PAGE  
7
Washington Food Processors Skill Panel Final Report • August 2006

[image: image5.jpg]Application of the Building Blocks

for Advanced Manufacturing
Draft 8/24/05

Competencies TBD

Thao & ndustry-Speckie Technizal Competensies

Competancies TBD
Trlizr ds (ndueiry-Seeier Teehnieal Compeiznees
Production Malntenance, Manufechuring Supply Chaln Qualty Assurance/ Health & Safety
Instaliation & Repar Process Management Coninuous
Deveiopment/Design Improvement
et workplacelCampEtenciess
Business Teamwork* ‘Adaptablltty/ Customer Planning & Problem Solving & Applied
Economics Flexiblity Focus Organizing Decision-Making Technology"
Tier 2: Foundation Academic Campetencies
Applied Basic Computer Applied Reading for Business. Listening & Locating/Using Speaking/
Science Skills Methamatics! Information* Wiiting* Following Information* Pregantation
Measurement* Dirgclions. Skils
Integrity Motivetion Dependability/ Willingness
Reliabiity foLeam
. Prepared for the U.S. Department of Labar by
“Common with WorkKeys Personnel Decislons Ressarch Institutes, inc. (PDRI).




[image: image6.jpg][rewwrrr

NORTHWEST FOOD PROCESSORS ASSOCIATION




[image: image7.png]


[image: image8.png]



WASHINGTON FOOD PROCESSORS SKILL PANEL

FINAL REPORT August 2006

To the Washington Workforce Training & Education Coordinating Board
____________________________________________

I. Executive Summary
Background Summary – Food processing in Washington State is the third largest manufacturing employer with 27,470 workers, a $975 million payroll and $2.83 billion in value added commodities (2003 data) according to Globalwise, Inc.  The original grant proposal to the Workforce Training & Education Coordinating Board, for the Statewide Food Processors Skill Panel, was based on a stark reality – a competitive siege has severely threatened the industry.  More than 5,300 food processing jobs have been lost since 1998.  While there are many reasons for this “quiet storm,” including globalization, plant consolidations, and erosion of competitive advantages, food manufacturing in the Northwest will ultimately thrive or decline based on how well it cultivates “knowledge workers,” those with the technical savvy, entrepreneurial approach, critical thinking skills and leadership ability needed to support this critical economic sector.
For the past ten months, Washington’s first statewide Skill Panel brought together twenty-three individuals representing 29 food processors, business and trade organizations, economic development, labor, job training, community colleges and universities. This Washington food processors skill panel focused its efforts on three primary research areas with the potential to help revitalize the industry: 

· Operator and Mechanic Skill Gaps in the food processing industry;
· Future Industry Leaders, particularly women and Hispanics, to fill the void in industry leadership as baby boomers begin to retire; and a

· Sustainable Online Clearinghouse for linking businesses that have identified training needs with education and training providers that address those needs. 
Extensive data and information, including surveys, contracted online research, and interviews, were collected in each of these three areas to inform the deliberations of the Skill Panel, so their conclusions and recommendations could be both demand- and data-driven.  
Options for future food processor workforce development funding investment were identified in the three focus areas.  Funding for the total package of the five recommended projects is estimated at between $200,000 and $250,000.  While this is a significant sum, it is a highly justifiable investment, given the potential return in promoting a skilled workforce and business growth among food manufacturers – a critical industry segment in Washington’s economy.
The State of Washington can leverage future workforce funding for food processors with counterpart organizations in Oregon and Idaho through the three-state industry-driven Cluster Initiative of the Northwest Food Processors Association (NWFPA).  The effort has industry’s top management approval as well as support of three governors, members of Congress and agency heads.  An emerging tri-state food processing Center of Excellence (for Visioning, Innovation and Productivity) is focused on significantly advancing the global competitiveness of the Northwest food industry, expanding the region’s economic bases while retaining or increasing jobs. 
Major findings and products of the Skill Panel’s work included the following:
1. Skill Gap Findings and Products for Operators and Mechanics – the Skill Panel identified three different challenges or “disconnects” between the training needs of food processors and the current capacity of the workforce system to respond:
a. Lack of Information: Resources for addressing training needs do exist, but employers do not know which schools can provide needed training.  Conversely, since no mechanism exists for aggregating demand, providers have no sense of the potential market for current or new products and, as a result, are not developing them.
b. Packaging of the Product: Much of the content needed by food processors exists, but is imbedded in for credit, degree-granting programs, which do not meet the short-term training needs on the shop floor.
c. Accessibility of Training: Many potentially useful classes remain rooted to physical classrooms at colleges and offered on fixed time schedules, while manufacturers want training onsite on flexible schedules. Also, most colleges function within certain geographic “territories,” unable to respond to requests outside that area unless invited in by the primary provider in that area – a dysfunctional system for meeting employer training needs. 
d. Seven “products” were developed by the Skill Panel in this project:

i. Generic Overview of Food Processing Operator

ii. Generic Overview of Maintenance Mechanic

iii. Visual of Gaps/Bridges for Food Processing Pathways

iv. Training Bridge Between Operators and Mechanics

v. Training Needs Survey

vi. Training Needs Survey Findings

vii. Training Supply Gap Analysis

2. Future Industry Leader Findings & Products – Skill Panel members concluded that there were multiple dimensions to the “future leaders” challenge, including: 
a. Need to identify a new generation of leaders to assume the role of retiring executives as spokespersons for the industry, 
b. Promote supervisors and managers to assume leadership roles within companies, 
c. Attract youth into the industry to serve as future leaders over time, and 
d. Focus efforts on females and minorities to grow their numbers in leadership. 
e. Best Practice Future Leader Research was a major product produced by the Skill Panel.
Panel members agreed that the primary target should be on current supervisors and managers with potential to be groomed as future leaders, both for their companies and for the industry, with a focus on women and minorities, particularly Hispanics. While attracting youth into the industry is critical, members agreed that it is a longer term strategy that involves extensive public-private partnerships and impacts all segments of manufacturing. 
Panel members concluded that there is a need to change thinking within firms to move beyond management training to building leadership opportunities.  
Further, these efforts should expand beyond learning experiences within firms, which is current practice, to include experiences outside individual companies, such as building “leadership tracks” into currently planned professional development conferences, and expansion of partnerships with programs focused on building leadership skills.
3. Online Training Clearinghouse Findings and Products – Observations by the Skill Panel and contracted research revealed: 
a. There is a widespread need for a web-based training clearinghouse, an online marketplace that brings together providers and consumers of industry and technical skills training via the internet. 

