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INTRODUCTION
These guidelines provide direction for local plans submitted under Public Law 113-128, the
Workforce Innovation and Opportunity Act (WIOA). WIOA requires each local workforce
development board (LWDB) to develop and deliver to the state a comprehensive four-year plan.
These plans must be submitted in partnership with the chief elected official. Regulations require
states and LWDBs to regularly revisit and recalibrate state plan strategies in response to changing
economic conditions and workforce needs of the state (20 CFR, Unified and Combined Plans
Under Title I of the Workforce Innovation and Opportunity Act, §676.135).
The law emphasizes the importance of collaboration and transparency in the development and
submission of local plans. Affected entities and the public must have an opportunity to provide
input in the development of the plan. Local boards must make the plan available electronically
and in open meetings to ensure transparency to the public.
Local workforce development boards provide leadership and should seek broad stakeholder
involvement in the development of their local plan. Local elected officials, local workforce
development board members, core program partners and mandatory one-stop partners are an
integral part of the planning process. WIOA encourages an enhanced, integrated system by
including core programs in its planning and performance requirements. Each plan addresses how
the LWDB coordinates service delivery with core programs of the Division of Vocational
Rehabilitation, the Division of Blind Services and the Division of Career and Adult Education.
Each plan is based on current and projected needs of the workforce investment system, with an
increased emphasis on coordination and collaboration at all levels to ensure a seamless system
for employers and job seekers, including those with disabilities. Local plans identify the education
and skill needs of the workforce and the employment needs of the local area. Plans include an
analysis of the strengths and weaknesses of services provided to address identified needs.
Assessments include the best available information, evidence of effectiveness, and performance
information for specific service models and a plan to improve program effectiveness by adopting
proven or promising practices as a part of the local vision. LWDBs provide a comprehensive view
of the systemwide needs of the local workforce development area.
Local plans address how LWDBs foster strategic alignment, improve service integration and
ensure the workforce system is industry-relevant, responding to the economic needs of the local
workforce development area and matching employers with skilled workers. Services described in
local plans should lead to greater efficiencies, reduce duplication, and maximize financial and
human resources. These plan guidelines require LWDBs to address current and future strategies
and efficiencies to address the continuous improvement of Florida’s workforce system and its
focus on customer service excellence.
Local plans should align with CareerSource Florida’s business and market-driven principles to be
the global leader for talent. These principles include:
•
•
•
•

Increasing the prosperity of workers and employers
Reducing welfare dependency
Meeting employer needs
Enhancing productivity and competitiveness
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KEY DATES

ON OR BEFORE

Key Dates Sent to Local Boards………………………………………October 11, 2019
Local Plan Guidelines Issued ....................................................... November 1, 2019
Labor Market Analysis Sent to Local Boards………………….…..December 6, 2019
Local Plans Due .................................................................................. March 16, 2020
WIOA Statewide Unified Plan Due ..................................................... March 30, 2020
WIOA Statewide Unified Plan Approved …..…………………………..…..May 1, 2020
Local Plans Approved ............................................................................ June 4, 2020
WIOA Program Year 2020 Begins ........................................................... July 1, 2020
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PUBLIC COMMENT PROCESS
Prior to the date on which the local board submits a local plan, the local board shall:
(1) Make copies of the proposed local plan available to the public through electronic and other
means, such as public hearings and local news media (WIOA §108(d)(1)).
Notices inviting comment on the proposed local plan occur via newspapers, email, and
website posting.
Specific to this plan, our timeline is as follows:
•

Draft plan availability for public comment noticed January 16, 2020

•

Draft plan noticed to interested parties including parties of the Board/Consortium
members, as well as business and labor organizations not represented on the Board
January 16, 2020

•

Responses due from interested parties by February 16, 2020

•

Final Plan submitted to DEO by March 16, 2020

•

Additional responses will be incorporated by April 23, 2020 (updates will be sent to
DEO upon receipt)

(2) Provide a 30-day period for comment on the plan before its submission to CareerSource
Florida, Inc., beginning on the date on which the proposed plan is made available, prior to its
submission to the Governor (WIOA §108(d)(2)).
The 30-day public comment period began on January 16, 2020 and will close February 16,
2020. All comments are required to be in writing via email or regular postal service.
Comments will be reviewed with plan revisions made as appropriate.
(3) Provide a description of the process used by the board to obtain input and comment by
representatives of businesses and labor organizations for the development of the plan (WIOA
§108(d)(2)).
The committee structure of the Board allows for small group discussion and the development
of specific aspects of the plan, along with its overall objectives and processes. The CSH Board
is comprised of a minimum of 51% representation from private business and includes labor
representation. Members of partner agencies, clients, and the public at large, regularly attend
meetings, and are invited to submit input and comment on the activities of the Board. Planning
efforts focus on public and local agency partner input into the implementation of WIOA and its
integration with other programs such as Welfare Transition, Migrant Seasonal Farmworker
and Agricultural Programs including the National Farmworker Jobs Program, Veterans
Services, Carl Perkins, Adult Education, Division of Vocational Rehabilitation, and others.
Relationships have been established and maintained with local economic development
agencies, the local airport authorities, educational facilities, local businesses, and the local
chambers of commerce. All Board and committee meetings are publicly noticed in accordance
with Florida’s Sunshine Law. Attendees from the public are invited to provide input and are
given a formal opportunity to do so at each full board meeting.
CareerSource Heartland-2020 Local Plan
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Additionally, the plan is posted on the CSH website for access to the public and other
interested parties, and comments are invited.
(4) Describe efforts to coordinate with other workforce partners to obtain input into the
development of the plan.
Please see #3 above.
(5) Include, as an attachment with the plan to the Governor, any comments expressing
disagreement or offering recommendations for continuous improvement, the LWDB's
response to those comments, and a copy of the published notice (WIOA §108(d)(3)).
No comments have been received to date.
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FLORIDA’S VISION FOR IMPLEMENTING THE WORKFORCE INNOVATION AND
OPPORTUNITY ACT
The implementation of WIOA ensures Florida has a business-led, market-responsive, resultsoriented, and integrated workforce development system. The system fosters customer service
excellence, ensures continuous improvement, and demonstrates value by enhancing
employment opportunities for all individuals, including those with disabilities. This focused and
deliberate collaboration among education, workforce, and economic development networks
increases economic prosperity by maximizing the competitiveness of Florida businesses and the
productivity of Florida’s workforce.
Florida’s strategic vision for WIOA implementation is realized by accomplishing these three goals:
•

Enhance alignment and market responsiveness of workforce, education and economic
development systems through improved service integration that provides businesses with
skilled, productive, and competitive talent and Floridians with employment, education,
training and support services that reduce welfare dependence and increase opportunities
for self-sufficiency, high-skill and high-wage careers and lifelong learning.

•

Promote accountable, transparent and data-driven workforce investment through
performance measures, monitoring and evaluation that informs strategies, drives
operational excellence, leads to the identification and replication of best practices and
empowers an effective and efficient workforce delivery system.

•

Improve career exploration, educational attainment and skills training for in-demand
industries and occupations for Florida youth that lead to enhanced employment, career
development, credentialing and post-secondary education opportunities.
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ORGANIZATIONAL STRUCTURE
(1) Chief Elected Official(s)
A. Identify the chief elected official(s) by name, title, mailing address, phone number and
email address.
The Executive Board Chair and Chief Elected Official for CareerSource Heartland
(CSH) is:
Mike Thompson, Commissioner (Chair)
Hardee County Board of County Commissioners
412 W Orange St., Room 103
Wauchula, FL 33873
Phone: 863-773-9430
mikethompson@hardeemail.com
Along with Commissioner Thompson, the Local Elected Officials (LEO) serving on
our Executive Board are:
Kelly Owens, Commissioner (Vice-Chair)
Okeechobee County Board of County Commissioners
304 NW 2nd St., Room 123
Okeechobee, FL 34972
Phone: 863-763-6441
kowens@co.okeechobee.fl.us
Don Elwell, Commissioner
Highlands County Board of County Commissioners
600 S Commerce Ave.
Sebring, FL 33870
Phone: 863-402-6500
delwell@hcbcc.org
Terry Hill, Commissioner
DeSoto County Board of County Commissioners
201 E Oak St., Suite 201
Arcadia, FL 34266
Phone: 863-993-4800
t.hill@desotobocc.com
Article 1, Section 3 of the CSH By-laws designates the Executive Board Chair as the
Local Workforce Development Area’s (LWDA) Chief Elected Official, for authentication
purposes.
B. If the local area includes more than one unit of general local government in accordance
with WIOA sec. 107(c)(1)(B), attach the executed agreement that defines how parties
carry out roles and responsibilities of the chief elected official.
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Please open the attachment panel to see the Heartland Workforce Investment
Consortium Interlocal Agreement (Attachment 1); and Article 1, Section 3 of the CSH
Bylaws (Attachment 2).
C. Attach a copy of the agreement executed between the chief elected official(s) and the
Local Workforce Development Board.
Please see Attachment 1 (Open Attachment Panel), the Heartland Workforce Investment
Consortium Interlocal Agreement.
D. Attach a copy of the current by-laws established by the chief elected official to address
criteria contained in §679.310(g) of the WIOA regulations. At a minimum the by-laws
must include:
i. The nomination process used by the chief elected official to elect the local
board chair and local board members;
Please see item number 7 of the Interlocal Agreement, which stipulates and
outlines the nomination process used to elect local board members.
Additional information can be found in the organization’s Bylaws.
(Attachment 2). Open Attachment Panel
Article III, Section 3 states:
a. Members of the Board of Directors must be appointed by majority vote
of the CSH Executive Board.
b. Nominations to fill vacancies in the Business category shall be solicited
from local Chambers of Commerce, Economic Development
Organizations, or other business support-related organizations within
Local Area 19. Nominations to fill vacancies in non-Business categories
shall be solicited from the required organizations and institutions.
Concerning the election of the board chair, the Bylaws state:
Article IV, Section 2. Eligibility as Officers
a. The Chair must be selected from among members representing the
Business category and must have served as a member of the Board for
a minimum of one (1) year.
Article IV, Section 6. Election of Officers
a. Elections shall be held in April of the year that elections are necessary.
An Ad Hoc Nominating Committee shall be appointed by the Chair at
the January board meeting of that year.
b. The Ad Hoc Nominating Committee shall present a slate of candidates
for each office being filled, not to preclude the nomination of other
candidates from the general membership (floor). Such nominations
must receive a second in order to be considered.
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c. All officers shall be elected by a majority vote of members present at
the meeting, provided a quorum is established.
ii. The term limitations and how term appointments are staggered to ensure only
a portion of memberships expire in each year;
CSH Bylaws Article III Section 4 reads:
a. Pursuant to federal and state law, and except as indicated in Article III,
Sections 2 and 6, members may serve until their successors are
appointed.
b. Board members are nominated as required by law or as needed to fill
vacancies and may be re-appointed, if necessary, for consecutive
terms.
The provisions referenced in Article III, Sections 2 and 6, indicate:
Section 2 (See List of Acronyms on page 15)
c. Education
Representatives of entities administering education and training
activities in the local area, including: [WIOA § 107(b)(2)(C); Fla.
Statutes § 445.007(1)]
•

A representative of eligible providers administering Adult Education
and Literacy activities under Title II of WIOA (ETPA). Locally, in
order to maintain the broadest and most equitable membership
possible, a designee from the local providers of these services may
seat on a rotational basis, each for a one-year term.

•

A representative of institutions of higher education providing
workforce investment activities (including community/state
colleges). (ETPC)

•

A representative of secondary education. Locally, in order to
maintain the broadest and most equitable membership possible,
the District Superintendent or his/her designee from each School
District within the local area will seat on a rotational basis, each for
a one-year term. (ETPO)

•

A private education provider (may be waived by CareerSource
Florida upon request if representatives do not exist locally). (ETPO)

•

May include representatives of local educational agencies, and/or
community-based organizations with demonstrated experience and
expertise in addressing the education or training needs of
individuals with barriers to employment. (ETPO)

When more than one institution exists in each type of educational entity
listed above, nominations may be solicited from each of these entities.
d. Economic/Community Development and Other Entities
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Representatives of governmental and economic and community
development entities serving the local areas, including: [WIOA §
107(b)(2)(D)&(E); § 3(17)]
•

Two representatives of economic and community development
entities serving the local area (defined as including a local planning
or zoning commission or board, a community development agency,
or another local agency or institution responsible for regulating,
promoting, or assisting in local economic development). No more
than two representatives from all Economic Development
Organizations operating within the local area may serve as a board
member at any given time. Locally, seating will be on a rotational
basis for a one-year term each, in order to maintain the broadest
and most equitable membership possible. (GRED)

•

A representative of Vocational Rehabilitation serving the local area.
(GRVTD)

•

May include representatives of agencies or entities serving the local
area relating to transportation, housing, and public assistance.
(GRO)

•

May include other representatives that the Chief Elected Official
determines appropriate.

Individuals may be appointed to represent more than one entity or
category provided they meet the required criteria for each.
The rotation schedule for school districts and economic development
entities is as follows.
Economic Development

School District

2019 – 2020
DeSoto & Okeechobee

2019 – 2020
Highlands

2020 – 2021
Hardee & Highlands

2020 – 2021
Okeechobee

2021 – 2022
DeSoto and Okeechobee

2021 – 2022
Hardee

2022 – 2023
Hardee & Highlands

2022 – 2023
DeSoto

Because of the unlimited terms of members and the established
rotations for School District and Economic Development
representatives, staggering of terms is not necessary.
Section 6
a. Although membership on the CSH Board of Directors is voluntary,
members are expected to give due consideration to the impact of their
CareerSource Heartland-2020 Local Plan
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absences at scheduled meetings. If a board member has a valid reason
for not participating in a scheduled Board or Committee/Council
meeting, they should notify the President/CEO, or designated CSH staff,
and request an excused absence from the Board Chair. The Chair shall
have authority to grant excused absences at their discretion.
Unexcused absences from three (3) consecutive board and/or
committee meetings, results in de facto resignation and automatic
removal as a board member.
b. If a member chooses to voluntarily resign their membership, they are
encouraged to give a minimum of thirty (30) days written notice before
the effective date of resignation.
iii. The process to notify the chief elected official of a board member vacancy
ensuring a prompt nominee;
The President/Chief Executive Officer (P/CEO), on behalf of and in conjunction
with the CSH Executive Board, notifies all board members and executive board
members, including the Chief Elected Official (CEO), immediately when it
becomes known that a vacancy exists or will soon exist. Through written and
other communications, the P/CEO reaches out to the board members and
representatives of the following organizations, as appropriate, to solicit
nominations:
•

Chambers of Commerce;

•

Economic Development Agencies;

•

Industry associations or trade groups;

•

Labor organizations;

•

Educational agencies, including those responsible for K-12;

•

Adult Education; technical education and post-secondary education;

•

Vocational Rehabilitation and local organizations that assist individuals
with disabilities; and

•

Youth-serving organizations.

It is the Board’s intent to present nominations at the next official meeting of the
Consortium (CSH Executive Board) after the vacancy occurs, provided that at
least one month has been allowed for solicitation of nominations.
iv. The proxy and alternative designee process used when a board member is
unable to attend a meeting and assigns a designee per requirements at
§679.110(d)(4) of the proposed WIOA regulations;
Currently, CSH Bylaws do not allow for proxy voting.
Article VI, Section 6 states: Board members shall not vote at any meeting by
proxy, nor shall alternates be permitted to sit as voting members at any
meetings. Alternate representatives may be required by a member to attend
and participate in meetings on their behalf for information and discussion
purposes only.
CareerSource Heartland-2020 Local Plan
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v. The use of technology, such as phone and web-based meetings used to
promote board member participation;
Web-related access (i.e. Skype) or call-in capabilities are regularly made
available for both full board and separate committee meetings.
All Board and committee meetings are publicly noticed. Web-related access
and call-in capabilities are made available for board members and public
participation.
vi. The process to ensure board members actively participate in convening the
workforce development system’s stakeholders, brokering relationships with a
diverse range of employers, and leveraging support for workforce development
activities; and,
CSH understands that building an effective workforce system requires input
and participation from all stakeholders. To that end, Article II, Statement of
Purpose, items 1 and 4 of the CSH Bylaws indicate the Board’s intent to:
Item 1. Design and implement workforce related strategies that facilitate
cooperation throughout the local area to maximize talent development,
economic development and sustainable growth to improve the quality of life of
our citizens, while recognizing the unique attributes of each of the counties
within our geographic area.
Item 4. Seek ways to market workforce services to the community at large by
collaborating with county and local area Economic Development Organizations,
Educational Institutions, Chambers of Commerce, and other business
agencies, groups, committees and partners.
As such, Board membership is designed to include the system’s stakeholders,
and is outlined in Article III, Section 2:
In accordance with guidance as outlined in WIOA law and s.445.007, Florida
Statutes, the CSH Board is comprised of members from the following
categories (See List of Acronyms at the end of this section):
a. Business (Private-Sector): 51% majority [WIOA § 107(b)(2)(A)]
A majority of members must be representatives from businesses in the
local area who are owners of a business, chief executives, or other
individuals with optimum policymaking or hiring authority. Business
members must have employment opportunities that include high-quality
work relevant training and development in in-demand industry sectors
or occupations available in the local area. At least two representatives
of small businesses should be included. Individuals must be nominated
by local business organizations and/or business trade associations.
b. Labor/Apprenticeships – Workforce Representatives: 20% minimum
A minimum of twenty percent of members must be “workforce
representatives,” defined as follows: [WIOA § 107(b)(2)(B)]
•

At least two representatives must represent labor organizations
nominated by local labor federations. For a local area in which

CareerSource Heartland-2020 Local Plan
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no employees are represented by such organizations, at least
two representatives of employees will be included. (WOLO)
•

At least one representative of a labor organization or a training
director from a joint labor-management apprenticeship program.
If no such joint program exists in the area, at least one
representative of an apprenticeship program in the area, if such
a program exists. (WOLO, WOJ)

•

May include representatives of community-based organizations
that have demonstrated experience and expertise in addressing
the employment needs of individuals with barriers to
employment, including organizations that serve veterans or
provide/support competitive integrated employment for
individuals with disabilities. (WOV, WOD)

•

May include representatives of organizations that have
demonstrated experience and expertise in addressing the
employment, training, or education needs of eligible youth,
including representatives or organizations that serve out-ofschool youth. (WOY)

c. Education
Representatives of entities administering education and training
activities in the local area, including: [WIOA § 107(b)(2)(C); Fla.
Statutes § 445.007(1)]
•

A representative of eligible providers administering Adult
Education and Literacy activities under Title II of WIOA (ETPA).
Locally, in order to maintain the broadest and most equitable
membership possible, a designee from the local providers of
these services may seat on a rotational basis, each for a oneyear term.

•

A representative of institutions of higher education providing
workforce investment activities (including community/state
colleges). (ETPC)

•

A representative of secondary education. Locally, in order to
maintain the broadest and most equitable membership possible,
the District Superintendent or his/her designee from each
School District within the local area will seat on a rotational basis,
each for a one-year term. (ETPO)

•

A private education provider (may be waived by CareerSource
Florida upon request if representatives do not exist locally).
(ETPO)

•

May include representatives of local educational agencies,
and/or community-based organizations with demonstrated
experience and expertise in addressing the education or
training needs of individuals with barriers to employment.
(ETPO)

CareerSource Heartland-2020 Local Plan
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When more than one institution exists in each type of educational entity
listed above, nominations may be solicited from each of these entities.
d. Economic/Community Development and Other Entities
Representatives of governmental and economic and community
development entities serving the local areas, including: [WIOA §
107(b)(2)(D)&(E); § 3(17)]
•

Two representatives of economic and community development
entities serving the local area (defined as including a local
planning or zoning commission or board, a community
development agency, or another local agency or institution
responsible for regulating, promoting, or assisting in local
economic development). No more than two representatives
from all Economic Development Organizations operating within
the local area may serve as a board member at any given time.
Locally, seating will be on a rotational basis for a one-year term
each, in order to maintain the broadest and most equitable
membership possible. (GRED)

•

A representative of Vocational Rehabilitation serving the local
area. (GRVTD)

•

May include representatives of agencies or entities serving the
local area relating to transportation, housing, and public
assistance. (GRO)

•

May include other representatives that the Chief Elected Official
determines appropriate.

Individuals may be appointed to represent more than one entity or
category provided they meet the required criteria for each.
The committee structure, outlined in Article VII, Section 1, is also
designed to include stakeholders and to identify and respond to
workforce issues.
CSH has specific Standing Committees/Councils to enhance workforce
development within the local area and provide guidance that best
reflects business demands, best practices, strategic imperatives, and
new initiatives funded by the Florida Legislature and the federal
government.
The three most active committees are:
1. The Business Enhancement Committee (BEC) serves as a
catalyst
between
industry,
economic
development
organizations, educators, and training providers, to identify
skills needed to fill critical jobs necessary for business retention,
expansion, and recruitment activities. The BEC also assists in
defining local goals and objectives that help underemployed
workers improve their skills to enhance their economic selfsufficiency. Strategies embrace the concept of lifelong learning.
CareerSource Heartland-2020 Local Plan
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The committee is comprised of a majority of Board members
representing private sector businesses. Committee members
are appointed by the Committee Chair. Membership is extended
to other individuals with appropriate related business
experience and expertise. These individuals are designated
“Community” members and are voting members of the BEC and
non-voting members of the Board of Directors.
2. The Finance & Operations (F&O) Committee. Members are
appointed by the F&O Committee Chair and include at least
three (3) members from the Business (private sector) category.
Responsibilities of the Committee include formulating the CSH
Bylaws for review and approval by the CSH Board of Directors,
analysis of all budgetary and/or fiscal-related matters including
review of the annual budget, review of auditing and monitoring
reports, ensuring the respective programs are being operated
within the scope of existing federal and state law, review of
Request for Proposals (RFP’s) outside the jurisdiction of other
CSH Committees/Councils, and review of any necessary
operational plan and/or budgetary amendment – as might be
needed to obtain state approval – to ensure encumbrances
and/or expenditures are within budget.
3. The Youth Council provides assistance and guidance with
promoting successful entry into the workforce through
education and workplace experience that leads to selfsufficiency and career advancement. Key components of the
strategy include efforts that enlist business, education, and
community support for students to achieve long-term career
goals – ensuring that young people entering the workplace for
the first time have the academic and occupational skills required
to succeed in the workplace. Membership of this Council
includes board members with special interest or expertise in
youth policy, representatives of youth service agencies
including Juvenile Justice and local law enforcement agencies,
representatives of local Public Housing Authorities, and
individuals and representatives of organizations who have
experience relating to youth activities.
4. Youth Council membership is extended to other individuals with
appropriate expertise and experience serving youth. These
individuals are designated “Community” members and are
voting members of the Youth Council and non-voting members
of the Board of Directors.
Additional input is accepted via the following methods:
•

Agenda items submitted by individuals, organizations, or other
interested parties having an official or vested interest in the item
being considered by the Board.

CareerSource Heartland-2020 Local Plan
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•

Agenda items deemed by the Board to be relevant, material, or
of significant interest to the public to warrant comment and/or
input from any member of the public in attendance.

