Colorado Department of Labor & Employment

Workforce Innovation and Opportunity Act (WIOA) Regional Plan

Planning Region: Northwestern Planning Region including sub area
Northwest and Rural Resort.

Counties Included in this Planning Region: Moffat, Rio Blanco, Routt,
Jackson, Grand, Garfield, Eagle, Pitkin, Lake, Summit

A. As a Planning Region, complete the following questions:
1. Provide an analysis of the regional economic conditions, including:
a. Existing and emerging in-demand industry sectors and occupations; and

The Northwestern region has a long history of a strong Agriculture, Energy and Natural
Resources and Tourism and Recreation — Tourism and Recreation is expected to grow over the
next four years in addition to Manufacturing, Retail, and Healthcare. While other areas of
Colorado experienced economic challenges over the last year, this region is likely to continue to
see more momentum in economic growth and development although it is variable with some
communities experiencing strong growth and some communities in decline. One example is in
Summit County - the mud seasons (April to June) have been shorter than in years past, which
allows for more hotels to be built and for Tourism and Recreation development in the spring and
summer, which could also allow employers to retain employees for longer and eliminate
“seasonal” positions. These seasonal positions will always be a challenge for this region - there is
so much increased activity in the winter that will continue to require this type of work and these
positions are often lower-wage positions which make it difficult to retain employees.
Encouraging tourists and visitors outside of the winter ski season is always more challenging, but
many communities are focusing on this balance by adding outdoor activities, trails, bike paths,
and other resources to encourage year-round tourism throughout the region.

Healthcare is also a local growth area, in alignment with statewide trends. Both Kaiser
Permanente and Centura have recently become active in the area and there is an increasing need
for healthcare services overall in addition to medical tourism. More and more individuals who
live part-time or travel regularly to the region are choosing to come to the Northwest region for
medical procedures (ACL repair, ankle surgery, etc.). In addition, whole sports teams are
choosing to visit clinics throughout the region, such as when the Miami Dolphins visited The
Steadman Clinic. While this is an area of growth for the Healthcare industry in this region, this



can also raise healthcare costs for locals because of the disproportionately higher costs for these
procedures. Also, medical providers choose this region for conferences and continuing education
opportunities for providers throughout the state and country. Finally, in November 2015, Lake
County passed two mill levies to keep hospital ambulance services available.

An emerging industry is in Manufacturing, specifically for rare earths manufacturing.
The Northwest region has rare earths deposits (including silica), which are required for cell
phones, laptops, solar panels, and many other products and materials. There currently is no
manufacturing and mining support system in place to grow this industry and the push to go solar
is causing people to import materials instead of using local materials. This rise in sustainable
energy naturally ties to this kind of manufacturing, so these industries can work in tandem to
help develop an appropriate workforce.This will be a focus for the region over the next four
years, especially when looking to shift employees from declining industries that could be trained
in manufacturing. This is a small net quantity of workers compared to other industries.

One area of decline is in the Energy industry - primarily in mining and coal operations.
Many large energy employers indicate that increasing regulations are causing a decline in
profitability, leading to an overall industry decline and subsequent job loss. The coal industry in
the Northwest supports several of the economies of whole counties - meaning that the impact of
this declining industry will be felt across the whole region. One related example was when Delta
County lost the contract with Coors to provide hops - it took eight years for the Agriculture
industry in the region to recover. Changes like this are felt throughout rural communities, so it is
crucial to work now to try and stay ahead of the decline in coal, mining, and oil & gas.

Another area of decline over the last five to seven years has been in the construction
industry. Though the region was still experiencing steady rates of tourists, the construction
industry was not engaged in building new developments. This is starting to change, but many of
those skilled workers left the area during the recession as well as the loss of trade and craft
workers with the aging of the baby boom workforce it will be important to create strategies to
bring these workers back to the area or grow new employees from the current workforce.

b. The employment needs of employers in those industry sectors and
occupations;

Employers in the Northwest region have similar needs as other rural regions throughout
Colorado. This includes affordable housing for employees, transportation systems, bilingual
Spanish staff, seasonality of resort economies, and technical skills such as mechanics, CDL
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drivers, and healthcare providers. In some resort areas the need for housing has reached a critical
point.

In Garfield County, human services provide vouchers for rental assistance for those
working, but the list is currently at 430 individuals receiving assistance with an additional 600 on
waiting list. This is simply not sustainable. Affordable housing is an important component to
attracting and retaining employees. Throughout the regions many area first responders
(firefighters, EMS, protective services) are living in other counties and communities — often over
60-90 minutes away. They are unable to locate due to the high cost of housing and lack of
employment opportunities for spouses. Frequently these employers are having to provide local
housing and develop shift schedules to allow those employees to stay during the work week in
the community they serve. Many school districts and government employers are working on
public/private partnerships to address affordable housing options for school district and other
public service employees.