b. There is no single best practice for a sustainable web-based training clearinghouse.  Rather, organizations evolve their training or information clearinghouse sites to fit their audiences, specialties and resources.
c. There are at least ten vital issues that comprise best practices for a web-based training clearinghouse.  Examples of these issues range from the site’s business model to its marketing strategy to it technical support infrastructure. 
d. There are at least eight benefits and eight risks that need to be carefully considered in developing a business model for a sustainable web-based training clearinghouse. Benefits include reduces training expense and creates jobs, whereas the risks include marginal business and stale content.
e. There are six critical keys to success:  (1) adopt and follow a sustainable business model; (2) minimize barriers to entry and participation; (3) create an intuitive, easy-to-use web interface; (4) provide current, accurate and relevant web content; (5) market the website to desire target audiences; and,(6) take a strategic approach to website development, proactively addressing startup, ongoing maintenance and future technology needs.
f. Products produced relating to the online clearinghouse

i. Best practices research report on a web-based training clearinghouse.
ii. Action marketplace development plan for a web-based clearinghouse 
Continuation of Effort Summary and Recommendations 

Building on their work over the past ten months and direct experience over years of working in the industry, Skill Panel members identified the following areas of recommended future action.  Publicizing Skill Panel findings will require cooperation between the Workforce Training & Education Coordinating Board, Northwest Food Processors Association, and other stakeholders. 
Continuation Focus Area #1:  Process Operators and Maintenance Mechanics Skill Gaps
· Publicize updated operator and mechanic skill sets, shown in the attachments, and the food processing training bridges shown in figure 1.
· .Publicize findings of the Training Needs Survey and Training Supply Gap Analysis, also shown in the attachments. 
· Publicize case studies of effective practice for incumbent workers training in identified skill gap areas. 
· Support and expand food processor lean manufacturing training being provided by Washington Manufacturing Services and others.
· Potential options for major workforce investment to close skill gaps: 

· Develop a common set of curriculum modules to address major “skill gaps,” particularly an Operator-to-Entry-Level Mechanic Bridge Curriculum. Development and Training Initiative.  Conduct beta training for 25 – 50 incumbent food processing operators.  
· Update and disseminate the curriculum for the course Introduction to Food Processing developed in 2000 and beta test.
· Encourage research on and development of a Food Manufacturing Certification Program.
Continuation Focus Area #2:  Future Industry Leaders 
· Publicize/distribute "best practice" findings of Future Leaders Research. 

· Promote and support leadership programs.
· Encourage “Future Food Manufacturing Leadership” research and programs. 

· Link with the National Association of Manufacturers Dream It. Do It. Campaign.
· Potential option for significant workforce investment to secure top talent:
· Plan and conduct food processing training on “best practice models” for attracting women, Hispanics and other minorities into industry leadership.

Continuation Area # 3.  Online Training Clearinghouse
· Publicize/distribute "best practice" findings of the Online Clearinghouse research, particularly the report on the Business Model. 

· Encourage the adoption of the Online Clearinghouse Business Model for further pursuit by appropriate state and/or regional entities.
· Link the Online Clearinghouse Business Model with other state- or regionally-based initiatives that might share a common agenda.
·  Potential option for major workforce investment 

· Develop a complete business and marketing plan for the food industry’s first sustainable web-based training clearinghouse.  Conduct a six month beta test. 
See the 27-page report dated August 2006 for further information. 
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IV.
Background 
The original grant proposal for the State Food Processors Skill Panel was based on a stark reality: a competitive siege has come upon the food processing industry in the Northwest. While there are many reasons for this “quiet storm,” including globalization, plant consolidations, and erosion of competitive advantages,  food processing in the Northwest will ultimately thrive or decline based on how well it cultivates “knowledge workers,” those with the technical savvy, entrepreneurial approach, critical thinking skills and leadership ability needed to support this critical sector of the economy.
The proposal identified a number of ongoing workforce challenges. Washington food processors, faced with new technology demands, continue to report skill gaps and shortages in critical maintenance and operator positions.  Other manufacturing industries have tended to adopt high performance workforce strategies more rapidly than food employers.  There is confusion and frustration when seeking training assistance as no statewide electronic resource is available to link industry training needs with services of public and private education and training providers.  In addition, a clarion call has been sounded by retiring industry executives that strategies are urgently needed to “pass the torch.”  Missing is a plan to identify and train supervisors and managers to advance to high-skill, high-wage food processing industry leaders of the future.
The work plan for the proposed statewide Skill Panel was designed to address each of these critical challenges.  In addition, it was intended to build upon a number of other systemic economic and workforce development efforts recently completed or in progress.  Specifically this project connected to:
· Builds Upon Eastern Washington Agriculture and Food Processing Partnership (2000 – 2003).   The experience of establishing an infrastructure of labor-management cooperation, government, and education involvement helped speed the establishment of the new skill panel.  Tri-Country (now South Central) Workforce Development Council and NWFPA operated as partners to direct this national award winning workforce development project.

· Supports Centers of Excellence – This Statewide Food Processor Skill Panel involves three current Centers of Excellence (at Bellingham Technical College, Shoreline Community College, and Walla Walla Community College).  It also involves two emerging Centers of Excellence for food processors through Northwest Food Processors Association’s NW Food VIP Center and Washington State University. 
· Supplements 2005 priority of Human Resources Committee of Northwest Food Processors Association, chaired by Clark Nelson, Kraft Foods, to establish a Resource Center for cost effective human resource /employee safety solutions. 
· Links to the Northwest Food Processor Cluster Development project. This project is aligned with and supportive of the innovative effort of NWFPA to launch  a tri-state Center, designed to help the food processing industry work smarter, share knowledge and promote innovation, productivity gains and global competitiveness.
V.
Project Schedule, Deliverables & Budget 
Specifically, the project had five deliverables, as summarized in the chart below, along with planned timeframes and proposed activities.  All of the required project deliverables and activities were not only satisfied within the total budget of $73,940 for three organizations, but two additional major activities were undertaken in response to specific requests of Panel members, as indicated in bold italics.  Due to the complexity involved in several activities, the timeline for deliverable #2 was adjusted slightly. There was insufficient time and budget to conduct the “optional development and beta testing of a web-based clearinghouse.”  However an action plan was developed, which will assist future investment in this area.
	Deliverables
	Timeline
	Activities

	1.  Establish /maintain a statewide food processing skill panel.  
	September 2005 –  June 2006
	a. Confirm statewide panel and finalize participants as appropriate.

b. Serve as fiscal agent and establish a fiscal accounting system for monthly payment of contractor and subcontractors.
c. Prepare panel profiles of contact information. 
d. Establish a plan for communications, including minutes and reports.
e. Prepare for, schedule, conduct, and facilitate approximately four skill panel meetings in Eastern Washington, Western Washington and at the Northwest Food Processing Industry Annual Expo.
f. Gain consensus on a plan of action and activities.