Any unscheduled speakers or individuals may address the Board of
Directors at the discretion of the Board Chair by completing a “citizens
not on the agenda” form.
Acronyms – Section V: Board Membership Designations
BU
WOLO

Business
Workforce – Labor Organization

WOJ

Workforce – Joint labor-management Apprenticeship
Program

WOD

Workforce – Community-based org. representing
Individuals with Disabilities

WOV

Workforce – Community-based organization representing
Veterans
Workforce – Community-based organization representing
Youth

WOY
ETPA

Education & Training Provider – Adult Education & Literacy

ETPC

Education & Training Provider – Institution of Higher
Education

ETPO

Education & Training Provider – Other

GRED

Government Representative – Economic Development

GRES

Government Representative – Employment Service

GRVRD
GRO

Government Representative – Vocational Rehabilitation
Government Representative – Other

vii. Any other conditions governing appointments or membership on the local
board.
In accordance with guidance established in the Heartland Workforce
Investment Consortium Interlocal Agreement, one Local Elected Official (LEO)
from each Board of County Commissioners (BOCC) of the member counties is
appointed to serve as that BOCC’s representative on the CSH Executive Board.
The Executive Board is the vehicle through which elected officials in the
member counties participate in the planning, approval and operation of the
local workforce investment board’s employment and training assistance
programs, as mandated by law. A Chair and Vice-Chair are selected from
among the LEOs that comprise the Executive Board. The Executive Board
Chair is designated as the workforce Local Area’s Chief Elected Official, for
authentication purposes.
The membership of the CSH Board of Directors is consistent with the
requirements of federal and state law. A majority (a minimum of 51%) of the
Board’s members are representatives from the Business (private sector)
category.
CareerSource Heartland-2020 Local Plan
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New members are appointed to fill the same category of membership in which
the vacancy occurred to maintain the balance of membership. There is no
requirement for new members to be from the same organization, institution, or
company, as the former member unless the position is mandatory under WIOA.
E. Describe how the chief elected official is involved in the development, review and
approval of the local plan.
The Executive Board of CSH is comprised of one locally elected official (LEO) from
each of its four Boards of County Commissioners. The LEOs attend all board meetings,
overseeing and approving actions taken. Additionally, the President/Chief Executive
Officer keeps the Executive Board aware of legislative, federal or state mandates that
affect daily operations of the organization.
Specifically, the Chief Elected Official (CEO) is invited to, and regularly participates in,
CSH Board and committee meetings during which this plan’s development, along with
related meetings held with community partners regarding this plan, have been
discussed and vetted.
A draft of this Plan has been presented to the CEO for review, comment and approval.
Similarly, any public comments received, along with responses to those comments,
will also be presented to the CEO upon receipt.
(2) Local Workforce Development Board (LWDB)
A. Identify the chairperson of the Local Workforce Development Board by name, title,
mailing address, phone number and email address. Identify the business that the chair
represents.
The Chairperson of the CareerSource Heartland Board of Directors is David Royal,
Nutrient Stewardship Director, The Nature Conservancy, PO Box 1800, Wauchula, FL.
33873. (863) 781-3490. yumaroyal@yahoo.com.
B. If applicable, identify the vice-chair of the Local Workforce Development Board by
name, title, mailing address, phone number and email address. Identify the business
or organization the vice-chair represents.
The Vice-Chairperson of the CareerSource Heartland Board of Directors is William J.
(Bill) Nielander, Nielander Law Firm P.A., 172 E. Interlake Blvd., Lake Placid, FL 33852.
(863) 465-8181. wjn@nielander.com.
C. Describe how the LWDB was involved in the development, review, and approval of the
local plan.
CSH maintains a continuous process of planning, implementation, and evaluation, with
Board members regularly providing input into both philosophical and strategic planning
processes. The committee structure of the Board allows for small group discussion
and the development of specific aspects of the plan, along with its overall objectives
and processes. Planning efforts focus on public and local agency partner input into
the implementation of WIOA and its integration with other programs such as Adult
Education and Literacy, Division of Vocational Rehabilitation, Division of Blind
Services, Welfare Transition, Veterans Services, Carl Perkins, Migrant Seasonal
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Farmworker and Agricultural Programs including the Farmworker Career Development
Programs, and others. Relationships have been established and maintained with local
economic development organizations, Central Florida Regional Planning Council
(CFRPC), local airport authorities, educational facilities, businesses, chambers of
commerce and other community entities. Due to our approach to continuous
improvement, our strategies evolve and regularly align local initiatives with State and
Federal imperatives. At each step of this process, the Board has provided direction
and oversight.
Throughout the planning process, the President/CEO has kept the Board apprised of
the developments and recommendations of CareerSource Florida and the Department
of Economic Opportunity. CSH By-laws and board membership have been periodically
reviewed and updated. Members of partner agencies, clients, and the public at large
regularly attend meetings and are invited to submit input and comment on the activities
of the Board. The Board approved the development of the memoranda of
understanding that resulted from these meetings.
All Board and committee meetings are publicly noticed in accordance with Florida’s
Sunshine Law. Attendees from the general public were invited to provide comments
and were given a formal opportunity to do so at each full board meeting.
A draft of this Local Plan will be shared with Board members in early January, 2020.
Members are given the opportunity to review the draft and offer suggestions,
comments and/or corrections. Public comments received will be provided to the Board
prior to final approval of the Local Plan document, which is anticipated to occur at the
January 2020 Board meeting. Public comments received after the final approval of the
Plan will be shared with the Board at the April 2020 Board meeting. If Plan changes
are needed as a result of public comments, an amendment will be submitted.
(3) Local Grant Subrecipient (local fiscal agent or administrative entity)
A. Identify the entity selected to receive and disburse grant funds (local fiscal agent) if
other than the chief elected official. WIOA section 107(d)(12)(B)(1)(iii); 20 CFR
679.420
The Consortium has identified Heartland Workforce Investment Board, Inc., dba
CareerSource Heartland as the local grant recipient (fiscal agent) and administrative
entity.
B. Identify the entity selected to staff the LWDB (commonly referred to as the
administrative entity) and assist it in carrying out its responsibilities as a board
organized under WIOA. (May be the same as the fiscal agent). 20 CFR 679.430
The Consortium has selected the Heartland Workforce Investment Board, Inc., dba
CareerSource Heartland as the local grant recipient and administrative entity.
C. Identify if a single entity is selected to operate in more than one of the following roles:
local fiscal agent, local board staff, one-stop operator or direct provider of career
services or training services, and describe how the entity will carry out its multiple
responsibilities, including how it develops appropriate firewalls to guard against
conflicts of interest as described in CareerSource Florida strategic policy
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2012.05.24.A.2 – State and Local Workforce Development Board Contracting Conflict
of Interest Policy.
Please see Attachment 1 – the Heartland Workforce Investment Consortium Interlocal
Agreement – Attachment 3 (Open Attachment Panel) – CSH May 30, 2017 letter to CSF
requesting extension of authorized designation as Direct Service Provider, approved
by the CSF Board of Directors on May 17, 2017 – and Attachment 6 (Open Attachment
Panel) - CSH May 31, 2017 letter to CSF requesting approval to continue to serve as
One-Stop Operator, approved by the CSF Board of Directors on August 9, 2017.
As outlined in Attachment 4 (Open Attachment Panel), CSH follows the principles of the
“Carver Model.” The Board maintains its role as a strategic planning and policy board
and oversight body. The President/CEO acts as the sole point of accountability. The
establishment of this practice provides a sufficient “firewall” between the CSH Board
of Directors and daily operations.
As CSH has followed all required processes to be designated as a direct provider of
Career Services, all services within our system, with the exception of contracted youth
services, are provided directly. The majority of youth services are provided through
competitively procured contracted providers; however, some eligible youth may
receive basic career services through CSH’s career centers, or may be served through
On-the-Job Training, Work Experience, or Individual Training Account mechanisms.
(4) One-Stop System
A. Describe the local one-stop system (including the number, type and location of the
comprehensive center(s)3, and other service delivery points).
CSH operates four fixed career centers, one in each of the four counties that comprise
LWDA 19. The centers located in Sebring (Highlands County), Wauchula (Hardee
County), and Okeechobee (Okeechobee County) are full-service career centers. The
career center located in Arcadia (DeSoto County) is designated as a satellite Center.
CSH services are accessible through its website at www.careersourceheartland.com.
The Highlands center, located in Sebring, has been designated as the comprehensive
center for our local area.
Our one-stop center physical addresses are as follows:
CSH DeSoto Center, 2160 NE Roan Avenue, Arcadia, FL 34266-5025
CSH Hardee Center, 324 Sixth Avenue North, Wauchula, FL 33873-2320
CSH Highlands Center, 5901 US Hwy 27 South, Suite 1, Sebring, FL 33870-2117
CSH Okeechobee Center, 207 SW Park St, Okeechobee FL 34972-4160
B. Identify the days and times when service delivery offices are open to customers.
Customers must have access to programs, services and activities during regular
business days at a comprehensive one-stop center.
To ensure that customers have access to career center programs, services and
activities during regular business days, each career center is open Monday through
Friday from 8:00 a.m. to 5:00 p.m. The career centers in DeSoto, Hardee and
Okeechobee counties are closed for lunch, Monday through Friday from 12:30 p.m. to
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1:30 p.m. Career centers are closed one day per quarter to provide ongoing staff
training and development.
Information on CSH programs, services and activities, is accessible on demand
through its website.
C. Identify the entity or entities selected to operate the local one-stop center(s).
As noted above, CSH is a direct provider of Career Services and currently operates
the local one-stop career centers.
D. Identify the entity or entities selected to provide career services within the local onestop system.
As previously noted, CSH is a direct provider of career services within the local onestop system, apart from some youth services, which are contracted following a
competitive procurement process.
E. Identify and describe what career services are provided by the selected one-stop
operator and what career services, if any, are contracted out to service providers.
As a direct provider, CSH career centers currently provide three types of career
services: basic career services, individualized career services, and follow-up services.
Basic Career Services:
Available to all individuals seeking services in CSH career centers, and include:
•

Determinations of whether an individual is eligible to receive assistance from
the adult, dislocated worker, or youth programs;

•

Outreach, intake (including identification through the state’s Worker Profiling
and Reemployment Services system of unemployment insurance (UI)
claimants likely to exhaust benefits), and orientation to information and other
services available through the career center system;

•

Initial assessment of skill levels including literacy, numeracy, and English
language proficiency, as well as aptitudes, abilities (including skills gaps), and
supportive service needs;

•

Labor exchange services, including – Job search and placement assistance,
and, when needed by a customer, career guidance that includes provision of
information on in-demand industry sectors and occupations (as defined in sec.
3(23) of WIOA); and provision of information on nontraditional employment (as
defined in sec. 3(37) of WIOA);

•

Provision of referrals to and coordination of activities with other programs and
services, including those within our career center delivery system and, when
appropriate, other workforce development programs;

•

Provision of workforce and labor market employment statistics information,
including the provision of accurate information relating to local, regional, and
national labor market areas, including: job vacancy listings in labor market
areas; information on job skills necessary to obtain the vacant jobs listed; and
information relating to local occupations in demand and the earnings, skill
requirements, and opportunities for advancement for those jobs;
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•

Provision of performance information and program cost information on eligible
providers of training services by program and type of providers;

•

Provision of information about how the local area is performing on local
performance accountability measures, as well as any additional performance
information relating to our local career center delivery system;

•

Provision of information relating to the availability of supportive services or
assistance, and appropriate referrals to those services and assistance,
including: child care, child support, medical or child health assistance
available through the State’s Medicaid program and Children’s Health
Insurance Program, benefits under the Supplemental Nutrition Assistance
Program (SNAP), assistance through the earned income tax credit, housing
guidance and assistance services sponsored through the U.S. Department of
Housing and Urban Development (HUD), and assistance under Temporary
Assistance for Needy Families (TANF), and other supportive services and
transportation provided through that program;

•

Assistance in establishing eligibility for programs of financial aid assistance
for training and education programs not provided under WIOA; and

•

Provision of information and assistance regarding filing claims under UI
programs including meaningful assistance to individuals seeking assistance
in filing a claim.

Individualized Career Services:
If career center staff determine that individualized career services are appropriate for
an individual to obtain or retain employment, these services will be made available.
Individualized Career Services are available in all CSH career centers. These services
include:
•

Comprehensive and specialized assessments of the skill levels and service
needs of adults and dislocated workers, which may include – diagnostic
testing and use of other assessment tools; and in-depth interviewing and
evaluation to identify employment barriers and appropriate employment goals;

•

Development of an individual employment plan, to identify the employment
goals, appropriate achievement objectives and appropriate combination of
services for the customer to achieve his or her employment goals, including
the list of, and information about, eligible training providers;

•

Group and/or individual guidance and mentoring;

•

Career planning

•

Short-term pre-vocational services, including development of learning skills,
communication skills, interviewing skills, punctuality, personal maintenance
skills, and professional conduct to prepare individuals for unsubsidized
employment or training. In some cases, pre-apprenticeship programs may be
considered as short-term pre-vocational services;

•

Internships and work experiences that are linked to careers;

•

Workforce preparation activities that help an individual acquire a combination
of basic academic skills, critical thinking skills, digital literacy skills, and self-
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management skills, including competencies in utilizing resources, using
information, working with others, understanding systems, and obtaining skills
necessary for successful transition into and completion of postsecondary
education, or training, or employment;
•

Financial literacy services;

•

Out-of-area job search assistance and relocation assistance; and

•

Referrals to English language acquisition and integrated education and
training programs.

Follow-up Services:
Follow-up services will be provided as appropriate for customers who are placed in
unsubsidized employment for up to 12 months after the first day of employment.
Guidance about the work place is offered as appropriate. Follow-up services will not
extend the date of exit in performance reporting.
All Career Services described above are available in CSH career centers and may
occur in any sequence.
F. Pursuant to the CareerSource Florida Administrative Policy 093 - One-Stop Career
Center Certification Requirements, provide the required attestation that at least one
comprehensive one-stop center in the local area meet the certification requirements.
WIOA requires that there be at least one physical, comprehensive one-stop certified
career center in each LWDA with access to all required, and any approved additional
partner programs, services and activities. Access may be through electronic means
if applicable and practicable, including the use of web sites, telephones, or other
means to improve the efficiency, coordination, and quality of career center partner
services.
The Highlands County career center located in Sebring serves as the physical,
comprehensive career center for LWDA 19. This career center has met the criteria
for One Stop Credentialing pursuant to reviews by the Florida Department of
Economic Opportunity’s Programmatic Monitoring Team:
•

Provides the career services described in WIOA section 134(c)(2);

•

Provides access to training services as described in WIOA section 134(c)(3),
including serving as the point of access to training services for participants in
accordance with section 134(c)(3)(G);

•

Provides access to the employment and training activities carried out under
WIOA section 134(d), if any;

•

Provides access to programs and activities carried out by career center
partners. Access means having either program staff physically present at the
location; having partner program staff physically present at the career center
appropriately trained to provide information to customers about the programs,
services, and activities available through partner programs; or providing direct
linkage through technology to program staff who can provide meaningful
information or services.
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•

Provides access to the data, information, and analysis described in section
15(a) of the Wagner-Peyser Act (29U.S.C. 49l-2(a) and all job search,
placement, recruitment, and other labor exchange services authorized under
the Wagner-Peyser Act (29 U.S.C. 49 et seq.);

•

Has knowledgeable staff, including trained career specialists, as appropriate,
available to provide assistance when and if needed. Professional team
members providing direct customer service must comply with the minimum
skill standards for front-line staff found in CareerSource Florida Administrative
Policy 89 and have a basic orientation to all required career center partner
programs.

•

Is accessible to the public during regular business days, defined as Monday
through Friday.

•

Is physically and programmatically accessible to individuals with disabilities.
CSH staff remains abreast of developments regarding improvements to
services for persons with disabilities and shares that information with career
center staff. Information is shared with customers regarding the availability of
auxiliary aids and services as needed.

•

CSH has procedures in place to address issues related to achieving,
managing, and improving performance. The LWDA’s EEO Officer ensures
that facilities and equipment meet the needs of jobseekers with disabilities.
Center Branch Managers and management staff work together to ensure that
all staff attends training as needed, including Tier 1 certification and
subsequent continuing education.
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ANALYSIS OF NEED AND AVAILABLE RESOURCES
(1) Please provide an analysis (or existing analysis pursuant to WIOA section 108(c)) of the
regional economic conditions, which must include:
A. Information on existing and emerging in-demand industry sectors and occupations;
and:
Existing Demand Occupations
The majority of the top twenty existing demand occupations are low-skill occupations
characterized by relatively low wages and high rate of worker turnover.

The median hourly wage of twelve of these occupations is below $12.83, with an
additional four below $14.18. Only four occupations indicate an annual median wage
above $30,000.
Seven occupations require no formal education, four require a high school diploma or
GED, seven require a post-secondary non-degree credential, one requires an
associate degree and only one requires a bachelor’s degree.
Two of the top five existing demand occupations are related to food preparation and
serving. The next three top occupations are landscaping and groundskeeping,
laborers and freight - stock and material movers, and medical assistants.
Combined food preparation and serving workers, is the top existing demand
occupation, with 1,936 projected total area job openings by 2027.
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Two of the top twenty existing demand occupations are in the healthcare occupations
of nursing assistants and personal care aides. These occupations have a relatively
high turnover rate and will continue to experience employment growth because of the
increasing demand for healthcare services, driven by population growth and aging,
expanding insurance coverage, and technological change.
Emerging Industries
Locally emerging industries are those identified by the Florida Department of
Economic Opportunity as the fastest growing, and are indicated below:
TOP 20 EMERGING INDUSTRIES
WORKFORCE DEVELOPMENT AREA 19 - DE SOTO, HARDEE, HIGHLANDS AND OKEECHOBEE COUNTIES
Employment
NAICS
Rank Code

NAICS Title

1

611

Educational Services

2

621

Ambulatory Health Care Services

2019

2027

Growth

Percent
Growth

432

542

110

25.5

3,155

3,656

501

15.9

3

541

Professional, Scientific, and Technical Services

1,656

1,885

229

13.8

4

561

Administrative and Support Services

2,699

3,026

327

12.1

5

442

Furniture and Home Furnishings Stores

245

274

29

11.8

6

713

Amusement, Gambling, and Recreation Industries

659

729

70

10.6

5,425

5,968

543

10.0

336

369

33

9.8
9.0

7

722

Food Services and Drinking Places

8

237

Heavy and Civil Engineering Construction

9

623

Nursing and Residential Care Facilities

2,581

2,813

232

2,275

2,440

165

7.3

502

535

33

6.6

10

238

Specialty Trade Contractors

11

236

Construction of Buildings

12

484

Truck Transportation

13

452

General Merchandise Stores

624

662

38

6.1

2,096

2,208

112

5.3

14

451

Sporting Goods, Hobby, Book, and Music Stores

141

147

6

4.3

15

524

Insurance Carriers and Related Activities

375

387

12

3.2

16

454

Nonstore Retailers

136

140

4

2.9

17

562

Waste Management and Remediation Service

183

188

5

2.7

18

423

Merchant Wholesalers, Durable Goods

19

813

Religious, Grantmaking, Civic, Professional, and Similar Organizations

20

446

Health and Personal Care Stores

567

581

14

2.5

1,245

1,275

30

2.4

481

492

11

2.3

For the top five emerging industries ranked by percentage of growth, the Educational
Services industry tops the list with 25.5% growth expected by 2027, followed by
Ambulatory Health Care Services (15.9%), Professional, Scientific, and Technical
Services (13.8%), Administrative and Support Services (12.1%), and Furniture and
Home Furnishings Stores (11.8%).
When ranked by increase in number of jobs, Food Services and Drinking Places tops
the list, followed by Ambulatory Health Care Services, Administrative and Support
Services, Nursing and Residential Care Facilities, and Professional, Scientific, and
Technical Services.
Emerging Occupations
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TOP 20 EMERGING OCCUPATIONS
WORKFORCE DEVELOPMENT AREA 19 - DE SOTO, HARDEE, HIGHLANDS AND OKEECHOBEE COUNTIES
Employment

Rank SOC Code

SOC Title

2019

2027

Education

Growth

Percent
Growth

Total Job
Openings

2018 Median
Hourly Wage
($)*

Mechanical Engineers

46

62

16

34.8

43

2

17-2051

Civil Engineers

66

85

19

28.8

62

30.19

B

B

3

17-3031

Surveying and Mapping Technicians

63

80

17

27.0

77

17.39

PS

HS

4

31-2021

Physical Therapist Assistants

64

80

16

25.0

83

33.94

A

A

29-1171

Nurse Practitioners

31-2022

Physical Therapist Aides

7

5

31-9092

Medical Assistants

8

29-2032

31

53.43

M+

M

32

39

7

21.9

40

11.38

PS

HS

526

640

114

21.7

605

14.18

PS

PS

9

23.9

19.6

29

PS

A

39-9021

Personal Care Aides

479

567

88

18.4

674

10.42

PS

HS

29-1123

Physical Therapists

103

121

18

17.5

54

42.99

M+

D

1,669

29.47

1,936

267

16.0

2,879

NR

NR

12

31-9091

Dental Assistants

107

123

16

15.0

116

17.85

PS

PS

13

29-1131

Veterinarians

41

47

6

14.6

19

36.10

M+

D

14

29-1126

Respiratory Therapists

82

94

12

14.6

45

28.60

A

A

15

29-1122

Combined Food Preparation and Serving Workers, Including Fast Food

55

11

9

35-3021

46

57

B

10
11

Diagnostic Medical Sonographers

46

B

BLS†

17-2141

6

-

FL†

1

Occupational Therapists

27

37.88

16

25-3097

Teachers and Instructors, All Other, Except Substitute Teachers

133

152

19

14.3

141

26,882.00

B

B

17

35-2014

Cooks, Restaurant

594

675

81

13.6

784

10.25

PS

NR

18

37-2021

Pest Control Workers

38

43

5

13.2

49

13.37

PS

HS

87

98

11

12.6

67

37.87

B

B

123

138

15

12.2

167

10.72

NR

NR

19

11-9111

Medical and Health Services Managers

20

35-3041

Food Servers, Nonrestaurant

48

55

7

14.6

9.88

M+

M

This table includes occupations with a minimum of 30 jobs in 2019.
* Annual wage rates are reported where hourly wage rates do not exist but annual wage rates do. These rates are italicized.
† Education levels are abbreviated as follow.
Florida

U.S. Department of Labor, Bureau of Labor Statistics

A: associate degree

A: associate degree

B: bachelor's degree

B: bachelor's degree

HS: high school diploma or GED

D: doctoral or professional degree

M+: master's, doctoral or professional degree

HS: high school diploma or GED

NR: no formal educational credential required

M: master's degree

PS: postsecondary non-degree award

NR: no formal educational credential required
PS: postsecondary non-degree award
SC: some college, no degree

When ranked by percentage of growth, the top three emerging occupations are in
Architecture and Engineering (Mechanical Engineers, Civil Engineers, and Surveying
and Mapping Technicians). Four of the top twenty emerging occupations are in the
Healthcare Support category (Physical Therapist Assistants, Physical Therapist Aides,
Medical Assistants, and Dental Assistants). Six fall under Healthcare Practitioners
and Technical Occupations (Nurse Practitioners, Diagnostic Medical Sonographers,
Physical Therapists, Veterinarians, Respiratory Therapists, and Occupational
Therapists). Three are in Food Preparation and Serving Related Occupations
(Combined Food Preparation and Serving Workers, Cooks-Restaurant, and Food
Servers, Non-Restaurant). Also emerging are Personal Care Aides, Teachers and
Instructors – All Other, Pest Control Workers, and Medical and Health Services
Managers.

B. The employment needs of employers in those industry sectors and occupations (WIOA
§108(b)(1)(A)).
The educational requirements of this area’s existing demand occupations are
identified in section, 1 A, Existing Demand Occupations, above. Many of these
positions require no formal education or can be filled through short term work-based
or occupational skills training options.
Fifty percent of the top twenty emerging occupations require a college degree. Nurse
Practitioners, Physical Therapists, Veterinarians, and Occupational Therapists require
a master’s degree or higher. Mechanical Engineers, Civil Engineers, Teachers and
Instructors, and Medical and Health Services Managers require a bachelor’s degree.
Physical Therapist Assistants and Respiratory Therapists require an associate degree.
For all these occupations, formal education options are available within a two-hour or
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less travel radius of this local area. The remaining ten occupations require no formal
education or can be filled through short term work-based or occupational skills training
options.
Of great concern to local employers in all industries is the lack of “soft skills” of the
local workforce, those personal attributes that are needed for success on the job. CSH
has taken multiple actions to address those concerns.
•

•

•

In partnership with South Florida State College (SFSC), we applied for and
received a grant through CSF to implement a Soft Skills Accelerator program.
The framework for this effort is the 5GTM Power Skills Certification program,
which consists of 25 one-hour workshops covering the top 25 issues that
industries have identified within the current workforce. The intent is to provide
the resources and stimuli needed to expand the Soft Skills Accelerator initiative
to an all-encompassing community development training and certification effort.
The hope is that this program’s components and competencies will ultimately
be embedded into the curriculum of all programs at SFSC. The grant includes
implementation in Okeechobee through collaboration between SFSC and
Indian River State College (IRSC).
CSH has purchased a comprehensive soft skills curriculum and is facilitating
soft skills workshops in our Centers. The best attended and most raved about
by our customers is the “Ten Soft Skills You Need” workshop. We provided
this workshop curriculum to three of our local school districts for use with high
school juniors and seniors.
As appropriate, CSH customers utilize the Florida Ready to Work soft-skills
assessment and curriculum.

Our strong partnerships with local area businesses, economic development
organizations, educational partners, and chambers of commerce help us stay abreast
of the needs of local employers. The workforce required to maintain the demand of
these targeted occupations must be multi-faceted in core competencies and needs to
demonstrate adaptability in terms of new processes and technology.

(2) Please provide an analysis of the knowledge and skills needed to meet the employment needs
of the employers in the local area, including employment needs in in-demand industry sectors
and occupations (WIOA §108(b)(1)(B)).

Please see response to Analysis of Need and Available Resources, item 1. B. (1), above.

Along with the educational requirements identified above, most of the jobs in the local area
require additional skills such as reading for information, applied mathematics, locating
information, writing, and computer operations, as well as strong soft skills such as
interpersonal communication, teamwork, critical thinking/problem solving, decision-making,
balancing home and work responsibilities, high emotional quotients, and customer service.
(3) Please provide an analysis of the workforce in the local area, including current labor force
employment (and unemployment) data, information on labor market trends, and the
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educational and skill levels of the workforce in the local area, including individuals with barriers
to employment (WIOA §108(b)(1)(C)).
Labor Force and Unemployment
The November 2019 statistics indicated that the unemployment rate has declined by 0.6
percentage points over the year to 3.5 percent. Since the height of the Great Recession
(2009) (unemployment rate = 10.8 percent), the unemployment rate has decreased by 7.3
percentage points. The labor force was 77,087, up 426 (+0.6) over the year. There were
2,731 unemployed residents in the region.
Okeechobee County had the lowest
unemployment rate (2.8 percent) in the CareerSource Heartland region, followed by DeSoto
County (3.1 percent), Highlands County (3.9 percent), and Hardee County (4.4 percent).
Employment by industry in the CareerSource Heartland region totaled 52,542 jobs in June
2019 (the latest available data). Industry employment increased by +0.1 percent over the year.
The annual job growth rates for construction (+7.8 percent); financial activities (+6.7 percent);
information (+1.9 percent); and government (+1.1 percent) exceeded those of the state.
CareerSource Heartland region’s industry employment increased by 38 jobs over the year in
June 2019. Six of the 11 industries added jobs over the year. The industries that gained the
most jobs included: construction (+232 jobs); financial activities (+105 jobs); and government
(+87 jobs).
In November 2019 nonagricultural employment in the Sebring MSA was 26,600, an increase
of 500 jobs (+1.9 percent) over the year.
Persons with Barriers to Employment
The most recent information on unemployment rates for persons with barriers to employment
is from 2017. LWDA 19’s 2017 unemployment rate was 16.1 percent for disabled persons,
4.1 percent for American Indians and Alaska Natives, and 5.7 percent for persons 55 and
older. (Native Hawaiians and Other Pacific Islanders could not be calculated due to the limited
data available for this group.)Education of the Workforce
In 2017, the most common educational attainment level of LWDA 19 workforce participants
from 25 to 64 years old was high school diploma (including equivalency) at 38 percent,
followed by some college or Associate’s degree at 25.4 percent, and less than high school
diploma at 23.9 percent. 12.6 percent of workforce participants had attained a Bachelor’s
degree or higher.
Employment by Government
In June 2018, number of individuals employed in Government was 7,925. As of June 2019,
the number of jobs in this sector increased to 8,012+87 jobs, 1.1 percent.

