AEDC/AISD/AC Workforce Development Collaborative
Est. January 2008
“We must become architects of the future, not defenders of the decline.”
--
Mission Statement
Develop a qualified workforce for Amarillo and region to sustain a vibrant economy.

Core Values

· Stand shoulder-to-shoulder on this endeavor and stay on course.

· Get to know the employers within the community.
· Improve the opportunities to earn a livable wage.

· Develop an improved applicant pool.

· Connect people with their passions.

Goals

· Expand collaboration within the community.
· Identify and communicate workforce development issues within the community from the employer/industry perspective.

· Communicate the need for a paradigm shift within industry-driven training which incorporates both hard and soft skills.

· Identify a wide variety of workforce opportunities that pay livable wages within the community.

· Educate students and underemployed individuals about these workforce opportunities.

· Provide employers with marketing ideas to help them “get the word out” about their company and workplace opportunities.

· Educate employers about generational differences that affect recruitment and retention.

Plan of Action
· Clusters to focus upon: 
· Manufacturing
· Architecture and Construction
· Finance

· Transportation, Distribution and Logistics

· Design the formal “program” with AISD for the technical programs for careers/industries highlighted.

· Implement changes/additions in curriculum (AISD and AC) to incorporate much needed soft skills training.
· Workplace Competencies:  Business Fundamentals, Teamwork, Planning, Organizing & Scheduling, Problem Solving & Decision Making, Technology.
· Academic Competencies:  Reading for Information, Writing, Mathematics, Engineering & Technology, Speaking, Critical & Analytical Thinking.
· Personal Effectiveness Competencies:  Interpersonal Skills, Integrity, Professionalism, Motivation, Dependability & Reliability, Willingness to Learn.
· Design the “plan” with AC for further training in the careers highlighted.
· Engage a marketing firm to put together a large marketing plan to:

· Create a name for the program.

· Create a website for the program to serve as a means of communication and point of contact

· Market the program-- various careers/industries-- to students beginning with kindergarten and going through high school.

· Market the program to parents AND the underemployed using the marketing agency to identify ways to reach these audiences.

· Provide community follow-up from the program to communicate how the program is progressing.
· Form partnership with media outlets (Celebrate Education?) in order to gain community-wide exposure about the program.
· Have the “buy in” community meeting. At this meeting, have a speaker, reveal plans, ask for “buy in” and participation for the internship program.
· Hold several “events” to provide an alternative to traditional career fairs. Proceed with career expo (by industry) as one way to provide exposure to students and the underemployed to various industries and opportunities in Amarillo.
· Design a program to educate employers about generational difference that affect recruitment and retention.

What Is Our Essential Question?

http://www.authenticeducation.org/bigideas/article.lasso?artId=53&-session=Auth:C078F837076c827E0DGumwEE4E0C

What is an essential question? An essential question is – well, essential: important, vital, at the heart of the matter – the essence of the issue. Think of questions in your life that fit this definition.  What kinds of questions come to mind?  What is a question that any thoughtful and intellectually-alive person ponders and should keep pondering?

One meaning of “essential” involves important questions that recur throughout one’s life.  Such questions are broad in scope and timeless by nature. They are perpetually arguable.
A second connotation for “essential” refers to key inquiries within a discipline. Essential questions in this sense are those that point to the big ideas of a subject and to the frontiers of technical knowledge. They are historically important and very much “alive” in the field.
There is a third important connotation for the term “essential” that refers to what is needed for learning core content. In this sense, a question can be considered essential when it helps students make sense of important but complicated ideas, knowledge, and know-how – findings that may be understood by experts, but not yet grasped or seen as valuable by the learner.

A question is essential when it:
1. causes genuine and relevant inquiry into the big ideas and core content; 

2. provokes deep thought, lively discussion, sustained inquiry, and new understanding as well as more questions; 

3. requires students to consider alternatives, weigh evidence, support their ideas, and justify their answers; 

4. stimulates vital, on-going rethinking of big ideas, assumptions, and prior lessons; 

5. sparks meaningful connections with prior learning and personal experiences; 

6. naturally recurs, creating opportunities for transfer to other situations and subjects.
Our Thoughts
(February 29, 2008)
We know we need to:


Obtain REAL collaboration and commitment


Identify the players throughout the region

Document the “Buy In” from AEDC, AISD, AC, and others.


Focus on success in Potter/Randall Counties (manageable, modeling opportunity)


Design our efforts so they are a model for planning & implementation


Provide updated opportunities for career exposure

By industry, hands-on, cool, address generational differences



Job Fairs



Career Days



Employer Tours



Internships



Traveling Career Expo within the region

Identify ways to incorporate/reintroduce SOFT SKILLS!


Educate parents (for their children, themselves, and the community)

Establish an “Umbrella Name”:  Moonbud Stardance (Random Name Generator)

Plan an official Kick-Off Event with participation at all levels



Include info about Moonbud Stardance


Should be a RALLY!



Collaboration & Commitment



Include ceremonial signing of Commitment for ALL to see & individuals!



Motivational Speaker (e.g., Jim Brazell @ premierespeakers.com)



Nice invitation


Impressive program



Celebrate Education – advertising support



Discuss the importance of Soft Skills preparation



Big community event!



Identify the cost of the event
Lyndy…Check with Buzz about PRPC & Gary Pitner.


Single Point of Contact for Moonbud Stardance:  events, calendar, website.

Neutral Party with regional interests


Panhandle Workforce Development Board
Think about a Manufacturing Expo!
By career cluster/industry since this fits with ongoing career cluster efforts.


By invitation only!


Create an awareness of who our employers are and what they do!


Make connections between people and careers


Address generational differences (employers, employees & applicants)
Re-establish the importance of careers with updated perspectives (1940s vision)

Avoid duplication of Business Connection and Mega Market…in every way!
	Panhandle Twenty/20

BIG IDEAS
	AEDC/AISD/AC
Workforce Development Collaborative

	Create a culture of expectation
	Expand collaboration within the community.
Communicate the need for a paradigm shift within industry-driven training which incorporates both hard and soft skills.

	Improve access
	

	Connect our resources
	Provide employers with marketing ideas to help them “get the word out” about their company and workplace opportunities.

	Create a career vision
	Identify and communicate workforce development issues within the community from the employer/industry perspective.
Identify a wide variety of workforce opportunities that pay livable wages within the community.

Educate students and underemployed individuals about these workforce opportunities.

	Encourage educational rigor, relevance, & innovation
	Educate employers about generational differences that affect recruitment and retention.


Common Themes Among Amarillo’s Employers

· The applicant pool is weak and steadily getting weaker.
· Traditional job fairs and career days are not working.

· There is an aging workforce without new workers in the pipeline.
· Technology is impacting the workplace in profound ways.

