INTERMEDIATE SCHOOL DISTRICT 917
IN DAKOTA COUNTY

Special School Board Meeting and Board Thursday, October 23, 2014
Member/Superintendent Workshop

AGENDA:
I. Call to Order - Chair Lewis

I1. Conduct Pledge of Allegiance - Chair Lewis
I1l. New Business
A. Board Consideration of Approval of Program Assistants Contract for 2014-2016 - John Christiansen 2
IV. Adjournment
V. BOARD MEMBER/SUPERINTENDENT WORKSHOP AGENDA

A. Overview of Education and Hiring Difficulties in Minnesota and Dakota/Scott Counties 40
Mark Jacobs - Director of the Dakota/Scott Workforce Investment Board/John Christiansen ISD 917

B. Update on ISD 917 program enhancements in the Career and Technical Programs and ALC's - Eric
VanBrocklin

1. Auto Technician Program
2. Introduction to Apprenticeships
3. Work experience/project learning

C. Discussion: What areas are most viable for creating partnerships with area employers and DCTC? (video Mike
Rowe)

1. Heavy Duty Truck Technology
. Railroad Conductor Technology

. Mechatronics

2
3
4. Introduction to Industrial and Energy Plant Maintenance
5. Introduction to Welding Technology
6. IPC Soldering Certification
7. Basic Forklift Operation and Safety Training

8. Pharmacy Technician 70
D. Review Intermediate School Districts legislative priorities
E. Review of enrollment trends in ISD 917 programs and services
F. ISD 917 2013/14 Revenue and Expense Summary Review
G. Adjourn

SCHOOL BOARD CALENDAR INFORMATION SCHOOL BOARD CALENDAR INFORMATION
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INTERMEDIATE SCHOOL DISTRICT NO. 917

and

DISTRICT 917
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ARTICLE I
PURPOSE

Section 1. Parties: This Agreement is entered into between the School Board of
Intermediate School District No. 917, Rosemount, Minnesota, (hereinafter referred to as the
School Board or School District) and the District No. 917 Special Education Program Assistants’
Federation, Local 4242 - AFT, NEA, Education Minnesota, AFL-CIO, (hereinafter referred to as the
Union) pursuant to and in compliance with the Public Employment Labor Relations Act of 1971, as
amended, (hereinafter referred to as the PELRA) to provide the terms and conditions of
employment for employees represented by the District 917 Special Education Program Assistants’
Federation (hereinafter referred to as employees) during the duration of this Agreement.

ARTICLE Il
RECOGNITION OF EXCLUSIVE REPRESENTATIVE

Section 1. Recognition: In accordance with the PELRA, the School District recognizes the
District #917 Special Education Program Assistants’ Federation Local #4242 - AFT, NEA,
Education Minnesota, AFL-CIO as the exclusive representative of special education assistants
employed by the School District, which exclusive representative shall have those rights and duties
as prescribed by the PELRA and as described in the provisions of this Agreement.

Section 2. Appropriate Unit: The union shall represent all the special education assistants
of the district as defined in this Agreement and in the PELRA.

Section 3. Exclusive Representative Leave Time

Subd. 1. When negotiating sessions are scheduled between the exclusive
representative and the school district or with the a state mediator, or arbitrator,
during school hours, two (2) members of the union’s hegetiating negotiation team
will be released from their regular responsibilities for this purpose without any loss
of pay. Theremainderofthe An additional two (2) union’s negetiating negotiation
team members may will be released from duty without loss of pay with
reimbursement to the district by Local #4242 for the total amount of the cost of
substitutes (including FICA) for the additional team members. employees-beyond
the-nitialtwo. Union negotiation team members beyond four (4) may be
approved by the Superintendent to be released from duty without loss of pay
with reimbursement to the district by local #4242 for the total cost of
substitutes (including FICA) for the additional union team members.

Subd. 2. When an employee is being warned, reprimanded or disciplined for any
infraction of rules or failure to make adequate progress on a performance
improvement plan, leave for the union representation will be on an as needed basis
at the expense of the school district for one member as union representative. No
representation shall be allowed for normal counseling or performance evaluation

situations. Fhe-Districtshall-make-the-sole-determination-as-to-the-disciplinary
nRature-ot-the-situation.

Subd. 3. At the beginning of each school year, Local #4242 shall be credited with
2% 23 hours to be used at the discretion of the Local for the purpose of conducting
its duties as exclusive representative. Local #4242 has the option of purchasing
additional hours at the regular hourly rate (including FICA) for a substitute



employee. In all cases, Local #4242 shall have the responsibility to arrange for a

substitute employee from-alistprovided-by-the District-or-such-othersubstitute-as-is

mutaally-agreed-to-by-the parties: following district procedures for reporting an
absence and the need for a substitute employee. It is understood-agreed that if,

for whatever reason, a substitute is not available on the day for which exclusive
bargaining leave is requested, the-approvat-iorthat-leave-shallbe-automatically
rescinded—Local #4242 will reimburse the district for all costs related to the
absence.

Subd.4. The School District shall, upon written request by the union, afford
reasonable time off without pay to elected officers or appointed representatives of
the union for the purposes of conducting the duties of the union. The three (3) days
notice may be waived by the Superintendent.

Subd. 5. In all cases, exclusive bargaining leave described in Subd. 3 must be
approved by the superintendent at least three (3) days in advance of the proposed
day of absence. The superintendent’s decision will be based upon the availability of
a substitute and the needs of the district.

ARTICLE 11
DEFINITIONS

Section 1. Special Education Assistants: Special education assistants shall mean all
employees employed by the School District and assigned responsibilities of special education
assistant, but excluding the following: superintendent, business manager, directors, and
coordinators, who devote more than fifty percent (50%) of their time to administrative or
supervisory duties, confidential employees, supervisory employees, nurses, essential employees,
part-time employees whose services do not exceed the lesser of fourteen (14) hours per week or
thirty-five percent (35%) of the normal work week in the employee's bargaining unit, employees
who hold positions of a temporary or seasonal character for a period not in excess of 67 working
days in any calendar year, and emergency employees.

Section 2. Assistants Assignment Descriptions:

Subd. 1. Program Assistant: Under the direction of licensed staff, a program assistant
supports the daily functions of the assigned program and work site. The assignment may
be a classroom or classrooms or other program support function.

Subd. 2. Student Assistant: (One to one) Under the direction of licensed staff, an SA
supports the needs of a specific student as assigned throughout the work day.

Subd. 3. Classroom Assistant: A CA is assignhed to a specific classroom and need is
determined by rule or placement recommended staff to student ratio. Under the direction
of licensed staff, a CA supports the various needs of students in a classroom as assigned
throughout the day.

Section 3. Temporary Work Agreement: Student Assistants are hired as per a Temporary
Work Agreement. All terms and conditions of employment described in this Agreement shall apply
to Student Assistants hired on a Temporary Work Agreement, with the exception of Articles X, XI,
and XII.




Section 4. Terms and Conditions of Employment: The term "terms and conditions of
employment" means the hours of employment, the compensation therefor, including fringe
benefits, except retirement contributions or benefits, and the employer's personnel policies
affecting the working conditions of the employees, subject to the provisions of M.S. 179A.07
regarding the rights of public employers and the scope of negotiations.

Section 5. Other Terms: Terms not defined in this Agreement shall have those meanings
as defined by the PELRA.

ARTICLE IV
EMPLOYEE RIGHTS

Section 1. Right to Views: Nothing contained in this Agreement shall be construed to limit,
impair or affect the right of any employee or his/her representative to the expression or
communication of a view, grievance, complaint or opinion on any matter related to the conditions
or compensation of public employment or their betterment, as long as the same is not designed to
and does not interfere with the full, faithful and proper performance of the duties of employment or
circumvent the rights of the exclusive representative.

Section 2. Right to Join: Employees shall have the right to form and join labor or
employee organizations and shall have the right not to form and join such organizations.
Employees in an appropriate unit shall have the right by secret ballot to designate an exclusive
representative for the purpose of negotiating grievance procedures and the terms and conditions
of employment for such employees with the School District.

Section 3. Use of Communications Facilities: The union shall have the right to post
notices of activities and matters of union concern on designated bulletin boards in each school
building site, in areas not normally accessible to students or the public.

Section 4. Use of School Buildings, Facilities, Equipment, E-mail and Inter-School Mail:
The union shall have the right to usage of such School District buildings, equipment, facilities, e-
mail and inter-school mail as is permitted pursuant to School District policy, and under such
conditions as set forth in School District policy.

Section 5. Disciplinary Meetings: The district will provide the employee notice prior to the
meeting that it may or will lead to disciplinary action. All meetings will be scheduled during the
employee’s normal work day. Should it be necessary for a meeting to be scheduled outside a
normal work day, a minimum of a 24-your notice will be given and compensation for attendance at
the meeting will be at the expense of the school district. There shall be no retribution for an
employee’s inability to attend a meeting scheduled outside the normal work day without a 24-hour
notice.

Section 6. Right to Dues Check Off: Each-employeeshallbe-eligible-to-requestpayrelt

deductionsforthe-withholding-ef-union-dues: The union has the right under PELRA to request

dues deductions be withheld for each eligible employee working during a given school
year. Such requests shall be in writing on a form provided by the Union and delivered to the
payroll office no later than ten (10) days prior to each payroll deduction date. October15-6f
each-schoolyear: Pursuant to such authorization, the School District shall deduct ene-seventeenth
&Ll—?&ef—suehelees from each regular semi- monthly salary check for the employee each month




M-provided-by hool District with-the last payment to-be onJune-30th- Deductions of
such dues requested on the Union form shall begin on the payroll following the submission
of Union’s request to payroll. The last payment deduction shall be on or before June 30
each fiscal year. Request by the employee to cease dues deductions submitted in writing to the
School District office shall be honored and dues deductions ceased as of such written notice. The
school district will notify the Union within three (3) days of receipt of such request.

Section 7. Personnel Files:

Subd. 1. All evaluations and files generated with the School District relating to each
employee shall be available during regular school business hours upon written request.
The employee shall have the right to reproduce any contents of the file, at the employee's
expense, and to submit for inclusion employee response to any material contained within.
An employee may grieve a written document placed in the employee's file by the School
District on the grounds that the material is false or substantially inaccurate. |If it is found
that the written document is false or substantially inaccurate, such false or inaccurate
statements shall be deleted from the employee's file.

Subd. 2. A written evaluation must be reviewed with the employee prior to placement in
the employee's personnel file. The employee may include a written response to the
evaluation which will also be placed in the employee's personnel file.

Subd. 3. Employees shall be evaluated according to School Board policy. The use and
function of the evaluation form will be thoroughly explained to the employees and the
supervisors.

Subd. 4. Formal observations shall be conducted openly with full knowledge of the
employee. Formal observations, conferences and evaluations shall be conducted by
supervisors. Formal evaluations shall be written on the district approved evaluation forms.
Non-probationary employees shall receive a performance appraisal at a minimum of once
per academic year and it will be reviewed with the employee prior to April 1.

Subd. 5. Additionally, the School District may include the School District's documentation
of employee conduct that may be contrary to School District policies, rules or directions.
Such conduct could be positive or negative. The School District maintains its right to
comply with its obligations under all laws, rules or regulations pertaining to employee
conduct and requirements.

Section 8. Fair Share Fee: In accordance with PELRA, any employee, as defined in
Article Ill, who is not a member of the union may be required by the union to contribute a fair share
fee for services rendered as exclusive representative. The employer shall deduct from said
employee's wages such fair share fee as requested by the union, pursuant to PELRA, and remit
such fair share fee as per payroll deduction. The employer recognizes that the determination of the
fair share fee is solely the responsibility of the union, and the employer assumes no responsibility
for the determination of any dispute which may result therefrom. It is also acknowledged that any
dispute concerning the amount of the fair share fee shall be subject to the proceedings provided in
PELRA and, therefore, such dispute shall not be subject to the grievance procedure.

Section 9. Meet and Confer. Upon written request by the Union, the School District shall
meet and confer on items not covered by this agreement, pursuant to PELRA.




ARTICLE V
SCHOOL DISTRICT RESPONSIBILITIES

Section 1. Management Responsibilities. The union recognizes the right and obligation of
the School District to efficiently manage and conduct the operation of the School District within its
legal limitations and with its primary obligations to provide vocational and special educational
opportunities for students of the School District and the State of Minnesota.

Section 2. Effect of Law, Rules and Reqgulations. The union recognizes that all employees
covered by this Agreement shall perform the non-teaching services prescribed by the School
District and shall be governed by the laws of the State of Minnesota, and by School Board rules,
policy, regulations, directives, and orders issued by properly designated officials of the School
District. The union also recognizes the right, obligation, and duty of the School Board and its duly
designated officials to promulgate rules, policy, regulations, directives, and orders from time to
time as deemed necessary by the School Board insofar as such rules, policy, regulations,
directives, and orders are not inconsistent with the terms of this Agreement and recognizes that
the School Board, all employees covered by this Agreement, and all provisions of this agreement
are subject to the laws of the State of Minnesota, Federal laws, rules and regulations and orders of
the State and Federal governmental agencies. Any provisions of this Agreement found to be in
violation of any such laws, rules, regulations, directives or orders shall be null and void and without
force and effect.

Section 3. Inherent Managerial Rights. The parties recognize that the School District is
not required to meet and negotiate on matters of inherent managerial policy, which include, but are
not limited to, such areas of discretion or policy as the functions and programs of the employer, its
overall budget, utilization of technology, the organizational structure and selection and direction
and number of personnel, and that all management rights and management functions not
expressly delegated in this Agreement are reserved to the School District.

Section 4. New Employee Placement. Initial placement on the salary schedule as
recommended by the administration shall be disclosed in writing to the employee at the time of
initial employment, along with a copy of the current master agreement.

ARTICLE VI
HOURS OF SERVICE - LENGTH OF SCHOOL YEAR

Section 1. Basic Day: The basic day, exclusive of lunch, for a full-time employee, shall be
six (6) to eight (8) hours per day as annually determined by the School District prior to July 1.
However, the School District may employ such part-time employees as it deems appropriate. The
hours indicated in the July 1 document shall not be changed during the contract year except as
mutually agreed between the employee and the district. The notice of assignment document will
be available on the district website and shall be mailed to each employee via U.S. mail to the
address on file with the human resources office.




For employees employed after July 1, the “Employee Status Change Form” shall specify
the number of hours per day that the employee is scheduled to work. No changes in this hourly
work schedule shall be made without mutual agreement even when the work location or specific
assignment change involves a change in hours. In the event that an employee is transferred to a
position that requires fewer hours per day or week than the previous position, an additional
assignment will be determined so that the employee is not reduced in hours for the remainder of
the school year.

Subd. 1. Employees working six (6) or more hours per day shall receive a fifteen (15)
minute break in the morning and a fifteen (15) minute break in the afternoon, or one 30-
minute break at a time determined by the supervisor, with the morning break beginning no
sooner than one-half hour after the start of the student contact day. Employees working at
least four hours but less than 6 hours shall receive one 15-minute break, at a time
determined by the supervisor with no break beginning sooner than one-half hour after the
start of the student contact day.

Section 2. Duty Year: The duty year for full-time employees under this Agreement shall be
as annually determined by the School District prior to July 1, but not less than the number of
student days plus one additional day as described in Subd. 1, below. The School District may
employ such part-time employees as it deems appropriate.

Subd. 1. The extra day will be scheduled in whole or in part by administration to provide
any number of preparation, training, or team meeting opportunities. At least % (one-half)
of the day must be scheduled prior to the start of the school year for the purpose of
preparing for the upcoming year.

Section 3. Modifications in Calendar, Length of School Day:

Subd. 1. Inthe event of energy shortage, severe weather, or other exigency, the School
District reserves the right to modify the duty year, and, if school is closed on a normal duty
day(s), the employee shall perform duties on such other day(s) in lieu thereof as the School
District or its designated representative shall determine, if any.

Subd. 2. Inthe event of energy shortage, severe weather, or other exigency, the School
District further reserves the right to modify the length of the school day, as the School
District shall determine, but with the understanding that the total number of hours shall not
be increased, i.e., a four (4) day week with increased hours per day but the total weekly
hours not more than the regular five (5) day week.

Subd. 3. Prior to modifying the scheduled length of the school day pursuant to Subd. 2
hereof, or scheduling more than two (2) makeup days pursuant to Subd. 1 hereof, the
School District shall afford to the federation the opportunity to meet and confer on such
matters.

Subd. 4. School closings and the payroll implications of such closings shall be determined
by the provisions of District Policy 466 “Provisions for the Closing of Schools Due to
Inclement Weather or Other Exigency.”

Section 4. Certain Absences, Employees shall not be paid for any days on which they do
not perform services in accordance with their contract and this Agreement except for absences
authorized pursuant to their contracts and this Agreement, and the School Board will in each case
make appropriate deductions from pay for any such absences.




Section 5. Employees sent home due to student attendance.

Program Assistant: A PA’s anticipated hours of work are assigned by July 1% prior to the following
school year or at time of hire. Daily student attendance in the PA’s assigned classroom or area
may affect the area a PA will be expected to work their assigned hours. A PA will not be sent
home due to daily attendance of students. A PA would only work a reduced number of hours on a
given day if they volunteer to do so.

Student Assistant: Daily attendance of an SA’s assigned student may result in a decrease of the
expected amount of hours an SA is assigned each day. SA’s will not be sent home before twe
three hours of an unexpected student absence. An administrator or designee may make available
to an SA a reassignment for the remainder of the day in an area of need throughout the district.
When expected absences of a student assigned to an SA is substantiated, the SA may notify a
District designee of their availability to be a substitute.

Classroom Assistant: Daily attendance of students in a CA’s assigned classroom may result in a
decrease of the expected amount of hours a CA is assigned each day. CA’s will not be sent home
before two- three hours of an unexpected student absence. An administrator or designee may
make available to a CA a reassignment for the remainder of the day in an area of need throughout
the district. When expected absences of students from the CA’s assigned classroom is
substantiated, the CA may notify a District designee of their availability to be a substitute.

ARTICLE VII
BASIC SALARIES

Section 1. Basic Salaries: Employees shall be compensated during the two years of this

agreement as provided herein.

Subd. 1. Effective July 1, 2042, 2014, all employees will advance one step on Salary
Schedule A over their placement as of June 30, 2012; 2014.

Subd. 2. Effective July 1, 20643 2015, all employees will advance one step on Salary
Schedule B over their placement as of June 30, 2043.2015.

Subd. 3. In the event a successor agreement is not entered into prior to July 1, 2014
2016 an employee shall remain at the same step as compensated during the 2043-2014
2015-2016 contract year until a successor agreement is reached, which agreement shall
govern step advancement, if any. However, the School District reserves the right to
withhold step advancement or other salary increase in individual cases for just cause,
subject to the grievance procedure.

Subd. 4. Longevity: Effective July 1, 2012, 2014, employees shall receive a longevity
salary increase beyond the rates delineated in Schedules A as follows:

In the 10™ through 11" school year .25/hour

In the 12" through 14™ school year .50/hour

In the 15™ — 17" school year $1.00/hour

In the 18" to 19" school year $2.00/hour

In the 20™ to 22" school year $3.00/hour

In the 23" to 24" school year $4.00/hour
9
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In the 25" to 26™ school year and-beyend $5.00/hour
In the 27" school year and beyond $5.50/hour

Effective July 1, 2043, 2015, employees shall receive a longevity salary increase beyond
the rates delineated in Schedule B as follows:

In the 10" through 11" school year .25/hour

In the 12" through 14™ school year .50/hour

In the 15" — 17" school year $1.00/hour
In the 18" to 19" school year $2.00/hour
In the 20" to 22" school year $3.00/hour
In the 23" to 24" school year $4.00/hour
In the 25" to 26™ school year and-beyond $5.00/hour
In the 27" school year and beyond $5.50/hour

The first year of employment shall be defined as any days of employment prior to the last
student day of the regular school calendar in the first employment agreement. The next
regular school calendar becomes the second year of employment with each successive
school calendar year adding to the years of employment.