(4) Please provide an analysis of the workforce development activities (including education and
training) in the local area, including an analysis of the strengths and weaknesses of such
services and the capacity to provide such services, to address the identified education and
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skill needs of the workforce and employment needs of employers in the local area (WIOA
§108(b)(1)(D) and WIOA §108(b)(7)).
CSH, in consideration of the Governor’s strategic objectives, is focused on providing a
comprehensive local workforce system that will provide quality career guidance to students
and job seekers, address occupational skill gaps, expand training opportunities by working
with employers to develop relevant training programs, increase credential attainments,
multiply employment openings and placements, and augment existing access to career center
services.
CSH-sponsored activities for Adult, Dislocated Worker, and Youth Programs meet the federal
and state guidelines of the Workforce Innovation and Opportunity Act (WIOA), and support
the imperatives outlined in the State Plan.
While our career centers offer universal access to program services, the process for providing
workforce training services to adults and dislocated workers is integrated and provided
through the provision of career and training services.
To meet the education and skill needs of the workforce and the employment needs of the local
area, innovation, communication, the development of practical partnerships with a focus on
excellence, are critical. To create the seamless delivery of a strong talent supply chain, CSH
and partners are engaged in the identification of core competencies as a means of
streamlining and developing services. Strategic partnerships continue to be among our
highest priorities to expand individual organizational opportunities and maximize services and
benefits.
CSH focuses service delivery around the needs of employers. When these entities require
skill sets for their operations, we seek to meet those needs using funds for Occupational Skills
Training, On-the-Job Training, or Customized Training. When businesses identify a need for
training that is not immediately available, we work with our educational partners toward the
development of opportunities and related solutions. Our Work Experience component
enhances the connectivity of job seekers to businesses, and job matching is conducted daily
to refer the right people to the right jobs. Ongoing monitoring and evaluation of local employer
needs, actions taken, CSH performance, and training program outcomes assist us in assuring
that current processes are effective and successful.
In addition, continual and effective communication with all partners and stakeholders, along
with enhanced partnerships with business, education, economic development, and
community and governmental organizations, will ensure we meet both the current and future
workforce needs of our community and thus achieve our goals. As a result of the cooperative
efforts of our local partners, CSH is emerging as a leader in the realm of workforce
development and business service delivery in DeSoto, Hardee, Highlands, and Okeechobee
counties.
(5) Please provide a description and assessment of the type and availability of adult and
dislocated worker employment and training activities in the local area (WIOA §108(b)(7)).
Adults and Dislocated Workers participate in an interview evaluation and assessment process
designed to obtain enough information to determine eligibility and service delivery. The case
file contains documentation to support the need for career services and/or training services.
CSH supports work first; therefore, career services will be provided first. If the customer is
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unable to obtain employment leading to self-sufficiency through the receipt of career services,
the customer may be referred to training services. There is no Federally-required minimum
time period for participation in career services before receiving training services.
Training services for Adults and Dislocated Workers include Individual Training Accounts
(ITAs) as well as work-based training options such as Employed Worker, On-the-Job, and
Customized Training, with emphasis placed on the attainment of industry recognized
credentials, job placement, job retention, and wage gains. A Work Experience training
program is also in place to implement and enhance employment opportunities for job seekers.
CSH has local policies in place to ensure that training funds are reserved for those determined
most in need of, and suitable for, training, and that training opportunities respond to the
established needs of local employers as qualified by the demand occupations listed on the
Demand (Targeted) Occupations List. As a direct result of the CSH Board’s goals, objectives
and strategies, CSH staff are trained to assess the needs of all customers, with priority given
to those identified in the targeted populations of Veterans and eligible spouses, dislocated
workers, displaced homemakers, migrant seasonal farm workers, customers with limited
English-speaking proficiency, public assistance recipients, other low-income individuals,
individuals who are basic skills deficient, people with disabilities, ex-offenders, long-term
unemployed, and the underemployed. Based on assessment results, services may be directly
provided, or, as appropriate, customers may receive referrals to partners or community-based
agencies.
(6) CSH’s current local Eligible Training Provider List (ETPL) includes three state colleges, one
private, non-profit university, five entities that are registered and approved under the
Commission for Independent Education to carry out higher education programs, and two
private businesses that offer apprenticeship training. Traditional training opportunities include
Automotive Service Technology, Commercial Vehicle Driving, Digital Product Design, Public
Safety Telecommunication, Electric Line Repair, Commercial Foods and Culinary Arts, Air
Conditioning, Refrigeration and Heating, Basic Law Enforcement, Correctional Officer,
Automation, CNC Machinist-Fabricator, CNC Operator, CNC Programming, Lean
Manufacturing, Manual-Machining, Manufacturing Skills Standards Council Certified Logistics
Associate and Certified Logistics Technician, Mechatronics, and Pneumatics, Hydraulics, and
Motors for Manufacturing, Certified Nurse Assistant, Licensed Practical Nurse, Patient Care
Technician, Radiography, Registered Nursing, Welding, and Industrial Maintenance
Technician. Apprenticeship training opportunities include Pharmacy Technician and Plumber.
Please provide a description and assessment of the type and availability of youth workforce
investment activities in the local area, including activities for youth who are individuals with
disabilities. The description and assessment must include an identification of successful
models of such youth workforce investment activities (WIOA §108(b)(9)).
The CSH local area is rural in nature, and offers entry-level employment opportunities in retail,
food service, hospitality, and service industries. Employment opportunities offering selfsufficient wages in the area, such as positions in the Healthcare, Education, and Corrections
industries, require a high school diploma and training beyond high school. Businesses of all
types express a common need for soft skills, including the ability to communicate, solve
problems, think creatively, follow a work schedule, and demonstrate basic work ethics. CSH
works closely with the local school districts, Heartland Educational Consortium, juvenile
justice organizations, businesses, Home Builders Institute and local state colleges to develop
and implement programs that will help create a pipeline of youth who have both the hard and
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soft skills needed to enter and maintain employment in the demand occupations of the area.
In this region, the local school districts and state colleges have implemented alternative high
school opportunities and career academies to promote attainment of high school diplomas
and vocational certifications. The Heartland Educational Consortium has implemented the
FloridaLearns STEM Scholars program to enhance the science, technology, engineering, and
math skills of local area youth. CSH sponsors a youth program that serves at risk in-school
and out-of-school youth by providing work readiness activities and the soft and hard skills
youth need to obtain and maintain value-added employment in this local service area.
CSH youth staff and provider staff expose youth to a variety of activities designed to
encourage youth to complete high school and continue lifelong learning opportunities.
Activities including classroom lessons, career exploration activities and techniques, work
experience and job shadowing, work readiness courses, support through mentoring and
tutoring, and community service event participation, help participants understand what it takes
to survive in the world of work, and even more important, how education and job training
correlate to wages earned. Participants receive individual career guidance and
encouragement and work directly with their career specialists to develop individual service
strategies (ISS) that best fit their needs, goals, and interests. Incentives are offered when
participants meet specific benchmarks relating to their individual goals.
The overall goals of the youth program are to assist youth with the attainment of a high school
diploma or equivalent GED, transition into skilled employment and/or post-secondary
education, promote self-sufficiency, and to encourage youth to become a productive member
of the workforce.
One of the most important parts of the youth’s participation in these programs is the
development of the individual service strategy (ISS). In order to develop strong and pertinent
goals, objectives, and strategies specific to the individual, an assessment must be completed.
The assessment consists of an informational interview with the career specialist who reviews
education, work history, skills, interests, abilities, needs, and barriers to success. The TABE
test, or its equivalent, assesses the student’s current basic reading and math levels. Additional
assessment tools may be used to enhance the assessment process including, but not limited
to, Kuder Journey and CareerScope. Work readiness activities introduce the youth participant
to the world of work, and include career planning, values clarification, decision making, job
search activities, positive work habits, attitudes and behaviors, problem solving and creative
thinking skills, adaptability, and improved self-image. Often, career exploration is warranted
to assist the youth in understanding labor market information related to a career of interest.
My Career Shines is available to assist youth in answering such questions as “Is the job
available in this area? What does it pay? What are the day to day job duties? What are the
hours of work? What is the opportunity for advancement? How much education is needed?
Is the education available locally?”
Work readiness, work experience, and occupational skill goals are defined based on the
youth’s individual assessment results combined with their needs, interests, and goals.
Assigned goals, objectives, and activities are detailed on the ISS, which serves as the
roadmap to the youth’s success. The ISS is a living document which is updated and changed
as the youth’s situation changes. The ISS incorporates work readiness, work experience, and
occupational skills components, including career guidance, basic skills instruction, job
shadowing, academic and work experience integration, leadership, citizenship, core values,
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and community services. Service strategies help the youth identify and accomplish the steps
needed to reach their goals, while also receiving the highest level of quality services available.
Written career plans serve as a tool for increasing career awareness, improving career
planning, and establishing a link between high school preparation and future career success.
Joint partnerships have been established with local employers, chambers of commerce,
community-based organizations, faith-based organizations, the juvenile justice system, the
local public-school systems, other educational institutions, the foster care system, and other
community and partner agencies that offer and specialize in serving youth. These
partnerships help ensure that certain skill levels are attained by the youth through their
participation in identified programs, and that the skills attained are consistent with the
requirements of local employers. Youth participate in Work Experience activities to gain workrelated skills. Work readiness skills classes result in the youth’s enhanced employability.
Occupational skills training results in industry recognized credentials or occupational
completion points, again enhancing employability of participants.
Additionally, our youth provider works closely with the local educational facilities to assist
youth participants in identifying and locating funding for advanced training opportunities, and
also works collaboratively with local businesses and the career centers to connect youth with
employment opportunities. Follow-up services are provided to ensure the youth’s continued
growth and success.
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WORKFORCE DEVELOPMENT AREA VISION AND STRATEGIC GOALS
(1) Describe the local board’s strategic vision and goals for preparing an educated and skilled
workforce (including youth and individuals with barriers to employment), including goals
relating to primary indicators of performance described in WIOA section 116(b)(2)(A) to
support regional economic growth and economic self-sufficiency (WIOA §108(b)(1)(E)).
Board Vision and Mission
The CareerSource Heartland Board is committed to the vision of becoming an innovative
leader in identifying and developing a skilled talent force in our community. Our Mission is to
“connect employers with skilled talent to promote and enhance career development
opportunities to achieve economic prosperity in our community.” Facilitating cooperation
throughout our four-county local area will maximize talent development, economic
development and sustainable growth to improve the quality of life of our citizens, while
recognizing the unique attributes of each of the four counties within our LWDA.
The Board’s strategic imperatives are broadly aligned with those of CareerSource Florida and
include the Florida Chamber of Commerce’s “Six Pillars” framework:
1. Develop and maintain a regional talent development strategy through
diversified public and private-sector partnerships.
2. Develop and recruit talent to support economic development priorities in the
local area’s targeted and emerging industries.
3. Support and encourage technological enhancements and innovation in
industry.
4. Identify and improve factors that influence the area’s business climate.
5. Support local strategies that enhance business development and valueadded job creation.
6. Balance growth management with economic development to preserve quality
of life.
A competitive workforce guarantees competitive business. Therefore, access to a skilled and
trainable workforce, capable of supporting the region’s current and emerging labor market
needs, is fundamental to the growth and diversification of the local economy.
Since the enactment of the Workforce Investment Act of 1998, our workforce system has
developed a greater understanding of the region’s needs and has continually strengthened
partnerships with business and community agencies. WIOA takes these processes to the next
level. Our workforce system is evolving and innovative, with a focus on leveraging strategic
partnerships to meet the regions unique labor market needs. Vision, focus and priority-based
resource allocation are required to build the capacity and competency as a customer-focused,
demand-driven workforce system.
Board Strategies
Our local area welcomes and supports both the national and state strategic priorities and
actions that promote alignment and improved integration of services:
•

Collaborative service delivery across federal and state programs.
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•

Alignment and regional collaboration with local economic developers.

•

Dual-customer focus, providing assistance in the business lifecycle through
engagement with employers as partners in the system.

•

Alignment and integration of programs so that customers receive all appropriate
services and are referred to targeted programs and educational resources where
appropriate.

•

Reemployment services for unemployed job seekers.

•

Effective uses of Labor Market Information for dual focus customers as well as
strategic plans developed for Board purposes.

•

Employer engagement to respond to needs of the industry through strengthened
customer service.

•

Pro-active outreach to target populations through outreach and training activities.

•

Wagner-Peyser funded agricultural outreach through MSFW representatives.

•

Addressing the needs of Senior Community Service Employment through
partnerships with AARP.

Board Goals
CSH embraces WIOA’s intent and CSF’s goal - To increase the prosperity of workers and
employers, reduce welfare dependency, increase economic self-sufficiency, meet employer
needs and enhance worker productivity and business competitiveness.
As identified in our agreement with the Department of Economic Opportunity, we operate in
accordance with governing federal and state law concerning our performance standards. This
agreement ensures CSH reports the information in the appropriate systems, measures the
same performance standards, and has common measures for comparison. We anticipate that
we will meet or exceed the standards established. Strategic essentials include the further
development of more focused talent development strategies, improved recruitment of talent
to support local targeted and emerging industries, promoting training programs that support
value-added job creation, and increasing partnerships to enhance service delivery and
continue creating a successful local workforce development system. General goals include
increasing business engagement, strengthening business relationships, and continued focus
on enhancing the quality of referrals made to employers with open positions.
(2) Describe the local area’s strategy to work with entities that carry out the core programs to
align resources available to the local area to achieve the strategic vision and goals established
by the local board.
CSH has established strong relationships with our Adult Education/Literacy and Vocational
Rehabilitation partners and has developed memoranda of understanding designed to
enhance service delivery, avoid duplication of service, promote customer service, and
facilitate effective alignment of available resources. We have an established partnership with
the Division of Blind Services and have developed mutual referral processes and open lines
of communication. With all partners, we continue to promote integration of service delivery,
with a focus on closely coordinating services and complementing each organization’s
strengths to best serve our mutual customers. Discussions continue to include the promotion
of each organization’s performance measures as well as coordination of activities.
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CSH also works closely with community entities that carry out core programs. Staff members
are involved through Board or committee memberships in many initiatives/organizations
including: The Homeless Coalition; Transportation Disadvantaged; Juvenile Justice Advisory
Councils; DCF Community and District meetings; Highlands and Hardee County Prosperity
Partnerships; The Arc-Ridge Area; Highlands County Industrial Development
Authority/Economic Development Commission; Hardee County Economic Development
Authority; Okeechobee Executive Roundtable; Heartland Regional Transportation Planning
Organization-Citizens Advisory Committee, and Early Learning Coalitions. Each organization
discusses needs related to its consumers and solutions related to those needs. These issues
and solutions are critical not only to the development of strategies by our Board, but to the
development of a successful workforce development system.
Additional partnerships are in place with the Heartland Educational Consortium for STEM
related education and experiences for youth, and Agricultural and Labor Programs, Inc., for
financial assistance in support of one’s quest toward self-sufficiency.
We also have an established relationship with Highway Park Neighborhood Council to assist
residents in obtaining the skills needed to locate and obtain employment, start small
businesses, and improve and expand existing businesses.
It is our intent to understand the services offered by core programs and partners, to share
information, to integrate service delivery, to maximize resources, and to streamline referral
processes.
(3) Describe the actions the local board will take toward becoming or remaining a high-performing
board, consistent with the factors developed by the state board pursuant to section 101(d)(6)
of WIOA.
Over the last several years, CSH has demonstrated high performance, and intends to continue
to perform at a high level. This is accomplished through the delivery of exceptional customer
service, integrity and transparency, staff development, data and program analysis, quality
assurance monitoring, continuous improvement, and ongoing dialogue with customers and
community partners.
Connecting our businesses with skilled talent is top priority. Our Business Operations team
focuses on understanding our businesses’ needs and communicating those needs to
Management and Career Development staff. As appropriate, Management works with
education and training providers to promote or develop career pathways and job training
programs. Career Development staff members conduct recruitment for open positions,
promote job training opportunities as appropriate, and provide various services to job seekers
to prepare or transition individuals into initial employment, re-employment, or upgraded
employment. We believe high quality customer service results in high performance outcomes.
The expectations of integrity and transparency are set with all new employees and are
practiced daily throughout the organization. Decisions are made, and actions occur, in
adherence to guiding principles, laws, regulations, policies, procedures, and organizational
core values. Communication and documentation enhance transparency.
Ongoing general oversight, guidance and direction are provided to staff, and expectations are
reinforced through periodic reminders, as well as annual ethics training.
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Staff development is one of the keys to high performance. Not only does it enhance morale,
increase loyalty and productivity, and promote personal growth, it also enhances customer
service, keeps staff up-to-date on the latest tools, philosophies and program requirements,
and promotes growth and continuous improvement in day-to-day processes. Staff regularly
participates in job-related webinars and/or conferences, including the annual workforce
summit. Updated information is provided to staff via email and at staff meetings. CSH holds
quarterly staff development sessions to enhance employee skillsets. To ensure that staff skills
remain current and relevant, all frontline staff members complete the standardized Tier 1
workforce training modules offered through the Department of Economic Opportunity,
followed by a minimum of 15 hours of continuing training annually.
Data and program analyses are ongoing processes at CSH. The results are used to provide
oversight, improve performance, increase efficiency and effectiveness, and enhance strategic
planning.
Supervisors and Management Team members conduct periodic quality assurance monitoring
of programmatic processes, services, and performance levels for continuous improvement
purposes. Along with the Salesforce customer satisfaction survey for businesses, CSH has
implemented a web-based customer satisfaction survey, available to all customers.
Responses are used to evaluate and make improvements to current processes and
procedures.
Ongoing dialogue with our customers and community partners keeps us aware of program
developments, services available, and local area needs.
Each of these strategies promotes continuous improvement and contributes to keeping us on
the cutting edge of service delivery, program development, and high performance.
(4) Describe service strategies the LWDB has in place or will develop that will improve meeting
the needs of customers with disabilities as well as other population groups protected under
Section 188 of WIOA and 29 CFR Part §38.
CareerSource Heartland has worked, and will continue to work, diligently to improve services
to individuals with disabilities and other protected groups to increase their access to high
quality workforce services and prepare them for competitive integrated employment.
CareerSource Heartland ensures that priority for receipt of career services is given to
individuals with disabilities, veterans, older workers, recipients of public assistance (including
supplemental nutrition assistance, subsidized housing, Medicaid, etc.) ex‐offenders, those
who are basic skills deficient, homeless, unemployed, underemployed, and other
economically disadvantaged individuals through more, and diversified, job-driven training
opportunities including work-based training approaches such as on-the-job training and paid
work experience.
Career centers in LWDA 19 are annually assessed for physical and programmatic accessibility.
This includes, but is not limited to, ensuring assistive technology and materials are available,
and front-line staff are trained in the use of this technology. Each of our career centers has
designated staff trained to assist customers with information concerning accommodations and
placement services. ADA computer stations are available at each site and TTY/TDD is
available via the Florida Relay Service.
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CSH staff and service provider staff are culturally and ethnically diverse and dedicated to
upholding non-discrimination standards. Representatives from The Arc-Ridge Area,
Vocational Rehabilitation (VR) and the Division of the Blind Services (DBS) have provided
training and technical assistance to CSH staff and will continue to offer this assistance upon
request.
CSH provides customers with referrals to community agencies as needed. When appropriate,
CSH, the specified partner agency(ies), and the customer work together to develop an
individual service plan to maximize resources while eliminating duplication.
(5) Describe the process used to develop your area’s vision and goals, including a description of
participants in the process.
CSH’s vision and goals have been developed and have evolved through years of strategic
planning, research, and participation in community and partner meetings, surveys, focus
groups, advisory councils, and stakeholder input.
In 2010, our organization funded an Industry Cluster Analysis for our then tri-county region
(DeSoto, Hardee, and Highlands). Although this analysis is ten years old, comparison of
current data to that which was presented in 2010 resulted in the determination that most of
the conclusions and recommendations remain valid.
In partnership with Central Florida Regional Planning Council, a number of community
visioning and strategic planning efforts have occurred, encompassing Polk, Hardee,
Highlands, DeSoto, Okeechobee, Glades, and Hendry Counties.
•

Heartland 2060 designed a regional blueprint to guide growth and development over
the next fifty years.

•

The Sustainable Communities grant activities provided for a five-year growth and
development plan.

•

Currently underway is the Heartland Long Range Transportation Plan.

•

The Heartland Rural Mobility Plan (HRMP) was designed to identify and address the
mobility challenges within the six-county rural area.

The activities above, and those below, incorporated several community partners, including
county and municipal elected officials, education, economic development, and transportation
representatives, businesses, area planners, community organizations, and workforce Board
and staff members.
•

Florida’s Heartland Regional Economic Development Initiative (FHREDI)
commissioned a Comprehensive Community Assessment study to maximize regional
competitiveness for business investment. This study incorporated data from three of
our four counties.

•

The Heartland Regional Transportation Planning Organization (HRTPO) coordinates
transportation plans for the Heartland Region including the six counties of DeSoto,
Glades, Hardee, Hendry, Highlands and Okeechobee and the urbanized area of
Highlands County including the cities of Sebring and Avon Park.
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•

CSH staff participated in the Department of Economic Opportunity’s Competitive
Florida Asset Mapping initiative conducted in Highlands County.

•

CSH staff participates in joint planning sessions with LWDAs 17, 18, and 24.

•

Independently, and in cooperation with South Florida State College and local
Chambers of Commerce, we have conducted various surveys to assess the needs of
local businesses.

•

Florida’s Heartland Economic Region of Opportunity (FHERO) (Heartland’s REDI),
markets, facilitates and advocates for regional economic development throughout a
six-county area. FHERO’s established partnerships among private and public-sector
leaders leverage regional assets to provide maximum benefits to our business
communities. In 2019, FHERO funded a Workforce Skills Gap Study. A five-year
implementation plan has been established to maximize available resources to meet
the human capital demands of current and future employers within the region.

•

CSH staff is participating on the School District of Highlands County Comprehensive
Local Needs Assessment team to review local Perkins application development and
future decision-making.