· Rural communities produce a stronger work ethic within individuals.
· Employers seem to prefer older workers and immigrants (work ethic, family oriented, what it means to work).

· Out-of-state recruiting is required.
· National training programs are vital resources.

· Employers use temporary staffing agencies to “try before you buy”.
· Regional employers “steal” employees from each other due to the weak applicant pool.

· It takes 8 – 10 applicants to find one new employee who wants to work and is eager to learn.

· Employers are experiencing a real gap in the soft skills (teamwork, communication, problem solving, leadership, supervision, management, etc).
· Insufficient industry-based training exists within the region (school districts, higher education, for-profit training entities).
· People are not choosing trades for their occupation.
· Some good things are happening, but there are huge gaps.
· Reading, writing, & math skills are not solid in workforce.

· People cannot seem to make connections between their individual skills, abilities, and a variety of industry options.

· Generational differences make recruitment, training, supervision, and retention problematic.

· People do not understand what happens within industries and within Amarillo.

· Specific occupations and industries have been devalued.

· People’s perceptions of occupations and industries are outdated.

· Employers are frustrated by continual discussion without real change.

· Applicants do not know how to produce effective resumes or interview well.

· New employees have unrealistic expectations (working for a living, salary, starting positions, promotion, etc).
· Employees do not understand the “economics of work” (leaving a job with benefits for a job that pays slightly more with fewer benefits).

· Employers have a desire or mandate to grow, but they cannot do that without a local workforce.

· Employers and industry-based training need to be connected for effectiveness.

· Current workforce does not seem to be interested in self-improvement.
· Educators/trainers should have current industry expertise.

· Employers are ready and willing to be a part of the collaborative solution to the workforce dilemma.

US DOL COMPETENCIES

DECLARED AS A NEED/PROBLEM
1. Personal Effectiveness Competencies

Interpersonal Skills





(((((((
Integrity






(((((((
Professionalism





(((((((
Motivation






(((((((
Dependability & Reliability




(((((((
Willingness to Learn





(((((((
2. Academic Competencies


Reading for Information




(((((((

Writing






(((((

Mathematics






(((((((

Engineering & Technology




((((((

Speaking






(((((

Critical & Analytical Thinking



((((((
3. Workplace Competencies


Business Fundamentals




((((((

Teamwork






(((((((

Planning, Organizing, & Scheduling


(((((((

Problem Solving & Decision Making


(((((((

Technology






(((((((
STANDARDIZED INTERVIEW QUESTIONS

1.
When evaluating your current & potential workforce, what would you say is:

a. Working really well for you?

b. Causing your greatest frustration?

2. What have you identified as GAPS in the following areas:

a. Finding individuals who meet your minimum employment qualifications?
b. Realizing that people are NOT choosing a particular technical career or skill set?

c. Getting support from within the Amarillo community to grow and/or maintain your workforce?

d. Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

3. What are some performance issues that you have with your existing workforce?

4. What significant changes are underway in your organization or are expected in the near future that might impact your workforce?

5. Is there anything else that you would like us to know about your workforce or your competitive environment?

February 5, 2008 @ 2:00 p.m.
Texas Panhandle Builders Association (TPBA)
Lew Bradshaw – TPBA Executive Officer

Jeff Bryant – Stately Homes
Ron Connally – Ron Connally Construction

Mark Sorrels – Guy’s Plumbing, Heating & Air Conditioning

TPBA was chartered in 1946 to represent 26 counties in Texas.  It is a professional, non-profit organization of home builders, developers, remodelers, and businesses associated with the building industry.

1.
When evaluating your current & potential workforce, what is:

Working really well for you?

· State regulations of the home construction industry

· Good salaries

· Quick learning curve for both plumbing and heat & air

· The future for Texas is favorable with such a strong, secure industry

· Established relationships with Texas legislators

Causing your greatest frustration?

· Finding a qualified workforce is getting worse by the month
· Immigration issues

· High school students ask how to get into the industry

· Reduction in the CISD & AISD trades programs due to low enrollment

· Lack of motivated people wanting to go into the industry

· The aging workforce in the skilled crafts

· The replacement market includes nothing more than inexperienced high school drop outs, drug addicts, and illegal immigrants (but immigrants tend to be skilled, hard working, family oriented)
· Mandated continuing education requirements are constantly changing
2. What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· Running expensive employment ads in the newspaper for plumber helpers (since journeymen are unavailable) produce more than 50 applicants per month…they are typically in their late 20s, inexperienced, and SOME are even trainable.
· It takes 8 to 10 applicants to get 1 good hire.

· The new employees just quit showing up for work within one week!
· One employer has started hiring new people for a one week trial period in order to evaluate how experienced the person really is.

Realizing that people are NOT choosing a particular technical career or skill set?

· The industry needs to be defined as a PROFESSION.

· There needs to be a soft approach to marketing the trades for career choices…not intimidating.

· Plumber’s helper makes $20,000 – 25,000 per year.
· Tradesman makes $25,000 – 35,000 per year.

· Journeyman can make $40,000 – 60,000 per year (within 5 years).

· Master plumber can make more than $50,000 per year (within 5 years).

· In the HVAC industry, the same salary ranges apply for helpers, installers, and technicians.

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· There is no community support except within the industry.

· The TPBA is a strong, reliable network…great for mentoring.

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· Reading, writing, and math skills are not solid.
· Communication skills are not even strong enough to tell another employee what needs to be done.

· Poor business math skills

· No financial literacy…employees leave a solid job for a less stable job…for as little as 50¢ per hour.

· Confidence levels are low.

3. What are some performance issues that you have with your existing workforce?

· The good new employees get an attitude, because they know they can go to work elsewhere.
· The employers cannot deal with personnel issues in an appropriate manner because the “problem” employee might quit…and there are no replacements.  They have to wear “kid gloves.”
· The best employees (around 28 years old) get bored even with strong performance and good salaries.

· Employees are not bilingual.

4. What significant changes are underway in your organization or are expected in the near future that might impact your workforce?

· Legislative Regulation:  Local industry professionals have drafted our own legislation for protection.
· Mandated continuing education

· The industry is heading toward State licensure…a delicate issue.

· TECHNOLOGY!  This deals with advanced systems in homes…remote controlled systems that run on software…computer-smart homes.

· ENVIRONMENTAL Issues!  Energy.  Green.

5. Is there anything else that you would like us to know about your workforce or your competitive environment?
· Companies are consolidating which creates a battle between the BIG company and a local company.

· National certifications to gain a competitive edge (Certified Graduate Builder) 
6. QUESTIONS:

· Can we combine AISD and CISD trade programs in order to get higher enrollments?