Section 2. New Employees and Step Advancement: A new employee shall be placed on

the salary schedule as agreed between the employer and the employee and shall be eligible for
step advancement on the following July 1, if they work any days prior to the last day of the regular
school calendar in their employment agreement.

Section 3. Absence of Regularly Assigned Teacher: In the event the regularly assigned
classroom teacher is absent from the classroom one and one-half or more clock hours per day
during student contact time, one School District designated program assistant or classroom
assistant or student assistant shall receive his/her current rate of pay plus an additional $1.00 per
hour for student contact hours. When the teacher’s absence is for one and a half or more hours,
all consecutive hours will qualify for the additional $1.00 dollar per hour.

Subd. 1. On a community outing/field trip when the regular classroom teacher or a
substitute teacher is not in attendance for two and one-half consecutive hours or more, one
School District designated employee shall receive his/her current rate of pay plus an
additional $4 per hour for student contact hours.

Subd. 2. The $4 per hour increase does not refer to or include the time employees are out
of the classroom or in the community in a job coaching assignment (Ex: Cub
foods/bagging groceries, school office sorting mail).

Section 4. Extracurricular Pay

10
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Subd. 1. Definition. For purposes of this Section, an extracurricular assignment is a work
assignment outside of the regularly scheduled work day that is assigned in writing by the
employee’s assistant director or the director.

Subd. 2. Applicability. Extracurricular work assignments under this section may be for a
variety of purposes, but do not include summer school, staff development activities or
extended work year. The exception would be enrichment activities that entail overnights.

Subd. 3. Rate of Pay. Extracurricular work assignments shall be at the employee’s normal
hourly rate of pay for any hours worked except when the accumulated weekly work hours
including regularly assigned work hours plus the extracurricular and-aceumulated-weekly
work hours exceed forty (40) hours per week. If the accumulated weekly work hours
exceed forty (40), any time worked beyond forty (40) hours per week shall be paid at the
rate of 1-1/2 times the normal rate of pay, in accordance with current district overtime
procedures for non-exempt employees.

Subd. 4. Volunteer Participation. In the event an employee who is not assigned to work at
an extracurricular event attends the extracurricular event and chooses to participate as a
volunteer, such participation must be limited to activities that are not the same as or closely
related to the employee’s normal work activities. For example: selling tickets, food or
other items would not be closely related to the work assignment of an employee who
assists teachers in the classroom. However, supervising students, officiating at a sports
event involving students, or driving district vehicles to transport students or district
equipment would be closely related and would not be permitted activities for these
employee volunteers.

Section 5: Train the Trainer Pay: An employee who agrees to attend training, for the
purpose of meeting the requirements to be qualified to be a trainer of employees.on a
regular duty day or on a non-duty day or days shall be paid at their hourly rate of pay for
the time spent in the training sessions. If the location of the training sessions requires
travel, expense reimbursement is requlated by Board Policy 412. All such training
agreements must be approved in writing by the program administrator and the Director of
Special Education.

Section 6: Trainer Pay: An employee who agrees to conduct training for other staff
members shall be compensated at their hourly rate of pay. For each hour of training, one
hour of preparation shall also be compensated. (Example: conducting a three-hour
training session will be compensated at six hours.) Subseguent training of the same
content within three (3) months shall be compensated for the actual hours of training with
no additional time allowed for preparation. All such training agreements must be approved
in writing by the program administrator and the Director of Special Education.

ARTICLE VI
GROUP INSURANCE

Section 1. Selection of Carrier: The selection of the insurance carrier and policy shall be made by
the School District.

Section 2. Health and Hospitalization Insurance:
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Subd. 1. Individual Coverage: Effective February-1,-2013,July 1, 2014, the School District
shall contribute a sum not to exceed $460 $465 per month for each eligible employee
employed by the School District who qualifies for and is enrolled in the School District
group health and hospitalization plan. Effective Becember1,-2013, January 1, 2015, the
School District shall contribute a sum not to exceed $465 $520 per month for each eligible
employee employed by the School District who qualifies for and is enrolled in the School
District group health and hospitalization plan. Effective January 1, 2016, the School
District shall contribute a sum not to exceed $570 per month for each eligible
employee employed by the School District who qualifies for and is enrolled in the
School District group health and hospitalization plan. The cost of the premium not
contributed by the School District shall be borne by the employee and paid by payroll
deduction. This subdivision shall not apply to those eligible employees who select
coverage under the high deductible health plan described in Subdivision 3.

Subd. 2. Dependent Coverage: Effective Febraary-1-2013, July 1, 2014, the School
District shall contribute a sum not to exceed $856-00 $885 per month for dependent
coverage for each eligible employee employed by the School District who qualifies for and
is enrolled in the School District group health and hospitalization plan and who qualifies for
dependent coverage. Effective Becember1,2013, January 1, 2015, the School District
shall contribute a sum not to exceed $885 $910 per month for dependent coverage for
each eligible employee employed by the School District who qualifies for and is enrolled in
the School District group health and hospitalization plan and who qualifies for dependent
coverage. The cost of the premium not contributed by the School District shall be borne by
the employee and paid by payroll deduction. In the event that the School District's
contribution for family coverage is discriminatory or illegal, the union will hold the School
District harmless and indemnify the School District from any and all action, suits, claims,
damages, judgments and other forms of liability which any person may have or claim to
have arising out of or by reason of the School District's contribution toward family
coverage. This subdivision shall not apply to those eligible employees who select coverage
under the high deductible health plan described in Subdivision 4.

Subd. 3. Individual High Deductible Coverage:

Eligible employees shall have the option of enrolling in a high deductible coverage option of
the school district’s health and hospitalization plan. The high deductible coverage shall be
a qualified high deductible health plan within the meaning of Section 223 of the Internal
Revenue Code of 1986, as amended from time to time. Each eligible employee enrolled in
the high deductible coverage shall be eligible for a contribution to a health savings account
(“HSA”) of such employee in accordance with the Intermediate School District No. 917 Flex
Choice Plan (the “Flex Choice Plan”). Effective February-1,2013, July 1, 2014, the total
monthly contribution by the school district toward the cost of the premium of the high
deductible coverage, the HSA contribution, and the HSA administrative fees attributable to
such eligible employee shall not exceed $460. $465. Effective January 1, 2016, the total
monthly contribution by the School District shall not exceed $490. Effective

0 ha 10 aon a¥a

The school district shall contribute toward the cost of the premium for each eligible
employee employed by the school district who qualifies for and is enrolled in individual
coverage under the high deductible coverage option of the school district’s health and
hospitalization plan a monthly amount equal to the total monthly contribution identified in
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subsection (a) minus the monthly HSA contribution identified in subsection (c) and the
monthly HSA administrative fees.

The school district shall contribute an amount equal to one-half of the applicable deductible
to the HSA of each eligible employee employed by the school district who qualifies for and
is enrolled in individual coverage under the high deductible coverage option of the school
district’s health and hospitalization plan. Such contributions shall be made monthly on a
pro rata basis. Such employees shall also be eligible, through the Flex Choice Plan, to
make pre-tax contributions to the HSA via salary reduction. The school district shall select
the vendor of the HSA to which such contributions shall be made. Once deposited in an
employee’s HSA, such contributions, whether made by the school district or via salary
reduction, shall not be subject to restriction by the school district and the employee may
access and/or transfer such funds to a different HSA to the fullest extent permitted by law.
Such employees also shall be eligible to participate in a Limited Scope Health Care
Reimbursement Plan through the Flex Choice Plan, which shall allow reimbursement of
medical expenses to the fullest extent permitted by law for an individual receiving
contributions to an HSA.

Subd. 4. Family High Deductible Coverage:

(a) Eligible employees shall have the option of enrolling in a high deductible
coverage option of the school district’s health and hospitalization plan. The high
deductible coverage shall be a qualified high deductible health plan within the
meaning of Section 223 of the Internal Revenue Code of 1986, as amended from
time to time. Each eligible employee enrolled in the high deductible coverage shall
be eligible for a contribution to a health savings account (“HSA”) of such employee
in accordance with the Intermediate School District No. 917 Flex Choice Plan (the
“Flex Choice Plan”). Effective Februarns1.2013, July 1, 2014, the total monthly
contribution by the school district toward the cost of the premium of the high
deductible coverage, the HSA contribution, and the HSA administrative fees
attributable to such eligible employee shall not exceed $850. $885—Effective

(b) The school district shall contribute toward the cost of the premium for each
eligible employee employed by the school district who qualifies for and is enrolled in
individual coverage under the high deductible coverage option of the school
district’s health and hospitalization plan a monthly amount equal to the total
monthly contribution identified in subsection (a) minus the monthly HSA contribution
identified in subsection (c) and the monthly HSA administrative fees.

(© The school district shall contribute an amount equal to one-half of the
applicable deductible to the HSA of each eligible employee employed by the school
district who qualifies for and is enrolled in individual coverage under the high
deductible coverage option of the school district’s health and hospitalization plan.
Such contributions shall be made monthly on a pro rata basis. Such employees
shall also be eligible, through the Flex Choice Plan, to make pre-tax contributions to
the HSA via salary reduction. The school district shall select the vendor of the HSA
to which such contributions shall be made. Once deposited in an employee’s HSA,
such contributions, whether made by the school district or via salary reduction, shall
not be subject to restriction by the school district and the employee may access
and/or transfer such funds to a different HSA to the fullest extent permitted by law.
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Such employees also shall be eligible to participate in a Limited Scope Health Care
Reimbursement Plan through the Flex Choice Plan, which shall allow
reimbursement of medical expenses to the fullest extent permitted by law for an
individual receiving contributions to an HSA.

Subd. 5. Changes in Coverage under High Deductible Coverage. If an eligible employee
who qualifies for and is enrolled in coverage under the high deductible coverage option of
the school district’s health and hospitalization plan changes the type of coverage during a
calendar year (e.g., from individual coverage under the high deductible coverage option to
family coverage under the high deductible coverage option; from family coverage under
the high deductible coverage option to individual coverage under the high deductible
coverage option; from family or individual coverage under the high deductible coverage
option to no coverage under the high deductible coverage option), the school district’s
contribution to the employee’s HSA shall change accordingly. The change in the amount of
HSA contributions shall be effective coincident with the change in the type of coverage
under the high deductible coverage option.

Section 3. Dental Insurance:

Subd. 1. Individual Coverage: Effective July 1, 2022, 2014, the School District shall
contribute a sum not to exceed $75 per month toward the cost of the premium for individual
coverage for each eligible employee employed by the School District who qualifies for and
is enrolled in the School District’s dental insurance plan. Additional cost of the premium, if
any, shall be borne by the employee and paid by payroll deduction.

Subd. 2. Dependent Coverage: Effective July 1, 20632, 2014, the School District shall
contribute a sum not to exceed $135 per month toward the cost of the premium for
individual coverage for each eligible employee employed by the School district who
qualifies for and is enrolled in the School District’s dental insurance plan. Any additional
cost of the premium shall be borne by the employee and paid by payroll deduction.

Section 4. Group Income Protection: The School District will pay each month 100 percent
of the current premium for income protection insurance for each full-time employee. The income
protection plan shall include the following:

Subd. 1. Benefits begin after ninety (90) calendar days of total disability.

Subd. 2. The monthly income benefit shall be 66-2/3 percent of basic monthly earnings
(exclusive of any additional compensation from this district or any other source).

Section 5. Life Insurance: The School District will pay each month 100 percent of the life
insurance premium for a $60,000 term-life insurance policy for each full-time employee with the
individual employee effective July 1, 2042.-2014.

Section 6. Claims Against the School District: The parties agree that any description of
insurance benefits contained in this Article is intended to be informational only and the eligibility of
any employee for benefits shall be governed by the terms of the insurance policy purchased by the
School District pursuant to this Article. It is further understood that the School District's only
obligation is to purchase an insurance policy and pay such amounts as agreed herein and no
claims shall be made against the School District as a result of a denial of insurance benefits by an
insurance carrier.
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Section 7. Duration of Insurance Contribution: An employee is eligible for contributions as
provided in this Article as long as he/she is a full-time employee of District No. 917. Upon
termination of employment, all district contribution shall cease, effective on the last working day,
except as specified in Subdivisions 1 and 2 hereof.

Subd. 1. The School District shall continue its contribution to health and dental insurance
costs for disabled employees until long-term disability coverage becomes effective to a
maximum of three (3) calendar months following the employee's last day of work.

Subd. 2. The School District shall continue its contribution to health and dental insurance
costs for employees who retire pursuant to Article XVI of this agreement for three (3)
calendar months following the employee's last day of work.

Section 8. Eligibility:

Subd. 1. To be eligible for the full benefits of this Article, employees must be a
regular full-time employee employed at least 1020 hours per year. Employees employed
for less than 1,020 hours per year but at least 510 hours per year shall be eligible for the
benefits of this Article on a pro rata basis. Employees whose start of work date would
preclude compliance with the hour requirement during the remainder of the regular
academic year shall, nevertheless, be deemed to meet the hour requirement provided that
their work schedule is such that hours of employment would have been attained had the
employee begun work at the beginning of the academic year. Short-term or intermittent
employees shall not be eligible for the benefits of this Article.

Subd. 2. Employees shall be eligible during the summer months insurance benefits
coverage at district expense defined in Article VIII provided they have met the 1020 hour
requirement defined in Subd. 1.

ARTICLE IX
LEAVES OF ABSENCE

Section 1. Sick Leave:

Subd. 1. All full-time employees in their first and second year of employment shall earn
sick leave at the rate of one day for each month of service in the employment of the School
District, which is equivalent to nine (9) days for each school year and beginning with their
third year of employment shall earn sick leave at the rate of one and one-ninth (1-1/9) days
for each month of service in the employ of the School District, which is equivalent to ten
(10) days for each school year. All full-time employees shall be given a credit of nine (9) or
ten (10) sick days at the beginning of each school year. Additional sick leave hours shall
be awarded to employees working extended duty day assignments (exceeding 177
days/year), proportional to the number of additional days worked, rounded to the nearest
hour. For purposes of this Subd. 1, summer school assignments are not considered
extended duty day assignments.

Subd. 2. Unused sick leave days may accumulate without limit.

Subd. 3. The School Board may require an employee to furnish a medical certificate from
a qualified physician as evidence of iliness, indicating such absence was due to iliness, in
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order to qualify for sick leave pay. However, the final determination as to the eligibility of an
employee for sick leave is reserved to the School Board.

Subd. 4. Inthe event that a medical certificate will be required, the employee will be so
advised.

Subd. 5. Sick leave allowed shall be deducted from the accrued sick leave days earned
by the employee.

Subd. 6. Sick leave pay shall be approved only upon submission of a signed request.

Subd. 7. An employee who is entitled to sick leave pay, who is then receiving Worker's
Compensation, may not be paid sick leave pay in an amount greater than the difference
between such Worker's Compensation and his/her basic salary.

Subd. 8. Each year it shall be the option of each bargaining unit member to contribute in
(1) one hour increments up to (7) seven hours of personal leave to a student related
workers’ compensation sick leave bank. On or before June 1 of each year, the business
office will electronically notify bargaining unit members to indicate whether or not they wish
to contribute to the student related injury workers compensation sick leave bank. The
leave bank shall be administered by the President of the Association and the
Superintendent. The student related injury workers’ compensation sick leave bank shall be
used for requests from unit members for up to three (3) days of pay if the injury is of such
duration that it does not provide for a Minnesota Workers’ compensation wage loss benefit.
The school district will contribute 67.5 hours to the student related injury worker
compensation sick leave bank for the 2012-2013 school year and 33.75 hours in the 2013-
2014 school year to help establish the bank. Eligibility decisions are not subject to the
grievance procedures.

Subd. 9. Employees who use two or less sick leave days during the regular student school
year will receive a $100 stipend in their June 30 pay check. An employee must have been
employed prior to October 1 to be eligible for this stipend.
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Section 2. Parental Leave:

Subd. 1. An employee shall be afforded a parental leave of absence of no more than
twelve (12) months in duration, according to the procedures as outlined in this section, to
one parent of a newborn child or an adopted child, provided such parent is caring for the
child on a full-time basis.

Subd. 2. The employee shall submit a written request to the superintendent for a
parental leave including commencement date and return date.

Subd. 3. The effective beginning date of such leave and its duration shall be
submitted by the superintendent to the School Board for approval. The superintendent will
notify the employee in writing of the Board’s decision.

Subd. 4. The parties agree that periods of time for which the employee is on
parental leave shall not be counted in determining the completion of the probationary or
trial period.

Subd. 5. An employee who returns from parental leave within the provisions of this
section shall retain all previous work experience credit and any unused leave time earned
under the provisions of this Agreement prior to the beginning of the leave. The employee
shall not accrue any additional work experience credit for leave time during the period of
child care leave.

Subd. 6. An employee on parental leave is eligible to participate in group insurance
programs if permitted under the insurance policy provisions. The employee shall be
responsible for the full cost of the premium of the insurance programs selected and will
begin paying the district at the beginning of the leave. The right to continue participation in
such group insurance programs, however, will terminate if the employee does not return to
the School District pursuant to this section.

Subd. 7. The parties further agree that any child care leave of absence granted
under this section shall be a leave without pay.

Section 3. Maternity/Adoption Leave:

Subd. 1. The start of a physical disability absence for pregnancy, delivery, and
recovery from childbirth shall be determined by the employee’s physician. The end of the
physical disability absence for childbirth shall be determined by the employee’s physician
at the time of the child’s birth.

Subd. 2. A pregnant employee shall notify the superintendent in writing, not later
than the end of the sixth month of pregnancy, and, also at such time provide a physician’s
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statement indicating the estimated date of delivery of the child. The employee shall submit
a written request to the superintendent for the use of paid sick leave, including
commencement date and return date. The time periods provided herein can be modified by
the employee’s physician.

Subd. 3. An employee’s maternity absence may encompass school holidays and/or
school vacations. Holidays and/or vacations that fall during the period of disability to not
cause the disability period to be extended. These days would not be deducted from sick
leave.

Subd. 4. Subd. 2 and 3 of this section shall also apply to one parent for the
adoption of a child in compliance with the Family Medical Leave Act.

Section-3. 4. Death and lliness:

Subd. 1. Upon approval of the superintendent or his/her designee, an employee may be
granted up to five (5) days absence with pay due to the death of the employee's spouse,
child or parent. Up to three (3) days absence may be granted with pay for the death of the
employee's sister, brother, grandparent, grandchild, parent-in-law, son or daughter-in-law,
brother or sister-in-law, or significant person. The leave set forth in this section is non-
accumulative and shall not be deducted from sick leave.

Subd. 2. Upon approval of the superintendent or his/her designee, an employee may use
ene-day up to 160 hours per calendar year of accumulated sick leave for-each-day-of for
illness or injury, severe-illness-or-disability for the following: an employee’s spouse, child,
child over 18, step-child, grandchild, parent, grandparent, step-parent, sibling or
significant person for which care is required for such reasonable period as the employee’s
attendance may be necessary. This leave will be granted under the same terms the
employee is able to use sick leave benefits for their own illness. Bays Time will be
deducted from sick leave.

Subd. 3. Additional absence for severe iliness or death for persons identified in Subd. 1
and Subd. 2 may be granted at the sole discretion of the superintendent whose decision is
final and binding and is not subject to the grievance procedure.

Subd. 4. Absence for the severe illness or death of persons not designated in Subd. 1 or
Subd. 2 may be granted at the sole discretion of the Superintendent, whose decision is
final and binding and is not subject to the grievance procedure. Bays Time used in this
subdivision will be deducted from the employee’s sick leave.

Section 4—5. Jury Duty Leave: An employee summoned for jury duty shall receive his/her
regular salary but shall remit to the school district any jury duty fees received. The employee shall
retain any expenses or mileage allowances paid by the court.

Section 5 6. Personal Leave.

Subd. 1. Eligibility.
(a) Effective July 1, 2012, 2014, employees will receive personal leave days

per the following schedule:
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In School Year 1-3 1 day
In School Year 4-7 2 days
In School Year 8+ 3 days

Personal leave shall be allowed to accumulate to a total of five (5) days.

