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MESSAGE FROM THE BOARD CHAIR
What an extraordinary year 2020 has been! Over the last few years, we have seen
significant improvement in our national, state, and local economies with the number
of unemployed workers declining to an all-time low with the national unemployment
rate hovering 3.6% in January 2020. Late in March we began seeing impacts of the
novel coronavirus, COVID-19, spread throughout our local area with many businesses
being forced to shut their doors resulting in a significant rise in unemployment
claims. In April we were all stunned when the national unemployment rate reached
14.7% and ultimately fell to 13.3% in May.
Our strategic planning process began back in January with a face-to-face meeting of
the Executive Committee and key staff. In February, the Board hosted numerous
input sessions across our 10-county local area, and due to the current pandemic, our
final product was presented to our Board via a Virtual Zoom meeting on June 10,
2020. This “new normal” has forced all partners to pivot and learn new ways to do
business. The public workforce system will be no different. We will see a change in
our service delivery models and fully anticipate new and innovative ideas to emerge
as a result of our current situation. Our system must strive to remain nimble and seek
opportunities for continuous improvement through expansion of virtual learning and
communication platforms to ensure that our staff are well-trained and able to meet
the needs of those we are charged with serving.
This newly developed strategic plan will provide a roadmap for collaboration with
community organizations, education partners, private industry leaders and other
stakeholders, to identify trends and opportunities in the labor market. This enables
us to better coordinate workforce development activities across multiple agencies to
create a well-trained and sustainable workforce for existing and future industries in
our region.
I am proud to serve alongside a committed board of directors and a professional staff
in Southeast Tennessee that is dedicated to meeting the needs of our businesses and
job seekers so that everyone wins and has an opportunity to succeed. We must
persist in empowering our communities with the resources needed to obtain livable
wages that result in an overall better quality of life for themselves and their families
while also growing our economies by making Southeast Tennessee a premiere
location for a talented workforce.
In Southeast we are always looking forward to a better tomorrow in workforce!
Sincerely,

John Proffitt, Board Chair

Southeast Tennessee Local Workforce Board
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INTRODUCTION
The Southeast Tennessee Local Workforce Development Board (STLWDB) is charged
with providing strategic direction and guidance over the local area’s federal, state, and
local workforce funds and service programs. The STLWDB, appointed by the county
mayors and certified by the Governor, includes representatives of private
business/industry, education, economic development, labor, and community-based
organizations. Area business partners make up most of the board membership and
contribute to its strategic development by maintaining a leadership role on the board.
The STLWDB provides policy and oversight for all workforce development activities in
the ten-county area throughout Southeast Tennessee: Bledsoe, Bradley, Grundy,
Hamilton, Marion, McMinn, Meigs, Polk, Rhea, and Sequatchie. The Southeast
Tennessee Development District (SETD) serves as the designated Fiscal Agent and
Administrative Entity, or Staff, to the Board.
In 2017, the STLWDB created a three-year WIOA plan, outlining goals and strategies
for the workforce system over the next three years. In alignment with this plan, the
Board engaged in a variety of strategic initiatives to better serve business and
jobseeker customers, promote collaboration among system partners, and
continuously improve organizational operations. The timing of this 2020 STLWDB
strategic plan update comes in response to the ending of the original plan’s timeframe,
the many changes that have occurred within the workforce development landscape in
the previous three years, and the current national COVID-19 pandemic crisis, which has
drastically impacted the area’s economy and workforce.
In 2014, the Workforce Innovation and Opportunity Act (WIOA) was enacted, replacing
the Workforce Investment Act of 1998 and providing a new vision for the workforce
development system. WIOA emphasizes customer-centric service design, a demanddriven system with business as the primary customer, and earn and learn opportunities,
as well as reinforcing the role of the local Workforce Development Board as a strategic
convener. In response to this change in federal legislation, the State of Tennessee, the
Southeast Economic Region, and the STLWDB have taken a close look at plans,
policies, and procedures to align with the new law and carry out its vision. The
Southeast Tennessee area was ahead of the curve on much of WIOA’s strategic focus,
which has allowed the STLWDB to continue its work pushing toward its goals to provide
the highest quality services to businesses and jobseekers.
The purpose of this plan is to create a cohesive local strategy to operationalize the
visions set forth by WIOA, the State of Tennessee, the regional economic planning
council, and local workforce development board plans. As the framework set forth at
the national level, WIOA’s Three Hallmarks of Excellence provide guidance for tying
together state, regional, and local strategies. This SETLWDB strategic plan contains
Tennessee’s four state strategic goals to ensure this alignment (see Figure 1 below).
Within this plan, the STLWDB will outline its alignment in strategies, objectives and
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actions to aid the State of Tennessee in meeting its vision: to increase the competitive
position of Tennessee business through the development of a highly skilled workforce.
Figure 1: Strategic Goals
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At the time of writing of the Strategic Plan, the nation and the STLWDB service area are
under national and state shutdown orders due to the COVID-19 pandemic crisis. As
this crisis unwinds and states begin to open up in phases, it is becoming clearer that
local community-based players are critical to the eventual economic recovery.
This strategic plan acknowledges and references the national pandemic and its effect
on the Board’s service area. Board leadership and members are working with State
leadership, local employers, and key stakeholders to develop a plan that will aid the
STLWDB with its workforce program oversight through the pandemic into the next
recovered economy. A successful strategic plan revolves around the leadership of the
Local Workforce Development Board. Strong, insightful leadership will be needed in
order for the area to emerge from the crisis successfully.
Leaders from business, government agencies, and other community-based
organizations must be engaged as businesses reopen and people return to work and
school. These leaders must work together at both the regional and community levels.
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While many anticipated an economic “new normal” before the pandemic, it
nonetheless arrived more unexpectedly and suddenly than imagined, demanding
adaptive skills such as flexibility, nimbleness, communication, and listening.
Tennessee’s state, regional, and local leadership will enable the innovation and
foresight that will be necessary for success to take root.

PLANNING PROCESS
The STLWDB began this strategic planning process with a kick-off
meeting in December 2019. Board staff and key members identified a
variety of goals and expectations for both the planning process and the
final plan. These goals focused both externally and internally, elevating
expectations for plan’s community impact, as well as a smooth transition
into implementation.
Themes from the Board’s discussion included:
•
•
•
•
•
•

Building on the previous compliance plan into a true comprehensive plan
aligned with the State Plan and the Regional Planning Council Plan
Creating the best comprehensive area plan for the needs of the service area
Continuing to lead the system to perform at higher levels
Outlining clear, actionable steps for advancing the system
Identifying measurable objectives and metrics
Incorporating flexibility to respond to economic or policy changes at the local,
state, and federal levels

To confirm expectations of the planning process were achieved, a variety of research
and stakeholder engagement activities were conducted. These activities resulted in a
data-led development process.

Document Review and Data Analysis
During the project launch with the Board’s consultants, the group
requested and reviewed documents and materials that are relevant to
the planning process, including previous plans, implementation
documentation, labor market studies, and strategic documents from
key partners, key Board initiatives, and other items. The consultants
conducted an analysis of industry, demographic, and occupational data
to provide additional context for planning. The consultants’ proprietary data sources
such as Economic Modeling Specialists International (EMSI) also provided up-to-date
labor market data to create a workforce analysis, which includes the following:
1. Demographics – population, poverty rates, and educational attainment
2. Labor Force – labor force size and participation rate, employment,
unemployment, and commuting and migration patterns
3. Industry Analysis - employment size of major industry groups and fastest
growing and declining industry subsectors
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4. Occupational Analysis - employment size of major occupation groups, fastest
growing and declining detailed occupation groups, job openings, median
hourly wage, and employment growth projections by middle- and high-skill
occupations

Stakeholder Engagement
The Board, local workforce system partners and stakeholders, and local
industry sector employers participated in a sequential four-stage
engagement process.
Stage One: Partner & Stakeholder Online Survey
The first stage of the engagement process was a brief survey for gathering input from
a wide array of partners and stakeholders to gather initial input on several questions
that will impact the Board’s strategic plan, including:
•
•
•
•
•
•

What are the workforce board’s biggest successes?
How does the workforce board’s work impact your organization’s work?
What are the top issues the workforce board should address in its updated plan?
What organizations other than the board are critical for talent development?
What are top priorities for spending?
How should success be measured in developing a workforce?

Stage Two: Geographically Dispersed Industry & Workforce Learning Sessions
Three Industry and Workforce Learning Sessions were conducted throughout the tencounty area to gain insights on needs, customer engagement approaches, and
potential partners that may be more specific to local areas within the area. The
geographically located sessions included participants from multiple disciplines:
employers, educators, social service organizations, elected officials, economic
development leaders, and other community leaders. These sessions focused on
firsthand perspectives on priority areas for growth and development, along with
challenges that must be addressed. In addition to gathering this important information,
these sessions also provided an important opportunity to initiate buy-in and ownership
for the strategic plan and to promote the work of the Board.
Examples of discussion questions that were posed to business members included:
•
•
•
•
•

What are your greatest needs related to workforce development?
As a business, economic development organization, or business organization,
how do you engage with the workforce system?
What training organizations or internal training processes do you use? What
training do you need that is not readily available?
What strategies exist or could be utilized by the workforce development
system and its partners to address these needs?
What opportunities exist to align workforce development and economic
development strategies in the area?
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•
•
•
•
•
•

What is working well within the local workforce development system? For
business? For job seekers? For youth?
When you think about positive outcomes for individuals or businesses, what
parts of your current strategy are contributing to success?
How do you currently collaborate and share information among agencies and
organizations? What opportunities exist for further collaboration?
What ideas do you have for making the workforce development system more
effective or efficient in the future?
What do you need from workforce development partners?
What are the biggest challenges for your clients or constituents in your local
areas?

Stage Three: Educator & Target Populations Workforce Learning Sessions
Two additional sessions were held with educators, key partner stakeholders, and
STLWDB Board members to gather firsthand information about workforce
development system needs and efforts within the ten-county service area. These
sessions focused on career pathways in the local area education pipeline, work-based
learning programs, youth programs, and included representatives from K-12,
Career/Technical Education Centers, and post-secondary institutions in the area.
Questions in that session included:
•
•
•
•
•
•

What are the current effective practices for K-12 students to exhibit readiness
for college and careers?
How are technical education programs presented as a viable post-high school
education option?
What credentials are most valued by employers in the area?
What planning platforms exist for educators from K-12, CTE, and higher
education to coordinate strategies?
How are employers engaged with the schools?
What is needed from the Board? What should be emphasized in the strategic
plan?

Within these two sessions, representatives of community, non-profit, and social service
organizations that focus on key target populations identified by the board attended as
well. These included representatives of organizations serving Returning Citizens
(Offender Re-Entry), Persons with Disabilities, Disengaged Youth, Veterans, and
Substance Abusers. Questions for this group included:
•
•
•
•

What are the major barriers for the populations you serve?
What is currently working to address needs of these populations? Are there
small, localized programs that can be brought to higher scale?
What initiatives would you suggest if funds are available?
What is your current relationship with the Board? How can it be made even
better?
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The mixture of disciplines in these 90-minute sessions provided a venue for important
local connections in addition to providing input for the Board’s plan.
Stage Four: One-on-One Interviews
A series of one-on-one interviews were conducted with key industry sector businesses
and stakeholders, particularly focused on capturing input from people who were
identified as critical for success but who did not already participate in one of the input
sessions. All interviewees were scheduled by phone with each interview lasting
approximately 30-45 minutes. The questions were framed similarly to those asked in
the input sessions, but the one-on-one setting allowed for further detail. This also
allowed for additional COVID-19 pandemic data collection, which aided in crafting the
strategic plan.

Concluding Session with Board
The consultants facilitated a second session with the full workforce
board to present the strategic priorities identified through the data
analysis and public input processes and finalize the structure for the fully
developed plan. While the instructions from the State had not been
received at this point, the Board was able to draw from the Draft State
Plan that was recently issued to discuss alignment and priorities. Board members were
able to validate the analysis, add additional priorities, and provide modifications as
needed.
Strong participation in this planning process from Board members, state leadership,
staff, various industry businesses, educational partners, and community members
promoted the collaborative nature of the crafting of the strategic plan. The variety of
input proved valuable, resulting in specific goals and strategies and indicating that
many of those engaged in planning will be ready to participate in implementation,
continuing to promote a strong workforce development system within the Southeast
Tennessee service area.

8|Page

Strategic Plan 2020-2023
Southeast Tennessee Local Workforce Development Board

EXECUTIVE SUMMARY
The Southeast Tennessee Local Workforce Development Board 2020-2023 Strategic
Plan is centered around a strategic vision of creating a talent system that affords all
customers equitable opportunities for lifelong learning and increased personal
economic mobility while providing employers the talent to grow and diversify their
workforce. This plan demonstrates the Board’s commitment to create a cohesive local
strategy to operationalize the visions set forth by WIOA, the State of Tennessee, the
regional economic planning council to advance and expand access to the program of
services.
This Plan is laid out from the customer perspective, rather than segmented by
programs or funding streams. This comprehensive integrated approach focuses on the
entire workforce ecosystem within the service area aligning with the State and Regional
Economic strategic priorities. Through meaningful collaboration, across agencies and
key stakeholder partners, a robust set of specific, actionable short- and long-term
strategies have been identified.
The plan development began with the Board engaging in a six-month process of an indepth service area quantitative data analysis of demographics, labor force, industry
analysis and occupational analysis. Next, partner and key stakeholder engagement
focus groups were held to garner and understand emerging workforce issues and
needs within the service area. This included on-line surveys, three geographically
dispersed industry and workforce learning sessions, two area educator and target
population program providers sessions, a series of one-on-one interviews with
representatives of industry, and a full Board input session.
The STLWDB Strategic Plan for 2020 through 2023 established its new mission and
vision to be:

Mission
To create a fully integrated comprehensive workforce development system that
aligns business needs with the region’s skilled workforce.
Vision
Our vision is to collaborate with partners to coordinate a defined and innovative path
that positions Southeast Tennessee as the best local workforce region for equitable
opportunity among residents and industry.
The development of the 2020-2023 Strategic Priorities for the Board was performed
within the context of both Tennessee statewide goals and the goals developed in the
East Region ensuring a comprehensive workforce ecosystem plan to immediately
advance Southeast Tennessee Local Workforce Area. This alignment resulted in the
Board’s ten key strategies:
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1. Increase Promotion of American Job Centers: Raise the visibility of AJCs as focal
points for entry and lifelong navigation of career advancement pathways
2. Expand Work-Based Learning: Engage employers as full partners in work-and
learn programs the incorporate educational organizations in advancing skills &
wages of workers
3. Upskill Talent: Identify existing workers who are candidates for skills
advancement to fill skills gaps & provide skills training & credentials leading to
higher wages
4. Enhance Supportive Services: Address barriers to employment with use of
supportive services that address needs, particularly in rural areas & with
advancement of the working poor
5. Promote Hiring of Target Populations: Develop new outreach & engagement
strategies for targets such as military, returning offenders & persons with
disabilities to positively impact labor market participation rates
6. Develop Youth Initiatives with K-12 Schools: Further develop the board’s role as
provider of labor market insights & connector of employers to K-12 career
readiness programs
7. Develop Internal Staff: Provide a professional environment for attracting &
retaining staff while modeling behavior for other employers for wages, benefits
& professional development
8. Expand Employer Services: Advance the skills and multi-agency coordination of
business services teams to be single points of contact for employers to obtain
wide range of services from the system
9. Advance Partner Coordination: Work with broad community coalitions to define
key metrics for economic growth & roles to be played by each partner
10. Advance & Coordinate Rural Services: Provide enhanced access to services in
rural areas, with emphasis on use of technology, to foster growth of jobs and
talent throughout the area
In order to advance each strategy to success, a series of action steps are detailed in the
Plan. The current COVID-19 pandemic has led to immediate actions that can advance
longer-term goals. While the overall mission of the Board remains solidly in place, there
are changes in near-time tactics that you will read about within the plan that can serve
to accelerate progress toward these strategic goals in the current COVID-19
environment.
The STLWDB 2020-2023 Strategic Plan lays the framework for the ten-county area to
achieve gains across the workforce ecosystem over the next three years. This is a
historical opportunity to take a holistic look at the local service area and leverage the
current environment’s alternative delivery of system as opportunities of growth in
supporting the advancement of a stronger and futuristic workforce service area. While
the Board acknowledges the submission of this Plan is not the final step, it remains
committed to ongoing collaboration efforts over the next three years to ensure the Plan
is actualized across the local workforce development system.
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STLWDB MISSION STATEMENT
To create a fully integrated, comprehensive
workforce development system that aligns
business needs with the region’s skilled
workforce.

