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Preparing a Superior Workforce for Hampton Roads 
The prosperity of any region depends on having a strong and vibrant economy 

that is grounded in its distinctive assets.  In turn, essential components for such an 
economy are a highly skilled workforce and a creative professional class working 
productively in tandem.  Making this possible requires a robust system of education and 
training that continually develops the capabilities of people of all ages and backgrounds 
in ways that align with current and future needs of the region’s economy.    

The challenge for the Workforce Study Group has been to understand the 
dynamic interrelationship of these three elements—a prosperous economy, a productive 
workforce, and a premier system of education and training—and how ensuring cohesive 
connections among them will promote the competiveness and overall quality of life for 
Hampton Roads, moving the region to a new level of preeminence and realizing its 
remarkable potential.    

Hampton Roads is fortunate in having many assets, starting with its history 
rooted in the founding of America, its water-laced coastal geography, and its 
seasonable climate.  These attributes form the foundation for the three widely 
acknowledged pillars of the region’s economy: the military, ports, and tourism.  
Extending out from these are many maritime industries; heavy and advanced 
manufacturing, to include a number of international companies; major federal research 
facilities; and a range of technology-based enterprises.  Rounding out and supporting all 
these are top-tier hospitals and an emerging medical school; strong professions in 
business, finance, law, and construction; numerous museums and cultural institutions; 
and a grouping of diverse and well-respected universities and community colleges.   

On the other hand, the region suffers from pockets of profound poverty, 
homelessness, low educational attainment, and high human services demand.  We are 
dependent on military spending for an outsized segment of our economy. Separated by 
water between the Southside and the Peninsula, and with no single dominant city, there 
is often fragmentation and lack of coordination among the multitude of governmental 
and non-governmental organizations.  Hampton Roads still yearns for a regional identity 
that it can claim for itself and project to the larger world as being enterprising, 
innovative, and entrepreneurial.   Average wages and employment growth in the area 
are lower than the state and the nation.  There is a strong tradition of a native hard-
working and technically skilled workforce, augmented by thousands of well-disciplined 
veterans exiting service in the region.  However, there is outward migration of the young 
and highly educated for greater opportunities elsewhere.  There is perceived 
inconsistency in the quality of public secondary education, with too many graduates not 
linked to career paths or in need of remediation if they pursue higher education.  There 
is a pervasive anxiety among employers that those entering the workforce are not 
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adequately prepared—not only in terms of knowledge and skill but also in terms of 
aptitude, temperament, innovation and creativity—to replace the large wave of retiring 
baby boomers.   

Although the region’s universities and community colleges have made major 
efforts to develop and offer programs that respond to workforce needs and professional 
opportunities—e.g., modeling & simulation, cybersecurity, mechatronics, marine 
science, engineering technologies, and a variety of health professions—there remains a 
sense of disconnect between higher education and business, which also extends to K-
12.  We need to maintain a balance between strong education and training for jobs of 
today while proactively developing opportunities for the emerging and incumbent 
workforce to fill the jobs that will be created in the future.  Both must work together in 
better discerning the workforce “demand signal” and in distinguishing between just 
meeting short-term needs and making long-term investments.  Perhaps most important, 
what businesses currently experience as the “drop-off” educational model needs to be 
replaced by one in which they are deeply involved with educators in providing students 
still in school with work-based experiences such as meaningful internships and full-
scale apprenticeships.   

Throughout its extensive research and intensive deliberations, the Study Group 
considered numerous best practices and strategies to promote the preparation of a 
superior workforce for Hampton Roads.  All had merit, and many are discussed in the 
documentation that is provided in the appendices.  For example, attention to early 
childhood development is clearly important.  Regional efforts such as Smart Beginnings 
and the subsequent E3 initiative are already far along and have been instrumental in 
changing the trajectory of the very young in Hampton Roads.  The Smart Beginnings 
initiative on the Southside that implemented the early childhood center rating system is 
firmly in place and has been transitioned to the municipality-led coalitions.  The Smart 
Beginnings program was instrumental in “moving the needle” from 1 in 5 children 
unprepared for kindergarten to 1 in 10 between 2005 and 2012.1  

Another strategy considered was breakthrough philanthropy, i.e., a major gift to 
support a promising research initiative with strong technology transfer potential, such as 
bioelectrics, could result in the creation of multiple new companies and many jobs at all 
levels of the employment spectrum.  Our consensus is that efforts here are already 
being well promoted by institutions through their development functions and cultivation 
of individual donors who wish to make a difference for the regional community.  
However, we do want to emphasize that such breakthrough philanthropy can be 
transformational for our region. A good example of its effectiveness is the dramatic 
change in the Chrysler Museum from the endowment of its curatorships. 
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The three recommendations adopted by the Study Group are actions that have 
the potential to be transformative for the region over the long term but which require 
new and sustained attention in a well-coordinated manner that will result in 
demonstrable outcomes.  They are aligned with the best thinking across the country 
about economic and educational innovation; at the same time, they are adapted to the 
distinctive conditions of Hampton Roads and the needs and aspirations of its people.  
Therefore, we believe that they are worthy of broad-based public support and significant 
private investment that will result in a well-educated and well-trained workforce 
prepared to contribute to, and benefit from, a highly competitive regional economy.   

Recommendation I:  With the collaboration and support of regional 
business and industry, provide exceptionally engaging educational 
programs and workplace experiences for targeted groups of students that 
will prepare them for well-paying careers at all workforce levels. 
 
The study group addressed the educational needs of three populations of 
students: the gifted, the students in the “middle” that represent approximately 
60% of students, and the at-risk population.   
 
No single school division should be expected to address our region’s deficit in 
innovation and creative talent on its own.  Instead, we should look to models by 
which successful regions are pooling their resources and coordinating their 
efforts to reverse our country’s alarming decline in talented scientists, engineers, 
and STEM-related technicians who are equipped to innovate and create 
solutions to real-world problems, thereby enabling new employers to be 
established to implement these solutions. 

For the gifted students, we recommend the establishment of a Regional 
Governor’s School for Innovation and Entrepreneurship, focusing on science, 
technology, engineering, and math (STEM) while embedding academic and 
extracurricular programs that encourage business innovation, entrepreneurial 
risk-taking, and creative engineering solutions to real-world problems. STEM 
disciplines are at the core of today's high-tech, high-skill, and highly-competitive 
global economy.  In fact, according to Recovery: Job Growth And Education 
Requirements Through 2020 (2013), STEM occupations will be among the 
fastest growing in the United States.2 

A Governor’s School pools the resources of multiple school divisions and can 
leverage additional financial support from the state and the private sector in order 
to provide an educational opportunity for the region’s most capable students that 
is superior to what a single jurisdiction could provide on its own.  It is a proven 
model in Virginia and elsewhere; there is no excuse for our region not to reach 
for such an “achievable dream.” 

A Governor's School for Innovation and Entrepreneurship, modeled after the 
Thomas Jefferson High School for Science & Technology, but with more of an 
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emphasis on engineering and entrepreneurship, would be a game changer for 
the region.  Through projects completed in association with local, federal, 
university, and industrial research and development laboratories, this type of 
school could allow students to have real-world research experiences in 
conjunction with programming to help them learn how to “take the concept to 
market,” and develop the business skill-set needed to create a thriving business.  

For the 60% of students in the middle, a Regional Career and Technical High 
School is deemed critical, allowing them to benefit from concentrated and work-
linked education.  Promising models found elsewhere in the United States 
include the Worchester Technical High School (WTHS), California Career 
Academy, Wisconsin Youth Apprenticeship Program, Project Lead the Way and 
National Academy Foundation Career Academies. The Massachusetts model, 
WTHS, is especially intriguing.  Its STEM offerings, language-skill courses, and 
other high-quality programs distinguish WTHS from a typical "vo-tech" model and 
have earned it numerous awards, including a National Blue Ribbon School 
Award from the U. S. Department of Education for improving student test scores.3   
Further, incorporating a youth apprenticeship model as seen in Wisconsin into 
the high school experience would help produce a strong cadre of entry-level 
workers who have a marketable skill-set, knowledge of a career pathway, and 
real-world experience.4 It is the study group’s recommendation that this region 
develop a center of excellence in career and technical education following one of 
the successful models existing in the United States, whether the Worcester 
model or one of the others mentioned above.   

Ideally, such a center of CTE excellence would be joined with a center of 
excellence for STEM education among the gifted population, such as the 
proposed Governor's School for Innovation and Entrepreneurship.  These two 
programs could share infrastructure and certain instructors, saving duplicative 
expense while allowing opportunities for the two student cohorts to interact in 
both academic and extracurricular settings. Approaching education from a 
design–build perspective, where real-world problem solving through team 
interactions are coupled with strong connections with business and industry, 
would make for a vibrant and paradigm-shifting learning environment. The 
establishment of a world-class Governor's School and a world-class career and 
technical education program on the same prominent campus would speak 
volumes about this region's commitment to a well-educated, well-trained, and 
innovative workforce. Not only would such an educational cluster support the 
needs of existing industries but it would also do much to attract new companies 
looking for the type of combined professional/technical workforce not readily 
found in other regions. 
 
Furthermore, it is increasingly recognized that preparation of the workforce in the 
skilled trades and advanced technologies is best done when academic learning 
provided by secondary schools or community colleges is fully integrated with 
work-based learning provided by employers.  The major report, Pathways to 
Prosperity, issued by the Harvard Graduate School of Education, emphasizes 
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that “the most intensive forms of workplace learning—apprenticeship and 
sustained internships—are especially effective in meeting the developmental 
needs of young people” and in ensuring that employers have the skilled and 
committed workforce needed in today’s economy.5  The recently issued report 
from the White House, Ready to Work: Job-Driven Training and American 
Opportunity, includes as one of its major strategies offering “work-based learning 
opportunities with employers—on-the-job training, internships, pre-
apprenticeships, and Registered Apprenticeships—as training paths to 
employment.”6  In Blueprint Virginia, the Virginia Chamber of Commerce calls for 
“strengthen[ing] vocational opportunities including apprenticeships.”7 Hampton 
Roads already has one of the most recognized and successful apprenticeship 
programs in the nation in The Apprentice School at Newport News Shipbuilding.  
Other progressive companies in the region such as STIHL also have highly 
effective apprenticeship programs.  Building on this existing foundation and 
aligning with the current national momentum for such programs would give 
Hampton Roads a distinctive claim to superior workforce preparation.  
  
For the at-risk population, a different approach is needed. Embedding key best 
practices of An Achievable Dream Academy or similar programs in those 
elementary schools, where academic achievement is low, has been shown to 
positively influence students who are at risk of not meeting academic 
benchmarks.  Best practices identified by An Achievable Dream Academy 
include: expanded learning time; goals and objectives that are clearly 
communicated, monitored and measured;  professional development/teacher 
training to establish and sustain a high expectation culture for students and 
teachers through distributed leadership; uniforms and dress code; additional 
personnel/counselors/coaches to work with students individually to guide them 
through, and prepare them for pursing their best options among college, trade 
schools, the military or apprenticeships; and a holistic approach to education that 
includes a social and values-based curriculum that prepares students for life and 
the world of work as productive members of our communities.8 

Adoption of an Achievable Dream Academy model, and perhaps similar models 
(e.g., the Harlem Children's Zone Promise Academies) in every school district in 
Hampton Roads is recommended by the study group in order to expand the 
opportunities for at-risk students region-wide. Each successful school would 
beget another school of the same or similar model until the majority of our at-risk 
population is provided with a realistic pathway to post-secondary education and, 
ultimately, a middle class livelihood. 

The study group is reluctant to prioritize one project above another as the 
members feel strongly that all three are needed to improve the educational 
attainment of students in Hampton Roads and, hence, the region’s economy. The 
work of the Industry Clusters and Entrepreneurship Study Groups will also 
strongly inform our direction in preparing the region’s workforce.  A regional 
vision as described above, coupled with a clear demand signal from private 
sector employers, will provide the necessary focus and priority.  
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Recommendation II: Establish ongoing regional forums and related 
technological communication at both the executive and management levels 
that promote communication and coordination between business and 
education to anticipate emerging workforce needs. 

 
Business and education leaders must commit to join together in regular forums to 
assess the current condition of the workforce and to project what the emerging 
workforce needs for the region will be, both for the near future and the long term. 
In turn, these findings should be compared against current offerings in education 
and training and mapped into new educational and training programs while 
identifying the associated requirements for staffing, facilities, and equipment.  
Executive-level leaders from both education and business must come to a 
common understanding of workforce needs and empower their management 
teams to design and implement the necessary programs and services that 
ensure the region is prepared to thrive.  
 
A model to consider is a quarterly cross-sector business and education forum of 
educational and corporate executives that is led by a college/university president 
and a major corporate executive who act as co-chairs.  With the goal of 
addressing workforce issues and solutions through sustained communication, 
this group would then empower management teams to convene around specific 
curricula development and services crucial to better prepare graduating students 
to be workplace ready. 
 
