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OVERVIEW

Under the Workforce Innovation and Opportunity Act (WIOA), the Governor of each State must
submit a Unified or Combined State Plan to the Secretary of the U.S. Department of Labor that
outlines a four-year strategy for the State’s workforce development system. The publicly-
funded workforce development system is a national network of Federal, State, regional, and
local agencies and organizations that provide a range of employment, education, training, and
related services and supports to help all job-seekers secure good jobs while providing
businesses with the skilled workers they need to compete in the global economy. States must
have approved Unified or Combined State Plans in place to receive funding for core

programs. WIOA reforms planning requirements, previously governed by the Workforce
Investment Act of 1998 (WIA), to foster better alignment of Federal investments in job training,
to integrate service delivery across programs and improve efficiency in service delivery, and to
ensure that the workforce system is job-driven and matches employers with skilled
individuals. One of WIOA'’s principal areas of reform is to require States to plan across core
programs and include this planning process in the Unified or Combined State Plans. This reform
promotes a shared understanding of the workforce needs within each State and fosters
development of more comprehensive and integrated approaches, such as career pathways and
sector strategies, for addressing the needs of businesses and workers. Successful
implementation of many of these approaches called for within WIOA requires robust
relationships across programs. WIOA requires States and local areas to enhance coordination
and partnerships with local entities and supportive service agencies for strengthened service
delivery, including through Unified or Combined State Plans.

OPTIONS FOR SUBMITTING A STATE PLAN

A State has two options for submitting a State Plan— a Unified State Plan or a Combined State
Plan. Ata minimum, a State must submit a Unified State Plan that meets the requirements
described in this document and outlines a four-year strategy for the core programs. The six core
programs are—

e the Adult program (Title I of WIOA),

e the Dislocated Worker program (Title I),

e the Youth program (Title I),

e the Adult Education and Family Literacy Act program (Title II), and

o the Wagner-Peyser Act Employment Service program (authorized under the Wagner-
Peyser Act, as amended by title III),

e the Vocational Rehabilitation program (authorized under Title I of the Rehabilitation Act
of 1973, as amended by Title IV).

Alternatively, a State may submit a Combined State Plan that meets the requirements described
in this document and outlines a four-year strategy for WIOA’s core programs plus one or more
of the Combined State Plan partner programs. When a State includes a Combined State Plan
partner program in its Combined State Plan, it need not submit a separate plan or application
for that particular program. If included, Combined State Plan partner programs are subject to
the “common planning elements” (Sections II-1V of this document) where specified, as well as
the program-specific requirements for that program where such planning requirements exist
separately for the program. The Combined State Plan partner programs are—
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e (areer and technical education programs authorized under the Carl D. Perkins Career
and Technical Education Act of 2006, as amended by the Strengthening Career and
Technical Education for the 21st Century Act (Perkins V) (20 U.S.C. 2301 et seq.)

e Temporary Assistance for Needy Families program (42 U.S.C. 601 et seq.)

e Employment and Training programs under the Supplemental Nutrition Assistance
Program (programs authorized under section 6(d)(4) of the Food and Nutrition Act of
2008 (7 U.S.C. 2015(d)(4)))

e Work programs authorized under section 6(0) of the Food and Nutrition Act of 2008 (7
U.S.C. 2015(0))

e Trade Adjustment Assistance for Workers programs (Activities authorized under
chapter 2 of title II of the Trade Act of 1974 (19 U.S.C. 2271 et seq.))

e Jobs for Veterans State Grants Program (programs authorized under 38, U.S.C. 4100 et.
seq.)

e Unemployment Insurance programs (programs authorized under State unemployment
compensation laws in accordance with applicable Federal law)

e Senior Community Service Employment program (programs authorized under title V of
the Older Americans Act of 1965 (42 U.S.C. 3056 et seq.))

¢ Employment and training activities carried out by the Department of Housing and Urban
Development

e Community Services Block Grant (Employment and training activities carried out under
the Community Services Block Grant Act (42 U.S.C. 9901 et seq.)) !

[1] States that elect to include employment and training activities carried out under the
Community Services Block Grant (CSBG) Act (42 U.S.C. 9901 et seq.) under a Combined State
Plan would submit all other required elements of a complete CSBG State Plan directly to the
Federal agency that administers the program. Similarly, States that elect to include employment
and training activities carried out by the Department of Housing and Urban Development that
are included would submit all other required elements of a complete State Plan for those
programs directly to the Federal agency that administers the program.

HOW STATE PLAN REQUIREMENTS ARE ORGANIZED

The major content areas of the Unified or Combined State Plan include strategic and operational
planning elements. WIOA separates the strategic and operational elements to facilitate cross-
program strategic planning.

e The Strategic Planning Elements section includes analyses of the State’s economic
conditions, workforce characteristics, and workforce development activities. These
analyses drive the required vision and goals for the State’s workforce development
system and alignment strategies for workforce development programs to support
economic growth.

e The Operational Planning Elements section identifies the State’s efforts to support the
State’s strategic vision and goals as identified in the Strategic Planning Elements
section. This section ensures that the State has the necessary infrastructure, policies,
and activities to meet its strategic goals, implement its alignment strategy, and support
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ongoing program development and coordination. Operational planning elements
include:

o State Strategy Implementation,

o State Operating Systems and Policies,

o Assurances,

o Program-Specific Requirements for the Core Programs, and

o Program-Specific Requirements for the Combined State Plan partner
programs. (These requirements are available in a separate supplemental
document, Supplement to the Workforce Innovation and Opportunity Act
(WIOA) Unified and Combined State Plan Requirements. The Departments are
not seeking comments on these particular requirements).

When responding to Unified or Combined State Plan requirements, States must identify specific
strategies for coordinating programs and services for target populations.2 States must develop
strategies that look beyond strategies for the general population and develop approaches that
also address the needs of target populations. Use of links to external websites and documents is
permitted within the State Plan narrative submission, if such links remain active and adhere to
Section 508 accessibility requirements.

Paperwork Reduction Act: The Paperwork Reduction Act of 1995 (PRA) provides that an
agency may not conduct, and no person is required to respond to, a collection of information
unless it displays a valid OMB control number. Public reporting burden for this information
collection is estimated to be 86 hours per state; including time for reviewing instructions,
searching existing data sources, gathering and maintaining the data needed, and completing and
reviewing the collection of information. Responding to this collection is required to obtain or
retain the Federal grant benefit. In addition, responses to this information collection are public,
and the agencies offer no assurances of confidentiality. Send comments regarding the burden
estimate or any other aspect of this collection of information, including suggestions for reducing
this burden, to the U.S. Department of Labor, Office of Workforce Investment, and reference
OMB control number 1205-0522. Note: Please do not return the completed plan to this address.

[2] Target populations include individuals with barriers to employment, as defined in WIOA Sec.
3, as well as veterans, unemployed workers, and youth.
[. WIOA STATE PLAN TYPE AND EXECUTIVE SUMMARY
A. WIOA STATE PLAN TYPE

Unified or Combined State Plan. Select whether the State is submitting a Unified or Combined
State Plan. At a minimum, a State must submit a Unified State Plan that covers the six core
programs.

Unified State Plan. This plan includes the Adult, Dislocated Worker, Youth, Wagner-Peyser Act,
Adult Education and Family Literacy Act, and Vocational Rehabilitation programs.

Combined State Plan. This plan includes the Adult, Dislocated Worker, Youth, Wagner-Peyser
Act, Adult Education and Family Literacy Act, and Vocational Rehabilitation programs, as well as
one or more of the optional Combined State Plan partner programs identified below.

This is a combined plan
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COMBINED PLAN PARTNER PROGRAM(S)
Indicate which Combined Plan partner program(s) the state is electing to include in the plan.

Career and technical education programs authorized under the Carl D. Perkins Career and
Technical Education Act of 2006, as amended by the Strengthening Career and Technical
Education for the 21st Century Act (Perkins V) (20 U.S.C. 2301 et seq.)

No
Temporary Assistance for Needy Families program (42 U.S.C. 601 et seq.)
No

Employment and Training programs under the Supplemental Nutrition Assistance Program
(programs authorized under section 6(d)(4) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(d)(4)))

No

Work programs authorized under section 6(0) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(0))

No

Trade Adjustment Assistance for Workers programs (activities authorized under chapter 2 of
title II of the Trade Act of 1974 (19 U.S.C. 2271 et seq.))

Yes
Jobs for Veterans State Grants Program (programs authorized under 38, U.S.C. 4100 et. seq.)
Yes

Unemployment Insurance programs (programs authorized under State unemployment
compensation laws in accordance with applicable Federal law)

Yes

Senior Community Service Employment program (programs authorized under title V of the
Older Americans Act of 1965 (42 U.S.C. 3056 et seq.))

No

Employment and training activities carried out by the Department of Housing and Urban
Development

No

Community Services Block Grant (Employment and training activities carried out under the
Community Services Block Grant Act (42 U.S.C. 9901 et seq.))

No
B. PLAN INTRODUCTION OR EXECUTIVE SUMMARY

The Unified or Combined State Plan may include an introduction or executive summary. This
element is optional.
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The Commonwealth of Kentucky is entering the Workforce Innovation and Opportunity Act
(WIOA) 2024-2027 State Planning period after securing the best four-year period of economic
growth in the state’s history. Over the last four years, more than $28.7 billion dollars in private
investments have flowed into the state, creating more than 51,200 new jobs for Kentuckians.
Most importantly, these are high-quality, good-paying jobs that sustain families and
communities. In 2023, Kentucky reached the highest average incentivized wage of $26.67 /hour,
plus benefits. These historic investments include building two of the world’s largest electric
vehicle battery plants, securing Kentucky’s position as the global EV battery capital. A wide and
diverse set of additional economic investments complemented this growth, as private
businesses continued to trust and believe in Kentucky’s ability to provide a skilled and ready
workforce to fill these jobs of the future.

To ensure the Commonwealth continues to be successful in meeting these new demands, as well
supporting the needs of existing businesses in the commonwealth, the workforce development
system must serve as an ecosystem with strategic direction from the Kentucky Workforce
Innovation Board (KWIB) in collaboration with the Department of Workforce Development
(administrators of WIOA). The opportunity to build equitable pathways to good quality jobs in a
wide array of industries is better now than at any time in Kentucky’s history. The established
partnerships across the workforce development system are well-positioned to serve all
Kentuckians - including untapped talent pools WIOA was designed to serve, such as
disconnected youth, justice-involved individuals, citizens with disabilities, veterans and their
families, adults of limited literacy or those for whom English is not their primary language, and
many others.

To accomplish these tasks, Kentucky Governor Andy Beshear’s charge for all of Team Kentucky
to embrace a “Forward, Together” model, working collaboratively to provide the highest level of
support to Kentucky job-seekers, workers, and businesses through a collective team approach.
This call to action directly aligns with KWIB’s vision to “create a workforce development system
that is value driven for employers, aligns education with industry demands, prepares
Kentuckians for the future of work, and drives economic development.” This North Star is
supported by the four goals of Kentucky’s Workforce Strategic Plan: employer engagement,
education attainment, workforce participation, and resource alignment.

In this 2024-2027 WIOA State Plan, Kentucky’s strategic and operational activities are outlined
with the overarching theme of continuous improvement to enhance alignment, collaboration,
and partnerships to better serve the needs of individual customers, businesses, and workforce
system staff in a rapidly evolving economy. From highlighting successful local programs
executed by the 10 Local Workforce Development Areas (LWDA), to showing how the
Department of Workforce Development is innovating to meet business and individual customer
needs; all are accomplished through the enterprise-wide branding of the Kentucky Career
Centers (KCC).

Furthermore, this WIOA State Plan is informed by various stakeholders essential to the
execution of the Commonwealth’s strategic and operational direction. This was accomplished
through localized and statewide listening sessions, as well as input from individuals
representing businesses, elected officials, community-based organizations, government, and
individual consumers, all of whom contributed their unique perspectives on a reimagined
workforce development system. This state plan is meant to be a living document that
encourages the workforce development ecosystem to continue to work collaboratively to best
meet the needs shared by the stakeholders.
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This plan also takes into consideration the historic investments that will be powering up the
national economy via the Bipartisan Infrastructure Law (BIL), Inflation Reduction Act (IRA), and
CHIPS and Science Act, which present opportunities for workforce development partnerships
that support physical infrastructure construction, and also provide innovative vehicles to
address equitable access to good jobs, such as rural connectivity via broadband expansion and
improved digital equity across the Commonwealth. The key is to align and leverage new
resources to expand, grow, and innovate existing programs, such as career pathways and sector
strategies.

To create a workforce development system that is value driven for employers, we must align
educational opportunities and training with industry demands to prepare Kentuckians for the
future of work while also driving economic development. The 2024-2027 WIOA State Plan
embraces the collaborative spirit of Team Kentucky to move the Commonwealth Forward,
Together.

II. STRATEGIC ELEMENTS

The Unified or Combined State Plan must include a Strategic Planning Elements section that
analyzes the State’s current economic environment and identifies the State’s overall vision for
its workforce development system. The required elements in this section allow the State to
develop data-driven goals for preparing an educated and skilled workforce and to identify
successful strategies for aligning workforce development programs to support economic
growth. Unless otherwise noted, all Strategic Planning Elements apply to Combined State Plan
partner programs included in the plan as well as to core programs. Where requirements identify
the term “populations”, these must include individuals with barriers to employment as defined
at WIOA Section 3. This includes displaced homemakers; low-income individuals; Indians,
Alaska Natives, and Native Hawaiians; individuals with disabilities, including youth who are
individuals with disabilities; older individuals; ex-offenders; homeless individuals, or homeless
children and youths; youth who are in or have aged out of the foster care system; individuals
who are English language learners, individuals who have low levels of literacy, and individuals
facing substantial cultural barriers; farmworkers (as defined at section 167(i) of WIOA and
Training and Employment Guidance Letter No. 35-14); individuals within 2 years of exhausting
lifetime eligibility under the Temporary Assistance for Needy Families program; single parents
(including single pregnant women); and long-term unemployed individuals. Additional
populations include veterans, unemployed workers, and youth, and others that the State may
identify.

A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES ANALYSIS

The Unified or Combined State Plan must include an analysis of the economic conditions,
economic development strategies, and labor market in which the State’s workforce system and
programs will operate.

1. ECONOMIC AND WORKFORCE ANALYSIS
A. ECONOMIC ANALYSIS

The Unified or Combined State Plan must include an analysis of the economic conditions and
trends in the State, including sub-State regions and any specific economic areas identified by the
State. This must include—
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[. EXISTING DEMAND INDUSTRY SECTORS AND OCCUPATIONS
Provide an analysis of the industries and occupations for which there is existing demand.
[I. EMERGING DEMAND INDUSTRY SECTORS AND OCCUPATIONS
Provide an analysis of the industries and occupations for which demand is emerging.
[II. EMPLOYERS’ EMPLOYMENT NEEDS

With regard to the industry sectors and occupations identified in (A)(i) and (ii), provide an
assessment of the employment needs of employers, including a description of the knowledge,
skills, and abilities required, including credentials and licenses.

Like the rest of the nation, Kentucky has experienced a tight labor market and strong economic
growth since the end of the pandemic. Higher wages and inflation have encouraged many
Kentuckians who left the labor force during the pandemic to return. The prime-age labor force
participation rate is higher than its pre-pandemic level, but the overall labor force participation
rate has continued to decline. Demographic characteristics such as age, disability status, and
educational level all affect labor force participation.

Non-farm employment has grown 4 percent compared to January 2020. There have also been a
number of announced projects projected to create jobs in the manufacturing, service
technology, and agribusiness sectors. Kentucky needs a growing and skilled labor force to meet
this growing demand for workers. Understanding the current population and labor market is a
critical step to fostering a healthy future labor force.

Growth in Nonfarm Employment

Figure 1shows the annual growth rate of Kentucky and US total nonfarm employment from
2005 to 2022. Kentucky employment grew 0.47 percent annually during this period, and US
employment grew 0.82 percent, on average. During this period, there were two recessions, the
Great Recession and the COVID recession. On average, Kentucky employment grew 0.75

percent, and US employment grew 1.3 percent annually from the official end of the Great
Recession until January 2020. The COVID recession ended in April 2020. Since then, Kentucky
employment has grown 18.5 percent, a nearly 6.2 percent annual growth rate, and is 4.9 percent
higher than Kentucky’s pre-pandemic employment level. Nationally, employment has grown
17.2 percent, 5.7 percent yearly on average, but is only 3 percent higher than pre-pandemic
employment.
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Figure 1
Percent Change in Nonfarm Emplovment in the US and Kentucky
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1. Existing Demand Industry Sectors and Occupations

While Kentucky is often considered a manufacturing state, only 18 percent of the state’s total
nonfarm employment in 2022 was in goods-producing sectors (Figure 2). The remaining 82
percent of Kentucky’s nonfarm employment was in service industries such as medical care,
transportation, and personal care services.

Figure 2
Kentucky Employment by Product Type 1n 2022
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Source: Bureau of Labor Statistics, Current Employment Statistics (CES), 2022

Figure 3 shows employment by type of employer. Most Kentucky jobs are in the private sector;
only 15 percent are public sector jobs
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Figure 3
Kentucky Employment by Sector in 2022
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Employment by Industry

Table 1 shows the number of jobs by sector and the median annual pay in each sector in
2022. Median annual pay indicates that 50 percent of jobs in this industry pay more than the
reported amount, and 50 percent of jobs pay less than that wage. This wage data is specific to
Kentucky and not a national average.
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Table 1

Kentucky Employment by Sector and Median Annual Pay

Share of total Median
kndustry Employment emplovment annual wage
Accommeodation and food services 12 T2 9.0% §24 000
Admm5um\candsuppn;t and \Ajsstc 121,911 6.4% $35,000

management and remediation services

Agriculture, forestry, fishing, and hunting 8,995 0.3% $33,000
Ars, entertainment, and recreation 25,743 1.3% $28.000
Construction 83,500 4.4% $49,000
Educational services 157 635 8.2% $48.000
Financial activities 74,179 3.9% $58,000
Healthcare and social assistance 288 905 15.1% $42 000
Information 24,334 1.3% $48 000
Management of companies and enterprises 21,546 1.1% $60,000
Manufacturing 251,875 13.1% $47.000
Mining, quarrving, and o1l and gas extraction 7,959 0.4% $30,000
Other services 44,697 2.3% $37.000
Professional, sciennific, and technical services 86,288 4.5% $34.000
Public administration 28019 4. 6% 346,000
Real estate and rental and leasing 21.007 1.1% $37.000
Retail trade 207587 10.8% $20.000
Transportation and warehousing 139,336 71.3% $48.000
Utilities 12,523 0.7% 76,000
Wholesale trade 78.152 4.1% $45.000
Total emplovment 1.916.983 100.0% 540,000

Source: Quarterly Census of Employment and Wages (QCEW) and State Occupational
Employvment and Wage Estimates (OEWS), Bureau of Labor Statistucs (BLS), 2022

Figure 4 shows the number of jobs in the 20 major industries. The five largest sectors in
Kentucky based on employment are:

Healthcare and social assistance
Manufacturing

Retail trade

Accommodation and food services

Educational services
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Figure 4
Number of Jobs by Industry
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2022

Employment in Kentucky’s healthcare and social assistance industries was nearly 289,000 jobs,
about 15 percent of Kentucky’s total nonfarm employment. In 2022, individuals who worked in
this sector earned an average of $42,000 annually. Jobs in these industries include doctors,
nurses, home health aides, and social workers.

Employment in Kentucky’s manufacturing industry averaged 252,000 jobs, accounting for
approximately 13 percent of Kentucky’s total employment. In 2022, jobs in the manufacturing
sector paid about $47,000 annually. Machinists, production workers, assemblers, and inspectors
are all included in this sector.

Retail trade was responsible for 207,000 jobs in Kentucky during 2022. Individuals who worked
in this industry earned an average annual salary of $29,000. Gas station attendants, stock clerks,
and cashiers are all considered part of this industry.

The fourth largest industry in Kentucky is Accommodation and food services, which consists of
nearly 173,000 jobs (9 percent of Kentucky’s employment). Many individuals work less than
full-time in this industry. On average, individuals in this industry earned $24,000 annually in
2022. Jobs such as hotel clerks, waiters, line cooks, and kitchen managers are all part of this
industry.

Lastly, employment in educational services was nearly 158,000 in 2022, approximately 8
percent of Kentucky’s total employment. This industry includes public and private elementary
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and secondary schools, colleges, trade schools, and businesses that provide educational support.
Jobs in this industry include teachers, teacher’s assistants, tutors, and professors. On average,
jobs in this industry paid approximately $48,000 in 2022.

2. Emerging Demand Industry Sectors and Occupations
Recovery and Growth by Industry Since the COVID-19 Pandemic

Figure 5 shows how employment in the different sectors has changed since January 2020 for
Kentucky, its surrounding states, and nationally.
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The Census of Employment Statistics (CES) was utilized to present the most timely information.
This dataset classifies employment sectors more broadly than the Quarterly Census of
Unemployment (QCEW), so the employment categories in this figure differ slightly from what is
used throughout most of this report.

Most industries in Kentucky have recovered to their pre-pandemic employment levels.
Industries lower than their pre-pandemic level include:
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e Mining and logging (-5.4)

e Government (-1.5%),

e Leisure and hospitality (-1.4%)
e Financial activity (-1.3)

Kentucky has also seen notable employment growth in industries since 2020. Industries that are
larger than their pre-pandemic levels include:

e Construction (+13.0%)
e Trade, transportation, and utilities (+7.5%)
e Professional and business services (+8.5%)
e Manufacturing (+4.6%)

Anticipated Growth of Kentucky Industries

Over the years, the Kentucky Cabinet for Economic Development has announced new economic
development projects and expansions among many existing companies in manufacturing,
service and technology, and agribusiness sectors. These announcements often include
employment projections. Table 2 shows the projected employment and the average hourly wage
associated with projects that received economic incentives from the state from 2020-2023.

Table 2
Projected Industry Employment and Hourly Wage Associated with Projects that Received
Economic Incentives Announced 2020-2023

Estimated number of Estimated median
Sector

new jobs annual wage
Manufacturing 270983 540,000
Service & Technology 4 698 £47.,000
Non-Fetail Service & Technology 3.088 £51.000
Headquarters 1,342 569 000
Agribusiness a1 540,000
Service 200 £20 000
Tourism 514] S38,000
Alternative Fuel or Gasification 11
Total jobs/ average hourly pay (weighted) 35229 543,000

Source: Kentucky Cabinet for Economic Development, Financial Incentives Database, 2023,
Mote: The estimated annual wage is calculated using the estimated hourly wage provided by the
companies and assuming full-time employvment of 2000 hours a year.

The companies provide the Cabinet with these estimates. The actual employment realized from
these projects might differ from the initial projections. In addition, while a project may be
planned and even started, it is possible that these projects will not all be completed. Even with
these caveats, these announcements indicate where Kentucky may see additional employment
growth in the future.

Projected Emerging Industries
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Suppose state and local agencies can accurately identify emerging sectors and the skills these
sectors will need from their employees. In that case, these agencies can allocate resources to

help meet these needs as they develop. Identifying emerging sectors is difficult because their
growth rate often begins to level off a few years after a new sector's establishment.

In an analysis designed to identify emerging industries using past labor market data, of the
emerging industries identified, only 58 percent continued to grow faster than overall
employment in Kentucky for the next three years[1].

[1] This analysis examines changes in employment across 3-digit NAICS codes in Kentucky to
identify potentially emerging industries. The WIOA act does not provide a formal definition of
an emerging sector. So, this analysis used three criteria to define emerging sectors. First,
employment in a 3-digit sector must be less than two percent of Kentucky’s total nonfarm
employment. Second, employment in the sector must have grown faster over the past three year
than the state’s total employment. Finally, employment in the sector must have grown in two of
the past three years. This was to remove sectors that experienced a one-time large increase.

Using data from 2014 - 2017 of the 31 emerging sectors identified, 58 percent grew faster than
Kentucky employment on average over the next three years. Employment growth slowed for the
remaining 13 sectors. Slight alterations to the criteria resulted in similar results.

These results suggest that accurately identifying emerging sectors is difficult to do reliably. A
reliable workforce investment may be to put resources towards improving the labor force’s
general skills, such as general education, which will allow them to move between a broader set
of industries.

3. Employers Employment Needs

It is difficult to identify “emerging sectors” reliably; therefore, investing in skills training that is
only applicable to specific industries and is not transferable may not be advisable. A reliable
workforce investment may be to put resources towards helping individuals develop a portfolio
of transferable skills created by educational programs and real-world experiences.

Focusing on meeting the future labor demands of sectors already established in Kentucky may
do more to ensure long-run economic growth and avoid labor shortages. In particular, ensuring
that Kentucky has a workforce that allows them to work in large, and growing, employment
sectors, such as healthcare and manufacturing, may be more effective than attempting to
identify emerging sectors.

O*Net identifies cross-functional skills, which it defines as “developed capacities that facilitate
performance activities that occur across jobs”. They identify four broad transferable skill sets:
1) Complex Problem-Solving Skills, 2) Resource Management Skills, 3) Social Skills, 4) Systems
Skills, and 5) Technical SKills. A few examples of the skills in these transferable skill sets are
provided in Table 3 below.
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Cross-Functional Skills

Table 3

Complex Resource Social Systems Techmical
Problem Solving Management
Redesigning and Managing Coordinating Identifying Equipment
improving financing and with others actions to maintenance
systems expenditures improve and repair
performance
Adaptable Managing NMNegotiating and | Evaluating how | Selecting
responses to equipment and reconciling with | changes affect appropriate
novel situations  facilities others outcomes equipment
Creating Developing and @ Identifying and @ Considering the | Generating and
learning directing understanding costs and adapting
strategies emplovees the emotions of  benefits of technologies
others actions
Quality control
analysis

Source: Compiled by the author using the information provided by O*NET, 2024.

B. WORKFORCE ANALYSIS

The Unified or Combined State Plan must include an analysis of the current workforce in the
State and within various state regions. Provide key analytical conclusions in aggregate as well as
disaggregated among populations to identify potential disparities in employment and
educational attainment and understand labor force conditions for items (i)-(iii) below.
Populations analyzed must include individuals with barriers to employment described in the
first paragraph of Section II. Analysis must include—

I. EMPLOYMENT AND UNEMPLOYMENT

Provide an analysis of current employment and unemployment data, including labor force
participation rates, and trends in the State.

II. LABOR MARKET TRENDS

Provide an analysis of key labor market trends, including across existing industries and
occupations.

[1I. EDUCATION AND SKILL LEVELS OF THE WORKFORCE
Provide an analysis of the educational and skill levels of the workforce.
L. Employment and Unemployment

Economists commonly use the unemployment and labor force participation rates to measure
labor market health.Thelabor force comprises people who are either employed or looking for
work. The labor force participation rate is the percentage of an area’s population in the labor
force compared to the population that could participate in the labor market (over the age of 16
and not institutionalized). The unemployment rate is the percentage of people in the labor force
who do not have a job but are looking for work. Understanding these metrics is key to
understanding how the labor market is performing.
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Unemployment Rate

Figure 6 shows how Kentucky’s unemployment rate has changed compared to national trends
and those of Kentucky'’s bordering states (Indiana, Illinois, Missouri, Ohio, Tennessee, Virginia,
and West Virginia).

Figure &
Unemployment Rate from 2000-2023
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Source: Local Area Unemplovment Statistics (LAUS) and Current Populations Surve (CP5),
Bureau of Labor Statistics (BLS), 2023.

Kentucky’'s unemployment rate is typically higher than its surrounding states and the national
average but follows similar trends. Kentucky’s unemployment rate increased during the 2001
recession and stayed relatively constant until the Great Recession. As the US economy stalled in
2008, unemployment rates across the nation began to increase. Kentucky’s unemployment rate
increased to 11.9 percent in February 2010. This was 2.1 percentage points higher than the
national unemployment rate. During the subsequent labor market recovery, unemployment
rates for the US and Kentucky slowly decreased to their pre-recession level by 2015. The
national and state unemployment rates continued to decline steadily, reaching a seasonally
adjusted pre-pandemic low of 4 percent unemployment for Kentucky in November 2019.

After spiking during the initial months of the pandemic, Kentucky’s unemployment rate quickly
dropped below the national rate. The national and average rates of Kentucky’s surrounding
states also fell, again below Kentucky’s rate. Figure 7 shows how the unemployment rate has
changed since 2020. Both Kentucky and the US saw historically low unemployment rates in
2023. While rates increased somewhat during the summer of 2023, they remain low.
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Figure 7
Unemployment Rate from 2020-2023
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Source: Local Area Unemplovment Statistics (LAUS) and Current Populations Surve (CP5),
Bureau of Labor Statistics (BLS), 2023,

Care should be taken when interpreting changes to unemployment rates. Changes during the
first few months of the pandemic illustrate how simple changes to a state’s unemployment rate
might not tell the complete story about current labor market conditions.

Shortly after the pandemic began, Kentucky’s unemployment rate jumped sharply to 16.7
percent in April 2020. By June 2020, the rate had fallen to 5.3 percent, approximately one
percentage point higher than Kentucky’s prepandemic unemployment rate. While the
unemployment rate returned to pre-pandemic levels, the drop did not signal labor market
recovery.

The unemployment rate reflects the number of people in the labor force who do not have a job
but are actively searching for work compared to the total labor force. Individuals who are not
employed either voluntarily (choosing to not work because they retired, care for children, or
other reasons) or involuntarily (not able to work due to a disability or other reason).

To avoid classifying labor market nonparticipants as unemployed, for an individual to be
considered unemployed, they must have actively looked for work within the past four

weeks. The BLS considers submitting job applications to employers and attending job
interviews as an “active search.” It also includes contacting a recruiter or using any available
social networks for job leads (directly or via social media announcements). If an individual has
not searched for work within the past month, they are no longer considered part of the labor
force.

Normally, an individual must be actively looking for work to receive unemployment benefits,
but the job search requirement was suspended in response to the State of Emergency declared
on March 6, 2020. Many individuals stopped looking for work, likely because there were very
few employment opportunities or they could not work due to caretaking duties or health
concerns. Because they were not looking for work, many people who had jobs before the
pandemic were not classified as being “unemployed.” Instead, they were classified as “out of the
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labor force” and were no longer included in the calculation of the official unemployment rates.
Figure 8 shows how the steep drop in the unemployment rate occurred concurrently with a
large decline in the number of individuals classified as part of the labor force.

Figure §
Eentucky Unemployment Rate and Labor Force from 2020 to 2023
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Source: Local Area Unemplovment Statistics (LAUS), Bureauo of Labor Statistics
(BLS), 2023.

Labor Force Participation Rate

The labor force participation rate is the ratio of individuals participating in the labor market
compared to the civilian noninstitutionalized population aged 16 and over. This counts most
people in the population but does exclude those serving in the military, are incarcerated, or
living in mental facilities or homes for the aged. Over the past five years, the average labor force
participation rate was 62.3 percent for the US and 58 percent for Kentucky (2018-2022).

The labor force participation rate has declined since 2000. The long-term decline in the labor
force participation rate corresponds to the baby boomer generation (age 58-77) reaching
retirement age. Because this age group makes up a large portion of the adult population, the
number of people exiting the labor force has been greater than the number of new labor force
entrants.
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Figure @
Labor Force Participation Rate for the US, Eentucky, and Bordering States
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Source: Local Area Unemplovment Statistics (LAUS) and Current Populations Surve (CPS),
Bureau of Labor Statistics (BLS), 2023

The labor market has been tight since the end of the pandemic. As of August 2023, Kentucky had
a labor force participation rate of 57.6 percent. This means that 57.6 percent of individuals over
the age of 16 are either employed or looking for work. In Kentucky, the number of job openings
has been greater than that of people unemployed since January 2021. The prime-age (25-54
years old) labor force participation rate has been higher than its 2019 average since December
2022 (BLS, 2023).

While prime-age individuals have increased their labor force participation, participation has
declined overall, and businesses have reported challenges attracting workers. As a result,
employers have increased wages over the past two years to attract workers.

With employers struggling to find workers and wages increasing, businesses may begin
investing in capital to reduce their reliance on labor. A Chicago Federal Reserve recent research
paper stated that “what is restraining growth in the labor market now is the long-run trend in
labor supply, already known before the pandemic” (Ahn et al., July 2023, p.16).

It is worth examining the labor market of smaller geographic areas rather than only reporting
the statistics at the state level. Kentucky’s labor market varies greatly with geography - and is
affected by the businesses and demographics of individuals living there.

Kentucky’s Local Workforce Development Areas

The Kentucky Workforce Innovation Board advises the Governor, develops workforce
development and training plans, and addresses labor force issues. Administratively, this Board
oversees the ten different Local Workforce Development Areas (LWDAs) and addresses the
unique needs of the population in each area (Figure 10). It is helpful to examine the labor
market and population demographics of these LWDAs individually.

The 2021 American Community Survey (ACS), published by the US Census Bureau, allows
researchers to examine the demographic characteristics of different areas. These statistics
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reflect what was occurring in these areas in 2021. To recreate more recent labor force statistics
for the LWDAs, a combination of BLS labor force data and Census Bureau population and
demographic data was utilized.

Figure 10
Kentucky’'s Local Workforce Development Areas (LWDA)
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Figure 11 shows the percentage of total Kentucky jobs by LWDA. Nearly half of Kentucky jobs
are in the three largest LWDAs - Bluegrass, KentuckianaWorks, and Northern Kentucky.

Figure 11
Percent of Eentucky Jobs Located in Each LWDA
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Source: Quarterly Census of Emplovment and Wages, Bureau of Labor Statistics (BLS), 2022

Table 4 shows the percentage of the population who are employed, unemployed, and not in the
labor force for each LWA. For example, the EKCEP area accounts for 9.2 percent of Kentucky’s
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population over the age of 16. In this area, 58.2% of the population is not in the labor force; 3.9
percent of the population is unemployed, and 37.9 percent of individuals are employed. Note
that the percentage of the population unemployed is a slightly different measure than the
unemployment rate.

Table 4
Labor Force Status by LWDA

Labor force status

T

I?. Drﬂlcfﬂmﬂ ; Population Percent of Emploved U feriid Not in
A:: i 16 and over population HIRe ACMPIOYES  Jabor force
Bluegrass 667 248 18.6% 60.3% 32% 36.5%
Cumberlands 255,920 7.1% 47.7% 3.1% 49.2%
EECEP 204 238 82% 37.9% 39% 58.2%
Green River 171,248 4.8% 56.1% 2.3% 41.6%
K“““‘f;;ﬁ 818,463 228% |  62.0% 3.4% 34.6%
Lincoln Trail 220,021 6.1% 56.8% 31% 40.1%

Northern = o . n .

Kenhicky 366,563 10 2% 64.2% 2.7% 33.1%
South Central 245438 6.8% 57.2% 31% 30.7%
TENCO 221,426 6.2% 46.1% 3.0% 51.0%
West Kentucky 328.010 9.1% 52 5% 2.8% 44 7%
Total 3,588,575 100.0% 56.1% 31% 40.7%

Source: 2021 American Community Survey 1-yvear data, US Census Burean. Accessed via IPUMS
USA, University of Minnesota, www ipums.org.

Figure 12 shows how the labor force participation rate has changed in each LWDA over time.
The BLS does not publish labor force participation rates at the county level so the labor force
participation rates in these figures were created by using population and demographic data
from the American Community Survey (ACS). The changes in the labor force participation rate
between LWDAs are unique and imply that there are underlying forces and characteristics
causing these disparate behaviors. It is useful to examine the demographic composition of the
LWDAs to inform the development of workforce programs and ensure resources are being
allocated effectively.
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1L

Labor Market Trends

Long-term Industry Trends: State and Local

Kentucky nonfarm employment increased approximately 9.1 percent from 2012 to 2022, an
average 0.9 percent annual increase. Table 5 reports the change in employment from 2012 to

2022.
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Notably, employment in Mining, quarrying, and oil and gas extraction decreased by 60.8 percent
during the past ten years. This sector decreased from twenty thousand in 2012 to only eight
thousand in 2022. The increased employment in Transportation and warehousing during this
period was nearly as dramatic. From 2012-2022, Transportation and warehousing grew 54
percent (5.4 percent on average annually). During these ten years, Kentucky's two fastest-
growing industries were professional, scientific, and technical services (25%) and construction
(23.9%).

Table 5
Employment Growth mn Kentucky Industries 2012-2022
Total change in Average annual
employment change

T e 2022 2012 Percent Number

2 Employment Employment Change of Jobs

Agncultare, forestry, fishing, and hunting 8.995 71.517 2.0% 148
Mining, quarrying, and oil and gas

s 1,959 20299 -6.1% (1,234)

Utilities 12,523 12589 | -0.1% {7}

Construction 83,500 67.416 2.4% 1,608

Manufacturing 251,875 222962 1.3% 2,891

Wholesale trade T78.152 72,811 0.7% 534

Retail trade 207,587 204,199 0.2% 339

Transportation and warehousing 139336 90,334 54% 4.900

Information 24,334 20221 -1.7% (489)

Financial activities T4.179 68507 0.8% 567

Real estate and rental and leasing 21.007 17.873 1.8% 313

REGIEERORAL i, vl tertoicsl 86,288 69.027| 25% 1,726
SErVICES

Management of companies and enterprises 21.546 20,055 0.7% 149

Admmisiestive and wpportand waste 5, g4 104858 | 16% 1705
management and remediation services

Educational services 157.655 169925 0.7% (1,227

Healtheare and social assistance 288,905 260,053 1.1% 2,885

Arts, entertainment._ and recreation 25.743 22342 1.5% 340

Accommodation and food services 172,772 155,467 1.1% 1,731

Other services 44 697 48970 -0.9% (427)

Public administration 88,019 92,119 | -04% (410}

Total employment 1,916,983 1,757,020 0.9% 16,044

Source: Quarterly Census of Employment and Wages (QCEW), Bureau of Labor Statistics (BLS),
2022

These statistics are available by LWDA in the Appendix of this document. There is significant
variation within Kentucky, and many LWDAs behave differently than what is seen on the state
level.

I1I. Education and Skill Levels of the Workforce
Demographic Characteristics and Labor Force Status

This section explores how labor market behavior differs across various demographic groups
and in the different LWDA. Major demographic factors on workforce participation include:

o Age
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e Level of educational attainment
e Literacy level

e Disability status

e Poverty status

e Veteran status

e Incarceration history

e Race

e Homelessness

e English learner status

e Displaced homemaker status
e Farmworkers

e Foster care

e Native status

Many factors dictate the likelihood of an individual participating in the labor force and their
level of participation (working part-time or holding multiple jobs). Factors such as age, race, and
an individual’s past experiences, such as their veteran or former offender status, also influence
their labor market behavior. Many of these barriers might also be compounded or negated
based on other demographic traits of the individual.

Age

Age plays an influential role in how an individual chooses to participate in the labor market, if at
all. In the last section, Table 6showed the labor force status of individuals 16 years and over by
LWDA. Overall, 56.1 percent of Kentuckians over the age of 16 participated in the labor force,
according to the 2021 American Community Survey. A different picture emerges when
examining the labor force status by age group.
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Table 6
Labor Force Status of Population 16 and Over by LWDA

Labor force status

Population Percent of ) 2 Not in

16 and over  population Employed  Usemployec labor force
Bluegrass 667248 18.6% 60.3% 32% 36.5%
Cumberlands 255,920 71.1% 47 7% 3.1% 49 2%
EKCEP 294238 82% 379% 3.9% 58.2%
Green Rrver 171,248 4.8% 36.1% 2.3% 41.6%

Kentuckiana .
Works 818,463 228% 62.0% 3.4% 34.6%
Lincoln Trasl 220,021 6.1% 56.8% 3.1% 40.1%
Northern o

¥ ondacky 366,563 10 2% 64.2% 2.7% 33.1%
South Central 245,438 6.8% 57.2% 3.1% 39 7%
TENCO 221,426 6.2% 46.1% 3.0% 31.0%
West Kentucky 328 010 9.1% 52.5% 2.8% 44 7%
Total 3,588,575 100.0% 56.1% 3.1% 40.7%

Source: 2021 American Commumnity Survey 1-year data, US Census Bureau. Accessed via IPUMS
USA, University of Minnesota, www.ipums.org

The Bureau of Labor Statistics (BLS) defines “prime age” workers as individuals between the
ages of 25 and 54. This is because most individuals have finished their school careers by age 25,
and by 55, many begin to limit their involvement in the labor force by reducing the hours they
work a week or retiring early. Table 7shows the prime-age population and their labor market
status in the different LWDAs. On average, 74.3 percent of prime-age individuals are employed,
and only 22 percent are not in the labor force. This is significantly higher than the participation
rate which includes all eligible individuals over 16 years old.

Table 7
Labor Force Status of Pnime-age Individuals by LWDA
Labor Force Status

Workforce Development Area  Population 25-54  Employed Unemploved T‘umi:::bur
Bluegrass 320215 78.6% 33% 18.1%
Cumberlands 119272 65.2% 3.8% 31.0%
EECEP 136,620 35.0% 32% 39.8%

Green River 79,805 76.8% 2.4% 20.8%
Kentuckiana Works 404 877 80.3% 3.7% 16.0%
Lincoln Trail 107,224 74.2% 3.8% 22 0%
Northern Kentucky 183,995 B1.7% 3.0% 15.2%
South Central 114,589 73.8% 3.8% 22 4%
TENCO 102,018 63.6% 42% 32.2%

West Kentucky 146,055 71.0% 3.5% 25.5%
Total 1,714,670 74.3% 3.6% 22.0%

Source: 2021 American Community Survey 1-vear data, US Census Bureau. Accessed via [PUMS
USA, Universaty of Minnesota, www.ipums.org
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Table 8 shows the labor market status for individuals aged 16-24. Individuals in this age group
are more likely to be unemployed than prime-age workers and much more likely to not be in the
labor force. Younger individuals, over 16 but under 25, may want to work. However, for many,
the wage they could earn is not enough to prompt them to seek formal employment in lieu of or
while attending school.

Table 9 shows the labor market status of individuals over 55. Approximately 67 percent of
individuals 55 years or older are not in the labor force, and only 31 percent of individuals 55
years and older are employed. Age significantly influences labor market behavior. As individuals
get older, they may prefer to use their time in ways unrelated to work, or their participation
may be limited due to health concerns or disabilities, even if they would prefer to be working.

Examining labor force status by age allows researchers and policymakers to understand when
labor force status reflects the preferences or needs of individuals and when the statistics reflect
underlying issues in the local job market.

Table 8
Labor Force Stams of Individuals Who Are 16-24 Years Old by LWDA
Labor force status
Total Percent of Notin

Emploved Unemployed

population  population labor force

Bluegrass 829.122 11.9% 56.3% 6.5% 37.3%
Cumberlands 318,621 10.8% 48.0% B.6% 43.3%
ERCEP 366,516 10.7% 38.4% 8.8% 52.8%

Green River 216,531 11.2% 53.7% 6.9% 39.4%
Kentuckiana Works 1,020,775 11.0% 57.7% 7.1% 35.2%
Lincoln Trail 279200 10.9% 55.7% 6.4% 37.8%
Northern Kentucky 466,483 11.0% 63.7% 51% 31.2%
South Central 309,730 13.8% 5939 6.3% 34 4%
TENCO 275,985 11.3% 46.0% 5.9%g 48.0%

West Kentucky 411,178 12.6% 58.9% 5.9% 35.2%
Total 4,494,141 11.9% 55.2% 6.7% 38.1%

Source: 2021 Amencan Commumity Survey 1-vear data, US Census Bursaun. Accessed via IPUMS
USA, University of Minnesota, www.ipums.org
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Table 9
Labor Force Starus of Individuals are Over the Age of 54 by LWDA

Labor force status

Percent of e
Tcrtal_ population Employed Unemployed il ica
Population e force
over 54
Bluegrass 829,122 26.5% 35.2% 1.3% 63.5%
Cumberlands 318,621 30.4% 25.8% 0.5% 73.7%
EKCEP 366,516 30.6% 17.3% 0.7% 82.0%
Green River 216,531 29.8% 31.1% 0.5% 68.4%
K&““’ﬁ"‘;ﬁ: 1,020,775 281%| 37.1% 15% 61.4%
Lincoln Trail 279,200 28.2% 33.0% 1.1% 65.9%
Eﬁ 166,483 268%|  381% 1.2% 60.8%
South Central 309,730 27.2% 33.1% 0.6% 66.3%
TENCO 275,985 30.7% 24.7% 0.5% 74.8%
West Kentucky 411,178 30.3% 27.9% 0.8% 71.3%
Total 4,494,141 28.4% 31.7% 1.0% 67.2%

Source: 2021 American Community Survey 1-vear data, US Census Bureau. Accessed via [IPUMS
USA, University of Minnesota, www.ipums.org,

Level of Educational Attainment

Table 10 shows the educational attainment of individuals 25 and over in Kentucky compared to
the rest of the United States. On average, Kentucky has a lower educational attainment than the
country as a whole.

Table 10
Educational Artainment of US v. Kentucky
Us Kentucky
Less than hugh school  10.1% 9.9%
Highschool degree 24 2% 2089
Less than bachelors  29.1% 31.4%
Bachelor’s and beyond  36.7% 28.8%
Total 100% 100%

Source: 2021 Amernican Community Survey 1-year data, US Census Bureau. Accessed via IPUMS
USA, University of Minnesota, www.ipums.org.

Education provides the basic skills required to participate in the labor market effectively and
successfully.

Table 10B shows the most in-demand skills employers report they are looking for in employees.
Many of these required skills, such as reading, critical thinking, and communication skills, are
taught and refined in schools at all grade levels.
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Table 10B
Skills Required by Projected New Jobs

Percent of New Jobs that Will Require

pal Skall
Active Listening 72%
Speaking 37%
Cntical Thinking 31%
Service Onentation 31%
Monitoring 21%
Coordination 19%
Reading Comprehension 18%
Social Perceptiveness 17%
Operation and Control 14%
Operation Monitoring 8%

Source: 2021 American Community Survey 1-vear data, US Census Bureau. Accessed via IPUMS
USA, University of Minnesota, www.ipums.org.

Table 11 shows the labor force status by educational level for Kentucky. Historically, the
education of the labor force has been a significant component for businesses when they make
business location decisions. In their 2020 paper, Morris et al found that place-specific skill gaps
had a considerable effect on firm productivity, and skill deficiencies are often spatial in nature.

Table 11
Labor Force Status of Prime-age Population by Level of Educational Attamment
Laber force status
Prime-age population Employed Unemployed TA8E S e
force

Less than lugh school 169,452 43 8% 4 9% 51.3%
High school only 510,526 66.5% 4.6% 28.9%
Less than a bachelors 339176 18.5% 3.9% 18 4%
Bachelor’s and beyvond 495,515 B9 2% 1.9% 8.9%
Total 1,714,670 74.3% 3.6% 22.5%

Source: 2021 Amernican Community Survey 1-vear data, US Census Burean. Accessed via
IPUMS USA, University of Minnesota, www.ipums. org.

Table 12 shows the educational levels of prime-age individuals in Kentucky’s LWDAs. On
average, 28.8 percent of prime-age individuals in Kentucky have a bachelor's degree or more,
and 61 percent have less than a bachelor's but more than a high school diploma. Only 10
percent of individuals in this age group did not have a high school education. The two areas with
the highest percentage of individuals who did not graduate from high school are Cumberlands
(14.4) and EKCEP (17.3). They also have the lowest percentage of the prime-age population
with a bachelor's degree or more.
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Table 12
Educatonal Atainment of the Prime-age Population by LWDA

Workforce Prime-age Lessthan  Highschool Lessthan Bachelor’s and
Development Area  population  high school only bachelors bevond
Bluegrass 320,215 B.3% 24. 7% 29.9% 37.1%
Cumberlands 119,272 14.4% 38.7% 31.2% 15.7%
EKCEP 136,620 17.3% 37.1% 30.1% 15.6%
Green River 79,805 D.9% 32.0% 35.9% 22.2%
Kentuckiana Works 404,877 8.0% 24.8% 30.0% 37.1%
Lincoln Trail 107,224 B.4% 32.6% 37.9% 21.2%
Northern Kentucky 183.995 65.9% 25.9% 30.0% 37.3%
South Central 114,589 12.3% 34.3% 29 4% 23.9%
TENCO 102,018 11.4% 37.0% 332% 18.4%
West Kentucky 146,055 8.49% 33.49% 35.5% 21.3%
Total 1,714,670 9.9% 29.8% 31.4% 28.8%

Source: 2021 Amenican Community Survey 1-year data, US Census Bureau. Accessed via [PUMS
USA, Unrversity of Minnezota, www.ipums.org,

Disability Status

In 2021, the BLS conducted a national survey of individuals with self-reported disabilities to
learn more about the employment barriers these individuals face. Individuals with disabilities

reported that their major barriers were:

due to their own disability (78.9 percent)

other reasons (17.5 percent)

lack of education or training (13.1 percent)

need for special accommodations at the job (12.5 percent)

lack of transportation (11.6 percent)

Table 13 shows the employment status of prime-age individuals with disabilities by LWDA.
Labor force participation among those with a disability is much lower than those without a
disability. Nearly a quarter of the prime-age workers in EKCEP have a self-identified disability.
Only 19 percent of these individuals are employed, and EKCEP has the lowest employment rate
among individuals with disabilities in the state. West Kentucky and the Cumberlands have the

next highest self-identified disability at 17.8 percent.
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Table 13
Employment Status of Prime-age Workers with Self-identified Disabality

Labor force status

Self-

DevelopmentArca  popuian  identificd  Employed  Unemployed g 2"
disabality

Bluegrass 320215 11.8% 39.4% 4 8% 55.8%

Cumberlands 119272 17.8% 23.7% 3.5% 712 8%

EKCEP 136,620 23.7% 12.0% 4.9% 76.1%

Green River 79,805 15.8% 41.0% 3.0% 36.1%

Kentuckiana Works 404 877 10.5% 40.7% 5.3% 54.0%

Lincoln Trail 107,224 15.3% 35.3% 9.3% 354%

Northern Kentucky 183 995 10.3% 43.1% 4 5% 32.4%

South Central 114,589 14.1% 36.5% 6.3% 57.2%

TENCO 102,018 16.7% 1298% 4.7% 65.4%

West Kentucky 146,055 17.8% 43 4% 2.6% 34.0%

Total 1,714,670 14.1% 35.1% 4.8% 60.0%

Source: 2021 American Community Survey 1-year data, US Census Bureau. Accessed via [PUMS
USA, Universaty of Minnesota, www.ipums.org.

Poverty

The 2023 U.S. Department of Health and Human Services poverty guidelines classify a family of
four as living below the poverty level if its income is equal to or below $30,000. A one-person
household is below the poverty level if they make less than $14,580. These guidelines are
updated annually.

Nearly 16 percent of Kentuckians lived below the poverty line in 2021.

Table 14reports the poverty rate of each LWDA using the poverty level as defined that year.
EKCEP and the Cumberlands have the highest percentage of their population under the poverty
guideline. Northern Kentucky (10.1) and KentuckianaWorks (12.6) have the lowest percentage
of their population in poverty.

Page 34



Table 14
Percent of the Total Population at Different Poverty Levels

Poverty status

Workforce Total pogulation 100 percent or 101 1o 200 Orver 200
Development Area lower percent percent

Bluegrass £820122 14.3% 17.7% 68 0%
Cumberlands 318,621 22.4% 22.5% 55.1%
EECEP 366,516 27.0% 24 7% 48 3%
Green River 216,531 13.8% 19 4% 66 9%
Eentuckiana Works 1,020,775 12.6% 15.0% 7124%
Lincoln Trail 279,200 13 4% 18.6% 68.1%
Northern Kentucky 456 483 10.1% 14.0% 73.9%
South Central 309,730 17.9% 20.5% 61.6%
TENCO 275,985 20.1% 19.3% 60.6%
West Kentucky 411,178 15.7% 22.0% 623%
Total 4,494,141 15.7% 15.4% 65.8%

Source: 2021 American Community Survey l-vear data, US Census Burean. Accessed via [PUMS
USA, University of Minnesota, www.ipums.org.

Not surprisingly, employment and labor force participation are less common among individuals
in families with lower incomes. Poverty may reflect the cumulative effects of various barriers to
employment.

Table 15
Labor Force Status of Individuals 100 Percent or Below the Poverty Guideline by LWDA

Labor force status

Workforce Prime-age population 100 Not in labor

Development Area  Percent or below the poverty  Employed Unemployed force
guideline

Bluegrass 44,755 36.9% 8.1% 55.0%

Cumberland 288 24.5% 1.7% 67.8%

EKCP 409 18.2% 9.0% 72.8%

Green River 122 32.0% 4 4% 63.6%

Kentuckiana Works 492 37.9% 9.9% 52.1%

Lincoln Trail 153 32.7% 65.4% 60.9%

Northern Kentucky 182 33.6% 10.2% 36.2%

South Central 205 31.4% 9.(% 39 5%

TENCO 249 21.7% 14% 70.8%

West Kentucky 27,715 33 4% 6.9% 39. 7%

Total 282,567 30.4% 8.3% 61.3%

Source: 2021 Amerncan Commumty Survey l-yvear data, US Census Bureau. Accessed via [PUMS
USA, University of Minnesota, www.ipums.org,

Race

Some racial groups experience the effects of stereotyping or discrimination and historical
inequities such as limited access to education or geographic differences. Racial information can
provide insight into potential systemic or cultural factors affecting labor market outcomes.

Page 35



Table 16 reports the racial composition of the different LWDAs. KentuckianaWorks and
Bluegrass have the most racially diverse populations.

Table 16
Racial Composition of Population by LWDA
Workforce . American Indian . Two or

Development Area e HNack or Alaskan Native e tAE more races
Bluegrass 83.6% 8.2% 0.2% 2.8% 2.1% 3.2%
Cumberlands 94.8% 2.1% 0.2% 0494 0.8% 1.7%
EECEP 96.8% 1.2% 0.2% 0.5% 0.3% 1.1%
Green River  89.6% 4. 7% 0.1% 2% 1.5% 2.8%
Kentuckiana Works  73.9% 17.1% 0.1% 3.3% 1.3% 4 3%
Lincoln Trazsl 86.6% 7.5% 0.2% 1.6% 0.9% 3.3%
Northern Kentucky  90.4% 4.0% 0.1% 1.9% 1.5% 2.1%
South Central B7.2% 5.6% 0.1% 2.9% 1.1% 3.1%
TENCO 95.3% 19% 0.1% 0.4% 0.6% 1.6%
West Eentucky  86.9% 8.1% 0.2% 1.2% 0.9% 2. 7%
Total 85.6% 3.1% 0.1% 20% 1.2% 2.9%

Source: 2021 American Community Survey 1-vear data, US Census Bureau. Accessed via [PUMS
USA, Umiversity of Minnesota, www.ipums.org.

Table 17 shows the labor force status for prime-aged workers in Kentucky by race. Kentucky’s
Black and White populations have similar labor force participation rates. However, the state’s
Black population is more likely to be unemployed.

Table 17
Labor Force Status by Race
Labar force status

Prime-age Employed Diksendicye Not in labor

Race population force
White 1,467,000 74 5% 3.4% 22.1%
Black 139,000 72.8% 6.1% 21.1%
Mative American 2.300 62 4% 4 9% 32.7%
Asian 34618 T4.1% 2.6% 22.5%
Two or more races 49957 72.1% 4 904 23.1%
Other 21370 79.8% 2.1% 18.1%
Total 1,714,245 T74.3% 3.6% 2.1%

Source: 2021 Amencan Commumty Survey 1-vear data, US Census Burean. Accessed via [IPUMS
USA, University of Minnesota, www.ipums.org.

