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Executive Summ ary 
The old adage, “If you want something done right, you’d better do it yourself” applies well to the CDO 
region. Overwhelmingly, participants in the CDO Workforce Investment Board Summit emerged with ideas 
that will require a great deal of responsibility on the part of individuals and businesses, but are possible with 
the collaboration of business owners, managers, workers and community leaders. The title of this summary 
report is “Shape Your Destiny.” The CDO Workforce Investment region seems ready to do just that.  
 
The response to the Summit was positive, both in terms of the Summit proceedings and in the sense of 
optimism that grew over the course of the day. Participants grasped the importance of the Summit and 
devoted their full attention to contributing to the development of action items and top priorities that the 
region needs to focus on to improve its workforce.  
 
As a mechanism for developing a strategic plan later, the Summit facilitator, Graham Toft of the Hudson 
Institute, asked industry sector groups to develop a list of the top three priorities or action items that will 
contribute to the success of the region’s workforce development. Listed below are the results from each of 
the sector group discussions: 
Finance and Insurance 

1) Increase the ability of the industry to screen the workforce for the characteristics of “good people.” 
The WIB may be able to spearhead this movement. 

2) Increase customer service training/skills of workers. 
3) Increase communication with management of the industry. 
4) Need for employers to increase their awareness of what current services are offered by state agencies 

and local organizations.  
H ealthcare 

1) Need for workers, particularly clinical, to gain real life experience coming out of educational 
institutions.  

2) Need for the group/industry as a whole to be proactive to the changing times.  
3) Need for certifications/programs to keep pace with the changes in the healthcare industry. 

a. The industry needs to loosen governmental shackles in training and certification to make 
training easier and more efficient. The sector also needs to improve internal communication 
within the sector.  

Manufacturing 
1) Need to develop targeted programs for manufacturing occupations and develop appropriate 

curriculums.  
2) Need to target funding sources to support occupational development programs. 
3) Need to build a strategy to develop respect, recognition and identity of the manufacturing industry in 

the region, and the occupations employed in that industry. Work harder to highlight the successes of 
manufacturing, and raise the understanding of the value of the manufacturing job.  

Retail 
1) The group sees a lack of preparation in the skill sets of workers coming out of home or school, and 

they’re not willing to make it a generational issue. They advocate an increase in funding for school-
to-work programs.  

2) Collaborate in training across businesses. 
3) Adjust curriculum offerings to respond to the industry 
4) Build commitment to training on the part of the management 

a. Speak the CEO’s language—show them a bottom line.  
H ospitality/ Tourism 

1) Better training in etiquette of hospitality workers. 
2) Better training in the verbal communications skills of hospitality workers. 
3) Better training/cultivation of the emotional intelligence/people skills of hospitality workers.  

a. The industry itself has to take a proactive role in creating these characteristics in its workers.  
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Introduction 
This document is a summary of the CDO Workforce Investment Board Summit. It includes a brief outline of 
the presentation by Graham Toft of the Hudson Institute, and from Joe Kozlowski of the New York State 
Department of Labor in Endicott, NY. The report includes findings from each of the five sector groups that 
met to discuss issues in their respective industries: 

• Finance/Insurance 
• Healthcare 
• Manufacturing 
• Retail 
• Tourism/Hospitality 

 
The sector groups were comprised of leaders from various organizations and businesses, from corporations, 
non-profits, local social service groups, state agencies, and beyond. Each of the sector groups was facilitated 
by a leader selected by the CDO Workforce Investment Board. Participants in the groups were asked to 
consider the following questions: 
 
Based on the information shared this morning, how do we as a community prepare for the future 
within your industry? 

• What are you doing to prepare your workforce presently? 
• As an employer are you able to find qualified/skilled employees? 
• How can business be more aggressive, like organized sports, in attracting and retaining future 

talent? How do we at an early stage in the education of our emerging workforce attract, recruit, 
and train workers to support local industry? 