Management teams would come together around an industry cluster or sector, as 
suggested in Harvard University’s 2014 report, Pathways to Prosperity Network: 
A State Progress Report, 2012-2014.9 This follow-up to the seminal Pathways to 
Prosperity report (2011) recommends a sector-by-sector approach, working 
initially with businesses that embrace strengthening the pipeline for new workers 
in their markets.  The Study Group recommends using this approach to develop 
more public-private partnerships that connect the full continuum of education to 
the Hampton Roads workplace. Focusing on the sectors identified by the industry 
cluster study group, business and education leaders can concentrate their efforts 
on designing robust, work-linked, real-world, problem-based curricula that 
prepare students for productive roles in the future Hampton Roads marketplace. 
Among the strategies these partners may consider are apprenticeships, 
internships, co-op experiences, summer youth employment, streamlining 
curriculum development, and generating the resources necessary to develop 
robust, flexible, and state-of-the-art credit and non-credit programming. Without 
clear and frequent communication between the business and education 
communities, academic offerings grow stale and fail to respond to demand 
signals from private employers. 
 
The study group also recommends that a representative from a major institution 
of higher education and a major corporate entity become members of the 
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Business-Higher Education Forum (BHEF), “the nation's oldest membership 
organization of Fortune 500 CEOs, prominent college and university presidents, 
and other leaders dedicated to advancing innovative education and workforce 
solutions and improving U.S. competitiveness.”10 BHEF is currently working in 
Hampton Roads to coordinate development of cybersecurity programming across 
higher education institutions in order to meet the rapidly growing and ever-
changing technical-skill requirements that cross all industry sectors and the 
government.  On September 24, 2014, Thomas Nelson Community College in 
partnership with BHEF, held a day-long conference on cybersecurity that brought 
higher education leaders, the defense sector, and business and industry together 
to discuss strategies for bringing innovative cybersecurity capabilities to Hampton 
Roads.  Aligning with BHEF will help ensure that regional efforts remain current 
with best national practices in business-education cooperation and collaboration.  
 
Through quarterly forums and interim communications utilizing modern 
technologies, the demand signal for workers could transition from the current 
sporadic communication to a systematic approach.  Most important is to “time” 
our educational and training programs to coincide with actual employment 
opportunities in the market place. Preparing students too soon will lead to 
disappointed expectations, while preparing students too late will impede our 
business community’s ability to adapt and innovate.  If positions are not available 
in Hampton Roads, graduates will be forced to either move to other areas of the 
country where jobs are available or consider retooling for another type of work.   
 
To enhance the ability for business and education to find synergies in the 
preparation of the workforce, additional in-depth research is suggested.   
Examples of studies that would be helpful are a comprehensive workplace 
survey, intensive sector studies on areas such as maritime, IT and Cybersecurity, 
and Healthcare, and an impact study of the military and their dependents on the 
workforce in Hampton Roads. Informed by the survey results, colleges and 
universities in the region will need to develop new certificates and degrees useful 
for occupations and careers that business will need in the near future, but that 
are not yet widely available in Virginia. 

Corporate “skin-in-the-game,” through investment of time and financial 
resources, is critical to educating and training a highly-skilled and creative 
workforce that flexibly adapts to the needs of a globally competitive marketplace.  
The recommended regional forums and membership in BHEF would keep the 
Hampton Roads business–education relationship on track, with each party 
fulfilling its respective responsibilities to the other.  
 
Recommendation III:  Create a high-touch, high-tech system to assist 
separating active duty in their military transition to the civilian workplace, 
with particular focus on opportunities within the region for good careers 
and associated education and training. 
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The Hampton Roads region has one of the largest annual exoduses of military 
personnel in the United States. As the terminal assignment for 8,000 – 10,000 
military personnel from the Army, Navy, Marine Corps, Air Force and Coast 
Guard each year,11 Hampton Roads has a unique responsibility and opportunity 
to support the needs of exiting military and their families. That responsibility 
includes connecting veterans’ programs specifically designed to serve them 
in education, training, and employment.  Coordination of high-quality, customer-
friendly services and collaboration among the numerous entities that currently 
serve exiting military personnel is paramount to the success in transitioning 
veterans to civilian careers.   
 
Significant insights on the best means to assist transitioning military are available 
through the Institute for Veterans and Military Families at Syracuse University.12 
A number of models have been successfully implemented across the nation.  
San Diego’s Military Transition Support Project (MTSP)13 provides a clear 
framework for serving transitioning veterans as does the  United Way Broward 
County’s initiative in Fort Lauderdale, FL.14  These and other exiting initiatives 
around the country are excellent examples of the potential that a coordinated 
approach could bring to Hampton Roads.   
 
The study group recommends creation of a Military Transition Center (MTC) for 
Hampton Roads to provide the military and their families, as well as returning 
veterans, with information in both high-tech and high-touch formats about the 
regional job market and services available to aid in the transition to civilian life.  
The high-tech approach would provide individuals a “One-Stop-Shop” via a 211-
like telephone hot line and a robust web portal.  
 
The high-touch aspect of the MTC would provide access and referrals to 
programs that provide medical and psychological services; on-site career 
counseling; robust life and career coaching services; referrals to education and 
training programs with associated financial planning and financial resources; and 
most importantly,  job search,  job matching,  and employment opportunities.   
 
Among the many opportunities that should be available to those transitioning 
from the military are apprenticeships; “guaranteed job interviews;” coaches or 
preceptors in the workplace for new hires; assistance with “translation” of military 
rating skills to civilian jobs; access to flexible training programs that prepare them 
for currently available jobs; short, flexible programming that allows veterans to 
quickly fill the gap in their skill levels; strong, comprehensive assessments to 
determine career aptitude and desire; and exceptional advising that helps direct 
veterans to careers that fit their skill sets and their “dreams.”  
 
This should not be yet another isolated program to serve veterans but 
architecture that leverages, and permits feedback on, existing programs and 
resources and identifies and fills gaps in those services. Through its combination 
of high-tech and high–touch approaches, the MTC would facilitate workforce 
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development and related economic activity in the Hampton Roads region by 
developing military transition personnel into a skilled and effective workforce and 
connecting them to available jobs and career pathways.  
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APPENDIX A   

STUDY GROUP MEMBERSHIP, CHARGE, AND PROCESS 
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MEMBERSHIP 
 
The Study Group, co-chaired by Dr. John Dever, President of Thomas Nelson 
Community College and Matthew Mulherin, President of Newport News Shipbuilding, 
included four leaders from education, seven members from business, two 
representatives from the Workforce Investment Boards, and one member from the non-
profit sector.   

Dr. Edna Bahre-Kolovani, President, Tidewater Community College 
Judy A. Begland, President, Opportunity, Inc. 
William C. Bell, Vice President of Human Resources and Administration, Newport News 
Shipbuilding 
Christopher F. Bonney, President, Bonney and Company 
Katherine Edwards, President, An Achievable Dream, Inc.  
Robert C. Goodman Jr. Attorney, Kaufman&Canoles 
Elliott H. Gruber, President & CEO, Mariners’ Museum 
Matthew James, President & CEO, Peninsula Council for Workforce Development 
Nikos J. Jiannas, Vice President for Sales and Marketing, Stihl Incorporated 
Charles V. McPhillips, Executive Vice President of Practice Management, 
Kaufman&Canoles 
Brian K. Skinner, President, Towne Bank Peninsula/Williamsburg 
Dr. Carol Simpson, Provost, Old Dominion University 
Michael V. Taylor, Senior Vice President for Human Resources, Sentara Healthcare 
Dr. John T. Dever, Co-chair, President, Thomas Nelson Community College 
Matthew J. Mulherin, Co-chair, President, Newport News Shipbuilding 

WORKFORCE STUDY GROUP CHARGE (REVISED 10/11/13) 
 
Area Three:  Workforce Development 

Definition of the Issue 

Workforce development is an economic development approach that enhances a 
region's economic stability and prosperity by giving the highest priority to worker skills. 
While traditionally focusing on low-skilled, displaced workers or on the specific need for 
more employees in a particular industry, current workforce development efforts take a 
more holistic and inclusive approach to the overall needs of the region.  Workforce skills 
development systems are now continuums from pre-school to continuing education 
through graduate school that develop and redevelop skill sets to match ever changing 
employment opportunities. Workforce development covers not just the initial training, 
but more importantly the need to train with cross skill sets and life-long learning in order 
to have adaptability to an ever changing work environment. 
 
Fundamentally, the economic future of any region is only as bright as its workforce 
allows it to be.  If Hampton Roads hopes to support high-growth companies in high-tech 
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clusters, for example, the region must have a workforce that can support such 
aspirations.  In fact, all of the clusters identified in Vision Hampton Roads will require a 
workforce skilled in mathematics, science, engineering, and technology disciplines—
what is commonly referred to as STEM as well as the traditional business skill sets. 
 
At the state level, the Board of Education is incorporating into its technical curricula 
“career pathways” that connect programmatic content directly to employment 
opportunity within specific industry sectors.  The idea is that students can then advance 
to successively higher levels of education or employment in that sector.  The Peninsula 
is piloting such a pathway to address the workforce needs of the advanced 
manufacturing technology sector. 
 
Study Group Working Goal 

Align the efforts of regional workforce initiatives with the workforce demand generated 
by both existing businesses and the emerging businesses of industry clusters and 
entrepreneurship.  
 
Charge to Study Group 

1. Conduct a situation analysis, creating a baseline of facts for the area. 

2. Identify best practices as well as any early success potential for the area. 

3. Set criteria for prioritizing the “next steps” for acting on findings and 
recommendations. 
 

Specific Questions to Ponder 

1. Is there a gap between workforce current and projected demand versus workforce 
availability?  For example, are there local businesses that locate expansion sites 
outside of the region because of a lack of worker availability?   What percentage of 
well-trained students leave the area?  

2. What are the areas of high quality technical training now in the region? What are the 
best regional areas of excellence in training and education? Where are we weakest? 

3. Is there a way for our universities and EVMS and our community colleges to 
coordinate to create educational programs that would provide the synergy for the 
region to establish areas of international excellence?  What process should be in 
place to select the areas and then to build regional support especially at the 
graduate school level? 

4. How effective are the region’s workforce development entities and educational 
institutions in meeting (and anticipating) workforce demand, particularly in the 
STEM-H areas? 

5. Is there value in developing center(s) of excellence with a focus on the STEM-H 
areas as a spur to future business growth and development?  
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6. What are the training incentives offered to businesses at both the local and state 
levels?  How effective are the incentives in business recruitment?  Are there gaps in 
such incentives when compared to best practices elsewhere? 

7. Is there value in establishing for the region a virtual umbrella for education and 
training that leverages the individual assets of the providers as more than the sum of 
their parts?  

8. To what extent do military veterans and retirees offer an opportunity for the region’s 
workforce?  What should the Region be doing better to systematically tap into this 
potential opportunity?   

        
Charge was three-pronged and included: (1) conduct a situation analysis, creating a 
baseline of facts for the area, (2) identify best practices as well as any early success 
potential for the area, and (3) set criteria for prioritizing the “next steps” for acting on 
findings and recommendations. 

PROCESS OVERVIEW 
There were three straightforward tasks provided in the charge to the Study Group that 
were to be achieved. 
1. Conduct a situational analysis. 
2. Determine best practices and strategies that make sense for Hampton Roads. 
3. Prioritize two to three best practices or strategies that the region should support. 

 
The first three meetings responded to task #1 and established the baseline for the 
group’s work.  At its first meeting, the Study Group began the discussion on the region’s 
distinctive assets. Over the next two meetings, the qualitative assessment of assets and 
challenges and a quantitative review of the region were presented.  Ms. Begland, 
President of Opportunity Inc. provided extensive data on the region and summarized the 
organizations 2012 report, Driving Hampton Roads Competitiveness: Meeting the 
Demand for a Skilled Workforce.   

With the baseline established, the group broke into four subcommittees, Pre-K through 
12 Education, Post-Secondary through Graduate Education, Helping Adults Thrive, and 
Business to Education and Education to Education.  These committees researched best 
practices for workforce development, with specific applicability to Hampton Roads, and 
presented their findings to the study group membership. Finally, the study group 
prioritized the strategies identified to produce a thoughtful, informed set of 
recommendations.     
 
The process used to identify and prioritize the recommendations was the Six Sigma 
Value Stream process.  To accomplish this, recommendations were voted on using a 
nominal group process.  Those recommendations that were deemed of highest value 
were placed on a continuum within the Value Stream.  The group then discussed the 
appropriateness of each recommendation to determine if there were any missing inputs 
or processes that would preclude the region from reaching its vision and desired 
outcome.   Using the Value Stream worked to help the participants visualize the role 
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each process plays in the formation of a workforce. The lack of a regional vision and a 
demand signal from business and industry made the development of industry specific 
strategies impossible. 
 

  

CHARTING A REGIONAL SHARED VISION 
 

The Study Group developed a future state “shared regional vision” that describes the 
outcome the work of the study group should yield.   
 