Veteran Status

A veteran is a person who served in the armed forces and who was not dishonorably
discharged. Nationally, more than half of the veterans in the civilian non-institutional
population are over the age of 65, and 65.2 percent of veterans are older than what the BLS
classifies as the prime-age workforce (54).

In 2021, veterans in the United States have a higher labor force participation rate than
nonveterans until the age of 65 and above. Male veterans aged 45-54 have an 83.4 percent labor
force participation rate, which drops to 62.5 percent for veterans 55-64 years old (compared to
a 71.8 percent participation rate for male nonveterans of the same age).
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Table 18 shows the labor force status of prime-age veterans by LWDA. Lincoln Trail has a
significantly higher percentage of veterans in their prime-age labor force than the other LWDAs.
Approximately a third of prime-age veterans in Cumberlands and TENCO are not in the labor
force, significantly higher than the state average.

Table 18
Veteran and Labor Force Status by LWDA
Labor force status

Wi e Prnime-a 2 : Not 1
Dek‘el-:;ﬁ‘::t: Area pnpr:;atiiz Vemoin. [Bmplaped. Ussmplayed labor f$’ce
Bluegrass 320,215 4.4% 78.6% 3.3% 18.1%
Cumberlands 119,272 34% 64.9% 3.8% 31.3%
EKCEP 136,620 2.6% 54 8% 5.2% 20.9%
Green River 79,805 4.0% 76.6% 2.5% 20.9%
Kentuckiana Works 404 877 4 4% 80.4% 3.7% 16.0%
Lincoln Trail 107,224 8.8% 13.7% 3.8% 22.4%
Northern Kentucky 183,995 4.5% 81.8% 3.0% 15.2%
South Central 114,589 45% 73.8% 3. 7% 22 5%
TENCO 102,018 4.0% 63.3% 4.2% 32.3%
West Kentucky 146,055 5.3% 71.1% 34% 25.5%
Total 1,714,670 4.5% 74.2% 3.6% 22.1%

Source: 2021 American Commumty Survey 1-yvear data, US Census Burean. Accessed via IPUMS
USA, University of Minnesota, www.ipums.org.

Incarceration

Justice-involved individuals face numerous disadvantages when looking for employment. These
individuals tend to have more health problems and a lower level of education and training than
the average population (Ewert & Wilghen, 2011). These employment disadvantages are
compounded by incarceration due to stigma and the gaps in an individual’s employment history
caused by their incarceration.

In their study, Finlay and Mueller-Smith found that, on average, justice-involved individuals
make $3,000 to $7,000 less per year and are much less likely to be employed than individuals
who were not incarcerated and have less than a high school degree (2021). Given that
individuals over the age of 24 with less than a high school diploma earn an average of $32,500
annually, the difference in earnings for individuals who were formally incarcerated is
significant.
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Figure 13

Probability of Employment and Average Annual Income of Justice-involved Individuals
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Source: Finlay, Keith and Michael Mueller-Smith. Justice-involved Individuals in the Labor
Market. ADEP Working Paper, 2021.

In 2021, an average of 18,488 individuals were incarcerated in Kentucky at any given time, and
approximately 48,000 individuals were under some supervision by the Department of
Corrections (probation or parole). Table 19 shows the number of individuals in each LWDA
under supervision in 2021. This is a proxy to estimate the number of former offenders in
Kentucky.
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Table 19

Individuals under Dept. of Corrections Supervision by LWDA

Workforce Development Area Total
Bluegrass 6,164
Cumberlands 3.242
EKCEP 3.747
Green River 2811
Kentuckiana Works 9,496
Lincoln Trail 2,643
Northern Kentucky 4 007
South Central 334
TENCO 2,005
West Kentucky 5,012
Total 42,468

Source: Kentucky Center for Statistics, The number of individuals on active probation or parole

supervision. 2020

Single-parent Households

Single mothers head 71.8 percent of all single-parent households in Kentucky, and single fathers
are the head-of-household for only 28.2 percent. Nationally, only 8.8 percent of all families with
children under the age of 18 had no parent working in 2022. For single-parent houses, the
percentage of parents without employment was much higher. In single-parent families, 25
percent of mothers and 14.3 percent of fathers were not employed. Table 20 shows the number
of individuals who were never married living with their children by LWDA.

Single mothers were particularly less likely to work when they had children under the age of 6.
In 2022, 31 percent of single mothers were not employed when they had children under the age
of 6. This non-employment is nearly 10 percent higher than single mothers with older children.
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Table 20
Never Married Parents Living with Their Own Children by LWDA

Labor force status

Percent of parents who

Workforce were never married Employed Unemployed I\otfm i
Development Area  living with their child e

Bluegrass 11.0% 70.0% 7.1% 23 0%
Cumberlands 40% 43.0% 202% 36.7%
EKCEP 5.3% 45.7% 7.0% 47.3%
Green River 5.1% 67.3% 3.0% 28.8%
Kentuckiana Works 11.8% 73.3% 4.8% 22.0%
Lincoln Trail 6.9% 58.0% 10.4% 31.7%
Northern Kentucky 10.4% 71.2% 12.2% 16.7%
South Central B.7% 68.1% 10.4% 21.6%
TENCO 11 6% 50.5% 16.5% 33.0%
West Kentucky 6.0% 52 2% 10.3% 37.5%
Total 5.2% 60.5% 9.7% 29.7%

Source: 2021 American Community Survey 1-vear data, US Census Bureau. Accessed via [PUMS
USA, University of Minnesota, www.ipums.org.

Displaced Homemakers

Traditionally, separated, divorced, or widowed individuals from the income-generating spouse
in one-earner households are known as “displaced homemakers.” Displaced homemakers are
individuals who have been performing unpaid domestic labor and have not worked full-time for
a number of years (42 USC 12713(b)(1)).

When a stay-at-home spouse tries to reenter the labor market, either voluntarily or due to
necessity, it often takes more time to find a position, and they tend to be paid less than their
peers who stayed in the labor force.[1] This is known as the motherhood/career-break penalty.
Businesses, particularly in the post-COVID labor market, are trying to help people reenter the
workforce by creating “Returnships” focused on easing the transition into the labor force. These
Returnships are often targeted at highly skilled women.

Easing the “back-to-work” transition for individuals who have been out of the labor force due to
familial responsibilities, military service, and returning from retirement may be an expedient
way business can address current post-pandemic labor shortages (Cohen, 2021).

Farm Workers

Farm workers are not included in most labor market statistics which measure non-farm
employment. The major employment statistics discussed in the media and in this paper concern
“total nonfarm employment.”. However, the USDA collects data about agricultural workers in its
“Census of Agriculture”, which is conducted every five years. Since the 2017 Agricultural Census,
the number of agricultural workers, both paid and unpaid, has declined significantly.

In 2022, the United States Department of Agriculture (USDA) estimated that there were 40,500
hired farm laborers, nearly a 12,500 decrease in the number of hired farm workers since 2017.
There were an estimated 50,500 unpaid agricultural workers in Kentucky, approximately
30,000 less than there were in 2017. Unpaid agricultural workers are often the operators of the
farm, including members of the operator’s family. Of the hired laborers, 5,000 were migrant
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workers, nearly half of the estimated number of workers in 2017. Approximately 12 percent of
the migrant workers were contracted laborers, meaning they only work on the farm for a set
period of time.

A USDA survey found that, nationally, farm workers have less formal education than the average
US employee. Approximately 65 percent of farmworkers have a high school education or less -
compared to 37 percent of the total US workforce Approximately 69 percent of farm workers
are US citizens, and 61 percent were born in the US or its territories. This is significantly
different than the demographic composition of all workers in the US. Nearly 81 percent of all US
workers are born in the U. S., and 91 percent are US citizens.

According to these national statistics, farm workers may need help transitioning to other
sectors and may not be competitive in the nonfarm labor market.

Homelessness

The U.S. Interagency Council on Homelessness estimated that in 2022, nearly 4,000 individuals
in Kentucky were homeless on a typical day. Of these, approximately 600 are under the age of
18, 328 are veterans, and 670 people experience chronic homelessness.

Figure 14 shows the estimated number of homeless individuals in Kentucky over time.
Homelessness decreased by 2.3 percent from 2019 to 2022, but notably, homelessness in
Kentucky increased by 56.6 percent from 2021 to 2022 (an increase of approximately 1,400
people). In 2021, there was a sharp decline in the number of homeless individuals due to
pandemic counting interruptions.

Figure 14
Estimated Kentucky Homelessness: 2013-2022
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Source: Annual Homeless Assessment Report, US Department of Housing and Urban
Development (HUD), 2013-2022

Low Literacy

In their 2021 report, the National Center of Education Statistics (NCES) estimated that 19-25
percent of Kentuckians over the age of 16 have a literacy skill at or below Level 1. Adults at
Level 1 can read short texts and understand their meaning well enough to perform tasks like
filling out a short form. Adults below Level 1 may be functionally illiterate but may be able to
understand words about familiar topics.
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On the county level, there are significant disparities between counties ranging from 11
(Oldham) to 44 percent (Clay) of the population over the age of 16 who are reading at or below
Level 1. According to the Occupational Requirements Survey, only 2.3 percent of jobs in the
United States do not require the worker to be literate (ORS, 2022). Individuals who have
reading difficulties have substantially fewer employment opportunities than individuals with
higher literacy levels.

Limited English Proficiency

Approximately 3.5 percent of Kentucky’s prime-age residents have limited English proficiency
(Table 21). Despite this barrier, labor force participation among those with limited English
proficiency is higher than the general population. Nevertheless, limited proficiency in the
English language can limit a worker’s ability to transition between sectors. Nearly 35 percent of
jobs require speaking either frequently or constantly. This is particularly notable for
management, a high-paying occupational category, where 46.4 percent of positions require
frequent or constant speaking (ORS, 2022).

Table 21
Labor Force Status of Pime-age Individuals with Limited English Proficiency

Labor force status

. Limated !

oo | P i Bt Ut N
proficiency

Bluegrass 320,215 4.7% 74.0%% 29% 23.1%
Cumberlands 119,272 1.2% 63.6% 9.0% 35.4%
EECEP 136,620 0.3% 59 0% 7.4% 33.6%
Green River 19,805 29% 62.0% 2.1% 35.9%
Eentuckiana Works 404 877 6.1% 75.3% 2.5% 22.2%
Lincoln Trail 107224 2.0% 68.3% 5 8% 26.0%
Northern Kentucky 183,995 2.9% 78.5% 1.3% 20.2%
South Central 114,589 5.1% 62.1% 1.6% 36.3%
TENCO 102 018 0.8% 537.9% 0.0% 42.1%
West Kennucky 146,035 1.6% 72.1% 2.0% 25.9%
Total 1,714,670 3.5% 72.5% 2.4% 25.1%

Source: 2021 American Community Survey 1-year data, US Census Burean. Accessed via [IPUMS
USA, University of Minnesota, www . ipums.org.

Long-term Unemployment

Individuals who have been unemployed for longer than 27 weeks are experiencing long-term
unemployment. Long-term unemployment is associated with skill degeneration,
discouragement, and the stigma potential employers associate with long-term unemployment.
Men who experience long-term unemployment are more likely to withdraw from the labor
market. Estimates about the wage effect of long-term unemployment vary from an 11-25
percent wage reduction compared to individuals who experienced short-term unemployment
(Rothstein, 2016).

Native American and Alaskan Natives

Native Americans have very disparate labor market outcomes compared to other groups. In
January 2022, the Native American national unemployment rate was 11.1 percent (compared to
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a 4 percent national average). Additionally, their employment-to-population ratio was 7 points
below the national average (BLS, 2022). Kentucky has a very small native population, less than a
tenth of a percent of its total population.

Foster Care

In 2022, 12,947 Kentucky children were placed in out-of-home placements. This means they
were placed with a foster family or an institution. Individuals who turn 18 in foster care report
earnings that are 50 percent lower than other adults with similar educations when they are 26
years old. (Bald et al. 2022). While children who age-out of foster care at 18 have negative labor
market outcomes, there is evidence that extending foster care beyond 18 for at-risk youth may
ameliorate some negative labor market effects (Bald et al. 2022).

Figure 15 shows the number of Kentucky out-of-home placements by year. According to the
Kentucky Citizen Foster Care Review Board’s 2022 Annual Report, approximately 22 percent of
children involved in Kentucky’s foster care system were 16-20 years old. Of the 5,000 children
who exited the foster care system in FY 2022, approximately 12 percent of them aged out,
nearly 600 individuals.

Figure 15

Average Number of Children in Foster Care by Year
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Source: Kentucky Citizen Foster Care Review Board Annual Report, Department of Famuly &
Juvemle Services, 2008-2022.

Individuals with Substance Use Disorder

Individuals with substance abuse disorders are less likely to participate in the labor market.
Nationally, the labor force participation rate of prime-age individuals with substance abuse
disorders was 70 percent, nearly 13 percent lower than the average prime-age participation
rate from 2015-2018 (Greenwood et al., 2022). By using the difference between the number of
deaths attributable to substance abuse disorder pre- and post-pandemic, referred to as excess
deaths, Greener et.al estimated that 7-19 percent of the decline in the labor force is associated
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with the increase in substance usage as of January 2022. The effect was not the same for every
substance disorder; while they found substances like methamphetamine and opioids greatly
affected labor force participation, alcohol-use disorder did not seem to affect the labor force
participation rate of prime-age individuals (Greenwood et al.,, 2022).

Table 22
Reported Substance Use Disorder in the Past Year of Individuals 18 years or older

Substance Use Disorder 506,000
Alcohol Use Disorder 320,000

Dimg Use Disorder 75,000

Kource: National Survey on Drug Use and Health: Model-Based Estimated Totals, SAMHSA,
Center for Behavioral Health Statistics and Quality, Wational Survey on Drug Use and Health

2021-2022,

Table 22 contains the most recent data about the frequency of substance abuse disorders for
individuals over the age of 18 in Kentucky. The total number reported as having an alcohol use
disorder is higher than the number of individuals with a substance abuse disorder because an
individual may abuse both alcohol and drugs. Notably, the National Survey on Drug Use and
Health found that nearly 40 percent of individuals with a drug use disorder in Kentucky are
attributable to disordered opioid usage.

The increase in opioid use, in particular, has affected Kentucky in recent years. There have been
multiple studies about the effect opioid use has had on the labor force participation rate
(Aliprantis & Schweitzer, 2018; Gitis, 2018; Krueger, 2017). ] In particular, Aliprantis and
Schweitzer (2018) estimated that a 10 percent increase in opioid prescribing was associated
with a reduction in 0.5 percentage point reduction in LFP among men and 0.14 percent
reduction among women.

By utilizing this research, the University of Kentucky’s Center for Business and Economic
Research estimated that the increase in the per capita opioid prescriptions, an estimated 46
prescriptions per person to 137 prescriptions per person in 2011, was associated with a 1.3- 3.1
percent reduction in prime-age labor force participation rate (Clark et al., 2019). This amounts
to approximately 23,100 to 55,200 fewer workers in the Commonwealth.

C. COMPARISON OF ECONOMIC AND WORKFORCE ANALYTICAL CONCLUSION. DESCRIBE
AREAS OF OPPORTUNITY FOR MEETING HIRING, EDUCATION, AND SKILLS NEEDS IDENTIFIED
IN THE ECONOMY COMPARED TO THE ASSETS AVAILABLE IN THE LABOR FORCE IN THE
STATE.

Comparison of Economic and Workforce Analytical Conclusion

The above economic and workforce analysis provides guidance to policymakers responsible for
allocating resources to develop the Commonwealth’s workforce effectively. By identifying
Kentucky’'s employment trends and the barriers that prevent many of Kentucky’s residents from
participating in the workforce, policymakers can better position training and other programs to
ensure that the state’s workforce has the skills that employers will need in the coming years.
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The economic analysis suggests that much of Kentucky’s employment growth will continue to
occur in sectors such as manufacturing and healthcare. These sectors account for a large portion
of Kentucky’s employment and will likely represent much of the employment growth going
forward. Helping workers develop the skills needed by these sectors will be crucial to meeting
the needs of Kentucky’s growing economy.

While identifying emerging sectors could also allow the state to position workforce
development resources to help foster these sectors, accurately identifying these sectors early is
challenging. Often, high growth sectors today do not continue to grow at the same rate or
eventually decline. As a result, the returns to developing skills that are specific to an emerging
sector are more uncertain. Instead, helping workers create a portfolio of transferable skills
through general education or skills training programs may be a more effective strategy to meet
employers’ future needs. Examples of these highly transferable skills include technical and
social skills as well as efficient resource management. Focusing on developing these skills can
create a highly adaptable workforce - a workforce resilient against changing economic
conditions.

The workforce analysis points to several significant barriers that limit participation in the
workforce. For example, a significantly higher percentage of Kentucky’s population has a self-
reported disability (18.1%) compared to the national population (13.4%). The three most
reported difficulties were ambulatory, cognitive, and hearing difficulties. The type of difficulty
individual experiences can influence the benefits they can obtain from particular training or
support offered. The rise of remote work and technological investments may provide new
opportunities for individuals whose disabilities keep them from participating in the traditional
labor market.

Kentucky also has a much lower proportion of college graduates than the national average (36%
versus 28%). While transferable skills can be learned outside traditional academic
environments, this indicates that Kentucky’s workforce may lack some of the skills required for
higher-paying jobs that are more prevalent in the rest of the United States. Labor force
participation is considerably lower for those with less education.

Kentucky also has a much higher portion of its population in poverty than the US average
(16.5% versus 12.6%). Often, poverty is associated with other demographic characteristics that
make it difficult to participate in the workforce. However, individuals in poverty can also face
challenges attributable to their limited resources such as insufficient childcare or limited access
to transportation.

These are just a few examples of Kentucky’s workforce differs from the United States’
workforce. It is important to understand the effect of the various demographic barriers as it can
affect the types of skills, training and supports that would be most effective at addressing the
particular barriers workers face.

Understanding the barriers and addressing appropriate needs of meeting hiring, education, and
skills upgrade is of the utmost importance for the Department of Workforce Development
(DWD). Utilizing the strategies outlined in this plan with collaboration and coordination at the
core of it, the goal is to assist individuals to enter the workforce and maintain employment
through services available in the workforce ecosystem.

Page 45



Appendix A

MNumber of Jobs per Sector by LWDA from 2012-2022
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Appendix B

Average Annual Change in Number of Jobs from 2012 - 2022 by Sector
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Appendix C

Percent Change in Number of Jobs from 2012 —2022 by Sector
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2. WORKFORCE DEVELOPMENT, EDUCATION AND TRAINING ACTIVITIES ANALYSIS

The Unified or Combined State Plan must include an analysis of the workforce development
activities, including education and training in the State, to address the education and skill needs
of the workforce, as identified in (a)(1)(B)(iii) above, and the employment needs of employers,
as identified in (a)(1)(A)(iii) above. This must include an analysis of—

A. THE STATE’S WORKFORCE DEVELOPMENT ACTIVITIES
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Provide an analysis of the State’s workforce development activities, including education and
training activities of the core programs, Combined State Plan partner programs included in this
plan, and required ¢ and optional one-stop delivery system partners.’

[6] Required one-stop partners: In addition to the core programs, the following partner
programs are required to provide access through the one-stops: Career and Technical Education
(Perkins), Community Services Block Grant, Indian and Native American programs, HUD
Employment and Training programs, Job Corps, Local Veterans' Employment Representatives
and Disabled Veterans' Outreach Program, National Farmworker Jobs program, Senior
Community Service Employment program, Temporary Assistance for Needy Families (TANF)
(unless the Governor determines TANF will not be a required partner), Trade Adjustment
Assistance programs, Unemployment Compensation programs, and YouthBuild.

[7] Workforce development activities may include a wide variety of programs and partners,
including educational institutions, faith- and community-based organizations, and human
services.

B. THE STRENGTHS AND WEAKNESSES OF WORKFORCE DEVELOPMENT ACTIVITIES

Provide an analysis of the strengths and weaknesses of the workforce development activities
identified in (A), directly above.

C. STATE WORKFORCE DEVELOPMENT CAPACITY

Provide an analysis of the capacity of State entities to provide the workforce development
activities identified in (A), above.

A. The State’s Workforce Development Activities

Commonwealth of Kentucky’s workforce development, education, and training activities
connected to the core WIOA programs are housed within the Department of Workforce
Development (DWD) at the Kentucky Education & Labor Cabinet (ELC). Title | programs (adult,
dislocated worker, and youth) are administered by the 10 Local Workforce Development
Boards (located across the five regions of Kentucky, pictured below) and their respective
service providers, while Title II program (Adult Education and Family Literacy) is within the
Kentucky Office of Adult Education, and Title IIl (Wagner-Peyser) is within the Career
Development Office. Title IV (Vocational Rehabilitation) is within the Office of Vocational
Rehabilitation (OVR). DWD also houses the state-registered apprenticeship agency known as
the Office of Employer and Apprenticeship Services (OEAS) and the Office of Educational
Programs, which has a targeted mission of growing youth employment through the Governor's
Everybody Counts initiative. Furthermore, the Kentucky Workforce Innovation Board (KWIB) is
administratively attached and within DWD.

In addition to the core WIOA programs, this Combined State Plan incorporates the Jobs for
Veterans State Grant (JVSG), Trade Adjustment Assistance (TAA), Migrant and Seasonal
Farmworkers (MSFW), and Unemployment Insurance programs. JVSG, TAA, and MSFW are in
the Career Development Office (CDO) within DWD.
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Coming out of pressures excreted by the COVID pandemic on the workforce system, the

Kentucky's Five Workforce Regions
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statewide performance numbers below (from Program Year 22) show that education and
training services are being widely utilized by recipients, resulting in access to more and better
employment opportunities for Kentuckians.

Title I - Adult: 3,372 participants served; 1,976 trainings provided; quarter median

earning $8,782

Title I - Dislocated Worker: 410 participants served; 266 trainings provided; quarter

median earnings $10,840

Title I - Youth: 2,470 participants served; 570 trainings provided; quarter median

earnings $5,344

Title II - Adult Education & Family Literacy Act: 11,668 participants served; 53.45%

Measurable Skills Gains rate; quarter median earnings $4,490
Title III - Wagner Peyser: 27,429 participants served; quarter median earnings $6,994

Title IV - Vocational Rehabilitation: 43,501 cases served; 4,169 participants in training
status; $21.51/average earnings per hour; 33.91/average hours worked

The individual customers served by the Department of Workforce Development also received
services that further their opportunity to overcome employment barriers and upgrade their
skills. In the current fiscal year (FY2024), the individuals receiving supportive services,
undergoing training programs, and participating in a work experience is depicted below:
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Title | Services Individuals

Supportive Service 30593
Training Programs 1484
Work Experience 1015
Grand Total 5592

Furthermore, within DWD, services from OVR such as providing assistive technologies opens
equitable opportunities for individuals with disabilities to attain employment. The individuals
that touch the workforce development system can compete for a wider array of jobs and
careers. Similar advancement opportunities are also possible through the various training
programs DWD offers, especially in the growing possibilities with registered apprenticeships.

In fact, Fiscal Year 2023 showed a 12.2% increase from the year prior in registered apprentices
in Kentucky totaling 5,029 active apprentices and 2,513 new registered apprentices in that year
alone.
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Registered Apprenticeship provides the beneficial benefits to both employers and apprentices:

. Registered Apprenticeship is an industry-driven, high-quality career route that allows
employers to develop and train their future employees. It guarantees that the strategy is
industry-specific and meets the demands of businesses and the labor market.

. Paid Work Experience: Registered Apprenticeship participants acquire practical, hands-
on experience. They collaborate with experienced experts, contributing to real-world projects
and responsibilities while earning a wage.

o Progressive Wage Increases: As apprentices continue through their training, their wages
are gradually increased to encourage skill development and provide financial stability for
participants.

. Related Technical Instruction: In addition to on-the-job training, apprentices receive
classroom instruction. The mix of experience and academic understanding improves their total
skill set.
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. Portable, Nationally Recognized Credential: After completing the Registered
Apprenticeship program, people receive a credential that is recognized throughout the country.
This accreditation confirms their expertise and increases their employability.

Registered Apprenticeship not only benefits employers by creating a talent pipeline but also
provides individuals with a pathway to gain valuable skills, earn a wage, and build a successful
career. Other industry operated work-based learning programs have also been growing, such as
KY-FAME that currently has 175 students enrolled across 11 KCTCS colleges.

Complementing these services, DWD and the workforce development system brings value to
both the employer and the individual through the Work Opportunity Tax Credit (WOTC). WOTC
program offers benefits to career seekers and positively impacts individuals by:

. Job Opportunities: WOTC encourages employers to hire job seekers who face challenges
in finding work. By incentivizing employers, the program creates more job openings, increasing
the chances for career seekers to secure employment.

. Financial Benefits: When career searchers are recruited through WOTC, they not only find
work but also make money. Consistent employment contributes to financial security and the
opportunity to contribute as taxpayers.

. Diverse Workplace: The WOTC encourages workplace diversity by pushing firms to hire
from specific groups. This diversity enriches the company culture and promotes inclusivity.

. Overcoming Obstacles: Many career seekers confront obstacles such as a lack of
professional experience, a criminal background, or other hurdles. WOTC gives them the
opportunity to overcome these barriers and find meaningful employment.

The Work Opportunity Tax Credit program opens doors for career seekers, supports financial
well-being, and contributes to a more diverse and inclusive workforce.

Overall engagement with businesses by the workforce development system also brings value to
workers as opportunities are increased to be placed in the best fitting position and company. In
PY22, Kentucky engaged with 54,338 employers (36.7%) of which 43% were repeat customers.

These performance measures demonstrate the value that the workforce development system
brings to the individual customer as employment barriers are removed, training is undertaken,
and skills are attained - as a result, all leading to better employment opportunities and a better
quality of life.

Title I - Training Related to Sector Strategies

Education and training needs derived from businesses are executed in a multitude of ways,
including through sector strategies that are led by local workforce development areas. Here are
a few that highlight work in the Commonwealth identified five in-demand sectors:
manufacturing, construction, transportation, healthcare, and business/IT.

IT - CODE KENTUCKY

Through a Governor's Discretionary grant, the Commonwealth invests in an IT training program
called Code Kentucky, operated by KentuckianaWorks local workforce development board.
Code Kentucky is based on the model used by Code Louisville, which has trained and placed
more than 800 people in software development and related IT jobs. The programs are also
operated by an overlapping staff team and share mentors and curriculum.
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In its second year in operation, Code Kentucky began expanding to serve a broader portion of
the state through a partnership with SOAR (Shaping Our Appalachian Region). Code Louisville
and Code Kentucky helped place 115 people into technology jobs in the past program year at an
average wage above $28 per hour.

In partnership with KentuckianaWorks, the Northern Kentucky Area Development District
(NKADD)/Northern Kentucky Workforce Investment Board (NKWIB) supports Code Kentucky
in the Northern Kentucky region.

Most recently, 115 students from the Northern Kentucky region were enrolled. There has been a
42% job placement rate for NKY program graduates, with an average starting wage of
$31.34/hour.

Employers from the IT sector have a continued desire to hire candidates with “work experience”
and relevant credentials despite the shortage of available talent. NKY WIB plans to work more
strategically with IT sector employers in the coming year to identify mutually beneficial
solutions for the employers and the Code Kentucky graduates.

Construction - KENTUCKIANA BUILDS

Governor's Discretionary grant also provides complementary funds to the KentuckianaWorks
pre-apprenticeship construction training program called Kentuckiana Builds. Kentuckiana
Builds was created in 2016 in partnership between KentuckianaWorks Board and the Louisville
Urban League to respond to the need for a pipeline of trained construction employees and to
increase the number of minorities and women going into the sector regionally. Kentuckiana
Builds provides an exemplary program that is started and funded locally and supported with
state funds as an investment in an effective model.

In February 2023, leaders from the Louisville Urban League, KentuckianaWorks, and private-
sector employers gathered to celebrate the 500th graduate of the program. Of those graduates,
nearly 90% are people of color, and more than a quarter are women (compared to just 10%
female representation industry-wide).

Construction - Heavy Equipment Committee & Pathway

The South Central Workforce Development Board (located in the South Central Region) started
a Heavy Equipment Sciences career pathway for K-12 students, which was launched near the
beginning of the academic school year after the SCWDB secured a statewide reserve grant to
purchase four training simulators. There were 24 students enrolled; 21 students completed the
program in May 2023, and 18 of those students went on to receive full-time employment or
internships with local construction companies. An adult cohort was provided in the summer of
2023 with ten students enrolled and supported with a combination of WIOA and NDWG funding
support.

Healthcare - TENCO & EKCEP WIBs

Throughout the last few years, the TENCO WDB (located in the East Region of Kentucky) has
supported continuous educational improvement in the healthcare field. This need was
determined after listening to sector industry groups involved in the Talent Pipeline
Management project. The Board established funding to move individuals through a career
pathway such as Nurse Assisting, Licensed Practical Nurse, Registered Nurse, and even higher
education like Physician Assistant and Nurse Practitioner. Dedicated funding provides a skilled
talent pipeline for local businesses while providing individuals with skills that provide them
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with advanced employment opportunities and higher wages for their families. The Board
expends $50,000.00 per year on Career Pathway Projects.

Also in the East Region, Eastern Kentucky Concentrated Employment Program (EKCEP)
expanded its Healthcare Pathway Partnership Program (H3P), formed in PY 2021 and funded by
a US Department of Labor H-1B Rural Healthcare Grant. H3P assists eligible Kentuckians with
important financial assistance and career navigation services to help ensure they are successful
in training for and transitioning to healthcare careers. The program's expansion made
assistance available for eligible students enrolled with additional training providers, increasing
opportunities for students throughout the service area. As of October 2023, H3P has served 498
Kentuckians, including 295 people with paid services, to either begin or complete training for a
healthcare career.

To serve the region’s employers more effectively and better align with state and federal
workforce priorities, EKCEP in PY22 placed added emphasis on workplace training and ramped
up efforts to initiate registered apprenticeships within the service area, resulting in the agency's
first registered apprenticeship in early PY23 in collaboration with Hazard Community and
Technical College, Alpha Mechanical Services, and Local 248.

Title I - Adult Education & Literacy Act

The Kentucky Office of Adult Education (KYAE) assists Kentuckians in improving the quality of
their lives through education, training, and employment. Services and programs are governed
by WIOA 2014, Sections 200-243, specifically Sections 202 and 203 regarding the purpose and
associated definitions, and Sections 225, 231, and 243 regarding the delivery of services and
activities. In addition, Kentucky Senate Bill 1, 2000 (Kentucky Revised Statutes (KRS) 151b.400-
410) addresses the requirements for delivering Adult Education services in the Commonwealth
of Kentucky. Adult Education services are provided by a Local Provider Network (LPN)
comprising 26 local providers across all 120 counties selected based on a competitive Request
for Proposal (RFP) process covering the 2022 - 2025 RFP/Grant cycle. In this plan, you will see
references made to the overarching KYAE system, referring to the statewide network including
contracted service providers. You will also see references to the administrative office located in
Frankfort indicated as OAE.

Kentucky Adult Education is committed to being a valuable WIOA partner. It is embedded
within the Kentucky WIOA partnership community and provides Title II services to support and
align with the efforts of Title I, III, and IV partners and support agencies. The focus of the Path
Ahead for Adult Education in Kentucky is to mitigate barriers to education, training, and
employment through co-enrollment across the WIOA partnership community. Integrated
Education and Training (IET), Workplace Literacy Programs (WPL), and Integrated English
Literacy and Civics Education (IELCE) programs are opportunities to address the needs of
Kentuckians by leveraging the efforts of all WIOA partners. The work includes partnerships
across the non-profit sector, such as the Earn and Learn Program with Goodwill Industries of
Kentucky; the private sector, such as the English language acquisition and Cultural Competency
programs with KCC Companies; and the public and quasi-public sector, such as the Student
Basic Needs Action Network and the Commonwealth Education Continuum (CEC) which sets the
conditions for success for citizens transitioning to employment and or postsecondary education.

In addition, KYAE continues to expand partnerships in support of justice-involved and recovery
citizens throughout the Commonwealth. The OAE, in conjunction with the Kentucky Justice and
Public Safety Cabinet (JPSC), the Administrative Office of the Courts (AOC), the Cabinet for
Health and Family Services (CHFS), and the 11 selected counties per KRS 533.270-290, assists
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with the administration of the Behavioral Health Conditional Dismissal Program which is
designed to provide eligible participants charged with a qualifying offense an alternative to
receive treatment and recovery support services as well as education and training instead of
incarceration, resulting in dismissal of the charges upon successful completion of the program.
Additionally, KYAE has adopted the Putting Kentuckians First (PKF) Program, which provides
education, training, and employment services and opportunities to Kentuckians transitioning
out of jails.

The Putting Kentuckians First (PKF) program administered by the Targeted Services Branch is a
significant component of the transition and pre-release training process in Kentucky. Through
the PKF program, the Target Services staff has established partnerships with the Department of
Corrections (DOC), the independent jails in multiple counties, and the courts across the
Commonwealth to develop a pathway for education, training, and employment for Kentuckians
transitioning out of jails/prisons through a robust pre-release program. This pre-release
program is based on a new Jobs on Day One concept established jointly by the Education and
Labor Cabinet (ELC) and the Justice and Public Safety Cabinet (JPSC). The ELC has partnered
with the JPSC to develop pathways and implement pre-release classes to ensure that when
residents are released from Kentucky’s jails and prisons, they have received the requisite
education, training, and associated wrap-around services to gain employment on day one of
their release from jail or prison. The Targeted Services Branch, through the PKF program, is
spearheading this process for KYAE in support of the ELC’s Jobs on Day One priority.

Under the Jobs on Day One concept, administered through the PKF program, family literacy is a
necessity and a priority as many Kentuckians transitioning out of jails/prisons are parents and
or fulfill a prominent role as a provider, mentor, etc., within a family structure. The PKF process
through partnerships with other state offices and stakeholders across the Commonwealth will
coordinate with adult education providers to ensure that services are provided to PKF
participants. In the event, that some PKF participants may fall outside of the eligibility criteria,
the need to set the conditions for self-sufficiency; to gain digital literacy skills and to develop
both cognitive and social skills that may have eroded during the period of incarceration, KYAE
views these individuals as candidates for services under the Special Rule in Section 231 of
WIOA. Per Section 231, attempts will be made to partner with other state agencies and
stakeholders to provide services for these individuals, but KYAE will be prepared to provide
services if partnerships cannot be established.

Title III - Wagner-Peyser

The Career Development Office (CDO) is the responsible agency for completing the Title III
Wagner-Peyser program. CDO is setting the delivery model to reach individuals with career
services early and effectively, which includes the CDO Regional Program Managers initiating
weekly Orientation opportunities for partners to get engaged. These orientations enable the
career centers to showcase their portfolio of products and services. Partner staff members
participate by presenting/reviewing 2-3 slides about their service offerings.

The audience consists of:
o RESEA participants (requirement associated with UI)
e (areer center customers (signed up to attend)
Kentucky Career Center (KCC) Partner Staff invitees:

o Employers are invited to speak at this orientation to highlight their job openings
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o Employers set up recruitment tables at the career center on orientation days
e KCC Partner Staff obtain referrals from the orientation.
Employer Engagement & Hiring Events

Goals of consistency, flexibility, and connectivity with employers have been the focus. CDO staff
consistently stayed engaged with caseload customers through direct communication, constant
sharing of hiring event flyers on social media, through the RESEA workshop, and posting
employment opportunities at the center. Open communication with several partnering and local
agencies in each area has been instrumental. Further, more job seekers, job fairs, virtual
conversations, and customer assessments showed interest in more intensive services, which
increased employment outcomes for customers who participated.

Partner Engagement

CDO has been working to streamline the referral process with several partner agencies to assist
customers once barriers have been identified. The OVR referral in one area was reduced from a
5-page document to simply providing the individual's contact information and a brief synopsis
of the perceived barrier. CDO is working with partners to improve their participation in CDO-
scheduled orientation workshops with partners not housed in the comprehensive center. CDO
has received positive comments from consumers and the staff of the different partner

agencies. These interactions are breaking down some of the competitive barriers that have been
in place in the past.

Title IV - Vocational Rehabilitation

The Kentucky Office of Vocational Rehabilitation (OVR) has engaged in many projects to
enhance services and increase our adherence to federal and state mandates. One focus area of
OVR was to enhance services using technology platforms. Consumers are allowed virtual or in-
person services throughout their work with agency staff. The service is especially beneficial to
individuals with disabilities who experience transportation barriers that prevent them from
engaging in programs that enhance their employment skills.

To promote an inclusive workforce, Employment First became law in July 2022. As a result,
Kentucky established the Employment First Council administered by the Office of Vocational
Rehabilitation. Employment First will help ensure meaningful employment, fair wages, and
career advancement for disabled Kentuckians. It will significantly advance efforts to realize a
truly inclusive workforce in Kentucky, strengthen its economy, and improve the quality of life
for citizens with disabilities across the Commonwealth. In 2023, OVR, along with the Council,
received technical assistance from the Department of Labor (DOL), Office of Disability
Employment, and the National Expansion of Employment Opportunities Network (NEON)
project to advance the efforts of Employment First.

Another program called "RETAIN Kentucky" partnered with the Kentucky Chamber of
Commerce to conduct the Inclusive Workforce Summit: Engaging the Talent of Kentuckians with
Disabilities. An inclusive workforce is one in which the unique skills, contributions, and
diversity of qualified individuals, including those with disabilities, are actively recruited, valued,
and integral to success. It is an environment where the engagement, development, retention,
and advancement of an increasingly skilled and diverse workforce is promoted and supported
across all employment sectors and levels. The one-day event had over 250 attendees. Another
key strategy of RETAIN Kentucky's efforts to promote multisystem improvement, innovation,
and change is the Inclusive Worker Health Leadership Network (IWHLN). This network,
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comprised of medical professionals, public health leaders, employers, workforce development,
and the Kentucky Chamber of Commerce, focuses on coordinating state and local initiatives to
accelerate opportunities for Kentuckians to stay at work or return to work. RETAIN Kentucky is
a grant through the Department of Labor, Office of Disability and Employment.

Workforce Partners within DWD
Everybody Counts

Everybody Counts is a dynamic new initiative from Team Kentucky that provides a clear
pathway to success for qualifying seniors graduating from participating Kentucky school
districts. The initiative benefits graduating seniors as well as businesses, local communities, and
Kentucky’s economy. With Everybody Counts, everybody wins! The initiative completed
expansion activities beyond Jefferson County Public Schools into four (4) additional Kentucky
School Districts: Shelby, Franklin, Scott, and Fayette. With this expansion, Everybody Counts
increased the number of total business partners, education partners, and community
organizations year over year. Everybody Counts employed and trained eight (8) Career and
College Coaches to support the partner district’s high school seniors, and recent high school
graduates, with employment and/or post-secondary education opportunities. Before the close
of the 2022-2023 school year, Everybody Counts executed three (3) spring events, including a
Pathway Exploration Fair for Jefferson County and Signing Day events for graduating seniors
from Jefferson and Franklin Counties.

Digital Equity

The Kentucky Education and Labor Cabinet (ELC) became the lead agency responsible for
administering the State Digital Equity Plan. The Broadband, Equity, Access, and Deployment
(BEAD) program is administered separately under the guidance of the Kentucky Office of
Broadband Development (OBD). The ELC has collaborated with the OBD while developing the
Kentucky Digital Equity Plan. BEAD and Digital Equity funds will be used to implement
broadband infrastructure expansion and digital equity/digital inclusion programs as part of the
Commonwealth’s Better Internet Plan.

This plan sets measurable objectives that will impact and interact with the Commonwealth’s (i)
economic and workforce development goals, plans, and outcomes; (ii) education outcomes, (iii)
health outcomes; (iv) civic and social engagement; and (v) delivery of essential services. Before
the plan's development, ELC’s outreach and engagement activities attempted to reach all
covered populations (as defined in the Digital Equity Act). Kentucky is committed to making
meaningful progress toward achieving digital equity as one of our top priorities. Through the
Better Internet Plan, Kentucky will ensure all Kentuckians have access to reliable high-speed
internet and the right devices to access that technology while also ensuring necessary resources
are allocated to identify barriers to affordability and ensure there is training and support
available to develop our citizens’ digital skills. Kentucky is dedicated to achieving our vision in
partnership with our trusted state, regional, and community partners through robust public-
private partnerships. Bridging the Digital Divide in Kentucky, the Commonwealth has created a
Digital Equity Plan in collaboration with Kentuckians to ensure that every voice is heard and
issues related to internet use are adequately addressed over the next five years as we review
our digital connectivity needs.

The Kentucky Digital Equity Plan is a plan for all Kentuckians. The plan outlines the current
state of digital equity, the various ways the Commonwealth sought input, insights about the
unique needs of the communities across the Commonwealth, information from organizations
already doing digital equity and technology work, and an assessment of what Kentucky needs to
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achieve digital access for all Kentuckians. The plan outlines six objectives to achieve digital
equity in Kentucky.

1. Enhance broadband availability and affordability for covered populations (ACP)

2. Ensure access to affordable devices for all Kentuckians

3. Increase application accessibility and inclusivity to state and local government programs
4. Ensure that all Kentuckians are equipped to navigate the internet safely

5. Improve digital literacy for all covered populations in Kentucky

6. Empower all Kentuckians to develop the digital skills necessary for work and life

The goal of Kentucky’s State Digital Equity Plan is to establish a roadmap that ensures everyone,
regardless of their background or community, has access to the necessary technological
resources to engage fully in our society, democracy, and economy. In the current digital era, fast,
reliable internet has become an important part of daily life. Whether it's for work, education,
collaboration, or staying in touch with loved ones, having high-speed internet is crucial. It
empowers us by providing easy access to a wealth of information, services, and opportunities
online. High-speed internet has transformed how we communicate, learn, collaborate, work,
and access important resources. It has become a catalyst for innovation, economic growth, and
social progress. The COVID-19 pandemic and subsequent lockdowns exposed a persistent and
pre-existing digital divide that adversely affected communities across the Commonwealth. It has
caused significant disruptions in various aspects of life and has increased the demand for high-
speed internet connectivity and applications. Remote learning became the norm as schools had
to adjust, businesses were forced to close or operate under limited capacity, and many people
lost their jobs without the resources to adapt. This crisis also shed light on the inadequacies in
access for certain communities, especially low-income. The health care system struggled, and
education systems were unprepared for many students who lacked the necessary connectivity
for remote learning. The economy suffered, with few job opportunities for individuals, and small
businesses struggled to stay afloat. It is against this backdrop that a bipartisan US Congress
passed the Infrastructure Investment and Jobs Act (IIJA), also known as the Bipartisan
Infrastructure Law (BIL), in November 2021 which provided states with funding to develop
State Digital Equity Plans. Like Kentucky, all states and territories are committed to developing
and implementing State Digital Equity Plans to advance equal access for everyone - with
particular emphasis on those experiencing the digital divide. Kentucky, located in the southeast
central region of the United States, is home to a diverse range of people that reflect its rich
culture. With a population of around 4.5 million, the state is a vibrant mix of ethnicities and
cultures. Racial and ethnic minorities, including African Americans, Hispanics, and Asians, make
up 17.8% of the population. Kentucky's population also has a significant number (24.3%) of
residents aged 60 or above. While there are no federal or state-recognized tribes in Kentucky,
there are Native Americans residing in the state (0.3%). While coal mining and agriculture were
once the main industries, the state's economic narrative is expanding towards services, health
care, and manufacturing. From the bustling cities of Louisville and Lexington to rural
Appalachian communities, Kentucky's demographics offer a captivating story of tradition
meeting change, making it a fascinating microcosm of American diversity and prime for digital-
equity advancement.

By 2034, Kentucky will be a place where every resident, regardless of their background or
location, has equal access to affordable high-speed internet, reliable devices, and
comprehensive training to pursue economic and personal opportunities. Kentucky’s vision will
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lead to increased economic opportunity, educational outcomes, health outcomes, civil and social
engagement, and efficient delivery of essential services for all Kentuckians. Kentucky will work
to remove barriers to digital adoption by creating opportunities through technology, affordable
high-speed internet, and digital skills development for all people and businesses. The goal of
this five-year Digital Equity Plan is to empower communities, businesses, local governments,
and state agencies to sustain the Commonwealth’s digital equity efforts beyond the initial five-
year period.

Local Veterans’ Employment Representative - Military Engagement

Fort Campbell located in Hopkinsville, KY has approximately 400 to 450 soldiers exiting the
military each month. One of CDO's current goals is to be more effective in offering services to
the current service members, transitioning service members and their families, and assisting
employers in recruiting transitioning service members. To achieve this goal, CDO onboarded a
Wagner-Peyser staff at Fort Campbell Army Base housed at the Transitional Assistance Program
(TAP) office on base. It was important to select the correct individual to work in this capacity to
optimize the willingness of soldiers to participate and to be included in other programs and
activities that Fort Campbell offers. The staff member placed on the base is a retired Army 1st
Sergeant with significant experience caring for soldiers and their families. As a veteran, he has
had many of the same experiences as the soldiers transitioning from their military careers.

Offering existing soldiers, transitioning service members and their families, resources, and
workforce expertise provides a pathway for gaining employment after their military career or
while stationed at Fort Campbell. The Wagner Peyser staff members work with all partners
within Kentucky's workforce system, especially JVSG (Jobs for Veterans State Grant) staff, to
create pipelines to other areas of the state. As Fort Campbell is on the Kentucky-Tennessee
border, the staff has the added benefit of working with workforce representatives from
Tennessee, as well.

Having Wagner-Peyser (WP/CDO) staff serve in this capacity allows Kentucky to serve veterans
and their families more effectively, as more individuals qualify for WP services than other
programs. Currently, the WP staff member has been able to increase employer and jobseeker
participation in workforce services. By being readily available and a former soldier, he has
gained soldiers' trust and leadership.

House Bill 7 (2020) Job Assistance Program

During the legislative session of 2020, House Bill 7 instructed the Education and Labor Cabinet
(ELC) to establish a program to assist with job placement. Within one hundred eighty (180)
days of the implementation date of this act, the ELC was given the mandate to construct a job
placement aid program to assist individuals registered in the state's medical assistance program
established in KRS Chapter 205 in getting employment. The work placement help program has
to meet the following requirements: it needs to be available to any non-disabled adult who is
enrolled in the state's medical assistance program; provide one-on-one job placement
counseling and support; and give priority to job placement with employers that provide
employee benefits that include complete health insurance coverage for medical and surgical
treatments.

ELC contacts everyone who meets the requirements of being a person who is an "able-bodied
adult" and above the age of eighteen (18) but under the age of sixty (60) and is physically and
mentally capable of working according to the standards specified by the Cabinet for Health and
Family Services (CHFS); and can work in the county in which they reside to participate in the
job placement assistance program.
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The overall objective of the job placement assistance service is two-fold. First, the objective is to
assist referred individuals seeking to change their employment situation to obtain the desired
work. Second, it assists employers in obtaining qualified workers to fill their job openings as
quickly as possible. Toward these ends, the basic employment service functions provided by the
Kentucky Career Center (KCC) include the following:

. Intake - registering job seekers by creating quality resumes containing data regarding the
individual's work experience, education and training, interests, skills, and abilities. All data is
stored in an electronic database for labor exchange, analysis, planning, and reporting.

. Job Order-taking - receiving job listings from employers needing workers through self-
service or staff-provided assistance. A web-based self-service system is provided for employers
or staff to post jobs, automatically match job seekers to jobs, search for qualified candidates,
contact job seekers for interviews, and capture results on closed job orders. This system
captures the detailed description and title of the job along with the employer's requested
qualifications, such as experience, education, and training, and enters this data into the
computer system.

. Job Matching & Referrals - making automated highly relevant matches based on
individual experience, qualifications, and career paths and their correspondence with actual
patterns of placement using artificial intelligence. Staff and employers may also match and refer
qualified individuals based on employer preferences.

. Job Development - contacting employers on behalf of specific job seekers when there are
no suitable openings listed to which to refer them. Rather than merely taking an application
from an applicant and entering it into the computer system in the hopes that a suitable job
opening will be listed soon, the KCC staffer actively seeks out job openings from employers on
behalf of the applicant when doing job development.

. Referral to Supportive Services - assistance to job seekers in need of services of other
agencies to those agencies for services that are likely to improve their employability. For
example, an individual with neither clean, appropriate clothes to wear on a job interview nor
the money to buy them might be referred to the Salvation Army or other social service agencies
for help securing clothes.

. Employer Relations - contacting employers to inform them of the services available from
KCC, providing labor market information for use in business decision-making, and following up
on the results of and satisfaction with services previously provided.

These services are provided without charge to any job seeker legally qualified to work in the
United States and to any employer not involved in a labor dispute. However, KCC is required by
federal regulation to provide preference in providing services to qualified veterans of the U.S.
Military. Additionally, because employers fund both the Unemployment Insurance (UI) and
Employment Services (ES) programs, KCC assumes a special mandate to assist Ul recipients in
obtaining suitable employment as quickly as possible, reducing the duration of the UI claim. All
services are provided according to state and federal equal opportunity laws.

Job placement assistance services available through KCC greatly benefit the people of the
Commonwealth of Kentucky. By assisting job seekers to obtain the type of work they seek, their
standard of living and emotional well-being and their families are significantly improved.
Businesses are made more profitable and competitive in a global economy by assisting
employers to obtain the best-qualified workers to fill their job openings as quickly as possible.
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Moreover, all Kentuckians benefit when, through KCC job matching services, those who had
been tax burdens become taxpayers.

KCC provides these services through 13 comprehensive offices located throughout the state. In
addition, satellite offices are in all other Kentucky counties.

Coordination with Department of Corrections (DOC)

The Education and Labor Cabinet (ELC) has been working with the Department of Corrections
(DOC) on several programs, including the previously mentioned Behavioral Health Conditional
Dismissal Program and Putting Kentuckians First. These programs are targeted to the
population pool they are meant to serve, and ultimately, are under the Jobs on Day One
framework.

Jobs on Day One was created within the Kentucky Education and Workforce Collaborative Board
(Collaborative), the government-led board designed to execute the strategy of the Kentucky
Workforce Innovation Board (KWIB). The Education and Workforce Collaborative is comprised
of state government Cabinet secretaries and partners within workforce development that have
statewide reach. Understanding that there is a strong statewide desire to serve justice-involved
talent, the Education and Workforce Collaborative took the opportunity to align better and
create a true ecosystem where resources can be streamlined to serve better the individuals and
businesses hiring this talent pool. Through a collaborative effort of core WIOA partners and the
Justice and Public Safety Cabinet, the primary cabinet overseeing the Department of
Corrections, the overarching umbrella of the "Jobs on Day One" initiative was launched. The key
component to this initiative is a three-phased approach: pre-release training while incarcerated,
immediate job placement upon release (job on day one), and post-release retention wrap-
around services to maintain retention. All partners find a role in this framework and lend their
expertise.

B. The Strengths and Weaknesses of Workforce Development Activities

As mentioned in the opening summary of the 2024-2027 WIOA State Plan, Kentucky’s overall
message is that we are moving forward together as a unified system under the overarching
umbrella of Team Kentucky. Team Kentucky is a culmination of all stakeholders in the
Commonwealth that seek to advance the state forward - this includes state government, local
municipalities and county governments, business and industry, labor groups, educators, non-
profit and community organizations, and individual Kentuckians.

Team Kentucky’s principles are evident in the direction in which workforce development is
headed which includes as collaboration, coordination, alignment, and a team-based collective
mindset. They are at the forefront of activities and initiatives within the workforce development
ecosystem. The Workforce Innovation and Opportunity Act (WIOA) provides a strong
foundation in which to build upon, however, the entire workforce ecosystem consists of
multiple layers of services offered by an array of organizations that meet various levels of needs
by job seekers, workers, and employers. Collaboration among the entire ecosystem not only
leverages WIOA funding but also enhances the service delivery model for the end-user, whether
it be a job seeker, business, or staff within the system. Below are the analyses of these strengths
and a reflection of the weaknesses that can be improved.

Strengths

The Commonwealth of Kentucky’s workforce development north star is anchored to the
Workforce Strategic Plan that outlines the key pillars for continued growth, which include:
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1. Employer Engagement
2. Education Attainment
3. Workforce Participation
4. Resource Alignment

The members of the Kentucky Workforce Innovation Board (KWIB) and the workforce
development ecosystem collaborated to set the overarching goals that have continued to be
vital during and after the impact of the COVID pandemic on the economy and the workforce
system. Moreover, the collaborative spirit of ensuring that partners in state government,
community, and the business spheres are connecting, aligning, and pursuing the common north
star has shown to be a great strength for the Commonwealth.

One of the key elements of strengths in recent years has been the merger of what used to be the
Education and Workforce Development Cabinet and the Labor Cabinet into one entity, now
called the Education and Labor Cabinet (ELC). This unified cabinet houses the four core WIOA
sponsors, registered apprenticeship, and the state workforce development board within the
Department of Workforce Development, along with agencies that contribute to the workforce
ecosystem, including the Office of Unemployment, Department of Education, Department of
Libraries and Archives, Kentucky Education Television, Kentucky Environmental Educational
Council, Kentucky Commission on the Deaf and Hard of Hearing, Kentucky Commission on
Proprietary Education, Kentucky Center for School Safety, Kentucky Center for Statistics,
Governor’s Scholars Program, Governor’s School of Entrepreneurship, Department of
Workplace Standards, Governor’s Office of Early Childhood Education, and the Department of
Workers’ Claims.

Through the Cabinet merger, collaboration, and alignment to provide better services to
Kentuckians have increased through a seamless service approach. Internally, staff can connect
and understand cross-program impact by finding opportunities to braid services and resources
and find the best ways to strive for continuous improvements.

Strengths are further depicted in the initiatives designed to foster collaboration and alignment
with the aim to increase the value of services received by Kentuckians, specifically the
jobseekers, employers, and stakeholders, including workforce development staff and local
communities. Some of the active initiatives that are based on a collective impact collaborative
approach are listed below. These initiatives are also closely connected to the four goals of the
state’s strategic direction.

Furthermore, the KWIB conducted a statewide listening tour in preparation for the 2024 WIOA
State Plan. From July through the end of October 2023, all ten Kentucky Local Workforce
Development Areas (LWDA) contributed to the work.

The framework for the tour involved working with the local LWDA Board directors and their
teams to invite workforce stakeholders to conduct a brief overview of the purpose of the WIOA
State Plan and breakout into focus groups to gain insight on specific perspectives. The focus
groups were broken into:

. Workforce Partners (community-based organizations, nonprofits, Memorandum of
Understanding (MOU) partners, educators))

. Employers

. Elected Officials
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o Individual Customers

In total, 33 focus groups were held that involved 348 participants in the listening tours with 198
workforce partners, 82 employers, 51 elected officials, and 17 individual customers
contributing their perspectives.

The main line of questioning proposed to each group was a reflection on the existing workforce
development system and a reimagined future state of workforce development, with the main
intention of learning best practices, challenges, and opportunities that can be pursued.

Actively engage employers to drive Kentucky’s workforce development system

Strategic Objectives

1a: Create a workforce development system that employers value.

1b: Establish a clear channel for employer engagement in workforce development services.

1c: Increase the number of employers participating in work-based learning experiences and
apprenticeships while also establishing employer champions.

1d: Engage employers in education efforts from early childhood through Kindergarten, Grade
12, and postsecondary study.

le: Leverage employer data on workforce projections and training needs using the talent
pipeline management system of the Kentucky Chamber of Commerce and a revamped business
service team network.