The first year of employment shall be defined as any days of employment prior to
the last student day of the regular school calendar in the first employment
agreement. The next regular school calendar becomes the second year of
employment with each successive school calendar year adding to the years of
employment.

(b) Denial of requests for the use of personal leave by the immediate
supervisor may be appealed to the Superintendent.

(c) An employee may be granted leave without pay at the sole discretion of
the superintendent, in accordance with school board policy.

Subd. 2. The use of a personal leave day is subject to the approval of the School District
to ensure a minimum of disruption for the educational program. Accordingly, the following
limitations shall apply:

(a) A personal leave day normally shall not be granted for the day preceding
or the day following holidays or vacation periods and the first and last ten (10) duty
days of the school year. (When the licensed staff duty day calendar includes a
professional day or a holiday, the day preceding or the day following the
holiday are eligible for use of personal leave.)

(b) Personal leave requests may be denied on a particular day, if other
employees in the same bargaining unit have already been granted personal or
emergency leave which would be disruptive of the functioning of the particular
program. In addition, personal leave requests will not be approved on any day
which would exceed five percent (5%) of the total bargaining unit.

Subd. 3. At the beginning of each contract year, employees will be credited with the
number of days of personal leave specified in Subd. 1, herein. Those employees who have
accumulated three (3) days of personal leave or more prior to the beginning of any contract
year shall receive a lump sum payment of $75.00 for each day beyond five for which they
become eligible in lieu of being granted additional days beyond five. Part-time employees
as defined in Section 11 of this Article IX shall be paid a pro rata portion of the $75.00 per
day based upon the number of hours worked per year with 1020 hours per year constituting
full-time.

Subd. 4. Employees who are assigned to extended duty days as defined in Section 1,
Subd. 1, of this Article IX, shall earn additional personal leave days on a pro rata basis
consistent with the number of additional days of assignment. The calculation of additional
days will be based upon the actual days worked in the preceding school year (July 1
through June 30) and the number of years of service. The additional personal leave days
earned will accrue to the employee in the following year. Additional time will be calculated
to the nearest hour.
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Subd. 5. Personal leave must normally be requested five{5} three (3) business days in
advance or as soon as known. All requests with less than a five{5) three (3) business day
notice will need to include the reason for the request of personal leave. Personal leave
may be granted in increments of less than one full work day if approved by District
designee.

Subd. 6 Personal leave accrued on the books at the time of an employee’s separation
from the district due to a reduction in force that is caused by an elimination of programs or
reduction in enrolliment shall be reimbursed to the employee at the current substitute
program assistant rate of pay.

Section 6 7. Insurance Application:

Subd. 1 An employee shall be eligible for insurance contributions as provided in Article
VIII of this agreement during any month that the employee provides regular service at least
one (1) day during the month, or during any month that such employee is continuously on
paid sick leave pursuant to Section 1 of this Article, and including the non-duty summer
months continuous with otherwise eligible service.

Subd. 2. An employee shall not be eligible for School District contributions for insurance
programs as outlined in Article VIII of this Agreement during any of the following:

(&) Any month in which the employee does not receive either pay for actual service
rendered or during any month in which the employee is absent but not entitled to
sick leave pursuant to Section 1 of this Article.

(b) Any month after an employee has been absent for (40) forty consecutive student
calendar days due to an injury qualified for a Minnesota workers’ compensation wage loss
benefit and the employee receives workers’ compensation for the entire month, whether or
not supplemented by sick leave.

(c) Any month in which the employee is receiving long-term disability insurance
benefits for the entire month.

Subd. 3. An employee being compensated pursuant to Subd. 2, hereof, may, however,
continue to participate in group insurance plans if permitted under the insurance policy
provisions, but shall pay the entire premium for such program as he/she wishes to retain
during such period of employment relationship. It is the responsibility of the employee to
make arrangements with the school business office to pay to the School District the
monthly premium amounts in advance and on such date as determined by the School
District. The right to continue participation in such group insurance programs, however, will
discontinue upon termination of employment, except as otherwise provided by law.

Section % 8. Accrued Benefits - Unpaid Leaves: An employee on an unpaid leave
pursuant to this Article shall retain such amounts of experience credit for pay purposes and other
accrued benefits, if any, which he/she had accrued at the time he/she went on leave for use upon
his/her return. No additional experience credit for pay purposes or other benefits shall accrue for
the period of time that an employee is on leave under this Section 7.

Section 8: 9. Accrued Benefits - Paid Leaves: An employee on an extended leave where
compensation is involved, including sick leave and worker's compensation, shall be eligible for and
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shall be entitled to normal accruals for sick leave during any month in which the employee actually
performs services. However, an employee shall not be eligible for accrual of sick leave during any
month in which the employee does not perform services because of absence on paid sick leave or
during the entire month the employee is being compensated by worker's compensation or
long-term disability insurance.

Section 9-10. The parties agree that periods of time for which the employee is on unpaid
leave shall not be counted in determining the completion of the probationary period.

Section 20: 11. Failure of the employee to return to work from a leave of absence
pursuant to this Article shall constitute grounds for termination by the School District.

Section 21 12. Eligibility: To be eligible for the benefits of this Article, an employee must
be a full-time employee employed at least 1,020 hours per year. Bargaining unit employees
employed for less than 1,020 hours per year shall receive leave benefits on a pro rata basis.

ARTICLE X
PROBATIONARY PERIOD

Section 1. Probationary Period: An employee, under the provisions of this Agreement,
shall serve a probationary period of two (2) calendar years from the date of (continuous) hire
during which time the School District shall have the unqualified right to suspend without pay,
discharge or otherwise discipline such an employee. In the event the School District terminates
a probationary employee at the end of a school year and rehires the employee within four
(4) months of the termination, the employee’s previous probationary employment period
shall be credited toward their probationary period of two (2) calendar years from the date of
(continuous) hire. During the probationary period, the employee will receive two performance
appraisals during each calendar year using the procedures of Board Policy 459. The first
appraisal shall occur prior to December 15 and the second will occur prior to April 15.

Section 2. Completion of Probationary Period: An employee who has completed the
probationary period may be suspended without pay, discharged or disciplined only for just cause
by the School District subject to the grievance procedure.

ARTICLE XI
EMPLOYEE SUPERVISION

Section 1. Employee Improvement Plans

Subd. 1. Prior to formal or informal disciplinary procedures being employed in cases of
minor misconduct or in cases where the behavior or poor performance does not constitute
a serious infraction of the contract, district policies, rules or directives of superiors, the
school district may, in its discretion, attempt to improve an employee’s performance and/or
correct an employee’s behavior by implementing an “employee improvement plan.”

Subd. 2. The purpose of an employee improvement plan is to improve the employee’s
performance up to the standards and expectations of the school district. Should the
employee fail to raise his/her level of performance to the school district’'s expectations, or
the behavior issues continue the school district may resort to the disciplinary measures
delineated in Section 2 of this Article.
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Subd. 3. All employee improvement plans will be placed in the employee’s personnel file
along with any notations as to the employee’s progress in improving performance.

Section 2. Employee Discipline

Subd. 1. Employee discipline is the school district’s process for assuring compliance with
the terms and conditions of the collective bargaining agreement, Board policies and rules,
directives issued by the employee’s supervisors or other administrators, and generally
accepted norms of behavior. Discipline is intended to correct unacceptable behavior and
improve performance. The school district shall render disciplinary measures only for just
cause and shall ensure that employee rights to “due process” are protected.

Subd. 2. Oral or Written Reprimands. The school district shall typically follow a
progressive discipline approach as outlined in this Article depending upon the gravity of the
misconduct or the level of performance issues. The school district may, at its sole
discretion, move immediately to a higher level of discipline, depending upon the severity of
the misconduct or lack of performance.

Oral Reprimand. Oral reprimands may be issued to employees in the event of relatively
minor infractions. Oral reprimands shall not be grievable under Article XIV of this
Agreement. Oral reprimands shall not be documented in the employee’s official personnel
file.

Written Reprimand. Written reprimands (Notices of Deficiency) may be issued by the
school district for more serious misconduct or when oral warnings have not corrected the
employee’s behavior or performance. Written reprimands will be placed in the employee’s
official personnel file. Employees may respond in writing to written reprimands and such
responses shall be placed in the employee’s official personnel file. Written reprimands are
grievable may be grieved under Article X1V of this Agreement. The standards of review
are whether or not any material in the employee’s official personnel file is false or
inaccurate or is without just cause. Any material found through the grievance procedure to
be false or inaccurate or without just cause shall be expunged from the employee’s official
personnel file.

Subd. 3. Suspension. An employee may be suspended without pay for grounds as
described in Minn. Stat. Section 122A.40, Subd. 9(a) through (e) or Minn. Stat.
Section 122A.40, Subd. 13(1) through (6). Any suspension is subject to the grievance
procedure under Article XIV of this Agreement. Additionally, an employee may be
suspended without pay when other disciplinary measures have been applied without
sufficient positive result, or for other willful violations of District policies or directives.

Suspension shall take effect upon written notification from the Superintendent of Schools to
the employee stating the grounds for suspension. The employee shall have the right to
invoke the grievance procedures set forth in Article XIV of this Agreement at the arbitration
level provided written notification requesting arbitration is received by the superintendent
within fifteen (15) days after receipt of the written notice of suspension.

The suspension shall take effect upon receipt by the employee of the written notice of

suspension or shall take effect as otherwise indicated in the written notice of suspension.
The suspension shall continue in effect for the time period provided in the written notice or
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as otherwise decided by the school board, but not to exceed a period of thirty (30) work
days.

An employee may be put on a paid leave during an investigation of concern for the District.
If the investigation results in an unpaid leave, the employee’s unpaid leave time will not be
retroactive without mutual agreement.

Subd. 4. Termination for Cause. An employee who has passed the probationary period
may be terminated for cause at the end of a school year for any of the following reasons:

= |nefficiency;

= Neglect of duty, or persistent violation of school laws, rules, regulations, or
directives;

= Conduct unbecoming a employee which materially impairs the employee’s
educational effectiveness;

= Other good and sufficient grounds rendering the employee unfit to perform the
employee’s duties.

An employee will not be terminated upon one of the grounds specified in clause (1), (2),
(3), or (4), unless the employee fails to correct the deficiency after being given written
notice of the specific items of complaint and reasonable time within which to remedy them.

Immediate discharge. The board may discharge a non-probationary employee, effective
immediately, upon any of the following grounds:

e Immoral conduct, insubordination, or conviction of a felony;

¢ Conduct unbecoming a employee which requires the immediate removal of the
employee from classroom or other duties;

¢ Failure without justifiable cause to be present at assigned work place without first
securing the written release of the school board;

¢ Gross inefficiency which the employee has failed to correct after reasonable written
notice;

o Willful neglect of duty; or

¢ Continuing physical or mental disability subsequent to a 12 months leave of
absence and inability to qualify for reinstatement.

ARTICLE XII
SENIORITY

Section 1. Seniority: The parties recognize the principle of seniority within classification in
the application of this Agreement concerning reduction or increase in force, and reduction of
working time, within qualification areas as defined by the School District. For purposes of this
Article, the School District reserves the right to define reasonable qualifications within respective
program areas and program skills. The exercise of seniority, therefore, shall be subject to the
employee's qualifications within said areas. The parties agree that Program Assistants, and
Classroom Assistants constitute separate seniority classifications and accordingly, a separate
seniority list will be provided for each individual classification. An employee will have rights only
within their particular seniority classification under the provisions of this Article.

Section 2. Seniority Date: For purposes of this article, an employee's seniority date shall
be the first date of paid and continuous employment with the School District. An employee shall
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acquire a seniority date upon completion of the probationary period as defined in this Agreement
and upon acquiring seniority the seniority date shall relate back to the first date of continuous
service employment with the School District. If more than one employee commences paid
employment on the same date, the tie in seniority shall be broken by lot. If an employee changes
their assignment from Student Assistant or Classroom Assistant to Program Assistant or Program
Assistant to; Student Assistant to Classroom Assistant their seniority date remains the first date of
paid continuous employment with the School District.

Section 3. Loss of Seniority: An employee shall lose his/her seniority standing upon
written resignation of employment, discharge for cause, or after a twelve (12) month continuous
lay off.

Section 4. Seniority Lists. Seniority lists shall be published no later than February 15 each
year. The list shall indicate the employees' seniority date. The list shall be posted at each school
facility and the Union shall be provided with three copies of such list.

ARTICLE XIlII
OTHER BENEFITS

Section 1. The School District agrees to reimburse for tuitions, fees, membership and
association fees which are approved in accordance with District Policy 486.

Subd. 1 Three hours or more of training, per school year, will be provided by the District.
The training will be outside of opening workshops, team meetings, and classroom
preparations, etc. Both the Union and School District designees will have input into the
content of the job skills training. Compensation for the hours of training will be at School
District expense.

Section 2. Travel Expense: Employees required by the School District to use their own vehicles
in the performance of their duties shall be reimbursed for such travel at the rate as prescribed by
School Board policy.

ARTICLE XIV
GRIEVANCE PROCEDURE

Section 1. Grievance Definition: A "grievance” shall mean an allegation by an employee(s)
resulting in a dispute or disagreement between the employee(s) and the School District as to the
interpretation or application of terms and conditions of employment insofar as such matters are
contained in this Agreement.

Section 2. Representative: The employee, administrator or School District may be
represented during any step of the procedure by any person or agent designated by such parties
to this Agreement to act in their behalf.

Section 3. Definitions and Interpretations:

Subd. 1. Extension: Time limits specified in this Agreement may be extended by mutual
agreement.
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Subd. 2. Days: Reference to days regarding time periods in this procedure shall refer to
calendar days.

Subd. 3. Filing and Postmark: The filing or service of any notice or document herein shall
be timely if it is personally served or if it bears a certified postmark of the United States
Postal Service within the time period.

Section 4. Time Limitation and Waiver: Grievances shall not be valid for consideration
unless the grievance is submitted in writing to the School District's designee, setting forth the facts
and specific provision of the Agreement allegedly violated and the particular relief sought within
twenty (20} days twenty-five (25) days after the date the event giving rise to the grievance
occurred. Failure to file any grievance within such period shall be deemed a waiver thereof. Failure
to appeal a grievance from one level to another within the time periods hereinafter provided shall
constitute a waiver of the grievance. An effort shall first be made to adjust an alleged grievance
informally between the employee and the School District's designee.

Section 5. Adjustments of Grievance: The School District and the employee shall attempt
to adjust all grievances which may arise during the course of employment of any employee within
the School District in the following manner:

Subd. 1. Level 1: If the grievance is not resolved through informal discussions, the
School District designee shall give a written decision on the grievance to the parties
involved within ten (10) days after receipt of the written grievance.

Subd. 2. Levelll: Inthe event the grievance is not resolved in Level I, the decision
rendered may be appealed to the superintendent of schools, provided such appeal is made
in writing within ten{10) fifteen (15) days after receipt of the decision in Level I. If a
grievance is properly appealed to the superintendent, the superintendent or his/her
designee shall set a time to meet regarding the grievance within fifteen (15) days after
receipt of the appeal. Within ten (10) days after the meeting the superintendent or his/her
designee shall issue a decision in writing to the parties involved.

Section 6. School Board Review: The School Board reserves the right to review any
decision issued under Level | or Level Il of this procedure provided the School Board or its
representative notifies the parties of its intention to review within ten (10) days after the decision
has been rendered. In the event the School Board reviews a grievance under this section, the
School Board reserves the right to reverse or modify such decision.

Section 7. Denial of Grievance: Failure by the School District or its representative to issue
a decision within the time periods provided herein shall constitute a denial of the grievance and the
employee may appeal it to the next level.

Section 8. Arbitration Procedures: In the event that the employee and the School District
are unable to resolve any grievance, the grievance may be submitted to arbitration as defined
herein.

Subd. 1. Request: A request to submit a grievance to arbitration must be in writing signed
by the aggrieved party, and such request must be filed in the office of the superintendent
within ten (10) days following the decision in Level Il or School Board review, whichever is
applicable, of the grievance procedure.

25

26



Subd. 2. Prior Procedure Required: No grievance shall be considered by the arbitrator
which has not been first duly processed in accordance with the grievance procedure and
appeal provisions.

Subd. 3. Selection of Arbitrator: Upon the proper submission of a grievance under the
terms of this procedure, the parties shall, within ten (10) days after the request to arbitrate,
attempt to agree upon the selection of an arbitrator. If no agreement on an arbitrator is
reached, either party may request the Bureau of Mediation Services to appoint an arbitrator
pursuant to M.S. § 179.70, Subd. 4, providing such request is made within twenty (20) days
after the request for arbitration. The request shall ask that the appointment be made within
thirty (30) days after the receipt of said request. Failure to agree upon an arbitrator or the
failure to request an arbitrator from the Bureau of Mediation Services within the time
periods provided herein shall constitute a waiver of the grievance.

Subd. 4. Hearing: The grievance shall be heard by a single arbitrator and both parties
may be represented by such a person or persons as they may choose and designate, and
the parties shall have the right to a hearing at which time both parties will have the
opportunity to submit evidence, offer testimony, and make oral or written arguments
relating to the issues before the arbitrator. The proceeding before the arbitrator shall be a
hearing de novo.

Subd. 5. Decision: The decision by the arbitrator shall be rendered within thirty (30) days
after the close of the hearing. Decisions by the arbitrator in cases properly before him/her
shall be final and binding upon the parties; subject, however, to the limitations of arbitration
decisions as provided in the PELRA. The arbitrator shall issue a written decision and order
including findings of fact which shall be based upon substantial and competent evidence
presented at the hearing. All witnesses shall be sworn upon oath by the arbitrator.

Subd. 6. Expenses: Each party shall bear its own expenses in connection with arbitration
including expenses relating to the party's representatives, witnesses, and any other
expenses which the party incurs in connection with presenting its case in arbitration. A
transcript or recording shall be made of the hearing at the request of either party or if the
request is mutual, the cost shall be shared. The parties shall share equally fees and
expenses of the arbitrator and any other expenses which the parties mutually agree are
necessary for the conduct of the arbitration.

Subd. 7. Jurisdiction: The arbitrator shall have jurisdiction over disputes or disagreements
relating to grievances properly before the arbitrator pursuant to the terms of this procedure.
The jurisdiction of the arbitrator shall not extend to proposed changes in terms and
conditions of employment as defined herein and contained in this written Agreement; nor
shall an arbitrator have jurisdiction over any grievance which has not been submitted to
arbitration in compliance with the terms of the grievance and arbitration procedure as
outlined herein; nor shall the jurisdiction of the arbitrator extend to matters limited or
excluded by PELRA of 1971.

Section 9. Grievance Form: A form which must be used for filing grievances shall be

provided by the School District (Attachment D). Such form shall be readily accessible in all school
buildings.

Section 10. Election of Remedies and Waiver: A party instituting any action, proceeding or

complaint in a federal or state court of law, or before an administrative tribunal, federal agency,
state agency, or seeking relief through any statutory process for which relief may be granted, the
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subject matter of which may constitute a grievance under this Agreement, shall immediately
thereupon waive any and all rights to pursue a grievance under this Article. Upon instituting a
proceeding in another forum as outlined herein, the employee shall waive his/her right to initiate a
grievance pursuant to this Article, or, if the grievance is pending in the grievance procedure, the
right to pursue it further shall be immediately waived. This section shall not apply to actions to
compel arbitration as provided in this Agreement or to enforce the award of an arbitrator.

ARTICLE XV
TRANSFERS, VACANCIES AND JOB POSTING

Transfer, in the context of this article, means the change in work location within
Intermediate School District #917’s various program sites. All transfers shall be documented in
writing. A change in work assignment at the same work location is not considered a transfer under
this article and is a management prerogative.

