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Introduction

Prosperity in the New Economy requires a highly skilled and productive workforce. Throughout the 
United States, worker skills and the preparation of workers have been identified as two of the great-
est competitive challenges facing the nation’s communities today. A number of significant shifts in the 
economic structure have created this challenge, including the impact of information technology on the 
workplace, increasing globalization, the aging of the workforce and welfare reform.

Every day businesses relocate to other regions, states and countries, restructure to improve compet-
itiveness, or deal with the downturn in the economy. Consequently, business requires new skills and 
efficiencies from their workers. Over the past few decades, the nation’s workforce has witnessed a 
reduction in high paying, long-term manufacturing jobs with low educational requirements. The New 
Economy is quickly replacing these jobs with those that require an entirely different set of skills. 

These factors have all combined to make the quality of the workforce the key component in any 
community’s economic health. The available labor force dictates the type of business mix that can be 
supported. The business mix then has a direct impact on the level of wealth that will be available to 
the community. This relationship must be understood to allow for careful planning and implementation 
of a successful economic development strategy. 

First Coast Workforce Development, Inc., dba CareerSource Northeast Florida, forges working part-
nerships with local communities, elected officials, business, labor and education leaders to improve 
workforce education, employment and training opportunities in Northeast Florida. Our region consists 
of Baker, Clay, Duval, Nassau, Putnam and St. Johns counties.

Our Vision, “Northeast Florida will have a world-class workforce development system that will enable 
our businesses to be leaders in the global economy.”

Our Mission, “Connecting employers with talent.” CareerSource Northeast Florida provides innovative 
services that exceed employer’s requirements for the jobs of today and the future.
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PUBLIC COMMENT PROCESS
First Coast Workforce Development, Inc., (dba CareerSourceNEFL) sought comments on the draft 
Workforce Innovation and Opportunity Act (WIOA) 4 Year Plan for Local Workforce Development 
Area 8.

A copy is available at https://careersourcenortheastflorida.com/about or can be viewed in hard copy 
at 1845 Town Center Blvd., Suite 250, Fleming Island, FL, 32003.

Interested parties were invited to submit comments by February 28, 2020. 

For additional information contact: Diane Nevison at 904-213-3800, ext. 2010. 

Sent to the following newspapers and dates published (affidavit received from newspaper): 

• Baker County Press, January 23, 2020 
• Clay Today, January 23, 2020 
• Nassau County Record, January 22, 2020 
• Fernandina Beach News Leader, January 22, 2020 
• Florida Times Union, January 26, 2020
• Florida Star, January 25, 2020 
• Palatka Daily News, January 25, 2020 
• St. Augustine Record, January 26, 2020 

 

No comments were received during the comment period.

Public Comment Process

https://careersourcenortheastflorida.com/about
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CareerSource Northeast Florida Is  
Committed To Florida’s Vision For Implementing  
the Workforce Innovation and Opportunity Act (WIOA)
The implementation of WIOA ensures Florida has a business-led, market-responsive, results-oriented, 
and integrated workforce development system. The system fosters customer service excellence,  
ensures continuous improvement, and demonstrates value by enhancing employment opportunities 
for all individuals, including those with disabilities. This focused and deliberate collaboration among 
education, workforce, and economic development networks increases economic prosperity by maxi-
mizing the competitiveness of Florida businesses and the productivity of Florida’s workforce.

FLORIDA’S STRATEGIC VISION FOR WIOA IMPLEMENTATION IS REALIZED BY  
ACCOMPLISHING THESE THREE GOALS:

• Enhance alignment and market responsiveness of workforce, education and economic develop-
ment systems through improved service integration that provides businesses with skilled, pro-
ductive, and competitive talent and Floridians with employment, education, training and support 
services that reduce welfare dependence and increase opportunities for self-sufficiency, high-
skill and high-wage careers and lifelong learning.

• Promote accountable, transparent and data-driven workforce investment through performance 
measures, monitoring and evaluation that informs strategies, drives operational excellence, 
leads to the identification and replication of best practices and empowers an effective and  
efficient workforce delivery system.

• Improve career exploration, educational attainment and skills training for in-demand industries 
and occupations for Florida youth that lead to enhanced employment, career development, 
credentialing and post-secondary education opportunities.

Our Commitment
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Organizational Structure
1. Chief Elected Officials – First Coast Workforce Consortium 

First Coast Workforce Development Consortium (“Consortium”) is made and entered into 
pursuant to the authority under Section 163.01, Florida Statutes, and Public Law 113-128 the 
Workforce Innovation and Opportunities Act, by and between the Counties of Baker, Clay, 
Nassau, Putnam and St. Johns, and the City of Jacksonville, of the State of Florida, each 
passing resolutions to that effect. 

A. Current membership is:

BAKER: The Honorable Bobby Steele
 Baker County Commissioner 
 55 North 3rd Street 
 MacClenny, FL 32063
 904-259-3613
 bobby.steele@bakercountyfl.org

CLAY: The Honorable Gavin Rollins
 District 3
 Clay County Commissioner
 P.O. Box 1366
 Green Cove Springs, FL 32043 
 904-269-6394
 gavin.rollins@claycountygov.com 

DUVAL: The Honorable Aaron Bowman  
 District 3
 City of Jacksonville
 117 W. Duval Street, Suite 425
 Jacksonville, FL 32202
 904-630-1377
 abowman@coj.net 

NASSAU: The Honorable Thomas R. Ford
 Nassau County Commissioner 
 96135 Nassau Place, Suite 1
 Yulee, FL 32097
 904-530-6010
 tford@nassaucountyfl.com 

Organizational Structure

mailto:bobby.steele@bakercountyfl.org
mailto:gavin.rollins@claycountygov.com
mailto:abowman@coj.net
mailto:tford@nassaucountyfl.com
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PUTNAM: The Honorable Larry Harvey, Chair
 Putnam County Commissioner 
 2509 Crill Avenue
 P.O. Box 758
 Palatka, FL 32178-0758
 386-329-0205
 larry.harvey@putnam-fl.com 

ST. JOHNS: The Honorable Paul M. Waldron, Vice Chair
 St. Johns County Commissioner 
 500 San Sebastian View
 St. Augustine, FL 32084 
 904-209-0303
 bcc3pwaldron@sjcfl.us 

B. The First Coast Workforce Development Consortium is established as a multi-jurisdic-
tional consortium for the express purpose of carrying out the individual responsibilities  
of each county that is part of the Agreement under the Workforce Investment-2000, 
Workforce Innovation and Opportunity Act and Personal Responsibility and Work  
Opportunity Reform Act-1996. 

C. The First Coast Workforce Development Consortium Agreement is included as Required 
Attachment C: Executed Interlocal Agreement, which fully describes in detail the by-laws 
established by the consortium which fully conforms to Section 163.01, Florida Statutes, 
and Public Law 113-128, the Workforce Innovation and Opportunities Act. This agreement 
will be modified as needed to conform with future guidance as it is established by  
CareerSource Florida, as it pertains to local board structure and appointments. Further, 
all meetings of the Consortium and the CSNEFL Board of Directors fully comply with the 
Sunshine Law 286.011, Florida Statutes. All meetings are posted and declared public 
meetings which are open to all. In addition, all consortium and CSNEFL Board meetings 
are supported by technology with conference call capability. 
 
The board does not allow an alternate designee or proxy for a board member. A board 
member can send a representative to attend the meeting, but that individual may not 
vote on any board action. 
 
Since its foundation in 1996, the First Coast Workforce Development Consortium has 
been instrumental in providing vision and leadership in the delivery of workforce devel-
opment services to the citizens of Northeast Florida. Through their involvement and  
direction, staff has developed this plan which articulates their vision for a dynamic offer-
ing and delivery of workforce development services through the year 2024. The consor-
tium members were provided the final plan draft on 01/27/2020 for review. Comments 
were received, the plan was modified to conform and the final document was approved 
by the consortium on a date TBD.

D. To ensure full compliance with WIOA regulation §679.310(g) the consortium has adopted 
the by-laws in Required Attachment I: FCWD By-laws. 

mailto:larry.harvey@putnam-fl.com
mailto:bcc3pwaldron@sjcfl.us
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PROCEDURE FOR APPOINTMENTS AND APPROVAL OF FIRST COAST WORKFORCE 
DEVELOPMENT, INC. dba CAREERSOURCE NORTHEAST FLORIDA (CSNEFL) BOARD 
OF DIRECTORS.

I. CSNEFL Board of Directors Composition and Nomination Process

A. Business 
A majority of the CSNEFL Board of Directors will represent businesses in the local 
area who:

• Are owners of a business, chief executives or operating officers of businesses, 
or other business executives or employers with optimum policymaking or hiring 
authority;

• Represent businesses, including small businesses, or organizations representing 
businesses that provide employment opportunities that, at a minimum, include 
high-quality, work-relevant training and development in in-demand industry  
sectors or occupations in the local area (at least two representatives of small  
businesses must be included); and

• Are appointed from among individuals nominated by local business organizations 
and business trade associations. [§ 107(b)(2)(A), WIOA]

B. Labor/Apprenticeships 
No less than 20% of the CSNEFL Board of Director will be representatives of the 
workforce within the local area, including:

• At least two representatives will represent labor organizations nominated by local 
labor federations. For a local area in which no employees are represented by 
such organizations, at least two representatives of employees will be included.

• At least one representative of a labor organization or a training director from a 
joint labor- management apprenticeship program. If no such joint program exists 
in the area, at least one representative of an apprenticeship program in the area, 
if such a program exists.

• May include representatives of community-based organizations that have  
demonstrated experience and expertise in addressing the employment needs  
of individuals with barriers to employment, including organizations that serve  
veterans or provide/support competitive integrated employment for individuals 
with disabilities.

• May include representatives of organizations that have demonstrated experience 
and expertise in addressing the employment, training, or education needs of 
eligible youth, including representatives of organizations that serve out-of-school 
youth. [§ 107(b)(2)(B), WIOA]

C. Education 
CSNEFL Board of Directors will include representatives of entities administering  
education and training activities in the local area, including:

• A representative of eligible providers administering adult education and literacy 
activities under Title II of WIOA.
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• A representative of institutions of higher education providing workforce invest-
ment activities (including state/community colleges).

• A private education provider. CareerSource Florida may waive this requirement if 
requested by a LWDB if it is demonstrated that such representatives do not exist 
in the local area.

• May include representatives of local educational agencies, and of communi-
ty-based organizations with demonstrated experience and expertise in address-
ing the education or training needs of individuals with barriers to employment.

Note: When there is more than one institution in each of the types of educational entities 
listed above, nominations are solicited from representatives of each of these entities.  
[§ 107(b)(2)(C), WIOA, § 445.007(1), Fla. Stat.]

D. Economic/Community Development and Other Entities 
Each local board shall include representatives of governmental and economic and 
community development entities serving the local areas, including:

• A representative of economic and community development entities serving the 
local area. An economic agency is defined as including a local planning or zoning 
commission or board, a community development agency, or another local agency 
or institution responsible for regulating, promoting, or assisting in local economic 
development.

• A representative of Vocational Rehabilitation serving the local area.
• May include representatives of agencies or entities serving the local area relating 

to transportation, housing, and public assistance.
• May include representatives of philanthropic organizations serving the local area.
• May include other individuals or representatives of entities as the Chief Elected 

Official in the local areas determines to be appropriate. [§ 107(b)(2)(D) & (E), § 3(17) 
WIOA]

II. Term Limitations 
Board nominees will be appointed for two (2) or three (3) year terms to ensure that no 
more than 1/3 of the members terminate their appointment in any one year. Board mem-
bers may be re-appointed for additional terms. Members may continue service until their 
vacancy is filled.

III. Notification of Board Vacancy 
The CSNEFL President will maintain a list of potential board members who have been 
nominated in accordance with the process outlined in Section 1 above. The list will be up-
dated semi-annually. Each year the President and Board will review any vacancies which 
may occur. Recommendations for appointments will be forwarded to the Consortium. If 
approved, the nominee will begin their term of service upon appointment or designated 
date. 
 
If an unscheduled board vacancy occurs, the President will, as soon as is reasonably pos-
sible, notify the Consortium of the opening and provide nominations from Chambers of 
Commerce, Economic Development entities or government agencies, as appropriate, to 
fill the position. The Consortium will vote on the nominee at the next regularly scheduled 
meeting. 
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Nomination and approval process for the CSNEFL Board Chair 
 
The Chair of the CSNEFL Board of Directors shall be from the business community and 
serve for a term of no more than two years and no more than two consecutive terms.  
[§ 107(b)(3)], WIOA, § 445.007(2)(a)] 
 
In the first quarter of each appropriate year, the CSNEFL Board Chair will appoint a nomi-
nating committee of up to seven (7) members from among the membership. The nominat-
ing Committee will recommend nominations for the Chair and will report those nomina-
tions to the membership at an election meeting to be held prior to July 1st. Nominations 
from the floor will be accepted at that meeting, with elections decided by simple majority. 
 
Elections will be held during the last quarterly meeting of each fiscal year by and among 
the full CSNEFL board membership. The chair will assume office on the first day of the 
fiscal year.

IV. The board does not allow an alternate designee or proxy for a board member.  
A board member can send a representative to attend the meeting, but that individual may 
not vote on any board action.

V. Use of Technology to Promote Board Member Participation 
CSNEFL Board Members, whenever unable to attend a Board meeting in person may join 
by teleconference, if teleconferencing is available for that meeting.

VI. Ensuring Full Board Participation 
The CSNEFL President and staff will provide a board orientation to all new appointments 
to ensure that they are fully equipped to represent CSNEFL throughout the community. 
The orientation consists of:

• An in-depth overview of CareerSource Northeast Florida (mission, vision, operations, 
partnerships, etc.)

• An overview of the First Coast Workforce Development Consortium
• Board member and meeting schedule information
• Board Governance Policies
• Current fiscal year budget
• Current Strategic Plan
• Current Audited Financial Statements

VII. There are no other conditions governing appointments or membership on the local 
board.

E. Describe How Chief Elected Official is Involved in the Development, Review and 
Approval of the Local Plan 
Local elected officials from each of our region’s counties are invited to (and regularly 
attend) quarterly meetings hosted by JAXUSA. The meetings bring in speakers on  
important economic and workforce topics and solicit input from attendees. This  
process allows our staff to receive input on a regular basis form our LEOs. 
 
The Local Elected Official Consortium will receive this plan for input and vote on its 
approval on a date TBD 2020.
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2. First Coast Workforce Development, Inc. dba CareerSource Northeast 
Florida Board of Directors 
A. Board Chair   

Elaine Johnson, SPHR, SHRM-SCP 
Principal, Corporate Development and Strategic Investments  
Guidewell 
4800 Deerwood Campus Parkway, DCC9-1 Jacksonville, FL 32246 
Phone: 904-905-3031 
Email: elaine.johnson@bcbsfl.com  
Represents: BU (business)

B. Vice Chair  
Vacant

C. How the Local Board was Involved in the Development, Review and Approval of the  
Local Plan 
Under the direction of the CareerSource Northeast Florida Board, staff held extensive 
focus and planning meetings with job seekers, employers, partners and stakeholders as 
part of the development for our plans issued in 2002, 2005, 2009, 2011, 2012 and 2016. 
The result of that intensive process ensured a blueprint for workforce development on 
Florida’s First Coast which synthesized divergent views and needs into a common vision, 
and in turn was supported by tangible goals and measurable outcomes.  
 
The plan we now offer is built on the vision articulated in these important documents, and 
with the regional strategy called Elevate Northeast Florida, described in the section on 
Vision and Strategy. Our approach simultaneously refines and forwards successful local 
initiatives while aligning our vision with the essential imperatives identified in the strate-
gic and State Unified plans developed by CareerSource Florida. 
 
At every step our board has provided direction and oversight as staff worked to write 
our plan. This update was introduced for formal review on January 23, 2020. Comments 
were received through February 28, 2020, and appropriate changes made. The plan was 
approved and adopted by the boards on a date TBD.

3. Local Grant Subrecipient
A. First Coast Workforce Development, Inc. dba CareerSource Northeast Florida  

(CSNEFL) has been designated the local fiscal agent and administrative entity by  
the First Coast Workforce Development Consortium.

B. FCWD is the Administrative entity.
C. The Administrative Plan describes how CSNEFL carries out its multiple responsibilities,  

including the adoption of appropriate firewalls that guard against conflict of interest. 
These firewalls include, but are not limited to:

• A robust conflict of interest policy;
• Internal controls which are specifically designed to avoid conflicts of interest;
• Independent third-party monitoring and oversight;
• A Performance Evaluation Plan that provides step by step report and corrective  

mailto:elaine.johnson@bcbsfl.com
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action guidance;
• A hierarchical Complaint Policy that allows the board to fairly arbitrate issues that  

arise throughout the career system;
• A Financial Management Plan that appropriately segments, assigns and tracks funding 

to the board operations and separately to program operations; and,
• Forceful Purchasing and Procurement policies designed to provide transparency in  

CSNEFL financial acquisitions and expenditures and that are conducted in a fair and 
open competitive manner.

The Administrative Plan has been adopted by CSNEFL and First Coast Workforce Develop-
ment Consortium as the framework that clarifies how these various responsibilities are carried 
out. In this manner, CSNEFL clearly demonstrates compliance with the Workforce Innovation 
and Opportunity Act, corresponding regulations, relevant Office of Management and Budget 
circulars, and guidance from the State of Florida. 
Supporting Attachment I: FCWD Local Administrative Plan

4. One-Stop System 
 
The One-Stop delivery system is administered by CareerSource NEFL, designated as the 
administrative entity by the First Coast Workforce Development Consortium as the grant 
recipient, administrative entity, and fiscal agent for LWDA 8. CSNEFL brings together required 
partners in a seamless customer-focused service delivery network designed to give job seek-
ers access to programs, services and other resources to improve their prospects of long-term 
employment. 

A. CareerSource NEFL has designated its Gateway Career Center located at 5000 
Norwood Avenue, Suite 2 Jacksonville, FL 32208 as the comprehensive American Job 
Center for LWDA 8. One-Stop partners work together to provide access to services. Four-
teen One-Stop partners are co-located in the Gateway Career Center to administer their 
separately funded programs in an integrated and streamlined manner to individuals who 
frequent the Center. LWDA 8 partners include: 

WOIA (Adult, Dislocated  
and Youth formula grants) 

Florida State College at Jacksonville1 – Adult  
Education and Family Literacy 

Jacksonville Job Corps* Vocational Rehabilitation1 

Wagner-Peyser Division of Blind Services1 

AARP Foundation SCSEP1 Jacksonville Housing Authority* 

TAA Northeast Florida Community Action Agency* 

Jobs for Veterans Operation New Hope* (Second Chance Grant) 

Unemployment Compensation1  National Black Council on Aging (SCSEP)1 

*Partner to provide customers access to services via Direct Linkage using Skype technology 
1 Added partners to the Gateway Career Center 
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B. Hours of Operation 
Hours of operation are Monday through Friday, 8am until 5pm, unless requested by partner 
agencies or the job seeker.

C. The One-Stop Operator 
The One-Stop Operator was chosen through a competitive bid process.

D. Provider of Career Services 
CSNEFL has chosen to be the provider of Career Services. All services within the CSNEFL 
system are provided directly or through our core and required partners. The one exception 
we have is competitively procured youth services, and while eligible youth are served in 
our centers by CSNEFL staff, there are youth who are referred for specific contracted ser-
vices such as soft skills training, skills upgrade training and job placement.

E. Role of One-Stop Operator versus CSNEFL in providing career services 
The One-Stop operator does not provide any career services. All services within the  
CSNEFL system are provided directly or through our core and required partners; the  
exception being youth services.

F. One-Stop Certification

1. We certify this comprehensive center meets the certification requirements as defined 
by CareerSource Florida, Policy 93, One-Stop Center Certification Requirements issued 
February 2, 2017. 

Required Attachment B: Executed Infrastructure Funding Agreement
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1. Existing and Emerging In-Demand Industry Sectors and Occupations
 In today’s competitive economy, characterized by the global nature of business, simply creat-

ing jobs is less important than in the past. Regions must now also be concerned with the type 
and quality of jobs being created. As the nation has shifted from an agrarian to industrial, and 
finally to an information based economy, economic and workforce development strategists 
must monitor the strengths, weaknesses and changes in various business sectors. To provide 
an overview of the First Coast labor market sectors, we will present information on:

a. Sector Employment
b. Service Sector Employment
c. Manufacturing Employment
d. Transportation and Logistics Employment
e. Sector Earnings and Wages
f. Location Quotients
g. Non-farm Proprietorships
h. Number of Business Establishments
i. Major Employers
j. Occupations
k. Opportunities and Challenges in the Labor Market Sector

 We will separately summarize the opportunities and challenges in the Region’s labor market 
sectors.

Analysis of Need and Available Resources
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1a. Sector Employment
 The data we use to examine the Region’s sector employment covers all people employed in 

a particular sector, regardless of whether they are covered by unemployment insurance or 
not. Most of the sectors’ share of total employment in the Region have not changed since we 
last studied the 2017 data. The relative share of employment by sector remains constant.
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 Source: JobsEQ® Data for 4Q 2018
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CHANGE IN SECTOR EMPLOYMENT
2017-2018

-8% -6% -4% -2% 0% 2% 4% 6% 8% 10% 12%

Agriculture

Construction

Manufactuing

TCU

Wholesale Trade

Retail Trade

FIRE

Services

Government

-6.9%

9.6%

5.2%

3%

-1.7%

3.6%

3.6%

2.4%

0.5%

0.8%

2.5%

1.7%

5.1%

1.3%

7.6%

-0.6%

1.5%

2%

2017 2018

 Source: JobsEQ® Data for 2Q 2019

 In Q2 2019, employment growth in most sectors was flat, with the exception of a 4% increase 
in retail trade. FIRE experienced a drop in employment of 4.2%, and services experienced a 
drop of 0.9%. This flattening of sector growth is a significant change from the 2017 update, 
in which we saw growth in almost every sector, with construction (+9.6%), and manufacturing 
(+5.2%) sectors leading the way. 

 Lack of job growth in Manufacturing has much to do with tariffs and other trade issues, as 
we discuss in Section 1.C, and growth in other sectors is probably flat due to the low unem-
ployment rate; employers are reporting having a hard time finding skilled applicants for open 
jobs. 

 A March 2019 article on Vox.com stated that for nearly a year now, the (national) number of 
open jobs each month has been higher than the number of people looking for work — the 
first time that’s happened since the Department of Labor began tracking job turnover two 
decades ago. The lack of available skilled labor will have an impact on employment for the 
foreseeable future, unless we can begin to influence the labor participation rate and bring 
new workers off the sidelines and back into the labor force.
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 Source: JobsEQ® Data Q4-Qtrs moving average Q3 2018 - Q2 2019
 
 As evidenced in the graph above, the total composition of the Region’s employment sectors 

varies slightly from both the state and national sectors, although the relative size of the sec-
tors has remained stable over the past two years.

1b. Service Sector Employment
 Because the Service sector is such a dominant and growing part of the Region’s total em-

ployment, it is necessary to examine this sector in further detail. The Services Sector makes 
up almost half (48.7%) of employment, so it’s one of the most important parts of the regional 
economy. Using Jobs EQ data from 2Q 2019, the chart below shows the ten largest com-
ponents of the Service sector. In this chart, we can clearly see the strength of the Food 
Services sector in the region, making up 20% of the Services sector, compared to 18.9% of 
Florida’s sector and 17.1% of the national sector.

 Region 8 has more employment in both hospitals (9.1%) and Ambulatory Care Services (14.1%) 
than Florida. This can be attributed in part to the proliferation of retail healthcare establish-
ments such as walk in urgent care centers, franchise dental practices, and the growth of 
pharmacy, vision care, and other health services within retail centers.
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 Professional, Scientific, and Technical Services has grown as a subsector since our 2017 anal-
ysis, from 13.8% to 14.5% of employment in the Services sector. These jobs include everything 
from veterinarians to civil engineers, from lawyers to IT professionals. These highly skilled and 
well-compensated workers are important not just because they are high earners and contrib-
ute to the local tax base, but also because they provide essential services to other business so 
they can also grow and thrive. 

1c. Manufacturing Employment
 Manufacturing employment is often touted as a key sector to target in many economic and 

workforce development strategies. Historically, these jobs have provided relatively high-paying 
jobs for less- educated individuals. The industry also contributes significant capital investment 
in the region. 

 According to Florida’s Labor Market Information for Q4, year over year, Manufacturing in the 
LWDB 8 region gained 15,744 jobs, a 2.1% growth rate. This was slightly lower than Florida’s 
2.8% growth, but higher than the U.S. growth rate, which was 1.8%. 
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 There is good reason to focus on Manufacturing jobs, as the average annual wages are  
significantly higher than the service sector. 

 For this report, we look at year-over-year recent job growth by Manufacturing subsector, and 
then at demand and average wages.

• Machinery Manufacturing showed the highest local employment gains year-over-year, 
growing by 7.6 percent, adding 134 jobs with an average annual salary of $55,036. The 
4-year demand forecast is for employment to drop by .4%.

• Transportation Equipment Manufacturing experienced 1% growth year over year, and  
forecasted demand over the next 4 years is 1,985 jobs (.6%) The average annual wage  
is $85,000. 

• Miscellaneous Manufacturing grew by 4.4% year over year, and the 4-year demand is 
1,858 jobs (.5% growth.) The average annual wage is $104,728.

• Fabricated Metal Product Manufacturing grew by 1.6% year-over-year, and the 4-year  
demand estimate is 1,557 new jobs (.1% growth.) The average annual wage is $54,521.

• Paper Manufacturing grew by 3.8% and the 4-year forecast predicts demand of 1,100 new 
jobs (decline of .8%). The average annual wage is $70,337.

• Although Chemical Manufacturing, Plastics and Rubber Products Manufacturing, and 
Primary Metal Manufacturing all showed job growth year over year, their 4-year forecasts 
show small declines in employment, between .3% and .6%.

 The 4-year forecast for Northeast Florida is that Manufacturing will remain flat. Florida is also 
predicted to have no net Manufacturing job growth over the next 4 years, while the U.S. Manu-
facturing sector is expected to decline by 0.6% over the next 4 years. 

 Tariffs and trade issues between the U.S. and China have introduced higher costs and uncer-
tainty into the Manufacturing sector. Companies are delaying expansion and hiring decisions 
until trade issues can be resolved.

 The upside of the trade uncertainty with China is that some Asian and U.S. companies are con-
sidering locating or reshoring manufacturing facilities back to the U.S. Northeast Florida has 
seen economic development activity over the past 2 years from Asian component manufactur-
ers interested in locating plants here, which could generate hundreds of jobs over the next few 
years.

 The relative size of the Manufacturing subsectors has not changed significantly since we 
looked at the 2017 data. Our Manufacturing subsectors have also retained their relative size 
compared to Florida’s Manufacturing sector and that of the U.S., as you can see in the charts 
below. 
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1d. Transportation and Logistics continues to be an important industry  
on Florida’s First Coast. 

 Our regional port had 2 record years for cargo in 2018 and 2019, although employment in 
Transportation, Warehousing and Utilities shrank by 4 percent over the past 12 months. Trade 
issues and uncertainty over tariffs have impacted this sector and will continue to have a nega-
tive impact until the U.S. finalizes trade agreements with China, the European Union and North 
American partners.

 Our relative competitiveness to Florida and the U.S. in the TCU sector has not changed signifi-
cantly since our 2017 analysis.
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1e. Sector Earnings and Wages 
 Certain business sectors invariably offer higher wages than others. If a region is gaining jobs  

in only low-paying sectors, the economic vitality in the area may suffer. 
 In this section, we look at both wages and earnings. The data used when discussing wages 

covers only those employees covered by unemployment insurance whereas the data used 
when discussing earnings covers all employees. The average wage and earnings in each 
business sector are other important aspects of the labor market’s business sectors. The chart 
below shows the average annual wage by sector for the First Coast, Florida and the United 
States. 

 In 2017, the Region showed higher wages than the State in Agriculture, Construction, Manufac-
turing, Wholesale, FIRE, and Services. In 2019, the First Coast showed higher wages in Con-
struction, Manufacturing, Transportation, Communication and Utilities, and FIRE. The National 
sectors have higher wages across the board, and the FIRE sector has made significant gains 
over both Florida and the First Coast.

 In FIRE, which in 2017 was our Region’s strongest showing against the National Sector, the 
Area average wage is now $73,547, down significantly from $88,059 in 2017. Florida’s average 
also dropped $87,124, which in 2017 matched the U.S. average. In 2019, Florida’s average is 
down to $72,920, while the U.S. average is now $92,838. Despite the relative loss of competi-
tive salary, the 2019 data is a significant change from 2015, when we reported that the average 
annual wage was $55,507. Our Retail Trade sector wage ($31,053) is comparable to Florida’s 
($31,590) and the U.S. average ($32,413.)  

 Even though our actual wage may be lower than the U.S. average in every sector, our lower 
cost of living makes us competitive for companies considering expanding or relocating from 
across the country.  

 The gaps in earnings between the First Coast and the National sectors in industries such as 
Manufacturing, Construction, TCU and Wholesale can be attributed in part to our low rate of 
unionization (about 2% in the private sector) compared to the rest of the nation. Although this 
factor creates lower average wages, it is a significant business advantage, and we find that 
many companies in those sectors look at Northeast Florida as a cost-effective place to relocate 
or expand operations. We believe our sectors will grow and create more opportunity for work-
ers than they would see in places like the Northeastern U.S.  
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  Another way to comprehend the impact that each sector’s earnings have on the Regional 
economy is to compare earnings and employment to produce a ratio as demonstrated in the 
chart above. If the percentage of total earnings for a business sector is higher than the per-
centage of employment it provides for the area, that would be considered a “positive” ratio  
and reflect a business sector that generates wealth for the region. 

 In 2017, five sectors had positive ratios: Agriculture, Manufacturing, TCU, Wholesale and FIRE. 
Today, Agriculture, Manufacturing, Wholesale Trade and Government all have positive ratios; 
FIRE has dropped into negative territory, in part because of the annual average wage decline 
discussed above. 
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1f. Location Quotients
 A location quotient can be used to measure the importance and relative competitiveness of 

individual business sectors. Location quotients are calculated by comparing the percentage 
contribution of each business sector to local employment versus the percentage contribution 
of that sector nationally. A location quotient of 1.0 indicates that a specific sector is providing 
the same percentage of total employment locally and nationally, while scores above or below 
1.0 represent relatively larger or smaller industries.
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 The graph above demonstrates the location quotients for major business sectors in the First 
Coast and Florida as compared to the U.S. As shown, the Real Estate and Leasing, Accommo-
dation and Food Services, Utilities, Administrative and Waste Management, Constructions, 
Retail Trade, Transportation and Warehousing, and Finance and Insurance all show a compet-



LWDA 8 2020-2024  |  March 16, 2020  |  29

itive advantage for Northeast Florida as compared to the nation. Florida also makes a strong 
showing in most industry sectors. 

 One of the most interesting data points is the location quotient for Accommodation and Food 
Services. Northeast Florida is almost even with the state (1.13 versus 1.19), even though the First 
Coast’s economy is generally less dependent on tourism than the rest of the state. 

 When we compare the 2017 data with the 2019 data, we can see Healthcare went into  
negative territory (1.00 to .97.) Transportation made significant progress into positive territory 
(.89 to 1.35.) 

1g. Non-Farm Proprietorships
 Non-farm Proprietorships allow us to gauge the level of entrepreneurial activity occurring in 

a region because this is essentially a measure of small and locally owned establishments. 
Employment at non-farm proprietorships can be a significant portion of the labor market. Non- 
farm proprietorships account for 21.2% of total employment in the First Coast Region, up from 
19.4% in 2016. As shown in the chart below, this percentage is below Florida’s (26.6%). 

 Duval County, despite having the largest percentage of establishments, has the lowest per-
centage of proprietorships compared to the other counties in the region. This is unchanged 
since our 2016 research.

NONFARM PROPRIETORSHIPS AS PERCENTAGE OF TOTAL EMPLOYMENT
2018
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 Putnam County has continued to increase its percentage of non-farm proprietorships, from 
22.7% to 25.4% since 2016, more than doubling its percentage since we ran the data for 2014, 
when the number was 10.5%. It now joins Baker (23.4%), Clay (29.1%), Nassau (31.4%) and St. 
Johns (32.8%) counties as being above the national average. Clay, Nassau and St. Johns also 
have higher levels than the State average of 26.6%. St. Johns has the highest level of entrepre-
neurial activity in the Region.

 While the number of non-farm proprietorships is important in assessing the level of entrepre-
neurial activity, studying the earnings of these individuals helps measure the success of local 
entrepreneurs. The chart below shows the average income of non-farm proprietors within each 
of the comparison areas. The Regional average in 2016 was $17,739, up from 2014’s average of 
$16,987 and up over 8% since our 2016 report. Our 2018 average of $19,318 is still above the 
State’s average of $19,158, but the State average showed 13.1% growth, and the gap has nar-
rowed considerably. 

 The national average in 2016 was $31,028, down from its 2014 average of $32,471. But in 2018, 
the national average rebounded to $35,027, a 12.9% increase from 2016. So First Coast busi-
ness owners are showing healthy income growth, but lower than the State and National growth 
of around 13%.

 For owners of regional proprietorships, average incomes range from $12,919 in Baker to 
$20,982 in Nassau County, which remains first among Northeast Florida counties. Baker 
County led the region in growth (57.2%), and Nassau (11.2%) and Putnam (15.8%) counties also 
showed double digit growth. St. Johns County has a relatively anemic growth rate of just 3.9%; 
it might benefit the most from additional services to small business. As we mention in the sec-
tion on Entrepreneurial training, the JAX Chamber’s Bridges program has recently expanded 
into St. Johns County, so it will be interesting to see if that program is able to boost income for 
those proprietors.

Average Income of Nonfarm Proprietorships 2018

2016 2018 Percentage of Increase  
2016 to 2018

Baker $8,218 $12,919 57.2%

Clay $14,575 $15,431 5.9%

Duval $18,710 $20,635 10.3%

Nassau $18,867 $20,982 11.2%

Putnam $12,978 $15,023 15.8%

St. Johns $16,795 $17,446 3.9%

JAX MSA $17,739 $19,318 8.9%

Florida $16,935 $19,158 13.1%

United States $31,028 $35,027 12.9%

 Source: Bureau of Economic Analysis
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1h. Number of Business Establishments
 The number, type and size of business establishments in the region offer some understanding 

of the competitiveness in the labor market. Essentially, the number of business establishments 
is the number of places in the private sector where an individual can seek employment. The 
number of places for potential employment that suits an individual’s preference will change, 
depending on the type and size of businesses in which an individual wants to work. 

 In 2015, there were 42,164 establishments in our region.  In 2017 there were 44,758 and in 2018 
there were 45,664 – in increase of 906 businesses in 12 months (a 2% increase). This data 
adds to the narrative of how competitive the local job market has become and who companies 
are having to pay higher salaries to attract and retain talent.  

 It is no surprise that Duval County dominates the number of business establishments in the re-
gion at 65%. Duval County is the economic engine of the region and the overwhelming majori-
ty of business establishments are located there. St. Johns has 16.4% (up from 16% in 2017). Clay 
County at about 9.8%, Nassau County at 4.8%, Putnam County at 3.1%, and Baker County at 
just under 1% of the region’s business establishments, are virtually unchanged since our 2017 
report. 

2017 2018
Region Establishments Establishments

Baker County, Florida 420 427

Clay County, Florida 4,396 4,490

Duval County, Florida 29,226 29,662

Nassau County, Florida 2,125 2,192

Putnam County, Florida 1,433 1,422

St. Johns County, Florida 7,158 7,472

CareerSource NEFL - Region 8 44,758 45,664

Source: JobsEQ® 

 Using the Jobs EQ data from 2018 and 2019 in the table below, we note that the number of 
business establishments in our region have increased from 45,255 in 2018 to 46,919 in 2019, 
a 1.44% increase.  There was a slight decrease in the Manufacturing (-.25%), Public Administra-
tion (-.32%) and Agriculture, Forestry, Fishing and Hunting (-.46%) sectors. The largest increase 
in establishments were found in the Construction (6.67%), Transportation and Warehousing 
(5.57%), and Arts, Entertainment and Recreation (6.57%) sectors.
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20182018 20192019
IndustryIndustry EstablishmentsEstablishments EstablishmentsEstablishments

Agriculture, Forestry, Fishing and Hunting 219 218

Mining, Quarrying, and Oil and Gas Extraction 18 20

Utilities 110 112

Construction 5,304 5,658

Manufacturing 1,187 1,184

Wholesale Trade 1,949 1,983

Retail Trade 5,661 5,741

Transportation and Warehousing 1,530 1,618

Information 609 630

Finance and Insurance 2,253 2,338

Real Estate and Rental and Leasing 2,430 2,531

Professional, Scientific, and Technical 
Services 6,023 6,279

Management of Companies and Enterprises 242 250

Administrative and Support and Waste 
Management and Remediation Services 3,699 3,774

Educational Services 587 606

Health Care and Social Assistance 4,532 4,658

Arts, Entertainment, and Recreation 685 730

Accommodation and Food Services 3,524 3,702

Other Services (except Public Administration) 3,879 3,960

Public Administration 314 313

Unclassified 500 614

Total - All Industries 45,255 46,919

Source: JobsEQ®

 Since the Services sector companies provide services for customers and Businesses, the 
large number of establishments is a sign of a healthy economy. We are experiencing a boom 
in restaurant openings, both fast food and casual dine in, which offer opportunities for young 
workers, students and part time workers. Nursing facilities, hospitals, and other healthcare 
establishments provide strong career paths in one of our key industry sectors. Professional 
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services from IT support and consulting to landscaping and waste management are estab-
lished and grow in response to business demand, providing opportunities for employment and 
entrepreneurship. 

PERCENTAGE OF FIRST COAST ESTABLISHMENTS 
BY EMPLOYEE SIZE

1-4
5-9
10-19
20-49
50-99
100-249
250-499
500-999
1,000-4,999
5,000-10,000

First Coast  
 Source: Employer information is provided by Infogroup®, Omaha, NE, 800/555-5211. Copyright © 2018 Edition 1.

 Looking at businesses by employment size illustrates that the vast majority of business estab-
lishments have few employees. As shown above, more than half, 56.9%, of all establishments 
have only four or fewer employees and 96.5% of establishments have fewer than 50 employ-
ees. Only 1.3% of establishments in the Region have 100 employees or more.
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1i. Major Employers
 While small firms offer a large share of employment opportunities in an area, the largest firms 

often indicate the most identifiable type of business in a region. As the table below indicates, 
Government, Services and FIRE sectors provide most of the major employers in the area. The 
service industry is such a large part of the Region’s economy in that it provides jobs in many 
large and small establishments. Meanwhile, the FIRE sector has a sizeable portion of its jobs in 
large firms.

Company County Sector NEFL Employment

Naval Air Station Jacksonville Duval Government 19,800

Duval County Public Schools Duval Government 12,060

Baptist Health Duval Services 11,000

Naval Station Mayport Duval Government 9,000

Bank of America Merrill Lynch Duval FIRE 8,000

City of Jacksonville Duval Government 7,000

Florida Blue Duval FIRE 7,000

Mayo Clinic Duval Services 6,000

Southeastern Grocers Duval Retail 5,700

Ascension St. Vincent’s HealthCare Duval Services 5,300

Clay County School Board Clay Government 5,000

Citi Duval FIRE 4,500

Amazon Duval Retail 4,300

St. Johns County School District St. Johns Government 4,046

JP Morgan Chase Duval FIRE 3,900

Fleet Readiness Center Southeast Duval Government 3,920

U.S. Postal Service Duval Government 3,800

CSX Corporation Duval TCU 3,600

UF Health Duval Services 3,600

Wells Fargo Duval FIRE 3,500

Jacksonville Sheriff’s Office Duval Government 3,300

GATE Petroleum Company Duval Retail 3,125

Florida State College at Jacksonville Duval Education 3,000

Source: JAX USA 4Q 2019
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1j. Occupations
 The 3 largest occupational groups in LWDA 8 are Retail Salesperson, Customer Service Repre-

sentative and Cashiers, which bumped Laborers and Material Movers from the 2017 number 3 
spot. Of the 10 Largest Occupations listed below, 3 are directly tied to our targeted industries 
(Logistics and Medical), and 2 of the occupations can be classified as High Skill/High Wage 
(Registered Nurses and Drivers.) Military occupations has moved out of the top 10, not surpris-
ing since this occupation was declining in our 2017 analysis. Customer Service Representa-
tives, Office Clerks, and Secretaries and Administrators can work in any of our key industries.

 LARGEST OCCUPATIONS 2019-27 ESTIMATES

Occupation 2019 
Jobs

2027 
Jobs Change in Jobs % 

Change
2018 Median 

Hourly Earnings

Retail Salespersons 25,350 26,775 1,425 5.6 $11.29

Customer Service Representatives 25,121 26,576 1,455 5.8 $15.54

Cashiers 19,830 20,270 440 2.2 $9.69

Waiters and Waitresses 17,472 19,565 2,093 12.0 $9.45

Combined Food Preparation and 
Serving Workers, Including Fast 
Food

17,467 20,906 3,439 19.7 $9.31

Registered Nurses 17,187 19,746 2,559 14.9 $29.21

Laborers and Freight, Stock, and 
Material Movers, Hand 17,103 18,266 1,163 6.8 $13.26

Secretaries and Administrative 
Assistants, Except Legal, Medical, 
and Executive

14,256 14,132 -124 -0.9 $16.19

Office Clerks, General 14,115 14,339 224 1.6 $14.71

Heavy and Tractor-Trailer Truck 
Drivers 11,575 12,348 773 6.7 $20.34

Source: Florida Department of Economic Opportunity LMI
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 The chart below represents the Highest Paying Occupations in our LWDA. Five of the high-
est-paying occupations are in the healthcare targeted sector. Financial Managers and Comput-
er and Information Systems Managers are also part of targeted industries (Transportation and 
IT, respectively.) Of the 10 occupations listed, all but Chief Executives show positive growth 
projections through 2027. 

 HIGHEST PAYING OCCUPATIONS

Occupation 2019 
Jobs

2027 
Jobs

Change in Jobs 
(2017-2018)

% 
Change

2018 Median 
Hourly Earnings

Chief Executives 1,637 1,637 0 0.0 $97.53

Obstetricians and Gynecologists 178 207 29 16.3 $96.56

Dentists, General 387 459 72 18.6 $87.21

Podiatrists 81 88 7 8.6 $71.15

Air Traffic Controllers 493 500 7 1.4 $63.56

Nurse Anesthetists 429 507 78 18.2 $61.07

Architectural and Engineering 
Managers 730 792 62 8.5 $58.80

Financial Managers 2,125 2,500 375 17.6 $57.89

Computer and Information Systems 
Managers 1,198 1,341 143 11.9 $57.76

Pharmacists 1,905 2,055 150 7.9 $57.22

 Source: Florida Department of Economic Opportunity LMI
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 FASTEST GROWING OCCUPATIONS
 In 2019, several of the fastest growing occupations include our targeted industry sectors of 

healthcare and IT. Personal Care Aides, with an existing workforce of over 4,200 employees, 
will grow at the rate of 3.8% over the next 8 years, adding almost 2,900 jobs. Although this 
oc-cupation is not a high wage occupation ($23,900 per year), it provides an entry point into 
the health-care sector for workers with only a high school education. Experience as a Personal 
Care Aide may lead to opportunities to work for companies who will invest in education and 
training, al-lowing these workers to move up into higher skill and higher wage occupations. 
Home Health Aides will also grow by over 1,900 jobs. In part because the healthcare sector is 
growing, about 1,700 various healthcare support workers will be created. 

 In IT, demand for Analysts is projected to grow, along with Software Developers, making these 
high-paying occupations a very good choice for workers with business degrees, as average 
salaries range from $83,100 to $85,100 per year.

Fastest Growing Occupations

Occupation Employment 
2019

Avgerage 
Annual 
Wages

Total  
Demand 
(8-Year  

Forecast)

Employment 
Growth

Annual 
Percentage 

Growth

Counselors 3,150 $45,500 3,478 623 2.3%

Computer and Information 
Analysts 3,157 $83,100 2,259 504 1.9%

Therapists 3,337 $74,300 2,105 735 2.5%

Personal Care Aides 4,214 $23,700 7,108 1,480 3.8%

Management Analysts 4,531 $78,900 4,096 761 2.0%

Software Developers and 
Programmers 6,953 $85,100 5,212 1,308 2.2%

Miscellaneous Healthcare 
Support Occupations 8,869 $34,500 10,321 1,691 2.2%

Nursing, Psychiatric, and 
Home Health Aides 10,448 $26,500 12,333 1,991 2.2%

Cooks 11,361 $25,300 15,924 2,014 2.1%

Fast Food and Counter 
Workers 22,840 $20,400 40,873 3,811 1.9%

Source: Jobs EQ 2019Q3
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 OCCUPATION LOCATION QUOTIENT
 Location quotient (LQ) is a way of quantifying how concentrated a particular industry, cluster, 

occupation, or demographic group is in a region as compared to the nation. It can reveal what 
makes a particular region “unique.” Industries that account for a larger than average “share” 
of total jobs have a Location Quotient over 1.0. The chart below represents the Occupation 
Location Quotients for LWDA 8. This shows the strength of our key industries, including profes-
sional services, financial occupations, and healthcare. The Location Quotients are essentially 
unchanged over the past couple of years.

Occupation Location Quotient

Occupation 2018 
Employment LQ 2019 

Employment LQ

Management Occupations 39,661 0.86 40,473 0.86

Legal Occupations 6,394 1.04 6,501 1.04

Computer and Mathematical Occupations 18,977 0.88 19,187 0.87

Healthcare Practitioners and Technical Occupations 45,410 1.07 46,445 1.07

Architecture and Engineering Occupations 9,266 0.74 9,516 0.74

Business and Financial Operations Occupations 43,483 1.12 43,903 1.11

Life, Physical, and Social Science Occupations 3,437 0.59 3,515 0.59

Education, Training, and Library Occupations 31,996 0.77 32,028 0.76

Arts, Design, Entertainment, Sports, and Media 
Occupations 10,727 0.80 10,687 0.79

Installation, Maintenance, and Repair Occupations 31,546 1.11 32,191 1.11

Source: JobsEQ® 2019Q3
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 The chart below shows our highest Occupation Location Quotients, most of which are in the 
transportation industry. But simply having the highest Location Quotient does not necessarily 
mean that we are growing employment. Of the top ten here, 4 occupations (Locomotive Engi-
neers and Operators, Railroad brake and Switch Operators, Miscellaneous Rail workers, and 
Railroad Conductors) lost jobs over the past 5 years, and 3 more are projected to lose jobs 
over the next 5 years. 

 

Ship and Boat Captains and Operators

Ship Engineers

Locomotive Engineers and Operators

Sailors and Marine Oilers

Railroad Brake, Signal, and Switch Operators

Railroad Conductors and Yardmasters

Miscellaneous Rail Transportation Workers

Transportation Attendants, Except Flight Attendants

Pest Control Workers

Power Plant Operators, Distributors, and Dispatchers

4.07

4.02

3.51

3.51

3.51

2.94

2.62

2.53

2.37

2.29

HIGHEST OCCUPATION LOCATION QUOTIENT
 

 Source: JobsEQ® Data as of Q2 2019

1k. Opportunities and Challenges in the Labor Market 
 According to the Department of Economic Opportunity LMI, the unemployment rate in the  

CareerSource Northeast Florida region (Baker, Clay, Duval, Nassau, Putnam, and St. Johns 
counties) was 2.7 percent in November 2019. This rate was 0.5 percentage point lower than  
the region’s year ago rate of 3.2 percent. 

 The region’s November 2019 unemployment rate was equal to the state rate of 2.7 percent. 
The labor force was 819,576, up 22,580 (+2.8) over the year. There were 21,958 unemployed 
residents in the region. 

 St. Johns County had the lowest unemployment rate (2.2 percent) in the CareerSource  
Northeast Florida region followed by Baker County (2.5 percent), Clay County (2.6 percent), 
Nassau County (2.6 percent), Duval County (2.8 percent), and Putnam County (3.7 percent).
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 The First Coast region is still experiencing strong growth in many sectors. Highlights include:
• The mining, logging, and construction (+9.0 percent); professional and business services 

(+8.8 percent); leisure and hospitality (+6.3 percent); other services (+3.0 percent); and 
government (+2.3 percent) industries grew faster in the metro area than statewide over 
the year. 

