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Preface 
 
The COWIB’s proposed 4-Year Plan -- developed with input from board members, elected officials, one-
stop partners, and the public – was submitted to the Governor’s Council for Workforce and Economic 
Development on April 28, 2017.  
 
The plan describes the COWIB’s role in aligning and integrating workforce development service 
strategies and resources.  
 
After being submitted, our proposed plan was reviewed by the System Oversight Subcommittee of the 
Governor’s Council. On May 17th, COWIB received a letter from Erin Risley-Baird, Executive Director of 
the Oklahoma Office of Workforce Development, describing the results of the subcommittee’s review: 
“In review of your local/regional plan, the panel noted deficiencies that need addressing before 
recommendations can be made to the Workforce System Oversight Committee on a final status.” 
 
This revised plan incorporates changes designed to address the deficiencies identified by the System 
Oversight Subcommittee.  
 
Our proposed plan, as originally drafted, was published for public review and comment in March, 2017. 
In response to our request for public comments, one set of comments was received representing 
disagreement with the plan. The complete comments and our response is included as Attachment 4.  
 
If approved by the governor, this plan will go into effect on July 1st.  
 
Thank you for your interest in workforce development in Central Oklahoma.  
 
Sincerely,  
 
 
Eddie Foreman 
CEO 
Central Oklahoma Workforce Innovation Board 
3813 N. Santa Fe Ave., Suite 135 
Oklahoma City, OK   73118 
Telephone:  405-622-2026 
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A. Local Workforce Development System Vision 
 
1. Provide an analysis of the local area’s economic conditions, including: 

a. Existing and emerging in-demand industry sectors and occupations; and 
b. Employment needs of employers in existing and emerging in-demand industry sectors and 
occupations.  

 
The Central Oklahoma Workforce Innovation Board (COWIB) has continually monitored the economic 
conditions of the region by utilizing existing labor market data supplied by Economic Modeling Specialist 
Inc., the Bureau of Labor Statistics, the Oklahoma Employment Security Commission and the U.S. 
Department of Census.  We will continue to review all available data connected to our economic 
conditions, including existing and emerging in-demand industry sectors and occupations.  You will note 
in the attachment of the Industry Overview that in reviewing 21 separate industry sectors we are able to 
identify not only the demographics of the workforce of each of these industries, but also able to have an 
understanding of the purchasing power of the sectors and where the purchases came from.  It is 
apparent that while we have significant purchase in total there are several areas where we can help to 
improve the economic condition of the area by helping promote the ability of the region to become a 
bigger player in producing supply chain requirements, specifically those for our federal government and 
military.   
 
The top ten sectors in terms of employment in our region in ranking order: Government; Health Care 
and Social Assistance; Retail Trade; Accommodation and Food Services; Administrative and Support; 
Manufacturing; Construction; Professional, Scientific and Technical Services; Other Services; Finance and 
Insurance. (See Attachment 5, “Central Oklahoma Workforce Development Briefing”).  Additionally, the 
top 10 earning sectors are: Mining, Oil and Gas Extraction; Utilities; Management of Companies and 
Enterprises; Finance and Insurance; Professional, Scientific and Technical Services; Information; 
Manufacturing; Government; Wholesale Trade; and Health Care.  This can cause some concern in 
providing the best career information to the citizens of the region and ensuring that they will be able to 
understanding what kind of industries can provide the best potential in growth and with the best wages. 
To this end we must also look at projected job growth in what industry sectors and also in specific 
occupations in formulating a plan that will grow the economy of the region. 
 
All of the information contained in our plan relevant to economic conditions and the labor market in 
general has come from one of these sources along with our personal interaction with industry groups.  
We have convened and participated in a variety of sector specific industries to advise us on their 
condition as well as the specific skills needed by their respective workforce.  In our region we are 
expecting a growth of 13% and 75,420 jobs over the next five years.  Leading the projected growth are: 
Management, up 27.8% and 8,380 jobs; Mining, up 27% and 5,370 jobs; Healthcare, up 26.3% and 
19,750 jobs; Wholesale Trade, 18.1% and 4,600 jobs; Accommodations and Food Services, up 17.8% and 
9880 jobs; Administrative Support, up 16.9% and 6,720 jobs; Transportation, up 13.5% and 1,630 jobs.  
There are others that show growth and we are most fortunate in Central Oklahoma where the only 
industries that show growth of less than one percent a year over the same time frame are religious 
organizations, state government and building services. 
 
The wide range of industries with projected growth allow us plenty of opportunity to focus on those that 
will have the biggest economic impact in our area, but also allows us to provide multiple options for 
individuals looking for a career or career change.  It is apparent when you look at the types of 
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occupations within our growth industries, that there are several that will cross industry sectors.  
Occupations with the most growth potential over the next decade include the following in the 
Healthcare Industry, Physical Therapists with projected growth of 602 new jobs and 1,144 openings; 
Registered Nurses with new growth of 4,184 and openings of 10,577; Licensed Practical Nurses with new 
growth of 857 and openings of 4009; Medical and Health Managers new jobs of 627 and openings of 
1,973: Construction, Plumbers, Pipefitters with new growth of 1063 and openings of 1,946; Electricians 
with 1349 new jobs and 2,507 openings; Operating Engineers with 892 new jobs and openings of 2,103 
and Carpenters with openings of 1,770:  Aerospace shows significant growth with a variety of 
occupations including Aircraft Structure Assemblers, Structural Metal Fabricators, Engine Assemblers, 
Aircraft Mechanics, Avionics Technicians all expected to grow 1,518 jobs with openings numbering 
4,077.  This doesn’t include the projected growth at Tinker Field over just the next two years where they 
believe they will be increasing their hiring by 2,874 of which 1,526 are all in the High Demand 
Occupation category of aircraft maintenance. (See Attachment 6, “Tinker Air Force Base Hiring 
Forecast”). In the Manufacturing Sector, the growth of the industry is led by Welders with growth of 
1,152 new jobs and openings of 3,831, Machinists with new growth of 957 and openings of 2,754 and 
Computer Controlled Machine Tool operators with 395 new jobs and 2,397 total openings.  Education is 
a significant growth industry with projected new jobs of all teachers at 4,414 and openings of 14,040.  Of 
course there is not a specific industry related to several of our growth occupations as they cross multiple 
sectors.  Examples of these are Operations Managers with new jobs of 2,529 and openings of 8,672, 
Accountants and Auditors with 2,377 new jobs and openings of 6,803, Engineers with new job growth of 
1,445 and openings of 5,399.  
 
Even with all of these potential growth occupations there is a significant area of concern that we will 
address and that is the need for First Line Supervisors in traditional middle skilled professions that have 
been most commonly called blue collar work.  The projected new job count is 2,056 and the number of 
openings is projected to be 4,700 and that is only in three specific industry sectors.  It does not account 
for many of the service oriented industries.  
 
It is incumbent upon us to understand that basic training that new supervisors must receive and as part 
of our own field investigation is often identified as a much needed training for workers making that step 
up the career ladder.  We have facilitated such training within the last year and it was very well received 
and only highlights the need to make it more available.      
 
2. Describe the knowledge and skills needed to meet the employment needs of the employers in the 
local area, including employment needs in in-demand industry sectors and occupations.  
 
According to business surveys conducted in the last few years the need for additional skills that cross 
sectors is required in most every industry and every occupation that projects growth over the next five 
years.  For example, a survey of business representatives conducted by Thomas P. Miller for the 
Oklahoma Department of Commerce in 2012, cited work ethic and basic skills as a gap in the current 
workforce.  This same study also indicated which of the following basic skills they found most lacking in 
the applicants meeting their education requirements for a job:  54% lacked problem solving, 52% lacked 
job specific skills, 52% lack communication skills, 43% lacked computer skills, 40% didn’t have any team 
working skills 33% lack competent math skills, 34% lack writing ability and 18% lack the ability to read 
and comprehend as required for their openings.   During the same interview the lack of work place 
ethics was even more dramatic.  The business representatives stated that over 60% of new hires let 
personal business interfere with work, 58% did not demonstrate good work habits, 48% lack timeliness, 
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40% had trouble staying on task, 42% had trouble adapting to change, 35% had issues with accepting 
supervision and 20% failed drug tests.   
 
In a Skills Gap Analysis published by Anautics, Inc. (See Attachment 7, “Voices of the Oklahoma 
Aerospace Industry Leaders”) there was significant evidence of what is specifically needed in the 
Aerospace industry to combat the knowledge gap that was highlighted.  The skills panel used for the 
analysis was comprised of thirteen (13) aerospace companies, ten (10) education providers and twelve 
(12) government entities which included the Federal Aviation Administration, Tinker AFB OC-ALC and 
Vance AFB.  First the employer perspective of the qualifications of high school graduates who apply for 
jobs in the aerospace industry found they are not workforce ready.  Many have little or no background 
in STEM curricula, nor have they mastered basic mathematics and reading skills.  It was also established 
that new hires need to be able to communicate verbally and clearly in writing.  They should also possess 
the ability to work in a team environment.  Additionally many entry-level aerospace employees lack soft 
skills such as good work ethic, punctual attendance to work, reliability, time management, and 
appropriate dress.  It was also discovered that while many of these employees possess documentation 
for necessary aerospace certification or educational requirements, in practice many do not have the 
depth of knowledge to perform an aerospace job unsupervised.  The Core Job Skills for the Aerospace 
Industry needs to establish core job skills standards and certifications so there is consistency in job 
descriptions and job requirement.  There is the need for more up-to-date training for specialized 
positions such Metallurgical and Optical Engineers.  Need to incorporate technology into all 
occupational skill sets so that workers are more capable of dealing with the demands of a science based, 
high technology workforce such as Aerospace.  It was agreed that for most of this work it needed to 
focus on K-20 educational institutions.   
 
A more recently completed study by Scruggs and Associates LLC (See Attachment 8, “Building Top-tier 
Talent for the Greater Oklahoma City Region”) found several key factors regarding occupations in our 
region that we must address in order to grow our economy and provide occupational opportunities for 
our citizens.  First they provided a listing of the top 25 growth jobs that required a Bachelor’s degree and 
the top 25 that required post-secondary training of less than a Bachelor’s degree.  We should address 
those occupations that are most often listed has high growth and in demand occupation.  That category 
is one of cross-cutting occupational clusters and they are:  Data Analysts, Systems Architects, and 
Cybersecurity Specialist; Software Developers and Engineers; Business and Market Intelligence Analysts; 
Operation and Compliance Specialist.  These occupations, as stated in their title, are required and in 
demand in a variety of industry sectors.  They are critical to the long term success of businesses and to 
our economy.  Most all require a Bachelor’s degree, but more importantly also must contain the soft 
skills needed to interact with internal and external customers in not only a positive manner, but also 
able to articulate specific solutions to specific industry problems. System Architects, Data Analysts and 
Cyber Security are not always placed with IT companies, but rather enable companies to get the most 
out of the data they collect, protect their operations and proprietary information and maximize the 
value of digital interfaces with customers and suppliers. Software Development and Data Integration 
specialists are responsible for embedded software, mobile applications and real-time customer 
interfaces, more often than not are found in non-tech companies like finance and retail that depend on 
digital communication with customers.  Software Engineers are one of highest demand jobs, but yet 
there is no standard occupational code for them and hard therefore to identify specific skill sets.   
 
This list is comprised of skilled trades including electrician, plumbers and welders, all identified in the 
previous demand occupation list.  The others are Precision Machinery Maintenance and Repair 
Technicians, Technically-Skilled Machinists and Operators and First-Line Supervisors.  These positions all 
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require some sort of post-secondary education whether it be a nationally recognized competency based 
certificate or the journeyman process through a registered apprenticeship.  These jobs require some of 
the same basic skills sets that were mentioned earlier that are traditionally associated with “soft skills” 
but also require the basic understanding from a STEM curricula and the ability to work with technology.  
The skill gap in manufacturing and related industries is directly linked to economic competitiveness 
affecting the daily operations of firms as well as their ability to innovate.  These skill gaps are anticipated 
to widen as automation and digitization of the factory floor increase, especially among existing workers.  
Manufacturing executives in a 205 survey by the Manufacturing Institute and Deloitte reported that skill 
gaps had an impact on their ability to: 
 

• Meet Customer/market demands that would increase revenue;  
• Implement new technologies and increase productivity which would reduce cost;  
• Provide effective customer service;  
• Innovate and develop new products; and  
• Expand internationally. 

 
In order to identify specific skills needed locally by the business community we utilize our sector groups, 
Employer Advisory Boards, interaction with individual companies agreeing to work with us on 
establishing their  specific workforce needs and we participate in a variety of partnership engagements 
of different  industry advisory boards with the Greater Oklahoma City Chamber Partnership,  Tech-Hire 
group in Oklahoma City, Waste Water Treatment Advisory Board, the business advisory groups at Rose 
State College and Oklahoma City Community College, as well as being active with local Society of Human 
Resource Managers Associations.  We have used an effective partnership with our advance 
manufacturing advisory board to provide advice and guidance in establishing training for Production 
Technicians at an area career tech.  We also have been engaged in establishing training for commercial 
food equipment technicians at a local community college.  Industry sectors are the key to understanding 
specific skills sets that are useful throughout an industry.  Additionally we include required skills in our 
analysis on demand occupations to see if the board business members agree with the skills required 
before they approve and we publish our demand occupation list.    All of these aid us to delineate a 
variety of skills needed within specific industries. 
 
However during our many extensive engagements with the business community, we have learned the 
biggest issue they face is in the area of needing individuals with work ethics.  That is people who show 
up on time, are responsible to their employer, willing to learn, able to work in a team environment and 
have the ability to communicate.  It would seem that most businesses are willing to train both entry 
level employees as well as helping existing staff gain skills necessary to advance in their company, as 
long as they fit and adapt to their work culture.  To that end, COWIB has made available to both our 
individual clients and our business customers an interactive behavior modification training curriculum 
called “Smart Work Ethics”.  This product carries a nationally recognized credential from the Society of 
Human Resource Managers.  We also have invested in a career assessment tool called “FitFirst Jobs” 
which measures twenty-five (25) behavioral traits.  Businesses can use it to ensure potential employees 
are more likely to fit their work culture.  It also allows our career navigators to use the results for their 
participants in guiding them to the right types of employment, one that fits their individual 
characteristics. 
 
3. Provide an analysis of the local workforce, including current labor force employment and 
unemployment data, information on labor market trends, and educational and skill levels of the 
workforce, including individuals with barriers to employment. 
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The current population of the COWIB region is 1,406,895, which accounts for over 35% of the state’s 
population.  Our unemployment rate is represented by just over 29,000 individuals that translates to a 
total unemployment rate of approximately 4.5%.  This number does not necessarily reflect what is 
happening is specific areas of the region.  The most populous counties have an unemployment rate of 
4% with many opportunities for individuals to find work while three of the most rural and smaller 
counties have unemployment rates exceeding 6.5% and not many opportunities exist in those counties.  
 
The population of Central Oklahoma has educational attainment levels comprised as follows: 

       • 6% - Less than 9th grade 
       • 7% - 9th to 12th grade 
       • 28% - High School Diploma 
       • 25% - Some College 
       • 7% - Associates Degree 
       • 18% - Bachelor’s Degree 
       • 9% Graduate Degree or Higher 
 
The 2025 new jobs are projected that 32% will require only a High School Diploma, 41% will require 
post-secondary education of less than a Bachelor’s Degree, 23% will require a Bachelor’s Degree and 4% 
will require a Graduate Degree or Higher.  This presents both several challenges and opportunities in the 
coming years.  Certainly it is apparent that we have significant work ahead in re-focusing the educational 
attainment levels of our citizenry.  We have a significant share of the population that has some college, 
and those individuals could easily be transitioned back into a learning environment to earn that post-
secondary technical Associate’s degree or a Nationally recognized certificate or credential.  We have 
been actively engaged with the Regents for Higher Education in making funds available to help those 
individuals who lack a small number of hours to complete their degree in their Reach Higher Campaign.  
It has involved working closely with our community colleges and two of the regional universities.   
 
Certainly one of our barriers will be closing the education gap that is in our Hispanic population, where 
40% have less than a high school diploma, and yet Hispanics represent the fastest growing ethnic 
demographic in our area.  We will need to work with that community and find ways to encourage the 
younger Hispanics to finish High School and look to working on some sort of post-secondary credential.  
We have and will continue to work with the Hispanic Chamber of Commerce and ORO Development 
Corporation which deals with primarily in providing support through the Migrant and Seasonal 
Farmworkers Program to the Hispanic population.  We will also seek support and cooperation from the 
Spanish Unit of the Oklahoma Department of Rehabilitation.   
 
Another population with significant barriers to employment is those who have been recently released 
from a correctional institution or juveniles that have experienced a court-related involvement. To 
address those issues we have established several linkages with a variety of local and state agencies to 
address those problems.  Currently we are working with a female diversion program in Oklahoma City by 
providing employment counseling and placement activities to women who are in a year-long program to 
avoid jail time.  We are also working with the Oklahoma Juvenile Authority on providing employment 
related programs to youth who are in a detention center in Tecumseh.  We have just recently entered 
an agreement with the Oklahoma County Juvenile Bureau to provide youth employment activities to 
their youth who are not incarcerated, but rather on probation and living in the community. As this 
program matures and becomes successful we will work to make it available in our entire region.   
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There has been a long standing working relationship with the Department of Corrections and our efforts 
to help recently released or soon to be released individuals with training and employment 
opportunities.  Oklahoma County has the largest percentage of released individuals in the state and we 
understand the problems they face in returning to society.  We have cultivated a number of companies 
who will hire this population and we have arranged a customized credential earning welding program 
with a local Career Technology Center whereby individuals who close to being released are able to earn 
a credential which aids in their employment opportunities.  In the coming months we will be working 
with a local non-profit that provides a residential program that accepts referrals from judges that allows 
individuals to avoid jail time and attend a six month program that helps them enter society through a 
variety of work programs.  We will be utilizing both on-the-job training as well as work experience to aid 
this program.  They accept participants from our entire area.  We will be communicating the success and 
opportunity this program provides to all of our partners.  We participate in the Association of Re-entry 
Professionals to make certain those members are aware of the programs we and our partners offer.   
 
Another group of individuals that has barriers to employment is foster youth and we have worked to 
develop and participate in programs that will eliminate some of the barriers they face. Foster youth 
often have a very hard time in transitioning to being on their own and able to provide for themselves.  
To this end, COWIB has partnered with a variety of organizations in a planning pilot aimed at keeping 
foster youth engaged in secondary education and with the idea of moving them into post-secondary 
training where they can work on a degree or credential.  It is a holistic approach that provides not only 
training, case management, court advocates, mental health resources and employment related 
activities.  As the approach shows what can be accomplished COWIB will work with its partners to 
enlarge the areas where we can work with foster youth in our entire region.   
 
Individuals who have English as a Second Language (ESL) produce a unique group with barriers to 
employment.  Specifically in our region is much more likely to be individuals of Hispanic ethnicity, but at 
the same time our population in Oklahoma County is diverse enough that we do have issues with other 
languages rather than Spanish being the native tongue.  How do we address this issue?  First, we work 
closely with the contractors of the Adult Basic Education programs to identify those folks who need 
work in language.  Second, we have long been active with the OKC Metro Literacy Coalition which has 
many organizations that work in this arena.  In fact we have begun negotiations with one local provider 
who is seeking to help incumbent workers in some of the manufacturing companies in our region.  It is 
our hope to work with this partner and be able to offer incumbent worker training in order to help 
defray the cost of training to the company and give those individuals working there a chance to move up 
in the organization.  
 
Of course individuals with a disability represent a large portion of our population, and yet their 
unemployment rate is always substantial higher than the current rate.  As we have moved to improve 
our partnership with those government agencies that are charged with administering programs for 
individuals with disabilities, we have also sought out other community based organizations to partner 
with in the delivery of services to those individuals they serve.  This includes the Dale Rogers Training 
Center and New View.  We are working with New View to provide programs that will aid in removing 
barriers of those individuals that are sight limited.  With their assistance we are looking to add the 
proper software to our servers located in the American Job Centers so that all computers – for both 
client and staff -- will be accessible to those individuals with no or limited sight.   
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Another part of our effort has been the focus of staff inside Job Centers and the training they have 
received in working with individuals with a disability.  We were a confirmed partner for a grant funded 
program called, “ Add us In” which was focused on increasing employment opportunities for individuals 
with disabilities and we specifically help fund both an adult and youth worker whose case load was 
entirely from this targeted group.  COWIB also had a business service consultant whose function was to 
increase the awareness of the benefits of hiring individuals with a disability and we have continued that 
effort by making certain that our resource guide for business includes all of the information about 
services that could aid them in hiring and retaining these valuable employees.  
 
We have partnered with the Oklahoma Department of Rehabilitation Services in providing support for 
their youth summer program, in fact we have staff that are providing employment related exercises to 
clients who are not necessarily WIOA participants as part of our commitment to serving this population.  
We have also and will continue to provide the same report to the Oklahoma Department of Human 
Services and their Division that handles individuals with a developmental disability.  Staff was provided 
to attend and provide meaningful session on bringing awareness to their efforts to increase the 
employment of their clients and our citizens. COWIB has long partnered with the Governor’s Office of 
Disability Concerns in their efforts to promote the inclusion in all parts of society for individuals with 
disabilities and we have established, with the aid of a local SHRM chapter, training of our licensed 
“Smart Work Ethics” class for individuals with Autism or Asperger’s  Syndrome, that not helps specific 
individuals, but trains Human Resource professionals how to engage with individuals that have these 
conditions.     
 
According to Census data our region has ethnic populations that are under-represented when compared 
to the rest of the state, and those are White and Native American.  Black or African American, Non-
Hispanic and individuals of Hispanic ethnicity are both over represented in the Central Region.  In fact 
the Hispanic population is so dramatically larger than the rest of the state it points out what maybe one 
of the hardest things to come to grips with in Workforce Development.  Over 50% of the Hispanic 
population is under the age of 24 and only 4.8% of the entire Hispanic population has received any post-
secondary education.  Coupled with the projected educational attainment that 41% of new jobs by 2025 
will require an Associate/Certificate/Credential and the current rate of low educational attainment of 
Hispanics certainly represents the kind of opportunity that we must address in order to continue to 
grow our economy.  This is one of the many groups with barriers to employment and we will work to 
promote their ability to enter employment in one of our critical industries and demand occupation. 
 
 
Working with a variety of groups that have barriers to employment and trying to aid them as they seek 
to fill in demand jobs creates a philosophical dilemma for those of us in workforce development.  Do we 
train individuals in the more rural counties for existing jobs in the rest of the region where certainly they 
have more options for earning a sustainable wage or do we train them for the few jobs in their specific 
county?  Because of the focus on consumer choice we will work with individual clients as they choose, 
but our career navigators must be aware of the two options that exist.  The bigger challenge is how to 
provide those individuals with barriers a true choice to be a successful member of the workforce when 
they may be limited to being in close proximity to their support systems.  Again we will make certain 
that our career navigators are trained in how to work with all clients on an individual basis including 
those they have barriers to joining the workforce.   
 
Our region is very fortunate because of the projected growth in both population and employment 
opportunities. Our population has grown at a rate of 7.3% over the last five years and that pace is 
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expected to continue for the next five years, while the state’s growth is projected to grow at around the 
4% rate.  Again we are fortunate because most industries are projected to grow over the next four 
years, with overall growth of 5% and an increase of almost 32,000 jobs.  The largest growth in 
percentages and total numbers include; Management of companies (20%, 1930 jobs); Transportation 
and warehousing (13%, 2139 jobs); Mining, quarrying (7%, 2776 jobs); Construction (7%, 2066 jobs); 
Hospitality (7%, 4345 jobs); and Healthcare (6%, 4831 jobs).  The only projected losing industries are 
Information and Real Estate Sales and Management.  As earlier mentioned we have identified specific 
skills needed in each of the growth industries and many require some sort of post-secondary credential 
or certificate.  This is evidenced by projections through 2025 that while 31% of our workforce possesses 
such a credential or certificate that need will grow to 45% of all occupations. In fact the projected 
growth for bachelor and/or higher degrees will remain at 27% of our workforce until 2025.  It is 
apparent that our efforts will need to focus on providing the opportunities for individuals to earn those 
types of credentials in order for us to continue our growth.   
 
In moving our region forward we will need to develop methods to provide the right path for individuals 
with barriers to employment the opportunities to become a productive member of our workforce.  This 
includes not only individuals with disabilities, but also those individuals that have English as a second 
language, formerly incarcerated individuals, members of families receiving some sort of public 
assistance and those wanting to enter non-traditional occupations.  While we have increased our 
involvement with the Department of Rehabilitative Services to co-enroll those individuals we have also 
engaged in a variety of other programs that demonstrate our commitment to working with those who 
have barriers to a successful entry to work.  We are providing a welding class for individuals currently 
residing in a community half-way house awaiting reintegration into society, we provide youth housed at 
a juvenile correction institution the opportunity to experience work within the community.  ESL classes 
are available within some of our centers and we have staff stationed at a female diversion program in 
Oklahoma City and are providing them not only employment related counseling, but also training in 
non-traditional employment.  We understand that most individuals that need that post-secondary 
education increase are already working and we need to provide their companies the ability to increase 
their skill levels through recognized credentials, but at the same time we need to be able to back fill 
those entry-level positions as incumbent workers get the skills they need to move up.  COWIB 
understands and is working to make those kinds of employer engagements available through the use of 
sector strategies.   
 
4. Provide an analysis of workforce development activities, including providing the SWOT analysis, 
that indicates how the local area’s service delivery system is prepared to meet the community’s 
workforce development needs. 

a. Describe the strengths and weaknesses of workforce development activities. 
b. Describe the workforce development system’s capacity to provide the workforce development 
activities to address the education and skill needs of the workforce, including individuals with 
barriers to employment. 
c. Describe he employment needs of employers. 

 
a. Strengths and Weaknesses.  
 
An analysis of the region’s workforce development activities has both a variety of strength and 
weakness.  Our strength’s, according to our SWOT analysis, is a strong Workforce Board and very 
involved Chief Elected Officials.  We already have very good networking among partners, in fact most 
partner meetings have always had over 20 entities represented with a good representation of both state 
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agency partners and community based organizations. We have an extraordinary amount of training 
options throughout the region and we partner to leverage financial resources within the system.  Of 
course we have been involved in sector strategies for over the last decade and have demonstrated how 
the information gained from the business community is focused into actionable items.  Perhaps the 
most significant strength is the projected growth in most of the industries in our region.  Weakness are 
almost the mirror image of some our strengths. 
 
While the engagement of many partner organizations is a strength it is perhaps also a weakness.  
Instead of having one or a few entities involved in providing workforce options to individuals there are 
many, which cause confusion among the general population on where to go for assistance and often 
means that they must endure multiple visits to multiple organizations to get services.  Our region and 
the state would be in a much more customer friendly position to ensure resources were aligned if one 
local organization had to ability to both be responsible for and manage workforce connections for the 
entire region.  This lack of consolidation also means that they are many different policies and regulations 
that are not aligned to benefit the clients, the customers or the economic well-being of the area.  
Another weakness is the cumbersome and multiple options available for job matching programs of the 
state.  They are not user friendly and yet the ability of customers to receive individual help is very 
limited.  There are many job boards that are much easier to use and available for employers without 
engaging a state system that doesn’t work well.  Another weakness is that curricula are not aligned to 
the needs of businesses.  Most degreed programs are cumbersome in changing requirements for a 
degree and must acquire multiple approvals, while non-degree programs can be more easily adjusted to 
meet changing workforce needs.   
 
Other weakness include agency transitions, where leadership is fluid and local areas are much more 
consistent as well as the agency mindset of this is the way we have always done it.  This doesn’t allow 
for innovation that is often developed at the local level.  Partners also only have some idea of what each 
does, without a real working knowledge of how things get accomplished in serving individuals.  That 
includes a clear understanding of eligibility requirements for each partner. If there was a real effort from 
the state to align services than every location that provided workforce development services would truly 
have staff available on-site to see that services were available to anyone who access the system.  One of 
our biggest weaknesses is that most of our partners work for a state agency.  State agencies are more 
responsive to their funders than they are to local communities.  At the state level the varied needs in 
local communities often go lacking unless per chance they mirror an effort that the state entity has 
decided is important for their institutions.  
 
b. System Capacity.  
 
Our system’s capabilities to provide the development activities to address the education and skill needs 
of the workforce are excellent.  First and foremost is the abundance of educational entities located 
within our region.  We have twenty colleges and universities and thirteen Career Techs poised to meet 
the skill demands of our business community.  All use a variety of advisory groups that include business 
members to help guide them on the skills they need addressed in any curricula.   
 
The State Department of Career Technology is the administrative entity for the Adult Basic Education 
programs in the area as well as administering the Carl Perkins Vocational Funds.  They have placed the 
local Career Techs in a good position to create new trainings that businesses are looking for at a 
reasonable cost.   
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One of the other partner organizations that has become a relied-on partner to help the region meet the 
needs of the business community is the Manufacturing Extension Agents that reside at either a Career 
Tech or a Community College.  They work primarily with manufacturers and that is an area that provides 
tremendous growth potential in our region in the coming years.  That is documented earlier in our plan.   
 
Part of the degree granting institutions other assets they bring to the table is their division of continuing 
education, where they develop and delivery credential and certificate programs needed in our area.  
They range from first responder training, to electrical lineman, waste water specialist, lean 
manufacturing, six sigma, OSHA, and a variety of other certificate programs that are in high demand in 
the region.   
 
The Career Techs have proved to be very nimble in bringing new trainings to the table for adults and 
using credentials to document trainees’ competency.  They offer a variety of medical trainings, as well as 
training specific to the aerospace and defense industry, again high growth and in demand occupations.  
They use industry based advisory groups to help guide their training curricula as well.   
 
We are fortunate to have engaged a variety of economic development organizations in our region as 
well.  Perhaps the largest and most inclusive is the Greater Oklahoma City Chamber Partnership which 
covers Oklahoma and the nine contiguous counties that make up a significant portion of the metro and 
our area.  This groups meets on a monthly basis to have continuing conversation on how to improve the 
economic well-being in our area.  Members include a variety of economic development organizations, 
but also county government, education representatives whose primary function is economic 
development and other local Chambers of Commerce.  It is a very eclectic group that shares a wealth of 
business information that is not available in other forum. That information memorializing the needs of 
business is then shared with our many partners that are not involved in the partnership.   
 
Of course many of our partners that provide services to our common clients/participants are an integral 
part of the workforce system’s capacity to meet the needs of our business partners. Over the years we 
have partnered with all of the core and required partners and will continue that effort to ensure their 
engagement with the workforce development system.   
 
We will rely on DRS to ensure they are focused on provided employment related services to individuals 
with disabilities.  This does not mean that the rest of the system won’t be engaged in that delivery as 
well.  It is expected that partners’ housed in the American Job Centers will need additional training on 
how to interact with a much broader spectrum of clients and not automatically refer them to a partner 
not housed in their facility.  DRS will take the lead on providing us with the connection to train all 
partners on working with and developing individual employment plans for individuals with a disability.  
In the most recent year completed we in the Central Region Job Centers have raised our placement 
percentages of that population from 32.1% to 53.4%.  Remarkable improvement, but most of that 
because of the additional training provided to staff.  We also plan on working with DRS to become one 
of their placement contractors and see if the workforce system can become a much more integrated 
system.  
 
Likewise, the system will rely on the Department of Human Services (DHS) to establish some of the 
parameters on how the system will interact and provide services to both TANF and Food Stamp clients, 
since they both have some work requirements.  Most of the TANF employment program is funneled 
through local Career Techs and that limits the options for real employment opportunities of those 
recipients.  We plan on engaging DHS in a conversation about creating a distinct employment group 



Workforce Development Plan for Central Oklahoma – Revised June 9, 2017 
 

14 
 

inside one of our Job Centers whereby all of their program clients could come to one location for a wide 
range of employment services, including training and placement efforts.  
 
DHS is also for providing child care subsidies and child care enforcement programs.  These have a large 
impact on how we can provide services to our customers that have barriers to employment because 
they typically are single mothers who are reliant upon some of the wrap around services in order to 
even become an active member of the workforce.   
 
Of course we are involved in working with and will continue to work with our Community Action 
Agencies that administer employment funds through Community Services Block Grants.  COWIB 
currently has a business services consultant housed in Shawnee who is working with them to develop 
some needed rural employment programs.   
 
It is apparent that we must also include our longest termed partner and that is the Oklahoma 
Employment Security Agency (OESC).  The relationship with OESC and the sharing of space, work and 
cost has been a long standing partnership.  Of course OESC delivers significant workforce services 
related to the employment of all individuals, as well as those receiving Unemployment Insurance 
benefits.  They also administer the Federal Bonding programs which is an asset in aiding those who can’t 
be bonded a chance to carry a bond through the U.S. Department of Labor, certainly a major helping 
stone in dealing with returning citizens.  They also administer two separate veteran programs that are 
most helpful in providing employment assistance to those veterans who need help in making the 
transition from service to jobs.  They are responsible for maintaining the electronic system for both 
placement activity and case management of WIOA Title I participants.    
 
Services inside our Job Centers will continue to be delivered in a seamless fashion with both state merit 
staff and contracted service providers working as one unit.  Our efforts will be focused on making that 
partnership more effective in serving clients and much more beneficial to businesses looking for help in 
recruitment of credentialed and certified employees.   
 
The Central Oklahoma Region has proven over the last five years that we don’t hesitate to work 
together for the betterment of our communities.  In fact it is the local delivery of services to clients and 
customers that leads the charge for us.  As long as it is understood that we are working for our 
communities and being at the local level we have a much better understanding of what is needed in 
ensuring our workforce system is meeting and will continue to meet the needs of our business 
community while improving the options of our citizens that are part of that workforce, the only thing 
that stands in our way is requirements passed down from a state agency level that is more concerned 
about federal requirements than how to improve local Oklahomans.  
 
Because we treat businesses as our customers, we are able to have interaction on their needs to a much 
greater extent than many of our counterparts.  We have been engaged in sector analysis for over a 
decade and have worked with our education institutions to have new programs developed and will 
continue that effort.  We understand that the ability to engage employers is based on the value you 
bring and in that case we provide them with a variety of options in additions to our human resource 
consulting.  We have an I-9 certified auditor available and we provide an assessment tool that effectively 
measures 25 behavior traits that can then be used both for recruitment and succession planning.  We 
also make available on-line interview program for both our clients and customers.  Over the last several 
years and for the foreseeable future we will continue to take the information gathered from our 
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employer engagement and work with educational institutions to ensure we have the ability to 
continually grow the necessary skill level of our workforce.   
 
Many of our partner organizations also have connections with a variety of businesses that provide useful 
information not only in their skill set needs, but often in providing work opportunities for individuals 
specifically those with barriers.  There are many businesses in our area that work with individuals with a 
disability, those with English as a second language and those that were formerly incarcerated. We have 
partnered with many of them to provide leveraged financial resources to ensure their ability to become 
employed.  
 
The most critical element in making certain that the workforce system has the capacity to address the 
education and skill needs of the workforce is in establishing a primary lead on interacting with the 
business community.  COWIB being the neutral non-deliverer of services to clients is in the best position 
to be that lead.  It doesn’t mean that we will always be the primary contact for the business community 
in every instance, but it does mean that we need to have all of the workforce development programs 
aligned to meet the business community’s needs.  Our plan is to continue the many conversations we 
have had with our partners and develop a system to share information on a consistent platform and to 
teach all of the partner agencies how to properly interact with the business community in being able to 
understand and communicate their needs to the other partners of Central Oklahoma.  We will work on 
establishing a business connection alliance that establishes training criteria for individuals making calls 
on the business community on behalf of the workforce development system, and we work on 
developing a system that will allow each of the partners to gather and share information about current 
workforce issues. This is will become the backbone of our workforce system. 
 
c.  The Employment Needs of Employers.  
 
While specific skills sets will always be needed, such as healthcare credentials, skilled trades licenses and 
bachelor degreed, many employers have spoken of issues connected to a larger concern.  At every 
sector advisory group that we have engaged in the last ten years, the lack of basic work ethics has been 
mentioned as something that most of their new hires are lacking.  When we look at the specifics, they 
say that they want employees that understand the importance of being on-time, taking responsibility for 
their work tasks, possess the ability to work in a team and get along with other employees.  They often 
cite a lack of communication skills whether that is verbal or written as well.  Almost every industry also 
states that most individuals don’t understand their industry or the specific skills sets needed to join 
them.   
 
While they fault education for this lack of workplace ethics, we understand that it is not necessarily a 
fault as it might provide an opportunity for the workforce system to show its worth.  How do we take 
those things we learn and convince the educational institutions that these so-called “soft skills” or lack 
of character needs to be incorporated into the learning environment as a critical piece?  Individuals may 
possess the necessary hard skills, but too often people lose employment because they don’t fit the work 
culture or environment and that is often not part of the course work required in an educational 
environment.   
 
Our plan is to continue to work with all of our partners and discuss methods to ensure we are meeting 
the needs of the business community.  As mentioned earlier, most of our work needs to be focused on 
industry recognized credentials and certificates.  We have made progress in that area by working with 
partners on getting courses established for specific industry trade skills needed.  These have included 
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Production Control Technician, Commercial Food Equipment Technicians, Welders, Brick Masonry 
Apprenticeship, New Supervisor Training and soon a class for Warehousing and Distribution employees.  
There are other partner programs such as Emergency Teacher Credentialing, English for the hospitality 
industry and Lineman for the Energy Sector, Wastewater Treatment, Wind Turbine, etc.   
 
The key for the entire system is making certain that every partner knows about and understands the 
requirements to participate in one of these educational skills program, while we will work with the 
partners to incorporate our “Smart Work Ethics” training into their specific skills training.  A partnership 
with Moore-Norman Career Technology Center and Tinker Field has already produced impressive 
results. 
 
We have included an attachment that indicates the most common hard skills that employers are asking 
for, as well as the most common asked for soft skills.  This report is generated from Economic Modeling 
Specialist, Inc. and also includes a repeat of much of the information on growth industries and in 
demand jobs. (See Attachment 9, “Emsi Q2 2017 Data Set”).   
 
This list of demand skills will be shared throughout the workforce development system in Central 
Oklahoma and will be used to further craft a strategic plan that include actionable items necessary to 
address those needed skills.  Local Elected Officials, COWIB members, Economic Developers, Partners 
Agencies and Members of our Employer Advisory Boards will participate in this late June event.  
 
5. Based on the information above, describe the local area’s key workforce development issues and 
possible solutions to be implemented within the local area. 
 
Our key workforce development issues are a combination of several aspects.  First we do not have 
curricula that are aligned to meet the needs of business and provide the opportunity for our citizens, 
including those with a disability, to have the necessary skill sets to enter as a productive member of the 
workforce system.  What we will do as a partnership is establish COWIB as the lead organization in 
developing a system whereby real time skills needed by the workforce are enumerated and shared with 
all educational institutions in order to define which institution is best suited for providing the necessary 
skill training.  The educational institutions will need to agree on which of them is to be the only provider, 
are there multiple providers or is this a skill set that can be incorporated into all curricula.   
 
Our current matching system is lacking in its ability to provide the necessary information for all partners 
to share in providing their clients with employment opportunities.  We will work together on coming up 
with a solution that all partners shall have access to the job matching system and what rights each 
partner will have in utilizing the system for placement activity.  A series of training sessions will be 
established on how to enter the correct information about a job listing and how to measure whether or 
not a client has the necessary skills to be considered for a particular job.  In addition, the matching 
system will be used to help identify key skills that are utilized by businesses when they place a job 
announcement in the system.  Each partner that wants access will need to sign an acknowledgement 
that they accept the conditions of the use of the electronic matching system.   
 
A key failing of the workforce development system is that partners have different policies that are not 
aligned.  The Central Workforce Area will work jointly with its partners to establish an over-arching set 
of policies of how the workforce system will deal with providing employment opportunities for all of our 
clients, including those with a disability or other barrier to employment.  The policy will be structured to 
also provide guidance on interaction with the business community and how to take that labor market 
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intelligence gathering from the business community and turn that into data that will aid us in meeting 
the business needs and provide our clients with the necessary information on what skills they need to 
achieve success in our workforce.  It will also be used to guide those clients to the appropriate training 
venues to access the training for those skills as well as the possibility of how to financial cover the cost 
of that training.  
 
One approach that would aid this creation of aligned policies would be the establishment of one state 
administrative entity to guide all employment related programs funded by the federal government 
and/or those programs that are designed to help people be in a positon to become a successful member 
of the workforce.  Our efforts will be to support such a move and promote the establishment of a 
workforce development system that is overseen entirely at the local level.  This will reduce duplicative 
administrative cost and allow for the more integrated system of braiding funds to help more clients be 
successful. 
 
A major weakness of the system is the lack of knowledge about the services offered to respective clients 
of the system.  Certainly the system fails at sharing knowledge because there is no impetus from state 
agencies to be more involved from a community level than from a common state approach.  Our plan is 
to ensure that we offer training, alongside our partner agencies to all front line staff that engage clients.  
This will help us meet the directive of the Workforce Innovation and Opportunity Act by ensuring that 
there will be a knowledgeable staff member within all partner organizations and a referral to direct 
services will always be available.  This will be an on-going training opportunity as one of the workforce 
threats in our area was the turnover of staff.  All of the partners understand and will accept the fact that 
when they are together to discuss the opportunities in the workforce system it will be from the 
perspective that they are members of the local community and their design is to provide help to our 
business customers and workforce clients to ensure continued economic growth in Central Oklahoma.  
 
To address the lack of workplace ethics we will continue to promote the incorporation of “Smart Work 
Ethics”, which has been certified by the Society of Human Resource Managers, into both secondary and 
post-secondary training opportunities.  All curricula needs to have this type of responsible behavior 
imbedded in order to address what has been a concern to the business community for the last decade.  
We will continue to interact with our business partners and take their specific skill needs to the 
educational institutions to ensure their courses are relevant to actual industry workforce needs.  At the 
same time we will ensure that our partners that serve individuals are aware of the specific skills needed 
by industry and establish a methodology that will ensure no client will be refer to a business unless they 
can be of value to that company and fit that work culture.  To that end we will continue to have partner 
meetings that distribute information about industries and companies in our area.   
 
6. Based on the analysis above, provide a description of the local board's strategic vision and goals to 
support economic growth and economic self-sufficiency, including: 

a. Goals for preparing an educated and skilled workforce, including individuals with barriers to 
employment; and, 

b. Goals relating to the performance accountability measures based on performance indicators. 
 

a.  Goals for Preparing an Educated and Skilled Workforce.  
 
Our Board has established one over-arching goal and that is:  To advance economic development by 
leading a demand driven workforce system.  The system will be one that aligns the business, 
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educational and government sectors toward common objectives leading to job growth, employee 
productivity and employer satisfaction while improving the per capita income of the area. What 
does this mean?  Simply put, we will base all of our decisions on the needs of the business 
community ensuring that we provide training and working opportunities for our clients based on the 
skills needed by the businesses in our area.   
 
Individuals get interviews because of their education attainment; they get jobs because of their 
work experience.  Work experience provides our workforce with the skills and knowledge needed to 
secure and retain well-paying jobs in high-growth high-demand industries.  To ensure we are 
working on providing more of the citizens with work experience, we have a stipulation in our service 
provision contract that they are to spend a minimum of 15% of the allocated training dollars for On-
the-Job Training opportunities.  We have also established an adult work experience program to 
provide our common clients a chance to learn and earn while not being an employee of a business.  
We are using this method with several of our clients that have barriers to employment such as single 
parents, a female jail diversion program, displaced homemakers, individuals who have had a drug 
related arrest, and returning citizens.  At the same time, we have provided specific training 
programs aimed at providing these same individuals the opportunity to learn new skills associated 
with our in-demand occupations, such as welding, commercial food equipment service technician, 
and certified production technician.  Also included is our course in “Smart Work Ethics” which is still 
the number one most mentioned lacking skill set from the business community.   
 
Another goal set by the board is the regularly scheduled partner meetings where we share 
information about clients and share information about specific skills in demand, along with the most 
pressing need in filling workplace vacancies.  As part of the agenda we talk about the skills that the 
business community is now included as something they want from new employees.  The discussion 
then centers on how to get those skills incorporated in existing training, establish new training or 
just making certain that clients have those competencies when they finish training. This is part of 
our one-stop operator’s measure for success as well.  Besides the many MOUs we have in place to 
establish how we will interact with all partners as a system, one of the goals listed to increase the 
number of those agreements with new partners, specifically those that are working with individuals 
who have barriers, in an effort to co-enroll shared clients and utilize funds in a braided fashion that 
provides leverage to us being able to provide a more effective manner in providing a skilled 
workforce.   
 
Another goal of the Board to accomplish this strategy is to make certain all staff understand and can 
use the O*Net cross walk of skills, knowledge and abilities.  This has been missing from the tool kit 
for most of workforce.  Our system has not done a good job of teaching staff how to interact with 
their clients and use the cross walk to discuss moving to a more in-demand occupation.  In most 
cases this can be done with very little additional training, whether in a classroom or on a job.   
 
The Board wants to ensure that even though our funds are now re-focused on opportunity youth, 
they don’t want us to forget that we should be at the forefront of providing information about 
careers to the secondary school system.  They have charged us and our partners with making certain 
that we promote such items as the Career Techs new product Oklahoma Career Guide.  It is included 
in new informational publication that we create.  Also the Board has decided to very proactive in the 
new measure of 20% of youth funds must be focused on work experience for our participants, but 
that goal will be pushed to exceed the requirement by at least 10%. 
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To ensure progress on the goal of providing a skilled workforce for our area, the Board will require 
each of our partners make regular reports to them on the number of people that are being trained, 
in what occupations and are those in the areas identified as in-demand, how many go to work, how 
many are retaining their employment and how many folks are making educational gains. 
 
Perhaps the biggest goal the Board has in preparing an educated and skilled workforce is making 
certain our partners are aware of the business demands of the workforce.  They want and insist on 
not only sharing this information with the partners at regularly scheduled meetings, but also making 
certain that we publish the information and share with that information is located.  We do the 
reverse with our business services consultants.  When they are engaging a member of the business 
community and working to establish a workforce plan, they are also sharing information about 
where that business might be able to find people with the skills they need or which institution offers 
training in the skills they have identified.   
 
b.  Goals relating to the performance accountability measures 
 
We believe the key to meeting performance indicators relies on the number of people the system is 
able to place in our demand occupation within our growing industry sectors.  The background key to 
this is making certain each of the partners is held accountable for measuring this component.  If we 
place qualified clients in growing industries, both the wage rate and retention measures should 
easily be met.  However, all partners must understand these measures and work together to create 
a true workforce system.  We must be accountable at the local level where direct action with the 
clients we serve takes place.  Our local partners are much more able to understand and react to 
changes in the local economies than any statewide organization.  Empowering partner staff is an 
effort that must be achieved if we are to move the economy forward.   
 
As we become a truly integrated system, which each partner understanding more completely their 
role in serving our common clients, including those with barriers, we will be able to focus on 
integrating more of those individuals into our growing workforce system.  Helping clients 
understand the need for additional education attainment will enable us to have more people 
achieve recognized credentials, and the more skills they have the more attractive to the labor 
market they become.   
 