• What skills gaps are you encountering in your workforce and with candidates you are identifying 
to hire? (basic skills, work readiness, industry specific) 

• What industry certifications do you presently require employees or would you like to have in 
place before someone is hired? 

• What training is needed to meet your employed worker needs? 
 

Based on your discussion how can we continue to work together to prepare for the future within your 
industry? 

• How can your organization participate in a structured effort to provide experiential learning 
activities such as student mentorship and internships? (i.e. Workforce Development Coalition 
initiative) 

• How can your organization participate in the development efforts of career pathways within your 
industry to assist in recruiting and retaining future employees? 

• How can your organization participate in efforts to examine demand occupation skill sets, and 
participate in communicating these to educational institutions and students to better prepare 
them for future careers within your industry? 

 
Findings from each sector group are outlined in the following pages. Each of the sector groups identified 
three issues that deserve top priority in efforts to create a strategic plan to improve the region’s workforce. 
These findings are listed at the end of each sector breakout overview.  
 
This report will summarize the topics that came up over the course of the summit thematically. The 
conversations in each of the sector groups varied greatly. However, common themes came up in all of the 
groups. These are the main issues confronting the CDO workforce as a whole, and addressing these issues 
will be beneficial not only to the overall economic health of the region, but to the economic health of 
individual businesses and industries, as well.  
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Themes 
The overlap in the problems in each of the five industry sectors broken out during the Summit suggests 
several things. First, the perceived ªwork ethicº problem may be greater than previously thought. It doesn't 
occur only among young workers, either. Second, it is clear that many young workers have not gained the 
skill s during high school they need to be gainfully employed. Nearly every industry advocated increased 
internships, hands-on learning, and vocational experiences, indicating that some larger changes need to be 
made to the education system in the area. Finally, while the industries all face diff icult challenges, the fact t hat 
many of those challenges are similar suggests that efforts made by leaders like those who attended the 
Summit will be overwhelmingly effective. The introduction of a customer service certification program, for 
instance, will benefit companies from all i ndustries.  
 
The CDO region has many great opportunities in improving its workforce and economy, and judging from 
the enthusiasm and thoughtfulness shown at t he WIB Summit, the region is taking steps in the right direction.  
 
Taking Charge of Your Own Destiny 

• There seemed to be a consensus among the attendees at t he summit t hat in order for the CDO region 
to be successful, the organizations and businesses within it will have to ªdo it t hemselves.º Growing 
from within, utili zing existing resources, and taking responsibili ty for successes as well as failures will 
create the right kind of environment for growth and prosperity in the CDO region.  

 
Basic Skill Building: Emphasis on work ethics and social skills 

• Workers in the CDO region need to have a firm foundation in the hard skill s (mathematics, reading, 
writing), social skill s (team work, communications) and li fe skill s (strategic planning, delayed 
gratification, cost-benefits thinking) 

• Workers need to have strong customer service skill s. Several groups brought up the idea of certifying 
workers in the hospitali ty industry with a curr iculum that incorporates training in customer service, 
communications and community knowledge.  

 
Collaboration: Businesses and organizations need to collaborate within the CDO region to create 
successful workforce programs 

• Summit attendees voiced the conviction that in order for the region to be successful i n training the 
future workforce, they will need to work together. 

• Summit participants identified the need to develop a tangible goal to organize around, such as the 
development of a customer service certification program or improving marketing campaigns for the 
region. Focusing on an obtainable goal, rather than many ambitious goals, will ensure its successful 
completion.  

 
Training the Technical Worker: Machinists, Maintenance workers, and other multi-skilled workers 
are in short supply in the area.  

• The industries in need of these workers are not articulating their needs well enough to the educational 
providers in the area. Industries need people trained across the board in technical skill s—colleges are 
not t raining these sorts of workers.  

• The group suggested a collaboration between the region's manufacturing alli ance, BOCES, and 
Colleges. 

