COMMISSIONED BY THE AGENCY
SUSAN M. PAYNE, STRATEGIC PLANNING CONSULTANT
A strengthened economic development-workforce development
partnership is essential for Broome County to develop new business
and job opportunities in target industry sectors.

BROOME COUNTY WORKFORCE
DEVELOPMENT PLAN 2017-2020

To create the "industries of the future" in Broome County a
"workforce of the future" must be highly motivated, prepared and
trained.
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Turning a Challenge
Into
an Opportunity
“What does it take to turn a challenge into an
opportunity? What does it take to fill the 4,000 job
openings? We think it takes information,
collaboration and a willingness to do things in a
way we’ve never done before. The BC Talent Task
Force is an unprecedented effort that brings
together all of the major employment sectors
driving our economy together with other
stakeholder groups to create a comprehensive and
collaborative action plan to attract and retain a
strong workforce over the next decade.”
Peter Newman, Task Force Co-chair
Regional President
M&T Bank
Anthony Paniccia, Task Force Co-chair
President & CEO
Delta Engineers, Architects & Land Surveyors
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EXECUTIVE SUMMARY
ORGANIZATIONAL BACKGROUND
The Agency serves as the lead economic development organization and governs the operations of the Broome County Industrial Development
Agency (BCIDA) and the Broome County Local Development Corporation (BCLDC). In 2016,

The Challenge, Opportunity, Vision
The Broome Talent Task Force was created in March 2017 and charged with developing a strategic plan to address both urgent and anticipated workforce
issues.
The Task Force members included representatives from the employers, trade associations, local workforce development organizations, business
development and advocacy organizations, civic organizations, economic development entities and education at all levels.
Its members were charged with gaining an in-depth understanding of the issues, establishing a vision for the county’s workforce in the next 10
years and developing a set of action steps to be undertaken in the next one to three years designed to retain, cultivate, grow and attract
workforce talent.
The Task Force focused on six industry sectors with the greatest workforce demand including healthcare, education,
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engineering/design/production, transportation and materials moving, construction and the skilled
trades, and information technology.
After extensive data analysis, focus group sessions, employer input and assessment of existing
programs and services, the Task Force agreed it was urgent to develop a strategic action plan to
change the course and create a workforce for the present and the future.

Broome County at the Crossroads
Broome County stands at the threshold of its
next economic era, facing weak labor supply

The Challenge
The weak labor supply conditions are a result of the converging effects of population losses
including out-migration, an aging and shrinking labor force, and lessened demand for workers
over time. Both recruitment to fill new jobs and replacement of the existing workforce are quickly
becoming critical issues for many employers.
1.

2.

3.

4.

5.

6.

Population in the Binghamton MSA (Broome and Tioga counties) declined 2% between 2010-2015
to 246,020. Broome County’s population declined from 212,160 in 1990 to 200,018 in 2015. 1
Further decline to 199,053 in 2025 and 192,835 by 2040 are projected.
The rate of unemployment was 7% in September 2015, as compared to 9.6% in the prior five
years. In July 2017, the unemployment rate was at 5.3%. Although lower, this still translates into
the Binghamton MSA having among the highest rates of unemployment in New York.
Broome County is experiencing a higher rate of labor force shrinkage than other counties in the
region. Broome and Chemung counties lost the most at 10% during the past 5 years; and Broome
was the only large county in NYS to experience a net job loss in 2014-2015 with a decline of 1.2%.
Over the past decade, Broome County has experienced a labor force decline from 122,300 in 2006
to 107,770 in 2015; and it now stands at 96,246 as of 2017Q1. This compares to 1990 when the
labor force was 131,000.
The number of prime working age persons dropped 8,156 (10.8%) between 2010 and 2015. The
current count is 67,372; down from 75,528 in 2010.
The work force is aging. Those ages 45-64 account for 26% of the population, and the senior

conditions and growing challenges that have
the potential for long-term impact.


4,859 vacant positions



5,000 employable people without jobs



5.3% unemployment rate (July 2017); #50
among 62 counties in NYS



Labor force participation rate of 58.7%;
compared to 63.3% at both the national and
state levels



Workforce has declined from 122,300 in 2006
to 107,770 in 2015 to 96,246 in 2017Q1



Drop of 8,156 in past 5 years among prime
working age persons



Most job openings in 2010-2020 will be
replacement openings due to aging



Population is projected to decline to199,053

in 2025 and 192,835 by 2040 due to outmigration and an aging population


30% of the workforce will need to be
replaced in the next 5-8 years due to aging



Most industry sectors are witnessing an aging
workforce such as healthcare where 25% of
employees are over the age of 55



17.2% of Broome County’s population lives in
poverty as compared to the national rate of
13.5%

1

US Census. American Fact Finder. Quick Facts. 2015
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K-12 curriculum to on-site work experience
and tractor trailer driver licensing
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population is at 17%. The issue of replacing the aging workforce is highlighted by the
concentration of workers age 55+ in these sectors: Education with 30%; Healthcare Professional
sector with 25%, Transportation and Material Handling with 25%, and Engineering with 30%.
7.

8.

9.

The cost of employee acquisition and retention is growing disproportionately. Much of this
challenge is related to a high turn-over in several hourly jobs, ranging from manufacturing to
healthcare, and the need for constant training of new workers.
Due to the aging population and anticipated retirements over the next five years, the NYS
Department of Labor projects that most job openings in 2010-2020 will be replacement
openings and not new ones. The replacement of an estimated 30% of the workforce over the
next 5-8 years will put added stress on the weak labor supply. Several companies are replacing
retiring workers and simultaneously seeking workers to support expansion; and they are
competing from a rapidly shrinking pool of qualified workers.
In 2017Q1 there were 4,850 job openings in Broome County, with the largest demand in
healthcare with 300 job openings. The county’s school districts are struggling to fill school

Top Recruitment Issues
Identified by Broome County
Employers


Shrinking pool of skilled workforce at all
levels



High level of competition for skilled workers



Lack of technical skills among existing
population



Demand for higher salaries, due to the high
rate of competition for skilled workers



Inadequate public transportation (Kirkwood)



Inadequate/appropriate single family and
market rate rental housing to attract new
employees

teacher positions, and the transportation and warehousing industry demand is ramping up.
10. The immediate and long-term workforce development needs of select sectors such as
transportation, warehousing and distribution are being driven by regulatory changes. Increasing
consumer demand, rapidly changing technology and a globally competitive market place
require removal of the regulatory barriers to attract and retain a qualified workforce.

11. The forecast for a reduced demand for workers in target industries is based on historic job
losses, and does not consider potential for expansion of existing businesses or recent business
development such as the Dick’s Distribution Center project. It will be important for the newly formed workforce model to be data-driven and closely
monitor workforce demand and make adjustment in communication programs and education/training programs.
12. Middle to upper management and workers in professional positions are more stable; however, it is more difficult to replace them due to retirement or
being recruited from outside the area. Employers are concerned about replacing top management because there is not a local pool to recruit from, and
successfully securing a top-notch person from outside the area is challenging.
13. The county has the benefit of a wide range of workforce development programs and services available through agencies such as Broome-Tioga
Workforce NY; however, gaining access and maximizing the benefits of these services is hindered by the current location, limited technology to support
activities such as submission of on-line applications, and lack of state-of-the art training facilities and communication tools that are in alignment with
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today’s social media communication channels and tools for interactive learning.
14. An inventory of education and training programs reveals that the number and quality of programs, particularly those offered by SUNY Broome and
BOCES, are extensive and targeted at employer needs. The gap is in equipment, faculty and clinical sites for healthcare, particularly nursing. BOCES has
the potential to play a role in introducing persons age 16-24 to careers with added equipment offering simulation and interactive experiences.

The Opportunity
1.

There is potential to grow the county’s economic base. The employer base is stable and some companies are interested in expanding, but they are
constrained by lack of a qualified workforce.

2.

Over the next 10 years, employment in Broome County is projected to contract by 5,332 jobs based on statistical modeling; however, this does not take
into consideration new business development activity that is expected to create a minimum of 500 new jobs in the next 12 months.

3.

There are existing gaps in Broome County’s workforce and the demand will continue to grow in all the target industries as they attempt to merely
maintain current levels of production and services. This is most critical in the healthcare industry, where there is a combination of an increasing number
of jobs combined with retention and aging out issues.

4.

The average worker in Broome County earned annual wages of $42,181 as of 2017Q1. Average annual wages per worker increased 4.5% in the county
during the previous year. For comparison purposes, annual average wages were $53,246 in the nation. However, it is important to note that Broome
County wages are competitive with similar jobs throughout the country in the selected target industry sectors.

5.

Broome County has several assets that have the potential to be attractive to prospective workers such as outdoor recreation, sports teams, easy access
and proximity to major metropolitan areas such as New York City and Philadelphia, quality schools, healthcare, family oriented communities and a
reasonable cost of living.

6.

There has been a growing focus on workforce development among leading organizations dedicated to business development including The Agency,
Chamber of Commerce and GBEOP; and this strategic initiative can maintain its momentum with their support.

7.

The county has extensive education, training and employment support services provided by organizations such as Broome-Tioga Workforce NY, SUNY
Broome, BOCES and Binghamton University. An investment in cutting edge facilities and equipment can have a significant impact on the ability to
expand the existing education programs to meet demand. Simultaneously, taking steps to increase access and heighten the visibility and value of the
vast array of workforce development programs and support services have the potential to move people into the workforce.
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8.

The coming together of employers, education, economic development and business advocacy organizations to form the BC Talent Task Force and
prepare a strategic plan in response to this workforce crisis is unprecedented. There is the
energy, commitment and a level of collaboration essential to change the current conditions.

The Vision
A strengthened economic development-workforce development partnership is essential for
Broome County to develop new business and job opportunities in target industry sectors. To
enhance business development in Broome County, a "workforce of the future" must exist. A
public-private sector partnership should be created that offers an effective approach to address the
labor shortage and need to improve workforce skills in a manner that both increases the potential
growth among businesses and provides a source of qualified labor to support that growth.
Broome County needs to adopt a comprehensive approach to workforce development that includes
retaining and strengthening the existing workforce, attracting talent, and growing its own workforce
beginning in the K-12 pipeline, retention of high school and college graduates.
The stakeholders should collaborate to “develop and own” a workforce development strategy that is
an integrated, holistic and outcome-driven system.

A Vision for the Future
The Task Force adopted an understanding
of the issues and set a vision to guide its
strategic planning.
“A strengthened economic
development-workforce development
partnership is essential for Broome
County to develop new business and job
opportunities in target industry sectors.
To create the "industries of the future"
in Broome County a "workforce of the
future" must be highly motivated,
prepared and trained must exist.”
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Focuses on a Process that
Meets Employer Needs
Today and In the Future
and Has Measurable
Outcomes

Has Ownership based
on Collaboration and
Meaningful
Partnerships Between
Employers, Education
(Pre-K to college), and
Government Agencies
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Is Dynamic and Flexible
Enough to Respond to
Changing Demands and
Can Intervene at Critical
Points to Embrace
Opportunities
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The Strategic Planning Process
Task Force Focus

What Will It Take?

The Task Force focused on six industry sectors with the greatest workforce demand.



The business community must take a
leadership role and work in close partnership
with agencies and organizations ranging

Healthcare

from workforce development, education,
economic development agencies and the

Education
Engineering and Design

non-profit sector.


and grow

Transportation and Materials Moving
Production
Information Technology

The prime work force base must be stabilized



The false perception regarding lack of jobs
must be dismissed



Immediate employer workforce needs must
be addressed to retain and grow key industry

Construction and Skilled Trades

sectors, or risk further decline of the
economic base and essential services


Workforce development programs, services
and information should be provided in easily
accessible locations and provide unemployed
workers with information and services using
cutting edge technology and effective
communication channels



An investment must be made in state-of-the
art equipment and facilities at SUNY Broome
and Broome-Tioga BOCES


Broome County Workforce & Talent Attraction Plan 2017-2020
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A workforce pipeline for the next 20 years
must be developed



September 2017
The county must offer a quality of life that
is attractive to those seeking employment
and careers
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Planning Approach
The Task Force agreed on the importance of developing a strategy based on collaboration and partnerships that would result in an integrated and outcomedriven workforce model focused on strengthening the existing workforce, retention and attraction of new talent to Broome County. The group further
agreed to pursue a planning approach was based on the following principles.


Successful workforce and economic development efforts develop long-term strategies and make investment decisions based on hard data.



The best workforce-development solutions happen when leading employers come together to address the talent problem.



Education combined with experience both inside and outside a classroom form the foundation of a strong workforce, and the accumulation of personal
knowledge and job skills is a lifelong learning process beginning in elementary school



Workforce development must incorporate collaboration, cross-sectoral partnerships and continuing education opportunities.



A workforce-development system must be strategic and outcome driven, and results in qualified people filling jobs.

Identify sectors
with current
shortages or high
turnover, and
forecast demand
based on growth
sectors

Market analyses to
understand supplyand-demand
dynamics and
current state of the
workforce based on
(real-time data and
employer input

Inventoy of
existing workforce
development
programs and
support services,
education and
training programs
at all levels

Input from focus
groups and
subcommittees

Collaboration
among employers,
trade associations,
education business,
development
organizations,
government
agencies to identify
priorities

Short-term and
long-term
strategies and
determine
investments
needed with for
greatest return on
investment

Fourteen focus group sessions involving more than 130 participants provided the Task Force with insight and important information about the challenges and
opportunities. In addition, three subcommittees were formed including training and education, regulatory and K-12 to answer key questions.







What structures and programs are already in place that can be enhanced to get the unemployed workforce to fill the current positions?
How and what do we need to invest in people who are unemployed and want to work?
How can the young workforce (ages 16-35) be retained?
What are the barriers and opportunities related to talent attraction?
What are Best Practices from across the country that can be applied?
How can we prepare the workforce for the future?
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Conditions for Success
Building a highly qualified workforce requires equal focus on the following conditions.
1.

Resolving the workforce crisis will take commitment and leadership to continue collaboration, making investments and undertaking meaningful
evaluation of progress toward objectives.

2.

There has never been a concerted effort to build a functional and collaborative relationship among the many different partners to address this issue.
There is opportunity to build on the strength of the Task Force and this new approach to addressing county-wide issues. It will require a fundamental
rethinking of how the business community, education, government, and a wide range of agencies and organizations work together.

3.

The success of this ambitious strategy will require an alignment of goals and funding priorities between organizations and across jurisdictions, as well as
a reinvention of the way government, businesses and community organizations fund workforce development.

4.

There needs to be a continued focus on addressing urgent and immediate need for workers to fill job vacancies in the target industries and retain a
quality workforce, while simultaneously being data-driven to understand the anticipated workforce shortages in target industries in the future.

5.

Working closely with the school districts to create a Career Path Program for Grades 8-12 is not for the future … the hard work must begin immediately.

6.

The population base must grow, and the area must offer a quality of life that is attractive to those seeking employment and careers. A
multipronged approach should be taken to address issues such as housing and revitalization of the urban cores; while simultaneously a county-wide
promotion program needs to be executed that promotes the area as a desirable place to live and work.

7.

A workforce systems model and organizational structure must be formed and maintained that is stakeholder driven and in alignment with business and
economic development initiatives.

8.

Adequate financial resources for the strategy are necessary to provide multi-year investments and operating support for key initiatives.

Broome County Workforce & Talent Attraction Plan 2017-2020
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The Strategy: Objectives and
Strategic Priorities

Strategic Priorities
Strategy 1. Address Urgent and Immediate Need for Workers to Fill Job
Vacancies in the Target Industries and Retain a Quality Workforce
Strategy 2. Address Workforce Shortages in Target Industries over the Next
1-3 Years
Strategy 3. Create a Comprehensive and Integrated Career Path Program
for Grades 8-12
Strategy 4. Create an Integrated Workforce Systems Model and
Organizational Structure that is Stakeholder Driven and in Alignment with
Business and Economic Development Initiatives

What are the Overall Objectives
and Expectations?
•

Improve the skill level of the existing workforce

•

Move the unemployed into the workforce

•

Reverse the out-migration trend and retain the

Broome County will continue to lose its competitive edge without
a strong workforce development strategy
to be the foundation for an aggressive business retention and recruitment effort.

existing workforce
•

Attract new talent

•

Create a pipeline of new workers to replace retirees
and build grow the workforce base
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Strategy 1. Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce
Objectives:





Increase awareness of and accessibility to workforce programs and services
Develop shared marketing strategies under the umbrella of the Good Life Campaign
Strategically coordinate programs among workforce partners to provide clear pathways to secure services, gain skills training and education, and pursue a career
Advocate for change in NYS policies that create barriers such as curriculum development, age restrictions for tractor-trailer drivers, and more.

Strategy 2. Address workforce shortages in target industries over the next 1-3 years

Objectives:






Enhance programs and increase enrollment in critical career clusters by targeting resources in capital equipment, faculty and other education and training program
needs; particularly in nursing education and tractor trailer training
Make workforce resources and services easily accessible and exciting using cutting edge technology
Reduce out-migration, particularly among members of the prime workforce ages of 18-34
Motivate former natives to return to Broome County to pursue a career
Increase employer success in efforts to attract talent to the county

Strategy 3. Create a Career Path Program for Grades 8-12
Objectives







Engage interested students directly into career paths beginning in grade 8
Create opportunities for exposure to career opportunities
Establish work and life mentoring relationships
Recognize that workers with a high school diploma, strong work ethic and commitment to constantly upgrading their skills are just as valuable as those with a college
degree
Promote Broome County as a place to live and work
Involve parents, while also providing them with information about job opportunities

Strategy 4. Create a Workforce Systems Model and Organizational Structure that is Stakeholder Driven and in Alignment with Business
and Economic Development Initiatives
Objectives:







Create a workforce system that is responsive to the changing needs of Broome County’s economy; and is relevant, valuable and easy to access by the business
community and individuals
Coordinate and align partner services and strategies so they remain focused
Develop a common brand to be used across workforce programs that is recognizable to businesses, workers, residents and those considering employment in Broome
Use real-time data and employer input to maintain a constant understanding of the Supply-side and Demand-side of the workforce issues
Routinely monitor progress against objectives and make changes to the strategic plan as needed
Measure and report on the effectiveness of the workforce development system
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Metrics and Performance Measures
Metrics
Quantitative changes over the next three years
 Number of persons securing CDL licensing increases by 50%
 Success is achieved in changing NYS regulations that are barriers to education programs, as well as CDL licensing and new curriculum
 Number of employers involved in BC Talent implementation action activities totals a minimum of 100
 Annual number of unemployed is reduced by 15%
 Number of vacant jobs is reduced by 15%
 5,000 people are actively engaged in the Broome County … It’s a Good Life Program social media tools
Quantitative changes over the next five years
 Outmigration is reduced by 25%
 Annual number of unemployed is reduced by 25%
 Annual job fair participation increases by 25%
 Number of graduates majoring in healthcare professions from SUNY Broome and BOCES increases by 20%
 Number of vacant job postings is reduced by 30%
 Number of participants in apprenticeships and internships is increased by 25%
 Number of high school participants in learn-and-earn, on-site work programs and internships is increased by 20%
 10,000 people are actively engaged in the Broome County … It’s a Good Life Program social media tools

Broome County Workforce & Talent Attraction Plan 2017-2020
The Agency

September 2017

15

Performance Measures
Strategy 1. Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce







Good Life Campaign is expanded and a wide-range of social media and on-line communication tools are created and operational
Central clearinghouse of jobs, internships and apprenticeships is created
Broome-Tioga Workforce application forms are available for submission via an on-line portal
Funding for apprenticeships and training programs is secured
Traditional “job fair” model is replaced with contemporary models that are intereactive and utilize boot camp tactics
Involvement with social, civic and Veteran organizations is increased to reach underemployed and unemployed

Strategy 2. Address workforce shortages in target industries over the next 1-3 years





A Regional Workforce Services and Career Simulation Center is established
A “comeback” campaign is launched
Home-buying program is launched
Employer recruitment programs are linked to the Good Life Campaign

Strategy #3. Create a Comprehensive and Integrated Career Path Program for Grades 8-12






New and updated curriculum is introduced with a focus on career development and increased alignment with workforce demand
School administrators, counselors and teachers at all levels become knowledgeable about workforce issues, demand fields and resources
A sophisticated career path website is developed for use by teachers, parents and children
Experiential learning outside the classroom is increased via mentors, learn-and-earn and on-site work programs, and internships
Regulatory barriers related to curriculum development and off-site work experiences are overcome
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The Action Plan
Strategy 1. Address urgent and immediate need for workers to fill job vacancies in target industries and retain a quality workforce
1.1 Create dynamic communication channels using cutting edge technology and social media to provide up-to-date information and links
to jobs openings and career paths







Create a centralized website portal under the Good Life banner with links to Broome-Tioga Workforce; a new clearinghouse for job openings,
apprenticeships and internships; information about boot camps and job fairs; asset map and transportation and wrap-around services. Include
videos of a “day in the life” with workers in target job categories, workplace simulations and interactive tools. Link to new career path modules and
other information being developed by the Chamber under Strategy #3.
Create a central clearinghouse of jobs as part of the Good Life Campaign website, and utilize an existing social media tools such as SocialGrad.com
Actively promote Broome-Tioga Workforce programs and services, programs, boot camps, etc. via social media and digital platforms i.e., Facebook
Twitter, Instagram, LinkedIn, etc.
Utilize existing organizations and their communication channels to reach Veterans, women, and persons re-entering the workforce; i.e., Vet Center,
young professionals, Urban League, etc.
Utilize the school districts and their communication channels to communicate with parents, administrators, teachers and school counselors at the
individual school level

1.2 Leverage, expand and aggressively promote existing workforce support programs available through Broome-Tioga Workforce and NYS
DOL to move unemployed and underemployed into workforce





Deliver Broome-Tioga Workforce support services and training utilizing on-line information and application forms, videos and mobile apps
Campaign for infusion of substantial funding for both union and non-union apprenticeships via NYS DOL
Aggressively pursue training grants via NYS DOL (i.e., warehousing)
Collaborate with various Veterans services and organization to move employable Veterans into the workforce pipeline

1.3 Bring the Job Fair Concept into the 21st century






Conduct “Family Night … Jobs and Careers in Broome County” target and parents and youth in targeted neighborhood hubs or community schools
throughout the county
Conduct non-traditional job fairs “Careers that Don’t Require a College Degree” and/or “Ready for a Career Change” with simulations, presentations
by real workers, etc. (focus on jobs in transportation, production, healthcare, skilled trades).
Replace traditional job fairs with 1-2 day career “boot camps” for jobs in target industries. The boot camp must be practical, including in-person
simulations, interaction with current employees, information about education requirements and apprenticeships, and “serious games” customized to
the workplace, where people can play virtually
Develop programming in collaboration with recommended initiatives in the Greater Binghamton ESPRI plan, and efforts such as the NAACP 1-day
intensive job readiness conference
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1.4 Launch an Aggressive Messaging and Local Recruitment Campaign under the Good Life Campaign Focused on the “There Are Jobs”
theme











Maintain the sense of urgency by conducting routine information sessions with business and community leaders via the Chamber of Commerce and
The Agency, superintendents and school boards, civic organizations, not-for-profit community and municipalities
Counter the “no jobs” assumption … utilize new on-line information (Strategy 1.1). Target the 18-36 year old population.
Link Good Life Campaign to existing corporate recruitment efforts
Work with SUNY Broome, BOCES and other 2+2 programs in surrounding counties to conduct messaging program and facilitate direct contact with
students and recent graduates
Target students and career centers at colleges and universities (BU and other SUNY campuses, SUNY Broome, Cornell, Clarkson, etc.) with a
messaging campaign promoting career opportunities in Broome County; also include direct link to Good Life webpage for job, internships and
apprenticeships clearinghouse.
Target female and Veteran populations
Promote image of jobs in transportation (tractor-trailer driver), production and skilled tradesmen as “Totally Cool Jobs”
Focus on messaging in demand jobs in healthcare and professional positions in engineering
Undertake aggressive joint recruitment program among skilled trade unions, Southern Tier Home Builders Association and warehouse and
distribution employers. Link with existing promotions such as “Hire Our Heros Campaign” and promotions by trade unions and Southern Tier Home
Builders & Remodelers Association using social media. Consider promotion themes such as “It’s not a man’s world;” with a sub-focus to attract
females

1.5 Take Action to Overcome Barriers to Hiring in Target Industries





Develop creative and competitive hiring packages; i.e., free training for CDL drivers, earn-and-learn training, housing or home buying incentives
Campaign against NYS regulatory restrictions (21 yr. age restriction for CDL drivers)
Address transportation issues that serve as barriers to getting to interviews, job fairs, training and the job
Advocate for an increase investment in anti-drug efforts of government and community service agencies
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Strategy 2. Address workforce shortages in target industries over the next 1-3 years
2.1 Invest in Education Programs and Training Facilities to Accommodate Demand in Target Industries
 Invest in capital improvements to expand healthcare training facilities at SUNY Broome and BOCES
 Support efforts of SUNY Broome and BOCES to address need for additional clinical sites
 Develop tractor-trailer simulator program with BOCES; target 19-20 year olds and coordinate with Broome-Tioga Workforce Elite Program
 Expand Elite Youth Program (16-24 yrs. facing employment barriers). Note: This paid training and job placement program is in collaboration with
Workforce NY, BOCES and CCE and currently focuses on CNA, building trades and teacher aides
 Expand TANIFF summer employment program to include exposure to job opportunities and career paths

B-T

2.2 Make Workforce Resources and Services Easily Accessible and Exciting Using Cutting Edge Technology
 Establish a Regional Workforce Services and Career Simulation Center in the Greater Binghamton area to increase accessibility and create a
dynamic/interactive setting. Consider repurposing a large and highly visible vacant commercial space that offers easy access from major traffic corridors,
convenient public transportation, parking, etc.
2.3 Focus on Retention of 18 – 36 Year Olds
 Expand the Good Life Campaign (Strategy 1.4) to focus on retention of 18-30 age group, involving a range of digital platforms, including online
and mobile; continue “There ARE Jobs in Broome County” campaign focused on this age group


Promote the Excelsior Scholarship Program in collaboration with SUNY Broome and BU



Proactively support initiatives related to the revitalization of commercial districts and neighborhoods
- Leverage NYS funding sources to improve neighborhoods downtown areas via Greater Binghamton Fund
- Establish a home buying incentive program utilizing tools such as the Broome County Land Bank and Greater Binghamton Fund; consider a first-time
home buyer assistance programs to retain both residents and BU students

2.4 Launch a Campaign Under the Good Life Campaign to Attract “Comebacks”
 Promote Broome County’s unique assets to attract and motivate natives living outside the county. Examples: Dick’s Open, Spiedie Fest and LUMA
 Use other social media tools such as LinkedIn to communicate with former residents
 Develop a home buying program in collaboration with the BC Land Bank and Transform Greater Binghamton Fund, and develop a targeted messaging
campaign in collaboration with the Greater Binghamton Association of Realtors
2.5 Support Talent Attraction Activities of Employers
 Include a tab or link to the asset mapping under the Good Life campaign banner
 Improve downtown and neighborhoods
 Provide home buying incentives
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Strategy 3. Create a Comprehensive and Integrated Career Path Program for Grades 8-12
3.1 Programming and Curriculum


Routinely inform administrators, teacher and counselors about their role in the workforce development continuum and resources available
- Superintendent Opening Day Message
- Annual Symposium of school districts to discuss state of the workforce, best practices and share current initiatives with business community
- Annual symposium of school counselors to inform them of “state of the workforce,” demand in career categories and available resources
- Establish "Career Counseling Programs" with trained support staff



Curriculum
- Take a collaborative approach among superintendents, employers, the trades, SUNY Broome and BOCES to develop curriculum. Recommendations
include a Career Education seminar for middle school and 12 th grader students, entrepreneurial and mentor-based curriculum, embedding job and
career simulation in curriculum, and routinely engage students in conversation about what would attract them to jobs
- Expand and replicate PTECH
- Purposefully expand STEM education to be in alignment with workforce demand

3.2 Create multiple touch points for direct exposure to career opportunities and transitions to transition to jobs or education


Establish job search and career planning services and tools that are easily accessible and will motivate parents and students to explore careers
- Create a career path website (types of jobs, wages, education/certification, attributes and skills) with links to training, job apps, support services
- Create virtual platforms to share info about jobs, personal attributes and career paths (see Strategy #1)



Increase experiential learning outside the classroom
- Develop additional Learn-and-Earn and on-site work programs using the New Visions model
- Expand opportunities for youth apprenticeships programs
- Expand the summer jobs program using the Windsor School District model
- Conduct summer career/job boot camps in conjunction with Broome-Tioga Workforce. Convert Manufacturing Day into boot camp format, and
replicate for Healthcare, Transportation /Distribution and Skilled Trades.
- Undertake messaging and job shadowing programs targeted at grades 7-12. Include career opportunities that lead to a good quality of life and do not
require a college degree; specifically, the skilled trades, transportation and materials handling, production and healthcare

3.3 Undertake a Multi-pronged Messaging System and Career Path Counseling


Capture stories of recent graduates in both college and non-college career paths for use in the Good Life Campaign and in social media.