The Statewide Workforce and Talent Team (SWATT)

The Statewide Workforce and Talent Team (SWATT) is a group of statewide organizations
committed to improved measurement, coordination, and delivery of workforce development
solutions and services to Kentucky employers.

Members of SWATT:
e Secretary of the Cabinet for Economic Development
e Secretary and Deputy Secretary of the Education and Labor Cabinet
o Kentucky Chamber Foundation Sr. VP and Workforce Center Executive Director

e President and VP of Workforce and Economic Development for the Kentucky
Community and Technical College System

e Associate Commissioner of Career and Technical Education for the Kentucky
Department of Education

e Executive Director, Kentucky Center for Statistics

e Sr.VP/Chief of Staff and Asst. VP for Workforce Initiative at the Council on
Postsecondary Education

e Executive Director, KY Association of Manufacturers

e State Workforce Board Chair
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e Associate Vice President, Workforce Development, Kentucky Hospital Association

The Statewide Workforce and Talent Team (SWATT) is responding to feedback from Kentucky
employers to design and pilot a unified approach to provide workforce solutions to employers.
The data-informed unified strategy is intended to improve coordination, responsiveness, and
results among partners and ultimately drive workforce participation and business growth. After
shared metrics are established and the initial pilot is offered and measured, the strategy will be
captured in a model of operating excellence for implementation statewide.

This is not a new program but rather a way to use common sense in thinking differently and
bringing partners all together to serve. Every organization at the table is a leader and key to the
state’s future. The group shares a commitment to defining and using a range of measures of our
progress and results. The collective approach allows the group to create and continuously
measure impact for employers, with rewarding career opportunities for all Kentuckians as the
outcome of the mission.

Federation for Advanced Manufacturing Education (FAME)

The Federation for Advanced Manufacturing Education (FAME) was founded in Kentucky by the
manufacturing leadership of Toyota and its partners to create a talent pipeline to fill the critical
jobs associated with industrial maintenance. Maintenance technicians play a vital role in
modern manufacturing by maintaining and ensuring the machines and robotics operate
efficiently. They use complex problem-solving skills combined with technical knowledge to
service and repair the machines quickly and effectively. As manufacturing continues to advance
and the use of advanced manufacturing technology increases, the need for skilled maintenance
technicians continues to increase.

KentucKky is a host to 12 FAME Chapters that are made up of an anchor local Kentucky
Community and Technical College System (KCTCS) school that serves manufacturers in the
region. FAME students attend classes at their local community college two days a week and
work 24 hours a week for a local manufacturer - all while being paid a competitive wage. Upon
completion, students earn an associate degree in Applied Science in Industrial Maintenance
Technology-Advanced Manufacturing Technician Track, two years of work experience, and the
AMT certification.

FAME has spread beyond Kentucky and is now active in 14 states across the US.
Talent Pipeline Management

In partnership with leadership from the Kentucky Chamber Foundation, Kentucky was selected
as one of the three states in the nation to pilot a statewide implementation of the U.S. Chamber
of Commerce Foundation’s program, Talent Pipeline Management (TPM). TPM is an employer-
led and demand-driven approach for businesses to create and manage talent ‘supply chains’ by
projecting talent needs and aligning those with education and workforce development systems.
Since TPM is heavily focused on the needs of the business, the lead organization is the Kentucky
Chamber Workforce Center as it can utilize its position in the market to engage employers in the
TPM process and build a stronger workforce aligned with the needs of Kentucky’s key economic
sectors. The TPM process does the following:

e Convenes businesses into employer-led industry collaboratives throughout Kentucky

e Provides personalized talent solutions to ensure Kentuckians are trained, developed,
and upskilled into in-demand career pathways
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e Improves collaboration with education, government, and workforce partners by
utilizing the collaborative’s real-time data

The current TPM industry collaboratives include:
e Healthcare
e Manufacturing
e Construction
e Education
e Distilling
e Logistics/Aviation
e Energy
e Agriculture/Equine
e IT/Business Services
Goal #2: Education Attainment & Related Activities

Align and integrate P-12, adult education, and postsecondary education to provide lifelong
opportunities for Kentuckians that prepare them for the rapidly shifting realities of work in the
future.

Strategic Objectives

2a: Increase career exploration opportunities while students are in P-12, and provide all
students an opportunity to earn a certificate or credential prior to graduation, with emphasis on
those credentials where dual secondary /postsecondary academic credit is awarded.

2b: Review and adjust the structure (locations, pathways, and resources) of Pre-K through
postsecondary delivery to align and integrate the Commonwealth's educational infrastructure
based on employer needs.

2c: Increase awareness of all market-relevant career pathways among students, educators,
guidance counselors, career counselors and parents.

2d: Improve the sharing and use of data to inform the ongoing curriculum design for P-12 and
postsecondary institutions.

2e : Create opportunities for early, mid, and later-career learning for all Kentucky workers to
provide a range of learning opportunities for growth, upskilling, and adaptation to changes in
the nature and structure of work.

2f: Encourage the agility, responsiveness, and desire for lifelong learning among older Kentucky
workers.

Everybody Counts

As mentioned in the previous sections, Everybody Counts is a dynamic new initiative that
provides a clear pathway to success for qualifying seniors graduating from participating
Kentucky school districts to begin their career, continue their education, or do both! The
initiative benefits graduating seniors as well as, businesses, local communities, and Kentucky’s
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economy. The metropolitan county region of Jefferson County Public Schools was the first pilot
site which now has expanded into four (4) additional Kentucky School Districts: Shelby,
Franklin, Scott, and Fayette. With this expansion, Everybody Counts increased the number of
total business partners, education partners, and community organizations. Most recently,
Everybody Counts employed and trained eight (8) Career and College Coaches to support the
partner districts’ high school seniors and recent high school graduates, with employment
and/or post-secondary education opportunities. Before the close of the 2022-2023 school year
Everybody Counts executed three (3) spring events, including a Pathway Exploration Fair for
Jefferson County and Signing Day events for graduating seniors from Jefferson and Franklin
Counties.

60x30 Goal

With leadership from the Council on Postsecondary Education (CPE), Kentucky's strategy for
postsecondary education advances the Commonwealth's overall ambitious goal—to raise the
percentage of Kentuckians with a high-quality postsecondary degree or certificate to 60 percent
by the year 2030. Achieving this goal is critical to accelerate job creation, grow the economy,
and expand the state's tax base through the contributions of a more skilled, productive
workforce.

Important in achieving this goal, a recently released data points from the National Student
Clearinghouse (NSC) indicate Kentucky had the highest fall-to-fall total enrollment gains in the
nation.

Between fall 2022 and fall 2023, Kentucky experienced 5.6% overall enrollment growth,
including 5.5% growth in undergraduate enrollment (ranked second nationally) and 4.9% in
graduate enrollment (ranked fourth nationally). Kentucky ranked first in undergraduate
enrollment growth and second in graduate enrollment growth among states that are part of the
Southern Regional Education Board interstate compact.

Kentucky first in the nation for enrollment growth between fall 2022 and fall 2023

Kentiscky, 5. 6%

Commonwealth Education Continuum

The Commonwealth Education Continuum (CEC) exists to strengthen Kentucky’s education
pipeline. Its work addresses the moral imperative for students to have access and opportunity
to earn degrees and credentials that lead to sustainable, competitive-wage careers.

Established in 2021, the Continuum is co-chaired by Kentucky Lt. Governor Jacqueline Coleman,
Kentucky Council on Postsecondary Education (CPE) President Dr. Aaron Thompson, and
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Interim Kentucky Commissioner of Education Robin Kinney. It consists of members whose
expertise ranges from early childhood to the workforce.

The work of the CEC is grounded in extensive stakeholder input and analysis of Kentucky’s
education data. The CEC workgroup members, in collaboration with the Education Strategy
Group, conduct interviews and focus groups with representative stakeholders across the state
to identify needs and lived experiences.

In addition to stakeholder input, the CEC consults with an ad hoc data team collaborative
including representatives from the Kentucky Center for Statistics (KYSTATS), the Kentucky
Department of Education (KDE), the Kentucky Community and Technical College System
(KCTCS), and the CPE. The data team provides statistics requested by or related to the priorities
of the CEC and its workgroups. These data provide the CEC and stakeholders with historical
context, illustrate Kentucky’s current reality, and inform future CEC initiatives, decision-making,
and policy recommendations.

LAUNCH Initiative

The Commonwealth of Kentucky was selected to be one of the impact states across the country
for an initiative called “Launch: Equitable & Accelerated Pathways for All.” This program aims to
expand access to high-quality and equitable college and career pathways for all learners.

This cross-sector team is made up of collaboration with 10 state partners, including the Council
on Postsecondary Education, Kentucky Department of Education, Commerce Lexington, Inc.,
KentuckianaWorks, Kentucky Center for Statistics, Kentucky Chamber of Commerce, Kentucky
Community and Technical College System, Kentucky Education and Labor Cabinet, Fayette
County Public Schools, Jefferson County Public Schools and Shelby County Public Schools.

The commitment by this group is to ensure every Kentuckian will earn the credentials needed
to be fully employed and engaged in their community, and will work towards this outcome by
focusing on four key priority areas:

1. Alignment of high-quality pathways to credentials of value;

2. Seamless transitions across secondary, two- and four-year institutions;
3. Student-centered support and advising; and

4. Next-generation work-based learning experiences.

Goal #3: Workforce Participation & Related Activities

Increase Kentucky’s workforce participation by creating opportunities, incenting workforce
participation, and removing employment barriers for Kentuckians

3a: Strengthen collaboration across workforce development, social services, employers, and
non-profits to address barriers to employment for individuals.

3b: Mitigate disincentives to work and explore ways to incentivize workforce participation for
individuals currently receiving social services benefits in order to support their transition to
sustainable employment.

3c: Embed programs serving specific populations across cabinets to promote workforce
participation. Examples of priority populations include veterans, individuals with disabilities,
re-entrants from the corrections system, individuals in recovery from substance abuse, young
adults transitioning out of foster care, and others.
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3d: Develop and promote strategies for employers to address employment barriers.

3e: Develop and Pursue strategies that increase the number of Kentuckians who are work-ready
and free from the influence of substance abuse.

Focus on Untapped Talent Pools

Opportunity to enter a good quality job is more possible now than ever before. In the last four
years, Kentucky has seen more than $28.7 billion in private-sector investment and created more
than 51,200 new jobs. In 2023, Kentucky has seen the highest incentivized wages averaging
$26.67 an hour before benefits.

To fill these jobs, Kentucky companies must explore diverse talent pools to source and recruit.
Through the network within the workforce development ecosystem, including leadership from
partners at the Kentucky Career Center, untapped talent can be accessed. To provide a clear
picture of the various talent pools, Kentucky’s Workforce Pipeline graphic was created to help
existing and new companies to think widely about building a diverse pipeline.

SCHOOL & TRAINING

Kentucky 5 Wnrkforce Plpellne
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Analyzing Benefit Cliffs

Families’ benefit cliffs occur when an increase in parents’ income causes them to lose access to a
public benefit program, and the loss of the benefit results in a negative drop or “cliff” in net
resources. These cliffs leave families with reduced financial resources even as earnings increase.

When faced with benefit cliffs, parents may elect to leave the workforce, turn down new jobs or
promotions, or avoid working additional hours in order to continue to receive benefits for
themselves and their families. Benefit cliffs can trap workers in employment with lower salaries
and limited hours of work, preventing advancement and prosperity. For some families, these
cliffs keep them in poverty, unable to move beyond low-income wages. Alternatively, if workers
“power through” benefit cliffs, the resulting loss of net resources can be significant enough to
return them to poverty before they can increase their earnings further.
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Kentucky is focused on understanding where cliffs happen, what strategic objectives can be
completed administratively, and how to maximize the opportunity for individuals on benefits to
reenter the workforce while educating businesses on this issue. Such action is best taken
collectively through continuous collaboration between the appropriate stakeholders including
the Education and Labor Cabinet (ELC), the Cabinet for Health and Family Services (CHFS),
employers, community-based organizations, and the individuals who are impacted. If reentering
the workforce into a good job is the priority with minimal impact from the benefit cliffs, then the
stakeholders at the table have an obligation to find solutions.

Jobs on Day One

As seen throughout this state plan, the underlying theme for the successes and continuous
success of the commonwealth is the strength of collaboration and partnership. One area of
innovation is with the justice-involved talent pool in Kentucky, where over 63,000 Kentuckians
are on supervision, and an estimated 1.1 million Kentuckians have a criminal record.
Furthermore, services to individuals with justice-involvement span various agencies and
organizations, starting with the reentry services provided by the Justice and Public Safety
Cabinet’s Department of Corrections, to social services provided by the Cabinet for Health and
Family Services, to employment and education provided by Education and Labor Cabinet’s
Office of Adult Education and Title I & III career services, and to the community- based
organization that has niche programs to serve the justice involved population; notably, Goodwill
Industries of Kentucky is an active and trusted partner that utilizes federal grants and
philanthropic dollars to create career pathways from prison to high demand sectors. Employer
engagement is also high as partners at the Kentucky Chamber Foundation have answered the
business demand by launching the Fair Chance Academy to educate and create avenues for
employers to hire, retain, and advance the talent for justice and substance use disorder.

The services provided to justice-involved talent are wide in scope, but with a common outcome
of quality employment. Jobs on Day One creates a statewide framework that is customizable to
the local community through a three-phased approach: pre-release training and education,
employment immediately upon release (or a job on day one), and supportive services that help
retain individuals through the workforce development ecosystem. This cohesion provides an
avenue for all partners to collaborate in their space to ultimately strengthen employment
outcomes, build talent pipelines for employers, and reduce recidivism that in due time leads to
stronger communities.

The Jobs on Day One collaborative spirit has led to Kentucky Governor Andy Beshear
highlighting this initiative as a critical talent strategy component that addresses employer
demands with a skilled workforce.

Focus resources on the most effective initiatives and improve the return on our workforce
investment, utilizing data to constantly improve workforce development in Kentucky

Strategic Objectives

4a: Identify and address the organizational and structural changes that should be made to
Kentucky’s workforce development governance to improve collaboration and accountability.

4b: Develop a framework and supporting goals and metrics for Kentucky’s workforce
development programs.
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4c: Identify gaps in the existing longitudinal data system and determine available sources to
close those gaps.

4d: Define and create an effective communication approach for services to ensure a consistent,
quality customer experience.

4e: Build a stronger, more coordinated relationship between state and local government,
institutions, and workforce innovation areas.

Education and Workforce Collaborative

One of the key platforms that allows for alignment and collaboration on critical workforce
priorities is the Education and Workforce Collaborative Board (Collaborative), which was
initiated through Governor's Executive Order 2020-857
(https://web.sos.ky.gov/execjournalimages/2020-MISC-2020-0551-268390.pdf) to bring
education and workforce development system partners together in one group so that all
available resources may be efficiently and effectively aligned and measured to enhance and
improve Kentucky’s workforce development system. This 19-member Collaborative is made up
of executive Cabinet leadership, education leaders from K-12, community, and post-secondary
level, the state chamber of commerce, federal workforce training providers such as Jobs Corps, a
local workforce board director, elected officials, and the state workforce board chair.

The Collaborative is chaired by the Governor or their designee, who is currently the Deputy
Secretary of the Education and Labor Cabinet. Over the calendar year 2023, this body has found
great synergy in addressing critical workforce components that the state workforce board, the
KWIB, has brought forward through the Strategic Plan. The quarterly Collaborative meetings
are divided into two meetings focused on alignment in serving specific untapped talent pools
and two meetings focused on alignment of system-level workforce development priorities. In
2023, the untapped pool gatherings focused on justice-involved and veterans in the
commonwealth; through these meetings, Jobs on Day One was launched to address the former
and a veteran’s task force was formed to address the latter. From the system priorities side, the
Collaborative addressed work-based learning and provided their priorities as they relate to
building the WIOA State Plan. The future of the Collaborative is going to continue focusing on
alignment, collaboration, and addressing the workforce development system through the wide
lens of it being a true ecosystem of services.

Through the Education and Workforce Collaborative, the members went through selecting top
data, policy, and practice priorities that can underly the overall progress in workforce
development. Below are priorities that will be further analyzed over the 2024-2027 period of
continued collaboration:

DATA PRIORITIES

1. Data sharing / standardization across partners (of measurements and of definitions)
2. True and consistent analyzation of data received
3. Employer data tied to Individual outcomes

POLICY PRIORITIES

1. Private - Public partnership policies
2. Placement tracking and retention with job quality principles as measurements

3. Licensure and interstate agreements (occupational) reciprocity from other states.
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PRACTICE PRIORITIES

1. Track and Market Return on Investments through stakeholder communication and
education (set and define expectations, stakeholders to put “skin in the game”, elevate
competency based-hiring)

2. Use of Technology, Al, Sector Innovation, Digital Equity, VR Training, to support
development of citizens in development and success; include high impact and vigorous
updating (need more funding; effective braiding of funds; maximum collaboration)

3. Re-evaluation of services / expectations - Non-Traditional is the new normal

Overall, the strength of the workforce system depends on the ability to continue to coordinate,
collaborate, and strive towards mutually reinforcing activities. This includes more investment in
the workforce system to compliment the federal investment from WIOA to allow a stronger
focus on effective initiatives in commonwealth. For example, the themes described above
indicate the need to have a greater emphasis on strengthening Kentucky’s untapped talent pools
with the engagement of business through work-based learning opportunities - this takes
further resource investment in the workforce system. Even more so when Kentucky’s booming
economy is performing at a high level leading to a lower unemployment rate and lower federal
WIOA investment as a result. This leads to a good problem that must be addressed with a
diversification of funding to meet the needs of both employers and individual

customers. Investment in workforce development also provides the essential need to address
full employment for all Kentuckians and to highlight the opportunity to recruit new workers to
live, work, and raise a family in the Commonwealth. Investment in workforce development also
leads to the essential need to address barriers to full employment for all Kentuckians and to
recruit new workers to opportunities in Kentucky to live, work, and raise a family in the
Commonwealth.

Revamping Work Ready Communities

The Work Ready Communities initiative and certification program started over a decade ago in
Kentucky to highlight and measure counties’ readiness for economic development investment
through their workforce preparation. They were designed to be an assurance to businesses and
industries that a community is committed to providing the highly skilled workforce required in
a competitive global economy. Through this effort, Kentucky communities assessed their
workforce strengths and followed a process to become certified as Work Ready or Work Ready
in Progress. The certification assessed: high school graduation rates, post-secondary credential
attainment, soft skills development, internet availability, and labor force participation rate.

Work Ready Communities program has been highly engaged and has widespread brand
recognition in the Commonwealth; however, the pandemic and the changes in the economic and
workforce landscape have led to the need to bring Work Ready Communities into its next phase.

Emphasized by employers, soft skills continue to be the number one requested set of skills
required in the workplace. The tools mentioned above with the various DWD services provide
individual customer opportunities to harness critical soft skills to be considered “work
ready”. The importance of soft skills as the foundation to employment is important, as these
skills are transferable across industries, contribute to a more diverse and successful work
experience, strengthen collaboration in a team or a group setting, and develop leadership and
effective communication tools for continuous improvement and growth in a chosen career.
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Whether in formalized training or through career services, DWD will continue to focus and build
the soft skills necessary for individual customers to succeed in the workplace and be considered
“work ready” across all industries.

To create the next generation of Work Ready Communities, the Kentucky Workforce Innovation
Board (KWIB) took on the opportunity to understand the perspectives of various stakeholders,
including economic developers (both local to Kentucky and regional to the Southeastern part of
the US), local elected officials, businesses, and stakeholders in the system, such as educators and
community-based organizations. Below are findings from dedicated focus groups that paved the
way to a better:

e Work Ready Communities needs a revamp; the program needs to address current
economic and workforce transition

e Communities need to be able to understand the supply of hard skills and soft skills
e Communities need to understand the demand for skills

e  Whatis the capacity of high schools/community colleges to build a pipeline for in-
demand skills?

o Understanding of untapped talent and service providers that support these population
pools

e Utilizing regionalism as a strength, reflecting on commuting patterns

¢ How are communities supporting workers, specifically as it relates to transportation,
housing, and childcare; these are components that bring quality of life.

e How are communities attracting talent?

Understanding these components from the community members themselves, the revamped
version adopted by the KWIB building strategy into the next iteration of Work Ready
Communities that includes:

1. Understanding Essential Skills: What is the current approach to tracking career-
readiness? Are the existing programs aimed at HS and adults AND meeting the demands
of the industry? What strategies are taken to meet these demands?

2. Untapped Talent: Community awareness of all the non-profit organizations targeting
untapped talent pools (individuals with disabilities, veterans, immigrants/refugees, fair
chance, recovery, foster youth, etc.). What are the strategic coordination efforts being
done to create pipelines into employment? Kentucky’s Workforce Pipeline can be used
as a guide to potential talent.

3. Local & Regional Occupational Supply & Demand with Education & Workforce
Alignment: How are communities addressing local talent supply and employment

demands? What strategic efforts are being made to meet the needs/goals of industries
through an aligned education vision? What are the strategies to meet the local in-
demand industries as defined by Local Workforce Development Boards?

4. Work Based Learning: Asking what strategies are used to grow skills and fill
employment needs through the various work-based learning opportunities, such as
career exploration, internships, co-ops, apprenticeships, etc.
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Furthermore, talent-ready strategies help in addressing barriers to employment (Quantitative &
Strategical):

1. Transportation: What are the strategies used to grow transportation access and
infrastructure to meet community and business needs? Can communities quantify the
demand for transportation?

2. Housing: What kind of housing trends are seen in the community (for example: the
number of units being added annually), and what strategies are utilized to meet the
demand? How are communities addressing affordable housing? Data gathering could
incorporate the local energy companies to gauge growth by understanding new meters
added.

3. Childcare: What is the existing landscape of access and affordability, and what strategies
are being taken to address the needs of the community? Data and strategy can include
utilizing KYSTATSs capacity data and services offered by the Governor’s Office of Early
Childhood Education.

4. Digital Equity & Broadband Infrastructure: Can communities describe their internet
availability across their rural and urban centers? Does a community have a digital equity
plan or strategy to ensure access for all?

5. Talent Attraction: What strategies are being used to attract talent locally or regionally?
Are these strategies aligning with business demand?

Kentucky Integrated Business Engagement System (KIBES)

The Kentucky Integrated Business Engagement System (KIBES), which operates on the
Salesforce platform, provides connectivity to the business-facing workforce development staff
across the Commonwealth. Through KIBES, Business Service Team (BST) members and
workforce partners representing ten workforce regions can communicate and track the
progress of company contacts, ongoing relationships, programs and activities utilized, and the
overall status of company engagement. Having BST members on one platform makes
collaboration possible as an existing company record owner could introduce their colleague to a
unique program or opportunity for the business customer. Both digital and in-person
collaboration among Kentucky's business services have allowed the system to be proactive in
helping companies recruit, develop, and retain talent while also helping companies access labor
market information, innovative workforce development practices, and resources from partners
to lower costs and increase opportunities for all Kentuckians.

Dun and Bradstreet (D&B) and EconoVue

To anticipate potential layoffs and rapid response activity, the Commonwealth utilizes the Dun
and Bradstreet (D&B) Market Insight System to align business needs with core partner services.
This innovative, proactive approach uses real-time data and the future financial outlook of a
company to identify those businesses that are in a growth pattern, in a stable state, or
experiencing a potential downturn and need early intervention for layoff aversion strategies.

In PY22, an investment was made into the EconoVue platform that enhances this D&B data
through an intuitive dashboard interface, allowing business-facing core program sponsors to
narrow down companies based on geography, industry segment, employer risk, business
growth/downturn, employer size, and view time series data of trends. With a local level
understanding of D&B data, the EconoVue enhancement provides added tools to be proactive in
layoff aversion strategies.
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Weaknesses in the System via Barriers to Employment: Childcare, Affordable Housing,
and Transportation

1. Childcare - Access and Affordability

a. #1 barrier raised across the state for getting and retaining workers
b. General support for universal pre-K programs
c. Employee Assistance Program is a positive
i. Implementation: employer engagement in the system is less than 50%

Stakeholder Suggestions:

e Availability for 12-hour shifts; availability on weekends

o Employer-sponsored childcare (option: sector/industrial park approach of businesses
collaborating to offer childcare services)

e Support and incentives for entrepreneurism in childcare start-up
2. Affordable Housing
a. Lack of new and affordable housing; multi-units are in high demand

b. People escaping urban areas for rural communities; also leads to lack of reliable
internet

c. Innovative approaches: Elizabethtown Community and Technical College (ECTC)
working with the Family Scholar House for on-campus family-style housing for
students with barriers

3. Transportation - Urban and Rural Areas

a. Availability and access to reliable transportation varies greatly across counties
and urban and rural areas

Stakeholder Suggestions:
e Regional or rural transportation options
e Public transportation to jobs, and those seeking skills or training
e Local options for mobility incentives

e Promoting innovative solutions like Enterprise Commute

C. State Workforce Development Capacity

The Department of Workforce Development (DWD) has the capacity, experience, and
partnerships to serve Kentucky job seekers and businesses in delivering employment services,
education, and training. As mentioned in previous sections, DWD houses Title I-IV programs and
has complementary offices that enhance services, such as for youth with the Everybody Counts
initiative. Furthermore, the strength of the workforce ecosystem is within the reach of all
partners that are involved. Thus, the services are exponentially multiplied when stakeholders
collaborate, such as the examples provided in the explanation of the Education and Workforce
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Collaborative. One avenue described below shows how Title IV Vocational Rehabilitation
services are administered through DWD.

The Office of Vocational Rehabilitation (OVR) provides support for education and training to
eligible consumers in a number of ways. OVR can provide support for specific and appropriate
job—related education and training if it is needed to prepare the consumer for a vocational goal
that is aligned with the consumer’s interests, strengths and abilities. The goal is identified
through a vocational assessment and is agreed upon between the consumer and a VR counselor
in the Individual Plan for Employment. The education and training can occur in a variety of
settings including, but not limited to, community and technical colleges, baccalaureate
institutions, short-term training programs, intensive training programs offered by community
rehabilitation programs (CRPs) and other providers, and individualized training through
supported employment providers. OVR can also provide tuition assistance, assistance with
books and other supplies, note keeping, sign language interpreting, tutoring, rehabilitation
technology, and other appropriate supports determined on an individualized basis.

Through guidance, counseling and partnering with OAE, vocational rehabilitation counselors
assist consumers in identifying their strengths and abilities, dealing with disability-related
functional limitations, learning to problem-solve, and working through employment-related
issues on their own. VR counselors train consumers to be self-advocates, making them aware of
related laws such as the Americans with Disabilities Act (ADA), and their rights under those
laws, particularly as they relate to workplace accommodations. OVR also assists consumers with
disability-related work issues and assisted technology options in the workplace. OVR,
principally through its job placement staff, also provides disability awareness training to
employers.

Beyond training to develop specific job skills, OVR staff works with consumers on interviewing
skills, resume writing, and job searches, often using mock interviewing as a tool to prepare them
for job interviews and to know the types of questions that employers may ask. Consumers are
also trained on what questions can and cannot be asked in an interview to someone with a
disability and to someone with a criminal record by law. OVR prepares consumers for the
barriers and struggles they may face when they start trying to find employment and helps them
find employers who will work with them.

OVR can work with consumers on internships, apprenticeships, and on—the—job training
arrangements as additional options on the career pathway to employment. These options allow
individuals to train while being actual employees and assist with developing soft skills, such as
being on time for work, filling out a timesheet, using email, and dealing with co-workers and
Ssupervisors.

OVR also provides training directly at the residential training center it operates, the Carl D.
Perkins Vocational Training Center (CDPVTC). Soft skills are taught as a part of the Work
Adjustment Program (WAP) at the center. CDPVTC also offers the Academic and Life Skills
Program of Higher Achievement (ALPHA) and the GED program. The ALPHA program provides
instruction and support for students who want to complete vocational training or post—
secondary education. Some students may also require a GED to gain employment or continue
their education.

Finally, a number of short-term options are available at the center for consumers who may not
want or be able to attend college. These short-term training options include auto lube/detail,
cosmetology, childcare development, custodial /building maintenance, food service, grounds—
keeping, industrial truck operation, and materials management. The center is intended for
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individuals who need intensive supports and ancillary services such as physical therapy, speech
therapy, and occupational therapy, among others, all provided on-site.

Services related to education and training provided by OVR must be focused on individuals with
disabilities achieving competitive integrated employment goals that match their interests, skills,
and abilities.

B. STATE STRATEGIC VISION AND GOALS

The Unified or Combined State Plan must include the State’s strategic vision and goals for
developing its workforce and meeting employer needs in order to support economic growth and
economic self-sufficiency. This mustinclude—

1. VISION
Describe the State’s strategic vision for its workforce development system.
2. GOALS

Describe the goals for achieving this vision based on the analysis in (a) above of the State’s
economic conditions, workforce, and workforce development activities. This must include—

(A) Goals for preparing an educated and skilled workforce, including preparing youth and
individuals with barriers to employment® and other populations.®

(B) Goals for meeting the skilled workforce needs of employers.

[8] Individuals with barriers to employment include displaced homemakers; low-income
individuals; Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities,
including youth who are individuals with disabilities; older individuals; ex-offenders; homeless
individuals, or homeless children and youths; youth who are in or have aged out of the foster
care system; individuals who are English language learners, individuals who have low levels of
literacy, and individuals facing substantial cultural barriers; eligible migrant and seasonal
farmworkers (as defined at section 167(i) of WIOA and Training and Employment Guidance
Letter No. 35-14); individuals within 2 years of exhausting lifetime eligibility under the
Temporary Assistance for Needy Families Program; single parents (including single pregnant
women); and long-term unemployed individuals.

[9] Veterans, unemployed workers, and youth and any other populations identified by the State.

3. PERFORMANCE GOALS

Using the tables provided within each Core Program section, include the State's expected levels
of performance relating to the performance accountability measures based on primary
indicators of performance described in section 116(b)(2)(A) of WIOA. (This Strategic Planning
element only applies to core programs.)

4. ASSESSMENT

Describe how the State will assess the overall effectiveness of the workforce development
system in the State in relation to the strategic vision and goals stated above in sections (b)(1),
(2), and (3) and how it will use the results of this assessment, which may include evaluation
findings, and other feedback to make continuous or quality improvements.
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1. Vision

Kentucky’s workforce development vision is rooted in Kentucky’s Workforce Strategic Plan and
boldly notes that the Commonwealth will -

“Create a workforce development system that is value-driven for employers, aligns education
with industry demands, prepares Kentuckians for the future of work, and drives economic
development.”

To make this vision a reality, Team Kentucky’s collaborative spirit described earlier is an
essential component to progress. A unified, collaborative, and aligned workforce ecosystem
provides comprehensive and customizable services demanded by employers and individual
consumers, allowing the use of WIOA as a strong foundation and leverage to braid resources on
a system level, while braiding services on the provider level.

The strategic goals described in the next section cover four main pillars for the direction of
workforce development: employer engagement, education attainment, workforce participation,
and resource alignment. These overarching goals have strategic objectives that provide the
roadmap for the continuous improvement process. Furthermore, the emphasis in the strategy is
the fact that Kentucky workforce development has two primary customers: the individual
consumer and the business. The individual consumer could be someone unemployment,
underemployed, or even an employed individual needs training, education, or upskilling. For
business customer, the vision is to serve the existing small, medium, and large corporation, in
addition to providing the workforce environment for new business to locate in the
commonwealth. For the commonwealth to thrive and workforce development to advance,
businesses play a significant and necessary role by engaging and signaling the evolving
demands, opportunities for public-private partnerships, and overall strategic direction. The
core WIOA programs, Combined State Plan partners, and partners in workforce development
help achieve this vision.

2. Goals

The strategic arm of workforce development is the Kentucky Workforce Innovation Board
(KWIB), a governor-appointed board made up of diverse perspectives from the majority of
business members, labor organizations, community-based non-profits, and government
officials, including elected local and state leaders. KWIB has set four goals with accompanying
strategic objectives that drives the system to meeting the vision.

Goal #1 Employer Engagement

Actively engage employers to drive Kentucky’s workforce development system

Strategic Objectives

1a: Create a workforce development system that is valued by employers.

1b: Establish a clear channel for employer engagement in workforce development services.

1c: Increase the number of employers participating in work-based learning experiences and
apprenticeships, while also establishing employer champions.

1d: Engage employers in education efforts from early childhood through Kindergarten, Grade
12, and postsecondary study.
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le: Leverage employer data on workforce projections and training needs, using the talent
pipeline management system of the Kentucky Chamber of Commerce and a revamped business
service team network.

Goal #2: Education Attainment

Align and integrate P-12, adult education and postsecondary education to provide lifelong
opportunities for Kentuckians that prepare them for the rapidly shifting realities of work in the
future.

Strategic Objectives

2a: Increase career exploration opportunities while students are in P-12, and provide all
students an opportunity to earn a certificate or credential prior to graduation, with emphasis on
those credentials where dual secondary /postsecondary academic credit is awarded.

2b: Review and adjust the structure (locations, pathways, and resources) of Pre-K through
postsecondary delivery to align and integrate the Commonwealth's educational infrastructure
based on employer needs.

2c: Increase awareness of all market-relevant career pathways among students, educators,
guidance counselors, career counselors and parents.

2d: Improve the sharing and use of data to inform the ongoing curriculum design for P-12 and
postsecondary institutions.

Goal #3: Workforce Participation

Increase Kentucky’s workforce participation by creating opportunities, incenting workforce
participation, and removing employment barriers for Kentuckians

Strategic Objectives

3a: Strengthen collaboration across workforce development, social services, employers and
non-profits to address barriers to employment for individuals.

3b: Mitigate disincentives to work and explore ways to incentivize workforce participation for
individuals currently receiving social services benefits in order to support their transition to
sustainable employment.

3c: Embed programs serving specific populations across cabinets to promote workforce
participation. Examples of priority populations include veterans, individuals with disabilities,
re-entrants from the corrections system, individuals in recovery from substance abuse, young
adults transitioning out of foster care and others.

3d: Develop and promote strategies for employers to address employment barriers.

3e: Develop and Pursue strategies that increase the number of Kentuckians who are work-ready
and free from the influence of substance abuse.

Goal #4: Resource Alignment

Focus resources on the most effective initiatives and improve the return on our workforce
investment, utilizing data to constantly improve workforce development in Kentucky

Strategic Objectives
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4a: Identify and address the organizational and structural changes that should be made to
Kentucky’s workforce development governance to improve collaboration and accountability.

4b: Develop a framework and supporting goals and metrics for Kentucky’s workforce
development programs.

4c: Identify gaps in the existing longitudinal data system and determine available sources to
close those gaps.

4d: Define and create an effective communication approach for services to ensure a consistent,
quality customer experience.

4e: Build a stronger, more coordinated relationship between state and local government,
institutions, and workforce innovation areas

3. Performance Goals

Kentucky has not received the latest Training and Employment Guidance Letter (TEGL) to
complete this section. Once TEGL is received, then performance measures will be negotiated,
established, and added to the 2024-2027 WIOA State Plan.

4. Assessment

Continuous improvement is a critical necessity for Kentucky to be able to assess the impact of
workforce development and the progress of meeting the strategic vision and goals. Kentucky’s
Workforce Strategic Plan was written before the onset of the COVID-19 pandemic and before
the major shifts in the economic and labor market that the state and the country experienced. In
2023, the goals and strategic objectives were reviewed within the committee structure of the
KWIB, and the original intent of the overarching strategy still held to be as important, if not
more, now than before. The review also led to the KWIB signaling the importance of following
the north star of the strategic plan, which are the four pillars that are outlined as the four goals:
employer engagement, education attainment, workforce participation, and resource alignment.

After assessing the importance of the goals, the next four years will involve the assessment of
reaching the milestones within the objectives. It will be important to review what can be
updated, measured, and evaluated to continue to assess progress towards the vision and the
four goals. To accomplish this task, the Department of Workforce Development will explore
contracting with a third-party entity by assessing performance across Title I-IV and the
milestones of the Strategic Plan.

C. STATE STRATEGY

The Unified or Combined State Plan must include the State's strategies to achieve its strategic
vision and goals. These strategies must take into account the State’s economic, workforce, and
workforce development, education and training activities and analysis provided in Section (a)
above. Include discussion of specific strategies to address the needs of populations provided in
Section (a).

1. DESCRIBE THE STRATEGIES THE STATE WILL IMPLEMENT, INCLUDING INDUSTRY OR
SECTOR PARTNERSHIPS RELATED TO IN-DEMAND INDUSTRY SECTORS AND OCCUPATIONS
AND CAREER PATHWAYS, AS REQUIRED BY WIOA SECTION 101(D)(3)(B), (D). “CAREER
PATHWAY” IS DEFINED AT WIOA SECTION 3(7) AND INCLUDES REGISTERED
APPRENTICESHIP. “IN-DEMAND INDUSTRY SECTOR OR OCCUPATION” IS DEFINED AT WIOA
SECTION 3(23)
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2. DESCRIBE THE STRATEGIES THE STATE WILL USE TO ALIGN THE CORE PROGRAMS, ANY
COMBINED STATE PLAN PARTNER PROGRAMS INCLUDED IN THIS PLAN, REQUIRED AND
OPTIONAL ONE-STOP PARTNER PROGRAMS, AND ANY OTHER RESOURCES AVAILABLE TO
THE STATE TO ACHIEVE FULLY INTEGRATED CUSTOMER SERVICES CONSISTENT WITH THE
STRATEGIC VISION AND GOALS DESCRIBED ABOVE. ALSO DESCRIBE STRATEGIES TO
STRENGTHEN WORKFORCE DEVELOPMENT ACTIVITIES IN REGARD TO WEAKNESSES
IDENTIFIED IN SECTION II(A)(2)

1. Describe the strategies the State will implement, including industry or sector
partnerships related to in-demand industry sectors and occupations and career
pathways, as required by WIOA section 101(d)(3)(B), (D). “Career pathway” is defined at
WIOA section 3(7) and includes registered apprenticeship. “In-demand industry sector or
occupation” is defined at WIOA section 3(23)

As described in previous sections, the Kentucky Workforce Innovation Board (KWIB) sets the
strategic vision and has done so through the four goals as the pillars of strategy: employer
engagement, education attainment, workforce participation, and resource alignment. The
Education and Workforce Collaborative takes the strategies and implements them into the
greater workforce development ecosystem through alignment and partnership. Department of
Workforce Development (DWD), housing Title I-IV programs, provides the actionable steps in
serving the customers of WIOA programming with an emphasis on in-demand sectors, sector
partnerships, and equitable career pathways to assist individuals in reaching their potential.

One proven strategy for creating career pathways into in-demand industries is through
Registered Apprenticeship Programs (sometimes referred to as RAPs). Apprenticeships are a
win-win for individuals and employers as they open pathways to high-paying careers and help
employers attract and retain skilled workers in hard-to-fill jobs. Choices range from traditional
skilled trades and construction pathways to opportunities in healthcare, business, technology,
educational services, advanced manufacturing, and many others.

The number of active apprentices continued to increase in the commonwealth between fiscal
year 2022 and fiscal year 2023, according to the Education and Labor Cabinet’s Office of
Employer and Apprenticeship Services (OEAS). The office recorded 5,029 active apprentices
during Fiscal Year 2023, a 12.2% increase over the 4,481 active apprentices logged the previous
year. Kentucky also recorded 2,513 new registered apprentices in fiscal year 2023, compared to
2,180 in fiscal year 2022.

A new website from OEAS offers a Job Finder component that makes it easier for individuals
seeking registered apprenticeship opportunities to link with employers in a wide range of
professions, including construction, advanced manufacturing, skilled trades, healthcare, energy,
and much more. The office is also working to increase outreach to underrepresented
communities through partnerships with youth programs, high school and college counselors,
veteran organizations, women and minority-owned businesses, churches, and many other
groups to increase female and ethnic diversity in apprenticeships.

OEAS, as a partner agency with Title I-IV programs, JVSG, TAA, and Ul, which are all housed
within DWD, provides an increased opportunity for collaboration and alignment among the
programs providing services to individuals and employers. Organizational structure plays a
pivotal role in assuring fluid connections to work-based learning opportunities such as
Registered Apprenticeship.

The strategy strengthens the work of programs and initiatives of the Office of Vocational
Rehabilitation (OVR). Career pathways are of particular importance in assuring the delivery of
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services to individuals facing significant barriers to employment. Individuals with disabilities
seeking to enter the workforce can face additional or compounding barriers to their disability,
such as outdated skill sets, being a single parent, lacking financial resources, having minimal or
no previous work experience, and not completing secondary education. Using a career
pathways model is a “best practice” for providing vocational rehabilitation services. It is further
strengthened by Title IV of WIOA, which goes beyond solely placing an individual in an entry-
level job and promotes assisting an individual to “advance in” a career. OVR provides
opportunities to program participants to obtain industry-recognized credentials in multiple
career pathways at the Carl D. Perkins Center. Work experiences, internships, and other
employer-facing experiences are provided at the Perkins Center, the McDowell Center for the
Blind, and throughout the state through OVR’s community rehabilitation providers and
Supported Employment programs. OVR provides individualized vocational counseling to
prepare individuals with disabilities for employment through using labor market information
and understanding the variety of post-secondary training options suited to their interests and
abilities.

As aresult of Rehabilitation Services Administration federal grant funding, OVR was able to
create and host a Career Pathways Toolkit on its website. This toolkit is a resource for OVR staff
development in providing services through a Career Pathways lens.
https://kcc.ky.gov/Vocational-Rehabilitation/seeking-services/projectcase /Pages/default.aspx.

Furthermore, as part of the Quality Jobs, Equity, Strategy and Training (QUEST) grant Kentucky
received, DWD is also preparing to roll out the Ready for Industry platform, which is a resource
that includes five self-paced courses that create a bridge between standard education and the
knowledge needed to succeed in the following industries: healthcare, manufacturing,
construction, information technology, and logistics. For each of the industries, Ready for
Industry provides self-paced online instructions on:

e Introduction to the industry

e Whatitis like to work in the industry

e Industry terminology and common practices

o  Workplace expectations in the industry

e Career opportunities and descriptions

e Currentissues and trends in the industry

e (Career pathways, education, and certification in the industry

Given DWD'’s organizational structure, all core partners, Combined State Plan partners, and the
greater workforce ecosystem partners will be able to access Ready for Industry, which will
provide greater opportunities for workforce system customers to learn about these career
pathways. This resource will be a useful tool for individuals with disabilities served under
Project CASE, individuals exploring apprenticeships and those in the industry, and all other
individuals going through various career pathways programming or exploring opportunities in
new careers. The rollout timeline for Ready for Industry is Summer 2024.

All core programs and Combined State Plan partners align for fully integrated customer service
through various mechanisms, including two platforms with an emphasis on collaboration and
alignment of services for the benefit of the customers: the Statewide Workforce and Talent
Team (SWATT) and the Education and Workforce Collaborative.
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Strategic Workforce and Talent Team (SWATT)

SWATT is a public-private partnership centered around a unified business services strategy.
SWATT was launched with the founding members comprising of the core WIOA programs and
Combined State Plan partners represented by the DWD leadership along with top leaders from
the following entities:

e Secretary, Education, and Labor Cabinet

e Secretary, Kentucky Cabinet for Economic Development

e President/CEO, Kentucky Chamber of Commerce

e President, Kentucky Community and Technical College System (KCTCS)

e Associate Commissioner, Kentucky Department of Education’s Office of Career and
Technical Education

e Executive Director, Kentucky Center for Statistics

e Associate Vice President, Kentucky Council on Postsecondary Education
e President/CEO, Kentucky Association of Manufacturers

e (Chair, Kentucky Workforce Innovation Board

e Associate Vice President, Kentucky Hospital Association

SWATT is not a new program but rather a commonsense way to work more efficiently and
effectively to serve employers and build rewarding career pathways for individual customers.
SWATT was launched in 2023 as an idea that is now in the operationalization phase at the state
level, with the development of the process for regional rollout and support. The key is to
streamline business services for Kentucky employers, develop and deliver state-level and
regional-level business services training, participate in simplifying processes in business
services work across the partners, enhance business services engagement, and maximize the
return on investment for the Commonwealth. This work is essential as Kentucky strives to meet
the talent needs of employers as well as maintain the competitive edge among states in this
space.

Education and Workforce Collaborative

One of the key platforms that allow for alignment and collaboration on critical workforce
priorities is the Education and Workforce Collaborative Board, which was initiated through a
Governor’s Executive Order to bring education and workforce development system partners
together in one group so that all available resources may be efficiently and effectively aligned
and measured to enhance and improve Kentucky’s workforce development system. This 19-
member Collaborative is made up of executive Cabinet leadership, education leaders from K-12,
community and post-secondary level, the state chamber of commerce, federal workforce
training providers such as Jobs Corps, a local workforce board director, elected officials, and the
state workforce board chair.

The Collaborative is chaired by the Governor or their designee, who is currently the Deputy
Secretary of the Education and Labor Cabinet and the Acting Commissioner of the Department
of Workforce Development (DWD); all core programs and Combined State Plan partners are
under the DWD and ELC organizational umbrella.
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Over the calendar year 2023, this body has found great synergy in addressing critical workforce
components that the state workforce board, the KWIB, has brought forward through the
Strategic Plan. The quarterly Collaborative meetings are divided into two meetings focused on
alignment in serving specific untapped talent pools and two meetings focused on alignment of
system-level workforce development priorities. In 2023, the untapped pool gatherings focused
on justice-involved and veterans in the commonwealth; through these meetings, Jobs on Day
One was launched to address the former, and a veteran’s task force was formed to address the
latter. From the system priorities side, the Collaborative addressed work-based learning and
provided their priorities as they relate to building the WIOA State Plan. The future of the
Collaborative is going to continue focusing on alignment, collaboration, and addressing the
workforce development system through the wide lens of it being a true ecosystem of services
that encompasses core programs, Combined State Plan partners, and many other state
programs that can be leveraged for a fully integrated customer service experience.

Through representation on the SWATT and the Education and Workforce Collaborative, the
state workforce development board, the Kentucky Workforce Innovation Board (KWIB), plays
an important strategic role in the statewide alignment of career pathways, specifically in
identifying in-demand industries. Understanding Kentucky’s most in-demand industries is the
foundation that career pathways can build on to ensure long-term customer success across the
workforce ecosystem.

The identification of in-demand industries impacts not only core programs and combined State
Plan partners but also the greater workforce ecosystem in Kentucky. The impact within the core
programs touches the investment of time and resources in providing on-the-job training,
incumbent workers training, work experience/internships, and individual training account use
through the Eligible Training Provider List (ETPL). Furthermore, workforce ecosystem partners
such as the Kentucky Higher Education Assistance Authority’s (KHEAA) administration of the
Work Ready Scholarship hinges on providing scholarships to Kentucky residents to earn a
certification at no cost in the top five sectors in Kentucky. Similarly, the Cabinet for Economic
Development’s Bluegrass State Skills Corp. (BSSC) is a training investment program that
provides qualified companies grants and tax incentives to train their workforce; this investment
tool is also informed by the top identified sectors.

Due to the importance of building career pathways into in-demand sectors, the KWIB initiated a
diverse workgroup comprised of business, government, education, nonprofit, and labor leaders
to review the current labor market information to identify and recommend key sectors. The
workgroup collectively agreed to focus on individual occupations with noteworthy metrics that
include occupational demand, occupational growth rate, and family-sustaining entry annual
wages. These metrics provide a list of good jobs that have various career pathways, and these
occupations were cross-walked into sectors, leading to a list of recommended sectors with
career pathways as the foundation. The work continues with the quantitative analysis provided
by the workgroup, which will receive a qualitative review from the statewide leaders in the
education and training space.

Certain sector partnerships described earlier in the strengths section are highlighted again
below as they relate to creating career pathways in in-demand industries:

The Federation for Advanced Manufacturing Education (FAME) was founded in Kentucky by the
manufacturing leadership of Toyota and its partners to create a talent pipeline to fill the critical
jobs associated with industrial maintenance. Maintenance technicians play a vital role in
modern manufacturing by maintaining and ensuring the machines and robotics operate
efficiently. They use complex problem-solving skills combined with technical knowledge to
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service and repair the machines quickly and effectively. As manufacturing continues to advance
and the use of advanced manufacturing technology increases, the need for skilled maintenance
technicians continues to increase.

Kentucky is a host to 12 FAME Chapters that are made up of an anchor local Kentucky
Community and Technical College System (KCTCS) school that serves manufacturers in the
region. FAME students attend classes at their local community college two days a week and
work 24 hours a week for a local manufacturer - all while being paid a competitive wage. Upon
completion, students earn an associate degree in Applied Science in Industrial Maintenance
Technology-Advanced Manufacturing Technician Track, two years of work experience, and the
AMT certification.

FAME has spread beyond Kentucky and is now active in 14 states across the US.

Further, in partnership with leadership from the Kentucky Chamber Foundation, Kentucky was
selected as one of the three states in the nation to pilot a statewide implementation of the U.S.
Chamber of Commerce Foundation’s program, Talent Pipeline Management (TPM). TPM is an
employer-led and demand-driven approach for businesses to create and manage talent ‘supply
chains’ by projecting talent needs and aligning those with education and workforce
development systems. The success of TPM in Kentucky is based on the strength of sector
strategies that have existed in the Commonwealth. For example, the strength of the
KentuckianaWorks’ healthcare group (the Health Careers Collaborative of Greater Louisville)
facilitated the establishment, and contributed to the success, of the TPM pilot in Kentucky.
Regarding manufacturing, discussions among the members of the KentuckianaWorks’ Kentucky
Manufacturing Career Center Advisory Group kickstarted what would become the FAME
chapter in Louisville.

Since TPM is heavily focused on the needs of the business, the lead organization is the Kentucky
Chamber Workforce Center as it can utilize its position in the market to engage employers in the
TPM process and build a stronger workforce aligned with the needs of Kentucky’s key economic
sectors. The TPM process does the following:

e Convenes businesses into employer-led industry collaboratives throughout Kentucky

e Provides personalized talent solutions to ensure Kentuckians are trained, developed,
and upskilled into in-demand career pathways

e Improves collaboration with education, government, and workforce partners by
utilizing the collaborative’s real-time data

The current TPM industry collaboratives include:
e Healthcare
e Manufacturing
e (Construction
e Education
e Distilling
e Logistics/Aviation

e Energy
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e Agriculture/Equine

e [T/Business Services

2. Describe the strategies the State will use to align the core programs, any Combined
State Plan partner programs included in this Plan, required and optional one-stop
partner programs, and any other resources available to the State to achieve fully
integrated customer services consistent with the strategic vision and goals described
above. Also describe strategies to strengthen workforce development activities in regard
to weaknesses identified in section II(a)(2)

The Department of Workforce Development has identified opportunities to align core workforce
programs through several different improvements in the system.

The first opportunity is to update the One-Stop Certification process to ensure that customers of
WIOA can locate the services that are consistent across each of the career center locations.
Currently, the One-Stop Certification process involves recognizing Kentucky Career Centers
(KCC) across a three-tier approach: a Comprehensive Career Center, an Affiliate Career Center,
and a KCC Access Point. The requirements are as follows:

e Each Local Workforce Development Area (LWDA) must have at least one
Comprehensive Career Center with Title I staff present and access to each partner
program that provides the required career services, training services and business
services.

o Affiliate Career Centers are designed to make the programs, services, and activities from
one or more KCC partners, but not all partners, available to job seekers and employers.
The Affiliate Career Center can be a Specialized Career Center that addresses the specific
needs of certain groups of job seekers and /or employers, like those of dislocated
workers, youth or of key industry sectors or clusters. Affiliate Career Centers may also
be used for a network of affiliates or a network of partners with linked access to
affiliates.

e KCC Access Points can be mobile or permanent locations with one designated point of
contact. A KCC Access Point will, at a minimum, have qualified individual(s) cross-
educated in all six Workforce Innovation and Opportunity Act (WIOA) core programs
and will refer job seekers and employers to partner staff at Comprehensive and/or
Affiliate KCCs.

Since the inception of these guidelines, the Department of Workforce Development has grown to
encompass all the core WIOA programs, and an environmental scan proved that some core
program partners that offer services to job-seekers, workers, and employers at physical
locations are not encompassed in the three-tier One-Stop system. The updated One-Stop
Certification process would expand to ensure the consistency, availability, and accessibility for
consumers to reach workforce services is deployed. Furthermore, the hybrid service delivery
model will be explored in greater detail during the update to the One-Stop Certification process.

The second opportunity is to align the core programs to integrate customer services consistent
with the vision and goals fully to evaluate the performance of service delivery, customer
satisfaction of the various programs, and continuous improvement . One way to do this is to
explore high-performing Workforce Innovation Boards (WIB) initiatives that would focus on
board efficiency, effectiveness, and continuous improvement across the Commonwealth’s ten
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local WIBs, with the purpose of encouraging local WIBs to act strategically, think beyond the
scope of WIOA.

The third opportunity, and one that addresses some of the weaknesses mentioned in the
previous section on lack of childcare, transportation, and affordable housing, is fully embracing
the regional approach to Work Ready Communities. The goal of the Work Ready Communities-
Next Generation model is to allow the local and regional community leaders to strategically
think about addressing these barriers to employment. The stakeholders would involve core
program partners as the services offered through WIOA and the workforce ecosystem provide
complementary solutions to these highly regional barriers to employment.

The final opportunity to address one of the weaknesses mentioned earlier is to implement a
workforce academy model that would provide training and continuous improvement to the
workforce development statewide staff to ensure ongoing professional development that would
ultimately result in better service delivery to the jobseekers, workers, and employers engaging
with the workforce development ecosystem.

Furthermore, all core programs and Combined State Plan partners align for fully integrated
customer service through various mechanisms, including two platforms that emphasize
collaboration and service alignment for the benefit of customers: the Statewide Workforce and
Talent Team (SWATT) and the Education and Workforce Collaborative.

Strategic Workforce and Talent Team (SWATT)

SWATT is a public-private partnership centered around a unified business services strategy.
SWATT was launched with the founding members comprising of the core WIOA programs and
Combined State Plan partners represented by the DWD leadership along with top leaders from
the following entities:

e Secretary, Education, and Labor Cabinet

e Secretary, Kentucky Cabinet for Economic Development

e President/CEO, Kentucky Chamber of Commerce

e President, Kentucky Community and Technical College System (KCTCS)

e Associate Commissioner, Kentucky Department of Education’s Office of Career and
Technical Education

e Executive Director, Kentucky Center for Statistics

e Associate Vice President, Kentucky Council on Postsecondary Education
e President/CEO, Kentucky Association of Manufacturers

e (Chair, Kentucky Workforce Innovation Board

e Associate Vice President, Kentucky Hospital Association

SWATT is not a new program but rather a commonsense way to work more efficiently and
effectively to serve employers and build rewarding career pathways for individual customers.
SWATT was launched in 2023 as an idea that is now in the operationalization phase at the state
level, with the development of the process for regional rollout and support. The key is to
streamline business services for Kentucky employers, develop and deliver state-level and
regional-level business services training, participate in simplifying processes in business
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services work across the partners, enhance business services engagement, and maximize the
return on investment for the Commonwealth. This work is essential as Kentucky strives to meet
the talent needs of employers as well as maintain the competitive edge among states in this
space.

Education and Workforce Collaborative

One of the key platforms that allow for alignment and collaboration on critical workforce
priorities is the Education and Workforce Collaborative Board, which was initiated through a
Governor’s Executive Order to bring education and workforce development system partners
together in one group so that all available resources may be efficiently and effectively aligned
and measured to enhance and improve Kentucky’s workforce development system. This 19-
member Collaborative is made up of executive Cabinet leadership, education leaders from K-12,
community and post-secondary level, the state chamber of commerce, federal workforce
training providers such as Jobs Corps, a local workforce board director, elected officials, and the
state workforce board chair.