STLWDB VISION STATEMENT
Our vision is to collaborate with partners to
coordinate a defined and innovative path that
positions Southeast Tennessee as the best local
workforce region for equitable opportunity
among residents and industry.
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STRATEGIC PLANNING
Both Southeast Tennessee and the global economy have felt the impact of the COVID19 pandemic. In this new environment, workforce development boards are dealing
with meeting the immediate needs of millions of jobseekers and businesses. They are
overwhelmed and staff members are being redeployed to deal with the
unemployment claims demand. As everyone continues to operate in a COVID-19
environment, the system will rely more on virtual communications and expanded
delivery of service opportunities. This transition has occurred in some of the American
Job Centers, but current platforms are not fully deployed. It is important to enhance
current systems and design new systems that connect with all target populations and
focus on reemployment of individuals during these challenging times.
In January 2020, there was a talent shortage. In May 2020, there is a talent surplus.
Through our workforce training programs and employer services, we want to focus on
getting individuals back to work in jobs that are in-demand and working with business
and industry to meet evolving skills needs and changing work settings. This is all new
territory, but models such as sector partnerships and new technology-based delivery
of services will help get industry leaders organized and connected to tools and
resources to support their needs. With the assistance of the federal government, the
Relaunching America’s Workforce Act (RAWA) or Health and Economic Recovery
Omnibus Emergency Solutions Action (HEREOS) will infuse billions of dollars into
public workforce development systems nationwide.
Workforce development boards will be organizing to prepare, plan, and implement
the use of proposed new innovative system operations and programming. The proven
alternative hybrid service delivery models such as virtual services will propel workforce
development boards into new strategic planning efforts, professional development
training, and systemic policy development to implement and support this new forwardleaning public workforce system. The STLWDB Board stands ready and willing to
engage in accelerated and innovative service delivery models in order to expand
access to workforce services.
The STLWDB has the public-private leadership capacity to lead the ten-county area
toward the future of work. Nationwide, workforce development boards are pivotal in
adapting to change with their operations, strategies, technologies, and investments
through close collaboration with key local stakeholder partnerships. Today’s pandemic
has resulted in a stressed workforce system with limited resources and technologies.
Through viewing these challenges as opportunities for growth and using new tools and
technologies, the STLWDB will be successful in providing greater economic stability
for people and a skilled talent pipeline for industry sectors.
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ALIGNMENT OF STATE, REGIONAL, AND LOCAL STRATEGIC PRIORITIES
The development of strategic priorities for the Workforce Board was performed within the context of both Tennessee
statewide goals and the goals develop in the East Region. A broader description of Tennessee and East Region
strategies and goals can be found in their respective plans. Action steps that have been identified to immediately
advance Workforce Board Strategies are provided in the next section.
Tennessee Strategic Plan Framework
1. Clear connections to current
industries and employers
• Apprenticeship
• Industry-specific
Education/training
• AJC Integration

❖

❖

❖
2. Pipeline infrastructure
• K-12 WBL
• Adult Ed Pathway
• Incarnated-Education
Integration
• Military Transition
• Re-Employment Transition
• Drive-to-55

❖

❖

East Region Planning Council
Strategies
Employ WIRED data on current &
emerging industries &
occupations to anticipate demand
for developing incumbent worker
programs & to inform pipeline
development
Identify & approve WIOA training
programs based on in-demand
occupations & employer input
Support employer-driven regional
sector initiatives
Engage K-12 & post-secondary
partners to develop programs of
study for adults and youth in order
to provide work-ready clients for
the region’s employers
Integrate enhanced career
services into individualized client
plans addressing career goals,
skills & readiness assessments &
barriers requiring supportive
services

STLWDB Key Strategies
➢ Increase Promotion of American
Job Centers: Raise the visibility of
AJCs as focal points for entry and
lifelong navigation of career
advancement pathways
➢ Expand Work-Based Learning:
Engage employers as full partners
in work-and learn programs the
incorporate educational
organizations in advancing skills &
wages of workers
➢ Upskill Talent: Identify existing
workers who are candidates for
skills advancement to fill skills
gaps & provide skills training &
credentials leading to higher
wages
➢ Enhance Supportive Services:
Address barriers to employment
with use of supportive services
that address needs, particularly in
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❖ Identify credentials for student
career pathways that are industryrecognized and stackable to
better jobs & additional
credentials in the client’s chosen
industry or occupation

➢

➢

3. Clear integration with economic
development
• Project Management
Process
• Incentive Process

4. Outcome visibility

rural areas & with advancement of
the working poor
Promote Hiring of Target
Populations: Develop new
outreach & engagement
strategies for targets such as
military, returning offenders &
persons with disabilities to
positively impact labor market
participation rates
Develop Youth Initiatives with K12 Schools: Further develop the
board’s role as provider of labor
market insights & connector of
employers to K-12 career
readiness programs
Develop Internal Staff: Provide a
professional environment for
attracting & retaining staff while
modeling behavior for other
employers for wages, benefits &
professional development
Expand Employer Services:
Advance the skills and multiagency coordination of business
services teams to be single points
of contact for employers to obtain
wide range of services from the
system

❖ Nurture strong relationships at the ➢
local & regional levels with
economic development
organizations including TNECD,
development districts, chambers
of commerce, regional and local
economic development groups in ➢
order to enhance and direct the
use of workforce development
system resources, particularly in
rural areas
❖ Align & integrate business
services among state agency &
local core partners
❖ Develop tools & reporting systems ➢ Advance Partner Coordination:
& procedures to capture,
Work with broad community
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•
•
•

Employers
Pipeline
Economic Development

interpret, analyze & report
outcomes from workforce system
programs & initiatives
❖ Develop & implement methods &
tools to evaluate benchmarks for
success of partnerships
❖ Encourage usage & assist
implementation of the VOS case

coalitions to define key metrics for
economic growth & roles to be
played by each partner
➢ Advance & Coordinate Rural
Services: Provide enhanced
access to services in rural areas,
with emphasis on use of
technology, to foster growth of
jobs and talent throughout the
area
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Strategic Action Steps
Within each of the ten key strategy areas, the STLWDB has
developed a list of specific actions that it will take to advance each
strategy. These are shown below along with input from community
sessions that led to their selection. The current environment of
COVID-19 issues and the subsequent economic recovery lead to
some immediate actions that can advance longer-term goals. These
are highlighted at the end of each section. While the overall mission
and goals of the Board remain solidly in place, there are changes in near-time tactics
that can serve to accelerate progress toward these goals in the current COVID-19
environment.

Strategy 1: Increase Promotion of American Job Centers
Action Steps
• Promote & repeat clear message to public: AJC is your first choice for job search,
skills development and career advancement at all stages of career
• Connect AJCs as a primary public engagement strategy with education and
economic development partners
• Increase the use of social media to create community awareness
• Emphasize that AJC has access to jobs, access to training (particularly shortterm), and access to funding sources and scholarships for affordability
• Promote access for employers to wide range of talent availability, not just entrylevel workers
• Use success stories to bring life to promotions
• Employ “hub and spokes” model with spokes including libraries, schools,
community centers displaying AJC brand
• Increase training classes offered at AJC sites to increase public perception of
AJCs as the place for acquiring skills
Community Input
• Memorandums of Understanding (MOUs) need to be strengthened among
partner agencies to encourage co-enrollment in programs, allowing individuals
and employers maximum access to services that are available
• There continues to be lack of awareness among the public and employers about
what is provided in total by AJCs – some know about individual partners but not
the whole picture of the “AJC family”
• AJC message should include clear information about wage levels for entry-level
jobs and advancement possibilities for those who prove work ethic and continue
to acquire new skills
• AJC programs should all have a professional worker/soft skills component as
many job applicants lack these
• Offering digital literacy is essential in today’s workplace – AJCs should advance
digital literacy, particularly for older workers
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•
•
•
•
•
•

AJC message should include desirable Career Pathways steps to advance to
higher wages – including a “job hopping” is not the best strategy and is viewed
negatively by employers
Need to provide better up-front assessments – meet people where they are and
then get their buy-in for training leading to better jobs
Alignment of departments at state level would help in promoting collaboration
at the local level among partners
Better AJC access can be provided via mobile units and connection to access
points that already exist (libraries, community organizations, faith-based
institutions)
Career Pathways can be the language that connects all partners
AJCs should have a primary mission of teaching “navigational skills” as the labor
market changes quickly

Immediate Priorities in Current Environment
• Re-opening following COVID-19 provides opportunity to refine the AJC
message – wider range of talent will need help
• AJCs must provide real-time crosswalks for laid-off employees to employ skills
in new occupations and access short-term training as part of strategy
• Community organizations will be more interested in being access points under
the AJC brand as they will have clients needing services more than ever

Strategy 2: Expand Work-Based Learning
Action Steps
• Recruit more employers as sponsors of work-based learning opportunities
• Expand access to Registered Apprenticeship programs for all ages – assist
employers in creating new programs
• Connect Career/Technical Education (CTE) students to apprenticeship
programs with higher education partners and employers – expand preapprenticeship programs as appropriate to accelerate connections
• Promote to employers the wide range of work-based learning options that are
available for them to address skill gaps – apprenticeship, on-the-job training
(OJT), internships, part-time jobs for students
• Promote the message of work-based learning as affordable approach for
acquiring higher education without debt
• Ensure that work-based learning approaches are presented in mix of higher
education options by K-12 schools and online platforms that provide access to
higher education
• Ensure that the state’s Eligible Training Provider List includes access to
apprenticeship and other work-based learning options

15 | P a g e

Strategic Plan 2020-2023
Southeast Tennessee Local Workforce Development Board
Community Input
• Employers need to invest in workers to get the skills and retention they want –
they need to be partners in the educational process throughout the careers of
employees
• Employers can demonstrate the professional expectations (both technical and
soft skills) in their workplaces through work-based education programs,
externships for teachers, and other means of engagement
• There is widespread support expressed by both employers and educators for
work-based learning – there is a “will” and we must find a “way” through more
creative internships and apprenticeships
• We will need to change public perception, particularly parents of students,
about the desirability of work-based learning approaches for our “best and
brightest,” as 4-year college is viewed as the primary avenue now
• All high school students should have real work experience, not just community
service
• We need to increase the labor market participation rate for youth and young
adults by knocking down artificial barriers to internships
• We need to work with the state on clearer definitions of apprenticeship and preapprenticeship, particularly as the federal government has opened up new
flexibility for Industry Recognized Apprenticeship Programs
• Increased employer mentoring of students should be one means of
engagement
Immediate Priorities in Current Environment
• Promotion of work-based learning to students who are re-thinking higher
education plans as a result of COVID-19 – work-based learning can be a better
option for exploration and training than a non-guided “gap year” that many
students are considering
• Employers will be more selective than before as they hire, or rehire, after COVID19 – work-based learning can be embedded as a requirement for workers who
are lacking desired skill levels

Strategy 3: Upskill Talent
Action Steps
• Ensure that professional/soft skills are an integrated component of all technical
skills training
• Use sector-based planning groups of employers and educators to define and
provide industry certifications that are valued by employers in the labor market
• Work with employers to anticipate skill needs that are emerging (such as
transition to solar, electric vehicles, self-driving trucks, etc.) – work with
employers on timelines so that just-in-time training is provided to meet needs of
employers and workers
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•
•
•
•
•

Provide assessments of prospective workers at AJCs and educational
institutions that are tied to industry standards – tie baseline assessments and
career plans to next steps in training
Work with employers to identify occupations that will experience large-scale
retirements so that upskilling of workers can occur systematically to meet needs
Work with employers on providing flexibility needed for existing workers to
participate in training
Work with staffing services/temp agencies to embed upskilling into service mix
– work on creative funding strategies to support
Identify low-skilled workers in low-wage jobs who are candidates for upskilling
into higher skills, higher wages – promote incumbent worker training strategies
to raise workers out of poverty

Community Input
• With the current speed of innovations being introduced in the workplace,
ongoing partnerships will be need between employers and educators to keep
pace
• Access to up skilling is a critical issue in rural counties where physical training
sites may be 50+ miles away
• More cross-sector collaborations are needed to systematically move workers
from low-wage jobs (retail, food service, hospitality) to higher wage jobs in
manufacturing, healthcare, and other fields
• Collaboration with United Way’s ALICE (Asset Limited Income Constrained
Employed) initiative can help to call attention to plight of low-wage workers and
find solutions
• We need a clear catalog of in-demand occupations across entry, mid-level, highlevel wage/skills to assist workers and employers with upskilling strategies
• Employers need menus of options on how to engage with educators in
upskilling programs
• Employer initiatives that allow flexible hours and job sharing will be needed in
order for many worker, especially single parents, to participate
• Award of credit by colleges for Prior Learning Assessment can serve to
incentivize upskilling and new credential attainment
Immediate Priorities in Current Environment
• Skill gaps of employers did not go away during COVID-19 – there is immediate
opportunity to work with employers on embedded skills advancement
structures as they hire and re-hire workers in the current environment
• Workers will re-enter the workforce with a new sense of vulnerability and will be
more receptive to the need for upskilling for future job security

Strategy 4: Enhance Supportive Services
Action Steps
• Develop new transportation solutions, particularly in rural areas
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•
•
•
•
•

Develop expanded childcare options, particularly for infants and pre-school
populations
Provide intensive counseling for addressing barriers prior to job placement –
continue with post-placement services to ensure that personal crises can be
managed, and employment continued
Provide financial management training prior to job placement to focus on
budgeting, savings, retirement plans, and other financial issues
Work with students on strategies for training that are online or hybrid in order
to decrease the needs for childcare and transportation while taking
advancement courses
Ensure that key program partners are engaged in addressing supportive
services needs of target populations (persons with disabilities, returning
offenders, military-to civilian, migrant workers, and others)

Community Input
• Culture of employers will need to change in some cases to allow for more
flexible work schedules, job sharing, and other solutions
• Employer retention rates need to improve – retention issues are often tied to
inability to deal with personal issues – employees often just don’t show up for
work rather than work with the employer on addressing the issues
• There a lot of issues related to employment of workers with disabilities –
employer fear, transportation, lack of information on supportive services
available – problems are particularly acute in rural areas
• There are mental health issues that can sometimes be invisible
• Access to services from social services organizations need to be expanded for
AJC customers, ranging from legal services, to family counseling, to food
insecurity
• The Family First Program model can be employed – it starts with identification of
the individual’s needs and values, then moves to programs and jobs that align
with those
Immediate Priorities in Current Environment
• Build on online service access, counseling, and training delivery methods that
have been adopted during COVID-19 – reduce the need for transportation and
childcare
• Screen job applicants more intensively for mental health and other health
issues after extended period of home isolation

Strategy 5: Promote Hiring of Targeted Populations
Action Steps
• Increase outreach and services for returning military – provide skills crosswalk to
civilian jobs
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•
•
•
•
•
•

Increase outreach and services for offender re-entry – work with correctional
institutions on pre-release orientation and training and with post-release
probation officials on addressing support needs and barriers to employment
Increase employer awareness regarding abilities of individuals with disabilities
to meet their skill gaps, and awareness of resources available to assist in
workplace accommodations and other issues
Address generational poverty issues by demonstrating value of work over
ongoing public assistance
Address issues related to lack of attachment/loyalty of young workers to
employers – some issues are a result of younger workers seeing parents lose
jobs and pensions and are skeptical about employer loyalty to workers
Expand opportunities for hiring young workers and providing internships and
other means of exposure to job opportunities
Increase opportunities for older workers through “senior internships” and other
exploration, short-term training, and try-out employment means

Community Input
• High unemployment rate and low labor market participate rate for persons with
disabilities – resources are available but often go unused
• Very difficult to connect migrant seasonal farmworkers to training programs that
lead to higher pay – issues on both sides as workers don’t have time and
employers don’t see value of investment
• Workforce Board should be champion for breaking the cycle of poverty for
individuals who are not attached to the workforce
• Workforce Board can also be community influencer on hiring of target
populations by using media to bring success stories to life
• There are sometimes barriers for target populations in crossing state lines –
Workforce Board and AJCs can work on collaborations to knock down these
barriers to services and employment
• Mentoring can be an important element for target populations – mentors from
the specific target populations can be points of inspiration
Immediate Priorities in Current Environment
• Needs of older workers who have lost jobs during COVID-19 will need to be
addressed
• The message of work as more valuable than receiving public funds may be more
difficult in the short term because of combination of higher assistance levels and
fear of returning to workplaces immediately

Strategy 6: Develop Youth Initiatives with K-12 Schools
Action Steps
• Provide ongoing labor market information to K-12 schools on employer career
opportunities – be the recognized “go to” source for labor market insights, both
long term and real-time
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•
•
•
•
•

•

Connect employers to K-12 schools and students to develop internships for
younger students, externships for teachers, project-based learning for the
classrooms, and other means of job and career awareness
Selectively target limited in-school funding to high-risk youth for dropout
prevention efforts
Provide promotional material on work-and-learn programs for higher education
access following high school graduation
Work specifically with Career/Technical Education (CTE) programs on dual
credits and pre-apprenticeship structures that encourage direct entry to postsecondary programs following high school
Provide input to age-appropriate messaging from middle school and
elementary school for career exploration activities involving employers – assist
with development of early learning activities such as coding camps and maker
fairs
Assist the K-12 schools in developing activities and connections that students
will need to satisfy career and college readiness guidelines of state

Community Input
• Finding qualified teachers for engineering and other technical areas is difficult –
employers can help in identifying teachers (sometimes retirees from industry)
and in providing supplemental learning via their own employees
• State high school graduation requirements resulted in reduction of some CTE
programs and hours available for students to take them
• K-12 school counselors have high caseloads with little time to counsel students
about careers – they are consumed with work on testing, attendance, and other
issues
• The requirements of Perkins Act for CTE programs have resulted in new
engagement with employers and community on relevance of CTE programs to
local needs – there are also strengthened requirements for career plans for
students
• Workforce Board should continue to seek funding for in-school programs aimed
at dropout prevention to address needs of disconnected youth before they drop
out and need costlier interventions by criminal justice system and others
• Continue efforts such as Your Skills, Your Future to present area-specific
information and videos
• Dual credit and early college programs should be expanded as they provide a
head start on college and serve to reduce college completion cost
• Tennessee’s programs that pay for college for high school graduates should be
promoted and expanded
• Career/Technical Education (CTE) promotions such a Draft Day and Signing Day
should be leveraged to raise the visibility and excitement about CTE programs
• Work Ethic Certificates can serve as another means of engaging students in
information about what’s valued by employers along with proof points on how
students have prepared for the work environment
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Immediate Priorities in Current Environment
• K-12 students may have immediate needs from employers and higher education
on meeting current requirements for graduation
• K-12 students will need updated information on college entry requirements and
job information, as changes have occurred as a result of COVID-19
• Student attitudes about immediate college entry have changed, and many
students may find a “gap year” work-based learning opportunity of interest