• The Jacksonville MSA had the fastest annual job growth rate compared to all the metro 
areas in the state in professional and business services (+8.8 percent) in November 2019.

• The Jacksonville MSA had the second highest annual job growth compared to all the  
metro areas in the state in professional and business services (+9,400 jobs) and leisure 
and hospitality (+5,400 jobs) in November 2019. 

• The Jacksonville MSA was tied for the third fastest annual job growth rate compared to  
all the metro areas in the state in mining, logging, and construction (+9.0 percent) in  
November 2019. 

• The Jacksonville MSA had the third highest annual job growth compared to all the met-
ro areas in the state in mining, logging, and construction (+4,000 jobs) and government 
(+1,800 jobs) in November 2019. 

• The Jacksonville MSA was tied for the third highest annual job growth compared to all the 
metro areas in the state in other services (+800 jobs) in November 2019.

 
 Our strong job growth is good news for jobseekers in the region, but employers are beginning 

to feel pressure to increase wages. They are also concerned about finding and retaining qual-
ified applicants. This is especially true for small businesses, which struggle to compete with 
large companies on starting salaries and benefits. 

 Despite the booming economy and growth in many industries, we continue to see segments 
of the labor force which struggle to find employment. Populations with significant barriers to 
employment, such as lack of transportation, workers with disabilities, and those with criminal 
backgrounds, are not finding work in some of the highest paying and fastest growing sectors. 
CareerSource Northeast Florida continues to advocate for these groups, and we hope that 
more companies will consider employing non-traditional candidates as part of their talent strat-
egy.

 The labor market sectors and the changes they have experienced over recent years also pres-
ent the First Coast with many unique opportunities and challenges. Opportunities in the labor 
market sectors are:

• The Region is growing a bit weaker in Construction, with a Location Quotient at 1.19, down 
from 1.24 in our last analysis. We are hearing from contractors that skilled labor is becom-
ing even more challenging to recruit and retain. Because the skilled trades offer relatively 
high wages and contractors are often seeking minority workers and women, we have 
added construction as a key industry for our Manufacturing Industry Sector Manager.  
The two industries have much in common, so it’s a natural fit. The construction industry  
is also open to hiring workers with less-than-perfect backgrounds, so it also provides  
opportunities for some of our most challenged populations.

• We are still promoting FIRE, Wholesale Trade, and Transportation. These industries offer 
higher wages and solid career paths. Manufacturing is an industry to watch, with concern 
about the coming wave of Baby Boomer and Gen X retirements, since data indicate that 
the average age of the manufacturing workforce is 44.1 years (2019 BLS data.) The indus-
try is very interested in creating a pipeline of younger workers.
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• Some of our largest and fastest growing occupations are directly tied to our targeted  
industries, including Healthcare and Logistics. Of the highest paying occupations, almost 
all are in the Service Sector and are directly tied to our Healthcare Targeted Industry.

 Challenges in the Region’s labor market sectors include:
• Virtually every industry is experiencing challenges finding and retaining a qualified work-

force. Economic development prospects over the last 12 months have expressed strong 
reservations about Northeast Florida’s capacity to provide workers for large projects.

• Trade issues are causing uncertainty in the manufacturing and trade industries. Tariffs are 
causing rising prices for components and raw materials, and may soon affect consumer 
spending if prices start to increase. Threatened tariffs on international foods and wines will 
have ripple effects in hospitality, food services, and other industries related to leisure.

• In addition to trade talks, there is uncertainty around immigration issues, including H1B 
visas and guest worker programs. The very low end (agriculture) and the very high end (IT) 
of our labor force will be impacted by any new constraints on immigration.

• Healthcare employers feel upward wage pressure to obtain and retain the needed work-
force in this occupational group.

2. The Labor Force- Identification of Employment Needs
 The people who comprise a region’s workforce are of foremost importance in creating a 

valuable workforce profile. A region’s economic performance and structure are indeed import-
ant, but the people in that economy will ultimately dictate how successful the Region will be. 
Through a careful analysis of several demographic characteristics, we can help determine the 
preparedness of the First Coast labor force for the third decade of the 21st century economy. 

 In this section, we will examine:
a. Population
b. Future Workforce
c. Individuals with Barriers to Employment
d. Educational Attainment
e. Military Service
f. Poverty Rates
g. Opportunities and Challenges

2a. Population
 Jacksonville is the 12th most populous city in the United States with over 950,000 residents.
 According to recently released U.S. Census Reports, in 2018, Jacksonville’s metro population 

grew 1.3 percent over the previous year, which made it the 6th fastest growing large metro (at 
least 1 million residents). During this same time, the U.S. growth rate was .45 percent. Adding 
nearly 30,700 people, the MSA welcomed approximately 84 new residents per day from 2017 
to 2018. Over the same time period, Jacksonville had the 7th largest increase in residents 
and was #1 in Florida in terms of growth. (source: https://www.bizjournals.com/tampabay/
news/2019/06/17/these-are-the-fastest-growing-cities-in-florida.html) 

https://www.census.gov/newsroom/press-releases/2019/estimates-county-metro.html
https://www.bizjournals.com/tampabay/news/2019/06/17/these-are-the-fastest-growing-cities-in-florida.html
https://www.bizjournals.com/tampabay/news/2019/06/17/these-are-the-fastest-growing-cities-in-florida.html
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 According to JAXUSA Partnership, more than half of new residents were from international 
locations. In fact, in the most recent data from the County-to-County Migration Flows: 2012-
2016 American Community Survey, stated the largest area for in-migration to our region was 
Asia with more than 3,000 residents moving to Duval County over the course of the aforemen-
tioned four years.

 Domestic in-migration data in the U.S. Census Report as detailed by Florida Politics shows that 
St. Johns County had the 3rd highest rate of county growth in Florida at 4%. By percentage 
growth, St. Johns and Nassau were the 3rd and 4th overall fastest growing counties at 4.2 % 
and 3.6%.

 Diversity (Source: US Census data) 
 In 2018, The ethnic composition of the population of Jacksonville was composed of: 

• 567k White Alone residents (60%)
• 278k Black or African American Alone residents (29%)
• 44.2k Asian Alone residents (4.7%)
• 35k Two or More Races residents (3.7%)
• 22k Some Other Race Alone residents (2.3%)
• 3.4k American Indian & Alaska Native Alone residents (0.4%), and
• 409 Native Hawaiian & Other Pacific Islander Alone residents (0.04%).

 
 Those who identify as Hispanic or Latino comprise 96,300 residents, or 10%
 The most common foreign languages spoken in Jacksonville are Spanish, Tagalog (including 

Filipino), and Vietnamese.

 POPULATION GROWTH

Population Growth

2010-2018 9 Years Past 12 Months County

1,240 4.4% 0.5% Baker

25,207 11.7% 1.3% Clay

85,918 9.0% 1.0% Duval

12,518 14.6% 1.6% Nassau

-201 -0.3% 0.0% Putnam

64,222 25.3% 2.8% St Johns

222,177 13.8% 1.5% First Coast

2,886,079 13.6% 1.5% Florida

22,846,974 7.0% 0.8% United States

https://floridapolitics.com/archives/294515-florida-now-drawing-more-from-overseas-than-across-state-lines
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 According to U.S. Census data, since 2010, the six counties that comprise Florida’s First Coast 
(hereafter referred to as the “Region”) have averaged between 1.5 – 2.0% growth, which is 
a very sustainable rate, according to our economic development partners. The highest local 
rates of growth are in the suburban counties of Clay, Nassau, and St. Johns. Putnam is the  
only First Coast county showing no growth, a factor that will show up in several later sections 
of this analysis.
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1.5
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Source: JobsEQ® Data as of Q2 2019

 The potential labor force in the First Coast can be determined by looking at the total number 
of people between the ages of 18 and 64. While this is a useful estimate, it should be noted 
that people at the lower end of this range may be attending college full time and, as life spans 
continue to increase and the baby boomers age, those at the upper end may continue to work 
past the age of 64.
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2b. Future Workforce
 A simple forecast of the Region’s future workforce provides an estimate of the number of peo-

ple who will need to find employment in the area during the next ten years. These estimates 
are based on residents who currently live in the Region and do not take into account migrants 
to and from the area.

 AGE DISTRIBUTION
 By looking at the population’s age distribution, we offer additional insight into how the Region’s 

workforce will age in the future. The table below depicts the regional age distribution by group 
in 2019. This table shows the number of workers who will be leaving the workforce over the 
next 5 – 10 years. Nassau, Putnam, and St. Johns counties have the highest populations over 
the age of 65; these counties will need a relatively greater influx of young workers if they hope 
to help their local industries grow. 

First Coast Working Age Population Age 18-64 Age 65-74

Baker 62.5% 8.5%

Clay 60.5% 9.1%

Duval 63.0% 8.5%

Nassau 58.4% 13.0%

Putnam 56.4% 12.6%

St. Johns 59.2% 11.2%

Source: EDR Economic & Demographic Research 
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 The table below shows predicted growth by county of population aged 15 – 64, the prime 
working ages. St. Johns County is projected to grow its working age population by over 44%. 

 2019 news reports stated that St. Johns County was among the fastest-growing counties in the 
country from mid-2017 to mid-2018, in part due to the high performing school district and many 
new communities such as Nocatee, which are attracting young families to the county.

First Coast Working Age Population Ages 15 - 64

2010 2018 2025 Change Rate

Baker 18,273 18,385 19,007 734 4.0%

Clay 128,077 137,408 149,553 21,476 16.8%

Duval 598,166 634,441 666,713 68,547 11.5%

Nassau 48,282 51,095 54,780 6,498 13.5%

Putnam 46,424 43,631 41,530 -4,894 -10.5%

St Johns 124,562 150,762 179,929 55,367 44.4%

Source: http://edr.state.fl.us/Content/population-demographics - Last revised December 19,2019

 
 On the other end of the spectrum is Putnam County, which is predicted to experience a shrink-

age in its working age population of over 10%. This is a growing concern for almost every rural 
county in the nation, all of which have seen a “brain drain” of young, motivated workers leaving 
their home towns for college and moving on to parts of the country they perceive as having 
greater employment opportunities.

 Baker County is predicted to see small growth, at 4%, while Clay, Duval, St. Johns and Nassau 
counties will experience double-digit growth in the talent pipeline through 2025. 

http://edr.state.fl.us/Content/population-demographics
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RACIAL DISTRIBUTION OF FIRST COAST POPULATION 
2018

TWO OR MORE
RACES

OTHER

ASIAN

AMERICAN INDIAN 
AND ALASKA NATIVE

BLACK OR AFRICAN
AMERICAN

WHITE

1.97%3.46%
3.81%

0.31%

21.21%

69.24

 Source: US Census, 2018: ACS 1-Year Survey Estimates Detailed Tables 

 The Census Bureau categorizes Hispanic as an ethnicity. For example, people can classify 
themselves as being both White and Hispanic or both Black and Hispanic. 

 In 2018, the U.S. Census reported that Hispanics made up 9.2% of the Jacksonville MSA 
population (141,094 residents.) This is a significant increase from the 2010 Census data, which 
indicated that Hispanics comprised just 5.8% of the population. We indicated in our 2016 plan 
that the projection for growth in this ethnic group would be 51.2% from 2010 - 2020. Instead, 
the Hispanic population has grown by almost 60% in the past decade.
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2c. Individuals with Barriers to Employment

Employment 
Status

Total Civilian Non-
Institutionalized 

Population

With a  
Disability

No  
Disability

Estimate Estimate Estimate
Population Age 16 
and Over Total 1,203,039 182,206 1,020,833

Population Age 16 
and Over Employed 60.50% 25.30% 66.70%

Population Age 16 
and Over Not in Labor Force 36.10% 71.10% 29.80%

 According to the U.S Census American Community Survey (ACS) data, 182,000 First Coast res-
idents over the age of 16 have a disability (about 15% of the population.) This is higher than the 
2016 data, which indicated that approximately 13.6% of Region 8’s population had a disability 
and the 2013 number, which was 12.5%. This increase almost certainly includes residents who 
have “aged into disability”, meaning that they have age-related conditions that impact their 
ability to work. Conditions such as hearing loss, chronic pain or conditions such as Diabetes 
affect many individuals who stay in the workforce into their 60s and 70s. 

 Even in this strong economy with historically low unemployment rates, the vast majority of peo-
ple with disabilities are not in the labor force. The labor force participation rate for persons over 
16 without disabilities is 66.7%; the participation rate for persons with disabilities is just 25.3%. 

 This represents an enormous opportunity for employers who are competing for talent, and it 
is one of the reasons CareerSource Northeast Florida has invested in its Disability Navigator 
program. We believe that many people with disabilities would prefer to be employed, and we 
work with employers to give them access to motivated workers and help them access services 
and accommodations.

 Increasing employment among those with disabilities would provide enormous benefit for both 
individuals and our communities at large. The poverty level for people with disabilities is nearly 
twice that of the population of people without a disability – 17.3% live below the federal poverty 
level, compared to 9.8% of the population without a disability, as seen in the table below. A full 
36% of the population with disabilities earned less than $15,000 in the past 12 months (2018 – 
2019.) 

Population age 16 and older General  
Population With Disability Without Disability 

Below 100 percent of the poverty level 10.90% 17.30% 9.80%

100 to 149 percent of the poverty level 8.30% 12.50% 7.50%

At or above 150 percent of the poverty 
level 80.80% 70.10% 82.70%
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 The next table illustrates educational attainment for populations with and without disabilities. 
Of the population age 25 years and older, people with disabilities are almost twice as likely to 
have dropped out before finishing high school (15.7% have less than a high school education, 
compared to 7.9% of the population without a disability.) People with disabilities are half as 
likely to hold a 4-year degree (17.3% versus 34.7% of the population without a disability.) The in-
creasing availability of online degree programs may help close this gap, but only if people with 
disabilities can afford the tuition and believe that their employment opportunities will make the 
investment worthwhile. 

 EDUCATIONAL ATTAINMENT AGE 25 AND OVER

Educational Attainment General  
Population With Disability Without Disability

1,042,767 170,700 872,067

Less than high school graduate 9.20% 15.70% 7.90%

High school graduate (includes equiva-
lency) 27.90% 35.40% 26.40%

Some college or associate’s degree 31.10% 31.60% 31.00%

Bachelor’s degree or higher 31.90% 17.30% 34.70%

 LACK OF SKILLS AS A BARRIER TO EMPLOYMENT
 Elevate Northeast Florida, the regional strategic plan for workforce and economic develop-

ment, performed an extensive study of skills gaps and occupational vacancies in Northeast 
Florida. The full workforce analysis can be found here: https://tinyurl.com/elevate-workforces-
trategy 

 Skills gaps and job vacancy data by industry and occupation can be used to design workforce 
services (including On-the-job training (OJT) contracts, wrap-around services, and training 
requirements) and educational curriculum (soft skills and hard/technical skills targeted by occu-
pation, training program or major).

 The one-stop career center partners collaborate to provide services, resources and referrals to 
limited English speaking jobseekers.

2d. Educational Attainment
 One of the best indicators of the quality of an area’s labor force is Educational Attain-

ment. The most recent county-level data available on educational attainment is from 
the 2020 United States Census estimates. Using data from the graph below, 20.1% of 
persons 25 and over in the Region obtained a Bachelor’s degree. The same attain-
ment level was 18.5% for Florida and 19.4% for the United States, putting the Region 
ahead in the number of Bachelor’s degrees for the first time. On another positive note, 
almost 90% of persons in the Region had at least received a high school degree, com-
pared to 88% in the state and the nation. The First Coast has room for improvement in 
post-graduate degrees (10.4%), trailing the Florida number (10.6%) and the U.S. (12.1%).

https://tinyurl.com/elevate-workforcestrategy
https://tinyurl.com/elevate-workforcestrategy
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Graduate or Professional
Degree
Bachelor's Degree

Associate's Degree

Some College, No 
Degree
High School Graduate 
& GED
9th to 12th no Diploma

< 9th Grade
United StatesFloridaFirst Coast

Source: U.S. Census ACS

Source: U.S. Census ACS

EDUCATIONAL ATTAINMENT
Population 25 Years and Over 2014 - 2018

Graduate or Professional 
Degree
Bachelor's Degree

Associate's Degree

Some College, No 
Degree
High School Graduate 
& GED
9th to 12th no Diploma

< 9th Grade
United StatesFloridaFirst Coast

EDUCATIONAL ATTAINMENT
Population 25 Years and Over 2012 - 2016
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 EDUCATIONAL ATTAINMENT BY COUNTY
 As seen in the table below, St. Johns County has by far the highest educational attainment on 

the First Coast, with 43.8% of the population having a Bachelor’s degree or above. Clay, Duval, 
and Nassau counties are relatively competitive, at 24.1%, 29.2% and 28.2% each.

 Baker County, with 13.3% of the population having a Bachelor’s degree or higher, and Putnam 
County, with 12.4%, trail the other counties in Educational Attainment. This statistic will make it 
harder to attract companies with high skill, high-paying jobs to those counties, increasing the 
risk that workers seeking these jobs will relocate to other parts of the region – or even further 
away from where they grew up.

 

County
High School  
Diploma or  
Equivalent

Associate’s  
Degree

Bachelor’s  
Degree

Post-graduate  
or Professional 

Degree

Baker 42.8% 8.4% 9.1% 4.2%

Clay 31.6% 11.2% 16.5% 7.6%

Duval 27.9% 10.1% 19.5% 9.7%

Nassau 32.7% 9.0% 17.5% 10.7%

Putnam 40.7% 7.9% 7.9% 4.5%

St. Johns 21.4% 9.2% 27.6% 16.2%

 
 HIGH SCHOOL DROPOUT RATE
 The High School Dropout Rate, shown in the table below, is another key indicator concerning 

education levels. The trend in Northeast Florida is mostly positive, with slight variations over 
the past 5 years. Nassau County has the lowest dropout rate in the region at 1.6%, followed 
closely by St. Johns at 2.2%. 

 Putnam County has made remarkable progress over the past 5 years, going from a dropout 
rate of over 14% in 2013-14 to a rate of 5.8% in 2017-18. Putnam County leaders have attributed 
this turnaround to the more robust job market. When employers are able to offer jobs to high 
school graduates, more students see the value of remaining in school to obtain a diploma.
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HIGH SCHOOL DROP OUT RATES  2013-2018

2013-2014

2014-2015

2015-2016

2016-2017

2017-2018

2.9%

3.7%

3.2%

4.5%

3.9%

3.6%

3.6%

3.4%

2.8%

3.4%

5.3%

5.1%

4.5%

5.3%

4.5%

0.07%

1.2%

1.6%

0.9%

1.6%

14.3%

13.9%

11.1%

7.1%

5.8%

3%

2.6%

2%

2.9%

2.2%

Baker Clay Duval Naussau Putnam St. Johns

 Source:  Florida Department of Education

2e. Military Service
 An additional, yet often overlooked, indicator of a workforce’s quality is the percentage of the 

population having served in the military. Individuals with military service often possess addi-
tional training and skills that are highly marketable. In 2016, The Veteran Population Projection 
Model 2016 (VetPop2016) developed an actuarial projection model to estimate the number of 
Veterans in an area between 2015 and 2045. According to the project there are 157,239 peo-
ple in the First  Coast population who have served in the armed forces. This represents 9.8% of 
the area’s total population. The State and National averages are 6.8% and 5.8% respectively. 

 While this is a relatively small percentage of the population, it indicates that First Coast busi-
nesses have an additional resource, a population that is highly trained and relatively crime and 
drug-free, to draw upon when searching for potential employees. Furthermore, many econom-
ic and workforce developers consider military spouses as potential valuable additions to the 
labor force.  The values that drive men and women to serve are often shared by their spouses 
and offspring, infusing the First Coast workforce with motivated and resilient workers that 
many economic development prospects have told us are a valuable asset for our region.
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2f. Poverty Rates
 High poverty rates in an area can serve as an indicator of various social problems that can neg-

atively affect the workforce’s quality and performance. For instance, teenage mothers, single 
parents and persons with low levels of education are all at greater risk of falling into poverty. 
Individuals in poverty face immense obstacles as they seek to contribute positively to the labor 
force. Poverty creates challenges with transportation, access to healthcare and mental health 
treatment, among other issues. The estimated poverty rate for the First Coast in our 2012-2016 
snapshot increased to 15%. But the booming economy has had a positive effect on poverty 
rates over the past couple of years. According to 2019 Census data, the poverty rate for the 
First Coast has declined to 13.9%, lower than the Florida rate of 14.8% and the U.S. rate of 14.1%.  

 The rural county of Putnam had poverty rates significantly above the Regional average (24.8% 
versus 13.9%.) This higher than average poverty rate presents an additional obstacle for resi-
dents of the county if they are to be valuable participants in the Region’s labor force. As ex-
pected, the poverty rates in the suburban counties of Clay, Nassau and St. Johns were a good 
deal lower than the Regional average.

 The graph below depicts the difference between the poverty rates for the total population and 
for children ages 0 to 17. Children increase a family’s cost of living and can lead to increased 
poverty rates, particularly for single parent families. The First Coast rate of children 0 -17 in pov-
erty is 20.1%, lower than the Florida rate of 21.3% but slightly higher than the U.S. rate of 19.5%. 
These are all improved since the last snapshot, where the regional, Florida, and U.S. rates were 
all at about 33 percent. 

 The table below shows the percentage by county of the population in poverty who are under 
the age of 18. 

Those in  
Poverty

Baker 
County

Clay 
 County

Duval 
County

Nassau 
County

Putnam 
County

St. Johns 
County

Total Population 
in poverty 14.6% 10.6% 15.5% 10.2% 24.8% 8.4%

Under Age 18 26.2% 23.6% 22.8% 20.0% 21.2% 21.7%

2g. Opportunities and Challenges in the First Coast Labor Force
 To understand the employment needs of our in-demand industry sectors and occupations  

we must continually monitor and maximize these advantages to help ensure the long-term  
economic health of the region. Advantages and opportunities in the First Coast Labor Force 
are as follows:

• The Region’s working age population is growing at a very fast pace, with Clay and  
St. Johns counties experiencing double-digit growth. 

• The Region has a relatively younger population than both Florida and the United States. 
This young population will add workers to the labor force in the future.

• Regional efforts to decrease the high school dropout rate and increase educational at-
tainment rates have made significant progress. Putnam County’s high school dropout rate 
has decreased from over 14% to about 6% over the past five years. The percentage of First 
Coast residents with Associates degrees, Bachelor’s degrees, and Graduate or profes-
sional degrees is now comparable to the Florida and U.S. rates.
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• The American Community Survey (ACS) estimates for 2019 indicate that approximate-
ly 15% of the regional population has a disability. Only 25% of people in our region with 
disabilities are employed. If we can find ways to help this population gain employment, we 
will make great strides in reducing poverty and helping our local businesses grow.

• Due to the high percentage of residents with military service, the Region has an additional 
supply of individuals who have acquired training and marketable labor skills. Comparative-
ly, fewer people are in poverty in the First Coast than in the State of Florida, although our 
percentage of children living in poverty exceeds the state rates. 

 The challenges facing the workforce need to be acknowledged and addressed before true 
advancements can be made. The major challenges currently facing the Region are:

• Through aging and domestic migration, people of retirement age are moving into the  
Region, especially in Putnam and St. Johns Counties. This trend can strain the region’s 
labor supply and its resources.

• Although the Region’s total poverty rate has been dropping, one in four Putnam County 
residents lives in poverty. Putnam County is also experiencing a drop in population, espe-
cially among persons of working age. This is a troubling trend for our most rural county. 

3. A Labor Market Supported by a Strong Economy 
 A strong performing economy is vital for the Region’s labor market to function effectively.  

As the economy improves, job opportunities for an area’s residents will increase. A number  
of factors help determine if the First Coast’s economy is providing the local labor force with  
a sufficient number of jobs at reasonable wages. In this section, we will examine:
a. Total Employment
b. Labor Force Participation Rates
c. Unemployment Rates
d. Real Per Capita Income
e. Average Wages
f. Median Income of Migrants
g. Sources of Income
h. Commuting Patterns
i. Opportunities and Challenges

3a. Total Employment
 The last 10 years have seen strong growth in the First Coast labor force. Since 2010, our re-

gional labor force has grown by 12.6%, slower than Florida’s growth of 13.8% but nearly double 
the U.S rate of 6.8%. St. Johns and Clay counties have seen strong population growth, with 
St. Johns nearly tripling its working age population and Clay County doubling its working age 
population. Only Putnam County showed a decline in labor force since 2010 (-9.8%), but is now 
in positive territory since 2015, at 1.1%., declining labor force being a challenge faced by many 
rural parts of the country.
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 Since recovery from the Great Recession took hold in 2010, the First Coast has experienced 
strong job growth, at 12.6%, almost double the U.S rate of 6.8% and competing well with  
Florida’s growth of 13.8%. 

 Putnam County is the only Northeast Florida county that did not grow jobs during this time  
period. Putnam showed almost a 10% loss of employment between 2010-2015, but has now 
gone into positive territory in the last 5 years, growing by 1%. Clay (10.8%), Nassau (12%), and  
St. Johns (15.3%) are all showing double digit employment growth, while Florida (9.1% and the 
U.S. (4.6%) have now dropped below the JAX MSA growth rate of 9.8%.

County
Employment 
Growth Rate: 

2010-2019

Employment 
Growth Rate: 

2015-2019

2010 Civilian 
Labor Force

2015 Civilian 
Labor Force

November 2019  
Civilian Labor 

Force

Baker 5.2% 8.9% 11,552 11,156 12,147

Clay 13.6% 10.8% 95,867 98,313 108,948

Duval 9.8% 8.6% 454,798 459,914 499,526

Nassau 14.2% 12.0% 35,799 36,507 40,878

Putnam -9.8% 1.1% 30,518 27,226 27,520

St Johns 31.7% 15.3% 99,104 113,209 130,557

Jackson-
ville MSA 12.6% 9.8% 727,638 746,325 819,576

Florida 13.8% 9.1% 9,212,000 9,608,000 10,479,000

United 
States 6.8% 4.6% 153,889,000 157,130,000 164,386,000

Source: FL DEO LMI

3b. Labor Force Participation Rates
 The labor force participation rate (LFPR) indicates the percentage of the total working age pop-

ulation (18-69) that is employed or unemployed and currently seeking a job. The LFPR reflects 
not only the percentage of people who are working, but also the percentage of those who are 
willing to work. For example, as more working age women have entered the workforce over 
time, the LFPR throughout the country has increased. While the LFPR can reflect the changing 
attitudes towards work in our culture, it can also indicate the availability of workers. A region 
with a high LFPR and a low unemployment rate will have fewer people who are willing and able 
to work than a region with a low LFPR and a high unemployment rate. 

 As unemployment rates drop and wages rise, we see trends develop that affect the labor force 
participation rate. For example, more parents of young children may decide to stay home, and 
more spouses may elect not to work if the family can get by on one income. 
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 In 2005, the LFPR in the Region was 78%, above the rates for Florida, 61.4%, and the United 
States, 65.9%. Today, our regional LFPR is 62.2%, nowhere near pre-recession levels. Florida’s 
LFPR is 58.3%, up from 57.6% in 2017; the U.S. LFPR has also gone up to 61.2% from the 2017 
rate of 60%. 

 Many of those who drop out of the labor force are living on disability payments, in part  
because the aging baby boom generation develops chronic conditions such as back pain, 
heart conditions or diabetes that make full time work more difficult.

 Some non-working men are in other roles, at least temporarily; eight percent of inactive men 
report staying home as caretakers, and about the same number report being in school. Some 
have simply done the math and made an economic decision. The rise of disability programs 
and other safety nets has made it possible for men who are living on small incomes to maintain 
that standard of living without working. Fifty-eight percent of the men who were inactive in the 
labor market report being disabled.

 Each county in our region exceeds the state rate and the national rate, with the exception of 
Baker (54.5%), Nassau (56.4%) and Putnam, whose rate has actually dropped from 2017 (from 
47.6% to 44%). It’s not surprising that our two most rural counties have the lowest labor partic-
ipation rate, but it is concerning. Rural residents have less access to transportation in order to 
commute to hubs with good employment, have less access to healthcare and mental health 
services, and are more likely to live in poverty. These infrastructure issues must be resolved 
before we can bring all residents into our thriving regional economy.

 Putnam County’s drop in LFPR is another indicator that the health of the county’s economy 
must be a priority for policy makers and leaders if the county is to recover from the next  
economic downturn, when it (inevitably) comes.

LABOR FORCE PARTICIPATION RATE 2019

0%

10%

20%

30%

40%

50%

60%

70%

Baker Clay Duval Nassau Putnam St. Johns JAX MSA Florida United States

54.5%

62.2% 64.3%

56.4%

44.3%

62.4% 62.2%
58.3%

61.2%

 



LWDA 8 2020-2024  |  March 16, 2020  |  56

3c. Unemployment Rates
 Unemployment rates are often cited as indicators for the health of an area’s labor market. By 

any measure, the Region’s unemployment rate is extremely low, far below what many econo-
mists consider to be “full employment.” The First Coast unemployment rate for October 2019 
was 2.8%, down from 3.4% in 2017, below Florida’s at 2.9% and the US at 3.3%.

 Although very low unemployment rates are an indicator that the region’s residents are finding 
work, which is generally good news, the data can be concerning for regional businesses. Very 
low unemployment means that businesses have a smaller labor pool to recruit from, and may 
find that those who are still unemployed have less education, fewer skills, and may have barri-
ers to employment such as criminal records, transportation issues, or disabilities.

 We see signs that our local employers are starting to reconsider policies that prevent people 
with criminal backgrounds and other barriers from being competitive candidates. We also 
hope that companies will broaden their approach to job carving and other strategies that allow 
workers with disabilities to participate in meaningful employment opportunities. CSNEFL has a 
strong Disability Navigator program in place to help employers build a plan for more inclusive 
employment.

 A small labor pool starts to put upward pressure on wages because companies must pay a 
premium to recruit and retain talent. But so far, we have not seen evidence of rising prices for 
goods and services.

 A low unemployment rate can also be a concern for companies considering locating or ex-
panding in the region. They develop concerns about being able to compete for talent and re-
tain workers in such a competitive environment. The resulting drop in economic development 
activity means the region may miss out on opportunities to grow and diversify the regional 
economy.

0%

1%

2%

3%

4%

First Coast Florida United States

2.8% 2.9%
3.3%

UNEMPLOYMENT RATE COMPARISON
OCTOBER 2019



LWDA 8 2020-2024  |  March 16, 2020  |  57

 Among the six counties, Putnam County has the highest unemployment rate in the Region, but 
still at historic lows. Its October 2019 unemployment rate was 3.7%, which is higher than each 
of the other five counties, but still very low. We can assume that almost everyone looking for 
work is able to find it in each of our five counties, barring a significant barrier to employment. 

 Now, if business is going to find the talent it needs in our counties, our focus must shift to the 
Labor Market Participation rate, which we discussed in a previous section.

3d. Real Per Capita Income
 In 2018, the JAX MSA RPCI was $49,754, showing a healthy growth of 9.2%, up from $45,572 

in 2016. The growth is probably due to our low unemployment rate and wage growth due to 
the tight labor market. The State RPCI was $50,070, so our regional position remains relatively 
unchanged, at 92%. The US RPCI was $54,446. The data indicate that the Region PCPI ranked 
123rd in the United States and was 91.4% of the national average. Nassau and St. Johns coun-
ties continue to exceed the National RCPI.
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3e. Average Wages
 Similar to RPCI, looking at average wages offers some insight into the level of wealth in the 

Region. However, where RPCI looks at income by each person, the average wage looks at 
income by employment that is covered by unemployment insurance. For privacy reasons, this 
data does not disclose wages in sectors with fewer than three establishments in the county. 
Because of this different approach, we find different results between the comparison areas. 
The JAX MSA 2018 average wage, $53,906, shows growth over the 2016 average wage, which 
was $50,845. This continues a positive trend over the past five years. The MSA average wage 
was above Florida’s ($51,501) but below the national average of $57,519. Its relative position to 
the State and National averages remains unchanged from our 2016 comparison.
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3f. Median Income of Migrants
 As society’s mobility increases and people relocate more frequently, analyzing the characteris-

tics of the people who migrate to and from a region will become even more valuable. Learning 
about the general characteristics of a region’s migrants assists in understanding some of the 
changes occurring in the local labor market. The graphs below show the median income of mi-
grants moving into and away from each of the six counties in the Region. The table below de-
picts the median income of migrants who have moved into the six counties in the Region from 
other Florida counties, including those counties within the Region, and shows median incomes 
of people who have moved into each of the counties in the Region from outside Florida.

Median Income of Migrants To and 
From the First Coast 2017-2018 Inside Florida Outside Florida

In-Migrants Out-Migrants In-Migrants Out-Migrants

Baker $46,325 $40,919 $46,468 $37,223 

Clay $48,617 $55,885 $75,168 $58,274 

Duval $52,006 $60,317 $61,920 $55,869 

Nassau $72,535 $49,273 $122,618 $68,531 

Putnam $41,096 $36,317 $45,299 $41,127 

St Johns $91,275 $74,118 $116,468 $91,160 

Source: Internal Revenue Service, Statistics of Income
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3g. Sources of Income
 The population receives income from three general sources: earnings, investments, and 

transfer payments. Earnings are the wages and salary people receive from their employment. 
Investments include income from sources such as stocks, bonds, rents and royalties. Transfer 
payments include governmental financial assistance such as Social Security and Medicare. If 
people in an area receive a greater portion of their income through transfer payments, that 
area would most likely have a large number of retired or unemployed individuals. 

 Comparing the Region against Florida and the United States (see chart below), we see rela-
tively lower levels of investments as sources of income. 17% of the Region’s income originated 
from transfer payments, down from 19% in our 2016 data. This compares favorably to Florida’s 
rate (16%) and the U.S rate of 19%. First Coast residents rely more on income (63%, compared 
to Florida’s 49% and the U.S. rate of 51%.) This can be explained in part by our relatively young 
population, and remains unchanged since our previous plans.
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3h. Commuting Patterns
 How people get to work and the options they have to get there can affect their ability to locate 

and find employment. If a region’s population is highly mobile, its potential labor force’s size 
can increase significantly. The availability and accessibility of mass transit can also broaden the 
area in which an individual looks for work. The table below depicts the number of people who 
work in their county of residence or commute to another county within Florida or work outside 
our state.
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 Across our region in 2018, most of the First Coast population worked in their county of resi-
dence; in Duval County, the number is 92%. Nassau County has the most residents working 
outside Florida; this may be attributed to the county’s location on the Georgia border. 

 Only in Baker and Clay counties do more residents commute out of county than work in coun-
ty. Both counties have strong economic development teams dedicated to the idea of bringing 
more local jobs to their counties’ residents.

Baker Clay Duval Nassau Putnam St Johns

In County 46.0% 43.9% 92.5% 52.5% 65.5% 57.3%

Florida Counties 52.5% 54.5% 6.4% 38.6% 33.9% 41.0%

Outside Florida 1.5% 1.6% 1.1% 8.9% 0.6% 1.7%

3i. Opportunities and Challenges in the Labor Market
 Our economy has been speeding along for at least 8 years now, and does not show much sign 

of slowing down. This provides many job opportunities for our citizens, even in our rural com-
munities, which have struggled in the past with higher unemployment rates than the rest of the 
region. Current opportunities in the First Coast Labor Market are:

• Since recovery from the Great Recession took hold in 2010, the First Coast has experi-
enced strong job growth, at 12.6%, almost double the U.S rate of 6.8% and competing well 
with Florida’s growth of 13.8%. 

• Putnam County is the only Northeast Florida county that did not grow jobs during this time 
period. Putnam showed almost a 10% loss of employment between 2010 – 2015, but has 
now gone into positive territory in the last 5 years, growing by 1%. Clay (10.8%), Nassau 
(12%), and St. Johns (15.3%) are all showing double digit employment growth.

• The median income of in-migrants from outside Florida is higher than the median income 
of out- migrants in all counties in the Region. The healthy economy is generally attracting 
wealthier people who will earn and spend their incomes in the Region.

• 17% of the Region’s income is from transfer payments. Compared to Florida and the United 
States, more people in the Region earn their income through their labor or investments 
than through governmental assistance.

 
The Regional Labor Market also presents a number of challenges:

• Local businesses are having trouble finding and retaining qualified workers. The com-
petition for talent is becoming fierce, and this puts small businesses at a disadvantage, 
since they struggle to compete with larger companies, which can offer better benefits and 
higher starting salaries. We are also seeing some skepticism from prospect companies 
researching our region as a location for business or expansion. They have told us that our 
low unemployment rate is a concern when they must hire hundreds of workers in a short 
time. 

• Putnam County, our most rural county, is also showing some concerning economic and 
demographic trends. The relatively older population and reduction in prime working aged 
population suggest a large number of persons who have retired early in Putnam County or 
have dropped out of the labor force because of disabilities. 
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• Our counties exceed the state and the national Labor Force Participation Rate, with the 
exception of Baker (54.5%), Nassau (56.4%) and Putnam, whose rate has actually dropped 
from 2017 (from 47.6% to 44%). The lower rates in our rural counties are concerning, since 
they represent challenges for those residents who may lack opportunities and/or the 
ability to access them because of barriers. The people sitting out this booming job market 
also represent a significant share of the workforce that our local businesses need. Under-
standing and finding solutions to get this population back into the workforce should be a 
priority, both for CareerSource Northeast Florida and regional leaders and policy makers.

• Transportation is a barrier for many workers to get to where the high paying jobs are lo-
cated. Without a stronger public transportation system, residents will be restricted to jobs 
within their neighborhoods. That means that residents of economically challenged com-
munities will have trouble moving into better paying jobs in other parts of town (along the 
J. Turner Butler corridor, for example.)

• The migration of wealthy people to the suburban counties in the region has led to greater 
demand for lesser-skilled low-paying jobs to service these new residents (personal ser-
vices, fast food, and landscaping, for example.) However, those individuals who are willing 
to work in these lesser-skilled jobs are priced out of living in these increasingly wealthy 
areas, making transportation a barrier to employment. Getting people to these opportuni-
ties will become progressively more difficult, and the cost of gas for the commute will cut 
into the higher hourly pay they may earn in these jobs.

4. Skills Demanded by First Coast Business and Workforce Activities
 Each indicator we have previously discussed provides valuable insight into the people and 

businesses that work and operate in the Region. The population of the Region is changing in 
many ways. It is becoming more ethnically and racially diverse. Although some people do retire 
in the Region, the population is still relatively young and will provide additional workers for the 
future labor force. In 2018, 90% of the population (25 years and older) had graduated from high 
school. Dropout rates have generally declined in recent years across the First Coast Region 
and we expect educational attainment levels to rise in the future. 

 Education is key to the success of the Region’s labor force as knowledge and information 
become increasingly valuable in the marketplace. An analysis of the largest, highest paying 
and fastest growing occupations in LWDA 8 consistently list Customer and Personal Services, 
English Language and Mathematics in the top 3 Knowledge Competencies that are required. 
And as we evaluate the Skill Competencies that support these same occupations, we quickly 
see that all require Reading Comprehension, Active Listening, Critical Thinking, and are includ-
ed again in the top 3 across all jobs, which are surprisingly diverse.

 Our regional educational attainment rate is steadily improving, and we now exceed Florida’s 
rate of 29.1% for those with a bachelors degree or higher. We also compare favorably with the 
national rates (30.5% versus 31.5%). We exceed both the Florida and the national attainment 
rate in Associate’s degrees (10%, compared to 9.8% and 8.4%respectively.) These 2-year de-
grees are essential to the “middle skills” jobs that represent so much of our local labor market 
and are an important first step from entry-level or low-paying jobs for our residents.

 This progress can be credited in part to the efforts of a local initiative called Earn Up. Led by 
the Jacksonville Regional Chamber, Earn Up is a result of six months of collaboration and work 
by leaders of the region’s private colleges and public universities, K-12 school districts, local 
governments, business communities and nonprofit organizations. The goal of Earn Up is that 
60% of the adults living on the First Coast will have an in-demand market certification or col-
lege degree by 2025.
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First Coast Florida U.S.

Associate’s degree 101,376 10.0% 1,438,630 9.8% 18,338,323 8.4%

Bachelor’s degree 203,662 20.1% 2,721,635 18.5% 42,470,927 19.4%

Graduate or profes-
sional degree 105,542 10.4% 1,561,822 10.6% 26,396,124 12.1%

 
 As we have seen, Northeast Florida has a richly diverse economy that has performed better 

than the U.S. average for many years, only dropping to the U.S. level during the recession. The 
diverse employment base is enviable; however it also means that our mission to develop the 
workforce is challenging as the emerging industry ecosystems widely differ in their infrastruc-
ture and talent needs:

 
  Source: Elevate NEFL

• Advanced transportation, including aviation, clean fuels (including taking a lead role in 
Liquid Natural Gas fuel for shipping) , rail and port logistics, power storage, propulsion 
systems, tracking devices and security systems, distribution centers, and supply chain 
management and IT

• Financial services, making Northeast Florida one of the country’s most prominent lo-
cations for financial services support, data centers, insurance, financial software, trade 
financing and wholesale banking
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• Health and life sciences, ranging from human health care and wellness to medical technol-
ogies, food safety, agricultural sciences, marine sciences, health insurance, administrative 
services, complex regulatory compliance and health Information technology

 The study also reveals that several unique competencies thread throughout all the target in-
dustries:

• Lean manufacturing and Six Sigma™ expertise have immediate applications to the Ad-
vanced Manufacturing, Aviation and Logistics industries and their niche sub-clusters.

• Regulatory compliance is another unique knowledge base in Northeast Florida. It has 
strong applications in the Financial Services and Health and Life Sciences industries. This 
knowledge base gives the region a competitive advantage as regulations tighten in the 
coming years.

• Military experience and a large exiting pool of military personnel are a strong advantage. 
The military workforce is well trained in safety, maintenance and is very disciplined. For-
mer military members also have lower incidence of drug use and criminal history. During 
focus groups conducted for Elevate Northeast Florida, executives from all target industries 
stated that the military workforce is an important target for their talent pool.

• Information technology capabilities permeate every niche sub-cluster. For that reason, 
during our Elevate Northeast Florida strategic planning process, we moved IT from a 
standalone industry cluster to be foundational to the region’s other five core targets, espe-
cially in Financial Services, Health and Life Sciences and Logistics. (as seen in the diagram 
below.)

 
 AVAILABLE TRAINING AND CREDENTIALS
 As part of the Elevate Northeast Florida planning process, consultants performed a study of 

educational resources and a detailed skills gap analysis. 
 The data show that Northeast Florida has a variety of training programs and certifications 

available to students and companies who want to invest in training their workforce. The graphic 
below shows the training available for so-called “middle skills” job as well as 4-year and post 
graduate education.
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 Source: Elevate NEFL
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 In addition, the study analyzed the demand for occupations and certifications in our region, 
taking into account projected growth, turnover, and retirements. The analysts then looked at 
the projected number of graduates of training programs and workers currently in the work-
force, and came up with occupations where we have an excess number of workers and those 
which will experience a shortage over the next 5 years. The results are in the graphic below.

 

      Source: Elevate NEFL

5. Adult and Dislocated Worker Employment and Training
 In the First Coast region, we have adapted our training strategy to reflect business’ need for 

just in time training. Businesses can no longer wait 2-4 years for skilled workers – they need 
them now. We have dramatically changed the way we deliver training. The traditional meth-
od of funding training through Individual Scholarship Accounts (ISAs ) costs us an average 
of $5,000 per trainee and may take from six months to two years to complete. Our Employer 
Based Training program cost averages $1700 per trainee and is delivered in a few short weeks 
or months, at the business partners’ discretion. Training in the workplace does not incur any 
additional supportive services costs such as childcare or transportation. We also have a part-
ner in case management; the company’s HR department helps us track career advancement 
and completion points. 
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Annually, we serve well over 1,000 training job seekers, and many are trained and certified 
at the job site as part of the workday. All of our training investment went to regional targeted 
industries as defined by our economic development partnership. This result was attained by 
design. Since our region has determined that these industries are the ones we want to grow 
and recruit, we need to ensure that we invest our limited workforce funds in these targeted 
sectors. This is a win-win for businesses and for workers. Businesses get the skilled workforce 
they need in order to be competitive, and workers attain skills in industries that are growing 
and expanding in the region, leading to advancement opportunity and better job security. 
 
PARTNERSHIP WITH EDUCATION

 To support this robust training program, CSNEFL has developed partnerships with over 21 edu-
cational intuitions, both publicly funded and private for-profit, which offer well over 200 cours-
es of study. These courses lead to academic and technical degrees or industry recognized cer-
tifications. The majority of career study offerings are provided by more than one educational 
institution which supports job seeker choice in cost, frequency of classes, program placement 
success and location. In addition, offered courses of study fully support our Regional Demand 
Occupations List (RDOL). 
 
While the above-mentioned educational partners mostly support our scholarship training job 
seekers, our employed worker trainees comprise a significant part of our training success. This 
customer driven strategy allows CSNEFL to partner with business by sharing costs. Data has 
consistently shown that this strategy has provided the greatest return on investment in terms 
of cost effectiveness, wage increase and career growth. In many instances, these same educa-
tion partners create and provide training programs at business facilities as part of the workday. 
 
Each year our education partners work diligently with us to ensure the right training programs 
are in place to support the training needs of the businesses in our region. As noted above, the 
resulting programs are offered not only on our college campuses but are many times custom-
ized and taken right to the worksite to be offered to workers. Please see Supporting Attach-
ment II: LWDA 8 Approved Training Vendors 2019-2020 
 
A UNIFIED STRATEGY TO MEET OUR WORKFORCE’S SKILL NEED

 Through educational programs that prepare individuals for this changing economy, we can 
help bridge the current disparity between the skills workers possess and the skills businesses 
seek. CSNEFL relies heavily on the Regional Demand Occupational List to ensure the training 
dollars are invested in growing high skill/high wage occupations. 
 
The Workforce Estimating Conference (WEC) is authorized under §445.011 of the Florida Stat-
utes. The conference meets semiannually to establish a Statewide Occupational Demand List 
and provides recommendations to CareerSource Florida, Inc., for establishing Regional De-
mand Occupations Lists. Upon receipt of the Preliminary Demand Occupations List from Work-
force Florida, CSNEFL reviews the projections for additions or deletions based on local labor 
market conditions. Should any additions or deletions be identified, we provide documentary 
data to substantiate the request. The resulting Regional Demand Occupational List issued by 
CareerSource Florida is the basis on which training scholarships are provided to CSNEFL job 
seekers, as explained in our Occupation Skills Training Policy. 
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6. Description and Assessment of Youth Services 
 
Since 1996, CSNEFL has operated a highly successful youth program that has witnessed thou-
sands of at-risk youth graduate high school. These same youth then moved toward economic 
self-sufficiency through further education and training, and ultimately found gainful employ-
ment. WIOA has changed the focus of serving those who are in-school to those who are out-
of-school. It challenges the workforce system to reengage those youth who have dropped out 
and equip them with educational, occupational, and other skills training to meet demand in the 
local labor market. 
 
To prepare our youth program for this dynamic change in focus we conducted a region wide 
assessment of those entities that offer youth services, and specially targeted those organiza-
tions that worked with the dropout population and/or youth who have disabilities.  
 
Our assessment included a survey to over 500 organizations and was further refined through 
focus groups of providers and one-on-one interviews. Our analysis showed that there were  
11 major organizations providing services to almost 27,000 out-of-school/at-risk/disabled youth 
in Northeast Florida. Some of the types of services provided, which directly mirror those man-
dated through WIOA are, but not limited to: 

• Tutoring
• Study Skills
• Training 
• Paid/Unpaid Work Experience 
• Leadership Activities 
• Support Services 
• GED/HS Diploma concurrent with Workforce Prep Activities
• ESOL 
• Financial counseling/coaching
• Accommodation supports
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1. Vision and Strategic Goals
 The board’s vision is that Northeast Florida will have a world-class workforce development 

system that enables our businesses to be successful in the global economy. Our mission state-
ment reflects our commitment to supporting the talent component of economic development: 
Connecting employers to talent. We commit to providing innovative, responsive services that 
exceed employers’ requirements for the jobs of today and the future. 
 