The Collaborative is chaired by the Governor or their designee, who is currently the Deputy
Secretary of the Education and Labor Cabinet and the Acting Commissioner of the Department
of Workforce Development (DWD); all core programs and Combined State Plan partners are
under the DWD and ELC organizational umbrella.

Over the calendar year 2023, this body has found great synergy in addressing critical workforce
components that the state workforce board, the KWIB, has brought forward through the
Strategic Plan. The quarterly Collaborative meetings are divided into two meetings focused on
alignment in serving specific untapped talent pools and two meetings focused on alignment of
system-level workforce development priorities. In 2023, the untapped pool gatherings focused
on justice-involved and veterans in the commonwealth; through these meetings, Jobs on Day
One was launched to address the former, and a veteran’s task force was formed to address the
latter. From the system priorities side, the Collaborative addressed work-based learning and
provided their priorities as they relate to building the WIOA State Plan. The future of the
Collaborative is going to continue focusing on alignment, collaboration, and addressing the
workforce development system through the wide lens of it being a true ecosystem of services
that encompasses core programs, Combined State Plan partners, and many other state
programs that can be leveraged for a fully integrated customer service experience.

III. OPERATIONAL PLANNING ELEMENTS

The Unified or Combined State Plan must include an Operational Planning Elements section that
supports the State’s strategy and the system-wide vision described in Section II(c)

above. Unless otherwise noted, all Operational Planning Elements apply to Combined State Plan
partner programs included in the plan as well as to core programs. This section must include—

A. STATE STRATEGY IMPLEMENTATION
The Unified or Combined State Plan must include-
1. STATE BOARD FUNCTIONS

Describe how the State board will implement its functions under section 101(d) of WIOA (i.e.,
provide a description of Board operational structures and decision making processes to ensure
such functions are carried out).
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Kentucky's state workforce board is the Kentucky Workforce Innovation Board (KWIB), which
carries out the state board functions outlined in section 101(d) of WIOA to operationalize those
functions, carry out the vision of the board, and serve as an entity to the Governor on all
workforce matters, the below graphic depicts the board’s operational landscape.
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The operational structure of the board consists of decision-making by the full board on
recommendations provided through the committee structure of the KWIB. Four standing
committees that are directly linked to the four goals of the Strategic Plan: employer
engagement, education attainment, workforce participation, and resource alignment. The Chairs
of each of the committees are KWIB members and are also represented on the Executive
Committee. The Executive Committee structure mirrors the diverse and collaborative voices of
the KWIB, with the majority of business members having complementary representation from
organized labor. The 7-member Executive Committee is led by the KWIB Chair (business), Vice
Chair (business), four Chairs from the standing committees, and a labor representative, with the
past KWIB Chair serving as an honorary mentor without voting rights. The Executive Committee
is entrusted with the first line of review on strategic policies, recommendations from steering
committees, and other activities that will be lifted to the full KWIB. The Executive Committee
also meets one month before the quarterly KWIB meetings to ensure any decisions that need to
be brought before the full board are discussed and lifted properly. During these meetings, the
Executive Committee can engage with leaders from ELC to continuously align strategy (KWIB)
and execution (DWD). Nonetheless, the ultimate decision making is left to the full KWIB
membership through the voting process of items lifted through the committee structure. This
process provides multiple layers of review by a diverse group of dedicated governor-appointed
members.

Further, under the four standing committees are various workgroups that function to complete
specific tasks directed by their respective committees. These workgroups are made up of
stakeholders representing KWIB members, non-member employers, workforce development
staff, community-based organizations, and others who have specific interest in the topic at hand.
Functionally, these workgroups can also serve as critical avenues that keep the vision of the
board in its activities. For example, the CTE Certification Continuous Improvement Workgroup
is entrusted with being the first body to review the various CTE certification requests that come
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to the state. The business and education members of the workgroup can provide their feedback
on the validity of a given certification request, and thus live out the strategic objective of
employer-demanded training and certification under the Education Attainment goal. Below is
the process for CTE certification.
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The structure of the board as depicted in the Landscape graphic provides strategic direction to
the Education and Workforce Collaborative and the action side of core WIOA programs through
the Department of Workforce Development, described in the following section. As can also be
seen from the graphic, the 10 Local Workforce Development Boards (LWDB) are actively
engaged across multiple state workforce board functions to ensure local and regional voices,
best practices, and challenges are engrained in the strategy.

Finally, through the leadership of KWIB’s Chairman, a new body focused on collaboration was
initiated to connect business leaders on the state and local boards further. The Board Chairs
Roundtable was launched in 2023 to bring together the 10 Local Workforce Development Board
Chairs and the KWIB Chair on a quarterly basis to address workforce development system
matters from the business-to-business, chair-to-chair dialogue. So far, this collaboration has
allowed discussions on WIOA, public-private partnerships, and important strategic
opportunities with the interlocal and LEO-LWDB partnership agreements. The last quarterly
meeting of the Board Chairs Roundtable brought together executive committee members of all
the ten (10) boards to discuss the findings from the local listening sessions described in earlier
sections. This structure of peer-to-peer communication will continue as pressing workforce
development issues have state and local implications.

2. IMPLEMENTATION OF STATE STRATEGY

Describe how the lead State agency with responsibility for the administration of each core
program or a Combined Plan partner program included in this plan will implement the State’s
Strategies identified in Section II(c). above. This must include a description of—

A. CORE PROGRAM ACTIVITIES TO IMPLEMENT THE STATE’S STRATEGY

Describe the activities the entities carrying out the respective core programs will fund to
implement the State’s strategies. Also, describe how such activities will be aligned across the
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core programs and Combined State Plan partner programs included in this plan and among the
entities administering the programs, including using co-enrollment and other strategies, as
appropriate.

As mentioned previously, the strategies set by the Strategic Plan are implemented by the
workforce development system through the collaborative efforts at the Education and
Workforce Collaborative and carried out by the Department of Workforce Development that
houses Title I-IV programs and the Combined Plan partners.

Each of the core programs and Combined State Plan partners have a responsibility and the
appropriate WIOA funding stream in carrying out the four strategic goals. For example,
employer engagement is a key component to connecting dislocated workers, adult customers,
and youth to the workforce; employers not only provide job opportunities, but also provide
trainings through formalized registered apprenticeships or on-the-job trainings. In executing
education attainment goal, the Kentucky Adult Education (KYAE) system provides literacy and
employability education that ultimately leads to employer or better employment; similarly,
programs like TAA have traditionally been used for the education attainment of skills to
competitively reenter the workforce. Workforce participation is a strategic goal that all
programs strive towards, as individuals classified as untapped talent are served across the
board; one specific example is the veteran talent pool served by JVSG. Finally, to maximize and
leverage funding across the system, all programs are continuously finding state-level and local
partnerships to align resources for the greatest impact.

Part of striving towards achieving strategic goals and objectives, and as part of the alignment of
state strategic goals and local understanding and implementation of the most critical factors
impacting local communities, listening sessions for the 2024-2027 WIOA State Plan were
conducted (described in the strengths section) with the below strategies that aligned to the four
pillars and commonly shared throughout the commonwealth. The themes that arose are not
novel to the workforce development system nor are they currently implemented, but instead,
the emphasis on the importance was highlighted to be lifted for continuous improvement,
innovation, and execution.

1. Youth Employment - the Future of Workforce

e The most cited point and critically important point of continuous “exposure to careers”
and opportunities for work-based learning

o Exposure to careers to start during middle school
o Career exploration to further develop in high schools

o Akey point of career exposure was also to involve parents and teachers in
understanding all options available in the world of work

o The cultural shift of ensuring careers in manufacturing and trades are valued;
these roles are becoming technologically advanced

o Understanding that “good jobs” are available in all sectors

e Ensuring that the workforce system reaches youth before they become “opportunity
youth”

o Understanding many kids are raised by grandparents and many have parents
incarcerated, a different approach is necessary to begin barrier removal
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o Finding opportunities to partner with the Office of Vocational Rehabilitation
(OVR) to help youth with disabilities; growing partnership with VR’s Pre-
Employment Transition Services (Pre-ETS) program

Lack of mentors and mentorship programs leads to disengaged youth

The value of essential skills and work ethic is critical

Stakeholder Suggestions:

Exposure to teachers on all local career (specifically manufacturing and trades) options
via externships or short-term bootcamps

Utilization of “-ships” as a youth career exposure recruitment tool, specifically
internships and apprenticeships

Showcasing diverse workers to students to ensure ALL kids see themselves in various
occupations

Providing students with Labor Market Information (LMI) on all job opportunities and
associated wages

Deeper collaboration between employers, workforce system, higher education, and
district superintendents

School-based career advisors as direct in-school connectors to work

“Student workforce spotlights” to showcase successful work-based learning and/or
working in a particular industry

2. Hiring and Supporting Non-Traditional Talent / Workers (Untapped Talent)

The most cited talent group was justice-involved as several statewide and locally run
programs are actively engaged in employment services; opportunities to further efforts
through:

o More expungements fairs as awareness of expungement grows

o Pre-apprenticeship programs to link individuals while incarcerated to outside
registered apprenticeship programs upon release

o More reentry simulations to exposure employers and workforce practitioners to
barriers faced

o Supportive services as scaffolding to build resilience

Kentucky has a high number of individuals with disabilities with many employment
programs that can be braided and leveraged

English language learners, refugees, and immigrants

o Targeted onsite English classes: Per WIOA, KY Adult Education has mandate in
adult education and literacy, including individuals with limited English language
skills

o Kentucky ranks #4 nationally in refugee arrivals

Veterans/Military
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o Ft. Campbell averages ~500 transitioning soldiers monthly; Ft. Knox averages
~50 transitioning soldiers monthly; these numbers are further increased when
adding spouses and families

o Transfer of military experience to civilian life is an important component in
entering the workforce

e The aging population provides the benefits of higher retention
Stakeholder Suggestions for all Untapped Talent:
e Building pipelines into the workforce (focus on sectors)

e Educating employers on the benefits/ROI and potential challenges with workforce
system solutions

e C(reating a support structure for employers and workers; example: council/committee
for businesses that hire a specific talent pool

e (reating a welcoming community
e Use of technology where career exposure is a barrier (ex: using VR goggles)
o Employer understanding of the benefits cliff and associated challenges

e Digital access and literacy are not equally distributed; provide more avenues for digital
training

e Establish councils/focus groups of individuals representing a specific untapped talent
pool for the continuous customer-centered understanding of challenges and
opportunities (including youth talent)

e Utilizing Employer Resource Networks (ERNs) to provide career and barrier removal
coaching is less costly than high-turnover

3. Business Engagement & Industry Innovation
¢ Importance of businesses being an engaged partner; being an active voice at the table
e The workforce system must emphasize support for small and medium-sized companies
e Employer investment in work-based learning/on-the-job training is critical

e Employer time is limited; using webinars, blogs, and direct communication to share
resources

e Businesses are interested in actively engaging with other businesses, starting organic
sector partnerships, opportunities to collaborate on sector training, employee support
systems (sector-operated childcare center)

e Support to county and municipal government as an employer as competition has
created hard-to-fill local government jobs: emergency response, road department, sewer
and water, etc.

e Businesses are facing succession planning as retirements grow; looking at
apprenticeship as a knowledge-sharing program is building momentum
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Supporting the recovery population in an ongoing basis through resources (or peer
support specialists)

Stakeholder Suggestions:

Flexibility of support for employees (ex: using tuition reimbursement dollars for short-
term training, upskilling, childcare assistance, or car repair funds)

Looking at skills versus degrees; providing skills training through work-based learning

o Similarly, offering Adult Education courses to individuals with high school
degrees (ex: East Kentucky employer recognized that 60,000 in EKY/Bordering
WYV lack a GED; changed policies to hiring entry-level and train)

Kentucky Career Center’s proactive engagement with small businesses

As a tool for better recruitment and retention, it provides good jobs that provide
competitive wages, benefits, career advancement, voice, diversity, occupational safety,
recruitment of untapped talent pools, and a positive organizational culture

Enhanced Collaboration within Workforce and with Education

Enhanced flexibility and partnership between education and workforce; lines need to be
blurred

Communication among workforce partners to raise awareness of available programs for
businesses

Continuous education to combat the perception of the Kentucky Career Center as the
“unemployment office”

Educational continuum needs to be embraced, “K through Gray” or “Cradle to Grave” as
individuals become lifelong learners

Reduced WIOA funding impact on local area providers; collaboration and braiding of
funding and services is a necessity; collaboration also balances out duplication of
services

Addressing mental health impacts on over-burdened service providers

Co-location of multiple partners in one physical space provides best services; while at
the same time, rethinking brick and mortar locations; meeting customers where they
are

Ongoing staff training and exposure to the greater Kentucky workforce ecosystem

Stakeholder Suggestions:

Creating a shared north star to collective pursue (ex: connection to good jobs for
customers; finding qualified talent to businesses; jointly removing barriers); KWIB’s
strategic plan and four pillars provide an avenue for system alignment

Avoiding “silos of excellence” and creating a “system of excellence”

Regional promotion of services to provide support to rural area
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e (Collaboration on training space at an Area Technology Center (ATC) designed to serve
youth during the day, with an opportunity to serve adults at night

e Exploration of how discretionary funding to support local innovation can involve local
match

e (Collaboration opportunities include:
o Understanding the leads/champions of specific initiatives or programs
o Internal resource fairs for partners
o A unified labor exchange system
o Unified communication/outreach strategy

o Shared online portal with all program resources available for staff training and
business interest

Funding to meet necessary activities can be directed as appropriate to the respective agencies
with DWD, while agencies outside of ELC can be engaged to provide supportive or braided
funding to accomplish a given activity. Further, the allocation set aside by WIOA for the
Governor’s discretionary fund, known as the Kentucky Statewide Reserve Fund, is divided into
three primary categories of investment:

e Local innovation: allocated to innovative workforce development projects on the local or
regional level

e Local implementation of the Governor’s priorities

e State investment in the Governor’s priorities (including on-going state transformational
projects)

B. ALIGNMENT WITH ACTIVITIES OUTSIDE THE PLAN

Describe how the activities identified in (A) will be aligned with programs and activities
provided by required one-stop partners and other optional one-stop partners and activities
provided under employment, training (including Registered Apprenticeships), education
(including career and technical education), human services and other programs not covered by
the plan, as appropriate, assuring coordination of, and avoiding duplication among these
activities.

The unifying message of collaboration, alignment, and partnership boils to the spirit of Team
Kentucky working together. One avenue described earlier is through the Education and
Workforce Collaborative; initiated through a Governor’s Executive Order to bring education and
workforce development system partners together in one group so that all available resource
may be efficiently and effectively aligned and measured to enhance and improve Kentucky’s
workforce development system. This 19-member Collaborative is made up of executive Cabinet
leadership, education leaders from K-12, community, and post-secondary level, the state
chamber of commerce, federal workforce training providers such as Jobs Corps, a local
workforce board director, elected officials, and the state workforce board chair.

Further, alignment and coordination happen across various workforce development initiatives
that span cabinets and agencies, below are a few highlighted:
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Education Initiatives (Corresponding to Strategic Goal #2 of Education Attainment):

Everybody Counts is a dynamic new initiative that provides a clear pathway to success for
qualifying seniors graduating from participating Kentucky school districts to begin their career,
continue their education, or do both! The initiative benefits graduating seniors as well as,
businesses, local communities, and Kentucky’s economy.

Kentucky Department of Education’s TRACK Program: The Tech Ready Apprentices for Careers
in Kentucky (TRACK) youth apprenticeship program is a partnership between the Kentucky
Department of Education's Office of Career and Technical Education and the Kentucky Office of
Employer and Apprenticeship Services (OEAS) to provide secondary students with career
pathway opportunities into Registered Apprenticeship programs.

TRACK is a business and industry-driven program designed to create a pipeline for students to
enter post-secondary apprenticeship training. Students receive a nationally recognized
credential at little or no cost.

Employers tailor the program to their specific needs and select the Career and Technical
Education (CTE) courses for the apprenticeship pathway to create a competitive recruiting
environment for future employees grounded in strong technical and professional skills.

LAUNCH Initiative: Understanding the importance of education attainment to Kentucky’s future,
this program aims to expand access to high-quality and equitable college and career pathways
for all learners. The four focus areas are:

e Alignment of high-quality pathways to credentials of value;
e Seamless transitions across secondary, two- and four-year institutions;
e Student-centered supports and advising; and

o Next-generation work-based learning experiences.

Commonwealth Education Continuum (CEC): CEC exists to strengthen Kentucky’s education

pipeline. Its work addresses the moral imperative for students to have access and opportunity
to earn degrees and credentials that lead to sustainable, competitive-wage careers.

Established in 2021, the Continuum is co-chaired by Kentucky Lt. Governor Jacqueline Coleman,
Kentucky Council on Postsecondary Education (CPE) President Dr. Aaron Thompson, and
Interim Kentucky Commissioner of Education Robin Kinney. It consists of members whose
expertise ranges from early childhood to the workforce.

The work of the CEC is grounded in extensive stakeholder input and analysis of Kentucky’s
education data. The CEC workgroup members, in collaboration with the Education Strategy
Group, conduct interviews and focus groups with representative stakeholders across the state
to identify needs and lived experiences.

KCTCS Education First Employers: This program is meant to highlight and form partnership
between KCTCS colleges and employers across the Commonwealth who offer tuition benefits
and flexible scheduling with the understanding that their employees are also pursuing higher
education. The idea is for students not to have to choose between working or learning but to
accomplish both simultaneously. This network of Education First Employer companies offers
benefits to students, helping them to complete their educational credentials and flourish in the
workplace. Benefits to students include:
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e Tuition benefits

e Flexible schedule

e Access to jobs with competitive wages

e Connection to a network of companies

e Inclusive work environment

e Mentorship and career development preparation

e Assistance with transportation, housing, or other needs
e Jobs aligned with a chosen program of study

BIL, IRA, and CHIPS and Science Act Collaboration

Digital Equity: With over a billion dollars allocated to broadband expansion in Kentucky
through the Bipartisan Infrastructure Law (BIL), digital equity and access are critical to not
leave Kentuckians behind in the digital divide; understanding that digital equity is also a
workforce participation (goal #3 of the Strategic Plan) issue, here are six objectives to achieve
digital equity in Kentucky:

1. Enhance broadband availability and affordability for covered populations (ACP)

2. Ensure access to affordable devices for all Kentuckians

3. Increase application accessibility and inclusivity to state and local government programs
4. Ensure that all Kentuckians are equipped to navigate the internet safely

5. Improve digital literacy for all covered populations in Kentucky

6. Empower all Kentuckians to develop the digital skills necessary for work and life

Energy & Environment Cabinet (EEC): With funding from the Inflation Reduction Act (IRA), the
sister cabinet of EEC is taking proactive steps to ensure that workforce development experts are
in the development of necessary training. One example of partnership is with the funding
provided to EEC for the Kentucky Training for Residential Energy Contractors (TREC) program,
which supports reducing the cost of training contractor employees, providing testing and
certifications for contractors, and partnering with nonprofit organizations to develop
Kentucky’s workforce in preparation for the forthcoming IRA home electrification programs.
The EEC program will strengthen existing contractor training programs across the state

by providing scholarship opportunities to students, ultimately increasing the number of
electricians, HVAC technicians, and other relevant occupations in Kentucky’s workforce.

Kentucky Transportation Cabinet (KYTC): As a recipient of a major component of BIL,
partnership between the traditional workforce development system and transportation is
critical. One avenue already completed is by extending the invitation to the Education and
Workforce Collaborative for opportunities to coordinate, align, and collaborate on training and
career development for transportation construction-related occupations. There is also
opportunity to engage further in exploring how Section 504 (e ) and the State Human Capital
Plan can be joint initiatives to support surface road construction.

Partnership with KYTC is not new as recently the workforce system collaborated with KYTC'’s
Department of Transportation to address the shortage in occupations related to aviation.
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Leveraging the business connections formed at the Office of Employer and Apprenticeship
Services (OEAS) and the local Business Service Teams (BSTs) close ties to their local employers,
the Kentucky Aviation Industry Roundtable (KY-AIR) was formed to bring the aviation sector
together with educators and workforce development practitioners. One of the key successes
from KY-AIR was an opportunity for the Department of Workforce Development to win a
Federal Aviation Administration (FAA) grant focusing on building out the curriculum for
students who wanted to get hands-on experience in the aviation industry. This curriculum was
built in partnership with the Aircraft Owners and Pilots Association (AOPA) and informed by
Kentucky businesses, educators, and students.

NSF Game Change: With the CHIPS and Science Act ensuring that innovative projects are
launched, the National Science Foundation (NSF) Game Change is for the Kentucky-Tennessee
region. The research, education, economic development, industrial and manufacturing leaders
of the Southeastern Commerce Corridor (SCC) of Kentucky and Tennessee received an NSF
Engine Development Award to establish a coalition whose mission is to Generate Advanced
Manufacturing Excellence for Change (GAME Change) in the Southeastern Commerce Corridor
(SCQ).

The GAME Change Engine will create a diverse innovation and talent development hub that
secures U.S. competitiveness in Next-Generation Manufacturing (NGM) and supply chain
logistics, supports closed-cycle manufacturing to reduce waste and increases efficiencies for
self-sustaining economic growth. The goal by 2034 is to have the Southeastern Commerce
Corridor (SCC) be a global leader in next-generation manufacturing and supply chain innovation
for the circular economy, supported by an inclusive and diverse workforce.

C. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO INDIVIDUALS

Describe how the entities carrying out the respective core programs, Combined State Plan
partner programs included in this plan, and required and optional one-stop partner programs
will coordinate activities and resources to provide comprehensive, high-quality, customer-
centered services, including supportive services (e.g. transportation), to individuals, including
those populations identified in section II(a)(1)(B), and individuals in remote areas. The
activities described shall conform to the statutory requirements of each program.

The Department of Workforce Development (DWD) is strategically positioned through its
organizational structure to encompass all core programs, Combined State Plan partners, and
critical workforce ecosystem partners (such as registered apprenticeships). Given the
department structure, DWD holds biweekly meetings among the core programs and Combined
State Plan partners to allow for continuous alignment of services and improvement in the
delivery model. This effort has led to several improvements that allow for the coordination of
activities and the delivery of supportive services to individuals with barriers, disabilities and
individuals living in rural and remote parts of Kentucky.

An example of improving service delivery is coordinating the performance strategy among the
core programs and Combined State Plan partners. By examining the five performance measures
described below, DWD can align, coordinate, and leverage resources in each of the core
programs to achieve not only positive and progressive performance measures but also deliver
unified, high-quality service to the customer.

e Employment Rate - 2nd Quarter After Exit: this indicator represents the percentage of
participants who are in unsubsidized employment during the second quarter after
exiting the program. Title I Youth includes participants in education or training activities
or those in unsubsidized employment during the same period.
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e Employment Rate—4th Quarter After Exit: Similar to the previous measure, this one
calculates the percentage of participants in unsubsidized employment during the fourth
quarter after program exit. Title I Youth considers participants in education or training
activities or those in unsubsidized employment during the same period.

e Median Earnings—2nd Quarter After Exit: This measure focuses on the median earnings
of participants who are in unsubsidized employment during the second quarter after
exiting the program. It provides insight into program participants' financial outcomes.

e C(Credential Attainment: the percentage of participants enrolled in an education or
training program (excluding those in on-the-job training or customized training) who
attain a recognized postsecondary credential or a secondary school diploma (or its
recognized equivalent) during participation in the program or within one year after exit.
Suppose a participant attains a secondary school diploma or its equivalent. In that case,
they are included in this percentage only if they are also employed or enrolled in an
education/training program leading to a recognized postsecondary credential within
one year after exit.

e The Measurable SKkill Gains (MSG) indicator is a crucial metric that WIOA requires. It
aims to track and measure the progress and achievements made by WIOA participants
who are engaged in training or education leading to a recognized post-secondary
credential or certificate during a program year. Specifically, MSG focuses on participants
who are achieving documented academic, technical, occupational, or other forms of
progress toward obtaining a credential or employment. It acknowledges the tangible
skills and knowledge gained by individuals as they advance through their educational or
training journey. In summary, MSG provides insight into the skill development of
program participants, emphasizing their growth and readiness for the workforce. It’s a
valuable measure for assessing the effectiveness of workforce development programs in
preparing individuals for meaningful employment opportunities.

These indicators help assess the effectiveness of workforce development programs in achieving
positive outcomes for individuals served by the system’s core programs.

Beyond the DWD’s organizational structure and continuous strategy to align and coordinate,
other workforce ecosystem partners can further build on the service delivery model, especially
to the communities and individuals with employment barriers accomplished through the one-
stop Certification process and the Work Ready Communities—Next Generation model.

One-Stop Certification

The first opportunity is to update the One-Stop Certification process to ensure that customers of
WIOA can find consistent services across each of the career center locations. Currently, the One-
Stop Certification process involves recognizing Kentucky Career Centers (KCC) across a three-
tier approach: a Comprehensive Career Center, an Affiliate Career Center, and a KCC Access
Point. The requirements are as follows:

e Each Local Workforce Development Area (LWDA) must have at least one
Comprehensive Career Center with Title I staff present and access to each partner
program that provides the required career services, training services, and business
services.

o Affiliate Career Centers are designed to make the programs, services, and activities from
one or more KCC partners, but not all partners, available to job seekers and employers.
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The Affiliate Career Center can be a Specialized Career Center that addresses the specific
needs of certain groups of job seekers and /or employers, like those of dislocated
workers, youth, or key industry sectors or clusters. Affiliate Career Centers may also be
used for a network of affiliates or a network of partners with linked access to affiliates.

e KCC Access Points can be mobile or permanent locations with one designated point of
contact. At a minimum, a KCC Access Point will have qualified individual(s) cross-
educated in all six Workforce Innovation and Opportunity Act (WIOA) core programs
and will refer job seekers and employers to partner staff at Comprehensive and/or
Affiliate KCCs.

Since the inception of these guidelines, the Department of Workforce Development has grown to
encompass all the core WIOA programs with the potential to increase services to job-seekers,
workers, and employers at physical locations and hybrid locations within the three-tier One-
Stop system. The updated One-Stop Certification process would expand to ensure the
consistency, availability, and accessibility for consumers to reach workforce services.
Furthermore, the hybrid service delivery model will be explored in greater detail during the
update to the One-Stop Certification process.

Work Ready Communities — Next Generation

The Work Ready Communities initiative and certification program started over a decade ago in
Kentucky to highlight and measure counties’ readiness for economic development investment
through their workforce preparation. They were designed to be an assurance to businesses and
industries that a community is committed to providing the highly skilled workforce required in
a competitive global economy. Through this effort, Kentucky communities assessed their
workforce strengths and followed a process to become certified as Work Ready or Work Ready
in Progress. The certification assessed high school graduation rates, post-secondary credential
attainment, soft skills development, internet availability, and labor force participation rate.

Work Ready Communities program has been highly engaged and has widespread brand
recognition in the Commonwealth. However, the pandemic and the changes in the economic and
workforce landscape have led to the need to bring Work Ready Communities into its next phase.

To create the next generation of Work Ready Communities, the Kentucky Workforce Innovation
Board (KWIB) took on the opportunity to understand the perspectives of various stakeholders,
including economic developers (both local to Kentucky and regional to the Southeastern part of
the US), local elected officials, businesses, and stakeholders in the system, such as educators and
community-based organizations. Below are findings from dedicated focus groups that paved the
way to a better:

e Work Ready Communities needs a revamp. The program needs to address the current
economic and workforce transition

e Communities need to be able to understand the supply of hard skills and soft skills
e Communities need to understand the demand for the skills

e What is the capacity of high schools/community colleges to build a pipeline for in-
demand skills?

e Understanding of untapped talent and service providers that support these population
pools

o Utilizing regionalism as a strength; reflecting on commuting patterns
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e How are communities supporting workers, specifically as it relates to transportation,
housing, and childcare; these are components that bring quality of life.

e How are communities attracting talent?

Understanding these components from the community members themselves, the revamped
version adopted by the KWIB building strategy into the next iteration of Work Ready
Communities that includes:

Strategic Metrics:
e Understanding Essential Skills
e Untapped Talent Availability

e Local & Regional Occupational Supply & Demand with Education & Workforce
Alignment

e Work Based Learning

Talent Ready Metrics:
e Early Childhood Education (Childcare)
e Transportation
e Affordable Housing
e Broadband Availability & Digital Equity
e Talent Attraction

Work Ready Communities—Next Generation allows core programs, Combined State Plan
partners, and critical local workforce ecosystem partners to address the needs of individuals
and businesses within a community by building talent awareness, capacity, and services that
can be utilized.

Furthermore, the Customer Flow initiative focuses on both the individual job seeker and
employer customers, and this effort is a critical component to ensuring Kentucky Career
Center’s (KCC) ability to deliver on the following brand promise: As Team Kentucky and experts
of workforce development, the staff is dedicated to providing Kentucky employers with a
qualified, skilled workforce and the people of Kentucky with career, job training and educational
opportunities. With the unique ability to connect employees and employers through the
combined efforts of state and local partners, workforce development staff becomes a valuable,
competitive, and best-in-class asset in the growth of the regional and national economy. By
guiding, empowering, and inspiring KCC customers, the mission will continue to create success
stories across the commonwealth.

Kentucky’s statewide goal, through the Customer Flow project, is to improve customer flow
through the centers and to enhance the value received by customers from their experience with
the centers. Kentucky will continue its work in this area to facilitate customer flow
enhancements and improve customer experiences/value through clear and direct policy
guidance and performance expectations that address the identified goals for this project.

Specifically, the Kentucky Career Centers continue to improve their efforts of coordination of
services through cross-training program knowledge to all staff across all programs in order to
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ensure the customer can receive the basic information without having to see multiple staff. This
cross-training is aligned and coordinated through the One Stop Operator and is based on the
needs of not only the individuals but staffing knowledge as well.

Kentucky continues to set knowledge and competency expectations related to WIOA so that all
core career center staff, regardless of program or agency affiliation, can provide information
regarding supportive services for individuals. In addition, the career center partners have
established reciprocal referral services, which allow for more efficient services to be provided
to individuals with barriers to employment.

D. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO EMPLOYERS

Describe how the entities carrying out the respective core programs, any Combined State Plan
partner program included in this plan, required and optional one-stop partner programs will
coordinate activities and resources to provide comprehensive, high-quality services to
employers to meet their current and projected workforce needs and to achieve the goals of
industry or sector partners in the state. The activities described shall conform to the statutory
requirements of each program.

Employer services are a critical component of the workforce development ecosystem. Given
that it is the first goal of the Strategic Plan, it was one of the key components highlighted during
the state planning listening sessions. Locally, the provisions to employers are delivered via the
Business Services Teams (BSTs) that are localized and comprised of core programs, Combined
State Plan partners, and others in the community that deliver workforce programming to
employers. Various programs and partner activities are coordinated through the local BST
network to ensure maximum delivery of quality services as each program is familiar with
partner services and can make referrals; this provides businesses an opportunity to rely on
trusted relationships with access to the gamut of business services.

Business Service Teams are designed to provide a primary point of contact for employer
customers. The structure of the BSTs is comprised of three levels, each of which may act as a
point of entry for contact with companies. BST is a Kentucky Career Center (KCC) system
partner personnel responsible for coordinating BST teams locally and delivering services to
businesses and industries in their workforce area. BSTs include all local representatives from
the core programs, Combined State Plan partners, and workforce ecosystem partners.
Moreover, the goals of the BSTs aligned with the objectives of the Strategic Plan:

1a: Create a workforce development system that is valued by employers.
1b: Establish a clear channel for employer engagement in workforce development services.

1c: Increase the number of employers participating in work-based learning experiences and
apprenticeships, while also establishing employer champions.

1d: Engage employers in education efforts from early childhood through Kindergarten, Grade
12, and postsecondary study.

le: Leverage employer data on workforce projections and training needs, using the talent
pipeline management system of the Kentucky Chamber of Commerce and a revamped business
service team network.

The unified business service plan that locally is followed is being further piloted for continuous
improvement via the Statewide Workforce and Talent Team (SWATT). SWATT is a group of
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statewide organizations committed to improved measurement, coordination and delivery of
workforce development solutions and services to Kentucky employers.

SWATT was launched with the founding members comprising of the core WIOA programs and
Combined State Plan partners represented by the DWD leadership along with top leaders from
the following entities:

e Secretary, Education, and Labor Cabinet

e Secretary, Kentucky Cabinet for Economic Development

e President/CEO, Kentucky Chamber of Commerce

e President, Kentucky Community and Technical College System (KCTCS)

e Associate Commissioner, Kentucky Department of Education’s Office of Career and
Technical Education

e Executive Director, Kentucky Center for Statistics

e Associate Vice President, Kentucky Council on Postsecondary Education
e President/CEO, Kentucky Association of Manufacturers

e (Chair, Kentucky Workforce Innovation Board

e Associate Vice President, Kentucky Hospital Association

SWATT is responding to feedback from Kentucky employers to design and pilot a unified
approach to provide workforce solutions to employers and to support local regions. The data-
informed unified strategy is intended to improve coordination, responsiveness and results
among partners and ultimately drive workforce participation and business growth. After shared
metrics are established and the initial pilot is offered and measured, the strategy will be
captured in a model of operating excellence for implementation statewide. The key is to
streamline business services for Kentucky employers, develop and deliver state-level and
regional-level business services training, participate in simplifying processes in business
services work across the partners, enhance business services engagement, and maximize the
return on investment for the Commonwealth.

This is not a new program, but rather a way to use common sense in thinking differently and
bringing partners all together to serve. Every organization at the table is a leader and key to the
state’s future. The group shares a commitment to defining and using a range of measures of our
progress and results. The collective approach allows the group to create and continuously
measure impact for employers, with rewarding career opportunities for all Kentuckians as the
outcome of the mission.

Importantly, business services are not limited to one entity or one Team Kentucky
representative, business services are an act of the entire system to showcase the value each of
the organizations at the Kentucky Career Center, and in partnership with the Kentucky Career
Center, can bring.

Finally, the Kentucky Integrated Business Engagement System (KIBES), which operates on the
Salesforce platform, provides connectivity to the business-facing workforce development staff
across the Commonwealth. Through KIBES, BST members and workforce partners can
communicate and track the progress of company contacts, ongoing relationships, programs and
activities utilized, and the overall status of company engagement. Having BST members on one
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platform makes collaboration possible as an existing company record owner could introduce
their colleague to a unique program or opportunity for the business customer. Both digital and
in-person collaboration among Kentucky's business services have allowed the system to be
proactive in helping companies recruit, develop, and retain talent while also helping companies
access labor market information, innovative workforce development practices, and resources
from partners to lower costs and increase opportunities for all Kentuckians.

E. PARTNER ENGAGEMENT WITH EDUCATIONAL INSTITUTIONS AND OTHER EDUCATION
AND TRAINING PROVIDERS.

Describe how the State’s Strategies will engage the State’s community colleges, adult education
providers, area career and technical education schools, providers on the State’s eligible training
provider list, and other education and training providers, as partners in the workforce
development system to create a job-driven education and training system. WIOA section
102(b)(2)(B)(iv). Include how the State’s strategies will enable the State to leverage other
Federal, State, and local investments to enhance access to workforce development programs at
these institutions.

As described in several sections of the State Plan, engaging with educational partners is of
critical importance for Kentucky to build a world class workforce that meets the demands of
tomorrow. Education partners ranging from early childhood education to primary, secondary,
and post-secondary institutions are involved in the state workforce board (Kentucky Workforce
Development Board), on the Education and Workforce Collaborative, and across multiple
initiatives mentioned previously, including: LAUNCH, Education First Employers (Kentucky
Community and Technical College System program), 60x30 Goal (Council on Postsecondary
Education initiative), Everybody Counts (ELC initiative to connect students to employment,
post-secondary, or both), TRACK (pre-apprenticeship program), and Registered
Apprenticeships.

In specific reference to Kentucky Community and Technical College System (KCTCS),
engagement with the system of 16-colleges is wide across the state and deep in specific projects.
Several have been mentioned throughout the State Plan, but it is important to highlight the
critical role community colleges play in Kentucky and nationwide. For example, FAME was
described previously as a successful Kentucky-founded framework that is adopted in over a
dozen states, the successful structure involves having the local community college as the anchor
for the program. KCTCS serves as that anchor by providing coaching, mentorship, and serving as
a liaison between the students and the host employers. This is just one example of how KCTCS
plays an integral role in training the current and future workforce in Kentucky. There are other
examples of providing agile workforce training delivering directly to the business through a
custom designed curriculum to numerous businesses in the commonwealth, including building
a specialized training center focused on the new EV battery production on-site with the two
largest EV battery plants in the world.

One of the key avenues is to continuously drive conversation between employers and educators
to find opportunities to strengthen training and overall educational programs. Further, the
importance of engaging teachers, counselors, and parents was highlight throughout the
listening session. The opportunity for this lies in the expansion of the various “-ships” that
include internships, mentorships, coops, and apprenticeships, as these Work-Based Learning
(WBL) programs inherently ensure communication between education and employment, which
further connects the wider support network of the learners to the programming.
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Increasing WBL also opens the horizon of all possible career and post-secondary options for
learners and, importantly, all the options to reach the various goals, whether it be through
higher-education, post-secondary credentials, or on-the-job instructions. When WBL is
involved, the opportunity to leverage federal, state, and local investments becomes more
realistic as WBL provides a win-win-win scenario for the learner, employer, and the community.

[t is also worth highlighting the previously mentioned Work Ready Communities Next
Generation initiative as an important factor of the newly adopted version is to build consensus,
understanding of skills opportunities and gaps, and relationships across the whole education
spectrum.

F. IMPROVING ACCESS TO POSTSECONDARY CREDENTIALS

Describe how the State’s strategies will improve access to activities leading to recognized
postsecondary credentials, including Registered Apprenticeship certificates. This includes
credentials that are industry-recognized certificates, licenses or certifications, and that are
portable and stackable.

The Commonwealth of Kentucky believes in the importance of education attainment for all
Kentuckians to attain employment and grow within their selected profession. Several strategies
are described within the plan that are worth highlighting as opportunities to grow post-
secondary credentials. As mentioned in the previous section, the aspects of Work-Based
Learning (WBL) are tremendously valuable to the learner and the employer. Through a WBL
opportunity, an industry-recognized credential or certificate is not always a requirement, but in
many settings, there are opportunities to earn a stackable and portable credential.

The Tech Ready Apprentices for Careers in Kentucky (TRACK) program is set up as a pre-
apprenticeship and a youth apprenticeship model to allows students to enter good quality jobs
by earning a TRACK certificate if participating in a pre-apprenticeship or a Registered
Apprenticeship certificate if participating in a youth apprenticeship. Students can stack these
portable credentials to earn post-secondary credentials ranging from next-level apprenticeship
programs to associate degrees and beyond. Similarly, Everybody Counts provides an avenue for
students to choose immediate employment, post-secondary education, or both at the same time.
When the Governor launched Everybody Counts, the idea was that there was an opportunity for
all Kentucky students to find the right fit for their dreams and aspirations - Everybody Counts
makes this bridge easier to find and cross.

Another avenue that learners can embrace in attaining post-secondary credentials is the Work
Ready Scholarship program, which provides last mile/dollar support after federal aid for
individuals to attain a credential in a high-demand industry at no cost. The only requirements
are that the individual must be a Kentucky resident, with a high school diploma or working
towards a GED, and not have an attained associate degree or higher. Should a person not have a
GED, the Office of Adult Education can assist with additional help through the Integrated Adult
Education and Training (IET) to attain other recognized industry credentials that can be stacked
in complement to the GED.

Moreover, employers can also play a key role in providing pathways to post-secondary
credentials through engagement with the workforce development system. Another key
takeaway from the local listening sessions was that the lines between student and worker are
blending, where education is conducted through hands-on modules on the shop floor orin a
hospital ward. This is evident in the nationally operated, but Kentucky-founded, program of
FAME (previously discussed). Part of FAME'’s success is being anchored to one of the 16 KCTCS
colleges that provide not only the educational component, but also mentorship and career
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coaching. Within the opportunities to attain a credential through KCTCS services, employers can
engage in Workforce Solutions services and even reduce the costs by applying for TRAINS
funding that substantially subsidizes these on-the-job trainings. Furthermore, employers can
participate in the Education First Employer program to leverage their tuition assistance
initiatives.

It would not be workforce development if Registered Apprenticeship were not highlighted as a
key driver of post-secondary, nationally recognized, portable credentials. As noted previously,
Registered Apprenticeship grow year over year in number of apprentices, employer sponsors,
and diversity of programs. Kentuckians have the opportunity to enter any industry of their
choice and find an apprenticeship program that meets their career aspirations.

Finally, off-the-shelf virtual product of WIN Career Readiness System provides self-paced
modules in soft skills (communication, critical thinking, professionalism, etc.), college
preparation, and digital literacy training, allowing Kentuckians to access microbadges,
certificates, and certification (after a proctored test) to become more marketable for job
opportunities or promotions.

Emphasized by employers, soft skills continue to be the number one requested set of skills
required in the workplace. The tools mentioned above with the various DWD services provide
individual customer opportunities to harness critical soft skills to be considered “work
ready”. The importance of soft skills as the foundation to employment is important, as these
skills are transferable across industries, contribute to a more diverse and successful work
experience, strengthen collaboration in a team or a group setting, and develop leadership and
effective communication tools for continuous improvement and growth in a chosen career.

Whether in formalized training or through career services, DWD will continue to focus and build
the soft skills necessary for individual customers to succeed in the workplace and be considered
“work ready” across all industries.

G. COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES

Describe how the activities identified in (A) will be coordinated with economic development
entities, strategies, and activities in the State.

Coordinating with economic development is one of the best ways to ensure the jobs of
tomorrow are complemented with appropriate career services, training, and education. In fact,
in the most recent economic development strategic planning conducted by the Cabinet for
Economic Development (CED), workforce development was the number two most important
issue. To address their economic development strategic plan and to assist with ELC’s strategic
initiatives, CED and ELC partners regularly on the cabinet and agency level, including in
collaboration for economic development site visits, data sharing, and engaging on respective
boards and committees. Several local economic developers in Kentucky have innovative
workforce development models that are executed to maximize the opportunities in marrying
economic and workforce development initiatives. For example, Covington has a stipulation for
all incentivized projects to engage with the local workforce development system for services.

Further on, the Statewide Workforce and Talent Team (SWATT) model is the backbone of
engaging businesses proactively with workforce services. Through statewide, regional, and local
relationships between the local economic development agencies and Kentucky Career Center
partners, the opportunity to anticipate and support businesses is greater. SWATT is responding
to feedback from Kentucky employers to design and pilot a unified approach to provide
workforce solutions to employers. The data-informed unified strategy is intended to improve
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coordination, responsiveness, and results among partners and ultimately drive workforce
participation and business growth. After shared metrics are established and the initial pilot is
offered and measured, the strategy will be captured in a model of operating excellence for
implementation statewide.

Another partnership with economic development is with the Work Ready Communities
initiative where economic development was the originator of the program a decade ago. Fast
forward to today, Work Ready Communities Next Generation was adopted thanks to input from
economic developers (both local to Kentucky and regional to the Southeastern part of the US),
local elected officials, businesses, and stakeholders in the system, such as educators and
community-based organizations. Below are findings from dedicated focus groups that paved the
way to a better understanding of the pulse of Work Ready Communities and the opportunities
possible:

e Work Ready Communities needs a revamp; the program needs to address current
economic and workforce transition

e Communities need to be able to understand the supply of hard skills and soft skills
e Communities need to understand the demand for skills

e What is the capacity of high schools/community colleges in to build a pipeline for in-
demand skills?

e Understanding of untapped talent and service providers that support these population
pools

e Utilizing regionalism as a strength, reflecting on commuting patterns

e How are communities supporting workers, specifically as it relates to transportation,
housing, and childcare; these are components that bring quality of life.

e How are communities attracting talent?

Emphasized by employers, soft skills continue to be the number one requested set of skills
required in the workplace. The tools mentioned above with the various DWD services provide
individual customer opportunities to harness critical soft skills to be considered “work
ready”. The importance of soft skills as the foundation to employment is important, as these
skills are transferable across industries, contribute to a more diverse and successful work
experience, strengthen collaboration in a team or a group setting, and develop leadership and
effective communication tools for continuous improvement and growth in a chosen career.

Whether in formalized training or through career services, DWD will continue to focus and build
the soft skills necessary for individual customers to succeed in the workplace and be considered
“work ready” across all industries.

On the shared technology side, CED, ELC, and KCC Business Service Teams (BST) utilize the
Kentucky Integrated Business Engagement System (KIBES), which operates on the Salesforce
platform, and provides connectivity to the business-facing workforce development staff across
the Commonwealth. Through KIBES, BST members and workforce partners representing ten
workforce regions can communicate and track the progress of company contacts, ongoing
relationships, programs and activities utilized, and the overall status of company engagement.
Having BST members on one platform makes collaboration possible as an existing company
record owner could introduce their colleague to a unique program or opportunity for the
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business customer. Both digital and in-person collaboration among Kentucky's business
services have allowed the system to be proactive in helping companies recruit, develop, and
retain talent while also helping companies access labor market information, innovative
workforce development practices, and resources from partners to lower costs and increase
opportunities for all Kentuckians.

Finally, CED and ELC share the real-time data from Dun and Bradstreet (D&B) and EconoVue to
anticipate potential layoffs and rapid response activity; the Commonwealth utilizes the Dun and
Bradstreet (D&B) Market Insight System to align business needs with core partner services.
This innovative, proactive approach uses real-time data and the future financial outlook of a
company to identify those businesses that are in a growth pattern, in a stable state, or
experiencing a potential downturn and need early intervention for layoff aversion strategies.

In PY22, an investment was made into the EconoVue platform that enhances this D&B data
through an intuitive dashboard interface, allowing business-facing core program sponsors to
narrow down companies based on geography, industry segment, employer risk, business
growth/downturn, employer size, and view time series data of trends. With a local level
understanding of D&B data, the EconoVue enhancement provides added tools to be proactive in
layoff aversion strategies.

B. STATE OPERATING SYSTEMS AND POLICIES

The Unified or Combined State Plan must include a description of the State operating systems
and policies that will support the implementation of the State strategy described in section
II Strategic Elements. This includes—

1. THE STATE OPERATING SYSTEMS THAT WILL SUPPORT COORDINATED IMPLEMENTATION
OF STATE STRATEGIES (E.G., LABOR MARKET INFORMATION SYSTEMS, DATA SYSTEMS,
COMMUNICATION SYSTEMS, CASE MANAGEMENT SYSTEMS, JOB BANKS, ETC.).

At the core of Kentucky’s current efforts to achieve inclusive and comprehensive
interoperability are the following plans:

» Reciprocal exchange of distinct data between the common intake system and the legacy
transactional systems currently utilized in each agency.

 This long-range plan solidifies an endurable and inclusive virtual management system through
consolidated customer service. The process for accessing and availing services for all customers
including individuals, employers, claimants, and training providers, will be facilitated and
coordinated via a single point of entry to the system.

New data linkages will greatly enhance Kentucky’s ability to make real-time and insightful
economic, educational and social policy decisions. By eliminating current delays associated with
the time required to request, gather and dissect often divergent data sets, agencies will be better
equipped to measure the effectiveness of their programs, targeting programmatic and
administrative areas for improvement. More importantly, the system will enable the creation of
effective and broad-reaching customer awareness and utilization of agencies’ broad array of
available services. The common data repository built upon the same technology used for the
intake and case management processes is integral to this plan to ensure standardization and
integrity of mandated state and federal reporting requirements.

Currently, the Commonwealth of Kentucky, Department of Workforce Development (DWD) is
exploring options for a new case management system to serve all partner programs. KEE Suite
is utilized for Title I and Title III programs, KARES is utilized for the Title Il program, and CMS is
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utilized for the Title IV program. OVR, the Title IV program, is in the process of the design and
implementation of a new system with Geographic Solutions.

The commonwealth is reviewing systems that will allow for the seamless integration of all
programs. Meanwhile, DWD continues to merge data files in order to accomplish the
coordinated implementation of the state strategies.

The Kentucky Longitudinal Data System (KLDS) is a collection of linked data from birth records
through the workforce. Available data includes pre-K, K-12, postsecondary education,
employment, wages, and much more. LMI produces labor force and unemployment metrics,
employment and wages by industry and occupation, occupational projections, and more. When
combining data from the KLDS and LMI, Kentuckians are able to get a well-rounded, informative
view to coordinate the implementation of state strategies and initiatives.

Some examples of state strategies include:

¢ Understanding the employment and wages of postsecondary graduates

¢ Aligning in-demand occupations to Career and Technical Education career pathways
¢ Connecting adult education GED completers to WIOA measures for federal reporting

¢ Building a simulator that helps families understand the impact of work supports on their
budget

« Creating the Career Explorer Tool that allows students and job seekers to assess their
knowledge, skills, and abilities to then be then aligned to matching careers

¢ Creating a dashboard that allows students to understand the cost of college while providing
information about in-demand jobs

« Align the supply of credentialed Kentuckians, current employment outcomes, and future
demand for jobs in Kentucky

¢ Understand the youth and young adults of Kentucky and their outcomes based on area, race,
gender, age, and available service providers

* Providing analyses for LWDAs regarding the labor force, industry and occupational wages and
employment, long-term projections, unemployment insurance claims, and demographics

* Developing a tool to summarize Kentucky’s workforce ecosystem and provide metrics on labor
market health, workforce funding distribution, and service outcomes for employers, customers,
the Office of Unemployment Insurance and Adult Education

« Utilizing unemployment claims data to provide key indicators including weekly initial claims,
percent of overall claims by county, claims by industry, and trends by select demographic
indicators

« Creating a civilian labor force report to provide users with annual and monthly estimates
across different geographies and timeframes

The coordinated case management system for the Commonwealth of Kentucky allows for
efficient co-enrollment across WIOA direct service providers for the Adult, Dislocated Worker,
and Youth programs, and the majority of the programs in the Career Development Office:
Wagner - Peyser, JVSG, Trade, and RESEA. The upgrades to the current case management
system have made improvements that will increase the efficiency and validity of the data
collection among the program partners and allow for easier referrals once eligibility has been

Page 109



determined. The coordination and warm hand-off from Kentucky Career Center programs
through the shared case management system helps to break down the silos of the independent
program staff and allows for a holistic approach to the workforce participant’s needs. There is a
streamlined process for referrals from the other partners in the KCC to ensure that the needs of
those communities are met.

For Kentucky’s job banks, the Kentucky Career Portal powered by the National Labor Exchange
(NLx) is an automatic job-match engine containing a set of online tools for career seekers and
employers. Career seekers can search for jobs and apply for employment. Kentucky Career
Portal allows job candidates to assess their potential for short-term and long-term business
needs. For employers, this labor exchange system assists them with posting career openings.

The Kentucky Career Portal system allows employers remote access, 24/7, to manage their
workforce account.

For communication to customers and internal partners, email and phone systems are
complemented by the accessibility of virtual platforms such as Microsoft TEAMS or Zoom; both
are used regularly and appropriately adjusted to customer needs.

2. THE STATE POLICIES THAT WILL SUPPORT THE IMPLEMENTATION OF THE STATE’S
STRATEGIES (FOR EXAMPLE. CO-ENROLLMENT POLICIES AND UNIVERSAL INTAKE
PROCESSES WHERE APPROPRIATE). IN ADDITION, PROVIDE THE STATE’S GUIDELINES FOR
STATE-ADMINISTERED ONE-STOP PARTNER PROGRAMS’ CONTRIBUTIONS TO A ONE-STOP
DELIVERY SYSTEM AND ANY ADDITIONAL GUIDANCE FOR ONE-STOP PARTNER
CONTRIBUTIONS.

Based on Policy 18-001, titled "Co-Enrollment Requirements for all One-Stop Partners," is
designed to support the co-enrollment in multiple programs delivers comprehensive services to
customers who have barriers to employment. 20 C.F.R §679.560 describes the creation and
content of the Local Board’s state plan. More specifically, (b)(2)(ii) dictates that Local Boards
must describe how they will work with entities carrying out core programs to develop career
pathways and co-enrollment, as appropriate.

Coordinating services and eliminating barriers to success early in the process will reduce the
likelihood that customers will have to re-enter the public workforce system in the future. WIOA
gives states the authority to establish policies and guidelines related to verifying WIOA and
Employment Services eligibility as long as the policies are consistent with WIOA, the WIOA
regulations, the Wagner-Peyser Act, the Trade Adjustment Assistance Act, among other
regulations, and federal statutes.

The One Workforce System embraces a culture of a united workforce so that any staff member
within a Kentucky Career Center may serve a customer (job-seeker or business). In order to
implement co-enrollment, individuals enrolled in WIOA Title I Adult and Dislocated Worker
Programs must be co-enrolled in both Wagner-Peyser and the Trade Adjustment Assistance
(TAA) Programs, if applicable. Although WIOA encourages co-enrollment in all four core
programs (i.e., WIOA Title I, Wagner-Peyser, Vocational Rehabilitation and Adult Education), the
efforts of co-enrollment addresses REQUIRED co-enrollment of participants under the WIOA
Title I Adult and Dislocated Worker (DW) programs, Wagner-Peyser, and the Trade Adjustment
Assistance.

In addition to the United States Department of Labor (USDOL) required co-enrollment with the
WIOA DW program, based on the needs of the trade-affected worker, co-enrollment can be
further enhanced and expanded to include a broad range of services available through other
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workforce programs in order to produce successful outcomes. Such programs include, but are
not limited to, Wagner-Peyser Act Employment Service (ES) activities, WIOA Adult program,
WIOA Dislocated Worker Grant (DWG) program, Unemployment Insurance (UI), other WIOA
partner programs, faith-based and community-based programs, vocational rehabilitation
services, and services for veterans. Partnerships may be facilitated at the state and local board
level, as that leadership is deemed vital to the success of co-enrollment.

The policy in Kentucky states that adults and dislocated workers who receive KCC services
other than self-service and informational activities will be co-enrolled in Wagner-Peyser, WIOA,
and if eligible Trade Adjustment Assistance through an automated process in the state’s official
system of record. Staff shall ensure the correct activities are recorded for the respective
programs and verify date of birth (DOB) / Veteran (VETS) information in the system of record.
Customers will then be co-enrolled and counted in both Wagner-Peyser, WIOA, and if eligible
Trade Adjustment Assistance (TAA) performance measures.

Under 20 CFR §680.110(a), registration is the process of collecting information to support a
determination of eligibility. Participation occurs after the registration process when the
individual receives a staff-assisted WIOA service, which does not include self-service or
information activities. Under 20 §CFR §680.110 (b), adults and dislocated workers who receive
services funded under Title [ other than self-service or informational activities must be
registered and must be a participant.

As part of the Welcome, Orientation, and Assessment (WOA), staff will verify the customer’s
DOB and VETS information, if applicable and record any activities that have been completed. An
overnight batch process will then look for activities that trigger co-enrollment and the customer
will be enrolled in both WIOA, Wagner-Peyser, and if eligible, Trade Adjustment Assistance.

Eligible registrants may access self-service and informational services available at all locations.
Customers may not receive any funded career or training services until additional WIOA
eligibility documentation has been completed. Staff should check the DOB/VETS Verification tab
in the system of record on prior registered customers who return to any Career Center for
services and update the record with proper DOB/VETS information as legacy records will not
have complete information. Staff should determine if the current DOB documentation has
expired and update it as needed. Failure of the customer to provide needed documentation shall
not preclude delivery of services to the customer.

