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Appendix A

Cross-College and Area Analysis

1.0 Introduction 

The Community College Labor Market Responsiveness (CCLMR) Initiative was created to develop and disseminate information and tools enabling community colleges, as a unique and critical component of America’s education and training system, to keep pace with the needs of a diverse student body and a dynamic labor market.  With guidance and support from the U.S. Department of Education, Office of Vocational and Adult Education (OVAE), Westat and the Academy for Educational Development (AED) undertook this initiative in the fall of 2002.

The main goals of the initiative are: 1) determine the characteristics of a “market responsive” community college and identify the indicators and measures by which market responsiveness can be judged; 2) identify the policies and practices community colleges have put in place to facilitate and support labor market responsiveness; 3) pinpoint the steps colleges can take to improve labor market responsiveness and the quality of customized programs they offer to students; and 4) disseminate that knowledge to the field.   

The information presented here has been gathered from case study analyses of more than 30 colleges in 10 diverse labor markets, especially from hundreds of interviews and discussions conducted with college leaders, employers, and economic development professionals.  To augment the case studies, we collected standardized data across all colleges using surveys and document review; we conducted statistical analyses, reviewed the relevant literature, and consulted with experts. 

This report draws upon profiles (Appendix B) and statistical evidence (Appendix C) to describe the factors that affect labor-market responsiveness.  First, it examines the effects of the external environment—the characteristics of local residents and the nature of the local economy.  Second, it examines the effects of the external organizational structure—the state and local community workforce, education, and economic development infrastructure.  Third, it examines colleges’ external governance structures, which affect their mission, resource base, and flexibility.  Finally, it examines the effects of factors under the college’s control—presidential leadership, internal organization, strategic planning to design and fund programs, use of data, and programmatic base.  This report progresses from factors over which each college has the least control to those over which it has the most control.  Each stage in the progression has strong, if not decisive, effects on the successive stage, and ultimately on each college’s potential to be market-responsive, and the nature of the obstacles that need to be overcome to realize its potential.  The progression is emphasized to make it clear that more should be expected of colleges located in environments that are favorable to development of labor-market responsive programs than where external conditions are unfavorable, not that colleges in favorable environments should complacently compare themselves to colleges in less favorable environments.  This emphasis also helps clarify what colleges can do regardless of their external environment to overcome obstacles to become more responsive and reach their own unique potential.

2.0 External Environment

The labor markets Westat studied were highly diverse in their size, industrial mix
, growth rates, and level of prosperity.  While we would have liked to have had a larger sample, the group that we included was sufficiently diverse to describe the effects on market-responsiveness of the environment of most U.S. community colleges.

2.1 Population Factors

The populations of the areas selected range from Chicago’s 5.4 million residents to Walla Walla’s 80,000.  Other major metropolitan areas include Washington, D.C., San Diego, and Dallas, which range in population from 3.2 to 2.2 million persons.  Second tier large metropolitan areas include Seattle, Orlando, and Charlotte, which range in population from 1.8 to 1.1 million.  Smaller metropolitan areas include Springfield-Holyoke, Mass.; the Quad-Cities (Davenport-Rock Island-Moline-Bettendorf), Ill.-Iowa; Cedar Rapids, Iowa; and Port St. Lucie, Fla.; with average populations of about 400,000.  Finally, we selected rural areas in southwest Virginia and North Carolina (along with Walla Walla in eastern Washington) all of which have populations of less than 150,000.

In general, large metropolitan areas have strong, diverse economies and provide ample support for community colleges and for workforce and economic development.  In these areas differences among the colleges in what they can do to be labor-market responsive largely rest on differences in industrial and occupational mix, which affects the nature of the training needed by local businesses, and the overall level of prosperity, and population diversity, the level of education and proportion of non-English speaking residents (recent immigrants).  Small metropolitan areas, particularly those in the Northeast and Midwest, generally have seen their industrial bases erode and their populations decline in prosperity and numbers.  These declines reduce the ability of colleges in these areas to place career-oriented students into local jobs and reduce the resources available for supporting career-oriented programs.  Similar problems affect rural areas, particularly in the South, where textiles and other low-wage industries have declined, and mining and agriculture have either declined or greatly reduced the demand for workers.

The level of education of the population, which is heavily influenced by the industrial and occupational mix, shows substantial variation across the areas studied.  The Washington, D.C., suburbs have exceptionally well-educated populations with over 50 percent of the residents over age 25 having baccalaureate degrees.  Seattle’s residents have high levels of educational attainment, with over 40 percent having baccalaureate degrees, and Charlotte’s residents have only slightly lower levels of baccalaureate degrees at 37 percent.  About 34 percent of residents of Cedar Rapids and Springfield, small cities with considerable high-tech industry, have baccalaureate degrees, while about 28 percent of the residents of San Diego, Chicago, and Dallas have baccalaureate degrees.  About 24 percent of the residents of the Quad Cities and Orlando have baccalaureate degrees.  While about 20 percent of Walla Walla residents have baccalaureate degrees, the rural areas in the South average less than 14 percent of residents over 25 with baccalaureate degrees.  In several of the larger cities there is substantial variation within each metro area.  Chicago, Dallas, and San Diego for example, have affluent suburbs with education rates as high as those in the Washington, D.C., suburbs, but all four also have areas with many recent immigrants and low-income neighborhoods where residents have low levels of education.

Importantly, the colleges in their sample within individual metropolitan areas often are located in different types of neighborhoods and report tailoring programs to meet the particular interests of local residents.  In general, the more affluent and better educated the population the greater the interest in transfer programs that usually lead to four-year liberal arts degrees and the greater the interest in “leisure studies” for older residents.  The more residents are recent immigrants and less well-educated, the greater is the interest in English as a second language (ESL) and in adult basic education programs.  In general, colleges located in neighborhoods with moderate levels of education and strong demand for technically trained workers tend to have the greatest demand for technical-professional programs, as well as for noncredit career-oriented programs such as those preparing students in fields such as office automation and retail sales.

Education and income levels are closely correlated.  The Washington, D.C., suburbs have average median household incomes of over $70,000.  The next closest area is Seattle at $53,000, followed by Dallas, San Diego, Chicago, and Charlotte at around $47,000.  Springfield and Cedar Rapids have average incomes of around $44,000, followed by the Quad-Cities and Orlando at around $41,000.  The rural areas have incomes of between $37,000 for Walla Walla and only $25,000 for the rural Virginia area bordering Kentucky.  As with education, there is considerable variation in incomes within each city.  However, the overall affluence of the metropolitan area usually is the key determinant of the area’s ability to support community colleges and economic development efforts.  Indeed, community colleges in the larger cities generally focus considerable attention on helping lower income residents enter fulfilling careers.

2.2 Industrial Mix

There is an equally strong correlation between the types of industries and occupations located in an area and their growth rates and the area’s overall affluence, educational attainment levels, and interest in different types of career-oriented programs.  The areas studied spanned the main types of local economies seen throughout the United States.  The areas fall into the following categories:

· Fast-growing areas with a high proportion of growth in industries requiring considerable amounts of skills that can be acquired at postsecondary institutions.

Seattle

Dallas

San Diego

Charlotte

· Moderately growing areas with a diverse mix of industries.

Chicago

Washington, D.C., area

Orlando

Cedar Rapids

Port St. Lucie

· Slow-growing or declining areas with few industries requiring postsecondary education.

Quad-Cities

Springfield-Holyoke

Walla Walla

Rural areas in North Carolina at least 40 miles from Charlotte

Rural Virginia near the Kentucky border

Seattle, Dallas, and San Diego have much in common as each has large concentrations of high-tech employers oriented toward information technology (IT), aerospace, communications, and defense.  They also share the characteristic that they had high growth during the 1990s, but were hit hard by the tech sector declines of the last few years.  Charlotte has a considerably different profile in that its industrial mainstays tend to be in the financial sector and to a lesser extent in regional distribution and sales, while also having substantial employment in communication, IT, and heavy manufacturing.  As a result, Charlotte was more insulated from the recent declines.

The moderate growth areas are more diverse in size and economic base.  Chicago has a highly diverse economy with considerable high-tech manufacturing including traditional metal working firms, electronics, bioscience and pharmaceuticals; large hospitals and healthcare facilities; and especially large concentrations of business headquarters and business services including IT and communications.  The Washington, D.C, area has almost no traditional manufacturing but otherwise is similar to Chicago in having considerable amounts of bioscience, IT, and communications as well as business and government headquarters and service support.  Orlando also has some of the same types of high-tech manufacturing and healthcare as the two larger metro areas but also has the specialized TV and movie production niche associated with Disney, as well as being a major tourism sector.  Cedar Rapids is one of only a few smaller cities far away from major metro areas that have growing high-tech sectors supported by a major state university nearby and several high-tech firms.  Port St. Lucie’s growth is associated with its being on the outer fringe of the Miami-Ft. Lauderdale area, and its attractiveness to high-tech employers.

Finally, the slower growing areas fall in two groups: (a) smaller cities with declining industrial bases, and (b) rural areas with a declining industrial, mining, or agricultural base.  These areas have been placed at major economic disadvantages because they were unable to replace their declining mainstay industries with viable alternatives.  To a large extent, the growth of the southern and western major metropolitan areas has absorbed the business investment that once could be attracted to numerous smaller cities and towns throughout the Midwest and Northeast.  Even in what once was the nation’s industrial heartland, most growth has occurred in the suburban rings surrounding major cities such as Boston, New York, Detroit, and Chicago, and to a lesser extent in the urban cores of cities like Pittsburgh and Baltimore.

Just as the growth and decline of various population groups has a major effect on students’ interests in various college programs, the growth and decline of different industrial groups has a major effect on which college programs meet the needs of local businesses.  In general, interest in technical-professional programs at community colleges is strongly bolstered by the growth of companies that: (a) heavily rely on computer technology in manufacturing or clerical work, (b) produce computer hardware and software, (c) have large electronics and bioscience sectors, and (d) have high demand for healthcare services.  High overall growth increases employer demand for a wide range of skills provided by community colleges such as in the construction trades, as well as in developing skills required for sales and service work.  In general, growth also creates strong incentives to upgrade the basic skills of recent immigrants and lower-income residents so they can get entry-level jobs with career paths.

Unfortunately, the reverse also is the case; areas in decline have difficulty finding jobs for large number of residents even if they are well trained.  Moreover, declining areas often suffer from a lack of resources for economic and workforce development, and also tend to have residents with low levels of education, which makes it hard to provide training in the technical areas that most quickly raise earnings.  Colleges in slow growing or declining areas often have to be especially innovative and entrepreneurial to develop programs that lead to good employment prospects and foster economic development.  However, finding ways to stimulate growth is especially important to declining areas because, without them, the economic prospects for the residents and area will further decline.  At the same time, it is important for colleges in areas with high demand for training to recognize that they might fall far short of their potential for helping different groups of residents and employers if they fail to be creative and fully take advantage of their favorable position.

3.0 External Workforce, Education, and Economic Development Infrastructure

The local economy and characteristics of residents play a major role in determining the supply of students interested in career-oriented programs and the demand for skilled workers by local employers.  These factors, therefore, play a major role in defining a community college’s opportunities (or lack of opportunities) to be labor-market responsive.  However, state and local prosperity (or lack thereof) also strongly affects the ability of state, regional, and local governments to work with employer organizations and individual businesses to support workforce and economic development.  These civic efforts, in turn, play a major role in determining the ease with which community colleges can create market-responsive programs.

3.1 State-Level Infrastructure

States and local areas differ in the resources they devote to workforce and economic development.  Much of the variation is directly related to the area’s size and prosperity.  Several of the states have particularly active economic development programs with strong education components.  North Carolina, Virginia, Florida, and other southern states have strong long-term state programs that focus on improving educational opportunities to stimulate economic growth.  A key part of these efforts is making major improvements in the size and quality of public two-year and four-year colleges.  North Carolina also coordinates a variety of workforce programs to deal with long-standing skill mismatches between workers displaced from textiles and other industries, mostly in rural areas, and the needs for skilled workers among employers in the vibrant major labor markets of Charlotte and the Raleigh-Durham-Chapel Hill “Research Triangle.”

Washington, California, and Texas also have devoted substantial resources to improving their state’s education systems, with special attention focused on helping lower income residents share in their state’s prosperity, and in the case of Washington, helping dislocated workers develop the skills needed to enter well-paying jobs.  In addition, these three states together with Florida have strong state-level higher education organizations that provide a variety of support to the community colleges to help them assess training needs of firms and residents, monitor the quality of career-oriented programs, and lobby other state agencies to make use of the community colleges for providing workforce and economic development services.  Finally, colleges in Iowa and rural Virginia benefited from special state programs aimed explicitly at fostering local growth and development through community college training.  These states as well as Texas and California have programs designed to offer free or low-cost training in high demand fields where it has proven difficult to attract sufficient students or where students might otherwise have trouble affording to participate in these programs.

Northeastern and Midwestern states support high quality colleges, but with the possible exception of Iowa, do not appear to devote as much resources to workforce and economic development efforts as the southern and western states.  Factors contributing to these differences include these older, slower growing states having more established colleges, more private postsecondary institutions, and fewer resources with which to support workforce and economic development.

3.2 Local Infrastructure

While state level programs sometimes provided key resources for building labor-market responsive programs, local area workforce and economic development efforts tended to have a larger and more direct effect on college’s career-oriented programs.  It appeared that Charlotte, Dallas, and Seattle had highly integrated local workforce and economic development programs that were exceptionally well funded.  Not coincidentally, these three areas were among the fastest growing, most prosperous, and where growth was most dependent on having a technically trained labor force.  Local support from well-integrated governmental and business organizations also was important in Cedar Rapids, Iowa, and the Maryland and Virginia suburbs of Washington, D.C.  While the economies of all these areas were strong, they probably were not quite as strong as in some other areas, but in all three cases there were clear benefits to the entire community by fostering workforce and economic development.  In other areas it appeared that local economic and workforce development efforts were less strong and less well integrated.  This was especially true in the areas with relatively weak economies in the Quad Cities, Holyoke-Springfield, and the rural areas.

In general, areas where there was strong growth in high-tech industries had strong public and private organizations that partnered with the community colleges to support career-oriented programs.  While community colleges in other areas usually played important workforce and economic development roles, their tasks were made more difficult by supportive infrastructures that were less strong.  As noted previously, this lack of support is not an excuse for inaction by community colleges but rather an indication of the need for the college to be especially focused on overcoming obstacles.  At the same time, community colleges in areas with strong support need to look for innovative ways to make even greater contributions. 

3.3 External Infrastructure Summary

In summary, state and local workforce and economic development infrastructure contributed importantly to each college’s ability to be market responsive.  There were substantial differences across the states with respect to the quality of the infrastructure and the resources being made available.  Importantly, there also was considerable variation across the local areas in the extent to which the colleges were able to take advantage of the state (and federal) opportunities provided as well as in the quality and resources their own local infrastructure was able to provide.  In some cases, the state and local efforts were well coordinated and mutually reinforcing.  More often, local efforts were essential for supplementing state and federal programs as well for obtaining additional resources from the state.  Overall, there was a strong association among the prosperity of a state and the local area, the need for skilled workers, and the amount of support that was provided.  A revealing example of this pattern comes from Iowa and Florida where colleges in areas with better prospects for placing students at high-wage high-tech jobs clearly were better able to use state programs that were available to all colleges in the state.  North Carolina and, to a slightly lesser extent, the state of Washington appeared to be especially supportive of workforce and economic development.  The Dallas district also strongly supported workforce and economic development, but it was unclear to what extent this reflected state versus local efforts.  Similarly, California (at least prior to its recent budget problems) strongly supported workforce development.  As noted previously, it is not coincidental that all four states were unusually prosperous and highly dependent on high-tech industries.

Among the other states, there were clear indications that special state economic and workforce development programs were important in Iowa and in rural Virginia.  Elsewhere, it seemed that local areas had to make special appeals for help from the state, which often were successful, and also had to develop their own programs to supplement the more limited resources made by available by the state.  This appeared to be the case with both Springfield Tech in Massachusetts, and York Tech in the South Carolina part of the Charlotte labor market.

4.0 The State and Local Education Environment

The president and broad of trustees of each college we studied had substantial discretion in shaping the college’s mission and developing diverse programs in many different areas.  However, there also were limits to what the college could do stemming from state, and sometimes district, decisions about the appropriate role of the college, funding arrangements, and coordination of activities across colleges.  Regional accreditation boards also set limits to how each college could run its programs.  The most basic limits were state policies for funding credit and noncredit courses.  In only two states, Maryland and Texas were credit and noncredit career-oriented courses funded using the same formula.  In all the other states, noncredit courses received little, if any, state support.  Clearly, such policies have less effect on the for-credit professional-technical programs that typically are offered in fields such as IT and healthcare, than on the ability of colleges to offer courses more tailored to the specific needs of employers, even in the same technical fields where for-credit programs exist.  There was broad agreement that colleges need the flexibility to quickly modify curricula and focus on specific employer needs in order to be market responsive, and that colleges needed to find ways to overcome procedural roadblocks erected by for-credit administrators and regional credentialing organizations.

In addition, it was frequently noted that funding parity for credit-bearing technical courses and humanities courses do not make it equally easy to develop courses in these two areas because technical courses are far more expensive per student than courses in the humanities.  In many cases, college administrators noted that they needed to fill many humanities courses in order to generate surpluses to offer a few technical courses.  A second basic constraint is that state level decision-makers tended to set limits on the overall size (enrollment) of the college, the characteristics of the physical plant, and sometimes the priority given to different missions.  Usually, the size and nature of the local population and industrial base were taken into account in allocating funds and setting mission priorities, and colleges usually were free to supplement state funds with contributions from local and private resources as well as special grants.  However, the size of the overall state budget for community colleges had a major impact on the size of the individual colleges.  In addition, when budgets declined (as has been the case in California) individual colleges had to cut back on course offerings and faculty hiring.

A third area that strongly affected career-oriented programs was the extent to which community college efforts were integrated with K-12 and four-year college programs.  In Washington, and a few other states, there were strong linkages across all types of educational institutions.  However, it was more common for individual colleges to form their own links with the K-12 systems.  Often community colleges gave high priority to developing these links, which were important to developing interest in career-oriented programs.  On the other hand, interaction between two-year and four-year colleges mainly focused on ensuring that the transfer course curricula were consistent with similar courses offered by four-year colleges.  Also, while the profiles often noted instances of cooperation or competition among community colleges in serving employers, there was only a single case where a four-year college was mentioned.  In this case competition was noted between a California state college (rather than a state university) and a community college.  This lack of interaction probably reflects community colleges’ interest in serving local employers and residents in a variety of ways besides awarding degrees.  In contrast, four-year colleges’ primary goals have been to award degrees, which may, or may not, provide employers with the skills they need to grow and develop their businesses.

A fourth and perhaps most interesting, major constraint is that some colleges were strongly affected by the actions of state or district boards that coordinated course development and the funding of plant and equipment across groups of colleges.  These constraints were designed to avoid needless duplication and increase efficiency, but sometimes they precluded colleges from helping local employers deal with specific local problems.  Because many of these collaborations were built on mutual trust and long-standing contacts it was unlikely the employer could get the services it needed elsewhere.  Fortunately, the most typical constraint was bringing groups of colleges together to voluntarily decide on what types of specialization makes sense among the colleges.  Washington state had regional groups of community colleges mutually agree on areas of specialization to economize on resources and better serve employer groups, which did not appear to be overly restrictive.  Also, voluntary associations of community colleges in North and South Carolina covering the Charlotte area also benefited all the colleges, rather than being unduly restrictive.

In contrast to the purely voluntary associations, the Chicago city system had a chancellor with considerable authority to allocate resources and approve courses, which may have placed some restrictions on what individual colleges could do.  However, the college we studied in the Chicago city system focused on healthcare because it was surrounded by large city-owned hospitals.  Probably it was more effective for these and other hospitals to have a single point of contact in requesting assistance and figuring out ways to pay for it.  Thus, this focus likely would have been voluntarily accepted by the eight other colleges in the system.  Like the city of Chicago, California and Texas created college districts headed by an official with considerable decision-making authority.  In particular, the Dallas district directly ran several major centers focused on workforce development, and the San Diego district focused individual college’s attention on specific workforce areas that were of highest priority to the district.

As with restrictions on state funding of noncredit courses, district (or state) restrictions on the development of career-oriented program may have modestly reduced colleges’ flexibility to be market responsive.  However, the net effect of these restrictions across the district (or state) as a whole is unclear as the loss of flexibility may have been more than offset by the district (or state) entities working effectively to increase total resources devoted to community colleges.  This could be accomplished by convincing state and local elected officials and appointed officials running economic development and workforce agencies to increase funding.  In addition, the coordination probably helped ensure resources were effectively used.  Overall, increasing the scale of operations by having groups of nearby colleges work together appears to have substantial advantages.  What is less clear is how to best achieve the advantages of scale and having groups of college administrators work together.  One way is to form a district with a chancellor who oversees a number of independently accredited colleges, as in Chicago, Dallas, and San Diego.  A second way is to have a voluntary association of local colleges, as in Charlotte and Seattle.  A third way is to have a single college president oversee a number of separate college campuses, as is the case for two of the colleges they studied with perhaps the strongest career-oriented programs, Central Piedmont and Northern Virginia (NVCC).  These colleges were exceptionally large multi-campus colleges overseen by a single president, but importantly, they were not as large as the Dallas district or the Chicago city system.

5.0 Internal Factors

The previous section addressed the major external factors that help or hinder community colleges’ market-responsiveness.  These factors are largely, but not completely, outside of their control.  Colleges’ discretion sometimes matters as in joining consortia of colleges and businesses, and sometimes colleges can influence a given factor such as state budgets and funding procedures, at least to some extent.  Nevertheless, external factors basically are taken as givens in colleges’ plans to improve their market responsiveness. This section discusses what the case studies found were factors that largely were under the control of college presidents, including the role of presidential leadership, the internal administrative organization of each college, the planning and monitoring infrastructure, and the program base.

5.1 Presidential Leadership

Presidential leadership was consistently cited as the single most important factor in shaping a college’s labor-market responsiveness.  However, there are several important dimensions to leadership that stem from the president being responsible for:

· Setting priorities among missions and within each mission.

· Developing (formal or informal) strategic plans for translating the college’s goals into concrete actions.

· Ensuring the plans are implemented, including defining the tasks to be performed by the president.

