Apeay YINoA
Sallie  UaIp|IyD 10} “UIpY
*90ualIadxa siom panjea pue |nybuleaw $901M9S oddng - $RIIIBS UBWINH B L3[eaH AARNIU| LINOA LBIS
Uim ‘sjuapisal YHO Ajuewid ‘suas) sapinoid UINoA JusWiade|d/ssaulpeay qor % Ajiwed jo Juswiredsq obealyd jojuswpedag SN -[esepa4  peaH - 06ealyD Apeay YInoA
‘SafIANoR
Ssed Juawa|dwo yeys sduy pjay pue ‘uonelojdxa
198169 U pasnaoy Buiures) [enusiiadxa JusLyYdLUS $891M9S poddns juswdojanaq uegin pue welfoid urea ]y ueg
JlWapede. YIM GT 0} £T pabe yinoA yHD sapinoid UINOA JUBWAe|d/SSaulpeay qor % Ajiwe Jo Juswiredaq obealyy  BuisnoH Jo Juswuedsq - [e1apa4 VHO - 0bealy) Apeay yinox
S||INS B|qeIeewW
ureb 0) Ayunyoddo ue pue asualadxa uo-spuey
oA siago Anunuoddo yoe3 *s10309s ssauisng ayeAid
pue 2gnd s,06ea1yD uyym sqol pue sdiysaonuaidde s89In8S poddng arelodio) s1g)ua) Juawdojanag
‘sdiysusgiul yum ‘1z - 7T sebe ‘sjdoad m::% ﬁmmc:oo UINOA JUBWIae|d/SSauIpeay qor B Ajiwed Jo Juswuedsq ofeay) - 0bealyD Jo AND - [eao  Jsase) - ofealy) Apesy yinoA
"Sal|IWe} aWodUl-Mmo) 10} sawoy Buipjing Ag s|ips
qol dojanap 01 LanoA Buidjay osje ajiym sjeoh oiwapese loge
uo Buisnaoy Aq synpe BunoA pue suss) siamodw3 YINOA Buures] feuonednaaQ 10qe Jo Jawpedsq SN 40 Juawiedaq SN - [elepaS pling yinoA
uonduosaq awwelbold (papers) S8IINISS J0 SN204 Alewilid Kouaby BuLsisiuiwpy 821nos Buipun4 awweihold

uonendod 1961 Arewid

NOIS3d ILVIS-IdL IHL NISEOC OLSTTIMS ONIHOLVIN ¢ = 2QT



From:
e Cricago T tate OECD Territorial Reviews: The Chicago Tri-State
Metropolitan Area, United States 2012

United States

Access the complete publication at:
https://doi.org/10.1787/9789264170315-en

@) OECD

Please cite this chapter as:

OECD (2012), “Matching skills to jobs in the tri-state region”, in OECD Territorial Reviews: The Chicago Tri-
State Metropolitan Area, United States 2012, OECD Publishing, Paris.

DOI: https://doi.org/10.1787/9789264170315-5-en

This work is published under the responsibility of the Secretary-General of the OECD. The opinions expressed and arguments
employed herein do not necessarily reflect the official views of OECD member countries.

This document and any map included herein are without prejudice to the status of or sovereignty over any territory, to the
delimitation of international frontiers and boundaries and to the name of any territory, city or area.

You can copy, download or print OECD content for your own use, and you can include excerpts from OECD publications,
databases and multimedia products in your own documents, presentations, blogs, websites and teaching materials, provided
that suitable acknowledgment of OECD as source and copyright owner is given. All requests for public or commercial use and
translation rights should be submitted to rights@oecd.org. Requests for permission to photocopy portions of this material for
public or commercial use shall be addressed directly to the Copyright Clearance Center (CCC) at info@copyright.com or the
Centre frangais d’exploitation du droit de copie (CFC) at contact@cfcopies.com.

&) OECD


https://doi.org/10.1787/9789264170315-en
https://doi.org/10.1787/9789264170315-5-en

	Chapter 2 Matching skills to jobs in the Tri-State Region
	2.1. The region’s workforce is ageing and fragmented
	2.2 The training system: multiple programmes and players with little policy co-ordination
	2.3. The result: a mismatch between skills supply and demand
	2.4. A way forward: greater co-ordination and deeper private-public engagement
	Notes
	Bibliography
	ANNEX 2A.1