 
Healthcare: A growth industry with well-articulated career pathways. 

• If the region intends to start mapping career pathways, they might begin here. Information about career 
pathways that exist or will be formulated in industries should be shared with school counselors, 
teachers, and parent associations.  

 
Internships: Students need more on the job training and experience outside of the classroom. 
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• The WIB has already developed a database to match internship seekers with employers—this should be 
utilized to a greater degree. Students can learn social and life skills to a greater degree during 
experiential learning.  

 
Funding: In times of short budgets, the region needs to find alternative funding sources. 

• Get more creative. 
• Learn what’s already out there: grants, Dept. of Labor, federal and state, private foundations.  
• Be more aggressive in going after funding.  

 
Utilize Your State Agencies’ Resources: State agencies exist to help you! 

• State agencies have access to information, expertise and funding. It would behoove businesses in the 
region to learn more about what they can offer.  
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Summary of Presentations 
Speech from Graham Toft, Hudson Institute: Highlights 

o Macro-Trends: The PIE (Pan-National Innovation Economy) 
• Growth states have strong technology bases, or are pursuing technology aggressively 
• The Knowledge Economy 

  Capacity and capability to create and innovate new ideas, thoughts, processes and products, 
and to translate these into economic value and wealth 

• Tomorrow’s Economy:  
  The Century of Asia – Higher savings, emerging middle class in China 
  The Cell – Nanotechnology, Advanced materials, Energy, Internet2 
  The “gray-hairs” – The workforce is aging even in less-developed countries 
  The Creative Sector – The creators, innovators, entrepreneurs 
  Global markets – Competition isn’t just with your neighbor; your customer is the world 
  The Entrepreneur – New businesses are growth businesses. 

• Tomorrow’s Workforce: More intergenerational, multi-cultural, mobile, adaptable, and more 
likely to have education beyond a high school diploma (not necessarily degreed.) 

o New Horizon’s in Non-Metro/Rural Areas 
• Take steps to become a learning community 
• Apply technology 

  If you don’t have broadband, get it! 
• Improve quality of life in all aspects 

  Better energy plans, more green space, quality housing, quality education, universal 
healthcare 

• Find creative ways to improve healthcare and education 
  The Asheville, North Carolina model for universal healthcare 
  Teach creativity and entrepreneurialism in schools 

• Foster entrepreneurship 
  Remove the barriers to starting a business 
  Provide capital-building opportunities/low-interest loans for small businesses 

o Create a Learning Society 
• Encourage and create incentives for tuition reimbursement programs 
• Form Business Skills Alliances 
• Engage area industries in educational efforts 

  Develop curriculum based on industry needs 
• Reconfigure adult education programs 

  Ask the state for a waiver to operate adult education programs. Do it your way! 
• Foster and support school-to-work programs 

  Businesses should support internship/mentoring programs 
  Schools should view school-to-work as a benefit to students, not as a hassle. 

 
Speech from Joe Kozlowski, New York State Department of Labor: Highlights 

o Factoids: The Chenango-Delaware-Otsego Area 
• Economy 

  The unemployment rate in the CDO region is lower than both the state and the nation at 
5.3% 

  The CDO region has gained employment (1.5%) during the past three years, while the 
state and nation have lost net jobs 

  The food services, educational and healthcare industries have been major growth engines 
  The “hottest jobs” in the CDO region are healthcare-related: Registered Nurses, LPNs, 

Nursing Aides. However, production workers are also in high demand. 
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  Many of the region’s manufacturing industries lost jobs over the past three years 
• Population 

  The CDO region’s population grew much slower (1%) than the state (5.5%) or the nation 
(13.2%) from 1990-2000.  