The Hampton Roads area is an economically competitive region in that, here, our 
citizens and businesses find:  

Values: 

 Culture of strong positive values and work ethic 
 Inclusive community, serves at risk populations 
 Bold leadership; a private sector that leads along with our elected leaders 

 

Environment: 

 Favorable government and capital positions 
 Good education systems with pipelines to jobs 
 High quality of life  
 Excellent location near commerce and recreation 

 

Workforce: 

 World class, globally competitive workforce 
 Immense talent base  
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 Regional capability to adapt and develop new skills 
 

Economic health: 

 Strong living wages support high standards of living 
 Wealth and capital in the areas  

 
Opportunity: 

 Economic opportunity to grow 
 Entrepreneurs and new businesses find favorable start up conditions and support 
 New ideas and innovation are generated here 
 Centers of Excellence create niche industries 
 Game changers are born here 
 Breakthrough philanthropy supports growth 
 Flexibility to breakthrough, start up and succeed 

 
CRITERIA TO PRIORITIZE THE STUDY GROUPS’ RECOMMENDATIONS 

The following criteria were used to help guide the prioritization of the recommendations 
reviewed by the Study Group.  The recommendation should be:  

 A “game changer” and impacts positively on regional economic 
competitiveness. 

 A big idea that political, business, and educational leaders in the 
community, in addition to the citizenry, can support and be proud to 
see realized. 

 Impact the Peninsula and the Southside.  It may be a major 
initiative that serves one or the other, but specific best practices of 
the initiative should be integrated, as much as possible, into the 
programs/services of the “other side of the water.”  At the “end of 
the day,” the community should be able to say that the initiative 
benefited the region as a whole. 

 Well researched and data-driven practice that demonstrates 
success and is replicable.  Preferably a nationally recognized 
program that has “tweaks” for Hampton Roads that will make the 
program successful in our region. 

 Requires partnership and collaboration. 
 Is implementable, with appropriate supports, in the next five years. 

 

SURVEYS AND STUDIES 

To better assess the Hampton Roads current and future workforce needs, the following 
surveys or studies should be considered: 
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 A comprehensive workforce survey that includes:1) incentives available and use 
of the incentives by companies, 2) projected workforce changes in the next five 
to ten years, 3) core skills needed for jobs within a company, 4) availability of and 
preference for in-house training, 5) demand for skill upgrades among incumbent 
workers, 6) need for use of outside organizations to assist with re-training or skill 
upgrading, 7) availability of training and preceptorships for the emerging 
workforce, and 8) involvement in apprenticeships, internships, coop experiences, 
and summer youth employment opportunities.  

 Comprehensive job sector studies for industries such as maritime, IT and 
cybersecurity, and healthcare.   

 An impact study on the role the military plays in the job market in Hampton 
Roads.  This study should include the impact of dependents and veterans in the 
workplace. In addition, information on the jobs that exiting military and their 
dependents are seeking, wage requirements veterans and their spouses expect, 
and veterans’ need to retrain/retool, and the types of education and training 
desired are key pieces of information that would contribute to better service to 
veterans and their dependents.   
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Appendix B 

Situational Analysis and  

Workers as an Economic Force Presentation  
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SITUATIONAL ANALYSIS 
 
The study group began its situational analysis by answering the question: What 
distinctive assets does Hampton Roads have for the purposes of developing and 
sustaining a highly skilled workforce and creative professional class? To be sure that 
the group was clear about their understanding of these terms, the group defined “highly 
skilled workforce” and “creative professional class.” 

 
A “highly skilled workforce” can refer to both the presence of specific learned job skills—
e.g., metal working, nursing, etc.—and broader human capacities. Capacities and 
characteristics defined by the group included: 

o The capacity to be innovative at an international level 
o An ample, young workforce with strong academic credentials 
o A workforce among which basic work conditions—e.g., drug-free, 

disciplined, good work ethic, etc.—are givens 
o A workforce committed to staying in the region 
o A workforce that is flexible and diversified in its capacity to learn and 

adaptable to the changing needs of the workplace over decades 
 

Feature of a creative professional class included: 
o Problem solvers 
o Creative 
o Willing to look at the “big picture” 
o Quick thinking 
o “The young and the restless,” talented young people anxious to get on 

with their careers and make a difference 
o High intellectual capital 
o The presence of fertile academic grounds 

 
Using the model of Metropolitan Revolution, the group defined the region’s distinctive 
assets and challenges by responding to several questions:  

 
What distinctive assets/opportunities does Hampton Roads have for purposes of 
developing and sustaining a highly skilled workforce and creative professional class? 

The group identified the following assets: 

 The federal presence: 
o Departing military is a workforce resource. Transitioning veterans provide a 

business opportunity if retraining for workforce placement is needed.  There is 
a need to do better assessment and job counseling for veterans, an aspect of 
service to veterans that could ultimately become a business center for 
Hampton Roads.  

o A market for businesses doing, or wishing to do, business with the 
Department of Defense. 
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o Cyber warfare command is in Hampton Roads. 
o Portsmouth Naval Hospital hires large numbers of health care professionals.  
o Federal facilities and research laboratories, i.e. Jefferson Lab and NASA 

 Rich array of public higher educational resources: 

o Resources for both advanced academic scholarship and practical trade/skill 
development. 

o Workforce development resources at public, private and for-profit institutions. 
o Corporate training programs focused on specific employers/industries. 
o Cooperative, rather than competitive attitude among educational institutions. 
o Strong community colleges that provide a skilled workforce for the region.  

TCC is the second largest community college in the state and TNCC is the 
fourth largest.  

o Tidewater Community College’s Southeast Maritime and Transportation 
Center (SMART), the only National Science Foundation Advanced 
Technology Education Center in the nation focused on increasing skilled 
workers for the maritime and transportation industry.  

o One of the largest, successful apprenticeship programs in the country at 
Newport News Shipbuilding. 

 An appealing place to live: 

o Water-laced coastal geography and seasonal climate. 
o Plentiful access to beaches, water and other outdoor recreation. 
o Good quality of life (cost of living, social, civic, educational and recreational 

diversity and strong civic fabric). 
o Easy-going lifestyle (casual, unrushed, emphasis on getting along. 

“Southern,” but not cloyingly so).  
o Social mobility and civic opportunity (acceptance of social, economic and 

demographic diversity and minimal inhibiting social strata).  
o Marine research, such as that conducted by the Virginia Aquarium, VIMS, 

ODU, TCC and others. 
o Favorable business climate and condition that includes being a right-to-work 

state. 

 Deep water sea port. 
 LifeNet Health, a leading provider of organ and tissue banking services located 

in Virginia Beach. 
 Virginia Advanced Shipbuilding and Carrier Integration Center, VASCIC, in 

Newport News. 
 Major international employers such as STIHL that hire a vast array of workers 

from engineers to technical workers. 
 Home of the largest health care provider in the Commonwealth, Sentara that 

attracts their workforce around quality of life in the region and takes great 
advantage of being in a military community.   
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What challenges/threats does Hampton Roads face in developing and sustaining a 
highly skilled workforce and creative professional class? 

The group identified the following challenges: 

 The volatility/transient nature/unpredictability of our region’s military population. 
 Too much economic dependence on one category (defense). 
 Shortage of trained workers in skilled manufacturing trades. 
 Absence of coordinated marketplace/web site where employers and prospective 

employees can meet.  
 Basic characteristics: 

o Pockets of profound poverty, homelessness, low educational attainment 
and high human services demand.  

o Inadequate marketing of “Hampton Roads” as a place with a clear 
geographic presence and connection to the larger world of commerce. 

o No single dominant city. Fragmentation and lack of cooperation and 
collaboration among the region’s cities. 

o Region is not as enterprising, innovative and entrepreneurial as other 
high-performing regions across the country. Hampton Roads has below-
average business start-ups, patents and other indicators.  

o Lack of jobs available for those who are trained. 

 Education: 

o Inconsistent quality of public secondary education; a focus on remedial effort 
takes resources to prepare students for success. 

o Lack of connection between job training resources and people who need job 
training. 

o Lack of respect for trade/technical jobs and certificate programs.  
o Produce significantly less national merit scholars than Northern Virginia. 
o Shortage of extremely wealthy philanthropists to fund major research 

initiatives.  
o The status of ODU and EVMS need to be elevated.  Other regions’ success is 

being driven by their universities.  
o Being homeless has a significant impact on student academic success. 

 Mobility: 

o Increasing ground transportation gridlock within region. 
o “Cul de sac” status limits access to the nation and the world. 
o Inadequate number of start-ups, innovative ideas to support robust 

equity/venture capital sector.  

What current initiatives are being considered in our region that may influence the 
workforce of the future? 

 The high and increasing number of community college certification programs 
available throughout the region. 
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 The EVMS Brock Institute for Community & Global Health that focuses on 
training of the next generation of community-minded health-care professionals 
and strives to become a model for other medical schools in the United States. 

 College of William and Mary’s Virginia Institute of Marine Science. 
 Proposed Governor’s School for Innovation and Entrepreneurship (like Thomas 

Jefferson High School in Northern Virginia). 
 The Apprentice School at Huntington-Ingalls that opened in fall 2013. 
 Proposed VA STEAM Academy at Fort Monroe on the Peninsula.  The 

Academy will serve the entire state. 
 An Achievable Dream Academy in Virginia Beach. 
 ODU Entrepreneurial Center that will develop an entrepreneurship curriculum, 

introductory entrepreneurship course and co-curricular programming for 
university students. 

 E3 initiative for early childhood and its demonstration school in Norfolk’s Park 
Place neighborhood and the Smart Beginnings initiatives in several of the 
region’s cities. 

 TCC’s Southeast Maritime and Transportation Center (SMART) Program. 
 TCC/TNCC/ODU veterans’ initiatives that support assessment of military 

credentials, provide counseling and advising for veterans and their dependents, 
and certification programs to help the veteran retool for the workplace.  

 Proposed Advanced Integrated Manufacturing Center at Thomas Nelson 
Community College. 

 Proposed Governor’s Academy for Apprenticeship and Trades on the Peninsula. 
 Proposed Career and Technical School in Norfolk. 

What are the niche programs/degrees offered at the region’s institutions of higher 
education? 

 ODU’s - Modeling & Simulation, Bioelectrics, Maritime, Port and Logistics 
Management (supply chain, engineering and marine logistics) and accelerator 
physics at the Jefferson Labs. 

 Community college certification programs in skilled trades and health care. 
 EVMS’ Jones Institute, and its Physician’s Assistant, Surgical Assistant, Art 

Therapy and Ophthalmic Technology programs. 
 NSU’s cybersecurity program. 
 TCC’s degree in cybersecurity, mechatronics, maritime logistics and a variety of 

health professions program that include diagnostic medical sonography, 
emergency medicine (paramedic) and respiratory therapy. 

 College of William and Mary’s Virginia Institute of Marine Science. 
 Thomas Nelson’s degree programs in engineering, mechanical engineering 

technology, and dental hygiene; certificate program in cyber security; and the co-
enrollment program with The College of William and Mary for AS/AA transfer 
degrees. 
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What are the current regional strategies for moving the military veteran into the 
workplace? 

The group’s consensus is that there is no regional strategy for moving military 
veterans into the workplace.   

A review of the supply and demand sides of the Hampton Roads workforce revealed the 
following key points*:  

The Supply Side – Demographic Trends  
 Annual average population change between 2000-2012 was 0.6% in Hampton 

Roads, slower than Virginia and the U.S. which means there will be significantly 
less young workers in the future.  

 The higher percentage of 20-24 years olds in the region is in part due to the 
college/university and military populations.  

 The comparison of the region’s MSA, VA and the U.S. shows that Hampton 
Roads has more individuals with some college and no degree than VA and the 
nation.  Educational attainment mirrors job market.  

 Between 2007-2012, the number of persons with a 9th-12th grade education and 
no diploma has decreased in the region.  

 Per Capita income as a percentage of U.S. and VA shows that we do not keep 
pace with Northern VA and the State.  

 In 2012-13, 13%, or 2,715, students in the region, did not complete high school 
on time.  

 A full 35% of young African American males are not completing four years at 
some of our high schools.  

 Free and reduced lunch is not evenly distributed among the cities in the region; 
some school districts represent a larger share.  

 Married couples, with families, living in poverty in the past 12 months is low at 
5.1%; single parent female head-of-household families living in poverty is high at 
almost 40%.   

 
The Demand Side-Economic Indicators  

 The labor force has grown 16%, from January 2000 (716,673) to October 2013 
(829,057).  

 The civilian labor force participation rates in 2012, was greater in the region than 
in VA and the U.S.  

 As of July 2013, unemployment in the region is lower than the nation and higher 
than Virginia as a whole.  Northern VA drives Virginia’s “good” unemployment 
numbers.  

 Unemployment was up 133% in October 2013 (49,408) over January 2000 
(21,209) and down 26% from peak employment in January 2010.  

 Employment growth as of July 2013 outpaced the nation and Virginia.  
 Employment growth since January 2000 is up 5.9%, but down 2.8% from the 

peak in 2007.  
 Median wage in Hampton Roads is lower than the nation and Virginia.  

30



Workforce	Development	Report	
 

	 	
 

 There has been a shift in employment distribution by industry from 2000 to 2013.  
Employment in Health Care and Social Assistance increased (8% to 11%) and 
the Manufacturing  sector decreased (9% to 7%).   

 Among the top “Hot jobs” in Hampton Roads are: registered nurses, accountants 
and auditors, plumbers, pipefitters and steamfitters.   

 The highest numbers of projected job openings in the region are: retail 
salespersons, cashiers, waiters/waitresses and registered nurses.  