	2.  Compile job information and data on industry needs as well as services from education providers.
	October 2005 –    February 2006
Actual timeframe:

October 2005 – 

June 2006.
	a. Draw from collective knowledge of the skill panel on how effectively to obtain desired private and public information.
b. Research, validate and develop, as necessary, skill sets and career paths for targeted jobs.
c. Compile, from public and private resources, industry information for 15 – 20 food manufacturing companies for targeted jobs in operations and maintenance.
d. Compile information from approximately 20 – 30 public and private training providers in operations and maintenance.
e. Conduct best practice research regarding future leaders.

	3.  Address and communicate the expected gaps of industry needs and education provider resources.
	November 2005  – March 2006
	a. Draw from collective knowledge of the skill panel to analyze the data and develop a methodology to address the “expected gaps.”
b. Identify and leverage effective workforce practices from other industries that have addressed skill gaps.
c. Communicate gap information by various mediums (including electronically and in person) with food processors and education providers. 
d. Communicate findings and recommendations to the NWFPA Cluster Assessment project.
e. Plan and conduct a meeting of food processors and public and private education providers in January 2006 at the Annual Northwest Food Processors Expo, which draws industry, labor, education, and government.


	4.  Investigate workforce clearinghouse system of leveraged resources and technologies for eventual sustaining.  
If investigation is favorable, and time and financial resources from the grant permit, a limited beta test of a clearinghouse would be conducted.
	October 2005 – 

May 2006
	a. Compile “best practice” information about public and
 private systems for communicating demand side needs and supply side educational services.

b. Conduct interviews with proven clearinghouse providers.

c. Evaluate software systems capable of linking statewide training needs with education provider services.

d. Draw from the skill panel to develop a method to compare, prioritize, and select (if appropriate) a clearinghouse system that easily and inexpensively would meet the training needs of Washington food processors.

e.  Develop an Action Plan outlining options for implementation of an online workforce clearinghouse. 
e. (Optional, depending if the investigation is favorable and sufficient budget and time remain.)  Conduct a limited beta test of a clearinghouse system – Beta test was too complex to undertake within time and budget available.

	5.  Develop a project report and communicate the results to stakeholders, while assuring sustainability of the concept.
	April 2006 – June 2006
	a. Document skill panel proceedings.

b. Document research and analysis.

c. Develop recommendations on how the potential food processing clearinghouse can be integrated into employment, workforce, and other clearinghouse systems in the state.

d. Develop plans for clearinghouse sustainability through Northwest Food Processors Association.

e. Print, publish, and disseminate copies of the final report to public and private stakeholders.



VI.
Statewide Food Processing Skill Panel
This was Washington’s first statewide skill panel.  It consisted of twenty-three members, including the project manager, and eight alternates, several of whom participated regularly throughout the ten month process.  Twelve members, or 52 percent, represented business, labor, economic development, and/or business organizations/trade associations. The balance of the Panel was made up of representatives from public community colleges and universities, private technical and training schools, a Washington foundation, and the Tri-County Workforce Development Council. A complete list of Panel Members is included as Attachment 1.
The Panel held a total of five meetings, three face-to-face, including both Western and Eastern Washington, and two via teleconference.  The times, locations, and a brief summary of meeting outcomes is provided below, with full minutes of meetings included as Attachments 2 – 6.
· October 11, 2005, Eastern Washington.  The initial meeting of the Skill Panel was held at theTri-County (now South Central)Workforce Council office in Yakima, Washington.  The meeting focused on lessons learned from previous initiatives related to food processing, discussion of project deliverables, and outline for a plan of action. Considerable time was spent clarifying the targeted job categories, with a decision to break the first category identified in the grant request (food processing mechanics and process technology) into two separate categories of process operators/technicians and maintenance mechanics.  
A second primary area of work would focus on future industry leaders, with a concentration on women and Hispanics, and a third would explore the feasibility of an online clearinghouse to aggregate employer demand for training and match with supply side educational providers. See Attachment 2 for complete minutes.
· December 8, 2005, Teleconference Calls (One for business/labor/trade members and one for providers.) The purpose of the teleconference calls was to review drafts of an operator career path, maintenance career path, and possible “bridge” between the two, get feedback on “strawman” generic job descriptions for operator and maintenance/ general mechanic positions that had been circulated prior to the call, and discuss process for collecting and synthesizing needed information on skill sets. See Attachment 3 for complete minutes. 
· January 16, 2006, Northwest Food Manufacturing & Packaging Exposition. The second face-to-face meeting of the Skill Panel was held in Portland, Oregon, in conjunction with the 92nd Annual Northwest Food Manufacturing and Packaging Exposition.  The meeting, which was very well attended and included guest such as Mark Frandsen, President, New Seasons Food and NWFPA Chair; Chris Vogel, General Manager Quincy Foods; Dave Zepponi, President NWFPA; and Mike Brennan, Economic Development and Workforce Manager, Washington Workforce Training and Education Coordinating Board. The meeting served to (1) revise and finalize the general overview descriptions for operators and mechanics; (2) refine the skill gaps both vertical (career pathways) and horizontal (career lattice or “bridge”); (3) define the multiple dimensions related to future industry leaders; (4) brainstorm possible strategies for addressing the future leaders challenge; and (5) discuss planned research to identify best practices for both future leaders and an online clearinghouse. See Attachment 4 for complete minutes.
· May 4, 2006, Best Western in Auburn, Washington. The third face-to-face meeting was held outside Seattle in Auburn, Washington, with special guest Pam Lund, Washington Workforce Training and Education Coordinating Board, in attendance.  After a tour of Tim’s Cascade Snacks and SCS Cold Storage, Panel members spent the balance of the day discussing: (1) final report and recommendations regarding best practices for an online clearinghouse (including a recommendation to develop an Action Plan for possible implementation); (2) final report and best practices regarding future leaders; (3) final report and visual depicting food processing skills gaps; and (4) a process for sampling training needs by conducting a Training Needs Survey of selected plants across the state and for sampling provider training services by conducting a Provider Survey and gap analysis. See Attachment 5 for complete minutes. 
· August 3, 2006, Teleconference Call for Panel members.  This call constituted the final virtual” meeting of the Statewide Food Processing Skill Panel. In advance, members had received copies of the Action Plan for the Online Clearinghouse, results of the Training Needs Survey, and results of the Providers Survey and Gap Analysis.  
Discussion of these documents and all the previous Panel work resulted in the development of a series of recommendations or “next steps” for this final report. 