7. Can we count on TPBA for support?!

· Absolutely!
· Getting the word out

· Time commitment
· Providing places for students
· Financial support
· Exposure to the workplace
· Mentoring
· Bus tours of building phases
February 6, 2008 @ 9:00 a.m.
Lone Star Machine
David Baker – Owner (father)

Matt Baker (son)

Lone Star Machine & Tool Company (only 5 years old) is a full service machine shop with CNC milling, CNC turning, O.D. & I.D. grinding, surface grinding, sinker & wire EDM, water jet, CMM inspection and design capabilities.  Master Cam CAD/CAM software is used for programming and design.  Custom machining, fabrication, and welding.
1. When evaluating your current & potential workforce, what is:

Working really well for you?

· On-the-job training
· Nothing else

Causing your greatest frustration?

· They started this process with AC.  There were big committees, but nothing happened.  There was no follow-up…nothing.
· Trying to find something that would interest the younger generations in machining, fabrication, and welding…hot rods, choppers, their freightliner that has amazing graphics, and other cool things that TV shows make popular.

· People don’t understand that this is NOT a messy occupation.

· They are running 4 10-hour shifts with only 6 employees.
· Poor work ethic (attendance, motivation)

· Income does not seem to matter to people any more.

· Poor quality of the workers.

· Had to drop 401K benefit…to reduce expenses.

· Competing with Bell Helicopter and Pantex within the applicant pool.

· They don’t have the monetary resources to pay for big training programs (like Bell Helicopter has with AC).

2. What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· They define a good employee as someone who is eager to learn and willing to work.  They would like young employees who will stay with Lone Star Machine for a long time!

· Reading, writing, and math skills are not solid.  Individuals cannot even read a tape measure or make change from a cash sale.  Spelling is a real problem… perhaps from text messaging.

· Legislation has really screwed things up by teaching to the test.

· Applicants have not worked with hand tools.
· They don’t know how to fill out a job application.

· They’re just not able to attract qualified people who can get the work out the door to the customer.

· Key Point:  They would just like the option to be selective about employment decisions.

Realizing that people are NOT choosing a particular technical career or skill set?

· People don’t seem to understand that their personal interests and talents might apply to this industry.  For example, an individual with an interest in graphic art would be an amazing asset to the machining industry.  Computer skills.  Programmers (all equipment runs off software).
· We’ve got to “Make Connections!”  Make it come to life!

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· There is no relevant training.

· Difficult time getting reasonable benefit packages.

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· Young employees seem to have lots of issues.

· Anger problems
3. What are some performance issues that you have with your existing workforce?

· Employees do not stay…they go to other jobs with slightly higher pay.
· Employees tear up more than they create.  One employee cost the company $1,000 due to error rate.

· They are unable to pay attention and perform well…leads to high scrap rates.
· Example:  A bad employee is still drawing his salary.  It is costing the company money, but the cost cannot be passed on to the customer.  The bad employee just thinks, “It’s just money.”  No remorse.  Not sorry for the cost overrun.

4. What significant changes are underway in your organization or are expected in the near future that might impact your workforce?

· They’ve been in the new building for 2 years, and they’ve experienced tremendous growth from the first day!
· Cutting back on overhead…it’s a family-run business.

· Administration has management responsibilities and is now having to work in the shop in order to reduce costs while keeping promises to customers!

· Example:  Working 36 hours straight, then driving to Lubbock to deliver product.  Regularly working 7:00 a.m. to midnight seven days per week.

5. Is there anything else that you would like us to know about your workforce or your competitive environment?
· They do a lot of work for Pantex, Bell Helicopter, Amarillo Gear, and others.
· New technology has significantly changed the industry.  In the past, a task that would have taken 4 hours can be done in 5 minutes today.

· They have a strong desire to add more customers, but they can’t do it all.

· Employees leave in order to work for $1 more per hour at Firestone changing tires.

· The machining environment demands free thinking.  Employees who must have structure will not thrive (e.g., those who have been previously incarcerated).
6. QUESTIONS/OBSERVATIONS:

· They are VERY interested in working out a deal to use the 3D printers at AC and AISD.
· It would be great if there was a COOP of smaller shops to provide reasonable insurance and other employee benefits.

· They tried a variety of employee-based programs, but none worked out.  They tried a profit-sharing program in their first year…bad experience.  They tried to encourage employees to buy their own insurance in order to create a side fund with a balance for sharing…but the employees had to actually pay for their insurance!

· They wish people would understand the critical need for the company to keep the door open every day!

7. Can we count on Lone Star Machine for support?!

· Absolutely!
· Tooling Show on April 18 from 10:00 a.m. to 6:00 p.m. at their location.  The goal is to expose Lone Star Machine to a broader customer base and potential employees.
· We have to make the connection with people!
· Is there a way to put together a traveling road show for MFG and IT career recruitment?
February 6, 2008 @ 2:00 p.m.
Ben E. Keith – Amarillo

Jeff Yarber –  General Manager

Controller

HR Manager

IT Manager

DOT Manager

Warehouse Manager

Ben E. Keith – Amarillo was formerly known as Panhandle Fruit Company (founded 1937).  The company sold to Ben E. Keith Foods in 1968. In 2006, the branch moved into the new state-of-the-art facility with 307,704 to 1,000,000 square feet.  It is a leader in two vast growing markets:  Anheuser-Busch Beverages and Foodservice Distribution.  There are other branches in Albuquerque, D/FW, Little Rock, Oklahoma City, and San Antonio.
1. When evaluating your current & potential workforce, what is:

Working really well for you?

· They get heavy applicant traffic.
· They have substantial internal training that is software driven.

· Competitive wages

· Reputation

· New facility

· Media coverage

· They preach it and teach it.  The company does a lot for the 212 employees.

Causing your greatest frustration?

· Generational differences (work ethic)

· Individuals don’t know what to expect from the actual workplace
· Receiving 300 clerical applications for 1 job opening

2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· Applicants need to learn how to complete resumes.
· They don’t know what to expect from technical careers and the workforce.

· The AC Truck Driving Academy does not incorporate the entry level driver qualification (driver basics) or the Smith-system driving instructions.

· Use or familiarity with computers (basic navigation skills)

· Application of IT theories

Realizing that people are NOT choosing a particular technical career or skill set?

· They don’t know what to expect from technical careers and the workforce.
· Ben E. Keith – Amarillo cannot get enough mechanics…a big void.  Diesel mechanics must now be technicians (diagnostics).  Refrigeration mechanics.  Company car mechanics.  The Company is now running nitrogen in their tires, so it takes special training and equipment.
· People just don’t know they may want to be a mechanic!

· Robbing other employers to fill vacancies.

· Expectations are unrealistic (salary, starting positions).

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· Not sure of any support
· No relationships exist

· It’s not a pressing issue yet.
· Amarillo lacks training seminars…warehousing supervision, OSHA, management, certifications.  This would save the company money on travel.

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· Work ethic dissolves quickly

3. What are some performance issues that you have with your existing workforce?
· New hires don’t want to work hard.
· Clerical ranks experience child care issues and miss work.