Employers also have a need for skilled technical positions. There is a need for CDL
drivers for various industries throughout the region and this need will continue to grow as
Manufacturing and Logistics companies expand their operations. Mechanics for diesel and
heavy equipment are also important for Manufacturing, Transportation and Logistics and Energy
industries - it’s important for employees to have access to these skills through education and
work experiences.

Many employers in healthcare, manufacturing, and tourism need bilingual Spanish skills
among their employees. Many community colleges are working to create training programs for
individuals who are already bilingual, but the numbers are different throughout the region. In
some area there has been high demand and participation in ESL programs and in others the
demand is too sporadic or low to allow for classes to be offered successfully. Employers need
ways to recruit and incentivize Spanish-speaking individuals to the in-demand occupations.
Health and mental health services are in high need of these language skills - bilingual case
managers and nurses can help people with care navigation and understanding complex systems
of care. When local community colleges, like Colorado Mountain College, provides classes
targeted for native Spanish speakers however, there are sometimes not enough enrollees to even
hold the class. Individuals may not know about the classes, or the costs are too high for them to
enroll - this will be an area of exploration over the next four years.

In many locations the local community colleges have made every effort to find
innovative and collaborative ways to provide higher education training and degreed programs in
a large, geographically and climate challenged area. For example there are several four-year
colleges and universities that work with CMC/CNCC to provide articulation programs,
collaborative bachelors and master’s degree programs, etc. Heavy use of multiple campuses and
service centers and extraordinary use of virtual learning tools and technology have extended the
breadth and variety of training programs available locally. Colorado Northwestern Community
College and Colorado Mountain College also have strong local programs for healthcare and
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technical skills. But there are challenges with recruiting or educating young people to these kinds
of jobs, especially welders, HVAC maintenance, and mechanics.

The need for individuals, both young and mid-level, who have solid interviewing skills, a
dependable work ethic, and the ability to interact successfully with a customer, is always a need
for employers throughout the region. Employers are willing and interested in working with their
employees to enhance skills in this area, but there is a sense that a basic level of professional
competency in timeliness, work ethic, and customer service is lacking amongst potential
employees.

In addition, with marijuana legalization, employers continue to share struggles in
attracting and retaining employees that can successfully pass a drug screens or meet on the job
expectations. For occupations where individuals are required to drive vehicles, operate
equipment or maintain a safe construction site, this is a crucial component for insurance and
liability management. Rural regions struggle with this issue for a variety of substances, not just
marijuana, but with legalization, most employers are experiencing an increase in individuals who
are unable to pass a pre-employment drug screen.

2. Provide an analysis of the knowledge and skills needed to meet the employment
needs of the employers in the region, including employment needs in in-demand
industry sectors and occupations.

Employees will be required to gain skills in digital literacy, technology, healthcare,
skilled trades, STEM subjects, adult basic skills and professional skills in order to meet the needs
of employers. Many employers shared that applicants in the region that there is a gap between
employees with basic computer skills (online navigation, filling out applications and benefits
forms online, using Microsoft Office, etc.) and their needs. Since many employers have their
application process online, this can be an initial barrier for many job seekers who don’t have
access to a computer or don’t have a basic level of mastery in digital literacy. There is a
misnomer that with the increase and accessibility of smartphones that people have expanded
their computer skills, but many employers shared that this continues to be a struggle.

Along with this need comes the infrastructure required to support it - broadband is still
very limited in many Northwest rural areas or it is only available at a high cost and at capacity
that well below national averages. In addition to employers needed individuals to have these
skills, they are also important for individuals to access adult or continuing education.
Tele-commuting is an important outreach strategy for the community colleges in the region, but
without the broadband infrastructure to support it, there will still be gaps in providing these
opportunities.

In addition to basic digital literacy needs, there is the next level of computer skills — for
example, learning proprietary software quickly or proficiency using Microsoft Office programs
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like Word and Excel, mobile device use, etc. This is related to a need for employees to have
basic math, science, and writing skills at least the 8th grade level. TriState works with their
apprentices to assess math literacy skills - in general, 40% of the apprentices are unable to pass
an 8th grade math placement test. This is reflected in employers who are seeking applicants who
can write letters to clients appropriately, make basic spreadsheets or budgets in Excel, and collect
data for a project.

A niche need is for culinary skills, primarily in the Tourism and Hospitality industries.
These jobs are currently in high demand but require culinary training and experience. Need a
better transition here.

