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Preface 
 
The federal Workforce Innovation and Opportunity Act (WIOA) of 2014 spurs all of us in the 
workforce system to continuously innovate and refine our partnerships, services, and strategies 
so that we can support a strong, vibrant economy here in Oklahoma. WIOA lays out a vision of a 
workforce system that is driven by businesses, accountable to local communities, marked by 
excellence, and aligned across programs and funding streams to build the talent local 
companies need to succeed and grow. 
 
WIOA requires local areas to develop a Strategic Plan every four years. This WIOA Strategic (or 
Regional) Plan represents a shared vision of the Southern Workforce Area’s workforce 
development needs, goals, and strategies for the next four years—one that is tailored to local 
needs but aligned with the vision and goals set forth by the State. A separate Operational (or 
Local) Plan—to be developed in summer 2021—will put these strategies into action. 
 
This Plan was coordinated by the Southern Workforce Board in collaboration with Chief Local 
Elected Officials and our workforce system partners—Oklahoma Employment Security 
Commission, Oklahoma Department of Human Services, Oklahoma Department of Vocational 
Rehabilitation Services, Oklahoma Adult Education and Family Literacy, Oklahoma Department 
of Commerce/Economic Development, local Chambers of Commerce, Southern Technology 
Center, Kiamichi Technology Center, Pontotoc Technology Center, Murray State College, 
Oklahoma Department of Commerce, Choctaw Nation of Oklahoma, Chickasaw Nation of 
Oklahoma, Oklahoma Department of Mental Health, Southeastern Oklahoma State University, 
and East Central University. Lisa Rosendale, Workforce Development Consultant, provided 
strategic planning facilitation and Plan editing support. 
 
This Plan marks our strategy as of March 2021, when we are one year into a pandemic that has 
challenged all of us to find new ways to balance work, learning, and safety; adjust to changing 
market demands; and shift to more virtual work and learning—changes that will no doubt have 
long term implications and potential benefits that we are just beginning to understand. For this 
and many other reasons, this Plan should be viewed as a living document, one we will regularly 
evaluate and adjust to better serve our job seeker and business customers. It was written using 
the Regional Plan format specified in Oklahoma Workforce Development Issuance #10-2020: 
Regional and Local Planning Instructions, which outlines WIOA’s Regional Plan requirements 
found at 20 CFR §679.510. 
 

“Alone we can do so little. 
Together we can do so much.” 

-Helen Keller 
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The Southern Workforce Board, on behalf of all our partners, welcomes input on this Plan and 
more broadly on how to best grow our economy and expand opportunities for Oklahomans in 
the Southern Region. Please reach out to the Southern Workforce Board at www.swb-ok.com 
or our Executive Director Kerry Manning at kmanning@swb-ok.com anytime. 
  

http://www.swb-ok.com/
mailto:kmanning@swb-ok.com
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Executive Summary 
 
The federal Workforce Innovation and Opportunity Act (WIOA) provides funding for workforce 
services that are driven by businesses, accountable to local communities, marked by excellence, 
and aligned across programs and funding streams to build the talent local companies need to 
succeed and grow.  WIOA requires areas to develop a Plan every four years describing how 
funds will be used to address critical workforce needs. This WIOA Strategic (or Regional) Plan 
represents a shared vision of the Southern Workforce Area’s workforce development needs, 
goals, and strategies for the next four years—one that is tailored to local needs but aligned with 
the vision and goals set forth by the State. A separate Operational (or Local) Plan—to be 
developed in summer 2021—will put these strategies into action. 
 
This Plan was coordinated by the Southern Workforce Board in collaboration with Chief Local 
Elected Officials and our workforce system partners, with encouragement for input throughout 
the process and an opportunity for public review and comment. 
 
Oklahoma’s Southern Workforce Area is a large, mainly rural area encompassing 15,336 square 
miles and 17 counties in the southeastern corner of the state. We enjoy growing job 
opportunities in a wide range of industry sectors. Looking across all sectors and considering 
size, growth, and pay, we have identified six key wealth-generating industry clusters that are 
critical to our economic well-being: 
 

▪ Industrial 
▪ Transportation and Distribution 
▪ Mining and Extraction 
▪ Professional Services 
▪ Healthcare 
▪ STEM 

 
We identified 27 priority occupations—14 of which are healthcare occupations such as EMT, 
LPN, and Occupational Therapists—that are critical for the Southern Region’s continued 
economic growth and vitality: 
 
We analyzed the entry level of education required by jobs projected to be in place by 2028 and 
compared it to the current levels of educational attainment of area residents. It is clear that we 
are facing a significant educational gap in preparation for jobs that will require more than high 
school but less than a bachelor’s degree (an associate degree, a certification, or an industry-
recognized credential). 
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Skills Gap for Newly Created Jobs by 2028, Southern Oklahoma Workforce Development 

 
Source: Emsi – economicmodeling.com, 2018.2 

We worked closely with our partners to conduct a SWOT Analysis to identify our strengths, 
weaknesses, opportunities, and threats. We have strong partnerships, a history of 
collaboration, and many high quality post-secondary institutions that can meet most of our 
workforce training needs. Based on the analysis, we identified several key issues we plan to 
address to upskill and expand our workforce and meet the needs of employers.  
 

1. Closing the Skills Gap and helping people obtain training, certifications, and education 
needed for the growing mid-skill jobs 

2. Addressing gaps common to many students coming out of high school and older 
workers (academics like basic math, soft/life skills, and technology proficiency) 

3. Expanding career awareness 
4. Improving availability of transportation, internet, and smart phones throughout rural 

areas (needed to access in-person or virtual training and work opportunities) 
5. Improving data sharing to better coordinate business services 
6. Helping to reduce turnover 
7. Engaging more potential workers (students and those disconnected from the workforce) 
8. Expanding our area’s capacity to provide adequate supports for populations with 

barriers to employment (e.g., ex-offenders, people with drug and alcohol addiction) 
 
For many years, partners in the Southern Region have been at fore of work in Oklahoma to 
build systemwide workforce partnerships and align services around customer needs. Regional 
partners have continued to meet regularly and worked to identify gaps and duplication in our 
funding, services, and requirements for our business and job seeker customers—with an eye 
toward how to streamline and improve services, like improving data sharing through HubSpot 
and enhancing sector training with a new Healthcare Center of Workforce Excellence. We look 
forward to implementing this plan, tackling the workforce challenges before us, and deepening 
our strategic alliances to best support our customers and a healthy regional economy. 
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A.  Southern’s Workforce Development System Vision 
 

A1. Define and describe the shared vision of the Southern region. Include identified short 
or long-term regional goals. 
 

The Southern Workforce Board’s (SWB’s) vision, mission, and goals provide a long-term 
direction and purpose for all our work and a solid framework from which to identify the key 
employer, job seeker, and workforce system issues so we can develop and adjust strategies to 
achieve these goals.  

 

Southern Workforce Board's Vision

•The Southern Workforce Board envisions a high performance workforce in which partnerships 
proactively identify workforce needs and facilitate solutions.

Our Mission

•We implement the strategic process that aligns workforce with economic development in 
partnership with the community to maximize opportunities and address needs.

Our Strategic Goals

•Identify and provide on-going access to quality services that meet the current and future 
workforce needs of youth, job-seekers, and employers and businesses;

•Identify trends and opportunities in the workforce area and local labor markets;

•Report to the community on outcomes, trends and issues;

•Maintain and publicize an inventory of programs and services to the businesses of the workforce 
area in order to meet their workforce needs;

•Partner for education and training services to meet the needs of the underemployed, 
unemployed, and newly emerging workers 
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Our work in these areas aligns with and will support the State’s goals of expanding and 
upskilling the workforce (including youth and those with barriers to employment) to meet 
industry and economic development needs and enhancing Southern’s capacity to offer high-
value workforce services and respond nimbly to change. 

 
 
 

Future Workforce Committee Goals and Objectives

•Accommodating/Sharing of Confidentiality Information – Advance universal access and customer 
satisfaction through sharing information, promoting alignment, and connecting services.

•Streamline Outreach Material -- Coordinate a systemwide outreach process which demystifies the youth 
services available and access points in the Region, and helps us reach targeted populations, including 
out-of-school youth.

•Empower Local Leaders (Decision Makers) – Work with State Agencies to give as much authority as 
possible to  local workforce stakeholders on the Board or Committee to speak on their behalf regarding 
local workforce activities and resource alignment

•Broaden Collaborative Partnerships -- Deepen collaboration with educational partners including 
secondary education, and engage business, industry, and community and Secondary Education to 
broaden participation and commitment to youth strategies that support regional economies, 
opportunities for youth, and a talent pipeline for businesses.

•Obj 1: Reduce the Skills Gap by growing the percentage of high school graduates who attain a post-
secondary degree or credential/certificate.

•Obj 2: Improve soft skills of youth graduating from high school.

•Obj 3: Identify work-based learning resources within the Southern Region to include internship and 
apprenticeship opportunities.

Performance Goals

•Adult

•67% of Adult will be employed during the 2nd quarter after exit

•68% of Adult will be employed during the 4th  quarter after exit

•$5,500 median earnings 2nd quarter after exit

•63.2% of Adult will receive a credential within 4 quarters after exit

•40.3% of ABE/Literacy participants will have a measurable skill gain

•Dislocated Worker

•76% of DLW will be employed during the 2nd quarter after exit

•75.5% of DLW will be employed during the 4th quarter after exit

•$8,000 median earnings 2nd quarter after exit

•70.0% of  DLW will receive a credential within 4 quarters after exit

•Youth

•70.0% of Youth will be employed 2nd quarter after exit

•70% of Youth will be employed 4nd quarter after exit

•50% of Youth will receive a credential within 4 quarters after exit

•$3,250 Median Earnings 2nd Quarter after Exit
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B. Regional Data Analysis 
 

Regional Economic Conditions 
 

B1. Provide an analysis of the regional economic conditions, including:  
a. Existing and emerging in-demand industry sectors and occupations; and  
b. Employment needs of employers in existing and emerging in-demand 

industry sectors and occupations. 
 

Oklahoma’s Southern Workforce Area (also known as Southeast Region in the map below) is a 
large, mainly rural area encompassing 15,336 square miles and 17 counties in the southeastern 
corner of the state—Atoka, Bryan, Carter, Choctaw, Coal, Garvin, Haskell, Johnston, Latimer, Le 
Flore, Love, Marshall, McCurtain, Murray, Pittsburg, Pontotoc, and Pushmataha—with a 
combined estimated Census population of 408,000. Southern includes several towns such as 
Durant, Ada, McAlester, Idabel, Poteau, and Ardmore.  It is situated primarily on lands owned 
by the Choctaw Nation and Chickasaw Nation. 
 

 
Figure 1: Oklahoma Planning Regions 2021 
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Le Flore County is the most populous county in the Region with an estimated population of 
49,957. Carter County, home to the Region’s largest city Ardmore, is the second largest county 
in the region with a population of 48,670. Coal County is the smallest in the Region with an 
estimated population of 5,710. Seven of the seventeen counties have populations greater than 
25,000. Two counties (Love and Coal) have populations less than 10,000. 
 
Just as the populations vary from county to county, so too do unemployment rates and our 
economic drivers. Several of the counties enjoy low unemployment while a few have some of 
the highest employment rates in the state. We also have a very diverse industry base; 
transportation and logistics and food processing are big in some parts of the region, while 
others house many different types of manufacturing, such as tires, glass, and lumber.   
 
Throughout the 17 county Region, the eight largest industries include: 

 
▪ Government 
▪ Transportation and Warehousing 
▪ Health Care and Social Assistance 
▪ Accommodation and Food Services 
▪ Manufacturing 
▪ Retail Trade 
▪ Construction 
▪ Mining, Quarrying, and Oil and Gas Extraction  
 

These—along with Professional, Scientific, and Technical Services and Administrative and 
Support and Waste Management and Remediation Services—are also the fastest growing 
industries. They supply over 143,000 of the Region’s job and are expected to bring over 10,000 
additional jobs by 2025. 

 
The highest paying industries include: 

 
▪ Utilities—the highest with average earnings of $96,893 
▪ Mining, Quarrying and Oil and Gas 
▪ Management of Companies and Enterprises 
▪ Manufacturing 
▪ Information 
▪ Wholesale Trade 
▪ Government, Transportation and Warehousing 
▪ Professional, Scientific, and Technical Services 
▪ Finance and Insurance—the lowest with average earnings of $48,806 
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Looking across all sectors and considering size, growth, and pay, we have identified six key 
wealth-generating industry clusters that are critical to our economic well-being, as shown in the 
following table: 
 

 
Figure 2: Southern Region's Key Industry Clusters, Source: Emsi – economicmodeling.com – 2020.1 

A detailed description of the employment projections for each of the key wealth-generating 
industry sectors follows. 

Key Wealth-Generating Demand Sector 1: Industrial  
 
Based on 2020 job numbers, there are 16,059 jobs in the Industrial sector in Southern 
Workforce Area, with average earnings of $62,141. Total employment in this sector is projected 
to grow 2.6% by 2025. See the chart below for specific occupations and their existing and 
emerging future demands.   
 

Description 
Employed in 

Industry 
Group (2020) 

Employed in 
Industry 

Group (2024) 

% Change 
(2020 - 

2024) 

Median 
Hourly 

Earnings 

Typical On-The-
Job Training 

Meat, Poultry, and Fish 
Cutters and Trimmers 

644 692 7% $11.39 Short-term  

Industrial Machinery 
Mechanics 

266 306 15% $27.30 Long-term  

First-Line Supervisors 
of Production and 
Operating Workers 

599 632 6% $28.65 None 

Machinists 202 233 16% $17.46 Long-term 

Slaughterers and Meat 
Packers 

281 308 10% $10.97 Short-term 
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Bakers 84 110 31% $10.56 Long-term  

Helpers--Production 
Workers 

191 215 13% $11.95 Short-term  

Sewing Machine 
Operators 

151 175 16% $9.74 Short-term 

Welders, Cutters, 
Solderers, and Brazers 

674 697 3% $18.54 Moderate-term  

Computer Numerically 
Controlled Tool 
Operators 

338 358 6% $19.98 Moderate-term  

 
Key Wealth-Generating Demand Sector 2: Transportation and Distribution 

 
Based on 2020 job numbers, there are 11,218 jobs in the Transportation and Distribution 
Industry Cluster in the Southern Workforce Area, with average earnings of $56,822. By 2025, 
total employment in the Transportation & Distribution ecosystem is projected to grow 10.4%—
much faster than the State and national average. The chart below shows the largest 
occupations and their existing and emerging future demands.   
 

Description 
Employed in 

Industry 
Group (2020) 

Employed in 
Industry 

Group (2024) 

% Change 
(2020 - 

2024) 

Median 
Hourly 

Earnings 

Typical On-
The-Job 
Training 

Heavy and Tractor-Trailer 
Truck Drivers 

1,685 1,816 8% $23.18 Short-term 

Laborers and Freight, 
Stock, and Material 
Movers, Hand 

735 791 8% $12.86 Short-term  

Industrial Truck and 
Tractor Operators 

546 559 2% $17.59 Short-term  

Stockers and Order Fillers 457 464 2% $12.39 Short-term  

First-Line Supervisors of 
Transportation and 
Material Moving Workers, 
Except Aircraft Cargo 
Handling Supervisors 

193 206 7% $26.50 None 

Light Truck Drivers 146 157 7% $16.49 Short-term  

Shipping, Receiving, and 
Inventory Clerks 

134 132  (2%) $16.16 Short-term 

Packers and Packagers, 
Hand 

112 109  (3%) $10.96 Short-term  

Machine Feeders and 
Offbearers 

94 97 3% $11.90 Short-term  

Bus and Truck Mechanics 
and Diesel Engine 
Specialists 

84 94 12% $18.69 Long-term  
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Key Wealth-Generating Demand Sector 3: Mining and Extraction 

 
In 2020, Southern had 4,352 jobs in the Mining and Extraction Industry Cluster, with average 
earnings of $77,909. By 2025, total employment in the Energy sector is expected to decline 
6.2%; however, this sector is still a wealth-generating sector due to its size, earnings, and long 
history of contractions followed by growth. The chart below identifies specific occupations and 
their existing and emerging future demands.  

 

Description 
Employed in 

Industry 
Group (2020) 

Employed in 
Industry 

Group (2024) 

% Change 
(2020 - 

2024) 

Median 
Hourly 

Earnings 

Typical On-
The-Job 
Training 

Roustabouts, Oil and 
Gas 

436 404  (7%) $16.78 
Moderate-
term  

Petroleum Pump System 
Operators, Refinery 
Operators, and Gaugers 

379 346  (9%) $28.70 
Moderate-
term  

Service Unit Operators, 
Oil and Gas 

284 269  (5%) $19.95 
Moderate-
term  

Heavy and Tractor-
Trailer Truck Drivers 

218 205  (6%) $23.18 Short-term  

Construction Laborers 223 201  (10%) $14.33 Short-term  

Electrical Power-Line 
Installers and Repairers 

190 186  (2%) $30.00 Long-term  

First-Line Supervisors of 
Construction Trades and 
Extraction Workers 

198 182  (8%) $28.47 None 

Welders, Cutters, 
Solderers, and Brazers 

177 168  (5%) $18.54 
Moderate-
term  

Operating Engineers 
and Other Construction 
Equipment Operators 

142 130  (9%) $17.87 
Moderate-
term  

Industrial Machinery 
Mechanics 

129 126  (2%) $27.30 Long-term  

General and Operations 
Managers 

126 123  (3%) $37.45 None 

First-Line Supervisors of 
Production and 
Operating Workers 

110 105  (4%) $28.65 None 
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Key Wealth-Generating Demand Sector 4: Professional Services    
 
Southern Workforce Area had 4,207 jobs in the Professional Services Industry Cluster in 2020, 
with average earnings of $55,890. By 2025, total employment is projected to grow 9.6%. See 
the chart below for specific occupations and their existing and emerging future demands. 

 

Description 
Employed in 

Industry 
Group (2020) 

Employed in 
Industry 

Group (2025) 

% Change 
(2020 - 

2025) 

Median 
Hourly 

Earnings 

Typical On-
The-Job 
Training 

Accountants and 
Auditors 

342 373 9% $26.74 None 

Bookkeeping, 
Accounting, and 
Auditing Clerks 

309 320 4% $16.93 
Moderate-
term 

Lawyers 253 257 2% $32.67 None 

Secretaries and 
Administrative 
Assistants, Except 
Legal, Medical, and 
Executive 

202 202 0% $13.88 Short-term  

Tax Preparers 190 199 5% $9.87 
Moderate-
term  

Veterinary Assistants 
and Laboratory 
Animal Caretakers 

137 149 9% $10.01 Short-term  

Paralegals and Legal 
Assistants 

134 146 9% $17.93 None 

Receptionists and 
Information Clerks 

141 146 3% $13.11 Short-term  

Title Examiners, 
Abstractors, and 
Searchers 

148 146  (2%) $16.20 
Moderate-
term on-the-
job training 

Management 
Analysts 

106 133 25% $35.33 None 
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Key Wealth-Generating Demand Sector 5: Healthcare 
 
There were 14,112 jobs in 2020 in the Healthcare sector in Southern Workforce Area, with 
average earnings of $48,559. By 2025, total employment in this industry cluster is projected to 
grow 6.96%, which is approximately 996 jobs—higher than the State average but lower than 
the national average. The chart below shows specific occupations and their existing and 
emerging future demands. 
 

Description 
Employed in 

Industry 
Group (2020) 

Employed in 
Industry 

Group (2024) 

% Change 
(2020 - 

2024) 

Median 
Hourly 

Earnings 

Typical On-
The-Job 
Training 

Home Health and 
Personal Care Aides 

2,721 2,789 2% $9.49 Short-term 

Nursing Assistants 1,477 1,405  (5%) $11.87 None 

Registered Nurses 1,334 1,298  (3%) $29.69 None 

Licensed Practical and 
Licensed Vocational 
Nurses 

1,040 979  (6%) $19.94 None 

Medical Secretaries 
and Administrative 
Assistants 

631 621  (2%) $14.05 Moderate-term  

Childcare Workers 614 613  (0%) $9.36 Short-term  

Cooks, Institution and 
Cafeteria 

448 442  (1%) $9.39 Short-term  

Substance Abuse, 
Behavioral Disorder, 
and Mental Health 
Counselors 

369 414 12% $20.60 None 

Medical Assistants 398 410 3% $13.23 None 
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Key Wealth-Generating Sector 6: STEM  

 
Based on 2020 job numbers, there are 2,969 jobs in the Science, Technology, Engineering, and 
Math (STEM) Industry Cluster in Southern Workforce Area, with average earnings of $66,981. 
By 2025, total employment is projected to grow 16.6 %. See the below chart for specific 
occupations and their existing and emerging future demands.  

 

Description 
Employed in 

Industry 
Group (2020) 

Employed in 
Industry 

Group (2025) 

% Change 
(2020 - 

2025) 

Median 
Hourly 

Earnings 

Typical On-
The-Job 
Training 

Telecommunications 
Equipment Installers and 
Repairers, Except Line 
Installers 

142 160 13% $21.43 
Moderate-
term 

Veterinary Assistants and 
Laboratory Animal 
Caretakers 

141 153 9% $10.01 Short-term 

Veterinarians 117 129 10% $30.10 None 

Sales Representatives of 
Services, Except 
Advertising, Insurance, 
Financial Services, and 
Travel 

107 126 18% $18.18 
Moderate-
term  

Management Analysts 99 125 26% $35.33 None 

Customer Service 
Representatives 

102 115 13% $13.74 Short-term  

General and Operations 
Managers 

89 107 20% $37.45 None 

Secretaries and 
Administrative Assistants, 
Except Legal, Medical, 
and Executive 

85 92 8% $13.88 Short-term  

Market Research 
Analysts and Marketing 
Specialists 

60 78 30% $21.72 None 

Software Developers and 
Software Quality 
Assurance Analysts and 
Testers 

51 75 47% $36.77 None 

.  
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Southern’s Largest Occupations and Earnings, 2019-2020 
 
Looking across all sectors, the following chart shows the occupations that make up the largest 
portion of Southern’s employment base, along with the median hourly earnings for each 
occupation and expected rate of growth or decline by 2025. 
 