Meetings are regularly scheduled, or occur as appropriate, to update information and planning
efforts. CSH staff and board members have participated and continue to participate in these
efforts, all of which have contributed to CSH’s current visions, goals, and strategies.
Specifically, participants in our planning processes include(d) local elected officials from each
of our four counties, representatives from our economic development organizations (DeSoto,
Hardee, Highlands and Okeechobee County IDA and/or EDCs, Central Florida Regional
Planning Council (CFRPC) and Sebring Airport Authority), neighboring workforce
development agencies (CareerSource Polk, CareerSource Southwest Florida and
CareerSource Suncoast), community based organizations (Department of Children and
Families, The Arc - Ridge Area, Division of Vocational Rehabilitation, Florida Non-Profit
Housing, AARP, Department of Juvenile Justice, Florida Prosperity Partnership, Safe Children
Coalition, Inc. , Heartland for Children, Transportation Disadvantaged, Early Learning
Coalitions), educational organizations (School Districts of DeSoto, Hardee, Highlands and
Okeechobee Counties, Indian River State College, South Florida State College, Heartland
Education Consortium), private businesses, CSH staff and individual members of the public.
Working toward the goal of diversifying the local economy and creating value-added jobs
through innovation and planned regional growth, the above-noted partners have touched on
the topics of land use, infrastructure needs, transportation modes and needs, child care
access, broadband access, water and energy, healthcare, workforce housing, regional culture
and cultural needs, economic and talent development, and the overall quality of life of our
residents. We work closely with our strategic planning partners to develop new opportunities
while expanding existing industry clusters.
Current Targeted Industries for this region, identified by economic development partners as
those sectors to be promoted for business retention, expansion, and attraction, include:
Healthcare and Life Sciences; Logistics and Distribution; Biofuels and Renewable Energy;
Niche Manufacturing [Aviation, Food and Beverage, Plastics, and Building Component
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Design]; Information Technology; and Agriculture. Career pipelines promoting and utilizing
Science, Technology, Engineering, and Math (STEM) skills continue to be promoted.
For the purpose of CSF’s Continuous Improvement Performance Initiative, to ensure quality
service delivery to all local businesses, CSH has identified the following targeted industry
sectors: Accommodation and Food Services; Agriculture; Forestry, Fishing and Hunting;
Construction; Health Care and Social Assistance; and Retail Trade.
Innovative and evolving, our workforce system focuses on leveraging strategic partnerships
to meet the region’s unique labor market needs. Vision, focus, and priority-based resource
allocation are required to build the capacity and competency to become a more customerfocused, demand-driven workforce system. Locally, we promote and support synergy among
workforce, economic development, businesses, and job training (education) entities. With
workforce development as the “people part” of economic development, CSH believes the
following issues matter most from a workforce perspective, as we work with our partners to
realize economic prosperity:
•

Support Regional Capacity-Building

•

Understand and Stay Abreast of Supply & Demand Needs of Local Industry

•

Focus on Tomorrow’s Talent

•

Help Develop Talent in Support of Area Needs Aligned with Targeted Industries

•

Support Business Growth and Retention

•

Recognize and Assist with Industry Sustainability

•

Prioritize Projects Based on Support of Targeted Industry Clusters

Our vision and goals are designed to align talent development, economic development, and
sustainable growth within our four-county area. Our strategic imperatives are aligned with the
Florida Chamber Foundation’s Six Pillars Concept.
Vision: “CareerSource Heartland will become an innovative leader in identifying and
developing a skilled talent force in our community.”
Strategic Imperatives:
1. Develop and maintain a regional talent development strategy through diversified
public and private-sector partnerships.
2. Develop and recruit talent to support economic development priorities in the
region’s targeted and emerging industries.
3. Support and encourage technological enhancements and innovation in industry.
4. Identify and improve factors that influence the area’s business climate.
5. Support local strategies that enhance business development and value-added job
creation.
6. Balance growth management with economic development to preserve quality of life.
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Realigning and restructuring to integrate funding and resources to more effectively and
efficiently provide services will be an on-going process. The use of WIOA dollars to engage
the talent supply chain in targeted industry clusters assists in providing solutions through the
demand-driven approach to job creation. New approaches are being pursued to assist those
needing only basic career services to achieve self-sufficiency, and retraining options are being
developed in consideration of those who now face long-term unemployment barriers. Quick
Response Training, Incumbent Worker Training, and work-based training options are being
promoted region-wide to improve the competitiveness and global marketability of local
businesses.
(6) Describe how the LWDB’s goals relate to the achievement of federal performance
accountability measures to support economic growth and self-sufficiency (WIOA
§108(b)(1)(E)).
We believe our goals speak directly to the achievement of economic growth and selfsufficiency for our local area. As noted, our vision and goals are designed to align talent
development, economic development, and sustainable growth within our four-county area,
ideally strengthening economic growth and promoting self-sufficiency. Our strategic
imperatives are intentionally aligned with the Florida Chamber Foundation’s Six Pillars
Concept, as the framework for the development and sustainability of healthy, thriving
communities.
Verification of our achievement to date can be found in the data provided in CareerSource
Florida’s Earnings and Economic Opportunity 2015 Fact Book. Although this data is 5 years
old, it is indicative of, and speaks volumes toward, our Board’s historic and ongoing
commitment to economic growth and self-sufficiency. In our local area, participants who
received services from CSH and entered fulltime employment increased their earnings by
89%; while part-time workers increased their wages by 69%. The total impact in annual
earnings exceeded $97 million. In addition, CSH exceeded all 2014-2015 Expanding
Business Engagement goals by increasing: employer retention by 20%; continuous
improvement by 10%; and excellence by 25%, indicating that businesses find value in CSH
services.
CSH has consistently met or exceeded all identified targets of CSF’s Performance Funding
Model for PYs 2015-16, 2016-17, and 2017-18 as well as all negotiated WIOA Indicators of
Performance for PYs 2015-16, 2016-17, 2017-18, and 2018-19.
(7) Indicate the negotiated local levels of performance for the federal measures (WIOA
§108(b)(17)).
Our negotiated Indicated Measures of Performance for PY 2019-2020 are as follows: (table
replaced)
Adult Employed 2nd Qtr. after Exit

87.20%

Adult Employed 4th Qtr. after Exit

83.00%

Adult Median Wage 2nd Qtr. after Exit

$7,250.00

Adult Credential Attainment Rate

88.00%
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Dislocated Workers Employed 2nd Qtr. after Exit

83.20%

Dislocated Workers 4th Qtr. after Exit

79.20%

Dislocated Worker Median Wage 2nd Qtr. after Exit

$6,850.00

Dislocated Worker Credential Attainment Rate

80.20%

Youth Employed 2nd Qtr. after Exit

84.50%

Youth Employed 4th Qtr. after Exit

80.20%

Youth Credential Attainment Rate

85.30%

Wagner-Peyser Employed 2nd Qtr. after Exit

62.20%

Wagner-Peyser Employed 4th Qtr. after Exit

64.20%

Wagner-Peyser Median Wage 2nd Qtr. after Exit

$4,850.00

(8) Describe indicators used by the LWDB to measure performance and effectiveness of the local
fiscal agent (where appropriate), contracted service providers, and the one-stop delivery
system in the local area (WIOA §108(b)(17)).
CSH is the designated fiscal agent and direct service provider for LWDB 19. Currently, the
majority of WIOA Youth services are provided through a contracted service provider.
Federal and State negotiated performance measures are compared to actual performance
data to determine the LWDB’s goal attainment. Internal and external program and fiscal
monitoring results for CSH and its service providers are utilized to assist with determining
compliance, effectiveness, and areas for performance improvement. Annual audits are
conducted, as required by law, for CSH and its contracted service providers. The audit results
are reviewed and considered when gauging the effectiveness of each fiscal agent. Business
survey data and/or customer feedback are additional indicators which are assistive in
determining the public’s opinion of the effectiveness of CSH and its contracted service
providers.
To ensure the performance and effectiveness of our service providers, one-stop delivery
system and fiscal responsibilities, we use an oversight, monitoring, and system performance
improvement evaluation process, including:
a. Periodic on-site monitoring visits to ensure programmatic and statutory compliance of
all funded programs
b. Ongoing reviews and assessments of service providers’ performances
c. Periodic independent monitoring for programmatic and fiscal compliance by a qualified
certified public accounting firm
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d. Ongoing assessment of labor and economic data and trends
A certified public accounting firm conducts periodic programmatic, procurement and fiscal
monitoring using federal and state monitoring instruments, which outline programmatic and
fiscal compliance and quality improvement factors. Monitoring reports identify findings,
observations, and recommendations.
At a minimum, the Chief Programs Officer (CPO), or their designee, conducts periodic
monitoring of sub-recipients at least once during the Program Year. Compliance and process
monitoring of program activities and services to participants is performed by supervisors and
overseen by the CPO. Monitoring may be conducted using the state monitoring instruments
and may also consist of a review of the effectiveness or efficiency of a given process.
Performance monitoring occurs to validate actual program performance against contracted or
negotiated performance standards.
The results of all monitoring activities are used to evaluate progress, identify existing or
emerging problems, and suggest corrective actions as appropriate.
The CSH Board’s Finance and Operations Committee and the full Board review all monitoring
reports and audits.
(9) Describe the definition of “self-sufficiency” used by your local area (WIOA §108(b)(1)).
Self-sufficiency as defined for individuals served as Adults and Employed Adults (18 and
older):
•

Adults and Employed Adults with a family income equal to or above 250% of poverty
or the Non-Metro 70% of the Lower Living Standard Income Level (LLSIL), whichever
is higher, and not receiving other federal, state or local cash or food stamp assistance,
or otherwise not meeting the Federal definition of low-income, are determined to be
self-sufficient; or

•

Employed workers who do not obtain documentation from their employer that the
employee(s) will not be retained unless additional training or services are received are
determined to be self-sufficient.

•

For Dislocated Workers who are working in an income maintenance job, selfsufficiency for employed Dislocated Workers is defined as: Employed dislocated
workers with a family income equal to or above 250% of poverty or the Non- Metro
70% of the Lower Living Standard Income Level (LLSIL), whichever is higher, and not
receiving other federal, state or local cash or food stamp assistance, or employed
dislocated workers not meeting the Federal definition of low-income are determined to
be self-sufficient.
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COORDINATION OF SERVICES
(1) Coordination of Programs/Partners: Describe how individualized career services are
coordinated across programs/partners in the one-stop centers, including Vocational
Rehabilitation, Temporary Assistance for Needy Families (TANF) and Adult Education and
Literacy activities. Specify how the local area coordinates with these programs to prevent
duplication of activities and improve services to customers.
Through our long-standing relationships with our Adult Education and Literacy, Division of
Vocational Rehabilitation, and other community partners, CSH has pro-actively developed
Memoranda of Understanding (MOU) and/or Resource/Cost Sharing Agreements, which are
the foundation of service integration. These agreements describe services to be delivered
by each party individually and jointly, methods for referral, cost sharing efforts, and the intent
to integrate and maximize service delivery while avoiding duplication of services. Releases
of information are obtained for information sharing purposes, and efforts continue to identify
mandatory application information to simplify cross-referral processes.
In addition, staff receives cross-training and on-going information regarding all partner
services within the system that support local workforce development. As appropriate,
customers receive referrals to community agencies to assist them in accessing services and
overcoming barriers.
The CSH Board establishes and maintains communication and information exchange with
community partners through joint meetings, workshops, staff training, advisory councils, and
internet-based information exchange. These joint communications maximize resources
within the region and ensure that all programs are aware of each other’s services and prevent
duplication.
CSH is diligently working toward maintaining a true local workforce development system by
promoting the integration of service delivery and funding streams, for effective and seamless
service delivery.
Please see the MOUs included in this plan for additional specifics – Attachment 5 (Open
Attachment Panel).
(2) Coordination with Economic Development Activities: Describe how the local board
coordinates workforce investment activities carried out in the local areas with economic
development activities carried out in the local area (or planning region) in which the local area
is located and promotes entrepreneurial training and microenterprise services (WIOA
§108(b)(5)).
The leadership of CSH has determined that the primary customer of our workforce system is
the business community that creates the jobs our workers need (demand-driven concept).
CSH plays a vital role in performing outreach to our businesses and collaborating with our
Economic Development Organizations, Chambers of Commerce, Education, and other key
partners to enhance the economic viability of our communities and local area. By working
together with our partners, we gain valuable insight into targeted industries and can help
shape the workforce pipeline that our local economy demands.
Economic development is the engine that drives our local economy. Workforce development
is a prime component, or “the people/talent part”, of economic development. Businesses
cannot grow or even remain productive without workers, which are their lifeblood. The labor
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force, our job seekers, is the product that we deliver. We must understand the workforce
market and know what businesses need – what the demand is. It is our job to know our
workforce inventory, make sure it has received the proper preparation (training or
employability skills), and help connect the business community with our most qualified
workers, in the most efficient and user-friendly way possible.
Our focus and principal objective is to maintain an effective career development system one that supports business growth, innovation, and global competitiveness. This focus
centers on the skill sets needed in the local labor market and how workers can obtain those
skills through education, training, and job succession. We assist in workforce preparation to
promote wage progression through rapid attachment to the workforce, continual skill gains,
and personal development activities.
During a time of Board downsizing, recognizing the importance of our connectivity with local
economic development initiatives, the CSH Board voted to keep two economic development
representatives at all times, rotating those two seats among our four counties on an annual
basis. In addition, the President/CEO is a current member of the Highlands County Industrial
Development Authority/Economic Development Commission and the Hardee County
Economic Development Authority boards. CSH regularly participates in the economic
development initiatives of Central Florida Regional Planning Council, regularly attends the
meetings of the Hardee County Industrial Development Authority/Economic Development
Commission, and is in regular communication with representatives of the economic
development organizations in all our counties. CSH employees have been identified as
members of locally formed “response teams,” established to welcome and inform business
prospects of the services available in the local area. Communication occurs with Florida’s
Heartland Economic Region of Opportunity and CSH staff is involved in the strategic
implementation plan to address skills gaps within the area.
The CSH Business Operations Team, the outside sales force of our organization, works to
expand our local workforce system’s capacity to be demand (market)-driven, responsive to
the needs of local businesses, and a contributor to the economic well-being of the community.
Their responsibilities include developing new business relationships and evaluating the
workforce needs of businesses. Through interaction with businesses and community
partners, they glean vital information related to workforce market demand. They develop
expertise on targeted industries within our local area and stay abreast of business trends.
They answer business inquiries on a variety of issues ranging from tax incentives to fair labor
practices and know where to refer businesses for other community resources. By doing so,
we promote workforce quality, enhanced productivity and economic competitiveness for our
entire area.
Local businesses face significant challenges daily with shortages of qualified labor, the need
for more highly skilled workers, relevant labor market information, and the ability to retain
quality staff. CSH strives to become the direct line of communication for all business
workforce needs and to increase market share over the traditional recruiting and hiring
mechanisms used by most employers. We strive to be the workforce “center of excellence”
for our four-county area and can do so with increased value-added services to our business
customers. Value-added services are those that are offered beyond the basic job postings
for an employer. Our challenge is to continually assess employers’ human resource needs
and deliver timely results that meet those needs.
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In support of entrepreneurial efforts, CSH partners with the University of South Florida Small
Business Development Center and Highway Park Neighborhood Council.
These
organizations provide support and guidance to entrepreneurs. Each offers a review of
business feasibility, as well as guidance and training concerning: the legal structures of
businesses; business plan development; marketing studies and strategies;
bookkeeping/accounting/recordkeeping processes; and understanding financials and
developing financial projections, thus providing the critical foundations all entrepreneurs need
to know to become successful in business.
(3) Coordination of Education and Workforce Investment Activities: Describe how the local
board coordinates education and workforce investment activities carried out in the local area
with relevant secondary and postsecondary education programs and activities to coordinate
strategies, enhance services, and avoid duplication of services (WIOA §108(b)(10)).
CSH understands that career pipeline development begins in the K-12 educational system
and continues through post-secondary education. As such, we have established strong
partnerships with our local school districts and post-secondary education providers. During
a time of Board downsizing, understanding the importance of our connectivity with
educational partners, the CSH Board voted to keep secondary and post-secondary
representatives at the table, rotating the secondary seat annually among our four counties
on an annual basis. CSH has established MOUs with two of our four secondary school
systems that also offer Adult Education and Literacy services, further enhancing delivery of
services surrounding the development of career pathways and pipelines. Please see the
MOUs for additional information on efforts to coordinate strategies and avoid duplication of
services. (Attachment 5)
CSH and our local secondary and postsecondary school representatives regularly share
information concerning the needs of youth, the development of career academies, Career
and Professional Education Act (CAPE) entries, and Carl Perkins funding. Our secondary
education partners work closely with our post-secondary partners to ensure the articulation
of skills learned in career academies into programs offered in the public college systems.
CSH has entered into Training Vendor agreements with our post-secondary providers to offer
Individual Training Accounts to support job training in occupations listed on our local Demand
Occupations List (DOL). Consumer choice is strongly supported and promoted. Our
approved job training programs are provided by multiple educational institutions, allowing
participant choice regarding cost, class location, and class scheduling. Program completion
and placement statistical data is also available to consumers, further enhancing their
decision-making.
In addition, we partner with our post-secondary providers to provide skills upgrade
(customized) training for the incumbent workers of local businesses. This customer driven
strategy allows CSH to assist local businesses by partially funding the identified training,
resulting in a higher skilled employee for the local business. CSH often acts as the liaison
between the business and the training provider to coordinate strategies and avoid duplication
of services and/or information provided/required. As the result of our partnerships, both
South Florida State College and Indian River State College have demonstrated the ability to
quickly respond to requests for the development of customized training opportunities that
specifically address a business need.
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(4) Coordination of Transportation and Other Supportive Services: Describe how the local
board coordinates workforce investment activities carried out under this title in the local area
with the provision of transportation, including public transportation, and other appropriate
supportive services in the local area (WIOA §108(b)(11)).
For the immediate delivery of transportation related to work and work-related activities, we
partner with the local Transportation Disadvantaged Program (TD), whose mission is to
enhance the mobility of Floridians by providing medical, employment, education and other
life sustaining trips to individuals lacking transportation. Eligible individuals include those who
meet specific income guidelines and who cannot obtain their own transportation due to a
disability, age, or income.
Although public transportation is generally unavailable in our four-county area, the DeSotoArcadia Regional Transit (DART) offers a deviated -fixed - route service in and around the
City of Arcadia, Monday through Saturday. This service is provided through the cooperation
of the Central Florida Regional Planning Council, the Florida Department of Transportation,
and the Federal Transit Administration. For individuals functionally unable to board along the
fixed route, with a 24-hour notice, DART buses will deviate up to 3/4 mile. Riders are
expected to pay a fare of fifty cents per ride.
CSH provides gas cards to eligible participants in the Welfare Transition program and to
youth served through its career centers. For the provision of other transportation-related
support services, CSH partners with ALPI, Catholic Charities, and Veterans services as
appropriate.
In addition, the Heartland Regional Transportation Planning Organization (HRTPO)
coordinates transportation plans for a six-county area, (DeSoto, Glades, Hardee, Hendry,
Highlands and Okeechobee), including the cities of Sebring and Avon Park. This organization
provides the forum for local elected officials, county and municipal staff, transportation
industry experts, and the public to work together to improve transportation in the designated
area. Select CSH Executive Board, Board and staff members participate either directly on
the HRTPO Board or indirectly on the technical and/or citizens advisory committees, which
are designed to offer input into the planning and developing of multimodal transportation
options.
(5) Coordination of Wagner-Peyser Services: Describe plans and strategies for, and
assurances concerning maximizing coordination of services provided by the state
employment service under the Wagner-Peyser Act (29 U.S.C 49 et seq.) and services
provided in the local area through the one-stop delivery system to improve service delivery
and avoid duplication of services (WIOA §108(b)(12)).
In 2000, the Department of Economic Opportunity gave local Boards the authority to provide
local guidance and day to day supervision to Wagner-Peyser (WP) funded state merit staff.
This forward-thinking action has led to full integration and maximum coordination of service
delivery in the local workforce system.
Basic Career Services are made available to all individuals seeking services through the onestop delivery system, and include:
•

Center orientation; participant registration into Employ Florida; initial assessment; job
matching; resume review; and referrals to job openings;
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•

Presentation of information and/or referrals to other services available through the
one-stop delivery system

Individualized Career Services made available as appropriate by WP and/or CSH staff, in
coordination with career center partners, include:
•

Comprehensive and specialized assessments of the skill levels and service needs of
adults and dislocated workers, which may include:
 Diagnostic testing and use of other assessment tools; and
 In-depth interviewing and evaluation to identify employment barriers and
appropriate employment goals;

•

Development of individual employment plans, to identify the employment goals,
appropriate achievement objectives, and appropriate combination of services for the
participant to achieve his or her employment goals, including the list of, and information
about, eligible training providers;

•

Group and/or individual counseling (guidance) and mentoring;

•

Career planning (e.g. case management);

•

Short-term pre-vocational services, including development of learning skills,
communication skills, interviewing skills, punctuality, personal maintenance skills, and
professional conduct to prepare individuals for unsubsidized employment or training,
in some instances pre-apprenticeship programs may be considered as short-term prevocational services;

•

Internships and work experiences that are linked to careers;

•

Workforce preparation activities that help an individual acquire a combination of basic
academic skills, critical thinking skills, digital literacy skills, and self-management skills,
including competencies in utilizing resources, using information, working with others,
understanding systems, and obtaining skills necessary for successful transition into
and completion of postsecondary education, or training, or employment;

•

Financial literacy services;

•

Out-of-area job search assistance and relocation assistance; and

•

Referral to English language acquisition and integrated education and training
programs.

WP staff members are collocated and fully integrated into the CSH Career Centers and local
service delivery system.
(6) Coordination of Adult Education and Literacy: Describe how the local board coordinates
workforce investment activities carried out under this title in the local area with the provision
of adult education and literacy activities under Title II in the local area, including a description
of how the local board carries out, consistent with subparagraphs (A) and (B)(i) of section
107(d)(11) and section 232, the review of local applications submitted under Title II WIOA
§108(b)(10).
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CSH is committed to facilitating cooperation throughout its four-county area to maximize
talent development, economic development and sustainable growth to improve the quality of
life of our citizens; developing and maintaining a talent development strategy through
diversified public and private-sector partnerships; developing and recruiting talent to support
economic development priorities of the local area; supporting local strategies that enhance
business development and value-added job creation; and providing exceptional customer
service.
CSH recognizes Adult Education and Literacy as a critical component of workforce/talent
development and understands that individuals who can benefit from adult education and
literacy services can be expeditiously identified and served using a shared referral/placement
concept through the local career center delivery system. As such, CSH has established
MOUs with our local Adult Education and Literacy providers to collaborate and establish the
organizational framework to integrate the delivery of program services offered and to provide
services in a coordinated, seamless and customer-friendly manner.
Each MOU details funding guidelines, expectations surrounding delivery of adult education
and literacy activities, requirements to serve individuals with disabilities, and performance of
responsibilities as required by the Workforce Innovation and Opportunity Act, as appropriate
for each entity, toward the development of a workforce talent-development system, such as:
A. Provide job seekers with the skills and credentials necessary to secure and advance
in employment with family-sustaining wages.
B. Participate in rigorous evaluations that support continuous improvement of local career
center systems by identifying which strategies have proven more effective for targeted
populations
C. Ensure that high-quality integrated data are provided to policymakers, employers, and
job seekers as necessary tools for making informed decisions.
D. Develop referral processes that enhance customer-friendly service and avoid
duplication of efforts and data.
E. Provide links to each other’s websites to promote program awareness and to provide
information to customers concerning services available within the workforce system.
F. Utilize technology wherever possible to enhance service delivery.
Each partner has agreed to participate in activities associated with assessing related
organizational performance as well as developing and carrying out improvement plans, as
appropriate. The expectations are that these activities will include full integration of
workforce development services by partners so that services will be delivered in a seamless
manner; that each partner will be familiar with the array of services provided by the other;
and that each will mutually refer potential candidates.
CSH reviews the applications of providers wishing to provide adult education and literacy
services under Title II (WIOA funds)and evaluates these applications according to the
minimum requirements as noted under subparagraphs (A) and (B)(i) of section 107(d)(11)
and sections 231, 232, and 233.
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(7) Reduction of Welfare Dependency: Describe how the local board coordinates workforce
investment activities to reduce welfare dependency, particularly how services are delivered
to TANF and Supplemental Nutrition Assistance Program (SNAP) recipients, to help
individuals become self-sufficient.
LWDB 19 promotes the reduction of Welfare Dependency through coordination of workforce
investment activities and promotion of skills upgrades that are relevant to finding and
retaining employment for our participants in both TANF and SNAP. From the point of referral
TANF and SNAP participants complete an online assessment which covers skills, work
history, education levels, goals and interests, and needs and barriers. The results help
determine the correct path and skills needed to become gainfully employed, and are used by
the Career Specialist to help each participant build a solid plan to guide them towards
employment opportunities and occupations that are suitable. Each TANF and SNAP Career
Specialist is prepared to work with each participant individually and in small group settings
to deliver resources and program assistance in our local area.
Staff guides participants with a proactive approach toward self-sufficiency by focusing on the
individuals’ short-term goals while simultaneously developing plans of action and roadmaps
to guide the participants towards employment. LWDA 19 staff continues to promote
educational opportunities that are in high demand along with short-term training opportunities
intended to streamline the process from welfare to work and reduce the recidivism rate and
welfare dependency.
Individuals who are dependent on welfare are provided additional services in our local area
to further assist them in reaching their goals in an expedited manner. While participating in
the program, our TANF population receives an array of services intended to eliminate or
minimize barriers and roadblocks to employment. Some of the services include childcare,
clothing, tools for work, and car repairs. Individual participant referrals to local community
service agencies are also provided to further assist with wrap around services to ensure
barriers are being eliminated while the participants work towards self-sufficiency. Staff in
each of our Career Centers is equipped with a list of local community service agencies and
the services those entities offer.
In addition, LWDB 19 assists their TANF/ SNAP population with dual enrollment into WIOA,
where appropriate, which provides added services that may be beneficial to the participant
and help them to become gainfully employed. Traditional or work-based training opportunities
and pre-vocational services, including work experiences, communication skills, interviewing
skills, and preparing participants for interviewing and work-related experiences that link to
careers provide additional opportunities for a successful outcome.
By offering an array of services and coordinating with other available programs/agencies, we
strive to ensure that welfare dependency and recidivism decrease while self-sufficiency
increases. helping individuals reach self-sufficiency.
(8) Cooperative Agreements: Describe the replicated cooperative agreements (as defined in
WIOA section 107(d)(ii)) between the local board or other local entities described in section
101(a)(11)(B) of the Rehabilitation Act of 1973 (29 U.S.C 721(a)(11)(B)) and the local office
of a designated state agency or designated state unit administering programs carried out
under Title I of such Act (29 U.S.C. 721(a)(11) with respect to efforts that enhance the
provision of services to individuals with disabilities and to other individuals, such as crossCareerSource Heartland-2020 Local Plan
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training staff, technical assistance, use and sharing of information, cooperative efforts with
employers and other efforts of cooperation, collaboration and coordination.
Establishing cooperative agreements is a high priority for CSH. We have existing Memoranda
of Understanding (MOU) with numerous partners, to include Vocational Rehabilitation and the
Division of Blind Services. The MOUs delineate the relationships, outline shared resources,
facilities/office space, shared staff if appropriate, service coordination, referral processes, and
information sharing protocols.
CSH works closely with The Arc Ridge Area, and the Divisions of Vocational Rehabilitation
and Blind Services to provide services to individuals with disabilities; local law enforcement
offices, Florida Department of Law Enforcement, and Florida Department of Corrections, to
provide outreach to offenders; and the secondary and post-secondary educational system to
assist those individuals who are basic skills deficient. The mix of services provided to a
customer depends upon his/her needs and choices, as well as the program eligibility of the
individual. Career centers are organized so that customers can access a resource room and
self-directed Basic Career Services.
To aid in the development of employment opportunities for persons with disabilities, each
career center has designated staff trained to assist customers with information concerning
accommodations, placement services, and career guidance.
The Division of Vocational Rehabilitation, the Division of Blind Services, and The Arc-Ridge
Area have provided training to CSH staff in a variety of subjects, including but not limited to
sensitivity, tips to working with individuals who have various disabilities, available equipment
and assistive technology, and services provided by their respective organizations.
CSH provides customers with referrals to community agencies as needed. Referral processes
have been defined and, with customer approval, data is shared to facilitate eligibility,
coordination, and service delivery.
When appropriate, CSH, the specified partner agency(ies), and the customer work together
to develop an individual service plan to maximize resources while eliminating duplication.

