ETP

Employment Training Panel

POLICY COMMITTEE
MEETING NOTICE & AGENDA

TIME/PLACE

Thursday, June 26, 2025, at 1:00 p.m.
California Employment Training Panel
1100 J Street, Sacramento CA 95814
Phone: (916) 327-5640
Via Zoom

This is a public meeting and the public may attend and/or
provide public comment in person or virtually.

In-person attendees should check-in at the Security Desk located in the Main
Lobby on the First Floor to be directed to the Sequoia Room on the Fifth Floor.

For virtual attendees to view or provide public comment via Zoom meeting, use
the link below and use the raise-hand feature during public comment to be called
on.

Join Zoom Meeting:
https://lus06web.zoom.us/j/84988149009
Passcode: 355736

One tap mobile: 1-888-278-0296
Conference code: 1185529

(For assistance, login, and raise hand or contact ETPESCU@etp.ca.gov )

ATTENDANCE

Gretchen Newsom, Chair

Rebecca Bettencourt, Member (Attending Virtually)
Mike Hill, Member

Jennifer Fothergill, Member

AGENDA
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https://us06web.zoom.us/j/84988149009
mailto:ETPESCU@etp.ca.gov

Policy Committee Meeting Date: June 26, 2025

Call to Order by Chair
e Welcome and Roll Call

Gretchen Newsom

e Action to Approve June 26, 2025 Policy Committee Meeting Agenda
e Action to Approve April 24, 2025 Policy Committee Meeting Minutes

Policy Manager Report
¢ Pilot/Guideline Review Status Update

Discussion ltems

MEC Survey Results

e Survey Question 1: Main Focus

e Survey Question 2: Approach to Applications
e Survey Question 3: Geographic Service Area
e Survey Question 4: PE Recruitment

e Survey Question 5: PE Demand

e Survey Question 6: Curriculum Development
e Survey Question 7: Curriculum & PEs

e Survey Question 8: Repeat Trainees

e Survey Question 9: Trainers

e Survey Question 10: Free Form

Action Items
None this month

Lis Testa

Lis Testa

Lis Testa

Lis Testa

Lis Testa

Lis Testa

Lis Testa

Lis Testa

Lis Testa

Lis Testa

Lis Testa

Opportunity for Policy Committee Members to Request Agenda Items for Future Policy

Committee Meetings
Public Comment on Matters Not on the Agenda

Public Meeting Adjourns
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Policy Committee Meeting Date: June 26, 2025

Under Government Code section 11123(a), all meetings of a state body are open and
public, and all persons are permitted to attend any meeting of a state body, except as
otherwise provided in that article. The Policy Committee may take action on any item
listed in this Meeting Notice & Agenda. You can obtain further information about this
Meeting Notice & Agenda by contacting Michael A. Cable, Staff Attorney, at (916) 327-
5422, or Michael.Cable@etp.ca.gov, or sending a written request to Michael A. Cable,
Staff Attorney, at Employment Training Panel, 1100 J Street, 4th Floor, Sacramento,
California 95814. Written comments on agenda items should be submitted no later
than 12:00 p.m. the business day before the meeting in order to afford adequate time
to consider your comments.

All meetings are accessible to the physically disabled. A person who needs a disability-
related accommodation or modification in order to participate in the meeting, including
without limitation auxiliary aids or services, may make a request by contacting Michael
A. Cable, Staff Attorney, at (916) 327-5422, or Michael.Cable@etp.ca.gov, or sending
a written request to Michael A. Cable, Staff Attorney, at Employment Training Panel,
1100 J Street, 4th Floor, Sacramento, California 95814. Providing your request so that
it is received at least five (5) business days before the meeting will help ensure
availability of the requested accommodation.
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ETP

Employment Training Panel

STATE OF CALIFORNIA EMPLOYMENT TRAINING PANEL

POLICY COMMITTEE MEETING
In person
1100 J Street, Sacramento, CA, Sequoia Room

Thursday, April 24, 2025
l. POLICY COMMITTEE MEETING CALL TO ORDER
Chair Gretchen Newsom called the meeting to order at 1:01 p.m.

Il ROLL CALL

Present

Gretchen Newsom
Rebecca Bettencourt
Mike Hill

Jennifer Fothergill

Executive Staff

Jessica Grimes, Director

Peter Cooper, Assistant Director

Kumani Armstrong, Assistant Director/ Chief Counsel
Michael Cable, Staff Attorney

ETP Representatives
Elisabeth Testa, Policy Manager

M. MEETING AGENDA

No changes to April 24, 2025 Agenda.

ACTION: Member Fothergill moved and: Member Bettencourt seconded approval of the
April 24, 2025 Meeting Agenda with no changes. All Policy Committee Members

present voted in the affirmative.

Please note Agenda will be done in a different order than listed.

Motion carried, 4 to 0.
IV. MEETING MINUTES

No changes to February 27, 2025 Meeting Minutes.
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ACTION: Member Hill moved and: Member Bettencourt seconded approval of the February 27,
2025 Meeting Minutes with no changes. All Policy Committee Members present voted
in the affirmative.

Motion carried, 4 to 0.

V. MANAGER REPORT

No report this month.

VL. DISCUSSION ITEM

A. MEC Proposal Contents and Quality

Panel proposals are the only documents that Panel has to base their decisions on. Proposals need
to be accurate and based on information that aids the decision making process. This is a
continuation of the discussion started at the February Committee meeting. The issues are large and
multiple and deserve their own discussion. Three main areas will the focus today: 1) the MEC’s
relationship to their Participating Employers, 2) how repeat MEC projects differ from previous
projects, and 3) how the MEC training plans are developed.

Questions for discussion was posted.
Committee Feedback

Committee commented that what we want is feedback on these kind of draft questions. It is very
difficult to have this kind of discussion in a public meeting. What we have done in the past is that
we finalized these discussion questions and then posted them as a survey to those interested.

Question of whether the list of participating employers on the application is meant to be a
representative list or a comprehensive list. On that list of participating employers are they all aware
that they have been listed on that list?

Policy manager explained the 100B list that you see in the proposals is a representative list or
estimate, because they don’t know what will happen. In other words many of the Participating
Employers that are on the 100 B list do in fact participate in the MEC contracts, but they all don't.
Best guess would be that many are but some are not aware of being listed.

Committee suggested that the question as to whether the participating employers are aware they
are on the list would be an excellent question to add to a survey.

Public comment was requested on this issue

Nathan Daily with CMTA commented they have clients that are repeat clients from previous
contracts and people who have expressed interest in participating but don’t necessarily tell them
that they are being put on the 100 B form. A lot of them then decide they are not ready for training
now or things look too complicated so some will drop off. The advantage of the MEC is the flexibility
you don’t have to plan in three to six months what is going to happen once you get the MEC up and
running. Then recruit more people and they can start training immediately. Anything that hinders
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that flexibility is poison to the MEC contract.

John Fox from San Bernardino Community College District commented that he really like the idea
of putting this out as a survey after finalizing the questions here. That gives time to put some good
thought into it and have robust answers to get back to Panel.

Rocio Lyon echoed what John Fox said any opportunity to provide feedback is welcome. Regarding
do the employers know that they are on the list? Yes, because we have engaged with them. If we
don’t have signed certification statements, which is the document that the employer has to provide
to us that say, they are ready to have a serious conversation. It doesn’t mean they have signed a
contract just that they are ready to work on developing their plan. They do not get submitted with
the application.

Phil Herrera (Herrera and Company also the ETP Coalition for ETP and Jobs) strongly supports the
idea. He recommends giving the opportunity to offer questions in the survey.

Barry Malechi with American College explained the way they recruit participating employers is that
since we have been training specifically the AEC industry, architectural, engineering, construction
they have hundreds of companies who have participated in their training. When collecting the 100
B they contact each one of them and ask how many trainees they project they will train with the
state funded training for the next 21 months, which is the basic duration of the contract. On the list
they provide everyone know how many trainees they want to train. When they provide staff with the
list 70-75% of the number of employees or trainees that we are asking for we submit 25 companies
and by the time we are done with the training, we have over 100 companies who have participated.

Alistair Branson, with Butte College stated that over the last 12 years they have successfully
completed or participated in 16 ETP contracts counting some of the response contracts and
managed to administer approx. 6.5 million cumulatively in funds serving approx. 150 unique certified
employers, thousands of individuals and over 290,000 hours of training. He wanted to reiterate the
concerns about flexibility in serving the MEC particularly in rural Northern California, in Butte County.
It is critical that they can pivot and respond to employers. They spend a lot of time recruiting new
employers and working with them on their training plans.

Rosa Hernandez works primarily with new hire MEC’s they do not have participating employers
identified initially in the contract and they are nonprofit training agencies, they do have established
curriculums.

Committee Discussion

Comment was made by committee that the idea of flexibility is strongly heard. One of the questions
asked was how do repeat MEC projects differ from previous projects, they don’t fit with flexibility
and unique. Unlike what we look at for single employers. The question is, what is the focus of the
MEC, what is the MEC purpose serving, and how flexible can it be based on the purpose that MECs
are designed to serve. Maybe if we could get back to the true purpose of the MEC from the regs.

Committee wants the regulatory definition, an explanation of the MEC and what it is seeking to do

at the front end of the survey and then list the questions, open-ended questions not yes or no.
Gather as much feedback as we can, then finalized.

Employment TrainingPanel April 24, 2025 Page 3 of 13



Question was asked what we will do with the feedback from the survey. Is it meant to refine the
current requirements?

Policy manager explained that the purpose would be to craft some specific application questions
that the MEC can answer. The responses to those questions can be represented in the proposal.
This would save the Panel from asking, tell me how your repeat project is different from you prior
one. Tell me where you found your PE’s. Tell me how you developed your curriculum. That way you
have a clearer picture so Panel doesn’t have to dig through the proposals to find out what is going
on. The questions would be put in the application for the MEC to describe, similar to what we have
now, describe your project details or the introduction details.

Director Grimes commented two things. One, it should be noted that when we think about flexibility,
there is an aspect of the multiple employer contractors that includes small businesses that may be
introduced to ETP that do not have sufficient administrative capacity to administer their own
contracts independently. And the other piece to be noted is that with JATC’s and MECs there is this
ecosystem of continuous learning, which is another piece that is a niche of MECs. | want to make
sure that we get on the record that many times when we think about the uniqueness of the proposals
that is important. However, if there are new employers, participating employers and they are doing
similar training or if it is continuous training that is more advanced. It has to be framed within this
context just so we have an understanding of that.

Policy Manager confirmed that at the top of the survey a definition of what a MEC is according to
the leg and regs will be added so there is a framework to work from. Are we good with the questions
that are in the memo with no edits? Then we will have other open-ended questions at the end of the
survey. Do you want a question about how much continuous improvement training that they are
doing?

Approval was given with the addition of optional individual information about the person taking the
survey in case we have a follow up questions. Name, email address, phone number, entity that they
are associated with but all optional.

Policy Manager asked if committee would like just one identification like what type of MEC they
represent, a training agency or an industry group of just a general check box. What type of MEC
are you representing?

Approval was given that that question should be up at the very top, including other in case somebody
comes up with some other understanding. Down at the very bottom after the additional open-ended
commentary, the self-identification optional components.

Comment was made that there where conversations last time about who delivers the training.
Maybe it falls in the business model, but there was a lot of conversation about whether they
outsourced. Some contracts they use where it is outsourced, the contractor delivers training for that
company and others where it is outsourced to a third party who then delivers it. Then there are
others where the contract holder is giving dollars to the business once they have completed their
training. There are multiple differences. So, how do they deploy the training?

It was decided that the question of how they deploy the training should be at the end. It was

determined that a minimum of three weeks should be given for responses, then a deadline clearly
stated. Please get your feedback to us by the end of the survey period.
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Assistant Director Cooper asked if there was a section or question regarding the region that they
are working in. It would be interesting to find out if some of the small employers are in areas that
ETP staff are unable to reach and what is being done in the rural areas of the state.

Policy manager stated that we can add another question about geographic areas served. She will
set the survey up to send out reminders per Committee request.

Request was made to add an announcement on our website. And also send it out to our list of the
MEC’s.

VIl. ACTION ITEMS
A. Justice-Involved/Opportunity Youth Guidelines

This is an action item not a discussion. Originally known as Ex-Offender/At-Risk Youth
Guidelines, these came to the December Committee meeting and we made some revisions, it
was brought back to the February Committee for approval and some additional public comment
was given which necessitated us to do some further research into the wages that are being paid
to this population. The original discussion for these guidelines was to provide a general cleanup
of punctuation, grammar, spelling etcetera, and to change the name to Justice-Involved/
Opportunity Youth guidelines to align with Labor Agency terminology. An adjustment was
considered to change fulltime work from 30 to 35 hours. Additionally, it was decided to hold all
of the trainees to whatever wage was relevant to their population rather than how they were
originally held to the new hire or HUA wages. The last change agreed upon in February was to
revise the guideline to give funding priority for all projects that have a Justice-
Involved/Opportunity Youth component and not only to those that have a pre-apprenticeship
component.

February’s discussion raised comments about the wages and the need for data on what is
actually paid to this population. Wage data shows that for most contracts, trainee average wages
are in the retrainee wage range or above. The high end of the wage range was quite high.
However, the low end of the wage range was quite low.

Based on this information staff is recommending potentially holding the Justice-Involved
Opportunity Youth required wage to the new hire and HUA wage levels. While the average and
upper end of the wages actually paid to these trainees is at a higher level than what those new
hire or HUA wages would require, the trainees that are being paid at the lower end of the wage
range need the lower wage requirements in order to participate in this program, which serves as
a vital bridge for a vulnerable population and assists them into moving into higher paid and higher
skilled jobs. A draft of the guidelines is included in the packet.

Staff is requesting a motion to approve the changes to these guidelines — please include your
decision for how wages are to be handled. As a reminder: wage options are #1 hold all of these
trainees to the lower new hire and HUA wages ranges or #2 to hold them to whichever wage
range they would normally fall into rather than holding them to a lower required wage.
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Public comment was requested on this issue

Nathan Bailey, CMTA explained that the organization which they support with the Justice
Involved group, their models specifically recruit ex-offenders right out of prison, give intensive
training, more hours of training per person than he is allowed to submit. When they graduate
from the program, helping to place them with other employers in machine shops and whatnot,
hopefully earning, appropriately high wages deserving of their machining skills. But as a non-
profit organization, they cannot meet the prevailing wages. So a company like City Dignity would
not be able to participate.

Jason S. with Building Justice stated they believe that it is important when someone enters the
workforce that they are able to do so with dignity. He commented that wages mean a lot to
people, that minimum wage is there for a reason and we are telling someone the value that they
bring. He thinks that some of the skills that people bring from being incarcerated or being
impacted by the systems are skills and value that is overlooked. He supports showing value to
people who are coming home from incarceration to reduce poverty, to reduce recidivism by
giving them a wage that shows that we value them.

Committee feedback

Committee Chair believes very strongly that just because you made a mistake, you served your
time, you shouldn’t be further penalized by a lower wage for doing the same work with the same
skill set under the same job classification. But we are now incentivizing folk to participate in this
program by paying lower wages to this population. We are changing the guidelines to be Justice-
Involved/Opportunity Youth guidelines and we cannot do that by paying unjust wages. Wages
are tied to self-worth and we can set the bar so that they are being paid standard wages, equal
wages, for equal pay, and equal work. That would go a long way to providing a better outcome
for these people to be afforded the opportunity to have family and self-sustaining wages.

Comment was made that if you read the different 130’s that relate to the 8 or 9 contracts we
have had in the past five years, 200 employee trainings, a lot is about getting them basic skills
to get them into employment. It is not just those injustice, it is those youth who may have been
at-risk for a variety of different reasons. If you read the proposals about giving them the skills, it
is about training them to be able to go into these higher paid jobs. Some of them are in that
temp-to-perm window when you read about it. Having read through the CMTA, having read
through the Opportunity Junction it is more around that, then going straight into employment.
The challenge is about the training not about the employer. They are training people to be
machinists and then afterward they are being placed in the machinist role. Again entry level
machinist and they can progress up from that. The time they are in this contract, is up to the
training program, then it is 100% full blown employment. There are three organizations that have
used this avenue multiple times. Request was made to Nathan Bailey to clarify this for
Committee.

Nathan Dailey explained that the organization he represents in this particular case is Pride
Industries out of San Diego. They are a not-for-profit organization. They refer to them as
members they are not employees. None of them remain employed there, all of them leave, that
is the model. Without the training they are not going to get those machinist skills so they can go
onto get the higher wages. As a not for profit they simply cannot afford to pay the higher wages.
The value is in the training and in the placement after. But during that time they are getting the
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lower wages, they are getting the training that will lead them to, to borrow a phrase ‘the high
road path’ is getting them there. So they are receiving wages and compensation while being
trained. Because the nonprofit is paying the much lower wages they are taking people who have
no machinist skills at all. They cover everything from basic hand tools to what they call behavior,
to shop math. So they are covering everything.

Project manager clarified that if we hold everyone to the new hire and HUA wages only, that
means those at the minimum wages that would be the minimum wages required on an ETP
contract. If you say that the standard wages apply, that would mean that a retrainee would come
in under the retrainee wage, the new hire would come in under the new hire wage and if in a
HUA would come in under the HUA wage, if a SET project they would come in under the SET
wage. If we hold all to the standard wage that doesn’t mean that the new hire or HUA wages are
gone. They still are there if they fit into that population. If held to the new hire wage and they
come in on a SET job, instead of having the SET wage, they would have the new hire wage or
HUA wage instead.

There is a fairness component adopting the standard wages and not identifying or pulling out
this group and saying you are subject to the lower wage even in you are not in the HUA or new
hire component.

Question with the standard wages would exclude any potential participation.

Policy manager explained it would exclude the lower wage range trainees, but would not exclude
anyone from the average wage range or above. Only the employees at the very lowest end of
the wage range that were not in a new hire or HUA position. If they were a retrainee or SET
person and they were only getting paid $13 an hour, they would not be able to participate.

Director Grimes wanted to highlight that because the data is such that we don’t necessarily have
a lot of contracts, recall we have 9, we have an outlier where we see one example where it is
lower but that is the exception and not the rule. The other piece that we want to be cognizant
and empathetic to is that there are two ways of looking at this from an equity lens. One is to
make sure that we are not penalizing people because we want to incentivize second chances,
both those who are the trainees and also the employers who are providing the second chance.
The other piece is that whether or not these trainees have the skills, if we are looking at it as
developing those skills from a basic skills standpoint, it comes out to be that sometimes since it
is a ladder, and it does not necessarily start off at the same range as everything else. Going
back to what Nathan was saying which is there is element of pre-employment skills that are
being developed that is a segment of this population that we do have to account for. What we
are seeing is a range. Some of the folks that are coming out may have gained skills within the
institutions. There is a range there and we need to be aware of that because this is reflected in
the data as well and why there is a fluctuation too.

Comment was made that in looking at the average versus the wage range, it is a very large wage
range. When looking at the new hire versus retraining and that average wage, if you have a lot
in the $44’s and just a few in the $14’s it is going to cut out different in the weight than if they are
much closer to that bottom end. This is a very unique population, training the unemployed to go
into the workforce and progress into higher wages. This is not the employers at the table saying
I'm only going to pay them $13 an hour once they are employed full time. It comes back to what
does that post retention wage minimum look like on the 130. If it is $13 is it with benefits and
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everything else. We all know that on the 130 the post retention wage is the lowest wage that
everyone is paid. That is when the optics start to look very different and why the having the data
is good. There are still some that are absolutely unskilled coming into this and paying that
minimum could have completed their training done in 90 days and they are in their very early
stages because the working contract closes. They could be a day in the first week of their training
and the contract ends. They are going to be in that lower post retention than if they completed
their training during the contract. It's been a year and a half of the contract it is unknown how
they manager their contracts, but that’s the reality that happened in the management side for
the contract as well. Taking this out, is it even worth calling out as a separate set of guidelines
rather than just putting them through the regular, if we are going to use the same criteria on the
wages as we do everyone else.

Additional incentive to the guidelines to start bringing forward more of these that they are
prioritized and the other items.

If we go with the higher it does not mean we cannot accept the lower wages, then when we work
on how do we go out rally the troop and get people into these programs and have more than
208 people in five years. Then in a couple of seasons when we’ve got more people we look at
the data again and see should it be moving upwards. The worry is we are going to close out one
maybe two of the main contractors that are on that lower end.

It is hard to accept a lower baseline with this population than other populations and that we are
incentivizing kind of poverty wages to be paid to this group and providing what looks like lower
wages, a broken ladder or broken bridge to get there. Studies have proven the best way to not
have recidivism, not have homelessness is to ensure that folks are getting paid living wages. If
you are coming out the system and you are going to get this training, and you have to live, be
self-sustaining and you need this training to better yourself, you are going to be at a much better
point if you just have better wages then the prospect of not being able to make ends meet with
these lower wages. If something happens, you remember how you got there is the first place
and then we are perpetuating this cycle when it could be broken now by saying we need to
support higher wages or saying they are the same standard wages across the board.

We are also looking at potentially 17 or 18 year olds who are coming out of high school or
whatever program. You looking at foster youth (not that they shouldn’t be paid) but in comparison
some of the other are learning their skills, those opportunities. It is setting up both audiences for
that success. This is about the training program about the beginning of employment, verses they
have got skills under their belt, and they have 6-9 months since the program and in that job
paying them whatever that wage is. If we were to follow this into a contract with an employer
where we see this frequently that their average post retention wage is $20-$23 an hour. That is
the natural step from where that new hire wage is coming out of these programs and into
employment programs. We see it all the time. There are several applications this month where
they are in the 20 something post retention or 23 which is that stepping.

Where in the program are they when the program gets cut off? We have had this conversation
about some others where they have paid progression, the lowest wages here, the highest wages
her that they could be in but it depends on where they are in the trains when the contract ends.
Look at with a single employer, we run into this all the time, you have people in training, they
could be the first six months of the job and the contract ends, they finish the training and they’ve
only done a week so they are not going to get that hire wage because they are not getting the
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90 days that increase. There is a piece here that we could lose two of the nine we have.
Question regarding if they have an actual job.

Nathan clarified yes they actually have a job, they are receiving a wage. They start right out of
prison at $17 an hour and move up. They are working for this not-for-profit organization, they
are receiving a wage and doing machine skills. One of the side jobs is some of the training is
also going to be productive lab. As part of their training they are also producing product to help
support the not-for-profit organization.

So the non-profit is selling the product they just made?
Nathan replied yes and the money goes back into funding the not-for-profit function.

This model is like a reemployment process to get the skill you need to get a real job. How
prevalent is this setup?

Policy manager gave the option to hold everyone to the standard wages, then allow them to
request a waiver if they need it and provide good justifications for why and one of the
justifications could be if they have significant wage progression throughout the contract.

Committee agreed this would be a good option.
Public comments

Robert Meyer commented that it is a social enterprise model and they are seeing more of this
as it is initiated with grant funding. The successful programs are beginning to turn towards ETP
as potential opportunities to look for the job placement and the skills-based training is something
that we do well. It is an ecosystem approach where they are recruited and unemployed when
they start, they train and they gain work experience, which is particularly valuable to make them
competitive for later employment. Permanent employment with employers and even then in entry
level jobs, we are working with a program in the Bay Area with shipbuilding and shipbuilding
technologies and skill sets. These employers heavily invest and commit to this type of
participation. It does provide a very solid pathway to better, higher waged jobs and career paths.
We will see a spread to other industry sectors outside of the traditional building trades, which
have been a proponent of this work, so we are going to see some lower wages as the entry
point, but it is really to provide access to the training and the experience they will gain for a long
standing career path opportunities, particularly in the manufacturing sectors.

Lemon SD with Building Justice is a career tradesman and wages are everything and the idea
that folks should be penalized for mistakes they have made does not help them move forward
and protect citizens in society. You have to be able to put money in people’s pocket and to
guarantee people jobs once they get trained, that is what is really important is the pathway to
careers.

Miranda Fernandez she works for Local 45 and is a formerly incarcerated individual and things
that everyone should be paid equal whether you have made mistakes or not.

Jay Harriel he too was incarcerated but in this whole conversation in order for any of this to work
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with individuals getting out of prison there has to be a level of like skills. They need to address
and deal with unresolved trauma. There has to be a level of life skills dealing with low self-
esteem, dysfunctional family, anger behaviors, unconscious biases and things of the nature in
order to be able to function in society.

Committee feedback

Pertaining to that, we do see some of the applicants coming where their training does not include
the life skills component, but we might be able to do a better job as the applications are being
worked on and coming forward of asking if that’ is included.

Maybe put in the guidelines that curriculum is 50% of training to vocational and training may also
include basic skills and literacy. They must emphasize training to support the long-term job
preparation and security of involved trainees and or training to assist opportunity youth in
learning work skills and helping them to succeed in the program.

What if we in the guidelines add life and work skills and it encompasses that in the parameters
to support the long-term job preparation and job security of justice involved?

Would it be in the curriculum that at least 50% of the training to vocational skills in conjunction
with those skills training may also include basic skills, life skills and literacy skills? Added to the
second bullet page three of the guidelines.

ACTION: Member Bettencourt moved and Member Fothergill seconded approval approve the
Justice-Involved/Opportunity Youth Guidelines with the amendment to the wage
structure to be that standard wages apply, and if a contractor wishes a lower wage
they can request that with a strong justification, and add to the guidelines an edit on
curriculum to say it may include life skills and basic skills and literacy skills, up to 50%
of the curriculum, along with the other revisions already approved from February
Committee (e.g.: priority, full-time work hours, etc). All Policy Committee Members
present voted in the affirmative.

Motion carried, 4 to 0.
Public comment was requested on this motion
No comments

Policy Manager stated that the revised Guidelines will come to May Panel for full approval.

B. Veterans guidelines

Committee reviewed the Veterans guidelines in February and discussed the changes which
were to provide a small general clean-up for punctuation and grammar; to remove all references
to the Retrainee Job Creation program, which was discontinued; to ensure all references to ETP
contracts, forms and references are correct; and to give funding priority to all projects with a
veterans component.
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Staff is requesting Committee to approve the revised draft of the veteran’s guidelines so they
can come to May Panel for full approval.

Committee feedback

Committee would like to see more proposals coming in actually utilizing this veteran’s
component. We had 5000 veterans funded for the fiscal year 2020 to 2025 according to staff.
This may have something to do with self-reporting.

Traditionally, going back 10 years next year we saw more veteran job lines back when we had
a Panel member who asked about veterans with every single project. So maybe do a better job
as Panel members to show that we want to prioritize those contracts that come forward with the
veteran component, not just you are collaborating with some veteran organization, but you
actually have this as a separate job number.

Public comment was requested on this issue

Nathan Dailey with CMTA stated there may very well be many companies that actively recruit
and try to hire veterans, but their HR departments don’t record that anywhere. So when asked
for demographics, all that is given is unknowns. Setting aside money, the separate job group
just for veterans, then | may have to ask for that money to be moved out because of the 200
veterans they have, only 10 or whatever are known.

Robert Meyer said this is partially just some experiential reflection on working with veterans
based projects. First the difficulty in administration of job group build around job creation and
veterans has always been sort of difficult ant that continued to present administrative challenges
for us and the contractors. So we have seen a decline. As Nathan Daily pointed out the reporting
requirement is a little different now, so only if we happen to actually capture it and that is with an
employer that is willing to provide that demographic data, do we get it. On the engagement side,
| completely agree on the need for bringing more projects in with a focus. We are seeing some
of the innovation in these project that are going to be impacting projects coming in. A team of
our staff participated on a call looking at latent job transition and job loss. This lower retention
for veterans in successive years after departure of service was eye opening. So we are trying to
work projects that will more effectively encounter that for veterans that are leaving service.

Michelle Richener with Training Funding Partners echoed what Nathan Daily said that is not
always something the HR departments track. As Robert Meyer said there is complexity in
separating out that job group in a proposal. There was back in the day see more proposals but
| think at the time there was an increased reimbursement rate for veteran groups, so it made
more sense to break them out and deal with the complexity in administration. That is no longer
the case. While we do track veterans and prioritize them when we are billing and invoicing ETP
it is no longer part of the process.

Committee feedback
One upon a time there was a higher wage for veterans it was in job creation and the job creation
veteran was worth even more money. It was like a high reimbursement rate and a stackable

credential type thing. They are a new hire that was and extra high rate and then a veteran on
top of it. Would it help to incentivize, getting people to go oh, we could get this much more per
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hour for the training dollars incentivizing our veterans looking at these programs. They are
already marked as priority but we could consider a higher reimbursement rate to support this
program.

We like to bend the guideline proposal to have a higher reimbursement rate for veterans or
contractors that have a veteran job line.

Public comment was request on the motion

Nathan Dailey asked for clarification, when you say veteran, that is all veterans and not just new
hire veterans.

Committee response was all veterans.

ACTION: Member Fothergill moved and Member Hill seconded approval approve the revised
draft of the veteran guidelines with an amendment to have the highest reimbursement
rates for a veteran job number. All Policy Committee Members present voted in the
affirmative.

Motion carried, 4 to 0.

VIIl. BACK TO DISCUSSION ITEMS

This is a discussion only item. We have a regulation that governs our revision process and it
provides some parameters for the process. Historically revisions have been processed in-house
by ETP, but Panel wanted to learn about the revision types and review which revisions they
would like to have come to them. When a revision request is received performance is reviewed
on their current and prior projects, and revisions require a great deal of staff time. Not every
contractor requests a revision and some request multiple.