· Night shift wants the pay but they don’t want to work.

· Individuals don’t want to do the work when they experience it.

· The company is incentive driven…not an 8 – 5 environment.  Individuals don’t want to keep up with the work in order to hit the incentive targets.

· Employees are either really good or really bad.

· Need more bilingual employees (English/Spanish)

4. What significant changes are underway in your organization or are expected in the near future that might impact your workforce?

· New Retention Program where they conduct exit interviews at the time of dismissal and again in a week or so (sent to home via mail).  The top issues and/or reasons for termination are consistently “supervisor” or “money”.
· Technology:  voice picking

· Corporate office identifies training to push out to the branches.

5. Is there anything else that you would like us to know about your workforce or your competitive environment?
· Average years of service:  10.7
· Workforce is about the same age…there is a need to fill the pipeline with younger employees.

· Self Contained Societies/Teams:  Truck Driving, Sales, Management, Warehouse, and Clerical

· Key Point:  Students must be 18 years of age before Ben E. Keith will allow them in the shop due to liabilities.

6. QUESTIONS/OBSERVATIONS:

· There could be a real training connection within CIS, Windows-based programs, truck driving, clerical, management, leadership, etc.
· They currently use TCU for management training.

7. Can we count on Ben E. Keith for support?!

· Absolutely!
· They have training videos that would demonstrate the work environment.

· They would give tours to show the “nuts & bolts” of the operation.

· They hire students as part-time employees.
February 7, 2008 @ 3:30 p.m.
LA Fuller and Sons
Jason Fuller – Owner (Son)
Paving and utilities contractors.  A family-owned and operated business which began in 1940.  Includes Alpha Paving.
1. When evaluating your current & potential workforce, what is:

Working really well for you?

· Outsourcing their recruiting to SOS for about 2 years now (positions range from laborers to experienced equipment operators)
· This gives the company a 60-day window to try out the employee before making a hiring decision.

Causing your greatest frustration?

· The length of time that it takes to recruit applicants.
· The job fairs are NOT working.  People just walk by the table.

2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· Applicants lack the desire to be qualified.
· They want to make money without the corresponding effort.

· Generational differences are obvious with incoming applicants.

· Applicants don’t have anything to bargain with.

· Older guys are working hard, but the 20 – 30 year olds come and go.

Realizing that people are NOT choosing a particular technical career or skill set?

· This career has been demonized.  You must CHOOSE it!
· You can make a good living and will be field educated.

· Not a lot of college graduates look at this career.

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· There are no training programs in soil and dirt.  The training cannot be geared toward those going into engineering.
· SOS Staffing

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· They are missing basic skills, but they sure want the money!
3. What are some performance issues that you have with your existing workforce?
· Does an applicant breathe and walk?…they’re qualified (about 70% of the workforce)
· There is a HUGE jump to the next level within the company.  This requires intelligence in order to run the work…math, science, analytical thinking.

· Managers are college educated, but they must rely on the experienced field hands.

· Across the board, expectations are unrealistic.  For example, entitlement, expecting to start where their parents currently are.
· Example:  Employee with 20+ years of service.  He doesn’t want to be the boss even though he is capable, knowledgeable, and has the ability.  Management wants to do something special for him, so they give him a take-home vehicle.  All of a sudden, 40 other guys want a vehicle to take home!  Management wastes valuable time explaining performance, longevity.  The other employees begin “sharing” reasons why the employee with the take-home vehicle should be disqualified.

· Out of 75 employees, only 5 seem willing to better themselves.

4. What significant changes are underway in your organization or are expected in the near future that might impact your workforce?

· The upper level workforce is 50 and 70 years of age.  No one is working toward this level in the pipeline.
· Offering seminars for employees (plan reading, using survey instruments) on Saturday afternoons (only 5 participants…but at least there are 5).

5. Is there anything else that you would like us to know about your workforce or your competitive environment?
· LA Fuller & Sons employees about 100 employees.
· Over 40 employees have been with the company for 5 or more years.

· Family business…3rd generation is now running the company
· Competitors:  Holmes, JB Milligan, Gilvin, Advanced Pavement

6. QUESTIONS/OBSERVATIONS:

· Sharpening the Saw = Education
· Management’s confusion & frustration:  Ethanol Plant in Hereford is a big project.  It is fast-paced with 66-hour work weeks.  Company bought new equipment that is really expensive (dump trucks, scrapers, etc).  Gave across the board job-specific raises to all employees working on the project to compensate for the travel and hours.  BUT…employees are begging to get OFF the job because it is interfering with their Saturdays.  Money is NOT the motivator with the workforce (generational difference).

7. Can we count on LA Fuller & Sons for support?!

· You bet!
· The high school connection is going to have to be bizarre in order to get their attention!
February 8, 2008 @ 2:00 p.m.
Xcel Energy

Don Taylor – Human Resource Consultant
Sandy Hadley – Human Resource Consultant, Energy Supply

Wallace Hill – Regional Manager, Community Service & Economic Development

Harryette Johnson – CES Business Planning Consultant

Connie Morgan – Human Resource Consultant

Matt Watson – Principal Workforce Relations Consultant

As a leading combination electricity and natural gas energy company, Xcel Energy offers a comprehensive portfolio of energy-related products and services to 3.3 million electricity customers and 1.8 million natural gas customers.

1. When evaluating your current & potential workforce, what is:

Working really well for you?

· New environmental slant for their operations…they are generating power differently (wind, solar, etc).
· History of a healthy applicant pool for the Customer Care Segment

Causing your greatest frustration?

· For the first time in 2 years, the Customer Care applicant pool is dry.
· Experiencing trouble hiring in outlying areas (e.g. Earth) for the power plants.

· The industry experienced a hiring surge in the 1980s and flattened in the 1990s.  We then went through painful downsizing in the workforce.

· Applicants do not have Behavioral Interviewing skills.
· They do not know how to capture their skills on a job application, and people don’t seem interested in learning how to do it better.
· Online application process is not going well.

· The company helped fund the NDT program at AC and never received any applications from the program.  AC faculty will not return Xcel Energy phone calls:  Is it due to the time of the year (finals or Summer)?  Is it a part-time instructor?  Is AC just not interested?

2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· SPS raised the bar for minimum employment qualifications and is now looking at older applicants.
· For apprentices, they are only experiencing a 60% pass rate on the Edison Electric Institute test.  People cannot seem to pass the math portion.

· In addition, 60% of the apprentice applicants don’t even show up for the test.

· Out of 185 applicants, only 40 people were employable in a recent pool.

· In the customer care segment, they are requiring 1 year of customer service experience.  There is a huge problem with no shows for employment processing.  Then, only 8 of 25 make it past the initial screening.

· BCBS is attracting more experienced applicants.

Realizing that people are NOT choosing a particular technical career or skill set?