Develop a HS student driven program to build pride in Broome County



Promote Excelsior Scholarship Program



Advocate for change in NYS regulations: curriculum, on-site apprenticeships



Expand participation of life role models and mentors from the business community, and BU and SUNY Broome students
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Strategy 4. Create an Integrated Workforce Systems Model and Organizational Structure that is Stakeholder Driven and in Alignment
with Business and Economic Development Initiatives
4.1 An integrated workforce systems model must include several agencies and organizations working together to effectively impact the current
and future demand for qualified workers
Wrap-around
Services (childcare,
transportation,
support services)

Public Workforce
System: BroomeTioga Workforce
Development Board
and NY Dept of
Labor

Education and Training:
K-12, BOCES, SUNY
Broome, BU, Trade
Associations, BT
Workforce,
Community
Organizations and
Employers

Qualitied Workers
Meeting Employer
Needs and
Expectation

Employers

Leads and LInks:
The Agency and
Chamber of
Commerce
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4.1 A central organizational structure is recommended to own, drive and coordinate the overall strategic plan
Successful execution of this strategic plan will require the full buy-in and participation of employers, the economic development agency, business support
and advocacy organizations, education, workforce development agencies, community and support service organizations, and government agencies. A lead
organization should be responsible for seeking financial support, maintaining the overall messaging initiative, coordinating the various initiatives and action
items with the responsible organizations, monitoring performance against objectives, tracking and understanding real-time data to understand both the
supply and demand side of the workforce needs, and constantly updating the plan.

The Agency

Trade Associations

Employers

Greater Binghamton
Chamber of Commerce

GBEOP
NYS Dept of Labor
Education: K-12

Community Organizations such as the Cornell
Cooperative Extension, United Way, Urban
League and Others

Broome County Workforce & Talent Attraction Plan 2017-2020
The Agency

Broome-Tioga Workforce
NY
BOCES, SUNY Broome and BU
Broome County Government and
Agencies such as the BC Land Bank

September 2017

22
The K-12 Pipeline Strategy requires further detail of its role and the partners involved in the execution of the related action items.
Curriculum and Programming
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Lead: Superintendents working hand-in-hand
with Business Leaders

Lead and Navigator: Chamber and GBEOP

Lead: Superintendents working hand-in-hand
with Business Leaders

Navigator: GBEOP

Partners: Superintendents and School Counselors, STEP,
Employers, Broome-Tioga Workforce, Chamber, BU
Fleishman Center, SUNY Broome Applied Learning Center

Navigator: GBEOP

Partners: The Agency, Employers, BOCES
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BACKGROUND
A competitive workforce is an essential ingredient to business growth and successful economic development. As
lead economic development organization in Broome County, THE AGENCY recognized the importance of this issue
and in 2016 engaged Susan Payne, Strategic Planning and Economic Development Consultant, to undertake a study
to assess the county’s labor supply and labor demand conditions.
The study revealed the following and set the course for creation of a Task Force in early 2017 to address these challenges and barriers.
1.

Historic Binghamton MSA and Broome County Population: Population in the Binghamton MSA (Broome and Tioga counties) declined 2% between
2010-2015 to 246,020. Broome County’s population declined from 212,160 in 1990 to 200,018 in 2015. 2 Further decline to 199,053 in 2025 and 192,835
by 2040 are projected.

2.

Prime Age Workers in Broome County (25-54): The number of prime working age persons dropped 8,156 (10.8%) between 2010 and 2015. The current
count as of 2016 is 67,372, down from 75,528 in 2010.

3.

Overall Labor Force Decline: Over the past decade, Broome County has experienced a labor force decline from 122,300 in 2006 to 107,770 in 2015 to
96,246 in 2017Q1. This compares to 1990 when the labor force was 131,000.

4.

Employment Trends: Broome County has a labor force participation rate of 58.7%, which compares to 63.3% at both the national and state levels. The
Broome-Tioga Workforce estimates that 5,000 employable persons in Broome County are not working.

5.

Unemployment: The rate of unemployment was 7% in September 2015, as compared to 9.6% in the five years before. In August 2017 there was a 5.3%
unemployment rate.

6.

Employment Comparison to Other Large NYS Counties: Seventeen of the 18 largest counties in New York had employment gains from June 2014 to
June 2015. Only Broome County lost jobs; down 1.2%.

7.

Workers Living in Broome County by Industry: The greatest number of workers are in these industry categories: healthcare, education, transportation and
materials moving, production, and engineering and design. Fewer worked at Manufacturing/Production jobs and more worked at Healthcare jobs in
2015 as compared to 2003.

2

US Census. American Fact Finder. Quick Facts. 2015
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8.

Worker Replacement vs. Job Growth: Job growth is marginal, but replacement demand is increasing. It is projected that roughly 30% of the current
workforce in the target industries will need to be replaced over the next 5-8 years due to aging, a weak pipeline of incoming prime working age persons
and outmigration.

9.

Job Growth/Decline in Broome County: The number of non-farm jobs in the Binghamton MSA dropped from 103,700 in September 2015 to 102,103 in
September 2016. This represents a decline of 1.4%; the largest decline among all MSA’s in the state.

10. Impact of Migration Patterns: For the period 2013 – 2014, Broome County’s out-migration was 6,362, while the in-migration was 5,111. The value of the
adjusted gross income of in-migration was $110,722,000 while the value of the out-migration was $156,964,000.
The report concluded that Broome County’s workforce situation is serious with workforce
replacement needs in several industry sectors already requiring talent attraction and skills training
efforts to maintain current employment levels.
Broome County is experiencing a higher rate of labor force shrinkage that other counties in the
region. Broome and Chemung counties lost the most at 10% during the past 5 years; and Broome
County was the only large county in NYS to experience a net job loss in 2014-2015 with a decline
of 1.2%.
There is a shrinking pool of prime age workers, out-migration, and an aging workforce with
retirements pending over the next 5-10 years. In fact, those ages 45-64 account for 26% of the
total population, and the senior population is at 17% and growing. The issue of an aging
workforce that will need to be replaced is highlighted by the concentration of worker ages 55+ in
each of the major industry sectors: Education with 30%; Healthcare Professional sector with 25%,
Transportation and Material Handling with 25%, and Engineering with 30%.

Environment to
Attract Talent

Economic
Diversity

Talented and Welltrained Workforce
- Today and
Tomorrow

Regionalism

Commitment to
Innovation and
Infusion of
Technology

Due to the aging population and anticipated retirements over the next five years, the New York State Department of Labor projects that most of the job
openings in 2010-2020 will be replacement openings and not new ones. The replacement of an estimated 30% of the workforce over the next 5-8 years will
only put added stress on the weak labor supply.
During the period 2017-2022, jobs in Broome County’s healthcare sector are expected to grow 3.8% based on historic trends and industry demand
projections. Although the count in the other major industry sectors are forecasted to decline, the replacement factor is a major challenge for many
companies to retain their competitive edge. The forecast models project growth in Education at -3.4%, Engineering and Design at 10.5%, Transportation and
Materials Moving at -1.2%, and Manufacturing at -17.5%.
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Although these calculated projections do not reflect new business development such as Dick’s Distribution Center, these numbers are in sharp contrast to
projected double digit growth in all sectors, except manufacturing, on the national level. It also is important to point out that Interviews with more than
twenty employers paint a slightly different picture, and several stated their growth is being stunted by the limitation of the workforce. A combination of data
and preliminary feedback from area employers indicate that those sectors in Broome County facing the greatest challenge are in Engineering, Manufacturing
(production workers), Healthcare (practitioners, nurses and support staff), Education, Information Technology, and Transportation and Materials Handling
(licensed truck drivers). In fact, Dick’s recent announcement of plans to hire 500 workers puts added pressure on demand for licensed tractor trailer drivers
and warehouse managers.
Interviews with 21 major employers in the Broome County work shed were conducted in the 4th quarter of 2016 and the results parallel national trends and
issues.
Recruitment Issues
Shrinking pool of skilled workforce at all levels

Retention Issues

High level of competition for skilled workers

Competition from other companies within the same pool
of potential workers, resulting in employees jumping
from job to job

Lack of technical skills among existing population

Aging of the workforce resulting in waves of retirements

Demand for higher salaries, due to the high rate of
competition for skilled workers

Lack of commitment and strong work ethic, particularly
among the younger workforce

Inadequate public transportation (Kirkwood)

Cross-generational communication issues

Inadequate/appropriate single family and market
rate rental housing to attract new employees

Drug/alcohol issues
Inadequate public transportation
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BC TALENT TASK FORCE
The Agency Board of Directors understood that workforce plays an important role in a company’s decision to expand or
locate in a particular area. In the economic development world, it is understood that “companies are following the
workforce.” The board also recognized the urgency to address these challenges and create a strategic plan that would
outline the key elements of a multi-pronged approach and development of a stronger workforce development system.
The Agency Board appointed the Broome Talent Task Force in March 2017. The Task Force members included representatives from employers, trade
associations, local workforce development organizations, business development and advocacy organizations, civic organizations, economic development
entities and education.

Task Force Charge
1.

Agree on the industry sectors that will drive Broome County’s economy of the future and should be the focus of a workforce development and talent
attraction action plan.

2.

Establish a vision for Broome County’s workforce composition in the next 10 years.

3.

Agree on the major workforce challenges and barriers facing the target industries today, in the next 3-5 years and in the next 5-10 years. Below are top
issues identified in the 2016 Workforce Analysis.


Improve the internal and external image of Broome County for both retention and attraction by aggressively promoting Broome County as a good
place to live and work s such as The Agency’s “Good Life” initiative



Continuously and effectively identify business needs for both the short-term (incumbent worker retention and skill development) and long-term
(future talent) in target industries



Address immediate skill gaps ranging from job related technical skills to power work skills such as analytical skills, problem-solving skills, and criticalthinking skills



Develop a workforce pipeline for the next 20 years that matches education/training to employer needs, continuous training for all segments of the
workforce, life skills development, continued focus on STEM skills in K-12, and creating opportunities to connect students to career options such as
apprenticeships, internships, work-study programs, hands-on learning experiences, train-to-hire programs and community service programs



Strengthen the support structure needed to ensure the workforce pipeline ranging from education and training to job placement



Identify and prioritize quality of life issues critical to workforce retention and talent attraction such as overall image (internal and external), housing,
property taxes, vibrant downtowns, culture/entertainment, etc.



Identify gaps that need to be addressed by community service organizations such as transportation, childcare, and drug and alcohol programs
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4.

Direct a deep-dive analysis as needed of the priority workforce issues, and further define the extent of the relevant barriers and challenges based on
input from key partners and stakeholders.

5.

Agree on the top issues to be addressed in a Broome County Strategic Demand-Driven Framework and a set of action steps to be undertaken in the next
1-3 years to retain, cultivate, grow and attract workforce talent; including metrics to measure success.

Task Force Focus
The Task Force focused on six industry sectors with the greatest workforce demand including healthcare, education,
engineering/design/production, transportation and materials moving, construction and the skilled trades, and information technology.
After extensive data analysis, focus group sessions, employer input, assessment of existing programs and services, the Task Force agreed it was
urgent to focus on the following topics.
•

Continuously and effectively identify short-term and long-term employer needs

•

Address immediate skill gaps with improved access, information via contemporary communication tools, and state-of-the art training
and career simulation in target industries

•

Develop a workforce pipeline for the next 20 years

•

Strengthen the support structure needed to ensure the current and future workforce pipeline

•

Improve internal and external image as a good place to live and work

•

Address issues of community image and perception about lack of jobs

•

Identify quality of life issues: housing, vibrant downtowns, culture/entertainment, etc.

•

“Develop and Own” a workforce strategy that is integrated, holistic and outcome-driven system
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STRATEGIC PLANNING PROCESS

Vision to Drive the Planning Process
“A strengthened economic development-workforce development partnership is essential for Broome County to develop new business and job
opportunities in target industry sectors. To create the "industries of the future" in Broome County a "workforce of the future" is required that is
highly motivated, prepared and trained must exist.”

Planning Approach
The Task Force agreed on the importance of developing a strategy based on collaboration and partnerships that would result in an integrated and outcomedriven workforce model focused on strengthening the existing workforce, retention and attraction of new talent to Broome County. The group further
agreed to pursue a planning approach was based on the following principles.


Successful workforce and economic development efforts develop long-term strategies and make investment decisions based on hard data



The best workforce-development solutions happen when leading employers come together to address the talent problem



Education combined with experience both inside and outside a classroom form the foundation of a strong workforce, and the accumulation of personal
knowledge and job skills is a lifelong learning process beginning in elementary school



Workforce development must incorporate collaboration, cross-sectoral partnerships and continuing education opportunities



A workforce-development system must be strategic and outcome driven, and results in qualified people filling jobs
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Identify sectors
with current
shortages or high
turnover, and
forecast demand
based on growth
sectors

Market analyses to
understand supplyand-demand
dynamics and
current state of the
workforce based on
(real-time data and
employer input

Inventoy of
existing workforce
development
programs and
support services,
education and
training programs
at all levels

Input from focus
groups and
subcommittees

Collaboration
among employers,
trade associations,
education business,
development
organizations,
government
agencies to identify
priorities

Short-term and
long-term
strategies and
determine
investments
needed with for
greatest return on
investment

A total of fourteen focus group sessions involving more than one-hundred thirty participants provided the Task Force with insight and important information about
the challenges and opportunities.
In addition, three subcommittees were formed including training and education, regulatory and K-12. These groups provided insight to important questions about
issues, barriers and opportunities, and addressed the following questions.







What structures and programs are already in place that can be enhanced to get the unemployed workforce actively engaged to fill the current
positions?
How and what do we need to invest in people who are unemployed and want to work?
How can the young workforce (ages 16-35) be retained?
What are the barriers and opportunities related to talent attraction?
What are Best Practices from across the country that can be applied?
How can we prepare the workforce for the future?

The Task Force then took a deep dive into the short-term workforce issues, as well as challenges related to retention and talent recruitment.
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Deep Dive into Short-term Workforce Issues
Task
Identify sectors with high growth potential but have shortages or high turnover
Undertake in-depth job-market data analyses in target sectors to understand supply-and-demand dynamics; and follow-up with employers to confirm
Project new short-term workforce demand (3-5 yrs.) based on demographics, business expansion, new businesses, university R&D commercialization,
entrepreneurial start-ups
Inventory existing education, training and workforce programs/services, assess ROI based on employer feedback; identify gaps
Understand issues with moving unemployed into the workforce (both employer and unemployed) i.e.; job requirements, transportation, childcare, literacy, math
skills, background check, access to education and training, etc.
Inventory existing initiatives to enhance basic skills: math, communication, critical thinking, data analysis, problem solving skills, teamwork, time management,
etc. and identify gaps
Inventory financial resources available to secure training, credentials or licensing; and identify gaps
Identify existing communication portals, and identify best practices and cutting-edge technology-based solutions to enhance or supplement in-person training
such as mobile app dashboard for path to targeted jobs, mobile apps for job application by sector, and digital workplace simulations
Inventory programs and one-time events targeted at grades 7-12 and college students (e.g. New Visions Academy, Junior Achievement, Manufacturing Day, etc.)
Understand regulatory barriers faced by employers
Inventory all community assets and resources (asset mapping)

Deep Dive into Talent Retention and Recruitment Issues
Task
Identify talent retention issues i.e., overall image, housing, vibrant social life and downtowns, etc. by conducting surveys and focus groups among young
professionals, high school students, etc.
Understand efforts underway for downtown and neighborhood revitalization initiatives.
Understand current efforts underway and barriers to attracting a more diverse workforce
Conduct asset mapping as base-line information for websites, promotion programming, etc.
Understand the competitive market place and position BC to promote its strengths; especially, quality of life. Consider preparing and utilizing a Quality of Life
Index
Explore Best Practices and opportunities for talent recruitment across industry sectors
Identify links or pathways to work that connect businesses, high school and college students and work options

Broome County Workforce & Talent Attraction Plan 2017-2020
The Agency

September 2017

32

SITUATION ANALYSIS
Demographic Profile
The US Census reports that Broome County’s population was 195,334 in 2016. Between 2005 and 2015, the county’s
population declined at an annual average rate of 0.3%.

Percent

Value

Broome
County

New York

USA

Broome
County

New York

USA

—
-0.3%
—
20.2%
13.0%
11.5%
11.1%
15.3%
12.6%
7.8%
8.6%

—
0.3%
—
22.3%
10.2%
13.7%
13.5%
14.9%
11.9%
7.0%
6.5%

—
0.8%
—
24.0%
9.9%
13.3%
13.3%
14.6%
11.8%
7.0%
6.0%

195,334
-557
40.2
40,559
26,065
22,984
22,211
30,736
25,201
15,668
17,176

19,745,289
64,066
38.0
4,324,929
1,983,517
2,659,337
2,610,017
2,878,691
2,303,668
1,360,602
1,257,341

323,127,513
2,474,760
37.2
74,181,467
30,672,088
41,063,948
41,070,606
45,006,716
36,482,729
21,713,429
18,554,555

11.8%
26.4%
21.7%
8.8%
19.9%
11.4%

8,117
28,439
18,688
13,180
16,352
12,294

1,306,879
2,641,113
1,787,450
998,201
2,264,242
1,617,475

19,736,243
43,982,863
36,187,232
14,742,654
33,245,950
18,952,103

Demographics
Population
Population Annual Average Growth
Median Age
Under 18 Years
18 to 24 Years
25 to 34 Years
35 to 44 Years
45 to 54 Years
55 to 64 Years
65 to 74 Years
75 Years, and Over

Educational Attainment, Age 25-64
No High School Diploma
High School Graduate
Some College, No Degree
Associate's Degree
Bachelor's Degree
Postgraduate Degree

8.4%
29.3%
19.3%
13.6%
16.8%
12.7%

12.3%
24.9%
16.8%
9.4%
21.3%
15.2%

Source: US Census. American Fact Finder. Quick Facts 2016.
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Labor Force and Employment Trends
Broome County has a civilian labor force of 96,246 with a participation rate of 58.7%, which compares to 63.3% at both the national and state levels.
Of individuals 25 to 64 in Broome County, 29.5% have a bachelor’s degree or higher, which compares with 31.3% nation-wide.

Employment Trends
As of 2017Q1, total employment in Broome County was
90,658 (based on a four-quarter moving average). The
Broome-Tioga Workforce estimates that 5,000 employable
persons in Broome County are not working.

Employment data are derived from the Quarterly Census of Employment and Wages, provided by the
Bureau of Labor Statistics and imputed where necessary. Data are updated through 2016Q3 with
preliminary estimates updated to 2017Q1.

Unemployment Rate
The seasonally adjusted unemployment rate for Broome
County was 5.3% as of May 2017. The regional unemployment
rate was higher than the national rate of 4.4%.

Unemployment rate data are from the Local Area Unemployment Statistics, provided by the Bureau of
Labor Statistics and updated through May 2017.
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Trends and Factors Shaping Local and Regional Labor Supply
Population Decline and Aging Workforce
Both nationally and in New York State, the proportion of working-age individuals who were in the labor force experienced a sixth consecutive drop during
the past six years. It also is important to note that the number of individuals aged 65+ in the labor force jumped by nearly 24%, significantly more than the
14% increase in that age group’s population.
The Southern Tier is home to more than 648,000 residents, a population that has eroded slightly since 2000 (-1.3%) as there have been increases at the state
and national levels (4.3% and 14.2%, respectively, between 2000 and 2015). 3
Thirty percent of the Southern Tier Region’s population lives in Broome County. Slightly more than 50% of the county’s population lives in the Town of
Union and the City of Binghamton.
Broome County’s population declined from 212,160 in 1990 to 200,600 in 2010 and 196,567 in 2015.4
The working age population in Broome County dropped from 106,508 in 1990 to 100,040 in 2015, and it is projected to drop to 93,859 by 2025.
These facts are of concern in terms of both the short-term and long-term demand for a qualified workforce in Broome County. Multiple factors are colliding,
including the aging of the existing workforce with a substantial percentage of retirements in the next five years, a shrinking pool of the existing workforce
due to out-migration of the younger cohort, and a reduced pipeline of future workers.
Diagram 1. Broome County Population Mix by Age
65+
17%

0-14
17%

This chart depicts several important factors affecting the current and future workforce:
15-24
16%

45-64
26%
25-44
24%



The workforce pipeline for the future is weak.

 As the prime working age workforce is shrinking, the population 45 – 64 and the 65+ groups are
increasing. The 45+ population represents 43% of the total population.

Long-term continuation of the trend depicted in Diagram 2 could limit prospects for Broome County’s overall economic growth.

3
4

2016 Progress Report. Regional Economic Development Council of the Southern Tier
US Census. American Fact Finder. Quick Facts. 2015
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Diagram 2. Broome County Population Trend

Source: U.S. Census Bureau. Made through Cornell Program on Applied Demographics

Diagram 3. Broome County Population Trend: Ages 25-44
Source: U.S. Census Bureau. Made through Cornell Program on Applied Demographics

Diagram 4. Broome County Population Trend: Ages 45-64
Source: U.S. Census Bureau. Made through Cornell Program on Applied Demographics
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Diagram 5. Broome County’s Aging Population: 65 +

Source: U.S. Census Bureau. Made through Cornell Program
on Applied Demographics

Those considered to be of prime working age, between the ages of 25 and 54, are of importance in assessing the future workforce needs. In 2015, an
estimated 128 million Americans fell into the “Prime Working Age” bracket. Over the past five years, US Census estimates suggest many areas of the country
have experienced notable declines in the prime working age population even though overall numbers have increased slightly.
Diagram 6. Shrinking Prime Age Work Group in Broome County

Today, the Prime Age Work Group in Broome County represents 67,372 persons;
down 8,156 (10.8%) since 2010. Aging of baby boomers accounts for the decline,
as well as the outmigration of the county’s young and middle-aged adults.

2010
2011
2012

Source: US Census Bureau. July 2016.

2013
2014
2015
0

20,000

40,000

60,000

Non-Prime Population

80,000 100,000 120,000 140,000
Prime Working Age
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Migration Trends
Between July 2014 and July 2015, all but nine states added population via migration. Illinois and New York lost the most residents, while Florida and Texas
recorded the largest gains.
In every year since 1999, residents have migrated out of the Southern Tier. In 2015, the region lost 5.7% of its residents, with the highest outward migration
in Tioga, Delaware, and Chenango counties (10.4%, 9.3% and 9.0%, respectively).5
Year

Net Migration

2011 - 2012

-1,670

2012 - 2013

-889

2013 - 2014

-1,215

Year

Broome County also saw out-migration during the period 2011- 2014.6

Out-Migration
to Another
State

Out-Migration
Within NYS

2013 - 2014

-3,323

3,001

Year

In-Migration
from Another
State

In-Migration
Within NYS

2013 - 2014

2,207

2,840

For the period 2013 – 2014, Broome County’s total out-migration was 6,362.

For the period 2013 – 2014, Broome County’s total in-migration was 5,111.

For this same period, the value of the adjusted gross income of in-migration was $110,722,000 while the value of the out-migration was $156,964,000.

5
6

Cornell Program on Applied Demographics
U.S. Census Bureau; migration estimates current as of July of the corresponding years.
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Labor Force and Employment Trends
The labor force participation rate has declined at the national, state and local level over the past 10 years. Diagram #7 below depicts the national trend.