A fundamental distinction was made in the case studies between: (a) responsibilities that the president must directly execute and those the president can delegate to officials at different levels within the organization.  While many of the more routine tasks in implementing a strategic plan can be delegated to others, most college presidents interviewed strongly felt that with few exceptions the president must take personal responsibility for:

· Gathering the information to guide planning.

· Developing the plan itself.

· Executing certain parts of the plan associated with forming coalitions and developing external support.

Points that were repeatedly stressed by community college officials included: (a) the president needs to be informed by discussions with a wide variety of individuals both inside and outside of the college, (b) the president must set the priorities and the overall responsibilities for different missions, and (c) the president needs to give personal attention to developing most major innovations.  Indeed, there was considerable evidence presented that only the college president can develop the key external relationships with business and civic leaders needed to develop highly innovative and large-scale market-responsive projects.  In contrast, the president can rely on a broad array of college officials to expand and improve on initiatives that have previously been implemented, and in some cases, establish new initiatives after coalitions have been formed and funding has been secured.  For example, many colleges have centers that specialize in providing specific types of training in collaboration with major employers.  Once support for these centers has been developed and key staff hired, a lower level administrator can run the center effectively, monitor performance, and work with other staff and leaders outside the college to expand its scope.  Thus, there were frequent references to the college president setting the tone and energizing staff to be innovative and entrepreneurial.  However, virtually every major initiative described in the case studies required substantial personal attention from the president, and without such efforts major new innovations rarely, if ever, happened.

As noted in earlier sections, the ability to form partnerships with firms and governmental organizations is a major asset in developing and maintaining labor-market responsive programs.  The potential for these partnerships is largely determined by the nature and strength of the state and local economy, particularly the existence of major firm headquarters in a college’s neighborhood.  However, to realize this potential, someone must act as a catalyst to develop supportive relationships.  Most often this person is the college president.  In some cases other education officials (such as chancellors of state or district community college systems) can act as the catalyst in forming such coalitions, and sometimes industry leaders can form such coalitions.  But even when the college president plays a secondary role, it usually still is essential for the president to cement the relationship and define the college’s position.  Simply put, in virtually every case where a college developed an unusually innovative, large-scale, career-oriented program, the college president played a major role in providing the vision for the program and in forming the coalition required to financially support the program.

5.2 College Administrative Organization

The profiles suggest that the internal structure of a community college plays an important role in developing and monitoring career-oriented programs.  Yet there does not appear to be a single administrative structure that always is best suited for developing market-responsive programs.  Rather the appropriate structure heavily depends on the nature of the program’s external support, priority given to various missions with the college, internal administrative resources, and the leadership style of top administrators.  Frequently, colleges created separate career-oriented centers with separate administrators responsible for their operation who reported directly to the president or the vice president for instruction.  These separate centers often focused on providing training or production support tailored to the specific needs of firms in a particular industrial area such as IT, high-tech manufacturing, or building trades.  Several colleges had a group of centers under the direction of an administrator with a title such as vice president for workforce and economic development.  Centers were more likely to be separately administered based on: (a) the size of the program, (b) the size of the noncredit elements, (c) the priority given to career-oriented programs, and, perhaps of greatest importance, (d) the amount of funding that was independent of state sources.

The likelihood that both transfer and career-oriented programs were overseen by the same administrators in colleges was greater in colleges with: (a) small enrollments; (b) small career-oriented programs, mainly in for-credit areas (such as computer or healthcare-related areas); that (c) were not strongly supported by external sources (such as contributions from local businesses, local development organizations, or the National Science Foundation (NSF)).  Importantly, several different organizational structures often were used within the same institution for different career-oriented programs depending on their size, sources of support, and academic rigor.  There was general agreement that strong market-responsive programs required the flexibility to rapidly tailor programs to the needs of employers, and therefore, benefited from being free of the constraints sometimes imposed by academic course approval structures.  The case studies described several instances where it was difficult to develop for-credit market-responsive programs because courses had to be structured in particular ways to gain approval at several levels within the college and then at district or the state level.  Usually, but not always, colleges reported finding good ways to avoid delays and satisfy both academic and business-imposed requirements for effective programs.  Importantly, sometimes effective programs were run with transfer and career-oriented programs integrated in single units, and sometimes run in separate units.

There also was general agreement that strong market responsive programs required using personnel with considerable recent work experience in the firms requiring the training (or production support).  Rarely, was it reported that it was difficult to find part-time staff with the appropriate real-world experience, even when academic credentials were needed.  However, it was commonly reported that the full-time academic staff was felt not to have sufficient real-world experience to effectively craft and teach certain types of career-oriented programs.  This lack of symmetry sometimes was a source of friction.  However, colleges usually found ways to minimize problems by supporting part-time and summer work by full-time faculty at employers using the skills the faculty taught, and perhaps even more importantly, by having business leaders work with the academic faculty to develop appropriate curricula.

In summary, college presidents generally were highly capable of structuring academic and career-oriented programs in a way that limited friction and provided the required flexibility to meet employer needs.  A range of administrative mechanisms was effectively used.  Which mechanism was most effective depended on the scale of the program, the academic rigor required, and the management style of top administrators.  In general, large, specialized programs, with substantial employer support, generally used separate organizations to guide the program, hire staff, and secure the needed plant and equipment.  Key elements of effective structures included using instructors with substantial current relevant work experience and heavily involving industry leaders in the development and review of curricula.

5.3 Strategic Planning to Design, Fund, and Monitor Programs

Overall, the case studies suggest that strategic planning at the highest level was crucial to developing innovative career-oriented programs.  This was true for colleges in all sorts of environments.  In major cities, planning was essential to determine which of the many opportunities to partner with business and civic groups would have the highest payoffs. In small cities and rural areas, planning was essential to figure out ways to obtain the resources needed from groups outside the area to support worthwhile projects.  In general, the most innovative plans went beyond simply serving the needs of local employers to meeting the needs of employers in the entire region or entire country.  This was accomplished in Seattle by partnering with Microsoft and the NSF to prepare specialized curricula and software, in Dallas by using the college’s own resources to produce distance-learning courses for use by colleges across the country, or in Seattle, Orlando, and Springfield to develop regional automotive repair programs with the support of major automakers.

Because partnering with business and civic groups is so important in developing strategic plans it is not obvious that colleges needed to develop their own, independent, assessments of what types of training would be in greatest demand, as partnering organizations usually were able to recognize unmet needs and determine if they should (fully or partially) fund college programs to meet those needs.  Moreover, needs frequently are obvious to everyone in a given community without detailed statistical backup.  For example, most areas have clear need for healthcare workers and in many areas a clear need for bioscience technicians and office workers with computer skills.  Also, even when a need is not obvious to everyone, innovative programs often fill relatively narrow niches, such as the need for law enforcement offices, teachers, or water-treatment plant operators, where developing reliable demand estimates can be difficult.  In short, it appears that the crucial element in developing and maintaining key programs is establishing close relationships with various partners, which usually can provide estimates of demand.

In contrast, colleges consistently reported using data to monitor their own performance to ensure classes are being filled, students are completing the work and finding desirable jobs, and employers hiring former students are satisfied with the training provided.  Virtually every college had a system to track enrollment and completion.  Most colleges had advisory panels of business leaders to provide feedback on the relevance of curricula and performance of former students.  Some colleges conducted satisfaction surveys of current and former students and their employers, but more commonly statewide agencies conducted various types of surveys and provided feedback on employment and earnings through wage-record matching.  Indeed, it was commonly noted that colleges lacked the resources to hire sufficient institutional research staff to assemble data beyond enrollment and completion statistics that were mandatory for securing state and local funding, as well as meeting federal reporting requirements.

Importantly, most colleges also used enrollment information to shift resources from programs with lagging enrollment to those where demand was strongest.  Usually these shifts far better met employer and resident workforce development needs.  However, several of the colleges most responsive to the workforce needs of employers and the college’s economic development role recognized that sometimes low enrollment was not a result of low employer demand, but of supply-side problems such as lack of interest among potential students or their lack of the basic education needed to enter the program.  These colleges took steps to remedy the problem by working with high school students, immigrants, and low-income adults to ensure they were aware of employment opportunities and had the educational prerequisites to succeed in the community college programs.

Overall, while many colleges reported being data driven, most were referring to their use of internal data and review committees to improve course offerings.  Several colleges made extensive use of satisfaction surveys that either they produced or were provided by state agencies, but few made extensive use of labor market information.  Moreover, it appeared that informal advice, internal data, and information from employers was sufficient to develop and maintain effective career-oriented programs without making extensive use of labor market data or special survey information.  Indeed, it appeared that a willingness of major business and civic groups to invest in community colleges programs coupled with high enrollment and long waiting lists provided all the evidence college officials and other potential partners needed to move forward with starting-up and expanding programs.  Thus, development of business-like strategic plans that examine the costs of a given program and how those costs might be met were essential to obtaining the resources needed, while data bearing on the underlying need were of secondary importance.

Importantly, Westat’s case studies viewed labor-market responsiveness from the perspective of college officials.  Because these officials usually are not directly involved in seeking direct funding from state legislatures, it could be that formal studies are less valuable in developing innovative plans and getting resources from firms and local civic groups than in obtaining the support of state legislatures.  However, our interviews suggested that even when asking for state support the backing of serious and politically influential business leaders was better evidence of the soundness of a plan than use of data.  Indeed, their experience in analyzing the effectiveness of career-oriented programs in one state with exceptionally good data suggested that hard evidence sends a mixed message that can be used equally well by proponents and opponents of workforce development to support their positions.

5.4 Program Base

The final topic we cover is the relationship between the size and characteristics of the college’s programmatic base and its ability to be market responsive.  As noted in the organizational structure section, large colleges (or coalitions of colleges) have a major advantage in being market responsive because they have the administrative staff needed to focus on a variety of innovative ways to meet employer needs and because they can create separate divisions to focus on different missions.  Externally, large colleges also are in a favorable position because they tend to be located in large labor markets with strong, diverse economies.  In addition, large colleges (or large districts) have an advantage in being able to build on highly diverse backgrounds of faculty and staff and their ability to cover a broad range of programs.  Thus, whatever the local workforce or economic development needs, these large colleges usually can provide considerable help, if asked, and the diversity of staff and program often provides the contacts needed to make being asked for help more likely.

However, among colleges of a similar size in similar labor markets there also were important differences in the nature of their programs that affected their market responsiveness.  A key difference was in the degree to which the colleges focused on technically oriented fields such as IT, communications, electronics, computer-controlled machine tools, and building trades.  Not surprisingly, the greater the college’s focus on technical fields, the greater was its interaction with the business community and the more likely it was to be deeply involved with workforce and economic development.  Clearly, the two technical colleges in their sample (located in Springfield, Mass., and York, S.C.) had especially strong market-responsive programs and strong connections with the business community.  In addition, these two colleges differed from many others in that they went far beyond simply training workers to being directly involved in improving production processes.  In particular, while many colleges had business incubators, the technical colleges were especially able in serving small high-tech businesses.

Thus, one way of thinking about a community college is to consider a portion as a technical college and a portion as liberal arts institution.  In general, the larger the technical portion is, the greater is the college’s contribution to workforce and economic development.  Importantly, nontechnical elements of the college often provided valuable workforce and economic development services such as teaching English to recent immigrants, Spanish to managers hiring immigrants, and improving the basic education and soft-skills of low-income adults, high school dropouts, and graduates.  However, the effective size of a college in terms of its potential for being market responsive appears to be related to the proportion of its programs devoted to technical subjects.  We are not in any way making a value judgment about the appropriate division of a community college among possible missions since colleges appear to have good reasons for the choices they make.  Rather this distinction is useful for considering the amount of resources a college can devote to being responsive to employer needs and the appropriate internal organization.  In particular, we observed that colleges with strong demand for academic transfer and adult basic education courses were more likely to have separate divisions and institutes oriented toward workforce development.

Appendix B

Profiles of the Ten Labor Market Areas: 

This section presents summaries of case studies prepared by Westat and the Academy for Educational Development of over 30 community colleges in 10 diverse labor markets to examine the relative importance of various factors in helping or hindering the development of market-responsive community college programs.  The information was collected during interviews with college officials and staff and through examination of college documents and other data, both internal to the colleges themselves and from outside sources, including those available through federal and state-level agencies.  The labor markets and colleges included in the study are:
Charlotte, N.C.:
Central Piedmont Community College, Gaston Community College, York Technical College (S.C.)

Chicago, Ill.: 
Moraine Valley Community College, Malcolm X Community College, Oakton Community College

Dallas, Texas: 
Dallas County Community College District

Washington D.C. metropolitan area: 
Anne Arundel Community College (Md.), Montgomery College (Md.), Northern Virginia Community College

Orlando, Fla.: 
Valencia Community College, Seminole Community College, Indian River Community College

Davenport, Iowa 
Kirkwood Community College (Iowa), Scott Community 

Quad Cities of Iowa and Illinois
College (Iowa), Black Hawk Community College (Ill.)

Seattle, Wash.: 
Bellevue Community College, Green River Community College, Shoreline Community College

San Diego, Calif.: 
Palomar Community College, San Diego Community College District (San Diego City College, Mesa College, Miramar College)

Springfield, Mass.: 
Springfield Technical Community College, Holyoke Community College, Asnuntuck Community College (Conn.)

Rural Community Colleges: 


Big Stone Gap, Va.:
Mountain Empire Community College 

Polkton, N.C.:
South Piedmont Community College 

Walla Walla, Wash.:
Walla Walla Community College 

Charlotte, N.C., Profile

Gaston College

Central Piedmont Community College

York Technical College

All three colleges studied are in the Charlotte Metropolitan Statistical Area.  They benefit from the strong economic growth in the area, and the area’s strong interest in economic and workforce development.  The urban areas have high income and well-educated populations.  However, the rural areas have much lower incomes and education levels.  This was true in the areas surrounding Gaston College, about 50 miles northwest of Charlotte, which suffered substantial declines in textiles, its mainstay industry, and in Chester and Lancaster counties that York Tech serves.   Central Piedmont in Charlotte and York Tech, in Rock Hill, S.C., about 14 miles from Charlotte, historically embraced economic and workforce development as their primary missions.  Gaston has recently embraced this mission because of recent economic downturns.  Overall, Central Piedmont and York were highly regarded by their communities as important engines of growth, while many people in the Gaston College area were less interested in the college and education in general because, until recently, many residents could find employment without even a high school degree. 

The colleges differed from each other in important ways:

· Central Piedmont is exceptionally large (15,300 credit and 17,700 noncredit fall headcount enrollment) and growing college with six campuses.  It has a balanced program that includes academic transfer, adult basic education, as well as career-oriented programs.  However, its distinguishing feature is that it plays a leadership role in organizing various economic and workforce development consortia that foster political support for obtaining aid from local, state, and national governmental and other sources.

· Gaston is a moderate-sized college (4,400 credit and 7,500 noncredit enrollment).  Historically, the college has focused on academic transfer and adult basic education programs and state-sponsored workforce training and development.  It is now attempting to help dislocated workers, primarily by improving their basic skills.  Its distinguishing feature is a regionally prominent emergency services training program that receives a great deal of funding from the county.

· York also is a moderate-sized college (4,000 credit and 6,000 noncredit enrollment).  This reflects York’s exceptionally strong tilt toward economic and workforce development.  Indeed, the distinguishing feature of York Tech is its focus on improving the production processes of high-tech products along with training workers to produce these products through its Institute for Manufacturing Productivity.  Other examples of market responsiveness are found in its nationally prominent alternative vehicle fuel program and heavy equipment operator training program. 

Interestingly, Central Piedmont programs that were noted in interviews with college officials were primarily focused on unemployed and underemployed workers, as well as welfare recipients, while York programs were focused on addressing the needs of employer groups.  Even Central Piedmont’s important partnership with Family Dollar, a discount retailer, seemed to be focused on training relatively low-wage workers.  At the same time, however, Central Piedmont leads regional consortia in developing IT programs, and has large programs in healthcare and other high demand occupations.  
Gaston College clearly was in transition, and, while the staff focused on workforce development clearly felt that the president supported the reorientation of its mission to support more career-oriented programs, they noted that the school had not yet implemented any major new initiatives.  Those interviewed felt that Gaston’s best bet for meeting its workforce goals was to partner with regional consortia led by Central Piedmont because, according to one administrator, “The industries that need [Gaston services] most can least afford them.”  Gaston’s five workforce development goals reflect what most colleges have told staff and leaders are the right steps to take as they reorient the school’s mission:
· Strengthen regional partnerships with local business, industries, community agencies and other educational institutions.

· Increase involvement of local business and industry employers and economic development organizations in educational programs and course development.

· Develop programs and services that fit the needs and requirements of external funding groups to better serve special populations, such as displaced workers.

· Continually implement new curricula that respond to the emerging needs of the community.

Central Piedmont and York Tech officials had similar suggestions regarding what makes for effective career-oriented programs, including: 

· Develop collaborations with local employers.

· Have the president and key administrators lead development and funding of partnerships.

· Create incentives for faculty to interact with employers, be entrepreneurial, and develop high-quality educational programs.

· Develop educational programs that focus on the needs of employers, whether credit or noncredit.

· Use every means available to fund relevant programs, such as state economic development programs and federal Workforce Investment Act and welfare-to-work programs; 

· Expand low-cost credit programs to cover basic college overhead and to generate a surplus to fund more expensive career-oriented programs and maximize contributions from employers and local governments.

· Participate in national coalitions to obtain ideas and access to a wider group of employers.

During the course of their discussions, college staff identified particularly exemplary labor-market responsive programs conducted by their colleges: 

· Central Piedmont cited: JumpStart, a one-semester certificate program, with free tuition, targeted toward unemployed and underemployed adults in Charlotte and surrounding communities; Pathways to Employment, a flexible, short-term training program to provide academic, social, and job-specific training to assist people in moving from welfare to work; and  Partnership with Family Dollar Stores, Inc., in which the college provides education and training services for this retail company with distribution centers in seven states and headquarters in Charlotte.

· Gaston College noted its partnership with auto parts supplier Cataler North America Corp., of Lincolnton, N.C., through which the college provides recruitment and free specialized training, and the Regional Emergency Services Training Center, a comprehensive training center for the training of firefighters, law enforcement and emergency medical personnel.

· York Tech pointed to the Heavy Equipment Operator Program it developed with the assistance of equipment manufacturers, the county government, and other partners in response to the needs of local contractors, and the Institute for Manufacturing Productivity, a fully equipped facility the college developed in partnership with 15 companies that provides training for students in machining and industrial technologies.
All three colleges described how they used some data in developing their plans, but in contrast to other colleges studied in this project, they did not emphasize the importance of having a business-like plan that assessed benefits, costs, and funding sources.  Those interviewed appeared to feel that informal means of gathering information, primarily from discussions with advisory groups, key employers, and key political and civic leaders, were sufficient for planning purposes.

In particular, Central Piedmont staff indicated the school was data driven but did not mention whether it used wage record data on the employment outcomes of students that are available from North Carolina.  York Tech staff discussed their use of wage record data in considerable detail and even mentioned an employment-based performance standard.  However, its institutional research group felt that meeting state and national data reporting requirements took up far too much of their time, and precluded securing truly useful information.

What Central Piedmont staff said was important (and may be what they meant when they indicated the school was data driven) is that it had a comprehensive program to monitor enrollment and quality in order to make sure that resources were not being devoted to low-value programs and to gain credibility with employers and other funders.  Interestingly, Central Piedmont administrators focused on what could be an important problem—increasing enrollment in courses that have a high payoff to employers, but, for some reason, are under-subscribed.  While this situation seems odd to a labor economist, it could arise because potential students cannot afford to enroll.  Thus, Central Piedmont advocated having the state offer free tuition and fees for high-demand but under-enrolled programs.  Indeed, Central Piedmont devoted considerable attention to increasing enrollment in such programs by using welfare-to-work and other funds to support basic skills instruction to help potential students acquire the academic skills they need to  benefit from additional training.

College officials and staff recommended that colleges interested in improving their responsiveness to the local labor market recognize that it is possible for almost every college to develop a prominent program that can obtain resources from regional or national sources, identify potential areas for expansion that have a realistic chance of success, and develop a multi-year plan that focuses on developing one program every two to five years depending on the amount of time the president and other key administrators can commit to the project.

Chicago Regional Profile

Oakton Community College

Moraine Valley Community College

Malcolm X Community College

The three colleges studied in the Chicago regional labor market area serve different parts of Cook County and enroll client groups reflecting the makeup of these communities.  Malcolm X College is one of the seven City Colleges of Chicago (the community college district for the city of Chicago) and primarily serves residents of inner-city neighborhoods in West Chicago. Moraine Valley Community College serves a suburban district in the southwest corner of the county, and Oakton Community College is located in an affluent district in the north of the county.  The colleges serve distinctly different population groups: Malcolm X’s clientele are primarily minority and most come from low-income families; Oakton College, by contrast, primarily serves white participants from families with above-average income levels (although the district is changing with the influx of new immigrants from diverse ethnic backgrounds); and Moraine Valley, also with a predominantly white enrollment, serves communities that range from the extremely affluent to among the poorest in Cook County.

With an enrollment of approximately 8,600 students, Malcolm X College is considerably smaller than Moraine Valley, which enrolls around 17,300 students (the large majority of whom are for-credit), and Oakton, which enrolls 17,500 in for-credit programs alone.  In addition, Oakton estimates that more than 30,000 enroll in noncredit courses, the majority of whom receive continuing education for health professionals.  Malcolm X and Oakton face dramatically different funding situations.  Heavily dependent on state and local government aid, Malcolm X has experienced severe budgetary constraints while Oakton, which serves a high income and low unemployment area and receives 39 percent of its support from a substantial local property tax base, is more than adequately funded. 

While all three colleges offer labor market-oriented programs, these programs have historically received higher priority in Moraine Valley and Malcolm X than they have in Oakton, although Oakton’s situation is changing.  In Moraine Valley, there is a college-wide focus on workforce development, which is viewed as  “everyone’s job,” and a separate Workforce Development and Community Services unit has been established within the college that provides training, consulting and economic development services for both workers and employers and is the home of the college’s major corporate partnerships.  

At Malcolm X College, the need for employment and income is the driving force in the lives of the community. Thus, the college’s primary focus is on career-oriented and basic education.  It has formed partnerships with local businesses and institutions, providing training for health care and child care services that are in great local demand and usually require degrees and certificates that the college can provide.  Its administrators describe Malcolm X College as the “premier provider” of training for allied health care professionals in Chicago.