· The non-Power Plant jobs are just not attracting applicants.  The jobs are not as interesting to applicants as they used to be.
· They are having a tough time recruiting Engineers…due to a shortage of people going into the Engineering disciplines.

· A real downward trend of women going into Engineering majors.

· Vivid Example:  High school students are just NOT interested.  In a recent “Are You Ready for the Real World?” event with juniors and seniors, Schlotsky’s room was packed and the Xcel Energy room was sparse.

· IBEW is also suffering.

· Applicants seem to think that “heavy equipment” includes lawn mower, hedge trimmer, weed eater, etc.

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· The company is experiencing an identity crisis.  SPS versus Xcel Energy.  Electric Utility or Meat Processor.
· Good contact with AISD.

· They thought they could do it themselves, but they now know it takes every resource working together:  Panhandle WorkSource, AC, WT, AISD, Job Fairs.

· Panhandle WorkSource is a great partner.  They developed a module on Behavioral Interviewing.  They also focused training on completion of the Xcel Energy application.  It was a 3-hour module and provided at no charge to the applicants.

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· A good work ethic is just flat missing…unanimous agreement.
3. What are some performance issues that you have with your existing workforce?
· It’s a big market for Apprentices ($30.38/hour wage).  They are leaving the company to move to other states.  They’re not planning for their careers.  They are leaving in the 2nd year of their 4-year apprenticeship.
4. What significant changes are underway in your organization or are expected in the near future that might impact your workforce?
· Company conducted extensive workforce planning.
· Generations training
· Trying to hire forward in Environmental, Chemists, Engineers, and Apprentices (It’s a 4-year process:  Maintenance, Electric, Instrumentation & Control, and Control Room Operator).
· TECHNOLOGY!  Automated meter reading, Smart Grid Test Environment, computers in the vehicles for recording entries, filing reports, etc.
· RECRUITING efforts.  They now try to give people options for career opportunities.  Encourage people to develop a craft.  Provide rural kids with an awareness of their options.
5. Is there anything else that you would like us to know about your workforce or your competitive environment?
· Due to the aging workforce, the company is back in the recruiting mode.
· Avg. age = 45 for SPS

· Amarillo has about 1,000 employees

· The electric utility industry typically has employees with longer service.

· Bismarck Junior College has a Plant Operator course that is totally ONLINE!
6. QUESTIONS/OBSERVATIONS:
· Xcel Energy can no longer wait for individuals to come to them or the website.  They are actively recruiting in many new ways.
· Industry Night for Amarillo Electricians!  February 20, 2008 at the Holiday Inn.  Working with IBEW to attract all levels of electricians with wages ranging from $11.18 to $37.77
· High School kids cannot be involved with the workplace due to Workers’ Comp (liability)
7. Can we count on Xcel Energy for support?!
· Absolutely!
· An offer to conduct mock behavioral interviews.

· Participation in Advisory Committees for technical programs
· Develop Job Shadowing with AISD & IBEW (Pilot Program) for non-safety-sensitive work…This is currently working well in Colorado.  Xcel Energy is self-insured, so it is possible to manage the liability.

· Interested in re-establishing the School-to-Work Internship Program… ½ day @ school and ½ day @ work.
· Excel Energy President says it is important to get more involved with high schools.
February 11, 2008 @ 9:00 a.m.
Scottco

David Brewer, General Manager
Formed in 1972, Scottco is the leading provider of plumbing, drain cleaning, heating, air and electrical services to industrial, commercial and residential customers in the Texas Panhandle.

1. When evaluating your current & potential workforce, what is:

Working really well for you?

· Some interest is beginning to develop in high school again.
· Applicant pool seems to be better.

Causing your greatest frustration?

· Attracting young, energetic applicants that are willing to work every day, want to learn, and understand that their employer will train them!
2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· Finding good people is a big concern.
· Their competition complains about the same applicant pool problem, but they are not doing anything to make the situation better.  Scottco is being proactive!

· People don’t even know how to search for and apply for jobs.

· The community employers may be sending the wrong people to recruit.

Realizing that people are NOT choosing a particular technical career or skill set?

· Older bricklayers are beginning to retire.  No one is in the pipeline to learn the skill.  As a result, builders are beginning to use different elements (stucco, etc).
· Worry about where HVAC will be in the future!

· The trades and basic skills should be taught as early as 7th grade!  If the future of these individuals runs into trouble, they would at least have income-producing skills to fall back on!

· Applicants simply don’t know what a technical skill set is!  Example:  Designing and installing ductwork is directly related to the ability to create something with your own hands!

· Many people look down on the skills careers.  They don’t realize the salaries that are possible in the trades!

· There is an overall lack of awareness.  People only recognize the career opportunities that are within their realm of experience (fast food, grocery store, etc).

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· Individuals don’t understand the wide range of employment opportunities within the Amarillo community.  Example:  A mechanic might not know that Amarillo provides extensive aircraft mechanic work on Southwest Airlines planes!

· We should focus on DEMONSTRATING what our local and regional employers actually do!

· Currently working with AACAL, but would like to expand into other areas.
Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· A solid work ethic is missing.  Parents are obviously NOT teaching it.
· The new workforce knows nothing, and they are not interested in going directly from one task into another.  They detour.

· Generational differences are apparent.

· Home life is just not there for positive role modeling.

· People don’t even know how to read a tape measure!

· Strong belief that standardized testing has screwed up the applicant pool.

3.
What are some performance issues that you have with your existing workforce?
· Employees are jumping ship for more money per hour, but they do not understand the benefits that get left behind.
· Due to generational differences, they are learning to focus on results rather than the method used to accomplish the results.  Employees don’t always agree on the “how”, but they do agree that the job needs to get done.
4.
What significant changes are underway in your organization or are expected in the near future that might impact your workforce?
· Implementing FISH Philosophy…bringing fun and recognition back to the workplace.
· They are helping their employees understand that the company has to make money, but they can have fun too!
· Added internal and external newsletters to bring people together.  The outlying team members have had a hard time integrating with the office staff.
· Scheduling “Burger Burns” and Wonderland Night/Picnics to show employee appreciation, safety concern, and the family focus.
· Additional 2-hour training sessions for employees on Wednesday mornings.  Topics cover:  Financing for Clients, Personal Finance for Employees, Employee Benefits, etc.  The voluntary sessions are always maxed out at 15 participants, so they are gaining in popularity and participation among the employees.  The training schedule is developed quarterly.  Employees usually teach the sessions for additional peer exposure and recognition.
5.
Is there anything else that you would like us to know about your workforce or your competitive environment?
· Check out Cam Marsten’s generational differences training…it’s good!
· The company does so much internal training and works with students so they can stay in college in order to keep their job at Scottco.
· They are expecting to add crews in order to handle 24/7 customer service.  This has become a lifestyle expectation within society (banking, online courses, shopping, etc).
· We have an 18-year old requirement on most jobs.
· 10 – 15% of their workforce falls within 3 - 4 years of service.
6.
QUESTIONS/OBSERVATIONS:

· You really have to work to get OUT of your own comfort zone in order to get back into your comfort zone!
· Does AISD give aptitude tests?  Career awareness classes?
· A mechanical engineer from Texas A&M University does NOT even know how to size ductwork for a building.  College graduates are coming out with theory but no real world application.
7.
Can we count on Scottco for support?!
· Of course!
· Develop a program within the Sheet Metal Shop where students can work a ½ day and be guaranteed a job.  We can encourage them to continue their education, and they have been exposed to the skills and the work environment!