Diagram 7. National Labor Force Trends
Source: US Bureau of Labor Statistics.
November 17, 2016.

In September 2017, the U.S. Bureau of Labor Statistics released its 2017Q1 report regarding employment and wages.7 It was reported that national
employment was 142.3 million (as measured by the QCEW program). Over the year, employment increased 1.6 percent, or 2.2 million.
The report further states that from March 2016 to March 2017, employment increased in 299 of the 346 largest U.S. counties. York, S.C. had the largest
percentage increase with a gain of 6.8 percent over the year, above the national job growth rate of 1.6 percent. Within York, the largest employment increase
occurred in professional and business services, which gained 3,539 jobs over the year (40.3 percent). Kanawha, W.Va., had the largest over-the-year
percentage decrease in employment among the largest counties in the U.S., with a loss of 2.7 percent. Within Kanawha, trade, transportation, and utilities
had the largest decrease in employment, with a loss of 692 jobs (-3.9 percent).
The U.S. average weekly wage increased 6.6 percent over the year, growing to $1,111 in the first quarter of 2017. McLean, Ill., had the largest over-the-year
percentage increase in average weekly wages with a gain of 27.8 percent. Within McLean, an average weekly wage gain of $1,006 (69.9 percent) in financial
activities made the largest contribution to the county’s increase in average weekly wages. Peoria, Ill., experienced the only percentage decrease in average
weekly wages with a loss of 1.1 percent over the year. Within Peoria, manufacturing had the largest impact on the county’s average weekly wage change
with a decrease of $605 (-31.3 percent) over the year.

7

U.S. Department of Labor. Bureau of Labor Statistics. September 6, 2017. County Employment and Wages Report. First Quarter 2017.
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On August 4, 2017, The Hamilton Project released “The Closing of the Jobs Gap: A Decade of Recession and Recovery.” That economic analysis explored the
uneven employment recovery from the Great Recession that began in late 2007. The Hamilton Report is complemented by a follow-up analysis released
August 17, 2017 that examines who remains unemployed. 8 The reports provide a detailed snapshot of the 24 million who were out of the labor force as of
the end of 2016.

The reports state the following regarding who and why nonparticipants are not working or seeking employment.



Women with a high school education or less are overwhelmingly the largest group of Americans out of the labor force.



After excluding caregivers (approximately 40% of nonparticipants), men and women report the same reasons – and at similar rates – for not
participating in the labor force. Nearly 30% of nonparticipants reporting being ill or disabled, while 8% are students, and 5% are early retirees.



Nearly three-quarters of nonparticipants live in a household with earned income and only 11% report income from the safety net while receiving no
earnings. More than 1.3 million Americans out of the labor force report having no income at all – this includes a lack of both earned (through
wages) or unearned (such as retirements or safety net programs) income.



45% of households (3.3 million) with a male prime-age nonparticipant and 28% of households (4.6 million) with a female prime-age nonparticipant
are in the bottom quintile of income.
Diagram 8. National Labor Force Status, by Age and Gender

Diagram 9. Prime-Age Labor Force Status, by Gender and Education

8

The Hamilton Project. Who is Out of the Labor Force? Diane Whitmore Schanzenbach, Lauren Bauer, Ryan Nunn, Megan Mumford. The Brookings Institute. August 17,
2017
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Diagram 10. Employment Growth or Decline, New York and U.S., 2005-14
New York State saw steep declines during the national recession, with a decline of 78,000
workers, or 0.8% over the period 2009-2014. However, it has rebounded since 2012 and
now has surpassed national trends.
The Current Employment Statistics report states that in New York State 21,600 were added
in July 2017, representing a .23% increase. During that same period, the report indicates
that the Binghamton MSA loss 100 jobs.
Source: NYS Department of Labor and US Bureau of Labor Statistics

Diagram 11. Broome County Historic Trends in Number of Jobs
Over the past year, 4 metro areas in the state lost private sector





Elmira
Binghamton
Glens Falls
Utica-Rome

jobs:

-2.1%
-1.4%
-1.2%
-0.9%

Between the period July 2015 to July 2016 the number of persons
employed in Broome County dropped 1.5% from 81,600 to 80,100.
This
is compared to Chemung with a 0.6% decline and Tompkins with a +0.8% increase, and declines in other nearby counties such as Onondaga at -1.6%.9
Source: U.S. Census Bureau.
Made through Cornell Program
on Applied Demographics

9

NYS Dept. of Labor. Bureau of Labor Statistics
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Diagram 12. Comparison of New York County Unemployment Rates: July 2017
As of July 2017, Broome County ranked #50 out of 62 counties in terms of unemployment rate. Only eight counties had a higher unemployment rate.
RANK

COUNTY

RATE

RANK

COUNTY

RATE

1
2
3
4
5

Columbia County
Saratoga County
Hamilton County
Seneca County
Ontario County

3.6
3.8
3.9
4.0
4.1

29
29
34
34
34

Tioga County
Tompkins County
Cayuga County
Greene County
Otsego County

4.8
4.8
4.9
4.9
4.9

5
5
8
9
9

Washington County
Yates County
Genesee County
Dutchess County
Nassau County

4.1
4.1
4.2
4.3
4.3

37
38
39
39
39

Herkimer County
Monroe County
Erie County
Kings County
Madison County

5.0
5.1
5.2
5.2
5.2

9
9
9
14
14
14
14
18
18
18

Putnam County
Sullivan County
Warren County
Albany County
Essex County
New York County
Queens County
Rensselaer County
Rockland County
Schuyler County

4.3
4.3
4.3
4.4
4.4
4.4
4.4
4.5
4.5
4.5

39
43
43
43
43
47
47
47
50
50

Schoharie County
Clinton County
Franklin County
Richmond County
Steuben County
Chemung County
Delaware County
Fulton County
Broome County
Cortland County

5.2
5.3
5.3
5.3
5.3
5.4
5.4
5.4
5.5
5.5

21
21
21
21
21

Orange County
Schenectady County
Suffolk County
Ulster County
Wayne County

4.6
4.6
4.6
4.6
4.6

50
50
50
55
56

Jefferson County
Lewis County
Montgomery County
Chautauqua County
Cattaraugus County

5.5
5.5
5.5
5.6
5.7

21
27
27
29
29
29

Westchester County
Onondaga County
Wyoming County
Chenango County
Livingston County
Oneida County

4.6
4.7
4.7
4.8
4.8
4.8

57
57
59
60
61
62

Niagara County
Orleans County
Oswego County
Allegany County
Bronx County
St. Lawrence County

5.9
5.9
6.0
6.4
6.8
6.9

Source: New York State Department of Labor. July 2017.
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Diagram 13. Upstate NY Counties outside of metro areas with the most
rapid private sector job growth: September 2015 and September 2016
County

Percentage
Increase

Schuyler

+2.6%

Chenango

+2.2%

Clinton

+2.0%

Cortland

+2.0%

Cayuga

+1.9%

Essex

+1.9%

Diagram 14. Change in Total Nonfarm and Private Sector Jobs: 2015 - 2016
Change in
Total Nonfarm Jobs:
(private sector + government)
Albany-Schenectady-Troy
Binghamton MSA
Buffalo-Niagara Falls
Dutchess-Putnam
Elmira
Glens Falls
Ithaca
Kingston
Nassau-Suffolk
New York City
Orange-Rockland-Westchester
Rochester
Syracuse
Utica-Rome
Watertown-Fort Drum
Non-metro Counties

Change in
Private Sector Jobs:

Net

%

Net

%

-300
-1,400
+1,700
+1,900
-800
-700
+4,100
+1,600
+14,600
+89,100
+11,100
+1,100
-200
-1,100
+600
+2,400

-0.1%
-1.4%
+0.3%
+1.3%
-2.1%
-1.2%
+5.9%
+2.6%
+1.1%
+2.1%
+1.6%
+0.2%
-0.1%
-0.9%
+1.4%
+0.5%

0
-1,100
+1,600
+1,800
-600
-600
+4,300
+1,900
+14,500
+83,800
+10,600
+1,200
-100
-900
+500
+2,700

0.0%
-1.3%
+0.3%
+1.5%
-1.8%
-1.3%
+7.0%
+4.0%
+1.3%
+2.3%
+1.8%
+0.3%
0.0%
-0.9%
+1.6%
+0.7%
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Source: New York State Department of Labor. 2017Q1

New York State Industry Sectors Experiencing Employment Losses and Growth
Education and health services represent the largest employment sector in New York State, accounting for more than one in five jobs and contributing some
40,000 net new jobs during 2014, the most of any sector. The trade, transportation and utilities sector is the second largest, at more than 17% of the total.
The government sector ranked second to education and health services before 2009, but lost more than 87,000 jobs over the following five years and now is
third-largest in the State.
Diagram 15. Jobs in Greatest Demand in New York (outside of NYC)
Job Title
Art, Drama, and Music Teachers, Postsecondary
Bus Drivers, School or Special Client
Business Teachers, Postsecondary
Carpenters
Childcare Workers
Construction Laborers
Dental Assistants
Education Teachers, Postsecondary
Educational, Guidance, School, and Vocational Counselors
Electricians
Elementary School Teachers, Except Special Education
Engine and Other Machine Assemblers
English Language and Literature Teachers, Postsecondary
Health Specialties Teachers, Postsecondary
Heavy and Tractor-Trailer Truck Drivers
Home Health Aides
Laborers and Freight, Stock, and Material Movers, Hand
Licensed Practical and Licensed Vocational Nurses
Light Truck or Delivery Services Drivers
Middle School Teachers, Except Special and Career/Technical Education
Multiple Machine Tool Setters, Operators, and Tenders, Metal and Plastic
Nursing Assistants
Painters, Construction and Maintenance
Personal Care Aides
Plumbers, Pipefitters, and Steamfitters
Postsecondary Teachers, All Other
Preschool Teachers, Except Special Education
Registered Nurses
Secondary School Teachers, Except Special and Career/Technical Education
Security Guards
Self-Enrichment Education Teachers
Substitute teachers
Teacher Assistants
Teachers and Instructors, All Other
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Source: NYS Dept. of Labor. Bureau of Labor Statistics. Sept 1, 2017
Areas of Demand
Central New York
Central New York, Finger Lakes, Hudson Valley, Western New York, North Country, Southern Tier
Central New York
Long Island
Central New York, Capital Region, Finger Lakes, Hudson Valley, Western New York, North Country
Mohawk Valley
Hudson Valley
Central New York
Central New York
Capital Region, Long Island, North Country
Central New York, Western New York, North Country
Capital Region
Central New York
Central New York, Western New York
Hudson Valley, North Country, Southern Tier
Hudson Valley, Western New York, North Country, Southern Tier
Hudson Valley, Mohawk Valley, Southern Tier
Hudson Valley, North Country, Southern Tier
Central New York, Capital Region, Hudson Valley, North Country
North Country
Capital Region
Central New York, Finger Lakes, Hudson Valley, North Country, Southern Tier
Long Island
North Country, Southern Tier
Long Island, North Country
Central New York, Western New York
Central New York, Western New York, North Country
Central New York, Capital Region, Finger Lakes, Hudson Valley, Western New York, North
Country, Southern Tier
Western New York, North Country
Central New York, Hudson Valley, Western New York
Central New York
Capital Region, Western New York, North Country
Central New York, Finger Lakes, Hudson Valley, Western New York, North Country
Central New York
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Team Assemblers
Telecommunications Equipment Installers and Repairers, Except Line Installers
Telecommunications Line Installers and Repairers

Western New York, North Country
Capital Region
Capital Region, Hudson Valley, Western New York

The Southern Tier
The Southern Tier region has lost more than 14,000 jobs since 2000, with a loss of more than 10,700 just since 2008. The Southern Tier lagged statewide job
growth, as state jobs have increased by 7.2% since 2000. Greater Binghamton lost the most jobs, more than 15,400 since 2000. Chenango, Schuyler, and
Tompkins were the only counties to gain jobs since 2000, with Tompkins contributing a net increase of 11,900 jobs. (Current Employment Statistics (CES)
survey). The following table compares the over-the-year change in total nonfarm and private sector jobs that occurred in the US, NYS and metro areas
between September 2015 and September 2016.
Diagram 16. Change in Jobs by Industry Sector, Upstate New York region: September 2015 - September 2016
Industry Sector

Job Growth

Percentage
Increase

Education & Health Services *

+13,000

+2.1%

Leisure & Hospitality

+ 3,100

+1.0%

Financial Activities

+ 1,300

+1.0%

Trade, Transportation & Utilities

+ 800

+0.6%

Other Services

+ 800

+0.2%

Source: New York State Department of Labor. 2017Q1

Diagram 17. Upstate New York Industry Sectors with Job Losses: September 2015 - September 2016
Industry Sector

Job Growth

Percentage
Increase

Professional and Business Services

-7,200

-2.4%

Manufacturing

-3,300

-1.2%

Government *

-1,800

-0.3%

Information Technology

- 100

+0.2%

Source: New York State Department of Labor, Division of Research and Statistics
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* The data is not seasonally adjusted. The educational and health services category is in the private sector.
Government includes public education (including SUNY) and health services.

Wages
National Scene
The U.S. Department of Labor, Bureau of Labor Statistics’ most recent report for 2017Q1 reported that the average weekly wages for the nation increased to
$1,111, a 6.6 percent increase, during the year ending in the first quarter of 2017. Among the 346 largest counties, 345 had over-the-year increases in
average weekly wages. McLean, Ill., had the largest percentage wage increase among the largest U.S. counties (27.8 percent).
Of the 346 largest counties, one experienced an over-the-year decrease in average weekly wages. Peoria, Ill., had the only percentage decrease in average
weekly wages (-1.1 percent). Somerset, N.J., had the smallest percentage wage increase, followed by Fairfield, Conn.; Lafayette, La.; and Winnebago, Wis.
New York State
In August 2017, the New York State Department of Labor reported the mean annual wage in New York State is $59,940. The entry wage is $43,520, while
the mean experienced is $78,180.
From 2009 through 2014, overall average wages in New York State rose by 14%, well ahead of the 10.3% overall U.S. inflation rate. Six of the State’s 10 labor
markets – including Western New York and the Southern Tier – had an average wage growth above or equal to the inflation rate for the period. New York’s
5.1% increase in total wages during the most recent year studied, 2014, was the strongest since 2007 and was comfortably ahead of the nation’s 4.5% gain,
despite the State’s more modest job growth that year. 10
Broome County Wage Trends
Sectors in Broome County with the highest average wages per worker are Utilities ($77,821), Finance and Insurance ($65,098), and Manufacturing ($63,486).
The average worker in Broome County earned annual wages of $42,181 as of 2017Q1. Average annual wages per worker increased 4.5% in the county during
the preceding four quarters. For comparison purposes, annual average wages were $53,246 in the nation as of 2017Q1. Elmira’s average wage of $44,000
was nearly in line with the regional average. Steuben had the highest average wage of all the larger sub-regional economic areas at $52,600, while Ithaca
had an average wage of $49,100. Competitive wages are essential for attracting talent and population, and represent an even more critical need for the
Southern Tier’s urban areas. (QCEW, 2015)

10

New York State Employment Trends Report. New York State Comptroller’s Office. August 2015.

Broome County Workforce & Talent Attraction Plan 2017-2020
The Agency

September 2017

46

Diagram 18. Average Annual Wages for Broome County: 2007 - 2016

Annual average wages per worker data are derived from the Quarterly Census of Employment and Wages, and US Bureau of Labor Statistics. Data are updated through 2016Q3 with preliminary estimates updated to 2017Q1.

Living Wage Calculation for Broome County
The living wage shown is the hourly rate an individual must earn to support their family, if they are the sole provider and are working full-time (2080 hrs. per
year). All values are per adult in a family unless otherwise noted. The state minimum wage is the same for all individuals, regardless of how many dependents
they may have. The poverty rate is typically quoted as gross annual income and has been converted to an hourly wage for comparison.
Diagram 19. Average Annual Wages for Broome County: 2007 - 2016
Income

Broome County

US

Median Household Income
(2014 dollars)

$46,368

$53,482

Per Capita Income
(2014 dollars)

$24,820

$28,555

The wage scales are reflected in income levels in Broome County as compared to national levels. Note that 17.2% of Broome County’s population is in
poverty as compared to the national rate of 13.5%.
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Diagram 20. Broome County Living Wage and Poverty Wage Table
Source: Living Wage Calculator, Massachusetts Institute of Technology
Hourly
Wages

1 Adult

1 Adult
1 Child

1 Adult
2 Children

1 Adult
3 Children

2 Adults
(1 Working)

Living
Wage

$10.30

$23.43

$30.58

$40.19

$16.59

Management $22.76
$20.29

$26.21

Poverty
Wage
Minimum
Wage

$5.00

$7.00

$10.00

$11.00

$7.00

Computer & Mathematical
$10.00
$11.00

$8.75

$8.75

$8.75

$8.75

$8.75

Diagram 21. Typical Annual Salaries in Broome County
Source: K. Glasmeier and the Massachusetts Institute of Technology
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2 Adults
(1 Working)
1 Child

2 Adults
(1 Working)
2 Children

2 Adults
2 Adults
(1Occupational
Working)
(1Area
Working
3 Children
PT) 1 Child*

2 Adults

2 Adults
1 Child

2 Adults
2 Adults
2 Children
3 Children
Typical

$25.92

$8.30

$12.96

$122,520$20.72
$16.60

$13.00

N/A

$3.00

$5.00

$5.00$84,260 $6.00

$8.75
$8.75
Life, Physical, $8.75
& Social Science

N/A

$8.75

$8.75

$8.75$64,200 $8.75

Business & Financial Operations
Architecture & Engineering

Community & Social Service
Legal
Education, Training, & Library
Arts, Design, Entertainment, Sports, & Media
Healthcare Practitioners & Technical
Healthcare Support
Protective Service
Food Preparation & Serving Related
Building & Grounds Cleaning & Maintenance
Personal Care & Service
Sales & Related
Office & Administrative Support
Farming, Fishing, & Forestry
Construction & Extraction
Installation, Maintenance, & Repair
Production
Transportation & Material Moving

Annual Salary

$75,950
$75,990

$46,680
$101,700
$54,410
$61,170
$72,900
$27,050
$43,940
$20,760
$29,220
$23,940
$27,950
$36,990
$28,430
$54,820
$46,610
$32,860
$33,560
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Analysis of Occupations and Trends in Broome County Target Industries
New York State Department of Labor has prepared a forecast of job demand for major industry sectors during the period 2012 - 2022. Appendix A. contains
detailed summary of demand for jobs in each of those industries.
Following is a summary of the current jobs and projected increase/decline during the period 2012-2022 both within the target industries in the Binghamton
MSA and nationally. This does not reflect recent and planned job growth related to the Dick’s Sporting Goods Distribution center project or other planned
expansions being considered by existing businesses.
Diagram 22. Broome County Jobs and Projected Trends: 2012 - 2022

Occupation Sector

Current
Jobs

Percentage
Projected
Projected
Above/Below Increase/Decline Increase/Decline
National
2012 - 2022
Nation-Wide
Average

Healthcare

23,551

12%

+3.8%

+20.7%

Education

9,141

45%

-3.4%

+11%

Engineering and Design

8,463

23%

-10.5%

+14.4%

Transportation and Materials Moving

7,325

5%

-1.2%

+16.7%

Production

6,177

-7%

-17.5%

+5.6%

Information Technology

1,285

-13%

-18.7%

+13.5%

Skilled Trades and Construction

4,000

-0-

+2.0%

12.7%

Source: EMSI. New York State Department of Labor, Division of Research and Statistics. 2017
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Diagram 23. Growth and Wage Comparisons in Target Sectors
2,700 Jobs in
Broome-Tioga
(2016)

Healthcare Sector Occupations11
23,551 Jobs in
Broome-Tioga
(2016)
12% above
National average

+3.8% Change in
Broome-Tioga
(2012-2022)
Nation: +20.7%

$26.45/hr
Median Hourly Earnings
Broome-Tioga

Nation: +12.7%

Nation: $23.37/hr

Transportation and Materials Handling Occupations

9,141 Jobs in
Broome-Tioga
(2016)

3.4% Change in
Broome-Tioga
(2012-2022)

$22.88/hr
Median Hourly Earnings
in
Broome-Tioga

45% above
National average

Nation: +11.0%

Nation: $23.20/hr

7,325 Jobs
in BroomeTioga
(2016)
5% above
National average

-1.2% Change in
Broome-Tioga
(2012-2022)

$15.11/hr
Median Hourly
Earnings
Broome-Tioga

Nation: +16.7%
Nation: $15.62/hr

Production Occupations

Engineering Occupations

23% above
National average

Broome-Tioga
(2012-2022)

$22.22/hr
Median Hourly Earnings
in
Broome-Tioga

Nation: $27.73/hr

Education, Training, and Library Sector Occupations

8,463 Jobs in
Broome-Tioga
(2016)

0% above
National average

+2.0% Change in

-10.5% Change in
Broome-Tioga
(2012-2022)

$32.22/hr
Median Hourly Earnings
in
Broome-Tioga

Nation: +14.4%

Nation: $32.37/hr

Skilled Trades and Construction

11

Note: RNs comprise the single largest health profession in NY, with more than
288,000 licensed in the state. The Center for Healthcare Workforce Studies at the
School of Public Health University at Albany recently issued its report on The Future of
the Registered Nursing Workforce in New York: State-Level Projections, 2015-2025
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6,177 Jobs in
Broome-Tioga
(2016)

-17.5% Change in
Broome-Tioga
(2012-2022)

7% above
National average

Nation: +5.6%

$14.94/hr
Median Hourly
Earnings
Broome-Tioga
Nation: $16.31/hr

Information Technology Occupations
1,285 Jobs in
Broome-Tioga
(2016)

-18.7% Change in
Broome-Tioga
(2012-2022)

13% below
National average

Nation: +13.5%

$15.62/hr
Median Hourly
Earnings
Broome-Tioga
Nation: $29.57/hr

report, which states there is a relative balance between the supply of and demand for
RNs. The demand for RNs in NY is expected to grow between 2015 and 2025,
especially in long-term care settings; however, the impact of health reform on future
demand for RNs is less certain.
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Source: EMSI. New York State Department of Labor, Division of Research and
Statistics. 2017

Aging of Broome County’s Workforce in Target Industries
Broome County’s workforce is aging as is evidenced by the percentage of workers in the 55+ age groups in each target industry sector. Below is a
summary of the age breakdowns for the target industry sectors.
Diagram 24. Worker Ages in Target Sectors
Education, Training, and Library Sector Occupations

Healthcare Sector Occupations

2016 Jobs

Percentage

Age

2016 Jobs

Percentage

14-18

118

1.3%

14-18

40

0.4%

19-24

713

7.8%

19-24

867

7.8%

25-34

1,678

18.4%

25-34

2,488

22.4%

35-44

1,747

19.1%

35-44

2,353

21.2%

45-54

2,096

22.9%

45-54

2,749

24.8%

55-64

2,003

21.9%

55-64

2,084

18.8%

787

8.6%

65+

509

4.6%

Age

65+

Source: EMSI. New York State Department of Labor.
Division of Research and Statistics
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Engineering and Design

Transportation and Material Handling

Age

2016 Jobs

Percentage

Age

2016 Jobs

Percentage

14-18

63

0.9%

14-18

23

0.4%

19-24

667

9.1%

19-24

372

9.1%

25-34

1,317

18.0%

25-34

1,902

18.0%

35-44

1,501

20.5%

35-44

1,100

20.5%

45-54

1,922

26.2%

45-54

1,986

26.2%

55-64

1,322

18.0%

55-64

1,492

18.0%

65+

533

7.3%

65+

303

4.9%
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Current Workforce Needs and Projected Short-Term Requirements
Industry Sector Snapshot
The largest sector in Broome County is Health Care and Social Assistance, employing more than 23,000 workers. The next-largest sectors in the region are
Educational Services (11,134 workers) and Retail Trade (11,116). High location quotients (LQs) indicate sectors in which a region has high concentrations
of employment compared to the national average. The following chart depicts the total workers by industry.
Diagram 25. Industry Sector Distribution

Employment data are derived from the Quarterly Census of Employment and Wages, provided by the Bureau of Labor Statistics and imputed where necessary. Data are updated through 2016Q3 with preliminary estimates updated to 2017Q1.

Regional sectors with the best job growth (or most moderate job losses) over the last 5 years are Accommodation and Food Services (+760 jobs), Real
Estate and Rental and Leasing (+289), and Other Services (except Public Administration) (+259). Approximately 50% of the occupations in the
Binghamton MSA require either a higher education degree or technical skills level training, increasing the retention and recruitment challenge.
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Labor Demand
In the first quarter of 2017 there were 4,850 job openings in Broome County, with the largest demand in the field of healthcare with more than 23,100
jobs and an estimated 300 job openings. The transportation and warehousing industry demand is ramping up quickly as the new Dick’s Distribution
Center is set to open in 2018 creating 500 new jobs. This places added pressure on an already tight labor market.
Over the next 10 years, employment in Broome County is projected to contract by 5,332 jobs based on statistical modeling; however, this does not take
into consideration new business development activity that is expected to create a minimum of 500 new jobs in the next 12 months in the Transportation,
Warehousing and Distribution sector. The fastest growing sectors will be Health Care and Social Assistance with a projected increase of 3.8% by 2022.