GOALS

 Capacity Goals
• We will continue to develop staff and align training with requirements of the WIOA law, 

focusing on strategic employer sectors and targeted jobseeker populations.
• We will increase the investment in and utilization of technology to deliver basic services 

while mobilizing our human resources for enhanced services to employers and jobseek-
ers.

• We will advocate to the State to improve the efficiency of Employ Florida to support our 
efforts and integrate effectively into our systems, including new technology we adopt to 
deliver services.

• We will continue to look for ways to diversify revenue streams to support the mission and 
strategic priorities and create sustainability, including more aggressively approaching 
grant opportunities and pursuing fee-for-services based on employer needs.

 Sector Goals
• We will prioritize our service delivery around sectors that have the most growth opportu-

nities throughout our region: healthcare, advanced manufacturing, and transportation and 
logistics.

• Services for employers and jobseekers will be stratified based on federal requirements 
and CareerSource NEFL will be open and transparent about the differentiation in the level 
of services we deliver to our business customers.

 Goals around youth and individuals with barriers to employment
• We will form and strengthen partner relationships for the development and prioritization 

of new services to provide work-ready skills for jobseekers, specifically targeting so-
called “soft skills”, such as being on time, appropriate workplace communication, etc.

• In addition to reaching out to the community (using strategies such as Mobile Access 
Points), we will develop agreements to bring partners into our career centers. This strat-
egy will lead to providing additional basic jobseeker services on-site so we can serve 
those who may not possess the skills to access services online.

Vision and Strategic Goals
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 Convening Goals
• We have created an online asset map for the general public, economic development 

and community partners and jobseekers. We will broadly distribute and communicate 
the availability of the regional workforce asset map to employers, jobseekers and the 
media.

• The board staff will step more actively into the role of regional convener of workforce 
development discussions, including taking a more prominent role in existing groups 
such as Career Academies, STEMM, Earn Up, and more. We will develop new regional 
committees, activities and events (regular partner groups, forums, summits), and more. 
We will specifically focus on sector convening in targeted industries to foster and sup-
port the establishment of Career Pathways. We will also convene partners on a regular 
basis to enable collaboration, communication and to discuss ways to provide more 
effective services for key customer groups.

 
2. Our Strategy to Work with Our Core Program Partners 

 
CareerSource Northeast Florida and its core partner programs are aligned to create a seam-
less, customer-focused One-Stop delivery system that integrates service delivery across all 
programs and enhances access to the programs services. The local workforce delivery system 
includes, as required by WIOA, six core programs (Title I Adult, Dislocated Worker, and Youth 
programs; Title II Adult Education and Literacy programs; Title Ill Wagner-Peyser program; and 
Title IV Vocational Rehabilitation program), as well as other required and optional partners, 
such as TANF, identified in WIOA. 
 
CareerSource Northeast Florida has established procedures that address integration of re-
sources and services for the regions career centers that support a customer-centered, fully 
integrated, service delivery system that ensures customers, both job seekers and employers, 
have maximum access to the full range of education, employment, training, supportive services 
and employer services offered through the programs and services available.

3. How CareerSource NEFL will remain a High-Performing Workforce Board
• See all capacity goals in #1 above
• We will focus on telling success stories of employers, jobseekers and partners, to communi-

cate about CareerSource NEFL to all constituencies. We will also create a one-page docu-
ment for all audiences to tell the CareerSource story clearly and succinctly.

• We will continue to recruit high-quality talent to the Board of Directors.
• We will create an implementation plan to have senior staff and board leaders conduct more 

frequent meetings with regional opinion leaders, primarily around sector strategies.

4. Serving Job Seekers with Disabilities as well as other  
Protected Populations

 It is the intent of CSNEFL to prohibit exclusion of an individual from participation in, denial of 
the benefits of, discrimination in, or denial of employment in the administration of or in connec-
tion with, any programs and activities funded or otherwise financially assisted, in whole or in 
part, under Title I of WIOA because of race, color, religion, sex, national origin, age, disability, 
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political affiliation or belief, and for beneficiaries, applicants, and participants only, citizenship 
status, or participation in a program or activity that receives financial assistance under Title I  
of WIOA. 
 
Our regional career centers will meet the needs of a diverse range of individuals including  
people with disabilities by enhancing accessibility through:

• Job Access with Speech (JAWS)
• Zoom Text and MAGic
• Staff trained to use Relay systems for Deaf, Hard of Hearing and job seekers with speech 

challenges
• Video Relay Equipment
• Wheelchair accessible facilities – adjustable table height
• Language Assistance – Spoken word and Sign Language Interpreters
• Document Translation
• Alternate formats – i.e. large print
• Assistive Technology to assist those who have a low literacy or comprehension level,  

English as a second language, Dyslexia/Dysgraphia, or illiteracy
• Assistive Technology Referrals to Florida Alliance for Assistive Services and Technology
• Large screen talking calculators with contrast options
• Reading assistance (staff reader) to help with forms when needed
• Technology – Website accessibility meets Section 508 of the Rehabilitation Act and Web 

Content Accessibility Guidelines (WCAG) standards (a set of guidelines for making content 
accessible, primarily for people with disabilities). Website redesign is planned and includes 
meeting current accessibility standards.

• Additional time provided for Assessments and for use of computer equipment
• Information and counseling on Disability Disclosure, Section 503 of the Rehabilitation Act, 

Reasonable Accommodation, and Schedule A Federal Employment
• Providing services and programs specifically designed to address the special needs of 

disabled and other protected populations, i.e. Experience Works, Ticket to Work, the NEFL 
Community Action Agency, ICARE of Northeast Florida, Adult Education and English as a 
second language provider, etc.

• Personalized assistance as needed to accommodate.
• Working actively with partners, such as Legal Aid of Northeast Florida, to provide services 

to job seekers who feel they have been denied employment and training opportunities.
• Providing every job seeker, a full orientation to the CareerSource NEFL system which  

includes an overview of their rights under WIOA, and how they can receive redress 
through our complaint system.

• Providing direct services through our mobile access units at homeless shelters, Depart-
ment of Vocational Rehabilitation offices, regional conferences focused on serving individ-
uals with disabilities, community centers and educational events geared to students with 
disabilities transitioning from school to work.

• Collocating staff at organizations that serve the homeless such as the Jacksonville  
Veteran Services offices.
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• Actively partnering with programs such as Operation New Hope, the Department of Cor-
rections and the Department of Juvenile Justice to provide career services to those who 
are re-entering the labor force.

• Providing bonding services to offenders and others.

 CareerSource NEFL (CSNEFL) will provide targeted services for Social Security Beneficiaries 
with Disabilities. The Ticket to Work program provides Social Security beneficiaries “real choice 
in obtaining the services and technology that they need to find, enter, and maintain employ-
ment” by expanding the universe of service providers. Many people receiving disability bene-
fits from Social Security want to work, and could work, but face a number of significant barriers 
that prevent them from reaching their goals.

 Under the Ticket to Work program, the Social Security Administration issues a ticket to Social 
Security Disability Insurance (SSDI) or Supplemental Security Income (SSI) recipients. As a vol-
untary program, each person who receives a Ticket to Work has the option of using his or her 
ticket to obtain services from a provider known as an employment network (EN). ENs provide, 
without charge, employment services, vocational rehabilitation services, and other support ser-
vices to assist in obtaining and retaining self- supporting employment. All our centers are fully 
ADA compliant and provide a wide array of assistive technologies. CSNEFL has been an SSA 
approved Employment Network since 2002.

 Coordinated planning and service delivery strategies result in formal and informal referral and 
collaboration to enhance success for individuals with disabilities. CSNEFL provides formal 
referrals to customers who may benefit from services provided by Florida Division Vocation-
al Rehabilitation and/or Division of Blind Services. The Integrated Resource Team will form a 
person-centered plan of collaborative action to provide workforce assistance to the job seeker. 
Integrated Resource Teams are formed with staff members, from both/all agencies and compli-
mentary services are identified. Areas of responsibility are aligned with the proper agency and 
the job seeker benefits from braided efforts.

 Connection to community resources - Informal referral to a myriad of partner and community 
agencies is a common occurrence, as most job seekers with disabilities and barriers require 
support in several areas, including mental health services, financial literacy associations, hous-
ing providers, tax filing organizations, supported employment providers, and others.

 Coordination of employer services occurs between Division of Vocational Rehabilitation and 
CareerSource NEFL Business Services teams; training and access to Employ Florida for Voca-
tional Rehabilitation staff allows for sharing of information for the purposes of matching em-
ployers needs with qualified job seekers with disabilities.

 Resource coordination events are held each year to gather and share information with agen-
cies and community partners who provide workforce related services to job seekers with 
disabilities. These events encourage collaboration and use of CSNEFL job connection services 
and products.

 We partner with state level and local groups and agencies to provide coordination and service 
to our disabled and protected job seekers. Our partnerships include:

• Florida Agency for Persons with Disabilities
• Florida Department of Education, Bureau of Exceptional Education  

and Student Services
• Florida Department of Education, Division of Vocational Rehabilitation
• Florida Department of Education, Division of Blind Services
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• Florida Department of Education, Career & Adult Education
• Florida Department of Education, English Language Learners – Bureau of  

Student Achievement
• Florida Department of Children and Families Refugee Services
• Florida Attorney General, Office of Civil Rights
• Florida Department of Elder Affairs
• CareerSource Florida, Inc. 
• Florida Department of Economic Opportunity (DEO)
• Florida Department of Children and Families, Substance Abuse  

and Mental Health Office
• Florida Developmental Disabilities Council, Inc.
• Florida Association of Rehabilitation Facilities, Inc.
• Florida Department of Economic Opportunity
• Florida DEO Office of Civil Rights
• Project Search
• City of Jacksonville Disabled Services
• The Social Security Administration (SSA)
• Work Incentive Planning and Assistance Project
• Florida Alliance for Assistive Services and Technology
• Supported Employment Providers

5. Process to Develop CareerSource Northeast Florida’s Vision and Goals
 The 2015 Strategic Planning project created a working plan that CareerSource staff and board 

could use to guide the organization over the next five years. CareerSource Northeast Florida 
initiated a strategic planning effort in mid-2015. Board and staff leadership recognized the sig-
nificant change in the economic climate and new federal workforce legislation, and developed 
a planning process to position the organization for continued success. 
 
The full plan can be found at: 
https://careersourcenortheastflorida.com/wp-content/uploads/2019/03/careersource- 
nefl-strat-plan-2-11-16.pdf 
 
Project goals included:

• Review and reaffirmation of organizational vision and mission
• Developing goals and strategic priorities
• Engaging stakeholders in the planning process
• Reviewing organizational structure (board and staff)

 

https://careersourcenortheastflorida.com/wp-content/uploads/2019/03/careersource-nefl-strat-plan-2-11-16.pdf
https://careersourcenortheastflorida.com/wp-content/uploads/2019/03/careersource-nefl-strat-plan-2-11-16.pdf
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 Broad research was conducted with stakeholders to create a landscape for the  
organization’s work over the next five years. Planning activities included:

• Review of mission and vision included three executive committee and staff leader  
sessions

• Broad regional surveys included:
• 38 Employers
• 279 Job Seekers
• 15 Partners
• Multiple focus groups with employers, partners and jobseekers 
• 20 Employers (2 groups)
• 17 Job Seekers
• 12 Partners

Best practice benchmarking of 10 national workforce organizations, including: 
• Kentuckiana Works
• Oklahoma Education & Industry Partnership 
• Oklahoma Office of Workforce Development 
• Toyota
• Review of dozens of thought leadership articles and white papers
• Interviews with regional opinion leaders to gather perceptions and feedback
• Visioning sessions with CareerSource NEFL’s Board and Executive Committee
• Development of a regional asset map for all workforce providers

 Interviews with regional opinion leaders to gather perceptions and feedback, including leaders 
from:

• Science First
• Jacksonville University
• University of North Florida
• St. Johns County Public Schools 
• Baptist Health System
• City of Jacksonville
• Jacksonville Sheriff’s Office 

 
 The regional asset map includes over 170 organizations.



LWDA 8 2020-2024  |  March 16, 2020  |  74

 REGIONAL UNIFIED STRATEGY
 In 2018, as part of our ongoing efforts to review and update workforce development strategies 

and services, the Northeast Florida Regional Council, JAXUSA Partnership, and CareerSource 
Northeast Florida engaged Avalanche Consulting and the Council for Adult and Experiential 
Learning (CAEL) to complete Elevate Northeast Florida.

 The strategic planning process included the following steps:
• Assembling a regionally diverse Steering Committee consisting of public, private, educa-

tion, and nonprofit leaders from Northeast Florida with the role of building the framework 
and facilitating the effort of the strategic plan.

• Developing an economic assessment and benchmarking analysis of the region to include 
extensive in-depth stakeholder engagement such as interviews, focus groups, Steering 
Committee meetings, an online survey, site visits and open houses in each county and 
attendance at multiple public forums. Elevate Northeast Florida also includes a SWOT 
(strengths, weaknesses, opportunities and threats) analysis.

• Validating and updating target clusters by determining the types of businesses which have 
the best potential to thrive in Northeast Florida and provide residents with career opportu-
nities.

• Creating a workforce development strategy to determine what barriers exist that keep 
Northeast Florida residents from finding employment and identifying a future path that will 
educate and employ more residents.

• Providing economic and marketing recommendations based on the findings that will help 
Northeast Florida continue its positive economic momentum and build its global brand.

 The Elevate Northeast Florida planning process began in February 2018 and was completed in 
September 2018. 

 ELEVATE NORTHEAST FLORIDA GOALS
 The purpose of creating and implementing the Elevate Northeast Florida economic develop-

ment strategy was to achieve the following goals:
• Economic growth: Elevate Northeast Florida will lead to increased economic growth in the 

region by identifying and capitalizing on regional and county-specific assets.
• Talent development: Elevate Northeast Florida will lead to a more competitive talent pool 

and increased employment by connecting residents to jobs, especially in target industries.
• Brand recognition: Elevate Northeast Florida will result in a marketing and branding cam-

paign that raises awareness of the region’s assets to U.S. and international audiences.
• Global competitiveness: Elevate Northeast Florida will lead to enhanced global competi-

tiveness by focusing on strategic investments across the region.

 The Workforce Skills Assessment report analyzes the skill sets of Northeast Florida’s workforce 
and highlights workforce attributes that distinguish Northeast Florida from the competition or 
need improvement. It also includes an examination of existing educational pathways, current 
and potential gaps in workforce supply, and opportunities for transitioning workers into higher 
growth careers.
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 The workforce strategy documents can be found at:  
https://tinyurl.com/elevate-workforcestrategy 

 Reports, process documents, and the plan can be found at: https://www.elevatenefl.com 

 WORKFORCE SWOT ANALYSIS
 Elevate Northeast Florida provided an in-depth analysis of the regional workforce. Below is the 

regional workforce SWOT analysis.

 
       Source: Elevate NEFL

 The Elevate Northeast Florida report finds that talent attraction, retention, and development 
needs to be at the forefront in all standing JAXUSA engagements and is certainly core to the 
Elevate Northeast Florida Workforce Strategy. Infusing messages with language that bolsters, 
leverages, and builds upon existing talent initiatives will create a more regional, national, and 
even global understanding of how invested and committed this region is to creating a work-
force system and talent supply that is ready to meet the needs of both the current and future 
economy.

 Elevate Northeast Florida provides 5 workforce goals that our region will be working on for the 
next five years.

https://tinyurl.com/elevate-workforcestrategy
https://www.elevatenefl.com


LWDA 8 2020-2024  |  March 16, 2020  |  76

 Source: Elevate NEFL

6. Achieving Performance
 Our philosophy is embodied in a career development methodology resulting in income growth. 

The Income Growth Strategy promotes wage progression through rapid attachment to the 
workforce, continual skill gains, and personal development activities. As a strategic frame-
work, this approach builds upon a program design generally referred to as “post-employment”: 
placement, retention, advancement and/or rapid re-employment services. The foundation of 
this approach is that all employment and training services are delivered within the framework 
of the skills needs of the business community.

 The Income Growth Strategy involves designing a planned sequence of service interventions 
which target the needs of the job seeker in the larger context of serving our business custom-
er. The model embraces incremental income goals achieved through labor market advance-
ment. In our model, job seekers are not necessarily terminated from career development 
services at job placement. Success is measured by the ongoing skill development and wage 
growth of the job seeker.
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 Traditionally, workforce system contact with the employer ends at placement or soon thereaf-
ter, only resuming the next time placement services are needed. Under Income Growth, a busi-
ness services strategy represents activities, such as Employer Based training, as value-added 
products for the employer, part of a comprehensive set of business services.

 Providing services to the worker is no longer limited to a physical One-Stop location, but may 
be offered at the worksite, at a training center, or over the internet.

 Currently, performance standards drive the system toward an early termination approach.  
We have created strategies that allow workers to access a flexible system which offers skill 
attainment and comprehensive career development services. System performance should be 
measured, incrementally, as a worker progresses in income growth without terminating them 
from services.
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7. Negotiated Levels of Performance 

8. Measuring Effectiveness and Performance 
 To ensure the performance and effectiveness of our service providers, One-Stop delivery 

system, and fiscal responsibilities, we use an oversight, monitoring, and system performance 
improvement evaluation process which includes: 

• Periodic on-site monitoring visits to ensure programmatic and statutory  
compliance of all funded programs 

• Ongoing reviews and assessments of service providers’ performances 
• Periodic independent monitoring for programmatic and fiscal compliance by a qualified 

and certified public accounting firm 
• Ongoing assessment of labor and economic data and trends 

 
 While these activities/services are required to fulfill CSNEFL’s mandated oversight responsibil-

ities as LWDA 8, they also provide a means to respond to labor market, economic and demo-
graphic conditions and trends in our area. 

 The system improvement process serves as an outreach tool for both CSNEFL and its service 
providers to provide feedback to management, as well as, the board and chief elected offi-
cials through findings and recommendations. The system improvement process will continue 
to allow the managers/program operators to know what is happening at any given time in the 
system. This process will also continue to provide warning signals of developing problems, al-
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lowing management to implement improvement measures or take corrective action in a timely 
manner. CSNEFL performs system improvement as a regular and systematic review of program 
activities, administrative systems and management practices. The goal is to determine appro-
priateness, effectiveness, and compliance with the terms of the contract, regulations/guide-
lines and CSNEFL policies and procedures. 

 INDEPENDENT MONITORING 
 An independent certified public accounting firm conducts periodic programmatic, procure-

ment and fiscal monitoring using federal and state monitoring instruments, which outline both 
programmatic and fiscal compliance and quality improvement factors. The CSNEFL monitoring 
contractor evaluates each sub recipient at least once during the Fiscal Year. Monitoring re-
ports, identify findings, observations, and recommendations are generated at the completion 
of each monitoring visit. A monitoring schedule is developed by CSNEFL staff at the beginning 
of each program year. 

 
 INTERNAL MONITORING 
 Compliance monitoring of program activities and services to participants are performed by 

in-house staff. CSNEFL monitoring staff troubleshoot problems identified through compliance 
and performance reviews, provide technical assistance during their on-site monitoring visits, 
issue recommendations for corrective action in their monitoring report(s), and follow-up on the 
recommendations to ensure that corrective action has been taken properly and expeditiously. 

 CSNEFL is responsible for system improvement to include program activities and services, 
management systems, and practices in LWDA 8. This process ensures legal, fiscal, administra-
tive, and programmatic compliance. Compliance monitoring will ensure thorough desk review 
and on-site visits that Service Providers comply with legislative and contractual requirements. 

 CSNEFL’s system improvement staff establishes a schedule of regular scheduled and periodic 
on-site monitoring reviews of service providers in LWDA 8. These visits are designed to ensure 
that any abuses in program operations are immediately identified and eliminated and to pre-
vent any misuse of funds by Service Providers, subgrantees, etc. 

 Performance monitoring is conducted to validate actual program performance against perfor-
mance standards as established in the contract. The results of the review are used to assess 
progress toward goals and objectives, to identify existing or emerging problems, and to trigger 
explanations, corrective actions and/or contract actions, as appropriate. Performance monitor-
ing is conducted through a desk-review and on-site visits. At a minimum, the monitoring tools 
reflect the state monitoring tool provided by DEO. Other elements are added to this tool as ap-
propriate. Program Managers ensure contract providers provide a monthly report to them and 
to the Vice President. This monthly report clearly indicates progress toward program goals/
outcomes. 

 Staff prepares written monitoring reports following their on-site visits. The reports are the 
official records of the administrative entity’s staff review of Service Providers’ programs up to 
that point in time during the period of performance. The monitoring reports constitute the basis 
for future program assessment and make the monitor’s findings available for federal, state, 
and public inspection. The report provides the background of the program, the follow-up on 
previous findings, the current findings (positive or negative), and the recommendations (if any) 
for corrective action with a timeline for implementation. Any regular or special review and any 
technical assistance provided to the Service Provider is also included in the report. 
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 REPORT AND CORRECTIVE ACTION 
 The monitoring report is issued within 20 days, to make the information available for timely 

consideration and action by the management of both the administrative entity and its service 
providers. CSNEFL monitoring staff provide follow-up on corrective action recommendations, 
as well as, the results of technical assistance which may not necessarily relate to the required 
corrective action. 

 Upon receipt of the monitoring report, the CSNEFL CEO (or designee) reviews the corrective 
action plans and determine the appropriateness of such plans to effectively correct discrepan-
cies noted within reports. If the Service Provider and the CEO cannot resolve such issues, the 
Service Provider may request a hearing before the CSNEFL Board for final resolution. 

 
 CONTINUOUS IMPROVEMENT OF CENTERS AND SYSTEMS 
 CSNEFL Continuous Improvement Model will oversee the certification and constant 

advancement of centers and systems throughout our LWDA 8. In consultation with the local 
board, the continuous improvement team will certify Centers and Systems every three years. 
Certification criteria will include evaluations of effectiveness of how well the centers and 
systems: 

• Integrates available services for businesses and participants 
• Meets the workforce development needs of employers and participants 
• Operates in a cost-efficient manner 
• Coordinates services among core and recommended one stop partner programs 
• Provides maximum access to partner program services even outside regular  

business hours 
• Ensures equal opportunity for individuals with disabilities to participate in or  

benefit from center and system services 
• Considers job seeker feedback 
• Supports the achievement of the negotiated local levels of performance for the perfor-

mance indicators 

DATA TO BE COLLECTED 
PERFORMANCE: 
• Primary Performance Indicators 
• Performance for Individuals with Bar-

riers to Employment, and by Race, 
Ethnicity, Sex and Age 

SERVICES: 
• Number of Participants who Received  

Career and Training Services 
• Number of Participants who Exited from  

Career and Training Services 
• Percentage of Participants Employed 2nd  

and 4th Quarter after Exit 
PARTICIPANTS: 
• Total Number Served by each Core Pro-

gram 
• Number of Individuals with Barriers to 

Employment Served by each Core Pro-
gram 

• Number of Participants Enrolled in more 
than One Core Program 

COSTS: 
• Average Cost Per Participant for  

Career and Training Services 
• Percentage of training budget spent on 

participant training and training related 
services 
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 If CSNEFL determines the Service Provider’s performance to be unsatisfactory,  
CSNEFL may act in any of the following ways: 

• Requiring corrective action within specific time frames 
• Withholding payment 
• Disallowing inappropriate claims, payments, or costs 
• Terminating or suspending the contract 

 
 Each in-house system, program component/area and service provider is monitored at least 

once per program year. The monitoring staff provides any technical assistance necessary for 
the expedient implementation of recommended corrective action(s) when program deficiencies 
and/or noncompliance issues are cited. All corrective action(s) will be satisfactorily completed 
within 15 to 30 days of notification of the deficiencies and/or violations, and a follow-up moni-
toring visit will be done to assure the corrective action plan has been implemented. 

 CSNEFL utilizes a performance driven cost reimbursement and performance expected con-
tracting system for the award of contracts. Monitoring staff will review/monitor, on a continuous 
basis, service providers, bidding procedures/process, and property in accordance with the 
monitoring procedures stated in the Administrative Plan. 

 The previous stated description provides CSNEFL procedures for the monitoring, oversight, 
and evaluation of systems, program operators, and service providers in LWDA 8. All system 
performance is directly benchmarked against the common measures, federal and state regula-
tion/guidance and CSNEFL Board guidance. 

 The Executive Committee will be the deciding body for all discrepancies, which cannot be 
resolved by the President and Service Providers. 

9. CSNEFL Definition of Self-Sufficiency 
• Self-sufficiency for a job seeker applying for services through Adult Services will be  

defined as:
• Has an hourly income of $25.00 or more, for the one-month period immediately prior to 

application for training services, which is more than 250% of the Lower Living Income 
Standard Level (LLISL).

• Self-sufficiency for a job seeker being served through Dislocated Worker Services will  
be defined as:
• A worker who has been given notice of lay-off or is laid-off and at time of eligibility  

determination has income of no more than 80% of the job of dislocation.
• An employed worker who is identified by an employer to be in need of skills upgrade 

training to retain employment, and will receive an income of no less than 100% of the 
current wage upon successful completion.

• CSNEFL defines self-sufficiency for the Welfare-Transition job seeker as earning income 
sufficient to meet their family needs, therefore, no longer requiring assistance in the form 
of TCA, SNAP or Child Care assistance. This will require a family income in excess of 200% 
of the poverty rate for Welfare-Transition job seekers.

 These self-sufficiency definitions are applicable to all programs offered through CSNEFL.
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1. Coordination of Programs/Partners 
 Describe how individualized career services are coordinated across programs/partners in the 

one-stop centers, including Vocational Rehabilitation, Temporary Assistance for Needy Fami-
lies (TANF) and Adult Education and Literacy activities. Specify how the local area coordinates 
with these programs to prevent duplication of activities and improve services to customers.

 CSNEFL’s strategy is designed to blend and braid separate programs and funding streams, 
providing single points of access to workforce services for both employers and job seekers. 
Through its One-Stop provider, CSNEFL regularly meets with our Core, Mandatory and Local 
partners to develop the framework for services and outcomes. Our joint vision for the WIOA 
integration of service is to create a framework for an effective career service system that goes 
beyond the simple co-location of programs, personnel, resources and agencies. As envisioned 
by WIOA, funding streams and services are being integrated through signed MOUs and IFAs, 
providing seamless delivery that makes the separate agencies and programs invisible to both 
businesses and job seekers. In addition, all partners work hand-in-hand to ensure our local 
plans meet the needs of local business and local sector strategies. 

 The MOU is the cornerstone of service integration in this environment. We currently are oper-
ating with agreements that have been developed with all Core, Mandatory and Local partners. 
Our partners meet monthly to discuss the American Job Centers (AJC)/One-Stop system. 

 Included in these meetings are issues that arise through operation and governance, service 
delivery strategy and future program delivery direction. This structure has been foundational 
to the success of our local workforce system. We envision this model will only continue to be 
strengthened and enhanced as we refine and update the WIOA MOU among the One-Stop 
partners. 

 In addition, several of CSNEFL's goals to achieve its strategic vision speak to promoting maxi-
mum integration of service delivery within our Career Centers for our customers, both the job 
seekers and employers. CSNEFL plans to accomplish these goals by continuing, improving 
and/or implementing the following objectives:  

• Convening reoccurring meetings of the core programs’ key staff to discuss and determine 
how we can best coordinate and complement our service delivery so job seekers  
acquire the skills and credentials to meet employers’ needs. 

• Holding periodic strategic meetings with the business community to ascertain the skills 
and credentials employers need. All core programs' key staff will be invited to participate 
in these strategic meetings and work with CSNEFL to determine what changes, if any, are 
needed based on this input from local employers. 

• Promoting the AJC brand to ensure all Core, Mandatory and Local partners are represent-
ed on promotional information. 

Coordination of Services
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• Developing strategies to support and encourage staff training and awareness across pro-
grams supported under WIOA, as well as, other key partner organizations to increase the 
quality and expand the accessibility of services job seekers and employers receive. 

• Establishing career pathways aligned to high growth industries. 
• Documenting agreed to strategies to enhance the provision of services to employers, 

workers and job seekers such as use and sharing of information, technology, performance 
outcomes, and cooperative outreach efforts with employers. 

• Developing strategies for common intake and customer assessments.

2. Coordination with Economic Development Activities 
 Describe how the local board coordinates workforce investment activities carried out in the 

local areas with economic development activities carried out in the local area (or planning 
region) in which the local area is located and promotes entrepreneurial training and microen-
terprise services (WIOA §108(b)(5)). 

 Workforce development is the talent component of economic development, so it is not sur-
prising that the two partners work closely together in successful communities. In LWDA 8, the 
economic development region includes the same counties as the workforce region, with the 
exception of Flagler County, which joined the economic development partnership in 2006.

 The JAXUSA Partnership is Jacksonville and Northeast Florida’s regional economic develop-
ment initiative. JAXUSA is a private, nonprofit division of the JAX Chamber. Its purpose is to 
facilitate the creation and retention of quality jobs and significant capital investment, resulting 
in a higher standard of living and a better quality of life in Northeast Florida.

 JAXUSA works in partnership with the City of Jacksonville, JEA, the regional county partners 
— Baker, Clay, Duval, Flagler, Nassau, Putnam and St. Johns — CareerSource NEFL, JAXPORT, 
the Jacksonville Aviation Authority, the Jacksonville Transportation Authority and more than 
175 corporate investors throughout Northeast Florida.

 JAXUSA uses CSNEFL staff to help site consultants, relocation prospects, and local companies 
considering expansion understand the local labor market trends. CSNEFL staff present infor-
mation on average salaries, job growth trends and other factors affecting a company’s ability 
to locate, recruit and train talent. We provide labor market information in partnership with the 
DEO Labor Market Information staff. We also help companies after the decision is made to 
locate or expand in the area with recruiting, screening and assessment of prospective workers.

 CSNEFL also has a contractual agreement with JAXUSA to strengthen our industry sector part-
nerships. Under the agreement, JAXUSA will develop a baseline evaluation of existing regional 
sector support groups and provide a menu of strategies for each group, whether via alignment 
and partnership with existing groups, or creation of a new body. Our regional targeted industry 
sector categories are: aviation and advanced manufacturing, financial services, life sciences, 
logistics and transportation, and information technology.

 JAXUSA also hosts several industry forums throughout the year convening industry leaders, 
educators, workforce and economic development staff to exchange information and report on 
industry trends.
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 In addition, CSNEFL has developed a workforce survey that queries companies about their 
future hiring and training needs. The survey is delivered in our counties by the local economic 
development entities. Each county organization is responsible for conducting company surveys 
every quarter. The results are delivered almost immediately via an internet survey tool and 
can be forwarded to CSNEFL business services staff for action if a company has an immediate 
need for staffing or training support.

 In lieu of separate sector MOUs, CSNEFL has elected to create an agreement with JAXUSA, 
the regional economic development partnership. Under this agreement and contracted ser-
vices, JAXUSA delivers or facilitates:

• Regional forums to bring together employers, educators and workers from targeted sec-
tors to discuss workforce challenges and trends in recruiting, training and talent retention

• Reports on employment by sector and trends
• A 5-year regional strategy that includes:

• Competitive Analysis – providing a detailed evaluation of our region’s competitive 
strengths and areas for improvement

• Target Sub-Cluster Definition Report – containing detailed profiles of each target  
cluster and sub-cluster

• Education Infrastructure Assessment – containing an evaluation of all educational  
programs in the seven-county region, and a comparison of those programs with the 
talent needs of the target clusters

• Target Implementation Plans – recommending specific community development,  
workforce development, business development and marketing actions for each  
target audience, including a timeline, budget and metrics

 ENTREPRENEURIAL TRAINING
 The Start-up Quest entrepreneurial training series was a huge success in LWDA 8. The inno-

vative training program ran three years and served over 350 aspiring new business entrepre-
neurs. To build on this success, CSNEFL is supporting the JAX Chamber in their new program 
named JAX Bridges. JAX Bridges is a program of the JAX Chamber Entrepreneurial Growth 
Division. It is a program designed to connect small and medium-sized companies with oppor-
tunities to do business with larger corporations, as well as, providing targeted entrepreneurial 
education support. The program is a simulation that educates entrepreneurs. It creates  
“many-to-many relationship access” for both vendors and suppliers. We leverage entrepre-
neurial tools, unique learning strategies, and corporate relationships to deliver on our value 
proposition.

 In addition to JAX Bridges, CSNEFL works closely with the Jacksonville Women’s Business 
Center, the Small Business Administration, the Jacksonville Urban League, the Beaver Street 
Enterprise Center and specific programs provided by the University of North Florida’s Small 
Business Development Center (SBDC). Each year these groups provide training, mentoring and 
support to hundreds of First Coast residents who desire to open their own businesses.

 CareerSource NEFL recently added regular workshops for professionals on the Gig Economy 
and how workers can diversify their income by adding side gigs to their regular employment or 
using gigs to create income during employment gaps.

 A CareerSource NEFL staff member has been invited to join the Multidisciplinary Workgroup 
focused on reviewing state and national information and developing resources for businesses 
and individuals engaged in the gig economy. A primary objective of the Multidisciplinary Work-
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group will be to provide input on the development of a Florida Gig Economy Toolkit. Members 
of the Workgroup will meet on a periodic basis by phone or webinar each month between 
November 2019 and May 2020.

 A CSNEFL staff member has been certified to facilitate Entrepreneurial Mindset training from 
the Entrepreneurial Learning Initiative. The Entrepreneurial Learning Initiative (ELI) is a global 
thought leader dedicated to expanding human potential through entrepreneurial mindset edu-
cation. ELI serves academic institutions, government agencies, profit, and nonprofit organiza-
tions around the world to empower their constituents with an entrepreneurial mindset through 
professional development, certification training, curriculum content, and consulting.

 ELI is the creator of the Ice House Entrepreneurship Programs, which have been presented to 
the United Nations General Assembly, the Papal Council for Peace and Justice at the Vatican, 
and the European Commission.

 The first staff workshop on Entrepreneurial Mindset was delivered in-house in December 2019. 
CSNEFL plans to offer the training in partnership with the JAX Chamber beginning in 2020.

3. Coordination of Education and Workforce Investment Activities 
 Describe how the local board coordinates education and workforce investment activities car-

ried out in the local area with relevant secondary and postsecondary education programs and 
activities to coordinate strategies, enhance services, and avoid duplication of services (WIOA 
§108(b)(10)). 

 CSNEFL believes that the K-12 system is the beginning of our worker pipeline, and we have 
developed a strong and lasting partnership with all our local school districts. While career 
academies are a vital component of our worker development strategy, this is not our only in-
volvement with our school districts. CSNEFL actively supports specialized services to the most 
in-need youth in our region, which are delivered through our schools. Our post-secondary 
education partners have ensured students who graduate from our career academy systems 
are prepared to enter their institutions. Each college and university has actively entered into 
articulation agreements that award advance college credit and align high school studies with 
the entry requirement of their institutions.

 CSNEFL has developed partnerships with over 30 educational institutions, both publicly- fund-
ed and private for profit. These institutions offer well over 200 courses of study leading to 
academic and technical degrees or industry recognized certifications. The majority of career 
study offerings are provided by more than one educational institution, which supports job 
seeker choice, both in cost, frequency of classes, program placement success and location. In 
addition, offered courses of study fully support our Regional Demand Occupations List (RDOL).

 While the above mentioned educational partners mostly support our scholarship training job 
seekers, our work experience trainees are equally important. Our employer based training 
strategy allows CSNEFL to partner with business by sharing costs. In many instances, these 
same education partners create and provide training programs at business facilities as part of 
the workday. 

 Each year, our education partners work diligently with us to ensure the right training programs 
are in place to support the skills training needed in our region. As noted above, the resulting 
programs are offered not only on our college campuses, but are often customized and taken 
right to the worksite to be offered to our employed trainees. Our education partners include, 
but are not limited to:



LWDA 8 2020-2024  |  March 16, 2020  |  86

• Jacksonville University and the University of North Florida
• State Colleges such as Florida State College at Jacksonville, Florida Gateway College,

St. Johns River State College, and First Coast Technical College
• Continuing Education and certification programs at the University of North Florida
• Private for profit and non-profit training programs that have been evaluated and placed

on our approved training partners list
• Career Academies within our regional K-12 school districts

Additional coordination efforts are evident through the following strategies:
• Designing and implementing practices that actively engage industry sectors and use

economic and labor market information, sector strategies, Career Pathways, Registered
Apprenticeships, and competency models to help drive skill-based initiatives.

• Creating Career Pathways that lead to industry-recognized credentials, encourage
work-based learning, and use state-of-the-art technology to accelerate learning and
promote college and career success.

• Training and equipping Career Center staff in an ongoing learning process with the
knowledge, skills, and motivation to provide superior service to job seekers.

• Cross-training center staff to increase staff capacity, expertise and efficiency. This
allows staff from differing programs to understand every program and to share their
expertise about the needs of specific populations so that all staff can better serve all
customers.

• Inviting education partners and their staff to our staff training to learn more about
WIOA, workforce development programs, and present an update/overview of their pro-
grams/services to CareerSource Northeast Florida staff.

• Participating in outreach events including: college nights, open houses and job fairs
onsite at education providers.

• Conducting annual training provider meetings that address relevant WIOA eligibility
criteria changes, service delivery process, and an overview of all workforce programs
and services.

• Participating on post-secondary educational advisory boards.
• Exploring opportunities for ongoing data sharing to maximize performance outcomes

under WIOA.

Annually, CSNEFL reviews the Carl D. Perkins grant applications submitted to the Department 
of Education by our training partners. A list of the current approved training vendors with pro-
grams of study can be found in Supporting Attachment II: LWDA 8 Approved Training Vendors 
2018-2020. A list of training providers can also be found at our website here: https://career-
sourcenortheastflorida.com/partner_vendor_list. 

https://careersourcenortheastflorida.com/partner_vendor_list
https://careersourcenortheastflorida.com/partner_vendor_list
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4. Coordination of Transportation and Other Supportive Services 
 An important key to our transportation partnerships is the Florida Commission for the Transpor-

tation Disadvantaged (CTD). The CTD is an independent agency responsible for the coordina-
tion of transportation services for older adults, persons with disabilities, persons of low income 
and children at risk. 

 The Transportation Disadvantaged Program (TD) enhances the mobility of Floridians to achieve 
independence by providing medical, employment, education and other life sustaining trips to 
people with disabilities. The TD population includes persons who are unable to transport them-
selves or to purchase transportation, those who are unable to transport themselves because of 
a disability, and those who are unable to do so because of income status. 

 Our staff actively participates in local and regional Transportation Disadvantaged Boards: 
• Baker – Baker County Council on Aging
• Clay – Council on Aging
• Duval – North Florida Transportation Planning Organization
• Nassau – Council on Aging
• Putnam – The Ride Solution
• St. Johns – Council on Aging 

 
 In addition, CSNEFL staff members share information with job seekers regarding transportation 

services, schedules, routes, fixed and non-fixed route options, Americans with Disabilities Re-
duced Fare Option, ride-share and paratransit services and Connexion Plus – a new option for 
customers which provides private, same-day, door-to-door service anywhere in Duval county. 

 We provide referrals for Travel Training to job seekers; the goal of travel training on public 
transportation is to promote the independent travel of people with disabilities, particularly 
those who do not receive Medicaid funding for transportation. 

 People with physical differences may benefit from training or orientation related to the accessi-
bility features of today’s modernized, accessible transit vehicles. Likewise, people with mental, 
intellectual, or sensory differences may also benefit from training, orientation, and support. 

 CSNEFL staff members advocate for transportation solutions for individuals with disabilities 
with Florida Division of Vocational Rehabilitation, Florida Division of Blind Services, Agency 
for Persons with Disabilities, and North Florida Transportation Planning Organization to blend 
funding and resources to benefit job seekers and those recently employed. 

 CSNEFL staff members are current on legislation initiatives, studies, and reports to remain up 
to date on local considerations of the varied service delivery approaches and new innovative 
partnerships. At CSNEFL, staff members coordinate and lead transportation solutions initia-
tives. 

 Solutions include Rideshare, Vanpools, transportation stipends provided by the employer, and 
connecting them to transportation coordinators that provide options for individuals and em-
ployers, i.e. Connexion Plus, Cool to Pool, and other rideshare programs. 

 Transportation assistance is available on a limited basis to participants in the Trade Adjustment 
Act program when the training facility is located outside a reasonable commuting area from the 
enrollee’s place of residence.

 SNAP job seekers who meet hours of participation may receive up to a $25 stipend per month 
to assist with transportation costs while looking for work.
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 For TANF job seekers support services are not entitlements and are based on demonstrated 
need to complete participation in activities leading to self-sufficiency through employment.

 Childcare is issued to TANF recipients with children ages zero to twelve years of age while 
they are completing required activities. If a mandatory participant case has closed with entered 
employment the childcare can be extended through the Community Partner Agencies support-
ing the child care services. Specific criteria must be met and maintained to receive the service. 
Transportation will be provided for 12 months after the case has closed with employment in 
quarterly incremental payments provided funding is available, the employment is verified by 
staff for the specified time and the participant has requested the payments. 

 Transportation expenses are provided through a reloadable debit card. Transportation is 
limited to a maximum of $65.00 per month. Public Transportation is limited to the advertised 
cost for a monthly pass. Automobile insurance is limited to 6-months for the minimum coverage 
required by Florida law. Automobile repairs are limited to $500 after share of cost based on 
income. Tires are limited to $100.00 each and batteries are limited to $100.00.

 Work related clothing and tool purchases are limited to a reasonable cost based on the type 
of purchase. All support service expenditures are based on funding availability. Job seekers of 
other programs who show a proven need are referred to Career Service partners or other faith 
and community based organizations that provide supportive services.

5. Coordination of Wagner-Peyser (WP) Services 
 Describe plans and strategies for, and assurances concerning maximizing coordination of ser-

vices provided by the state employment service under the Wagner-Peyser Act (29 U.S.C 49 et 
seq.) and services provided in the local area through the one-stop delivery system to improve 
service delivery and avoid duplication of services (WIOA §108(b)(12)). 

 In 2000, Florida placed Wagner-Peyser (WP) state merit staff under the day to day supervision 
of CSNEFL. While always an important partner in our career service system, this action led to 
full integration and coordination of services.

 Labor exchange services are the primary services provided by WP staff; however, all Basic 
Career Services are available through WP staff in coordination with our career center partners. 
In addition, WP staff also make available the Individualized Career Services as outlined below.

 Basic Career Services are made available to all individuals seeking services served in the One-
Stop delivery system, and include:

• Determinations of whether the individual is eligible to receive assistance from the adult, 
dislocated worker, or youth programs

• Outreach, intake (including identification through the state’s Worker Profiling and Re-
employment Services system of unemployment insurance (UI) claimants likely to exhaust 
benefits), and orientation to information and other services available through the One-
Stop delivery system by phone or via other technology, as long as the assistance is pro-
vided by trained and available staff and within a reasonable time

 The costs associated in providing meaningful assistance may be paid for by the State’s Re-
employment program, the WIOA Adult or Dislocated Worker programs, the Wagner-Peyser 
Employment Service, or some combination thereof through these funding sources.
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 Individualized Career Services which may be made available by WP in coordination with our 
career center partners include:

• Comprehensive and specialized assessments of the skill levels and service needs of 
adults and dislocated workers, which may include—

• Diagnostic testing and use of other assessment tools
• In-depth interviewing and evaluation to identify employment barriers and appropriate  

employment goals

• Development of an individual employment plan, to identify the employment goals, appro-
priate achievement objectives, and appropriate combination of services for the participant 
to achieve his or her employment goals, including the list of, and information about, eligi-
ble training providers

• Group and/or individual counseling and mentoring
• Career planning (e.g. case management)
• Career exploration in our region’s targeted industries. We align ourselves with the sector 

industries identified by JAXUSA, our local economic development partner, and provide 
targeted services to our job seekers based on the identified industries, and available at 
any CSNEFL Career Center or Access Point. This includes access to targeted industry 
teams who work in partnership with employers throughout the region, industry portals, as 
well as, special job postings and events in these industries as well.

• Short-term pre-vocational services, including development of learning skills, communica-
tion skills, interviewing skills, punctuality, personal maintenance skills, and professional 
conduct to prepare individuals for unsubsidized employment or training. In some instanc-
es, pre-apprenticeship programs may be considered as short-term pre-vocational services

• Internships and work experiences that are linked to careers
• Workforce preparation activities that help an individual acquire a combination of basic 

academic skills, critical thinking skills, digital literacy skills, and self-management skills, 
including competencies in utilizing resources, using information, working with others, 
understanding systems, and obtaining skills necessary for successful transition into and 
completion of postsecondary education, or training, or employment

• Financial literacy services
• Out-of-area job search assistance and relocation assistance
• English language acquisition and integrated education and training programs
 CareerSource Northeast Florida has developed and maintains operational policies and 

procedures for the delivery of programs and program services to include WP employment 
services under the Wagner-Peyser Act. Staff training and development is seamless across 
board, partner and state staff.

6. Coordination of Adult Education and Literacy
 Adult Education and Literacy services are provided through the Adult Education and Fami-

ly Literacy Act (AEFLA), Title II of WIOA, as a partner in the workforce development system. 
AEFLA presents an extraordinary opportunity to improve the quality of life for individuals with 
low skills. Literacy and numeracy are fundamental skills necessary for workforce success and 
for personal and social well-being. Services provided under AEFLA can lead to further educa-
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tion, training opportunities, and work, derived from best practices used in the most rigorous 
research available. The diversity of individuals who possess low literacy skills requires a broad 
approach to skills development.

 As one of six core programs under WIOA, the AEFLA program plays an integral role in the 
workforce development system by providing access to educational services for adult learners 
through the One-Stop delivery system. The program seeks to advance the educational and 
workforce development of adults as workers, parents, and citizens. While playing a critical role 
in adult attainment of a secondary school diploma, the program also aims to assist in the transi-
tion to postsecondary education and training using Career Pathways.

 CSNEFL counts our local AEFLA program providers as key to the success of the Career Ser-
vices System. They provide critical services and activities to support adult learners with the 
goal of improving access to education and training opportunities and employment by:

• Continuing to develop and refine our transition plan to guide implementation of new WIOA 
requirements and to consider job seeker impacts. The transition plan identifies programs, 
activities, and services defined under “adult education and literacy activities” — including 
new activities such as integrated education and training, workforce preparation activities, 
and integrated English literacy and civics education. 

• Assisting adults in becoming literate and obtaining the knowledge and skills for employ-
ment and economic self-sufficiency. Workers and job seekers have access to basic skills 
instruction relevant to employment through the One-Stop delivery system. Education 
provided in the context of industry-specific needs involving employers and integrated with 
occupational skills training achieves the best outcomes for participants. Programs use 
Career Pathways, integrated education and training, and workforce preparation activities 
as hallmarks of excellent work-relevant instruction.

• Supporting the educational and skill achievement of parents and family members to par-
ticipate in the educational development of their children and improve economic opportuni-
ties for families. Family literacy programs provide parents and family members with foun-
dational skills that boost their knowledge and confidence. They support the educational 
development of parents and help them become educational advocates for their children. 
Parents and family members can improve their skills and readiness for postsecondary 
education or training, job advancement, and economic self-sufficiency.

• Assisting immigrants and English learners in improving their English and math proficien-
cy and understanding the rights and responsibilities of citizenship. English learners have 
access to services to help them achieve competence in reading, writing, speaking, and 
understanding English. These competencies allow them to obtain secondary school cre-
dentials and succeed in further education and training. Immigrants acquire an understand-
ing of what it means to be a citizen and to participate in civic responsibilities. Programs 
are designed to provide high-quality math instruction, evidence-based English language 
instruction and civics education that is responsive to, and respectful of, the diversity of 
immigrants and English learners.

• Assisting incarcerated individuals in strengthening their knowledge and skills to promote 
successful re-entry into society. Incarcerated individuals have access to educational 
services that prepare them for employment, economic self-sufficiency, family roles, and 
responsible citizenship upon their release. They can access adult education and literacy 
activities that support post-release transition to higher levels of education and training and 
meaningful employment. Programs designed to support incarcerated and formerly incar-
cerated individuals’ access to meaningful careers include approaches such as dual en-
rollment, peer tutoring, and transition to re-entry services designed to boost post-release 
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success and reduce recidivism.