There is a significant problem facing us in Central Oklahoma: Our workforce, given the current 
participation rate, is not growing fast enough to fill all of the vacancies that will exist.  We need to 
encourage individuals with barriers to become more engaged in being a member of the workforce, 
and in order to to that we must show them a path to advanced education that is affordable and 
convenient, so they can get the skills necessary to gain employment that demonstrates to them that 
they are better off working then not.   
 
We will continue to hold our service provider accountable, not on the lagging performance numbers 
required by the state, but on actual count on a monthly basis.  We will do the same for our partners.  
This ensures that staff understands their function is to aid people going to work, that will include 
providing every possible option for them whether it be additional training, OJT, workplace 
accommodations or subsidized child care. The Board has established a very specific demand 
occupation list that includes skills needed by someone entering and completing training for that 
occupation.  Since many of our clients have multiple barriers, our career navigators are required to 
have individuals that need additional training to become employed in an occupation that will afford 
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them a livable wage, do extensive research on occupations that are in demand to familiarize 
themselves with not only the requirements of training but also the future work environment.  This 
improves our outcome rate and often guarantees that these individuals will have a desirable wage –
to ensure we make negotiated performance.  
 

7. Describe the strategy to work with entities that carry out the core programs and required partners 
to align resources available to the local area, to achieve the strategic vision and goals. 
 
The Board is charged with being the convener of not only the business community, but also the partner 
expected to bring all of the core and required partners together in a strategy that will help us achieve 
our strategic vision and goals.  To do this we will continue to meet with all of the partners and share the 
Board’s vision of steps that need to be taken in order to achieve a workforce system that provides the 
business community with a skilled workforce and allows the community and its citizens to grow and 
prosper. To do this, we must work with the local members of the partnership to ensure they understand 
the roles and responsibilities that each of them have in achieving this strategic goal. Our scheduled 
meetings now will take on the look of a strategic session and not just one of sharing information. At 
each of our meetings we will work on a specific set of outcomes for achieving a piece of our local 
strategy. An example might be -- how do we increase the percentage of sight impaired individuals 
working in our area? To address that issue, we would first share the numbers of those individuals in our 
region, the most current labor market information on demand jobs; any best practices from across the 
globe would be shared as possibilities, the training needed to move those individuals into productive 
employment, etc. Then the partners would agree to a series of actionable items, with partners agreeing 
to specific tasks and signing a working pledge that it was their intent to accomplish those tasks. The 
same process could be utilized not only for serving clients, but could also be used to establish the same 
sort of actionable items for business engagement, providing career information, increasing 
apprenticeships in the area, etc.   
 
It is to be expected that this process will be utilized over several years and the strategic focus could 
change depending on specific economic, demographic and funding changes. Still, it makes sense to have 
the board’s established strategic vision and goals worked on by the entire core and required partners. 
Certainly, it is understood that not every partner would or could agree to all items in produced 
agreement of actionable items, but we should continue to move forward with the partners who are 
willing to improve the quality of life in our region.   
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B.  Local Workforce Development System Description: 
 
1. Describe the workforce development system in the local area by addressing each of the 
following. 
 
a. List and describe the programs that are included in the system. 
 
The partner programs in Central Oklahoma are: 
 

Department of Labor (DOL) Programs — 
 
WIOA title I programs 
 

Adult, Dislocated Worker, and Youth formula programs 
… Our local partner is the grant recipient, which is the Board of Chief Elected Officials. Funds 
for these programs are managed by the Central Oklahoma Workforce Innovation Board 
(COWIB). 

 
Job Corps 
… There are 2 local center operators: 

 
 Guthrie Job Corps Center, which is located in the Central Oklahoma area; and 
 Talking Leaves Job Corps Center, which recruits from the Central Oklahoma area. 

 
Native American programs 
… We have 5 WIOA Native American programs in the Central Oklahoma area – 
 

 Absentee Shawnee Tribe; 
 Cheyenne & Arapaho Tribes; 
 Citizen Potawatomi Nation; 
 Seminole Nation of Oklahoma; and 
 United Urban Indian Council. 

 
National Farmworker Jobs Program (NFJP) 
… Our local partner is ORO Development Corporation. 
 

Wagner-Peyser Act Employment Service (ES) program 
… The grant recipient is the Oklahoma Employment Security Commission. 

 
Senior Community Service Employment Program (SCSEP) 
… There are 3 SCSEP programs that serve the Central Oklahoma area: 
 

 AARP Foundation (a national grantee); 
 ASCOG, a subrecipient of the Oklahoma Department of Human Services, Aging Services 

Division; and 
 NICOA, the National Indian Council On Aging (a national grantee). 
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Trade Adjustment Assistance (TAA) activities 
… The grant recipient is the Oklahoma Employment Security Commission. 

 
Unemployment Compensation (UC) programs 
… The grant recipient is the Oklahoma Employment Security Commission. 
 
Jobs for Veterans State Grants (JVSG) programs 
… The grant recipient is the Oklahoma Employment Security Commission. 
 

Department of Education (ED) Programs — 
 
Adult Education and Family Literacy Act (AEFLA) program, authorized under WIOA title II 
… Our one-stop partner is the Oklahoma Department of Career & Technical Education. 

 
Career and technical education programs at the postsecondary level, authorized under the Carl 
D. Perkins Career and Technical Education Act of 2006 (Perkins IV) 
… There are 4 local recipients of funds in Central Oklahoma: 
 

 Francis Tuttle Technology Center; 
 Oklahoma City Community College; 
 OSU-OKC; 
 Rose State College. 

 
The State Vocational Rehabilitation (VR) Services program, authorized under title I of the 
Rehabilitation Act of 1973 (29 U.S.C. 720 et seq.), as amended by WIOA title IV 
… Our one-stop partner is the Oklahoma Department of Rehabilitation Services. 

 
Department of Housing and Urban Development (HUD) 

 
Employment and training programs 
… We have identified two Public Housing Authorities in our 9-county area that have hiring 
programs authorized under Section 3 of the Housing & Urban Development Act of 1968. They 
are: 
 

 Norman Housing Authority; 
 Oklahoma City Housing Authority. 

 
Department of Health and Human Services (HHS) 

 
Employment and training activities carried out under the Community Services Block Grant 
(CSBG) programs (42 U.S.C. 9901 et seq.) 
… There are 3 CSBG grantees serving the Central Oklahoma area: 
 

 Central Oklahoma Community Action Agency; 
 Community Action Agency of Oklahoma City / Canadian County; and 
 Deep Fork Community Action Foundation. 
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Temporary Assistance for Needy Families (TANF) program, authorized under part A of title IV of 
the Social Security Act (42 U.S.C. 601 et seq.) 
… Our one-stop partner is the Oklahoma Department of Human Services. 

 
Additional Partners.  The It’s My Community Initiative will operate its Work Reading Oklahoma 
(WROK) program as an Additional Partner in our one-stop delivery system. WROK is funded by the 
U.S. Department of Labor in order to provide re-employment training and services for long-term 
unemployed workers.  

 
b. List the location(s) of the comprehensive One Stop Center(s) (at least one) within your local area; 
and any affiliated or specialized centers (both physically and electronically linked, such as libraries) in 
the local workforce development area. 
 
In the Central Oklahoma area, we will have 5 Comprehensive One-Stop Centers and 5 Affiliate Centers as 
shown by the map on the following page.  
 

The Comprehensive Centers will be in these locations:  

Norman Workforce Center  
1141 E Main    Norman, OK   73071 

OKC Brookwood South 
9210 S. Western, Suite A-9    Oklahoma City, OK   73139   

OKC Eastside Center  
7401 NE 23rd Street    Oklahoma City, OK   73141  

Seminole Workforce Center 
229 N 2nd    Seminole, OK 74868 

Shawnee Workforce Center 
2 John C. Bruton Blvd.    Shawnee, OK   74804 
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Affiliate Centers will include:  
 
Chandler Workforce Center  
711 Manvel Ave.    Chandler, OK   74834 
 
El Reno Workforce Center 
210 N. Choctaw    El Reno, OK   73036 
 
Guthrie Workforce Center  
114 W. Harrison    Guthrie, OK   73044 
 
Holdenville Workforce Center  
205 E. Main St.    Holdenville, OK   74848 
 
Okemah Workforce Center 
517-B Woody Guthrie Street    Okemah, OK   74859  
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We have not identified any specialized centers.  
 
Pursuant to Section 121(b)(1)(A)(i) of the WIOA law, each one-stop partner shall “provide access” to 
their one-stop program(s) / activities, including making their applicable career services available in the 
comprehensive one-stop centers.  
 
With a few exceptions, we generally avoid the use of the term “co-location” to describe how partners 
will provide access to their career services. Even so, we are happy to provide this additional description 
of the one-stop programs that will be available through our American Job Center network:  
 
Comprehensive Center Location: Norman  
One-Stop Programs Accessible through this Center --  

WIOA Title I Formula Grant Programs (Adult, Youth, DLW) 
Job Corps … Guthrie Job Corps Center 
WIOA Section 166 Native American Program … Citizen Potawatomi Nation 
National Farmworker Jobs Program … ORO Development Corporation 
Wagner-Peyser Act Employment Service (ES) program … OESC 
Senior Community Service Employment Program (SCSEP) … ASCOG 
Trade Adjustment Assistance (TAA) activities … OESC 
Unemployment Compensation (UC) programs … OESC 
Jobs for Veterans State Grants (JVSG) programs … OESC 
Adult Education and Family Literacy Act (AEFLA) program  

… Our one-stop partner is the Oklahoma Department of Career & Technical Education; the local 
Adult Ed provider is the Norman Public Schools 

Career and technical education programs at the postsecondary level, authorized under the Carl D. 
Perkins Career and Technical Education Act of 2006 … OSU-OKC 

The State Vocational Rehabilitation (VR) Services program … OKDRS 
 
Employment and training activities authorized under Section 3 of the Housing & Urban Development 

Act … Norman Housing Authority 
Employment and training activities carried out under the Community Services Block Grant … Central 

Oklahoma Community Action Agency 
Temporary Assistance for Needy Families (TANF) program … OKDHS 
Additional Partner Program (Work Ready Oklahoma) … It’s My Community Initiative  

 
Comprehensive Center Location: OKC Eastside  
One-Stop Programs Accessible through this Center --  

WIOA Title I Formula Grant Programs (Adult, Youth, DLW) 
Job Corps … Guthrie Job Corps Center; Talking Leaves Job Corps Center  
WIOA Section 166 Native American Program … Cheyenne & Arapaho Tribe; Citizen Potawatomi 

Nation; United Urban Indian Council 
National Farmworker Jobs Program … ORO Development Corporation 
Wagner-Peyser Act Employment Service (ES) program … OESC 
Senior Community Service Employment Program (SCSEP) … AARP; NICOA 
Trade Adjustment Assistance (TAA) activities … OESC 
Unemployment Compensation (UC) programs … OESC 
Jobs for Veterans State Grants (JVSG) programs … OESC 
Adult Education and Family Literacy Act (AEFLA) program  
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… Our one-stop partner is the Oklahoma Department of Career & Technical Education; the local 
Adult Ed providers are Oklahoma City Community College, Meridian Technology Center, and 
Chickasha Public Schools  

Career and technical education programs at the postsecondary level, authorized under the Carl D. 
Perkins Career and Technical Education Act of 2006 … OSU-OKC; Rose State College; Francis 
Tuttle Technology Center; Oklahoma City Community College 

The State Vocational Rehabilitation (VR) Services program … OKDRS 
Employment and training activities authorized under Section 3 of the Housing & Urban Development 

Act … Oklahoma City Housing Authority 
Employment and training activities carried out under the Community Services Block Grant … 

Community Action Agency of OKC / Oklahoma County / Canadian County; Central Oklahoma 
Community Action Agency; Deep Fork Community Action Foundation 

Temporary Assistance for Needy Families (TANF) program … OKDHS 
Additional Partner Program (Work Ready Oklahoma) … It’s My Community Initiative  

 
Comprehensive Center Location: OKC Brookwood  
One-Stop Programs Accessible through this Center --  

WIOA Title I Formula Grant Programs (Adult, Youth, DLW) 
Job Corps … Guthrie Job Corps Center; Talking Leaves Job Corps Center  
WIOA Section 166 Native American Program … United Urban Indian Council 
National Farmworker Jobs Program … ORO Development Corporation 
Wagner-Peyser Act Employment Service (ES) program … OESC 
Senior Community Service Employment Program (SCSEP) … AARP; NICOA 
Trade Adjustment Assistance (TAA) activities … OESC 
Unemployment Compensation (UC) programs … OESC 
Jobs for Veterans State Grants (JVSG) programs … OESC 
Adult Education and Family Literacy Act (AEFLA) program  

… Our one-stop partner is the Oklahoma Department of Career & Technical Education; there are 
two local Adult Ed providers -- Oklahoma City Community College and Norman Public Schools 

Career and technical education programs at the postsecondary level, authorized under the Carl D. 
Perkins Career and Technical Education Act of 2006 … OSU-OKC; Oklahoma City Community 
College; Francis Tuttle Technology Center 

The State Vocational Rehabilitation (VR) Services program … OKDRS 
Employment and training activities authorized under Section 3 of the Housing & Urban Development 

Act … Oklahoma City Housing Authority 
Employment and training activities carried out under the Community Services Block Grant … 

Community Action Agency of OKC / Oklahoma County / Canadian County; Central Oklahoma 
Community Action Agency 

Temporary Assistance for Needy Families (TANF) program … OKDHS 
Additional Partner Program (Work Ready Oklahoma) … It’s My Community Initiative  

 
Comprehensive Center Location: Shawnee  
One-Stop Programs Accessible through this Center --  

WIOA Title I Formula Grant Programs (Adult, Youth, DLW) 
Job Corps … Guthrie Job Corps Center; Talking Leaves Job Corps Center  
WIOA Section 166 Native American Program … Absentee Shawnee Tribe; Citizen Potawatomi Nation 
National Farmworker Jobs Program … ORO Development Corporation 
Wagner-Peyser Act Employment Service (ES) program … OESC 
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Senior Community Service Employment Program (SCSEP) … AARP; NICOA 
Trade Adjustment Assistance (TAA) activities … OESC 
Unemployment Compensation (UC) programs … OESC 
Jobs for Veterans State Grants (JVSG) programs … OESC 
Adult Education and Family Literacy Act (AEFLA) program  

… Our one-stop partner is the Oklahoma Department of Career & Technical Education; the local 
Adult Ed provider is Shawnee Public Schools 

Career and technical education programs at the postsecondary level, authorized under the Carl D. 
Perkins Career and Technical Education Act of 2006 … OSU-OKC  

The State Vocational Rehabilitation (VR) Services program … OKDRS 
Employment and training activities carried out under the Community Services Block Grant … Central 

Oklahoma Community Action Agency  
Temporary Assistance for Needy Families (TANF) program … OKDHS 
Additional Partner Program (Work Ready Oklahoma) … It’s My Community Initiative  

 
Comprehensive Center Location: Seminole   
One-Stop Programs Accessible through this Center --  

WIOA Title I Formula Grant Programs (Adult, Youth, DLW) 
Job Corps … Guthrie Job Corps Center; Talking Leaves Job Corps Center  
WIOA Section 166 Native American Program … Absentee Shawnee Tribe; Citizen Potawatomi 

Nation; Seminole Nation of Oklahoma 
National Farmworker Jobs Program … ORO Development Corporation 
Wagner-Peyser Act Employment Service (ES) program … OESC 
Senior Community Service Employment Program (SCSEP) … AARP; NICOA 
Trade Adjustment Assistance (TAA) activities … OESC 
Unemployment Compensation (UC) programs … OESC 
Jobs for Veterans State Grants (JVSG) programs … OESC 
Adult Education and Family Literacy Act (AEFLA) program  

… Our one-stop partner is the Oklahoma Department of Career & Technical Education; the local 
Adult Ed provider is OSU-IT 

Career and technical education programs at the postsecondary level, authorized under the Carl D. 
Perkins Career and Technical Education Act of 2006 … OSU-OKC  

The State Vocational Rehabilitation (VR) Services program … OKDRS 
Employment and training activities carried out under the Community Services Block Grant … Central 

Oklahoma Community Action Agency  
Temporary Assistance for Needy Families (TANF) program … OKDHS 
Additional Partner Program (Work Ready Oklahoma) … It’s My Community Initiative  

 
c. Identify your key strategies for aligning the core programs (WIOA Title I, II, III, and IV programs) as 
well as all required partner programs within the local the local one-stop system of comprehensive and 
affiliate offices by addressing each of the following items. 
 

o Assess the types and availability of adult and dislocated worker employment and training 
activities in the local area. 
 
As of March, 2017, services are available for Adults and Dislocated Workers in each of the 9 
counties in the Central Oklahoma workforce area. There is generally a shortage of resources to 
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support these services. Even so, the services do exist, and thousands of workers take advantage 
of them annually. 
 
Throughout this Local Plan, we refer to the many one-stop partner programs that provide career 
services for Adults and Dislocated Workers. These partner programs include the Wagner-Peyser 
program, which provides a valuable array of basic career services to any adult who is eligible to 
work in the United States. The Unemployment Insurance program makes benefit payments to 
more than 19,000 claimants each month. Also, the RESEA program provides valuable 
reemployment services. 
 
Other one-stop partner programs serving this general population include the WIOA Title I Adult 
and Dislocated Worker grants. In January, 2017, a total of 429 Adults were receiving 
individualized career services through these programs. 
 
Special subsets of Adults and Dislocated Workers are served by our SCSEP program partners, our 
AEFLA program partner, the WIOA Native American programs, TANF, TAA, the Jobs for Veterans 
State Grant, and the National Farmworker Jobs Program. 
 
The types of services available to Adults and Dislocated Workers include all of those listed in 
WIOA Section 134(c)(2)(A). 
 
In addition to the Career Services listed in Section 134(c)(2)(A), a limited number of training 
activities and supportive services are offered through the WIOA Adult and Dislocated Worker 
formula grant programs. These services are generally limited by a shortage of program 
resources. Pursuant to WIOA Section 134(c)(3)(E), priority is given recipients of public 
assistance, other low-income individuals, and individuals who are basic skills deficient. We also 
enforce the priority guidelines of the Jobs for Veterans Act. 
 
o Provide an explanation of how the local board addresses local rapid response activities. 
 

Rapid response activities are defined in Section 3 of the WIOA law: 
 

(51) RAPID RESPONSE ACTIVITY.—The term “rapid response activity” means an activity provided 
by a State, or by an entity designated by a State, with funds provided by the State under section 
134(a)(1)(A), in the case of a permanent closure or mass layoff at a plant, facility, or enterprise, 
or a natural or other disaster, that results in mass job dislocation, in order to assist dislocated 
workers in obtaining reemployment as soon as possible, with services including— 
(A) the establishment of onsite contact with employers and employee representatives— 
(i) immediately after the State is notified of a current or projected permanent closure or mass 
layoff; or 
(ii) in the case of a disaster, immediately after the State is made aware of mass job dislocation as 
a result of such disaster; 
(B) the provision of information on and access to available employment and training activities; 
(C) assistance in establishing a labor-management committee, voluntarily agreed to by labor and 
management, with the ability to devise and implement a strategy for assessing the employment 
and training needs of dislocated workers and obtaining services to meet such needs; 
(D) the provision of emergency assistance adapted to the particular closure, layoff, or disaster; 
and 
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(E) the provision of assistance to the local community in developing a coordinated response and 
in obtaining access to State economic development assistance. 

 
Recognizing that rapid response activities are a state function, our local board intends to address these 
activities by following the leadership of the Oklahoma Office of Workforce Development, which has 
assumed responsibility for all statewide Rapid Response efforts. 
 
The State’s Unified Plan envisions that the Oklahoma Employment Security Commission (OESC), local 
WDBs, Oklahoma Department of Career and Technology Education (ODCTE), Rehabilitation Services and 
other system partners will respond quickly to employer, employee and community needs when layoffs 
and/or plant closures occur. 
 
COWIB will monitor the engagement of our one-stop partners as they respond to layoff events as 
described in the state plan. It is obvious that workers who are impacted by a rapid response event have 
an urgent need for the Career Services that are delivered through our local workforce development 
system. Our goal will be to assure that affected workers receive accurate information on and access to 
available employment and training activities in a timely and effective manner. 
 
As described in WIOA Section 134(a)(2), rapid response activities are a type of “Required Statewide 
Employment and Training Activities” for which special funds are reserved for the state. Here is an 
excerpt: 
 

(2) REQUIRED STATEWIDE EMPLOYMENT AND TRAINING ACTIVITIES.— 
(A) STATEWIDE RAPID RESPONSE ACTIVITIES.— 
(i) IN GENERAL. — A State shall carry out statewide rapid response activities using funds 
reserved by the Governor for the State under section 133(a)(2), which activities shall include— 
(I) provision of rapid response activities, carried out in local areas by the State or by an entity 
designated by the State, working in conjunction with the local boards and the chief elected 
officials for the local areas; and 
(II) provision of additional assistance to local areas that experience disasters, mass layoffs, or 
plant closings, or other events that precipitate substantial increases in the number of 
unemployed individuals, carried out in local areas by the State, working in conjunction with the 
local boards and the chief elected officials for the local areas. 

 
While paragraph (2)(A)(i)(II), above, states that additional assistance may be provided to local areas that 
need it, the state’s Unified Plan makes it clear that no Rapid Response funds will be allocated to local 
workforce development boards, except through an application process: 
 

“Rapid Response funds are used at the state level by OOWD and OESC. They are set aside for 
emergencies, or for when all allocated resources are expended. The local areas are involved as a 
part of the Rapid Response Team, but Rapid Response funds are not allocated to local workforce 
boards. Rapid Response funds may be used by local workforce boards through application for 
emergency funding as needed for specific layoff events.” 

 
COWIB will request additional funds, as needed, to support our local response to dislocation events. 
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Finally, in § 678.435 of the WIOA Joint Final Rule, the regulations provide that local workforce 
development boards may — in coordination with rapid response activities — provide certain business 
services to area employers in order to help them manage reductions in force. 
 

(c) Local areas may also provide other business services and strategies that meet the workforce 
investment needs of area employers, in accordance with partner programs’ statutory 
requirements and consistent with Federal cost principles…. Allowable activities, consistent with 
each partner’s authorized activities, include, but are not limited to … 
(4) Assistance to area employers in managing reductions in force in coordination with rapid 
response activities…. 

 
COWIB will provide assistance to area employers, if requested, through our Business Service Team. 
 

o Describe how the local board will coordinate relevant secondary and post-secondary 
education programs and activities with workforce investment activities to coordinate 
strategies, enhance services, and avoid duplication of services. 

 
As the convener of one-stop partners in the Central Oklahoma area, COWIB will help to coordinate 
relevant secondary and post-secondary education programs and activities with workforce investment 
activities in our area. This will help to enhance services, and avoid duplication of effort, and promote a 
closer working relationship between education and workforce partners. 
 
One of our main strategies for the coordination and improvement of these services will be our activities 
to support, develop, and implement Career Pathways. 
 
Pursuant to Section 107(d)(5) of the WIOA law, COWIB has a duty to “lead efforts… to implement career 
pathways within the local area….” Here is the requirement of the law: 
 

(5) CAREER PATHWAYS DEVELOPMENT. — The local board, with representatives of secondary 
and postsecondary education programs, shall lead efforts in the local area to develop and 
implement career pathways within the local area by aligning the employment, training, 
education, and supportive services that are needed by adults and youth, particularly individuals 
with barriers to employment. 

 
The term “Career Pathway” is defined in Section 3 of WIOA: 
 

(7) CAREER PATHWAY. — The term ‘‘career pathway’’ means a combination of rigorous and 
high-quality education, training, and other services that— 
(A) aligns with the skill needs of industries in the economy of the State or regional economy 
involved; 
(B) prepares an individual to be successful in any of a full range of secondary or postsecondary  
(D) includes, as appropriate, education offered concurrently with and in the same context as 
workforce preparation activities and training for a specific occupation or occupational cluster; 
(E) organizes education, training, and other services to meet the particular needs of an 
individual in a manner that accelerates the educational and career advancement of the 
individual to the extent practicable; 
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(F) enables an individual to attain a secondary school diploma or its recognized equivalent, and 
at least 1 recognized postsecondary credential; and 
(G) helps an individual enter or advance within a specific occupation or occupational cluster. 

 
As we interpret this term, Career Pathways are flexible enough to serve the needs of youth, adults, and 
dislocated workers. We envision career pathways initiatives being launched with the cooperation of 
many of our one-stop partners, including: Eligible Adult Education providers, Registered Apprenticeship 
programs, WIOA Title I Formula grant programs, TANF activities, Programs of the Oklahoma Department 
of Rehabilitation Services, and Job Corps — as well as relevant secondary and post-secondary education 
programs and activities. 
 
We anticipate that our Postsecondary Perkins grant partners will be especially helpful in these efforts. 
 
Features of our career pathways initiatives will include: 
 

Aligned with the Skill Needs of Industries. We will make sure that Career Pathways initiatives in 
our area are appropriately aligned with the needs of business. We will take special care to make 
sure, when possible, that the Career Pathways provide support to the sector strategies and 
other business engagement efforts of our local workforce development system. (See “Other 
Initiatives to Meet the Needs of Employers”). 
 
We will ask employers to voluntarily serve on advisory committees to help guide the 
development of career pathways in Central Oklahoma. We will also work with existing advisory 
groups that have been convened by area career technology schools and community colleges, 
etc. Not least of all, we intend to use the expertise of the industry advisory boards that have 
already been convened by the COWIB to support our Sector Strategy efforts. 
 
Implemented in a Full Range of Secondary and Postsecondary Education Options. Our goal will 
be to fully develop each Career Pathway to include a broad range of educational options – 
including training and education provided through secondary schools, community colleges, 
career tech schools, registered apprenticeship programs, etc. 
 
Includes Career Counseling appropriate to all participant groups. To support a robust set of 
Career Pathways initiatives, we recognize that we will need to support effective career 
counseling for many different participant groups. This may involve the design of some activities 
to enhance the on-going training of career counselors – such as career exploration activities, etc. 
 
Provides for Workforce Preparation Activities and Training to be offered concurrently with 
Educational Activities / Programs. We envision that educational activities / programs will 
benefit from student participation in workforce preparation activities and training activities that 
are focused on a specific occupation or occupational cluster. 
 
Accelerates Educational and Career Advancement of Individuals, as much as possible. To the 
extent practicable, we will support the design of Career Pathway activities that allow individuals 
to move toward their educational / career goals at a faster pace than otherwise possible. 
 
Supports the Attainment of a Secondary School Diploma (or equivalent) as well as 
Postsecondary Credential (one or more). We will support initiatives that allow young people to 
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enter a Career Pathway when they are secondary students. They will be able to continue on the 
same or a different Career Pathway when they become postsecondary students. The success of 
each Career Pathways initiative will be evaluated by the attainment of appropriate credentials 
as well as long-term career success. 
 
Helps Individuals to Advance within a Specific Occupation or Occupational Cluster. Our Career 
Pathways initiatives will be flexible enough to allow underemployed workers to benefit from 
additional training and skill-building activities. 

 
COWIB’s role will be to support the Career Pathways initiatives in our area by “leading with” other 
partners. It is not our intention to manage or direct these initiatives. Rather, we will support their 
development, monitor their effectiveness, and raise awareness about their impact on the workforce 
needs of our area. 
 
In this regard, we are mindful that the Governor’s Council for Workforce and Economic Development 
has established a Career Pathways Committee as a standing committee of the Council. The state’s 
Career Pathways Committee has adopted an action plan that includes the following elements: 
 

identify skill gaps in specific occupations. 
 with education and training partners to adopt or align curriculum in programs to meet 

needs of employers. 

communities, students and parents to develop understanding and importance of career plans 
and career pathways. 

 
 

 
Additionally, as described in WIOA Section 101(d)(3)(B), one of the functions of the Governor’s Council is 
to assist the Governor in “the development of strategies to support the use of career pathways.” The 
Career Pathways Committee will support this function by developing and researching pilots, models and 
best practices (as described in the State’s Unified Plan). 
 
We are willing to collaborate with the Career Pathways Committee to support each of these objectives. 
For an additional description of how our local board will facilitate the development of career pathways, 
see “Career Pathways.” (Page 56 of this Plan) 
 

o Describe how the local board, in coordination with the One Stop operator, maximizes 
coordination, improves service delivery, and avoids duplication of Wagner-Peyser Act 
services and other services provided through the delivery system. 

 
Since our inception under the Workforce Investment Act, COWIB has maintained a very successful 
partnership with the Oklahoma Employment Security Commission (OESC), which is the recipient of 
Wagner-Peyser grant funds in Oklahoma. With OESC, we have maintained co-located operations in a 
one-stop setting. Career Services have been delivered in a coordinated fashion – avoiding unnecessary 
duplication of effort. 
 
Wagner-Peyser services are described in the State’s Unified Plan. Here is an excerpt: 



Workforce Development Plan for Central Oklahoma – Revised June 9, 2017 
 

33 
 

 
 
 

“Within the Oklahoma workforce development system, known as Oklahoma Works, is a network 
of Centers or One-Stop offices where employment, education and training providers are 
integrating services to assist both job seekers and employers. Job Seeker customers receive 
assistance preparing for and searching for work, making career decisions, and accessing training 
opportunities. 
“Most people who walk into an Oklahoma Works Center are in search of information such as 
where the job openings are located, what training opportunities exist, or what kinds of 
community services are available. They may also be in need of a computer, phone, or fax. These 
core services are available to everyone through the Centers, usually with limited assistance. In 
fact, there are full–service, comprehensive ‘Resource Rooms’ set aside for self–help, or limited 
assistance, much like a community library. There are computers and software for customers to 
prepare a resume, for instance, with books, videos, and even staff nearby to answer basic 
questions or give limited guidance. 
“For those individuals who require more in-depth assistance, Oklahoma requires applicants to 
complete questionnaires which will assist us in determining what services will best fit the 
customer’s needs and which agencies or partners will be best equipped to fill such needs. The 
customer and the Center staff will discuss items like background, education and/or 
certifications, experience and work history, skills, etc. and then map out a strategy to get the 
customer on a career or training path. The information that is obtained creates a ‘snapshot’ of 
potential program eligibility thus allowing Center staff to make proper referrals to additional 
programs or resources.” 

 
A strategic tool for the coordination of Career Services in our one-stop centers is the Oklahoma Service 
Link (OSL) system – an integrated case management system that is used by Wagner-Peyser staff as well 
as by staff members who are supported with WIOA Adult and Dislocated Worker funding. The OSL 
system is a key resource for coordinating the delivery of services in an integrated fashion. It is also used 
to support TAA program services and services delivered under the state’s Unemployment Insurance 
program. 
 
Moreover, the COWIB has completed the competitive procurement of a One-Stop Operator as described 
in WIOA Section 121(d). This is a basic requirement for the proper coordination of one-stop partner 
services, as explained in the State’s Unified Plan: 
 

“A one-stop operator that has been competitively procured will ensure that all one-stop partner 
services are coordinated and are provided in accordance with federal, state and local policies. 
This will assure seamless service delivery and oversight.” 
 
 

 
According to § 678.620 of the WIOA Joint Final Rule, the role of the one-stop operator includes 
coordinating the service delivery of required one-stop partners and service providers. 
 
In Central Oklahoma, we also rely on our one-stop operator to coordinate service providers across the 
one-stop delivery system. This includes coordination of services with our Wagner-Peyser partner. 
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The COWIB’s contract with our one-stop operator describes this coordination function in more detail: 
 

“Contractor will provide integrated services and/or services being delivered in a functional 
delivery system. This may require Contractor to provide some services that are traditionally 
delivered by other entities that are none-the-less allowable services. In the integrated / 
functional delivery system, other entities may also be required to deliver some of the services 
that are included in the statement of work in this contract. Contractor’s staff may be functionally 
supervised by staff from other partner agencies that are assisting in the provision of services in 
the workforce system or Contractor’s staff may functionally supervise staff of other entities 
working in the Workforce Centers.” 

 
Additional steps to coordinate services and improve service delivery in Central Oklahoma will be 
included in the Memorandum of Understanding that will be negotiated by the one-stop partners in our 
area. 

 
o Describe how the local board will coordinate WIOA Title I workforce investment activities 
with adult education and literacy activities under WIOA Title II, including how the local board 
will carry out the review of local applications submitted under Title II. 
 
Title II of the Workforce Innovation and Opportunity Act describes how a partnership will be 
created among the Federal Government, States, and localities to provide, on a voluntary basis, 
adult education and literacy activities, in order to achieve certain goals, including: 
 

“Assist adults to become literate and obtain the knowledge and skills necessary for 
employment and economic self-sufficiency….” 

 
The Oklahoma Department of Career and Technology Education (ODCTE) is the state agency 
that is responsible for administering policy for adult education and literacy activities. Pursuant 
to Title II, ODCTE distributes funds to local areas in the state. The State’s Unified Plan describes 
the funds distribution methodology. 
 
Periodically, ODCTE awards grants or contracts, on a competitive basis, to eligible providers who 
have the task of developing, implementing, and improving adult education and literacy activities 
within the State. The grants or contracts are awarded after a review of applications that are 
submitted by potential providers in each local area. 
 
Section 231(e) describes 13 evaluation criteria that must be reviewed by ODCTE before it makes 
any award of grants or contracts. Three out of the 13 “considerations” relate to coordination 
with the local workforce development system in one way or another. Here are excerpts: 
 

(e) CONSIDERATIONS.—In awarding grants or contracts under this section, the eligible 
agency shall consider— 

(1) the degree to which the eligible provider would be responsive to— 

(A) regional needs as identified in the local plan under section 108; and 

 



Workforce Development Plan for Central Oklahoma – Revised June 9, 2017 
 

35 
 

(B) serving individuals in the community who were identified in such plan as 
most in need of adult education and literacy activities, including individuals— 

(i) who have low levels of literacy skills; or 

(ii) who are English language learners…. 

(4) the extent to which the eligible provider demonstrates alignment between 
proposed activities and services and the strategy and goals of the local plan under 
section 108, as well as the activities and services of the one-stop partners… 

(10) whether the eligible provider’s activities coordinate with other available 
education, training, and social service resources in the community, such as by 
establishing strong links with elementary schools and secondary schools, 
postsecondary educational institutions, institutions of higher education, local 
workforce investment boards, one-stop centers, job training programs, and social 
service agencies, business, industry, labor organizations, community-based 
organizations, nonprofit organizations, and intermediaries, for the development of 
career pathways; 

 
This focus on appropriate linkages with the local workforce system is intentional. The emphasis 
on strong linkages is reiterated in the description of the application that must be submitted by 
each local eligible provider. Pursuant to WIOA Section 232, each eligible provider desiring a 
grant or contract from ODCTE “shall submit an application” including, at a minimum, the 
following information: 
 

(1) a description of how funds awarded under this title will be spent…; 
 
(2) a description of any cooperative arrangements the eligible provider has with other 
agencies, institutions, or organizations for the delivery of adult education and literacy 
activities; 
 
(3) a description of how the eligible provider will provide services in alignment with the 
local plan under section 108, including how such provider will promote concurrent 
enrollment in programs and activities under title I, as appropriate; 
 
(4) a description of how the eligible provider will meet the State adjusted levels of 
performance described in section 116(b)(3), including how such provider will collect data 
to report on such performance indicators; 
 
(5) a description of how the eligible provider will fulfill one-stop partner responsibilities 
as described in section 121(b)(1)(A), as appropriate. 

 
Obviously, the law envisions that there will be appropriate coordination between the local 
workforce system and local eligible providers of adult education and literacy activities. 
 
To drive this coordination, Section 107(d)(11) of the WIOA law provides that COWIB will review 
the applications submitted to ODCTE in order to “determine whether such applications are 
consistent with the local plan.” Additionally, COWIB will make recommendation to ODCTE in 
order to “promote alignment” with the local plan. 
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With respect to COWIB’s review of grant applications, our priority will be to confirm that each 
applicant properly describes their willingness to: 
 

 Provide access through the one-stop delivery system to such program or activities 
carried out by the entity, including making their applicable career services available at 
the one-stop centers (in addition to any other appropriate locations), as described in 
WIOA Section 121(b)(1)(A)(i). 

 Use a portion of the funds available for adult education and literacy activities to 
maintain the one-stop delivery system, including funds to support the infrastructure 
costs of one-stop centers in the Central Oklahoma area, as described in WIOA Section 
121(b)(1)(A)(ii). 

 Participate, as may be directed by the ODCTE, in the Memorandum of Understanding for 
the local workforce system in Central Oklahoma, as described in WIOA Section 
121(b)(1)(A)(iii). 

 Participate in the operation of the local one-stop system consistent with WIOA Section 
121(b)(1)(A)(iv). Eligible providers may do this, for example, by participating in periodic 
meetings of the COWIB’s One-Stop Partners group.  

 Promote concurrent enrollment in programs and activities under title I – including, as 
appropriate, WIOA Formula Grant programs, WIOA Native American programs, WIOA 
Farmworker program, etc. 

 
COWIB will coordinate workforce investment activities carried out under Title I with the 
provision of local adult education and literacy activities. We will do this by pursuing various 
service alignment strategies in cooperation with our one-stop partners. The exact nature of 
these alignment activities will be determined by the partners working together to identify 
appropriate referral activities, possible co-location strategies, staff cross-training activities, etc. 
 
At a minimum, the COWIB will establish annual goals for the co-enrollment of AEFL participants 
into the core programs of WIOA Title I. Our intention will be to establish a numerical goal for co-
enrollments into the WIOA Adult and WIOA Youth programs as well as the design of a reliable 
system for reporting co-enrollments, services delivered, and outcomes achieved.  
 
o Describe and assess the type and availability of youth workforce investment activities in the 
local area, including activities for youth who are individuals with disabilities, and provide an 
identification of successful models. 
(Include a copy of any completed Process Maps and how they are used to align services and 
avoid duplication of services). 
 
The Central Oklahoma Workforce Innovation Board (COWIB) has established a Youth Council 
comprised of members from the counties that make up the Central Oklahoma workforce 
development area.  The purpose of the Council is to provide expertise in youth policy and to 
assist the COWIB Board with Youth programs under the Workforce Innovation and Opportunity 
Act. Duties of the Council are as follows. 
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1. Provides the framework for developing comprehensive and effective strategies that 

ensure youth acquire the education, skill, work experience and support they will need to 

reach their full potential and successfully transition to productive adulthood.  The 

mandated partners represented bring together a diverse set of stakeholders and 

resources to accomplish this mission. 

 
2. Facilitates engagement of employers, including small employers and employers in in-

demand industry sectors and occupations, in workforce development programs; and  

 
3. Supports a local workforce development system that meets the needs of businesses in 

the local area. 

 
Members of the Youth Council are representatives of the communities served who agree to 
work cooperatively to engage employers and youth for a common purpose — to expand 
employment and training opportunities in the Central Oklahoma area. 
 
In efforts to be strategic in action, the COWIB Youth Program is aligned as nearly as possible to 
the action plan of the State youth program committee.  
 
As identified in the State’s Unified Plan, the action items identified by the state’s Youth Program 
Committee include:  
 

 Work with the education system to support the prevention and recovery of affected 

youth. 

 Develop strategies for both in-school and out-of-school youth. 

 Develop a plan in support of youth which would include a communication infrastructure 

that will inform and engage all stakeholders. 

 Provide guidance to assist in achieving compliance. 

 
Assessment of the WIOA Title I Youth Formula Grant Program.  
 
During Program Year 14, quantitative goals were established based on performance and/or 
contractual measures.  It was found that the program provided generally positive results, 
including:  
 

 118 Obtaining HS diploma or post-secondary credential 

 85 participants in STEM field of study 

 18 Placed in Work Experience activities;  

 219 trained in Smart Work Ethics. “SWE” is used to help youth develop soft skills and 

understand the importance of being able to work with others and communicate 

effectively; preparing youth and young adults for the workplace.  
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 Tutoring in Math and Reading, in partnership with OIC and Competitive Edge, resulting 

in 41% of youth showing significant increase in math and reading scores. 

 Career Exploration activities were conducted at Braum's Dairy, OKC Fire Department, 

Ag. Programs Tour at OSU-OKC, Health Careers Tour at Francis-Tuttle, Workshops on life 

skills, nutrition and fitness, and labor law, SOAR study skills training at all sites, Pelco 

Manufacturing, Boldt Construction Tour, Sabolich Prosthetics, Forensic Science 

Workshop.  

 A special project allowed 17 youth participants to attend a 4-week Simulated STEM 

internship at OCCC to explore health sciences and engineering. 

 
During Program Year 15, both quantitative and qualitative goals were established based on 
performance and/or contractual measures and needs assessments. New partnerships were 
developed with businesses and individuals. The number of Work Experience activities was 
increased.  
 
Conclusions have been drawn from these assessments, and they have been taken into 
consideration during the development of this 4-year local plan.    
 
Additional Assessment / Strategic Planning.  
 
In November 2016, the Youth Council participated in a SWOT analysis and strategic planning 
meeting at Gordon Cooper Technology Center in Shawnee, Oklahoma. There were 47 attendees 
including current youth council members, board staff, community partners, service providers, 
COWIB board members, and parents. All participants had the opportunity to share ideas and 
collaborate. The activity generated open dialog and informal assessment of the current youth 
program including activities as well as outcomes.  The results of the SWOT analysis are below.   
 

Strengths:   

 Big picture of program 

 Strong leadership 

 One voice representing youth in the program 

 Diversity 

 Leveraging of resources 

 Industry tours 

 Life Experiences 

 Work Experiences focused on key industries 

 Brad range of professional background 

 New energy to make the youth council come together and work for OKC youth 

 Knowledge of disabilities and resources 

 
Weaknesses: 

 Lack of follow through 

 Lack of clarity on exactly what COWIB offers 
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 Lack of knowledge on partner possibilities 

 No targeting outreach that truly grabs youth’s attention and draws them into the 

program 

 No goal for serving specific populations with barriers 

 Not enough communication to let council know what is going on and how they can 

support COWIB 

 Not using social media effectively 

 Objectives of youth council being send to front line staff 

 Uncertain of youth council member roles 

 Unclear of referral process to connect youth to resources 

 Delay in receiving updates and revised policies 

 
Opportunities: 

 Improve self sufficiency 

 Cross regional funding (grants) 

 Improve life skills development 

 Develop public-private partnerships 

 Make resources available in rural areas 

 Utilize social media 

 Staff development 

 Collaboration with American Indian Tribes 

 Coordinated intake and assessment 

 Business leaders as mentors 

 Modified curriculum for individuals with disabilities 

 Organize resources 

 Increase work experiences 

 Bring a learning center and test site for HS diploma 

 
Threats: 

 Resources focus on urban areas, leaving rural out 

 Lack of direction 

 Lack of business engagement 

 Unrealistic ideas/plans/events from the council 

 Silos/ division among programs 

 Members not believing that the mission statement can be met  

 Lack of understanding of performance measures and its impact on funding 

 Stereotypes about workforce participants 

 Decision makers are not at the table 

 Lack of outreach 

 Lack of industry representation 

 Disorganization 
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After conducting the SWOT analysis, the group identified specific focus areas with goals, 
objectives, and actions steps.  The focus areas identified will drive the action of the youth 
council during the first 12 months of our Local Plan period. Subcommittees will be developed to 
work on the focus areas that the group deemed highest priority. Additional assessment and 
strategic planning activities will be launched as needed.  
 
Successful Models of Youth Workforce Investment Activities.  
 
Our Local Plan affirms the COWIB’s commitment to providing high quality services for youth and 
young adults beginning with career exploration and guidance; continuing support for 
educational attainment, opportunities for skills training in in-demand industries and 
occupations; and culminating with a good job along a career pathway or enrollment in 
postsecondary education.  
 
For In-School Youth, COWIB will support youth workforce investment models that focus on 
school retention and completion. Our goal will be to help each in-school youth participant to 
successfully transition to employment and/or postsecondary school enrollment. The complete 
menu of Youth program elements will be offered to participants, as needed. A particular 
emphasis will be placed on Work Experience activities as well as career exploration, tutoring, 
etc.  
 
For Out-of-School Youth, COWIB will support models that provide a needed continuum of 
services to help disconnected youth navigate between the educational and workforce systems. 
All of the elements described in WIOA Section 129 will be available to participants who need 
them. In particular, we will offer paid work experience activities that have as a component 
academic and occupational education, including –  
 

 Summer employment opportunities and other employment opportunities available 

throughout the school year;  

 Pre-apprenticeship programs;  

 Internships and job shadowing; and  

 On-the-job training opportunities.  

 
As suggested by Department of Labor guidance, we will coordinate our work experience 
activities with other youth serving organizations and agencies. We will strengthen our 
partnership-building efforts by reaching out to Temporary Assistance for Needy Families, 
Community Services Block Grant activities, and Community Development Block Grant programs.  
 
Additionally, we will endeavor to expand our linkages with our Adult Education partners, WIOA 
Native American programs, and Job Corps. 
 
We have not completed any process maps.  
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d. Describe the roles and resource contributions of each of the one-stop partners. Please include the 
completed Job Seeker and Business Services service matrices. 
 
Each year, our one-stop partners will produce a One-Stop Operating Budget that will give a detailed 
description of the financial contributions of each partner to the one-stop delivery system in our area. An 
Infrastructure Funding Agreement will also be prepared and approved by all of the partners. All resource 
contributions will be allocated according to the proportion of benefit received by each of the partner 
programs, consistent with the Federal law authorizing the program, and consistent with all other 
applicable legal requirements, including Federal cost principles in 2 CFR part 200.  
 
In this section of our Local Plan, our focus is on a more general description of the resources that will be 
brought to the one-stop delivery system by our partners. Here is where we describe the services that 
each partner program will provide as well as the roles they will play during the scope of our 4-year Plan.  
 
In addition to this written description of Roles and Resources, our Local Plan includes two additional 
items that are required by the state’s planning instructions: 
 

 The Job Seeker Matrix, and  
 The Business Services Matrix.  

 
The matrices are available for review at www.cowib.org.  
 
WIOA Title I Adult, Dislocated Worker, and Youth formula grants. The grant recipient for these 
programs is our Board of Chief Elected Officials. Program activities are directed by the One-Stop 
Operator for our local workforce system, with oversight by the Central Oklahoma Workforce Innovation 
Board.  
 
The activities and services of these programs are generally provided through staff members who are 
physically present in our Comprehensive Centers or Affiliate Centers. Consequently, these WIOA Title I 
grants will cover a substantial portion of the infrastructure costs of these centers.  
 
Each of these programs is regarded as a “core” program in the American Job Center network. The 
programs will provide a broad range of the career services identified in WIOA Section 134(c)(2). Refer to 
the job seeker service matrix for details.  
 
Job Corps. There are 2 center operators that serve the Central Oklahoma area. The Guthrie Job Corps 
Center is located in the Central Oklahoma area and recruits students from all 9 of our counties. The  
Talking Leaves Job Corps Center also recruits from the Central Oklahoma area – even though their 
residential center is located outside of our 9 counties.  
 
Career services offered by our Job Corps partners will include, “outreach, intake…, and orientation to the 
information and other services available through the one-stop delivery system.”  
 
In TEGL 16-16, Attachment II, the U.S. Department of Labor has identified several examples of beneficial  
coordination between Job Corps and other workforce partners including:  
 

http://www.cowib.org/
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 Cross referrals with other programs, such as the Formula Adult Program, Formula Youth 
Program, and YouthBuild, that can increase the likelihood of successful performance incomes by 
ensuring that individuals are referred to the program that best meets their needs.  