 
*Driving Hampton Roads Competitiveness: Meeting the Demand for a Skilled Workforce  
(Opportunity, Inc. 2012) 
 
According to the Job Openings and Labor Turnover Survey for July 2014, in the U.S. 
there are 9.6 million unemployed and 4.6 million job openings. Why is this happening? 
Answers may be that workers are not available due to child care and transportation 
issues, location of jobs in places other than where potential workers live, unfavorable 
wages and working conditions for many jobs and a mismatch of job seekers’ skills with 
jobs. From the Kiplinger Report: By 2020, 122 million jobs (75%) will require higher 
skills than today and less than 100 million workers will be qualified or semi-qualified to 
fill them.  There will also be 41 million low-skilled jobs with more than 64 million workers 
to fill them. 
 
Three key components that may help Hampton Roads build a more competitive 
workforce are education, additional employers, and a regional identity. Strategies 
identified that could positively impact the trajectory of the current 0-5 year old (Early) 
population are: increase availability of child care, have employers invest in child care, 
commit to rating more providers, and train and educate providers and parents.  Two 
questions should be considered: should there be earlier developmental screening and 
should there be universal Pre-K? 
 
To improve the outcomes for K-12 (Middle) students, possible solutions are: improve 
guidance at the 7th grade level, include career guidance in the K-7 curriculum, giving 
students information on careers early so that correct academic decisions are made, 
develop industry partnerships, offer camps/exposure programs, consider mastery 
learning in the early years so that students who do well in a specific subject area can 
proceed at a faster pace, improve career and technical education options, and consider 
alternative learning options such as online learning. 
 
For higher education, there needs to be increased coordination between higher 
education and employers and higher education and K-12.  Consider thinking of 
workforce development as continuing education.   
 
For lifelong learning for the general population, institutions should consider alternative 
delivery systems for education and training, develop career pathways or individual 
employment plans when a person is initially hired, and provide incentives for additional 
investment in skills and capability. 
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In defining the employer’s role in workforce development, businesses may be able to 
develop position descriptions that are broader so that more people will fit within the 
requirements of the position.  Often there is a work experience requirement that those 
immediately out of education and training cannot meet.  Businesses may want to take a 
small number of workers without the experience requirement and train them for the 
position. As the military has scaled back, they have outsourced much of their work, 
decreasing the skills training among servicemembers. The lack of consistency in titles 
for jobs that have the same work requirements and qualifications is difficult for potential 
employees to understand. 
 
A regional identity is critical.  The region needs to be one that values education, deems 
all occupations honorable, and is seen as having a workforce with a strong work ethic. 
Citizens need to have pride in the region and pride in what they do, and the region’s 
environment needs to be one of high expectations. 
 
Changes that will alter any future discussion are: national defense and federal 
spending, consumption patterns of education and retention of quality, globalization of 
wages, and changing demographics of the region’s population. 

 
2014 Workforce Demand Study Findings 
 
Key points from the 2014 Workforce Demand Study produced by Chmura for 
Opportunity Inc. are below.  This study will be released in November 2014.  These 
points are included with permission from Opportunity Inc. 
 

 The region’s population is growing at a relatively slow 
pace—less than half the speed of Virginia as a whole, and 
well below the national norm.  

 The region is more educated than both the state and 
nation at the mezzanine level of educational attainment 
(some college and associate’s degree), but has a smaller 
percentage of residents with bachelor’s or higher degrees 
than either the state or nation.  

 Over the past eleven years, overall employment grew 
slower in the Hampton Roads Study Area compared with 
both the national and Virginia averages. From 2002 
through the first quarter of 2014, the Hampton Roads 
Study Area averaged 0.1% annualized employment 
growth, compared with 0.5% annualized growth in both 
Virginia and the nation.  

 Average wages in the area are lower than the state and 
the nation—in part due to the regional mix of industries as 
well as the relatively young population that is influenced 
by the presence of the military.  

 Over the next ten years, in the baseline forecast scenario, 
employment is expected to expand an annual average 
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0.6% in the region.  By sector, most job gains are 
expected to occur in healthcare and social assistance, 
professional and business services, and construction. 
Additionally, nearly one-third of all occupations are 
expected to grow at least 25% faster than regional overall 
employment growth.  

 The report also considers two alternative growth 
scenarios. The optimistic scenario assumes that the 
Panama Canal expansion will accelerate growth in the 
regional transportation and warehousing sectors. This 
scenario expects average annual job growth of 0.7% over 
the next ten years. The pessimistic scenario, however, 
assumes a larger impact from federal budget cuts. Due to 
the high dependence of the regional economy on federal 
defense spending, employment growth will be reduced to 
about 0.5% per year in this scenario, with manufacturing 
and professional and business service experiencing the 
largest impacts.  

 The postsecondary award output in the Hampton Roads 
Study Area is reasonably well-aligned with both industry 
demand and occupations that are projected to grow 
rapidly over the next ten years. The region is producing an 
above-average number of postsecondary degrees that 
feed into computer and mathematical, healthcare support, 
legal, and management occupations. In the life, physical, 
and social science occupations, however, the region 
produces only about 70% of what would normally be 
expected—given the area’s industry mix. Similarly, the 
region also has a shortage in training capacity for 
education, training, and library occupations. 
Postsecondary award output in the area is slightly above 
or below the national average for several occupation 
groups: architecture and engineering, business and 
financial operations, and community and social service. 
However, the region utilizes architecture and engineering 
occupations 40% more intensively than average 
nationally.   

 Focus group participants expressed concerns about the 
potential shortage of a variety of occupations.  

 Occupations such as welders, electricians, and 
commercial drivers will be in short supply in the future. 
The reasons varied, including competition from other 
states (particularly the fracking industry), a retiring 
workforce, and the working conditions of these 
occupations.  
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 The region is struggling to keep a high-tech workforce as 
recent graduates and experienced professionals tend to 
gravitate to Northern Virginia for better opportunities and 
higher pay.  

 The need for soft skills such as communication is 
emphasized by focus group participants.  
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Po ulation Chan e 2000-2012 

US, Vir inia and Ham ton Roads 
Ann Avg 
Change 

Area 2000 2010 2012 2000-2012 

Hampton Roads 1,568,519 1,659,252 1,691,035 0.6% 

Virginia 7,079,030 8,001 ,024 8,185,867 1.2% 

United States 281 ,421,906 308,747,508 313,914,040 0.9% 

Chesapeake, Franklin, Gloucester, Hampton, Isle of Wtght, James City, Newport News. Nolfolk, Poquoson, 
Portsmouth. Southampton, Suffolk, Virginia Beach, Williamsburg and York 

Sollrce: U.S. Boreau of the Coosus and Weldon Cooper Center for Public Service 
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Metropolitan Employment Distribution by Industry· Average 2000 
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Four Quarters Ending with 2013q3 Over the Next 3 Years 

Avg Ann Ann Avg Total 
Title Employment Wages Growth Openings 
Registered Nurses 12,989 $59,500 2.0% 1,437 
First-Line Supervisors of Office & Admin Workers 6,908 $50,600 1.2% 774 
Accountants and Auditors 5,548 $66,000 1.2% 536 
Sales Representatives, Services 3,419 $49,600 1.5% 436 
Plumbers, Pipefitters, and Steamfitters 3,675 $43,500 1.2% 423 
Supervisors of Construction and Extraction Workers 2,781 $57,700 2.0% 343 
Computer User Support Specialists 2,645 $43,700 1.6% 321 
Software Developers, Applications 2,939 $80,800 2.5% 311 
Market Research Analysts and Marketing Specialists 1,783 $56,100 3.3% 305 
Computer Systems Analysts 2,442 $78,200 2.1% 281 
Software Developers, Systems Software 1,833 $93,100 3.3% 238 
Management Analysts 2,758 $89,700 1.3% 229 
Civil Engineers 2,146 $77,300 1.6% 225 
Network and Computer Systems Administrators 1,751 $73,100 2.4% 208 
Physicians and Surgeons, All Other 1,865 $180,000 1.7% 198 

Criteria: (1) Pay higher than regional average $42,700 (2)Growth rate faster than regional average 1.1%/yec:r (3) Will add at least 100 jobs over 
the next 3 years. Sorted by total openings. 

Source: US Census Bureau, 2012 Amerk:an ComrTunlty SuNey, 1 Ye1r Ettfmate 

Economic Indicators - Projected Job Openings 
Four Quarters Ending with 2013q3 Over the Next 3 Years 

Avg Ann Ann Avg Total 
Title Employment Wages Growth Openings 

Retail Salespersons 25,083 $23,800 1.4% 3,145 
Cashiers 19,329 $19,100 0.5% 2,872 
Waiters and Waitresses 14,840 $21,700 0.5% 2,358 
Food Preparation and Serving Workers, Including Fast Food 19,052 $18,800 1.0% 2,091 
Registered Nurses 12,989 $59,500 2.0% 1,437 
Laborers and Freight, Stock, and Material Movers, Hand 10,494 $25,800 1.3% 1,367 
Customer Service Representatives 11,216 $29,800 1.3% 1,329 
Office Clerks, General 14,347 $27,100 1.3% 1,287 
Personal Care Aides 5,835 $18,600 5.5% 1,132 
Janitors and Cleaners, Except Maids/Housekeeping Cleaners 12,998 $21,400 0.8% 1,013 
Home Health Aides 4,599 $19,900 5.4% 920 
Receptionists and Information Clerks 5,512 $25,700 1.9% 781 
First-Line Supervisors of Office & Admin Support Workers 6,908 $50,600 1.2% 774 
Stock Clerks and Order Fillers 10,055 $24,100 0.1% 772 
Elementary School Teachers, Except Special Education 8,535 $53,900 0.9% 767 

Source: Chmura Economies & Analytles 
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Good Jobs Go Unfilled 

United States 

11 .3 million unemployed 

4 million job openings 

Why? 

Workers - where are they? 

Child Care 

Transportation 

Location 

Wages & Working Conditions 

Mis-match of Job Seekers' Skills with Jobs 
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Where will the next generation 

of Coal Miners come from? 

The Skills Gap 

By 2020 

122 million jobs (75%) will require higher skills than today 

Less than 100 million workers will be qualified 

or semi-qualified 

41 million low-skilled jobs with more than 64 million 
workers to fill them 
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Past and Present predict the future 

Aspire to create our own future 

How do we build a workforce that is more 
competitive? 

Education 
Employers 

A Regional Identity 
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Education 
Education is Workforce Development 

Workforce Development is Economic Development 

Early Middle Late Forever 

(0-5 years) (K-12) (13+) (Lifeflong) 

• Increase availability of child care 

• Employer investments in child Care 

• Commitment to Ratings for Providers 

• Training & Education for Providers 

• Training & Education for Parents 

• Developmental Screening 

Universal Pre-K 
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• Guidance (?th grade) 

• Industry Partnerships 

• Camps/Exposure Programs 

Mastery learning in early years 

Career guidance integrated in k-7 curriculum 

Career & technical education 

Alternative learning options 

• Increased coordination Higher Ed and Employers 

• Increased coordination Higher Ed and K-12 

• Workforce Development as Continuing Education 

University as Economic Driver 

Nationally recognized academic programs 

Medical college and university 

Rigorous entrance requirements 
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Alternative delivery of education and training 

Career pathways or individual employment plans 

Incentives for additional investments 

in skills and capability 

Employers Role 
in Workforce Development 

The Job Description 

Searching and Screening 

Employee Development & Training 

Employment Plans 

Innovate to re-tool jobs and retain workers 
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Region that values Education 

All occupations "jobs" are Honorable 

Strong Work Ethic 

Pride in Place 

Pride in what We Do Here 

High Expectations 

National defense and federal spending 

Consumption patterns of education and 

retention of quality 

Globalization of wages 

Changing demographics of the American population 
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QUESTIONS AND COMMENTS 

Opplnc. 
Opportunity Inc. 
Hampton Roads/ Workforce Development Board 
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PRE-K THROUGH 12 SUBCOMMITTEE REPORT 

PRE-K THROUGH 12-THREE TARGETED STRATEGIES 

In considering the best options available to improve the workforce-development 
outcomes from our pre-K through 12 schools in Hampton Roads, the Subcommittee 
endorsed three targeted initiatives corresponding to a like number of student cohorts in 
strategic need of better career preparation; validated the necessity of reforming post-
secondary guidance offered in substantially all of our public high schools; and identified 
two public-policy reforms with potential to generate systemic improvement of 
educational achievement in the schools of Hampton Roads. 

As a preliminary item, the Subcommittee elected not to examine early childhood 
education as part of its work, on the theory that Smart Beginnings had already delivered 
ample scholarship and programmatic leadership on this topic. 

The Subcommittee’s recommendations concerning reform of post-secondary 
guidance and public-policy reforms will be addressed separately from this Preliminary 
Report, which addresses initiatives targeted for three particular student populations. 

Targeted Strategy No. 1:  At-Risk Population 

For a moment, put aside the moral compulsion to help those most in need:  the 
at-risk student population is simply too great to ignore if we aspire for an adequate 
supply of well-prepared workers in our local economy. 

Statewide, 14.2% of children live in poverty (11.5% in Hampton Roads).  While 
40% of public high school students statewide qualify for free or reduced lunch, 66% of 
public high school students in Norfolk receive free or reduced lunch. 