Staff has two potentially different alternative for how we can process revisions that we are
presenting both of which us the Executive Director’s delegated authority amount as a trigger.
Our legislation allows for the Executive Director’s authority to approve training contracts of up
to $100,000, currently the amount is $75,000. The first alternative is to have any revision in an
amount over that would go before Panel, while anything under that amount would be approved
by the Executive Director. Dollar amount means both funding increase requests and changes
to the dollar amount distribution within the contract. The second alternative is similar with one
small change the Executive Director dollar amount would still apply and we would add that
anything that constitutes a material change to the contract would also go before Panel even if
below the delegate authority amount. This would require a definition as to what would be
considered a material change. Regardless of which you choose we would like the Executive
Director to be able to send any revisions that fall below the amount to Panel if they feel there
could be potentially a material change or any other reason.

A material change would have a two part definition. It would be a revision request which
substantially alters the original contract be either 1) creating a change of 20% or more in any of
the following: number or trainees in the contract, number of hours in the contract, or change in
the makeup of job numbers. Or any revisions that significantly alter the conditions of the
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contract, including but not limited to funding increases that would be above the delegated
authority amount, deleting or adding job numbers, delivery methods, training types, or
occupations, transferring liability to a non-related entity, not a name change, not an actual
assumption of liability, but transferring the liability from to another company not related. Other
material changes would be decreasing minimum wage amount or adding the need to use
health benefits to meet the required wage, removing union affiliated trainees, requesting out of
state training or vendors, contract term date changes, increasing incidental placement caps,
allowing turnover rates above our threshold, and certain types of contract language changes.
(List included in packet).

Committee feedback

Clarification was requested on if Panel agreed to fund $200,000 and then they come back to
staff and want $274,000 that is enabling the Executive Director to award them the $74,000.

Policy manager explained that is correct.

Committee stated that if they wanted to increase the funding amount they should have to come
back. That is a material change. The 20% or part two the 20% umbrella rules of 20% of job
numbers or occupations are changes then they need to come back. The 20% is a good gauge
rather than every time they want to delete or add a delivery method or a training time.

The wage pieces are important if they are going to changes any issues, have benefits.
Removing union affiliation is important. Not the removing of trainees.

Committee wants to understand the impact on staff, if the contractor has multiple revisions,
does that mean they come in all at once or trickle throughout the contract. Are some revisions
a nightmare to execute?

Policy manager explained it trickles out.

Director Grimes responded that these are important considerations. Putting the amount of
revisions we receive in context, a significant portion of these are not 20% then that changes
what happens at Panel. In addition to approving proposals, it also becomes a burden of looking
at minutia that staff have been equipped to be able to look at. For instance when | first started |
thought computer based training was this and now I've learned its e-learning and all of those
pieces. The nuances of the contract that maybe a first time contractor is learning on the job that
our staff is equipped to do. If a lot of this comes to Panel it is really a lot of minutiae, very specific
things. So there is abalance. Yes, someitis a nightmare and some of itis just realizing mistakes,
so here are a bundle of revisions for you to figure out.

Should there be a schedule instead of the trickle? Should there be periodic time frames within
the contract where you can make changes, maybe a limit for repeat contractors?

Laura Campbell, Chief of Program Operation explained when a contract going into revision
fiscally the contract is put on hold and the contractor cannot invoice at all until the revision is
complete, revisions that have material impact and go back to Panel may cause a significant
delay. So the more revisions and changes could have a negative impact overall
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What is the difference between a revision and an amendment?

Policy manager explained that she is using the term revisions to mean any of the potential
changes that could be made to the contract. ETP has in the past had amendments, in-house,
amendments, modifications and technical changes and those all fall under the umbrella of a
revision or change. Every change is a contract change.

Laura stated that we are in alignment with EDD processes. When we do a modification that is
not something that would actually change the document on the contract. Whereas if we do an
amendment there is a document that get reviewed, signed, and attached to the contract.

Where does that guideline come in, can we use that guidelines is it changing that structure? If
20% of the contract is changes, what does into that? Does it have to be signed and the rest or
not? Do we follow suite to back that up because that changes the structure of the actual contract.

Assistant Director Cooper asked if we had an idea as to how many have multiple revisions, going
back to as mentioned a schedule or some constraints on when and how many revisions are
allowed.

Assistant Director/Chief Counsel Armstrong stated that contractors probably have different
circumstances and different things that crop up at different times. So the piece about the different
times is appealing an open enrollment essentially for the contract. We would probably have to
look at how the community feels about that and if it's feasible because the business necessity
might pop-up at any time. These would need to be addressed in the contract.

Public comment was requested on this issue

Rocio Leon understands the concern about multiple revisions but the legacy system if we added
a training vendor, we have a mix. We use a mix of in-house trainers and external folks to deliver
for us and if we bring on an outside trainer and added them as one of the resources that was
delivering under our contract, there was a way for us to enter that information into the legacy
system. | assume a notification went to our monitoring analyst, but that rather than
acknowledging the submission, there was not a whole lot for our monitor to do. If it was an out-
of-state vendor, there were additional steps, but otherwise if it was a standard vendor, we could
simply move forward. Under the current system, adding a vendor is now a revision, which now
requires staff time and additional effort. Some of the changes and some of the things that are
revisions are baked into the way the system now exists. | understand the importance of trying to
look into what is happening in our contracts. Any revision that we submit is because it is affecting
our ability to serve the companies that we are working with. If they come forward with a
specialized training and we have to bring on a specialized resource to do that delivery that is
going to necessitate us adding somebody to the contract. So there are a number of factors that
go in why revisions are requested. She appreciates that Panel wants to have visibility and can
understand why some of these things are really important. When it comes to the pressure on
staff, if these things now need to be elevated up to Panel, she doesn’t know how that alleviates
the pressure on staff.

Alistair Branson, Butte College concurs with Rocio. They have submitted modification requests

and do not take likely, they try to be considerate of the timing but juggle the needs of the market,
the needs of the employers and those employment training trends changes. They try to
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consolidate their request as much as possible. The revision process is a lot of work on the
contractor’s side as they navigate a lot of uncertainty. An example is at the moment they have a
pending revision that if not approved will mean that they won’t be able to quality for their next
contract. They are in a holding pattern in their recruitment with participating employers for the
next contract. If approve they will hit 100%. They have exceeded the number of hours but the
current modification in queue is essentially shifting funds from CNA'’s who just meet the minimum
wage to $22.66 to a population of arborists who are starting at union wages over $25.00 per
hour. They feel their modification is in the spirt of ETPs upscaling the individual and allocating
training and funds toward critical career paths in the area. It’s challenging and difficult to navigate
in terms of timing and uncertainty and unpredictability. Because they are offering as many
resources as possible to local employers and constantly evangelizing ETP and recruiting
participating employers on a line of credit from the district which funds training development.

Michelle Rickner agreed with Rocio ad Alistair that typically they do their best to put a contract
together and try to be broad based so that they do not have to do modification or amendments
during the contract. They try to broad base the occupations and the curriculum, as opposed to
making it super detailed. But there are instances where modification are required. She does feel
that the material changes like 20% rule could work if it can be determined what that 20% looks
life as far as adding training types or occupations or delivery methods. With the material change
terminology maybe take into consideration what is really a modification changing the original
intent of the project. Is adding a curriculum topic changing the intent, no, it's just adding
something you might have forgotten.

John Fox with San Bernardino Community College District wanted to echo Rocio’s comment
about how some modifications or revisions are almost baked in by some sort of necessity with
the way the contracts are written. For example, things like adding training vendors, small
adjustments between job numbers, or adding training topics are not being made for lack of
planning or experience. Just a matter of the fact that it is a two-year process and changes
happen. We may identify a new training vendor that someone specifically requested. It's almost
never that the job number say between priority and non-priority exactly line up with what our
projections were. Being able to make those small revisions are basically a certainty going into
any contract. Asking for consideration that amendments that do go to Panel be able to be
requested via Zoom to cut down on the travel.

Panel feedback

Does staff find that more revisions come in for MEC'’s or single employers?

Policy manager answered MEC'’s.

Nathan Daily from CMTA added that he has a reason about what category the different revisions
go into. They are not all moving money between job groups or adding vendors later on when the

discussion about delivery methods comes up he will have more to say.

Director Grimes interjected it would be helpful since we are considering the 20% what
percentage of the 495 and 310 revisions were actually 20%.

There is a piece around parameters not 20% just I’'m six months into the contract, | want to make
an amendment, I’'m now one year into the contract and want to make an amendments, I'm 18
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months into the contract and want to make two more amendments. | could build on that 20%
throughout the contract.

Policy manager clarified the reason that we included the 20% in the material changes is that
sometimes job numbers that Panel consider very important, like the veteran’s job number is
completely deleted or a SET job number will be completely deleted and turned into a HUA or
something.

Committee agreed that it depends on the impact and if you are removing the SET funding from
a contract that was funding with a focus on SET that might be an issue. Committee would like
to see more thorough data on the current state of revisions in ETP contracts.

Policy manager asked if there was anything that she should bring back to the next meeting if
anything, more data, or more research.

How many are at that 20% threshold, when in the stage of the contract are people requesting
these? Come in the first six months, one year, 18 months etc. What are the most difficult ones
for the staff? What are the top changes? How many of them are requesting to decrease the
minimum wage? Threshold amount or age, adding the need to use healthcare benefits to meet
the minimum wage? Approximately how many might come to Panel in a year?

Policy manager explained that it is a lot of research and will try to gather for next meeting but
she may not have it until August.

IX. OPPORTUNITY FOR POLICY COMMITTEE MEMBERS TO REQUEST AGENDA ITEMS
FOR FUTURE COMMITTEE MEETINGS

Committee want to look at delivery methods and the wording of computer-based training and
changing that to e-learning to reflect what the industry is using today. The majority of the learning
world calls computer based training e-learning these days and what we are calling e-learning is
called virtual instructor lead training.

Policy manager clarified that CBT is called e-learning which is basically clicking through a video
and what we call e-learning is called distance or virtual instructor led learning.
X. PUBLIC COMMENT ON MATTERS NOT ON THE AGENDA

Phil Herrera stated that SB 1321 is looking good but could be better and he has some ideas of
how to do that.

Don asked if the DAS apprenticeship grant still being funded and is there any indications that
this grant is in jeopardy?

Director Grimes explained that ETP has its own apprenticeship program and the Department of

Apprenticeship Standards is a different sister agency under the Department of Industrial
Relations. Which program grant are you asking about?
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Don thinks that it is a specific question for the Department of Apprenticeship Standards.

Rosa Hernandez mentioned that she works with four MEC contractors that include new hire
trainees, these include trainees with multiple barriers. However, currently there are no guidelines
for MEC new hire projects that include trainings with multiple barriers. She would like for
Committee to consider guidelines for these.

Xl. MEETING ADJOURNMENT

ACTION: Member Mike Hill moved and Member Jennifer Fogthergill seconded the motion to
adjourn. All Policy Committee Members present voted in the affirmative.

Motion carried, 4 to 0.

Chair Newsom adjourned the meeting at 3:57 p.m.
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Discussion for Policy Committee Re: MEC Survey Results

Brief Issue Statement:

ETP Panel members have expressed a desire to begin a comprehensive review of MEC
Proposals, focused on improving the quality and content of the information they receive
in the Panel Proposals that come before them. Accurate and current information is
necessary for the Panel to make informed decisions, and this comprehensive review will
enable ETP staff to help gather the information that Panel requires. ETP’s enabling
legislation (Ul Code Section 10205(c)) requires us to “Solicit proposals and write contracts
on the basis of proposals made directly to it”, therefore, the information contained in the
Proposals must be clear, accurate, current, and thorough, since the Proposal is the only
document that can provide Panel with the information required for them to make their
decisions.

Committee began this discussion at the February 2025 Committee meeting, and
continued their discussion at the April 2025 meeting, where Committee requested a
survey to be sent out to MECs and MEC subcontractors. Following is a discussion on the
responses to that survey.

Backaground Information:

ETP sent out a survey to all MEC contractors and subcontractors that have been active
within the last 3 years, and extends thanks to all who participated. The survey opened
on May 5, 2025 and closed on May 27, 2025. The survey had 12 questions — one
identifying what type of respondent they are, one optional question to identify the



respondent, one optional question to provide any ‘additional information’, and 9 more
specific questions. A copy of the survey is included in the packet for today’s meeting. 20
of 23 respondents did provide identification and contact information. 3 respondents chose
to remain anonymous. Response data is as follows:

Respondent Break Down

Respondent Type Number of Respondents
Subcontractor

JATC

Private Training Agency

Public Training Agency

Professional Association

Trade Association

Economic Development Corporation
Workforce Development Board
WIOA Grant Recipient

OO ION|=[NNWwWw

Survey Responses

Respondent #1: Public Training Agency

1) Is training the main focus of your organization or only a small component of what your
organization does? [Main Focus]

a. The Economic & Workforce Development Dept. at Saddleback College is
responsible for large number of of initiatives such as grants, internships,
apprenticeships, Labor Market Research, and customized workforce training (i.e.,
contract education).

2) What is the general approach your organization takes when it is getting ready to request
an ETP contract? In other words, what do you do and how do you do it in order to get
ready to submit an application to ETP? [General Approach to Application Process]

a. We determine the demand for training and the general training topics requested by
business and industry partners. We have industry partners complete the ETP 100E
which helps us develop a training budget and helps inform the amount we will
request in funding from the ETP.

3) What is your geographic service area? Is the geographic service area represented by
Participating Employers (PEs) in your MEC contracts the same as your organizations
normal service area, and/or are you pulling PEs for your MEC contracts from outside of
your normal operating geographic service area? How do you find non-local PEs? How
do you deliver training and administer contracts outside of your normal geographic
service area? [Geographic Service Area]

a. Ingeneral, we primarily focus in Orange County but also have PEs in San Diego,
Riverside, San Bernardino and LA counties. Yes, the PEs are included in our MEC
contracts.. We will service PEs anywhere in the state of California. We find non-local
PEs from industry partners that have facilities in other counties.

ETP Policy Committee Meeting Agenda Item Page 2 of 43
Discussion for Policy Committee Re: MEC Survey Results



4) How do MECs recruit their PEs? Do they use the same PEs in every contract, and/or do
they find new PE populations for each contract? Where and how do they recruit PEs?
What is the PE recruitment process? How do MECs handle PEs who participate in repeat
contracts? [PE Recruitment]

a. Using software, we run queries by industry sectors to identify potential PEs. We do
heavy business development (i.e. employer outreach) and marketing to reach new
clients. We add new clients to each ETP contract. Some PEs continue with us from
one ETP contract to the next. We welcome clients to continue in our ETP contracts
particularity if they are a large employer and have a lot of employees to training and
they request a lot of various training topics.

5) How do MECs determine the demand for their services in order to know how much to
realistically request on their proposals? Are the “100 B” Demand Lists accurate? Are all
PEs aware that they have been placed on the 100 B list ahead of time? [PE Demand]

a. Using software, we run queries by industry sectors to identify potential PEs. We do
heavy business development (i.e. employer outreach) and marketing to reach new
clients. We determine the demand for training and the general training topics
requested by business and industry partners. We have industry partners complete
the ETP 100E which helps us develop a training budget and helps inform the
amount we will request in funding from the ETP. Yes, all employers are aware that
they are placed in the 100B ahead of time.

6) How do MECs develop their curriculum for each ETP contract? Do they have a set
curriculum that they offer, and/or do they develop the curriculum in partnership with their
PEs? [Curriculum Development]

a. We typically keep the same general training topics for all our contracts (e.g.,
Business & Management skills, Continuous Improvement, Computer Skills,
Manufacturing Skills, etc.) and develop specialized training as requested. In these
cases we develop the training content based employer need and input.

7) Do you offer more generic or subject oriented trainings and then find PEs that fit, and/or
do you work w/ the PEs to develop curriculum? [Curriculum Development & PE
Involvement]

a. We customize all our training offerings specific for each employer's need to close
their unique skills gap in their workforce.

8) How do they ensure that previous trainees are not receiving duplicate training? How do
they track continuous improvement training among repeat trainees? Is curriculum
developed with this in mind? [Repeat Trainees]

a. We track all training participants under each employer and do not allow participants
to take the same training class same goes for continuous improvement training.
Yes, "training content” is developed with in mind. Our training is delivered as not-for-
credit as opposed for-credit class so it does not require curriculum approval per
education code.

9) Who delivers your training? In-house trainers? Do the PEs provide trainers? Where and
how do you find your trainers? Do you have set training groups you consistently work
with? [Trainers]

a. Most all out trainers are subject matter experts and are hired as independent
contractors. In some cases we use college faculty to deliver the training. Keep in
mind we do not deliver "curriculum" per se We deliver customized training content
for each employer.

10) Is there anything else you would like to mention? [Free Form]
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a. MECs do not need to create new curriculum for each ETP contract. We typically
keep the same general training topics for all our contracts (e.g., Business &
Management skills, Continuous Improvement, Computer Skills, Manufacturing Skills,
etc.) and develop specialized training as requested. In these cases we develop the
training content based employer need an input.

Respondent #2: Public Training Agency

1) Main Focus:
a. Academic and Workforce Development & Training is our main focus.
2) General Approach to Application Process:

a. 1. We contact our existing and new customers to inform them that we are in the
process of submitting a new ETP application.

2. We ask all employers to submit their upcoming training needs for the next two
years and request they complete and send us a Certification Statement.
3. We focus on the types of courses requested and see if it
3. We follow through with phone calls to the employers who submitted
Certification Statements.
4. We develop a spreadsheet to analyze customer demand and if it falls within
ETP's funding caps.
5. We prepare the ETP application.

3) Geographic Service Area:

a. Our college MEC, since the late 1980's has served local and regional PEs in
Southern California. Many of the companies we serve have branches in other
parts of the State, and they asked that we serve them. As part of our California
UpSkill Community College MEC Collaborative, we work closely with each other
to serve any portion of the state where training services are needed. If no college
serves a particular area, we provide the training to the outside PE directly.
Examples of outside areas where we have provided training include San
Francisco, San Jose, San Diego, and rural California. We also meet outside PEs
at conferences and other events. However, we do not directly advertise to PEs
outside our local and regional service areas.

Training outside PEs is done in person or through live online instruction. All
administration is handled at the college MEC.
4) PE Recruitment:
a. 1. We recruit by attending regional and national conferences, area associations
& chamber events, emails, phone, newsletters, and traffic generated through our
website, etc.
2. Although we service PEs through multiple years initially, we strive to add new
PEs annually. Each ETP contract, our PEs consisted of new PEs. When | say
initially, we strive not to serve existing PEs past three MEC ETP contracts. We
encourage them to acquire their own ETP contract and provide them the option
to contract with us directly for the use of our instructors.
5) PE Demand:
a. All of our MEC contracts are 100% backed by real customers as listed on the
100 B. In fact, we have far more demand for PEs then we have funding. In fact,
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the PEs demand for training on our 100b forms exceed the amount that we are
requesting from ETP. The 100 B's are accurate and "all" know that they are
being placed on the form.

6) Curriculum Development:

a. Our college's curriculum has already been developed and pre-tested. Each
course or a variety of courses is customized to fit the needs of the PE.

7) Curriculum Development & PE Involvement:

a. We identify the top sectors providing high pay and solid job security within our
local and regional areas and develop training around their needs. That is our
major focus.

8) Repeat Trainees:

a. Our college developed California's most sophisticated tracking system to track
students and training within the college workforce arena. The software is called
TrackPoint and has been shared with multiple MEC colleges. Although we have
not conducted a thorough deep dive into students taking duplicate training, the
industry does not have the time or resources to continue providing duplicate
training for their employees. They are often let go and replaced with new hires.
What we do see is the industry provides the same set of training classes for new
employees who are the result of backfilling for trained workers who advanced.
The curriculum is developed based on progressing through a series of courses in
an identified career path that leads to promotion or maintaining stability and job
security in one's job.

9) Trainers:

a. 1. Our college MEC is a set of contracted in-house trainers with years of industry
experience who provide best practices. All are evaluated by the participants and
employers and maintain high satisfaction rates, which is tracked by our
TrackPoint system.

2. PEs provide trainers requiring high and specific technical expertise not
commonly found in the market.
3. We only hire instructors through word of mouth and recommendations from
employers and other training providers.
4. 1 am not sure what you are referring to regarding if we have a set of training
groups you consistently work with. However, we specifically work with high-
demand and paying business sectors identified for the regions we serve. We
have a specific set of highly skilled trainers for each topic area (e.g., continuous
improvement, manufacturing skills, computer skills, business skills, etc.) Please
note that we cannot serve "all" high demand/priority employers for the ETP caps
prevent this. We only focus on the top one or two business sectors within our
region. However, healthcare is a high priority industry; however, there simply is
not enough ETP funding, due to the caps, to serve all priority industries.

10) Free Form:

a. Hopefully, the ETP Policy Committee can carefully consider extra costs and
manpower needs that may be placed on the MECs when new policies, rules, or
regulations are added or modified. This is a sincere request since our college
strongly desires to provide our PEs with the highest level of training and services
available, keep our local and regional companies and economies healthy,
promote business retention, serve high-demand industries that lead to high-
paying jobs, and more. California Education Code requires that all not-for-credit
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colleges cannot operate at a loss. Based on our solid performance, controlling
costs is very important to us.

Respondent #3: Public Training Agency

1) Main Focus:
a. Training is the main focus of our organization.
2) General Approach to Application Process:

a. We generally start with the 100B form. We start contacting Participating
Employers to find out what their training needs are. We record their responses
and use them to fill out the 100B form.

3) Geographic Service Area:

a. Our geographic service area is mainly Tulare and Kings counties. This is our
normal service area; we rarely pull PE’s from outside of our normal operating
geographic service area, although it does happen from time to time. The reason
this might happen is because companies hear about our training offerings
through word-of-mouth. Or another reason is because another plant has a sister
plant here in our area and that sister plant tells them about our trainings.

4) PE Recruitment:

a. We have a mix of previous PE’s and new PE’s in our ETP contracts. Our new
PE’s come from constant word-of-mouth and community marketing. We have a
strong presence in our community and consistently deliver quality trainings, so
new companies hear about us that way. We market through local organizations
such as the workforce investment boards, chambers and collaboratives. We
value our PE’s who participate in repeat contracts — we have some very
consistent businesses who participate and are constantly building up their
workforce. We are proud to contribute to a strong locally trained workforce.

5) PE Demand:

a. We base our demand for training services on previous ETP MEC contracts as
well as current communications with local businesses and their training needs.
We use the 100B form to reach out to companies to find out estimations of their
training hours. So yes, the 100B form is accurate. Yes, PE’s are told that we are
using their information to apply for an ETP contract, although | don’t think we
specifically tell them it's called a “100B” form because that doesn’t matter to
them.

6) Curriculum Development:

a. Inorder to be most flexible with training needs, we try to include a broad array of
curriculum topics. This way we can be nimble when responding to PE training
requests and demand.

7) Curriculum Development & PE Involvement:

a. We do both. We often work with PEs to develop the curriculum they need. For
instance, just recently we customized a Civility in the Workplace training for a
company, as well as a Train-the-Trainer class. But we also know a lot of
companies are interested in certain generic topics such as Business Writing or
Excel, without the need to customize the content. Those classes always fill.

8) Repeat Trainees:
a. | am unsure what this question means.
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9) Trainers:
a. Ourinstructors are made up of both in-house trainers and PE-provided trainers.
We hire subject matter experts and adjunct faculty to train our classes. We are
exposed to adjunct faculty through working at the college, and we find subject
matter experts through word-of-mouth. And when a PE has a very specific
internal training need, they will often provide their own trainer. We only work with
one training group on a couple of food safety classes.
10) Free Form:
a. Blank

Respondent #4: Public Training Agency

1) Main Focus:
a. The main focus
2) General Approach to Application Process:

a. We reach out to our employers, identifying their training needs for the next 2
years. We give them ideas of training to help them to determine what their needs
will be in the next 24 months. We quantify the hours of training to develop the
costs and request that amount.

3) Geographic Service Area:

a. We serve the entire state of California. This is outside our normal service area.
Many employers are in multiple locations, and we offer a continuous single point
of contact. We are constantly reaching out to our PEs. For training outside of our
area, we either offer virtual training or we will send our trainer to the location.

4) PE Recruitment:

a. We recruit by word of mouth from existing PEs and attending conferences and
business meetings. In addition, we work with the local workforce development
board, whose business representatives have our ETP literature and information
for the businesses they meet with. About half the time, we have the same
employers as before. Some employers skip one or two contracts and come back
when they need training. Many have hundreds of employees and are always
providing some sort of professional development training. The employees
change. The businesses are always hiring new employees and are investing in
the growth of the entire business. We are always looking for new PEs. The
recruitment process involves us meeting with the employer and going over all the
expectations of the program. Once we identify all expectations, we will go over
the process to apply should they let us know they are interested in the program.
Once they are approved, we notify them that they can begin training. We
continue our relationship with our repeat employers, having multiple meetings
with their HR team to identify their training needs.

5) PE Demand:

a. We engage all of our businesses, notifying them of the new opportunity to gain
funding for training. We identify training needs and hours to determine the
contact amount. All participating businesses are aware that they are identified on
the 100B for ETP. All training requests are accurate at the time of creation,
realizing that change is inevitable, but we can pivot and respond rapidly to their
needs.
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6) Curriculum Development:

a. We have both a set curriculum that we have developed over the years of

previous training requests and develop based on the needs of the businesses.
7) Curriculum Development & PE Involvement:

a. We offer both. We have some generic trainings, and we have trainers and PEs
who generate new ideas and curriculum. Many businesses do not understand all
of their training needs until they see something new, and it creates excitement to
learn new and innovative approaches. Some employers have such a specific
need that we need to collaborate with them on how to deliver the training.

8) Repeat Trainees:

a. Businesses keep professional development training in their employee files. They
track their employees' training and growth. Curriculum is developed with their
business and employee' needs in mind.

9) Trainers:

a. Our training is delivered in-house. Occasionally, the training is so specific that
training is provided by a business. Some contractors have multiple trainers that
they utilize, and all are vetted to make sure the delivery and content of training
meet our standards of excellence. As we are performance-based, we require
excellence. Our trainers are retired individuals from specific industries, retired
faculty, professional experts in their field, etc. Positions are posted under our
hiring page. We also reach out to our partner colleges for recruitment. Yes, we
have a set group of trainers we work with and are always adding new experts.

10) Free Form:

a. MECs do not control the employees we train. Our client is the business. They
choose the training and the employees. We must deliver excellence or we lose
them as a business and contact for the college. We spend an enormous time
building relationships and new contacts. \We are mentors, case managers,
marketers, outreach specialists, coaches, advisors, and handle all aspects of
training to make their experience with ETP training excellent. We are problem
solvers and are promoting the ETP training experience. We are an extension of
ETP and are always promoting the goals of ETP, investing in California
businesses and employees, giving them a skilled workforce and a competitive
edge in a global market.

Respondent #5: Public Training Agency

1) Main Focus:
a. Training is the main focus of our organization.
2) General Approach to Application Process:
a. Our approach to preparing for an ETP contract involves multiple stages of
analysis and planning:

1. Prior ETP Contract Review: We begin by evaluating our previous ETP
contract outcomes and ensuring any new application aligns with our current
organizational priorities and focus areas.

2. Labor Market Analysis: We conduct comprehensive labor-market research to
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ensure our training programs will lead to sustainable employment opportunities.

3. Employer Engagement: We actively consult with employers to understand
their specific workforce needs, skills gaps, and hiring challenges. This
engagement is extensive and can take sometimes upwards of 12-24 months of
conversations and planning with new employers before they commit to
collaborating with us on a program. This extended timeline allows us to develop
truly responsive training solutions, but also presents challenges as employer
situations may change, occasionally resulting in partners backing out after
significant investment in planning.

4. Performance Assessment: We carefully evaluate our track record by analyzing
placement and retention rates from previous training initiatives. This self-
assessment helps us set realistic goals and demonstrate our capacity to deliver
results in our application.

5. Program Scaling Decisions: Based on all collected information, we make
strategic decisions about the scale of our proposal, determining participant
numbers and target occupations that balance community needs with our
organizational capacity.

It's important to note that our ETP New Hire Contracts run for 2 years, and there
is often an additional 9+ months period before contracts are executed after
approval. This creates a significant runway—sometimes totaling 3+ years from
initial employer conversations to program implementation.

3) Geographic Service Area:

a. We primarily operate within specific geographic areas where we have
established a longstanding history of providing programming. Our MEC contracts
predominantly involve employers located within these same service areas,
allowing us to leverage our established relationships with local employers and
our deep understanding of regional workforce needs.

Our program models are specifically designed with input from employers who
are located in these service areas, creating a strong foundation of local employer
engagement and investment. This localized approach ensures our training
programs directly address the specific workforce needs of the communities we
serve.

When we do work with PEs outside our normal operating geographic area, it
typically occurs in two scenarios:

1. Strategic Expansion: When we're methodically expanding into new geographic
regions, we maintain our foundational model—requiring that employer partners
be invested in and committed to supporting the program through curriculum
development and/or providing work-based learning opportunities.

2. Multi-Site Employers: We sometimes work with local employers who have
multiple sites throughout California, allowing us to extend our training programs
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to their other locations while maintaining our established relationship.

For finding non-local PEs, we employ a strategic multi-faceted approach:
- Leveraging existing employer networks with multiple California locations
- Obtaining strategic introductions from current employer partners to their
industry colleagues in other regions
- Engaging with key industry associations and relevant professional
organizations
- Participating in sector-specific convenings, conferences, and networking events
throughout California

4) PE Recruitment:

a. Our approach to Participating Employers differs fundamentally between
Retrainee and New Hire Multiple Barrier contracts. Retrainee contracts focus on
upskilling existing employees at specific companies, creating a direct, company-
focused training relationship. In contrast, our New Hire Multiple Barrier contracts
prepare individuals facing employment challenges for careers across the
industry, providing greater placement flexibility while still maintaining robust
employer engagement throughout the training process.

