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Executive Summary
The Center for Policy Analysis was retained by the Cape and Islands Workforce Investment Board to update its Regional Blueprint for 2002. The Blueprint identifies critical and emerging industries in the Workforce Area, the fastest growing occupations within those industries, and recommends actions to guide the implementation of its workforce development policy. 

The analysis identified seven industry clusters in the Cape and Islands Workforce Area: 



% of Total
Employ. Increase
Real Wage



Employment
1997 to 2000
1997 to 2000

Critical and Existing



Financial Services
4.9%
7.3%
24.1%


Health Services
11.4%
-2.9%
9.3%


Hospitality

23.5%
9.3%
6.8%


Knowledge Intensive
14.1%
15.1%
8.4%

Critical and Emerging


Construction

6.1%
31.1%
19.6%


Distribution

2.6%
31.8%
12.7%

Emerging


Social Services
2.3%
23.0%
-0.1%

Thirteen employment sectors within these clusters are showing substantial employment gains and real wage increases.  These sectors are:

· Advertising (Professional Services)

· Building Materials (Construction)

· Computer Programming, Data Processing (High Technology)

· Engineering, Accounting, Research, and Management (Professional Services)
· General Contractors (Construction)

· General Merchandise Stores (Hospitality)

· K-12 Private (Educational Services)

· Museums, Galleries, and Gardens (Hospitality)

· Offices and Clinics of Doctors (Health Services)

· Periodicals (Professional Services)

· Residential Care (Health Services)

· Special Trade Contractors (Construction)

· Wholesale Trade – Nondurable Good (Distribution)
A cluster-specific occupational analysis was conducted to determine the projected net job increase of the fastest growing occupations in the Cape and Islands Workforce Area. The occupations in this analysis include only those found in clusters that have been identified as critical or emerging industries in the Cape and Islands Workforce Area. In other words, the identified occupations are projected to grow significantly by 2008 and they are also in demand for one or more industry groups projected to expand over the next decade. The ten fastest growing occupations identified are primarily in the hospitality and health services clusters. 
Occupation
# Jobs

Reception & Info. Clerks
752 

General Managers & Top Execs.
748 

Retail Salespersons
715 

Physical Therapy Asst. & Aides
628 

Home Health Aides
555 

Registered Nurses
496 

Nurses Aides/Orderlies
423 

Cashiers
391 

Waiters & Waitresses
307 

Maids & Housekeeping
255 

It is our recommendation that the Workforce Investment Board adopt the following principles as guides to the implementation of its workforce development policy:

1.  The WIB’s workforce development strategy should focus on incumbent worker training, as opposed to welfare-to-work or other labor market entry strategies. 

2.  The Workforce Investment Board should continue working with state and federal agencies, non-profit and for-profit educational institutions, public schools, the community college, and private employers to provide English language and job readiness skills training to support the hospitality and health care clusters.

3.  The Workforce Investment Board should promote short-term training that moves unskilled workers into low-skill occupations and that help low-skill workers move up the career ladder into paraprofessional, technical, craft, and trades positions in critical and emerging clusters. 

4. The Workforce Investment Board should continue to promote the development and diffusion of basic keyboarding and computer skills among workers in all critical and emerging clusters.

5.  The Workforce Investment Board should continue to strengthen the federal School-to-Career Initiative by insuring that public school teachers and program coordinators receive appropriate training for their role in the area workforce development system.

6.
The Workforce Investment Board should actively support the implementation of the Massachusetts Education Reform Act of 1993, the new state curriculum frameworks, and the SCANS competencies and foundation skills by sponsoring selected course modules that would be available to public schools teachers for professional development points.

7.  The Workforce Investment Board should facilitate greater business access to selected training for management and staff development, particularly in areas that involve cross-industry and transferable skills. 

8.  The Workforce Investment Board should continue using its funding to leverage additional funds, where possible, to meet the WIB’s specific workforce training goals. 
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1.00
Introduction

1.10
Cape and Islands Workforce Investment Board

The Cape and Islands Workforce Investment Board (C&I WIB) is a quasi-public regional agency responsible for overseeing publicly funded vocational education and training programs on Cape Cod and the Islands. The WIB is a private non-profit 501c(3) corporation formed to carry out the mandates of the federal Workforce Investment Act of 1998. The agency was first established in 1982 as a Private Industry Council that served both Cape Cod and the Greater New Bedford area. In 1992, however, the original service delivery area was split due to the Cape Cod's increasing population and its unique economic and workforce development needs.  The new local agency was re-named the Cape Cod, Martha's Vineyard, and Nantucket Regional Employment Board.  The organization adopted its current name when the Workforce Investment Act was implemented July 1, 2000.  The WIB administers a number of federal and state programs including the Career Opportunities Center in Hyannis (the federal one-stop career center), the School-to-Careers program, the Youth Council, the state Workforce Training Fund, and federally-funded programs operated by JTEC.

1.20
Workforce Area Policy Blueprint

The Center for Policy Analysis was retained by the WIB to update its Blueprint for 2002. The Blueprint contains five major sections:

· Economic Base Analysis: An economic and industrial base analysis of the Cape and Islands Workforce Area. The analysis includes a description of the area, an overview of historical and recent economic trends, description of the transportation and educational infrastructure, data on employment and wages, and the identification of the Workforce Area’s largest sectors and industries by employment and number of establishments. 

· Demographic Analysis: Provides a statistical profile of the area’s population including race/ethnicity, age, educational attainment, income, and housing.  

· Cluster and Sector Analysis: Identifies the area’s key business clusters based on employment ratios and rates of change in employment from 1997 to 2000. 

· Occupational Analysis: Projects the net job increases for the fastest growing occupations in the Workforce Area.  

· Vacancy Analysis: An analysis of employment trends in the Workforce Area and selected employer’s assessment of the area’s major training needs.

[This page left blank intentionally]

2.00
Economic and Industrial Base Analysis

2.10
Description of the Area   

The Cape Cod and Islands Workforce Area consists of twenty-three towns in Barnstable (Cape Cod), Dukes (Martha’s Vineyard), and Nantucket Counties (see Figure 1).  The area occupies 551 square miles and has a population of 246,737 (U.S. Census 2000).  The area is bordered by the Cape Cod Canal to the west, Cape Cod Bay to the north, and Nantucket Sound to the south. The islands of Martha’s Vineyard and Nantucket lie approximately seven and thirty miles offshore respectively in Nantucket Sound. The region’s fragile ecosystem is characterized by pristine beaches, beautiful oceans and bays, quaint villages, and is home to a diverse mix of plant and animal life. 

Cape Cod (Barnstable County) accounts for approximately 90 percent of the region’s total population, employment, and personal income and nearly three-quarters (72%) of its landmass.  The area’s major towns are Barnstable, Falmouth, and Yarmouth, which account for 42.7 percent of the region’s population. Because Martha’s Vineyard and Nantucket are islands, the area is often considered to have three sub-regions (Cape Cod, Martha’s Vineyard, and Nantucket), although all three share many of the same economic, demographic, and environmental characteristics. 

Figure 1
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2.20
Economic History

In 1620, Cape Cod was the Pilgrims’ first landfall, although they quickly sailed on to establish Plymouth Colony in eastern Massachusetts. At that time, the Wampanoag Indians inhabited Cape Cod and European settlement of the Cape proceeded slowly.  However, by the 1630s, the Cape’s fertile soil was attracting small groups of settlers, who migrated from Plymouth and the Bay Colony (Greater Boston) to establish the Cape’s first European settlements in Barnstable, Sandwich, and Yarmouth.  In less than a decade, Cape Cod became the “granary of Plymouth Colony” due to the successful cultivation of corn and wheat by its growing settlements.

The cranberry was added to the Cape’s list of agricultural products in 1683, when settlers began making juice from wild berries supplied to them by Indians.  In 1810, Captain Henry Hall of Dennis domesticated the cranberry by transplanting wild vines from the shoreline to his property and spreading sand on them to increase their yield.  Captain Hall’s technique was quickly copied by others and by 1820 the Cape’s cranberry growers were exporting a part of their crop to Europe.  The number of cranberry growers increased steadily throughout the 19th century, particularly after Abraham Lincoln declared the first national day of Thanksgiving in 1863.  Although cranberry acreage has been declining on the Cape and Nantucket since 1946, there are still 1,209 and 263 acres of cranberry bogs in Barnstable and Nantucket Counties, respectively, which is 10.3 percent of the state’s total bog acreage.

Additional settlers were attracted to the Cape & Islands region by growth in the whaling, fishing, and shellfishing industries. The whaling industry actually began on the Cape in the 1630s as whales were routinely found beached in large numbers along the Cape’s shoreline during the off-season for farmers.  The Cape’s farmers supplemented their income by stripping beached whales for their blubber and oil, which was sold profitably throughout New England.  Once the whale hunt moved off-shore, Nantucket emerged as a center of the world's whaling industry, which remained its chief source of income and employment for more than 150 years. The Cape & Island’s non-agricultural land-based economy mainly supported the whaling and fishing industries. The production of ropes, ships, canvas, and anchors were the primary manufacturing activities of the time. 

Despite the growth of whaling, fishing, and related manufacturing industries in the 19th century, much of the Cape & Islands remained undeveloped and isolated well into the 20th century.  In the 1920s, the region became a chic summer destination for the so-called New York intellectuals.  Eugene O’neill established the Provincetown Players and he was soon followed by other literary figures seeking to escape the hustle and bustle of New York City during the Roaring ‘20s.  However, it was not until after the Second World War that the Cape and Islands become a major attraction for out-of-state travelers seeking an inexpensive family summer vacation.  By the 1950s, the hospitality industry had emerged as the region’s leading industry.  During the last decade, tourism has been complemented by a growing retirement industry, while efforts to further diversify the economy have capitalized on the region’s attractive quality of life to promote an emerging high-technology and professional services sector.

2.30
Economic Overview

Cape Cod and the Islands have been one of the fastest growing economic areas in Massachusetts since 1990 as measured by growth in its population, labor force, new business establishments, and total employment. Cape Cod and the Islands is a unique region in Massachusetts because more than half of its economic base depends on the hospitality industry, retirees, second-home owners, and Cape and Islands residents who work in other parts of the state.
 It is estimated that six million tourists visit Cape Cod each year and that nearly two-thirds (65%) of all visitors to the Cape arrive in the summer and early fall months. A distinct characteristic of the area’s economy, when compared to the rest of the state, is that this annual seasonal fluctuation is overlaid on top of its long-term growth and the regular large-scale fluctuations associated with the nation’s business cycle. 

The Cape’s year round economy has grown significantly in the last decade, but its hospitality industry remains highly seasonal, because it depends on factors such as weather and the economic condition of those regions that supply its tourist trade.  To lessen the economic impacts of the slow winter months, Cape Cod officials are taking steps to lengthen the tourism season by attracting tourists during the “shoulder” periods in the early spring and late fall. The Cape Cod Chamber of Commerce is aggressively implementing a strategy to increase tourist visitations during the spring and fall shoulder seasons when total room demand on the Cape declines by 50,000 to 100,000 per month from the peak summer months (June through August).  One focus of this strategy is to attract small conferences and getaway weekends from nearby metropolitan areas. The promotion of getaway weekends is designed as a complement to shoulder season conferences, since business and professional conferences are frequently scheduled from Monday through Thursday, while getaway weekends attract visitors on Fridays and Saturdays (Hunter Interests 1996).

While the tourist and seasonal resident dollar is a vital cog in the Cape’s economic engine, the growing number of tourists is also threatening the Cape’s fragile environment.  The Cape has unsurpassed beaches, ponds, marshes, bays and dunes.  Furthermore, the water needs of the region are served by a single source aquifer.  To protect this ecosystem, much of the planning in the region is focused on balancing economic growth with preservation of the region’s environment. 

The Cape Cod Commission is responsible for developing a Regional Policy Plan for Barnstable County every five-years which sets Minimum Performance Standards for all developments with a regional impact. The Cape Cod Commission’s Regional Policy Plan was adopted in 1990 and revised in 1995. The latest Plan was adopted on March 20, 2002. The Regional Policy Plan does not change or alter any existing local, state, or federal regulations, but establishes performance standards in addition to existing regulations. Specifically, the Regional Policy Plan

sets forth a vision for promoting clean industries and resource-based industries that minimize environmental impacts; expanding the non-resort economy to promote year-round jobs; expanding the technology sector and supply of highly paid, highly skilled jobs; promoting the region’s telecommunications infrastructure to better serve high-tech, home, and small businesses; concentrating economic development in existing downtowns and village centers where infrastructure and transit can better serve growth;  and encouraging the reuse and development of existing structures rather than building new ones (Cape Cod Commission 2002b). 

As a result, economic development planners are emphasizing the recruitment and development of light-clean industries, such as high technology and professional services firms. Light clean industries generally provide high wage jobs while having less of an impact on the environment than traditional manufacturing. The region’s relatively high level of educational attainment provides an opportunity to develop emerging industries in high technology areas such as marine and environmental technology, software development, web development, and management consulting. However, the area has had less success in attracting high-tech industries because of its geographic isolation and thus economic development efforts have focused on developing existing industries and on entrepreneurs who want to start new businesses (Cape Cod Commission 2002a).  Meanwhile, efforts to lengthen the resort season by attracting tourists during shoulder periods in the early spring and late fall have been moderately successful. 

Finally, the Cape & Island’s economy differs from the rest of the state in two other important ways.  First, its population and labor force are growing faster than the rest of Massachusetts, which is placing severe pressure on the region’s land availability, municipal services, and transportation infrastructure. It is also creating more demand for year-round full-time employment in what has been a seasonal economy. Second, the Cape & Island’s economy relies more heavily on small businesses and proprietorships.  About 95 percent of all Cape and Islands businesses have less than 20 employees and 19.2 percent of all workers are self-employed in unincorporated businesses compared to only 6.4 percent statewide (US Census 2002).

2.40
Transportation Infrastructure

The principal highways on Cape Cod are U.S. Route 6 and State Routes 6A, 28, 151 and 132. State Route 3, Interstate 495, and Interstate 195 all converge near the Upper Cape and provide quick access to destinations west and north of the Cape. Automobile and passenger ferry service to Martha’s Vineyard and Nantucket is offered from Falmouth and Hyannis (Barnstable), while passenger ferry service to Boston departs from Provincetown during the summer months. Passenger service to Martha’s Vineyard is also available from New Bedford from May through September.

Automobile and truck access to the Cape is limited to the Bourne and Sagamore bridges via Route 25 and Route 3 respectively. The Cape’s limited road access and its relative geographic isolation can make getting to and from the area difficult, especially during the busy summer months. Average daily traffic has grown by roughly 3 to 4 percent each year, which has put an increasingly heavy burden on area roadways. This congestion also discourages many residents and visitors from driving to destinations outside of Cape Cod, which reinforces the region’s relative isolation from other parts of the state.  The absence of an extensive and well-developed highway system may also be a deterrent to business expansion, since transportation infrastructure remains an important factor in business location decisions.

The Cape and Islands can also be reached via three Primary Commercial Service airports located in Hyannis, Nantucket, and Martha’s Vineyard.
  The three airports combined annually accounted for 357,802 itinerant aircraft operations in 2001, which is nearly one-fifth (19.7%) of all itinerant aircraft operations at Massachusetts airports.
  The three airports combined annually accounted for 459,079 passenger enplanements in 2001.  The importance of the region’s airports to its economic vitality and accessibility is evident in the fact that whether measured in terms of itinerant operations or enplanements, the Nantucket, Barnstable, and Martha’s Vineyard airports are the second, third, and fourth busiest airports, respectively, in the state of Massachusetts (U.S. DOT 2001).

Cape Cod is accessible by air with connecting flights from Logan (Boston) and Green (Providence) airports to Barnstable Municipal Airport in Hyannis. Barnstable Municipal Airport (HYA) has two asphalt runways of 5,249 feet and 5,430 feet, as well as a control tower and instrument landing system (ILS).   Total annual passenger enplanements have risen by 37.3 percent, from 84,593 in 1992 to 116,156 in 2001.  Over $10 million of the State Transportation Bond Bill was allocated in 1997 for the expansion and renovation of the airport’s terminal.  The lower Cape is also accessible by air with a limited number of air taxi flights from Logan (Boston) to Provincetown Municipal Airport, although 91 percent of the airport’s operations are transient general aviation. Provincetown Municipal Airport has one runway, but no traffic control tower.