Section 1. Daily Job Site Transfer Request: For purposes of this section, a daily job site
transfer request of an employee is one that is made by an administrator when there is a need on a
particular day or days due to employee absences or other extenuating needs in a classroom
outside of the building normally assigned. An employee may be requested to provide job coverage
at a site other than their regular assigned building. When possible, an employee will be notified
the day before a transfer is needed. A change of work assignment at the regular assigned
building is not considered a daily job site transfer request.

Subd. 1. The employee’s regular assignment work times will remain the same unless the
employee and administrator mutually agree to a change in times. Hours worked that
exceed the regular assignment work times will be submitted on an employee time sheet.

Subd. 2. In the event the employee’s drive time from the temporary job site will exceed
the normal end of day drive time and this creates a hardship for the employee, by mutual
agreement with the administrator, the employee may be allowed to leave the temporary
job site before the temporary job sites normal work day end time.

Subd. 3. Employee’s accepting a daily job site transfer request will be reimbursed for
mileage based on the round trip miles from their regular assignment job site to the
temporary job site in accordance with District Policy 412 and submission on the District
Mileage Request Form. If an employee’s personal vehicle is not available for travel and
alternative transportation options are not possible, there will be no retribution given to the
employee.

Subd. 4. Job duties at a temporary job site that require specialized training will not be
expected to be performed by an employee who has not received such training. When an
employee has concerns regarding their ability to meet the program needs of a temporary
job site assignment, these concerns should be shared with the administrator making the
request. There will be no retribution given to an employee who is not trained for the duties
of other sites.

Subd. 5. When an employee decides to decline a request for a daily job site transfer, they
must discuss their decision with the administrator before the daily job site transfer is
finalized.
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Section 2: Involuntary Transfers: Notice of involuntary transfer shall be given to the

employees of the department involved as soon as practicable. A list of open bargaining unit
positions in the school district shall be made available to all employees being involuntarily
transferred or reassigned. Such employees may apply for positions in order of preference to
which they desire to be transferred.

Section 3: Decision:

Subd. 1. The involuntary transfer will be given to the least senior employee in the
site/program, whenever possible subject to the provisions of Subdivisions 2 through 4,
below.

Subd. 2. Programmatic considerations, employee qualifications, and employee preference
shall be used by the school district when filling vacancies, and rotating or transferring staff.

Subd. 3. Staff not selected for vacant or open positions or staff being involuntarily
reassigned shall, upon written request, be afforded an opportunity to meet with the
Superintendent regarding such decision.

Subd. 4. Notwithstanding the provisions of this Article, it is understood and agreed that
the final choice relating to staffing decisions remains in the discretion of the School District.

Section 4: Voluntary Transfers: Voluntary transfers shall be available to all employees

based on the qualifications of the individual and the needs of the district.

Subd. 1. Employees shall have the right to apply for open positions within the District for
which they are qualified. Qualification shall be determined by the skills, experience,
performance of the individual applying and the requirements of the position applied for.
The District shall determine the qualifications required. When qualifications are equal,
seniority shall be the deciding factor between several applicants. The District shall inform
the union president by email as soon as the position is filled, stating employee name,
program assignment, site location, hours and salary.

Subd. 2. Any employee who wishes to be considered for a transfer to a location or
program when an opening becomes available may make their request to their Assistant
Director in writing with a copy to the Director. Consideration will be given to these requests
based upon criteria described in Subd. 1 above and the needs of the district. When
gualifications are equal, seniority may be considered.

Subd. 3. Notwithstanding the provisions of this Article, it is understood and agreed that
the final choice relating to staffing decisions remains in the discretion of the school district.

Section 5: Definition, Vacancies and Job Posting: For purposes of this section, a regular

vacancy is defined as one anticipated to last for more than one school year when an employee is
to be added in the bargaining unit, the allocation of additional employees, or a regular position
becomes available due to an employee leaving. The posting requirement shall not apply when the
district is making administrative transfers or reassignments within the bargaining unit.

Vacancies for bargaining unit positions shall be posted on the district website and a notice

will be sent to each employee’s school e-mail. Positions will be posted for a minimum of five
working days before the position is permanently filled. Each posting will include the position,
hours, site assignment if known, and program assignment. Employee access to district
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computers will be provided during the normal work day and conditions for use are set forth in
School District Policy.

Section 6: New positions or extended day/hour positions. In instances where positions
providing additional hours or additional days of work or continuous employment are to be filled,
preference for these positions shall be given first to the most senior qualified person applying
within the program area of their normal assignment (ex: TESA within TESA) and then to the most
senior qualified person applying within 917.)

Section 7. Application for Vacancies: To be considered for a vacancy posted under this
Agreement, an employee must submit an application in writing.

Section 8. Mailed Notice: Employees of the unit desiring to be personally notified of any
vacancies occurring within the unit must provide the personnel office with a stamped,
self-addressed envelope. If such an envelope is on file when a vacancy is posted, the School
District will forward the vacancy notice to the employee.

ARTICLE XVI
SEVERANCE/EARLY RETIREMENT

Section 1. Eligibility: Employees who have completed at least fifteen (15) years of
continuous (to be defined as including any leave approved under other sections of this contract)
service employment with the School District, and who are at least fifty-five (55) years of age, or
have completed thirty (30) years of continuous employment shall be eligible for severance pay
pursuant to the provisions of this Article upon submission of a written resignation accepted by the
School Board. Severance pay shall not be granted to any employee who is discharged for cause
by the School District. This Article shall apply only to employees who retire after the execution of
this contract and shall not be retroactive to any employee who retired prior to said execution date.

Section 2. Amount of Severance: Eligible employees, upon retirement, shall receive as
severance pay unused sick leave days, not to exceed thirty-five (35) days.

Section 3. Notice: To be eligible for the benefits of this section, unless waived by the
School District, an employee must notify the School District not less than 45 calendar days prior to
the proposed retirement date.

Section 4. Method of Pay-Out:

A. Subject to the limitations listed below, the school district will contribute an amount
equal to the value of the employee’s severance pay directly into the School board
approved 403 (b) vendor account. The retiree will not receive any direct payment
from the school district for the severance pay.

B. The school district’s annual contribution into the School Board approved 403 (b)
vendor account must not exceed the IRS contribution limit. If the amount calculated
in “A” exceeds the available limits in the year of separation, the excess amount will
be paid out in cash and not be tax sheltered.

C. The school district contribution(s) into the approved 403 (b) vendor account will be
made according to the same timeline as was provided for the direct payment of the
severance pay.
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D. The school district will make the severance pay contributions to the School Board
approved 403 (b) vendor. For purposes of calculating the maximum deferral limit,
the school district will provide the retiree of approved vendor with contribution
information for the previous twelve (12) months of employment. The vendor had
agreed to calculate the maximum deferral limit.

E. If an employee eligible for this benefit dies before terminating employment,
the benefit will be paid to the estate of the deceased.

Section 5. Cut-off Date: The benefits of this article shall not apply to a member of this
group employed after July 1, 2005.

ARTICLE XVII
403(b) MATCHING CONTRIBUTION PLAN

Section 1. Eligibility. To be eligible for this contribution, an employee must be regularly
employed at least 1,020 hours during the contract year, and such benefits shall not apply to
employee's employed for a lesser time or substitute employees. An employee must be in their
second school year and thus will be eligible for an employer contribution in the employee’s second
year of service. The first year of employment shall be defined as any days of employment prior to
the last student day of the regular school calendar in the first employment agreement. The next
regular school calendar becomes the second year of employment with each successive school
calendar year adding to the years of employment.

Section 2. Contribution. Effective July 1, 2013,2014, the school district will contribute up
to a maximum as listed in the following schedule, according to year of service.

Employee School District Maximum Total Contribution
School Year Matching Contribution  Matching Contribution School District School District
Contribution and Employee
In School Year 2-3 $100 $100 $100 $200
In School Year 4-6 $350 $350 $350 $700
In School Year 7-9 $450 $450 $450 $900
In School Year 10-12 $600 $600 $600 $1,200
In School Year 13-14 $700 $700 $700 $1,400
In School Year 15+ $1,000 $1,000 $1,000 $2,000

Section 3. Authorization Agreement. A salary reduction authorization agreement must be
completed by the eligible employee by October 15 of the current year, for the employee to
participate in the 403b matching contribution plan.

Section 4. Unpaid Leaves. Employees on unpaid leaves may not participate in the
matching program while on leave.
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Section 5. Matching Requirement. The School District's contribution, for the matching
portion of Section 2, shall not exceed the employee's matching contribution.

ARTICLE XVIII
DURATION

Section 1. Term and Reopening Negotiations: This Agreement shall remain in full force
and effect for a period commencing July 1, 2012, 2014, through June 30, 2044 2016, and
thereafter pursuant to PELRA. |If either party desires to modify or amend this Agreement
commencing on July 1, 2014, 2016 it shall give written notice of such intent no later than May 1,
2014, 2016. Unless otherwise mutually agreed, the parties shall not commence negotiations more
than ninety (90) days prior to the expiration of this Agreement.

Section 2. Effect: This Agreement constitutes the full and complete agreement between
the School District and the Union. The provisions herein relating to terms and conditions of
employment supersede any and all prior agreements, resolutions, practices, School District
policies, rules or regulations concerning terms and conditions of employment inconsistent with
these provisions.

Section 3. Finality: Any matters relating to the current contract term, whether or not
referred to in this Agreement, shall not be open for negotiation during the term of this Agreement.

Section 4. Severability: The provisions of this Agreement shall be severable, and if any
provision thereof or the application of any such provision under any circumstances is held invalid, it
shall not affect any other provision of this Agreement or the application of any provision thereof.

IN WITNESS WHEREOF, the parties have executed this Agreement as follows:

DISTRICT #917 SPECIAL EDUCATION INTERMEDIATE SCHOOL DISTRICT 917
PROGRAM ASSISTANTS FEDERATION,

LOCAL 4242

Dian Erickson Jill Lewis

President, Local 4242 Chair

Teresa Stiff Vanda Pressnall

Vice-President, Local 4242 Clerk

Ann Staples

Treasurer, Local 4242

Dated: , 2014 Dated: , 2014
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SCHEDULE A

SPECIAL EDUCATION ASSISTANTS

2014-2015 SALARY SCHEDULE

STEP Office use B22-HQ
only
F 10 16.19
G 11 16.57
H 12 16.95
| 13 17.33
J 14 17.72
K 15 18.09
L 16 18.47
M 17 18.85
N 18 19.24
@] 19 19.61
P 20 19.99
Q 21 20.37
R 22 20.81
34
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SCHEDULE B
SPECIAL EDUCATION ASSISTANTS

2015-2016 SALARY SCHEDULE

STEP (office use only)

F 10 16.37
G 11 16.76
H 12 17.14
| 13 17.52
J 14 17.91
K 15 18.29
L 16 18.67
M 17 19.06
N 18 19.45
0 19 19.83
P 20 20.21
Q 21 20.60
R 22 21.04
35
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ATTACHMENT C

GRIEVANCE REPORT FORM

INTERMEDIATE SCHOOL DISTRICT 917

Name

Building

Date Grievance Occurred

Statement of Facts:

Specific Provisions of Agreement Allegedly Violated:

Particular Relief Sought:

Date:

Signature of Greivant

36
37



Chair

Prasidant
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TO: Board Members

FROM: John Christiansen
DATE: October 22,2014
RE: Information on Program Assistants’ Contract

The following are the basic details for the Program Assistants tentative contract agreement for
consideration at our October 23, meeting.

Language Modifications:

Clarification of Union Leave

Dues check off procedures

Training and Trainer procedures

New language for Parental, Maternity/Adoption, and Death and lliness to comply with
statutes

Timelines for Grievance Procedures

6. Eligibility requirements for severance benefit

PwnNPE

4

Financial Adjustments:

1. Salary schedule step advancement ( 4.057% cost to total package)

2. Staff sent home due to student absence extended from 2 hours to 3 hours (.426% to
total package)

3. Add longevity tier for 27 years and beyond ($.50 increase over previous top tier (.041%
to total package)

4, Health insurance contribution increase: (1.35% to total package)

- 55 to single Plan 1 — January 1, 2015
- $25 to family Plan 1 —January 1, 2015
- S50 to single Plan 1 —January 1, 2016
- $25 to HSA plan — January 1, 2016

5. Salary schedule increase 1.25% year 1 and 1.1% year 2 (1.929% to total package)
The total package increase is 7.803% which is .013 over our target of 7.79%.
The negotiation teams met for nine (9) two to three hour sessions beginning on June 27, 2014, and
finalized a tentative agreement on September 9. The membership meeting to vote on the proposal was
held on October 22, 2014. The members present at the meeting voted to approve the proposed

agreement.

JC:jb
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Are skilled workers scarce?
Evidence from employer surveys in Minnesota

Alessia Leibert, May 6, 2013

The skills gap debate and its pitfalls

A skills gap is the difference between the skill levels of the available workforce and the skills
necessary to meet job requirements. Skills gaps have often been used as a simple narrative to
explain the contradiction between the current high level of unemployment in the United States
and the alleged inability of employers to fill open positions. This over-simplified harrative,

however, has suffered from two main flawed assumptions:

1. It assumes skills gaps are synonymous with hiring difficulties. Hiring difficulties often
manifest themselves as a fack of qualified candidates who apply for a job. This can create the
impression of a widespread lack of occupational workforce skills and, perhaps, of educational
credentials. But, aside from lacking skills, there could be many other reasons why qualified
candidates do not apply for a job or are not considered to be a good match for the job. For
instance, mismatches can result from recruiting strategies that do not properly identify the
desired skill set, unattractive job characteristics that discourage qualified candidates from

applying, or an over-qualified candidate pool as opposed to an under-qualified candidate pool.

2. It assumes that skills mismatches prevent employers from hiring, which in turn is assumed
to hurt firm competitiveness. However, skills-related hiring difficulties are not necessarily
barriers that prevent hiring for a particular position. Additionally, sometimes firms set stringent

qualification requirements because they are not in a hurry to hire.

To investigate the existence and causes of hiring difficulties in Minnesota and determine how
many are specifically attributable to skills gaps relative to other factors, the Minnesota Labor
Market Information Office rolled out a Hiring Difficulties Survey based on its existing semi-

annual Job Vacancy Survey.

40



Hiring Difficulties Survey: Quick Facts
o Period: Based on vacancies apen during Spring and Fall of 2012

o Response rate: 73 percent; 335 establishments with 2,095 estimated vacancies responded to the phone
survey.

o Occupations surveyed: Registered Nurses, Nurse Practitioners, Nurse Anesthetists, Industrial Engineers,
Industrial Engineering Technicians, Materials Engineers, Machinists, Numerical Tool and Process Control
Programmers, CNC Machine Tool Operators, Software Developers - Systems Software, Software Developers -
Applications, Computer User Support Specialists, Computer Network Support Specialists

The extent of hiring difficulties in Minnesota

Figure 1 displays the main survey findings. Less than a half (43 percent) of all vacancies
reported in Spring and Fall of 2012 were hard-to-fill. Hiring difficulties varied widely by
occupation, with Nursing having the lowest incidence {32 percent) and Production having the
highest incidence (68 percent).

Figure 1
Share of Vacancies Reported as "Difficult to Fill"
by Occupational Group
N=2095
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50%
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20%
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Vacancies Technology Engineering

When vacancies are broken down by industry (see Figure 2), the same high concentration—
above 50 percent—of hiring difficulties exist in the Manufacturing sector as in Industrial
Engineering and Production, occupations almost exclusively found in Manufacturing industries.
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Both results point at Manufacturing as the segment of Minnesota’s economy where employers
are struggling the most to fill available openings.

Figure 2
— ) e
Share of Vacancies Reported as "Difficult to Fill®
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Hiring difficulties also varied by region. One out of two or 52 percent of vacancies in Greater
Minnesota was hard ta fill compared to the Twin Cities Metro Area with 36 percent.

These overall findings about the magnitude and distribution of hiring difficulties serve as a
background to the next section of the article that takes a closer look at the nature and potential
causes of hiring difficulties and, specifically, at the incidence of skills gaps.

Measuring the skills gap: Employers’ perspectives about potential causes of

hiring difficulties

In order to identify hiring difficulties, employers were first asked “Did you have—or are you

having—difficulties filling the position?” Next, they were given an opportunity to share their

perspectives about why some positions are hard to fill, choosing from two main areas: supply-
side factors or demand-side factors.

1. Supply-Side Factors: Hiring difficulties caused by a mismatch between job requirements
and the training, skills, and experience of applicants (true skills mismatches).

2. Demand-Side Factors: Hiring difficulties caused by problems that are unrelated to
candidates’ qualifications, such as unattractive work hours, inadeguate compensation,
geographic location of position, poor image of the firm or industry sector, ineffective
recruiting, and so forth.

While employers reported general hiring difficulties in 43 percent of vacancies, only 15 percent
of all vacancies were hard-to-fill exclusively because of skills mismatches (see Figure 3).

3
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Figure 3

Factors Perceived by Employers as Contributing to Hiring
Difficulties, All Vacancies, Spring-Fall 2012
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mismatches
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21%

Far more common were hiring difficulties where employers also identified a demand-side
problem in conjunction with a supply-side problem. This indicates that skills mismatches rarely
occur in isolation from demand-side factors. Least common were hiring difficulties that were
attributed exclusively to factors unrelated to the supply of skills.

When responses are broken down by experience level as shown in Figure 4, we notice a high
concentration (42 percent) of purely demand-driven hiring difficulties in vacancies requiring
less than one year of experience, corresponding to the entry-level job market. When asked to
identify the reasons for hiring difficulties in this group of vacancies, employers attributed 40
percent fully or in part to unattractive wages/compensation.
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Figure 4

FACTORS IDENTIFIED BY EMPLOYERS AS CONTRIBUTING TO
HIR»I‘G DIFFICULTIES, BY EXPERIENCE LEVEL
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Interestingly, pure skills mismatches were not concentrated in high-experience vacancies as
one would have expected, but rather in vacancies requiring intermediate work experience,
from one to three years. The difficulties in filling high-experience positions were
overwhelmingly caused by a mix of supply and demand issues. A closer look at these cases
reveals that 87 percent were caused by the inability to find candidates with specialized skills,
yet one-half of these also mentioned location as a contributing factor. This result is a clear
demonstration of how supply problems can interact with other issues like geographic
mismatches. Some employers feel that attracting experienced workers would be much easier if
the firm were located in a different area. An additional and unexpected finding was that
Greater Minnesota regions experienced geographic mismatches at rates not much higher than
the Metro Area. Some of the locations indicated as “problematic for hiring” were actually in the
Twin Cities Metro Area.

Some surprising results also emerge in the distribution of skills mismatches by education level
(see Figure 5). In fact, employers were more likely to report skills mismatches as the exclusive
reason for hiring difficulties for jobs requiring no post-secondary education {57 percent). On the
other end of the spectrum, for positions requiring a bachelor’s degree or higher, pure skills
mismatches were cited in just 32 percent of the cases, and demand-side reasons in 22 percent
of cases. The implication is that, in general, education level alone is not driving skills
mismatches.
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Figure 5

Factorsidentified by employers as contributing
to hiring difficulties, by education level
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Thus, skills mismatches were sometimes found to be related to inadequate levels of experience,
but not to inadequate levels of education. This demonstrates that skills mismatches, as a cause
of hiring difficulty, cannot automatically be assumed to be the result of a shortage of skilled
workers.

The incidence and characteristics of skills mismatches by occupation

When responses are broken down by occupational group (see Figure 6), three scenarios
emerge:

1. Occupations with a low incidence of pure skills mismatches relative to other reasons for
hiring difficulties {nursing, with 18 percent);

2. Occupations with a moderate incidence of pure skills mismatches (engineering, 32
percent, and IT, 37 percent);

3. Occupations with a high incidence of pure skill mismatches (production, 51 percent).
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Figure 6

FACTORS IDENTIFIED BY EMPLOYERS AS CONTRIBUTING TO HIRING DIFFICULTIES
BY OCCUPATIONAL GROUP, RANKED BY INCIDENCE OF SKILLS GAPS ONLY
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It is important to recall that these occupations were intentionally selected precisely because of
anecdotal evidence of skills-related hiring difficulties. Therefore, there was a high probability of
finding skills gaps in these fields.

