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PREFACE 
 
San Diego’s Business Services Industry Cluster: A Strategic Workforce Development Plan 
provides a blueprint for meeting the workforce development needs of the Business Services 
Industry, now, and in the future. The plan was developed by a “Focus Coalition” of industry and 
education and training leaders charged with reviewing the industry’s workforce issues and 
concerns, and developing a strategic plan to address them. 
 
The San Diego Workforce Partnership and SourcePoint want to thank the industry and education 
and training leaders who served on the Business Services Cluster Focus Coalition: 

 
Lois Bruin 

San Diego Community College District 
 

Kay Christian 
TLC Staffing 

 
Kristen Cooke 

Baker & McKenzie 
 

Debbie Dunn 
Eastridge Group 

 
Augie Gallegos 

San Diego Community College District 
 

Rick Herrmann 
San Diego County Regional Occupational Program 

 
Laura Martella 

The Sutherland Group 
 

Dino Nelson 
Palomar College 

 
Alison Prager 

Eastridge Group 
 

Troy Roland 
National University 

 
Mollie Smith 

Palomar College 
 

Bill Stowe 
OPEIU Local 30 
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Robert Svet 

Eastridge Group 
 

Michelle Thornton 
Legal Reprographics, Inc. 

 
Jan Wahl 

San Diego Sate University 
 

Linda Zubiate 
Carrier Johnson 

 
In publishing this plan, the San Diego Workforce Partnership, and all of its partner organizations, 
hope to initiate or strengthen cooperation and coordination among the relevant Business Services 
Industry associations, employers, and education and training providers. Working together, these 
groups can implement the recommendations set forth in this plan, and ensure that San Diego’s 
Business Services Industry has the workforce it needs to prosper and grow. 
 
San Diego’s Business Services Industry Cluster: A Strategic Workforce Development Plan builds 
on research conducted for San Diego’s Business Services Industry Cluster: A Regional 
Employment Study, a second Workforce Partnership product being released simultaneously with 
this one. The Regional Employment Study contains key information on the state of the Business 
Services Industry workforce – its strengths and its weaknesses. The findings in the Regional 
Employment Study provided a base for the discussions of the Business Services Industry Cluster 
Focus Coalition. 
 
San Diego’s Business Services Industry Cluster: A Strategic Workforce Development Plan is one 
of eight industry-specific strategic workforce development plans being produced by the 
Workforce Partnership. Plans are also available for the following industry clusters: 
 
• Biosciences, 
• Communications, 
• Computer and Electronics Manufacturing, 
• Defense and Transportation Manufacturing, 
• Medical Services,  
• Software and Computer Services, and 
• Visitor Services. 
 
All eight of these plans are key components of two major initiatives being led by the Workforce 
Partnership: the Regional Strategic Planning Initiative and the Skill Shortages Grant. 
 
Regional Strategic Planning Initiative 
The San Diego Workforce Partnership launched the Regional Strategic Planning Initiative in 
response to industry leaders’ identification of a “quality workforce” as one of the key 
components to the region’s continued economic development. 
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Dr. Stephen Weber, President, San Diego State University; Ted Roth, President and COO, 
Alliance Pharmaceutical Corporation; and Don Grimm, President, Strategic Design were 
recruited to lead a Regional Strategic Planning Committee. This Committee of decision makers 
from business, education, labor, and government was charged with developing an action plan to 
meet the region’s workforce development needs. 
 
The Committee sponsored a Workforce Summit, held in September 2000. Discussions at the 
Summit led the Regional Strategic Planning Committee to develop three strategies for advancing 
the quality of San Diego’s workforce: 
 
• Developing linkages between the employer and education and training communities; 
• Obtaining CEO buy- in from key leaders; and 
• Conducting a communications campaign to educate the general public. 
 
The eight industry-specific strategic workforce development plans are components of the 
Committee’s strategy for “developing linkages between the employer and education and training 
communities.” The plans will also form the backbone of the Regional Strategic Planning 
Initiative’s “CEO buy- in” and “communications campaign” strategies. 
 