Martha’s Vineyard Airport  (MVY) in Vineyard Haven is served by Cape Air and US Airways Express on a year round basis and by Continental Express and United Express on a seasonal basis.  There is year-round scheduled service to the Martha's Vineyard Airport from Boston, Hyannis, Nantucket, New Bedford, and Providence. During the summer season, direct flights are provided to Newark, New York City, and Washington D.C.  MVY has two asphalt runways of 5,500 feet and 3,297 feet, as well as a control tower and instrument landing system (ILS).  Annual passengers enplanements increased from 41,203 in 1990 to 65,999 in 2001 (60.2%). 
Nantucket Memorial Airport (ACK) is served by six airlines, including Cape Air, Colgan Air, Continental Airlines, Delta Connection, Island Airlines, Nantucket Airlines, and US Airways Express.  ACK, a Primary Commercial Service facility, has three asphalt runways of 6,303 feet, 3999 feet, and 3,125 feet, as well as a control tower and instrument landing system (ILS). Total annual passenger enplanements have increased from 155,222 in 1992 to 276,924 in 2001 (+78.4%).

 
The Cape Cod Regional Transit Authority provides public transportation from Falmouth to Hyannis. Additional bus service runs on a regular schedule to Yarmouth, Dennis, Harwich, Chatham, Orleans, and Woods Hole. Bonanza Bus Lines also provides service from Hyannis to Fall River and New Bedford and then on to Providence and New York. Trolley service is offered on a seasonal basis in many Cape towns. These lines connect to the Plymouth and Brockton bus service, which provides bus service to downtown Boston, Logan Airport, and Provincetown. In Barnstable County, more residents are using public transportation to commute to work, from 911 workers in 1989 to 1,436 in 1999.  However, only 1.4 percent of Barnstable County residents use public transportation compared to 8.7 percent statewide  (U.S. Census 2000; Melo and Coleman 2002). 

Commuter rail service from Boston currently extends to Kingston and Plymouth and many Cape residents drive to these stations and take the rail to northern destinations. The Cape Cod Transit Taskforce is currently working to restore regular passenger rail service to the Cape. A draft 5-year Public Transportation Plan for Cape Cod (2002-2006) recommends improved bus service and other non-automobile forms of transportation such as seasonal rail service and bicycle lanes. The estimated cost over five years to implement and operate the plan’s initiatives is $60 million. 

Figure 2
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2.50
Higher Education Institutions

The Cape and Islands Workforce Area is served by three institutions of higher education. Cape Cod Community College in Barnstable is a two-year public community college that offers associate degrees in forty-seven fields.  Approximately 4,000 full- and part-time students attend the college. The College offers degree and certificate programs and training for business and industry. The College is fully accredited by the New England Association of Schools and Colleges. 

The Massachusetts Maritime Academy, located in Bourne, is a specialized four-year co-educational maritime and engineering college. It enrolls approximately 800 students and offers Bachelor of Science Degrees in Marine Engineering, Marine Transportation, Facilities and Environmental Engineering, Marine Safety, and Environmental Protection. The academy awards about 125 baccalaureate degrees in these fields each year, while its Division of Continuing Education offers an array of specialized certificate programs (Massachusetts Maritime Academy 2002).  

The academy’s Center for Maritime Training offers courses for professional mariners seeking to upgrade their professional skills and receive certification in the U.S. Coast Guard’s Standards of Training, Certification, and Watchkeeping for Seafarers (STCW).  The center also provides customized training programs for seagoing and maritime operations personnel.  The academy’s Center for Marine Environmental Protection & Safety provides training and certification in hazardous materials and oil spill response, while its commercial services division offers a Marina Management Certificate Program that prepares individuals for careers in marina and boatyard management.

Woods Hole Oceanographic Institute (WHOI) in Falmouth is the largest independent oceanographic institution in the world. The Massachusetts Institute of Technology (MIT) and WHOI share a cooperative academic program leading to graduate degrees in oceanography and oceanographic engineering.  This program enrolls about 125 graduate students and awards approximately 20 to 25 master’s and doctoral degrees each year (WHOI 2002, 58). Eighteen-month Postdoctoral Scholar awards are also offered to recent recipients of doctorates in the fields of chemistry, engineering, geology, geophysics, mathematics, meteorology, physics, and biology as well as oceanography. Various fellowships are also offered by the Institution.

2.60
Employment, Business Units, and Wages

The area’s total average employment increased from 91,288 in 1997 to 101,354 in 2000 (DET, ES-202 1997, 2000), an increase of 11.0 percent.  This compares to an employment increase of 7.5% statewide during this period. 

Table 1
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Unemployment
The average unemployment rate in June of 2002 in the Cape and Islands Workforce Area was 3.0 percent (LAUS, June 2002), which compares to a state unemployment rate of 4.6%. The region’s unemployment rate continues to fluctuate between seasonal extremes as a result of its resort-based industries.  For example, the region’s unemployment rate was 2.5 percent in July of 2001 (below the statewide average of 4.0 percent) and 6.4 percent in January of 2002 (compared to 5.0 percent for the state). As Figure 3 demonstrates, average unemployment rates in the area have been higher than the statewide average throughout the business cycle.  However, the area's unemployment rate has fallen into line with statewide unemployment trends in the last two years. 

Figure 3
[image: image7.wmf]Cape & Islands WIA Unemployment Rate, 1990 to 2001 

0.0%

2.0%

4.0%

6.0%

8.0%

10.0%

12.0%

1990

1991

1992

1993

1994

1995

1996

1997

1998

1999

2000

2001

Cape & Islands WIA

Massachusetts


Business Units

The Cape and Islands added 694 (+7.3%) net new business establishments between 1997 and 2000. The Cape and Island’s economy has long been distinguished from other regions of the state by its reliance on small businesses and proprietorships. The economy is based on small business with 95 percent of all Cape and Islands businesses having less than 20 employees (Cape Cod Commission 2002a).  In addition, approximately 12 percent of the region’s residents are self-employed, which is twice the statewide average of 6 percent (US Census 1990).  

Wages and Income

Average annual earnings in the area are $29,869 (DET ES-202 2000) or 48.4 percent below the statewide average of $44,329 (2000). The region’s hospitality industry has a significant impact on wage levels, which are well below statewide averages due to seasonal unemployment in the hospitality industry and the large number of low-wage or part-time jobs in related service occupations.

However, wage data alone conveys an overly pessimistic picture of residents’ economic situation.  Much of the seasonal volatility and low-wage jobs impact high school students, college students, and temporary foreign workers, who migrate to the Cape and Islands during the resort season specifically for temporary employment.  Many seasonal jobs are also held by moonlighters, homemakers, and retirees, who supplement family income by working temporarily during the resort season, but do not rely exclusively on this seasonal income.

Moreover, when one examines data on total personal income (from all sources) for the region, income for year-round residents compares favorably to the state as a whole (see section 3.20 below).
  Total personal income for the area increased from $4.9 billion in 1990 to $9.1 billion in 2000.  During this period, the region’s total personal income increased by 86.5 percent compared to a 71.5 percent increase statewide. Most importantly, total personal income per capita for the Cape and Islands is $36,687, which is 97.3 percent of the statewide average of $37,704 (BEA 1990, 2000).

The different pictures conveyed by a simplistic reading of ES-202 wage data versus data on total personal income reveals that there is much more disposable income on the Cape and Islands than would appear to be the case if one looks only at wage data.  Much of the  seasonal income generated by the region’s hospitality cluster supplements year-round household income as moonlighters, homemakers, retirees, and high school students enter the seasonal labor market.  Personal income data also supports the conclusion that the “retirement industry” has emerged as a significant regional export that brings additional income to the region (see section 3.10 below).  This income helps fuel growth in the region’s residential real estate, health care, retail, financial services, and professional services industries on a year-round basis.

2.70
Occupational Mix

Table 2 shows the occupational make-up of the Cape and Islands Workforce Area and of Massachusetts.  

Table 2
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2.80
Largest Employment Sectors

The three largest employment sectors in the Cape and Islands Workforce Area are Services (31%), Retail Trade (30%), and Government (15.0%) (see Figure 4). 

Figure 4
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Between 1997 and 2000, there was employment growth in all sectors of the Cape and Islands economy with the largest percentage increases in Wholesale Trade (+36.7%), Construction (34.7%), and Agriculture (15.5%) (see 
Figure 5
). The largest absolute increase in the number of jobs was in Retail Trade (2,831), Services (2,647), and Construction (1,481) (see Figure 6). 
Figure 5
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Figure 6
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2.90
Largest Industries by Employment

Table 3 lists industries in the Cape and Islands Workforce Area by size of employment.  Most of the largest industries are in the service and retail sectors
. 

Table 3
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SIC

Employment

Code

Industry Name

58

Eating and Drinking Places

12,922

10.5%

12.7%

80

Health Services

10,068

-2.9%

9.9%

59

Miscellaneous Retail

5,223

9.8%

5.2%

54

Food Stores

5,122

4.8%

5.1%

70

Hotels Rooming Houses Camps and Other Lodging 

4,735

8.8%

4.7%

17

Construction - Special Trade Contractors

3,803

33.6%

3.8%

87

Engineering, Accounting, Research, Management 

3,139

17.5%

3.1%

83

Social Services

2,624

23.0%

2.6%

73

Business Services

2,363

27.6%

2.3%

55

Automotive Dealers and Gasoline Service Stations

2,204

9.6%

2.2%

07

Agricultural Services

2,086

19.1%

2.1%

79

Amusement and Recreation Services

1,914

7.0%

1.9%

56

Apparel and Accessory Stores

1,841

2.6%

1.8%

65

Real Estate

1,796

10.7%

1.8%

15

Building Cnstrctn - General Contractors & Operative 

1,699

48.9%

1.7%

60

Depository Institutions

1,652

4.6%

1.6%

52

Building Matrials Hrdwr Garden Supply & Mobile 

1,538

19.3%

1.5%

53

General Merchandise Stores

1,475

16.8%

1.5%

51

Wholesale Trade - Nondurable Goods

1,395

78.4%

1.4%

50

Wholesale Trade - Durable Goods

1,274

8.9%

1.3%

72

Personal Services

1,176

7.2%

1.2%

57

Home Furniture Furnishings and Equipment Stores

1,067

23.2%

1.1%

27

Printing Publishing and Allied Industries

1,054

-9.8%

1.0%

75

Automotive Repair Services and Parking

1,029

13.6%

1.0%

        Source:  Massachusetts Division of Employment and Training ES-202
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3.00
demographic Analysis

3.10
Population

 The Cape and Islands Workforce Area has a total population of 246,737 (U.S. Census 2000) (see Table 4). The area’s population has been increasing at a much faster rate than the state as a whole. For example, from 1980 to 1990, the area’s population increased by 26.3 percent compared to 5.0 percent for the state. During the 1990’s the area’s population continued to outpace the statewide rate, increasing by 20.8 percent compared to a 5.5 statewide. Retirees and commuters to the South Shore and Boston fueled much of this growth, which is increasingly placing pressure on the region’s infrastructure and environment. Nantucket had the highest rate of population growth in the decade (+58.3%), followed by Martha’s Vineyard (+28.8%), and Cape Cod (+19.1%).  Cape Cod and the Islands accounted for 3.9 percent of the state’s population in 2000 compared to 3.4 percent in 1990.  The area’s population is 47.6 percent male and 52.4 percent female. 

Table 4
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% Incr.

1990

2000

99 to 00

Cape Cod

BARNSTABLE

40,949

47,821

16.8%

BOURNE

16,064

18,721

16.5%

BREWSTER

8,440

10,094

19.6%

CHATHAM

6,579

6,625

0.7%

DENNIS

13,864

15,973

15.2%

EASTHAM

4,462

5,453

22.2%

FALMOUTH

27,960

32,660

16.8%

HARWICH

10,275

12,386

20.5%

MASHPEE

7,884

12,946

64.2%

ORLEANS

5,838

6,341

8.6%

PROVINCETOWN

3,561

3,431

-3.7%

SANDWICH

15,489

20,136

30.0%

TRURO

1,573

2,087

32.7%

WELLFLEET

2,493

2,749

10.3%

YARMOUTH

21,174

24,807

17.2%

Sub-Region Total:

186,605

222,230

19.1%

Martha's Vineyard

CHILMARK

650

843

29.7%

EDGARTOWN

3,062

3,779

23.4%

GAY HEAD

201

344

71.1%

GOSNOLD

98

86

-12.2%

OAK BLUFFS

2,804

3,713

32.4%

TISBURY

3,120

3,755

20.4%

WEST TISBURY

1,704

2,467

44.8%

Sub-Region Total:

11,639

14,987

28.8%

Nantucket

6,012

9,520

58.3%

Region Total:

204,256

246,737

20.8%

Source:  U.S Bureau of the Census, 2000

Cape and Islands Workforce Investment 

Area Population


The Cape and Islands Workforce Area is home to a high number of retirees and consequently the median age of the region’s residents (44.3 years) is higher than the state median (36.6 years) and higher than all other regions in Massachusetts.  The percentage of Cape and Islands residents who are aged 19 to 64, the years when most people are in the full time workforce, is 57.4 percent. This compares to a statewide average of 62.8 percent. From 1990 to 2000, the area’s population increased in ten of the thirteen census categories.  Most notably, the area’s population declined in the 20 to 24 (-1,682) and 25 to 34 (- 5,084) year age groups.  The out-migration of these residents is an issue since many are the area’s brightest students and skilled individuals who leave to attend college or to find opportunities that are not available on the Cape or Islands.  

Table 5
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In general, the population statewide is more diverse than in the Cape and Islands Workforce Area. Ninety-four percent of residents in the Cape and Islands  (94.0%) are white Caucasian compared to 79.6 percent statewide (U.S. Census 2000). African Americans are the largest ethnic minority on the Cape and Islands at 2.1% of the population, followed by Hispanics (1.4%), and Asians (0.6%). Residents of “other races” make up 1.8% of the area’s population. 
Table 6
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3.20
Total Personal Income Per Capita

Total personal income for the Cape and Islands Workforce Area increased by 86.5 percent from 1990 to 2000.  This compares to a 71.5 percent increase for the state as a whole. Total personal income per capita for the Cape and Islands Workforce Area is $36,687.  Total personal income per capita is $42,393 on Nantucket, $34,323 on Martha’s Vineyard, $36,417 in Barnstable County, and $37,704 for the entire state (BEA 1990, 2000).  

Table 7
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3.30
Educational Attainment 

The area’s population is more educated than the state as a whole. This is partly attributable to the region’s highly educated retirement community. More than ninety-one percent (91.7%) of Cape and Islands residents have a high school diploma compared to 84.8 percent for the state. Cape and Islands residents are also slightly more likely to have a Bachelor’s degree or higher (34.0%) compared to residents statewide (33.2%) (see Figure 7). 

There are only small differences in educational attainment levels between the sub-regions. In Barnstable County, 91.8 percent of residents have a high school diploma, compared to 90.4 percent of residents in Martha’s Vineyard and 91.6 percent of residents in Nantucket. In Barnstable County, 33.6 percent of residents have a Bachelor’s Degree or higher, while 38.4 percent of residents in Martha’s Vineyard, and 38.5 percent of residents in Nantucket have a Bachelor’s degree or higher (US Census 2000).

While it is difficult to measure the educational attainment levels of the Cape’s working population, public high school students on Cape Cod score higher than the state averages on several indicators. For example, the average four-year dropout rate for the Cape’s school districts is 3.1 percent, compared to a statewide average of 3.5 percent.  Non-vocational Cape Cod students also attend four-year colleges at a higher rate (59.0%) than do students statewide (53.6%). The average MCAS scores for non-vocational public high schools on the Cape and Islands are above state averages.  The total MCAS score in 2001 for the Cape and Islands is 2,138, compared to a statewide average of 2,121.
  Finally, the percentage of students earning a competency determination, which will be a requirement for graduation beginning in 2003, is 82.2 percent on the Cape and Islands and 76.0 percent statewide.    