In contrast to the other two schools, Oakton Community College is located in an area where 97 percent of local high school graduates go on to college.  Traditionally, there has been little interest in attending Oakton as a “trade school.”  Rather, it has been viewed as a stepping stone to a four-year college, a source for continuing education, and to some extent for career enhancement among individuals with college degrees.  However, with the demographic changes resulting from an ever-expanding immigrant population in the district and continuing movement out of the central city, there has been an increased interest in attending Oakton among lower income groups, who are more interested in career-oriented training and, in the case of immigrants, a demand for ESL and adult basic education programs.  Another impetus for change at Oakton is the push from the leadership for a broader pursuit of partnerships and workforce development. Within the college, the continuing education division and some career programs have developed successful partnerships with firms and organizations both in and out of the area.

In their interviews, each of the schools highlighted specific programs that they have mounted in response to local labor market demand and in partnership with employers and other providers.  There is an emphasis in these projects on training for high-demand health service and high-tech occupations:

· Moraine Valley conducts: a Nursing Program Partnership with the University of Chicago Hospitals, which offers hospital employees an opportunity to complete an Associate of Applied Science degree in nursing; the Chicagoland Regional College Program in partnership with Chicago State University and United Parcel Service (UPS), which covers the cost of college enrollment for individuals who agree to work part-time for UPS during hard-to-staff shifts; the Cisco Systems Networking Academy in which the college serves as a training academy and provides “train the trainer” services for Cisco Systems in the area of information technology; and an Integrated Systems Technology Institute, conducted in conjunction with the Amitrol and Caterpillar companies and with the support of the U.S. Department of Labor, which trains dislocated workers  in the maintenance and repair of automated systems.

· Oakton’s programs include: the Institute for Business and Professional Development, which offers employers customized training services, ranging from adult basic education to college credit courses, on site or at the college; a partnership with Federal-Mogul Sealing Systems, an automotive parts manufacturer, in which Oakton College serves as the manager and provider of all the firm’s training, including manufacturing technology, computer office skills, leadership skills, and basic skills; and a program of Continuing Education for Health Professionals, which provides accredited continuing education for 16,000 health care professionals a year at 180 locations, under contracts with hospitals and other health service providers.

· Malcolm X College offers: the West Side Consortium Training Institute for Family Child Care Home Providers, conducted in partnership with the Chicago Department of Human Services, the University of Illinois and a coalition of  local agencies and organizations, which teaches low-income residents the skills and knowledge needed to obtain a home childcare provider license; a Department of Business and Industry Services, which arranges for the college to provide training, on a contract basis, for the personnel of local businesses, community-based organizations, and government agencies; and a Business Development Center, which helps entrepreneurs and small business owners to start and expand businesses through training seminars and one-to-one advising and by providing the business with temporary space.
Two of the three colleges make some limited use of labor market data in planning their programs while the third does not use this information.  Senior staff of Moraine Valley regularly reviews labor market data reports prepared by the college’s research office although they view these reports as compiled primarily for the benefit of students.  Rather, the staff relies primarily on their networks of contacts and the members of the school’s advisory committees in assessing labor market conditions.  Indeed, officials at Moraine Valley attribute much of the college’s success in providing effective market responsive programs to creating and maintaining strong community connections and using those connections to develop partnerships within the community, especially among local employers.  Over time, college officials have identified four elements they consider essential to building successful partnerships:

· Recognize that partnering is a long-term process.

· Recognize that one partnership builds on another.

· Recognize that partnerships start locally and can expand statewide, regionally and locally.

· Recognize that partnership is a two-way street; it should benefit both parties.

Malcolm X College uses labor market data produced by the state employment security department in support of requests to the Illinois Community College Board to create new programs.  As in the case of Moraine Valley, Malcolm X staff view networking as the most important link between the campus and the labor market and also note the value of the advice provided by business members of their advisory board.  Oakton College does not rely on data as a way to anticipate labor market conditions.  The college’s director of research finds employer or community surveys to be a poor source of information.  In preparation for the development of the college’s strategic plan, the college did conduct four focus groups with community residents and conducted a community survey that netted 1,000 responses. Representatives of the college also met with career program advisory committees and school district leaders to discuss the local outlook for business, industry, and education and how the college should respond in the next six years. 

There was a general consensus among college staff concerning the importance of leadership, particularly at the presidential level, in conducting successful labor market-oriented programs.  The importance of networking and outreach was also emphasized by respondents.  The Oakton and Malcolm X staff underscored the value of the college president and other college administrators sitting on local business and organizational boards of directors as a way of keeping in touch with the labor market, as well as increasing awareness of the college’s resources and services and developing partnerships.  There was also emphasis on the importance of faculty and marketing staff staying in touch with their industries and other labor market contacts through a variety of proactive approaches.

Dallas County Community College District Profile

This case study examines workforce development programs in the Dallas County Community College District (DCCCD).  DCCCD is a comprehensive two-year system serving the metropolitan area of Dallas, Texas--part of the Dallas-Fort Worth (DFW) metropolitan area, which has been one of the fastest growing areas of the country during the past 30 years.  DFW led the nation in job growth in the 1990s, adding 760,000 jobs following the recovery from declines in the oil and real estate sectors.  Recently, DFW suffered from severe declines in its key IT sector, but that sector has begun to recover.  The most significant demographic characteristic of the DCCCD’s population is that nearly 21 percent of its citizens are foreign born, compared to 14 percent statewide. The growing number of immigrants in the area has presented the district with new challenges in its approaches to labor market responsiveness, particularly in meeting the immigrants’ need for English language competency.  As of 2002, the population breakdown in Dallas was: 58 percent, white; 30 percent, Hispanic; 20 percent, black; and 4 percent, Asian.

In contrast to the nine other case studies, this study focuses on two programs run at the district level, the Bill J. Priest Institute for Economic Development and the Dallas TeleCollege of the R. Jan LeCroy Center for Educational Telecommunications, and the activities of one college that serves a specific geographic area within the Dallas district and specializes in a single vocational area--information technology (IT) (Richland College).  

While all three entities have a strong labor market orientation, each has a distinctive approach to meeting the workforce requirements of the areas’ workers and employers. 

The Priest Institute is specifically designed to provide customized training and a comprehensive array of other employment-related services to meet the needs of individuals as well as businesses of all sizes.  Its services include: (a) assessment, performance improvement, and customized training services for businesses and organizations of all types, including short-term training in areas such as IT, ESL and occupational training in the technical manufacturing, medical and clerical fields; (b) career counseling, resume preparation, and job placement services; (c) recruiting help for small and large businesses; and (d) small business assistance in the areas of management, capital-access, office space, support services, and government procurement.  The institute serves 2,200 to 3,000 clients annually; clients include both companies and individuals.  The number does not include the number of employees trained at each of the companies.

The Dallas TeleCollege, by contrast, is a “virtual college” that serves over 14,000 Dallas area students by offering over 150 credit courses each semester.  Importantly, each of the “remote” courses is equivalent to the same course taught on campus, and it is even possible to obtain degrees through the district’s distance learning programs.  
Richland College provides a range of services similar to the Priest Institute, but it serves primarily the residents of the Richmond and Garland communities, and the primary focus of its career-oriented programs is serving the many major IT and telecommunications firms in its area.  Texas Instruments (TI) has its headquarters and four huge TI plants nearby.  Northern Telecom and Cisco also are neighbors.  The college enrolls approximately 32,000 individuals annually and, in addition to its career-oriented programs, provides a large remediation program for immigrants and low-income high school graduates.  Richland staff cites two specific programs to illustrate the college’s responsiveness to labor market needs:

· The English for Speakers of Other Languages (ESOL) program is nationally recognized and is considered by the college’s dean for continuing education as one of the college’s premier labor-market responsive offerings. Richland has the most foreign students in Dallas County and views its ESOL program as opening the doors to the workforce for these students as well as providing employers with a workplace-ready pool of potential employees.  The program was initiated by college faculty and developed by the faculty and the college president to help students overcome the serious barrier to work readiness posed by inadequate English language skills. 

· The Richland Skills Training Center (RSTC) offers fast-track training programs to equip eligible participants with skills sets that local employers demand. RSTC programs use a holistic case management approach and provide client-targeted job placement. Training is provided using state-of-the-art computer facilities located at the Richland Annex and Richland College. Each participant has a case manager who is responsible for building a rapport with the students and sees them through entry, training, and completion.  The center is funded under the Workforce Investment Act by the local Workforce Investment Board.

A number of system-wide factors, observed during the review of the Dallas program, are particularly important in contributing to DCCCD’s ability to respond effectively to the Dallas labor market.  First and foremost is the dedication of the leadership of both the Priest Institute and Richland College to the first of the DCCCD’s current key goals—career preparation. They are dedicated to ensuring that their students receive the necessary skills to succeed in the workforce and ultimately meet the needs of area employers.  They also provide a flexible environment for innovating and reacting to changing demands and encourage faculty to “think outside the box.”  

The district also supports the use of sound internally developed data to support proposed programmatic changes and additions by offering the assistance of its Office of Research staff, both to help and train college staff in collecting data in the development, operation, and implementation of new program initiatives, as well as to assess student outcomes and institutional effectiveness.  

The organizational culture of the DCCCD and its colleges is conducive to rapidly responding to changing local labor market conditions and training needs. Faculty indicated a willingness to put forward creative solutions that address community labor market requirements; indeed they are encouraged to do so. Working relationships between administration and faculty and community employers and organizations are viewed as essential to the colleges’ ability to be proactive and client-driven in supporting economic development.

The district and individual colleges stay current on labor market needs and changing workforce requirements through a variety of approaches.  These have included: 

· Administrators and faculty are encouraged to be members of local organizations and councils, such as local chambers of commerce and the Dallas Workforce Investment Board; 

· Career-oriented programs at individual colleges have advisory boards that include business leaders in the relevant field;

· The Priest Institute has an Economic Development Council that advises the institute’s faculty and administration concerning unmet workforce development needs in the Dallas area;

· The institute also sponsors industry-specific forums and focus groups on projected workforce needs in the key high-tech, health care, and hospitality industries; and

· Employer surveys are conducted every two years to provide feedback on how successful the colleges have been in preparing their students for the labor market as well as recommendations concerning how the colleges may better serve employers and students.

Overall, staff observed that many of the factors noted in other case studies and in the literature were also important in the development of effective career-oriented programs in Dallas. These factors include having strong leadership from the president and top administrators, having an organizational culture that fosters innovation and entrepreneurship to rapidly meet changing demands, having a good knowledge of current and future market-place needs based on data and personal contacts, and being in-tune with the interests and capabilities of the citizens likely to benefit from community college attendance.

Washington, D.C., Metro Area Profile

Anne Arundel Community College

Montgomery College

Northern Virginia Community College

This case study reviews the experience of three community colleges located on the urban fringe of Washington, D.C.: 

· Anne Arundel Community College located in Anne Arundel County, Md.

· Montgomery College located in Montgomery County, Md.

· Northern Virginia Community College (NVCC) located in Annandale, Va.

The District of Columbia itself does not have a community college system.  However, each of the three colleges in the study is within a 30-minute drive of downtown D.C.  In addition, Montgomery College and NVCC are accessible via mass transit.  Community colleges in these communities benefit from the fact that their residents are among the wealthiest and best educated residents of any area in the United States, according to data from the U.S. Census Bureau.

The metro D.C. area enjoys a fairly robust economy that, while not “recession-proof,” has been relatively resistant to economic downturns. This is due in part to the presence of the federal government in the region, which impacts the local economy through direct employment as well as the growing trend in the government toward outsourcing.  In addition, there is a strong information technology sector that is one of the area’s fastest-growing career fields.  Some of the region’s other major occupational areas are teaching, nursing and allied health, biotechnology, and construction.  The workforce development programs of all three colleges have received strong support from their respective colleges’ leadership.  However, the colleges located in Maryland have an important funding advantage over schools located in Virginia: Maryland is one of a handful of states that provides funding for noncredit students, as well as credit students, while Virginia does not.

While the colleges serve relatively similar suburban areas and benefit from the same demographic and economic advantages, they have differed in the pace and extent to which they have expanded their workforce development offerings. 

Anne Arundel Community College enrolls approximately 57,000 credit and noncredit students.  The college’s enrollment has expanded dramatically in recent years and leading that growth has been enrollment in continuing education and workforce development courses.  During the 2002 academic year, the college provided new or updated skills training for more than 27,000 individuals through its Continuing Education and Workforce Development Division.  The college’s Office of Training and Performance Improvement (OTPI) provides training and performance improvement services to business, industry, government agencies and nonprofit organizations. Popular training topics include supervision and management, communications, organizational development, employee development and technology training. Using these organizational structures, Anne Arundel Community College has developed an array of labor market responsive strategies that distinguish it from traditional community colleges.  

Montgomery College, over the past half-century, has grown to a multi-campus institution with over 20,000 credit students and 26,000 noncredit students.  Building labor market-oriented programs at Montgomery College has been a gradual process which has had to overcome a perception in the community and among many employers that the college’s primary mission is preparation for entry into four-year college programs.  This perception is reinforced by the fact that close to 90 percent of full-time equivalent (FTE) enrollments are in the transfer program.  The division of Montgomery College that works closest with the business community is Workforce Development and Continuing Education (WD and CE).  During the 2002 academic year, 25,000 students enrolled in WD and CE courses.  The WD and CE division is flexible and entrepreneurial in meeting its goal of serving employers.  A particularly important organizational element in Montgomery College’s labor market responsiveness strategy has been the establishment of institutes that facilitate the combination of the college’s academic resources with those of the workforce and continuing education division in specific, broad functional areas.

Northern Virginia Community College is a large and rapidly growing community college with more than 63,000 students in credit classes and 30,000 participating in noncredit, workforce and professional development classes.  The college has five campuses with a workforce development office located at each campus. Historically, the five campuses of NVCC have operated as relatively independent entities.  Each campus, overseen by its respective provost has been run as a separate college with its own identity, mission, and resources.  With respect to a characteristic like labor market responsiveness, not all campuses shared the same vision, capabilities, or resources needed to be fully labor market responsive.  Moreover, the president acknowledged that NVCC is still in the process of gaining trust with some businesses and community-based organizations, given the college’s historical emphasis on college transfer.  The recent creation of a centralized workforce development office headed by a  newly appointed dean of workforce development represents a major step toward enabling all NVCC campuses to approach labor market responsiveness on an equal footing and signals to the to the business community the high priority the college assigns to meeting their training and education needs. 

The three colleges have pursued similar strategies to increase the labor market responsiveness of their programs.  The establishment of institutes that bring together the college’s academic and vocational resources in specific functional areas has been of key importance in each of the colleges.  Anne Arundel Community College has established institutes in defense contracting, criminal justice and hospitality and tourism.  Montgomery College has institutes in: building trades and repair, health sciences, information technology, and workforce development. NVCC’s institutes are in: business management and consulting, construction and building trades, information technology, and health care services. In addition all three colleges have established central offices of workforce development to provide leadership and coordination in this area and all stress the importance of their policies of being proactive in forming partnerships with key employers in their communities.

In their interviews, each of the college’s staff pointed to specific career-related programs that they have mounted which they felt were particularly noteworthy.  These programs include the following:

· Anne Arundel Community College cited: a strategic education and training partnership with Northrop Grumman Corporation and the Anne Arundel Public School System, which provides training in high-tech occupations; the Training Teachers in Technology project, which makes available free professional development for public school teachers in the use of technology and its integration into classroom instruction; the Arundel Mills Facility, which meets employers’ need for business management, business administration, and computer information training in the county’s fastest growing area; and the Distance Learning for the Military program, a worldwide distance learning system established by the U.S. Army, in which Anne Arundel Community College is one of the four community colleges in the nation selected to participate.

· Montgomery College noted two of its particularly successful institutes: the Gudelsky Institute for Technical Education, a public-private venture providing state-of-the-art technical education and training opportunities for the community, which is characterized by a strong and active partnership with local businesses; and the Information Technology Institute, based on the Gudelsky Institute model, which is focused on business and industry needs in the information technology area but also does a lot of training for the county government.

· Northern Virginia Community College highlighted the Kay Haverkamp Center for Employee Development, which is focused on technology training including computer hardware and software training, with special emphasis on meeting the employee retraining needs of local business and industry; and the recently-opened Medical Education Center, a collaboration with two local universities and a major medical facility, Inova Health Care to provide comprehensive medical training to meet the expanding demand for health care workers in the area. 

None of the colleges emphasized the use of labor market data in planning and designing new programs and initiatives.  Rather, they stressed the information gained as a result of being involved in local workforce and economic development activities and through ties and active communication with business and industry leaders, in formal and informal settings.  In addition, all three underscored the value of having the input of advisory committees, composed of knowledgeable business representatives, who are appointed to provide advice on training programs in specific occupational fields.

There was general agreement among the staff concerning the key factors in building strong workforce development components in community colleges.  These include: leadership, starting at the presidential level, to set the basic direction of needed changes; establishment of a culture of internal cooperation between academic and vocational programs, particularly through the establishment of institutes; building and expanding close working relationships with business and government executives who are the local decision makers in the area of workforce development; and encouraging and rewarding entrepreneurship and creativity among administrators and faculty.

Orlando Regional Profile

Valencia Community College

Seminole Community College

Indian River Community College

This case study focuses on three community colleges located in central Florida.  Valencia and Seminole Colleges are in the greater Orlando area and Indian River College is located in Fort Pierce, about 100 miles southeast of Orlando.  The Orlando area has a diverse economy, centered on tourism and film production (Disney and Universal Studios), and high-tech industry (mostly in Seminole County).  The area served by Indian River College is mostly rural with virtually no large firms.  However the area is just north of the fast growing areas near Palm Beach.  

Valencia Community College is a large community college with 55,000 students.  It is located in a rapidly growing metropolitan area but one where many jobs are low paying.  Residents have above average incomes and education levels.  Seventy-five percent of residents are white.  Tourism is the area’s core industry, with Walt Disney World and Universal Studios the prime attractions.  Lockheed-Martin, hospitals, and a healthcare corporation are also major employers. Because the area has a strong demand for health care, law-enforcement, and IT workers, a substantial proportion of the college’s credit program relates to career-oriented degree programs in these fields.  In addition, about 25 percent of the students are in noncredit career-oriented programs.  Valencia Community College plays a key role in fostering economic development by upgrading the skills of the local labor force to help attract new firms and aid existing firms to expand.  This effort has focused on expanding high-tech employment in Disney production work as well as in the more traditional high-tech fields of health care, aerospace, and communications.  

Seminole Community College’s main campus is in Sanford, Fla., about 25 miles north of Orlando.  The college has an enrollment of about 32,000 students.  Seminole residents are relatively wealthy and well educated, and about 80 percent of the residents are white, with the rest Hispanic and black.  Seminole places primary emphasis on providing transfer programs to affluent families and avoids being labeled as a “trade school.”   It also has major for-credit vocational programs focusing on health care, public safety, and high-tech fields to support the area’s large firms.  In recent years, economic and workforce development have become important and growing concerns at Seminole Community College.  Like Valencia Community College, the community served by Seminole Community College has plentiful jobs in the hospitality industry and theme parks that generally offer low wages.  The college, along with the county, has made a concerted effort to draw high-wage, high-tech businesses into the area.

Indian River Community College is a large college by any standard, but is unusually large for a primarily rural area with a relatively small population (about 480,000).  Area residents are predominantly white (83 percent) have an average income and education level similar to the state as a whole.  The college has close to 40,000 students distributed across five campuses.  Indian River Community College is located just north of areas on south Florida’s Atlantic Coast that have experienced fast industrial growth that complemented their traditional tourism and retirement sectors.  At present the area Indian River Community College serves is still primarily agricultural with a considerable amount of tourism.  The area is beginning to attract a variety of new research-oriented businesses.  Indian River places strong emphasis on developing skills that equip students for these high-wage jobs and, to help achieve this objective, coordinates its programs with the area’s economic development activities.  

The colleges have much in common in their approaches to making their programs more responsive to the labor market.

All three colleges tailor their programs to meet local needs.  As a result, all three have established large healthcare, information technology, and public safety programs, as well as other programs that address specific needs in these communities.  For example, Valencia has a unique program to develop technicians to support the film and media programs at Disney and Universal Studios, Seminole has mounted special programs to develop workers for the construction and auto repair industries, and Indian River has programs geared to supporting farmers using global positioning technologies.

At all three colleges, top leaders play a major role in reaching out to local employers and working with economic development agencies.  It appears that Indian River has the most challenging task because it perceives its labor market will be significantly different in five years from where it is today, and currently it has to work hard to develop coalitions of small firms to make training feasible in an area without large-scale employers.  The two colleges in the Orlando area appear to greatly benefit from the exceptionally strong economic growth in the area, and the potential to further develop their existing base.

All three colleges appear to be highly regarded in their communities and have strong support from industry and economic development agencies. However, budgetary constraints have prevented the colleges from being fully responsive to meeting their needs.  The colleges all have to cope with declines in state funding and a lack of local government funding.  As a result, the colleges have had to be creative in seeking special grants and relying on their relationships with employers to fill funding gaps.

Seminole recently reorganized its management structure and created an Office of Economic Development and Employer Services to coordinate key labor market responsiveness activities and provide a single point of contact for employers.  Similarly, Indian River has also created a separate career-oriented division, which was explicitly established to elevate the status of vocational programs at the college.  Valencia has appointed a vice president of workforce development, who is the college-wide coordinator of labor market-related programs. 

While there are broad areas of commonality in the colleges’ approaches to enhancing the labor-market relatedness of their programs, in their discussions, college staff members noted specific areas that have been of particular importance in strengthening their labor market responsiveness strategies.  For example, Valencia Community College has changed in several important ways to enhance its workforce and economic development roles of preparing students for high-wage skilled jobs. To fill these jobs, the college has had to be more student-centered, attracting many more part-time students with courses that are offered at convenient times on evenings and weekends.  College administrators emphasized the importance of responding quickly and efficiently to meet customers’ needs.  The college does this by working with employers to analyze their needs, and then providing planning and direction to ensure that the needs are met on a timely basis.  Indian River Community College gives particular attention to securing and maintaining partnerships with key actors in the community: businesses, economic development agencies, public officials, other community colleges, K-12 educators, and officials from other organizations.  According to Indian River Community College officials, as a result of these efforts, the college has become the highly visible “trainer of choice” in the community.  Seminole Community College constantly reviews programs to ensure that they are being labor market responsive, i.e., graduates are getting jobs and have the right skills for the jobs.  College officials also believe that they have a good process for developing labor market-oriented curricula through the use of an economic development team that is out in the community identifying employers’ needs and then proceeding to arrange for a tailored curriculum to meet those needs.

