Kentucky Workforce Pell Grant Workgroup

WORKFORCE Meeting Minutes
INNOVATION BOARD January 22, 2026; 10 — 11:30 am EST

IN-PERSON - 500 Mero Street, Frankfort, KY: 4" Floor Conference Room
Via Hybrid Options

Attendees: Rajeev Darolia, Johnny Collett, Matt Berry, Sam Keathley, David Potter, Brandon Combs, Leslie
Sizemore, Miles Feroli, Myra Wilson, Jessie Schook, Becky Gilpatrick, Kendrah Winters Pearson, Brittany Cox,
Beth Hargis, and Alicia Crouch

KWIB Staff: Alisher Burikhanov, LaChrista Ellis, and Sara Jaggers

10:00 am Welcome and Introductions

Alisher Burikhanov, Executive Director, Kentucky Workforce Innovation Board (KWIB), welcomed workgroup
members and thanked them for their participation. He opened the meeting with introductions from attendees
and announced that David Potter, Ph.D., Senior Coordinator and Education Transition Strategist with Kentucky
Adult Education, will serve as a co-lead for the workgroup, representing the Department of Workforce
Development. The workgroup was emphasized as having broad representation from both business leadership
and local workforce areas. Collaboration among members will be essential to complete the work by July 1, with
a focus on reviewing data, identifying priorities, and advancing implementation.

Workforce Pell Update

Rajeev Darolia, Ph.D., Wendell H. Ford Professor of Public Policy & Economics, University Research Professor,
University of Kentucky, provided an update on federal negotiated rulemaking for Workforce Pell, noting that
the committee reached consensus on regulatory text largely consistent with prior discussions, with minor
clarifications. A second rulemaking addressed accountability for non-workforce programs through a new
earnings-premium framework, while Workforce Pell eligibility remains separate. Key themes include alignment
with existing Perkins and WIOA definitions and a phased implementation approach due to tight timelines. The
rulemaking process remains on an accelerated schedule, with a proposed rule, a public comment period to
follow, and a final rule anticipated by June 1, 2026, ahead of a July 1, 2026 implementation date.

Key Outcomes
Alisher Burikhanov, Executive Director, Kentucky Workforce Innovation Board (KWIB), highlighted that the

accelerated federal timeline for Workforce Pell requires states to act quickly, leading many to adopt a phased
implementation approach. The workgroup plays a key role in ensuring the program is practical, student-focused,
and aligned with education and workforce systems, including existing Perkins and WIOA frameworks. Economic
development representation was noted as particularly valuable for anticipating emerging occupations and
industry needs. The workgroup’s responsibilities include developing definitions for high-skill, high-wage, and in-
demand occupations, identifying phased implementation strategies, proposing safeguards for taxpayer funds,
determining data models, coordinating public comments, considering administrative structures, and planning
outreach and marketing. These recommendations will guide the Kentucky Workforce Innovation Board and the
Governor ahead of the July 1, 2026, implementation deadline.



Group Discussion

The group discussed governance and approval processes for Workforce Pell-eligible programs, emphasizing the
importance of establishing a clear program approval structure before addressing complex data questions.
Defining the decision-making body and approval pathway was identified as an actionable early step, with an
initial list of potentially eligible programs—particularly those aligned with Perkins—supporting implementation
planning. Potential governance models included key for program approval and quality assurance, while technical
and non-public programs may require adapted evaluation processes. KWIB’s role was highlighted as providing
a business-led perspective on defining high-wage, high-skill, and in-demand criteria, with the Governor making
final program approvals.

A proposed Workforce Pell Approval Workgroup was recommended for the first two years, including
representatives from the KWIB, Education and Labor Department of Workforce Development (specifically,
Kentucky Office of Industry and Apprenticeship Servies and Office of Adult Education), Council on
Postsecondary Education (CPE), Association of Independent Kentucky Colleges and Universities (AIKCU),
KYSTATS, Kentucky Department of Education (KDE), and observers from, Kentucky Community and Technical
College System (KCTCS), Kentucky Cabinet for Economic Development (CED), and Kentucky Higher Education
Assistance Authority (KHEAA). This group would be tasked with reviewing programs and making
recommendations to the KWIB, and through ELC, to the Governor. The workgroup would continue focusing on
statewide policy, target populations, and eligibility criteria. Members agreed that eligibility decision-making
should be separate from institutions offering programs to avoid conflicts of interest, with institutions
responsible for ensuring programs meet criteria before submission.