Following are the summarized results by occupational group.

NURSING: Low incidence of skills-related hiring difficulties

Among all occupational groups surveyed, Nursing had the lowest incidence of hiring difficulties
at 32 percent (see Figure 1). Of that minority, only a small subset (18 percent) were perceived
by employers as related exclusively to skills mismatches, while 27 percent were exclusively
caused by demand factors, and the remaining 55 percent were driven by a combination of
supply and demand factors.

When skills mismatches were cited as a problem, the challenge for employers was finding
candidates with experience in a specific role or industry as opposed to more formal education.
The following quotations illustrate this important finding:

® “Candidates had the years of experience as an RN, but their experience was In long-term care facliities not in a
hospital, and that's a different animal.”

* “We sometimes get nurses who work in the home and are not required to do case-management, and thus lack
the skills we need to do prompt and efficient paperwork.”

When demand-side factors were cited as the main challenge, undesirable location was most
frequently mentioned, followed by substandard wages or compensation, undesirable work
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shifts, and competition from other employers to attract the most experienced candidates. Here
are a few quotations:

* “From this area people can easily commute to the Metro area or to Rochester where there are a lot of other
job opportunities.”

e “Our industry has a much lower wage base than others. So, perhaps the reason we can't get enough applicants
is that everybody knows the pay is $10 a day lower.”

e “We can't compete with places that offer high hiring bonuses.”

e “The position has 10-hour shifts which are tougher to fill.”

Overall, advanced specialty nursing vacancies — which included Nurse Practitioners and Nurse
Anesthetists - were much harder to fill than Registered Nurses vacancies. This obvious lack of
evidence of a shortage of RNs might be the effect of years of effort by the Healthcare Industry
to alert career seekers and educators to potential future shortages as well as a very successful
effort on the part of post-secondary institutions in Minnesota to align the supply of nursing
graduates with the anticipated industry demand.

INDUSTRIAL ENGINEERING: Moderate incidence of skills-related hiring difficulties

As illustrated in Figure 1, one out of two industrial engineering vacancies were reported as
hard-to-fill. One out of three hard-to-fill positions was perceived as driven by skills mismatches
with no other demand-side factors identified. The overwhelming reason for hiring difficulties,
accounting for 57 percent of cases, appears to be a blend of supply and demand factors (see
Figure 4).

Employers’ comments reveal that finding new graduates in engineering was not a problem for
employers. Rather, applicants lacked hyper-specialized experience or a unique blend of skills
that could be extremely difficult to find even when plenty of people apply. The following
quotations illustrate this point:

“Hiring entry-level manufacturing engineers is pretty easy, but finding experienced workers is more
challenging.”

e “There were enough applicants with the right training, but they did not have the right experience after getting

their degree. We were looking for someone with a similar experience with another manufacturer.”
=  “We were looking for experience in Atomic Force Microscapy.”

e “We always have difficulties filling this position because we require specific experience in test engineering in
the electronics industry. There might be total of 150 qualified people in the Midwest! Training these people
internally is a big investment for a company, that's why there are so few qualified candidates.”

The difficulty in Engineering seems primarily one of matching the experience requirements of a
vacancy with the experience profile of those who apply. Unfortunately, this match is hard to

8
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achieve even through additional years of training or experience if that additional training is not
specifically tailored around the needs of a particular industry or even an individual employer.
That’s probably why some employers prefer to hire engineering candidates with work-based
experience such as internships.

Other recruiting difficulties stemmed from substandard wages, undesirable geographic
locations, or lack of candidates interested in the type of work®.

INFORMATION TECHNOLOGY: Moderate incidence of skills-related hiring difficulties

As illustrated in Figure 1, hiring difficulties impacted only 37 percent of vacancies in IT
occupations. Of that minority, the reasons for the difficulties were fairly evenly split between
those exclusively from skills deficiencies (37 percent); those exclusively from unattractive
demand or other factors (32 percent); and those from a mix of skills deficiencies and
unattractive demand (31 percent).

In IT as in engineering, the main supply-side problem was work experience and—importantly—
the skills obtained through that experience.

* “The applicant pool with IT positions is often very small because people tend to have more of a general skill
set compared to the specialized skill set that we need.”

= “ltis hard to find people with Mainframe skills {older skills like COBOL that are no longer taught). Also, many
people with skills aren't interested in working with older technologies.”

*  “Low unemployment in the IT field creates a lot of competition, therefore —despite the huge response to the
ads—we are not getting the right type of candidate. We are either getting candidates with too much
experience (overqualified) or zero experience.”

= “We're looking for someone with specific technical skills and experience in Window Installer, Install, Shield,

visual Studio, and familiarity with image editing. We haven't been able to find anyone who has all of those ”

The tendency to set very stringent qualification requirements in the IT field is mainly the result
of rapid technological changes and the consequent proliferation of technological platforms
that, once adopted by a firm, must be maintained by professionals with hyper-specialized
knowledge or experience {Java versus .NET, for example). As new IT graduates learn the most
advanced technologies, and seasoned employees trained in “niche” technologies or even in
technologies that are becoming obsolete, start to retire, empllovers face the problem of
maintaining legacy systems that newly minted grads may not have learned or may hot be
interested in working with compared to newer technological platforms. However, sometimes

! one quotation illustrates this point: “People want to do development engineering, which is very different from

manufacturing engineering. So it's hard to find people who want to do this work.”
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employers can deliberately set very stringent qualification requirements because the candidate
pool is large enough that they can be particular. Here is a quotation from a respondent who did
not report any hiring difficulties with their IT positions:

“With our IT positions, we get such a large applicant pool that we can get exactly what we’re looking for in terms
of preferential experience.”

Formal education, while often preferred, was not generally considered absolutely necessary in
IT vacancies. Fourteen percent of IT vacancies included in the survey did not require any formal
education at all. Often, specific skill sets and previous work experience were much more
important to the employer than the degree of formal credentials.

Where other issues besides skills mismatches were indicated as a challenge, the primary ones
were non-competitive wages, low mobility of the workforce, and lack of interest in the nature
of the work. The following guotations illustrate these challenges.

e “We pay under-market, and we tend to make that up with bonuses but that doesn't seem to be a solution for
that role. “

e “The unemployment rate in IT jobs is very low. People are still concerned about the economy and stay at their
jobs. So people who have skills and experience needed for this position are not moving.”

= “More women need to be encouraged to enter the [T field to increase the pool of available candidates.”

s “This organization doesn't focus specifically on software engineering, and many people want to work for more
innovative firms.”

Strategies such as making IT workplaces more attractive to new STEM graduates (especially
women), creating incentives for seasoned employees to stay with the firm, and producing
frequently updated career information that advises candidates on in-demand skill sets could be
effective ways of addressing some of these problems.

PRODUCTION: High incidence of skills-related hiring difficulties

Hiring difficulties were substantially more prevalent in Production occupations, which included
Machinist, CNC Machinist, and Computer-Control Machine Tool Operators. Two out of three
vacancies ar 68 percent were reported as hard-to-fill (see Figure 1), and skills mismatches alone
affected one half of cases. Unique to Production occupations is the absence of demand-side
factors cited as the only reason for recruiting difficulties. As previously mentioned (see Figure

4), surveyed Manufacturing employers attributed all hiring difficulties in these occupations to
supply issues, either alone or in combination with demand issues.
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When demand-side factors were cited as a problem, location® was the biggest barrier, followed
by non-competitive wages and undesirable work shifts. The following quotations from
respondents illustrate these points:

¢ “There aren't many people with the required skills and education in this county, so location contributes to our
hiring difficulties. There are some gualified people three counties away, but who knows if they are willing to
relocate?”

® “Firms steal people from other firms, competing on wage.”

= "We've always offered good benefits here, but apparently people are more interested in the pay thanin
benefits. We might consider offering more money and less benefits.”

*  “The job market for machinists is very competitive. There aren't that many out there compared to demand so
they can be choosy on where they want to work and the days/hours of work.”

* “It's hard to get someone with that level of experience to work on a weekend.”

When supply-side factors were cited as a problem, three main issues emerged: inadequate
experience of applicants, inadequate training of applicants, and/or overall low number of

applicants for Production openings. Below are some illustrative comments from respondents:

= “Applicants had training, but no practical experience on our machines.”

e "There are trade schools (2-year program for machining) where the lowest level machinist comes from. In our
area there aren’t enough gualified machinists because they are being pulled by other machine shops. So we
recently started an apprenticeship program to recruit people with some sort of mechanical background and
put them through 6-8 weeks of training. We'll continue running those programs until we get enocugh people.
There is really no end in sight.”

*  “Atthe high school level, students are being pushed to go to a 4-year college program, losing sight of the
need for vocational programs.”

= “There are not enough applicants. Blue collar work—factory work—is not what people want. They don't want
to go to school to learn the trades.”

To summarize, employers labeled as skills mismatches the difficulties they encountered when
trying to fit the specific experience requirements of a job with the experience profile of
candidates. Unfortunately this match is hard to achieve even when supply of qualified labor is
abundant. Additionally, the emphasis given to industry-specific experience is bad news for the
long-term unemployed, especially if their previous job was in a shrinking industry. The lack of

? Location can be problematic either because rural areas are hard to commute to or because semi-urban areas have a high
concentration of manufacturers that compete for the same candidate pool.
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workforce attachment can seriously prevent candidates from demaonstrating the relevance of
their skills and cannot simply be compensated by holding the right educational credentials.

How serious a problem do skills gaps represent, and what are employers
doing about it?

If the impact of skills gaps is severe, we would expect a high proportion of those skills-related,
hard-to-fill vacancies to remain unfilled at the time the survey was conducted - typically two to
five months after the position was posted. What we see, instead, is that 61 percent were
successfully filled, suggesting that most skills mismatches were only a tempaorary challenge.

When asked which strategies they would use or are already using to respond to hiring difficulties,
employers volunteered the following suggestions:

e«  Make demand more attractive: Offer wages or benefits that are more aligned with competitors; offer more
flexible work hours and telecommuting options.

e Enhance internal training: Establish an apprenticeship program; find more effective ways of training internally
such as longer orientations, mentorship programs, or on-the-job training so that a new hire without all of the
desired qualifications can be brought up to speed.

s  Make quafification requirements less stringent: Look at transferable skills rather than hyper-specialized skills;
reduce the number of years of experience required.

s Collaborate with high schools and technical colleges: Establish student internship programs to build a pool of
pre-qualified candidates.

+  lmprove recruiting and retention strategies: Recruit new grads from locai colleges or advertise on alumni
websites; use social media, such as LinkedIn, to attract workers who did not apply for the job; improve internal
employee retention so that experienced workers are not lost to other firms.

Enhancing internal training and collaborating with education institutions were the most
frequently mentioned strategies, because employers recognize their value. The benefit of
partnering with local schools appears to be particularly critical in out-state Minnesota’.

In conclusion, skills gaps are often just the tip of the iceberg of a much broader and more
intricate set of factors. There is a need for targeted interventions at various levels of the
education system to allow early exposure to careers in skilled trades. Such exposure will
increase student interest in technical vocational degrees. Equally important is the role
employers can play to improve access for students and job-seekers to work-based learning
opportunities that develop the most needed skills.

* One respondent who experienced hiring difficulties commented: “We think it might help to utilize some of our
education partners and target schools to see if they have students that are interested in applying. Since part of the
issue is our location (hard to get people to relocate or travel) it might help to target the schools in the area.”
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Matching Workers with

Registered Nurse Openings:
Are Skills Scarce?

A new DEED study found that a lack of skilled candidates is a small factor
in the inability of employers to fill openings for registered nurses. Unfavorable

characteristics related to the job, firm or industry and geographic mismatches
are often bigger contributors to hiring challenges in the field.

kills mismatches occur when there is a gap between supply and

demand for a particular skill, resulting in unfilled job vacancies
and significantly slower hiring. Where skill gaps do, in fact, result
in inadequate staffing, additional workforce training or education
could spur economic growth. There are other reasons, however,
that vacancies may go unfilled, including factors unrelated to the
candidate pool such as uncompetitive compensation packages,
ineffective recruitment strategies and unattractive job requirements.

Where skills are scarce we expect to see hiring difficulties across 2
variety of industries, regions, and job characteristics for vacancies
within the same occupation. Moreover, we would expect jobs
requiring more skills and experience to be harder to fill overall than
entry-level jobs within the same occupation.

DEED’s Hiring Difficulties Survey last fall looked at employers’
perceptions of hiring difficulties by occupation and compared them
with a variety of firm and job characteristics. Six occupations were
chosen based on available anecdotal evidence of hiring difficulties.
'This article, focusing on survey findings for the registered nurse
(RN) occupation, is the first in a series of reports on different
occupations.

A summary report on the first round, including findings for all nine

occupations surveyed, is available on the DEED website at
www. tinyurl.com/HiringDifficultiesStudy.
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Factors Perceived by Employers as Contributing to Hiring Difficulties,
Registered Nurses, Spring 2012

Only skills mismatches

Nnly demand 1ssues

A mix of skills
mismaiches and
demand issues

Source Minnesota Hiring Difficulties Stuay

Are Nursing Positions Hard to Fill?

In order to identify hiring difficulties, employers
were first asked the following question: “Did

you have/Are you having difficulties filling the
position?” Those who reported difficulties were
asked to identify the reasons. Was hiring difficulty
driven by a lack of training, skills or experience

of applicants or demand factors unrelated to the
candidate pool, including unattractive work hours,
wages or geographic location?

As illustrated in Figure 1,28 percent of RN
vacancies were reported as hard to fill during
second quarter 2012. This section will focus on this
group of RN vacancies.

According to the human resource professionals
who were interviewed, skills deficiencies rarely
occur in isolation from demand-side factors. Of
the hard-to-fill vacancies, only 18 percent fell into
this category exclusively because candidates did not
have the qualifications required. The majority, 55
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percent, fell into this category due to a combination
of skills mismatches and unattractive demand
characteristics.

Moreover, when skills mismatches were cited as a
problem, employers cited insufficient experience in
a specific role or industry rather than insufficient
formal education in the candidate pool. The
following quotes illustrate this finding:

* “Candidates had the years of experience as an
RN, but their experience was in long-term care
facilities, not in a hospital, and that’s a different
animal.”

* “We sometimes get nurses who work in
the home and are not required to do case-
management, and thus lack the skills we need

to do prompt and efficient paperwork.”

= “Dialysis and ICU experience are hard to find.”

NURSING SKILLS
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If the problem is a raismatch between the
experience requirements of vacancies and the
experience profile of the candidate pool, the
solution is not more schonling but more cross-
functional work-based learning to increase the
transferability of skills.

When demand-side factors were cited as a
problem, undesirable location was most frequently
mentioned, followed by uncompetitive wages

or compensation in general, work shifts and
competition from other employers who invest more
resources in attracting candidates. The following
quotes illustrate this point:

* “From this area people can easily commute to
the metro area or to Rochester where there are
a lot of other job opportunities.”

* “We are located in a rural area and it is hard to
get people to relocate.”

“Some candidates do not like having to drive to
see patients.”

“Our industry has a much lower wage base
than others. So perhaps the reason we can't get
enough applicants is that everybody knows the
pay is $10-a-day lower.”

* “We can’t compete with places that offer high
hiring bonuses.”

* “The position has 10-hour shifts, which are
tougher to fill.”

* “Every few years, when hospitals start hiring,
we have a hard time filling nurse positions.
We've lost a lot of our nurses to hospitals.”

Recruiters are very much aware of what else could
be done to improve the quantity and quality of the

NURSING SKILLS

applicant pool. In fact, the strategies they’ve used in
the past, and plan to use if hiring difficulties persist,
address precisely these 1ssues. Here are some
insightful ideas collected from respondents:

* Rethink the experience requirements of the
position: Are they truly necessary? Can we

loosen them?

* Rethink the staffing mix: Can we start hiring
staff who are cross-trained so we have a
number of people who can take some of the
responsibilities of the position while we train
the new hire?

* Rethink shifts and schedules: Can we spread
the least attractive shifts across more positions
in the unit so that one person does not have to
handle too many of them?

* Rethink recruitment strategies: Can we offer
hiring bonuses to talented applicants or referral

bonuses to our staff? Can we recruit from local
schools or from organizations that are affiliated
with the type of care we are delivering?!

minnesota econemic TRENDS march 2013
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TABLE1

Incidence of Hiring Difficulties in RN Vacandes

by Firm and Job Characteristics, Spring 2012’

Factor (ategories % Hard tofill -
, , Metro area 22
Location of Firm** -
(reater Minnesota 34
Small: Fewer than 50 employees 1
Size of Firm** Medium: 50 to 249 employees 52
Large: 250 or more employees 30
NAICS 621 Ambulatory Health Care Services 27
i NAICS 622 Hospitals 37
Industry of Firm** - . o~
NAICS 623 Nursing and Residential Care Facilities 47
Industries outside of health care 7
No experience required (entry-level) 47
Job Experience Requirements** | Experience of less than three years 19
More than three years of experience 60
, . Associate degree 27
Job Education Requirements* -
Bachelor’s degree 34
** strong factor
* weak factor
"The model was able to correctly predict the presence (or absence) of a hiring difficulty in 84 percent of survey data, with a Nagetkerke
R Square of 526, The following variables were included in the model: geography (six Planring Regions), firm size, industry, experience,
education and interactions between industry and experience level.

Source: Mirinesota Hiring Difficulties Study

Most hiring difficulties did not prevent employers  Underlying Causes of Hiring Difficulties
from successfully hiring. Fifty-six percent of
positions reported as hard to fill were successfully  Table 1 categorizes firm and job factors associated
filled by the time the interviews were conducted, with hiring difficulties as determined by the actual
about three to eight months after the job was explanatory power they show when they are
posted. included in a model that predicts the probability

of a vacancy being hard to fill. This analysis of 893
Overall, survey results suggest that the difficulties  estimated RN vacancies reveals that factors such as
employers face in finding adequately prepared firm location, firm size and industry strongly affect

candidates are strongly dependent on demand the probability of a job being hard to fill
characteristics.* The next section of the article

explores these demand characteristics and their
ability to explain hiring difficulties.
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com

Hiri-ﬁ'jng Difficulties Survey Quick Facts

4 |
] ata collection method: in-depth phone interviews with employers who reported
; RN vacancies as part of the Minnesota Job Vacancy Survey, second quarter 2012,

1 ! . 100‘estabhshments with 893 RN vaca{naes responded, representing a 78 percent
response rate.

+ Data collected for each establishment: geographic location, industry
classification, employment size.

! - Data collected for each job vacancy: number of openings, experience level,
educalmon level, part-time status.

+ Survey questions for the measurement of hiring difficulties:

1. Did you have/are you having difficulties filling this position?

2. If yes, are these statements true or not for this position?
{Check all that apply.)

a) There weren't enough applicants with the right type of education or training. |
) There weren't enough applicants with the right skills, knowledg'ez."é'ﬁ'exg'ér‘m
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The effect of each factor is
explained below.

Geographic location: The data
show that the probability of a job
being hard to fill increases by a
factor of 8 in Greater Minnesota
compared with the metro area.

Firm size: The probability

of a job being hard to fill
increases by a factor of 4 in
midsized firms compared with
large firms. Large health care
establishments definitely have
a recruiting advantage because
they can advertise more, offer
higher wages and learning
opportunities, as well as hiring
bonuses and other incentives to
relocate. So firm size appears
to be a proxy for compensation
and other aspects that make a
vacancy more or less attractive to
applicants.