A January 2002 Workforce Summit highlighted the region’s accomplishments since the first 
Summit, deve loped plans to build on these accomplishments, and laid the groundwork for further 
advances in workforce development. 
 
Skill Shortages Grant 
In July 2000, the U.S. Department of Labor provided the San Diego Workforce Partnership and 
its partners – the Employment Development Department, San Diego - Imperial Counties Labor 
Council, San Diego Regional Economic Development Corporation, San Diego Regional 
Technology Alliance, San Diego State University, San Diego Urban League, and SourcePoint – 
with a $750,000 grant to support a comprehensive approach to addressing skill shortages in San 
Diego County. The grant provided funding to support the existing Regional Strategic Planning 
Initiative, and to link it to labor market information research and targeted training programs. 
 
In addition to the Regional Strategic Planning Initiative and the development of the eight 
industry-specific strategic workforce development plans discussed above, the Skill Shortages 
Grant supports: 
 
• A survey of ten industry clusters; 
• Workforce analyses of two industry clusters, including Business Services; 
• An analysis of San Diego’s labor supply and demand; 
• A database of San Diego’s education and training providers; 
• A pilot work readiness training program; and 
• A pilot technical skills training program. 
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Together, these projects enable the Workforce Partnership to work with the broader San Diego 
community to research labor market needs, plan strategies to address these needs, and deliver 
programs that advance these strategies. 
 
The San Diego Workforce Partnership prides itself on the quality of the labor market information 
it is able to provide to the San Diego region. We hope you will visit our website at 
www.SanDiegoAtWork.com, and check out our offerings. 
 

Lawrence G. Fitch 
President and CEO 

San Diego Workforce Partnership 
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RECOMMENDATIONS SUMMARY 
 
Education and Training Strategies for Meeting Current Workforce Needs 
 

1. Educators1 should offer more “soft skills” training programs for employees of all levels, to 
improve communication and customer service skills. 

 
2. Educators should design more short-term training programs to attract small business clients. 
 
3. Educators should simulate on-the-job conditions in technical training programs to enhance 

situational knowledge and improve communication skills. 
 
4. Employers should create a system that rewards employees for completing training, such as 

providing additional compensation. 
 
5. Intermediary organizations 2 should aggregate employers into regional training collaboratives 

to provide low-cost training solutions. 
 
6. Intermediary organizations should help public sector trainers stay current with new industry 

technologies. 
 
Data Collection Strategies for Meeting Current and Future Workforce Needs 
 

7. Intermediary organizations should investigate the returns from investments in training and 
present the findings to employers.  

 
8. Intermediary organizations should compile information on industry practices and training 

requirements for educators and employers. 
 
Communication Strategies for Building Ongoing Linkages between Industry 
and Education 
 

9. Educators should solicit industry association endorsements of specific training programs to 
prove “customer satisfaction” and reduce the perceived risks to employers. 

 
10. Educators should continue to network with human resource directors and industry 

associations to identify changes in skill requirements.  
 
11. Intermediary organizations should promote the online database of training providers. 
 
12. Educators and intermediary organizations should offer free training programs to introduce 

employers to training providers with whom they are unfamiliar. 
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INTRODUCTION 
 
Background3 
San Diego’s Business Services Industry Cluster firms provide a variety of professional services 
to local business establishments, including management, legal, architectural, and personnel 
supply services. The industry plays the vital role in the San Diego regional economy of 
supporting other industry clusters4 with intellectual property law, catalog publishing, and 
computer facilities management, among other services. Because of the broad variety of activities 
pursued by firms in the Business Services Cluster, there are no overarching industry associations 
that serve the entire cluster. (In contrast, BIOCOM, for example, is the overarching association 
for the Biotechnology and Pharmaceuticals cluster, and the AeA is the overarching association 
for the Computer and Electronics Manufacturing cluster.) 
 