Alisher called for a motion to approve the governance committee structure as discussed. Brittany Cox made the
motion, which was seconded by David Potter. A vote was taken, and the motion carried unanimously, with no
opposition voiced.

KYSTATS Data Review

Sam Keathley, Senior Workforce Analyst, Kentucky Center for Statistics (KYSTATS), provided an overview of
aligning Workforce Pell program definitions with prior key sector analysis, which identified target occupations
based on demand, growth, and wages. Occupations were used as the starting point due to their clearer
connection to educational programs. While there is overlap between key sector criteria and Workforce Pell
priorities, differences were noted, including the focus on specific instructional programs and regional labor
market variation. No formal priority occupation list was established, allowing the process to evolve over time.
The group also discussed challenges in defining “high skill” and emphasized the need for adaptable definitions,
potentially reviewed on a regular cycle, to ensure alignment with labor market needs and feasible educational
pathways.

The group suggested considering adoption of Workforce Pell definitions from other states that have proven
successful, using them as a starting point with the option to review, revise, and iterate as needed. This might
not work for all thresholds but would be useful for defining high skill criteria.

11:31 am - Closing Comments and Adjournment
Alisher Burikhanov thanked attendees for their participation and asked everyone to mark their calendars for the
next Workforce Pell Grant Workgroup meeting, which will be on Thursday, February 19, 2026.
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10:00 am {11 =] [T 3 1T Alisher Burikhanov
Executive Director
Kentucky Workforce Innovation Board (KWIB)

David Potter, Ph.D.
Senior Coordinator, Education Transition Strategist

Kentucky Adult Education

10:10 am Workforce Pell Update..........ccuuuiiiiiiineinninnninnninsnsnnninnesssnsnsssssssssssssssssssess Rajeev Darolia, Ph.D.
Wendell H. Ford Professor of Public Policy & Economics

University Research Professor

University of Kentucky

10:20 am KEY OULCOMES...cciiiieuiiiiiiinisnisssinsssssssnssssasssasssssnssssssssssssssssss sssasssssssssnssssssssssssnsssnssas Alisher Burikhanov

- Recommendation on:
o The Definitions of High Skill, High Wage, and In-Demand
o Phased Approach to Implementation
o Additional Layers of Protection

- Common Understanding of:

Data models best suited for the program

Strategies for providing collective comments to US Education Department
The Administration of Workforce Pell

Marketing Opportunities to Kentuckians

O O O O



10:30 pm KYSTATS Data REVIEW........cervverireerrrereinreecrenersnecssseessseseseeessnssssssssssessessssassssasssnssssssesssses Matt Berry, Ph.D.
Executive Director

Kentucky Center for Statistics (KYSTATS)

Sam Keathley
Senior Workforce Analyst
Kentucky Center for Statistics (KYSTATS)

11:00 am Piloting Dual Enrollment in Adult EUCAtion ........ccoccerveeriverineenrrnineeneenseeneeseenneenne David Potter, PhD.

11:10am GrOUP DiSCUSSION....cccceerreeerieerreerireeereaseneessaeessessseesssnsesassssasessssesasesssassssnssssasassenaes Workgroup Members

11:30 am AdJOUMNMENT......ciiviiiiiinitie i sssssssessassssasssnssnssssssssssasssssssssssassssssssssssssn e snssns Alisher Burikhanov



Summary of Key Sector Quantitative Analysis

The quantitative analysis that supported key sector selection discussions in 2024 generally followed this
premise:

/1.) Which occupations, at a statewide level, exhibit some favorable combination of wages, projected \
job openings (demand), and projected growth?

2.) Among those occupations, are there any that should be excluded? For example, maybe they don’t
pay a living wage, or maybe they require extremely high (or low) levels of educational attainment.

3.) For the remaining occupations, which industries account for the highest volumes of jobs in those

\ occupations? /

The final result of this analysis was a series of ranked lists of industries (one list for each ruleset
considered in Step 2, shown on the sector_outputs tab of Attachment 1). Note that the lists of
occupations that are produced in order to arrive at those industries (shown on the occupation_inputs tab
of Attachment 1) were not formalized as a set of ‘priority occupations’, and existed only as a by-product of
the industry identification process.