Strategy 7: Develop Internal Staff
Action Steps
• Professional development will be provided as many staff are new to the system
– a lot of staff turnover has occurred as a result of state-required procurement of
service providers
• Workforce Board will need to review salary and benefit structures in light of
competitiveness in attracting and keeping talent in Southeast Tennessee labor
market area
• Training will be needed in use of online processes for counseling, case
management and records retention
• Change management strategies will need to be provided to all staff, new and
existing
• Staff advancement structures with incentives will need to be in place
• Structures will need to be in place for shifting resources in times of crisis (such
as current experiences in COVID-19) and moving to alternative delivery
structures when needed
• Accountability structures for managing combination of direct staff and
contractors will need to be re-visited
• An operations plan will be updated to reflect goals of the strategic plan
Community Input
• Government and social services organizations face the same problems with
hiring and retention as other employers
• Cyber security will be an increasing concern for all employers
• Workforce Board staff will need to be leaders in community and model for other
employers
• United Way’s Executive Leadership Program can be utilized for staff
development
• Funding for staff is limited – the Workforce Board will continue to seek additional
funds for special initiatives to support the work of the board and its contractor
network
• Workforce Board staff will need to be the primary promoters of multi-agency
collaboration and organizers of multi-agency service teams to meet needs of
individuals and employers
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Immediate Priorities in Current Environment
• Increased expertise in online service delivery will be of particular benefit to rural
areas and populations lacking transportation
• Finding solutions for populations lacking internet access is now a more critical
issue than ever, as access to services is more dependent on internet access –
supplemental access points in libraries and locally based community
organizations will also be critical in the short term

Strategy 8: Expand Employer Services
Action Steps
• Sector-based planning will be expanded along with identification of cross-sector
needs to be addressed by the Workforce Board
• Business services teams will be strengthened to meet employers’ needs for
single points of contact to access multiple resources and for representatives who
specialize in sector-based needs
• The Workforce Board will strengthen connections to business chambers for
commerce and other business associations to address both short term
economic recovery needs and longer-term skill gap issues
• Marketing and outreach efforts to employers will be increased to expand
knowledge of available services under the AJC brand
• Employer services will provide connections to a wide range of talent from entrylevel to new college graduates, including highly-skilled professionals who have
been recently impacted by the economic downturn
• Employers will be provided with a menu of engagement options for connecting
to talent, from short-term presentations to schools to full sponsors of workbased learning approaches with educational organizations
Community Input
• Low wages are an issue – employers will need to see strategies that help them
raise productivity as they raise wages
• Staffing agencies have emerged as the source of probationary employees for
many employers – staffing agencies need to be recruited as partners in skills
advancement
• Employers are struggling to find answers to hiring needs – it is hard for them to
see further down the road
• Employers cast a wide net for workers across county and state lines – local
agencies and educational organizations will need to work on new coordination
across political jurisdictions
• Employers focus on skills, not credentials, and training providers will need to
prove that the credentials align directly to skills that are needed
• Employers should rely on public systems for foundational skills of literacy, IT,
and work ethic
• Cross-sector employer collaborations can be used as a deliberate strategy for
finding talent
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Immediate Priorities in Current Environment
• The Workforce Board and AJC business services staff will need to work in the
current environment to identify different services for different types of
employers at the moment: expanding employers needing workers; stable
employers needing mostly replacement workers; struggling employers who are
laying off workers who can be transitioned to other employers
• The current environment provides a unique opportunity to promote the AJC
services and increase awareness of the value of the workforce development
system

Strategy 9: Advance Partner Coordination
Action Steps
• Align core and optional AJC partners in higher level of coordination and
customer service
• Enhance the AJC brand as the entry point for accessing all partners and
programs
• Connect the workforce development system to education partners as a provider
of real-time labor market information and a source of employers to assist in
career readiness of students
• Encourage dual enrollment in programs to meet needs of employers and
individuals – develop information systems to enable the processes
• Connect adult education to occupational skills development so that literacy and
technical skills development can occur in tandem
• Advocate for state agency alignment to support local partners
• Promote the PIE (Partners in Industry & Education) Center as model of
education-business collaboration – work with partners to attract funding to
support
• Collaborate with Chattanooga Public Schools on career academies model that
connects students to employs and post-secondary training
• Collaborate with Chattanooga State on its ChattState Online initiative and with
other colleges to expand online access for training
Community Input
• Work-based learning initiatives will require leadership from multiple partners to
succeed
• Career Pathways can be the language that serves to bring all partners together
• Data systems will need to be enhanced to enable joint case management and
outcomes reporting
• State agencies will need to collaborate more fully and reward local entities who
exhibit collaboration
• The Workforce Board can be a primary advocate, along with employer partners,
in promoting cross-agency collaboration
• Collaboration of partners can be a good platform for attracting new sources of
funds from government and foundation sources
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•

The Workforce Board can work to break down barriers that exist between
employers and education systems: make it easier for knowledgeable persons
from industry to obtain teaching certificates; make it easier for high school
students to participate in internships

Immediate Priorities in Current Environment
• New creativity in multi-agency online services delivery has emerged from
COVID-19
• Use of partner organization sites as AJC affiliates is a more attractive option as
travel is restricted

Strategy 10: Advance & Coordinate Rural Services
Action Steps
• Increase online access to services and training
• Work across state lines to increase online course availability – ensure that
courses are available on Eligible Training Provider List
• Increase remote service access points of partner organizations – tie to AJC brand
• Work with rural employers on internal worker advancement strategies in order
to retain talent in rural counties
• Work with key partners in economic development on rural quality of life efforts
and promotion
Community Input
• Access to programs is difficult in rural areas
• It is often a 50+ mile drive to a training site from rural areas
• Internet access is still an issue in rural areas
• Other supportive service such as transportation, healthcare, and childcare is a
huge rural issue
• While not just a rural issue, drug usage is a barrier to hiring and retention in rural
areas
• Prospective employers will need to be assured that a pipeline of talent will be
available if they locate in rural counties
• The state rural initiative provides some resources we can tap into
Immediate Priorities in Current Environment
• COVID-19 has served to increase confidence that online services can be
provided – we must build on that for rural areas
• Expansion of remote service sites can be combined with online services to
provide access closer to home for rural residents – rural service sites can be used
to provide access to services and training for residents who lack internet access
at home

24 | P a g e

Strategic Plan 2020-2023
Southeast Tennessee Local Workforce Development Board

APPENDIX A: LOCAL AREA ECONOMIC ANALYSIS
Introduction
The following labor market data analysis details past, current, and projected trends in
the Southeast Tennessee area labor market. The geographic parameters of the area
include the counties of Bledsoe, Bradley, Grundy, Hamilton, McMinn, Marion, Meigs,
Polk, Rhea, and Sequatchie.
Figure 1: Map of the Southeast Tennessee Area

Demographics
The area has an aging population. Over the last five years, individuals 65 years and
over has increased by 14.8% and is projected to continue growing through 2024. This
cohort of individuals represents 18.5% of the local area population. Individuals
between the ages of 20-34 years added over 5,000 individuals over the last five years,
representing a 4.1% increase in population. This cohort is projected to experience a
slight increase by 2024 (0.4%). Older individuals in the workforce (55-64 years) has
increased by over 3,500 individuals over the last five years but is projected to
experience a 3.0% decrease by 2024. With over 25%, individuals between the ages of
35-54 represent the largest cohort in the Southeast Tennessee area in 2019.
Age Cohort
Under 5 years
5 to 19 years
20 to 34 years
35 to 54 years
55 to 64 years
65 years & over
Total
Source: Emsi 2020.1

Table 1: Population by Age, 2019
2019
% of
Change
Population
Cohort
(2014-2019)
37,915
5.7%
1,674
4.6%
117,044
17.7%
481
0.4%
128,923
19.5%
5,082
4.1%
166,582
25.1%
(1,786)
(1.1%)
89,742
13.5%
3,581
4.2%
122,361
18.5%
15,766
14.8%
662,566
100.0%
24,797
3.9%

Projected Change
(2019-2024)
2,614
7.0%
1,171
1.0%
493
0.4%
2,278
1.4%
(2,712)
(3.0%)
15,143
12.4%
18,989
2.9%
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Figure 2 details the population change by county in the area over the last ten years,
compared to the state and the nation. With 15.7% growth, Bledsoe County had the
highest population growth between 2009 and 2019, followed by Hamilton County
(+10.4%) and Bradley County (+9.3%). Grundy County was the only county to decrease
in population, with a loss of 3.4%. Overall, the area increased in population by 8.2%,
which is comparable to Tennessee’s population change (+8.2%). The area and state
both exceeded the national population change by 0.8 percentage points.
Figure 2: Population Change by County, 2009-2019
20.0%

15.7%
15.0%

10.0%

10.4%

9.3%

8.2% 8.2%
5.3%

4.5%

5.0%

2.0% 1.6%

5.8%

7.4%

1.1%

0.0%

-3.4%

-5.0%

Source: Emsi 2020.1

A majority of the population in the Southeast Tennessee area is White (78.9%),
followed by Black (12.2%), Hispanic (5.4%), Two or More Races (1.7%), Asian (1.5%),
American Indian or Alaskan Native (0.3%), and Native Hawaiian or Pacific Islander (less
than 0.0%). Over the past five years, the largest increase by race/ethnicity was White,
adding 12,500 individuals to the Southeast Tennessee area. All other diverse
populations also increased over the last five years. The Hispanic population added
nearly 7,000 people over the past five years, an increase of nearly 25%. As diverse
populations continue to grow in the area, a need for more diverse community
resources may be needed to best serve those populations.
Table 2: Population by Race/Ethnicity, 2014-2019
Race/Ethnicity
White

2019
Population
522,919

% of
Cohort
78.9%

Change (2014-2019)
12,500

2.4%
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Black
Hispanic
Two or More Races
Asian
American Indian or Alaskan Native
Native Hawaiian or Pacific Islander
Total
Source: Emsi 2020.1

80,597
35,683
11,293
9,767
2,013
295
662,566

12.2%
5.4%
1.7%
1.5%
0.3%
0.0%
100.0%

2,338
6,992
1,854
904
194
16
24,797

3.0%
24.4%
19.6%
10.2%
10.7%
5.7%
3.9%

In the area, 32.5% of individuals have attained a high school diploma compared to
32.6% in the state and 27.5% nationwide. Over one-fifth of individuals in the area have
some college attainment, which is comparable to the state and nation, respectively.
The area has a higher percentage of people with associate’s degrees (7.6%) than the
state (6.8%), but lower percentages of people with bachelor’s degrees (15.3%) and
graduate degrees (8.7%) than the state (16.4% and 9.3%, respectively) and the nation
(18.8% and 11.5%, respectively).
Table 3: Educational Attainment
Education Level
Less Than 9th Grade
9th Grade to 12th Grade
High School Diploma
Some College
Associate's Degree
Bachelor's Degree
Graduate Degree or Higher
Source: Emsi 2020.1

Area
Population

% of Area
Population

30,897
39,193
152,114
97,963
35,623
71,378
40,465

6.6%
8.4%
32.5%
20.9%
7.6%
15.3%
8.7%

% of
Tennessee
Population
6.1%
8.1%
32.6%
20.8%
6.8%
16.4%
9.3%

% of U.S.
Population
6.5%
6.9%
27.5%
20.6%
8.1%
18.8%
11.5%

Analyzing the commuting patterns of inbound and outbound workers can give a
clearer understanding of the living and working opportunities in the area. For example,
if an area has more outbound than inbound workers, the area likely has fewer or less
desirable job opportunities. On the other hand, if it has more inbound than outbound
workers, the area’s jobs are usually more numerous and high quality than surrounding
areas.
In the Southeast Tennessee area, over 78,000 workers commute into the area to work
and nearly 54,000 workers commute out of the area, making the area a net importer of
workers. Of the people who work in the area, 40.4% live in Hamilton County, 11.5% live
in Bradley County, and about 9% live in either McMinn County or Catoosa County.
About 162,000 people both live and work in the area.
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Figure 3: Commuting Patterns In/Out of the Southeast Tennessee Area
162,220 live and
work in the region
78,743 workers
commute in

53,916 workers
commute out

Net gain of 24,827 workers

Source: OnTheMap, U.S. Census

Labor Force
The size of the area’s labor force has fluctuated since 2008. Between 2009 and 2012
the labor force steadily increased to 297,565 people but in 2013, the labor force
declined by 3,441, and by 6,771 the following year. Since 2014, the size of the labor
force has steadily grown and is at its highest mark in the last ten years in 2018 at
305,523.
Figure 4: Labor Force Participation, 2008-2018
310,000

305,523
305,000

302,501
297,565
297,139

300,000
295,000

295,111

296,985

294,124

292,947
291,086

290,715

290,000

287,353

285,000
280,000
275,000
2008

2009

2010

2011

2012

2013

2014

2015

2016

2017

2018
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Source: U.S. Bureau of Labor Statistics

Figure 5 details the unemployment trend in the Southeast Tennessee area between
2008-2018 compared to that of the state and the nation. Unemployment in the area
has steadily decreased after peaking at 10.5% in 2009, reaching its lowest rate of 3.7%
in 2018. The area’s unemployment rate has closely matched the rates in the state and
nation since 2010. In 2018, the unemployment rate for the Southeast Tennessee area
was 3.7%, which was 0.2 percentage points lower than the nation and 0.2 percentage
points higher than the state.
Figure 5: Unemployment Rates, 2008-2018
12.0%

10.0%

8.0%

6.0%

3.9%

4.0%

3.7%
3.5%

2.0%

0.0%
2008

2009

2010

2011
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U.S.

Source: U.S. Bureau of Labor Statistics
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Industry Analysis
Figure 6 is a snapshot of all industries in the Southeast Tennessee area at the 2-digit
NAICS (North American Industry Classification System) level in 2014, 2019, and
projections for 2024. Nearly every sector has experienced growth and is projected to
continue growing into 2024, with the exception of Wholesale Trade, Management of
Companies and Enterprises, and Information.
Figure 6: Southeast Tennessee Area Industry Mix 2014-2019-2024,
2-Digit NAICS
Manufacturing
Government
Health Care and Social Assistance
Retail Trade
Accommodation and Food Services
Administrative and Support and Waste Management and…
Transportation and Warehousing
Finance and Insurance

Construction
Professional, Scientific, and Technical Services
Wholesale Trade
Other Services (except Public Administration)
Educational Services
Management of Companies and Enterprises

Arts, Entertainment, and Recreation
Real Estate and Rental and Leasing
Information
Agriculture, Forestry, Fishing and Hunting
Utilities
Mining, Quarrying, and Oil and Gas Extraction
0
2014 Jobs

10,000
2019 Jobs

20,000

30,000

40,000

50,000

60,000

2024 Jobs

Source: Emsi 2020.1
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Between 2014 and 2019, the sectors that experienced the greatest growth were
Accommodation and Food Services (+4,155 jobs), Transportation and Warehousing
(+3,882 jobs); Manufacturing (+3,259 jobs), Construction (+2,476 jobs); and Finance
and Insurance (+2,378 jobs). Over the next five years, Accommodation and Food
Services is projected to add the most jobs (+3,398 jobs), followed by Health Care and
Social Assistance (+3,306 jobs), Manufacturing (+1,951 jobs), and Government (+1,608
jobs). Sectors that experienced the greatest decline in jobs between 2014-2019 were
Management of Companies and Enterprises (-279 jobs); Information (-229 jobs); and
Wholesale Trade (-167 jobs). Each of these sectors are also projected to experience a
continual decline into 2024.
A closer look at the top sectors in the Southeast Tennessee area is provided in Table
4. Sectors with the highest average annual earnings include Utilities ($101,808);
Management of Companies and Enterprises ($94,756); Finance and Insurance
($90,296); Government ($81,838); and Professional, Scientific, and Technical Services
($79,244). Of these sectors, all are projected to continue growing with the exception
of Management of Companies and Enterprises, which is expected to slightly decrease
(-1%).
Transportation and Warehousing, which added the most jobs (3,882) between 20142019, has the second highest location quotient (LQ). Industry LQ provides a measure
of how “concentrated” an industry is in an area compared to the nation, with a measure
of 1.00 indicating the same concentration as the nation.1 In this analysis, LQs greater
than 1.25 are considered to be a threshold for identifying an industry as relatively
strong for the area’s economic base. The only two sectors that meet that threshold in
the Southeast Tennessee area are Manufacturing (1.84) and Transportation and
Warehousing (1.81), although Finance and Insurance (1.12) and Administrative and
Support and Waste Management and Remediation Services (1.12) come close to the
threshold. These industries represent how specialized they are to the area economy.
Table 4: Top Sectors in the Southeast Tennessee Area, 2-Digit NAICS
Description
Manufacturing
Government
Health Care and Social
Assistance
Retail Trade
Accommodation and Food
Services

1

47,475
42,116

3,259
2,279

7%
6%

1,951
1,608

4%
4%

Avg.
Earning
s Per
Job
$72,044
$81,838

33,742

1,652

5%

3,306

10%

$59,268

0.84

31,002

1,790

6%

881

3%

$34,844

0.98

30,399

4,155

16%

3,398

11%

$19,888

1.08

2019
Jobs

Job Change
(2014-2019)

Job Change
(2019-2024)

’19
LQ
1.84
0.96

LQ is calculated as [% of total local employment/% of total national employment].
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Administrative and Support
and Waste Management and
Remediation Services
Transportation and
Warehousing
Finance and Insurance
Construction
Professional, Scientific, and
Technical Services
Wholesale Trade
Other Services (except Public
Administration)
Educational Services
Management of Companies
and Enterprises
Arts, Entertainment, and
Recreation
Real Estate and Rental and
Leasing
Information
Agriculture, Forestry, Fishing
and Hunting
Utilities
Mining, Quarrying, and Oil
and Gas Extraction
Source: Emsi 2020.1