Diagram 26. Binghamton MSA Comparison of Applicants
Registered and Job Openings Filed with NYSDOL June 2017
Source: EMSI. New York State Department of Labor. Division of Research
and Statistics. Note: Only jobs listed with NYSDOL are included.
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APPLICANTS

OPENINGS

Licensed Practical and Licensed Vocational Nurses
Truck Drivers, Heavy and Tractor Trailer
Personal and Home Care Aides
Production Workers, All Other
Pharmacy Technicians
Medical and Health Services Managers
Teachers and Instructors, All Other
Nursing Instructors and Teachers, Postsecondary
Medical Records and Health Information Technicians
Physician Assistants
Respiratory Therapists
Medical and Clinical Laboratory Technologists
Personal Financial Advisors
Civil Engineers
Industrial Engineers
Family and General Practitioners
Aerospace Engineers
Electrical Engineers
Environmental Science and Protection Technicians
Mathematical Science Teachers, Postsecondary
Psychiatrists
Pharmacists
Speech-Language Pathologists

OCCUPATIONAL CATEGORY

14
54
44
91
5
7
22
0
7
0
0
1
0
2
4
0
1
13
0
1
0
0
0

66
79
68
113
22
17
32
9
15
6
6
7
5
7
9
5
5
17
4
5
4
3
3

Radiologic Technologists and Technicians
Psychiatric Technicians
Medical Equipment Preparers

1
0
1

4
3
4
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Diagram 27. Current Employment, Average Wages and Forecast Replacement Demand
Current
Employment

Average Annual
Wages

Forecast Over
Next 10 Years

10-Year Replacement
Demand

Management Occupations

4840

103,200

324

1418

Business and Financial Operations Occupations

3573

65,800

153

753

Computer and Mathematical Occupations

2066

82,300

206

292

Architecture and Engineering Occupations

1726

76,800

164

405

Education, Training, and Library Occupations

6878

54,800

171

1382

Arts, Design, Entertainment, Sports, & Media Occupations

1311

43,200

43

429

Healthcare Practitioners and Technical Occupations

6731

70,400

592

1399

Healthcare Support Occupations

3328

30,500

163

697

Production Occupations

5039

34,700

200

1255

Transportation and Material Moving Occupations

5366

32,300

234

1258

Source: CHMURA. 2017
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Job Growth Trends in Healthcare Sectors for Broome-Tioga and Nationally: 2012 – 2022
Diagram 28. Projected Job Growth Trends in Healthcare Practitioners
23,583
2012 Jobs

24,471
2022 Jobs

888
Change (2012-2022)

3.8%
% Change (2012-2022)

Diagram 29. Projected Job Growth as Compared to National Trends: Healthcare Practitioners

Broome-Tioga
Nation

2012 Jobs

2022 Jobs

Change

11,268
12,933,690

11,879
15,652,161

611
2,718,471

5.4%
21.0%

Source: EMSI. New York State Department of Labor. Division of Research and Statistics.
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Diagram 30. Wages: Healthcare Workers
Title

Mean

Entry Level

Experienced

NYS Mean

USA Mean

Physicians and Surgeons, All Other

$207,700

$130,000

$246,500

$177,300

$205,600

Registered Nurses

$61,000

$45,400

$68,900

$80,800

$72,200

Licensed Practical and Licensed Vocational Nurses

$40,900

$33,300

$44,700

$47,200

$44,800

Home Health Aides

$27,400

$20,700

$30,800

$24,200

$23,600

Nursing Assistants

$28,000

$22,300

$30,900

$34,300

$27,700

Medical Assistants

$30,000

$23,200

$33,400

$35,500

$32,900

Personal Care Aides

$27,500

$20,500

$31,000

$25,500

$22,700

Source: EMSI. New York State Department of Labor. Division of Research and Statistics.

Diagram 31. Ten Year Forecast: Healthcare Workers
Title

Current
Employment

Regional
Average Wage1

10-Year
Replacement
Demand

10-Year
Growth
Demand

10-Year Total
Demand

Registered Nurses

2,310

$61,000

Personal Care Aides

1,359

$27,500

507

5

513

146

172

318

Nursing Assistants

1,264

$28,000

268

14

282

Home Health Aides

465

$27,400

99

102

200

Childcare Workers

472

$22,300

174

-17

157

Licensed Practical and Licensed Vocational Nurses

529

$40,900

131

-6

124

Physicians and Surgeons, All Other

257

$207,700

70

9

79

Medical Assistants

262

$30,000

52

23

75

Dental Assistants

232

$36,900

55

17

73

Physical Therapists

144

$77,600

38

24

62

Office Clerks, General

287

$27,100

62

-1

61

Emergency Medical Technicians and Paramedics

163

$34,600

27

33

59

Nurse Practitioners

131

$96,100

34

25

59

Medical and Health Services Managers

209

$90,700

53

0

53

Dental Hygienists

206

$54,400

31

15

46
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Diagram 32. Applicants vs Job Openings: Healthcare

OCCUPATIONAL CATEGORY
Licensed Practical and Licensed Vocational Nurses
Personal and Home Care Aides
Pharmacy Technicians
Medical and Health Services Managers
Nursing Instructors and Teachers, Postsecondary
Medical Records and Health Information Technicians
Physician Assistants
Respiratory Therapists
Medical and Clinical Laboratory Technologists
Family and General Practitioners
Radiologic Technologists and Technicians

APPLICANTS

OPENINGS

14
44
5
7
0
7
0
0
1
0
1

66
68
22
17
9
15
6
6
7
5
4

Source: CHMURA
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Job Growth Trends in Education Sectors for Broome-Tioga and Nationally: 2012 – 2022
Diagram 33. Projected Job Growth Trends: Education, Training, and Library Sector
9,437
2012 Jobs

9,120
2022 Jobs

-317
Change (2012-2022)

-3.4%
% Change (2012-2022)

Diagram 34. Projected Job Growth as Compared to National Trends

Broome-Tioga
Nation

2012 Jobs

2022 Jobs

Change

9,437

9,120

-317

33.4%

9,168,282

10,179,726

1,011,444

11.0%

Source: EMSI. New York State Department of Labor. Division of Research and Statistics.
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Diagram 35. Average Annual Wages: Education
Title

Mean

Entry Level

Experienced

NYS Mean

USA Mean

Education Administrators, Elementary and
Secondary School

$86,100

$65,200

$96,600

$120,800

$95,400

Education Administrators, Postsecondary

$105,800

$59,600

$129,000

$114,400

$105,800

Elementary School Teachers, Except Special
Education

$58,400

$47,900

$63,600

$77,300

$59,000

Middle School Teachers, Except Special and
Career/Technical Education

$59,600

$47,000

$65,800

$78,100

$59,800

Secondary School Teachers, Except Special and
Career/Technical Education

$64,300

$49,200

$71,800

$81,400

$61,400

Substitute Teachers

$37,200

$27,600

$42,100

$36,800

$30,900

Teacher Assistants

$22,100

$19,000

$23,700

$28,400

$27,100

Source: JobsEQ, Data as of 2017Q1

Diagram 36. Ten Year Forecast: Education
Job Category

Employed

Average
Wage

10-year
Replacement

10-year
Growth

Replacement

Teacher Assistants

976

$22,100

220

-56

165

Elementary School Teachers, Except Special Education

886

$58,400

179

-52

127

Secondary School Teachers, Except Special and
Career/Technical Education

682

$64,300

154

-40

114

Substitute Teachers

626

$37,200

126

-36

90

Janitors and Cleaners
Middle School Teachers, Except Special and
Career/Technical Education

534
417

$25,000
$59,600

103
86

-31
-24

72
62

Education Administrators, Postsecondary
Education Administrators, Elementary and Secondary
School
Childcare Workers

193
169

$105,800
$86,100

57
49

-11
-10

47
39

108

$22,300

39

-6

33

Source: JobsEQ, Data as of 2017Q1
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Transportation and Warehousing
The Transportation and Warehousing industry sector in Broome County has a significant economic impact, totaling more than $13 million annually. The
manufacturing sector currently employs 2,154 people in all related jobs; however, that number is expected to increase to more than 2,500 in the next
three years. Average annual wages in this sector are $43,051. demand will be the most significant need for employers moving forward, with a forecast to
replace an estimated 1,700 over the next ten years. 12
Diagram 37. Projected Job Growth as Compared to National Trends: Transportation and Material Moving

Broome-Tioga
Nation

2012 Jobs

2022 Jobs

Change

9,437

9,120

-317

33.4%

9,168,282

10,179,726

1,011,444

11.0%

Note: This data does not take into consideration the recent announcement of Dick’s Warehouse and Distribution Center that is expected to create 500 new jobs.

12

JobsEQ. Data as of 2017Q1.
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Diagram 38. Average Annual Wages: Transportation Warehousing, Distribution
Job Category

Local Wage

National Wage

Stock Clerks and Order Fillers
Automotive Service Technicians and Mechanics
Managers, All Other
Shipping, Receiving, and Traffic Clerks

$24,900
$36,400
$89,300
$31,800

$26,700
$41,400
$112,200
$33,200

First-Line Supervisors of Mechanics, Installers, and Repairers

$59,300

$66,700

Cleaners of Vehicles and Equipment
Packers and Packagers, Hand

$27,100
$28,500

$24,700
$24,400

Production, Planning, and Expediting Clerks
Laborers and Freight, Stock, and Material Movers, Hand
Light Truck or Delivery Services Drivers

$51,700
$25,000
$31,000

$49,000
$28,700
$34,800

First-Line Supervisors of Helpers, Laborers, and Material Movers, Hand

$45,900

$50,200

Industrial Truck and Tractor Operators

$38,400

$34,300

Heavy and Tractor-Trailer Truck Drivers

$38,400

$43,600

Transportation, Storage, and Distribution Managers

$96,300

$97,600

First-Line Supervisors of Transportation and Material-Moving Machine and Vehicle Operators

$57,000

$59,800

Source: JobsEQ, Data as of 2017Q1

Diagram 39. Real Time Openings: Transportation, Warehousing, Distribution
Title

Post Count

Heavy and Tractor-Trailer Truck Drivers

137

Laborers and Freight, Stock, and Material Movers, Hand

46

Managers, All Other

26

Light Truck or Delivery Services Drivers

8

Bus Drivers, Transit and Intercity

2

Loss Prevention Managers

2

Railroad Conductors and Yardmasters

2

Supply Chain Managers

1

Security Managers

1

Source: JobsEQ, Data as of 2017Q1
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Job Growth Trends in Production Occupations for Broome-Tioga and Nationally: 2012 – 2022
Manufacturing in Broome County has a significant economic impact, totaling more than $25 million annually. The manufacturing sector currently
employs approximately nine percent of Broome County’s employment base. Average annual wages in manufacturing are $63,486. The manufacturing
industry has seen the most significant reduction in workforce since 2012, losing more than 1,900 jobs. Replacement demand will be the most critical need
for employers moving forward, with a forecast to replace an estimated 1,700 over the next ten years. 13
Diagram 40. Projected Job Growth: Workers in Direct Production Jobs
6,785
2012 Jobs

5,598
2022 Jobs

-1,187
Change (2012-2022)

-17.5%
% Change (2012-2022)

Diagram 41. Projected Job Growth as Compared to National Trends: Production Occupations

13

JobsEQ. Data as of 2017Q1.
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Diagram 42. Average Annual Wages: Engineering, Design and Production
Title

Mean

Entry Level

Experienced

NYS Mean

USA Mean

Managers, All Other

$89,300

$43,400

$112,300

$121,600

$112,200

Industrial Engineers

$74,700

$49,500

$87,300

$86,300

$88,500

Industrial Machinery Mechanics

$51,800

$34,000

$60,600

$54,800

$51,900

Computer-Controlled Machine Tool Operators, Metal and Plastic

$31,500

$23,400

$35,500

$36,700

$39,600

Machinists

$41,700

$31,000

$47,000

$44,500

$43,200

Welders, Cutters, Solderers, and Brazers

$31,600

$24,900

$34,900

$46,300

$42,500

Inspectors, Testers, Sorters, Samplers, and Weighers

$32,300

$22,300

$37,200

$42,000

$40,300

Packaging and Filling Machine Operators and Tenders

$39,900

$25,000

$47,300

$31,800

$30,900

Semiconductor Processors

$40,900

$25,300

$48,700

$45,200

$37,900

Laborers and Freight, Stock, and Material Movers, Hand

$25,000

$19,900

$27,600

$30,300

$28,700

Top Ten Manufacturing Occupations (Demand)

$38,600

$26,500

$44,600

$46,000

$42,600

Total - All Occupations

$45,600

$31,000

$52,800

$58,000

$49,300

Source: JobsEQ, Data as of 2017Q1

Approximately 43 percent of employees in manufacturing are employed in the following job titles. Within these occupations, median wages are $39,700.
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Diagram 43. Projected Demand: Engineering, Design and Production
Title

Current
Employment

Regional
Average Wage

10-Year
Replacement
Demand

10-Year Growth
Demand

10-Year Total
Demand

Machinists

248

$41,700

68

-11

57

Computer-Controlled Machine Tool Operators, Metal and Plastic

111

$31,500

34

3

37

Semiconductor Processors
Laborers and Freight, Stock, and Material Movers, Hand
Industrial Machinery Mechanics

109
181
75

$40,900
$25,000
$51,800

58
53
19

-22
-30
0

36
23
19

Industrial Engineers
Packaging and Filling Machine Operators and Tenders
Inspectors, Testers, Sorters, Samplers, and Weighers
Welders, Cutters, Solderers, and Brazers
Managers, All Other
Team Assemblers

116
73
245
90
46
397

$74,700
$39,900
$32,300
$31,600
$89,300
$32,100

34
25
60
28
24
86

-16
-8
-44
-12
-11
-73

18
17
16
15
13
13

Mechanical Engineers
Food Batchmakers
Helpers--Production Workers
General and Operations Managers
Industrial Truck and Tractor Operators
Multiple Machine Tool Setters, Operators, and Tenders, Metal and
Plastic
Plating and Coating Machine Setters, Operators, and Tenders,
Metal and Plastic
Grinding, Lapping, Polishing, and Buffing Machine Tool Setters,
Operators, and Tenders, Metal and Plastic
Packers and Packagers, Hand
Dental Laboratory Technicians
Maintenance and Repair Workers, General
Industrial Production Managers

89
51
104
154
75
52

$90,400
$33,400
$25,800
$102,600
$38,400
$31,800

27
14
30
37
20
17

-17
-4
-21
-28
-11
-9

10
10
9
9
9
8

254

$29,700

79

-71

8

35

$32,600

18

-10

8

69
30
88
45

$28,500
$44,200
$35,300
$94,300

17
7
21
14

-10
-1
-15
-8

7
7
7
6

Source: JobsEQ, Data as of 2017Q1
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Diagram 44. Production: Real Time Job Openings
Title

Post Count

Laborers and Freight, Stock, and Material Movers, Hand

46

Managers, All Other

26

Inspectors, Testers, Sorters, Samplers, and Weighers

15

Machinists

13

Computer-Controlled Machine Tool Operators, Metal and Plastic

12

Welders, Cutters, and Welder Fitters

11

Industrial Engineers

6

Industrial Machinery Mechanics

6

Loss Prevention Managers

2

Semiconductor Processors

2

Supply Chain Managers

1

Security Managers

1

Source: JobsEQ, Data as of 2017Q1

Diagram 45. Production: Real Time Job Openings
Title

Post Count

Laborers and Freight, Stock, and Material Movers, Hand

46

Managers, All Other

26

Inspectors, Testers, Sorters, Samplers, and Weighers

15

Machinists

13

Computer-Controlled Machine Tool Operators, Metal and Plastic

12

Welders, Cutters, and Welder Fitters

11

Industrial Engineers

6

Industrial Machinery Mechanics

6

Loss Prevention Managers

2

Semiconductor Processors

2

Wind Energy Operations Managers

1

Supply Chain Managers

1

Security Managers

1

Source: JobsEQ, Data as of 2017Q1
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Information Technology
Diagram 46. Average Annual Wages
Mean

Entry Level

Experienced

NYS Mean

USA Mean

Managers, All Other

Title

$89,300

$43,400

$112,300

$121,600

$112,200

Computer Systems Analysts

$83,800

$57,400

$97,000

$98,100

$91,600

Software Developers, Applications

$87,600

$52,000

$105,400

$113,100

$104,300

Web Developers

$69,700

$38,300

$85,300

$81,100

$72,200

Source: JobsEQ, Data as of 2017Q1

Diagram 47. Demand Projection
Title

Current
Employment

Regional
Average
Wage1

10-Year
Replacement
Demand

10-Year
Growth
Demand

10-Year
Total
Demand

Software Developers, Applications

78

$87,600

12

7

20

General and Operations Managers

33

$102,600

8

-5

3

Software Developers, Systems Software

32

$107,200

4

-2

2

Computer Programmers

16

$88,400

4

-2

2

Management Analysts

14

$80,700

2

-1

1

Operations Research Analysts

3

$91,300

1

0

1

Information Security Analysts

6

$99,200

1

0

1

Source: JobsEQ, Data as of 2017Q1
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Skilled Trades and Construction
The Skilled Trades and Construction industry employs more than 4,000 people in Broome County, with median annual wages of $55,173. There are an
estimated 2,700 who are directly involved in practicing a skilled trade or are laborers in the construction field. The Construction industry has lost 236 jobs
over the last five years, and overall new growth is expected to remain flat. The most significant need for the industry will be in replacement demand for
aging workers.

Diagram 48. Average Annual Wages
Title

Mean

Entry Level

Experienced

NYS Mean

USA Mean

Construction Managers

$92,600

$54,400

$111,700

$121,000

$99,500

Supervisors of Construction and Extraction Workers
Carpenters
Construction Laborers

$64,800
$42,500
$42,500

$44,600
$30,500
$24,700

$74,900
$48,600
$51,400

$85,200
$61,900
$48,100

$68,000
$48,300
$37,900

Operating Engineers and Other Construction Equipment Operators

$69,200

$39,400

$84,100

$73,300

$50,600

Electricians
Painters, Construction and Maintenance
Plumbers, Pipefitters, and Steamfitters
Roofers
Heating, Air Conditioning, and Refrigeration Mechanics and
Installers

$53,500
$43,600
$46,600
$35,700
$51,900

$31,300
$28,900
$28,400
$25,700
$32,500

$64,600
$50,900
$55,800
$40,800
$61,600

$73,000
$51,000
$76,800
$62,900
$55,700

$56,700
$41,500
$56,000
$42,100
$48,300

Diagram 49. Projected Demand
Title

Employment

Avg. Annual
Wages

10-Year Replacement
Demand

10-Year Growth
Demand

Construction Laborers

682

$42,500

170

28

Electricians
Roofers
Heating, Air Conditioning, and Refrigeration Mechanics and Installers
Plumbers, Pipefitters, and Steamfitters
Operating Engineers and Other Construction Equipment Operators
Supervisors of Construction and Extraction Workers
Painters, Construction and Maintenance
Construction Managers
Carpenters

335
98
223
232
205
273
145
156
484

$53,500
$35,700
$51,900
$46,600
$69,200
$64,800
$43,600
$92,600
$42,500

56
18
37
34
33
24
40
33
78

13
4
4
3
2
-1
-3
-8
-18
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Diagram 50. Real Time Job Openings
Title

Post Count

Construction Laborers

29

Painters, Construction and Maintenance

9

Roofers

7

Heating and Air Conditioning Mechanics and Installers

7

Construction Carpenters

7

Operating Engineers and Other Construction Equipment Operators

6

Electricians

4

Construction Managers

4

First-Line Supervisors of Construction Trades and Extraction Workers

4

Plumbers

4

Pipe Fitters and Steamfitters

3

Rough Carpenters

2
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Private Sector Perspective
Twenty-one major employers representing target industry sectors in the Broome County work shed and five agency and stakeholder groups were
interviewed on a one-on-one basis during the 4th Quarter of 2016. Each participate was asked to share their perspective on issues and challenges related
to the quantity and quality of the current local workforce, retention, the pipeline of workers for the next 3-5 years, and attracting the best talent from
outside the area. The responses were relevant to the various job classifications; however, the answers remained consistent.

Quantity and Quality of Existing Workforce


To varying degrees, the twenty-one major employers pointed to workforce as a top issue and priority for the future. They pointed to the fact that the
labor force pool is shrinking due to aging of the workforce, outmigration of the younger segment of the local population and lack of in-migration of
new talent. This situation is true for all job classifications ranging from production workers to technical professionals to healthcare workers.



Several companies are beginning to replace retiring workers and simultaneously seeking workers to support expansion. Several employers are
competing from a rapidly shrinking pool of qualified workers, which in some cases is resulting in workers jumping from job to job to take advantage
of a better wage or benefit package. This is most prevalent in the healthcare and manufacturing sectors.



Middle to upper management and workers in professional positions are more stable; however, it is more difficult to replace them due to retirement
or being recruited from a company outside of the area. Employers expressed serious concerns about replacing top management in the next five years
as many are slated for retirement. There is not a local pool to recruit from, and successfully securing a top-notch person from outside the area is
challenging.



Several of the major employers shared a common concern about the challenge they face attempting to find people with a strong work ethic and
willingness to be part of a team.



The biggest gaps in hiring and retaining quality workers are in production and the full-range of healthcare jobs. The employers are not only
concerned about meeting existing demand for products and services, but are quite concerned about their limited capacity to meet future demand
without an adequate workforce. In some cases, this will impact their decision to invest in expansion or possibly relocate to another geographic
region where there is a larger and more qualified workforce pool.



The cost of employee acquisition and retention is growing disproportionately. Much of this challenge is related to a high turn-over in several hourly
jobs, ranging from manufacturing to healthcare, and the need for constant training of new workers.



Many employers commented that it is becoming more difficult to find stable and career driven workers. They attribute this issue to several factors
ranging from a change in work ethic to drug and alcohol abuse. It was particularly noted that the younger work force is averse to manual labor,
regardless of the industry sector.
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Retention of Existing Workers
 Recent changes in the county bus routes and schedules pointed out as a major issue for persons with hourly and production jobs who rely on this
mode of transportation; particularly those who work the night shift.


Many employers conduct their own workforce training on an internal basis. They are satisfied with the training offered by BOCES and SUNY Broome,
but believe the training programs need to be more accessible to students; particularly tuition assistance.



Several interviewees expressed frustration with employees who are jumping from job to job and not staying after a company makes a sizeable
investment in their training. The employers attribute this to a shrinking workforce pool that enables job jumping.

Pipeline for the Future
 Employers expressed concern about the shrinking pool and anticipate the pipeline for the future is not adequate to neither meet existing nor future
workforce needs. Unless there is a major effort to reverse the tide, several employers expect continued out-migration that is not being replenished
with new talent from outside the area.


The issue of an aging workforce that will be retiring in the next five years and a shrinking pool of prospective employees was named as a top issue by
many of the major employers interviewed. This concern applied across industry sectors and job categories; from production workers to healthcare
providers to educators to top management. Several commented this is not an issue for the future; but rather “we’re behind the 8-ball right now.”



A common theme shared by those interviewed was concern about lack of a strong “breeding ground” for young talent.



Several employers commented about the importance of having a well-qualified pool of workers to fill jobs that do not require a college degree.
Several commented that students in K-12 are receiving inappropriate advice about the career options and opportunity for high paying jobs in a wide
range of fields; but rather are being advised to seek a college degree.



Employers in education and healthcare are facing an issue of increasing government mandates for employee licensing and levels of education (i.e.,
master’s degree). The pool of qualified persons who meet these requirements is shrinking and it is becoming more difficult to recruitment from
outside the area. Consequently, these employers are forced to limit the scope of programs and service offerings.



BOCES was complemented for its career days/fairs with a focus on topics such as manufacturing jobs. Employers would like to see this type of effort
expanded; however, many employers commented about the importance of growing apprenticeships, internships and other programs at all level of
the K-12 and BOCES pipeline to engage the youth early and gain their commitment to remain in the area.



Most employers commented about the importance of basic skills to all jobs; specifically, decision-making and problem-solving skills, as well as
commitment to a task until it is successfully completed. Several commented they find this lacking in many young employees.
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Both employees and educators noted that workers/students lack the basic math, English,
reading and personal worker skills coming out of the K-12 pipeline.
Some employers are concerned about students not having access to financial resources
necessary to secure credentials or licensing. In some cases, traditional student loan
programs are ill designed to provide loans for specialty training. For example, government
student loans may not be used for training to secure licensing to drive a tractor trailer.

Recruitment and Attracting the Best Talent
 Regardless of the industry sector, many employers stated they are facing critical workforce
issues both now and long-term that require expansion of the county’s existing workforce;
whether it is hourly skilled production workers, healthcare workers, top management,
technical or professional.

Competitive Market for the
Best Talent
College students are enjoying the longest run
in job growth in decades. The current stretch
of seven continuous years of bachelor’s
degree growth surpasses the chaotic run

between 1996 and 2000. Spurred on by
business growth, turnover, and retirements
this year, job opportunities will expand by 23
percent across all degree levels. The labor
market for bachelor’s degrees is usually the



Need to attract talent is being driven by demand for products and services, rapidly
changing technology, a globally competitive market place, and changing regulatory
environment.

leadoff for other degrees; this year, however,
jobs for associate’s, MBAs, and master’s
degrees are also pushing ahead. Business
cycles always make corrections, but for now





Several employers are actively engaged in recruiting workers from a 50-mile radius, as well
as national searches for top management and technically skilled talent. They are finding it
difficult to compete with nearby communities such as Syracuse, as well as major
metropolitan areas.
Many employers commented that even if they are successful in securing top talent, many
leave within 18-24 months to find a position in a more vibrant community that offers
entertainment and wide-variety of ethnic restaurants, higher wages and multiple
employers that allow them to change jobs without having to leaving the community.

those preparing to graduate have
opportunities. The college labor market can
only be described as fast, churned up, and
competitive. Companies are competing for
qualified candidates, and graduates are
competing for jobs.
Michigan State University
Collegiate Employment Research Institute
Recruiting Trends Report: 2016-17



Quality of housing is important to young families and millennials, and a lack of adequate
and affordable ownership and renting options can deter jobseekers. At first glance, the
cost of living appears to be attractive; however, the high property taxes and investment
required to update the older housing stock out-weighs the purchase price and it quickly turn to a negative.



Employers named the following factors as the primary deterrents to successfully recruiting top candidates from outside the area: image
and visibility, vibrancy, housing and property taxes, and competitive wages.
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Perspective of the Workforce Pool
Focus Groups
Fifteen focus groups were held during the first half of 2017. The detailed summary of the
feedback received in located in Appendix D.

The focus groups provided something that the other analysis did not; that is, the real-time
perceptions and opinions from people living and working in Broome County now. The Task
Force recognized it as a unique opportunity to turn the feedback into positive and proactive
initiatives for the Broome Talent Task Force. Below are the top ideas that were generated.