Key Sectors vs. Workforce Pell - Labor Market Data Alignment

Key Sectors Workforce Pell
What units of analysis are Industries (with occupations as a Instructional programs (with
important? foundation). occupations and/or industries as

afoundation).

To the extent that occupational Demand, Wages, and Growth Demand, Wages, and Skill.
data are important, what specific Rate.
metrics matter?

Are those metrics considered In conjunction with one another. Either. States are free to make

independently or in conjunction Occupations received a independent lists (e.g.

with one another? ‘composite’ score in the occupations can be considered
underlying calculations for key High Wage but not High Demand,
sector quantitative work. orvice versa).

How might regionality play arole?  Local WIBs were able to LWA-level labor market data could

supplement key sectors with their  potentially be used to generate

own regional priority industries, so  region-specific frameworks for

regionality wasn't a feature of the High-Wage, High-Demand lists.
quantitative analysis.



Option #1: Repurposing Portions of Key Sector Methodology for Workforce Pell

To repurpose portions of the Key Sector methodology, there are several aspects of that approach that
workgroup members would need to be comfortable with in the context of Workforce Pell. For example:

- The occupations that’d ultimately be crosswalked to instructional programs would take the form
of a single list (as opposed to separate High-Wage, High-Demand, High-Skill lists).

- Key Sectors methodology does not include a “High Skill” dimension, but does include a “High-
Growth” dimension that isn’t explicitly required for Workforce Pell determinations.

- Key sectors methodology does not account for regional labor market characteristics (and instead
only accounts for the statewide labor market).

If those conditions are accepted, then, in practice, this process would look like: choosing one of
‘Methods’ outlined in Attachment 1, deciding whether the data should be refreshed (as opposed to using
the slightly older data that drove Key Sector selection), and then crosswalking the occupations to
instructional programs.

Option #2: Developing a new approach

In the event that workgroup members would prefer not to repurpose the Key Sector methodology, and
would instead prefer a methodology that accounts for regionality and which would result in independent
lists for High-Wage, High-Demand, and High-Skill occupations (as opposed to composite scores), then
there are other viable approaches.

Specifically, High-Wage and High-Demand occupation lists could be generated by identifying a specific
threshold such that occupations exhibiting values above that threshold are included in the list(s).

Potential Wage thresholds:

- Living wage (likely from MIT LW Calculator... would require identifying household structure, and
geographies to be used for comparison).

- Other publicly-available poverty/ self-sufficiency measures (Statewide or LWA)

- Entry-level wage for Total, All Occupations (Statewide or LWA)

- Median wage for Total, All Occupations (Statewide or LWA)

- Some % of any of the wage levels mentioned above

Potential Demand thresholds:

- X% of an area’s total expected ten-year job openings accounted for by an occupation

- Apredetermined volume (e.g. 500 or more job openings)

- Growth rates above or below the state or LWA Total, All Occupations growth rate (note: this isn’t
synonymous with demand or job openings in the strictest sense, but is likely still defensible)

- Occupations in the Xth percentile along Demand (State or LWA)

- Occupations with the top X highest-demand within the state or an LWA (e.g. Top 100)

“High Skill” is a categorization that probably isn’t well-served by quantitative analysis alone. Typically, in
labor market analyses, high-skill vs. middle-skill vs. low-skill occupations are delineated as such based
on the level of educational attainment required to perform them (which isn’t necessarily aligned to the



spirit of Workforce Pell). To the extent that any KYSTATS data can be brought to bear on High Skill
determinations, the workgroup might consider an approach that begins with the kind of educational-
attainment-based categorization described above, but wherein occupations can be ‘elevated’ to High-
Skill status based on whether the workforce supply of that occupation is supported by Apprenticeship
programs, CTE programs, etc.

Miscellaneous notes

Note that not all occupations that exist in Kentucky have publishable wage and/or demand
estimates, as occupations’ estimates can be suppressed for a variety of reasons (e.g. insufficient
sample coverage). In many of these cases, it is reasonable to assume that a suppressed
occupation accounts for very a relatively small volume of employment. However, in other cases, a
suppressed occupation could potentially account for a non-trivial volume of employment,
especially in instances where the occupation’s employment overwhelmingly belongs to a small
number of employers. Substitution of statewide estimates may or may not be appropriate in these
instances, depending on the use case.