20,909

689

3%

927

4%

$36,612

1.12

19,496

3,882

25%

1,414

7%

$57,589

1.81

13,583
12,575

2,378
2,476

21%
25%

845
1,480

6%
12%

$90,296
$70,535

1.12
0.85

9,660

749

8%

494

5%

$79,244

0.51

8,482

(167)

(2%)

(17)

(0%)

$79,100

0.71

8,430

1,001

13%

599

7%

$39,455

0.92

4,489

53

1%

337

8%

$47,443

0.76

3,898

(279)

(7%)

(46)

(1%)

$94,756

0.81

3,411

507

17%

387

11%

$24,108

0.70

3,363

317

10%

170

5%

$57,708

0.74

2,997

(229)

(7%)

(225)

(8%)

$64,871

0.52

820

122

17%

151

18%

$37,403

0.32

477

87

22%

46

10%

$101,80
8

0.43

246

14

6%

64

26%

$72,051

0.18

Table 5 is a deeper dive of industries in the area at the 5-digit NAICS level. The top
industry in the area is Restaurants and Other Eating Places with 26,012 jobs in 2019,
followed by Education (Local Government) (12,811 jobs); Local Government,
Excluding Education and Hospitals (11,770 jobs); Temporary Help Services (8,136
jobs); and Direct Life, Health, and Medical Insurance Carriers (7,315 jobs). Earnings of
the top industries range from $19,361 (Restaurants and Other Eating Places) to
$180,456 (Federal Government, Civilian, Excluding Postal Service). Restaurants and
Other Eating Places, which added the most jobs between 2014-2019 (+3,869 jobs) and
is projected to add the most by 2024 (+3,017 jobs) has the lowest average annual
earning of the top 20 industries in the area. However, industries that are projected to
add the greatest number of jobs by 2024 have higher average earnings. These include
General Warehousing and Storage ($45,777); Offices of Physicians ($102,788); Direct
Life, Health, and Medical Insurance Carriers ($94,783); and Hospitals (Local
Government) ($67,963). It is worth noting that three of those four industries are related
to the health care industry.
Industries with the largest LQ are Specialized Freight (except Used Goods) Trucking,
Long-Distance (15.03); Direct Life, Health, and Medical Insurance Carriers (5.88);
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Hospitals (Local Government) (3.57); General Freight Trucking, Long-Distance (3.30);
and General Warehousing and Storage (2.52).
In shift share analysis, competitive effect (CE) is the portion of local area growth that
cannot be explained by either overall national growth or industry/occupation-specific
trends. Rather, competitive effect is the growth or decline of a sector that is unique to
the Southeast Tennessee area. The industries in the area with the largest positive CE
are Direct Life, Health, and Medical Insurance Carriers (2,257 jobs); General
Warehousing and Storage (2,093 jobs); Restaurants and Other Eating Places (1,314
jobs); and Hospitals (Local Government) (1,185 jobs). The industries with the lowest
negative CE are Temporary Help Services (-1,561 jobs); Specialized Freight (except
Used Goods) Trucking, Long-Distance (-1,278 jobs); Federal Government, Civilian,
Excluding Postal Service (-848 jobs); and Management of Companies and Enterprises
(-713 jobs). These industries indicate that they feel short of the expected change due
to specific area conditions.
Table 5: Top 20 Industries in the Southeast Tennessee Area, 5-Digit NAICS
Description
Restaurants and Other
Eating Places
Education (Local
Government)
Local Government,
Excluding Education
and Hospitals
Temporary Help
Services
Direct Life, Health, and
Medical Insurance
Carriers
Offices of Physicians
General Medical and
Surgical Hospitals
Federal Government,
Civilian, Excluding
Postal Service
General Warehousing
and Storage
General Freight
Trucking, LongDistance
Hospitals (Local
Government)

2019
Jobs

Job Change
(2014-2019)

Job Change
(2019-2024)

Avg.
Earnings
Per Job

2019
LQ

CE

26,012 3,869

17%

3,017

12%

$19,361

1.19

1,314

12,811

600

5%

444

3%

$72,303

0.82

315

11,770

(76)

(1%)

442

4%

$59,097

1.01

(536)

8,136

(944)

10%)

(429)

(5%)

$29,749

1.36

(1,561)

7,315

2,262

45%

740

10%

$94,783

5.88

2,257

6,998

658

10%

792

11%

$102,788

1.31

205

6,181

29

0%

264

4%

$61,102

0.65

(386)

5,554

(674)

(11%)

(200)

(4%)

$180,456

1.25

(848)

5,376

3,400 172% 2,429

45%

$45,777

2.52

2,093

5,221

242

5%

(399)

(8%)

$65,920

3.30

(89)

4,885

1,381

39%

598

12%

$67,963

3.57

1,185
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Supermarkets and
Other Grocery (except
Convenience) Stores
Specialized Freight
(except Used Goods)
Trucking, LongDistance
Department Stores
Management of
Companies and
Enterprises
General Merchandise
Stores, including
Warehouse Clubs and
Supercenters
Nursing Care Facilities
(Skilled Nursing
Facilities)
Education (State
Government)
Janitorial Services
Hotels (except Casino
Hotels) and Motels
Source: Emsi 2020.1

4,362

247

6%

357

8%

$25,688

0.85

151

4,217

(908)

(18%)

(936)

(22%)

$61,518

15.03 (1,278)

4,120

(191)

(4%)

(102)

(2%)

$25,964

1.83

338

3,898

(279)

(7%)

(46)

(1%)

$94,756

0.81

(713)

3,374

378

13%

187

6%

$28,843

0.85

224

3,307

73

2%

33

1%

$41,666

1.02

176

3,231

(100)

(3%)

(14)

(0%)

$69,993

0.80

(215)

3,180

(361)

(10%)

263

8%

$26,951

1.44

(556)

3,004

255

9%

159

5%

$22,683

0.90

21
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Occupational Analysis
The top occupations in the area include Office and Administrative Support
Occupations (43,520 jobs); Production Occupations (36,936 jobs); Food Preparation
and Serving Related Occupations (28,675 jobs); Sales and Related Occupations
(26,963 jobs); and Transportation and Material Moving Occupations (26,049 jobs). All
occupations at the 2-digits SOC (Standard Occupational Classification System) level
have experienced growth between 2014-2019 and are projected to continue
experiencing growth into 2024.
Office and Administrative Support Occupations have the most annual openings
(6,017), followed by Production Occupations (5,605); Food Preparation and Serving
Related Occupations (5,517); Sales and Related Occupations (4,494); and
Transportation and Material Moving Occupations (3,898). Despite having some of the
highest annual openings, Food Preparation and Serving Related Occupations has the
lowest average hourly earnings of any occupation at the 2-digit SOC level ($10.38).
Occupations with the highest average hourly earnings include Legal Occupations
($52.73); Management Occupations ($46.66); Computer and Mathematical
Occupations ($36.88); and Architecture and Engineering Occupations ($36.48).
Table 6: Top Occupations in the Southeast Tennessee Area, 2-Digit SOC
Description
Office and Administrative Support
Occupations
Production Occupations
Food Preparation and Serving
Related Occupations
Sales and Related Occupations
Transportation and Material Moving
Occupations
Healthcare Practitioners and
Technical Occupations
Management Occupations
Education, Training, and Library
Occupations
Installation, Maintenance, and
Repair Occupations
Business and Financial Operations
Occupations
Building and Grounds Cleaning and
Maintenance Occupations
Construction and Extraction
Occupations
Healthcare Support Occupations

2019
Jobs

% Job
Change
(20142019)

% Job
Change
(20192024)

Annual
Openings

Avg.
Hourly
Earnings

43,520

5%

3%

6,017

$16.74

36,936

4%

1%

5,605

$17.12

28,675

15%

11%

5,517

$10.38

26,963

6%

3%

4,494

$17.31

26,049

11%

5%

3,898

$16.83

20,054

15%

9%

1,789

$31.95

15,479

16%

7%

1,764

$46.66

14,299

5%

5%

1,583

$22.87

13,573

13%

7%

1,746

$22.10

11,634

18%

7%

1,476

$29.09

9,592

1%

8%

1,472

$12.30

9,204

20%

12%

1,405

$20.89

8,188

3%

9%

1,166

$14.45
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Personal Care and Service
Occupations
Protective Service Occupations
Computer and Mathematical
Occupations
Architecture and Engineering
Occupations
Community and Social Service
Occupations
Arts, Design, Entertainment, Sports,
and Media Occupations
Life, Physical, and Social Science
Occupations
Legal Occupations
Farming, Fishing, and Forestry
Occupations
Source: Emsi 2020.1

8,035

11%

10%

1,484

$11.65

5,911

1%

4%

733

$19.16

4,751

22%

10%

537

$36.88

4,586

10%

7%

553

$36.48

3,453

11%

10%

466

$19.72

2,345

8%

1%

365

$23.82

1,616

4%

5%

225

$28.45

1,583

10%

3%

145

$52.73

1,135

20%

8%

268

$15.58

Figure 7 details the earning bands of occupations at the 2-digit SOC level. These band
show the range of wages an employee can expect to earn in the area for each
occupation based on experience and other qualifying factors. Legal Occupations has
the highest range in earnings between the 10th and 90th percentiles ($86.91), followed
by Management Occupations ($63.02); Architecture and Engineering Occupations
($42.26); Healthcare Practitioners and Technical Occupations ($38.79); and Computer
and Mathematical Occupations ($36.74). At a $5.74 difference, Food Preparation and
Serving Related Occupations have the smallest range in earnings.
Table 7 details the hourly earnings for each of those occupations at the 10 th, 25th, 75th
and 90th percentile as well as the median hourly earnings.
Table 7: Earnings by Percentile
Description
Office and Administrative Support
Occupations
Production Occupations
Food Preparation and Serving Related
Occupations
Sales and Related Occupations
Transportation and Material Moving
Occupations
Healthcare Practitioners and Technical
Occupations
Management Occupations
Education, Training, and Library
Occupations

10th Pct.

25th Pct.

75
Pct.

90
Pct.

Med.
Hourly
Earning
s

$9.55

$11.72

$19.83

$25.90

$15.25

$10.21

$12.39

$20.19

$26.08

$15.56

$7.91

$8.55

$11.19

$13.65

$9.51

$9.08

$10.33

$18.00

$29.78

$12.68

$9.14

$11.14

$20.26

$27.01

$15.03

$15.04

$19.99

$35.44

$53.83

$26.32

$18.45

$25.62

$57.50

$81.47

$39.23

$8.53

$13.07

$30.06

$37.04

$22.63

th

th
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Installation, Maintenance, and Repair
Occupations
Business and Financial Operations
Occupations
Building and Grounds Cleaning and
Maintenance Occupations
Construction and Extraction
Occupations
Healthcare Support Occupations
Personal Care and Service
Occupations
Protective Service Occupations
Computer and Mathematical
Occupations
Architecture and Engineering
Occupations
Community and Social Service
Occupations
Arts, Design, Entertainment, Sports,
and Media Occupations
Life, Physical, and Social Science
Occupations
Legal Occupations
Farming, Fishing, and Forestry
Occupations
Source: Emsi 2020.1

$11.67

$15.25

$27.55

$34.08

$20.61

$15.15

$19.29

$35.23

$46.85

$25.71

$8.31

$9.24

$13.86

$17.57

$10.95

$12.42

$15.07

$25.13

$33.10

$19.13

$9.73

$11.03

$16.55

$20.44

$13.27

$7.91

$8.74

$12.37

$16.92

$10.21

$9.23

$12.33

$23.26

$28.96

$17.80

$20.22

$25.84

$46.60

$56.96

$35.53

$17.69

$24.32

$46.27

$59.95

$33.77

$9.56

$13.58

$24.90

$30.85

$19.09

$10.28

$14.00

$28.93

$41.30

$19.55

$15.22

$19.71

$34.42

$46.88

$24.20

$16.26

$22.20

$67.11

$103.17

$34.95

$8.17

$9.91

$18.71

$25.35

$13.27
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Figure 7: 10 th -90 th Percentile Earnings for Occupations at the 2-Digit SOC
Level

Median Earnings = $18.16
$120.00

$100.00

$80.00

$60.00

$40.00

$20.00

$0.00

Source: Emsi 2020.1

38 | P a g e

Strategic Plan 2020-2023
Southeast Tennessee Local Workforce Development Board
Drilling deeper, Table 8 lists the top 20 occupations in the area at the 5-digit SOC level.
The top occupations by employment size are Combined Food Preparation and Serving
Workers, Including Fast Food (9,717 jobs); Heavy and Tractor-Trailer Truck Drivers
(9,563 jobs); Cashiers (9,332 jobs); Retail Salespersons (7,866 jobs); and Registered
Nurses (7,523 jobs). Registered Nurses also has the second highest median hourly
earnings at $27.29, following General and Operations Managers at $43.00. Of the top
20 occupations at the 5-digit SOC level, those that require a four-year degree have
median hourly earnings between $27.00 and $43.00, compared to a range of $9.19 to
$13.08 for occupations with no formal educational requirement.
Between 2014 and 2019, Combined Food Preparation and Serving Workers, Including
Fast Food had the highest percent change in number of jobs (24%), followed by
Laborers and Freight, Stock, and Material Movers, Hand (21%); Stock Clerks and Order
Fillers (21%); and Customer Service Representatives (21%).
Of the top 20 occupations in the Southeast Tennessee area, 35% do not require any
formal education credential and 30% require a high school diploma or equivalent.
Higher-paying occupations typically require postsecondary experience or a bachelor’s
degree, with the exception of First-Line Supervisors of Office and Administrative
Support Workers, which requires a high school diploma or equivalent. Of the
occupations in the table, 55% require short-term on-the-job training and 30% do not
require any on-the-job training.
Table 8: Top 20 Occupations in the Southeast Tennessee Area, 5-Digit SOC
Description

2019
Jobs

% Job
% Job
Median
Change Change
Hourly
(2014(2019Earnings
2019)
2024)

Typical Entry
Level
Education

Combined Food
Preparation and
Serving Workers,
Including Fast Food

9,717

24%

11%

$9.36

No formal
educational
credential

Heavy and TractorTrailer Truck Drivers

9,563

2%

(7%)

$18.29

Postsecondary
nondegree
award

Cashiers

9,332

11%

1%

$10.73

No formal
educational
credential

Retail Salespersons

7,866

2%

3%

$12.56

No formal
educational
credential

Registered Nurses

7,523

17%

9%

$27.29

Bachelor's
degree

Typical
On-TheJob
Training
Shortterm onthe-job
training
Shortterm onthe-job
training
Shortterm onthe-job
training
Shortterm onthe-job
training
None
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Office Clerks,
General
Laborers and Freight,
Stock, and Material
Movers, Hand
Janitors and
Cleaners, Except
Maids and
Housekeeping
Cleaners
Assemblers and
Fabricators, All
Other, Including
Team Assemblers

6,474

5,880

5,124

5%

21%

(0%)

1%

13%

8%

$14.17

High school
diploma or
equivalent

$13.08

No formal
educational
credential

$10.60

No formal
educational
credential

Shortterm onthe-job
training
Shortterm onthe-job
training
Shortterm onthe-job
training
Moderateterm onthe-job
training
Shortterm onthe-job
training
Shortterm onthe-job
training
Shortterm onthe-job
training

5,109

5%

5%

$14.57

High school
diploma or
equivalent

Stock Clerks and
Order Fillers

5,099

21%

7%

$10.98

High school
diploma or
equivalent

Waiters and
Waitresses

4,892

13%

13%

$9.19

No formal
educational
credential

Customer Service
Representatives

4,573

21%

8%

$16.56

High school
diploma or
equivalent

Shortterm onthe-job
training

Secretaries and
Administrative
Assistants, Except
Legal, Medical, and
Executive
General and
Operations
Managers
Elementary School
Teachers, Except
Special Education
First-Line Supervisors
of Office and
Administrative
Support Workers
Nursing Assistants

4,436

(1%)

(2%)

$15.22

High school
diploma or
equivalent

3,788

12%

8%

$43.00

Bachelor's
degree

None

3,494

7%

4%

$27.00

Bachelor's
degree

None

3,460

12%

3%

$22.56

High school
diploma or
equivalent

None

$12.44

Postsecondary
nondegree
award

None

3,151

4%

6%
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First-Line Supervisors
of Retail Sales
Workers
Bookkeeping,
Accounting, and
Auditing Clerks
Maintenance and
Repair Workers,
General

2,963

3%

2%

$18.33

High school
diploma or
equivalent

2,875

(3%)

1%

$17.05

Some college,
no degree

2,794

13%

9%

$16.84

High school
diploma or
equivalent

None
Moderateterm onthe-job
training
Moderateterm onthe-job
training

Source: Emsi 2020.1
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APPENDIX B: PROMISING PRACTICES & EXAMPLES
PIE Center
Partnering with the high schools is working for some of the workforce key stakeholder
partners, for example, Bradley County Schools located in and around Cleveland, TN
partnered with Bradley County Commission and the State of Tennessee developed the
$14.5 million budget to purchase and repurpose the abandoned American Uniform
Facility. The PIE Center is an innovative education and workforce development
strategy, Partnerships in Industry and Education. The PIE Innovation Center is a one-ofa-kind planned workforce development center that will allow juniors and seniors
enrolled in Bradley County schools as well as Polk County Schools to receive training
in a variety of career fields. The staff are already engaged in meeting with key
community employers to align programs of study with advancing career pathways in
upcoming in demand local job opportunities. For example, their partnership with
Volkswagen in supporting their expansion in electrical vehicle production. Other key
career pathway programs include robotics, communication and marketing, advanced
manufacturing and information technology. The new PIE Innovation Center will serve
to be a valuable workforce resource as the local workforce system prepares future
electricians, plumbers, brick masons and so many more skilled workers!