With retrainee contracts, organizations complete the 100B form prior to Panel
presentation—a structured approach that doesn't apply to our New Hire Multiple
Barrier contracts. For our programs, we collaborate extensively with employers
during program design to ensure our training aligns with industry needs. Through
this process, some employer partners formally become PEs, while others
contribute valuable input without taking on that formal role.

We typically maintain relationships with a consistent core group of trusted
employer partners across multiple contract cycles, which provides stability and
efficiency. Simultaneously, we continuously develop new employer partnerships
as we expand existing programs or enter emerging industries or new
geographies. It's important to note that while we often work with the same
employers across contracts, we're training new participants in each cycle—
except in advancement programs, where participants receive additional training
to qualify for higher-wage positions within their current employment pathway.

5) PE Demand:

a. When applying to a New Hire Multiple Barrier MEC contract, we do not fill out the
100B, however, to determine demand, we first conduct a thorough labor market
analysis to identify growth sectors and in-demand occupations in our service
areas. Second, we maintain ongoing conversations with employers to
understand their specific hiring needs, skill requirements, and workforce
challenges. Third, we track participant applicant interest in our various programs,
which serves as a direct indicator of which training pathways are most attractive
to our target populations.

This three-pronged approach—combining labor market data, employer input,
and participant interest—allows us to make well-informed projections about
training demand. We can then develop proposals that accurately reflect both the
employment opportunities available and the number of participants we can
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effectively serve.

This approach allows us to maintain flexibility while still ensuring our training
programs align with genuine market demand, employer needs, and participant
career interests
6) Curriculum Development:
a.
We take a balanced approach to curriculum development that prioritizes
employer input while maintaining program flexibility.

We begin with industry-focused programs based on labor market data and then
collaborate closely with employers to refine the curriculum. We consult with
employers about changes in their environment and add or remove training topics
based on employer needs. This ensures our training remains responsive to
evolving industry requirements.

Our program design process is inherently collaborative. During the development
phase, we engage employers to understand their specific workforce needs, skill
requirements, and workplace practices. This input directly shapes our curriculum,
ensuring graduates are prepared for the realities of the workplace.

7) Curriculum Development & PE Involvement:

a. We primarily leverage occupation-specific training in close collaboration with
employers to ensure our curricula address current industry needs. We
complement these specialized technical trainings with essential foundational
skills, including Digital Literacy, Emotional Intelligence, and Job Search
Navigation.

8) Repeat Trainees:

a. We track all participant training information in our LMS database system, which
allows us to maintain comprehensive records of each individual's training history.
This systematic documentation helps us verify that participants are not receiving
duplicate training when they return to our programs.

Some participants do come back to JVS for advancement training. When this
occurs, we ensure these returning participants engage with different curricula
specifically designed for career advancement. These advanced training
programs build upon foundational skills and introduce new competencies
required for higher-level positions
9) Trainers:

a. Our training delivery model uses a combination of in-house and external

instructors to provide the highest quality education for our participants.

We employ both in-house trainers who are part of our permanent staff and
external instructors who bring specialized expertise to specific program areas.
This blended approach allows us to maintain consistent quality standards while
also incorporating industry-specific knowledge and current workplace practices.

Our comprehensive vetting process ensures that all instructors, whether internal
or external, meet our rigorous standards for both subject matter expertise and

ETP Policy Committee Meeting Agenda Item Page 11 of 43
Discussion for Policy Committee Re: MEC Survey Results



teaching ability. This vetting includes credential verification, teaching
demonstrations, and alignment with our program goals and teaching philosophy.

When searching for instructors, we look for professionals who not only possess
deep knowledge in their field but also demonstrate an ability to effectively
communicate that knowledge to adult learners from diverse backgrounds.

10) Free Form:

a. We would like to highlight a significant challenge in the current ETP framework
that affects our work with vulnerable populations. There are currently no specific
guidelines for new hire multiple-barrier contracts. While the term "multiple
barriers" appears in existing guidelines, the detailed provisions primarily focus on
ex-offenders and at-risk youth categories.

This gap in specific guidance impacts several crucial aspects of our program
implementation. Without tailored guidelines for the broader multiple barriers

category, we face challenges in areas such as retention expectations, wage
modifications, and appropriate trainer-to-trainee ratios for these populations.

We believe there needs to be a clearer distinction between standard new hire
contracts and new hire multiple-barrier contracts in the formal guidelines.
Developing more comprehensive guidelines specifically addressing multiple
barriers populations would enable organizations like ours to design more
effective programs and set appropriate performance benchmarks that reflect the
realities of serving these communities. This would ultimately lead to better
outcomes for both participants and employers while ensuring accountability in
the use of ETP funds.

We hope that future revisions to ETP guidelines will address this gap and
provide the specific framework needed to better serve individuals facing multiple
barriers to employment.

Respondent #6: Public Training Agency

1) Main Focus:
a. Training is the main focus of our organization.

2) General Approach to Application Process:
a. 1. Review of Previous ETP Contracts: Our process starts with a review of
outcomes from our last ETP contract to ensure any new proposal reflects our
current strategic goals and areas of focus.

2. Labor Market Research: We perform in-depth labor market analysis to verify
that our training offerings align with real job opportunities and support long-term
employment outcomes.

3. Engagement with Employers: We maintain an ongoing dialogue with
employers to get a clear picture of their workforce demands, skill shortages, and
hiring difficulties. These conversations often span 12 to 24 months before a
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formal partnership takes shape. While this extended timeline enables us to craft
highly responsive training programs, it also brings challenges—employers'
needs can shift, and some may withdraw after significant planning effort.

4. Evaluation of Past Performance: We analyze data from previous training
efforts—such as placement rates and job retention metrics—to assess our
performance and inform goal-setting for new applications. This also helps us
demonstrate our effectiveness to funders and partners.

5. Strategic Program Planning: Drawing on all the insights gathered, we
determine the appropriate scale and focus of our proposal, setting participant
targets and selecting occupations that reflect both local demand and our internal
capacity.

It's worth noting that ETP New Hire Contracts are two years long, and typically
there’s an additional delay of nine months or more between contract approval
and execution. As a result, the full timeline from initial employer outreach to
program launch can stretch beyond three years.

3) Geographic Service Area:
a. Our geographic service area is Contra Costa County. The area represented by
our PEs in our MEC contracts are the same as our organization's normal service
area.

4) PE Recruitment:

a. Our New Hire Multiple Barrier contracts prepare individuals facing employment
challenges for careers across the industry, providing greater placement flexibility
while still maintaining robust employer engagement throughout the training
process. For our programs, we collaborate extensively with employers during
program design to ensure our training aligns with industry needs. Through this
process, some employer partners formally become PEs, while others contribute
valuable input without taking on that formal role.

We typically maintain relationships with a consistent core group of trusted
employer partners across multiple contract cycles, which provides stability and
efficiency. Simultaneously, we continuously develop new employer partnerships
as we expand existing programs or enter emerging industries or new
geographies. It's important to note that while we often work with the same
employers across contracts, we're training new participants in each cycle—
except in advancement programs, where participants receive additional training
to qualify for higher-wage positions within their current employment pathway.

5) PE Demand:

a. When pursuing a New Hire Multiple Barrier MEC contract, we are not required to
complete the 100B form. Instead, we assess demand through a layered strategy.
First, we analyze labor market trends to pinpoint high-growth industries and
occupations that show strong potential within our geographic footprint. Second,
we engage directly with employers to gather insights into their hiring priorities,
skill gaps, and workforce pain points. Third, we monitor which programs draw the
most interest from our participants, as this often reflects real-time demand and
preferences among our client base.
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By integrating labor market intelligence, employer feedback, and participant
interest, we're able to forecast training needs with greater accuracy. This
enables us to craft proposals that are both data-driven and grounded in
community realities, ensuring we set realistic targets for the number of
individuals we can support and the types of roles we’re preparing them for.

This method strikes a balance between adaptability and intentionality, helping us
remain responsive to changing market conditions while staying aligned with
employer expectations and participant goals.

6) Curriculum Development:

a. Our approach to curriculum development strikes a careful balance between
meeting employer needs and retaining the adaptability necessary to serve a
diverse participant base. We start by identifying industry-aligned training areas
using current labor market data, then work alongside employers to shape and
fine-tune the curriculum.

We regularly consult with employer partners to stay updated on changes within
their industries, allowing us to modify content—adding new components or
removing outdated ones—as necessary. This ongoing dialogue ensures our
training stays aligned with real-world job requirements.

Collaboration is at the core of our design process. Throughout development, we
seek detailed feedback from employers on the specific skills, competencies, and
on-the-job practices they value most. Their guidance directly informs our

curriculum, helping us prepare participants for success in the modern workplace.

7) Curriculum Development & PE Involvement:

a. The answer to this depends on the training. The CA Department of Public Health
dictates the didactic training for Nursing Assistants. We determine the best
curriculum for Medical Assistants.

Our Administrative training was originally devised with employer partnership. We
only make iterative changes to the training now, but that is all in partnership with
PEs and the changing demand of their workforce.

8) Repeat Trainees:
a. We track all participant training information in our Salesforce database system,
which allows us to maintain comprehensive records of each individual's training
history. Students may only enroll in one training program one tim

9) Trainers:
a. Our training is provided through duly-qualified staff members who are hired as
employees of our organization to provide high quality education to our students.
We vet all new instructors through a comprehensive hiring process that involves
credential and background verification, teaching demonstrations, and alignment
with our organizations goal and culture. We continue to train instructors in how to
teach students with multiple barriers.

10) Free Form:
We want to bring attention to a key limitation within the current ETP framework
that directly impacts our ability to effectively serve individuals facing multiple
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barriers to employment. At present, there are no clearly defined guidelines
specific to new hire multiple-barrier contracts. While the term "multiple barriers" is
referenced in the existing materials, the detailed guidance primarily centers on
ex-offenders and at-risk youth, leaving a broader range of barrier populations
without adequate consideration.

This lack of clarity creates practical challenges across several areas of program
execution. For example, without tailored standards, it’s difficult to determine
reasonable retention benchmarks, appropriate wage adjustments, and suitable
trainer-to-trainee ratios for these higher-need populations.

We strongly recommend establishing a distinct set of guidelines for new hire
multiple-barrier contracts, separate from the general new hire framework. Clearer
guidance would help providers like us build programs that are more responsive
to the needs of this population, set achievable outcomes, and align more
realistically with the complexities involved in serving these individuals.

Refining the ETP guidelines in this way would not only improve service delivery
and participant success but also ensure more strategic and effective use of ETP
funds. We hope future policy updates will address this gap and support a more
inclusive, equity-focused training system.

Respondent #7: Public Training Agency

1) Main Focus:

a. We are a California Community College (San Bernardino Community College
District), so education is our main focus. Our not-for-credit workforce training
funded through grants and contracts is a smaller focus versus the traditional
college classes. However, | work in our Economic Development and
Corporate Training Department, which is completely dedicated to providing
not-for-credit upskilling and training opportunities through categorical funds to
employers and our community.

2) General Approach to Application Process:

a. SBCCD frequently communicates with employers to determine future training
needs. When we are applying for an ETP contract, one of our first steps is to
survey all of the employers with whom we have provided services previously,
to see how many of their staff they would like to train over the following two
years. Our practice is to gather 100E Certification Statements at that time to
start building our 100B for the application, although if we have recent
documentation from an employer, we may just ask them for a number to
include. We also reach out to new employers who have not participated in
the past to explain the opportunity for training through ETP, and to see if they
are interested as well. Additionally, we evaluate our training topics and ask
employers for input regarding any additional topics they would be interested
in seeing added. Finally, we reference labor market data for a range of
eligible industries and occupations to determine if we should request a New
Hire occupation as well.

ETP Policy Committee Meeting Agenda Item Page 15 of 43
Discussion for Policy Committee Re: MEC Survey Results



3) Geographic Service Area:

a. SBCCD's primary geographic service area is the Inland Empire, with the vast
majority of our traditional students coming to us from the San Bernardino
area. However, we typically request to be approved to deliver training state-
wide for several reasons. First, many of the companies that we work with
locally have other locations throughout California, and we often have training
that is delivered via live video conference training to employees representing
a single employer, but spread out through a variety of locations. Second,
SBCCD is a highly collaborative college, and our ETP team may partner with
other colleges or training organizations throughout the state who do not have
an ETP contract or are between contracts. In those cases, we verify that
those partners clearly understand ETP's rules and regulations and will deliver
quality training and gather the requisite documentation, which will be
reviewed in detail by SBCCD staff.

4) PE Recruitment:

a. SBCCD staff make extensive efforts to recruit participating employers
through industry events, employer convenings, direct outreach, and referrals
from other employers who have benefitted from working with the college. We
recruit most heavily from employers in ETP's priority industries. The Inland
Empire has a heavy concentration of manufacturers and distribution/logistics
companies, so those employers are the ones to whom we outreach the most.
We usually find that most employers who participated in one contract have
ongoing workforce development needs. Some participate in as many
contracts as they can. Some participate every couple of years as they have a
need. However, we are also constantly recruiting new PEs. That outreach
never stops, so in each successive contract, we always have new PEs
represented who may be completely new to ETP or who have not engaged
with the program recently.

When we are recruiting a new participating employer, we usually have a site
visit and explain ETP to a combination of HR directors, training managers,
site directors, etc. We give them an overview of ETP's purpose, rules and
regulations, and opportunities to train their staff. | have yet to sit down with a
company that did not have staff upskilling or retraining needs. Our next step
is to review the approved topics, discuss their priorities, map out any
customized training they would like to explore, and explain our multi-
employer trainings. Then we move on to paperwork and approvals, including
the 100E and individual trainee information/demographics.

5) PE Demand:

a. As mentioned previously, SBCCD reaches out directly to each employer to
share with them that we are preparing to apply for an ETP contract, and to
inquire if they would like to participate. In most cases, we use that opportunity
to gather a fresh 100E if the company has participated previously, or to
explain ETP and get a first 100E if they are new. The 100B submitted by
SBCCD is an exact reflection of the data that the employers have provided,
so all PEs are aware that they have been included in our application.

It should be noted that although we collect 100Es from employers before
beginning training, and those include the estimated number of employees to
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be trained, those needs change over time, and it is our ongoing relationship
with employers that leads to ETP participation. Considering the two-year
length of ETP contracts, most PEs are planning and requesting training as
we work through the contract based on their immediate business needs
versus scheduling specific topics for training years in advance. SBCCD
prioritizes providing rapid response, agile training for employers.

6) Curriculum Development:

a. Many topics on SBCCD's curriculum list are requested each contract, either
because we know they are high-demand topics (like Microsoft Excel,
leadership, Six Sigma, OSHA-10/30), or we believe they may be requested
and we want to avoid the need for a contract modification. Also, because we
are constantly inquiring about training needs from our participating
employers, we will occasionally identify a new topic to add that has not
previously been requested. The content itself is either developed in-house or
supplied by an industry expert whom the college engages to deliver the
training.

7) Curriculum Development & PE Involvement:

a. Many of SBCCD's training topics are broadly applicable to multiple
employers, so the content for those trainings has been vetted over years of
industry feedback. The training material has been developed primarily around
the needs and functions of the manufacturing and distribution/logistics
industries. We always give employers the option to request customized
training as well, and our trainers will work directly with representatives from
the participating employer to tailor the content to their standards, processes,
and desired outcomes. Also, we solicit feedback on every training that we
deliver, and use the feedback provided to continuously improve and adapt
our trainings to industry trends and needs.

8) Repeat Trainees:

a. We do not have an issue with trainees receiving duplicate training due to the
fact that all trainees are signed up for training by their employers and are not
going to ask for repeat training for efficiency reasons. The exception to this
would be OSHA 10/30, which is recommended to be renewed every 3-5
years. We also provide reports of previously completed training for employers
that request it for their participation or planning.

We check for learning progression at the end of each training and receive an
average score of 4.53 out of 5 for skill development as a result of training.
Additionally, we observe many trainees who attend continuously more
advanced training over time.

The curriculum is intentionally designed with tiered progression in mind.
9) Trainers:

a. Training is delivered most frequently by employees of SBCCD, or by industry
experts who are contracted by the college to deliver specific topics.
Occasionally, employers will provide a trainer, but that is infrequent, and only
upon their specific request. We find our trainers through industry connections,
job postings from the district, or sometimes direct outreach, and all of our
trainers have extensive hands-on, industry experience in any topic which
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they deliver. We have a few contracted trainers with whom we work
frequently due to their unique expertise and excellent outcomes.

10)Free Form:
The Panel may wish to consider a systems modification that would allow a
trainee to begin training under a new ETP contract while retention is still
being tracked under the previous one.

ey

Working with ETP provides exceptional opportunities to support local
employers through responsive, high-quality workforce training. Many MECs,
including ours, consider ourselves partners in extending ETP’s reach,
particularly by serving smaller employers that may not have the resources to
pursue a Single Employer Contract. What sets ETP apart from other funding
sources is its flexibility and its ability to respond quickly to business needs.
However, one recurring systems challenge limits MECs’ effectiveness in
serving Participating Employers, and | would like to offer a potential solution.

The current 90-day retention system creates challenges for training continuity
and reduces ETP’s ability to meet employer needs in a timely and flexible
manner. When a trainee completes training near the end of a MEC contract,
the employer must wait for the 90-day retention period to conclude before
enrolling that employee in additional training. This delay often disrupts
advancement through tiered training topics, such as moving from
intermediate to advanced skills, or forces a gap in training that conflicts with
an employer’s ideal training window.

While the system is intended to ensure compliance with legislative
requirements by verifying retention and preventing concurrent enrollments
(Section 4400(dd)), the law itself only requires that final payment be withheld
until retention is confirmed (Section 4440.2(a)). It does not state that the
trainee must remain enrolled during that time.

Operationally, CalEForce treats trainees as enrolled throughout the retention
and invoicing process. However, this is a systems limitation rather than a
legislative mandate. Under the legacy system, trainees were considered
complete on their final training day, with retention tracked separately.
CalEForce could replicate this by introducing a designation such as “in
retention” to flag trainees who have completed training under a contract and
immediately treat their enrollment as concluded. This would prevent
additional hours from being billed to the original contract while allowing
training to seamlessly continue in a new ETP contract.

Adjusting this policy would reduce delays, improve continuity for employers,
and strengthen ETP’s capacity to support workforce development across
California.
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Respondent #8: Private Training Agency

1) Main Focus:

a. Main focus.

2) General Approach to Application Process:

a. We reference our previous contract and work with our analyst to balance
information for a new contract.

3) Geographic Service Area:

a. We are a national training provider but for ETP, we only offer this program to

qualifying California companies. Our training is offered online.
4) PE Recruitment:

a. We work with our parent company on marketing and outreach as they have an
expansive clientele. We have many repeat PEs but have a few new ones each
contract.

5) PE Demand:

a. The Demand Lists are not very helpful. It is hard to ascertain exactly how many
trainees we will have. We do not want to ask for too much or too little but trying to
being accurate usually means asking for too much funding.

6) Curriculum Development:

a. We have a set curriculum.

7) Curriculum Development & PE Involvement:

a. We offer both: set subjects that are constantly updated as needed by our
industry (media/technology).

8) Repeat Trainees:

a. Because our classes constantly update, trainees can benefit from taking the
same class multiple times. We track our ETP students enrollments and can see
what they have taken in each contract period.

9) Trainers:

a. We have trainers that we work with to deliver training and have worked some
since we opened. They are typically vendor-certified and/or have decades of
industry experience, depending on the need of the subject.

10) Free Form:

a. Blank

Respondent #9: Private Training Agency

1) Main Focus:
a. Training is the primary focus of our organization.
As a nonprofit vocational training center, our mission is centered around
providing hands-on, skills-based training to prepare individuals for careers in
manufacturing. All of our programs are designed to equip students with the
technical competencies and workforce readiness needed to succeed in the
industry.
2) General Approach to Application Process:
a. We consult with employers to identify training needs, confirm trainee eligibility,
update curriculum, and gather required documentation. After internal review, we
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submit the application and work closely with our ETP analyst to ensure
compliance.
3) Geographic Service Area:

a. Our main service area is Southern California, based in Ontario, CA. While most
PEs are local, we do work with some outside our area. We find non-local PEs
through referrals, workforce partners, and employer networks. To serve them,
we offer Saturday and online classes, and we manage contracts remotely to
ensure smooth delivery and compliance.

4) PE Recruitment:

a. We've been serving the manufacturing industry since 1968 and have
successfully completed over 30 ETP contracts. Our reputation for quality training,
experienced instructors who work in the field, and strong employer and student
outcomes has earned us many success stories and referrals. We actively recruit
new Participating Employers (PEs) through outreach, word of mouth, and
industry partnerships, and many companies also reach out to us. We do not rely
on the same PEs each time, we aim to serve both returning and new employers.
For repeat PEs, we evaluate their evolving training needs and ensure each
contract brings added value. We work hard to serve every employer and
participant with integrity, going above and beyond to deliver high-quality,
compliant training, never cutting corners.

5) PE Demand:

a. We determine demand through direct communication with employers, ongoing
relationships, and outreach efforts. We consider current workforce needs,
interest in specific training, and past participation to estimate how much to
request. While the “100B” list can provide a helpful snapshot, it may not always
reflect real-time demand. We do our best to ensure all employers listed have
expressed interest and are aware they may be included in our proposal. Our
goal is to submit realistic projections based on actual employer needs and
capacity.

6) Curriculum Development:

a. We offer a set curriculum that we've developed based on years of experience
and consistent feedback from our industry partners. These classes are designed
to address core skills needed across all areas of manufacturing and are updated
as needed to stay current with industry standards. While the curriculum is
standardized, it's broad and flexible enough to benefit a wide range of employers
and job roles.

7) Curriculum Development & PE Involvement

a. We primarily offer subject-oriented training designed to meet broad industry
needs across the manufacturing sector. Our curriculum is well-established,
developed with long-term input from industry partners, and regularly updated to
stay current with industry standards. While we don’t build custom training for
each PE, our programs are highly relevant to a wide range of employers, and we
often work with them to ensure the content aligns with their specific workforce
goals.

8) Repeat Trainees:

a. We ensure trainees do not receive duplicate training by only allowing students to
repeat a class if there has been a significant update to the curriculum or industry
standards that justifies retraining. We maintain detailed training records to track
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participant history and ensure continuous improvement. Our curriculum is

developed and regularly reviewed with this in mind, so any repeat training

reflects updated content or deeper skill development rather than duplication.
9) Trainers:

a. Our training is delivered by in-house instructors, many of whom are former
students who are passionate about giving back to the industry by sharing their
expertise. We have a very stable and experienced group of instructors, and if we
need additional trainers, they are typically referred to us by our current
instructors. We consistently work with a trusted group of instructors to maintain
high-quality training across all of our programs.

10) Free Form:

a. Our employers greatly appreciate the support ETP provides, especially now as
they anticipate increased demand and are unable to provide training internally.
ETP’s funding has been invaluable in helping companies maintain a skilled
workforce while allowing individuals to stay employed and advance within their
organizations. This support has become crucial in ensuring that both employers
and trainees can continue to thrive in a rapidly evolving industry.

Respondent #10: Private Training Agency

1) Main Focus:

a. We are an accredited college, education and training is the main focus of our
organization.

2) General Approach to Application Process:

a. We are arepeat MEC contractor. Usually when we reach 80% or more contract
performance level, we submit the ETP application and at the same time start
collecting and organizing the required items for the application.

3) Geographic Service Area:

a. Training classes are Online with Live Instructor, and we serve the entire State of
California. We serve the Architectural, Engineering, and Construction (A/E/C)
Industry and California has hundreds of employers (primarily small high wages)
who are engaged in airport expansion, freeway expansion, seaport expansion,
rail, metro, high rise buildings, residential building, environmental projects, and
more. We regularly attend local professional associations exhibitions like AlA,
American Society of Plumbing Engineers (ASPE), Construction Management
Association of America (CMAA), and American Society of Civil Engineers. Also
we exhibit at A/E/C Conference and Exhibition in Anaheim and Los Angeles
Convention Centers when it is held.

4) PE Recruitment:

a. Usually, we start with 20 to 25 employers as a core group (100 B) and by the
end of the contract we we are at 80 to 95 Participating Employers. Employers
learn about the CAD/BIM (Computer Aided Design/Building Information
Modeling) training program when we exhibit at the A/E/C Exhibits and
Conference, advertisement in the professional newsletters, emails, web site, and
word of mouth. Generally, PEs who participate in repeat contracts have
projected growth or hired new employees. All PEs must complete the
Certification Statement (100 E) to be processed for approval.
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5) PE Demand:

a. Because of our close contacts with the A/E/C industry, PEs are asked to project
the number of trainees they will train during the term of the contract (21 months)
and PE's are aware that they are part of the trainee projection (100 B).

6) Curriculum Development:

a. Due to our participation in the A/E/C industry exhibitions, close contact with
industry book publishers (Ascent and SDC), as an Autodesk (CAD/BIM software
manufacturer) Education Partner, Autodesk University participant, our curriculum
is regularly updated due to the changes in the technology. Also PE's who
request a new training class, | organize a working group of instructors,
employers and publishers to develop the curriculum.

7) Curriculum Development & PE Involvement:

a. Our curriculum is subject oriented and it's designed to serve the Architectural
Engineering Construction employer need for a variety of the CAD/BIM software.
For example, Civil 3D class is designed for civil engineers, mappers, and
surveyor, Revit Architecture class is designed for architects, construction
superintendents, interior designers, and Revit MEP is designed for mechanical,
electrical, and plumbing engineers and designers. We do consult with employers
and book publishers to design the curriculum.

8) Repeat Trainees:

a. We have a sophisticated PE market, about 75 to 80% of trainees are college
graduate with high wages. Employer/employee always inquire about the
curriculum. They will only enroll in classes that can assist them to become more
proficient in their jobs and lead to increase in wages. We seldom have repeated
trainees and one's who are repeat trainees enroll in the more advanced training
class. Due to rapid changes in the technology we often upgrade the curriculum.

9) Trainers:

a. All of our instructors work full time in the A/E/C industry and teach for us part
time. Trainers have been referred to us by the word of mouth or an employer
who worked with us before.

10) Free Form:

a. | participated in the last policy committee meeting where it was decided to
conduct this survey. | think the major factor that has not been talked about or
considered is Contract Performance which | believe is what ETP is about. My
experience with Employers and trainees is that they only participate in the ETP
training when they see a value in that training, otherwise, they consider it as a
waste of time. The ETP Panel and staff should elevate the importance of
contract performance results as a factor in awarding contracts to repeat
contractors. | appreciate your efforts in organizing this survey.

Respondent #11: Private Training Agency

1) Main focus:
a. Yes, training is the main focus of our organization.
2) General Approach to Application Process:
a. Our general approach begins with collecting requests for training from various
prospective participating employers (PEs). Based on that information, we identify
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the training programs needed, estimate the number of slots, and determine the
required curriculum to include in the application.

This process helps to ensure that our proposal accurately reflects current
employers’ needs.

As the next step, we coordinate with current ETP eligibility requirements, such as
starting wages and HUA designations — to determine the appropriate job
categories and slot allocations for the application.

3) Geographic Service Area:

a. For re-training projects our geographic service area is statewide. Many of our
participating employers (PEs) operate multiple facilities throughout the state,
including in Northern and Southern California.

We accommodate remote employer locations by offering online classes or by
assigning local instructors to deliver onsite training as needed. In the past five
years since the pandemic, online videoconference-based training became a
prevalent and convenient format, which allows remote employers and trainees to
participate without geographic limitations.

When in-person instruction is preferred or required, we assign instructors to
provide onsite training. These instructors may travel or be recruited locally
through professional associations and industry referrals.
Contract administration, including enrollment, rosters, and performance tracking
is managed centrally by our team, to ensure consistency with ETP requirements,
regardless of location.

4) PE Recruitment:

a. We identify participating employers (PEs) by reaching out to companies in the
industries for which we provide training. Additionally, we receive referrals through
word of mouth, often when our past training participants or management move to
new companies and contact us about potential training opportunities.

Most of our PEs are new in each contract, although some of our prior PEs may
send new employees for training as well.

When PEs participate in repeat contracts, it typically reflects their satisfaction
with the previous training and the need to send their new employees. In some
cases, returning employers may also need to send prior participants for
advanced skills training.

Over time, we develop long-term relationships with employers, serving as a
provider of customizable, practical, no-cost training for their employees as
needed.

5) PE Demand:

a. We collect requests for training from prospective participating employers (PESs)
over a period of time, prior to applying for a new contract. Based on those
requests, we estimate the total number of training slots and include that
projection in the proposal.

The 100B Demand Lists are accurate as of the time of application submission.
However, some of the employer needs may change due to various
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circumstances during the course of the contract. If that happens, then remaining
slots are distributed to other employers.
Yes, all PEs listed on 100B are informed in advance. ETP analysts typically
contact employers on the list to confirm their interest and verify the number of
reserved slots.

6) Curriculum Development:

a. We offer a set curriculum, which is typical for the industry in which training is
provided. In addition, we consult with each employer to determine if there are
any specific job-related topics that they would like to have included in the training
courses.

When employers identify specific needs, we incorporate relevant topics into our
curriculum to ensure that training is customized for their specific work
requirements.

7) Curriculum Development & PE Involvement:

a. We offer generic, subject-oriented training designed to meet common industry-
related needs. Then we identify PEs with employees who would benefit from this
training. Courses can be customized based on each employer’s specific input.

8) Repeat Trainees:

a. Typically, employers would not send the same employees to repeat the same
training as their work time is valuable and training is intended for new skills or
skills advancement.