In KYSTATS’ data products, you’ll see Demand and Total Job Openings published separately (with
Demand universally being the smaller of the two data points for a given occupation). This reflects
the fact that there are three underlying economic phenomena that produce job openings:

o Economic growth. The economy grows over time, so additional job openings are produced
to account for the new occupational employment that is needed as a result.

o Exits. Individuals who are performing an occupation exit the labor force (e.g. retirements),
and so job openings are produced to account for the replacement occupational
employment that is needed as a result.

o Transfers. Individuals who are performing an occupation stop performing that occupation
to begin performing another occupation, and so job openings are produced to account for
the replacement occupational employment that is needed as a result.

Arguably, job openings from transfers entail a sort of ‘musical chairs’ aspect. For example, if a
Human Resources Manager and an Accountant were to swap jobs, then there’d be two job
openings produced - one in each of those occupations. However, in this instance, do education
and workforce planners need to do anything in terms of producing an additional Human
Resources Manager or an additional Accountant? Probably not. So, for some use cases, itis
useful to only consider job openings produced from economic growth and exits, which is the
metric that we refer to as Demand. There are many other use cases where Total Job Openings is
the more useful metric.
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Introductio

The Strengthening Career and Technical
Education for the 21st Century Act (Perkins V)
places a strong emphasis on the alignment of
Career Technical Education (CTE) programs of
study with state, regional and local economies.
Specifically, the legislation requires Perkins-
funded programs to prepare students for “high-
skill, high-wage, or in-demand occupations.” These
terms — high skill, high wage and in demand —
are foundational to Perkins V, appearing in both
the purpose of the law and the definition of CTE.

While these terms were present in the previous
law and increasingly have been part of state
efforts to develop and prioritize CTE pathways,
Perkins V puts a much firmer stake in the
ground around the importance of labor market
alignment. States and local recipients can no
longer merely declare that their programs

are responsive to employer demand but now
must use labor market information (LMI) to
demonstrate the alignment of programs to high-
skill, high-wage and/or in-demand careers.

Further, Perkins V specifies that states’ plans must
include a determination of how aligned their
programs and programs of study are to the needs
of the state, regional or local economy, along with
a description of how they will use labor market
data to show that alignment. State plans must also
describe the criteria and processes states will use
to approve eligible recipients for funding, including
verifying that funds will be used to promote
preparation for high-skill, high-wage or in-demand
industry sectors or occupations identified through
comprehensive local needs assessments.

As with many Perkins V requirements, the
responsibility of defining these terms rests
solely with states, providing them with a

major opportunity to set a meaningful bar for
determining which career opportunities anchor
their CTE programs. The stronger focus on labor
market alignment compels state CTE leaders to
ensure that all program offerings are relevant to
today’s economy and that learners will participate
in CTE programs with data-driven and validated
labor market value.

Aligning to Opportunity: State Approaches to Setting High Skill, High Wage and In Demand -



Not only does this requirement support a focus
on the quality of programs, but it also provides

an opening for collaboration across all state
systems — K-12, postsecondary and workforce
development — to establish a common
understanding and use of LMI, which can promote
cross-sector alignment. For example, as part of
the legislation’s emphasis on encouraging greater
ties to the provisions of the Workforce Innovation
and Opportunity Act (WIOA), Perkins V replaces
the Perkins IV term high demand with the term
used in WIOA — in demand.” Moreover, statewide
definitions and shared data help to send clear
signals to learners, families and employers that
CTE offerings are designed to lead to economic
opportunity.

The process of developing clear, consistent

and meaningful definitions for these terms is
complicated work, requiring collaboration, quality
data and leadership to draw a line that may leave
some CTE programs unfunded. Specifically, states
are grappling with:

B How should they define high skill, high wage
and in demand?

B Which data sources should they use to make
determinations about whether programs
meet one or more of the criteria, and what
assistance should be provided to local
applicants in accessing and using data?

B Should they provide flexibility for eligible
recipients whose programs may not meet the
criteria, and how should it be provided?

B How can information on CTE program
alignment with LMI be disseminated publicly
and promoted specifically to learners and
families?

This brief describes some approaches that states
are taking to partner across agencies to access
and review LMI; develop definitions for high skill,
high wage and in demand; and align CTE programs
and programs of study to those criteria.