· Would love to have AC Advisory Committee involvement

· Cindy Baker, Administration Manager is on board!
February 11, 2008 @ 1:00 p.m.
Owens Corning

Joe Godfrey – Facilities Engineering Leader
Dave Barham – Operations Leader

Cole Foley – Operations Leader

Les Thompson – Human Resources (only in this position for a few more weeks)

Owens Corning (NYSE: OC) is a world leader in building materials systems and composite solutions.  A Fortune 500 company for 53 consecutive years, Owens Corning people redefine what is possible each day to deliver high-quality products and services ranging from insulation, roofing and masonry products, to glass composite materials used in transportation.  Amarillo’s facility = Textile & Reinforcements
1. When evaluating your current & potential workforce, what is:

Working really well for you?

· Not much
Causing your greatest frustration?

· Using contract labor and only hiring from that pool for full-time positions.  Is this a function of low unemployment?  The company has not hired off the streets in a very long time.
· Attendance problems

· No two-way loyalty anymore

· Hiring from ranks of top-notch military experience, but they quickly learn that this personnel environment is not the same.

· In Operations, they are losing about 60% of their skilled workforce to retirement with no one in the pipeline.

2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· Their challenge is just finding someone who will come to work every day!
· Applicant pool is from contract labor rather than the general public.

· They have even lowered their standards…no longer need to have a high school diploma.

· They are finding that applicants have stupid things on their criminal records…they made bad decisions.
Realizing that people are NOT choosing a particular technical career or skill set?

· All we have to do is look at their applicant pool.  People have no clue what Owens Corning actually does at the Amarillo plant.
· These careers are just not attracting new workers.

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· Pantex and Bell Helicopter pull from the Owens Corning workforce.  The lure is better wages and benefits.
· Amarillo College programs

· Other Owens Corning facilities

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· Short attention span
· The workforce used to change their own oil, mow their own grass, etc.  Today, they don’t even care to balance their own checkbook!

· Communication skills are truly lacking.  The individuals are good at what they do, but they cannot communicate their ideas to others via written or verbal avenues.

· The hired contract employees would not have interviewed well in the outside world.  In this environment, the company overlooks obvious things because the worker has demonstrated performance.

3.
What are some performance issues that you have with your existing workforce?
· Contract workers are leaving the job for as little as 25¢ to 50¢ per hour.
· There is weak succession planning within Operations.

· There is fast movement through certain jobs.

· Long-term employees are having difficulty with the transition to TECHNOLOGY.  Examples:  robotics environment, ability to run computerized control equipment, understanding graphic representations of systems, troubleshooting.

· Employees don’t understand the Big Picture.  They don’t understand why the company does what it does.  They don’t understand the concept of making a profit and being competitive.  In fact, they may not even have the ability to see the Big Picture!

4.
What significant changes are underway in your organization or are expected in the near future that might impact your workforce?
· They are experiencing a lot of movement within the upper management.
· TECHNOLOGY.  Robotics.
· Graying of the workforce.
5.
Is there anything else that you would like us to know about your workforce or your competitive environment?
· Average age = 44 (overall workforce)
· Average age = 35 (Operations)

· 65% of the Maintenance workforce is over 50 years of age with 15% of that workforce over 60 years of age!
6.
QUESTIONS/OBSERVATIONS:

· Getting the best out of our employees depends on understanding why we are in business.
7.
Can we count on Owens Corning for support?!
· Employees in this interview were not able to represent management.
February 18, 2008 @ 2:00 p.m.
Anderson Merchandisers
Cathy Huntington – Human Resources Hiring Coordinator
Established in 1917, Anderson Merchandisers, L.P. is one of the nation's largest distributors of pre-recorded music, movies, and books for retail stores throughout the United States.

1. When evaluating your current & potential workforce, what is:

Working really well for you?

· Amarillo’s economy is good enough to attract people.
· AC and WTAMU are readily available for education.

Causing your greatest frustration?

· Companies are hiring from the same small pool of applicants and each other’s employees.
· Shortage of qualified applicants!

· Problems arrive with the applicants…anger management, personal problems.
· Applicants do not want to work.  They only want to satisfy their TWC requirements of accepting a job, OR they have been told that they have to work.
· The public is always surprised by Anderson Merchandisers.  People do not know what they actually do or who they are.

· People are NOT realistically prepared for work.  They do not have grounded expectations.  Who tells them what to expect?

2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· In the warehouse environment, the minimum employment qualifications are really basic (lifting 35 pounds, able to squat, etc).  We are always short of applicants (free of felonies, no theft convictions, no acts of violence).
· Applicants do not seem to understand their criminal history stays with them throughout their working lives.

· Hiring standards differ by department, but the standards are set high enough to protect the company.
· Recent high school graduates are great with technology…no fear.

Realizing that people are NOT choosing a particular technical career or skill set?

· The company prefers to hire the best people from the small applicant pool, pay them overtime, and hope they do not choose to leave.
· They encourage students to work in the “back” warehouse, so they can work their way through college and eventually promote to supervisors.

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· The company uses a variety of staffing agencies to help them with their applicant pool.  Each agency differs in the way they process the staffing resources.
· Cherry-picking for the best applicants requires getting applicants from ALL available agencies in order to find people to fill positions.

· The company is only able to hire 50% of what it needs…and that is using ALL agency resources.

· Newspaper ad costs are outrageous!  The newspaper’s online posting option is actually working pretty well.

· WTAMU is too focused on Bachelor’s and Master’s Degrees.

· AC does a great job working with the company.

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· College graduates do not know how to apply the theory they have learned.
· They hold out for better wages elsewhere.  They have not figured out that higher wages in another community comes with a higher cost of living.

· Workforce is extremely diverse in this area:  Blue collar workforce typically has no college.  Many female employees are working moms, growing up, moving to the area, learning new things, working hard, or have single-parent responsibility.  Most male employees simply choose NOT to reach for the brass ring.
· New employees believe that their General Business degree should immediately bring them $60,000/year.  College professors must tell students that their college degree is worth $XYZ WITHOUT clarifying the journey to that salary.  Educational marketing campaigns add to this problem…a BS is worth $Y in earning power…”Give yourself a raise, education pays.”
· Recent high school graduates do not seem to want to work.  They do not seem to understand a Monday thru Friday/ 8:00 – 5:00 work day.  They miss work, because they need to see their best friend, go to a concert, or sleep.