 To ensure that CSNEFL and our local AEFLA providers coordinate our efforts to provide inte-
grated effective services to our system users, we will:

• Assess the One-Stop delivery system. Core programs, along with One-Stop partners, will 
assess the career service system and determine how to achieve seamless service delivery 
models that place the job seeker in the center of program design and delivery.

• Develop a Memorandum of Understanding (MOU) between our chief elected officials, 
CSNEFL and AEFLA providers to address One-Stop center infrastructure funding, phys-
ical and programmatic accessibility requirements, and the vision of WIOA and state es-
tablished goals, among other issues. The MOU will document how adult education can 
provide career services such as initial assessment of skill levels, and how adult learners 
will benefit from integrated system design.

• Assist our AEFLA providers to collaborate with new or existing youth services contract  
operators to increase services to disconnected and out-of-school youth and reconnect 
them to education and jobs.

7. Reduction of Welfare Dependency
 Describe how the local board coordinates workforce investment activities to reduce welfare 

dependency, particularly how services are delivered to TANF and Supplemental Nutrition  
Assistance Program (SNAP) recipients, to help individuals become self-sufficient. 

 In keeping with our income growth strategy, CSNEFL has developed a three-pronged ap-
proach to reducing welfare dependency. This approach considers families must build human, 
financial and social assets to move them from a life of poverty to a life of self-sufficiency.  
Specifically, these assets entail the following:

• Human Assets: Assets to attain knowledge, skills, and abilities to earn adequate  
income

• Financial Assets: Assets to effectively manage money and build wealth
• Social Assets: Assets required for taking care of themselves, their children and building 

productive relationships with others
 
 To assist our job seekers in managing these assets, all Welfare Transition and SNAP staff have 

been trained to use CareerTrax (https://careersourcenortheastflorida.com/jumpstart-your-ca-
reer) our local step-by-step guide that meets each job seeker where they are and provides a 
path to success.

 In addition, CSNEFL works in close partnership with the following agencies to help reduce or 
eradicate some of the barriers this population face:

• Local Legal Aid
• Local Housing Authorities
• Episcopal Children Services
• Early Learning Coalition
• Community Transportation
• Jacksonville Transportation Authority

https://careersourcenortheastflorida.com/jumpstart-your-career/
https://careersourcenortheastflorida.com/jumpstart-your-career/
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• Local Mental Health and Drug Agencies
• Goodwill Industries international, Inc.
• Generation

 
 Partnership with organizations such as Goodwill Industries and Generation means customers 

are able to earn industry certificates and credentials as well as provide employment opportuni-
ties through Goodwill Temps, the temporary employment division of Goodwill. 

 While training and employment opportunities are available, recent research conducted by  
CSNEFL shows that over 60% of this population is functionally illiterate. 

 CSNEFL has partnered with Florida Learn to Read and Florida State College of Jacksonville to 
create and deliver a GED readiness program which implements career coaching and career 
pathing using contextualize instructional material provided through My Career Shines. 

 This introduces our customers to various career paths and sectors which support our regional 
economies while engaging them in relevant and informative instruction.

8. Cooperative Agreements
 The interagency cooperative agreement is a formalized effort to improve employment opportu-

nities for persons with disabilities. The goal of this agreement is to:
• Establish a commitment among the agencies’ leadership to maximize resources and 

coordinate with each other to improve employment outcomes for persons with disabilities 
seeking publicly funded services

• Develop strategic goals and reasonable benchmarks to assist the agencies in implement-
ing this agreement

• Identify financing and contracting methods that will prioritize employment among the array 
of services paid for or provided by agencies

• Identify ways training opportunities can be better utilized by agency employees and con-
tracted providers to ensure effectiveness of employment services

• Ensure collaboration occurs during the development of service plans, including the  
Individual Plan for Employment, when individuals are served by multiple agencies, to 
achieve their employment goals

• Promote service innovation
• Identify accountability measures to ensure sustainability

 
 On May 7, 2014, the Interagency Cooperative Agreement was finalized and signed by the  

following agencies and organizations:
• Florida Agency for Persons with Disabilities
• Florida Department of Education, Bureau of Exceptional Education and Student  

Services
• Florida Department of Education, Division of Vocational Rehabilitation
• Florida Department of Education, Division of Blind Services
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• Workforce Florida, Inc. d/b/a/ CareerSource Florida
• Florida Department of Economic Opportunity
• Florida Department of Children and Families, Substance Abuse and Mental Health  

Office
• Florida Developmental Disabilities Council, Inc.
• Florida Association of Rehabilitation Facilities, Inc.

 
 CSNEFL strongly supports the cooperative agreement and is an active partner with the above 

listed agencies in serving our job seekers with disabilities. We have taken a proactive role in 
joining the cooperative agreement partners by:

• Aligning our outreach to businesses for job placement of the disabled
• Cross training of staff
• Providing technical assistance and sharing information especially as it pertains to the  

implementation of WIOA
• Developing specialized training materials for the delivery of employment workshops for 

disabled job seekers
• Designing effective referral systems and joint service strategies

Supporting Attachment III: Interagency Cooperative Agreement Employment First Initiative
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1. The CareerSource Northeast Florida One-Stop System
 The One-Stop delivery system is administered by CareerSource NEFL, designated by the First 

Coast Workforce Development Consortium as the grant  recipient, administrative entity, and 
fiscal agent for LWDA 8. CSNEFL brings together required partners in a seamless customer-fo-
cused service delivery network designed to give job seekers access to programs, services and 
other resources to improve their prospects of long-term employment.

 CareerSource NEFL has designated its Gateway Career Center located at 5000 Norwood  
Avenue, Suite 2, Jacksonville, FL 32208 as the comprehensive American Job Center for LWDA 
8. One-Stop partners work together to provide access to services. Fourteen One-Stop partners 
are co-located in the Gateway Career Center to administer their separately funded programs in 
an integrated and streamlined manner to individuals who frequent the Center. LWDA 8 part-
ners include:

WOIA (Adult, Dislocated  
and Youth formula grants) 

Florida State College at Jacksonville1 – Adult  
Education and Family Literacy 

Jacksonville Job Corps* Vocational Rehabilitation1 

Wagner-Peyser Division of Blind Services1 

AARP Foundation SCSEP1 Jacksonville Housing Authority* 

TAA Northeast Florida Community Action Agency* 

Jobs for Veterans Operation New Hope* (Second Chance Grant) 

Unemployment Compensation1  National Black Council on Aging (SCSEP)1 

 
 *Partner to provide customers access to services via Direct Linkage using Skype technology 
 1 Added partners to the Gateway Career Center 

Description of the Local One-Stop System
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AARP
Foundation 
SCSEP

A featured program of AARP Foundation, the AARP Senior Community Employ-
ment Program (SCSEP) is the nation’s oldest program to help low-income, unem-
ployed individuals aged 55+ find work. 

AARP Foundation first matches eligible older job seekers with local nonprofits 
and public agencies so they can increase skills and build self-confidence, while 
earning a modest income. Based on their employment interests and goals, 
participants may also receive supportive services and skills training through an 
educational institution. Their SCSEP experience most often leads to permanent 
employment. 

SCSEP is administered by the U.S. Department of Labor. AARP Foundation 
operates in 21 states and Puerto Rico. AARP Foundation currently operates the 
SCSEP program in 72 locations, 14 in the state of Florida.

Division of Blind 
Services

Mission Statement: To ensure blind and visually-impaired Floridians have the 
tools, support and opportunity to achieve success. 
 
Vision Statement: In partnership with others, create a barrier free environment in 
the lives of Floridians with visual disabilities. 

The Florida Division of Blind Services helps blind and visually impaired indi-
viduals achieve their goals and live their lives with as much independence and 
self-direction as possible. Applying for services requires downloading and com-
pleting the Application for Services Form from the website and submitting it to 
the nearest Division of Blind Services office.

FSCJ – Adult Edu-
cation and Family 
Literacy

Adult Education at Florida State College at Jacksonville includes a range of in-
structional programs that help adults get the basic skills they need to be produc-
tive workers, family members and citizens. 

The major program areas are Adult High School, GED® Preparation: High School 
Equivalency, Adult Basic Education (ABE) and English for Speakers of Other Lan-
guages (ESOL). These programs emphasize basic skills such as reading, writing, 
math and English language competency. Adult education programs also help 
adult learners gain the college and career readiness skills needed to enter and 
succeed in the workforce and/or postsecondary education. 

FSCJ helps prepare adults of any age to take the GED® test and obtain a high 
school equivalency diploma. Note: There is a $30 registration fee per term for 
Adult Education programs.
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Jacksonville Hous-
ing Authority

JHA offers a variety of programs to fit the needs of low and moderate-income 
families, senior and handicapped adults in the greater Jacksonville, Florida area.
JHA offers many programs to assist the residents’ quest to move up and out 
of public housing and perhaps into homeownership, which is still the goal and 
dream of most Americans.

Public housing communities are strategically positioned in all areas of town and 
are close to schools, shopping, transportation and community service resources.
The Section 8 voucher program allows families to move to the private property of 
choice. The Resident Opportunities staff stand ready to help with education, job 
training, counseling, etc.

Jacksonville Job 
Corps

The Job Corps program was created during the administration of President Lyn-
don B. Johnson in 1964 as part of Johnson’s War on Poverty and Great Society 
initiatives that sought to expand economic and social opportunities for Ameri-
cans, especially minorities and the poor. Job Corps is one of the oldest social 
programs in the federal government today. A product of the Economic Opportu-
nity Act of 1964, Job Corps was first set up by Sargent Shriver, a member of the 
Kennedy family who ran many of Johnson’s social programs. Shriver modeled 
Job Corps on the Depression-era Civilian Conservation Corps of the 1930s, 
which provided room, board, and employment to thousands of unemployed 
people.

Jacksonville Job Corps offers a full suite of Career Services to include career 
counseling, High School diploma/High School equivalency attainment, career 
technical training with industry recognized credential attainment, residential 
programming, as well as, day school services, basic medical, dental and other 
wellness services, transitional support and assistance, career placement and fol-
low-up, college programs, internship programs, recreational programs and activ-
ities, on-site childcare, biweekly living allowance, as well as, transitional stipend, 
employability skill development and personal enrichment classes.

Northeast  
Florida  
Community  
Action Agency

NFCAA was established in 1965, envisioned as an agency with a driving force to 
combat poverty in Northeast Florida. NFCAA currently administers programs in 
seven (7) counties and employs a staff of 50. NFCAA’s annual operating budget 
for Fiscal Year 2013 was more than $8,000,000, and the Agency provided assis-
tance to 23,831 low-income individuals.

Vision: A community where all individuals and families achieve their potential 
through education, financial stability and healthy lives alleviating the devastating 
effects of poverty.

NFCAA’s service delivery encompasses providing a comprehensive and holis-
tic approach to services for entire families. NFCAA is dedicated to establishing 
mutually beneficial partnerships that connect families to available resources, 
stabilize vulnerable households, and promote healthy families and communi-
ties. NFCAA has demonstrated effectiveness in producing outcomes in the 
lives of low-income people and the communities in which they live. The Agency 
has contributed to low-income neighborhoods by promoting advocacy, hiring 
low-income clients to their staff, and implementing Result Oriented Management 
Accountability (ROMA) agency-wide.
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Operation New 
Hope

Operating with a four-pronged approach (case management, life coaching, job 
training and job placement assistance) Ready4Work ensures clients receive 
wrap-around care. Clients have no violent or sexual charges, and are required 
to be drug-free while participating in the 4-6- week career development training 
course that focuses on employment and life skills. A dedicated job coach works 
with the clients and employers to place individuals in jobs where there is a match 
for both parties. The Ready4Work staff remains in contact with the clients for a 
full year after intake.

Vocational  
Rehabilitation

Vocational Rehabilitation (VR), a federal-state program, helps people who have 
physical or mental disabilities get or keep a job. VR is committed to helping peo-
ple with disabilities find meaningful careers.

Mission: “to help people with disabilities find and maintain employment and en-
hance their independence.”

Vision: “to become the first place, people with disabilities turn when seeking 
employment and a top resource for employers in need of qualified employees.”

In addition to the general customer employment program, VR has additional 
specific programs designed to help eligible people with disabilities become 
employed.

NCBA Senior 
Community  
Service  
Employment  
Program (SCSEP)

The NCBA Senior Community Service Employment Program (SCSEP) is an em-
ployment training program sponsored by the United States Department of Labor. 
We serve seniors 55 and older who meet the federal poverty guidelines.

SCSEP participants receive the necessary job-related training in preparation for 
unsubsidized employment. Training takes place in group sessions or at the work 
site and may involve performing duties at a non-profit, including daycare facili-
ties, faith-based organizations, and senior centers.

HOW OUR WIOA PARTNERS CONTRIBUTE BY PLANNING AND IMPLEMENTING

The One-Stop Operator has involved all partners listed above (with exception of Unemploy-
ment Compensation) in the planning of all processes relative to customer intake, internal  
referral between partners, and creation of an Information Center to provide customers with 
information on the AJC services and programs, and individual partner services.

One-Stop partner meetings are conducted monthly and partners work in a collaborative  
manner to make decisions on a consensus basis. The One-Stop Operator established  
subcommittees where partners participated in focusing on mapping processes (i.e. data  
sharing and reporting performance, internal referral, customer service survey, etc.) and then 
shared outcomes from those meetings with the overall group of partners. The One-Stop  
Operator ensures each partner has equal input on the continuous process improvement of  
the overall delivery system.

Required Attachment A: Executed MOU for all One-Stop Partners
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2. Customer Access
 The CSNEFL system has fully integrated a wide variety of programs, such as: Job Corps, the 

Migrant Seasonal Farm Workers Program (MSFW), the Workforce Innovation and Opportu-
nity Act (WIOA), the Wagner-Peyser Program (WP), Jobs for Veterans, the Trade Adjustment 
Act (TAA), the Welfare Transition Program (WT/TANF), the Supplemental Nutrition Assistance 
Program (SNAP), Second Chance, Community Action (NFCAA) the Senior Community Service 
Employment Program (SCSEP), the Reemployment Assistance Program (RESEA), Adult Educa-
tion and Family Literacy Act (AEFLA) and Vocational Rehabilitation (VR).

 The strategy is designed to blend separate programs and funding streams, providing single 
points of access to workforce services for both employers and job seekers. Currently our 
locally developed memorandum of understanding (MOU) is the keystone of service integration 
in this environment and will be updated to reflect state and federal guidance as it is issued. 
Agreements have been developed with all required partners, as well as, additional non-re-
quired partners.

 CSNEFL has been, and remains, a leader in providing services to disabled job seekers.  
CSNEFL was the first workforce board in the nation to become an Employment Network under 
the Ticket to Work program. Each of our Career Centers fully embraces a universal design that 
meets the accessibility needs of job seekers both in terms of layout and equipment.

 All CSNEFL staff members are expressly trained to serve job seekers with disabilities and are 
familiar, and compliant, with ADA rules and regulations. The Disability Navigator operates at 
the management level, providing direction and training to frontline staff throughout the career 
system. All staff assist all customers; in addition, each Career Center has at least one Disability 
Resource Coordinator assigned to assist those with disabilities. Accommodations have been 
made to allow wheelchair accessibility and designated workstations have been designed to 
facilitate use by individuals in wheelchairs. Large font computers are available, as is access to 
the Florida Relay System and Virtual Relay System.

 Section 188 of WIOA requires the One-Stop system to ensure equal opportunity and access for 
individuals with disabilities. CareerSource Northeast Florida incorporates feedback from Cen-
ters for Independent Living into all facets of program planning and delivery to ensure physical 
and programmatic access to workforce development tools, resources, programs and offices.

 Independent Living Resource Centers provide services to include independent living skills 
training, individual and systems advocacy, Work Incentives Planning and Assistance, peer 
counseling, information and referral, career development, durable medical equipment loan 
closet, deaf consumer services, interpreter referral, nursing home transition, telecommunica-
tions relay equipment distribution program, travel training for public transportation systems 
and youth transition services that support clients to set and achieve their goals of living inde-
pendently in their community. This diverse and extensive list of service types allows Centers 
for Independent Living to provide the holistic support many clients with significant disabilities 
may need.

 The Florida network has 17 Centers for Independent Living and two areas serve LWDA 8: CIL  
of North Central Florida (Putnam County) and Independent Living Resource Center of North-
east Florida (Baker, Clay, Duval, Nassau and St. Johns counties).

 Together, CareerSource NEFL and CILs partner to share referrals, develop collaborative 
plans with clients, communicate to avoid duplicative service provision, and meet regularly to 
strengthen their relationships and cross-educate one another.

 Information and consultation from CILs regarding job seeker’s needs informs CareerSource 
NEFL staffs as we assess and consider the needs of the local population, including individuals 
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with disabilities, in the design and delivery of services including the development of appropri-
ate intake procedures, and screening devices and comprehensive assessments, if necessary; 
determining the nature and mix of services and supports provided; and analyzing training pro-
gram needs for CareerSource NEFL personnel to accomplish the objectives of the program.

 
 UNIVERSAL DESIGN
 CSNEFL strives to meet the diverse needs of business and career seeking customers, includ-

ing individuals experiencing barriers to employment. CSNEFL employs universal design of en-
vironments, products, and communication practices, as well as, the delivery of programs, ser-
vices, and activities to meet the needs of all customers of the workforce development system.
Our goal for any member of the public (including those with disabilities) is to experience easy 
access to our services, a welcoming atmosphere and exceptional customer service. CSNEFL 
develops services that are accessible to the largest number of people, thereby reducing the 
need for specialized assistance.

 CSNEFL provides a range of options for inputting information in a computer, including a key-
board, trackball or a mouse. We provide information through both online self-directed methods 
and in group workshop settings. Our staff is prepared to assist and accommodate a range of lit-
eracy and language skills and provide effective prompting and feedback during and after task 
completion.

 Additional examples include providing information in multiple languages, presenting infor-
mation during trainings and workshops verbally and in writing, and incorporating graphics 
to illustrate information so individuals can receive information in the manner that best suits 
them. 

 In the resource rooms, all signage uses graphics and pictures combined with text, and re-
source materials are available in places and at heights that are highly accessible. CSNEFL pro-
vides the option of registering and/or signing up for orientation, workshops, and classes online 
or by telephone ahead of time so that orientation can be accomplished upon the first visit.

 HOW WE FACILITATE ACCESS TO REMOTE AREAS
 To ensure we reach job seekers who have mobile 

limitations, CSNEFL has developed and deployed 
a service delivery system that uses 3 mobile 
access point teams which take our services to the 
point of need in a community. Each team, com-
prised of CSNEFL career staff, is supported by a 
scheduler and numerous employment workshop 
trainers. Each of the 3 vehicles are outfitted with 
20 wireless-enabled laptops, marketing displays 
and other materials that support staff as they reg-
ularly visit our community partner facilities throughout the region.

 Providing the same labor exchange services, a job seeker can receive in our Career Centers, 
the system is both cost effective and flexible. We can offer assistance in 3 different places for 
up to 20 job seekers at each location, or combine our teams to provide services for up to 60 
job seekers at the same time. Mobile Access Point Teams receive training on service delivery 
to customers with barriers and special needs including height adjustable tables and assistive 
technology on board, talking software, screen enlarger, rollerball mouse and others as requested.
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 In addition to our high touch services, our website, which is fully ADA compliant and WCAG 
2.0 AA certified, provides a packaged service offering specific to the needs and status of our 
job seeking and business customers. Many of our services can be delivered online, creating a 
virtual career center that enhances the value of the website for job seekers who cannot come 
in to access our services.

 One example is CareerTRAX. 
(https://careersourcenortheastflor-
ida.com/jumpstart-your-career/) 
This platform, launched in 2010, 
allows users to create their own 
personalized program for success 
in a step-by-step guide to suc-
cess. We designed it to help job-
seekers who are not sure where 
to start on their job search by 
offering surveys to find the stage 
at which they are having challeng-
es. The surveys link jobseekers 
to the page or track addressing 
the subject they’re interested in or 
need help with. Universal job-
seekers can start anywhere in the 
six tracks and proceed to subjects 
they want or need information 
about. Program participants may 
be directed to specific activities 
by their case managers; when a program job seeker is directed to a specific activity, it be-
comes part of their mandated activities for compliance.

 For jobseekers who need a step-by-step approach, CareerTRAX offers information that starts 
with self-assessment and proceeds logically all the way to ongoing success on the job, includ-
ing competing for promotions, asking for a raise, or making the decision to look for different 
employment. Jobseekers can take the steps, to build the tool they need to research, interview 
and prepare for offers, or they can skip to a section that addresses their immediate need. Ca-
reerTrax offers sections on job seekers with disabilities and provides opportunities for staff-as-
sisted coaching and activities for topics such as Disability Disclosure, and Reasonable Accom-
modation at work.

 Jobseekers can track their progress through the tracks via My Trax PDF tracking forms locat-
ed on each main page. The forms are designed to be printed and used to track the dates of 
activities, workshops, and coaching sessions the jobseeker has completed. Staff may use the 
tracking forms to suggest activities to the jobseeker. They can also use the forms as a guide to 
how recent and intensive a jobseeker’s job search has been.

SUCCESS

GOING TO WORK

JOB SEARCH

SETTING GOALS

RESEARCH

SELF ASSESSMENT

SUCCESS AT WORK
PROMOTION
OTHER OPPORTUNITIES
ONGOING EDUCATION

JOB OFFERS
NEGOTIATING
STARTING THE JOB RIGHT

RESUMES
INTERVIEWS 
JOB SEARCH
NETWORKING

CAREER OBJECTIVES
EDUCATIONAL GOALS
PERSONAL GOALS

LABOR MARKET TRENDS
 COMPANY RESEARCH
INFORMATIONAL INTERVIEWING
VOLUNTEERING & INTERNSHIPS

PERSONALITY 
VALUES & SKILLS 
INTERESTS
BARRIERS 
KNOWLEDGE & EDUCATION

https://careersourcenortheastflorida.com/jumpstart-your-career/
https://careersourcenortheastflorida.com/jumpstart-your-career/
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3. Integration of Services
 CSNEFL utilizes the data systems provided by the state, which include the Employ Florida, the 

One Stop Tracking System – My Florida, the SUNTAX Portal Production System, and the De-
partment of Economic Opportunity Data Store. Continuous improvement of how these systems 
function will require continued collaboration, coordination, and re-assessment. CSNEFL staff 
stands ready to assist the state in a review of all core and partner program services, programs, 
and policies to identify duplicative efforts and potential solutions to better align agency re-
sources and efforts.

 All partners will be co-located in the Gateway Center except Unemployment Compensation 
(UC) and Jacksonville Housing Authority (JHA). Customers will continue to access UC through 
telephone; a direct linkage via Skype will be used for customers who need information on 
housing from JHA.

 A SharePoint page has been established to share data and other pertinent information be-
tween partners. The Internal Self-Referral Form indicates a customer’s interests in one or more 
partner’s services, as well as, case notes to be distributed to partners via SharePoint. Partner 
meetings will be conducted face-to-face and through some form of technology such as GoTo-
Meeting, Zoom or Skype.

4. Competitive Selection of the One-Stop Operator
 On March 20, 2017 CSNEFL released an Invitation to Negotiate (ITN) Solicitation Number 16-17 

#2 for One-Stop Operator Services. This solicitation followed all requirements as indicated in 
the CSNEFL Contracting Policies and Procedures. Three bids were submitted and the One 
Stop Operator was selected to provide these services to begin July 1, 2017.

 The current procurement expires on June 30, 2020. A new procurement will occur in the spring 
of 2020 for the One-Stop Operator services to begin July 1, 2020.

5. System Improvement
 TARGETING SERVICE IMPROVEMENT FOR OUR BUSINESS CUSTOMERS
 As our regional focus has shifted to spotlight our targeted industries, we have created inno-

vative ways to serve employers with this distinction and assist job seekers seeking careers 
in these areas. As part of a regional reorganization, an assessment was completed to better 
understand business needs, not just current but projected needs as well. Four Industry Man-
agers were hired to become our regional industry experts. Our managers are required to have 
extensive experience in their assigned industry and the right skills to meet the needs of our 
partner employers. The four industry teams led by these managers are providing specialized 
services to ensure our targeted industry employers’ needs are met.

 While providing a higher level of service to our employer customers, we are then able to  
specialize our services provided to individuals seeking employment in these areas. These  
services include:

• Targeted Industry events including recruitments and informational sessions for job seek-
ers. While open to all job seekers, our Industry Teams search through our database to find 
and invite qualified candidates.

• Industry Portals - We’ve gathered information on the fastest growing and highest paying 
jobs, training opportunities and the latest industry news to help job seekers fast track their 
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career. The industry portals include the ability for job seekers to explore occupations, 
including salary information, job growth projections and more.

 
 Our Targeted Industry Teams create sector plans to include strategies for action such as:

• Developing the future workforce, and improving current labor pool
• Identifying critical cluster occupations and suggesting new and adjusting existing work-

force development efforts to target critical cluster needs
• Connecting the region’s residents to training that addresses known skills gaps and aggre-

gating local demand for workforce programs

 UNIFIED SYSTEM IMPROVEMENT
 To ensure we respond to labor market, economic and demographic conditions and trends, 

CSNEFL will utilize an oversight, monitoring, and system performance improvement evaluation 
process which includes:

• Periodic on-site monitoring visits to ensure programmatic and statutory compliance of all 
funded programs

• Ongoing review and assessments of service providers’ performances
• Periodic independent monitoring for programmatic and fiscal compliance by a qualified 

certified public accounting firm
• Ongoing assessment of labor and economic data and trends

 
 While these activities/services are required to fulfill CSNEFL’s mandated oversight responsibil-

ities as LWDA 8, they also provide a means to respond to labor market, economic and demo-
graphic conditions and trends in our area.

 The system improvement process serves as an outreach tool for both CSNEFL and its service 
providers to provide feedback to management, the board and chief elected officials through 
findings and recommendations. The system improvement process will continue to allow the 
managers/program operators to know what is happening at any given time in the system. This 
process will also continue to provide warning signals of developing problems, allowing man-
agement to implement improvement measures or take corrective action in a timely manner. 
CSNEFL performs system improvement as a regular and systematic review of program activi-
ties, administrative systems and management practices to determine appropriateness, effec-
tiveness, and compliance with the terms of the contract, regulations/guidelines and CSNEFL 
policies and procedures.

 INDEPENDENT MONITORING
 An independent certified public accounting firm will conduct periodic programmatic, procure-

ment and fiscal monitoring using federal and state monitoring instruments, which outline both 
programmatic and fiscal compliance and quality improvement factors. The CSNEFL monitor-
ing contractor will monitor each sub-recipient at least once during the Fiscal Year. Monitoring 
reports identify findings, and observations, and recommendations are generated at the com-
pletion of each monitoring visit. A monitoring schedule is developed by CSNEFL staff at the 
beginning of each program year.
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 INTERNAL MONITORING
 Compliance monitoring of program activities and services to participants are performed by 

in- house staff. CSNEFL monitoring staff troubleshoot problems identified through compliance 
and performance reviews, provide technical assistance during their on-site monitoring visits, 
issue recommendations for corrective action in their monitoring report(s), and follow-up on the 
recommendations to ensure that corrective action has been taken properly and expeditiously.

 CSNEFL is responsible for system improvement program activities and services, management 
systems, and practices in LWDA 8 to ensure legal, fiscal, administrative and programmatic 
compliance. Compliance monitoring will ensure thorough desk review and on-site visits that 
Service Providers comply with legislative and contractual requirements.

 CSNEFL’s system improvement staff establishes a schedule of regularly scheduled, as well as, 
periodic on-site monitoring reviews of service providers in LWDA 8. These visits are designed 
to ensure that any abuses in program operations are immediately identified and eliminated, as 
well as to prevent any misuse of funds by Service Providers, subgrantees, etc.

 Performance monitoring is conducted to validate actual program performance against perfor-
mance standards as established in the contract. The results of the review are used to assess 
progress toward goals and objectives, to identify existing or emerging problems and to trigger 
explanations, corrective actions and/or contract actions, as appropriate. Performance monitor-
ing is conducted through a desk review and on-site visits. At a minimum, the monitoring tools 
reflect the state monitoring tool provided through DEO. Other elements are added to this tool 
as appropriate. Program Managers ensure that contract providers provide a monthly report to 
them and to the CEO or designee. This monthly report clearly indicates progress toward pro-
gram goals/outcomes.

 Staff prepare written monitoring reports following their on-site visits. The reports are the offi-
cial records of the administrative entity’s staff review of Service Providers’ programs up to that 
point in time during the period of performance. The monitoring reports constitute the basis 
for future program assessment and make the monitor’s findings available for federal, state, 
and public inspection. The report provides the background of the program, the follow-up on 
previous findings, the current findings (positive or negative), and the recommendations (if any) 
for corrective action with a time line for implementation. Any regular or special review and any 
technical assistance provided to the Service Provider is also included in the report.

 REPORT AND CORRECTIVE ACTION
 The monitoring report is issued within 20 days to make the information available for timely 

consideration and action by the management of both the administrative entity and its service 
providers. CSNEFL monitoring staff provide follow-up on corrective action recommendations 
as well as the results of technical assistance which may not necessarily relate to the required 
corrective action.

 Upon receipt of the monitoring report, the CSNEFL CEO (or designee) reviews the corrective 
action plans and determines appropriateness of such plans to effectively correct discrepancies 
noted within reports. If the Service Provider and the CEO cannot resolve such issues, the Ser-
vice Provider may request a hearing before the CSNEFL Board for final resolution.
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 CONTINUOUS IMPROVEMENT OF CENTERS AND SYSTEMS
 CSNEFL Continuous Improvement Model will oversee the certification and constant advance-

ment of centers and systems throughout our LWDA 8. In consultation with the local board, the 
continuous improvement team will certify Centers and Systems every three years. Certification 
criteria will include evaluations of effectiveness of how well the centers and systems:

• Integrates available services for businesses and participants
• Meet the workforce development needs of employers and participants
• Operate in a cost-efficient manner
• Coordinate services among core and recommended one stop partner programs
• Provide maximum access to partner program services even outside regular business 

hours
• Ensure equal opportunity for individuals with disabilities to participate in or benefit from 

center and system services
• Account for job seeker feedback
• Support the achievement of the negotiated local levels of performance for the perfor-

mance indicators
 
DATA TO BE COLLECTED
 PERFORMANCE:

• Primary Performance Indicators
• Performance for Individuals with Barriers to Employment, and by Race, Ethnicity, Sex and 

Age
 
 SERVICES:

• Number of Participants that Received Career and Training Services
• Number of Participants that Exited from Career and Training Services
• Percentage of Participants employed 2nd and 4th quarter after exit 

 
 EMPLOYMENT PARTICIPANTS:

• Total Number Served by each Core Program
• Number of Individuals with Barriers to Employment Served by each Core Program
• Number of  Participants Enrolled in more than one core program 

 
 COSTS:

• Average Cost Per Participant for Career and Training Services
• Percentage of training budget spent on participant training and training-related services

 
 The Executive Committee will be the deciding body for all discrepancies which cannot be  

resolved by the President and Service Providers.
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 If CSNEFL determines the Service Providers performance to be unsatisfactory, CSNEFL  
may act in any of the following ways:

• Requiring corrective action within specific time frames
• Withholding payment
• Disallowing inappropriate claims, payments, or costs
• Terminating or suspending the contract

 
 Each in-house system, program component/area and service provider is monitored at least 

once per program year. The monitoring staff provides any technical assistance necessary for 
the expedient implementation of recommended corrective action(s) when program deficiencies 
and/or noncompliance issues are cited. All corrective action(s) will be satisfactorily completed 
within 15 to 30 days of notification of the deficiencies and/or violations, and a follow-up moni-
toring visit will be done to assure the corrective action plan has been implemented.

 CSNEFL uses a performance driven cost reimbursement and performance expected contract-
ing system for the award of contracts. Monitoring staff will review/monitor, on a continuous 
basis, service providers, bidding procedures/process, and property in accordance with the 
monitoring procedures stated in the Administrative Plan.

 The fore-stated description provides CSNEFL procedures for the monitoring, oversight, and 
evaluation of systems, program operators, and service providers in LWDA 8. All system perfor-
mance is directly benchmarked against the common measures, federal and state regulation/
guidance and CSNEFL Board guidance.



LWDA 8 2020-2024  |  March 16, 2020  |  106

1. Design of the CSNEFL Career System
 CSNEFL was formed in 1996 through a consoli-

dation of the Northeast Florida and Jacksonville 
Private Industry Councils (PICs). CSNEFL admin-
isters and monitors training and service contracts 
with a variety of publicly funded and private orga-
nizations.

 Its most visible components are the service  
providers which interact with the public:  
CSNEFL Career Services provides direct ser-
vice to job seekers and program clients, and 
is in 1 full service One Stop, 7 access and 21 
satellite sites. In addition, our mobile teams visit 
134 monthly service sites throughout the region. 
CSNEFL has chosen to be a provider of Career 
Services. All services within the CSNEFL system 
are provided directly or through our core and required partners.

 CSNEFL Business Services interacts with the business community, and operates a regional job 
bank and service center in downtown Jacksonville, as well as stationing business marketing 
representatives in each of the full service and access Career Service sites.

 Economic Development (delivered by Industry Managers) consists of a sector strategy in part-
nership with the regional economic development organizations. These efforts focus on target-
ed industries and the industries and companies in the industry cluster that provide essential 
service, products and support.

 First Coast Workforce Development Inc., dba CareerSource NEFL, operates as a parent compa-
ny might in the business world. Its name may not be recognized by its job seekers, since they 
deal daily with one of the service providers at a CSNEFL site, and the CSNEFL name has more 
name brand recognition. CSNEFL’s challenge is to promote its work in the business and eco-
nomic development community. Many of the projects and services funded and administered by 
CSNEFL are comprised of partnerships among public agencies and other companies, each of 
which has a unique identity. A truly effective career service system must go beyond the simple 
co-location of programs, personnel, resources and agencies.

 The CSNEFL system offers job seeker service by providing career pathway employment plans. 
For many job seekers this may simply mean access to job listings, while others may require 
skill and aptitude evaluation, job search assistance, adult education, job training, postsecond-
ary education or registered apprenticeship. Some may require temporary financial assistance, 
needs based payments or supportive services.

Description of Program Services

NASSAU

BAKER

DUVAL

CLAY

PUTNAM

ST. JOHNS
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 The challenge of operating the CSNEFL System is in the management of a wide variety of 
resources to integrate the full array of employment and training services available here on the 
First Coast. 

 The success of the system has been evident in the system partners’ full integration of a 
wide-variety of programs, such as Job Corps, the Migrant Seasonal Farm Workers Program 
(MSFW), the Workforce Innovation and Opportunity Act (WIOA), the Wagner-Peyser Program 
(WP), Jobs for Veterans, the Trade Adjustment Act (TAA), the Welfare Transition Program (WT/
TANF), the Supplemental Nutrition Assistance Program (SNAP), The Northeast Florida Commu-
nity Action Agency (NFCAA), the Senior Community Service Employment Program (SCSEP), the 
Reemployment Assistance Program (RESEA), Adult Education and Family Literacy Act (AEFLA) 
and Vocational Rehabilitation (VR).

 The strategy is designed to blend separate programs and funding streams, providing single 
points of access to workforce services for both employers and job seekers. Currently our 
locally developed Memorandum of Understanding (MOU) is the cornerstone of service inte-
gration in this environment and is continually updated to reflect state and federal guidance as 
it is issued. Agreements have been developed with all required partners, as well as, additional 
non-required partners.

 The joint vision of CSNEFL and its core partners is to create a framework for an effective career 
service system that goes beyond the simple co-location of programs, personnel, resources 
and agencies. As envisioned by WIOA, the vision is to be as integrated as possible, providing 
seamless delivery that makes the separate agencies and programs invisible to job seekers.

 Currently partners meet monthly to discuss the CSNEFL system, issues that arise through op-
eration and governance, service delivery strategy and future program delivery direction. This 
structure has been foundational to the success of our local workforce system. We envision that 
this model will be strengthened and enhanced through the process of continuous improve-
ment.

 A CAREER ACADEMY MODEL THAT WORKS
 CSNEFL has worked diligently with our 6 school districts to create a unified and seamless 

Career Academy Model across our entire region. Built on the vision provided by the Florida 
Career and Professional Academies Act, each is research-based and integrates rigorous aca-
demic and industry-specific curriculum that align directly to the priority workforce needs of our 
local labor market. Each academy:

• Provides a rigorous standards-based academic curriculum integrated with a career theme 
that is directly tied to a high skill/high wage occupation represented in targeted industries 
and local labor market

• Maintains partnerships with post-secondary institutions, businesses, industry, economic 
development and community organizations

• Incorporates maximum use of private sector facilities and personnel resources
• Provides personalized student advisement
• Provides opportunities for students to earn Bright Futures Scholarships
• Provides instruction in high growth, high demand, and high pay careers
• Delivers instruction relevant to the applicable career, including intensive Reading and 

Mathematics intervention
• Offers applied courses that combine academic content with technical skills
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• Provides instruction resulting in obtaining the highest industry recognized credential avail-
able at the high school level

• Provides opportunities for students to obtain the Florida Ready to Work Certification
• Includes an evaluation plan
• Includes a plan to sustain career and professional academies
• Redirects appropriated career funding to career and professional academies
• Provides articulation agreements to institutions of higher technical or academic learning

 
 This is the real purpose of a workforce development system – to create a talent pipeline that 

engages students at an early age to think about work and the relationship between learning 
and earning that is reflected in our labor market. We have always been committed to serving 
students at risk; to be competitive in the global economy, we must also be sure to include the 
entire workforce of tomorrow.

 The results of this strategy have been outstanding. In every case, the students enrolled in the 
career academies have higher grade point averages, better school attendance rates, higher 
FCAT scores and most importantly higher graduation rates.

 Currently, we have 123 academies with an enrollment of 17,497 students who last year earned 
7,052 credentials, a 31% increase over last year.

 
 LIFE LONG CAREER SERVICES
 After school, we must provide a flexible workforce system that engages workers at every stage 

of their career, offering entry points for skill advancement in the classroom or on the job. To be 
competitive in the global economy, we must create a culture of lifelong learning that rewards 
higher skills with economic advancement.

 WIOA promises a new system where placement no longer needs to be followed by immediate 
termination. Our vision is that this change will result in a shift from short-term episodic fixes 
to a system where individuals can access information and services continuously throughout 
their lifetime. The focus is on opportunities for low-wage workers to benefit from the workforce 
investment system. This is truly a step in the right direction.

 The focus of a successful career development system, one that supports business growth and 
global competitiveness, is not job placement. Rather, it centers on the skill sets needed in the 
local labor market, and how workers can obtain those skills through education, training and job 
succession, or Career Pathways. Our philosophy is embodied in a career development meth-
odology resulting in income growth. The Income Growth Strategy promotes wage progression 
through rapid attachment to the workforce, continual skill gains, and personal development 
activities. As a strategic framework, this approach builds upon a program design generally re-
ferred to as post-employment - retention, advancement and/or rapid re-employment services. 
The foundation of this approach is that all employment and training services are delivered 
within the framework of the skills needs of the business community.

 The Income Growth Strategy involves designing a planned sequence of service interventions, 
which target the needs of the job seeker in the larger context of serving our business custom-
er. The model embraces incremental income goals achieved through labor market advance-
ment. In our model, job seekers are not necessarily terminated from career development 
services at job placement. Success is measured by the ongoing skill development and wage 
growth of the job seeker.
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Traditionally, workforce system contact with the employer ends at placement or soon thereaf-
ter, not resuming until the next time placement services are needed. Under Income Growth, a 
business services strategy, represents activities, such as employed worker training, as value- 
added products for the employer, part of a comprehensive set of business services. Providing 
services to the worker is no longer limited to a physical One-Stop location, but may be offered 
at the worksite, at a training center, or over the internet.
Currently, performance standards drive the system toward an early termination approach. We 
have created strategies that allow workers to access a flexible system that offers skill attain-
ment and comprehensive career development services. System performance should be mea-
sured, incrementally, as a worker progresses in income growth without terminating them from 
services.

TRAINING STRATEGIES MANDATED BY GLOBAL COMPETITION
In the First Coast region, we have adapted our training strategy to reflect the needs of busi-
ness for just in time training. Business can no longer wait 2-4 years for skilled workers – they 
need them now.
We have dramatically changed the way we deliver training. The traditional method of fund-
ing training through Individual Training Accounts (ISAs) costs us an average of approximately 
$3,800 per trainee and may take from six months to two years to complete. Our employ-
er-based training program cost averages about $1,800 per trainee and is delivered in a few 
short weeks or months, at the business partners’ discretion. Training in the workplace does 
not incur any additional supportive services costs such as childcare or transportation. We also 
have a partner in case management; the company’s HR department helps us track career ad-
vancement and completion points. Annually, we serve well over 1,000 training job seekers, and 
many are trained and certified at the job site as part of the workday.
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 PARTNERSHIP WITH EDUCATION
 To support this robust training program, CSNEFL has developed partnerships with over 30 

educational intuitions, both publicly funded and private for profit, which offer well over 200 
courses of study that lead to academic and technical degrees or industry recognized certi-
fications. The majority of career study offerings are provided by more than one educational 
institution, which supports job seeker choice in cost, frequency of classes, program placement 
success and location. In addition, offered courses of study fully support our Regional Demand 
Occupations List (RDOL).

 While the above-mentioned educational partners mostly support our scholarship training 
job seekers, our Employer Based trainees comprise a significant part of our training success. 
Through this job seeker driven program, CSNEFL partners with businesses to provide training. 
Data has consistently shown this strategy has provided the greatest return on investment in 
terms of cost effectiveness, wage increase and career growth. In many instances these same 
education partners create and provide training programs at business facilities as part of the 
workday.

 Each year, our education partners work diligently with us to ensure the right training programs 
are in place to support the training needs of the businesses in our region. As noted above, the 
resulting programs are offered not only on our college campuses but are many times custom-
ized and taken right to the worksite to be offered to workers.

 PARTNERSHIPS THAT SUPPORT WORKER SKILL ATTAINMENT
 CSNEFL understands that a truly effective workforce development system must be designed 

to embrace a unified vision among multiple entities. We have invested in strategic partnerships 
over the past 24 years. The strong partnerships allowed our region to strengthen our local 
economy while bettering the lives of those who live on Florida’s First Coast.

 PARTNERSHIP WITH ECONOMIC DEVELOPMENT
 JAXUSA works in partnership with the City of Jacksonville, JEA, the regional county partners 

— Baker, Clay, Duval, Flagler, Nassau, Putnam and St. Johns — CSNEFL, JAXPORT, the Jack-
sonville Aviation Authority, the Jacksonville Transportation Authority and more than 135 corpo-
rate investors throughout Northeast Florida.

 JAXUSA uses CSNEFL staff to help site consultants, relocation prospects, and local companies 
considering expansion understand the local labor market trends. CSNEFL staff present infor-
mation on average salaries, job growth trends and other factors affecting a company’s ability 
to locate, recruit and train talent. We provide labor market information and research in partner-
ship with the DEO Labor Market Information staff. We also help companies after the decision is 
made to locate or expand in the area with recruiting, screening and assessment of prospective 
workers.

 PARTNERSHIP WITH ALL LEVELS OF EDUCATION PARTNERS
 As previously described, CSNEFL views the K-12 system as the beginning of our worker pipe-

line. This explains why we have developed a strong and lasting partnership with all our local 
school districts. While career academies are a vital component of our worker development 
strategy, this is not our only involvement with our school districts. CSNEFL actively supports 
specialized services to the most in need youth in our region which are delivered through our 
schools. In addition, we have developed specialized universal services, such as CareerTRAX, 
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that provide important supports to educators and students throughout our region.
 In addition to our education partners at the local school level, we have developed strong part-

nerships with our state college systems and other secondary education providers. These train-
ing institutions are the schools of choice, for the majority of our adult scholarship awardees. 
Each year these institutions work diligently with us to ensure the right training programs are 
in place to support the skills training needs of the workers in our region. These programs are 
offered, not only on our college campuses, but are many times customized and taken right to 
the worksite to be offered to our employers.

 Lastly, our secondary education partners have ensured students who graduate from our career 
academy systems are prepared to enter their institutions. Each college and university has ac-
tively entered into articulation agreements which award advance college credit and align high 
schools’ studies with the entry requirement of their institutions.

 Our education partners include, but are not limited to:
• State Colleges such as Florida State College at Jacksonville, Florida Gateway College, St. 

Johns River State College, and First Coast Technical College
• Continuing Education and certification programs at the University of North Florida
• Jacksonville University and the University of North Florida
• Private for profit and non-profit training programs that have been evaluated and placed on 

our approved training partners list
 
Our economic development partners include:

• The JAXUSA regional partnership for economic development
• The City of Jacksonville’s office of economic development
• County and ethnic chambers

2. Awarding Sub-grants and Contracts
 CSNEFL utilizes a procurement process that ensures the purchase of goods and services is 

conducted in an open manner resulting in competitive pricing, proper management and over-
sight controls to ensure financial accountability, efficiency, prevent waste, fraud and abuse and 
avoid acquisition of unnecessary or duplicative items. 

 Supporting Attachment I: FCWD Local Administrative Plan

3. Expanding Access to Employment
 The CSNEFL career system serves tens of thousands of jobseekers each year. We have de-

veloped a process to determine which job seekers might be suitable and eligible for core and 
partner services that includes partner co-enrollment strategies.

 We call job seekers who choose to serve themselves Transactional; they choose the self-ser-
vice option, using our career centers, mobile access point locations, or online resources to 
pursue employment without the benefit of our staff’s advice and guidance. Our research has 
indicated that the average transactional job seeker visits a career center about five times be-
fore they move on to other resources. Transactional job seekers have a variety of services they 
can access without staff assistance. In the list of services in the table below, items marked with 
an asterisk (*) are required for a job seeker to move on past the transactional phase.
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Self-Assessments Job Search Workshops Referrals Other

EF Initial Skills 
Assessment

Job Search 
(006 Code)*

EF Overview Divisions of Vocational Rehabilitation 
& Blind Services

Complete EF 
Registration*

Workforce Skills 
for the 21st Cen-
tury

Self-Referrals 
to Jobs

Resume Adult Basic Education/Literacy
Orientation 
Video*

My Next Move Recruitment 
Event

Job Search 
Strategies

Childcare Services Labor Market 
Research*

CareerTRAX Job Fair Contracted Youth Providers Career Videos

GCFLearnFree Special 
Event

Experience Works (Seniors)

ONET Operation New Hope (Ex-offenders)

Work Incentives Planning and Assis-
tance (SSA beneficiaries)

Homeless Community Partners

Job Corps (Youth)

Employment Network Options (SSA 
beneficiaries)

Project Search (Youth/disabilities)

Florida Alliance for Assistive Technol-
ogy and Services

Job Accommodation Network

Jacksonville Transportation Authority 
(Travel Training/Paratransit)

Vision Education and Resource 
Center

HUD Housing and Florida’s Hardest 
Hit (rental & mortgage assistance)

United Way 211 (essential services)

Hubbard House, Betty Griffin & Oth-
ers (Domestic Violence Advocacy 
and Protection)

Disability Rights Florida

Free Legal Aid

Supported Employment Providers

Agency for Persons with Disabilities

RealSense (Tax preparation assis-
tance & Financial Literacy)

 
 To support this common vision, CSNEFL launched a scanning system to check in job seekers 

at our career centers. The CAST (Customer and Services Tracking) system scans all US and 
Canadian IDs (driver’s licenses, recent military IDs, other state-issued IDs) using the camera 
of an iPad. Staff will see an entry for the job seeker immediately upon scanning the ID. The 
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scan includes age, gender and address listed on the ID. Staff assigns the job seeker to a group 
(Transactional, WIOA or Wagner-Peyser) on the first visit, and that group helps staff members 
determine what services might be appropriate and whether staff will assist the job seeker di-
rectly. 

 Staff also enter tags for the visit indicating which services the job seeker has accessed, from 
using resource room computers, fax and copy machines, to attending workshops or recruit-
ments.

 The CAST database allows staff to see at a glance which transactional job seekers have re-
turned to the center for several visits, and which services are accessed on each visit. Resource 
room staff is encouraged to start up conversations with job seekers to determine their level of 
motivation and where they are in their job search.

 Questions like:
• Tell me what kind of work you’ve done in the past. Is this the same kind of work you’re 

looking for now?
• How long have you been unemployed / looking for work?
• How has your search been going? Do you feel good about your chances of getting a job in 

the next few weeks? Why or why not?
• What do you think is your biggest barrier to getting back to work right away? What do you 

need help with?
 