In 2000, the Business Services Industry Cluster was the largest of all San Diego clusters, 
consisting of 6,544 firms and 97,062 employees. Between 1991 and 2000, the number of 
Business Services Industry Cluster firms increased 23 percent, and employment increased 84 
percent. Approximately 56 percent of the growth in employment occurred in the Help Supply 
Services industry. 
 
In a survey taken prior to the events of September 11, 2001, Business Services Industry 
employers were very optimistic about business conditions over the coming year. They expected 
the number of Business Services jobs to increase by 21 percent. This would translate to over 
20,782 new jobs for the region between the summers of 2001 and 2002. 
 
In 2000, the annual average wage for the Business Services Industry Cluster was $38,485. In 
comparison, the average wage for all jobs was $28,854. Since 1991, wages in the Business 
Services Cluster have increased by 45 percent.  
 
The average Business Services Industry Cluster firm size is relatively small at fifteen employees. 
However, the average firm size in the Help Supply Services industry, which accounts for over a 
third of total Business Services employment, is 110. The small to medium size of most Business 
Services firms may impact their ability to afford training (time and funds) for their employees. 
 
Supply and Demand for Industry Cluster Workers  
In general, the Business Services Industry Cluster is highly dependent on the local labor supply. 
When surveyed, employers reported that they rarely to sometimes recruited outside the region for 
Architects, Drafters, Systems Analysts, Sales Agents, and Inspectors and Testers. 
 
H-1B visa use was moderate among employers in the Business Services Industry Cluster: only 
0.42 percent of the workforce was hired with H-1B visas in the twelve months between June 
2000 and June 2001, though seven percent of all firms had used H-1B visas at some time. 
Occupations for which H-1B visas were used within the twelve months between June 2000 and 
June 2001 included Systems Analysts and Drafters.  
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When Business Services Industry employers were surveyed in 2001, they reported that they 
experienced the most difficulty finding qualified Inspectors and Testers, and Drafters. However, 
overall, the industry cluster experienced relatively little difficulty finding qualified applicants for 
the occupations most representative of the Business Services Industry workforce. 
 
Business Services Industry Cluster employers identified Telemarketers and Solicitors as the 
occupation with the highest anticipated growth rate over the twelve months between June 2001 
and June 2002 (67 percent). Other occupations with high anticipated growth included Inspectors 
and Testers (50 percent) and Systems Analysts (35 percent). These findings should help 
educators better focus their efforts toward meeting the industry’s needs. 
 
Education and Training 
Within the Business Services Industry Cluster, four percent of employees possess a graduate or 
professional degree, 21 percent possess a bachelor’s degree, 16 percent possess a trade certificate 
or associate’s degree, and 59 percent have a high school education. 5 Within specific cluster 
occupations, Lawyers and Drafters had the highest minimum education requirements, requiring a 
professional degree. Telemarketers and Solicitors had the lowest minimum education 
requirements, requiring a high school diploma or the equivalent. 
 
Employers deemed training to be particularly important in this cluster for all occupations. 
Managers and professionals were expected to already have a technical education when hired, but 
often required additional training in “soft skills” to improve their communication and customer 
services skills. In occupations with lower skill requirements, employers emphasized hiring 
applicants with strong interpersonal skills, and were willing to provide training for the necessary 
technical skills.  
 
Employers identified the following as moderate obstacles to providing training for their 
employees: training costs, lost production time when workers are training, and the risk of 
training employees only to lose them to another company. Other obstacles to training included 
employees or management failing to see the importance of training, travel distances, and 
providing training in areas that would soon be obsolete due to rapid changes in technology. 
 
Surveyed employers reported that most recent hires had very few skill deficiencies. The cluster 
occupation with the most skill deficiencies was Telemarketers and Solicitors.  
 
Methodology 
The Business Services Cluster Focus Coalition findings and recommendations are derived from 
four meetings of the Cluster Focus Coalition in 2001. Information and recommendations in this 
workforce plan were also taken from Business Services Industry Cluster: A Labor Market Survey 
2001, San Diego’s Business Services Industry Cluster: A Regional Cluster Study, and A Path to 
Prosperity: Preparing Our Workforce. 
 