  CDO has a far less diverse population than either the state or the nation 
  Per capita income in the CDO region ($22,311) is much lower than the state ($35,878) or 

the nation ($30,413) 
  The CDO region has an aging teaching force, with nearly 40% at or near retirement age 

 
Complete copies of the presentations are available at www.cdoworkforce.org. 
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Sector Breakouts 
Finance and Insurance 
The Finance and Insurance sector discussed preparing a workforce capable of handling both the intense, hard 
skill-oriented nature of the industry, as well as extensive customer interaction. The group has had some 
difficulty in hiring a qualified workforce, in some cases running into a “trapped employee” situation, one in 
which an employee has skills to do work in another sector, but needs a job so badly, he or she will try 
anything. The group also noticed that there are too few entry-level jobs in the industry for the number of 
entry-level employees, creating a loose entry-level talent pool but a much tighter higher-skill talent pool. 
Overall, however, the major problem confronting the Finance and Insurance industry is an attitude problem: 
employers have had a difficult time in finding people who want to work. Like the other sectors, work ethic 
was cited as the major problem.  
 
The industry, however, is taking steps internally to create a more worker-friendly and open workplace. The 
group indicated that they are attempting to encourage open communication with companies by holding 
regular group discussions and keeping the workforce more informed. Finance and insurance companies are 
trying, to some extent, to build a culture in each office that is conducive to employee retention and 
participation. This retention effort is particularly valuable in light of allocating resources to training 
opportunities: the group indicated that it has been wary in the past of spending much on training from 
outside programs because of the potential of losing that investment when employees leave. The industry does 
some internal training, particularly in the soft skills like communications and customer service. In addition, 
some companies in the region have started “screening for attitude,” looking for workers with the appropriate 
level of responsibility and commitment to the job. To some extent, this is done through looking at high 
school extra-curricular activities, which are good indications of being a team player and having commitment 
to something. The group indicated that training is the basis for a good employee. The industry needs to take 
responsibility for training the people it hires, particularly for people skills.  
 
The group discussed certification and came to the consensus that certification programs are valuable, but lack 
meaning if a company has a very specific product or service. However, the finance group did agree that they 
(and other industries) need a certification program in customer service skills, as well as in IT. They also 
indicated, however, that natural talent makes certification unnecessary. The lack of internship opportunities in 
the area (or perceived lack) is affecting the workforce. Many employees don’t have any work ethic-building 
experiences under their belts. To better affect this problem, the industry should better connect itself with the 
high school and college students in the area. 
 
Top Priorities: Finance and Insurance 

1) Increase the ability of the industry to screen the workforce for the characteristics of “good people.” 
The WIB may be able to spearhead this movement. 

2) Increase customer service training/skills of workers. 
3) Increase communication with and through management in the industry. 
4) Need for employers to increase their awareness of what current services are offered by state agencies 

and local organizations.  
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Healthcare 
Healthcare leaders related problems mired in government regulations, educational i nstitution bureaucracy, 
and, like the other sector groups, the work ethic of employees. The group saw a great deal of the problems of 
the health industry stemming from the fact t hat t raining and certification for many future healthcare workers 
does not include any work/ hands on experience. Workers enter the field with very li tt le knowledge of what a 
home health aide or nursing aide actually does during the course of a work day. Adding to this situation is the 
gap between educational requirements and curr iculum and actual j ob requirements. Educational i nstitutions 
certifying healthcare workers are not keeping pace with the industry. Education needs to be coordinated with 
employer needs.  
 
Like the other sector groups, healthcare employers noted a deficit among workers' basic li fe skill s, such as 
reliabili ty, attendance and work ethic. Employees are also deficient in reading and writing skill s, as well as in 
their abili ty to keep up with the need to learn quickly and respond to changing situations.  
Overall, the group cited the need for applied learning, which they believe will solve many of the skill 
deficiencies of healthcare employees. At t he very least, internships and hands-on experiences will teach future 
workers the value of work. As a result, vocational training is often more desirable for healthcare workers than 
a degree. Yet, government regulations and lobbying groups continually push for higher degree requirements 
for many healthcare occupations. The group advocates mandatory internships, and supports partnerships 
between learning institutions and healthcare providers—these partnerships can be the vehicle through which 
many of these problems are addressed.  
 