 Co-enrollment with partner programs to maximize the number of individuals served and the level 
of service provided.  

 Co-location of Job Corps Outreach and Admissions services in the American Job Center to provide 
an opportunity for students completing other programs for further education and training.  

 
The Attachment goes on to say:  
 

“Job Corps students prepared to enter the workforce can and should enroll in labor exchange 
services so the American Job Center can identify job leads or education and training 
opportunities, including work-based training and apprenticeship opportunities.  Job Corps 
participants also can and should utilize the American Job Center for job preparation, interviewing 
techniques, and job search strategies.”  

 
In Central Oklahoma, Job Corps representatives will be physically present in our one-stop centers – with 
an intermittent presence at first, growing over time as services within our system become more 
integrated. The contributions of our Job Corps partners to infrastructure costs will be determined during 
the negotiation of the Memorandum of Understanding (MOU) for the one-stop operating system.  
 
Native American Programs. There are 5 WIOA Native American program partners in the Central 
Oklahoma area. These programs help qualifying American Indians, Alaska Natives and Native Hawaiians 
(AI/AN/NH) obtain employment in occupations that provide a wage that leads to self-sufficiency.  
 
Consistent with WIOA Section 166(d)(2)(A)(i), Native American grant funds may be used for 
“comprehensive workforce development activities… including training on entrepreneurial skills….”  
 
TEGL 16-16, Attachment II, describes some examples of coordination between the Native American 
programs – which the Attachment refers to as “INA” programs -- and other workforce partners.  
Examples of coordination include:  
 

 Co-enrollment of INA participants with partner programs such as the title I, Adult, Dislocated 
Worker and Youth programs, the VR program, and the AEFLA program.  

 Co-location of INA employees in American Job Centers.  

 AI/AN/NH individuals that seek services from the INA program should also be made aware of the 
services that are available by other partner programs and conversely, partner programs should 
make their AI/AN/NH clients aware of the INA program.  

 Coordination with the AEFLA program to assist AI/AN/NH individuals to attain a secondary 
school diploma and transition to postsecondary education and training.  

 Sharing of resources with the VR program to better assist disabled AI/AN/NH individuals. 
 
During the scope of this 4-year Local Plan, the services of these programs will become more closely 
integrated with the one-stop centers of our American Job Center network. The exact manner of 
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delivering their applicable career services in our centers will be determined through the MOU 
negotiation process.  
 
All of our one-stop partners recognize and understand that, pursuant to TEGL 17-16, published jointly by 
the U.S. Department of Labor and the U.S. Department of Education, Native American partners are not 
required to contribute to infrastructure costs:  
 

“Special Rules.  As required one-stop partners, Native American programs (described in WIOA 
sec. 166) are strongly encouraged to contribute to infrastructure costs, but they are not required 
to make such contributions under WIOA.  Any agreement regarding the contribution or non-
contribution to infrastructure costs by Native American programs must be documented in the 
MOU…. Further, these contributions must be based on the programs’ proportionate use and 
relative benefits received, consistent with the Uniform Guidance.” 

 
National Farmworker Jobs Program (NFJP). The grant recipient for this program is ORO Development 
Corporation. As of March, 2017, this partner was delivering its applicable career services through a 
program staff member who was physically present in one of our comprehensive one-stop centers. 
During the scope of this 4-year Local Plan, we expect that this mutually beneficial relationship will 
continue.  
 
Authorized activities for this program, pursuant to WIOA Section 167, include:  
 

(1) outreach, employment, training, educational assistance, literacy assistance, English language 
and literacy instruction, pesticide and worker safety training, housing (including permanent 
housing), supportive services, and school dropout prevention and recovery activities; 

(2) followup services for those individuals placed in employment; 

(3) self-employment and related business or micro-enterprise development or education…; 

(4) customized career and technical education…; and 

(5) technical assistance to improve coordination of services and implement best practices 
relating to service delivery through one-stop delivery systems. 

 
TEGL 16-16, Attachment II, provides this guidance on some ways in which NFJP grantees may partner 
with American Job Centers:  
 

 Leverage the AEFLA program as part of a career pathway strategy for program participants co-
enrolled in NFJP.  

 Refer NFJP participants to WIOA adult and youth formula programs if they need more intensive 
support around specific program elements.  

 Leverage, and refer NFJP participants to, the VR program to assist farmworkers with disabilities.  

 Refer NFJP participants to the Senior Community Service Employment program for the aging 
farmworkers.  

 Refer NFJP participants to Veterans for State Grant operators for farmworkers identified as 
Veterans.  
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 Refer NFJP participants to Temporary Assistance for Needy Families programs for continued 
support for farmworker family nutrition.  

 Coordinate resources to ensure customer-centered service delivery for all customers, including 
individuals who are English language learners and individuals who are facing substantial cultural 
barriers.  

 Leverage, and refer NFJP participants to, Health and Human Services Head Start programs co-
located in American Job Centers to promote school readiness for farmworker children by 
supporting their educational development. 

 
Our local workforce development system will support each of these strategies.  
 
ORO will contribute to infrastructure costs as described in the Infrastructure Funding Agreement for our 
area.  
 
Programs of the Oklahoma Employment Security Commission. Our OESC partner manages several one-
stop programs that are co-located in our comprehensive one-stop centers.  
 
The programs include:  
 

 Wagner-Peyser Act Employment Service (ES) program;  

 Trade Adjustment Assistance (TAA) activities, authorized under the Trade Act of 1974;  

 Unemployment Compensation (UC) programs;  

 Jobs for Veterans State Grants (JVSG) programs.  
 
Staff members for each of these programs will be physically present in our Comprehensive One-Stop 
Centers, and each program will contribute to the infrastructure costs of centers.  
 

The Wagner-Peyser Employment Service (ES) program is a “core” program in the American Job 
Center network. As described in TEGL, Attachment II, “The ES program is a critical component of 
the one-stop delivery system, often serving as the ‘front door’ to all of the services available at 
American Job Centers.”  
 
The ES program provides “universal access” to job seekers seeking employment and career 
services, provides referrals to partner programs, and provides reemployment services to 
individuals receiving unemployment insurance. 
 
In Central Oklahoma, ES staff will deliver an array of Career Services (as described in WIOA 
Section 134(c)(2)(A)), including:  
 

(ii) outreach, intake (which may include worker profiling), and orientation to the information 
and other services available through the one-stop delivery system; 

(iii) initial assessment of skill levels (including literacy, numeracy, and English language 
proficiency), aptitudes, abilities (including skills gaps), and supportive service needs; 

(iv) labor exchange services, including— 
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(I) job search and placement assistance and, in appropriate cases, career counseling, 
including— 

(aa) provision of information on in-demand industry sectors and occupations; and 

(bb) provision of information on nontraditional employment; and 

(II) appropriate recruitment and other business services on behalf of employers, 
including small employers, in the local area, which services may include services 
described in this subsection, such as providing information and referral to specialized 
business services not traditionally offered through the one-stop delivery system; 

(v) provision of referrals to and coordination of activities with other programs and services, 
including programs and services within the one-stop delivery system and, in appropriate 
cases, other workforce development programs; 

(vi) provision of workforce and labor market employment statistics information….; and 

More.  
 
ES staff will also deliver high-quality business services, including providing information about tax 
credits and federal bonding for targeted populations. 
 
The Wagner-Peyser program will contribute to infrastructure costs as described in the 
Infrastructure Funding Agreement for our area. 
 
For more information about how the Employment Service will relate to our local one-stop 
system, see the “Wagner-Peyser” section of this Plan, Page 32.  
 
The TAA Program will offer assistance to workers who have been impacted by foreign trade. In 
Fiscal Year 2015, more than $2.4 million in TAA funds were allocated to Oklahoma to provide 
benefits and services. (Source: https://www.doleta.gov/tradeact/pdf/Factsheets-2015/OK.pdf).  
 
Career services delivered by TAA will include:  
 

(ii) outreach, intake…, and orientation to the information and other services available 
through the one-stop delivery system; 

(v) provision of referrals to and coordination of activities with other programs and services…; 

(xii) services, if determined to be appropriate in order for an individual to obtain or retain 
employment, that consist of— 

(I) comprehensive and specialized assessments of the skill levels and service needs of… 
dislocated workers— 

(II) development of an individual employment plan, to identify the employment goals, 
appropriate achievement objectives, and appropriate combination of services for the 
participant…; 

(III) group counseling; 

(IV) individual counseling; 

(V) career planning; 

https://www.doleta.gov/tradeact/pdf/Factsheets-2015/OK.pdf


Workforce Development Plan for Central Oklahoma – Revised June 9, 2017 
 

46 
 

(X) out-of-area job search assistance and relocation assistance.  
 
The TAA program will contribute to infrastructure costs as described in the Infrastructure 
Funding Agreement for our area. 
 
Programs Authorized under State Unemployment Compensation Laws. Operating as part of a 
State – Federal partnership, the Oklahoma Employment Security Commission (OESC) makes 
Unemployment Insurance (UI) payments to thousands of unemployed Oklahoma workers each 
year. It also offers Reemployment Services and Eligibility Assessment (RESEA) activities through 
a grant funded by the U.S. Department of Labor.  
 
In December, 2016, the U.S. Department of Labor issued Unemployment Insurance Program 
Letter (UIPL) No. 3-17 on the subject of, “Fiscal Year (FY) 2017 Unemployment Insurance (UI) 
Reemployment Services and Eligibility Assessment (RESEA) Grants.”  
 
UIPL No. 3-17 describes the programmatic objectives of these grants:  
 

• Align RESEA with Workforce Innovation and Opportunity Act’s (WIOA) broader vision of 
increased program integration and service delivery for job-seekers, including UI 
claimants;   

• Promote greater consistency across states to support future establishment of a 
mandatory RESEA program; and   

• Grow the role of RESEA as an entry-point for UI beneficiaries into other workforce 
system partner programs….   

 
According to UIPL No. 3-17, RESEA services may be delivered by UI staff or well-trained Wagner-
Peyser-funded state Employment Service staff, WIOA staff, or other American Job Center staff. 
 
RESEA services include:    
  

• UI eligibility assessment and referral to adjudication, as appropriate, if an issue or 
potential issue(s) is identified;  

• Requirement for the claimant to report to an American Job Center;  

• Orientation to AJC services;  

• The provision of labor market and career information that addresses the claimant’s 
specific needs;  

• Registration with the state’s job bank;  

• Enrollment in Wagner-Peyser-funded Employment Services;   

• Development or revision of an individual reemployment plan that includes work search 
activities, accessing services provided through an AJC or using self-service tools, and/or 
approved training to which the claimant acknowledges agreement; and  

• Provision of at least one additional career service, such as:   
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o Referrals and coordination with other workforce activities, including the WIOA 
Dislocated Worker Program;  

o Labor Exchange, including information about in-demand industries and occupations 
and/or job search assistance;   

o Information about the availability of supportive services;  

o Information and assistance with financial aid resources outside of those provided by 
WIOA;  

o Financial literacy services; and   

o Career readiness activities, including assistance with resume writing and/or 
interviewing.   

  
The UI and RESEA programs will contribute to infrastructure costs as described in the 
Infrastructure Funding Agreement for our area. 
 
For more information on how the UI / RESEA services will be provided within our one-stop 
delivery system, see the “Unemployment Insurance” section, Page 71 of this Plan.  
 
Jobs for Veterans State Grants (JVSG) program. OESC will receive a Jobs for Veterans State 
Grant worth about $2 million in FY 2017.  
 
As described on the Benefits.gov website, the JVSG program:  
 

“…helps Veterans find good jobs by providing employment services at One-Stop Career 
Centers and other locations through funding for Disabled Veterans Outreach Program 
(DVOP) specialists and Local Veterans Employment Representative (LVER) staff. DVOPs 
and LVERs are state employees who provide employment services to the states and 
territories of the United States. 

“JVSG program funds support services to Veterans, including special disabled Veterans, 
disabled Veterans, economically or educationally disadvantaged Veterans, and Veterans 
with other barriers to employment (especially homeless Veterans).”  

 
TEGL 19-13, TEGL 19-13 Change 1 and Change 2, govern how JVSG is to be utilized in the public 
workforce system.   
 
DVOP Specialists will have a specific role in our one-stop centers. They will provide intensive 
services to veterans with significant barriers to employment (and other groups as specified by 
the Secretary of Labor). They will not provide services to any other populations. 
 
LVER staff will conduct employer outreach and job development in the local community, on 
behalf of all American Job Center veterans. They will not provide direct services to participants.  
 
All JVSG participants will be co-enrolled and have a common exit with the Wagner-Peyser Act ES 
program. 
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During the scope of this 4-year Local Plan, we anticipate that DVOP specialists and LVER staff will 
be co-located in the comprehensive centers in the Central Oklahoma workforce area. The 
infrastructure costs required to support these staff will be determined during the negotiation of 
our Infrastructure Funding Agreement.  

 
Senior Community Service Employment Program (SCSEP), authorized under title V of the Older 
Americans Act of 1965. The Senior Community Service Employment Program (SCSEP) is a community 
service and work-based job training program for older Americans.  Authorized by the Older Americans 
Act, the program provides training for low-income, unemployed older Americans and supportive 
services that allow them to participate in the training. Participants also have access to employment 
assistance through American Job Centers.   
 
As described in TEGL 16-16, Attachment II, there are several ways that the SCSEP program partners in 
our area may coordinate with our American Job Centers. These strategies include:  
 

 SCSEP services can be physically co-located in American Job Centers.  

 American Job Centers can serve as a SCSEP host agency.  The American Job Center supervisors 
can assign SCSEP participants tasks that free up career counselors time to provide staff-assisted 
services.  Some American Job Centers have trained SCSEP participants to provide computer 
assistance in resource rooms particularly to other seniors.  

 SCSEP and Local WDBs can develop comprehensive MOUs to streamline coordination processes, 
and clarify when a jobseeker can be referred to SCSEP and when they might best be served by 
the Adult or Dislocated Worker program.  MOUs can also consider how SCSEP will consider SCSEP 
participants’ community service hours as an in-kind contribution for purposes of SCSEP’s 
contribution towards infrastructure costs.  

 SCSEP can provide paid work experience with community service employment assignments, while 
title I Adult funds can support individualized career services such as working with an employment 
counselor.  

 SCSEP can provide advice and training for American Job Center staff on adapting services to 
meet the needs of older adult learners; American Job Center staff can provide advice and training 
to SCSEP on effective use of labor market information and job placement strategies. 

 
Our local American Job Center network will support each of these strategies for creating a closer 
alignment with SCSEP services.  
 
Each of our SCSEP program partners will contribute to the infrastructure costs of our one-stop centers, 
and those contributions will be properly described in the Infrastructure Funding Agreement for our area. 
 
The Adult Education and Family Literacy Act (AEFLA) program. This is another “core” program in the 
American Job Center network. Our one-stop partner is the Oklahoma Department of Career & Technical 
Education (ODCTE).  
 
As of March, 2017 (when this Local Plan was published for review and comment), ODCTE was in the 
process of selecting eligible providers to serve communities in the Central Oklahoma workforce area. 
Eligible providers are selected on a competitive basis to deliver adult education and literacy activities as 
described in Title II of the WIOA law.  
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The purpose of the AEFLA program, as given in WIOA Section 202, is to:  
 

(1) assist adults to become literate and obtain the knowledge and skills necessary for 
employment and economic self-sufficiency; 
(2) assist adults who are parents or family members to obtain the education and skills that— 

(A) are necessary to becoming full partners in the educational development of their children; 
and 
(B) lead to sustainable improvements in the economic opportunities for their family; 

(3) assist adults in attaining a secondary school diploma and in the transition to postsecondary 
education and training, including through career pathways; and 
(4) assist immigrants and other individuals who are English language learners in— 

(A) improving their— 
(i) reading, writing, speaking, and comprehension skills in English; and 
(ii) mathematics skills; and 

(B) acquiring an understanding of the American system of Government, individual freedom, 
and the responsibilities of citizenship. 

 
Eligible providers serving Central Oklahoma will deliver an array of career services (as described in WIOA 
Section 134(d)(2)(A), including:  
 

(iii) initial assessment of skill levels (including literacy, numeracy, and English language 
proficiency), aptitudes, abilities (including skills gaps), and supportive service needs; … 

(v) provision of referrals to and coordination of activities with other programs and services, 
including programs and services within the one-stop delivery system and, in appropriate cases, 
other workforce development programs; … 

(xii) services, if determined to be appropriate in order for an individual to obtain or retain 
employment, that consist of— 

(I) comprehensive and specialized assessments of the skill levels and service needs of adults 
and dislocated workers, which may include— 

(aa) diagnostic testing and use of other assessment tools…; 

(VI) short-term prevocational services, including development of learning skills, communication 
skills, interviewing skills, punctuality, personal maintenance skills, and professional conduct, to 
prepare individuals for unsubsidized employment or training; … 

(VIII) workforce preparation activities; … 

(XI) English language acquisition and integrated education and training programs.  
 
The WIOA law allows title I programs and the AEFLA program to co-enroll participants so they receive 
the full spectrum of services for their education and employment needs. Our local workforce 
development system will support this strategy.  
 
After ODCTE has made an announcement of the eligible providers for our area, the final version of this 
Local Plan may be revised to include a listing of the eligible providers.  
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The AEFLA program will contribute to infrastructure costs as described in the Infrastructure Funding 
Agreement for our area. 
 
For more about how our one-stop delivery system will coordinate with the AEFLA program, see this 
article: “Coordination with Adult Education.” (See Page 34 of this Plan).  
 
Career and technical education programs at the postsecondary level, authorized under the Carl D. 
Perkins Career and Technical Education Act of 2006 (Perkins IV). As noted in our description of one-
stop programs in our area, our local workforce development system enjoys the support of four Perkins 
grantees at the postsecondary level.  
 
The purpose of these grants, as described in Section 2 of the Perkins Act is multifold. It includes offering 
support for Career and Technical Education (CTE) in the following ways:  
 

‘‘(1) 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 high demand occupations in current or emerging professions;  
 
“(2) promoting the development of services and activities that integrate rigorous and challenging 
academic and career and technical instruction, and that link secondary education and 
postsecondary education for participating career and technical education students;  
 
‘‘(3) increasing State and local flexibility in providing services and activities designed to develop, 
implement, and improve career and technical education, including tech prep education;  
 
‘‘(4) conducting and disseminating national research and disseminating information on best 
practices that improve career and technical education programs, services, and activities;  
 
‘‘(5) providing technical assistance that—  

‘‘(A) promotes leadership, initial preparation, and professional development at the State and 
local levels; and  
‘‘(B) improves the quality of career and technical education teachers, faculty, administrators, 
and counselors;  

 
‘‘(6) supporting partnerships among secondary schools, postsecondary institutions, 
baccalaureate degree granting institutions, area career and technical education schools, local 
workforce investment boards, business and industry, and intermediaries; and  
 
‘‘(7) providing individuals with opportunities throughout their lifetimes to develop, in conjunction 
with other education and training programs, the knowledge and skills needed to keep the United 
States competitive.” 

 
TEGL 16-16, Attachment II, suggests several ways that Perkins postsecondary recipients may engage 
with core partners in the one-stop system. In Central Oklahoma, we will support each of these 
strategies:  
 

 Using common labor market data to inform local CTE program development;  
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 Aligning education, training, and supportive services;  

 Streamlining efforts to engage and involve employers in local program development;  

 Establishing common definitions and measures for student performance; and  

 Making data on CTE students publicly available in training provider reports. 
 
Each local grantee in Central Oklahoma has its own funding agreement, and each one is slightly 
different. One common element, however, is a focus on the development of Career Pathways. 
Consequently, our local workforce will rely on our Postsecondary Perkins grant partners to participate 
actively in our career pathways initiatives.  
 
For more about our plans for Career Pathways, see “Coordination with Education Programs 
and Activities.” (See Page 30 of this Plan).  
 
Our Perkins grant partners will contribute to infrastructure costs as described in the Infrastructure 
Funding Agreement for our area. 
 
The State Vocational Rehabilitation (VR) Services program, authorized under title I of the 
Rehabilitation Act of 1973, as amended by WIOA title IV. Oklahoma’s VR Services program, managed 
by the Oklahoma Department of Rehabilitation Services (DRS), is another “core” partner in the American 
Job Center network.  
 
TEGL 16-16, Attachment II, points out that Title IV of WIOA makes a number of significant changes to the 
Rehabilitation Act of 1973, with some of the most extensive programmatic changes affecting the VR 
program.  Many of WIOA’s changes are designed “to improve and align core programs towards the goal 
of assisting individuals with disabilities to maximize employment, economic self-sufficiency, 
independence, and inclusion and integration into society.”  
 
Attachment II of TEGL 16-16 offers the following description of how this alignment may occur:  
 

“While an individual may be determined eligible to receive VR services, the State VR agency may 
not be able to provide services to all eligible individuals due to insufficient staff and/or fiscal 
resources.  In this instance, the State VR agency must implement an order of selection (OOS) that 
establishes the priority categories by which individuals can be served based on the severity of 
their disability, with individuals with the most significant disabilities given priority under the 
OOS.  For those individuals not in a priority category being served in the OOS, the state VR 
agency must refer the individual to another program that may be able to meet their needs.  
Therefore, effective partnering with the Adult, Dislocated Worker, Youth, and Wagner-Peyser Act 
ES programs is essential in order to ensure individuals with disabilities seeking employment and 
training services receive the services they need for employment.”   

 
The description continues:  
 

“In order to align the core programs and create additional flexibility for the purposes of 
achieving the goals under WIOA, funds allocated to a local area for adult and dislocated worker 
activities may be used to improve coordination between employment and training programs 
carried out in the local area for individuals with disabilities through the one-stop delivery system.  
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ETA encourages local areas to utilize this flexibility, consistent with the scope of a program’s 
authorized activities, to ensure a highly coordinated service delivery in coordination with VR 
program activities to ensure that individuals with disabilities receive the services they need for 
their career needs, whether the allowable services are provided by the Adult, Dislocated Worker, 
Youth, Wagner-Peyser ACT ES, or VR program, or some combination thereof, including other 
community resources.”   

 
The one-stop partners in Central Oklahoma will support the strategies described in TEGL 16-16, 
Attachment II. We fully support the co-enrollment of participants who are served by multiple one-stop 
partner programs.  
 
Furthermore, we will pursue strategies to accommodate the presence of VR staff in our one-stop 
centers to the greatest extent possible.  
 
We note that GCWED Guidance Letter No. 02-2017 offers certain expectations for all WIOA Core 
Partners, including:  
 
Guidance Letter No. 02-2017 =  
http://oklahomaworks.gov/wp-content/uploads/2015/04/GCWED-Guidance-Letter-02-2017-
Infrastructure-Cost-Sharing.pdf  
 

 To follow federal, state, and programmatic fiscal principles and policies.  

 To demonstrate sound financial decision-making for respective programs.  

 To make sound and swift decisions to ensure services to participants are not interrupted.  

 To co-locate with core and other partners, except in exigent circumstances, as fundamentally 
the workforce development system works best when the programs are located where the 
participants are located…. 

 
We note with approval that the State’s Unified Plan describes how DRS will maintain a Business Services 
Team which will engage in job development activities. The team will be designed “…to interface with 
statewide partners and private sector businesses in their assigned regions.”  In this way the agency will 
provide unified job development services throughout the state.  
 
For more about how our local one-stop delivery system will coordinate with DRS, see:  
“Cooperative Agreements.” (See Page 87 of this Plan).  
 
For a description of how DRS is leading Oklahoma’s Workforce System towards enhanced accessibility, 
see: “Complying with the Americans with Disabilities Act.” (Page 83 of this Plan).  
 
Employment and training activities carried out by the Department of Housing and Urban 
Development. Section 3 of the Housing and Urban Development Act of 1968 requires housing and 
community development agencies to ensure that low- and very low-income people benefit from 
economic opportunities—such as jobs, training, and construction contracts—generated by HUD funds.  
 
Public Housing Authorities are required to comply with Section 3. Consequently, our public housing 
partners – the Norman Housing Authority and the Oklahoma City Housing Authority – will have an 

http://oklahomaworks.gov/wp-content/uploads/2015/04/GCWED-Guidance-Letter-02-2017-Infrastructure-Cost-Sharing.pdf
http://oklahomaworks.gov/wp-content/uploads/2015/04/GCWED-Guidance-Letter-02-2017-Infrastructure-Cost-Sharing.pdf
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important role in coordinating their Section 3 employment activities with the one-stop delivery system 
in Central Oklahoma. We will also support strong linkages with the Family Self-Sufficiency programs of 
both partners.  
 
We do not expect our housing partners to have a full-time physical presence in our one-stop centers. It 
is more likely that they will maintain an electronic linkage with our centers. They may also participate in 
job fairs and other hiring events that are regularly sponsored by other partners in our one-stop delivery 
system.  
 
Our public housing partners will contribute to the infrastructure costs of our centers as described in the 
Infrastructure Funding Agreement for our area.  
 
Employment and training activities carried out under the Community Services Block Grant (CSBG) 
programs. The Community Services Block Grant provides assistance to States and local communities, 
working through a network of community action agencies and other neighborhood-based organizations, 
for the reduction of poverty, the revitalization of low-income communities, and the empowerment of 
low-income families and individuals in rural and urban areas to become fully self-sufficient.  
 
As noted in the “Programs” section of this Local Plan, we identify three community action agencies that 
carry out employment and training activities in Central Oklahoma. (Page 22 of this Plan).  
 
TEGL 16-16, Attachment II, recommends that community action agencies may interface with the local 
one-stop delivery system in the following ways:  
 

 Enrollment into CSBG supportive services (e.g. child care, transportation subsidies, emergency 
food services, etc.) through CSBG-funded staff at the American Job Center, other American Job 
Center staff, or direct linkage to CSBG-funded organizations through technology.  Technology 
linkages may be conducted remotely at the American Job Center by phone or computer.  

 Staff on a part-time or intermittent basis from the local CSBG-funded agency may be physically 
present to enroll clients in supportive services or provide services directly.  

 CSBG-funded agency staff may cross train with workforce staff: CSBG-funded staff may train 
workforce staff about CSBG supportive services and learn about American Job Center programs 
and services from their workforce colleagues.  

 CSBG staff may coordinate employment and training services or other supportive services 
activities on site at the American Job Center.  

 The local American Job Center may be physically located at the local CSBG-funded organization. 
 
Our local one-stop delivery system will support each of the strategies outlined above. We will create 
strong linkages with our CSBG partners.  
 
Additionally, we note that the Community Action Agency of Oklahoma City and Oklahoma and Canadian 
Counties offers a highly-regarded entrepreneurial skills training program on a regular basis. Several of 
our one-stop partners are interested in providing entrepreneurial skills training. We will explore ways to 
expand access to this training through our network of one-stop partners.  
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For more on the subject of Entrepreneurial Skills Training, see this article: “Promoting Entrepreneurial 
Skills Training.” (Page 79 of this Plan).  
 
Temporary Assistance for Needy Families (TANF) program, authorized under part A of title IV of the 
Social Security Act. The TANF program is a required partner in the American Job Center network.  TANF 
serves individuals who also may be served by WIOA programs and, through appropriate linkages and 
referrals, these customers will have access to a broader range of services through the cooperation of the 
TANF program in the one-stop delivery system.   
 
TANF participants, who are determined to be WIOA eligible, and who need occupational skills training 
may be referred through the American Job Center network to receive WIOA training, when TANF grant 
and other grant funds are not available to the individual in accordance with 20 CFR 680.230(a).  
 
Our TANF partner is the Oklahoma Department of Human Services. DHS maintains at least one office in 
each of the 9 counties in the Central Oklahoma area.  
 
TEGL 16-16, Attachment II, describes several ways that TANF can participate in the American Job Center 
network, including the following:  
 

 Program staff are physically present in the centers and provide intake services and initial 
eligibility determinations for TANF assistance and non-assistance benefits, including employment 
services and related supports.  

 Program staff are physically present in the centers and perform job readiness assessments and 
assign or refer TANF clients to appropriate TANF work activities.  

 Program staff are physically present in the centers and will assist work ready TANF clients to co-
enroll in other applicable workforce services.  

 Train partner staff physically present in centers to provide information about the TANF program, 
including services, and required activities.  

 Provision of TANF program information, eligibility requirements, available benefits and services, 
including direct linkage to program staff via technology. 

 
Our local one-stop delivery system will support each of these strategies. In particular, we will prioritize 
the cross-training of staff and an increased presence of TANF staff (on a full- or part-time basis) in our 
one-stop centers. Over time, with leadership from our statewide partner agencies, we will develop an 
efficient way to track information about co-enrollments among TANF and other one-stop partner 
programs.  
 
TANF’s contribution to the infrastructure costs of our centers will be described in the Infrastructure 
Funding Agreement for our area. 
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2. Describe how the local board will work with entities carrying out core programs to accomplish the 
following outcomes: 
 

a. Expand access to employment, training, education, and supportive services for eligible 
individuals, particularly eligible individuals with barriers to employment. 

 
The core programs in our local workforce development system are: 
 

 The Wagner-Peyser Employment Service (ES) Program; 

 The WIOA Title I Adult program; 

 The WIOA Title I Dislocated Worker program; 

 The WIOA Title I Youth program; 

 The Adult Education and Literacy Activities under WIOA Title II; and 

 The programs of Title I of the Rehabilitation Act of 1973 (amended by WIOA Title IV). 
 
Collectively, these programs serve thousands of individuals within the Central Oklahoma area. 
Even so, there is always the possibility to expand and improve access to these programs and 
services. 
 
Our local board is committed to working with our core program partners to expand access to 
employment, training, education, and supportive services. We will do this by: 
 

(1)  Improving our outreach efforts to the community – aiming to increase awareness of our 
services, particularly with regard to community groups with barriers to employment. 
 
(2)  Locating our services in places that are conveniently accessible to the 1.4 million 
residents of our 9-county area. 
 
(3)  Creating and maintaining electronic service delivery systems that are user-friendly, 
effective, and accessible to individuals who reside in remote parts of our area. 
 
(4)  Maintaining our efforts to identify individuals with barriers to employment when they 
present themselves during intake. 
 
(5)  Making sure that the participants of all core partners are made aware of the full scope 
of services that are available to them through the American Job Center network in Central 
Oklahoma. 
 
(6)  Assuring that services are delivered equitably, in full compliance with Section 188 of 
WIOA – “Nondiscrimination” — including the language accessibility provisions of the law. 
(See “Complying with Section 188 of WIOA,” Page 83) 
 
And, 
 
(7)  Assuring compliance with the Americans with Disabilities Act, including a focus on 
physical accessibility at all of our locations. (See “Complying with the Americans with 
Disabilities Act,” page 83) 
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Our local board, through its one-stop partners, has established a Facilitating Access to Services 
Team – the “FAST” team — whose purpose is provide information and guidance to one-stop 
partners who want to make their facilities and services more accessible to all customers. The 
group also promotes the creation of effective electronic linkages to services. Additionally, the 
team supports a process for sharing space within the one-stop centers in our area. 
 
To measure our effectiveness in expanding access to services, COWIB will compile a periodic 
report on the number of participants served by our core programs. The report will include a 
breakdown of services received (employment, training, education, and supportive services) by 
various participant groups – including groups that have recognized barriers to employment. Our 
objective will be to document progress in each core program from year-to-year. 
 
If necessary, the local board will make recommendations to improve access to services for 
eligible individuals. This effort will be undertaken in coordination with the State-level Equal 
Opportunity Officer. 

 
b. Facilitate the development of career pathways. Provide a list of the career pathways, and for 
each include: 

o The phase of development (conceptual, in initial implementation, being sustained, or, 
expanding); 

o Workforce Demand (need) – Describe the business workforce need being addressed by 
the strategy. Indicate the industry(s) and occupations being represented, how the need 
was determined, and the occupational skills to be addressed; 

o Relevance – Indicate the connection between the demand and the priority(ies) for the 
region; 

o Strategy – Identify the sector partners and the role of each;  
o Funding – Describe available resources that will support the strategy; 
o Unfunded Critical Elements – Identify any critical elements for the identified strategy that 

must be done for the success of the strategy that cannot be met with available resources. 
This may include: the expansion of an existing strategy, in any phase, from one LWDA to 
others in the region; the need to procure new training vendors; planning sessions 
involving multiple partners; training of One-Stop staff; and development of regional data 
collection systems. 

 
This item relates, in part, to how the local board will coordinate education and workforce 
investment activities carried out in the local area with relevant secondary and postsecondary 
education programs and activities. (See “Coordination with Education Programs and Activities,” 
Page 30 of this Plan). 
 
In a broader sense, though, Career Pathways offer opportunities for all job seekers – not just 
students in secondary and postsecondary education programs and activities. For example, 
Career Pathways can be important for meeting the needs of dislocated workers, older workers, 
and workers who are underemployed. 
 
As defined in Section 3 of WIOA: 
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(7) CAREER PATHWAY. — The term ‘‘career pathway’’ means a combination of rigorous 
and high-quality education, training, and other services that— 

(A) aligns with the skill needs of industries in the economy of the State or regional 
economy involved; 

(B) prepares an individual to be successful in any of a full range of secondary or 
postsecondary education options, including apprenticeships registered under the Act of 
August 16, 1937 (commonly known as the ‘‘National Apprenticeship Act’’; 50 Stat. 664, 
chapter 663; 29 U.S.C. 50 et seq.) (referred to individually in this Act as an 
‘‘apprenticeship’’, except in section 171); 

(C) includes counseling to support an individual in achieving the individual’s education 
and career goals; 

(D) includes, as appropriate, education offered concurrently with and in the same 
context as workforce preparation activities and training for a specific occupation or 
occupational cluster; 

(E) organizes education, training, and other services to meet the particular needs of an 
individual in a manner that accelerates the educational and career advancement of the 
individual to the extent practicable; 

(F) enables an individual to attain a secondary school diploma or its recognized 
equivalent, and at least 1 recognized postsecondary credential; and 

(G) helps an individual enter or advance within a specific occupation or occupational 
cluster. 

 
COWIB will seek to identify, review, expand, and create new career pathways to benefit workers 
in Central Oklahoma. We recognize that some of our partners have previously been engaged 
with the development of career pathways. As much as possible, we will avoid the duplication of 
their efforts. 
 
In our work to facilitate the development of career pathways, we will be guided by the U.S. 
Department of Labor’s Career Pathways Toolkit: An Enhanced Guide and Workbook for System 
Development.  
 
Additionally, we will rely on guidance from the state’s Career Pathways Committee. We note 
that the Governor’s Council has a duty to assist the Governor in developing “strategies to 
support the use of career pathways.” (WIOA Section 101(d)(3)(B)). 
 
A copy of the Department of Labor’s Toolkit can be found online, here: 
 

https://careerpathways.workforcegps.org/announcements/2016/10/20/09/37/Caree
r_Pathways_Toolkit_An_Enhanced_Guide_and_Workbook  

 
The Toolkit recommends a step-by-step process for building career pathways, including: 
 

Element One: Build Cross-Agency Partnerships 
 
Element Two: Identify Industry Sector and Engage Employers 

https://careerpathways.workforcegps.org/announcements/2016/10/20/09/37/Career_Pathways_Toolkit_An_Enhanced_Guide_and_Workbook
https://careerpathways.workforcegps.org/announcements/2016/10/20/09/37/Career_Pathways_Toolkit_An_Enhanced_Guide_and_Workbook
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Element Three: Design Education and Training Programs 
 
Element Four: Identify Funding Needs and Sources 
 
Element Five: Align Policies and Programs 
 
Element Six: Measure System Change and Performance 

 
As of March, 2017, COWIB and its one-stop partners are at step one of this process – building 
cross-agency partnerships. 
 
Conceptually, our career pathways efforts will begin with initiatives designed to meet the needs 
of employers in our most important industry sectors. We recognize that an effective career 
pathways system must be employer driven. 
 
As stated in the Toolkit: “As a full partner, employers have active and continual involvement 
from program inception through implementation. Engaging employers early on in the design of 
an initiative will help ensure that a career pathways system aligns with business needs.” 
 
As a consequence, our career pathways initiatives in Oklahoma will parallel, to a large degree, 
the COWIB’s work on sector strategies. Both career pathways and sector strategies will involve a 
strengthened relationship with employers. 
 
As noted in the toolkit: “A sector strategy is a strategic approach to engage employers by 
bringing together industries critical to the economic success of a region and identifying the skills 
that are necessary to build the region’s talent pipeline.” 
 
During the 4-year scope of our Local Plan, COWIB will develop a list of career pathways. During 
the first year of the Plan, our focus will be on building partnerships within our one-stop delivery 
system, engaging employers, and identifying the industries and occupations on which to focus 
our attention. 
 
Tentatively, our career pathways development efforts will address the following list of careers:  
 

 Aerospace Engineers 

 Logistician 

 Commercial Food Equipment Repair Technician 
 
Here is more detail:  

 
Aerospace Engineering 

 The phase of development … conceptual;  

 Workforce Demand (need) – Aerospace Engineer has a Location Quotient of 1.86 and a 
projected job growth of 30% between 2014 and 2024. This occupation supports the aircraft 
repair and maintenance industry, which is a major employer in the Central Oklahoma 
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workforce area. Occupational skills include Critical Thinking, Reading Comprehension, 
Science, Active Listening, Complex Problem Solving. Related occupations include Electrical 
Engineers, Mechanical Engineers, and Aircraft Mechanics & Service Technicians.  

 Relevance – Highly relevant; COWIB has launched an employer advisory board focused on 
the aerospace industry; 

 Strategy – The recruitment of sector partners is not yet complete; roles have not yet been 
determined; 

 Funding – Not yet determined; 

 Unfunded Critical Elements – We anticipate that there will be planning sessions involving 
multiple partners, and the funding source for these planning sessions has not yet been 
identified. Other critical elements will be identified in the course of our planning process.  

 
Logistics 

 The phase of development … conceptual;  

 Workforce Demand (need) – Logistician has a Location Quotient of 2.72 and a projected job 
growth of 11% between 2014 and 2024. This occupation supports the Transportation / 
Logistics industry, which is a major employer in the Central Oklahoma workforce area. 
Occupational skills include Critical Thinking, Active Listening, Coordination, Monitoring, and 
Reading Comprehension. Related occupations include Purchasing Managers, Logistics 
Managers, and Transportation Managers.  

 Relevance – Highly relevant; COWIB has launched an employer advisory board focused on 
the logistics and transportation industry; 

 Strategy – The recruitment of sector partners is not yet complete; roles have not yet been 
determined; 

 Funding – Not yet determined; 

 Unfunded Critical Elements – We anticipate that there will be planning sessions involving 
multiple partners, and the funding source for these planning sessions has not yet been 
identified. Other critical elements will be identified in the course of our planning process.  

 
Commercial Food Equipment Repair  

 The phase of development … conceptual;  

 Workforce Demand (need) – Commercial Food Equipment Repair Technician is related to 
two occupations on the COWIB’s list of In-Demand Occupations: Industrial Machinery 
Mechanics and Machinery Maintenance Workers. These occupations have Location 
Quotients of 0.99 and 1.25, respectively. Projected growth is in the range of 10% to 16% 
between 2014 and 2024. This occupation supports the Professional, Scientific, and Technical 
Services industry sector, which is recognized as an Existing In-Demand Industry Sector in the 
Central Oklahoma workforce area. Occupational skills include Equipment Maintenance, 
Repairing, Operation Monitoring, Troubleshooting, and Operation and Control. Related 
occupations include Electricians and HVAC mechanics and installers.  

 Relevance – Highly relevant; 

 Strategy – Oklahoma City Community College has recruited an engaged group of employers 
who support training in this occupational specialty; The recruitment of other sector partners 
is not yet complete; roles have not yet been determined; 
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 Funding – Not yet determined; 

 Unfunded Critical Elements – We anticipate that there will be planning sessions involving 
multiple partners, and the funding source for these planning sessions has not yet been 
identified. Other critical elements will be identified in the course of our planning process.  

 
The list of occupations given above may change as the COWIB continues its pursuit of cross-
agency partnerships. New occupations may be added. Others may be dropped from the list. The 
Department of Labor recommends a 6-step process, and – as of the time of the submission of 
this Plan – we are at step one.  

 
c. Facilitate co-enrollment, as appropriate, in core programs. 

 
This planning requirement is distilled from WIOA Section 108(b)(3): 
 

(3) a description of how the local board, working with the entities carrying out core 
programs, will expand access to employment, training, education, and supportive 
services for eligible individuals, particularly eligible individuals with barriers to 
employment, including how the local board will facilitate the development of career 
pathways and co-enrollment, as appropriate, in core programs, and improve access to 
activities leading to a recognized postsecondary credential (including a credential that is 
an industry-recognized certificate or certification, portable, and stackable); 

 
In context, the focus is on co-enrollment in core programs for the purpose of promoting career 
pathways and improving access to services leading to a recognized postsecondary credential. 
 
In this regard, our local board is fully committed to facilitating the development of career 
pathways. (See “Career Pathways,” Page 56 of this Plan). We are also committed to working 
with our “core” partners – OESC, DRS, ODCTE – in order to improve access to services. 
 
Presently, there are no policy barriers to the co-enrollment of an eligible individual in two or 
more of our core partner programs – but there are technical barriers which tend to complicate 
the sharing of participant data between programs. 
 
To illustrate the absence of policy barriers, consider the fact that co-enrollments occur regularly 
between the WIOA Adult program and the Wagner-Peyser program. Other types of co-
enrollments include TAA participants who are simultaneously counted as participants in the 
WIOA Dislocated Worker program, older Youth who may be co-enrolled in the WIOA Adult 
program, etc. If the eligibility guidelines are satisfied, an individual may be co-enrolled in as 
many programs as s/he cares to apply for. 
 
Even so, co-enrollments are sometimes difficult to track – this is because there are several 
different “core” programs, and they do not all use the same case management and reporting 
system. This deficiency is described in “Integrated Intake and Case Management.” (See Page 98).  
 
So, for example, an eligible provider of Adult Education services would not automatically know 
that one of its students has co-enrolled in the WIOA Youth program. The automated case 
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management system for the WIOA Youth program (the OSL system) does not directly 
communicate with the LACES system used by Adult Ed providers. 
 
This is a technical deficiency of our system. Fortunately, it can be overcome. In fact, our local 
board will make it a priority to identify and/or create a supplemental data tracking system to 
manage co-enrollments in Career Pathways activities, etc. 
 
The scope of this supplemental data management system will necessarily be limited. We do not 
envision trying to build a large database that shares all “core” program enrollments. However, 
for the specific purpose of supporting Career Pathways activities and activities leading to a 
recognized postsecondary credential, it seems feasible to create a secondary data system. 
 
This is a co-enrollment strategy that we will pursue in collaboration with our “core” program 
partners. 

 
d. Improve access to activities leading to a recognized post-secondary credential (including a 
credential that is an industry-recognized certificate or certification, portable, and stackable). 

 
The phrase “recognized postsecondary credential” is defined in Section (3) of WIOA: 
 

(52) RECOGNIZED POSTSECONDARY CREDENTIAL. — The term ‘‘recognized 
postsecondary credential’’ means a credential consisting of an industry-recognized 
certificate or certification, a certificate of completion of an apprenticeship, a license 
recognized by the State involved or Federal Government, or an associate or 
baccalaureate degree. 

 
Our local board will direct our One-Stop Operator to work with our Adult Ed, VR, and Wagner-
Peyser partners to improve access to recognized post-secondary credentials. 
 
To accomplish this goal, we will focus on strengthening pathways to certificates and degrees, 
increasing postsecondary opportunities in high school, expanding adult degree completion 
efforts, improving basic skills remediation efforts, and providing greater supportive services for 
participants who need financial assistance. 
 
Our work in this regard will be carried out in the context of our efforts to: 
 

 Provide “Expanding Access for Eligible Individuals” to employment, training, education, 
and supportive services … See Page 55; 

 
 Facilitate the development of Career Pathways … Page 56; and 

 
 Facilitate Co-Enrollment in core programs … Page 60. 

 
Our efforts will be also complementary to the Oklahoma Works Strategic Delivery Plan – a copy 
of which can be found on the OklahomaWorks.gov website, here … 
 

http://oklahomaworks.gov/wp-content/uploads/2016/03/Oklahoma-Works-
Strategic-Delivery-Plan-February-2016-2.pdf   

http://oklahomaworks.gov/wp-content/uploads/2016/03/Oklahoma-Works-Strategic-Delivery-Plan-February-2016-2.pdf
http://oklahomaworks.gov/wp-content/uploads/2016/03/Oklahoma-Works-Strategic-Delivery-Plan-February-2016-2.pdf
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One of the measures of success of the Oklahoma Works plan is an increase in the number of 
degrees and certificates obtained. 
 
Our efforts will also support the goals of the state’s Complete College America (CCA) initiative. 
The goal of CCA is to increase the number of degrees and certificates earned in Oklahoma by 67 
percent by 2023 to meet our state’s workforce needs and keep Oklahoma competitive in a 
global economy. 
 
Of course, our efforts will not be limited to college completion. We recognize that valuable 
industry-recognized post-secondary credentials may result from education and training in 
apprenticeship programs, career tech schools, trade schools, etc. 
 
One of our objectives will be to provide effective career counseling for unemployed, 
underemployed, and dislocated workers. We intend to improve awareness of viable paths to 
career entry and career building. A special priority will be given to demand occupations in the 
Central Oklahoma area. 
 
Increasing postsecondary opportunities in high school is a state priority so more students can 
graduate from high school with specialized knowledge or credentials to enter in-demand 
occupations, start businesses, or continue education with less time to completion. Realistically, 
our local workforce system will have a limited capacity to influence this objective. The primary 
focus of our WIOA Youth program will be out-of-school youth. However, we will provide a small 
portion of resources to in-school youth. 
 
Another objective will be to provide support for WIOA Adult and Dislocated Worker participants 
through our system of Individual Training Accounts. In this regard, we are committed to offering 
these participants a wide choice of training and education options. See the description of 
“Individual Training Accounts and Consumer Choice” elsewhere in this Plan.  
 
In the COWIB’s Policy on Informed Customer Choice, we affirm that priority consideration for 
training services shall be given to programs that lead to recognized postsecondary credentials 
that are aligned with in-demand industry sectors or occupations in the Central Oklahoma area. 

 
e. Facilitate engagement of employers in workforce development programs, including small 
employers and employers in in-demand industry sectors and occupations to: 
 

Our local workforce development system has established an Employer Engagement Team – the 
purpose of which is to: 
 
(i)        facilitate engagement of employers, including small employers and employers in in-

demand industry sectors and occupations, in workforce development programs; and 
 
(ii)       support a local workforce development system that meets the needs of businesses in the 

local area; 
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Members of the Employer Engagement Team are representatives of One-Stop Partner agencies 
who agree to work cooperatively to engage employers in a common purpose — to expand 
employment and training opportunities in the Central Oklahoma area. 
 
The partners in our system understand that businesses play a large role in workforce 
development. The Association for Talent Development estimates that American companies 
spend close to $164 billion annually on all kinds of employee training and development.[1] The 
federal budget for workforce development programs is dwarfed by the scale of these private 
sector investments.   
 