For employers who require individuals with a CDL license, having access to local
training and testing facilities is also important. Right now, many of these individuals have to
travel to Denver or Grand Junction to train and test for their CDL, so employers have a difficult
time recruiting for these positions.

For employers in the Energy industry, there are different needs depending on the type of
work. Coal mining is currently facing a decline, along with Oil & Gas, but the needs for
employers are very different. Oil & Gas has more migratory jobs and employees in contrast with
mining where employees are local and the jobs are different.

3. Provide an analysis of the workforce in the region, including current labor force
employment and unemployment data, and information on labor market trends, and
the educational and skill levels of the workforce in the region, including individuals
with barriers to employment;

In 2015, the top three industries for job growth in the Northwest region were Aerospace,
Electronics, and Tourism and Recreation. The industry with the highest number of jobs in the
region was Tourism and Hospitality with 27, 285 jobs. This industry experienced a 10% increase
in number of jobs since 2013, demonstrating its sustainability and projected growth over the next
several years. This was followed by Health and Wellness, with a 5% increase in number of jobs
since 2013, and Energy and Natural Resources with a drop in the number of jobs provided and a
flat growth rate since 2013.

The two industries with the highest percent change in job numbers were Aerospace with a
42% increase and Electronics with a 39% increase. Though both industries were relatively small
employers when compared to Hospitality, this growth is predictive of continued change in these
areas and the need for individuals with STEM backgrounds and skills. Aerospace 35 new jobs.
Need to research this more and highlight the data that tells the more complete story. (Check
Lee’s graphs/info).



For the future, the Northwestern region is expecting Healthcare, Tourism, Retail,
Infrastructure, and Construction as top industries for in-demand jobs. This future focus has many
similarities with the existing trends in the region and with industry growth trends throughout
Colorado.

There is always a desire from employees for higher wages and this presents a challenge
for Tourism and Hospitality, especially as it pertains to seasonal work. The average wages in
2015 in that industry were $31,288 compared to $51,521 in Health and Wellness. When
employees struggle with affordable housing, they often work more than one low-paying job to
try and make ends meet. The self-sufficiency standard in the Rural Resort region is higher than
many other areas in Colorado - people need to earn higher wages to stay in the region and afford
to live.

The unemployment rate is relatively low: a low of 1.6% in Summit County and a high of
4.3% in Moffat County in 2015. The educational attainment level is also higher than other areas
in Colorado: only 8.5% of the Northwest and 10.7% in the Rural Resort had less than a high
school education while 65.3% of the Northwest and 68.6% in the Rural Resort had some college
education or higher.

Financial Services, Technology and Information, Infrastructure Engineering, and Energy
& Natural Resources were the areas with the biggest percentage drop in job numbers from 2013
to 2015. For what duration, based on what factors? Perhaps there is a more subtle way to
address the future expectations.

Private land availability is an important metric for the region, especially when exploring
affordable housing options. Much of the land in the Northwest region is not privately owned -
Routt County has the highest amount of private land at 51.3% while Pitkin has the lowest at
15.8%. In addition, even when there is private land available for development, many people own
secondary or vacation homes in the region which are not available for full-time housing for the
local population. The following graph shows the relatively low numbers of homes available for
rent or purchase that are not Secondary or Vacation / Rental homes.
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The biggest barriers to employment in the region are a lack of affordable housing,
transportation, childcare and labor needs in jobs that do not meet sustainable living thresholds.
Additionally there are skills gaps between workforce labor pool and open jobs. Skills gaps exist
in every industry and level of job but some more general gaps exist in areas of computer skills,
ESL attainment, customer service skills, and many more. Housing, computer skills, and ESL
attainment were mentioned previously, but childcare is also a substantial barrier to employment
for many parents. For example, there were no child care centers in Rifle for two years - all had
closed due to an inability to sustain because of high costs and regulations. In Steamboat, the city
recently started providing small grants to home providers to assist them with the costs of
regulations and support in running a business. Many other areas in the Northwest region felt this
was a good solution and plan to work with their local officials to explore similar programs.
Overall, like many regions of the US with growing economies, the availability and affordability
of childcare is a significant challenge to workforce participation.

4. Describe the development and implementation of sector initiatives for in-demand
industry sectors or occupations for the planning region, and explain how sector
partnerships will be utilized to facilitate the engagement of employers, including
small employers and employers in in-demand industry sectors and occupations, in
workforce development programs.



The workforce centers have been working on an effort to map out sector partnerships and
plan for emerging in-demand industries to focus on. One focus in 2015 was the Health and
Wellness industry. There is a focus on health in the region as a priority. Over the last couple of
years, there have been meetings and efforts to bring sector partners together, but it was hard to
bring industry to the table and finding a private sector champion. This will be a continued focus -
for workforce to document current and targeted sector partnerships over the next four years.

