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Brevard Workforce  
 Florida Workforce System – 24 Regions 

 Region 13 (1 county) 

 Appx. 540,000 people 

 Titusville-Melbourne-Palm Bay MSA  

 Unemployment rate of 7.5% 

 12.7% during Jan 2010 

 Three Career Centers 

 Rockledge/Titusville/Palm Bay 

 Board Staff/Contractor Staff 



What You’ll Learn… 
 Importance of Business Engagement 

 Understanding the role of the Business Liaison and 
Business Services team 

 Determining the employer & jobseeker labor market 
and why it’s important 

 Brevard Workforce OJT Program and how it is used as 
a Business Engagement Tool 

 Recommendations (our lessons learned) 

 

 

 

 



Business Engagement  
 Business Engagement must be viewed as internal 

& external and all team members recognize the 
value   

 The employer must be considered the priority 
customer throughout the organization 

 The main purpose of Business Engagement is to 
build and maintain relationships with local 
businesses that meet the unique needs of these 
employers by providing customized workforce 
solutions that help them to achieve their 
business goals 



Business Services Team:  
Business Liaison Role 

 To be the subject matter expert in workforce 
development and the ‘go to’ for employment 
needs of Brevard County businesses 

 To support recruitment and workforce 
planning of Brevard County employers 

 Work with in-house staff to help facilitate these 
needs and requests of businesses 

 Understand and be well versed in the Brevard 
Workforce programs available to employers  
 



Where you need to drive your 
Business Services Team 

 Businesses are your priority customer 

 Long-term business relationships are paramount 
to organization success; provide excellent 
customer service every time  

 Importance of deriving a thorough understanding 
of their business so that you can better fulfill their 
needs 

 Business Services Reps are the voice in your 
organization for your businesses (communications 
with other staff, programmatic services, etc.) 
 



Importance of Understanding the 
Employer Customer 

 Conversations and visits result in a better 
understanding of the employer, their culture,  
their business model and what their needs are 

 This intelligence is vital to being able to provide 
solutions to their workforce challenges 

 This information must be brought back to the 
centers for Staffing Specialists who can better 
prepare their job seekers to match employer 
needs and make better referrals on job orders 





Who’s in your labor pool and 
how do you market them? 
 Have you done a recent analysis on the types of 

employers (and employees) in your region? 

 Small business vs. large 

 What industries are there now and who’s emerging? 

 Don’t just focus on who’s unemployed 

 Brevard: 

 Heavily Small Business driven and Government sector 

 Private Wage or Salary Employees: 78% 

 Government Employees: 15% 

 Self-Employed, Not Incorporated: 6% 

 

 

 



Labor Force in Brevard County 
2012/2013 



Know your labor force:  
 The Largest Industry Groups are Engineering, 

Clinical Health Care, and Skilled Labor.  

 Systems,  Electrical, and Mechanical Engineers totaling 
for 85% of the qualified engineers with 7+ years of 
experience at 6% of the labor force in Brevard.  

 20% Registered Nurses, 35% Certified Nursing Aides, 
25% Registered Medical Assistants calculate 80% of the 
Clinical Health Care population. 

 And 73% of laborers obtained vocational training and 
certifications for their skill set. 

 



What are the current skill sets and 
where are the gaps? 

 What are the employer’s skill set needs? 

 Where are the jobseeker’s skill gaps and where are 
large clusters of unemployed?  

 How can we identify the above? 

 Labor Market Information 

 Reductions in Force 

 Word of Mouth 

 What are the transferable skills of the population you 
serve? 

 How do you market skillsets to potential employers? 







OJT Program Overview 
 Program reimburses for 50% of training wages 

 Maximum of 1040 hours and requires justification of 
training plan/hours 

 Must pay a minimum of $10.00 per hour and offer a 
wage comparable to the same job within the 
organization  

 Dual approval process – Director of Industry Relations 
& Scholarship Unit (approval council) reviews each 
OJT 

 Employer must agree to on-site monitoring and 
compliance with all program rules/regulations  



What makes a successful OJT 
 Staff understanding the process and their roles 

 Employer understanding their role and the need for 
compliance 

 A convenient  and streamlined OJT application process  

 Identified candidate 5-7 business days 

 Non-Identified candidate 10-14 

 Follow up & frequent check ins to ensure that the OJT 
is going according to plan 

 

 



Understanding the roles in  
the OJT process 

 Employer – Training Provider 

 Business Liaisons – administers OJT paperwork and 
remains the Employer contact for any support during 
the OJT 

 Staffing Specialist – work with the job seeker and 
remain the participant contact for any support during 
the OJT 

 Business Training Monitor – Perform on-site visit and 
monthly evaluation check in; process OJT 
reimbursement invoices 



OJT Program Intent - Employers 
 Offset the cost of training a new employee that doesn’t 

have all of the skills necessary to perform the role 

 Remain compliant in all documentation, yet make the 
program user friendly and not difficult to participate 
in 

 Provide all expectations up front and clearly 

 Discuss the benefits and responsibilities  

 Offer the OJT program to not just entry level positions 
and traditional OJT positions – serve those that need it 



Educating the Employer on the 
Program 

 Make sure the employer understands the process is not 
difficult and that all of the information being collected 
is necessary- 2 Page Application 

 Understanding their role as a training provider 

 This is not a labor exchange, but a training program 

 They must create the customized training plans 
specific to the position, the customer’s background 
and current skill set 

 They must demonstrate a training need via written 
justification 



Compliance – What’s Required 
 OJT Application 

 Training plan and skills rating 

 Previous participants 

 Justification required 

 OJT Customer Training Plan  
 Signed by participant 

 OJT Monthly Evaluations  
 Signed by both participant and the supervisor/trainer 

 OJT On-Site Visit Forms 

 Reimbursement process 







Communication is KEY 
 Business Liaisons discuss the Employer, culture of 

organization and OJT opportunity to Staffing Specialists 

 Business Liaison maintains contact with the employer 
throughout the training period to gauge how process is 
going and facilitate concerns  

 Staffing Specialists discuss the training with job seekers to 
determine fit for OJT and maintains contact with the 
participant throughout the training period 

 Business Training Monitor provide feedback to both 
Staffing Specialists & Business Liaisons on how the training 
is going post monitoring visits  

 



OJT as a Business Engagement Tool 
 Relationships are built, grown and sustained 

 Know & grow your employer customer base through 
positive outcomes 

 OJT Letter for jobseekers 

 Program praise spread through word of mouth 

 The employer’s need has been fulfilled 

 Value as an organization 

 Confirmation that the Employer is the primary 
customer through service delivery 

 

 



Recommendations for OJT:   
What we’ve learned  

 Be Creative  

Process improvement is always ongoing 

Make sure communication roles are 
clear and open 

Promotion of the OJT program can 
come from a variety of services 
 



Questions? 
  
 

Thank you, 

Jenn Lasser 

Brevard Workforce 

jlasser@brevardworkforce.com  

mailto:jlasser@brevardworkforce.com