The area’s public school students are above the state averages in many educational outcomes despite the concern that the area’s schools are being under-funded by the state’s education aid formula.  The formula considers the Cape and the Islands to be wealthy communities because they have high property values, although wages and per capita income levels in the area are below state averages. There are also areas of working poor in some communities. Furthermore, rapidly increasing enrollments are placing increased requirements on the public schools to provide services that meet the needs of a growing student population. Funding that awards state education dollars to school districts based on property values rather than income has limited the ability of many of the schools to institute new programs or to expand existing ones.
A major component of Cape Cod’s economic development strategy is to attract and expand light-clean industries such as high technology and professional services firms. These industries generally pay high wages while having smaller environmental impacts in comparison to traditional manufacturing firms. The region’s relatively high level of educational attainment, and the excellent performance of its public high school students, provide an opportunity to develop these emerging industries on the Cape.

While there are no research universities or four-year colleges in the Workforce Area to support technology transfer in the traditional sense, this should not pose a problem for the development of the Cape’s knowledge-intensive sector.  The Cape’s attractive quality of life, high levels of educational attainment, and the availability of broadband access (e.g., T-1 lines) have created a business climate that supports the emergence of firms that occupy specialized niches in research (WHOI), training (MMA), and intellectual property development (e.g., software, switching technology, web development, environmental technology, etc.) as opposed to large-scale manufacturing facilities.

Even where these firms do not create large numbers of new jobs, as with manufacturing facilities, they have the capacity to generate significant amounts of regional export revenue through research grants, patent sales, license, royalty, and consulting income. Since many of these firms are individual proprietorships or professional corporations they avoid many of the land use and population pressures created by manufacturing facilities.  The most notable example is Woods Hole Oceanographic Institute, which has a total operating budget of $105.6 million, including $88.8 million in sponsored research revenues and $7.5 million in educational services revenue. Nearly of all of this income accrues from the regional export of research, educational, and financial services, which attract students and scholars, government-sponsored research grants, private donations, and endowment income (WHOI 2002, 64, 66).


Another variant of this model is the National Graduate School (NGS) in Falmouth, which offers a Masters of Science degree in Quality Systems Management.  The NGS focuses on working professionals who are looking for an accelerated weeknight or weekend graduate program in business.  The NGS delivers its program at multiple locations in Massachusetts and in Florida, Texas, and the Washington, D.C. area (NGS 2002).

However, a potential challenge to this strategy is that many of the area’s brightest students leave the area to attend colleges and universities off-Cape. These individuals are less likely to return to the area if there are no jobs available that match their skills.  The result is that the region loses the type of potential hi tech entrepreneurs, who fuel the expansion of the knowledge-intensive sector.  The challenge for the region is to find a way not only to sustain its high level of educational performance, but to provide avenues for educated residents to apply their knowledge and skills in the local area in ways that seed further business growth in this cluster.

Figure 7
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3.40
Housing

The supply of moderately priced housing for year round Cape and Islands residents and seasonal workers is shrinking as housing costs escalate at a faster rate than the state. The average single family home price on the Cape and Islands in 2001 was $262,548 compared to $225,000 for the state (The Warren Group 2001).  The average home price on the Cape and Islands has increased by 111.7 percent since 1996, compared to 61.8 percent for the state.  Moreover, the rate at which home prices on the Cape and Islands are outpacing the state is continuing to widen each year. For example, the average home price in the region increased by 7.3 percent from 1996 to 1997 (compared to 6.0% statewide), while the average home price in the region increased by 25.8 percent from 2000 to 2001, compared to 9.6 percent statewide.

Nevertheless, the average home price for the Cape and Islands region is 36.9 percent below the Greater Boston average of $365,083. Thus, the Cape and Islands region continues to attract an influx of commuters to Falmouth, Sandwich, and Mashpee.  These residents ultimately drive up prices and create an affordability crisis for many long-term residents who work on the Cape.  The same effect occurs on the Islands because of seasonal residents who purchase summer and retirement homes.

Table 8
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4.00
Cluster and sector analysis
The Cape and Islands Workforce Area has several identifiable business clusters, which consist of firms in two or more related sectors that are linked together through customer, supplier, labor market, or other relationships. A cluster is “a geographically proximate group of interconnected companies and associated institutions,” which can include end-product or service companies, suppliers of specialized inputs, components, machinery, and services” (Porter 2002, 199).  Clusters may also include producers of complementary products or services, specialized infrastructure providers (e.g., telecommunications, internet), government, and other institutions that provide specialized training, education, information, research, and technical support to a cluster’s key firms.  Clusters emerge in geographic concentrations mainly to take advantage of natural resources, specialized labor pools, industry-specific infrastructure, inter-modal transportation networks, and other threshold externalities attributable to business clusters.  Cluster analysis often provides a deeper insight into the sources of competitive advantage because it captures “linkages, complementaries, and spillovers of technology, skills, information, marketing, and customer needs that cut across firms and industries (Porter 2002, 205).
The Workforce Area’s key business clusters are identified as (a) critical existing, (b) emerging, and (c) critical and emerging. Critical clusters are defined as related groups of businesses that employ 3 percent or more of total employment in the Workforce Area.  An emerging industry could fall below the 3 percent threshold if it is showing rapid growth (e.g., from 1% to 2% of total employment over the last 10 years). The area’s critical and emerging industries are identified based on past and projected rates of growth in employment and number of business units. An industry may be both critical and emerging.

Employment declined in several industries that are part of the clusters identified in this report. However, employment losses should not be interpreted as an assessment of the profitability and financial health of an industry, the demand for its products or services, or the condition of individual firms within an industry.  An industry can be shedding total employment, while increasing annual output, sales, and profits through organizational restructuring or technological innovations that allow firms in the industry to produce greater volumes of a good or service with fewer employees.  It is also possible for individual firms to be stable or expanding within a declining industry due to higher productivity, superior marketing, or the capture of niche markets where they face little competition from other firms in the industry.  The term also does not describe the quality of the jobs created or lost in a particular industry, since an expanding employment sector can be creating low-wage jobs with few benefits, while a declining sector could be restructuring its workforce to rely more heavily on high-wage skilled employees that achieve higher rates of productivity due to their use of technology.

Our analysis identified seven industry clusters in the Cape and Islands Workforce Area: 

	Cape and Islands Workforce Area: Major Clusters

	Critical and Existing

	
	Cluster
	% Total Employment

         1997                     2000

	
	Financial Services
	4.9%
	4.7%

	
	Health Services
	11.4%
	9.9%

	
	Hospitality
	23.5%
	23.1%

	
	Knowledge Intensive
	14.1%
	14.6%

	
	       Educational Services
	6.9%
	7.6%

	
	       High Technology
	2.6%
	2.4%

	
	       Professional Services
	4.7%
	4.7%

	
Critical and Emerging

	
	
Cluster
	% Total Employment

1997                     2000

	
	Construction
	6.1%
	7.2%

	
	Distribution
	2.6%
	3.1%

	
Emerging

	
	
Cluster
	
% Total Employment

1997                   2000

	
	 Social Services
	2.3%
	2.6%


Six of the seven clusters employ more than three percent of the Workforce Area’s workforce and are therefore considered critical clusters. The Social Services cluster employs less than three percent of the workforce, but it has been identified as an emerging industry because it has experienced rapid employment growth since 1997. Between 1997 and 2000 employment decreased in one of the seven clusters (Health Services)
, while real wages declined in one cluster (Social Services) (see Figure 8). Thirteen employment sectors within the clusters showed substantial employment gains and real wage increases.  These sectors are:

· Advertising (Professional Services)

· Building Materials (Construction)

· Computer Programming, Data Processing (High Technology)

· Engineering, Accounting, Research, and Management (Professional Services)
· General Contractors (Construction)

· General Merchandise Stores (Hospitality)

· K-12 Private (Educational Services)

· Museums, Galleries, and Gardens (Hospitality)

· Offices and Clinics of Doctors (Health Services)

· Periodicals (Professional Services)

· Residential Care (Health Services)

· Special Trade Contractors (Construction)

· Wholesale Trade – Nondurable Good (Distribution)
Figure 8
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4.10
Critical Existing Clusters

4.11
Financial Services

The financial services cluster consists of seven major groups. Depository institutions include establishments such as commercial banks and savings institutions. Non-depository institutions include establishments engaged in extending credit in the form of loans, but not engaged in deposit banking.  Security and commodity brokers includes establishments engaged in the underwriting, purchase, sale, or brokerage of securities. Insurance carriers include carriers of insurance of all types, while insurance agents include agents and brokers dealing in insurance. Real estate includes real estate operators, and owners and lessors of real property, as well as buyers, sellers, developers, agents, and brokers.  Holding and other investment offices include investment trusts, investment companies, holding companies, and miscellaneous investment offices.  As Table 9 shows, real estate employment in the Cape & Islands Workforce Area accounts for a much larger share of total employment in the cluster than it does for the entire state, while the reverse is true for securities and commodities brokers and insurance carriers.

Table 9
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	Depository Institutions (SIC 60)
	34.5%
	27.0%

	Non-Depository Institutions (SIC 61)
	4.3%
	4.2%

	Securities & Commodities Brokers (SIC 62)
	5.8%
	22.9%

	Insurance Carriers (SIC 63)
	3.1%
	20.0%

	Insurance Agents (SIC 64)
	14.0%
	9.1%

	Real Estate (SIC 65)
	36.3%
	14.3%

	Holding & Other Investment Cos. (SIC 67)
	1.1%
	2.5%


The financial services cluster accounts for 4.7 percent of the Workforce Area’s total employment or 4,791 jobs (ES202, 2000). This is a decrease from 4.9 percent of the area’s total employment in 1997 (4,465 jobs). While the cluster accounts for a smaller percentage of the Workforce Area’s total employment, employment in the cluster increased by 7.3 percent from 1997 to 2000 (+ 326 jobs) (see Figure 9). This compares to employment growth of 7.5 percent in the cluster statewide. Employment decreased by 18.7 percent for insurance carriers (-26 jobs), 0.3% for insurance agents (-2 jobs), and 8.2 percent for holding companies (-4 jobs). 

Much of the decline in the insurance industry is due to consolidation and downsizing, while some auto insurers simply left the state during the 1990s. The banking industry (depository institutions) is still undergoing a wave of mergers and acquisitions that introduce greater economies of scale and therefore reduce the demand for labor in the industry even though it continues to grow in other respects.  The introduction of automated banking services (e.g., ATMs and Internet banking) as well as other technological innovations have further reduced demand for labor in the banking industry. Real estate added the most employees over this period (+173), followed by depository institutions (+73), securities and commodities brokers (+72), and non-depository institutions (+40 jobs). The largest employers in the cluster are real estate (1,796), depository institutions (1,652 jobs), and insurance agents (623 jobs). 

The average annual wage in the financial services cluster is $40,504, which is 48.1 percent lower than the average financial services wage statewide ($78,154), although it is 35.6 percent higher than the average annual wage for all industries in the Workforce Area ($29,869). Average annual wages in the cluster range from a low of $28,494 for real estate to $108,130 for securities and commodities brokers.   Real wages in the cluster increased by 14.8 percent from 1997 to 2000 which is less than half the increase statewide (32.7$).  The real wage increase statewide is primarily a result of wage increases in holding companies (+73.0%) and securities and commodity brokers (+45.7%), while in the Cape and Islands Workforce Area, real wages rose most significantly in real estate (21.9%) and securities and commodities brokers (20.5%). 

Overall, the number of units in the cluster increased by 76 from 1997 to 2000. The most significant gains in business units were found in real estate (46 unit increase), non-depository institutions (13 unit increase), and depository institutions (12 unit increase). The average business size in the cluster is 6.4 employees. The five largest private employers in the cluster are New Seabury on Cape Cod, Cape Cod Five Cents Savings Bank, Cape Cod Bank and Trust Company, Fleet Bank, and Aubrey Consulting, Inc. 

Employment in the Financial Services cluster may slow or decline as banks and insurance companies restructure to consolidate costs (DET SDA). However, rising incomes and an increasing number of baby boomers commuting to the Boston area, retirees, and second home owners will continue to pump money into the cluster and may offset employment losses due to consolidation. In fact, the age group with the highest absolute and percentage growth from 1990 to 2000 in the Workforce Area is the 45 to 54 age cohort (U.S. Census 2000), a group which is in their peak savings and investing years.

Employment in the real estate industry, which accounts for more than one in three jobs in the cluster, should continue to increase as new home sales grow and second homes are rented out, although an increasing number of second homeowners are moving in full time.  There is also a strong connection between the real estate and banking industries (Cape Cod, Martha’s Vineyard, and Nantucket Regional Employment Board 1998). Regardless of employment growth or decline in the cluster, its industries will play a major role as the area expands by providing business and home loans and investment options to a growing population and expanding economy (Cape Cod, Martha’s Vineyard, and Nantucket Regional Employment Board 1998).
Figure 9
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4.12
Health Services

Health services include hospitals, nursing homes, home care providers, health maintenance organizations, medical laboratories, rehabilitation facilities, group medical practices, and individual practitioners. Home health care services and nursing and personal care facilities account for a larger share of the health services cluster in the Workforce Area than it does statewide (see Table 10). Conversely, hospitals account for a larger percentage of the health services cluster in the state than in the Workforce Area. 

Table 10
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	Offices and Clinics of Doctors of Medicine (SIC 801)
	12.8%
	16.1%

	Offices and Clinics of Dentists (SIC 802)
	6.2%
	5.6%

	Offices and Clinics of Doctors of Osteopathy (SIC 803)
	0.3%
	0.0%

	Offices and Clinics of Other Health Practitioners (SIC 804)
	4.0%
	3.2%

	Nursing and Personal Care Facilities (SIC 805)
	26.8%
	19.2%

	Hospitals (SIC 806)
	25.1%
	43.9%

	Medical and Dental Laboratories (SIC 807)
	1.4%
	1.4%

	Home Health Care Services (SIC 808)
	21.6%
	6.4%

	Miscellaneous Health and Allied Services (SIC 809)
	1.9%
	4.3%


Health services’ share of the Workforce Area’s total employment declined from 11.4 percent (10,366 jobs) in 1997 to 9.9 percent (10,068 jobs) in 2000 (ES-202 2000).  Total employment in the cluster also declined by 2.9 percent over this period, while it declined by 0.7 percent statewide. Population growth, particularly among retirees, and the availability of Medicare and Medicaid reimbursements for services to the elderly and low-income residents have supported growth in this cluster during much of the 1990s. Government cutbacks in reimbursements and fee caps, as well as cost controls implemented by HMO’s, hospitals, and nursing homes are now constraining employment and wage growth in this industry.  

In the future, restraints on growth in the health care cluster will be partially offset by the continued aging of the Cape’s population, its attractiveness to retirees, and by more affluent retirees who can afford top quality health care.  At the same time, as the Cape and Islands approach their maximum build-out and population capacity, health services employment is likely to stabilize somewhere around its current ratio (Massachusetts Division of Employment and Training 1998).   For this reason, it should be noted that part of the recent employment decline in the health care cluster is the statistical effect of unfilled job openings as health care firms and unions report difficulty filling openings created by retirement, relocation, and other forms of job turnover.  Thus, part of the apparent employment decline is really the result of a chronic labor shortage in this cluster, rather than a result of declining demand for labor (Bushnell 2002; Lewis 2002).

The largest absolute employment gains in the cluster were in doctor’s offices (+237) and hospitals (+291) (see Figure 10).  Most of the employment decline in the cluster is attributable to losses in home health care services where employment declined by 37.6 percent or 842 jobs.  There were significant percentage employment losses in medical/dental labs but this industry accounted for only 0.8 percent of employment in the cluster. The largest employers in the cluster are hospitals (2,890), nursing and personal care facilities (2,694), doctor’s offices (1,561), and home health care services (1,396). 

The average annual wage in the health services cluster is $35,943, which is 4.1 percent lower than the average health services wage statewide ($37,488), but 20.3 percent above the average annual wage for all industries in the Workforce Area ($29,869). Average annual wages in the cluster range from a low of $22,703 in home health services to $55,679 in doctor’s offices. Real wages increased faster than the statewide average, increasing by 12.0 percent in the Workforce Area compared to 3.6 percent for the state.  Thus, while employment in the cluster declined from 1997 to 2000, real wages increased by more than three times the statewide average. Similarly, while employment declined by 37.6 percent for home health services, real wages in the industry increased by 14.9 percent.
The number of business units in the cluster declined by 4 from 1997 to 2000 with the most significant losses in offices and clinics of other health practitioners
(-11 units) and home health care services (-8) units.  These losses were offset by doctor’s offices, which added 20 units over this period. Over the past two years, a merger of large health care providers occurred as Cape Cod Hospital in Hyannis, Falmouth Hospital, and the Cape’s three Visiting Nurse Associations merged into Cape Cod Health Care, Inc.  The largest employers in the cluster are Cape Cod Health Care, Hospice Association of Cape Cod, Brewster Senior Care Center, Martha’s Vineyard Hospital, and Nantucket Cottage Hospital. 