Each of the colleges identified specific programs that have been particularly successful in responding to the labor market requirements in the areas the colleges serve.

· Valencia Community College cited: the Valencia Institute, which focuses on continuing workforce education and enhancing the skills of currently employed individuals in business marketing and sales, health services, and information technology; the film production technology program in which students are trained in areas such as gripping, editing, sound and camera work, and set construction; and the nursing program which has an excellent relationship with local hospitals that supply adjunct faculty, equipment and financial support.

· Seminole Community College pointed to the automotive training program which trains and places individuals in high-paying, high-skilled jobs through apprenticeship programs that link classroom training at the college with workplace training by auto dealers throughout central Florida; the construction trades program, which trains construction technicians for both commercial and residential markets; and the nursing program which provides evening and weekend instruction from a faculty composed of registered nurses and which is housed in local hospitals where the participants are likely to be employed

· Indian River Community College noted the following examples: the health sciences program, which, with the financial assistance of local hospitals, trains nurses and other health care providers in fields such as respiratory therapy, physical therapy assisting, and surgical assisting; the golf course operations program, which trains individuals in how to manage the operations of a golf course; and the global positioning systems (GPS) program, which trains environmental technicians and engineers to use GPS to get accurate maps to determine terrain and the elements involved in management of water conversation.

College staff indicated that they use a variety of information and data sources in planning their programs.  However, the sources on which they primarily rely are the advisory committees attached to individual college programs, their one-on-one contacts with employers, economic development personnel and other knowledgeable individuals in the community, and the colleges’ enrollment data.  The colleges’ greatest unmet needs in the area of labor market information are reliable forecasts of occupational demand in their localities.  As one respondent observed, using the available labor market data is “like looking in the rear view mirror.”  In recent years, Seminole has surveyed employers on the firms’ employment outlook and employers and former students on whether they got jobs in their fields of study.

There was general consensus among the three colleges that strong leadership at the presidential and senior administrative levels was critical in building successful career-oriented programs.  Among the other suggestions of “keys to success,” was the following checklist suggested by officials of the Indian River Community College program:

· Being flexible.  For example, offering programs to businesses in the location of their choosing.

· Being on the leading edge of curriculum development.

· Looking at existing and emerging jobs and putting in new curriculum in anticipation of employer demand. 

· Being a high-tech institution.  Almost every curriculum and almost every job uses technology in some way.

· Developing partnerships.  The president of Indian River Community College said, “No longer can we do it by ourselves.” 

· Reaching out.  The college needs a good outreach program to existing businesses and those that could come to the area.

· Having an attitude that the college always can find ways to make things work.

· Being creative and entrepreneurial.

Quad-Cities Profile

Scott Community College

Black Hawk Community College

Kirkwood Community College

Despite their proximity to one another, the three colleges operate in different labor market environments.  Kirkwood, located in Iowa’s “technology corridor,” an area which is manufacturing and service-based, with manufacturing concentrated in relatively high-tech, expanding industries. Growth is projected in business services, manufacturing of electronic equipment and communications industries. Of the three colleges, Kirkwood’s economic environment appears to be the most conducive to the introduction of labor market responsive programs. Kirkwood is deeply involved in workforce development, in part through its leadership in the local Workforce Investment Act (WIA) program.  The residents are well educated and have slightly higher income levels than the state average.  More than 90 percent of the area’s residents are white.  Kirkwood enrolls approximately 14,000 students in credit classes and 49,000 in noncredit classes at ten campuses or centers located throughout the service area.

Scott is located in an area dominated by traditional manufacturing.  Scott is heavily involved in training for manufacturing jobs that may be declining but are still plentiful because of retirements.  Agriculture is still an important component of the local economy.  Service industries are also major components and are expanding.  The population is predominantly white (88 percent).  The average education level is below the average levels for Iowa and Illinois.  The median income level is slightly higher than the corresponding level for the state of Iowa but lower than the level for Illinois.  Scott enrolls around 6,000 students. Like Kirkwood, only about one-quarter of Scott’s students are in transfer programs.  The main campus is in Bettendorf while four other, specialized centers are located in Davenport.  

Black Hawk serves nine counties in northwestern Illinois metropolitan area. The area is heavily agricultural and manufacturing-based but is moving toward a service-based economy.  Residents have lower income and education levels than the state average.  More than 80 percent of the residents are white, with a rapidly growing Hispanic population.  Black Hawk enrolls approximately 6,400 students.  Black Hawk has been developing into a more comprehensive institution that focuses increasingly on its role as a developer of workplace skills as well as preparing individuals to transfer to four-year colleges.  Black Hawk’s main campus, located in Moline, provides the broadest range of courses; other campuses are more specialized, offering programs in areas such as agriculture, equine science, technology, and adult basic education and GED preparation.

The colleges were in general agreement concerning the program elements that are needed to mount high-quality career programs.  These included the following: 

· Strong presidential leadership; 

· Dedication to achieving partnerships;

· Obtaining information about business needs;

· Having the capacity and flexibility to quickly develop plans;

· Forming partnerships to secure the funding needed to develop programs; and

· Establishing the specialized facilities needed to perform the needed training.

In addition, each college identified specific program features and areas of emphasis that were particularly important in the success of their individual labor market responsiveness strategies.

Unlike some colleges with successful labor market responsive programs, the president of Kirkwood believes that a separate division in the college should handle workforce development.  He feels that, if merged with academic areas, labor market responsiveness would take a “back seat” and be burdened with inflexible regulations.

In the area of partnerships, Kirkwood assigns particular priority to partnering with economic development agencies.  The president said, “Kirkwood is instrumental in recruiting industry to the area, assisting employers in applying for job training funds and providing training for employees.”  In addition to the usual network of partners, Kirkwood also works with other community colleges to meet the state’s labor market needs.  A structure has been established that enables employers to have a single contact for requesting assistance and coordinating responses. The system helps colleges avoid duplicate efforts and facilitates leveraging resources by working together.  Professional development is a high priority of the college and is well-supported financially.

Scott assigns high priority to developing a capability to listen to the needs of the labor market and has a structure that ensures an organized response to these needs. The college attempts to listen to customers through surveys by having college representatives serve on the area's chambers of commerce and economic development organizations and by being in constant communication with their principal clients through market analyses. Officials at Scott also feel that to be responsive, it is essential to have an institutional research department to collect and organize appropriate data. Once the college understands the needs,it has to be responsive while not compromising the quality of instruction.  The college representatives they interviewed believe that developing a responsive attitude is at least as important as being resource rich.  A key component of Scott’s labor market responsiveness strategy is the “modularization” of programs.  Officials at the college feel that many components of what the firms need already exist at the college and it is a matter of assembling the “modules” to develop a program to meet their specific needs.  Increasingly, employers want flexibility or “cafeteria style” program delivery where employers specify the modules of training they want.  The college has found that in addition to technical skills, employers want their employees to have soft skills (teamwork, decision-making, and communication).  The college is focusing on providing these skills. 

In addition, the colleges noted that workforce development was aided by a mandate from the state of Iowa to constantly improve and modify 10 to 30 percent of state-supported programs.  This requirement created a continuing improvement environment, which led to:

· Development of comprehensive data-based formal review processes (including justifications for each change); and

· Placing a premium on staff taking the initiative to adopt new ideas and form new alliances.  

Black Hawk College administrators feel that there are several factors, which led to the successful implementation of their market-driven programs: having the backing of the college and the president and his cabinet; having a proactive process-driven staff that is eager to serve the community; and the college’s emphasis on program quality.  Black Hawk has addressed the problem of excessively long response time in meeting labor market needs due to traditional internal processes. To overcome this, they have changed their strategic planning process to make decisions based on information when it becomes available.  The college has also changed its strategic planning process by basing goal setting on local, regional, state and national information collected through focus groups, environmental scans, and data from federal sources.

During the course of their discussions, college staff identified specific exemplary programs, discussed in greater detail in the case studies that illustrate their college’s approach to meeting the needs of the labor market:

· Kirkwood cited the following examples: the National Mass Fatalities Institute, a training program for mass fatalities response, funded by federal, county, city, industry, and college partners; the Agricultural Sciences Programs, the largest two-year agricultural program in the country, with several unique features, such as the Equestrian Science program; and the Customer Call Center Training Program, a short-term program to prepare low-income people for entry- or mid-level customer service and telephone sales positions.

· Scott noted the following: the Manufacturing Technology Center, a multipurpose manufacturing training facility, jointly funded by local manufacturers and the state, that includes eight labs for training in high-tech manufacturing skills; the Electroneurodiagnostic (END) Technology Program, a two-year program, developed by the college’s allied health division and area hospitals, designed to teach students the END technology; and Career Link, an evening manufacturing skills training program jointly funded by a consortium of ten local employers and the state economic development agency.

· Black Hawk offered the following two examples: the Business and Community Education Center (BCEC), which assists companies in meeting their training needs through a process of assessment, development of training plans, grant application assistance; and delivery of the needed training; and BCEC’s Professional Certification Program, which provides prep courses for professionals who need certifications in human resource management and related fields from professional associations, such as the Society of Human Resource Management.

The process of planning and designing labor market responsive training programs is “data-driven” in all three colleges.  All three made extensive use of labor market and survey data to identify training needs, develop business-like plans for the design and implementation of programs to meet these needs, and to obtain feedback on program outcomes.  Typically, data from a variety of sources were used at each of the following steps of this process:  assessing local needs and availability of funds and other types of support, developing a concrete plan of action, providing quick review and go or no-go decisions, and  tracking progress.  In their interviews, staff of all three colleges provided lists of the data sources they used for these purposes. For example, Scott College’s list, which was typical, included the following: 

· The Economic Development division conducted a “Skills 2006” survey of employers to project employment and training needs over the next three years.  Eighty-three employers in the targeted industries of advanced manufacturing, information technology, and life sciences completed the online survey and 30 participated in focus groups.  
· Every 18 months, college representatives call employers in the district seeking input concerning the direction the institution should be headed in to meet their needs.

· The college has access to an Iowa labor market specialist at the local job training office that provides data on the employment outlook and new employers at the state and regional level.

· Every two years, the college conducts current student satisfaction surveys with about 250 students. 

· The college conducts a survey of about 500 graduates to determine if they received the skills they needed for employment and the status of their careers.

· The college surveys employers on their satisfaction with the students they hired from the college. 

· The district conducts periodic environmental scans for strategic planning.

· The college conducts a labor market assessment when starting a new program and when evaluating programs every three to four years.  

All of the colleges agreed that advisory councils are a critical informational resource in mounting new programs or initiatives and in monitoring the programs’ implementation.

In addition to providing advice on the ingredients of successful labor market responsive programs, the college staff noted some of the barriers to success they have encountered.  By far, lack of adequate funding was the most serious barrier cited in their discussions.  All of the colleges have experienced recent cuts in state funding and have had to be proactive and creative in obtaining funds from other sources to fill the gap. These have included applying for grants from federal and state agencies and soliciting donations from companies in the area.  Kirkwood staff encountered a challenge in impressing upon the college’s faculty that labor market responsive programs need to be treated as businesses, as well as parts of academic institutions, because they are competing with the private sector and that, as a result, business must be involved in curriculum design and other areas.

Profiles of Three Rural Community Colleges

Mountain Empire Community College, Big Stone Gap, Va.

South Piedmont Community College, Polkton, N.C.

Walla Walla Community College, Walla, Walla, Wash.

This case study examines three rural community colleges in three separate areas.  All of the other case studies in this project examined community colleges or college districts in the same or in nearby labor markets.  In those cases, the areas covered had large enough populations to support several community colleges.  However, a rural area is generally serviced by a single small college with limited capacity to provide extensive training options.  The three colleges in this case study are: 

· Mountain Empire Community College, which is located in the extreme southwest corner of Virginia;

· South Piedmont Community College, which is in an area southeast of Charlotte, N.C., near the state’s southern border; and

· Walla Walla Community College, in the southeastern section of Washington.

Mountain Empire serves one of the most remote regions of the eastern United States.  It has a small population with high levels of poverty, and low levels of education.  Nearly all residents are white. The area’s economic base of coal mining and tobacco farming has been in decline for many years, and it is difficult to replace these resource- and agricultural-based industries because of the area’s remote location and the low level of residents’ education. Residents find employment in mainstays such as government, health care, and education.  About 4,200 students are enrolled at Mountain Empire.  Almost 70 percent take noncredit courses, with mechanical and engineering courses being by far the most popular.  However, there is also substantial enrollment in business, education, and health courses. Despite its small size and adverse economic situation, college leaders have worked hard and effectively to develop programs that meet the needs of local residents and businesses.  The college sees itself as “the” key provider of occupational-technical postsecondary education in its area, and also is an important provider of workforce and economic development services.

South Piedmont serves the sparsely populated Anson and Union counties of south-central North Carolina.  Textiles and agriculture, the former major components of the counties’ economies, have been declining for many years.  Education, health care, criminal justice, poultry processing and several other manufacturers provide the primary source of employment.  The two counties differ both in size and economic status.  Anson County is smaller and more rural and its population has considerably lower levels of education and income than does Union County, which is closer to the vibrant Charlotte job market.  Anson County’s population is evenly divided between black and white residents; Union County is mostly white.  South Piedmont, which enrolls approximately 2,600 students, was recently formed by a merger of community colleges in Anson and Union counties.  It is clear that a major reason for the reorganization was to improve the workforce and economic development services being provided to its two rural counties, as these have been, and continue to be, the main focus of the community colleges. 

Walla Walla serves four counties in the southeastern section of Washington State.  The population density of the counties is sparse and the area served is extensive, 6,000 square miles. The education levels of the residents are slightly below the state average; income levels are well below the average state level.  Eighty-six percent of the area population is white and the remaining population is mostly Latino.  Apple orchards and cattle-raising provide the primary sources of employment and revenue for the region.  The area has the usual education, health, and retail or wholesale employers.  The college enrolls approximately 9,200 students. The workforce development mission is the college’s most important, with about 70 percent of students in the workforce division.  Many of the workforce programs are oriented toward the farms and ranches in the service area.  However, the college has some programs oriented toward service jobs in health care and education.

It is clear that the key factors involved in orienting programs to the labor market in larger, more diverse, and more robust economic areas apply to isolated rural areas as well.  The college president and staff spearhead the development of innovative programs, form strategic partnerships, and obtain the resources needed to create programs.  However, once a plan is developed and the partnerships formed, the president must rely on a motivated faculty and staff to create, run, and monitor these programs. 

The rural college staff emphasized and elaborated on specific aspects of this process.  For Mountain Empire, a labor market-oriented culture on campus is particularly important in sustaining labor market responsive efforts.  Faculty and staff at Mountain Empire pride themselves on building skills that are responsive to the needs of the workforce and industry.  South Piedmont and Walla Walla stressed particularly the need for aggressive outreach efforts.  By actively pursuing training contracts and grants, Walla Walla has been able to maintain a revenue stream to support labor market responsive activities.  South Piedmont has a marketing team that focuses on marketing specific programs as well as the institution as a whole.  Training contracts are sought through telephone calls, direct mail, e-mail and visits to plants and business.  Mountain Empire cautions, however, that workforce development training is expensive, compared to basic liberal arts education courses for example, and that, while in theory these labor market responsive courses are self-supporting, revenues do not meet all the indirect and personnel costs.  The balances must be made up by the colleges.

Elements of an effective labor market responsiveness strategy cited by the colleges include: 

· Using employer advisory committees to review programs for content and relevance (Walla Walla); 

· Recognizing students’ need for training in “soft skills,” such as creativity, which are required in today’s jobs (South Piedmont); 

· Pursuing state level policies that give colleges considerable latitude to be responsive to local requests for customized training (Mountain Empire); and

· Encouraging faculty to take risks and propose new programs and to adopt the philosophy that no time spent investigating a possible new program is a waste of resources (Mountain Empire). 

Despite their small size and limited resources, these rural colleges have been able to develop exemplary programs geared to the needs of their communities.  The following projects were cited:

· Mountain Empire Community College noted the following examples: the Water and Wastewater Program for incumbent water plant workers interested in promotion to lab supervision positions that is offered through the Internet; the Electronic Business Village, which involved the development of workshops for business designed to aid them in undertaking e-commerce and developing Wesites for that purpose; and the Small Business Development Center, a partnership with the U.S. Small Business Administration, to provide individual counseling, business education, and resources to help small businesses grow and increase job opportunities.

· South Piedmont Community College cited the following: the Metallurgical Engineering Technology Program, which is the most popular market responsive program at the college; the program, which leads to an associate’s degree in this field, was developed jointly by South Piedmont and a professional association for materials engineers and scientists; the Registered Nursing Program, which is being expanded in response to industry demand, with the financial support of medical foundations; and the Rural Entrepreneurship through Action Learning (REAL) Program, which teaches entrepreneurship skills. 

· Walla Walla Community College cited: the Viticulture Center, which provides instruction in commercial winemaking, was developed in response to growth in the local winemaking industry against the backdrop of an otherwise struggling agricultural sector; the John Deere Inc. Training Program under which the college is the exclusive trainer for the company’s northwest operation, developing and delivering technical training to company personnel throughout the region; and the Classic Automotive Restoration Program  in which students learn the technical and entrepreneurial skills needed to restore and resell classic cars.

The colleges varied considerably in the extent to which they use data in planning and operating their programs.  Mountain Empire does not rely heavily on data and labor market analyses.  Rather, they rely on information gained through their close ties with industry and with the community.  Also there is a lack of personnel in the college to do more than the most basic analysis of the data.  Similarly, South Piedmont indicates that they don’t have the capability to adequately decipher the mass of data that is available.  Further, they have found that often the data have led to the development of programs that resulted in low enrollment.  The problem appears to stem from the data lagging behind employer demand and student interest.  These reservations not withstanding, the college does regularly survey employers and receives similar data from the local chamber of commerce and economic development agencies.  By contrast, Walla Walla is an extensive collector and user of data. However, apparently, most of this information refers to program satisfaction and improvement rather than current and future labor market outlook.  For example, the college does a formal annual follow-up of all former students and completers
 and graduates and does an annual follow-up of their employers.

Each of the colleges suggested recipes for labor market responsive program success.  Mountain Empire proposed the following: First, keep you antenna up and do environmental scanning
 to keep current on job skill requirements of local employers; second, organize and construct a coherent plan responding to a perceived need; third, do an information search for support of your plan; then, be resourceful and assume you can do whatever you have to; and finally, know your capacity so you are taking calculated risks.  South Piedmont recommends heavy community involvement to keep programs labor market responsive, using graduates of the college as program ambassadors, and hiring faculty who love their work and are capable of keeping programs on the cutting edge.  Walla Walla stresses two factors in their college’s success: the strong commitment of the college president and the longevity of the administrative staff (the president is currently serving his 33rd year in that position), guaranteeing sustained support that has allowed the college to pursue a more aggressive approach toward market-responsive initiatives.

San Diego Regional Profile
Palomar Community College

San Diego City Community College

Miramar Community College

Mesa Community College

San Diego County, Calif., has eight community colleges.  This case study focuses on:

· The Palomar Community College district served by one community college (Palomar); and

· The San Diego Community College district served by three colleges (San Diego City, Miramar and Mesa). 

The county has a vibrant economy and a population with education and income levels well above the state averages.  The population is ethnically and racially diverse.  While aerospace and defense products industries in the county have been on the decline, the county has diversified and moved into high-growth sectors such as high-tech, tourism, professional services, and international trade.  

Palomar has a main campus located in the city of San Marcos in north San Diego County and eight education centers positioned throughout the service area.  The college serves a community made up mostly of small companies--more than 90 percent of the businesses employ less than 10 persons. This presents a particular challenge for Palomar in creating training programs because most of the programs need to serve multiple firms in order to be cost-effective.  The college serves more than 30,000 full-time and part-time students each fall and spring and about 18,000 students attend during the summer semester.  The overwhelming majority (84 percent) are enrolled in for-credit courses.  Virtually all of Palomar's labor market responsive activities are coordinated within the Office of Career, Technical and Extended Education, headed by a dean and overseen by the vice president for instruction.

The San Diego Community College District (SDCCD) serves almost 100,000 students each semester through three two-year colleges and six Centers for Education and Technology. The three colleges--San Diego City, Mesa, and Miramar--offer associate degrees and certificates in occupational programs that prepare students for entry-level jobs, and arts and sciences programs that transfer to four-year colleges and universities. The colleges’ Centers for Education and Technology provide adults with noncredit vocational, basic skills, life skills and enrichment classes at neighborhood locations throughout the city.  

San Diego City College specializes in technology-related programs.  The Mecomtronics program is the college’s response to industry’s need for multifunctional technicians competent in MEchanical, COMputer, and ElecTRONICS technology.  Also located at City College is the Center for Applied Competitive Technologies at San Diego (CACT-SD). CACT-SD is one of 12 regional advanced technology centers designated by the state of California to assist manufacturers in modernizing their management and production technologies, thus enhancing their marketplace competitiveness.  A small business incubator is also located at City College in which companies benefit particularly from the incubator staff’s expertise in information technology, virtual enterprise and e-commerce.

Miramar College has an entire facility dedicated to law enforcement training, including a state-of-the-art virtual reality lethal force lab and a driving lab.  The college houses the county’s police academy that provides a 26 week police training program.  The college also offers diesel, automotive and aviation programs that have included the training of automotive technicians for Toyota dealerships.

Mesa College has the lion's share of the district’s transfer students, being responsible for 67 percent of the transfers from the district to California’s state universities.  As one interviewee put it, Mesa “gave away” a lot of their vocational programs. While Mesa continues to be committed to fulfilling their transfer role, they are expanding their offerings of career-related programs, primarily in the area of information technology. Mesa offers the full range of course work, covering not only the basic programs like Word and Excel, but also higher-level programming.

Both the Palomar and San Diego districts have been active in ensuring that their programs are sensitive to the changing and emerging requirements of their local labor markets.  Palomar’s new president has instituted several major program changes designed in large part to enhance career-oriented programs.  One key change was to adopt a data-based strategic planning process that included looking at projections of population and industrial growth, as well as taking account of presentations from business leaders on how students could be better prepared to meet the needs of small and large businesses and organizations throughout northern San Diego County.  Palomar has maintained its ties to the community in order to obtain funded contract projects as well as to ensure that its programs continue to be relevant.  The college’s dean for workforce programs has a seat on the board of the local economic development corporation and the chamber of commerce. The college maintains good relations with the area’s Workforce Investment Board, the local entity that administers federal Workforce Investment Act training funds.  