The industry should also solve its internal problems through creating employee support systems, such as 
employee counseling and day care, solving some of the personal problems of employees while creating a 
better work environment.  
 
The group described its ideal employee as one who has a high level of maturity, or who is older or semi-
retired; one who has a good sense of responsibili ty; one who is capable of physical activity; one who has local 
roots; and one who has a willi ngness to participate in his or her own career development.  
 
Overall, the group emerged from discussion with the mantra, ªBe proactive.º They realize that t he industry 
cannot wait for change to happen—they need to affect change themselves. They advocate approaching the 
government t raining programs to encourage them to keep pace with the industry, and to make training easier 
and more eff icient.  
 
Top Priorities: Healthcare 

1) Need for workers, particularly clinical, to gain real li fe experience coming out of educational 
institutions.  

2) Need for the group/ industry as a whole to be proactive to the changing times.  
3) Need for certifications/ programs to keep pace with the changes in the healthcare industry. 

a. The industry needs to loosen governmental shackles in training and certification to make 
training easier and more eff icient. The sector also needs to communication within itself.  
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Manufacturing 
The Manufacturing sector group indicated that it is very hard to find employees with the proper skill sets. 
After all, “why would the brightest students go into trades?” The group identified a deficit in technical skills 
in the employee pool, and indicated a need for increased vocational training. Apprenticeships could help fill 
this gap. They are financially beneficial over the long-term, and are currently under-utilized in the region 
(there are only 5 apprentices currently in Chenango and Delaware Counties).  
 
The group also indicated how important it is, from a business standpoint, to find a niche in the market. High 
skill industries will grow here— owning a product line or a patent can help stem the overseas flow. But the 
group also recognized that some of their own growth is based on growth overseas. Manufacturing leaders 
need to find candidates, like BOCES or lapsed vocational programs, to help develop manufacturing skills.  
Work ethics are the most important value of the manufacturing sector. The group identified a gap in basic 
skills among employees and applicants in the industry. Manufacturing leaders also cited a need for machinists, 
certified welders, painters, HVAC workers, and electrical engineers, as well as for workers with any 
manufacturing skills, strong computer and mathematical skills and the ability to work in a team to solve 
problems. Part of the problem, the group believes, is that high schools are focusing too much on the 
intellectual development of future workers, and not enough on the technical and practical skills that will 
enable these workers to be gainfully employed. BOCES can fill this gap by reverting back to its roots as a 
technical center and shifting its focus away from being a career center. The manufacturing industry needs 
workers with transferable skills— the ability to do more than one job, and to do all those jobs with a high 
degree of efficiency and quality.  
 
Manufacturing leaders identified the need for the industry as a whole to work on “changing the face” of 
manufacturing. Many potential workers, educators and guidance counselors (who are a particular roadblock in 
successful recruiting) do not have a realistic idea of what manufacturing is: it’s not the assembly line anymore. 
Companies need to get more involved in reaching out to students through mentoring programs, shadowing 
opportunities, and internships. The group highlighted some successful programs: 

• Raymond Corp: Targets schools and works with students to help them gain practical experience. The 
group assists with hands-on learning, and also works with the students to develop class projects.  

• TYCO: Reaches into middle schools to educate students and teachers about their practices 
• SUNY Oneonta: Operates a high school teacher program wherein teachers have the opportunity to 

learn about manufacturing practices in a classroom setting, and then in a hands-on way through 
shadowing.  

The main problem the manufacturing leaders cited was the lack of knowledge of what each company does; 
without that knowledge, true consortiums or partnerships are impossible. The group needs to capitalize on its 
already existing career pathways through marketing, and strengthen bonds between businesses in the industry.  
 