On our end, we track trainees across contracts and ensure that individuals enroll
in different courses.
For technical courses, participants can attend the next level of training as part
the professional advancement.
For medical skills and business skills, we ensure that trainees take new courses.
Continuous Improvement training is less common among our participating
employers, but we would ensure that the course consists of new topics and
relevant material to avoid duplication.

9) Trainers:

a. We employ instructors with many years of professional experience. Most of them
work in the industry and teach part-time, while some of the instructors are semi-
retired. For example, our healthcare instructors are nurses with extensive patient
care experience who enjoy teaching.

We find trainers through LinkedIn, including professional specialty groups, as
well as through industry associations. We also receive referrals from industry
contacts, employers and current instructors.

Many of our instructors have been teaching in our programs for a long time,
which allows us to maintain continuity and quality across various programs.
The instructors’ expertise and commitment are key to the successful delivery of
our training programs.
10) Free Form:

a. We would like to share several additional points, based on our 30+ years of
experience with MEC projects:
1. MEC training provides valuable opportunities, especially for small businesses
that usually have limited resources for employee training.
Through MEC contracts, participating employers (PEs) can obtain training they
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need for their employees at no cost and without taking on additional
administrative tasks.

2. Flexibility is an important aspect for MEC contracts, including the ability to shift
funding between job categories and update curriculum content as needed. This
flexibility is especially important because compared to single employer contracts,
MEC contractors don’t have control over scheduling or availability of employees
for training. As a result, some contract revisions may be necessary during the
term of the contract to accommodate changing employer needs.

3. A training category similar to the former Job Creation category, with a
provision for lower starting wages would be highly beneficial for accommodating
entry-level employees, who often need training the most. That would be
especially important for industries that qualify only under SET funding. For
example, in the healthcare industry, Certified Nurse Assistants (CNAs) are
currently excluded from participation because their wages are below the SET
wages requirements, unless healthcare companies are located in HUA
designated areas.

In the past, newly hired CNAs could be trained under the Job Creation category,
which allowed for more inclusive access to training by accommodating lower
entry-level wages. Bringing back a similar option could help meet the needs of
employees in underserved communities.

Respondent #12: Private Training Agency

1) Main Focus:
a. Training is the main focus of our organization
2) General Approach to Application Process:

a. We try to time our application based on the amount of funding and time
remaining in a current contract to ensure a seamless transition for our new and
existing PEs. We also make sure we will meet the performance metrics
mandated by ETP in order to submit an application. We discuss and assess the
training demand and curriculum for PEs for the next 2 years. From a macro
perspective, we also try to assess the economic climate for the next 2 years.

3) Geographic Service Area:

a. We serve all counties in California, and our PEs are located throughout
California. We have instructors located all around California who can deliver in-
person or virtual training. We work with PEs to ensure we have the proper
paperwork and procedures to comply with ETP’s policies.

4) PE Recruitment:

a. We recruit PEs through word-of-mouth, referrals, and networking through
industry associations. For each new contract, we have a mix of new and existing
PEs. We always conduct an initial needs assessment and explain ETP’s
requirements to get agreement before moving forward. PEs who participate in
repeat contracts usually request new training topics and/or want to serve
different trainee populations.

5) PE Demand:
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a. The best way to determine demand is to look at performance in a current/past
contract and how quickly the funding was utilized. The 100 B demand lists are
accurate at the time, but they are just forecasts and we know that business
forecasts can change a lot in 2 years. All of our PEs have signed a Certification
Statement before putting them on the 100 B list; PEs have no idea what a 100 B
list is though.

6) Curriculum Development:

a. We propose a curriculum that aligns with our competencies and is in demand by
our PEs. We also try to develop a curriculum that is flexible and general enough
to serve a wide variety of PEs. We always tailor the curriculum for each PE, but
PEs can also select any of our off-the-shelf classes if they like.

7) Curriculum Development & PE Involvement:

a. Both are possible, but we try to find PEs that want the type of curricula we offer
because it aligns with our competencies. We will tailor the curriculum for all PEs,
but if a PE wants a curriculum that we don’t have the knowledge or experience to
provide, we will usually refer the PE to another organization. We can’t be
everything to everyone.

8) Repeat Trainees:

a. PEs are usually very careful and intentional about enrolling trainees, so they
would not knowingly provide duplicate training. PEs and MECs are very
conscious about making sure any time spent in training will be valuable to the
trainee and PE. Trainees are being paid their wages while they’re in training, so
PEs have no incentive to enroll trainees in duplicate training. Trainees also have
no interest in taking duplicate training. Also, PEs usually do not offer the same
training across multiple contracts, so curriculum are usually not the same. If
needed, we can provide reports of repeat trainees to track previous trainings.

9) Trainers:

a. Training is delivered by in-house trainers. In rare cases, PEs can provide
trainers. We find trainers through referrals and networking. We work with a set
group of trainers, but we are always looking for great new trainers.

10) Free Form:

a. As a MEC, we always get pushback from PEs on collecting sensitive trainee
data (social security number, wage, etc.). If ETP was able to allow PEs to upload
sensitive data through a separate log-in, that would be helpful in addressing data
security concerns.

Respondent #13: Private Training Agency

1) Main Focus:

a. Our organization provides services to manufacturers in California. Training is a

large part of the services we provide, but it is not the only service we provide.
2) General Approach to Application Process:

a. We compile the following, current client training needs assessment, assessment
of potential new client's needs, and notes from discussions with area
manufacturing groups. We compare our offerings to what our potential client
base needs and develop new content as necessary. Finally, we are in
communication with our client base to understand their plans for hiring and
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business growth. All of this information supports the development of our ETP
application.
3) Geographic Service Area:

a. We provide services to manufacturers in 14 counties in the San Francisco Bay
and Sacramento areas. The PEs in the MEC contracts are within these areas.
There are times that we deliver training to a facility outside of these counties, but
the company would have offices or other operations with the counties we serve.
We do not deliver training outside of the state of California.

4) PE Recruitment:

a. PEs are recruited through our Business Development process. Our new PEs
come through inquiries through our website, contacts at workshop events,
referrals from CMTC and other MEPs, and sales outreach. We have a mix of
new and repeat PEs for each contract. | unsure of the intent for the question on
handling PEs who participate in repeat contracts. We handle PEs who
participate in repeat contracts as long-term clients, growing our training offering
as their business grows and changes.

5) PE Demand:

a. Demand is determined through our Business Development outreach process. It
is based on the needs of our current clients and forecast projections of
prospective new client requirements. The "100B" Demand list are estimates from
the information above. Since a portion of our "100 B" list are prospective new
clients, it is not 100% accurate. The PEs on the "100 B" list that are our current
clients are aware.

6) Curriculum Development:

a. Please see the response on question #3. We do not have a set curriculum. Our
training is focused on topics supporting manufacturers. We primarily customize
to our client's needs but have some generic trainings available.

7) Curriculum Development & PE Involvement:
a. We offer generic, subject oriented and customized trainings for our PEs.
8) Repeat Trainees:

a. We track to ensure previous trainees are not attending the same training. This
tracking applies to continuous improvement training. Continuous improvement is
a very broad category and can take several years to complete training in all
aspects of the category. A trainee could start with a simple Introduction to Lean
class, then move on to more detailed courses of the various methodologies
within Lean. We develop new courses in continuous improvement topics to
broaden our offerings and meet our client's needs.

9) Trainers:

a. We hire our own consultants to conduct the majority of the training. We to
occasionally work with trainers provided by the PE. We recruit for consultants
based on area of expertise required by our client's needs. We have some long-
term consultants we work with, but we also recruit new consultants to fill
demand.

10) Free Form:

a. It would be very helpful if the MEC application could be printed out or exported to
Word for completion and review.

None of the categories above adequately describes us as a MEC. We are a non-
profit organization that supports manufacturing in California as part of the federal
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MEP program. Our MEC contract assists small to mid-size manufacturers
provide training to upskill their employees.

The new requirement of achieving 75% earned prior to submitting a new MEC
application is negativity impacting our ability to support our manufacturing clients.
Delaying the start of the application process equates to a potential gap in
services to the clients.

Respondent #14: Private Training Agency

1) Main Focus:
a. Career training is JobTrain’s primary focus.
2) General Approach to Application Process:
a. Our approach to preparing for an ETP contract involves multiple stages of
analysis and planning:
1. Prior ETP Contract Review: We begin by evaluating our previous ETP
contract outcomes and ensuring any new application aligns with our current
organizational priorities, as well as factor in regional labor market trends.
2. Labor Market Analysis: We conduct comprehensive labor market research to
ensure our training programs will lead to sustainable employment opportunities,
and that provide livable wages.
3. Employer Engagement: JobTrain has historically developed strong
relationships with employers to understand their specific workforce needs, skills
gaps, and hiring challenges. This engagement is extensive and can take
sometimes upwards of 12-24 months of conversations and planning with new
employers before they commit to collaborating with us on a program. This
extended timeline allows us to develop truly responsive training solutions, but
also presents challenges as employer situations may change, occasionally
resulting in partners backing out after significant investment in planning due to
unforeseeable regional economic circumstances.
4. Performance Assessment: We carefully evaluate our track record by analyzing
placement and retention data from previous training initiatives. This self-
assessment and evaluation helps us set realistic goals and demonstrate our
capacity to deliver results in our application.
5. Program Scaling Decisions: Based on all collected data, we make strategic
decisions about the scale of our proposal, determining participant numbers and
target occupations that balance community needs with our organizational
capacity.
It's important to note that our ETP New Hire Contracts run for two years, and
there is often an additional nine+ months period before contracts are executed
after approval. This creates a significant runway—sometimes totaling three+
years from initial employer conversations to program implementation, making it
challenging to sustain a pipeline of trained, qualified graduates to fill employment
needs.
3) Geographic Service Area:
a. We primarily operate within specific regional geographic areas where we have
established a longstanding history and a strong reputation of providing
programming. Our MEC contracts predominantly involves employers located
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within JobTrain’s geographic service areas, allowing us to leverage our
established relationships with regional employers and our deep understanding of
regional workforce needs.

Our program models are specifically designed with input from employers who
are located in our service areas, creating a strong foundation of local employer
engagement and investment. This localized approach ensures that our training
programs directly address the specific workforce needs of the communities we
serve, as well as the employer partners.
4) PE Recruitment:
a. PEs are not at the beginning of the contract.
5) PE Demand:
a. Not Applicable to New Hirer contracts.
6) Curriculum Development:

a. JobTrain takes a balanced approach to curriculum development that prioritizes
employer input, as well as analyzing regional labor market trends, which allows
for a broader approach towards regional alignment with employers.

JobTrain evaluates industry-focused data based on labor market data and then
collaborates closely with employers to refine the curriculum. We consult with
employers about changes in the work environment and add or remove training
topics based on employer needs. This ensures our training remains responsive,
and compatible with an ever-evolving Job Market.
Our program design process is inherently collaborative. Since the inception of
JobTrain’s training programs, JobTrain has always solicited employer
engagement to better understand their specific workforce needs, skill
requirements, and workplace practices, incorporating their input and
recommendations into the improvement of the curriculum, as well as building out
our relationships. This input directly shapes our curriculum, ensuring graduates
are prepared for the realities of the workplace.

7) Curriculum Development & PE Involvement:

a. Not Applicable to New Hirer contracts.

8) Repeat Trainees:

a. We track all participant training information in our LMS database system, which
allows us to maintain comprehensive records of each individual's training history
and job placement information. This systematic documentation helps us verify
participants' status and allows staff to prevent this from happening. JobTrain
provides employment services up to one year after completing training.
Occasionally participants do come back to JobTrain inquiring about advance
training. Currently JobTrain has developed an Economic Mobility Coaching
model that provides career mobility planning for up to five years for our training
graduates to enhance their career growth.

9) Trainers:

a. Our training delivery model uses a combination of in-house (hands-on) combined
with some virtual instruction which has been proven to be a successful model for
some of our training. JobTrain employs full-time instructors for all their training
classes. Our instructors are part of our permanent staff and external instructors
who bring specialized expertise to specific program areas. This consistency and
expertise approach allows us to maintain quality standards while also
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incorporating industry-specific knowledge and current workplace practices.
Our comprehensive vetting process ensures that all our instructors, meet our
rigorous standards for both subject matter expertise and teaching ability. This
vetting includes credential verification, teaching demonstrations, and alignment
with our program goals and teaching philosophy.
When searching for instructors, we look for professionals who not only possess
deep knowledge in their field but also demonstrate an ability to effectively
communicate that knowledge to adult learners from diverse backgrounds.

10) Free Form:

a. JobTrain would like to highlight a significant challenge in the current ETP
framework that affects our work with vulnerable populations. There are currently
no specific guidelines for new hire multiple-barrier contracts. While the term
"multiple barriers" appears in existing guidelines, the detailed provisions primarily
focus on ex-offenders and at-risk youth categories.

This gap in specific guidance impacts several crucial aspects of our program
implementation. Without tailored guidelines for the broader multiple barriers
category, we face challenges in areas such as retention expectations, wage
modifications, and appropriate trainer-to-trainee ratios for these populations.
We believe there needs to be a clearer distinction between standard new hire
contracts and new hire multiple-barrier contracts in the formal guidelines.
Developing more comprehensive guidelines specifically addressing multiple
barriers populations would enable organizations like ours to design more
effective programs and set appropriate performance benchmarks that reflect the
realities of serving these communities. This would ultimately lead to better
outcomes for both participants and employers while ensuring accountability in
the use of ETP funds.

JobTrain hopes that future revisions to ETP guidelines will address this gap and
provide the specific framework needed to better serve individuals facing multiple
barriers to employment.

Respondent #15: Trade Association

1) Main Focus:

a. Training is not the main focus of our organization, but it represents a significant
component of our work. Depending on the year and funding cycles, training
accounts for approximately 15%—25% of our overall activities. While our core
mission includes business advocacy, community engagement, and economic
development, workforce development is a critical area of focus—because we
believe you cannot have sustainable economic development without a strong,
skilled workforce and vice versa.

2) General Approach to Application Process:

a. Our process for preparing an ETP application begins with outreach to employers
through individual conversations and workforce needs assessments. We identify
skill gaps, operational challenges, and areas for upskilling based on the
employer’s goals—whether that’s improving productivity, preparing for
expansion, or adapting to new technologies.

We work with our training vendors to align curriculum to the expressed needs—

ETP Policy Committee Meeting Agenda Item Page 30 of 43
Discussion for Policy Committee Re: MEC Survey Results



ranging from soft skills and communication to manufacturing and continuous
improvement. Each training plan is customized to the employer’s specific needs
and desired outcomes. Instructors are subject matter experts with strong industry
or academic backgrounds, ensuring the training is both relevant and applicable.

Once interest and eligibility are confirmed, we gather required documentation

(CEANS, job classifications, contact info), finalize training outlines, and confirm

logistics. Our internal team ensures all components align with ETP requirements.
3) Geographic Service Area:

a. We have a statewide contract, which enables us to serve employers with

multiple locations across California. While our primary service areas are Los

Angeles, Orange, and Riverside Counties, we do engage Participating

Employers (PEs) from outside our normal geographic footprint.

We find non-local PEs primarily through referrals from our chamber colleagues
across the state—many of whom do not hold an ETP contract—as well as
through HR networks and workforce development events.

When training is needed outside of driving distance, we deliver sessions virtually
via Zoom or Microsoft Teams. This is especially effective for companies that
want to provide consistent training across multiple locations. WWe work closely
with our training vendors and employer contacts to ensure smooth delivery and
contract administration regardless of geography.
4) PE Recruitment:

a. We recruit Participating Employers (PEs) through direct outreach to our chamber
members, referrals from chamber colleagues across the state, and connections
made through HR networks and workforce development events.

We do not use the same PEs in every contract, though there are occasions
where an employer returns to train a different group of employees or focus on a
different skill area. Since ETP guidelines do not allow for the same training to be
repeated for the same employees, we ensure compliance by reviewing all
interest forms submitted by potential PEs and confirming eligibility.

Unlike a single-employer model, it is more complex to build a traditional career
ladder across our participating businesses. However, we take care to evaluate
each PE’s needs and prior participation to ensure each contract brings added
value and supports workforce development goals.

5) PE Demand:

a. We assess demand through direct outreach, informal workforce needs
assessments, and conversations with employers about their training goals and
workforce challenges. We are fortunate to operate in Los Angeles County, where
there is consistently high demand for job training across industries. This allows
us to gauge realistic interest and determine how much to request in our
proposals.

All PEs included on our 100 B Demand List are aware in advance they will be
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included in our submission and have confirmed their interest. In our experience,
the list is accurate and reflects genuine demand at the time of submission.
6) Curriculum Development:

a. We do not use a one-size-fits-all curriculum. Instead, we work closely with each
Participating Employer to develop and tailor training that aligns with their specific
workforce needs and desired outcomes. Our training vendors bring a wide range
of course options, and we collaborate with the employer to select and shape
content based on job roles, operational goals, and industry-specific
requirements.

While we have a broad library of approved training topics—such as Business
Skills, Computer Skills, Continuous Improvement, Manufacturing Skills, Literacy,
Job Readiness, and Management Skills—each training plan is customized for
the participating employer. This flexibility allows us to support a wide range of
industries while ensuring the training is relevant, practical, and aligned with ETP
objectives.
7) Curriculum Development & PE Involvement
a. We work with Participating Employers to develop curriculum based on their
specific needs. While we have a broad catalog of training topics, we do not offer
pre-packaged programs and then seek employers to fit them. Our approach is
employer-driven and tailored for relevance and impact.
8) Repeat Trainees:
a. Our training coordinator uses a custom CRM system to track trainees and the
courses they complete across contracts. This ensures employees do not receive
duplicate training.

For repeat trainees—especially in areas like Continuous Improvement—we work
with the employer and training vendor to ensure the training builds on what the
employee previously learned. For example, someone who took Lean 101 in an
earlier contract may move on to Kaizen or Six Sigma. We develop curriculum
with this progression in mind to support skill advancement and maintain ETP
compliance.

9) Trainers:

a. As a Chamber of Commerce, we do not have in-house trainers. We contract with
outside training vendors who are subject matter experts with strong industry or
academic backgrounds. These providers understand ETP requirements and
customize their delivery to meet the specific needs of each Participating
Employer.

In some cases, Participating Employers may have in-house trainers they already
work with. When that occurs, we collaborate with the employer and trainer to
ensure curriculum alignment and compliance with ETP guidelines.

Our team manages all administrative responsibilities related to training delivery,
including collecting rosters, verifying hours, and gathering required
documentation such as Certification Statements and union letters.

10) Free Form:
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a. We appreciate the opportunity to support California’s workforce through ETP and
value the trust placed in MECs to deliver high-quality training. As a Chamber-
based MEC, we’re uniquely positioned to understand the evolving needs of
businesses and serve as a bridge between employers and training resources.
Our collaborative approach—with chambers, HR networks, and workforce
partners statewide—allows us to reach a diverse range of industries and help
employers stay competitive while advancing their employees’ skills.

Respondent #16: Trade Association

1) Main Focus:
a. Our trade association does not provide training. We facilitate the training
efforts of client companies by acting as a conduit by which they can access
ETP funding.
2) General Approach to Application Process:
a. For the 100B, we include information from client companies that were active
in previous contracts, and seem likely to want to continue in future contracts.
We also include, in the 100B, other companies that have expressed an
interest in seeking ETP funding through our MEC's.

We try to write the training curriculum as broadly as possible, because there
is no predicting what training client companies will be conducting during the
following 21 months of the contract.

In keeping with ETP's expressed wishes we do try to emphasize different
aspects of the proposal to distinguish each application.
3) Geographic Service Area:

a. Our focus is on manufacturer's throughout California, in particular, we try to
recruit our trade association member companies. But, we will also accept
other interested manufacturers. We work with a few training companies who
do their own recruiting and these training companies may present other
companies beyond our intended focus (non-manufacturers). We are certainly
not going to turn away companies if we still have funding available in our
open contract.

Training is provided either internally by client companies and/or by using third
party training vendors. No change is needed in our administrative processes
for additionally recruited companies.

4) PE Recruitment:

a. We broadcast a notice by email to our member companies about a newly
approved ETP contract for any company interested in participating in our
MEC. Our training partners (training vendors) do their own recruiting, as well.
Yes, many companies who are familiar with the process from past
participation continue training their workforce, as needed. Our membership
recruiting efforts also includes information about potentially receiving
reimbursement for training. We do include repeat PE's, although if we reach
the end of funding we will place more focus on reimbursement for new PE's.
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5) PE Demand:
a. We rely on past performance to determine how much to request in our next
proposal. With very few exceptions, we exhaust the contract funding before
the 21-month training period expires.

For the 100B we include past participants that seem likely to continue in
future contracts. We also include companies that have expressed an interest
in ETP funding. No, we do not inform them that they have been included in
our 100B submission. It is true that many companies that expressed an
interest do not follow through and actually participate.

In my opinion, telling the interested companies that they are being included in
the 100B would require a lot of confusing explanation and may cause the
companies to think that they are committed to the process.

6) Curriculum Development:

a. We try to set a very broad curriculum with an emphasis on manufacturing
skills as well as other categories that would be beneficial to manufacturers,
including lean, quality, computer skills, administrative skills, management,
etc.

As we try to continue recruiting more manufacturers after the contract has
begun, there is no predicting what skills a company may need to train on, so,
limiting the curriculum is counter productive to the benefits of an active MEC
contract.
7) Curriculum Development & PE Recruitment:
a. Since we do not provide training, we rely on training topics from past
contracts as a basis for future potential training by PE's.
8) Repeat Trainees:
a. Example: forklift training requires annual re-certification. Recurring training is
not necessarily duplicative. In short, we do not insure that a trainee has not
already received a particular training.

If an employer deems it necessary and appropriate to spend the time and
money to re-train an employee on a topic previously covered, we are not
qualified to second-guess the need for this training.

9) Trainers:

a. Training is often delivered by in-house subject-matter-experts employed by
the companies. Companies may also utilize external training vendors for
specific topics, including instruction on newly installed equipment provided by
the equipment makers. We also have a few training vendors we regularly
work with that provide structured training to their own clients.

10) Free Form:

a. We provide administrative services only. We do not provide any training. Our
focus is on manufacturers, all of whom train on equipment operation,
maintenance, safe handling, etc. This tends to make our curriculum list look
repetitive.

An important advantage of an active MEC with a broad curriculum list is that
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newly recruited companies can begin submitting training immediately, instead
of having to wait months for a new contract to begin.

Respondent # 17: Professional Association

1) Main Focus:
a. About 50%
2) General Approach to Application Process:
a. Connect with employers to identify training needs
3) Geographic Service Area:
a. We focus on Southern California
4) PE Recruitment:

a. Employers could be based on the type of Funds available, or the request is
provided based on the Needs of the employers - Training needs that are in sync
with ETP

5) PE Demand:

a. Request is based on commitment from employers, with the understanding that
some employers make training officers changes, and new hired directors may
not want to participate. We are always aware of this process.

6) Curriculum Development:
a. We connect with employers to identify training needs first
7) Curriculum Development & PE Involvement:
a. We connect with employers to identify training needs first
8) Repeat Trainees:
a. Yes, since employees are only able to receive the training under one contract
9) Trainers:

a. We have developed relationships with trainers and identify them based on what

employers are looking for.
10) Free Form:

a. 1. The key factor in the success of every contract is the flexibility (Currently
awarded) to MECs to be able to provide High quality and highly professional
service to Employers.

2. Feeling fully supported by the ETP board as we navigate the many challenges
we face as we connect with new employers, request approval for new
"upcoming" training and just feeling that we have the full support of the ETP
board.. This has been my experience and | love the ETP program

Respondent #18: JATC

1) Main Focus:
a. Yes. Training is the main focus of the company
2) General Approach to Application Process:
a. We evaluate the needs of our potential employers, review our existing curriculum
and resources. Then we submit proposal based on the resources we need to
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meet the upskilling needs of the potential trainees in other to meet the hiring
need of the employers.
3) Geographic Service Area:

a. Our service areas include the entire state of California especially Santa Clara

and other counties in the Bay Area of Northern California.
4) PE Recruitment:

a. We recruit PEs by word of mouth, email marketing, recruitment events and

directly through the trainees.
5) PE Demand:

a. We interview the existing PEs and potential employers to determine their needs.
We also review the workforce gap and the number of trainees that are interested
in our training.

6) Curriculum Development:

a. We have a set of curriculum which we initially developed with the PEs. Since
technology is constantly evolving, we review and revise the existing curriculum
with the PEs from time to time. We follow the trend of the job market as well.

7) Curriculum Development & PE Involvement:

a. No. We initially develop the curriculum with the PEs based on their needs. Since
technology is constantly evolving, we review the existing curriculum with the PEs
from time to time. We follow the trend of the job market as well.

8) Repeat Trainees:

a. Yes. We do daily stand up with the trainees to evaluate their learning experience
for each day of the training. We ask each of them: what they have learned; what
they are focusing on learning that day; and what they are planning on learning
next. We give them hands on projects to improve their competency. We track
their daily hours as well. They are not allowed to start another training or join
another cohort, until they finish their training in a previous contract. Hence they
are not allowed to enroll in two contracts or two cohorts concurrently.

9) Trainers:
a. Yes. Rightvarsity delivers the training in-house.
10) Free Form:

a. Yes. Our training is open to any California resident who is 18 years and above.
Hence we always recruit and train more than the number that we propose to
train. However, some of the new trainees that we train are not even willing to
apply for jobs. Some of the trainees that start working after their training are not
willing to share their employment and wages information. Hence we lose money.
Is there any way that the makes can retain at least 50% of each trainees fee per
hour, when their employment information is not available. It looks like the MECs
are being penalized for the fault of their trainees.

Respondent #19: JATC

1) Main Focus:
a. Yes. Training is the main focus of the company
2) General Approach to Application Process:
a. We evaluate the needs of our potential employers, review our existing
curriculum and resources. Then we submit proposal based on the resources we
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need to meet the upskilling needs of the potential trainees in other to meet the
hiring need of the employers
3) Geographic Service Area:

a. Our service areas include the entire state of California especially Santa Clara

and other counties in the Bay Area of Northern California
4) PE Recruitment:

a. We recruit PEs by word of mouth, email marketing, recruitment events and

directly through the trainees
5) PE Demand:

a. We interview the existing PEs and potential employers to determine their needs.
We also review the workforce gap and the number of trainees that are interested
in our training.

6) Curriculum Development:

a. We have a set of curriculum which we initially developed with the PEs. Since
technology is constantly evolving, we review and revise the existing curriculum
with the PEs from time to time. We follow the trend of the job market as well

7) Curriculum Development & PE Involvement:

a. No. We initially develop the curriculum with the PEs based on their needs. Since
technology is constantly evolving, we review the existing curriculum with the PEs
from time to time. We follow the trend of the job market as well

8) Repeat Trainees:

a. We do daily stand up with the trainees to evaluate their learning experience
for each day of the training. We ask each of them: what they have learned; what
they are focusing on learning that day; and what they are planning on learning
next. We give them hands on projects to improve their competency. We track
their daily hours as well. They are not allowed to start another training or join
another cohort, until they finish their training in a previous contract.

9) Trainers:
a. Yes. Rightvarsity delivers the training in-house.
10) Free Form:

a. Yes. Our training is open to any California resident who is 18 years and above.
Hence we always recruit and train more than the number that we propose to
train. However, some of the new trainees that we train are not even willing to
apply for jobs. Some of the trainees that start working after their training are not
willing to share their employment and wages information. Hence, we lose
money.

Is there any way that makes it so we can retain at least 50% of each trainee's fee
per hour, when their employment information is not available?

Respondent #20: JATC

1) Main Focus:
a. Training is the main focus of our organization.
2) General Approach to Application Process:
a. When we update our courses, we review both California’s training standards and
the Electrical Training Alliance’s required courses to ensure full alignment. We
don't typically change course topics, but we do update content regularly to stay
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current with the latest editions of the code and related regulations. The
curriculum we have in place today was shaped through several years of
planning, identifying industry needs—especially in green energy—and preparing
for the work we expect to grow across Los Angeles County. Our senior staff
developed the updated course structure with care, and all changes were
approved by our JATC trustees before being implemented.
If we've made updates, we include those details in our ETP application. Since
apprentices receive 240 instructional hours per year (120 per semester), we
make sure each course is carefully mapped to meet California state standards
and align with the curriculum developed by the Electrical Training Alliance, which
provides the national training framework for IBEW JATCs. This approach helps
us maintain consistency and accuracy when preparing ETP applications, without
needing to revise the entire curriculum each time.

3) Geographic Service Area:

a. Our geographic service area includes all of Los Angeles County, covering 88
cities and 140 unincorporated communities. This area also defines the scope of
our ETP contracts. We provide training for electricians affiliated with IBEW Local
11, and nearly all instruction takes place at our main campus in Commerce or at
designated Local 11 training sites within the county.

Occasionally, contractors based outside of Los Angeles County perform work
within our jurisdiction. Signatory contractors may operate here with or without a
Project Labor Agreement (PLA), and when they do, they hire Local 11 members
that we have trained. In some cases, non-union general contractors performing
work on PLA-covered projects bring in signatory subcontractors to meet union
hiring requirements. In those situations, the signatory subcontractor is the
employer of record and the only entity included in our ETP contracts — not the
non-union general contractor.
We do not recruit employers from outside our jurisdiction, and we do not deliver
training or administer contracts outside of Los Angeles County.

4) PE Recruitment:

a. Our Participating Employers (PEs) are signatory contractors with IBEW Local 11
who employ apprentices and journey-level electricians receiving training through
our programs. These contractors operate within Los Angeles County, and many
have been involved across multiple ETP contract cycles.