Employer Alignment with Education
Local employer, Tennessee Rand, A Lincoln Electric Company Automated Systems, is
reporting they are experiencing no problem with hiring or recruiting at their 1000person foundry. The have fostered and co-developed with Chattanooga State an
engineer program as well as a mechanical electrician program where these students
start out at $15 an hour then given a career pathway into engineering furthering their
education. Tennessee Rand shared, through partnering with local training providers
for their skilled workforce needs has proven very beneficial. Today machinist schools
are calling this employer to partner for job placement of their students. They align high
school vocational program students for their CNC machinist positions to be hired
within two years. Foundry Steel does use the Southeast Tennessee Local Workforce
Board program services and feels they are in a good spot for growth.
Valmont Industries and Chattanooga State Community College located in Jasper,
Tennessee hosted a signing day on Wednesday, November 13, 2019 during
Apprenticeship Week. Valmont, in partnership with Marion County Schools is building
a talent pipeline with the ground-breaking work-based learning program for eight
seniors participating in a pre-apprenticeship program across three Marion County high
schools. These students have a direct linkage with Chattanooga State’s Registered
Apprenticeship program. Larry Ziegler, CTE Director and Assistant Director of Marion
County Schools said, “The Valmont work-based learning partnership is a huge
opportunity for our students. The opportunity to gain work experience during the
school day prepares our students for life after school. It has been amazing to see the
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growth of our students through this opportunity. We are truly appreciative of the
opportunity that Valmont has given the students of Marion County.”

Local Area Board Staff Workforce Leadership
The Board staff serving as a key convener and connector to available community
resources to aid local area employers to grow. Within the three area focus groups,
many area manufacturing employers reported they have formed a great partnership
with the Board staff and their local American Job Centers for all their new hires. Having
these customized employer services aids their human resource offices in prescreening
applicants for their skill needs first. They have found the Board staff was instrumental
in aligning them with key local job training providers such as Cleveland State for
apprenticeship programs that serve to grow their own skilled workforce. Many are
exploring internship opportunities aligned with educational career pathways, one
program that is highly recommend to scale.
Other industry sectors such as health care medical equipment sales positions found
the Board staff service providers within the American Job Centers who serve as career
specialist send several great fit job applicants to them for medical equipment sales
representatives. This service provides them with a good quality of applicants that are
stable. The company allows the AJC Career Specialist to conduct pre-screening
interviews on behalf of the company. They also take advantage of the OJT program
which furthers the skill level of their employees and the company's growth
opportunities. These programs and services allow the company to shorten time to hire
and they have since seen an increase in retention within their workforce.
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APPENDIX C: BOARD PRIORITIES INPUT SESSION
SUMMARY
Introduction
During the March 11, 2020 Southeast Tennessee Local Workforce Development Board
meeting, Thomas P. Miller and Associates (TPMA) convened board members to
participate in the reshaping of its Mission and Vision Statements as well as its priorities
for the new strategic plan. The following summarizes the process for how TPMA
engaged Board members to develop Mission and Vision Statements and strategic
priorities.

Mission Statement
The current Mission Statement for the Southeast Tennessee Local Workforce
Development Board is:

“To drive innovative and transformational change in the development of the
region’s talent through focused delivery of quality services with integrity and
flexibility. We collaborate with business, industry, economic development, and
education to prepare and provide skilled workers and improve the standard of
living in our communities.”
Presented with the current statement, Board members were tasked with identifying
elements that should remain intact or be removed. To assist with this brainstorming
activity, TPMA provided the Board with two (2) sample statements for consideration:
Sample Mission Statement #1:

“To provide leadership and the strategic vision to meet the current and future needs
of business and industry. We provide this with a sense of urgency, competitiveness,
and pride, allowing us to advise, shape, and foster a comprehensive workforce
system that helps stimulate employment growth in the region.”
Sample Mission Statement #2:

“To create a fully integrated, comprehensive workforce development system that
aligns business needs with the region’s skilled workforce. This is created with a sense
of accountability, coordination, and transparency that will aid in increasing
employment options and forecast opportunities within a changing economy. This will
be provided with quality, consistent and effective leadership at all levels that allows
us to provide seamless services to all customers.”
Upon review, Board members preferred Sample Mission Statement #2, particularly the
reference to an “integrated, comprehensive workforce system." Board members

44 | P a g e

Strategic Plan 2020-2023
Southeast Tennessee Local Workforce Development Board
agreed that it is not necessary or preferred to include how the actual mission statement
is originated and instead, opted to omit the sentences following the first.
A proposed version of the Mission Statement which will be included in the strategic
plan is:

“To create a fully integrated, comprehensive workforce development system that
aligns business needs with the region’s skilled workforce.”

Vision Statement
The current Vision Statement for the Southeast Tennessee Local Workforce
Development Board is:

“We are a dynamic and thriving region where prepared job seekers and quality
career opportunities align with the needs and demands of business and industry.”
Similarly to the refinement of the Mission Statement, Board members were presented
with two (2) sample statements to generate ideas for the Board’s revised Vision
Statement.
Sample Vision Statement #1:

“Our vision is to coordinate and communicate a clear path towards making the
Southeast Tennessee region the best local workforce region for equitable
opportunity that results in growing industry sectors, in a way that benefits residents
and businesses.”
Sample Vision Statement #2:

“Our vision is to deliver a flexible, dynamic, seamless workforce training system in the
region, creating a skilled talent pipeline that is distinguished, competitive, and
equitably accessible with appropriate accountability to ensure high quality and
support with continuous improvement.”
The key response from Board members was to keep the Vision Statement as simple,
succinct, and clear as possible. A focus on growing industry sectors and the type of
talent the local workforce system is producing should influence the shaping of the
Vision Statement. Board members approved of key elements of the sample statements,
such as “best local workforce region” and “flexible (or innovative).”
A proposed version of the Vision Statement which will be included in the strategic plan
is:

“Our vision is to collaborate with partners to coordinate a defined and innovative
path that positions Southeast Tennessee as the best local workforce region for
equitable opportunity among residents and industry.”
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Strategic Priorities
The development of the Board’s strategic priorities begins with identifying the
preferred behavior changes the Board hopes to see in individuals, employers,
education, and intermediary organizations. The table below highlights the preferred
behavior changes Board members envision for each respective group.
•
•
•
•
•

•

•
•

INDIVIDUALS
Motivation
Value services in the workforce
system
Stay living and working in the area
Continue to keep working on
technical and soft skills
Basic computer literacy

EDUCATION
Shift the focus from 2-, 3-, 4-year
degrees and talk about promising
jobs in jobs that do not require a
post-secondary attainment
Identify the jobs that students do and
do not want to do
Identify a tool to assess students’
career interest

•
•
•

•
•

EMPLOYERS
Be the cheerleader in the community
to rally other employers to be strong
partners
Open doors for teacher externships
and work-based learning, especially
for students under the age of 18
Promote the full life cycle of jobs
(entry-mid-experienced level), as well
as the technological impact of some
of those jobs due to artificial
intelligence
INTERMEDIARY ORGANIZATIONS
Policy changes: gradual incentives,
not benefit cliff
Expanding services to rural areas

A discussion around these behavior changes cultivated into a list of broad priority
categories:
1.
2.
3.
4.
5.
6.
7.
8.
9.

Advancing the poor
Education aligned with area industries
Expanded employer services
Expanded work-based learning
Health issues
Increased wages
Key partner collaboration & integration
Re-entry programs
Rural access

These categories were then used to help Board members generate ideas around what
they believed should be strategic priorities for the Board’s strategic plan. Individually,
Board members listed three to four strategic priorities they felt should be the focus of
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the strategic plan. TPMA collected each of the proposed strategies and grouped them
by commonalities. In total, ten strategies were identified:
1. Upskill talent to meet the needs of tomorrow
2. Improve coordination between partners in the local workforce development
system
3. Promote targeted hiring practices for the non-traditional workforce
4. Increase the promotion and marketing of the American Job Centers
5. Develop and promote supportive services to overcome barriers to
employment
6. Improve internal staffing and leadership to meet the needs of the local
workforce system
7. Expand work-based learning
8. Develop youth initiatives with K-12 Schools
9. Expand employer services
10. Advance & coordinate rural services
A list of the full proposed strategic priority responses is attached in the following pages
as well as the groupings of those responses within the ten strategies.
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Proposed Strategic Priority Responses
•

Ability to be flexible – think outside the box

•

•
•

•
•

•
•

Accountability for managers
Actionable/Measurable/Accessible/Forwardthinking (living document) (think of rural, urban
individual, and industry)
Adult education
Advancing the social disadvantaged

•

Aligned education

•

•

•

•

Apprenticeships for all age spans, especially
older adults (55+)
Apprenticeships for justice-involved individuals

•

Attracting new employers

•

•

Awareness of contributions and abilities of
individuals with disabilities
Be prepared for change in market and
alternative positions for existing employers
Better alignment with schools

•

Better collaboration from K-12 with Board
Better marketing of program opportunities
available
Central point of workforce needs (education,
economic development)
Change management, especially with
technological advancement
Clear assessment testing process specific to
SETN that connects individuals’ personalities
and desires for work and opportunities in the
area
Collaboration between Title programs
Develop meaningful benefits and policies
Develop programs to help employees learn
personal management (budgeting, saving for
retirement, etc.)
Develop rapport with education providers

•
•

Develop relationships between
employers/schools/employees
Develop reliable transportation assets

•
•
•
•
•
•
•

•
•
•
•
•
•

•
•

•

•
•

•
•
•

IWT – become more social.
People know what we do
Job counseling – low income
Job creation

Job retention
Job training for justice-involved
individuals (soft skills)
Job training for older adults (soft
skills)
K-12 engagement
Keeping graduates in our
community (rural)
Marketing our message:
LWDB/AJC is your first and best
path to a better life
Military transition
More collaboration with board
from industries
More input from WBL in our
secondary schools
OJT
Partnerships with high schools
on technical programs
Part-time strategies
Preparing student for hiring
trends
Production workers

•
•
•

Provide quality workers
Providing training
Realign upward progression
incentives

•
•

Re-entry programs – inmate and
veterans
Re-integrate military veterans

•

Right people, right job
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•

•

Skilled workforce

•
•

Job retention
Job training for justice-involved
individuals (soft skills)

•
•

Soft skills training
Soft skills training

•

Educated workforce, appropriate for in-demand
jobs
Employer involvement in workforce preparation
Employers enhancing employee satisfaction of
the job and work experience. Explore models
such as T-Mobile, Google, etc.
Employment opportunities
Engage and enhance development
opportunities for current employees
Engage and enhance opportunities for success

•

•
•

Engaging community and current employers
Funding increase for board staffing

•
•

•

•

•

Have skilled pipeline set up for future noncombustion engine production (batteries,
maintenance)
Have support staff ready for future changes

Stronger collaboration between
board, industry, k-12, flexibility
Stronger youth programs
Succession of retiring with “tribal
knowledge”
Supportive services for new job
entry – low income

•

Higher wages

•

•

•

•

Immediate needs of unemployed with transition
to employment in mind
Increased rural population

•

Increased wages (higher)

•

•
•

Industry-specific training

•
•

•
•
•
•

•

•

Teaching financial and business
skills to upcoming leaders
Train employees for electric
vehicle production
Transportation
Vocation education enhanced in
K-12
We need to talk about childcare
for infants to 3 years of age
Work-based learning
Workforce developed with soft
skills
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Strategic Priority Groupings
Strategic Priority
1. Upskill talent to meet the needs of
tomorrow

•
•
•
•
•
•
•
•
•

•

2. Improve coordination between
partners in the local workforce
development system

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

3. Promote targeted hiring practices
for the non-traditional workforce

•
•
•

Proposed Strategic Priority Responses
Soft skills training
Workforce developed with soft skills
Soft skills training
Have skilled pipeline set up for future noncombustion engine production (batteries,
maintenance)
Right people, right job
Skilled workforce
Train employees for electric vehicle
production
Provide quality workers
Clear assessment testing process specific to
SETN that connects individuals’ personalities
and desires for work and opportunities in
the area
Educated workforce, appropriate for indemand jobs
Succession of retiring with “tribal knowledge
Industry-specific training
Stronger youth programs
Better alignment with schools
Develop relationships between
employers/schools/employees
Partnerships with high schools on technical
programs
More input from WBL in our secondary
schools
Adult education
Better collaboration from K-12 with Board
Develop rapport with education providers
Engage and enhance development
opportunities for current employees
Engaging community and current employers
Collaboration between Title programs
Stronger collaboration between board,
industry, k-12, flexibility
Aligned education
Attracting new employers
Immediate needs of unemployed with
transition to employment in mind
Awareness of contributions and abilities of
individuals with disabilities
Military transition
Advancing the social disadvantaged
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•
•
•
4. Increase the promotion and
marketing of the American Job
Centers

•
•
•
•

5. Develop and promote supportive
services to overcome barriers to
employment

•
•
•
•
•
•

6. Improve internal staffing and
leadership to meet the needs of the
local workforce system

•
•
•
•
•
•
•
•
•

7. Expand work-based learning

•
•
•
•
•
•
•
•

Re-entry programs – inmate and veterans
Re-integrate military veterans
Job training for justice-involved individuals
(soft skills)
Marketing our message: LWDB/AJC is your
first and best path to a better life
Employment opportunities
IWT – become more social. People know
what we do
Central point of workforce needs (education,
economic development)
Transportation
Develop programs to help employees learn
personal management (budgeting, saving
for retirement, etc.)
Teaching financial and business skills to
upcoming leaders
Job counseling – low income
Supportive services for new job entry – low
income
We need to talk about childcare for infants
to 3 years of age
Develop reliable transportation assets
Ability to be flexible – think outside the box
Employers enhancing employee satisfaction
of the job and work experience. Explore
models such as T Mobile, Google, etc.
Change management, especially with
technological advancement
Actionable/Measurable/Accessible/Forwardthinking (living document)
Be prepared for change in market and
alternative positions for existing employers
Have support staff ready for future changes
Funding increase for board staffing
Engage and enhance opportunities for
success
Realign upward progression incentives
Develop meaningful benefits and policies
Accountability for managers
Work-based learning
Job training for older adults (soft skills)
Vocation education enhanced in K-12
Apprenticeships for all age spans, especially
older adults (55+)
Apprenticeships for justice-involved
individuals
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8. Develop youth initiatives with K-12
Schools
9. Expand employer services

•
•
•
•
•
•
•

10. Advance & coordinate rural services

•
•

Providing training
OJT
Preparing student for hiring trends
K-12 engagement
More collaboration with board from
industries
Better marketing of program opportunities
available
Employer involvement in workforce
preparation
Keeping graduates in our community (rural)
Increased rural population
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APPENDIX D: LOCAL AREA ONLINE SURVEY ANALYSIS
SUMMARY
Introduction
The Southeast Tennessee Local Workforce Development Board (the Board), in
partnership with Thomas P. Miller and Associates, LLC (TPMA), developed two (2)
online surveys to be completed by partners in the local workforce system and Board
members from industry. Each survey consisted of 18 short answer, multiple choice
questions with the intent of identifying the local workforce system’s strengths,
challenges, and opportunities for improvement. The findings from each survey will be
used to better inform the development of the Board’s Strategic Plan.
The surveys were distributed by Board staff at the beginning of February 2020 and
were closely monitored by TPMA for response rate. Email reminders were sent to
survey participants by Board staff in an effort to increase response rates. Both surveys
were closed on April 3, 2020 and were analyzed for common themes and unique
findings.
Raw survey responses are included in the pages following this summary.