Figure 10
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4.13
Hospitality

The hospitality cluster is the largest in the Workforce Area and includes eight major groups: general merchandise stores, food stores, apparel and accessories, eating and drinking places, miscellaneous retail, hotels and other lodging places, amusement and recreation services, and museums.
 Except for hotels and lodging, which account for twice the share of employment in the cluster compared to the state, the employment make-up of the Workforce Area’s hospitality cluster is similar to that of the state (see Table 11).  

Cape Cod and the Islands are a leading tourist destination for Massachusetts, New England, and Mid-Atlantic residents.
 It is estimated that nearly 6 million visitors come to the region each year and spend nearly $1 billion annually. While the Workforce Area’s year round economy has diversified over the last decade, the hospitality cluster remains the cornerstone of the area’s economy. Despite efforts to lengthen the tourism season by attracting tourists during the shoulder periods in the early spring and late fall, the area’s hospitality industry remains highly seasonal with total room demand on the Cape alone declining by 50,000 to 100,000 rooms per month from the peak summer months to the industry’s winter trough. The industry, in particular, is highly sensitive to factors such as weather and the economic condition of other regions and states that fuel its tourist trade.
 

Table 11
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	General Merchandise Stores (SIC 53)
	2.1%
	4.5%

	Food Stores (SIC 54)
	8.0%
	9.3%

	Apparel & Accessories Stores (SIC 56)
	2.9%
	3.9%

	Eating and Drinking Establishments (SIC 58)
	40.9%
	41.6%

	Miscellaneous Retail (SIC 59)
	16.7%
	19.7%

	Hotels & Other Lodging (SIC 70)
	20.3%
	10.0%

	Amusement & Recreation Svcs. (SIC 79)
	8.3%
	9.5%

	Museums, Galleries, Gardens (SIC 84)
	0.8%
	1.4%


The hospitality cluster accounts for 23.1 percent of the region’s total employment or 23,419 jobs (ES-202 2000). This is a decline from 23.5 percent of the region’s total employment in 1997.  This decline highlights a trend that has occurred over the past few years as efforts have been made to diversify the region’s economy, although tourist traffic was also slowing as the United States economy was slowing in 2000 and slumped into recession in March of 2001.  While the industry accounts for a slightly lower percentage of the region’s total employment compared to 1997, total employment in the hospitality cluster increased by 9.3 percent from 1997 to 2000 (+1,993 jobs). Statewide, employment in the hospitality cluster increased by 7.7 percent over this period (see Figure 11). Hospitality employment in the Workforce Area increased in all industries and most significantly in eating and drinking places (925 jobs or 10.5%), hotels and other lodging (384 jobs or 8.8%), and miscellaneous retail (349 jobs or 9.8%). The largest industries in the cluster are eating and drinking places (9,692), hotels and other lodging (4,735), and miscellaneous retail (3,917).  When the effect of indirect and induced impacts is calculated, the hospitality cluster generates approximately 39 percent of the region’s total employment.

The annual average wage in the hospitality cluster is $18,607, which is 5.7 percent lower than the average hospitality wage statewide ($19,734) and 37.3 percent lower than the average annual wage for all industries in the Workforce Area ($29,869). Average annual wages in the cluster range from a low of $16,258 for eating and drinking places to a high of $21,393 for hotels and other lodging places.  Real wages in the hospitality industry increased by 6.8 percent from 1997 to 2000 and increased by 10.7 percent statewide. Real wages increased most significantly in hotels and other lodging (12.5%) and eating and drinking places (8.6%) and declined in general merchandise stores (-1.2%).

Overall, the number of units in the cluster increased by 113 from 1997 to 2000. The most significant gains in business units were in eating and drinking places (72 unit increase), miscellaneous retail (31 unit increase), and amusement and recreation services (17 unit increase). Apparel and accessory stores (-8 units) and hotels and other lodging (-4 units) lost units over this period. The average business size in the cluster is 7.6 employees.  The cluster’s five largest private employers in the area are Starwood Hotels & Resorts, Daniel Webster Inn, Stop & Shop, Shaw’s Supermarkets, and Ocean Edge Resort. 

Figure 11
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Foreign Temporary (H2B &J1) Workers 

The Cape’s seasonal hospitality cluster has always attracted foreign temporary workers. These workers are admitted to the United States on H2B and J1 visas. Temporary workers on H2B visas are admitted “to perform services of an exceptional nature (such as artists, athletes, or entertainers) or to perform temporary services or labor when persons capable of performing such services or labor cannot be found in this country (U.S. Department of Justice 1999, 102).
 Jamaicans comprise the single largest group of foreign temporary workers and account for about 30 to 35 percent of all H2B FTWs arriving on the Cape.
 There are also a much smaller number of Jamaican students in the seasonal workforce on J1 visas. Foreign students on J1 visas come to the United States to earn money for college or to satisfy college requirements and receive course credits. It appears that France is currently the main source of work abroad students on Cape Cod. Ireland has been a traditional source of college students and other foreign temporary workers, but Eastern Europe is now a growing source of college student labor including students from Russia, Belarus, Poland, Latvia, Lithuania, Czech Republic, Slovakia, and Bulgaria being the countries mentioned most frequently by employers. 

It is estimated that Cape Cod’s hospitality industry accounts for approximately 15 percent of all H2B temporary workers admitted to the United States each year and that foreign college students account for about 5.2 percent of the Cape’s seasonal workforce (Barrow and Borges 2000). However, this estimate is valid only if one assumes that each worker is employed in one seasonal (ES-202) position. Some foreign workers are employed at two or even three jobs during the tourist season and, consequently, foreign temporary workers (H2B and J1) account for more seasonal “jobs” than their numbers would indicate at first glance.  Thus, it is estimated that these groups may account for up to 25 percent of the total seasonal workforce when measured by the number of ES-202 positions (the standard total employment measurement)
 (Barrow and Borges 2000).

Foreign temporary workers have become a vital component of the Cape’s seasonal workforce for two reasons.  Foreign temporary workers provide an important bridge into the spring shoulder season that is only partially filled by retirees, many of whom tend not to return to the Cape until sometime in May. Likewise, FTWs allow many employers to continue operating deep into the fall shoulder season even after many retirees in the seasonal workforce leave for warmer climates after Columbus Day and students return to school.  Foreign temporary workers also play an exceptional role in mitigating the Cape’s general labor shortage because they usually work 2 to 3 jobs, which has allowed the Cape to push beyond the frontiers of full employment during the high season. 

The H2B and J1 visa programs will continue to be a major source of hospitality employees for the Cape. There are also possibilities for partnerships and labor exchanges with opposite season resorts in northern New England and upstate New York. The states of Vermont, New Hampshire, and New York have a November to April winter ski season.  In the southern United States, the high season for Florida and South Carolina is during the winter and spring months.  Consequently, there are opportunities to provide year round employment to seasonal workers through greater coordination with winter resorts in upstate New York, New England, and the Southern United States.  These opportunities include intra-corporate transfers and labor exchanges within firms that have business properties in multiple locations, annual job fairs and labor exchanges among opposite season resorts to be arranged by private business organizations, government or private employment agencies, and advertising job openings with the state employment security agency in those states at the end of the winter or spring season.

Importantly, there is an unmet need in the Workforce Area for front line managers in areas such as hotel and restaurant management. While a majority of the jobs filled by H2B and J1 employees are low skill, this group possesses a variety of skills that can be applied to higher skilled positions such as front-line management. 

4.14
Knowledge Intensive Sector

The knowledge intensive cluster includes industries that create and disseminate knowledge (Forrant, Moss, and Tilly 2001). These industries include educational institutions, high-tech manufacturing such as measuring and analyzing equipment, high-tech services such as computer programming and data processing, and professional services such as advertising and law firms. Statewide and nationally, employment within the knowledge intensive sector has been shifting from high-tech manufacturing industries such as computer and office equipment manufacturing to non-manufacturing employment in areas such as communications and engineering and management services (Forrant, Moss, and Tilly 2002; Massachusetts Division of Employment and Training 2000). Thus, wage and employment growth in the cluster is primarily a result of high value added industries, especially those in the service sector. 

The knowledge intensive cluster includes three sub-clusters: educational services, high technology, and professional services.  Each will be examined in detail later in this section. As Table 12 shows, the share of employment in each of these sub clusters differs greatly between the Workforce Area and state. Educational services accounts for more than half of the Workforce Area’s employment in this cluster, while professional services accounts for only half the share of jobs in the cluster compared to the state.  High technology jobs account for a larger share of the cluster’s employment in the Workforce Area, which is primarily a result of the area having nearly three times the proportion of jobs in communications than statewide.

Table 12
	Sub-Clusters
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	Educational Services
	52.7%
	36.7%

	High Technology
	31.9%
	25.7%

	Professional Services
	16.1%
	37.6%


The knowledge intensive cluster’s share of the Workforce Area’s total employment increased from 14.1 percent (or 12,872 jobs) in 1997 to 14.6 percent (or 14,813 jobs) in 2000 (+ 1,941 jobs) (ES-202 2000).  Employment in the cluster for the Cape & Islands region increased by 15.1 percent over this period compared to an increase of 9.6 percent statewide (see Figure 9).  The largest industries in the cluster are K-12 public education (5,853 jobs), engineering, accounting, research, and management (3,139 jobs), computer programming and data processing (767 jobs), and communications (765 jobs).  The highest employment gains in terms of the number of jobs created are in many of the same fields: K-12 public education (+568 jobs), engineering, accounting, research, and management (+468 jobs), and computer programming and data processing (+165 jobs). However, the communications industry lost 89 jobs over this period.  Other significant job losses were in electronic equipment and components (-156 jobs) and newspapers (-95 jobs).  

The annual average wage in the cluster is $37,519, which is 29.5 percent lower than the average wage in the cluster statewide ($53,231), but 26.6 percent higher than the average annual wage for all industries in the Workforce Area ($29,869). Average annual wages in the cluster range from a low of $16,723 for private libraries to a high of $71,930 for advertising.  Real wages in the cluster increased by 8.4 percent from 1997 to 2000, much lower than the statewide increase of 37.2 percent. Real wages increased most significantly in miscellaneous publishing (132.8%) and advertising (120.9%).  Real wages grew in all industries in the cluster except for measuring and analyzing equipment (-9.0%), K-12 public schools (-1.3%), and periodicals (-1.5%). 

The number of business units in the cluster increased by 109 from 1997 to 2000. The most significant gains in business units were in engineering, accounting, research, and management (+61 units), computer programming and data processing (+33 units), and advertising (+10 units).  

4.14a
Sub-Clusters

Educational Services

Educational services includes K-12 education, colleges and universities, libraries, and vocational schools. As Table 13 shows, K-12 employment in the Workforce Area accounts for a much larger share of employment in the cluster than it does statewide, primarily because there are no major universities or colleges on the Cape or Islands. 
Table 13
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	K-12 (private) (SIC 821)
	8.0%
	6.6%

	K-12 (local) (SIC 821)
	84.5%
	52.8%

	Colleges and Universities (private) (SIC 822)
	no data
	27.4%

	Colleges and Universities (state) (SIC 822)
	no data
	7.3%

	Libraries (private) (SIC 823)
	1.5%
	0.2%

	Libraries (local) (SIC 823)
	2.4%
	2.1%

	Vocational Schools (SIC 824)
	0.2%
	0.9%

	Educational Services NEC (SIC 829)
	3.4%
	2.7%


The cluster’s share of the Workforce Area’s total employment increased from 6.9 percent (or 6,254 jobs) in 1997 to 7.6 percent (or 7,701 jobs) in 2000 (ES-202 2000).  Employment in the cluster increased by 23.1 percent over this period or more than twice the statewide rate of 10.1 percent (see Figure 9).  The largest industries in the cluster are K-12 public education (5,853 jobs), K-12 private education (656 jobs), and public colleges and universities (607 jobs). The highest absolute employment gains were in K-12 public education (+568 jobs), K-12 private education (+156 jobs), and vocational schools (+115 jobs), while the largest percentage change in employment occurred in K-12 private education (+31.2%).  There were no employment losses in any of the cluster’s industries.  Since K-12 public education accounts for eighty-five percent of the sub-cluster’s employment, it is expected that employment in this sub-cluster will remain relatively stable over the long-term, despite the potential for short-term job losses related to the state’s fiscal crisis.

The annual average wage in the cluster is $33,131, which is 9.8 percent lower than the average wage for educational services statewide ($36,747), but 10.9 percent higher than the average annual wage for all industries in the Workforce Area ($29,869). Average annual wages in the cluster range from a low of $16,723 for private libraries to a high of $35,693 for state colleges and universities. While employment in the sub-cluster has been growing in both the Workforce Area and the state, real wages declined by 1.4 percent in the Workforce Area and by 0.3 percent statewide. The apparent decline in real wages is likely the result of school districts hiring new and younger teachers to replace retiring teachers as well as filling new positions with entry-level teachers.
 

The number of business units in the educational services sub-cluster increased by three from 1997 to 2000. As one might expect, the size of organizations in the sub-cluster are large with an average of 71.4 employees per unit. The largest private employers in the cluster are May Center for Child Development, Riverview School, Cape Cod Conservatory, Falmouth Academy, and Cape Cod Academy. 
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Note: Data for Colleges and Universities and Educational Services NEC was confidential for 1997. 
High Technology 

The high technology cluster includes manufacturing industries, such as computers and pharmaceuticals, and service industries, such as software programming and communication services (Forrant, Moss, and Tilly 2001). Most of the industries in the sub-cluster are the type of light-clean industries that Cape and Islands officials are attempting to attract to the region. These industries generally pay high wages while having smaller environmental impacts in comparison to traditional manufacturing firms. As Table 14 shows, communications accounts for a much higher percentage of the Workforce Area’s employment in the high technology cluster than it does statewide, while the region has lower ratios of employment in most of the sub-cluster’s remaining industries.

Table 14
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	Drugs (SIC 283)
	1.2%
	2.8%

	Computer & Office Equipment (SIC 357)
	3.6%
	8.6%

	Electronic Equipment & Components (SIC 36)
	13.5%
	22.8%

	Measuring & Analyzing Equip. (SIC 38)
	17.5%
	17.2%

	Communications (SIC 48)
	32.1%
	12.0%

	Computer Programming, Data Processing, Other Computer (SIC 737)
	32.1%
	36.6%


The high technology sub-cluster accounts for 2.4 percent of the region’s total employment or 2,386 jobs (ES202 2000). This is a decline from 2.6% of the region’s total employment in 1997 (2,372 jobs). While the sub-cluster accounts for a smaller percentage of the Workforce Area’s total employment, the actual numbers of jobs in the sub-cluster increased by 0.6 percent over this period, although the employment gain statewide was considerably higher (17.3%) (see Figure 12). Employment gains at the state level have been fueled primarily by the computer programming and data processing industry, where employment increased by 53.2 percent (+37,280 jobs). In the Workforce Area, employment in this industry increased by 27.4 percent (+165 jobs), while the measuring and analyzing equipment industry added 81 jobs. Job losses were experienced in the equipment and components (-156 jobs) and communications (-89 jobs) industries. The computer programming and data processing industry had the highest level of employment in the sub-cluster (767 jobs), followed by communications (765 jobs), measuring and analyzing equipment (417 jobs), electronic equipment and components (323 jobs), computer and office equipment (85 jobs), and drugs (29 jobs).  While the latest available ES-202 employment data is from 2000, anecdotal evidence suggests that many high-tech employers in the Workforce Area have laid off employees in the past eighteen months.