Therefore, we will regard employers in Central Oklahoma not just as customers of our workforce 
development system. In many cases, they may also be partners with us. For example, they may 
collaborate with us in providing work experience activities, Transitional Jobs, workplace literacy 
activities, and so on. 
 
In this regard, from time to time, we will engage employers as providers of occupational skills 
training – as, for example, when we enter into On-the-Job Training Agreements, Customized 
Training contracts, etc. 
 
When we engage employers as providers of training or as partners in other types of workforce 
development activities, we will approach this task with professionalism and honesty. We 
recognize that the best partnerships are those which yield benefits to all stakeholders — 
including the employer as well as the local workforce development system. We will have a 
commitment to fairness. To the extent possible, we will engage with all employers, large and 
small, who are willing to work with us to support employment opportunities in in-demand 
occupations / industry sectors. 
 
Moreover, we will have a commitment to compliance with the regulatory requirements of each 
of our one-stop partner programs, as appropriate. We will be especially focused on assuring that 
the labor standards of Section 181(b) are fully upheld. 
 
A special type of Employer Engagement is the delivery of Business Services. Many of our one-
stop partner agencies offer valuable services that are intended to improve the productivity and 
profitability of businesses in the Central Oklahoma area. 
 
Business services are described in more detail in the following section: 

 
o Support a local workforce development system that meets the needs of businesses in the 

local area; 
 
Many of the one-stop partners in our local workforce development system offer valuable 
services that are intended to improve the productivity and profitability of businesses in the 
Central Oklahoma area. These services are designed to meet the needs of area employers. 
 
Examples of business services include: 
 

Business Needs Assessment – Discussing and evaluating with businesses what their 
needs are and matching services to address those needs; 
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Provide Labor Market Information – Gathering and analyzing labor market data and 
changing it into workforce intelligence that assists the businesses in being more 
competitive. Some examples of information business may use are: average salaries and 
benefits for specific jobs within the community, number of individuals within the labor 
force with specific competencies, number of individuals within the talent pipeline with 
specific competencies, commuting patterns, percentages of populations within the labor 
force and community as a whole, education levels within the workforce and population 
as a whole; 
 
Supervisor Training – Providing training to supervisory/management staff of local 
businesses to enhance their HR expertise including such topics as: interviewing 
techniques (legal/illegal interview questions, team interviewing, behaviorally based 
interview questions), UI Basics, coaching skills, I-9 information collection, and effective 
on-boarding of staff; 
 
Tax Credits – Explaining and offering Federal or state programs that provide tax savings 
to employers who hire people from certain target groups, including public assistance 
recipients, veterans, youth and ex-felons; 
 
Human Resource policy audits — Assess the health and compliance of businesses’ 
human resources policies, procedures and protocols to help owners and managers 
identify HR policy and practice issues and find solutions before they become 
unmanageable; 
 
Human Resource consulting — Assist a business with human resources activities 
including, but not limited to: providing guidance in establishing policies and procedures 
that comply with applicable laws as they relate to hiring and firing personnel, writing 
AAPs, job descriptions, compensation plans; 
 
Job Task Analysis – Defining a job through observation, interview and questionnaires by 
dissecting the tasks and task steps required to complete all aspects of the job including 
the task frequency, difficulty of learning, task criticality, task difficulty, overall task 
importance, and importance to train; and, identifying the knowledge, skills and attitudes 
required to perform the tasks; 
 
Job Fairs – Planning, hosting and/or conducting a fair or exposition for employers, 
recruiters and schools to meet with prospective job seekers. Expos usually include 
company or organization tables or booths where resumes can be collected and business 
cards can be exchanged; 
 
Virtual / Company Specific Job Fairs – Using specific technology, assist company(ies) to 
source for job candidates without the expense of time away from work and money for 
exhibits, etc. necessary for a traditional job fair and allows for the job seeker to 
participate without the travel expense. Both the employer and job seeker are able to 
‘connect’ and have the ability to fully focus on each other’s information without the 
distractions at a traditional job fair; 
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Job Posting – Contacting employers to learn about and help them list job openings on 
physical or virtual job boards so they can be viewed and accessed by the employer, job 
seekers, or agencies that work with job seekers; 
 
Job Screening – Assessing a job candidate’s competencies (knowledge, skills and 
attitudes), interest, experience, aptitude, style, against the requirements of a current 
job opening. This may include activities such as testing, interviewing, observation, and 
data research; 
 
Job Matching – Using the job requirements set by the employer for the job opening, 
find the preferred number of top job candidates that meet those requirements and give 
the list to the employer; 
 
Job Referrals – Giving an employer the list of matched and screened job candidates for 
the business’ current job openings; 
 
Schedule interviews – Contacting job candidates electronically, by phone or in person 
on behalf of a business to schedule a time for the business to interview the candidate 
for a job; 
 
Provide Interviewing Space – Providing space within your facility for an employer to 
conduct interviews. This may include, but is not limited to: providing a room, 
equipment, refreshments, staff to greet the job candidates, and logistics for the 
interviews; 
 
Video interviewing – Provide access to online interviewing platforms to facilitate 
remote interviewing of job candidates; 
 
Job Coaching / Post Employment Support – Assisting the business to reduce new 
employee turnover by providing on or off site coaching or mentoring of work related 
skills after placing the job seeker in employment; 
 
Provide Adaptive Devices – Purchasing or providing adaptive equipment 
(telecommunications, sensory, and other technological aids and devices) to assist the 
worker in employment; 
 
Lay-Off Aversion – Activities that connect companies facing financial difficulties to 
resources that may prevent or reduce the need for layoffs; 
 
Rapid Response – Providing short-term, early intervention and immediate assistance 
with layoffs and/or plant closures (affected by corporate restructuring, plant closures, or 
loss of jobs due to natural disasters) affecting a significant number of workers. Activities 
may include, but are not limited to the establishment of onsite contact with employers 
and employee representatives, the provision of information and access to available 
employment and training activities, assistance in establishing a labor-management 
committee with the ability to devise and implement a strategy for assessing the 
employment and training needs of dislocated workers, and obtaining services to meet 
those needs, the provision of emergency assistance adapted to the particular closure, 
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layoff or disaster, and, the provision of assistance to the local community in developing 
a coordinated response and state economic development assistance. 

 
To help meet the needs of businesses in Central Oklahoma, our Employer Engagement Team 
has determined to create an area-wide directory of business services that are offered by our 
local workforce development system. The directory will be published online, and it will allow 
any employer / business owner / business manager to directly access business services from 
any one-stop partner they choose. Additionally, the directory will describe opportunities for 
businesses to engage with the Central Oklahoma workforce development system as 
potential providers of training and work experience opportunities, etc. 
 
Training and Employment Guidance Letter No. 16-16 (“One-Stop Operations Guidance for 
the American Job Center Network”) provides guidance on how business services are to be 
provided through the local workforce development system.   
 
TEGL 16-16 states:  
 

To support area employers and industry sectors most effectively, American Job Center 
staff, including designated partner program staff, must: 
 
<>  Have a clear understanding of industry skill needs;  
 
<>  Identify appropriate strategies for assisting employers, and coordinate business 
services activities across American Job Center partner programs, as appropriate; and 
 
<>  Incorporate an integrated and aligned business services strategy among American 
Job Center partners to present a unified voice for the American Job Center in its 
communications with employers. 

 
In this regard, the efforts of our Employer Engagement Team will be supported by the 
COWIB’s Business Services Team. For more than a decade, our Business Services Team has 
been an on-going practice.  
 
The COWIB’s Business Services Team uses a multi-pronged approach to improve services to 
meet the needs of regional employers. First and foremost, we will continue to fund an active 
business services consulting project. We plan on keeping four COWIB staff assigned to this 
work. They will be making calls on the businesses in our region to identify their workforce 
needs and make appropriate referrals to partners if it is a service we can’t provide. To make 
certain that we are covering the region, one of our team members will be out-stationed in 
Pottawatomie County and charged with interacting with the businesses in our five most 
eastern counties.  
 
Currently, we offer a full range of human resource consulting — which includes labor market 
information, aiding the recruitment of new employees, giving guidance on applicable federal 
and state laws regarding employment issues, answering questions on I-9 practices, as well 
as creating industry advisory boards as part of our sector strategy.  
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In the past, we have hosted new supervisors training, several CEO information sessions, and 
provided information on pending legislation that might impact companies and their 
interaction with employees. 
 
We also provide an assessment tool that businesses can use to properly identify behavioral 
traits of their employees that proves invaluable in hiring the right people and reducing 
turnover rates which improve the profitability of companies.  We also make available a on-
line interview platform that allows candidates to initiate an employment application via the 
internet and at the same time allows the company to properly identify themselves and their 
business products. 
 
As part of our Local Plan, an Employer Engagement Matrix will be submitted to the 
Governor’s Council for Workforce and Economic Development. The matrix will illustrate the 
various types of business services and Employer Engagement opportunities that are 
available to employers in the Central Oklahoma area. 
 

o Provide better coordination between workforce development programs and economic 
development; 

 
In any local area, access to a skilled workforce is the number one need for economic growth 
and sustainability. To support the needs of businesses in Central Oklahoma, our local 
workforce system regularly engages with economic development organizations in our 9-
county area. 
 
The Central Oklahoma workforce development area falls within the boundaries of two 
regional economic development areas (EDA’s), as designated by the Economic Development 
Administration of the U.S. Department of Commerce: 
 

 The ACOG Economic Development District aligns perfectly with the four western-
most counties of the Central Oklahoma area. 

 The Central Oklahoma Economic Development District (COEDD) encompasses the 
five eastern-most counties of our area. 

 
Additionally, through the COWIB board, our local workforce development system will 
maintain close coordination with regional economic development organizations such as the 
Greater Oklahoma City Regional Partnership (which crosses the boundaries between the 
EDA’s) and other local economic development agencies. By design, the COWIB board 
includes representatives of governmental and economic and community development 
entities serving the Central Oklahoma area. 
 
COWIB is widely recognized as a reliable partner in efforts to address skill shortages 
wherever they may exist. 
 
In order to better coordinate workforce development programs and economic 
development, COWIB will support the following strategies: 
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1. COWIB’s Chief Executive Officer (or designate) will attend all ACOG meetings on the 
subject of CEDS implementation. CEDS is the Comprehensive Economic 
Development Strategy. Elected officials from our 9-county area also attend these 
meetings. 

2. Elected officials from our 9-county area will attend COEDD meetings. 

3. COWIB’s CEO (or designate) will attend meetings of the Greater Oklahoma City 
Regional Partnership. 

4. As required by WIOA Sec. 107(b)(2)(D), the membership of the COWIB board of 
directors will include one or more representatives of economic and community 
development entities. 

5. All opportunities for appropriate coordination between workforce development 
programs and economic development efforts will be explored. 

 
o Support sector partnership strategies, including a list of active sector partnerships. 

For each, describe: 
 The phase of development (conceptual, in initial implementation, being sustained, or, 

expanding) 
 Workforce Demand (need) – Describe the business workforce need being addressed 

by the strategy. Indicate the industry(s) being represented, how the need was 
determined, the occupational skills to be developed, the number of jobs being 
addressed, and the timeframe(s) associated with the need. 

 Relevance – Indicate the connection between the demand and the priority(ies) for the 
region. 

 Strategy – Identify the sector partners and the role of each. 
 Funding – Describe available resources that will support the strategy. 
 Unfunded Critical Elements – Identify any critical elements for the identified strategy 

that must be done for the success of the strategy that cannot be met with available 
resources. This may include: the expansion of an existing strategy, in any phase, from 
one LWDA to others in the region; the need to procure new training vendors; planning 
sessions involving multiple partners; training of One-Stop staff; and development of 
regional data collection systems. 

 
Pursuant to WIOA Section 107(d)(4)(D), a local workforce development board like COWIB 
has a duty to “lead efforts to engage with a diverse range of employers” in order to achieve 
certain objectives, including: 
 

“…To develop and implement proven or promising strategies for meeting the 
employment and skill needs of workers and employers (such as the establishment of 
industry and sector partnerships), that provide the skilled workforce needed by 
employers in the region, and that expand employment and career advancement 
opportunities for workforce development system participants in in-demand industry 
sectors or occupations.” 

 
As defined in WIOA Section 3(26), an ‘‘industry or sector partnership’’ means a workforce 
collaborative, convened by or acting in partnership with a local board, that organizes key 
stakeholders in an industry cluster into a working group that focuses on the shared goals 
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and human resources needs of the industry cluster. A properly-designed sector partnership 
includes, at the appropriate stage of development of the partnership— 
 

 Representatives of businesses; 

 One or more representatives of a labor organization or central labor council, or 
another labor representative, as appropriate; 

 One or more representatives of a provider of education or training programs that 
support the industry cluster; and 

 Optionally: Representatives of local government, business or trade associations, 
economic development organizations, nonprofit organizations, community-based 
organizations, or intermediaries, philanthropic organizations, industry associations; 
and others. 

 
During the 4-year scope of this Local Plan, COWIB will continue to use a sector strategy 
approach for engaging the employer community in much the same way we have done since 
2005. Our past efforts have included organizing sector partnerships focused on the 
hospitality industry, construction, and other vital sectors. 
 
Our framework consists of creating individual industry advisory boards for those sectors that 
are critical to our regional economy. This approach assures that our local workforce 
development system will be job-driven. We will use industry and sector partnership to help 
us identify and address the workforce needs of multiple employers. 
 
Presently (March, 2017), we have an on-going sector partnership with representatives of the 
Transportation / Logistics industry. We are also launching sector partnerships with the 
Aerospace industry and the Energy sector. 
 
In our framework, we deal with not only the human resources side of the equation, but also 
the operational point of view to give us a much better look inside the industry. Our 
methodology also includes the members of the sector partnership creating their own 
leadership of the group as well as the agenda for their meetings. Our goal is simply to 
provide staff to their efforts in designing solutions to common industry problems in Central 
Oklahoma. This framework seems to give us the best input for creating alignment in the 
area as well as remaining current on issues that impact those industries critical to the 
economic well-being of our area. 
 
As our sector partnerships mature over the course of the next four years, we will be able to 
determine the exact strategies need to meet the needs of each sector as well as the 
operational and budgetary requirements to sustain them.  
 
Presently, our sector partnerships include:  
 

 Transportation / Logistics;  

 Aerospace; and  

 The Energy sector. 
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Here is more detail:  
 
Transportation / Logistics  

 The phase of development … initial implementation;  

 Workforce Demand (need) – The Transportation and Distribution ecosystem has the 
second highest growth rate (15.5%) in the Central Oklahoma workforce area, and it is 
projected to add the second highest number of new jobs (6,600).  

 Relevance – Highly relevant;  

 Strategy – The recruitment of sector partners is not yet complete; roles have not yet 
been determined; 

 Funding – Not yet determined; 

 Unfunded Critical Elements – We anticipate that there will be planning sessions 
involving multiple partners, and the funding source for these planning sessions has not 
yet been identified. Other critical elements will be identified in the course of our 
planning process.  

 
Aerospace 

 The phase of development … initial implementation;  

 Workforce Demand (need) – The Aerospace and Defense ecosystem is projected to add 
more than 1,900 jobs between 2016 and 2025. Average annual earnings in this 
ecosystem, according to the Oklahoma Office of Workforce Development: $59,980.  

 Relevance – Highly relevant;  

 Strategy – The recruitment of sector partners is not yet complete; roles have not yet 
been determined; 

 Funding – Not yet determined; 

 Unfunded Critical Elements – We anticipate that there will be planning sessions 
involving multiple partners, and the funding source for these planning sessions has not 
yet been identified. Other critical elements will be identified in the course of our 
planning process.  

 
Energy  

 The phase of development … initial implementation;  

 Workforce Demand (need) – In 2016, there were 32,383 jobs in the Energy Ecosystem in 
Central Oklahoma Workforce Development Area with average annual earnings per job 
of approximately $71,003. By 2025, employment within this ecosystem is projected to 
grow to over 36,000.  

 Relevance – Highly relevant;  

 Strategy – The recruitment of sector partners is not yet complete; roles have not yet 
been determined; 

 Funding – Not yet determined; 

 Unfunded Critical Elements – We anticipate that there will be planning sessions 
involving multiple partners, and the funding source for these planning sessions has not 
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yet been identified. Other critical elements will be identified in the course of our 
planning process.  

 
During the course of our 4-year plan, additional sector partnerships may be created. Existing 
partnerships may be re-purposed to meet emerging needs.  
 

o Strengthen linkages between the One Stop delivery system and unemployment insurance 
programs; and, 
 
We agree wholeheartedly with Unemployment Insurance Program Letter No. 20-15, which 
states: 
 

“UI programs play a vital role in the comprehensive, integrated workforce system by 
providing income support benefits to eligible individuals, who continue to be important 
customers of the workforce system.” 

 
The partners in Central Oklahoma’s workforce development system have a continuing 
interest in strengthening the linkages between our system and the unemployment 
insurance programs authorized under state and federal law. 
 
Furthermore, we agree with this statement in Training and Employment Guidance Letter 16-
16, Attachment II (“Coordination with Partner Programs“): 
 

“The American Job Center network must provide reemployment services to UI claimants 
for whom such services are required as a condition for receipt of UI benefits. Services 
must be appropriate to the needs of UI claimants who are referred to reemployment 
services under any Federal or State UI law.” 

 
TEGL 16-16, Attachment II, goes on to identify some of the needs of UI claimants and how 
they are met by a properly-designed workforce development system: 
 

 Provision of information and assistance regarding filing claims under UI programs, 
including meaningful assistance to individuals seeking assistance in filing a claim. 

 The American Job Center has current labor market information and provides a wide 
array of re-employment services free of charge. 

 Employment Service staff can refer claimants to job openings in the local area, or in 
other parts of the State or country if the claimant is willing to relocate. 

 Referral to various training programs. 

 Assistance in establishing eligibility for programs of financial aid assistance for 
training and education programs not provided under WIOA. 

 If job openings in current field are limited, can offer testing and counseling to 
determine other appropriate jobs for the claimant. 

 Claimants who believe they have special needs or considerations, such as physical 
needs, which may prevent them from getting a job, can be referred to other 
agencies for help with those needs. 
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Through the staff and managers of the Oklahoma Employment Security Commission, our 
local system will offer services to UI claimants, including services delivered through the 
voluntary Reemployment Services and Eligibility Assessment (RESEA) program.  
 
Required RESEA services are described in Unemployment Insurance Program Letter 03-
2017:  
 

Each RESEA must include the following minimum components to serve the needs of the 
claimant: 

 UI eligibility assessment and referral to adjudication, as appropriate, if an issue 
or potential issue(s) is identified; 

 Requirement for the claimant to report to an AJC; 

 Orientation to AJC services; 

 The provision of labor market and career information that addresses the 
claimant’s specific needs; 

 Registration with the state’s job bank; 

 Enrollment in Wagner-Peyser-funded Employment Services; 

 Development or revision of an individual reemployment plan that includes work 
search activities, accessing services provided through an AJC or using self-service 
tools, and/or approved training to which the claimant acknowledges agreement; 
and 

 Provision of at least one additional career service, such as: 

o Referrals and coordination with other workforce activities, including the 
WIOA Dislocated Worker Program; 

o Labor Exchange, including information about in-demand industries and 
occupations and/or job search assistance; 

o Information about the availability of supportive services; 
o Information and assistance with financial aid resources outside of those 

provided by WIOA; 
o Financial literacy services; and 
o Career readiness activities, including assistance with resume writing and/or 

interviewing.  
 
The local workforce development system in Central Oklahoma will support these services by 
assuring that there is space available for these activities at our comprehensive one-stop 
centers in Norman, OKC-Eastside, OKC-Brookwood, Seminole, and Shawnee.  
 
Additionally, we will explore the capacity of our system to facilitate some or all of these 
services at our satellite locations in El Reno, Guthrie, Chandler, Okemah, and Holdenville.  
 
The partners in our system firmly believe that UI claimants should receive “meaningful” 
staff-assisted services, as needed. As stated in UIPL 20-15, “’Meaningful assistance’ means 



Workforce Development Plan for Central Oklahoma – Revised June 9, 2017 
 

73 
 

having staff well-trained in UI claims filing and claimant rights and responsibilities, available 
in the one-stop centers to provide UI claim-filing assistance, if requested….”  
 
We are highly supportive of the UI claims filing process that is described in Oklahoma’s 
Unified Plan:  
 

“All individuals requiring staff-assisted service in filing an online claim can come into a 
Center where there are trained, knowledgeable, integrated staff members available to 
sit down and walk the customer through the online claims filing process. There are also 
telephones available in quiet areas for those who wish to file by phone. Staff members 
have received comprehensive training and are able to answer questions regarding the 
initial claims process as well as any questions about claimant rights and responsibilities. 
In addition, a detailed, illustrated online claims system user’s manual is available at all 
Centers in the Resource room. 
 
“For those claimants who are Limited English Proficient, the online claims system has a 
language translator. Center staff can assist the customer in accessing the translator or 
use language lines to assist such individuals during the claims filing process. When 
needed, for those individuals who are Deaf or Hard of Hearing, TTY services are 
available….” 
 
–Page 192 of the WIOA State Plan for the State of Oklahoma. 

 
We will support the delivery of these services at all of our AJC centers where OESC staff and 
managers are present.  
 
We recognize that the ultimate goal of UI / RESEA services is the reemployment of our 
customers to meaningful employment as quickly as possible.  
 
In this regard, it is our plan to enter into a separate MOU with OESC that will outline how we 
will better integrate the services to individuals utilizing the unemployment insurance 
program.  It is our intent to intercede with these individuals as they come into the centers as 
required by state law.  Our efforts will be to enroll these clients into WIOA and work with 
the OESC staff to provide the full array of services available to all customers.  As part of this 
effort we will work to establish placement performance of UI claimants.  We will not 
measure how many return to employment, but how quickly we can reengage them in the 
workforce.  
 
We will measure the number of weeks that these individuals draw against the number of 
possible weeks and use that to determine the amount of potential dollars saved to the UI 
trust fund.  This information will be published on a quarterly basis.  We will also track the 
number of claimants that are enrolled in occupational training placing them on another 
career path.  When we have utilized all of our dislocated worker funds we will petition the 
state for part of funds set aside for rapid response and if that isn’t available we will 
complete the necessary paperwork asking for National Emergency Grant funds. 
 

o Implement initiatives such as incumbent worker training programs, on-the-job training 
programs, customized training programs, industry and sector strategies, career pathways 
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initiatives, utilization of effective business intermediaries, and other business services and 
strategies designed to meet the needs of regional employers.  

 
As noted in other sections of this Plan, our local workforce development board has a 
realistic plan to facilitate the engagement of employers in workforce development 
programs, provide business services, coordinate the workforce development programs in 
our area with local economic development efforts, and strengthen linkages between the 
one-stop delivery system and unemployment insurance programs. 
 
To further meet the needs of employers, we intend to support additional initiatives that will 
advance workforce development in the Central Oklahoma area. These initiatives include: 
 
Incumbent Worker Training Programs. Under Title I of WIOA, up to 20 percent of Adult and 
Dislocated Worker formula grant funds may be used for incumbent worker training projects. 
Projects like this will be designed and implemented in conjunction with one or more 
employers for the purpose of helping their workers to obtain the skills necessary to retain 
employment or avert layoffs. As described in WIOA Section 134(d)(4)(C), the employer is 
required to pay for part of the training. The employer’s share of the training cost ranges 
from 10 to 50 percent, depending on the size of the employer. 
 
The employer may provide their share in cash or in kind, fairly evaluated. The employer’s 
share may include the amount of the wages paid by the employer to a worker while the 
worker is attending the training program. 
 
As we develop this initiative, we will explore opportunities to align our WIOA Incumbent 
Worker Training programs with similar programs that may be provided with state or local 
funding. We will have an effective policy in place by Program Year 2017.  
 
On-the-Job Training Programs. WIOA Section 134(d)(3)(D)(ii) permits the use of WIOA Adult 
and Dislocated Worker funds to support on-the-job training (OJT) activities. In this context, 
“OJT” means training by an employer that is provided to a paid participant while engaged in 
productive work in a job that— 
 

(A) provides knowledge or skills essential to the full and adequate performance of the 
job; 

(B) is made available through a program that provides reimbursement to the employer 
of up to 50 percent of the wage rate of the participant; and 

(C) is limited in duration as appropriate to the occupation for which the participant is 
being trained. 

 
COWIB routinely uses our WIOA Adult and Dislocated Worker funds to support OJT training 
activities with qualifying employers. We will continue to do so during the 4-year scope of 
this Local Plan. The Board already requires of our One-Stop Operator that 15% of all training 
funds must be spent for on-the-job training opportunities.  
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Customized Training Programs. This is another type of occupational skills training designed 
to meet the specific needs of employers. As defined in Section 3 of WIOA, “customized 
training” is training: 
 

(A) that is designed to meet the specific requirements of an employer (including a group 
of employers); 

(B) that is conducted with a commitment by the employer to employ an individual upon 
successful completion of the training; and 

(C) for which the employer pays— 

(i) a significant portion of the cost of training…. 
 
COWIB will use a portion of our WIOA Title I funds to support customized training projects in 
our area. 
 
To the extent possible, we will implement these training projects in coordination with other 
one-stop partners. 
 
Industry and Sector Strategies. This portion of our plan is described in “Sector Strategies.” 
(See Page 68 of this Plan).  
 
Career Pathways Initiatives. Elsewhere in this Plan, we describe how we will coordinate 
education and workforce investment activities in our local area with relevant secondary and 
postsecondary education programs. In particular, we make a commitment to lead efforts in 
the local area to develop and implement career pathways. (See “Coordination with 
Education Programs and Activities,” Page 30). 
 
The term ‘‘career pathway’’ refers to a combination of rigorous and high-quality education, 
training, and other services. By definition, career pathways must align with the skill needs of 
industries in the regional economy. 
 
We will ask employers to voluntarily serve on advisory committees to help guide the 
development of career pathways in Central Oklahoma. We will also work with existing 
advisory groups that have been convened by area career technology schools and community 
colleges, etc. Not least of all, we intend to use the expertise of the industry advisory boards 
that have been convened by the COWIB to support our Sector Strategy efforts. 
 
Our goal will be to make sure that our Career Pathways initiatives are properly aligned with 
the needs of business. 
 
Utilization of Effective Business Intermediaries. In WIOA Section 134(d)(1)(A)(ix), the law 
allows local boards to use a portion of their Adult and Dislocated Worker program funds to 
provide activities to provide business services and strategies that meet the workforce 
investment needs of area employers. 
 
The law goes on to say that these services may include: 
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 Developing and implementing industry sector strategies; 

 Developing and delivering innovative workforce investment services and strategies 
for area employers, which may include career pathways, skills upgrading, skill 
standard, and more; 

 Assistance to area employers in managing reductions in force and with strategies for 
the aversion of layoffs; and 

 Marketing of business services to appropriate area employers, including small and 
mid-sized employers. 

 
According to WIOA Section 134(d)(1)(A)(ix)(I), these services and strategies “…may be 
provided through effective business intermediaries working in conjunction with the local 
board, and may also be provided on a fee-for-service basis or through the leveraging of 
economic development, philanthropic, and other public and private resources in a manner 
determined appropriate by the local board.” 
 
A further explanation of these services is given in the WIOA Final Joint Rule, which was 
published jointly by the U.S. Department of Labor and the U.S. Department of Education. 
The Joint Rule states: 
 

“These business services may be provided by the Local WDB or through effective 
business intermediaries working in conjunction with the Local WDB, or through other 
public and private entities in a manner determined appropriate by the Local WDB and in 
cooperation with the State….” 

 
During the duration of the 4-year Local Plan for Central Oklahoma, COWIB intends to use a 
unit of our board staff (the COWIB Business Services Team) to function as a business 
intermediary. We will also work with other public and private entities, as appropriate, to 
develop and deliver the business services, innovative workforce investment services, and 
strategies described in the WIOA law. 
 
See more at “Business Services,” Page 63.  

 
3. Describe how the local board will implement the goals and strategies of Oklahoma’s Unified State 
Plan. 
 
The State’s strategic vision for its workforce development system is described beginning on Page 72 of 
the Unified State Plan: 
 

“The State’s strategic vision: In order for Oklahoma to meet labor demands, for businesses and 
entrepreneurs to grow and prosper, and for Oklahoma citizens to maintain wealth generating 
occupations, Oklahoma understands the new minimum for success moving forward will increasingly 
include a postsecondary degree or credential….” 

 
The plan goes on to describe the statewide initiative – called “Oklahoma Works” – to achieve this vision. 
The initiative is “built upon a coalition of businesses, educational institutions, state agencies, and other 
partners.” 
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Local workforce development boards are not directly mentioned in the state’s strategic vision. Rather, 
the Unified State Plan identifies “KEN Champions” as the actors who will coordinate local efforts to 
support Oklahoma Works. A KEN Champion is a regional leader from business and industry appointed by 
the Governor in a Key Economic Network. 
 
Local workforce development boards recognize themselves as “other partners” in the Oklahoma Works 
system. 
 
In terms of the state’s goals, these are defined beginning on Page 73 of the Unified State Plan. There are 
2 goals: 
 

Goal 1: Preparing a Skilled Workforce 
 

Under this goal, four objectives or “sub-strategies” are given: 
 
Objective/Goal 1: ALIGN AND CONNECT: Develop, align and connect the education and training 
pipeline with the needs of the state’s regional economies by coordinating strategic priorities and 
plans across the education and workforce system across the state level, across the local level, 
and from the local to state level. 
 
The State’s Align and Connect priorities are on the following issues: 
 

1) career options exposure: aligning Career Pathways and career options with the needs of 
Oklahoma businesses to ensure more Oklahomans are aware of viable paths to career entry 
and career building, exposed to careers at an earlier age, empowered with the information 
needed to best use valuable resources, and workforce-ready faster; 

2) postsecondary opportunities in high school: increase postsecondary opportunities in high 
school to ensure more students graduate high school with specialized knowledge or 
credentials to enter in-demand occupations, start businesses, or continue education with 
less time to completion; 

3) workforce readiness: align workforce readiness services across state programs and 
agencies, such that Oklahomans have the employability skills (people, professional, technical 
application, also known as soft skills) necessary to obtain wealth generating employment; 
and 

4) transportation services: better coordinate transportation services to Oklahomans in rural 
and urban areas, in order to address the fundamental challenge of connecting education, 
training, and work opportunities with those citizens who need them most. 

 
Objective/Goal 2: DATA: Integrate and use workforce and economic development data to inform 
policy, track progress, and measure success by … 
 

1) using data to decrease labor supply and demand gap: utilize statewide data to decrease 
the skills gap by defining determinants and benchmarks along all levels of education and 
training that lead to employability in identified economic systems, evaluating and utilizing 
competencies and assessments, and identifying and working to minimize existing data gaps; 
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2) OKJobMatch: re-launch OKJobMatch.com as the one official job and labor exchange 
system for the state; 

3) common connectivity: create a common intake portal in the state’s workforce centers 
which allows State service providers to better identify the eligibility of citizens and refer 
them to appropriate providers, ensuring more Oklahomans can enter and remain in the 
workforce. 

 
Objective/Goal 3: PARTNERSHIPS: Cultivate and maintain productive relationships between 
regional employers, educators, and other workforce partners to ensure an appropriately skilled 
workforce that meets the needs of employers. 
 
Objective/Goal 4: RESOURCES: Optimize use of resources and incentives to achieve the 
Oklahoma Works goal by identifying and recommending creative, cross-agency, and cross-sector 
funding models that support similar workforce programs and include agency programs that 
potentially benefit from public-private partnerships. 

 
Goal 2: Meeting the Needs of Employers 

 
Second, Oklahoma intends to use all of the Oklahoma Works strategies… to provide improved 
access and services to ALL clients. In addition to the career options exposure strategy and the 
career pathways process…  Oklahoma strives to connect employers with the workforce needed 
and to create jobs and to raise the education and skill levels of all citizens—dislocated workers, 
veterans, individuals with disabilities, youth, individuals with limited English proficiency, low-
income individuals, etc. 

 
Our local workforce development board will support each of the state’s goals and strategies. 
 
To support the state’s Goal-1 “Align and Connect” priorities, we will: 
 

 Lead efforts in Central Oklahoma to develop and implement career pathways, as described in 
the “Career Pathways” section of this plan; 

 Support more postsecondary opportunities in high school, as described in “Improving Access to 
Credentials.” 

 Promote workforce readiness, as described in our Assessment of the WIOA Title I Youth Formula 
Grant Program — where we mention our support of activities to help youth develop soft skills 
and understand the importance of being able to work with others and communicate effectively; 
preparing youth and young adults for the workplace. (See “Assessing Youth Workforce 
Investment Activities,” Page 36). 

 Better coordinate transportation services. (See “Transportation and Supportive Services”). 
 
To support the state’s Goal-1 “Partnerships” objective, COWIB will cultivate and maintain productive 
relationships between regional employers, educators, and other workforce partners to ensure an 
appropriately skilled workforce that meets the needs of employers. For example, we are actively 
engaged in a sector strategy process that draws together a meeting of regional employers. This ensures 
that we understand and can make our partners aware of the skilled workforce needs of employers in 
our region.  



Workforce Development Plan for Central Oklahoma – Revised June 9, 2017 
 

79 
 

 
With regard to the state’s Goal-1 “Resources” objective, COWIB will contribute to the identification and 
use of resources and incentives to achieve the Oklahoma Works goal. We are a Board that strives to 
continually improve the conditions of our communities, both on the individual and business level.  This 
includes optimizing our resources by creating models that blend the efforts of similar workforce 
programs.  Programs that increase the effectiveness and efficiency of delivery by eliminating duplication 
and realizing that our efforts should be about the efforts needed to improve the economic condition of 
everyone in our region. 
 
With regard to the state’s second goal (“Goal 2: Meeting the Needs of Employers”), our local board 
understands how important it is to engage the business community — to listen, learn and translate their 
needs to our individual clients and to our partner organizations.  Unlike other local Boards in Oklahoma 
we set aside money specifically for Business Services, providing services to small businesses that often 
are searching for an organization to provide them with the support they need to continue to grow and 
be profitable.  We do that by focusing on human resources consulting which are services that no other 
public organization in the state does.  We provide a behavior-based assessment that is being used by 
over 300 businesses in our region for recruitment and succession planning.    
 
We will support each of the state’s goals and objectives by participating appropriately on statewide 
planning groups and offering our input, as may be asked, on the development of models for partnership 
and resources. We will fully support the state’s efforts to meet the needs of employers. 
 
4. Describe how the local board will coordinate local workforce development activities with regional 
economic development activities that are carried out in the local area and how the local board will 
promote entrepreneurial skills training and microenterprise services. 
 
The one-stop partners in Central Oklahoma represent various programs and funding sources. Some of 
the partners have a service area that is statewide in scope. Some of them serve smaller areas. 
 
The COWIB board will strive to coordinate the workforce investment activities in Central Oklahoma so 
that economic development activities are properly supported throughout all 9 counties of our region. 
 
We will do this by: 
 

 Convening regular meetings of the COWIB board of directors; 

 Inviting the participation of all one-stop partners in regular meetings; 

 Sharing relevant information with economic development organizations in our area; 

 Making regular reports to our Board of Chief Elected Officials. 

 With regard to Entrepreneurial Skills Training and Microenterprise Services, COWIB will direct 
the use of its WIOA Title I Adult, Dislocated Worker, and Youth funds in order to supplement the 
training and services available through other one-stop partner programs. Our goal will be to 
supplement, support, and expand the availability of such training and services in our 9-county 
area. 

 
Entrepreneurial Skills Training. It is notable that entrepreneurial skills training is listed as an 
allowable activity in several WIOA Title I programs. 
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In Section 129, entrepreneurial skills training is given as one of the elements of the WIOA Youth 
program; 
 
In Section 134(a)(3)(A), the WIOA law provides that statewide funds may be used to carry out 
microenterprise and entrepreneurial training and support programs; 
 
In Section 134(c)(3)(D), entrepreneurial training is listed as a type of training services that may be 
supported with the COWIB’s local Adult / DLW funds. 
 
In Section 166 of WIOA (“Native American Programs”), training on entrepreneurial skills is included 
as one of the comprehensive workforce development activities that are authorized by the law. 
 
With respect to statewide discretionary funds, Oklahoma’s Unified Plan declares that, “The State 
Youth Program Committee will bridge all gaps with organizations such as Job Corps, the Chamber of 
Commerce, Urban League, and other groups to develop a comprehensive initiative on 
entrepreneurial development for youth. Oklahoma believes that by tapping into the creative spirit 
and initiative of our youth we can grow our own into successful entrepreneurs and citizens.” 
 
COWIB is poised to support this statewide initiative. 
 
Microenterprise Services. The term “microenterprise” is defined in Title 15 of the U.S. Code 
(regulations for the Small Business Administration): 
 

(10) Microenterprise – The term “microenterprise” means a sole proprietorship, partnership, or 
corporation that— 
(A) has fewer than 5 employees; and 
(B) generally lacks access to conventional loans, equity, or other banking services. 

15 U.S. Code § 6901 
https://www.law.cornell.edu/uscode/text/15/6901 

 
Most microentrepreneurs are believed to be people with low-to-moderate incomes. According to 
Wikipedia, “Most of these entrepreneurs are minorities, recent immigrants, women, disabled or for 
other reasons have special challenges that reduce their ability to access traditional credit and other 
services.” 
 
Many Oklahomans excel in their talent, creativity, and capacity for hard work. With the right 
combination of technical assistance, training, and capitalization, we have many would-be 
entrepreneurs in Central Oklahoma who could become self-sufficient through the development or 
start-up of a small business. 
 
During the 4-year period of our Local Plan, COWIB’s goals for supporting microenterprise services 
include: 
 

(1) Determine the scope and scale of microenterprise services available through our one-stop 
partners and others, including: 
 

 The TANF program of the Oklahoma Department of Human Services; 
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 Small Business Training offered through the Community Action Agency of Central 
Oklahoma; 

 Programs available through the Oklahoma Small Business Development Center; 

 The Professional Training and Education Center at Rose State College; 

 The business advisor program of the Serve Moore Community Renewal Center; 

 The programs of the Oklahoma Cooperative Extension Services; 

 Etc. 
 
(2) COWIB’s One-Stop Operator will develop appropriate linkages to provide microenterprise 
support for eligible participants in the COWIB’s Adult, Dislocated Worker, and Youth programs; 
 
(3) COWIB will enter into appropriate MOU’s with providers of microenterprise services; and 
 
(4) Ensure that microentrepreneurs are fairly represented in the delivery of entrepreneurial 
skills training in Central Oklahoma. 

 
For an additional description of how the workforce development system in Central Oklahoma will better 
coordinate workforce development programs and economic development, see this section of the Local 
Plan: “Coordination with Economic Development,” Page 79.  
 
5. Describe how: 
 
a. The local board will ensure the continuous improvement of eligible providers of services through 
the system in order to meet the employment needs of local employers, workers, and jobseekers; and, 
 
Across the system, continuous improvement is supported through evaluation, accountability, 
identification of best practices, and data driven decision making. (Source: workforcegps.org) 
 
WIOA Section 101(d)(6)(A) gives a leading role to the “State Board” (i.e., the Governor’s Council for 
Workforce and Economic Development) in the development of policies and guidelines promoting the 
continuous improvement of one-stop centers and their services: 
 

“(d) FUNCTIONS. — The State board shall assist the Governor in… 

“(6) the development and review of statewide policies affecting the coordinated provision of 
services through the State’s one-stop delivery system described in section 121(e), including 
the development of— 

“(A) objective criteria and procedures for use by local boards in assessing the 
effectiveness and continuous improvement of one-stop centers described in such 
section.” 

 
At the local level, the COWIB has complementary functions as described in WIOA Section 107(d). For 
example: 
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“(d) FUNCTIONS OF LOCAL BOARD.—Consistent with section 108, the functions of the local board 
shall include the following… 

“(6) PROVEN AND PROMISING PRACTICES. — The local board shall lead efforts in the local 
area to— 

“(A) identify and promote proven and promising strategies and initiatives for meeting 
the needs of employers, and workers and jobseekers (including individuals with barriers 
to employment) in the local workforce development system…; and 

“(B) identify and disseminate information on proven and promising practices carried out 
in other local areas for meeting such needs…. 

“(8) PROGRAM OVERSIGHT. — The local board, in partnership with the chief elected official 
for the local area, shall— 

“(A) (i) conduct oversight for local youth workforce investment activities authorized 
under section 129(c), local employment and training activities authorized under 
subsections (c) and (d) of section 134, and the one-stop delivery system in the local 
area; and 

“(ii) ensure the appropriate use and management of the funds provided under 
subtitle B for the activities and system described in clause (i); and 

“(B) for workforce development activities, ensure the appropriate use, management, and 
investment of funds to maximize performance outcomes under section 116.” 

 
§ 682.220 of the WIOA Final Rule reinforces the role of the State Board. It asserts that, “States must use 
funds reserved by the Governor for statewide activities to conduct evaluations of activities under the 
WIOA title I core programs in order to promote continuous improvement, research and test innovative 
services and strategies, and achieve high levels of performance and outcomes.” 
 
The WIOA Final Rule also suggests that Local Boards have a role in supporting the design and 
implementation of those evaluations. 
 
Consistent with the WIOA law and regulations, our local workforce development board will give great 
attention to supporting and implementing the state policies and procedures. 
 
In addition to supporting the improvement of our one-stop centers, we will absolutely accept our 
responsibility to support the continuous improvement of service providers. In particular, we will give 
attention to monitoring the performance outcomes achieved by eligible providers of services in Central 
Oklahoma — including providers of career services (as described in Section 134(c) of WIOA), providers of 
youth services (WIOA Section 129), and providers of training services (as referenced in WIOA Section 
122). 
 
Career Services and Youth Services. WIOA Section 134(b) authorizes the use of WIOA Title I Adult and 
Dislocated Worker core funds to provide the career services described in Section 134(c). WIOA Section 
129 authorizes the use of WIOA Title I Youth core funds to provide youth services. 
 
Our local board and elected officials are fiscally responsible for these core funds, and we will monitor 
their use and effectiveness as a part of our regular oversight duties. Our board will create a local 
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monitoring and oversight policy for this purpose. Board staff have been identified to carry out these 
functions. 
 
Training Services. With regard to measuring the continuous improvement of eligible providers of 
training, the WIOA law and regulations describe duties for both the state and the local board. For 
example, Section 122(a) authorizes the Governor to “establish criteria, information requirements, and 
procedures regarding the eligibility of providers of training services to receive funds” under WIOA Title I, 
Subtitle B. 
 
The eligibility criteria for training providers under Section 122 includes information on program 
completion rates, credentials earned by participants, and “appropriate measures of performance 
outcomes determined by the Governor.” 
 
Additionally, Section 122 provides that local areas may have a role in receiving and reviewing 
applications from providers of training and in making determinations of eligibility based on the state’s 
criteria and procedures. 
 
COWIB will fully comply with the policy and procedures established by the Oklahoma Office of 
Workforce Development. In this way, we will contribute to the continuous improvement of eligible 
providers of training. 
 
b. Entities within the One Stop delivery system, including system/center operators and partners, will 
comply with section 188 of WIOA, if applicable, and applicable provisions of the Americans with 
Disabilities Act of 1990 regarding the physical and programmatic accessibility of facilities, programs 
and services, technology, and materials for individuals with disabilities, including providing staff 
training and support for addressing the needs of individuals with disabilities. 
 
Section 188 is the “Nondiscrimination” section of the WIOA law. 
 
Here is an excerpt: 
 

SEC. 188. NONDISCRIMINATION. 

(a) IN GENERAL.— 

(1) FEDERAL FINANCIAL ASSISTANCE. —  …programs and activities funded or otherwise 
financially assisted in whole or in part under this Act are considered to be programs and 
activities receiving Federal financial assistance. 

(2) PROHIBITION OF DISCRIMINATION REGARDING PARTICIPATION, BENEFITS, AND 
EMPLOYMENT. — No individual shall be excluded from participation in, denied the 
benefits of, subjected to discrimination under, or denied employment in the 
administration of or in connection with, any such program or activity because of race, 
color, religion, sex (except as otherwise permitted under title IX of the Education 
Amendments of 1972), national origin, age, disability, or political affiliation or belief. 

(3) PROHIBITION ON ASSISTANCE FOR FACILITIES FOR SECTARIAN INSTRUCTION OR 
RELIGIOUS WORSHIP. …. 

(4) PROHIBITION ON DISCRIMINATION ON BASIS OF PARTICIPANT STATUS. — No person 
may discriminate against an individual who is a participant in a program or activity that 
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receives funds under this title, with respect to the terms and conditions affecting, or 
rights provided to, the individual, solely because of the status of the individual as a 
participant. 

(5) PROHIBITION ON DISCRIMINATION AGAINST CERTAIN NONCITIZENS. …. 
 
As described in the Federal Regulations at 29 CFR Part 38, Section 188 applies to any recipient of funding 
under Title I of WIOA. It is also applicable to: 
 

 Programs and activities that are part of the one-stop delivery system and that are operated by 
one-stop partners, to the extent that the programs and activities are being conducted as part of 
the one-stop delivery system; and 

 The employment practices of a recipient and/or one-stop partner, to the extent that the 
employment is in connection with programs and activities that are being conducted as a part of 
WIOA Title I or the one-stop delivery system. 

 
The Federal Regulations go on to describe how the implementation of certain requirements of Section 
188 will be the responsibility of “The Governor or the LWDA grant recipient, as provided in the State’s 
Nondiscrimination Plan….” 
 
As an example, § 38.73 states:  
 

38.73 Responsibility for developing and publishing complaint processing procedures for service 
providers. 

The Governor or the LWDA grant recipient, as provided in the State’s Nondiscrimination Plan, 
must develop and publish, on behalf of its service providers, the complaint processing procedures 
required in § 38.72. The service providers must then follow those procedures. 

 
Similar statements appear in §38.33, §38.37, and elsewhere.  
 
As of the time when this Local Plan was prepared, the State’s Nondiscrimination Plan had not yet been 
developed. So, the exact duties and responsibilities of the Local Workforce Development Area grant 
recipient are not known at this time. 
 
Even so, the Central Oklahoma Workforce Innovation Board is ready and willing to carry out any and all 
duties assigned to it under Section 188 and the Federal Regulations. Presently, COWIB carries out 
functions as the Fiscal Agent for the LWDA grant recipient and as the convener of one-stop partners in 
the Central Oklahoma area. 
 

NOTE: As provided in Section 107(d)(12)(B)(i) of WIOA, “The chief elected official in a local area shall serve as 
the local grant recipient for, and shall be liable for any misuse of, the grant funds allocated to the local area 
under sections 128 and 133….” 

 
The COWIB’s Equal Opportunity Policy will be updated to reflect the requirements of the State’s 
Nondiscrimination Plan after July 1, 2017. All one-stop partners will be required to comply with Section 
188 and the implementing regulations. 
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Additionally, the “FAST” team of the Central Oklahoma one-stop partners will be charged with reviewing 
compliance with Section 188 as well as assessing the need for staff training, etc. The FAST team is 
focused on Facilitating Access to Services. 
 
With regard to compliance with the ADA, the entities of the local workforce system in Central Oklahoma 
– including our One-Stop Operator and each of our one-stop partners – are focused on accessibility for 
all job seekers and businesses. This includes access to facilities, programs and services, technology, and 
materials.  
 