KEY HIGH-SKILL, HIGH-WAGE AND IN-DEMAND REQUIREMENTS IN PERKINS V

“.... building on the efforts of States and localities to develop challenging academic and technical standards
and to assist students in meeting such standards, including preparation for high-skill, high-wage, or
in-demand occupations in current or emerging professions ...”

Purpose of
Perkins V
(SEC.2)

Definition of CTE
in Perkins V
(SEC.2)

“... provides individuals with rigorous academic content and relevant technical knowledge and skills
needed to prepare for further education and careers in current or emerging professions, which may include
high-skill, high-wage, or in-demand industry sectors or occupations ...."

“The State plan shall include ... (4) [a] description of how the eligible agency will (iii) use State, regional,
or local labor market data to determine alignment of eligible recipients’ programs of study to the needs of
the State, regional, or local economy, including in-demand sectors and occupations identified by the State
board, and to align career and technical education with such needs, as appropriate ... . (d) The State plan
shallinclude — (13) assurances that . ... (C) the eligible agency will use the funds to promote preparation
for high-skill, high-wage, or in-demand industry sectors or occupations and non-traditional fields, as
identified by the eligible agency.”

Required State
Plan Content
(SEC.122)

“[E]ach eligible agency shall — (1) conduct State leadership activities to improve career and technical
education, which shall include support for — (A) preparation for non-traditional fields in current and
emerging professions, programs for special populations, and other activities that expose students,
including special populations, to high-skill, high-wage, and in-demand occupations.”

State Leadership
Activities
(SEC.124)

Note: Emphasis added in definitions.

n Aligning to Opportunity: State Approaches to Setting High Skill, High Wage and In Demand



Defining

High Skill, High Wage
and In Demand

A Collaborative, Cross-Agency Approach

States are using various methods to develop
definitions for high skill, high wage and in demand,
but an emerging strategy is for CTE to collaborate
with other agencies throughout the process. This
collaboration allows expertise from economic and
workforce agencies to be included, particularly
their knowledge or use of LMI.

For example, the District of Columbia’s Office of
the State Superintendent of Education (OSSE) —
which oversees CTE in the District of Columbia
Public Schools, 106 charter schools, and the
University of the District of Columbia Community
College — began the process by meeting with a
small group of local education agency partners in
December 2018. This group left with the charge of
researching various definitions and came back to
report and discuss its findings in February 2019.

At that point, the group brought in individuals
from the District of Columbia’s Workforce
Investment Council (WIC) for advice on expert
entities it might consult, as well as data sources.
After some discussion, the group landed on the
Massachusetts Institute of Technology (MIT) cost
of living tool to inform much of the high wage

definition.? The LMI data provider EMSI informed
ongoing discussions around the term in demand,
helping to tackle such questions as whether the
definition should incorporate job replacement
as well as job growth. Another consideration was
whether to incorporate data from beyond the
District of Columbia metropolitan statistical area,
such as data from Baltimore.

The group outlined various options that were
then shared with the deputy mayor’s office. A
proposed set of definitions was then presented to
the Department of Employment Services, the WIC,
industry partners and other stakeholders at a May
2019 CTE State Plan Advisory Committee meeting.
With the Advisory Committee’s input, the
definitions were updated and shortly thereafter
implemented. The new definitions are being
integrated into the Perkins V state plan and OSSE's
state CTE policies; OSSE also is working closely
with other workforce development programs

and offices, particularly those authoring the new
WIOA state plan, to explore the alignment of
these definitions across the District’s workforce
and education systems.

Aligning to Opportunity: State Approaches to Setting High Skill, High Wage and In Demand



Y DISTRICT OF COLUMBIA
Definition of High Skill

Occupations located within the Washington, DC, metropolitan statistical area with education or training requirements
of: completion of an apprenticeship program; completion of an industry-recognized certification or credential; an
associate degree; or higher.

Definition of High Wage

Occupations that have a 25th percentile wage equal to or greater than the most recent MIT Living Wage Index for one
adult in the District of Columbia and/or lead to a position that pays at least the median hourly or annual wage for the
Washington, DC, metropolitan statistical area. (Note: As of August 1, 2019, a 25th percentile hourly wage of $17.02 or
greater is required to meet this definition.)

Definition of /n Demand

Occupations in the Washington, DC, metropolitan statistical area having more than the median number of total
(growth plus replacement) annual openings over a five-year period. (Note: An occupation is required to have an annual
growth plus replacement rate of at least 105 apenings between 2020 and 2025 to meet this definition.)