 
Source: JobsEQ®, http://www.chmuraecon.com/jobseq   

http://www.chmuraecon.com/jobseq
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Southern’s Highest Paying Occupations, 2020 
 
Also looking across all sectors, this chart shows the highest paying occupations in the Southern 
Region, along with the number of jobs in our area for each of those occupations and projected 
rate of growth or decline by 2025.  
 

 
Source: JobsEQ®, http://www.chmuraecon.com/jobseq  

 
  

http://www.chmuraecon.com/jobseq
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Southern’s Fastest Growth Occupations, Projected 2020-2025 
 
Still looking across all sectors, the following chart shows the occupations with the expected 
highest rates of growth through the year 2025, along with their median earnings. 
 

 
Source: JobsEQ®, http://www.chmuraecon.com/jobseq   

http://www.chmuraecon.com/jobseq
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Priority Occupations 
 
Southern worked with the State to analyze all the data and projections, focusing on occupations 
that require more than a high school diploma to identify Southern’s High Priority and Emerging 
Occupations, as well as other stable occupations that meet critical regional health needs. 
Together, these vital occupations drive our planning and services. 
 

 

High Priority 
Occupations

•Bookkeeping, Accounting, and Auditing Clerks

•Elementary School Teachers

•Farmers, Ranchers and Agricultural Managers

•Heavy and Tractor-Trailer Truck Drivers

•Industrial Machinery Mechanics

•Industrial Truck and Tractor Operators

•Mobile Heavy Equipment Mechanics

•Nursing Aides, Orderlies and Attendants

•Registered Nurses and Licensed Practical Nurses

•Sales Representatives, Wholesale and Manufacturing

•Welders, Cutters, Solderers, and Brazers

Emerging 
Occupations

•Firefighters

•EMTs

•First-Line Supervisors of Production and Operating Workers

•Medical Assistants

•Phlebotomists

•Computer User Support Specialist

•Heating Air Conditioning, and Refrigeration Mechanics and Installers

•Dental Assistants

Other Critical 
Occupations

•Medical and Clinical Laboratory Technicians

•Medical and Health Services Managers

•Medical Secretaries

•Nurse Practitioners

•Occupational Therapists

•Physical Therapists

•Radiologic Technologists and Technicians
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Knowledge and Skills Needed  
 

B2. 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. 
 

Preparing a skilled workforce that meets the employment needs of our area employers is an 
essential part of our mission. Educational needs for these in-demand occupations vary from 
no formal training to a bachelor’s degree. Many require a certification or certificate from a 
career technology school and only short-term training. The tables below identify the 
educational requirements for all in-demand occupations, with an asterisk (*) indicating our 
Priority Occupations. 
 

Southern Workforce Area In-Demand Occupations by Educational Requirements 

 
 
 
 

Short-term Work-
Based Learning

• Tellers

• Engine and Other 
Machine Assemblers

• Heavy and Tractor-
Trailer Truck Drivers*

• Industrial Truck and 
Tractor Operators*

Moderate Work-
Based Learning

• Bookkeeping, Accounting, and Auditing 
Clerks*

• Medical Secretaries*

• Operating Engineers and Construction 
Equipment Operators

• Rotary Drill Operators

• Team Assembers

• Meat, Poultry and Fish Cutters and Trimmers

• Computer-Controlled Machine Tool 
Operators

• Forging Maching Setter, Operator & Tender

• Rolling Machine Setter, Operator, and Tender

• Cutting, Punching and Press Machine SOT

• Drilling and Boring Machine Tool SOT

• Lathe and Turning Machine Tool SOT

• Milling and Planing Machine SOT

• Molding, Coremaking, and Casting Machine 
Setter, Operator, and Tender

• Heat Treating Equipment Setter, Operator, 
and Tender

• Sawing Machine Setter, Operator, and Tender

• Woodworking Machine SOT

• Mixing and Blending Machince SOT

• Extruding, Forming, Pressing and Compacting 
Maching Setter, Operator, and Tender

• Furnace, Kiln, Oven, Drier, and Kettle 
Operators and Tenders

• Inspectors, Testers, Sorters, Samplers and 
Weighers

• Packaging and Filling Machine Operator and 
Tenders

• Coating, Painting and Spraying Machine SOT

• Tire Builders

• Excavating and Loading Machine and Dragline 
Operators

• Pump Operators

• Wellhead Pumpers

Long-term Work-
Based Learning

• Purchasing Agents

• Business Operations 
Specialists

• Sheet Metal Workers

• Mobile Heavy 
Equipment Mechanics*

• Industrial Machinery 
Mechanics*

• Machinists

• Petroleum Pump System 
Operators, Refinery 
Operators and Gaugers

• Molders, Shapers and 
Casters

• Mechanics and 
Installers*

• Heating Air Conditioning 
and Refrigeration*
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After analyzing the Required Skills for these occupations, the top ten skills needed from 
most to least important are Critical Thinking, Active Listening, Monitoring, Speaking, Social 
Perceptiveness, Reading Comprehension, Judgment and Decision Making, Coordination, 
Time Management, and Operation Management.     
 
Likewise, when looking at Required Knowledge, employees need English Language, 
Customer and Personal Service, Mathematics, Administration and Management, Education 
and Training, Public Safety and Security, Mechanical, Computers and Electronics, Clerical, 
Psychology, Production and Processing, Transportation, Medicine and Dentistry, Personnel 
and Human Resources, and Engineering and Technology. 
 
The most important Required Abilities are Problem Sensitivity, Near Vision, Oral 
Comprehension, Oral Expression, Information Ordering, Speech Recognition, Deductive 

Associates/

Certificates

•Computer Support 
Specialists*

•Industrial Engineering 
Technicians

•Mechanical Engineering 
Technicians

•Registered Nurses*

•Medical and Clinical 
Laboratory Technicians*

•Radiologic Technologists 
and Technicians*

•Licensed Practical and 
Licensed Vocational 
Nurses*

•Nursing Aides, Orderlies 
and Attendants*

•Construction Carpenters

•Electricians

•Electrical and Electronics 
Repairers, Commercial 
and Industrial Equipment

•Bus and Truck Mechanics 
and Diesel Engine 
Specialists

•Welders, Cutters, 
Solderers, and Brazers*

•Welding, Soldering, and 
Brazing Machine Setters, 
Operators, and Tenders

•EMTs*

•Medical Assistants*

•Dental Assistants*

•Phlebotomists*

•Firefighters*

Bachelors

•General and Operations 
Managers

•Advertising and 
Promotions Manager

•Marketing Manager

•Sales Managers

•Industrial Production 
Managers

•Transportation, Storage 
and Distribution 
Managers

•Medical and Health 
Services Managers

•Logisticians

•Accountants and 
Auditors

•Financial Analysts

•Financial Specialists

•Computer Systems 
Analysts

•Information Security 
Analysts

•Civil Engineers

•Industrial Engineers

•Mechanical Engineers

•Geoscientists

•Elementary School 
Teachers*

•Sales Representatives, 
Wholesale and 
Manufacturing*

•Medical and Health 
Services Managers*

Masters

• Occupational 
Therapists*

• Physical 
Therapists*

• Nurse 
Practioners*

Work 
Experience

• Farmers, 
Ranchers and 
Agricultural 
Managers*

• First-Line 
Supervisors of 
Food Preparation 
and Serving 
Workers

• First-Line 
Supervisors of 
Retail Sales 
Workers

• First-Line 
Supervisors of 
Mechanics, 
Installers and 
Repairers

• First-Line 
Supervisors of 
Production and 
Operating 
Workers*
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Reasoning, Speech Clarity, Written Comprehension, Arm-Hand Steadiness, Inductive 
Reasoning, Finger Dexterity, Far Vision, Control Precision, and Selective Attention.    
 
In addition, when surveyed, the vast majority of employers say that a lack of soft skills is 
the biggest problem.  
 

Regional Workforce Analysis: Unemployment, Trends, Education and Skills 
 

B3. Provide an analysis of the regional workforce, including current labor force 
employment and unemployment data, information on labor market trends, and the 
educational and skill levels of the workforce, including individuals with barriers to 
employment. 

 
Employment and Unemployment Data 

 
Prior to the COVID-19 pandemic, Southern’s unemployment rate, for the most part, steadily 
decreased to a low of 3.2% in April 2019. Unemployment levels varied from county to county, 
however. Unemployment in seven of the counties has trended below the state and national 
average: Bryan, Carter, Garvin, Love, Marshall, Murray, and Pontotoc. Five of the counties 
continue to struggle with some of the highest unemployment within the State: Choctaw, 
Haskell, Pushmataha, McCurtain, and Latimer. 
 

 
Source: Quarterly Census of Employment and Wages, BLS 
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Like much of the country, the pandemic and related economic downturn hit Southern hard, 
with unemployment jumping to 14.3% in April 2020. However, following that large initial 
upswing in unemployment, rates started to decline and to decline more rapidly than expected. 
Preliminary figures for Dec 2020 indicate the unemployment rate has stabilized at 5.8% on 
average for the region. 
 

 
Source: OESC Data 

Labor Market Trends 
 
Southern has enjoyed a largely stable workforce over the past decade. Southern offers many 
outdoor recreational activities and a relatively low cost of living, so we draw a steady stream of 
people who move into the area, more than offsetting those who move out of the area. The 
proportion of our workforce that is retirement age is just slightly higher than the national 
average, so replacing skilled workers who retire will be an ongoing a need. 
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Source: Quarterly Census of Employment and Wages, BLS 

Labor force participation rates in most of Southern’s counties are lower than the Oklahoma 
state averages, and we have a higher-than-average number of people with disabilities and 
people living in poverty. In addition to drawing new people to the area, the relatively low labor 
force participation rate presents an opportunity to also grow our workforce from within the 
existing population. 
 

 
Source: American Community Survey 2018 5-Year Estimates 

Individuals with Barriers to Employment 
 

People with disabilities face sometimes significant barriers to employment, ranging from 
limitations on work they can do to costs of accommodations to misconceptions and biases in 
the workplace. Just over 18% of the population and 9.3% of the labor force in the Southern 
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Region identify themselves as having a disability. Unemployment rates for people with 
disabilities are more than twice the regional average at 13.3%, and almost two-thirds are not in 
the labor force at all. 

 
Youth aged 16-24 also have significantly higher unemployment than the average—15.7% in the 
Southern Region. While every county shows a youth unemployment rate higher than the 
regional average, there is significant variation by county. Love and Pontotoc counties have the 
lowest rates at 9.4% and 11.6% respectively, while youth in Coal county face a 25.2% 
unemployment rate, along with 28.1% of youth in Pushmataha County. Within this population, 
the highest unemployment rates are generally in the 16 to 19-year range. 

 
Race can pose a barrier to employment, with Black or African American unemployment at 9.5% 
and American Indian and Hispanic unemployment at around 8.5%. Extrapolating these 
numbers, youth aged 16-19 who are Black or African American experience the highest 
unemployment rates in the Region. 

 
Ex-Offenders make up a significant portion of our labor market: Oklahoma has one of the 
highest imprisonment rates in the nation, second only to Louisiana and 86% higher than the 
national average. They face significant barriers to employment. A 2010 study by Schmitt and 
Warner, “Ex-offenders and the Labor Market,” indicates that a history of incarceration reduces 
a worker’s chance of being hired by 15 to 30% and that 80 to 90% of employers would hire 
“former welfare recipients, workers with little recent work experience or lengthy 
unemployment, and other stigmatizing characteristics” but only 40% said they would consider 
hiring job applicants with criminal histories. These challenges intensify when ex-offenders also 
have low educational attainment.  
 
Education Levels in Southern Oklahoma Region 
 
Data regarding educational attainment are gathered by the U.S. Census Bureau utilizing a 
variety of surveys. Census Bureau staff aggregate the data into seven educational attainment 
categories ranging from the completion of “Less than 9th Grade” up to the attainment of a 
“Graduate Degree or Higher.” Unfortunately, the scale currently in use fails to quantify those 
individuals who have achieved an educational award above the level of a high school diploma 
but below the attainment of an associate degree. This missing category is generally 
characterized by the completion of a career-specific vocationally associated certificate or an 
industry-recognized credential. The educational attainment levels, categorized utilizing the 
Census Bureau classifications, are discussed below and in two charts, “Educational Attainment 
by Education Level” and “Educational Attainment by Race/Ethnicity.” Data are provided for 
individuals aged 25 and over. 
 
The chart below shows the proportion of Southern’s population aged 25 and over that achieved 
different educational attainment levels. The largest proportion of Southern’s population—38% 
—are high school graduates. The second highest population attended some college at 21%. The 
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third highest is 11% of the population who have a bachelor’s degree. Next comes 10% of the 
population who dropped out sometime during high school (9th grade to 12th grade). Seven 
percent of the population have an associate degree. And the most and least educated make up 
the smallest populations: 6% respectively completed less than 9th grade and or have a graduate 
degree or higher. 
 

 
Source: Emsi - economicmodeling.com, 2020.1 

These educational attainment rates are slightly lower than Oklahoma and the U.S. overall. For 
example, 31% of the population in Oklahoma and 28% of the U.S. population have a high school 
diploma (compared to 38% in Southern); and 16% of the Oklahoma and U.S. population have a 
bachelor’s degree (compared to 11% in Southern). 

Educational Levels by Race and Ethnicity  
 
The chart below shows educational attainment level in the Southern region for adults aged 25 
and over, broken out by race and ethnicity. 
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Source: Emsi - economicmodeling.com, 2020.1 

Those who are white, black or African American, American Indian or Alaskan Native, or identify 
as two or more races show very similar educational attainment rates. Those who identify as 
Asian have higher rates on both ends of the spectrum: Less than High School and College 
Degree attainment. Those with the highest high school dropout rates are our Native Hawaiian, 
Pacific Islander, and Hispanic populations. 

Educational Levels of Other Populations with Barriers to Employment 
 
While we do not have data specific to the 
Southern Region, we know that nationally, 
people with disabilities and ex-offenders tend 
to have below average levels of educational 
attainment, which impacts their ability to find 
work. According to the Bureau of Labor 
Statistics, people with no disability are more 
than twice as likely to complete a bachelor’s 
degree than people with a disability (34.6% 
versus 16.4%). And twice as many people with 
a disability have less than a high school 
diploma compared to people with no disability 
(20% versus 10%).1 
 
Ex-offenders have much lower levels of degree 
attainment than average, as the 
accompanying chart shows. Factor in 
significant overlap between the prison 

                                                      
1 Source: BLS The Economics Daily. July 20, 2015. https://www.bls.gov/opub/ted/2015/people-with-a-disability-
less-likely-to-have-completed-a-bachelors-degree.htm 
 

Figure 3 Source: Prison Policy Initiative, October 2018. 
https://www.prisonpolicy.org/reports/education.html 

https://www.bls.gov/opub/ted/2015/people-with-a-disability-less-likely-to-have-completed-a-bachelors-degree.htm
https://www.bls.gov/opub/ted/2015/people-with-a-disability-less-likely-to-have-completed-a-bachelors-degree.htm
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population and those with learning disabilities, and the barriers to employment get even 
higher. 

Southern Oklahoma Skills Gap 
 
We conducted a skills gap analysis, comparing the current level of educational achievement of 
area residents to the projected entry level of education required by jobs projected to be in 
place in 2028. The chart “Skills Gap for Newly Created Jobs by 2028” shows clearly that the 
Southern Region is facing a significant educational gap. 
 

Skills Gap for Newly Created Jobs by 2028, Southern Oklahoma Workforce Development 

 
Source: Emsi – economicmodeling.com, 2018.2 

The Area is expected to experience a 27-percentage point skill gap by 2028.  
 

▪ Overall, to meet the projected developing needs of employers for newly created jobs, 
71.4% of the workforce must possess an education above a high school diploma through 
postsecondary education including credentials, certificates, or degrees.  

▪ Current attainment at those levels is estimated at 44.3%—27 percentage points below 
anticipated requirements.  

▪ Based upon the projected 2028 estimated population of 409,328, an estimated 110,519 
additional area residents must obtain some level of education above a high school 
diploma. 

 
The differential between current attainment and projected employer need at the bachelor’s 
level or higher is quite small. There may be, however, a mismatch between the degrees 
obtained and degrees that are in demand, so we will need to look more closely at this data to 
determine if there is a hidden skills gap between degreed occupations. 
 
While there is some uncertainty regarding any skill gap related to bachelor’s degrees or higher, 
we can say with certainty that there will likely be a significant need for more “mid-skilled” 
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residents in the area. Of particular consideration to meet these needs must be increased 
mentoring and engagement with students at all levels to enhance educational outcomes as well 
as improved communication to ensure those students 1) make informed decisions regarding 
their long-term educational plans and 2) align themselves with future workforce needs. 
 
Fortunately, the region has several colleges and universities available to provide necessary 
skills and credentials to help alleviate the training gap, and initiatives at the K-12 level to 
help students transition to post-secondary education, as detailed later in the Plan. 

 

Analysis of Workforce System Capacity to Meet the Community’s Workforce Development 
Needs 
 

B4. Provide an analysis of workforce development activities that indicates how 
Southern’s service delivery system is prepared to meet the community’s workforce 
development needs.  Please include the Regional SWOT Analysis.  
a. Describe the strengths and weaknesses of the regional workforce development 

activities.  
b. Describe the alignment of the regional education and training programs with 

the employment needs of regional employers.  
c. Describe the region’s capacity to provide the workforce development activities 

to address the education and skill needs of the workforce, including individuals 
with barriers to employment.  

d. Describe the region’s capacity to meet the employment needs of employers. 
 
The Southern Region has been at fore of work in Oklahoma to build systemwide workforce 
partnerships and align services around customer needs. In 2013, the Region embraced the 
State’s “New Day, New Way System Certification” initiative and the concept of working 
collaboratively to build a talent pipeline of skilled and credentialed workers to meet the needs 
of employers. Regional system partners have continued to meet regularly and worked to 
identify gaps and duplication in our funding, services, and requirements for our business and 
job seeker customers—with an eye toward how to streamline and improve services. 
 
Southern continues to rely on our strong regional partnerships to integrate services, stretch 
funding, and meet employer and job seeker needs more effectively. We implemented 
infrastructure funding agreements (IFAs) and expanded co-located partners to include the 
Department of Human Services, Oklahoma Rehabilitation Services, and (soon) Job Corps in the 
McAlester comprehensive Oklahoma Works center. Partnerships especially between the 
Oklahoma Employment Security Commission (OESC) and WIOA Title I grew closer as we worked 
through the challenges presented by the COVID-19 pandemic and resulting jump in 
unemployment. Almost all partners immediately shifted from in-person to virtual services, but 
then we re-opened our career centers to provide services to all the Unemployment Insurance 
(UI) claimants, with personal protective equipment and sanitization protocols for the protection 
of our customers and staff. The COVID-19 pandemic and resulting jump in unemployment 



 

33 
 

 
 

pushed us to pivot quickly and creatively to meet customer demand for services but with a new 
emphasis on virtual service, work, and learning. 
 
And so, we know and are grateful that Southern has many strengths to build on. The following 
sections look more closely at our strengths, weaknesses, opportunities, and threats (SWOTs) in 
three specific areas: (1) alignment between educational and training programs and employer 
demand; (2) capacity to address the education and skill needs of the local workforce, including 
individuals with barriers to employment; and (3) capacity to meet employers’ employment 
needs. 

Alignment of Regional Education and Training Programs with the Employment Needs of Regional 
Employers 

 
One of the Region’s strengths is the availability of multiple Career Techs, community colleges, 
and universities. These educational assets are located throughout the Region and have the 
capacity to meet the education and skill needs of the workforce. 
 

▪ Kiamichi Technology Center (KTC) has several campuses: 
o Durant serving Bryan County 
o Atoka serving Coal and Atoka Counties 
o McAlester serving Pittsburg County 
o Hugo serving Choctaw and Pushmataha Counties 
o Idabel serving McCurtain County 
o Poteau serving LeFlore and Latimer Counties  
o Talihina serving Latimer County 
o Stigler serving Haskell County 
o Annex sites in Spiro and Antlers 

▪ Pontotoc Technology Center has a campus in Ada serving Pontotoc County 
▪ Southern Tech serves 7 counties, 5 in the Southern region – Carter, Johnston, Love, 

Marshall, and Murray Counties 
▪ Murray State College (MSC) has a main campus in Tishomingo and a campus in 

Ardmore serving a ten-county area 
▪ Eastern Oklahoma State College has a main campus in Wilburton and sites in 

McAlester, Idabel, and Antlers 
▪ Southeastern Oklahoma State University has a main campus in Durant and outreach 

sites in Ardmore, McAlester, and Idabel 
▪ East Central University has a main campus in Ada and outreach sites in Ardmore and 

McAlester 
▪ Carl Albert State College is in Poteau and Sallisaw 

 
These partners offer high-quality training in the growth occupations and largely have the 
capacity to expand to meet employer need. They are constantly adjusting to meet the 
projected workforce needs. For instance, KTC Durant remodeled an older school building into a 
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Workforce Learning Center in which they will offer most of their short-term classes to 
accommodate the exceptional growth in demand from the Choctaw Casino and other 
employers. And MSC purchased Amatrol e-Learning Training Programs to give students access 
to on-line and hands-on training for the Region’s manufacturers. Recently MSC and KTC have 
been working with the SWB, employers, and other partners to establish a Healthcare Center of 
Excellence in the Region. The post-secondary partners also have the capacity to address soft 
skills, between soft skills classes open to the community and soft skill lessons embedded in the 
regular curriculum. 
 
Other strengths identified by the partners include: 
 

▪ Education and training providers pivoted quickly to remote and/or socially distanced 
learning when the pandemic demanded it. 

▪ Partners are now making flexible in-person or online modalities part of routine 
offerings. 

▪ Partners offer training at flexible times (day, evening, weekend, virtual self-paced) to 
accommodate various schedules. 