STLWDB Survey to Employers
The Board survey yielded 19 responses from employers, represented by the following
industry sectors:
Industry
Manufacturing
Agriculture, Forestry, Fishing & Hunting
Government
Mining, Quarrying, and Oil and Gas
Extraction
Transportation & Warehousing

Count
15
1
1
1
1

Although an overwhelming majority of respondents are representative of
Manufacturing, responses were not always specific to industry, but rather the overall
workforce system. For example, when asked to identify the biggest success of the
Board in the past 1-2 years, respondents cited the Board’s innovative spirit, assistance
with training funds, and partnership with partners, including work-based learning
programs, specifically the Gestamp work-based learning program in Marion County.
Of the thirteen responses, five identified themselves as being new to the Board or
could not provide an opinion.
Shortcomings of the Board have ranged from inconsistencies in knowledge-sharing
from staff to the retainment of experience staff, access to data, communication, and
even lack of coordination amongst partners. Communication shortcomings were
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identified as issues internally within the local workforce system between staff, but also
externally within the Southeast Tennessee community:

“Awareness of what they do in the communities. I think local communities and
some business and industry do not know what they really do.”
“Communication - I did not know that this organization is existing and it's hard
to know about all the possibilities/services they provide and the contact
persons.”
“Communication on what programs are available and how to access those
programs at my fingertips. I have been given information that is just an
overview. It is hard to break down the language to understand what is
something that might work for my workplace and how to navigate [and] access
these programs.”
Workforce development programs have been difficult to navigate by employers and
understanding how these programs operate has been a difficult thing to grasp. Some
respondents tied front-line staff to these shortcomings, especially non-seasoned staff.
The apparent departure of experienced workforce development professionals has left
a void for these employers as they are experience challenges with accessing workforce
services through new staff.
A lack of coordination among partners and employers was also identified as a
shortcoming. As one respondent noted,
“…too many sectors [are] trying to support the same goals, but they are not all
in sync of each other.”
This muddied coordination has developed a perception by a small number of
respondents that the local workforce system is not functioning seamlessly.
In order to address some of those shortcomings and improve the local workforce
development system, respondents were asked to identify items they believe should be
prioritized in the new strategic plan. The table below lists those items that should be
addressed within the next year and those that should be addressed in the next 2-3
years.
•
•
•

Agenda Items: Year 1
Alignment of career pathways (and
skills)
Attracting new industries to the
region
Develop and distribute
informational materials about the
Board and the services available
through the American Job Centers

•
•
•

Agenda Items: Years 2-3
Alignment of career pathways (and
skills)
Focus on serving targeted
populations, including veterans
Increased funding and grant
opportunities
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•
•
•
•
•

Front-line staff retention and
training
Improved communication

•

Increased funding and grant
opportunities
Prioritize at-risk counties in
Southeast Tennessee
Wage equity

•

Improved quality of services from
American Job Center
Lunch & Learn events on the subject
of services available at the American
Job Centers
Recidivism & Wage Equity

•

Upskill workforce

•

Virtual Operating System (VOS)

•

A focus on career pathway alignment, wage equity, increased funding and grant
opportunities were items that employers cited necessary in the immediate and long
term of the strategic plan. This question in the survey yielded the most responses that
were specific to manufacturing. For example, career pathway development (and skills)
cited Mechanical Print Reading, Welding, and Torch Brazing as particular skills in need.
In Year 1, the development and distribution of informational materials were suggested
to take the form of how-to guides, providing an overview of information and step-bystep processes an employer would have to take in order to receive services.
The implementation of the strategic plan will require the support and collaboration of
partners. Employers identified partners from a number of organizations and agencies.
These include:
•
•
•
•
•
•

Industry associations
Economic development organizations
Human resource associations
Secondary and Post-Secondary Education Providers (including TN Department
of Education)
Workforce Development (state and local)
Veterans Service Officers

It is worth noting that many of the above-mentioned partners are actually partners
already engaged in the local workforce development system. The Board can
strengthen partnerships with those agencies/organizations to help achieve outcomes
in this strategic plan.
A campaign message to a target audience can help rally support to ensure goals and
strategies are achieved. Employers proposed a number of campaign ideas aimed
specifically at employers and workers and students:
Major Campaign Ideas: Employers

Major Campaign Ideas: Workers &
Students
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•

An educated workforce is a quality
workforce

•

•

Collaborative recruiting

•

•

Developing skilled workforce takes
all partners

•

•
•

Enhancing your workforce skills
Facilitate school-to-workforce
development
Hire and retain

•
•

•

•

How to support employers with
future needs of workforce
Internships and Apprenticeships

•

Keep Chattanooga moving forward

•

•

•

•

•

•
•
•

Availability of employees willing
and able to reliably go to work
every day
Community Awareness focused on
credentials for technical careers
Developing meaningful pathways
for individuals so they can become
skilled workforce in our area
Find/Refine your trajectory
Graduating high school seniors,
workers returning to the workforce
Identify the main struggles
employees/students have in order
to develop a support initiative
Manufacturing can provide a robust,
wealthy career
Opportunities for advancement and
improving quality of life
Preparation for the local workforce
is key to financial independence
Soft skills
Understanding the world of work
Upskilling, including life skills

Ideas that were aimed at workers and students focused not only on developing indemand skills but also ensuring that the career path decided by the workforce is the
best fitting pathway. Those aimed at fellow employers focused on developing and
retaining talent. One strategy for doing so is through work-based learning programs.
Employers indicated that the Board could promote work-based learning programs by
partnering more with secondary and post-secondary education providers and industry
leaders. Broadcasting the message of work-based learning programs can be
conducted through social media, television, local news stories, etc. A number of
employers indicated that the sooner they can enroll a student in work-based learning,
or even career awareness, the better. This includes outreach to students in K-8.
If awarded a large grant with no restrictions other than to advance workforce
development in the local area, employers proposed using those funds in various ways
to support talent recruitment, development, and retainment:
•
•
•

Award funding to companies who give back to the community
Communication campaign for services available
Develop an “Essential Skills” curriculum
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•
•
•
•
•

Develop industry recognized STEM and work-based learning programs
Paid training opportunities
Studies on the impact of programs
Supportive services
Teacher stipends for externships

In order for this strategic plan to be successful, employers identified key metrics for
success. Ensuring a low unemployment rate sustains (post-COVID-19) is a common
metric proposed. Others include a comparison of local average hourly wages,
graduation rates from training programs and the number of increased enrollees, talent
retention, and homelessness and recidivism.
Employers expressed an eagerness to continually be engaged with the Board’s
objectives but in order to be better Board Members, they requested from staff
improved communication, a board orientation of the American Job Centers, and staff
data (salaries, rates of success, turnover, job satisfaction survey). From non-staff, Board
members requested active participation, improved coordination, and defined key
performance indicators.

Partner Survey
Upon sending the survey to multiple partners within the Southeast Tennessee local
workforce system, a total of four (4) responses were collected. An analysis of those
findings was limited as many of the respondents indicated that they were unsure how
to respond to certain questions, or they simply skipped the question in its entirety. The
following brief analysis is a reflection of those answered questions.
One of the greatest of strengths of the Board is its partnership with education, however,
its biggest shortcoming is that it fails to publicize its successes throughout the
community. Proposed agenda items for the Board’s strategic plan is a focus on
economic mobility and job growth. One partner noted that Goodwill is a valuable
organization for workforce development activities in the region and should play a
larger role to help the Board achieve its goals in this strategic plan.
Major campaign ideas for employers and workers and students focus on upskilling
talent to meet the demands of industry:
Major Campaign Ideas: Employers
•

•

How can the Workforce Board assist
employers in finding employees or
retooling employees for future
growth or different positions in the
community?
Eyes on the Prize

Major Campaign Ideas: Workers &
Students
• Are you looking for a job or to
change jobs or careers we can
help?
•

Break the Cycle
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The promotion of work-based learning programs, as identified by respondents, should
target youth and community partners/agencies. By promoting work-based learning
programs early in a student’s life, there is the potential for increased awareness of
career paths. Leveraging community partners and agencies can help with the targeted
outreach and information-sharing.
If awarded a large grant with no restrictions other than to advance workforce
development in the local area, partners proposed using those funds to:
•
•
•

Expand and improve workforce development support through space, career
coaches, mentors, etc.
Upskill regional talent
Serve more targeted populations, especially the re-entry population

Survey respondents identified key metrics for the strategic plan’s success. These
include the number of jobseekers who obtain a job after receiving assistance from
front-line staff, skills assessment of jobseekers to monitor progression or regression of
skills following training, development of new skills by jobseekers, and increased
wages.

Board Survey Questions & Responses
Please select the industry that best represents your business.
• Agriculture, Forestry, Fishing, and Hunting (1)
• Government (1)
• Manufacturing (15)
• Mining, Quarrying, and Oil and Gas Extraction (1)
• Transportation and Warehousing (1)
What do you view as the Southeast Tennessee Local Workforce Development
Board's biggest successes in the past 1-2 years?
• Being able to keep up with the trend and looking for new ways to develop
the workforce.
• Ensuring new approved post-secondary agrees with local workforce needs
• Gestamp's WBL program-Valmont's pre-apprenticeship program in Marion
Co-Also the blending of entities to from strong partnerships in our area
• I am fairly new to the board but what I can observe is a variety of business
and industry supporting challenges in our region.
• I'm a relatively new member on the Board, so I cannot answer this question.
• I'm fairly new to the Board, but in my short time with them I think the biggest
success is their collaboration with industry and being able to bring those
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•
•
•
•

•
•
•

successful industry partners onto the Board. Creating a consent agenda so
that the Board has time to focus on generating ideas for new programming.
Incentives for current manufacturers to expand, creating more jobs
Inroads into rural programs
I've participated in local job fairs. But otherwise, I'm not very informed.
Lowering the Minimum required wage amount to allow more employers
opportunities for assistance. We have never been able to compete with New
Companies and Higher employee certifications, but we do train employees
for needed skills.
Not sure what the board has accomplished.
Retaining executive management during times of turmoil due to
governmental change.
The ability to support workforce training with grants such as Incumbent
Worker and OJT. Support with applicants.

What do you view as the Southeast Tennessee Local Workforce Development
Board's biggest shortcomings (if any) in the past 1-2 years?
• Awareness of what they do in the communities. I think local communities and
some business and industry do not know what they really do.
• Being able to correlate key data points for the organization to social impact
of the population (decreased disparity, lower crime rates, etc.)
• Communication - I did not know that this organization is existing and it's hard
to know about all the possibilities/services they provide and the contact
persons
• Communication on what programs are available and how to access those
programs at my fingertips. I have been given information that is just an
overview. It is hard to break down the language in it to understand what is
something that might work for my workplace and how to navigate to access
these programs.
• Educating local employers and potential employees on the benefits and
services available
• I think we have too many sectors trying to do support the same goals, but
they are not all in sync of each other.
• Lack of semi-skilled and skilled workforce availability. Unable to staff all the
openings with employees that have acceptable attendance and work ethics.
Difficult to understand which staff oversees various activities; need a
gatekeeper approach.
• Need more meetings with employers.
• No having the working knowledge of WIOA partners' services and the
quality of the One-Stop Operator
• Not being able to retain seasoned and experienced front line employees
during times of turmoil during governmental change.
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•
•

•

Not developing and promoting the manufacturing opportunities at a high
school level.
Not educating the up and coming workforce on the need for vocations and
trades... we are going to have a maturing work force in the plants, with no
fresh workers to replace them as they retire. Not everyone is, or should be,
cut out for a scholastic path to university.
We need better engagement with all of our industries and assisting them
with all their training and hiring needs

What are the top agenda items you would suggest for the Southeast Tennessee
Local Workforce Development Board to address in the upcoming year?
AGENDA ITEM 1
• Aligning pathways with training options
• Communication- possibly a hotline number to speak with an operator that
can send me to the appropriate department based on my specific needs.
And even someone to assist with follow up when you aren't for certain which
department you are waiting on for next step approvals.
• Developing a workforce for the planned manufacturing growth.
• How to improve presence/communication
• IWT / OJT funding and support
• Look into other areas of workforce development
• One-Stop Operator quality of services
• Regional Awareness Campaign for Technical Skills and Manufacturing
Careers
• Retention of frontline staff
• Wage Equity
• Welding and Torch Brazing skills
• Workforce availability
AGENDA ITEM 2
• Adequacy of comprehensive centers' space
• Align agencies and support to filter out for business/industry to understand
how to utilize the supporting agencies
• Bringing new industries to Chattanooga
• Expand grant programs
• Help small companies develop their workforce
• How does digitalization change the workforce needs and the service the
organization can provide
• How to guides. This would be extremely helpful instead of having an
'overview' of information. Have a 'process of steps' that I as the employer
need to take to implement programs. Based on the current information
given I can see what the program is and the benefits sometimes, but not my
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starting process. (i.e. who to communicate with, where to submit forms to,
etc.
• Internship & Apprenticeship programs - specifically with students under the
age 18 - working with business & industry to develop these opportunities
• Machine Wiring skills
• Meeting industry's needs
• Training of frontline staff
AGENDA ITEM 3
• Assisting our distressed and at risk counties
• Development District Staff evaluations/job descriptions
• Mechanical print reading
• Preparation for stagnation/downturn of economy and how does this effect
the workforce situation in the area
• Regional work ethics or essential skills certificate for high school students to
be recognized by business and industry
• Skills training
• Would love to see more training programs to support the gaps needed to fill
entry/skilled positions
What are the top agenda items that the Southeast Tennessee Local Workforce
Development Board should address in the next 2-3 years?
AGENDA ITEM 1
• Adjusting with technological needs
• Develop funding mechanism for youth programs for students that do not fit
the WIOA criteria.
• Developing a workforce for the planned manufacturing growth.
• Equitable housing
• How does digitalization change the workforce needs and the service the
organization can provide
• One-Stop Operator quality of services
• Pathways are aligned to industry's needs
• Possibly some 'Lunch & Learn' Events to be more informal, but highlight
overviews of a variety of programs. This will allow me as the employer to ask
questions and inquire about new opportunities. It will also allow me to get a
point of contact before I leave so I can follow up directly.
• Regional Training & Developmental Needs (including incumbent)
• Workforce availability
AGENDA ITEM 2
• Continuing training to match industry's workforce
• Expand grants
• Expanding space in One-Stop comprehensive locations to suit needs of all
partners
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•
•

Funding/Grants support for employers (training, etc.)
Preparation for stagnation/downturn of economy and how does this effect
the workforce situation in the area
• Recidivism
• Staffing - Funding for additional staff member to relieve workload stress on
current staff to the board
• Wage equity
AGENDA ITEM 3
• Assisting industries to expand and stay in our area by fulfilling skilled
workforce
• Make finding resources/support easier for community and employers
• Requiring the use of a VOS software system for all required and nonrequired partners within the one-stop centers
• Skills training
• Veteran programs of some sort - not quite sure how that look yet but could
partner with veteran service offices throughout region to develop something
• Youth employment
What partner organizations do you know that are most valuable in advancing the
goals of the Southeast Tennessee Local Workforce Development Board?
• Chattanooga Manufacturing Association
• Economic development professionals
• Human resource associations throughout the region
• Our education partners from Elementary through Post-Secondary-ECD to
recruit and expand industry-Community partners to assist with needs-Mental
Health to assist with addiction
• Secondary and Post-Secondary Education providers
• Tennessee Department of Labor regional staff
• They are all valuable as they work together to offer services
• TN Department of Human Services
• TN Dept of Education - Training partnerships/consultants - Economic
Development - Chamber of Commerce - Post Secondary Educators
• UTC
• Veteran Service Officers throughout region

If the Southeast Tennessee Local Workforce Development Board and key partners
were to launch a major campaign aimed at employers in the local area, what would
the major theme be?
• An educated workforce is a quality workforce
• Availability of employees willing and able to reliably go to work every day
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•
•
•
•
•
•
•
•
•

Collaborative Recruiting
Developing skilled workforce which takes all partners
Enhancing your workforce skills (upskilling, new skilling)
Facilitate school to workforce development
Graduating high school seniors, workers returning to the workforce
Hire and retain
How to support employers with future needs of workforce
Internships and Apprenticeships
Keep Chattanooga moving forward

If the Southeast Tennessee Local Workforce Development Board and key partners
were to launch a major campaign aimed at current workers and students in the
local area, what would the major theme be?
• Community Awareness campaign focused on credentials for technical and
manufacturing careers.
• Developing meaningful pathway for individuals so they can become skilled
workforce in our area
• Employers need employees that are willing and able to reliably go to work
everyday
• Find out what are the main struggles employees/students have in order to
develop a support initiative
• Find/ Refine Your Trajectory
• Graduating high school seniors, workers returning to the workforce
• Manufacturing can provide a robust, wealthy career.
• Opportunities for advancement and improving quality of life
• Preparation for the local workforce is key to financial independence
• Skills upgrades including life skills
• Soft skills
• Understanding the world of work (how to find jobs, how to apply, interview
skills, work ethic, and the variety of task associated with any jobs
How can the Southeast Tennessee Local Workforce Development Board better
promote and develop work-based learning programs for youth in the region?
• Advertise in and out of schools. E.g., billboards, television commercials, local
news
• Better marketing of what is currently available in the region and partnerships
with our technical and community colleges and business and industry to
develop new work-based learning programs based on the need.
• Continuing to work closely with education and industry with engagement
from all partners
• Cooperation with youth groups and schools
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Get more involved with the local HS vocational programs
Partnering with school districts; creating collaboration with Business and
Education; facilitate partnerships between schools and business.
Require it at a high school level just as math and English are required.
Start at K-12, the earlier you can promote to students/parents/community the
better. Commercials, billboards, websites, and school counselors. Local
businesses/industries, need to understand what WBL is, why it's important
and how they can benefit.
Start to promote work-based learning - live long learning - already in schools
and youth organizations. Provide free trainings based on interest.
Work with seniors to determine their interest. Show them other opportunities
of careers that they may not have thought of

If the Southeast Tennessee Local Workforce Development Board received a large
grant (assume $20 million) with no restrictions other than to advance workforce
development in the local area, how would you suggest we spend it?
• Boots on the ground
• Communication Campaign, Analyze what the needs are - on both sides
(employer and job searcher)
• Community awareness campaign region-wide that promotes technical
credentials and manufacturing careers.
• Develop an essential skills curriculum more enhanced than the work ethics
diploma that results in a recognized certificate by business and industry.
• Establish more school/work programs
• Give the money to the companies who give back to the community and
would use some of the funding to support new green space creation, or new
community gardens or parks for the people in the neighborhoods around
the industries to utilize and enjoy
• Interactive Information Pathways for employers and employees.
• IWT, OJT - Also, we need to somehow at a very high level get temporary
agencies on board to help co-train and develop workers. It seems we are all
using temp agencies, and recycling talent over and over - Like a boot camp
style (work 101) model. Help get the PIE center up and running because this
will definitely result in earlier skilled talent at the HS level.
• Longitudinal studies of the impact of programs (10+ years)
• Make sure all individuals receive necessary means to develop a meaningful
successful career, this would include, mental health, housing, training,
industry needs, transportation and would include assisting the working poor.
• Marketing what we currently have available by building a comprehensive
resource library of regional work-based learning, dual credit, and workbased learning, etc. programs.
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Partner with educators and industry to developing industry recognized STEM
and work-based learning programs that are useful to the employers. Ensure
it is industry-led.
Self-Guided Training Lessons to allow me as the employers’ dive deep (on
my time) to learn more about the programs. Even, with programs I may be
using I can always find new opportunities for Tips or Best Practices.
Skills training, not only technical, but life skills, i.e. the importance of
attendance, producing quality work efficiently, finance-managing paychecks,
goal planning, engaging with employers to create careers in lieu of jobs.
Stipends for teacher externships during the summer months. This may
encourage more teachers to participate in externships at our business and
industries.
Targeting unemployed, underpaid, and uneducated workforce available to
fill positions after preparation for current employment openings in the
shortest manner available while offering pay to students who cannot afford
to further their education if they leave their current low-wage job.
Welding and Torch Brazing skills training. Machine Wiring skills training.
Mechanical print reading training.