The San Diego Community College District has established a corporate council, a new advisory body at the district level created to give business people unique input into the educational process that trains San Diego's workforce. Paralleling the corporate council are citizens councils, channels for the public to advise the Community College District Board of Trustees about community needs and whether the colleges are meeting these needs. 

The Employee Training Institute (designated by the college as “ETi”) is the contract education division of the San Diego Community College District.  It offers a full range of employee training and development services custom designed for business, industry and government. ETi provides industry-specific technical training as well as programs in supervision, workplace English, math, business writing, customer service, workplace safety, computer applications, total quality management and many other areas.  Because it is an independent nonprofit, ETi has the flexibility to design and deliver customized training programs to meet the needs of individuals and organizations. 

The district utilizes a wide array of industry advisory councils to keep current with trends in business and industry.  There is an advisory council for every occupational area for which the colleges provide instruction.

The Center for Education Technology (CET) is the district's noncredit provider of tuition-free vocational training and educational programs for adults. CET offers vocational programs in business information technology for individuals wishing to upgrade their current job skills as well as for individuals who are exploring new career options. 

Palomar cited four of their programs that they felt were particularly noteworthy examples of the college’s labor market responsive projects:

· The Regional Occupational Program is a vocational training program funded by the state that provides tuition-free courses to all residents 16 and over.  Through the courses, the students achieve competencies in occupations that are in particular demand among small businesses, such as air conditioning, heating and refrigeration; auto body repair and refinishing; computer applications; and cosmetology;

· The Water and Wastewater Management program trains almost all of the workers in the Water Authority, providing certificates and associates degrees in wastewater technology and water technology; 

· The Public Safety programs are modeled after the Fire Academy, which Palomar Community College mounted in partnership with all of the local fire departments and which are financed through contractual agreements with the departments;  and

· The Escondido Center, located in an area with a concentration of Hispanic residents, provides most of the courses offered at the main San Marcos campus, some of their more popular programs are in English as a Second Language.

Both Palomar and the District rely heavily on the San Diego Workforce Partnership, the local Workforce Investment Act agency, for labor market information.  The information that has proven to be most valuable includes monthly hiring “snapshots” by industry sector and more detailed reports on skill needs in key industrial sectors, such as medical services or manufacturing.  According to SDCCD staff, this information is particularly helpful as they try to align their programs and course offerings with the needs of the community.

As is the case for most of the colleges studied, the two districts in San Diego county viewed funding problems as their principal challenge in conducting labor market responsiveness training programs.  The problem has been particularly severe in California in light of its well-publicized budgetary problems that have resulted in substantial cuts in program offerings.  The colleges are also finding it increasingly difficult to find employers who are willing to support education and training of their employees, in part because of California’s history of well-funded state-sponsored training programs.

Seattle Profile

Bellevue Community College

Shoreline Community College

Green River Community College

The region’s economy is diverse, supporting employment in aerospace, information technology (IT), health services, business services, and maritime shipbuilding and repair.  The region was badly hurt by the dot-com crash in 2001 and experienced tremendous losses in the aerospace industry, especially when the Boeing Company moved its headquarters to Chicago, resulting in the loss of around 30,000 jobs.  This has placed a limit on the growth of key programs at all three colleges.

Bellevue Community College is located in Bellevue, a wealthy suburb of Seattle on the east side of Lake Washington. It is the most affluent part of the Puget Sound area and has major information technology employers such as Microsoft located nearby.  Bellevue has median household income and education levels that are substantially above the state averages. About 70 percent of the residents are white, 17 percent Asian with relatively small black and Hispanic populations.  Bellevue Community College has 20,000 students, considerably more than either of the other colleges.  Its main focus is on IT. Bellevue has one of the greatest concentrations of IT firms in the world, being the home of Microsoft and scores of related firms.  The college’s service area also includes an array of aerospace and defense industry firms led by Boeing, as well as a large concentration of business service, healthcare, and manufacturing firms.  Few, if any, areas of the country have a greater demand for well-trained technicians in fields that require two-year degrees and certificates but not four-year degrees.

Shoreline Community College is located just north of Seattle.  While the education and income levels of area residents are not as high as Bellevue’s, they are above the state average.   The population is 77 percent white, 13 percent Asian, and less than 6 percent black or Hispanic.  Shoreline Community College’s enrollment is about 8,000 students.  The college’s main emphasis is on manufacturing.  Besides providing training, it has centers for manufacturing excellence that provide additional innovative services such as machinist training, precision metal fabrication, and machinist technology.  Shoreline also has major biotechnology, IT, and electronics employers.  

Green River Community College is located between Seattle and Tacoma and serves a three-county area: South King County, Pierce County, and Kitsap County.  Income and education levels in the area are close to the state averages.  About 80 percent of the residents are white and around 10 percent are Asian.  The area has an unusually heavy concentration of employment in manufacturing, much of it high-tech, as well as substantial employment at naval facilities and in government contracting.  Green River Community College’s enrollment is approximately 9,000.  The college offers a wide range of programs and services including continuing education, credit courses, adult basic education, and business and industry training.  The college also operates a Small Business Assistance Center.

All three colleges share a number of key features in their efforts to ensure labor market responsiveness in their programs and courses.  This is largely because of the similarities of the industries in each local area, and because they are all part of the highly integrated Washington State Community College system.  All three colleges have substantial enrollment in for-credit professional and technical programs, as well as in career-oriented noncredit programs.  Career-oriented credit enrollment is particularly high because many of the programs are heavily math and science oriented, which is conducive to being combined with for-credit academic courses in math and science.  An added incentive to have career-oriented credit programs is Washington State’s funding policy, which limits state funding to for-credit courses.  All three colleges also have similar organizational structures; their career-oriented credit programs are on an equal footing with transfer programs in the academic division, and their noncredit career programs are on an equal administrative footing with the academic division.  All three colleges have separate campus centers that focus on providing training and other services directly to local employers.  The colleges also have similar systems to plan and monitor programs.  All underscored the importance of strong partnerships with businesses, economic development agencies, civic organizations, and other community organizations.  

While the colleges’ workforce development activities have much in common,  there are important areas of individual emphasis in their efforts to build labor market oriented community college systems.  Although the majority of Bellevue Community College students are in transfer programs, workforce development is given a high priority, and Bellevue Community College trains large numbers of incumbent workers as well as recent high school graduates.  It also develops labor market responsive programs for use by colleges throughout the country.  The president of Shoreline Community College noted that all of Shoreline Community College’s professional and technical programs operate within the academic divisions of the college and that this type of organization prevents separation between professional-technical and transfer programs, thus promoting an atmosphere that lends itself to blending workforce development goals and academic objectives.  In speaking about Shoreline Community College’s labor market responsiveness strategies, college staff emphasized that the college has developed a capability to change its curriculum as quickly as changes in the market occur.  Green River Community College’s director of institutional effectiveness revealed that the college is continuously assessing its responsiveness.  Each professional technical program is on a five-year evaluative cycle, during which faculty work as a team to analyze each program. The surveys focus on student satisfaction with the college and its level of service.  Partnerships with community groups, businesses, and economic councils were also stressed as crucial aspects of Green River’s workforce development strategy.  The college makes it a priority to become connected to a variety of community stakeholders when enhancing labor market responsive programs.

During their discussions, staff cited specific projects that were good examples of their colleges’ labor market responsiveness initiatives.

· Bellevue Community College noted the National Workforce Center for Emerging Technologies (NWCET) that, with the support of major donors such as the Boeing Company and Microsoft, advances IT education and improves the quality of the IT workforce in the state and in the nation through the development of skills standards and identification of the needs of IT employers and students; the Fast-Track Certificate Program, which enables students to quickly become certified in high-tech occupations; the Nuclear Medicine Technology Training Program, a highly specialized program for which admission is competitive; the Business Software Specialist Program, which provides training in the use of the most current business software applications; and Medical Informatics, which trains individuals in the use of IT systems in health care delivery processes.

· Shoreline Community College cited the Professional Automotive Training Center, which houses the college’s factory-sponsored automotive training programs for several automobile manufacturing companies and the Shoreline Center for Manufacturing Excellence, which demonstrates and replicates at other colleges a modularized manufacturing curriculum system that is flexible and customizable to meet the varied needs of employers and workers.

· Green River Community College cited the Small Business Assistance Center, which provides technical assistance to small businesses through counseling, training and other services; Project TEACH, which offers an Elementary Education Associate Pre-Professional Degree program which transfers to four-year elementary education programs; and the Aviation Technology Degree and Certification Program, which provides training opportunities in air traffic control, aircraft dispatch, professional piloting, and helicopter piloting.
The colleges have similar approaches to using data to plan and monitor their programs.  They all conduct data-based surveys of local businesses and communities to ensure that workforce and economic needs are being met; the colleges are required to present evidence of those needs when requesting program changes from the state.  The colleges also make extensive use of internal data on enrollment and student satisfaction, as well as data from surveys of employers concerning the performance of former students.  In addition, the colleges rely heavily on advisory boards made up of business leaders in relevant fields for guidance in keeping programs current.  The colleges also make use of labor market information provided by the state employment security department, as well as the local workforce investment boards that administer the Workforce Investment Act.  The president of Bellevue Community College personally stays in touch with the business community via her chief executive officer (CEO) tours, in which she annually visits CEOs of local corporations to discuss their training needs.  Following her discussions with the CEOs, the president shares what she has learned with her colleagues at the college and works together with administrators of both credit and noncredit programs to devise a rapid response plan.  The president of Shoreline Community College also underscored the importance of information gleaned directly from employers.  She indicated that, while it is important to analyze quantitative data, most externally collected data are out-of-date by the time they become available.  Anecdotal information from employers and industry leaders proves to be the most consistent with emerging trends in the job market.  

College officials and staff identified several key factors that are needed to respond successfully to the requirements of the job market.  These include:

· Flexibility in the college’s organizational structure and course scheduling so that employers’ needs can be met on a timely basis;

· Involving both credit and noncredit programs in meeting these needs;

· Active staff and administrator contact with employers, economic development agencies, workforce investment boards, and other partners in the community; and

· Above all, the leadership of the college president in establishing a culture in the college that assigns high priority to labor market responsiveness.  

Springfield-Hartford Regional Profile

Holyoke Community College

Springfield Technical Community College

Asnuntuck Community College

This case study reviews the experience of three community colleges that serve a four-county area in Massachusetts and Connecticut, which is an urban core built around the cities of Hartford, Conn., and Springfield, Mass.  Despite job losses over the last decade, manufacturing still remains the cornerstone of the regional economy.  The precision manufacturing, machine tool, and aerospace industries are key components of the economic base.  Together, the two largest sectors, services and retail trade, account for more than half of the region’s total employment.  
Holyoke Community College primarily serves Hampden County, Mass., with a service area that extends out to western Massachusetts, as well as the region between Hartford, Conn. and Springfield, Mass., commonly referred to as “the Knowledge Corridor.”  The average education level of the residents of Hampden County is well below the state level but the average income is at about the same level as the state average. Holyoke Community College has a total student body population of 6,800.  More than half (55 percent) are enrolled in credit courses in the academic division.  The rest are enrolled in the credit and noncredit courses in the Division of Continuing Education (DCE), which offers career-oriented training.   Most of the college’s labor market responsive programs--at least 85 percent--are geared to incumbent workers seeking to upgrade their skills in a variety of high-tech fields.  Although in early 2000 Hampden County’s largest industry in terms of employment was manufacturing, the county’s industrial structure has experienced a dramatic change since then, shifting from manufacturing to a service-based economy.  Most workers are employed in the areas of health services, social services, and business services.  

Springfield Technical Community College is located in the city of Springfield and serves three counties in western Massachusetts.  The area’s education and income levels are well below the state averages.  Workforce development activities at Springfield Technical Community College are the responsibility of the vice president of economic and business development and include: the Center for Business and Technology, the heart of the college’s IT programs and courses,  a business incubator that aids startup businesses, and the services and programs that operate from Springfield Technical Community College’s technology park.  Noncredit career-oriented courses are offered through the Center for Business and Technology.  Although the proportion of manufacturing jobs in the Springfield area is slowly declining, the manufacturing sector continues to employ a substantial proportion of the region’s total workforce.  Key industries in the region include fabricated metals, paper and paper converting, business services, healthcare, and education.  The region also boasts high-technology clusters in the areas of information technology, telecommunications, advanced materials, fiber optics, and polymers.

Asnuntuck Community College primarily serves the town of Enfield, Conn., situated midway between Hartford and Springfield.  The education level of Enfield is well below the state average but the average income is about the same as the state average.  The majority of Enfield’s residents work in manufacturing, sales, education and health-related fields.  ACC is a small community college with an enrollment of 1,500.  The college primarily serves incumbent workers and is focused on upgrading skills needed to survive in high- tech and health fields.  Asnuntuck Community College’s machine technology program is a particularly important source of manufacturing technology skills in the area.   Recently, the college joined the Springfield-Hartford Economic Development Partnership, a consortium to promote economic development in the area.  The college hopes that this exposure will help them market the college’s labor market responsiveness programs.

The three colleges agreed that there were several factors that are important to a college’s ability to respond successfully to the labor market.  All three colleges pointed to the importance of making career programs independent of the academic (for-credit) programs and other continuing education division programs.   Because noncredit programs are not supported by the state, independence provides the flexibility essential for developing programs for which businesses would pay.  Also, having the flexibility to hire adjunct faculty from industry was important both for acquiring their needed expertise but also to avoid the union regulations that would have made hiring full-time for-credit faculty prohibitively expensive.  However, there was also broad agreement that there was value in developing cooperative working relationships between the for-credit, academic faculty and the faculty responsible for workforce development.  

The staff of the three colleges emphasized the importance of developing strong relationships with local businesses, civic organizations and economic development organizations both for their expertise concerning curricula and emerging occupational and industry trends and, in the case of businesses, their potential funding of training by the colleges.  

In addition to these and other examples of commonality among the three colleges in pursuing labor market responsiveness in their courses and activities, the faculty and administrative staff pointed to individual program elements that they had found particularly valuable.  For example, Holyoke Community College noted that the need to be self-supporting places a high premium on being innovative and responsive and being able to function in a flexible organizational structure.  Springfield Technical Community College views the college’s leadership as crucial to meeting the needs of the labor market--they feel that the college’s credibility depends on leadership and that leadership is necessary to promote a team atmosphere among faculty.  Asnuntuck Community College believes that its small size may be an advantage in that it enables the college to track graduates and learn about how the college can better serve them.

In their interviews, staff cited particularly exemplary workforce development projects in their colleges:

· Holyoke Community College cited the Center for Business and Professional Development, the school’s center for noncredit programs and courses, which prides itself on its contract training services, as well as its expert staff of trainers and consultants; Career Ladder Training in the Long-Term Care Industry, which develops career ladders that enable staff in nursing homes and home care agencies to advance to registered nurse status; Allied Health Institute and Extended Care Center for Excellence, which develops and offers a preparatory course for the nurse licensing exam; and Workkeys, ACT, Inc.’s system of job profiling, skills assessment and skills and competency-based training services which Holyoke Community College provides for New England firms.

· Springfield Technical Community College noted the Center for Business and Technology, which is the heart of the college’s information technology training programs; Springfield Technical Community College Technology Park, which provides lease space for technology-based and light manufacturing companies; the National Center for Telecommunications Technologies, which is developing a curriculum in telecommunications technology as a national model; the Springfield Enterprise Center, an incubator to guide, educate, and support startup businesses; and Ford Motor Company’s ASSET Program, a two-year program to train automotive technicians for Ford dealerships.

· Asnuntuck Community College pointed to the Machine Technology Program, which upgrades the skills of workers in the field of metal machine technology; the Electro-Mechanical Manufacturing Program developed by Asnuntuck Community College to meet the shortage of workers to repair and operate high-tech equipment in electro-mechanical manufacturing; and the Center for Business, Industry and Manufacturing Technology, which has merged the college’s general business and industry efforts with its manufacturing technology focus.

All of the colleges made use of data, both formal and informal, in planning and operating their labor market responsiveness programs and activities.  In order to stay abreast of changing market needs, Holyoke Community College relies on the Massachusetts workforce development system and MassStats data from the Massachusetts Division of Employment and Training, as well as other sources of regional economic data.  For example, the college utilizes regional economic reports produced by the Pioneer Valley Planning Commission in determining which employers to approach when proactively seeking opportunities to respond to the labor market.  In addition to economic data, Holyoke Community College noted that information collected from employers is mostly anecdotal and the amount of information provided depends on the strength of the college’s collaborative relationship with the employer. College staff expressed disappointment that response to annual employer surveys remains low and provides little information.  

When asked how the college anticipates changing labor market needs, Springfield Tech administrators mentioned a number of sources.  Each academic division has an advisory board in which employers participate and which provides feedback concerning emerging employer needs in the local labor market.  Faculty and administrators are encouraged to reach out to national associations and professional development organizations in order to stay abreast of changing trends in their areas of expertise.  The college also surveys local employers on their training and hiring needs.  In addition, the college tracks recent graduates to assess their post-program experience in the labor market.  Through its relationships with employers housed in the college’s Technology Park, the college informally learns about employer needs that have not been met and if new training should be developed.  
While Asnuntuck Community College utilizes projections data provided by the Connecticut Department of Labor, most of the college’s labor market responsiveness planning appears to be based on input from community stakeholders.  College staff contended that the most realistic way to gauge the market is to survey and talk to employers and business leaders.  Annually, the college conducts an employer survey.  In addition, the college relies on information gleaned from employers who serve on advisory boards in both the Division of Continuing Education and the for-credit divisions.  Employers serving on these boards not only provide updates on trends in the local economy, but they provide advice on program and curriculum development.  In addition to bringing employers to the college for advisory purposes, individuals from the center and other college departments frequently visit businesses to determine their needs.  Although the process is informal, staff said that this type of in-person interaction helps market existing programs and develop partnerships for future programs.  

All three of the colleges agreed that a major barrier they face in expanding and improving their labor market responsive programs is lack of adequate funding.  The colleges are experiencing reduced state funding due to budget cuts and, in some cases, a drop-off in private sector contracting.  Colleges have redoubled their efforts to form partnerships with employers and to more aggressively seek grants from federal, state, and local programs.  The alternative is cutting costs.  During the last year, for example, Holyoke Community College trimmed expenditures by not filling vacant positions, deferring maintenance, limiting travel and professional development, and scaling back equipment purchases.

Appendix C

Student Outcomes as a Measure of Market Responsiveness

1.0 Introduction

Intelligence gathering by college leadership through personal contact with the employers and civic groups can improve labor market responsiveness.  However, other sources of information can be used to develop programs, meet future workforce needs, document changes in college activities, describe a college’s “market,” as well as assess the extent to which a college meets local demand for services and achieves labor market responsiveness goals.  Westat examined colleges’ use of data and analysis to support efforts to be labor market responsive.  It also assembled data from the colleges and other sources to demonstrate how those data could be used to assess labor market responsiveness and the ability of the colleges to become more responsive.

This appendix: 

· Summarizes the overall findings on data availability and usage by 30 colleges in Westat’s study sample.  

· Assesses the usability of various kinds of data for describing the relationship between colleges’ activities and labor market outcomes.  In particular, Table 1 describes key problems that hamper use of various types of information.

· Describes the types of analyses that can be done to accurately measure actual and potential labor market responsiveness.  In particular, it describes the limits set by the attributes of the college’s labor market and its own characteristics.

· Ends with an analysis of the best available data for quantifying labor market responsiveness—using wage-record data to assess the effect of course completion on subsequent earnings.

2.0 Summary of Overall Data Availability 

“Standard” data on enrollment, completion, and awarding of degrees and certificates are the backbone of most colleges’ information systems. These data, when broken down by fields of study, changes over time, and ages of students, could provide highly useful information about labor-market responsiveness and the allocation of resources across colleges’ main missions—academic, vocational, basic or remedial education, and adult avocational education or leisure studies.  Changes in computer systems create a major impediment to securing data over time, and the inflexibility of some computer systems inhibits linking student characteristics to courses selected. In addition, budget information is of limited usefulness because it rarely is organized in a way that allows breaking down expenditures across missions.

Most colleges in this study had difficulty assembling for themselves what probably is the most useful information on labor market responsiveness—the employment and earnings of former students. However, many of the colleges in the sample can obtain these data from linkages to wage-record data supported by state education agencies.  Some states also survey former students to complement wage-record and “standard” data.  Surveys of employers (for follow-up purposes) are rare at the state or college level, but there are a few exceptions in the sample that should provide useful information about the benefits and costs of such efforts.  Few colleges routinely produce quantitative impact assessments of college programs on local economies and employer groups. But many colleges have recent assessments conducted on a one-time basis by consultants. 

Most colleges primarily assess their labor-market responsiveness using other means, especially periodic curricula reviews, rather than objective data. Review committees generally include administrators and staff, many of whom are adjunct instructors working full-time for local employers. In several colleges, the review committees also include representatives of business groups, such as chambers of commerce, and senior managers from key local employers.

Periodic reviews for each program usually are conducted at least once every five years. However, more frequent attention is given to programs where student (and employer) demand is unusually high or low. Indeed, the primary “market signals” used by colleges to alter resource allocations appear to be shifts in student course selection and the types of training employers are willing to purchase. Thus, these reviews often draw upon enrollment and other standard data, and to a lesser extent draw upon data about former students’ careers.   They rarely draw upon published labor-market statistics or statistics generated from information supplied by employers.

3.0 Measuring the Relationship between College Activities and Labor Market Conditions and Outcomes 

Table 1 describes information that can be used to describe the relationship between college activity and labor market conditions, and thus are commonly referred to as measures of labor market responsiveness.  The ‘notes’ column describes issues that will be encountered when using the data to augment information gathered through highly useful informal and personal interactions (sometimes referred to by college administrators as “on the street” or “ear to the ground” level data).   The ‘notes’ column raises “compatibility” issues associated with attempts to measure labor market responsiveness.  “Time period compatibility” is one of the issues.  For example, it is difficult to capture information about a specific short-term course that was started in response to a specific employer need when course information is captured on a semester or academic year basis but not on a shorter-term basis.  Only one college in the study reported a weekly inventory of workforce responsive classes.  

Table 1.
Observed or Potential Quantitative Information Relating College Activity to Labor Market Conditions or Outcomes

	Data/Information Item
	Definition and Purpose of Use
	Notes

	“Standard” College Statistical Data 

	Proportion of College Activity across College Mission Areas (e.g. academic, career-oriented, continuing education, and adult basic education)
	Student intentions, if available by mission area, provide information on the degree to which a college focuses on different missions.  Having these data available over time would allow observation of change in the mission or focus over time.  