Working with the Governor’s Council for Workforce and Economic Development (GCWED) and other 
partners as described in the State’s Unified Plan, we will bring sharper focus on developing and 
employing more Oklahomans with disabilities. 
 
As described in Oklahoma’s Unified Plan, the Oklahoma Department of Rehabilitation Services (DRS) is 
leading Oklahoma’s Workforce System towards enhanced accessibility. The objective is to provide 
equitable services to individuals with disabilities and to ensure that all Workforce System partners 
comply with the Americans with Disabilities Act (ADA). 
 
Our local workforce development system is committed to following the leadership of our DRS partner. 
For example, we will work to fully implement the “Access For All” initiative in Central Oklahoma. 
 
The Access for All initiative places a focus on recruitment, hiring, and promotion of individuals with 
disabilities in the state of Oklahoma’s workforce system. Access for All focuses on American Job Center 
partners as well as employers in the state. This initiative provides training, consulting, and resources to 
ensure that individuals with disabilities are intentionally included in efforts to achieve greater household 
wealth for Oklahomans. 
 
We are confident that the Access for All initiative will equip our one-stop partners with the knowledge 
and resources to make our entire system more accessible to individuals with disabilities. We want all of 
our one-stop programs to be accessible in person, on the phone, and through the web. Access for All is a 
partnership between the Oklahoma Department of Rehabilitation Services (Oklahoma’s Vocational 
Rehabilitation Program) and Oklahoma ABLE Tech (Oklahoma’s Assistive Technology Act Program). 
 
The state’s Unified Plan describes how a one-stop center certification policy will be developed to meet 
the requirement of WIOA Sec. 102(d)(6)(A): 
 

(d) FUNCTIONS. — The State board shall assist the Governor in … 

(6) the development and review of statewide policies affecting the coordinated provision of 
services through the State’s one-stop delivery system described in section 121(e), including 
the development of— 

(A) objective criteria and procedures for use by local boards in assessing the 
effectiveness and continuous improvement of one-stop centers described in such section; 

 
The Unified Plan states: 
 

“The one-stop system standards and certification criteria policy will be designed utilizing the 
Americans with Disability Act (ADA) for physical accessibility.” 
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Upon publication of the certification criteria, the local workforce development system in Central 
Oklahoma will be prepared to implement processes to meet and exceed the state criteria. Our processes 
will include appropriate training for managers and staff in our American Job Centers. We will also 
establish effective self-monitoring mechanisms to make sure that accessibility standards are maintained 
throughout our system. 
 
In this regard, we have established an interagency team of one-stop partners – the “FAST” Team. This 
team will be focused on Facilitating Access to Services. The workgroup will have three major goals: 
 

 To provide information and guidance to one-stop partners who want to make their facilities and 
services more accessible to all customers. 

 To explore and implement electronic linkages to services. 

 To establish a process for sharing space within the American Job Centers in our area. 
  
To further assure compliance with the Americans with Disabilities Act, COWIB will enter into an 
agreement with the Oklahoma Department of Rehabilitation Services with respect to efforts that will 
enhance the provision of services to individuals with disabilities and to other individuals, such as cross 
training of staff, technical assistance, use and sharing of information, cooperative efforts with 
employers, and other efforts at cooperation, collaboration, and coordination. 
 
6. Describe how the local board will coordinate WIOA Title I workforce development activities with 
the provision of transportation, child care, and other appropriate supportive services in the local area. 
Include a copy of a completed Job Seeker Wrap Around Services service matrix. 
 
WIOA Title I programs in our area include:  
 

Adult, Dislocated Worker, and Youth formula programs 
… The local partner is the grant recipient, which is the Board of Chief Elected Officials.  
 
Job Corps 
… There are 2 local center operators:  

 Guthrie Job Corps Center, which is located in the Central Oklahoma area; and  

 Talking Leaves Job Corps Center, which recruits from the Central Oklahoma area.  
 
Native American programs 
… We have 5 WIOA Native American programs in the Central Oklahoma area –  

 Absentee Shawnee Tribe;  

 Cheyenne & Arapaho Tribes;  

 Citizen Potawatomi Nation;  

 Seminole Nation of Oklahoma; and  

 United Urban Indian Council.  
 
National Farmworker Jobs Program (NFJP) 
… Our local partner is ORO Development Corporation. 
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Each partner program has slightly different needs in terms of providing transportation, child care, and 
other appropriate supportive services.  
 
Yet, our local board and Title I partners recognize that there exists the potential to coordinate these 
services in a way that may possibly yield some cost savings. Likewise, it is possible that some effective 
ways of expanding these supportive services might be identified.  
 
The COWIB board will coordinate these activities in the following manner:  
 
The first step will be to survey the Title I partners to determine the types of supportive services each 
program provides to its participants. We will find out how many participants receive support services, by 
type and by program, during a given time period – for example during a program year. We will also 
attempt to determine if some supportive needs have been unmet because of a lack of resources in our 
local area.  
 
We will then attempt to determine the approximate dollar value of these services. This will give us an 
indication of the potential for cost savings through closer cooperation on the delivery of supportive 
services.  
 
Another factor to consider is the number of participants in each program and whether they have the 
same service needs. The Central Oklahoma area is very expansive. It encompasses nine counties and 
more than 6,700 square miles. Ensuring that transportation services are available throughout the entire 
area will be a major challenge.  
 
After the survey has been completed and other data gathered, a summary of this information will be 
shared with our WIOA Title I partners and with the leadership of our local workforce development 
board.  
 
A Transportation and Supportive Services task force will be formed for the purpose of identifying specific 
opportunities for cost sharing. The task force members will explore the feasibility of jointly procuring 
some supportive services (including transportation services). They will also consider the option of 
entering into a resource sharing agreement or other type of joint-use agreement.  
 
The purpose of this coordination project is not to force the partners into any pre-defined strategy. 
Rather, it is to explore similar service needs and identify effective service delivery options.  
 
COWIB’s management of this project will emphasize a business-minded approach to the coordination of 
services. We will not support any strategy that detracts from the timely and effective delivery of 
supportive services to the participants who need them.  
 
7. Provide the executed cooperative agreements which define how service providers will carry out the 
requirements for integration of, and access to, the entire set of services available in the local One Stop 
system. This includes cooperative agreements between the local WDB and other local entities with 
respect to efforts that will enhance the provision of services to individuals with disabilities and to 
other individuals, such as cross training of staff, technical assistance, use and sharing of information, 
cooperative efforts with employers, and other efforts at cooperation, collaboration, and coordination. 
 
This planning requirement is distilled from the WIOA Final Rule, § 679.560(b)(13): 
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(b) The plan must include a description of the following requirements at WIOA secs. 108(b)(2)-
(21): 

(13) Copies of executed cooperative agreements which define how all local service providers, 
including additional providers, will carry out the requirements for integration of and access 
to the entire set of services available in the local one-stop delivery system. This includes 
cooperative agreements (as defined in WIOA sec. 107(d)(11)) between the Local WDB or 
other local entities described in WIOA sec. 101(a)(11)(B) of the Rehabilitation Act of 1973 (29 
U.S.C. 721(a)(11)(B)) and the local office of a designated State agency or designated State 
unit administering programs carried out under title I of the Rehabilitation Act(29 U.S.C. 720 
et seq.) (other than sec. 112 or part C of that title (29 U.S.C. 732, 741) and subject to sec. 
121(f)) in accordance with sec. 101(a)(11) of the Rehabilitation Act (29 U.S.C. 721(a)(11)) 
with respect to efforts that will enhance the provision of services to individuals with 
disabilities and to other individuals, such as cross training of staff, technical assistance, use 
and sharing of information, cooperative efforts with employers, and other efforts at 
cooperation, collaboration, and coordination. 

 
COWIB is committed to properly carrying out all of our defined functions as a local workforce 
development board, including the duty to coordinate with education providers, as described in Section 
107(d)(11) of the WIOA law. 
 
Section 107(d)(11) provides that local boards will coordinate activities with education and training 
providers in the local area, including: 
 

… Providers of workforce investment activities; 
 
… Providers of adult education and literacy activities under title II; 
 
… Providers of career and technical education (as defined in section 3 of the Carl D. Perkins Career 
and Technical Education Act of 2006 (20 U.S.C. 2302)); and 
 
… Local agencies administering plans under title I of the Rehabilitation Act of 1973. 

 
Paragraph (B) of Section 107(d)(11) describes how the local board is to coordinate these activities. Two 
specific requirements are identified. 
 
First, the local board is required to carry out certain functions related to Title II of WIOA. As described in 
WIOA Section 232, the board has an obligation to review the applications to provide adult education and 
literacy activities under title II for the local area. We describe how we will fulfill this duty in 
“Coordination with Adult Education.” (See Page 34).  
 
Second, the board is required to replicate certain cooperative agreements in accordance with 
subparagraph (B) of section 101(a)(11) of the Rehabilitation Act of 1973. 
 
Section 101(a) of the Rehabilitation Act relates to the “vocational rehabilitation services portion” of the 
Unified State Plan. Section 101(a)(11) lays out a requirement for there to be a cooperative agreement 
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between the designated State agency (DRS) and “other entities that are components of the statewide 
workforce development system.” 
 
Paragraph (A) of Section 101(a)(11) of the Rehabilitation Act explains that the state’s cooperative 
agreement must describe efforts that will enhance the provision of services to individuals with 
disabilities and to other individuals, such as cross training of staff, technical assistance, use and sharing 
of information, cooperative efforts with employers, and other efforts at cooperation, collaboration, and 
coordination. 
 
Then, in Paragraph (B) of Section 101(a)(11), this requirement is given: 
 

(B) REPLICATION OF COOPERATIVE AGREEMENTS. — The State plan shall provide for the 
replication of such cooperative agreements at the local level between individual offices of the 
designated State unit and local entities carrying out activities through the statewide workforce 
development system. 

 
In Oklahoma’s Unified State Plan, we can find an assurance that the requirements of Section 101(a)(11) 
of the Rehabilitation Act will be met. (See Page 302 of the State Plan). However, as of March, 2017, we 
have not been able to find any actual copies of the state’s cooperative agreement. 
 
As stated above, COWIB is committed to properly carrying out all of our defined functions as a local 
workforce development board. We will work diligently to maintain a positive working relationship with 
each of our one-stop partners. 
 
It is our understanding that, as a local workforce development board, we should work cooperatively 
with our state partners – including, as described in the Rehabilitation Act – to replicate the state’s 
cooperative agreement. As much as possible, our local agreement with DRS will copy the state model in 
form and content. If possible, we will execute this agreement before the end of June, 2017.  
 
With regard to other cooperative agreements that are mentioned in the WIOA Final Rule, we have not 
yet  – as of March, 2017 – executed any such agreements. 
 
We note that the WIOA Final Rule anticipates that cooperative agreements will be executed with “local 
service providers.” The agreements will define how the providers will carry out the requirements for 
integration of and access to the entire set of services available in the local one-stop delivery system. 
 
As we interpret this requirement, the cooperative agreements mentioned in § 679.560(b)(13) of the 
WIOA Final Rule are much different from other types of agreements that the COWIB might have with 
our one-stop partners. In particular, there is a distinction between a “one-stop partner” and a “service 
provider.” 
 
A one-stop partner is a grant recipient or organization that manages a one-stop program as defined in 
WIOA Section 121(b)(1)(B). A service provider, on the other hand, is a provider of training services or a 
provider of career services, etc. For example, the WIOA law refers to “eligible providers of training 
services,” “eligible providers of youth workforce investment activities,” “providers of adult education,” 
“providers of career and technical education activities,” and so on. In some cases, a one-stop partner 
may be a service provider. In other instances, the one-stop partner may have more of a management 
role — awarding contracts to service providers, for example. 
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COWIB will enter into cooperative agreements with service providers for the purpose of promoting 
integration / access, etc. We will prioritize such agreements after we have completed the negotiation of 
our Memorandum of Understanding with our one-stop partners. 
 
8. Identify the local: 
 

a. Fiscal agent 
 
The Board of Chief Elected Officials for the Central Oklahoma workforce area has designated a Fiscal 
Agent for WIOA grant funds: It is the Central Oklahoma Workforce Investment Board (COWIB). 
 
b. One Stop Operator(s) 
 
In the summer of 2016, our local workforce development board conducted a competitive 
procurement in order to identify a one-stop operator for the Central Oklahoma. A contract was 
awarded to Kaiser Group, Inc. dba Dynamic Workforce Solutions.  
 
c. Service Provider(s) for Adult and Dislocated Worker WIOA Title I Basic and 
Individualized Career Services 
 
COWIB conducted a competitive procurement in order to identify a provider of Basic and 
Individualized Career Services for our WIOA Title I core Adult and Dislocated Worker programs. A 
contract was awarded to Kaiser Group, Inc. dba Dynamic Workforce Solutions.  
 
d. Service Provider(s) for Youth WIOA Title I Services 
 
Our Youth service provider (WIOA Title I core Youth program) is Kaiser Group, Inc. dba Dynamic 
Workforce Solutions. Kaiser Group was selected as the result of a competitive procurement process.  
 

9. Describe the competitive process used to award the subgrants and contracts for WIOA Title I 
activities. 
 
In context, this requirement relates to the procurement of WIOA Title I services by the local workforce 
board. 
 
As our local board identifies the need to award a sub-grant or contract for WIOA Title 1 services, we will 
follow the state mandated procurement process.  
 
That is, if we believe the resulting contract might be for an amount in excess of $24,999.00 we follow a 
competitive sealed bid process.  If it is designed for a sub-grant we use a Request for Proposals (RFP); 
and if we looking to fulfill a very specific list of requirements, we use an Invitation to Bid (ITB) method. 
 
Notice of the RFP or ITB is published as well as distributed to a list of suggested bidders.  It is our intent 
to allow up to six weeks between the publication of the notice and when sealed bids are due.  The 
proposals and/or bids are evaluated by a committee of the Board specifically for that duty.  Their 
recommendation to enter a contract is forwarded to the entire Board for ratification and the Chief 
Executive Officer is the point for the negotiation of the contract. 
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10. Describe the local levels of performance negotiated with the State. 
 
In October, 2016, COWIB entered into negotiations with the Oklahoma Office of Workforce 
Development (OOWD) with regard to the local levels of performance for these three programs: 
 

 WIOA Adults 

 WIOA Dislocated Workers 

 WIOA Youth 
 
The local levels of performance for Program Year 2016 were determined after considering economic 
data for the local area, previous performance data, and predicted outcomes resulting from the use of a 
statistical adjustment model. 
 
Since we were creating a new area effective July 1, 2016, the state was unable to provide us with 
numbers that combined the performance from the two previous local workforce areas. This resulted in 
some difficulty in trying to project what performance we could reasonably expect.  We also understand 
that the state hasn’t been able to combine the existing areas for reporting purposes, so we feel a 
distinct disadvantage in being able to adequately provide leadership in the making certain we are on 
track to meet or exceed performance.  Since we weren’t supplied numbers that could be used to 
effectively negotiate, we were at the mercy of the state proposals.  Nonetheless we accepted the 
numbers proposed by the state. 
 
We also believe that to use the term “negotiated” is far from being accurate.  Past experience has 
clearly demonstrated that numbers are forced down from the national level to the state to the locals.  
Current local conditions are never factored into the negotiations.  
 
On October 18, 2016, the performance levels for the Central Oklahoma were announced by Erin Risley-
Baird, Executive Director of the OOWD. See the chart, next page.  
 
We believe most of the numbers are attainable. However, with Dislocated Workers their credential 
attainment has not ever been very good, because most of them have fiscal responsibilities and look to 
training generally as a last effort when they can’t replace their employment or wages.  They often leave 
before completing when they find employment to meet their responsibilities. 
 
COWIB will use these local levels of performance for the purpose of measuring the performance of 
eligible providers under subtitle B. 
 

NOTE: Subtitle B of Title I includes the WIOA Adult program, the WIOA Youth program, and  the WIOA 
Dislocated Worker program. It also provides guidance on the  identification of eligible providers of training 
services (as described in Section  122 of WIOA). 

 
This is not to suggest that the local levels of performance will be the only measures used to evaluate the 
performance of eligible providers and our one-stop delivery system. Additional measures of 
performance may be identified and used for the purpose of managing system performance. The local 
criteria for approval / re-approval of eligible providers of training services will be described in the 
COWIB’s Policy on Eligible Training Providers. 
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Local performance levels for WIOA Title II and WIOA Title IV programs are not included in this 
description. This is because Section 108(b)(17) of the WIOA law does not require this information to be 
included in the Local Plan. For PY 2016 and PY 2017, state performance levels for WIOA Title IV are set at 
a baseline level. For Title II, state levels are baseline except for Measurable Skill Gains, which is at 42% 
for FY16 and 43% for FY17. 
 
11. Describe the actions the local board will take toward becoming or remaining a high performing 
board.  
 
As of the date when this Local Plan was prepared for publication (February, 2017), the Governor’s 
Council for Workforce and Economic Development (GCWED) had not yet announced a policy on the 
requirements for a high-performing board. 
 
Even so, a broad hint of the Council’s philosophy is found on Page 127 of the State’s Unified Plan. On the 
topic of board certification, the Unified Plan includes this statement:   
 

“The Council is responsible for certifying Local Workforce Boards. The certification process is the 
key strategy to ensure Local Workforce Development Boards have the proper membership and 
structure to be highly effective in creating and continuously improving an aligned workforce 
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development system, overseeing funds effectively and achieving established performance 
measures.” 

 
Therefore, the key to ensuring that a local board is highly effective can be found in the criteria defined 
for certifying the local board. As determined by the GCWED, the certification criteria include: 
 

 Appropriate LWDB membership; 

 Proper LWDB area organizational structure; 

 Separation of LWDB, One-Stop Operator, and WIOA Title I provider staff; and 

 Collaboration with Economic Development Partners. 
 
COWIB’s certification as the local workforce development board for the Central Oklahoma area was 
confirmed on January 29, 2016.  
 
Our local board recognizes that, in order to be a high performing board you must be innovative, willing 
to create ways to put people to work.  What our board has done over the years and will continue to do 
is take a strong stance in working with our business community to make certain we are doing what they 
need done to have a strong workforce.  
 
We will maximize our training dollars by continually searching for ways to advance people with 
credentials at the best possible price.  Most of the training must be industry focused and short term.  
Many of our clients don’t want to talk about long term degreed programs, they want work and we are 
measured by people going to work.  
 
We will also continue ways to search out those special targeted individuals that have barriers to 
employment as they often are receiving services from other organizations and we can partner providing 
our employment-related activities with the social services provided by another organization moving 
these individuals into the labor force.  
 
Projections currently demonstrate that our region has more potential growth in employment than we 
have in population. This leads to only two options; import talent or move individuals that have been 
marginalized over time back into the labor force by providing career paths that will provide them with 
more benefits and satisfaction than being an inactive participant in our region’s economy.  At the same 
time, we must make every effort to ensure our opportunity youth are engaged being an energized part 
of our growing economy by demonstrating that today’s work environments will value them and give 
them the chance for meaningful growth. 
 
In the future, the members and staff of the Central Oklahoma Workforce Innovation Board will take 
additional steps toward remaining a high-performance board. Planned actions include: 
 

(1) Participation in regular board member development activities – such as those offered by the 
Oklahoma Association of Workforce Boards (OAWB);  

(2) Leadership attendance at the Annual Forum of the National Association of Workforce Boards 
(NAWB); 

(3) Enforcement of the COWIB’s conflict of interest standards as published in the board’s bylaws; 
(4) Enforcement of bylaws with respect to attendance in board and committee meetings. 
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12. Describe how training services will be provided through the use of individual training accounts, 
including, if contracts for training services will be used, how the use of such contracts will be 
coordinated with the use of individual training accounts, and how the local WDB will ensure informed 
customer choice in the selection of training programs regardless of how the training services are to be 
provided. 
 
This planning requirement is distilled from WIOA Section 108(b): 
 

“(b) CONTENTS.—The local plan shall include— 

“(19) a description of how training services under chapter 3 of subtitle B will be provided in 
accordance with section 134(c)(3)(G), including, if contracts for the training services will be 
used, how the use of such contracts will be coordinated with the use of individual training 
accounts under that chapter and how the local board will ensure informed customer choice 
in the selection of training programs regardless of how the training services are to be 
provided.” 

 
In context, chapter 3 of subtitle B of the WIOA Law encompasses Sections 131, 132, 133, and 134 of the 
Act. This chapter deals with Adult and Dislocated Worker Employment and Training Activities and how 
they are funded through grants awarded to the states by the U.S. Department of Labor. A majority of 
the funds described in this chapter are distributed by the states to local workforce areas on the basis of 
an allocation formula. The requirement for the allocation of funds to local areas is specified in Chapter 3. 
 
Section 134(c) describes “Required Local Employment and Training Activities.” 
 
Section 134(c)(3) provides that a portion of the allocated funds must be used “to provide training 
services to adults and dislocated workers” who meet certain eligibility criteria. Training services may be 
provided to individuals who are “in need of training services” and who “have the skills and 
qualifications” to participate successfully in a “selected program of training services.” 
 
Additionally, pursuant to Section 134(c)(3)(A)(i)(II), the individual must select a program of training 
services that is “directly linked to the employment opportunities in the local area or the planning region, 
or in another area to which the adults or dislocated workers are willing to commute or relocate.” 
 
Section 134(c)(3)(G) of the WIOA Law states: 
 

“(G) USE OF INDIVIDUAL TRAINING ACCOUNTS.— 
“(i) IN GENERAL. — Except as provided in clause (ii), training services provided under this 
paragraph shall be provided through the use of individual training accounts in accordance with 
this paragraph, and shall be provided to eligible individuals through the one-stop 
delivery system.” 

 
An individual training account — known as an “ITA” — is a payment mechanism that may be used to 
provide the training services described in Section 134(c)(3) of WIOA. The definition of the term 
“Individual Training Account” appears in the WIOA Final Regulations issued by the U.S. Department of 
Labor: 
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“§ 680.300 How are training services provided? 
“Training services for eligible individuals are typically provided by training providers who receive 
payment for their services through an ITA. The ITA is a payment agreement established on behalf 
of a participant with a training provider. WIOA title I adult and dislocated workers purchase 
training services from State eligible training providers they select in consultation with the career 
planner, which includes discussion of program quality and performance information on the 
available eligible training providers. Payments from ITAs may be made in a variety of ways, 
including the electronic transfer of funds through financial institutions, vouchers, or other 
appropriate methods….” 

 
Although the WIOA Regulations say that training services are typically provided through an ITA, the law 
does allow for the use of an alternative under certain circumstances. The alternative is a training 
contract, as described in clause (ii) of Section 134(c)(3)(G): 
 

“(ii) TRAINING CONTRACTS. — Training services authorized under this paragraph may be 
provided pursuant to a contract for services in lieu of an individual training account if— 

“(I) the requirements of subparagraph (F) are met; 
“(II) such services are on-the-job training, customized training, incumbent worker training, or 
transitional employment; 
“(III) the local board determines there are an insufficient number of eligible providers of 
training services in the local area involved (such as in a rural area) to accomplish the 
purposes of a system of individual training accounts; 
“(IV) the local board determines that there is a training services program of demonstrated 
effectiveness offered in the local area by a community-based organization or another private 
organization to serve individuals with barriers to employment; 
“(V) the local board determines that— 

“(aa) it would be most appropriate to award a contract to an institution of higher 
education or other eligible provider of training services in order to facilitate the training 
of multiple individuals in in-demand industry sectors or occupations; and 
“(bb) such contract does not limit customer choice; or 

“(VI) the contract is a pay-for-performance contract.” 
 
With respect to the training services described in Section 134(c)(3) of WIOA, Individual Training 
Accounts will be used extensively. As stated in the WIOA Regulations, “Training services for eligible 
individuals are typically provided… through an ITA.” 
 
Pursuant to the law, ITA’s will be awarded to eligible individuals who are in need of training services, 
who have the skills to succeed in training, and who select a program of training services that is 
appropriately “linked to employment opportunities,” etc. 
 
At times, the Central Oklahoma Workforce Investment Board will allow for the limited use of training 
contracts as described in clause (ii) of Section 134(c)(3)(G). Each contract will be developed in response 
to a specific need, and the terms of each contract will be negotiated by the COWIB’s Chief Executive 
Officer with oversight by the COWIB’s Executive Committee. 
 
Here is a general description of how training contracts will be used in lieu of ITA’s in appropriate 
circumstances: 
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(1) The use of On-the-Job Training, Customized Training, Incumbent Worker Training, or Transitional 
Employment activities. 
 

COWIB will support the use of these training options when a determination is made that a 
training contract is necessary to fill a void in services and/or to provide additional value to the 
COWIB and its stakeholders. Specific local policies will be developed to govern the use of these 
training activities. 

 
(2) The use of a training contract upon a determination that there are an insufficient number of 
eligible providers of training services in the local area. 
 

There are a large number of eligible providers of training services in the Central Oklahoma 
workforce area, and COWIB has not made a determination that the number of training providers 
is insufficient. However, the members of the COWIB will continue to review and monitor the 
availability of training services throughout our local area — including rural parts of the Central 
Oklahoma region. 
 
If the number of training providers shrinks to such a level that the purpose of an ITA system 
cannot be reasonably accomplished, the COWIB board will be asked to make a determination. 
Any such decision will be made pursuant to a motion and a vote in a public meeting of the 
board. 

 
(3) The use of a training contract upon a determination that there is a training program of 
demonstrated effectiveness offered in the local area by a community-based organization or another 
private organization to serve individuals with barriers to employment. 

 
Presently — as of the time of the submission of this plan — COWIB has not been asked to make 
a determination that there is a “training services program of demonstrated effectiveness…” as 
described in WIOA Section 134(c)(3)(G)(ii)(IV). Any such determinations will be made on a case-
by-case basis after a fair review by members of the COWIB board voting in open session. 
 
We interpret the term “individuals with barriers to employment” in a manner that is consistent 
with Section 3 of WIOA. That is: 

 
(24) INDIVIDUAL WITH A BARRIER TO EMPLOYMENT. — The term “individual with a barrier 
to employment” means a member of 1 or more of the following  
populations: 

(A) Displaced homemakers. 
(B) Low-income individuals. 
(C) Indians, Alaska Natives, and Native Hawaiians, as such terms are defined in section 
166. 
(D) Individuals with disabilities, including youth who are individuals with disabilities. 
(E) Older individuals. 
(F) Ex-offenders. 
(G) Homeless individuals (as defined in section defined in section 725(2) of the McKinney-
Vento Homeless Assistance Act (42 U.S.C. 11434a(2))). 
(H) Youth who are in or have aged out of the foster care system. 
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(I) Individuals who are English language learners, individuals who have low levels of 
literacy, and individuals facing substantial cultural barriers. 
(J) Eligible migrant and seasonal farmworkers, as defined in section 167(i). 
(K) Individuals within 2 years of exhausting lifetime eligibility under part A of title IV of 
the Social Security Act (42 U.S.C. 601 et seq.). 
(L) Single parents (including single pregnant women). 
(M) Long-term unemployed individuals. 
(N) Such other groups as the Governor involved determines to have barriers to 
employment. 

 
(4) The use of a training contract upon a determination that it would be most appropriate to award 
a contract to an institution of higher education or other eligible provider of training services in order 
to facilitate the training of multiple individuals in in-demand industry sectors or occupations. 

 
The COWIB recognizes that some occupational training options are very highly sought-after. In 
our experience, there is a very high demand for training services for truck drivers, certified nurse 
aides, welders, and other high-demand occupations. At times, it may be most appropriate to 
award a training contract for a class-size training program rather than to rely on the usual 
system of Individual Training Accounts. 
 
For example, in October 2016, the COWIB board approved a training contract with Metro 
Technology Centers in Oklahoma City for the purpose of preparing up to 50 eligible WIOA 
participants to enter into welding jobs. The contract was developed under Section 
134(c)(3)(G)(ii)(V) of the WIOA law. 
 
The COWIB board will rely on our CEO, working under the supervision of our Executive 
Committee, to develop and award appropriate training contracts that will serve to expand 
training opportunities in our local area while also providing a favorable value compared to the 
usual system of ITA’s. 

 
(5) The use of pay-for-performance contracts. 

 
The term “Pay For Performance Contract” is defined in Section 3 of the WIOA Law: 
 

“(47) PAY-FOR-PERFORMANCE CONTRACT STRATEGY.—The term ‘pay-for-performance 
contract strategy’ means a procurement strategy that uses pay-for-performance 
contracts in the provision of training services described in section 134(c)(3) or activities 
described in section 129(c)(2), and includes— 

“(A) contracts, each of which shall specify a fixed amount that will be paid to an eligible 
service provider (which may include a local or national community-based organization or 
intermediary, community college, or other training provider, that is eligible under section 
122 or 123, as appropriate) based on the achievement of specified levels of performance 
on the primary indicators of performance described in section 116(b)(2)(A) for target 
populations as identified by the local board (including individuals with barriers to 
employment), within a defined timetable, and which may provide for bonus payments to 
such service provider to expand capacity to provide effective training; 
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“(B) a strategy for independently validating the achievement of the performance 
described in subparagraph (A); and 

“(C) a description of how the State or local area will reallocate funds not paid to a 
provider because the achievement of the performance described in subparagraph (A) did 
not occur, for further activities related to such a procurement strategy, subject to section 
189(g)(4).” 

 
Presently — as of the time of the submission of this plan — COWIB has not yet developed a Pay-
for-Performance contract strategy. When we do, it will include the proper features to assure 
that the Customer Choice requirement of Section 134(c)(3)(F) is fully honored. 

 
With regard to Customer Choice, Section 134(c)(3)(F) of the WIOA Law states: 
 

“(F) CONSUMER CHOICE REQUIREMENTS.— 
“(i) IN GENERAL. — Training services provided under this paragraph shall be provided in a 
manner that maximizes consumer choice in the selection of an eligible provider of such services.” 

 
This part of the law is consistent with Section 134(c)(3)(G)(ii)(I) of the Act which allows a training 
contract to be used in lieu of an ITA only when the Consumer Choice Requirements of subparagraph (F) 
have been met. 
 
In October, 2016, the COWIB board adopted a 22-page Policy on Informed Consumer Choice. In this 
policy, we state: 
 

“Whether training is delivered through an ITA or through a Training Contract, COWIB is 
committed to honoring the value of informed customer choice. Therefore, when an eligible 
participant has been properly determined to have the skills and qualifications to successfully 
participate in more than one program of training services, we will always provide an opportunity 
for the consumer to make an informed choice of training programs / providers.” 

 
Additionally: 
 

“In all cases, the Career Planners in our One-Stop Centers will adhere to the Consumer Choice 
Requirements of the law. We believe that training success is best achieved when the client has 
made an informed choice of training program and training provider.” 

 
For additional details on this subject, see the COWIB Policy on Informed Consumer Choice. Here is a link 
to the policy on the COWIB website: 
 

http://www.cowib.org/wp-content/uploads/2016/10/Policy-on-Informed-Consumer-Choice-
2016-10-31.pdf  

 
13. Describe how One Stop centers are implementing and transitioning to an integrated, technology-
enabled intake and case management information system for programs carried out under WIOA. 
 
The One-Stop Partners in Central Oklahoma are very interested in using an integrated, technology-
enabled intake and case management information system to support service integration.  

http://www.cowib.org/wp-content/uploads/2016/10/Policy-on-Informed-Consumer-Choice-2016-10-31.pdf
http://www.cowib.org/wp-content/uploads/2016/10/Policy-on-Informed-Consumer-Choice-2016-10-31.pdf
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To effectively transition to such a system, we have taken the following steps:  
 
(1) COWIB staff have sought input from selected one-stop partners with regard to the most 
desirable features of an integrated, technology-enabled intake and case management information 
system to use in our one-stop centers. We received a number of suggestions in reply. The most salient 
comment was from our OKDRS partner, who recommended that any such system should be fully 
accessible to workers who might have a physical disability.  
 
We accepted this comment, and it has resulted in an early decision on our transition to an integrated, 
technology-enabled case management information system. That is, we have eliminated from our 
consideration a popular case management and analytics system that is used by many workforce 
agencies around the nation.  
 
(2) We have conducted an informal survey of customizable / off-the-shelf IT products that might be 
used as an integrated, technology-enabled intake and case management information system. For 
example, during the annual forum of the National Association of Workforce Boards, COWIB staff and 
board members were able to collect information from various vendors.  
 
(3) COWIB staff attended a presentation at the WIOA Convening in Dallas, TX, in April, 2017. One of 
the workshops on One-Stop Program Design and Service Delivery featured an integrated referral system 
that is used by the local workforce development board in Louisville, KY. We have been in contact with 
‘Kentuckiana Works’ in order to learn more about the features of their system.  
 
(4) On May 5th, COWIB staff attended an RFP planning session convened by the Oklahoma Office of 
Workforce Development. We reviewed the rough specifications for a common intake system that the 
state intends to purchase and implement. We determined that our local system should not duplicate the 
features of the state’s common intake system.  
 
(5)  On May 25th, COWIB convened a meeting of the partners in our American Job Center Network in 
Central Oklahoma. At that meeting, we established a Common Intake and Case Management 
committee. Members include representatives from three core program partners as well as a 
representative of the Senior Community Service Employment Program. The committee will review 
options and make a recommendation to the COWIB board.  
 
Questions to be considered by the Common Intake and Case Management committee include:  
 

 Scope and scale of the system: How many system users will there be? How many will need 
access in each comprehensive center? In affiliate centers? Other one-stop partner locations?  

 

 Intake function: Does the system need to have an interface with other intake and case 
management systems that are in use by our partners – for example, the AWARE Case 
Management system, the LACES NexGen system, the OKJobMatch system, and others? Should 
the intake function be designed to indicate potential eligibility for program services? Should it 
be designed to collect detailed eligibility information on individual clients? Should the system 
have a self-service feature to accommodate the needs of individuals who are located in remote 
parts of the Central Oklahoma area?   
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 Compatibility with the state common intake system: Whereas the state system will be designed 
to serve the needs of the WIOA “core” programs, our local system will need to accommodate 
the needs of all of our one-stop partners. Should our local system be designed to work in an 
interoperable fashion with the state common intake system? Is that even possible? Should it be 
designed to work with other common intake systems that are in use by Job Corps, SCSEP, HUD, 
CSBG, etc.?  

 

 Case Management function: We envision this function as focusing on referrals between the one-
stop center and the various one-stop partners. Does the system also need to capture 
information on the individual services that are delivered by each partner to each individual 
participant? How deep should our data collection efforts go within this system?  

 

 Management Information: What sort of management information do we hope to retrieve from 
our integrated intake and case management system? Will the information captured in this local 
system feed in to the performance management reports described in WIOA Section 116? Will it 
help to inform the board and the one-stop operator with regard to customer demand for career 
services, etc.?  
 

 Data security: How can we be assured that personally identifiable information will be 
adequately safeguarded?  

 
Tentatively, we are giving our Common Intake and Case Management committee a 12-month timeline 
to survey the partners with regard to their needs, gather information, develop specifications, identify 
potential suppliers, estimate costs, and present a recommended plan of action to the COWIB board.  
 
While the committee develops their implementation strategies, the one-stop partners in the Central 
Oklahoma area will continue to use the existing resources we have available for the collection of 
program-specific participant data. While these resources are not integrated, they do provide a baseline 
for the development of a future system for data sharing.  
 
Existing program resources include, but are not limited to:  
 

 The AWARE Case Management System. This is an internet-based Electronic Records 
Managements software used by the Oklahoma Department of Rehabilitation Services, to track 
services provided under WIOA Title IV. 

 

 The LACES NexGen System. “LACES” stands for Literacy, Adult, and Community Education 
System. This is an online student data management software designed for providers of Adult 
Basic Education (ABE), volunteer literacy, and correctional education. With LACES NexGen, our 
WIOA Title II partners are able to track everyone associated with our ABE / GED / ESL programs.  

 

 The OKJobMatch System. The Oklahoma Service Link (OSL) component of this system is used as 
a client management application in several of our one-stop partner programs. The system allows 
case managers to track their caseload and report information required under Labor Exchange, 
Re-Employment Services, WIOA Section 129, WIOA Section 134, TAA (TRA Adjustment Act), and 
other federal programs. 
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The OKJobMatch system has several self-service features that are widely used by the customers 
(job-seekers and employers) in our local workforce development system. It is also designed for 
use by case managers in several of our one-stop partner programs. These are recognized as 
advantages of the OKJobMatch system. However, OKJobMatch does not presently meet the 
needs of all one-stop partners – so, it is not a fully integrated system in that regard.  

 
By July 1, 2018, we will have a detailed plan to begin implementation of a fully-functional integrated, 
technology-enabled intake and case management system in our one-stop centers.  
 
In the meantime, we will use our existing resources to facilitate our intake and case management 
functions.   
 
14. Describe the direction given to the One Stop center operator to ensure priority for adult career 
and training services will be given to recipients of public assistance, other low-income individuals, and 
individuals who are basic skills deficient. 
 
On August 10, 2015, the COWIB board issued interim guidance to the One-Stop Operator in order to 
ensure that the priority of service requirement of WIOA Section 134(c)(3)(E) was being properly 
observed. 
 
WIOA Section 134(c)(3)(E) states: 
 

“(E) PRIORITY. – With respect to funds allocated to a local area for adult employment and 
training activities under paragraph (2)(A) or (3) of section 133(b), priority shall be given to 
recipients of public assistance, other low income individuals, and individuals who are basic skills 
deficient for receipt of career services described in paragraph (2)(A)(xii) and training services. 
The appropriate local board and the Governor shall direct the one-stop operators in the local 
area with regard to making determinations related to such priority.” 

 
In our 63-page guidance, we referenced state and federal guidance related to the definitions of “low-
income individual,” “recipient of public assistance,” “basic skills deficient,” etc. 
 
We also provided our interpretation of the term, “priority.” As described in the Preamble portion of the 
WIOA Final Rule: 
 

“The priority for these populations is not a criterion for eligibility for services under this 
program; rather, it is a statutory emphasis on providing individualized career services and 
training services to these populations under this program.” (Emphasis added) 

 
In our guidance, we say: 
 

“Priority” means that participants in the Priority Group (low-income, public assistance, basic 
skills deficient, etc.) will receive priority treatment in the manner that the Individualized Career 
Services and/or training services are delivered. 
 
 In this regard, it should be noted that the term “priority of service” refers to a preferential 
ranking. It conveys that idea that higher consideration should be given to recipients of public 
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assistance and low-income individuals, etc. Even so, the limits established by this policy are not 
meant to grant exclusive access to the prioritized groups. 

 
Beyond just focusing on Section 134(c)(3)(E) of WIOA, our guidance also provided directions on the 
priority requirements of the Jobs For Veterans Act. We offered instructions on how to coordinate and 
reconcile the priority requirements of WIOA and JFVA. We designed and implemented a Priority Ranking 
Worksheet for use by the One-Stop Operator. 
 
15. Describe the process used by the local board to provide a 30 day public comment period prior to 
submission of the plan, including an opportunity to have input into the development of the local plan, 
particularly for representatives of businesses, education, and labor organizations. The required public 
comment process is outlined in section 108(d) of WIOA. 
 
The COWIB’s proposed 4-Year Plan was developed with input from board members, elected officials, 
one-stop partners, and the public. 
 
The plan describes the COWIB’s role in aligning and integrating workforce development service 
strategies and resources. 
 
One-stop partners from nearly two dozen agencies and programs participated in the development of the 
plan. Partners include: Oklahoma Department of Career and Technical Education, Oklahoma 
Department of Human Services, Oklahoma Department of Rehabilitation Services, Oklahoma 
Employment Security Commission, Native American WIOA programs, Senior Community Service 
Employment programs, community action agencies, and more. 
 
As required by guidance from the Oklahoma Office of Workforce Development, the proposed plan was 
published for public review and comment not later than April 1st.  
 
It was published on the “COWIB 101” website, here … 
 

www.cowib101.wordpress.com   
 
… and an announcement of the availability of the proposed plan was sent to board members, one-stop 
partners, business representatives, educational partners, labor unions, news media, local elected 
officials, and other stakeholders in our local workforce development system. 
 
As required by WIOA Section 108(d)(2), there will be a 30-day period during which comments will be 
received from the public. 
 
After receiving public comments, the COWIB board will convene a regular meeting on April 25, 2017. 
Members of the board will review the plan. They will also review any comments received on the plan. 
They will be asked to approve the plan in partnership with the chief elected official. 
 
The plan, along with any comments representing disagreement with the plan, will be submitted to the 
Governor’s Council for Workforce Development not later than May 1, 2017. If approved by the 
governor, the plan will go into effect on July 1st. 
 
The plan will cover a variety of subjects, including: 

http://www.cowib101.wordpress.com/
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 How the local system will expand access to employment, training, education, and supportive 
services for eligible individuals; 

 How the system will help to meet the needs of businesses in Central Oklahoma; 

 How the COWIB will coordinate workforce investment activities with economic development 
activities in Central Oklahoma and beyond; 

 How the local system will cooperate with Adult Education providers, Rehabilitation Act services, 
the state employment service, etc. 

 During the development of the plan, COWIB maintained a website where a pre-publication 
version of the Local Plan was shared with the public. The website can be viewed here … 

 
https://cowib101.wordpress.com/  

 
… Reader comments were collected and, if appropriate, incorporated into the proposed plan. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

https://cowib101.wordpress.com/
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Assurances 
 
The Central Oklahoma Workforce Innovation Board agrees to the following assurances: 
 

 The Local Workforce Development Board assures it will establish fiscal control and fund 
accounting procedures to ensure the proper disbursement of, and accounting for all funds 
received through the Workforce Innovation and Opportunity Act. 

 

 The Local Workforce Development Board assures it shall keep records that are sufficient to 
permit the preparation of reports required by the Act and shall maintain such records, including 
standardized records for all individual participants, and submit such reports as the State may 
require. 

 

 The Local Workforce Development Board assures it will collect and maintain data necessary to 
show compliance with the nondiscrimination provisions of the Act. 

 

 The Local Workforce Development Board assures funds will be spent in accordance with the 
Workforce Innovation and Opportunity Act, regulations, written Department of Labor Guidance, 
written Oklahoma guidance, and all other applicable Federal and State laws. 

 

 The Local Workforce Development Board assures that veterans will be afforded employment 
and training activities authorized in the Jobs for Veterans Act and 20 C.F.R. Part 1010. 

 

 The Local Workforce Development Board assures it will comply with any grant procedures 
prescribed by the Secretary which are necessary to enter into contracts for the use of funds 
under WIOA, but not limited to the following: 

 
o General Administrative Requirements – Uniform Guidance at 2 C.F.R. Part 200 and 2 C.F.R. 

Part 2900. 
 

o Assurances and Certifications – SF 424B – Assurances for Non-Construction Programs; 29 
C.F.R. Part 31,32 – Nondiscrimination and Equal Opportunity Assurance (and Regulation); 29 
C.F.R. Part 93 – Certification Regarding Lobbying (and Regulation); 29 C.F.R. Parts 94 and 95 
– Drug Free Workplace and Debarment and Suspension; Certifications (and Regulation). 
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Attachments 
 
 
 

(1) SWOT Analysis … Completed November, 2016.  
 
(2) Job Seeker Service Matrix 
 
(3) Business Services Matrix 
 
(4) Public Comments Received and COWIB’s Response  

 

(5) Central Oklahoma Workforce Development Briefing 
 
(6) Tinker Air Force Base Hiring Forecast 
 
(7) Voices of the Oklahoma Aerospace Industry Leaders 
 
(8) Building Top-Tier Talent for the Greater Oklahoma City Region 
 
(9) EMSI Q2 2017 Data Set  
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SWOT Analysis … Completed November, 2016 
 
  



 

Strengths 

 Strong WDB 
 Good networking among partners 
 Longevity of service/experience 
 Job growth in key industries 
 Accessibility to go to training 

 Maximize and leverage financial 
resources within the system 

 Experience with sector partnerships 

 Bring good donuts to meetings 

Weaknesses 
 Not true business approach (curricula 

not aligned to business needs) 
 Job matching (skills of job seekers to 

needs of employers could be improved) 
not as good as could be 

 Partners have different policies and 
regulations that are not aligned 

 Agencies’ transitions 

 Mindset (we have done things one way 
for a long time so not want to change) 

 Don ‘t truly know what each agency 
does 

 State’s approach does not always reflect 
community needs 

  

Opportunities  

 Larger region 
 Steady economic growth 
 Community Action Agency 
 The need to partner 
 Population growth 

 Elections – new ideas 
 Ability to align the curricula with 

business needs 

Threats 

 Elections – we lose experience 
 Stereotypes/biases 
 Policies misaligned 
 Economy 
 Out migration of youth 

 Lack of budget/funds 
 Rural area’s needs may be different 

than the metro area’s needs 

criteria examples 
 

Federal, state and local political 
effects?  

Market developments?  

Environmental effects? 
Industry or lifestyle trends?  

Technology development and 
innovation?  

Global influences?  

New markets, vertical, horizontal?  

Niche target markets?  

Geographical?  

New USP's?  

Business and product development?  

Information and research?  

criteria examples 
 

Disadvantages?  

Gaps in capabilities?  

Reputation, presence and reach?  

Financials?  

Unknown vulnerabilities?  

Timescales, deadlines and pressures?  

Cashflow, start-up cash-drain?  

Continuity, supply chain robustness?  

Effects on core activities, distraction?  

Reliability of data, plan predictability?  

Morale, commitment, leadership?  

Lack of staff accreditations, 
qualifications, etc?  

Processes and systems, etc?  

Management cover, succession? 

criteria examples 
 

Federal, state and local political 
effects?  

Legislative effects?  

Environmental effects?  

IT developments?  

Market demand?  

New technologies, services, ideas?  

Obstacles faced?  

Insurmountable weaknesses?  

Sustainable financial backing?  

Economy - home, abroad?  

criteria examples  
 
Advantages?  

Capabilities?  

USP's (unique selling points)?  

Resources, Assets, People?  

Experience, knowledge, data?  

Financial reserves, likely returns?  

Marketing - reach, distribution, 
awareness?  

Innovative aspects?  

Location and geographical?  

Price, value, quality?  

Accreditations, qualifications, 
certifications of staff?  

Processes, systems, IT, 
communications?  

Cultural, attitudinal, behavioural?  

Management cover, succession? 

Philosophy and values? 

SWOT Analysis Activity Form 
 

Using the Self Assessment Activity results, review the current strengths, weaknesses, opportunities and threats of Central Oklahoma Region’s Workforce Development 

System (including the boards, LEOs, employers/businesses, economic development, education, vocational rehabilitation, TANF, CBOs, Native American services, etc.) 

© Alan Chapman 2005-08.  Free PDF version of this tool and information about SWOT analysis methods are available at www.businessballs.com/swotanalysisfreetemplate.htm.   