We don't actively recruit employers to participate. Instead, we rely on existing
relationships with contractors who hire from our hiring hall and send their
workforce to us for state required and upgrade training. We track apprentice
employer information through regular review of work hour reports, which show
the current employer and the hours worked. This helps us determine which
contractors may be included in the contract as PEs.
Our training programs are structured to serve the needs of our local electrical
industry, and employer participation in ETP reflects the strong ongoing demand
for qualified, union-trained workers across our jurisdiction.

5) PE Demand:

a. Due to the size of our apprenticeship program, we are confident that we will
meet 100% of any contract awarded to us. ETP funding is capped, and our
program is the largest IBEW apprenticeship in California and the second largest
in the country meaning we don't get fully funded due to our size. While our total
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enrollment has at times exceeded 2,000 total apprentices, we currently serve
over 1,100 active Inside Wireman apprentices.
We base our demand estimates on actual enrollment figures, which are
reviewed and reported at the time of application. This allows us to provide an
accurate and realistic projection of training demand without overestimating. Our
100B Demand List reflects participating employers who currently hire
apprentices from our program, based on verified work history records. These
employers are not only active, but also provide training contributions to the
LAETI.

6) Curriculum Development:

a. Our curriculum is not developed contract by contract. Instead, it is guided by a
structured, long-term approach that aligns with California’s apprenticeship
standards and the required course content developed by the Electrical Training
Alliance (ETA), which sets the national training standards for IBEW JATCs.
Because our program is governed by state, DOL and ETA requirements, we
offer a set curriculum that is carefully mapped out in advance to meet those
benchmarks.

That said, we stay responsive to employer and industry needs through regular
dialogue with our JATC trustees, who include representatives from labor and
management. When industry trends shift—such as the increased demand for
training in green energy—we incorporate supplemental instruction to meet those
emerging needs. Any changes to curriculum are reviewed and approved by the
trustees before implementation.
For ETP purposes, we report our existing, approved curriculum and note any
recent updates or additions that reflect new demands or opportunities in our
industry.

7) Curriculum & PE Involvement:

a. Our training is subject-oriented and structured, rather than developed on a case-
by-case basis in partnership with individual Participating Employers (PEs). The
core curriculum is designed to meet state apprenticeship requirements and the
national training standards established by the Electrical Training Alliance (ETA).
Because of this, we do not create new curriculum per employer or contract.
Instead, our model provides standardized instruction that addresses broad
industry needs—especially those relevant to electrical construction and
emerging technologies such as green energy and EV infrastructure. Signatory
contractors benefit from this approach because the training is designed to
prepare electricians for the evolving demands of the trade, not just the needs of
one employer.

When updates are made, they are based on projected industry trends, code
changes, and feedback from labor and management representatives serving on
our JATC. These updates are applied across the board, not tailored individually
for PEs.

8) Repeat Trainees:

a. We use a custom-built Apprentice Tracking System (ATS) to ensure that no
trainee receives duplicate instruction. Every hour of coursework is tracked and
recorded in the ATS by student and subject. Once a course grade is entered into
the system, both the school and the apprentice can view it immediately through
the student portal. This allows real-time visibility and accountability for both
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parties.
When an apprentice enters the Inside Wireman program, a five-year course
schedule is generated in advance. This full plan is shared with the apprentice
and their employer so that employers are aware of upcoming class dates and
apprentices can manage expectations around their availability for work.
Our administrative team also maintains dynamic spreadsheets to support
internal coordination and long-range planning. Because the curriculum is
sequenced by semester, and linked to both state and federal standards, as well
as Electrical Training Alliance requirements, each student receives progressive
instruction without overlap.
We retain records dating back to the early 2000s, when the ATS was first
implemented. For transfer apprentices joining from other IBEW JATCs, we follow
a thorough and diligent process to obtain their training records from their
previous training trust. This allows us to place them appropriately and avoid
redundancy, while ensuring they receive the full scope of well-rounded training
our program is known for.

9) Trainers:

a. At LAETI, all training is delivered by in-house instructors—all of whom (aside
from occasional vendors for safety certifications) are IBEW Local 11 journey-
level electricians. Most have extensive field experience as foremen, general
foremen, superintendents, or inspectors, and bring a wealth of real-world
knowledge to the classroom.

Our day school instructors are full-time staff who teach throughout the year. They
cover the first three years of the apprenticeship program and are assigned
courses based on their expertise and instructional strengths. Our evening
instructors are part-time and typically work in the field during the day—many are
actively running work on their jobsites. They teach in the evenings because they
are deeply committed to the future of the trade and take pride in sharing their
knowledge with the next generation.
We do not rely on Participating Employers (PEs) to supply trainers. Instead, all
instructors are recruited from within our membership and go through a formal
interview process at LAETI. This ensures alignment not only with the technical
standards of the curriculum but also with the values and expectations of our
apprenticeship model.
All instructors are required to obtain a California Teaching Credential within a few
years of hire. In recognition of the effort and commitment this represents, those
who complete the credential receive an 11% wage increase. To stay current with
industry advancements and instructional techniques, instructors also participate
in regular Train-the-Trainer sessions as well as regular shadowing and reviews,
and select staff attend the National Training Institute (NTI) each year for
advanced professional development.
While we occasionally bring in third-party vendors for specific safety courses—
such as OSHA or CPR/First Aid—the vast majority of our instruction is provided
by our own dedicated, consistent, and highly experienced teaching team.

10) Free Form:

a. In addition to our training program, LAETI is deeply committed to strengthening
our communities by expanding access to life-changing careers in the electrical
trades. We partner with organizations that serve individuals facing systemic
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barriers, including 2nd Call—a grassroots nonprofit that connects justice-
impacted individuals to union careers—and WINTER (Women In Non-Traditional
Employment Roles), which prepares women and underrepresented workers for
the trades. LAETI supports these pathways through mentorship programs like
EMPOWER and hands-on learning initiatives like Future Artisans of Bending
(FAB), which build early confidence using tools and performing jobsite tasks.
We also host more Veterans Electrical Entry Program (VEEP) students than any
other IBEW training center. Currently, 11.2% of our apprentices are veterans,
4.88% are women, and 84.72% are people of color—reflecting our sincere
commitment to building a workforce that looks like the community we serve.

We invest considerable time and funding into outreach efforts that connect
underrepresented groups with meaningful careers, training, and long-term
benefits. Our goal is to create real opportunity for those who have often been
excluded from it.

Because of the size and reach of our apprenticeship program, we respectfully
ask the Employment Training Panel to consider recalibrating the cap for extra-
large programs like ours. We consistently exceed 100% of our contract capacity
and could easily fulfill 200% if given the opportunity. Increasing the cap would
better reflect the number of apprentices we serve and support the deep
community impact our program is designed to achieve.

Respondent #21: Subcontractor

1) Main Focus:
a. N/A
2) General Approach to Application Process:

a. We request info from our clients that help build the app. If a repeat client, we
review their history and adjust the request as needed. After we receive the info,
we review it as a team to discuss the development of the app. One person is
assigned to write it. After it is written, it is returned to the client for review and
edits. After receiving it back, we review and load it to the ETP site. Calls and
zooms are used during the process to assure all partners are aligned. From start
to finish, itis a 3 to 5 month period to complete.

3) Geographic Service Area:

a. We are statewide serving only unionized organizations and businesses, so the

PEs already have signed contractual agreements with our clients.
4) PE Recruitment:

a. The union representatives are responsible for the outreach to our PEs. Most of

our PEs are long-term signatories of our clients and do not change.
5) PE Demand:

a. As joint labor-management organizations, the committees review upcoming
intake numbers based on industry needs. The committees approve participation
and the employer representatives communicate directly with that the PEs about
the proposals.

6) Curriculum Development:

a. Industry-specific curriculums are developed and approved jointly by the joint

labor-management committees.
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7) Curriculum Development & PE Involvement:
a. N/A
8) Repeat Trainees:
a. Trainees do not receive the same training because they are part of multi-level
training program.
9) Trainers:
a. In-house. The trainers are subject matter experts who have worked in the field
and have taken trainer skills classes.
10) Free Form:
a. Blank

Respondent #22: Subcontractor

1) Main Focus:
a. We don't do training. We only write proposals and do administration.
2) General Approach to Application Process:
a. We conduct a needs analysis of the companies needed training.
3) Geographic Service Area:
a. We support contracts in all of California. We use training vendors to provide the
training.
4) PE Recruitment:
a. They use the same PEs and send out emails to possible PEs.
5) PE Demand:
a. The MECs contact PEs. It is possible a PE is unaware they are on the 100B list.
6) Curriculum Development:
a. There is a set curriculum based on the PEs needs.
7) Curriculum Development & PE Involvement:
a. We work with PEs to develop curriculum and customize it to the PEs needs.
8) Repeat Trainees:
a. We have a computer system that tracks what training each trainee has received.
The system flags duplicate training.
9) Trainers:
a. We have set training vendors who provide our training.
10) Free Form:
a. Blank

Respondent #23: Subcontractor

1) Main Focus:
a. Training is one component, but not the main focus.
2) General Approach to Application Process:

a. We reach out to our customer base to see who needs to provide job skills
training to its employees for any new technology, processes, equipment etc.,
what the trainee population looks like, and how much training they need to
provide.

3) Geographic Service Area:
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a. The geographic service area represented by our PE's is statewide. We serve
PE's in our normal service area but our PE's in the service area sometimes
have other facilities outside our service area that they want to provide training
to as well.

4) PE Recruitment:

a. We may include the same PE's in multiple applications as they have needs
that span more than one contract. But we also reach out to new PE's as we
are building the application.

5) PE Demand:

a. Yes, all of our PE's are always aware they are on the 100B prior to our

submission of the application.
6) Curriculum Development:

a. We make our curriculum broad based to cover all industries in our area.
however, we provide our overall curriculum to our PE's and ask them what
other topics they need to provide their employee base to ensure we have
covered all necessary training.

7) Curriculum Development & PE Involvement:

a. Both, per the answer above.

8) Repeat Trainees:

a. Businesses do not have the time or money to provide the same training to
the same employee, year over year, unless the training concept was not
learned the first time.

9) Trainers:

a. Most training is provided by the PE for its specific needs. We do have some
PE's that may need to use vendors for some topics but typically the training is
delivered by internal SMEs.

10) Free Form:

a. MEC's need to stay flexible to continue to meet the needs of the PEs we
serve. Most of these PE's do not have the time or resources to apply for a
SEC and have critical training needs that can be met by a MEC. ETP is
making it more difficult to serve these PE's as they continue to layer on
guidelines that are crippling our ability to meet the increasing demand of
business in California.

1R Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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ETP Policy Committee Meeting Agenda ltem
Discussion for Policy Committee Re: MEC Survey — Question #1: Main Business
Focus

Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #1, relating to the main
business focus of the respondent.

For most respondents, training is the main focus of their organization. Given that most of
the respondents were training agencies and JATCs, this result is not surprising.

For the non-training agency/non-JATC MEC respondents — training still makes up a
significant portion of their organization’s focus. These organizations also focus on other
aspects of workforce development as well.

For subcontractor respondents — all indicated that training is not their main focus, which
also makes sense.

One thing to note after reviewing the responses to this first question is that different types
of MECs will most likely have different responses to these questions. As we continue to
review the remaining questions from the survey and learn about the larger MEC
ecosystem, it will be good to keep in mind that different types of MECs work in different
ways.



l. Question #1 — Main Business Focus:

Is training the main focus of your organization or only a small component of what
your organization does?

Respondent #1: Public Training Agency
1) Main Focus:

a. The Economic & Workforce Development Dept. at Saddleback College is
responsible for large number of of initiatives such as grants, internships,
apprenticeships, Labor Market Research, and customized workforce training (i.e.,
contract education).

Respondent #2: Public Training Agency
1) Main Focus:
a. Academic and Workforce Development & Training is our main focus.
Respondent #3: Public Training Agency
1) Main Focus:
a. Training is the main focus of our organization.
Respondent #4: Public Training Agency
1) Main Focus:
a. The main focus
Respondent #5: Public Training Agency
1) Main Focus:

a. Training is the main focus of our organization.

Respondent #6: Public Training Agency

1) Main Focus:
a. Training is the main focus of our organization.

Respondent #7: Public Training Agency
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1) Main Focus:

a. We are a California Community College (San Bernardino Community College
District), so education is our main focus. Our not-for-credit workforce training
funded through grants and contracts is a smaller focus versus the traditional
college classes. However, | work in our Economic Development and Corporate
Training Department, which is completely dedicated to providing not-for-credit
upskilling and training opportunities through categorical funds to employers and
our community.

Respondent #8: Private Training Agency
1) Main Focus:
a. Main focus.
Respondent #9: Private Training Agency
1) Main Focus:
a. Training is the primary focus of our organization.
As a nonprofit vocational training center, our mission is centered around
providing hands-on, skills-based training to prepare individuals for careers in
manufacturing. All of our programs are designed to equip students with the
technical competencies and workforce readiness needed to succeed in the
industry.
Respondent #10: Private Training Agency
1) Main Focus:
a. We are an accredited college, education and training is the main focus of our
organization.
Respondent #11: Private Training Agency
2) Main Focus:
a. Yes, training is the main focus of our organization.
Respondent #12: Private Training Agency
1) Main Focus:

a. Training is the main focus of our organization

Respondent #13: Private Training Agency
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1) Main Focus:
a. Our organization provides services to manufacturers in California. Training is a
large part of the services we provide, but it is not the only service we provide.

Respondent #14: Private Training Agency

1) Main Focus:
a. Career training is JobTrain’s primary focus.

Respondent #15: Trade Association

1) Main Focus:

a. Training is not the main focus of our organization, but it represents a significant
component of our work. Depending on the year and funding cycles, training
accounts for approximately 15%—25% of our overall activities. While our core
mission includes business advocacy, community engagement, and economic
development, workforce development is a critical area of focus—because we
believe you cannot have sustainable economic development without a strong,
skilled workforce and vice versa.

Respondent #16: Trade Association

1) Main Focus:

a. Our trade association does not provide training. We facilitate the training

efforts of client companies by acting as a conduit by which they can access
ETP funding.

Respondent # 17: Professional Association
1) Main Focus:
a. About 50%
Respondent #18: JATC
1) Main Focus:
a. Yes. Training is the main focus of the company
Respondent #19: JATC

1) Main Focus:
a. Yes. Training is the main focus of the company
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Respondent #20: JATC
1) Main Focus:
a. Training is the main focus of our organization.
Respondent #21: Subcontractor
1) Main Focus:
a. N/A
Respondent #22: Subcontractor

1) Main Focus:
a. We don't do training. We only write proposals and do administration.

Respondent #23: Subcontractor
1) Main Focus:

a. Training is one component, but not the main focus.

1R Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #2, relating to how each
respondent approaches the ETP application process.

In general, respondents noted the following main steps in their application process:
- Conferring with past PEs on training needs;
- Using either Certification Statements or the 100B as a planning
tool.

Other respondents provided more detailed responses, which included items such as:

- Performing outreach to new PEs;
- Analyzing curriculum content;

- Labor market analyses;

- Reviewing prior contracts;

- Working with training vendors.

Some other items of note are:



- Some respondents note that their time working with PEs, getting
them ready to be included in the contracts, can take as long as 6-
12 months, especially for new PEs;

- Some respondents note that they try to ‘time’ their applications
correctly in order to ensure an uninterrupted flow of training;

Il Question #2 — General Approach to Application Process:

What is the general approach your organization takes when it is getting ready to
request an ETP contract? In other words, what do you do and how do you do it in
order to get ready to submit an application to ETP?

Respondent #1: Public Training Agency

1) General Approach to Application Process:

a. We determine the demand for training and the general training topics requested by
business and industry partners. We have industry partners complete the ETP 100E
which helps us develop a training budget and helps inform the amount we will
request in funding from the ETP.

Respondent #2: Public Training Agency

1) General Approach to Application Process:
a. 1. We contact our existing and new customers to inform them that we are in the

process of submitting a new ETP application.
2. We ask all employers to submit their upcoming training needs for the next two
years and request they complete and send us a Certification Statement.
3. We focus on the types of courses requested and see if it
3. We follow through with phone calls to the employers who submitted
Certification Statements.
4. We develop a spreadsheet to analyze customer demand and if it falls within
ETP's funding caps.
5. We prepare the ETP application.

Respondent #3: Public Training Agency

1) General Approach to Application Process:
a. We generally start with the 100B form. We start contacting Participating
Employers to find out what their training needs are. We record their responses
and use them to fill out the 100B form.

Respondent #4: Public Training Agency
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1) General Approach to Application Process:

a. We reach out to our employers, identifying their training needs for the next 2
years. We give them ideas of training to help them to determine what their needs
will be in the next 24 months. We quantify the hours of training to develop the
costs and request that amount.

Respondent #5: Public Training Agency

1) General Approach to Application Process:
a. Our approach to preparing for an ETP contract involves multiple stages of
analysis and planning:

1. Prior ETP Contract Review: We begin by evaluating our previous ETP
contract outcomes and ensuring any new application aligns with our current
organizational priorities and focus areas.

2. Labor Market Analysis: We conduct comprehensive labor-market research to
ensure our training programs will lead to sustainable employment opportunities.

3. Employer Engagement: We actively consult with employers to understand
their specific workforce needs, skills gaps, and hiring challenges. This
engagement is extensive and can take sometimes upwards of 12-24 months of
conversations and planning with new employers before they commit to
collaborating with us on a program. This extended timeline allows us to develop
truly responsive training solutions, but also presents challenges as employer
situations may change, occasionally resulting in partners backing out after
significant investment in planning.

4. Performance Assessment: We carefully evaluate our track record by analyzing
placement and retention rates from previous training initiatives. This self-
assessment helps us set realistic goals and demonstrate our capacity to deliver
results in our application.

5. Program Scaling Decisions: Based on all collected information, we make
strategic decisions about the scale of our proposal, determining participant
numbers and target occupations that balance community needs with our
organizational capacity.

It's important to note that our ETP New Hire Contracts run for 2 years, and there
is often an additional 9+ months period before contracts are executed after
approval. This creates a significant runway—sometimes totaling 3+ years from
initial employer conversations to program implementation.

Respondent #6: Public Training Agency
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1) General Approach to Application Process:
a. 1. Review of Previous ETP Contracts: Our process starts with a review of
outcomes from our last ETP contract to ensure any new proposal reflects our
current strategic goals and areas of focus.

2. Labor Market Research: We perform in-depth labor market analysis to verify
that our training offerings align with real job opportunities and support long-term
employment outcomes.

3. Engagement with Employers: We maintain an ongoing dialogue with
employers to get a clear picture of their workforce demands, skill shortages, and
hiring difficulties. These conversations often span 12 to 24 months before a
formal partnership takes shape. While this extended timeline enables us to craft
highly responsive training programs, it also brings challenges—employers'
needs can shift, and some may withdraw after significant planning effort.

4. Evaluation of Past Performance: We analyze data from previous training
efforts—such as placement rates and job retention metrics—to assess our
performance and inform goal-setting for new applications. This also helps us
demonstrate our effectiveness to funders and partners.

5. Strategic Program Planning: Drawing on all the insights gathered, we
determine the appropriate scale and focus of our proposal, setting participant
targets and selecting occupations that reflect both local demand and our internal
capacity.

It's worth noting that ETP New Hire Contracts are two years long, and typically
there’s an additional delay of nine months or more between contract approval
and execution. As a result, the full timeline from initial employer outreach to
program launch can stretch beyond three years.

Respondent #7: Public Training Agency

1) General Approach to Application Process:

a. SBCCD frequently communicates with employers to determine future training
needs. When we are applying for an ETP contract, one of our first steps is to
survey all of the employers with whom we have provided services previously, to
see how many of their staff they would like to train over the following two years.
Our practice is to gather 100E Certification Statements at that time to start
building our 100B for the application, although if we have recent documentation
from an employer, we may just ask them for a number to include. We also reach
out to new employers who have not participated in the past to explain the
opportunity for training through ETP, and to see if they are interested as well.
Additionally, we evaluate our training topics and ask employers for input
regarding any additional topics they would be interested in seeing added. Finally,
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we reference labor market data for a range of eligible industries and occupations
to determine if we should request a New Hire occupation as well.

Respondent #8: Private Training Agency

1) General Approach to Application Process:
a. We reference our previous contract and work with our analyst to balance
information for a new contract.

Respondent #9: Private Training Agency

1) General Approach to Application Process:

a. We consult with employers to identify training needs, confirm trainee eligibility,
update curriculum, and gather required documentation. After internal review, we
submit the application and work closely with our ETP analyst to ensure
compliance.

Respondent #10: Private Training Agency

1) General Approach to Application Process:
a. We are a repeat MEC contractor. Usually when we reach 80% or more contract
performance level, we submit the ETP application and at the same time start
collecting and organizing the required items for the application.

Respondent #11: Private Training Agency

1) General Approach to Application Process:

a. Our general approach begins with collecting requests for training from various
prospective participating employers (PEs). Based on that information, we identify
the training programs needed, estimate the number of slots, and determine the
required curriculum to include in the application.

This process helps to ensure that our proposal accurately reflects current
employers’ needs.

As the next step, we coordinate with current ETP eligibility requirements, such as
starting wages and HUA designations — to determine the appropriate job
categories and slot allocations for the application.

Respondent #12: Private Training Agency

1) General Approach to Application Process:
a. We try to time our application based on the amount of funding and time
remaining in a current contract to ensure a seamless transition for our new and

ETP Policy Committee Meeting Agenda Item Page 5 of 9
Discussion for Policy Committee Re: MEC Survey Question 2:
Application Process



existing PEs. We also make sure we will meet the performance metrics
mandated by ETP in order to submit an application. We discuss and assess the
training demand and curriculum for PEs for the next 2 years. From a macro
perspective, we also try to assess the economic climate for the next 2 years.

Respondent #13: Private Training Agency

1) General Approach to Application Process:

a. We compile the following, current client training needs assessment, assessment
of potential new client's needs, and notes from discussions with area
manufacturing groups. We compare our offerings to what our potential client
base needs and develop new content as necessary. Finally, we are in
communication with our client base to understand their plans for hiring and
business growth. All of this information supports the development of our ETP
application.

Respondent #14: Private Training Agency

1) General Approach to Application Process:
a. Our approach to preparing for an ETP contract involves multiple stages of

analysis and planning:
1. Prior ETP Contract Review: We begin by evaluating our previous ETP
contract outcomes and ensuring any new application aligns with our current
organizational priorities, as well as factor in regional labor market trends.
2. Labor Market Analysis: We conduct comprehensive labor market research to
ensure our training programs will lead to sustainable employment opportunities,
and that provide livable wages.
3. Employer Engagement: JobTrain has historically developed strong
relationships with employers to understand their specific workforce needs, skills
gaps, and hiring challenges. This engagement is extensive and can take
sometimes upwards of 12-24 months of conversations and planning with new
employers before they commit to collaborating with us on a program. This
extended timeline allows us to develop truly responsive training solutions, but
also presents challenges as employer situations may change, occasionally
resulting in partners backing out after significant investment in planning due to
unforeseeable regional economic circumstances.
4. Performance Assessment: We carefully evaluate our track record by analyzing
placement and retention data from previous training initiatives. This self-
assessment and evaluation helps us set realistic goals and demonstrate our
capacity to deliver results in our application.
5. Program Scaling Decisions: Based on all collected data, we make strategic
decisions about the scale of our proposal, determining participant numbers and
target occupations that balance community needs with our organizational
capacity.
It's important to note that our ETP New Hire Contracts run for two years, and

there is often an additional nine+ months period before contracts are executed
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after approval. This creates a significant runway—sometimes totaling three+
years from initial employer conversations to program implementation, making it
challenging to sustain a pipeline of trained, qualified graduates to fill employment
needs.

Respondent #15: Trade Association

1) General Approach to Application Process:

a. Our process for preparing an ETP application begins with outreach to employers
through individual conversations and workforce needs assessments. We identify
skill gaps, operational challenges, and areas for upskilling based on the
employer’s goals—whether that’s improving productivity, preparing for
expansion, or adapting to new technologies.

We work with our training vendors to align curriculum to the expressed needs—
ranging from soft skills and communication to manufacturing and continuous
improvement. Each training plan is customized to the employer’s specific needs
and desired outcomes. Instructors are subject matter experts with strong industry
or academic backgrounds, ensuring the training is both relevant and applicable.

Once interest and eligibility are confirmed, we gather required documentation
(CEAN:S, job classifications, contact info), finalize training outlines, and confirm
logistics. Our internal team ensures all components align with ETP requirements.

Respondent #16: Trade Association

1) General Approach to Application Process:
a. For the 100B, we include information from client companies that were active
in previous contracts, and seem likely to want to continue in future contracts.
We also include, in the 100B, other companies that have expressed an
interest in seeking ETP funding through our MEC's.

We try to write the training curriculum as broadly as possible, because there
is no predicting what training client companies will be conducting during the
following 21 months of the contract.

In keeping with ETP's expressed wishes we do try to emphasize different
aspects of the proposal to distinguish each application.
Respondent # 17: Professional Association

1) General Approach to Application Process:
a. Connect with employers to identify training needs
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Respondent #18: JATC

1) General Approach to Application Process:

a. We evaluate the needs of our potential employers, review our existing curriculum
and resources. Then we submit proposal based on the resources we need to
meet the upskilling needs of the potential trainees in other to meet the hiring
need of the employers.

Respondent #19: JATC

1) General Approach to Application Process:

a. We evaluate the needs of our potential employers, review our existing
curriculum and resources. Then we submit proposal based on the resources we
need to meet the upskilling needs of the potential trainees in other to meet the
hiring need of the employers

Respondent #20: JATC

1) General Approach to Application Process:

a. When we update our courses, we review both California’s training standards and
the Electrical Training Alliance’s required courses to ensure full alignment. We
don't typically change course topics, but we do update content regularly to stay
current with the latest editions of the code and related regulations. The
curriculum we have in place today was shaped through several years of
planning, identifying industry needs—especially in green energy—and preparing
for the work we expect to grow across Los Angeles County. Our senior staff
developed the updated course structure with care, and all changes were
approved by our JATC trustees before being implemented.

If we've made updates, we include those details in our ETP application. Since
apprentices receive 240 instructional hours per year (120 per semester), we
make sure each course is carefully mapped to meet California state standards
and align with the curriculum developed by the Electrical Training Alliance, which
provides the national training framework for IBEW JATCs. This approach helps
us maintain consistency and accuracy when preparing ETP applications, without
needing to revise the entire curriculum each time.

Respondent #21: Subcontractor

1) General Approach to Application Process:

a. We request info from our clients that help build the app. If a repeat client, we
review their history and adjust the request as needed. After we receive the info,
we review it as a team to discuss the development of the app. One person is
assigned to write it. After it is written, it is returned to the client for review and
edits. After receiving it back, we review and load it to the ETP site. Calls and
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zooms are used during the process to assure all partners are aligned. From start
to finish, it is a 3 to 5 month period to complete.

Respondent #22: Subcontractor
1) General Approach to Application Process:
a. We conduct a needs analysis of the companies needed training.
Respondent #23: Subcontractor
2) General Approach to Application Process:
a. We reach out to our customer base to see who needs to provide job skills
training to its employees for any new technology, processes, equipment etc.,

what the trainee population looks like, and how much training they need to
provide.

1R Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #3, relating to the
geographic service area of each respondent.

For most respondents, while most of their PEs come from within their geographic
service area, they still serve PEs from outside of their normal service area and
throughout the entire state.

They find these distant PEs:
- Because an existing PE has another location outside of their
normal service area;
- They partner with other organizations outside of their normal
service area;
- They perform outreach across the state.

They serve these distant PEs by:
- Offering trainings over Zoom;
- Sending trainers to remote locations;
- Finding trainers in remote locations.



Il Question #3 — Geographic Service Area:

What is your geographic service area? Is the geographic service area
represented by Participating Employers (PEs) in your MEC contracts the same as
your organizations normal service area, and/or are you pulling PEs for your MEC
contracts from outside of your normal operating geographic service area? How
do you find non-local PEs? How do you deliver training and administer contracts
outside of your normal geographic service area?

Respondent #1: Public Training Agency

1) Geographic Service Area:

a. Ingeneral, we primarily focus in Orange County but also have PEs in San Diego,
Riverside, San Bernardino and LA counties. Yes, the PEs are included in our MEC
contracts.. We will service PEs anywhere in the state of California. We find non-local
PEs from industry partners that have facilities in other counties.

Respondent #2: Public Training Agency

1) Geographic Service Area:

a. Our college MEC, since the late 1980's has served local and regional PEs in
Southern California. Many of the companies we serve have branches in other
parts of the State, and they asked that we serve them. As part of our California
UpSkill Community College MEC Collaborative, we work closely with each other
to serve any portion of the state where training services are needed. If no college
serves a particular area, we provide the training to the outside PE directly.
Examples of outside areas where we have provided training include San
Francisco, San Jose, San Diego, and rural California. We also meet outside PEs
at conferences and other events. However, we do not directly advertise to PEs
outside our local and regional service areas.

Training outside PEs is done in person or through live online instruction. All
administration is handled at the college MEC.

Respondent #3: Public Training Agency

1) Geographic Service Area:

a. Our geographic service area is mainly Tulare and Kings counties. This is our
normal service area; we rarely pull PE’s from outside of our normal operating
geographic service area, although it does happen from time to time. The reason
this might happen is because companies hear about our training offerings
through word-of-mouth. Or another reason is because another plant has a sister
plant here in our area and that sister plant tells them about our trainings.
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Respondent #4: Public Training Agency

1) Geographic Service Area:
a. We serve the entire state of California. This is outside our normal service area.
Many employers are in multiple locations, and we offer a continuous single point
of contact. We are constantly reaching out to our PEs. For training outside of our
area, we either offer virtual training or we will send our trainer to the location.