Similarly, as part of efforts to redesign all CTE
programs into structured programs of study,

the Texas Education Agency led a process

in collaboration with the Texas Workforce
Commission, Texas Workforce Investment Council,
Texas Higher Education Coordinating Board,

local teachers and administrators and industry
representatives to identify high-wage, high-skill

and in-demand occupations. Texas engaged
these stakeholders to serve on industry advisory
committees for each Career Cluster® to leverage
labor market data to identify priority occupations
and the necessary knowledge and skills for

the programs of study across secondary and
postsecondary systems.

Determining Clear Criteria

As described above, states have multiple one state-level data point and Nebraska electing

considerations for each definition. For example,
should high wage be measured at the state level
or regionally? Does one data point suffice, or
should multiple data points be used? Minnesota

to use multiple data points at the regional level.
States may allow for a choice of criteria if they
have significant disparities in average income or
wages — or potentially in sectors represented —

and Nebraska made different determinations
on those questions, with Minnesota choosing

across different regions of the state.

Minnesota
High wage is anything that is above the median wage for all occupations (541,749 based on 2018 data from
Minnesota Department of Employment and Economic Development).

Nebraska

An occupation is considered high wage when it pays wages that equal or exceed wages for all occupations in the same
region in at least four of the eight wage metrics: average hourly wage, entry wage, experienced wage, 10th percentile
wage, 25th percentile wage, 50th percentile wage, 75th percentile wage and 90th percentile wage.

Aligning to Opportunity: State Approaches to Setting High Skill, High Wage and In Demand



Texas also chose to use median wage for its high
wage definition. A reason to use median wage,
rather than average, is that some industries, such
as the energy industry, have a very wide pay
spread. For occupations in such industries, the
average wage may skew upward and not provide
a good representation of what entry- or mid-level
wages would be. Importantly, none of the three
states use entry-level wage as the sole criterion
for high wage, which could discount many
career fields that provide meaningful long-term
opportunities.

E® Definition of High Skill

Nebraska

Texas

and not job terminal.

Similar to the considerations for high wage, the
in-demand criteria may be set at the state or
regional level and may specify one or multiple
data points to use. Ohio approaches the
definition from the state level and uses multiple
data points, while Oklahoma includes different
levels but sets one data point: that demand
exceed supply.

With regard to high skill, definitions differ about
the extent to which they include work-related
experience, employer-recognized credentials
and/or formal postsecondary education. For
example, Nebraska’s definition includes formal
postsecondary education but also recognizes
long-term on-the-job training, apprenticeships
and internships as denoting high skill. Texas’
definition focuses on different types of
credentials, such as certifications and degrees.

All occupations that require an education level of some college or a higher, or that require a high school diploma (or
equivalent) plus long-term on-the-job training, an apprenticeship or an internship or residency.

A program of study demonstrating multiple entrance and exit points into careers including options for exit points
from industry-based certifications, postsecondary level one and level two certifications from a technical college or
community college, an associate degree and a bachelor’s degree to ensure program of study sequences are continual

While workforce projections are needed for
definitions of in demand, states may not want to
rely only on projections of growth of a particular
occupation since there can be a high percentage

of growth but still few openings (e.g., an increase
from 40 jobs to 60 represents a 50 percent
increase but a very small number of overall
openings). Ohio includes both growth and actual
job availability in its definition.

Aligning to Opportunity: State Approaches to Setting High Skill, High Wage and In Demand n



" 'Definition of In Demand
Ohio

Annual growth in the number of jobs greater than the statewide average of 50 and annual job openings greater than
the statewide average of 230. (Openings refer to the anticipated number of positions that become available each year,
and growth is the projected increase in the total positions for the occupation from one year to the next.)

Oklahoma
An in-demand industry is defined as an occupation in which state, local or regional labor market data show that
demand exceeds projected employment supply.