Hampton Roads is plagued by the same socio-economic pathologies that afflict 
us nationally; e.g., 70% of African-American births, 53% of all Hispanic births and 30% 
of all Caucasian births occur out of wedlock.  Statewide, 36% of individuals in single, 
female-head households live in poverty.  Children raised in poverty, especially those 
dependent on public assistance, hear 20 million fewer words in their first four years of 
life than their peers in professional and middle-class families.  Children from the lowest 
income quintile are four times less likely to have a computer and, on average, have less 
than one-third the number of books, compared to the children of professional/middle 
class families. 

It should not come as surprising that these disadvantaged circumstances 
frequently lead to miserable outcomes.  One million of the nation's high school students 
drop out annually; in Norfolk, only 77% of students complete high school.  Eighty 
percent (80%) of African-American and Hispanic high school students are performing 
below their grade levels in reading and math.   
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Despite these societal headwinds, well-organized and well-led schools achieve 
superior results with at-risk student bodies.  According to John Chubb and Terry Moe of 
the Brookings Institution:  

 All things being equal, a student in an effectively organized school 
should achieve at least a half year more than a student in an 
ineffectively organized school over the last two years of high 
school.  If that difference can be extrapolated to the normal four-
year high school experience, an effectively organized school may 
increase the achievement of its students by more than a full year.  
(p. 140) 

So what distinguishes an effectively organized school from an ineffectively 
organized school?  Educational researchers appear to agree on the following: 

 Strong, autonomous leadership from the Principal, with control over  
o The vision 
o Curriculum 
o Personnel 
o Policies 

 Clearly stated school goals  
 Rigorous academic standards 
 Order and discipline 
 Engaged and collaborative faculty sharing the same educational values 
 High expectations for student performance 
 Independence from bureaucratic control 
 Deeper learning opportunities/longer school days 

o Longer, more flexible instructional blocks 
o Project learning 
o Art and music 
o Physical education 
o Field trips  
o Recess 

 Parental support and cooperation 
 Student's desire to attend the school (Choice) 

 
There are models for such effectively organized schools.  One is An Achievable 

Dream Academy in Newport News.  AAD's enrollment is 98% African-American, 100% 
free and reduced lunch and 83% from single-parent or guardian-led households.  Eight 
percent (8%) of AAD students are homeless.   

At AAD, high expectations are set from day one of enrollment.  A culture of 
success is created by motivating students to seek academic excellence -- the goal is 
admission to college.  Students who otherwise would have very few enrichment 
opportunities participate in field trips, most of which are aligned with the SOLs but many 
of which are for purely cultural and personal growth.  The school has clearly stated 
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goals, and its principal operates with considerable autonomy from bureaucratic control.  
Parents and students want to be there. 

AAD holds 26 weeks of Saturday School as remediation at all grade levels.  
Saturday School is also used for Advanced Placement studies.  Many AAD students 
take college-level courses through dual-enrollment programs -- 31% of the Class of 
2013 graduated with at least one dual-enrollment course.  Teachers are given a stipend 
for achieving certification to teach dual-enrollment or Advanced Placement courses. 

The curriculum includes early and deep exposure to STEM education, including 
digital art projects and modeling and simulation exercises.  It also incorporates critical-
thinking development; working collaboratively in teams; learning to use technology 
appropriate for targeted career pathways; and participation in a host of programs to 
prepare students for lives as productive, contributing citizens. 

The results speak for themselves.  In 2012, 97% of the graduating class received 
an Advanced Diploma.  AAD has a 100% on-time graduation rate, with 95% of its 
graduates attending college (four-year or two-year) and 5% entering the military.  The 
results posted by AAD stand in stark contrast to the outcomes for similar at-risk 
populations in different academic settings.   

Nothing good comes free, however.  Newport News Public Schools allocates 
approximately $10,000 per pupil annually for basic educational expenses (teachers, 
transportation, etc.), while AAD raises an additional $2,200 per pupil from the private 
sector to fund the enhanced curriculum and extended learning time.  Corporate partners 
provide supplemental funding and invaluable mentoring:  indeed, corporate partners 
contribute 1.5 hours per month from executive volunteers bringing a real-world 
perspective to the school's "What It Takes" curriculum. 

The Subcommittee believes that the AAD model, and perhaps similar models 
(e.g., the Harlem Children's Zone Promise Academies), should be tried in every school 
district in Hampton Roads in order to further validate the success of the model and to 
expand the opportunities for at-risk students region-wide.  Each successful school 
would beget another school of the same or similar model until the majority of our at-risk 
population has a realistic pathway to post-secondary education and, ultimately, a middle 
class livelihood. 

Targeted Strategy No. 2:  Gifted Students/STEM Education 

On the other end of the academic spectrum from the troubling circumstances of 
our at-risk population lies the gifted student population, which nevertheless is not 
performing up to its potential -- or what we as a region need -- in Hampton Roads.  
Targeted Strategy No. 2 seeks to exploit a proven opportunity for this critical cohort. 

Science, technology, engineering and math (STEM) are at the core of today's 
high-tech, high-skill and highly-competitive global economy.  Approximately one-half of 
U.S. economic growth since World War II has resulted from technological innovation, a 
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trend that is only accelerating.  High-tech firms account for 60% of private sector R&D 
spending.  Labor market analysts project that, almost all of the 30 fastest-growing 
occupations in the next decade will require a STEM background.   

And yet, according to a National Academy of Sciences panel, America's 
educational system has badly lagged in science, engineering and math, while much of 
the world has made dramatic gains.  For example, the U.S. now ranks 29th in the world 
in the percentage of 24-year olds with math and science degrees. 

While 67% of college graduates in Singapore and 50% in China earn degrees in 
the natural sciences or engineering, only 15% do so in the United States.  Excluding 
computer science, the annual number of engineering degrees awarded annually in the 
U.S. has dropped 18% over the last 20 years.   

A key contributor to this unacceptable university-level performance is the 
lackluster performance of our elementary and high schools in preparing the college-
bound for future studies in science, engineering and math.  Shockingly, U.S. high-
school students routinely perform below the developed world’s average in international 
examinations of proficiency in science and mathematics. 

With fewer than one-half of U.S. high school graduates adequately prepared for 
college-level math, less than one-third for college-level science, and only 15% even 
potentially eligible to pursue an engineering degree in college based on their high-
school course work, the United States is falling dramatically short of the schooling in 
science, engineering and math necessary to produce the world-class talent required in a 
21st century workforce.  The arts are very important, but it does not bode well for our 
economy that the United States graduates more fine arts majors than engineering 
majors.  Out of four million American students who begin their formal education every 
year, only 70,000 on average will eventually graduate with a degree in engineering.   

After compounding our mediocre high-school outcomes in STEM education with 
our lousy college-level outcomes, it should come as no surprise that our post-graduate 
numbers are profoundly threatening. 

Seventy percent (70%) of U.S. Ph.D.s in physics and 50% of U.S. engineering 
Ph.Ds. are awarded to foreign students.  The number of engineering doctorates 
awarded to U.S. citizens has fallen 23% over the last decade.   

It is also telling that China now graduates more English-speaking engineers than 
the U.S.  No wonder that China's technology exports to the United States are now five 
times our technology exports to China! 

The consequences of this decline in U.S. science, engineering and math talent 
are ominous and profound -- we are rapidly ceding our nation’s historic competitive 
advantage in innovation.  A majority of U.S. patents are now awarded to non-U.S. 
companies.  According to the Information Technology and Innovation Foundation, the 
U.S. was number one in the ability of our companies and workforce to innovate as 
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recently as 2000; by 2010, we had dropped to sixth place.  Edward Luce of the 
Financial Times points out that, in the late 1990s, the United States enjoyed a $30 
billion annual trade surplus in high-tech or "advanced" manufactured goods, while today 
we run a $40 billion annual deficit. 

Hampton Roads is surely suffering along with the rest of the United States as a 
result of our national decline in education and innovation relative to other countries.  
Compounding this pain for Hampton Roads is our decline relative to higher growth 
communities in the United States in terms of entrepreneurial innovation and new 
ventures.  Our pain is particularly acute since this is the source of new jobs and career 
opportunities. 

In a July 2011 report entitled, "Hampton Roads Regional Competitiveness", the 
economists of the Hampton Roads Planning District Commission delivered some critical 
and paradigm-shattering data for the leaders of our region's economic-development 
strategy.  Looking at job creation nationwide, HRPDC reported that, on average, only 
1.9% of job gains are attributable to business relocations, while 41.8% of job gains 
come from the expansion of existing businesses and a whopping 56.3% of job gains 
come from the start-up of new enterprises.   

The Kauffman Foundation has found that virtually all new net jobs generated in 
the United States from 1980 to 2005 (over 40 million) were created by firms that were 
five years old or less.  Net job creation among older companies has actually been a 
negative number over the past three decades. 

New employers are disproportionately high-tech in nature.  Births of new 
companies in the high-tech sector were 69% higher in 2011 compared to 1980 and an 
astounding 210% higher among information and communications technology concerns.  
Meanwhile, start-ups in the private sector as a whole were down 9%. 

Unfortunately, Hampton Roads lags behind the rest of Virginia and far behind 
Northern Virginia, in the creation of new businesses and the growth of new employment 
opportunities.  For every 10,000 residents, entrepreneurs in Hampton Roads create 
somewhere between 6 and 10 new companies per year, while entrepreneurs in 
Northern Virginia create somewhere between 14 and 18 new companies.  There are 60-
80% more business start-ups per capita in Northern Virginia than in Hampton Roads 
each year.   

In the Hampton Roads MSA, our density of high-tech start-ups is only 80% of the 
national average among metropolitan areas and we are creating high-tech firms at 
merely 36% of the pace at which such firms are started in the Northern Virginia - D.C. 
area. 

The diagnosis is clear:  we simply do not have enough entrepreneurial and 
innovative talent to drive our region's economic future.  How might secondary-level 
education help us remedy this affliction? 
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No single school division should be expected to address our region’s deficit in 
innovation and creative talent on its own.  Instead, we should look to models by which 
successful regions are pooling their resources and coordinating their efforts to reverse 
our country’s alarming decline in talented scientists and engineers who are equipped to 
innovate and create solutions to real-world problems, thereby enabling new employers 
to be established to implement these solutions. 

One model exists at the Thomas Jefferson High School for Science and 
Technology, a full-day, grades 9-12 Governor's School for STEM located in Annandale 
that serves students throughout the Northern Virginia region, including Fairfax County, 
Fairfax City, Falls Church, Fauquier County, Prince William County, Loudoun County 
and Arlington.  “TJ” is perennially ranked the No. 1 or 2 high school in America by U.S. 
News and World Report.  Its graduates are coveted by the most selective colleges and 
universities in the country. 

The impact of Thomas Jefferson has been to lift up educational outcomes 
throughout Fairfax County and the rest of Northern Virginia.  As one very telling 
indicator, please refer to the chart below to see how the 30 public high schools of South 
Hampton Roads compare this academic year with 27 public high schools of Fairfax 
County (including Thomas Jefferson) in the development of National Merit Semifinalists: 

  Population 

No. of Public 
High 

Schools 

No. of Public 
High School 

Students 

No. of National 
Merit 

Semifinalists 

South Hampton 
Roads 

1,082,000 30 50,225  17 

Fairfax County 1,119,000 27 52,000 220* 

TJHSST n/a 1 1,800 132 

*includes 132 from Thomas Jefferson High School for Science and Technology 
(enrollment 80% Fairfax residents) 
 

The regional cooperation that established and maintains Thomas Jefferson as a 
regional asset has paid off handsomely by lifting the sights of educators throughout 
Northern Virginia.  According to a study reported in The Washington Post, Northern 
Virginia has 32 of the 500 most challenging public schools in the country, while 
Hampton Roads has only one (Princess Anne High School in Virginia Beach). 

The benefits of a full-day "academic-year" Governor's School are also found in 
the Richmond area, home to Maggie L. Walker Governor's School, which focuses on 
government and international studies instead of STEM.  Maggie Walker's 727 students 
come from Richmond and 11 surrounding jurisdictions.  From this relatively small 
student body of a single school came 19 National Merit Semifinalists in the 2012-13 
academic year, compared with 17 from the 50,225 student body of our region's 30 
public high schools in the current academic year.  Newsweek rates Maggie Walker 
number 14 in the country.  Hampton Roads can scarcely find a school listed. 
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A Governor's School serves multiple school divisions which pool their resources 
and leverage additional financial support from the state and the private sector in order to 
provide an educational opportunity for their most capable students superior to what any 
single jurisdiction could provide on its own.  It is a proven model in Virginia; there is no 
excuse for our region not to reach for such an “achievable dream.” 

State funding that otherwise would be used to educate gifted STEM-oriented 
students in their assigned "home" public schools follow them to Thomas Jefferson.  
Most importantly, Virginia enhances this base funding with a supplemental contribution 
(the “Governor’s School Add-On”) of approximately $3,000 per student.  TJ then 
leverages its state funding with over $600,000 in private sector contributions annually.  
(This number does not include the extremely valuable in-kind contributions of talent and 
time -- through internships and mentoring -- furnished by corporations throughout 
Northern Virginia.) 

All of this leads to the conclusion that a Governor's School for Innovation and 
Entrepreneurship serving the region, modeled after the Thomas Jefferson High School 
for Science & Technology, but with more of an emphasis on engineering and 
entrepreneurship, would be a game changer for the region.   