Respondent #5: Public Training Agency

1) Geographic Service Area:

a. We primarily operate within specific geographic areas where we have
established a longstanding history of providing programming. Our MEC contracts
predominantly involve employers located within these same service areas,
allowing us to leverage our established relationships with local employers and
our deep understanding of regional workforce needs.

Our program models are specifically designed with input from employers who
are located in these service areas, creating a strong foundation of local employer
engagement and investment. This localized approach ensures our training
programs directly address the specific workforce needs of the communities we
serve.

When we do work with PEs outside our normal operating geographic area, it
typically occurs in two scenarios:

1. Strategic Expansion: When we're methodically expanding into new geographic
regions, we maintain our foundational model—requiring that employer partners
be invested in and committed to supporting the program through curriculum
development and/or providing work-based learning opportunities.

2. Multi-Site Employers: We sometimes work with local employers who have
multiple sites throughout California, allowing us to extend our training programs
to their other locations while maintaining our established relationship.

For finding non-local PEs, we employ a strategic multi-faceted approach:

- Leveraging existing employer networks with multiple California locations

- Obtaining strategic introductions from current employer partners to their
industry colleagues in other regions

- Engaging with key industry associations and relevant professional
organizations

- Participating in sector-specific convenings, conferences, and networking events
throughout California

Respondent #6: Public Training Agency
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1) Geographic Service Area:
a. Our geographic service area is Contra Costa County. The area represented by
our PEs in our MEC contracts are the same as our organization's normal service
area.

Respondent #7: Public Training Agency

1) Geographic Service Area:

a. SBCCD's primary geographic service area is the Inland Empire, with the vast
majority of our traditional students coming to us from the San Bernardino
area. However, we typically request to be approved to deliver training state-
wide for several reasons. First, many of the companies that we work with
locally have other locations throughout California, and we often have training
that is delivered via live video conference training to employees representing
a single employer, but spread out through a variety of locations. Second,
SBCCD is a highly collaborative college, and our ETP team may partner with
other colleges or training organizations throughout the state who do not have
an ETP contract or are between contracts. In those cases, we verify that
those partners clearly understand ETP's rules and regulations and will deliver
quality training and gather the requisite documentation, which will be
reviewed in detail by SBCCD staff.

Respondent #8: Private Training Agency

1) Geographic Service Area:
a. We are a national training provider but for ETP, we only offer this program to
qualifying California companies. Our training is offered online.

Respondent #9: Private Training Agency

1) Geographic Service Area:
a. Our main service area is Southern California, based in Ontario, CA. While most
PEs are local, we do work with some outside our area. We find non-local PEs
through referrals, workforce partners, and employer networks. To serve them,
we offer Saturday and online classes, and we manage contracts remotely to
ensure smooth delivery and compliance.

Respondent #10: Private Training Agency

1) Geographic Service Area:
a. Training classes are Online with Live Instructor, and we serve the entire State of
California. We serve the Architectural, Engineering, and Construction (A/E/C)
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Industry and California has hundreds of employers (primarily small high wages)
who are engaged in airport expansion, freeway expansion, seaport expansion,
rail, metro, high rise buildings, residential building, environmental projects, and
more. We regularly attend local professional associations exhibitions like AlA,
American Society of Plumbing Engineers (ASPE), Construction Management
Association of America (CMAA), and American Society of Civil Engineers. Also
we exhibit at A/E/C Conference and Exhibition in Anaheim and Los Angeles
Convention Centers when it is held.

Respondent #11: Private Training Agency

1) Geographic Service Area:

a. For re-training projects our geographic service area is statewide. Many of our
participating employers (PEs) operate multiple facilities throughout the state,
including in Northern and Southern California.

We accommodate remote employer locations by offering online classes or by
assigning local instructors to deliver onsite training as needed. In the past five
years since the pandemic, online videoconference-based training became a
prevalent and convenient format, which allows remote employers and trainees to
participate without geographic limitations.

When in-person instruction is preferred or required, we assign instructors to
provide onsite training. These instructors may travel or be recruited locally
through professional associations and industry referrals.

Contract administration, including enrollment, rosters, and performance tracking
is managed centrally by our team, to ensure consistency with ETP requirements,
regardless of location.

Respondent #12: Private Training Agency

1) Geographic Service Area:

a. We serve all counties in California, and our PEs are located throughout
California. We have instructors located all around California who can deliver in-
person or virtual training. We work with PEs to ensure we have the proper
paperwork and procedures to comply with ETP’s policies.

Respondent #13: Private Training Agency

1) Geographic Service Area:
a. We provide services to manufacturers in 14 counties in the San Francisco Bay
and Sacramento areas. The PEs in the MEC contracts are within these areas.
There are times that we deliver training to a facility outside of these counties, but
the company would have offices or other operations with the counties we serve.
We do not deliver training outside of the state of California.
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Respondent #14: Private Training Agency

1) Geographic Service Area:

a. We primarily operate within specific regional geographic areas where we have
established a longstanding history and a strong reputation of providing
programming. Our MEC contracts predominantly involves employers located
within JobTrain’s geographic service areas, allowing us to leverage our
established relationships with regional employers and our deep understanding of
regional workforce needs.

Our program models are specifically designed with input from employers who
are located in our service areas, creating a strong foundation of local employer
engagement and investment. This localized approach ensures that our training
programs directly address the specific workforce needs of the communities we
serve, as well as the employer partners.

Respondent #15: Trade Association

1) Geographic Service Area:
a. We have a statewide contract, which enables us to serve employers with
multiple locations across California. While our primary service areas are Los
Angeles, Orange, and Riverside Counties, we do engage Participating
Employers (PEs) from outside our normal geographic footprint.

We find non-local PEs primarily through referrals from our chamber colleagues
across the state—many of whom do not hold an ETP contract—as well as
through HR networks and workforce development events.

When training is needed outside of driving distance, we deliver sessions virtually
via Zoom or Microsoft Teams. This is especially effective for companies that
want to provide consistent training across multiple locations. We work closely
with our training vendors and employer contacts to ensure smooth delivery and
contract administration regardless of geography.

Respondent #16: Trade Association

1) Geographic Service Area:

a. Our focus is on manufacturer's throughout California, in particular, we try to
recruit our trade association member companies. But, we will also accept
other interested manufacturers. We work with a few training companies who
do their own recruiting and these training companies may present other
companies beyond our intended focus (non-manufacturers). We are certainly
not going to turn away companies if we still have funding available in our
open contract.

Training is provided either internally by client companies and/or by using third
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party training vendors. No change is needed in our administrative processes
for additionally recruited companies.

Respondent # 17: Professional Association

1) Geographic Service Area:
a. We focus on Southern California

Respondent #18: JATC

1) Geographic Service Area:
a. Our service areas include the entire state of California especially Santa Clara
and other counties in the Bay Area of Northern California.

Respondent #19: JATC

1) Geographic Service Area:
a. Our service areas include the entire state of California especially Santa Clara
and other counties in the Bay Area of Northern California

Respondent #20: JATC

1) Geographic Service Area:

a. Our geographic service area includes all of Los Angeles County, covering 88
cities and 140 unincorporated communities. This area also defines the scope of
our ETP contracts. We provide training for electricians affiliated with IBEW Local
11, and nearly all instruction takes place at our main campus in Commerce or at
designated Local 11 training sites within the county.

Occasionally, contractors based outside of Los Angeles County perform work
within our jurisdiction. Signatory contractors may operate here with or without a
Project Labor Agreement (PLA), and when they do, they hire Local 11 members
that we have trained. In some cases, non-union general contractors performing
work on PLA-covered projects bring in signatory subcontractors to meet union
hiring requirements. In those situations, the signatory subcontractor is the
employer of record and the only entity included in our ETP contracts — not the
non-union general contractor.

We do not recruit employers from outside our jurisdiction, and we do not deliver
training or administer contracts outside of Los Angeles County.

Respondent #21: Subcontractor

1) Geographic Service Area:
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a. We are statewide serving only unionized organizations and businesses, so the
PEs already have signed contractual agreements with our clients.

Respondent #22: Subcontractor

1) Geographic Service Area:
a. We support contracts in all of California. We use training vendors to provide the

training.

Respondent #23: Subcontractor

2) Geographic Service Area:
a. The geographic service area represented by our PE's is statewide. We serve
PE's in our normal service area but our PE's in the service area sometimes
have other facilities outside our service area that they want to provide training
to as well.

1. Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #4, relating to how MECs
recruit their Participating Employers (PEs).

In general, respondents note that they use a mix of repeat and new PEs.

- The repeat PEs are referred to as a “core group”, or as “satisfied
customers”;

- Multiple respondents noted that some repeat PEs do not appear
on every single contract, but rather, after having a successful
experience once, will keep the MEC provider in mind and return
again for future training needs.

New PEs are actively recruited through:
- Word of mouth;

- Conference participation;
- From industry and/or workforce development partners;



- Through general marketing strategies

One respondent replied that PEs do not occur at the start of the contract. This
response came from a MEC that historically only has New Hires on their contract — and
New Hires are unemployed when they begin training. This response highlights an
interesting tension in a contract containing only New Hire trainees — while New Hires
are unemployed at the start of the training, they still need to be hired into an eligible PE
in order to complete their retention period and earn ETP funds.

| Question #4 — PE Recruitment:

How do MECs recruit their PEs? Do they use the same PEs in every contract,

and/or do they find new PE populations for each contract? Where and how do
they recruit PEs? What is the PE recruitment process? How do MECs handle
PEs who participate in repeat contracts?

Respondent #1: Public Training Agency

1) PE Recruitment:

a. Using software, we run queries by industry sectors to identify potential PEs. We do
heavy business development (i.e. employer outreach) and marketing to reach new
clients. We add new clients to each ETP contract. Some PEs continue with us from
one ETP contract to the next. We welcome clients to continue in our ETP contracts
particularity if they are a large employer and have a lot of employees to training and
they request a lot of various training topics.

Respondent #2: Public Training Agency

1) PE Recruitment:

a. 1. We recruit by attending regional and national conferences, area associations
& chamber events, emails, phone, newsletters, and traffic generated through our
website, etc.
2. Although we service PEs through multiple years initially, we strive to add new
PEs annually. Each ETP contract, our PEs consisted of new PEs. When | say
initially, we strive not to serve existing PEs past three MEC ETP contracts. We
encourage them to acquire their own ETP contract and provide them the option
to contract with us directly for the use of our instructors.

Respondent #3: Public Training Agency

1) PE Recruitment:
a. We have a mix of previous PE’s and new PE’s in our ETP contracts. Our new
PE’s come from constant word-of-mouth and community marketing. We have a
strong presence in our community and consistently deliver quality trainings, so
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new companies hear about us that way. We market through local organizations
such as the workforce investment boards, chambers and collaboratives. We
value our PE’s who participate in repeat contracts — we have some very
consistent businesses who participate and are constantly building up their
workforce. We are proud to contribute to a strong locally trained workforce.

Respondent #4: Public Training Agency

1) PE Recruitment:

a. We recruit by word of mouth from existing PEs and attending conferences and
business meetings. In addition, we work with the local workforce development
board, whose business representatives have our ETP literature and information
for the businesses they meet with. About half the time, we have the same
employers as before. Some employers skip one or two contracts and come back
when they need training. Many have hundreds of employees and are always
providing some sort of professional development training. The employees
change. The businesses are always hiring new employees and are investing in
the growth of the entire business. We are always looking for new PEs. The
recruitment process involves us meeting with the employer and going over all the
expectations of the program. Once we identify all expectations, we will go over
the process to apply should they let us know they are interested in the program.
Once they are approved, we notify them that they can begin training. We
continue our relationship with our repeat employers, having multiple meetings
with their HR team to identify their training needs.

Respondent #5: Public Training Agency

1) PE Recruitment:

a. Our approach to Participating Employers differs fundamentally between
Retrainee and New Hire Multiple Barrier contracts. Retrainee contracts focus on
upskilling existing employees at specific companies, creating a direct, company-
focused training relationship. In contrast, our New Hire Multiple Barrier contracts
prepare individuals facing employment challenges for careers across the
industry, providing greater placement flexibility while still maintaining robust
employer engagement throughout the training process.

With retrainee contracts, organizations complete the 100B form prior to Panel
presentation—a structured approach that doesn't apply to our New Hire Multiple
Barrier contracts. For our programs, we collaborate extensively with employers
during program design to ensure our training aligns with industry needs. Through
this process, some employer partners formally become PEs, while others
contribute valuable input without taking on that formal role.

We typically maintain relationships with a consistent core group of trusted
employer partners across multiple contract cycles, which provides stability and

efficiency. Simultaneously, we continuously develop new employer partnerships
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as we expand existing programs or enter emerging industries or new
geographies. It's important to note that while we often work with the same
employers across contracts, we're training new participants in each cycle—
except in advancement programs, where participants receive additional training
to qualify for higher-wage positions within their current employment pathway.

Respondent #6: Public Training Agency

1) PE Recruitment:

a. Our New Hire Multiple Barrier contracts prepare individuals facing employment
challenges for careers across the industry, providing greater placement flexibility
while still maintaining robust employer engagement throughout the training
process. For our programs, we collaborate extensively with employers during
program design to ensure our training aligns with industry needs. Through this
process, some employer partners formally become PEs, while others contribute
valuable input without taking on that formal role.

We typically maintain relationships with a consistent core group of trusted
employer partners across multiple contract cycles, which provides stability and
efficiency. Simultaneously, we continuously develop new employer partnerships
as we expand existing programs or enter emerging industries or new
geographies. It's important to note that while we often work with the same
employers across contracts, we're training new participants in each cycle—
except in advancement programs, where participants receive additional training
to qualify for higher-wage positions within their current employment pathway.

Respondent #7: Public Training Agency

1) PE Recruitment:

a. SBCCD staff make extensive efforts to recruit participating employers
through industry events, employer convenings, direct outreach, and referrals
from other employers who have benefitted from working with the college. We
recruit most heavily from employers in ETP's priority industries. The Inland
Empire has a heavy concentration of manufacturers and distribution/logistics
companies, so those employers are the ones to whom we outreach the most.
We usually find that most employers who participated in one contract have
ongoing workforce development needs. Some participate in as many
contracts as they can. Some participate every couple of years as they have a
need. However, we are also constantly recruiting new PEs. That outreach
never stops, so in each successive contract, we always have new PEs
represented who may be completely new to ETP or who have not engaged
with the program recently.

When we are recruiting a new participating employer, we usually have a site
visit and explain ETP to a combination of HR directors, training managers,
site directors, etc. We give them an overview of ETP's purpose, rules and
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regulations, and opportunities to train their staff. | have yet to sit down with a
company that did not have staff upskilling or retraining needs. Our next step
is to review the approved topics, discuss their priorities, map out any
customized training they would like to explore, and explain our multi-
employer trainings. Then we move on to paperwork and approvals, including
the 100E and individual trainee information/demographics.

Respondent #8: Private Training Agency

1) PE Recruitment:
a. We work with our parent company on marketing and outreach as they have an
expansive clientele. We have many repeat PEs but have a few new ones each
contract.

Respondent #9: Private Training Agency

1) PE Recruitment:

a. We've been serving the manufacturing industry since 1968 and have
successfully completed over 30 ETP contracts. Our reputation for quality training,
experienced instructors who work in the field, and strong employer and student
outcomes has earned us many success stories and referrals. We actively recruit
new Participating Employers (PEs) through outreach, word of mouth, and
industry partnerships, and many companies also reach out to us. We do not rely
on the same PEs each time, we aim to serve both returning and new employers.
For repeat PEs, we evaluate their evolving training needs and ensure each
contract brings added value. We work hard to serve every employer and
participant with integrity, going above and beyond to deliver high-quality,
compliant training, never cutting corners.

Respondent #10: Private Training Agency

1) PE Recruitment:

a. Usually, we start with 20 to 25 employers as a core group (100 B) and by the
end of the contract we we are at 80 to 95 Participating Employers. Employers
learn about the CAD/BIM (Computer Aided Design/Building Information
Modeling) training program when we exhibit at the A/E/C Exhibits and
Conference, advertisement in the professional newsletters, emails, web site, and
word of mouth. Generally, PEs who participate in repeat contracts have
projected growth or hired new employees. All PEs must complete the
Certification Statement (100 E) to be processed for approval.

Respondent #11: Private Training Agency
1) PE Recruitment:
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a. We identify participating employers (PEs) by reaching out to companies in the
industries for which we provide training. Additionally, we receive referrals through
word of mouth, often when our past training participants or management move to
new companies and contact us about potential training opportunities.

Most of our PEs are new in each contract, although some of our prior PEs may
send new employees for training as well.

When PEs participate in repeat contracts, it typically reflects their satisfaction
with the previous training and the need to send their new employees. In some
cases, returning employers may also need to send prior participants for
advanced skills training.

Over time, we develop long-term relationships with employers, serving as a
provider of customizable, practical, no-cost training for their employees as
needed.

Respondent #12: Private Training Agency

1) PE Recruitment:
a. We recruit PEs through word-of-mouth, referrals, and networking through
industry associations. For each new contract, we have a mix of new and existing
PEs. We always conduct an initial needs assessment and explain ETP’s
requirements to get agreement before moving forward. PEs who participate in
repeat contracts usually request new training topics and/or want to serve
different trainee populations.

Respondent #13: Private Training Agency

1) PE Recruitment:

a. PEs are recruited through our Business Development process. Our new PEs
come through inquiries through our website, contacts at workshop events,
referrals from CMTC and other MEPs, and sales outreach. We have a mix of
new and repeat PEs for each contract. | unsure of the intent for the question on
handling PEs who participate in repeat contracts. We handle PEs who
participate in repeat contracts as long-term clients, growing our training offering
as their business grows and changes.

Respondent #14: Private Training Agency

1) PE Recruitment:
a. PEs are not at the beginning of the contract.

Respondent #15: Trade Association
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1) PE Recruitment:
a. We recruit Participating Employers (PEs) through direct outreach to our chamber
members, referrals from chamber colleagues across the state, and connections
made through HR networks and workforce development events.

We do not use the same PEs in every contract, though there are occasions
where an employer returns to train a different group of employees or focus on a
different skill area. Since ETP guidelines do not allow for the same training to be
repeated for the same employees, we ensure compliance by reviewing all
interest forms submitted by potential PEs and confirming eligibility.

Unlike a single-employer model, it is more complex to build a traditional career
ladder across our participating businesses. However, we take care to evaluate
each PE’s needs and prior participation to ensure each contract brings added
value and supports workforce development goals.

Respondent #16: Trade Association

1) PE Recruitment:

a. We broadcast a notice by email to our member companies about a newly
approved ETP contract for any company interested in participating in our
MEC. Our training partners (training vendors) do their own recruiting, as well.
Yes, many companies who are familiar with the process from past
participation continue training their workforce, as needed. Our membership
recruiting efforts also includes information about potentially receiving
reimbursement for training. We do include repeat PE's, although if we reach
the end of funding we will place more focus on reimbursement for new PE's.

Respondent # 17: Professional Association

1) PE Recruitment:
a. Employers could be based on the type of Funds available, or the request is

provided based on the Needs of the employers - Training needs that are in sync
with ETP

Respondent #18: JATC

1) PE Recruitment:
a. We recruit PEs by word of mouth, email marketing, recruitment events and
directly through the trainees.

Respondent #19: JATC

1) PE Recruitment:
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a. We recruit PEs by word of mouth, email marketing, recruitment events and
directly through the trainees

Respondent #20: JATC

1) PE Recruitment:

a. Our Participating Employers (PEs) are signatory contractors with IBEW Local 11
who employ apprentices and journey-level electricians receiving training through
our programs. These contractors operate within Los Angeles County, and many
have been involved across multiple ETP contract cycles.

We don't actively recruit employers to participate. Instead, we rely on existing
relationships with contractors who hire from our hiring hall and send their
workforce to us for state required and upgrade training. We track apprentice
employer information through regular review of work hour reports, which show
the current employer and the hours worked. This helps us determine which
contractors may be included in the contract as PEs.

Our training programs are structured to serve the needs of our local electrical
industry, and employer participation in ETP reflects the strong ongoing demand
for qualified, union-trained workers across our jurisdiction.

Respondent #21: Subcontractor

1) PE Recruitment:
a. The union representatives are responsible for the outreach to our PEs. Most of
our PEs are long-term signatories of our clients and do not change.

Respondent #22: Subcontractor

1) PE Recruitment:
a. They use the same PEs and send out emails to possible PEs.

Respondent #23: Subcontractor

2) PE Recruitment:
a. We may include the same PE's in multiple applications as they have needs
that span more than one contract. But we also reach out to new PE's as we
are building the application.

Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #5, relating to how MECs
determine the level of demand requested by their Participating Employers (PEs).

Responses to this question were mixed.

New Hire only contractors note that the 100B is not required at the beginning of their
contracts.

Other respondents noted that they determine demand by:
- Using prior contracts as a guide;
- Through outreach to their PEs, including requesting Certification
Statements, and asking for the 100B information from the PEs;

Most respondents note that their PEs are aware that they are being included in their
demand calculations. Some are actually aware of the 100B form, while others are just
aware that they are being considered for inclusion. Some have completed Certification
Statements ahead of time.



Alternately, some respondents note that all or some of their PEs may not be aware that
they are being included in the demand calculation for their contract. Reasons for this
are:
- Only repeat PEs are aware they are being included, while new
PEs (prospective PEs) are not;
- The demand lists are not helpful;
- The 100B includes PEs who are ‘likely’ to participate;
- Informing PEs that they are being included on a demand list will
confuse them into thinking that they are required to participate.

Il. Question #5 — PE Demand:

How do MECs determine the demand for their services in order to know how
much to realistically request on their proposals? Are the “100 B” Demand Lists
accurate? Are all PEs aware that they have been placed on the 100 B list ahead
of time?

Respondent #1: Public Training Agency

1) PE Demand:

a. Using software, we run queries by industry sectors to identify potential PEs. We do
heavy business development (i.e. employer outreach) and marketing to reach new
clients. We determine the demand for training and the general training topics
requested by business and industry partners. We have industry partners complete
the ETP 100E which helps us develop a training budget and helps inform the
amount we will request in funding from the ETP. Yes, all employers are aware that
they are placed in the 100B ahead of time.

Respondent #2: Public Training Agency

1) PE Demand:
a. All of our MEC contracts are 100% backed by real customers as listed on the
100 B. In fact, we have far more demand for PEs then we have funding. In fact,
the PEs demand for training on our 100b forms exceed the amount that we are
requesting from ETP. The 100 B's are accurate and "all" know that they are
being placed on the form.

Respondent #3: Public Training Agency

1) PE Demand:
a. We base our demand for training services on previous ETP MEC contracts as
well as current communications with local businesses and their training needs.
We use the 100B form to reach out to companies to find out estimations of their
training hours. So yes, the 100B form is accurate. Yes, PE’s are told that we are
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using their information to apply for an ETP contract, although | don’t think we
specifically tell them it’s called a “100B” form because that doesn’t matter to
them.

Respondent #4: Public Training Agency

1) PE Demand:

a. We engage all of our businesses, notifying them of the new opportunity to gain
funding for training. We identify training needs and hours to determine the
contact amount. All participating businesses are aware that they are identified on
the 100B for ETP. All training requests are accurate at the time of creation,
realizing that change is inevitable, but we can pivot and respond rapidly to their
needs.

Respondent #5: Public Training Agency

1) PE Demand:

a. When applying to a New Hire Multiple Barrier MEC contract, we do not fill out the
100B, however, to determine demand, we first conduct a thorough labor market
analysis to identify growth sectors and in-demand occupations in our service
areas. Second, we maintain ongoing conversations with employers to
understand their specific hiring needs, skill requirements, and workforce
challenges. Third, we track participant applicant interest in our various programs,
which serves as a direct indicator of which training pathways are most attractive
to our target populations.

This three-pronged approach—combining labor market data, employer input,
and participant interest—allows us to make well-informed projections about
training demand. We can then develop proposals that accurately reflect both the
employment opportunities available and the number of participants we can
effectively serve.

This approach allows us to maintain flexibility while still ensuring our training
programs align with genuine market demand, employer needs, and participant
career interests

Respondent #6: Public Training Agency

1) PE Demand:
a. When pursuing a New Hire Multiple Barrier MEC contract, we are not required to
complete the 100B form. Instead, we assess demand through a layered strategy.
First, we analyze labor market trends to pinpoint high-growth industries and
occupations that show strong potential within our geographic footprint. Second,
we engage directly with employers to gather insights into their hiring priorities,
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skill gaps, and workforce pain points. Third, we monitor which programs draw the
most interest from our participants, as this often reflects real-time demand and
preferences among our client base.

By integrating labor market intelligence, employer feedback, and participant
interest, we're able to forecast training needs with greater accuracy. This
enables us to craft proposals that are both data-driven and grounded in
community realities, ensuring we set realistic targets for the number of
individuals we can support and the types of roles we're preparing them for.

This method strikes a balance between adaptability and intentionality, helping us
remain responsive to changing market conditions while staying aligned with
employer expectations and participant goals.

Respondent #7: Public Training Agency

1) PE Demand:

a. As mentioned previously, SBCCD reaches out directly to each employer to
share with them that we are preparing to apply for an ETP contract, and to
inquire if they would like to participate. In most cases, we use that opportunity
to gather a fresh 100E if the company has participated previously, or to
explain ETP and get a first 100E if they are new. The 100B submitted by
SBCCD is an exact reflection of the data that the employers have provided,
so all PEs are aware that they have been included in our application.

It should be noted that although we collect 100Es from employers before
beginning training, and those include the estimated number of employees to
be trained, those needs change over time, and it is our ongoing relationship
with employers that leads to ETP participation. Considering the two-year
length of ETP contracts, most PEs are planning and requesting training as
we work through the contract based on their immediate business needs
versus scheduling specific topics for training years in advance. SBCCD
prioritizes providing rapid response, agile training for employers.

Respondent #8: Private Training Agency

1) PE Demand:
a. The Demand Lists are not very helpful. It is hard to ascertain exactly how many
trainees we will have. We do not want to ask for too much or too little but trying to
being accurate usually means asking for too much funding.

Respondent #9: Private Training Agency
1) PE Demand:
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a. We determine demand through direct communication with employers, ongoing
relationships, and outreach efforts. We consider current workforce needs,
interest in specific training, and past participation to estimate how much to
request. While the “100B” list can provide a helpful snapshot, it may not always
reflect real-time demand. We do our best to ensure all employers listed have
expressed interest and are aware they may be included in our proposal. Our
goal is to submit realistic projections based on actual employer needs and
capacity.

Respondent #10: Private Training Agency

1) PE Demand:
a. Because of our close contacts with the A/E/C industry, PEs are asked to project
the number of trainees they will train during the term of the contract (21 months)
and PE's are aware that they are part of the trainee projection (100 B).

Respondent #11: Private Training Agency

1) PE Demand:

a. We collect requests for training from prospective participating employers (PEs)
over a period of time, prior to applying for a new contract. Based on those
requests, we estimate the total number of training slots and include that
projection in the proposal.

The 100B Demand Lists are accurate as of the time of application submission.
However, some of the employer needs may change due to various
circumstances during the course of the contract. If that happens, then remaining
slots are distributed to other employers.

Yes, all PEs listed on 100B are informed in advance. ETP analysts typically
contact employers on the list to confirm their interest and verify the number of
reserved slots.

Respondent #12: Private Training Agency

1) PE Demand:

a. The best way to determine demand is to look at performance in a current/past
contract and how quickly the funding was utilized. The 100 B demand lists are
accurate at the time, but they are just forecasts and we know that business
forecasts can change a lot in 2 years. All of our PEs have signed a Certification
Statement before putting them on the 100 B list; PEs have no idea what a 100 B
list is though.

Respondent #13: Private Training Agency
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1) PE Demand:

a. Demand is determined through our Business Development outreach process. It
is based on the needs of our current clients and forecast projections of
prospective new client requirements. The "100B" Demand list are estimates from
the information above. Since a portion of our "100 B" list are prospective new
clients, it is not 100% accurate. The PEs on the "100 B" list that are our current
clients are aware.

Respondent #14: Private Training Agency

1) PE Demand:
a. Not Applicable to New Hirer contracts.

Respondent #15: Trade Association

1) PE Demand:

a. We assess demand through direct outreach, informal workforce needs
assessments, and conversations with employers about their training goals and
workforce challenges. We are fortunate to operate in Los Angeles County, where
there is consistently high demand for job training across industries. This allows
us to gauge realistic interest and determine how much to request in our
proposals.

All PEs included on our 100 B Demand List are aware in advance they will be
included in our submission and have confirmed their interest. In our experience,
the list is accurate and reflects genuine demand at the time of submission.

Respondent #16: Trade Association

1) PE Demand:
a. We rely on past performance to determine how much to request in our next
proposal. With very few exceptions, we exhaust the contract funding before
the 21-month training period expires.

For the 100B we include past participants that seem likely to continue in
future contracts. We also include companies that have expressed an interest
in ETP funding. No, we do not inform them that they have been included in
our 100B submission. It is true that many companies that expressed an
interest do not follow through and actually participate.

In my opinion, telling the interested companies that they are being included in
the 100B would require a lot of confusing explanation and may cause the
companies to think that they are committed to the process.

Respondent # 17: Professional Association
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1) PE Demand:
a. Request is based on commitment from employers, with the understanding that
some employers make training officers changes, and new hired directors may
not want to participate. We are always aware of this process.

Respondent #18: JATC

1) PE Demand:
a. We interview the existing PEs and potential employers to determine their needs.
We also review the workforce gap and the number of trainees that are interested
in our training.