Perkins V requires that funded programs of study because those that fall below statewide

lead to occupations that are high wage, high skill thresholds for high wage and/or high skill are far
or in demand. Therefore, to comply with the law, less likely to provide the best opportunities for
only one of the criteria needs to be met. However,  CTE learners. Both Oklahoma and Minnesota will
this requirement is very much the floor and not be requiring that local programs meet at least
the ceiling. Meeting two or more criteria likely two of the three criteria. Nebraska requires that
better ensures that students will experience a programs of study meet all three criteria to be
viable and financially rewarding career pathway. eligible for Perkins funding, and all of its 65 state-
In particular, states should avoid aligning their level programs of study do so. Texas also requires
CTE programs with only in-demand occupations that programs meet all three criteria.

n Aligning to Opportunity: State Approaches to Setting High Skill, High Wage and In Demand



1
A embllngtheData

D ——_———

Setting definitions for high skill, high wage and

in demand — and keeping those definitions
current — requires multiple sources of data that
are reliable and updated regularly. States are
consulting different datasets and sources for
both setting their definitions and subsequently
making the calculations to determine which CTE
programs meet the definitions.

Some of these data sources are provided
externally by experts or vendors. For example, the
District of Columbia’s OSSE is using the MIT Living
Wage Index to set the threshold for its definition
of high wage and EMSI as the data analytics tool
to determine occupations meeting the high wage
and in demand definitions. EMSI is an LMI source
that compiles data from the U.S. Census Bureau
and Department of Labor as well as job postings
and online job profiles. Providers such as EMSI,
Burning Glass or others can provide real-time

Aligning to Opportunity: State Approaches to Setting High Skill, High Wage and In Demand

data so that states and regions have the most
current data. OSSE is providing eligible recipients
with access to EMSI in addition to training on
how to interpret and use the data. In other cases,
states are relying on data collected by their own
workforce, labor and/or economic development
agencies.

Once states determine their definitions and
conduct analyses to identify the occupations that
meet them, it is critical that states provide the
LMI to key stakeholders in actionable ways. For
example, Nebraska’s H3 site provides the state
definitions of high wage, high skill and high (in)
demand, as well as a search tool for identifying
those occupations at the state or regional level.
Under Perkins V, Nebraska is requiring all local
eligible recipients to use the data from the site
as a rationale for program funding. The site is
updated weekly.?
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Minnesota’s Occupations in Demand online tool
allows users to search for high-demand jobs

in each region of the state. Wages, long-term
employment outlook and training (or degree)
requirements for each occupation are also
provided. Occupations listed on the site may be
counted as in demand for Perkins V purposes.*

OhioMeansJobs is an initiative developed
through the state’s Office of Workforce
Transformation. The state defines and identifies
its in-demand jobs, along with details of the
methodology used. Information includes job
titles, median wages, the education needed and
so on.’ The site also offers a great deal more for
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students and job-seekers, such as a career interest
inventory, job and company search engines

and other career exploration tools.® With a free
account, users can create an employment plan,
save jobs and build a resume.

These sites and others like them serve as
resources for eligible agencies and local recipients
when planning and proposing CTE programs

and programs of study. The data from the sites
serve as easily accessible references for local
agencies to use to justify new or existing CTE
programs. And they are even more broadly useful
to students and anyone who is seeking current,
reliable LMI.



Although Perkins V does require programs to
align to state-defined high-skill, high-wage or
in-demand occupations and industries, the law
also recognizes the need for local flexibility.

For example, the comprehensive local needs
assessment allows eligible recipients to support
CTE programs designed to meet “local education
or economic needs not identified by State boards
or local workforce development boards.” As such,
most states are providing flexibility to eligible
recipients that wish to offer CTE programs and
programs of study for occupations not listed on
these state sites. In certain cases, an occupation
may be very specific to a community or an
emerging sector that would not show up on
statewide or even regional lists of in-demand jobs.

For example, Ohio recognizes that the
information and data on the OhioMeansJobs
website provide a picture of the state level but
that some opportunities at the local level do not
meet the criteria. The state’s local application for
Perkins V first asks eligible recipients to show that
their programs of study are on the in-demand list.
If not, they must answer a series of questions and
provide data to demonstrate the local or regional
value of those programs. Districts have the option
of documenting job openings in the local area,
offering evidence that at least 70 percent of

Provi d Ta o Local Flexibility

graduates have obtained industry-recognized
credentials that make them hireable for an entry-
level job in that field or providing data that at
least 50 percent of students are placed into an
industry-relevant job or a postsecondary program
within six months of graduation.

Texas also allows for local flexibility with its
regional program of study application process.
Districts may submit a locally developed program
of study for state approval based off regional

LMl rather than state-level data. If approved, a
regional program of study would be considered
the same as a statewide program of study, and
any district within the related workforce region
would have the option of offering that approved
program of study.