Career Opportunities








Binghamton University Students
SUNY Broome Students
BOCES – New Visions Academy Students
BOCES – CTE Students
Young Professionals: “Comebacks” and “Transplants”
Medical Technology Professionals
Trades
Job Seekers
Nursing Professionals
Binghamton Broome Anti-Poverty Initiative
BC Urban League / NAACP
Local College Students
High School Students

Need for single-source posting of job opportunities with digital/social feed
(broomeisgood.com)
Advertising of real jobs that exist NOW
Expand existing programs that put high school students into local businesses (e.g. New Visions)
Create co-op opportunities that provide paying jobs for local students
Create a job-shadowing program for the trades to counter regulatory challenges
Stronger summer programs for both high school and college students to gain experience
Stronger apprenticeship programs for women and minorities

Quality of Life







Create more indoor recreation opportunities – adult sports leagues, rock climbing, social gathering spaces
Develop riverfront and more walking, biking paths
Beautify gateways into Binghamton, Johnson City, Endicott
Beautify and brand neighborhoods to attract first-time homebuyers
Better promotion of things to do in the area
Capitalize on “foodie” aspect of the community – Taste of Broome mega-event like in larger cities

Below is a summary of the strengths, weaknesses, opportunities and threats heard from the focus group participants. Understanding these dynamics
provided the Task Force with insights about the need to enhance the county’s image, promote job and career opportunities, and strengthen the quality
of life in target areas such as housing.
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The following are the quality of life factors of most significance to the current and prospective workforce.
Strengths
 Strong sense of community
 Beautiful landscapes and natural resources
 Affordable cost of living
 Amazing local restaurants
 Housing is affordable but quality is low
 Wanted to put kids in school here
 Childcare is more affordable
 Great volunteer opportunities
 Quality arts and recreational activities
 Accessible health care

Weaknesses
 Negative perception of the community
 Increasing crime
 Lack of good retail shopping
 Limited recreation opportunities for high school / college students
 High property taxes for what you get
 Lack of modern rentals – those we do have are restricted to students
 Lack of gathering spaces downtown; i.e. green spaces or indoor
markets

Opportunities
 Build more housing targeted toward young professionals and recent
college graduates
 Create more indoor recreational activities – i.e. rock climbing
 More events in public parks – festivals, concerts, movies
 Ride sharing will benefit the area
 Executive apartments
 Branding neighborhoods to attract young professionals and
 empty-nesters
 Better marketing of existing events
 More adult sports leagues
 Better riverfront development

Threats
 Increasing crime and drug activity
 Continued negative news stories
 Decreasing quality of housing stock (not prices)
 Lack of non-transferrable jobs
 Perception that there are no jobs
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Following are the most significance career opportunity factors for the current and prospective workforce.
Strengths
 Short commute
 Got a better offer here than I had in a larger city
 Affordable cost of living
 Not enough child care
 Can make enough money to buy a home
 Great companies located here
 Small businesses willing to “stick it out”
 Can work remotely very easily

Weaknesses
 Wages aren’t competitive /Wage competition within industries
 If you don’t know someone, you can’t get a job here
 If you are not in a specific field, it’s hard to find a job
 No summer programs to keep college students in the area
 Legal restrictions keep certain students unable to do internships
until age 18 (i.e. skilled trades, heavy equipment)
 Some professional associations don’t have chapters in the area
 Companies don’t come into the schools enough to meet with
students
 No help paying for more education
 “Once people find out I’m a BU student, they assume I’ll leave”

Opportunities
 Offer more summer internships that provide housing
 Get engaged with BU students earlier – freshman, sophomore year
 Job shadowing programs in trades, construction
 Younger professional rentals
 Executive apartments
 Build stronger networking / professional associations
 Opportunity is there – if you “know where to look”

Threats
 Increasing crime and drug activity
 Continued negative news stories
 Decreasing quality of housing stock (not prices)
 Lack of non-transferrable jobs
 Perception that there are no jobs
 Students don’t feel engaged early enough by local companies
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Community and Economic Development Indicators
Lower average wages in key population centers. The average wage in Binghamton across all
industries was just over $41,700 in 2015 — below the average wage for the region and far below
the average for the state. Elmira’s average wage of $44,000 was nearly in line with the regional
average. Steuben had the highest average wage of all the larger sub-regional economic areas at
$52,600, while Ithaca had an average wage of $49,100. Competitive wages are essential for
attracting talent and population, and represent an even more critical need for the Southern Tier’s
urban areas. (QCEW, 2015)
Underemployed workers. Most attention is paid to the unemployed portion of this number, and not
enough to the underemployed and the inactive portions, which make up the majority of untapped
human potential.
Vulnerable and hard-to-place workers. There were 101,987 people living in poverty in the
Southern Tier in 2014, with an average labor force participation rate of 30%, slightly above the state
level (29%). The average unemployment rate among those living in poverty was 25%, compared to
an unemployment rate of 8% for all socio-economic groups. Broome and Tompkins counties had
the largest number of individuals living below the poverty line, 33,529 and 18,438, with
unemployment rates of 29% and 14% among this population, respectively. Steuben and Chenango
counties have the highest rates of unemployment among those living in poverty, 31% and 30%.
This compares to the statewide rate of 30%. (2010-2014 American Community Survey 5-Year
Estimates)

Labor Supply: A Growing
Driver of Location
The relationship between labor supply and
location is only growing more important. “As
headcounts in today’s modern fulfillment
centers rise, labor considerations are
increasingly prioritized above real estate cost
and attributes in decision-making, and
sometimes trump distribution costs and
service drivers. These trends favor labor
markets offering better-suited demographic
profiles and low to modest competitive
demand to facilitate staff ramp-up and labor
sustainability,” according to Keith Gendreau,
Director of Strategic Consulting in Cushman
& Wakefield’s Logistics & Industrial Service
Line.
Source: Cushman & Wakefield
Logistics & Industrial Service Newsletter
July 2017

Gap Between Job Requirements and Skills. Educational systems have not kept pace with the
changing nature of work, resulting in many employers saying they cannot find enough workers with the
skills they need. In a McKinsey survey of young people and employers in nine countries, 40 percent of employers said lack of skills was the main reason for entrylevel job vacancies. Sixty percent said that new graduates were not adequately prepared for the world of work. There were gaps in technical skills such as STEM
subject degrees but also in soft skills such as communication, teamwork, and punctuality. Conversely, even those in work may not be realizing their potential. In a
recent global survey of job seekers conducted by LinkedIn, 37 percent of respondents said their current job does not fully utilize their skills or provide enough
challenge.
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Impact of National Trends: Who, What and Where Are the Competition for Talent
Nearly 40 percent of American employers say they cannot find people with the skills they need, even for entry-level jobs. Almost 60 percent complain of lack of
preparation, even for entry-level jobs. On the other hand, this “skills gap” represents a massive pool of untapped talent, and it has dire consequences, including
economic underperformance, social unrest, and individual despair.
Communities nation-wide are facing a dilemma much the same as Broome County; that is, the shifting demographics. The primary issued shared throughout the
country is the looming retirement of “baby boomers” and the workforce needs their exodus will create. The US Department of Labor forecasts that 60 percent of
the job openings in 2020 will be for “replacement of retirees.”
Many of these jobs will require skills that new recruits my not possess. The shift from the industrial economy to the knowledge-based economy will continue to
increase and have an impact on the training and qualifications of the workforce. For example, the country is experiencing a rebirth in manufacturing. Although
not a significant increase in the number of jobs is anticipated, these jobs will require new and more advanced skills that stem from technological advancements
that have changed the nature of the work.
Industry sectors such as healthcare, engineering, transportation, warehousing and distribution, and education are
growing and there is competition nation-wide for the best talent. A recent Kiplinger’s Report rated the top ten
jobs in the fields projected to expand over the next decade and offer top wages. 14













14
15

Elevator installer
Commercial pilot
Electrical power-line installer
Office support supervisor
Industrial machinery mechanic
Computer user support specialist
Surgical technologist
Licensed practical nurse
Self-enrichment education teachers
Dental assistant
Home health aide



App developer



Nurse practitioner



Information security analyst



Computer systems analyst



Physical therapist



Market research analyst



Medical sonographer



Dental hygienist



Operations research analyst



Health services manager

Kiplinger also has identified the top jobs that do not require a college degree and offer the opportunity to
earn a competitive wage. It is important to note that these professions require some additional training,
certification or work experience to get started, but do not require a bachelor’s degree to ensure career
success.15

Kiplinger’s Best Jobs for the Future. July 2017
Kiplinger’s Best Jobs Without a College Degree. July 2017
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Focus on Warehousing and Transportation Industry
Among the most competitive employment markets is heavy and tractor trailer drivers. Over 890,000 new drivers will be hired over next 10 years; an average of
89,000 per year. The gap between supply and demand is forecasted at 175,000 – 200,000; and 45% of new hires will be replacing retiring drivers. The number of
25-to-34-year-olds has dropped by 50% in past decade.
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What is the situation in Broome County?
Heavy and Tractor-trailer Drivers
Currently employed: 1,125
Unemployed: 55
Current Job Postings: 140
Projected New Jobs: 200
Replacement in Next 8-10 Years: 300
Average Annual Wage: $40,000
Focus(competitive
on Skilledwith
Trades
national wages)







Handling and Materials Movers







Currently employed: 1,565
Unemployed: 55
Current Job Postings: 46
Projected New Jobs: 200
Replacement in Next 8-10 Years: 675
Average Annual Wage: $25,000

Warehouse Managers







Currently employed: 400
Unemployed: 3
Current Job Postings: 30
Projected New Jobs: 40
Replacement in Next 8-10 Years: 275
Average Annual Wage: $89,300
(competitive with national wages)

National Perspective: Warehousing and
Transportation Industry Growing Strong
As of Q1 2017, online sales make up 8.5% of total U.S.
retail sales, which is twice the proportion it was in Q1 2010.
Factoring out the sale of items not normally purchased
online such as fuel, automobiles and sales in bars and
restaurants, eCommerce accounts for 11.7% of retail sales.
With the growth in eCommerce, the supply of and demand
for industrial warehouse space has been growing rapidly.
In the three years ending in 2016, the supply of industrial
product increased by 550.3 million square feet), which was
well below the growth in demand (i.e., net absorption) over
that same time (825.5 MSF). Increases in industrial space
have driven growing demand for employees to operate
warehouse distribution centers. In the past twelve months
ending in June 2017, the Bureau of Labor Statistics
estimates that Transportation and Warehousing
employment grew by nearly 97,200 jobs, which represents
an increase of 2.0%.
As job growth has taken place, wages have also started to
accelerate. For the past five quarters, the BLS’s employee
cost index (ECI) has increased at a faster pace for
transportation and material moving occupations than has
the ECI for all civilian workers. In fact, the transportation
and material moving ECI had its largest quarterly increase
of the century in Q1 2017. Despite these increases, the
most common position – manual / hand laborers moving
freight, stock, and other materials (2.6 MM employees in
2016) – has one of the lowest wages among the various
transportation and material moving occupations. In 2016
the median hourly wage was $12.49.
Source: Logistics and Industrial Services Market Notes. Cushman
& Wakefield. August 8, 2017.
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Highlights of the Workforce Situation Analysis
Broome County at the Crossroads
The weak labor supply conditions are a result of the
converging effects of population losses including outmigration, an aging and shrinking labor force, and
lessened demand for workers over time. Both recruitment
to fill new jobs and replacement of the existing workforce
are quickly becoming critical issues for many employers. The stakeholder partners must focus
on this chronic problem if Broome County is to be successful in achieving a strong and
sustainable economy.

Broome County stands at the threshold of its
next economic era, facing weak labor supply
conditions and growing challenges that have
the potential for long-term impact.


4,859 vacant positions



5,000 employable people without jobs



5.3% unemployment rate (July 2017); #50
among 62 counties in NYS

1.

2.

3.

4.

Population in the Binghamton MSA (Broome and Tioga counties) declined 2% between
2010-2015 to 246,020. Broome County’s population declined from 212,160 in 1990 to
200,018 in 2015.16 Further decline to 199,053 in 2025 and 192,835 by 2040 are projected.
The unemployment rate was 7% in September 2015, as compared to 9.6% in the five years
before. In July 2017, it was 5.3%. Although lower than previous years, this still translates into
the Binghamton MSA having among the highest rate of unemployment in the state.
Broome County is experiencing a higher rate of labor force shrinkage that other counties in
the region. Broome and Chemung counties lost the most at 10% during the past 5 years;
and Broome County was the only large county in NYS to experience a net job loss in 20142015 with a decline of 1.2%.
Over the past decade, Broome County has experienced a labor force decline from 122,300 in
2006 to 107,770 in 2015 to 96,246 in 2017Q1. This compares to 1990 when the labor force
was 131,000.



Labor force participation rate of 58.7%;
compared to 63.3% at both the national and
state levels



Workforce has declined from 122,300 in 2006
to 107,770 in 2015 to 96,246 in 2017Q1



Drop of 8,156 in past 5 years among prime
working age persons



Most job openings in 2010-2020 will be
replacement openings due to aging



Population is projected to decline to199,053

in 2025 and 192,835 by 2040 due to outmigration and an aging population


30% of the workforce will need to be
replaced in the next 5-8 years due to aging



Most industry sectors are witnessing an aging
workforce such as healthcare where 25% of

5.

The number of prime working age persons dropped 8,156 (10.8%) between 2010 and 2015.
The current count is 67,372, down from 75,528 in 2010.

employees are over the age of 55


17.2% of the population lives in poverty as
compared to the national rate of 13.5%



NYS regulations act as barriers; ranging from
K-12 curriculum to on-site work experience

16

US Census. American Fact Finder. Quick Facts. 2015

Broome County Workforce & Talent Attraction Plan 2017-2020
The Agency

and tractor trailer driver licensing

September 2017

80
6.

7.

8.

9.

The work force is aging. Those ages 45-64 account for 26% of the population, and the
senior population is at 17% and growing. The issue of an aging workforce to be replaced is
highlighted by the concentration of workers age 55+ in each of these sectors: Education
with 30%; Healthcare Professional sector with 25%, Transportation and Material Handling
with 25%, and Engineering with 30%.
The cost of employee acquisition and retention is growing disproportionately. Much of this
challenge is related to a high turn-over in several hourly jobs, ranging from manufacturing
to healthcare, and the need for constant training of new workers.
Due to the aging population and anticipated retirements over the next five years, the NYS
Department of Labor projects most job openings in 2010-2020 will be replacement of
workers. The replacement of an estimated 30% of the workforce over the next 5-8 years will
put added stress on the weak labor supply. Several companies are beginning to replace
retiring workers while seeking new workers to support expansion; and are competing from a
rapidly shrinking pool of qualified workers.
In 2017Q1 there were 4,850 job openings in Broome County, with the largest demand in the
field of healthcare with 300 job openings. The county’s school districts are struggling to fill
school teacher positions, and the transportation and warehousing industry demand is

Top Recruitment Issues
Identified by Employers


Shrinking pool of skilled workforce at all
levels



High level of competition for skilled workers



Lack of technical skills among existing
population



Demand for higher salaries, due to the high
rate of competition for skilled workers



Inadequate public transportation (Kirkwood)



Inadequate/appropriate single family and
market rate rental housing to attract new
employees

ramping up quickly as the new Dick’s Distribution Center is set to open in 2018 creating 500
new jobs. This places added pressure on an already tight labor market in these sectors.
10. The immediate and long-term workforce development needs of select businesses in Broome County such as transportation, warehousing and
distribution are being driven by regulatory changes. An increasing consumer demand, rapidly changing technology and a globally competitive
market place require Broome County to address removal of the regulatory barriers to attract and retain a qualified workforce.
11. The forecast for a reduced demand for workers in target industries is based on historic job losses, and does not consider potential for expansion of
existing businesses or an aggressive business recruitment campaign; or recent business development such as the Dick’s Distribution Center project. It
will be important for the newly formed workforce model to be data-driven and closely monitor workforce demand and make adjustment in
communication programs and education/training programs.
12. Middle to upper management and workers in professional positions are more stable; however, it is more difficult to replace them due to retirement
or being recruited from a company outside of the area. Employers are concerned about replacing top management because there is not a local pool
to recruit from, and successfully securing a top-notch person from outside the area is challenging.
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Who Are the Unemployed in Broome County?
There are an estimated 5,000 “employable” people in Broome County who are not working.










50% have transportation issues; no license, no vehicle, on access to public transportation
Childcare
History of convictions (minimum of 22%)
Substance abuse (15%+); can’t pass drug and alcohol tests
Housing (homeless, couch surfing with friends)
Youth ages 16 – 24 (must be out of school and face a barrier to employment; i.e., teenage parents, foster children, etc. Very difficult to reach this
population.
Unemployed partner in a household. Barrier is childcare.
Underemployed; that is working part-time or are making minimum wage.
More than 50,000 Veterans live in the Southern Tier and an estimated 6,100 of them reside in Broome County. Of these, 600 + Veterans are unemployed,
and more are underemployed. Veterans residing in Broome County: 892 ages 18-34; 2,547 ages of 35-54; 2,714 ages 55-64

Barriers and Issues among the Unemployed









Workforce NY has training programs, but there are not any resources to get people to interviews such as transportation
50% of unemployed have transportation issues; no license, no vehicle, on access to public transportation
History of convictions (22%+)
Substance abuse (15%+); can’t pass drug and alcohol tests
NYS regulatory issues
Mental health; depression
Physical disabilities that prevent holding certain jobs
Lack of positions in their academic training fields such as psychology and sociology
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Training and Education
Area businesses complain about lack of worker preparation, even for entry-level jobs. On the other hand, this “skills gap” represents a massive pool of untapped
talent.
The Education and Training Subcommittee undertook an exhaustive inventory of all programs, other than K-12, throughout the county that would support
workforce development. The inventory is included in Appendix B. This inventory of education and training programs reveals that the number of quality of
programs, particularly those offered by SUNY Broome and BOCES, are extensive and targeted at employer needs. The gap is in equipment, faculty and
clinical sites for healthcare education, particularly nursing. In addition, BOCES has the potential to play a key role in introducing persons age 16-24 to
careers with added equipment offering simulation and interactive experiences, particularly for tractor trailer jobs.

Workforce Programs and Services
Broome County has the benefit of a wide range of workforce development programs and services available through agencies such as Broome-Tioga
Workforce NY (see Appendix C); however, gaining easy access is hindered by the current location of the offices, outdated job fair models, limited
technology to support activities such as submission of on-line applications, and lack of state-of-the art training facilities and communication tools that
are in alignment with today’s social media communication channels and tools for interactive learning.
The subcommittee also reported to the Task Force that many programs provide training focused on a particular job or employer need. It also was determined that
many services and programs offered by the Broome-Tioga Workforce are driven by New York State and not customized to meet the needs of Broome County. In
addition, there is a general lack of focus on skills gap and services to youth.
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BEST PRACTICES

Several Best Practices were considered in preparing the strategic priorities and related action items. A detailed description of these Best Practices is included in
Appendix E.

Air Washington
Arizona Pathway to Purchase Down Payment Assistance Program
Baltimore Alliance for Careers in Healthcare
Per Scholas, Bronx, NY
Eastern North Carolina WIN
Employlndy
EMSI’s Career Coach
Enstitute, NYC
Kentucky Regional High Growth Training Center
Lancaster County Workforce Investment Board
Three Rivers PDD Workforce Training Program (Mississippi)
Memphis Bioworks Foundation’s Health and I Training
Mid-Ohio Valley Regional Economic Development Council Workforce
Multivision’s Workforce Development Program
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National Joint Apprenticeship and Training Committee for the Electrical
Industry
North Carolina Strategic Action Plan
Northeastern Maine Workforce Development Board Strategic Plan
Partners for a Competitive Workforce: Southwest Ohio-Southeastern
Indiana-Northern Kentucky
Project QUEST, San Antonio, TX
SCK Launch, Bowling Green, KY
Strive Together: Cradle to Career Network
Toyota’s Advanced Manufacturing Technician Program
Walla Walla Community College
Wisconsin Regional Training Partnership/BIG STEP
WorkHands, San Francisco, CA
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OBJECTIVES AND STRATEGIC PRIORITIES

Overall Objectives







Improve the skill level of the existing workforce
Identify and address the gaps in people and skills
Move unemployed into the workforce
Reverse the out-migration trend and retain existing workforce
Attract new talent
Create a pipeline of new workers to replace retirees

Strategic Priorities
Strategy 1. Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce
Strategy 2. Address workforce shortages in target industries over the next 1-3 years
Strategy 3. Create a Career Path Program for Grades 8-12
Strategy 4. Create a workforce systems model and organizational structure that is stakeholder driven and in alignment with business and economic
development initiatives
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Objectives for Each Strategic Priority
Strategy 1. Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce
 Increase awareness of and accessibility to workforce programs and services
 Developed shared marketing strategies under the umbrella of the Good Life Campaign that promote Broome County as a place to pursue a career
 Coordinate programs among workforce partners to provide clear pathways for persons to secure services and pursue skill and education pathways
 Advocate for change in NYS policies that create barriers such as curriculum development, age restrictions for tractor-trailer drivers, and more.
Strategy 2. Address workforce shortages in target industries over the next 1-3 years
 Enhance programs and increase enrollment in critical career clusters by targeting resources in capital equipment, faculty and other education and
training program needs; particularly in nursing education and tractor trailer training
 Make Workforce Resources and Services Easily Accessible and Exciting Using Cutting Edge Technology
 Reduce out-migration, particularly among members of the prime workforce ages of 18-34
 Motivate former natives to return to Broome County to pursue a career
 Increase employer success in efforts to attract talent to the county
Strategy 3. Create a Career Path Program for Grades 8-12
 Engage interested students directly into career paths beginning in grade 8
 Create opportunities for exposure to career opportunities
 Establish work and life mentoring opportunities
 Recognize that workers with a high school diploma, strong work ethic and commitment to constantly upgrading their skills are just as valuable as those
with a college degree
 Promote retention of youth as future members of the Broome County workforce
Strategy 4. Create a Workforce Systems Model and Organizational Structure that is Stakeholder Driven and in Alignment with Business and
Economic Development Initiatives
 Create a workforce system that is responsive to the changing needs of Broome County’s economy; and are relevant, valuable and easy to access by the
business community
 Coordinate and align partner services and strategies so they remain focused
 Develop a common brand to be used across workforce programs that is recognizable to all businesses, workers, residents and those considering
employment in Broome County
 Use real-time data and employer input to maintain a constant understanding of the Supply-side and Demand-side of the workforce issues
 Routinely monitor progress against objectives and make changes to the strategic plan as needed
 Measure and report on the effectiveness of the workforce development system
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METRICS AND PERFORMANCE MEASURES

Metrics
Quantitative changes over the next three years
 Number of persons securing CDL licensing increases by 50%
 Success is achieved in changing NYS regulations that are barriers to education programs, as well as CDL licensing and new curriculum
 Number of employers involved in BC Talent implementation action activities totals a minimum of 100
 Annual number of unemployed is reduced by 15%
 Number of vacant jobs is reduced by 15%
 5,000 people are actively engaged in the Broome County … It’s a Good Life Program social media tools
Quantitative changes over the next five years
 Outmigration is reduced by 25%
 Annual number of unemployed is reduced by 25%
 Annual job fair participation increases by 25%
 Number of graduates majoring in healthcare professions from SUNY Broome and BOCES increases by 20%
 Number of vacant job postings is reduced by 30%
 Number of participants in apprenticeships and internships is increased by 25%
 Number of high school participants in learn-and-earn, on-site work programs and internships is increased by 20%
 10,000 people are actively engaged in the Broome County … It’s a Good Life Program social media tools
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Performance Measures
Strategy 1. Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce







Good Life Campaign is expanded and ca wide-range of communication tools are created and operational
Central clearinghouse of jobs, internships and apprenticeships is created
Broome-Tioga Workforce application forms are available for submission via an on-line portal
Funding for apprenticeships and training programs is secured via NYSDOL
Traditional “job fair” model is replaced with contemporary models that are intereactive and utilize boot camp tactics
Increased involvement with social, civic and Veteran organizations to reach underemployed and unemployed

Strategy 2. Address workforce shortages in target industries over the next 1-3 years




A Regional Workforce Services and Career Simulation Center is established
A “comeback” campaign is launched
Home-buying program is launched

Strategy 3. Create a Comprehensive and Integrated Career Path Program for Grades 8-12






New and updated curriculum is introduced with a focus on career development and more in alignment with workforce demand
School administrators, counselors and teachers at all levels become knowledgeable about workforce issues, demand fields and resources
A sophisticated career path website is developed for use by teachers, parents and children
Experiential learning outsidee the classroom is increased via mentors, learn-and-earn and on-site work programs, and internships
Regulatory barriers related to curriculum development and off-site work experiences are overcome
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THE ACTION PLAN

Strategy 1. Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality
workforce
1.1 Create dynamic communication channels using cutting edge technology and social media to provide up-to-date information and links
to jobs openings and career paths







Create a centralized website portal under the Good Life banner with links to Broome-Tioga Workforce; a new clearinghouse for job openings,
apprenticeships and internships; information about boot camps and job fairs; asset map and transportation and wrap-around services. Include
videos of a “day in the life” with workers in target job categories, workplace simulations and interactive tools. Link to new career path modules and
other information being developed by the Chamber under Strategy #3.
Create a central clearinghouse of jobs as part of the Good Life Campaign website, and utilize an existing social media tools such as SocialGrad.com
Actively promote Broome-Tioga Workforce programs and services, programs, boot camps, etc. via social media and digital platforms i.e., Facebook
Twitter, Instagram, LinkedIn, etc.
Utilize existing organizations and their communication channels to reach Veterans, women, and persons re-entering the workforce; i.e., Vet Center,
young professionals, Urban League, etc.
Utilize the school districts and their communication channels to communicate with parents, administrators, teachers and school counselors at the
individual school level

1.2 Leverage, expand and aggressively promote existing workforce support programs available through Broome-Tioga Workforce and NYS
DOL to move unemployed and underemployed into workforce