What key measures of success (quantifiable metrics) should be used to judge the
success of the Southeast Tennessee Local Workforce Development Board?
• End game is successful career for all individuals-follow their pathway
• Fully staffed business, turnover and absenteeism rates in business.
• Graduation and employment rate from training programs
• Increased credentials earned.
• Increased request of programs.
• Number of underserved that go through programs that gain employment.
• Retention - Getting ready talent (quality of hire) - improved entry level skills.
• Unemployment rate and local wage averages
• Unfilled positions.
What do you need from the staff of the Board to be a better Board Member?
• Commitment to the true development of the workforce
• Communication is key
• Data from local One-Stop operator in terms of local OSO staff wages,
turnover, rate of success rate, an anonymous survey from the OSO staff
would help to see if their training is adequate and their workload is
conducive to quality services offered
• Just fulling understanding our purpose on serving; how we can help; and
what are the boards short, mid-, and long term goals.
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More in-depth orientation of the Board, what they do and what they want to
accomplish.
Need to pontificate this one...
They do a great job attempting to assist and guiding me through the
process. Sometimes it can become overwhelming until the process is
finalized because I don't always understand the large picture, but they do try
their best to navigate through the programs.
Understanding of current services and capability. Included in planning
processes, more thorough communication about future plans

What do you need from others (state officials, local elected officials, regional
partners, others) to be a better Board Member?
• Cooperation in education/ preparation of the local workforce with public
promotions in each area
• I believe our area has engagement from all of the above
• I think we should all have KPI's to meet and accountability. Help measure the
success of the programs/results.
• Show up and participate.
• Support to keep our business climate healthy. Insure that economic
development does not outpace the available workforce.
• To listen to act on what the community is asking for, not just what they think
they hear
Do you have other suggestions for making the Southeast Tennessee Local
Workforce Development Board more effective?
• It would help me to understand what the boards purpose is; how many
agencies they have and what they do; Knowledge is critical to supporting
and members need to understand their purpose and those of the boards.
• The only improvement I see is more engagement from our industries so we
can better serve their needs
• Training or presentations of partners explaining how they work together to
provide services. Most board members have no idea what each partner
offers or how they relate to one another.
• Work closely with business to understand needs, job skills, etc.
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Partner Survey Questions & Responses
What do you view as the biggest successes of the Southeast Tennessee Local
Workforce Development Board in the past 2-3 years?
• Partnerships with Schools.
• Since I am not on the Local Workforce Development Board and do not
receive any information about their successes, I am unable to answer this
question.
What do you view as the Southeast Tennessee Local Workforce Development
Board's biggest shortcomings (if any) in the past 2-3 years?
• Not publishing success to the whole Workforce Development Community.
What are the top agenda items you would suggest for the Southeast Tennessee
Local Workforce Development Board to address in the upcoming year?
AGENDA ITEM 1
• Jobs
AGENDA ITEM 2
• Economic Mobility
What are the top longer-term agenda items that the Southeast Tennessee Local
Workforce Development Board should address in the next 2-5 years?
AGENDA ITEM 1
• Economic Mobility
What organizations (other than the Southeast Tennessee Local Workforce
Development Board) do you believe are the most effective in addressing workforce
development issues in the region?
• Goodwill is excellent at addressing Workforce Issues. The local Goodwill is
very good at addressing issues of persons who are not job ready and have
barriers to employment. The local Goodwill is poised to grow and desires to
play a larger role in workforce development in the area.
If the Southeast Tennessee Local Workforce Development Board and key partners
were to launch a major campaign aimed at employers in the local area, what should
the major theme be?
• How can the Workforce Board assist employers in finding employees or
retooling employees for future growth or different positions in the
community?
• The major theme should be “Eyes on The Prize”
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If the Southeast Tennessee Local Workforce Development Board and key partners
were to launch a major campaign aimed at workers and students in the local area,
what should the major theme be?
• Are you looking for a job or to change jobs or careers we can help?
• The major theme should be “Break The Cycle”
How can the Southeast Tennessee Local Workforce Development Board better
promote and develop work-based learning programs for youth in the region?
• Expose the youth to these programs by going out in the community.
• Work with local agencies who have youth programs or are poised to reach
youth.
If the Southeast Tennessee Local Workforce Development Board received a large
grant (assume $20 million) with no restrictions other than to advance workforce
development in the local area, how would you suggest we spend it?
• Assist youth in identifying, preparing for and selecting a career.
• I suggest spending by helping develop people to get better in the workforce
development space, bring in career coaches, bring in mentors, bring in
presenters that can give tangible tools to help the worker and employer.
• Work to assist people in advancing their careers, up scaling so they may be
able to make a higher wage.
• Work with persons who have been in prison to get a job and improve their
skills.
What key measures of success should be used to judge the success of the
Southeast Tennessee Local Workforce Development Board?
• By taking a pre-test and post-test to see if the person has progressed
forward or progressed backwards.
• Did they achieve a livable wage?
• How many persons have been employed who were seeking assistance?
• Were they assisted with things such as upgrading their skills, looking at
possible new careers, and taught the skills such as resume writing,
interviewing, and etc.
• What is the retention rate of persons placed in employment?
What do you need from the Southeast Tennessee Local Workforce Development
Board to help you in meeting your organization's goals?
• Opportunity, grants, resources, etc.
• We partner with them now. Ways we could improve partnerships.
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Do you have sites that you can offer for co-location of Southeast Tennessee Local
Workforce Development Board services to customers?
• No (1)
• Yes (1)
If so, where?
• Possibly at one of the local Goodwill sites.
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APPENDIX E: EMPLOYER INTERVIEW SUMMARY
Introduction
The COVID-19 pandemic limited the Board’s ability to convene and engage local
employers in a focus group setting. However, outreach and one-on-one interviews
were conducted by Thomas P. Miller and Associates, LLC (TPMA) on behalf of the
Board to better understand how the local workforce development system can better
align services to meet their needs.
Following the online survey, the Board sought to hear from employers from sectors
other than those most dominant in the survey. These included tourism, retail trade,
food, healthcare, insurance/finance, and information technology. A list of sixteen (16)
contacts were provided to TPMA by the Board to conduct outreach and schedule a
one-on-one phone or virtual call. A total of four agreed to participate in this project.
Sector
Healthcare
Information Technology
Insurance/Finance
Tourism/Retail Trade/Food

Number of
Contacts
2
2
3
9

Scheduled
Interviews
0
0
2
2

Each interview last approximately 30-60 minutes and sought to identify strengths and
challenges of the Board, as well as priority agenda items they would like the Board to
adopt in its strategic plan. A list of the questions is attached following this report.

Interview Findings
Insurance/Finance
Employers from the insurance/finance industry identified the cumbersome
navigational process of the workforce system to be one of the greatest challenges of
the Board. Another employer indicated that the Board has not been forward-leaning
when it comes to attracting new business. On the contrary some of the identified
successes of the Board included its partnership with economic development and
ensuring the community are informed about services available.
Looking towards the future, these employers identified several priority agenda items
that the Board should consider over the next 1-3 years. In the immediate, the Board
should consider how the COVID-19 pandemic is impacting the area and what kind of
jobs will be available at the end. The tourism industry has been severely impacted, but
it will important to strategize how to recover some of those industry losses and get
people back to work in new or previous positions. Additionally, a continual focus on
education and skills training should occur to develop and retain talent. In the next few
years, the Board should explore diverse funding streams to support workforce
development efforts in the area.
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In order for the Board to better promote and develop work-based learning programs
for youth in the area, these employers suggested that the Board work with industry and
community partners to develop summer internship programs and soft skills training in
order to fill the local talent pipeline.
Employers proposed ideas for a Board-led campaign aimed at employers and current
workers and students. For employers, the campaign should focus on developing and
retaining skilled talent and communication. It is important for the Board to regularly
engage with employers to understand in-demand jobs and how to connect job seekers
with those jobs. For current workers and students, the campaign should focus on
economic mobility: we can provide low-cost training for in-demand, self-sustaining
jobs. Increased wages, increased training completion rates, and advancement of
education success are all metrics for achieving success of these campaigns.
Finally, employers were asked how the Board should use funds if it were to win a
substantially large grant. Proposed items include industry-specific training, an
accelerated skills training program, and increased educational job training programs.

Tourism/Retail Trade/Food
The greatest challenge the Board faced, as identified by these employers, was a
common and simple message of who they are, what they do, and the success of the
local workforce development system. Each employer admittedly was not familiar with
the role of the Board and the services provided through the local workforce
development system but offered strategies for improving that communication and
awareness in the community. One strategy was to promote its services to industry
leaders who can help communicate the role and purpose of the Board. For example,
an employer from hospitality expressed his connection to several other employers
within hospitality in the area. If the Board were to “designate” him as their liaison, he
could help sell the message and promote community awareness to other employers
as well as job seekers. Another strategy was for representatives of the workforce system
and/or Board to visit employers at least once or twice a year. This strategy is focused
more on relationship-building and awareness and would provide employers with a
sense of camaraderie among partners.
Employers cited the greatest success of the Board as its Adult Continuing Education
offerings in Grundy County. These offerings include information sessions about
continuing degrees and are available for free after work hours. Organizations that were
identified as potential partners for advancing the goals of the Board included locally
elected officials, Chambers of Commerce, Suwanni Business Alliance, South
Cumberland Community Fund, Rotary Club, justice system (courts and sheriff’s office),
K-12 education, post-secondary education, and faith-based organizations.
These employers proposed agenda items the Board should consider in the next 1-3
years. Items included continual promotion and marketing of services, communication
with non-profits and employers of all sectors, entrepreneurship initiatives, soft skills
training, and increased supportive services to overcome barriers for success. In
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addition, employers suggested a campaign aimed directly at employers by the Board
should focus on hiring: how can the Southeast Tennessee Local Workforce
Development Board help you find qualified, reliable talent? Not only is it difficult for
these employers to recruit and hire talent (prior to COVID-19), but it was also difficult
to promote the type of jobs available in their sector. For example, the employer from
hospitality noted that desk clerks at hotels have become some of their best workers
because they develop soft skills, communication skills, and customer service skills – the
foundation for any job. By promoting these types of jobs, employers from tourism,
retail trade, and food can develop their talent pipeline. A campaign aimed directly at
current workers and students should centered around the theme of hometown pride.
As one employer noted, there are many young adults who are passionate of where
they reside. By promoting local jobs and branding it as a “Southeast Tennessee job”, it
is possible younger talent may choose to pursue a career locally versus moving outside
of the area.
To help advance workforce development in the area, employers cited an increase in
funds to support skills training. An access point for this to begin is within the local
school systems. One employer suggested incorporating workforce development into
the school curriculum, including career awareness and skills training. A large grant, if
awarded to the local area, could be beneficial to the sector if allocated for skills
training.
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Interview Questions
1. What do you view as the Southeast Tennessee Local Workforce
Development Board’s biggest successes in the past 1-2 years?
2. What do you view as the Southeast Tennessee Local Workforce
Development Board’s biggest shortcomings (if any) in the past 1-2 years?
3. What are the top three agenda items you would suggest the Board address
in the upcoming year?
4. What are the top three agenda items you would suggest the Board address
in the next 2-3 years?
5. What partner organization do you know that ae the most valuable in
advancing the goals of the Board?
6. If the Board and key partners were to launch a major campaign aimed at
employers in the local area, what would the major theme be?
7. If the Board and key partners were to launch a major campaign aimed at
current workers and students in the local area, what would the major theme
be?
8. How can the Board better promote and develop work-based learning
programs for youth in the region?
9. If the Board received a large grant (assumed $20M) with no restrictions other
than to advance workforce development in the area, how would you suggest
we spend it?
10. What key measures of success (quantifiable metrics) should be used to judge
the success of the Board?
11. Do you have suggestions for making the Board for effective?
*If interviewee was Board Member
12. What do you need from staff of the Board to be a better board member?
13. What do you need from others (state officials, locally elected officials,
regional partners, etc.) to be a better board member?
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APPENDIX F: COVID-19 IMPACT ON THE AREA
Introduction
The COVID-19 pandemic has already created an impact on the lives of individuals
within the Southeast Tennessee area. As of May 8, 2020, the area has accounted for
1,086 positive COVID-19 cases, 7.7% of Tennessee’s total confirmed cases and 19
fatalities with numbers projected to increase.2 The economic impact of the pandemic
has also begun to take shape as the number of job postings by sector have continually
declined since January 2020.
Table 1: Confirmed COVID-19 Cases in Southeast Tennessee
Number of
Number of
Number of
County
Positive
Negative Cases
Deaths
Cases
Bledsoe
602
3,092
0
Bradley
64
1,390
1
Grundy
30
339
1
Hamilton
211
3,919
13
McMinn
108
1,755
3
Marion
29
594
1
Meigs
17
213
0
Polk
12
278
0
Rhea
6
668
0
Sequatchie
7
700
0
Southeast TN Area
1,086
12,948
19
Tennessee
14,096
160,452
237
Source: Novel COVID-19 Unified Command, Tennessee State Government, May 8, 2020

2

Source: Novel COVID-19 Unified Command, Tennessee State Government,
https://experience.arcgis.com/experience/885e479b688b4750837ba1d291b85aed
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COVID-19 Cases
Confirmed COVID-19 Cases by Age in TN
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Source: Novel COVID-19 Unified Command, Tennessee State Government, May 8, 2020

The number of positive cases of COVID-19 in Tennessee has continued to rise. Those
between the ages of 21-30 have been most affected, accounting for nearly 20% of all
cases in the state, followed by 31-40 (19.1%), 41-50 (17.7%), 51-60 (16.2%), and 61-70
(9.9%).
COVID-19 has impacted individuals by race and ethnicity differently. Of all
Tennesseeans who have tested positive for the virus, 40% are White, 21% Black, 7%
Other/Multiracial, and 2% Asian. Compared to those who lost their lives due to the
virus, 60% are White, 31% Black, 3% Asian, and 2% Other/Multiracial.3

3

Cases cited as “Pending” indicated cases that have been identified in laboratories and pendi ng report
to metro and local health departments. State numbers are updated at 2:00 pm daily and there may be a
lag in the reporting of cumulative numbers at the state level.
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COVID-19 Cases by Race

COVID-19 Fatalities by Race
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Source: Novel COVID-19 Unified Command, Tennessee State Government, May 8, 2020

Economic Impact
As a result of the pandemic, thousands of workers in the area have filed for
unemployment insurance (UI). Since January 4, Manufacturing has cited the largest
number of UI Claims by industry – 8,695 UI Claims. The table below details UI Claims
total by industry from January 4 to April 18.
Industry
Manufacturing
Public Administration
Information
Accommodation Food Services
Health Care & Social Assistance
Unclassified
Construction
Finance & Insurance
Administrative & Waste Services
Entertainment Recreation
Other Services (except Public
Administration)
Wholesale Trade
Transportation & Warehousing

Total UI Claims
(1/4/20 – 4/18/20)
8,695
7,881
4,501
4,476
3,261
3,257
1,803
1,633
1,507
908
865
851
653
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Management of Companies &
Enterprises
Prof Scientific & Technical Services
Educational Services
Real Estate & Rental & Leasing
Retail Trade
Agriculture, Forestry, Fishing, & Hunting
Utilities
Mining

562
450
325
274
196
60
36
14

Source: Tennessee Department of Labor & Workforce Development

The top industries with the greatest number of UI Claims are Manufacturing; Public
Administration; Information; and Accommodation Food Services. The graph below
compares those top industries and the rate of growth and decline they have had with
the number of UI Claims filed. Other industries that have a rise in UI Claims include
Health Care and Social Assistance; Entertainment Recreation; and Professional,
Scientific, & Technical Services.

UI Claims by Top Industries
2,210
2,139

2,500
2,000
1,500
1,000
500

0

Public Administration

Manufacturing

Information

Accommodation Food Services

Source: Tennessee Department of Labor & Workforce Development

The least impacted industries in the Southeast Tennessee area include Mining; Utilities;
Agriculture, Forestry, Fishing, and Hunting; Retail Trade; and Real Estate and Rental
and Leasing.
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Job Postings By Sector
While there is much unknown about the future post-COVID-19, analyzing job postings
data in real-time can provide a glimpse into some of the most impacted industry
sectors (2-digit NAICS). The Southeast Tennessee Local Workforce Development
Board will use this opportunity to:
1. Assist employers with recruitment of workers to fill jobs and resume operations.
2. Identify dislocated workers from the most impacted sectors and enroll them
into career pathway training programs where they will develop new skills for
high-demand, high-wage jobs.
3. Provide supportive services and strategies to employers who may transition to
a more remote-work environment.
The following sub-sections detail the number of job postings by sector from January
15, 2020 to May 2, 2020.

Accommodation & Food Services
The Accommodation and Food Services industry has experienced a steady decline in
job postings since January. The greatest decline of job postings over two-week periods
was 144 postings which occurred between March 4 and March 11. A slight increase in
job postings occurred April 8 when there were 14 more job postings than two weeks
prior, however since that period, the number of job postings have declined to 1,245 –
745 job postings fewer than the beginning on January 15.

Accommodation & Food Services
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1,000
500
0

Source: Emsi 2020.2
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Administrative & Support & Waste Management & Remediation Services
The Administrative and Support and Waste Management and Remediation Services
industry has experienced a positive and negative trend in job postings since January
15. This sector experienced an increase in job postings between February 5 and
February 26 and again between April 1 and April 8. The largest increase in job postings
occurred from February 19 and February 12 (119 job postings). The largest decrease
in job postings occurred from February 5 and January 29 (-275 job postings). Since
January 15, the Administrative and Support and Waste Management and Remediation
Services industry has experienced a decline of 658 job postings.