Based on the project deliverables and the Skill Panel deliberations over the past nine months, three major focus areas emerged.  The first two address the target workforce areas identified in the original proposal as clarified and defined by Skill Panel Members: (1) skill gaps impacting Process Operators and Maintenance Mechanics, and (2) Future Leaders, particularly women and Hispanics, to fill the void in industry leadership as baby boomers begin to retire.  The third (3) focus area dealt with the continued interest in providing an Online Clearinghouse resource for linking businesses that have identified training needs with education and training providers that might address those needs. Each of these areas of focus is discussed below, with reference to attachments that provide extensive detail.
VII.
Focus Area #1: Process Operators and Maintenance Mechanics 
At the very first meeting of the Skill Panel, manufacturing representatives suggested breaking  the first category identified in the grant request (food processing mechanics and process technology) into two separate categories of process operators/technicians and maintenance mechanics.  Within those high demand targeted areas, three critical areas of gaps were identified: 

· Career Ladder (Vertical Progression) for Maintenance Mechanics: For most companies the major challenge is recruiting skilled maintenance mechanics. Many have adopted a “grow-your-own” strategy to take successful general mechanics and develop their skill sets so they can move into higher-skill maintenance positions.  

· Career Ladder (Vertical Progression) for Process Operators/Technicians: A second area challenging food processors is the skill sets required to move a process operator vertically into a higher-level process control technician or instrumentation position.  
· Career Lattice (Horizontal/Lateral Movement) between Operators and Mechanics: A third challenge identified by Skill Panel members is how to take successful, lower-skilled process operators/technicians and develop their skill sets so they can move into entry-level maintenance positions, which is the greatest area of need and affords a high-wage career path.  Again, a few companies had experimented with a “grow-your-own” strategy to facilitate this lateral transfer between operations and maintenance.
Refining these skill needs and compiling data and information in support of identified needs was a major area of work for the Skill Panel throughout the life of the project.  Numerous products were developed to reflect this comprehensive work, as discussed below, and several recommendations for future action, as discussed later in this report, track directly to this work. 

· Product #1: Generic Overview of Food Processing Operator.  Panel members thought it important to have general agreement on the basic or generic critical work functions, duties and tasks of operators in all food processing establishments, regardless of the specific products manufactured. This outline, based on and updated from previous skill standards project work in Washington five years earlier as well as job descriptions shared by Panel members, was intended to serve as the common baseline of skills for operators, with the understanding that each company would customize it to their particular needs.  It also was important in identifying the baseline of maintenance skills already imbedded in operator functions. See Attachment 7 for detailed Food Processing Operator overview. 

· Product #2:  Generic Maintenance Mechanic Overview:  Similarly, the Skill Panel thought it critical to develop a generic overview for a general maintenance mechanic, recognizing that each particular plant would have its own unique requirements.  Such an overview of common skill sets minimally required in all companies provides the baseline for skills that would need to be imbedded in a training program for entry-level mechanics. See Attachment 8 for Food Processing Entry-Level Mechanic Overview. 
· Product #3: Visual of Gaps/Bridges for Food Processing Pathways:  Based on input from the Panel, a visual illustrating the primary skill gaps facing the industry as relates to process operators and maintenance mechanics was developed, as illustrated in Figure 1 on the following page.  The visual went through several iterations, as clarity about needs and gaps emerged over time.  As reflective of the three critical areas of need discussed above, the visual reflects identified training needs/gaps in the vertical career pathway for operators, in the vertical career pathway for maintenance, and the horizontal or lateral gap between operators and mechanics.  Panel members elected to use the term “bridge” as opposed to “gaps” since it was a more positive term and connotes opportunity. Also included on the visual were skill gaps identified by Panel members as relates to critical cross-cutting or “core” technical skills, such as Statistical Process Control and Foundations of Quality, and critical academic and workplace skills, such as Applied Math/ Measurement and Teamwork. Shared areas denote gaps or areas of identified training needs.
· Product #4:  Training Bridge between Operators and Mechanics: Based on a “bridge” program at J.R. Simplot Company, and a model training program at Madison Area Technical College in Wisconsin called the Basic Technical Skill Program, an outline of the key content areas for moving from operator to basic mechanic was developed. The content includes: mechanic, industrial electricity, motor controls and other critical skill areas.  See Attachment 9 for details. 
· Product #5: Training Needs Survey: To further quantify the identified skill gaps and training needs of the industry, a survey form was developed.  The survey questions map back directly to the visual developed by the Panel.  The survey was sent to all employers on the Skill Panel and several members of the NWFPA Human Resources Committee. Responses were received from ten plants, representing a total of 3,203 production/ operations workers and 300 maintenance workers. See Attachment 10 for the Survey Form.
· Product #6: Training Needs Survey Findings: Key findings are summarized in Figure 2 following the Visual of Gaps/Bridges for Food Processing Pathways.  Results validated the informal and anecdotal information that had been shared by Panel members regarding their perceived skill needs and training gaps.  They also shed light on some of the “disconnects” with the public workforce system.  A complete summary of survey findings is included in Attachment 11. 
FIGURE 1: FOOD PROCESSING TRAINING BRIDGES
For Operators and Mechanics 
________________________________________________________
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Product #7:  Training Supply Gap Analysis:  In an attempt to map the skill gaps and training needs identified by employers back to the capacity of area providers to address them, research was conducted on twenty colleges thought likely to provide suitable training.  That inquiry focused primarily via the Internet by investigating web sites, assessing both credit courses and customized training offerings.  Four colleges, those participating on the Skill Panel, were also chosen for more in-depth phone interviews. Key findings are summarized in Figure 3, with a complete analysis in Attachment 12.
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Conclusions Regarding Focus Area #1: Process Operators and Maintenance Mechanics.  The research suggests that the skill areas identified by the food processors as needed for their production and maintenance workers are not beyond the capabilities of Washington’s public and private colleges.  Virtually every college surveyed has the ability and willingness to create, package, and deliver training for workers in the workplace. 
That said, the average college offers training in only half of the targeted skills. With increasingly scarce public resources, colleges suggest that they must carefully assess the business proposition associated with delivering workplace training. At least one college interviewed felt that the food processing industry was basically made up of small-money players and therefore didn’t warrant focused effort. 
Findings would suggest three different challenges related to identified disconnects between training needs of food processors and the current capacity of the workforce system to respond:


· Lack of Information: Resources for addressing training needs do exist, but employers do not know which schools can provide needed training.  Conversely, since no mechanism exists for aggregating demand, providers have no sense of the potential market for current or new products, and, as a result, are not developing them.
· Packaging of the Product: Much of the content needed by food processors exists, but is imbedded into for credit, degree-granting programs, which do not meet the short-term training needs on the shop floor. 