Affording local flexibility is important, particularly
considering the dynamics of the ever-evolving
and often localized workforce. Still, states should
provide guidance or thresholds for the use

of locally defined economic needs, such as a
minimum number of employers signaling a need,
a minimum number of career opportunities or
evidence of family-sustaining wages, to ensure
that eligible recipients have the flexibility to
support programs in emerging areas without
significantly limiting learners’ post-program
career options.
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Disseminating

the Data to Make the Information Actionable

While common definitions and data are useful for
state agency planning and collaboration, it is also
critical that school- and institution-level staff have
access to and the ability to use these resources
and that they can teach learners to do so as well.
Meeting this goal is particularly important as
eligible recipients develop their comprehensive
local needs assessments and local applications.

The District of Columbia’s
CTE office has created
graphic“badges” — visual
representations that confer
the high-skill, high-wage
and in-demand labels.
These badges appear, where appropriate, on the
front page of information packets that OSSE has
created for every one of its 41 programs of study.
The packets also include the definitions and LMI

HIGHWAGE

CAREER & TECHNICAL
EDUCATION

WASHINGTON DC
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for the program, with the goal of transparency.
OSSE is creating a centralized website to house
this information, as well as a social media
campaign that will kick off during CTE Month in
February 2020.

When Nebraska’s H3 website was launched, it
was an immediate resource for multiple state
agencies, but it was also understood that it could
be an important tool for educators and learners.
The state education agency provided professional
development to teachers and counselors via
webinars and workshops. CTE leaders wanted
school personnel to be familiar with the site and
also use it in their classrooms. Students can pull
regional or state data to conduct research on
jobs and wages to gather important contextual
information for career advising.
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Perkins V asks states to make important decisions
that will affect students’ opportunities and
outcomes for years to come. These decisions

may be complicated and multi-faceted, but the
primary driver should always be whether they are
putting learner success first.

Given that states’ decisions on defining high

skill, high wage and in demand will essentially
determine the CTE programs that will and will

not be offered locally (and funded with Perkins
dollars), states need to analyze what is right for
their communities alongside what choices will
maximize long-term opportunities for students.
This is why it is critical that states take a broad
view and consider at least two of the criteria when
developing or approving CTE programs to ensure
that programs do not only align to in-demand
(which are often low-skill), high-wage or high-skill
jobs (which may be limited to certain sectors and/
or have few openings in certain communities).

The extent to which states offer flexibility for local
programs to be justified in other ways will also
influence students’ learning options. As described
in this brief, the need to balance flexibility with
guardrails to ensure quality and rigor is critically
important and can be done. As these new

approaches commence with the first year of full
Perkins V implementation, it will be important
to measure whether the alternative justifications
they require are strong enough and to adjust as
needed going forward.

Finally, states should leverage cross-agency

and cross-sector collaboration in devising these
definitions; this collaboration is an avenue to
provide much-needed economic and labor
market resources to their residents. If states
encourage coordination among agencies in
establishing these definitions, they will be able to
speak with one voice to the various constituencies
seeking access to LMI — local recipients, school-
based career counselors, college-based job
placement staff, students from K-12 through
postsecondary, employers and others.

Perkins V is a once-in-a-decade opportunity

to strengthen CTE for learners, employers and
communities across the nation. By setting
meaningful, data-driven and shared definitions
for high skill, high wage and in demand, states can
ensure that all CTE programs of study have labor
market value and lead to success for each and
every learner.
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ENDNOTES

1 (26) IN-DEMAND INDUSTRY SECTOR OR OCCUPATION — The term “in-demand industry sector
or occupation” has the meaning given the term in section 3 of the Workforce Innovation and
Opportunity Act (29 U.S.C. 3102).

2 MIT Living Wage Calculator, https://livingwage.mit.edu/

3 http://h3.ne.gov/

4 https://mn.gov/deed/data/data-tools/oid/

5 http://omj.ohio.gov/IDJ/

6 https://jobseeker.ohiomeansjobs.monster.com/

7 134(c)(2)(B)(ii) states that the comprehensive local needs assessment must include: A description
of how career and technical education programs are aligned to State, regional, Tribal, or local
in-demand industry sectors or occupations identified by the State workforce development board
or are designed to meet local education or economic needs not identified by the local workforce
development boards.
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