Another successful industry partnership that workforce and economic development has
been collaboratively involved in included the development of an economic impact study that
provided data on the very significant economic impact of the coal fired power industry, which
provides over 1000 high-wage primary jobs in the region.

On a related note, the Colorado Mining Association and others are connected through
sector partnerships with workforce. There is more to mining that coal - primarily at the soda
mine in Rio Blanco. There is overlap with the Associated Governments of Northwest Colorado
(AGNC), which is has made the Energy Industry and Jobs an important focus.

The Tourism industry has created many strong sector partnerships - Lake County,
working with the other members of the Upper Arkansas Area Council of Government, launched
an outdoor recreation sector group that has been meeting for several months. Rural Resort also
have several sector groups (HR, marketing, etc.) that meet regularly where workforce center staff
are invited to participate. These are not formal sector partnerships, but they are crucial to
workforce success in the Northwest region.

There are strong partnerships with the mining industry employers and local workforce
centers - For example, workforce, CMC and a private employer worked together to provide a
computer bank in employee break areas for employees to upgrade skills such as computer
literacy during breaks and after work. This has also led to apprenticeship training programs being
offered online at the employer site in conjunction with CMC.

There are also strong partnerships with local human services staff and their programs.
One new program is called Employment First, where workforce center staff have been hugely
valuable in getting program recipients ready for work. In this program, recipients of food stamps
without children are required to do some kind of work-related activities to continue to receive
food assistance. Workforce center staff already have expertise in this area, so enhancing this
relationship has been highly beneficial.

Northwest Colorado Council of Governments (NWCCOG) has a Health and Wellness
sector partnership. This partnership started when the regions were encouraged through
participation in conferences and summits - they assembled a core team to respond and evaluated
data from 14 key industries throughout the Northwest. This overlapped with efforts by the Small
Business Development Council to focus on Health and Wellness to increase more higher-paying
jobs to the region. NWCCOG is also working on the idea of having the Mining industry serve as
a catalyst for increased sector partnerships with similar types of businesses.



Finally, Division of Vocational Rehabilitation and workforce centers have always worked
closely in this region - their partnership allows staff to work together on career fairs and to help
recruit participants jointly.

5. Describe how career pathways will be used to meet the needs of employers and
support work-based learning opportunities.

Career pathways are an important component of developing a successful workforce,
though not without its challenges. When individuals are focused on getting a job because they’ve
been unemployed or underemployed, they are less interested and motivated in developing a
personal career pathway. If workforce is able to focus more on marketing and outreach to
communicate the importance of career pathways, it would be easier to work with individuals to
develop them. This is especially challenging in the Tourism industry, where many positions are
still seasonal and tends to attract individuals with a short-term mindset about their career
development. One focus for the Northwest will be to work with Tourism and Hospitality sector
partners to share the importance of a career pathway for all employees. In addition, when
workers are underemployed, as many are in the Northwest, they are required to work multiple
jobs to make ends meet - this creates a difficulty where people don’t have the time or energy to
seek out additional skills or education to develop a career pathway.

Despite this challenge, the Northwest region is thinking strategically about how to focus
on creating a comprehensive system for career pathways. The primary strategy will be to
increase and enhance sector partnerships to educate employers about the importance of
developing career pathways, share the opportunities that workforce center has available to
support this development, and create a systemic flow of information between businesses,
workforce centers, and higher education institutions.

The Energy and Manufacturing sectors have a strong history of developing career
pathways and understanding their importance for employees. At Tri-State Craig Station, for
example, the focus is usually on building career pathways to promote employees from within,
thus opening up a lower-level position for someone new. Generally, the requirement for a higher
position is having worked in a lower position, so the system for creating career pathways is
already in place.

Through the efforts of WIOA, workforce center staff will be focusing more on
work-based and on-the-job trainings: these opportunities help to ensure a good culture fit and
strong relationship between the employer and the employee. This promotion, along with
increased marketing and outreach, will assist employers and service providers in focusing on
developing a career pathway for all employees.

The local community colleges offer a wide variety of career and technical training with

multiple stackable credentials such as single day certifications, one- and two-year certificates and
degrees and even four-year degrees and partnerships with other higher education for
Master’s-level programs.



6. Describe other strategies and services that will be used in the planning region to
support a local workforce development system that meets the needs of businesses in
the planning region.

It’s important for workforce centers to serve as information leaders for local businesses to
easily direct them to information and opportunities. Right now, there are gaps in this vision, but
it is still the strategic focus over the next four years. Businesses shared that it is difficult to keep
track of multiple government agencies and service programs - that, combined with confusion
about the role and services provided by workforce centers, means that there is opportunity to
enhance collaboration to meet business needs.