This is a free resource from www.businessballs.com, which contains lots more useful tools, diagrams and materials.  Not to be sold or published. 
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Job Seeker Service Matrix 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Job Seeker Services 
Job Seeker Services offered in the Central Oklahoma workforce development system Survey results compiled: March, 2017

Providers (See key on Pg. 2) … 1 2 3 4 5 6 7 8 9 10 11 12 13 14

Adult Education / Literacy 

Basic Computer Skills 

Career Planning        

Customized Training -  

Eligibility Determination       

Employment-Based Case Management       

Enterepreneurial Skills Training   

ESL Preparation 

GED Preparation  

Guidance & Counseling          

In-Depth Assessment          

Initial Assessment             

Initial Plan Development          

Intake / Registration / Application            

Internships     

Job Advancement 

Job Development       

Job Placement Assistance           

Job Search           

Job Shadowing 

Labor Market Information Distribution          

Literacy Skills     

Mentoring     

Non-Traditional High School Completion  



Job Seeker Services 
Job Seeker Services offered in the Central Oklahoma workforce development system Survey results compiled: March, 2017

Providers (See key, below) … 1 2 3 4 5 6 7 8 9 10 11 12 13 14

Occupational Skills Training      

On-the-Job Training    

Orientation      

Outreach / Recruitment    

Referrals       

Retention / Job Coaching / Post-Employment       

Retraining 

Skills Upgrade

Soft Skills Development  

Supportive Services Information          

Work Experience    

Work Readiness Skills Development    

Key # Service Provider Key # Service Provider

1 AEFL Service Providers 8 TANF Employment & Training

2 WIOA Title I Core Programs 9 Community Service Block Grant

3 Wagner-Peyser 10 HUD Employment & Training activities

4 Dept. of Rehabilitation Services 11 ORO Farmworker Jobs Program

5 Job Corps 12 TAA Program

6 WIOA Native American Programs 13 Unemployment Insurance / RESEA

7 Senior Community Service Employment Program 14 Veterans Employment & Training
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Business Services Matrix 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Business Services 
Business Services offered in the Central Oklahoma workforce development system Survey conducted Feb. 9, 2017

Providers (See key on Pg. 2) … 1 2 3 4 5 6 7 8 9 10 11 12 13 14

Affordable Care Act Consulting - 

Basic Skills Training -     

Bonding 

Business Needs Assessment     

Career Pathways –      

Customized Training -      

Drug Testing / Substance Abuse Counseling 

HR Audits    

HR Consulting   

I-9 Certified Audits 

Industry Sector Partnership Support    

Internships –       

Job Coaching / Post Employment Support –      

Job Development –              

Job Fairs –        

Job Matching     

Job Posting    

Job Referrals    

Job Screening   

Job Task Analysis      

Lay-Off Aversion –   

Lean and Lean-Sigma Training – 

New Employee On-boarding / Orientation –  

On-the Job Training     



Business Services 
Business Services offered in the Central Oklahoma workforce development system Survey conducted Feb. 9, 2017

Providers (See key, below) … 1 2 3 4 5 6 7 8 9 10 11 12 13 14

Provide Adaptive Devices  

Provide Interviewing Space –       

Provide LMI –    

Rapid Response     

Schedule Interviews       

Supervisor Training   

Tax Credits    

Virtual / Company Specific Job Fairs     

Key # Service Provider

1 COWIB Business Svcs Tem

2 WIOA Title I Core Programs

3 Wagner-Peyser

4 TANF

5 Job Corps

6 Cheyenne & Arapaho Tribes

7 Metro Tech Business & Industry

8 Community Action Agency

9 Dept. of Rehabilitation Services

10 Career Tech Schools

11 ORO Farmworker Jobs Program

12 OCCC Professional Dev. Institute

13 Moore-Norman Technology Center

14 Metro Tech BEST
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Public Comment Received and COWIB’s Response  
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Public Comments on the Plan  
and COWIB’s Response 
 
One set of written comments was received in response to the publication of our approved draft plan. 
The complete comments are given below.  
 
As required by OWDI #01-2017, Change 1 (“Regional and Local Planning Instructions”), the COWIB’s 
response to these comments is also provided.  
 
 

Comments Received:  
 
-------- Original message -------- 
From: "Crank, Steve" <Steve.Crank@oesc.state.ok.us>  
Date: 21/04/2017 3:34 PM (GMT-06:00)  
To: Eddie Foreman <eddieforeman@cowib.org>  
Cc: "Graven, Lisa" <Lisa.Graven@oesc.state.ok.us>, "Sanders, Shalonda" 
<Shalonda.Sanders@oesc.state.ok.us>  
Subject: Comments on Four Year Plan  
  
Good Afternoon, 
 
Allow me to begin by saying that my comments with respect to the Central Oklahoma Four Year 
Workforce Development plan are not intended to be critical but rather reflect the perspective of the 
OESC as a partner in this enterprise. It also goes without saying that we are all too familiar with the 
budget pressures faced by the OESC and all other Workforce Partners. With that said, my comments are 
as follows; 
  
On page 13 it names 5 locations as Comprehensive One Stop Centers. I agree that Shawnee and either 
OKC Brookwood South or OKC Eastside Center should be comprehensive centers. I don’t think Norman 
and Seminole should be comprehensive centers and the OKC Metro area should only have one 
comprehensive center. I believe 5 would place too great a burden on all of the required partners and 
further dilute our already thinning resources. 
  
On page 32 is a list of the programs operated by the OESC and the statement that “staff members for 
each will be physically present in our Comprehensive One-Stop Centers”. In the last year the OESC has 
lost a total of 82 FTE’s and we expect to lose at least 30 more this year. We simply cannot guarantee 
that we will have sufficient personnel to staff every program in every Comprehensive One-Stop Center.  
  
On pages 35-36 under the section Jobs for Veterans State Grants (JSVG) program it states that DVOP 
Specialist will have a specific role in our one-stop centers. It is unclear whether this is a Comprehensive 
One-Stop Center or an Affiliate location. As stated above, the OESC cannot guarantee that a DVOP/ LVER 
will be physically present at every location. We can guarantee that all OESC staff are sufficiently trained 
to provide priority services to veterans including those with significant barriers to employment.  
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Under the section titled The State Vocational Rehabilitation Services program on page 40 in the 5th 
paragraph from the bottom it states that DRS will maintain a Business Services Team which will engage 
in job development activities. It appears this may be a duplication of services presently provided by both 
the COWIB Business Services Team and the OESC. 
  
On page 56 under the heading of Strengthen linkages between the One-Stop delivery system and 
unemployment insurance programs it cites TEGL 16-16 “Provision of information and assistance 
regarding filing claims under UI programs, including meaningful assistance to individuals seeking 
assistance in filing a claim. Could you define “meaningful assistance”? 
 
On the next page it states “Through the staff and managers of the OESC, our local system will offer 
services to UI claimants, including services delivered through the voluntary RESEA program. The word 
“voluntary” should be removed as participation is mandatory once a claimant is selected. 
  
On page 58 under Career readiness activities the second paragraph states “Additionally, we will explore 
the capacity of our system to facilitate some or all of these services at our satellite (affiliate) locations in 
El Reno, Guthrie, Chandler, Okemah and Holdenville. I must reiterate that the OESC cannot commit staff 
to these locations. 
  
On page 59 the second paragraph describes a method for calculating how the one-stop system partners 
efforts result in savings to the UI trust fund. That very calculation is currently performed by the OESC as 
a part of OK Works. 
  
On page 75, Section 8 under Identify the local One-Stop Operator, Service Provider for Adult and 
Dislocated Worker WIOA Title I Basic and Individualized Career Services and Service Providers for Youth 
WIOA Title I Services it shows that Dynamic Workforce Solutions serves in all three roles. This appears to 
be a conflict of interest. It is my belief the One Stop Operator should be a neutral third party and not an 
employee or representative of any agency or partner required under this legislation. 
  
Thanks, 
  
Steve 
 
Steve Crank - Area Manager 
Central / Northwest Workforce Areas 
Oklahoma Employment Security Commission 
1201 W. Grand  
Ponca City, OK  74601 
Phone: (580) 765-3372 X17 
Email: Steve.Crank@oesc.state.ok.us 
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COWIB Response:  
 
We appreciate the input of our OESC partner.  
 
Good comments like these are always helpful in the development of a strong, dynamic local plan. 
  
(1)    With regard to the concern about budget cuts and the dwindling capacity of OESC to provide staff 
support for the Central Oklahoma area, COWIB recognizes that budget pressures are a reality for OESC 
and other Workforce Partners across the state.  
 
At the same time, we maintain our commitment to providing access to partner services in each of the 
counties that we serve.  
 
Fortunately, in this regard, the WIOA law and regulations allows each partner to choose from a number 
of different service delivery options. For example, as stated in the preamble portion of the WIOA Joint 
Rule, there are three different ways for a one-stop partner to provide access to program activities and 
services:  
 

“Section 678.305  What is a comprehensive one-stop center and what must be 
provided there? 

“Access and Direct Linkage  

“Providing one-stop center participants with access to program activities and services is 
the keystone of the one-stop delivery system. ‘Access’ is defined in § 678.305(d), which 
provides three ways each partner program may meet this requirement: (1) Having a 
program staff member physically present at the one-stop center; (2) having a staff 
member from a different partner program physically present at the one-stop center 
appropriately trained to provide information to customers about the programs, services, 
and activities available through partner programs; or (3) making available a direct 
linkage through technology to program staff who can provide meaningful information or 
services. Options two and three offer a wide range of possibilities to partners. Option 
two could require varying levels of assistance depending on the program’s needs, but 
this could be as simple as providing a hardcopy TANF benefit application to a participant 
or directing them to an online form. Direct linkage can take many forms as well....”  

 
COWIB believes that our OESC partner’s concern about limited resources for staff support should be 
addressed when we begin the negotiation of the Memorandum of Understanding (MOU) among the 
one-stop partners. The MOU is scheduled to be completed, in its initial form, by July 1st of this year.  
 
As we interpret the requirements of the WIOA law and regulations, the MOU is the proper mechanism 
for determining the “services to be provided through the one-stop delivery system… including the 
manner in which the services will be coordinated and delivered” and how the costs of the services will be 
funded. (Reference: WIOA, Section 121(c)(2)(A)).  
 
We will carefully explore each of the access options that are described in the WIOA regulations. If the 
services of the OESC’s programs – Wagner-Peyser, Jobs for Veterans State Grant, etc. – can’t be 
delivered by OESC staff members who are physically present, then we will examine the other options 
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that are allowable under WIOA. Perhaps a direct linkage through technology will be a viable option. We 
will not foreclose any possibilities until all options have been thoroughly examined.  
 
If, at a later date, we determine that it is necessary to scale back the number of comprehensive centers 
in Central Oklahoma, the WIOA law provides an option for the local plan to be modified. The 
modification requirements are described in the WIOA Final Rule:  
 

§ 679.580 When must the local plan be modified? 

… 
(b) At the end of the first 2-year period of the 4-year local plan, each Local WDB, in 
partnership with the appropriate chief elected officials, must review the local plan 
and prepare and submit modifications to the local plan to reflect changes: 

(1) In labor market and economic conditions; and 
(2) Other factors affecting the implementation of the local plan, including but 
not limited to: 

(i) Significant changes in local economic conditions; 
(ii) Changes in the financing available to support WIOA title I and partner-
provided WIOA services; 
(iii) Changes to the Local WDB structure; and 
(iv) The need to revise strategies to meet local performance goals. 

 
(2)    With regard to the comment about the DRS Business Service Team, the description in our Local 
Plan is meant to reflect a decision and a commitment that has already been made in the State Plan. 
Consequently, we don’t see a need to change our local plan. However, this comment will become part of 
the public record. One of the COWIB’s on-going challenges will be to effectively coordinate all of the 
different business service activities that are offered by our various one-stop partners. We certainly want 
to avoid the unnecessary duplication of any services.  
  
(3)    The local plan describes coordination with Unemployment Insurance programs on pages 56 -59. 
The plan uses the word “voluntary” to describe the RESEA program because that’s the adjective that is 
used in the U.S. Department of Labor’s Unemployment Insurance Program Letter 03-2017. Excerpt:  
 

The federal-state Unemployment Insurance (UI) program is a required partner in the 
comprehensive, integrated workforce system.  Individuals who have lost employment 
due to lack of suitable work and have earned sufficient wage credits may receive UI 
benefits if they meet initial and continuing eligibility requirements.  Since 2005, the U.S. 
Department of Labor (Department) and participating state UI workforce agencies have 
been addressing individual reemployment needs of UI claimants, and working to prevent 
and detect UI improper payments, through the voluntary UI Reemployment and 
Eligibility Assessment (REA) program and, beginning in FY 2015, through the voluntary 
Reemployment Services and Eligibility Assessment (RESEA) program. 

 
As we interpret the word “voluntary,” in this usage, it means that a claimant can’t be compelled to 
receive RESEA services – but they may lose their UI benefits if they don’t agree to participate voluntarily 
in the program if they are selected. To be consistent with the language used by the Department of 
Labor, our plan will continue to use “voluntary” to describe the RESEA program.  
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(4)    In our description of how UI program services will be delivered, we refer to Unemployment 
Insurance Program Letter No. 20-15 to support our belief that UI claimants should receive “meaningful” 
staff-assisted services, as needed. 
 
With regard to the definition of “meaningful assistance,” we tried to describe this term in the local plan 
using language from two sources:  (a) UIPL 20-15; and (b) The State’s Unified Plan.  
 
UIPL 20-15 states: 
 

“WIOA requires, as a career service, the provision of both information and assistance to 
individuals regarding the filing of a UI claim (WIOA Section 134(c)(2)(A)(x)).  In the 
context of providing assistance with UI claims, ‘meaningful assistance’ means having 
staff well-trained in UI claims filing and claimant rights and responsibilities, available in 
the one-stop centers to provide UI claim-filing assistance, if requested or if the individual 
is identified as needing the service due to barriers such as limited English proficiency, 
disabilities, or other barriers.” 

 
The provision of information and assistance to UI claimants will be addressed in further detail during the 
negotiation of the one-stop partners’ MOU.  
  
(5)    The local plan correctly describes Dynamic Work Force Solutions (DWFS) as the COWIB’s One-Stop 
Operator as well as the provider of Adult, Dislocated Worker, and Youth services under WIOA Title I. 
DWFS was competitively procured to carry out these functions. In each role, DWFS will be operating 
under the direction of the COWIB board.  
 
This sort of arrangement is allowed under the WIOA law and regulations. In fact, the Oklahoma Office of 
Workforce Development has recently published a policy issuance – OWDI 03-2017 – on the subject of 
“Oklahoma Works One-Stop Operator Procurement Instructions.” The policy describes the proper roles 
of a One-Stop Operator as follows:  
 

“At a minimum, the Oklahoma Works One-Stop Operator (OSO) is responsible for 
coordinating the service delivery of partners and service providers.  Specifically, the OSO(s) 
must coordinate service delivery among partners, including individual and business services, 
among physical and electronic sites and services, and across the local area system. 
Additionally, the OSO(s) must manage partner responsibilities as defined in MOUs, 
coordinate outreach and recruitment of voluntary partners, submit OSO annual staffing and 
operational budgets, follow federal and state regulations pertaining to the handling of EEO 
responsibilities, customer complaints, and physical and programmatic accessibility, 
implement local WDB policies, and report to the local board on operations, performance 
accountability, and continuous improvements.  Local WDBs may establish additional roles for 
the one-stop operator(s), including the following:   

 being the primary provider of services within the center (including basic and/or 
individualized Career Services under the WIOA Adult and Dislocated Worker 
Programs, Youth Program services, and/or other services….”  
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With regard to any conflict of interest – either actual or apparent – OWDI 03-2017 addresses this 
concern in a section titled, “OKLAHOMA WORKS ONE-STOP OPERATOR PROHIBITED FUNCTIONS.” The 
OWDI states:  
 

“One-stop operators shall not perform the following functions:   

 convene system stakeholders to assist in the development of the local plan;   

 prepare and submit local plans (as required under WIOA sec. 107);   

 be responsible for oversight of itself;   

 manage the competitive selection process for one-stop operators;   

 select or terminate one-stop operators, career service providers, and youth 
providers;   

 negotiate local performance accountability measures; or   

 develop and submit budgets for activities of the Local WDB in the Local Area.  
 
“Again, when the entity serving as a one-stop operator is also serving in a different role 
within the one-stop delivery system (as, for example, when a Local WDB serves as a one-
stop operator), the one-stop operator must not participate in the above activities, and 
sufficient firewalls and conflict of interest policies and procedures must be established.” 

 
With respect to the prohibited functions listed above, it should be noted that – during the development 
of this local plan -- DWFS has not been the convener of the COWIB’s one-stop partners’ group. Nor has 
DWFS participated in the preparation or submission of any part of this local plan. In every way, COWIB’s 
CEO has scrupulously enforced the prohibited functions outlined in OWDI 03-2017.  
 
In accordance with its oversight responsibilities, COWIB will continue to ensure that proper firewalls are 
in place to prevent any conflict of interest.  
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Central Oklahoma Workforce Development Area Briefing 
April 2017 

 
Overview 
 
The Central Oklahoma Workforce Development Area is 
composed of nine Oklahoma counties: Canadian, Cleveland, 
Hughes, Lincoln, Logan, Okfuskee, Oklahoma, Pottawatomie, 
and Seminole.  According to the U.S. Census Bureau, this 
combined centralized region of Oklahoma covers 6,774 
square miles and is home to over 1.4 million Oklahoma 
citizens – 36% of the state’s total population.  As a result, 
while not the largest in total geographical area, the Central 
Oklahoma Workforce Development Area is the most 
populous Workforce Area in the state. 
 
Note that for simplicity, the Central Oklahoma Workforce 
Development Area will generally be referenced throughout 
this report as the “Area.” 
 
 

Population Breakdown by County 
 

 Oklahoma City, the state 
capitol, located in 
Oklahoma County, is the 
largest city in the region 
with an estimated 
population of 610,672.  
Oklahoma County is home 
to a total of 787,019 
individuals, representing 
55.9% of the population of 
the Area. 
 

 Cleveland County, the 
smallest county 
geographically with only 
558 square miles, is the 
second‐most populous 
county in the Area and 
home to 277,650 residents 
or 19.7% of the Area 
population. 

 

 Okfuskee County is the least populous county in the Area with an estimated total population in 2016 of 12,177. 

Oklahoma, 56%

Cleveland, 20% Canadian, 10%

Pottawatomie, 5%

Logan, 3%

Lincoln, 2%

Seminole, 2%

Hughes, 1%

Okfuskee, 1%

2016 Area Percentage of Population by 
County

Source: EMSI 2017.1
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 Overall, between 2010 and 2016, the Area experienced a growth rate of 8.9%.  This rate was centered 
predominantly in Canadian County (17.3% growth) and Logan County (11.2% growth).  Despite being the most 
populous county in the Area, Oklahoma County only marginally exceeded the Area growth rate at 9.1%. 
 

 Between 2010 and 2016, the two counties with the fewest residents– Hughes and Okfuskee – declined in 
population.  Hughes County experienced a loss of 2.1% of its residents, while the population of Okfuskee County 
dropped by 0.4%.  As a result, the populations of both of these counties have dropped to approximately 50% that of 
the next largest county, Seminole, which is home to over 25,000 Oklahomans.  Both Hughes and Okfuskee counties 
are predominantly rural, the largest cities of which are the county seats of Holdenville (population 5,748) and 
Okemah (population 3,276), respectively. 
 

 In additional to overall population data, it is helpful to examine population density, measured in the number of 
persons living in a one‐square‐mile area.  Much of the Central Oklahoma Workforce Development Area is rural, 
exhibiting some extremely low population density rates.  In five of the nine Area counties, the population density is 
60 persons per square mile or less; Hughes County is notable as the lowest at 17.4 persons per square mile.  
Canadian (128.9/sq. mi.), Cleveland (474.7/sq. mi.) and Oklahoma (1013.8/sq. mi.) counties are the most densely 
populated. 

 
 

Population Breakdown by Race and Ethnicity 
 
The following chart illustrates the racial and ethnic diversity of residents living in the Central Oklahoma Workforce 
Development Area.  The racial categories designated by the U.S. Census Bureau are utilized.  It should be noted that the 
Census Bureau categorizes “Hispanic,” not as a race, but as an ethnicity.  As such, Hispanic is always reported in 
conjunction with another racial designator, i.e. “Black or African American, Hispanic.”  Individual races included in the 
chart were reported as non‐Hispanic. 

 

 Over 900,000 Area 
residents identify 
themselves as “White.”  
This equates to 64.1% of 
the total Area population 
and is 4.6 percentage 
points less than the 
statewide respresentation 
of the “White” race which 
is reported at 68.7%. 
 

 At 0.1% (1,008 total 
Area residents) Native 
Hawaiians or Pacific 
Islanders, Non‐Hispanic, 
comprise the smallest racial 
classification.  (Due to the 
negligable level of 
representation, this race 
could not be included on 
the chart.) 

White, 64%

Black or African American, 10%

American Indian, 5%

Asian, 3%

Two or More Races, 5%

Hispanic Ethnicity with any 
Race, 13%

Population by Race
and Ethnicity

Source: EMSI 2017.1
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 Individuals of native descent – categorized by the Census Burea as “American Indian or Alaskan Native, Non‐
Hispanic” – are significantly under‐represented in the Area compared with the Oklahoma statewide population.  This 
racial category represents only 4.7% of the population in the Area compared with 8.25% in the state.  Conversely, 
individuals self‐identifying as “Black or African American, Non‐Hispanic” are over‐represented in the Area at 10.4% 
compared to a statewide population of 7.3%. 
 

 Individuals who self‐identify as being of Hispanic ethnicity are over‐represented in the Area population, accounting 
for 12.7% compared with 9% statewide, a 3.7 percentage point gap or 41% differential.  As noted previously, 
Hispanic ethnicity is always reported in conjunction with a racial designator.  This figure includes everyone of 
Hispanic ethnicity, regardless of race. 

 
 

Hispanic Population 
 
Based upon the significant over‐representation of Hispanics in the Area, this group was selected for further analysis.  A 
chart, titled “2016 Percentage of Ethnicity by Age, Hispanic versus Non‐Hispanic” illustrating the Hispanic population by 
age as compared to populations who identify as Non‐Hispanic, follows the analysis summary.   
 

 As indicated previously, the concentration of Hispanic peoples is greater in the Central Oklahoma Workforce 
Development Area than in the state as a whole.  According to 2016 estimates, individuals of Hispanic ethnicity 
account for 12.7% of the total population in the Area.  Statewide, Hispanics account for 9% of the population. 
 

 Between 2010 and 2016, the Hispanic population grew at a much higher rate than the overall population.  During 
that timeframe, the total population of the Area increased by 9% while the population of individuals self‐identifying 
as Hispanic increased by 24.4%.   
 

 Over 50% of the Non‐Hispanic population are 35 years of age or older; over one quarter of those are over the age of 
65 and, with some exceptions, presumably no longer in the workforce.  Conversely, over 50% of the Hispanic 
population is under the age of 24. 

 

 The Hispanic population is heavily centered in the “under 15”years‐of‐age category at 34.4% while only 19% of Non‐
Hispanics are under the age of 15.  Additionally, despite representing 12.7% of the population in the area, Hispanics 
only represent 4.8% of those individuals who have achieved a postsecondary educational level of “Some College” or 
higher.  These two sets of data, in combination, hold significant implications for both the education system and the 
evolution of Oklahoma’s workforce in the Area.  Postsecondary schools will have the opportunity to engage with 
greater numbers of younger Hispanics and educators must encourage and support them in furtherance of their 
education.  Additionally, once this age group gains employment, the ethnic diversity will change substantially, 
altering the face of the Area’s labor force. 
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Source: EMSI 2017.1 

 
 

Educational Attainment 
 
Data regarding educational attainment are gathered by the U.S. Census Bureau utilizing a variety of surveys.  Census 
Bureau staff then aggregate the data into seven educational attainment categories ranging from the completion of “Less 
than 9th Grade” up to the attainment of a “Graduate Degree or Higher.”  Unfortunately, the scale currently in use fails to 
quantify those individuals who have achieved an educational award above the level of a high school diploma but below 
the attainment of an Associates Degree.  This missing category is generally characterized by the completion of a career‐
specific vocationally associated certificate or an industry approved credential.  The educational attainment levels, 
categorized utilizing the Census Bureau classifications, are discussed below. 
 

 Eighty‐seven percent of Area residents have attained a high school diploma or higher.  This level of educational 
attainment is slightly higher than the state and national averages of 86%. 
 

 With regard to postsecondary degrees – Associates Degrees and higher – Central Oklahoma Workforce 
Development Area citizens meet or exceed state averages.  Thirty‐four percent of Area residents hold a 
postsecondary degree compared with 31% statewide. 

 

 One‐fourth of Area residents have completed “Some College.”  This percentage is higher than both the state and 
national averages.  An additional 18% have completed a Bachelor’s Degree and 9% have completed a Graduate 
Degree or higher.  Again, both of these percentages exceed the state average by one or two percentage points.  
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Many variables will contribute to these statistics including the population density of the area as well as the density 
and type of occupational opportunities – Central Oklahoma Workforce Development Area is home to many of the 
state’s largest companies employing highly skilled workforces – however, it is also notable that the Area boasts the 
highest number of postsecondary educational institutions of any workforce area in the state including 20 public and 
private colleges and universities. 

 

 At the secondary level, the Area has a significantly lower aggregated percentage of individuals whose highest 
educational attainment is less than 9th grade, 9th to 12th grade, and high school graduate (41%) compared to the 
state average (46%).   

 

 As indicated in previous sections, race and ethnicity figure significantly in educational achievement.  With regard to 
race, irrespective of ethnicity, 35.0% of Area residents self‐identifying as “White” report attaining a college degree.  
For individuals who report being “Black or African American” or “American Indian or Alaskan Native” the 
percentages drop to 27.0% and 26.2% respectively.  

 

 “Black or African American” citizens of the Area earn a High School Diploma at a higher rate than other races 
(59.4%); while individuals self‐identifying as “Asian” report the highest college degree completion rates at 50.8%.  

 

 The most significant educational attainment gap is revealed by an examination of data associated with ethnicity.  
Over 36% of Area Non‐Hispanics report attaining a college degree, but only 15% of Hispanics have achieved that 
level of education.   

 
 

 
Source: EMSI 2017.1  
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Source: EMSI 2017.1 

 
 

Skills Gap 
 
Building upon the educational attainment data presented previously, a skills gap analysis was completed.  To achieve 
this analysis, the current level of educational achievement of Area residents was directly compared to the typical entry 
level of education required by newly created jobs projected to develop between 2016 and 2025. 
 

 By 2025, 41% of all newly created jobs in the Area will require postsecondary training (certificate or the completion 
of some college hours) or the completion of an Associates Degree.  Currently only 32% of individuals in the Area 
have achieved this educational level.  Conversely, only 32% of newly created jobs will require a high school diploma 
or less while 41% of Area residents have achieved this level.  In short, there is an excess supply of individuals with a 
high school diploma or less and a shortage of individuals to meet the needs of employers at the postsecondary 
training and Associates Degree level.  Based upon projected population growth rates for 2025, an estimated 90,000 
additional Area residents with a high school diploma or less must obtain some level of postsecondary credential to 
meet employer needs.  This estimate is compounded when factoring in the anticipated need for individuals with 
even higher educational levels discussed below. 

 

 Of significant consequence is the need for individuals in the Area to obtain a Bachelor’s Degree.  By 2025, 23% of all 
newly created jobs in the region will require a Bachelor’s Degree, and 4% will require a Graduate Degree or higher.  
With 9% of individuals in the Area currently possessing a Graduate Degree or higher, residents are well positioned to 
fulfill the need of new jobs requiring this level of education; however, there is a need to increase the population 
who have attained a Bachelor’s Degree.  Currently, 18% of Area residents have achieved a Bachelor’s Degree but as 
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indicated previously, 23% of new jobs are anticipated to require that level of education upon hire, leaving a 5 
percentage point gap. 

 
 

 
Source: EMSI, 2017.1 

 
 

Educational Assets 
 
Colleges, Universities, and CareerTechs are instrumental in developing the workforce of the Central Oklahoma 
Workforce Development Area. The Area is home to several institutions which help supply local businesses and 
organizations with a workforce that has the necessary labor and skills to be competitive in today’s economy. 
 

CareerTechs. 
 
There are seven CareerTechs with 13 locations in the Area: 
 

 Eastern Oklahoma County Technology Center (Choctaw) 

 Francis Tuttle Technology Center (three Oklahoma City campuses: Rockwell, Portland and Reno) 

 Gordon Cooper Technology Center (Shawnee) 

 Metro Technology Center (four Oklahoma City campuses: Airport, Downtown, South Bryant, and Springlake) 

 Mid Del Technology Center (Midwest City) 

 Moore Norman Technology Center (Norman, Oklahoma City) 

 Wes Watkins Technology Center (Wetumka) 
Source: CareerTech.org 
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Colleges and Universities. 
 
There are twenty colleges and universities in the Central Oklahoma Workforce Development Area: 
 

 Brown Mackie College (Oklahoma City) 

 DeVry University (Oklahoma City) 

 Langston University (Langston, Oklahoma City) 

 Mid‐America Christian University (Oklahoma City) 

 Oklahoma Baptist University (Shawnee) 

 Oklahoma Christian University (Oklahoma City) 

 Oklahoma City Community College (Oklahoma City) 

 Oklahoma City University (Oklahoma City) 

 Oklahoma State University (Oklahoma City) 

 Redlands Community College (El Reno) 

 Rose State College (Midwest City) 

 Seminole State College (Seminole) 

 Southern Nazarene University (Bethany) 

 Southwestern Christian University (Bethany) 

 Southwestern College (Midwest City) 

 St. Gregory’s University (Shawnee) 

 University of Central Oklahoma (Edmond) 

 University of Oklahoma (Norman) 

 University of Oklahoma Health Sciences Center (Oklahoma City) 

 University of Phoenix (Oklahoma City) 
Source: Oklahoma State Regents of Higher Education 
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Commuter Data 
 
The U.S. Census Bureau Longitudinal Employer‐Household Dynamics (LEHD) program uses data from a variety of sources 
including the unemployment insurance program, Quarterly Census of Employment and Wages (QCEW), and 
administrative data from censuses and surveys to create models estimating worker commutes for employment.  
According to these models: 
 

 Over 86% of Central Oklahoma Workforce Development Area residents remain in the region for employment.  Only 
13.8% commute outside the Area to reach their workplace. 
 

 Oklahoma County is the only county in the Area to retain over 50% of residents for employment; nearly 78% live and 
work in their county.  This finding would be expected for a number of reasons.  Oklahoma County boasts the largest 
overall population of any county in the Area and includes the largest metropolitan area.  As a result, job 
concentrations are higher in this county than in any other county in the Area.  Also attributable to this job density is 
the fact that most commuters from the surrounding counties who leave their county but remain in the Area for 
employment are commuting into Oklahoma County. 
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 Pottawatomie County retains the second largest percentage of its residents for employment at 42.9%.  The 
remainder of the counties in the region retain between 19.5% (Logan County) and 36.0% (Cleveland County). 
 

 Okfuskee and Hughes Counties, located on the eastern border of the Area, experience the highest percentages of 
residents who commute outside the region at 43.1% and 40.6%, respectively.  Few commuters from these counties 
travel into the employment‐centered region of the Oklahoma City Metropolitan Statistical Area, presumably due to 
driving distance.  The majority of Okfuskee county residents who leave the Area for employment commute to the 
adjacent Okmulgee County.  Likewise, most of those living in Hughes who commute outside the Area do so to 
Okmulgee County, though a smaller but significant number travel to Pontotoc, Pittsburg, and Muskogee Counties for 
work.   
 

 Commuting can no longer be strictly defined as physical relocation for employment.  Data indicate that Central 
Oklahoma Workforce Development Area residents who commute outside the region to work do so not only in 
surrounding counties but across the nation.  This data emphasizes the growing trend of telework. 

 
 

Unemployment Rate 
 
The term “unemployment” refers to individuals who are counted as participating in the labor force, but are not 
employed.  This eliminates consideration of individuals who choose not to participate in the labor force such as 
individuals who are unable to work due to a disability, retirees, and individuals who may consciously choose not to work 
such as students.  As a result, the unemployment rate cited focuses on individuals seeking, but not attaining, 
employment. 
 
For this analysis, the 
average unemployment 
rates for individuals 
living in Central 
Oklahoma Workforce 
Development Area 
were compared to the 
average unemployment 
rates for the state of 
Oklahoma as a whole, 
and the nation, over a 
span of 5 years from 
January 2012 to the 
present.   
 

 Between January 
2012 and January 
2017, the 
unemployment 
rate in the Area 
consistently 
trended below 
both the statewide average and the average for the nation.  While the Area and state rates remained relatively 
stable during that period, fluctuating within a 1.8 percentage point range, the federal rate declined sharply, 
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dropping from a high of 8.2% in January 2012 to a low of 4.7% in May 2016.  This trend resulted in the gap between 
the Area rate and the federal rate consistently narrowing from a 3.1 percentage point gap in January 2012 to a 0.7 
percentage point gap in January 2017. 
 

 During the five year span examined, the unemployment rate for the Area peaked at 5.2% in January 2012 and 
reached its lowest level of 3.5% in December of 2014 and again in December of 2015. 

 

 In September 2016, the unemployment rates of the Area, the state, and the nation all converged at approximately 
5.0%.  Between September 2016 and January 2017, the state and national rates remained steady while the Area rate 
dropped, reaching a low of 4.0% in December 2016. 

 

 In January 2017, the unemployment rate in the Area rose slightly by 0.1% to 4.1%.  Initial figures released for 
February 2017 indicate this trend may be continuing. 

 
 

Total Employment by County 
 
In contrast to the unemployment rates discussed previously, this report section focuses on the number and percentage 
of individuals in the Central Oklahoma Workforce Development Area who were employed.  Employment data are cited 
for January 2017.   
 

 In January 
2017, 669,777 
Area residents 
were in the 
workforce with 
642,089 
employed.  This 
results in an 
employment rate 
of 95.9%. 
 

 Despite 
possessing the 
greatest 
population, largest 
labor force, and 
most individuals 
employed in the 
Area, Oklahoma 
County only 
exhibits the fourth 
highest 

employment rate at 95.8%.  Canadian County, Cleveland County, and Logan County reported higher employment 
rates of 96.2%, 96.3% and 96.1% respectively. 
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 While most of the counties exhibited employment rates between 95% and 97%, two counties reported significantly 
lower employment rates.  Okfuskee County experienced employment rates of 93.4% in January 2017 while Hughes 
County dropped even lower at 93.2%.  It should be noted that, with regards to the size of the labor force, these two 
counties are the smallest in the Area, with approximately 5,000 individuals in each county.  The county with the next 
largest labor force is Seminole, with nearly twice the labor force of Okfuskee or Hughes Counties.  

 

 

Top Employment Sectors 
 
The following table outlines the top 10 sectors in the Area economy.  NAICS sector coding is used for aggregation and 
the list is ordered by number of jobs reported.  Government is the top sector, employing over 138,000 residents, 
followed by Heath Care and Social Assistance which employs 79,000.  The tenth‐ranked sector in the Area is Finance and 
Insurance, which employs 25,354 individuals, only 18.3% as many as employed in Government. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
Average Earnings by County 
 
 

 The average annual earnings in the Central Oklahoma Workforce Development Area are $54,429; slightly above the 
state of Oklahoma average of $51,527.  This represents a gap of 5.6%.   
 

 At $58,647, Oklahoma County ranks first in average earnings and is the only county in the Area with earnings higher 
than both the state average and the Area average.  That figure represents an 8% increase over the Area average.  
Conversely, Hughes County exhibits the lowest average earnings at $35,063 – 55% below the Area average.  When a 
direct comparison is made between Hughes County and Oklahoma County, there is a 67.3% differential. 

 

 Seminole County, despite being the third smallest county in the Area in terms of labor force, ranks 4th in average 
earnings at $41,318. 

 

NAICS 
Sector 
Group 

Sector  2016 Jobs 

90  Government  138,255 

62  Health Care and Social Assistance  79,006 

44  Retail Trade  71,611 

72  Accommodation and Food Services  62,420 

56 
Administrative and Support and Waste Management and Remediation 
Services 

44,560 

31  Manufacturing  38,860 

23  Construction  37,643 

54  Professional, Scientific, and Technical Services  37,129 

81  Other Services (except Public Administration)  33,601 

52  Finance and Insurance  25,354 

Source: EMSI 2017.1 
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 Eight of the nine counties in the Central Oklahoma Workforce Development Area – 88.9% of the region – display 
average earnings below both the state and the Area averages.  The average for the Area is skewed upward 
predominantly by the high percentage of jobs and the associated earnings reported for Oklahoma County.  The 
average earnings for the region without the inclusion of Oklahoma County is much lower at $43,310.   

 

 

 
Source: EMSI 2017.1 

 
 

Average Earnings by Sector 
 
Annual employee earnings, averaged by sector, are examined in this section of the report.  A chart, titled “Average 
Earnings by Sector, Top 10 Earning Sectors in Central Oklahoma Workforce Development Area versus State of 
Oklahoma,” follows the analysis. 
 

 The Mining, Quarrying, and Oil and Gas Extraction sector reports higher average earnings than any other sector in 
the Area at $147,314.  This is 26.9% higher than the statewide average for the same sector of $116,042. 

 

 Despite ranking second in overall numbers of individuals employed, Health Care and Social Assistance ranks tenth in 
the Area with average earnings of $58,111.  While this figure reflects a 10.3% increase over the state average for the 
same sector, it is 154% below the top‐earning sector of Mining, Quarrying, and Oil and Gas Extraction. 

 

 Government, the sector employing the highest number of Area residents, ranks only eighth on the earnings scale.  
The average earnings for a Government sector employee is $65,615. 
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 The earnings for eight of the top 10 sectors in the Central Oklahoma Workforce Development Area are greater than 
the state averages for the comparable sector.  That gap ranges from a low of 0.0% in the Management of Companies 
and Enterprises sector – a difference of less than $200 annually – to a high of 26.9% in the Mining, Quarrying, and 
Oil and Gas Extraction sector.  The two sectors that fail to match the earnings at the statewide level include Utilities, 
a gap of ‐2.5%, and Wholesale Trade, a gap of ‐3.2%. 

 

 Semiconductor and Related Device Manufacturing, an industry included in the Manufacturing sector, reports the 
highest average earnings in the Area at $318,076.  Investment Banking and Securities Dealing, included in the 
Finance and Insurance sector, ranks second at an average of $278,513 annually.  It should be noted that while these 
industries report the highest earnings, there are limited opportunities for employment as fewer than 100 jobs were 
reported in each industry in 2016. 

 
 

 
Source: EMSI, 2017.1 
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Top Occupations by Number of Jobs 
 

The table below illustrates the prevalence of jobs in the Central Oklahoma Workforce Development Area.   

 

 The top 10 occupations represent 130,911 jobs; 19.1% of the total jobs reported in the Area. 
 

 The most prevalent job in the Area is Retail Salespersons.  In 2016, 20,159 jobs existed in this classification with a 
median hourly wage of $10.45.  Office Clerks, General is the second ranked occupation with 15,639 reported jobs 
and median hourly earnings of $12.98. 

 

 Eight of the top 10 occupations require the completion of a high school diploma or less.  The occupation of General 
and Operations Managers requires a Bachelor’s degree while, due to the scope of jobs included, a specific 
educational requirement for Military Occupations is not available. 

 

 The third‐ranked job category in the Area, Combined Food Preparation and Serving Workers, including Fast Food, 
exhibits the greatest potential for growth by 2025, increasing by 2,493 jobs – a growth rate of 18.2%.  The second 
highest growth rate, 11.9%, is associated with the occupation of Cashiers which is expected to gain 1,601 new jobs 
by 2025.  Military Occupations is the only job category for which employment is anticipated to decline by 2025, 
losing nearly 1,500 positions. 

 

Occupation 
2016 
Jobs 

2025 
Jobs 

Change 
Median 
Hourly 
Earnings 

Education or Experience Level 

Retail Salespersons  20,159  22,010  1,851  $10.45  Short‐term on‐the‐job training 

Office Clerks, General  15,639  16,285  646  $12.98 
High school diploma or 
equivalent 

Combined Food Preparation and 
Serving Workers, Including Fast Food 

13,719  16,212  2,493  $9.03  Short‐term on‐the‐job training 

Cashiers  13,443  15,044  1,601  $9.44  Short‐term on‐the‐job training 

Customer Service Representatives  12,653  13,688  1,035  $14.59 
High school diploma or 
equivalent 

Waiters and Waitresses  11,408  12,513  1,105  $9.54  Short‐term on‐the‐job training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

11,374  12,548  1,174  $12.55  Short‐term on‐the‐job training 

Secretaries and Administrative 
Assistants, Except Legal, Medical, and 
Executive 

11,028  11,610  582  $15.00 
High school diploma or 
equivalent 

Military Occupations  10,775  9,276  ‐1,499  $17.37  Varies 

General and Operations Managers  10,714  11,758  1,044  $39.65  Bachelor’s degree 

  Source: EMSI, 2017.1 
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Top Paying Occupational Groups 
 
For this analysis, individual occupations are aggregated and reported by Standard Occupational Classification (SOC) 
major group.  The table that follows highlights the top paying occupational groups by median hourly earnings. 
 

 The top 10 occupational groups include 213,696 individual jobs; 31.1% of the total jobs reported in the Area. 
 

 The median hourly earnings for eight of the top 10 highest paying occupation groups exceed the state median hourly 
wages.  For the two occupational groups that earn lower median wages – Legal Occupations and Life, Physical, and 
Social Science Occupations – the differential is negligible at ‐0.2% and ‐0.3% respectively.  The greatest differential is 
found in the major group of Protective Service Occupations where the Area median hourly wage exceeds the state 
median wage by 11.8%. 
 

 Management Occupations earn the highest median hourly wage in the Area at $37.09.  This wage is 7.6% above the 
Oklahoma statewide median hourly earnings.  The second‐ranked Architecture and Engineering Occupations 
provides high regional median hourly earnings of $36.34 but there fewer employment opportunities with 13,104 
jobs reported. 

 

 Arts, Design, Entertainment, Sports, and Media Occupations are ranked 10th in the Area with median hourly earnings 
of $20.04.  This salary is 4.7% above the state average but 85% below the top‐ranked Management Occupations. 

 

 The top three occupational groups in the Area, ordered by the number of jobs represented, are Office and 
Administrative Support Occupations (105,987 jobs), Sales and Related Occupations (66,727 jobs), and Food 
Preparation and Serving Related Occupations (62,476 jobs).  While these three major occupational groups represent 
235,190 jobs, 34.3% of the total jobs in the Area, none are on the top paying group list due to low median salaries 
ranging from $9.71 to $15.70 per hour. 

 

SOC Code 
Group 

Occupation Group  2016 Jobs 
Regional Median 
Hourly Earnings 

State Median 
Hourly Earnings 

11‐0000  Management Occupations  42,284  $37.09  $34.47 

17‐0000  Architecture and Engineering Occupations  13,104  $36.34  $36.22 

23‐0000  Legal Occupations  7,657  $34.40  $34.47 

29‐0000 
Healthcare Practitioners and Technical 
Occupations 

42,014  $31.51  $31.07 

15‐0000  Computer and Mathematical Occupations  15,601  $30.07  $29.57 

13‐0000  Business and Financial Operations Occupations  33,675  $28.21  $27.40 

19‐0000  Life, Physical, and Social Science Occupations  5,459  $28.12  $28.21 

33‐0000  Protective Service Occupations  14,781  $20.54  $18.12 

49‐0000  Installation, Maintenance, and Repair Occupations  28,765  $20.19  $19.15 

27‐0000 
Arts, Design, Entertainment, Sports, and Media 
Occupations 

10,355  $20.04  $19.14 

Source: EMSI, 2017.1 
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Ecosystems Impact on Occupations and Salaries 
 
Oklahoma has identified five key, in demand, industry clusters known as “ecosystems” which provide the state 
with a competitive advantage in a global economy.  They exhibit significant potential for employment growth and 
provide wealth generating employment opportunities.  The five key ecosystems’ demand industries produce or 
provide similar goods and services and therefore have similar needs in workforce, infrastructure, and economic 
development policy.  These ecosystems include Aerospace and Defense, Agriculture and Biosciences, Energy, 
Information and Finance, and Transportation and Distribution.   
 
In addition to the five statewide key ecosystems, four localized complimentary ecosystems important to regional 
economies have been identified, including Construction, Education, Health Care, and Manufacturing.  A summary table 
of ecosystem data pertinent to the Area is provided for ease of ecosystem comparison, followed by an analysis of each 
individual key and complimentary ecosystem.  
 
 

Ecosystem Comparison 
Central Oklahoma Workforce Development Area 

Ecosystem 
Estimated Net Job 
Growth (2016‐2025) 

Ecosystem Growth 
Rate (2016‐2015) 

Average Annual 
Earnings 

Comments 

Aerospace and 
Defense 

1,906  5.3%  $59,980   

Agriculture and 
Bioscience 

1,376  6.2%  $61,965   

Energy  3,721  11.5%  $71,003 
Second highest 

average earnings. 

Information and 
Financial Services 

5,110  10.8%  $71,016 
Highest average 

earnings. 

Transportation and 
Distribution 

6,600  15.5%  $63,399 
Second in new job 
creation; Second 

highest growth rate. 

Construction  5,848  8.3%  $52,274 
Second most jobs 
reported in 2016. 

Education  2,855  4.5%  $63,187   

Health Care  10,063  10.9%  $56,107 
Most new jobs 

created.  Most jobs 
reported in 2016. 

Manufacturing  3,600  16.4%  $66,565  Highest growth rate. 
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Aerospace and Defense. 
 
In 2016, there were over 35,000 jobs in the Aerospace and Defense Ecosystem in the Area with average annual earnings 
per job of approximately $59,980.  By 2025, employment within this ecosystem is projected to grow to 37,643.  While 
projections indicate that 3,773 new jobs will be created, 59 occupational categories are expected to experience a 
decrease in demand.  Overall, employment within the ecosystem will increase by a net 1,906 jobs; a growth rate of 5.3%. 
 
The list below, ordered alphabetically by occupation, highlights a few of the occupations employed by industries within 
the Aerospace and Defense Ecosystem in the Area.  It should be noted that these positions are not limited to 
employment within the Aerospace and Defense Ecosystem, but rather, may be in demand by many other sectors, 
industries, and ecosystems across the state.   
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

17‐2011  Aerospace Engineer  $42.96  Bachelor’s degree 

49‐3011  Aircraft Mechanics and Service Technicians  $26.00  Postsecondary nondegree award 

49‐2091  Avionics Technicians  $26.02  Associates degree 

17‐2051  Civil Engineers  $32.98  Bachelor’s degree 

11‐1021  General and Operations Managers  $19.62  Bachelor’s degree 

51‐4041  Machinists  $18.79  Long‐term on‐the‐job training 

13‐1111  Management Analysts  $31.41  Bachelor’s degree 

55‐9999  Military occupations  $17.37  N/A 

15‐1132  Software Developers, Applications  $38.20  Bachelor’s degree 

51‐4121  Welders, Cutters, Solderers, and Brazers  $17.39  Moderate‐term on‐the‐job training 

   Source: EMSI, 2017.1 
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Agriculture and Bioscience. 
 
In 2016, there were approximately 22,000 jobs in the Agriculture and Bioscience Ecosystem in Central Oklahoma 
Workforce Development Area with average annual earnings per job of approximately $61,965.  By 2025, employment 
within this ecosystem is projected to grow to 23,510.  While projections indicate that 1,755 new jobs will be created, 70 
occupational categories are expected to experience a decrease in demand, resulting in the loss of 359.  As a result, 
employment within the ecosystem will increase by a net 1,376 jobs; a growth rate of 6.2%. 
 