 As we determine which job seekers might have barriers to employment and are motivated to 

make changes in their strategy and be open to advice and guidance, we consider moving them 
on to what we call The New Path to Success.

 The New Path to Success is the conduit to eligibility for individualized career services across 
appropriate partner programs. We call job seekers who are ready for the new path Transforma-
tional job seekers, those who are ready for real and systematic progress on their career goals. 
It starts when we determine that a job seeker should receive staff-assisted services. At that 
point, they become a Wagner-Peyser job seeker and will meet with staff regularly to assess 
progress on their job search and receive advice and guidance.

 As an example, one group of job seekers we move quickly on to the New Path to Success is 
Re-employment Services and Eligibility Assessment (RESEA) job seekers. Since RESEA allows 
us to spend up to 2 hours with the job seeker during our initial meeting, it presents an oppor-
tunity to get to know the job seeker’s goals and learn about barriers. We offer each RESEA 
job seeker the chance to sign on to the New Path program, offering access to services such 
as assessment (beyond the required assessment during the RESEA appointment) and regular 
meetings with a career coach.

 We pitch the New Path as “a structured approach to career coaching that includes one-on-one 
intensive work in addition to the job search you’re already working on.” When we consider a 
candidate for New Path services, we look at several factors we call them the Ready, Willing and 
Able factors.

 First, New Path candidates must be ready to go to work. We need to know that any barriers 
they have are being resolved like childcare and transportation. They need to have work expe-
rience and be serious about passing a drug test if that’s a requirement for getting hired. They 
must be willing to take a suitable job when one appears; we’ll work together to define and 
understand your criteria for a “good” job.
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 We expect a bit more from our New Path job seekers. They must dress for success every time 
they come into the center. They also need to be on time and prepared with any assignments 
they have been given. This level of professionalism is important to us, since we’ll be making di-
rect referrals to our list of preferred employers. We want to make sure we can vouch personally 
for their professionalism and motivation.

 We use the Ready, Willing and Able checklist as a guide for staff to determine which job seek-
ers might be ready to work with a career coach and be considered eventually for WIOA ser-
vices. We have created a fillable PDF form that allows staff members to check off progress on 
the list of factors and list next steps with comments for meeting requirements to move forward 
with goals and services.

 
 READINESS CHECKLIST:

• GED or high school education
• English language proficiency
• Personal transportation or reliable public transportation
• Able to pass drug test
• Work experience
• No criminal background or clear understanding of work terms with background
• Sufficient computer skills to look for and apply for jobs online, unassisted

 
 WILLING CHECKLIST:

• Complete registration in EF
• Professional demeanor and dress in center
• Working on resolving barriers (transportation, background, accommodations, etc.)
• Making progress on CareerTRAX steps
• Completed evaluation process
• Has researched and determined job targets
• Is putting in good faith effort to find work
• Willing to accept suitable employment
• Follow up on commitments on To Do list
• Punctual for meetings, workshops and other commitments

 ABLE CHECKLIST (INDICATES/DETERMINES ELIGIBILITY AND SUITABILITY  
FOR WIOA SERVICES):

• Assessments indicate career interest and suitability
• Able to perform post-secondary work in training
• Barriers such as transportation and childcare resolved
• Able to work in industry/occupation of choice
• Able to pass background and drug screening
• Able to finance and commit to training (if indicated)
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• Able to perform job duties with accommodations
• Able to commit to (up to) 8 weeks of career coaching and follow up
• Able to provide necessary documentation required for programs

 
 Jobseekers that are on the New Path (no matter what partner program) will be able to receive 

these services from staff:
• Referral to community agencies for supportive services
• Information or assistance with Unemployment Insurance
• Help with resume review, interview prep or job search
• Career paths strategies and creation
• Information about disability services, offender services, youth services, veteran or military 

spouse, and other specialized programs
• Partner program co-enrollment
• Workshops on job search topics
• Assessments
• Referrals to GED or ESOL programs
• Information on financial aid for education
• Information on performance of various education providers
• Invitation-only recruiting events with employers

 New Path services (not available to Transactional job seekers) include:

Assessments Job Search Appointments

Career Scope Invitation Only Recruitment Events Career Coaching Session

Ready to Work Mock Interview

TABE Resume Review

Skill Check Social Network Review

Disclosure Coaching Session

Background Coaching Session

 Once a job seeker has been on the New Path and is working toward his/her career goals as 
stated in the career development plan, we can examine barriers to employment, if any, and 
may consider referring the job seeker to partner programs for co-enrollment eligibility determi-
nation.

 Job seekers who qualify for services may determine, with the help of their career coach, 
whether training is a viable option. The job seeker may then be referred to a traditional class-
room training program, an apprenticeship program, or another type of work/training experi-
ence. We expect that most New Path job seekers will work regularly with a career coach for  
up to 8 weeks.
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 The coach will work with the jobseeker to develop a viable career plan and timeline. The coach 
will assign company and labor market research homework and help the job seeker determine 
2-3 viable job targets. Then the coach helps the job seeker evaluate and improve the tools of 
the job search, including resume, social network profile(s), and interviewing techniques.

 Finally, the coach will help the job seeker get his/her level of job search activity up to an ap-
propriate level of applications per week to achieve the job seeker’s goals. Then it’s a matter 
of holding the job seeker accountable and keeping him/her engaged over a period of several 
weeks, checking in occasionally.

 Follow up during the coaching period is personal, conducted via email, phone calls and meet-
ings. After the job seeker is prepared to conduct his search on his own, we will automate follow 
up services through SARA, our online follow up system.

 SARA is our interactive email/texting communications tool that makes it easy for us to stay in 
touch, track progress, and provide assistance to job seekers when needed. SARA will be a part 
of the follow up system that will allow seamless communication between the job seeker and 
coach. Once the job seeker is connected to the SARA system, SARA will contact the job seeker 
periodically using text and email messages. The job seeker can reply via text and ask for more 
information or assistance at any time.

 The staff coach will receive daily email alerts on job seeker progress and be alerted to which 
job seekers seem to be struggling with their goals or who have requested help or information. 
SARA will also be used to follow up with job seekers who are in training.

 Success of the vision is built on the performance outcomes it produces. As important as the 
MOU that outlines the above shared career system service pathway, so is the outcomes the vi-
sion produces. CSNEFL career system partners will benchmark the outcomes utilizing common 
measures, which are:

• The percentage of program participants who are in unsubsidized employment during the 
second quarter after exit from the program

• The percentage of program participants who are in unsubsidized employment during the 
fourth quarter after exit from the program

• The median earnings of program participants who are in unsubsidized employment during 
the second quarter after exit from the program

• The percentage of program participants who obtain a recognized postsecondary creden-
tial, or a secondary school diploma or its recognized equivalent, during participation in or 
within 1 year after exit from the program

• The percentage of program participants who, during a program year, are in an education 
or training program that leads to a recognized postsecondary credential or employment 
and who are achieving measurable skill gains such as a credential or employment

• The indicators of effectiveness in serving employers
• The percentage of program participants who are in education or training activities, or in 

unsubsidized employment, during the second quarter after exit from the program
• The percentage of program participants who are in education or training activities, or in 

unsubsidized employment, during the 4th quarter after exit
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 In addition to the common measure outcomes, the CSNEFL partners will evaluate the charac-
teristics of the job seekers when they enter our system. Factors to be assessed are:

• Poor work history
• Lack of work experience
• Lack of educational or occupational skills attainment
• Dislocation from high-wage and high-benefit employment
• Low levels of literacy or English proficiency
• Disability status
• Homelessness
• Ex-offender status
• Welfare dependency

 
 The CSNEFL career system partners will implement a continuous improvement performance 

and accountability plan based on the above cited outcomes and data points.
 
 MOBILE ACCESS POINTS – DELIVERING SERVICE AT THE POINT OF NEED
 CSNEFL has developed and deployed a service delivery system that utilizes 3 mobile access 

point teams which take our services to the point of need. Each team, comprised of Workforce 
Services Representatives, is supported by a scheduler and numerous employment workshop 
trainers. Each of the 3 vehicles are outfitted with 20 wireless-enabled laptops, marketing 
displays and other materials that support staff as they regularly visit our community partner 
facilities throughout the region. 

 Providing the same labor exchange services that a job seeker can receive in our Career  
Centers, the system is both cost effective and flexible. We can offer assistance in 3 different 
places for up to 20 job seekers, or combine our teams to provide services for up to 60 job 
seekers at the same time. To date, the Mobile Access Points team has provided services to 
53,725 job seekers in 3,914 locations. Our newest addition is a mobile team that targets ser-
vices to our veteran community serving 31,644 veterans in 618 locations. In addition, a mobile 
team conducted workshops, serving 2,210 job seekers in various locations. 

 In an effort to assist with reducing recidivism among incarcerated inmates, the mobile team is 
participating in the Florida Hire Program. The team goes to Baker County Correctional Facility 
once a week to assist inmates within 6 months of release in improving their employment skills. 

 TICKET TO WORK - TARGETED SERVICES FOR SOCIAL SECURITY BENEFICIARIES WITH 
DISABILITIES

 CSNEFL is an Employment Network provider under the Ticket to Work program; in fact, we are 
one of the few workforce boards across the nation that offers this service to the challenged job 
seeking community. The Ticket to Work program provides Social Security beneficiaries “real 
choice in obtaining the services and technology they need to find, enter, and maintain employ-
ment” by expanding the universe of service providers.

 Many people receiving disability benefits from Social Security want to work, and could work, 
but face a number of significant barriers that prevent them from reaching their goals. Under 
the Ticket to Work program, the Social Security Administration issues a ticket to Social Securi-
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ty Disability Insurance (SSDI) or Supplemental Security Income (SSI) recipients. As a voluntary 
program, each person who receives a Ticket to Work has the option of using his or her ticket to 
obtain services from a provider known as an employment network (EN).

 ENs provide, without charge, employment services, vocational rehabilitation services, and 
other support services to assist in obtaining and retaining self-supporting employment. All our 
centers are fully ADA compliant and provide a wide array of assistive technologies. CSNEFL 
has been an SSA approved Employment Network since 2002.

4. Key Industry Sectors
 CSNEFL business services staff are assigned to specific industry sectors with the goal of 

forging strong relationships with companies in the sector. In the past, CSNEFL attempted to 
provide services to our identified key industry sectors by Career Service Center. We quickly 
discovered that this approach did not make sense for our local labor market. As discussed 
in the analysis of our local economic and labor market section, LWDA 8 is truly an integrated 
cohesive labor market area. Over 50% of the outlying working population commutes to Jack-
sonville to work each day. 

 Another approach which we found to be more successful was to align ourselves with the sec-
tor industries identified by JAXUSA, our local economic development partner, and provide tar-
geted services to our business customers and job seekers based on the identified industries, 
and available at any CSNEFL Career Center or Access Point. This shift led to a better informed 
and equipped staff and higher job seeker satisfaction. Our job seekers especially appreciated 
the fact that no matter where they were in our large region, they could obtain the same quality 
service and information about our targeted industries. 

 We understand that the workforce development pipeline begins in our K-12 educational sys-
tem. In addition to intervening with the most at-risk youth, career services must be provided 
to all young people. We believe that if we are truly in the workforce development business, it 
is imperative to work in partnership with our educational systems to create workforce learning 
environments, i.e. Career Academies, that reflect the skills needed in the local labor market 
and provide real credentials for High School graduates. 

 We are proud to say that our efforts have led to a regional approach that incorporates our 6 
school systems, 3 state colleges, state technical college and universities. This effort has pro-
vided career academies in every school district that are aligned with our targeted industries. 
Over 120 career academies offer graduates the highest credential in the field they can earn 
within the High School setting and advanced placement at our institutions, which is guaranteed 
through strong articulation agreements. 

 Our business community has been strong advocates and partners in this initiative, providing 
hundreds of thousands of dollars in support through personnel that teach students and do-
nation of supplies, equipment, internships and jobs. Further, they sit on our regional career 
advisory councils that provide real time evaluation of curriculum and guidance for program 
planning. These advisory councils span the K-12 through graduate system. 

 We partner with JAXUSA Partnership, the regional economic development partnership. We 
have maintained a strong partnership for many years, as workforce readiness is the backbone 
of economic development. In addition to being linked in ideology, the organizations also share 
the majority of a geographic service area including Baker, Clay, Duval, Nassau, Putnam and St. 
Johns counties. 
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 While the two organizations are closely aligned, there are key differences in the strengths 
offered by each. The JAXUSA Partnership has a vast and deep pool of relationships and 
contacts in the region’s business community, including companies not currently engaged with 
CSNEFL. In addition, the Chamber is able to use its considerable voice in the community and 
direct attention to those matters in need of strong advocacy by business leaders. 

 The objective of the partnership between CSNEFL and the Chamber is to foster collaboration 
among key stakeholders in the region to grow jobs and provide a highly skilled workforce 
matched to employer demand. JAXUSA has agreed to partner with CSNEFL and: 

• Provide a baseline evaluation of existing sector support groups in the region and deliv-
ery of recommendation of strategies for each, whether via alignment and partnership 
with existing group or creation of new body. Targeted industry sector categories to be: 
aviation & advanced manufacturing, financial services, life sciences, logistics and trans-
portation, and information technology. 

• Create an evaluation report and specific recommendations for each of the five targeted 
industries. Report to include existing inventory of convening bodies, current and pro-
jected employer demand in each sector, ten interviews with executives representing 
top employers in these sectors and specific recommendations for strategy for each. 

• Develop a plan to transition from the current Career and Technical Ed (CTE)-driven 
regional group convening to one driven by industry sector rather than pipeline ge-
ography. To include jointly developed transition plan and launch of high-level annual 
convening—a Career and Technical Education Summit—with key CTE directors, college 
and university leaders, business representatives and legislative advocates. 

• Transition plan developed, presented and accepted by current convening body. Summit 
purpose, date, agenda and speakers selected and confirmed. 

• Alignment to CSNEFL strategic plan and regional college attainment Earn Up strategy 
to include employer engagement points up to 15 interviews/focus group participants, 
etc. 

• Event executed to demonstrate the following: a) connections with CTE to each of the 
five trageted sectors b) business partnerships facilitated between K-12/college and  
employers to includedevelopment of two new early college partnerships and c) 120  
participants engaged and surveyed. 

 
 Launch of sector strategy for each targeted industry to include a convening in each of our tar-

geted industry groups annually with key employers and education leaders. 
• Host employer-driven conversations (to include 15 of the region’s largest employers) 

across all sectors regarding increasing the industry certificate and college completion rate 
of targeted sectors. Create plan to address barriers and needs and pursue development 
of external programs. 

• Documentation of convening events for each targeted industry with defined content and 
convening outcomes. 

 
 Provide connections, data and content needed to fully support CareerSource-driven build  

out of online career centers around two key sectors. To include internal meetings with  
CareerSource staff and any contracted service providers, any data support services,  
employer quotes, higher education provider responses, event and convening pictures,  
business executive background information and photos. 
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5. How We Target Our Industry Partnerships 
A. Using high-quality data to select industries or sectors 
 We align ourselves with the sector industries identified by JAXUSA, our local economic 

development partner, and provide targeted services to our business customers and job 
seekers based on the identified industries, and available at any CSNEFL Career Center or 
Access Point. This shift led to a better informed and equipped staff and higher job seeker 
satisfaction. Our job seekers especially appreciated the fact that no matter where they 
were in our large region, they could obtain the same quality service and information about 
our targeted industries. 

 JAXUSA uses a variety of sources to continually measure economic and demographic data 
for site selection firms and companies thinking of expanding or locating to our region. We 
jointly fund a subscription to Jobs EQ, an online system that provides employment, wages, 
and demographic data at the zip code level of detail. Jobs EQ also allows us to model re-
gional labor supply, labor cost, and economic climate data and compare our region to other 
parts of the state and the nation. 

 The regional strategic planning process, updated every five years, also includes an analysis 
by a national consulting firm that provides an in- depth Competitive Analysis providing a 
detailed evaluation of our region’s competitive strengths and areas for improvement, a Tar-
get Sub-Cluster Definition Report – containing detailed profiles of each target cluster and 
sub-cluster, an Education Infrastructure Assessment – containing an evaluation of all edu-
cational programs in the region, and a comparison of those programs with the talent needs 
of the target clusters. The consulting group uses a variety of data sources, from BLS data to 
Census data and economic modeling software, and includes a number of focus groups and 
individual meetings with industry leaders and educational providers. 

 Currently, JAXUSA is providing the following assistance: 
• Support development of regional economic development strategic plan 

(Elevate Northeast Florida) 
• Engage CSNEFL at earliest levels of employer prospect activity and immediately  

engage with workforce support opportunities 
• Promote excellence of CSNEFL as the market expert and key partner in employer  

workforce needs 
• Broker alignment between staff from executive leadership through ranks between  

organizations and amongst employers with special emphasis on Industry Managers and 
including engagement on JAX Chamber industry councils 

B. Sector Strategies that are founded on a Regional Vision 
 In 2018, The Northeast Florida Regional Council, JAXUSA Partnership, and CareerSource 

Northeast Florida engaged Avalanche Consulting and the Council for Adult and Experien-
tial Learning (CAEL) to complete Elevate Northeast Florida.  

 The strategic planning process included the following steps:  
1. Assembling a regionally diverse Steering Committee consisting of public, private, edu-

cation, and nonprofit leaders from Northeast Florida with the role of building the frame-
work and facilitating the effort of the strategic plan.  
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2. Developing an economic assessment and benchmarking analysis of the region to 
include extensive in-depth stakeholder engagement such as interviews, focus groups, 
Steering Committee meetings, an online survey, site visits and open houses in each 
county and attendance at multiple public forums. Elevate Northeast Florida will also 
include a SWOT (strengths, weaknesses, opportunities and threats) analysis.  

3. Validating and updating target clusters by determining the types of businesses which 
have the best potential to thrive in Northeast Florida and provide residents with career 
opportunities.  

4. Creating a workforce development strategy to determine what barriers exist that keep 
Northeast Florida residents from finding employment and identifying a future path that 
will educate and employ more residents.  

5. Providing economic and marketing recommendations based on the findings that will 
help Northeast Florida continue its positive economic momentum and build its global 
brand.  

 The Elevate Northeast Florida planning process began in February 2018 and was completed in 
September 2018.   

 ELEVATE NORTHEAST FLORIDA GOALS  
 The purpose of creating and implementing the Elevate Northeast Florida economic 

development strategy was to achieve the following goals:  
• Economic growth: Elevate Northeast Florida will lead to increased economic growth in the 

region by identifying and capitalizing on regional and county-specific assets.  
• Talent development: Elevate Northeast Florida will lead to a more competitive talent pool 

and increased employment by connecting residents to jobs, especially in target industries.  
• Brand recognition: Elevate Northeast Florida will result in a marketing and branding cam-

paign that raises awareness of the region’s assets to U.S. and international audiences.  
• Global competitiveness: Elevate Northeast Florida will lead to enhanced global competi-

tiveness by focusing on strategic investments across the region.  

 KEY AREAS OF FOCUS 

 Aviation and Advanced Manufacturing Industry Opportunities 
 This is a big growth area for Northeast Florida. The infrastructure strengths of Cecil Commerce 

Center and the region’s military workforce make the combined sectors of aviation/aerospace/
manufacturing a top priority for the region. With one of the region’s strongest employer groups 
in this sector already in place via First Coast Manufacturers Association (FCMA), and no similar 
or competing gatherings with the JAX Chamber/JAXUSA Partnership, it makes sense to partner 
with FCMA in employer-driven conversations and initiatives regarding workforce development. 

 Actions we will take: 
1. Continue to strengthen connections between CSNEFL/JAXUSA Partnership and FCMA; 

host discussion with organizational leaders to develop joint programming 
2. Jointly host convening of employers, workforce development professionals and education 

leaders targeted to aviation and advanced manufacturing concerns 
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3. Produce report to summarize specific recommendations regarding skills needs for top oc-
cupations in sector 

4. Ensure appropriate CareerSource Northeast Florida staff participate in forums and other 
conversations to foster employer relationships 

 Financial Services Industry Opportunities 
 The growth in the region’s financial services area and a new national focus on the area for 

back office services, once reserved for more traditional markets like New York and Boston, 
has made for a very strong showing in national media and in various rankings. While Northeast 
Florida has been strong in financial services for the past several decades, the upward shift in 
the sophistication of the occupations in this sector is worthy of better regional structure. The 
creation of an industry-themed convening of employers, workforce professionals and educa-
tion leaders would help to create better dialog for education and training curriculum alignment 
to meet employer demands now and in the future.  

 Actions we will take: 
1. Continue to address the lack of regional, comprehensive conversation regarding financial 

services workforce needs 
2. Developing Financial Services Forums linking employers, workforce professionals and  

education leaders to create opportunities for curriculum and training alignment 
3. Produce report summarizing specific recommendations regarding skills needs for top  

occupations in sector 
4. Ensure appropriate CareerSource Northeast Florida staff participate in forums and other 

conversations to foster employer relationships 

 IT Industry Opportunities 
 Information Technology has multiple support networks for not only executives in the field, but 

also small business owners and middle managers in this industry. Two of these support groups 
are part of the JAX Chamber – The JAX Chamber IT Council (JITC), and the JAXUSA Partner-
ship Chief Information Officer (CIO) group. Capitalizing upon the existing infrastructure of these 
groups to identify skills gaps and industry trends is an opportunity to consider pursuing. 

 Actions we will take: 
1. Link CareerSource Northeast Florida with both CIO group and JITC as formal partners in 

convening and programming 
2. Encourage workforce development staff and educator participation via JITC engagement 
3. Address those with barriers to participation (fees, stipulations) removed or otherwise  

covered 
4. Partner with CIO leaders to annually update skills gap matrix to help education and training 

providers align curriculum accordingly 
5. Produce report summarizing specific recommendations regarding skills needs for top  

occupations in sector 
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Health and Life Sciences Industry Opportunities 
Growth in traditionally favored occupational tracks in this sector, namely physician and reg-
istered nurse, tend to be stable and matched with workforce pipeline output. It is the unmet 
growing need for middle skill occupations in healthcare that causes concern with regards to 
future workforce availability. 
The need for alignment with employers and education providers is apparent, with no regional 
means to connect currently in place. The creation of an industry-themed convening of em-
ployers, workforce professionals and education leaders around middle skill opportunities and 
career laddering options to move upwards in the healthcare profession make this sector prom-
ising for better skills alignment. 
Actions we will take: 
1. Continue comprehensive conversations regarding health services workforce needs
2. Pursue development of middle skills focused health services convening linking employers,

workforce professionals and education leaders to create opportunities for curriculum and
training alignment

3. Produce report summarizing specific recommendations regarding skills needs for top occu-
pations in sector

4. Ensure appropriate CareerSource Northeast Florida staff participates in forums and other
conversations

Transportation and Logistics Industry Opportunities 
The geographical assets, inherent in the region, make for great opportunities for the emerg-
ing workforce to find opportunities for career tracks offering high wages. The region’s leaders 
largely recognize the importance of the sector to the region’s economy and many have created 
opportunities for engagement such as internships, worksite visits, apprenticeships and school 
visits. 
Actions we will take: 
1. Link with American Society of Transportation and Logistics (ASTL) local chapter to connect

regional, comprehensive conversation regarding logistics workforce needs
2. Lead the development of dialog and recommendations for skills-related needs in the lo-

gistics sector specifically related to liquefied natural gas (LNG) related occupations in the
sector

3. Engage CareerSource Northeast Florida around the energy component of logistics, partic-
ularly LNG and the workforce needs emerging from this new burgeoning sub-sector

4. Produce report summarizing specific recommendations regarding skills needed for top
occupations in the sector

5. Ensure appropriate staff participates in forums and other conversations

C. A Strategy driven by our industry partners
We have developed several methods of communication with industries so we can gather
intelligence about the regional labor pool and the methods employers use to recruit, train
and retain workers.
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 CSNEFL has a contractual agreement with JAXUSA to strengthen our industry sector part-
nerships. Under the agreement, JAXUSA has developed a baseline evaluation of existing 
regional sector support groups and provided a menu of strategies for each group, whether 
via alignment and partnership with existing groups, or creation of a new body. 

 Our regional targeted industry sector categories are: aviation and advanced manufacturing, 
financial services, life sciences, logistics and transportation, and information technology. 
1. JAXUSA also hosts several industry forums throughout the year, convening industry 

leaders, educators, workforce and economic development staff, to exchange informa-
tion and report on industry trends.

2. CSNEFL has developed a close relationship with the regional chapter of SHRM, the  
Society for Human Resources Management. CSNEFL staff members attend every 
SHRM meeting to connect with local recruiters and gain feedback and to learn about 
trends in HR from speakers. 

3. In addition, CSNEFL has developed a workforce survey that queries companies about 
their future hiring and training needs. The survey is delivered in our counties by the 
local economic development entities. Each county organization is responsible for  
conducting quarterly company surveys. The results are delivered almost immediately 
via an internet survey tool and can be forwarded to CSNEFL business services staff for 
action if a company has an immediate need for staffing or training support. 

D. Alignment of our service delivery system with sector strategies 
 To better serve business in our targeted industries, a staffing realignment was necessary. 

As a result, Industry Managers were hired back in 2017 for our four main industry groups. 
These managers came with direct experience and deep knowledge within their industries 
and manage a small team to assist with each industry's plan. 

 The Relationship Management Plan is a consolidated outreach, relationship management, 
and business service plan. The plans for each center are rolled into a comprehensive 
regional plan allowing centers and regional staff to coordinate their efforts and share best 
practices. As part of this concept, each CSNEFL employee has a vital part to play in the 
delivery of services to our business customer. Each member of the CSNEFL team under-
stands where they fit into the service scheme, and how their work impacts other CSNEFL 
employees, and ultimately, our business customers. 

 The adoption of this strategy has resulted in the effective coordination of our service 
efforts. No team stands alone, but each group overlaps and shares team members. This 
means the teams communicate about supply and demand, both formally and informally. 
It means not duplicating our efforts or communication with the customer. It also means 
making sure we don’t give conflicting messages, verbally or in our written communication. 
It means carefully reviewing marketing materials, both inside and outside the center for 
consistent messaging and graphics. It means we plan our marketing efforts strategically 
and share the plans and information we gather.

 Economic Development (delivered by Industry Specialists) consists of a sector strategy in 
partnership with the regional economic development organizations. These efforts focus 
on targeted industries and the industries and companies in the industry cluster that pro-
vide essential service, products and support. They communicate weekly with the regional 
career services staff through weekly email blasts with information about recruiting needs, 
training projects and new companies with which we have connected. 

E. Transforming our services to customers through sector strategies 
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 Effective Coordination of Efforts means the team communicates about supply and demand 
in industries, both formally and informally. It means not duplicating our efforts or commu-
nication with the customer. It also means making sure we don’t give conflicting messages, 
verbally or in our written communication. It means carefully reviewing outreach materials, 
both inside and outside the center for consistent messaging and graphics. It means we 
plan our marketing efforts strategically and share the plans and information we gather. 

 We divide our time among all of our targeted industries. Through robust and candid con-
versations and workshops with partners, we are working with local businesses and training 
providers to identify training needs, training solutions and eligible candidates for training to 
move into or advance in careers in these growing industries. 

 We also host regional events to inform job seekers, educators and the public about oppor-
tunities in key targeted industries. For example, CareerSource NEFL has hosted multiple 
industry focused events such as Manufacturing the Future, Prescription For the Future and 
Banking on the Future, all forums designed to bring together industry and local colleges to 
expose K-12 educators to the wide variety of career options available to their students in 
these industries. 

 Our Prescription for The Future event was held on November 30, 2018. CareerSource 
Northeast Florida and Memorial Hospital in Jacksonville, Florida partnered to host a summit 
for K-12 school counselors and Adult Basic Education educators. The summit’s purpose was 
to expose educational staff to the wide variety of career options available to their students 
in Northeast Florida’s healthcare industry. 

  A Prescription for the Future included two panel discussions which highlighted career paths 
in healthcare and showcased jobs where students can begin careers with a high school 
diploma, workforce certificate, two-year associate degree, bachelor’s degree, and beyond. 

 The Educational Panel included representatives from Florida State College of Jacksonville, 
Jacksonville University, and the University of North Florida. Representatives from the 
schools informed the audience about the varied academic and career programs in 
healthcare fields. 

 The Employer Panel included representatives from Baptist Health, Brooks Rehab, Memorial 
Hospital, and Osprey Village Retirement Community. The employer representatives spoke 
about the opportunities in their organizations and discussed the wide variety of positions 
available in this sector. They also discussed the soft and hard skills they are looking for 
from students entering the job market. 

 The program also featured a male nurse who spoke about Men in Nursing and a health 
educator who spoke about the Medical Explorers program. 

 A total of 52 education professionals were in attendance and included school counselors, 
teachers, Career Technical Education (CTE) educators, Year Up representatives, and Job 
Corps representatives. 

 Memorial Hospital hosted the event in its auditorium and provided breakfast and lunch for 
all attendees. Volunteers from the Memorial Hospital auxiliary staff took the attendees on a 
tour of areas of the hospital employing staff representing over 25 different medical career 
paths. 
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 CSNEFL has worked diligently with our 6 school districts to create a unified and seamless 
Career Academy Model across our entire region. Built on the vision provided by the Flor-
ida Career and Professional Academies Act, each is research-based and integrates rigor-
ous academic and industry-specific curriculum that align directly to the priority workforce 
needs of our local labor market. Each academy: 
• Provides a rigorous standards-based academic curriculum integrated with a career 

theme that is directly tied to a high skill/high wage occupation represented in targeted 
industries and the local labor market 

• Maintains partnerships with post-secondary institutions, businesses, industry, economic 
development and community organizations 

• Incorporates maximum use of private sector facilities and personnel resources 
• Provides personalized student advisement 
• Provides opportunities for students to earn Bright Futures Scholarships 
• Provides instruction in high-growth, high-demand, and high-pay careers 
• Delivers instruction relevant to the applicable career, including intensive Reading and 

Mathematics intervention 
• Offers applied courses that combine academic content with technical skills 
• Provides instruction resulting in obtaining the highest industry recognized credential 

available at the high school level 
• Provides opportunities for students to obtain the Florida Ready to Work Certification 
• Includes an evaluation plan 
• Includes a plan to sustain career and professional academies 
• Redirects appropriated career funding to career and professional academies 
• Provides articulation agreements to institutions of higher technical or academic learn-

ing 
 
 This is the real purpose of a workforce development system – to create a talent pipeline 

that engages students at an early age to think about work and the relationship between 
learning and earning that is reflected in our labor market. We have always been committed 
to serving students at risk; to be competitive in the global economy, we must also be sure 
to include the entire workforce of tomorrow. 

 The results of this strategy have been outstanding. In every case, the students enrolled in 
the career academies have higher grade point averages, better school attendance rates, 
higher FCAT scores and most importantly higher graduation rates. 

 
F. Measuring, improving and sustaining sector strategies 
 In March 2018, the JAXUSA Partnership, Northeast Florida Regional Council, CareerSource 

Northeast Florida, and other partners initiated a Regional Economic Development Strate-
gy to improve regional competitiveness and collaboration throughout Baker, Clay, Duval, 
Flagler, Nassau, Putnam, and St. Johns counties. Avalanche Consulting, a national econom-
ic development consultancy, and the Council for Adult and Experiential Learning (CAEL), a 
national nonprofit focused on lifelong learning, were selected to facilitate the preparation 
of the economic development and workforce development strategy. 
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 The Elevate Northeast Florida Strategy serves as a guide for policies, programs, and invest-
ments that ensure the region’s continued economic dynamism. 

 Elevate Northeast Florida contains four reports: 
 REPORT 1: ECONOMIC ASSESSMENT & COMMUNITY BENCHMARKING 
 This first report of the Elevate Northeast Florida Strategy includes in-depth analysis of 

the region’s current economic and demographic conditions in comparison to national and 
statewide trends, as well as selected benchmark regions. The first report also includes a 
SWOT Analysis (strengths, weaknesses, opportunities, and threats) based on both quanti-
tative and qualitative information gathered through focus groups, interviews, and an online 
survey. 

 REPORT 2: TARGET INDUSTRY VALIDATION & UPDATE 
 Report 2 examines the current status of the region’s existing target industries and compe-

tencies and identify emerging niche sectors that can be integrated into an updated target 
list for future economic development efforts. The Target Industry Validation & Update 
includes written profiles for each target Industry as well as county-specific opportunities 
for growth and investment. The report concludes with marketing playbooks for each niche 
sector. 

 REPORT 3: WORKFORCE DEVELOPMENT ASSESSMENT 
 The Workforce Skills Assessment analyzes the skill sets of Northeast Florida’s workforce 

and highlights workforce attributes that distinguish Northeast Florida from the competition 
or need improvement. Report 3 also includes an examination of existing educational path-
ways, current and potential gaps in workforce supply, and opportunities for transitioning 
workers to higher growth careers. 

 REPORT 4: MARKETING & STRATEGIC PLAN 
 The final report of Elevate Northeast Florida provides marketing and community investment 

recommendations to help the region be even more competitive globally. Report 4 also 
includes an implementation timeline, estimated budget, and performance metrics that will 
equip Northeast Florida leaders with the tools it needs to successfully implement the Strat-
egy. 

 You can find the reports and update on progress at https://www.elevatenefl.com. 

6. In-demand Training
 CSNEFL is committed to increasing income levels and creating employment opportunities for 

CSNEFL Career System job seekers in LWDA 8. Annually, a Regional Demand (Demand) Occu-
pations List (RDOL) is established and utilized as the mechanism for prescribing employment 
training programs and employment opportunities in LWDA 8.

 It is our policy to compile a Regional Demand Occupations List with occupations designated for 
the list being the emphasis for training programs funded. The list contains occupations des-
ignated by local labor market information, the state of Florida Occupational Forecasting Com-
mittee, and the CareerSource Florida Board as having the potential for high entry wages and 
projected growth in LWDA 8.

https://www.elevatenefl.com
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 The RDOL is divided into two (2) separate categories based on average hourly wage earnings 
upon entering employment. The division is designated as follows:

• Occupations designated with an entry wage of $12.40 and a mean wage of $15.24 per hour
• High Skill/High Wages. Occupations designated with an entry wage of $15.24 and a mean 

wage of $23.89 per hour

 CSNEFL annually reviews and updates the RDOL and the average hourly earnings categories 
under the guidance and recommendations of the Board.

 As previously discussed, in support of this robust training program, CSNEFL has developed 
partnerships with over 21 educational intuitions, both publicly funded and private for profit, 
which offer well over 200 courses of study that lead to academic and technical degrees or 
industry recognized certifications. The majority of career study offerings are provided by more 
than one educational institution, which supports job seeker choice, in cost, frequency of class-
es, program placement success, and location. In addition, offered courses of study fully sup-
port our Regional Demand Occupations List (RDOL).

 While the above mentioned educational partners mostly support our individual scholarship 
training (ISA) job seekers, our employer-based training comprise a significant part of our 
training success. Through this employer driven program, CSNEFL partners with businesses to 
provide training. Data has consistently shown this strategy has provided the greatest return on 
investment in terms of cost effectiveness, wage increase, and career growth. In many instanc-
es, these same education partners create and provide training programs at business facilities 
as part of the workday.

 Each year our education partners work diligently with us to ensure the right training programs 
are in place to support the training needs of the businesses in our region. As noted above, the 
resulting programs are offered not only on our college campuses, but are many times custom-
ized and taken right to the worksite to be offered to workers.

 Supporting Attachment II: LWDA 8 Approved Training Vendors 2018-2020
 Supporting Attachment IV: 2019-20 Regional Demand Occupations List

7. Employer Engagement
 THE BUSINESS RELATIONSHIP DELIVERY SYSTEM
 What does it mean “Business is our customer?” It means we are a demand driven workforce 

system; we work on behalf of business, which creates jobs. Workforce development is a vital 
component of economic development. Business cannot grow, or even survive, without work-
ers, which are its lifeblood.

 Our jobseekers are the product we deliver. It’s our job to understand the market and know 
what business needs - what the demand is today, and in the coming months. It’s also our job to 
know our inventory, make sure it has received the proper preparation (which in our case, may 
be training or employability skills), and help connect the business community with our workers 
in the most efficient and user- friendly way possible.

 The Relationship Management Plan is a consolidated outreach, relationship management, and 
business service plan. The plans for each center are rolled up into a comprehensive regional 
plan that allows centers and regional staff to coordinate their efforts and share good ideas. As 
part of this concept, each CSNEFL employee has a vital part to play in the delivery of services 
to our business customer. Each member of the CSNEFL family understands where they fit into 
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the service scheme, and how their work impacts other CSNEFL employees, and ultimately our 
business customers.

 The adoption of this strategy has resulted in the effective coordination of our service efforts. 
No team stands alone, but each group overlaps and shares team members. This means the 
teams communicate about supply and demand, both formally and informally. It means not du-
plicating our efforts or communication with the customer, making sure we don’t give conflicting 
messages, verbally or in our written communication. By carefully reviewing marketing mate-
rials, both inside and outside the center for consistent messaging and graphics, we plan our 
marketing efforts strategically and share the plans and information we gather.

 
 COMPONENTS OF THE BUSINESS RELATIONSHIP
 Economic Development (delivered by Industry Specialists) consists of a sector strategy in part-

nership with the regional economic development organizations. These efforts focus on target-
ed industries and companies in the industry cluster that provide essential service, products 
and support.

 Service Delivery (delivered by Business Services Specialists) is about increasing our pene-
tration in the regional market and delivering services to companies as needs arise. Service 
delivery is reactive; the team responds to current needs of the company and evaluates the 
company’s potential for deeper and more strategic engagement.

 Relationship Management (delivered by Industry Staffing Coordinators) is the ongoing process 
of communication with the customer. While it fulfills the customer’s needs, by communicating 
and follow- up, problems are fixed as they arise. It’s also asking periodically how we’re doing, 
and what we could do better. It’s also being proactive in seeking out qualified applicants to fill 
the jobs, through our online systems and other employment databases.

 Quality Assurance (delivered by the Business Services Manager) is tasked with monitoring the 
quality of postings, compliance with local and state processes and follow up.

 Outreach (delivered by the corporate communications staff) consists of presenting our mes-
sage to the business customer. Key components of outreach include advertising and public 
relations and targeting business customers. Outreach means understanding customer needs, 
then working together as partners to solve problems and create value.

 Effective Coordination of Efforts means the team communicates about supply and demand in 
industries, both formally and informally. It means not duplicating our efforts or communication 
with the customer. It also means making sure we don’t give conflicting messages, verbally or 
in our written communication. It means carefully reviewing outreach materials, both inside and 
outside the center for consistent messaging and graphics. It means we plan our marketing 
efforts strategically and share the plans and information we gather.
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THE BUSINESS SERVICES TEAM IS STRUCTURED BY INDUSTRY

 

 THE ECONOMIC DEVELOPMENT TEAM - GOALS AND RESPONSIBILITIES

 

 The Economic Development Team’s performance is measured by the level of engagement and 
market penetration within targeted industry sectors. By bringing in new companies within a 
sector, they influence the Employer Penetration rate for the region.
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 The Economic Development Team influences the Employer Involvement rate through:
• Making presentations to business and community groups and attending industry associa-

tion meetings and events. These organizations include:
• Society for Human Resources Management (SHRM)
• First Coast Manufacturers’ Association (FCMA)
• Manufacturing Extension Partnership (MEP)
• JAX Chamber Councils:

- IT
- Health
- Transportation and Logistics

• Developing new business relationships in accordance with a sector strategy plan
• Working with economic development projects in partnership with JAXUSA Partnership 

and the regional chambers of commerce
• Meeting with companies who request information about CSNEFL services and business 

incentives
• Serving as the primary resource for information, company hiring needs and trends in the 

labor market for members of the business services teams
• Serving as a regional team to respond to special events and other business-related needs 

in the community
• Providing information about the Employ Florida tool

DEVELOPING INDUSTRY SECTOR STRATEGIES AND PARTNERSHIPS
Industry clusters are collections of firms in related 
industries located in close proximity to one another. 
Locating near other similar firms provides numerous 
competitive advantages, including sharing a common 
labor pool, enhancing close working relationships be-
tween firms, reducing transaction costs and travel times 
between customers and suppliers, and enhancing the 
spread of technology through firms in the region. As a 
cluster in a region takes root and expands, synergies 
often develop between firms and institutions, spurring 
additional growth and innovation.

Traditional economic analysis places industries into sectors, such as manufacturing, construction, 
and services. These sectors are assigned Standard Industrial Classification (SIC) codes by the 
federal government. Analysis reliant upon traditional methods fails to examine the connections 
between industries, resulting in policy decisions that do not treat firms and industries as part of a 
larger economic system.

CSNEFL works closely with the JAX Chamber, regional chambers, and other business support 
programs to determine the needs of business and respond to changing workforce trends. We have 
close ties to several key regional initiatives, including:

• JAX Bridges program (JAX Chamber). JAX Bridges is a program to connect small businesses 
with mentoring, capital access and contacts with larger companies to help earn business with 

FIRST COAST TARGETED INDUSTRIES

Aviation and Advanced Manufacturing

Financial Services

Information Technology

Health and Life Sciences

Transportation and Logistics
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established corporations. The program is designed to be the facilitator of supplier quality and 
development in Northeast Florida, helping smaller companies grow and promoting supply 
chain diversification among corporations.

• The Jacksonville Women’s Business Center advances the success of women entrepreneurs 
at every stage of business development. The services and programs are designed to provide 
business owners with education, information on how to access capital, resources and net-
works to help them become successful.

• UNF’s Small Business Development Center provides no-cost consulting, low-cost training 
and extensive information resources offer entrepreneurs, both start-ups and second stage, 
access to the business solutions that help them grow and succeed.

We also have strong links with regional economic development organizations. We provide informa-
tion on local labor market factors, workforce availability, local, state and federal training programs 
and hiring incentives, and available recruiting support to companies seeking to locate or expand in 
Northeast Florida.

ADDITIONAL INDUSTRY FOCUS

Due to the correlation between Finance/IT and Professional, Scientific and Technical Services, we 
are now also focusing on employers in this Industry area as well. These establishments have high 
skill/high wage jobs and they require a high degree of expertise and training. In 2018, employers in 
this industry were 18% of the region’s total. Additionally, 17% of the individual referrals for this same 
time period were from job seekers looking for opportunities in this industry. 

EMPLOYER ENGAGEMENT VIA INDUSTRY FORUMS

CSNEFL has contracted with JAXUSA, the regional economic development organization, to con-
duct a series of employer forums throughout the year in key industries. Each forum brings together 
recruiters and managers from targeted industries, workforce development staff, training program 
and staff and educators to discuss workforce issues within the industries. After each forum, JAX-
USA produces a report summarizing key findings and action steps. They also produce a quarterly 
State of the Industry Report for each industry.

A Transportation & Logistics Workforce Briefing was held on April 18, 2018 at Fanatics. Attendees 
enjoyed a robust discussion related to current workforce trends in the transportation & logistics. 
The industry will experience rapid change in the next 10 to 15 years, especially with the increase 
of e-commerce, drone technology, and autonomous vehicles. Insight was provided by panelists 
Robert Hooper, Jr. from Atlantic Logistics Inc., Riley Keys from Fanatics, Scott Lane from Beaver 
Street Fisheries, Inc., and Jeremy Smith from Keiser University (Jacksonville). Attendees from 
K-12, post-secondary, business, and community partners from around the region toured Fanatics 
inbound and outbound operations. Tina Wirth, VP of Workforce Development at JAXUSA Partner-
ship, moderated the panel. 

JAXUSA, CareerSource Northeast Florida, and FCMA hosted a Manufacturing Workforce Briefing 
on June 27, 2018 at Medtronic. Guests from around the region enjoyed networking and a panel-led 
discussion regarding how to leverage strengths in the multigenerational workforce within the 
manufacturing space. Panelists explained strategies on how to attract, retain, and develop their 
work-force. Panelists included representatives from Corrocoat USA, UTC Aerospace Systems,  BAE 
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Systems, and Bacardi. JAXUSA’s Manager of Workforce Development, Julie Hindall, moderated 
the panel.

On November 30, 2018, CareerSource Northeast Florida and Memorial Hospital in Jacksonville, 
Florida partnered to host Prescription for the Future a summit for K-12 school counselors and Adult 
Basic Education educators. The summit’s purpose was to expose educational staff to the wide vari-
ety of career options available to their students in Northeast Florida’s healthcare industry.

This event included two panel discussions which highlighted career paths in healthcare and show-
cased jobs where students can begin careers with a high school diploma, workforce certificate, 
two-year associate degree, bachelor’s degree, and beyond.

The Employer Panel included representatives from Baptist Health, Brooks Rehab, Memorial Hos-
pital, and Osprey Village Retirement Community. The employer representatives spoke about the 
opportunities in their organizations and discussed the wide variety of positions available in this 
sector. 

A total of 52 education professionals were in attendance and included school counselors, teach-
ers, Career Technical Education (CTE) educators, Year Up representatives, and Job Corps repre-
sentatives. 

Memorial Hospital hosted the event in its auditorium and provided breakfast and lunch for all at-
tendees as well as a tour highlighting career paths at the hospital. 

EMPLOYER ENGAGEMENT THROUGH THE TALENT ADVANCEMENT NETWORK 

One of the initiatives to come out of the Elevate Northeast Florida strategy was the development 
of the Talent Advancement Network (TAN.) The Talent Advancement Network was formed in 2019 
to leverage the knowledge that human resource professionals have to help generate workforce 
pipeline change. CareerSource Northeast Florida staff are part of the steering committee leader-
ship. 

By providing their insight into the for-profit sector, they can create cohesive messaging and ap-
proaches to creating pathways and work hand-in-hand with talent pipeline providers. The TAN 
will leverage existing educational systems and leadership, industry strengths and leadership, and 
pockets of workforce excellence to create a stronger talent pipeline focused on the youth, adults, 
and veterans currently living in Northeast Florida. 

The group meets every other month to discuss innovative programs for workforce recruiting, train-
ing and retention. They also share articles of interest within a LinkedIn group that can be found at 
https://www.linkedin.com/groups/12202942/. The TAN Landing Page on Linked In has been estab-
lished as a touch point not only for TAN Steering Committee members, but others in the communi-
ty who are interested in utilizing and contributing to the information shared in that one central loca-
tion.  A Strategic Communications Subgroup of the TAN generated content for the Landing Page. 

The group is led by HR professionals from key targeted industries: As of 2019, Kelly Smith from 
Wells Fargo and David Emanuel from APR Energy. Each high growth industry is represented, as 
well as non-target community-based organizations, educators, and other employers. 

Guest speakers in 2019 have included:  STEM2Hub, Joint Military Veterans Coalition of NEFL,  
Big Brothers/Big Sisters, and Junior Achievement. 

https://www.linkedin.com/groups/12202942/


LWDA 8 2020-2024  |  March 16, 2020  |  134

The TAN steering committee has worked with additional subgroups, such as the CIO Council, on 
confirming the IT pathway information; hosted a Fintech convening to gather pertinent data need-
ed for an RFP for the Florida Job Growth Grant funds. 

Other TAN projects included: 
• Provided the regional school districts employer validated information on meaningful industry 

certifications that result in additional funding to our CTE Academy programs. 
• Supporting the development and/or expansion of workforce development programs in our 

targeted industries through employer/educator engagement activities to include data ana-
lytics/business intelligence, engineering support specialist for aviation and Fintech program-
ming 

• Conducted Quarterly Targeted Industry Forums for Educators with employer representatives 
connecting approximately 130 educators with business and industry representatives 

• Connected employer partners with educators through field trips to include Manufacturing 
Month (nearly 30 tours over 300 students) activities with First Coast Manufacturing Associa-
tion, connections for business to school mentoring, employer referrals for local career fairs, 
classroom presentations for manufacturing industry and development of an internship inven-
tory. 

• Through our Talent Advancement Partnership (includes our 7 school districts, state colleges 
and CareerSource) currently supporting and leveraging employer input to support local 
needs assessment required for ongoing Perkins funding which results in $2,738,303 of Post-
secondary Funding and $2,045,085 of Secondary Career and Technical Education. 