· Accessibility of Training: Many potentially useful classes remain rooted to physical classrooms at colleges and offered on fixed time schedules, while manufacturers want training onsite on flexible schedules. Also, most colleges function within certain geographic “territories,” unable to respond to requests outside that area unless invited in by the primary provider in that area – a dysfunctional system for meeting employer training needs.  
The findings of the Skill Panel Gap Analysis validate national trends. Increasingly national surveys are identifying skill gaps in foundation technical areas, such as SPC, Quality, and Safety, as major issues for all segments of advanced manufacturing. These trends have prompted the Department of Labor, as part of its High Growth Job Training Initiative, to develop a Competency Model in Advanced Manufacturing.  
This model, as illustrated in Figure 4, represents an industry-driven framework of foundational and technical competencies needed by workers across all manufacturing industries and built on existing national and state standards, curricula, and certifications in the field of advanced manufacturing.  The visual represents three primary “building blocks” of competencies: Levels 1-3 are foundational personal effectiveness, academic and workplace competencies; Level 4-5 reflect the cross-industry technical skills; and Levels 6-9 include specific occupations, such as electricians and machinists, as well as management. The parallels between the DOL Competency Model and the visual developed by the Skill Panel as illustrated in Figure 1 are striking – and not surprising.  They represent a congruence of thinking about the competencies workers in advanced manufacturing industries such as food processing need to have in order to be productive in the 21st century workplace. 
Figure 4:  Department of Labor (DOL) Advanced Manufacturing Competency Model
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VIII.
Focus Area #2: Future Industry Leaders 

The other targeted career category identified in the initial project proposal was “Supervisors/ Managers” (including women, Hispanic and other minorities) with potential to become future industry leaders. As part of their deliberations, Skill Panel members discussed the fact that there were multiple dimensions to the “future leaders” challenge, including the need to identify a new generation of leaders to assume the role of retiring executives as spokespersons for the industry, promotion of supervisors and managers to assume leadership roles within companies, attracting youth into the industry to serve as future leaders over time, and focusing efforts on females and minorities to grow their numbers in leadership roles.
Panel members asked that some preliminary research be conducted on what other segments of the food processing industry and other industries are doing to address the issue.  Over 100 websites were explored, with the following key results:

· Program models and best practice examples were identified for four target groups: 
· talented youth to create a future “talent pool”; 

· promising supervisors and/or managers within food processing establishments who can be identified and mentored to serve as future industry leaders; 

· current executives to sharpen their leadership skills; and

· women, Hispanics and other minorities across all three categories outlined above.

· Best practice examples represented food processing programs from the U.S. and other countries, while others came from different segments of manufacturing and still others came from other industries.

· All best practice models can be customized to the needs of the food processing industry, depending on the recommendations of the Skill Panel regarding next steps.
After review of the research and several discussions on the complexity of this issue, Panel members agreed that the primary focus should be on current supervisors and managers with potential to be groomed as future leaders, both for their companies and for the industry, with a focus on women and minorities, particularly Hispanics. While attracting youth into the industry is critical, Panel members agreed that it is a longer term strategy that involves extensive public-private partnerships and impacts all segments of manufacturing.  Of particular interest to the Panel was coordinating efforts with the National Association of Manufacturers “Dream It. Do It” campaign, a national effort to recruit young adults ages 16-24 into manufacturing careers, to be launched in Washington.  The campaign is based on the premise that young people should follow their passion, be it design, sales, or making things and that can lead to a career in manufacturing. 
Panel members spent considerable time discussing the fact that leaders are an organization’s and an industry’s future. Identifying and developing future leaders for the food industry is a critical issue in ensuring its continued growth and viability as an economic sector, within Washington,  the Northwest and the country.  This challenge goes beyond merely replacing leaders who will be retiring in the next decade.  It also requires ensuring those new leaders have the skills needed for success in today’s competitive and volatile global business environment. 

The full research report, entitled Developing Future Leaders in the Food Processing Industry: Options and Opportunities, is included as Attachment 13. That research report included 17 extensive additional attachments, which were previously submitted, and therefore not part of this final report.  A portion of the document is dedicated to a discussion of the difference between traditional leadership behaviors as required in the past, which are best learned by direct instruction, modeling, traditional coaching and mentoring; and those types of behaviors required of leaders in recent years and the future, which require new understandings, more self-direction, and transformative learning strategies.  This difference is illustrated in Figure 5 below.
Figure 5: Traditional Leadership vs. Leadership in the New Economy

	Traditional Leadership/ Management Behaviors 
	Additional Accountabilities Required of Leaders in the Last 10 Years 

	· Set and articulate goals
· Hire and fire

· Drive measurable results

· Make day to day decisions

· Provide performance feedback

· Coach for improved performance

· Create an open and supportive environment

· Listen and respond to employee needs
	· Set and maintain momentum toward a vision

· Think critically and strategically, not just tactically
· Be a team leader and team player

· Create/maintain a high-performance culture

· Choose/develop talent for the organization

· Be self-aware and self-regulating

· Be a continuous and self-directed learner

· Be innovative/creative in thinking and acting

· Lead change successfully


Webber and Rezak: New Thinking about Leadership for a New World Business
The final report on Future Leaders also included twenty descriptors of best practice models, with the majority focused on strategies and/or models to support the identification of “rising stars” within the ranks of current supervisors or managers already on the job and support their development into future leaders.  While most are not specific to food processing, and several actually represent efforts in other industry segments, it is anticipated that the models could be easily adapted to apply to the food industry.  In order of intensity, they included:
Short-Term Leadership Training Model: Construction Management Association of America Project Leadership Training Program.  This intensive program is geared to those in construction management positions targeted by their firms to serve in future leadership positions.  It is offered in two, two-day sessions, with coaching and project activities between the sessions.  It covers: Relationships and Leadership, Delegation and Empowerment, Negotiation and Conflict Resolution, Emotional Intelligence, Situational Leadership, Effective Communication, Developing Self- and Others, and more.  Completers receive 28 continuing education credits. 
Website: www.cmaanet.org/project_leadership_program.php.   
Short-Term Emerging Executive Education Program: Today’s Managers: Tomorrow’s Leaders. Sponsored by the Portland State University Food Industry Leadership Institute, this week-long experience offers food industry executives and senior level managers from retailers, manufacturers, wholesalers and suppliers an in-depth, holistic look at current emerging successful business practices.  The emphasis is on interaction, using case studies, role-playing team discussions and lectures. The focus is on developing practical, innovative solutions to real on-the-job problems.  Topics include Developing Corporate Strategy, Increasing Customer Loyalty, Key Elements in Negotiation, Leadership and Team Development, Managing Change, Transition and Conflict, and others.  Program registration fee is approximately $3,500. Website: www.foodleadership.pdx.edu.  

Leadership Certification Model: The Manufacturing Leadership Certificate Program (MLCP).  This certificate program was developed through a training partnership of five Ontario community colleges and the Canadian Manufacturers and Exporters (CME). It is founded on the premise that today’s manufacturing supervisors and managers must demonstrate new, multifaceted skills in leadership, combined with a high level of technical expertise. Operational for over 10 years, they have awarded over 11,800 certifications, which are widely recognized by industry.  The curriculum consists of six courses covering Supervisory Skills for Business and Industry, Coaching and Developing People, Developing Effective Teams, Computer Applications, Continuous Improvement Processes, and an Approved Elective.  Training is provided in a classroom setting or online.  Dates, hours and times are customized to the needs of each employer. 
Website:  www.manufacturingleadership.com.   