Although the benefits of a Governor's School would accrue over the long term, 
we should move forward now with a sense of urgency.  The long-anticipated reduction 
in federal military spending has now begun.  By 2016, the Navy will relocate 17 of its 71 
ships currently homeported here.  It is highly doubtful that the Commonwealth of 
Virginia will be able to continue reliance on federal employers and federal contracts for 
30% of our total employment.  It is likewise doubtful that Hampton Roads can maintain 
an even higher percentage of our local workforce dependent on the federal government. 

Our historical dependence on a steady stream of DoD spending and the looming 
curtailment of that pipeline underscore the urgency of educating our bright young 
innovators and entrepreneurs in STEM-related fields; these are the individuals who 
could eventually create the new high-tech products that will spawn new companies and 
new high-tech jobs, compensating for DoD cutbacks. 

In short, Tidewater needs to emulate "brain hubs" such as Austin, Texas, 
Northern Virginia, Raleigh-Durham, N.C. and Seattle, Washington – regions with above-
average educated workforces and below-average unemployment.  The reason: their 
highly skilled entrepreneurs start new businesses that hire "middle-skill" and "lower-skill" 
workers.  These entrepreneurs are bright, risk-taking, well-educated (and often young) 
innovators who are creating the high-tech products that result in new companies 
generating new jobs in a 21st century economy.  Their creations benefit everyone in the 
region, from all walks of life. 

Further, research reveals that each new high-tech job is accompanied by at least 
four other new jobs in the same region.  As Enrico Moretti points out, these middle-skill 
and lower-skill jobs can be lucrative if they are created in brain hubs.  In 1980, salaries 
for high school graduates in Austin and Raleigh were substantially below the national 
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average.  Subsequently becoming brain hubs, Austin and Raleigh now pay salaries 
45% above the national average for these positions. 

The bottom line is that Hampton Roads drastically needs to produce more 
innovators and entrepreneurs.  We cannot rely on gifted individuals to move here with 
their existing employers.  On the contrary, we need to motivate and challenge our gifted 
native sons and daughters to become those employers!  As Tom Friedman and Michael 
Mandelbaum have written: 

A healthy economy is one driven not just by greater efficiency and 
productivity but also by innovation.  That is, more people inventing 
more goods and services that make others more comfortable, more 
productive, better educated, more entertained, healthier, and more 
secure -- and finding ways to make these goods and deliver these 
services in America.  American cities and towns cannot just sit 
around hoping Ford, Boeing, or Intel will come and build a five-
thousand-worker factory there.  Those big plants are scarce 
already, and they are going to be even scarcer in the age of 
robotics.  What a town needs to thrive today is a hundred people 
starting companies that employ twenty-five people each, and 
twenty people starting companies that employ fifty people each, 
and five people starting companies that employee three hundred 
people each. 

Metropolitan areas with highly-skilled, well-educated workforces enjoy a higher 
density of start-up businesses, which in turn generate more new jobs and career 
opportunities, at higher salaries.  A Governor's School for Innovation and 
Entrepreneurship would play a leading role in transforming our region into one of those 
metropolitan areas. 

Targeted Strategy No. 3:  Career Technical Education 

Back in the day, career preparation was not of paramount concern for our high 
schools.  That day is long gone.  This segment of our report focuses on the students in 
the middle of the bell curve between the at-risk population at one end and the gifted 
population at the other.  This cohort is graduating from high school but not hitting on all 
cylinders thereafter -- starting, but not finishing college; failing to attain valuable 
occupational and technical certifications; and lacking the skill sets needed for well-paid 
employment in the 21st century. 

In 1973, 40% of the 91 million U.S. workers held nothing more than a high school 
diploma.  Another one-third were high-school dropouts.  In other words, 72% of the 
nation's workforce had achieved a high school education or less. 

By 2007, the world of work bore little resemblance to that earlier day.  Workers 
with a high-school education or less had shrunk to 40% of 154 million persons at work. 
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Although America's workforce had grown by 63 million, the number of workers without 
some post-secondary education had actually fallen by two (2) million. 

Looking forward, Georgetown University researchers project that two-thirds of the 
47 million job openings in the United States from 2008 to 2018 will require some amount 
of post-secondary education, but not necessarily a four-year degree.   

Almost one-half of those jobs requiring some post-secondary education will be 
filled by individuals earning an occupational certificate or two-year associate's degree.  
Absent some kind of intervention, Harvard's Graduate School of Education projects that, 
by 2020, three (3) million jobs requiring an associate's degree and five (5) million jobs 
requiring a technical certificate will go unfulfilled.   

It is worth noting that 27% of individuals who attain post-secondary licenses or 
certificates -- even without receiving an associate's degree -- earn more than the 
average recipient of a bachelor's degree.  On average, holders of associate degrees 
out-earn high school graduates by 73%, rivaling the earnings advantage enjoyed by 
some (but not all) bachelor’s degree holders. 

All of this is instructive in light of the push to send ever more high-school 
graduates to college.  However, only 56% of those attending a four-year college achieve 
a bachelor's degree within six years of matriculation, while only 30% of those entering a 
community college attain an associate's degree within three years.  With 70% of high 
school graduates attending a two-year or four-year college but a majority of those 
students failing to earn a degree, the United States suffers from the highest college 
drop-out rate in the developed world.   

Why such educational underachievement in the face of a compelling need (and 
opportunity) for better educated workers to claim the jobs available in the economy of 
today and tomorrow?  Some analysts identify the perceived irrelevance of post-
secondary education to the actual working lives of students; others refer to the boredom 
that many students express as the reason for dropping out.  Regardless of the reason, 
an estimated one-half of high school graduates are deficient in oral and written 
communication skills, critical thinking skills and related career skills.  These skill deficits 
are not subsequently erased because only four in ten high school graduates earn an 
associate's degree or bachelor's degree by their mid-20's, while only 10% receive an 
occupational or technical certificate. 

Hampton Roads should learn from other countries and other regions which have 
emphasized work-based learning as the most powerful tool available for preparing 
young people for productive careers.  Work-based learning inculcates both the "hard 
skills" (technical expertise) and the "soft skills" (communication, punctuality, reliability, 
etc.) needed to launch a successful career.   

Many are familiar with the work-linked learning programs in several of the most 
successful economies in Europe, including the so-called "dual system" in Germany 
involving preparation for as many as 350 different occupations.  In Germany, Australia 
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and Switzerland, students completing grade 9 or 10 are given the opportunity to choose 
a workplace-learning program to pursue over the subsequent two to three years.  They 
work as apprentices for sponsoring employers as well as complete further academic 
instruction.  Employers are intimately involved in shaping and executing the educational 
program by, among other things, defining the occupational qualifications for the job 
opportunities in their industries; providing paid apprenticeships; assessing student 
performance; and awarding certifications at the completion of the program.  The 
educational results of these labors and studies is at least equal to the value of an 
associate's degree from the U.S. community college.   

The impact on career preparedness?  In Germany, at least 80% of the young 
people finishing such a program have found full-time employment in their chosen 
careers within six months after completing their formal academic/career training.  In the 
United States, only 48% of the comparable cohort have achieved this result. 

If the German "dual system" is too radical to be accepted in Hampton Roads, 
then perhaps we should look for promising models found elsewhere in the United 
States, including the California Career Academy, Wisconsin Youth Apprenticeship 
Program, Project Lead the Way and NAF Career Academies. 

The Massachusetts model is especially intriguing.  A number of local business 
and educational leaders have visited Worcester Technical High School in Worcester, 
Massachusetts.  Its STEM offerings, language-skill offerings and other high-quality 
programs distinguish WTHS from a typical "vo-tech" model.   

In addition to its AP courses in English, math, physics, biology and other 
disciplines, WTHS offers career technical education in information technology, 
biotechnology, allied health professions, automobile repair and maintenance, energy 
technologies and the like.  Its students either graduate with, or are pointed toward, 
industry technical certifications that are prerequisites for employment in their chosen 
fields. 

The enrollment at Worcester is 53% female, 47% male.  Although 65% of the 
student body is on free or reduced lunch, and 19% of the students have "special 
needs", the graduation rate at Worcester is 96.4%.  Of its graduates, 77% go on to 
attend a two-year or four-year college, while another 18% are promptly placed in career 
positions, with another 2% entering the military. 

It is our Subcommittee's recommendation that this region develop a center of 
excellence in career technical education following one of the successful models existing 
in the United States, whether the Worcester model or one of the others mentioned 
above.  Ideally, such a center of CTE excellence would be joined with a center of 
excellence for STEM education among the gifted population such as the proposed 
Governor's School for Innovation and Entrepreneurship.  These two programs could 
share infrastructure and certain instructors, saving duplicative expense while allowing 
opportunities for the two student cohorts to interact in both academic and extracurricular 
settings.  The establishment of a world-class Governor's School and a world-class 
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career and technical education program on a prominent campus would speak volumes 
about this region's commitment to a well-educated, well trained and innovative 
workforce that will generate new employment opportunities on its own, while attracting 
industries to a region whose reputation for a skilled workforce will give us a leg up on 
regions lacking such transformative assets. 
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POST-SECONDARY THROUGH GRADUATE SCHOOL SUBCOMMITTEE REPORT 

Supporting Workforce through Post-secondary and Graduate Education 

Looked for best practices in: 

 Reviewed U.S. Chamber’s Report Card 2013 for best practice on 
transparency/accountability and policy environment 

 Statewide workforce development initiatives 
 Opportunity Inc. report 
 ACTE report 

 
Maximum impact can be achieved through coordination; connecting the dots; 
connecting education at the post-secondary level with labor force needs; relevant 
workplace learning throughout the education spectrum all the way through 
apprenticeship programming; on-line training and certification. 

TRANSFER and ON-LINE PROGRAMS 

 Ease of transfer; Montana model of entire associate’s degree accepted at four-
year colleges. 

 Transfer catalog program by program; course by course; Illinois model of transfer 
– ITransfer - iTransfer is a portal for transfer assistance in the state of Illinois for 
students seeking transfer between Illinois higher education institutions.  

 Cross-border post-secondary online providers in a state-level clearing house. 
Georgia’s ONmyLINE system lists all courses and programs offered at the state’s 
public colleges and universities. Students can take first 2 years entirely online if 
they wish 

o Employer needs are ever-evolving, so flexibility is paramount. 
Northeastern University conducted in-depth market surveys and polls. The 
following are preferred by a vast majority of adult respondents (Gallagher 
& Mishra, in UPCEA Continuing Higher Ed Review, Vol. 77):  
 flexible hybrid or blended online/F2F learning  
 competency-based education, with certification for prior experience, 

where mastery of subject is more important than hours in 
classroom (WGU and Excelsior College are leading the way in this 
area);  

 accelerated/fast-track programs – 3 year degrees, with more 
flexible hours; experiential learning;  

 COOPs; etc. The “education-to-employment” continuum (or 
Connecting the Dots). Paid internships from area corporations and 
industry; 
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 Emphasize global perspectives in courses, even if (or especially if) 
students cannot avail of study abroad offerings. 

 
CAREER GUIDANCE 

 Career guidance (all the way from secondary sector through graduate) based on 
sustainable priority occupation; VA Wizard. There was an initial intent to extend 
the VA Wizard to colleges and universities, but I think the project became stalled. 

 Link the work of Career coaches (through the community colleges) with career 
guidance; link adult career coaches (through the community colleges) with 
employers and with the universities’ career guidance/career management 
coaches. 

 CTE and trade and technology are honorable occupations: 
 Promote laddering; promote earning potential (use TCC SMART Center 
model). 

 Laddering/pathways in relevant high priority occupations; ie. TCC-ODU-EVMS. 
 Apprenticeship awareness and adopt various models that are successful that link 

workplace needs with college credit, coupled with pathway articulation between 
community colleges and four-year colleges into graduate education (TCC 
SMART Center). 

 Project Lead the Way. ODU is the VA lead on this very effective program to 
promote engineering careers to middle- and high-schoolers.  Also CHROME 
(Cooperating HR Organization for Minorities in Engineering) has strong ties to 
NASA Langley 

 Better promote/showcase the many science and engineering fairs and 
competitions for middle- and high-school through college-level students.  E.g., 
FIRST Robotics, VA Science and Engineering Fair, Tidewater Science and 
Engineering fairs, Grand Computer Challenge, Nauticus underwater ROV, 
Canstruction, Concrete Canoe, Solar Decathlon, Governor’s Business Plan 
Challenge, etc. 

 High Quality is Essential.  Postsecondary credentials with little labor market value 
will not produce the personal benefits (higher wages; social mobility) or the 
positive externalities (higher tax revenue; attractive skilled workforce) that states 
desire. 
 

STRATEGIC CORPORATE/HIGHER ED COLLABORATIONS (U2B Partnerships) 

 E3 effort of promoting child care and quality child care services (QRIS). 
Promoting employer child care while employees are taking classes in-house. 

 Internships in trade and technology occupations with summer camps to bring 
excitement to the science and technology based environment. 
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 AZ has Joint Alliance of Companies Managing Education for Technology 
(JACMET) – strategic partnerships with universities through a tactical curriculum 
for industry-specific needs. Also links to apprenticeships. 