8. Priority of Service
 Priority of service is first applied to Veterans and affected spouses. CSNEFL is fully committed 

to serving the Veteran community through employment and training activities. On December 
19, 2008, the United States Department of Labor issued regulations implementing priority of 
service for covered persons. Priority of service for covered persons is mandated by section 2(a)
(1) of JVA (38 U.S.C. 4215). These regulations fulfill section 605 of the Veterans Benefits, Health 
Care, and Information Technology Act of 2006, Pub. L. 109–461 (Dec. 22, 2006), which re-
quires the Department to implement priority of service via regulation. As provided in §1010.210, 
this part applies to all qualified job training programs and employment placement activities.

 It is the policy of CSNEFL to provide priority of service as defined in section 2(a) of the Jobs for 
Veterans Act (JVA) (38 U.S.C. 4215(a)). This means that a covered person shall be given priority 
over a non-covered person for the receipt of employment, training, and placement services 
provided through the CSNEFL system, notwithstanding any other provision of the law.

 Priority, in the context of providing priority of service to Veterans and other covered persons 
in qualified job training programs covered by this regulation, means the right to take priority 
over non-covered persons in obtaining services. Depending on the type of service or resource 
being provided, taking priority may mean:

• The covered person receives access to the service or resource earlier in time than the 
non-covered person, or

• If the service or resource is limited, the covered person receives access to the service or 
resource instead of or before the non-covered person.
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• Our goal is to ensure the CSNEFL system, including contracted service providers, iden-
tifies covered persons at the point of service entry, and they are given an opportunity to 
take full advantage of priority of service.

• Operational procedures have been implemented to ensure that covered persons who are 
physically or virtually accessing CSNEFL services are aware of:

• Their entitlement to priority of service
• The full array of employment, training, and placement services available under priority 

of service, and
• Any applicable eligibility requirements for those programs and/or services

• CSNEFL has implemented priority of service at all Career Development Centers and 
access points, and for service delivery by locally contracted workforce preparation and 
training providers. All operational procedures ensure covered persons are identified at the 
point of entry, so they are able to take full advantage of priority of service. These process-
es ensure covered persons are aware of:

• Their entitlement to priority of service
• The full array of employment, training, and placement services available under priority 

of service, and
• Any applicable eligibility requirements for those programs and/or services

 CSNEFL also mandates their service and training contractors collect such information, main-
tain such records, and submit reports containing information as may be required related to the 
provision of priority of service.

 Further defining WIOA Adult Priority of Service - Section 134(c)(3)(E) of WIOA establishes a 
priority requirement with respect to funds allocated to a local area for adult employment and 
training activities. CSNEFL will give priority to recipients of public assistance, other low-income 
individuals, and individuals who are basic skills deficient in the provision of individualized ca-
reer services and training services. Priority will be provided regardless of the level of funds.

 Veterans and eligible spouses continue to receive priority of service for all CSNEFL provided 
services. Priority will be provided in the following order:

a. First, to Veterans and eligible spouses who are also included in the groups given stat-
utory priority for WIOA adult formula funds. This means Veterans and eligible spouses 
who are also recipients of public assistance, other low-income individuals, or individu-
als who are basic skills deficient would receive first priority for services provided with 
WIOA adult formula funds.

b. Second, to non-covered persons, is individuals who are not Veterans or eligible spous-
es, who are included in the groups given priority for WIOA adult formula funds.

c. Third, to Veterans and eligible spouses who are not included in WIOA’s priority groups.
d. Last, to non-covered persons outside the groups given priority under WIOA.

 When past income is an eligibility determinant for federal employment or training programs, 
any amounts received as military pay or allowances by any person who served on active duty, 
and certain other specified benefits will be disregarded for the Veteran and for other individu-
als for whom those amounts would normally be applied in making an eligibility determination. 
Military earnings are not to be included when calculating income for Veterans or transitioning 
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service members for this priority, in accordance with 38 U.S.C. 4213. However, Military Retire-
ment earnings are to be included when determining income eligibility for retired military mem-
bers. 

 SERVING SEPARATING SERVICE MEMBERS AND MILITARY SPOUSES WITH  
DISLOCATED WORKER FUNDS

 Service members exiting the military, including, but not limited to, recipients of Unemployment 
Compensation for Ex-Military members (UCX), generally qualify as dislocated workers. Dislo-
cated Worker funds under Title I can help separating service members enter or reenter the 
civilian labor force. Generally, a separating service member needs a notice of separation, either 
a DD-214 from the Department of Defense, or other appropriate documentation showing a 
separation or imminent separation from the Armed Forces qualifies as the notice of termination 
or layoff to meet the required dislocated worker definition. 

 Additionally, in most instances, an individual will have to be eligible for or exhausted entitle-
ment to unemployment compensation, to receive dislocated worker services. In the case of 
separating service members, because they may be on a terminal leave from the military, it may 
make sense to begin providing career services while the service member may still be part 
of the Active Duty military, but has an imminent separation date. It is appropriate to provide 
career services to separating service members who will be imminently separating from the 
military, provided their discharge will be anything other than dishonorable. 

 Military spouses may also qualify if they are a dependent spouse of a member of the Armed 
Forces on active duty whose family income is significantly reduced, as determined by the State 
or local area, because of a deployment, a call or order to active duty, a permanent change of 
station, or the service-connected death or disability of the service member. Military spouses 
(trailing spouses) also can qualify if they are unemployed, or underemployed, or experiencing 
difficulty in obtaining or upgrading employment.

9. Training Services
 When appropriate, it will be the policy of CSNEFL to deliver vocational skills training to adults 

and dislocated workers, regardless of funding source, through an Individual Scholarship Ac-
count (ISA) process.

 All applicants must show evidence of pursing training funds from all sources for which they 
may qualify. Should the applicant qualify for funding from multi-program sources, priority of use 
will be:

1. PELL Grants and other Scholarships, such as, Montgomery G.I. Bill, etc.
2. CSNEFL Partner Funding
3. TANF funds
4. Dislocated Worker Funds
5. Adult Funds
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Additionally, to be eligible for an ISA, an individual must at a minimum:
a. Be unlikely or unable to obtain or retain employment, that leads to economic self-suf-

ficiency or wages comparable to or higher than wages from previous employment
through career services alone

b. Be in need of training services to obtain or retain employment that leads to economic
self- sufficiency or wages comparable to or higher than wages from previous employ-
ment, through career services alone, and

c. Have the skills and qualifications to successfully participate in the selected program of
training services.

Suitable employment is defined as an occupation which pays at least $25 per hour for Adults 
and 80% layoff wage replacement for Dislocated Workers.
When using training funds, priority will be given to applicants who:

a. Are recipients of public assistance, other low-income individuals, and individuals who
are basic skills deficient, Veterans and certain classes of Veteran spouses

b. Are not eligible to receive other training assistance (i.e. Pell grant, scholarships) or, if
received, the additional funding is not sufficient to cover training costs

c. Through assessment are determined to be appropriate for and able to complete the
chosen employment training program

d. Select a training program that is linked to a demand RDOL occupation in the local area
and make a commitment to seek employment in the field once trained

e. Select a training provider from the CSNEFL approved list
f. Give evidence they have the financial resources to cover all other living expenses and

complete the training period without support from CSNEFL, and
g. Receive a favorable recommendation from the CSNEFL Scholarship Committee. Once

awarded, the individual may access his/her ISA account for a period identified in the
scholarship award.

This period will be limited to no more than 24 months and is contingent upon funding availabil-
ity and satisfactory progress. Satisfactory progress is defined as the completion of all autho-
rized course work and maintaining a 2.75 or better GPA on a 4.0 scale. 
The trainee must carry a full-time student schedule as defined by the educational/training in-
stitution and is appropriate for the training course of instruction. Any deviation from a full-time 
schedule of training will require prior approval of the CSNEFL President or designee.
Extensions to the 24-month cap also require well-documented justification and the prior ap-
proval of the CSNEFL President or designee. Priority for ISAs will be given to vocational and 
technical programs lasting not more than 12 consecutive calendar months. 
Two-year and four-year degree programs not on the RDOL will be considered on a case-by-
case basis consistent with local labor market demands, and will necessitate a bona fide offer 
of employment that includes the starting salary and employer tax ID number. Four-year degree 
programs will only be considered if a trainee has sufficient academic credit to complete the 
degree in 30 credit hours or less.
Supporting Attachment V: FCWD Occupational Skills Training Policy
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 TRAINING SERVICES - A UNIFIED STRATEGY TO MEET OUR WORKFORCE’S  
SKILL NEEDS 

 Through educational programs that prepare individuals for changes in our economy, we can 
help bridge the current disparity between the skills workers possess and the skills businesses 
seek. The Regional Demand Occupational List is foundational to the CSNEFL career develop-
ment system, ensuring training dollars are invested in growing high skill/high wage skill attain-
ment. To this end we have established a unified vision for creating and updating the:

a. Regional Demand Occupations List
b. Skills Up-Grade Training System
c. Delivery of Individual Scholarship Accounts (ISA)
d. Delivery of Short-term Pre-Vocational Training Programs
e. Occupational Skills Training Provider Selection

A. Regional Demand Occupations List
 CSNEFL is committed to increasing income levels and creating employment opportunities for 

CSNEFL Career System job seekers in LWDA 8. Annually a Regional Demand Occupations List 
(RDOL) is established and utilized as the mechanism for prescribing employment training pro-
grams and employment opportunities in LWDA 8.

 It is our policy to compile a Regional Demand Occupations List with occupations designated for 
the list being the emphasis for training programs funded. The list contains occupations desig-
nated by local labor market information, the state of Florida Occupational Forecasting Com-
mittee, and the CareerSource Florida Board as having the potential for high entry wages and 
projected growth in LWDA 8.

 The RDOL is divided into two (2) separate categories based on average hourly wage earnings 
upon entering employment. The division is designated as follows:

• Occupations designated with an entry wage of $12.40 and a mean wage of $15.24 per 
hour.

• High Skill/High Wages. Occupations designated with an entry wage of $15.24 and a mean 
wage of $23.89 per hour.

 CSNEFL annually reviews and updates the RDOL and the average hourly earnings catego-
ries under the guidance and recommendations of the Board.

 Supporting Attachment IV: 2019-20 Regional Demand Occupations List

B. Skills Upgrade Training System/Employer Based Training
 The Skills Upgrade Training System/Employer Based Training has been designed to provide 

new and existing businesses a means of offsetting the cost of employee skills upgrade train-
ing. Through this employer-driven program, CSNEFL works with businesses to provide train-
ing to existing employees. CSNEFL will make every effort to first place a job seeker in gainful 
employment. CSNEFL has adopted Skills Upgrade Training/Employer Based Training as the 
preferred method of occupational skills instruction. Data has consistently shown that this strat-
egy has provided the greatest return on investment in terms of cost effectiveness and wage 
growth. As a post placement strategy, CSNEFL will provide Skills Upgrade Training/Employer 
Based Training to employed workers.
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 To the maximum extent possible CSNEFL will provide occupational skills training through the 
Skills Upgrade Training system/Employer Based Training. CSNEFL will award Skills Upgrade 
Training/Employer Based contracts to businesses based on the following:

a. The training occupation has been identified on the RDOL 
b. The applying company will provide no less than 50% of the training costs
c. Has been in operation in Florida for at least one year prior to application date
d. Has at least one full-time employee
e. Demonstrates financial viability
f. Is current on all state tax obligations

 Funding priority will be given to:
a. First time employer with 50 employees or less
b. Businesses in qualified targeted industries as determined by Regional Economic Devel-

opment
c. Businesses located in rural or enterprise zones
d. Training that will result in wage growth for employees completing training
e. Commitment which will allow CSNEFL career system to provide job candidates to fill 

any vacancies realized through the advancement of those trained and not filled inter-
nally

 Reimbursable Training Expenses will be limited to:
a. Instructors’/trainers’ salaries
b. Tuition
c. Curriculum development
d. Textbooks/manuals
e. Materials/supplies

C. Individual Scholarship Account (ISA) System
 CSNEFL has developed its Individual Scholarship Account (ISA) system to encourage and pro-

mote high wages. The RDOL will serve as the catalyst for establishing approved occupational 
training programs in LWDA 8. CSNEFL has established a philosophy of emphasizing High Skill/
High Wage as the primary benchmark to establish a fair market value for investment in training 
programs and incentive performance payments to training providers. Further, it is the intent 
of the CSNEFL to increase the offerings available to CSNEFL job seekers to maximize their 
choice.

 When appropriate it will be the policy of CSNEFL to deliver vocational skills training to adults, 
regardless of funding source, through an Individual Scholarship Account (ISA) process. All 
applicants must show evidence of pursing training funds from all sources for which they may 
qualify. Should the applicant qualify for funding from multi-program sources, priority of use will 
be:

a. Pell Grants and other scholarships, such as, Montgomery GI Bill, etc.
b. CSNEFL partner funding
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c. TANF funds
d. Dislocated Worker funds
e. Adult funds

 ISAs are the mechanism under the federal Workforce Innovation and Opportunity Act (WIOA) 
and the Florida Workforce Innovation Act for providing eligible job seekers with a scholarship 
account to access training programs through approved training providers in a demand occupa-
tion. ISAs will not be revised to include new training beyond the course of study approved in 
the original application process.

 Should a job seeker desire additional training they may reapply for a new scholarship. Prior to 
consideration for a new scholarship, the job seeker at a minimum must;

a. Have obtained a credential or certification from the first ISA; and,
b. Complete a waiting period of not less than six months; and,
c. Secure, unsubsidized gainful employment that was directly related to the first occupa-

tional skills training funded through the ISA system.

 ELIGIBILITY
 To be eligible for an ISA, an individual job seeker must at a minimum:

a. Be unable to find suitable employment with existing skills and/or academic credentials 
as evidenced through unsuccessful placement while actively participating in intensive 
job seeking services offered through the CSNEFL Career Service system. Suitable em-
ployment is defined as an occupation which pays at least $25 per hour for Adults and 
80% layoff wage replacement for Dislocated Workers

b. Not be eligible to receive other training assistance (i.e. Pell grant, scholarships) or, if 
received, the additional funding is not sufficient to cover training costs

c. Through assessment be determined to be appropriate for and able to complete the 
chosen employment training program

d. Select a training program that supports the career pathway that has been identified 
through assessment and counseling provided by CSNEFL or partner staff, and is docu-
mented through the New Path process. 

e. The course of study, must be for an occupation that is linked to a demand RDOL  
occupation in the local area, is an occupation identified to be in a sector of growth,  
and make a commitment to seek employment in the field once trained.

f. After career counseling by CSNEFL or partner staff, select a training provider from the 
CSNEFL Eligible Training Providers List (ETPL)

g. Give evidence that they have the financial resources to cover all other living expenses 
and complete the training period without support from CSNEFL

h. Have at least a 2.75 GPA prior to application for ISA

 Once awarded, the job seeker may access his/her ISA account for a period identified in the 
scholarship award. This period will be limited to no more than 24 months and is contingent 
upon funding availability and satisfactory progress. Satisfactory progress is defined as the 
completion of all authorized course work and maintaining of a 2.75 or better GPA on a 4.0 
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scale. The job seeker must carry a full-time student schedule as is defined by the educational/
training institution as is appropriate for the training course of instruction. Any deviation from 
a full-time schedule of training will require prior approval of the CSNEFL President, Executive 
Vice President or designee. Extensions to the 24-month cap also require well-documented 
justification and the prior approval of the CSNEFL President, or designee.

 Priority for ISAs will be given to vocational and technical programs lasting not more than 12 
consecutive calendar months. Two-year and four-year degree programs not on the RDOL will 
be considered on a case-by-case basis consistent with local labor market demands, and will 
necessitate a bona fide offer of employment that includes the starting salary and employer tax 
ID number. Four-year degree programs will only be considered if a job seeker has sufficient 
academic credit to complete the degree in 30 credit hours or less. In no instance will CSNEFL 
fund more than two years of a job seeker’s post-secondary education. Exceptions to these lim-
itations require well-documented justification and the prior approval of the CSNEFL President, 
or designee.

 All ISAs will be categorized using a fair market value based on potential earnings upon en-
tering employment. Training programs with the potential of higher earnings will have a larger 
amount of allowable investment than those earning less. The thresholds for allowable invest-
ment will be limited in two ways:

1. The most cost-effective price for the chosen occupational training available through the 
CSNEFL approved training vendor list. Effectiveness of cost will be based on tuition, 
books, and other required incidental costs. If applicable, the length of time for which 
support services and travel costs are required will also be calculated as part of the total 
cost, and,

2. Potential earnings as articulated in the following four tiers:
1. Tier 1 will be for Non-STEM occupations listed on the RDOL earning at least $12.40 

per hour starting hourly wage and a mean wage of $15.24 per hour. The maximum 
investment amount for these occupational training programs is the actual cost of 
tuition, books and training fees up to $6,000.

2. Tier 2 will be for STEM occupations listed on the RDOL earning at least $12.40 per 
hour starting hourly wage and a mean wage of $15.24 per hour. The maximum 
investment amount for these occupational training programs is the actual cost of 
tuition, books and training fees up to $7,000.

3. Tier 3 will be for Non-STEM occupations listed on the RDOL earning at least $15.24 
per hour starting hourly wage (High Skill/High Wage) and a mean wage of $23.89 
per hour. The maximum investment amount for these occupational training pro-
grams is the actual costs of tuition, books and training fees up to $8,000.

4. Tier 4 will be for STEM occupations listed on the RDOL earning at least $15.24 per 
hour starting hourly wage (High Skill/High Wage) and a mean wage of $23.89 per 
hour. The maximum investment amount for these occupational training programs is 
the actual costs of tuition, books and training fees up to $9,000.

 Training funded under the Trade Adjustment Assistance, Trade Reduction Assistance and 
Trade and Globalization Adjustment Assistance are exempt from these cost limitations. Oth-
er exceptions to these thresholds must be approved in advance by CSNEFL. The job seeker 
may wish to choose a vendor whose costs exceed the value of the ISA. In those cases, the 
job seeker must prove they have adequate financial resources to fund the difference in cost. 
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CSNEFL will only reimburse the training vendor when they have been provided sufficient proof, 
in the form of written notification from the training vendor, the job seeker has paid the differing 
costs.

D. Short-Term Pre-Vocational Training
 Short-term pre-vocational training is allowed for an alternative list of training program offer-

ings. These programs may not meet the State mandated minimum wage threshold or demand 
threshold as it appears on the Regional Demand Occupations List (RDOL) or the provider is 
determined not to meet ISA requirements.

 Short-term pre-vocational training programs will be categorized as programs that do not meet 
the State mandated minimum wage threshold or demand threshold to appear on the Regional 
Demand Occupations List or the provider is determined not to meet ISA requirements. All addi-
tions to the Short-term Pre-Vocational Training List will be at the discretion of CSNEFL. Short-
term pre-vocational training programs will be procured as needed.

 Short-term pre-vocational training programs will be based on job seeker need. Pre-vocation-
al training programs are defined as training needed by job seekers in preparation to begin a 
specific vocational training. The maximum investment amount for short-term pre-vocational 
training is the actual cost of tuition, books and training fees.

 Job seekers bear the responsibility of researching and documenting short-term pre-vocational 
training providers and programs. Documentation of the validity and performance of the pro-
vider will be required. This may include proof of accreditation, information from the companies 
that have hired provider graduates, and information from individuals who have graduated from 
the provider’s facility/institution. The job seeker, in consultation with a career counselor and 
with subsequent approval by the Senior Director of Program Services, will choose training pro-
viders based on price, availability and convenience of classes and location.

 Supporting Attachment V: FCWD Occupational Skills Training Policy

E. Occupational Skills Training Provider Selection
 CSNEFL is committed to open and competitive procurement of services to the fullest extent 

possible, in providing workforce development in LWDA 8. Through requests for qualifications, 
proposals and bids, providers within and outside the community have the opportunity to 
compete to meet the needs of CSNEFL job seekers. Decisions on procurement are guided by 
our commitment to provide quality services and maintain high levels of job seeker choice and 
satisfaction. CSNEFL recognizes job seeker needs and goals may from time to time necessitate 
an alternative method of selection.

 All occupational skills training providers will be procured through a competitive procurement 
and negotiation process to qualify for vouchers under the ISA system or to be considered as a 
Short-term Pre-Vocational Training provider. At a minimum, CSNEFL will use the following con-
siderations in developing a prospective vendor list for the purpose of determining an eligible 
occupational skills training provider:

1. Effectiveness of the training provider in delivering comparable or related training based 
on demonstrated performance, in terms of the likelihood of meeting performance goals, 
cost, quality of training, and service to targeted job seekers

2. Willingness of the training provider to enter into agreements, establish linkages with 
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other appropriate human service agencies, and provide discounted tuition or offer 
scholarships as evidenced by such activities as the on-site availability of no cost men-
toring, tutoring services and placement services, cooperation with CSNEFL staff to 
access the institution’s own grants-in-aid offerings, waiving of costs associated with 
selected fees, and similar supports

3. Willingness of training provider to make arrangements with CSNEFL or its designee 
on the utilization of other training assistance (i.e., Pell Grants, scholarships, etc.) and 
reimburse CSNEFL the amount equal to the assistance used for tuition, books, fees, 
supplies and training material when subsequent awards are used for those purposes

4. Availability of occupational skills training programs that provide a level of skills suffi-
cient to meet the demands of the local labor market

5. Assurance that funding an occupational skills training program will not duplicate facili-
ties or services available in the area. Exception will be made where it is demonstrated 
that alternative services or facilities would be more effective or more likely to achieve 
performance goals

 For a training institution to qualify as an ISA provider, it must be an institution of higher edu-
cation as defined in Section 1201(a) of the Higher Education Act of 1965 (20 USC 1141(a)) or a 
proprietary institution of higher education as defined at Section 481(b) of such Act (20 USC 
1088(b)), or an organization eligible to provide educational services and licensed by the State 
Board of Non-Public Career Education as authorized in sections 246.201-246.31, Florida Stat-
utes. Additionally, the training institution must comply with all ISA requirements contained in 
the Florida Workforce Innovation Act and subsequent state policy. All other training institutions 
will be considered short-term pre-vocational training providers.

 The Region 8 Eligible Training Provider List (ETPL) is what ensures informed customer choice 
for individuals eligible for and seeking training. In administering the eligible training provider 
process, the Region has ensured that qualified providers, offering a wide variety of job-driv-
en training programs, are available. The ETPL is made publicly available online through the 
CareerSource Northeast Florida web site, as well as, through local office staff who also dis-
seminate the information to customers. The ETPL is easily available in an electronic format, is 
accompanied by relevant performance and cost information and are presented in a way that 
is easily understood, in order to maximize informed customer choice and serve all significant 
populations groups.

 https://careersourcenortheastflorida.com/wp-content/uploads/2019/12/CareerSource-NEFL- 
Region-8-Eligible-Training-Provider-List-Performance-Reporting-121119.pdf

 New Occupational skills training providers may submit an application for review at any time 
during the year. Additionally, CSNEFL will annually call for eligible training providers to submit 
training programs for consideration. All occupational skills training provider agreements are ex-
ecuted through June 30 of the following year. All applications received from vendors who meet 
the qualifications outlined in the application will be selected for placement on the ISA training 
provider’s vendor list.

 A site visit may be conducted for those training providers with the highest ratings to determine 
the adequacy of equipment and facility, level of staff knowledge, and ability to provide the 
training as described in the application.

 Occupational skills training providers who have an executed training provider agreement cur-

https://careersourcenortheastflorida.com/wp-content/uploads/2019/12/CareerSource-NEFL-Region-8-Eligible-Training-Provider-List-Performance-Reporting-121119.pdf
https://careersourcenortheastflorida.com/wp-content/uploads/2019/12/CareerSource-NEFL-Region-8-Eligible-Training-Provider-List-Performance-Reporting-121119.pdf
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rently on file are required to biennially submit a request for continuation that includes updated 
tuition and training costs, performance information, and proof of FETPIP reporting require-
ments. The deadline for submitting these documents to CSNEFL will be in correlation with the 
biennially agreement execution.

 The procurement process will be completed when all agreements have been negotiated and 
executed, or when offers to negotiate have been withdrawn by CSNEFL. CSNEFL will monitor 
each training provider in accordance with the agreement.

10. Jobseeker Choice Process in the Selection of Training Programs
 CSNEFL is comprised of urban and rural areas, and crosses all socioeconomic demographics. 

Training and employment opportunities for our job seekers are determined using the Regional 
Demand Occupational List (RDOL) which reflects the needs of our local labor market. To further 
this goal, the RDOL serves as the catalyst for establishing approved occupational training pro-
grams in LWDA 8. CSNEFL has established a philosophy of emphasizing High Skill/High Wage 
as the primary benchmark to establish a fair market value for investment in training programs. 
It is the goal of CSNEFL to increase the offerings available to our job seekers to maximize their 
choice.

 In 2013, the CareerSource Florida Board of Directors approved policy creating a new Regional 
Demand Occupations List (RDOL) process. This policy was adopted to promote more strategic 
business and industry involvement in resource allocation, better target training funds for work-
ers needing improved employment and earning opportunities, and better serve employers in 
industry sectors lacking skilled workers expeditiously.

 The Florida Workforce Estimating Conference (WEC) meets semi-annually during which deci-
sions on the criteria to be used to define high skill/high wage occupations, as well as, establish 
and approve a statewide Demand Occupations List are made. The Florida Department of Eco-
nomic Opportunity (DEO), Bureau of Labor Market Statistic (LMS) produces industry and occu-
pational employment predictions, along with occupational wage estimates for Florida and each 
of the 24 Workforce Regions. LMS presents the results of the latest statewide employment 
forecast WEC meeting along with a statewide Demand Occupations List based on the previous 
year’s wage criteria adjusted by the U.S. Bureau of Labor Statistics’ Employment Cost Index.

 The statewide Demand Occupations List identifies the labor market needs of Florida’s business 
community and encourages job training based on those needs, with emphasis on jobs that are 
both high demand and high skill/high wage, and is used as a baseline for establishing RDOLs. 
Subsequently, DEO releases the statewide Demand Occupations List, as well as, the Regional 
Demand Occupations Lists, and  sends an announcement to CareerSource Florida and the 
LWDAs.

 CSNEFL develops our RDOL by taking the following steps:
1. Use the statewide and Regional Demand Occupations Lists as a starting point
2. Solicits the input of business and industry representatives in their area regarding the 

need to add occupations to or remove occupations from these lists
3. Use additional resources such as Help Wanted Online Lists (HWOL), Supply/Demand 

lists, and any other labor market resources available

 We revise, as needed, our regional strategic plan to incorporate and describe the following:
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• Training programs contained on the Eligible Training Provider List (ETPL) and are provid-
ed by more than one educational institution which supports the strategies the LWDA will 
employ in establishing its local or regional policies to build a skilled workforce around the 
targeted occupational and industry areas, including the level of training subsidy issued to 
participants through Individual Scholarship Accounts (ISAs)

• The occupations being targeted and how they align with Florida’s targeted and infrastruc-
ture industries and their local economic development priorities

• How employers and industry associations will provide active feedback in the development 
of the RDOL and how, on a quarterly basis, the region will work with employers on any 
changes to said list

• The educational programs in the region aligned with each of the occupational areas. 
LWDAs will use the CIP to SOC crosswalk developed by the Florida Department of Educa-
tion. (CIP = Classification of Instructional Program; SOC = Standard Occupational Classifi-
cation). If there are gaps or misalignment, remedies need to be identified.

 The RDOL is published on our website and is readily available to our job seekers as they are 
considering training that leads to economic self-sufficiency. In addition, our Career Academy 
partners use the list as they align programs of study to meet the needs of our growing labor 
market. CSNEFL looks forward to incorporating this list into the consumer report that will be 
issued by the State of Florida as part of WIOA.

 Through this process, CSNEFL has developed partnerships with over 21 educational institu-
tions, both publicly funded and private for profit, which offer well over 200 courses of study 
that lead to academic and technical degrees or industry recognized certifications. These edu-
cational intuitions and training programs are listed on our Eligible Training Provider List (ETPL). 
The ETPL is made available electronically and in hard copy, not only to our New Path job seek-
ers, but to the public at large. 

 This information is valued as a quick reference for everyone who is seeking career advance-
ment through credentialing or academic/technical degrees. In-depth counseling is provided to 
our New Path customers concerning the ETPL as part of our service strategy. 

 We also make the ETPL available to our career academy partners. A step-by-step description 
of the RDOL, ETPL and ISA scholarship training process is provided in Section 9- Training 
Services – above. The majority of career studies offer job seeker choice, in cost, frequency of 
classes, program placement success, and location.

 The Region 8 Eligible Training Provider List (ETPL) is what ensures informed customer choice 
for individuals eligible for and seeking training. In administering the eligible training provider 
process, the Region has ensured that qualified providers, offering a wide variety of job-driv-
en training programs, are available. The ETPL is made publicly available online through the 
CareerSource Northeast Florida web site, as well as, through local office staff who also dis-
seminate the information to customers. The ETPL is easily available in an electronic format, is 
accompanied by relevant performance and cost information presented in a way that is easily 
understood, in order to maximize informed customer choice and serve all significant popula-
tions groups.

 https://careersourcenortheastflorida.com/wp-content/uploads/2019/12/CareerSource-NEFL- 
Region-8-Eligible-Training-Provider-List-Performance-Reporting-121119.pdf

https://careersourcenortheastflorida.com/wp-content/uploads/2019/12/CareerSource-NEFL-Region-8-Eligible-Training-Provider-List-Performance-Reporting-121119.pdf
https://careersourcenortheastflorida.com/wp-content/uploads/2019/12/CareerSource-NEFL-Region-8-Eligible-Training-Provider-List-Performance-Reporting-121119.pdf


LWDA 8 2020-2024  |  March 16, 2020  |  146

11. Individual Scholarship Accounts 
 CSNEFL has developed its Individual Scholarship Account (ISA) system to encourage and 

promote opportunities for our job seekers to obtain employment at high wages. The RDOL 
will serve as the catalyst for establishing approved occupational training programs in LWDA 
8. CSNEFL has established a philosophy of emphasizing High Skill/High Wage as the primary 
benchmark to establish a fair market value for investment in training programs and incentive 
performance payments to training providers. Further, it is the intent of CSNEFL to increase the 
offerings available to CSNEFL job seekers to maximize their choice.

 When appropriate it will be the policy of CSNEFL to deliver vocational skills training to adults, 
regardless of funding source, through an Individual Scholarship Account (ISA) process. All 
applicants must show evidence of pursing training funds from all sources for which they may 
qualify. Should the applicant qualify for funding from multi-program sources, priority of use will 
be:

1. PELL Grants and other scholarships, such as, Montgomery GI Bill, etc.
2. CSNEFL partner funding
3. TANF funds
4. Dislocated Worker funds
5. Adult funds

 ISAs are the mechanism under the federal Workforce Innovation and Opportunity Act (WIOA) 
and the Florida Workforce Innovation Act for providing eligible job seekers with a scholarship 
account to access training programs through approved training providers in a demand occupa-
tion. ISAs will not be revised to include new training beyond the course of study approved in 
the original application process. 

 Should a job seeker desire additional training they may reapply for a new scholarship. Prior to 
consideration for a new scholarship the job seeker at a minimum must:

• Have obtained a credential or certification from the first ISA and;
• Complete a waiting period of not less than six months, and;
• Secure unsubsidized gainful employment, directly related to the first occupational skills 

training funded through the ISA system.

ELIGIBILITY
To be eligible for an ISA, an individual job seeker must at a minimum:

a. Be unable to find suitability employment with existing skills and/or academic credentials 
as evidenced through unsuccessful placement while actively participating in intensive job 
seeking services offered through CSNEFL. Suitability employment is defined as an occu-
pation which pays at least $25 per hour for Adults and 80% layoff wage replacement for 
Dislocated Workers

b. Not be eligible to receive other training assistance (i.e. Pell grant, scholarships) or, if  
received, the additional funding is not sufficient to cover training costs

c. Through assessment be determined to be appropriate for and able to complete the  
chosen employment training program

d. Select a training program that supports the career pathway that has been identified 
through assessment and counseling provided by CSNEFL or partner staff, and is docu-
mented through the New Path process. The course of study must be for an occupation 
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that is linked to a demand RDOL occupation in the local area, is an occupation identified 
to be in a sector of growth, and make a commitment to seek employment in the field once 
trained

e. After career counseling by CSNEFL or partner staff, select a training provider from the  
CSNEFL Eligible Training Providers List (ETPL)

f. Give evidence they have the financial resources to cover all other living expenses and  
complete the training period without support from CSNEFL

g. Have at least a 2.75 GPA prior to application for ISA

 Once awarded, the job seeker may access his/her ISA account for a period identified in the 
scholarship award. This period will be limited to no more than 24 months and is contingent 
upon funding availability and satisfactory progress. Satisfactory progress is defined as the 
completion of all authorized course work and maintaining a 2.75 or better GPA on a 4.0 scale.

 The job seeker must carry a full-time student schedule as defined by the educational/training 
institution as is appropriate for the training course of instruction. Any deviation from a full-time 
schedule of training will require prior approval of the CSNEFL President or designee. Exten-
sions to the 24-month cap also require well-documented justification and the prior approval of 
the CSNEFL President, or designee.

 Priority for ISAs will be given to vocational and technical programs lasting not more than 12 
consecutive calendar months. Two-year and four-year degree programs not on the RDOL will 
be considered on a case-by-case basis consistent with local labor market demands, and will 
necessitate a bona fide offer of employment to include the starting salary and employer tax ID 
number. Four-year degree programs will only be considered if a job seeker has sufficient aca-
demic credit to complete the degree in 30 credit hours or less. In no instance will CSNEFL fund 
more than two years of a job seeker’s post-secondary education. Exceptions to these limita-
tions require well-documented justification and the prior approval of the CSNEFL President, or 
designee.

 All ISAs will be categorized using a fair market value based on potential earnings upon en-
tering employment. Training programs with the potential of higher earnings will have a larger 
amount of allowable investment than those earning less. The thresholds for allowable invest-
ment will be limited in two ways:
a. The most cost-effective price for the chosen occupational training available through the 

CSNEFL approved training vendor list. Effectiveness of cost will be based on tuition, books, 
and other required incidental costs. If applicable, the length of time for which support ser-
vices and travel costs are required will also be calculated as part of the total cost, and

b. Potential earnings as articulated in the following four tiers:
1. Tier 1 will be for Non-STEM occupations listed on the RDOL earning at least $12.40 per 

hour starting hourly wage and a mean wage of $15.24 per hour. The maximum invest-
ment amount for these occupational training programs is the actual cost of tuition, 
books and training fees up to $6,000.

2. Tier 2 will be for STEM occupations listed on the RDOL earning at least $12.40 per hour 
starting hourly wage and a mean wage of $15.24 per hour. The maximum investment 
amount for these occupational training programs is the actual cost of tuition, books and 
training fees up to $7,000.
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3. Tier 3 will be for Non-STEM occupations listed on the RDOL earning at least $15.24 per 
hour starting hourly wage (High Skill/High Wage) and a mean wage of $23.89 per hour. 
The maximum investment amount for these occupational training programs is the actual 
costs of tuition, books and training fees up to $8,000.

4. Tier 4 will be for STEM occupations listed on the RDOL earning at least $15.24 per hour 
starting hourly wage (High Skill/High Wage) and a mean wage of $23.89 per hour. The 
maximum investment amount for these occupational training programs is the actual 
costs of tuition, books and training fees up to $9,000.

 Training funded under the Trade Adjustment Assistance, Trade Reduction Assistance and 
Trade and Globalization Adjustment Assistance are exempt from these cost limitations. Oth-
er exceptions to these thresholds must be approved in advance by CSNEFL. The job seeker 
may wish to choose a vendor whose costs exceed the value of the ISA. In those cases, the job 
seeker must prove that they have adequate financial resources to fund the difference in cost. 
CSNEFL will only reimburse the training vendor when they have been provided sufficient proof, 
in the form of written notification from the training vendor, the job seeker has paid the differing 
costs.

 Supporting Attachment V: FCWD Occupational Skills Training Policy

12. Microenterprise and Entrepreneurial Training 
 CSNEFL is supporting the JAX Chamber in their program named JAX Bridges. JAX Bridges is 

a program of the JAX Chamber Entrepreneurial Growth Division which branched out to serve 
entrepreneurs in St. Johns County in 2018. It is a program designed to connect small and medi-
um-sized companies with opportunities to do business with larger corporations, as well as pro-
viding targeted entrepreneurial education support. The program is a simulation that educates 
entrepreneurs and creates “many-to-many relationship access” for both vendors and suppliers. 
They leverage entrepreneurial tools, unique learning strategies, and corporate relationships to 
deliver on our value proposition. 

 In addition to JAX Bridges, CSNEFL works closely with the Jacksonville Women’s Business 
Center, the Small Business Administration, the Jacksonville Urban League, the Beaver Street 
Enterprise Center and specific programs provided by the University of North Florida’s Small 
Business Development Center (SBDC). Each year these groups provide training, mentoring and 
support to hundreds of First Coast residents who desire to open their own businesses. 

  CareerSource NEFL recently added regular workshops for professionals on the Gig Economy 
and how workers can diversify their income by adding side gigs to their regular employment or 
using gigs to create income during employment gaps. 

 A CareerSource NEFL staff member has been invited to join the Multidisciplinary Workgroup 
focused on reviewing state and national information and developing resources for businesses 
and individuals engaged in the gig economy. A primary objective of the Multidisciplinary Work-
group will be to provide input on the development of a Florida Gig Economy Toolkit. 

 Members of the Workgroup will meet on a periodic basis by phone or webinar each month 
between November 2019 and May 2020. 

 A CSNEFL staff member has been certified to facilitate Entrepreneurial Mindset training from 
the Entrepreneurial Learning Initiative. The Entrepreneurial Learning Initiative (ELI) is a global 
thought leader dedicated to expanding human potential through entrepreneurial mindset edu-
cation. ELI serves academic institutions, government agencies, profit, and nonprofit organiza-
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tions around the world to empower their constituents with an entrepreneurial mindset through 
professional development, certification training, curriculum content, and consulting. 

 ELI is the creator of the Ice House Entrepreneurship Programs, which have been presented to 
the United Nations General Assembly, the Papal Council for Peace and Justice at the Vatican, 
and the European Commission. 

 The first staff workshop on Entrepreneurial Mindset was delivered in-house in December 2019. 
CSNEFL plans to offer the training in partnership with the JAX Chamber beginning in 2020. 

13. Enhancing Apprenticeships 
 CSNEFL works closely with local employers, training partners, the Florida Department of 

Education Office of Apprenticeship Programs, CareerSource, Florida state leaders, Florida’s 
Department of Economic Opportunity, and local community support networks, to support and 
grow apprenticeship opportunities here in Northeast Florida. We currently work with 21 regis-
tered apprenticeship programs that offer 42 training opportunities that align with our RDOL.

 Job seekers are made aware of registered apprenticeship training opportunities through sev-
eral different platforms. First, openings are advertised through Employ Florida. Second, using 
social media CSNEFL features registered apprenticeship success stories and information on 
how our job seekers can apply for training slots. Third, our Career Academy partners are made 
aware of the benefits their students can gain by participating in a registered apprenticeship 
program. Lastly, and perhaps most important, our Career Coaches understand that registered 
apprenticeships are an important training tool that can move low-income workers to economic 
self-sufficiency. As job seekers meet with counselors, they obtain important insight on how a 
registered apprenticeship program may be the answer to their future career.

 CSNEFL annually invests funding in our registered apprenticeship programs. These funds 
support the training of populations that may not otherwise have the opportunity to participate 
in programs of study that provide industry recognized credentialing while earning a paycheck. 
The design of the registered apprenticeship training opportunities particularly lends them-
selves to providing the greatest chance for success for our most disadvantaged job seekers. 

 The “learn and earn” apprenticeship process can fill gaps by providing a model that unites 
classroom instruction (theory) and hands-on-learning (skill development) with a mentor to 
tie theory and skills together while earning increased wages. In addition, the apprenticeship 
model provides extensive opportunities to practice skills and exposure to experts who can talk 
through the logic needed to troubleshoot occupational challenges.

 It is the goal of the CSNEFL career system to support the growth of registered apprenticeship 
by leveraging robust existing service delivery mechanisms. We are actively working to ex-
pand apprenticeship awareness and outreach mechanisms, capitalize on successful workforce 
development strategies and support our apprenticeship program partners in the design and 
delivery of innovative training programs. See Supporting Attachment VI: Registered Appren-
ticeship Programs LWDA 8
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14. Other Program Initiatives
 Employer Based Training – The Just-in-Time Skills Upgrade Training System
 (Program Year 2019 numbers)

Advanced Manufacturing 71 16.95%
Aviation and Aerospace 37 8.83%
Finance and Insurance 0 0%
Information Technology 0 0%
Life Sciences/Health 90 21.48%
Logistics and Distribution 0 0%
Other (Primarily Construction) 221 52.74%
Total 419 100%

 
 The Skills Upgrade Training System/Employer Based Training has been designed to provide 

new and existing businesses a means of offsetting the cost of employee skills upgrade train-
ing. Through this customer driven program, CSNEFL partners with business to provide training 
to existing employees. As part of the Income Growth Strategy, we make every effort to first 
place a job seeker in gainful employment. CSNEFL adopted Skills Upgrade Training/Employer 
Based Training as the preferred method of occupational skills instruction. Data has consistently 
shown this strategy has provided the greatest return on investment in terms of cost effective-
ness and wage growth. As a post placement strategy, CSNEFL provides Skills Upgrade Train-
ing/Employer Based Training to employed workers.

 In March 2017, CareerSource Northeast Florida helped two local hospitals fill a critical gap 
in their workforce through employer based training. Due to both hospitals facing a critical 
shortage of surgical technologists, Memorial Hospital Jacksonville and Baptist Health worked 
together to form a class that developed hospital employees into surgical technologists. Surgi-
cal technologists, also called operating room technicians, assist surgeons during operations by 
preparing operating rooms and sterilizing and arranging equipment and other supplies. 

 According to BLS projections, the demand for surgical technicians is expected to grow by 15 
percent over the next ten years, and many hospitals are finding it difficult to recruit these highly 
skilled workers. The median wage for Surgical Technicians is $21.31 hourly, or $44,330 per 
year. But because of the shortage of workers, Memorial and Baptist were frequently calling on 
PRN (temporary, on demand) workers to assist in surgeries. These workers, commonly referred 
to as “travelers,” are placed through agencies for weeks at a time in a hospital’s site. The hour-
ly cost for a “traveling” surgical technologist could be more than $30 per hour, plus agency 
markups for placement, which can drive the cost as high as $40 per hour. 

 When CSNEFL staff heard about this pain point for the hospitals, they offered the idea of 
customized training to convert non-clinical staff members to surgical technologists. The hos-
pitals offered clinical and non-clinical staff the opportunity to apply for training. They selected 
employees who had demonstrated knowledge of the company culture, safety and customer 
service standards. 

 Florida State College at Jacksonville (FSCJ) was selected to provide the 1,300 hour training 
program. The instruction program included a combination of classroom studies, classroom lab 
practice, and clinical experience in the perioperative arena (operating room, pre-and post-an-
esthesia care, and labor and delivery) which prepares students to assist members of the surgi-
cal team (surgeons, anesthesiologists, nurses and other surgical technologists). Both hospitals 



LWDA 8 2020-2024  |  March 16, 2020  |  151

host the students in various operating rooms to support their clinical objectives. Emphasis was 
placed upon the skills involved in scrubbing and circulating a wide variety of surgical proce-
dures and the preparation and maintenance of sterilized and unsterilized supplies. 

 The first cohort began on March 1, 2017, consisting of 12 students: 2 from Memorial Hospital 
and 10 from Baptist Health. Within 11 months, they all graduated and transitioned to their new 
positions as Surgical Technologists. 

 Scott Brown, BSN, RN, StarTech Clinical Manager, HealthTrust Workforce Solutions (Memorial 
Hospital) was enthusiastic about the program and was certain the hospitals would commit to 
future classes. “It’s a great recruiting tool for us,” he said. “We can use this as an example of 
our commitment to our employees and is a differentiator as talented workers look at where 
they want to build a career.” 

 The hospitals saw a significant financial return on investment. “Traveler” Surgical Technologists 
can cost $40 per hour and usually work on a 13-week contract, costing around $20,800 per 
contract. If a hospital must renew contracts to cover 12 months, the annual cost for a Surgical 
Technologist’s hours would be over $82,000. The $8,000 training investment per student for 
this program creates a Surgical Technologist in approximately one year, builds employee loyal-
ty, and reduces ongoing labor costs per hour by almost 50 percent. 

 Since the first cohort, CSNEFL has promoted and replicated this program to other regional 
health systems. Three additional cohorts have now occurred, yielding a total of 34 graduates. 
Cindy Wadsworth, Senior Director of Program Services, said it best, “This is a classic case 
study of what the workforce system was designed to do. We’re not medical professionals, but 
we do have the cure for what’s causing pain in this key regional industry.”

 Supporting Attachment V: FCWD Occupational Skills Training Policy

15. Service Provider Continuous Improvement
 To ensure the performance and effectiveness of our service providers, One-Stop delivery 

system and fiscal responsibilities, we use an oversight, monitoring, and system performance 
improvement evaluation process which includes:
a. Periodic on-site monitoring visits to ensure programmatic and statutory compliance of all 

funded programs
b. Ongoing review and assessments of service providers’ performances
c. Periodic independent monitoring for programmatic and fiscal compliance by a qualified 

certified public accounting firm
d. Ongoing assessment of labor and economic data and trends

 
 While these activities/services are required to fulfill CSNEFL’s mandated oversight responsibil-

ities as LWDA 8, they also provide a means to respond to labor market, economic and demo-
graphic conditions and trends in our area.

 The system improvement process serves as an outreach tool for both CSNEFL and its service 
providers to provide feedback to management, as well as, the CSNEFL board and chief elected 
officials through findings and recommendations. The system improvement process will con-
tinue to allow the managers/program operators to know what is happening at any given time 
in the system. This process will also continue to provide warning signals of developing prob-
lems, allowing management to implement improvement measures or take corrective action in 
a timely manner. CSNEFL performs system improvement as a regular and systematic review of 
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program activities, administrative systems and management practices to determine appropri-
ateness, effectiveness, and compliance with the terms of the contract, regulations/guidelines 
and CSNEFL policies and procedures.

 
 INDEPENDENT MONITORING
 An independent certified public accounting firm will conduct periodic programmatic, procure-

ment and fiscal monitoring using federal and state monitoring instruments, which outline both 
programmatic and fiscal compliance and quality improvement factors. The CSNEFL monitor-
ing contractor will monitor each sub recipient at least once during the Fiscal Year. Monitoring 
reports identify findings, observations, and recommendations are generated at the completion 
of each monitoring visit. A monitoring schedule is developed by CSNEFL staff at the beginning 
of each program year.

 INTERNAL MONITORING
 Compliance monitoring of program activities and services to participants are performed by 

in- house staff. CSNEFL monitoring staff troubleshoot problems identified through compliance 
and performance reviews; provide technical assistance during their on-site monitoring visits, 
issue recommendations for corrective action in their monitoring report(s), and follow-up on the 
recommendations to ensure corrective actions have been taken properly and expeditiously.

16. Youth Program Design
 WIOA places a priority on out-of-school youth ages 16–24. Seventy-five percent (75%) of  

funding at the State and Local level must be spent on this population. There is an increased 
focus on Career Pathways for youth, drop out recovery, and education and training to lead 
to high school diploma and a recognized postsecondary credential. The act also includes a 
strong emphasis on work-based learning activities.