CareerSource Heartland-2020 Local Plan

49 | P a g e

DESCRIPTION OF THE LOCAL ONE-STOP SYSTEM
(1) General System Description: Describe the one-stop delivery system in your local area,
including the roles and resource contributions of one-stop partners (WIOA §108(b)(6)).
A. Describe how required WIOA partners contribute to your planning and
implementation efforts. If any required partner is not involved, explain the reason.
All of the available required WIOA partners are included in the CSH delivery
system, with services provided on-site or through technology. Programs
administered by CSH, include: Adult, Dislocated Worker, and Youth programs
under title I of WIOA; Employment services under Wagner-Peyser; Trade
Adjustment Act activities under chapter 2 of title II of the Trade Act of 1974; Jobs
for Veterans Grant (LVER and DVOP); Components of the Reemployment
Assistance program operated by DEO; Workforce related activities through
Temporary Assistance for Needy Families (TANF) as authorized under part A of
title IV of the Social Security Act and the draft WIOA rule; and effective January 1,
2016, the mandatory Supplemental Nutrition Assistance Program (SNAP) E&T
program. These programs are provided by CSH through a Grantee/Sub-grantee
agreement with DEO.

Partner Program Coordination:
For planning and program implementation, of the programs not administered by
the LWDA, Memoranda of Understanding are in place with:
•

DeSoto and Hardee County School Districts, and with Indian River and South
Florida State Colleges, for the planning and delivery of Adult Education and
Literacy programs authorized under Title II;

•

Division of Vocational Rehabilitation (DVR) and Division of Blind Services
(DBS) for services to individuals with disabilities. DVR is presently collocated
in two of our Centers to enhance communication and coordination of service
delivery.

•

Agricultural and Labor Program, Inc. for employment and training activities
authorized under the Community Services Block Grant Act.

•

The AARP Foundation (Senior Community Service Employment Program
[SCSEP] for coordination of activities and services authorized under Title V
of the Older Americans Act of 1965. The AARP Foundation is collocated in
our comprehensive center.

CSH has been included by school districts and South Florida State College (SFSC)
in the coordination of Carl D. Perkins grant applications, and Career and Technical
Education activities. Our MOU with SFSC includes Carl D. Perkins activities.
A representative from the Department of Children and Families is a current CSH
Board member. This membership allows for regular input into the strategic
planning and implementation efforts of our local workforce system.
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A representative from the Department of Children and Families is a current CSH
Board member. This membership allows for regular input into the strategic
planning and implementation efforts of our local workforce system.
There are no sponsored Employment and Training activities carried out by the
Department of Housing and Urban Development (HUD) in this area. Local housing
programs refer individuals to CSH for those services. However, to promote
planning and implementation, the Executive Director of the Avon Park Housing
Authority (HUD sponsored programs) and the Deputy Director of Florida Non-Profit
Housing (Migrant Seasonal Farmworkers) are offered community membership
seats on a CSH Board committee. Community members are voting members of
the designated committee, although non-voting members of the Board.
Programs authorized under the Second Chance Act of 2007 are not available in
our local area. However, CSH works closely with local law enforcement, probation
and parole, juvenile justice, and corrections entities to obtain input into the strategic
planning and implementation efforts of our local workforce system.
B. Identify any additional partners included in the local one-stop delivery system.
Please see above response, and review copies of all executed MOUs, Attachment
5.
C. The local workforce development board, with the agreement of the chief elected
official, shall develop and enter into a Memorandum of Understanding (MOU)
between the local board and the one-stop partners.
Please see copies of all executed MOUs and the Chief Elected Official’s
verification Attachment 5.
(2) Customer Access: Describe actions taken by the LWDB to promote maximum integration of
service delivery through the one-stop delivery system for both business customers and
individual customers.
A. Describe how entities within the one-stop delivery system, including one-stop
operators and one-stop partners comply with the Americans with Disabilities Act
regarding physical and programmatic accessibility of facilities, programs and
services, technology and materials for individuals with disabilities, including
providing staff training and support for addressing needs of individuals with
disabilities. Describe how the LWDB incorporates feedback received during
consultations with local Independent Living Centers on compliance with Section
188 of WIOA (WIOA §108(b)(6)(C)).
Service provision to, and maximum integration of, individuals with disabilities has
been addressed throughout this document. To ensure physical and programmatic
accessibility for individuals with disabilities, an ADA survey is completed on all
facilities prior to original lease signing. ADA surveys are periodically completed to
ensure web page, software, and IT equipment accessibility. ADA computer
stations are available at each site, and TTY/TDD is available via the Florida Relay
Service at "711". Auxiliary aids and services are available upon request to

CareerSource Heartland-2020 Local Plan

51 | P a g e

individuals with disabilities. There is no Center for Independent Living located
within this local area.
CareerSource Heartland designates four days in each year for staff development
and training; subjects such as addressing the needs of disabled individuals are
regularly covered, with speakers from local organizations invited to address the
staff.
B. Describe how entities within the one-stop delivery system use principles of
universal design in their operation.
Career center employees in LWDA 19 assist job seekers with disabilities and
regularly assess physical and programmatic accessibility. This includes, but is not
limited to, ensuring assistive technology and materials are in place and front-line
staff are trained in the use of this technology. In addition, CSH and its partner staff
located within the career centers ascribe to the principles of universal design of the
facility, materials, service delivery and technology whenever and wherever
possible and practical, including the following seven core principles:
1. Equitable Use. The design is useful and marketable to people with
diverse abilities.
a. The same means of use is provided for all users; identical
whenever possible; equivalent when not.
b. We avoid segregating or stigmatizing any users.
c. We ensure provisions are made for privacy, security, and safety to
be equally available to all users.
2. Flexibility in Use. The design accommodates a wide range of individual
preferences and abilities.
a. We provide choice in methods of use.
b. We adapt to the user’s pace.
3. Simple and Intuitive Use. The design is easy to understand, regardless
of the user’s experience, knowledge, language skill, or current
concentration level.
a. We eliminate unnecessary complexity.
b. We try to always meet the users’ expectations.
c. We accommodate a wide range of literacy and language skills.
4. Perceptible Information. The design communicates necessary
information effectively to the user, regardless of ambient conditions or the
user’s sensory abilities.
a. We use different modes (pictorial, verbal, written) for redundant
presentation of essential information.
b. We maximize “legibility” of essential information.
c. We make it easy to give instructions or directions.
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5. Tolerance for Error. The design minimizes hazards and the adverse
consequences of accidental or unintended actions.
a. We arrange facility furniture, equipment and walkways to minimize
hazards and hazardous elements are eliminated, isolated, or
shielded.
b. We provide fail safe features.
6. Low Physical Effort. The design can be used efficiently and comfortably
and with a minimum of fatigue.
a. Allow user to use reasonable operating forces.
b. Minimize repetitive actions.
c. Minimize sustained physical effort.
7. Size and Space for Approach and Use. Appropriate size and space is
provided for approach, reach, manipulation, and use regardless of user’s
body size, posture, or mobility.
a. We always attempt to provide a clear line of sight to important
elements for any seated or standing user.
b. We make reach to all components comfortable for any seated or
standing user.
c. We provide adequate space for the use of assistive devices or
personal assistance.
C. Describe how the LWDB facilitates access to services provided through the local
delivery system, including remote areas, using technology and other means (WIOA
§108(b)(6)(B)).
Our mobile device-friendly website has links to EF and to local labor market
statistics, and frequently highlights the latest available service offerings to our
clients. We make extensive use of social media applications, such as Facebook,
to bring our clients the latest job openings, employment news, and articles that
offer employment-related advice and guidance.
In addition, CSH partners with Indian River State College and South Florida State
College, with DeSoto and Hardee County School Districts and with Highway Park
Neighborhood Council, electronically linking services and information related to
adult education and literacy and job training programs, and providing job search,
career exploration, and job readiness assistance to regional job seekers.
(3) Integration of Services: Describe how one-stop career centers implemented and
transitioned to an integrated, technology-enabled intake and case management information
system for programs carried out under WIOA and programs carried out by one-stop career
center partners (WIOA §108(b)(21)).
For the provision of job search activities, individuals can register and seek employment using
EF anywhere internet access is available. Newly registered individuals receive a welcome
communication from CSH, delivered via email, text, or phone depending upon customer
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choice. Similar communication methods are used to contact customers for recruiting, job
matching, monthly follow-up, event notification, etc.
Our CSH website offers information on services available as well as links to resources,
services and partners’ services. Our website includes links to our training and adult education
and literacy providers, each of which include a link to our website.
Access to our career center orientation is available in both English and Spanish through our
website.
CSH promotes and makes available online skills programs (i.e. Alison, GCF Learning) that
offer a full line of courses to enhance work readiness and job skills.
It is important to note that internet accessibility in many parts of our rural area remains
problematic. For this reason, CSH continues to support efforts to strengthen broadband
capability throughout our local area.
Also, a majority of our job seeking population remains unfamiliar or uncomfortable with
computers in general. This discomfort carries over to online job searching, resume
development, completing applications online, etc. For these individuals, CSH offers a basic
computer skills workshop, followed by hands-on experience. Assistance and guidance are
provided through resume development and upload, navigating through employment websites,
and completing applications online.
CSH continues in transition mode, working diligently toward offering additional services in a
virtual or electronic format.
(4) Competitive Selection of OSO: Describe steps taken to ensure a competitive process for
selection of the one-stop operator(s) (WIOA §121(d)(2)(A)).
CSH has been a direct service provider and one-stop operator since 2008. Following WIOA
guidelines and guidance from the State of Florida, CSH issued an RFP for a One-Stop
Operator in February 2017. Public notice was placed on our website and seventeen additional
solicitations were emailed to eligible entities. One proposal was received. That proposal was
evaluated by members of CSH’s Finance and Operations Committee, and the results were
presented to the CSH Board of Directors in April 2017.
Based on various factors, our Board elected to reject the proposal and submit a request to
CSF to continue to serve as the One-Stop Operator for this local area. CSF and DEO
guidance was followed, and the request was submitted on May 31, 2017. CSH received notice
in June 2017 that DEO had reviewed the request and recommended approval to CSF. CSF
officially approved our request in August 2017.
Full details of CSH action taken to ensure competitive process for selection of the one-stop
operator can be found in the full request packet submitted to CSF on May 31, 2017.
CSH can certify that its One-Stop career centers meet certification requirements as per CSF
policy. As of July 1, 2017, CSH has been designated as a One-Stop-Operator; prior to July
1, 2017 CSH was able to certify that we met all requirements per policy.
(5) System Improvement: Describe additional criteria or higher levels of service than required
to respond to education/training needs, labor market, economic, and demographic conditions
and trends in the local area (WIOA §108(b)(6)(A)).
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Florida Department of Economic Opportunity’s Administrative Policy 93 identifies continuous
improvement criteria which includes compliance with all CSF standards and practices;
demonstration of compliance with staff training and skills certification; and established
procedures to capture and respond to employer and job seeker feedback. CSH demonstrates
compliance with these criteria in all areas.
To better serve both employers and job seekers, CSH has instituted job matching activities.
For each new job order, and again for long-standing job orders with no referrals, staff conduct
system searches for qualified candidates, and personally contact individuals who appear to
meet minimum qualifications. When staff members are unable to identify registered job
seekers who meet the business’s minimum qualifications, job training options are discussed
with the employer. This practice has been very well received by registered job seekers and
has been helpful in meeting the needs of local employers.
In addition, CSH has adopted a culture of customer service, including the expectation that
staff go above and beyond to exceed customer expectations. Customer satisfaction survey
results and comments indicate we are consistently meeting this expectation.
To ensure we respond to labor market, economic and demographic conditions and trends,
CSH staff regularly conducts oversight, monitoring, and performance improvement evaluation
processes which include:
a. Periodic review of programmatic and statutory compliance of all funded programs
b. Ongoing review of service providers’ performance and compliance
c. Annual independent monitoring for programmatic and fiscal compliance by a qualified
certified public accounting firm
d. Ongoing assessment of labor and economic data and trends.
In addition to fulfilling our mandated oversight responsibilities, these activities provide a
method of responding to labor market, economic and demographic conditions and trends in
our area. These processes serve as tools for CSH to provide feedback to management, the
board, chief elected officials, and our service provider(s) through findings and
recommendations. The processes may provide indications of developing problems or trends,
allowing CSH to implement improvement measures or take corrective action in a timely
manner.
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DESCRIPTION OF PROGRAM SERVICES
(1) System Description: Describe the local workforce development system. Identify programs
included in the system and how the local board works with each entity to carry out core
programs and other workforce development programs supporting alignment in provision of
services. Identify programs of study authorized under The Strengthening Career and
Technical Education for the 21st Century Act (Perkins V) (20 U.S.C. 2301 et seq.), that support
the strategy identified in the Florida Unified Plan under WIOA section 102(b)(1)(E) (WIOA
§108(b)(2)).
CSH is publicly funded through various streams of federal funds which are first received at
the State level and then distributed to our local area based on federal and state-level allocation
methodologies. CSH (LWDA 19) serves DeSoto, Hardee, Highlands, and Okeechobee
counties. South Florida State College, Indian River State College, the local area school
districts, local businesses, and our economic development partners work closely with CSH to
ensure that programs are aligned to the greatest extent possible. Our focus is on creating a
globally competitive workforce to facilitate economic development, and to promote prosperity
for existing and future business and industry, as well as our communities.
CSH Core Programs include:
•

Workforce Investment and Opportunity Act - Adult, Dislocated Worker and Youth
Services

•

Wagner-Peyser

•

Welfare Transition

•

Trade Adjustment Act

•

Supplemental Nutrition Assistance Program

•

Migrant Seasonal Farm Worker Program

•

Local Veterans Employment and Disabled Veteran’s Outreach Programs

•

Senior Community Service Employment Program

Working closely with our partners, CSH focuses on talent supply and training development
designed to meet the needs of businesses in our four-county area, to include growth of new
employment opportunities in the area.
Through the strong partnerships developed within our community, our local workforce
development system brings together a menu of services which, to meet our customers’ needs,
can be accessed through our physical career center locations or through electronic means
and supported by trained center staff.
The majority of the required core programs identified above are made available through a
Grantee/Subgrantee agreement with the Department of Economic Opportunity (DEO). The
Senior Community Service Employment Program (SCSEP) is provided through a locally
negotiated MOU. The local school districts and South Florida State College coordinate Carl
D. Perkins applications with CSH. Referral partnerships are in place for Vocational
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Rehabilitation, Division of Blind Services and Adult Education. Please see the Description of
the Local One-Stop System (1) General System Description in this document, and our
executed MOUs for details on how each entity contributes to the workforce development
system.
CSH also works closely with the Career and Technical Education departments of our local
school districts for the purpose of aligning and strengthening technical education to meet local
need. CSH provided support to our local school districts in the recent submission of their
CAPE certification applications and is participating in the School Board of Highlands County
(SBHC) Comprehensive Local Needs Assessment process. With the Governor’s goal for
Florida to become number 1 in the nation for workforce education by 2030 and ensuring that
Florida students are prepared to fill high-demand, high-wage jobs, the goals of this
assessment are to improve student outcomes in existing programs and to expand programs
and opportunities for students.
Available programs of study include Air Conditioning, Refrigeration & Heating, Automation,
Basic Law Enforcement, Commercial Vehicle Driving, CNC Machinist-Fabricator, CNC
Operator, CNC Programming, Commercial Foods & Culinary Arts, Correctional Officer, Digital
Design, Electric Line Service Repair, Engineering Technology, Engineering Technology
Support Specialist, Industrial Maintenance Technician, Lean Manufacturing, Licensed
Practical Nurse, Manual Machining, Mechatronics, Nurse Assistant, Pneumatics, Hydraulics,
and Motors for Manufacturing, Public Safety Transportation, Radiography, Registered Nursing,
and Supply Chain Management.
(2) Sub-grants and Contracts: Describe the competitive process used to award sub-grants and
contracts in the local area for WIOA-funded activities (WIOA §108(b)(16)).
CSH procurement policies comply with CFR Part 200 – Uniform Administrative Requirements,
Cost Principles, and Audit Requirements for Federal Awards or other applicable federal or
state procurement requirements for all goods and services. CSH competitively procures all
goods and services meeting the established competitive procurement threshold. Competitive
procurements are conducted in a manner which provides for full and open competition.
Requests for Proposal (RFP) or similar procurement mechanisms are made available to the
public through public advertising and/or the CSH website. RFPs are reviewed and rated for
the Board’s consideration in the selection of the sub-grantee award.
(3) Expanding Access to Employment: Describe how the local board, working with entities
carrying out core programs, expanded access to employment, training, education and
supportive services for eligible individuals, particularly eligible individuals with barriers to
employment. This includes how the local board facilitates developing career pathways and
co-enrollment, as appropriate, in core programs, and improves access to activities leading to
recognized postsecondary credentials (including portable and stackable industry-recognized
certificates or certifications) (WIOA §108(b)(3)).
CSH has an extensive outreach network in place to create community awareness regarding
available employment and training services and all employment events. Career centers
provide access to individuals with barriers to employment:
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•

Each career center has a Disability Specialist available to assist customers with
disabilities in navigating CSH services and provide referrals to appropriate community
agencies/services.

•

Career Center staff provide intensive case management, and employment and
training services to Veterans with significant barriers to employment.

•

Bi-lingual staff (Spanish/English) members are available to communicate with our
Spanish speaking customers.

•

Area correctional institutions are aware of and refer exiting inmates for employment,
training, education and support services through our career centers.

CSH staff and community partners facilitate awareness of, and access to, our programs.
CSH career centers have computer labs and staff to assist customers in job search as
needed. All locations host hiring events upon employers’ requests and work with partners to
publicize the events to all populations, including individuals with barriers.
CSH maintains a website with access to EF and a calendar of hiring events and workshops.
A “hot jobs” link is updated regularly with new employment offerings.
By working closely with providers of secondary and post-secondary education and training
in our local area, CSH assists in the development and facilitation of career pathway
opportunities for eligible individuals. As previously stated, CSH is participating in the School
Board of Highlands County (SBHC) Comprehensive Local Needs Assessment process to
improve student outcomes in existing programs and to expand programs and opportunities
for students. In addition, CSH works collaboratively with local school districts, and with Indian
River (IRSC) and South Florida State Colleges (SFSC) on information sharing, advisory
councils, course development, and grant applications to enhance training opportunities.
IRSC and SFSC are responsive and flexible and are actively adding to their list of available
portable and stackable industry-recognized credentials.
CSH career specialists are well versed regarding programs and services to allow for
seamless service delivery and co-enrollment when appropriate.
(4) Key Industry Sectors: Identify how the LWDB aligns resources that support and meet
training and employment needs of key industry sectors in the local area. Describe strategic or
other policies that align training initiatives and Individual Training Accounts (ITAs) to sector
strategies and demand occupations (WIOA §134(c)(1)(A)(v)).
Key Industry Sectors for LWDA 19 are: Healthcare and Life Sciences, Logistics and
Distribution, Biofuels and Renewable Energy, Niche Manufacturing (Aviation, Food and
Beverage, Plastics, and Building Component Design), Information Technology, and
Agriculture. These industry sectors have been identified by our four-county economic
development partners as those sectors to be promoted for business retention, expansion, and
attraction.
To ensure quality service delivery to all local businesses, CSH has identified the following
targeted industry sectors: Accommodation and Food Services; Agriculture; Forestry, Fishing
and Hunting; Construction; Health Care and Social Assistance; and Retail Trade. CSH Board
and partners have adopted a Sector Strategies initiative as an effective method for identifying
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and responding to the employment and training needs of growing industry. Healthcare and
Advanced Manufacturing have been identified as the industries of focus for our local area. In
June 2018, to help our manufacturing businesses locate and hire qualified individuals, and to
help our eligible job seekers obtain the skills needed by our local manufacturing companies,
our Board approved the addition of a threshold category of allowable ITA investment: a
$7,500 cap specific to training related to the Sector Strategies Advanced Manufacturing
Initiative.
We have established strong partnerships with our business, economic development and
education partners to ensure that we are balancing the need to follow the targeted occupations
list with horizon jobs. We operate as a demand-driven system and are aware it is critical to
align the timing of training individuals into key sectors to the availability of jobs for the
graduates. These collaborative efforts ensure that curriculum aligns with the knowledge, skills
and abilities needed to produce a highly effective workforce.
(5) Industry Partnerships: Describe how the LWDB identifies and collaborates with existing key
industry partners in the local area. Describe how the LWDB coordinates and invests in
partnership infrastructure where key industry partnerships are not yet developed (WIOA
§134(c)(1)(A)(iv)). The local area must describe how the following elements are incorporated
into its local strategy and operational sector strategy policy:
CSH’s approach to maintaining strong relationships in targeted sectors is multi-faceted and
proactive, starting with the direct interaction of our Business Operations team members with
industry representatives. We maintain a strong community presence among local businesses
through face-to-face meetings intended to identify the individual businesses’ human resource
and employee training needs and helping to discern which CSH services can best help meet
those needs. CSH assists with business recruiting efforts and offers alternative solutions,
such as Customized training, On-the-Job training, and Work Experience opportunities, when
talent shortages arise.
CSH staff members work closely with local chambers of commerce, education, and economic
development partners to provide employment related solutions to new businesses, and to
identify the talent and training opportunities needed to support emerging industries. Staff
members also participate on local advisory boards designed to identify the employment and
job training needs of industry.
In addition, CSH’s Executive Board and Board of Directors voted to adopt the Sector
Strategies approach as a more effective method of conducting business. Sector strategies
are industry-focused, demand-driven approaches to build a skilled workforce that meets
regional business needs, now and into the future. Our Board identified Healthcare and
Advanced Manufacturing as the industries of focus for our geographic area.
CareerSource Florida (CSF) provided technical assistance to help us move forward,
connecting us with an experienced “consultant” who shared numerous documents and tips for
success, and assisted with the review and presentation of various elements of data. CSH also
received an Emerging Technologies (Sector Strategies) staffing grant from CSF to move the
initiative forward.
A. Describe how selected industries or sectors are selected based on, and driven by,
high-quality data (cite data source used);
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The decisions made to date have been based on data made available through
Chmura JobsEQ, local labor market information and statistics presented by the
Florida’s Department of Economic Opportunity’s (DEO) Bureau of Labor Statistics
department (including monthly data releases, Regional Supply and Demand,
Employment Projections, Help Wanted On-Line Ads) and local demand
occupations input received from businesses, board members, and community
partners.
Local businesses, partner agencies, and private sector board members provide
critical input in the identification of growing and emerging occupations/industries.
Our four-county economic development partners have identified Agriculture,
Biofuels and Renewable Energy, Healthcare and Life Sciences, Information
Technology, Logistics and Distribution, and Niche Manufacturing/Processing
(aviation, building component design, food and beverage and plastics) as Targeted
Industry Clusters. Industry clusters were prioritized by reviewing local industries’
growth projections and hiring demands, infrastructure available to support
business attraction and retention, and a review of a regional Industry Cluster
Analysis completed in 2010. Although the analysis is old, comparison of the
current data to that which was presented in 2010 resulted in the determination that
most of the conclusions and recommendations remain valid.
B. Describe how sector strategies are founded on a shared/regional vision;
In June 2017, industry representatives, CSH board members, government officials,
and education and economic development partners came together to create a
common vision for this initiative. The vision statement is: Engaging Florida’s
Heartland Region to Expand Economic Prosperity. This vision reflects the “buy-in”
of our four-county community to address skill gaps and create meaningful career
pathways in key targeted growth industry sectors. All meeting participants agreed
to focus first on the needs of Advanced Manufacturing, since numerous solutions
are already underway for the Healthcare Industry. The presentation of data was
the next step. With the assistance of CSF and DEO, a variety of related regional
data elements were prepared and presented.
In addition, CSH’s Business Operations team members conducted surveys with
local Advanced Manufacturing employers, to better present talent needs to
enhance the informed decision-making process.
C. Describe how the local area ensures that the sector strategies are driven by
industry;
Please see responses to 5, 5A and 5 B, above.
D. Describe how the local area ensures that sector strategies lead to strategic
alignment of service delivery systems;
This initiative is intended to result in the development of integrated, sector-driven
career pathways with demand-based talent solutions. Given our relationships with
education and training partners, this stronger emphasis on the voice of industry
has resulted in resource sharing and the development of customized solutions to
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meet the current and future employment needs of manufacturers in our area.
Based on the input of local businesses participating in the CSH Sector Strategy
Initiative, a number of related training opportunities have been developed or
adopted locally, to include Automation, CNC Machinist-Fabricator, CNC Operator,
CNC Programming, Lean Manufacturing, Manual-Machining, Manufacturing Skills
Standards Council Certified Logistics Associate (CLA), Manufacturing Skills
Standards Council Certified Logistics Technician (CLT), Mechatronics, and
Pneumatics, Hydraulics and Motors for Manufacturing, and Welding. Many of
these courses are offered as short-term training options with stackable credentials.
E. Describe how the local area transforms services delivered to job seekers/workers
and employers through sector strategies: and
See response to 5D, above.
F. Describe how the local area measures, improves and sustains sector strategies.
CSH recognizes that the WIOA common measures should provide an indication of
whether implemented strategies are working. Therefore, we are using those
statistics to evaluate success of actions taken. Should performance not meet local
expectations, programs and actions will be reviewed and revised as deemed
appropriate.
Solid data is being used to improve, measure and sustain sector strategy initiatives.
For our current initiative, the data that was used to identify advanced
manufacturing as our initial target industry served as our baseline. Success of the
initiative is being measured by an increase in advanced manufacturing job
placements and related employer satisfaction surveys. In addition, an increase in
local related job training options (manufacturing training opportunities including onthe-job training, employed worker, incumbent, or customized training,
apprenticeships, work experience environments, and traditional training offered
through Individual Training Account (ITA) awards and completions), serves as a
measure of success.
Periodically, we look at the data concerning successful completion, related job
placement, and entry-level wage rate outcomes of our ITA and work-based training
programs to substantiate continuation of CSH support of those options. CSH may
discontinue support for programs that fail to meet locally established performance
requirements or may work with the provider to develop strategic
initiatives/corrective action plans designed to accomplish desired results. Similar
data will be used to evaluate and measure the success of sector strategies.
Since January 2018, our Sector Strategy performance data indicates the following:
•

24 individuals are enrolled in South Florida State College’s Certified
Production Technician (CPT) / Mechatronics program;

•

1 enrolled and completed Polk State College’s CNC Programming course
and is employed in manufacturing;

•

1 local area resident and local business have taken advantage of the
Industrial Manufacturing Technician (IMT) Apprenticeship program available
in cooperation with CareerSource Research Coast; and
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•

10 employees of 1 local business completed CPT training; and 6 employees
from the same business enrolled in Lean Manufacturing. These individuals
remain employed and the employer reports positive return on investment.