The average annual wage for the sub-cluster ($43,624) is 24.7 percent lower than the state average ($57,954) for the sub-cluster, but 46.1 percent higher than the average annual wage for all industries in the Workforce Area ($29,869). While employment in the sub-cluster increased by less than one percent, average annual wages increased by 38.3 percent from 1997 to 2000. Average annual wages in the sub-cluster range from a low of $43,743 in the measuring and analyzing equipment industry to $58,634 in the computer programming and data processing industry.
 Real wages in the sub-cluster increased by 29.0 percent from 1997 to 2000 while they increased by 52.9 percent statewide.  Many of the cluster’s industries are moving in different directions in terms of employment and wages. For example, employment in the communications industry declined by 10.4 percent though real wages increased by 26.4%. Conversely, employment in measuring and analyzing equipment increased by 24.1 percent from 1997 to 2000, but real wages fell by 9.0 percent. Computer programming and data processing may be the most promising industry in the cluster with employment and wage gains of 27.4 percent and 23.6 percent respectively. 

The high technology cluster added 34 business units from 1997 to 2000 with computer programming and data processing adding 33 units over this time.  Most of these new businesses are small as the average number of employees per firm in the computer programming and data processing industry dropped from 9.1 in 1997 to 7.7 in 2000. The cluster’s five largest private employers are Lucent, Infinium, Verizon, Convention Data Services, and Silverstream Software. 

The health of the high technology sub-cluster may ultimately be tied to the telecommunications industry. However, rapid technological advances and innovations coupled with deregulation that allows local telephone companies to offer long distance service makes predicting the future of this industry difficult (Massachusetts Division of Employment and Training 1998b). The advent of wireless communications may even displace much of the current industry over the next two decades.

The slowing economy has also had an effect on many technology companies, particularly since the recent recession resulted in substantial cutbacks on technology investments by businesses. However, the major obstacle for high technology companies in the Workforce Area may be the absence of well-developed and institutionalized channels into this high-end labor markets that support these industries. There are no four-year colleges or universities in the area to produce employees with the skills required for much of the high-tech field. Also, the lack of affordable housing is creating an environment where employers are having difficulty retaining and recruiting employees despite the region’s attractive quality of life.  While annual average wages in the area are below state averages, housing costs continue to rise, which makes it difficult for many residents to purchase a home. Similarly, skilled workers outside of the region may be increasingly reluctant to fill job vacancies because of high housing costs. Finally, college graduates who grew up in the area and would like to return to find employment often do not do so because there is very little affordable housing for first time home buyers.

Strides have been made in the past two years to improve the area’s technology infrastructure, especially high speed (broadband) Internet access. T1 connections, which are one of the most reliable and fastest Internet connections, are available throughout the Workforce Area.  However, while the availability of T1 connections is no longer an issue, the cost of these services is a problem for many businesses as connections can be expensive especially for small and emerging companies.

A survey conducted by the Cape Cod Technology Council (www.capecoddigital.org/survey.html) finds that the demand for higher speed bandwidth is strong (Cape Cod Technology Council 2001). Companies that are currently using 56K dial-up modems anticipate that they will require greater bandwidth over the next 2-4 years while businesses that are currently using T1 lines anticipate that they will require several T1 lines in the future. The increasing demand for greater bandwidth may help to attract more providers to the area and ultimately drive down costs for these services.       

Figure 12
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Professional Services

Professional services consists of seven major groups: legal services, engineering, accounting, research, and management, advertising, newspapers, periodicals, books, and miscellaneous publishing. Except for newspapers which account for nearly twice the share of employment in the cluster compared to the state, the employment make-up of the Workforce Area’s professional services cluster is similar to that of the state (see Table 15). 
Table 15
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	Newspapers (SIC 271)
	12.8%
	6.8%

	Periodicals (SIC 272)
	2.6%
	3.3%

	Books (SIC 273)
	1.4%
	3.0%

	Miscellaneous Publishing (SIC 274)
	1.1%
	2.5%

	Advertising (SIC 731)
	1.8%
	3.8%

	Legal Services (SIC 81)
	13.8%
	14.9%

	Engineering, Accounting, Research, Management (SIC 87)
	66.4%
	65.7%


  The professional services sub-cluster accounts for 4.7 percent of the region’s employment or 4,726 jobs (ES-202 2000).  The sub-cluster also accounted for 4.7 percent of the region’s total employment in 1997 (4,246 jobs), although total employment in the sub-cluster increased by 11.3 percent in the Workforce Area over this period. Employment in the sub-cluster decreased by 0.8 percent statewide (see Figure 13). Employment gains are being fueled by engineering, accounting, research and management, which added 468 jobs. The engineering, accounting, and research industry also accounts for the highest level of employment (3,139), followed by legal services (+653 jobs), and newspapers (+606 jobs). Engineering, accounting, research, and management account for two of every three jobs in this sub-cluster in the Workforce Area. Employment fell by 13.6 percent and 26.1 percent in newspapers and books respectively, although these industries account for only 3.4 percent of employment in the sub-cluster. 

Average annual wages in the professional services subcluster are $41,589, which are 40.5 percent lower than the annual average wage statewide ($69,897) for the sub-cluster, but higher than the regional annual average wage of $29,631. Wages range from a low of $21,231 in books to $71,930 in advertising. Real wages increased by 13.8 percent from 1997 to 2000, which is less than half the increase that occurred statewide (32.9%) in the sub-cluster. Real wages increased most significantly in miscellaneous publishing (+132.8%) and advertising (+120.9%), while wages declined slightly in periodicals (-1.5%) and books (-1.8%). Advertising had the most significant gains in both employment and real wages, followed by engineering, accounting, research, and management.

In the engineering, accounting, research, and management industry, research accounts for half (49.7%) of employment, followed by management (21.9%), engineering (19.1%), and accounting (9.2%).  Much of the employment in the research industry is located at the Woods Hole Oceanographic Institute in Falmouth.  Research also accounts for the highest annual wage of the four industries ($46,646), followed by engineering ($44,095), management ($40,918), and accounting ($34,970). While wages in these industries are higher than the Workforce Area average ($29,631), they are well below state averages for the same industries.  For example, wages in the Workforce Area are 49.5 percent below the state average wage in management, 41.0 percent below the state wage in accounting, 38.4 percent below the state wage in research, and 33.8 percent below the state wage in engineering.  The disparity in wages in management is largely a result of the types of management positions: many of the management positions statewide are highly technical in nature while many of the positions in the Workforce Area are tourism-related such as hotel and restaurant managers.  

The number of business units in the cluster increased from 650 units in 1997 to 722 units in 2000 (+72 units).  The engineering, management, accounting, and research industry added the most net units over this period (+61 units), followed by advertising (+10 units). The five largest private employers in the cluster are the Cape Cod Times, Cape Cod Publishing Company, Jacobs Engineering Group, 1 800 Wedding Inc, and 3-D Inc.

Figure 13
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4.20
Critical and Emerging Clusters

4.21
Construction

The construction cluster consists of general building contractors, heavy construction, special trade contractors, and building materials.  The composition of the cluster’s industries is similar in both the Workforce Area and state (see Table 16).   
Table 16
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	General Building Contractors (SIC 15)
	20.5%
	17.6%

	Heavy Construction (SIC 16)
	5.0%
	9.9%

	Special Trade Contractors (SIC 17)
	51.3%
	53.8%

	Building Materials (SIC 52)
	23.2%
	18.7%


Construction accounts for 7.2 percent of the area’s total employment or 7,284 jobs (ES202, 2000). This is an increase from 6.1 percent of the region’s total employment (5,554 jobs) in 1997. Total employment for the cluster increased by 31.1 percent from 1997 to 2000, which compares to construction employment growth of 35.5 percent statewide (Figure 14). This represents the second largest employment increase of all the Workforce Area’s clusters. Employment increases were largest among special trade contractors (+956 jobs) and general contractors (+558 jobs). These sectors also have the highest levels of employment (3,803 and 1,699 respectively), followed by building materials (1,538), and heavy construction (244). 

The average annual wage in the construction cluster is $37,206, which is 11.8 percent lower than the average construction wage statewide ($42,166), but 24.6 percent higher than the average annual wage for all industries ($29,869) in the Workforce Area. Average annual wages in the cluster range from a low of $35,235 in special trade contractors to $51,876 for heavy construction. Real wages for this cluster increased by 10.3 percent in the Workforce Area from 1997 to 2000 compared to 2.9 percent for the state.

The number of business units in construction increased by 115 with the only unit loss in the heavy construction industry (-5 units). Special trade contractors gained 86 units, while general contractors and building materials added 32 and 2 units respectively.  Business units are small with 5.8 employees per unit. The five largest employers in the cluster are Brewer Electric and Utilities, McShane Construction, Cape South Port Associates, American Building Systems, and Winslow Plumbing and Heating. 

The Massachusetts Division of Employment and Training estimates that construction employment will account for only 1 to 3 percent of new job growth in the Cape and Islands Workforce Area by 2008 (Massachusetts Division of Employment and Training 1998b). The construction industry is very cyclical and much of the growth from 1997 to 2000 is connected to the overall health of the economy.  As the economy slows, it is likely to have a greater effect on employment levels in the construction industry than many other clusters identified in this report. There is also the question of whether construction will remain a critical industry as the Cape and Islands region reaches its build-out limit. Home construction may also slow as interest rates begin to rise from their historically low current rates.  Finally, industry observers expect the supply of construction laborers and special trade contractors as the Big Dig winds down over the next three years.

Figure 14
[image: image26.wmf]31.1%

10.3%

35.5%

2.9%

48.9%

13.8%

33.6%

9.2%

-11.9%

8.1%

19.3%

11.8%

-20.0%

0.0%

20.0%

40.0%

60.0%

Cape & Islands

Massachusetts

General Bldng.

Special Trade

Heavy Constr.

Bldng. Materials

Employment and Real Wage Change: 1997 to 2000

Construction

Employment      

Real Wages


4.22
Distribution
The distribution cluster consists of three major groups. Motor freight transportation includes establishments furnishing local or long-distance trucking or transfer services. Wholesale trade - durable goods includes establishments primarily engaged in the wholesale distribution of durable goods, such as lumber and other construction materials. Wholesale trade - nondurable goods includes establishments engaged in the wholesale distribution of nondurable goods including groceries and other related products. The composition of the cluster’s industries is similar in both the Workforce Area and state, although trucking and warehousing accounts for a larger share of employment in the Workforce Area (see Table 17).  

Table 17
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	Trucking and Warehousing – (SIC 42)
	18.0%
	12.7%

	Wholesale trade – durable goods (SIC 50)
	49.2%
	53.1%

	Wholesale trade – nondurable goods (SIC 51)
	32.9%
	34.2%


The distribution cluster accounts for 3.1 percent of the area’s total employment or 3,137 jobs (ES202, 2000). This is an increase from 2.6 percent of the region’s total employment (2,380 jobs) in 1997. Total employment for the cluster increased by 31.8 percent between 1997 and 2000, which is the largest percentage employment growth of the seven cluster’s identified in this report (see Figure 15). Employment growth in the distribution cluster was 5.9 percent statewide. Employment increases were most significant in the wholesale trade of non-durable goods where employment increased by 78.4 percent (+613 jobs). Trucking and warehousing and wholesale trade of durable goods gained 40 and 104 jobs respectively over this period. The wholesale trade non-durable goods industry has the highest level of employment (1,395), followed by wholesale trade – durable goods (1,274), and trucking and warehousing (468). 

The average annual wage in the distribution cluster is $39,253, which is 29.8 lower than the average distribution wage statewide ($55,895) but 31.4 percent above the average annual wage for all industries in the Workforce Area ($29,869). Average annual wages in the cluster range from a low of $29,636 in trucking and warehousing to $41,914 in wholesale trade – durable goods. Real wages in the cluster increased by 12.7 percent from 1997 to 2000 compared to 17.6 percent for the state. Real wages declined in the trucking and warehousing industry by 11.3 percent but increased in the wholesale trade industries.  

The number of business units in the cluster increased by 22 from 1997 to 2000 with wholesale Trade – Nondurable gaining the most units (+16). Most of the businesses in the cluster are small with less than 10 employees. The five largest private employers in the cluster are UPS, Pepsi-Cola, Mid Cape Home Center, General Builders Supply Company, and Botello Home Center.

The distribution cluster accounted for the largest percentage increase in employment among the seven clusters identified in this report. Most of the activity in this cluster is supported by local demand, as there are very few large distribution firms shipping their products out of the Workforce Area. The area’s congested transportation infrastructure is an obstacle to the development of large-scale distribution businesses. An example is Christmas Tree Shops, which moved its distribution operations to Middleboro because of transportation issues. Thus, much of the employment increase in the cluster is fueled by a growing local population with increasingly higher incomes that allow them to purchase a variety of goods. However, employment in this cluster may slow in the coming decade if population growth slows. 
Figure 15
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4.30
Emerging Clusters 

4.31
Social Services

The Social Services group includes establishments providing social services and rehabilitation services to those persons with social or personal problems requiring special services and to the handicapped and disadvantaged. The composition of the cluster’s industries is similar in both the Workforce Area and the state (see Table 18).

Table 18
	
	Percent Employment in Cluster

Cape & Islands           Massachusetts

	Individual and Family Services (SIC 832)
	27.4%
	31.1%

	Job Training and Related Services (SIC 833)
	9.5%
	9.4%

	Child Care (SIC 835)
	27.4%
	24.7%

	Residential Care (SIC 836)
	23.9%
	27.8%

	Social Service Not Elsewhere Classified (SIC 839)
	11.7%
	6.9%


The Social Services cluster accounts for 2.6 percent of the Workforce Area’s employment and thus does not meet the definition of a critical cluster. However, the cluster does meet the definition of an emerging cluster, since total employment increased by 23.0 percent from 1997 to 2000 (see Figure 16). Total employment in the cluster is 2,624 and the cluster has added 490 jobs since 1997. Social services employment increased by 10.4 percent statewide over this period. The largest employment sectors in the cluster are individual and family services (827 jobs), residential care (789 jobs), and child care (631 jobs). The highest increase in employment in terms of number of jobs was in residential care (+278) and individual and family services (+242). 

The average annual wage in the social services cluster is $20,660, which is 2.9 percent lower than the average social services wage statewide ($22,020) and 30.8 percent below the average annual wage for all industries in the Workforce Area ($29,869). Average annual wages in the cluster range from a low of $18,089 in childcare to $23,890 in social services not elsewhere classified. Social services is the only cluster of the seven identified in this report where real wages declined from 1997 to 2000. Real wages in social services declined by 0.1 percent during this period, while wages statewide in the cluster increased by 7.1 percent. The apparent decline is attributable to individual and family services where real wages declined by 12.1 percent, although employment in this industry increased by 41.4 percent, which means that average wages likely fell due to the statistical effect of a large number of entry level employees.

The number of business units in the cluster increased by 17 with 20 units added in residential care.  Social services not elsewhere classified (-3 units) and individual and family services (-1 unit) lost units over this period. The five largest private employers in the cluster are Cape Cod Collaborative, Cape Cod Child Development, Home Instead Senior Care, Epoch Senior Living, and Elder Services of Cape Cod. 

The growth in social services is primarily driven by community needs and the social services cluster should continue to grow over the long-term, especially in the area of residential care services. Demand for residential care, which includes assisted living, is projected to grow statewide by about 43 percent by 2008 (Massachusetts Division of Employment and Training 1998b).  An aging population in the Workforce Area will continue to fuel demand for these types of services, especially for residential care facilities, which had the highest employment gains since 1997 in both percentage and number of jobs.   However, wages in this industry declined by 0.3 percent from 1997 to 2000. The only industries in the cluster to grow in both employment and wages is job training services and childcare.

Figure 16
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5.00 occupational analysis

The Massachusetts Division of Employment and Training estimates that 13,550 new jobs will be created in the Cape and Islands Workforce Area between 1998 and 2008.  In addition, it is estimated that 26,680 jobs will open up as a result of workers who retire, change careers, or receive promotions.  More than half (60%) of the new jobs will be in the services sector, with the majority of those jobs in health and social services (57%), engineering/management (10%), and business services (7%). 