 CSNEFL has designed its service model for youth based on these guidelines. Our goal is to 
provide a service delivery system that serves as a model for the national workforce system.  
We believe youth who access the CSNEFL career service system are best served when they 
receive the full array of opportunities that all our job seekers are provided. In addition, to 
ensure youth receive the support and services required to meet their unique needs and chal-
lenges and move them to economic self-sufficiency, CSNEFL has assembled effective partner-
ships and contractual agreements. CSNEFL specifically supports the attainment of a secondary 
school diploma or its recognized equivalent, entry into postsecondary education, and career 
readiness for participants through the provision of all 14 WIOA designated program elements 
directly or in partnership with local organizations. The 14 elements are provided as shown 
below:
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Element Providing Agency/Partner Referral 
Needed

Tutoring, study skills training, instruction and evi-
dence-based dropout prevention and recovery strat-
egies that lead to completion of the requirements for 
a secondary school diploma or its recognized equiva-
lent (including a recognized certificate of attendance 
or similar document for individuals with disabilities) or 
for a recognized postsecondary credential

Learn to Read
NEFL Community Action Agency 
FSCJ Adult Education Program
Center for Adult Learning (Library) 
Edward Waters College
Job Corps
Florida Support Services 
Jacksonville Urban League 
SalTech

No

Alternative secondary school services or dropout 
recovery services, as appropriate

Gaines Alternative & Transition 
Schools
Job Corps SalTech

Yes

Paid and unpaid work experiences that have as a 
component academic and occupational education, 
which may include (i) summer employment opportu-
nities and other employment opportunities available 
throughout the school year; (ii) pre-apprenticeship 
programs; (iii) internships and job shadowing; and (iv) 
on-the-job training opportunities

NEFL Community Action Agency 
Year Up
Job Corps
Fresh Ministries 
Operation New Hope 
Florida Support Services 
Jacksonville Urban League

Yes

Occupational skill training, which includes priori-
ty consideration for training programs that lead to 
recognized postsecondary credentials that align with 
in-demand industry sectors or occupations in the 
local area

NEFL Community Action Agency 
Year Up
Job Corps 
FSCJ
UNF
Jacksonville Urban League 
SalTech
CareerSource

No

Education offered concurrently with and in the same 
context as workforce preparation activities and train-
ing for a specific occupation or occupational cluster

Year Up Job Corps 
SalTech
A-Step (Goodwill)
AEFLA Partners

No

Leadership development opportunities, which may in-
clude community service and peer-centered activities 
encouraging responsibility and other positive social 
and civic behaviors, as appropriate

Florida Support Services 
Fresh Ministries
Job Corps Year Up
Jacksonville Urban League

No

Support Services Various Yes
Adult mentoring for the period of participation and 
a subsequent period, for a total of not less than 12 
months

Fresh Ministries
Florida Support Services 
100 Black Men

Yes
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Follow-up services for not less than 12 months after 
the completion of participation, as appropriate

CareerSource No

Comprehensive guidance and counseling, which 
may include drug and alcohol abuse counseling and 
referral, as appropriate

River Region Yes

Financial literacy education Real Sense No
Entrepreneurial skills training Small Business Administration No
Services that provide labor market and employment 
information about in-demand industry sectors or oc-
cupations available in the local area, such as career 
awareness, career counseling, and career exploration 
services

CareerSource

No

Activities that help youth prepare for and transition to 
post-secondary education and training

CareerSource No

A. Definition of the term “a youth who is unable to compute or solve problems, or read, write, or
speak English at a level necessary to function on the job, in the individual’s family, or in soci-
ety.” Describe how the local board defines whether a youth is unable to demonstrate these
skills well enough to function on the job, in their family, or in society and what assessment
instruments are used to make this determination. 20 C.F.R. §681.290
CSNEFL will recognize the results of all nationally normed test instruments, i.e. TABE, CASAS,
Work Keys, WIN, etc., when identifying those youth who are unable to compute or solve prob-
lems, or read, write, or speak English at a level necessary to function on the job, in the indi-
vidual’s family, or in society. In addition, CSNEFL will recognize specialized tests such as BNB
WRMT-R, Woodcock, etc., that have been designed for use with our young job seekers with
disabilities. Those unable to compute or solve problems or read or write at a 10th grade level
will be considered as not having the skills necessary to function on a job.
For youth who speak English as a second language, CSNEFL will require an evaluation of their
language skills assessed by a recognized educational instruction or community partner that
specializes in English as a second language services. To consider youth eligible for services,
the assessment must establish that the youth cannot read, write or speak English at a 10th
grade level.
A youth may also prove eligible for services if he/she demonstrates that he/she does not have
the skills to function in their families or society. CSNEFL will work closely with regional partners
such as Family Support Services, Juvenile Justice, Early Learning Coalition, Vocational Rehabil-
itation, The Health Center, Migrant Seasonal Farmworkers, Department of Children and Fam-
ilies, physical abuse centers, mental health, and drug addiction/abuse, to establish eligibility
under this section for the youth being support. Factors that may demonstrate eligibility are i.e.,
involvement with the criminal justice system, foster care, drug or alcohol dependency, mental
health issues, disabilities, etc.

B. Definition of requires additional assistance
The local definition for those youth requiring additional assistance to complete an educational
program or to secure and hold employment, will meet the definition of those “at-risk” youth
as defined in the New Youth Vision adopted by the Florida Strengthening Youth Partnerships.
This may include, but is not limited to, youth who are not basic skills deficient, but need addi-
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tional studies to pass tests to enter post- secondary or apprenticeship training. In addition, it 
includes at-risk youth who are part of a dysfunctional family. Indicators may include, but not 
limited to, broken homes, working poor, graduated high school with a certificate of completion, 
reside within an empowerment or enterprise zone, has received a social service within the  
last six (6) months or does not have general public transportation available in their area of  
residency.
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Required Attachments
A. Executed MOU for all One-Stop Partners
B. Executed Infrastructure Funding Agreement
C. Executed Interlocal Agreement
D. N/A to Region 8
E. Board Roster with meeting minutes RE local plan - To be added
F. Public Comments - There were no public comments
G. See Attachment C
H. See Attachment C
I. FCWD By-Laws

Supporting Attachments
I. FCWD Local Administrative Plan
II. LWDA 8 Approved Training Vendors 2018-20
III. Interagency Cooperative Agreement Employment First Initiative
IV. 2019-20 Regional Demand Occupations List
V. FCWD Occupational Skills Training Policy
VI. Registered Apprenticeship Programs in LWDA 8
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FIRST COAST WORKFORCE DEVELOPMENT, INC. 
AMENDED BYLAWS 

ARTICLE I 

The name of the organization shall be the First Coast Workforce Development, Inc. 
(FCWD), existing under the laws of the State of Florida, as a not-for-profit 501(c)(3) 
corporation. 

ARTICLE II 

The offices of the organization shall be located in places as selected by the Board of 
Directors (“Board” or “Directors”). 

ARTICLE III 

FCWD is a cooperative effort between private business, industry, labor, education and 
government created to increase the economic base of the community by providing 
workforce development, job training and employment services for the businesses and 
citizens of Region 8 as allowed and prescribed by the Florida Statute 445 and the 
Workforce Innovation and Opportunity Act of 2014. 

ARTICLE IV 
FCWD GEOGRAPHICAL AREA 

The area to be served by FCWD is designated as the six-county region consisting of 
Baker, Clay, Duval, Nassau, Putnam and St. John's counties in Northeast Florida. 

ARTICLE V 
MEMBERSHIP 

The makeup of the Board will be delineated by Federal Law, State of Florida Statutes, and 
the Interlocal Agreement. 
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ARTICLE VI 
ORGANIZATION 

FCWD shall be organized as follows: 

1. Meetings

a. FCWD shall meet regularly, no less than four (4) times each year. A quorum
shall be fifty percent (50%) of the Directors.   Special meetings may be held
upon written call of the chair or by seventeen percent (17%) of the Directors
upon at least twenty-four (24) hour notice to the other Directors.

b. Directors of FCWD who are present at any committee, Executive Board or
Full Board meeting at which an official decision, ruling or other official act is
to be taken or adopted, which may involve a possible conflict of interest on
the part of the Director and/or the organization which said Director
represents, may not participate in any discussion or vote on the subject.
The Directors must declare a conflict of interest in situations of this type
prior to any discussions and/or a vote taking place and complete a Form
8B, Memorandum of Voting Conflict for County, Municipal, and Other Local
Public Officers within fifteen (15) days after the conflict is declared.

c. Meetings by Telephone or Teleconference. Members of the Board of
Directors or any committee may participate in a meeting by means of
telephone conference or similar communication method by which all persons
participating in the meeting can hear each other at the same time. Any such
participation will constitute presence in person at the meeting.

2. Officers

FCWD shall elect a Chair, Vice Chair and a Secretary to serve a two (2) year term. 
Elections will be held during the last quarterly meeting of each fiscal year by and among 
the full membership.  Officers shall be selected from among the representatives of 
business and industry.  These officers shall assume office on the first day of the fiscal year, 
July 1.  However, upon approval of the majority of FCWD Directors present, extensions of 
the term of office for any of the officers of FCWD may be authorized for a period not to 
exceed one (1) additional year. 

No later than March 1st of each appropriate year, the Chair shall appoint a nominating 
committee of no more than seven (7) members from among the membership, and shall 
include representation from each County. The nominating Committee shall recommend 
nominations for the Chair, Vice-Chair, and Secretary, and shall report those nominations to 
the membership at an election meeting to be held prior to July 1.  Nominations from the 
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floor will be accepted at that meeting, with elections decided by simple majority. 

a. The Chair shall serve as the elected leader of FCWD and shall represent
FCWD in all matters, in accordance with the FCWD Board Governance
policies, which are not contrary to law or the bylaws.

b. The Vice-Chair, in the absence of the Chair or in the event of the Chair’s
inability to act, shall perform the duties of the Chair, and when so acting,
shall have all the powers and restrictions upon the Chair.  The Vice-Chair
shall also perform such duties as assigned by the Chair or by the
membership.

c. In the absence of the Chair and Vice-Chair, the Secretary shall act as Chair
with all the powers and restrictions upon the Chair.

3. Committees

The Chair, in accordance with FCWD governance policies, may create such committees, 
task forces, study groups and other advisory bodies as may be deemed necessary to 
assist FCWD in the performance of its duties and responsibilities.    In those instances, 
where the Chair of FCWD creates a task force, study group or other body, the Chair of 
FCWD shall designate a member of FCWD as the Chair of said body.  A Committee, task 
force, study group or other body shall report on its progress to FCWD at such times as 
FCWD requires and no public report or recommendation, favorable or adverse, may be 
made by a task force, study group or other advisory body unless the matter is first 
considered by FCWD or its Executive Board. 

a. There shall be an Executive Board composed of the elected officers,
immediate past chairperson, standing committee chairs, vice chairs, and at-
large members designated by the Chair.  The Chair may appoint up to four
(4) at-large members to ensure county and regional representation.  The
Executive Board shall meet as designated by the Chair.  The Executive
Board shall have the authority and responsibility to act for FCWD in the day-
to-day operation of FCWD consistent with the current FCWD policy and
these bylaws, but shall have no authority to modify the bylaws.  Any
decisions made by the Executive Board are subject to review by the Board
as a whole. Minutes shall be kept of the meetings of the Executive Board,
and the actions of the Executive Board shall be reported to FCWD at its next
meeting.

b. Standing Committees:  The FCWD Chair will appoint all necessary and
appropriate committees.  The Chair shall appoint the members and the Chair
of each Committee to ensure equal representation of all counties. The
committee Chair shall select a Vice Chair.   A quorum shall be fifty percent
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(50%) of the members of the Committee. Standing committees will be 
formed, in accordance with Federal and State law, to make policy 
recommendations to the Executive Board and FCWD. 

c. Ad Hoc Committees:  The Chair of FCWD will appoint ad hoc committees to
perform specific tasks as the needs arise.  The Chair of the ad hoc
committee shall be a director of the Board.  A quorum shall be fifty percent
(50%) of the members of the ad hoc committee.  Members of the ad hoc
committees need not be Directors of FCWD, except for the Chair.

d. Except as delegated or authorized by the Board, individual Directors have no
authority to control or direct the operations of the Board or the actions of its
officers and employees, including the President.

e. Members of the Board and its committees shall serve without compensation,
but members, the President and all employees of the Board may be
reimbursed for per diem and travel expenses.

ARTICLE VII 
DUTIES AND FUNCTIONS 

The Duties and functions of the First Coast Workforce Development, Inc. Directors include: 

1. Developing the region's strategic workforce development plan and subsequent
implementation plans as part of the strategic economic development plan of the
region.

2. Establishing performance standards and measures for workforce development
activities in the region.

3. Evaluating the performance and effectiveness of the region's workforce
development plan and programs.

4. Reporting to the board of Directors of CareerSource Florida, Inc. regarding its
functions, duties and responsibilities.

5. Soliciting, accepting, receiving, investing and expending funds from any public or
private source.

6. Contracting with public and private entities as necessary to further the directives of
the Workforce Development Strategy.

7. Approving an annual budget.
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8. Carrying forward any unexpended appropriations into succeeding fiscal years.

9. Providing an annual report at the conclusion of the fiscal year. The annual report
shall include a financial statement approved by the Board.

10. Overseeing and monitoring activities under its jurisdiction in accordance with
Workforce Innovation and Opportunities Act of 2014 and the Florida Workforce
Innovation Act of 2000.

ARTICLE VIII 
FINANCIAL MATTERS 

1. No loans shall be contracted on behalf of FCWD, and no evidence of indebtedness
shall be issued in its name.

2. All purchases or expenditures by FCWD, whether by contract or not, shall follow
and adhere to laws, policies and standards governing purchases and expenditures
as specified by the grant and/or the grant recipient.

3. No officer, employee or agent of FCWD shall have any interest, financial or
otherwise, direct or indirect, or any contractual relationship in the purchase or sale
of goods or services by FCWD without approval of the board by at least a 2/3
majority of a quorum.

ARTICLE IX 
STAFF 

The President will be selected and appointed and shall have such duties and 
responsibilities as may be designated by the Executive Board through its Executive 
Limitations policies.  The President will report to the Executive Board and shall serve at the 
pleasure of FCWD. 

ARTICLE X 
PARLIAMENTARY AUTHORITY 

1. FCWD shall operate under the most recently published edition of Roberts' Rules of
Order. These rules may be preempted by any special rule of order the membership
may adopt.

2. Directors may cast singular votes on all issues presented before FCWD, and may
be allowed limited proxy as otherwise defined and specified.
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3. Non-members shall have the right to present views before FCWD while it is in
session as recognized by the Chair.

4. All meetings of FCWD shall be open to the public, and comply with Florida’s
Government in the Sunshine and open records laws.  The FCWD will keep correct
and complete books and records of account and financial statements and will also
keep minutes of the proceedings of the Board of Directors and all committees.
Such books and records will be available to all Directors on request and to members
of the general public in accordance with applicable law.

5. Directors of FCWD may be removed automatically for unexcused absence at two
(2) consecutive meetings or for conduct, which brings discredit upon FCWD.  A vote
of seventy-five percent (75%) of a quorum will be needed to remove a member for
reasons of conduct.  Any other unexcused absence is only available to public
officials and can only be used in the performance of their official mandated duties.

ARTICLE XI 
RESTRICTIONS 

1. Prohibition on Private Inurement and Private Benefit.  No part of the earnings of the
FCWD shall inure to the benefit of or be distributable to any director or officer of the
FCWD, or any private individual (except that reasonable compensation be paid for
service rendered to or for the FCWD and payments and distributions may be in
furtherance of one or more of its purposes); and no director, officer, or private
individual shall be entitled to share in the distributions of any of the corporate assets
on dissolution of the FCWD.

2. Prohibition on activities of Tax-Exempt organizations.  The FCWD shall not conduct
or carry on any activities not permitted to be conducted or carried on by an
organization exempt from taxation under Section 501(c)(3) of the Code and its
Regulations as they now exist or as they may hereafter be amended or replaced, or
by an organization, contributions to which are deductible under Section 170(c)(2) of
the Code and Regulations as they now exist or they hereafter by amended or
replaced.

3. Distribution of Assets Upon Dissolution. Upon the dissolution of the FCWD, the
assets of the FCWD shall be distributed for one or more exempt purposes within the
meaning of Section 501(c)(3) of the Code and its Regulations, or shall be distributed
to the federal government, or to state or local government, for a public purpose.
Any such assets not so disposed of shall be disposed of by a court of competent
jurisdiction of the county in which the principal office of the FCWD is then located,
exclusively for such purposes or to such organization or organizations, as said court
shall determine, which are organized and operated exclusively for such purposes.
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ARTICLE XII 
INDEMNIFICATION 

The FCWD shall indemnify the officers, directors, employees and agents of the FCWD to 
the full extent permitted by the Florida Not For Profit Corporation Act, Chapter 617, Florida 
Statutes.  This indemnification provision shall not be deemed to be exclusive of any other 
rights to which such officers, directors, employees and agents may be entitled under the 
Bylaws, any agreement, any insurance maintained by the FCWD, or otherwise. 

ARTICLE XIII 
AMENDMENT OF BYLAWS 

1. The Charter of Bylaws may be amended by a two-thirds (2/3) majority vote of a
quorum at any meeting of FCWD when a quorum has been declared, provided that
the proposed amendment(s) has been mailed to each voting member at least ten
(10) days prior to the date of the meeting.
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Section  I. -  Description of the Administrative and Substate Grantee 

This plan is for Region # 8. It serves the counties of Baker, Clay, Duval, Nassau, Putnam 
and St. Johns. 

The administrative entity, grant recipient and the designated substate grantee is First 
Coast Workforce Development, Inc. d/b/a CareerSource Northeast Florida. 

' 
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Section II. - Financial Management 

1. Accounting Procedures

The financial system provides fiscal control by following accounting procedures that are in 
accordance with generally accepted accounting principles. The revenue and expenditures 
are maintained on an accrual basis. 

An annual budget is the basis for controlling financial operations during the program year. 
Revenues are recorded when they are collected and/or available to pay liabilities of the 
current period. Expenditures are recorded in the period in which goods and services are 
received. Funds expended are charged to appropriate cost categories. Expenditures are 
tracked by title and then allocated to individual contracts on a first-in, first-out basis. All 
items of value that are either owned or controlled by FCWD are recorded in the accounting 
system as assets. Capital assets are recorded as expenditures in the year of acquisition 
for reporting purposes, but they are recorded as fixed assets and subsequently depreciated 
on the FCWD's corporate financial statements. Un-liquidated obligations are recorded and 
reported to the State. These obligations include the amounts of orders placed, contracts 
awarded and goods/services received, for which payment has not yet been made. 

All prepaid items are appropriately safeguarded, managed, tracked and reported. Prepaid 
items will be tracked on a first-in first-out basis and, as applicable, FCWD will ensure that 
only a reasonable amount of prepaid items are on-hand. 

2. Financial Reports

Monthly financial reports are produced that provide a comparison of actual to budgeted 
expenditures. These reports also display obligations through the end of the current 
reporting period and line item budget variances. Monthly budgets and expenditures are 
allocated to individual subgrants/contracts on a first-in, first-out basis. Additionally, 
expenditures and obligations are recorded in the State's financial reporting system (SERA) 
on a monthly basis. 

3. Charging of Costs and Cost Allocation

FCWD follows the state approved cost allocation plan. 

4. Program Income/Stand-In Costs

If Program Income is earned and expended by FCWD or its subrecipients, it will be 
deducted from total allowable costs to determine net allowable costs. A subrecipient may 
retain Program Income if it is used for purposes that are authorized under appropriate laws 
and regulations and with the pre-approval of FCWD, otherwise it must be deducted from a 
request for reimbursement of allowable contract costs. If stand-in costs must be used as 
substitutes for unallowable costs, they will be from the same title, cost category and funding 
period as the costs they are replacing. Stand-in costs will be documented and accounted 
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for in the same manner as all other costs. 

5. Interest

Interest earned amounts up to $500 per year may be retained for administrative expense. 
Any additional interest earned on Federal advance payments deposited in interest-bearing 
accounts must be remitted annually to the Department of Health and Human Services 
Payment Management System (PMS) through an electronic medium using either Automated 
Clearing House (ACH) network or a Fedwire Funds Service payment. Remittances must 
include pertinent information of the payee and nature of payment in the memo area (often 
referred to as “addenda records” by Financial Institutions) as that will assist in the timely 
posting of interest earned on federal funds. 

6. Cash Match and In-Kind Contributions

Contractual matching requirements are budgeted and expenditures recorded in the books 
of account. Costs that are considered allowable are accepted as match. The financial 
records of the FCWD include source documentation necessary to disclose providers of 
match as well as in-kind contribution calculation methodology. 

7. Supporting Documentation

The financial records of FCWD include all source documentation necessary to permit the 
tracing of funds to a level of expenditure adequate to ensure that the funds have not been 
spent unlawfully. Examples of source documents include vouchers, payroll files which 
include time sheets, travel expense forms, check/direct deposit registers, payroll registers 
and quarterly payroll reports. Vendor/customer files include approved invoices, contracts, 
purchase orders, purchase requisitions, copies of checks issued, and any other 
documentation necessary to support the disbursement of funds. 

8. Cash Management

State warrants are wire transferred directly to the FCWD checking account via the 
Electronic Federal Tax Payment System (EFTPS).  FCWD maintains deposits in one 
interest bearing checking account that is a Qualified Public Depository. The bank account 
is reconciled on a monthly basis. Cash requirements are forecasted from historical data and 
from invoices currently being processed, to minimize the time elapsing between receipt of 
advanced funds and disbursement.  All grant information is compiled and reported to the 
State as required. 

9. Payroll Procedures

Payroll data is compiled and processed bi-weekly. The President or Designee initiates all 
hire authorizations. Documentation of employment will be in the form of either a hire letter 
or a status change form. Personnel records are maintained in the Human Resource office 
and only authorized individuals are allowed access. 
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10. Travel

All requests for approval and payment for travel expenses will be accomplished in 
accordance with Section 112.061, F.S. and the procedures outlined in the FCWD travel 
policy. The requirements contained therein apply to all travel whether paid for with State 
or Federal funds. In addition, the requirements apply whether paid by reimbursement, 
contractual agreements, or other methods of payment, including payment to a contractor 
or volunteer. The authority for the policy is contained in Section 445.007(10), Florida 
Statutes, which requires FCWD to reimburse standard travel in accordance with rates 
established in Section 112.061, Florida Statutes, and in compliance with applicable state 
and federal requirements. Rule 691-42.007, where applicable, has been relied on in 
drafting this template in compliance with Section 445.007(10), Florida Statutes. Travel 
expense reports are submitted for travel reimbursements. All allowable expenses, except 
meal allowances and mileage, are supported by receipts.  Travel expense reports require 
President or Designee approval. 

11. Bonding

A fidelity bond in the amount of $1,000,000 is maintained by FCWD. Subrecipients shall 
carry an employee fidelity bond on officers, directors, agents, subcontractors or employees 
authorized to receive or deposit funds or issue financial documents, checks or other 
instruments of payment of program costs.   Bond shall be in the amount of $100,000 or the 
highest planned single payment by the FCWD during the contract period, whichever is less. 
Subrecipients may be required to furnish the FCWD with a copy of their Bonding Insurance 
Certificate. 

12. Audits/Monitoring

Programs are monitored by FCWD internal monitor as well as contracted monitors 
periodically throughout the fiscal year. An independent financial and compliance audit is 
conducted annually by a certified public accountant. The audit is procured through 
competitive procurement in accordance with Federal and Florida Statutes. Proposals are 
received which are based upon predetermined specifications. FCWD will limit auditor 
retention to no more than five years, at which time a new qualified auditor will be selected. 

Upon completion of the audit, the financial statements and audit reports are presented to 
management for review. The reports are then presented to the Finance Committee and 
forwarded to the Board. Within 30 days after completion of the audit, FCWD transmits 
copies of the audit report to DEO. If the report contains any findings related to the programs, 
a corrective action plan is prepared and submitted to DEO. This is followed by an audit 
resolution report detailing all corrective actions taken. 

Each non-federal entity that expends a total amount of Federal awards equal to or in excess 
of $ $750,000 in any fiscal year of such non-federal entities shall have an audit performed 
for such fiscal years in compliance with the Single Audit requirements;  2 CFR 200; and 
applicable Federal & State audit regulations. 
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For-profit subrecipients are required to have a Single Audit or program specific annual 
independent financial and compliance audit conducted and prepared in accordance with 
generally accepted audit standards. Additionally, the State of Florida, Rules of the Auditor 
General, Chapter 10.600 states that for-profit organizations that are awarded grants and 
aids appropriations of $ $750,000 or more must produce an audit in accordance with the 
rules of the Auditor General promulgated pursuant to s. 11.45. In addition, the Single Audit 
requirements and 2 CFR 200, when applicable. Audit reports must be submitted to FCWD 
within 30 days after their completion but no more than 180 days after the Contractor's fiscal 
year end. 

If findings exist, the subrecipient must provide written evidence that corrective actions have 
been implemented within sixty (60) calendar days of the audit's completion. The 
administrative office then forwards a written determination to the subrecipient stating 
whether or not corrective actions are adequate and whether questioned costs will be 
allowed, subject to State and Federal review. If any costs are disallowed, a debt is 
established and debt collection procedures are implemented. 

13. Debt Collection

The monitoring/auditing system within the administrative office detects most erroneous 
billings prior to the time funds are disbursed to subrecipients/vendors.   If a discrepancy is 
found after disbursement has been made, it is deducted from the next billing. If a contract 
has already expired when the discrepancy is discovered or if a debt is established after an 
audit, a certified letter is sent to the subrecipient requesting reimbursement within 30 days. 
If the funds have not been repaid at the end of the 30- day period, another certified letter 
is sent advising the subrecipient that the FCWD's attorney will begin debt collection 
procedures at the end of the next 30-day period. If the funds are not received by the end 
of the second 30-day period, the FCWD's attorney is notified and legal proceedings are 
initiated. 

14. Advance Payments

FCWD will allow advance payments to contractors under the following conditions: 

A. The  contractor  has  shown  sufficient  evidence  that  they  lack  sufficient
working capital.

B. The contractor  must meet the standards of 2 CFR 200.305 for advances to
subrecipients;

C. Advance payments must meet the standards of 2 CFR 200.305; and
D. Advance payment is in the best interests of FCWD.

Contracts with providers will clearly define the conditions of advance payment in cases 
where FCWD ascertains the aforementioned conditions are met. FCWD will maintain close 
accounting of related expenditures and liquidation to ensure receipt of the contracted goods 
and/or services. 
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Section Ill.  -  Property Management 

Property will be purchased in accordance with FCWD, Inc. purchasing policy. 

Property (whose value is $5,000 or more) will be maintained on a 
computerized property inventory system by location. New property will be 
added to the inventory system when it is paid for. The Property Custodian 
will tag the new item with approved tags with the item number encoded 
thereon. The property inventory system will be maintained by the Property 
Custodian. Property records will include all federally required elements to 
ensure property accountability. 

An annual physical inventory of all property will be conducted. When 
completed, the detail inventory by location will be dated, signed and filed by 
the Property Custodian in the Administrative Office. If the Property 
Custodian is changed, a special inventory will be performed at that date. 

FCWD will insure that the property inventory system is a standard part of 
program monitoring and evaluation. 

Property will be disposed of in accordance with policies and procedures. 
Donations of surplus property must be made to certified 501(c)3 or 
governmental agencies. Records will be maintained for a period of three 
years after final disposition of property. 

A report of the inventory at June 30th will be compiled and transmitted as 
required on an annual basis. 

Capital expenditures for general purpose equipment, buildings, and land are 
unallowable as direct charges, except with the prior written approval from 
DEO. 

Capital expenditures for special purpose equipment are allowable as direct 
costs, provided items with a unit cost of $5,000 or more have the prior written 
approval from DEO. 

Capital expenditures for improvements to land, buildings, or equipment 
which materially increase their value or useful life are unallowable as a direct 
cost except with the prior written approval from DEO. 

Special arrangements and alterations costs incurred specifically for a 
Federal award are allowable as a direct cost with the prior approval from 
DEO. 

Title to federally-owned property remains vested in the Federal government 
and FCWD will follow the requirements as outlined in 2 CFR 200.312. 
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Title to equipment acquired under a Federal award will vest in the non-
Federal entity, subject to the conditions set forth in 2 CFR 200.313. 

Equipment will be used by FCWD in the program or project for which it was 
acquired as long as needed, whether or not supported by the Federal award, 
and FCWD will not encumber the property without prior approval of the 
Federal awarding agency. FCWD will follow the requirements as outlined in 
2 CFR 200.313. 

FCWD will follow the disposition requirements for equipment acquired with 
federal awards identified in 2 CFR 200.313. 
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Section IV.  -  Records Management 

FCWD will utilize a centralized state client Management Information System (MIS) for all 
programs operated under federal and state statue. FCWD will operate in accordance with 
the requirements of those laws, the State's Program Guide for all Records and Reports, 
and the State's Division Policy on Accounting and Reporting Requirements for Property. 

The MIS will be operated from a Wide Area Network (WAN), hosted at an independent 
data center offering secure and hardened colocation and disaster recovery services. The 
dedicated facility provides state-of-the-art security, redundant power systems, and a robust 
fiber network optimized for performance and speed to a host of demanding customers. 
Located in Jacksonville, Florida, the company's core infrastructure is rated to withstand 
hurricane category 5 forces to ensure maximum reliability and peace of mind. The data 
center is designed to accommodate the changing power density and cooling needs of the 
colocation market while maintaining consistently superior levels of customer service and 
support. 

While a participant is in training, information from the intake and enrollment forms should 
be entered by the offsite staff into the State MIS system on a daily basis. The FCWD 
administrative staff will conduct verification of client eligibility through review which requires 
an objective substantiation of all information provided.  Subsequent status change, 
termination, and follow-up information will be entered daily electronically or on original 
forms into the MIS System, and filed with other original records of the participants. Since 
the FCWD has now invested in a state-of-the-art, document management system, all 
permanent files will be retained in this system. This system stores these records in secure 
formats and also utilizes electronic signature verification. In order to protect Personally 
Identifiable Information (Pll), access to this system will be strictly controlled and delete 
capability will be limited to appropriate management staff only. When and if a file is deleted 
the audit tracking function within the document management system will retain all relevant 
information about who deleted the file and when it was deleted. Original documents will not 
be modifiable. Last, all electronic data will be backed up on a daily basis. 

All applicant records will be retained in the document management system by FCWD for a 
minimum of three years after the completion of the program year in which they were 
enrolled. A master file of applicant records -- those not enrolled and those declared 
ineligible -- will be maintained by the administrative entity for a minimum of three years from 
the application date. Further, if any audit, claim, litigation, negotiation or other action 
involving records thereto has been started before the expiration of this three year period, 
the records shall be retained until completion of the action and resolution of all issues which 
arise from it, or till the end of the three year period, whichever is greater.  Records will be 
maintained in the electronic document management system. 

Archival cases that have not yet been entered into the document management system may 
be stored by an offsite custodian. The custodian of offsite storage records shall be 
designated from FCWD administrative staff. Public Records policy complies with all 
relevant state and federal public record requirements. 
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FCWD program staff will prepare regular periodic reports and special information 
summaries from the MIS data and local information sources to assist FCWD, contractors 
and staff in tracking program and contractor performance.  The results of this procedure 
will enable the FCWD staff to evaluate the effectiveness of the programs and correct any 
program deficiencies. 

PARTICIPANT REPORTING: 

POLICY 

It shall be the policy of the FCWD to assure that service providers and FCWD staff timely, 
collect, and enter all pertinent data in MIS, and report information necessary for quarterly 
and annual reports made to the State in accordance with the regulations. 

BACKGROUND 

Federal law that governs FCWD requires that local delivery systems collect data on 
applicants and participants with respect to their characteristics, eligibility, services and 
outcomes. To comply with statutory and regulatory requirements information collected must 
be entered into the State's management information system on a timely basis as eligibility 
determinations, and services are performed or assigned. 

PROCEDURE 

1. Staff required to collect, record and enter data relating to participants shall
complete forms in accordance with guidance provided by the State.

2. Information shall be entered on a timely basis of any action taken requiring
data to be entered or updated with respect to any individual participant or
applicant for services.

3. Documentation entered shall be correct and truthful in all regards.

4. Any correction to data after entry shall be supported by case notes or memo
explaining the correction by the individual authorized to make the data entry.
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SECTION V. - Complaint Policy and Procedures 

1. Policy

FCWD will maintain effective and timely complaint resolution procedures to be utilized by 
a workforce program participant, employee, employers, sub-grantee, subcontractor, or 
other interested party when filing a complaint alleging violation of administrative and/or 
service provisions and performance requirements of the Workforce Innovation and 
Opportunity Act (WIOA), Supplemental Nutrition Assistance Program (SNAP), Welfare 
Transition Program (TANF/WT), and the Wagner-Peyser (WP) Program. 

2. Background and Underlying State/Federal Policy

The WIOA, TANF/WT and SNAP programs require the State, the local areas, and direct 
recipients of program funds to establish and maintain grievance/complaint and 
hearing/appeal procedures for handling program-related complaints. The 
grievance/complaint requirements may vary from program to program. 

To simplify instructions and to have a unified format, the following grievance/complaint and 
hearing/appeal procedures will be essentially the same for WIOA, TAA, SNAP, and 
TANF/WT workforce programs. Wagner-Peyser procedures will be addressed separately. 

3. FCWD Original Grievance/Complaint and Hearing/Appeal Process

A. Overview

i. Any participant or other interested party adversely affected by a decision or action
by the local workforce system, including decisions by career center partners and
service partners, has the right to file a grievance/complaint with the RWB, with the
exception of complaints alleging unlawful discrimination. Discrimination complaints
must be filed in accordance with the Department of Economic Opportunity, Office of
General Counsel, Discrimination Complaint Procedures. The discrimination
complaint procedures are available on line at:

http://www.floridajobs.org/civilrights/docs/Discrimination_Complaint_Procedure
s.pdf

ii. TANF/WT work activity and support services grievances/complaints shall be filed
with FCWD (work activity is defined in Chapter 445, Florida Statutes). Pursuant to
45 CFR 261.56(c)(2) we will inform customers of and provide a fair hearing regarding
non-compliance with work requirements.  TANF cash assistance eligibility or benefit
entitlement grievances/complaints shall be filed with the local Department of
Children and Families (DCF) office, the cognizant agency responsible for
administering this part of TANF  (20  CFR  662.280), except for complaints alleging
unlawful discrimination.
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iii. Food stamp eligibility or benefit entitlement grievances/complaints shall be filed
with the local DCF office (See 7 CFR 271.6 and 273.15), except for complaints
alleging unlawful discrimination. The SNAP reimbursement shall be treated as a
support service, and grievances/complaints shall be filed with FCWD.

iv. Grievance/complaints, except complaints alleging unlawful discrimination, shall
be filed at the State level only when based upon actions or decisions made by the
State recipient or administrative entity. Any grievance/complaint filed with an
inappropriate entity will be forwarded to the proper entity/agency for action. The
entity's/agency's 60-day timeframe to handle the grievance will start upon receipt of
grievance/complaint.

v. A grievance may be filed by regular employees regarding displacement by a
WIOA, TAA, TANF/WT, or SNAP program participants and by program participants
regarding displacement for reasons other than unlawful discrimination.
Displacement action prohibitions and available relief specifications are described in
WIOA (20 CFR 683.600), TANF (45 CFR 261.70), and SNAP (7 CFR Parts 271 and
273). The filing of all other grievances/complaints alleging, employment, and health
and safety violations shall be filed as described in Section I. b., Process for Filing a
Grievance/Complaint with RWB. As noted above, discrimination complaints must
be filed in accordance with the Department of Economic Opportunity, Office of
General Counsel, Discrimination Complaint Procedures.

All local workforce grievances/complaints shall be filed with FCWD using the 
procedures contained herein. The exceptions are Job Corps grievances/complaints 
that are processed according to requirements of 20 CFR 670.990. 

As specified in Rule 65A-4.205, the DCF has delegated to FCWD the responsibility 
for TANF/WT work activity non-compliance determinations.  This rule is 
incorporated herein by reference. Additionally, in the TANF State Plan, DCF has 
assigned to CareerSource Florida Incorporated (CFI) and the Department of 
Economic Opportunity, Division of Workforce Services (DEO) the responsibility for 
providing a grievance form to all participants in the program. 

B. Process for Filing a Grievance/Complaint with FCWD

Under WIOA, TAA, TANF/WT and SNAP, career center partners, service providers, 
participants, and other interested parties affected by the local workforce system have the 
right to file a grievance/complaint. Grievances/complaints that do not allege unlawful 
discrimination shall be filed using the procedures established herein. 

i. FCWD shall receive, review, and attempt to informally resolve the initial WIOA,
TAA, TANF/WT, and SNAP grievance/complaint.

ii. If the grievance/complaint cannot be resolved informally, then a hearing shall be
held and a decision issued within the required 60 calendar days from receipt of
complaint/grievance.
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iii. Employment, and health and safety complaints/alleged violations for reasons
other than unlawful discrimination will be forwarded to the Department of Economic
Opportunity, Division of Workforce Services, or may be mailed directly to the
appropriate federal agency as allowed by federal regulation. The last page of
Section C has a list of addresses for federal agencies. A copy of the
complaint/alleged violation report shall also be mailed to DEO.

C. FCWD Grievance/Complaint Review and Hearing Process

i. Complaint documents must be in writing, providing clear factual specifics upon
which the complaint is based, properly signed and appropriately submitted.

ii. Upon receipt at FCWD, complaint documents shall be date-stamped, copied and
distributed as follows:

• One copy to the Chief Executive Officer (CEO)
• One copy to the Designee
• One copy to the Equal Opportunity Officer (EOO)

iii. Upon receipt at FCWD, the CEO, the DESIGNEE and the EOO shall conduct a
collaborative evaluation, and designate a Hearing Officer within fifteen (15) working
days.

iv. The Hearing Officer shall schedule a hearing and notify the
grievant/complainant by certified mail, return receipt, at a minimum of fifteen (15)
calendar days prior to the hearing. The hearing notice shall advise the following:

• The date, time, and place of the hearing;
• The pertinent sections of the WIOA, TAA, TANF/WT,  and  SNAP, or

any other federal regulations involved;
• Affected  parties may present witnesses  or documentary  evidence

at the hearing;
• Affected parties may be represented at the hearing by an attorney or

other representative; and
• The parties will receive the decision within 60 calendar days from

receipt of the grievance or complaint.

The hearing will be conducted according to the procedures 
established by FCWD. The Hearing Officer will ensure that the hearing 
proceeds in an equitable, orderly and expeditious manner. The 
Hearing Officer may elicit testimony from witnesses without acting as 
an advocate for any party. The Hearing Officer will ensure that the 
process, including the contents of the hearing dialogue, is transcribed 
or has the potential of being transcribed. The Hearing Officer will 
attempt to negotiate a settlement between the parties any time prior 
to the conclusion of the hearing. 
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D. Resolution

i. The Hearing Officer's decision: The Hearing Officer shall issue a
written decision within 60 working days of the filing of the complaint.
The decision shall be in clear, simple, non-technical language and will
include the following information:

a. Date, time and place of the hearing;
b. Appearances entered at the hearing;
c. A statement that the involved parties, their

representatives and witnesses were given an
opportunity to present oral or written evidence in
support of their position;

d. A clear and concise statement of the issues;
e. Findings of fact, based exclusively on the evidence of

record, and conclusions of law, separately stated;
f. The decision  of the Hearing Officer based on the

findings  of fact, conclusions of law and evidence
introduced at the hearing; and

g. The procedures by which the grievant may request an appeal.

ii. The Hearing Officer will furnish to all parties a copy of the decision
by certified return receipt requested mail or by facsimile, followed by
a hard copy.

iii. Failure to accept the certified mailing will constitute a waiver of the
right to notice by such means. The Hearing Officer shall thereafter
serve the copy by regular mail.

iv. The Hearing Officer will preserve the record of the entire hearing.
Any transcription will be done at the initiation and expense of the
requester. Any party requesting a copy of the recorded hearing will
pay the cost of duplication.

E. Process for Filing an Appeal of FCWD Decision or Lack of Action

Should a decision not be rendered within 60 calendar days of filing the 
complaint, or if there is an adverse decision, the complainant will be notified 
in writing that a request for appeal may be made accordingly: 

• The appeal should be concise (if possible, not to exceed five pages not
including exhibits and attachments) and shall be sent by certified mail (return
receipt), to the Department of Economic Opportunity, Office of General
Counsel, 107 East Madison Street, MSC 110, Tallahassee, Florida 32399-
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4128. 

• The appeal request shall state the facts, laws, procedures, etc. that the
grievant/complainant believes to be relevant for review. The appeal must be
filed with DEO within 30 calendar days of receipt of the RWB Hearing
Officer's decision or within 30 calendar days after the required 60- calendar
day timeframe for FCWD to act has elapsed.

• The request must include the grievant's/complainant's address where official
notices will be mailed.

The state can remand the grievance/complaint back to the RWB to hold a hearing or 
impose other remedies to resolve the grievance/complaint. 

F. Finality of Decisions

With the exception of complaints alleging violations of the labor standards  under section 
143 of the Act, the State of Florida's decision(s) shall be final unless the United States 
Secretary of Labor exercises authority for federal level review, or the Grievant timely 
requests a review of the State level hearing action, pursuant to 20 CFR, 627.601, Subpart 
F. 

G. Alternative Dispute Resolution

Nothing contained within this policy shall prohibit pursuit of any rights pursuant to 20 CFR 
Sections 627.600 through 627.607, (appendix A). 

H. Retaliation Prohibited

No person or agency may discharge, or in any other manner discriminate or retaliate against 
any person, or deny to any person a benefit to which that person is entitled under the 
provisions of the Act or the regulations because such person has filed any complaint, 
instituted or caused to be instituted any proceedings under or related to the Act has testified 
or is about to testify in any such proceedings or investigation or has provided information or 
assisted in an investigation. 
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Section VI. Complaint Procedures for Wagner-Peyser Employment Service Activities 

1. Background/Underlying State and Federal Policy

Federal regulations at 20 CFR Part 658, Subpart E, provide that each state shall establish 
and maintain an employment service complaint system that includes procedures at the 
local, State and Federal level for processing these complaints. In addition, any person who 
believes he or she, or any specific class of individuals, has been subjected to unlawful 
discrimination in a Wagner-Peyser program (including employees and/or applicants for 
employment with the agency administering the program) may file discrimination complaints 
by following the procedures in the DEO Discrimination-Complaint Procedures. 

Special handling procedures are required for complaints filled by Migrant and Seasonal 
Farm Workers (MSFW) that do not allege unlawful discrimination.  FCWD will attempt to 
resolve the MSFW complaint. IF MSFW complaints cannot be resolved within five working 
days of receipt of complaint by FCWD, the complaint form and copies of all documents in 
the complaint file are forwarded to the DEO. Complaints alleging unlawful discrimination in 
the MSFW program may be filed in accordance with DEO. 

Federal regulations at 20 CFR 658.415 state that non-ES related complaints (employment, 
health and safety, etc.) must be forwarded as soon as possible after being received. These 
complaints shall be sent to DEO, or to the appropriate federal agency with a copy of the 
complaint sent to DEO. 

2. FCWD/One-Stop ES Complaint/Resolution  Procedures

Complaints that are related to the Wagner-Peyser employment services that do not allege 
unlawful discrimination are handled by the career center manager. The manager will 
maintain a separate file for each complaint and enter the complaint on the complaint log. 
FCWD will attempt to resolve all ES related complaints. The complaint is resolved when 
the complainant is satisfied with the outcome; the complainant chooses not to elevate to 
the next level; or when the complainant has not responded within 20 working days after 
correspondence has been mailed for ES complaints and within 40 working days for MSFW 
complaints. 

If the ES complaint is not resolved within 15 working days, then the complaint and 
associated file documents are forwarded to DEO Attention: ES Complaint Coordinator. 
Within five days after the end of the quarter, the local career center manager will mail the 
Complaint Logs to the Senior Monitor Advocate at the address included in the MSFW 
procedures above. 

The MSFW complaints involving an allegation of noncompliance with assurances 
regarding wage and hour law or other employment conditions are to be forwarded to the 
nearest USDOL Wage and Hour office. 
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For MSFW violations of Occupational Safety and Health Administration (OSHA) Directives, 
complaints should be forwarded to the USDOL, Occupational Safety and Health 
Administration. 

The following conditions are identified in 20 CFR 658.501(a) as the basis for 
discontinuation of services to employers: 

a. Employer submits and refuses to alter or withdraw job orders containing
specifications which are contrary to employment related laws;

b. Employer submits job order and refuses to provide assurances that the jobs
offered are in compliance with employment-related laws;

c. Employer is found through field checks or otherwise to have misrepresented
the terms or conditions of employment specified on the job order or to have
failed to comply fully with  assurances made on the job orders;

d. The career center is notified by enforcement agency that the employer has
violated an employment related law;

e. Employer, following investigation of complaint, is found to have violated
employment service regulations;

f. Employer refuses to accept qualified workers referred;
g. Employer refuses to cooperate in field checks; and
h. Employer repeatedly causes discontinuation proceedings to be initiated.

Nothing included in this procedure precludes a grievant/complainant from pursuing a 
remedy authorized under another federal, State, or local law. 

Criminal fraud and abuse, discrimination, health and safety, and employment, complaints 
that violate federal laws, regulations, and directives are handled differently than the 
program related complaints/grievances handled by local and state hearing and appeal 
procedures. 

3. Reporting Criminal Fraud and Abuse

WIOA Section 683.620 describes the process for reporting complaints and/or reports of 
criminal fraud and abuse. Complaints/reports must be reported immediately to the USDOL 
Office of Inspector General, Office of Investigations, Room S5514, 200 Constitution 
Avenue NW, Washington, D.C. 20210. 

The complaint or report can also be mailed to the USDOL Southeast Regional Inspector 
General for Investigations, Office of Investigations, Sam Nunn Atlanta Federal Center, 61 
Forsythe Street, SW, Suite 6T1, Atlanta, Georgia 30303 with a copy simultaneously 
provided to the Employment and Training Administration. 

Reports or complaints alleging criminal fraud and abuse may also be reported through 
USDOL's Hotline at 1-800-347-3756. 

A. Background/Underlying State and Federal Policy
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Federal regulations at 20 CFR Part 658, Subpart E, provide that each state shall establish 
and maintain an employment service complaint system that includes procedures at the 
local, State and Federal level for processing these complaints. 

Wagner-Peyser participants may file discrimination complaints against the Department of 
Economic Opportunity, Division of Workforce Services (DEO) or its employees or 
complaints alleging discrimination by an employer. Title 29 CFR Part 34, provides the 
authority for the following: 

a. Complaints involving an employer in another state or another state agency;
b. Complaints   involving  more  than  one  office,  another  One-Stop Center,

or statewide system;
c. Complaints  involving the violation of the Job Service  Regulations by an

office or One-Stop Center;
d. Complaints involving the violation of an employment related law by an

employer; and
e. Complaints involving a violation of the terms and conditions of a job order

by an employer.
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Section VII. - Monitoring, Oversight, and Performance Evaluation Plan 

The First Coast Workforce Development, Inc. (FCWD) will evaluate each subrecipient's 
risk of noncompliance with Federal statutes, regulations, and the terms and conditions of 
the sub award for purposes of determining the appropriate subrecipient monitoring. FCWD 
utilizes an oversight, monitoring, and performance evaluation process which includes: 

a. Periodic  on-site  monitoring  visit  to  ensure  programmatic  and  statutory
compliance of all funded programs

b. Ongoing review and assessments of service providers performances
c. Periodic independent  monitoring for programmatic  and fiscal compliance

by a qualified certified public accounting firm
d. Sub-recipients submit the required audit reports in accordance with 2 CFR

200
e. The following requirements on sub-recipients:

• Funds shall not be used to pay the salary and bonuses of an individual,
either as direct costs or indirect costs, at a rate in excess of Executive
Level II for ETA approved funds.

• FCWD requires an approved federally recognized indirect cost rate or a
rate negotiated between the Board and the sub-recipient in compliance
with 2 CFR 203.331, or a de minimis indirect cost rate.

• The sub-recipient will permit FCWD and its auditors access to the sub-
recipients records and financial statements, as necessary.

These activities/services are required to fulfill FCWD mandated oversight responsibilities 
as Region 8 in accordance with the regulation and guidance provided through the federal 
and state programs it operates. 

The monitoring process serves as an outreach tool for both FCWD and its service providers 
to provide feedback to management through findings and recommendations. The 
monitoring process will continue to allow the managers/program operators to know what is 
happening at any given time in the system. This process will also continue to provide 
"warning signals" of developing problems whereby improvement measures or corrective 
action can be taken by management in a timely manner. 

FCWD will perform monitoring as a regular and systematic review of program activities, 
administrative systems and management practices to determine appropriateness, 
effectiveness, and compliance with the terms of the contract, regulations/guidelines and 
FCWD policies and procedures. 