Industry: Results show that,
compared with jobs in nursing
care facilities, the probability
of a vacancy being hard to fill

decreases to almost zero (.04) if
it occurs in ambulatory services
or in industries outside of health
care, and to one-third (.38) in
hospitals. Although the effect of
wage offers on hiring difficulties
could not be measured,® wage
might be one of the reasons
some industries are experiencing
significantly more hiring
difficulties than others. For
example, long-term care facilities
may have difficulty attracting
and retaining nurses in part
because they are not reimbursed
at the same rates as hospitals and
cannot always offer competitive
wages. But compensation is

not the only issue. Industry
captures other underlying factors
that influence a nurse’s choice

of where to work, including
schedules, types of patients
served, career development
opportunities, etc. For example,
ambulatory surgery centers
might be less likely to experience
hiring difficulties because of
lower stress levels and no night,
holiday or weekend shifts.
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Entry-level versus experienced
jobs: The probability of a job
being hard to fill drops to

one- seventh (.14) if the job
requires intermediate or high
experience compared with no
experience. Besides ambulatories
and industries outside of health
care, where high experience
vacancies were fewer and harder
to fill than others, nursing
positions requiring experience
generally are easier to fill than
those requiring no experience.
'This finding undermines the
argument of a skills gap in

the RN occupation in that we
would expect to see an increase
in hiring difficulty in vacancies
requiring higher levels of skill
(including experience). It is
important to note that employers
are, in general, reluctant

to train entry-level nurses
because it entails additional
resources including staff time

of experienced RNs. It appears
that many employers look for
experienced candidates to fill
even entry-level positions, which
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may explain some of the hiring
difficulty associated with entry
level RN positions.

Associate degree versus
bachelor’s degree jobs:
Post-secondary education

and licensure are absolute
requirements for work in the RN
field. Therefore, the education
system plays an essential role

in ensuring an adequate supply
of new nursing graduates to
meet growing levels of demand.
Although some employers prefer
a bachelor’s over an associate
degree, most look only at the
RN license. Therefore, adding
years of education beyond a
license may not ease hiring
difficulties. This finding provides
evidence against a widespread
skills gap for RNs.*

Conclusions

Poor supply of skills is the root
cause of only a small fraction

of hiring difficulties in the RN
occupation. The quantitative
analysis reveals a multitude

of potential causes that, at a
minimum, cautions against
drawing conclusions about talent
shortages. Hiring difficulties

definitely occur, but they seem to
be driven primarily by less-than-
attractive job, firm or industry
characteristics and location
mismatches (demand-side
factors), rather than by the lack
of available occupational skills
in the workforce, Quantitative
evidence is also consistent with
employers’ perceptions of a
complex mix of contributing
factors. Because experience is
such an important component of
RN skills, both job seekers and
employers have a role to play in
closing the skills gap. Job seekers
may be well guided to take

less than ideal jobs in order to
obtain experience, On the other
hand, employers who do not
offer meaningful development
opportunities to their nursing
workforce are at risk of losing
the talent race. If the goal is

to match workforce skills with
employers’ needs, both sides will
have to adjust their expectations
and commit to work-based
learning.

'0ne respondent who experlenced kiring difficulties commented “We think it might help to utilize some of our education partners and target schaals to see if they have siudents that are interested
I applying. Since part or the [ssue s our locatlon {hard to get neople 1o relocate ar travel). f nifght heln 1o arget the schaols In the area”

“The difficulries inns face 1n finding an adequate andidate nool also apuear to be driven, m nait, by ineftective recruiting straregies and by historically law geographic mobility of the wrrkiorce as a
conseyuenc of the real estate clash, Hux shese arpects go beyond the scapse ai by Suivzy

Tha affecs o7 W ja offeis could no be rie:auredt becatise tost zingloyers (o ncrease o: deugast I+ ds d Tksauhse to muicipated marke: conditinns This, I 15 smilianexusly a canse and i eite(
ot hiung difhicaifies
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Hiring Difficulties Study:
Information Technology

EED’s Hiring Difficulties Study looks

at select occupations to determine why
employers may or may not be having difficulty
filling open positions. The first round of the study
last fall looked at six occupations.

In the latest round, employers were asked about
their experiences filling jobs in information
technology (IT). Previously, results were obtained
for certain engineering, nursing and production
occupations. Figure 1 shows the percentage of
positions in those fields that were considered
difficult to fill by employers.

Hiring difficulties impacted 37 percent of
vacancies in IT occupations. The reasons for the
difficulties were fairly equally split between those
due exclusively to skills deficiencies (37 percent),
exclusively to unattractive demand such as
uncompetitive wages or other factors (32 percent),
or a mix of skills deficiencies and unattractive
demand (31 percent).

IT employers said the main supply-side problem
was work experience and, importantly, the skills
obtained through that experience. The following
quotes from employers illustrate that point:

a “The applicant pool ... is often very small
because people tend to have more of a general
skill set compared to the specialized skill set that
we need.”

HIRING DIFFICULTIES

“It is hard to find people with mainframe skills
[older skills like COBOL that are no longer
taught]. Also, many people with skills aren’t
interested in working with older technologies.”

“Low unemployment in the IT field creates

a lot of competition, therefore — despite the
huge response to the ads — we are not getting
the right type of candidate. We are either
getting candidates with too much experience
[overqualified] or zero experience.”

“We're looking for someone with specific
technical skills and experience in Window
Installer, Install, Shield, Visual Studio, and
familiarity with image editing. We haven’t been
able to find anyone who has all of those.”

FIGURE 1

‘ N%

Share of Vacancies Reported as “Difficult to Fill”
by Occupational Group

80%

70%

60%
50%

43%

40%
32%

0% ——
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10%

Nursng  Information indusmat Production
Technology Engineenng

Jotal,
All Vacancies

Source DEED Hinng Difficulries Study
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The tendency to set stringent
qualification requirements

in the IT field is mainly the
result of rapid technological
changes and the proliferation

of technological platforms that,
once adopted by a firm, must be
maintained by professionals with
hyper-specialized knowledge or
experience (Java versus NET, for
example).

As new IT graduates learn the
most advanced technologies and
seasoned employees trained in
“niche” systems — or even in
technologies that are becoming
obsolete — start to retire,
employers face the problem

of maintaining legacy systems
that new graduates might

not have learned or might

not be interested in working

While formal education is often
preferred, it is not generally
considered absolutely necessary
in IT. Fourteen percent of IT
vacancies included in the survey
required no formal education.
Often, specific skill sets and
previous work experience

were more important to the
employer than the degree of
formal credentials. The most
common degrees employers
preferred were computer science
or management information

Survey Quick Facts for IT Occupations systems.

« Period: Based on vacancies open during fall of 2012 Where other issues besides skills
mismatches were indicated, the
primary challenges were non-
competitive wages, low mobility
of the workforce and lack of
interest in the nature of the
work, Strategies such as making

- Response rate: 70 percent {122 establishments with 559
estimated vacancies responded to the phone survey),

« QOccupations surveyed: software developers (systems software),
software developers (applications), computer user support
specialists, computer network support specialists.

with compared to
newer technological
platforms. Sometimes,
however, employers
can deliberately set
stringent qualification
requirements because
the candidate pool is
large enough that they
can be particular.

minnesota econamic TRENDS june 2013
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IT workplaces more attractive
to women, creating incentives
for seasoned employees to stay
with the firm, and producing
career information that advises
candidates on in-demand skill
sets could be effective ways

of addressing some of these
problems.

More details about the study and
its findings are at www.tinyurl.
com/HiringDifficultiesStudy.
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Hiring Difficulties in the
Manufacturing Sector
With two-thirds of manufacturing vacancies in the state classified as hard to

Jill, employers are getting creative in their search for workers, including training

new hires internally.

I I iring difficulties persistin ~ Turnover is one reason for of hard-to-fill positions were
the manufacturing sector. persistent hiring difficulties: 84 filled within four months of the

Based on results from the spring  percent of production vacancies  posting date. When employers
2013 round of the Minnesota experienced turnover during were asked how satisfied they
Hiring Difficulties Survey, the last two years for reasons were with the qualifications
two-thirds of the industry’s unrelated to retirements or of the people they hired, the
positions were hard to fill, internal job transfers. Supervisors  response was “very satisfied”
virtually unchanged from the 68  had the lowest turnover at 54 in 65 percent of the cases,
percent reported in spring 2012.  percent, while machinists had the “somewhat satisfied” in 20
Machinist jobs were the hardest  highest at 100 percent. percent of the cases, and “not
positions to fill at 78 percent, satisfied” in only 15 percent of
followed by machine tool Most hiring difficulties were only  the cases.
operators (see Figure 1). temporary. In fact, 68 percent

FIGURE 1

Share of Yacandes Reported as "Difficult to Fill"
by Occupation, Spring 2013

90% -

80%

0% i—56%

60% 56%

50%

40%

30%

0%
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0% 3 - ;

Total Production  Production  MachineTool ~ Machinistsand ~ Welders
Occupations  Supervisors Operators  CNCMadhinists
Source: fannesata Hiring Dificuities Susvey, spring 2013
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Employer Perceptions

About Skills Gaps Hiring Difficulties Survey Quick Facts

Hiring difficulties are not

synonymous with skills gaps. = Data collection methods In-depth phone interviews with
th_ﬂ employers were aS_de- L employers who reported vacancies in production occupations
identify the causes of their hiring as part of the Minnesota Job Vacancy Survey Spring 2013
difficulties, only 14 percent of

cases were attributed exclusively * 59 establishments responded for a 78 7 petcent response rate

to the lack of skilled applicants
for current vacancies. The
majority of hiring difficulties (31
percent) were caused by a mix Hisunt2
of skills mismatches and other
reasons (see Figure 2). Demand
conditions alone accounted for
26 percent of hiring difficulties,
while 28 percent were attributed
exclusively to candidates’lack

of work ethic or interest in a
manufacturing career. Lack of

Causes of Hiring Difficulties

Only skitls
mismatches 14%

Only demand issues

: N Not Hard Hard to STl
work ethic and motivation are to Fill 34% Fill 66% Ordy lack of work
not skills gaps, but they can ﬂh"«'ghk’%‘emﬂ

make a candidate unattractive
in a setting where everyone is

expected to arrive on time and
work as a team.’

 Wikalil
- matches and

- dtherjiseh 1%

Source: Minnesota Hiring Difficulties Survey, spring 2013

Another problem was not
enough applicants: 70 percent of
hard-to-fill positions attracted

fewer than 10 applicants. bewm.e a qualified macbin.ist, 50 The lat.:k of lopg-tcrm .

Employers said low supply is even zf “you complete the right C(.Jmmltmcnt in new hires ‘

a resulofideclining intorcst i vocational d_'egree, then you i,:a've d1scour9:ges firj:n:s from offering

skilled production as a career g0t ko come i1 as tm’ap preniice sasthesioh traln__mg-ant'l

track. The following quotes from saf.ne_w}.iere and __you ve got to be post—sccon-dary Institutions

emplovers illustrate this point: willing te stay in the field and get from offering more classes

ploy pot educated.” in these fields. It also leads

. _ . to fterce competition among

diﬁfﬁég vailzz:gtr};;‘i :a; Je om “The colleges are ju:ft responding rnamffacturcrs for qualified

the job only if they have the interest 0 .demandf rom high scbao.l, fg nd Cal}dldatc.s a:nd some rf:luctancc

in pursuing welding as a career.” with no demand for machining, to 1nvc.st in internal sk.lll.s
programming or setups, there is no formation for fear of losing
incentive for the colleges to offer skilled workers to competitors.

“Not as many people choose this

: ) these classes.”
career. And it takes a while to
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When demand factors were cited
as primary barriers in recruiting,
undesirable geographic location
topped the list followed by
uncompetitive wages and
inconvenient work shifts. These
factors are often interrelated

as qualified candidates are
unwilling to work for firms
located in low-wage regions,
especially if working hours are
long and inflexible. Here is how
respondents described these
challenges:

It’s a combination of location and
compensation, because to induce

a candidate fo relocate you've got
to offer them comparable wages

to what they are making in their
current location. Often they are

in the Twin Cities, and we can't
bring them in that high without
qﬂ?etting our own compensation

program.”

“We are not competitive [in terms

of wage].”

“The job is not that specialized.

Its more about the work ethic, the
willingness to work from 10 to 14
bours a day, the willingness to live
in a small town and the low pay.”

Failing to account for these
factors may lead employers and
policymakers to misdiagnose the
problem of hiring difficulties as
a lack of qualifications alone —
skills gaps — and to prescribe
policy responses that address the
symptoms rather than the real

causes of hiring difficulties.
TABLE 1
When skills mismatches were
cited as a problem alone or
together with demand factors,

Comparison of Hard-to-Fill and Nat-Hard-to-fill Vacandies

by Firm and Job Characteristics

Factor Categories % Hard to fill the reasons mentioned were
istent with survey responses
Metro Area 35% cosistem” €y Fesp
Firm Location - collected in 2012. Applicants
Greater Minnesota 9% have either inadequate hands-
Small; Less than 50 employees 76% on training or inadequate
Firm Size Medium: 50-249 employees 68% E’]‘lpzﬂeﬂce-rfhesc gaps are best
th -provi
Large: 250 or more employees ! 41% = o4gR GmR loy?r provided
_ . ‘ training, as the following quote
No experience required | 64% illustrates:
Experience Requirements Experience of less than three years 586
More than three years of experience 79% "W are looking for a mixed skills
High Schaol 53% set: g.aad mechanical aptituc?e.,
. . physical energy, and the ability to
Education Requirements Associate or Vocational 64% set up and operate a multi-axis
Bachelor's 35% lathe. You can’t come out of school
i Yes, the firm offered training 61% ;”d b"k"ZI" B ’;”;’"’“’ machines.
faining indicator i . ts a skill usua, i/t th h
g No, the firm did not offer training 82% . J ooialt TOUZD
mentar:bzp programs i companies
| *Training is defined as any of the following: structured on-the-job training, apprenticaship ar internship, off- that stay current with techno logy.
the-job training and tuition reimbursement for classroom training. Some peaple can pick it up after
three to five years, others after a
The model was able to correctly predict the presence (or absence) of a hiring dificulzy in 89 percent af cases, decade.”
with a Nagelkerke R Square of 602. The following variables were included in the model: ragion {metro versus
Greater Minnesota), firm size, educational level, experience level, accupation, and an indicator of whether the
firm offered structured training to new hires or incumbent workers over the last 12 monihs.

Source: Minnesota Hiring Difficulfies Sunvzy, spring 2013
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Firm and Job
Characteristics Drive
Hiring Difficulties

The previous section looked at
employer perceptions of the
causes of hiring difficulties.

In this section we analyze

the impact of firm and job
characteristics on hiring
difficulties. Factors such as
firm location, firm size and
educational requirement of
the vacancy have the strongest
influence on the probability of
a vacancy being hard to fill (see
Table 1).

The influence of each factor is
explained below.

Firm location: Seventy-nine
percent of production vacancies
in Greater Minnesota were

hard to fill compared with 35
percent in the Twin Cities.
Distance from the metro area
and rural/urban divide alone

do not explain this difference.
As shown in Figure 3, central
Minnesota — densely populated
and closest to the Twin Cities
— experienced significantly
more hiring difficulties (90
percent) compared with remote
northwestern Minnesota (52
percent). The explanation

is probably that firms in

central Minnesota experience
competition from both local and
Twin Cities manufacturers.

Firm size: Vacancies were
much more likely to be hard-

to-fill in small and medium-

HIRING DIFFICULTIES

sized firms (fewer than 250
employees) compared with large
firms (250 and over). Small
manufacturing firms are clearly
at a disadvantage compared with
large firms when recruiting.

Delivery of training: Eighty-
two percent of firms that did
not offer structured training had
difficulties filling production
vacancies compared with 61
percent that did offer training. A
possible explanation is that firms
that lack the capacity to deliver
training to new hires probably
also lack the flexibility to hire
inexperienced candidates.

Education and experience
level; Hiring difficulties

were much more commen in
vacancies requiring a high school
degree (69 percent hard to fill)
compared with those requiring
post-secondary education. Only

FIGURE 3

Alessia Leibert

Hiring Difficulties in Production Jobs by Region
with Available Data, Spring 2013

100%

Central Northwest

90%
81%
80% il
71%
0% 5%
40%
0% —— = — i _
0% : ;

Southeast Southwest Twin Cities Metrd

Souice: Minnesatg hiring Difnc.ities Survey; <oriny 2013
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29 percent of the high-school
vacancies, however, were truly
entry-level, requiring neither
education nor experience (see
Figure 4), while 71 percent
required more than one year
of related work experience at a
minimum.

Expecting high-school

educated external candidates

to bring a mid-level skill set
clearly presents a challenge for
employers, especially after the
disappearance of machine shop
classes from K-12.This is one
reason some firms are going back
to a strategy of building skills
and promoting from within

as an alternative to hiring for
mid-level skills. The decision to
develop skills internally or buy
from outside through new hires
is often dictated by the tightness
of the labor market.

Employer Responses to
Hiring Difficulties

Figure 5 illustrates the actions
taken by employers who reported
difficulties filling production

vacancies.

The most popular response,
adopted in 64 percent of the
cases, is changing advertising

or recruiting methods, which

is low cost and effective in the
short term. The most remarkable
survey finding is the high

share of firms (40 percent) that
increased training for new hires.
As the labor market tightens
and competition among firms
for qualified workers increases,
employers are clearly more
willing to hire inexperienced
candidates and address their
skills gaps through training,

indicating a shift from a “buying”

to a “making” approach to skills.

Internal training often requires
a change in roles and work
practices that does not come
without resistance. As one HR
professional said:

I am trying to convince the plant
manager to train the supervisors
better. They bave the bad habit of
providing some cursory training
and throwing them out there.
Sometimes training by ‘trial by fire’
is the way to go, but not necessarily.
The supervisors become frustrated
early because they don’t know what
they're doing and aren't sure how to
get the belp, and occasionally they'll
leave. They also should not expect

minnesota economic TRENDS december 2013
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a recently promoted supervisor to
supervise 100 people perfectly. We
should give them tools they need to
do their job well: classes, schooling,
whatever.”

In 30 percent of the cases,
employers attempted to make
their vacancy more attractive by
raising the wage or improving
benefits. This is indicative of
employer awareness of the role
demand factors play in causing
hiring difficulties. In another
17 percent of cases, employers
partnered with schools for
curriculum development,
internships or sponsorship
programs to help students pay
for schooling.

According to respondents,
strategies that combine internal
training and partnerships

with colleges are particularly
effective because they facilitate
the transition from school to
work and help build the future
pipeline of qualified workers. The
following are three of the many
success stories that employers
shared during the interviews:

“We bave a successful internship
program whereby we pay a
generous portion of tuition for
students, and they can work here
part time and also go to school.
Many of them end up working full
time after they graduate, and that’s
how we get most of our machining
positions filled.”

“Last year this company had 120
percent turnover over the summer.

HIRING DIFFICULTIES
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FIGURE 4

This year we are at 35 percent
thanks to better hiring standards Hard-to-Fill Vacandies by Education and Experience Level
followed by better training for
new hires. We're one of the few
companies willing to lower the
experience requirements and train High School
new bires as machine operators. We arless
created an apprenticeship program | %
through the local technical college. ‘ ‘ |

Students complete the two-year
1
Assotiate ot

degree over four years while

working for us full time and we :
pay for everything including their VYocatonal [~— — --

i 5
I | ! I |

books.”

% 0% 2% 3% 4% S% 0% 0% &%
Saurce: Mianesata Hiring Dificulties Survey, spong 2015
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“We partner with schools offering
programs in mackhining and
welding. Local manufacturers hold
regular meetings to offer feedback

on curriculum design.”