Recruitment of Focus Coalition Members 
To recruit Focus Coalition participants, a letter of invitation was sent to CEOs, human resource 
directors, and labor representatives in the Business Services Cluster, as well as to education 
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administrators of training programs relevant to cluster workforce skill needs, asking each to 
appoint a representative to the Coalition.  
 
Focus Coalition Meetings 
During the first meeting, on March 16, 2001, SourcePoint provided the Focus Coalition with an 
overview of the San Diego Workforce Partnership’s Skill Shortages Grant activities thus far, 
including the cluster studies6 and the Workforce Summit held in September 2000. The overview 
included the following findings from the studies and Summit: 
 
• Industry recommendations for training; 
• Wages; 
• Subsector employment within the cluster; 
• Growth of specific occupations within the cluster; 
• Difficult-to-hire occupations; and 
• Training strategies utilized by cluster employers. 
 
Following the overview, discussion was opened to the Coalition participants. Coalition 
participants responded to questions in three broad areas: 
 
• What education and training strategies and designs are needed to meet the skills demanded in 

the industry today, and in the near future (two to five years)?  
 
• What data are needed on an on-going basis to help the stakeholders guide their institutions in 

the future?  
 
• What communication strategies should be implemented to ensure that the region’s education 

and training providers continue to meet the industry’s skill development needs on an ongoing 
basis?  

 
Participants’ responses included comments regarding the needs of industry and education, and 
broad recommendations to address those needs. 
 
During the second meeting, on June 29, 2001, Coalition participants explored the comments and 
recommendations from the first meeting in more detail. A list of the Coalition’s findings and 
recommendations was presented for approval at the third meeting, on August 10, 2001. At the 
final meeting on October 5, 2001, the Coalition discussed the current communication channels 
between employers and training providers and suggested strategies to improve existing 
relationships.  
 
Distribution for Comment  
A draft report of the Focus Coalition’s findings and recommendations was distributed to all 
participants for comment and approval. Comments were incorporated into the final report. 
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RESULTS AND RECOMMENDATIONS 
Education and Training Strategies 

For Meeting Current Workforce Needs 
 
Recommendations for Educators 
1. Educators should offer more “soft skills” training programs for employees of all levels, 

to improve communication and customer service skills. 
Coalition members felt there was a shortage of training focused on communication skills in the 
region (e.g., work ethic, conflict resolution, courtesy, teamwork). While many employees are 
expected to come to the job with high- level technical skills (lawyers, architects, accounting 
clerks), they often do not have the interpersonal skills employers are looking for. For example, 
many architects that learned technical skills in school lack the presentation, leadership, and 
customer service skills necessary to become project managers. Four-year degree programs 
should offer soft skills training to reduce the need for further workforce development. 
 
In contrast, for lower level positions, employers prefer to hire new employees for soft skills and 
have been more willing to train for technical skills (e.g., Telemarketers and Solicitors, 
Employment Interviewers). But, employers have said they often have trouble recruiting 
individuals strong in these soft skills. Some companies, such as the Sutherland Group, teach soft 
skills in-house, but the small average size of firms in this cluster means that many companies 
require customized soft skills training assistance from outside providers. One outside trainer used 
by Business Services firms to provide soft-skills instruction is the San Diego Employers 
Association, which offers a series of classes covering management and supervisory training. 
Educators should provide other options for this training as well. 
 
2. Educators should design more short -term training programs to attract small business 

clients. 
Coalition employers noted that short-term training programs are valuable because they do not 
hamper a company’s productivity by keeping employees out of the office for extended periods of 
time. Many community colleges do offer short-term, customized training programs for which 
instructors go to companies and teach on site. However, employers still said there is a shortage of 
short-term programs in the region, especially those that teach soft skills, or that are geared 
toward occupations with low skill requirements. For instance, many companies noted there are 
many degree programs that offer communication skills training. But, the content of these 
programs is perceived as too broad, going beyond the needs of most employers. To provide more 
effective training, educators should solicit input from employers to design smaller course 
modules. 
 