One-Year Leadership Model: MBA’s Future Leaders Program.  Sponsored by the Mortgage Bankers Association, the Future Leaders Program is dedicated to identifying and cultivating the next generation of industry leaders by delivering a comprehensive leadership training course for selected participants throughout the year.  The program is targeted to real estate finance professional with 3-15 years of experience, and participants are selected based upon their professional and academic achievements and the recommendation of their company president. Three seminars focus on leadership, business analysis and decision making, with online interaction and conference calls between sessions.  Website: www.mbaa.org/ProfessionalDevelopment/FutureLeadersProgram
Two-Year Leadership Model: The Health Care Leadership Program.  Sponsored by the Center for Health Professions, this is an intensive two-year fellowship that offers clinically trained health care professionals the experiences, competencies, and skills necessary for effective vision and leadership in the health care industry.  Each year thirty individuals are selected to participate in the part-time fellowship, meeting six times during the two-year period and participating in ongoing learning activities throughout. The goal is to create a network of future leaders in the health care field in California, who will provide each other mutual support over time to improve overall health care delivery.  Website: www.futurehealth.ucsf.edu. 
Two –Year Leadership Model: AgForestry Leadership: Celebrating Our Connections. 

The AgForestry Leadership program is sponsored by the Washington Agriculture and Forestry Foundation. This unique model targets candidates who are the key decision makers for the major production issues in their particular farming, forestry or fishing entity or who spend a majority of 
their time in actual cultural activities.  An important test of qualification is the applicant’s current and future commitment to Washington agriculture, forestry and fisheries.  Participants commit 58 days over a two year period engaged in an array of seminars and activities designed to increase and expand their leadership skills – including two study travel seminars in the United States and internationally.   Website: www.agforestry.org.

Long-Term (Open-Ended) Model:  Future Leaders Forum.  Sponsored by the British Banker’s Association, the Future Leaders Forum is a series of ongoing workshops, designed to bring together the next generation of banking leaders and help them strategize about the evolution of their own industry.  Nominated by top management in their companies, the group of 30-40 young bankers gets together every four months to discuss issues affecting their industry and make recommendations to their major trade associations.  Throughout the process they get active coaching and encouragement from senior banking figures and academics. Much of the interaction is done on-line through a privately-accessed web site.   
Website: http://flf.accenture.com/flf.asp?section=home&content=aboutFLF.  
Conclusions Regarding Focus Area #2: Future Leaders 

The Skill Panel work on Future Leaders reviewed the PowerPoint presentation at Attachment 14. The Panel concluded that there is a need to change thinking within firms to move beyond management training to building leadership opportunities, and that those efforts should move beyond experiences exclusively within firms, which is current practice, to include experiences with outside with individual companies, such as those highlighted by best practice above.  The Panel was particularly interested in working with resources available in the Northwest, such as the Portland State Food Industry Leadership Institute and the AgForestry Leadership Program to develop some models targeted on the food processing manufacturing aspect of the industry.  Numerous recommendations, all of which are reflected in the conclusion of this report, were made for building on existing professional development opportunities, such as those offered by NWFPA and other professional trade organizations, to consider incorporating some of the best practice strategies into regularly planned meetings, and possibly running a Future Leaders “track” as part of annual conference offerings. 

IX.
Focus Area #3:  Sustainable Online Training Clearinghouse
This focus area dealt with the continued interest in electronically linking businesses that have identified training needs with education and training providers that might address those needs. A 

56-hour research project was conducted, completed April 14, 2006, and titled Online Training Clearinghouse Concept Research Best Practice Analysis. The research assessed the preliminary software needs of the Skill Panel, identified current best practices for bringing together consumers and providers of training via the Internet, compared the features of existing web-based training clearinghouses and identified sustainable business models to inform future NWFPA and Skill Panel efforts. See Attachment 15 for the full Online Training Clearinghouse research report. 
Key findings of the best practice research included:

· There is no single best practice for a web-based clearinghouse.  Rather, organizations evolve their training clearinghouse sites to fit their audience, specialty and resources.

· Ten vital issues that comprise best practice for a web-based training clearinghouse are listed below (Figure 6) and discussed in the full research report (Attachment 15.)
	Figure 6:  Ten Vital Issues of a Best Practice Web-Based Training Clearinghouse

	1. Choosing a business model

2. Site scope

3. Clearinghouse viewing access

4. Site content

5. Content population and maintenance

6. Marketing a clearinghouse

7. Generating revenue

8. Site quality control and assurance

9. General site design

10. Technical support of the site


· There are significant benefits as well as risks (Figure 7) that need to be carefully considered in developing a business model for an online information marketplace.
Figure 7:  Benefits and Risks of Developing a Web-Base Training Clearinghouse
	Benefits
	Risks

	1. Eases hunt for training

2. Strengthens food processing cluster

3. Reduces training expense

4. Improves worker performance

5. Creates jobs

6. Promotes sponsoring organization

7. Generates revenue
8. Promotes adoption of new standards
	1. Marginal business

2. Stale content

3. Under-populated sites

4. High maintenance features

5. Limited market size

6. Critical mass

7. Capital outlay and operational model

8. Software vendors


Skill Panel members reviewed the researchers’ presentation (Attachment 16) and spent considerable time discussing the function of an “intermediary” between training “buyers” or companies and training “providers.”  Members agreed that a “brokering” function is critical in that it facilitates the connection between employer with training needs and potential suppliers of that training.  
If left on their own, many companies will simply not connect with education and training providers for a variety of reasons: they do not have information on the training available; they do not have time to seek out and arrange for training; providers in their area may not be willing to customize training to their company needs and/or provide it on an alternate format and schedule to the traditional semester-based instruction; costs of training may be too high or they may not have enough workers who need training to constitute a critical mass to interest a training providers; and other reasons.  

Panel members discussed the fact that the critical “brokering” function can be played by an entity/ individual, or it can be achieved through technology such as an online training clearinghouse.  The human-based broker model is very labor intensive and typically functions in a geographic region, with staff that know both the companies and training providers well and provides personal connections and links.  That high maintenance model is difficult to replicate state-wide, and virtually impossible for a multi-state effort. 

The technology-based model such as an online clearinghouse, though requiring a capital investment to develop, is less labor intensive and can serve both a broader geographic region and larger scale of companies and providers.  If maintained with current information and proven of value, the technology-based model can also be self-supporting over time.  Panel members agreed that the concept of an online training clearinghouse held great potential and the fact that viable models can be replicated is encouraging. It was suggested that this is a long-term investment that would likely be of interest to other segments of the manufacturing industry.  