Respondent #19: JATC

1) PE Demand:
a. We interview the existing PEs and potential employers to determine their needs.
We also review the workforce gap and the number of trainees that are interested
in our training.

Respondent #20: JATC

1) PE Demand:

a. Due to the size of our apprenticeship program, we are confident that we will
meet 100% of any contract awarded to us. ETP funding is capped, and our
program is the largest IBEW apprenticeship in California and the second largest
in the country meaning we don't get fully funded due to our size. While our total
enrollment has at times exceeded 2,000 total apprentices, we currently serve
over 1,100 active Inside Wireman apprentices.

We base our demand estimates on actual enrollment figures, which are
reviewed and reported at the time of application. This allows us to provide an
accurate and realistic projection of training demand without overestimating. Our
100B Demand List reflects participating employers who currently hire
apprentices from our program, based on verified work history records. These
employers are not only active, but also provide training contributions to the
LAETI.

Respondent #21: Subcontractor

1) PE Demand:

a. As joint labor-management organizations, the committees review upcoming
intake numbers based on industry needs. The committees approve participation
and the employer representatives communicate directly with that the PEs about
the proposals.
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Respondent #22: Subcontractor

1) PE Demand:
a. The MECs contact PEs. It is possible a PE is unaware they are on the 100B list.

Respondent #23: Subcontractor
2) PE Demand:

a. Yes, all of our PE's are always aware they are on the 100B prior to our
submission of the application.

1. Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #6, relating to how MECs
develop their curriculum.

Responses to this question were mixed.

Most respondents offer a mix of pre-set and uniquely developed curriculum, with the
pre-set curriculum accounting for the bulk of their training.

Unique curriculum tends to be developed with either an industry need or a specific PE
need in mind. Respondents that develop truly unique curriculum work extensively with
PEs to accomplish this.

Set curriculum includes:

- Courses the respondent feels are applicable to most PEs (ie:
Microsoft trainings);

- JATC training;

- Courses that have been pre-designed and only tailored slightly for
current needs/updated as technologies/etc change;



- A broad curriculum offering that will fit the needs of varied PEs
without having to develop individual curricula for each PE;

- Set curriculum packages based on commonly needed trainings in
any given specific industry.

Some respondents noted that they keep their curriculum very broad in order to:
- Meet the needs of new PEs that are found during the contract
term;
- Avoid needing to process revisions in order to add additional
courses;
- Being able to stay flexible over the course of their contracts.

Il. Question #6 — Curriculum Development:

How do MECs develop their curriculum for each ETP contract? Do they have a
set curriculum that they offer, and/or do they develop the curriculum in
partnership with their PEs?

Respondent #1: Public Training Agency

1) Curriculum Development:

a. We typically keep the same general training topics for all our contracts (e.g.,
Business & Management skills, Continuous Improvement, Computer Skills,
Manufacturing Skills, etc.) and develop specialized training as requested. In these
cases we develop the training content based employer need and input.

Respondent #2: Public Training Agency

1) Curriculum Development:
a. Our college's curriculum has already been developed and pre-tested. Each
course or a variety of courses is customized to fit the needs of the PE.

Respondent #3: Public Training Agency

1) Curriculum Development:
a. Inorder to be most flexible with training needs, we try to include a broad array of

curriculum topics. This way we can be nimble when responding to PE training
requests and demand.

Respondent #4: Public Training Agency

1) Curriculum Development:
a. We have both a set curriculum that we have developed over the years of

previous training requests and develop based on the needs of the businesses.
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Respondent #5: Public Training Agency

1) Curriculum Development:

a.

We take a balanced approach to curriculum development that prioritizes
employer input while maintaining program flexibility.

We begin with industry-focused programs based on labor market data and then
collaborate closely with employers to refine the curriculum. We consult with
employers about changes in their environment and add or remove training topics
based on employer needs. This ensures our training remains responsive to
evolving industry requirements.

Our program design process is inherently collaborative. During the development
phase, we engage employers to understand their specific workforce needs, skill
requirements, and workplace practices. This input directly shapes our curriculum,
ensuring graduates are prepared for the realities of the workplace.

Respondent #6: Public Training Agency

1) Curriculum Development:

a.

Our approach to curriculum development strikes a careful balance between
meeting employer needs and retaining the adaptability necessary to serve a
diverse participant base. We start by identifying industry-aligned training areas
using current labor market data, then work alongside employers to shape and
fine-tune the curriculum.

We regularly consult with employer partners to stay updated on changes within
their industries, allowing us to modify content—adding new components or
removing outdated ones—as necessary. This ongoing dialogue ensures our
training stays aligned with real-world job requirements.

Collaboration is at the core of our design process. Throughout development, we
seek detailed feedback from employers on the specific skills, competencies, and
on-the-job practices they value most. Their guidance directly informs our

curriculum, helping us prepare participants for success in the modern workplace.

Respondent #7: Public Training Agency

1) Curriculum Development:

a. Many topics on SBCCD's curriculum list are requested each contract, either
because we know they are high-demand topics (like Microsoft Excel,
leadership, Six Sigma, OSHA-10/30), or we believe they may be requested
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and we want to avoid the need for a contract modification. Also, because we
are constantly inquiring about training needs from our participating
employers, we will occasionally identify a new topic to add that has not
previously been requested. The content itself is either developed in-house or
supplied by an industry expert whom the college engages to deliver the
training.

Respondent #8: Private Training Agency

1) Curriculum Development:
a. We have a set curriculum.

Respondent #9: Private Training Agency

1) Curriculum Development:

a. We offer a set curriculum that we've developed based on years of experience
and consistent feedback from our industry partners. These classes are designed
to address core skills needed across all areas of manufacturing and are updated
as needed to stay current with industry standards. While the curriculum is
standardized, it's broad and flexible enough to benefit a wide range of employers
and job roles.

Respondent #10: Private Training Agency

1) Curriculum Development:

a. Due to our participation in the A/E/C industry exhibitions, close contact with
industry book publishers (Ascent and SDC), as an Autodesk (CAD/BIM software
manufacturer) Education Partner, Autodesk University participant, our curriculum
is regularly updated due to the changes in the technology. Also PE's who
request a new training class, | organize a working group of instructors,
employers and publishers to develop the curriculum.

Respondent #11: Private Training Agency

1) Curriculum Development:

a. We offer a set curriculum, which is typical for the industry in which training is
provided. In addition, we consult with each employer to determine if there are
any specific job-related topics that they would like to have included in the training
courses.

When employers identify specific needs, we incorporate relevant topics into our
curriculum to ensure that training is customized for their specific work
requirements.
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Respondent #12: Private Training Agency

1) Curriculum Development:

a. We propose a curriculum that aligns with our competencies and is in demand by
our PEs. We also try to develop a curriculum that is flexible and general enough
to serve a wide variety of PEs. We always tailor the curriculum for each PE, but
PEs can also select any of our off-the-shelf classes if they like.

Respondent #13: Private Training Agency

1) Curriculum Development:
a. Please see the response on question #3. We do not have a set curriculum. Our
training is focused on topics supporting manufacturers. We primarily customize
to our client's needs but have some generic trainings available.

Respondent #14: Private Training Agency

1) Curriculum Development:

a. JobTrain takes a balanced approach to curriculum development that prioritizes
employer input, as well as analyzing regional labor market trends, which allows
for a broader approach towards regional alignment with employers.

JobTrain evaluates industry-focused data based on labor market data and then
collaborates closely with employers to refine the curriculum. We consult with
employers about changes in the work environment and add or remove training
topics based on employer needs. This ensures our training remains responsive,
and compatible with an ever-evolving Job Market.

Our program design process is inherently collaborative. Since the inception of
JobTrain’s training programs, JobTrain has always solicited employer
engagement to better understand their specific workforce needs, skill
requirements, and workplace practices, incorporating their input and
recommendations into the improvement of the curriculum, as well as building out
our relationships. This input directly shapes our curriculum, ensuring graduates
are prepared for the realities of the workplace.

Respondent #15: Trade Association

1) Curriculum Development:

a. We do not use a one-size-fits-all curriculum. Instead, we work closely with each
Participating Employer to develop and tailor training that aligns with their specific
workforce needs and desired outcomes. Our training vendors bring a wide range
of course options, and we collaborate with the employer to select and shape
content based on job roles, operational goals, and industry-specific
requirements.

While we have a broad library of approved training topics—such as Business
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Skills, Computer Skills, Continuous Improvement, Manufacturing Skills, Literacy,
Job Readiness, and Management Skills—each training plan is customized for
the participating employer. This flexibility allows us to support a wide range of
industries while ensuring the training is relevant, practical, and aligned with ETP
objectives.

Respondent #16: Trade Association

1) Curriculum Development:

a. We try to set a very broad curriculum with an emphasis on manufacturing
skills as well as other categories that would be beneficial to manufacturers,
including lean, quality, computer skills, administrative skills, management,
etc.

As we try to continue recruiting more manufacturers after the contract has
begun, there is no predicting what skills a company may need to train on, so,
limiting the curriculum is counter productive to the benefits of an active MEC
contract.

Respondent # 17: Professional Association

1) Curriculum Development:
a. We connect with employers to identify training needs first

Respondent #18: JATC

1) Curriculum Development:
a. We have a set of curriculum which we initially developed with the PEs. Since
technology is constantly evolving, we review and revise the existing curriculum
with the PEs from time to time. We follow the trend of the job market as well.

Respondent #19: JATC

1) Curriculum Development:
a. We have a set of curriculum which we initially developed with the PEs. Since
technology is constantly evolving, we review and revise the existing curriculum
with the PEs from time to time. We follow the trend of the job market as well

Respondent #20: JATC

1) Curriculum Development:
a. Our curriculum is not developed contract by contract. Instead, it is guided by a

structured, long-term approach that aligns with California’s apprenticeship
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standards and the required course content developed by the Electrical Training
Alliance (ETA), which sets the national training standards for IBEW JATCs.
Because our program is governed by state, DOL and ETA requirements, we
offer a set curriculum that is carefully mapped out in advance to meet those
benchmarks.

That said, we stay responsive to employer and industry needs through regular
dialogue with our JATC trustees, who include representatives from labor and
management. When industry trends shift—such as the increased demand for
training in green energy—we incorporate supplemental instruction to meet those
emerging needs. Any changes to curriculum are reviewed and approved by the
trustees before implementation.

For ETP purposes, we report our existing, approved curriculum and note any
recent updates or additions that reflect new demands or opportunities in our
industry.

Respondent #21: Subcontractor
1) Curriculum Development:
a. Industry-specific curriculums are developed and approved jointly by the joint
labor-management committees.
Respondent #22: Subcontractor
1) Curriculum Development:
a. There is a set curriculum based on the PEs needs.
Respondent #23: Subcontractor
2) Curriculum Development:
a. We make our curriculum broad based to cover all industries in our area.
however, we provide our overall curriculum to our PE's and ask them what

other topics they need to provide their employee base to ensure we have
covered all necessary training.

1R Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #7, relating to how MECs
develop their curriculum in conjunction with their Participating Employers.

For most respondents, most training is pre-set and developed without PE involvement.

However, most respondents also offer customization of the curriculum to meet the needs
of either a group of their PEs (e.g. by industry) or for specific PEs.

Some respondents have a pre-set curriculum and look for PEs that would be interested,
while others have a strong group of PEs and offer pre-set curriculum to those PEs, with
minor tailoring to suit.

A few respondents note that they create their curriculum to meet their PEs specific needs
and do not use pre-set curricula.

Curriculum packages tend to be:
- Generic trainings applicable to most companies;
- Industry specific trainings that are applicable to most
companies in that industry;



- Small portions of the curriculum tailored to specific PE needs;

Il Question #7 — Curriculum Development & PE Involvement:

Do you offer more generic or subject oriented trainings and then find PEs that fit,
and/or do you work w/ the PEs to develop curriculum?

Respondent #1: Public Training Agency

1) Curriculum Development & PE Involvement:
a. We customize all our training offerings specific for each employer's need to close
their unique skills gap in their workforce.

Respondent #2: Public Training Agency

1) Curriculum Development & PE Involvement:
a. We identify the top sectors providing high pay and solid job security within our
local and regional areas and develop training around their needs. That is our
major focus.

Respondent #3: Public Training Agency

1) Curriculum Development & PE Involvement:

a. We do both. We often work with PEs to develop the curriculum they need. For
instance, just recently we customized a Civility in the Workplace training for a
company, as well as a Train-the-Trainer class. But we also know a lot of
companies are interested in certain generic topics such as Business Writing or
Excel, without the need to customize the content. Those classes always fill.

Respondent #4: Public Training Agency

1) Curriculum Development & PE Involvement:

a. We offer both. We have some generic trainings, and we have trainers and PEs
who generate new ideas and curriculum. Many businesses do not understand all
of their training needs until they see something new, and it creates excitement to
learn new and innovative approaches. Some employers have such a specific
need that we need to collaborate with them on how to deliver the training.

Respondent #5: Public Training Agency

1) Curriculum Development & PE Involvement:
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a. We primarily leverage occupation-specific training in close collaboration with
employers to ensure our curricula address current industry needs. We
complement these specialized technical trainings with essential foundational
skills, including Digital Literacy, Emotional Intelligence, and Job Search
Navigation.

Respondent #6: Public Training Agency

1) Curriculum Development & PE Involvement:

a. The answer to this depends on the training. The CA Department of Public Health
dictates the didactic training for Nursing Assistants. We determine the best
curriculum for Medical Assistants.

Our Administrative training was originally devised with employer partnership. We
only make iterative changes to the training now, but that is all in partnership with
PEs and the changing demand of their workforce.

Respondent #7: Public Training Agency

1) Curriculum Development & PE Involvement:

a. Many of SBCCD's training topics are broadly applicable to multiple
employers, so the content for those trainings has been vetted over years of
industry feedback. The training material has been developed primarily around
the needs and functions of the manufacturing and distribution/logistics
industries. We always give employers the option to request customized
training as well, and our trainers will work directly with representatives from
the participating employer to tailor the content to their standards, processes,
and desired outcomes. Also, we solicit feedback on every training that we
deliver, and use the feedback provided to continuously improve and adapt
our trainings to industry trends and needs.

Respondent #8: Private Training Agency

1) Curriculum Development & PE Involvement:
a. We offer both: set subjects that are constantly updated as needed by our
industry (media/technology).

Respondent #9: Private Training Agency

1) Curriculum Development & PE Involvement
a. We primarily offer subject-oriented training designed to meet broad industry
needs across the manufacturing sector. Our curriculum is well-established,
developed with long-term input from industry partners, and regularly updated to
stay current with industry standards. While we don’t build custom training for
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each PE, our programs are highly relevant to a wide range of employers, and we
often work with them to ensure the content aligns with their specific workforce
goals.

Respondent #10: Private Training Agency

1) Curriculum Development & PE Involvement:
a. Our curriculum is subject oriented and it's designed to serve the Architectural

Engineering Construction employer need for a variety of the CAD/BIM software.
For example, Civil 3D class is designed for civil engineers, mappers, and
surveyor, Revit Architecture class is designed for architects, construction
superintendents, interior designers, and Revit MEP is designed for mechanical,
electrical, and plumbing engineers and designers. We do consult with employers
and book publishers to design the curriculum.

Respondent #11: Private Training Agency

1) Curriculum Development & PE Involvement:
a. We offer generic, subject-oriented training designed to meet common industry-
related needs. Then we identify PEs with employees who would benefit from this
training. Courses can be customized based on each employer’s specific input.

Respondent #12: Private Training Agency

1) Curriculum Development & PE Involvement:

a. Both are possible, but we try to find PEs that want the type of curricula we offer
because it aligns with our competencies. We will tailor the curriculum for all PEs,
but if a PE wants a curriculum that we don’t have the knowledge or experience to
provide, we will usually refer the PE to another organization. We can’t be
everything to everyone.

Respondent #13: Private Training Agency
1) Curriculum Development & PE Involvement:
a. We offer generic, subject oriented and customized trainings for our PEs.
Respondent #14: Private Training Agency
1) Curriculum Development & PE Involvement:

a. Not Applicable to New Hirer contracts.

Respondent #15: Trade Association
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1) Curriculum Development & PE Involvement
a. We work with Participating Employers to develop curriculum based on their
specific needs. While we have a broad catalog of training topics, we do not offer
pre-packaged programs and then seek employers to fit them. Our approach is
employer-driven and tailored for relevance and impact.

Respondent #16: Trade Association

1) Curriculum Development & PE Recruitment:
a. Since we do not provide training, we rely on training topics from past
contracts as a basis for future potential training by PE's.

Respondent # 17: Professional Association

1) Curriculum Development & PE Involvement:
a. We connect with employers to identify training needs first

Respondent #18: JATC

1) Curriculum Development & PE Involvement:
a. No. We initially develop the curriculum with the PEs based on their needs. Since
technology is constantly evolving, we review the existing curriculum with the PEs
from time to time. We follow the trend of the job market as well.

Respondent #19: JATC

1) Curriculum Development & PE Involvement:
a. No. We initially develop the curriculum with the PEs based on their needs. Since
technology is constantly evolving, we review the existing curriculum with the PEs
from time to time. We follow the trend of the job market as well

Respondent #20: JATC

1) Curriculum & PE Involvement:

a. Our training is subject-oriented and structured, rather than developed on a case-
by-case basis in partnership with individual Participating Employers (PEs). The
core curriculum is designed to meet state apprenticeship requirements and the
national training standards established by the Electrical Training Alliance (ETA).
Because of this, we do not create new curriculum per employer or contract.
Instead, our model provides standardized instruction that addresses broad
industry needs—especially those relevant to electrical construction and

emerging technologies such as green energy and EV infrastructure. Signatory
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contractors benefit from this approach because the training is designed to
prepare electricians for the evolving demands of the trade, not just the needs of
one employer.

When updates are made, they are based on projected industry trends, code
changes, and feedback from labor and management representatives serving on
our JATC. These updates are applied across the board, not tailored individually
for PEs.
Respondent #21: Subcontractor
1) Curriculum Development & PE Involvement:
a. N/A
Respondent #22: Subcontractor
1) Curriculum Development & PE Involvement:
a. We work with PEs to develop curriculum and customize it to the PEs needs.
Respondent #23: Subcontractor
2) Curriculum Development & PE Involvement:

a. Both, per the answer above.

1. Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #8, relating to how MECs
manage repeat trainees.

Many respondents noted that trainees repeating the same courses is not a concern
because the PEs would not waste their own staffing time and costs to train the same
person on the same course multiple times. However, if a PE chooses to enroll the
same trainee into the same training in a subsequent contract — some respondents allow
this while most track it and would not.

However, some respondents note that trainees do repeat courses — either because they
feel that taking a course multiple times is beneficial somehow, or because the courses
have been updated since the last time a trainee took them. Additionally, some courses
are required to be taken multiple times as re-certifications (e.g.: some OSHA courses or
forklift certifications are required to be repeated every few years).

Respondents tend to keep continuous improvement and ‘tiered’ trainings in mind for the
repeat trainees when they develop their projects.



Some respondents use various types of tracking systems to help them keep track of
their trainees.

Il Question #8 — Repeat Trainees:

How do they ensure that previous trainees are not receiving duplicate training? How
do they track continuous improvement training among repeat trainees? Is
curriculum developed with this in mind?

Respondent #1: Public Training Agency

1) Repeat Trainees:
a. We track all training participants under each employer and do not allow participants
to take the same training class same goes for continuous improvement training.
Yes, "training content" is developed with in mind. Our training is delivered as not-for-
credit as opposed for-credit class so it does not require curriculum approval per
education code.

Respondent #2: Public Training Agency

1) Repeat Trainees:

a. Our college developed California's most sophisticated tracking system to track
students and training within the college workforce arena. The software is called
TrackPoint and has been shared with multiple MEC colleges. Although we have
not conducted a thorough deep dive into students taking duplicate training, the
industry does not have the time or resources to continue providing duplicate
training for their employees. They are often let go and replaced with new hires.
What we do see is the industry provides the same set of training classes for new
employees who are the result of backfilling for trained workers who advanced.
The curriculum is developed based on progressing through a series of courses in
an identified career path that leads to promotion or maintaining stability and job
security in one's job.

Respondent #3: Public Training Agency

1) Repeat Trainees:
a. | am unsure what this question means.

Respondent #4: Public Training Agency

1) Repeat Trainees:
a. Businesses keep professional development training in their employee files. They
track their employees' training and growth. Curriculum is developed with their

business and employee' needs in mind.

ETP Policy Committee Meeting Agenda Item Page 2 of 7
Discussion for Policy Committee Re: MEC Survey Question 8: Repeat
Trainees



Respondent #5: Public Training Agency

1) Repeat Trainees:
a. We track all participant training information in our LMS database system, which
allows us to maintain comprehensive records of each individual's training history.
This systematic documentation helps us verify that participants are not receiving
duplicate training when they return to our programs.

Some participants do come back to JVS for advancement training. When this
occurs, we ensure these returning participants engage with different curricula
specifically designed for career advancement. These advanced training
programs build upon foundational skills and introduce new competencies
required for higher-level positions

Respondent #6: Public Training Agency

1) Repeat Trainees:
a. We track all participant training information in our Salesforce database system,
which allows us to maintain comprehensive records of each individual's training
history. Students may only enroll in one training program one time

Respondent #7: Public Training Agency

1) Repeat Trainees:

a. We do not have an issue with trainees receiving duplicate training due to the
fact that all trainees are signed up for training by their employers and are not
going to ask for repeat training for efficiency reasons. The exception to this
would be OSHA 10/30, which is recommended to be renewed every 3-5
years. We also provide reports of previously completed training for employers
that request it for their participation or planning.

We check for learning progression at the end of each training and receive an
average score of 4.53 out of 5 for skill development as a result of training.
Additionally, we observe many trainees who attend continuously more
advanced training over time.

The curriculum is intentionally designed with tiered progression in mind.

Respondent #8: Private Training Agency

1) Repeat Trainees:
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a. Because our classes constantly update, trainees can benefit from taking the

same class multiple times. We track our ETP students enrollments and can see
what they have taken in each contract period.

Respondent #9: Private Training Agency

1) Repeat Trainees:
a. We ensure trainees do not receive duplicate training by only allowing students to

repeat a class if there has been a significant update to the curriculum or industry
standards that justifies retraining. We maintain detailed training records to track
participant history and ensure continuous improvement. Our curriculum is
developed and regularly reviewed with this in mind, so any repeat training
reflects updated content or deeper skill development rather than duplication.

Respondent #10: Private Training Agency

1) Repeat Trainees:
a. We have a sophisticated PE market, about 75 to 80% of trainees are college

graduate with high wages. Employer/employee always inquire about the

curriculum. They will only enroll in classes that can assist them to become more
proficient in their jobs and lead to increase in wages. We seldom have repeated
trainees and one's who are repeat trainees enroll in the more advanced training
class. Due to rapid changes in the technology we often upgrade the curriculum.

Respondent #11: Private Training Agency

1) Repeat Trainees:
a. Typically, employers would not send the same employees to repeat the same

training as their work time is valuable and training is intended for new skills or
skills advancement.

On our end, we track trainees across contracts and ensure that individuals enroll
in different courses.

For technical courses, participants can attend the next level of training as part
the professional advancement.

For medical skills and business skills, we ensure that trainees take new courses.
Continuous Improvement training is less common among our participating
employers, but we would ensure that the course consists of new topics and
relevant material to avoid duplication.

Respondent #12: Private Training Agency

1) Repeat Trainees:
a. PEs are usually very careful and intentional about enrolling trainees, so they

would not knowingly provide duplicate training. PEs and MECs are very
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conscious about making sure any time spent in training will be valuable to the
trainee and PE. Trainees are being paid their wages while they’re in training, so
PEs have no incentive to enroll trainees in duplicate training. Trainees also have
no interest in taking duplicate training. Also, PEs usually do not offer the same
training across multiple contracts, so curriculum are usually not the same. If
needed, we can provide reports of repeat trainees to track previous trainings.

Respondent #13: Private Training Agency

1) Repeat Trainees:
a. We track to ensure previous trainees are not attending the same training. This

tracking applies to continuous improvement training. Continuous improvement is
a very broad category and can take several years to complete training in all
aspects of the category. A trainee could start with a simple Introduction to Lean
class, then move on to more detailed courses of the various methodologies
within Lean. We develop new courses in continuous improvement topics to
broaden our offerings and meet our client's needs.

Respondent #14: Private Training Agency

1) Repeat Trainees:
a. We track all participant training information in our LMS database system, which

allows us to maintain comprehensive records of each individual's training history
and job placement information. This systematic documentation helps us verify
participants' status and allows staff to prevent this from happening. JobTrain
provides employment services up to one year after completing training.
Occasionally participants do come back to JobTrain inquiring about advance
training. Currently JobTrain has developed an Economic Mobility Coaching
model that provides career mobility planning for up to five years for our training
graduates to enhance their career growth.

Respondent #15: Trade Association

1) Repeat Trainees:
a. Our training coordinator uses a custom CRM system to track trainees and the

courses they complete across contracts. This ensures employees do not receive
duplicate training.

For repeat trainees—especially in areas like Continuous Improvement—we work
with the employer and training vendor to ensure the training builds on what the
employee previously learned. For example, someone who took Lean 101 in an
earlier contract may move on to Kaizen or Six Sigma. We develop curriculum
with this progression in mind to support skill advancement and maintain ETP
compliance.
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Respondent #16: Trade Association

1) Repeat Trainees:
a. Example: forklift training requires annual re-certification. Recurring training is
not necessarily duplicative. In short, we do not insure that a trainee has not
already received a particular training.

If an employer deems it necessary and appropriate to spend the time and
money to re-train an employee on a topic previously covered, we are not
qualified to second-guess the need for this training.

Respondent # 17: Professional Association

1) Repeat Trainees:
a. Yes, since employees are only able to receive the training under one contract

Respondent #18: JATC

1) Repeat Trainees:

a. Yes. We do daily stand up with the trainees to evaluate their learning experience
for each day of the training. We ask each of them: what they have learned; what
they are focusing on learning that day; and what they are planning on learning
next. We give them hands on projects to improve their competency. We track
their daily hours as well. They are not allowed to start another training or join
another cohort, until they finish their training in a previous contract. Hence they
are not allowed to enroll in two contracts or two cohorts concurrently.

Respondent #19: JATC

1) Repeat Trainees:
a. We do daily stand up with the trainees to evaluate their learning experience
for each day of the training. We ask each of them: what they have learned; what
they are focusing on learning that day; and what they are planning on learning
next. We give them hands on projects to improve their competency. We track
their daily hours as well. They are not allowed to start another training or join
another cohort, until they finish their training in a previous contract.

Respondent #20: JATC

1) Repeat Trainees:
a. We use a custom-built Apprentice Tracking System (ATS) to ensure that no
trainee receives duplicate instruction. Every hour of coursework is tracked and
recorded in the ATS by student and subject. Once a course grade is entered into
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the system, both the school and the apprentice can view it immediately through
the student portal. This allows real-time visibility and accountability for both
parties.

When an apprentice enters the Inside Wireman program, a five-year course
schedule is generated in advance. This full plan is shared with the apprentice
and their employer so that employers are aware of upcoming class dates and
apprentices can manage expectations around their availability for work.

Our administrative team also maintains dynamic spreadsheets to support
internal coordination and long-range planning. Because the curriculum is
sequenced by semester, and linked to both state and federal standards, as well
as Electrical Training Alliance requirements, each student receives progressive
instruction without overlap.

We retain records dating back to the early 2000s, when the ATS was first
implemented. For transfer apprentices joining from other IBEW JATCs, we follow
a thorough and diligent process to obtain their training records from their
previous training trust. This allows us to place them appropriately and avoid
redundancy, while ensuring they receive the full scope of well-rounded training
our program is known for.

Respondent #21: Subcontractor
1) Repeat Trainees:
a. Trainees do not receive the same training because they are part of multi-level
training program.
Respondent #22: Subcontractor
1) Repeat Trainees:
a. We have a computer system that tracks what training each trainee has received.
The system flags duplicate training.
Respondent #23: Subcontractor
1) Repeat Trainees:
a. Businesses do not have the time or money to provide the same training to

the same employee, year over year, unless the training concept was not
learned the first time.

1R Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.

ETP Policy Committee Meeting Agenda Item Page 7 of 7
Discussion for Policy Committee Re: MEC Survey Question 8: Repeat
Trainees



Memorandum

ETP

Employment Training Panel

To:

CC:

From:

Subiject:

ETP Policy Committee Date: June 26, 2025
Gretchen Newsom, Chairperson

Rebecca Bettencourt, Member

Michael Hill, Member

Jennifer Fothergill, Member

Executive Staff

Jessica Grimes, Executive Director

Kumani Armstrong, Assistant Director/Chief Counsel
Peter Cooper, Assistant Director

Lis Testa, Policy Manager

ETP Policy Committee Meeting Agenda ltem
Discussion for Policy Committee Re: MEC Survey — Question #9: Trainers

Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #9, relating to how MECs
find trainers for their projects.

Respondents generally use a mix of trainers. The MEC will provide the majority of the
trainers. Sometimes, trainers come from the PEs.

Trainers provided by the MECs either are employed by the MEC, or are found in other
ways including through word-of-mouth, or because they are industry-certified trainers or
Subject Matter Experts on the type of training the MEC provides.

Trainers provided by the PEs are either regular employees of the PE, or are training
providers that the PE has vetted and chosen.

Question #9 — Trainers:

Who delivers your training? In-house trainers? Do the PEs provide trainers? Where
and how do you find your trainers? Do you have set training groups you
consistently work with?



Respondent #1: Public Training Agency

1)

Trainers:
a. Most all out trainers are subject matter experts and are hired as independent

contractors. In some cases we use college faculty to deliver the training. Keep in
mind we do not deliver "curriculum" per se We deliver customized training content

for each employer.