_FIGURE 5 . o
In these and other cases,
Minnesota employers and Actions Taken by Employers to Overcome Hiring Difficulties in Manufacturing
schools are developing innovative | .
PaftﬂCYShiPS that are helping Changed Advertising or Recrulting Method |
to strengthen the entire
manufacturing sector.? |
! Increased Training ta New Hires
o [
Training ]
Inczased Wage or Benefits Package |
Thirty percent of firms
reported no training needs for
incumbent workers. Of the 70 Parr.nergd with Sch.nolsto Build
. . the Future Pipeline of Qualified Workers
percent that identified gaps
in their current workforces, Dic Nathing in Respanse to Hiring Difficulties
work-related experience was e
most often cited, consistent Satire. Mnesoic g DRFcalies Survey. sing 2013
with the types of gaps cited in il

job candidates. Interestingly,

respondents also emphasized multidisciplinary training, on- What are employers doing to
the need for more cross-training  the-job training is the main train their workforces? Figure 6
rather than occupation-specific path for developing a workforce ~ shows the types of training that
training, While post-seccondary ~ that fits the needs of individual employers reported delivering

educational institutions have manufacturers. over the last 12 months.
a role to play by providing
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20

To put these results in context,
remember that full competency
in machining, CNC (computer
numerical control) machining,
welding and machine operations
is acquired through structured
on-the-job training lasting from
one month to one year. With
that in mind, these relatively
low frequencies for job training
and apprenticeships may be

the result of cuts in employer
training budgets during the
Great Recession when skilled
labor was abundant and firms
could still find high school
graduates with machine-shop
skills, Between 2012 and 2013,
almost all surveyed firms

had job shadowing or buddy
schemes, with 17 percent relying
exclusively on job shadowing

to train new hires.? The trend
appears to be turning back
toward an increase in structured
on-the-job training in response
to a tightening labor market.

Figure 6 also shows that 40
percent of firms offered tuition
reimbursement or paid classroom
training. Employers value
post-secondary training, both

to upgrade the skills of their
workers and to attract candidates
who otherwise could not afford
to earn a degree.

FIGURE 6

Strucured On-the-Job Training

Short Duration Off-the-lab Training or Tuition
Reimbsrsement for Classroom Traming

Apprenticeship Program ﬂ

Percent Firms Offering Training to New Hires or Incumbent Workers
in Skilled Trades Jobs over the Last 12 Months

__ |

NoTraining ffered, anly Jeb Shadowing

17%

Source: Minnesosa tiing D ficulies Syrvey, spring 2013

Conclusions

Manufacturers face
unprecedented challenges

in filling skilled production
positions, including competition
from other firms, declining
interest in manufacturing
careers among young people,
unattractive firm locations and
work shifts, uncompetitive wages

and skills gaps.

Minnesota employers are
investing in solutions to
remove some of these barriers.
Demand factors are more often

acknowledged and addressed,

and firms are shifting from a
strategy of buying skills from
outside to building skills by
training incumbent and new
workers. Investing in internal
skills, either in partnership or
in-house, will pay off in the long
term. Employer-driven initiatives
and policies that favor business-
education collaborations tailored
to the unique needs of a region
and industry are critical to

the future competitiveness of
Minnesota’s manufacturers.

One resprndent expressed this as follows: “Jounger generations seem to have a sense of entitfement. When they're asked to do samething different, they expect ta be paid more. Bul in our firm
everyhody, even those wha are working in the aff.ce, can be pulled ta the shap at some time. Everything is your job if yau get com.persated. That's «y we ended up hiring someane elder, who had
none of the technical skills and qualfications required to work as a CNC operater, It's pretty much just the wark ethic that got him the job”

-Ine af *he planess 1 Skills Right Now, a program in machine-tool technolugy that leads to indusiry-recognized credentials thiough the National Institute of Metalvorting Skills. It feanures 2
semester of paid int=rnships altirnating with a semester of in-class instruction,

“Job shadewing involves pairing the new hire with zn experianced worker whe is not cfficially tasked with traming. Cn-the-job training is an intensive, longer-term approach that establishes a

traincr-trainee relationship to build a broad set of competencies.
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CONTINUING EDUCATION & CUSTOMIZED TRAINING

(f) DAKOTA COUNTY TECHNICAL COLLEGE To register, call 651-423-827¢9

Industrial Electricity - MFGM 1870

dor Sl

This is a fundamental course encompassing AC and DC electricity to build a foundation for the student to advance on to applications which are based on
powered and controlled systems. The student will cover topics of series circuits, parallel circuits, combinations circuits, characteristics of electrical devices,
trouble shooting of circuits for circuit faults caused by either faulty components or incorrect connections. AC/DC knowledge gained from this course is es-
sential for the following classes: Electrical Controls & Apparatus; PLC |, Il, and III; and Systems Troubleshooting.

Electrical Confrols & Apparatus (Motor Controls) - MFGM 2110
der

This course is designed to give machine operators, maintenance mechanics and technicians an understanding of electrical blueprints and wiring diagrams
with an emphasis on motor confrols.

Electronics/Electrical Control Theory (PLC I} - MFGM 2131

200 QR

The Programmable Logic Controller Introductory course is the first level for technical personnel that have little or no exposure to PLC technology. Success-
ful completion of this course will allow the student to proceed to advanced training with other hardware and software automation packages.
We are gauging interest in a summer 2013 PLC series - Electrical knowledge a must to be successful. Please contact Marlo if you are interested.

Electrical Control Theory {PLC Il) - MFGM 1780
Jor

This course is an intermediate course using digital design techniques in a simple application of PLC controller interface to a Human Machine Interface dis-
play for use by a "machine operator". The machine operator will be able to view machine status and perform remote control. The course incorporates the
use of Data Highway Networking and a Human Machine Interface. This course offers the foundation for students who wish to go onto advance program-
ming courses such as PLC-Advanced Digital Conlrol,

Advanced Electrical Control Theory (PLC Ill) - MFGM 1150
2¢r 3

This is an advanced course consisting of group lab exercises with the expectation of exact results, including the set up and connection of hardware compo-
nents and networked equipment and related assignments. Students will use Rockwell Automation RSLinx, RSLogix 500 and RSLogix 5000 programming
software to write, edit, download, and operate control programs for Allen-Bradley MicroLogix 1100, SLC-500, and CompactLogix PLC hardware. Prerequi-
sites: Successful completion of MFGM 2131(Basic PLCs — PLC I) and MFGM 1780 (Intermediate PLCs — PLC I1) is required. No exceptions.

Systems Troubleshooting - MFGM 1730

zo (Y e

The process of quickly and effectively locating faults in an electrical system will be the focus of the troubleshooting course. The student will learn to apply
electronics knowiedge in a linear methodology to improve effectiveness in locating problems. The course will incorporate example circuits covering the ma-
jority of circuits encountered in the industrial environment. The 32 hour course consists of 16 hours of theory and 16 hours of hands on lab. Strong
knowledge of electricity and PLCs is needed to be successful in this class.

Marlo Miller 1300 145th St. East, Rosemount, MN 55068 = - :
| §51-423-8612 TR e 70 www.dctc edu/continuing-education



INDUSTRY CAREERS

INDUSTRIAL & ENERGY PLANT MAINTENANCE

Delivery: Daytime and Online Classes
Start: Fall Semester, FqII—Time
Location: Rosemount Campus

Outcome
Industrial and Energy Plant Maintenance Diploma ..... 45 cr.

Major Description

With training in the Industrial and Energy Plant Maintenance
program you will obtain the necessary skills to maintain
manufacturing, industry, and energy plants. Modern
manufacturing, industry and energy plants are highly
complicated and require a skilled worker to maintain them,

This program prepares students with a foundation in the
theory, application and principles of these complicated
environments. This includes the proper installation,
maintenance and troubleshooting of mechanical, electrical,
electronlc, electromechanical, hydraulic and pneumatic power
equipment. Our programs also focus on bearings and seals,
print reading, preventative/predictive maintenance, safety,
welding, laser alignment, and vibration analysis.

The Industrial and Energy Plant Maintenance program is an
ideat choice for students with good mechanical aptitude who
take pride in their work.

INDUSTRIAL AND ENERGY PLANT
MAINTENANCE - DIPLOMA

This is a sample course sequence,

Please contact your program advisor regarding your academic plans.

First Year - First Semester

ETSAI515 Intro to Industrial Safety and Health 2
ETSAISN Fundamentals of AC/DC Electricity | z
ETSAI512 Fundamentals of AC/DC Electricity I} 3
RNEW1300 Intro to Trade/Renewable Energy 3
Total Credits 1
First Year - Second Semester
ETSA1507  Digital Electronics 3
ETSA1523 Print Reading 3
ETSAI1552 Metal Joining and Fabrication 2
ETSAISA Mechanical Fundamentals 3
Total Credits |
Second Year - First Semester
ETSA2516 Mechanical Systems Il 4
ETSAIS3T Process Controls/Instrumentation | 3
ETSA2512  Hydraulics 3
ETSA2513 Pneumatics 3
Total Credits 13
Second Year - Second Semester
ET5A2543 PLC Fundamentals K4
ETSA2546 Powerplant Technology 4
ETSA2547 Mechanical Fundamentals for Process Controls 3
Total Credits 10
45

TOTAL PROGRAM REQUIREMENTS

* Pending MnSCU approval

DAKOTA COUNTY TECHNICAL COLLEGE | 651-423-8000 | ADMISSIONS@DCTC.EDU | WWW.DCTC.EDU
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INDUSTRY CAREERS

WELDING TECHNOLOGY

Delivery: Daytime and Afternoon/Evening Classes
Start; Fall Semester, Full-Time
Location: Rosemount Campus

Outcome
Welding Diploma ., .

Major Description

The Welding Program offers a variety of training in differ-
ent welding processes speclfic to our trade. Students will gain
knowledge through theory in class and hands on experience in
the welding lab. The major topics and welding processes will be
covered in this nine-month course to ready the student for entry
level positions in the industry. Subjects that are covered Include:
Shielded Metal Arc, Gas Metal Arc, Flux Cored Arc, Gas Tung-
sten Arc Welding Procasses Oxy/Fuel, Plasma Arc, Carbon Alr
Arc Cutting and Gouging Processes, Students will work with a
variety of metals which include: Steel, Stainless Steel, and Alumi-
num. Shop Fabrication, Blueprint Reading, Math, Visual Inspec-
tion, Safety are covered in the curriculum.

Work Environment

Welders with the ability to fabricate and weld metal products
from blueprints are needed in great demand in a wide range
of industries. Working careers in industry consist of three ma-
jor areas: Manufacturing, Construction, and Repair.

Potential Job Titles
«  Welder

Welding Assembly Technician
Machine Operator

Spot Welder

Braze Operator

Fitter-Welder
" Robot Operator

Fabricator

Finishing Technician

& & & » & 2 e =

Salary Data
s Average Wage: $19.17/hour
* Top Earners: $25.94/hour

WELDING TECHNOLOGY - DIPLOMA

This is & sampfe course sequence.
Please contact your program advisor regarding your academic plans.

First Year - First Semester

WELDIO Welding Safety and Theory | 3
WELDIN Shielded Metal Arc Welding | 3
WELDN20  Gas Metal Arc Welding | 2
WELDII3Q  Flux Cored Arc Welding | 2
WELDN40  Gas Tungsten Arc Welding | 3
WELDII50  Print Reading | 3
MATSIO00  Math for Welders 3
Total Credits 19
First Year - Second Semester
WELD120Q  Print Reading Il z
WELDI2I0  Welding Safety and Theory || 3
WELDI230  Shielded Metal Arc Welding Il 3
WELDI1240 Gas Metal Arc Welding |l 2
WELDI250  Flux Cored Arc Welding Il 2
WELDI260 Gas Tungsten Arc Welding Il 3
INTSI010 Job Search Skills 1
Total Credits 17
TOTAL PROGRAM REQUIREMENTS 36

DAKOTA COUNTY TECHNICAL COLLEGE | 651-423-8000 | ADMISSIONS@DCTC.EDU | WWW.DCTC.EDU
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Hand Soldering and IPC Certification

Learn skills and earn certification on the industry’s most widely used soldering standard . . .

I
¥ i 1
¥

Introduction to Hand Soldering

e

Our "skills-intensive" hand soldering courses are designed to put
emphasis on accelerated skill development. DCTC offers a state of the
art soldering laboratory. This introductory course is appropriate for
those who just want to learn soldering skills and those planning to go
on to earn IPC certification. Topics include:

e Soldering basics
¢ Through-hole technology
» Through-hole technology rework

IPC A-610 Acceptability of Electronic Assemblies

With its comprehensive criteria for printed circuit board assemblies, IPC-A-610 is the most widely used inspection
standard in the electronics industry — and has earned an international reputation as the source for end-product
acceptance criteria for consumer and high reliability printed circuit assemblies. Now updated to lead free, IPC-A-610

has been embraced by original equipment manufacturers and electronics manufacturing services companies
worldwide. Topics include:

e Soldering criteria, including lead free connections » Component mounting criteria for DIPS, socket pins and card

* Soldered requirements for connecting to terminals edge connectors ’

* Soldered connection requirements for plated-through holes ~ ® Jumper wire assembly requirements

¢ Surface mounting criteria for chip components = Criteria for component damage, laminate conditions, cleaning
and coating

IPC J-STD Requirements for Soldering Electrical and Electronic Assemblies

The IPC J-STD-001 certification has emerged as the preeminent authority for electronics assembly manufacturing.
The standard describes materials, methods and verification criteria for producing high quality soldered

interconnections. The standard emphasizes process control and sets industry-consensus requirements for a broad
range of electronic products. Topics include:

 Safety, tools and electrostatic discharge (ESD) = Component mounting criteria for DIPS, socket pins and card
e Wire and terminal assembly requirements edge connectors
e Through hole technology requirements * Jumper wire assembly requirements

» Criteria for component damage

Toregister.  Call Lea Schendel 651-423-8270
Or online wiww-dctc.edulcontinuing-education
Click on Manufacturing & Trades > Seldering
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Basic Forklift Operation
and Safety Training

Trainees will learn the following Course Objectives:

Identification of Forklift components

Forklift pre-operation inspection

Introduction to Power Truck types and fueling safeguards

Fork placement

Levers and controls: forward/backward tilt; raising and lowering forks
Load balance and characteristics of a rear-weighted vehicle
Load transport: forward and backward operation

Turning characteristics of a rear-wheel steering vehicle
Site-specific hazard recognition in compliance with OSHA rules
General safety concepts

Forklift operation in a warchouse setting with storage racks
Forklift operation on a ramp or incline

Forklift operation entering, exiting, and loading a truck trailer
Proper shut-down and safe storage

Training is compliant with OSHA regulation 1910.178

This Basic Forklift Operation and Safety Training class will provide the
fundamentals of general forklift operation and safety, plus hands-on practice
in a variety of operating circumstances common in an industrial setting.
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RAILROAD CONDUCTOR TRAINING PROGRAM

Dakota County Technical College's Railroad Conductor Technology program is the only of its kind in Minnesota and one of only a select
few in the nation. Graduates of the program earn a 16-credit certificate in just 15 weeks, With seven weeks of classroom instruction
and outdoor lab training followed by an eight-week internship, DCTC's graduates come prepared with the hands-on experience that
railroad employers are seeking,.

INDUSTRY-CURRENT CURRICULUM

DCTC’s curriculum is developed from current railroad operation manuals and documents. The program also has its own advisory
committee composed of industry professionals who are instrumental in ensuring graduates obtain the skills necessary for entry-level
conductor positions, DCTC's graduates continue to be highly sought-after by the railroad industry. In fact, our graduates are the number
one hiring choice for Canadian Nationai,

RECRUITING A SKILLED WORKFORCE

In response to retirements and position attrition, freight railroads in the U.S. are expected to hire 11,000 more employees in 2013.
With approximately 22% of the industry’s workforce eligible for retirement in the next five years, railroads are dedicated to recruiting
skilled employees who are committed to a career in railroading, DCTC's graduates have proven that comomitment by seeking out this
career path and obtaining the training necessary for employment.

COMMITMENT TO VETERANS
DCTC’s Railroad Conductor Technology program supports the railroad industries long-standing commitment to veterans and military
service members. Through recruitment efforts and a dedicated Veterans Resource Center, DCTC is committed to identifying talented

service members and assisting them in transitioning from military service to private-sector employment.
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Where the jobs are: The
new blue collar

MORE THAN 2.5 MILLION GOOD-PAYING JOBS WILL BE CREATED IN THE NEXT
FEW YEARS. WILL WORKERS KNOW HOW TO GET THEM?

MaryJo Webster, USA TODAY

‘CHAPRTERS
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Millions of new jobs

YU HAYE THIL TRAIMNING ARID KMOW WHLST 70 LOOK

SHARE THIS STORY
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Joseph Poole will make more than $100,000 in wages
and overtime by the end of the year.

The 21-year-old works in what looks like NASA's
mission control, monitoring the manufacturing process
at Chevron Phillips petrochemical plant in Houston.
Poole didn't get the job with the engineering degree he
originally considered. Instead, Poole landed it with a
two-year course at a local community college.

"The potential to make just as much money as an See additional coverage from our
engineer, but for half the cost of the education, was network

here," Poole says. "Just seeing firsthand how things

are made is something | really enjoy doing."

CHAPTERS

SHARE
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By 201/, an estimated 2.5 milliocn new, middle-skill jobs like Poole's are expectad to be
added to the workforce, accounting for nearly 40% of all job growth, according to a USA
TODAY analysis of local data from Economic Modeling Specialists Intl. and CareerBuilder.

Not all pay as much as Poole's, but all pay at least $13 an hour; many pay much more.
These jobs require some training but far less school than a bachelor's degree. Technology
has given many a makeover, leaving them worlds away from their assembly-line
predecessors and challenging the notion that good blue-caliar jobs are dead and that the
only path to a good career is a four-year degree.

BAYTOWN. T2HH

e i

R

Joe Poole describes his job as a petrochemical process operator at Chevron Phillips Chemical in
Houston.

VPC

"There's 2 new middle. It's tougher, and takes more skill," says Anthony Carmevale,
director of the Georgetown University Center on Education and the Workforce.

USA TODAY looked at jobs data in 125 of the nation's largest metros, finding that
prospects look good.

* Houston is expected to add more than 100,000 middle-skill jobs by 2017, with 40%
paying $20 per hour or more. Several other Texas metros — Dallas, McAllen, Austin,
Killeen and San Antonic — are among those expecting the fastest growth in middle-skill
jobs.

» Atlanta needs construction workers, lighting experts and others to work in its fast-

growing film industry. Skil is required, but not necessarily film experience for the 77,000

film workers (average pay $84,000) and support personnel in 2012, who turned out

movies such as The Fast and the Furious and The Hunger Games franchises, according CHAPTERS
to the Motion Picture Association of America.

SHARE

hitp://www.usatoday.com/longform/news/nation/2014/09/3088b-economy-middle-skill-growth-wage-bl... 10/7/2014



Where the jobs are: The new blue collar Page 4 of 14

* In Augusta, Ga., Salt Lake City, Knoxviile, 1enn., and vallejo, Calit., livable-wage,
middle-skill jobs will be the primary driver for overall job growth, accounting for nearly half
of all new jobs.

+ In most metro areas, some of the best-paying middle-skill jobs include radiation
therapists, elevator installers and repairers, and dental hygienists, all with a median wage
of more than $70,000,

SEARCH FOR THE HOTTEST JOBS IN OUR INTERACTIVE

LOCATION SALARY

EDUCATION JOB

Nearly 600 occupations are expected to see a 5% or more growth in jobs by 2017, Data include jobs of all skill levels in
the 125 largest metros.

Souree: LUSA TODAY analysis of Econcmic Modeling Specialists, 'n'l./ Caree: Zui-der
Crec: Tory Fargro, Jeff Dionise, Joui Upton, Mary Jo Webster, Jer:y Mosemak, Bob Laird ar.d Chad Paimer, USATODAY

@ usaTobay

* In such places as Texas and North Dakota where the gas and oil industries are booming,
petroleum workers are needed. But so are the electricians, pipefitters, carpenters and
others who build the infrastructure.

"This country is facing a shortage of that kind of talent. So the demand is there, big time, "
says Peter Cella, CEQO of Chevron Phillips Chemical. Chevron and competitor ExaconMobil
Chemical are both building giant plants that will triple the cutput of plastics from Houston.
"What we need to work on is the supply.”