▪ Partners have demonstrated capacity to tailor and adjust curricula quickly to meet the 
unique needs of students and employers. 

▪ Providers are adjusting to meet changing employer demands. 
o For example, Southern’s community colleges are expanding into technical 

training to complement (not compete with) Career Tech Centers as local 
businesses (especially manufacturers) need more trained workers. 

o As another example, Kiamichi Technical Center is building a new facility in Durant 
that will offer state-of-the-art lab and classroom space in expanding fields of 
hospitality, information technology, and healthcare. 

 
The partners identified two weaknesses or gaps in alignment between regional educational and 
training provider capacity and local workforce needs: 
 

1. There is a need for more classroom, lab space, and faculty to train needed healthcare 
workers. 

2. Limited public transportation and internet access, especially in rural areas, can be 
barriers that keep some potential students and workers from accessing available in-
person or online training. 
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Southern Region’s Capacity to Address the Education and Skill Needs of the Workforce, Including 
Individuals with Barriers to Employment 
 
This SWOT analysis aligns with State Goal #2: Upskilling Oklahoma’s Workforce and the State’s 
Strategies for Serving Individuals with Barriers 
 
Despite budget cuts in recent years, the Southern Workforce System has helped a tremendous 
number of people in the region. To give just a snapshot, Program Year 2019 data (covering 
services provided from July 1, 2019 to June 30, 2020) from OKJobMatch.com indicates: 
 

▪ 862 adults took advantage of WIOA Title I career services such as resume assistance and 
job search 

▪ 466 were able to get retrained through WIOA Title I 
▪ 346 youth received career readiness support such as work experience, mentoring, and 

classroom training 
 
In our January 2021 Strategic Planning Meeting and subsequent conversations, the partners 
identified strengths, weaknesses, opportunities, and threats related to the system’s capacity to 
address the education and skill needs of the workforce. We then distilled that information into 
four key issues facing the Southern Region in our work to upskill local workers and job seekers. 
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Assessment of Capacity to Upskill the Regional Workforce 

 
 

Following the discussion of the strengths, weaknesses, opportunities, and threats (SWOTs), the 
partners narrowed down the topic and identified four Key Issues related to upskilling the 
regional workforce: 
 

1. Closing the Skills Gap and helping people obtain training, certifications, and education 
needed for the growing mid-skill jobs 

2. Addressing some specific skill gaps common to many students coming out of high school 
and older workers (academics like basic math, soft/life skills, and technology 
proficiency) 

3. Career Awareness 
4. Availability of internet and smart phones throughout rural areas, which creates 

problems with accessing online coursework and work from home opportunities 
 

Strengths

•Lots of excellent 
training providers

•Expanding training 
that's available -
more occupations 
and serving more 
people

•Flexibility

•New improved 
ability to offer 
training online

•Our workforce 
system – our 
partners’ 
commitment to 
customers and 
integrated services

•The Workforce 
Board - engaged 
partners and 
private businesses

•The availability of 
post-secondary 
education and 
training providers

Weaknesses

•Too many high 
school students are 
not graduating with 
basic academic 
skills - can't pass 
basic employer 
tests

•Lack of life/soft 
skills (e.g., 
managing money)

•Lack of awareness 
of career 
opportunities and 
pathways except 
"go to college"

•Older workers less 
familiar with and 
comfortable with 
technology; 
training in 
technology-related 
skills requires 
customization and 
more time, but lack 
capacity to get 
tools in their hands 
to practice

Opportunities

•Finding employers 
that offer "second 
chance" 
employment for ex-
offenders and/or 
people dealing with 
addiction

•Internet bandwidth 
grants available, 
the lack of access in 
rural areas is on 
people's radar

•Growing awareness 
among companies 
that they can grow 
their own 
workforce (e.g, 
through Registered 
Apprenticeships, 
OJT)

Threats

•COVID restrictions 
on some labs, in-
person training, 
student access to 
hospitals - suspect 
limitations could 
last for years

•Changes in drug 
laws to 
misdemeanors; but 
people don't 
understand the job 
ramifications of 
failing a drug test

•Barriers to Access 
including 
transportation and 
spotty internet 
access, especially in 
rural areas

•Many people with 
criminal or 
addiction 
backgrounds

• Can train people 
but they drop out if 
don't address 
barriers
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Capacity to Serve Individuals with Barriers to Employment 
 

The Southern Region has a robust network of partners that provide workforce services 
targeting individuals with barriers to employment (such as those who are veterans, low-income, 
dislocated workers, youth, limited English proficiency, individuals with disabilities, older 
workers, ex-offenders, and/or migrant and seasonal farmworkers) at Oklahoma Works centers 
as well as specialized centers. The Oklahoma Works comprehensive, affiliate, and specialized 
centers include system partners that offer educational and occupational training, partners that 
provide a variety of job search assistance, and partners that offer supportive services to help 
individuals get and keep jobs, including assistance with transportation, childcare, clothing, 
housing, ESL, and substance abuse.  
 
During the Partner Strategic Planning Meeting, partners spent some time analyzing the 
strengths, weaknesses, opportunities, and threats related to meeting the skill need to 
individuals with barriers to success, with a focus on ex-offenders and people with disabilities. 
 

Assessment of Capacity to Upskill Individuals with Barriers 

 
 

Strengths

•Career Tech offers 
training in some 
prisons so people 
can exit with a skill

•All training is 
available to ex-
offenders

•We have many 
system partners 
offering services 
and supports to 
people with 
barriers

Weaknesses

•Safety net services 
for ex-offenders 
are very limited, 
especially in more 
rural areas (e.g., 
only available in 
Tulsa and 
Oklahoma City)

•Transportation is a 
huge barrier for 
people with 
disabilities. Made 
some progress on 
sidewalks, but few 
sidewalks or public 
transportation in 
rural areas and 
many families have 
just 1 vehicle

•Don't have enough 
halfway houses for 
people trying to 
break free from 
addiction

Opportunities

•Finding employers 
that offer "second 
chance" 
employment for ex-
offenders; some 
do, depending on 
the charge

•Employers are 
embracing 
"diversity," 
particularly 
showing a 
willingness to hire 
people with 
disabilities and 
make workplace 
accommodations

Threats

•Ex-offenders who 
lack a safety net 
(e.g., money, 
housing) can return 
to previous 
patterns - crimes, 
alcohol or drug 
abuse

•Can train people 
but they drop out if 
don't address 
barriers
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The Key Issue for Southern’s capacity to assist individuals with barriers to employment is how 
to provide adequate supports to meet the intensive needs of many individuals with barriers. 

Region’s Capacity to Meet the Employment Needs of Employers 
 
This SWOT analysis aligns with State Goal #1 Expand Oklahoma’s Workforce to Satisfy Industry 
and Economic Development Needs and State Goal #3 Offer Workforce Solutions to Businesses 
 
System Capacity Needs 

 
When analyzing the capacity of our workforce and educational system to meet the projected 
needs, we identified a need for additional High School Equivalency testing throughout the 17 
counties, so we have been working to increase testing sites. We also identified limitations on 
clinical capacity for training new LPNs and RNs, since it can be challenging to find nurses with 
master’s degrees willing to teach. Funding cuts have reduced Adult Education’s ability to 
provide ESL training in some counties (so they refer to local literacy councils). And people living 
in rural areas face challenges in accessing services due to distance and transportation barriers. 
(See Appendix 3: Job Seeker Services Matrix/Map and Appendix 4: Gap Analysis of the Job 
Seeker Services Matrix/Map for other gaps that we identified and are working on.) 
 

During the Strategic Planning Meeting, partners recognized that meeting the skill needs of the 
local workforce, as addressed earlier, is an inextricable part of meeting the needs of the 
workforce system’s employer customers. This part of the conversation focused on two other 
ways in which Southern’s workforce system meets employers’ employment needs: 
 

1. Offering Workforce Solutions that Meet Business Needs; and 
2. Expanding the Region’s workforce 

 
Offering Workforce Solutions 
 
As noted earlier, the Region has significant capacity and strengths related to our ability to 
provide virtual or in-person and customized or off-the-shelf training solutions for most 
occupations. The partners also identified other strengths: 
 

▪ Partners all have business advisory boards, so have structured ways to obtain business 
input into strategic decisions. 

▪ Collaboration is common and partners work together well to meet employer needs; for 
example, Career Tech partners with the Oklahoma Small Business Development Center 
to offer customized training for a cohort of small businesses as well as other business 
solutions such as helping them to develop a business plan or do their taxes. 

 
In addition to the Skills Gap identified above (the need for more certifications and associate 
degrees) and need for additional clinical capacity in healthcare occupations, the group also 
pinpointed another specific challenge: meeting the manufacturing sector’s need for more 
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electricians and industrial maintenance technicians. Oftentimes, electricians prefer to work in 
the construction sector or start their own business. 
 
The partners identified several potential opportunities to improve the system’s capacity to 
meet business needs: 
 

▪ Doing more co-enrollments to provide a fuller array of services that improve placements 
and retention rates 

▪ An impending closure (Spirit closing in May) means a large number of skilled workers, if 
we could help them move to where jobs are located 

▪ Developing and expanding Centers of Workforce Excellence (CWE). (A CWE provides a 
trusted point of contact within each identified region that serves existing and 
prospective employers’ workforce needs by coordinating resources and services. This 
approach, established in late 2019, brought together groups from across the state to 
work hand-in-hand with business leaders, public education, higher education, economic 
developers, state agencies, and CareerTech to devise a replicable workforce model that 
will meet employer skill needs and can be deployed statewide.) 

▪ Helping companies that are having a hard time recruiting and filling positions to 
understand the need to grow their own workforce 

▪ Better coordinating business services and outreach 
▪ Shared data/customer tracking information 

 
Expanding the Region’s Workforce 
 
As discussed earlier in the Plan, the labor force participation rate is lower in the Southern 
Region than in most of the rest of the state. Bringing people who have dropped out back into 
the labor force is a both an opportunity and a need. Many, however, face significant barriers to 
employment, such as people with disabilities, ex-offenders, at-risk youth, and those struggling 
with alcohol or drug addiction. 
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Assessment of Capacity to Expand Southern’s Workforce 

 
 
In assessing our Region’s capacity to meet the employment needs of employers, three Key 
Issues rose to the top: 
 

1. Addressing soft skills deficits—a healthy majority of employers identify soft skills as their 
biggest need. Southern has done a lot of work to identify needed soft skills and explore 
methods of teaching and reinforcing them (see Appendix 1). Continuing our work in this 
area will remain a priority. 

2. Better coordinating business outreach/engagement 
3. Strengthen alignment between workforce, high schools, and businesses; and help 

students better understand and prepare for growth occupations and training available  

Strengths

•Pluses that draw 
people to the area 
and help us keep 
people here: Cost 
of living overall low 
and we have 
outstanding 
recreational 
opportunities

•Partners are 
offering Skills-
Based hiring 
(removing 
credentials where 
possible) to help 
companies broaden 
their candidate 
pool

•Workforce and 
AARP offering 
remote training 
opportunities

Weaknesses

•Hard to get K-12 to 
the table and 
partner with 
businesses

•Transportation 
barriers

•Lack of affordable 
housing prevents 
people from 
relocating (in some 
specific areas)

•Partner Staff 
Turnover

•Challenges in 
addressing soft 
skills deficits

Opportunities

•Hoping ICAP will 
help with High 
School 
engagement; 
promising in 
McAlester, doing 
internships and 
working more 
closely with 
businesses – high 
school person hired 
to do this. Also 
happening 
elsewhere

•Growth in 
Telework

•Helping companies 
see the need and 
ability to grow their 
own workforce 
(e.g., through 
Registered 
Apprenticeships 
and OJT)

Threats

•Economic 
downturn from 
pandemic; 
competition for 
certain jobs (seeing 
people with BAs 
applying for 
support staff 
positions) = less 
opportunities for 
those with least 
skills, including 
youth

•Laws preventing 
kids under 18 from 
on the job learning

•Telework – people 
getting used to 
working from 
home, do they 
want to go back 
into a physical work 
place? Also can 
increase turnover 
because people not 
meeting face to 
face are less 
connected to the 
workplace
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Key Workforce System Issues and Possible Solutions 
 

B5. Based on the analysis above, describe the region’s key workforce development issues, 
and possible solutions to be implemented within the region, to reach the region’s economic 
and workforce development-oriented vision and strategic goals. 

 
Southern’s partners identified many workforce development issues, as noted above and 
summarized in the table below: 
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The partners narrowed down this list to a handful of Key Workforce Issues related to the state’s 
goals. Focusing our efforts on these Key Issues and developing appropriate objectives will 
enable us to meet our long-term state and local goals summarized below. The Potential 
Strategies column in the table below summarizes some of the ideas raised by various partners 
in our planning conversations. We will continue to refine these ideas so that we can develop 
objectives that are SMART (specific, measurable, appropriate, realistic, and time-bound) and 
have full buy-in from stakeholders and Board members. 
 

Employer Issues

• Lack of hard skills

• Society/families not encouraging 
skills/education

• Getting fewer qualified applicants, 
needing to interview more to hire

• Workforce system not always flexible 
enough to be timely

• Turnover - mismatched expectations, 
cultural problem

• Training center capacity

• Lack of (affordable) housing can make it 
hard to lure employees to the area

• Engineering programs are limited, 
needed locally

• The available workforce (drug-free 
workforce, ex-offenders, veterans, older 
workers)

• Budget constraints - no money for new 
employee training, employers need 
someone work ready immediately

• Inconsistent contact information - can't 
reach applicants and employees

• Working and training from home is up, 
but employees may lack internet access, 
computers, and/or smartphone

Job Seeker Issues
• Lack of skills (technical, job related)

• Mismatch of UI rates throughout area

• Relocation issues - no housing stock

• Lack of soft/life skills

• Unrealistic expectations for work

• High number of ex-offenders facing 
barriers and stereotypes (closed work 
release sites)

• Support system needed (transportation, 
housing, child care)

• Individuals with disabilities (not enough 
employers or advocates, discrimination)

• Age 16-19 year olds not working

• Pay/benefits need to improve (students 
don't return, lured by cities, higher pay, 
millenial expectations)

• People sometimes have to overcome 
assumptions and stereotypes

• Confusion/misperceptions around 
disincentives to work if receiving 
benefits (TANF has a 3-month earned 
income disregard, freezes your SNAP 
benefits, lets you keep Medicaid for 1 
year, and keeps child care co-pay at $0)

• Not understanding how online image 
impacts your career

• Lack of internet access in rural areas

• Lack of career awareness

• Marijuana legal but failing a drug test 
can hurt work chances
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State/ 
Local Goal 

Key Workforce Issues for 
Southern 

Potential Strategies 

Upskill the 
workforce 

▪ Skill Gap in workers to fill 
“mid-skill” jobs requiring 
some education post-high 
school 

▪ Skills Gap for students 
coming out of high school 
and older workers 
(academics like basic math as 
well as soft/life skills) 

▪ Career Awareness 
▪ Availability of internet and 

smart phones throughout 
rural areas, which creates 
problems with accessing 
online coursework or 
work from home 

 

▪ Mentorships, juniors/seniors to meet 
with leaders in community and explore 
careers – addressing lack of exposure 

▪ Build on ICAP—career-academic plan, 
which is now required for all 
juniors/seniors. If we would complete 
this with integrity, would help students 
explore careers and better plan to get 
that certification and a post-secondary 
path with a career goal. Build on new 
ICAP requirement to strengthen 
alignment between workforce, high 
schools, and businesses; and help 
students better understand and 
prepare for growth occupations and 
training needed 

▪ DHS got a new ACE grant to help 
students in middle schools and high 
schools understand careers 

▪ Virtual Career Expo (Nov 2020) 
▪ Kiamichi – possible solution, hired 

career specialists who are going into 
elementary schools K-3, 4-6, and 
helping HS students complete their 
ICAPs (used Perkins dollars to fund 
those positions) 

▪ Text Blast job openings 
▪ Continue working with Economic 

Development to prepare for multiple 
new companies locating to our area as 
well as Choctaw’s expansion that will 
require 1500 new workers 

Offer 
workforce 
solutions to 
Oklahoma’s 
businesses 

▪ Better coordinated business 
services 

▪ Helping to reduce turnover 
 

▪ Support partners to do quality 
employer needs assessment 
throughout the system 

▪ All partners have business advisory 
councils; better coordinate efforts so 
employers aren’t getting hit up 
multiple times. 

▪ Explored a shared data/customer 
management system 
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State/ 
Local Goal 

Key Workforce Issues for 
Southern 

Potential Strategies 

Expand the 
workforce to 
meet 
employment 
needs of 
businesses 

▪ Engagement of potential 
workers 

▪ Capacity to provide 
adequate supports for 
populations with barriers to 
employment (e.g., ex-
offenders, people with drug 
and alcohol addiction) 

▪ Transportation and internet 
barriers, especially in rural 
areas 

▪ ICAP is getting all HSs schools engaged 
in helping increase career awareness at 
an early age – less of a mismatch 

▪ Marketing/communication/assessment 
so youth and job seekers have a good 
sense of opportunities and where 
might be a good fit 

▪ Helping companies “grow their own” 
workforce through ICAP experiences, 
apprenticeships, and other work-based 
learning 

▪ Highlighting and building on success of 
companies that have bought into 
diversity and are hiring more people 
with disabilities and ex-offenders 

▪ Are we engaged in and pushing out 
211? May be opportunity to expand 
our presence 

Enhance our 
Workforce 
System 
Capacity to 
Meet 
Demand, 
Respond 
with Agility 
to Change 

▪ Still dealing with data silos – 
need a shared data 
platform/customer tracking 
information 

▪ Utilize HubSpot for Business Services 
to reduce duplication (HubSpot gives 
employers brief survey, access by staff 
across all partners on up-to-date 
information, employer contacts) 
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C. Description of Regional Strategies 
 

Regional Strategic Plan Development Process 
 

C1. Briefly describe the activities and steps taken to develop this Regional Plan 
 
The Southern Workforce Board staff coordinated input and development of this Plan among a 
wide range of local partners. In early January 2021, we invited local partner leaders to a 
strategic planning session to be held via Zoom on January 21, 2021. Thirty-two partners joined, 
representing 19 partner organizations and agencies, including the following: 
 

▪ Businesses 
▪ Local Elected Officials 
▪ Oklahoma Employment Security Commission (OESC) 
▪ Oklahoma Department of Rehabilitation (DRS) 
▪ Adult Basic Education (ABE) 
▪ WIOA Title I Adult, Dislocated Workers, and Youth (DWFS) 
▪ Department of Health and Human Services (DHS) 
▪ Oklahoma State Department of Health 
▪ Local Chambers of Commerce 
▪ Family Literacy 
▪ Choctaw Nation 
▪ The Oklahoma Manufacturing Alliance 
▪ AARP 
▪ Career Tech 

 
Aided by an outside, neutral facilitator, the partners worked together to review the State’s 
Regional planning requirements and our local labor market projections; and then discuss and 
update our Region’s strengths, weaknesses, opportunities, and threats. The group also spent 
some time identifying the Key Issues that should drive our work over the foreseeable future. 
 
We then presented the strategic input and recommendations to the full Board and the 
Executive Committee for review and input into the Strategic Priorities (as described in Section B 
of this Plan above). Board staff collaborated with partners to develop the remainder of the 
content of this Plan (Section C), and then published the complete draft Strategic Regional Plan 
for a 30-day public review and comment period. We simultaneously shared the complete draft 
with our partners, encouraging them to share with their networks as well, for final review and 
input. Lastly, the Board took a final look at the Plan and approved it before submitting it to the 
State. 
 
Development of this Plan reflects significant partner input and buy-in from throughout the 
Southern Region. Looking ahead at tackling the critical issues identified in this Plan, we will 
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operate as we always do – by bringing all partners together to better understand the 
challenges, devise solutions, and build the buy-in across programs. Cross-program workgroups 
will work on each Key Issue, with all partners providing input through partner and Board 
meetings. 
  

Regional Strategy to Align Partner Resources 
 

C2. Describe the shared regional strategy to align available resources among the 
required, and any additional, partners within a planning region. 
 

The Southern Workforce Development Board is committed to developing and enhancing a  
workforce system across WIOA’s core and other partners that keeps the job seeker and 
Business at the center of service delivery. Through our strong partnerships, Southern will 
continue lead the system to align services and resources, minimize bureaucracy and 
redundancy, create multiple avenues and access points, to enhance the economic and social 
impact of the system. Partners are committed to this work and understand the need, given our 
limited and shrinking public resources and the importance of our work to our local economy. 
 
Efforts to align resources and operate as a system, not a series of “stand-alone” programs, 
include the following (and more): 
 

▪ Southern was an early adopter of the State System Certification Model—committed to 
excellent customer service and resource use. 

▪ We have conducted extensive resource and service mapping, which has enabled us to 
identify gaps and duplications in our regional workforce system as needed to make best 
use of existing resources. 

▪ We created an online Resource Manual, to help all partners understand the full array of 
resources in the area so we can tap each other rather than create redundant processes. 

▪ We developed Job Seeker and Business Services Intake Process Maps that all partners 
agreed to use to improve consistency and make faster, better referrals. 

▪ We worked across our partners to develop a “No Wrong Door” intake process, in which 
all job seekers will receive information about the full system, not just the partner whose 
door they enter. 

▪ Southern partners also developed System Referral Processes to help our customers find 
the best combination of services and resources, which is helping to reduce duplication, 
save resources, increase customer satisfaction. 

▪ Our Oklahoma Works Center in McAlester was a pilot for the State’s one-stop 
infrastructure and cost sharing model. We continue to use Infrastructure Funding 
Agreements and cost sharing agreements among the diverse programs that serve our 
employers and job seekers. 

▪ The Southern Workforce Board coordinated development of Memorandums of 
Understanding (MOUs) approved by the Board of Chief Local Elected Officials, which 
specify detailed roles and resource contributions of each partner in our regional one-
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stop system. Partners include WIOA Adult, Dislocated Worker and Youth, Wagner-
Peyser, DHS, DRS, and AARP, Job Corp, Native American Programs, Veterans Programs, 
and Carl Perkins. 