Budget information, if broken down by mission area, would provide a gauge of relative resources devoted to a particular mission.
	Colleges find it difficult to identify student intent (i.e., whether a student is on campus for transfer or vocational purposes).   Student intent is often not asked or reported; however, some systems do classify students in broad categories, some of which include a workforce education and other classification.  

Budget information is only rarely broken down by college mission categories.

	Level of Enrollment in Specific Courses or Fields
	Course level and field of study provide an indication of colleges’ “services” in particular areas/fields.  

Associating demographic information (such as age) with course or field of study data would provide an indication of which populations (such as recent high school graduates, older workers) receive particular services.


	Information about credit courses is systematically captured in data systems.  However, noncredit course information often is not captured, unless the college is required to keep careful records for funding purposes. While student demographic characteristics are available, colleges often report that these data are not linked or associated with enrollment in course or field of study.  

These data have certain “compatibility issues.”  There are “time incompatibility” issues.  Data systems capture enrollment on semester and academic year bases, but employer responsive training often begins and ends on a more frequent basis.  One college reported a weekly inventory set-up to capture specialized course work.

“Counts” are incompatible, not only because FTEs are counted with differing denominators but also because credit activity is measured in credit hours, but noncredit courses--often in the vocational field--are counted using contact hours.  Customized employer training is often counted by contract signed, rather than by number of students.

The 1990 and 2000 Classification of Instructional Programs (CIP) codes are incompatible, creating some possible complications for studying changes over time.  Not all colleges use a CIP classification.

Course-by-course information is available, but, given course overlap across programs, it is sometimes difficult to associate courses with specific fields.   Detailed data review indicates that there are many students who are “undeclared.”  


Continued on p. 58
Table 1.
Observed or Potential Quantitative Information Relating College Activity to Labor Market Conditions or Outcomes (cont’d.)

	Data/Information Item
	Definition and Purpose of Use
	Notes

	Degrees and Certificates by Field of Study
	This information , by field of study can provide an indication of college mission and focus.
	These are the easies data with which to work.  Academic data are sometimes not broken down by a particular field, but colleges can easily provide degrees and certificates awarded in vocational areas.  A few colleges produce data on the more “short-term” endorsements granted by the college.  It is difficult to find data on state licensure reports and industry certifications.

	Curriculum-Related Information

	Curriculum Review
	Periodic program review is a process used by colleges and departments or programs within colleges to assess student or employer demand for courses.    Faculty numbers, especially of adjunct and part-time staff, could be used to complement indicators of the extent to which a college uses local specialists from the employer community to augment its course offerings in key labor market skill areas. 
	While program reviews are a common process, reports from these activities are usually internal and are least likely to have quantitative information available for analysis.

Adjunct and part-time faculty numbers are available, but it is difficult for colleges to report more than a “snapshot” representation for this measure.  The actual number of adjunct faculty--similar to the courses taught by them--can vary greatly over the course of a traditional (semester, academic year) reporting period. 



	Student Employment Outcomes

	Follow Up Surveys of Program Completers and Graduates
	Surveys are a common form of follow-up on former students.  
	Some surveys cover student satisfaction with the college once they have left the college, rather than specific employment-related outcomes.  Other surveys ask specifically about a student’s employment situation.  The survey reports, however, are somewhat limited by low response rates covering only a small subset of graduates and uneven reliability in reporting employment..

	Wage Record Follow Up (employment and Earnings)
	Access to earnings data reported by employers to the state for unemployment insurance purposes can be tapped by the community college authority to determine post-college employment and earning status.  
	Colleges in their particular sample had access to state-developed links between student enrollment and completion data and state wage files.  

Some colleges report problems with the use of wage record data, including lags in wage reporting and lags in getting data from the state to the college and issues with persons employed in other states or jobs not covered by unemployment insurance wage reporting. 

	Employer-Centered Information

	Data on Employer-Specific Training Activity 
	The basic level of this information includes data on the number of employers and the number of individual students involved in employer-specific training.   
	There is no standard way for reporting these data, and, if they are maintained at all by the school, they are often not centralized in one location.  These data can be good indicators of labor market responsive activity.  Though relatively rare, more extensive reporting includes data on number of business-funded training hours provided and business-generated revenue.                                          Continued on p. 59


Table 1.
Observed or Potential Quantitative Information Relating College Activity to Labor Market Conditions or Outcomes (cont’d.)

	Data/Information Item
	Definition and Purpose of Use
	Notes

	Employer Surveys
	These can include general customore satisfaction surveys, as well as surveys related to employer experiences with a hired students.
	Some colleges do “end-user” satsfaction suveys of employers who have contracted with the college for training.  Formal employer surveys linked to  a particular hired student are rare.

	Employer Impact Data
	This would include formal studies that reflect on the effect of college activities on employers in the community. 
	A highly limited amount of quantitative data is available on employer impact.  Anecdotal and informal information is somewhat more common in the area of employer impact.

	Labor Market Information (LMI) and Other Community Information

	Projected Labor Force Needs and Characteristics
	Colleges can use LMI statistics, usually from U.S. Department of Labor sponsored sources, to anticipate employer demand for workers with specific skills. 

“Environmental scans
” can augment strict labor force projection data, with information on key trends in population, income, ethnicity, education demographics, and other information that can relate to student demand for educational services.   
	Some colleges mention interest in using LMI and other similar information for planning purposes; however, use of such information to measure impact of college’s activity, is more rare.

	Economic Impact on Community
	Reports measure impact across a broad range of mainly student (as opposed to employer) outcomes across a myriad of well-being indicators (e.g. health, voting registration, earnings). 
	About one-third of colleges report providing community impact statements,  though there is variety in terms of methodology and data sources used. 


There are other complexities associated with understanding the difference between having data available to measure labor market responsiveness and actually being able to use the data for analytic purposes.  For example, quantitative data on adjunct faculty, which could be used as an indicator of the extent to which a college uses local specialists from the employer community to augment its course offerings in key labor market skill areas, can only be provided on a “snapshot” basis, and does not always reflect numbers of staff who may be delivering short-term courses.  The use of surveys is fairly common across colleges; however, the results available from them epitomize the term “mixed bag.”  The surveys have varying, but usually low, response rates.  Survey content is also varied: surveys can be customer satisfaction oriented and include a few questions related to whether the student gained information that was helpful in finding a job or on the job, or they can be related only to whether the student found employment.  Surveys sometimes capture data on all students, a small subset of students, or an individual student in the case of an employer survey asking about the preparation of a former college student.  

There is no standard for providing one of the most direct measures of labor market responsiveness: the number of employers and individual students involved in what is termed “employer-specific,” “employer or business-funded,” or “customized-training.”  Often these data are not available in one centralized location (i.e., each department within the school maintains its own reports).  Other, more detailed data on this subject could also be captured to directly measure labor market responsiveness, as is the case in Dallas (district-generated data) and a limited number of other sites, which include the number of business-funded training hours and business-funded revenue.

4.0 “Modeling” Labor Market Responsiveness

Westat pursued four paths to learn about the labor-market effectiveness of community college programs and the factors that influence colleges’ effectiveness, obtaining information from:

· Literature reviews;

· Statistical analyses;

· Consultation with experts; and

· Discussions with 30 colleges in 10 diverse labor markets.

4.1 Measures of External Factors

In this section Westat first discusses cross-area differences in a variety of demographic, college, and labor market characteristics, and then discusses differences in industrial mix in greater detail.  As shown in Table 2A and 2B, we were able to assemble substantial information about local economies and local residents from data collected by the Census Bureau and the Bureau of Labor Statistics.  We then linked those data to readily available information about college characteristics from the Integrated Postsecondary Education Data System (IPEDS) maintained by the National Center for Educational Statistics of the Department of Education.  Finally, we were able to use the resulting database to describe variation in the labor-market and demographic characteristics of community college service areas, and characteristics of the colleges in terms of enrollment and funding sources, as well as to assess the association between area and college characteristics and the probability the college is cited as exemplary.

Tables 2A and 2B describe key characteristics of the nation’s 1,190 community colleges (as identified using the 1997-98 IPEDS) grouped in four different ways: by the type of area (large city to rural area as per IPEDS definitions), enrollment (colleges with over 30,000 enrollees to fewer than 500), ratio of local to state funding (from over 55 percent local to less than 10 percent local), and poverty level of local residents (from over 25 percent to less than 7 percent).  There are three groups of key community college-level characteristics listed across the columns of Table 2A: enrollment distribution, average enrollment and number of institutions; college financial characteristics; area enrollment in different types of postsecondary education institutions.  There are also two groups of key local labor market characteristics listed across the columns of Table 2B: demographics and local labor market characteristics.

In brief, Westat’s analysis of Table 2A and 2B suggests that the nature and size of the local economy, the local workforce, and the college itself strongly affect the size and type of career-oriented programs the college is likely to develop.  More specifically, community colleges that have extensive career-oriented programs tend to: 

· Have large enrollments, which were indicators of having:

a. Administrative resources to design, fund, and implement career-oriented programs.

b. Programs that could form the basis of partnerships with businesses and economic development agencies.

· Have large budgets with substantial portions coming from local government sources that literally were a “buy-in” from local civic and business leaders that helped focus the colleges on meeting local education and training needs.

· Be located in the suburbs of major metropolitan areas, with many major high-tech employers nearby because they created many more partnership opportunities:

Importantly, profiles suggest that each college uses its internal strengths, and those of its community, to develop programs that benefit a large group of local, regional, and national businesses, workers, students, ordinary citizens, governments, and even other educators.  Thus, the external factors place distinct limits on how easy it would be to develop market responsive programs but do not preclude a college from developing highly useful and highly innovative programs.  Indeed, it is Westat’s view that when the external constraints are taken into account it is as likely that a large college with strong local financial support from nearby high-tech employers is not reaching its particular potential, as a small college in a rural area surrounded by declining coal mines and textile plants is not reaching its considerably different potential.

Table 2A.  Characteristics of Public U.S. Community Colleges and Their Areas of Operation

	
	
	Enrollment
	College Finances
	Postsecondary Enrollment

	
	
	Distribution
	Number
	
	Distribution of Revenue
	Percent in Institutions that are:

	
	
	Enrollment
	Institutions
	Enrollment
	Institutions
	Revenue per Student
	State
	Local
	Tuition
	Federal
	Other
	Less than 
	For- profit
	Private 

	
	
	
	
	
	
	
	
	
	
	
	
	four-year
	
	four-year

	
	Area Type
	
	
	
	
	
	
	
	
	
	
	
	
	

	1
	Large City
	22.1%
	9.4%
	18,015
	112
	$2,479 
	43.2%
	17.4%
	19.1%
	13.5%
	6.8%
	47.0%
	16.0%
	39.0%

	2
	Large City Fringe
	28.4%
	17.4%
	12,544
	275
	$2,499 
	39.0%
	20.1%
	21.4%
	9.5%
	10.1%
	67.3%
	10.6%
	45.9%

	3
	Mid-size City
	26.6%
	23.2%
	8,830
	207
	$2,802 
	45.4%
	11.3%
	21.8%
	12.0%
	9.6%
	54.7%
	9.5%
	42.6%

	4
	Mid-size City Fringe
	5.0%
	7.4%
	5,155
	88
	$2,539 
	49.9%
	9.3%
	20.1%
	11.8%
	8.8%
	70.0%
	5.2%
	31.5%

	5
	Large Town
	3.0%
	4.7%
	4,959
	56
	$3,615 
	45.9%
	10.3%
	18.0%
	13.8%
	12.0%
	70.3%
	4.8%
	29.2%

	6
	Small Town 
	11.5%
	30.3%
	2,926
	360
	$3,178 
	48.2%
	8.3%
	17.7%
	14.6%
	11.1%
	90.4%
	1.3%
	11.1%

	7
	Rural
	3.3%
	7.5%
	3,337
	89
	$3,457 
	44.5%
	11.2%
	21.4%
	12.2%
	10.8%
	87.1%
	2.8%
	19.1%

	8
	Not Assigned
	
	
	
	3
	
	
	
	
	
	
	
	
	

	
	
	99.9%
	100.0%
	
	1,190
	
	
	
	
	
	
	
	
	

	
	Enrollment
	
	
	
	
	
	
	
	
	
	
	
	
	

	1
	More than 30,000
	21.7%
	4.1%
	40,394
	49
	$1,834 
	39.7%
	20.8%
	19.3%
	11.4%
	8.8%
	60.1%
	12.1%
	39.7%

	2
	15,000-30,000
	25.7%
	9.8%
	20,093
	117
	$2,149 
	37.9%
	22.4%
	18.3%
	10.6%
	10.7%
	62.2%
	9.7%
	45.2%

	3
	6,000-15,000
	31.8%
	24.7%
	9,876
	294
	$2,733 
	42.2%
	15.1%
	21.3%
	11.8%
	9.6%
	64.9%
	7.5%
	40.3%

	4
	3,000-6,000
	13.9%
	24.7%
	4,321
	294
	$3,065 
	45.1%
	10.4%
	20.2%
	13.7%
	10.7%
	76.0%
	5.0%
	27.3%

	5
	1,000-3,000
	6.0%
	23.9%
	1,926
	284
	$3,474 
	51.4%
	6.2%
	18.8%
	13.6%
	10.0%
	78.1%
	3.8%
	21.1%

	6
	500-1,000
	0.6%
	6.7%
	725
	80
	$2,621 
	50.4%
	7.8%
	22.9%
	11.4%
	7.5%
	70.6%
	10.9%
	15.1%

	7
	Less than 500
	0.2%
	6.1%
	313
	72
	$2,914 
	50.8%
	10.3%
	17.9%
	9.8%
	11.1%
	74.4%
	9.7%
	18.4%

	
	
	100.0%
	100.0%
	
	1,190
	
	
	
	
	
	
	
	
	

	
	Percent of Local Funding vs. State Funding*
	
	
	
	
	
	
	
	
	
	

	1
	More than 55%
	15.8%
	9.2%
	13,134
	110
	$2,700 
	20.1%
	42.6%
	17.2%
	8.8%
	11.3%
	73.3%
	6.3%
	36.0%

	2
	40-55%
	16.7%
	9.8%
	13,058
	117
	$3,245 
	32.2%
	29.0%
	17.6%
	11.9%
	9.3%
	67.5%
	7.2%
	40.1%

	3
	25-40%
	17.3%
	12.0%
	11,030
	143
	$3,179 
	39.6%
	19.4%
	18.7%
	12.1%
	10.1%
	68.6%
	8.3%
	33.1%

	4
	10-25%
	10.9%
	15.1%
	5,505
	180
	$4,063 
	52.0%
	9.8%
	16.0%
	12.7%
	9.5%
	76.2%
	5.4%
	24.6%

	5
	Less than 10%
	30.6%
	36.5%
	6,443
	434
	$3,662 
	52.2%
	0.7%
	23.4%
	13.7%
	10.0%
	70.7%
	6.0%
	29.4%

	6
	No Financial Data
	8.7%
	17.3%
	3,856
	206
	
	
	
	
	
	
	71.2%
	8.5%
	24.8%

	
	
	100.0%
	100.0%
	
	1,190
	
	
	
	
	
	
	
	
	

	
	 Poverty 
	
	
	
	
	
	
	
	
	
	
	
	
	

	1
	 Less than 7% 
	12.7%
	9.4%
	10,386
	112
	$2,601 
	34.4%
	19.8%
	27.2%
	8.7%
	10.0%
	73.5%
	7.7%
	54.6%

	2
	 7-12% 
	39.1%
	35.7%
	8,397
	425
	$3,012 
	42.9%
	12.6%
	23.1%
	10.8%
	10.5%
	68.1%
	7.6%
	36.4%

	3
	 12-15% 
	26.5%
	23.9%
	8,500
	285
	$2,811 
	44.3%
	14.4%
	18.2%
	12.9%
	10.3%
	68.7%
	7.2%
	28.7%

	4
	 15-20% 
	16.3%
	20.2%
	6,210
	240
	$2,903 
	48.8%
	11.2%
	15.8%
	14.9%
	9.3%
	73.9%
	5.5%
	18.6%

	5
	 20-25% 
	3.9%
	7.2%
	4,189
	86
	$3,035 
	51.0%
	9.4%
	13.5%
	16.6%
	9.4%
	79.6%
	4.2%
	7.3%

	6
	 More than 25% 
	1.4%
	3.5%
	3,014
	42
	$2,890 
	51.6%
	8.7%
	14.7%
	17.7%
	7.4%
	83.2%
	5.7%
	18.7%

	
	
	100.0%
	100.0%
	
	1,190
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Average
	
	
	7,673
	
	$2,901 
	44.4%
	13.1%
	20.0%
	12.5%
	10.0%
	71.3%
	6.8%
	30.0%

	
	Standard-Deviation
	
	
	9,272
	
	$2,858 
	15.5%
	14.9%
	10.9%
	6.6%
	52.1%
	30.2%
	10.9%
	39.2%

	
	* Percent of Local Funding vs. State Funding = Local Funding divided by Local + State Funding.
	
	
	
	
	
	
	


Table 2B.  Demographic and Local Labor Market Characteristics of Public U.S. Community Colleges and Their Areas of Operation

	
	
	Demographics
	Local Labor Market Characteristics

	
	
	
	
	Percent with
	Average
	
	
	
	

	
	
	
	Percent in
	College
	Hourly
	High
	
	Agriculture,
	Trade,

	
	
	Percent Non- white
	poverty
	Degree
	Wage
	Technology
	Manufacturing
	Mining
	Services

	
	Area Type
	
	
	
	
	
	
	
	

	1
	Large City
	47.6%
	14.2%
	30.4%
	$16.52 
	3.1%
	14.7%
	1.8%
	65.6%

	2
	Large City Fringe
	32.7%
	9.5%
	29.9%
	$16.56 
	3.1%
	18.8%
	2.3%
	64.4%

	3
	Mid-size City
	27.4%
	12.6%
	24.6%
	$13.96 
	2.9%
	20.0%
	3.3%
	63.9%

	4
	Mid-size City Fringe
	20.8%
	12.7%
	20.8%
	$13.36 
	2.6%
	22.4%
	4.2%
	61.8%

	5
	Large Town
	20.8%
	13.5%
	20.5%
	$12.97 
	2.4%
	23.9%
	3.8%
	61.5%

	6
	Small Town 
	21.9%
	15.5%
	16.9%
	$12.69 
	1.9%
	26.2%
	4.4%
	58.7%

	7
	Rural
	21.1%
	14.3%
	18.0%
	$13.20 
	1.8%
	29.5%
	4.1%
	55.1%

	
	
	
	
	
	
	
	
	
	

	
	Enrollment
	
	
	
	
	
	
	
	

	1
	More than 30,000
	41.6%
	11.8%
	30.2%
	$16.32 
	3.2%
	16.2%
	1.9%
	66.1%

	2
	15,000-30,000
	39.7%
	12.1%
	29.8%
	$16.16 
	3.2%
	16.8%
	3.3%
	65.3%

	3
	6,000-15,000
	30.6%
	11.9%
	26.3%
	$15.13 
	2.8%
	19.1%
	3.7%
	63.3%

	4
	3,000-6,000
	22.6%
	12.7%
	21.1%
	$13.70 
	2.4%
	23.6%
	3.5%
	60.9%

	5
	1,000-3,000
	23.6%
	14.4%
	19.1%
	$12.92 
	2.1%
	26.8%
	3.5%
	58.9%

	6
	500-1,000
	20.6%
	15.6%
	19.2%
	$12.96 
	2.2%
	22.8%
	3.1%
	62.8%

	7
	Less than 500
	24.6%
	17.4%
	17.0%
	$12.87 
	2.0%
	23.8%
	4.5%
	58.7%

	
	
	
	
	
	
	
	
	
	

	
	Percent of Local Funding vs. State Funding*
	
	
	
	
	
	

	1
	More than 55%
	
	
	
	
	
	
	
	

	2
	40-55%
	27.8%
	10.1%
	26.9%
	$15.11 
	2.9%
	19.8%
	4.5%
	61.9%

	3
	25-40%
	34.6%
	12.0%
	25.8%
	$16.10 
	2.8%
	18.4%
	4.5%
	63.6%

	4
	10-25%
	30.3%
	13.7%
	23.2%
	$14.83 
	2.7%
	20.2%
	4.2%
	62.8%

	5
	Less than 10%
	31.1%
	15.1%
	20.9%
	$13.36 
	2.1%
	24.8%
	3.4%
	60.2%

	6
	No Financial Data
	24.3%
	13.1%
	22.2%
	$13.60 
	2.5%
	24.2%
	2.9%
	60.7%

	
	
	23.5%
	14.2%
	21.3%
	$13.72 
	2.4%
	20.8%
	3.3%
	62.9%

	
	 Poverty 
	
	
	
	
	
	
	
	

	1
	 Less than 7% 
	16.2%
	5.4%
	32.0%
	$16.37 
	3.1%
	21.3%
	1.8%
	63.3%

	2
	 7-12% 
	20.0%
	9.7%
	24.2%
	$14.48 
	2.8%
	22.1%
	2.4%
	62.8%

	3
	 12-15% 
	25.7%
	13.3%
	22.1%
	$13.94 
	2.5%
	22.6%
	3.2%
	61.7%

	4
	 15-20% 
	36.4%
	17.1%
	19.6%
	$13.34 
	2.1%
	22.8%
	4.5%
	60.5%

	5
	 20-25% 
	44.2%
	22.2%
	17.2%
	$12.75 
	1.8%
	23.5%
	7.7%
	57.5%

	6
	 More than 25% 
	53.7%
	29.4%
	16.7%
	$12.90 
	2.1%
	18.7%
	6.5%
	60.0%

	
	
	
	
	
	
	
	
	
	

	
	Average
	27.3%
	13.3%
	22.7%
	$14.12 
	2.5%
	22.2%
	3.5%
	61.7%

	
	Standard-Deviation
	20.0%
	5.5%
	8.6%
	$2.47 
	0.3%
	12.8%
	5.5%
	11.2%

	
	* Percent of Local Funding vs. State Funding = Local Funding divided by Local + State Funding.
	