Top Priorities: Manufacturing 

1) Need to develop targeted programs for manufacturing occupations and develop appropriate 
curriculums.  

2) Need to target funding sources to support occupational development programs 
3) Need to build a strategy to develop respect, recognition and identity of the manufacturing industry 

in the region, and the occupations employed in that industry. Work harder to highlight the 
successes of manufacturing, and raise the understanding of the value of the manufacturing job.  
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Retail 
The Retail group identified many general concerns about their industry: the relative low wages of many 
employees; the lack of proper training opportunities available; the work ethic of many workers entering the 
Retail sector; how the group should best leverage existing community assets; how retailers as a group can 
provide flexibility to the workforce; how the industry can better educate its workers about its products, its 
competitors and its opportunities; the lack of interest in training programs on the part of managers.  
 
The group was very concerned about the lack of basic customer service skills of many employees. They are 
finding that many workers lack etiquette, emotional intelligence, interpersonal skills, and respect for 
customers and co-workers. Employees in the Retail sector should realize that when they deal with a customer, 
they are providing both real (in terms of money and community exchanged) and perceived (in terms of 
making the customer feel valued) service, as well as effecting the probability that the customer will return. 
The negative attitude has a direct effect on multiple interactions. Workers entering the Retail sector also need 
to improve their computer and mathematical skills, as well as their knowledge of the area and its amenities.  
 
Top Priorities: Retail 

1) The group sees a lack of preparation in the skill sets of workers coming out of home or school, and 
they’re not willing to make it a generational issue. They advocate an increase in funding for school-
to-work programs.  

2) Collaborate in training across businesses. 
3) Adjust curriculum offerings to respond to the industry 
4) Build commitment to training on the part of the management 

a. Speak the CEO’s language— bottom line.  
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Tourism and Hospitality 
The major question on the minds of Tourism leaders from the CDO region was how they can capitalize on 
the natural resources in the area to attract people to visit and to stay. The group agreed early on that they 
would best succeed through “growing the whole pie,” namely, by increasing the number of visits, multiplying 
the exposures to amenities, and improving the marketing of the area as a whole. However, this plan faces 
several barriers. First, workers who are attracted to the area may have trouble finding family-sustaining work. 
The area also needs to make investments into infrastructure to support tourists and new workers moving to 
the area, but visitors do not provide a tax base to do so. Also, the area, while it has great amenities and 
attractions, has few obvious recognized attractions. The region also needs to provide affordable housing and 
reliable public transportation if it wants to attract new workers.  
 
The tourism leaders who participated in the Summit agreed that in order to remove many of these roadblocks, 
they would need to more actively cooperate and collaborate. For example, Cooperstown, Oneonta and the 
surrounding larger cities do well at bringing people into the region, yet once those visitors arrive, they don’t 
know what else is available in the region. Marketing efforts need to encourage people to visit nearby 
communities.  
 
The group also indicated that they need to combine efforts in training their workforce, as they are all 
suffering from the same skills gaps: customer service and communication skills. Much like the retailing sector, 
the tourism industry is carried by those with direct interaction with visitors and customers. In order to 
increase the number of visitors, and ensure that visitors come again, the industry needs to take time to 
educate its workers, increase its marketing efforts, and collaborate to create a region-wide plan to draw 
visitors. Tourism interests from across the region should collaborate to make this plan a success. 
 
Top Priorities: Hospitality and Tourism 

1) Better training in etiquette of hospitality workers. 
2) Better training in the verbal communications skills of hospitality workers. 
3) Better training/cultivation of the emotional intelligence/people skills of hospitality workers.  

a. The industry itself has to take a proactive role in creating these characteristics in its workers.  
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Conclusion 
 
Overall, both participants and facili tators found the CDO Workforce Investment Board Summit t o be a worthwhile endeavor. The program enabled 
participants to voice concerns, tell success stories, and positive ideas for improvement. The findings from the Summit will be used to develop a strategic 
plan to address workforce issues in the CDO region.  
 