•

3 individuals participated in Work Experience

•

1 individual completed On-the-Job training

Successfully developed strategies include the identification of shared resources
among businesses, education, workforce, and other stakeholders to ensure the
sustainability.
(6) In-demand Training: Describe how the local board ensures training provided is linked to indemand industry sectors or occupations in the local area, or in another area to which a
participant is willing to relocate (WIOA §134(c)(G)(iii)).
On an annual basis, DEO provides to CSH the Regional and State Demand Occupations
(DOL) list, previously called the Targeted Occupations list (TOL). Staff compares the regional
list with locally available training programs, historical employment needs and job orders, wage
rates, and employer requests. The initial list is shared with CSH’s Board of Directors and staff,
educational representatives, economic development representatives, Chambers of
Commerce, and local businesses, who are invited to provide input on occupations/training
needed to support area business initiatives, recruitment goals, and retention needs.
Recommendations with appropriate data are added to the draft local DOL. Once the list has
been compiled, a final draft DOL is presented to the CSH Board of Directors for consideration
and approval. Based on the final DOL, CSH works closely with local training providers to
identify and develop training opportunities for these in-demand occupations.
(7) Employer Engagement: Describe strategies and services used in the local area to:
A. Facilitate engagement of employers, including small employers and employers in
in-demand industry sectors and occupations, in workforce development programs;
B. Support a local workforce development system that meets the needs of businesses
in the local area;
C. Better coordinate workforce development programs and economic development;
and,
D. Strengthen linkages between the one-stop delivery system and unemployment
insurance programs (WIOA §134(c)).

Response to A, B, C & D
The leadership of CareerSource Heartland has determined that the primary
customer of our workforce system is the business community that creates the jobs
our workers need (demand-driven concept). The Business Operations Team plays
a vital role in performing outreach to our businesses and collaborating with our
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Economic Development Organizations, Chambers of Commerce, Education, and
other key partners to enhance the economic viability of our communities and local
area.
By working together with our partners, we gain valuable insight into targeted
industries and can help shape the workforce pipeline that our local economy
demands.
As previously stated, economic development is the engine that drives our local
economy. Workforce development is a prime component, or “the people part”, of
economic development. Businesses cannot grow or even remain productive
without workers, which are their lifeblood. The labor force, our job seekers, is the
product that we deliver. We must understand the workforce market and know what
businesses need – what the demand is. It is our job to know our workforce
inventory, make sure it has received the proper preparation (which in our case may
be training or employability skills), and help connect the business community with
our most qualified workers, in the most efficient and user-friendly way possible.
Our focus and principal objective is to employ a successful career development
system - one that supports business growth, innovation, and global
competitiveness. This focus centers on the skill sets needed in the local labor
market and how workers can obtain those skills through education, training, and
job succession. We assist in workforce preparation to promote: wage progression
through rapid attachment to the workforce, continual skills gains, and personal
development activities. Our Business Operations Team works to expand our local
workforce system’s capacity to be demand (market)-driven, responsive to the
needs of local businesses, and a contributor to the economic well-being of the
community. By doing so, we promote workforce quality, enhanced productivity and
economic competitiveness for our entire local area.
Our Business Operations Team is the outside sales force of our organization. Their
responsibilities include developing new business relationships and evaluating the
workforce needs of businesses. They are the principal representatives of CSH to
the business community, and therefore, must present a positive image of our
organization. Through interaction with the businesses and community partners,
they glean vital information related to workforce market demand. They develop
expertise on targeted industries within our LWDA and stay abreast of business
trends. They answer business inquiries on a variety of issues ranging from tax
incentives to fair labor practices, and refer businesses for other community
resources, as appropriate.
Local businesses face significant challenges daily with shortages of qualified labor,
the need for more highly skilled workers, relevant labor market information, and
the ability to retain quality staff. CSH strives to become the direct line of
communication for all business workforce needs and increase market share over
the traditional recruiting and hiring mechanisms used by most employers. We also
strive to become the workforce “center of excellence” for the four-county area and
can do so with increased value-added services to our business customers. Valueadded services are those that are offered beyond the basic job listing for an
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employer. The Business Operations Team’s challenge is to continually assess
employers’ needs and deliver timely results that meet those needs.
A broad menu of services is available to the businesses to not only address the
employers’ existing workforce needs, but also to anticipate and prepare for future
needs. Following is a partial listing of activities the Business Operations Team
considers providing effective outreach to the business community.
1.

Increase the level of penetration to the businesses, their understanding and
knowledge of available services, and the different incentives available for
employers to recruit, train, and retain employees. This is enhanced through
a successful marketing program, which consists of presenting our message
to the business customer. Key components of marketing include
advertising, public relations, and direct contact. Emphasis is placed on the
use of the Employ Florida (EF) system.

2.

Conduct an analysis of existing labor market conditions within the region to
identify skill gaps between an employer’s needs and the skills of available
workers. If there is a shortage of a qualified labor pool, career center staff
will screen for eligible candidates with the potential for additional skills
training utilizing WIOA funds. An effective Job Matching program is an
asset in finding the best qualified candidate for filling vacancies or offering
possible training opportunities. Every effort is made to assist employers to
expand their access to the potential labor pools consisting of youth, older
workers, individuals with disabilities, and other targeted populations. For
the employed worker lacking the skills necessary for advancement,
customized training may be an alternative to upgrade skills. If an employer
has a hard to fill vacancy and can train the right candidate, On-the-Job
Training (OJT), or in some cases, Work Experience (WE), may be an
appropriate course of action.

3.

Assist businesses with developing effective non-traditional training
modalities that can respond to rapid changes in business workforce needs
and technology. Assist with the coordination of the appropriate training
provider for technical assistance and identification of a program curriculum
and instructor, as necessary.

4.

Analyze the workforce development needs of new or expanding
businesses and offer solutions that can be provided through CSH. This
includes developing customized training agreements with employers or
industry groups of employers. Encourage and assist employers with
applications for Quick Response and Incumbent Worker Training through
coordination with CareerSource Florida, Inc.

5.

Understand the nature of businesses operating in our rural area and deliver
workforce services in a manner that recognizes the urgency of the
marketplace, hiring cycles, and patterns or seasonal staffing needs. This
includes educating the employer on special incentive programs, such as
Work Opportunity Tax Credit, and the Federal Bonding initiative.
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6.

Identify job openings with area employers, obtain the necessary job
information (job title, minimum qualifications, pay, etc.), and provide
applicable information to the career center’s Business Services Assistant
for posting job orders for potential referrals of job seekers. This also
includes customized recruitment assistance, including advertising.
Effective coordination is necessary between the Business Operations
Team and the job seeker team to ensure proper and ongoing feedback is
provided to the employer on the status of job opening(s), including number
of referrals made.

7.

Host and facilitate job fairs and hiring events, including those targeting nontraditional jobs, and assisting with job placements.

8.

Host business roundtable discussions and business advantage seminars,
or similar events, for local businesses. Topics are determined based on the
needs and/or workforce concerns of the business community.

9.

Provide outplacement assistance for downsizing and business closures, in
support of, and in collaboration with, the local workforce REACT team.

10. Confidentially track employer information for trend analysis on services
provided. Use this information to follow-up with employers to assess their
satisfaction and need for further assistance.
11. Coordinate with our economic development, education, and chamber of
commerce partners to expand their knowledge of workforce development
and include our local strategy into their respective programs.
To strengthen linkages between the one-stop delivery system and unemployment
programs, our resource room staff members guide candidates through the on-line
application process for re-employment assistance (RA) benefits. Candidates are
provided our one-stop center orientation which outlines the services offered
through our centers and are advised of services available to assist them in
becoming re-employed, including but not limited to, workshops, hiring events,
training programs, and mock interview opportunities. Resource room staff also
assist customers with navigating the CONNECT system to claim their weeks for
re-employment assistance and help guide customers to DEO when issues with
their RA claims arise. Our resource rooms have phones available to connect
customers with DEO for claims assistance. All customers coming into the onestop careers for employment or RA are required to register in Employ Florida and
look for work.
In addition, CSH facilitates the Priority Reemployment Planning Program (PREP),
designed to address the reemployment needs of RA claimants by identifying and
providing program services to new claimants who are most likely to exhaust their
regular benefits before returning to work.
(8) Priority of Service: Describe local policies and procedures to prioritize services for veterans,
recipients of public assistance, other low-income individuals, and individuals who are basic
skills deficient for individualized career and training services in the adult program.
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For the provision of WIOA individualized career and training services, CSH’s priority of
services is established for Veterans, Veterans’ spouses, recipients of public assistance, other
low-income individuals, and individuals who are basic skills deficient. Basic skills deficient
criteria is established as an individual who is unable to compute or solve problems, or read,
write, or speak English, at a level necessary to function on the job, in the individual’s family,
or in society. Once those who are a top priority have been served, others applying for
assistance will be served on a first-come, first-served basis.
(9) Training Services: Describe how training services are provided, including how contracts for
training services are used, and how such contracts are coordinated with the use of ITAs
(WIOA §134(c)(1)(A)(v)).
CSH limits ITAs to classroom training for individuals for occupations listed on the local
Demand Occupations List (DOL). Training vendor agreements are used for training
programs approved annually based on occupations listed on the DOL. The amount of an ITA
may be increased or decreased depending on the needs of the customer but may not exceed
the cap. CSH seeks training with credential options to begin or extend career pathways.
Agreements and contracts for services are used for On-the-Job Training (OJT) and
Customized Training (CT), and for Work Experience opportunities, or when the Board
determines there is a community-based or private organization with a training program of
demonstrated effectiveness that serves special participant populations facing multiple
barriers to employment, including low-income individuals with substantial language or cultural
barriers, offenders, homeless individuals, and other hard-to-serve populations as defined by
the Governor.
Demonstrated performance includes consideration of program completion rates, attainment
of skills, certificates or credentials earned, placement after training, and employment
retention.
(10) Customer Choice Process: Describe processes the local board uses to ensure customer
choice in the selection of training programs, regardless of how the training services are to be
provided (WIOA §108(b)(19)).
The Board assures that local career centers and partners will adhere to the principles of
customer choice as outlined in provisions of WIOA. Customers interested in training services
select a field from the Demand Occupations List and must meet eligibility criteria. Training
programs and training provider information is available at all CSH career centers and on
CSH’s website.
Career Specialists provide career assessment and career guidance services to assist
customers in developing their career pathways. Customers will work with Career Specialists
during the selection process to analyze cost and how to coordinate financial resources,
allowing them to make an informed decision.
Each customer will be given the opportunity to choose a training program and provider,
considering their own needs and preferences, based on their evaluation of the data indicating
the success rate of students completing the program, obtaining a credential (if needed for
that occupation) and finding employment.
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(11) Individual Training Accounts: Describe the process and criteria for issuing Individual
Training Accounts (ITAs) (WIOA §108(b)(19)).
A. Describe any ITA limitations established by the board;
ITAs are used to provide financial assistance for traditional job training to eligible
WIOA Adults and Dislocated Workers. CSH has established a priority/most in
need policy to identify individuals with barriers to employment and to ensure priority
of service to Veterans. Those customers identified who are Veterans and/or have
barriers to employment (TANF, SNAP recipients, homeless, basic skills deficient)
will be placed as the first to be served through an ITA.
CSH provides ITAs for eligible WIOA clients in need of financial assistance to
obtain the job skills necessary for employment leading to self-sufficiency. ITAs are
issued for approved training programs and training providers and may be used for
the payment of tuition and books necessary for academic progress, or other
expenses associated with education and training, as previously authorized on the
specific program expense sheet and billed by the training provider.
All ITA training is limited to two years in duration and must result in the attainment
of industry-recognized credentials or certifications, an Associate’s degree, or a
Bachelor’s degree. Priority of ITAs is given to vocational and technical programs
lasting not more than twelve (12) consecutive calendar months. However,
consideration is given to those programs not lasting more than twenty-four (24)
consecutive months including those instances of customers having current
academic credit. In no instance will CSH fund all four (4) years of a customer’s
post-secondary education. Funding for baccalaureate level training must receive
prior approval by the CSH President/CEO or designee. Funding for education and
training beyond the baccalaureate level is limited to certifications. Exceptions to
these limitations require the prior approval of the CSH President/CEO or designee.
The threshold for allowable investment is $7,500 per customer for training specific
to the Sector Strategies Advanced Manufacturing Initiative, $5,000 per customer
entering training in a Targeted Industry (other than manufacturing), and $4,000 per
customer entering training in a Non-Targeted Industry. Exceptions to this threshold
must be approved in advance by the CSH President/CEO. The above thresholds
do not include supportive services required for participation in training.
B. Describe any exceptions to the use of ITAs.
Exceptions to the use of an ITA are work-based training opportunities (On-the-Job,
Customized and, Work Experience training), and, in some cases, youth training
options.
(12) Microenterprise and Entrepreneurial Training: Describe mechanisms currently in place or
in consideration that provide microenterprise and entrepreneurial training. Describe
mechanisms in place that support programs and co-enrollment, where appropriate, in core
programs as described in WIOA section 134(a)(3)(A)(i) (WIOA §108(b)(5)).
In support of microenterprise and entrepreneurial efforts, CSH partners with the University of
South Florida Small Business Development Center and Highway Park Neighborhood Council.
These organizations provide support and guidance to budding entrepreneurs. Each offers a
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review of business feasibility, as well as guidance and training concerning: the legal structures
of businesses; business plan development; marketing studies and strategies;
bookkeeping/accounting/recordkeeping processes; and understanding financials and
developing financial projections, thus providing the critical foundations all entrepreneurs need
to know to become successful in business.
Individuals who express interest in microenterprise/entrepreneurial training are also referred
to local economic development organizations and the Small Business Association. Coenrollment in core programs is strongly encouraged.
(13) Enhancing Apprenticeships: Describe how the LWDB enhances the use of apprenticeships
to support the local economy. Describe how the LWDB works with industry representatives
and local businesses to develop registered apprenticeships, in collaboration with
apprenticeship training representatives from the Florida Department of Economic Opportunity
and other partners, including educational partners. Describe how job seekers are made aware
of apprenticeship opportunities.
Apprenticeship opportunities are limited in this local area. Individuals interested in
apprenticeship opportunities are generally referred to us directly by our local colleges. These
referrals are handled on a case-by-case basis. We offer support and provide input as needed
to entities looking to expand apprenticeship opportunities.
CSH staff is actively involved in identifying possible actions to increase apprenticeship
opportunities in this area. We jointly submitted, and received, a CSF grant to support
apprenticeships Pharmacy Technician through CVS. We have been in regular communication
with CVS. Action has been completed to add CVS to our local ETPL for this training, and to
prepare the On-the-Job training agreements. We are currently awaiting referral of candidates,
since at this time, CVS is offering this opportunity to current employees only.
We have also been working with a local construction company to support apprenticeships in
Plumbing. A sponsor has been identified and the training program has been approved through
Florida’s Department of Education.
CSH provided a letter of support for a grant application submitted by South Florida State
College (SFSC) to provide apprenticeship opportunities in Advanced Patient Care Technician.
Staff also participated in an SFSC advisory committee meeting with representatives from
construction businesses which resulted in SFSC developing construction-related preapprenticeship courses.
We are also coordinating with Indian River State College (IRSC) on the development of a
training program in mechanics that may take shape as a registered apprenticeship or an
Industry Recognized Apprenticeship Program.
As these programs are developed and approved, job seekers are made aware through notices
on our website and Facebook pages, postings at our Centers, distribution of marketing
materials produced by the training providers, and via word of mouth during sessions with CSH
Career Specialists.
(14) Other Program Initiatives: Describe services provided that include implementing initiatives
such as incumbent worker training programs, on-the-job training programs, customized
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training programs, work-based training, industry and sector strategies, career pathway
initiatives, utilization of effective business intermediaries, and other initiatives supporting the
board’s vision and strategic goals described in Section III WIOA §134(c).
Along with the provision of traditional training, work-based training options have proven to be
an effective means of upgrading the skills of existing workers in this area and addressing the
needs of high-value businesses. Work-based training options include customized training,
on-the-job training, and work experience opportunities. CSH prioritizes work-based training
options for businesses in the regionally identified Targeted Industry Sectors (Healthcare and
Life Sciences, Logistics and Distribution, Biofuels and Renewable Energy, Niche
Manufacturing [Aviation, Food and Beverage, Plastics, and Building Component Design],
Agriculture and Information Technology). These industries were identified through analysis of
labor market information, data provided by Enterprise Florida, local economic development
organizations, community government and business, Catalyst Project determination and the
Local Demand Occupations List. These industries add value to the local economy through the
need for higher skill sets and payment of higher wages, enhancing individual self-sufficiency.
Work-based training is prioritized to employees of businesses for occupations on the Demand
Occupations List. Since its inception, ongoing changes to local work-based training options
have included updating and streamlining of the application and agreement processes for
employer ease, and refinement of the targeting process. Emphasis is placed on training to
growing and emerging industries with high paying jobs that are in demand in the region. Nonprofits as well as for-profit companies are served because our targeted sectors include notfor-profit hospitals and bio-tech non-profit companies. Economic developers, community
partners, and educators are included in our marketing efforts to increase usage of the area’s
services.
The Board reviews labor market data and adjusts programs to meet the changing needs of
the local area. Data is shared among community leaders, economic developers, chambers of
commerce, business leaders, and board members.
Work-based training options are used to provide additional skills necessary for individuals to
move up the career ladder, which may result in pay increases or promotions.
Surveys, business visits, consultation, media and marketing tools, provide businesses with
information regarding the availability of funding to assist in providing skills-upgrade training to
employees. Interested businesses must submit a completed work-based training application
for funding consideration.
Employed individuals are evaluated and determined in need of training individually according
to CSH policy. Funding is designated following federal and state guidelines and based on
evaluation of the training program and CSH funding levels.
Our Sector Strategies initiative is described in the Description of Program Services section of
this plan.
(15) Service Provider Continuous Improvement: Describe the local board’s efforts to ensure
the continuous improvement of eligible providers of services, including contracted services
providers and providers on the eligible training provider list, so they meet the needs of local
employers, workers and job seekers (WIOA §108(b)(6)(A)).
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Performance is evaluated through detailed objectives reflecting the goals of CSH. An overall
system-wide approach is used to review processes and performance issues. Supervisory staff
is assigned the core programs and services to be monitored to ensure all federal, state and
local regulations and policies are followed. If areas of concern are noted, technical assistance
and training are provided to front-line staff to ensure they understand the requirements.
As new tools for job seekers and businesses are developed, we include staff feedback to
ensure buy-in. Staff is included when information is delivered by subject matter experts to
ensure staff remains aware of customer needs and suggestions for improvement. PowerPoint
presentations and other materials developed are housed on our shared drive for staff use and
review.
Periodically, internal focus groups review current local practices and performance and make
recommendations for actions to be taken as appropriate. These groups also review best
practices identified by other regions and work to incorporate these practices into our
processes as appropriate.
Youth services are contracted out through a competitive procurement process. Internal
monitoring is conducted to ensure: all 14 program elements are made available to the youth;
75% of the youth served are out-of-school; safety and supervision are being provided; and
the provider is in compliance with all contract elements as well as federal, state, and local
guidance. Corrective Action Plans are required if major issues are found.
Eligible training provider performance is reviewed annually to ensure training resources are
utilized to increase the skills of individuals in targeted industries. Eligible training providers
are monitored regarding number of enrollees, both WIOA and non-WIOA participants and on
WIOA outcomes, performance and placements. In addition, eligible training providers must
meet state requirements to become a provider. CSH reviews provider information to ensure
compliance with required standards. Once approved as a provider, CSH reviews the training
programs offered Individual training programs to ensure they align with local employer
demands and economic development initiatives and meet local performance outcome
requirements are approved for WIOA funding.
DEO also monitors all programs and services offered at the career centers as well as youth
service providers. All monitoring reports conducted by the State are provided to the Board for
their review.
(16) Youth Program Design: Describe the design framework for local youth programs and how
the 14 program elements required in §681.460 of the WIOA regulations are made available
within that framework (WIOA §129(c)(1)).
LWDA 19 is rural in nature, and offers entry-level employment opportunities in retail, food
service, hospitality, and service industries. Employment opportunities offering self-sufficient
wages in the area, such as positions in Health Care, Education, Manufacturing, and
Corrections, require a high school diploma and training beyond high school. Businesses of
all types express a common need for soft skills, including the ability to solve problems, think
creatively, and follow a work schedule. CSH works closely with the local school districts,
Heartland Educational Consortium, juvenile justice organizations, businesses, Home Builders
Institute and the local state colleges to develop and implement programs that will help create
a pipeline of youth who have both the hard and soft skills needed to enter and maintain
employment in the demand occupations of the area. In this area, the local school districts,
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South Florida State College (SFSC) and Indian River State College (IRSC) have implemented
alternative high school opportunities and career academies to promote attainment of high
school diplomas and vocational certifications.
CSH currently contracts with SFSC for the provision of the majority of WIOA funded Youth
services. Through intensive assessment, mentoring and coaching, a career plan will be
developed with each WIOA youth participant. All 14 of the youth program elements will be
available to youth participants within our LWDA. The specific elements that will be utilized by
each youth in achieving their career plan will be customized and based upon the youth’s
assessed needs. The specific components are career-oriented and are directed at high school
diploma/GED attainment, post-secondary/advanced education, military enlistment, or
unsubsidized employment. All youth who are deemed basic skills deficient will receive basic
skills instruction.
During the competitive procurement process, the proposals will be required to address each
of the 14 elements to provide information on how each will be made available to youth
participants.
Improving Educational Achievement:
(1)

Tutoring, study skills training, instruction and evidence-based dropout prevention
and recovery strategies that lead to completion of the requirements for a secondary
school diploma or its recognized equivalent (including a recognized certificate of
attendance or similar document for individuals with disabilities) or for a recognized
post-secondary credential;

(2)

Alternative secondary school services, or dropout recovery services, as appropriate;

(3)

Paid and unpaid work experiences that have academic and occupational education
as a component of the work experience, which may include the following types of
work experiences:

(4)

a.

Summer Employment opportunities and other employment opportunities
available throughout the school year;

b.

Pre-apprenticeship programs;

c.

Internships and job shadowing; and

d.

On-the-job training opportunities;

Occupational skill training, which includes priority consideration for training programs
that lead to recognized post-secondary credentials that align with in-demand industry
sectors or occupations in the local area involved, if the Local Board determines that
the programs meet the quality criteria described in WIOA sec. 123;

Preparing for and succeeding in employment:
(5)

Education offered concurrently with and in the same context as workforce
preparation activities and training for a specific occupation or occupational cluster;

(6)

Leadership development opportunities, including community service and peercentered activities encouraging responsibility and other positive social and civic
behaviors;
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(7)

Supportive services;

Supporting Youth Development:
(8)

Adult mentoring for a duration of at least 12 months that may occur both during and
after program participation;

(9)

Follow-up services for not less than 12 months after the completion of participation;

(10) Comprehensive guidance, which may include drug and alcohol abuse information,
as well as referrals to counseling, as appropriate to the needs of the individual youth;
(11) Financial literacy education;
(12) Entrepreneurial skills training;
(13) Services that provide labor market and employment information about in-demand
industry sectors or occupations available in the local area, such as career awareness,
career guidance, and career exploration services; and
(14) Activities that help youth prepare for and transition to post-secondary education and
training.
A. Define the term “a youth who is unable to compute or solve problems, or
read, write, or speak English at a level necessary to function on the job, in
the individual’s family, or in society.”
Describe how the local board defines whether a youth is unable to demonstrate
these skills sufficiently to function on the job, in their family, or in society and what
assessment instruments are used to make this determination (20 C.F.R. §681.290).
CareerSource Heartland defines the definition of “a youth who is unable to
compute or solve programs, or read, write, or speak English at a level necessary
to function on the job, in the individual’s family, or in society” as:
Basic Skills Deficient in English, Language, or Math, as determined by a test
of adult education ( . . TABE [Test of Adult Basic Education] or
CASAS [ Comprehensive Adult Student Assessment Systems]) scores at or
below the 8th grade level in any one of these three areas.
B. Define “requires additional assistance.”
Describe how the local board defines the term “requires additional assistance”
used in determining eligibility for WIOA-funded youth programs (20 CFR §681.300).
CareerSource Heartland defines the definition of “requires additional assistance to
enter or complete an educational program or to secure or hold employment” as:
An individual who has a disability (included in WIOA),
Or has been held back one or more grade levels,
Or is a migrant seasonal farmworker or a family member of a migrant
seasonal farmworker,
Or who demonstrates limited English proficiency,
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•

Or resides in a county where the unemployment rate exceeds the state
average,

•

Or is the child of a person who was a teen parent,

•

Or who has a parent who is currently incarcerated,

•

Or who demonstrates a history of job loss due to lack of basic skills, job
skills or substance abuse problems,

•

Or resides in a county in which the percentage of teen births is above the
state average.
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BYLAWS
Revised, Eff. 10/23/19

Heartland Workforce Investment Board, Inc.
d/b/a CareerSource Heartland
Local Workforce Development Area 19 Serving
DeSoto, Hardee, Highlands, and Okeechobee Counties
www.careersourceheartland.com

ARTICLE I
NAME, SERVICE DELIVERY AREA, GOVERNACE,
CAREER CENTER OPERATION, SOURCES OF FUNDING

SECTION 1. Name
The name of the organization is the Heartland Workforce Investment Board, Inc., d/b/a –
and hereinafter referred to as – CareerSource Heartland (CSH).