3. Educators should simulate on-the-job conditions in technical training programs to 

enhance situational knowledge and improve communication skills.  
Coalition employers felt that newly graduated employees are often unable to apply general 
knowledge gained from their education to specific workplace situations because they lack 
experience. Internships and practical experience are very important for many Business Services 
Cluster occupations, such as Drafters, who require real-world experience using CAD. 
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Recommendations for Industry Employers 
4. Employers should create a system that rewards employees for completing training, such 

as providing additional compensation. 
Although employers cited concerns about retaining employees after investing in their training, it 
was generally agreed that the productivity gains from having well- trained employees usually 
justify the expense. If employers want their employees to improve their skills, they need to do 
more than just communicate the importance of workforce training. They also need to provide 
incentives for training. 
 
Employers that provided employees with training opportunities found that some employees were 
not motivated to seek training because of lack of time or initiative. To encourage employees to 
pursue training, employers should reward the acquisition of new skills with higher pay. Where 
feasible, employers should also institute tuition reimbursement policies for their employees.  
 
Recommendations for Intermediary Organizations 
5. Intermediary organizations should aggregate employers into regional training 

collaboratives to provide  low-cost training solutions. 
The large amount of overhead required for companies to support training programs can be cost-
prohibitive for the many small firms in the Business Services Cluster. Employers expressed 
interest in collaborating with other companies to jointly fund employee training programs that 
would be too costly for them to afford on their own. Because, by definition, industry cluster 
firms are “complementary and interdependent,” companies in the Business Services cluster are 
well positioned to cooperate in developing their workforces. 
 
Intermediary organizations could help facilitate creation of employer training collaboratives by 
identifying the training needs of employers, bringing together employers with mutual training 
interests, and publicizing the collaboratives’ training activities to other companies affiliated with 
the intermediary organization. Once a collaborative is established, intermediary organizations 
could connect the group of employers to the relevant training providers. 
 
6. Intermediary organizations should help public trainers stay current with new industry 

technologies.  
Some Coalition educators and employers suggested that a common problem in finding 
satisfactory training programs is that it is difficult for public colleges and universities to keep 
current with the equipment used by the industry (e.g., computer lab equipment). Budget cuts at 
the state and federal levels have reduced the funds available to educators to purchase the 
equipment required for training. When appropriate, intermediary organizations could subsidize 
the purchase of equipment or solicit donations of equipment from companies that need the 
training (from the “training collaboratives,” for example). Intermediary organizations may also 
be able to play a role in pressuring the state and federal governments to increase funding for 
educational equipment. 
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Data Collection Strategies 
For Meeting Current and Future Workforce Needs 

 
Recommendations for Intermediary Organizations 
7. Intermediary organizations should investigate the returns from investments in training 

and present the findings to employers.  
Employers admitted that many supervisors do not recognize the value of employee training. 
Employers tend to perceive time used for training as lost production time. Employers are 
therefore reluctant to offer training to their employees or pay for their employees to receive it. 
Most employees want training and know what training is necessary to be able to complete their 
projects. 
 
Coalition members felt that employers’ failure to recognize the value of training can lead to 
reduced employee productivity and even employees leaving a company because they feel that 
their training needs are being neglected. Employers agreed that they might be more willing to 
offer training for their employees if they had quantitative and qualitative information that 
indicated how training would benefit their bottom lines. 
 
8. Intermediary organizations should compile information on industry practices and 

training requirements for educators and employers. 
Both employers and educators expressed an interest in studies that would document the 
following data within the cluster: 
 
• Compensation levels, specific to occupations and years of experience; 
• Education levels of workers by occupation; 
• Effective recruiting methods; 
• Uses of part-time workers; 
• Types and sources of training utilized by employers; 
• Utilization of H-1B visas (number of workers and occupations); and 
• International trade involvement. 
 