Deliver Broome-Tioga Workforce support services and training utilizing on-line information and application forms, videos and mobile apps
Campaign for infusion of substantial funding for both union and non-union apprenticeships via NYS DOL
Aggressively pursue training grants via NYS DOL (i.e., warehousing)
Collaborate with various Veterans services and organization to move employable Veterans into the workforce pipeline
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1.3 Bring the Job Fair Concept into the 21st century






Conduct “Family Night … Jobs and Careers in Broome County” target and parents and youth in targeted neighborhood hubs or community schools
throughout the county
Conduct non-traditional job fairs “Careers that Don’t Require a College Degree” and/or “Ready for a Career Change” with simulations, presentations
by real workers, etc. (focus on jobs in transportation, production, healthcare, skilled trades).
Replace traditional job fairs with 1-2 day career “boot camps” for jobs in target industries. The boot camp must be practical, including in-person
simulations, interaction with current employees, information about education requirements and apprenticeships, and “serious games” customized to
the workplace, where people can play virtually
Develop programming in collaboration with recommended initiatives in the Greater Binghamton ESPRI plan, and efforts such as the NAACP 1-day
intensive job readiness conference

1.4 Launch an Aggressive Messaging and Local Recruitment Campaign under the Good Life Campaign Focused on the “There Are Jobs”
theme











Maintain the sense of urgency by conducting routine information sessions with business and community leaders via the Chamber of Commerce and
The Agency, superintendents and school boards, civic organizations, not-for-profit community and municipalities
Counter the “no jobs” assumption … utilize new on-line information (Strategy 1.1). Target the 18-36 year old population.
Link Good Life Campaign to existing corporate recruitment efforts
Work with SUNY Broome, BOCES and other 2+2 programs in surrounding counties to conduct messaging program and facilitate direct contact with
students and recent graduates
Target students and career centers at colleges and universities (BU and other SUNY campuses, SUNY Broome, Cornell, Clarkson, etc.) with a
messaging campaign promoting career opportunities in Broome County; also include direct link to Good Life webpage for job, internships and
apprenticeships clearinghouse.
Target female and Veteran populations
Promote image of jobs in transportation (tractor-trailer driver), production and skilled tradesmen as “Totally Cool Jobs”
Focus on messaging in demand jobs in healthcare and professional positions in engineering
Undertake an aggressive joint recruitment program among skilled trade unions, Southern Tier Home Builders Association, and warehouse and
distribution employers. Link with existing promotions such as “Hire Our Heros Campaign”. Consider promotion themes such as “It’s not a man’s
world;” with a sub-focus to attract females

1.5 Take Action to Overcome Barriers to Hiring in Target Industries





Develop creative and competitive hiring packages; i.e., free training for CDL drivers, earn-and-learn training, housing or home buying incentives
Campaign against NYS regulatory restrictions (21 yr. age restriction for CDL drivers)
Address transportation issues that serve as barriers to getting to interviews, job fairs, training and the job
Advocate for an increase investment in anti-drug efforts of government and community service agencies
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Strategy 2. Address workforce shortages in target industries over the next 1-3 years
2.6 Invest in Education Programs and Training Facilities to Accommodate Demand in Target Industries
 Invest in capital improvements to expand healthcare training facilities at SUNY Broome and BOCES
 Support efforts of SUNY Broome and BOCES to address need for additional clinical sites
 Develop tractor-trailer simulator program with BOCES; target 19-20 year olds and coordinate with Broome-Tioga Workforce Elite Program
 Expand Elite Youth Program (16-24 yrs. facing employment barriers). Note: This paid training and job placement program is in collaboration with
Workforce NY, BOCES and CCE and currently focuses on CNA, building trades and teacher aides
 Expand TANIFF summer employment program to include exposure to job opportunities and career paths

B-T

2.7 Make Workforce Resources and Services Easily Accessible and Exciting Using Cutting Edge Technology
 Establish a Regional Workforce Services and Career Simulation Center in the Greater Binghamton area to increase accessibility and create a
dynamic/interactive setting. Consider repurposing a large and highly visible vacant commercial space that offers easy access from major traffic corridors,
convenient public transportation, parking, etc.
2.8 Focus on Retention of 18 – 36 Year Olds
 Expand the Good Life Campaign (Strategy 1.4) to focus on retention of 18-30 age group, involving a range of digital platforms, including online
and mobile; continue “There ARE Jobs in Broome County” campaign focused on this age group


Promote the Excelsior Scholarship Program in collaboration with SUNY Broome and BU



Proactively support initiatives related to the revitalization of commercial districts and neighborhoods
- Leverage NYS funding sources to improve neighborhoods downtown areas via Greater Binghamton Fund
- Establish a home buying incentive program utilizing tools such as the Broome County Land Bank and Greater Binghamton Fund; consider a first-time
home buyer assistance programs to retain both residents and BU students

2.9 Launch a Campaign Under the Good Life Campaign to Attract “Comebacks”
 Promote Broome County’s unique assets to attract and motivate natives living outside the county. Examples: Dick’s Open, Spiedie Fest and LUMA
 Use other social media tools such as LinkedIn to communicate with former residents
 Develop a home buying program in collaboration with the BC Land Bank and Transform Greater Binghamton Fund, and develop a targeted messaging
campaign in collaboration with the Greater Binghamton Association of Realtors
2.10




Support Talent Attraction Activities of Employers
Include a tab or link to the asset mapping under the Good Life campaign banner
Improve downtown and neighborhoods
Provide home buying incentives
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Strategy 3. Create a Comprehensive and Integrated Career Path Program for Grades 8-12
3.3 Programming and Curriculum


Routinely inform administrators, teacher and counselors about their role in the workforce development continuum and resources available
- Superintendent Opening Day Message
- Annual Symposium of school districts to discuss state of the workforce, best practices and share current initiatives with business community
- Annual symposium of school counselors to inform them of “state of the workforce,” demand in career categories and available resources
- Establish "Career Counseling Programs" with trained support staff



Curriculum
- Take a collaborative approach among superintendents, employers, the trades, SUNY Broome and BOCES to develop curriculum. Recommendations
include a Career Education seminar for middle school and 12th grader students, entrepreneurial and mentor-based curriculum, embedding job and
career simulation in curriculum, and routinely engage students in conversation about what would attract them to jobs
- Expand and replicate PTECH
- Purposefully expand STEM education to be in alignment with workforce demand

3.4 Create multiple touch points for direct exposure to career opportunities and transitions to transition to jobs or education


Establish job search and career planning services and tools that are easily accessible and will motivate parents and students to explore careers
- Create a career path website (types of jobs, wages, education/certification, attributes and skills) with links to training, job apps, support services
- Create virtual platforms to share info about jobs, personal attributes and career paths (see Strategy #1)



Increase experiential learning outside the classroom
- Develop additional Learn-and-Earn and on-site work programs using the New Visions model
- Expand opportunities for youth apprenticeships programs
- Expand the summer jobs program using the Windsor School District model
- Conduct summer career/job boot camps in conjunction with Broome-Tioga Workforce. Convert Manufacturing Day into boot camp format, and
replicate for Healthcare, Transportation /Distribution and Skilled Trades.
- Undertake messaging and job shadowing programs targeted at grades 7-12. Include career opportunities that lead to a good quality of life and do not
require a college degree; specifically, the skilled trades, transportation and materials handling, production and healthcare

3.3 Undertake a Multi-pronged Messaging System and Career Path Counseling


Capture stories of recent graduates in both college and non-college career paths for use in the Good Life Campaign and in social media.



Develop a HS student driven program to build pride in Broome County



Promote Excelsior Scholarship Program



Advocate for change in NYS regulations: curriculum, on-site apprenticeships
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Expand participation of life role models and mentors from the business community, and BU and SUNY Broome students

Strategy 4. Create an Integrated Workforce Systems Model and Organizational Structure that is Stakeholder Driven and in Alignment
with Business and Economic Development Initiatives
4.1 An integrated workforce systems model must include several agencies and organizations working together to effectively impact the current
and future demand for qualified workers
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Wrap-around
Services (childcare,
transportation,
support services)

Public Workforce
System: BroomeTioga Workforce
Development Board
and NY Dept of
Labor

Education and Training:
K-12, BOCES, SUNY
Broome, BU, Trade
Associations, BT
Workforce,
Community
Organizations and
Employers

Qualitied Workers
Meeting Employer
Needs and
Expectation

Employers

Leads and LInks:
The Agency and
Chamber of
Commerce

4.2 A central organizational structure is recommended to own, drive and coordinate the overall strategic plan
Successful execution of this strategic plan will require the full buy-in and participation of employers, the economic development agency, business support
and advocacy organizations, education, workforce development agencies, community and support service organizations, and government agencies. A lead
organization should be responsible for seeking financial support, maintaining the overall messaging initiative, coordinating the various initiatives and action
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items with the responsible organizations, monitoring performance against objectives, tracking and understanding real-time data to understand both the
supply and demand side of the workforce needs, and constantly updating the plan.

The K-12 Pipeline Strategy requires further detail of its role and the partners involved in the execution of the related action items.
Curriculum and Programming
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Direct Exposure to Career Opportunities

Messaging and Career Path Counseling
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Lead: Superintendents working hand-in-hand
with Business Leaders
Navigator: GBEOP

Lead and Navigator: Chamber and GBEOP

Lead: Superintendents working hand-in-hand
with Business Leaders

Partners: Superintendents and School Counselors, STEP,
Employers, Broome-Tioga Workforce, Chamber, BU
Fleishman Center, SUNY Broome Applied Learning Center

Navigator: GBEOP
Partners: The Agency, Employers, BOCES

Partners: The Agency, Employers, BOCES

STRATEGIC ACTION PLAN:
ROLES AND RESPONSIBILITIES
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Strategy

Action Item

Lead Agency

Partners

Strategy 1. Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce
1.1 Create dynamic communication channels using cutting
edge technology and social media to provide up-to-date
information and links to jobs openings and career paths

Broome County Workforce & Talent Attraction Plan 2017-2020
The Agency

Create a centralized website portal under the Good Life
banner with links to Broome-Tioga Workforce; a new
clearinghouse for job openings, apprenticeships and
internships; information about boot camps and job fairs;
asset map; and transportation and wrap-around services.
Include videos of a “day in the life” with workers in target
jobs, workplace simulations and interactive tools. Link to
new career path modules and other information being
developed by the Chamber under Strategy 3.

Good Life Campaign

Chamber of
Commerce, B-T
Workforce. Utilize
existing website
templates and link
to new websites
being developed by
the Chamber

Create a central clearing house of jobs as part of the
Good Life Campaign website, and utilize an existing social
media tools such as SocialGrad.com

Good Life Campaign

B-T Workforce,
Business sector

Promote Broome-Tioga Workforce programs and
services, boot camps, etc. via social media and digital
platforms i.e., Facebook Twitter, Instagram, Linked IN, etc.

Good Life Campaign

B-T Workforce

Utilize existing organizations and their communication
channels to reach Veterans, women, and persons reentering the workforce; i.e., Vet Center, young
professionals, Urban League, etc.

The Agency,
Chamber of
Commerce,

B-T Workforce,
community
organizations

Utilize the school districts and their communication
channels to reach parents, administrators, teachers and
school counselors at the individual school level

The Agency,
Chamber of
Commerce,
Superintendents

September 2017

97
1.2 Leverage, expand and promote existing workforce
support programs available through Broome-Tioga
Workforce and NYS DOL to move unemployed and
underemployed into workforce

1.3 Bring the Job Fair Concept into the 21st century
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Deliver Broome-Tioga Workforce support services and
training utilizing on-line information and application
forms, videos and mobile apps

BT-Workforce

Campaign for infusion of substantial funding for both
union and non-union apprenticeships via NYS DOL

Business community,
Trade unions

B-T Workforce

Aggressively pursue training grants via NYS DOL (i.e.,
warehousing)

NYS DOL and B-T
Workforce

Major employers

Collaborate with various Veterans services and
organization to move employable Veterans into the
workforce pipeline

Business community,
BT-Workforce

Veteran
organizations

Conduct “Family Night … Jobs and Careers in Broome
County” targeting parents and youth in neighborhood
hubs or community schools throughout the county

GBEOP

School districts,
employers, B-T
Workforce

Conduct non-traditional job fairs “Careers that Don’t
Require a College Degree” and/or “Ready for a Career
Change” with simulations, presentations by real workers,
etc. (focus on jobs in transportation, production,
healthcare, skilled trades).

B-T Workforce

Employers, Trades,
Chamber of
Commerce

Replace traditional job fairs with 1-2 day career “boot
camps” for jobs in target industries. Must be practical,
including in-person simulations, interaction with current
employees, information about education requirements
and apprenticeships, and “serious games” customized to
the workplace, where people can play virtually

B-T Workforce,
business community,
trade unions

SUNY Broome,
BOCES

Develop programming in collaboration with
recommended initiatives in the Greater Binghamton ESPRI
plan, and efforts such as the NAACP 1-day intensive job
readiness conference

B-T Workforce

United Way, Urban
League, NAACP, etc.
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1.4 Launch an Aggressive Messaging and Local
Recruitment Campaign under the Good Life Campaign
Focused on the “There Are Jobs” theme
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Maintain the sense of urgency by conducting routine
information sessions with business and community
leaders via the Chamber of Commerce and The Agency,
superintendents and school boards, civic organizations,
not-for-profit community and municipalities

The Agency,
Chamber of
Commerce

School
superintendents,
Task Force members

Counter the “no jobs” assumption … utilize new on-line
information (Strategy 1.1). Target the 18-36 year old
population, including both local residents, and SUNY
Broome and BU students

Good Life Campaign,
B-T Workforce, BU,
SUNY Broome

Link Good Life Campaign to employer recruitment efforts

Business Community,
Good Life Campaign

Chamber of
Commerce

Work with SUNY Broome, BOCES and other 2+2
programs in surrounding counties to conduct messaging
program and facilitate direct contact with students and
recent graduates

Good Life Campaign

BOCES and colleges

Target students and career centers at colleges and
universities (BU and other SUNY campuses, SUNY
Broome, Cornell, Clarkson, etc.) with a messaging
campaign promoting career opportunities in Broome
County; include link to Good Life webpage for jobs,
internships and apprenticeships

Business community,
The Agency, BU
Fleishman Center,
SUNY Broome

Target female and Veteran populations

Business community,
Chamber, B-T
Workforce

Good Life Campaign

Promote image of jobs in transportation (tractor-trailer
driver), production, skilled tradesmen as “Totally Cool
Jobs”

Business community,
trades

GBEOP, Chamber,
Good Life Campaign

Focus on messaging in demand jobs in healthcare and
professional positions in engineering

Business community

Chamber, GBEOP,
Good Life Campaign

Undertake joint recruitment program among skilled trade
unions, Southern Tier Home Builders Association and
warehouse and distribution employers. Link with existing
promotions.

Construction and
skilled trades
organizations

Chamber, GBEOP
Good Life Campaign
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1.5 Take Action to Overcome Barriers to Hiring in Target
Industries

Develop creative and competitive hiring packages; i.e.,
free training for CDL drivers, earn-and-learn training,
housing or home buying incentives

Business community

The Agency

Campaign against NYS regulatory restrictions (21 yr. age
restriction for CDL drivers)

Chamber of
Commerce, business
community

BOCES

Address transportation issues that serve as barriers to
getting to interviews, job fairs, training and the job

Broome County, B-T
Workforce

United Way (ESPRI),
Chamber of
Commerce, The
Agency

Advocate for increased anti-drug efforts of government
and community service agencies

Broome County, B-T
Workforce, Chamber
of Commerce

Business leaders,
community and civic
organizations

Invest in capital improvements to expand healthcare
training facilities at SUNY Broome and BOCES

SUNY Broome and
BOCES

Healthcare providers

Support efforts of SUNY Broome and BOCES to address
need for additional clinical sites for healthcare training

SUNY Broome and
BOCES

Healthcare providers

Develop tractor-trailer simulator program with BOCES;
target 19-20 year olds and coordinate with Broome-Tioga
Workforce Elite Program

BOCES, employers

B-T Workforce

Expand Elite Youth Program (16-24 yrs. facing
employment barriers). Note: Program currently focuses
on CNA, building trades and teacher aides

BOCES, B-T
Workforce

CCE

Expand TANIFF summer employment program to include
exposure to job opportunities and career paths

BOCES

Employers

Strategy 2. Address workforce shortages in target industries over the next 1-3 years
2.1 Invest in Education Programs and Training Facilities to
Accommodate Demand in Target Industries
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2.2 Make Workforce Resources and Services Easily
Accessible and Exciting Using Cutting Edge Technology

Establish a Regional Workforce Services and Career
Simulation Center in the Greater Binghamton area to
increase accessibility and create a dynamic/interactive
setting.

B-T Workforce and
Broome County

2.3 Focus on Retention of 18 – 36 Year Olds

Expand the Good Life Campaign (Strategy 1.4) to focus on
retention of 18-30 age group, involving a range of digital
platforms, including online and mobile; continue “There
ARE Jobs in Broome County” campaign

Good Life Campaign

Promote Excelsior Scholarship Program in collaboration
with SUNY Broome and BU

Good Life Campaign,
SUNY Broome, BU,
schools

Undertake initiatives to retain BU students postgraduation such as summer externships with housing
assistance

BU, Business
community

Increase direct exposure of Broome County job
opportunities to BU students

BU Fleishman Center,
business community

Proactively support initiatives related to the revitalization
of commercial districts and neighborhoods including:
-Leverage Greater Binghamton Fund
-Establish a home buying incentive program

The Agency, City of
Binghamton, Town of
Union economic
development

Greater Binghamton
Fund, BC Land Bank,
First Ward Action,
BU

Promote Broome County’s unique assets to attract
interest and motivate natives living outside the county

Chamber CVB, Good
Life Campaign

Dick's Open, Spiedie
Fest, LUMA, etc.

Use other social media tools such as LinkedIn to
communicate with former residents

Good Life Campaign

Chamber of
Commerce, events

Develop a home buying program in collaboration with the
BC Land Bank and Transform Greater Binghamton Fund,
and develop a targeted messaging campaign in
collaboration with the Greater Binghamton Association of
Realtors

The Agency

Greater Binghamton
Fund, Land Bank,
municipalities,
Greater Binghamton
Assoc. of Realtors

2.4 Launch a Campaign Under the Good Life Program to
Attract “Comebacks”
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The Agency,
Chamber of
Commerce, GBEOP,
SUNY Broome,
BOCES
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2.5 Support Talent Attraction Activities of Employers

Include a tab or link to the asset mapping under the Good
Life campaign banner

Good Life Campaign,
Chamber of
Commerce

Improve downtown and neighborhoods

The Agency

Greater Binghamton
Fund, municipalities

Provide home buying incentives

The Agency

BC Land Bank,
Greater Binghamton
Fund, municipalities

Superintendents,
GBEOP

Business leaders

Strategy 3. Create a Comprehensive and Integrated Career Path Program for Grades 8-12
3.1 Programming and Curriculum

Routinely inform administrators, teacher and counselors
about their role in the workforce development continuum
and resources available to be informed
-

Superintendent Opening Day Message

-

Annual Symposium of school district leadership to
discuss state of the workforce, best practices and
share current initiatives with business community
Annual symposium of school counselors to inform
them of state of the workforce, demand for jobs and
workforce development resources available

-

Establish "Career Counseling Programs" with trained
support staff

Superintendents

Curriculum development: Take a collaborative approach
among superintendents, employers, the trades, SUNY
Broome and BOCES to develop curriculum.
Recommendations include:

Superintendents

-

-
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Business leaders,
GBEOP

Create a Career Education seminar for middle school
and 12th grade; entrepreneurial and mentor-based
curriculum
Embed job and career simulation in curriculum, and
engage students in conversations about jobs

-

Expand and replicate PTECH

-

Purposefully expand STEM education to be in
alignment with workforce demand
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3.2 Create multiple touch points for direct exposure to
career opportunities and transitions to transition to jobs or
education

Establish job search and career planning services that are
easily accessible and will motivate students to explore
career paths and inform parents about job opportunities.

GBEOP, B-T
Workforce

Good Life Campaign
Superintendents,
Business leaders,
Trades, BOCES,
SUNY Broome

Capture stories of recent HS graduates in both college
and non-college career paths for the Good Life campaign

GBEOP Good Life
Campaign,

Superintendents

Develop a HS student driven program to build pride in
Broome County

Good Life Campaign

Superintendents,
GBEOP

Promote Excelsior Scholarship Program

Superintendents

GBEOP

Advocate for change in NYS regulations: curriculum, onsite apprenticeships

Chamber of
Commerce

Superintendents,
GBEOP

Expand participation of life role models and mentors from
the business community, BU and SUNY Broome students

Business community,
GBEOP

Superintendents,
United Way

Regional Workforce Development and Career Simulation
Center (see Strategy #2)
Create a career path website with links to training, job
application, support services
Create virtual platforms to share info about jobs, personal
attributes and career paths (see Strategy #1)
Increase experiential learning outside the classroom
Develop additional Learn-and-Earn and on-site work
programs using the New Visions model
Expand opportunities for youth apprenticeships
Expand the summer jobs program using the Windsor
School District model
Develop summer career/boot camps in conjunction with
B-T Workforce. Convert Manufacturing Day into boot
camp; replicate for Healthcare, Transportation and Trades.
Messaging and job shadowing programs focused on
grades 7-12 about jobs and career opportunities that lead
to good quality of life but do not require a college degree
3.3 Undertake a Multi-pronged Messaging System and
Career Path Counseling
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Strategy #4. Create an Integrated Workforce Systems Model and Organizational Structure that is Stakeholder Driven and in Alignment with
Business and Economic Development Initiatives
4.1 An integrated workforce systems model must include
several agencies and organizations working together to
effectively impact the current and future demand for
qualified workers.

All stakeholders

4.2 A central organizational structure is recommended to
own, drive and coordinate the overall strategic plan.

The Agency
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Implementation Timeline

Strategy

Action Item
2018

Timeline
2019

2020

Strategy #1. Address urgent and immediate need for workers to fill job vacancies in the target industries and retain a quality workforce
1.1 Create dynamic communication
channels using cutting edge
technology and social media to
provide up-to-date information and
links to jobs openings and career
paths

Create a centralized website portal under the Good Life banner
with links to Broome-Tioga Workforce; a new clearinghouse for job
openings, apprenticeships and internships; information about boot
camps and job fairs; asset map and transportation and wraparound services. Include videos of a “day in the life” with workers
in target job categories, workplace simulations and interactive
tools. Link to new career path modules and other information
being developed by the Chamber and GBEOP under Strategy #3.

Create a central clearing house of jobs as part of the Good Life
Campaign website, and utilize an existing social media tools such
as SocialGrad.com
Promote Broome-Tioga Workforce programs and services,
programs, boot camps, etc. via social media and digital platforms
i.e., Facebook Twitter, Instagram, Linked IN, etc.
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Utilize existing organizations and communication channels to reach
Veterans, women and persons re-entering the workforce; i.e., Vet
Center, young professionals, Urban League, etc.
Utilize the school districts and their communication channels to
communicate with parents, administrators, teachers and school
counselors at the individual school level

1.2 Leverage, expand and
aggressively promote existing
workforce support programs
available through Broome-Tioga
Workforce and NYS DOL to move
unemployed and underemployed
into workforce

Deliver Broome-Tioga Workforce support services and training
utilizing on-line information and application forms, videos and
mobile apps

Campaign for infusion of substantial funding for both union and
non-union apprenticeships via NYS DOL
Aggressively pursue training grants via NYS DOL (i.e., warehousing)
Collaborate with various Veterans services and organization to
move employable Veterans into the workforce pipeline
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1.3 Bring the Job Fair Concept into
the 21st century

Conduct “Family Night … Jobs and Careers in Broome County”
targeting parents and youth in neighborhood hubs or community
schools throughout the county
Conduct non-traditional job fairs “Careers that Don’t Require a
College Degree” and/or “Ready for a Career Change” with
simulations, presentations by real workers, etc. (focus on jobs in
transportation, production, healthcare, skilled trades).

Replace traditional job fairs with 1-2 day career “boot camps” in
target industries. The boot camp must be practical, including inperson simulations, interaction with current employees, information
about education requirements and apprenticeships, and “serious
games” customized to the workplace, where people can play
virtually

Develop programming in collaboration with recommended
initiatives in the Greater Binghamton ESPRI plan, and efforts such
as the NAACP 1-day intensive job readiness conference
1.4 Launch an Aggressive
Messaging and Local Recruitment
Campaign under the Good Life
Campaign Focused on the “There
Are Jobs” theme

Maintain the sense of urgency by conducting routine information
sessions with business and community leaders via the Chamber of
Commerce, The Agency, superintendents and school boards, civic
organizations, not-for-profit community and municipalities

Counter the “no jobs” assumption … utilize new on-line information
(Strategy 1.1). Target the 18-36 year old population.
Link Good Life Campaign to employer recruitment efforts
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Work with SUNY Broome, BOCES and other 2+2 programs in
surrounding counties to conduct messaging program and facilitate
direct contact with students and recent graduates
Target students and career centers at colleges and universities (BU
and other SUNY campuses, SUNY Broome, Cornell, Clarkson, etc.)
with a messaging campaign promoting career opportunities in
Broome County; include link to Good Life webpage for job,
internships and apprenticeships clearinghouse

Target female and Veteran populations
Promote image of jobs in transportation (tractor-trailer driver),
production, skilled tradesmen as “Totally Cool Jobs”
Focus on messaging in demand jobs in healthcare and professional
positions in engineering
Undertake joint recruitment program among skilled trade unions,
Southern Tier Home Builders Association and warehouse and
distribution employers. Link with existing promotions.

1.5 Take Action to Overcome
Barriers to Hiring in Target Industries

Develop creative and competitive hiring packages; i.e., free training
for CDL drivers, earn-and-learn training, housing or home buying
incentives
Campaign against NYS regulatory restrictions (21 yr. age restriction
for CDL drivers)
Address transportation issues that serve as barriers to getting to
interviews, job fairs, training and the job
Advocate anti-drug efforts of government and community service
agencies
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Strategy #2. Address workforce shortages in target industries over the next 1-3 years
2.1 Invest in Education Programs
and Training Facilities to
Accommodate Demand in Target
Industries

Invest in capital improvements to expand healthcare training
facilities at SUNY Broome and BOCES

Support efforts of SUNY Broome and BOCES to address need for
additional clinical sites
Develop tractor-trailer simulator program with BOCES; target 19-20
year olds and coordinate with Broome-Tioga Workforce Elite
Program
Expand Elite Youth Program (16-24 yrs. facing employment
barriers). Note: Program currently focuses on CNA, building trades
and teacher aides
Expand TANIFF summer employment program to include exposure
to job opportunities and career paths
2.2 Make Workforce Resources and
Services Easily Accessible and
Exciting Using Cutting Edge
Technology

Establish a Regional Workforce Services and Career Simulation
Center in the Greater Binghamton area to increase accessibility and
create a dynamic/interactive setting.