In terms of occupations, the Massachusetts Division of Employment and Training estimates that more than a third (34%) of the new jobs created in the area will be technical and professional occupations, with thirty percent of these in the health services cluster (DET SDA).  Services workers, which include nurses aides and orderlies, waiters and waitresses, and security guards are predicted to generate the second largest number of jobs in the Workforce Area. By 2008, services occupations are expected to expand by 16 percent and to account for 33 percent of all projected new jobs in the area.  Marketing/Sales jobs are estimated to gain the third largest number of new jobs in the Workforce Area. Most of these are lower-skill jobs such as cashiers and retail sales clerks and are tied to the area’s hospitality industry. Managerial occupations are expected to increase by 14 percent and most of these jobs will also originate from industries related to tourism.  Clerical workers and production workers are expected to generate less than 4 percent of area’s new jobs.

5.10
Fastest Growing Occupations

A cluster-specific occupational analysis was conducted to determine the projected net job increase of the fastest growing occupations in the Cape and Islands Workforce Area. These occupations were selected from the fastest growing occupations in terms of percentage growth and overall net job growth as identified in “SDA Long-Term Job Outlook Through 2008” (Massachusetts Division of Employment and Training 2000b). However, unlike the DET estimates, the occupations in this analysis include only those found in clusters that have been identified as critical or emerging industries in the Cape and Islands Workforce Area. In other words, the identified occupations are projected to grow significantly by 2008 and they are also in demand for one or more industry groups projected to expand over the next decade.  Consequently, the occupations that meet these criteria are expected to be among the most critical to the economic vitality of the Cape and Islands Workforce Area in the coming decade.  The net job increase for each of the occupations was calculated using occupational and industry matrices from the U.S. Bureau of Labor Statistics, but these national matrices were applied to the Cape and Islands Workforce Area’s current occupational structure.  

Figure 17 shows the projected net job increase for the area’s fastest growing occupations.  It is important to keep in mind that the table shows the number of net new jobs created and does not include vacancies created by retirement, relocation, and other forms of job turnover that require replacement hiring.  It is estimated that replacement hires create an additional 1 to 2 vacancies in an occupation for each new position added in that occupation.

Figure 17
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Figure 18 shows the median annual wages for the high growth occupations of the future. Wage data was obtained from the Massachusetts Division of Employment and Training and applies to the Barnstable-Yarmouth Metropolitan Statistical Area except where otherwise noted.  The wages range from a low of $15,800 for Waiters and Waitresses to $86,140 for Engineering, Science, and Computer Information Managers.   

Figure 18
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5.20
Educational Requirements

In Massachusetts as a whole, job growth in more highly skilled occupations is expected to outpace the job increases among lower skill occupations. Figure 19 shows the Cape and Islands Workforce Area’s fastest growing occupations by the level of education required for entry into the occupation. Half of the thirty-four occupations do not require a college degree, while half require some level of college education with four requiring an Associate’s degree (11.8%) and thirteen requiring a Bachelor’s degree or higher (38.2%).  

The best paying careers in today’s economy are demanding higher level skills and education. It is clear from the economic base and occupational analysis of the Cape and Islands Workforce Area that many of the high growth, high wage jobs of the future will require a well-trained and well-educated workforce. Even the region's traditional low-skill industries such as hospitality, which has historically provided jobs to more moderately skilled and less well-educated workers, is increasingly in need of employees with higher skill levels.  For example, many employers in the hospitality industry are in need of workers with supervisory and “front-desk” skills, not just housekeepers or maintenance personnel. 

However, when these occupational projections are translated into actual net job growth, occupations requiring only on-the-job training account for two out of every three projected new jobs in the Cape & Islands Workforce Area. Thus, while there is significant employment growth in the Workforce Area in several high-skill industries and occupations, the majority of the new jobs created over the next several years require basic skills.  Designing and implementing effective programs and policies to better prepare less-educated workers in the area, while enhancing and upgrading the skills of other workers is the major challenge facing the Cape and Islands Workforce Investment Board in the years ahead.

Figure 19
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The skills required by high tech industries and professional services such as engineering and management may be better addressed through other initiatives that require the WIB to partner with other agencies involved in off-Cape recruitment efforts and the development of satellite campuses affiliated with the state’s four-year colleges and universities. Finally, work preparedness is also an important issue. These include qualities such as showing up to work on time, dressing appropriately, and learning interpersonal skills.  This is especially important considering the prevalence of the region’s hospitality industry. 

5.30
Cape Cod Chamber Of Commerce Workforce Needs Survey
The Cape Cod Chamber of Commerce conducted a workforce training needs survey of Cape Cod’s hospitality cluster in April of 2002.
 The study surveyed small and medium sized businesses in the hospitality cluster to ascertain their workforce training needs. A total of 257 employers completed the survey, with two-thirds of those businesses reporting that they operate year-round. The skills that employers identified as most important are general skills that are applicable to all types of businesses: customer/guest services, attendance and punctuality, completing tasks, listening and observing, responsibilities to employer and fellow workers, interpersonal skills, personal appearance, personal hygiene, problem solving and conflict resolution.  Of these, the first eight are included in the priority list of all hospitality cluster sectors. 

The hospitality cluster is the Workforce Area’s largest employer and is projected to remain its core employment cluster. Thus, workforce training that focuses on teaching basic skills to moderately skilled and less educated workers in these industries may be the most effective means to use workforce training resources. Basic skills training is especially important to foreign-temporary workers, who possess skills that are in demand but who may not have the language abilities necessary to fill higher-level, front-line positions.  There are also many Brazilians immigrating to Cape Cod and these residents may also require basic skills training in areas such as English as a Second Language. Jobs in the hospitality industry are historically an entry point into the workplace for foreign workers with limited language skills. 

There are also many opportunities for promotion within the hospitality industry.  However, skill development is important if employees are able to move forward on a career path.  Salary levels within the hospitality industry, though in most cases below state and Workforce Area averages, are more in line with salaries paid in other industries as an employee is promoted to higher levels such as management.  Thus, workforce training efforts aimed at teaching basic skills are important in three ways: potential employees (e.g. foreign workers) will be able to enter the workforce more easily; employees within the hospitality industry will be better suited for promotion; and employers and employees in all industries will benefit from these cross-industry skills.  

The Cape Cod Chamber survey reports that many employers are open to participating in collaborative workforce training efforts. For example, well over one-third of employers are willing to participate in joint training efforts and one quarter are willing to provide or identify trainers for non-employees or prospective employees. 

5.40
Key Informant Interviews

Staff from the Center for Policy Analysis conducted several key informant interviews with executives in the aviation, health care, financial services, construction, and marine science industries.  These interviews were conducted mainly to supplement the findings of the Cape Cod Chamber study and to check the findings of the vacancy and occupational analyses.  These interviews confirmed the earlier findings of the Cape Cod Chamber study and yielded results consistent with the Center’s occupational and vacancy analysis projections.

The key informant interviews also produced additional insights and findings about the types of training employers would like to have available in the coming years (see Section 7.00).  The types of training mentioned most frequently by employers are basic skills training, vocational- and industry-specific training, computer and software training, and management and staff development (see Workforce Development Factbook 2002).  Many employers also report that they need more assistance in workforce recruitment – not just training – but they were unaware of the Career Center’s services and felt that the Career Center needed to be more proactive in contacting employers (rather than vice-versa). 
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6.00
Vacancy Analysis

Career Opportunities, Cape Cod’s one-stop career center located in Hyannis, represents one window on the area's labor market. Career Opportunities provides no-cost career and job search services, education and training, job search workshops, and financial assistance and support services. In FY02, Career Opportunities listed 2,303 job vacancies and filled 238 vacancies, or 10.3 percent of the listed positions.  The placement rate is comparable to other Workforce Areas. For example, 5.9 percent of the jobs posted in the Bristol Workforce Area and 10.3 percent of the jobs posted in the Brockton Workforce Area were filled in FY 01 (see Table 19).

Table 19
	Area
	% Job Postings Filled

	Bristol Workforce Area
	5.9% (FY 01)

	Brockton Workforce Area
	10.3% (FY 01)

	Cape and Islands Workforce Area
	10.3% (FY 02)


Table 20 lists a sample of the jobs posted at Career Opportunities by job category and job title, including the average annual wages for each job type (MOSES FY 2002).
  It can not be determined if this data is a representative sample because of the seasonality of the Workforce Area’s economy, especially in the hospitality industry. Wage data was obtained from the U.S. Bureau of Labor Statistics for the Barnstable-Yarmouth Metropolitan Statistical Area. Importantly, this data represents only vacancies listed through Career Opportunities, which represents only one window into the area’s job market. Most companies in the area likely use traditional means of hiring (e.g. newspaper ads, word of mouth, industry and professional association newsletters, and promotion from within). Additionally, the jobs posted on the Career Opportunities database may have been filled by other means such as those listed above. Thus, it is likely that the number of job vacancies in the area and the percentage filled are much higher.   

The results of the vacancy analysis show that the majority of the positions are in fields that require short term or on-the-job-training, just the type of positions that have been estimated to produce the greatest number of jobs in the occupational analysis. For example, office and administrative support (N=102), sales (N=102), food preparation and serving (N=43), and transportation and materials moving (N=42) jobs account for 62.2 percent of the total vacancies. Jobs requiring post-secondary education account for only about 13 percent of the total job vacancies.  However, businesses and organizations requiring higher educational credentials may be the least likely to use Career Opportunities to find employees. These organizations are more likely to advertise and recruit off-Cape and in professional association newsletters and thus the number of job vacancies in these types of positions in the area is certainly higher. 

Table 20
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Management

Education Administrators

Director

1

0

29,360

$

Engineering Project Managers

Engineering Project Manager

1

0

95,960

$

Environmental Managers

Environmental Manager

1

0

95,960

$

Executive Directors

Executive Director

1

0

60,850

$

Financial Managers/Bankers

Branch Coordinator/Manager

3

0

52,740

$

First-Line Supervisors/Managers

Management, Retail/Hotel

11

1

43,020

$

General and Operations Managers

Operation Manager

1

1

60,850

$

Medical and Health Services Managers

Staff Supervisor

3

0

41,680

$

Social and Community Service Managers

Assistant Director

1

0

47,690

$

Social and Community Service Managers

Coordinator

1

0

47,690

$

Social and Community Service Managers

Family Support Program Coordinator

1

0

47,690

$

Social and Community Service Managers

Residential Program Supervisor

1

0

47,690

$

Total/Average:

26

2

52,636

$

Business and Financial Operations

Accountants and Auditors

Accountant

3

0

55,050

$

Compensation/Benefits Specialists

Benefits Coordinator

1

0

47,380

$

Cost Estimators

Construction Estimator

1

0

57,350

$

Financial Managers/Bankers

Banker

13

1

52,740

$

Loan Officers

Mortgage Loan Officer

2

0

60,630

$

Purchasing Agent

Purchasing Agent

1

0

42,800

$

Wholesale and Retail Buyers

Assistant Buyer

1

0

42,900

$

Total/Average:

22

1

51,375

$

Computer and Mathematical Operations

Computer Support Specialists

Computer Technician

5

0

44,480

$

Network Administrators

Information Technology Administrator

1

0

47,250

$

Print/Web Designers

Print/Web Designer

1

0

65,770

$

Software Engineer

Software Engineer

1

0

69,280

$

Total/Average:

8

0

50,790

$

Education and Training

Kindergarten Coordinators

Kindergarten Coordinator

1

0

43,790

$

Preschool Teachers

Preschool Teacher

1

0

27,710

$

Teacher Assistants

Classroom 

Aide

1

0

17,790

$

Total/Average:

3

0

46,292

$

Engineers

Engineering Assistant

1

0

44,390

$

Total/Average:

1

0

45,707

$

Healthcare Practitioners

Medical Lab Technicians

Dental Lab Technician

1

0

35,330

$

Occupational Therapists

Occupational Therapist

1

0

58,830

$

Radiology Technicians

Radiology Tech

1

0

38,070

$

Registered Nurses

Registered Nurse

3

0

48,230

$

Sonographers

Mammography Tech

1

0

33,230

$

Total/Average:

7

0

44,008

$

Reported Job Vacancies, FY 02

# Job

Openings

# Hired

Annual

Wage
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Healthcare Support Occupations

Certified Nurses Assistants

Certified Nurses Assistant

2

0

22,760

$    

 

Home Health Aides

Home Health Aide

4

0

21,340

$    

 

Nurses Aides/Orderlies

Nurses Aide

3

0

22,760

$    

 

Technicians

Optometrist Technician

1

0

23,830

$    

 

Total/Average:

10

0

30,545

$    

 

Community and Social Service

Advocacy/Outreach Coordinators

Advocacy/Outreach Coordinator

3

0

33,930

$    

 

Child, Family Social Workers

Case Manager

1

0

42,240

$    

 

Child, Family Social Workers

Family Consultant

1

0

42,240

$    

 

Child, Family Social Workers

Reproductive Counselor

1

0

42,240

$    

 

Educational Counselors

Educational Liaison

1

0

32,830

$    

 

Program Coordinators/Managers

Program Coordinator

1

0

33,930

$    

 

Total/Average:

8

0

29,578

$    

 

Personal Care and Service Occupations

Child Care Workers

Teacher

3

0

18,110

$    

 

Recreation Workers

Activities Assistant

1

0

23,570

$    

 

Recreation Workers

Lifeguard

11

0

23,570

$    

 

Total/Average:

15

0

28,247

$    

 

Office and Administrative Support

Bill and Account Collectors

Accounting Assistant

4

0

27,540

$    

 

Bill and Account Collectors

Accounts Payable/Receivable

4

0

27,540

$    

 

Bill and Account Collectors

Accounts Receivable Manager

1

0

30,350

$    

 

Bill and Account Collectors

Accounts Receivable Supervisor

1

0

30,350

$    

 

Bill and Account Collectors

Billing Assistant

5

0

27,540

$    

 

Bookkeeping, Accntng., Audtng Clerks

Bookkeeper

7

1

27,540

$    

 

Data Entry Keyers

Data Entry Clerk

6

1

23,840

$    

 

Dispatchers

Dispatcher

4

 

0

30,580

$    

 

Loan Interviewers and Clerks

Loan Clerk

1

0

29,450

$    

 

Medical Secretaries

Medical Secretary

1

0

23,830

$    

 

Receptionist and Information Clerks

Receptionist

6

1

22,690

$    

 

Secretaries/Office Assistants

Office Assistant

15

1

26,350

$    

 

Secretaries/Office Assistants

Secretary

38

5

26,350

$    

 

Stock Clerks

Stock Clerk

1

0

21,330

$    

 

Tellers

Teller

8

0

20,020

$    

 

Total/Average:

102

9

27,436

$    

 

Sales and Related 

Cashiers

Cashier

10

0

17,400

$    

 

Counter Clerks

Clerk

56

2

21,970

$    

 

Customer Service Representatives

Customer Service Representatives

17

0

21,370

$    

 

Retail Salespersons

Retail Salespersons

19

2

21,370

$    

 

Total/Average:

102

4

21,970

$    
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Food Preparation and Serving Related

Cooks, Fast Food and Restaurant

Cook

13

0

19,880

$    

 

Waiters/Waitresses

Waiter

30

0

15,800

$    

 

Total/Average:

43

0

22,275

$    

 

Building and Grounds Cleaning and Maintenance

Janitors and Cleaners

Custodian

2

0

21,580

$    

 

Landscaping

Landscaper

2

1

22,480

$    

 

Maids and Housekeeping

Maids

27

3

18,300

$    

 

Total/Average:

31

4

21,621

$    

 

Construction

Construction Laborers

Laborer

18

12

31,720

$    

 

Painters

Painter

1

0

27,190

$    

 

Pavers

Paver

2

0

28,470

$    

 

Total/Average:

21

12

25,460

$    

 

Installation, Maintenance, and Repair

Auto Mechanics

Auto Mechanic

3

0

32,850

$    

 

Electrical Installers

Electronic Technician

1

0

32,740

$    

 

Maintenance and Repair Workers

Maintenance

6

0

22,760

$    

 

Maintenance and Repair Workers

Technician

1

0

22,760

$    

 

Telecommunications Equipment Installers

Installation Technician

1

0

58,660

$    

 

Total/Average:

12

0

28,315

$    

 

Production

Welders

Welder

2

0

31,340

$    

 

Laundry/Dry Cleaning Workers

Laundry Aide

6

0

26,200

$    

 

Machine Operator

Machine Operator

1

0

26,670

$    

 

Total/Average:

9

0

28,283

$    

 

Protective Service

Security Guards

Security Guard

3

0

21,500

$    

 

Total/Average:

3

0

27,780

$    

 

Transportation and Material Moving

Bus Drivers

Bus Driver

1

0

24,490

$    

 

Driver/Sales Workers

Driver

5

0

19,350

$    

 

First-Line Supervisors/Managers

Warehouse Coordinator/Manager

3

0

47,030

$    

 

General Operators

Traffic Counting Technician

1

0

53,500

$    

 

Laborers and Freight/Stock Movers

Mover

1

0

31,270

$    

 

Laborers and Freight/Stock Movers

Shipper/Receiver

20

3

22,850

$    

 

Operators

Operator

1

0

26,980

$    

 

Truck Drivers, Light or Delivery

Truck Driver

10

1

25,010

$    

 

Total/Average:

42

4

25,755

$    

 

Total/Average All:

465

36

Source: MOSES Data
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7.00
CAPE COD & THE ISLANDS – TOWARD A WORKFORCE DEVELOPMENT STRATEGY

The Workforce Investment Act of 1998 envisions WIBs as the hubs of a comprehensive workforce development system responding to workforce development needs on a regional basis.  However, the legislation did not provide significant new funding to the WIBs, because Congress did not intend to create a new workforce development system.  Rather, the WIA of 1998 seeks to create a more effective workforce development system by (1) involving private business directly in workforce development planning and (2) positioning WIBs to generate more synergy from existing programs by acting as information clearinghouses for individuals and businesses and by facilitating greater coordination and cooperation among existing government agencies, training vendors, and educational institutions.
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7.10
WIB to Business Linkages

The WIB’s chief role is to ensure that public sector investments in education and job training coincide with the workforce development needs of the region’s private sector and consistent with this goal the Workforce Investment Act requires that a majority of the WIB’s governing board come from the private sector.  The purpose of this statutory requirement is to insure that private business is actively involved in the planning of regional workforce development policy.  The Cape & Islands WIB has a 31-member Board of Directors with 17 members (55%) coming from the private sector.  The Board includes private sector directors from the Cape’s major clusters including hospitality (1), health services (3), financial services (2), educational services (6), high technology (3), professional services (3), construction (1), and social services (6).  The Board’s membership also establishes direct linkages to the Cape Cod Chamber of Commerce, the region’s vocational-technical high schools, the community college, the regional planning agency, the region’s state and county legislative delegations, and to numerous community development, job training, and social service agencies.