▪ As described above, we used a collaborative planning process to develop key system 
goals, objectives, and strategies, and will continue work in that same collaborative spirit 
toward implementation. 

 
Southern holds quarterly partner meeting to allow all stakeholders to have input and buy-in to 
the one-stop delivery of service and engage in continuous improvements efforts. Since this has 
been an evolving process, we anticipate partnerships, collaboration, system integration, and 
resource alignment will continue to deepen over the life of this Plan. 
 

How the Region Will Support the State’s Workforce Goals and Strategies 
 

C3. Describe how the planning region, with the collaboration of the local workforce 
development boards, will support the goals and strategies identified in Oklahoma’s 
Unified State Plan. 

 
Oklahoma’s Unified Plan serves as a statewide roadmap for the workforce system to capitalize 
on its strengths, identify and address obstacles, and promote continuous improvement of 
services. The State’s Unified Plan establishes four critical workforce objectives. 

 
1. Expand Oklahoma’s Workforce to Satisfy Industry and Economic Development Goals 
2. Upskill Oklahoma’s Workforce 
3. Offer Workforce Solutions to Oklahoma’s Businesses 
4. Build Oklahoma’s Workforce System Capacity 

The Plan also establishes job seeker goals for youth and individuals with barriers to 
employment. 

The Southern Workforce Board fully supports these objectives and organized our strategic 
planning process around them. For each objective, we considered the relevant strengths, 
weaknesses, opportunities, and threats here in the Southern Region. The partners then used 
this information to identify the key issues we need to address that align with our needs and the 
State’s objectives (as described in Part B above). 

In addition to our strategic assessment and goals, which are aligned with the State’s, Southern 
also has many processes and strategies in place that support the State’s efforts, descriptions of 
which can be found in the following sections of the Plan: 
 

▪ Expand Oklahoma’s Workforce to Satisfy Industry and Economic Development Goals: 
See Section B to understand the labor market projections driving this Plan; Section C8e-f 
to understand how we serve people with disabilities and those who need basic and 
remedial education—to try to give them skills to obtain and keep good jobs; and Section 
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C8h to understand all the ways in which we serve those with barriers to employment to 
try to bring more people into the workforce. 
 

▪ Upskill Oklahoma’s Workforce: See Section B to understand the labor market 
projections driving our industry and occupational investments that drive this Plan; 
Section C5 to understand our regional pathways work; Section C6 to explore the ways in 
which we coordinate with economic development to project and meet employer skill 
demand; Section C7 to see our sector strategy efforts in some of our most critical 
growth sectors; and Section C8d-f to understand how we coordinate educational and 
training services with some our critical workforce and educational partners in the 
Region, including some strategies to enhance collaboration with the K-12 system, to 
better connect the education and training pipeline with the needs of regional 
employers.  
 

▪ Offer Workforce Solutions to Oklahoma’s Businesses: See Sections B4 and B5 to 
understand our goals and potential strategies for improving business services; and 
Sections C8a-c to understand how we engage and serve businesses. 
 

▪ Build Oklahoma’s Workforce System Capacity: See Sections B4 and B5 to understand 
our capacity to meet job seeker and employer demands and strategies to try to enhance 
that capacity. 

 

Strategies to Develop Common Requirements and Policies Across Regional Partners 
 

C4. Describe the development and implementation of joint regional service strategies 
for common requirements and policies for:   
 

a. Work-based learning/training (customized training, incumbent worker training, 
Registered Apprenticeship, and on-the-job training); 

b. Training services using individual training accounts in a mutual manner. Include 
copies of any cooperative service delivery agreements; and 

c. Referral and co-enrollment processes and procedures. 
 
This is not applicable because the Southern Region is a single workforce area, and so Southern 
does not develop and implement joint regional service strategies for common requirements 
and policies across multiple local areas, nor do we have any cooperative service delivery 
agreements with other local areas. 
 
However, the Southern Workforce Board develops and implements common service strategies 
and policies across partners, when feasible, as a way to streamline, simplify, and aide in 
coordination across partners and funding streams. 
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▪ In the area of work-based learning (customized training, incumbent worker training, 
Registered Apprenticeship, and on-the-job training contracts), the business services 
manager coordinates outreach with businesses and addresses and highlights these 
services with business. OOWD has received federal dollars to expand Registered 
Apprenticeships, offering $10,000 to promote Registered Apprenticeships to business 
that are interested in starting new programs.  

▪ With regards to referral and co-enrollment processes and procedures, the partners have 
developed an online form to make “real time” referrals and agreed to accept each 
other’s Basic Skills Assessments and Individual Employment Plans. 

 

Career Pathways in the Southern Region 
 

C5. Describe the development and implementation of joint regional services strategies for 
career pathways.  List the career pathways, and, for each, describe:  

a. The phase of development (conceptual, in initial implementation, being 
sustained, or, expanding)  

b. Workforce Demand (need) – Describe the business workforce need being 
addressed by the strategy.  Indicate the industry(s) and occupations being 
represented, how the need was determined, and the occupational skills to be 
addressed.  

c. Relevance – Indicate the connection between the demand and the priority(ies) 
for the region.   

d. Strategy – Identify the sector partners and the role of each.  
e. Funding – Describe available resources that will support the strategy.  
f. Unfunded Critical Elements – Identify any critical elements for the identified 

strategy that must be done for the success of the strategy that cannot be met 
with available resources.  This may include:  the expansion of an existing 
strategy, in any phase, from one LWDA to others in the region; the need to 
procure new training vendors; planning sessions involving multiple partners; 
training of one-stop staff; and development of regional data collection 
systems. 

Career pathways provide a framework to identify the multiple entry points to employment and 
training, and multiple exit points that build on one another in a given sector, so that workers 
can develop skills while advancing their careers, and employers have access to the skilled 
workforce they need to succeed. The Southern Workforce Board plays both a convener and 
supportive partner role in the work that’s been done in the Southern Region to identify career 
pathways in growth sectors and use them to guide workforce development. 

Our career pathways work is driven by four key factors: 
 
▪ The requirement that WIOA Title I training funds be used for in-demand occupations; 
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▪ Our commitment to providing information clients need to make informed choices when 
considering training options; 

▪ The reality that people have varying interest in and resources for training/education; 
and 

▪ Our goal of meeting the needs of Southern’s job seekers and employers. 
 
While Title I staff always discuss possible credentials and pathways with every job seeker who 
needs staff assistance or retraining, we have formally mapped out two career pathways that 
Title I staff and clients review together to explore training and placement options – in 
Healthcare and Information Technology (two of our fastest growing and key wealth-generating 
sectors). We plan to continue that mapping work in all our key wealth-generating sectors. 
 
We obtained a STEM grant that we used to run STEM Academies that help young people, 
especially minorities and girls, explore career pathways in STEM industries. (While this work is 
on pause due to the pandemic, we intend to continue in the future.) And we play a supporting 
role in several initiatives: 8th Grade Career Discovery Day, the PATHS: Pipeline for Advanced 
Training in Health Sciences project with the Choctaw Nation, and numerous efforts 
spearheaded by Career Techs (often in cooperation with K-12 educational entities). 
 
Our WIOA Title I and Career Tech pathways work is summarized below. 

 
Healthcare Career Pathway 

 
▪ Phase of Development: Being sustained. Clients are given career assessments which 

assist in the decision-making process. Many start with the Long Term Care Nurse/Home 

Health Aid licensing and then progress into Certified Medication Aide, Licensed Practical 

Nursing, Registered Nurse, and Nurse Practitioner.  

▪ Workforce Demand: Healthcare is a high priority in the southern area. Industries in need 

of these occupations include assisted living facilities, hospitals, correctional facilities, 

veteran centers, etc. Healthcare occupations are critical to our Region’s economy and 

health, so require the right quantity and quality of labor. The need for licensed health 

care professionals is associated with the large educational gaps in this type of post-

secondary licensing.    

▪ Relevance: The priority to address this gap is very high with many employees currently 

working long hours which can lead to burn out and turnover especially since the 

pandemic. Furthermore, the area has many retirees who require medical attention 

either in home or in a facility.    

▪ Strategy:  Career Techs play a huge role in meeting the demand for healthcare licensed 

professionals. They can provide affordable training opportunities to students who are 

interested in obtaining these skills. One drawback is the often-limited number of 

trainees allowed in classes due to teacher/student ratio requirements. Other partners 



 

51 
 

 
 

include colleges and universities offering LPN and BSN programs to those wanting to 

further their career with advanced degrees.    

▪ Funding:  WIOA funding is available to eligible participants. PELL grants and other 

financial aid can be available to some students as well.  

▪ Unfunded Critical Elements:  We need to procure new training vendors, as class space 

for LPN students is insufficient to close the gap in demand. 

 
Information Technology Pathway 

 
▪ Phase of Development: Initial Implementation. Teams are completing career research to 

be used to help clients considering available training opportunities. Staff will map tools 

such as Career Cruising to discuss pathways related to this field. 

▪ Workforce Demand:  As technology increases in our daily lives, so will the need to be 

able to access and troubleshoot this technology. Computer Support Specialists are 

among the Southern critical occupations.   

▪ Relevance: Technology is utilized personally and professionally every day. 

▪ Strategy: Many programs are currently available through the career tech system. We 

will explore training opportunities as well as work experience or on-the-job training. 

▪ Funding: WIOA Title I funds are available to assist with fostering this career pathway, 

and we work with partner agencies that have their own funding streams (such as tribal, 

DRS, and TANF), when appropriate.     

▪ Unfunded Critical Elements: With the growing use of technology, as well as the shift to 

more virtual work and learning due the pandemic, internet access in rural areas is more 

important than ever. 

 

Transportation, Distribution, and Logistics Pathway 

 

▪ Phase of Development: Initial implementation. 

▪ Workforce Demand: According to State LMI projections, Transportation and Distribution 

(TDL) is projected to continue to grow in the Southern Region, with the majority of jobs 

in Heavy and Tractor-Trailer Truck Drivers, Laborers and Material Movers, and Industrial 

Truck and Tractor Operations. 

▪ Relevance: TDL is one of the Southern area’s Wealth Generating Industries and 

continues to be a priority of the region. The region has many employers in this industry 

and the need for workers is a Board priority.   

▪ Strategy: The TDL industry is represented on the board and sits on the Demand 

Occupations Committee. Many of the Career Techs throughout the 17-county Region 

provider educational career pathways in TDL by training in occupations such as truck 

drivers, mechanics, operators, etc., as noted in the Career Tech descriptions below. TDL 
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occupations are a key occupation on the Board’s Demand Occupation List; the board is 

in the process of developing strategies and plans to start a TDL sector strategy initiative.   

▪ Funding: Funding is an issue with all the education entities due to the severe budget 

cuts the State of Oklahoma is experiencing.  

  

Manufacturing Pathway 

 

▪ Phase of Development: Initial implementation. 

▪ Workforce Demand: ESMI shows a projected growth in the manufacturing industry with 

a high average wage in our region.  Occupations most in need and that will continue to 

see the large growth are machinists and industrial machinery mechanics. 

▪ Relevance: Manufacturing has always been instrumental industry in the southern region 

and remains one of the Board’s Targeted Industries.     

▪ Strategy: The SWB has recently revitalized the Manufacturing Sector Strategy initiative 

that specifically brings manufacturing opportunities and needs to the forefront with 

employers, educators, and economic development. Many of the Career Techs 

throughout out the Region provide training in manufacturing occupations, but there 

may be a need for expanded educational opportunities due to advancements in 

manufacturing. Murray State College has also recently purchased equipment and 

software to train in manufacturing. The Board is the process of developing on-going 

strategies. 

▪ Funding: Funding is an issue with all the education entities due to the severe budget 

cuts the State of Oklahoma is experiencing.  

  

Construction Pathway 

 

▪ Phase of Development: Initial implementation. 

▪ Workforce Demand: ESMI shows a projected growth of 10.1% in the construction 

industry with an average wage of $43,989.  High growth occupations include operating 

engineers and other construction equipment operators and truck drivers, and 

telecommunication line installers and repairers. 

▪ Relevance: Construction remains one of the demand industries in the region. 

▪ Strategy: The Board has only just begun work in this area, but the Region has some 

educational opportunities in the area that the Board can build on to develop 

construction pathways. 

▪ Funding: Funding is an issue with all the education entities due to the severe budget 

cuts the State of Oklahoma is experiencing. 

 

Energy Pathway 
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▪ Phase of Development: Initial implementation. 

▪ Workforce Demand: ESMI shows a projected a decline in industry with an average wage 

of $82,849, which is one of the highest in our Region. However, we are hopeful that jobs 

will be sustainable because this sector has a history of boom then bust then re-emerge.    

▪ Relevance: Energy has been slow throughout the last couple of years but has been 

picking back up. Energy remains one of the Board’s Regional Industries. 

▪ Strategy: The Board is the process of developing on-going strategies. 

▪ Funding: Funding is an issue with all the education entities due to the severe budget 

cuts the State of Oklahoma is experiencing. 

 

Murray State and Eastern State College Agriculture Pathway 

 

▪ Phase of Development: Initial Implementation. 

▪ Workforce Demand: Agriculture is one of the largest industry sectors in Oklahoma. 

▪ Relevance:  It plays a critical role in our economy, in both the number of persons it 

employs, as well as in meeting essential food needs. 

▪ Strategy: Southeastern Oklahoma has sufficient capacity to deliver education and 

training through two community colleges—Eastern State College in Wilburton and 

Murray State College in Tishomingo. Graduates are trained in judging livestock, as well 

as crops, with degrees available in agriculture, forestry, horticulture, and animal 

husbandry. The associate degree offered at these two colleges prepare graduates for 

transfer as juniors into bachelor's degree programs at Oklahoma State University and 

other institutions. 

▪ Funding: Funding is an issue with all the education entities due to the severe budget 

cuts the State of Oklahoma is experiencing.  

 

 

STEM Academies 
 

Southern Workforce Board received a grant in 2015 from the Oklahoma Department of 
Commerce to improve outreach and training for youth in STEM educational programs. One of 
the project goals was to raise minority youth awareness and understanding of the skills, 
aptitudes, and workplace competencies needed in emerging and evolving STEM occupations. 
 
The project served 102 individuals identified through the Youth Provider and system partners 
(Tribal, DRS, DHS, etc.) in the summers of 2015 and 2016. With youth funds, we were able to 
hold STEM Academies in 2018 and 2019 that served a total of 199 young people. (Due to 
COVID, we did not host a STEM Academy in 2020.) 
 
The STEM Academy program consists of eight two-day workshops facilitated across the Region. 
The Academies emphasize Robotics and Engineering, STEM career pathways, workplace 
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competencies, and work experience. They expose youth to the use of technology as a problem-
solving tool and real-world applications in many industry sectors. Activities challenge 
participants to use a variety of technologies to solve problems, build on existing knowledge and 
explore new concepts, and combine critical thinking with creativity to collaboratively develop 
solutions that effectively respond to a given problem. 
 
Past Academies offered two tracks: STEM Education & Lego Mind Storm and STEM Education & 
Apple iPad. 
 
The project targets minority youth aged 16-24, giving priority to females. The target group's 
participation in the labor force is critical to meeting labor shortages in the high-growth/high-
demand ecosystem's STEM industry sectors that include Energy; Aerospace & Defense; 
Agriculture & Bioscience; Manufacturing; Construction; Information & Financial Services; 
Healthcare; and Transportation, Distribution and Logistics. 
 
The Academies emphasize careers that exist in the various STEM occupational fields, regionally 
and globally, that apply the technology used in the sessions. Participants receive information on 
education attainment and career options in each sector, and examples of how these careers 
apply technology in solving problems. Career pathways are at the forefront as the group 
collaboratively explores the various post-secondary educational pathways that can lead to a 
high paying career in high demand occupations. Youth also explore detailed information on 
selected critical occupations, median annual earnings, education attainment levels, 
complementary occupations, and potential employers by occupation for the Southern 
Workforce region. Participants were equipped with the knowledge to seek out the training that 
they need to reach the level of education necessary for specific jobs, as well as the resources 
available to help. 
 
Collaboration between the Oklahoma Works system partners, business and industry, and public 
and private education and training providers helped us maximize resources, recruit our target 
population, and meet our project goals. Outcomes included: 
 

▪ Understanding of STEM Educational and Occupational Opportunities 
▪ Exploration of Career Pathways 
▪ Application of Critical Thinking and Problem-Solving Skills 
▪ Application of High Tech Electrical and Electronic devices 
▪ Application of Mechanical Systems and Equipment 
▪ Manipulation of Control Logic Software 
▪ Expanded exposure to STEM fields for young women and minorities 
▪ Phase of development: Being sustained. 
▪ Workforce Demand (need): The Workforce industries addressed are high-growth, high-

demand STEM industry sectors that include Energy, Aerospace & Defense, Agriculture & 
Bioscience, Manufacturing, Construction, Information & Financial Services, Healthcare, 
and Transportation, Distribution and Logistics. The Academy was designed to expose 
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youth to the use of technology as a problem-solving tool and expose them to real world 
applications in many industry sectors. 

▪ Relevance: Labor market projections indicate that STEM occupations will increase 
substantially in the future.  As stated previously, our region will have a shortage of 
skilled workforce, specifically those with some kind of industry-recognized certificate. 
These Academies provided opportunities for youth to develop an interest in STEM 
occupations.     

▪ Strategy: Business and industry, public and private education and training providers, 
Career Techs, Universities, High Schools and Choctaw Nation all contributed to planning, 
speaking, teaching, or providing in-kind donations. 

▪ Funding: Originally, we applied and received a grant from the Department of 
Commerce. The Region’s Youth Service Provider used Title I funds to continue this 
project. 

▪ Unfunded Critical Elements: Need to get partner funding so we can serve more clients 
and not just those eligible for Title I. 

 
8th Grade Career Discovery Day  

 
The Board has also worked closely with our K-12 partners to develop 8th Grade Career Discovery 
Day, which orients students to growth occupations in our region, skill/education requirements, 
and possible career pathways within various sectors. 

 
The idea for Career Discovery Day was sparked when two high school students shadowing 
Senator Susan Paddack at the State Capitol told her that they didn’t know their future career 
plans. This suggested a need for students to better understand available jobs, training 
requirements for these jobs, and ways students could utilize existing programs to receive 
training before graduation. 

 
The original plan was to focus on high school students, but, after some research, Senator 
Paddack learned that eighth grade is the critical year to address a student’s future goals and 
plans. Showcasing career opportunities and programs for training to students before they reach 
high school increases their likelihood of staying in school and being work ready once they 
graduate. 

 
The inaugural Career Discovery Day was held on January 18, 2012, at East Central University in 
Ada (Pontotoc County).  The groundwork was laid to replicate this model in other counties, and 
in 2014, Garvin County replicated a Career Discovery Day.   

 
Southern Workforce Board was a partner in both the Pontotoc and Garvin County Career Days 
and, together with Senator Paddack, expanded the initiative to bring a Career Discovery Day to 
other counties as well. Bryan County held its inaugural “It Starts Now” Career Discovery Day on 
January 7, 2015, at Southern Oklahoma State University in Durant; over 600 students from nine 
schools and 95 volunteers were at the event. McCurtain County held its inaugural “Now 
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Showing Your Future” Career Discovery Day on February 8, 2017, at the Idabel Kiamichi 
Technology Center; over 400 students from 13 schools and 60 volunteers were at the event. 
Johnson County planned to have one in May 2020 but had to postpone due to COVID-19 
restrictions. 

 
Originally, parents were invited to attend a parent meeting where school counselors covered 
the career assessment test, graduation requirements, and the Oklahoma Higher Learning 
Access (scholarship) Program, and guest business leaders discussed jobs that would be available 
in the future. This has since been canceled from the event due to non-participation from the 
parents. 

 
▪ Phase of development: Being sustained. 
▪ Workforce Demand (need): Business leaders in the Region have indicated a strong need 

for skilled workers with good soft skills. Students watch a presentation on soft skills and 
the speakers also talk to them about the importance of being on time, hygiene, getting 
along with others, etc. All career clusters are addressed, specifically the educational 
requirements and possible career paths for demand occupations in the Region. 

▪ Relevance: This project directly ties to some of our Key Issues—to close the projected 
skill gap and equip future employees with the needed soft skills.  

▪ Strategy:  Universities, local banks, businesses, schools, Hospitals, Technology Centers, 
Imagine Durant, Economic Development agencies, Chamber of Commerce’s, Chickasaw 
Nation, and Choctaw Nation partnered in a variety of roles—to speak or be a guide, 
serve on the planning committee, provide sponsorship, and/or provide the facility. 

▪ Funding: All funding comes from local sponsorships and donations.  
▪ Unfunded Critical Elements: At this time there are no unfunded elements.  
 

PATHS: Pipeline for Advanced Training in Health Sciences 
 

The Choctaw Nation of Oklahoma in partnership with the Kiamichi Technology Centers (KTC) 
received funds to develop and implement the Pipeline for Advanced Training in Health Sciences 
(PATHS): The PATHS Academy of Advanced Bioscience and Medicine. The purpose of the PATHS 
Academy was to increase the number of minority students in southeastern Oklahoma who 
enter health career pathways, which will lead to successful employment in health care 
professions and result in more minority health professionals in the region. 

 
As part of this project, KTC expanded its Project Lead the Way (PLTW) Biomedical Sciences 
Program to include 10th graders starting in year two of the project, an exciting opportunity to 
provide this rigorous level of training to a younger audience. While the grant that funded this 
project initially has ended, KTC has been able to continue to offer PLTW Biomedical Sciences to 
sophomores at their Poteau, McAlester, and Durant campus locations.    

 
▪ Phase of development: Implemented. 
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▪ Workforce Demand (need):  The demand for healthcare professionals throughout the 
region is projected to continue to grow.  Healthcare is one of the board’s critical eco-
systems and specifically nursing is considered one of the regions critical occupations.   

▪ Relevance: As noted above, addressing our skills gap is one of our two biggest 
challenges. Healthcare is one of the largest and fastest growing fields in our Region. 

▪ Strategy: Choctaw Nation and KTC partnered to obtain the grant and administer the 
program, in collaboration with local schools, and KTC is sustaining PLTW. 