SECTION 2. Service Delivery Area
The workforce service delivery area of CSH has been designated by the Governor as
Local Workforce Development Area (LWDA) 19 and encompasses the counties of
DeSoto, Hardee, Highlands, and Okeechobee, within Florida’s Heartland.

SECTION 3. Governance - Local Elected Officials
In accordance with guidance established in the Heartland Workforce Investment
Consortium Inter-local Agreement, one Local Elected Official (LEO) from each Board of
County Commissioners (BOCC) of the member counties will be appointed to serve as
that BOCC’s representative on the CSH Executive Board. The Executive Board shall be
the vehicle through which elected officials in the member counties shall participate in the
planning, approval and operation of the local workforce investment board’s employment
and training assistance programs, as mandated by law. A Chair and Vice-Chair will be
selected from among the LEOs that comprise the Executive Board. The Executive Board
Chair will also be designated as the LWDA’s Chief Elected Official, for authentication
purposes.

SECTION 4. Career Center Operation
As authorized by the CSH Executive Board and approved by CareerSource Florida (CSF,
the statewide workforce investment board that provides policy oversight to the LWDBs),
CSH serves as the Administrative Entity, Fiscal Agent, and Career Center Operator for
LWDA 19.

SECTION 5. Sources of Funding
The sources of revenue for CSH consist of any and all funds received under the federal
Workforce Innovation and Opportunity Act (WIOA), Wagner-Peyser Act, (WP) and
Temporary Assistance for Needy Families (TANF) programs, as well as any other federal,
state, local, public, or private funds legally received by CSH in accordance with the Interlocal Agreement and all applicable laws.
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ARTICLE II
STATEMENT OF PURPOSE

CSH shall be governed by a Board of Directors, in partnership with the Executive Board.
The purpose of the Board, in addition to those duties and functions outlined in the Interlocal Agreement and existing law, shall be to:
1. Design and implement workforce related strategies that facilitate cooperation
throughout the local area to “maximize talent development, economic development
and sustainable growth to improve the quality of life of our citizens, while recognizing
the unique attributes of each of the counties within our geographic area”.
2. Provide policy and program guidance, along with Career Center System oversight, for
all employment and training related activities within the local workforce service
delivery area, to include those authorized under the following federal and state
programs:
• Workforce Innovation and Opportunity Act (WIOA)
• Welfare Transition Services (TANF)
• Wagner-Peyser (WP – including Migrant and Seasonal Farm Workers)
• Trade Adjustment Assistance (TAA)
• Veterans Employment & Training
• Other legislatively mandated workforce programs, in accordance with guidance
received from within the Florida Workforce System
3. Develop and submit the Local Plan of Service to the designated state agency.
4. Seek ways to market workforce services to the community at large by collaborating
with county and local area Economic Development Organizations, Educational
Institutions, Chambers of Commerce, and other business agencies, groups,
committees and partners.
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ARTICLE III
MEMBERSHIP

SECTION 1. Representation
The membership of the CSH Board of Directors shall be consistent with the requirements
of federal and state law. A majority of the Board’s members must be representatives from
the Business (private sector) category.

SECTION 2. Composition of Board of Directors
In accordance with guidance as outlined in WIOA law and s. 445.007, Florida Statutes,
the CSH Board is comprised of members from the following categories:
a. Business (Private-Sector): 51% majority [WIOA § 107(b)(2)(A)]
A majority of members must be representatives from businesses in the local area who
are owners of a business, chief executives, or other individuals with optimum policymaking or hiring authority. Business members must have employment opportunities
that include high-quality work relevant training and development in in-demand industry
sectors or occupations available in the local area. At least two representatives of small
businesses should be included. Individuals must be nominated by local business
organizations and/or business trade associations.
b. Labor/Apprenticeships – Workforce Representatives: 20% minimum
A minimum of twenty percent of members must be “workforce representatives,”
defined as follows: [WIOA § 107(b)(2)(B)]
• At least two representatives must represent labor organizations nominated by
local labor federations. For a local area in which no employees are represented
by such organizations, at least two representatives of employees will be
included. (WOLO)
• At least one representative of a labor organization or a training director from a
joint labor-management apprenticeship program. If no such joint program
exists in the area, at least one representative of an apprenticeship program in
the area, if such a program exists. (WOLO, WOJ)
• May include representatives of community-based organizations that have
demonstrated experience and expertise in addressing the employment needs
of individuals with barriers to employment, including organizations that serve
veterans or provide/support competitive integrated employment for individuals
with disabilities. (WOV, WOD)
• May include representatives of organizations that have demonstrated
experience and expertise in addressing the employment, training, or education
needs of eligible youth, including representatives or organizations that serve
out-of-school youth. (WOY)
c. Education
Representatives of entities administering education and training activities in the local
area, including: [WIOA § 107(b)(2)(C); Fla. Statutes § 445.007(1)]
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•

•
•

•
•

A representative of eligible providers administering Adult Education and
Literacy activities under Title II of WIOA (ETPA). Locally, in order to maintain
the broadest and most equitable membership possible, a designee from the
local providers of these services may seat on a rotational basis, each for a oneyear term.
A representative of institutions of higher education providing workforce
investment activities (including community/state colleges). (ETPC)
A representative of secondary education. Locally, in order to maintain the
broadest and most equitable membership possible, the District Superintendent
or his/her designee from each School District within the local area will seat on
a rotational basis, each for a one-year term. (ETPO)
A private education provider (may be waived by CareerSource Florida upon
request if representatives do not exist locally). (ETPO)
May include representatives of local educational agencies, and/or communitybased organizations with demonstrated experience and expertise in
addressing the education or training needs of individuals with barriers to
employment. (ETPO)

When more than one institution exists in each type of educational entity listed
above, nominations may be solicited from each of these entities.
d. Economic/Community Development and Other Entities
Representatives of governmental and economic and community development entities
serving the local areas, including: [WIOA § 107(b)(2)(D)&(E); § 3(17)]
• Two representatives of economic and community development entities serving
the local area (defined as including a local planning or zoning commission or
board, a community development agency, or another local agency or institution
responsible for regulating, promoting, or assisting in local economic
development). No more than two representatives from all Economic
Development Organizations operating within the local area may serve as a
board member at any given time. Locally, seating will be on a rotational basis
for a one-year term each, in order to maintain the broadest and most equitable
membership possible. (GRED)
• A representative of Vocational Rehabilitation serving the local area. (GRVTD)
• May include representatives of agencies or entities serving the local area
relating to transportation, housing, and public assistance. (GRO)
• May include other representatives that the Chief Elected Official determines
appropriate.
Individuals may be appointed to represent more than one entity or category
provided they meet the required criteria for each.

SECTION 3. Appointment to CSH Board of Directors
Members of the Board of Directors must be appointed by majority vote of the CSH
Executive Board.
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a. Nominations to fill vacancies in the Business category shall be solicited from local
Chambers of Commerce, Economic Development Organizations, or other business
support-related organizations within LWDA 19. Nominations to fill vacancies in nonBusiness categories shall be solicited from the required organizations and institutions.

SECTION 4. Membership Terms
a. Pursuant to federal and state law, and except as indicated in Article III, Sections 2 and
6, members may serve until their successors are appointed.
b. Board members are nominated as required by law or as needed to fill vacancies and
may be re-appointed, if necessary, for consecutive terms.

SECTION 5. Vacancies
a. New members must be appointed to fill the same category of membership in which
the vacancy occurred in order to maintain the balance of membership. There is no
requirement for new members to be from the same organization, institution, or
company as the member being replaced.
b. All appointments to vacant memberships shall initially be for the duration of the
unexpired term of the member(s) being replaced. Members appointed to a full term
should serve the full term. Members are eligible for reappointment in accordance with
standard reappointment procedures.

SECTION 6. Termination of Membership
a. Although membership on the CSH Board of Directors is voluntary, members are
expected to give due consideration to the impact of their absences at scheduled
meetings. If a board member has a valid reason for not participating in a scheduled
Board or Committee/Council meeting, they should notify the President/CEO, or
designated CSH staff, and request an excused absence from the Board Chair. The
Chair shall have authority to grant excused absences at their discretion. Unexcused
absences from three (3) consecutive board and/or committee meetings, results in de
facto resignation and automatic removal as a board member.
b. If a member chooses to voluntarily resign their membership, they are encouraged to
provide a minimum of thirty (30) days written notice before the effective date of
resignation.
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ARTICLE IV
OFFICERS, ELIGIBILITY, TERMS,
DUTIES, VACANCIES, AND ELECTIONS

SECTION 1. Officers
Three Officers are selected from the membership to represent the CSH Board of
Directors: Chair, Chair-Elect, and Secretary/Treasurer.

SECTION 2. Eligibility as Officers
a. The Chair must be selected from among members representing the Business
category and must have served as a member of the Board for a minimum of one (1)
year.
b. The Chair-Elect must also be selected from among the Business category members
and shall have served as a member for a minimum of six (6) months.
c. The Secretary/Treasurer must be a current board member, in good standing, from
any membership category.

SECTION 3. Terms of Office
a. Term of Office is defined as two (2) years, beginning July 1 of the first year and ending
June 30 of year two.
b. Officers may serve for no more than two (2) consecutive terms, in any one capacity,
although they may continue as members of the Board of Directors. A vote of approval
from two-thirds (2/3) of the board is required to extend any term.

SECTION 4. Duties of Officers
a. Chair
i.
In accordance with the authority and power normally vested in the Chair of an
organization, the Board Chair shall have the authority and power to preside
over all meetings, and in general, perform all duties relating to the Office of
Chair and sign applicable reports, letters, or fiscal documents on behalf of the
Board of Directors.
ii.

The Chair shall be an ex-officio member of all Standing Committees/Councils
and/or Ad Hoc Committees.

iii.

The Board Chair shall appoint the Chair for Committees/Councils, with the
exception of the Chair of the Finance and Operations Committee, which shall
be filled by the Secretary/Treasurer.
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b. Chair-Elect
i.
The Chair-Elect shall perform all duties of the Chair, at the request, or in the
absence, of the Chair.
ii.

The Chair-Elect shall assist the Chair in conducting activities of the Board of
Directors and may serve as the Chair of any Standing or Ad Hoc
Committee/Council, if so assigned by the Chair.

c. Secretary/Treasurer
i.
The Secretary/Treasurer provides general oversight and guidance to the
President/CEO in all matters regarding maintenance and custody of the
Board’s official minutes and records.
ii.

The President/CEO, or their designee, maintains custody of all fiscal and
programmatic records as required by law and provides reports to the
Secretary/Treasurer, as necessary, for full disclosure to the Board.

iii.

The Secretary/Treasurer serves as Chair of the Finance and Operations
Committee.

SECTION 5. Vacancies
a. In the event of a vacancy in the office of the Chair, the Chair-Elect shall assume the
duties of the Chair.
b. In the event of a vacancy in the office of the Chair-Elect, a new Chair-Elect shall be
elected at the next regularly scheduled Board meeting.
c. In the event of a vacancy in the office of the Secretary/Treasurer, a new
Secretary/Treasurer shall be elected at the next regularly scheduled board meeting.
d. The term of office for the Chair, Chair-Elect, or Secretary/Treasurer elected due to a
vacancy shall be for the remainder of the existing term of the superseded office holder.

SECTION 6. Election of Officers
a. Elections shall be held in April of the year that elections are necessary. An Ad Hoc
Nominating Committee shall be appointed by the Chair at the January board meeting
of that year.
b. The Ad Hoc Nominating Committee shall present a slate of candidates for each office
being filled, not to preclude the nomination of other candidates from the general
membership (floor). Such nominations must receive a second in order to be
considered.
c. All officers shall be elected by a majority vote of members present at the meeting,
provided a quorum is established.
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d. In the event that an election cannot be held at the April Board meeting, either the
former officers shall continue to serve, or interim officers may be elected by a majority
vote of the Board members present.
The former Chair, Chair-Elect, or
Secretary/Treasurer shall preside over such elections. If neither of those officers is
present, the CSH Board of Directors shall select a member to preside over the election
of interim officers by a majority vote of the members present, provided a quorum was
established at the beginning of the meeting.
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ARTICLE V
MEETINGS

SECTION 1. Meeting Frequency, Day, Time and Place
a. The CSH Board of Directors shall meet no less than four (4) times per year, at a time
and place to be determined by the Board Chair. Regular Board meeting locations may
be rotated among each of the member counties, provided that an appropriate location
can be identified.
b. A special board meeting, in addition to the quarterly meetings, may be scheduled as
deemed necessary by the Board Chair.

SECTION 2. Notice of Meetings
Notice of meetings shall be sent to each member at least five (5) calendar days prior to
the scheduled meeting date. The notice shall indicate the time, date, and place of the
meeting. All meetings shall be open to the public and shall be publicly noticed. It is highly
desirable that board members attend all meetings in person; however, members may
participate by teleconference if extenuating circumstances prevail. Board members
desiring to participate in a meeting by teleconference should make necessary
arrangements with the President/CEO at least five (5) working days prior to the scheduled
meeting. All meetings are publicly noticed. Teleconference information is posted on the
agenda and is available for board member and public participation.

SECTION 3. Quorum
There shall be a quorum of any regular or called board meeting if fifty-one percent (51%)
of the current voting membership is present at the beginning of the meeting. Whenever
the attendance at the Board meetings is less than fifty-one percent (51%) of the current
voting membership, inclusive of the Board Chair, the meeting's business shall be
restricted to those agenda items involving reports or information only. In the absence of
a quorum, no official action shall be taken on any items before the Board. (As an
exception, to handle an action item required to meet an emergency need, See Article VII,
Section 1 – Executive Committee.)

SECTION 4. Agenda
a. All items of business to be considered by the CSH Board of Directors shall be placed
on the agenda by the President/CEO, with approval from the Board Chair, at least
seven (7) days prior to the scheduled date of the meeting. A copy of the agenda shall
be distributed to the membership, with the meeting notice, at least five (5) days before
the meeting date.
b. A majority vote of the membership present at the meeting shall be required to waive
Article V, Section 4(a), of these Bylaws in order to amend the agenda to include items
to be considered and acted on by the Board of Directors. Items not requiring official
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action by the Board may be added to the agenda with the consent of the Board Chair,
or their designee, at any time prior to, or during, a regularly scheduled or called
meeting.

SECTION 5. Order of Business
The official order of business at each Board meeting shall be similar to the following:
I. Call to Order
II. Introductions
III. Set/Amend Agenda
IV. Consent Items (to include minutes of all Board and Committee meetings)
V. Chief Elected Official / Board Chair Actions or Comments
VI. Committee Reports
VII. President/CEO Report
A. Programs Report
B. Financial Report
VIII. Time for LEOs/Board Members/Others
IX. Next Meeting Date
X. Adjourn

SECTION 6. Minutes
a. Minutes of all meetings shall be kept by the President/CEO or his/her designee. These
minutes shall be reviewed, amended or corrected, and considered for approval at the
next regularly scheduled meeting.
b. Upon approval by the Board, the minutes shall serve as the official record of the
business transacted at the meeting to which they pertain.
c. Copies of the minutes shall be provided to each member of the Board of Directors and
Executive Board with the next meeting agenda packet.
d. Copies of the minutes shall be provided to other interested parties and/or the general
public upon request.

SECTION 7. Participation in Meetings
a. Participation in meetings shall be limited to members of the Board of Directors and
Executive Board, the CSH President/CEO, and invited guests. The President/CEO
may require members of their staff to assist and participate, as they deem necessary.
Others may participate based upon:
•

Agenda items requiring participation from individuals, organizations, or other
interested parties having an official or vested interest in the item being
considered by the Board.
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•

Agenda items considered by the Board, as deemed by the Board Chair to be
relevant material or of significant enough interest to the public to warrant
comment and/or input from any member of the public present.

b. Any unscheduled speakers or individuals may address the Board of Directors at the
discretion of the Board Chair by completing a “citizens not on the agenda” form. The
Board Chair may impose time limits or other restrictions, as deemed necessary for
proper decorum.
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ARTICLE VI
VOTING RIGHTS

SECTION 1. Eligibility
Each member of the CSH Board of Directors, duly appointed by the Executive Board,
shall be eligible to cast one vote on any business of the Board, the Standing
Committee/Council or the Ad Hoc Committee to which assigned, unless a conflict of
interest or the appearance thereof exists, as outlined in Section 2 below.

SECTION 2. Voting
a. All matters to be considered by the Board shall be determined by a majority vote of
Board members present at the meeting with a quorum established, with the exception
of amendments to the Bylaws and related party transactions, as follows:
• Changes to the Bylaws must be approved by two-thirds (2/3) of the Board’s
total membership
• Related party transactions must be approved by two-thirds (2/3) of Board
members present at a meeting with a quorum established
b. Whenever a conflict of interest exists, or is thought to exist, same shall be declared in
an open meeting to the entire Board or Committee/Council of the Board, by the
member having such conflict, and the member shall abstain from voting as is provided
herein.

SECTION 3. Tie Votes
a. CSH Board: The Board Chair or Chair-Elect, or Secretary/Treasurer, if presiding, shall
cast a vote only when it is necessary to resolve a tie vote.
b. Committee/Council: The presiding Chair of a Standing Committee/Council or Ad Hoc
Committee shall cast a vote only when it is necessary to resolve a tie vote.

SECTION 4. Conflict of Interest
a. No member of the CSH Board of Directors shall discuss any matter before the Board
or its Committees/Councils that would financially benefit the member or their company
or any organization they are affiliated with without first declaring a conflict of interest.
Any member of the Board of Directors, who has a real or perceived conflict of interest
as defined by Florida law and/or guidance from the state workforce board
CareerSource Florida, must complete a conflict of interest form. It is the intention of
the Board of Directors that all members will comply with any guidance outlining
conflicts of interest, as prescribed by federal and state law.
b. Each Board member shall be responsible for assuring there is no conflict of interest,
or appearance thereof, in all matters voted on and shall be personally responsible for
declaring any conflict of interest, or perception thereof, of which the member is aware.
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c. No member of the Board shall make or second a motion or cast a vote on any matter
under deliberation by the Board or its Committees/Councils which has a direct bearing
on services to be provided by the member or any organization with which the member
is associated.
d. No member of the Board shall make or second a motion or cast a vote on any matter
before the Board or its Committees/Councils which would financially benefit the
member or his/her organization or company.
e. All members of the Board may vote on the Local Plan of Service.

SECTION 5. Abstentions
a. Any member with a conflict of interest, or appearance thereof, shall abstain from voting
on such matters.
b. All abstentions due to a conflict of interest shall be publicly acknowledged and
recorded in the minutes.

SECTION 6. Proxy and Alternates
Board members shall not vote at any meeting by proxy, nor shall alternates be permitted
to sit as voting members at any meetings. Alternate representatives may be required by
a member to attend and participate in meetings on their behalf for information and
discussion purposes only.
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ARTICLE VII
COMMITTEES/COUNCILS

SECTION 1. Committee/Council Names and Responsibilities
Standing Committees/Councils
CSH has specific Standing Committees/Councils in order to enhance workforce
development within the local area and provide guidance that best reflects business
demands, best practices, strategic imperatives, and new initiatives funded by the Florida
Legislature and the federal government, as follows:
• Executive Committee
• Business Enhancement Committee
• Finance & Operations Committee
• Youth Council
• Joint Administrative Review Committee
a. Executive Committee
1. The Executive Committee is comprised of:
• Executive Board Chair (Chief Elected Official)
• Board Chair
• Board Chair-Elect
• Chair of each Standing Committee/Council
• An “at large” board member from a member county that is not already
represented on the Executive Committee; and
• The past Board Chair
2. The Executive Committee has the authority to act on behalf of the Board of
Directors and is responsible for the following:
• To handle emergency items and formulate executive and administrative
policy
• To determine the necessity and/or priority of all actions taken by the
committees to be brought before the Board for approval or ratification
• To resolve all administrative and/or policy-related problems coming before
the Board
• To approve recommendations of any Standing Committee/Council, Ad Hoc
Committee, or staff member, in cases where it would be a detriment to the
program to wait for the full Board to meet
3. The Executive Committee may make emergency decisions on behalf of the Board
of Directors if a quorum of the Executive Committee is present at a regular Board
meeting and if eminent decisions must be made and a full Board quorum is not
present.
4. Any decision made by the Executive Committee in such an emergency that would
normally be a matter considered by the full Board, will be presented to the full
Board at the next regularly scheduled Board meeting, for affirmation. Any Board
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member has the right to disagree with any such decision; however, the decision of
the Executive Committee is binding.
5. The Executive Committee reviews the activities, reports and recommendations of
all other Committees/Councils and the overall operations of the CSH Board, as
needed.
6. The Executive Committee provides recommendations to the Board of Directors of
any necessary actions regarding the hiring and continued employment of the
President/CEO.
b. Business Enhancement Committee
1. The Business Enhancement Committee (BEC) serves as a catalyst between
industry, economic development organizations, educators, and training
providers, to identify skills needed to fill critical jobs necessary for business
retention, expansion, and recruitment activities. This committee also assists in
defining local goals and objectives that help underemployed workers improve their
skills to enhance their economic self-sufficiency. Strategies embrace the concept
of lifelong learning.
The committee is comprised of a majority of Board members representing private
sector businesses. Committee members are appointed by the Committee Chair.
Membership is extended to other individuals with appropriate related business
experience and expertise. These individuals are designated “Community”
members and are voting members of the BEC and non-voting members of the
Board of Directors.
At a minimum, composition of the BEC will include the following non-private sector
partners:
• A representative of Economic Development Organizations within the local
area
• The President, or designee, of any state/community college within the
service delivery area
• A representative of District School Superintendents, or designees
2. The Committee considers workforce related opportunities to assist with business
and industry retention and expansion and makes recommendations to the Board
regarding activities which would assist in enhancing the local business climate.
3. The Committee also considers methods to serve targeted groups within the
community – disabled workers, the homeless, veterans, mature workers, current
or former recipients of welfare assistance – that might face unique challenges that
the workforce system can address. A special emphasis is placed on efforts to
support training and development of the local area’s talent pipeline.
4. The Committee assists the CSH President/CEO in developing marketing and
outreach strategies and taking advantage of all opportunities to disseminate
information regarding the Board’s mission and relevant strategic imperatives.
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5. The Committee reviews local area labor market trends and needs regarding
available jobs in the local area. Training programs are reviewed to ensure
consistency with placement of clients into jobs that lead to economic selfsufficiency and the long-term economic health of the region. The Committee is also
responsible for identifying and validating local input for inclusion of valued
occupations on the annual renewal of the Regional Targeted Occupation List
(TOL).
6. The Committee is responsible for overseeing all fundraising efforts on behalf of the
Board. As such, duties would include:
• Seeking corporate donations
• Planning and conducting fundraising events and identifying sponsorships
• Collecting donor valuations and providing to the CSH President/CEO, or the
Chief Financial Officer, in their absence
7. In cooperation with the Finance & Operations Committee Chair, the BEC Chair
will jointly present to the CSH Board of Directors a summary of fundraising efforts
and Money Market account activity at each quarterly Board meeting, as
applicable.
Note: Donor Privacy
CSH respects the privacy of its donors and also recognizes that donors wish to be
connected to the organization. CSH uses donor information to notify them of
information, plans and activities. Donor information is shared with staff, board
members, volunteers, and consultants on a “need-to-know” basis.
CSH does not share its donor list with any third party unless donor permission has
been granted. Requests to remain anonymous will be honored.
c. Finance & Operations Committee
1. The members of the Finance & Operations (F&O) Committee are appointed by
the F&O Committee Chair and must include at least three (3) members from
the Business (private sector) category. Responsibilities of the Committee
include:
• Provide assistance and guidance in formulating the CSH Bylaws for
review and approval by the CSH Board of Directors
• Analyze all budgetary and/or fiscal-related matters, including review of
the annual budget. Provide recommendations to the CSH Board of
Directors for appropriate action
• Review all auditing and monitoring reports regarding CSH fiscal and
programmatic operations and make recommendations to the Board of
Directors regarding program or operations revisions
• Monitor the performance of service providers and provide
recommendations to the Board of Directors regarding necessary
remedial actions, to include extending or terminating contracts
• Responsible for directing the implementation of the Local Plan of Service
and for reviewing, analyzing and recommending approval or disapproval
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•
•

of all training, support services, or related program activities to be
provided.
Review the goals and objectives outlined in local policy and procedure
to ensure the respective programs are being operated within the scope
of existing federal and state law
Review Request for Proposals (RFPs) that are outside the jurisdiction of
other CSH Committees/Councils. The review will ensure consistency
with the plan of operations and dissemination for bid. Make
recommendations to the Board of Directors regarding the addition,
deletion, or revision of service providers and/or funding amounts, as
applicable.