Data highlighting what skills are in demand would help educators design curricula and inform 
job seekers about what to expect when entering the industry. 
 
Intermediary organizations should also consider working with colleges, universities, and training 
programs to track the career paths of recent graduates. This could include following up with 
graduates through alumni associations.7 
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Communication Strategies for Building Ongoing Linkages 
Between Industry and Education 

 
Recommendations for Educators 
9. Educators should solicit industry association endorsements of specific training 

programs to prove “customer satisfaction” and reduce the perceived risks to employers. 
Coalition employers agreed that they would be more likely to pay for employee training if they 
knew that a particular course or program were regarded highly by a local industry association. 
By endorsing a particular training program, industry associations could assure employers that the 
course provides content that meets industry standards and is relevant to current industry needs. 
To gain endorsements of training programs, educators should develop relationships with local 
industry associations and seek their guidance on designing curricula. Educators should also 
consider utilizing the association’s visibility and mailing lists to market these association-
endorsed training programs. 
 
10. Educators should continue to network with human resources directors and industry 

associations to identify changes in skill requirements. 
Coalition educators noted that it can be difficult to get feedback from industry employers on the 
types of skills (and therefore training programs) they require. Coalition employers suggested that 
training providers attend meetings of the San Diego Recruiters Roundtable, a group comprised of 
human resource directors from companies throughout the region, and other similar organizations 
to coordinate on the design of training curricula and the preferred formats in which training is to 
be provided. 
 
Recommendations for Intermediary Organizations 
11. Intermediary organizations should promote the online database of training providers. 
Coalition employers said they are largely unaware of the various technical classes and training 
programs available to them and their employees from regional training providers. For most 
employers, partic ipation in the Coalition was the first time they learned about many existing 
programs. Employers felt they would benefit from access to a single source of information on 
classes and training programs.  
 
The San Diego Workforce Partnership collects information on regional education and training 
providers and programs, and submits these to the state, which incorporates them into CTEP, the 
California Training and Education Providers website (www.soicc.ca.gov/ctep/). The Workforce 
Partnership needs to continue to work with the state to ensure that San Diego’s information is 
comprehensive and up-to-date, and that the site is user friendly and easy to search. The 
Workforce Partnership should also undertake an ongoing marketing effort to ensure that both 
employers and trainers are aware of this informational resource.   
 



 

 
Page 10 San Diego Workforce Partnership 
   

Recommendations for Educators and Intermediary Organizations 
12. Educators and intermediary organizations should offer free training programs to 

introduce employers to training providers with whom they are unfamiliar. 
The Coalition noted that the most common reason for employers to work with a given training 
provider was positive past experiences that blossomed into good business relationships. Many 
small companies rely on such relationships with outside trainers because they cannot afford the 
overhead expenses associated with running in-house training, and they are risk-averse and 
hesitant to contract with unfamiliar training providers. Firms need incentives to experiment with 
new, outside trainers, and training providers need increased exposure.  
 
One solution is to have training providers offer “samples” of their services to a few employees of 
small firms, free of charge, in hopes of building new relationships with employers. Educators 
could offer these “free trial” classes, or intermediary organizations could provide educators and 
companies with subsidies to fund the classes. 
 
In return for the free classes, employees and employers would be required to fill out 
questionnaires about the quality and value of the training. Immediately following the classes, 
employees could provide assessments of how much they learned, and then three months after the 
classes had ended, they could provide assessments of whether the training had impacted the 
quality of their work. Employers, too, could provide assessments of the value of employees’ 
increase in performance. 
 
There would be multiple benefits to this system: 
 
• Employers would gain insights into the value of the training, and could determine whether to 

purchase the training in the future. 
 
• Trainers would receive feedback from companies as to whether their services were meeting 

industry needs, and would be better able to adapt to changing market trends. 
 