The following is a matrix of themes that dominated the Summit's discussion. As displayed, the groups focused on many of the same issues. For example, 
nearly every industry needs a mechanism by which to train for customer service. Similarly, many industries realized that in order to attain their goals, 
they will have to collaborate, either with other businesses in the same industry, with educational i nstitutions, with different industries, and with the 
governmental bureaucracy.  
 
 
 
 

Industry Take Charge of 
Your Destiny 

Basic Skill 
Building / 
Customer 
Service 
Training 

Collaboration Training the 
Technical 
Worker 

Healthcare Internships / 
School-to-Work 

Funding Utilize Your 
State Agencies 

Finance/ 
Insurance 

Build a ªcultureº 
to encourage 
employee 
retention and 
communication. 
The company is 
ultimately 
responsible for 
training. 

Need hard and 
soft skill s 
training. 
Training can 
affect 
ATTITUDE 

The industry 
needs to connect 
to colleges and 
high schools 

  Need internship 
programs to 
ensure 
knowledge of 
work ethics 

 Voiced concern 
over the lack of 
knowledge of 
what state 
agencies (like the 
DOL) can do. 

Healthcare ªWe can't wait 
for change.º 
Group will work 
to keep their 
program current 
in spite of 
governmental 
regulations. 

Noted lack of 
hard and soft 
skill s, as well as 
ª li fe skill s.º  

Collaborate 
further with 
educational 
institutions and 
businesses 

Need for 
certifications/ 
programs to 
keep pace with 
the changes in 
the healthcare 
industry. 
 

Career pathways 
have already 
been developed 
Ð start here! 

Internships/ 
work experience 
builds stabili ty 
and 
responsibili ty in 
the worker. 
Every potential 
healthcare 
employee should 
have real-world 
experience. 

Need to be more 
creative in 
looking for 
funding sources.  

Use the area 
Chamber and 
the WIB to build 
external and 
internal support 
systems 
(supporting 
businesses, day 
care, counseling 
services, etc.) 
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Manufacturing “Change can 
make you or 
crush you.” The 
industry needs to 
embrace changes 
and work to 
make the most 
of them. 

Noted lack of 
basic skills and 
advanced 
manufacturing 
skills. The 
industry needs 
transferable 
skills. 

Collaborate with 
other 
manufacturers 
for recruitment 
and training. 
Work to change 
the face of 
manufacturing in 
schools.  

The Machinist is 
a sought-after 
employee— this 
worker needs to 
be able to do 
many jobs and 
do them well. 
Transferable 
skills! 

 The industry 
needs more 
school-to-work 
training and 
increased 
utilization of the 
apprentice 
program. 

Suggested 
building a 
consortium to 
fund 
scholarships 

The 
manufacturing 
network needs 
to participate in 
trade 
organizations 
and lobby for 
education/traini
ng dollars.  

Retail The Retail 
industry needs to 
change from 
within to value 
education and 
training and 
change the 
attitude of the 
workforce. 

Noted lack of 
interpersonal 
and 
communication 
skills— lack of 
etiquette and 
manners. 

Collaborate to 
train workers in 
customer 
service.  

     
 
 
 
 
 
 
 
 

Hospitality/ 
Tourism 

Ultimately, the 
industry is 
responsible for 
training 
employees. 

Noted lack of 
customer service 
skills. 

Collaborate for 
shared training 
opportunities. 

   Business leaders 
need to 
recognize the 
short-term 
investment costs 
in training will 
yield high results 
over the long 
term.  

 

 
The similarity in the concerns and important issues in industries from Retail to Manufacturing suggests that no industry is alone in the struggle to grow 
and maintain a quality workforce. With collaboration, cooperation and creativity, the CDO region can develop innovative programs designed to solve 
the region’s problems and effect change for the future.  