The WIB Board of Directors is an important link to the private sector, educational institutions, social service agencies, and training vendors, but it is not the only source of private sector input into workforce development policy.  The Cape and Islands WIB has also solicited direct private sector input into workforce development planning through a number of recent studies.  In late 2001 (November 12, 2001 – December 16, 2001), the WIB co-sponsored a series of 10 focus groups in the lower Cape area to solicit input on training needs from small retail and service businesses, non-profit organizations, fast food restaurants, tourist attractions, and hospitality businesses, among others  (Center for Career and Business Development 2001).

The WIB also provides marketing and technical assistance to regional employers who are developing applications to the Workforce Training Fund for Technical Assistance Grants.  In 2002, the WIB assisted the Cape Cod Chamber of Commerce with its proposal to the Workforce Training Fund for a Technical Assistance Grant to conduct a study ($21,428) of training needs in the hospitality cluster.  This study surveyed 257 regional employers, 30 front-line supervisors, and 208 hospitality industry workers.  This study identified ten priority areas for cross-industry training in the hospitality cluster and resulted in a new pilot program with the Johnson & Wales University School of Hospitality (Cape Cod Chamber of Commerce 2002, 3, 6).

The Cape and Islands WIB also assisted Cape Cod Healthcare, the region’s largest health care provider and employer, with its application for a Technical Assistance Grant to study methods for bringing the region’s Brazilian population into the health care profession.  This study has found that many of the region’s year-round Brazilian residents have high level training and credentials in the health care profession, but are currently barred from practicing their profession due to language barriers or to problems with translating Brazilian certifications into U.S. standards (Key informant interview, August 7, 2002).  

The Cape and Islands WIB is also addressing the chronic shortage of skilled labor in the health care cluster through its participation in the Nursing Career Ladder Initiative (NuCLI). It is estimated that nurses make up 18 percent of the total health care employment in Massachusetts, but employers throughout the state are facing chronic shortages of qualified candidates for nursing positions.  The Massachusetts Department of Employment and Training estimates that 10, 450 new nursing positions will be created in the state by 2008 (MDET 1998a), while many nurses continue to leave the profession for other occupations or due to retirement.

A $2.98 million U.S. Department of Labor grant will fund NuCLI, which is designed to create a permanent infrastructure to increase the number of nurses in Massachusetts, increase the enrollment capacity of nurse education programs, decrease attrition rates in nursing programs, and improve retention of practicing nurses.  The Cape and Islands WIB will be working with the Greater New Bedford WIB to coordinate NuCLI across the Southeastern Massachusetts and Cape and Islands regions. Building on the findings of the earlier technical assistance grant to Cape Cod Health Care, one aspect of NuCLI will be to identify foreign immigrants with health care training.  Cape Cod Community College is also building ESOL into its certified nurses assistants training programs.  

Finally, the WIB also receives micro-level input on workforce training needs by working with individual employers on grant applications to the Workforce Training Fund (WTF).  The Workforce Training Fund was created in 1998 in conjunction with the passage of the Workforce Investment Act to provide financial resources directly to employers to strengthen workforce competitiveness.  The WTF awards grants to employers on a competitive basis to train current and newly hired workers.  The WTF’s major focus is small to medium size businesses that would not be able to invest in workforce training without the Fund’s assistance.  

Since 1999, the WIB has successfully assisted eight different companies win nine workforce training grants totaling $932,677.  These grants went to companies in several of the region’s critical existing and emerging clusters including hospitality (1), aviation (1), high technology (2), health care (2), construction (1), and social services (2).  The grants provided training to 1,050 workers in areas such as customer service, sales, production skills, leadership skills development, lean manufacturing, CAD and blueprint reading, registered nurse education, management and supervisory skills.

7.20
Regional Workforce Development Blueprint

In conjunction with these types of on-going business linkages, the WIB is also responsible for periodically updating its regional policy blueprint, which was last done in 1998 (Cape Cod, Martha’s Vineyard, & Nantucket REB 1998).  The purpose of the Blueprint is to analyze overall trends and gaps in the local labor market, the types of training that are needed to fill identified gaps in the labor market, as well as the size and characteristics of the population to be served by local training programs.  The current Blueprint draws on a variety of statistical sources, but it also incorporates information obtained through key informant interviews in several major industry sectors as well as information on the seasonal workforce from a previous employer survey (Barrow and Borges 2000).  


The new Workforce Resources Factbook that accompanies the Blueprint is designed to facilitate employer access in key areas to the numerous training vendors already operating on the Cape and Islands. The Workforce Resources Factbook documents that the Workforce Area has an adequate supply of educational services and job training vendors -- both non-profit and for-profit -- and that these service providers offer the specific types of education and job training most in demand on the Cape and Islands.  The publication of the Factbook and its easy accessibility on the WIB’s website will provide the WIB with an additional mechanism to facilitate better direct linkages between training providers and private employers consistent with its role in the workforce development system.
7.30
Guiding Principles


The Workforce Investment Board should continue pursuing a multi-tiered workforce development strategy designed to move individuals up the skills and education ladder in tangible and measurable increments to fill local gaps in the labor market, while providing opportunities for skills improvement and occupational advancement for individuals (see Table 21). 

Table 21
	Skill/Educational Level
	Source of Training

	Graduate Degree
	University

	Management and Staff Development
	College and university, non-profit vendors, for-profit vendors

	Baccalaureate Degree 
	College and university

	Associate’s Degree 
	Community college

	Craft and Trade Certification 
	Technical institutes; union apprenticeships; board certifications

	Short-Term para-professional Certification 
	University, college, community college, professional associations, for-profit vendors,

	General Equivalency Diploma 
	Public schools, community college, non-profit vendors, for-profit vendors

	Basic Computer Skills
	Community college, for-profit vendors

	English Proficiency and Job Readiness Skills
	Public schools, community college, non-profit vendors, for-profit vendors



It is our recommendation that the Workforce Investment Board adopt the following principles as guides to the implementation of its workforce development policy:

1.  The WIB’s workforce development strategy should focus on incumbent worker training, as opposed to welfare-to-work or other labor market entry strategies, since the Cape and Islands have achieved full employment on a year round average basis since 1999 (see section 2.60).  This achievement appears secure as the region emerges from the recession (2nd Quarter 2001) and thee lingering economic slowdown.

2.  The Workforce Investment Board should continue working with state and federal agencies, non-profit and for-profit educational institutions, public schools, the community college, and private employers to provide English language and job readiness skills training to support the hospitality and health care clusters, which account for 33 percent of the Workforce Area’s direct total employment (see section 7.41 and 7.42).

3.  The Workforce Investment Board should promote short-term training that moves unskilled workers into low-skill occupations and that help low-skill workers move up the career ladder into paraprofessional, technical, craft, and trades positions in critical and emerging clusters.  The WIB should target vocational and job training funds at short-term certification programs in occupations with high levels of new job growth and where average wages are at least 50 percent above the current minimum wage.  This can be achieved by promoting the use of individual training accounts (ITAs) as full or partial “scholarships” and directing ITA recipients into short-term and moderate-term para-professional, craft, trade, and information technology certification programs, which also leverage the support of existing providers such as the public schools, colleges, universities, and non-profit vendors (see section 7.50 and 7.62).

4. The Workforce Investment Board should continue to promote the development   and diffusion of basic keyboarding and computer skills among workers in all critical and emerging clusters (see section 7.60).

5.  The Workforce Investment Board should continue to strengthen the federal School-to-Career Initiative by insuring that public school teachers and program coordinators receive appropriate training for their role in the area workforce development system (see section 7.43).

6.  The Workforce Investment Board should actively support the implementation of the Massachusetts Education Reform Act of 1993, the new state curriculum frameworks, and the SCANS competencies and foundation skills by sponsoring selected course modules that would be available to public schools teachers for professional development points (see section 7.43 and Appendix A).

7.  The Workforce Investment Board should facilitate greater business access to selected training for management and staff development, particularly in areas that involve cross-industry and transferable skills. The publication of the Workforce Resources Factbook, and its posting on the WIB’s website, will also facilitate that process (see section 7.70).

8.  The Workforce Investment Board should continue using its funding to leverage additional funds, where possible, to meet the WIB’s specific workforce training  goals.  This strategy could include:

a.
sponsoring additional programs or courses on a fee-for-service basis, with actual program delivery contracted to public schools, the community college, for-profit and non-profit training vendors.  The Center’s key informant interviews and the Cape Cod Chamber’s study of the hospitality industry both found that large private employers especially are willing to subsidize or even defray the full cost of English language and job readiness training.

b.
applying for additional sources of grant funding from the Massachusetts Department of Education (ESOL), the Massachusetts Department of Transitional Assistance, and national private foundations, while continuing to assist employers access the Workforce Training Fund.

7.40
Basic Skills and Job Readiness Training 

7.41
Basic Skills - ESOL

Basic skills training includes Adult Basic Education (A.B.E.), General Equivalency Diplomacy (G.E.D.), and English for Speakers of Other Languages (ESOL).  The demand for basic skills training is strongest among companies in the hospitality and health care clusters, but even their demand is mainly for additional ESOL training. The 2000 Census data indicate that 6.8 percent of Barnstable County residents (age 5 or older), 8.2 percent of Martha’s Vineyard residents, and 10.5 percent of Nantucket residents speak a language other than English at home.  Only about one-third of these residents report that they also speak English “very well” (US Census 2000).  Based on this data, it is estimated that approximately 9,000 year round adult residents (age 18 +) on the Cape and Islands do not speak English or do not speak it well.

The recent study of the hospitality industry by the Cape Cod Chamber of Commerce found that 22 percent of the responding firms had a medium or high need for ESOL training, while reporting that most firms in this cluster do not offer tuition reimbursement to employees because of their small size (CC Chamber 2002, 2).  This means that many of the non-English speaking employees in this cluster are unable to afford existing ESOL classes offered on a fee for service basis.

7.42
Job Readiness Training

There appears to be significant unmet demand for additional training in job readiness skills. Employers are not only concerned about the job readiness skills of foreign temporary workers and immigrant workers, but they are particularly distressed that many younger workers, including those who recently graduated from high school or even college, lack basic job readiness skills.  The job readiness skills that are most often identified by employers are:

· Resume, Job Application, and Interview Skills

· Punctuality, Personal Appearance, Courtesy and Civility

· Business Communications (e.g., telephone etiquette, office etiquette, writing business letters and memoranda)

· Work Performance (e.g., completing tasks, quality control, listening and observing, reading and following instructions).

The Cape Cod Chamber’s study of the hospitality industry also ranked many of these job readiness skills among its top ten priority areas for job training (CC Chamber 2002, 2, 7).  While demand for this type of training is strongest in the hospitality industry, including hotels and other lodging, amusement and recreation facilities, food stores, and many retail outlets, but demand for this type of training is not confined to the hospitality cluster. Job readiness skills were identified as a problem by almost all interviewees in every significant business cluster on the Cape and Islands.

In fact, job readiness has emerged as a concern nationwide among employers, educators, and workforce investment boards. One of the more innovative recent approaches to this problem is to issue job readiness certificates to middle school and high school students who have completed a formal course module in job readiness skills that includes classroom instruction and work-based training similar to an internship.  Job readiness training programs can be offered as part of the regular curriculum at middle schools and high schools or as a “summer academy” offered by a local 2-year or 4-year college (Oklahoma State University 2002; Nova Scotia Community College 2002; The Job Council 2002). These programs are becoming so prevalent the prepackaged curriculum is now available for job readiness training (Philip Roy, Inc. 2002).
7.43
Teacher Training

In this area, there is a discontinuity between the needs of business and the outcomes of the public education system.  The job readiness skills identified by Cape and Islands’ employers were once taught in junior high and high school Language Arts courses as part of basic communication skills (i.e., telephone etiquette, office etiquette, how to write a business letter, resume preparation, job interviewing, etc.). However, many of the basic job readiness skills required for productive employment are no longer taught in the public schools or colleges as part of the general curriculum with the result that many otherwise talented high school and college graduates approach employers with impressive credentials, but no job readiness.  This shortcoming is particularly onerous for the small businesses that predominate in the region, since they often cannot afford the time or expense of remedial training for employees. 

While it is not the WIB’s role to supplant the public schools, it can indirectly facilitate the development of job readiness skills by making workshops available to middle school and high school Language Arts teachers for professional development points (PDP’s).  Under the Education Reform Act of 1993, all public school teachers are required to earn a specified number of “professional development points” to be eligible for re-certification every five years.  These PDPs are often obtained by taking college and university courses or in-service workshops sponsored by school departments, but they are not limited to these delivery vehicles. The proposed PDP modules can be funded on a fee-for-service basis, since monies for professional development points are available to all public school teachers under the Education Reform Act from their local school department.  It may also be possible to obtain federal grant monies to subsidize or defray the cost of such courses, especially in the school-to-career area. 

This model provides a basis for the Workforce Investment Board to actively promote implementation of the new state curriculum frameworks adopted under the Education Reform Act of 1993 and to strengthen school-to-career initiatives in the public schools.  The WIB should continue working with the public schools on targeted initiatives mainly to provide teachers with the appropriate skills, training, and knowledge they need to bring the public schools’ curricula into line with the SCANS competencies and foundation skills (see Appendix A), which are incorporated into the new statewide curriculum frameworks (http://www.doe.mass.edu/frameworks/current.html).  In other words, targeted teacher training and re-training should be viewed as an important element of workforce development policy.  

The WIB’s workforce development initiatives in the public schools should include:

· sponsoring at least one PDP course module for school-to-career counselors and coordinators in the public school system to insure that they receive appropriate training for their role in the workforce development system.

· sponsoring selected PDP course modules for public school teachers on the English, math, health, and foreign language curriculum frameworks. 

· sponsoring selected PDP course modules for public school teachers on the SCANS competencies and foundation skills.

· facilitate linkages between employers and the elementary and middle schools by sponsoring a series of career days at the public schools over the course of the year, which each target different sector (e.g., hospitality, health care, high technology).