There are also concerns from businesses in the region about federal regulations, which
can also lead to a feeling of distrust for workforce and other government services. If the
workforce centers had additional time or resources to invest in increased outreach and marketing,
there could be substantial gains in this area by building trust directly with businesses and other
workforce development groups such as Chambers of Commerce, regional Council of
Governments, community colleges, and other partners. In addition, one strategy will be to
develop stronger partnerships with LEOs to mitigate and understand federal regulations that are
impacting local businesses.

Many businesses simply don’t know what workforce can offer them and don’t see the
value for them in creating a relationship. Several businesses shared that even when they have
tried to use Connecting Colorado to post for jobs, they have had zero applications compared to
Craigslist or other means of posting open positions. If workforce center staff had increased
capacity for marketing and outreach, they could spend more time hearing from employers about
their needs on a regular basis. The regional planning group created a “quick win” solution by
discussing the creation of a one-page document that lists a menu of services in a simple,
accessible way targeted at employers and job-seekers.

For the future, marketing and outreach to local businesses will be a major strategic focus,
as well as better promotion of tools and services available for businesses and individuals.
Increasing sector partnerships will also be a key strategy - collaboration with Economic
Development, local Chambers of Commerce, and Industry Associations will assist with both
marketing of workforce services and with attracting individuals and businesses to become
involved with the local workforce center. The many strong existing relationships will continue to
be nurtured, as well as the focus of serving as a resource and referral leader for industry or
business advocate groups throughout the region.

7. Describe efforts that have taken place or anticipated efforts to assess the need for
and establish regional service strategies, including the use of cooperative service
delivery agreements. In addition:

a. Describe the strategies and services that will be used in the planning region
to better coordinate workforce development programs and services with
regional economic development services and providers;
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Regional Economic Development and workforce have maintained strong partnerships in
the Northwest region. One major need of economic development staff is for the perspective of
the workforce center to be shared more with local businesses - again, the need for increased
marketing and outreach is a major focus. Economic development staff regularly need support
with providing assistance to small businesses in developing their employee pipeline and career
pathways.

Workforce centers are also able to provide economic development with data and
information on emerging industry resources. Additionally, there are efforts to continue the
cross-pollination of workforce and economic development boards.

b. Describe how the planning region will strategically coordinate workforce
investment activities with the provision of adult education and literacy
activities under title I1.

Similar to other rural regions in Colorado, adult education and literacy activities are
underfunded and insufficient to meet the needs of the population. However, Colorado
Northwestern Community College (CNCC) and Colorado Mountain College have shown some
interest in increasing Adult Education & Literacy efforts. In the more rural areas, workforce
centers and other programs regularly partner with GED programs to support their program
participants. These programs all collaborate well currently, but there are limits to increased
efforts without an increase in funding for adult education programs.

c. Describe how the planning region will strategically coordinate workforce
investment activities with the provision of vocational rehabilitation services
under title I'V.

Workforce investment activities and vocational rehabilitation services have maintained a
strong partnership in the Northwest region for many years. This relationship will be enhanced
when the Division of Vocational Rehabilitation relocates to the Colorado Division of Labor and
Employment in summer 2016. In addition, there is a Lean event, co-sponsored by both agencies,
to create new processes for workforce and vocational rehabilitation staff to interface client
systems, share data, and create dual-use forms. There will also be a focus on creating more
outreach and educational opportunities for businesses to learn about hiring individuals with
disabilities; there is often a misperception that these individuals require a great deal of
accommodation in the workplace, which is generally not true.

WIOA also increases the opportunities to connect with youth with disabilities.
Previously, the primary focus for Vocational Rehabilitation had focused on graduates, but now
there are chances to connect more with in-school youth for training, work experiences, and
summer job hunts.
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d. Describe the strategies and services that will be used in the planning region
to strengthen linkages between the one-stop delivery system and
unemployment insurance programs.

One-Stop Partners such as Health and Human Services or Vocational Rehabilitation
always relied on local workforce center staff to assist in coordination with unemployment
insurance, so this has been an existing and strong relationship. The needs of the customer are
crucial between these agencies: one strategy proposed was to work with multiple one-stop
partners to increase the number of unemployment insurance recipients signing up for Connecting
Colorado and other relevant services (e.g. food assistance) when they are filing for benefits.