TAA Program, WIOA DW, and DWG co-enrollment may provide trade-affected workers with
career and supportive services that are not available through the TAA Program. DWG co-
enrollment can be used to provide potential trade-affected workers with career, training, and
supportive services when state WIOA DW funds are not sufficient to provide such services.
Eligible trade-affected workers may receive DWG- funded training only if the TAA Program does
not cover the available training.

DWG and TAA funds must be managed in a coordinated manner to best meet the needs of the
trade-affected workers while abiding by all applicable statutes, regulations, and federal policies.
The DWG project guidance, TEGL No. 12-19, provides more details on the circumstances for
provisions of training. The Trade Act, as amended, allows states to pay for a training program
approved under the Act with TAA funds or from other sources, but does not allow duplication of
payment of training costs. (See 20 CFR §618.625.) Under certain circumstances, a state can use
funding from more than one program to fund training; however, TAA funds can only reimburse
training costs incurred after a trade-affected worker was certified and determined individually
eligible for TAA, and that training must be TAA-approved.
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Additionally, 20 CFR §618.625(c) requires that the TAA Program be the primary source of
assistance to trade-affected workers. To the extent trade-affected workers enrolled in the TAA
Program require assistance or services not authorized under the TAA Program, or for which
TAA Program funds are unavailable or insufficient (including for required employment and case
management services), states must provide such assistance through other federal programs,
including programs in the AJC network.

Additional guidance for one-stop partner contributions is provided through our WIOA
Memorandum of Understanding (MOU) and an Infrastructure Funding Agreement (IFA) process
addressing services for building up the workforce. The memorandum of understanding (MOU)
is a formal document that spells out what everyone agrees on about running and managing One-
Stop Career Centers in a certain Local Workforce Development Board Area (LWDA). The parties
usually include the Chief Elected Official (CEOQ), the Local Workforce Development Board
(LWDB), and other partners that offer services to the workforce. The MOU covers shared
customers, shared services, and shared costs for workforce development and services that help
people find jobs and improve their skills, companies, and businesses. The MOU has a part called
the IFA that talks about funds for the infrastructure costs of running the One-Stop Career
Centers. It spells out how the LWDB, CEO, and partners will handle and distribute money to
meet the infrastructure needs of the centers. The IFA lets the LWDB and each partner talk about
changes to the funding for services and running costs under the MOU because funds are usually
allocated once a year.

WIOA requires the MOU and IFA to be made. The process includes finding locations for the
centers, making a running budget that includes infrastructure costs, and preparing and agreeing
to the IFA. The legal paperwork is the result, but the attention is not just on service sites; it's
also on how well partners work together.

In Kentucky, the MOU defines the roles and responsibilities of each partner as mutually agreed
by the parties for the operation of the Kentucky Career Center (KCC) service delivery system in
the WIOA Local Workforce Area as required under WIOA and includes the following:

e  WIOA Section 121(c) requires that each Local Workforce Development Board (LWDB),
with the agreement of the Area’s Chief Elected Official (CEQO), develop and enter into a
memorandum of understanding (between the local board and the one-stop partners),
with all the entities that serve as partners in the KCC delivery system that operates in
each LWDB’s local area.

e  WIOA Section 121(b)(1)(A)(iii) mandates all entities that are required partners in a
local area to enter into a memorandum of understanding with the LWDB in the
respective area pursuant to WIOA Section 121(c).

e  WIOA Section 121(b)(1) identifies the federal programs and requires that the services
and activities under each of those programs must be made available through each local
area’s KCC delivery system. The entities that receive the federal funds for each of these
programs and/or have the responsibility to administer the respective programs in the
Area are required partners under WIOA Section 121(b)(1).

e  WIOA Section 121(b)(2) prescribes how entities that provide programs other than those
required under WIOA Section 121(b)(1)(B) may participate in a local area’s KCC
delivery system as “additional partners” and provide the services available under their
programs through the KCC delivery system.
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e Per WIOA Section 121(b)(2)(A), both required, and additional partners are included as
parties to the MOU. Therefore, all entities that participate in an Area’s KCC delivery
system as KCC partners (Partners), whether required or additional, must be parties to
this MOU and must abide by the terms prescribed herein and by all applicable federal,
state, and local rules, plans, and policies as applicable and authorized under the
Partner’s program and in keeping with federal guidelines.

o  WIOA Section 121(b)(1)(A)(iv) indicates that the requirements of each partner’s
authorizing legislation continue to apply under the KCC system and that participation in
the KCC delivery system is in addition to other requirements applicable to each
partner’s program under each authorizing law.

e The Department of Labor (DOL) is the federal agency responsible for administering
workforce development programs, including WIOA.

e The DOL recognizes the Kentucky Education and Labor as the agency responsible for the
administration and oversight of workforce development and employment-related
programs in the Commonwealth of Kentucky—including WIOA. The Department of
Workforce Development (DWD) fulfills this role on behalf of the Cabinet.

In essence, the WIOA MOU IFA method is a crucial framework that ensures all stakeholders
work in unison to deliver comprehensive workforce services. This approach not only keeps
costs in check but also underscores the importance of each partner's role in the work.

3.STATE PROGRAM AND STATE BOARD OVERVIEW
A. STATE AGENCY ORGANIZATION

Describe the organization and delivery systems at the State and local levels for the programs
covered in the plan, including the organizational structure. Include an organizational chart.

Commonwealth of Kentucky’s workforce development, education, and training activities
connected to the core WIOA programs are housed within the Department of Workforce
Development (DWD) at the Kentucky Education & Labor Cabinet (ELC). Title I programs (adult,
dislocated worker, and youth) are administered by the 10 Local Workforce Development
Boards (located across the five regions of Kentucky, pictured below) and their respective
service providers, while Title Il program (Adult Education and Family Literacy) is within the
Kentucky Office of Adult Education, Title III (Wagner-Peyser) is within the Career Development
Office. Title IV (Vocational Rehabilitation) is within the Office of Vocational Rehabilitation
(OVR). DWD also houses the state-registered apprenticeship agency known as the Office of
Employer and Apprenticeship Services (OEAS) and the Office of Educational Programs, which
has a targeted mission of growing youth employment through the Governor's Everybody Counts
initiative. Furthermore, the Kentucky Workforce Innovation Board (KWIB) is administratively
attached and within DWD.

In addition to the core WIOA programs, this Combined State Plan incorporates: Jobs for
Veterans State Grant (JVSG), Trade Adjustment Assistance (TAA), Migrant and Seasonal
Farmworkers (MSFW), and Unemployment Insurance (UI) programs. JVSG, TAA, and MSFW are
in the Career Development Office (CDO) within DWD.

Below is the Education and Labor Cabinet Organizational Chart.
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Office of Educational
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Innovation Board (state
workforce board)

B. STATE BOARD

Provide a description of the State Board activities that will assist State Board members and staff
in carrying out State Board functions effectively. Also, provide a membership roster for the State
Board consistent with 20 CFR 679.110-120, including members’ organizational affiliations and
position titles.

New KWIB members receive orientation to the responsibilities of being KWIB member and
opportunities to engage across the various committees and workgroups. The goal is to discuss
the strategic nature of the board and where the perspective of the board member can truly drive
strategy to be more agile and responsive to the board’s goals. Orientation covers the following
state board activities:

Activities include assisting the Governor in the following:
(a) Development, implementation, and modification of the 4-year State Plan;

(b) Review of statewide policies, programs, and recommendations on actions that the state
must take to align workforce development programs to support a comprehensive and
streamlined workforce development system. Such review of policies, programs, and
recommendations must include a review and provision of comments on the State Plans, if any,
for programs and activities of one-stop partners that are not core programs;
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(c) Development and continuous improvement of the workforce development system,
including—

(1) Identification of barriers and means for removing barriers to better coordinate, align, and
avoid duplication among programs and activities;

(2) Development of strategies to support career pathways for the purpose of providing
individuals, including low-skilled adults, youth, and individuals with barriers to employment,
including individuals with disabilities, with workforce investment activities, education,

and supportive services to enter or retain employment;

(3) Development of strategies to provide effective outreach to and improved access for
individuals and employers who could benefit from the workforce development system;

(4) Development and expansion of strategies to meet the needs of employers, workers, and job
seekers particularly through industry or sector partnerships related to in-demand industry
sectors and occupations;

(5) Identification of regions, including planning regions for WIOA sec. 106(a), and the
designation of local areas under WIOA sec. 106, after consultation with Local WDBs and chief
elected officials;

(6) Develop and continuously improve of the one-stop delivery system in local areas, including
assisting Local WDBs, one-stop operators, one-stop partners, and providers. Such assistance
includes assistance with planning and delivering services, including training and supportive
services, to support the effective delivery of services to workers, job seekers, and employers,
and

(7) Development of strategies to support staff training and awareness across the workforce
development system and its programs;

(d) Development and updating of comprehensive State performance and accountability
measures to assess core program effectiveness under WIOA sec. 116(b);

(e) Identification and dissemination of information on best practices, including best practices
for—

(1) The effective operation of one-stop centers, relating to the use of business outreach,
partnerships, and service delivery strategies, including strategies for serving individuals with
barriers to employment;

(2) The development of effective Local WDBs, which may include information on factors that
contribute to enabling Local WDBs to exceed negotiated local levels of performance, sustain
fiscal integrity, and achieve other measures of effectiveness; and

(3) Effective training programs that respond to real-time labor market analysis, that effectively
use direct assessment and prior learning assessment to measure an individual's prior
knowledge, skills, competencies, and experiences for adaptability, to support

efficient placement into employment or career pathways;

(f) Development and review of statewide policies affecting the coordinated provision of services
through the State's one-stop delivery system described in WIOA sec. 121(e), including the
development of—

(1) Objective criteria and procedures for use by Local WDBs in assessing the effectiveness,
physical and programmatic accessibility and continuous improvement of one-stop centers.
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Where a Local WDB serves as the one-stop operator, the State WDB must use such criteria to
assess and certify the one-stop center;

(2) Guidance for the allocation of one-stop center infrastructure funds under WIOA sec. 121(h);
and

(3) Policies relating to the appropriate roles and contributions of entities carrying out one-stop
partner programs within the one-stop delivery system, including approaches to facilitating
equitable and efficient cost allocation in the system;

(g) Development of strategies for technological improvements to facilitate access to, and
improve the quality of services and activities provided through the one-stop delivery system,
including such improvements to—

(1) Enhance digital literacy skills (as defined in sec. 202 of the Museum and Library
Service Act, 20 U.S.C. 9101);

(2) Accelerate acquisition of skills and recognized postsecondary credentials by participants;
(3) Strengthen professional development of providers and workforce professionals; and

(4) Ensure technology is accessible to individuals with disabilities and individuals residing in
remote areas;

(h) Development of strategies for aligning technology and data systems across one-stop

partner programs to enhance service delivery and improve efficiencies in reporting on
performance accountability measures, including design implementation of common intake, data
collection, case management information, and performance accountability measurement and
reporting processes and the incorporation of local input into such design and implementation to
improve coordination of services across one-stop partner programs;

(i) Development of allocation formulas for the distribution of funds for employment and
training activities for adults and youth workforce investment activities, to local areas as
permitted under WIOA secs. 128(b)(3) and 133(b)(3);

(j) Preparation of the annual reports described in paragraphs (1) and (2) of WIOA sec. 116(d);

(k) Development of the statewide workforce and labor market information system described in
sec. 15(e) of the Wagner-Peyser Act; and

(1) Develop other policies that may promote statewide objectives for and enhance the
performance of the workforce development system in the State.

Kentucky Workforce Innovation Board (KWIB) has 17 business representatives out of 32
voting members, which creates a majority business representation on the state workforce
board.
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Governor Andy Beshear
Bath Davissan

Heidi Margulis

Hmmy Staton

Johniny W. Callett

Karen Trial

Kevin Butt

Kevin Nolan

Fam Humphrey

TITLE

Governor of Kentucky

Vice President. Ksntucky Chamber Foundation
Business Representanve
Prezident,CED, Southern Star Central Gaz Pipeline
President, AppHarysst (former)

Depiity Director, University of Keatuchy Homan
Corporate Director. Hitachi Automeotive
Project Manager. Enerfab

Director. Regional Environmental Sustainability. Toyota
Motors North America

CED, GE Appliances

CED, Bourbon Strategies

Director, Cammunity. and Employes Programs. River
View Coal

Business
Business
Business
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13
16
7
18

1%

Kimi Menks
Lori Ulrich

Michael Buckentin
Ryan Holmes
Suhas Kulkarni
Tony Gearges
500t Plerce

Terry Sexton

Todd Dunn

Amy Luttrell
Diamnpe Owen
Sadiga Reynolds
Sharen Price
Senator limmy Higdon
Rep. Bobby MeCool

Judge Owen McKell

Mayor Robert Blythe|
Cora McNabb

John Gregory
Deputy Secretary Beth Brinky

Aaron Thempson

Bo Matthews

Ryan Quarles

Lt Gov jacgueline Coleman
Robin Kinney

Secretary Jamie Link
Secretary Jeff Hoel
Secretary John Hicks

Reglonal Director of Government Affairs, Toyota Motar
North America

Marketing & Public Relations Manager. Fleming-Mazon
Energy

Presiclent, Logan Aluminum

Project Manager. EHI Consultants

Ovmer, Eranngs of Kentucky and Southern Indiana
Vice President. UPS Alrlines
Education. & Strategic Planning, Cakhill Farm
Vice Pregident of Business Development. Enerfab
President, UAW Local B62

President /CED. Goodwill Industries of Keatucky
Weat Kentucky Educational Cooperative
Esecutive Director, Loutsville Urban League (former)
Executive Director. Comnunity Action Counal
State Semator

State Representative

Judge,/Exscutive. Mason County. KY
Mayor, Richmond. KY

Executive Director, Kentucky Office of Vocational
Rehabilitation
Executive Director. Kentucky Office of Adult Education

Deputy Secretary. Education and Labor Cabinet

President. KY Council on Postsecondary Education
Superintendent. Barren County Schools
President, KCTCS

Lisatenant Governor of Kenmucky

Interim Cammissioner, Kentucky Department of
Education

Secretary. Education and Labor Cabinet

Secretary. Cabinet for Economic Development
Secretary. Governor's Executive Cabinet

KENTUCKY WORKFORCE INMOVATION BOARD (KWIB) STAFF
Alisher Burikhanow
Debbie Dennizson
Elighah Taylor
LaChrista Elliz

Business. Chair
Business

Business

Business - Small Business
Buripers

Business

Labaor

Laber

Labsar

Warkforss Representative
‘Worldoree Representative
Warkforce Representative
Workforce Representative
Legislanve - Senate

Legislative- House of
Reprecentatves
Local Ebected Official

Local Elected Official
Core Partner - Title [V

Core Partner - Title I

Core Partner - Titles 1. 11

Education
Education
Education
Governiment Ex-Officio

Government Ex-0fficio

Government Ex-Officio
Government Ex-0fficio
Governmens Ex-Officio

DESCRIPTION

Deputy Executive Director
Administrative Assistant
Administrative Assistant

Voting
Voting

Voting

Voting
Voting
Yoting
Voting

Viting
Voting

Voting

Voting
Voting

Voting
Voting
Voting
Voting

Hon-Voting
Non-Voting
Moa-Voting
Hon-Voting
Noa-Voting
HWon-Yoting
Kon-Voting
Won-Voting

4. ASSESSMENT AND EVALUATION OF PROGRAMS AND ONE-STOP PROGRAM PARTNERS

A. ASSESSMENT OF CORE AND ONE-STOP PROGRAM PARTNER PROGRAMS.

Describe how the core programs will be assessed each year based on State performance
accountability measures described in section 116(b) of WIOA. Describe how other one-stop
delivery system partner program services and Combined State Plan partner programs included
in the plan will be assessed each year. This State assessment must include the quality,
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effectiveness, and improvement of programs broken down by local area or provider. Such state
assessments should take into account local and regional planning goals.

Currently, every core program and Combined State Plan partner conducts an assessment of
their designated program. However, as we advance, DWD is placing all monitoring and
assessments into the purview of the Division of Technical Assistance.

Assessing state performance and outcomes is an important function considering the review of
local and regional planning. One avenue this can be accomplished is through the One-Stop
Certification standards, where all partners are held accountable for their intended outcomes
and performance; additionally, this is also an opportunity to assess customer satisfaction with
the quality of services.

Further, instilling the opportunity for One-Stop partners to consider embracing good job
principles in their service delivery is a way to advance the system. Good job principles
encompass competitive wages, benefits, career advancement, voice, diversity, occupational
safety, recruitment of untapped talent pools, and positive organizational culture. One-stop
partners could assess the quality of jobs customers are placed in and, at the same time, the job
quality businesses are hiring. Ensuring that individual customers and employers offer good job
opportunities, outcomes should be higher employee satisfaction with better recruitment and
retention for the business.

B. PREVIOUS ASSESSMENT RESULTS

For each four-year state plan and state plan modification, provide the results of assessments of
the effectiveness of the core programs and other one-stop partner programs and Combined
State Plan partner programs included in the Unified or Combined State plan during the
preceding 2-year period (i.e. the 2-year period of the plan modification cycle), in accordance
with methods described in 4(A). Describe how the State is adapting its strategies based on these
assessments.

The Department of Workforce Development (DWD) has widened its communication with core
programs, one-stop partner programs, and Combined State Plan partners to ensure the
effectiveness of service. Improvements include quarterly fiscal agent meetings and regular Q&A
sessions to provide continuous technical assistance to all programs.

Additionally, the strength of DWD’s organizational structure, with all core programs and
Combined State Plan partners under one umbrella, provides opportunities for collaboration. As
an example, the Career Development Office (CDO) is the lead agency overseeing Wagner-Peyser,
TAA, JVSG, and other programs that host partner meetings where core programs and Combined
State Plan partners can collaborate and improve the service delivery model across all programs.
One example showing a collaborative effort is the Career Development Office (CDO), which has
provided a quarterly partner training series over the past year with OVR, OAE & OUL. This
collaboration pairs each agency with CDO to discuss and strategize how to strengthen existing
partnerships, braiding resources, and referral processes.

Furthermore, coordinating the performance strategy among the core programs and Combined
State Plan partners is an example of improving service delivery. By examining the five
performance measures described below, DWD can align, coordinate, and leverage resources in
each of the core programs to achieve not only positive and progressive performance measures
but also deliver unified, high-quality service to the customer.
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o Employment Rate - 2nd Quarter After Exit: this indicator represents the percentage of
participants who are in unsubsidized employment during the second quarter after
exiting the program. Title [ Youth includes participants in education or training activities
or those in unsubsidized employment during the same period.

o Employment Rate—4th Quarter After Exit: Similar to the previous measure, this one
calculates the percentage of participants in unsubsidized employment during the fourth
quarter after program exit. Title I Youth considers participants in education or training
activities or those in unsubsidized employment during the same period.

e Median Earnings—2nd Quarter After Exit: This measure focuses on the median earnings
of participants who are in unsubsidized employment during the second quarter after
exiting the program. It provides insight into program participants' financial outcomes.

e C(redential Attainment: the percentage of participants enrolled in an education or
training program (excluding those in on-the-job training or customized training) who
attain a recognized postsecondary credential or a secondary school diploma (or its
recognized equivalent) during participation in the program or within one year after exit.
Suppose a participant attains a secondary school diploma or its equivalent. In that case,
they are included in this percentage only if they are also employed or enrolled in an
education/training program leading to a recognized postsecondary credential within
one year after exit.

e The measurable Skill Gains (MSG) indicator is a crucial metric that WIOA requires. It
aims to track and measure the progress and achievements made by WIOA participants
who are engaged in training or education leading to a recognized post-secondary
credential or certificate during a program year. Specifically, MSG focuses on participants
who are achieving documented academic, technical, occupational, or other forms of
progress toward obtaining a credential or employment. It acknowledges the tangible
skills and knowledge gained by individuals as they advance through their educational or
training journey. In summary, MSG provides insight into the skill development of
program participants, emphasizing their growth and readiness for the workforce. It’s a
valuable measure for assessing the effectiveness of workforce development programs in
preparing individuals for meaningful employment opportunities.

These indicators help assess the effectiveness of workforce development programs in achieving
positive outcomes for individuals served by the system'’s core programs.

From the perspective of building the workforce ecosystem from the grassroots level, assessing
the impact of the workforce development system and understand the perception of
stakeholders, the Kentucky Workforce Innovation Board (KWIB) conducted a statewide
listening tour in preparation of the 2024 WIOA State Plan. From July through the end of October
2023, all ten Kentucky Local Workforce Development Areas (LWDA) contributed to the work.

The framework for the tour involved working with the local LWDA Board directors and their
teams to invite workforce stakeholders to conduct a brief overview of the purpose of the WIOA
State Plan and breakout into focus groups to gain insight into specific perspectives. The focus
groups were broken into:

e  Workforce Partners (community-based organizations, nonprofits, MOU partners,
educators)

e Employers
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Elected Officials

Individual Customers

In total, 33 focus groups were held that involved 348 participants in the listening tours with the
breakdown of: 198 workforce partners, 82 employers, 51 elected officials, and 17 individual
customers contributing their perspective.

The main line of questioning proposed to each group was a reflection on the existing workforce
development system and a reimagined future state of workforce development, with the main
intention of learning best practices, challenges, and opportunities that can be pursued. The
following findings were shared which align closely to the four strategic goals of the
commonwealth:

1. Youth Employment - the Future of Workforce

The most cited point and critically important point of continuous “exposure to careers”
and opportunities for work-based learning

A key point of career exposure was also to involve parents and teachers in
understanding all options available in the world of work

Ensuring that the workforce system reaches youth before they become “opportunity
youth”

Lack of mentors and mentorship programs leads to disengaged youth

The value of essential skills and work ethic is critical

2. Hiring and Supporting Non-Traditional Talent / Workers (Untapped Talent)

The most cited talent group was justice-involved as several statewide and locally run
programs are actively engaged in employment services

Kentucky has a high number of individuals with disabilities with many employment
programs that can be braided and leveraged

English language learners, refugees, and immigrants
Veterans/Military

The aging population provides the benefits of higher retention

3. Business Engagement & Industry Innovation

Importance of businesses being an engaged partner; being an active voice at the table
The workforce system must emphasize support for small and medium-sized companies
Employer investment in work-based learning/on-the-job training is critical

Employer time is limited; using webinars, blogs, and direct communication to share
resources

Businesses are interested in actively engaging with other businesses, starting organic
sector partnerships, opportunities to collaborate on sector training, employee support
systems (sector-operated childcare center)
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e Support to county and municipal government as an employer as competition has
created hard-to-fill local government jobs: emergency response, road department, sewer
and water, etc.

o Businesses are facing succession planning as retirements grow; looking at
apprenticeship as a knowledge-sharing program is building momentum

e Supporting the recovery population in an ongoing basis through resources (or peer
support specialists)

4. Enhanced Collaboration within Workforce and with Education

o Enhanced flexibility and partnership between education and workforce; lines need to be
blurred

e Communication among workforce partners to raise awareness of available programs for
businesses

e Continuous education to combat the perception of the Kentucky Career Center as the
“unemployment office”

e Educational continuum needs to be embraced, “K through Gray” or “Cradle to Grave” as
individuals become lifelong learners

e Reduced WIOA funding impact on local area providers; collaboration and braiding of
funding and services is a necessity; collaboration also balances out duplication of
services

e Addressing mental health impacts on over-burdened service providers

e (Co-location of multiple partners in one physical space provides best services; while at
the same time, rethinking brick and mortar locations; meeting customers where they
are

e Ongoing staff training and exposure to the greater Kentucky workforce ecosystem

Funding to meet necessary activities can be directed as appropriate to the respective agencies
with DWD, while agencies outside of ELC can be engaged to provide supportive or braided
funding to accomplish a given activity. Further, the allocation set aside by WIOA for the
Governor’s discretionary fund, known as the Kentucky Statewide Reserve Fund, is divided into
three primary categories of investment:

e Local innovation: allocated to innovative workforce development projects on the local or
regional level

e Local implementation of the Governor’s priorities

e State investment in the Governor’s priorities (including on-going state transformational
projects)

Furthermore, the Department of Workforce Development (DWD) intends to procure an
assessment and evaluation of the effectiveness of services across the core programs to ensure a
deeper and ongoing assessment and evaluation.

C. EVALUATION
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Describe how the State will conduct evaluations and research projects of activities carried out in
the State under WIOA core programs; how such projects will be coordinated with, and designed
in conjunction with, State and local boards and with State agencies responsible for the
administration of all respective core programs; and, further, how the projects will be
coordinated with the evaluations provided for by the Secretary of Labor and the Secretary of
Education under WIOA (WIOA Section 116(e )).

The Department of Workforce Development (DWD) goal is to procure an assessment and
evaluation of the effectiveness of services across the core programs. DWD will work with all
core partners and Combined State Plan partners to coordinate this effort to gather a holistic and
comprehensive evaluation of the entire system.

The evaluation will be led by the DWD, which encompasses the core programs and combined
state plan partners. It would also work in conjunction with local workforce development boards
to incorporate effectiveness in services across the core programs through the updated One-Stop
Certification process. The steps would involve:

1. Development of the One Stop Certification application packet for comprehensive,
affiliate, and access point centers, including the options for utilizing the hybrid service
delivery model.

2. Organize and execute an orientation for the One Stop Certification application and
review process for state and local stakeholders.

3. The design and facilitation of a One Stop Certification reviewer certification program for
state and local review team members.

The timeframe for execution is to have an RFP prepared for release by August 2024 and the
selection and commencement of the work by November 2024. The goal of the evaluation
proposed by DWD is to complement the study below with information from federally funded
workforce development programs.

In accordance with Kentucky HB 1 passed during the 2022 legislative session, Kentucky is to
collaborate with the Center for Business and Economic Research (CBER) at the University of
KentucKky to study the effectiveness of Kentucky’s state-sponsored workforce development
programs. A memorandum of agreement establishes the scope of the study and identifies the
deliverables.

For each program selected, the Department of Workforce Development (DWD), in conjunction
with the Kentucky Center for Statistics (“KYSTATS”) will provide CBER with the following:

e statutory and regulatory references related to the programs

e access to personnel who administer the workforce development programs and deliver
services

e revenues by funding source and fiscal year
e expenditures by category and fiscal year

The DWD, through KYSTATS, may also provide CBER access to available de-identified data on
individuals who applied to or participated in the relevant program. The data may include dates
when individuals applied to, entered, completed, or left the program; demographics such as age,
race, education, and gender; screening criteria; training and other services received; and county
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of residence. The DWD may also provide authorized CBER staff with access to data extracts from
the Kentucky Longitudinal Data.

The system can be done through the KYSTATS or other means as deemed appropriate. CBER
acknowledges and agrees that the performance of its duties under this agreement may involve a
need to access and review confidential information (i.e., information designated as confidential
by FERPA, NSLA, CNA, KRS 61.931(6), or other federal or state law), and that its employees and
representatives are required to maintain confidentiality of this information and prevent any re-
disclosure. In order to access this confidential data, CBER agrees that each of its employees with
access will execute KYSTATS standard Contractor’s Employee or Contractor Nondisclosure
Statement.

The objectives for the above-described study are as follows:
Objective 1: Describe the Workforce Development Programs

CBER will review the statutory and regulatory requirements, interview program personnel, and
examine program data to describe the select programs. This review will discuss the goals and
target population of the programs and the types of services the programs provide. CBER will
examine the trends in applications, participation, and completion associated with each program.
Finally, CBER will analyze the expenditures associated with these programs to describe the
types of expenditures incurred, the trends in providing these programs, and how program costs
change with the number of people participating in the programs.

Objective 2: Evaluate the Labor Market OQutcomes

Workforce development programs are designed with the goal of improving labor market
outcomes for those who participate. Under this objective, CBER will examine the degree to
which participation in the selected workforce development programs affects employment and
earnings. CBER will begin this analysis by reviewing relevant research, including evaluations
of similar programs in other states. While states often provide similar services, these services
may differ in the intensity of training provided or the population targeted. These differences
could contribute to different effects on the labor market. This review will provide valuable
information about what does and does not work in other states and could provide a better
understanding of the characteristics of a successful workforce development program.

CBER will develop a quasi-experimental research design to measure how Kentucky’s workforce
development programs affect labor market outcomes for individuals during and after
participating in the programs. In quasi-experimental research designs, researchers compare
outcomes for a treatment and control group. The treatment groups will consist of those who
participated in the programs. The control groups will consist of people who have similar
observable characteristics as those who received the treatment but who don’t participate in the
program. This minimizes the chances that differences in outcomes are due to differences in who
chooses to participate in the program. When control groups are selected carefully, quasi-
experimental research designs can provide strong validities. They will develop statistical
models to measure employment and earnings differences between the treatment and control
groups while accounting for other factors that could affect labor market outcomes. This will
provide an estimate of the programs’ effects.

A separate analysis will be conducted for each program selected for evaluation. CBER will
examine labor market outcomes while individuals are participating in the programs and for a
period after they leave. By evaluating labor market outcomes while individuals participate,
CBER will be able to determine whether workers incur some cost of participating in the form of
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lost wages. Participating in a program may provide workers an initial boost in employment and
earnings relative to their peers who did not participate. However, these effects might decline
over time. To address this issue, CBER will examine whether the differences in labor market
outcomes change over time. The length of time evaluated after participants leave the program
will depend on data availability. CBER will also estimate how effects differ by the type of
program, such as short-term programs designed to help workers find a job relatively quickly
versus long-term programs designed to increase worker’s skills.

Finally, CBER will examine whether the effects of Kentucky’s programs on the labor market
differ across demographic groups. Many of Kentucky’s residents face different barriers or
challenges to working and earning wages. As a result, the effects of the labor market might differ
for different groups of people, and different types of programs may provide different benefits
for different demographic groups.

Objective 3: Evaluate the Potential Fiscal Impacts

By improving labor market outcomes, an effective workforce development program can reduce
reliance on government assistance programs and increase tax revenue. CBER will use similar
research methods as described in Objective 2 to evaluate the degree to which participating in
the selected workforce development programs affects benefits received through programs such
as unemployment insurance, TANF, or Medicaid. By reducing the reliance on these types of
assistance programs, workforce development might achieve cost reductions for federal and
state governments. This analysis will be contingent on the availability of data from these
programs. To the extent that participating in workforce development programs improves labor
market outcomes, the programs might also increase tax revenue. The impact on tax revenue will
depend in part on labor market conditions and whether participants displace existing workers
or affect the wages of existing workers. CBER will estimate how higher earnings could
potentially affect the state’s sales and individual income taxes.

5. DISTRIBUTION OF FUNDS FOR CORE PROGRAMS

Describe the methods and factors the State will use in distributing funds under the core
programs in accordance with the provisions authorizing such distributions.

A.FORTITLE I PROGRAMS

Provide a description of the written policies that establish the State's methods and factors used
to distribute funds to local areas for—

I. YOUTH ACTIVITIES IN ACCORDANCE WITH WIOA SECTION 128(B)(2) OR (B)(3)

Per Policy 23-003
(https://kwib.ky.gov/WIOA%20Planning%20and%20Policy /Pages/default.aspx)

Title I Formula Allocation Methodology, the allocation of Youth activities funds to LWDAs, DWD
may use either the allocation formula described in WIOA Section 128(b)(2) or the discretionary
allocation formula in WIOA Section 128(b)(3).

A. Allocation Formula: Thirty-three and one-third percent (33 1/3%) of the total funds
available for local allocations are allocated based on each LWDA'’s relative share of each data
factor listed below:

e The relative number of unemployed individuals in Areas of Substantial Unemployment
(ASUs) in each LWDA, compared to the total number of unemployed individuals in ASUs
in all LWDAs in the state.
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e The relative excess number of unemployed individuals in each LWDA, compared to the
total excess number of unemployed individuals in all LWDAs in the state. See the
definition of “excess number” below, which requires a comparison of the excess
unemployed in ASUs with excess unemployed in all LWDAs.

o The relative number of disadvantaged youth (age 16 to 21, excluding college students
not in the workforce and military), in each LWDA, compared to the total number of
disadvantaged youth in all LWDAs in the state. The number of disadvantaged youth
comes from special tabulations of data from the ACS prepared in accordance with the
definition provided in WIOA.

II. ADULT AND TRAINING ACTIVITIES IN ACCORDANCE WITH WIOA SECTION 133(B)(2) OR
(B)3)

In allocating Adult Activities funds to LWDAs, DWD may use either the allocation formula
described in WIOA Section 133(b)(2)(A) or the discretionary allocation formula in WIOA
Section 133(b)(3).

A. Allocation Formula: The adult formula allocations are based on the same factors used in
youth formula allocations except for disadvantaged adults age 22 to 72, which are based on Low
Income.

[1I. DISLOCATED WORKER EMPLOYMENT AND TRAINING ACTIVITIES IN ACCORDANCE WITH
WIOA SECTION 133(B)(2) AND BASED ON DATA AND WEIGHTS ASSIGNED

In allocating Dislocated Worker Activities funds to local areas, DWD will distribute Dislocated
Worker Activities funds among local workforce areas (subject to the Governor's reservation of
up to twenty-five percent [25%] for statewide Rapid Response activities).

Allocation Formula: Under WIOA, the data factors that must be included are:
e Insured unemployment data;
e Unemployment concentrations;
e Plant closure and mass layoff data;
e Declining industries data;
e Farmer-rancher economic hardship data; and
e Long-term unemployment data.

The farmer-rancher economic hardship data factor is based on the designation of Significant
Migrant Seasonal Farm Worker (MSFW) State, Significant MSFW One-Stop Center (now branded
as Kentucky Career Centers [KCCs]), and Significant Multilingual MSFW One-Stop Centers, in
accordance with the number of MSFWs who participate or are estimated to be available to
participate in the employment services provided in those states and through those One-Stop
Centers.

WIOA Title I formula allotment methodologies and/or weights will be reviewed before
communicating the coming program year local area allotments. Subsequently, a
recommendation will be prepared as an agenda item at a regularly scheduled or special
Kentucky Workforce Innovation Board (KWIB) meeting for review and approval of proposed
allotment methodologies and/or weights. If the KWIB does not adopt the proposed allotment
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and/or weights, the preceding program year methodologies and/or weights will remain in
effect.

In response to an emergency or disaster (i.e., large, unexpected layoff event causing significant
job losses) DWD’s Office of the Kentucky Workforce Innovation Board website (shall have
discretionary Authority, with the written approval of the DWD Commissioner, to propose and
adjust allotment methodologies and/or weights to remedy such emergent activities.

Title 1 program policy for distribution of funds can be found in policy 23-001 located on our
state workforce development board site (https://kwib.ky.gov) ; Additional guidance on
allowable costs and financial reporting requirements of funds are also available on that site.

B. FOR TITLE II

. DESCRIBE THE METHODS AND FACTORS THE ELIGIBLE AGENCY WILL USE TO DISTRIBUTE
TITLE II FUNDS.

The Office of Adult Education distributes Title II funds consistent with the model and metrics
used by the US Department of Education, Office of Career, Technical, and Adult Education
(OCTAE) to distribute AEFLA funds to the eligible agencies/states. The OAE uses the American
Community Survey (ACS) data regarding working-age adults in Kentucky who do not possess a
secondary diploma, or it’s recognized equivalent, which is the GED in Kentucky. The ACS data
across the 120 counties in Kentucky is utilized to determine the amount of funding each eligible
provider per WIOA Section 203 (5) receives for a particular performance year. The 26 eligible
providers, who submitted applications and were subsequently deemed eligible to receive funds
through the 2022 -2025 competitive Request for Applications (RFA) process, are awarded funds
based on the eligible individuals per the ACS data in the counties within their respective service
areas. This funding model applies to funds related to Sections 231 and 225 as well as Section
243 of WIOA. ACS data for English language learners (ELLs) within the counties across the
eligible provider’s service area is used for eligible providers awarded Section 243 funds via the
2022-2025 competitive RFA process.

The OAE has implemented a performance funding model that distributes 95% of the eligible
provider’s allotted budget per ACS data each performance year and based on meeting certain
performance requirements annotated in the Kentucky Adult Education Program Manual (PM),
eligible providers can earn the additional 5% of their total budget.

I1. DESCRIBE HOW THE ELIGIBLE AGENCY WILL ENSURE DIRECT AND EQUITABLE ACCESS TO
ALL ELIGIBLE PROVIDERS TO APPLY AND COMPETE FOR FUNDS AND HOW THE ELIGIBLE
AGENCY WILL ENSURE THAT IT IS USING THE SAME GRANT OR CONTRACT ANNOUNCEMENT
AND APPLICATION PROCEDURE FOR ALL ELIGIBLE PROVIDERS.

Direct and equitable access Section 111(b)5.B.(ii)]: All KYAE RFAs for grant/contract awards will
be competed (as described above) and adhere to direct and equitable provisions to award funds
under WIOA sections 225 (Corrections Education), 231 (Grants and Contracts for Eligible
Providers), and 243 (Integrated English Literacy and Civics Education). All RFAs issued under
AEFLA will prescribe to the competitive process outlined above. Applications will be evaluated
by review teams using the same rubric and scoring criteria. The grant or contract
announcement and application and application review processes will be in effect for all
applicants; all applicants will be treated in the same manner. The application process will be
designed so that direct application to the State eligible agency is clearly evident, customary, and
non-negotiable. Grants will be awarded directly to eligible and approved service providers and
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not through third-party agreements. [See also I1I(b)5.B.i and I1I(b)5.B.ii - Distribution of Funds
for Core Programs, Title I1.]

C. VOCATIONAL REHABILITATION PROGRAM

In the case of a State that, under section 101(a)(2)(A)(i) of the Rehabilitation Act designates a
State agency to administer the part of the Vocational Rehabilitation (VR) services portion of the
Unified or Combined State Plan under which VR services are provided for individuals who are
blind, describe the process and the factors used by the State to determine the distribution of
funds among the two VR agencies in the State.

The Rehabilitation Act defines the amount of funds each state receives to provide vocational
rehabilitation services in Sec. 8 (a). The funding is based on the ratio of the per capita income of
each state to the per capita income of the United States for the three most recent consecutive
years for which data is available. The funding allotment has a minimum of 33.3 percent and a
maximum of 75 percent and is promulgated by the secretary of the U.S. Department of
Education from Oct. 1—Dec. 31 of each even-numbered year and is in effect beginning the
following federal fiscal year.

Effective October 1, 2018, Kentucky has one Combined Agency the Office of Vocational
Rehabilitation.

6. PROGRAM DATA
A. DATA ALIGNMENT AND INTEGRATION

Describe the plans of the lead State agencies with responsibility for the administration of the
core programs, along with the State Board, to align and integrate available workforce and
education data systems for the core programs, unemployment insurance programs, and
education through postsecondary education, and to the extent possible, the Combined State
Plan partner programs included in this plan. The description of the State’s plan for integrating
data systems should include the State’s goals for achieving integration and any progress to date.

Describe data-collection and reporting processes used for all programs and activities, including
the State’s process to collect and report data on co-enrollment, and for those present in the one-
stop centers.

[. DESCRIBE THE STATE’S PLANS TO MAKE THE MANAGEMENT INFORMATION SYSTEMS FOR
THE CORE PROGRAMS INTEROPERABLE TO MAXIMIZE THE EFFICIENT EXCHANGE OF
COMMON DATA ELEMENTS TO SUPPORT ASSESSMENT AND EVALUATION

The Kentucky Center for Statistics (KYSTATS) collects and links data to evaluate education and
workforce efforts in the Commonwealth, including developing reports, responding to research
requests, and providing statistical data about these efforts so policymakers, practitioners, and
the general public can make better informed decisions. KYSTATS is within the Education and
Labor Cabinet and works closely with the agencies with the Department of Workforce
Development. Through the intuitive dashboards based on core program data, KYSTATS is able
to provide information on all Combined State Plan partners in addition to other cabinet agencies
that serve individuals that may also cross paths with Title [-IV programs and WIOA State Plan
partners. The dashboard can include justice-involved population that received training and then
entered a registered apprenticeship program - such interoperable data points provide the
foundation for career pathways, co-enrollment, and overall better decision-making.
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II. DESCRIBE THE STATE’S PLANS TO INTEGRATE DATA SYSTEMS TO FACILITATE
STREAMLINED INTAKE AND SERVICE DELIVERY TO TRACK PARTICIPATION ACROSS ALL
PROGRAMS INCLUDED IN THIS PLAN

Department of Workforce Development will be procuring a new Case Management System that
will be an integrated data system to facilitate a streamlined intake and service delivery to track
participation across all the programs and Combined State Plan partners. The estimated timeline
is to have the procurement components completed and implemented before the next WIOA
State Plan to ensure continuous progress.

[1I. EXPLAIN HOW THE STATE BOARD WILL ASSIST THE GOVERNOR IN ALIGNING
TECHNOLOGY AND DATA SYSTEMS ACROSS REQUIRED ONE-STOP PARTNER PROGRAMS
(INCLUDING DESIGN AND IMPLEMENTATION OF COMMON INTAKE, DATA COLLECTION, ETC.)
AND HOW SUCH ALIGNMENT WILL IMPROVE SERVICE DELIVERY TO INDIVIDUALS,
INCLUDING UNEMPLOYED INDIVIDUALS

The Department of Workforce Development will be procuring a new Case Management System.
The state workforce board, Kentucky Workforce Innovation Board (KWIB) will assist in the
Request for Proposal (RFP) creation to ensure that the system is aligned with the strategic goals
and objectives to the board's vision.

IV. DESCRIBE THE STATE’S DATA SYSTEMS AND PROCEDURES TO PRODUCE THE REPORTS
REQUIRED UNDER SECTION 116, PERFORMANCE ACCOUNTABILITY SYSTEM. (WIOA SECTION
116(D)(2)).

The Commonwealth of Kentucky uses KEE Suites as its main data system for customers. This
system will be replaced as noted previously through the procurement process. KYSTATS,
introduced in the previous section, will be the anchor that will assist the workforce system
understanding trends, longitudinal data points, and the overall effectiveness of the services.
Locally, KEE Suites is the system of choice to produce reports required under section 116. The
Kentucky Integrated Business Engagement System (KIBES) is utilized to track engagement with
employers.

B. ASSESSMENT OF PARTICIPANTS’ POST-PROGRAM SUCCESS

Describe how lead State agencies will use the workforce development system to assess the
progress of participants who are exiting from core programs in entering, persisting in, and
completing postsecondary education, or entering or remaining in employment. States may
choose to set additional indicators of performance.

Currently utilizing KEE Suite, the opportunity with the future procured system would track
monthly/quarterly progress including whether additional services are needed, employment
data, post-secondary education, service satisfaction, and employment satisfaction. This data can
be cross-referenced to see the impact of attaining credentials, participating in work-based
Learning, and/or achieving measurable skills gains.

C. USE OF UNEMPLOYMENT INSURANCE (UI) WAGE RECORD DATA

Explain how the State will meet the requirements to utilize quarterly Ul wage records for
performance accountability, evaluations, and as a source for workforce and labor market
information, consistent with Federal and State law. (This Operational Planning element applies
to core programs.)
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Ul wage records are utilized in performance accountability by matching those records to
customers and participants who have been served by WIOA, Adult Education, Wagner Peyser,
and OVR. They are matched to see who is employed in both the 2nd quarter and 4th quarter
after exit. In addition, they are utilized in the Median Earnings calculation.

D. PRIVACY SAFEGUARDS

Describe the privacy safeguards incorporated in the State’s workforce development system,
including safeguards required by section 444 of the General Education Provisions Act (20 U.S.C.
1232g) and other applicable Federal laws.

The Education and Labor Cabinet (ELC) and Commonwealth Office of Technology (COT) use the
National Institute of Standards and Technology (NIST) 800-53 list of controls to support the
development, security and privacy of the systems used to process, store, transmit and access
information. Following these standards ensures the confidentiality, integrity and availability of
the information necessary to carry out the functions of the Cabinet.

NIST standards require the Cabinet to categorize information based on its level of
confidentiality, potential impact to personal information if a breach occurred and the
importance of data availability. Data is then secured based on these categories. Additionally,
these categories are used to apply privacy controls, complete assessments, and provide disaster
recovery support.

Access to systems is limited and only granted through a controlled process. Requests for access
must be submitted by a manager and are reviewed by the Office of Information

Technology. Once access is approved, ELC works with COT to grant access to all users through a
unique username and password. Further, physical security controls are also in place to ensure
the privacy of information. Only authorized staff are allowed within the secured areas unless
escorted by authorized staff.

ELC must maintain detailed system security and privacy plans that include information on the
enterprise architecture, describe the controls in place to meet the NIST standards, describe
threats and how the agency plans to overcome those, and activities affecting the system that
require planning and coordination. These documents are sensitive in nature and maintained
within the agency to safeguard the integrity of the system.

Finally, annual audits are performed by several agencies, including the Commonwealth of
Kentucky Auditor of Public Accounts that focus on application security measures and data
protection.

7. PRIORITY OF SERVICE FOR VETERANS.

A. DESCRIBE HOW THE STATE WILL IMPLEMENT THE PRIORITY OF SERVICE PROVISIONS FOR
COVERED PERSONS IN ACCORDANCE WITH THE REQUIREMENTS OF THE JOBS FOR
VETERANS ACT, CODIFIED AT SECTION 4215 OF 38 U.S.C.,, WHICH APPLIES TO ALL
EMPLOYMENT AND TRAINING PROGRAMS FUNDED IN WHOLE OR IN PART BY THE

DEPARTMENT OF LABOR.

B. DESCRIBE HOW THE STATE WILL MONITOR PRIORITY OF SERVICE PROVISIONS FOR
VETERANS.

C. DESCRIBE THE TRIAGE AND REFERRAL PROCESS FOR ELIGIBLE VETERANS AND OTHER
POPULATIONS DETERMINED ELIGIBLE TO RECEIVE SERVICES FROM THE JOBS FOR
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VETERANS STATE GRANTS (JVSG) PROGRAM’S DISABLED VETERANS’ OUTREACH PROGRAM
(DVOP) SPECIALIST/CONSOLIDATED POSITION.

A. Describe how the State will implement the priority of service provisions for covered
persons in accordance with the requirements of the Jobs for Veterans Act, codified at
section 4215 of 38 U.S.C., which applies to all employment and training programs funded
in whole or in part by the Department of Labor.

The Commonwealth is committed to ensuring that veterans continue to receive speedy and
priority services. Recent measures have been taken to update and expand consistency in all
facets of program delivery, including the standardization of protocols and procedures to
continually provide model program delivery.

“Priority of Service” means that veterans and eligible spouses are given priority over non-
covered persons for the receipt of employment, training, and placement services provided
under a qualified job training program. This “priority” allows a veteran or an eligible spouse to
either receive access to a service earlier in time than a non-covered person or, if the resource is
limited, the veteran or eligible spouse receives access to the service instead of or before the
non-covered person.

In accordance with guidance provided under TEGL 10-09 and VPL 07-09, Veterans and eligible
spouses, including widows and widowers as defined in the statute and regulations, are eligible
for priority of service. For the purposes of implementing priority of service, the Final Rule
requires that program operators use the broad definition of veteran found in 38 U.S.C.

101(2). Under this definition, the term “veteran” means a person who served at least one day in
the active military, naval, or air service and who was discharged or released under conditions
other than dishonorable, as specified in 38 U.S.C. 101(2). Active service includes full-time
Federal service in the National Guard or a Reserve component. This definition of “active
service” does not include full-time duty performed strictly for training purposes (i.e., that which
often is referred to as “weekend” or “annual” training), nor does it include full-time active duty
performed by National Guard personnel who are mobilized by State rather than Federal
authorities (State mobilizations usually occur in response to events such as natural disasters).

“Eligible spouse” as defined at section 2(a) of the JVA (38 U.S.C. 4215[a]) means the spouse of
any of the following:

a. Any veteran who died of a service-connected disability;

b. Any member of the Armed Forces serving on active duty who, at the time of application for
the priority, is listed in one or more of the following categories and has been so listed for a total
of more than 90 days:

i. Missing in action;
ii. Captured in line of duty by a hostile force; or
iii. Forcibly detained or interned in line of duty by a foreign government or power;

c. Any veteran who has a total disability resulting from a service-connected disability, as
evaluated by the Department of Veterans Affairs, or

d. Any veteran who died while a disability was in existence. A spouse whose eligibility is derived
from a living veteran or service member (i.e., categories b. or c. above) would lose their
eligibility if the veteran or service member were to lose the status that is the basis for the
eligibility (e.g., if a veteran with a total service-connected disability were to receive a revised
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disability rating at a lower level). Similarly, for a spouse whose eligibility is derived from a
living veteran or service member, that eligibility would be lost upon divorce from the veteran or
service member.

The priority of service regulations refers to those veterans and spouses who are eligible for
priority of service as “covered persons” and refer to those not eligible for priority of service as
“non-covered persons.” In the interest of specificity, this guidance refers to those eligible as
“veterans and eligible spouses.” However, in the interest of brevity, this guidance also adopts
the regulatory terminology by referring to those who are not eligible as “non-covered persons.”

It is the responsibility of the public workforce system to provide priority of service for all
veterans and eligible spouses who receive services under any qualified job training program,
including career assistance provided under workforce services.

For a service such as classroom training or other training services, the priority of service applies
to the selection procedure as follows.

o First, if there is a waiting list for the formation of a training class or other training
services, then the priority of service requires a veteran or other eligible to go to the top
of that list.

e Second, priority of service applies up to the point at which an individual is both
approved for funding and accepted or enrolled in a training class. Priority of service is
not intended to allow a veteran or eligible spouse to “bump” the non-covered person
from that training class.

It is important to distinguish between the identification of a veteran for priority of services and
the verification of a veteran’s status or the verification of an eligible spouse. If an individual self-
identifies as a veteran or eligible spouse, at the American Job Center (i.e., Kentucky Career
Center), that individual should be provided with immediate priority in the delivery of
employment services. When a veteran or eligible spouse undergoes eligibility determination for
enrollment (e.g., in WIOA Adult Program), it is appropriate to initiate verification of veteran
status. The only employment services that require prior verification of eligibility for priority of
service are those that require a commitment such as classroom training.

American Job Centers (A]Cs) (i.e., the Kentucky Career Center) must ensure that veterans and
eligible spouses are identified at the “point of entry” (e.g., reception area, resource area,
websites, self-service and informational bulletin boards etc.). When identifying veterans and
eligible spouses, the A]C’s and other grantees and sub-grantees must ensure that veterans and
eligible spouses are made aware of:

e Their entitlement to the priority of services;
e The full array of employment, training and placement services available; and
e Applicable eligibility requirements for programs and services.

Procedure to Implement Priority of Service Provisions:

1. Identify veterans and eligible spouses when they visit service delivery points.

2. Display signs that clearly describe the priority of services and the registration process. This
information must also be conveyed when veterans and eligible spouses access services
electronically or by telephone.
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3. Itis neither necessary nor appropriate to require verification of the status of a veteran or
eligible spouses at the point of entry.

4. If a person self identifies as a veteran or eligible spouse immediate priority of service is
required.

5. Monitoring the priority of services will be done at the point of entry and during training or
employment services

B. Describe how the state will monitor priority of service provisions for veterans.

The State Veterans’ Program Coordinator analyzes the Performance Report for Jobs for
Veterans’ State Grants data generated by the Workforce Integrated Performance System (WIPS)
quarterly, to include Sections:

1. Summary Information,

2. Participant Summary and Service Information,
3. Employment Barrier,

4. Core Indicators of Performance, and

5. Veterans’ Priority of Service.

The data generated from the reports include covered entrants from point of entry, services
provided and distinguishes from veterans and eligible spouses. The Quarterly Manager’s
Reports on Services to Veterans, along with onsite office validations and desk audits, are used to
ensure compliance with this directive and other guidance as given by DOL ETA, VETS, and the
Kentucky Education & Labor Cabinet.

C. Describe the triage and referral process for eligible veterans and other populations
determined eligible to receive services from the Jobs for Veterans State Grants (JVSG)
program’s Disabled Veterans’ Outreach Program (DVOP) specialist/Consolidated
Position.

Disabled Veterans’ Outreach Program (DVOP) specialist/Consolidated Triage and

Referral Process:

The Intake Staff at the Kentucky Career Centers are the first points of contact and will identify
eligible veterans, eligible spouses, or other family members who indicate they are caregivers of
such wounded, ill, or injured members. Persons who self-identify at the point of entry and who
have not already been determined to be eligible for DVOP services will be asked to fill out the
Veteran Information Form to determine eligibility. The Veteran Information Form asks for an
answer of “yes” or “no” to all significant barriers and additional designated populations in
accordance with VPL 03-14, including changes 1&2, and VPL 03-19. When filling out the Veteran
Information Form:

1. Answering “yes” to any of the questions in the section Barriers to Employment would
indicate that the veteran is eligible for DVOP services or eligible spouses or other family
who indicate they are caregivers of such wounded, ill, or injured members.

2. Inthe section 2020 Poverty Guidelines, the Poverty Guidelines chart is updated yearly in
accordance with US DOL. This information can be located at
https://aspe.hhs.gov/poverty-guidelines. A veteran who is within the guidelines
indicates that they are eligible for DVOP services.
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The Intake Staff determines if the individual meets the criteria and eligibility requirements for
DVOP services. Those who are eligible for DVOP services are referred to the DVOP. In the event
that a DVOP specialist is not available, the veteran or spouse will be referred to the appropriate
Wagner-Peyser or WIOA staff in addition to scheduling or referring to an available DVOP
specialist by appointment.

Significant Barriers to Employment (SBE) as outlined by VPL 03-14, including changes 1&2,
and additional designated populations as outlined in VPL 03-19 include:

e A special disabled or disabled veteran, as those terms are defined in 38 U.S.C § 4211(1)
and (3); special disabled and disabled veterans are those:

o who are entitled to compensation (or who, but for the receipt of military retired
pay, would be entitled to compensation) under laws administered by the
Secretary of Veterans Affairs; or,

o were discharged or released from active duty because of a service-connected
disability;

o Ahomeless person, as defined in Sections 103(a) and (b) of the McKinney-Vento
Homeless Assistance Act (42 U.S.C.11302(a) and (b», as amended;

e Arecently-separated service member, as defined in 38 U.S.C § 4211(6), who has been
unemployed for 27 or more weeks in the previous 12 months;

e An offender, as defined by WIOA Section 3 (38), who is currently incarcerated or who
has been released from incarceration;

e Aveteran lacking a high school diploma or equivalent certificate; or
e Alow-income individual (as defined by WIOA Section 3 (36));

e Aveteran lacking a high school diploma or equivalent certificate; or
e Veterans aged 18-24;

e Vietnam-era Veterans;

e Eligible Transitioning Service Members, Spouses, and Caregivers

o Transitioning members of the Armed Forces who have been identified as in need
of intensive services (now referred to as Individualized Career Services)

o Members of the Armed Forces who are wounded, ill, or injured and receiving
treatment in military treatment facilities (MTF) or warrior transition units
(WTU); and

o The spouses or other family caregivers of such wounded, ill, or injured members.

Again, eligible veterans and eligible spouses who are determined to have a significant barrier to
employment are referred to a DVOP specialist. Additionally, any eligible veterans or eligible
spouses who are part of a designated additional population will be referred to the DVOP. These
referrals will be made following an initial identification of a Significant Barrier to Employment
(SBE) through the registration process. Customers registering electronically using Kentucky’s
state system of record and labor exchange module will be asked a series of questions to
determine if they are priority of service eligible. If they are identified as eligible, they are
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presented with a screen defining the priority of service and directed to their local career center
for further information on services and programes.