Respondent #2: Public Training Agency

1) Trainers:

a.

a.

a.

1. Our college MEC is a set of contracted in-house trainers with years of industry
experience who provide best practices. All are evaluated by the participants and
employers and maintain high satisfaction rates, which is tracked by our
TrackPoint system.

2. PEs provide trainers requiring high and specific technical expertise not
commonly found in the market.

3. We only hire instructors through word of mouth and recommendations from
employers and other training providers.

4.1 am not sure what you are referring to regarding if we have a set of training
groups you consistently work with. However, we specifically work with high-
demand and paying business sectors identified for the regions we serve. We
have a specific set of highly skilled trainers for each topic area (e.g., continuous
improvement, manufacturing skills, computer skills, business skills, etc.) Please
note that we cannot serve "all" high demand/priority employers for the ETP caps
prevent this. We only focus on the top one or two business sectors within our
region. However, healthcare is a high priority industry; however, there simply is
not enough ETP funding, due to the caps, to serve all priority industries.

Respondent #3: Public Training Agency

1) Trainers:

Our instructors are made up of both in-house trainers and PE-provided trainers.
We hire subject matter experts and adjunct faculty to train our classes. We are
exposed to adjunct faculty through working at the college, and we find subject
matter experts through word-of-mouth. And when a PE has a very specific
internal training need, they will often provide their own trainer. We only work with
one training group on a couple of food safety classes.

Respondent #4: Public Training Agency

1) Trainers:

Our training is delivered in-house. Occasionally, the training is so specific that
training is provided by a business. Some contractors have multiple trainers that
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they utilize, and all are vetted to make sure the delivery and content of training
meet our standards of excellence. As we are performance-based, we require
excellence. Our trainers are retired individuals from specific industries, retired
faculty, professional experts in their field, etc. Positions are posted under our
hiring page. We also reach out to our partner colleges for recruitment. Yes, we
have a set group of trainers we work with and are always adding new experts.

Respondent #5: Public Training Agency

1) Trainers:
a. Our training delivery model uses a combination of in-house and external

instructors to provide the highest quality education for our participants.

We employ both in-house trainers who are part of our permanent staff and
external instructors who bring specialized expertise to specific program areas.
This blended approach allows us to maintain consistent quality standards while
also incorporating industry-specific knowledge and current workplace practices.

Our comprehensive vetting process ensures that all instructors, whether internal
or external, meet our rigorous standards for both subject matter expertise and
teaching ability. This vetting includes credential verification, teaching
demonstrations, and alignment with our program goals and teaching philosophy.

When searching for instructors, we look for professionals who not only possess
deep knowledge in their field but also demonstrate an ability to effectively
communicate that knowledge to adult learners from diverse backgrounds.

Respondent #6: Public Training Agency

1) Trainers:
a. Our training is provided through duly-qualified staff members who are hired as

employees of our organization to provide high quality education to our students.
We vet all new instructors through a comprehensive hiring process that involves
credential and background verification, teaching demonstrations, and alignment
with our organizations goal and culture. We continue to train instructors in how to
teach students with multiple barriers.

Respondent #7: Public Training Agency

1) Trainers:

a. Training is delivered most frequently by employees of SBCCD, or by industry
experts who are contracted by the college to deliver specific topics.
Occasionally, employers will provide a trainer, but that is infrequent, and only
upon their specific request. We find our trainers through industry connections,
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job postings from the district, or sometimes direct outreach, and all of our
trainers have extensive hands-on, industry experience in any topic which
they deliver. We have a few contracted trainers with whom we work
frequently due to their unique expertise and excellent outcomes.

Respondent #8: Private Training Agency

1) Trainers:
a. We have trainers that we work with to deliver training and have worked some
since we opened. They are typically vendor-certified and/or have decades of
industry experience, depending on the need of the subject.

Respondent #9: Private Training Agency

1) Trainers:

a. Our training is delivered by in-house instructors, many of whom are former
students who are passionate about giving back to the industry by sharing their
expertise. We have a very stable and experienced group of instructors, and if we
need additional trainers, they are typically referred to us by our current
instructors. We consistently work with a trusted group of instructors to maintain
high-quality training across all of our programs.

Respondent #10: Private Training Agency

1) Trainers:
a. All of our instructors work full time in the A/E/C industry and teach for us part
time. Trainers have been referred to us by the word of mouth or an employer
who worked with us before.

Respondent #11: Private Training Agency

1) Trainers:

a. We employ instructors with many years of professional experience. Most of them
work in the industry and teach part-time, while some of the instructors are semi-
retired. For example, our healthcare instructors are nurses with extensive patient
care experience who enjoy teaching.

We find trainers through LinkedIn, including professional specialty groups, as
well as through industry associations. We also receive referrals from industry
contacts, employers and current instructors.

Many of our instructors have been teaching in our programs for a long time,
which allows us to maintain continuity and quality across various programs.
The instructors’ expertise and commitment are key to the successful delivery of

our training programs.
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Respondent #12: Private Training Agency

1) Trainers:
a. Training is delivered by in-house trainers. In rare cases, PEs can provide
trainers. We find trainers through referrals and networking. We work with a set
group of trainers, but we are always looking for great new trainers.

Respondent #13: Private Training Agency

1) Trainers:

a. We hire our own consultants to conduct the majority of the training. We to
occasionally work with trainers provided by the PE. We recruit for consultants
based on area of expertise required by our client's needs. We have some long-
term consultants we work with, but we also recruit new consultants to fill
demand.

Respondent #14: Private Training Agency

1) Trainers:

a. Our training delivery model uses a combination of in-house (hands-on) combined
with some virtual instruction which has been proven to be a successful model for
some of our training. JobTrain employs full-time instructors for all their training
classes. Our instructors are part of our permanent staff and external instructors
who bring specialized expertise to specific program areas. This consistency and
expertise approach allows us to maintain quality standards while also
incorporating industry-specific knowledge and current workplace practices.

Our comprehensive vetting process ensures that all our instructors, meet our
rigorous standards for both subject matter expertise and teaching ability. This
vetting includes credential verification, teaching demonstrations, and alignment
with our program goals and teaching philosophy.

When searching for instructors, we look for professionals who not only possess
deep knowledge in their field but also demonstrate an ability to effectively
communicate that knowledge to adult learners from diverse backgrounds.

Respondent #15: Trade Association

1) Trainers:

a. As a Chamber of Commerce, we do not have in-house trainers. We contract with
outside training vendors who are subject matter experts with strong industry or
academic backgrounds. These providers understand ETP requirements and
customize their delivery to meet the specific needs of each Participating
Employer.
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In some cases, Participating Employers may have in-house trainers they already
work with. When that occurs, we collaborate with the employer and trainer to
ensure curriculum alignment and compliance with ETP guidelines.

Our team manages all administrative responsibilities related to training delivery,
including collecting rosters, verifying hours, and gathering required
documentation such as Certification Statements and union letters.

Respondent #16: Trade Association

1) Trainers:

a. Training is often delivered by in-house subject-matter-experts employed by
the companies. Companies may also utilize external training vendors for
specific topics, including instruction on newly installed equipment provided by
the equipment makers. We also have a few training vendors we regularly
work with that provide structured training to their own clients.

Respondent # 17: Professional Association

1) Trainers:
a. We have developed relationships with trainers and identify them based on what
employers are looking for.

Respondent #18: JATC

1) Trainers:
a. Yes. Rightvarsity delivers the training in-house.

Respondent #19: JATC

1) Trainers:
a. Yes. Rightvarsity delivers the training in-house.

Respondent #20: JATC

1) Trainers:

a. At LAETI, all training is delivered by in-house instructors—all of whom (aside
from occasional vendors for safety certifications) are IBEW Local 11 journey-
level electricians. Most have extensive field experience as foremen, general
foremen, superintendents, or inspectors, and bring a wealth of real-world
knowledge to the classroom.

Our day school instructors are full-time staff who teach throughout the year. They
cover the first three years of the apprenticeship program and are assigned
courses based on their expertise and instructional strengths. Our evening
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instructors are part-time and typically work in the field during the day—many are
actively running work on their jobsites. They teach in the evenings because they
are deeply committed to the future of the trade and take pride in sharing their
knowledge with the next generation.

We do not rely on Participating Employers (PEs) to supply trainers. Instead, all
instructors are recruited from within our membership and go through a formal
interview process at LAETI. This ensures alignment not only with the technical
standards of the curriculum but also with the values and expectations of our
apprenticeship model.

All instructors are required to obtain a California Teaching Credential within a few
years of hire. In recognition of the effort and commitment this represents, those
who complete the credential receive an 11% wage increase. To stay current with
industry advancements and instructional techniques, instructors also participate
in regular Train-the-Trainer sessions as well as regular shadowing and reviews,
and select staff attend the National Training Institute (NTI) each year for
advanced professional development.

While we occasionally bring in third-party vendors for specific safety courses—
such as OSHA or CPR/First Aid—the vast majority of our instruction is provided
by our own dedicated, consistent, and highly experienced teaching team.

Respondent #21: Subcontractor
1) Trainers:
a. In-house. The trainers are subject matter experts who have worked in the field
and have taken trainer skills classes.
Respondent #22: Subcontractor
1) Trainers:
a. We have set training vendors who provide our training.
Respondent #23: Subcontractor
1) Trainers:
a. Most training is provided by the PE for its specific needs. We do have some

PE's that may need to use vendors for some topics but typically the training is
delivered by internal SMEs.

1R Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Discussion for Policy Committee Re: MEC Survey — Question #10: Free Form

Brief Issue Statement:

In order to facilitate a more thorough review and invigorating discussion on the results of
the recent survey sent out to ETP MECs and subcontractors, staff will present one memo
dedicated to each of the substantive questions from the survey. Responses will be
grouped by type of respondent. This memo addresses question #10, which was a free
form question allowing respondents to provide any additional information they thought
relevant.

While the responses to this question were all unique, with no main common theme, a
few themes did occur multiple times, including:

- A desire for a New Hire Multiple Barriers program;
- An emphasis on the MEC’s need for flexibility;

Other mentions of note include:

- Adesire to be able to print out a word version of the application;

- Adesire to be able to enroll trainees currently in retention on one
project into training in a second contract;

- Adesire for a trainee category similar to the old RJC category;

- Adesire for PEs to be able to enter their trainee information
directly into the system, to avoid pushback from the PEs on
sharing personal and/or sensitive information.



Question #10 — Free Form:

Is there anything else you would like to mention?
Respondent #1: Public Training Agency

1) Free Form:

a. MECs do not need to create new curriculum for each ETP contract. We typically
keep the same general training topics for all our contracts (e.g., Business &
Management skills, Continuous Improvement, Computer Skills, Manufacturing Skills,
etc.) and develop specialized training as requested. In these cases we develop the
training content based employer need an input.

Respondent #2: Public Training Agency

1) Free Form:

a. Hopefully, the ETP Policy Committee can carefully consider extra costs and
manpower needs that may be placed on the MECs when new policies, rules, or
regulations are added or modified. This is a sincere request since our college
strongly desires to provide our PEs with the highest level of training and services
available, keep our local and regional companies and economies healthy,
promote business retention, serve high-demand industries that lead to high-
paying jobs, and more. California Education Code requires that all not-for-credit
colleges cannot operate at a loss. Based on our solid performance, controlling
costs is very important to us.

Respondent #3: Public Training Agency

1) Free Form:
a. Blank

Respondent #4: Public Training Agency

1) Free Form:

a. MECs do not control the employees we train. Our client is the business. They
choose the training and the employees. We must deliver excellence or we lose
them as a business and contact for the college. We spend an enormous time
building relationships and new contacts. \We are mentors, case managers,
marketers, outreach specialists, coaches, advisors, and handle all aspects of
training to make their experience with ETP training excellent. We are problem
solvers and are promoting the ETP training experience. We are an extension of
ETP and are always promoting the goals of ETP, investing in California
businesses and employees, giving them a skilled workforce and a competitive
edge in a global market.
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Respondent #5: Public Training Agency

1) Free Form:

a. We would like to highlight a significant challenge in the current ETP framework
that affects our work with vulnerable populations. There are currently no specific
guidelines for new hire multiple-barrier contracts. While the term "multiple
barriers" appears in existing guidelines, the detailed provisions primarily focus on
ex-offenders and at-risk youth categories.

This gap in specific guidance impacts several crucial aspects of our program
implementation. Without tailored guidelines for the broader multiple barriers

category, we face challenges in areas such as retention expectations, wage
modifications, and appropriate trainer-to-trainee ratios for these populations.

We believe there needs to be a clearer distinction between standard new hire
contracts and new hire multiple-barrier contracts in the formal guidelines.
Developing more comprehensive guidelines specifically addressing multiple
barriers populations would enable organizations like ours to design more
effective programs and set appropriate performance benchmarks that reflect the
realities of serving these communities. This would ultimately lead to better
outcomes for both participants and employers while ensuring accountability in
the use of ETP funds.

We hope that future revisions to ETP guidelines will address this gap and
provide the specific framework needed to better serve individuals facing multiple
barriers to employment.

Respondent #6: Public Training Agency

1) Free Form:
We want to bring attention to a key limitation within the current ETP framework
that directly impacts our ability to effectively serve individuals facing multiple
barriers to employment. At present, there are no clearly defined guidelines
specific to new hire multiple-barrier contracts. While the term "multiple barriers" is
referenced in the existing materials, the detailed guidance primarily centers on
ex-offenders and at-risk youth, leaving a broader range of barrier populations
without adequate consideration.

This lack of clarity creates practical challenges across several areas of program
execution. For example, without tailored standards, it’s difficult to determine
reasonable retention benchmarks, appropriate wage adjustments, and suitable
trainer-to-trainee ratios for these higher-need populations.

We strongly recommend establishing a distinct set of guidelines for new hire
multiple-barrier contracts, separate from the general new hire framework. Clearer
guidance would help providers like us build programs that are more responsive
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to the needs of this population, set achievable outcomes, and align more
realistically with the complexities involved in serving these individuals.

Refining the ETP guidelines in this way would not only improve service delivery
and participant success but also ensure more strategic and effective use of ETP
funds. We hope future policy updates will address this gap and support a more
inclusive, equity-focused training system.

Respondent #7: Public Training Agency

1) Free Form:
The Panel rrL{éS/ wish to consider a systems modification that would allow a
trainee to begin training under a new ETP contract while retention is still
being tracked under the previous one.

B

Working with ETP provides exceptional opportunities to support local
employers through responsive, high-quality workforce training. Many MECs,
including ours, consider ourselves partners in extending ETP’s reach,
particularly by serving smaller employers that may not have the resources to
pursue a Single Employer Contract. What sets ETP apart from other funding
sources is its flexibility and its ability to respond quickly to business needs.
However, one recurring systems challenge limits MECs’ effectiveness in
serving Participating Employers, and | would like to offer a potential solution.

The current 90-day retention system creates challenges for training continuity
and reduces ETP’s ability to meet employer needs in a timely and flexible
manner. When a trainee completes training near the end of a MEC contract,
the employer must wait for the 90-day retention period to conclude before
enrolling that employee in additional training. This delay often disrupts
advancement through tiered training topics, such as moving from
intermediate to advanced skills, or forces a gap in training that conflicts with
an employer’s ideal training window.

While the system is intended to ensure compliance with legislative
requirements by verifying retention and preventing concurrent enroliments
(Section 4400(dd)), the law itself only requires that final payment be withheld
until retention is confirmed (Section 4440.2(a)). It does not state that the
trainee must remain enrolled during that time.

Operationally, CalEForce treats trainees as enrolled throughout the retention
and invoicing process. However, this is a systems limitation rather than a
legislative mandate. Under the legacy system, trainees were considered
complete on their final training day, with retention tracked separately.
CalEForce could replicate this by introducing a designation such as “in

retention” to flag trainees who have completed training under a contract and
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immediately treat their enrollment as concluded. This would prevent
additional hours from being billed to the original contract while allowing
training to seamlessly continue in a new ETP contract.

Adjusting this policy would reduce delays, improve continuity for employers,
and strengthen ETP’s capacity to support workforce development across
California.

Respondent #8: Private Training Agency

1) Free Form:

a.

Blank

Respondent #9: Private Training Agency

1) Free Form:

a.

Our employers greatly appreciate the support ETP provides, especially now as
they anticipate increased demand and are unable to provide training internally.
ETP’s funding has been invaluable in helping companies maintain a skilled
workforce while allowing individuals to stay employed and advance within their
organizations. This support has become crucial in ensuring that both employers
and trainees can continue to thrive in a rapidly evolving industry.

Respondent #10: Private Training Agency

1) Free Form:

a.

| participated in the last policy committee meeting where it was decided to
conduct this survey. | think the major factor that has not been talked about or
considered is Contract Performance which | believe is what ETP is about. My
experience with Employers and trainees is that they only participate in the ETP
training when they see a value in that training, otherwise, they consider it as a
waste of time. The ETP Panel and staff should elevate the importance of
contract performance results as a factor in awarding contracts to repeat
contractors. | appreciate your efforts in organizing this survey.

Respondent #11: Private Training Agency

1) Free Form:

a. We would like to share several additional points, based on our 30+ years of
experience with MEC projects:
1. MEC training provides valuable opportunities, especially for small businesses
that usually have limited resources for employee training.
Through MEC contracts, participating employers (PEs) can obtain training they
need for their employees at no cost and without taking on additional
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administrative tasks.

2. Flexibility is an important aspect for MEC contracts, including the ability to shift
funding between job categories and update curriculum content as needed. This
flexibility is especially important because compared to single employer contracts,
MEC contractors don’t have control over scheduling or availability of employees
for training. As a result, some contract revisions may be necessary during the
term of the contract to accommodate changing employer needs.

3. A training category similar to the former Job Creation category, with a
provision for lower starting wages would be highly beneficial for accommodating
entry-level employees, who often need training the most. That would be
especially important for industries that qualify only under SET funding. For
example, in the healthcare industry, Certified Nurse Assistants (CNAs) are
currently excluded from participation because their wages are below the SET
wages requirements, unless healthcare companies are located in HUA
designated areas.

In the past, newly hired CNAs could be trained under the Job Creation category,
which allowed for more inclusive access to training by accommodating lower
entry-level wages. Bringing back a similar option could help meet the needs of
employees in underserved communities.

Respondent #12: Private Training Agency

1) Free Form:

a. As a MEC, we always get pushback from PEs on collecting sensitive trainee
data (social security number, wage, etc.). If ETP was able to allow PEs to upload
sensitive data through a separate log-in, that would be helpful in addressing data
security concerns.

Respondent #13: Private Training Agency

1) Free Form:

a. It would be very helpful if the MEC application could be printed out or exported to
Word for completion and review.
None of the categories above adequately describes us as a MEC. We are a non-
profit organization that supports manufacturing in California as part of the federal
MEP program. Our MEC contract assists small to mid-size manufacturers
provide training to upskill their employees.
The new requirement of achieving 75% earned prior to submitting a new MEC
application is negativity impacting our ability to support our manufacturing clients.
Delaying the start of the application process equates to a potential gap in
services to the clients.

Respondent #14: Private Training Agency
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1) Free Form:

a. JobTrain would like to highlight a significant challenge in the current ETP
framework that affects our work with vulnerable populations. There are currently
no specific guidelines for new hire multiple-barrier contracts. While the term
"multiple barriers" appears in existing guidelines, the detailed provisions primarily
focus on ex-offenders and at-risk youth categories.

This gap in specific guidance impacts several crucial aspects of our program
implementation. Without tailored guidelines for the broader multiple barriers
category, we face challenges in areas such as retention expectations, wage
modifications, and appropriate trainer-to-trainee ratios for these populations.
We believe there needs to be a clearer distinction between standard new hire
contracts and new hire multiple-barrier contracts in the formal guidelines.
Developing more comprehensive guidelines specifically addressing multiple
barriers populations would enable organizations like ours to design more
effective programs and set appropriate performance benchmarks that reflect the
realities of serving these communities. This would ultimately lead to better
outcomes for both participants and employers while ensuring accountability in
the use of ETP funds.

JobTrain hopes that future revisions to ETP guidelines will address this gap and
provide the specific framework needed to better serve individuals facing multiple
barriers to employment.

Respondent #15: Trade Association

1) Free Form:

a. We appreciate the opportunity to support California’s workforce through ETP and
value the trust placed in MECs to deliver high-quality training. As a Chamber-
based MEC, we’re uniquely positioned to understand the evolving needs of
businesses and serve as a bridge between employers and training resources.
Our collaborative approach—with chambers, HR networks, and workforce
partners statewide—allows us to reach a diverse range of industries and help
employers stay competitive while advancing their employees’ skills.

Respondent #16: Trade Association

1) Free Form:

a. We provide administrative services only. We do not provide any training. Our
focus is on manufacturers, all of whom train on equipment operation,
maintenance, safe handling, etc. This tends to make our curriculum list look
repetitive.

An important advantage of an active MEC with a broad curriculum list is that
newly recruited companies can begin submitting training immediately, instead
of having to wait months for a new contract to begin.
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Respondent # 17: Professional Association

1) Free Form:
a. 1. The key factor in the success of every contract is the flexibility (Currently
awarded) to MECs to be able to provide High quality and highly professional
service to Employers.

2. Feeling fully supported by the ETP board as we navigate the many challenges
we face as we connect with new employers, request approval for new
"upcoming" training and just feeling that we have the full support of the ETP
board.. This has been my experience and | love the ETP program

Respondent #18: JATC

1) Free Form:

a. Yes. Our training is open to any California resident who is 18 years and above.
Hence we always recruit and train more than the number that we propose to
train. However, some of the new trainees that we train are not even willing to
apply for jobs. Some of the trainees that start working after their training are not
willing to share their employment and wages information. Hence we lose money.
Is there any way that the makes can retain at least 50% of each trainees fee per
hour, when their employment information is not available. It looks like the MECs
are being penalized for the fault of their trainees.

Respondent #19: JATC

1) Free Form:

a. Yes. Our training is open to any California resident who is 18 years and above.
Hence we always recruit and train more than the number that we propose to
train. However, some of the new trainees that we train are not even willing to
apply for jobs. Some of the trainees that start working after their training are not
willing to share their employment and wages information. Hence, we lose
money.

Is there any way that makes it so we can retain at least 50% of each trainee's fee
per hour, when their employment information is not available?

Respondent #20: JATC

1) Free Form:

a. In addition to our training program, LAETI is deeply committed to strengthening
our communities by expanding access to life-changing careers in the electrical
trades. We partner with organizations that serve individuals facing systemic
barriers, including 2nd Call—a grassroots nonprofit that connects justice-

impacted individuals to union careers—and WINTER (Women In Non-Traditional
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Employment Roles), which prepares women and underrepresented workers for
the trades. LAETI supports these pathways through mentorship programs like
EMPOWER and hands-on learning initiatives like Future Artisans of Bending
(FAB), which build early confidence using tools and performing jobsite tasks.
We also host more Veterans Electrical Entry Program (VEEP) students than any
other IBEW training center. Currently, 11.2% of our apprentices are veterans,
4.88% are women, and 84.72% are people of color—reflecting our sincere
commitment to building a workforce that looks like the community we serve.

We invest considerable time and funding into outreach efforts that connect
underrepresented groups with meaningful careers, training, and long-term
benefits. Our goal is to create real opportunity for those who have often been
excluded from it.

Because of the size and reach of our apprenticeship program, we respectfully
ask the Employment Training Panel to consider recalibrating the cap for extra-
large programs like ours. We consistently exceed 100% of our contract capacity
and could easily fulfill 200% if given the opportunity. Increasing the cap would
better reflect the number of apprentices we serve and support the deep
community impact our program is designed to achieve.

Respondent #21: Subcontractor

1) Free Form:
a. Blank

Respondent #22: Subcontractor

1) Free Form:
a. Blank

Respondent #23: Subcontractor

2) Free Form:
a. MEC's need to stay flexible to continue to meet the needs of the PEs we
serve. Most of these PE's do not have the time or resources to apply for a
SEC and have critical training needs that can be met by a MEC. ETP is
making it more difficult to serve these PE's as they continue to layer on
guidelines that are crippling our ability to meet the increasing demand of
business in California.

1R Recommendation:

No action items beyond soliciting and receiving any feedback from the Policy Committee,
contractors, stakeholders, and the public concerning this topic.
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Employment Training Panel - MEC Business Model Survey

The ETP Policy Committee, at their April 2025 meeting, requested a survey in order to
gain more information on the different Multiple Employer Contractor (MEC) business
models, including information on how MECs relate to their Participating Employers
(PEs) and how they develop their curriculum. Information obtained in this survey will be
presented at a future ETP Policy Committee meeting. The survey questions are below.
A few key notes:

The survey is anonymous. Respondents may identify themselves, but are not
required to. The survey does ask if the respondent is a MEC or a third party
subcontractor, and if a MEC, for what type of MEC. However, it is not mandatory
to identify as a specific MEC or third party subcontractor.

If you are a third party subcontractor, ETP understands that you may work with
multiple types of MECs. If this is the case, please indicate if you are responding
more generally or in reference to a specific type of MEC.

Since this survey consists of questions with narrative responses, respondents
may find it easier to craft their responses offline using Word, and then copy/paste
their responses into the survey itself.

Respondents will have 3 weeks to complete the survey. The survey will close on

Questions on the survey should be directed to Lis Testa, Policy Manager, at
Elisabeth.testa@etp.ca.gov

ETP would like to express gratitude in advance to everyone who participates in
this survey. We understand that this can be time consuming, especially since it
contains narrative responses. Your participation is invaluable, and we are
grateful for your participation!

Statutory Definitions:

For informational purposes, ETP’s legislation and regulations note multiple definitions
for Multiple Employers and types of Multiple Employers:

Per Unemployment Insurance Code (UIC) section 10205(c):



mailto:Elisabeth.testa@etp.ca.gov

The Panel shall (....)

(c) Solicit proposals and write contracts on the basis of proposals made directly to it.
Contracts for the purpose of providing employment training may be written with any of
the following:

(1) An employer or group of employers.
(2) A training agency.

(3) A local workforce development board with the approval of the appropriate
local elected officials in the local workforce development area.

(4) A grant recipient or administrative entity selected pursuant to the federal
Workforce Innovation and Opportunity Act of 2014 (29 U.S.C. Sec. 3101 et
seq.), with the approval of the local workforce development board and the
appropriate local elected officials.

Per 22 CCR 4400(j):

(j) "Group of employers" means

(1) two or more employers which combine efforts to form a consortium in order to
meet the common training needs by specific occupational categories or address
common training needs based on industrial trends, and/or

(2) two or more employers which combine efforts whereby the primary employer
assumes liability for the Panel contract, with secondary agreements between the
primary employer and the supplier employers (or both the primary employer and
the secondary suppliers contract with the Panel), and trains the employees of
one or more of its suppliers due to the special and unique needs of the primary
employer, and/or

(3) a professional association, trade association, or joint apprenticeship training
committee and/or

(4) any economic development corporation which has been in existence for more
than one year and whose Board of Directors is composed of a majority of
California employers eligible to participate in a Panel funded agreement. The
Board of Directors must approve the Panel agreement.

Per 22 CCR 4400(z)

(z) "Training agency" means any public or private training entity, state or local school, or
education agency that has been in existence for a minimum of two years preceding the
application for panel funding, and has an established history of providing training and
placement services to the public.



Per 22 CCR 4400(mm)

(mm) "Multiple Employer Contract" (MEC) means an agreement with ETP for the
reimbursement of training costs, wherein the Contractor's duties and obligations are
assumed by a group of employers, training agency or other eligible Contractor on behalf
of multiple participating employers.

SURVEY BEGINS
General Information:

1)

2)

3)

4)

Are you, the respondent, a:
a. MEC
i. JATC
ii. Private Training Agency
iii. Public Training Agency
iv. Professional Association
v. Trade Association
vi. Economic Development Corporation
vii. Workforce Development Board
viii. WIOA Grant Recipient
b. Third Party Consultant

Is training the main focus of your organization or only a small component
of what your organization does?

What is the general approach your organization takes when it is getting
ready to request an ETP contract? In other words, what do you do and
how do you do it in order to get ready to submit an application to ETP?

What is your geographic service area? Is the geographic service area
represented by Participating Employers (PEs) in your MEC contracts the
same as your organizations normal service area, and/or are you pulling PEs
for your MEC contracts from outside of your normal operating geographic
service area? How do you find non-local PEs? How do you deliver training
and administer contracts outside of your normal geographic service area?

Participating Employers:

5)

How do MECs recruit their PEs? Do they use the same PEs in every
contract, and/or do they find new PE populations for each contract? Where
and how do they recruit PEs? What is the PE recruitment process? How
do MECs handle PEs who participate in repeat contracts?



6) How do MECs determine the demand for their services in order to know
how much to realistically request on their proposals? Are the “100 B”
Demand Lists accurate? Are all PEs aware that they have been placed on
the 100 B list ahead of time?

Curriculum and Training:

7) How do MECs develop their curriculum for each ETP contract? Do they
have a set curriculum that they offer, and/or do they develop the curriculum
in partnership with their PEs?

8) Do you offer more generic or subject oriented trainings and then find PEs
that fit, and/or do you work w/ the PEs to develop curriculum?

9) How do they ensure that previous trainees are not receiving duplicate
training? How do they track continuous improvement training among repeat
trainees? Is curriculum developed with this in mind?

10)Who delivers your training? In-house trainers? Do the PEs provide
trainers? Where and how do you find your trainers? Do you have set
training groups you consistently work with?

Supplemental Information:

11)Is there anything else you would like to mention?

12)Would you care to identify yourself? If so, please provide a phone number
or email address along with your name in case the need for follow-up arises.
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