	
	
	


A second important, clear-cut conclusion from Westat’s analysis is that colleges find themselves in different external environments.  Thus, we made a particular effort in selecting labor markets to span as full a range of conditions as possible.  Also, our selection of colleges within each labor market was designed to focus on colleges in quite different areas as the above discussion of the three Chicago colleges illustrates.  Tables 3A and 3B replicate the information in Tables 2A and 2B, for each of the 30 colleges in their sample (rather than for groupings of all 1,190 community colleges in the IPEDS database).  The substantial range of conditions observed shows up clearly in the summary statistics presented at the bottom of the tables.  Importantly, the average college in the 30 college sample is far larger and much more likely to be in a large city than the average college in the universe of 1,190 community colleges.  This difference reflects the fact that Westat’s sample was selected to cover colleges of different types, rather than a random sample of all colleges.  Indeed, more than 25 percent of all enrollment is in the 10 percent of the community colleges with the greatest individual enrollment, while about 25 percent of all enrollment is in the 60 percent of colleges with the smallest enrollment; and large colleges tend to be in areas with high populations and vice versa.

Table 3A. Characteristics of the 30 Colleges 


[image: image1.emf]Area Institution Name Enrollment Area Type

Revenue

per  Less than For- Private

Student State Local Tuition Federal Other 4-Year Profit 4-Year

1Anne Arundel Community College 17,287            Large City Fringe 2,542         22.5% 26.2% 29.4% 6.5% 13.5% 69.1% 4.20% 3.00%

1Montgomery College of Rockville 31,795            Large City Fringe 44.3% 7.50% 34.80%

1Northern Virginia Community College 60,005            Large City Fringe 1,540         46.3% 0.2% 41.2% 7.3% 3.5% 58.1% 4.00% 0.10%

2Bellevue Community College 16,009            Mid-size City 2,646         38.4% 2.5% 30.3% 6.3% 20.9% 50.5% 4.50% 15.30%

2Shoreline Community College 11,021            Large City 2,962         51.2% 2.3% 26.4% 4.5% 14.4% 50.5% 4.50% 15.30%

2Green River Community College 10,839            Large City Fringe 3,218         49.5% 2.2% 26.2% 7.0% 13.6% 50.5% 4.50% 15.30%

3Moraine Valley Community College 22,096            Large City Fringe 2,349         21.1% 26.9% 24.8% 5.0% 18.5% 44.3% 7.50% 34.80%

3Oakton Community College 26,148            Large City Fringe 2,200         12.8% 45.5% 14.2% 3.8% 14.9% 44.3% 7.50% 34.80%

3Malcolm X (City of Chicago) 29,642            Large City 1,352         32.4% 32.5% 16.7% 14.7% 0.0% 80.5% 6.50% 10.10%

4Central Piedmont Community College 53,127            Large City 1,055         52.1% 13.1% 12.2% 10.7% 0.2% 41.4% 2.90% 12.90%

4York Technical College 5,226              Mid-size City 3,459         40.8% 10.5% 20.9% 14.5% 11.0% 38.9% 1.40% 0.00%

4Gaston College 6,532              Large City Fringe 2,961         59.3% 10.9% 9.3% 4.9% 11.7% 81.8% 0.00% 18.20%

5San Diego Mesa College 35,029            Large City 1,434         41.6% 35.5% 4.5% 9.4% 9.0% 54.8% 6.90% 13.60%

5San Diego Miramar College 17,168            Large City 987            43.1% 35.8% 4.5% 8.3% 8.3% 54.8% 6.90% 13.60%

5San Diego City College 21,377            Large City 1,679         36.1% 30.8% 3.9% 19.2% 10.0% 54.8% 6.90% 13.60%

5Palomar College 32,815            Large City Fringe 1,974         35.4% 37.7% 9.3% 5.4% 9.4% 54.8% 6.90% 13.60%

6Valencia Community College 36,486            Mid-size City 2,138         46.3% 0.0% 25.6% 14.4% 11.7% 46.7% 6.90% 7.80%

6Seminole Community College 17,284            Mid-size City Fringe 2,102         60.3% 0.0% 19.7% 11.5% 5.7% 96.1% 3.90% 0.00%

6Indian River Community College 27,783            Mid-size City Fringe 1,627         55.6% 0.1% 17.0% 14.3% 10.0% 99.1% 0.90% 0.00%

7Springfield Technical Community College 8,421              Mid-size City 4,567         55.1% 0.0% 27.1% 9.5% 6.0% 38.6% 3.10% 42.50%

7Holyoke Community College 7,475              Mid-size City 3,756         51.3% 0.4% 27.7% 10.9% 8.6% 38.6% 3.10% 42.50%

7Asnuntuck Community-Technical College 3,004              Mid-size City Fringe 2,515         71.5% 0.0% 22.5% 4.8% 0.0% 32.4% 10.30% 28.10%

8Richland College 21,463            Large City 1,586         52.0% 8.0% 25.0% 13.6% 0.9% 53.4% 11.30% 23.70%

8Mountain View College 9,681              Large City 1,754         49.2% 19.4% 19.2% 10.3% 1.1% 53.4% 11.30% 23.70%

8North Lake College 10,848            Mid-size City 1,731         48.4% 19.5% 23.9% 5.3% 1.6% 53.4% 11.30% 23.70%

9Kirkwood Community College 14,657            Mid-size City 3,520         35.0% 7.9% 31.4% 12.4% 10.6% 71.6% 3.10% 25.30%

9Eastern Iowa Community College District 9,154              Mid-size City 4,252         30.0% 5.9% 23.5% 17.5% 9.4% 48.5% 7.20% 44.20%

9Black Hawk College 8,450              Mid-size City 4,456         38.5% 15.2% 22.7% 11.0% 9.0% 71.7% 1.40% 26.90%

10Mountain Empire Community College 3,926              Small Town 3,216         42.3% 0.4% 20.8% 28.3% 7.8% 66.5% 0.00% 0.00%

10South Piedmont 4,935              Small Town 3,138         64.1% 6.9% 7.1% 9.6% 8.1% 70.7% 0.00% 29.30%

10Walla Walla Community College 8,030              Large Town 3,138         60.5% 2.5% 11.5% 9.3% 10.7% 58.6% 0.00% 41.40%

Mean 18,958            2,528         44.8% 13.3% 19.9% 10.3% 8.7% 57.2% 5.00% 19.60%

Standard-Deviation 14,078            997            13.2% 14.1% 9.1% 5.3% 5.4% 16.4% 3.40% 13.90%

College Finances Postsecondary Enrollment

Distribution of Revenue Percent in Institutions that are:


Table 3B.  Demographic and Labor Market Characteristics of the 30 Colleges


[image: image2.emf]Area Institution Name Enrollment Area Type Demographics Local Labor Market Characteristics

Population Percent Percent in Percent with Average High Manu- Agriculture, Trade,

Non- Poverty college Hourly Technologyfacturing Mining Services

white degree Wage    

1Anne Arundel Community College 17,287            Large City Fringe 489,656             20.2% 5.0% 32.5% $16.67 2.4% 11.1% 1.9% 71.3%

1Montgomery College of Rockville 31,795            Large City Fringe 873,341             40.5% 5.4% 55.0% $18.67 3.6% 6.1% 2.1% 78.1%

1Northern Virginia Community College 60,005            Large City Fringe 969,749             35.6% 4.5% 56.2% $20.33 4.2% 3.4% 1.2% 79.1%

2Bellevue Community College 16,009            Mid-size City 1,737,034          26.6% 8.2% 40.8% $17.67 2.7% 16.4% 1.2% 65.0%

2Shoreline Community College 11,021            Large City 1,737,034          26.6% 8.2% 40.8% $17.67 2.7% 16.4% 1.2% 65.0%

2Green River Community College 10,839            Large City Fringe 1,737,034          26.6% 8.2% 40.8% $17.67 2.7% 16.4% 1.2% 65.0%

3Moraine Valley Community College 22,096            Large City Fringe 5,376,741          52.4% 13.3% 31.2% $20.00 3.4% 18.5% 0.8% 61.5%

3Oakton Community College 26,148            Large City Fringe 5,376,741          52.4% 13.3% 31.2% $20.00 3.4% 18.5% 0.8% 61.5%

3Malcolm X (City of Chicago) 29,642            Large City 5,376,741          52.4% 13.3% 31.2% $20.00 3.4% 18.5% 0.8% 61.5%

4Central Piedmont Community College 53,127            Large City 695,454             38.9% 9.0% 39.7% $17.67 2.3% 12.9% 1.3% 59.3%

4York Technical College 5,226              Mid-size City 164,614             23.6% 9.8% 24.4% $15.33 2.8% 26.7% 1.5% 61.8%

4Gaston College 6,532              Large City Fringe 190,365             18.6% 10.7% 17.8% $13.00 3.1% 42.6% 1.2% 49.0%

5San Diego Mesa College 35,029            Large City 2,813,833          45.0% 12.0% 31.4% $16.00 3.4% 14.8% 2.8% 68.9%

5San Diego Miramar College 17,168            Large City 2,813,833          45.0% 12.0% 31.4% $16.00 3.4% 14.8% 2.8% 68.9%

5San Diego City College 21,377            Large City 2,813,833          45.0% 12.0% 31.4% $16.00 3.4% 14.8% 2.8% 68.9%

5Palomar College 32,815            Large City Fringe 2,813,833          45.0% 12.0% 31.4% $16.00 3.4% 14.8% 2.8% 68.9%

6Valencia Community College 36,486            Mid-size City 896,344             42.5% 11.9% 28.3% $15.67 2.3% 7.6% 2.1% 76.5%

6Seminole Community College 17,284            Mid-size City Fringe 365,196             24.8% 7.3% 32.0% $15.67 2.7% 11.0% 1.9% 74.2%

6Indian River Community College 27,783            Mid-size City Fringe 192,695             25.9% 13.2% 16.5% $13.33 2.1% 7.9% 14.5% 64.2%

7Springfield Technical Community College 8,421              Mid-size City 456,228             25.6% 14.3% 22.6% $15.33 3.3% 21.3% 0.9% 64.0%

7Holyoke Community College 7,475              Mid-size City 456,228             25.6% 14.3% 22.6% $15.33 3.3% 21.3% 0.9% 64.0%

7Asnuntuck Community-Technical College 3,004              Mid-size City Fringe 857,183             27.0% 9.0% 32.1% $19.00 4.1% 19.0% 1.3% 56.6%

8Richland College 21,463            Large City 2,218,899          55.7% 13.2% 31.1% $18.67 3.5% 15.7% 1.5% 60.7%

8Mountain View College 9,681              Large City 2,218,899          55.7% 13.2% 31.1% $18.67 3.5% 15.7% 1.5% 60.7%

8North Lake College 10,848            Mid-size City 2,218,899          55.7% 13.2% 31.1% $18.67 3.5% 15.7% 1.5% 60.7%

9Kirkwood Community College 14,657            Mid-size City 191,701             6.9% 6.3% 28.7% $14.33 2.1% 23.2% 0.8% 56.3%

9Eastern Iowa Community College District 9,154              Mid-size City 158,668             13.4% 10.3% 26.2% $14.33 3.0% 20.6% 0.0% 67.2%

9Black Hawk College 8,450              Mid-size City 149,374             18.5% 10.4% 18.4% $14.67 3.2% 25.4% 0.9% 59.3%

10Mountain Empire Community College 3,926              Small Town 40,123               3.6% 19.5% 15.1% $12.00 1.7% 5.9% 24.8% 56.9%

10South Piedmont 4,935              Small Town 83,375               26.8% 12.3% 14.3% $12.70 1.5% 46.3% 2.6% 46.0%

10Walla Walla Community College 8,030              Large Town 55,180               21.2% 13.7% 25.6% $12.67 2.1% 24.6% 16.3% 54.5%

Mean 18,958            1,501,253          33.0% 10.9% 30.4% $16.44 3.0% 17.7% 3.2% 63.7%

Standard-Deviation 14,078            1,602,761          14.8% 3.3% 9.8% $2.40 0.7% 9.2% 5.4% 7.7%


4.2 Industrial Mix

Table 4 describes the industrial mix of the nine major labor market areas included in this study based on Bureau of Labor Statistics data.  The first three columns describe for all nine areas: total employment in 2002, the distribution of employment, and the average earnings (in $1,000s), respectively.  The top two lines describe the distribution of employment across the areas and the employment of each area (in 1,000s), respectively.  The purpose of this table is to assess differences in employer demand for different types of community college training across the areas.  Thus, Westat aggregated the industries into groups that best depict key variation in the employment distributions.  Overall, the most notable difference is that only 11.4 percent of employment in the Washington, D.C., metro area was employed in the goods-producing sector.  The proportion in the goods-producing sector was also quite low in Orlando but at or above 20 percent in all other areas.  Within the goods-producing sector, construction employment was especially high, around 7.4 percent, in Washington, D.C., and Orlando along with Charlotte and San Diego.  High levels of construction employment are important measures of overall economic growth.

Elsewhere within the goods-producing sector the proportion of employment in textile manufacturing is greatly above average in Charlotte (2.5 percent compared to an average below 0.4 percent).  The proportion of employment in the computer and electronics sector also is substantially above average in San Diego and Dallas (about 2.7 percent compared to an average of about 1.7 percent).  Finally, the proportion of employment in the metal producing, machinery, and transportation equipment sector in the Quad Cities and Seattle (8.6 percent and 7.7 percent, respectively, compared to an average of only 3.7 percent nationally).  In the service-producing sector, Washington, D.C., again stands out as having 17.4 percent of employment in the professional and technical sector.  This is about twice the proportion of employment in this sector as in any other areas.  Washington, D.C., and San Diego both have high proportions (17.6 percent) of employment in the restaurant, accommodations, and entertainment sector, but the proportion is even higher in Orlando (24.8 percent).  These results reflect the importance of tourism in all three areas, and the considerable amount of business travel to the nation’s capitol.

Overall, only about 4.9 percent of employment is in the information service sector that includes all sorts of media and communications including cable TV and Internet providers.  However, Seattle, Washington, D.C., and Dallas have well-above average concentrations in this important high-tech sector.  Healthcare employment averages around 10 percent.  It is unusually low in Charlotte, 7.6 percent and exceptionally high in Springfield, 18.2 percent.  These differences probably reflect differences in the proportion of elderly individuals in the two areas, as many young people have been drawn to fast-growing Charlotte in recent years, and many young people left declining Springfield.

Table 4.
Employment Distributions for the Nine Major Labor Markets 2002

	
	
	All Areas Together

Employment
	Employment

Distribution
	Average

Earnings

($1,000s)
	San Diego
	Seattle
	Dallas
	Charlotte
	Chicago
	Orlando
	Wash.

D.C.
	Quad-

Cities
	Springfield-Holyoke

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Employment Distribution
	
	100.0%
	
	8.5%
	10.9%
	19.3%
	5.5%
	29.1%
	6.3%
	17.3%
	1.2%
	1.9%

	 
	Employment (1,000s) 
	
	12,031
	
	1,021
	1,309
	2,323
	658
	3,502
	762
	2,082
	142
	234

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	A
	Total, All Industries
	12,031,313
	100.0%
	$41.6
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	B
	Goods-Producing
	2,221,609
	17.9%
	$46.6
	19.7%
	21.0%
	20.4%
	22.8%
	19.9%
	14.0%
	11.4%
	22.2%
	20.4%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	1
	Agriculture and Mining
	95,889
	0.9%
	$59.8
	1.7%
	0.7%
	1.1%
	0.5%
	0.6%
	1.3%
	0.4%
	0.3%
	0.9%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Construction
	779,028
	6.9%
	$40.7
	7.4%
	6.5%
	6.3%
	7.6%
	5.4%
	7.2%
	7.7%
	5.6%
	4.3%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Manufacturing
	1,375,923
	10.2%
	$50.4
	11.1%
	13.9%
	13.4%
	14.9%
	14.4%
	5.8%
	3.1%
	16.3%
	15.6%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3.1
	   Textiles
	45,519
	0.4%
	$28.8
	0.5%
	0.3%
	0.3%
	2.5%
	0.3%
	0.1%
	0.1%
	0.1%
	0.1%

	3.2
	   Metal and Machinery
	507,955
	3.7%
	$53.7
	3.6%
	7.7%
	4.5%
	4.2%
	5.4%
	2.1%
	0.4%
	8.6%
	5.4%

	3.3
	   Computers/Electronics 
	185,432
	1.7%
	$70.4
	2.8%
	1.4%
	2.7%
	0.9%
	1.2%
	1.0%
	0.9%
	0.2%
	0.5%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	C
	Service-Providing
	9,809,708
	82.1%
	$40.5
	80.3%
	79.0%
	79.6%
	77.2%
	80.1%
	86.0%
	88.6%
	77.8%
	79.6%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	4
	Trade and Transportation
	2,670,839
	22.0%
	$35.9
	19.8%
	22.8%
	25.9%
	24.1%
	22.8%
	21.9%
	17.4%
	20.8%
	22.0%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	5
	Information
	494,732
	4.6%
	$75.5
	3.7%
	5.8%
	4.7%
	3.7%
	2.9%
	3.1%
	5.5%
	2.0%
	2.5%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	6
	Professional/Technical
	1,080,035
	9.3%
	$66.4
	9.8%
	7.0%
	6.5%
	5.0%
	8.1%
	6.4%
	17.4%
	1.4%
	3.1%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	7
	Finance, Education, and Professional services
	2,315,964
	18.7%
	$45.5
	18.8%
	16.6%
	18.9%
	22.3%
	20.6%
	19.4%
	18.7%
	16.5%
	17.1%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	8
	Healthcare, Social Services
	1,253,250
	10.1%
	$37.4
	10.0%
	10.9%
	9.1%
	7.6%
	11.3%
	10.1%
	10.4%
	12.2%
	18.2%

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	9
	Restaurants, Entertainment
	1,888,377
	16.5%
	$21.4
	17.6%
	15.9%
	13.8%
	13.2%
	13.6%
	24.8%
	17.6%
	15.9%
	16.1%


Source: Bureau of Labor Statistics, Quarterly Census of Employment and Wages, 2002.

Finally, Table 4 indicates that, as expected, Charlotte has a considerably higher than average proportion of employment in the financial, education, and related services sector (22.3 percent compared to less than 18.8 percent in other areas), and Dallas has a higher than average proportion of employment in the transportation and trade sector (25.9 percent compared to less than 22.0 percent in other areas).

Overall, the results are highly consistent with the reputations of these different areas, what Westat learned about the major employers during their interviews, and perhaps most importantly, what college officials told us were the major areas in which they are developing programs and partnering with local employers.  However, the broad similarities across the areas might be surprising, along with the relatively small percentage-point deviations from average in the sectors expected to have especially high proportions of employment.  These relatively small differences point to a key fact that relatively small increases (or declines) in employment in certain key industries such as aerospace, information technology, and financial services can make enormous differences in the broad range of service industries and construction.  Thus, even though community college contributions to the overall skills of the workforce might seem small, they can be a crucial determinant of overall growth or decline in each area.

5.0 Use of Enrollment Data Linked to Wage-Record Files

As noted in the introduction, at the outset of this project Westat felt that increases in earnings induced by program participation would be the best measure of market responsiveness of a community college program.  This view was based on the economic principle that the greater the earnings of a former student (over what they would be in the absence of college attendance) the greater is the value of the training to the employer paying the student’s salary.  Thus, they used measures of earnings gains by field-of-study derived from earlier studies as indicators of the market responsiveness of the nine colleges that provided the needed field-of-study data.

In this section Westat uses a new data set that was provided by one state, Florida, to examine the earnings of program completers and graduates by field-of-study for all Florida community colleges, and then examine differences in the distribution of enrollments and completions in the three Florida colleges in the sample: Indian River, Seminole, and Valencia.

5.1 Earnings by Field of Study

Table 5 displays the number of enrollees and the number of program completers and graduates for Florida community colleges in academic year 1997-98, plus the earnings of the completer or graduate in the first quarter of each year spanning the period starting four years prior to completion and ending four years after completion (since most completers and graduates left in calendar year 1998 we designated 1998 as year 0).  We were able to track earnings in six fields: Technology and Engineering, Building Trades and Manufacturing, Public Services, Liberal Arts, Nnvocational or Leisure, and Miscellaneous fields.  

The six fields in Table 5 are listed in order of average earnings in the first quarter of 2000 through 2002.  Completers and graduates in technology and engineering fields had the highest earnings, about $4,300 per quarter, which was 45.4 percent higher than completers and graduates in leisure-related fields.  Earnings were only about 5 percent lower among completers and graduates in building trades and manufacturing fields and in public service fields (such as law enforcement and education).  

Overall, these results suggest that wage record data provides a useful indicator of the value of program completion.  Of particular importance, there were only small differences in the earnings of completers and graduates in different fields prior to leaving the community colleges.  This suggests that there were not substantial differences in factors likely to affect earnings in the absence of completing programs in different fields.  However, these results are far from definitive because we did not adjust post-program earnings for factors such as age and work-experience, nor did we take into account the possibility that community college completers and graduates entered four-year colleges.

Table 5.
Earnings of Program Graduates Leaving Florida Community Colleges in 1998

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	Percent

	
	
	Mean
	Number
	Number
	Earnings in dollars in the first quarter of:
	Difference

	
	
	or
	Enrolled
	Leaving
	1994
	1995
	1996
	1997
	1998
	1999
	2000
	2001
	2002
	in Earnings

	
	
	Standard
	
	
	
	
	
	
	
	Relative to

	
	
	Deviation
	
	
	Years relative to departure from college in 1998:
	
	Nonvocational

	
	
	
	
	
	-4
	-3
	-2
	-1
	0
	1
	2
	3
	4
	

	1 
	Technology/Engineering
	Mean
	11,427
	126
	$869
	$794
	$872
	$1,020
	$1,606
	$2,401
	$3,805
	$4,114
	$4,765
	45.4%

	
	
	Std. Dev.
	445
	5
	683
	447
	555
	2,213
	800
	890
	1,753
	1,925
	1,874
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Building Trades/Manufacturing
	Mean
	7,365
	229
	998
	1,013
	903
	1,257
	1,642
	2,916
	3,739
	3,751
	4,742
	40.2%

	
	
	Std. Dev.
	574
	17
	984
	670
	580
	571
	704
	1,219
	1,060
	1,466
	1,706
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Public Services
	Mean
	18,443
	188
	1,057
	1,257
	1,026
	1,539
	1,966
	2,637
	3,143
	4,264
	4,749
	39.3%

	
	
	Std. Dev.
	599
	9
	929
	1,174
	553
	624
	876
	1,154
	1,431
	1,559
	1,790
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	4
	Miscellaneous
	Mean
	128,666
	3,933
	1,496
	978
	849
	1,098
	1,437
	2,060
	2,887
	3,437
	3,877
	16.9%

	
	
	Std. Dev.
	5,133
	240
	1,583
	893
	397
	272
	402
	515
	788
	979
	1,144
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	5
	Liberal Arts
	Mean
	233,827
	5,662
	1,414
	1,010
	960
	1,113
	1,498
	2,009
	2,588
	3,179
	3,691
	8.4%

	
	
	Std. Dev.
	8,616
	175
	1,430
	813
	611
	358
	382
	505
	528
	671
	667
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	6
	Non-vocational/Leisure
	Mean
	1,934
	79
	2,163
	785
	998
	1,023
	1,279
	1,845
	2,178
	3,588
	2,958
	0.0%
	 

	
	
	Std. Dev.
	103
	6
	632
	817
	647
	638
	720
	814
	1,239
	1,838
	1,143
	
	


5.2 Distribution of Enrollment and Completion

Table 6 shows the distribution of enrollment and completion, as well as the percent of enrollees completing the six fields-of-study shown in Table 5, plus enrollees in agriculture programs that had too small a sample to obtain meaningful wage-record data results.  The pattern of enrollment (and completion) shown in Table 6 differs substantially across the three colleges in the sample.  Almost half of the enrollees at Indian River were in miscellaneous fields, a rate which was about twice that at Seminole and Indian River.  There also were large differences in the proportion of enrollees in associates in arts programs.  These proportions were 35.5 percent, 47.3 percent, and 70.8 percent in Indian River, Seminole, and Valencia, respectively.