▪ Funding: Funds for the initial grant was awarded by the Department of Labor and it is 
now being sustained by KTC.   

▪ Unfunded Critical Elements: Partners will be looking at how to secure additional funds 
to replicate this project throughout the region.   

 
Career Tech Centers’ Work on Career Pathways 

 
Our regional Career Techs are doing much to inform young people in our Region about career 
pathways in growth sectors. They work closely with businesses to understand their needs, 
providing short-term, customized training to meet their ongoing and start-up employee training 
needs. They also partner with area K-12 schools to provide professional development 
opportunities to staff and educational experiences regarding college and careers to students. 
They use technology to bring career information, career exploration, guidance, and advisement 
services to early elementary and middle school students. Students in high schools throughout 
the region can enroll in Career Tech to earn college credit and/or certifications while in high 
school. Counselors use career pathways to advise students in their Career Major offerings and 
develop individualized plans that allow students to map out their desired skill outcomes, the 
duration of time it will take to complete that process, and next steps (either job placement or 
continued post-secondary training). 

 
▪ Phase of development: Being sustained. 
▪ Workforce Demand (need): Tech centers work closely with local industry to understand 

and provide training aligned with local employer needs. 
▪ Relevance: This work remains essential to addressing the skills gap the Southern Region 

is facing. 
▪ Strategy: Career Tech and K-12 schools partner to share information with students and 

share the training/education workload. Businesses provide guidance regarding needs 
and real work experience for students. 

▪ Funding: Oklahoma Department of Career Tech 

▪ Unfunded Critical Elements: Equipment for skilled training jobs can be very expensive. 
Reduced funding has caused them to limit some program offerings, which limits the 
number of people who can be trained. 

 
The following table provides a snapshot of the career pathways work at many of our campuses, 
which gives a sense of the wide range of career awareness, training, and supports they offer.  
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Kiamichi Technology Center 
 

Campus Career Pathways Work Highlights 

Atoka ▪ Auto Service Technology  
▪ Computer Information 

Technology 
▪ Construction Technology 
▪ Cosmetology 
▪ Digital Marketing & 

Management 
▪ Health Careers 

Certification 
▪ Practical Nursing 
▪ Teacher Prep & Early Care 
▪ Welding Technology 
▪ Agricultural Business 

Management 
▪ Procurement Technical 

Assistance 
▪ Customized Industry 

Trainings 
▪ FLEX CNA and CMA 
▪ Phlebotomy 
▪ EMT 
▪ Paramedic 

▪ Counseling and Career Development 
team works with students in all career 
pathways  

▪ Career exploration and program tours 
for partner high school students  

▪ Conduct mock interviews for senior 
and adult students 

▪ Develop resume building skills for all 
students 

▪ Provide employability skills training 
and certification to all eligible 
students 

▪ Coordinate industry recruitment 
opportunities  

▪ Coordinate visits with partner high 
schools to remind seniors of programs 
available to them as adults, as well as 
our tuition waiver scholarships 

▪ WorkKeys assessments provided for 
local businesses upon request 

Durant ▪ Auto Service Technology 
▪ Biomedical Science 

Academy – HS students 
only 

▪ Business Administration 
Technology 

▪ Computer Networking 
and Repair Technology 

▪ Culinary Arts Technology 
▪ Early Care in Education 
▪ Information Technology – 

Graphic Design 
▪ Health Careers 

Certification 
▪ Licensed Practical Nursing 

– Full-Time and Part-Time 
Programs 

▪ Welding Technology 

▪ Working closely with local industry to 
provide training to start or grow their 
company 

▪ Industrial Coordinator serves on the 
Durant Economic Development Board 
and is instrumental in helping 
companies get off the ground with 
TIP monies that help train their 
workforce in the pre-opening phase 
of operation 

▪ Guidance team works with students 
in all career pathways 

▪ HCC students assist with blood drives 
▪ 8th grade and 10th grade sending 

school students are brought to 
Kiamichi Tech annually for exposure 
to all Kiamichi Tech programs 



 

59 
 

 
 

Campus Career Pathways Work Highlights 

▪ Kiamichi Tech counselors/sending 
school counselors coordinate visits to 
remind seniors of programs available 
to them as adults using the tuition 
waiver 

▪ Internships and Clinical agreements 
are utilized in many programs 

Hugo ▪ Auto Collision Technology 
▪ Criminal Justice 
▪ Diesel Technology 
▪ Health Career 

Certification 
▪ Heavy Equipment 

Operator 
▪ Practical Nursing 
▪ Pre-Engineering 

▪ The Guidance Team works with 
students in all career pathways 

▪ HCC students assist with blood drives 
▪ 8th grade and 10th grade partner 

school students are brought to 
Kiamichi Tech annually for exposure 
to all Kiamichi Tech pathways 

▪ Kiamichi Tech counselors/partner 
school counselors coordinate visits to 
remind seniors of programs available 
to them as adults using the Steps to 
Success Scholarship tuition waiver 

▪ WorkKeys assessments provided for 
local businesses 

Idabel ▪ Agricultural Business 
Management 

▪ Auto Service Technology 
▪ Interactive Media 
▪ Cosmetology 
▪ Criminal Justice 
▪ Culinary Arts 
▪ Health Careers & Practical 

Nursing 
▪ Industrial Tech 
▪ Pre-Engineering 
▪ Welding 

▪ Internships and Clinical agreements 
used in many programs 

▪ Guest speakers and field trips 
incorporated into all career paths 

▪ HCC and Practical Nursing both assist 
in blood drives 

▪ Culinary Arts cater various meetings 
and banquets 

▪ Cosmetology students operate a full-
service salon 

▪ All program areas have leadership 
training and competitive events 
through their respective CareerTech 
student organizations 

▪ Tours/Showcases are held annually 
for all 8th grade and 10th grade 
students 

▪ Tech Fest for 9th grade students 
▪ Local employers and leaders serve on 

the Business Education Council 
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Campus Career Pathways Work Highlights 

▪ Mock interviews are part of the HCC, 
Practical Nursing, and Interactive 
Media curriculum 

▪ Summer Youth Academies for 
Elementary and Middle School Age 
Students 

McAlester ▪ Automotive Repair 

▪ Computer Information 

Technology 

▪ Computer Numerical 

Controlled Machining 

▪ Computer Aided Design 

▪ Construction Technologies 

▪ Criminal Justice 

▪ Education Accelerated by 

Service & Technology – 

EAST 

▪ Health Careers, Practical 

Nursing, and EMT 

▪ HVAC 

▪ Teacher Prep & Early Care 

▪ Welding Technology 

▪ Fast-Track CNA, CMA, and 

CMA Update courses 

▪ Biomedical Sciences 

Project Lead the Way 

curriculum studies human 

medicine, physiology, 

genetics, microbiology, 

and public health 

▪ Works closely with industry leaders in 
the community to provide training 
specific to their field 

▪ Works with school counselors to 
coordinate visits and tours of the 
programs offered 

▪ Internships, worksites, or clinicals are 
offered in every program on campus 
to provide quality hands-on training 
for all students 

▪ Programs are designed to lead to 
industry certification 

▪ Provides a Career Specialist to assist 
5th-8th grade students with career 
preparation 

Poteau/Spiro ▪ Automotive Service 
Technology 

▪ Biomedical Sciences 
▪ Computer & Information 

Technology 
▪ Criminal Justice 
▪ Culinary Arts 
▪ Electrical Technology 
▪ Emergency Medical 

Services 

▪ Brings in 8th-grade students annually 
for a career awareness day and to 
showcase the pathways 

▪ Exposes 9th grade-students to the 
biomed academy 

▪ Invites 10th grade-students to 
campus to visit three programs from 
the pathways 

▪ Counselors coordinate a visit to 
remind 11th and 12th-grade students 
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Campus Career Pathways Work Highlights 

▪ Health Careers 
Certifications 

▪ Heating, Ventilation, and 
Air Conditioning 
Technology 

▪ Practical Nursing 
▪ Welding Technology 
▪ Math & Science offerings 

of the programs available to them as 
a senior or adult as well as Steps to 
Success Scholarship 

▪ Invites 12th-grade students to senior 
day to provide guidance to interested 
seniors 

▪ Provides OKCareerGuide assistance to 
6-12th-graders 

▪ Offers Zoom with a Pro Presentations 
for K-5th-graders 

Stigler ▪ Automotive Service 
Technology 

▪ Construction Technology 
▪ Cosmetology 
▪ Health Careers 

Certification 
▪ Math & Science offerings 
▪ Practical Nursing 
▪ Welding Technology 

▪ Guidance Team works with students 
in all career pathways 

▪ 8th grade and 10th grade partner 
school students brought in annually 
for exposure to all Kiamichi Tech 
pathways 

▪ Guidance Team coordinates partner 
school visits to share information with 
seniors about programs available to 
them as an adult, including the Steps 
to Success Scholarship offered to 
Kiamichi graduates 

▪ Career Connections Center Instructor 
works with students on employability 
skills, testing, learning styles, job 
applications, resume, portfolios and 
program specific testing; goal is for 
students to complete their respective 
programs and also leave with an 
Employability Certification recognized 
by industry 

▪ WorkKeys assessments provided for 
local businesses, as needed. 

▪ The Cosmetology Program operates 
like a true Salon; students schedule 
clients for hair and nail services to 
gain necessary career skills for 
workplace 

Talihina ▪ Computer Information 
Technology 

▪ Criminal Justice 

▪ Career pathways directs the 
classroom curriculum 

▪ Students can gain Microburst 
EmployABILITY certification 
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Campus Career Pathways Work Highlights 

▪ Health Careers 
Certification 

▪ Heating, Ventilation and 
Air Conditioning 
Technology 

▪ Practical Nursing 

▪ All students have a resume on file and 
participate in mock interviews 

▪ All program areas have leadership 
training and competitive events 
through their respective Career Tech 
Student Organizations 

▪ Working closely with local industry to 
provide training to start or grow their 
company 

▪ Tours/Showcases are held annually 
for all 8th grade and 10th grade 
students 

 

Southern Tech – Ardmore Campus 

Career Pathways Work Highlights 

▪ Auto Collision Technology 
▪ Architecture and Construction 
▪ Arts, A/V Technology & 

Communications 
▪ Business, Management, and 

Administration 
▪ Construction Technology 
▪ Health Science 
▪ Human Services 
▪ Information Technology 
▪ Manufacturing 
▪ Science, Technology, Engineering, 

and Mathematics 
▪ Transportation, Distribution, & 

Logistics 
▪ Web Design 

▪ Working with 13 different school districts 
throughout the Carter, Gavin, Jefferson, 
Johnson, Love, Murray, and Stephens Counties, 
Southern Tech’s programs are all career 
pathway focused. 

▪ Active with the business community, often 
bringing the students and businesses together 
for events.   

▪ Career Fairs 
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Pontotoc Technology Center – Ada Campus 
 

Career Pathways Work Highlights 

▪ Architecture and Construction 
▪ Health Science 
▪ Human Services 
▪ Information Technology 
▪ Manufacturing 
▪ Science, Technology, Engineering, 

and Mathematics 
▪ Transportation, Distribution, & 

Logistics 
 

▪ Career Discovery Program for Pontotoc County 
▪ 8th graders hear a round robin of speakers on 

careers that they have indicated interest 
▪ 9th graders visit a job site in a career of their 

choosing for a hands-on half-day experience 
▪ 10th graders hear a motivational speaker who 

details what can be done right now to ensure 
career success 

▪ 11th graders go through a mock interview 
process, dressing for the interview and writing a 
resume 

▪ 12th graders work on a variety of research-
based projects about what education is needed 
to be successful in various careers, and write a 
plan detailing this in their English classes. 

▪ Annual visits for students to MSC, Seminole 
State College, OSU-IT, and OCCC so students 
can explore additional educational 
opportunities in their chosen program area. 

▪ All PTC students take the three interest 
inventories in OK Career Guide and are given 
the opportunity to write a resume using the 
templates provided by OK Career Guide 

▪ Career Fairs 

 

Coordination of Economic and Workforce Development 
 

C6. Describe the coordination of economic and workforce development within the 
region including:  

a. Current economic development organizations engaged in regional planning;  
b. Education and training providers involved with economic development;  
c. Current businesses involved with economic development organizations; and,  
d. Targeted businesses from emerging sectors/industries.  

 
Workforce development must be linked to economic development to establish a pipeline for 
appropriately skilled and credentialed workers ready to meet the employment needs of 
Oklahoma employers. This Economic Development Flow Chart developed by the Governor’s 
Council for Workforce and Economic Development portrays the essential interrelationship 
between economic and workforce development. 
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Source: Governor’s Council for Workforce and Economic Development 

Within the Southern Region, workforce, education, and economic development are vital 
partners collaborating in many ways, as follows: 
 

▪ Local economic development professionals serve on the Southern Workforce 
Development Board, assuring that economic development issues/needs are considered 
as decisions are made. 

▪ We convene economic development, education, and targeted industry sectors to gather 
feedback on common cross-industry workforce challenges and recommendations. 
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▪ To drive workforce and economic development alignment at the local level, Oklahoma 
has designed, funded, and provided technical support for regional industry sector 
strategies. Through Board facilitation, these partnerships of employers, education and 
training providers, economic development organizations, and other key stakeholders 
develop local, data-driven solutions to the workforce needs of a specific industry within 
the Southern Region.  

▪ Economic Development and workforce development agencies (along with Career Tech, 
Manufacturing Alliance, and other system partners) participate on the Board’s Business 
Services Team to better coordinate business services. 

▪ The initiatives of the Board are driven, in important part, by data and business 
intelligence. Workforce and economic development data are used to inform policy, set 
strategic goals, track progress, and measure success. This Plan demonstrates the 
importance of data, which we have used to identify a looming skills gap and the high 
priority occupations that drive our training investments. 

▪ The SWB works with Economic Development on some site selector visits and provides 
workforce development resources for new and expanding companies.   

▪ The Board uses Economic Modeling (EMSI) to run industry and occupational reports for 
Economic Development and Community Leaders. 

▪ The SWB Leadership serves on and attends many Chamber of Commerce and Industrial 
Authority meetings across the region and sits on different industry committees and 
serves on some local chamber of commerce committees.  

▪ Southern Workforce Board members and staff participate in Oklahoma Southeast (a 
regional economic development organization) meetings to support the location or 
expansion of local companies and host site location events. Oklahoma Southeast is an 
Economic Development Organization representing over 20 communities and counties in 
Southeast Oklahoma – the Ada Jobs Foundation, Ameri State Bank, A-OK Railroad, 
Center Point Energy, Choctaw County Industrial Authority, Choctaw Electric Co-op, 
Choctaw Nation, City of Broken Bow, City of Coalgate, City of Heavener, City of Hugo, 
City of Idabel, City of McAlester, City of Pauls Valley, City of Poteau, City of Wewoka, 
Computer Services of Durant, Durant Industrial Authority, Hugo Area Chamber of 
Commerce, Little Dixie Community Action Agency, Love County Chamber of Commerce, 
OG&E, Okemah Chamber of Commerce, Oklahoma Business Roundtable, Oklahoma 
Department of Commerce, Oklahoma Natural Gas, Pruett’s Food Center, PSO/AEP, 
Pushmataha Development Initiative, Inc., Rural Enterprises of Oklahoma, Inc., Security 
State Bank of Wewoka, Seminole Economic Development Authority, Seminole State 
College Rural Business and Resource Center, Southern Oklahoma Workforce Board, 
Stigler Chamber of Commerce, the University of Oklahoma, Town of Mill Creek, Town of 
Valliant, Valliant Area Chamber of Commerce & Ag, Western Farmers Electric 
Cooperative, Wright City Chamber of Commerce, Murray State College, Wall 
Engineering, Checotah Industrial Development Authority, Central Oklahoma Economic 
Development District, Chickasaw Nation, Choctaw Nation District #10, City of Wilburton, 
Eastern Oklahoma State College, Hibben & Associates, LLC, Holdenville Chamber of 
Commerce, Idabel Industrial Development Authority, Johnston County Industrial 
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Authority, Marshall County Commissioners, Southeastern Oklahoma ED Network, and 
the City of Seminole. 

 

Industry Sector Partnerships/Strategies 
 
C7. Describe the development and implementation of joint regional services 
strategies for industry sector partnerships/strategies. List the industry sector 
partnerships and, for each, describe:  

a. The phase of development (conceptual, in initial implementation, being 
sustained, or, expanding)  

b. Workforce Demand (need) – Describe the business workforce need 
being addressed by the strategy.  Indicate the industry(s) being 
represented, how the need was determined, the occupational skills to 
be developed, the number of jobs being addressed, and the 
timeframe(s) associated with the need. 

c. Relevance – Indicate the connection between the demand and the 
priority(ies) for the region. 

d. Strategy – Identify the sector partners and the role of each.  
e. Funding – Describe available resources that will support the strategy.  
f. Unfunded Critical Elements – Identify any critical elements for the 

identified strategy that must be done for the success of the strategy 
that cannot be met with available resources.  This may include:  the 
expansion of an existing strategy, in any phase, from one LWDA to 
others in the region; the need to procure new training vendors; 
planning sessions involving multiple partners; training of one-stop staff; 
and development of regional data collection systems. 

 
The Board voted to focus on two main sector strategy initiatives first: Healthcare and 
Manufacturing.  Occupations in these industries represent many of the high demand 
occupations throughout our region. 

 
Due to their geographic proximity and our cross-border labor market, the Board has worked 
with the Texoma Workforce Development Board in sector strategies for Healthcare and 
Manufacturing in the past. Together, we created and adopted goals and strategies that all 
industry, educators, and stakeholders worked toward.   

 
Healthcare 

 
We have re-engaged the Healthcare Committee – the Texoma Regional Consortium, which 
covers our 17 counties plus three counties in north Texas. Two private sector representatives 
that serve on the workforce boards lead the committee, while healthcare partners on the 
Committee include many of the various hospitals, nursing homes, and home health care 
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facilities, as well as a strong education representation, from K-12 to our Career Techs, 
community colleges, and universities. 
 
The Committee reviewed the goals and strategies in light of the critical issues in the industry 
today and the progress already made by our sector work. The Committee revised the goals, and 
presented them at the “Southern Oklahoma and North Texas Regional Nursing Workforce 
Summit” held on March 31, 2017, as follows: 
 

▪ Identify approaches to increase nursing education capacity to include faculty resources 
and career mobility 

▪ Increase college salaries for instructors to be higher than the industry average 
▪ Identify strategies for recruitment of nursing to fill industry shortages 

 
(Please see the Healthcare Committee Strategic Plan in Appendix 5 for more detailed objectives 
related to these goals.) 
 

▪ Phase of development: Initial implementation. 
▪ Workforce Demand (need): Healthcare is one of the Region’s growth industries, with 

numerous jobs on the High Demand, Complementary, and Emerging occupations lists. 
▪ Relevance: This work is essential to addressing the skills gap the Southern Region is 

facing and ensuring a pipeline of qualified talent. 
▪ Strategy: Board members, various hospitals, nursing homes, and home health care 

facilities, K-12, Career Techs, community colleges, and universities are serving on the 
Healthcare Committee, have developed strategic goals and objectives in this area, and 
will develop action plans and be part of implementation. 

▪ Funding: Healthcare employers, Career Techs, and Workforce Center staff provide in-
kind donations of staff and employee time to plan and execute the strategies. 

▪ Unfunded Critical Elements: No funds are available specifically for sector strategy work, 
which means we currently do not have available staff to help achieve the objectives 
identified in the sector strategy plan. We have applied for a grant with OOWD, however, 
unfortunately didn’t received it. We will continue to look for grant opportunities and 
hope to reconvene the team in the summer or fall 2021, depending on the status of the 
pandemic. 

 
While funds have not been available for staff to help move the healthcare sector strategy 
forward as quickly as we had hoped, we are excited about the development of the JBAMM 
(Johnston, Bryan, Atoka, Marshall, and Murray County) Healthcare Center of Workforce 
Excellence (CWE) initiative. The goal of the CWE effort is to bring together industry and 
educational entities to create a pipeline of talent from K-12 through college with the 
implementation of internships and apprenticeship opportunities. The CWE designation confers 
recognition of quality educational programs and related resources in a region for a specific 
industry. 
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The Johnston County Chamber, in coordination with MSC and KTC, is the lead for the 
Healthcare CWE initiative. The Southern Workforce Board serves on the executive team to see 
that the development and goals for this plan are being followed through. We will be planning 
an annual summit for healthcare industry leaders to come together sometime in the Fall of 
2021. Once this Healthcare CWE is successfully launched, we plan to expand and establish 
CWEs for the other key industries such as manufacturing and construction. 

 
Manufacturing 
 
The Manufacturing Committee is comprised of manufacturers, education, economic 
development and other system partners. The committee will be meeting soon to review the 
plan that was previously developed and identify next steps. The goals were much like our 
Board’s Key Issues today and included: (1) increasing the number of workers in the 
Manufacturing and Transportation, Distribution and Logistics Industries; (2) increasing 
employee retention; and (3) addressing social issues that impact the workforce (e.g., 
immigration, housing, public transportation, drug use, soft skills/work ethic). 
 
One important strategy we use to raise awareness of local manufacturers is our National 
Manufacturing Days (NMD) initiative in October of each year. While this was put on hold for 
2020 due to the pandemic, we plan to offer NMD again in October 2021. 

We coordinate with local employer sponsors/partners, Career Techs, K-12 schools, and local 
elected officials to bring awareness to individuals of local manufacturers. NMD is a celebration 
of modern manufacturing meant to inspire the next generation of manufacturers. Some areas 
have job fairs with presentations and/or tours of manufacturing locations for the community 
and high schools. NMD addresses common misperceptions about manufacturing by giving 
manufacturers an opportunity to open their doors and show, in a coordinated effort, what 
manufacturing is – and what it isn’t. By working together during and after NMD, manufacturers 
will begin to address the skilled labor shortage they face, connect with future generations, take 
charge of the public image of manufacturing, and ensure the ongoing prosperity of the whole 
industry. 
 