The list below, ordered alphabetically by occupation, highlights some of the occupations employed by industries within 
the Agriculture and Bioscience Ecosystem in the Area.  These positions are not limited to employment within this 
particular ecosystem, but rather, may be in demand by many other sectors, industries, and ecosystems across the state. 
 
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

17‐2051  Civil Engineers  $32.98  Bachelor's degree 

11‐9013  Farmers, Ranchers, and Other Agricultural Managers  $12.88  5 years or more experience 

45‐2092 
Farmworkers and Laborers, Crop, Nursery, and 
Greenhouse 

$11.07  Short‐term on‐the‐job training 

11‐1021  General and Operations Managers  $39.65  Bachelor’s degree 

53‐3032  Heavy and Tractor‐Trailer Truck Drivers  $18.14  Postsecondary nondegree award 

29‐2011  Medical and Clinical Laboratory Technologists  $28.13  Bachelor’s degree 

51‐9111  Packaging and Filling Machine Operators and Tenders  $11.71 
Moderate‐term on‐the‐job 
training 

41‐4011 
Sales Representatives, Wholesale and Manufacturing, 
Technical and Scientific Products 

$25.56  Bachelor's degree 

29‐1131  Veterinarians  $43.68  Doctoral or professional degree 

29‐2056  Veterinary Technologists and Technicians  $17.23  Associates degree 

   Source: EMSI, 2017.1 
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Energy. 
 
In 2016, there were 32,383 jobs in the Energy Ecosystem in Central Oklahoma Workforce Development Area with 
average annual earnings per job of approximately $71,003.  By 2025, employment within this ecosystem is projected to 
grow to over 36,000.  While projections indicate that approximately 3,713 new jobs will be created, 25 occupational 
categories are expected to experience a decrease in demand, resulting in the loss of 72.  As a result, employment within 
the ecosystem will increase by a net 3,721 jobs; a growth rate of 11.5%. 
 
The list below, ordered alphabetically by occupation, highlights a few of the occupations employed by industries within 
the Energy Ecosystem in the Area.  It should be noted that these positions are not limited to employment within this 
ecosystem, but rather, may be in demand by many other sectors, industries, and ecosystems across the state. 
 
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

13‐2011  Accountants and Auditors  $28.52  Bachelor's degree 

47‐1011 
First‐Line Supervisors of Construction Trades 
and Extraction Workers 

$26.51  5 years or more experience 

11‐1021  General and Operations Managers  $39.65  Bachelor's degree 

19‐4041  Geological and Petroleum Technicians  $27.97  Associates degree 

19‐2042 
Geoscientists, Except Hydrologists and 
Geographers 

$49.06  Bachelor’s degree 

53‐3032  Heavy and Tractor‐Trailer Truck Drivers  $18.14  Postsecondary nondegree award 

49‐9041  Industrial Machinery Mechanics  $23.43  Long‐term on‐the‐job training 

17‐2171  Petroleum Engineers  $53.13  Bachelor's degree 

51‐8093 
Petroleum Pump System Operators, Refinery 
Operators, and Gaugers 

$26.22  Long‐term on‐the‐job training 

51‐4121  Welders, Cutters, Solderers, and Brazers  $17.39  Moderate‐term on‐the‐job training 

   Source: EMSI, 2017.1 
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Information and Financial Services. 
 
In 2016, there were approximately 47,000 jobs in the Information and Financial Services Ecosystem in Central Oklahoma 
Workforce Development Area; by 2025, that figure is expected to increase to 52,285.  The average annual earnings per 
job of approximately $71,016 make Information and Financial Services the highest average earning ecosystem in the 
Area.  While projections indicate that over 5,800 new jobs will be created, 34 occupational categories are expected to 
experience a decrease in demand, resulting in the loss of 709.  As a result, employment within the ecosystem is 
projected to increase by a net 5,110 jobs, a growth rate of 10.8%. 
 
The list below, ordered alphabetically by occupation, highlights some of the occupations employed by industries within 
the Information and Financial Services Ecosystem in the Area.  It should be noted that these positions are not limited to 
employment within the Information and Financial Services Ecosystem, but rather, may be in demand by many other 
sectors, industries, and ecosystems across the state. 
 
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

13‐2011  Accountants and Auditors  $28.52  Bachelor's degree 

15‐1121  Computer Systems Analysts  $34.50  Bachelor's degree 

15‐1151  Computer User Support Specialists  $19.62  Some college, no degree 

11‐3031  Financial Managers  $41.12  Bachelor's degree 

43‐1011 
First‐Line Supervisors of Office and 
Administrative Support Workers 

$23.66  Less than 5 years experience 

11‐1021  General and Operations Managers  $39.65  Bachelor's degree 

43‐4131  Loan Interviewers and Clerks  $15.26  Short‐term on‐the‐job training 

13‐2072  Loan Officers  $27.98  Bachelor's degree 

13‐2052  Personal Financial Advisors  $35.17  Bachelor's degree 

15‐1132  Software Developers, Applications  $38.20  Bachelor's degree 

      Source: EMSI, 2017.1 
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Transportation and Distribution. 
 
In 2016, there were over 42,000 jobs in the Transportation and Distribution Ecosystem in Central Oklahoma Workforce 
Development Area with average annual earnings per job of approximately $63,399.  By 2025, employment within this 
ecosystem is projected to increase to 49,153.  While projections indicate that approximately 6,700 new jobs will be 
created, 23 occupational categories are expected to experience a decrease in demand.  As a result, employment within 
the ecosystem is projected to increase by a net 6,600 jobs, a growth rate of 15.5%, the second highest growth rate of 
any ecosystem in the Area. 
 
The list below, arranged alphabetically by occupation, highlights a few of the occupations employed by industries within 
the Transportation and Distribution Ecosystem in the Area.  It should be noted that these positions are not limited to 
employment within this particular ecosystem, but rather, may be in demand by many other sectors, industries, and 
ecosystems across the state. 
 
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

49‐3011  Aircraft Mechanics and Service Technicians  $26.00  Postsecondary nondegree award 

43‐1011 
First‐Line Supervisors of Production and Operating 
Workers 

$25.72  Less than 5 years experience 

11‐1021  General and Operations Managers  $39.65  Bachelor's degree 

53‐3032  Heavy and Tractor‐Trailer Truck Drivers  $18.14  Postsecondary nondegree award 

49‐9041  Industrial Machinery Mechanics  $23.43  Long‐term on‐the‐job training 

53‐7051  Industrial Truck and Tractor Operators  $16.19  Short‐term on‐the‐job training 

53‐3033  Light Truck or Delivery Services Drivers  $15.91  Short‐term on‐the‐job training 

41‐4012 
Sales Representatives, Wholesale and Manufacturing, 
Except Technical and Scientific Products 

$23.54  Moderate‐term on‐the‐job training 

41‐4011 
Sales Representatives, Wholesale and Manufacturing, 
Technical and Scientific Products 

$25.56  Bachelor's degree 

51‐4121  Welders, Cutters, Solderers, and Brazers  $17.39  Moderate‐term on‐the‐job training 

   Source: EMSI, 2017.1 
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Health Care (Regional Complementary). 
 
While Health Care has not been identified as a key ecosystem, it is considered a regional complementary ecosystem and, 
as the ecosystem employing the largest workforce in the region, is very important to Central Oklahoma Workforce 
Development Area.  Over 92,000 jobs were reported in 2016 in Health Care in the Area, with average annual earnings 
per job of approximately $56,107.  By 2025, employment within this ecosystem is projected to increase to 102,760.  
Over 10,000 new jobs will be created, with a loss of only 530 from 18 occupational categories.  This results in a net 
increase in employment in Health Care of 10,063 jobs, a growth rate of 10.9%   
 
The list below, organized alphabetically based on occupation, highlights some of the occupations employed by industries 
within the Health Care regional complementary ecosystem in the Area.  While these positions appear to be highly 
specialized within the Health Care sector, it must be remembered that other industries do employ health care specialists 
and there is competition among several other sectors, industries, and ecosystems for these skilled workers.   
 
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

31‐9091  Dental Assistants  $16.11  Postsecondary nondegree award 

31‐1011  Home Health Aides  $10.98  Short‐term on‐the‐job training 

11‐9111  Medical and Health Services Managers  $36.80  Bachelor’s degree 

31‐9092  Medical Assistants  $13.69  Postsecondary nondegree award 

29‐2071 
Medical Records and Health Information 
Technician 

$15.50  Postsecondary nondegree award 

29‐1171  Nurse Practitioners  $41.15  Master’s degree 

31‐1014  Nursing Assistants  $11.33  Postsecondary nondegree award 

29‐2052  Pharmacy Technicians  $14.92  Moderate‐term on‐the‐job training 

29‐1069  Physicians and Surgeons, All Other  $91.23  Doctoral or professional degree 

29‐1141  Registered Nurses  $29.10  Associates degree 

   Source: EMSI, 2017.1 
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Construction (Regional Complementary). 
 
Construction is also a regional complementary ecosystem, and with nearly 71,000 job reported in 2016 is the second 
largest employing ecosystem in the region.  The average annual earnings per job in the Construction Ecosystem was 
reported as $52,274.  By 2025, employment is projected to increase to nearly 77,000.  Approximately 6,300 new jobs will 
be created, with a loss of only 523 from 58 occupational categories.  This results in a net increase in employment in 
Construction of 5,848 jobs, a growth rate of 8.3%   
 
The list below, arranged alphabetically by occupation, highlights some of the occupations employed by industries within 
the Construction regional complementary ecosystem in the Area.  It should be noted that these positions are not limited 
to employment within Construction, but rather, may be in demand by many other sectors, industries, and ecosystems 
across the state. 
 
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

47‐2031  Carpenters  $16.06  Apprenticeship 

47‐2061  Construction Laborers  $13.69  Short‐term on‐the‐job training 

13‐1051  Cost Estimators  $26.80  Bachelor’s degree 

47‐2111  Electricians  $22.96  Apprenticeship 

11‐1021  General and Operations Managers  $39.65  Bachelor's degree 

49‐9021 
Heating, Air Conditioning, and Refrigeration 
Mechanics and Installers 

$20.93  Postsecondary nondegree award 

53‐3032  Heavy and Tractor‐Trailer Truck Drivers  $18.14  Postsecondary nondegree award 

51‐4041  Machinists  $18.79  Long‐term on‐the‐job training 

47‐2152  Plumbers, Pipefitters, and Steamfitters  $21.13  Apprenticeship 

47‐2211  Sheet Metal Workers  $25.98  Apprenticeship 

      Source: EMSI, 2017.1 
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Education (Regional Complementary). 
 
The regional complementary ecosystem of Education accounted for over 64,000 jobs in 2016, with average earnings per 
job of $63,187.  By 2025, employment is projected to increase to 66,891.  Approximately 3,200 new jobs will be created, 
with a loss of only 452 jobs from 108 occupational categories, resulting in a net increase in employment in Education of 
2,855 jobs.  This represents a growth rate of 4.5%   
 
The list below, presented in alphabetical order by occupation, highlights some of the occupations employed by 
industries within the Education Ecosystem.  Similar to the Health Care regional complementary ecosystem, many of the 
occupations within Education are extremely specialized but may still be in demand from other sectors, industries, and 
ecosystems across the state. 
 
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

53‐3022  Bus Drivers, School or Special Client  $9.53  Short‐term on‐the‐job training 

11‐9032 
Education Administrator, Elementary and 
Secondary School 

$33.51  Master’s degree 

25‐2021 
Elementary School Teachers, Except Special 
Education 

$18.41  Bachelor’s degree 

25‐2012 
Kindergarten Teachers, Except Special 
Education 

$18.31  Bachelor’s degree 

25‐2022 
Middle School Teachers, Except Special and 
Career/Technical Education 

$18.79  Bachelor’s degree 

25‐1099  Postsecondary Teachers  $29.25  Doctoral or professional degree 

25‐2031 
Secondary School Teachers, Except Special 
Education and Career/Technical Education 

$19.05  Bachelor’s degree 

25‐2052 
Special Education Teachers, Kindergarten and 
Elementary School 

$18.55  Bachelor’s degree 

29‐1127  Speech‐Language Pathologists  $29.36  Master’s degree 

25‐9041  Teacher Assistants  $9.14  Some college, no degree 

      Source: EMSI, 2017.1 
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Manufacturing (Regional Complementary). 
 
The regional complementary ecosystem of Manufacturing is unique in that it is not typically analyzed as a distinctive, 
separate ecosystem.  Rather, components of the Manufacturing sector are consistently embedded throughout each key 
ecosystem and included in those analyses.  However, it is interesting and broadens the base of knowledge about the 
sector to focus an analysis specifically on manufacturing‐related occupations.   
 
The Manufacturing regional complementary ecosystem accounted for approximately 21,700 jobs in 2016, with average 
earnings per job of $66,565.  By 2025, employment is projected to increase to 25,266.  Approximately 3,600 new jobs 
will be created, with a loss of only 63 from 11 occupational categories.  This results in a net increase in employment in 
Manufacturing of 3,563 jobs, a growth rate of 16.4% ‐ the highest growth rate of any of the key or complementary 
ecosystems.   
 
The list below, arranged in alphabetical order by occupation, highlights a few of the occupations employed by industries 
within the Manufacturing regional complementary ecosystem in the Area.  These positions are not limited to 
employment strictly within Manufacturing Ecosystem industries, but rather, may be in demand by many other sectors, 
industries, and ecosystems across the state. 
 
 

SOC  Occupation 
Median Hourly 

Earnings 
Education or Experience Level 

17‐2011  Aerospace Engineers  $42.96  Bachelor's degree 

49‐3011  Aircraft Mechanics and Service Technicians  $26.00  Postsecondary nondegree award 

51‐4011 
Computer‐Controlled Machine Tool Operators, 
Metal and Plastic 

$17.39  Moderate‐term on‐the‐job training 

51‐1011 
First‐Line Supervisors of Production and 
Operating Workers 

$25.72  Less than 5 years experience 

17‐2112  Industrial Engineers  $40.84  Bachelor's degree 

49‐9041  Industrial Machinery Mechanics  $23.43  Long‐term on‐the‐job training 

51‐4041  Machinists  $18.79  Long‐term on‐the‐job training 

17‐2141  Mechanical Engineers  $39.59  Bachelor's degree 

51‐2092  Team Assemblers  $13.28  Moderate‐term on‐the‐job training 

51‐4121  Welders, Cutters, Solderers, and Brazers  $17.39  Moderate‐term on‐the‐job training 

      Source: EMSI, 2017.1 
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Tinker AFB FY16/17 Hiring Forecast 
This document forecasts external hires in Air Force activities at Tinker Air Force Base (AFB) in Fiscal Years 
(FY) 2016 and 2017 (1 October 2015 through 30 September 2017).  It does not include hiring in other federal 
agencies located at Tinker AFB, i.e., Defense Information Systems Agency, Defense Logistics Agency, 
Department of the Navy or private sector contractors performing work at Tinker AFB.  It also does not project 
employment for Non-Appropriated Fund Activity (NAF) facilities at Tinker AFB including, bowling centers, golf 
courses, community centers, and arts and crafts activities. 

The forecast was developed in coordination with functional offices/organizations by evaluating past hiring and 
accounting for future attrition and workload requirements.  It will be used to be proactive in filling vacancies 
(i.e., targeted recruitment for high demand occupations and advanced advertisement of positions to provide 
management with an ongoing pool of candidates). 

The forecast is available to the public and is distributed to local Chambers of Commerce, local colleges and 
universities, Central Oklahoma Workforce Investment Board, the Oklahoma Board of Regents and local 
veteran’s associations to make available to potential candidates and provide necessary training/education for 
positions projected to be filled. 

The forecast will be evaluated every 6 months for accuracy and adjusted as needed.  Next evaluation will be 
conducted December 2015 and a complete new forecast will be published annually. 

 

Equal Opportunity Employer 

The United States Government does not discriminate in employment on the basis of race, color, religion, sex, 
national origin, political affiliation, sexual orientation, gender identity, marital status, disability and genetic 
information, age, membership in an employee organization, or other non-merit factor. 

 

Employment of People with Disabilities 

Tinker Air Force Base offers a variety of jobs for People with Disabilities through the Special Excepted 
Appointment (SEA) Project.  More information regarding the program may be obtained by contacting the 
Affirmative Employment Program Manager at 405-736-7385 or the SEA Project Program Manager at         
405-739-5088.   

 

Employment of Veterans 
Tinker Air Force Base has a long and outstanding record of employing veterans.  There are laws providing 
Veterans’ preference and special appointing authorities for veterans.  Federal service provides a means for 
veterans to continue their noble service to this country. 

 

Points of Contact: 
Recruitment and Hiring Forecast 

     405-739-3875 

Education Outreach 

    405-739-7695 
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FY16/17 Forecast 

• Forecast only includes High Demand Occupations (HDO’s) 
– These occupations are projected to either have a large number of vacancies or are historically hard 

to fill 

• Journeyman vs. Developmental positions 
– Journeyman (JNY)-positions are generally filled at the GS-11/ WG-08 level or higher (Some series 

journeyman positions may be lower) 

– Developmental (DEV)-positions are generally filled below the GS-11/WG-08 level and are 
considered to be trainee/entry level positions 

• Qualifications required 
– Positions typically require 1 year or more of specialized (related) experience equivalent to the next 

lower level or higher of the position being filled 

– For white collar administrative and professional positions, a Bachelor’s degree or higher will meet 
the experience requirements for most Developmental (entry-level) positions 

– In addition, certain occupations have specific education requirements 

     

FY16/17
High Demand Occupation (HDO) 

Series DEV JNY DEV JNY DEV JNY DEV JNY DEV JNY DEV JNY DEV JNY DEV JNY
GS-0083 Police Officer 7 1 10 1 7 1 15 0 7 1 10 1 7 1 15 0 84
GS-0189 Recreation Aid 0 0 0 0 42 0 0 0 0 0 0 0 42 0 0 0 84
GS-0301 Misc Specialists 0 7 1 3 1 6 1 4 3 4 1 2 1 5 1 4 44
GS-0303 Misc Assistants 1 0 4 0 4 0 8 0 1 0 4 0 4 0 17 0 43
GS-0343 Management Analyst 3 9 2 7 1 7 1 6 3 7 2 5 1 9 1 5 69
GS-0346 Logistics Management 1 3 1 5 1 11 5 12 0 3 1 5 1 11 5 12 77
GS-05XX Financial 1 6 0 5 0 4 0 6 1 4 0 4 0 4 0 5 40
GS-06XX Medical 12 4 16 3 5 1 8 5 12 4 16 3 5 1 8 5 108
GS-08XX Engineers 27 22 56 13 48 10 52 21 28 19 49 13 48 10 37 20 473
GS-1101 Program Analysts 0 2 0 3 0 2 0 2 0 2 0 3 0 1 0 2 17
GS-1102 Contract Specialists 6 2 4 1 3 3 15 3 6 3 4 1 3 3 15 3 75
GS-1152 Production Controller 5 2 17 2 5 1 8 1 5 2 17 2 5 1 8 1 82
GS-1550 Computer Scientist 7 2 12 2 14 4 14 7 8 2 13 2 12 1 7 10 117
GS-2010 Inventory Management 1 1 2 2 2 2 2 2 1 1 2 2 2 2 3 8 35
GS-2610 Electronic Int Sys Mechanic 0 12 0 4 0 18 0 15 0 12 0 4 0 18 0 15 98
WG-2892 Aircraft Electrician 0 15 0 5 0 7 0 10 0 14 0 10 0 15 0 14 90
WG-3501 Shop Worker Trainee 40 0 40 0 35 0 35 0 25 0 40 0 55 0 75 0 345
WG-3806 Sheet Metal Mechanics 0 20 5 15 0 17 0 16 0 18 5 20 0 12 0 10 138
WG-4102 Painting Worker 15 5 20 4 20 8 10 2 12 2 17 4 19 2 25 0 165
WG-6904 Tools & Parts Attendant 6 0 12 0 10 0 4 0 6 0 15 0 10 0 8 0 71
WG-7009 Equipment Cleaner 24 0 15 0 16 0 10 0 24 0 27 0 26 0 19 0 161
WG-8602 Engine Repair 5 40 0 29 0 15 0 10 10 14 0 11 0 5 1 2 142
WG-8852 Aircraft Mechanic 3 35 2 15 5 12 1 60 2 45 2 12 0 16 0 106 316
Total 164 188 219 119 219 129 189 182 154 157 225 104 241 117 245 222 2874

Grand 
Total

Qtr 1 Qtr 2 Qtr 3 Qtr 4 Qtr 7 Qtr 8Qtr 5 Qtr 6

   

    DEV – Developmental 
    JNY – Journeyman 
    5XX, 6XX, 8XX – covers multiple positions in Financial, Medical, and Engineering fields, respectively 
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High Demand Occupations (HDO’s) 
• Police Officers  

– A total of 84 Police Officers positions during FY16/FY17 
– 78 of these positions are projected to be filled at the entry level (GS-05). 
– GS-05 requires one year at the next lower grade level or a Bachelor’s degree, or higher  
– 6 of these positions are projected to be filled at the journeyman level (GS-11/12) which require one 

year of experience performing similar duties at the next lower level 
– Must be able to pass required medical requirements 

• Recreation Aids 
– A total of 84 Recreation Aid positions during FY16/FY17 
– All of these positions are projected to be filled at the entry level (GS-02/03/04) 
– Typically these positions are temporary NTE 90 days 

• Miscellaneous Specialists/Assistants 
– A total of 87 Miscellaneous Office positions (GS-03/04/05/06) projected during FY16/FY17 
– These positions may be filled by college students who work in these positions on a part time basis 

• Program Management/Logistics Managers 
– A total of 146 of the above positions during FY16/FY17 
– 29 of these positions are projected to be filled at the entry level (GS-05/07/09) which require either 

one year of experience performing similar duties at the next lower level or a Bachelor’s degree, or 
higher (business degrees preferred) 

– 117 positions are projected to be filled at the journeyman level (GS-11/12) which require one year 
of experience performing similar duties at the next lower level 

• Finance Positions 
– A total of 40 Finance positions during FY16/FY17 
– 2 of these positions are projected to be filled at the entry level (GS-05/07/09) which  require either 

one year of experience performing similar duties at the next lower level or a Bachelor’s degree, or 
higher (finance degrees preferred) 

– 38 of these positions are projected to be filled at the journeyman level (GS-11/12) which require 
one year of experience performing similar duties at the next lower level 

– Accountant positions require a degree in Accounting 
• Medical Positions 

– A total of 108 Medical positions over FY16/FY17 to include Dental Assistant, Dietitian 
Environmental Health, Nurses, Medical Officers/Physicians, Medical Records Technicians, 
Pharmacists, Pharmacy Technicians, Hygienists at both entry and journeyman level.  Additional 
information on qualifications on technical and medical support positions may be found on the OPM 
website at http://www.opm.gov/policy-data-oversight/classification-qualifications/general-schedule-
qualification-standards/#url=Group-Standards 

• Engineers (to include General, Mechanical, Materials, Aerospace, 
Environmental, Electrical, Industrial and Student Trainees) 

– A total of 473 Engineering positions during FY16/FY17; of these positions, the most challenging to 
fill have predominately been the Electronics, Aerospace and Materials Engineers  

– 128 of these positions are projected to be filled at the entry level (GS-05/07/09) which require a 
Bachelor’s degree, or higher, from a school of engineering with at least one curriculum accredited 
by the Accreditation Board for Engineering and Technology (ABET).  Curriculum requirements may 
be found on the Office of Personnel Management (OPM) website at  
http://www.opm.gov/qualifications/standards/IORs/GS0800/0800.htm 

– 345 positions are projected to be filled at the journeyman level (GS-11/12) which require one year 
of experience performing similar duties at the next lower level and a Bachelor’s degree, or higher, 
from an ABET school of engineering.  Curriculum requirement may be found on the OPM website 
at http://www.opm.gov/qualifications/standards/IORs/GS0800/0800.htm. 

http://www.opm.gov/policy-data-oversight/classification-qualifications/general-schedule-qualification-standards/%23url=Group-Standards
http://www.opm.gov/policy-data-oversight/classification-qualifications/general-schedule-qualification-standards/%23url=Group-Standards
http://www.opm.gov/qualifications/standards/IORs/GS0800/0800.htm
http://www.opm.gov/qualifications/standards/IORs/GS0800/0800.htm
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High Demand Occupations (HDO’s) 

• Contracting Specialist Positions 
– A total of 75 Contracting Specialist positions over FY16/FY17 

– 56 of these positions are projected to be filled at the entry level (GS-05/07) which require either 
one year of experience performing similar duties at the next lower level, a Bachelor’s degree, or 
higher  

– 19 positions are projected to be filled at the journeyman level (GS-11/12) which requires one year 
of experience performing similar duties at the next lower level 

– Contracting Specialist must possess at least 24 semester hours of Business. 

• Production Controller 
– A total of 82 of the above positions during FY16/FY17 

– 70 of these positions are projected to be filled at the entry level (GS-05/07/09) which require either 
one year of experience performing similar duties at the next lower level or a Bachelor’s degree, or 
higher (business degrees preferred) 

– 12 positions are projected to be filled at the journeyman level (GS-11/12) which require one year of 
experience performing similar duties at the next lower level 

• Computer Scientist 
– A total of 117 Computer Scientist positions projected to be filled during FY16/FY17  

– 87 of these positions are projected to be filled at the entry level (GS-05/07/09) which require a 
Bachelor’s degree , or higher, in computer science or 30 semester hours in a combination of 
statistics and mathematics that include differential and integral calculus.   

– 30 of these positions are projected to be filled at the journeyman level (GS-11/12) which require 
one year of experience performing similar duties at the next lower level and a Bachelor’s degree or 
higher, in computer science or 30 semester hours in a combination of statistics and mathematics 
that include differential and integral calculus. 

• Inventory Management 
– A total of 35 Inventory Management Specialist positions projected to be filled during FY16/FY17. 

– 15 of these positions are projected to be filled at the entry level (GS-05/07/09). 
– 20 of these positions are projected to be filled at the journeyman level (GS-11/12).  

• Electronic Integrated Systems Mechanic 
– A total of 98 Electronic Integrated Systems Mechanic positions projected to be filled during 

FY16/FY17. 
– All of these positions are projected to be filled at the journeyman level (GS-11/12). 

 

 

 

 

 

 
–  
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High Demand Occupations (HDO’s) 

• Maintenance Positions          
– A total of 1526 maintenance positions over FY16/FY17 in the following fields: 

• Electrical Integrated Systems Mechanic 98 

• Aircraft Electrician    90 

• Student Trainee/Shop Helper            345 

• Sheet Metal Mechanic            138 

• Painting Worker               165 

• Tools and Parts Attendant      71 

• Equipment Cleaner             161 

• Aircraft Engine Repair             142 

• Aircraft Mechanic             316 

– 756 of these positions are projected to be filled at the entry levels (WG-05/07/08)  

• WG-05 requires no prior skills or knowledge of the position 

• WG-06/07 requires six months or more of experience performing similar duties at the next 
lower grade level or an Airframe and Powerplant license (A&P) if the position is a Sheet 
Metal Mechanic, Aircraft Engine Mechanic, Aircraft Mechanical Parts Worker or an Aircraft 
Mechanic   

– 770 positions are projected to be filled at the journeyman level (WG-09/10) which require six  
months or more experience performing similar duties at the next lower level 
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THIS PROJECT WAS FUNDED BY A U. S. DEPARTMENT OF LABOR BRAC IMPLEMENTATION GRANT  
AND THE OKLAHOMA GOVERNOR’S COUNCIL FOR WORKFORCE AND ECONOMIC DEVELOPMENT. THE OPINIONS 
EXPRESSED AND ARGUMENTS EMPLOYED HEREIN DO NOT NECESSARILY REFLECT THE OFFICIAL VIEWS OF THE U.S. 

DEPARTMENT OF LABOR NOR THE OKLAHOMA DEPARTMENT OF COMMERCE.  

ALL PHOTOS ARE UNCLASSIFIED, RELEASED, PUBLIC DOMAIN MATERIALS. SOME ARE FROM THE US DEPARTMENT OF 

DEFENSE AND THE US AIR FORCE. 

TO ACCESS THE FULL STUDY ONLINE VISIT OUR WEBSITE AT HTTP://WWW.TEAMAERO‐OK.ORG
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AUTHORS AND CREDITS 

ANAUTICS, INC. 

Anautics is a woman‐owned certified, HUBZone certified small business with 10 years experience 
providing innovative technology solutions and research and development efforts to industry and 
government organizations. Anautics has a proven record of accomplishment for implementing programs 
and projects across the United States and throughout Department of Defense. Our project base consists 
of efforts at Tinker AFB, Engineering Division, Oklahoma Department of Commerce/Oklahoma 
Aeronautics Commission, and Ft. Benning, GA.  Anautics was chosen in 2007 and 2008 to present as a 
Showcase Company at the National SBIR Conference, We won the Journal Record Innovator of the Year 
in 2008 and the 2010 Tinker and the Primes Small Business Award. Anautics has conducted three Skills 
Gap Analysis Research efforts in the Oklahoma City Area. 

RESEARCHERS 

SANDY SCAFFETTA  JOHNSON, PH.D.  conducted  research with adult  learners  for  the Oklahoma City Public 
Schools and a Skills Gap Analysis Report for the Oklahoma Business and Education Coalition. She served 
on the Advisory Committee for Performance Pay for Teachers for the Oklahoma Speaker of the House 
and  is  currently  conducting  research  on  First  Year  Teacher  Programs  for  State  Representative  Ann 
Coody. She has nine publications and has presented 25 research and professional development activities 
locally,  statewide,  nationally  and  internationally. While  teaching  in  Anadarko  High  School,  she  was 
honored as the District Teacher of the Year and nominated for the Presidential Award for Excellence in 
Mathematics  and  Science  Teaching.  In  business,  she was  one  of  50  nominations  across  the  State  of 
Oklahoma for the Woman of the Year. She currently serves on the Board and the Executive Committee 
for the Oklahoma Commission for Teacher Preparation and on the Board for the Oklahoma Professional 
Educators. She is a member of the State Chamber of Commerce, the Greater Oklahoma City Chamber of 
Commerce,  the Midwest  City  Chamber  of  Commerce,  the  OKC  Rotary  Club  29,  and  is  an  Honorary 
Commander for the 552d Air Wing Command at Tinker AFB. 
 

BILLY D. GASTON, PH.D. has extensive technical skills that cover a broad spectrum ranging from software 
architecture  to  implementation.  He    provides  expertise    in  process  modeling,  data  modeling, 
architecture design, data structures, text mining, and record linkage algorithm research and design. His 
formal education background  in Mathematics and Computer Science and his experience  in education 
provide  a  breadth  of  knowledge  and  experience. Dr Gaston  an  extensive  history  in  research,  having 
written  several  publications  and  presented  locally,  statewide  and  nationally.  Dr.  Gaston  worked  a 
number of years at Tinker AFB  in association with Oklahoma State University   conducting research on 
weapon  system health data and designing and  implementing algorithms and applications  to enhance 
and maintain aircraft maintenance and sustainment systems. Dr. Gaston is the Chief Technology Officer 
and Vice President at Anautics, Inc. where he brings  a high level of expertise that supports the mission, 
initiatives and innovations. 
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REVIEWS OF THE EXECUTIVE SUMMARY AND THE FULL REPORT 

Robert J. Conner, SES, President/CEO, Aerospace and Defense, LLC. Former Director of the Air Logistics 
Center, Tinker AFB. 
“Workforce needs are a key  focus  for  industry  in Oklahoma.  Jobs are  vacant  in Oklahoma aerospace 
companies today because of a shortage of qualified candidates. As a state, we need to do a better job of 
equipping students for the work place. The solid recommendations in this report must be acted on. The 
skills panels have provided a great deal of good information and can provide the foundation for action to 
come. But, without resources, that won’t happen. The challenge for the  leaders of  industry; workforce 
and economic development activities; and our educational system  is to focus the resources needed to 
make it happen.” 

(Ret) Col Edward Laverdure, MA, Principal, Velocity Ventures in Longmont CO. 
“This  ground‐breaking  study  by  Anautics  led  by  Dr.  Johnson  examines  the  current  challenges  in 
maintaining and developing the Oklahoma aerospace industry workforce and serves as a clarion call for 
our  state's business  leaders, educators, parents and  students  to engage now by  taking  the necessary 
actions  to  close  critical  gaps  between  expectations  and  performance  at  all  levels  in  the  system  and 
create an inspiring vision of America's technological leadership in 21st century aerospace, astronautics, 
propulsion, and supporting sciences. It is a new operational environment and we must chart a course for 
aerospace advancement independent of Federal requirements ‐‐ carpe diem.” 
 
Tom O'Neill ‐ President, Crossbow Consulting Inc 
Former Deputy Director of the Oklahoma Aerospace Institute 
"This  report  lays  the  foundation  for  a  long‐needed  aerospace work  force  requirements  and  delivery 
system. That system brings industry, education and government together to deliver the work force the 
industry needs to ensure Oklahoma can compete in the global arena today and in the future." 
 
Ben T. Robinson, Brig General, USAF, (Ret) ‐ VP, Oklahoma School of Science and Mathematics 
President/Owner, Sentry One LLC 
 In my over 8 years with the Oklahoma aerospace industry covering time as a consultant with a national 
company,  the  Executive  Director  of  Boeing  Aerospace  Operations  in  Oklahoma, with  the  Oklahoma 
Aerospace  Institute, with Oklahoma Career Technology Center and now as the President/Owner of an 
aerospace  consulting  LLC,  I  have  never  read  a  more  comprehensive,  data  based,  industry  driven, 
actionable report. The amount of research and data supporting this report is eye opening.  The fact that 
so much  of  this  report was  produced  from  interviews with  industry  leaders  gives  it  unprecedented 
credibility.    The findings and recommendations are spot on.  Right now we have many new  leadership 
positions  in the state such as our Governor, our Lt Governor, our Secretaries of Commerce, Education 
and Science and Technology and our Superintendent of Public Education. Each are stakeholders  in this 
report and the aerospace industry.  We must get behind this effort to keep it going and to provide the 
leadership and organization to make it worthwhile and enduring.  Oklahoma has an opportunity to be an 
innovative, pace setter in building significant relationships among industry, education and Government. 
We want all to see that Oklahoma is open for aerospace business. 
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AEROSPACE SKILLS PANEL PARTICIPANTS 

The  following  industry  leaders,  education  provider  leaders,  government  representatives  and  others 
participated at least once in our Skills Panel activities. 

 
CENTRAL REGIONAL SKILLS PANEL 

AEROSPACE INDUSTRY  GOVERNMENT 
AAR 

Central Oklahoma Workforce Investment Board 
Boeing 

Chromalloy  Federal Aviation Administration 

Design Intelligence Inc  North Central Workforce Investment Board 
Defense Logistics Agency (DLA)  Oklahoma Bid Assistance Network 

Frontier Electronic Systems Corp.  Oklahoma  Center  for  the  Advancement  of 
Science and Technology General Dynamics IT 

Lear Siegler Services  Oklahoma Department of Commerce 

LSI  Oklahoma State Regents for Higher Education 

Pratt & Whitney  OSU  / Aging  Sys Sustainment and Enabling Tech 
(ASSET) Pro‐Fab Inc 

URS  OSU  Center  for  Innovation  and  Economic  Dev 
(CIED) Valco, Inc. 

OSU Information Technology 

EDUCATION PROVIDERS  Southwest Workforce Investment Board 
Autry Technology Center  Tinker AFB, OC – ALC 
Canadian Valley Technology Center  US Department of Labor/ETA/OA 
Francis Tuttle Technology Center   Vance AFB 
Gordon Cooper Technology Center 
Metro Technology Center 

Oklahoma Career Technology Systems 
OSU ‐ School of IE&M  OTHER 
Rose State College  CYR Consulting Inc 
SOSU  GDH Consulting 

University of Oklahoma K‐20 Center 
Greater OKC Chamber of Commerce 
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EASTERN REGIONAL SKILLS PANEL 
 
AEROSPACE INDUSTRY  GOVERNMENT 
American Airlines  Eastern Workforce Investment Board 

Cherokee Nation Industries  Indian Nation COG 

Cinch Connectors  McAlester Army Ammunition Plant 
OBAN Da‐Pro Rubber, Inc. 

Diehl Aero‐Nautical Co   Oklahoma Aeronautics Commission 

Executive AirShare   Oklahoma Center for the Advancement of Science 
and Technology First Wave 

Flight Safety International  Oklahoma Department of Commerce 

Hill Industries  Oklahoma Manufacturing Alliance 
L‐3 Aeromet  Tulsa Workforce Investment Board 

Lucas Finishing  Education Providers 
Lufthansa Technik  Central Technology 

Malone's CNC Machining, Inc.  OK Dept Career and Tech Education 
Mint Turbines  OSU Center for Innovation and Economic Dev 

Nordam Group  OSU Information Technology 
Precision Machine  Tulsa Technology Center 

Raytheon  OTHER 
Spirit AeroSystems, Inc.  Horizon Business Concepts 

Tulsair Beechcraft  Liberty Partners 

Managing Creativity 

Tulsa Metro Chamber of Commerce 
Workforce Solutions 

   

FUTURE SKILLS PANEL 
 

AAR  General Aviation Modifications (GAMI) 
Acorn Growth Companies  Lufthansa Technik 

American Airlines  FAA/Mike Monroney Aeronautical Center 
Ardmore Development Authority  Oklahoma Aeronautics Commission 

ARINC  Oklahoma Aerospace Alliance 
BizJet International  Oklahoma Aerospace Institute 

Capital Aviation  Oklahoma Department of Commerce 
Design Intelligence Incorporated, LLC  Spirit AeroSystems, Inc. 

Enviro Systems  The Boeing Company 
Flight Safety International  Tinker AFB, OC – ALC 

University Multispectral Lab 
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INTRODUCTION 
MISSION OF THE PROJECT 
This Project was funded by a U. S. Department of Labor BRAC Implementation Grant and the Oklahoma 
Governor’s Council for Workforce and Economic Development.  In March 2010, Anautics was awarded a 
portion of the grant to conduct an aerospace Skills Gap Analysis study, to establish and facilitate three 
aerospace  skills panels  for  the purpose of understanding  the  state of Oklahoma’s aerospace  industry 
workforce pipeline  today, and  to develop a process  to collect,  revise, and update data  relative  to  the 
state’s Aerospace  industry and  skills gap  research  information.  In order  to understand  the workforce 
pipeline, it was necessary for the results of the study to reveal answers to the following questions:  how 
well does  the pipeline  function, how  can  the pipeline  immediately be  improved, and what  long‐term 
innovations can be implemented to maintain and grow the aerospace industry in Oklahoma. Throughout 
this  study,  the workforce “pipeline”  terminology  is used. This  “pipeline”  is defined as  the pathway  in 
education  that eventually  leads  to employment  in  the aerospace  industry at any entry‐level position. 
This  includes  but  is  not  limited  to  touch  labor,  information  technology,  engineering,  program  and 
business managers, and other aerospace related occupations. 
   
This study features an industry led systematic examination of recruitment, employment, retention, and 
retirement within the aerospace workforce with emphasis on its present and future state.  It is a vocal, 
documented  instrument  of  the  Oklahoma  aerospace  industry,  providing  insights  into  the  aerospace 
industry in Oklahoma on four primary challenges facing the state. Those challenges are: 
 

 the aging of the aerospace workforce, 
 the stability of space‐related programs, 
 the skills required for major programs, and 
 the status of the pipeline for future workers. 

Of these four challenges, this report addresses all challenges  listed above with the exception of space‐
related programs. This  report also  serves  to capture  the  issues  surrounding  these ongoing challenges 
from Oklahoma aerospace  leaders and highlights  the needed urgency  to address  these  issues  for  the 
sake of the Oklahoma aerospace  industry and economy.   Research  indicates Oklahoma will struggle to 
train and retain its highly skilled workforce in the near future if decisive actions are not taken. The Skills 
Gap Analysis, the Skills Panels, and the Aerospace Workforce Website further the actions recommended 
in the “Strategic Plan for the Growth of Oklahoma’s Aerospace Industry” completed in 2009.  
   

There were three major objectives of the Aerospace Workforce Project. 
   A.  Provide staff support for facilitation and staff support for the three skills panels 
  1.  Processes used to build and maintain the Panels 
  2.  Statistics on Panel participation 
  3.  Continued support of the Panels 
  4.  Training for the WIB Directors  
   B.  Delivery of a comprehensive aerospace Skills Gap Analysis Report 
    1.  Methods of collecting data 
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    2.  Review of data collected thus far 
    3.  Review of activities for future panel meetings 

   C.  Continuing  Process  to  Update  and  Revise  the Workforce  Requirements  Information 
within the Skills Gap Analysis Report 

 
This study is intended to represent voices of the Oklahoma aerospace industry. 

 
It is also intended to help increase worker productivity, increase the number of entry‐level workers who 
eventually  will  need minimal  on‐the‐job  training,  provide  access  to  adequate  numbers  of  qualified 
workers,  increase the number of workers who have the necessary basic skills,  increase worker morale, 
and  increase  worker  loyalty  to  their  RSP  participants.  This  study  should  provide  a  decision‐making 
instrument for the stakeholders in the Oklahoma Aerospace Industry. 

 
METHODS OF COLLECTING DATA 
Several methods were used  for  collecting data  throughout  the  study. Primary  research was  collected 
and analyzed from: 

 Regional Skills Panels Focus Group Questions 
 Future Skills Panel Personal Interviews 
 Future Skills Panel Focus Group Questions 
 Online Supplemental Surveys for Panel Participants 
 Online Questionnaires for non‐Panel Aerospace Companies 
 Focus Questions for Government Service Supervisors of Engineers and Touch Labor  
 Other personal interviews 

 
Secondary research was gathered from a summary of relevant existing research and literature.  Current 
skills, knowledge, and abilities of the aerospace workforce were also identified throughout the study. A 
literature review is provided in each section highlighting existing research relevant to the section topic. 
Prioritization and importance of the processes involving recruiting, hiring, and retaining/retention were 
investigated and analyzed as well.  
 
A final Joint Skills Panel meeting was held in January 2011 where participants from both the Central and 
Eastern  panels  reviewed  sections  of  the  Skills  Gap  Report  that  includes  responses  of  the  panels  to 
validate the findings. The response was overwhelmingly supportive of the report and of the findings. 

 
NOTE OF CAUTION 
 The results of this study are based in part on the Regional Skills Panels (RSP) which included the voices 
of at least 33 industry representatives, 24 aerospace‐related government representatives, 15 aerospace‐
related  education  and  training  providers,  8  other  aerospace‐related  companies  that  comprised  the 
Regional Skills Panels. Additionally, 20 senior executive leaders participated in the study that comprised 
the  Future  Skills Panel.     Online  surveys  consisted of distributing  two  surveys  to over 350  aerospace 
companies or entities with only a less than 10% return.  
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OKLAHOMA AEROSPACE OVERVIEW 
Over the past several years, Oklahoma’s estimated $12.4 billion aerospace industry has been established 
as a dominant economic catalyst  for  the  state’s economy.   Research consistently gives  the aerospace 
industry  credit  for  providing Oklahomans with  over  72,000  jobs, which  have wages  above  the  state 
average,  and  approximately 145,000  total  jobs directly,  indirectly  and  induced.   The  average wage  is 
recorded at $55,000, almost double the state average.  Manufacturing, Repair and/or Overhaul (MRO), 
Original Equipment Manufacturer (OEM) and air transportation are three primary sectors of aerospace 
impacting Oklahoma. Other  subsectors are  supply chain management, engineering and modifications, 
manufacturing,  emerging  technologies  such  as  unmanned  aerial  systems/vehicles,  and  Fixed  Base 
Operators  (FBOs). This Skills Gap Analysis will  identify gaps that exist between the  industry needs and 
core job skills, education programs, employment processes, and retiring workforce.   
 
Because of  its  strong MRO presence, Oklahoma’s aerospace workforce  consists of a  large number of 
jobs at the technician, trade, and engineering levels. The aerospace workforce encompasses all aspects 
of  the  government  and  commercial  industries  that  include  manufacturing,  MRO,  parts  suppliers, 
research  and  education  providers.    To  facilitate  the  large  number  of  aerospace  activities  performed 
across  Oklahoma,  the  industry  strives  to  continue  to  build  a  credentialed  workforce  with  specific 
licensures and certifications.  

 
CURRENT ISSUES DISCUSSED IN THE SKILLS GAP ANALYSIS 

 Oklahoma Aerospace Workforce Needs 
 Oklahoma Aerospace Core Job Skills 
 Oklahoma Aerospace Workforce Employment 
 Oklahoma Aerospace Education Needs and Programs 
 Oklahoma Aerospace Retiring Workforce 
 Aerospace Workforce Best Practices 

EXECUTIVE SUMMARY OF OKLAHOMA AEROSPACE WORKFORCE NEEDS 
The  findings  for  the  Oklahoma  Aerospace Workforce  Needs  begin with  an  employer  perspective  of 
qualifications of high school graduates who apply for jobs in the aerospace industry. It was determined 
that, in general, these young people are not workforce ready. Many have little to no background in the 
Science,  Technology,  Engineering,  Mathematics  (STEM)  curricula,  nor  have  they  mastered  basic 
mathematics and reading skills. There exists a direct correlation between the percent of applicants who 
are  qualified  for  entry‐level  aerospace  jobs  and  the  American  College  Test  (ACT)  Profile  Report  for 
Oklahoma college‐ready graduates.  This suggests that many of the underlined issues find their source in 
Oklahoma’s K‐12 education system.   
 
Industry workforce readiness demands higher academic expectations and more rigorous coursework in 
the  STEM  courses.  There  is  a  need  for  new  hires  to  be  able  to  communicate  verbally  and  clearly  in 
writing.  They should also possess the ability to work in a team environment. As indicated in this report, 
many entry‐level aerospace employees  lack soft skills such as good work ethic, punctual attendance to 
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work,  reliability,  time  management,  and  appropriate  dress.    Although  some  aerospace  entry‐level 
employees possess documentation for necessary aerospace certification or educational requirements, in 
practice many do not have depth of  knowledge  in order  to perform  an  aerospace  job unsupervised. 
Additionally, some aerospace employees will not be able to qualify for a security clearance because of 
poor choices in the past such as drug usage, drug abuse and domestic violence.  While many applicants 
may  pass  the  technical  requirements  for  a  position,  they  cannot  pass  readiness  exams  such  as  drug 
tests. 
 
Recruitment and  retention of  the aerospace workforce are  the  lifeblood of  the aerospace  industry  in 
order to prepare for a potential retiring workforce. As revealed in this report, recruitment and retention 
of  the aerospace workforce presents challenges  for  the commercial  industries because of  the Obama 
administration’s current policies that have led to an upsurge in Government hiring, (e.g. in‐sourcing) at 
the expense of contractors. Moratoriums have been placed on state tax  incentives even though these 
incentives are critical for encouragement and growth of high tech aerospace jobs in Oklahoma. Another 
issue found was industry’s challenges in recruiting potential aerospace employees to Oklahoma because 
of a lack of knowledge and appreciation for the state’s qualities. To address our future workforce supply 
needs, we need to market Oklahoma better as a great place to  live and raise a family and to promote 
aerospace as an important economic industry in Oklahoma. 