1. Independent  Monitoring

An independent certified accounting firm will conduct periodic programmatic, procurement 
and fiscal monitoring utilizing federal and state monitoring instruments, which outline both 
programmatic and fiscal compliance and quality improvement factors. The FCWD 
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monitoring contractor will monitor each subrecipient at least once during the Fiscal Year. 
Monitoring reports identifying findings, observations, and recommendations will be 
generated at the completion of each monitoring visit. A monitoring schedule will be 
developed by FCWD staff at the beginning of each program year. 

2. Internal Monitoring

Compliance monitoring of program activities and services to participants will be performed 
by in-house staff. FCWD monitoring staff will "trouble shoot" problems identified through 
compliance  reviews and performance reviews, provide technical assistance during their 
on-site monitoring visits, issue recommendations for corrective action in their monitoring 
report(s) and follow-up  on the  recommendations  to ensure that corrective action has 
been taken properly and expeditiously. 

FCWD will be responsible for monitoring program activities and services, management 
systems, and practices in Region 8 to ensure legal, fiscal, administrative and programmatic 
compliance. Compliance monitoring will ensure thorough desk review and on-site visits 
that Service Providers comply with legislative and contractual requirements. 

FCWD's monitoring staff will establish a schedule of regular scheduled, as well as periodic 
on-site monitoring reviews of service providers in Region 8. These visits will be designed 
to assure any abuses in program operations are immediately identified and eliminated, as 
well as to prevent any misuse of funds by Service Providers, subgrantees, etc. 

Performance monitoring will be conducted to validate actual program performance against 
performance standards as established in the contract. The results of this review will be 
used to assess progress toward goals and objectives, to identify existing or emerging 
problems and to trigger explanations, corrective actions and/or contract actions, as 
appropriate. Performance monitoring will be conducted through a desk- review and on-site 
visits. Program Managers will ensure that contract providers submit a monthly report, which 
after review, will be forwarded to management. This monthly report should clearly indicate 
progress toward program goals/outcomes. 

Staff following their on-site visits will prepare written monitoring reports. The reports will be 
official records of the administrative entity's staff review of Service Providers' programs at 
a certain point during the period of performance. The monitoring reports will constitute the 
basis for future program assessment and make the monitor's findings available for federal, 
state, and public inspection. The report will provide the background of the program, the 
follow-up on previous findings, the current findings (positive or negative), and the 
recommendations (if any) for corrective action with the time line for implementation. Any 
regular or special review and any technical assistance provided to the Service Provider will 
also be included in the report. 

3. Report and Corrective Action

The monitoring report will be issued within 20 days in order to make the information 
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available for timely consideration and action by the management of both the administrative 
entity and its service providers. FCWD monitoring staff will follow-up on corrective action 
recommendations as well as the results of technical assistance which may not necessarily 
relate to the required corrective action. 

Upon receipt of the monitoring report the FCWD President (or Designee) will review the 
corrective action plans and determine appropriateness of such plans to effectively correct 
discrepancies noted within reports. If Service Provider and President cannot resolve such 
issues, the Service Provider may request a hearing before FCWD Board for final resolution. 

The Executive Committee will be the deciding body for all discrepancies, which cannot be 
resolved by the President and Service Providers. 

If FCWD determines the Service Providers performance to be unsatisfactory, FCWD may 
act in any of the following ways: 

a. Requiring corrective action within specific time frames;
b. Withholding payment;
c. Disallowing inappropriate claims, payments, or costs;
d. Terminating or suspending the contract.

Each in-house system, program component/area and service provider will be monitored at 
least once per program year. The monitoring staff will provide any technical assistance 
necessary for the expedient implementation of recommended corrective action(s) when 
program deficiencies and/or noncompliance issues are cited. All corrective action(s) will be 
satisfactorily completed within 15 to 30 days of notification of the deficiencies and/or 
violations, and a follow-up monitoring visit will be done to assure the corrective action plan 
has been implemented. 

FCWD will utilize a performance driven cost reimbursement & performance expected 
contracting system for the award of contracts. Monitoring staff will review/monitor, on a 
continuous basis, service providers, bidding procedures/process, and property in
accordance with the monitoring procedures stated in the Administrative Plan. 

The above mentioned description provides FCWD procedures for the monitoring, 
oversight, and evaluation of systems, program operators, and service providers in Region 
8.
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Section VIII.  Purchasing Guide & Procurement of Services 

Staff authorizing and purchasing goods and services are aware of and adhere to 2 CFR 
200.403 regarding factors affecting allowability of costs. 

Records will be maintained for a three year period after the end of the resulting contracting 
period to trace each service provider procurement process. These records shall include 
documentation to explain the rationale for the method of procurement, contractor selection 
or rejection, cost/price analysis, and the basis for the contract price. 

Rationale for Procurement Method. For competitive procurement, the Request for 
Proposal (RFP)/lnvitation to Negotiate (ITN), which describes the procurement process, 
will be kept on file for each procurement. Rationale for all non-competitive procurement 
will be documented according to applicable regulations. 

Contractor Rejection or Selection. The evaluation criteria will be kept on file for each 
procurement, including the individual evaluation forms completed for each proposal 
submitted. Also kept on file will be copies of any correspondence sent to service providers 
regarding the procurement. 

Basis for Contract Price. The service provider proposal, cost price analysis and contract 
will serve as the basis for documentation of the contract price. Any miscellaneous 
correspondence regarding proposed costs will also be maintained in the appropriate file. 

Sub-recipient/Contractor Determinations. FCWD staff will evaluate the substance of each 
relationship to determine whether the features represent a contractor or sub-recipient 
relationship. The Sub-recipient and Contractor Determination Checklist will be completed 
by FCWD staff in distinguishing between sub-recipient and contractor relationships. 

1. Contract Signature Authority

The President, Designee or the Executive Board Chair of the FCWD are the only official 
individuals authorized to sign and execute contractual agreements and modifications. The 
President is also authorized to terminate any contractual agreement. 

Code of Conduct /Standard of Conduct/Conflict of Interest - award/administration of 
contracts.  

FCWD adheres to the standard of conduct/conflict of interest governing the performance 
of employees, officers and contractors engaged in the award and administration of 
contracts as prescribed by the Florida Commission on Ethics, Guide to the Sunshine 
Amendment and Code of Ethics for Public Officers. 

No staff, regular or temporary, or authorized agent, FCWD board member or officer shall 
bid to provide service, participate in or cast a vote in the selection of or in the award of a 
contract if a conflict of interest, real or apparent, is involved.  Such a conflict would arise 

346



when the individual (employee, agent, FCWD member or officer), or any member of the 
individual's immediate family, the individual's partner, or an organization which employs or 
is about to employ any of the above, has a financial or other interest in the firm or 
organization selected for award. 
No employee or authorized agent, FCWD member or officer shall solicit or accept 
gratuities, favors or anything of monetary value from contractors, potential contractors or 
parties to any sub-agreement. 

Control for conflict of interest is exercised through the FCWD's procurement process. 
Proposals are evaluated by a team of staff using a point system based on evaluation 
criteria published in each Request for Proposals/Invitations to Negotiate or sealed bids, 
with recommendations submitted to the Executive Board or full Board of Directors for 
funding levels in excess of $500,000. 

Board of Directors Contracting Rules 

In accordance with CareerSource Florida Inc. (CFI) guidance ( Modifications to Workforce 
Florida Inc. Contracting  Policy, May 2012) (CFI Contract Guidance), FCWD will not enter 
into a contract with one of its own Board members, with an organization represented by its 
own Board member or with any entity where a Board member has any relationship with the 
contracting vendor/sub-recipient. 

At the Board's discretion, the following may be exempted from the above paragraph: 

a) A contract with an agency (as defined in Florida Statute 112.312[2],
including, but not limited to, those statutorily required to be board members)
when said agency is represented by a Board member and said member does
not personally benefit financially from such contracts;

b) A contract with a Board member or a vendor (when a Board member has any
relationship with the contracting vendor) when the contract relates to the
member's appointment to the board under Pub. L. No. 113-128, ("Workforce
Innovation and Opportunity Act").

c) A contract with a member receiving a grant for workforce services under
Federal, state or other governmental workforce programs.

d) A contract between a Board and a Board member which is not exempted
under paragraphs (a), (b) or (c) where the board documents exceptional
circumstances and/or need and the Board member does not personally
benefit financially from the contract. Based upon criteria developed by CFI,
the Florida Department of Economic Opportunity shall review the Board's
documentation and assure compliance.

Each contract which is exempted from the general prohibition in the paragraph above must 
meet the requirements set forth in the Workforce Innovation and Opportunity "conflict of 
interest" provisions. 
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Rules Regarding Contracting with a Board Member Definitions: 

"has any relationship with the contracting vendor'' means the 
member is an owner or a principal of the vendor, or a principal of 
the vendor has retained the member, or the parent organization or 
subsidiary of a corporate principal of the vendor has retained the 
member or a member's known relative or member's business 
associate is an owner of the vendor. For purposes of this policy, 
vendor, contractor and sub-recipient are the same. 

"benefit financially from a contract" means the special private 
financial gain to a member, a special private financial gain to any 
principal which retains the member, the special private financial 
gain of the parent organization or subsidiary of a corporate 
principal which retains the member or the special private financial 
gain to any member's relative or business associate or to a board 
employee or a board employee's relative and such benefit is not 
remote or speculative. "Personally benefit financially" means a 
special private financial gain to a member only. 

Additional definitions are in Part I (Definitions) of CFI Contracting Guidance. 

The Board must comply with all requirements of section 445.007, Florida Statutes, prior to 
contracting with a Board member or other person or entity that could benefit financially from 
a contract (as defined above). These requirements are: 

a) All contracts between FCWD and a Board member or  other
person or entity who may benefit financially from a contract (as
defined above) must be approved by a two-thirds vote of the
Board when a quorum has been established and the approval
of such contracts shall not be delegated to staff or committees.
The Board member who abstains from voting due to conflict of
interest will not be counted towards the quorum.

b) The fact that a Board member or other person or entity could
benefit financially from the contract (as defined in the CFI
Contract Guidance) must be disclosed in the meeting, and
made part of the minutes of the meeting before the vote is
taken. The Board member's absence from the meeting does
not relieve the Board from the disclosure and 2/3 vote
requirements. All other known conflicts must be disclosed
before the vote. If a board member or employee discovers a
conflict of interest after the vote, then the conflict must be
disclosed in a procedure consistent with section
112.3143(4)(b), Florida Statutes. Board members who could
benefit financially from the contract or who have any
relationship with the contracting vendor (as defined in the CFI
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Contract Guidance) must abstain from voting on the contract. 
A Board member's designee cannot vote in the place of a Board 
member who is required to abstain. 

c) Board contracts (i.e., contracts with Board members) equal to
or greater than $25,000 shall not be executed prior to the
written approval of CFI.

d) FCWD must submit all contracts equal to or greater than
$25,000 with Board members or other persons or entities who
could benefit financially from the contract to the Department of
Economic Opportunity ("DEO") along with documentation, as
specified by CFI Contract Guidance, demonstrating compliance
with section 445.007, Florida Statutes.

e) A contract under $25,000 between FCWD and a member of the
Board or between a relative of a Board member or of an
employee of the Board is not required to have the prior approval
of CFI but must be approved by a two-thirds vote of the Board,
a quorum having been established, after full disclosure with the
member's abstention and must be reported to DEO and CFI
within 30 days after approval.

f) Contracts with a Board member or other persons or entities
who could benefit financially from the contract (as defined the
CFI Contract Guidance) in which the Board is receiving monies
or other compensation (such as a Board member paying rent
to the Board or paying for Board services) are exempt from this
policy.

g) The term "contract" includes the initial contract and all
amendments, renewals, or extensions. Renewals or extensions
of contracts with a Board member or persons or entities who
could benefit financially from the contract must be approved
under the same procedure as if the renewal or extension were
an original contract. Any amendments to a contract which could
benefit financially a Board member or another person or entity
(as defined in the CFI Contract Guidance) must be approved
under the same procedure as if the amendment were an
original contract. Any amendments which do not benefit
financially a Board member or other person or entity (as defined
the CFI Contract Guidance) may be approved by a regular
majority vote where there is a quorum according to Board rules
and/or bylaws.

h) All other requirements of section 445.007(1) must be met. For
example, a Board member must continue to disclose any
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conflict of interest in a manner that is consistent with the 
procedures outlined in section 112.3143, Florida Statutes. 

i) In order to comply with the requirements of section 445.007,
FCWD shall advise and require Board members to disclose
known conflicts of interest and notify the Board of any contracts
which may benefit them personally. In order to comply with the
requirements of section 445.007, FCWD shall advise and
require all parties to a contract to disclose all known conflicts of
interest and notify the Board of all Board members or other
persons or entities known to benefit financially from the contract
(as defined the CFI Contract Guidance).

j) A contract which is initially subject to the requirements of
section 445.007 due to a Board member's, an employee's or
another person's or an entity's conflicts of interest at the time of
approving the contract is not subject to these procedures after
the departure of the member from the Board membership, the
departure of the employee from FCWD’s employ or other
actions have removed the conflicts of interest.

k) The above requirements do not eliminate or diminish the Board's
obligations to comply with the Workforce Innovation and
Opportunity "Conflict of Interest" procedures. 

Required documentation 

For each contract equal to or greater than $25,000, FCWD must electronically submit after 
the Board's approval of the contract a completed contract information form certified by the 
Board chair as correct and true to workforcecontract.review@deo.myflorida.com 
containing the following information: 

a) Identification of all parties to the contract.
b) Description of goods and services to be procured.
c) Value of the contract, contract renewal or contract extension.
d) Contract term
e) Contract number or identifying information, if any
f) Identification of board member or employee whose conflict of

interest required the board's approval of the contract by 2/3
vote.

g) The nature of the conflict of interest in the contract.
h) A certified board membership roster listing all members on the

board at the time of the vote on the approval of the contract with
a vote tally indicating attendance or absence at the meeting and
for those in attendance, the affirmative and negative votes and
abstentions for each member.
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i) Dated and executed conflict of interest forms, which are
consistent with the procedures outlined in section 112.3143,
Florida Statutes, submitted at or before the board meeting, for
board members who have any relationship with the contracting
vendor (as defined the CFI Contract Guidance).

j) Other information as specified on the contract information form.

2. Purchase Thresholds

The following monetary thresholds have been established by FCWD for procurement of 
goods and services for which the aggregate cost is $250,000.00 or less.  These Small 
Purchases do not require a formal request for proposals or bids 

a) Micro-purchases – purchases of $10,000 or less may be awarded without soliciting
competitive quotations if FCWD considers the price to be reasonable. To the extent
practicable, the micro-purchases will be distributed equitably among qualified
suppliers.

b) Purchases of $10,000.01 - $24,999.99 shall require a minimum of two written quotes,
which shall be attached to the purchase requisition or included in the procurement
file for that purchase as appropriate. If the lowest priced item is not purchased, there
shall be a written justification included in procurement file.

c) Purchases of $25,000.00 - $250,000 shall require at least three written quotes, which
shall be attached to the purchase requisition or included in the procurement file for
that purchase as appropriate. If the lowest priced item is not purchased, there shall
be a written justification included in procurement file.

A cost or price analysis will be made and documented in the procurement file in connection 
with every purchase in excess of the Simplified Acquisition Threshold. Price analysis may be 
accomplished in various ways, including the comparison of price quotations submitted, market 
prices and similar indicia, together with discounts. Cost analysis is the review and evaluation 
of each element of cost to determine reasonableness, allocability and allowability. 

Where appropriate, an analysis is made of lease and purchase alternatives to determine 
which would be the most economical and practical procurement. 

FCWD will identify the portion of membership dues in associations (Economic 
Development, Chambers, etc.) that are spent on political activities (lobbying) and, for this 
portion of the dues, either deduct from the payment or utilize unrestricted funds to eliminate 
any possible appearance of contributing to lobbying activities, which is strictly unallowable 
per 2 CFR 200. 

Sole Source Procurement: 

Examples of when sole source procurement may be used is when: 

351



a) There is an immediate danger to the public health, safety or welfare, or where FCWD
will suffer substantial loss related to delays incident to competitive   bidding.  A
contractor/supplier   may   be   selected   without   following standard procedures due
to the nature of the emergency. If possible, it is recommended that at least two quotes
are received, but this is not required. The procurement will be awarded based upon
the contractor/supplier's capability and availability to handle the emergency to
immediately alleviate any danger or concern; or

b) Only  one  supplier  has  the  unique  capacity  to  provide  the  goods  or services
required; or

c) Solicitation results in inadequate competition; or
d) Other solicitations described in Section Ill.

All sole source procurements will be justified in writing and approved by the President. 

Sole Source justification documentation may contain the following: 

a) A description of the goods or services required.
b) Justification for sole source-sole supplier, emergency or unique capacity.
c) Description of emergency or problem and where it exists.
d) Description of the proposed supplier's unique capacity to fill requirement.
e) Description of actions taken to get one or more quotes.
f) Any other documentation that supports the recommendation and decision.

Annually, FCWD shall submit a request to the state to purchase items requiring prior 
approval in accordance with 2 CFR 200 and Prior Approval Administrative Policy for 
Workforce Boards issued by DEO (DEO Policy 87). For the remaining items that require 
prior approval and are not on the Annual Prior Approval Form, FCWD will complete and 
submit the "Prior Approval Request Form" prior to incurring expenditures. 

3. Method of Procurement

The purchase of goods and services is conducted in an open manner with competitive 
pricing, proper management and oversight controls to ensure finance accountability and 
efficiency and to prevent waste, fraud and abuse. 

Purchases over $250,000 will be publicly advertised and a formal solicitation will be issued. 

FCWD will maintain a list of previous and prospective proposers who have asked to be 
included on the proposer/bid list for various types of goods and services. FCWD will ensure 
all prequalified lists of persons, firms, or products which are current and potential bidders 
will not be precluded from qualifying during the solicitation period.  Qualified small and 
minority businesses and women's business enterprises will be included on solicitation lists. 

Solicitations for goods and services shall provide for all of the following: 
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a) Clear and accurate descriptions of the goods or services being procured. The
description must not contain features that restrict competition.

b) All requirements that must be fulfilled and all other factors used in evaluating
bids or proposals.

c) Technical requirements described in terms of functions to be performed or
performance required, including a range of acceptable or minimum
acceptable standards.

d) Specific  features  of  -brand-name  or  equal  descriptions,  if  included  in  the
solicitation.

e) If  procuring  goods  or  certain  types  of  services,  the  acceptability  of
metric measurements.

f) Preference for ecologically sound and energy-efficient products.
g) Experience, qualifications, and capacity.
h) Cost.
i) Timeliness.
j) Evaluation process and criteria.
k) Assurances and certifications.
l) Appeal process.

To the extent practicable, service providers for Region 8 will be selected competitively in 
accordance with the standards established in Federal Circulars governing the financial 
operation of FCWD. Non-competitive or sole source procurement shall be minimized, but 
may be authorized if justified. 

Upon receipt of proposals by the published deadline, FCWD staff will review, rate and 
prepare summary recommendations for the FCWD Executive Board for funding levels in 
excess of $500,000. 

Contracts for all programs will be either cost reimbursement/performance expected or 
fixed unit price, with documentation required for each. The cost-plus-percentage-of- cost 
method of contracting should not be used. Profit may be built in, at a rate of no greater 
than 10% of the whole, for private-for-profit service providers. Contracts can be renewed 
on a year-to-year basis, up to the period identified in the original procurement. Renewal 
will be based on a review of the effectiveness of services delivered and continued cost 
being within the original price analysis. 

Where possible, FCWD will utilize federal, state and local government approved contracts 
and SNAPS agreements for the purchase of equipment, goods and services or use of 
common or shared goods and services. When possible, FCWD uses Federal excess and 
surplus property in lieu of purchasing new equipment and property. 

All procurement contracts and other transactions between FCWD and units of state or 
local governments using WIOA funds must be conducted only on a cost reimbursement 
basis. No provision for profit is allowed. Any excess of revenue over costs incurred for 
services provided by a governmental or non-profit entity must be included in program 
income. 
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FCWD will negotiate profit as a separate element of the price for each contract in which 
there is no price competition and in all cases where cost analysis is performed.  

Costs or prices based on estimated costs for contracts are negotiated using the Federal 
cost principles. 

The following contractual services and commodities are not subject to the competitive 
sealed bid requirements of this section: 

a) Artistic services.
b) Academic program reviews.
c) Lectures by individuals.
d) Professional services to include Legal services, including attorney, paralegal, expert

witness, appraisal, or mediator services, monitoring, evaluative and consulting.
e) Health services involving examination, diagnosis, treatment, prevention, medical

consultation, or administration.
f) Services provided to persons with mental or physical disabilities  by not- for-profit

corporations which have obtained exemptions under the provisions of s. 501(c)(3)
of the United States Internal Revenue Code or when such services are governed by
the provisions of   2 CFR 200. However, in acquiring such services, the agency shall
consider the ability of the contractor, past performance, willingness to meet time
requirements, and price.

g) Medicaid services delivered to an eligible Medicaid recipient by a health care
provider who has not previously applied for and received a Medicaid provider
number from the Agency for Health Care Administration. However, this exception
shall be valid for a period not to exceed 90 days after the date of delivery to the
Medicaid recipient and shall not be renewed by the agency.

h) Family placement services.
i) Prevention services related to mental health, including drug abuse prevention

programs, child abuse prevention programs, and shelters for runaways, operated by
not-for-profit corporations. However, in acquiring such services, the agency shall
consider the ability of the contractor, past performance, willingness to meet time
requirements, and price.

j) Training and education services provided to injured employees pursuant to Florida
s. 440.49(1).

k) Services or commodities provided by governmental agencies.
l) Continuing education events or programs that are offered to the general public and

for which fees have been collected that pay all expenses associated with the event
or program are exempt from competitive sealed bidding.

m) If less than two responsive bids or proposals for commodity or contractual services
purchases are received, FCWD may negotiate on the best terms and conditions.
FCWD shall document the reasons that such action is in its best interest in lieu of
re-soliciting competitive sealed bids or proposals.

4. Selection of Service Providers

FCWD will take necessary affirmative steps to assure that minority firms, women's 
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business enterprises and labor surplus area firms are used when possible; including 
dividing total requirements of the procurement action, when economically feasible, into 
smaller tasks or quantities to permit maximum participation and establishing delivery 
schedules, where the requirements permit, which encourage participation by small and 
minority business and women's business enterprises. 

The primary consideration in the selection of service providers shall be the effectiveness 
of the agency or organization in delivering comparable or related services based on 
demonstrated performance, in terms of the likelihood of meeting performance goals, cost, 
quality of training, and characteristics of customers. 

Consideration shall be given to proposals submitted by public educational agencies and 
community based and minority organizations; however, this consideration shall in no way 
prevent the FCWD from choosing alternative organizations to provide services. 

Requirements and other factors used in the proposal evaluation process for submitting a 
bid will be outlined in each Request for Proposal/Invitation to Negotiate or sealed bid. 
Factors used in the proposal evaluation process will include, but not be limited to: 

a) Demonstrated ability, including consideration as to whether the organization
has adequate financial resources or the ability to obtain them.

b) A satisfactory record of integrity, business ethics and fiscal accountability.
c) Necessary organizational experience, accounting and operational controls.
d) Programmatic design.
e) Reasonableness of cost.

Ability to Perform. A determination will be made by staff and the Board of whether a 
potential service provider has the means and resources to operate the proposed program. 
Record of Past Performance. Requests for Proposals/Invitations to Negotiate include a 
questionnaire, which must be included with each proposal, on the agency background and 
administrative ability. In the evaluation of proposals, points are awarded based on previous 
experience and success in operating the same or similar employment and training 
activities. 

Technical and Financial Resources. The FCWD staff will analyze service provider 
technical and financial resources. A copy of the proposer's most recent audit is required 
for those proposing organizations that have not contracted with the FCWD or 
demonstrated satisfactory performance within the past two years. 

Controls for Avoiding Duplication of Services. FCWD reviews all proposals in order to 
reduce duplication of facilities or services available in the area. 

5. Reasonableness of Cost

In Region 8, the reasonableness of cost for goods and services is determined by different 
criteria such as: 
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a) Comparison of competitive price quotations.
b) Comparison of prior quotations and contracts with current quotations for the

same or similar training.
c) Analysis of services or products offered.
d) Comparison of prices on published price lists with published market prices of

commodities, together with discount schedules.
e) Comparison of proposed prices with independent estimates of cost

developed within Region 8 (cost price analysis).

As part of the proposal review, FCWD staff will evaluate the reasonableness of cost/price 
for the program. This analysis is done using a cost and price analysis worksheet that 
analyzes each cost based on units, amounts, rates, or other. Items impacting program 
cost may include such factors as complexity of the service to be performed, the risk borne 
by the service provider, the target population to be served and length of training. 

A cost or price analysis will be performed with every service provider procurement action 
in excess of the Simplified Acquisition Threshold, to include modifications, as described 
above. 

6. Procurement Files

All documentation detailing the historical process of a specific procurement action will be 
maintained in a procurement file and maintained for a minimum of three years after the 
end of the contract. 

Procurement records and files for purchases in excess of the small purchase threshold 
shall include the following at a minimum: (a) Basis for contractor selection; (b) Justification 
for lack of competition when competitive bids or offers are not obtained; and (c) Basis for 
award cost or price. 

A procurement file for Request for Proposals (RFP) / Invitations to Negotiate (ITN) and 
Request for Quotes (RFQ & sealed bids) will be maintained in the fiscal office. FCWD will 
utilize the Grievance Policies as detailed in Section V of the Administrative Plan for all 
procurement protest procedures. 

7. Contract Management

The contract manager will provide ongoing oversight, technical assistance, and quality 
assurance. Each contractual agreement requires the contractor to submit monthly reports 
and monthly requests for payment, with supporting documentation. The contract manager 
will review these reports, to determine if the contractor is performing in accordance with 
the contractual agreement, and to identify corrective measures to be taken, if required. 

Contract Program Status Report. Contract program status reports are to be produced 
monthly and will provide a narrative/summary describing key contract activities and 

356



expenditures during the reporting period. The contract manager will compare program 
performance against contract goals. The contract manager will also initiate any required 
technical assistance training. 

Monthly Request for Payment. Each monthly request for payment will include a summary 
of line item costs expended during the reporting period. The report will include general 
ledger detail, and applicable supporting documentation to justify expenditures, (such as 
copies of payroll registers reflecting allocation of staff time, salary, and benefit payments).  
The  report  may  also  include  copies  of  paid  invoices/receipts  for  all equipment, 
supply, and service purchases; and other justifications supporting cost allocations within 
the line item budget. Each contractor is required to maintain all supporting documentation 
on file for easy access by the contract manager, monitor, or other authorized parties. 

8. Contract Files

A separate contract file will be maintained for each individually awarded contract, and will 
contain documentation of all actions relating to the administration of the contract. Contract 
files will be maintained for a minimum of three years after the close out of the contract. 
Each contract file will contain, at a minimum, the following documentation: 

a) Original signed and executed copy of the contractual agreement to include
statement of work and all attachments.

b) Original signed and executed copy of all approved contract modifications,
if applicable.

c) Original  signed  and  executed  copy  of  all  approved  change  orders,  if
applicable.

d) Copy of initial proposal submitted by the awarded contractor.
e) Copies of monthly requests for payments, program status reports, and

records of staff review/actions.
f) Appropriate records of written communications between contractor and

staff during the life of the contract.
g) Contract closeout report, upon completion of the contract.

A contract modification, authorized by the President, will be required when adjustments to 
contract such as: statement of work, contract amount, term or total performance are made. 

9. Contract Closeout Report

Each service provider agreement requires contractors to provide FCWD with a contract 
closeout report and program income report, if applicable, within 45 days after expiration of 
contract. The close-out report will summarize all contract expenditures during the contract, 
as well as provide an inventory of all property purchased under the contract which is valued 
at $5,000.00 or more. The contract manager will review the report before final payment is 
issued to contractor. 
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Section IX. - Sarbanes-Oxley Act of 2002 

FCWD strives to ensure it and its service providers afford good stewardship over the 
program funds awarded to the organization. We encourage customers and service provider 
staff to bring to the attention of any appropriate FCWD authority or the USDOL Office of 
Inspector General, Office of Investigations any actions that they feel is a situation on fraud 
or abuse by service provider contractors. FCWD will notify the Department of Economic 
Opportunity (DEO) along with the USDOL Office of Inspector General, Office of 
Investigations of any allegation of fraud or abuse. 

The FCWD and its contractors are prohibited from punishing or taking any retaliatory 
actions against any employee who reports suspected cases of fraud or abuse. 

FCWD and its contractors are also prohibited under threat of criminal prosecution from 
altering, covering up, falsifying, or destroying any document that may be relevant to an 
official investigation. 
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TRAINING PROVIDER ADDRESS PHONE #

AGREEMENT 

SIGNED

Affordable Training 23 Jackson Avenue, North, Jacksonville, Florida 32202 904-378-0102 7/1/2018

American Red Cross Training Center-Jax 751 Riverside Ave, Jacksonville, FL 32204 727-898-3111 7/1/2018

Baker County 523 W Minnesota Ave. Maclenny, FL 32063 904-259-6251 7/1/2018

CDA Technical Institute 91 Trout River, Jacksonville, FL 904-766-7736 7/1/2018

Concorde Institute 7259 Salisbury RD, Jacksonville, FL 32256 904-807-5103 7/1/2018

Electrical Training Alliance 4951 Richard Street, Jacksonville, FL 32207 904-737-7533 7/1/2018

First Coast Technical College 2980 Collins Avenue, Bldge 1, St. Augustine, Florida 32084 904-824-2367 7/1/2018

Florida Career College, Jackonville Campus 6600 Youngerman Circle Suite 10, Jacksonville, Florida 32244 904-573-1900 7/1/2018

Florida State College at Jacksonville 501 State Street, Jacksonville, Florida 32202 904-632-5099 7/1/2018

Florida Gateway College 149 SE Vocational Place, Lake City, Florida 32025 386-754-4278 7/1/2018

Fortis College 700 Blanding Blvd. Ste 16 Orange Park, FL 32065 904-269-7086 7/1/2018

Jersey College 8131 Baymeadows Circle W. Jacksonville, FL 32256 201-489-5836 x5100 7/1/2018

Jones Insstitute (JTECH) 8813 Western Way, Jacksonville, FL 32256 904-328-5600 7/1/2018

Keiser University 6430 Southpoint Parkway, Jacksonville, FL 32216 904-296-3440 7/1/2018

LeaderQuest IT Training 8663 Baypine Rd Ste 104, Jacksonville, FL 32256 904) 399-3555 7/1/2018

Mayo School of Health Sciences 4500 San Pablo Road, Jacksonville, Florida 32224 507-284-4339 7/1/2018

New Horizons Computer Learning Center of Gainsville 6933 NW 4th Blvd, Gainesville, Florida 32607 352-248-3202 7/1/2018

New Horizons Computer Learning Center of Jacksonville 7020 AC Skinner Pkwy, Suite 180, Jacksonville, Florida 32256 904-564-9500 7/1/2018

Roadmaster Drivers School of Jacksonville, Inc P.O. Box 13567, Tampa, Florida 33681 352-588-5150 7/1/2018

St. Johns River Community College 5001 St. Johns Avenue, Palatka, Florida 32177 386-312-4061 7/1/2018

Southeastern Welding School 6973 Highway Ave Unit #107 Jacksonville, FL 32254 904-781-8701 7/1/2018

Unversity of North Florida 12000 Alumni Drive, Jacksonville, Florida 32224 904-620-4288 7/1/2018

157157360
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Selection Criteria:
1
2 80 annual openings and positive growth
3 Mean Wage of $15.24/hour and Entry Wage of $12.40/hour
4 High Skill/High Wage (HSHW) Occupations:

Mean Wage of $23.89/hour and Entry Wage of $15.24/hour

Annual FLDOE In EFI
Percent Annual Training Targeted Data

SOC Code† STEM HSHW†† CT Occupational Title† Growth Openings Mean Entry Code Industry? Source†††

132011 STEM HSHW Accountants and Auditors 1.46 792 32.44 19.22 5 Yes R
113011 STEM HSHW Administrative Services Managers 1.47 80 42.59 23.04 4 Yes R
493011 STEM HSHW Aircraft Mechanics and Service Technicians 1.28 180 24.62 18.18 3 Yes R
532011 HSHW Airline Pilots, Copilots, and Flight Engineers 1.52 557 88.88 45.87 4 Yes S
173011 HSHW ** Architectural and Civil Drafters 1.38 733 24.37 16.33 3 Yes S
493021 Automotive Body and Related Repairers 1.36 1,217 19.60 12.46 3 No S
493031 Bus and Truck Mechanics and Diesel Engine Specialists 1.11 172 22.03 15.96 3 Yes R
533021 ** Bus Drivers, Transit and Intercity 1.38 1,524 16.28 12.48 3 Yes S
131199 HSHW Business Operations Specialists, All Other 1.37 839 32.88 17.14 4 No R
435011 ** Cargo and Freight Agents 1.60 677 21.18 13.04 3 Yes S
292031 STEM Cardiovascular Technologist and Technicians 1.52 540 23.89 13.07 3 No R
472031 Carpenters 1.36 697 19.37 14.59 3 No R
472051 Cement Masons and Concrete Finishers 2.07 1,794 17.44 12.53 3 No S
172051 STEM HSHW Civil Engineers 1.91 151 50.93 31.16 5 Yes R
131031 HSHW ** Claims Adjusters, Examiners, and Investigators 0.46 1,889 29.23 18.88 3 Yes S
532012 HSHW ** Commercial Pilots 1.51 559 44.11 24.76 3 Yes S
131041 HSHW Compliance Officers 1.26 143 30.93 17.18 3 No R
113021 STEM HSHW ** Computer and Information Systems Managers 1.45 108 60.29 37.84 5 Yes R
151143 STEM HSHW ** Computer Network Architects 1.05 108 37.77 22.29 3 Yes R
151152 STEM HSHW Computer Network Support Specialists 1.47 88 32.48 19.62 3 Yes R
151121 STEM HSHW Computer Systems Analysts 0.99 159 40.93 27.19 4 Yes R
151151 STEM HSHW Computer User Support Specialists 1.47 266 23.81 15.75 3 Yes R
474011 HSHW Construction and Building Inspectors 1.57 1,019 27.71 18.20 3 No S
119021 STEM HSHW Construction Managers 1.24 241 41.51 24.06 4 No R
131051 HSHW ** Cost Estimators 1.47 168 30.33 19.52 4 No R
151141 STEM HSHW ** Database Administrators 1.34 85 40.59 26.05 4 Yes R
319091 Dental Assistants 1.94 192 17.29 13.23 3 Yes R
292021 STEM HSHW Dental Hygienists 1.97 93 29.87 25.47 4 Yes R
472081 ** Drywall and Ceiling Tile Installers 1.65 113 17.29 14.08 3 No R
472111 Electricians 0.66 430 22.31 15.96 3 No R
252021 HSHW Elementary School Teachers, Except Special Education 1.08 499 30.65 24.06 5 No R
132051 HSHW Financial Analysts 1.66 187 33.66 22.37 5 Yes R
113031 STEM HSHW ** Financial Managers 2.41 223 68.40 35.83 5 Yes R
332011 Firefighters 0.88 140 22.44 14.67 3 No R
471011 STEM HSHW First-Line Supervisors of Construction Trades and Extraction Workers 1.47 493 28.14 19.56 4 No R
371011 First-Line Supervisors of Housekeeping and Janitorial Workers 1.62 123 20.07 12.57 3 No R
371012 First-Line Supervisors of Landscaping, Lawn Service, and Groundskeeping Workers 1.69 140 22.61 13.95 3 No R
491011 HSHW First-Line Supervisors of Mechanics, Installers, and Repairers 0.79 250 28.61 17.87 3 No R
411012 HSHW First-Line Supervisors of Non-Retail Sales Workers 0.87 322 37.11 21.68 4 Yes R
431011 HSHW First-Line Supervisors of Office and Administrative Support Workers 0.77 978 26.24 17.53 4 Yes R
511011 HSHW First-Line Supervisors of Production and Operating Workers 0.90 256 28.85 18.47 3 Yes R
411011 First-Line Supervisors of Retail Sales Workers 0.88 1,062 21.22 13.35 3 No R
531031 HSHW First-Line Supervisors of Transportation and Material-Moving Machine and Vehicle Operators 0.97 133 26.47 17.38 3 Yes R
119051 HSHW ** Food Service Managers 1.52 158 28.21 19.21 4 No R
111021 HSHW ** General and Operations Managers 1.39 746 56.78 27.89 4 Yes R
472121 ** Glaziers 1.96 658 17.80 13.89 3 No S
271024 ** Graphic Designers 1.42 149 23.08 15.08 4 Yes R
292099 STEM ** Health Technologists and Technicians, All Other 2.21 117 20.05 13.33 3 Yes R
499021 Heating, Air Conditioning, and Refrigeration Mechanics and Installers 1.29 308 20.76 13.40 3 No R
533032 Heavy and Tractor-Trailer Truck Drivers 1.00 1,319 22.33 15.17 3 Yes R
434161 ** Human Resources Assistants, Except Payroll and Timekeeping 0.29 89 17.76 13.69 3 Yes R
131071 HSHW ** Human Resources Specialists 1.13 310 27.44 17.81 5 No R
172112 STEM HSHW Industrial Engineers 1.50 88 36.58 23.38 5 Yes R
499041 HSHW Industrial Machinery Mechanics 0.99 175 26.13 17.63 3 Yes R
151122 STEM HSHW ** Information Security Analysts 3.22 553 41.33 26.32 3 Yes S
413021 HSHW ** Insurance Sales Agents 1.25 370 32.41 17.47 3 Yes R
252012 HSHW Kindergarten Teachers, Except Special Education 1.09 107 33.26 28.81 5 No R
292061 STEM Licensed Practical and Licensed Vocational Nurses 2.31 452 20.89 17.00 3 Yes R
434131 ** Loan Interviewers and Clerks 1.76 481 21.21 16.17 3 Yes R
132072 HSHW ** Loan Officers 1.64 449 38.04 21.62 4 Yes R
131081 HSHW Logisticians 1.04 95 34.16 20.25 5 Yes R
514041 Machinists 0.39 84 19.71 13.70 3 Yes R
131111 HSHW ** Management Analysts 1.78 626 38.28 21.83 5 Yes R
131161 HSHW ** Market Research Analysts and Marketing Specialists 2.65 270 29.83 17.41 5 Yes R
292012 STEM Medical and Clinical Laboratory Technicians 1.95 656 24.78 15.07 4 Yes S
292011 STEM HSHW Medical and Clinical Laboratory Technologists 1.52 895 24.78 15.07 4 Yes S

2017 Hourly Wage

2019-20 Regional Demand Occupations List

Sorted by Occupational Title

FLDOE Training Code 3 (PSAV Certificate), 4 (Community College Credit/Degree), or 5 (Bachelor's Degree)  

Workforce Development Area 8 - Baker, Clay, Duval, Nassau, Putnam, and Saint Johns Counties

Source:  Florida Department of Economic Opportunity, Bureau of Workforce Statistics and Economic Research (WSER)
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Selection Criteria:
1
2 80 annual openings and positive growth
3 Mean Wage of $15.24/hour and Entry Wage of $12.40/hour
4 High Skill/High Wage (HSHW) Occupations:

Mean Wage of $23.89/hour and Entry Wage of $15.24/hour

Annual FLDOE In EFI
Percent Annual Training Targeted Data

SOC Code† STEM HSHW†† CT Occupational Title† Growth Openings Mean Entry Code Industry? Source†††
2017 Hourly Wage

2019-20 Regional Demand Occupations List

Sorted by Occupational Title

FLDOE Training Code 3 (PSAV Certificate), 4 (Community College Credit/Degree), or 5 (Bachelor's Degree)  

Workforce Development Area 8 - Baker, Clay, Duval, Nassau, Putnam, and Saint Johns Counties

119111 STEM HSHW Medical and Health Services Managers 2.75 108 51.87 28.79 5 Yes R
319092 Medical Assistant 3.01 1,529 15.64 12.48 3 No R
292071 STEM Medical Records and Health Information Technicians 1.81 94 17.52 12.40 4 Yes R
436013 Medical Secretaries 2.46 3,205 15.82 12.38 3 Yes S
252022 HSHW Middle School Teachers, Except Special and Career/Technical Education 1.08 204 29.57 25.14 5 No R
493042 Mobile Heavy Equipment Mechanics, Except Engines 1.51 636 21.91 15.35 3 Yes S
151142 STEM HSHW ** Network and Computer Systems Administrators 1.10 125 39.64 24.64 4 Yes R
472073 STEM Operating Engineers and Other Construction Equipment Operators 1.67 216 17.88 14.61 3 No R
472141 Painters, Construction and Maintenance 1.75 374 17.01 13.11 3 No R
232011 ** Paralegals and Legal Assistants 2.95 190 21.76 15.04 3 Yes R
132052 HSHW ** Personal Financial Advisors 2.27 158 62.05 28.16 5 Yes R
312021 STEM HSHW Physical Therapist Assistants 4.95 80 30.47 22.37 4 Yes R
472151 HSHW Pipelayers 1.43 110 24.53 14.97 3 No R
472152 Plumbers, Pipefitters, and Steamfitters 1.14 290 22.14 15.45 3 No R
333051 HSHW Police and Sheriff's Patrol Officers 0.87 222 24.48 18.23 3 No R
435031 Police, Fire, and Ambulance Dispatchers 1.35 705 19.53 13.95 3 No S
119141 HSHW ** Property, Real Estate, and Community Association Managers 1.12 176 29.31 15.96 4 No R
273031 HSHW ** Public Relations Specialists 1.21 121 28.21 18.11 5 Yes R
131023 HSHW ** Purchasing Agents, Except Wholesale, Retail, and Farm Products 0.05 1,484 29.94 18.60 4 Yes S
292034 STEM HSHW Radiologic Technologists 1.74 1,016 26.55 19.26 3 Yes S
419021 ** Real Estate Brokers 1.27 765 35.04 14.50 3 No S
291141 STEM HSHW Registered Nurses 2.30 1,314 29.67 25.25 4 Yes R
291126 STEM HSHW Respiratory Therapists 2.60 735 27.58 22.61 4 Yes S
472181 Roofers 1.55 173 19.64 14.33 3 No R
112022 HSHW ** Sales Managers 1.08 127 59.64 33.39 5 Yes R
414012 ** Sales Representatives, Wholesale and Manufacturing, Except Technical and Scientific Products 1.12 891 30.02 13.11 3 Yes R
414011 HSHW ** Sales Representatives, Wholesale and Manufacturing, Technical and Scientific Products 1.29 201 36.84 17.26 3 Yes R
252031 HSHW Secondary School Teachers, Except Special and Career/Technical Education 1.08 281 31.15 26.53 5 No R
413031 HSHW ** Securities, Commodities, and Financial Services Sales Agents 1.48 364 56.72 21.21 5 Yes R
492098 ** Security and Fire Alarm Systems Installers 1.52 867 20.40 14.48 3 No S
472211 Sheet Metal Workers 0.75 111 20.47 12.84 3 No R
151132 STEM HSHW ** Software Developers, Applications 3.48 399 43.69 29.73 4 Yes R
151133 STEM HSHW ** Software Developers, Systems Software 1.84 136 50.70 32.58 5 Yes R
472221 Structural Iron and Steel Workers 2.13 687 20.48 14.48 3 No S
211011 Substance Abuse and Behavioral Disorder Counselors NR NR 21.10 14.65 5 No R
292055 STEM Surgical Technologists 1.65 764 20.82 16.36 3 Yes S
173031 ** Surveying and Mapping Technicians 1.51 733 19.30 13.37 3 Yes S
259041 Teacher Assistants 1.07 506 15.37 12.75 3 No R
253097 HSHW Teachers and Instructors, All Other, Except Substitute Teachers 1.49 344 29.85 16.93 5 No R
131151 HSHW ** Training and Development Specialists 1.58 172 28.73 17.36 5 Yes R
151134 STEM HSHW ** Web Developers 1.99 128 32.57 17.76 3 Yes R
514121 Welders, Cutters, Solderers, and Brazers 1.10 189 20.15 13.28 3 Yes R

†SOC Code and Occupational Title refer to Standard Occupational Classification codes and titles.
††HSHW = High Skill/High Wage.

†††Data Source:
R = Meets regional wage and openings criteria based on state Labor Market Statistics employer survey data.  Regional data are shown.
S = Meets statewide wage and openings criteria based on state Labor Market Statistics employer survey data.  Statewide data are shown.
NR = Not releasable.

EFI - Enterprise Florida, Inc.
CT = **Customize Training = Available for employer based training only.

Source:  Florida Department of Economic Opportunity, Bureau of Workforce Statistics and Economic Research (WSER)
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ATTACHMENT V – LWDA 08 REGISTERED APPRENTICESHIP PROGRAMS
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Attachment V - Registered Apprenticeship Programs in LWDA 8 

Program District  Occupation ATR 
North Florida Carpenters JAC Duval Carpenter Millwright William (Bill) Lauver 
FL008510001 Region 1 

Program District  Occupation ATR 
Northeast Florida Builders Association Duval Carpenter William (Bill) Lauver 
GNJ FL008730002 Electrician Region 1 

Heating and Air Conditioning 
Plumber 

Program District  Occupation ATR 
JEA IJW Duval Cable Splicer (Network Cable William (Bill) Lauver 
FL008910005 Slicing Technician) Region 1 

Electric Meter Installer I 
Electrician (Substation) 
Line Maintainer 
Maintenance Mechanic 

Program District  Occupation ATR 
Clay Electric Cooperative, Inc. INJ Clay Line Erector (Lineman) William (Bill) Lauver 
FL008092195 Region 1 

Program District  Occupation ATR 
Northeast Florida Chapter, Masonry St. Johns Bricklayer William (Bill) Lauver 
Association of Florida GNJ FL001960005 Region 1 

Program District  Occupation ATR 
Nassau County Board of County Nassau Carpenter William (Bill) Lauver 
Commissioners IJ FL013091932 Maintenance Region 1 

Electrician (Maintenance 
Heating and Air Conditioning 
Installer-Servicer) 

Program District  Occupation ATR 
International Union of Elevator Duval Elevator Constructor William (Bill) Lauver 

Region 1 
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Program District  Occupation ATR 
First Coast Culinary Apprenticeship GNJ St. Johns Cook (Hotel & Restaurant) William (Bill) Lauver 
FL013060002 Region 1 

Program District  Occupation ATR 
Florida Public Utilities IJ - Northeast Nassau Electric Meter Repairer William (Bill) Lauver 
Division Line Erector (Lineman) Region 1 
FL008860004 

Program District  Occupation ATR 
North Central Florida Operating Engineers Duval Operating Engineer William (Bill) Lauver 

Region 1 

Program District  Occupation ATR 
Jacksonville Electrical JATC Duval Electrician William (Bill) Lauver 
FL00845001 Electrician (Hybrid) Region 1 
Jacksonville Electrical Teledata JATC Duval Telecommunications William (Bill) Lauver 
FL014010001 Technician Region 1 

Program District  Occupation ATR 
Florida Automatic Sprinkler Training, Duval Pipe Fitter - Sprinkler Fitter William (Bill) Lauver 
Northeast Florida Chapter GNJ Region 1 
FL013060001 

Program District  Occupation ATR 
Jacksonville Sheet Metal Workers JAC Duval Sheet Metal Worker William (Bill) Lauver 
FL008460001 Region 1 

Program District  Occupation ATR 
North Florida Ironworkers JAC Duval Structural Steel/Ironworker William (Bill) Lauver 
FL008890009 Region 1 

391



LWDA 8 2018-2020 March 28, 2018 | 156 

Program District  Occupation ATR 
Jacksonville Plumbers & Pipefitters JATT Duval Heating and Air Conditioning William (Bill) Lauver 
FL008480001 Installer - Servicer Region 1 

Pipe Fitter 
Plumber 

Program District  Occupation ATR 
Jacksonville Painters & Allied Trades Duval Glazier Painter William (Bill) Lauver 
JAC FL 008680001 Region 1 

Program District  Occupation ATR 
Jacksonville Heat & Frost Insulators & Duval Insulation Worker William (Bill) Lauver 
Allied Trades JAC FL008720001 Region 1 

Program District  Occupation ATR 
MESCO (Marine Engineering Systems Duval Commercial Driver William (Bill) Lauver 
Company) USA, Inc. INJ Region 1 
FL013169285 
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