CHAFTERS
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Jobs Are Coming Back

BUTTHIY ARCN™T THT SAME AS THL OMES THA WENT D88 HORY

Manufacturers are hiring a gain The loss of blue-collar jobs — accelerated by the

L% BN ARG TURING CUMBALIS S AAVLE 2l 7 T recent recession — has resulted in the "hollowing out

of the middle," which has left behind either low-

paying jobs or higher-paying jobs that require
" E-’A\ significant skills say some economists. But some
18 economists say the middle is not gone; rather, it's
14 \ growing.

"\
:E \""""'"-f "We have not become a barbell economy," says Paul
Osterman, an economist and professor at the MIT

’ Sloan School. "There will be tremendous demand for
& these jobs when the Baby Boom generation retires
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https:/iwww.documentcloud.org/documents/1300767-osterman-report, html).” Currently,
Boomers make up about 20% of the workforce.

Although manufacturing jobs have declined 35% since 1980, according to the U.S. Bureau CHAPTERS
of Labor Statistics, there's actually been a resurgence in recent years as American
companies have found that moving jobs offshore was not a good approach for production
that requires highly skilled labor.

SHARE
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"lhere's a lot of re-shoring,” says Andrew Crapuchettes, CEQ ot bconomic Modeling
Specialists Intl. "They're coming back, but they are coming back different. More technician
jobs, which pay more. There may be fewer jobs, but they are better jobs."

But that means more training, given that nearly 80% of the new blue-collar jobs require
some, typically less than a year, according to Carnevale's research

(https:/Avww.documentcloud.org/documents/13007688-five-ways-that-pay.html). Some:
companies can provide it, but many require prospective workers to find their own classes.

Even in red-hot Houston, you'll need training.

"If you have no skills, you're not necessarily going to pop

down here and find a job," says Cally Graves, senior

industry liaison for the Gulf Coast Workforce Board in

Houston. "You need to get some training or education ...
otherwise, you'll end up in the same old situation you were in back home."

AtE.J. Ajax, a precision manufacturing company near Minneapolis, training eats up 5% of
the company's payroll, just to ensure a pipeline of workers is available to move up as
empioyees retire.

"The global competition doesn't keep me up at night," says Erick Ajax, co-owner and
grandson of the founder. "l| know we can go toe-to-toe with any company in the world. But
having people that have the right skill set ... that wakes me up at 3 o'clock in the morning."

‘More Than One Road To Heaven’

[+i% IMAGE FROTLEM OF #4IDDIE-350 L JOES

Society's push to get all young people into four-year colleges — what William Symonds
calls the "one road to heaven™ approach — contributes to a shortage of skilled workers.

"People degrade or demean jobs that don't require a four-year degree. ... That's not what

they want their kids to do," says Symonds, who is launching the Global Pathways Institute

at Arizona State University to study this issue and urge policymakers to help students find CHARTERS
the best "pathway" to success.

SHARE
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At the same time, high schools have dropped vocational and technical education
programs over the past 30 years, eliminating a key way young people are introduced to
these careers.

|

B e o™ =

e

Mike Rowe, host of "Someone’s Gotta Do " and "Dirty Jobs," talks about the new blue-collar jobs.
WXGA-TV, Allanta, for USA TODAY

"Over the last 40 or 50 years, we've portrayed work differently and we reward some forms
of education far more passionately than others," says Mike Rowe, host of Someone’s
Gotta Do It and Dirty Jobs. After working blue-collar jobs across the country for his show,
Rowe started a foundation, mikeroweWORKS, to address the image problem.

"Higher education is in one column and everything else is called alternative. And those
kinds of pursuits are reserved for people who are somehow deficient or somehow not cut
out for the desirable path."

Rowe worries there are toc many young people going to
four-year colleges, racking up huge amounts of debt and
ultimately ending up unemployed, when they could've taken
a less-expensive path and ended up with a good-paying job.

Rowe also points out that language matters.

"What's aspirational about 'middle skill'?" says Rowe. "It's going to take a generation to get
people to really challenge the sterectypes that come along with skilled-labor type jobs."

Change won't happen without students getting better information about career planning,
says Andy Van Kleunen, executive director of the National Skills Coalition

hitps.//www . documentcloud.org/documents/1279775-national-skills-coalition-report. html). CHAFTERS

"They need to know what the real employment prospects are going to be, including SHaRE

financial," Van Kleunen says. "What will school cost you? What will the pay be?"

http://www.usatoday.com/longform/news/nation/2014/09/3(Bfdb-economy-middle-skill-growth-wage-bl... 10/7/2014
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Community and technical colleges are trying to fill the gap by enroliing young adults who
either drop out of a four-year college or can't find a job after graduation.

Instructors at Lee College, near Houston, say they are seeing an increasing number of
students apply for the school's petrochemical-related programs after initiaily pursuing a
bachelor's degree in petroleum or chemical engineering.

"These are 'gold collar jobs," says Charles Thomas,
the head of the school's process technology division.
"Technicians in our program start out with $62,000
base salary plus overtime."

Laci Patty, 30, a physics teacher, was frustrated by
the emphasis on standardized testing and other
changes in education. When a Lee College instructor
came to her class to recruit students for the program,
they ended up recruiting her. She started night
classes earlier this year.

"“There's actually a chance for advancement and more

money," says Patty, who will graduate next summer. Lacl Patty, a physics teacher In the Houston area, Is taking night
classes to change careers and work in the petrochemlcal industry.

{Phato: KHOU-TV, Houston for USA TODAY)

The Information Gap

FIRODIMG WAYS TO NATZSH WORELES AND EMPIDYELT

Researchers say there are some legitimate reasons employers might be having trouble
finding qualified workers in certain locations or positions. This could include markets with
low unemployment, jobs with relatively new skills and rural areas with a limited labor pool.
And some areas of the country, may see few new jobs.

"It is such a local problem," Crapuchettes says, referring to what he calls an "information
gap." In Durham, N.C., for example, programmers are in high demand commanding big
salaries; in Virginia Beach, programmers earn a third as much. P

"Employers don't know the talent is in Virginia Beach and (workers) don't know they can

make three times as much three hours away," he says. SR

http://www.usatoday.com/longform/news/nation/2014/09/3(jbb-economy-middle-skill-growth-wage-bl... 10/7/2014
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"People don't know about these jobs. ...

We want to use data as much as we can
to drive that."

Where most jobs will be Depressed housing prices have made it harder for workers to move,

THEGE 10 M TED A0 32 ARE E¥Sne TG economists say. And in places such as Milwaukee, three-quarters of the

T ONCATE HLI’O"T’HDDLL e I . R . .
JOBS DY 2015 5% RCST 08 TR 2 GoUM jobs are in the suburbs where there are few mass transit options, says Marc

R“:‘ |73 & R N | aLL . - -
L0 AR BRI DI AR, SOSCUED 16 Levine, senior fellow at the Center for Economic Development at the

TOF 35 ¢ ALL LW JC 56,

University of Wisconsin-Milwaukee.

Prroant of
Total new ail new jobs
SR
T‘:::ora -"’i: :: . 25 — Peter Cappelli, director of the Center for Human Resources at The Wharton
CALLAT  anrar School (hitps./Mmww.documenteloud.org/documents/1302356-cappeili-
HEW YO RK B2 report.himl), says other factors — such as automated screening algorithms
WASIEITON  sa) % in online application systems — might also play a role. In his book Why
LOSN'G“ELES &2 43T =1
el - = Good People Can't Get Jobs, Cappelli notes one case where a company
80STO" Nmi® e received 25,000 applications for an engineering job, but none matched the
LIETTR ST . qualifications.
ATLANTEA 37440 580
CENVER 30,500 a5 \ "
— i Cappelli alsoc argues that employers may say they can't find workers for
¥ ERSUnen T abiy political leverage: to loosen immigration laws, particularly for higher-skilled

workers, and to get educational systems and pubiic tax dollars to take over
the burden of training workers.

If employers can't persuade the government to take action, Cappelli says, "then | think
we'll see employers get creative, figure out ways to train people and the market will work
this out.”

‘Creating A Worker’

HEYW TRAIING FOR A NEW WD KFORCE

Vice President Biden leads the White House effort to "widen the pipeline" and create
innovative job-training programs across the country.

http://www.usatoday.com/longform/news/nation/2014/09/3(BRb-economy-middle-skill-growth-wage-bl...

Page 9 of 14
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"l hese are not minimum-wage jobs. |here are so

many good jobs. But people don't know how to get to
them," Biden said in a White House interview.

Page 10 of 14

"It's not the federal government creating jobs. We're
facilitating. We're putting the mechanism together to
identify real jobs. We're just saying here's where the
jobs are, here's the requirements, here's how you get
those requirements and we'll help you pay for it, if you
qualify."

Biden cites a program he visited in Detroit that taught

] Vice President Biden explains the milllons in grants that will help
programming skills to two dozen women with no connect employers, training and workers.
previous experience. All graduated, and within days, (Photo: Joe Martin, WUSA-TV, Washington D.C.)

were hired at salaries of $55,000 to $100,000.

The administration's report (https://www.documentcloud.org/documents/1 27977 3-white-

house-report-july-2014.html), released in July, stresses the importance of employers
working with schools to make sure students are getting the right skills, and promotes more
apprenticeships. It also highlights programs that encourage accountability, such as a

"report card” program in New Jersey where schools are graded based on where their
graduates were placed and how much they eam.

Biden says he is confident some of the basic initiatives will be funded. On Monday, he
announced $450 million in new-job-training grants for partnerships between businesses
and community colleges. Altogether, $2 billion has been given out in the past three years,

"In this divided town, there is an emerging consensus. There's a lot of opportunity.
Businesses are coming back if we have qualified workers."

Some state and local economic development organizations and community colleges are
trying to generate data to help close the information gap.

= In Georgia, for example, the state government is trying to systematically assess which

jobs are not being filled. That's especially important for a state where the growing film
industry has lost projects for a lack of workers.

e LA LECRLAL)

CHAPTERS
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Lee Thomas, Georgia Film, Music & Digltal Entertainment director, talks about the challenges of finding
skilled trade workers for Atlanta's flim industry.

WXIA-Atlanta for USA TODAY

* Monroe Community College in Rochester, N.Y., released a report linking programs at the
school to data on supply, demand, wages and required skills for local occupations. For
example, there are 42 job openings for students in the Applied Integrated Technology
program — also referred to as mechatronics — in the area. Salaries can reach as high as
$31 an hour, but there aren't students being trained for these jobs. The college is starting
a mechatronics program next fall.

= Many colleges, like Monroe, are trying to respond to the ebb and flow of job demand by
offering fast-track, non-degree courses that get trained students into the workforce faster,
but also can be easily scaled back or dismantled when the supply of workers meets
demand.

“We need students who are college-ready and ready for an intensive experience," said
Todd Oldham, vice president of economic and workforce development at Monroe
Community College. "We're doing this to create a worker."

Competitors Pull Together

CGMPLPNES FING THEIR OWN WORSPLACL ST UTIONS

Ajax's company near Minneapolis isn't waiting for schools to take the lead.

He and several of his competitors worked with Anoka Technical College to launch the

Precision Sheet Metal Academy five years ago. They got nearly $1 million in equipment,

tooling, safety, software and material donations to start the 100-hour, fast-track program.

To date, it has put almost 300 people to work and has an employment rate of 98%,

according to the college. CHAPTERS
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"It we go to one of those schools and say we need a program to tram the tive new people
we hired, they're geing to laugh at us 'cause there's no way they can develop a program,
buy the equipment, hire instructors, get the floor space for five people," Ajax said. "But if
we get 10 companies and we're training 50 to 100 per year, that's a sustainable model.”

It's alse a model for workers who want to retool their own careers.

At 29, Emily Cramble had shifted from job to job after high school. She lost her job at a
gas station, lost her home to foreclosure, had her car repossessed and racked up
thousands of dollars in debt.

Then, the single mother heard companies were having a hard time finding precision sheet
metal workers. She got a grant to cover tuition and within two days of finishing the three-
month training, she had a job.

"It was totally worth it," said Cramble, who is now making more than $41,000 per year CHAPTERS
between her salary and overtime — more than double what she made at the gas station

and encugh to make her feel confident that she can take care of her 5-year-old daughter

SHARE
on her own.
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| couldn’t have iImagined a year, year-and-a-halt ago that this 1s where Fd be,” Cramble
said. "And | can't imagine where I'm going to be a couple years from now."

LUSA TODAY New:
USA TODAY analysis finds hotlest new jobs

PART 1

Waera'ine Jobs A-e:; The Maw Blue
Collar

C [ . Coriribuling: Andrea K2Carren and Jou Marin, WUSA-TV, Washington, D.C.; Deug Mller, KHOU-TV, Houston; Siavan Eckert and John Drilling, KARE-
re d Its. TV, Minneapalis; Karyn Greer and Lauren Rudeses], WXIA-TV, Atanta; 3hawn Chitnig, KRZM-TV, Spckane; and Jodi Upton, USA TODAY.

Interaclive and prusentaticn: Chad Palmer, Frank Pompa, Maria Fowler, Bob Laid and Jodi Upton, USA TODAY

2 2014 USA TODAY, a division of Gannel. Sete s [ .formation Network, [nc.
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Factories open doors to 3,000 youths on jobs tour

Bob Dohr, Daily Herald Media ~ 2:55 p.m. CDT October 9, 2014

WAUSAU — More than 3,000 eighth-graders from central Wisconsin got out of the classroom and into the
factory Wednesday as part of the third annual Heavy Metal Tour.

Students from more than 30 schools in Marathon, Lincoln, Portage, Wood and Oneida counties boarded buses
and visited various manufacturers to learn more about manufacturing in 2014 and the types of jobs available.

The goal of the tour is to inspire young people to go into manufacturing as an occupation, said Rene Daniels,
(Photo: Txer Zhon Kha/Daily Herald ~ €Xecutive director of the North Central Wisconsin Workforce Development Board, one of the primary
Media ) organizers.

"I don't think that kids really understand what manufacturing is all about today," Daniels said. "It requires a lot of technical skills; it requires problem-
solving skills, creative thinking and state-of-the-art technology (that) is being used in manufacturing today. So we really want them to understand what
those occupations look like because we want to keep them here in north central Wisconsin to do that job."

Local manufacturing leaders are looking to "build a pipeline” to address an expected labor shortage in the next two to three years, a shortage created by
retirements and other factors, she said.

Down the road, 13-year-old Logan Engel might fill one of those open positions. The Edgar Middle School eighth-grader was part of a group of students
who toured Wausau Electric.

"They showed us a lot about how they made their electric motors, and all the different steps that go into making each different individual part of it," Logan
said. "(They) just showed us around and what they've been doing and what they're looking forward to."

Logan said he always thought "engineering and putting together motors and stuff like that was a really cool thing," and the tour helped show him how it
was done.

"It changed your mindset on how things are made and what people actually do, and the work that's put into it and all the machinery used," he said.

Classmate Daria Hoesly said she's leaning toward a career in the medical field and not manufacturing, but visiting Wausau Electric gave her an up-close
look at people's work lives.

"It kind of just brings you to reality to look at people and what they do for a living, and how they make their money and support their family," Daria said.

Jarp Industries, Schuette Metals, Greenheck Fan Corp. and Wausau Window & Wall Systems also were among the 47 manufacturers that hosted
students.

In addition to the company tours, the teens visited the Wausau and Antigo campuses of Northcentral Technical College, the Marshfield and Stevens Point
campuses of Mid-State Technical College, and Nicolet College in Rhinelander.

The tour has more than tripled in size in the past three years, Daniels said. About 1,000 students participated the first year. This year, schools from
Portage and Wood counties were added to bring the total close to 3,100.

Also new was that several companies opened their doors to parents later in the day to give them a sense of what their kids experienced during the tours.

So how do organizers know if the tour has been a success? Daniels said they won't know until the tour-takers start graduating from high school and begin
making choices about occupations and post-secondary education.

"Our educational institutions have committed to asking students four years from now, if they went into manufacturing, what inspired them to go into
manufacturing, so we'll kind of be able to connect it four years later," she said.

Bob Dohr can be reached at 715-845-0660. Find him on Twitter as @BobDohr1.
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Lally Herala ivieaia and Its partners in Gannett VVIsConsin vieaia nave launched a statewide project 1o connect uure employees with growing career

opportunities in Wisconsin. Called "State of Opportunity,” the nine-month project provides an up-close look at a variety of industries and jobs in the state
that expect to have worker shortages. Look for the stories, videos and more at www.wausaudailyherald.com/state-of-opportunity.
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Oberg, Highlands High School partner
on apprenticeship training

Oct 14, 2014, 7:34am EDT
Justine Coyne

Reporter- Pittsburgh Business Times
Email | Twitter | LinkedIn | Google+

Due to a growing shortage of qualified candidates for precision manufacturing openings,
Freeport-based Oberg Industries Inc. has formed a partnership with Highlands High
School in nearby Natrona Heights to directly connect students to industry-specific training.

The company recently introduced the Junior Apprentice training program to help
participating students develop technological skills and become familiar with the industry.
The program is offered to Highlands High School seniors at no cost or added expense to the
students.

Students who successfully complete the JAA courses in good academic standing and pass
the Oberg apprenticeship entrance requirements will be prequalified to be hired as full-time
apprentices at Oberg Industries upon graduation in 2015.

"Oberg and Highlands believe that this program will provide each student with a head start
toward a rewarding career in manufacturing,” Oberg President and CEO David Bonvenuto
said in a statement. "We are excited to be part of this new partnership and look forward to
helping students and parents realize that manufacturing is an excellent career choice today
and well into the future.”

Justine Coyne covers manufacturing and higher education.

http://www.bizjournals.com/pittsburgh/blog/morningeglition/2014/10/oberg-highlands-hi... 10/16/2014
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Norwin freshmen get vo-tech head start

By Tony LaRussa
Friday, Oct. 10, 2014, 4.06 p.m.

Norwin High School students who are interested in learning a
skilled trade or getting technical training now can do so during
their freshman year.

The school district is the second in the county to allow ninth
graders to attend the Central Westmoreland Career and
Technology Center in New Stanton.

Norwin High School Principal Timothy Kotch said allowing ninth
graders to attend the school gives enthusiastic students an
advantage.

“If we allow our highly motivated ninth-grade students to start
early, down the road it will allow students more time to study
their chosen career field and provide more opportunity for
students during their senior year to participate in the Career
and Technology Center's co-op program,” Kotch said.

So far, 16 Norwin freshmen have signed up for morning
classes at the vocational-technical center. They return to the
high school campus for afternoon classes that are required for
graduation.

All told, 109 Norwin students are enrolled at the vo-tech, which
offers programs including auto collision technelogy, computer
infermation, electronics technology, culinary arts, heating and
air conditioning and cosmetology. The vocational school serves
10 district in Westmoreland County.

Zachary Hensel said he enrolled in the culinary arls program
because he wants to cook better.

“I've always wanted to cook since | was little,” said Hensel, 14,
of Rillton.
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Shane Dittman, 15, of North Huntingdon, is interested in the Center?
center's auto-collision technology program because he enjoys

drawing automobiles and regularly plays video games that O Yes
enable players to customize vehicles.

Yough School District has permitted ninth graders to attend the O nNo
vo-tech school for nearly a decade, said Superintendent Janet O No Sure

Sardon.

“I think it's been very beneficial to offer our students the
opportunily to get the basic skills in math, science and reading
at our high school and then pursue programs that support their
interests,” she said. “The kids really seem to like the hands-on
work. And the programs they are enrolled in make them very
marketable for jobs.”

Sardon said 52 of Yough's 194 ninth-grade students attend
classes at the center.

Troy Collier, the assistant principal at Norwin Middle school,
said vo-tech training is the next best thing to being “out in the
field.”

“Students who enroll in CWCTC's technical programs in ninth
grade certainly have a greater opportunity to participate in co-
ops their senior year,” said Collier, who served as an
administrator at the center before being hired this summer at
Norwin. “These students not only earn money while learning
from local business professionals but also have the capability
to establish connections and make positive impressions
through their knowledge and work ethic that could lead to full-
time employment upon graduation.”

Tony LaRussa is a Trib Total Media staff writer. Reach him at
412-871-2360, or at tlarussa@tribweb.com.
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