Perhaps most importantly, Seminole had by far the highest proportion of enrollees in the three fields that appeared to generate the greatest earnings gains—Building Trades and Manufacturing, Public Service, and Technology and Engineering.  About 22.9 percent of Seminole enrollees were in these three fields compared to 15.4 percent of Indian River enrollees, and 7.9 percent of Valencia enrollees.  Thus, objective evidence suggests that there were substantial differences in the focus of these three colleges.  Valencia appeared to be most heavily focused on transfer programs, and possibly, career-oriented humanities programs.  Seminole had by far the strongest focus on programs that were likely to directly lead to high-paying jobs in technical and public service occupations.  Indian River had a more mixed program with substantial fractions in both arts and technical programs, as well as a particularly heavy concentration of enrollees in the miscellaneous category, which may include programs designed to enhance general education and skills of use in trade and other service sector jobs.

Moreover, it appears that these quite different focuses are highly consistent with what Westat learned about the differences in the industrial mix in the areas.  One would expect that Seminole would have the most technically oriented programs as it has several aerospace, communications, and other high-tech firms nearby.  Similarly, Valencia would be expected to serve students in the wealthier areas of Orlando interested in transferring to four-year colleges, and also interested in getting jobs in the media production departments at Disney and Universal studies, as well as in hospitality-related occupations.  Indian River, which is a fairly rural area on the fringe of the Miami-Fort Lauderdale metro area, would be expected to have fewer enrollees interested in going on for four-year degrees than Valencia, and fewer enrollees interested in technical training than Seminole, which is far better endowed with high-tech firms.

Table 6.
Enrollment and Completion in Degree and Certificate Programs in Selected Florida Community Colleges, 1997-98*

	
	
	Enrollment
	Enrollment
	Completed
	Completion
	Completion

	
	
	
	Distribution
	
	Distribution
	Rate

	
	
	
	
	
	
	

	A.  Indian River
	
	
	
	
	

	1
	Associate of Arts
	4,627
	35.5%
	45
	5.0%
	1.0%

	2
	Building Trades/Manufacturing
	357
	2.7%
	9
	1.0%
	2.5%

	3
	Public Services
	1,223
	9.4%
	4
	0.4%
	0.3%

	4
	Agriculture
	148
	1.1%
	1
	0.1%
	0.7%

	5
	Technology/Engineering
	424
	3.3%
	8
	0.9%
	1.9%

	6
	Nonvocational/Leisure
	217
	1.7%
	6
	0.7%
	2.8%

	7
	Other Field-of-Study
	6,180
	47.4%
	825
	92.0%
	13.3%

	8
	All
	13,028
	100.0%
	897
	100.0%
	6.9%

	
	
	
	
	
	
	

	B.  Seminole
	
	
	
	
	

	1
	Associates in Art
	5,608
	47.3%
	106
	55.5%
	1.9%

	2
	Building Trades/Manufacturing
	603
	5.1%
	19
	9.9%
	3.2%

	3
	Public Services
	998
	8.4%
	13
	6.8%
	1.3%

	4
	Agriculture
	218
	1.8%
	1
	0.5%
	0.5%

	5
	Technology/Engineering
	1,116
	9.4%
	8
	4.2%
	0.7%

	6
	Nonvocational/Leisure
	22
	0.2%
	1
	0.5%
	4.5%

	7
	Other Field-of-Study
	3,499
	29.5%
	44
	23.0%
	1.3%

	8
	All
	11,846
	100.0%
	191
	100.0%
	1.6%

	
	
	
	
	
	
	

	C. Valencia
	
	
	
	
	

	1
	Associates in Art
	23,795
	70.8%
	480
	75.4%
	2.0%

	2
	Building Trades/Manufacturing
	22
	0.1%
	-
	0.0%
	0.0%

	3
	Public Services
	1,251
	3.7%
	13
	2.0%
	1.0%

	4
	Agriculture
	135
	0.4%
	1
	0.2%
	0.7%

	5
	Technology/Engineering
	1,362
	4.1%
	22
	3.5%
	1.6%

	6
	Nonvocational/Leisure
	
	
	
	
	

	7
	Other Field-of-Study
	7,166
	21.3%
	122
	19.2%
	1.7%

	8
	All
	33,596
	100.0%
	637
	100.0%
	1.9%

	
	
	
	
	
	
	

	D.  All Florida Community Colleges
	
	
	
	

	1
	Associates in Art
	233,827
	58.2%
	5,662
	55.4%
	2.4%

	2
	Building Trades/Manufacturing
	7,365
	1.8%
	229
	2.2%
	3.1%

	3
	Public Services
	18,443
	4.6%
	188
	1.8%
	1.0%

	4
	Agriculture
	1,884
	0.5%
	17
	0.2%
	0.9%

	5
	Technology/Engineering
	11,427
	2.8%
	126
	1.2%
	1.1%

	6
	Non vocational/Leisure
	1,934
	0.5%
	79
	0.8%
	4.1%

	7
	Other Field-of-Study
	128,666
	32.0%
	3,933
	38.5%
	3.1%

	8
	All
	403,546


	100.0%
	10,217
	100.0%
	2.5%


* Enrollment includes full-time and part-time degree/award seeking students in academic year 1997-1998. Completers and graduates are enrolled students who completed a degree or diploma during academic year 1997-1998.

Overall, the Florida data show substantial promise for providing objective evidence concerning the differences in the focus of the Florida community colleges.  However, the information would have been considerably more useful had the categorizations used to designate fields-of-study enabled them to create a finer breakdown, and if the wage data covered all enrollees leaving community colleges, not just those completing programs.

6.0 Summary

Westat was able to assemble a substantial amount of useful tabular data bearing on the extent to which community colleges focus on various missions and different fields-of-study.  We found that individual-level data on field-of-study linked to wage record files could be of substantial use in assessing the value of career-oriented programs and in measuring the amount of various types of education different colleges provide.  Having the data in-hand is of great value because it provides the flexibility needed to try out different ways of specifying tabulations to get around the plethora of problems that invariably develop before being able to design tables that are of the greatest use.  This flexibility is particularly important in states such as Florida that use idiosyncratic systems of defining fields-of-study and course subject matter.  Importantly, having the data in-hand greatly speeds up the entire analytic process as it rarely is possible to specify the precise tabulations that best meet one’s needs in advance. However, we found that it was extraordinarily time consuming and difficult to obtain individual level data on field-of-study linked to wage record files. 

On the other hand, it is clear that published data describing the characteristics of local employers and residents as well as many college characteristics are easily obtained and readily manipulated into highly useful tables that describe the environments in which community colleges operate.  Westat feels that this information is especially useful in delineating metropolitan areas such as Dallas and San Diego where there is both a high demand for community college training and a readiness among employers and civic groups to adequately fund career-oriented programs, as well as metropolitan areas such as the Quad-Cities, Springfield-Holyoke, and rural areas where demand is considerably lower, and financing much harder to obtain.

Finally, even had Westat been able to assemble and analyze all the data currently available at colleges and state agencies there still would have been substantial uncertainty about the full extent to which different colleges are labor-market responsive.  The central issue stems from most college data systems being geared to counting enrollment in for-credit courses to meet state and local reimbursement requirements and satisfy federal reporting requirements.  As a result, it often is difficult to determine how much customized training a college is performing and also how much basic education and other potentially career-enhancing education are taking place in noncredit programs.  Perhaps when IPEDS data reporting requirements are redefined, attention should be given to improving the collection of data on career-oriented programs and services.  This would require improving distinctions between transfer programs and career-oriented programs among for-credit programs, as well as being more inclusive and improving descriptions of noncredit programs.
� For a more detailed analysis, see Appendix B.


� For more information, see Appendix C, Section 4.2 and Table 4.


� For further information about a college or its labor market responsive programs, consult the colleges’ Web sites as described in The 21st-Century Community College: A Strategic Guide to Maximizing Labor Market Responsiveness, Vol. 2.


� Completers are students who finish course work that may be relevant to their professional or academic careers but may not result in a degree or a certificate.


� Information gathered through data analysis and surveys of local businesses and communities conducted by colleges to determine workforce and economic conditions and needs.


� Information gathered through data analysis and surveys of local businesses and communities conducted by colleges to determine workforce and economic conditions and needs.
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		Area		Institution Name		Enrollment				Area Type		College Finances												Postsecondary Enrollment

												Revenue		Distribution of Revenue										Percent in Institutions that are:

												per												Less than		for		private		public		public				For-		Private

												Student		State		Local		Tuition		Federal		Other		4-Year		profit		4 year		4 year						Profit		4-Year

		1		Anne Arundel Community College		17,287				Large City Fringe		2,542		22.5%		26.2%		29.4%		6.5%		13.5%		69.1%		4.2%		3.0%		23.7%						4.20%		3.00%

		1		Montgomery College of Rockville		31,795				Large City Fringe														44.3%		7.5%		34.8%		13.4%						7.50%		34.80%

		1		Northern Virginia Community College		60,005				Large City Fringe		1,540		46.3%		0.2%		41.2%		7.3%		3.5%		58.1%		4.0%		0.1%		37.8%						4.00%		0.10%

		2		Bellevue Community College		16,009				Mid-size City		2,646		38.4%		2.5%		30.3%		6.3%		20.9%		50.5%		4.5%		15.3%		29.7%						4.50%		15.30%

		2		Shoreline Community College		11,021				Large City		2,962		51.2%		2.3%		26.4%		4.5%		14.4%		50.5%		4.5%		15.3%		29.7%						4.50%		15.30%

		2		Green River Community College		10,839				Large City Fringe		3,218		49.5%		2.2%		26.2%		7.0%		13.6%		50.5%		4.5%		15.3%		29.7%						4.50%		15.30%

		3		Moraine Valley Community College		22,096				Large City Fringe		2,349		21.1%		26.9%		24.8%		5.0%		18.5%		44.3%		7.5%		34.8%		13.4%						7.50%		34.80%

		3		Oakton Community College		26,148				Large City Fringe		2,200		12.8%		45.5%		14.2%		3.8%		14.9%		44.3%		7.5%		34.8%		13.4%						7.50%		34.80%

		3		Malcolm X (City of Chicago)		29,642				Large City		1,352		32.4%		32.5%		16.7%		14.7%		0.0%		80.5%		6.5%		10.1%		3.0%						6.50%		10.10%

		4		Central Piedmont Community College		53,127				Large City		1,055		52.1%		13.1%		12.2%		10.7%		0.2%		41.4%		2.9%		12.9%		42.8%						2.90%		12.90%

		4		York Technical College		5,226				Mid-size City		3,459		40.8%		10.5%		20.9%		14.5%		11.0%		38.9%		1.4%		0.0%		59.6%						1.40%		0.00%

		4		Gaston College		6,532				Large City Fringe		2,961		59.3%		10.9%		9.3%		4.9%		11.7%		81.8%		0.0%		18.2%		0.0%						0.00%		18.20%

		5		San Diego Mesa College		35,029				Large City		1,434		41.6%		35.5%		4.5%		9.4%		9.0%		54.8%		6.9%		13.6%		24.7%						6.90%		13.60%

		5		San Diego Miramar College		17,168				Large City		987		43.1%		35.8%		4.5%		8.3%		8.3%		54.8%		6.9%		13.6%		24.7%						6.90%		13.60%

		5		San Diego City College		21,377				Large City		1,679		36.1%		30.8%		3.9%		19.2%		10.0%		54.8%		6.9%		13.6%		24.7%						6.90%		13.60%

		5		Palomar College		32,815				Large City Fringe		1,974		35.4%		37.7%		9.3%		5.4%		9.4%		54.8%		6.9%		13.6%		24.7%						6.90%		13.60%

		6		Valencia Community College		36,486				Mid-size City		2,138		46.3%		0.0%		25.6%		14.4%		11.7%		46.7%		6.9%		7.8%		38.6%						6.90%		7.80%

		6		Seminole Community College		17,284				Mid-size City Fringe		2,102		60.3%		0.0%		19.7%		11.5%		5.7%		96.1%		3.9%		0.0%		0.0%						3.90%		0.00%

		6		Indian River Community College		27,783				Mid-size City Fringe		1,627		55.6%		0.1%		17.0%		14.3%		10.0%		99.1%		0.9%		0.0%		0.0%						0.90%		0.00%

		7		Springfield Technical Community College		8,421				Mid-size City		4,567		55.1%		0.0%		27.1%		9.5%		6.0%		38.6%		3.1%		42.5%		15.7%						3.10%		42.50%

		7		Holyoke Community College		7,475				Mid-size City		3,756		51.3%		0.4%		27.7%		10.9%		8.6%		38.6%		3.1%		42.5%		15.7%						3.10%		42.50%

		7		Asnuntuck Community-Technical College		3,004				Mid-size City Fringe		2,515		71.5%		0.0%		22.5%		4.8%		0.0%		32.4%		10.3%		28.1%		29.1%						10.30%		28.10%

		8		Richland College		21,463				Large City		1,586		52.0%		8.0%		25.0%		13.6%		0.9%		53.4%		11.3%		23.7%		11.7%						11.30%		23.70%

		8		Mountain View College		9,681				Large City		1,754		49.2%		19.4%		19.2%		10.3%		1.1%		53.4%		11.3%		23.7%		11.7%						11.30%		23.70%

		8		North Lake College		10,848				Mid-size City		1,731		48.4%		19.5%		23.9%		5.3%		1.6%		53.4%		11.3%		23.7%		11.7%						11.30%		23.70%

		9		Kirkwood Community College		14,657				Mid-size City		3,520		35.0%		7.9%		31.4%		12.4%		10.6%		71.6%		3.1%		25.3%		0.0%						3.10%		25.30%

		9		Eastern Iowa Community College District		9,154				Mid-size City		4,252		30.0%		5.9%		23.5%		17.5%		9.4%		48.5%		7.2%		44.2%		0.0%						7.20%		44.20%

		9		Black Hawk College		8,450				Mid-size City		4,456		38.5%		15.2%		22.7%		11.0%		9.0%		71.7%		1.4%		26.9%		0.0%						1.40%		26.90%

		10		Mountain Empire Community College		3,926				Small Town		3,216		42.3%		0.4%		20.8%		28.3%		7.8%		66.5%		0.0%		0.0%		33.5%						0.00%		0.00%

		10		South Piedmont		4,935				Small Town		3,138		64.1%		6.9%		7.1%		9.6%		8.1%		70.7%		0.0%		29.3%		0.0%						0.00%		29.30%

		10		Walla Walla Community College		8,030				Large Town		3,138		60.5%		2.5%		11.5%		9.3%		10.7%		58.6%		0.0%		41.4%		0.0%						0.00%		41.40%

				Mean		18,958						2,528		44.8%		13.3%		19.9%		10.3%		8.7%		57.2%		5.0%		19.6%		18.2%						5.00%		19.60%

				Standard-Deviation		14,078						997		13.2%		14.1%		9.1%		5.3%		5.4%		16.4%		3.4%		13.9%		15.5%						3.40%		13.90%

				Maximum		60,005						4,567		71.5%		45.5%		$0.41		28.3%		20.9%		0.0%

				Minimum		3,004						987		12.8%		0.0%		$0.04		3.8%		0.0%		0.0%
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				Table 4. Demographic, Labor Market, and College Characteristics of the 30 Colleges Studies

		Area		Institution Name		Enrollment				Area Type		Demographics												Local Labor Market Characteristics

												Population				Percent		Percent in		Percent with				Average		High		Manu-		Agriculture,		Trade,

																Non-		Poverty		college				Hourly		Technology		facturing		Mining		Services

																white				degree				Wage

		1		Anne Arundel Community College		17,287				Large City Fringe		489,656				20.2%		5.0%		32.5%				$16.67		2.4%		11.1%		1.9%		71.3%

		1		Montgomery College of Rockville		31,795				Large City Fringe		873,341				40.5%		5.4%		55.0%				$18.67		3.6%		6.1%		2.1%		78.1%

		1		Northern Virginia Community College		60,005				Large City Fringe		969,749				35.6%		4.5%		56.2%				$20.33		4.2%		3.4%		1.2%		79.1%

		2		Bellevue Community College		16,009				Mid-size City		1,737,034				26.6%		8.2%		40.8%				$17.67		2.7%		16.4%		1.2%		65.0%

		2		Shoreline Community College		11,021				Large City		1,737,034				26.6%		8.2%		40.8%				$17.67		2.7%		16.4%		1.2%		65.0%

		2		Green River Community College		10,839				Large City Fringe		1,737,034				26.6%		8.2%		40.8%				$17.67		2.7%		16.4%		1.2%		65.0%

		3		Moraine Valley Community College		22,096				Large City Fringe		5,376,741				52.4%		13.3%		31.2%				$20.00		3.4%		18.5%		0.8%		61.5%

		3		Oakton Community College		26,148				Large City Fringe		5,376,741				52.4%		13.3%		31.2%				$20.00		3.4%		18.5%		0.8%		61.5%

		3		Malcolm X (City of Chicago)		29,642				Large City		5,376,741				52.4%		13.3%		31.2%				$20.00		3.4%		18.5%		0.8%		61.5%

		4		Central Piedmont Community College		53,127				Large City		695,454				38.9%		9.0%		39.7%				$17.67		2.3%		12.9%		1.3%		59.3%

		4		York Technical College		5,226				Mid-size City		164,614				23.6%		9.8%		24.4%				$15.33		2.8%		26.7%		1.5%		61.8%

		4		Gaston College		6,532				Large City Fringe		190,365				18.6%		10.7%		17.8%				$13.00		3.1%		42.6%		1.2%		49.0%

		5		San Diego Mesa College		35,029				Large City		2,813,833				45.0%		12.0%		31.4%				$16.00		3.4%		14.8%		2.8%		68.9%

		5		San Diego Miramar College		17,168				Large City		2,813,833				45.0%		12.0%		31.4%				$16.00		3.4%		14.8%		2.8%		68.9%

		5		San Diego City College		21,377				Large City		2,813,833				45.0%		12.0%		31.4%				$16.00		3.4%		14.8%		2.8%		68.9%

		5		Palomar College		32,815				Large City Fringe		2,813,833				45.0%		12.0%		31.4%				$16.00		3.4%		14.8%		2.8%		68.9%

		6		Valencia Community College		36,486				Mid-size City		896,344				42.5%		11.9%		28.3%				$15.67		2.3%		7.6%		2.1%		76.5%

		6		Seminole Community College		17,284				Mid-size City Fringe		365,196				24.8%		7.3%		32.0%				$15.67		2.7%		11.0%		1.9%		74.2%

		6		Indian River Community College		27,783				Mid-size City Fringe		192,695				25.9%		13.2%		16.5%				$13.33		2.1%		7.9%		14.5%		64.2%

		7		Springfield Technical Community College		8,421				Mid-size City		456,228				25.6%		14.3%		22.6%				$15.33		3.3%		21.3%		0.9%		64.0%

		7		Holyoke Community College		7,475				Mid-size City		456,228				25.6%		14.3%		22.6%				$15.33		3.3%		21.3%		0.9%		64.0%

		7		Asnuntuck Community-Technical College		3,004				Mid-size City Fringe		857,183				27.0%		9.0%		32.1%				$19.00		4.1%		19.0%		1.3%		56.6%

		8		Richland College		21,463				Large City		2,218,899				55.7%		13.2%		31.1%				$18.67		3.5%		15.7%		1.5%		60.7%

		8		Mountain View College		9,681				Large City		2,218,899				55.7%		13.2%		31.1%				$18.67		3.5%		15.7%		1.5%		60.7%

		8		North Lake College		10,848				Mid-size City		2,218,899				55.7%		13.2%		31.1%				$18.67		3.5%		15.7%		1.5%		60.7%

		9		Kirkwood Community College		14,657				Mid-size City		191,701				6.9%		6.3%		28.7%				$14.33		2.1%		23.2%		0.8%		56.3%

		9		Eastern Iowa Community College District		9,154				Mid-size City		158,668				13.4%		10.3%		26.2%				$14.33		3.0%		20.6%		0.0%		67.2%

		9		Black Hawk College		8,450				Mid-size City		149,374				18.5%		10.4%		18.4%				$14.67		3.2%		25.4%		0.9%		59.3%

		10		Mountain Empire Community College		3,926				Small Town		40,123				3.6%		19.5%		15.1%				$12.00		1.7%		5.9%		24.8%		56.9%

		10		South Piedmont		4,935				Small Town		83,375				26.8%		12.3%		14.3%				$12.70		1.5%		46.3%		2.6%		46.0%

		10		Walla Walla Community College		8,030				Large Town		55,180				21.2%		13.7%		25.6%				$12.67		2.1%		24.6%		16.3%		54.5%

				Mean		18,958						1,501,253				33.0%		10.9%		30.4%				$16.44		3.0%		17.7%		3.2%		63.7%

				Standard-Deviation		14,078						1,602,761				14.8%		3.3%		9.8%				$2.40		0.7%		9.2%		5.4%		7.7%

				Maximum		60,005						5,376,741				55.7%		19.5%		56.2%				$20.33		4.2%		46.3%		24.8%		79.1%

				Minimum		3,004						40,123				3.6%		4.5%		14.3%				$12.00		1.5%		3.4%		0.0%		46.0%