This is also an area where increased marketing and outreach can be beneficial - the more
unemployed individuals that are connected with workforce centers, the more those individuals
can be helped with getting back to work, which can decrease the amount of time they are on
unemployment insurance.

e. Provide a description of how the local board will coordinate workforce
investment activities carried out in the local area with statewide rapid
response activities, as described in section 134(a)(2)(A);

The local board will be increasing relationships and partnerships with small businesses so
that those organizations connect with workforce in anticipation of a major layoff or dislocation
event. Over the last year, there has only been six (6) rapid response activities and no (0) trade
adjustment enrollments. While the WARN Act specifies that Rapid Response is formalized once
the dislocation impacts 25 employees, much smaller dislocation events can have a significant
level of negative impact in a smaller, rural community. Workforce center staff make every
attempt to be part of any lay-off process, despite the numbers impacted, in an effort to transition
the dislocated worker in the fastest and most sustainable manner possible. Many employers
provide extensive assistance to impacted workers and do not always see additional specialized
rapid response services as necessary or desired. In many cases the services available to impacted
workers through regular workforce services is adequate in the rural areas. Board support and a
change in marketing message should better position the region to be more proactive in response
to smaller layoffs.

For hospitality and tourism, the coordination of response activities could increase over
the next four years. In some cases, employers don’t want to “lose” their employees during the
times of the year where they aren’t operating, generally four to six weeks twice a year.
Workforce can come in to help with filing for unemployment insurance or job attached status -
this is an important function in the region.
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8. Provide a description of the replicated cooperative agreements (as defined in section
107(d) (11)) between the local board or other local entities described in section
101(a) (11) (B) of the Rehabilitation Act of 1973 (29 U.S.C. 721(a) (11) (B)) and the
local office of a designated State agency or designated State unit administering
programs carried out under title I of such Act (29 U.S.C. 720 et seq.) (other than
section 112 or part C of that title (29 U.S.C. 732, 741) and subject to section 121(f))
in accordance with section 101(a)(11) of such Act (29 U.S.C. 721(a)(11)) with respect
to efforts that will enhance the provision of services to individuals with disabilities
and to other individuals, such as cross training of staff, technical assistance, use and
sharing of information, cooperative efforts with employers, and other efforts at
cooperation, collaboration, and coordination;

As previously mentioned, the Division of Vocational Rehabilitation relocates to the
Colorado Division of Labor and Employment in summer 2016 which will increase efforts to
provide services to individuals with disabilities through cross-training of staff and information
sharing. Having opportunities for students with disabilities to experience the daily life of a
business is important not just for that student, but for the employer as well to learn about hiring
and managing individuals with disabilities. WIOA allows for expansion of these opportunities,
including apprenticeships, internships, on-the-job training, and other work-based training
experiences.

Previously, there had been a disability program navigator position based in the workforce
center throughout the planning region to help increase this area of service and the regional
planning group discussed the possibility of bringing a similar position back. A position like this,
in addition to the co-location of both organizations, helps people with disabilities navigate the
system and get the services and support they need. This could also be integrated with other
administrative cost-sharing efforts, like having that navigator help clients with social security or
other benefits. If both organizations are able to share data or data collection systems for clients,
this could greatly increase the coordination, though this would have to be a statewide effort.

The Independent Living Centers are a part of DVR. They are vital partners with DVR in
the Northwest Region in helping clients to find success in their Individualized Plans for
Employment. Also, many workforce centers house the County Veteran Service Officer who
helps veterans with disabilities with a variety of services. Building on these established
partnerships and connections will further enhance services to individuals with disabilities and
barriers to employment.

It is difficult for disabled workers to spend two to four years training or re-training to
gain skills through educational programs - they don’t always have the resources or support
systems to go back to school so programs where workers can learn on the job will continue to be
crucial. This will be a future strategy - increasing on-the-job opportunities for individuals to gain
additional skills or training.
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9. If determined appropriate by the planning region, describe the coordination of
transportation and other supportive services or discuss why these are not
appropriate for the planning region at this time.

There are several bright spots where workforce public transportation needs are being
successfully addressed through local efforts. Transportation has many challenges in the
Northwest, much like other rural areas of Colorado. There are limited services that meet some of
the need. There are four major transportation providers in the region: Summit Stage (Lake and
Summit counties), Roaring Fork Regional Transportation Association (RFTA; Garfield and
Pitkin counties), Steamboat Springs Transit (SST; Routt and Moffat counties), and Eagle County
Transportation (ECT; Eagle and Lake Counties).