 Industry/Higher Ed partnerships for Entrepreneurship, Innovation, and 
Technology Commercialization. With a Help Site for start-ups and business 
relocations. Use Subject Matter Experts that have personal industry experience if 
possible. 

 Connect with training managers in industrial HR units to get them workforce 
commission grants, but examine CC/university business practices re the time it 
takes to process financial transactions. Companies hate this. 

 Emphasize the objectivity that higher education trainers can bring to a company; 
solutions-oriented rather than sales-oriented. Understand, and adapt programs 
to, the employers’ needs, rather than offer off-the-shelf programs. 

 Strategic thinking, innovation and collaboration among education, government 
and the private sector are paramount.  No single group holds the key to success. 

 Match skillset of workforce with jobs on offer. www.OhioMeansJobs.com is cited 
as a good example. 

 Real-time job reports can help educational institutions identify new fields or 
course curriculum to aid students in finding jobs after graduation. Conversely, 
institutions can anticipate decreased demand for existing training programs. 

 
AFFORDABILITY 
 

 Kalamazoo (Michigan) Promise pays college tuition/fees (up to a four-year 
bachelor’s degree) for all eligible students who graduate from the Kalamazoo 
Public School District. Twenty-five percent of the roughly 4,000 students have 
stayed in the Kalamazoo area after graduation. 

 Delta Cost Project used two per-unit cost measures--education and related 
expenses per degree or certificate produced; state/local funding per degree or 
certificate produced.  States were examined on how they did on both measures. 
States were rewarded for keeping their cost per completion low and providing a 
high return on public investment. 

 VA, CO and NH earned high marks for their four-year colleges on efficiency and 
cost-effectiveness. States with the lowest state/local funding per completion were 
CO, NH, VT, OR and VA. 

 Shifting the burden to students and families will work against efforts to enroll and 
graduate more low-income students. Likewise, spending less money may lead to 
unacceptable declines in quality and credentials with little labor market value.  

 There are few systematic ways to measure the labor market outcomes 
 The payoff to having a degree remains high.  
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VETERANS 
 
 Veteran workplace credentialing, esp. in selected high priority occupations 
 Link a community support network for veterans between the community colleges and 

universities: case management (mental, emotional) with career and education 
planning in a systematic, linked way to high priority occupations. 

 More than one million service members are expected to leave the military by 2018. 
Represent a strong, dedicated and talented workforce. Many veterans feel that hiring 
managers don’t understand their skillset.  www.military.com converts military job 
codes and experience into civilian skills, occupations and jobs. 

 
STRONG TALENT DRIVES STRONG ECONOMIES 
 
 Strategic thinking, innovation and collaboration among education, government and 

the private sector are paramount.  No single group holds the key to success. 
 The skillset and experience of the workforce needs to match the jobs being offered.  

Seems obvious but this alignment doesn’t come easy. Effective alignment of 
workforce talent with employers’ needs is not possible without real-time Labor 
Market Information (LMI) and collaboration. Good data helps job seekers find work 
more quickly, including jobs that better match their skills. 

 Good data helps employers gain intelligence about what talent is out there (and 
learn about emerging trends); it also establishes common knowledge that helps local 
education, workforce boards and economic development agencies collaborate more 
effectively in developing targeted training and placement programs. 

 Need to market job opportunities in your own backyard.  
 In this era of instant, digital information, traditional LMI is insufficient.  Organizations 

need to know what is happening now, not just what is reported annually or quarterly. 
 Real-time job reports can help educational institutions identify new fields or course 

curriculum to aid students in finding jobs after graduation. Conversely, institutions 
can anticipate decreased demand for existing training programs. 

 Take advantage of innovative online technologies to connect workers and 
employers. Online technologies improve efficiency, and reduce the cost and time for 
employer recruiting.  www.OhioMeansJobs.com is cited as a good example. 

 How can you have sustainable economic development if young people feel they 
need to leave the area to find a job? Kalamazoo (Michigan) Promise pays college 
tuition/fees (up to a four-year bachelor’s degree) for all eligible students who 
graduate from the Kalamazoo Public School District. 25% of the roughly 4,000 
students have stayed in the Kalamazoo area after graduation. 

 More than one million service members are expected to leave the military by 2018. 
Represent a strong, dedicated and talented workforce. Many veterans feel that hiring 
managers don’t understand their skillset.  www.military.com converts military job 
codes and experience into civilian skills, occupations and jobs. 
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EFFICIENCY & COST-EFFECTIVENESS 
 
 Higher education is being asked to do more with less.  Productivity and cost-

effectiveness have become the watchwords of higher education reform. 
 Higher education finances (money received, money spent) is reported in aggregate.  

The details are lacking.  
 The challenge is to determine how much an institution spends on educating 

students, as opposed to research and administration.  Without the granular financial 
data to answer this question, the Delta Cost Project used two per-unit cost 
measures--education and related expenses per degree or certificate produced; 
state/local funding per degree or certificate produced.  States were examined on 
how they did on both measures. States were rewarded for keeping their cost per 
completion low and providing a high return on public investment. 

 States that invest less public money in higher education often make up this margin 
by charging higher tuition.  In this case, the state may be no more efficient but 
instead has shifted the cost from taxpayers to students.   

 A small number of states stood out as leaders on efficiency and cost-effectiveness in 
both sectors of their public higher education systems. CO, FL, GA, NH and VA were 
among the top states. VA, CO and NH earned high marks for their four-year 
colleges.  FL and GA scored well for their two-year programs.  AK, HI and WY 
received the lowest marks at both levels.  

 Striking divergences in the performance of two-year vs. four-year colleges were 
seen in OR, MD and KY. 

 At the four-year level, the national median cost per completion across all states was 
just over $68,000. At the two-year level, the national median was lower at $57,200, 
though perhaps not as low as one might expect given the shorter program length.  
This is due in large part to the fact that many students leave community college 
without completing a credential so two-year colleges spend a lot of money on 
instruction that does not result in a completion. 

 At the four-year level the median state/local funding per completion was $41,200. 
States with the lowest state/local funding per completion were CO, NH, VT, OR and 
VA.  States with the highest were AK, WY, HI and NM. 

 At the two-year level, VT, CO, KY and GA had the lowest funding.  AK, OR, WI and 
CA had high public funding per completion. 

 The story of some states changed dramatically when tuition revenue was included.  
VT’s funding per completion at its four-year colleges increased five-fold, shifting its 
national ranking from 3rd to 47th. FL jumped from 26th to 4th.  NY moved from 31st to 
8th.  CO stood out in that it ranked first on both measures at the four-year level, 
highlighting the efficiency of the system as a whole. 

 Which states look efficient on both measures of cost-effectiveness? 
o Four-year level:  OR, VA, TX and MD. VA and OR stood out as the most 

efficient four-year systems on both measures. 
o Two-year level: ND, SD, KY, GA and FL.  

 States that lower public investments and hike tuition, but leave an otherwise 
inefficient system in place, will quickly realize that such a strategy is likely to detract 
from other state goals around education attainment. Shifting the burden to students 
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and families will work against efforts to enroll and graduate more low-income 
students. Likewise, spending less money may lead to unacceptable declines in 
quality and credentials with little labor market value.  
 

MEETING LABOR MARKET DEMAND 

 Higher education systems must keep a close eye on the quality of programs and the 
value of the credentials they produce. Increased productivity at the expense of 
program quality is an illusory victory. Postsecondary credentials with little labor 
market value will not produce the personal benefits (higher wages; social mobility) or 
the positive externalities (higher tax revenue; attractive skilled workforce) that states 
desire. 

 Do postsecondary programs add meaningfully to students’ human capital? Does the 
additional education equip graduates to get better jobs and earn higher wages? 
Unfortunately there is no consistent way to measure value-added in student learning 
across campuses and states. Additionally, there are few systematic ways to 
measure the labor market outcomes of particular institutions or state systems of 
higher education. 

 The American Community Survey (ACS) is the most reliable source of data for 
calculating education attainment, income and other demographic characteristics.  
Two basic metrics at each degree level (associate’s and bachelor’s) were 
analyzed…difference in median annual wages; difference in unemployment rates. 
States were measured for two different age groups…youngest workers (25-34); all 
workers (25-64). 

 MI and AL were among the top-performing states in terms of how AA and BA degree 
holders fared in the labor market. Younger MI workers (25-34) with an AA degree 
earned about 34% more than their peers with only a high school diploma. Younger 
AL workers were 9% less likely to be unemployed. 

 MT, ID, ND and CO received the lowest marks in each postsecondary sector. In 
terms of median wages, the youngest AA degree holders in CO and ID earned just 
14% and 12% more than their high school graduate counterparts. Young BA degree 
holders in ND and MT earned about 30% more than high school graduates, well 
below the national average of +50%. 

 In terms of unemployment, AK and MS do fairly well at the AA degree level but it 
should be noted that AK’s lone public community college produces few degrees 
each year so they tend to be in high demand. 

 Nationally, AA degree holders between 25-64 earned just over $9,000 more than 
high school graduates.  The wage gap between high school graduates and BA 
degree holders was $21,200. By state, AA degree holders in CA, MD, TN and VT 
earned a median wage that was around 40% higher than high school graduates.  
The top five when it comes to the size of the BA wage premium included VA, MI, AL, 
TX and CA. BA degree holders in CA and VA earned a median wage that was 
almost twice that of high school graduates. 

 Degree holders did not fare as well out west.  Wages of AA degree holders in MT 
and WY were only 12% to 15% higher than high school graduates. In addition, ND, 
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SD, NE and ID all had median wage premiums below $6,000. These states also had 
some of the lowest wage premiums among BA holders. 

 Unemployment rates for AA degree holders in MS, AK, and AL were 4% to 6% 
better than high school graduates. The employment dividend for AA holders was 
quite small in MT, NY and OK. 

 BA degrees provide even more insulation from unemployment. BA holders in MI and 
AK had unemployment rates that were between 7% and 8% lower than those with a 
high school diploma. 

 The payoff to having a degree remains high.  
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HELPING ADULTS THRIVE SUBCOMMITTEE REPORT 
 

A MILITARY TRANSITION STRATEGY FOR HAMPTON ROADS 

As the terminal assignment for 8,000–10,000 military personnel (Army, Navy, Marine 
Corps, Air Force and Coast Guard) a year, Hampton Roads has a unique responsibility 
and opportunity to support the needs of exiting military and their families to connect 
veterans and family members with the myriad of support programs designed to serve 
them, education/training opportunities, and employment.  The region has one of the 
largest annual exodus of military personnel in the United States. 

To better support those transitioning from the military, an interdisciplinary team of active 
duty commanders, educational institutions, veteran-serving programs and agencies, 
and regional military advisory groups should be involved in developing coordinated 
services so that exiting military have one point of entry to programs and services once 
they leave the installation.  

The one point of entry is proposed to be delivered in two formats – one that is high-tech 
and one that is high-touch. The high-tech format should be configured for those 
individuals who want information and may look for specific services based on the 
information provided by a 211 phone line and a web site.  The other format, high-touch, 
should be provided by a Military Transition Center that provides access and referrals to 
programs that provide medical and psychological services, offers on-site career 
counseling, robust life and career coaching services, referrals to education and training 
programs with associated financial planning and financial resources, and importantly,  
job search,  job matching,   and employment opportunities.   

The recommendation is not to create another program to provide the actual service 
deliver to veterans, but to create an effective program an architecture that leverages, 
and permits feedback on, existing program and resources. 

The strategic alignment that would provide direction and continuous improvement to the 
tactical approach described above could be through a Regional Military Advisory 
Council (or Military Action Coalition) whose mission would be to provide exiting military 
members and their families integrated services and community support and also 
develop nationally recognized research, treatment and therapies,  education and 
training programs, and coordinated transition services that lead to employment – A 
National Center for Excellence in Military Transition Services. Key to the success of 
such a model is involvement of high-ranking military, enlisted personnel, educational 
institutions, and most importantly business and industry. 
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To facilitate the work, the following are necessary: 
 Communications that includes Branding; technology (211 and web-based 

information); strategy for “shooting before the duck” (tracking and supporting 
individuals 8-12 months before release), identification of customers with 
appropriate campaign (active duty, veterans, family, business, other); 

 Education and Training that aligns with military training (occupational 
transfer/academic credit); certifications and licensures; academic institutions 
committed to gap training and custom training to quickly re-tool and “put to work”; 
programs that respond to industry requirements in the region; support and 
coaching to academic completion; 

 Research and Medical/Health Services that identify areas of expertise that exist 
in the region; medical studies that lead to innovative treatment and therapies for 
veterans; longitudinal studies and surveys that identify needs and effectiveness 
of programs for different sectors of veterans and which provide feedback on the 
services; 

 Transition Services and Employment that includes comprehensive Veteran’s 
Transition Center; the Next Step off of the base, post, installation for support and 
employment; coordinating location for the myriad of programs that exist to 
service exiting military and veterans; bridge between employers who want to fill 
jobs and military members and their families who want to work; and 

 Industry Needs and Feedback with periodic organized communication from 
industry on its upcoming needs and statistical or category feedback on its hires. 

 
Significant insights on the power of services to assist transitioning military are available 
through the Institute for Military and Families at Syracuse University.  Also, a number of 
models have been successfully implemented across the nation.  San Diego’s Military 
Transition Support Project (MTSP) provides a clear framework for serving transitioning 
veterans.  And although much smaller in scope, United Way Broward County provides 
an array of services to their veterans that may be useful in Hampton Roads.  