To that end, the Skill Panel also commissioned a preliminary Action Plan to explore the feasibility of building and supporting a sustainable model.  An Online Training Clearinghouse Action Plan for Online  Marketplace Development  was completed July 7, 2006 and the report is included (Attachment 17).  The Action Plan is intended as a structured launching point for an organization representing food processors throughout the state to communicate with project stakeholders and pursue grant funding for the startup phase of the enterprise.  It identifies key objectives for an on-line industry marketplace and details strategic action items.

Conclusions Regarding Focus Area #3: Online Training Clearinghouse
The need for a web-based training clearinghouse has been discussed by food processors for years.  However, technology and start-up financing have proven to be substantial barriers to this point.
That may change within the next year.  Considerable interest in the online training clearinghouse has been expressed in Oregon, which has a limited Gateway Training Matrix, for community colleges and additional training providers in three counties.   There is strong potential for bi-state leveraged funding to develop the food processor model in 2006 – 2007.  That would require a sustainable business plan, a marketing plan, design and implementation of the web-based system, and conduct of a beta test .  Electronic training calendars and other online resources in Washington and Oregon could be incorporated into the food processor training clearinghouse marketplace.  
An industry driven initiative, through Northwest Food Processors Association, is exploring the potential to expand this training concept to include a web-based knowledge community clearinghouse.  Such an online resource would share innovation and productivity best practices to take a giant step toward global competitiveness and a revitalized industry.  If anticipated funding is approved by the State of Oregon Legislature, the NW Food VIP Center is expected to launch in September 2007. 

X.
Summary & Recommendations for Continuation 
of Effort
This Skill Panel had limited funds and was research-oriented with no deliverables or funds allocated for training.
Building on their work over the past ten months and their direct experience over years of working in the industry, Skill Panel members have identified areas of possible future action for stakeholders.  These areas map back directly to the primary focus areas of the Panel process.  The recommendations identify logical “next steps” to follow on the work completed by current Panel members.   They  reference the research completed, provide needs analyses, and present specific suggestions for future training and infrastructure packages.
Responsibility to promote these opportunities to close skill gaps appropriately rests with Northwest Food Processors Association, on behalf of the industry, and with the Workforce Training & Education Coordinating Board on behalf of other stakeholders.  
Focus Area #1:  Process Operators and Maintenance Mechanics Skill Gaps

Recommendations

· Publicize/distribute updated skill sets and career pathways visual (for operators, maintenance mechanics, and “bridge between the two) to food processors and educational providers throughout Washington, as well as with leveraged partners in Oregon and Idaho.
· Publicize/distribute findings of the Training Needs Survey and Training Supply Gap Analysis to food processors and educational providers throughout the State of Washington, as well as with leveraged partners in Oregon and Idaho.
· Develop and publicize case studies of effective practices for incumbent workers training in identified skill gap areas to food processors and educational providers throughout the State of Washington, as well as with leveraged partners in Oregon and Idaho.  Several case studies of models already in operation, as identified through the Training Needs Survey and Supply Gap Analysis, could serve as models for replication, including models that addressed basic skills deficiencies, ESL Lean Training, onsite occupationally specific training, community college/Workforce Investment Act funded training, and public community college/private technical college partnerships.  
· Develop a common set of curriculum modules to address major “skill gaps” identified in the Gap Analysis Report, with special emphasis on the “core” or cross-cutting technical competencies needed by all workers in the food processing industry, coordinating efforts with other states already doing work in this area such as Oregon and Wisconsin.  Such short-term modules could be used for contract training of current workers and also imbedded into content of existing credit courses to address pipeline workers.
· Update the curriculum for the course “Introduction to Food Processing,” developed in 2000 as a deliverable for the Eastern Washington Ag-Food Processor Partnership, as a potential foundation for the types of modules discussed above.  Topics covered in the curriculum include such “core” technical competencies as Work Standards, Productivity, Quality, and Safety. 

· Encourage development of a "Food Manufacturing Certification Program" that would offer both incumbent and pipeline workers third-party validation of demonstrated skills based on industry-developed standards imbedded into instructional programs.  This process could be conducted in partnership with an entity such as the new proposed Northwest Food Visioning, Innovation & Productivity Center of Northwest Food Processors Association.

 In addition to this “non-credit” option, various short-term modules of curriculum could also be “valued” by community and technical colleges, so completers might also earn college credits for the training and, upon completion of several modules, a post-secondary “certificate” that could be applied toward ultimate completion of an AAS degree, if appropriate. 

· Support and expand lean manufacturing training for food processors as currently being conducted by Washington Manufacturing Services under a grant from the Department of Labor Employment and Training Administration. The grant also includes food processors in Oregon and Idaho through the Manufacturing Extension Partnerships in those states.

Focus Area #2:  Future Industry Leaders 
Recommendations

· Publicize/distribute "best practice" findings of Future Leaders Research, particularly best practice models, to food processors and educational providers throughout  Washington, as well as with leveraged partners in Oregon and Idaho.
· Build “Future Leaders” tracks into professional development activities, conferences and conventions.  Encourage food processing business organizations and trade associations to proactively plan for succession by incorporating this critical area into all future membership professional development activities.

· Promote and support leadership programs from other food industry sectors that apply to food processors, such as the Today’s Managers: Tomorrow’s Leaders Forum sponsored by the Portland State University Food Industry Leadership Institute and the Washington AgForestry Leadership Program sponsored by Washington Agriculture and Forest Educational Foundation. Both organizations were represented on the Skill Panel. Further exploration is recommended regarding successful best practice models identified in other industry segments, such as construction, for promoting females and Hispanics into leadership roles. 
· Encourage “Future Food Manufacturing Leadership” research and programs through the “Top Talent Pipelining” Department of the proposed Northwest Food Visioning, Innovation & Productivity Center of Northwest Food Processors Association.  
· Link with and leverage the National Association of Manufacturers “Dream It, Do It” campaign, launched recently in Washington.  The campaign is intended to promote manufacturing as the “career of choice” for talented young adults by changing the outdated image of manufacturing and promoting high-skill, high-wage career opportunities. Skill Panel members Phil Savereux and Mark Phillips, Manufacturing Center of Excellence at Shoreline Community College, were instrumental in bringing this campaign to the State of Washington

Focus Area # 3.  Online Training Clearinghouse

Recommendations

· Publicize/distribute "best practice" findings of the Online Clearinghouse research, particularly the report on the Business Model. 

· Encourage the adoption of the Online Clearinghouse Business Model for further pursuit by appropriate state and/or regional entities.  Emphasize that there is no one "best practice" however, individual components can be adapted into a sustainable business model. 