8. ADDRESSING THE ACCESSIBILITY OF THE ONE-STOP DELIVERY SYSTEM FOR INDIVIDUALS
WITH DISABILITIES

Describe how the one-stop delivery system (including one-stop center operators and the one-
stop delivery system partners), will comply with section 188 of WIOA (if applicable) and
applicable provisions of the Americans with Disabilities Act of 1990 (42 U.S.C. 12101 et seq.)
regarding the physical and programmatic accessibility of facilities, programs, services,
technology, and materials for individuals with disabilities. This also must include a description
of compliance through providing staff training and support for addressing the needs of
individuals with disabilities. Describe the State’s one-stop center certification policy,
particularly the accessibility criteria.

The Department of Workforce Development will continue to comply with Section 188 of WIOA
and applicable provisions of the American with Disabilities Act of 1990 so that all individuals
with disabilities can fully utilize services and resources to obtain competitive integrated
employment. As a priority, accessibility is addressed at every level and through venues in the
Kentucky Career Center (KCC). The KCC offices provide both physical and programmatic
accessibility to facilities, programs, services, technology and materials.

The Office of Vocational Rehabilitation (OVR), a partner agency, has counselors for both general
and blind services, deaf and hard of hearing and other staff housed at KCC locations and for this
reason, staff has a heightened sense of assuring that the service and accessibility needs of
individuals with disabilities are met. The Education and Labor Cabinet, Office of
Communications has a staff person who is dedicated to ensuring all communications for the
Cabinet are in an accessible format. In addition, OVR has a dedicated staff member who serves
as the gatekeeper for all written, internal, and external communications to ensure documents
reach individuals with disabilities in an accessible format. All staff are required to have
documents reviewed for accessibility by the designated staff before distributing to provide
statewide resources to ensure compliance.

Each KCC office:
e s fully ADA compliant;

o [sfeasible (As new center locations are selected, KCC offices are located in areas that are
convenient for their customers, close to major highways, on public transportation
routes, centrally located, close to heavily trafficked areas such as malls and shopping
centers, etc.);

e Provides assistive technology to assist customers with disabilities (visual, hearing and
physical) so they can access computers and other KCC resources/services;

e Evaluates assistive technology annually to ensure it is up-to-date and fully functioning;

e Provides free parking and inclusive parking spaces that are adequate for the average
level of customer traffic, especially for individuals with disabilities; and

e Makes services accessible to customers who have language and literacy barriers (non—
English speakers or individuals with hearing impairments, disabilities, or
literacy/reading barriers).
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All KCC offices are expected to ensure universal access to programs and activities for all eligible
individuals. Kentucky has taken steps to ensure equitable access to and participation in
federally funded programs for all consumers and agency staff regardless of race, color, national
origin, sex, sexual orientation, gender identity or age. For assistive technology, the objective is to
design a computer workstation/kiosk that can be used by individuals with the widest possible
range of abilities and/or circumstances. Kentucky follows the guidelines set forth by the Job
Accommodation Network, One-Stop Disability Resource Manual.

The Department of Workforce Development will comply with the provisions of the Americans
with Disabilities Act (ADA) and applicable federal regulations prohibiting discrimination against
otherwise qualified disabled individuals under any program or activity and adhere to the U.S.
Department of Labor Final Rule on Federal Executive Order 11246.

This is further strengthened by Guidance #20-001 titled, “Kentucky Career Center One Stop
Certification,” which outlines the following steps for the One-Stop Certification Process,
including specific reference to ADA compliance:

Step 1: The One-Stop Operator (0SO) completes the application for the appropriate type of
center certification: comprehensive, Affiliate, or Access Point.

Step 2: For the Comprehensive and Affiliates, the OSO obtains the following documents: 1)
MOU/IFA, 2) American Disabilities Act (ADA) Compliance Letter, and 3) Staff Development Plan.
Access Points will only need to submit an ADA Compliance Letter. It is recommended that all
Access Points be ADA Compliant.

Step 3: The 0SO submits to the LWDB a letter of request to continue the certification process
along with the appropriate application and the three documents listed in Step 2. Access Points
will only need to submit an ADA Compliance Letter. Again, it is highly recommended that all
Access Points be ADA Compliant.

Step 4: For Comprehensive and Affiliate sites, the LWDB chooses a minimum of a 4-member
review team. The review team must consist of at least one business representative from the
LWDA (a non-board member), one LWDB member from another LWDA, one non-core
partnering entity not located at the center site, and a LWDB member from the same LWDA.
Access Point review teams must consist of a minimum of two, which must include the LWDB
Director or their designee and an LWDB member from the same LWDA. Any additional review
team members the LWDA would like to include should be chosen from one of the following: one
business representative from the LWDA (a non-board member), one LWDB member from
another LWDA, and one non-core partnering entity not located at the center site and a LWDB
member from the same LWDA.

Step 5: An LWDB member will pull the team together. The group will choose a team leader and
conduct an orientation provided by the KWIB. The orientation outlines the team's
responsibilities and the process for career center certification reviews.

Step 6: The Review team selects the date for the on-site center review.

Step 7: Of the four categories on the Comprehensive or Affiliate application, each team member
must select one category from the following: 1) Business/Employers Services, 2) Job Seeker
Services, 3) Center Management, and 4) Strategic Planning/Innovation. The review team should
examine all categories and questions before and during the site visit. For the Access Point sites,
review the entire application as well.
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Step 8: The review team conducts the review and then meets with the 0SO and key career
center staff for additional questions/discussion.

Step 9: After the review, the Review team will only have a final meeting on-site to prepare a
letter to the LWDB with all findings, suggestions, and recommendations, including best
practices, addressed to the Chair of the Board. Finalization of the letter incorporating all team
members' comments and signatures can be completed electronically (i.e., by email). The letter
should state whether the team's recommendation is to grant Certification, not grant
certification, or conditionally grant Certification to the career center. Suppose the LWDB
determines that Certification is denied or granted conditionally. In that case, specific findings
and required actions must be included in the correspondence with deadlines and/or a
corrective action plan that requires full compliance prior to any further steps being taken. The
letter template from Review Team to LWDB is available on KWIB website via
https://kwib.ky.gov/Pages/Resources.aspx

Step 10: The Review team leader presents the team's recommendation in person or using
technology (e.g., Zoom) to the LWDB, after which the Board makes its final determination.

Step 11: The LWDA Board will then send a letter with the Board's decision to the KWIB. With
the LWDA Board letter (including an action plan to remedy unresolved ADA issues at the site, if
any), attach the Certification application, Staff Development Plan, ADA Compliance letter, and
the Review teams' recommendation letter to the LWDB. Letter template from LWDB to KWIB is
available on the KWIB website via https://kwib.ky.gov/Pages/Resources.aspx

Step 12: The Executive Director of the KWIB presents all certifications to the KWIB. At this time,
the KWIB issues a Certificate of Recognition to each LWDB for all approved career center
certifications in that LWDA.

Step 13: Each center site must recertify at least every three years with no lapse between
Certifications. It is recommended that the Certification process begin at least six months before
the current Certification expiration date.

Step 14: If a new site is designated in a LWDA, the LWDB must notify the KWIB within 30 days
of opening the center. The new site should be Certified ADA-compliant within the first month of
opening. (if not before the opening). The One Stop Certification process should begin within the
first three months of opening and be fully Certified within 6-9 months of the opening date.

Furthermore, outside of the One-Stop Certification process, staff receives mandatory training
focused on Diversity, Equity, Inclusion, and Accessibility (DEIA). The goal is to invoke a mindset
shift amongst frontline staff across Kentucky to further their journey in understanding and
implementing DEIA into their everyday practices. This DEIA training, hosted by the NLN
Collaborative and conducted by Third Sector, will explore how DEIA is depicted within the
workforce development system, consider how blind spots appear in service delivery, and
identify strategies to create a more inclusive and accessible workforce system.

Kentucky is also able to leverage the work of digital equity and broadband expansion by
allowing core program staff, Combined State Plan partners and the workforce ecosystem to be
able to access Kentucky’s map of targeted populations switch utilizes the census data to depict
the locations for:

e Individuals who live in low-income households

e Aging Individuals

Page 137



e Justice-Involved Individuals

e Veterans

e Individuals with disabilities

e Individuals with a language barrier

e Individuals who are members of a racial or ethnic minority
e Individuals who primarily reside in a rural area

This information is useful in serving individuals with employment barriers and targeting
specific regions for maximum service impact. The map can be found here:
https://digitalequity.ky.gov/Pages/KY-Map-of-Targeted-Populations.aspx.

Finally, individuals with disabilities are further served through the Kentucky Assistive
Technology Service (KATS) Network, and its mission is to make assistive technology (AT)
information, devices, and services easily obtainable for people of any age and/or disability. AT is
any item or piece of equipment (both low-tech and high-tech) used to improve and/or maintain
independence in the home, at work, school, or play.

The KATS Network provides access to AT through a network of Regional AT Resource Centers
(ATRCs) across the state. The Regional ATRCs operate AT demonstration programs, lending
libraries, and AT reutilization programs. The KATS Network Coordinating Center and each of
the ATRCs work cooperatively to provide outreach, information & assistance services, and
training on various AT topics. Technical assistance and collaboration is also provided to state
agencies and organizations to enhance the understanding of and access to AT and accessible
information technology (IT).

9. ADDRESSING THE ACCESSIBILITY OF THE ONE-STOP DELIVERY SYSTEM FOR INDIVIDUALS
WHO ARE ENGLISH LANGUAGE LEARNERS

Describe how the one-stop delivery system (including one-stop center operators and the one-
stop delivery system partners) will ensure that each one-stop center is able to meet the needs of
English language learners, such as through established procedures, staff training, resources, and
other materials. Describe how English language learners will be made aware of the opportunity
to enroll and/or co-enroll in all the core programs for which they are eligible.

English language learners are provided services from core programs, Combined State Plan
partners, and the workforce ecosystem, which utilize InterpreTalk statewide. At the
fundamental level, English language learners are always offered the option to utilize language
line services to help communicate through an interpreter. Through engagement, individuals are
encouraged and made aware of opportunities to enroll and co-enroll in core programs.

Staff are guided on how to request InterpreTalk services. Additionally, the Career Development
Office (CDO) provides staff with an “Interpretation Services Available” guide that an ELL can
point to for the staff to determine what the target language is and be able to contact the correct
InterpreTalk language service.

Furthermore, in communities where there are more English language learners, local delivery
leans on the workforce ecosystem partners that have a specialty in serving the international
population, such as through direct partnerships with refugee resettlement agencies. One LWDA
utilized its National Dislocated Worker Grant to serve English language learners impacted by a
devasting tornado by hiring a liaison. This liaison between the international community and the
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local board has evolved to be a lynchpin in providing core program services and awareness
across the English language learner community.

Additionally, Kentucky is also able to leverage the work of digital equity and broadband
expansion by allowing core program staff, Combined State Plan partners and the workforce
ecosystem to be able to access Kentucky’s map of targeted populations switch utilizes the
census data to depict the locations for:

e Individuals who live in low-income households

e Aging Individuals

e Justice-Involved Individuals

e Veterans

e Individuals with disabilities

e Individuals with a language barrier

e Individuals who are members of a racial or ethnic minority
e Individuals who primarily reside in a rural area

This information is useful in serving individuals with employment barriers and targeting
specific regions for maximum service impact. The map can be found here:
https://digitalequity.ky.gov/Pages/KY-Map-of-Targeted-Populations.aspx.

Importantly, English language learners are a population pool where the Digital Equity Plan has
an objective that allows for alignment of the Digital Equity Plan with Kentucky’s economic,
workforce development, health care, and education goals, plans, and outcomes and is designed
to benefit all covered populations. Including the strategy of expanding covered populations’
participation in and completion of online targeted-sector training in alignment with Kentucky’s
economic and workforce development goals, plans, and outcomes. Specifically, the integration of
digital literacy skill development into reading, math, and English language instruction for adults
through Kentucky Adult Education courses. Kentucky Adult Education currently includes digital
upskilling as a component of all Integrated Education and Training (IET) and Workplace
Literacy programs.

In Kentucky, adhering to the Adult Priority of Service requirement in WIOA section
134(c)(3)(E), which mandates that American Job Center staff prioritize recipients of public
assistance, low-income individuals, and individuals who are basic skills deficient (including
English language learners) when using WIOA Adult program funds for individualized career and
training services, the Office of Employer and Apprenticeship Services, in collaboration with the
ETPL Coordinator, is dedicated to a proactive and vigilant approach.

To effectively implement and monitor this priority of service requirement, we have devised a
multifaceted strategy:

1. Training and Capacity Building: The Office of Employer and Apprenticeship Services and
the ETPL Coordinator will collaborate closely with state and local Workforce Innovation
Boards and local WIOA contractors. This partnership is instrumental in ensuring that
front-line employees, including American Job Center staff, are well-informed and
adequately trained on the requirements and nuances of the priority of service
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provisions. This training will equip them with the knowledge and skills necessary to
identify and provide specialized services to eligible individuals promptly.

2. Clear Guidelines and Procedures: We are committed to developing and providing clear
and concise guidelines and procedures that outline how the priority of service should be
implemented in practice. These guidelines will include detailed instructions on
identifying eligible individuals and the specific services and support they are entitled to
under WIOA. By disseminating this information throughout our workforce network, we
ensure consistent and equitable service delivery.

3. Application Monitoring: The implementation of the Adult Priority of Service
requirement also necessitates robust application monitoring processes. Our strategy
includes training front-line staff and monitors to ensure that WIOA applications for
services are not only processed efficiently but also filled out completely and accurately.
This proactive approach helps in the accurate determination of eligibility and prevents
inadvertent discrimination against eligible individuals.

4. Regular Audits and Compliance Checks: To maintain accountability and adherence to the
priority of service requirements, we will conduct regular audits and compliance checks.
This process includes periodic reviews of service delivery to verify that the priority
individuals are receiving the support they are entitled to, as well as assessing the
accuracy and completeness of application processes.

5. Feedback Mechanisms: We will establish mechanisms for feedback and reporting. Front-
line staff, monitors, and clients will have channels through which they can report
concerns or violations of the priority of service requirement. This feedback loop ensures
that any issues are addressed promptly and that corrective actions are taken.

Kentucky recently conducted a competitive Request for Applications in March 2022 for the 1
July 2022 - 30 June 2025 Grant Cycle. As a result of the competition, three adult education-
eligible applicants were awarded IELCE funding under Section 243: Bluegrass Community and
Technical College; Jefferson County Public Schools, and Southcentral Kentucky Community and
Technical College. These three applicants cover the following high-volume ELL Kentuckians:
Fayette, Jefferson, and Warren.

In PY22, IELCE PROGRAMS SERVED 1,723 English Learner Students (ELLs), attaining 642
measurable skill gains (MSGs). All IELCE programs have access to Integrated Education and
Training (IET) opportunities through both state and program-specific partnerships with
providers across the commonwealth. Intentional and intense IET-specific training and IELCE
guidance have been conducted with IELCE program directors and will continue in the future.

For eligible IELCE applicants of the RFA, the service area for which they apply for core services
funds must have met a minimum of 2,000 ELLs. Applicants are required to submit separate
forms describing the program'’s plan of service and indicate how resources would be allocated
in the budget and budget narrative. The eligible applicants are required to provide the two (2)
most recent fiscal years’ data indicating the ELL total population, the number of ELLs enrolled in
the previous two (2) years, and the projected number of ELL enrollments.

KYAE reinforced communication of IELCE requirements in the RFA. Eligible applicants are
required to describe the program'’s plan of service and indicate how resources will be allocated
in the budget and budget narrative as well as address the 13 considerations among other
requirements annotated in the RFA 2022-2025. As a result of the monitoring process, KYAE will
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assess to ensure that all IELCE program components are fully integrated into those programs
awarded IELCE funds as a result of the 2022 grant competition.

KYAE'’s purchase of Burlington English positively contributes to IELCE participants blended
instructional experience, civics education, and career exploration. The courseware is CASAS-
aligned and provides academic instruction for ELL students. Of particular interest is its
inclusion of soft skills, career exploration courses, and comprehensive technical /professional
learning support services. The Revised English Language Proficiency Instructional Framework
aligns with CASAS Life & Work and CLAS-E more explicitly with the ELP Standards in a
streamlined and simplified format.

During 2023 and currently, PAPC, using Office of Career, Technical, and Adult Education
(OCTAE) resources, is conducting technical assistance sessions specifically targeting I[ELCE
programs and Integrated Education and Training (IET) models.

KYAE is intentional in seeking guidance and assistance from the appropriate US DOE OCTAE
Subject Matter Experts to gain greater levels of knowledge on all applicable requirements and
guidelines. The goal is to continue attending training sessions and seeking guidance for
requirements for current year activities and programs as well as set the conditions to move
forward in the future.

IELCE program students will have access to partnership programs. KYAE has significantly
increased access to IET/WPL partnerships via the IET/WPL Review Team and Planning Tool
process. Kentucky has moved away from the co-enrollment integrated education and training
program offered in partnership with the Kentucky Community and Technical College System
(KCTCS) as the state model. The KCTCS remains a prominent component of the overall IET/WPL
process, however, all eligible providers including IELCE providers now have individual
IET/WPL partnerships to enhance access for all eligible participants.

KYAE has 26 local providers who offer programs designed to meet labor market needs and
increase credential attainment for adults. KYAE leadership meets periodically with the
Kentucky Department of Workforce Development (DWD) offices as well as the Kentucky Center
for Statistics (KY STATS) and the Kentucky Council on Postsecondary Education (CPE) to
discuss marketing strategies, enrollment trends, and student success outcomes.

KYAE continues to explore ways in which to partner with organizations to offer core adult
education services concurrently with occupational skills training. At the same time, these
services may not include all the wraparound support services as a fully articulated career
pathway program, defined in WIOA Section 3 (Def. 7), they provide an opportunity for adult
education providers to collaborate with training organizations to accelerate student learning by
attaining adult education contextualized academic support and aligned occupational skills
training simultaneously.

Additionally, the KYAE Outreach and Strategic Partnerships Branch continues to engage with
local workforce innovation boards (LWIB) and Kentucky Career Centers to offer students
opportunities to engage in work-based learning activities leading to potential job placements
with community employers. The reengagement is necessary as the totality of the circumstances
of all eligible participants which includes the second/fair chance population, veterans/family
members, and individuals aging out of the foster care system as well as the unhoused/homeless
population requires a synchronized approach that aligned with the priorities of the
Commonwealth of Kentucky.
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KYAE wants to continue to grow and expand the concept of IET in Kentucky beyond the current
programs to include prospective collaborations with employers, pre-apprenticeship programs,
public and private four-year universities, etc., to support the occupational training element of an
IET model by offering a variety of ways students can accelerate their educational and career
accomplishments as emerging opportunities are created by leveraging historic infrastructure
investments such as BIL, CHIPS, and IRA.

KYAE has reorganized and re-missioned the Strategic Partnership Coordinators in the Qutreach
and Strategic Partnership Division as well as the PAPC Branch to better address student needs
and emerging opportunities across in-demand careers in Kentucky. The new focus is multi-fold,
which includes but not limited to the following: connecting and coordinating services and
activities through Kentucky Career Centers (KCCs) and identify new and innovative
opportunities to serve more students by liaising with and expanding local community
partnerships.

KYAE continually provides opportunities to connect local providers with local partners to
enhance student access, support, and success.

Based on historical enrollment, KYAE is developing strategies to improve the referral process to
increase referrals from employers, community agencies, and WIOA core partners per year. With
the use of available resources, technical assistance, periodic monitoring, and offering additional
trainings and workshops with our local partners, our IELCE providers will continue to help our
state identify how to best align adult education activities with postsecondary, workforce, and
local partner needs.

In conclusion, our approach to implementing and monitoring the Adult Priority of Service
requirement in WIOA is comprehensive and focused on ensuring equitable access to services for
the specified priority groups. Through training, clear guidelines, application monitoring, audits,
and feedback mechanisms, we aim to create a system that not only adheres to federal
regulations but also reflects our commitment to the welfare and development of all eligible
individuals in our state. This approach ensures that the American Job Center staff provide
tailored, supportive, and effective services to those who need them most.

[V. COORDINATION WITH STATE PLAN PROGRAMS

Describe the methods used for joint planning and coordination among the core programs, and
with the required one-stop partner programs and other programs and activities included in the
Unified or Combined State Plan.

Through interagency touch points and continuous communication between agency leaders
responsible for the State Planning process. Combined State Plan partners also played a critical
role in the listening sessions conducted in the local areas.

The Kentucky Workforce Innovation Board (KWIB) conducted a statewide listening tour in
preparation of the 2024 WIOA State Plan. From July through the end of October 2023, all ten
Kentucky Local Workforce Development Areas (LWDA) contributed to the work.

The framework for the tour involved working with the local LWDA Board directors and their
teams to invite workforce stakeholders to conduct a brief overview of the purpose of the WIOA
State Plan and breakout into focus groups to gain insight into specific perspectives. The focus
groups were broken into:

o  Workforce Partners (community-based organizations, nonprofits, MOU partners,
educators)
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e Employers
e Elected Officials

e Individual Customers

In total, 33 focus groups were held that involved 348 participants in the listening tours with the
breakdown of: 198 workforce partners, 82 employers, 51 elected officials, and 17 individual

customers contributing their perspective.

The main line of questioning proposed to each group was a reflection on the existing workforce
development system and a reimagined future state of workforce development, with the main

intention of learning best practices, challenges, and opportunities that can be pursued.
V. COMMON ASSURANCES (FOR ALL CORE PROGRAMS)

The Unified or Combined State Plan must include assurances that:

The State Plan must include

Include

1. The State has established a policy identifying
circumstances that may present a conflict of
interest for a State Board or local board member,
or the entity or class of officials that the member
represents, and procedures to resolve such
conflicts;

Yes

2. The State has established a policy to provide to
the public (including individuals with disabilities)
access to meetings of State Boards and local
boards, and information regarding activities of
State Boards and local boards, such as data on
board membership and minutes;

Yes

3. The lead State agencies with optimal policy-
making authority and responsibility for the
administration of core programs reviewed and
commented on the appropriate operational
planning elements of the Unified or Combined
State Plan, and approved the elements as serving
the needs of the populations served by such
programs;

Yes

4. (a) The State obtained input into the
development of the Unified or Combined State Plan
and provided an opportunity for comment on the
plan by representatives of local boards and chief
elected officials, businesses, labor organizations,
institutions of higher education, the entities
responsible for planning or administrating the
core programs, required one-stop partners and the
other Combined Plan programs (if included in the
State Plan), other primary stakeholders, including
other organizations that provide services to

Yes
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The State Plan must include

Include

individuals with barriers to employment, and the
general public, and that the Unified or Combined
State Plan is available and accessible to the general
public;

(b) The State provided an opportunity for review
and comment on the plan by the State Board,
including State agency official(s) for the
Unemployment Insurance Agency if such official(s)
is a member of the State Board;

5. The State has established, in accordance with
[WIOA section 116(i), fiscal control and fund
accounting procedures that may be necessary to
ensure the proper disbursement of, and accounting
for, funds paid to the State through allotments
made for the core programs to carry out workforce
development activities;

Yes

6. The State has taken appropriate action to secure
compliance with uniform administrative
requirements in this Act, including that the State
will annually monitor local areas to ensure
compliance and otherwise take appropriate action
to secure compliance with the uniform
administrative requirements under WIOA section
184(a)(3);

Yes

7. The State has taken the appropriate action to be [Yes
in compliance with WIOA section 188,
Nondiscrimination, as applicable;

8. The Federal funds received to carry outa core [Yes

program will not be expended for any purpose
other than for activities authorized with respect to
such funds under that core program;

9. The State will pay an appropriate share (as
defined by the State board) of the costs of carrying
out section 116, from funds made available
through each of the core programs;

Yes

10. The State has a one-stop certification policy  [Yes
that ensures the physical and programmatic
accessibility of all one-stop centers with the
[Americans with Disabilities Act of 1990 (ADA);

11. Service providers have a referral process in Yes

place for directing Veterans with Significant
Barriers to Employment (SBE) to DVOP services,
when appropriate; and
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The State Plan must include Include

12. Priority of service for veterans and eligible Yes
spouses is provided in accordance with 38 USC
4215 in all workforce preparation, development or
delivery of programs or services funded directly, in
whole or in part, by the Department of Labor.

VI. PROGRAM-SPECIFIC REQUIREMENTS FOR CORE PROGRAMS

The State must address all program-specific requirements in this section for the WIOA core
programs regardless of whether the State submits either a Unified or Combined State Plan.

PROGRAM-SPECIFIC REQUIREMENTS FOR ADULT, DISLOCATED WORKER, AND
YOUTH ACTIVITIES UNDER TITLE I-B

The Unified or Combined State Plan must include the following with respect to activities carried
out under subtitle B—

A. GENERAL REQUIREMENTS
1. REGIONS AND LOCAL WORKFORCE DEVELOPMENT AREAS

A.IDENTIFY THE REGIONS AND THE LOCAL WORKFORCE DEVELOPMENT AREAS
DESIGNATED IN THE STATE

Kentucky identifies five regions and ten (10) local workforce areas delivering services as related
to WIOA. The five (5) workforce regions have been identified as:

o (Central Region consists of the Northern Kentucky, Lincoln Trail and Bluegrass local
workforce development areas.

e East Region consists of the Eastern Kentucky Concentrated Employment Program
(EKCEP) and Ten County Area (TENCO) local workforce development areas.

o South Central Region consists of the South Central and Cumberlands local workforce
development areas.

e West Region consists of the Green River and West Kentucky workforce development
areas.

e Bi-State, consisting of Southern Indiana Works Workforce Board and
KentuckianaWorks Workforce Area.
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Figure 10
Kentucky’'s Local Workforce Development Areas (LWDA)

0 Bluegrass O Kentuckiana Works B TENCO

B Cumberlands B Lincoln Trail B VWest Kentucky
o EKCEP & Morthern Kentucky
® Green River B South Central

The ten (10) local workforce areas are:

Bluegrass Local Workforce Area is composed of Anderson, Bourbon, Boyle, Clark, Estill,
Fayette, Franklin, Garrard, Harrison, Jessamine, Lincoln, Madison, Mercer, Nicholas,
Powell, Scott and Woodford counties.

Cumberlands Local Workforce Area is composed of Adair, Casey, Clinton, Cumberland,
Green, McCreary, Pulaski, Russell, Taylor, Rockcastle, Laurel, Whitley and Wayne
counties.

Eastern Kentucky Concentrated Employment Program Local Workforce Area composed
of Bell, Breathitt, Carter, Clay, Elliot, Floyd, Harlan, Jackson, Johnson, Knott, Knox,
Lawrence, Lee, Leslie, Letcher, Magoffin, Martin, Menifee, Morgan, Owsley, Perry, Pike
and Wolfe counties.

KentuckianaWorks Workforce Area — Greater Louisville Local Workforce Area is
composed of Jefferson, Bullitt, Henry, Oldham, Spencer, Shelby and Trimble counties.

Green River Local Workforce Area is composed of Daviess, Hancock, Henderson,
McLean, Ohio, Union and Webster counties.

Lincoln Trail Local Workforce Area is composed of Breckinridge, Grayson, Hardin, Larue,
Marion, Meade, Nelson and Washington counties.

Northern Kentucky Local Workforce Area is composed of Boone, Campbell, Carroll,
Gallatin, Grant, Kenton, Owen and Pendleton counties.

South Central Local Workforce Area is composed of Barren, Hart, Metcalfe, Monroe,
Allen, Butler, Edmon— son, Logan, Simpson and Warren counties.

TENCO Local Workforce Area is composed of Bath, Boyd, Bracken, Fleming, Greenup,
Lewis, Mason, Montgomery, Robertson and Rowan counties.
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e Western Kentucky Local Workforce Area is composed of Ballard, Caldwell, Calloway,
Carlisle, Christian, Crittenden, Fulton, Graves, Hickman, Hopkins, Livingston, Lyon,
Marshall, McCracken, Muhlenberg, Todd and Trigg counties.

B. DESCRIBE THE PROCESS AND POLICY USED FOR DESIGNATING LOCAL AREAS, INCLUDING
PROCEDURES FOR DETERMINING WHETHER THE LOCAL AREA MET THE CRITERIA FOR
“PERFORMED SUCCESSFULLY” AND “SUSTAINED FISCAL INTEGRITY” IN ACCORDANCE WITH
106(B)(2) AND (3) OF WIOA. DESCRIBE THE PROCESS USED FOR IDENTIFYING REGIONS AND
PLANNING REGIONS UNDER SECTION 106(A) OF WIOA. THIS MUST INCLUDE A DESCRIPTION
OF HOW THE STATE CONSULTED WITH THE LOCAL BOARDS AND CHIEF ELECTED OFFICIALS
IN IDENTIFYING THE REGIONS

WIOA Title 1, Chapter 2, Section 106 outlines the requirements and process for the
determination of regions and local areas including identification, types of regions, initial
designation, subsequent designation, process, considerations, designation on recommendation
by the state board and appeals. By July 1, 2015, the governor, in consultation with the Kentucky
Workforce Investment Board (now Kentucky Workforce Innovation Board), developed a policy
and procedure for the designation of all local areas, as well as a policy for the designation of new
local areas. The policy included:

e (Consultation with the state board.
e Consultation with the chief elected officials and affected local boards; and

e Consideration of comments received through a public comment process. The public
comment period offered adequate time for public comment prior to the designation of
the local workforce development area. It provided an opportunity for representatives of
interested business, education and labor organizations to have input into the
development of the formation of the local area.

The public comment period has offered adequate time for public comment prior to the
designation of the local workforce development area. It provided an opportunity for
representatives of interested business, education and labor organizations to have input into the
development of the formation of the local area.

Specifically, Kentucky took a precise and comprehensive approach to area designation as
follows:

o Arequest was made to the governor for a local area designation.
e KWIB established a steering committee.

e The steering committee developed draft recommendations for consideration based
upon data, fiscal integrity and performance of current local areas.

e The Department of Workforce Investment (now the Department of Workforce
Development) completed local input and public comment sessions and period on
recommendations.

e The steering committee considered feedback, federal guidance, reviewed data,
performance and fiscal integrity once again and finalized recommendations

e KWIB reviewed the public input received and the final recommendations from the
steering committee.
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KWIB made a recommendation to the governor on region and local area designations.

Additional language requested: to describe the procedures for determining whether the local
area met the criteria for "performed successfully” and "sustained fiscal integrity"

Kentucky's policy for identifying Local Workforce Development Areas (LWDAs) is not justa
bureaucratic process but a collaborative effort. It is a policy, number 15-004, that is initiated by
arequest to the Governor for the designation of a local area. A Steering Committee comprising
diverse industry members drafts ideas for consideration. The Department of Workforce
Development (DWD) then solicits local comments and holds a public discussion on these and
other options. This policy gives the Governor, state board, major elected leaders, and impacted
local boards a say. Public comment allows business, education, and labor organizations to weigh
in before naming the local workforce development region. This collaborative approach ensures
that all stakeholders have a voice in the process, making it more inclusive and effective.

In addition to the definitions provided by WIOA, the following are used to determine initial local
area designations. 'Performed satisfactorily' means that the local area has met or exceeded the
performance levels agreed upon with the local board and top elected officials. Furthermore, the
local area has not failed any measures in the previous two program years prior to the
implementation of WIOA. 'Sustained fiscal integrity' is a critical component of financial stability
and prudent management. It is more than just a requirement; it is a commitment to effectively
coordinating local workforce development operations. It instills security and trust in
communities by allowing them to use State-allocated Adult, Dislocated Worker, and Youth
funding. Kentucky takes this commitment seriously and monitors local regions annually for
budgetary integrity and performance. This annual monitoring process is a testament to our
commitment to accountability and responsibility. Success means the local region has reached or
exceeded key indication thresholds for subsequent designation. The local Workforce
Development Board (WDB) and Chief Elected Official collaborate on these metrics. The local
region must meet or exceed the State Plan core indicator performance criteria.

According to Kentucky's definition of met or surpassed performance, the local area should not
have failed any criterion in the previous two program years. Grant recipients and local
governments must manage finances prudently to maintain budgetary integrity. There has been
no formal determination that funds were inappropriately used owing to purposeful disregard
for limits. Kentucky should not have found any cash spent due to purposeful contempt of limits.
A locality must maintain budgetary integrity to be certified again. Good financial management
and budgeting are needed. The local government should have managed its funds transparently,
accountable, and according to financial standards. For future designation, the local area must
demonstrate financial stability and smart fund management and participate in regional
planning. These criteria help local governments manage workforce development programs,
align resources, and provide coordinated services to job seekers and businesses.

C. PROVIDE THE APPEALS PROCESS AND POLICY REFERRED TO IN SECTION 106(B)(5) OF
WIOA RELATING TO DESIGNATION OF LOCAL AREAS

The appeal process is outlined as follows.

(1) A unit or combination of units of local government or a rural concentrated employment
program grant recipient that requests but is not granted designation of an area as a local area by
the Governor may submit an appeal to the State Board. 29 U.S.C. § 3121(b)(6)

(2) The appeal shall be filed no later than thirty (30) days after receipt of the denial of
designation of an area as a local area by the Governor.

Page 148



(3) The appeal shall be conducted pursuant to the administrative hearing requirements in KRS
Chapter 13B.

(4) A unit or combination of units of local government or a rural concentrated employment
program grant recipient that is dissatisfied with the decision of the State Board may request a
review by the United States Department of Labor Secretary.

(5) The appeal shall be filed no later than thirty (30) days after receipt of written notification of
the denial from the State Board. The appeal shall be submitted by certified mail, return receipt
requested, to the Secretary, United States Department of Labor, Washington, D.C. 20210,
Attention: ASET. A copy of the appeal shall be simultaneously provided to the State Board in
care of the Executive Director, Kentucky Workforce Innovation Board, 500 Mero Street, 4t floor,
Frankfort, Kentucky 40601 and the Department of Workforce Development, 500 Mero Street,
4th Floor, Frankfort, Kentucky 40601

(6) On appeal, the United States Department of Labor Secretary shall consider whether:

(i) the unit or grant recipient was not accorded procedural rights under the appeal process set
forth in the State Plan, or

(ii) the unit or grant recipient meets the requirements for designation as a local area under 29
U.S.C. § 3121, as appropriate.

(7) The appeal shall be conducted in accordance with procedures established by the United
States Department of Labor Secretary.

(8) The United States Department of Labor has confirmed that there is no appeal available
regarding determinations under WIOA Section 106(b)(4).

D. PROVIDE THE APPEALS PROCESS AND POLICY REFERRED TO IN SECTION 121(H)(2)(E) OF
WIOA RELATING TO DETERMINATIONS FOR INFRASTRUCTURE FUNDING

(1) The Governor, through assistance of the Kentucky Workforce Innovation Board, will make
the final determination of each required partner’s proportionate share of statewide
infrastructure costs under the State funding mechanism.

(2) Any required partner may appeal the Governor’s determination on the basis of a claim that:

(a) The Governor’s determination is inconsistent with the proportionate share requirements of
20 CFR 678.735(a) or;

(b) The Governor’s determination is inconsistent with the cost contribution caps described in
20 CFR 678.735(c) and 678.738.

(3) The process will ensure resolution of the appeal in order to ensure the funds are distributed
in a timely manner, consistent with the requirements of 20 CFR 683.630.

(4) An appeal must be made within sixty (60) days of the Governor’s determination and must be
submitted formally, in writing, by registered mail no later than the 60th day from the date of
receipt of the notice of denial or revocation. The appeal must be submitted to the State Board
in writing.

(5) The appeal must be signed/submitted by the chief executive officer of the one-stop partner
submitting the appeal.

(6) The appeal must specify the circumstances and details of the appeal.
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(7) The appeal may be made only on the ground that the Governor’s determination is
inconsistent with proportionate share requirements in NPRM §678.735(a), the cost
contribution limitations in §678.735(b), or the cost contribution caps in §678.735(c).

(8) The State Board will consider and rule on the appeal in writing within sixty (60) days of

receipt.

2. STATEWIDE ACTIVITIES

A. PROVIDE STATE POLICIES OR GUIDANCE FOR THE STATEWIDE WORKFORCE
DEVELOPMENT SYSTEM AND FOR USE OF STATE FUNDS FOR WORKFORCE INVESTMENT

ACTIVITIES

WIOA Planning and
Policy Documents

Category

Document Type

Effective

Title

AJC & WIOA

Policy

7/1/2015

15-001 WIOA Local
Workforce
Development Board
Composition,
Membership,
Certification, and
Functions (with
attachments)

AJC & WIOA

Policy

11/1/2021

15-002 - Workforce
Innovation and
Opportunity Act -
Interlocal Agreements,
Chief Local Elected
Official and Local
Elected Official Roles
and Responsibilities

AJC & WIOA

Policy

10/1/2015

15-003 - WIOA Local
Elected Official(s) and
Local Workforce
Development Board
Partnership Agreement

AJC & WIOA

Policy

4/6/2021

16-006 - Adult Priority
of Service

AJC & WIOA

Policy

10/1/2020

16-008 - Transfer of
Funds between the
[Adult and Dislocated
Worker Local Formula
Funds
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WIOA Planning and
Policy Documents

AJC & WIOA

Policy

11/1/2021

17-001 - Local
Workforce Board Staff
Hiring

AJC & WIOA

Policy

11/1/2021

17-002 - Internal
Controls and Conflicts off
Interest Requirements
for Entities Performing
Multiple Functions

AJC & WIOA

Policy

10/1/2020

17-003 - Recapture and
Re-Allotment

AJC & WIOA

Policy

4/6/2021

18-001 - Co-Enrollment
Requirements for All
One-Stop Partners

AJC & WIOA

Guidance/Procedure

7/1/2020

20-003 - Supportive
Services

AJC & WIOA

Policy

2/9/2021

21-004 Workforce On-
line Reporting for
Kentucky (WORK)
System Monthly
Expenditures

AJC & WIOA

Policy

1/1/2021

21-006 - Electronic
Power of Attorney -
WOTC Program

AJC & WIOA

Policy

2/1/2021

21-007 - Local and
Regional Plans

AJC & WIOA

Guidance/Procedure

4/30/2021

21-008 - WOTC
Guidance - Conditional
Certification Program

AJC & WIOA

Policy

2/15/2022

22-001 - Data Entry
Policy

AJC & WIOA

Policy

2/15/2022

22-002 - Case Notes
Policy

AJC & WIOA

Policy

8/12/2022

22-003 - Disaster
Recovery National
Dislocated Worker
Grant (DWG) Statewide
Long-Term Unemployed
and Significantly
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WIOA Planning and
Policy Documents

Underemployed
Definitions

AJC & WIOA

Policy

3/16/2023

23-001 Allowable Costs

AJC & WIOA

Policy

3/16/2023

23-002 Common Exit
From WIOA Partner
Programs

AJC & WIOA

Policy

3/16/2023

23-003 Title I Formula
Allocation Methodology

AJC & WIOA

Policy

3/16/2023

23-004 Trade
Payments
Reconciliation

Vets

Policy

3/16/2023

23-005 Veteran
Referral Process

AJC & WIOA

Policy

3/16/2023

23-006 Financial
Reporting
Requirements

AJC & WIOA

Policy

7/13/2023

Data Validation (with
attachments)

AJC & WIOA

Policy

10/19/2023

23-012 Kentucky
Career Center American
Job Center Common
Identifier and Kentucky
Career Center Brand
Guidelines

Memo

3/28/2022

DWI Expected
Performance Measures
FY22 & PY23

AJC & WIOA

Policy

3/16/2023

Grievance and Appeals
Procedures for WIOA
Program

Guidance/Procedure

8/22/2022

KY Workforce
Innovation Board By-
Laws

Vets

Guidance/Procedure

3/16/2023

Standard Operating
Procedures Jobs for
Veterans State Grant
(JVsSG)
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B. DESCRIBE HOW THE STATE INTENDS TO USE GOVERNOR’S SET ASIDE FUNDING FOR
MANDATORY AND DISCRETIONARY ACTIVITIES, INCLUDING HOW THE STATE WILL
CONDUCT EVALUATIONS OF TITLE 1 ADULT, DISLOCATED WORKER, AND YOUTH ACTIVITIES.

Allocation set aside by WIOA for the Governor’s discretionary fund, known as the Kentucky
Statewide Reserve Fund, are divided into three primary categories of investment:

* Local innovation allocated to innovative workforce development projects on the local or
regional level

¢ Local implementation of the Governor’s priorities

« State investment in the Governor’s priorities; including on-going state transformational
activities such as the evaluation mentioned below

Monitoring Title I Adult, Dislocated Worker, and Youth activities under WIOA is a crucial
process to ensure effective program implementation. Kentucky will evaluate on the following:

Performance Metrics Assessment:

o Title I Adult, Dislocated Worker, and Youth Activities programs must be evaluated based
on performance metrics. These metrics include employment outcomes, skill gains, and
participant satisfaction.

e We collect data on employment placement rates, earnings, credential attainment, and
retention for participants in these programs.

o Regularly assess whether the programs are meeting their intended goals and making a
positive impact on participants’ lives.

Program Monitoring and Compliance:

e We will conduct regular monitoring of service providers and local workforce
development areas.

e We will ensure that providers adhere to program guidelines, maintain fiscal integrity,
and deliver quality services.

e We will do compliance checks that cover areas such as participant eligibility, service
delivery, and financial management.

Stakeholder Engagement:

e We will involve key stakeholders, including local Workforce Development Boards
(WDBs), employers, participants, and community organizations.

o We will Seek feedback on program effectiveness, identify challenges, and explore
opportunities for improvement.

e We will hold regular meetings and surveys that can facilitate this engagement.
Data Analysis and Reporting:
e Analyze program data to identify trends, strengths, and areas for improvement.

e Generate performance reports that highlight achievements, challenges, and
recommendations.
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e Transparency in reporting ensures accountability and informs decision-making.
Continuous Improvement:
e Use evaluation findings to make data-driven decisions.
e Adjust program strategies, allocate resources effectively, and enhance service delivery.
e Encourage innovation and collaboration to improve outcomes.
Technical Assistance and Training:

e Provide technical assistance and training to program staff, service providers, and local
WDBs.

e Ensure they understand program requirements, evaluation processes, and best
practices.

And our comprehensive assessment of participants will ensure effective workforce
development. Kentucky assessment process will include:

e Participant Needs and Goals: Assess participants’ employment and training service
needs, including their career goals and aspirations.

e Academic Levels: Evaluate their educational background and academic levels.
e Prior Work Experience: Understand their work history and relevant skills.

e Occupational Skill Levels and Abilities: Determine their existing skills and abilities
related to specific occupations.

e Supportive Service Needs: Identify any additional support services (e.g., transportation,
childcare) required for successful participation.

e Barriers and Strengths: Recognize both obstacles (barriers) and strengths that may
impact their progress.

e Employability Potential and Developmental Needs: Assess their overall employability
and areas for growth.

By considering these factors, Kentucky can tailor their programs to meet the unique needs of
participants and enhance workforce outcomes.

C. DESCRIBE HOW THE STATE WILL UTILIZE RAPID RESPONSE FUNDS TO RESPOND TO
LAYOFFS AND PLANT CLOSINGS AND COORDINATE SERVICES TO QUICKLY AID COMPANIES
AND THEIR AFFECTED WORKERS. STATES ALSO SHOULD DESCRIBE ANY LAYOFF AVERSION
STRATEGIES THEY HAVE IMPLEMENTED TO ADDRESS AT RISK COMPANIES AND WORKERS.

Rapid Response is a funded service through Rapid Response funds. Trade is required to be a
part of Rapid Response and is required to provide Rapid Response services to potential Trade
impacted workers. Lay-off aversion and such are handled through the Rapid Response unit.
Information regarding company closures and statewide Rapid Response information is
provided by staff within our Office of Employment and Apprenticeship Services.

D. DESCRIBE THE STATE POLICIES AND PROCEDURES TO PROVIDE RAPID RESPONSES IN
CASES OF NATURAL DISASTERS INCLUDING COORDINATION WITH FEMA AND OTHER
ENTITIES.
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Rapid Response strategies and initiatives play a pivotal role in addressing closures, layoffs, or
extensive job dislocations, including those arising from natural disasters. The paramount goal is
to expedite the transition of dislocated workers into new employment opportunities. In
instances of natural disasters, the Rapid Response emergency assistance provisions are tailored
to align with the unique characteristics of the disaster. The Kentucky Career Center (KCC) Rapid
Response Unit operates collaboratively under the direction of the Kentucky Emergency
Management (KEM) accessible at https://kyem.ky.gov/ and the Federal Emergency
Management Association (FEMA) at https://www.fema.gov/.

Within the bounds of reasonableness, necessity, and permissibility, the Rapid Response
initiative may extend guidance and financial support to establish local community transition
teams. These teams play a crucial role in organizing support for dislocated workers and
addressing the fundamental needs of their families, encompassing provisions for heat, shelter,
food, clothing, and other essential services. The collaborative effort goes beyond the resources
and capabilities of the KCC alone. Following the immediate and initial response, if required, the
KCC Rapid Response Unit will closely coordinate with KEM and FEMA to facilitate the delivery
of services for the project, including the involvement of local workforce development area Rapid
Response teams. This coordination may also involve the submission of an application for a
National Dislocated Worker Grant, if deemed necessary.

The procedural steps outlined below articulate the actions to be taken by the agency
responsible for managing the aftermath of a disaster, all within the context of the WIOA state
plan:

1. Identification of the affected location WIOA area(s) and specific counties - overseen by
the KCC State Rapid Response Unit.

2. Contacting the appropriate WIOA area designees for both the workforce development
board and fiscal agent - managed by the KCC State Rapid Response Unit.

3. Establishing communication with KEM and FEMA - coordinated by the KCC State Rapid
Response Unit.

4. Ensuring robust communication and collaboration between KCC Rapid Response efforts
and the initiatives of KEM and FEMA - directed by the KCC State Rapid Response Unit.

5. Discussion on the extent of the disaster and the availability of dislocated worker funds -
led by the KCC State Rapid Response Unit.

6. Deliberation on projected participant service levels and re-employment need to address
disaster-related outcomes - overseen by the KCC State Rapid Response Unit

7. Providing Rapid Response Additional Assistance funding request forms to local WIOA
area(s) for additional funds - managed by the KCC State Rapid Response Unit.

8. Processing and reviewing the Rapid Response Additional Assistance application and
making recommendations for funding - handled by the KCC State Rapid Response Unit.

9. Informing the local WIOA area designee about the approval of the award by the KCC
Rapid Response Unit.

10. Determining is an application for National Dislocated Worker Grant funds is necessary -
a responsibility of the KCC State Rapid Response Unit.
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The policies and protocols developed through collaborative efforts will be implemented in the
event of any subsequent significant natural disaster.

E. DESCRIBE HOW THE STATE PROVIDES EARLY INTERVENTION (E.G., RAPID RESPONSE) AND
ENSURES THE PROVISION OF APPROPRIATE CAREER SERVICES TO WORKER GROUPS ON
WHOSE BEHALF A TRADE ADJUSTMENT ASSISTANCE (TAA) PETITION HAS BEEN FILED.

(SECTION 134(A)(2)(A) AND TAA SECTION 221(A)(2)(A).) THIS DESCRIPTION MUST
INCLUDE HOW THE STATE DISSEMINATES BENEFIT INFORMATION TO PROVIDE WORKERS
IN THE GROUPS IDENTIFIED IN THE TAA PETITIONS WITH AN ACCURATE UNDERSTANDING

OF THE PROVISION OF TAA BENEFITS AND SERVICES IN SUCH A WAY THAT THEY ARE
TRANSPARENT TO THE DISLOCATED WORKER APPLYING FOR THEM (TRADE ACT SEC.
221(A)(2)(A) AND SEC. 225; GOVERNOR-SECRETARY AGREEMENT). DESCRIBE HOW THE
STATE WILL USE FUNDS THAT HAVE BEEN RESERVED FOR RAPID RESPONSE TO PROVIDE
SERVICES FOR EVERY WORKER GROUP THAT FILES A TAA PETITION AND HOW THE STATE
WILL ENSURE THE PROVISION OF APPROPRIATE CAREER SERVICE TO WORKERS IN THE
GROUPS IDENTIFIED IN THE PETITION (TAA SEC. 221(A)(2)(A)).NOTE: UNTIL THE TAA
PROGRAM IS REAUTHORIZED, THE REQUIREMENTS TO PROVIDE RAPID RESPONSE AND
APPROPRIATE CAREER SERVICES TO WORKER GROUPS ON WHOSE BEHALF A PETITION HAS
BEEN FILED IS NOT APPLICABLE.

Rapid Response activities include services from the following agencies:
e State and local economic development
e State and local Unemployment Insurance Benefit Programs
e Labor Market Information programs of OEAS, CDO, Adult Education, CPE, OVR
e State and local health and family services programs
e Local health departments
e Trade Adjustment Assistance Program (if qualified)
e The USDOL Employee Benefit Security Administration
e  WIOA one-stop system Dislocated Worker Program services

Rapid Response services are designed to be seamless with other local one-stop services.
Employees and employers receive one-stop service information during their respective service
sessions. Also, during the initial on—site meeting, the local coordinator assesses whether the
employer meets the criteria of a trade impacted employer in accordance with the standards
established by the Trade Adjustment Assistance Act as amended. The local coordinator assists
the employer with the completion and submission of a trade petition to the Office of Trade
Adjustment Assistance.

In Kentucky, the Rapid Response program operates in essentially the same manner regardless
of whether a TAA petition or certification is involved.

The state extends Rapid Response services to all worker groups (or on an individual basis, if
applicable) covered by a TAA petition just as it provides Rapid Response services to any worker
group that has been or will be permanently laid off.

In most cases, the state and its local Rapid Response team are already aware of a given
dislocation event and Rapid Response activities are underway before a TAA petition is filed. If a
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TAA petition is the first notice of a dislocation event, the state will notify the local Rapid
Response team, which will contact the employer and associated union(s) to plan worker
transition services.

The minimum level of services extended must conform to established requirements described
in the Statewide Activities section. When Rapid Response is extended to potentially TAA eligible
worker groups, basic TAA program information must be shared, including the program
enrollment process should certification occur. If the state does not have access to the worker
group prior to layoff; the state will use UI claimant information to identify potentially affected
workers. In this situation, the local Rapid Response team will be required to extend outreach to
the laid off workers using contact information obtained from Ul.

At minimum, the outreach materials must include information about the WIOA Dislocated
Worker Program and basic information explaining the TAA program.

Alocal area may request Rapid Response funding in the form of Dislocation Grants and
Additional Assistance Grants to serve potentially TAA—eligible worker groups in the same
manner it requests funds for all other worker groups. The only difference is that Additional
Assistance funding can’t be used to fund training once a worker group is covered by a TAA
certification. If a TAA petition is certified, the state’s TAA program is responsible for identifying
individuals potentially eligible under the certification through worker lists supplied by the
employer and/or Ul claimant information.

The TAA program then uses a standard mailer to contact the potentially eligible individuals,
inviting them to attend a Trade Orientation Session to learn about program benefits and
register. At Trade Orientation Sessions, TAA program staff review program benefits, the process
for accessing the benefits, and critical deadlines. Orientation participants are also provided
written materials and referred to a handbook that covers the TAA program benefits, specific to
the participant’s TAA amendment year.

A representative from the WIOA Dislocated Worker program is present during orientation
sessions to cover basic information about that program, enrollment and an explanation of the
advantages of dual enrollment.

Kentucky is committed to continually exploring ways to make TAA program information more
user friendly and improve coordination between the TAA and WIOA programs. Rapid Response
teams are familiar with benefits and services offered under the trade program and attend all
local or statewide trade trainings.

B. ADULT AND DISLOCATED WORKERS PROGRAM REQUIREMENTS
1. WORK-BASED TRAINING MODELS

If the State is utilizing work-based training models (e.g. on-the-job training, incumbent worker
training, transitional jobs, and customized training) as part of its training strategy and these
strategies are not already discussed in other sections of the plan, describe the State’s strategies
for how these models ensure high quality training for both the participant and the employer.

In alignment with the Education and Labor Cabinet’s increased focus on work-based

learning, the services are actively engaging employers to develop positions offering integrated
training and educational components. To further this initiative, all WIOA Title I and Trade
programs are undergoing revisions to encompass expanded opportunities for on-the-job
training, work experience, and Registered Apprenticeships.
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2. REGISTERED APPRENTICESHIP

Describe how the State will incorporate Registered Apprenticeship into its strategy for service
design and delivery (e.g., outreach to sponsors and prospective sponsors, identifying potential
participants and connecting them to apprenticeship opportunities).

In the commitment to incorporating Registered Apprenticeship Programs (RAP) into the state's
service design and delivery strategy for the next four years, the Office of Employer and
Apprenticeship Services (OEAS) places a strong emphasis on outreach to sponsors and
prospective sponsors, identifying potential participants, and connecting them to apprenticeship
opportunities. We recognize that collaboration with various workforce partners across the state
is pivotal to this endeavor, and the Kentucky Career Center serves as the unifying force
connecting these efforts.

The approach encompasses working closely with a range of internal workforce partners,
including the Office of Adult Education, Kentucky Department of Libraries and Archives, Career
Development Office, Office of Vocational Rehabilitation, Kentucky Governor’s Office of Early
Childhood, and the Workforce Innovation Board. This collaboration ensures a holistic approach
to identifying and connecting potential participants with apprenticeship opportunities.

The Kentucky Career Center plays a central role in this process, acting as the linchpin in
coordinating the efforts of all these partner organizations. As the connector, the Career Center
ensures that orders and information are efficiently cascaded down to the local level, thus
bridging the gap between workforce partners and prospective sponsors.

Through this concerted effort, we aim to achieve the following:

1. Seamless Outreach: Our engagement with workforce partners ensures a coordinated and
comprehensive approach to reaching out to both sponsors and potential participants. By
pooling resources and expertise, we can effectively target employers interested in the
apprenticeship model and individuals eager to participate.

2. Enhanced Identification: The collaboration with various partners enables us to tap into a
wider network and expertise pool for identifying potential participants. By leveraging their
specific insights and resources, we can better tailor our approach to various demographics and
industries.

3. Efficient Connection: The Kentucky Career Center's role as the central connector streamlines
the process of matching potential apprentices with suitable opportunities. This not only reduces
friction in the registration and placement process but also ensures that apprentices are
connected with sponsors that align with their skills and career aspirations.

4. Education and Training Coordination: Our association with local community colleges
(KCTCS), high schools, and the Department of Career and Technical Education allows us to align
educational and training resources with the needs of sponsors, ensuring that apprentices are
well-prepared for their roles.

By working in close concert with our network of workforce partners and with the Kentucky
Career Center as the linchpin, our state plan will harness the collective strength of these entities
to propel Registered Apprenticeships into the forefront of our workforce development strategy.
This approach guarantees a robust and comprehensive program that efficiently identifies
potential participants, links them with apprenticeship opportunities, and strengthens the
overall workforce fabric of Kentucky.
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3. TRAINING PROVIDER ELIGIBILITY PROCEDURE

Provide the procedure, eligibility criteria, and information requirements for determining
training provider initial and continued eligibility, including Registered Apprenticeship
programs (WIOA Section 122).

Kentucky'’s Eligible Training Provider List (ETPL) is a web-based system that allows training
institutions to electronically submit their applications for approval by the Department of
Workforce Development (DWD). Training institutions and their programs that meet specific
criteria may be eligible for Kentucky’s ETPL. Eligible training providers may deliver
occupational training programs to Workforce Innovation and Opportunity Act (WIOA)
participants. Training institutions, LWDAs, KCCs, as well as the public at-large, may access the
list of approved providers at www.etpl.ky.gov.