· Recent college graduates tend to have a stronger work ethic, because they have already gained some expertise balancing their daily lives.  Any college work is a plus!

· New employees do not know how to balance a checkbook or live within a budget.

3.
What are some performance issues that you have with your existing workforce?
· New hires are not expecting to start at the bottom of the organization.
· 5,000 employees (30% distribution, 10% management, 20% call centers, 40% workhorses which includes sales team).
· New hires do not accept responsibility.
· Companies are now raising and training new employees…when their parents obviously failed.

· New hires seem to have many personal issues/problems.

· The Freedom of being American is being taken to the extreme:

· Piercing and tattoos are a form of individual expression.

· Piercings are a safety issue; therefore, the jewelry is not allowed.

· Tattoos must be covered at all times.

· The company encourages loyalty and advancement; however, the basics are lacking to support this culture.

· How to create a resume for internal advancement processes.

· How to “behave” for achieving higher level positions.

· How to dress appropriately (not wearing Daisy Duke shorts).

4.
What significant changes are underway in your organization or are expected in the near future that might impact your workforce?
· They will be adding 300+ employees.
· Other markets are just as desperate is Amarillo…Cathy Huntington recruits for the company in all 50 states.
5.
Is there anything else that you would like us to know about your workforce or your competitive environment?
· In Amarillo, there does not appear to be a sense of urgency about applying for jobs.  A job posting may have expired…and applications continue to come in well past the deadline!  It appears that people just don’t get around to the paperwork for a while!
· The company’s extensive internal training program seems to be helping with retention.
6.
Can we count on Anderson Merchandisers for support?!
· Level of employee in this interview was not able to represent management, but she believes management will be thrilled that someone is trying to do something to turn this situation around.
7.
Questions/Observations
· Cathy Huntington really liked our interview questions.
· Companies will not stay in Amarillo if they cannot staff their operations.
February 20, 2008 @ 10:00 a.m.
The Kelley Family of Companies

Ken Kelley – Chairman and CEO (father)

Bryan Kelley – GTM Industries, Co-Owner (27-year-old son)

Jack B. Kelley, Inc., Specialty Trailer Leasing, Inc., ShipRock Helium, Golden Spread Energy, Inc., GTM Industries, Kelley Assurance Group, LTD.

As a common carrier, Jack B. Kelley, Inc. has the ICC authority to transport commodities in bulk throughout the Continental United States, parts of Canada and Alaska as well as Intrastate authority to transport within many states.  As a contract carrier, Jack B. Kelley, Inc. can transport general commodities throughout the United States.

Jack B. Kelley, Inc. has the equipment and experience to transport these industrial gases and other specialized chemicals: Acetylene, Air Compressed (Breathing Air), Argon, Bromine, Calcium Bromide, Carbon Dioxide, Carbon Monoxide, Ethane, Ethylene, Helium, Hydrogen, Hydrogen Chloride, Hydrogen Sulfide, Methane, Methyl Alcohol, Natural Gas, Nitrogen, Nitrogen Trifluoride, Nitrous Oxide, Oxygen and Zinc Bromide.

1. When evaluating your current & potential workforce, what is:

Working really well for you?

· Internships (engineering, accounting) that turn into full-time employees.

· Hiring from the Bell Helicopter classes at AC.

· Doing a decent job of getting the word out about their company jobs.

· Being a family company.

· Being proactive.

Causing your greatest frustration?

· Young applicants are lazy and obviously do not want to work.

· GTM welders leave the company for the oil patch where they earn $60/hour.

· There is no focus on long-term career success.

· Low employment in the region keeps the applicant pool small.

· The big trucking lines are SUPER recruiters.

2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· They are missing reading and writing skills AND common sense.
· Many applicants are unable to get the job due to moving violations and inability to pass drug screenings.

· In skilled positions, applicants cannot pass the simple introductory job skill tests that they should have mastered during certification training programs (machinists, welders).

Realizing that people are NOT choosing a particular technical career or skill set?

· Technical careers are not sexy enough for the new applicants, and the careers are too dirty for them.
· Technical career marketers peddle big salaries and benefits.

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· The company is constantly being recruited by national community colleges (North Carolina Community College System with 58 colleges in the system) with offers of facilities and training if the company will provide the students.
· Pantex, Bell Helicopter, and the oil field are their major competitors for job applicants.

· Amarillo College (particularly Dr. Kim Hays) has been really good to them.

· They have worked with Ron Faulkner, but parameters still need to be set in order to put a plan in motion for training (winding, CNC, blade operators).  The proprietary curriculum needs to be developed.  Trainees must already be employees as well as certified welders.  They are planning to hire 30-35 new people for this training.

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· No common sense.
· Generational differences are significant in the workforce.

· They have a 60-day probation period, so they have an “out” if the employee does not work out.  This is truly based on the individuals.  For example, an employee with military experience failed to show up on time and was subsequently fired.  He came from extreme structure.

3.
What are some performance issues that you have with your existing workforce?
· They try to hire the right ATTITUDE and hope the initial screenings will cull out the other problems.
· Are the people teachable?  Take them!  They can be successful with basic knowledge.
4.
What significant changes are underway in your organization or are expected in the near future that might impact your workforce?
· They are cross-training for the entire system.
· They conduct drug screenings on 100% of their employees (at hire and monthly at random after that).

· They are in continuous growth mode.  In fact, they have purchased 1,000 acres east of town.

· GTM currently has 15 employees (1 shift for production of 1 line @ 260 units) with expansion to 40 employees (3 shifts for 3 lines @ 800 – 1,000 units).

· International customers
5.
Is there anything else that you would like us to know about your workforce or your competitive environment?
· 15 employees @ GTM Industries

· 800 employees system-wide

· Within the skilled ranks, the average age is 20-30 years.

· They experience a 30% turnover in the driver ranks.  The lure of a better job is only 10 miles down any road.
· GTM Industries builds “something”, so applicants typically are of that mindset.
· They have an AEDC grant to add 200+ employees to focus on welding & CNC.

6.
QUESTIONS/OBSERVATIONS:

· Their vision for Amarillo:  Be the Alternative Fuel Capital of the World
· Unfortunately, Amarillo is so conservative.
7.
Can we count on the Kelley Family of Companies for support?!
· Of course.
· They do not have any age restrictions for programs like this.
February 20, 2008 @ 3:00 p.m.
Bruckner’s

Chip McCampbell – Director of Human Resources

NOTE:  Interview was cut short due to workplace demands.  Chip is energetically ON BOARD for this project!
Mack, Volvo, GMC Trucks - Bruckner's is a full-service supplier for truck owners and operators with highly skilled service technicians, modern tools and equipment and large, up-to-date inventories. Bruckner's offers new and used trucks, trailers, parts, service, leasing and rentals with nine locations in Texas, Oklahoma, and New Mexico.
1. When evaluating your current & potential workforce, what is:

Working really well for you?