▪ Phase of development: Manufacturing Days is expanding. The Committee’s work is in 
process. 

▪ Workforce Demand (need): The need is to address the skilled labor shortage the 
regional manufacturers face, connect with future generations, take charge of the public 
image of manufacturing, and ensure the ongoing prosperity of the whole industry. 

▪ Relevance: Manufacturing is one of our largest and fastest growing sectors, expected to 
continue to grow. 

▪ Strategy: Career Techs facilitate and hold tours for Manufacturing Days. Local 
manufacturers may also hold tours at their facilities and/or have presentations at the 
high schools or Career Techs. Local businesses, manufacturers, high schools, 
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universities, career techs, economic development, and local workforce offices are 
engaged in the Manufacturing Committee and Manufacturing Days. 

▪ Funding: The Oklahoma Manufacturers Alliance assist with marketing tools and 
promoting the activities with local manufacturers. Manufacturers, Career Techs, and 
Workforce Center staff provide in-kind donations of staff and employee time to plan the 
sector strategy, and on the Manufacturing Days, to plan, promote, and deliver the tours 
and presentations. 

▪ Unfunded Critical Elements: Expanding with more manufacturers in our region and 
getting the information out to everyone are challenges related to Manufacturing Days. 
Unfunded elements for the Committee’s plan will be determined following development 
and implementation. 

 

Regional Service Strategies 
 

C8. Describe efforts that have taken place or anticipated efforts to assess the need 
for and establish regional services strategies, including the use of cooperative 
service delivery agreements.  In addition, describe the strategies and services that 
will be used to:  

a. Engage employers in workforce development programs, including small 
employers and employers in in-demand industry sectors and 
occupations;  

 
The Southern Workforce Board’s focus is understanding the workforce needs of Oklahoma 
employers and ensuring education and service providers can meet those needs. Business 
leaders comprise a majority of Board members, as well as chair the Board and Executive and 
Oversight Subcommittees. Economic development and employer associations are also engaged 
on the Board and subcommittees, to ensure we are constantly hearing from employers and 
their voices help shape our resource investments, policies, and system goals. Our sector and 
career pathway initiatives are driven by key employers in the relevant industry sectors. 
 
The Southern Workforce Board has a Business Service Manager whose focus is the coordination 
and delivery of services to employers. The Business Service Manager reviews labor market data 
and has formal and informal touchpoints with business to stay attuned to in-demand 
occupations. The Business Service Manager works to learn specific businesses needs and 
connect businesses to partner programs that can meet those needs. These partners include but 
are not limited to the Department of Rehabilitation Services, Oklahoma Employment Security 
Commission, Title I Dynamic Workforce Solutions, Manufacturing Alliance, OK Commerce, 
Murray State College, Kiamichi Technology Center, Southern Technology Center, and Pontotoc 
Technology Center.  
 

b. Provide business services to employers;  
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The Southern workforce system partners develop, offer, and deliver quality business services 
that help specific businesses and industry sectors to overcome the challenges of recruiting, 
retaining, and developing talent for our regional economy. Business services include: 

 
▪ Incumbent worker training for employers who are upskilling their current employees to 

mitigate or avoid layoffs and reductions in force 
▪ On the Job Training (OJT) funding to offset the costs of training to employers. With 

WIOA’s greater emphasis on work-based learning, the Board’s contract with the Title I 
service provider now establishes a minimum of OJT 

▪ Work Experience so companies can temporarily hire—at no cost—individuals who lack 
any work history and would otherwise be dismissed for a job opportunity, with the goal 
of hiring those that are successful 

▪ Apprenticeship, an OK Commerce Work-based Learning priority that combines paid 
work-based learning and related technical instruction and results in a recognized 
certification, to help companies “grow their own workforce” 

▪ Customized Training Programs designed to meet the specific needs of employers 
▪ Internships for high school students, in support of the Individual Career Academic Plan 

or ICAP requirement that K-12 work with students to develop a career plan and students 
must be in AP courses, post-secondary courses, or an internship that aligns with their 
career goals. Through internships, businesses have the chance to expose the next 
generation of workers to their workplace requirements, begin to impart some 
workplace skills and important soft skills, and potentially create loyalty with students 
that could lead to future (and more stable) employment. 

▪ Industry and Sector Strategies that bring companies in a high-growth sector together to 
develop sector-based strategies for talent development. (See details in Section C7 
above.) 

▪ Information and help with Federal or state tax credit programs 
▪ Business Needs Assessments to evaluate a business’s needs and match them with 

services that address those needs  
▪ Job Postings through OKJobMatch, the statewide employment database 
▪ Screening and Recruiting of candidates for job openings for area employers 
▪ Interview Space in Oklahoma Works Centers 
▪ Assessments, which may include testing, interviewing, observation, data research, 

Safety Council Testing, and Specialized Industry Testing 
▪ Coordinating Rapid Response services for workers who have or will be dislocated from 

their jobs due to a business or plant closure, a major employer downsizing, or natural 
disaster 

▪ Special Projects such as business driven workshops 
▪ LLC Setup 
▪ Business Loan Information/Instruction 
▪ Job Fairs when local businesses request support and/or unemployment numbers are 

low and companies are having trouble hiring 
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▪ Human Resources Training. The Southern Workforce Board has partnered with the 
Markle Foundation to offer professional development training to human resource 
professionals quarterly. The Skillful Talent series training helps businesses learn how to 
have a more skills-based approach to hiring. We help them write job descriptions and 
interview questions that focus on their required skills. 

▪ Law Seminars. The Board also works cooperatively with the Manufacturing Alliance 
Agent and Crow and Dunlevy, Attorneys at Law to sponsor multiple law seminars 
throughout the region. The law seminars provide updated human resources information 
such as workman’s compensation law, overtime laws, sexual harassment, workplace 
violence, and so on. The rural nature of the area and administrative limitations on small 
businesses limit access to employment law educational seminars, so these initiatives 
meet a real need as well as provide another touch point to gauge the needs of 
employers in the region. 

 
During the system certification pilot process, we understood that businesses and job seekers 
were our dual customers. The Board convened workforce partners to map our business services 
and resources, with the goal of streamlining services, improving outcomes and customer 
satisfaction, and maximizing the impact of public workforce investments. For instance, we 
improved staff coordination and data sharing, reducing duplication of effort and improving 
business customer satisfaction. 
 
Today, the Business Services Manager convenes program staff who work with businesses 
monthly as a Regional Business Service Team (BST) to set goals, cross train, and coordinate 
delivery of business services. The BST utilizes a Customer Relationship Management tool 
HubSpot to store employer contact information and make direct referrals. This communication 
tool also helps in reducing duplication of delivery of services to our employers. The BST also 
reviews the Board’s Demand Occupation Policy—which drives our training investments—to 
ensure that employers they are working with agree with the demand occupations, and adjust it 
as needed (at least once a year) to be responsive to industry needs. 
 
All of this demonstrates the value of the partnership to local businesses and encourages further 
engagement. 
 

c. Manage regional rapid response activities;  
 
The Oklahoma Office of Workforce Development (OOWD) administers Oklahoma’s statewide 
Rapid Response efforts. The State Rapid Response Coordinator usually receives the first contact 
about a pending layoff with the receipt of a WARN notice. The Coordinator contacts our Board 
staff, Chief Elected Officials, the one-stop operator, and the OESC regional manager for the 
Southern Workforce Area; and our local response planning begins. 
 
Under the oversight of the Workforce Board, the one-stop operator and other partners respond 
quickly to employer, employee, and community needs when layoffs and/or plant closures 
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occur, with the goal of helping workers transition from notification of layoff to re-employment 
as soon as possible.  
 
Rapid Response efforts are coordinated by the one-stop operator, who contacts the employer 
as quickly as possible to get a good understanding of the situation, including the number of 
affected employees and the circumstances behind the layoff or closing. The employer receives 
an overview of available services designed to provide employees with information, services, 
and tools to help them transition to new employment and or training services as quickly as 
possible. The one-stop operator coordinates a local rapid response team to provide the 
following services: 
 

▪ Prompt assistance when an area or company experiences disasters, mass layoffs or 
plant closings, or other events that precipitate substantial increases in the number of 
unemployed individuals 

▪ Coordination with Unemployment Insurance (UI) and Wagner-Peyser staff 
▪ Coordination with any other available resources such as NAFTA-TAA 
▪ Prompt and appropriate targeting of additional assistance for basic readjustment and 

retraining services for affected employees 
▪ Coordination with local training providers such as Career Tech and other higher 

education entities as appropriate 
▪ Collaboration with organized labor representatives (when the layoff or closure involves 

organized labor) in conducting Rapid Response activities 
 
The Southern Area’s Rapid Response Team works extremely well and provides quick and 
effective information and services for affected workers, as follows: 
 

▪ Conduct Outreach Meetings. Our Rapid Response Team begins with a telephone call or 
personal visit to the company to set up employee meetings with Rapid Response staff. 
The team makes every effort to work with the employer to set up meetings during the 
affected workers’ shifts so workers can continue to be paid while learning about the 
various services available. If it isn’t possible to conduct Rapid Response meetings on 
company time, then the workers are notified by announcement at the workplace.  

▪ Provide Information on Services and Resources Available. At these Rapid Response 
meetings, a team of local workforce and other system service providers such as Title I 
and Wagner-Peyser give information to affected workers to help them understand the 
services, benefits, and supports available to them as they face the stress of an 
impending layoff. Workers are given Oklahoma’s Rapid Response handbook, which 
covers UI and other workforce services provided by the local Oklahoma Works Center; 
programs available to dislocated workers; tips for job searches (including resume 
development and interviewing skills); community services like consumer credit 
counseling, healthcare, and childcare; and information on websites and the physical 
locations of local Oklahoma Works centers. 
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▪ Offer Workshops and Printed Material in English and Spanish. Other accommodations, 
such as sign language interpreters for hearing impaired employees, are provided as 
requested.  

▪ Help Workers Make a Smooth Transition to Unemployment Insurance. The Rapid 
Response team explains the procedure for accessing UI, including documentation they 
will need to register for Oklahoma Works and UI programs/benefits, and provides 
workers with an estimate of time it will take to get services. 

▪ Bring in Employers that are Hiring. In addition to these services, when time permits, we 
bring in other employers to the Rapid Respond meetings to discuss jobs available in 
their companies and hand out applications. We have found this gets the impacted 
workers back in the workforce very quickly. 

▪ Help with Finding New Employment After the Meeting. In addition to the training and 
reemployment services provided through the Oklahoma Works Centers, we often hold 
job fairs for the affected workers. 

▪ Support the Employer. Employers are also informed at Rapid Response about the many 
business services available through the state’s meetings workforce system. Because of 
this, downsizing businesses use the system to assess, screen, and hire workers as their 
situations change and they can re-staff and/or expand. 

▪ Seek Feedback. Participants in Rapid Response workshops are asked to sign-in, provide 
contact information, and complete an Employee Needs Survey and Satisfaction Survey. 

 
d. Incorporate relevant secondary and post-secondary education 

programs and activities within the one-stop delivery system;  
 
The Southern Workforce Board has developed active partnerships and strong collaboration 
with post-secondary education programs in our area. 

  
▪ Participation on the Workforce Board. Prior to WIOA, several post-secondary entities 

served on the Board. As part of its goal of reducing board sizes, WIOA limits Boards to 
just one post-secondary educational entity on the board. However, past members still 
participate informally. The Board will establish an Education Committee that will ensure 
continued communication, alignment, and coordination of services. This Committee will 
play a vital role as we address the looming educational gap, from identifying gaps in our 
capacity to exploring options to skill up our workforce and increase capacity. 

 
▪ Active Partners in our Sector Strategies. Post-secondary educators have been 

instrumental in the Healthcare and Manufacturing sector strategy initiatives.  Currently, 
Murray State College, Southeastern Oklahoma State University, East Central University, 
and Grayson College are serving on the steering committee for the Healthcare Sector 
Strategy Initiative. 
 

▪ Regional Planning Partners. Post-secondary education partners have been engaged in 
every step of our system integration/unified planning initiatives. 
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▪ Healthcare Center of Workforce Excellence.  The Board Executive Director and the 

Business Service Manager serve on the Executive Committee and the K-12 and Higher 
Education subcommittees for the Healthcare CWE initiative in Johnston, Marshall, 
Bryan, Murray, and Atoka counties, which is being spearheaded by MSC and KTC in 
coordination with the Johnston County Chamber of Commerce.  The goal is for the 
region to be named a “Center of Excellence” for healthcare. 
 

▪ Critical Training Providers. We could not prepare workers with the skills employers 
need to maintain our strong local economy without our many high-quality post-
secondary institutions. Workforce programs help fund training costs and drive 
adjustments in training and educational offerings to meet demand. 

  
The Board has struggled with the participation of secondary educational entities (K-12). 
However, we have made progress with our collaborative work on the 8th Grade Discovery 
Day. Board staff have presented to superintendents, principals, and counselors at their monthly 
meeting multiple times, and K-12 has been a partner in past sector strategy initiatives. There 
are number of career initiatives in place in the K-12 system, including: 

  
▪ Using the Choctaw Nation Promise Zone Grant to fund cutting-edge technology, 

equipment, and services that will provide professional development opportunities to 
school staff and educational experiences regarding college and careers to students. A 
new technology and learning management system will allow the technology center to 
bring ongoing career information, career exploration, guidance, and advising services to 
early elementary and middle school students. 

▪ College Field Trips 
▪ Business and Industry Guest Speakers 
▪ 8th grade Career Discovery Day 
▪ Career Fairs at HS 
▪ Student Internships 
▪ Business Economic Councils 
▪ Sophomore and 8th grade tours of Career Tech centers 
▪ Business and Industry field trips 
▪ Schools visits students participate in OK Career Guide and career research 
▪ HCC students spend time looking at the pathways to LPN or Veterinary or RN/BSN or 

pharmacist, etc. 
▪ 8th grade students are brought to Kiamichi Technology Center (KTC) annually for a career 

awareness day and to showcase career pathways 
▪ 9th grade students are exposed to the biomed academy and KTC PATHS counselors 

collaborate with partner school counselors for potential students 
▪ 10th grade students are invited to KTC to visit three programs; KTC counselors plan and 

schedule this event as well as help students apply to attend the tech center 
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▪ 11th grade - KTC counselors coordinate a visit through partner school counselors to 
remind students of the programs available to them as a senior or adult 

▪ 12th grade - KTC counselors coordinate a visit through partner school counselors to 
remind seniors of the programs available to them as an adult as well as remind them of 
the tuition waiver scholarship 

▪ 12th grade students are also invited to senior day, in conjunction with Carl Albert State 
College senior day, to provide guidance to interested seniors 

▪ The Academic Center schedules all career pathways each week to assist with Key Train, 
WorkKeys testing, Learning Styles, Resume, Portfolios, Job Applications, Program 
Specific testing, etc. 

▪ STEM Academies consisting of 8 two-day workshops, facilitated across the Board's 
service area during the summers of 2015, 2016, 2018, and 2019. The 2020 STEM 
Academy was cancelled due to the pandemic, but we intend to bring it back in future 
summers. The two-day STEM Academy was designed to expose youth to the use of 
technology as a problem-solving tool and expose them to real world applications in 
many industry sectors. 

▪ National Manufacturing Days to expand awareness of local manufacturers 
▪ Rural Impact Demonstration focused on high quality services for children with high 

quality services and supports for their parents in low income rural and tribal areas 
  

We have many positive experiences to build on and are optimistic we will build closer 
relationships with the K-12 system over the life of this Plan. Implementation of the new ICAP 
state initiative gives us an important opportunity to work more closely with the K-12 system to 
help them develop stronger business partnerships and build those tighter connections between 
high school students and businesses. Building those connections will be particularly important 
as we tackle the key issues facing us, like the educational gap, lack of soft skills, and need for 
increased career awareness.  
  
Building on these strengths, the Board has adopted several goals to encourage coordination of 
secondary and postsecondary education programs and services with workforce activities: 

  
▪ Acting as an information source for educators and employers in the Southern Region, to 

bring them together to strategize about workforce development issues. 
▪ Ensuring that educators sit on the local board and board committees, which will 

promote information sharing, reduce the chances of wasteful duplication, enhance the 
quality and consistency of services for students and customers in the one-stop system, 
and ultimately help us word in tandem to prepare young people for the jobs of 
tomorrow. 

▪ Facilitating workforce and post-secondary partner participation in career exploration 
events for secondary education students. 
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Specific plans include: 
  

▪ Fostering partnerships with secondary education to identify at-risk youth and prevent 
dropouts 

▪ Expanding career information through career day events 
▪ Working with K-12 to engage with students and promote career pathways opportunities 
▪ Working with K-12 and business to create teacher/counselor externships 
▪ Working with K-12 to engage business presentations 
▪ Sharing information with parents and students on resources available throughout the 

system 
▪ Promoting apprenticeships and internships 
▪ Expanding opportunities for people to access High School Equivalency preparation and 

testing sites 
 

We will recommend summer internship programs that would allow teachers to get exposure to 
various industries. It’s likely that many teachers go from public education to college and back to 
public education without ever becoming familiar or having contact with business. We expect 
businesses would be open to offering short term summer internships, where teachers are 
assigned to different business and industries to meet for a week or less to learn about the 
business. Teachers could earn staff development points and even a stipend. Teachers would get 
the opportunity to learn about the products being made, rules and regulations they must 
follow, as well as salaries, job descriptions, and – most importantly – the skills required for new 
workers. Teachers would also get the opportunity to provide business leaders insights into their 
responsibilities and challenges, which could prompt more business engagement in the schools. 
  
All these efforts, combined with our ongoing system integration work, will address our Key 
Issues and help education and workforce align to prepare a work-ready, skilled workforce that 
meets the needs of the local business community. 
 

e. Incorporate within the one-stop delivery system the adult education 
and literacy activities under WIOA Title II, including the review of 
applications submitted under Tile II; 

 
SWB leaders serve on the State Youth Council and the High School Equivalency sub-committee 
of the Council with Adult Basic Education State leadership and have good working relationships. 
At the local level, leaders and staff from the WIOA Title I and Title II Adult Education and 
Literacy programs are committed to coordination of services. The Board explored and found 
that co-location into the comprehensive one-stop center is not feasible for adult education and 
literacy activities, but the programs have a good working knowledge of one another’s services 
and have agreed to several integration strategies. They have agreed to: 

 
▪ Share Data 
▪ Share partner information and resources at orientation/enrollment 
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▪ Maintain a robust referral system 
▪ Share the costs of individuals who are eligible for both programs 
▪ Provide information for a resource manual that will be available in each community   

 
The Board also works with Adult Education to jointly review applications from Adult Basic 
Education providers in response to requests for proposals. As part of their proposals, applicants 
must include information on how the providers intend to coordinate with the Board and larger 
workforce system. 
 

f. Incorporate within the one-stop delivery system the provisions of 
vocational rehabilitation services under Title IV;  

 
The Department of Rehabilitation Services (DRS) provides comprehensive services specific to 
and customized for people with disabilities seeking to obtain or maintain employment. Services 
are specific to the individual’s needs, and can include training, OJT and work experience, wage 
subsidies, placement and post-placement support, and assistance with accommodations. 
 
In the Southern Region, DRS is a critical partner in our workforce system. DRS serves on the 
Workforce Board and is co-located in the McAlester comprehensive Oklahoma Works Center. 
At our Pauls Valley and Hugo satellite centers, DRS staff are on site one day a week to see 
clients by appointment on those days. (DRS is only offering services virtually at this time due to 
the pandemic, but we look forward to DRS being physically on-site again at some point soon.) 
This co-location has many benefits: for customers, simplified access to a full range of accessible 
services and for staff, the ability to consult with other staff who bring expertise in 
accommodations and the Americans with Disabilities Act (ADA) requirements.  
 
Staff in our Oklahoma Works Centers provide many services to support access and services to 
people with disabilities, including the following: 
 

▪ Assistance and auxiliary aids and services 
▪ Information about the Americans with Disabilities Act and practical ways of applying its 

provisions 
▪ Promotion of the blending, leveraging, and braiding of resources in ways that benefits 

job seekers with disabilities  
▪ Information to staff and customers regarding reasonable accommodations 
▪ Referrals of individuals with disabilities to DRS for more intensive training and job 

placement opportunities when appropriate 
 

SWB is committed to working with our partners to expand access to employment and training, 

education, and supportive services as part of the service and support to individuals with 

disabilities. We recognize that this is an “access to jobs” issue as well as an “access to workforce 

services” issue. 
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Accessibility for Individuals with Disabilities  
The Board is committed to complying with the requirements of WIOA section 188 and the ADA 
to maximize access to services in the Southern Region for people with disabilities. We require 
entities within the one-stop delivery system (including one-stop operators and one-stop 
partners) to comply with WIOA section 188 and the ADA by implementing policies, procedures, 
protocols and practices for programmatic accessibility of facilities, programs and services. The 
one-stop centers comply with the ADA by promoting inclusion, choice, and accessibility. 
 
To improve accessibility, the one stop operator serves as the designated ADA coordinator. 
Duties include coordination and development of ongoing efforts for full ADA compliance 
including consultative services to management. Other tasks include arranging for and/or 
conducting training on the ADA and coordinating and monitoring center and service barriers. 
 
The ADA coordinator and staff assure that job seekers with disabilities have programmatic 
access to all services. The SWB utilizes the Roadmap for Physical and Technology Accessibility 
Standards Certification Process to address physical and programmatic accessibility of facilities, 
programs and services, technology, and materials for individuals with disabilities. SWB in 
partnership with DRS has conducted Physical Site Accessibility Reviews for all workforce centers 
within the Southern Area (and will continue to do so annually). Site survey recommendations 
results were provided by DRS, and the Board and one-stop operator is addressing survey 
deficiencies. We have received notification from DRS the McAlester Comprehensive One-Stop 
Center has successfully passed physical accessibility requirements for Certification. 
 
We are also currently working on implementing Access for all Stars Accessibility Framework. 
The Star Accessibility Framework operationalizes the Access for All system strategy by providing 
an assessment tool for the continuous improvement of the workforce system in the areas of 
customer service, training, outreach, and physical accessibility. The Star Accessibility 
Framework Rubric is designed to be a tool in support of continuous improvement at American 
Job Centers and system efforts including but not limited to center certification and strategic 
planning.  
 