Other responsibilities of the Committee include the review of any necessary
operational plan and/or budgetary amendment – as might be needed to obtain
state approval – to ensure encumbrances and/or expenditures are within
budget.
2. With regard to fundraising activities, and in cooperation with the BEC:
• Funds collected from fundraising events and/or corporate donations will
be deposited into the CSH “Money Market” Bank Account. The bank
statement for the Money Market Account will be provided to the F&O
Committee Chair
• The F&O Committee Chair:
 will review the Money Market Account bank statement,
comparing the receipt/deposit documents to the statement,
noting any discrepancies
 will sign to acknowledge review of the documents and forward the
bank statement and all related documents to the CSH
President/CEO
 in cooperation with the BEC Chair, and as applicable, will jointly
present to the CSH Board of Directors, a summary of fundraising
efforts and Money Market Account activity, at each quarterly
Board meeting
d. Youth Council
1. The Youth Council provides assistance and guidance with promoting
successful entry into the workforce through education and workplace
experience that leads to self-sufficiency and career advancement. Key
components of the strategy include efforts that enlist business, education, and
community support for students to achieve long-term career goals – ensuring
that young people entering the workplace for the first time have the academic
and occupational skills required to succeed in the workplace.
2. Members of the Youth Council will be appointed by the Council Chair and may
include:
• Members of the CSH Board of Directors with special interest or expertise
in youth policy
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•
•
•
•

Representatives of youth service agencies, including Juvenile Justice
and local law enforcement agencies
Representatives of local Public Housing Authorities
Representatives of organizations, that have experience relating to youth
activities
May include such other individuals as the Council Chair determines to
be appropriate.

3. Youth Council membership is extended to other individuals with appropriate
expertise and experience serving youth. These individuals are designated
“Community” members and are voting members of the Youth Council and nonvoting members of the Board of Directors.
4. The duties of the Youth Council include:
• Assistance with developing strategies that expand basic workplace skills
and the experience of youth
• Assistance with developing the portions of the Local Plan relating to
preparing young workers for entry-level employment reform, as
consistent with appropriate sections of the Workforce Investment Act
• Recommending eligible providers of youth activities to be awarded
grants or contracts on a competitive basis by the CSH Board of Directors
to carry out workforce-related youth activities
• Assistance in conducting oversight with respect to the eligible providers
of youth activities in the local area
• Other duties, as determined to be appropriate by the Council Chair, to
include:
 Strengthening Youth Partnerships
 Outreach to Youth with Disabilities
 Juvenile Justice Outreach
 Mentoring efforts
 Youth Aging out of Foster Care
 Choice/Career Academies
e. Joint Administrative Review Committee
1. The Committee consists of four (4) members:
• The CSH Board Chair and Chair-Elect
• The CSH Executive Board Chair and Vice-Chair
2. The purpose of the Committee is to act as the final step of the grievance
process for all administrative procedures of the Board. All decisions of the
Committee are final, with no further appeal process except as stipulated by law.
3. Areas of Committee involvement include:
• Resolving grievances from staff; Service Providers and/or Training
Vendors; clients; Board members
• Simplify processes for settling disputes and grievances by writing or
rewriting procedures
• Assist in staffing recommendations as requested
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•

Other actions as determined by the Joint Administrative Review
Committee and approved by the Board of Directors and Executive
Board.

SECTION 2. Committee/Council Membership
a. Each Board member is expected to serve on at least one Standing Committee/Council
and may be appointed to one or more Ad Hoc Committee(s) by the Board Chair.
b. Members are appointed to Committees/Councils based on their interest or desire to
serve on a particular Committee/Council, unless otherwise determined to be in the
best interest of the Board by the Board Chair.
c. Members interested in serving on a Committee/Council other than the one to which
they were appointed, are requested to provide a legitimate reason for not accepting
the appointment.
d. Membership on a respective Committee/Council is not limited only to members of the
CSH Board of Directors; however, Board members must comprise at least fifty percent
(50%) of a Committee/Council’s membership structure.

SECTION 3. Committee/Council Membership Terms
a. The term of membership on Standing Committees/Councils shall be the same as the
member’s general membership on the Board, unless reassigned by the Chair, through
coordination with the respective Committee/Council Chair.
b. The term of membership on Ad Hoc Committees shall be until the abolishment of the
Committee/Council by the Board Chair.
SECTION 4. Committee/Council Meetings
a. To the greatest extent possible, or as determined necessary by the
Committee/Council Chair, all Standing Committees/Councils will meet as needed in
order to carry out the Committee/Council’s responsibilities. At the discretion of the
Committee/Council Chair, meetings may be held by electronic means.
b. All Committees/Councils, with items of business requiring official action by the Board
at its next regularly scheduled meeting, should plan to meet prior to the scheduled
Board meeting.
c. All Committee/Council meetings shall be publicly noticed and open to the general
public. In those instances when the Committee/Council is to meet by electronic
means, the President/CEO will accommodate the general public at a location within
the Board’s administrative office, or similar location.
d. To the greatest extent possible, notice of all Committee/Council meetings shall be
given to all Board and Committee/Council members at least five (5) days in advance.
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Notice of emergency or called meetings shall be provided to members as soon as
possible.

SECTION 5. Committee/Council Quorum
a. A Committee/Council quorum must be established by the Committee/Council Chair at
each meeting in order for official business to be conducted.
b. A majority of the members of the Committee/Council shall constitute a quorum.
c. A motion shall be passed or defeated by a majority vote of the members voting at a
meeting where a quorum has been established, exclusive of any abstentions.

SECTION 6. Committee/Council Agendas
a. In keeping with the spirit of the State of Florida’s Sunshine Law, all Committee/Council
meetings shall have a written meeting agenda.
b. An agenda, as approved by the Committee/Council Chair, shall be provided to
members in advance of the meeting and made available to the public upon request.

SECTION 7. Committee/Council Decisions and Recommendations
a. All Committee/Council decisions and recommendations are to be included on the next
regularly scheduled Board meeting agenda by the President/CEO, to be reviewed and
considered for approval by the Board.
b. It shall be the responsibility of the Committee/Council Chair to explain and validate all
recommendations to the CSH Board of Directors at a regularly scheduled meeting.

SECTION 8. Committee/Council Interaction and Coordination
a. As warranted, it may be necessary for two or more Committees/Councils to interact
on matters regarding mutual assignments and interests. Such interaction should be
arranged in cooperation with the respective Committee/Council Chairs, and may occur
as a joint meeting or other form of bilateral communication. Separate or joint decisions
and recommendations may be communicated to the Executive Committee and/or
Board of Directors, jointly, or individually, by Committee/Council Chairs.
b. Upon reaching a joint decision, the Committee/Council Chairs will determine a
spokesperson, and communicate the recommendation to the Executive Committee
and/or Board of Directors. All conflicts and/or duplications are to be resolved prior to
communication to the Executive Committee or Board of Directors.
c. Conflicting recommendations will be decided by a vote of members of the Board of
Directors who are not members of either Committee/Council.
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ARTICLE VIII
STAFF SUPPORT AND PROFESSIONAL ASSISTANCE

SECTION 1. Staff Support
The CSH Board of Directors and/or its Committees/Councils shall be provided
administrative, clerical and technical support by CSH staff at the direction of the
President/CEO.

SECTION 2. Professional Assistance
The Board may hire subject matter experts, consultants, or other professionals, as
necessary, to assist in carrying out its mission and responsibilities.

ARTICLE IX
RULES OF ORDER
When parliamentary matters are not covered by these Bylaws, Roberts Rules of Order
(as revised), shall be used as guidelines, except where in conflict with any provisions of
federal or state law, or guidance provided by the state workforce board.

ARTICLE X
AMENDMENTS
These Bylaws shall only be amended or repealed by an affirmative vote of two-thirds of
the membership voting thereon, after written information specifying and summarizing the
proposed change(s) has been given to the entire membership. Such written notice shall
be made no less than five (5) days prior to the meeting at which such amendment or
repeal is placed on the agenda to be acted upon.

ARTICLE XI
RESOLUTION OF DISAGREEMENTS
WITH THE EXECUTIVE BOARD
In the event of a disagreement between the CSH Board of Directors and the Executive
Board, the Joint Administrative Review Committee shall be empowered to negotiate the
matter to agreement on behalf of both Boards.
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The Carver Model – Policy Governance
The attached document outlines the principles of the Carver Model policy governance for non-profit
boards, which has been adopted by the CareerSource Heartland Board of Directors as the model by which
this Board operates. This model clearly establishes oversight responsibilities of the Board of Directors and
clarifies the delegation of authority to the President/CEO, who has been given full and direct control of
staff. This model assures that members of the Board of Directors will not be involved in the day-to-day
operations of the organization, but will provide necessary guidance and establish policy that allows the
President/CEO to fulfill this obligation, on their behalf. The President/CEO interacts with the Board’s
officers and respective committees to ensure the most current philosophy and proactive measures are
taken toward accomplishing the organization’s overall workforce development mission.
The following text and explanation was taken from the Carver Governance website. More detailed
information can be obtained from http://www.carvergovernance.com.
The Policy Governance Model is an integrated board leadership paradigm created by Dr.
John Carver and designed to empower boards of directors to fulfill their obligation of
accountability for the organizations they govern. As a generic system, it is applicable to the
governing body of any enterprise. The model enables the board to focus on the larger
issues, to delegate with clarity, to control management’s job without meddling, and to
evaluate the accomplishment of the organization…….to truly lead it’s organization.
In contrast to the approaches typically used by boards, the policy governance theory
separates issues of organizational purpose (ENDS) from all other organizational issues
(MEANS), placing primary importance on those Ends. Policy Governance boards demand
accomplishment of purpose, and only limit the staff’s available means to those which do
not violate the board’s pre-stated standards of prudence and ethics.
The board’s own Means are defined in accordance with the roles of the board, its members,
the chair and other officers, and any committees the board may need to help it accomplish
its job. This includes the necessity to “speak with one voice”. Dissent is expressed during
the discussion, preceding a vote. Once taken, the board’s decisions may subsequently be
changed, but are never to be undermined. The board’s expectations for itself also set out
self-imposed rules regarding the delegation of authority to the President/CEO and the
method by which board-stated criteria will be used for evaluation. Policy governance
boards delegate with care. There is no confusion about who is responsible to the board or
for what board expectations they are responsible. Double delegation (for example, to a
board committee as well as to the President/CEO) is eliminated.
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Evaluation, with such carefully stated expectations, is nothing more than seeking an answer
to the question, “Have our expectations been met?” The board, having clarified its
expectations, can assess performance in that light. This focused approach reduces the
mountains of paperwork boards often feel obliged to review. Those boards which might
worry that they are only furnished the data that management wants to give them soon find
that in clearly stating their expectations and expecting a relevant and credible accounting
of performance, they have effectively taken over control of their major information needs.
Their President/CEO no longer has to try to read their minds.
Policy governance is considered an effective change in the way boards conceive of and do
their job. Board leadership isn’t just rhetoric…..it’s a reality.
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“The Carver Model”
Principles of policy governance for non-profit Boards of Directors
Principle 1: The trust in trusteeship.
The board of a non-profit or public organization represents the ownership of the organization. It governs
on behalf of all the affected persons who are not seated at the board table. It must, therefore,
establish, maintain, clarify, and protect its relationship with the organization’s “owners”.
Principle 2: The Board speaks with one voice or not at all.
In order to lead and make authoritative decisions, a board must have a single voice on any given issue.
The power of Boards of Directors is not as individuals, but as a group – a corporate entity entrusted by
the owners with the authority to govern and lead the organization. Diversity of viewpoints from board
members must be respected and encouraged. Rarely will votes be unanimous; however, those trustees
who lose a vote must accept that the board has spoken and that its decision must be implemented as
decided.
Principle 3: Board decisions should predominately be policy decisions.
Board policies should be the expression of a board’s soul. They should embody the board’s beliefs,
commitments, values, and vision. The board must address the largest or broadest values in four
categories:
1. Ends. The board defines which customer results are to be achieved, for whom, and at what
cost.
2. Executive limitations. The board establishes the boundaries of acceptability within which
methods and activities can responsibly be left to staff, at the direction of the President/CEO.
These limiting policies apply to means rather than to ends.
3. Board-staff linkage. The board clarifies the manner in which it delegates authority to the
President/CEO, as well as how it evaluates the organization’s overall performance on
achievement of the ends and executive limitations policies.
4. Governance process. The board determines its philosophy, its accountability, and the specifics
of its own job.
Principle 4: Boards should formulate policy by determining the broadest values before
progressing to more narrow ones.


The board should resolve the broadest or larger policy issue in each category before
dealing with smaller issues in any category.
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The board should, if it wishes to address smaller levels, never skip levels but move to
the next smaller level in sequence.



The board should grant the President/CEO full authority to make all further choices as
long as they are “within” the board’s ends and executive limitations policies.

Principle 5: A board should define and delegate, rather than react and ratify.
The very act of approving things forces boards to become entangled in trivia.
Principle 6: Ends determination is the pivotal duty of governance.
The justification for any organization lies in what difference it can make. A non-profit organization exists
so that the world in which it operates can be a better place. The ends of an organization are the reasons
for its existence. Careful, wise selection of ends is the highest calling of trustee leadership.
Principle 7: The Board’s best control over staff means is to limit, not prescribe.
The distinction between ends and means will enable the board to free itself from trivia, to delegate
clearly and powerfully, and to turn its attention to the large issues of ends. Quite apart from ends, the
board is also accountable for the way the organization conducts itself. This is best done by setting
limits.
Principle 8: A Board must explicitly design its own products and process.
It is in the policy category of governance process that the board states what it expects of itself. This
important category of board policy deals with a portion of the board’s own means; how the board will
conduct itself, perform its own job, and evaluate its own performance. Boards must enunciate and
hold fast to the principles guiding their own operation or they will appear directionless or even
capricious.
Principle 9: A Board must forge a linkage with management that is both empowering and
safe.
No single relationship in the organization is as important as that between the board and its
President/CEO. This relationship supersedes any relationship with the other staff.
Principle 10: Performance of the President/CEO should be monitored, but only against
policy criteria.
When the board has told its President/CEO to achieve certain ends without violating certain executive
limitations, monitoring performance becomes no less, and no more, than checking actual performance
against these two sets of expectations.
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Role and relationships of the President/Chief Executive Officer

What is a President/CEO? Is there a difference between President/CEO and Executive
Director?
Boards use many different titles to describe the top staff person in their organization. We
have seen executive director, superintendent, general manager, and many more. The title
used, however, does not tell us if the incumbent of the position is a President/CEO (even
if "CEO" is used as the title). The President/CEO, if one exists, is the first person below the
board of directors who, as an individual, has authority over the organization. He or she is
accountable to the board that the organization meets its expectations. And accordingly, the
President/CEO, to be a real President/CEO, must have authority over the operational
organization. Many top staff positions are given only partial authority to make decisions,
and therefore cannot be held accountable for the performance of the organization. It is,
after all, not possible to hold people accountable for decisions and actions over which they
have no authority.
Is it necessary to have a President/CEO in order to use Policy Governance?
No. It is true that if the operational or executive portion of an organization is headed by a
President/CEO, governance is easier, for the board doesn't have to deal with division of
labor and its accompanying multiple delegations. But the board can still use all of Policy
Governance if it chooses not to create a President/CEO position. Without a President/CEO
it is still true that the board should make clear the worth of expected results for intended
beneficiaries. It is still true that the organization will produce more creatively and
productively if the board stays out of the way except for setting prudence and ethics
boundaries. So, unambiguous delegation of specified authority and mandatory
accountability still must occur, even though without the simplicity of single-person
accountability the board job is more difficult.
How does the board evaluate the President/CEO?
The board's chief evaluative interest is whether the organization achieves the board's ends
and operates within the board's executive limitations. If a board has a President/CEO, then
it holds him or her personally accountable for that organizational performance. The board
doesn't evaluate the President/CEO so much as it evaluates the organization and pins it
on the President/CEO. The organization's performance is disclosed by a monitoring system
that, on a continuing basis, provides the board with applicable data. The running revelation
of that system is the President/CEO's evaluation. If the board wishes to punctuate that
continual stream, it may do so, as in an annual evaluation, for example. But nothing can
come up in the punctuation that wasn't already in the regular monitoring system, since that
system is exhaustive.
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Can the President/CEO be on the board?
Yes, but not without a conflict of interest. It is an imprudent practice and one that is entirely
unnecessary inasmuch as whatever value it contributes can be achieved with other ways
that do not have so obvious a downside. After all, the board has complete access to the
President/CEO without his or her having a board seat. And if the reason for a board seat
is to give the President/CEO greater prestige, the board has only itself to blame for not
vesting great prestige in the President/CEO role itself. As an aside, if the President/CEO
is given a board seat without a vote, we treat that as not being on the board.
Can the President/CEO chair the board?
No – never. The conflict of interest is obvious on its face. The fact that many if not most
corporate boards in North America operate in this fashion is demonstration that their
practices are not good models for anyone, even for themselves. This practice is open
admission that the integrity of governance as a link in the chain of moral authority from
owners-to-operators is woefully overlooked in the field.
Isn't it dangerous to give as much authority to the President/CEO as Policy Governance
does?
Policy Governance in itself doesn't give either more or less authority than traditional
governance practices. But what it does give, it gives explicitly and traceably. It is common
for boards not using Policy Governance to give their President/CEO a great deal of
authority implicitly. (As just one example, for the President/CEO to be the main source of
a board's agenda conceals a great deal of unnoticed authority.) Moreover, Policy
Governance doesn't dictate how much authority a board should give or withhold. It sets out
a framework in which each board makes unequivocal decisions about how much
President/CEO authority there is to be.
Why give a lot of authority to the President/CEO?
The President/CEO position is the board's guarantor of organizational performance. Once
the board has defined desired performance, the real work begins. Boards that value
performance desire and deserve a powerful President/CEO. So it is to the board's
advantage that the President/CEO has as much authority as the board can prudently grant
him or her. And, of course, it is to the board's advantage that the President/CEO be
successful. The amount of authority given to the President/CEO is only limited by the
board's own need to be accountable to the ownership and before the law. But since it is
the board deciding how much authority to give, setting the limits, and defining success, the
President/CEO is always less powerful than the board.
Doesn't Policy Governance require a great deal of trust in the President/CEO?
A Policy Governance board sets out comprehensive expectations for organizational
accomplishment, then demands credible performance data relevant to each expectation.
The board can choose to receive these data from sources other than the President/CEO
(e.g., an auditor). So Policy Governance does not require more trust than board practices
in which expectations are less explicitly set and monitoring is less precisely targeted. It
actually requires less. Frankly, the more substantial trust issue in organizations is for the
President/CEO to be able to trust the board (e.g., never to evaluate on unstated criteria or
never to leave the President/CEO to the mercy of individual board members).
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Consequently, Policy Governance not only addresses President/CEO trust issues, but
requires board behavior that is trustworthy.
(continued)
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The board's relationship with staff below the President/CEO

Should staff attend board meetings?
Staff under the President/CEO may attend board meetings, unless an “in-camera” item is
being discussed; but should not be required to attend by the board. Occasionally the board
may wish to obtain staff input about a decision the board is going to make, and asking the
President/CEO for the attendance of staff members for such a purpose is fine. Sometimes,
the President/CEO may decide that he or she will need the assistance of a staff member
in giving input to the board, and the President/CEO of course has the authority to require
staff attendance at such times. Perhaps the most important point, however, is that the
board meetings belong to the board, not to the President/CEO and certainly not to the
President/CEO's staff. Nothing should ever be allowed to cloud that distinction.
Isn't it a waste of talent if board members cannot help staff?
It might well be. But there is nothing in the Policy Governance model that prevents
individual board members from helping staff unless the staff does not want it. As long as
only the board as a body can exercise authority over staff (and then only over the
President/CEO if there is one), then individuals can relate in any way they wish. With this
construction, it is obvious that board members cannot foist their advice on staff, but may
freely give it if asked. The key is that the mechanism of advice must always be thoroughly
under the control of the advisees.
Is it true that the board can't talk to the staff, and if so, why?
No, this is not true. In Policy Governance, anyone can talk to anyone. What is true,
however, is that the use of authority between board and staff is very carefully controlled.
Only the board issues instructions; board members—even the chair—do not have the
authority to do so. And board instructions go to the President/CEO, if there is one. In
addition, board members as individuals or as a group are not permitted to make
assessments of the performance of sub-President/CEO staff members. Having the right to
judge performance is actually almost the same as having the right to set expectations. The
board as a body assesses organizational compliance with its pre-stated expectations, and
holds the President/CEO accountable for this compliance.
How can a board member contribute special skills or knowledge when the board must
"speak with one voice"?
Nothing in Policy Governance prevents a board member from advising or helping staff as
long as two safeguards are in place: (1) The board has made clear that no board member
has any authority over staff, even the authority to foist advice or even demand to be heard,
and (2) the President/CEO or his/her delegate requests or accepts an offer of advice or
help. With these rules in place, there is no limit to the amount staff can tap the special gifts
board members might bring.
Does Policy Governance apply when there is no staff?
Yes, but because very small organizations normally have less need for a sophisticated
system, using Policy Governance may be like using an advanced management system for
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our housecleaning. The way in which it can be most useful is in helping board members
know when they are being a board and when they are being a staff, for different principles
apply. For example, as board it is important that decisions be made by the group; as staff,
it is important that individual decision-making be as unencumbered as possible.
What about the clerical person who takes minutes and in other ways works for the
board?
While it is possible for a board to have a "secretary" that is apart from the President/CEO,
doing so is normally not the best choice. Therefore, the board’s clerical assistant works for
the President/CEO, but is assigned by him or her to board service. If the board does not
get from this help what it has said it wants, its recourse is upon the President/CEO, not the
clerical person. In other words, the board holds the President/CEO accountable for
providing a certain level of assistance.
Staff is the most critical ingredient in success; why shouldn't the board have a hand in
their selection?
Ironically, this is why the board should not be directly involved except to choose a
President/CEO. In any situation, accountability is maximized when as many of the factors
of production as possible are in direct control of the one to be held accountable. When a
board involves itself in any of those factors, it reduces the degree to which it can hold its
President/CEO accountable. The best course for the board to take is (a) to demand
performance and assess it rigorously and (b) to establish limits outside which
President/CEO (thence staff) decision-making cannot go, and assess that just as
rigorously. It is only when boards fail to do these things that they are tempted into 'getting
into the kitchen.'
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ATTACHMENT 5: MOU’s, IFA’S, RSA’s
MOU’s
•

Alpha & Omega (thru 09/30/20)

•

Avon Park Housing Authority

•

Circuit 10 Interagency Agreement.

•

Circuit 12 Interagency Agreement.

•

Dept. of Economic Opportunity (DEO)
For the delivery of Wagner-Peyser funded employment services – Identified as Exhibit A of the Grantee-Sub Grantee
Agreement between Heartland Workforce (CareerSource Heartland) and DEO

•

DeSoto County Board of County Commissioners for labor exchange services

•

Early Learning Coalition

•

Florida Non-Profit Housing

•

Indian River State College for Adult Education/Literacy

•

Manatee Community Action Agency, Inc.

•

School District of DeSoto County for Adult Education/Literacy

•

School District of Hardee County for Adult Education/Literacy

•

The Sustainable Workplace Alliance

IFA’S
•

ALPI (Agricultural and Labor Program, Inc.)

•

Division of Blind Services

•

Resource Sharing Agreement with AARP

•

South Florida State College for Adult Education/Literacy / Carl Perkins

•

Vocational Rehabilitation MOU/Resource Sharing

RSA’s
•

Dept. of Business & Professional Regulation

AGREEMENT BETWEEN
DESOTO COUNTY BOARD OF COUNTY COMMISSIONERS
AND
CAREERSOURCEHEARTLAND
Jrci Party ONLINE ACCESS AGREEMENT CHMURA JOBS EQ

1. GENERAL
Heartland Workforce Investment Board, Inc. dba. CareerSource Heartland ("CSH") provides shared
access to Chmura Jobs EQ website to users who have agreed to the terms and conditions stated
below.
This 3'' Party Online Access Agreement ("Agreement") is a legal agreement between DeSoto County
Board of County Commissioners (DCBOCC) and CSH. It states the terms and conditions under which
DCBOCC may share access to CSH's Chmura Jobs EQ system and use the online services that CSH
uses through that system ("Service"), and use the software necessary to connect to the Service
("Software").
PLEASE READ THE FOLLOWING TERMS AND CONDITIONS CAREFULLY. BY COMPLETING
THE REGISTRATION PROCESS AND USING THE SERVICE, YOU AGREE TO BE LEGALLY
BOUND AND TO ABIDE BY THIS AGREEMENT.
2. ACCESS AND LICENSE
(a). Access. CSH hereby grants DCBOCC access to utilize one of its' JobsEQ system logins and
the right to use the Service subject to the terms of this Agreement.
(b). License. CSH hereby grants DCBOCC a nonexclusive, nontransferable license to use the
JobsEQ website, solely for the purpose of accessing CS H's JobsEQ Regional Service Area. DCBOCC
may ONLY access the site using the single assigned login, on One (1) compatible computer at a time.
DCBOCC may not (a) distribute, publish or otherwise disclose account information and or login
passwords, (b) sell, rent, sublicense, assign, or otherwise transfer, or distribute, the login access or this
license.
(c). Permitted Users. Use of this account is strictly limited for use by the approved member of
DCBOCC ONLY, provided that such person abides by the terms and conditions of this Agreement.
Access to the service by any other members of DCBOCC is prohibited. By utilizing this account,
DCBOCC assumes all risk and liabilities resulting from its use. It is DCBOCC's responsibility to
safeguard any personal identification number and password required to access the system. DCBOCC
DOES NOT have the right to authorize others to use this account nor is the account assignable or
transferable.
3. CHANGES
The Jobs EQ system, and this Agreement may change from time to time and CSH reserves the
right, at CSH's sole discretion and without prior notice or liability, to discontinue or alter the Service or
any feature of the Service including, without limitation, (a) restricting the time of availability, (b) restricting
the availability and/or scope of the Service for certain types of computers and operating systems, (c)
restricting the procedures for or amount of access or use permitted, (d) restricting or terminating any
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