Administrative & Support & Waste Management &
Remediation Services
2,500 2,363
2,206

2,123

2,000

1,848 1,902

2,021

2,120

2,026
1,838

1,741
1,760 1,728 1,685 1,791 1,777 1,728
1,705

1,500
1,000

500
0

Source: Emsi 2020.2

Agriculture, Forestry, Fishing & Hunting
The area has not had a large number of job postings for the Agriculture, Forestry,
Fishing and Hunting industry since data tracking began in January. This industry has
experienced increases and decreases in job postings throughout the timeline but has
posted a net increase of 9 postings since January 15. At its lowest point, the industry
posted 17 jobs on January 22 but rebounded by adding 6 jobs in the following 2
weeks.
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Agriculture, Forestry, Fishing & Hunting
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Arts, Entertainment, & Recreation
The Arts, Entertainment, and Recreation industry has maintained a steady number of
job postings since the start of the pandemic in January. At its peak, the industry posted
87 jobs on March 4 but two weeks later, posted 14 jobs less – the sharpest decline
throughout the timeline below. The number of job postings has fluctuated between 75
and 70 since that decline.
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Construction
The Construction industry has also maintained a fairly steady number of job postings
since the outbreak of the pandemic. At its peak, 273 jobs were posted and at its valley,
214 jobs were posted. The greatest decline in job postings occurred on March 11 when
the industry experienced a decline of 42 job postings from just two weeks prior and
two weeks later, an increase of 16 jobs were posted. Since January, Construction has
experienced a decline of 30 job postings.
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Educational Services
Educational Services has generally experienced a continual decline in job postings
since January. In the four instances where increases in job postings occurred (February
26, March 25, April 15, and April 29), it was no more than 10 postings. The number of
job postings for Educational Services was at its peak January 15 (356 postings) and at
its lowest May 2 (203), a difference of 153 postings.
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Finance & Insurance
The number of job postings for the Finance and Insurance industry has declined
slightly since the outbreak of the pandemic. From March 18 to May 2, the number of
job postings have fluctuated between 633 and 613. The greatest number of job
postings occurred on January 15 (780 postings) and declined from there until February
5. Between February 5 and February 19, the total number of job postings for the
industry increased by 43 postings. The lowest number of job postings for the industry
was at the most recent data publication on May 2 (613 postings), 167 postings less than
its peak in January.
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Health Care & Social Assistance
The Health Care and Social Assistance industry posted large job posting numbers in
comparison to other industries in the Southeast Tennessee area. At its peak, 2,626 jobs
were posted on January 15 – 948 postings more than at its lowest point on May 2.
Although the number of postings for the industry declined until February 5, a slight
increase in postings lasted until February 26. After that period, the total number of job
postings for the industry declined until March 25 when 172 postings were added from
just two weeks prior. Unfortunately, job postings have since declined with the
exception of a slight bump in of 12 postings on April 22.
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Information
The Information industry has experienced a decline in job postings since January
where the number of postings was at its peak (242 postings). That number dropped to
196 on February 5 and peaked from there at 214 postings on February 19. Between
April 1 and May 2, the number of job postings for the Information sector has floated
between 167-169. The difference in job postings from January 15 to May 2 is 73
postings.
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Management of Companies & Enterprises
Management of Companies and Enterprises has fluctuated over the last four months
but since January 15, the number of job postings has increased by 3 (33 postings on
May 2). The lowest number of job postings for this small industry was 22 on January 22
which continually increased to 33 on February 19. Since that time, the number of job
postings has ranged from 29-33.
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Manufacturing
Manufacturing experienced a sharp decline in job postings between January 15 and
February 5 in the Southeast Tennessee area. The number of job postings never
exceeded 914 since its peak on January 15 (1,006 postings). Between April 8 and April
1, the change in job postings increased by 37, but decreased just two weeks later by
44. The job posting change from January 15 to May 2 was 116.
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Mining, Quarrying, & Oil & Gas Extraction
The Mining, Quarrying, and Oil and Gas Extraction industry experienced slight
increases and decreased from January through March 11. In each two-week period
during that range, the change in job postings did not exceed 3. Following March 11,
job postings for the industry increased until April 29 which experienced a decreased
of 2 job postings from two weeks prior. The change in job postings from January 15 to
May 2 increased by 8.
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Other Services (except Public Administration)
The number of job postings for Other Services (except Public Administration) has
gradually declined since January. The greatest number of postings for this industry
between January 15 and May 2 was 250 postings (January 15) and the lowest number
of postings was 185 (April 1). While the number of job postings increased slightly from
February 12 to February 19, they declined until April 1.
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Professional, Scientific, & Technical Services
The number of job postings for Professional, Scientific, and Technical Services has
declined since January with slight rebounds. From January 15 to February 5, job
postings decreased by 270 and while job postings increased thereafter until March 4,
the number of postings increased by 113. Job postings slowly declined until April 18
with small increases in job postings until May 2 when the decline of job postings has
continued.
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Public Administration
The Public Administration industry mirrors that of other industries where the trend has
experienced decline, growth, and decline again trends. The number of job postings
declined from January 15 to February 5 by 114 but increased from February 5 to
February 26 by 126. With slight increases along the way, job postings for Public
Administration slowly declined to its lowest recorded number of 334 – a difference of
166 postings since January 15.
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Real Estate & Rental & Leasing
Job Postings for Real Estate and Rental and Leasing declined from January 15 to
February 12. At its peak, Real Estate and Rental and Leasing posted 307 jobs but at its
lowest, 155 jobs. The number of jobs posted began to level out between February 19
through March 11 but then declined to 155 on March 18. From March 18 to April 8, the
number of job postings increased by 80 but has since declined by 15 as of May 2.

Real Estate & Rental & Leasing
350
300

307
279

269
235

250
201
200

191

196

203

205

197

222

225

221 220

190
155

161

150
100

50
0

Source: Emsi 2020.2

Retail Trade
The Retail Trade industry posted the greatest number of job postings than any other
industry at the 2-digit NAICS level. From January 15 to May 2, the number of job
postings declined by 647. While the trend of job posting increases and decreases
mirrors that of other industries, the change in job postings for Retail Trade are not as
significant as other industries. The greatest decline in postings occurred between
January 15 and January 22 at the offset of the pandemic (-201 postings). Although
minor growth in postings have occurred, Retail Trade has not been able to post more
than 30 jobs from two weeks prior.
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Transportation & Warehousing
The number of job postings for Transportation and Warehousing experienced a sharp
decline from January 15 to February 5 showing a difference of 1,095 job postings. The
difference in job postings from February 5 to February 19, where job postings
gradually increased, was 209. At its lowest number of posting, Transportation and
Warehousing posted 1,114 (April 29) which was 1,315 less than when the pandemic
began in January.
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Utilities
The job postings for Utilities has been relatively unchanged since January. Following
the trend of most other industries, the number of job postings for Utilities declined in
January (-20 postings). From February 26 to May 2, the number of job postings has
fluctuated between 80 and 88.
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Wholesale Trade
The decline in job postings for Wholesale Trade did not occur as dramatically as other
industries in the first four weeks. It was not until February 5 that the decline of job
postings declined by more than its two-week prior (33 postings). Overall, the decline
of job postings for Wholesale Trade has been slow but steady. Aside from the change
of 33 postings, no other date experienced a decline of job postings more than 13 than
the two-week prior. The change in job postings from January 15 to May 2 was 65.
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Community Response
The Southwest Tennessee community has been proactive in responding to the COVID19 pandemic. Examples range from restaurants providing boxed meals for children
who are out of school to retail shops who have transitioned to only-only, curbside pickup, or delivery. Countless community organizations have risen to the task of pulling
together resources to provide Southwest Tennessee residents with information,
services, and resources to stay safe and healthy during this unprecedented pandemic.
Below are just some of those organizations that have been promoted throughout the
local community.
United Way of Greater Chattanooga
In an effort to support the community’s response to the pandemic, the United Way of
Greater Chattanooga has created the Restore Hope Fund. The fund’s intent is to
provide economic relief to individuals and households who have lost wages or other
adverse circumstances due to the COVID-19 crisis.
For more information, visit: https://unitedwaycha.org/restore-hope-fund/.
Chattanooga Area Chamber
The Chattanooga Area Chamber of Commerce has a hotline that employers can call
with providing real-time advice, counsel and professional expertise to small businesses
seeking financial, human resources, banking, credit and business assistance as a result
of the economic impact of COVID-19. The Chamber is also providing information
about local health updates, employee and employer resources including a link to
determine if you are eligible for unemployment benefits, a list of companies currently
hiring, live video updates and more.
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To ensure residents have the PPE necessary to stay safe and healthy throughout this
pandemic, the Chattanooga Area Chamber of Commerce has organized a list of local
PPE distributors.
For more information, visit: https://www.chattanoogachamber.com/covid-resources.
Chattanooga Is
A community of public, private, and civic leaders have created the Chattanooga Is to
collaborate on ways to serve each other during the crisis. Examples of collaborative
efforts revolve around self-care and mental health providers, food assistance, financial
assistance, and employment opportunities.
For more information, visit: https://www.chattanooga.is/.
Chattanooga Times Free Press
The newspaper has made all of its COVID-19 coverage free online for individuals
seeking up-to-date information and data on the virus.
For more information, visit: https://www.timesfreepress.com/news/covid-19/.
Chattanooga Tourism Company
The Chattanooga Tourism Co, formerly that Chattanooga Convention and Visitors
Bureau, has launched #ConnectChatt which includes virtual experiences at local
attractions along with experiences like streaming concerts from local musicians. They
have also created a list of health and safety resources that are local, national, and global
as well as a list of partners that can provide food, utilities, and financial assistance.
For more information, visit: https://www.visitchattanooga.com/connect-chatt/
City of Chattanooga
The City of Chattanooga has a dedicated COVID-19 resource page including a sign up
for Chattanooga area COVID-19 alerts. The City is also hosting a series of video chats
about how to safely reopen certain businesses. Spanish resources are available online.
For more information, visit: https://connect.chattanooga.gov/covid/.
Community Foundation of Greater Chattanooga
The Foundation has created the Community Response and Resilience Fund in
response to the coronavirus. The Fund will support communities that are
disproportionately and negatively affected by the health, economic, and social impacts
of the COVID-19 pandemic. Priority populations identified by the Fund include elderly
neighbors, youth and children, residents with limited English language proficiency,
and communities of color.
For more information, visit: https://cfgc.org/response-and-resilience-fund/.
Co.Starters
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Co.Starters, a network that helps people and communities thrive through
entrepreneurship, has created a Recovery Guide to help small businesses reimagine
and rebuild. Categories in the guide include community support, funding, good ideas,
guidance, marketing, recovery, reopening, rollups, and self-care.
For more information, visit: https://costarters.co/recovery/
CHA Area Small Business Taskforce
The taskforce has created a COVID-19 Small Business Resource Development
Dashboard that is to be used to support local small business explore information and
identify relief funds through webinars.
For more information, visit: https://www.ecomap.tech/covid-portals/chattanooga
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TN Department of Labor & Workforce Development LWDB &
Chambers Survey Findings
The Tennessee Department of Labor and Workforce Development partnered with
Ernst & Young to develop, distribute, and analyze surveys to members of the state
chamber of commerce as well as to Local Workforce Development Board members.
The following highlights key findings from those surveys as of April 2020.

Chamber of Commerce Survey
A total of 348 responses were collected from chamber members. Nearly 70% of
responses collected has a workforce of 1-25 employees and no industry represented
more than 15% of the survey responses. Industries most represented in the survey were
Accommodation, Hospitality, and Food Services (14%); Health Care and Social
Assistance (12%); Manufacturing (11%); and Other Services Excluding Public
Administration (10%).
Nearly two-thirds of respondents felt as though their organization was somewhat or
very prepared to handle the pandemic. Despite the negative effects of the virus, 65%
of respondents had not had to lay-off or furlough employees. Only 26% of respondents
said their business climate was positive, but those who indicated their business climate
was negative cited examples of suspended operations and people concerns. The latter
includes having to lay-off or furlough workers without any prediction when they would
be brought back and as a result, limited disposable incomes. Over three-quarters of
respondents expect the pandemic to negatively impact their financial stability and 53%
noted their supply chain has been disrupted.
Number of
Layoffs/Furloughs
Fewer than 10
10-49
50-99
100-199
200+
All Employees
Not Specified

Count

%

34
20
2
5
5
5
21

37%
22%
2%
5%
5%
5%
23%

Respondents cited examples of how their organization was handling the pandemic.
The most common examples were working virtually/remotely, implementing safety
procedures for essential workers, and developing flexible work arrangements such as
scheduling a limited number of employees in the workspace.
Nearly 75% of respondents expressed optimism that the climate of their organization
would be improved in six months. Only 13% of organizations expect their business
climate to worsen in the upcoming months. Workplace conditions that are expected to
change include increased safety and health precautions, reduced staffing/capacity,
and decreased demand. Many respondents will continue to follow Center for Disease
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Control (CDC) and World Health Organization (WHO) guidance and enforce protocols
to maintain a clean, safe environment for their workforce. There is a fear among many
respondents that they will not be able to re-hire employees that have been laid off or
furloughed, citing the possibility that workers may grow comfortable with staying home
or may be too scared or uncomfortable with coming back to work amid the pandemic.
Respondents expressed concerns about their ability to re-open once restrictions are
lifted.4 Several organizations have expressed concerns that they will not have the
necessary Protective Personal Equipment (PPE) or return-to-work protocols to open
their brick and mortar locations to ensure a safe work environment. For some small
businesses, a decline in revenue has created the very real possibility that they may
never re-open.
Forty percent of respondents have delayed employee training as a result of COVID-19.
Those trainings include employer-driven, skills-based training (62%), leadership
training (41%), pre-employment (ready-to-work) training (31%), and apprenticeships
(20%). When asked which type of training would benefit their organizations, 58% of
respondents cited employer-delivered, skills-based training, 41% cited virtual learning
to advance incumbent workers, and 35% cited skills-based training delivered by an
external provider. However, 69% of respondents indicated that their organization does
not need support developing and/or delivering skills-based training programs to
employees during the pandemic. Additionally, 74% indicated that their organization
does not foresee needing additional supportive services to maintain or grow their
workforce. Those who do foresee needing additional supportive services cited
childcare (25), PPE (10), transportation (9), training (4), work tools/materials (4), and
affordable housing (2).

Local Workforce Development Board Survey
A total of 95 participants completed the online survey with 52% representing East
Tennessee, 36% representing Middle Tennessee, and 13% representing West
Tennessee. Only 10% of responses were from Southeast Tennessee. No industry
represented more than 25% of the survey response. The most represented industries
included Manufacturing (22%); Government (16%); Construction (13%); and
Educational Services (12%).
Two-thirds of respondents have not laid-off or furloughed workers in their organization
compared to 32% who did.

4

Gov. Lee issued the Tennessee Pledge effective April 27, 2020: employers are to allow employees to
work remotely as much as possible, screen all employees reporting to work for COVID -19 symptoms,
screen employee temperatures, direct any employee who exhibits COVID -19 symptoms, implement
workplace cleaning and disinfection, mitigate e xposure in the workplace, plan for potential cases,
inform covered employers and employees of the provisions of the federal Families First Coronavirus
Response Act, update the Employee Illness Policy, limit self -service options, and post extensive signage
on health policies. https://www.tn.gov/governor/covid-19/economic-recovery/general-guidelines-forbusinesses.html
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Number of Layoffs/Furloughs
Fewer than 50
50-100
100+
Not Specified

Count
12
4
6
5

%
44%
15%
22%
19%

Over half of respondents anticipate re-hiring at the same level of lay-offs once shelterin-place subsides compared to 12% who do not and 37% who are unsure.
Immediate needs of respondents within their industry focused on business re-opening,
retaining key employees, PPE, and training opportunities/funding. For business reopening, some respondents believe they needed to re-open their physical location
because they are unable to provide face-to-face interaction with their clients and
customers. The lack of PPE, as cited by some respondents, has hindered their ability to
create a safe work environment for their employees. Safety protocols and guidance are
needed to measure the safety of employees to ensure their safe return to work. Some
respondents noted that their organizations do not have the training dollars available
to upskills their employees during this pandemic. Filing for unemployment has been
difficult for their furloughed employees and external funding is needed.
Anticipated needs in the next three to twelve months include driving customer demand
and ability to serve customers, office safety, managing current and future employees,
and training/information needs. For some respondents who have furloughed workers
during this pandemic, a serious concern is whether or not those workers will return or
find employment elsewhere, or simply not return to the workforce. However, training
resources have been few and far between. Respondents noted that virtual working has
been more frequent, but organizations want training on how to conduct business
virtually and effectively.
Respondents identified how other organizations within their industry are handling the
pandemic and how they plan to move forward. New office protocols were commonly
identified among respondents. Organizations are communicating relevant guidance
from the CDC and WHO to their employees to ensure social distancing and PPE is used
to maintain a safe work environment. As physical locations prepare to re-open,
organizations are limiting their physical interaction with customers and creating flexible
work schedules for safety. Virtual working, or work from home, was another commonly
identified strategy. Organizations are permitting employees to work from home with
some essential positions continuing to work on-site as needed.
New skills have been developed in response to the pandemic which include virtual
communication, tech support, grant writing, process improvement, sourcing of
suppliers, and identifying alternative funding streams. Of the 95 survey participants, 21
expressed interest in skilled training, particularly in virtual working and communication
methods, COVID-19 employee safety and protocols, Tennessee Department of Labor
services (unemployment process, vocational rehabilitation offerings/processes), and
job specific skills (9 Axis CNC machinist training, grant writing, heavy equipment
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operation, Small Business Administration training, spot welding, and
automation/artificial intelligence). Additionally, seven respondents expressed interest
in on-the-job training, six were interested in apprenticeships, and 2 were interested in
incumbent worker training.
Most respondents indicated that their organization does not foresee a need for
additional supportive services to maintain or grow their workforce. However, 42% of
respondents did. The types of supportive services identified by those respondents
included childcare (15), transportation (7), work materials/tools (7), PPE (6), and
technology (3).
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