SWB will encourage and promote continued education and training on topics related to Section 
188 and ADA programmatic and facility accessibility, such as utilizing the Oklahoma Department 
of Rehabilitation Services expertise and services, Oklahoma ABLE Tech’s Assistive Technology, 
and the “Access for All” webinar series. 
 

g. Strengthen linkages between the one-stop delivery system and 
unemployment insurance programs; and,  

 
The Southern Region’s Oklahoma Works Centers provide meaningful assistance from the first 
time an Unemployment Insurance (UI) customer accesses the system—from an array of career 
and training services to the best upfront information on how to file the initial UI claim. 
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Oklahoma has only one option for filing a UI claim: go to https://ui.ok.gov/ to file your claim 
online. All individuals requiring staff assistance to file an online claim can come into a Center 
where trained, knowledgeable staff are available to sit down and walk the customer through 
the online claims filing process. Integrated (Wagner-Peyser and Title I) staff members have 
received comprehensive training and are able to answer questions regarding the initial claims 
process as well as any questions about claimant rights and responsibilities. In addition, a 
detailed, illustrated Online Claims System User’s Manual is available at all Centers in the 
resource room. 
 
For those claimants who are limited English proficient, the online claims system has a language 
translator. Center staff can assist the customer in accessing the translator or use language lines 
to assist such individuals during the claims filing process. When needed, for those individuals 
who are deaf or hard of hearing, TTY services are available. 
 
The services available to claimants do not end with the filing of the initial claim. Centers have 
supports and resources available at any time and for all other parts of the claims process: 
sending documents to UI, speaking with Inquiry or Adjudication, filing for weekly benefits, and 
participating in Appeals hearings. 
 
The rapid reemployment of claimants is also a focal point for Oklahoma. In addition to 
assistance with the work registration and work search requirements, State Merit staff provide 
one of two reemployment services tracks: Reemployment Services and Eligibility Assessments 
to identify UI benefits claimants who are likely to exhaust their benefits and connect them with 
reemployment services to help them find new employment as quickly as possible; and Eligibility 
Review Interviews to verify continued eligibility at designated times during the claim series, 
depending on the claimant’s circumstance. During both reemployment activities, staff provide 
an overview of all one-stop services and make appropriate referrals. As the state develops a 
common case management system, we anticipate referrals to happen in real time with 
electronic tracking mechanisms. Appropriate informational services and referrals from the 
Southern one-stop system and partners are critical in linking Unemployment Insurance to the 
broader workforce system. 
 
Businesses are a key part of our work to strengthen linkages between UI and the workforce 
system. Requiring UI claimants to come into the center helps staff get people back to work as 
quickly as possible, in part due to close relationships with local companies to know where jobs 
are available for someone with a particular skill set. We also engage businesses to strengthen 
the linkages between UI and the workforce system through the provision of mini job fairs, 
whenever possible, as part of our Rapid Response efforts. We target companies that have 
transferrable skills for those jobs that are being lost. 
  

https://ui.ok.gov/
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h. Ensure priority for program services will be given to individuals 
with high barriers to employment. 

 

WIOA requires priority for Title I Adult-funded services to be given to veterans and individuals 
with barriers to employment. As a result, the Southern Workforce Board issued a Priority of 
Service/Priority Populations Policy for Title I Adult funds and communicated that providers 
should give priority to Veterans and Eligible Spouses across all federal funding streams. This 
policy communicates expectations and helps ensure that priority of services is applied 
throughout our service delivery region so that those who most need our services can get 
access. 
 
The policy states that, if funds are limited, services must be provided in the following order: 
 

▪ Priority 1: Veterans and eligible spouses who are also included in the groups given 
statutory priority for WIOA Adult formula funds. This means that veterans and eligible 
spouses who are also recipients of public assistance, other low-income individuals, or 
individuals who are basic skills deficient receive priority for individualized career 
services and training services funded with WIOA Adult formula funds.  

▪ Priority 2: Non-covered persons (i.e., individuals who are not veterans or eligible 
spouses) who are included in the groups given priority for WIOA Adult formula funds 
(recipients of public assistance, other low-income individuals, and individuals who are 
basic skills deficient). These include: 

o Low-income individuals 
o Individuals who are: a. English language learners (29 USC 3272(7)), b. Individuals 

who have low levels of literacy, and c. Individuals facing substantial cultural 
barriers  

o Indigenous Americans, including individuals who identify as Native Americans or 
American Indians, Alaska Natives, and Native Hawaiians 

o Individuals with disabilities, including youth who are individuals with disabilities 
(as defined in sec. 3 of the Americans with Disabilities Act of 1990 (42 USC 
12102) and individuals who are in receipt of Social Security Disability Insurance 

o  Older individuals age 55 and older 
o Ex-offenders 
o Homeless individuals (as defined in section 41403(6) of the Violence Against 

Women Act of 1994 (42 U.S.C. 14043e-2(6))), or homeless children and youths 
(as defined in section 725(2) of the McKinney Vento Homeless Assistance Act (42 
U.S.C. 11434a(2))) 

o Eligible migrant and seasonal farmworkers (as defined in WIOA 167(i)(1-3)) 
o Individuals within two years of exhausting lifetime TANF eligibility  
o Single parents (including single pregnant women) 
o Long-term unemployed individuals (unemployed for 27 or more consecutive 

weeks) 
o Displaced homemakers 
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▪ Priority 3: Veterans and eligible spouses who are not low income or receiving public 
assistance, and those who are not basic skills deficient 

▪ Priority 4: Priority populations established by the LWDB (for example, for non-covered 
persons who are not included in groups given priority for WIOA Adult formula funds, 
such as persons living within a designated Promise Zone) 

▪ Priority 5: Non-covered persons outside the groups given priority for WIOA funding. This 
priority includes individuals with barriers to employment. 

We are aware of new federal and state policy encouraging at least 50.1% of WIOA Adult funds 
to be used to support these priority groups and will update our policy as appropriate to ensure 
compliance. 
 

Administrative Cost Arrangements 
 

C9. Describe how administrative cost arrangements have been coordinated, 
including pooling funds for administrative costs, as appropriate. 
 

This question does not apply to Southern Region, as we are a single area Region. We do, 
however, coordinate and share administrative costs among our local partners, as outlined in 
our infrastructure funding agreement and question C2 in this Regional Strategic Plan above. 
 

Transportation 
 

C10. Describe the coordination amongst the planning region for the provision of 
transportation, including:  

a. An outline of transportation issues related to workforce development 
and ways the region will address identified needs.  This may include a 
map of the regional commuting patterns.  

 
Data from 2017 indicates that, in the Southern Region, 37,669 work in the area who do not live 
here. 94,729 live and worked in the Region. And 41,327 live in Southern and work outside the 
area. 
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Southern Area Commuter Patterns 

 
Figure 4Source: Center of Economic Studies (CES), OnTheMap, 2017 

 
We expect a continued increase of commuters coming into the area with new and expanding 
business in the region. For example, Choctaw Nation is finalizing their expansion and will need 
1500 additional employees, many of our manufacturers have planned expansions, and several 
new companies are making their home in the Southern Region. 
 
All 17 counties in the Southern Region are geographically rural areas. Most people commute by 
car, but transportation is a barrier for many. For people with a car, barriers include families 
sharing one vehicle, unreliable vehicles, and costs of repairs. For people without a car or 
sharing a car, public transportation helps somewhat, but the current rural transportation 
system has limited hours that do not match the workforce needs. Not all counties offer public 
transportation, and if they do, they are on limited routes and with limited schedules, with none 
on nights and weekends. In rural areas, some have on-call services, but limited to the elderly 
and people with disabilities, while others have no services available. In some areas, nonprofits 
like community action and churches try to fill in some gaps. There are not many taxi services or 
Uber-type services, particularly in the rural areas. 
 

b. Whether the provision of transportation services can be enhanced, and 
if so, how.  

 
Transportation services in our rural areas could be enhanced, and we believe it is important to 
address this challenge, as most people need stable, reliable transportation to be able to attend 
class or work. Increasing options for those in rural areas is one of our goals. 
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How to create more options for those in the rural areas is continually being discussed, and the 
region and partners will continue to try to address the issue. The Board will set up a committee 
with our Chamber of Commerce and educational partners to look at this issue more 
systematically.  
 

c. What organizations currently provide or could provide transportation 
services. 

 
Dynamic Workforce Solutions and many partners assist customers with transportation 
reimbursement costs and car repairs, if necessary to allow customers to participate in and 
complete assigned educational or work based activities. The community action agencies such as 
Kibois, INCA, Big Five, Delta and Little Dixie provide a Rural transportation system but (as 
mentioned above) with limited hours services. One of our local community action agencies 
recently received a grant to implement a “Uber”-like service in one community. We look 
forward to seeing the results, hopefully expanding on it, and exploring other opportunities. 
 

d. An established process to promote coordination of transportation 
supportive services delivery.  

 
Southern has developed a resource guide that includes organizations that provide 
transportation services, which partners use to help connect job seekers with the transportation 
assistance they need. As described in the section below, to promote coordination of supportive 
services (including transportation), the Board also established a policy requiring the WIOA Title I 
service provider to coordinate with partners for support services, if available, before using Title 
I funds for support services. 
 

e. If the region has determined regional coordination of transportation 
not to be appropriate for the planning region at this time, discuss how 
that determination was made.  

 
The question is not applicable. While transportation is not directly under the workforce 
system’s control, transportation is a significant barrier for many in this rural area, so we must 
work towards solutions where we can to provide the best services to our job seeker and 
employer customers. 
 

Other Supportive Services 
 

C11. Describe the coordination amongst the planning region for the provision of 
other appropriate supportive services in the planning region, including:  

a. A copy of the Job Seeker Wrap Around Services Service Matrix  
 

Transportation is just one of many different supportive services that can make all the difference 
for clients trying to keep their job or complete their training. These services might range from 
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providing uniforms and safety equipment required on the job to childcare vouchers or help 
paying a bill so that a client will not lose their apartment or heat. Most of our partners provide 
these vital services, as shown in the Job Seeker Wrap Around Supportive Services Matrix below 
(and in Appendix 2). 
  

 
 

b. Whether the provision of supportive services could be enhanced, and if 
so, how.  

 
We could enhance supportive services through a more robust referral system between partners 
and other organizations that provide services. HubSpot should help with this. While we are 
starting with using HubSpot to coordinate business services to reduce duplication and to offer 
better communication between partners, plans are to expand to use the system for our job 
seeker customers as well, to provide them the same enhanced level of coordinated service. 
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Transportation X X X X X X X

Daycare X X X X X X

Housing Assistance  X X X X X X

Utility Assistance X X X X X

Clothing X X X X X
School Supplies (Tools & 

Uniforms
X X X X X

Food X X X X
Medical X X X X
Dental X X X X
Optometry X X X X

Partner/Supportive 

Services Offered

Tribal Career Tech

Southern Area Job Seeker Wrap Around Supportive Services Matrix - 2021
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As part of this shift, we also want to continuously ensure that we have identified all potential 
partners that have resources that will help a client. Partners all have good systems to identify 
customer supportive service needs. But we will want to consider how to improve joint case 
management to ensure all needs are met and to document how they are being met—which is 
especially critical for programs that specify that they can only be used when they are the “last 
available resource.” 
 

c. What organizations currently provide or could provide supportive 
services.  

 
Our one-stop operator Dynamic Workforce Solutions assists customers with various supportive 
services, if necessary, to allow customers to participate in and complete assigned educational 
or work based activities on a case-by-case basis. DWFS Staff has developed and uses a resource 
guide that list organizations that provide supportive services, such as community action 
agencies, Department of Human Services, Department of Rehabilitation, local United Way 
agencies and various churches to name a few. (See the Support Services Matrix above and in 
Appendix 2 for an overview of support services available from each key partner in the Southern 
Region.) 
 

d. Establishing a process to promote coordination of supportive services 
delivery.  

 
While we don’t have formal agreements in place on who provides support services, we have 
taken many steps to encourage nonduplication of services. 
 

▪ The Board encourages nonduplication of services with a policy that requires the Title I 
service provider to coordinate with partners in the provision of support services, if 
available, before utilizing Title I funds for support services. 

▪ Partners collaborated to develop a resource guide that identifies all the supportive 
services available through various partners along with eligibility and contact 
information. This resource guide is available online and used regularly by partners 
throughout the system to coordinate services when a job seeker or student need arises. 

▪ The board has hosted extensive cross training to improve staff knowledge of one 
another’s services and foster relationships that make it easier to picking up the phone 
and work together to help customers. 

▪ We also offer training at regular intervals for new hires. 
▪ The one-stop operator hosts quarterly partner meetings which all staff are invited to 

attend. These cover highlights of partner programs to help staff to be aware of all 
services available to customers. They also provide an opportunity to build and grow 
partner relationships and establish processes that better benefit the customer. 

▪ WIOA Title I and OESC (Title III) partners share a data system which allows them to see 
the various partner services (including support services) a client is receiving. As noted 
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earlier, we hope to use HubSpot to expand access to customer information to more 
partners. 

▪ The information on availability of support services—combined with our resource guide, 
improved staff knowledge of partner services, and data systems that allow staff to see 
partner services (including support services) the job seeker is receiving—enables staff to 
provide robust referrals when support services are needed. Staff are also encouraged to 
attend the quarterly partners meetings held by the one-stop operator to learn what 
each partner agency has to offer.   

 
e. If the region has determined regional coordination of support services 

not to be appropriate for the planning region at this time, discuss how 
that determination was made.  
 

This question is not applicable. Coordination of support services is important to our Region in 
order to maximize resources and help the most people. 
 

Process to Negotiate Local Levels of Performance 
 

C12. Describe the process to develop, and the finalized agreement concerning how 
the region will collectively negotiate and reach agreement with the Governor on 
local levels of performance for, and report on, the performance accountability 
measure described in WIOA Section 106(c) for local areas or the planning region.  

 
This question is not applicable to the Southern Region as we are a single workforce area region, 
and so will not be coordinating with any other local areas to negotiate and reach agreement 
with the Governor on local levels of performance and reporting strategies. The local levels of 
performance can be found in Section A of this Plan. 
 
As we develop and track our performance measures, Southern Workforce Board will remain 
committed to customer service excellence, continuous improvement, and aligning the 
workforce, education, and economic development systems to improve services and outcomes – 
helping job seekers achieve family-sustaining wages, providing employers with the skilled 
workers they need, and maximizing our Region’s economic competitiveness. 
 

Comment Period 
 

C13. The process the planning region undertook to provide input to the 
development of the Plan, and a 30-day public comment period of the Regional 
Plan, prior to submission. 

 
As indicated earlier in the Plan, the Southern Workforce Board coordinated input and 
development of this Plan among a wide range of local partners, beginning with a strategic 
planning session for local partner leaders in January 2021 to review and update our Region’s 
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strengths, weaknesses, opportunities, and threats, and identify our key issues to focus our work 
around over the next four years. We then presented the strategic input and recommendations 
to the Board for review, input, and approval to finalize our Key Workforce Issues. (See summary 
of these Key Issues and potential strategies in Section B5 of this Plan.) 

 
In mid-March 2021, the draft 4-Year Strategic Regional Plan was published for a 30-day public 
review and comment period on our website at www.swb-ok.com, inviting comments to be 
submitted to the Southern Workforce Board at www.swb-ok.com or kmanning@swb-ok.com. 
We also emailed the draft Plan to our Board members, Local Elected Officials, and workforce 
system partners, including representatives of businesses, education, and labor organizations. 
While all these partners have been part of the Plan development process, we solicited any 
additional comments and encouraged them to make the draft available to their various 
networks for review and input. As noted in the preamble, Southern welcomes input and ideas 
at any time to further our Region’s economic vitality. 
 

  

http://www.swb-ok.com/
http://www.swb-ok.com/
mailto:kmanning@swb-ok.com
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Assurances  
 
As indicated on the Attestations Page at the beginning of this Plan, the Southern Workforce 
Development Board agrees to the following assurances: 

 
• The Local Workforce Development Board assures it will establish fiscal control and fund 

accounting procedures to ensure the proper disbursement of, and accounting for all funds 

received through the Workforce Innovation and Opportunity Act.   

• The Local Workforce Development Board assures it shall keep records that are sufficient 

to permit the preparation of reports required by the Act and shall maintain such records, 

including standardized records for all individual participants, and submit such reports as 

the State may require.   

• The Local Workforce Development Board assures it will collect and maintain data 

necessary to show compliance with the nondiscrimination provisions of the Act.   

• The Local Workforce Development Board assures funds will be spent in accordance with 

the Workforce Innovation and Opportunity Act, regulations, written Department of Labor 

Guidance, written Oklahoma guidance, and all other applicable Federal and State laws.   

• The Local Workforce Development Board assures that veterans will be afforded 

employment and training activities authorized in the Jobs for Veterans Act and 20 C.F.R. 

Part 1010.   

• The Local Workforce Development Board assures it will comply with any grant procedures 

prescribed by the Secretary which are necessary to enter into contracts for the use of 

funds under WIOA, but not limited to the following: 

o General Administrative Requirements – Uniform Guidance at 2 C.F.R. Part 200 

and 2 C.F.R. Part 2900.  

o Assurances and Certifications – SF 424B – Assurances for Non-Construction 

Programs;  

o 29 C.F.R. Part 31,32 – Nondiscrimination and Equal Opportunity Assurance (and 

Regulation);  

o 29 C.F.R. Part 93 – Certification Regarding Lobbying (and Regulation);  

o 29 C.F.R. Parts 94 and 95 – Drug Free Workplace and Debarment and Suspension; 
Certifications (and Regulation). 
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Appendices 
 

▪ Appendix 1: Work Readiness Skill List Adopted by Southern Partners (1/22/15) 
▪ Appendix 2: Job Seeker Wrap Around Supportive Services Map 
▪ Appendix 3: Sample Job Seeker Services Matrix/Map (of Initial Assessment Services) 
▪ Appendix 4: Gap Analysis of the Job Seeker Services Matrix/Map 
▪ Appendix 5: Healthcare Sector Strategic Plan 2017 (To be Reviewed and Updated by Fall 

2021) 
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Appendix 1: Work Readiness Skill List Adopted by Southern Partners 
(1/22/15) 

 

Skills Description 

Organizational Appropriate childcare arrangements 
Appropriate transportation 
Prepared 

Interviewing Appearance 
Knows what to do upon arrival 
Effective greeting 
Effective handshake 
Positive Attitude 
Correct Information 
Brevity 
Calmness 
Manners 
Eye contact 
Responds effectively to interviewer's questions 
Knows about the employer 
Knows about the open position to which customer 
applied 

Good Work Habits Appearance 
Neatness 
Punctuality 
Attendance 
Follows work rules and policies 
Handles mistakes effectively 
Productive 
Goal Setting 

Effective Communication Effective body language 
Giving/following directions 
Listening 
Phone messaging 

Establishes Effective 
Relationships/Interpersonal 

With: 

• Supervisor 

• Co-workers 

• Public 

Character/Attitude Openness 
Motivation/Initiative 
Loyalty 

Health Habits Eats well 
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Gets appropriate rest 
Exercises 
Is drug free 
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Appendix 2: Job Seeker Wrap Around Supportive Services Map 
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Transportation X X X X X X X

Daycare X X X X X X

Housing Assistance  X X X X X X

Utility Assistance X X X X X

Clothing X X X X X
School Supplies (Tools & 

Uniforms
X X X X X

Food X X X X
Medical X X X X
Dental X X X X
Optometry X X X X

Partner/Supportive 

Services Offered

Tribal Career Tech

Southern Area Job Seeker Wrap Around Supportive Services Matrix - 2021
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Appendix 3: Sample Job Seeker Service Matrix/Map (of Initial Assessment Services) 
 
Southern partners engaged in an intensive review of workforce services available to job seekers 
throughout the Region, for the purpose of identifying gaps, duplications, and areas where we 
could better integrate services to improve outcomes for job seekers and programs and save 
staff resources. We developed Service Matrices (which we called “Service Maps”) like this 
sample Initial Assessment Matrix in each of the following service areas: Adult Ed/Literacy, Basic 
Computer Skills, Basic Education, Career Planning, Customized Training, Eligibility, Employment 
Based Case Management, Entrepreneurial, ESL, GED Prep, Guidance and Counseling, In-Depth 
Assessment, Initial Assessment, Initial Plan Development, Intake/Registration/Application, 
Internships, Job Advancement, Job Development, Job Placement, Job Search, Job Shadowing, 
LMI Distribution, Mentoring, Nontraditional High School Completion, Occupational Skills 
Training, OJT, Orientation, Outreach/Recruitment, Referrals, Retention/Job Coaching Support, 
Retraining, Skills Upgrade, Soft Skills Management, Specialized Certification Assessment, Study 
Skills, Support Services Information Distribution, Training Provider Information Distribution, 
Work Experience, and Work Readiness Skills. Due to the length of this Plan, we opted to provide 
just a sample matrix regarding Initial Assessment Services, but any or all Job Seeker Service 
Matrices/Maps are available upon request. 
 