The purpose of this policy is to provide new information, criteria and procedures for the Eligible
Training Provider Listing (ETPL) usage and implementation. This policy addresses the activities
of the local workforce development areas (LWDAs), Kentucky Career Center (KCC) staff, as well
as those providers wishing to offer services to individuals whose training is funded through the
Workforce Innovation and Opportunity Act of 2014. This update also includes guidance on the
inclusion of Registered Apprenticeship programs into the ETPL functions.

ETPL Application Process

The application process begins with the submission of three types of information:
1. Information regarding the Training Provider Agency or Entity
2. Information about Program Offerings
3. Student Data Collection

For information referenced in numbers 1 and 2, the information is collected via the ETPL
website (https://etpl.ky.gov). The third piece is collected through a partner agency, the
Kentucky Center for Statistics (KYSTATS).

The following is an overview of the steps required for completing the application process:

1. Creation of ETPL Account: Using the ETPL website (https://etplky.gov), providers
create an account to access the system. Providers must provide basic information such
as Federal Employee Identification Number, email, and designation of ‘provider type.’
Providers fall under one of four types (categories):

HEA Title IV Funded School
Proprietary School

Registered Apprenticeship

s WMo

Other (includes non-profits and schools such as cosmetology, faith-based, and mortuary
science schools that do not fall under the purview of the Commission on Proprietary
Education).

Any private, for-profit provider of training classes within Kentucky must have registered and
received a proprietary license issued by the Kentucky Commission on Proprietary Education

before they may be included on the ETPL. More information about the Kentucky Commission
on Proprietary Education can be found at http://kcpe.ky.gov/.

Page 159


http://www.etpl.ky.gov/
https://etpl.ky.gov/
https://etpl.ky.gov/
http://kcpe.ky.gov/

Upon creation of the ETPL account, the provider submits the necessary information to the
state’s ETPL Coordinator. Once the information is reviewed and the account is approved by the
Coordinator, the provider receives approval to access the ETPL site.

2.

Completion of the Provider Application: The Provider Application is located within
the ETPL website and captures pertinent information about the provider. Providers
must successfully complete this step before training programs will be considered for
approval and inclusion. Information collected on the application includes:

Year institution/entity established
Proprietary license number (if applicable)
Refund policy information

Narrative discussions regarding ability to provide training to individuals who are
employed; ability to provide training to those with barriers to employment; how the
provider is partnered with local business; and how training services align with local, in-
demand industry sectors and in-demand occupations

Compliance with the 1990 Americans with Disabilities Act (ADA)

Provider’s ability to provide an accessible training site to those with limited mobility
How provider collects student data (required for WIOA reporting)

A copy of the provider’s Equal Opportunity Employment Plan

A copy of the provider’s Limited English Proficiency Plan (LEP)

Completion of Program Application*: Providers must complete an application for
each program they wish to be included on the ETPL. Information collected for each
program includes:

a. Program name
b. CIP code (link to codes provided on application screen)
c. Training program description
d. Date program established
e. Tracking plan to gather student data (required for WIOA)
f. HEA status (approved or not)
Degree or certificate awarded
h. Length of training program
i. Availability of online program

j-  Costs of training program (tuition, textbooks, supplies, fees, miscellaneous costs)

Address of training program (Providers with programs at multiple locations/campuses do not
have to submit multiple applications; instead, they can list multiple locations for each program.)
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4. Register with and upload student data to KYSTATS: The KYSTATS website,
https://kystats.ky.gov, gives detailed instructions on how providers can register and
submit student level data. PLEASE NOTE: In-state colleges and universities that submit
their student level data to the Council on Postsecondary Education (CPE) are exempt
from this step because KYSTATS already has access to CPE’s information.

*Application Process for Registered Apprenticeship (RA) Programs: Because of the difference in
the nature and oversight of the programs, the path for application to ETPL is somewhat
different for Registered Apprenticeship Programs. By WIOA statute (Section 122), all Registered
Apprenticeship Programs that express interest in being listed on ETPL must be included.
Registered Apprenticeship Providers still must create an account and register on the ETPL
website. However, they do not have to complete the Provider Application as their inclusion in
the state’s RA listing serves as approval. Once the RA program applies—and inclusion is verified
on the state RA list -- the program will be approved by the state’s ETPL Coordinator and placed
on the ETPL website.

ETPL Approval Process

Once the provider has completed all necessary application steps, the state ETPL Coordinator
will review and approve programs. Programs that meet all requirements, and that fall within
one of the in-demand industry sectors utilized by the ten local workforce development areas,
will be approved. Programs that do not meet all requirements, or that fail to send complete
information, will be placed in pending status until the issues can be resolved or requirements
can be met. Programs that fall under the ‘proprietary’ category can also be placed in pending
status if there is an issue with their good standing with the Kentucky Commission on
Proprietary Education. Once issues are resolved, the proprietary school can be placed in good
standing.

Removal from the ETPL
Removal from the ETPL may occur for various reasons, including:

1. Training Provider representatives may, in writing, request to have their school and/or
program removed from the ETPL for any reason at any time;

2. Training Providers that willfully and knowingly submit false information will be
removed;

3. Training Providers that fail to meet required Subsequent Eligibility Requirements will
be removed; and

4. Training Providers that fail to maintain required certifications and licenses will be
removed.

Subsequent Eligibility Determination

Programs will be evaluated on a biannual basis to determine subsequent eligibility based on
student performance data. To remain on the list, providers must maintain a completion rate of
20% and an entered employment rate of 50%.

Program Performance Listing on ETPL (Program Report Card)

In allowing for greater informed consumer choice, the following performance data for each
program will be displayed with the program listing:

1. completion rate (number completed);
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entered employment rate (employed second quarter after exit);
employment retention rate (employed fourth quarter after exit);

average earnings (median earnings second quarter after exit); and

ook W N

skills credential.

Local boards, with the creation and implementation of local written policy, have the option of
requiring higher levels of performance for programs, as well as requesting additional
performance information from providers.

Submission of Student Level Data

Training Providers will be required to submit student level data on ALL participants in listed
programs each year for inclusion on ETPL. This information will be submitted through the
KYSTATS website, https://kystats.ky.gov. Programs cannot be approved until data submission
has been accepted and passed necessary validation of completion. The list of required data is
found on the KYSTATS website. All data must be submitted no later than January 31st of the
following program year.

Exclusions from Performance Calculations

Individuals may be excluded from performance if they did not complete the course/program
due to any of the following: 1) institutionalized; 2) health/medical or family care; 3) deceased;
or 4) member of military forces called to active duty.

Utilizing Out-of-State Training Providers

Kentucky allows out-of-state schools/programs to apply to be on the ETPL via a Reciprocal
Agreement if the school or program accepts Kentucky Educational Excellence Scholarship
funding (www.kheaa.com).

Compliance and Monitoring

Training Providers that receive federal financial assistance under WIOA Title [ must comply
with the Americans with Disabilities Act (ADA) of 1990 and the nondiscriminatory and Equal
Employment provisions of federal law. Compliance for both is monitored through the
application process and a desk review of submitted documents and plans. Performance
monitoring of providers will take place through the yearly submission of student data and
subsequent analysis.

Additional Information Requested includes:

The Commonwealth of Kentucky leverages technology and online resources for individuals in
rural areas to better align them with the eligible training providers under WIOA and pursue
their career goals. This includes:

e Online Resources: Utilize online resources provided by the KCC (Kentucky Career
Centers), which often includes a statewide database of eligible training providers and
programs.

e Virtual Tours and Information Sessions: Many training providers offer virtual tours and
information sessions online. The Commonwealth of Kentucky will take advantage of this
resource in the KCC and online to learn more about the programs offered.
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e Webinars and Workshops: The statewide KCC network is tasked to search for webinars
and workshops hosted by training providers or workforce development organizations.
These can provide valuable insights into available programs and eligibility
requirements.

o Remote Counseling Services: The KCC network will promote the use of remote
counseling services via phone or videoconferencing. This will continue into scheduling
an appointment to discuss individuals' training options and help with navigating the
process.

e Online Reviews and Testimonials: The Commonwealth of Kentucky will research
training providers online and look for reviews and testimonials from past participants,
which will help gauge the quality and effectiveness of their programs.

o Networking and Peer Support: Encourage individuals to join online forums or social
media groups related to the field they're interested in. Connecting with peers and
professionals in their industry of interest can provide valuable insights and
recommendations for individuals.

These metrics will be assessed through the KCC network. The ETPL coordinator will receive the
data, review it, and recommend efficiencies if necessary.

Information reported to state agencies on federal and state training programs other than
WIOA Title I-B programs:

Kentucky, in collaboration with state agencies and workforce development partners, is
committed to increasing data sharing. This sharing will focus on disseminating information
about education and employment outcomes and best practices among employers. The aim is to
foster a deeper understanding of these outcomes and facilitate the adoption of effective
employer practices.

Our dedicated staff has made significant strides in ensuring the Eligible Training Provider
Listing (ETPL) is a true reflection of Kentucky's diverse and inclusive workforce development.
This comprehensive listing proudly features agencies from various sectors, including the
Kentucky Department of Education, Office of Career and Technical Education, Kentucky Council
on Postsecondary Education, Kentucky Commission on Proprietary Education, Association of
Independent Kentucky Colleges and Universities, Kentucky Education and Labor Cabinet,
including the Office of Employer and Apprenticeship Services, and Office of Adult Education.

The ETPL Steering Committee will continue as a vital sub-function of KWIB and play a crucial
role in ensuring the Eligible Training Provider Listing (ETPL) remains comprehensive and
accessible for all prospective participants. This committee, which includes representatives from
various organizations and independent training providers, is a testament to Kentucky's
unwavering commitment to diversity and inclusivity in workforce development. Their
dedication ensures that the ETPL is a reliable resource for all.

In addition to the WIOA Title I-B programs, Kentucky reports on federal and state training
initiatives. These programs play an important role in workforce development. The Title II Adult
Education program focuses on adult education and literacy services, which assist people
improve their skills and knowledge. Title IlI-Wagner-Peyser provides employment services and
labor market information to help job seekers find work. Title IV-Vocational Rehabilitation
Services help people with disabilities achieve their job goals by providing the necessary support
and resources. These programs help to establish a strong and inclusive workforce system that
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benefits both job seekers and employers. We provide training to help us meet the WIOA Title Il
standards outlined in Section 203. Our counseling staff searches the approved provider list to
find training providers for the people we serve. The Perkins Center offers many training
programs, including cosmetology, oil lubrication, and forklift training.

Timeliness and accuracy of ETP's performance reports.

To ensure the accuracy of ETP data, the Commonwealth of Kentucky performs annual data
validation against all ETPs. Validated data consists of previously submitted student data,
training program, and provider information.

The ETP must meet the minimum enrollment threshold before they are queried in the data
validation process. The enrollment threshold is as follows:

1. An ETP must have a minimum of fifteen (15) WIOA participants enrolled in its combined
program offerings over a two (2) year period.

The state must describe what it considers to be a “substantial violation of the
requirement to timely and accurately submit all required information...” Are there any
other factors than not submitting an annual report?

Substantial violations in submitting reporting information for the ETPL involve significant
delays or inaccuracies that hinder the list's proper functioning or integrity. This could include
consistently missing deadlines or providing incomplete or erroneous data. Penalties for such
violations will vary according to Cabinet policies.

4. DESCRIBE HOW THE STATE WILL IMPLEMENT AND MONITOR FOR THE ADULT PRIORITY
OF SERVICE REQUIREMENT IN WIOA SECTION 134 (C)(3)(E) THAT REQUIRES AMERICAN JOB
CENTER STAFF, WHEN USING WIOA ADULT PROGRAM FUNDS TO PROVIDE INDIVIDUALIZED
CAREER SERVICES AND TRAINING SERVICES, TO GIVE PRIORITY OF SERVICE TO RECIPIENTS
OF PUBLIC ASSISTANCE, LOW-INCOME INDIVIDUALS, AND INDIVIDUALS WHO ARE BASIC
SKILLS DEFICIENT (INCLUDING ENGLISH LANGUAGE LEARNERS).

In adhering to the Adult Priority of Service requirement in WIOA section 134(c)(3)(E), which
mandates that American Job Center staff prioritize recipients of public assistance, low-income
individuals, and individuals who are basic skills deficient (including English language learners)
when using WIOA Adult program funds for individualized career and training services, the
Office of Employer and Apprenticeship Services, in collaboration with the ETPL Coordinator, is
dedicated to a proactive and vigilant approach.

To effectively implement and monitor this priority of service requirement, we have devised a
multifaceted strategy:

1. Training and Capacity Building: The Office of Employer and Apprenticeship Services and the
ETPL Coordinator will collaborate closely with state and local Workforce Innovation Boards and
local WIOA contractors. This partnership is instrumental in ensuring that front-line employees,
including American Job Center staff, are well-informed and adequately trained on the
requirements and nuances of the priority of service provisions. This training will equip them
with the knowledge and skills necessary to identify and provide specialized services to eligible
individuals promptly.

2. Clear Guidelines and Procedures: We are committed to developing and providing clear and
concise guidelines and procedures that outline how the priority of service should be
implemented in practice. These guidelines will include detailed instructions on identifying
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eligible individuals and the specific services and support they are entitled to under WIOA. By
disseminating this information throughout our workforce network, we ensure consistent and
equitable service delivery.

3. Application Monitoring: The implementation of the Adult Priority of Service requirement
also necessitates robust application monitoring processes. Our strategy includes training front-
line staff and monitors to ensure that WIOA applications for services are not only processed
efficiently but also filled out completely and accurately. This proactive approach helps in the
accurate determination of eligibility and prevents inadvertent discrimination against eligible
individuals.

4. Regular Audits and Compliance Checks: To maintain accountability and adherence to the
priority of service requirement, we will conduct regular audits and compliance checks. This
includes periodic reviews of service delivery to verify that the priority individuals are receiving
the support they are entitled to, as well as assessing the accuracy and completeness of
application processes.

5. Feedback Mechanisms: We will establish mechanisms for feedback and reporting. Front-line
staff, monitors, and clients will have channels through which they can report concerns or
violations of the priority of service requirement. This feedback loop ensures that any issues are
addressed promptly and that corrective actions are taken.

In conclusion, our approach to implementing and monitoring the Adult Priority of Service
requirement in WIOA is comprehensive and focused on ensuring equitable access to services for
the specified priority groups. Through training, clear guidelines, application monitoring, audits,
and feedback mechanisms, we aim to create a system that not only adheres to federal
regulations but also reflects our commitment to the welfare and development of all eligible
individuals in our state. This approach ensures that the American Job Center staff provide
tailored, supportive, and effective services to those who need them most.

5. DESCRIBE THE STATE’S CRITERIA REGARDING LOCAL AREA TRANSFER OF FUNDS
BETWEEN THE ADULT AND DISLOCATED WORKER PROGRAMS

Under the Workforce Innovation and Opportunity Act (WIOA), a local workforce board may
transfer up to 100 percent of an area's program year formula allocation between adult and
dislocated worker funds. This authority is provided under WIOA as long as the request meets
the Governor's approval.

Policy 16-008 provide the guidance and parameters for transferring up to 100 percent of a
program year allocation for adult employment and training activities and up to 100 percent of a
program year allocation for dislocated worker employment and training services between the
two programs.

Request of funds -- The transfer request must be submitted on the attached form and contain
the following information:

e Justification for the transfer (e.g. depletion of current funds, why a need to transfer,
etc.);

e How the funds transfer will impact the participant levels in both programs;
e Transfer's effect on potential recipients of services under each funding stream.

e Description of expected impact on WIOA performance outcomes for both funding
streams; and
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e Assurance of adequate funding for remainder of program year.
Funds not subject to transfer requests - The following funds are not subject to transfer:

e Adult or dislocated worker funds reallocated by the Department of Workforce
Development;

e Funds awarded to the state under National Dislocated Worker Grants (NDWG);
e Funds reserved under the Governor's 15 percent discretionary rules; and

e Youth Funds Considerations - Transfer requests may be submitted anytime during the
two-year period of availability of funds.

Funds transferred must stay within the original year of obligation. They must also stay within
their respective obligation time period. Accordingly, local areas cannot transfer funds between
program years. In addition, local areas must ensure that funds are not overdrawn during the
time a transfer takes place. If this occurs, the transfer will not be approved.

When submitting a transfer of funds request, the request MUST include the following:

e Current labor market information to assess justification for the request to transfer the
funds.

e Current performance data to assess justification in the transfer of funds.
e Summarization of the outreach process and recent increases in numbers.

o How the transfer will affect the cost per participant and the LWDB has adjusted the cost
per participant for the local area

e Assurance that the LWDB has made every effort to recruit and market the availability of
services to participants

Local Workforce Development Boards (LWDBs) should be aware that the lack of or a limited
number of participants for a particular funding stream does not automatically provide
justification for a transfer of funds from one program to another program.

Requests for transfers must be made by email and must be signed by the designated fiscal agent.
LWDBs should consult with Program Directors to ensure that funding requests are in line with
local and regional plans with regard to the ability to serve adult and dislocated workers based
on area needs and percentages.

Implications of transferring 100 percent of funds - Local areas may not apply for additional
assistance funds based on the contention of dislocated worker allocation "formula insufficiency”
resulting from the transfer. However, if a local area transfers 100 percent of its dislocated
worker formula funds and a dislocation event occurs in the local area, (e.g., specific employer
layoff or disaster that changes the local economic conditions), the state will consider a local area
request for additional assistance funds on a case-by-case basis.

Monitoring - At the local level, the workforce development area and/or the fiscal agent must
conduct oversight of the transfer of WIOA adult and dislocated worker funds to ensure the
transfer is being completed per this policy.

Through the state's monitoring system, fiscal monitors will review the area's transfer of adult
and dislocated worker funds during the annual onsite monitoring review for compliance with
federal and state laws and regulations.
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Any issues will be handled through the state's monitoring resolution process. Submission
Process - LWDAs shall submit the completed form to Compliance.Unit@ky.gov for processing.

6. DESCRIBE THE STATE’S POLICY ON WIOA AND TAA CO-ENROLLMENT AND WHETHER AND
HOW OFTEN THIS POLICY IS DISSEMINATED TO THE LOCAL WORKFORCE DEVELOPMENT
BOARDS AND REQUIRED ONE-STOP PARTNERS. TRADE ACT SEC. 239(F), SEC. 235, 20 CFR

618.325, 20 CFR 618.824(A)(3)(1).

POLICY NAME: CO-ENROLLMENT REQUIREMENTS FOR ALL ONE-STOP PARTNERS POLICY
NUMBER: 18-001 DATE OF ISSUE: Reissued March 1, 2023 EFFECTIVE DATE: April 6, 2021

PURPOSE: The One Workforce System embraces a culture of a united workforce so that a
customer may be served by any staff member within a Kentucky Career Center. In order to
implement this policy, individuals enrolled in WIOA Title [ Adult and Dislocated Worker
Programs must be co-enrolled in both Wagner-Peyser and the Trade Adjustment Assistance
(TAA) Programs, if applicable. Although WIOA encourages co-enrollment in all four core
programs (i.e., WIOA Title I, Wagner-Peyser, Vocational Rehabilitation and Adult Education) this
policy addresses REQUIRED co-enrollment of participants under the WIOA Title I Adult and
Dislocated Worker (DW) programs, Wagner-Peyser, and the Trade Adjustment Assistance. In
addition to the USDOL required co-enrollment with the WIOA DW program, based on the needs
of the trade-affected worker, co-enrollment can be further enhanced and expanded to include a
broad range of services available through other workforce programs in order to produce
successful outcomes. Such programs include, but are not limited to, Wagner-Peyser Act
Employment Service (ES) activities, WIOA Adult program, WIOA Dislocated Worker Grant
(DWG) program, Unemployment Insurance (UI), other WIOA partner programs, faith-based and
community-based programs, vocational rehabilitation services, and services for veterans

activities will be co-enrolled in Wagner-Peyser, WIOA, and if eligible Trade Adjustment
Assistance through an automated process in the state’s official system of record. Staff shall
ensure the correct activities are recorded for the respective programs and verify DOB/Vets
information in the system of record. Customers will then be co-enrolled and counted in both
Wagner-Peyser, WIOA, and if eligible Trade Adjustment Assistance (TAA) performance
measures. Under 20 CFR §680.110(a), registration is the process for collecting information to
support a determination of eligibility. Participation occurs after the registration process when
the individual receives a staff-assisted WIOA service, which does not include self-service or
information activities. Under 20 §CFR §680.110 (b), adults and dislocated workers who receive
services funded under Title I other than self-service or informational activities must be
registered and must be a participant. If the customer is receiving services at a Kentucky Career
Center, staff should log into the system of record and select the DOB/Vets Verification tab in the
Customer Detail module. As part of the Welcome, Orientation, and Assessment (WOA), staff will
verify the customer’s DOB and Vets information, if applicable and record any activities that have
been completed. An overnight batch process will then look for activities that trigger co-
enrollment and the customer will be enrolled in both WIOA, Wagner-Peyser, and if eligible,
Trade Adjustment Assistance. Eligible registrants may access self-service and informational
services available at all locations. Customers may not receive any funded career or training
services until additional WIOA eligibility documentation has been completed. Staff should check
the DOB/VETS Verification tab in the system of record on prior registered customers who
return to any Career Center for services and update the record with proper DOB/VETS
information as legacy records will not have complete information. Staff should determine if the
current DOB documentation has expired and update as needed. FAILURE OF THE CUSTOMER
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TO PROVIDE NEEDED DOCUMENTATION SHALL NOT PRECLUDE DELIVERY OF SERVICES TO
THE CUSTOMER. TAA Program, WIOA DW, and DWG co-enrollment may provide trade-affected
workers with career and supportive services that are not available through the TAA Program.
DWG co-enrollment can be used to provide potential trade-affected workers with career,
training, and supportive services when state WIOA DW funds are not sufficient to provide such
services. Eligible trade-affected workers may receive DWG- funded training only if the available
training is not covered by the TAA Program. DWG and TAA funds must be managed in a
coordinated manner to best meet the needs of the trade- affected workers while abiding by all
applicable statutes, regulations, and federal policies. The DWG project guidance, TEGL No. 12-
19, provides more details on the circumstances for provisions of training. The Trade Act, as
amended, allows states to pay for a training program approved under the Act with TAA funds or
from other sources, but does not allow duplication of payment of training costs. (See 20 CFR
§618.625.) Under certain circumstances, a state can use funding from more than one program to
fund training; however, TAA funds can only reimburse training costs incurred after a trade-
affected worker was certified and determined individually eligible for TAA, and that training
must be TAA-approved. Additionally, 20 CFR §618.625(c) requires that the TAA Program be the
primary source of assistance to trade-affected workers. To the extent trade-affected workers
enrolled in the TAA Program require assistance or services not authorized under the TAA
Program, or for which TAA Program funds are unavailable or insufficient (including for required
employment and case management services), states must provide such assistance through other
federal programs, including programs in the AJC network.

7. DESCRIBE THE STATE’S FORMAL STRATEGY TO ENSURE THAT WIOA AND TAA CO-
ENROLLED PARTICIPANTS RECEIVE NECESSARY FUNDED BENEFITS AND SERVICES. TRADE
ACT SEC. 239(F), SEC. 235, 20 CFR 618.816(C)

Co-enrollment in multiple programs delivers comprehensive services to customers who have
barriers to employment. 20 C.F.R §679.560 describes the creation and content of the Local
Board'’s state plan. More specifically, (b)(2)(ii) dictates that Local Boards must describe how
they will work with entities carrying out core programs to develop career pathways and co-
enrollment, as appropriate.

Coordinating services and eliminating barriers to success early in the process will reduce the
likelihood that customers will have to re-enter the public workforce system in the future. WIOA
gives states the authority to establish policies and guidelines related to verifying WIOA and
Employment Services eligibility as long as the policies are consistent with WIOA, the WIOA
regulations, the Wagner-Peyser Act, the Trade Adjustment Assistance Act, among other
regulations, and federal statutes. Policy 18-001 provides the co-enrollment requirements for all
one-stop partner.

The One Workforce System embraces a culture of a united workforce so that a customer may be
served by any staff member within a Kentucky Career Center. In order to implement this policy,
individuals enrolled in WIOA Title [ Adult and Dislocated Worker Programs must be co-
enrolled in both Wagner-Peyser and the Trade Adjustment Assistance (TAA) Programs, if
applicable.

Although WIOA encourages co-enrollment in all four core programs (i.e.,, WIOA Title I, Wagner-
Peyser, Vocational Rehabilitation and Adult Education) this policy addresses REQUIRED co-
enrollment of participants under the WIOA Title I Adult and Dislocated Worker (DW) programs,
Wagner-Peyser, and the Trade Adjustment Assistance.
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In addition to the USDOL required co-enrollment with the WIOA DW program, based on the
needs of the trade-affected worker, co-enrollment can be further enhanced and expanded to
include a broad range of services available through other workforce programs in order to
produce successful outcomes. Such programs include, but are not limited to, Wagner-Peyser Act
Employment Service (ES) activities, WIOA Adult program, WIOA Dislocated Worker Grant
(DWG) program, Unemployment Insurance (UI), other WIOA partner programs, faith-based and
community-based programs, vocational rehabilitation services, and services for

veterans. Partnerships may be facilitated at the state and local board level, as that leadership is
deemed vital to the success of co-enrollment.

Adults and dislocated workers who receive KCC/ AJC services other than self-service and
informational activities will be co-enrolled in Wagner-Peyser, WIOA, and if eligible Trade
Adjustment Assistance through an automated process in the state’s official system of

record. Staff shall ensure the correct activities are recorded for the respective programs and
verify DOB/Vets information in the system of record.

Customers will then be co-enrolled and counted in both Wagner-Peyser, WIOA, and if eligible
Trade Adjustment Assistance (TAA) performance measures. Under 20 CFR §680.110(a),
registration is the process for collecting information to support a determination of
eligibility. Participation occurs after the registration process when the individual receives a
staff-assisted WIOA service, which does not include self-service or information activities.

Under 20 §CFR §680.110 (b), adults and dislocated workers who receive services funded under
Title I other than self-service or informational activities must be registered and must be a
participant. The state has established a standard for paperless co-enrollment registration based
on the definition of self-attestation and implemented through the Focus Career system. Once a
customer has registered in the Focus Career system, the information is electronically shared
and integrated into the system of record.

If the customer is receiving services at a Kentucky Career Center, staff should log into the
system of record and select the DOB/Vets Verification tab in the Customer Detail module. As
part of the Welcome, Orientation, and Assessment (WOA), staff will verify the customer’s DOB
and Vets information, if applicable and record any activities that have been completed. An
overnight batch process will then look for activities that trigger co-enrollment and the customer
will be enrolled in both WIOA, Wagner-Peyser, and if eligible, Trade Adjustment Assistance.

Eligible registrants may access self-service and informational services available at all locations.
Customers may not receive any funded career or training services until additional WIOA
eligibility documentation has been completed.

Staff are instructed to check the DOB/VETS Verification tab in the system of record on prior
registered customers who return to any Career Center for services and update the record with
proper DOB/VETS information as legacy records will not have complete information. Staff
should determine if the current DOB documentation has expired and update as

needed. FAILURE OF THE CUSTOMER TO PROVIDE NEEDED DOCUMENTATION SHALL NOT
PRECLUDE DELIVERY OF SERVICES TO THE CUSTOMER.

TAA Program, WIOA DW, and DWG co-enrollment may provide trade-affected workers with
career and supportive services that are not available through the TAA Program. DWG co-
enrollment can be used to provide potential trade-affected workers with career, training, and
supportive services when state WIOA DW funds are not sufficient to provide such services.
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Eligible trade-affected workers may receive DWG- funded training only if the available training
is not covered by the TAA Program. DWG and TAA funds must be managed in a coordinated
manner to best meet the needs of the trade- affected workers while abiding by all applicable
statutes, regulations, and federal policies. The DWG project guidance, TEGL No. 12-19, provides
more details on the circumstances for provisions of training.

The Trade Act, as amended, allows states to pay for a training program approved under the Act
with TAA funds or from other sources, but does not allow duplication of payment of training
costs. (See 20 CFR §618.625.) Under certain circumstances, a state can use funding from more
than one program to fund training; however, TAA funds can only reimburse training costs
incurred after a trade-affected worker was certified and determined individually eligible for
TAA, and that training must be TAA-approved. Additionally, 20 CFR §618.625(c) requires that
the TAA Program be the primary source of assistance to trade-affected workers. To the extent
trade-affected workers enrolled in the TAA Program require assistance or services not
authorized under the TAA Program, or for which TAA Program funds are unavailable or
insufficient (including for required employment and case management services), states must
provide such assistance through other federal programs, including programs in the AJC
network.

8. DESCRIBE THE STATE’S PROCESS FOR FAMILIARIZING ONE-STOP STAFF WITH THE TAA
PROGRAM. 20 CFR 618.804(]), 20 CFR 618.305

Training is delivered to staff during new employee orientations, region specific requests,
Program Specific Standard Operating Procedures, Handbook, annual conferences, monthly and
quarterly regional meetings including all partners/one stop staff and supervisors/leadership.
Additional trainings/communications are shared with all one-stop staff if a need is identified.

C.YOUTH PROGRAM REQUIREMENTS.

With respect to youth workforce investment activities authorized in section 129 of WIOA, States
should describe their strategies that will support the implementation of youth activities under
WIOA. State’s must-

1. IDENTIFY THE STATE-DEVELOPED CRITERIA TO BE USED BY LOCAL BOARDS IN
AWARDING GRANTS OR CONTRACTS FOR YOUTH WORKFORCE INVESTMENT ACTIVITIES AND
DESCRIBE HOW THE LOCAL BOARDS WILL TAKE INTO CONSIDERATION THE ABILITY OF THE
PROVIDERS TO MEET PERFORMANCE ACCOUNTABILITY MEASURES BASED ON PRIMARY
INDICATORS OF PERFORMANCE FOR THE YOUTH PROGRAM AS DESCRIBED IN SECTION
116(B)(2)(A)(I1) OF WIOA.** FURTHER, INCLUDE A DESCRIPTION OF HOW THE STATE
ASSISTS LOCAL AREAS IN DETERMINING WHETHER TO CONTRACT FOR SERVICES OR TO
PROVIDE SOME OR ALL OF THE PROGRAM ELEMENTS DIRECTLY.

11 Sec. 102(b)(2) (D) (D) (V)

The awarding of grants in a competitive or non-competitive process is completed in accordance
with the Kentucky’s procurement policy. When considering the ability of providers to meet
performance accountability measures based on primary indicators of performance for the youth
program, local boards will review performance history, stability of the program design,
collaboration with service providers, service delivery and other components. Performance will
be reviewed and analyzed both at the state and local level to ensure all the youth elements are
being made available to all youth and that youth are meeting expectations outlined in the
grants.
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Additional information including a description of how the state will assist local areas in
determining whether to contract for services or provide some or all of the program elements
directly needs to be added.

The Commonwealth of Kentucky currently has a statewide Youth Coordinator who conducts
monthly Youth calls with all ten local workforce development areas. Those calls provide
technical assistance, address questions, and relay information as it has been received from
USDOL. In addition, monitoring is conducted to ensure that all program elements have been
made available to participants.

2. EXPLAIN HOW THE STATE ASSISTS LOCAL WORKFORCE BOARDS IN ACHIEVING
EQUITABLE RESULTS FOR OUT-OF-SCHOOL AND IN-SCHOOL YOUTH. DESCRIBE PROMISING
PRACTICES OR PARTNERSHIP MODELS THAT LOCAL AREAS ARE IMPLEMENTING AND THE

STATE’S ROLE IN SUPPORTING AND SCALING THOSE MODELS WITHIN THE STATE FOR BOTH
IN-SCHOOL AND OUT-OF-SCHOOL YOUTH.

The Commonwealth continues to assist the Local Workforce Boards through technical
assistance, policy development and guidance by establishing a framework that prioritizes
equity, ensuring that both In-School and Out-of-School youth have access to opportunities and
resources. Promising practices include, but are not limited to, outreach, mentorship programs,
and strong collaborative partnerships with local community organizations. The commonwealth
also emphasizes local partnership models to involve educational institutions, local businesses,
and nonprofits to create comprehensive support systems for Kentucky youth. Support and
scaling these models are ensured by providing technical assistance and facilitating cross-sector
collaborations which helps address the needs of both In-School and Out-of-School youth by
fostering a more inclusive and equitable workforce development approach.

3. DESCRIBE HOW THE STATE ASSISTS LOCAL WORKFORCE BOARDS IN IMPLEMENTING
INNOVATIVE MODELS FOR DELIVERING YOUTH WORKFORCE INVESTMENT ACTIVITIES,
INCLUDING EFFECTIVE WAYS LOCAL WORKFORCE BOARDS CAN MAKE AVAILABLE THE 14
PROGRAM ELEMENTS DESCRIBED IN WIOA SECTION 129(C)(2); AND EXPLAIN HOW LOCAL
AREAS CAN ENSURE WORK EXPERIENCE, INCLUDING QUALITY PRE-APPRENTICESHIP AND
REGISTERED APPRENTICESHIP, IS PRIORITIZED AS A KEY ELEMENT WITHIN A BROADER
CAREER PATHWAYS STRATEGY.

The Commonwealth supports the local workforce areas in designing youth programs tailored to
the needs of In-school and Out-of-School youth in their local communities. Stated in the
regulations at 20 CFR 681.420 (b), the KWDB’s must describe the design framework for the
youth program and ensure the availability of the 14 program elements amongst their service
delivery plans. There must also be a formal partnership agreement in place between the local
boards and all service providers incorporated in their framework. Monitoring and technical
assistance continue to be provided to guarantee that local area policies and procedures meet
requirements of the WIOA youth program design. Dedicated workforce development youth
program staff disseminate updates and guidance from the U.S. Department of Labor and others.
Performance information, reports and trainings are provided to staff. Best practices are shared
at all levels, including presentations at regional DOL events.

The paid and unpaid work experience program element is commonly executed throughout the
Commonwealth. WIOA and 20 CFR § 681.590(a) require that a minimum of 20 percent of local
area funds for Title | Youth Program be spent on work experience. This, in turn, has created an
avenue to appropriate valuable pre-apprenticeship/apprenticeship programs and work-based
learning opportunities around the state.
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Additional information including registered apprenticeship and an explanation of how local
areas ensure work experience is prioritized as a key element within their broader career
pathways strategy, including both quality pre-apprenticeship and registered apprenticeship as
follows:

Local workforce areas can prioritize work experience under the Workforce Innovation and
Opportunity Act (WIOA) by integrating it as a key component of their broader career pathways
strategy through several steps:

e Needs Assessment: Conduct a thorough assessment of the local labor market to identify
industries and occupations with high demand for skilled workers. Determine the types
of work experience and skills employers are seeking.

e Communication: Monthly calls between the Commonwealth of Kentucky and the ten
local workforce areas are ongoing, and part of the emphasis during these events is the
importance of Work Experience integrated with each local area's workforce
strategy. This includes pre-apprenticeship and registered apprenticeship programs.

e Employer Engagement: Collaborate with local businesses and industries to understand
their workforce needs and create opportunities for work-based learning experiences
such as internships, apprenticeships, on-the-job training, and job shadowing.

e Education and Training Alignment: Ensure that the education and training programs
offered in the area align with employers' needs and provide opportunities for
individuals to gain relevant work experience while acquiring skills.

e (Career Pathways Development: Develop clear pathways that allow individuals to
progress from education and training programs to entry-level employment, career
advancement, and further education or training opportunities, all while gaining valuable
work experience along the way.

e Supportive Services: Provide supportive services such as career counseling, job
coaching, transportation assistance, and childcare to help individuals overcome barriers
to participating in work-based learning experiences.

e Performance Metrics: Establish performance metrics and goals related to work
experience participation and outcomes and regularly monitor and evaluate progress
toward achieving these goals.

e Partnerships: Forge partnerships with other local organizations, such as educational
institutions, community-based organizations, and economic development agencies, to
leverage resources and expertise in implementing work-based learning initiatives.

By incorporating work experience as a key element of their broader career pathways strategy,
local workforce areas can help individuals gain valuable skills, connect with employers, and
advance along their career paths more effectively.

4. PROVIDE THE LANGUAGE CONTAINED IN THE STATE POLICY FOR “REQUIRING
ADDITIONAL ASSISTANCE TO ENTER OR COMPLETE AN EDUCATIONAL PROGRAM, OR TO
SECURE AND HOLD EMPLOYMENT” CRITERION FOR OUT-OF-SCHOOL YOUTH SPECIFIED IN
WIOA SECTION 129(A)(1)(B)(I1I)(VIII) AND FOR “REQUIRING ADDITIONAL ASSISTANCE TO
COMPLETE AN EDUCATION PROGRAM, OR TO SECURE AND HOLD EMPLOYMENT” CRITERION
FOR IN-SCHOOL YOUTH SPECIFIED IN WIOA SECTION 129(A)(1)(C)(IV)(VII). IF THE STATE
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DOES NOT HAVE A POLICY, DESCRIBE HOW THE STATE WILL ENSURE THAT LOCAL AREAS
WILL HAVE A POLICY FOR THESE CRITERIA.

The local board, with assistance from state level staff, shall establish a definition and eligibility
documentation requirements for the “requires additional assistance to complete an educational
program, or to secure and hold employment.” The state has defined “requires additional
assistance to complete an educational program, or to secure and hold employment” as:

* Has been fired from a job within the 12 months prior to application OR

* No previous work experience/never held a job OR

» Has never held a full—time job (30+ hours per week) for more than 13 consecutive weeks OR
« Difficulty with social interaction or behavioral problems OR

« History of family disruptions, such as divorce, legally separated parents, family violence,
alcohol or drug abuse; one or more parents incarcerated OR

A student participating in an alternative program/setting OR
» Has chronic attendance or discipline problems OR

 Functioning at least one or more grade levels below his/her age group in the areas of reading
and math (for youth 18—24 if they are functioning at grade 11 or under) OR

« A student who has failed two or more subjects during the prior two years of school attendance
OR

¢ One or more parent lack high school diploma/GED
D. SINGLE-AREA STATE REQUIREMENTS

In States where there is only one local workforce investment area, the governor serves as both
the State and local chief elected official. In such cases, the State must submit any information
required in the local plan (WIOA section 106(d)(2)). States with a single workforce area must
include—

1. ANY COMMENTS FROM THE PUBLIC COMMENT PERIOD THAT REPRESENT DISAGREEMENT
WITH THE PLAN. (WIOA SECTION 108(D)(3).)

2. THE ENTITY RESPONSIBLE FOR THE DISBURSAL OF GRANT FUNDS, AS DETERMINED BY
THE GOVERNOR, IF DIFFERENT FROM THAT FOR THE STATE. (WIOA SECTION 108(B)(15).)

3. A DESCRIPTION OF THE TYPE AND AVAILABILITY OF WIOA TITLE I YOUTH ACTIVITIES AND
SUCCESSFUL MODELS, INCLUDING FOR YOUTH WITH DISABILITIES. (WIOA SECTION
108(B)(9).)

N/A - we are not a single-area state

4. A DESCRIPTION OF THE ROLES AND RESOURCE CONTRIBUTIONS OF THE ONE-STOP
PARTNERS.

N/A we are not a single-area state

5. THE COMPETITIVE PROCESS USED TO AWARD THE SUBGRANTS AND CONTRACTS FOR
TITLE I ACTIVITIES.

N/A we are not a single-area state
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6. HOW TRAINING SERVICES OUTLINED IN SECTION 134 WILL BE PROVIDED THROUGH
INDIVIDUAL TRAINING ACCOUNTS AND/OR THROUGH CONTRACTS, AND HOW SUCH
TRAINING APPROACHES WILL BE COORDINATED. DESCRIBE HOW THE STATE WILL MEET
INFORMED CUSTOMER CHOICE REQUIREMENTS REGARDLESS OF TRAINING APPROACH.
N/A we are not a single-area state

7. HOW THE STATE BOARD, IN FULFILLING LOCAL BOARD FUNCTIONS, WILL COORDINATE
TITLE I ACTIVITIES WITH THOSE ACTIVITIES UNDER TITLE II. DESCRIBE HOW THE STATE
BOARD WILL CARRY OUT THE REVIEW OF LOCAL APPLICATIONS SUBMITTED UNDER TITLE II
CONSISTENT WITH WIOA SECS. 107(D)(11)(A) AND (B)(I) AND WIOA SEC. 232.

N/A we are not a single-area state

8. COPIES OF EXECUTED COOPERATIVE AGREEMENTS WHICH DEFINE HOW ALL LOCAL
SERVICE PROVIDERS WILL CARRY OUT THE REQUIREMENTS FOR INTEGRATION OF AND
ACCESS TO THE ENTIRE SET OF SERVICES AVAILABLE IN THE ONE-STOP DELIVERY SYSTEM,
INCLUDING COOPERATIVE AGREEMENTS WITH ENTITIES ADMINISTERING REHABILITATION
ACT PROGRAMS AND SERVICES.

N/A we are not a single-area state
E. WAIVER REQUESTS (OPTIONAL)

States wanting to request waivers as part of their title I-B Operational Plan must include a
waiver plan that includes the following information for each waiver requested:

1. IDENTIFIES THE STATUTORY OR REGULATORY REQUIREMENTS FOR WHICH A WAIVER IS
REQUESTED AND THE GOALS THAT THE STATE OR LOCAL AREA, AS APPROPRIATE, INTENDS
TO ACHIEVE AS A RESULT OF THE WAIVER AND HOW THOSE GOALS RELATE TO THE UNIFIED
OR COMBINED STATE PLAN;

2. DESCRIBES THE ACTIONS THAT THE STATE OR LOCAL AREA, AS APPROPRIATE, HAS
UNDERTAKEN TO REMOVE STATE OR LOCAL STATUTORY OR REGULATORY BARRIERS;

3. DESCRIBES THE GOALS OF THE WAIVER AND THE EXPECTED PROGRAMMATIC OUTCOMES
IF THE REQUEST IS GRANTED:;

4. DESCRIBES HOW THE WAIVER WILL ALIGN WITH THE DEPARTMENT’S POLICY PRIORITIES,
SUCH AS:

A. SUPPORTING EMPLOYER ENGAGEMENT;
B. CONNECTING EDUCATION AND TRAINING STRATEGIES;
C. SUPPORTING WORK-BASED LEARNING;
D. IMPROVING JOB AND CAREER RESULTS, AND
E. OTHER GUIDANCE ISSUED BY THE DEPARTMENT.

5. DESCRIBES THE INDIVIDUALS AFFECTED BY THE WAIVER, INCLUDING HOW THE WAIVER
WILL IMPACT SERVICES FOR DISADVANTAGED POPULATIONS OR INDIVIDUALS WITH
MULTIPLE BARRIERS TO EMPLOYMENT; AND

6. DESCRIBES THE PROCESSES USED TO:
A. MONITOR THE PROGRESS IN IMPLEMENTING THE WAIVER;
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B. PROVIDE NOTICE TO ANY LOCAL BOARD AFFECTED BY THE WAIVER;

C. PROVIDE ANY LOCAL BOARD AFFECTED BY THE WAIVER AN OPPORTUNITY TO COMMENT
ON THE REQUEST;

D. ENSURE MEANINGFUL PUBLIC COMMENT, INCLUDING COMMENT BY BUSINESS AND
ORGANIZED LABOR, ON THE WAIVER.

E. COLLECT AND REPORT INFORMATION ABOUT WAIVER OUTCOMES IN THE STATE’S WIOA
ANNUAL REPORT.

7. THE MOST RECENT DATA AVAILABLE REGARDING THE RESULTS AND OUTCOMES
OBSERVED THROUGH IMPLEMENTATION OF THE EXISTING WAIVER, IN CASES WHERE THE
STATE SEEKS RENEWAL OF A PREVIOUSLY APPROVED WAIVER.

N/A to all
TITLE I-B ASSURANCES

The State Plan must include assurances that:

The State Plan must include Include

1. The State has implemented a policy to ensure [Yes
Adult program funds provide a priority in the
delivery of training services and individualized
career services to individuals who are low
income, public assistance recipients and basic
skills deficient;

2. The State has implemented a policy to ensure |Yes
local areas have a process in place for referring
veterans with significant barriers to employment
to career services provided by the JVSG
program’s Disabled Veterans’ Outreach Program
(DVOP) specialist;

3. The State established a written policy and Yes
procedure that set forth criteria to be used by
chief elected officials for the appointment of local
workforce investment board members;

4. The State established written policy and Yes
procedures to ensure local workforce investment
boards are certified by the governor every two
years in accordance with WIOA section
107(c)(2);

5. Where an alternative entity takes the place of a|Yes
State Board, the State has written policy and
procedures to ensure the alternative entity meets
the definition under WIOA section 101(e) and the
legal requirements for membership;
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The State Plan must include Include

6. The State established a written policy and Yes
procedure for how the individuals and entities
represented on the State Workforce
Development Board help to determine the
methods and factors of distribution, and how the
State consults with chief elected officials in local
areas throughout the State in determining the
distributions;

7. The State will not use funds received under Yes
(WIOA Title I to assist, promote, or deter union
organizing in accordance with WIOA section
181(b)(7);

8. The State distributes adult and youth funds Yes
received under WIOA equitably throughout the
State, and no local area suffers significant shifts
in funding from year-to-year during the period
covered by this plan;

9. If a State Workforce Development Board, Yes
department, or agency administers State laws for
vocational rehabilitation of persons with
disabilities, that board, department, or agency
cooperates with the agency that administers
Wagner-Peyser services, Adult and Dislocated
Worker programs and Youth Programs under
Title I;

10. The State agrees to report on the impact and [Yes
outcomes of its approved waivers in its WIOA
[Annual Report.

11. The State has taken appropriate action to Yes
secure compliance with the Uniform Guidance at
2 CFR 200 and 2 CFR 2900, including that the
State will annually monitor local areas to ensure
compliance and otherwise take appropriate
action to secure compliance with the Uniform
Guidance under section WIOA 184(a)(3);

ADULT PROGRAM PERFORMANCE INDICATORS
Performance Goals for the Core Programs

Each state submitting a Unified or Combined State Plan is required to identify expected levels of
performance for each of the primary indicators of performance for the first two years covered
by the plan. The state is required to reach agreement with the Secretary of Labor, in conjunction
with the Secretary of Education, on state-negotiated levels of performance for the indicators for
each of the first two years of the plan.
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For Program Year (PY) 2016-2019 plans, the Departments used the transition authority under
section 503(a) of WIOA to designate certain primary indicators of performance as “baseline”
indicators to ensure an orderly transition from the requirements of the Workforce Investment
Act of 1998 to those under WIOA. A “baseline” indicator was one for which states did not
propose an expected level of performance and did not come to agreement with the Departments
on negotiated levels of performance because sufficient data was not available to establish such
performance levels. As a result, “baseline” indicators were not used in the end of the year
adjustment of performance levels and were not used to determine failure to meet adjusted
levels of performance for purposes of sanctions. The Departments designated indicators as
“baseline” based on the likelihood of a State having insufficient data with which to make a
reasonable determination of an expected level of performance.

For PYs 2020-2023 Plans, Title | programs (Adult, Dislocated Worker, and Youth) and the Title
Il program (Adult Education and Family Literacy Act) will have two full years of data available
to make reasonable determinations of expected levels of performance for the following
indicators for PY 2020 and PY 2021:

e Employment (Second Quarter after Exit);

o Employment (Fourth Quarter after Exit);

e Median Earnings (Second Quarter after Exit);
e C(Credential Attainment Rate; and

e Measurable Skill Gains

The Wagner-Peyser Act Employment Service program, authorized under the Wagner-Peyser
Act, as amended by title III of WIOA, will have two full years of data available to make a
reasonable determination of expected levels of performance for the following indicators for PY
2020 and PY 2021:

e Employment (Second Quarter after Exit);
o Employment (Fourth Quarter after Exit); and
e Median Earnings (Second Quarter after Exit)

The Credential Attainment Rate and Measurable Skill Gains indicators do not apply to the
Wagner-Peyser Act Employment Service program; therefore, this program will not submit
expected levels of performance for these indicators.

For the first two years of PYs 2020-2023 Plans, the Vocational Rehabilitation (VR) program,
authorized under title I of the Rehabilitation Act of 1973, as amended by title IV of WIOA, will
have two full years of data available for the Measurable Skill Gains indicator only. Therefore, the
Departments will designate the following indicators as “baseline” for the VR program for PY
2020 and PY 2021:

e Employment (Second Quarter after Exit);
o Employment (Fourth Quarter after Exit);
e Median Earnings (Second Quarter after Exit); and

e C(Credential Attainment Rate
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VR agencies must continue to collect and report on all indicators, including those that have been
designated as “baseline, pursuant to section 116(d) of WIOA.” The actual performance data
reported by these programs for indicators designated as “baseline” for PY 2020 and PY 2021
will serve as baseline data in future years. The Departments will require VR agencies to submit
expected levels of performance for these indicators for PY 2022 and PY 2023.

The Departments determined that the Effectiveness in Serving Employers indicator will be
measured as a shared outcome across all six core programs within each state to ensure a
holistic approach to serving employers. The Departments will continue piloting approaches for
measuring this indicator for the first two years of PY 2020-2023 plans. Therefore, states are not
required to submit an expected level of performance for the Effectiveness in Serving Employers
indicator for PY 2020 and PY 2021. However, core programs are expected to collect data and
report on this indicator for PY 2020 and PY 2021 as they did for PYs 2016-2019 plans.

Each core program must submit an expected level of performance for all of the other indicators,
as applicable, with the exception of the four indicators designated as “baseline” for the VR
program in PY 2020 and PY 2021. The Departments will work with states during the negotiation
process to establish negotiated levels of performance for each of the primary indicators for the
core programs not listed as “baseline.” Each state must update its plan to include the agreed-
upon negotiated levels of performance before the Departments approve a state’s plan.

States may identify additional indicators in the plan, including additional approaches to
measuring Effectiveness in Serving Employers, and may establish levels of performance for each
of the state indicators. Please identify any such state indicators under Additional Indicators of
Performance.

Performance PY 2024 Expected|PY 2024 PY 2025 Expected|PY 2025
Indicators Level Negotiated Level |Level Negotiated Level
Employment 76.0% 76.0% 77.0% 77.0%

(Second Quarter

After Exit)

Employment 77.0% 77.0% 78.0% 78.0%

(Fourth Quarter

After Exit)

Median Earnings  |7700.0 8,722.0 7800.0 8,722.0

(Second Quarter

After Exit)

Credential 73.0% 73.0% 74.0% 74.0%
Attainment Rate

Measurable Skill 55.0% 55.0% 60.0% 60.0%

Gains

Effectiveness in Not Applicable! |Not Applicable! [Not Applicable! |Not Applicable?
Serving Employers

1
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The Departments have not issued the final rule defining Effectiveness in Serving Employers. As a
result, states will not submit expected levels of performance for this indicator and the Departments
will not establish negotiated levels of performance for PYs 2024 and 2025.

DISLOCATED PROGRAM PERFORMANCE INDICATORS
Performance Goals for the Core Programs

Each state submitting a Unified or Combined State Plan is required to identify expected levels of
performance for each of the primary indicators of performance for the first two years covered
by the plan. The state is required to reach agreement with the Secretary of Labor, in conjunction
with the Secretary of Education, on state-negotiated levels of performance for the indicators for
each of the first two years of the plan.

For Program Year (PY) 2016-2019 plans, the Departments used the transition authority under
section 503(a) of WIOA to designate certain primary indicators of performance as “baseline”
indicators to ensure an orderly transition from the requirements of the Workforce Investment
Act of 1998 to those under WIOA. A “baseline” indicator was one for which states did not
propose an expected level of performance and did not come to agreement with the Departments
on negotiated levels of performance because sufficient data was not available to establish such
performance levels. As a result, “baseline” indicators were not used in the end of the year
adjustment of performance levels and were not used to determine failure to meet adjusted
levels of performance for purposes of sanctions. The Departments designated indicators as
“baseline” based on the likelihood of a State having insufficient data with which to make a
reasonable determination of an expected level of performance.

For PYs 2020-2023 Plans, Title | programs (Adult, Dislocated Worker, and Youth) and the Title
Il program (Adult Education and Family Literacy Act) will have two full years of data available
to make reasonable determinations of expected levels of performance for the following
indicators for PY 2020 and PY 2021:

e Employment (Second Quarter after Exit);

o Employment (Fourth Quarter after Exit);

e Median Earnings (Second Quarter after Exit);
e C(Credential Attainment Rate; and

e Measurable Skill Gains

The Wagner-Peyser Act Employment Service program, authorized under the Wagner-Peyser
Act, as amended by title III of WIOA, will have two full years of data available to make a
reasonable determination of expected levels of performance for the following indicators for PY
2020 and PY 2021:

o Employment (Second Quarter after Exit);
o Employment (Fourth Quarter after Exit); and
e Median Earnings (Second Quarter after Exit)

The Credential Attainment Rate and Measurable Skill Gains indicators do not apply to the
Wagner-Peyser Act Employment Service program; therefore, this program will not submit
expected levels of performance for these indicators.
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For the first two years of PYs 2020-2023 Plans, the Vocational Rehabilitation (VR) program,
authorized under title I of the Rehabilitation Act of 1973, as amended by title IV of WIOA, will
have two full years of data available for the Measurable Skill Gains indicator only. Therefore, the
Departments will designate the following indicators as “baseline” for the VR program for PY
2020 and PY 2021:

e Employment (Second Quarter after Exit);

o Employment (Fourth Quarter after Exit);

e Median Earnings (Second Quarter after Exit); and
e C(Credential Attainment Rate

VR agencies must continue to collect and report on all indicators, including those that have been
designated as “baseline, pursuant to section 116(d) of WIOA.” The actual performance data
reported by these programs for indicators designated as “baseline” for PY 2020 and PY 2021
will serve as baseline data in future years. The Departments will require VR agencies to submit
expected levels of performance for these indicators for PY 2022 and PY 2023.

The Departments determined that the Effectiveness in Serving Employers indicator will be
measured as a shared outcome across all six core programs within each state to ensure a
holistic approach to serving employers. The Departments will continue piloting approaches for
measuring this indicator for the first two years of PY 2020-2023 plans. Therefore, states are not
required to submit an expected level of performance for the Effectiveness in Serving Employers
indicator for PY 2020 and PY 2021. However, core programs are expected to collect data and
report on this indicator for PY 2020 and PY 2021 as they did for PYs 2016-2019 plans.

Each core program must submit an expected level of performance for all of the other indicators,
as applicable, with the exception of the four indicators designated as “baseline” for the VR
program in PY 2020 and PY 2021. The Departments will work with states during the negotiation
process to establish negotiated levels of performance for each of the primary indicators for the
core programs not listed as “baseline.” Each state must update its plan to include the agreed-
upon negotiated levels of performance before the Departments approve a state’s plan.

States may identify additional indicators in the plan, including additional approaches to
measuring Effectiveness in Serving Employers, and may establish levels of performance for each
of the state indicators. Please identify any such state indicators under Additional Indicators of
Performance.