2.3 Focus on Retention of 18 – 36
Year Olds

Expand the Good Life Campaign (Strategy 1.4) to focus on
retention of 18-30 age group, involving a range of digital
platforms, including online and mobile; continue “There ARE Jobs in
Broome County” campaign
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Promote the Excelsior Scholarship Program in collaboration with
SUNY Broome and BU
Proactively support initiatives related to the revitalization of
commercial districts and neighborhoods including:
-Leverage Greater Binghamton Fund
-Establish a home buying incentive program

Undertake initiatives to retain BU students post graduation such as
summer externships with housing assistance
Increase direct exposure of Broome County job opportunities to BU
students
2.4 Launch a Campaign Under the
Good Life Campaign to Attract
“Comebacks”

Promote Broome County’s unique assets to attract and motivate
natives living outside the county. Examples: Dick's Open, Spiedie
Fest, LUMA
Use other social media tools such as LinkedIn to communicate with
former residents
Develop a home buying program in collaboration with the BC Land
Bank and Transform Greater Binghamton Fund, and develop a
targeted messaging campaign in collaboration with the Greater
Binghamton Association of Realtors

2.5 Support Talent Attraction
Activities of Employers

Include a tab or link to the asset mapping under the Good Life
campaign banner
Improve downtown and neighborhoods
Provide home buying incentives
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Strategy #3. Create a Comprehensive and Integrated Career Path Program for Grades 8-12
3.1 Programming and Curriculum

Routinely inform administrators, teacher and counselors about their
role in the workforce development continuum and resources
available to be informed
Superintendent Opening Day Message
Annual Symposium of school district leadership to discuss state
of the workforce, best practices and share current initiatives with
business community
Annual symposium of school counselors to inform them of state
of the workforce, demand for primary career categories and
available workforce development programs
Establish "Career Counseling Programs" with trained support staff
Curriculum development: Take a collaborative approach among
superintendents, employers, the trades, SUNY Broome and BOCES
to develop curriculum. Recommendations include:
Create a Career Education seminar for middle school and 12th
grader students, and entrepreneurial and mentor-based curriculum
Embed job and career simulation in curriculum, and routinely
engage students in conversation about jobs
Expand and replicate PTECH
Purposefully expand STEM education to be in alignment with
workforce demand

3.2 Create multiple touch points for
direct exposure to career
opportunities and transitions to
transition to jobs or education

Establish job search and career planning services that are easily
accessible and will motivate students to explore career paths and
inform parents about job opportunities.
Create a career path website (types of jobs, wages, required
education and/or certification training, required attributes and
skills) with links to training, job application, support services
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Create virtual platforms to share info about jobs, personal
attributes and career paths (see Strategy #1)
Increase experiential learning outside the classroom
Develop additional Learn-and-Earn and on-site work programs
using the New Visions model
Expand opportunities for youth apprenticeships programs
Expand the summer jobs program using the Windsor School
District model
Conduct summer career/job boot camps in conjunction with
Broome-Tioga Workforce. Convert Manufacturing Day into boot
camp format, and replicate for Healthcare, Transportation
/Distribution and Skilled Trades.
Undertake messaging and jobs shadowing programs targeted at
grades 7-12. Focus on jobs and career opportunities that lead to
good quality of life and do not require a college degree
3.3 Undertake a Multi-pronged
Messaging System and Career Path
Counseling

Capture stories of recent graduates in both college and noncollege career paths for the Good Life campaign

Develop a HS student driven program to build pride in Broome
County
Promote Excelsior Scholarship Program
Advocate for change in NYS regulations: curriculum, on-site
apprenticeships
Expand participation of life role models and mentors
Expand participation of life role models and mentors from the
business community, and BU and SUNY Broome students
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Strategy #4. Create an Integrated Workforce Systems Model and Organizational Structure that is Stakeholder Driven
and in Alignment with Business and Economic Development Initiatives
4.1 An integrated workforce
systems model must include several
agencies and organizations working
together to effectively impact the
current and future demand for
qualified workers.
4.2 A central organizational
structure is recommended to own,
drive and coordinate the overall
strategic plan.
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Appendix A. Target Industry
Wages and Replacement Demand
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Healthcare
10-Year Demand Forecast
Current
Employment

Regional
Average Wage

10-Year
Replacement
Demand

10-Year
Growth
Demand

10-Year Total
Demand

Registered Nurses

2,310

$61,000

507

5

513

Personal Care Aides

1,359

$27,500

146

172

318

Nursing Assistants

1,264

$28,000

268

14

282

Home Health Aides

465

$27,400

99

102

200

Childcare Workers

472

$22,300

174

-17

157

Receptionists and Information Clerks
Licensed Practical and Licensed Vocational
Nurses

406

$27,900

110

37

147

529

$40,900

131

-6

124

Physicians and Surgeons, All Other

257

$207,700

70

9

79

Medical Assistants

262

$30,000

52

23

75

Dental Assistants

232

$36,900

55

17

73

Physical Therapists

144

$77,600

38

24

62

Emergency Medical Technicians and Paramedics

163

$34,600

27

33

59

Nurse Practitioners

131

$96,100

34

25

59

Medical and Health Services Managers

209

$90,700

53

0

53

Dental Hygienists

206

$54,400

31

15

46

Dentists, General

73

$180,600

19

7

25

Residential Advisors

76

$33,900

24

1

25

Physician Assistants

66

$110,500

15

10

25

Respiratory Therapists

117

$71,300

25

-2

23

Physical Therapist Assistants

47

$47,400

14

10

23

Occupational Therapists

75

$62,500

14

7

21

Family and General Practitioners

78

$226,900

24

-3

21

Mental Health Counselors

76

$42,600

16

2

19

Medical and Clinical Laboratory Technologists

93

$61,500

21

-3

18

Mental Health, Substance Abuse Social Workers

84

$48,300

19

-2

17

Radiologic Technologists

156

$64,800

26

-10

16

Title
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Substance Abuse, Behavioral Disorder Counselors

56

$41,800

12

3

15

Phlebotomists

55

$29,900

11

3

14

Pharmacists

72

$120,200

16

-3

13

Cardiovascular Technologists and Technicians

53

$50,200

9

4

13

Average Annual Wages
Broome County
Title

New York

USA

Mean

Entry Level

Experienced

Mean

Mean

Physicians and Surgeons, All Other

$207,700

$130,000

$246,500

$177,300

$205,600

Registered Nurses
Licensed Practical and Licensed Vocational
Nurses

$61,000

$45,400

$68,900

$80,800

$72,200

$40,900

$33,300

$44,700

$47,200

$44,800

Home Health Aides

$27,400

$20,700

$30,800

$24,200

$23,600

Nursing Assistants

$28,000

$22,300

$30,900

$34,300

$27,700

Medical Assistants

$30,000

$23,200

$33,400

$35,500

$32,900

Personal Care Aides

$27,500

$20,500

$31,000

$25,500

$22,700

Current
Employment

Regional
Average Wage

10-Year
Replacement
Demand

10-Year
Growth
Demand

10-Year
Total
Demand

Software Developers, Applications

78

$87,600

12

7

20

Computer Systems Analysts

22

$83,800

3

1

4

Web Developers

17

$69,700

3

1

4

General and Operations Managers

33

$102,600

8

-5

3

Data Entry Keyers

14

$27,500

6

-3

3

Software Developers, Systems Software

32

$107,200

4

-2

2

Computer Programmers

16

$88,400

4

-2

2

IT
10-Year Demand Forecast

Title
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Broome
County

Average Annual Wages

New York

USA

Mean

Entry Level

Experienced

Mean

Mean

Managers, All Other

$89,300

$43,400

$112,300

$121,600

$112,200

Computer Systems Analysts

$83,800

$57,400

$97,000

$98,100

$91,600

Software Developers, Applications

$87,600

$52,000

$105,400

$113,100

$104,300

Web Developers

$69,700

$38,300

$85,300

$81,100

$72,200

Title

Engineering, Design and Production
10-Year Demand Forecast
Current
Employment

Regional Average
Wage

10-Year
Replacement
Demand

10-Year Growth
Demand

10-Year
Total
Demand

Machinists
Computer-Controlled Machine Tool Operators,
Metal and Plastic

248

$41,700

68

-11

57

111

$31,500

34

3

37

Semiconductor Processors
Laborers and Freight, Stock, and Material
Movers, Hand

109

$40,900

58

-22

36

181

$25,000

53

-30

23

Industrial Machinery Mechanics

75

$51,800

19

0

19

Industrial Engineers
Packaging and Filling Machine Operators and
Tenders
Inspectors, Testers, Sorters, Samplers, and
Weighers

116

$74,700

34

-16

18

73

$39,900

25

-8

17

245

$32,300

60

-44

16

Welders, Cutters, Solderers, and Brazers

90

$31,600

28

-12

15

Managers, All Other

46

$89,300

24

-11

13

Title
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Average Annual Wages
Broome County
Title

Mean

Entry Level

Experienced

New York

USA

Mean

Mean

Managers, All Other

$89,300

$43,400

$112,300

$121,600

$112,200

Industrial Engineers

$74,700

$49,500

$87,300

$86,300

$88,500

Industrial Machinery Mechanics
Computer-Controlled Machine Tool Operators,
Metal and Plastic

$51,800

$34,000

$60,600

$54,800

$51,900

$31,500

$23,400

$35,500

$36,700

$39,600

Machinists

$41,700

$31,000

$47,000

$44,500

$43,200

Welders, Cutters, Solderers, and Brazers
Inspectors, Testers, Sorters, Samplers, and
Weighers
Packaging and Filling Machine Operators and
Tenders

$31,600

$24,900

$34,900

$46,300

$42,500

$32,300

$22,300

$37,200

$42,000

$40,300

$39,900

$25,000

$47,300

$31,800

$30,900

Semiconductor Processors
Laborers and Freight, Stock, and Material
Movers, Hand

$40,900

$25,300

$48,700

$45,200

$37,900

$25,000

$19,900

$27,600

$30,300

$28,700

Top Ten Manufacturing Occupations (Demand)

$38,600

$26,500

$44,600

$46,000

$42,600

Total - All Occupations

$45,600

$31,000

$52,800

$58,000

$49,300

10-Year Growth
Demand

10-Year
Total
Demand

Construction and Skilled Trades
10-Year Demand Forecast
Current
Employment

Regional Average
Wage

10-Year
Replacement
Demand

Construction Managers
Supervisors of Construction and Extraction
Workers

156

$92,600

33

-8

273

$64,800

24

-1

Carpenters

484

$42,500

78

-18

Construction Laborers
Operating Engineers and Other Construction
Equipment Operators

682

$42,500

170

28

205

$69,200

33

2

Electricians

335

$53,500

56

13

Title
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Painters, Construction and Maintenance

145

$43,600

40

-3

Plumbers, Pipefitters, and Steamfitters

232

$46,600

34

3

Roofers
Heating, AC, Refrigeration Mechanics and
Installers

98

$35,700

18

4

223

$51,900

37

4

Average Annual Wages
Broome County
Title

Mean

Entry Level

Experienced

New York

USA

Mean

Mean

Construction Managers
Supervisors of Construction and Extraction
Workers

$92,600

$54,400

$111,700

$121,000

$99,500

$64,800

$44,600

$74,900

$85,200

$68,000

Carpenters

$42,500

$30,500

$48,600

$61,900

$48,300

Construction Laborers
Operating Engineers and Other Construction
Equipment Operators

$42,500

$24,700

$51,400

$48,100

$37,900

$69,200

$39,400

$84,100

$73,300

$50,600

Electricians

$53,500

$31,300

$64,600

$73,000

$56,700

Painters, Construction and Maintenance

$43,600

$28,900

$50,900

$51,000

$41,500

Plumbers, Pipefitters, and Steamfitters

$46,600

$28,400

$55,800

$76,800

$56,000

Roofers
Heating, Air Conditioning, and Refrigeration
Mechanics and Installers

$35,700

$25,700

$40,800

$62,900

$42,100

$51,900

$32,500

$61,600

$55,700

$48,300
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Transportation and Warehousing
10-Year Demand Forecast
Current
Employment

Regional Average
Wage

10-Year
Replacement
Demand

10-Year Growth
Demand

10-Year
Total
Demand

Heavy and Tractor-Trailer Truck Drivers
Laborers and Freight, Stock, and Material
Movers

416

$38,400

74

-29

45

216

$25,000

65

-27

38

Light Truck or Delivery Services Drivers

122

$31,000

22

-13

9

New York

USA

Mean

Mean

Title

Average Annual Wages
Broome County
Title

Mean

Entry Level

Experienced

Managers, All Other

$89,300

$43,400

$112,300

$121,600

$112,200

Heavy and Tractor-Trailer Truck Drivers

$38,400

$27,700

$43,700

$48,400

$43,600

Light Truck or Delivery Services Drivers

$31,000

$21,100

$36,000

$36,800

$34,800

Education
10-Year Demand Forecast
Current
Employment

Regional Average
Wage

10-Year
Replacement
Demand

10-Year Growth
Demand

10-Year
Total
Demand

Teacher Assistants

976

$22,100

220

-56

165

Elementary School Teachers, Except Special Edu
Secondary School Teachers, Except Special and
Career/Technical Education

886

$58,400

179

-52

127

682

$64,300

154

-40

114

Substitute Teachers
Middle School Teachers, Except Special and
Career/Technical Education

626

$37,200

126

-36

90

417

$59,600

86

-24

62

Education Administrators, Postsecondary
Education Administrators, Elementary and
Secondary School

193

$105,800

57

-11

47

169

$86,100

49

-10

39

Title
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Average Annual Wages
Broome County
Title
Education Administrators, Elementary and
Secondary School

Mean

Entry Level

Experienced

New York

USA

Mean

Mean

$86,100

$65,200

$96,600

$120,800

$95,400

$105,800

$59,600

$129,000

$114,400

$105,800

$58,400

$47,900

$63,600

$77,300

$59,000

$59,600

$47,000

$65,800

$78,100

$59,800

$64,300

$49,200

$71,800

$81,400

$61,400

Substitute Teachers

$37,200

$27,600

$42,100

$36,800

$30,900

Teacher Assistants

$22,100

$19,000

$23,700

$28,400

$27,100

Education Administrators, Postsecondary
Elementary School Teachers, Except Special
Education
Middle School Teachers, Except Special and
Career/Technical Education
Secondary School Teachers, Except Special and
Career/Technical Education

Source: JobsEQ®
Data as of 2016
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Target Sector
Category

Basic Skills

Broome
Tioga
BOCES

SUNY Broome

Broome Tioga
Workforce
NY

NYS
Dept. of Labor

MS Office
Application –
Level 1, 2 and 3

WIOA
Gateway to
Computers
(basic 1-week
training
program)

Work-based
training for
dislocated
workers as
determined via
REDC; i.e., OJT,
occupational
skills training,
apprenticeships,
etc.

EXCEL – level 1,
2, 3 – Non-credit

Career
readiness:
Microsoft
programs

Accounting AAS

NY Wired/
Metrix
Learning

Broome County Workforce & Talent Attraction Plan 2017-2020
The Agency

Elmira
Business
Institute

Ridley
Lowell

Trade
Associations

Urban League

Other

SUNY ATTAIN Lab:

Selfimprovement
and Life Skills

Workplace
Math and
Reading

Interview Skills
and

Office Skills

Basic computer
training

High School
Proficiencies

College
Remedial

Advanced
Reading
Comprehension

Foundations
for College
Math

High School
Proficiency
(TASC™)

ELLIS (English
as second
language)

Oneonta
Job Corps:
Automotive,
CNA,
Clinical
Medical
Assistant,
Medical
Admin Asst,
Electrical,
Facilities
Mtn
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Business
Information
Management
AAS

WIOA ELITE
Program (18-

Website Dev &
Management
AAS

OJT

Office
Administration
AAS

Services:
Career
counseling,
job match,
job search,
Youth and
Veteran’s
services

24)

Office
Technologies
Certificate
Business Skills
Certificate
Entrepreneurship
Certificate
Intro to Problem
Solving (NC)
Root Cause
Analysis
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Target Sector
Category

Broome
Tioga
BOCES

Transportation
of Materials
Moving

CDLB Driver
Training
(Dump
Truck)
Must be 21

SUNY Broome

APIC – Supply
Chain
Management

Broome
Tioga
Workforce
NY

NYS
Dept. of Labor

Elmira
Business
Institute

Ridley
Lowell

Trade
Associations

Urban League

OJT and ITA
CDLA Driver
Training:
Willow Run
Foods and
Maines
Training
Institute (21

Other

Sage Truck
Driving
School
(private)

yrs)

Civil Engineering
Technology
Target Sector
Category

Construction
and Skilled
Trades

Broome
Tioga
BOCES

Residential
Electricity

SUNY Broome

Electrical Basics

Broome
Tioga
Workforce
NY

NYS
Dept. of Labor

NY
Wired/Metrix
Learning

Apprenticeship
Programs (6
mos)

Building
Maintenance
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Business
Institute

Ridley
Lowell

Trade
Associations

2-year
Apprenticeships

Urban League

Other

SUNY ATTAIN Lab:
Carpentry,
Electrician,
Plumbing

Youth Build
(16-24 yrs of age)

September 2017

125

Target Sector
Category

Broome
Tioga BOCES

SUNY Broome

Computer
Technology AAS

Information
Technology

Broome
Tioga
Workforce
NY

NYS Dept. of
Labor

Elmira
Business
Institute

Ridley
Lowell

Trade
Associations

Urban League

Other

NYS Dept. of
Labor

Elmira
Business
Institute

Ridley
Lowell

Trade
Associations

Urban League

Other

NY
Wired/Metrix
Learning

Computer
Security &
Forensics

Computer
Information
Systems
Target Sector
Category

Broome
Tioga BOCES

SUNY Broome

Education

School Aide
(non-crisis
intervention)

Early Childhood
Education AAS
and Certificate

Broome
Tioga
Workforce
NY
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Target Sector
Category

Broome
Tioga BOCES

SUNY Broome

Broome
Tioga
Workforce
NY

Healthcare

Practical
Nurse
Program

Medical Assistant
AAS

NY
Wired/Metrix
Learning

Certified
Nurse Aide

NYS Dept. of
Labor

Elmira
Business
Institute

Ridley
Lowell

Medical
Coding
and Billing
AAS and
Certificate
programs

Medical
Admin
Assistant

Nursing AAS
Degree

Medical
Office
Assistant
Certificate
program

Medical
Assistant

Phlebotomy
Technician

Physical
Therapist
Assistant AAS

Medical
Assisting
AAS and
Certificate
programs

Dental
Assistant

Sterile
Processing
Technician

Radiologic
Technology AAS

Home Health
Aide

Clinical
Laboratory
Technician AAS

Trade
Associations

Urban League

Other

SUNY ATTAIN Lab:

Health Care
Worker

Home Care
Aide

CNA

BU – RN
degree
program

BU Pharmacist
Degree

Phlebotomy

Medical
Administrative
Skills Credit
Certificate
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Medical
Transcription
Certificate
Histological
Credit Certificate
Phlebotomy
Credit Certificate
Health
Information
Technology
Home Health
Aide
(on-line)
Pharmacy
Technician
Certificate
(program in
planning stage)

Target Sector
Category

Broome
Tioga
BOCES

SUNY Broome

Manufacturing
Technology AAS

Production

Welding

Broome
Tioga
Workforce
NY

NYS
Dept. of Labor

NY
Wired/Metrix
Learning

Advanced Mfg/
Nanotechnology
Apprenticeship

Industrial
Technology –
Quality
Assurance AAS

OSHA
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Ridley
Lowell

Trade
Associations

Urban League

Other

BU –
Engineering
programs

WIOA:
software
engineering or
web
development
Metrix – Supply
Chain
Management
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Mechanical
Engineering AAS

OJT Funding

Industrial
Technology –
Quality
Assurance
Certificate

ITA Funding

Broome-Tioga
Manufacturing
Basics Certificate
APICS Master
Planning of
Resources –
towards
certificate
APICS Execution
and Control of
Operations –
toward
certificate
Electrical
Engineering
Technology
Geometric
Dimensioning &
Tolerancing
APICS – Strategic
Management of
Resources
APICS Supply
Chain
Management
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Target Sector
Category

Production
(continued)

Broome
Tioga BOCES

APICS Detailed
Scheduling and
Planning
SUNY Broome

Broome
Tioga
Workforce
NY

NYS Dept. of
Labor

Elmira
Business
Institute

Ridley
Lowell

Trade
Associations

Urban League

Other

5-S
Housekeeping
and Workplace
Organization
Introduction to
Lean
Project
management in
Lean Focus
Statistical
Process Control
Metallurgy
Project
Management for
Quality
Improvement
Introduction to
Six Sigma-White
Belt
Six Sigma –
Green Belt
World Class Sales
and Operations
Planning
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Setup and
Changeover
Reduction Using
SMED
Kaizen Methods
and Application
in the Workplace
IPC Soldering
Certificate (in
planning stage)
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Appendix C. Broome-Tioga Workforce
Job-Seeker Services/Programs
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Broome-Tioga Workforce
Job-Seeker Services/Programs
Resource Room
•
Job Board
•
On-call career counselors for initial meeting & assessment of job seeker skills/gaps
o
Creation of Individual Employment Plan
•
Open Computers, printers, copiers, fax, phones for job-seeking
o
Includes sample resumes, cover letters
o
Must be active/enrolled to use (given an access card)
Career Counseling Staff
•
Intake Assessments & Appts with clients
•
Develop IEP (Individual Employment Plan) & ITA (Individual Training Assessments)
TASC (GED) Classes - contracted through BOCES
Elite Youth Program (Out of school youth w/ barriers to employment)
•
Ages 16-24 yrs Job Readiness & employment Program for youth experiencing barriers to employment
•
Partnership with BOCES & Cornell Cooperative Extension
•
Job readiness, Soft skills, classes at Cornell
•
Paid training
•
Job matching & paid work experience placement with local employers
•
Supportive services such as transportation, childcare, etc.
BEAM
•
•
•
•
•

Aimed at individuals 19-30 who dropped out of college or training, to help them get their degree or credential
Advice, transition assistance, skills assessment
Tailored to each individual
Connection to internship and apprenticeships after classes
Career coach helps find a job
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Veterans Services
•
Veterans always get priority of service - if there is only one spot left for a class and three applicants, the veteran gets it
•
Special designated services for disabled vets with barriers to employment
•
Gets referrals from Vet Center, VA, DAV, and Resource Room
•
“Hire Our Heroes” Campaign- Community wide veterans hiring initiative
Training Opportunities
•
Can fund eligible clients in approved trainings, designed to meet in-demand occupation needs
Adults for Training and Development (A4TD)
•
Senior Employment Program, 55+, with income eligibility
•
Placed in non-profits at minimum wage for training
•
Goal is to enter into part-time or full-time work
Metrix
•
Online learning/training platform
•
Certificates/certifications
•
Computer skills, A+ certification, Microsoft Office, supply chain, management skills, etc.
Broome County Jails to Jobs Program
•
Pilot County Jail Reentry employment program to launch January 2018
Disability Resource Coordinator
•
Part of Disability Employment Initiative to coordinate/advise on SSD/SSI work initiatives "Ticket to Work"
•
Non-SSI/SSD recipients: referrals, advising on reasonable accommodations
DSS Co-Located Programs
•
Required Unemployment Insurance job counselling (REA)
•
Daycare orientation
•
CHOW Works - partnering with CHOW to get people experience working in warehouses
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•

(Through Welfare-to-Work, where people are staffed at locations around city to gain work experience)

Workshops and Presentations
Workshops (Note: workshops are currently under review for change):
•
•
•
•
•
•
•
•

Gateway to Computers
Interview Skills
Job Zone and Job Search
Metrix
All About Civil Service
Road to Success (for ex-offenders)
Veterans Info Session
Resume Magic

Employer Services
 Job Matching: After intake actively match job seekers to employer needs
OJT (On the Job Training) Program
•
OJT pays up to 50% of salary for new FT permanent hires, or incumbent employees throughout training period not to exceed 6 months
Customized Training Opportunities
•
Through a variety of available funding sources, can coordinate, and potentially assist with funding customized trainings by sector or individual
employer.
NYS Apprenticeship Program
Promote tax credits for hiring veterans
Hiring Events
•
On-site, employers come in and table to meet with prospective employees
•
Offsite coordination of job fairs
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•

Educational career events: Careers in Construction for example

Career Connections
•
Interview assistance and practice
•
Resume assistance
•
Connecting with local employers
•
On site hiring
Employer Consultations
•
Disburse information about recruitment best practices
•
Coffee & Conversation Series: Employer best practices round tables
•
Free HR consultations
•
Consulting/ grant writing services
•
Customized training grants
Promoting local employer job openings as needed
•
Weekly/monthly recruitment sheets distributed
•
Radio announcement every morning with WNBF
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Appendix D. Summary of
Focus Group Sessions
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Summary Report on Focus Groups
The purpose of our focus groups is to better understand the perceptions, experience, and attitudes towards the quality of life and job opportunity in
Broome County. This critical qualitative data provides the real time or “raw” feedback from participants who had no advanced knowledge of the questions
asked in each meeting.
Agency staff conducted sixteen diverse focus groups beginning in May through June. It is anticipated that focus groups will be an active and on-going
activity for the Broome Talent Task Force, in order to gain continued insight on the workforce needs in Broome County.
Below is a list of focus groups that were held:
-

Binghamton University students (three separate focus groups)
BOCES New Visions Academy students
BOCES Career & Technical (CTE) students
Broome County Urban League
Broome-Workforce Clients (Active Job Seekers)
“Comebacks” (returning Broome County natives)
Local (native) college students
Maine Endwell Entrepreneurship class
Medical Technology Professionals (Lourdes Hospital)
Nursing Professionals (UHS)
SUNY Broome students
Trades Professionals
“Transplants” (non-natives)
Young Professionals

The focus groups were scheduled through an incredibly collaborative effort among the BTTF partners. Each meeting was intended to last no more than
one-hour, though several went over due to the interest of the participants in discussing the topics at hand. Agency staff – facilitators for each focus group
– asked a series of questions, both open-ended and directly related to career and quality of life issues.
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Some of the questions included the following inquiries:










What do you find most/least appealing about Broome County?
How would you rate job opportunity?
What has been the biggest challenge in finding a job?
Do you feel there are adequate resources available to communicate job opportunities and/or resources?
What resources do you use to look for jobs?
Do you feel there are enough things to do recreationally?
How do you rate the quality of life in Broome County?
How do you feel about the quality of housing (if applicable)?
What would you recommend the Task Force do to improve job opportunities and quality of life?