In Lake County, the Summit Stage is increasing its services to five times a day, which is
important for a community where a majority of the population commutes out. There are also
efforts to explore a transportation network between Lake County and Chafee. Eagle County
provides two busses that run into Lake County. RFTA provides limited or no services to more
rural areas outside of Rifle, which is a major challenge. In some communities, public
transportation to a large portion of the economic and community cores are accessible. However,
there also in some cases community amenities (e.g. college campus or hospital campus) that are
outside of downtown corridors and/or may not be serviced by public transportation or in a
walkable location. For example, the Colorado Mountain College is outside of the Rifle city
limits, so busses do not run to the campus In addition, most affordable housing options tend to be
outside of city limits, which greatly impacts those individuals when trying to get to work. There
needs to be coordinated regional efforts between transportation services and affordable housing
locations.

In Steamboat Springs, the SST is free while in town, but that service area is limited,
especially to areas outside of town where there is more affordable housing. In Grand and Rio
Blanco Counties, there is no transportation provider, which puts a major strain on employees.

In Summit County, the Summit Stage is the primary provider of bus service in the
county, with additional bus service provided by the Town of Breckenridge and Keystone
Resort. They provide this service for free, with the exception of the inter-county/ inter-city
service to Leadville. The Summit Stage (hereinafter referred to as the Stage), provides free
scheduled bus service to most populated areas in Summit County. This includes all of the major
towns of Breckenridge, Dillon, Frisco and Silverthorne, as well as the the ski resorts of Copper
Mountain and Keystone, plus to the communities of Blue river, and Wildernest. As mentioned
previously, the Stage has also partnered with Lake County to provide limited service between
Leadville and Frisco. These bus services are used extensively by the workforce, tourists, students
and others who don't drive. These services are a great asset and benefit to not only the workforce,
but also the businesses and other organizations to get customers and the workforce to their
establishments

Many hospitality, healthcare and mining employers in the region have their own
transportation services to assist employees. Other employers, such as construction or
transportation services, allow employees to utilize company vehicles to commute because of the
system infrastructure challenges. Northwest Transportation Planning Region (TPR) has a
regional transportation coordinating district that has been discussing ways to increase
medical-related transportation, but the council is hoping to explore other transportation needs. In

14



most areas, there are military veteran medical transportation services and senior transportation
services even when workforce public transportation options are not available.

10. If determined appropriate by the planning region, describe how administrative cost
arrangements have been coordinated, including the pooling of funds for
administrative costs or discuss why these are not appropriate for the planning
region at this time.

Similar to other rural regions of Colorado, the Northwest has had great successes in
administrative cost arrangements and resource sharing. It is difficult for the group to envision
significant expansion in this area, because the geographic scope of the region is too broad for
multiple agencies to only exist in one physical location.

In Glenwood, Vocational Rehabilitation staff are moving into the workforce center and
will utilize a cost-sharing arrangement for rent and utilities. There are additional agreements with
human services staff to share costs through Employment First and other programs where
multiple agencies collaborate.

In Rifle, the Garfield County Housing Authority provides office space to the Center for
Independence, a local nonprofit that provides services and support to individuals with disabilities
and seniors, because a number of housing clients are eligible or utilize the Center’s services.
They are also located across the street from the Department of Human Services, which makes
referrals easier.

In Rangely, the workforce center is co-located with the Colorado Northern Community
College. In Meeker, the workforce center is co-located with Meeker city staff. In Steamboat, the
workforce center is located in the same strip mall as the Division of Vocational Rehabilitation.

There are also agreements in place with Human Services through some areas under
Employment First - there are some costs that are able to be reimbursed by HHS to Workforce if
extended services are being provided. These agreements are on a county-by-county basis. Many
partners in the planning group also discussed future possibilities for shared services with
community colleges.

Data sharing will be an important future strategy - one example is in exploring data
sharing opportunities between the workforce center and human services staff to streamline
services and communications. If outcomes from Employment First, for example, could be shared
back to workforce center staff, they could help with preparing and securing trainings and
opportunities for these individuals. The future plan will be to share assessments, evaluations, and
testing results between human services, workforce, and community colleges so that all systems
are operating with the same information about an individual - this provides one centralized
information point about a client. There will need to be support through statewide efforts to make
this a complete reality, but this will be a strategy for the region over the next four years.

The workforce center provides Virtual Workshops once a week for 10 counties - any job
seeker can come to the workforce center locations on Tuesday mornings and participate in the
training. There is also a great coordination with the libraries in the region. For example, Hayden
library staff was trained on how to use the virtual workforce center and can provide assistance to
job seekers that come in. Workforce center staff in Meeker are able to provide adult and
dislocated worker services in Craig by sharing space in other local service offices.
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11. The establishment of an agreement concerning how the planning region will
collectively negotiate and reach agreement with the Governor on local levels of
performance for, and report on, the performance accountability measures described
in WIOA sec. 116(c) for local areas or the planning region.

12. Provide a description of how one-stop centers are implementing and transitioning to
an integrated, technology-enabled intake and case management information system
for programs carried out under this Act and programs carried out by one-stop
partners.