Performance PY 2024 Expected|PY 2024 PY 2025 Expected|PY 2025
Indicators Level Negotiated Level |Level Negotiated Level
Employment 79.0% 79.0% 80.0% 30.0%
(Second Quarter

After Exit)

Employment 79.0% 79.0% 80.0% 30.0%
(Fourth Quarter

After Exit)

Median Earnings 8,700.0 9,951.0 8,900.0 9,951.0
(Second Quarter

After Exit)
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Performance PY 2024 Expected|PY 2024 PY 2025 Expected|PY 2025

Indicators Level Negotiated Level |Level Negotiated Level
Credential 73.0% 73.0% 74.0% 74.0%
Attainment Rate

Measurable Skill 55.0% 74.3% 60.0% 74.3%

Gains

Effectiveness in Not Applicable! |Not Applicable! [Not Applicable! |Not Applicable !
Serving Employers

1

The Departments have not issued the final rule defining Effectiveness in Serving Employers. As a
result, states will not submit expected levels of performance for this indicator and the Departments
will not establish negotiated levels of performance for PYs 2024 and 2025.

YOUTH PROGRAM PERFORMANCE INDICATORS
Performance Goals for the Core Programs

Each state submitting a Unified or Combined State Plan is required to identify expected levels of
performance for each of the primary indicators of performance for the first two years covered
by the plan. The state is required to reach agreement with the Secretary of Labor, in conjunction
with the Secretary of Education, on state-negotiated levels of performance for the indicators for
each of the first two years of the plan.

For Program Year (PY) 2016-2019 plans, the Departments used the transition authority under
section 503(a) of WIOA to designate certain primary indicators of performance as “baseline”
indicators to ensure an orderly transition from the requirements of the Workforce Investment
Act of 1998 to those under WIOA. A “baseline” indicator was one for which states did not
propose an expected level of performance and did not come to agreement with the Departments
on negotiated levels of performance because sufficient data was not available to establish such
performance levels. As a result, “baseline” indicators were not used in the end of the year
adjustment of performance levels and were not used to determine failure to meet adjusted
levels of performance for purposes of sanctions. The Departments designated indicators as
“baseline” based on the likelihood of a State having insufficient data with which to make a
reasonable determination of an expected level of performance.

For PYs 2020-2023 Plans, Title | programs (Adult, Dislocated Worker, and Youth) and the Title
Il program (Adult Education and Family Literacy Act) will have two full years of data available
to make reasonable determinations of expected levels of performance for the following
indicators for PY 2020 and PY 2021:

e Employment (Second Quarter after Exit);

e Employment (Fourth Quarter after Exit);

e Median Earnings (Second Quarter after Exit);
e (redential Attainment Rate; and

e Measurable Skill Gains

Page 181



The Wagner-Peyser Act Employment Service program, authorized under the Wagner-Peyser
Act, as amended by title III of WIOA, will have two full years of data available to make a
reasonable determination of expected levels of performance for the following indicators for PY
2020 and PY 2021:

o Employment (Second Quarter after Exit);
e Employment (Fourth Quarter after Exit); and
e Median Earnings (Second Quarter after Exit)

The Credential Attainment Rate and Measurable Skill Gains indicators do not apply to the
Wagner-Peyser Act Employment Service program; therefore, this program will not submit
expected levels of performance for these indicators.

For the first two years of PYs 2020-2023 Plans, the Vocational Rehabilitation (VR) program,
authorized under title I of the Rehabilitation Act of 1973, as amended by title [V of WIOA, will
have two full years of data available for the Measurable Skill Gains indicator only. Therefore, the
Departments will designate the following indicators as “baseline” for the VR program for PY
2020 and PY 2021:

o Employment (Second Quarter after Exit);

o Employment (Fourth Quarter after Exit);

e Median Earnings (Second Quarter after Exit); and
e C(redential Attainment Rate

VR agencies must continue to collect and report on all indicators, including those that have been
designated as “baseline, pursuant to section 116(d) of WIOA.” The actual performance data
reported by these programs for indicators designated as “baseline” for PY 2020 and PY 2021
will serve as baseline data in future years. The Departments will require VR agencies to submit
expected levels of performance for these indicators for PY 2022 and PY 2023.

The Departments determined that the Effectiveness in Serving Employers indicator will be
measured as a shared outcome across all six core programs within each state to ensure a
holistic approach to serving employers. The Departments will continue piloting approaches for
measuring this indicator for the first two years of PY 2020-2023 plans. Therefore, states are not
required to submit an expected level of performance for the Effectiveness in Serving Employers
indicator for PY 2020 and PY 2021. However, core programs are expected to collect data and
report on this indicator for PY 2020 and PY 2021 as they did for PYs 2016-2019 plans.

Each core program must submit an expected level of performance for all of the other indicators,
as applicable, with the exception of the four indicators designated as “baseline” for the VR
program in PY 2020 and PY 2021. The Departments will work with states during the negotiation
process to establish negotiated levels of performance for each of the primary indicators for the
core programs not listed as “baseline.” Each state must update its plan to include the agreed-
upon negotiated levels of performance before the Departments approve a state’s plan.

States may identify additional indicators in the plan, including additional approaches to
measuring Effectiveness in Serving Employers, and may establish levels of performance for each
of the state indicators. Please identify any such state indicators under Additional Indicators of
Performance.
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Performance PY 2024 Expected|PY 2024 PY 2025 Expected|PY 2025
Indicators Level Negotiated Level |Level Negotiated Level
Employment 70.0% 70.0% 71.0% 71.0%

(Second Quarter

After Exit)

Employment 73.0% 73.0% 74.0% 74.0%

(Fourth Quarter

After Exit)

Median Earnings 4,100.0 5,035.0 4,200.0 5,035.0

(Second Quarter

After Exit)

Credential 63.0% 63.0% 64.0% 64.0%
Attainment Rate

Measurable Skill 50.0% 50.0% 50.0% 50.0%

Gains

Effectiveness in Not Applicable! |Not Applicable! [Not Applicable! |Not Applicable!
Serving Employers

1

The Departments have not issued the final rule defining Effectiveness in Serving Employers. As a
result, states will not submit expected levels of performance for this indicator and the Departments
will not establish negotiated levels of performance for PYs 2024 and 2025.

PROGRAM-SPECIFIC REQUIREMENTS FOR WAGNER-PEYSER PROGRAM
(EMPLOYMENT SERVICES)

All Program-Specific Requirements provided for the WIOA core programs in this section must
be addressed for either a Unified or Combined State Plan.

A. EMPLOYMENT SERVICE STAFF

1. DESCRIBE HOW THE STATE WILL STAFF THE PROVISION OF LABOR EXCHANGE SERVICES
UNDER THE WAGNER-PEYSER ACT, SUCH AS THROUGH STATE EMPLOYEES, INCLUDING BUT
NOT LIMITED TO STATE MERIT STAFF EMPLOYEES, STAFF OF A SUBRECIPIENT, OR SOME
COMBINATION THEREOF.

The Commonwealth of Kentucky, career development office (CDO) currently staffs the provision
of labor exchange services with merit staffing as well as Federally Funded Time Limited (FFTL)
staff in 13 strategically located American Job Centers (A]JCs) (i.e., the Kentucky Career Center)
statewide. For a complete list, please visit https://kcc.ky.gov/Pages/Locations.aspx.

2. DESCRIBE HOW THE STATE WILL UTILIZE PROFESSIONAL DEVELOPMENT ACTIVITIES FOR
EMPLOYMENT SERVICE STAFF TO ENSURE STAFF IS ABLE TO PROVIDE HIGH QUALITY
SERVICES TO BOTH JOBSEEKERS AND EMPLOYERS

The Career Development Office is dedicated to ensuring professional development activities for
employment service staff to ensure staff is able to provide high quality services to both
jobseekers and employers.
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KEE Suite

KEE Suite is the complete case management system for Workforce Case Managers to manage
work requirements for citizens looking to meet their SNAP /Medicaid requirements and for job
seekers looking for help with services and career guidance.

Citizen Connect - Citizens report work requirement activities, citizens may complete tasks, takes
tests, complete registration, and have full access to their information.

Business Connect - Business partners post opportunities for WIOA citizens and citizens
receiving Medicaid to fulfill PATH requirements. Training providers post Offerings and enroll
citizens in WIOA training.

Staff Connect - Staff register citizens, conduct assessments, determine WIOA eligibility, create
employment plans, manage a citizen’s case, and add services to citizen's profile.

Kentucky Labor Exchange

This system allows customers to search for jobs, employers to post jobs and search for
candidates and enables staff to view and monitor the activity for eligibility compliance while
ensuring customers and employers have provided all necessary information for the system to
properly function. Kentucky Labor Exchange training is provided within two months of hire and
arefresher course is offered three months after basic training is completed. Job Order Writing
Training and Kentucky Labor Exchange training are provided to staff with job order writing
responsibilities. Training takes place as determined by local office management.

Personal Professional Development Training

All staff can participate in personal professional development courses offered to the agency by a
training system-MyPurpose. Staff can enroll in and attend courses to improve communication,
problem—solving and business writing skills and a wide variety of topics to assist them in
performing their daily job functions.

Program Specific Training

The Career Development Office provides program specific trainings to staff completing program
specific responsibilities. Trainings for staff members to ensure they can deliver effective
services to address customer needs are developed by the department and delivered upon
onboarding and refresher training throughout the year.

Standard Operation Procedures

SOPs for all programs and staffing levels are currently being retooled for Career Development
Office staff. Once completed, the SOPs and other information will be housed on the Education &
Labor Cabinet’s SharePoint. CDO is also in the process of developing a site where all these
fundamental resources will be housed and made available to all staff.

Annual Training Advances

The Career Development Office provides Annual Training Advances with Regional Program
Managers and Office Mangers to strengthen partnerships with other agencies and partners.
Additionally, various topics are covered on how to best serve and upskill staff, while creating a
robust toolkit for them to have readily available.
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3. DESCRIBE STRATEGIES DEVELOPED TO SUPPORT TRAINING AND AWARENESS ACROSS
CORE PROGRAMS AND THE UNEMPLOYMENT INSURANCE (UI) PROGRAM AND THE TRAINING
PROVIDED FOR EMPLOYMENT SERVICES AND WIOA STAFF ON IDENTIFICATION OF Ul
ELIGIBILITY ISSUES AND REFERRAL TO UI STAFF FOR ADJUDICATION

Ul has regional teams regarding ongoing adjudication work. Ul supervisors lead weekly
meetings with appropriate field staff to discuss guidance regarding identification of UI eligibility
issues and referrals for Ul staff adjudication. Local managers are aware of, and invited, to
participate. Processes have been set in place between the Career Development Office (CDO) & Ul
to provide daily Ul adjudication issues from the field to the Ul Adjudication branch.

Ul provides a weekly Friday Communication on all Ul information for the week to appropriate
staff to include local, state and federal information, as well as any system changes in the
communication.

Additionally, the Kentucky Career Center webpage also provides relevant information,
including: Ul FAQ’s, individual claims assistance, Kentucky Career Center Offices and services
available, filing an unemployment insurance claim, eligibility requirements, ID.me, helpful ID.me
information, ID.me and mass layoffs, claimant guide, benefit weeks, current Ul claimant
populations (2024), eligibility determinations, weekly benefit amount (WBA), appeal hearing
schedule, fact finding, work search requirements, overpayments, overpayment waivers, and
1099-G, and claimants rights and responsibilities.

Staff are provided onboarding training, as well as ongoing training to include:
e Ul Annual Compliance
e (Customer Service Training
e How to work with a Claimant (Step by Step process on working with a claimant)
e House Bill 4 Training
e Onboarding Training Part 1 and 2
e Workshare Training
e (lass Codes Training
e Training for Contractors and COT (New Hires)
e DUA Training
e Training for Excellence

e One on one training in the local offices and departments both in-person and via virtual
options (MS Teams)

e Aseries of three trainings provided for Central Office Staff included:
o Part1 Basic Unemployment
o Part 2 Refresher Ul and Customer Service Basics

o Part 3 Advanced Ul Training (Departmental breakdown of processes and
procedures)

Additionally, staff are trained on core eligibility thresholds as seen below:
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Core Eligibility Guidance as stated in the PAM 400:

Eligibility is determined on a week-to-week basis, dependent on benefit requests.

Individuals who are either totally unemployed or working less than full-time while
looking for full-time work may file for benefits

Claimants exempt from work searches during unemployment include the following:

o People who are members of a union with a hiring hall

o People who have a definite return to work date that is within 16 weeks of the
date they filed for benefits

o People who are in a labor dispute/strike with their employer

Claimants must be unemployed through no fault of their own (Cannot have been
discharged or voluntarily quit)

People who are in approved training may file for benefits
People who are able and available to work may file for benefits
Ability disqualifications are as follows:
o You have a medical condition that prevents you from accepting work
o You are under the care of a physician who has not released you for work

o You are seeking Social Security Disability and have certified that you cannot
work

Availability disqualifications are as follows:
o You do not have adequate transportation to get to work or seek work
o You do not have adequate childcare or dependent care while you work
o You are on vacation or traveling and cannot accept work
o You are not legally able to work in the United States

o You have limited your hours of availability or the locations where you will accept
work

o Youare enrolled in a school/training program that prevents you from working
full-time

Wages earned were during corresponding base period are sufficient to justify a claim

Base period wages qualifications are as follows:

You must have wages of at least $1,500 in at least one quarter

Wages during the base period must be at least 1.5 times the wages in your highest
quarter

Total wages outside of the highest quarter must be at least $1,500
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e Wages in the last two quarters must be at least eight times your weekly benefit rate
e Kentucky-only claim (cannot file if another valid claim exists in another state)
Special Eligibility Thresholds (Still must abide by core thresholds).

(Interstate Claims) Claimants who live in another state may file for Ul benefits if they have
wages in Kentucky. If you live outside Kentucky, you must register for employment services
with the state workforce agency in the state where you live. Proof of your registration must be
submitted to the Kentucky Office of Unemployment Insurance within ten days of filing your
claim

Military Claims:

e Base Period wages earned from service in the Federal Armed Forces may be used to
establish a Kentucky UI claim. When filing the claim, you will be asked if you worked for
the military in the last 18 months. If you worked for the military in the last 18 months,
you will be asked to provide the Certificate of Discharge (DD Form 214) and Member 4.
The Kentucky Office of Unemployment Insurance will contact your branch of service to
request information about your wages. In addition to regular eligibility requirements, ,
you must have been discharged from military service under honorable conditions after
completing your first full term of active service. You may be eligible for benefits if you
were separated prior to the completion of your first term of service, but only if the
reason for early separation is approved by the U.S. Department of Defense.

Federal Civilian Claims:

You may use wages earned during the Base Period from work for the federal government in a
civilian or non-military position to establish a Kentucky UI claim. When filing your claim, you
will be asked if you worked for the federal government in the last 18 months. If you worked for
the federal government in the last 18 months, you must provide a copy of your Standard Form
50 (SF-50) “Notification of Personnel Action” and Standard Form 8 (SF-8) “Unemployment
Compensation Form.” You should have received these forms from your federal civilian
employer. If you do not have these forms, contact the federal agency where you were employed.
The Kentucky Office of Unemployment Insurance will contact the federal government to request
information about your wages. You will receive a Monetary Determination by mail once the
Kentucky Office of Unemployment Insurance receives your federal wage and separation
information.

B. EXPLAIN HOW THE STATE WILL PROVIDE INFORMATION AND MEANINGFUL ASSISTANCE
TO INDIVIDUALS REQUESTING ASSISTANCE IN FILING A CLAIM FOR UNEMPLOYMENT
COMPENSATION THROUGH ONE-STOP CENTERS, AS REQUIRED BY WIOA AS A CAREER

SERVICE

The website is utilized for all updates for customers. Social media is used to share information
with customers. Emails are sent out regularly to existing customers. Press releases are sent to
media outlets as necessary. For customers, Ul staff provides expectation sheets to claimants
while they are at a Kentucky Career Center. Additionally, customers receive an overview of the
activities completed by staff and other services available through the Kentucky Career Center
are shared. The utilization of the equity grant allows for review and Ul form updates to
simplified plain language, which include: forms that are simple with clear direction and video
resources for Ul specific subjects.
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C. DESCRIBE THE STATE’S STRATEGY FOR PROVIDING REEMPLOYMENT ASSISTANCE TO UI
CLAIMANTS AND OTHER UNEMPLOYED INDIVIDUALS

Kentucky Unemployment Insurance

The Federal-State (Kentucky) unemployment compensation (UC) program, (also referred to as
the unemployment insurance [UI] program), created by the Social Security Act (SSA) of 1935,
offers the first economic line of defense against the effects of unemployment. Through payments
made directly to eligible, unemployed workers, it ensures that at least a significant proportion
of the necessities of life—most notably food, shelter, and clothing—can be met on a week-to-
week basis while a search for work takes place. As temporary, partial wage replacement to the
unemployed, UC is of vital importance in maintaining purchasing power and in stabilizing the
economy in times of economic downturn.

In addition to providing workers a much-needed safety net, the UC program provides employers
the benefit of maintaining a trained workforce in the local labor market, available to return to
work when needed. The UC program operates counter-cyclically, paying out higher levels of
benefits during recessionary times and recouping those higher costs during recovery periods.
Most workers are covered by UC under state or Federal UC laws. It is noted by the U.S.
department of Labor-Employment and Training Administration. That states are responsible for
administering their individual state UC programs, and they act as agents of the Federal
government in administering certain Federal UC programs (discussed below) under agreements
with the Secretary of Labor.

Each state has its own set of eligibility requirements based on federal law. Your benefit amount
here in Kentucky is based on how much money you made during a specified period, as reported
by your employer. Workers do not pay into the Ul program. Ul benefits come from employer
taxes and are never deducted from a worker’s paycheck. Employers are notified when you file a
claim and are asked to provide information.

However, all eligibility decisions are made by the Office of Unemployment Insurance. Eligible
individuals may receive between 16 and 24 weeks of Ul benefits during one benefit year. The
duration of benefits depends upon the State Average Unemployment Rate at the time of filing.
Traditional Ul benefits are paid every other week. The maximum benefit amount is $665 per
week.

To be eligible for benefits you must:

(1) Be unemployed or working less than full-time

(2) Have earned enough money to establish a valid claim

(3) Be unemployed through no fault of your own

(4) Be able to work, available for work, and looking for work

Upon request for unemployment insurance, an “expectation sheet” is discussed with the client.
[t provides education on all services offered - sample of the form BELOW:

Customer Name : Date:

Today’s Experience:

We are glad to have the opportunity to work with you on resolving your unemployment issues.
Some of the issues take more time than others, so please be patient while we make the
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necessary adjustments to your claim. Your meeting/ appointment today will give us a better
understanding of what is needed to resolve your pending issues.

Please Remember:

¢ Your claim is unique and different from anyone else’s claim

* Most of your issues can be resolved in 7-10 days.

« If we have a delay in the resolutions of your claim we will contact you via phone, or email.

« If you have any questions about Kentucky’s unemployment insurance process, you have access
to the Claimants Guide: Your Rights and Responsibilities When Claiming Unemployment.

¢ Insurance Benefits that you received while filing your claim.
» The KCC.KY.GOV website is a great resource for you.
« Your Rights and Responsibilities on the KCC.KY.GOV

Kentucky Career Center Representative:

Action Items/Comments:

The Kentucky Career Center can:
e assistyou in finding job openings.
e screen and test you for jobs that match your skills.
o fund eligible on-the-job training and customized training needs.

e arrange space for job interviews, and in some areas, schedule interviews via video
conferencing.

e provide access to detailed labor market information for the local area, Kentucky, and the
nation.

e provide services to help both employer and employees when facing layoffs or other
major issues

e Offer Unemployment Insurance information and make connections with Vocational
Rehabilitation services (for people with disabilities) and services for the Blind.

e Ifyou’re a Veteran, we offer Priority of service and access to a Veteran Representative.

UI's Work Search requirements

The Kentucky General Assembly enacted changes to the state’s unemployment insurance
program during the 2022 regular session through House Bill 4 after overriding Governor
Beshear’s veto of the bill.

Work search activities and job contacts can include, but are not limited to, any of the
following examples:

Formal Job Application
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Examples: Copy of application confirmation from website or submission email, copy of application
email sent to employer, copy of fax application confirmation, copy of your completed paper
application, legibly signed, and dated by employer or Kentucky Career Center staff, screenshot of
text message showing application submission

Job Interview

Examples: Documentation of interview scheduling, form letter signed by employer
Job Shadowing

Examples: Form letter to be completed by employer, includes dates/hours/etc.
Job Fair or Networking Event

Examples: Business card from participating employer, form letter signed by participating employer
or KCC staff

Job Search Skills Workshop or Seminar

Examples: Email and/or certificate from Kentucky Career Center staff, form letter signed by the
presenter to certify participation, screenshots from online participation

Employment Search Program through Kentucky Career Center or partner

Examples: Confirmation of registration in KEE Suite, documentation of job referral email, form
letter signed by program staff to certify participation, screenshots from online participation

Educational Awareness with 2023 Law changes. An Equity Grant allowed for several projects
to enhance user experiences.

Project 1 - Language Simplification & User Experience Enhancements

This project will focus on two primary workstreams that will improve the readability to target
low literacy adults or English-as-second language (ESL). This will assist those individuals with
understanding the requirements and details of their claims. The first workstream will simplify
language across all claimant-facing mediums. The second workstream will improve the
accessibility and ease-of-use experience of the OUI website and Ul application and establish a
self-service portal for claimants to check the status of their claim. Improvements will be made
using Behavioral Insights and Human-Centered design best practices.

The Kentucky Office of Unemployment Insurance (OUI) offers Unemployment Insurance (UI)
related information to claimants, employers, and other stakeholders via a wide range of
communication touchpoints, such as the KY OUI website, the Ul application and call center, the
Unemployment Insurance Handbook for Claimants, official letters or other mailers. These
resources are sometimes available in web/online, telephone, printed, or PDF formats.

OUI letters, forms, the Unemployment Insurance Handbook for Claimants, webpages, and other
touchpoints for communicating with claimants and employers often contain complex
instructions, legal jargon, or are too lengthy, dense, or complicated for a claimant or employer to
quickly and easily understand what is required of them.

KY OUI leadership is committed to the use of plain language and has expressed a commitment to
implementing plain writing principles in all written communications. UI will support the plain
writing initiative by communicating; the importance of using plain language; best practices and
helpful tips; leadership’s interest in and support of plain writing; and training opportunities
(within and outside of the Agency).
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Link to the Federal Plain Language Website and Guidelines:
https://www.plainlanguage.gov/law/
Plain Language best practices will help claimants with:

e Finding what they need

e Understanding what they find

e Using what they find to meet their needs

Each project will be scalable with funding. First reviewing start date of project, staffing
resources, materials, and then outcome metrics.

Project 2 - Proactive Mobile Friendly Communications & Customers Experience

Numerous regions of Kentucky have limited access to broadband internet, this presents
concerns regarding equitability and access. By communicating status updates on their claims
more proactively, OUI may greatly improve their effectiveness reaching these communities,
increase transparency and trust with claimants and drive better mission outcomes. Additionally,
these notifications will also impact call center operations and administrative burden resulting
from duplicate UI filings.

e Lower wait times - avg wait time for the past 10 months is 78 minutes.

e Decrease of repeat phone inquiries for unique claimant to determine quality
services. Track through Amazon Web Services (AWS). AWS is the phone system KY OUI
uses to route claimant phone calls. This system can track metrics related to hold times,
handle times, queue times, numbers of contacts, handled and transferred. Our goal is to
cut average wait times under 40 minutes.

Customer Service Experience

The growing number of customer communication channels make it difficult to maintain a
consistent quality of customer experience across the board. Automating customer notifications
helps maintain a level of consistency that is not possible when individual agents handle the
work. Using recorded voice messages or standard text messages helps improve the customer
experience and makes it easy to fine-tune content based on customer feedback or other results.

What are the barriers experienced? Current self-service system does not provide real-time clear
and enough milestone/status updates on claims post submission. Due to this, Ul claimants are
unable to readily find the status of their claims. This inability represents a significant pain-point
for eligible claimants resulting in issues related to accessibility, particularity in regions with
limited broadband access.

What is the detailed description of the project? To remedy this issue and reduce the operational
burden on OUI call centers, it is recommended that OUI set up automated push notification and
status updates to claimants that inform them of the status of their claim. These notifications
may be conditional and associated with key milestones or predefined durations in time.

In addition to an email notification, it is also recommended that OUI also send notifications via
an SMS text message to increase the likelihood a claimant would see the message immediately
instead of waiting until they sign onto email. This would be particularly valuable for low-
income households with annual incomes of less than $30,000 per year as only 59% have access
to a desktop or laptop computer and 76% have access to a smartphone device.
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Creating a real-time notification process will also affect all claimants in the system. Receiving
notifications as they happen will allow claimants to respond with the documents needed 1 - 2
days faster, reducing processing time for OUI and ultimately enabling claimants to receive
payment sooner.

Claimants that are unable to receive or chose not to receive messages may seek in-person or
direct phone services in the 13 local offices around the Commonwealth and the dedicated call
center in the main office building.

Established best practice fraud prevention procedures will run parallel to, and in conjunction,
with all user experience enhancements.

Each project will be scalable with funding. First reviewing start date of project, staffing
resources, materials, and then outcome metrics.

Project 3 - Ul Connect Mobile Vehicle Services

Procurement of a Ul Connect Mobile Vehicle and establish KY OUI team members to regularly
travel to designated areas to assist underserved communities and disaster recovery with all
direct and related Ul activities.

UI Mobile Services to include for customer experience:
e Assist with filing a Ul claim and set-up of identity verification
e Request Bi-weekly Benefit Payments
e Complete your eligibility review
e Resetyour pin
e Change payment method
e Change your mailing address
e Change your email address
e Report Fraudulent claims
Project Timeline:
1. A project manager was hired in August 2022 to oversee the project

2. In September 2022, a team was assembled to conduct research and development on
various mobile units. As part of the research, a visit to a specialty vehicle dealership to
view products was conducted.

3. Submission of required paperwork to our fiscal department for procurement of a
purchase request (RFP-Request for Purchase), including a detailed list of required items
needed for the mobile unit, is being compiled for submission in the Fall.

4. The RFP was closed on December 23, 2022, which included a detailed listing of
requested items. Vendor responses were sent to the two-person evaluation team, which
will render a decision on chosen vendors in the first quarter of 2023. The responsibility
of the evaluation team is to review responses to make sure mandatory requirements are
met. Additional vendor information, such as financial quotes will be forthcoming in the
first quarter of 2023.
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1/13/23 (completed required SPR1)
2/16/23 (Received draft contract)
3/10/23 (Contract fully complete and signed)

© N o wu

3/21/23 (submitted amendment request to extend period of performance and increase
purchase to $600Kk)

9. 3/31/23 (continue communications with ETA representatives to amend this project -
waiting for approvals)

10. 5/12/23 (received notice of award to amend the period of performance to 3/31/2025).

11. 6/12/23 (received email status update from manufacturer saying the chassis is still
pending but on schedule).

12. 8/1/23 (received email from manufacturer saying chassis is scheduled to be delivered
in January 2024 which puts us on schedule for assembly to begin in March 2024.

D. DESCRIBE HOW THE STATE WILL USE W-P FUNDS TO SUPPORT UI CLAIMANTS, AND THE
COMMUNICATION BETWEEN W-P AND UI, AS APPROPRIATE INCLUDING THE FOLLOWING:

1. COORDINATION OF AND PROVISION OF LABOR EXCHANGE SERVICES FOR UI CLAIMANTS
AS REQUIRED BY THE WAGNER-PEYSER ACT;

When Ul claimants enter the career center, they are provided additional Employment and Labor
Exchange Services and can be co-enrolled into Wagner-Peyser. When assisting Ul claimants,
career center staff provide Wagner Peyser services and assessments to determine attainable
career goals. Staff utilize programs such as National Labor Exchange (NLX) and ONET Online to
develop ideal career paths and tailor specific information and support for each Ul claimant
individually based on their interests, education and experience. This also includes additional
education and training pathways

Additionally, staff have a basis of understanding of both CDO and UI functions, how they are
both critical to the success of the customer we are serving (jobseekers and employers), and how
they are integrated together.

Field staff are able to directly engage with customers to coordinate and provide labor exchange
services for Ul claimants during their visit at the career center. Through the use of the National
Labor Exchange (NLx) System and business services teams, who are connected to the local area
economy, a connection can be made with a job-seeker. This can include, but is not limited to, UI
assisted services, fielding claimant questions, work search requirement assistance, verification
and documentation, job preparation workshops, referrals to partnering agencies as needed, and
other supportive services.

2. REGISTRATION OF UI CLAIMANTS WITH THE STATE’S EMPLOYMENT SERVICE IF REQUIRED
BY STATE LAW;

Currently, registration in a CDO system is not required by State law as can be seen in KRS
341.350click here.

However, the work search requirements encourage connectivity. Kentucky Career Center staff
directly engage with customers to coordinate and provide labor exchange and Employment
Services for Ul claimants when they visit or reach out to the Kentucky Career Center for Ul
assistance. While state law does not require Ul claimants to be registered on the state labor
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exchange, it is encouraged. Additionally, the Kentucky General Assemble made changes to the
state’s unemployment insurance program during the 2022 regular session.

The Work Search Requirements 2023 Updates are listed below and can be found here under
claimant guide.

Work Search Activities

To be eligible for Unemployment Insurance benefits, you must actively seek full-time work. The
Kentucky General Assembly made changes to the state’s unemployment insurance program
during the 2022 regular session. These changes included updates of work search requirements
for Unemployment Insurance claimants. Prior to January 1, 2023, claimants had to make one job
contact per week. As of January 1, 2023, claimants must report at least five (5) work search
activities each week. At least three (3) of these must be job applications or interviews.

If you do not meet the work search requirements, you will lose benefits for the week(s) being
claimed.

Work Search Activities
At least 3 per week must come from this | Remaining activities (out of 5 total):
_category (out of 5 total):

= Formal Job Application + Job Shadowing
(in person or online) « Job Fair or Networking Event-

s Job Interview (hosted by a state/local government or
{in person or online) business organization)

+ Participating in a Kentucky Career Center
program (or partner programs) training
related employment or job search

Work Search Exceptions

Only claimants with a Work Search Exception are exempt from seeking work. You are not
required to conduct a job search if:

e You are a member of a trade union that finds work for you
e Youare a student in an approved training program (and have received a determination)

e You have a definite recall date within 16 weeks of your initial claim filing date » You are
on temporary leave of absence while still considered an employee

e Your employer filed a mass electronic claim (E-Claim) on your behalf

To verify that you meet these criteria, you will be instructed to provide documentation when
you file the claim. If you do not provide documentation, you will be subject to work search
requirements.

Claimants in an Approved Training Program, and who are making satisfactory progress in that
program, may receive up to 5 additional weeks of benefits (maximum 24 weeks). See the
eligible trainer provider list for more information on available training programs.

3. ADMINISTRATION OF THE WORK TEST FOR THE STATE UNEMPLOYMENT COMPENSATION
SYSTEM, INCLUDING MAKING ELIGIBILITY ASSESSMENTS (FOR REFERRAL TO UI
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ADJUDICATION, IF NEEDED), AND PROVIDING JOB FINDING AND PLACEMENT SERVICES FOR
UI CLAIMANTS; AND

Eligibility assessments for referral to Ul adjudication

Field staff assesses and determines if Ul claimants’ cases are in need of adjudication as needed
and, as dictated by the claimants needs. Processes have been set in place between staff of the
Career Development Office (CDO) & Ul to provide daily UI adjudication issues from the field to
the Ul Adjudication branch. Additionally, assessment, at its basic threshold, is conducted each
time a claimant requests benefits. Questions asked are centered around core eligibility
requirements (work searches, ableness and availability to work, sufficient income to benefit
ratio, etc.). If a claimant fails to meet these requirements, their claim goes under investigation to
determine eligibility. Adjudication will review their claim to ensure Ul parameters are met. If a
claimant is remiss in these parameters, the claimant will be disqualified from benefits. The
claimant will then have to appeal the disqualification through the appropriate channels. This
can be as simple as verifying ID to providing proof wages and so forth. If necessary, a
disqualification may have to go through Appeals where a hearing will be scheduled to
determine eligibility. This can carry further up the legal system if necessary.

Job Finding and Placement Services

Field staff directly engage with Ul claimants to coordinate and provide labor exchange services
for UI claimants while receiving Ul assistance at the career center. This includes, but is not
limited to, work search assistance, job preparation workshops, referrals to partnering agencies
as needed, and referrals to businesses and hiring managers. Additionally, the Business Service
Team (BST) is available with relevant and verifiable job openings for job finding and placement
services for Ul claimants.

Work search activities and job contacts can include, but are not limited to, any of the
following examples:

o Formal Job Application - Examples: Copy of application confirmation from website or
submission email, copy of application email sent to employer, copy of fax application
confirmation, copy of your completed paper application, legibly signed, and dated by
employer or Kentucky Career Center staff, screenshot of text message showing application
submission

e Job Interview - Examples: Documentation of interview scheduling, form letter signed by
employer

e Job Shadowing - Examples: Form letter to be completed by employer, includes
dates/hours/etc.

e Job Fair or Networking Event - Examples: Business card from participating employer,
form letter signed by participating employer or KCC staff

e Job Search Skills Workshop or Seminar - Examples: Email and/or certificate from
Kentucky Career Center staff, form letter signed by the presenter to certify participation,
screenshots from online participation

¢ Employment Search Program through Kentucky Career Center or partner
- Examples: Confirmation of registration in KEE Suite, documentation of job referral
email, form letter signed by program staff to certify participation, screenshots from
online participation.
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4. PROVISION OF REFERRALS TO AND APPLICATION ASSISTANCE FOR TRAINING AND
EDUCATION PROGRAMS AND RESOURCES.

An Expectation Sheet is provided when services occur within the Kentucky Career Center.
Website resources and social media are used to share training opportunities to the wider
community. Additionally, while assisting Ul claimants, field staff assess, make recommendations
and provide referrals to partnering agencies as needed for both short and long-term training
and education programs. Partnering agencies include local WIOA representatives, training
providers, and other educational program providers. As each claimant is assisted as an
individual, the referral process differs for each. However, the referral processes involve warm-
handoffs, information gathering and dissemination, utilization of state issued technology
systems, and introductions (virtual, phone, email, and in-person).

As each claimant is assisted as an individual, the referral process differs for each individual and
the referral processes are conducted and tailored to the customers needs. However, a basic
referral process includes:

e Aninitial assessment
e Fact finding of career advancement needs (training/education needs)
e Barriers to successful employment
e Individual Employment Plan
e Referral to identified partners & programs as needed to include:
o introductions via:

= in-person

= virtual
= phone
=  email

e (Case management services to provide:
o Employment Services

= (Career based workshops
e Resume writing
e Dress for success
e How to interview
e Soft skill building
e Kentucky Career Center Orientation

o Orientation of available partners and services to job
seekers

= Job finding and placement services

o Routine follow-up services to monitor career growth
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Additionally, an expectation sheet is provided to all job seekers. The expectation sheet is a
supplemental resource when a job seeker is meeting with a staff member to provide awareness
of available services and activities in the center.

EXPECTATION SHEET

Customer
Name: Date:

Today’s Experience:

We are glad to have the opportunity to work with you on resolving your unemployment claim
problems. Some of the issues take more time than others, so please be patient while we make
the necessary adjustments to your claim. Your meeting/appointment today will give us a better
understanding of what is needed to resolve these pending issues.

Please Remember:
e Your claim is unique and different from anyone else’s claim.
e Most of your issues can be resolved within 7-10 days.
e [fwe have a delay in the resolution of your claim, we will contact you via phone or email.
e The insurance benefits that you received while filing your claim.

e Ifyou have any questions about Kentucky’s unemployment insurance process, you have
access to
“The Claimants Guide: Your Rights and Responsibilities When Claiming Unemployment.”
This document can be found at:
https://kcc.ky.gov/career/Documents/PAM400.pdf.

e The KCC.KY.GOV website is great resource. You can access your unemployment claim,
find information to assist with work search, and learn about other services available
from Kentucky Career Center partners.

Kentucky Career Center Representative:

Action
Items/Comments:

The Kentucky Career Center can:

e Assistyou in finding job openings.
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e Screen and test you for jobs that match your skills.
e Fund eligible on-the-job training and customized training needs.

e Arrange space for job interviews, and in some areas, schedule interviews via video
conferencing.

e Provide access to detailed labor market information for your local area, other areas of
Kentucky, and all other states & territories.

e Provide services to help both employer and employees when facing layoffs or other
major issues.

e Offer Unemployment Insurance information and make connections with Vocational
Rehabilitation services (for people with disabilities) and services for the Blind.

e Ifyou’re a Veteran, we offer Priority of service and additional opportunities.

E. AGRICULTURAL OUTREACH PLAN (AOP). EACH STATE AGENCY MUST DEVELOP AN AOP
EVERY FOUR YEARS AS PART OF THE UNIFIED OR COMBINED STATE PLAN REQUIRED UNDER
SECTIONS 102 OR 103 OF WIOA. THE AOP MUST INCLUDE AN ASSESSMENT OF NEED. AN
ASSESSMENT NEED DESCRIBES THE UNIQUE NEEDS OF FARMWORKERS IN THE AREA BASED
ON PAST AND PROJECTED AGRICULTURAL AND FARMWORKER ACTIVITY IN THE STATE.
SUCH NEEDS MAY INCLUDE BUT ARE NOT LIMITED TO: EMPLOYMENT, TRAINING, AND
HOUSING.

1. ASSESSMENT OF NEED. PROVIDE AN ASSESSMENT OF THE UNIQUE NEEDS OF
FARMWORKERS IN THE AREA BASED ON PAST AND PROJECTED AGRICULTURAL AND
FARMWORKER ACTIVITY IN THE STATE. SUCH NEEDS MAY INCLUDE BUT ARE NOT LIMITED
TO: EMPLOYMENT, TRAINING, AND HOUSING.

Farm workers in the state of Kentucky have unique needs of finding employment outside farm
work and meeting their training needs. Currently the Commonwealth of Kentucky helps MSFW
find employment through the 11 certified full-service career centers throughout the state. These
Career Centers offer services to help with resume preparation, interviewing skills, completion of
applications and other services provided by Career center partners. The Career centers also
provide training to develop the skills today’s employers want. These training may be provided
through the Career Center or the many partners. The partners included but are not limited to
the KCTCS, WIOA, OVR, OTB, Kentucky Farm Works Program, Experience Works Program.

2. AN ASSESSMENT OF THE AGRICULTURAL ACTIVITY IN THE STATE MEANS: 1) IDENTIFYING
THE TOP FIVE LABOR-INTENSIVE CROPS, THE MONTHS OF HEAVY ACTIVITY, AND THE
GEOGRAPHIC AREA OF PRIME ACTIVITY; 2) SUMMARIZE THE AGRICULTURAL EMPLOYERS’
NEEDS IN THE STATE (I.E. ARE THEY PREDOMINANTLY HIRING LOCAL OR FOREIGN
WORKERS, ARE THEY EXPRESSING THAT THERE IS A SCARCITY IN THE AGRICULTURAL
WORKFORCE); AND 3) IDENTIFYING ANY ECONOMIC, NATURAL, OR OTHER FACTORS THAT
ARE AFFECTING AGRICULTURE IN THE STATE OR ANY PROJECTED FACTORS THAT WILL
AFFECT AGRICULTURE IN THE STATE

The 2023 Feeding the Economy report demonstrates the resilience and strength of America's
food and agricultural sector, showing an increased economic output in every State compared to
the 2022 report. These industries are responsible for over $8.6 trillion, nearly 20%-of the
country's economic activity, directly supporting nearly 23 million jobs (15% of U.S.

Page 198



employment). The USDA reports that in 2023, the Commonwealth of Kentucky supported
683,234 total jobs and 339,337 direct jobs related to agriculture.

In 2022, the top five commodities in the Commonwealth of Kentucky (see Chart 1 below)
included corn, broilers, soybeans, and other animals, including horses and cattle/calves. In
2022, the top five agricultural exports in the Commonwealth of Kentucky (see Chart 2) included
horses (other livestock), soybeans, corn, tobacco, feeds, and other grains. According to the
USDA, in 2022, Kentucky's agricultural cash receipts totaled $9.922 billion.

[Source: USDA-NASS Economic Research Service Kentucky Fact Sheet and Census of
Agriculture]

Chart1

Top Five Commodities by Sales Receipts in 2022:

Corn $1.447
billion

Broilers $1.427
billion

Soybeans $1.392
billion

All other animals/products (including horses) $1.224
billion

Cattle and Calves $1.101
billion

[Source: USDA-NASS Economic Research Service Kentucky Fact Sheet and Census of
Agriculture]

Chart 2

Top Five Agricultural Exports

Horses (other livestock) $789.3
million

Soybeans $766.7
million

Corn $303.3
million

Tobacco $257.6
million

Feeds and other feed grains $229 million
Total exports: $3.29 billion

[Source: USDA-NASS Economic Research Service Kentucky Fact Sheet and Census of
Agriculture]
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The net farm income in Kentucky rose from $3,235,538,000 in 2022 to $4,117,607,000 in 2023,
according to the USDA Farm Income and Wealth Statistics. The gross cash income for all
commodity receipts totaled approximately $9.9 billion, according to the USDA-NASS Economic
Research Service Kentucky Fact Sheet and Census of Agriculture.

Kentucky Agriculture Cash Receipts in 2022:

Animals & products $4.467
billion

Crops $3.839
billion

Farm-related income $2.116
billion

Total Farm Income $9.922
billion

[Source: USDA-NASS Economic Research Service Kentucky Fact Sheet and Census of
Agriculture]

The Commonwealth of Kentucky has remained consistent with its top five commodities for over
a decade, with only the output of each determining their ranking. This is not an indication of
stagnation, but rather, it provides a pattern of labor-based needs in the State. Due to the
fluctuation of the timing of crops and commodities, farm workers in the Commonwealth of
Kentucky often need to find employment outside farm work and/or meet their training needs.
MSFW and agricultural employer services are guided by the State Monitor Advocate, who is
knowledgeable about the state workforce system. The Participant Individual Record Layout
(PIRL) reports for July 1, 2022- June 30, 2023, indicate 123 MSFW total participants served and
102 total participants exited.

3. AN ASSESSMENT OF THE UNIQUE NEEDS OF FARMWORKERS MEANS SUMMARIZING
MIGRANT AND SEASONAL FARM WORKER (MSFW) CHARACTERISTICS (INCLUDING IF THEY
ARE PREDOMINANTLY FROM CERTAIN COUNTRIES, WHAT LANGUAGE(S) THEY SPEAK, THE
APPROXIMATE NUMBER OF MSFWS IN THE STATE DURING PEAK SEASON AND DURING LOW

SEASON, AND WHETHER THEY TEND TO BE MIGRANT, SEASONAL, OR YEAR-ROUND
FARMWORKERS). THIS INFORMATION MUST TAKE INTO ACCOUNT DATA SUPPLIED BY WIOA
SECTION 167 NATIONAL FARMWORKER JOBS PROGRAM (NFJP) GRANTEES, OTHER MSFW
ORGANIZATIONS, EMPLOYER ORGANIZATIONS, AND STATE AND/OR FEDERAL AGENCY DATA
SOURCES SUCH AS THE U.S. DEPARTMENT OF AGRICULTURE AND THE U.S. DEPARTMENT OF
LABOR (DOL) EMPLOYMENT AND TRAINING ADMINISTRATION

The KCC has designated staff members who provide MSFW outreach as needed and required.
This staff has also received training in KCC services, the use of the complaint system, and
services available from other community and state agencies. However, the Commonwealth is
currently exploring viable options to onboard full-time outreach staff dedicated to the MSFW
population.

The dedicated outreach staff will convey the services available at the KCC'’s (referrals to
training, supportive and career services, specific employment opportunities, information on the
Employment Service & Employment-related Law Complaint system, other organizations serving
MSFW’s, farmworkers rights). Additionally, these staff will be provided professional
development activities to include, but not limited to: shadowing and being mentored by tenured
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team members during site visits where MSFW’s gather, online & in-person farmworker
organization hosted conferences such as: Eastern Kentucky Farmer Conference, 0AK Annual
Conference, Annual AG Expo, and Kentucky Farm Bureau Conferences, complaint system
training & familiarization, trade shows related to agricultural employment, among other events
and trainings as deemed relevant and necessary.

Staff will also utilize WorkforceGPS for guidance such as: Agricultural Connection Community,
Acquiring Workers for Agricultural Jobs Through the Agricultural Recruitment System,
Agricultural Upgrade Training with National Farmworker Jobs Program (NF]JP), State Monitor
Advocate System, Monitor Advocate System Performance Reporting, Evaluation of the H-2A
Alien Labor Certification Process and the United States Farm Labor Marker, as well as others as
deemed necessary and relevant.

During the peak seasons, Kentucky has approximately 9000 Visa workers, 20000 seasonal
workers, and approximately 10000 migrant workers. During the low season, there are
approximately 1500 Visa workers, 2500 seasonal workers and approximately 2500 migrant
workers. Mexico is the predominate country of origin of the MSFW in Kentucky, and most of
these workers speak and read Spanish.

Staff members provide outreach to MSFWs at KCC offices across the state.
4. OUTREACH ACTIVITIES

The local offices outreach activities must be designed to meet the needs of MSFWs in the State
and to locate and contact MSFWs who are not being reached through normal intake activities.
Describe the State agency's proposed strategies for:

The KCC has designated staff members who provide MSFW outreach as needed and required.
This staff has also received training in KCC services, the use of the complaint system, and
services available from other community and state agencies. However, the Commonwealth is
currently exploring viable options to onboard full-time outreach staff dedicated to MSFW
population. The dedicated outreach staff will convey the services available at the KCC'’s
(referrals to training, supportive and career services, specific employment opportunities,
information on the Employment Service & Employment-related Law Complaint system, other
organizations serving MSFW’s, farmworkers rights). Additionally, these staff will be provided
professional development activities to include, but not limited to: shadowing and being
mentored by tenured team members during site visits where MSFW’s gather, online & in-person
farmworker organization hosted conferences such as: Eastern Kentucky Farmer Conference,
OAK Annual Conference, Annual AG Expo, and Kentucky Farm Bureau Conferences, complaint
system training & familiarization, trade shows related to agricultural employment, among other
events and trainings as deemed relevant and necessary. Staff will also utilize WorkforceGPS for
guidance such as: Agricultural Connection Community, Acquiring Workers for Agricultural Jobs
Through the Agricultural Recruitment System, Agricultural Upgrade Training with National
Farmworker Jobs Program (NF]JP), State Monitor Advocate System, Monitor Advocate System
Performance Reporting, Evaluation of the H-2A Alien Labor Certification Process and the United
States Farm Labor Marker, as well as others as deemed necessary and relevant.

Because this population is so transient, outreach to Migrant Education Program could be a
source to contact additional farmworkers. The Migrant Education Program is an organization
that reaches out to the children of farmworkers, so by using this organization, KCC could reach
another cohort of the population. Kentucky will continue to reach out to other agencies to
provide the best services possible to MSFWs. Kentucky Career Centers also provide the job
seekers with one-on-one employment services including resume writing, interviewing
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techniques and job application completion. Additionally, KCC provides the job seeker with a
Web-based program, Kentucky Career Portal, which helps develop a resume and track job leads
online.

Staff members are active in the regional business service teams and have a Web-based program,
Kentucky Labor Exchange (NLX), which allows employers to search online for qualified
candidates.

A. CONTACTING FARMWORKERS WHO ARE NOT BEING REACHED BY THE NORMAL INTAKE
ACTIVITIES CONDUCTED BY THE EMPLOYMENT SERVICE OFFICES

The KCC has designated staff members who provide MSFW outreach as needed and required.
This staff has also received training in KCC services, the use of the complaint system, and
services available from other community and state agencies. However, the Commonwealth is
currently exploring viable options to onboard full-time outreach staff dedicated to the MSFW
population. The dedicated outreach staff will convey the services available at the KCC’s
(referrals to training, supportive and career services, specific employment opportunities,
information on the Employment Service & Employment-related Law Complaint system, other
organizations serving MSFW’s, farmworkers rights). Additionally, these staff will be provided
professional development activities to include, but not limited to: shadowing and being
mentored by tenured team members during site visits where MSFW’s gather, online & in-person
farmworker organization hosted conferences such as: Eastern Kentucky Farmer Conference,
OAK Annual Conference, Annual AG Expo, and Kentucky Farm Bureau Conferences, complaint
system training & familiarization, trade shows related to agricultural employment, among other
events and trainings as deemed relevant and necessary. Staff will also utilize WorkforceGPS for
guidance such as: Agricultural Connection Community, Acquiring Workers for Agricultural Jobs
Through the Agricultural Recruitment System, Agricultural Upgrade Training with National
Farmworker Jobs Program (NFJP), State Monitor Advocate System, Monitor Advocate System
Performance Reporting, Evaluation of the H-2A Alien Labor Certification Process and the United
States Farm Labor Marker, as well as others as deemed necessary and relevant.

Because this population is so transient, outreach to Migrant Education Program could be a
source to contact additional farmworkers. The Migrant Education Program is an organization
that reaches out to the children of farmworkers, so by using this organization, KCC could reach
another cohort of the population. Kentucky will continue to reach out to other agencies to
provide the best services possible to MSFWs. Kentucky Career Centers also provide the job
seekers with one-on-one employment services including resume writing, interviewing
techniques and job application completion. Additionally, KCC provides the job seeker with a
Web-based program, Kentucky Career Portal, which helps develop a resume and track job leads
online.

B. PROVIDING TECHNICAL ASSISTANCE TO OUTREACH STAFF. TECHNICAL ASSISTANCE
MUST INCLUDE TRAININGS, CONFERENCES, ADDITIONAL RESOURCES, AND INCREASED
COLLABORATION WITH OTHER ORGANIZATIONS ON TOPICS SUCH AS ONE-STOP CENTER
SERVICES (L.E. AVAILABILITY OF REFERRALS TO TRAINING, SUPPORTIVE SERVICES, AND
CAREER SERVICES, AS WELL AS SPECIFIC EMPLOYMENT OPPORTUNITIES), THE
EMPLOYMENT SERVICE AND EMPLOYMENT-RELATED LAW COMPLAINT SYSTEM
(“COMPLAINT SYSTEM” DESCRIBED AT 20 CFR 658 SUBPART E), INFORMATION ON THE
OTHER ORGANIZATIONS SERVING MSFWS IN THE AREA, AND A BASIC SUMMARY OF
FARMWORKER RIGHTS, INCLUDING THEIR RIGHTS WITH RESPECT TO THE TERMS AND
CONDITIONS OF EMPLOYMENT.
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The KCC has designated staff members who provide MSFW outreach as needed and required.
This staff has also received training in KCC services, the use of the complaint system, and
services available from other community and state agencies. However, the Commonwealth is
currently exploring viable options to onboard full-time outreach staff dedicated to the MSFW
population. The dedicated outreach staff will convey the services available at the KCC’s
(referrals to training, supportive and career services, specific employment opportunities,
information on the Employment Service & Employment-related Law Complaint system, other
organizations serving MSFW’s, farmworkers rights). Additionally, these staff will be provided
professional development activities to include, but not limited to: shadowing and being
mentored by tenured team members during site visits where MSFW’s gather, online & in-person
farmworker organization hosted conferences such as: Eastern Kentucky Farmer Conference,
OAK Annual Conference, Annual AG Expo, and Kentucky Farm Bureau Conferences, complaint
system training & familiarization, trade shows related to agricultural employment, among other
events and trainings as deemed relevant and necessary. Staff will also utilize WorkforceGPS for
guidance such as: Agricultural Connection Community, Acquiring Workers for Agricultural Jobs
Through the Agricultural Recruitment System, Agricultural Upgrade Training with National
Farmworker Jobs Program (NFJP), State Monitor Advocate System, Monitor Advocate System
Performance Reporting, Evaluation of the H-2A Alien Labor Certification Process and the United
States Farm Labor Marker, as well as others as deemed necessary and relevant.

C. INCREASING OUTREACH WORKER TRAINING AND AWARENESS ACROSS CORE PROGRAMS
INCLUDING THE UNEMPLOYMENT INSURANCE (UI) PROGRAM AND THE TRAINING ON
IDENTIFICATION OF UI ELIGIBILITY ISSUES

The KCC has designated staff members who provide MSFW outreach as needed and required.
This staff has also received training in KCC services, the use of the complaint system, and
services available from other community and state agencies. However, the Commonwealth is
currently exploring viable options to onboard full-time outreach staff dedicated to the MSFW
population. The dedicated outreach staff will convey the services available at the KCC’s
(referrals to training, supportive and career services, specific employment opportunities,
information on the Employment Service & Employment-related Law Complaint system, other
organizations serving MSFW’s, farmworkers rights). Additionally, these staff will be provided
professional development activities to include, but not limited to: shadowing and being
mentored by tenured team members during site visits where MSFW’s gather, online & in-person
farmworker organization hosted conferences such as: Eastern Kentucky Farmer Conference,
OAK Annual Conference, Annual AG Expo, and Kentucky Farm Bureau Conferences, complaint
system training & familiarization, trade shows related to agricultural employment, among other
events and trainings as deemed relevant and necessary. Staff will also utilize WorkforceGPS for
guidance such as: Agricultural Connection Community, Acquiring Workers for Agricultural Jobs
Through the Agricultural Recruitment System, Agricultural Upgrade Training with National
Farmworker Jobs Program (NFJP), State Monitor Advocate System, Monitor Advocate System
Performance Reporting, Evaluation of the H-2A Alien Labor Certification Process and the United
States Farm Labor Marker, as well as others as deemed necessary and relevant.

D. PROVIDING STATE MERIT STAFF OUTREACH WORKERS PROFESSIONAL DEVELOPMENT
ACTIVITIES TO ENSURE THEY ARE ABLE TO PROVIDE HIGH QUALITY SERVICES TO BOTH
JOBSEEKERS AND EMPLOYERS

The KCC has designated staff members who provide MSFW outreach as needed and required.
This staff has also received training in KCC services, the use of the complaint system, and
services available from other community and state agencies. However, the Commonwealth is
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currently exploring viable options to onboard full-time outreach staff dedicated to the MSFW
population. The dedicated outreach staff will convey the services available at the KCC’s
(referrals to training, supportive and career services, specific employment opportunities,
information on the Employment Service & Employment-related Law Complaint system, other
organizations serving MSFW’s, farmworkers rights). Additionally, these staff will be provided
professional development activities to include, but not limited to: shadowing and being
mentored by tenured team members during site visits where MSFW'’s gather, online & in-person
farmworker organization hosted conferences such as: Eastern Kentucky Farmer Conference,
0OAK Annual Conference, Annual AG Expo, and Kentucky Farm Bureau Conferences, complaint
system training & familiarization, trade shows related to agricultural employment, among other
events and trainings as deemed relevant and necessary. Staff will also utilize WorkforceGPS for
guidance such as: Agricultural Connection Community, Acquiring Workers for Agricultural Jobs
Through the Agricultural Recruitment System, Agricultural Upgrade Training with National
Farmworker Jobs Program (NFJP), State Monitor Advocate System, Monitor Advocate System
Performance Reporting, Evaluation of the H-2A Alien Labor Certification Process and the United
States Farm Labor Marker, as well as others as deemed necessary and relevant.

E. COORDINATING OUTREACH EFFORTS WITH NFJP GRANTEES AS WELL AS WITH PUBLIC
AND PRIVATE COMMUNITY SERVICE AGENCIES AND MSFW GROUPS

The KCC and the Kentucky MSFW program collaborate and partner with the Kentucky
Farmworker- National Farmworker Jobs Program (NFJP) to employ farmworkers throughout
Kentucky in full-time employment outside agriculture and high-paying jobs within agriculture.
The Kentucky MSFW program also partners with Migrant Education and migrant health
programs to provide needed services to the MSFW participants.

KCC services are available to all MSFW participants to provide job seekers with individualized
employment services, including resume writing, interviewing techniques, and job application