Among the many opportunities that should be available to those transitioning from the 
military are apprenticeships, “guaranteed job interviews,” coaches or preceptors in the 
workplace for new hires, assistance with “translation” of military rating skills to civilian 
life, access to flexible training programs that prepare them for currently available jobs, 
short, flexible programming that allows veterans to quickly fill the gap in their skill levels, 
strong, comprehensive assessments to determine career aptitude and desire, and  
exceptional advising that helps direct veterans to careers that fit their skillsets and their 
“dreams.”  

As important to the success of the veteran who is transitioning is a virtual location where 
information is accessible and reflects the most current material on regional 
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opportunities. More information on this high-tech aspect of service, a virtual portal, is 
presented as a separate document on the next few pages. 

VIRTUAL PORTAL PROJECT 
FOR MILITARY AND THEIR FAMILIES 

 

Issue:  What is the potential and realistic scope of a virtual portal in Hampton Roads for 
use by the military and their families? Is it feasible and, if so, how would it be 
accomplished? 

Intended Purpose of the Portal:  The purposes of the portal will be: (A) to provide a 
“One-Stop” point of entry for the military and their families and veterans into the regional 
job market and transition to civilian life and (B) to facilitate workforce development and 
the related economic activity in developing an effective workforce and connecting 
people and jobs within the Hampton Roads region.  

Vision for the Portal:  The potential long-term vision of the portal is to have a single 
starting point of entry for any member of the military (Army, Navy, Air Force, Marines, 
Coast Guard and National Guard, including the reserve components) and/or their 
spouses and/or other family members. 

The portal would function primarily, but not exclusively, through links to other resources 
in the region and nationally where appropriate. Ultimately, it should integrate both web- 
based technology and social media and whatever comes next. 

The portal is intended to function as a means to assist both spouses and members of 
the military both while such members are in the military and in connection with the 
transition to civilian life. In addition to the educational and employment areas, the portal 
is intended to provide access to other resources needs, such as medical (mental and 
physical), housing and financial management  

The portal is intended to function as a means for employers and potential employers to 
connect with members of the military and/or their families to interview and/or to hire for 
jobs. 

In the job and educational context, the portal would provide links (both within and 
outside of the Hampton Roads Region) for the military and their families, for potential 
employers to post job openings (including appropriate information such as the nature of 
the job, the qualifications and the time frame for response), and for educational 
institutions to post class offerings- both physical and on-line.  In summary, the portal 
would: 

 provide either professional or self-assessment of qualifications for particular jobs 
based on aptitude, education, training and experience; 

 assist the users in determining additional qualifications necessary for them to be 
able to improve their chances in the workforce for their desired job; 
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 help the veteran or dependent learn about the job availability and potential 
immediately within the region; 

 provide access to advice and mentors; and  
 allow access to postings of jobs by potential employers. 

 
The portal, and/or appropriate links, would provide feedback to members of the military 
from the time that they first join the military on qualifications that are needed for future 
potential jobs.  By way of example, a certain minimum level of math skills is required for 
many jobs.  The portal would provide an appropriate link to a website for self-testing for 
those skills and for access to programs that would permit an upgrading of necessary 
skills. 

The portal would also provide an opportunity for feedback to evaluate the effectiveness 
of the resources within the region.  What is working; what is not; what are the 
successes; what are the difficulties? 

The portal would provide the opportunity to track, on a statistical basis, all of its users so 
studies could be generated on the effectiveness of various programs and techniques 
based on outcomes using 1, 3, 5 and 10+ years results.  Tracking could include on-line 
and telephone interviews and questionnaires for both employees and employers.  There 
should be feedback mechanisms to the service providers to encourage continuous 
improvement. 

Examples of currently existing efforts are:  

The VOC Blueprint (see links below) provides one comprehensive plan for design and 
start up and attached are three other relevant documents. 

https://www.vawizard.org/vccs/Veteran.action  

https://www.vawizard.org/vccs/Main.action  

Two company sites and the Syracuse University site that are designed for vets are: 

 http://www.microsoft-careers.com/content/military/we-still-
serve/?utm_campaign=WeStillServeURL  

 http://troopstoenergyjobs.com/roadmap/  
 http://veterans.syr.edu/ 

 

     

   

RE_ HOW SAN DIEGO 
IS HELPING VETS FIND

12_R-1666_VOCBluep
rint.pdf

MTSP Community 
Plan.pdf
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BUSINESS-TO-EDUCATION AND EDUCATION-TO-EDUCATION CONNECTIONS 
SUBCOMMITTEE REPORT 

Businesses and industry could help universities and colleges by specifying the general 
and specific skills they need from their entering workforce.  For example, the petroleum 
industry needs its entering geoscientists to have basic knowledge of geology and/or 
geo-engineering, but also needs them to be familiar with specific software and data 
analysis tools.  They do not, however, need their new employees to know all the ins and 
outs of petroleum engineering - they will undertake that level of specific training 
themselves.  Companies like STIHL and most of the industries in Hampton Roads likely 
take a similar approach. 

So, for Hampton Roads, what are the general and more specific skill sets that are 
needed? Numeracy?  Problem-solving?  Critical thinking? Ability to work in teams? 
Leadership? IT training? 

And what level of co-curricular support - such as advising, tutoring, counseling, would 
these students need?  

A second area that would help is for industry and businesses to provide 
accommodations such as release time, partial or full tuition, a separate and quiet 
study/work room at their work location, flexibility around exam time, etc. for their 
workers to take courses leading to certificates, credentials, and degrees. In other words, 
to actively rather than passively support and encourage additional work force training.  

And a third area is to enhance the number and variety of paid internships, cooperative 
education openings, work study opportunities, and career pathways education. 

And from the other side, 2- and 4-year colleges and Universities need to offer more 
flexible and clearly articulated paths to advanced workforce development, with 
integrated short-term, intensive training. There needs to be a common understanding of 
the basic educational needs for the existing workforce as well as for entering workers. 

Colleges and Universities in the region do connect with each other to some degree on a 
regular basis. The president, provosts and CFOs of our public institutions meet in their 
respective groups on a monthly basis.  We do not have many truly consortial 
agreements because of the difficulties in cultures across the different institutions, but 
there are some models that have worked.  Engineering has a couple of consortial 
agreements at ODU.  

Consortial agreements tend to attract relatively few students and the hurdles are mainly 
the greatly differing tuition models for each participating institution, different academic 
schedules, and (to a lesser degree) variation in standards of student preparation that 
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are expected by faculty. But with effort these can be overcome.  The Commonwealth 
Graduate Engineering Program, which has been in existence for a number of years, is 
supported by state funds.  There is a proposal in the works with Richmond to replicate 
this model and support a parallel Commonwealth Graduate Nursing Program to 
enhance the number of doctorally-qualified nurses and nurse practitioners.  

Other collaborations among regional institutions:  

 ODU and EVMS are exploring the possibility of a joint School of Public Health, 
which will be expensive as the institutions will need to jointly hire several new 
faculty in this area.  

 ODU, EVMS and Norfolk State University jointly operate the Virginia Consortium 
of Professional Psychology, which offers the PhD in Clinical Psychology. 

 ODU and the Virginia Community College System have a blanket articulation 
agreement that allows students who have completed their Associate's Degree to 
automatically transfer.  ODU has independent articulations with every community 
college in the state, with the greatest number of students transferring from TCC, 
followed by TNCC and Northern VA Community College (NoVA). Of note is our 
partnership with NoVA on joint 2+2 programming and marketing for same. 

Summary of Findings 

 Colleges and businesses have mechanisms to talk and share ideas and 
thoughts. 

 Business-to-Education Connections, as a general practice in higher education, 
are for technical and professional programs. Schools and institutions of higher 
education have advisory committees composed of those who have been 
successful in the technical area/profession and those who employ graduates of 
programs.  For example, Thomas Nelson Community College has a Corporate 
Advisory Board made up of representatives of major employers on the Peninsula 
who periodically meet to discuss and envision new types of programs that are 
needed.   

 Everyone owns the issue of Business-to-Education and Education-to-Education, 
but no one owns it.  If you are a business seeking to hire qualified employees, 
where do you turn?  If you have the initiative, and if you have the time, or once it 
becomes a necessity to survive, you have to approach a gauntlet of colleges, 
nonprofits, municipalities, and more.  And each time you have a new need, you 
start from scratch, looking for a needle in the haystack, until you find someone, 
anyone, who may be able to help you. 

 Anyone involved in this issue shares information, time or other resources, but 
only to a point, since naturally, they each have their own bottom lines to meet. 
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 Outside our region there are also examples of success such as the Sarah E. 
Goode STEM Academy in Chicago where graduates have a promise of a 
$40,000-plus opportunity at IBM, the school's corporate partner and a key 
developer of the curriculum.   

 According to projections by the Center on Education and the Workforce at 
Georgetown University, the U.S. economy will have created some 47 million job 
openings in the decade ending 2018, and nearly two-thirds of them will require 
some postsecondary education. The Center projects that just 36% of American 
jobs will be filled by people with only a high school diploma--half of what that 
number was in the 1970s. On average, workers with an Associate's degree will 
earn 73% more than those with only a high school diploma. 

 Seventy percent of high school graduates today go on to higher education. Only 
30% of young Americans make it through a four-year college, while only 10% 
graduate from a two-year institution.  

 There is a great disconnect between how the U.S. educates its youth and the 
needs of the U.S. economy. There is a youth unemployment crisis, one that 
continues to have profound effects particularly on young people of color with 
limited education. 

 Connections between public schools and the private sector remain scattered, 
limited, and haphazard.   

 A study interviewed superintendents of the 10,000 largest U.S. school districts 
about business involvement in their areas. While 95% said business was in some 
way involved, in most cases, the involvement was limited to writing checks. Only 
12% of superintendents saw business as deeply involved. 

 Studies have found improved student outcomes in areas with that deep business 
participation. 

 Businesses are bottom line driven. While some companies such as W.M. Jordan 
and NNS have been successful in creating a pipeline to family-sustaining jobs, 
most businesses don't or can't make such an upfront investment.  

 Career days are not the answer and neither are buying supplies for teachers or 
creating a website. 

 No matter how impressive best practices are, how many people have we put to 
work through these programs?   

 The region needs to, and can, leverage existing dollars through partnerships and 
collaborations.   

 Should an approach fit Hampton Roads as a whole? Or are we fighting a losing 
battle? Should we consider recommendations that impact the Peninsula and the 
Southside, or should these areas be approached uniquely? 

 If the educational system does not improve or begin to make significant changes, 
companies will not find qualified employees and will either not locate here or will 
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relocate. As with any project, it’s critical to get the right person from each 
participating entity involved in solving this issue.   

Sample of State Workforce Development Initiatives  

 South Carolina has a good “employer focused” workforce development program 
called readySC  http://www.readysc.org/ 
  

 Georgia has a program called Quick Start (http://www.georgia.org/competitive-
advantages/workforce/quick-start/) that has been rated as one of the best  
  

 Louisiana has also made dramatic improvements and has instituted a Faststart 
program which has been recognized as a top Workforce Development program 
(http://www.louisianaeconomicdevelopment.com/page/led-faststart) 
  

 Ivy Tech Community college, which has campuses throughout Indiana, does a 
good job of structuring customized training and has a strong connection with their 
local economic development partners (http://www.ivytech.edu/corporatecollege/) 
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List of Best Practices Reviewed 
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List of Best Practices Reviewed 

 
 Career and technical high school possibly co-located with the Governor’s School 
 Regional Center for Excellence for STEM Education – Governor’s School for 

Innovation and Entrepreneurship  
 An Achievable Dream Academy – pilot best practices in specific schools in the 

region 
 Incorporate more apprenticeships into educational experiences for youth 
 Governor’s School for Apprenticeship 
 Model for a system to connect business and education  
 Specialized programs / Breakthroughs philanthropy: providing breakthrough 

technology to generate economic return and draws more attention and support to 
the area. Examples are:School of Public Health at EVMS, Biomechanical 
Engineering at ODU/EVMS,or Bioelectrics.   

 Veterans Initiative – to serve servicemembers who are separating from all 
branches of the service.  Brings together all organizations serving this population 
in a collaborative manner. Uses a “one-door” approach.  Should embrace a strong 
assessment component. 

 Career Counseling in Middle and High School - training for teachers and 
counselors and models for in-school programs on career decision-making to 
improve career planning and decision-making.   

 Consider a program that matches skill set of workforce with jobs, i.e. 
www.OhioMeansJobs.com. 

 Providing parents and students additional choice. 
 Extended day/year 
 Easy transfer from community colleges to four-year institutions.  
 A program that is the Hampton Roads’ version of Georgia’s ONmyLINE system 

which lists all courses and programs offered at the state’s public colleges and 
universities and allows students to take the first two years of college entirely 
online. 

 A program such as the Joint Alliance of Companies Managing Education for 
Technology (JACMET) in Arizona that includes strategic partnerships with 
universities through a tactical curriculum for industry-specific needs. This program 
also links to apprenticeships. 

 Virtual presence to connect business/education and the potential workforce. 
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