Below is a summary of responses based on feedback from similar focus groups (i.e. student’s vs professionals, job seekers, etc.).

Common themes among ALL focus groups (POSITIVE):







Strong sense of community
Beautiful landscapes and natural resources
Outstanding schools
Incredible amount and variety of restaurants for the size community
Affordable to live here
Close to everything

Common themes among ALL focus groups (NEGATIVE):






Negative perception about ourselves is everywhere, especially among older people
Crime and drug use is everywhere
Terrible shopping
Property taxes are high for what you get
No good or modern apartments
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 Not enough to do recreationally or casually
 Downtowns and gateways are unattractive and dirty

Common themes among ALL focus groups (SOCIAL MEDIA):
 Use for job information over any other resource
 Use to find out what’s going on – need a better single resource for events
 Need to use it more to send positive messaging and can be shared easily

Student Focus Groups (BOCES, Maine-Endwell, SUNY Broome, Binghamton University, Locals)
We met with several student groups both at the high school and college level. The feedback was varied. The students that were more engaged with
experiential opportunities (New Visions Academy at BOCES or internships), had a generally more positive view of opportunity. Here are some of the
significant responses from these groups, both positive and negative.














Opportunities to get into businesses gave a better sense of opportunities available
Local businesses are very willing to meet and work with local students
It’s a great and supportive community
“It’s absolutely the best place on earth in the fall”
Local businesses reach out to college students too late – by junior year, many already know what their plans are post-graduation
There are no real experiential opportunities for the CTE students – they get to use equipment at BOCES but can’t do internships because of the
age restriction
Once nurses learn that a BU student is from outside the area, they assume we’re not interested in staying.
UHS dinner for the nursing students was a great event
“There is so much negativity, why would I want to stay”
BU Freshman have no idea of what exists outside of campus
There are a lot of really cool festivals, but hard to know where to find them
Students only hear about big companies, but not smaller ones that may appeal to them
Students would stay for the summer if there were housing incentives and they could live together
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Professionals (Young Professionals, “Comebacks”, “Transplants”)
We interviewed a diverse group of professionals ranging in age and occupation. Many occupations included finance and legal professionals, teachers,
engineers, and government professionals. These groups were very positive overall, but found that Broome County can be a hard place to get started in.
Most had family roots that kept or made them return here. The “transplants” were either a spouse of a native or a BU graduate. Here is their feedback:
 Many got better job offers here than in larger metros
 Hard to find a job here if you don’t know anyone or are in a specific field (conversely, they stated that it is really easy to find work here if you have
connections)
 Came back because it provided a better focus on family
 People are surprised when you relocate here without a previous connection to the area
 “If you have a good job here, you can live like a king”
 Concerned that if they lose job, there won’t be a similar job in the area and will have to move
 The rental market is terrible – it was cheaper to buy a home and fix it up – but then the taxes become too high
 All of the new housing is geared towards students and not professionals
 Executive and/or housing incentives by employers would entice recent graduates to stay
 Hard to find good and affordable childcare
 Not a lot of places for professionals to hang out that doesn’t include drinking
 Great parks and outdoor recreation, but not enough adult sport leagues and indoor recreation

Health Care Professionals (Medical Technicians, Nursing Professionals)









Great opportunities to get hands-on experience here versus larger metros
“I’m getting to do things here that I’d have to wait years for in a larger hospital”
UHS payment of one-year of school is a great incentive
Employers tend to look within a 60-mile radius only – if you are outside of that, they don’t seem interested
A lot of nurses want to do travel nursing for a while before they stay somewhere
Hospital administrators don’t always listen to the technicians recommendations – don’t feel like they’re heard
Schools didn’t provide a career-path on health care jobs – they came into the field on their own
“I basically just made a list of jobs I didn’t think I’d hate – no one gave me a path”
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Quality of life here is a barrier for out-of-town professionals – more to do in larger metros
Nursing floors that do a more proactive job of welcoming nursing students will retain more
Nurses should be incentivized to recruit nursing students
Sign-on bonuses would be great
You can move upward quickly but then you hit a plateau and can’t earn as much
Students are more “cause-focused” – need to have more volunteer opportunities available

Job Seekers (Broome-Tioga Workforce, Broome County Urban League)








Hard to get back into the workforce once you’re out – hard to know where to begin
Do not have transportation and bus routes don’t work well
“Broome County is a place where you take and learn, apply yourself, then go”
Need better day-care for working parents, or so they can go look for jobs
Not enough on-the-job training
Bus system is confusing, no car-pool services
More focus on keeping BU students than keeping locals here

Trades Professionals











Trades are considered not as good a career path as college
Negative imagery on what the job really does and how well it can pay
“I have a really great life and I don’t think people get that”
Schools push kids into college and encourage the students that don’t do as well to go to a trade
Not enough information for guidance counselors on job opportunities
Someone can start right out of school and make a really good living by their 30’s
More programs that bring students to the trades and the trades to the schools on a regular basis
The BOCES house being built with Habitat for Humanity is a great example of on-the-job training
Biggest age gap in trades is 35-42 – need to highlight this age group and how well they are doing
Entrance exams are getting harder, knocking out guys who could do the job
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Conclusions
The focus groups provide something that all of the other analysis and discussions do not – the real-time perceptions and opinions from people living and
working in Broome County NOW.
There is a unique opportunity to turn the feedback into positive and proactive initiatives for the Broome Talent Task Force.
Here are some ideas:

Career Opportunities








Need for single-source posting of job opportunities with digital/social feed (broomeisgood.com)
Advertising of real jobs that exist NOW (part of Good Life program)
Expand existing programs that put high school students into local businesses (e.g. New Visions)
Create co-op opportunities that provide paying jobs for local students
Create a job-shadowing program for the trades to counter regulatory challenges
Stronger summer programs for both high school and college students to gain experience
Stronger apprenticeship programs for women and minorities

Quality of Life







Create more indoor recreation opportunities – adult sports leagues, rock climbing, social gathering spaces
Develop riverfront and more walking, biking paths
Beautify gateways into Binghamton, Johnson City, Endicott
Beautify and brand neighborhoods to attract first-time homebuyers
Better promotion of things to do in the area
Capitalize on “foodie” aspect of the community – Taste of Broome mega-event like in larger cities
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Appendix E. Best Practices
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Best Practices
Third Way undertook research to uncover the secret sauce that makes workforce programs go from good to great. They examined hundreds of programs as
they searched for unique training innovations with external validation to support their efforts. Based on their research, the following key trains of successful
programs were identified.
1.
2.
3.
4.
5.
6.
7.

Actively engage local businesses
Use labor market data to drive decisions
Treat education like a job
Connect people to careers
Provide wrap-around student services (examples: individualized academic advising, remedial education, addiction counseling, assistance with
childcare, soft-skills training)
Tap innovative funding sources
Embrace evaluation

#1. Actively Engage Local Businesses (Best Performers)
Wisconsin Regional Training Partnership/BIG STEP
The Wisconsin Regional Training Partnership/BIG STEP (WRTP/BIG STEP) is a nonprofit that works with over 100 employers and unions in the Milwaukee, WI,
region. WRTP/BIG STEP trains and places people in careers in the construction and manufacturing industries. WRTP/BIG STEP tries to stay ahead of the labor
market by regularly consulting with its members, who include contractors, apprenticeship programs, trade associations, and unions, to ensure that their
training remains current and meets employers’ needs. Members sit on advisory boards and can request specific training services from WRTP/BIG STEP or
provide advice about emerging trends in their field.
In 2005, WRTP/BIG STEP established the Center of Excellence for Skilled Trades & Industry, a one stop shop that serves employers looking to recruit skilled
workers and members of the community looking to receive occupational training. More recently, the organization has been working with employers to
establish a mentoring program that pairs experienced journey workers with apprentices in order to increase apprenticeship completion rates.
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Pathways in Technology Early College High School
The Pathways in Technology Early College High School (P-TECH) in Brooklyn, NY, is a collaboration among IBM, the New York City Department of Education,
The City University of New York, and the New York City College of Technology. P-TECH integrates a four-year high school degree with an industry indemand, two-year associates degree in an effort to bring together the best elements of high school, community college, and career training. Students
graduate in six years or less with a high school diploma and a free associates degree in either Computer Information Systems or Electromechanical
Engineering Technology. In order to develop the curriculum, IBM carefully mapped out the skills needed for entry-level positions within the company. The
company then worked with high school and college faculty to map the skills to the curriculum, which would give the students the targeted tools for a career
at IBM.
#2 Key Habit: Use Labor Market Data to Drive Decisions (Best Performers)
Walla Walla Community College
Walla Walla Community College (WWCC) in Walla Walla, WA, routinely adjusts their course offerings in response to changes in the labor market. The college
president, Steven VanAusdle, said “We use economists to measure everything we’re doing,” VanAusdle says. “We lead our organization by looking through
an economic lens.” The college uses labor market data to decide whether to invest in new programs or close or consolidate existing ones. When an analysis
indicated that the region’s hospitals needed more nurses than the college was producing, the school doubled their nursing program.
EMSI’s Career Coach
EMSI, an economic modeling firm based in Moscow, ID, created Career Coach to bring labor market data to students’ fingertips. Designed to teach students
the value of their degree, Career Coach uses government data to develop occupational and wage projections specific to a college’s local economy. Students
can research over 800 different occupations and easily see which jobs will be in high demand in their region, how much they can expect to make over time,
and what kind of degree would prepare them for that career. Career Coach also lists whether the student’s school offers any relevant degrees for each
occupation. The site is also searchable by degree, so students can see what graduates typically go on to do and earn. Colleges are able to access analytics on
student search habits, allowing them to gauge interest in particular fields.
Lancaster County Workforce Investment Board
Data drives the entire strategy for workforce development in the Lancaster, PA, region. The Lancaster County Workforce Investment Board relies on
projections to identify the fastest growing industries in their region and uses that data to encourage the growth of “gold-collar” (skilled, high paying)
jobs. The Board has identified seven core industries in the local economy and the 100 fastest growing occupations within those industries. Lancaster County
doesn’t just want people to get a job though; they focus on putting workers on the path to a career. The Board has used occupational data to pinpoint the
skills, education, and experience a job seeker needs to move up the ladder in a particular field. The Board compares the skills and educational requirements
of different jobs using a compatibility index. This allows them to determine, for example, that a truck driver might already have 75% of the skills needed to
work in automotive repair. The number crunching helps their career counselors steer workers into appropriate training programs and jobs in high-growth
industries.
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#3 Key Habit: Treat Education Like a Job (Best Performers)
National Joint Apprenticeship and Training Committee for the Electrical Industry
The National Joint Apprenticeship and Training Committee for the Electrical Industry (NJATC) is a union-industry partnership between the National Electrical
Contractors Association and the International Brotherhood of Electrical Workers. The partnership sets the structure and curriculum for four different
apprenticeship programs, all of which combine paid on-the-job training with classroom instruction that is eligible for college credit.
Enstitute
Enstitute, a nonprofit based in New York City, provides young adults age 18-24 with one to two-year paid apprenticeships at high-profile organizations in
the technology, media, and life science fields. Apprentices shadow executives with whom they form mentoring relationships and are expected to work on a
variety of tasks or projects that expose them to different areas of the organization. In addition to full-time work, students take supplemental courses online
and attend community and networking events, including bi-weekly dinners with business leaders and entrepreneurs.
Per Scholas
Per Scholas, a Bronx, NY, nonprofit, provides free IT training with an emphasis on the technical and soft skills demanded by local employers. Per Scholas tells
students up front that they are expected to treat the training program like a job. Students attend class full time, seven hours a day, five days a week, for 8 to
18 weeks, depending on the training course selected. Participants are expected to take their training seriously: students must adhere to a strict business
dress code and multiple absences or late arrivals will get them kicked out of the program.
#4 Key habit: Connect People to Careers (Best Performers)
Baltimore Alliance for Careers in Healthcare
The Baltimore Alliance for Careers in Healthcare (BACH) is a partnership between local health care providers, education providers, and nonprofits, as well as
Baltimore and Maryland government agencies, the Baltimore Workforce Investment Board, and the Department of Labor. BACH has helped its member
hospitals grow their workforce from the inside out by developing a training program to advance existing hospital employees. BACH uses a career pathway
model, which means students must master a certain set of skills in order to progress through a clearly defined sequence of jobs. In one example of BACH’s
work, unskilled hospital workers attend three months of classroom instruction to become nursing assistants. The nursing assistants then spend six months in
a work-based education program, learning while working at the hospital. Successful mastery of the nursing assistant position qualifies them for participation
in the nurse extender training, which follows a similar classroom and experiential learning model. With additional training, nurse extenders can advance into
other in-demand positions, like registered nurses or surgical, radiology, lab, or pharmacy technicians. BACH also runs a coaching program designed to lower
turnover among hospital employees.

Broome County Workforce & Talent Attraction Plan 2017-2020
The Agency

September 2017

147
WorkHands
WorkHands, a San Francisco, CA, start-up helps skilled tradespeople climb the career ladder by connecting them to job and networking opportunities.
WorkHands is a social network for skilled trades workers (plumbers, carpenters, mechanics, etc.) styled after LinkedIn. Instead of uploading a resume,
tradespeople can upload pictures of projects they’ve worked on; describe the tools and machinery they know how to operate; list their certifications and
licenses; and provide a work history. Jobseekers can search for opportunities by industry or use the site as a networking tool, connecting with other workers
in their field. Meanwhile, employers can post job openings or contact members who meet their qualifications. Educators, including community colleges and
apprenticeship programs, are also using WorkHands to track their students’ progress and career trajectories after graduation.
Toyota’s Advanced Manufacturing Technician Program
Facing a shortage of skilled technicians, Toyota launched their Advanced Manufacturing Technician (AMT) Program, a career pathways initiative designed to
create a reliable pipeline of skilled workers to sustain and improve their U.S. operations. The AMT program has three components: recruiting efforts among
middle and high school students, a two-year associate’s degree, and a one- to two-year internship. Trainees work and study for 40 hours a week for five
consecutive semesters in an environment that is designed to look and feel just like a factory. Trainees attend college classes in electricity, fluid power,
mechanics, and fabrication two days a week and work at a manufacturing facility the remaining three days of the week. The program pays students while
they learn, with the potential to earn up to $40,000 over the two-year period. Both study and work experiences are organized around a structured sequence
that teaches multiple technical skills, math, reading, problem solving, and interpersonal skills. Graduates who hope to move up the ladder are eligible for
further development on one of two paths, engineering or manufacturing business.
Memphis Bioworks Foundation’s Health and Information Technology Training
Memphis Bioworks Foundation (MBF), a Tennessee-based nonprofit organization and member of the SHRM-Memphis Chapter 134, manages a successful
workforce development program that trains and employs American workers for high-tech jobs that are currently being filled by foreign workers brought to
this country under H-1B visas. The initiative is partially funded by the Department of Labor’s H-1B Technical Skills Training Grant program. MBF leads a team
of training institutions, nonprofits, and over 75 employers in an active collaboration to design, evaluate, and hire workers in the health information
technology, biotechnology, and information technology sectors. The program focuses on people who have been unemployed for six months or longer and
provides them with free training and job placement assistance. The program has outlined career pathways for nine different occupational areas so students
have a clear roadmap for advancement. The program also helps students build relationships with employers through internships and prepares them for the
job market through job search skills training and job placement assistance. MBF was recently selected by the Department of Labor as a national model for
best practices for their innovative placement services. MBF’s health and information technology training program has enrolled approximately 250 individuals
to date.
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#5 Key Habit: Provide Wrap-Around Student Services (Best Performers)
City University of New York’s ASAP Program
In 2007, the City University of New York (CUNY) launched the Accelerated Study in Associate Programs (ASAP) in six of its seven community colleges with a
goal of attaining a 50% graduation rate in three years. ASAP achieved their goal by offering a variety of wrap-around student services including: mandatory
advisor meetings; tutoring for struggling students; a College Success Seminar which teaches good study habits, time management, and other soft-skills;
career advising and job placement services; tuition waivers for students not fully covered by financial aid; and free MetroCards and textbooks. ASAP makes
some of these services contingent on good behavior: for instance, students must attend their advisor meetings and tutoring sessions in order to be eligible
for subsidized transportation. ASAP advisors are expected to provide both academic and personal advising and are assigned a smaller caseload to help
provide this support.
Multivision’s Workforce Development Program
Multivision Inc., located in Fairfax, VA, provides free training in both technical and soft skills for people pursuing careers in information technology. In 2009,
Multivision created a free, in-house Workforce Development Program in response to a growing skills gap among and growing demand for IT
professionals. Multivision is doing this through their intensive classroom training program and eIntern.com online internship which are both offered at no
cost to their students, a mix of unemployed workers, displaced IT professionals, and recent college graduates. Aside from teaching a hands-on technical
curriculum, Multivision also devotes a significant amount of time to developing students’ soft skills, including teamwork, communication, and interviewing.
Project QUEST
Project QUEST helps low-skill San Antonio, TX, residents complete associates degrees and certifications that prepare them for careers in health care,
information technology, and trades industries. Each QUEST participant is assigned a case manager that helps the student fund their education through
federal aid, referrals to local social service agencies, and/or subsidies available through QUEST. In addition to educational expenses, QUEST subsidizes
transportation, childcare, and utility costs. QUEST also pays for any testing fees associated with professional certifications or board examinations. To help
ensure job retention, these subsidies are also available for the first 30 days of a graduate’s employment. Case managers also play an active role in teaching
job readiness through mandatory VIP (Vision, Initiative, and Perseverance) sessions. These weekly meetings initially focus on teaching skills like time
management, financial planning, and good study habits. The sessions also help participants form study groups and mentoring relationships with their
peers. Near the end of the program, sessions cover job applications and interview preparation, and participants are offered job search and placement
assistance upon graduation.
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#6 Key Habit: Tap Innovative Funding Sources (Best Performer)
District 1199C’s Training & Upgrading Fund
District 1199C, the Philadelphia chapter of the National Union of Hospital and Health Care Employees, runs workforce training programs that are funded by
the local healthcare industry. District 1199C partners with employers who agree to contribute 1.5% of their gross payroll to the union’s Training and
Upgrading Fund. In exchange, the union provides customized job training and supplies their 54 partner organizations with trained nurses and other
healthcare workers. District 1199C uses these funds to run a learning center that trains 2,000 students annually. Students are split between union members
and community residents. Programs include practical nursing, continuing education for current health care workers, and basic skills and college readiness
courses. Employees at member hospitals and clinics can attend District 1199C’s vocational training for free or reduced cost, while basic skills courses are free
to everyone.
#7 Key Habit: Embrace Evaluation (Best Performers)
West Kentucky Community and Technical College
West Kentucky Community and Technical College (WKCTC), located in Paducah, KY, has developed a number of strategies for assessing and improving
student learning. For example, WKCTC instructors have established common learning standards for their courses: Regardless of who is teaching the class,
there is a uniform grading rubric for essays and/or core questions that must appear on exams to ensure that students leave the course with the same body
of knowledge. Each instructor must complete a learning outcomes assessment at the end of each course, and professors use their students’ test scores and
grades to pinpoint weaknesses in their teaching. WKCTC also encourages faculty to attend off-site trainings and workshops on pedagogy, and new
instructors attend a four-day training on teaching practices. WKCTC also recently embarked on a five-year initiative to improve student reading after a
college-wide assessment indicated that just 40% of students had basic reading skills. Faculty members across disciplines were trained in techniques to
improve reading skills and integrated them into their classrooms.
Jewish Vocational Service (San Francisco)
Jewish Vocational Service (JVS) in the San Francisco Bay area has taken a data-driven approach to measuring the success of their organization. JVS has
established its own set of performance measures that go beyond funders’ requirements, tracking nearly 60 different aspects of their program, including skill
attainment, job retention after 90 days, and client, employer, and staff satisfaction. Staff and board members collaborate on the development of these
performance measures, and program managers meet with staff on a quarterly basis to discuss areas of success and areas of improvement. JVS also trains all
staff on how to use a database to track employer engagement for thousands of local employers. Staff analyze this database to determine whether they need
to build stronger relationships with specific employers and industries.
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Air Washington
Air Washington represents a consortium of 11 community and technical colleges that provide employer-driven training for Washington State’s aerospace
industry. The initiative is part of the Trade Adjustment Assistance Community College and Career Training Program (TAACCCT), a joint initiative by the
Departments of Labor and Education. Air Washington works closely with local employers like Boeing to design an advanced curriculum in aerospace
maintenance and manufacturing that meets employers’ current and future needs. The colleges have embraced evaluation in their day-to-day routine,
meeting regularly to exchange ideas, share lessons learned, and discuss performance measures. As a recipient of federal TAACCCT money, Air Washington is
also required to retain an independent, third-party evaluator to design and execute a rigorous evaluation of each funded project. Additionally, the Labor
Department is conducting a national evaluation of the TAACCCT projects, including Air Washington, to inform workforce development policy.
Additional Resources and Models to Consider
Partners for a Competitive Workforce: Southwest Ohio-Southeastern Indiana-Northern Kentucky: Partners for a Competitive Workforce is a
regional employer-led partnership in the tri-state region focused on meeting employer demand by growing the skills of our current and future
workforce. http://www.competitiveworkforce.com
High Skills/High Wages: Washington State’s 10-Year Strategic Plan for Workforce Development, Workforce Training and Education Coordinating
Board. http://www.wtb.wa.gov/Documents/HSHW2008.pdf
Employlndy: Countywide/regional initiative to connect Marion County-Indianapolis employers and job seekers through a results-oriented workforce
training and business solutions system dedicated to recognition of local job trends and implementation of programs to meet the workforce needs
today and in the future. Follows a sector-based strategy with target industries and clusters. https://www.employindy.org -/OneFlow/Home.aspx
Eastern North Carolina WIN (Workforce Innovations Network): Sector-based regional approach with several of the same target industries as
Chemung County. Link: www.easternregionwin.org/aboutwin.cfm
Aligning College Colleges and Workforce Development in Massachusetts:
http://wwv,r.bostonfoundation.org/uploadedFiles/tbforg/UtilityNavigation/MultimediaLibrary/Reports/CommunityCollege

Nov201 l.pdf

Building a Higher Skilled Workforce (BridgeConnect): http://www.workforcestrategy.org/images/pdfs/publications/bridge

cotmect report 2010-

11.pdf
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Strive Together: Cradle to Career Network is a national movement to improve education for every child, from cradle to career. The Albany Promise and
North Country Thrive initiatives are part of the Strive Together network.
The Albany Promise Cradle to Career Partnership
Albany Promise is a regional, cross-sector partnership of education, community, business, civic and philanthropic leaders. Partners began meeting in
February 2011 and together have developed a cradle to career education vision, mission, and goals for the Albany community. Partners meet frequently
to tackle some of the most pressing challenges and to take advantage of some of its biggest opportunities, such as aligning and leveraging existing
resources. In 2014, the University at Albany became the backbone organization for the Albany Promise partnership. The goals are to:







Increase enrollment in quality early child care programs
Increase the proportion of Albany children performing at or above benchmark upon entering pre-kindergarten
Increase Fourth grade ELA/Math proficiency
Increase the number of ninth graders with five or more credits toward graduation
Decrease the average days missed by ninth graders
Increase high school graduation rates

North Country Thrive
North Country Thrive is a partnership of dozens of education institutions, businesses, and nonprofits. The partnership has five goals:
1. Every child is PREPARED for school
2. Every student is SUPPORTED inside and outside of school
3. Every student SUCCEEDS academically
4. Every student is aware of opportunities to ENROLL in postsecondary education or training to ADVANCE their opportunities beyond high school and
prepare for a successful career.
5. Our community is ACTIVELY ENGAGED in LIFELONG LEARNING
Examples of activities include the “iWork Expo” career exploration event and the “Keys to Your Future” Conference for high school students and their
families that focuses on 21st Century world of employment, local opportunities, training support and workforce readiness skills.
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RESOURCES


Binghamton University



Broome-Tioga BOCES



Broome-Tioga Workforce New York



Center for Healthcare Workforce Studies. University at Albany, School of Public Health



CHMURA



Cornell Program on Applied Demographics



Economic Modeling Specialists, Inc. (EMSI Data)



Greater Binghamton Chamber of Commerce



JOBSQ



Kiplinger’s Best Jobs for the Future. July 2017.



Kiplinger’s Best Jobs Without a College Degree. July 2017.



Living Wage Calculator, Massachusetts Institute of Technology.



New York State Department of Labor/ Division of Research and Statistics



New York State Employment Trends Report. NYS Comptroller’s Office. August 2015.



Regional Economic Development Council of the Southern Tier. 2016 Progress Report.



Shifting Workforce Development into High Gear. Economic Development Research Partners, International Economic Development Council.



SUNY Broome



The Agency



The Hamilton Project. Who is Out of the Labor Force? Diane Whitmore Schanzenbach, Lauren Bauer, Ryan Nunn, Megan Mumford. The Brookings
Institute. August 17, 2017



U.S. Bureau of Labor Statistics. County Wage and Employment Report. January 2016.



U.S. Census Bureau. American Fact Finder. Quick Facts. 2016



U.S. Census Bureau. Migration Estimates. 2014
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