However, even with such initiatives, much of the existing problem with basic skills and job readiness cannot be met through statewide education reform initiatives, since the lack of basic English language and job readiness skills is a problem for many workers who are already members of the region’s workforce.

7.50
Vocational and Industry Specific Training

The most highly specialized vocational and industry-specific training is being handled well by existing educational institutions (e.g., CCCC), professional and industry associations (e.g., Visiting Nurses’ Association, Board of Realtors), well-established industry vendors (e.g., New England College of Finance), corporate education divisions (e.g., health care, marine sciences, aviation), or through on-the-job training (hospitality) and union apprenticeships (construction). The large employers on the Cape and Islands operate extensive and effective in-house training programs and frequently provide full tuition reimbursement for employees attending college or other certification programs.  The most specialized industry-specific training is often mandated by federal regulations (aviation, health services, financial services) or required due to state and local regulations (food preparation).  For many local firms – even small ones -- that operate as chains, holding companies, subsidiaries, or branches, corporate- and industry-specific training programs are usually established by corporate headquarters and often operated out of a central training facility. Nevertheless, the key informants interviewed for the study all express an interest in contracting for additional training and educational services that involve transferable skills (see management and staff development below) or that address chronic labor shortages.

The key informants also identified acute or exceptional labor shortages in specific areas that were consistent with the occupational projections and vacancy analysis. To help rectify these labor shortages, the Workforce Investment Board should target a significant portion of any vocational and industry-specific job training funds at short-term certification programs to support the health care, social service, distribution, construction, and other sectors.  The selected programs (e.g., ITAs) should channel trainees into occupations with high levels of current demand, as well as projected new job growth, on the Cape and Islands, and where average annual wages are at least 50 percent above the current minimum wage ($21,060+).  These occupations are:


Social Service Asst ($28,500)

Truck Drivers – CDL ($28,200)


General Office Clerks ($24,280)
Nurses Aides/Orderlies ($22,760)


Reception Clerks ($22,690)

Home Health Aides ($21,340)


The Workforce Investment Board should also target a selected portion of any vocational and job training funds at moderate-term certification programs to support the health care cluster.  The selected programs should channel trainees into occupations with high levels of current demand, as well as projected new job growth on the Cape and Islands, and where average annual wages are at least 75 percent above the current minimum wage ($24,570+).  These occupations are:


Dental Assistant ($33,467)

 Physical Therapy Assistant ($32,640)


Medical Assistants ($25,280)

7.60
Computer and Software Training

7.61
Basic Software Skills

Employers in all sectors of the economy report a chronic need for basic computer and software training.  The type of training identified by employers was not for network and systems analysts, computer engineers, or computer information scientists, but very basic, specialized, and intensive training in keyboarding and the use of various software applications.  The types of training identified by employers include:

· Keyboard skills (i.e., typing)

· Microsoft Word

· Microsoft Excel

· Microsoft Access

· Microsoft Publisher

· Microsoft PowerPoint

These types of courses are widely available through the continuing education divisions of the community college and university, but employers express disappointment with the inflexibility of these educational bureaucracies.  Courses are usually offered on preset schedule although new employees are not hired on a “semester basis.” In addition, the continuing education divisions of most colleges and universities typically cancel courses if they fail to attract a minimum number of students (e.g., 15 or 25) to insure that all costs are covered by student tuition and fees (as required by state law).  Thus, courses are sometimes cancelled, or if the courses do “make,” they are large and standardized so that the particular needs of individual employees are often neglected or students fall behind and do not receive individualized instruction.   

The Cape’s large employers are willing to subsidize “under-enrolled’” classes on a contract basis at CCCC or the public schools to insure that courses are offered on a timely basis and to insure that employees receive more intensive tutoring from instructors.  In fact, there is also strong demand for worksite-based training in basic computer skills and software applications involving only 2 to 5 employees at a time to insure intensive tutoring and learning at a pace set by the employees, rather than on a standard course schedule and to insure that the training is tailored to a particular company.  


While the WIB is not in a position to offer such training directly, it is in a position to broker the required courses with the community college, university, and public schools, to direct employers to the numerous private vendors, or to organize such courses for small- to medium-sized businesses on a fee-for-service basis.  This gap in the training market also points to the need to make the Factbook widely available to Cape and Islands employers.

7.62
Information Technology Certification


There are numerous opportunities for individual advancement and job training that do not require a college or university degree.  These occupations require short-term to moderate-term formal training, but there are numerous vendors that currently such programs.  These include occupations such as:

· Software support technician,

· Help desk technician,

· Computer network specialist, 

· Computer systems hardware analyst

· Data processing equipment repair.


These well-paying hi-tech occupations are increasingly found across a wider and wider spectrum of industries as the introduction of computing hardware, internet access, local area networking, and wide area networking become commonplace in almost every workplace.  These occupations typically require 12-weeks to 1-year of training with Microsoft Certification or the A+ Certification established by the Computing Technology Industry Association.

The National Education Training Group (NETg) has also developed a wide array of technology-based training with an emphasis on information technology (IT) subjects. NETg provides over 1,200 courses on topics ranging from word processing software to the acquisition of new professional information technology skills and certification training. NETg has formed partnerships with companies like Microsoft, Netscape, Oracle, and Novell to offer its courses nationwide through traditional colleges and universities, worksite-based training, and online training (Thomson Netg 2002).

7.70
Management and Staff Development


The specialized education required for professional and technical occupations in high technology, financial services, health care, and other professional services is largely provided by higher education institutions that offer associate, baccalaureate, and graduate degrees.  The lack of a four-year college or university campus on Cape Cod has been noted frequently in various economic development reports beginning with Choosing to Compete  (1993).  Moreover, the demographic data suggest that while high school students on the Cape and Islands have a low drop out rate, perform well on standardized tests (MCAS and SAT), and attend college in high proportions, once they leave the Cape and Islands many do not return after graduation.  This is partially offset by the high level of educational attainment among the Cape and Islands’ retirees and second homeowners, but such individuals are not likely to be in the full-time labor force.  Consequently, the Cape’s large employers frequently provide 100% tuition reimbursement to employees who attend college-level courses and maintain a grade point average of B or above.


However, these same employers report a willingness to spend additional funds on other types of management and professional staff training that are not normally part of the higher education curriculum.  Much of this training has cross-industry relevance and much of it would also prove valuable to small businesses, where the proprietor is the general manager.  The types of training modules identified by the key informants include:

· Leadership Development

· Management & Supervisory Skills

· Tax and Benefits Law

· Business Law

· Customer Service, Problem Solving, and Conflict Resolution

· Bilingual Training in Languages other Than English (Portuguese)

· Public Presentation Skills

Technical Leadership and Management.  Technical leadership and management training is particularly required in the high technology and marine science sector mainly because scientists and engineers may be well-trained in their field of professional expertise, but scientific and engineering projects are increasingly team-based enterprises that require management and budgeting skills from project leaders.  Scientists and engineers may be experts at setting up their labs or computer models, but they do not necessarily have management, supervisory, communications, or budgeting skills.  In fact, scientists, engineers, and technicians often do not see themselves as being managers or supervisors and they are not expected to have these essential skills until they find themselves in a management or supervisory position; nor is this type of training normally part of their higher education.

Tax and Benefits Law.  This course module could be offered on a fee for service basis.  This type of module would cover topics such as unemployment insurance, workers‘ compensation, social security, personal and corporate income tax withholding, pensions, benefits, and related items. 

Business Law.  This course module could be offered on a fee for service basis.  This type of module would cover topics such as the different types of business organization, including sole proprietorship, partnerships, limited liability company (LLC), S corporation, and C corporation, as well as the advantages and disadvantages of the different types of organization. [It would cover topics such as how to operate a small business, what types of forms and reporting are required by businesses, etc.]. It should be particularly appealing to small businesses on the Cape and Islands.

Conflict Resolution.  This course module could be offered on a fee for service basis.  This type of module would cover topics such as problem solving, customer service, team building, conflict resolution, and mediation techniques for both management and front line employees.

Bilingual Skills for English Speakers.  Employers in the hospitality and health care industries especially identified a need for selected non-Portuguese speaking staff to learn how to speak Portuguese because of the large and growing Brazilian population on the Cape.  There is also a wider demand for foreign language skills in the hospitality industry due to the growing importance of international (i.e., European) tourism on the Cape and Islands.

Public Presentation.  This course module could be offered on a fee for service basis.  This type of module would be a combination of public speaking and technical training in the practical use of Microsoft’s PowerPoint presentation software.  It would cover topics such as speech preparation, impromptu speaking, extemporaneous speaking, and other visual and oral formal presentation skills.

7.80
Corporate Universities and Training Institutes

The key informant interviews revealed that several of the Cape’s largest employers operate extensive and well-financed in-house training programs.  These programs may offer additional opportunities for both workforce training and development of the region’s educational services niche.  These programs – separately or in combination -- may have the potential to become “corporate universities” that make their training services available to employees from other companies or other industries on a fee for service (tuition) basis.

Many companies in the United States are turning cost centers (i.e., training) into profit centers by redesigning their training programs as corporate universities that not only offer training to their own employees, but make this same training available to employees from other companies.  Corporate universities first emerged among a small group of elite multi-national corporations, which sponsor institutions such as the University of Toyota, Motorola University, and Schwab University.  In 1988, there were 400 corporate universities in the United States, but by 1997 the number of corporate universities had increased to 1,600.  It is estimated that 250,000 full-time and 500,000 part-time instructors currently work for corporate universities, which enroll more than 4 million workers annually (Meister 1998, xi). Motorola University, which was founded in 1981, now provides instruction to approximately 100,000 students annually and only 22 percent of its enrolled students are Motorola employees.
  


However, corporate universities are no longer the exclusive province of giant companies, but are becoming standard at many small and medium size companies.  Corporate universities and training institutes allow companies to offer certification, college level, and even post-graduate education in areas such as finance, marketing, operations, and other business or technical disciplines, while customizing programming to the needs of a particular industry.  These programs are often offered in partnership with established higher education institutions, but even where these programs are organized as independent corporate universities, many of them are fully accredited by specialized professional associations or regional accreditation agencies (Allen 2002; Meister 1998, Chap. 6).


The Cape and Islands has an obvious niche in the hospitality industry that may allow it to develop corporate university-type programs with regional, national, or even international appeal.  Much of the cross-industry training identified in the Cape Cod Chamber of Commerce’s study could be marketed to companies in the hospitality industry elsewhere in the country (e.g., Vermont, New Hampshire, upstate New York) or even internationally given the Cape and Island’s growing European tourism.
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� Commonwealth of Massachusetts, Choosing to Compete: A Statewide Strategy for Job Creation and Economic Development (Boston: Executive Office of Administration and Finance, 1993), Chap. 15.


� There are 12,573 self-employed workers on Cape Cod (12.5%), 1,745 on Martha’s Vineyard (22.0%), and 1,387 on Nantucket (25.4%) (US Census 2000).


� For example, Christmas Tree Shops, with its headquarters located on Cape Cod, moved the company’s main distribution center to Middleboro because of transportation issues. The Cape Cod 2000 Regional Transit Plan from the Metropolitan Planning Organization (prepared by the Cape Cod Commission) estimates that at least $525 million is needed over the next 25 years to maintain Cape Cod’s roads and bridges (not including the Bourne and Sagamore Bridges) (Cape Cod Commission 2002a).


� A commercial airport is any public airport that annually enplanes 2,500 or more passengers and receives scheduled passenger service of aircraft.  A primary airport is a commercial service airport that annually enplanes 0.01 percent or more of the total number of passengers enplaned annually at all commercial service airports (U.S. DOT 1993, G-3).


� An itinerant operation is any aircraft take-off or landing that does not depart or arrive from a facility within a 20-mile radius of the airport (U.S. DOT 1993, G-2).


� Total personal income includes wages (ES-202) as well as income from all other sources, including pensions, Social Security, interest, dividends, rent, proprietor’s income, and capital gains.


� This result does not include scores from the 3rd Grade reading test which is based on a different scale.


� WHOI has an endowment of $268.2 million (2001).


� Employment losses in health services were not substantial (-298 jobs or –2.9%) and employment is projected to grow in the coming years.  Thus, the cluster is defined as critical and existing.


� In calculating the direct economic impacts of the resort industry, it is estimated that 35 percent of total annual average employment in General Merchandise, Apparel and Accessories, and Food Stores is tourist related based on summer sales figures shared with the principal investigators.  It is estimated that 75 percent of total annual average employment in miscellaneous retail and eating and drinking establishments is tourist related.  It is estimated that 100 percent of total annual average employment in Amusement and Recreation, Museums, and Lodging Establishments is tourist related. 


� ArtsMarket Consulting, Inc., Tourism Market Study Analysis: Visitors to Cape Cod (Barnstable, Mass.: Cape Cod Chamber of Commerce and Cape Cod Times, 1995); Commonwealth of Massachusetts, Convention and Public Assembly Facilities Market and Feasibility Study: Cape Cod Region (Boston: Executive Office of Administration and Finance, 1998).


� Hunter Interests, Inc., Economic Analysis: Cape Cod Tourism Expansion Strategy. Barnstable, Mass.: Cape Cod Economic Development Council, 1996.


� The H2B visa program is for foreign temporary non-agricultural workers.  Agricultural workers are covered by the H1B visa program.


�  There is a large population of Brazilian immigrants, who are permanent resident aliens integrated into the year round economy.  However, their exact numbers cannot be determined and the topic is even a matter of controversy among experts on immigration and demographics.  Summ and Fogg (1999, 38) observe that “Brazil has been a growing contributor to the stock of new immigrants in Massachusetts, however, the estimated number of immigrants from Brazil based on the 1990 Census and the 1996-1997 Current Population Statistics Surveys are well below those cited by the local media and Brazilian officials.”  Boston newspapers reported 150,000 Brazilians living in the Boston Metro area in the late 1990s and the Cape Cod Times reports that 5,000 to 10,000 Brazilians are living on the Cape today (Tsukimori 2000b), while only 507 Brazilians were living on Cape Cod according to the 1990 Census.  In contrast, Fogg and Summ estimate that no more than 15,000 Brazilians live in the entire state based on the best available data.  The Center’s employer survey suggests that Brazilians occupy positions in the hospitality industry in roughly the same proportion as Jamaicans, which means there are probably no more than 1,000 to 2,000 Brazilians in the Cape’s hospitality workforce, mainly concentrated in the Hyannis area.


� For example, a foreign temporary worker might hold a full-time job as a sales clerk (M-F, 8 am - 5pm) (40 hours), a part-time job on the wait staff of a local restaurant (M-F, 6pm – 11pm) (25 hours), and a part-time weekend job as a chambermaid or maintenance person at a hotel (Sat./Sun., 8am – 5pm) (16 hours).  The H2B visa prohibits an individual from working for more than one employer.  Nevertheless, since many of the Cape’s employers own more than one enterprise, it is possible for an individual to hold more than job without violating the visa’s restriction.  There is no employer-linked restriction on the J1 visa.


� [Note: Data for Colleges and Universities and Educational Services NEC was confidential for 1997]. 





� Wage data is confidential for computer and office equipment, electronic equipment and components, and drugs.


� Nantucket and Martha’s Vineyard were not included in the study.


� This data includes job postings that were closed by the end of FY 02 and does not include vacancies that are still open to be filled.


� The one lacunae in the Board’s representation is the lack of a private sector representative from the distribution cluster (i.e., wholesale and freight transportation).


� Economists define full employment “as the availability of work at prevailing wage rates for all persons who desire it” (Shim and Siegel 1995, 156).  Full employment does not mean 100 percent employment, because there is always some unemployment owing to job changes (frictional unemployment) and seasonal factors (e.g., construction or teaching). Most economists define full employment as an unemployment rate of 4 percent or less.  Alan Pollard, the manager of the Massachusetts Division of Employment and Training’s Hyannis office, observes that like so much of Massachusetts, Cape Cod has been “pushing the boundaries of full employment” (Perry 1999).





� Motorola University’s main campus is in Schaumburg, Illinois, but the institution operates 30 sites in 19 countries, including Brazil, South Africa, China, and Germany.








�PAGE \# "'Page: '#'�'"  ��Chart located in file “employment and population.”  See worksheet titled “largest ind.”
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