• The feedback could also be freely shared with interested intermediary organizations, which 

could use it to recommend (or not recommend) trainers to other interested employers. 
 
This strategy may require expanding the current role of intermediary organizations to foment 
relationships between employers and educators and create incentives for employers to try new 
training programs. 
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Endnotes 
                                                 
1 For the purposes of this report, all references to education or educators refer to post-secondary education training 
providers such as colleges and universities, extension programs, community colleges, and private training providers. 
 
2 Intermediary organizations include organizations such as the San Diego Workforce Partnership and the San Diego 
Regional Economic Development Corporation, or industry associations that represent firms in the Business Services 
Cluster such as the San Diego County Bar Association and the American Institute of Architects, San Diego Chapter 
(AIASD), which can help facilitate workforce development linkages between industry and education. 
 
3 Most of the data in this section was obtained from three publications: 1) SANDAG. 2001. San Diego Regional 
Employment Clusters: Engines of the Modern Economy. San Diego: SANDAG; 2) San Diego Workforce 
Partnership. 2001. Business Services Industry Cluster: A Labor Market Survey 2001. San Diego: San Diego 
Workforce Partnership; and 3) SourcePoint. 2002. San Diego’s Business Services Industry Cluster: A Regional 
Employment Study. San Diego: Workforce Partnership. 
 
4 The San Diego region’s 16 industry clusters are Biomedical Products, Biotechnology and Pharmaceuticals, 
Business Services, Communications, Computer and Electronics Manufacturing, Defense and Transportation 
Manufacturing, Entertainment and Amusement, Environmental Technology, Financial Services, Fruits and 
Vegetables, Horticulture, Medical Services, Recreational Goods Manufacturing, Software and Computer Services, 
Uniformed Military, and Visitor Services. For more information on clusters, see “San Diego Regional Employment 
Clusters: Engines of the Modern Economy.” San Diego Association of Governments, INFO, May-June 1998. 
 
5 The San Diego Workforce Partnership. A Path to Prosperity: Preparing Our Workforce, 2002. 
 
6 The San Diego Workforce Partnership developed six industry cluster studies in 2000, one each for Biosciences, 
Communications, Computer and Electronics Manufacturing, Medical Services, Software and Computer Services, 
and Visitor Services. These served as the basis for six of the Focus Coalition planning efforts that produced these 
“Strategic Workforce Development Plans.” 
 
7 For an example of preliminary research of this sort by the UC San Diego Career Services Center, see the UC San 
Diego “Survey of 2001 Graduates” at http://www-csc.ucsd.edu/studentsalumni/Survey2001.htm. 
 



San Diego Workforce Partnership, Inc. 
 
The San Diego Workforce Partnership, Inc. (Workforce Partnership) has been in 
operation since 1974, when a joint powers agreement between the City and the 
County of San Diego created what is now a public/private nonprofit corporation. 
The Workforce Partnership’s mission is: 
 

To coordinate a comprehensive workforce development system that 
ensures a skilled, productive workforce and supports a healthy 
economy throughout the San Diego region. 

  
The Workforce Partnership has long created workforce solutionsSM for the region’s 
employers and individuals through public and private partnerships. We provide 
cost-effective, quality programs and services that promote self-sufficiency and 
address the current and long-term needs of the region’s employers. This is largely 
accomplished through the Workforce Partnership’s regional network of One-Stop 
Career Centers – including its online center, www.SanDiegoAtWork.com – which 
provides universal access to labor market information and comprehensive 
employment resources for job seekers and employers. 
 
For more information about the Workforce Partnership, visit 
www.SanDiegoAtWork.com, or contact us through the information below: 
 
 
 
 
 
 
 
 
 
 
 
 
 

San Diego Workforce Partnership, Inc. 
1551 Fourth Ave, Suite 600, San Diego, CA 92101 

619-238-1445 office  *  619-238-6063 fax  *  www.SanDiegoAtWork.com 
Lawrence G. Fitch, President and CEO 



 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

 