Partners identified Assessment, Initial Plan Development, and Referrals as items to work on 
first, and work has begun. We have also identified a Job Seeker Service Committee made up of 
various partner organizations for each of these areas, tasked with developing next steps to 
close gaps, minimize duplication, and improve integration. 
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Agency
Funding 

Source
Population Served

Self/ 

Staff/ 

Both 

Individual/ 

Group/Both

Stand 

Alone
Language

Walk 

In/ 

Appt/ 

Both

Days/ Hours 

Offered

Fee or 

Free
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SK
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L

477 Program Native American Age 14-Elderly STAFF BOTH
NO

English; 

Chickasaw
Both M -F 8AM -5PM FREE

X X X X X X X X X
Veterans 

Services
US M ilitary Veterans STAFF BOTH

NO

English; 

Chickasaw
Both M -F 8AM -5PM FREE

X X X X X X X X X
Choctaw Nation of Oklahoma- 

Career Development Program
TRIBAL Native American STAFF BOTH

NO

English, 

Choctaw
Both

M -F/ 8AM -

4:30PM
FREE

X X X X X X X X X X

Adult  

Nat ive American AGE 18+; 

Unemployed; Live in 10 1/2 

count ies

STAFF BOTH NO
English, 

Choctaw
BOTH

M -F/ 8AM -

4:30PM
FREE

X X X X X X X X X X

YOUTH

Native American AGE 18+; 

Unemployed; Live in 10 1/2 

count ies

STAFF BOTH NO
English, 

Choctaw
BOTH

M -F/ 8AM -

4:30PM
FREE

X X X X X X X X X X

TRIBAL 

Native American AGE 18+; 

Unemployed; Live in 10 1/2 

count ies

STAFF BOTH NO
English, 

Choctaw
BOTH

M -F/ 8AM -

4:30PM
FREE

X X X X X X X X X X

Eastern OK State College
FINANCIAL 

AID & TUITION
Enrolled students STAFF BOTH NO

ANY BY 

REQUEST
FEE

X X X X

Experience Works Federal 55 AND OVER STAFF BOTH NO FREE X X X X X X X X X X X X X X X X X

TUITION AGE 16+ STAFF BOTH NO
ANY BY 

REQUEST
FEE X X X X X X X X X X X

FINANCIAL AID WorkKeys Pre-test STAFF BOTH NO
ANY BY 

REQUEST
FEE X X X X X X X X X X X

State Age 16 and up Both Both No
English-No 

Translat ion
APPT FREE X X X X X X X X X

Federal Age 16 and up Both Both No
English-No 

Translat ion
APPT FREE X X X X X X X X X

Oklahoma Department of Human 

Services
TANF Receive TANF STAFF BOTH NO ALL BOTH

M -F/ 8AM -

5PM
FREE X X X X X X X X X X X X X X X X X

Oklahoma Department of 

Rehabilitat ive Services
Tit le I

AGE 16+; Individuals with 

Disabilit ies
BOTH BOTH NO

SPANISH, 

ASL
APPT

M -F/ 8AM -

5PM
FREE X X X X X X X X X X X X X X X X X

Unemployment 

Insurance

Individuals having earned at least 

$1500 over two or more quarters 

during the base period.

BOTH Individual NO
ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FREE X X X X X X X X X X X X X X X X X

Wagner-Peyser Age 16+ BOTH Individual NO
ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FREE X X X X X X X X X X X X X X X X X

Veterans 

Services
US M ilitary Veterans BOTH Individual NO

ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FREE X X X X X X X X X X X X X X X X X

FINANCIAL AID Enrolled students Staff Individual
ANY BY 

REQUEST
Both M -F 8a-4:30p FEE

X X

TUITION Enrolled students Staff Individual 
ANY BY 

REQUEST
Both M -F 8a-4:30p FEE

X X

Adult  AGE 18+ BOTH BOTH YES
ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FREE

X X X X X X X X X X X X X X X X X

DLW RECENTLY DISLOCATED BOTH BOTH YES
ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FREE

X X X X X X X X X X X X X X X X X

TAA TAA CERTIFIED BOTH BOTH YES
ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FREE

X X X X X X X X X X X X X X X X X

YOUTH AGE 16-24 BOTH BOTH YES
ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FREE

X X X X X X X X X X X X X X X X X

State of OK Enrolled students BOTH BOTH
ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FEE X X X X

Dept. of  

Educat ion

ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FEE X X X X

SouthernTech
FINANCIAL 

AID & TUITION
Enrolled students BOTH BOTH

ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FEE X X X X X

Carl Albert  State College
FINANCIAL 

AID & TUITION
Enrolled students BOTH BOTH

ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FEE X

M urray State College
FINANCIAL 

AID & TUITION
Enrolled students BOTH BOTH

ANY BY 

REQUEST
BOTH

M -F/ 8AM -

5PM
FEE X X

Kiamichi Technology Center

JOB SEEKER SERVICE MAP SOUTHERN REGION

Initial Assessment - The universal and uniform quick appraisal, of the job seeker’s key elements/needs (interests, occupational skills, aptitudes, basic 

skills achievement and education levels, personality and learning style preferences, and, life situation and salary needs), that impact what services 

may be required to prepare for, or be placed into a job. It includes the data gathered for agency intake/registration/ application and the initial 

determination of why the person is visiting the agency. Examples are the TABE Locator and CASAS.

Service Area Where Delivered

Chickasaw Nation-Career Services

Choctaw Nation of Oklahoma-

WIOA 477 Program

Adult  Basic Educat ion

Oklahoma Employment Security 

Commission

Pontotoc Technology Center

Dynamic Workforce Solut ions

Southeastern Oklahoma State 

University
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Appendix 4: Gap Analysis of the Job Seeker Services Matrix/Map 
 
Review the data within each funding source for a service.  Determine the gaps and complete 
column two for that service.  Then determine any duplications for that service and list in the 
third column of the chart. 
 

SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

Adult Ed/Literacy Combined with other 
Skills Training (I-BEST) - Training that 
combines the adult education/literacy 
skills training defined above with 
occupational skills, on-the-job, private 
sector, upgrading, retraining, 
entrepreneurial, and/or job readiness 
training. 

Services to < 
14 years old 
 
 
 
 

  

Basic Computer Skills - Basic technology 
skills that includes basic computer 
operations, (turning the computer on and 
off, data entry, file maintenance, working 
the mouse, internet access, email.)  

 
 
 

  

Basic Education - Services or instruction 
for individuals (including those with 
learning disabilities) functioning at or 
below the 8th grade level that will: 1) 
enable educationally disadvantaged 
individuals to acquire the basic 
educational skills necessary to function in 
everyday life; (2) provide individuals with 
sufficient basic education to enable them 
to benefit from job training and retraining 
programs and obtain and retain 
productive employment; and/or (3) 
enable eligible adults to continue their 
education to at least the level of 
completion of secondary school. 

Gap in every 
column 
 
 
 
 
 
 
 
 
 

  

Career Planning - Assisting the individual 
to interpret his/her assessment results 
(basic and technical skills, interests and 

No services to 
< 14 years old, 
hours not 
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SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

aptitudes, life situation, personality and 
learning style preferences, physical 
limitations and strengths, and salary 
needs), match them with career 
information and identify a job/career goal 

beyond 
traditional, no 
access for 
universal 
population 
 
 

Customized Training - Training 1) that is 
designed to meet the special 
requirements of an employer (including a 
group of employers), 2) that is conducted 
with a commitment by the employer to 
employ an individual upon successful 
completion of the training, and 3) for 
which the employer pays for some of the 
cost of the training 

Lack of 
multiple 
languages, no 
access for 
universal 
population, all 
staff assisted 
 
 

  

Eligibility - Reviewing gathered data 
about the individual against 
predetermined criteria to verity the 
individual's opportunity to receive service 
by a particular funding source 

Hours limited,  
 
 

Many—
especially with 
income 
eligibility 

 

Employment-Based Case         
Management - The provision of a client-
centered approach in the delivery of 
services designed to prepare and 
coordinate comprehensive employment 
plans, such as service strategies, for 
participants to ensure access to necessary 
workforce investment activities and 
supportive services, using where feasible, 
computer-based technologies, and, to 
provide job and career counseling during 
program participation and after job 
placement. 

Hours limited, 
must be 
income 
eligible 
 
 
 

  

Entrepreneurial - Training provided to 
individuals interested in starting a 
business.  Such training may include such 
items as developing a business plan, 
market research, finding available funding 
streams and capital investment, legal 

Needs more 
complete data 
 
 
 

Yes, REI and 
SBDC 
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SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

aspects to starting a business, and 
developing a marketing strategy. 

ESL Preparation - English as a Second 
Language training provides individuals 
with limited English proficiency (including 
those with learning disabilities) the 
opportunity to develop English language 
and acculturation skills as well as world of 
work language. 

Needs more 
complete data 
 
 

  

GED Preparation - General Educational 
Development – Classes that prepare the 
participant (including those with learning 
disabilities) to test and earn a general 
equivalency diploma. 

Needs more 
complete data 
 
 

  

Guidance and Counseling - Using a 
strength-based approach assists an 
individual (through individual and/or 
group means) to identify and address 
social problems and personal barriers to 
self-sufficiency.  Assisting in developing 
their educational and vocational 
objectives. Involves collecting and 
evaluating information about the 
individual’s abilities, interests, and 
personality characteristics to recommend 
the necessary steps to achieve personal, 
academic and occupational goals. 

Limited hours 
 
 
 
 
 
 

  

In-depth Assessment - The individualized, 
comprehensive and customized 
diagnostic review of a job seeker’s key 
elements (interests, occupational skills, 
aptitudes, basic skills achievement and 
education levels, personality and learning 
style preferences, and life situation and 
salary needs) based upon the results of 
the “initial” assessment data, that identify 
what services are required to meet the 
gaps between a person’s current level 
and the employer’s 
expectations/requirements.   

Hours limited, 
universal 
population 

Possible 
duplications in 
the methods 
(types of tests) 
used by 
providers 
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SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

Initial Assessment - The universal and 
uniform quick appraisal, of the job 
seeker’s key elements/needs (interests, 
occupational skills, aptitudes, basic skills 
achievement and education levels, 
personality and learning style 
preferences, and life situation and salary 
needs), that impact what services may be 
required to prepare for or be placed into 
a job. It includes the data gathered for 
agency intake/registration/ application 
and the initial determination of why the 
person is visiting the agency.  

Hours limited 
 
 
 
 
 
 
 

Possible 
duplications in 
the methods 
(types of tests) 
used by 
providers 

 

Initial Plan Development - Determining 
the series of steps to address the gaps 
between an individual’s key elements and 
the requirements of the job or career 
choice, resulting in a written plan of 
action to address the individual’s service 
needs. 

Limited for 
universal 
population, 
No stand 
alone, Limited 
hours, County 
services 
limited 
 

  

Intake/Registration/Application - 
Gathering and capturing data elements 
about potential users of the system and 
its agencies to assist in determining 
eligibility for services and funding streams 
or to assist them in enrolling in services 

Language 
 
 

  

Internships - A structured work 
experience involving specific occupational 
skill development goals in addition to 
learning goals; involves the awarding of 
outcome verification upon successful 
completion; and includes the expectation 
that the customer, upon completion of 
the internship, will demonstrate the skills 
necessary for entry-level employment in 
the occupational area of the internship. 

Only for Tribal 
populations, 
Service area 
limited.  
Employers not 
interested in 
doing 
Internships. 
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SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

Job Advancement - The act of 
maintaining contact with a person who 
has been placed in a job to 
identify/provide the services needed to 
move towards a better job at self-
sufficiency wages; and/or, to retain their 
self-sufficiency wage job. 

Limited 
language, 
limited service 
area 
 
 

  

Job Development - Activities by a job 
developer that first identifies the needs 
the applicant can meet in the workforce, 
then finds businesses who have those 
needs, and/or first identifies the needs 
the business has and seeks to offer 
referrals from the list of available job 
seeking customers 

Limited 
language, 
limited service 
area, limited 
hours 
 
 
 

  

Job Placement Assistance - Interviewing 
job applicants for referral to prospective 
job openings.  Review applicant’s work 
history, education, training, job skills, 
compensation needs and other 
qualifications.  Review available job 
orders and match applicants with job 
requirements, duties, work schedules, 
compensation and other related 
information (including applicant’s 
interests, occupational skills, aptitudes, 
basic skills achievement, education levels, 
personality and learning style 
preferences, and life situation and salary 
needs.  Refer qualified applicants to 
prospective employers. 

Limited 
language, 
limited service 
area, limited 
hours. Limited 
transportation 
in the rural 
areas. 
 
 
 
 
 
 
 
 

  

Job Search - The job seeker’s activities 
(including making employer contacts) to 
find employment. 

Limited 
language, 
limited service 
area, limited 
hours. Limited 
broadband 
access. 

  

Job Shadowing - A formalized, structured 
activity to familiarize the individual with 

Limited 
language, 
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SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

the tasks and duties of a specific job by 
watching a worker perform the daily 
activities on the job. 

limited service 
area, limited 
hours 
 

Labor Market Information Distribution - 
The process of gathering and 
disseminating information on current and 
future job opportunities, including 
current job openings, local businesses, 
career information, high demand 
occupations lists, UI rates, labor force 
characteristics and employer information. 

 
 
 
 
 
 

  

Literacy Skills - Services or instruction for 
individuals (including those with learning 
disabilities) functioning at or below the 
3rd grade level. 

 
 
 

  

Mentoring - Establishing an on-going 
relationship with a person to provide 
guidance and advice that helps give 
direction in the person's academic, work 
and/or personal life. 

 
 
 

  

Non-traditional High School Completion - 
Alternative means/class delivery systems 
to achieving a high school diploma. 

   

Occupational Skills Technical Training - 
Training in a classroom to assist the 
individual in learning both primary and 
secondary occupational skills.  Primary 
occupational skills encompass the 
proficiency to perform actual tasks and 
technical functions required by certain 
occupational fields at entry, intermediate, 
or advanced levels.  Secondary 
occupational skills entail familiarity with 
and use of set-up procedures, safety 
measures, work-related terminology, 
record keeping and paperwork formats, 
tools, equipment and materials, and 
breakdown and clean-up routines.  
Training that will upgrade the current 
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SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

existing specific skills of the individual to a 
higher level of achievement, or the 
training of new and different skills that 
will enable an individual to begin a new 
line of work. 

On-the Job Training - Training by an 
employer that is provided to a paid 
participant while engaged in productive 
work in a job that 1) o provides 
knowledge or skills essential to the full 
and adequate performance of the job; 2) 
provides reimbursement to the employer 
of up to 50 percent of the wage rate of 
the participant, for the extraordinary 
costs of providing the training and 
additional supervision related to the 
training, and 3) is limited in duration as 
appropriate to the occupation for which 
the participant is being trained, taking 
into account the content of the training, 
the prior work experience of the 
participant, and the service strategy of 
the participant, as appropriate. 

   

Orientation - Providing information about 
all the services and funding streams 
within the career pathways system and 
how to access them 

 
 
 

Possible 
duplications 

 

Outreach/ Recruitment - Activities 
performed to identify potential users of 
the workforce development system 

Language 
 

Days/hours  

Referrals - The act of identifying other 
agencies that can provide a needed 
service for the customer and assisting 
him/her to access it. 

Limited hours, 
limited 
language 
 

  

Retention/Job Coaching/Post 
Employment Support - On or off-site 
coaching or mentoring of work-related 
skills after being placed in employment. 

Limited 
language, all 
stand alone 
 

 Job Corp 
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SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

Retraining - The training of new and 
different skills that will enable an 
individual to begin a new line of work 

Only 1 
provider. 
Limited hours, 
Limited 
language 

  

Skills Upgrade - Training that will upgrade 
the current existing specific skills of the 
individual to a higher performance. 

Limited hours, 
Limited 
language 
 

  

Soft Skills Management - Providing 
training to enhance customers job 
keeping and coping skills. This would 
include life skills, conflict resolution, 
attendance and punctuality, teamwork, 
problem solving, time management, 
family resources/money management, 
budgeting of resources, parenting, work 
behavior training, and accessing support 
services etc.     

No self-
serve—only 
staff assisted 
 
 
 
 
 

  

Specialized Certification Assessment - 
Licensing, certification and performance 
or benchmark testing after training 
completion 

Only at Career 
Techs so fee 
required 
 

  

Study Skills - Training that provides 
participant with assessment of cognitive 
learning styles and helps them to gain 
new insight about learning styles with the 
purpose of enhancing study skills. 

By 
appointment 
only, limited 
hours  
 
 

  

Support Service Information          
Distribution - The process of gathering 
and disseminating information on 
vendors/ providers of support services, 
including childcare, transportation, health 
care (medical, dental, vision and 
substance abuse assistance), legal, 
domestic violence, food, clothing, 
housing, or utilities, that are necessary to 
enable an individual to participate in 
services an/'or to get and keep a job. 
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SERVICE GAPS DUPLICATIONS OPPORTUNITY 
FOR JOINT 
SERVICE? 

Training Provider Information 
Distribution - The process of gathering 
and disseminating information on 
agencies that provide training, including 
their locations and contact information, 
costs/fee structures, entrance 
requirements, application processes, 
available financial aid opportunities, 
curricula and current courses offered, and 
performance data. 

 
 
 
 
 
 
 

  

Work Experience - Placement in a job 
(volunteer, or for pay that is subsidized, 
or unsubsidized by the program) that will 
teach job keeping skills, interpersonal 
skills, communications skills, work skills 
and some technical skills to better 
prepare the customer for full time 
employment at a self-sufficiency wage. 

 
 
 
 
 

  

Work Readiness Skills Development - 
Providing training to prepare customers 
for an employment search.  This would 
include completion of job applications, 
resume preparation, interviewing 
techniques, telephone techniques, 
networking, finding the hidden jobs, child 
labor law information (work permits, I-9’s 
and allowable work hours and activities) 
etc. 

 Yes.   
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Appendix 5: Healthcare Sector Strategic Plan 2017 (To be Reviewed and Updated by 
Fall 2021) 

 

GOAL # 1 
 

Identify approaches to increase nursing education capacity to include 
faculty resources and career mobility 

Objective 1: Inventory current nursing programs to determine number of eligible 
candidates not being accepted into program.  Evaluate the reasons for non-acceptance. 
 

Objective 2: Form an ad hoc group of educational and hospital leaders to determine an 
effective and efficient system to increase clinical capacity 

▪ Re-survey availability of clinical capacity 
▪ Research and discuss accreditation requirements for clinical supervision 
▪ Develop a data base showing: 
▪ Clinical areas available 
▪ Faculty in the Education Department 
▪ Shifts available 
▪ Hospital faculty available as adjuncts for clinical supervision 

 

Objective 3: Lobby for Health Care Education 
 

Objective 4: (Define preceptor) Evaluate preceptor needs 
 

 

GOAL #2 
 

Increase college salaries for instructors to be higher than the industry 
average 

Objective 1: Assess the need to increase academia nursing salaries  
▪ Texoma Consortium will lobby legislators to improve healthcare industry where 

appropriate 
o Identify key legislators 
o Obtain list of legislators and addresses 
o Distribute list of key legislators to lobbyists/partners 

▪ Diversity in Nursing 
▪ Allowing nurses to practice to the level of their training 
▪ Identify non-salary incentives for nursing faculty participating in BSN → MSN 

and MSN → Doctorate 
o Stipends for expenses 
o Uniforms/shoes 
o Malpractice insurance (Barriers?) [If employed in a teaching position this 
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should be covered already} 
o Dual Licensure 
o Scholarships for Continuing Education expenses if requiring advanced 

degree. 
o Doctorate Assistance/Ed Assistance 
o Adjuncts 
o Training & Cont’ Ed 

o Feel vested to school as well as hospital 
o Hours on campus 

o Course coordinator pay? Title? 
o Supervising adjunct 

o Nursing education salaries statewide 
o Memberships groups or maintenance of certifications 
o Immunizations 
o CPR 

o Merit based pay system 
o Employers 

o LTC facilities 
o All hospitals  

o External Support establishment/continuation 
o Increasing external funding to support hiring faculty positions. 

1. Soft money from grants 
2. Healthcare facilities provide funding 
3. Tribal Nations provide funding 

o State support for education/training needs 
o HRSA grants 

 

 
 

GOAL # 3 
 

Identify strategies for recruitment of nursing to fill industry shortages  

Objective 1: Ensure that all persons seeking a health care career are made aware of 
financial assistance to complete the required education, and help remove all roadblocks 
to obtaining required education 
 

 
Objective 2: Health care agencies provide scholarships, tuition reimbursement, work 
schedules centered around course requirements 
▪ Survey area hospitals for current policies and offerings of scholarships, 

reimbursements, stipends, etc. (Maybe information already available???)  
▪ Pay for: 
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o Programs, books, etc. for students 
o Education from the start 
o Childcare 
o Transportation to schools and clinicals 
o Loan repayments for current and new employee 

o Mercy Ardmore offers NCLEX fees 

▪ Create an information sheet for recruiting nurses 
o Distribute at nursing recruitment meetings with options available for any 

assistance. 
▪ Employment Opportunities  

o Mercy Offers-Extern program, Nurse Techs, Practical Nurse Techs, Nursing 
assistant and Emergency Room Tech and Monitor Tech 

▪ Scholarships 
o Mercy offers up to $8K for AND & BSN and up to $4K for LPN 

▪ Create a website that students can go to for all pertinent information regarding 
healthcare careers. 

 

Objective 3: Design and implement early promotion of health care opportunities 
▪ Design and implement a shadowing/mentoring program to encourage continuous 

learning and promotion in the health care field 
o Establish Marketing Plan 

▪ Expand scouting/explorers; teen volunteers 
▪ Better educate school counselors about industry preparation for teens (starting 

around 9th grade) 
o Recruitment should start at HS level 
o Mercy hosts an annual HS Career Day for Junior and Seniors  
o Counsel the school counselors 
o Scholarships at HS level 
o Target HS Science teachers  
o Show a DVD for Biology teachers to show on healthcare professions that 

local hospitals put together. 
▪ Promote programs within the Oklahoma Career tech system that allow high 

school students to take health related courses at little to no cost.  Students gain 
skills and certifications to begin a career in a health pipeline. 

▪ Create a stronger partnership between high schools, tech centers and community 
to stress the importance of developing lifelong learners beyond a high school 
diploma. 

▪ Resources available for test prep and financial support for first time adult 
students or others that don’t meet the required ACT score.  

▪ Educate parents about careers in healthcare 
o Tie to education summit 

      

Objective 4: Communicate available programs to area High Schools and communities.  
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Remove barriers to communication.  
 

Objective 5: Technology Center Utilization 
▪ Area technology centers and healthcare providers partner and brainstorm 

utilization, certification and re-certification of Long Term Care aides in acute care 
facilities 

▪ Explore and discuss the availability of Advance Unlicensed Assistance Personnel 
(AUAP) programs. Determine accreditation requirements.   

 

 