The Northwest region has a long history of sharing administrative costs and co-locating
when appropriate. The regional planning group does not envision significant expansion in this
area because of the strength of the existing efforts. A true one-stop shop is not appropriate
conducive for the region because of the burden it would put on residents who would be restricted
in getting to that office - the rural nature of many communities presents transportation and time
challenges for individuals that would have to travel a significant distance. In addition, most
locations would require a significant redesign and increased infrastructure costs to combine to
literal one-stop shop. However, addressing the needs of customers with barriers to employment
should be a focus considering WIOA mandated partners, and especially considering the
significant expansions in the world of Assistive Technology in the last few years.

However, the Northwest region has taken steps in many areas, including workforce
centers and human services offices, to provide virtual services. Currently, Workforce staff often
provide web-based sessions with participants or to conduct trainings. As the broadband and
technological infrastructure continues to develop throughout the region, the workforce center
staff will also be able to expand offerings in this way. In addition, workforce center staff may be
able to obtain basic training navigating PEAK, so that they can assist clients in applying for
programs when they access the computers at the workforce center.

13. Briefly describe the activities and steps taken to develop this regional plan.

This regional plan is the result of a variety of outreach and planning efforts, beginning in
January 2016 and continuing through May. The focus of the effort has been to improve our
understanding of the changing regional economic conditions, particularly identifying those that
have created new areas of growth and opportunity in a variety of sectors and occupations.

We kicked off the regional planning effort with a statewide Colorado Rural Workforce
Consortium planning meeting on January 19, 2016 with all of the regions and many of the local
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boards and officials present. Additionally, our consultants were invited to meet all the key
players and begin to set expectations for the breadth and depth of the regional plans. We
reviewed and determined a new interlocal agreement should be executed for the area that would
be consistent with WIOA and the consortium structure. We agreed the four Consortium plans
would be launched in a staggered sequence, allowing us to ensure staff and consultant continuity,
apply lessons learned from each workshop & fully exploit the statewide opportunity to secure
specific feedback from the key impacted stakeholders and agencies. Specifically, this Northwest
region was identified to be the second of the four to host an event and begin detailed planning.
The review and discussions were to take a five week process which leveraged a variety of
engagement methods, including one-on-one interviews, telephone calls and other efforts to
develop a rough plan that would accommodate the regional differences across the consortium.

Our regional leadership then invited and convened over 25 core partners to begin
developing a robust local strategic plan. NW had 40 participants. We facilitated a discussion of
distinguished and influential local leaders representing significant cross-sections of our WIOA
stakeholders. This includes a variety of regional Community Colleges, mandatory One-Stop
partners, including State Human Services, Adult Education, Corrections, Veterans, Vocational
Rehabilitation, as well as key Private Sector employers. A variety of other key leaders including
Local Elected Officials from the region were invited to attend the planning workshops on
February 17th and February 18th. Feedback on the facilitated session was extremely positive.

In the workshop, we developed a vision of how the system will ideally function in our
local area to best meet WIOA goals and the needs of your employers and jobseekers. We
confirmed with our LWDB to ensure an actionable plan with a shared vision and delivery of
services.

Taking advantage of several sets of detailed notes & responses to some initial follow up
questions, we then assembled a first draft response to each of the 14 sections highlighted in this
document. This document has since been posted to a shared Google Folder with the appropriate
permissions to easily track comments, and changes over a five-week review and editing process.
This timeline essentially reflected a schedule of one week for document prep, securing Regional
Director approval of the first draft, then opening (for two weeks) this draft to a variety of
participants who had agreed in the workshop to help draft and comment on the successive
versions of the plan. In particular, we tried to identify the right skillset and experience to
comment on each section. To that end, we collaborated with one-stop partners to ensure they
had editorial control over the document for those two weeks, ensuring we had ample time to
integrate additional commentary before releasing for public comment. For example, we sought
to have specific details around Vocational Rehabilitation reviewed by the state leads for these
programs in the area. This ensures our plan and supporting strategies are aligned with the local
needs and preferences.

14. Describe the process used by the local boards in this planning region to provide an
opportunity for public comment, including comment by representatives of
businesses and comment by representatives of labor organizations, and input into
the development of the plan prior to its submission.
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As previously mentioned, the process includes a two-week period of public comment,
which includes representatives of businesses and labor organizations. The process began by
including the individuals and agencies that were present at the regional planning meeting. At the
meeting, workforce center staff also collected contact information for other key business and
labor representatives to connect with to review the plan. In addition, all Workforce Development
Board members and Local Elected Officials from the region will be invited to review and
provide feedback to this plan.
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