· Link the Online Clearinghouse Business Model with other state- or regionally-based initiatives that might share a common agenda.
Options for Specific Future Food Processor Workforce Funding Investments
The following potential options, for modular projects or comprehensive package, are tied to the above three focus areas.  Funding for the total package of the five recommended projects is estimated at between $200,000 and $250,000.  While this is a significant sum, it is a highly justifiable investment, given the potential return in promoting a skilled workforce and business growth among food processing manufacturers – a critical industry segment in Washington’s economy. 
Focus Area #1: Process Operators and Maintenance Mechanics  

1.  Introduction to Food Processing Curriculum Update and Beta Training 

· Contract with an organization such as a workforce council or community college to work with industry to update and disseminate (statewide) “Introduction to Food Processing”  “core” curriculum developed in 2000.  Ensure update is aligned with the Advanced Manufacturing Competency Model recently released by the U.S. Department of Labor, Employment and Training Administration, as part of the High Growth Job Training Initiative.

· Conduct beta training, by two or more educational providers, with the updated curriculum for 25 - 50 “recent hire” incumbent employees in the Washington food processing industry.

2.  Operator-to-Entry-Level Mechanic Bridge Curriculum Development and Training 

· Contact with an industry-driven skill panel to compile and adapt existing curriculum into a customized course package for operator technical skills bridge training to become food processing entry-level mechanics.   The 2006 Skill Panel identified such topics as: mechanics, industrial electricity, motor controls, welding and metallurgy, blueprints and drawing interpretation, introduction to fluid power, industrial math, safety, and problem Solving/troubleshooting.  There is a model program, which has provided training in Wisconsin for scores of individuals from a large food processing company.  This program has great potential for inter-industry application.   
· Conduct beta training by two or more educational providers for 15 - 20 food processing operators on representative portions of the technical skill bridge training curriculum.

3.  Food Manufacturing Certification Research 
· Contract with an industry-driven coalition to conduct marketing research on the feasibility of establishing a state (and perhaps a Northwest) basic skills food manufacturing certification program that would be transferable between employers.  This is not a high priority project, but would be the first of its kind in the industry.  Draw from basic manufacturing certification programs currently being explored at the national level.
Focus Area #2: Future Industry Leaders 
4.  Future Leader Training  

· Contract with an industry association, educational institution / foundation to plan, promote, and conduct food processing programs on “best practice models” for attracting women, Hispanics and other minorities into industry leadership. 
· Potential speakers could be drawn from the organizations identified as part of the Future Leaders research conducted.
Focus Area #3: On-line Training Clearinghouse
5.  Web-Based Training Clearinghouse  
· Contract with an organization, representing food processors throughout the state or region, to work collaboratively with the user community to develop business and marketing plans for the food industry’s first sustainable web-based training clearinghouse. The Skill Panel conducted best practice research and prepared a basic action plan in July 2006 for such a clearinghouse.  This program has exceptional potential for inter-industry application.

· Conduct a three-to-six month pre-rollout beta testing of the web-based training clearinghouse to ensure customer satisfaction.

· Initiate a phased rollout after going live.  
· The industry-driven NW Food VIP Center proposed by Northwest Food Processors Association has interest in this online service of mutual benefit to industry and public and private education and training providers.  There is strong potential in 2006 and 2007 for a  multi-state collaborative project (Washington and Oregon, and perhaps Idaho) with leveraged funding. 
- end -
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Figure 2: Summary of Training Needs Survey





Key Findings:





There was significant agreement among firms regarding the most important    “foundation skills” for all workers that are impacting overall productivity: Teamwork, Problem Solving/Decision Making, and Planning/Organizing. Most plants had plans to provide some level of training in these and other academic and/or workplace skill areas   of deficiencies over the next year, with virtually all training being provided in-house by  plant supervisors and/or corporate staff.





Eight of the ten companies agreed on their top priority areas of technical skills training for production/operations workers: (1) Statistical Process Control and (2) Foundations of Quality.  Leadership/Supervisory Training was a close third with six votes. Several companies referenced the relationship of these training needs to the implementation of high performance/lean workplaces. Again, training was most commonly provided in-house, although a few plants have brought in external vendors and/or community colleges.





There was a wide variety of responses to technical skills training needs for maintenance workers, but those identified the most often (identified by eight plants) included Control Systems/PLC, followed by the following areas which were all selected by five plants: Industrial Electricity, Motor Controls, Problem Solving/ Troubleshooting, Fluid Power Systems, Hydraulic Power Systems, Pneumatic Power Systems, Electronics and Integrated Systems Technology. Training is expected to be provided by a wide range of internal and external providers including: vendors, consultants, community colleges,  and technical schools; impact fewer workers than in operations; and be a higher level of investment in terms of cost. 





The main reasons given for not using the public education and training delivery system more often include: Costs, lack of flexible scheduling/hours, and the distance of training from work location (ideal is on-site).  Delivery methods were also an issue, with an interest in more online, computer-based instruction tied to certifications, particularly  in the area of safety.





Primary overall workforce challenges identified were: ability to hire skilled workers, worker retention, communication skills and attendance.  Primary overall training needs identified were generic, cross-cutting skills and included: problem-solving, communication skills, and ongoing safety training. Primary challenges to conducting more training: limited money/resources, time away from the job, and difficulty finding training providers that can customize short-term training, provide it onsite, and offer it in alternative delivery modes, such as online.





Figure 3: Summary of Training Supply Gap Analysis





Key Findings:





On average, the twenty colleges offer training in a bit more than 50% of the skill areas targeted by food processors.


A small number of colleges offer the entire range of training identified by the Skill Panel.


Colleges do a fair to excellent job of addressing the basic workplace skills of interest 


      to the food processors, such as applied math, basic computer skills and teamwork.  All 


      but one college offers training in greater than 42% of the targeted subjects.


On average the colleges offer training in almost 60% of the specialized technical 


      skills targeted by food processors, such as Electronics and Power, with several colleges


      offering almost the full range of technical content areas identified.


The greatest gap between demand and supply is in basic manufacturing or “core” technical skills such as Statistical Process Control, Quality and Documentation. On 


      average, the colleges had offerings in only 34% of these targeted skill areas. 


Those manufacturing skills most specialized to the food processing industry (sanitation, for example) are those with the fewest collegiate offerings.


There is great variance among the number of content areas covered by collegiate training. There is also great regional variance in the content areas covered.


Since broadly based workplace training is demand driven and currently without aggregation of demand and/or subsidy, developing new types or modes of skill training has been problematic.





While colleges have training that fills some of skill gaps identified by the food processors, the ability of that training to meet the industry’s need suggests some disconnects:





A significant portion of the training (both in workplace skills and occupationally based training) is woven into for-credit, degree-granting, academic programs. The accessibility of these programs is often limited for those not seeking a degree.


Distances both long and short still limit the delivery of training. Despite the continuing growth of courses offered online or other distance-learning modes, many potentially useful classes remained rooted to physical classrooms at a college, offered at times that bear little relation to the 24/7 reality of manufacturing. 


Perceived lack of sufficient demand is a significant barrier to getting colleges to recognize the income potential and meet the stated need. 
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