· The oil field is driving our economy and the $3+ per gallon gasoline!
· This production helps the USA be self-sustaining.

Causing your greatest frustration?

· Cannot find people to become service technicians or mechanics, parts sales, truck sales, or managers.
· Life is just different today.

2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· Criminal backgrounds are a problem.
Realizing that people are NOT choosing a particular technical career or skill set?

· Kids need to be told that they can go to work for Bruckner’s for $40,000 per year.
· It takes brains to be a mechanic today!

· Kids need to have a career plan and work that plan.

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· Academic instructors who have never (or not recently) been in the real world cannot possibly explain options to student much less expose students to their career opportunities and potential.
Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· The current applicant pool obviously did not receive basics at home.

· They are missing the soft skills.

· They don’t seem to understand that their personal behaviors in high school will follow them into the workplace (fighting in school, alcohol problems).

· The kids don’t know how to use the “calculator of life” (evaluating benefits, hourly rate comparisons, etc).
3.
What are some performance issues that you have with your existing workforce?
· Did not ask
4.
What significant changes are underway in your organization or are expected in the near future that might impact your workforce?
· Did not ask
5.
Is there anything else that you would like us to know about your workforce or your competitive environment?
· They travel to Laramie, Wyoming to recruit graduates of Wyotech.  For profit technical school.  Slick marketing.  Attractive female recruiter for the 18-19 year old males.  They hold the bar high and enforce the development of a strong work ethic.  Full housing options.  $20,000 tuition.  Counselors “woo” the students.
· Wyotech has students from the Texas Panhandle….Fritch, Muleshoe…and these 19-year-old graduates are most likely to move back home.  Bruckner’s wants to make that happen!
6.
QUESTIONS/OBSERVATIONS:

· AC makes students feel like they only want their money.
· We have to teach soft skills and work ethic in school…K through 16!
7.
Can we count on Bruckner’s for support?!
· Without a doubt!
· They have a 16-year-old age limit to be on site.  No driving!
February 21, 2008 @ 9:00 a.m.
Amarillo Gear Company

Steve Chaloupka – President

Bobby Sidman – Director of Human Resources

Bob Stockwell, CPIM – Customer Service Coordinator, After Market Division

NOTE:  The President had the various related community efforts laid out on the table in front of him.  Panhandle Twenty/20 report.  Chamber survey.  AC’s invitation to the manufacturing career cluster meeting on Feb. 29.  This interview.  How are all of these efforts related and coordinated?
Amarillo Gear Company manufactures the world's most extensive product lines available today including:  Parallel Shaft Gear Drives for Dry Cooling, Cooling Tower Fan Drives, Right Angle Gear Drives For Vertical Turbine Pumps, Fan Drives for Finned-Tube Heat Exchangers, Standard Spiral Bevel Gears for Drilling Rotary Tables- Up to 100" Diameter, Right Angle Drivers for Mixer/Agitation Applications.
1. When evaluating your current & potential workforce, what is:

Working really well for you?

· Hiring rural kids who have the parental involvement and work ethic to make them good employees.
Causing your greatest frustration?

· Doing their own in-house machining training.
· Trying to recruit people to Amarillo from other regions (and states).

· Hiring straight out of high school, because they typically do not make good employees.  They need exposure to life experiences and post-secondary exposure (goals).  “AISD and AC really must work on this connection!”

· Employees do not understand the “economics of work”.

· The oil field is grabbing applicants!

2.
What have you identified as GAPS in the following areas:

Finding individuals who meet your minimum employment qualifications?
· Applicants cannot pass drug tests.
· They cannot find many machinists with the minimal skills.

· They are currently working with 3 temporary staffing agencies to fill lower level positions.  There is high turnover in these jobs.

Realizing that people are NOT choosing a particular technical career or skill set?

· People have outdated perceptions of the trades.  They see a 1940s assembly line instead of the current workplace!

Getting support from within the Amarillo community to grow and/or maintain your workforce?

· We have to get the counselors (AISD and AC) into the workplace to actually see what reality is!
· We MUST establish local machining programs to produce a pipeline of applicants.

· The math in AISD is not strong enough.

· Amarillo does not have a strong applicant pool.

· Most Amarillo businesses are doing well, so the unemployment pool is comprised of individuals who are UNEMPLOYABLE.

Discovering that your new employees do not have “the basics” (e.g., work ethic, motivation, working well with others, communication, etc.)?

· Their employment screening procedures help purge the problems.
3.
What are some performance issues that you have with your existing workforce?
· Attendance
· Some new employees do not know how good they have it!

· Equipment Investment versus Employee Pool

4.
What significant changes are underway in your organization or are expected in the near future that might impact your workforce?
· The company is being purchased by Warren Buffet during February.  Growth will be expected.  We’ll either grow here in Amarillo, or we’ll grow elsewhere…China, India, Taiwan, etc.
· They are currently growing some new lines that will be sold around the world.  Amarillo Gear needs additional people for this growth!
5.
Is there anything else that you would like us to know about your workforce or your competitive environment?
· Avg Age = mid 30s

· 176 permanent employees, 20 temp employees

· Only experience a 2 -3% turnover.

· The type of credit given for training is NOT important (academic or continuing education).  Type of credit does not translate into their environment.  Skills and demonstrated competencies translate!
· Their salary structure is comparable to Bell Helicopter.

· They lose employees to B&W Pantex.

· Equipment Investment and the Employee Pool:  Amarillo Gear Company could sell 30 – 40% more if they had the employees!

· Amarillo Gear Company is “a company of its word.”

· The ISO auditor always gives compliments to their workforce.

6.
QUESTIONS/OBSERVATIONS:

· Amarillo Gear Company certainly does not want the community recruit other gear companies to play the role of gear manufacturer for the wind/solar industry!  Capital is NOT the issue.  Amarillo Gear Company already has the technology to build gear boxes for this industry!
· Amarillo REALLY should avoid “reinventing the wheel”.  We need to go look at the vocational/trade schools in Oklahoma.  They do it RIGHT!

· Richard Whitaker @ AC does a fine job getting the aerospace students ready for the workforce!  They are coming out with really good skills.

· We spent a significant amount of time discussing the current situation with “Where in the world is Tech Prep?” – Bob Stockwell’s historical involvement.
7.
Can we count on Amarillo Gear for support?!
· Absolutely
· They are working closely with Amarillo College and the Aerospace program to hire from that pool: recruiting postcard, working directly with Richard Whitaker, etc.

· They are experiencing good results with this AC pool of applicants!