 
EXECUTIVE SUMMARY OF OKLAHOMA AEROSPACE CORE JOB SKILLS 
From  the  needs  assessment,  the  following  issues were  discussed  at  length  during  the  Regional  and 
Future Skills Panels. The aerospace industry, as a whole, needs to establish core job skills standards and 
certifications so there is consistency in job descriptions and job requirements.  Subsets of the licensure 
for Airframe and Powerplant may be acceptable  licensures that would promote more precise skill sets 
and less training time.  Currently the FAA’s A&P License is the only industry‐accepted certificate. There 
clearly exists a need for additional “subsets” of certification.  There also exists a need for better training 
in  regulations of  agencies  such  as:  Federal Aviation Administration, European Aviation  Safety Agency 
(EASA), Civil Aviation Administration of China (CAAC), and regulations such as: the International Traffic in 
Arms  Regulation  (ITAR),  and  Export  Administration  Regulations  (EAR).  In  addition,  networking 
capabilities among aerospace  companies may alleviate  the need  for high  impact/low number  type of 
employees  in medium  to  small companies. Currently  in Oklahoma,  there  is need  for more up‐to‐date 
training for specialized positions such as Metallurgical and Optical Engineers. Currently, employers are 
forced to hire out of state to find workforce qualified to fill these positions. 
 
Scientists and engineers need to continue the research and development that is central to the economic 
growth of our country.  Technologically proficient workers are needed who are capable of dealing with 
the demands of a science based, high technology workforce. More training for specialized skills needs to 
be developed. These skills account for about 70% of the employment needs. In‐house programs need to 
be presented  in order  to upgrade mid‐level managers  to  find  individuals who  can  “learn  and  grow.”   
Additionally, the education of voters and citizens is critical so they can make intelligent decisions about 
public policy and understand the world around them. 
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EXECUTIVE SUMMARY OF OKLAHOMA AEROSPACE WORKFORCE EMPLOYMENT 
Discussions  concerning workforce  employment  flushed  out many  gaps  such  as  the  need within  the 
aerospace  industry  to obtain well‐defined descriptions of what  the phrase  “fully qualified employee” 
dictates as far as workforce job skills and responsibilities.  The need for training in soft skills, which was 
discussed at almost every skills panel meeting, translates that lack of responsibility, lack of respect, and 
lack  of  high  expectations  that  appear  to  be  the  rule  rather  than  the  exception  in  the  public  school 
experience.  This may  be  a  cultural  issue;  however,  it  is  everyone’s  problem when  it  affects  the  job 
market and the economic development of Oklahoma. As a result of this study, the following gaps were 
identified between the aerospace industry expectations in applicant/entry‐year employee performance 
and the reality of applicant/entry‐year employee performance.  
 
The  following are gaps between  the aerospace  industry workforce  job opportunities and  capabilities, 
and the career training mechanisms that exist in the public schools:  

 Significant  gaps  exist  between  the  entry‐level  training  needed  and  training  provided  by 
education institutions; 

 A gap exists between  the aerospace  industry workforce  job opportunities and capabilities and 
the career training mechanisms that exist in the public schools; 

 A gap exists  involving communications between the aerospace  industry skill sets requirements 
and the training provided by education institutions; and 

 A  gap exists between  aerospace  industry  training,  job  shortages  and  surpluses  and programs 
available  in  education  institutions. Better  alignment  of  programs with  labor  shortages would 
shorten the work‐ready timeline and possibly save companies some of their in‐service training. 

 
EXECUTIVE SUMMARY OF OKLAHOMA AEROSPACE EDUCATION NEEDS AND PROGRAMS 
According to a National Task Force on Public Education 108 in 2005 out of 50 states and the District of 
Columbia, Oklahoma public schools ranked: 

 40th on 4th grade reading proficiency tests 
 43rd on 4th grade mathematics proficiency tests 
 32nd on 8th grade reading proficiency tests 
 42nd on 8th grade mathematics proficiency tests 

 
Because  of  the  low  performance  indicators  of  Oklahoma  education,  discussions  in  the  Skills  Panels 
proposed that the Oklahoma aerospace industry needs to develop effective youth mentoring programs 
through  partnerships  with  industry  and  schools.  Additionally,  there  is  a  need  to  develop  more 
partnerships between industry and education; provide peer mentoring for teachers to help with student 
achievement;  financially  support  the needs of  the education communities; and  to  specifically allocate 
more funding for math and science specialists.  There is also a necessary to encourage integration of the 
curriculum across various content areas and to model our education programs after other countries that 
have had academic success, utilizing those concepts that would work well in our education system. 
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Educators  and  administrators  alike need  to  support  the Oklahoma Aerospace  Summit  Education  and 
Training Day;  support extension of days  in  school year and other measures  that  improve educational 
rigor;  help  teachers  better  understand  real world  aerospace  applications within  current  curriculum; 
provide opportunities over  the summer  for  teachers  to “shadow”  industry members; provide summer 
academies for teachers, students, and counselors; and provide and promote internships for teachers in 
the summer; and  to educate  teachers  in  the  importance of  the STEM curriculum, both near‐term and 
long‐term.    Furthermore,  schools  need  to  encourage  a  more  hands‐on,  interactive,  project‐based 
approach to learning and encourage and initiate aerospace‐related career and science fairs; and there is 
a need  to discourage  teaching  to  the state mandated  tests. The participants also discussed a need  to 
market the aerospace industry as a viable, exciting, and rewarding career that has many different levels 
of job categories and applications of science and mathematics. 

 
EXECUTIVE SUMMARY OF OKLAHOMA AEROSPACE RETIRING WORKFORCE 
It is predicted that 2011 will be a peak year in employment in Oklahoma and then employment numbers 
will begin to start tapering off partially as a result of the projected retiring workforce.   Thus, there  is a 
critical need for Oklahoma aerospace companies to immediately begin preparing for this projected loss 
and replacement. When the retiring workforce issue was addressed with Skills Panel participants, many 
areas of concern were discovered and/or validated. The aerospace companies and the industry need to 
prepare  for  the  exodus  of  the  Baby  Boomer  aerospace  workforce  and  become  more  proactive  in 
sponsoring  retirement workshops  to  inform  the  retirees  about  their  benefits.    In  addition,  industry 
needs to increase awareness in the public of the employment opportunities that exist in aerospace and 
to  provide  assistance  to  the workforce  to  help  understand  how  one  can  traverse  from one  industry 
occupation to another.  Mechanisms need to be in place to capture the knowledge that will be lost once 
the  retirement  group  is  actually  retired  in  order  to  retain  the  knowledge  and make  task  transitions 
smooth  for  remaining  employees.    Finally,  aerospace  businesses  need  assistance  in  finding ways  to 
network in order to support their workforce requirements across industries. 

 
EXECUTIVE SUMMARY OF AEROSPACE BEST PRACTICES 
To  address  effects  of  the  economic  pressures,  states  across  the  United  States  are  creating  new 
employment strategies and initiatives that: 

 Continue to assess the current workforce pool and incoming workforce needs; 
 Continue labor studies to identify workforce areas of need; 
 Develop recruitment, retention, and training strategies; 
 Recruit workers from non‐aerospace industries; 
 Provide workers with infrastructure, social services, quality of life (to retain them); 
 Train and educate local workforce by providing more specific technical classes; 
 Work with education providers to establish appropriate STEM curricula for P‐20; 
 Establish partnerships with key institutions to coordinate a workforce response; 
 Respond to the unique needs of military and federal civilian spouses and their families; 
 Streamline licensing transfer processes; and  
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 Offer training, educational access, and tuition assistance, particularly for veterans who may have 
served in areas parallel to job categories in aerospace. 

 
EXECUTIVE SUMMARY OF RECOMMENDATIONS 
Aerospace  industries must address the challenge that  it  is not the responsibility of the Government to 
keep the aerospace industry going. It is the responsibility of the industry. Innovation and research drive 
this as expressed by Burt Rutan in a presentation titled Rutan Sees the Future of Space, February 2006, 
Monterey California, at an Inspiration and Innovation for the New Space Race meeting. He stated, “You 
don't have innovation cycles if the government develops and the government uses it. You know, a good 
example, of course, is the DARPA net. Computers were used for artillery first, then IRS. But when we got 
it, now you have all the level of activity, all the benefit from it. Private sector has to do it.” According to 
Rutan, “We're entering a second generation of no progress in  terms of human  flight  in space.  In  fact, 
we've  regressed. We  stand  a  very big  chance of  losing our  ability  to  inspire our  youth to  go out  and 
continue  this very  important  thing that we as a  species have always done. We need  to  inspire  them, 
because  they  need  to  lead  us  and  help  us  survive  in  the  future.” While  this  illustration  specifically 
addresses space‐related programs, it also directly applies to the aerospace industry. The excitement and 
fulfillment of aviation and aerospace efforts should be marketed in our schools and across industries to 
encourage the brightest and best young people to consider a career in aerospace.  
 
The time to take action  is now. According to a new study published by the Atlantic  in December 2010, 
Your Child Left Behind, old excuses such as teachers’ salaries and classroom sizes, and diversity of the 
population cannot be used any  longer to account for the  low achieving performances of young people 
educated in our schools. This study compared our best students, those who had at least one parent with 
a  college degree,  affluent  and white  to  the  accomplishments of  foreign  students who  took  the  PISA 
(Programme  for  International Student Assessment). US young people used  in  this comparison are not 
generally subject to  language barriers or racial discrimination.   As a result of the study findings, “these 
relatively  privileged  students  do  not  compete  favorably  with  average  students  in  other  well‐off 
countries. On the percentage basis, New York state has fewer high performers among white kids than 
Poland has among kids overall. In Illinois, the percentage of kids with a college‐educated parent who are 
highly skilled at math  is  lower than the percentage of such kids among all students  in  Iceland, France, 
Estonia, and Sweden.” Oklahoma ranks well below both of these states. According to an Organisation for 
Economic Co‐operation and Development  (OECD) 2010 Strong Performers and Successful Reformers  in 
Education,  Lessons  from  PISA  for  the  United  States,  there  is  a  significant  cost  to  the  international 
achievement gap. Researchers used an economic model  to  relate cognitive  skills as measured  in PISA 
and other  international  tests  to economic growth. Even  small  improvements  translate  to  large Gross 
Domestic Product (GDP) gains. For example, raising our average PISA scores by 25 points over the next 
20 years could translate to a gain of USD 41 trillion for the US present value of future improvements in 
GDP. Bringing all US students to a baseline level of proficiency for the OECD, could imply GDP increases 
for  the US of USD 72  trillion.   As  the  reader will  find  in  this document and  the  full Skills Gap Analysis 
Report, aerospace employers need work‐ready, college‐ready entry year employees, and  the  industry 
leaders are ready to get involved in the education system for the advancement of the industry.  
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1:   PROVIDE RECOMMENDATIONS TO HELP INDUSTRY BETTER IDENTIFY ITS ACTUAL NEEDS. 

 Create a Governor‐appointed position where the appointee will coordinate all state resources 
used  to  support  attraction  and  growth  of  the  aerospace  industry.  This  person  should  be 
agreed upon by Common Education, Higher Education and CareerTech and be able  to build 
collaborative  efforts  among  the  education  providers,  be  accountable  to  the  governor,  be 
responsive  to  industry  customers  to  oversee  all  the workforce  issues  related  to  aerospace 
business attraction projects for the benefit of the growth of the Oklahoma economy and the 
improvement of the quality of living in Oklahoma. 

 Develop standard  job descriptions, certifications,  licensures to aid  industry  in better defining 
their existing workforce; 

 Identify  or  establish  an  approved  aerospace  working  group  to  include  both  industry  and 
education providers that will serve as a formal platform to communicate actual needs across 
the industry; 

 Provide Oklahoma  industry  ongoing  access  to  the Aerospace Workforce  Center website  to 
report workforce  information  so  that  the  state/industry will  have  a  better  picture  of  their 
workforce  pipeline; 

 Continue  current Skills Panels,  transforming  them  into working groups with action  items  to 
specifically address solutions for gaps revealed in this report; 

 Investigate and encourage large company to small company mentoring programs to build and 
grow  relationships and allow mentoring  companies  to help others  identify weaknesses and 
provide them with guidance to meet their immediate needs using proven processes; and 

 Enhance  methods,  tools,  and  techniques  to  ensure  aerospace  companies  have  access  to 
information and training for workforce forecasting to assist them in identifying and addressing 
future needs. 
 

2:   PROVIDE  ASSISTANCE  FOR  EDUCATIONAL  STANDARDS  FOR  EDUCATIONAL  FACILITIES  AND  EDUCATION 
CURRICULUM. 

 Establish  a  standard  communication  platform  between  industry  working  groups  and 
education working groups to ensure that providers are aware of what  industry expects from 
incoming employees, primarily at the entry‐level; 

 Identify a collection of industry experts to better define their core job skills standards so that  
the education providers could better plan their program curricula to fit those standards; and 

 Investigate  partnerships  between  education  providers  and  industry  that  would  aid  in 
providing up‐to‐date equipment to education facilities for workforce training. 

 
3:   PROVIDE  RECOMMENDATIONS  TO  SHORTEN  THE  TIMELINE  FROM  WHEN  AN  EMPLOYER  IDENTIFIES  AN 

EMPLOYMENT NEED TO WHEN THAT EMPLOYER HAS A PRODUCTIVE WORKER. 
 Create  collaborations  between  industry  and  P‐20  systems  to  establish  internships,  co‐ops, 
tours, fairs; 

 Identify  introductory aerospace courses most needed by entry‐level personnel and establish 
widespread curriculum among education providers  (basic  instruction  in:  Introduction  to Soft 
skills, general manufacturing, familiarization with  jets, six sigma,  lean,  ITAR, FAA regulations, 
aerospace standards); 

 Leverage  company  scholarships  for  teachers  and  students  to  attend  education  entities  or 
company sponsored summer academy; 

 Establish programs  to place  industry personnel  in  schools  to ensure  students  are  aware of 
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aerospace industry opportunities and requirements so students know what is expected upon 
entering an aerospace career field; 

 Highlight companies with successful employee mentoring programs; 
 Establish core  job skills standards and certifications to ensure consistency  in  job descriptions 
and job requirements enabling employers to know exactly what skill set they are hiring;  

 Establish stable, consistent communications with education providers on aerospace workforce 
job category labor shortages and surpluses; and 

 Better align programs with  labor shortages  in order to shorten the work‐ready timeline and 
possibly save companies some of their in‐service training. 

 
4:   PROVIDE  RECOMMENDATIONS  TO  IMPROVE  WORKER  AGILITY  (ABILITY  TO  MOVE  FROM  ONE  AREA  OR 

INDUSTRY  TO  ANOTHER)  AND  PROVIDE  SUGGESTIONS  FOR  DEVELOPING  A  CROSS‐INDUSTRY  TRAINING 
CURRICULUM  WHICH  WOULD  PROVIDE  AEROSPACE  WORKERS  WITH  GREATER  AGILITY  AND  CAPABILITY 

WITHIN THE OVERALL WORKFORCE. 
 Develop  a  working  group  which  would  determine  what  requirements  are  necessary  to 
“improve” worker agility; 

 Work with Tinker AFB and our other military installations to determine best practices they use 
to “broaden career paths” of employees and determine what is applicable to the industry;  

 Develop additional certifications, standardized skill sets that would go across  industries; this 
would  involve utilizing working groups  from: health care, energy, manufacturing, aerospace, 
agriculture, logistics, etc.; 

 Develop  a  consortium  of  cross‐industry  personnel  so  each  can  better  understand  the 
functions of the other; and 

 Encourage investigations of application of skills in the cross‐industry meetings. 
 
5:   PROVIDE  RECOMMENDATIONS  ON  HOW  OKLAHOMA  TRAINING  AND  EDUCATION  ORGANIZATIONS  CAN 

ASSIST INCUMBENT WORKERS WITH EMPLOYEE GROWTH AND DEVELOPMENT. 
 Develop  collaboration  platform  for  industry  officials  and  research  college/universities  to 
research solutions to existing industry problems, provide workers with access to research and 
emerging technology; 

 Define  and  develop  cross‐industry  training  curriculum  in  order  to  accomplish  tasks  in 
Recommendation 4;  

 Spearhead incentive programs to train or re‐train existing workers; 
 Provide better awareness of Workforce Investment Boards (WIBs) to industry and process to 
leverage their resources; 

 Encourage participation in the MRO university; 
 Establish methods to educate WIBs on industry area needs; 
 Incorporate  programs  other  states  (e.g.  Washington  and  Arizona)  utilize  to  provide 
reimbursement for expenses used for eligible training; 

 Coordinate efforts to speak to parent groups to help them understand why children need to 
prepare for the STEM curriculum as early as the elementary grades; and 

 Coordinate job fairs for youth. 
 
 

6:  NEAR‐TERM AND LONG‐TERM WORKFORCE OPPORTUNITIES AND SOLUTIONS. 
 Near Term 

o Begin a  campaign  in  the public  schools  to educate young people on  the aspects of  the 
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aerospace industry with a focus on middle school because of early intervention for STEM; 
o Determine Best Practices in University programs to recruit engineering majors; 
o Determine how to recruit more women and minorities into the aerospace programs; 
o Develop a program to alleviate the causes of early voluntary attrition; and 
o Build up the Aerospace Summit to facilitate more networking within and across industries.

 Long Term 
o Work  at  the  state  government  levels  to  build  rigor  in middle  school  and  high  school 

curricula that includes the STEM curriculum; 
o Develop programs  for  state‐wide  internship programs  for  teacher/counselor during  the 

summer months with  aerospace industries; 
o Include K‐12 administrators and counselors as part of working/focus groups; 
o Develop standards for work‐ready/college ready requirements; and 
o Work closer with Common and Higher Education counselors and Colleges of Education. 

 
7:   PROVIDE RECOMMENDATIONS REGARDING A LONG‐TERM STRUCTURE FOR AEROSPACE WORKFORCE. 

 Develop  certifications  and/or  licenses which might  support  or  augment  the  existing A &  P 
certification; 

 Begin standardization of job categories/job titles/job descriptions; 
 Develop career paths for ex‐military (veterans) for quick insertion into the aerospace industry; 
 Develop  methods  for  aerospace  industry  representatives  to  network,  share  business 
capabilities and share work loads; 

 Develop  long  term  relationships with  the Education  sector  through  Summer Academies  for 
teachers, principals, and counselors; and 

 Develop academic aerospace‐related camps for children during off‐school days. 
8:   PROVIDE RECOMMENDATIONS REGARDING HOW TO COMMUNICATE WITHIN WORKFORCE WIBS, PANELS, 

THE  INDUSTRY,  THE  CAREERTECH  SYSTEM,  COMMUNITY  COLLEGES,  UNIVERSITIES,  INDUSTRY  TRAINING 
OPERATIONS, THE MILITARY, ETC. 

 Develop quarterly newsletters that highlights activities from entities; 
 Establish  working  group  with  representatives  from  each  organization  to  identify  ways  to 
leverage existing resources to aid shared training, equipment use and/or facility usage; 

 Leverage  established  relationship  s  to  eliminate  duplication  of  effort  among  agencies  and 
establish  a  complete  inventory  analysis  of  what  programs/activities/entities  have  been 
established  in Oklahoma to ensure they are being adequately marketed and utilized by their 
intended audience; and 

 Develop regular meetings with existing panel members, provide joint meetings annually. 
 

9:  IDENTIFY NEEDS THAT COULD BE MET WITH EXISTING ENTITIES, E.G. OAC AND  ITS PROGRAMS OKLAHOMA 

AEROSPACE  INSTITUTE  (OAI)  AND  CENTER  FOR AEROSPACE  SUPPLIER QUALITY  (CASQ)  AS  DIFFERENT 
FROM SUPPLIERS. 

 Lead new certification efforts; 
 Lead collaboration among the common state aerospace entities and industry organizations so 
that working groups  can  strategize as  to how  to best  connect and network with aerospace 
companies in Oklahoma; 

 Continue developing industry‐led functionalities for the Aerospace Workforce Center website. 
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10: RECOMMENDATIONS FOR PREPARING FOR THE EXODUS OF A RETIRING WORKFORCE. 
 Begin  to  develop  ways  to  keep  retiring  workforce  on  staff  a  few  hours  a  week  for 
mentoring/training or to send to the classroom; 

 Begin  to  educate  our  youth  now  on  the  type  of  jobs  that  are  involved  in  the  aerospace 
industry; 

 Work with  industry  to  investigate  current  processes  that  provide more  on‐the‐job  training 
where a young person can shadow a mentor (pre‐retirement); 

 Investigate Best  Practices of Oklahoma  aerospace  companies  as  they plan  and prepare  for 
transitions as a result of a retiring workforce. 

 

11. RECOMMENDATIONS TO CONTINUE THE WORKFORCE DATABASE TO CAPTURE THE AEROSPACE WORKFORCE 

DATA. 
 Continue development of the website with guidance from industry; 
 Continue to train Human Resources to input data into the database at least quarterly to gain 
information on the current workforce by job category, the number of people “on the bench,” 
the number of employees expected to retire in the next three years, the estimated forecast in 
hiring during the next quarter, the estimates on cost of training; 

 Develop training manuals for the aerospace companies as they learn to navigate the 
aerospace workforce database; and 

 Continue developing networking capabilities among aerospace companies in Oklahoma. 
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GREATER	  OKLAHOMA	  CITY	  CHAMBER	  OF	  COMMERCE	  

TALENT	  STRATEGY	  SUMMARY	  
	  
	  
Talent	  is	  a	  key	  driver	  of	  economic	  growth.	  Without	  the	  right	  talent,	  companies	  cannot	  grow,	  workers’	  
incomes	  stagnate,	  and	  the	  best	  and	  brightest	  leave	  the	  community.	  For	  example,	  a	  2015	  survey	  of	  
manufacturers	  reported	  that	  their	  talent	  gaps	  have	  very	  specific	  impacts	  on	  their	  abilities	  to:	  

    Meet	  customer/market	  demands	  (measures	  to	  increase	  revenues):	  82%	  of	  respondents	  
    Implement	  new	  technologies	  and	  increase	  productivity	  (measures	  to	  reduce	  costs);	  78%	  
    Provide	  effective	  customer	  service:	  69%	  	  
    Innovate	  and	  develop	  new	  products:	  62%	  

	  
“Talent”	  means	  more	  than	  simply	  a	  worker’s	  education	  level	  or	  innate	  abilities;	  it	  implies	  a	  combination	  
of	  education,	  applied	  and	  soft	  skills,	  and	  industry	  experience	  that	  make	  a	  worker	  productive	  and	  
employable.	  The	  Oklahoma	  City	  Chamber	  of	  Commerce	  can	  play	  a	  substantial	  role	  in	  supporting	  talent	  
development	  for	  the	  region.	  	  It	  calls	  for	  bringing	  companies	  together	  to	  strategize,	  for	  drawing	  
promising	  practices	  from	  inside	  and	  outside	  the	  area,	  for	  developing	  marketing	  materials	  and	  for	  
creating	  a	  sense	  of	  urgency	  among	  its	  members	  regarding	  talent.	  
	  
Proactively	  addressing	  key	  talent	  issues	  for	  the	  Greater	  Oklahoma	  City	  region	  is	  essential;	  waiting	  for	  
acute	  shortages	  to	  arise	  will	  result	  in	  costly	  and	  time-‐consuming	  solutions	  along	  with	  lost	  economic	  
opportunities.	  	  The	  purpose	  of	  this	  Talent	  Strategy	  is	  to	  identify	  efforts	  which	  will	  enhance	  the	  region’s	  
human	  capital.	  

Key	  Findings	  from	  The	  Needs	  Assessment	  
	  
Technology	  and	  business	  trends	  such	  as	  Big	  Data	  and	  the	  Internet	  of	  Things	  are	  affecting	  the	  type	  of	  
talent	  that	  is	  needed	  and	  the	  rate	  by	  which	  workers	  must	  retool	  their	  skills.	  	  New	  materials,	  embedded	  
sensors	  and	  production	  processes	  such	  as	  3-‐D	  printing	  are	  changing	  the	  face	  of	  manufacturing,	  biotech,	  
healthcare	  and	  other	  industries.	  	  In	  addition,	  the	  growing	  use	  of	  remote	  and	  contract	  workers,	  the	  
retirement	  of	  the	  baby	  boomers,	  and	  an	  average	  job	  tenure	  of	  about	  four	  years	  all	  result	  in	  multi-‐
layered	  challenges	  in	  filling	  talent	  gaps.	  	  	  
	  
Skills	  needed	  in	  high	  demand	  and	  mission	  critical	  jobs	  are	  in	  constant	  need	  of	  updating.	  	  This	  in	  turn	  
requires	  education	  and	  training	  solutions	  that	  are	  competency-‐based	  and	  stackable	  and	  delivered	  
through	  more	  flexible	  and	  on-‐demand	  modalities.	  	  To	  position	  the	  region	  as	  a	  place	  where	  talent	  and	  
businesses	  can	  thrive	  will	  require	  identifying	  specific	  gaps	  in	  occupations	  and	  training	  infrastructure,	  
then	  addressing	  those	  gaps	  through	  targeted	  actions	  that	  can	  benefit	  multiple	  industries	  and	  employers.	  	  
	  
The	  needs	  assessment	  combined	  market	  trends,	  data	  analysis	  and	  employer	  input	  to	  ascertain	  a	  set	  of	  
regional	  challenges	  that	  frame	  this	  Talent	  Strategy.	  

    Many	  talent	  gaps	  relate	  to	  existing	  workers,	  making	  incumbent	  worker	  training	  as	  essential,	  if	  
not	  more	  so,	  as	  developing	  a	  pipeline	  of	  new	  workers.	  	  Companies	  strongly	  desire	  models	  to	  
help	  them	  rapidly	  retool	  or	  upskill	  employees.	  
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    The	  demand	  for	  IT	  workers	  and	  embedded	  IT	  skills	  in	  non-‐IT	  occupations	  is	  significant	  and	  
growing.	  Employers	  confirmed	  the	  effect	  that	  big	  data	  is	  having,	  especially	  around	  cybersecurity	  
and	  data	  analytics.	  	  Yet	  the	  local	  training	  infrastructure	  for	  IT/Software	  (e.g.,	  on-‐demand	  training	  
and	  coding	  academies)	  appears	  to	  be	  inadequate.	  

    The	  lack	  of	  IT	  training	  for	  existing	  workers	  means	  companies	  are	  forced	  to	  recruit	  positions	  such	  
as	  systems	  architects,	  software	  developers	  and	  engineers	  from	  elsewhere;	  companies	  report	  
that	  recruiting	  for	  these	  occupations	  can	  be	  very	  difficult.	  

    Virtually	  every	  company	  was	  anxious	  to	  have	  the	  Chamber	  tap	  into	  its	  marketing	  expertise	  to	  
provide	  support	  for	  recruiting	  workers	  from	  other	  regions;	  especially	  for	  high	  demand	  
technology	  and	  engineering	  positions.	  

    The	  advancement	  of	  automation	  and	  smart	  machines	  has	  rapidly	  increased	  the	  skill	  
requirements	  for	  technicians,	  calling	  for	  a	  combination	  of	  mechanical,	  electrical,	  and	  computer	  
skills.	  CareerTechs,	  however,	  do	  not	  appear	  to	  be	  able	  to	  enroll	  or	  produce	  enough	  skilled	  
workers	  for	  these	  jobs,	  and	  very	  few	  companies	  that	  participated	  in	  our	  discussions	  had	  any	  
structured	  training	  or	  apprenticeship-‐type	  programs	  to	  help	  alleviate	  the	  supply	  gap.	  

    Many	  skilled	  production	  positions	  (e.g.,	  middle-‐skill	  jobs)	  are	  being	  held	  by	  older	  workers	  with	  a	  
need	  to	  upskill	  younger	  workers	  to	  replace	  them.	  	  Therefore,	  training	  for	  skills	  such	  as	  being	  a	  
supervisor	  was	  noted	  by	  a	  variety	  of	  companies,	  especially	  smaller	  firms.	  	  	  

    Companies	  also	  noted	  a	  lack	  of	  awareness	  in	  students	  and	  adults	  about	  careers	  in	  middle-‐skill	  
jobs	  such	  as	  machinists,	  industrial	  maintenance	  workers,	  and	  skilled	  trades.	  Many	  felt	  schools	  
and	  parents	  were	  actively	  guiding	  youth	  toward	  four-‐year	  degrees	  with	  little	  information	  or	  
promotion	  of	  well-‐paying	  technical	  careers	  that	  require	  less	  than	  a	  Bachelor’s	  degree.	  According	  
to	  both	  companies	  and	  educators,	  career	  counseling	  has	  become	  nearly	  extinct	  in	  K-‐12	  schools,	  
making	  it	  difficult	  to	  interest	  students	  in	  middle-‐skill	  jobs.	  

    It	  appears	  that	  companies	  have	  limited	  experience	  in	  working	  together	  on	  talent	  solutions	  or	  
with	  training	  and	  workforce	  providers.	  There	  is	  clearly	  a	  vacuum	  in	  brokering	  and	  aggregating	  
industry	  needs	  toward	  shared	  solutions.	  	  	  

High	  Demand	  and	  Hard	  to	  Fill	  Occupations	  

The	  needs	  assessment	  also	  provided	  an	  analysis	  of	  occupational	  data	  that	  resulted	  in	  the	  identification	  
of	  specific	  high	  demand	  and	  hard	  to	  fill	  occupational	  clusters	  that	  cut	  across	  industries	  or	  had	  projected	  
growth	  sufficient	  to	  provide	  sound	  starting	  points	  for	  Chamber	  initiatives.	  	  

Top	  Ranked	  Professional	  
Occupational	  Clusters	  

Top	  Ranked	  Middle-‐Skill	  
Occupational	  Clusters	  

Top	  Ranked	  Health	  Care	  
Occupational	  Clusters	  

    Systems	  Analysts/Architects,	  
Cybersecurity	  Specialists	  

    Software	  Developers	  and	  
Engineers	  

    Business	  Intelligence	  and	  
Data	  Analysts	  

    Operations	  &	  Compliance	  
Specialists	  

    Skilled	  Trades	  (Welders,	  
commercial/	  industrial	  
electricians,	  plumbers)	  

    Industrial	  Maintenance	  and	  
Precision	  Repair	  Technicians	  

    Technology-‐proficient	  
Machinists	  	  

    First-‐line	  Supervisors	  

    Nurse	  Practitioners,	  Physician	  
Assistants	  and	  Nurse	  
Specialists	  

    Rehabilitation	  Specialists	  
(Physical,	  Occupational,	  
Speech	  Therapists)	  

    Mental	  and	  Community	  Health	  
Workers	  

    Diagnostic	  Technicians	  	  
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A	  Talent	  Strategy	  Framework	  
	  
Guiding	  Principles:	  The	  results	  of	  the	  Needs	  Assessment	  point	  to	  a	  set	  of	  conditions	  or	  guiding	  principles	  
that	  underlie	  the	  Talent	  Strategy.	  	  

    The	  focus	  should	  be	  on	  employer-‐led	  or	  supported	  education	  and	  training	  efforts	  that	  augment	  and	  
complement	  (rather	  than	  duplicate)	  traditional	  post-‐secondary	  and	  publicly	  funded	  job	  training	  
programs.	  

    Priority	  should	  be	  given	  to	  occupations	  that	  are	  needed	  across	  industries	  and	  employers.	  

    Special	  attention	  should	  be	  paid	  to	  upskilling	  and	  retooling	  existing	  workers.	  
    It	  will	  be	  critical	  to	  leverage	  training	  resources	  from	  both	  public	  and	  private	  sectors	  and	  utilize	  

partnerships	  of	  multiple	  training	  providers	  to	  provide	  the	  scale	  and	  flexibility	  needed	  for	  success.	  

    The	  Talent	  Strategy	  should	  position	  the	  Chamber	  as	  a	  broker	  and	  convener,	  rather	  than	  as	  an	  
operator	  of	  programs.	  

    It	  will	  be	  essential	  to	  build	  capacity	  for	  groups	  of	  employers	  to	  work	  together.	  
	  

	  
	  
	   	  

INITIATIVES	  AT	  A	  GLANCE	  
	  
EMPLOYER	  TRAINING	  COLLABORATIVE	  	  

A	  primary	  initiative	  of	  the	  talent	  strategy	  is	  working	  with	  groups	  of	  companies	  to	  broker	  the	  development	  
of	  targeted	  education	  and	  training	  focused	  on	  existing	  workers,	  initially	  around	  IT/data	  analytics	  and	  key	  
middle-‐skill	  jobs.	  	  Options	  include:	  

  Short-‐term/rapid	  retooling	  efforts	  to	  help	  workers	  keep	  up-‐to-‐speed	  on	  rapidly	  changing	  
technologies	  or	  high	  demand	  skills	  such	  as	  data	  analytics	  and	  cybersecurity.	  

  Upskilling	  and	  competency-‐based	  training	  including	  badges	  and	  credentials	  that	  allow	  groups	  of	  
employers	  to	  cost-‐effectively	  train	  employees	  to	  current	  competitive	  levels.	  	  This	  has	  strong	  
applications	  to	  employers	  who	  share	  a	  need	  for	  specific	  occupations.	  

  Work-‐based	  and	  apprentice-‐style	  education	  and	  training,	  especially	  related	  to	  middle-‐skill	  
occupations	  such	  as	  machinists,	  millwrights	  and	  industrial	  maintenance	  and	  repair	  where	  applied	  
learning	  is	  essential.	  

	  
TALENT	  PIPELINE	  AND	  SUPPORT	  INITIATIVES	  

In	  addition	  to	  brokering	  functions	  for	  specific	  training	  gaps,	  the	  talent	  strategy	  can	  further	  assist	  the	  
development	  of	  skilled	  workers	  through	  specific	  activities	  such	  as:	  

  A	  focused	  initiative	  to	  build	  a	  sustained	  pipeline	  of	  middle-‐skill/technician	  occupations	  by	  
coordinating	  industry	  engagement	  in	  efforts	  to	  help	  students	  and	  adults	  better	  understand	  and	  
access	  careers	  in	  well-‐paying	  middle-‐skill	  jobs.	  

  Support	  of	  talent	  recruitment	  for	  specialized	  or	  high-‐demand	  jobs	  such	  as	  IT	  and	  software,	  
bio/health	  sciences,	  and	  engineering.	  	  The	  Chamber	  would	  help	  develop	  and	  package	  information	  
and	  marketing	  materials	  for	  targeted	  occupational	  clusters.	  

  Being	  a	  voice	  and	  champion	  for	  industry-‐based	  talent	  issues	  to	  raise	  awareness,	  promoting	  best	  
practices	  and	  advocating	  for	  policies	  and	  resources	  required	  to	  scale	  successful	  models.	  	  
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Employer	  Training	  Collaboratives:	  Retooling	  and	  Upskilling	  Existing	  Talent	  	  
	  
Establish	  Employer	  Training	  Collaboratives	  where	  the	  Chamber	  provides	  a	  “brokering”	  function	  to	  
assist	  companies	  in	  implementing	  training	  solutions	  that	  can	  be	  utilized	  by	  multiple	  businesses.	  	  
	  
About	  80%	  of	  the	  workforce	  needed	  in	  2026	  is	  already	  in	  the	  workplace	  today,	  and	  growing	  numbers	  of	  
senior	  and	  mid-‐level	  workers	  are	  retiring	  every	  year.	  	  This	  is	  creating	  a	  talent	  gap	  in	  mission-‐critical	  jobs	  
in	  areas	  such	  as	  IT,	  engineering,	  skilled	  production,	  and	  healthcare.	  Hiring	  new	  entrants	  will	  not	  be	  
enough	  to	  meet	  this	  need,	  especially	  since	  most	  replacement	  jobs	  require	  experience.	  	  While	  a	  few	  
companies	  have	  begun	  internal	  training	  programs	  to	  address	  these	  needs,	  others	  simply	  continue	  to	  
steal	  workers	  from	  neighboring	  companies.	  	  	  Yet	  without	  opportunities	  to	  implement	  cost-‐effective	  
training	  models,	  the	  overall	  skill	  level	  of	  the	  region’s	  workforce	  will	  decline	  in	  comparison	  to	  those	  
regions	  that	  invest	  in	  talent,	  making	  it	  harder	  to	  grow	  and	  recruit	  businesses	  to	  the	  region.	  	  
	  

The	  focus	  should	  be	  on	  occupations	  such	  as	  IT/software	  workers	  and	  middle-‐skill	  jobs	  such	  as	  
machinists	  and	  industrial	  maintenance	  technicians	  that	  cut	  across	  industries	  and	  on	  issues	  where	  
publicly	  funded	  job	  training	  or	  higher	  education	  have	  limited	  resources	  or	  capacity.	  	  	  
	  
Employers	  have	  noted	  three	  levels	  of	  training	  that	  the	  Chamber	  can	  help	  broker:	  
	  
Rapid	  retooling	  of	  skills	  that	  address	  short-‐term	  or	  immediate	  needs:	  	  These	  are	  training	  efforts	  that	  
add	  to	  an	  individual’s	  existing	  competencies	  by	  rapidly	  retooling	  their	  skills.	  These	  are	  typically	  short-‐
term	  training	  cycles	  (<	  3	  months)	  and	  delivered	  in	  a	  “bootcamp”	  or	  intensive	  model.	  	  Once	  developed,	  
they	  are	  scalable	  and	  replicable	  across	  occupations	  or	  industries.	  Employers	  noted	  a	  need	  for:	  

    Training	  programs	  to	  update	  skills	  due	  to	  changing	  technologies	  or	  regulations	  (e.g.,	  cyber	  
security	  training	  for	  IT/Software	  workers,	  or	  applied	  data	  analytics	  for	  compliance	  officers).	  	  

    Efforts	  that	  help	  workers	  redeploy	  their	  skills	  from	  one	  industry	  to	  another	  (e.g.,	  a	  software	  
developer	  moving	  from	  a	  tech	  company	  to	  aviation)	  that	  can	  benefit	  from	  condensed	  training	  
on	  industry	  specific	  aspects	  of	  an	  occupation—what	  some	  have	  referred	  to	  as	  “finishing	  school	  
programs.”	  	  

Upskilling	  of	  workers	  to	  advance	  their	  positions	  within	  a	  company:	  Replacing	  retiring	  workers	  while	  
also	  making	  room	  for	  an	  expanding	  workforce	  requires	  moving	  existing	  workers	  “up	  the	  ladder.”	  
Developing	  shared	  models	  and	  aggregating	  demand	  can	  help	  upgrade	  skills	  of	  workers	  that	  otherwise	  
would	  be	  too	  expensive	  or	  time-‐consuming	  for	  an	  individual	  company,	  especially	  smaller	  and	  mid-‐sized	  
firms.	  	  Typically	  implemented	  over	  a	  3	  to	  12-‐month	  period,	  they	  use	  standards	  and	  competencies	  that	  
are	  recognized	  by	  participating	  companies.	  Two	  types	  of	  upskill	  training	  needs	  in	  particular	  have	  been	  
noted	  by	  regional	  employers:	  

    Competency-‐based	  training	  including	  industry-‐recognized	  badges	  and	  credentialing	  models	  that	  
verify	  worker	  skills	  (e.g.,	  training	  machine	  operators	  in	  Lean/Six	  Sigma	  and	  providing	  a	  
certification.)	  	  While	  the	  content	  may	  vary	  from	  industry	  to	  industry	  or	  occupation	  to	  
occupation,	  the	  process	  used	  to	  develop	  and	  deliver	  the	  content	  is	  structured	  and	  transferable.	  

    Shared	  training	  models	  where	  groups	  of	  companies	  work	  together	  to	  develop	  content,	  yet	  
which	  can	  be	  implemented	  in	  individual	  work	  places.	  	  Supervisory	  training	  was	  frequently	  
mentioned	  as	  an	  example.	  
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Deploying	  work-‐based	  models	  to	  address	  ongoing	  and	  chronic	  needs:	  These	  efforts	  help	  groups	  of	  
companies	  establish	  and	  implement	  work-‐based	  models	  that	  can	  be	  used	  repeatedly.	  These	  solutions	  
typically	  combine	  classroom	  and	  work-‐site	  training,	  and	  often	  include	  education	  partners	  from	  technical	  
and	  community	  colleges.	  	  They	  are	  most	  often	  used	  for	  technician	  level	  jobs	  where	  applied	  learning	  is	  
especially	  important.	  	  Examples	  of	  these	  programs	  include:	  

    Brokering	  the	  deployment	  of	  work-‐based	  training	  programs.	  	  For	  example,	  some	  manufacturing	  
extension	  programs	  (MEPs)	  are	  working	  with	  companies	  to	  implement	  structured	  on-‐the-‐job	  
training	  programs	  for	  their	  workers,	  formalizing	  the	  concepts	  presented	  and	  developing	  ways	  to	  
test	  competencies	  within	  the	  companies.	  	  	  

    Examining	  cost-‐effective	  ways	  to	  develop	  apprentice-‐style	  models	  that	  are	  particularly	  effective	  
for	  technician	  level	  jobs	  such	  as	  machinists,	  industrial	  maintenance	  workers,	  millwrights	  and	  
others.	  	  	  These	  efforts	  are	  also	  being	  used	  in	  areas	  such	  as	  healthcare	  and	  IT/Software.	  	  For	  
example,	  home	  health	  care	  organizations	  have	  developed	  non-‐apprenticeship	  programs	  for	  non-‐
licensed	  staff	  (e.g.,	  Hospital	  Unit	  Clerk	  is	  an	  apprenticeable	  occupation	  in	  Washington	  State).	  

	  
Chamber’s	  Role	  
The	  Chamber’s	  role	  would	  be	  to	  bring	  together	  companies	  that	  are	  committed	  to	  increasing	  talent	  
among	  their	  existing	  workers,	  exposing	  them	  to	  promising	  practices,	  helping	  groups	  of	  companies	  select	  
training	  designs,	  and	  brokering	  the	  resources	  and	  partnerships	  with	  training	  providers	  that	  will	  achieve	  
their	  goals.	  	  Specifically,	  the	  Chamber	  would:	  
	  

    Convene	  representatives	  from	  a	  spectrum	  of	  companies	  that	  have	  common	  interests	  in	  
occupations	  (e.g.,	  software	  developers,	  data	  analytics	  specialists)	  for	  development	  of	  joint	  
training	  strategies.	  	  We	  recommend	  starting	  with	  IT/data	  analytics	  and	  skilled	  production	  and	  
maintenance	  occupations.	  	  

    Host	  promising	  practice	  forums	  around	  each	  topic,	  bringing	  in	  national	  models	  as	  well	  as	  local	  
efforts.	  	  These	  forums	  would	  also	  narrow	  needs	  into	  a	  list	  of	  priority	  pilot	  projects.	  	  These	  events	  
should	  highlight	  national	  training	  initiatives	  (for	  example,	  the	  U.S.	  Chamber	  of	  Commerce	  and	  
the	  Manufacturing	  Institute)	  and	  feature	  specific	  models	  that	  have	  shown	  success	  elsewhere,	  
such	  as	  the	  Oregon	  Bioscience	  Association	  which	  retooled	  generic	  IT/Software	  workers	  from	  
other	  industries	  for	  comparable	  positions	  in	  the	  biotech	  sector.	  

    Outline	  a	  resource	  and	  implementation	  plan	  for	  a	  short	  list	  of	  one	  to	  two	  pilot	  projects,	  
identifying	  key	  activities,	  timelines,	  and	  what	  will	  be	  needed	  from	  companies,	  outside	  resources	  
and	  the	  Chamber.	  

    Facilitate	  the	  development	  of	  pilots,	  helping	  interested	  companies	  to	  identify	  and	  share	  internal	  
training	  resources,	  and	  bringing	  training	  entities	  and	  resources	  to	  the	  table.	  	  If	  a	  grant	  is	  needed,	  
the	  Chamber	  could	  coordinate	  its	  development.	  

    Assist	  with	  implementation,	  helping	  to	  aggregate	  demand	  from	  employers,	  develop	  materials,	  
schedule	  training,	  and	  then	  evaluating	  results.	  

    Maintain	  and	  share	  a	  database	  of	  best	  practices	  gathered	  from	  research	  and	  forums	  that	  
describes	  high	  impact	  programs	  and	  partnerships	  that	  deliver	  agile	  and	  scalable	  education	  and	  
training	  options.	  	  	  
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Expand	  the	  Pipeline	  of	  New	  Workers	  for	  Middle-‐Skill	  Jobs	  
	  
Develop	  a	  focused	  and	  coordinated	  messaging	  campaign	  to	  interest	  students	  and	  adults	  in	  middle-‐skill	  
jobs	  that	  pay	  livable	  wages.	  
	  
Middle-‐skill	  jobs	  including	  machinists,	  computer	  support	  technicians,	  dental	  hygenists,	  accounting	  and	  
audit	  clerks	  represent	  over	  50%	  of	  all	  jobs	  in	  Oklahoma1.	  	  Eight	  out	  of	  ten	  middle-‐skill	  jobs	  now	  require	  
digital	  skills	  ranging	  from	  the	  use	  of	  spreadsheets	  to	  programming	  machinery.	  With	  K-‐12	  career	  
counselors	  almost	  non-‐existent,	  and	  many	  schools	  placing	  little	  emphasis	  on	  well-‐paying	  careers	  that	  
require	  postsecondary	  education	  of	  less	  than	  a	  Bachelor’s	  degree,	  it	  is	  no	  surprise	  that	  the	  number	  of	  
students	  entering	  related	  CTE	  education	  programs	  (the	  pipeline)	  is	  not	  keeping	  pace	  with	  regional	  
demand.	  	  
	  
Industry	  is	  asking	  for	  middle-‐skill	  initiatives	  that	  increase	  information	  about	  and	  provide	  hands-‐on	  
experiences	  for	  middle-‐skill	  careers.	  	  These	  efforts	  should	  be	  highly	  coordinated	  with	  work-‐based	  
training	  efforts	  such	  as	  apprenticeships.	  	  
	  
Get	  the	  word	  out	  about	  their	  middle-‐skill	  careers.	  	  The	  Chamber	  can	  utilize	  its	  communications	  and	  
public	  information	  campaign	  experience	  to	  develop	  a	  marketing	  effort	  around	  middle-‐skill	  jobs	  that	  are	  
in	  high	  demand	  by	  regional	  employers.	  	  Suggested	  activities	  include:	  

    Identify	  occupational	  clusters	  to	  pilot,	  conduct	  appropriate	  market	  research,	  and	  convene	  
employers,	  students	  and	  others	  to	  refine	  key	  messaging	  around	  middle-‐skill	  jobs.	  	  

    Assemble	  an	  array	  of	  existing	  information	  around	  clusters	  of	  middle-‐skill	  jobs	  and	  illustrate	  how	  
these	  jobs	  are	  connected	  to	  career	  opportunities	  with	  regional	  employers.	  	  Use	  this	  information	  
to	  host	  teacher	  and	  school	  counselor	  training	  events	  and	  career	  forums.	  

    Partner	  with	  staffing	  agencies	  and	  employers	  to	  provide	  in-‐kind	  services	  to	  develop	  shared	  
promotional	  materials.	  Work	  with	  employers	  to	  communicate	  middle-‐skill	  career	  information	  to	  
their	  employees,	  most	  of	  whom	  are	  parents.	  

    Help	  education	  providers	  in	  the	  region	  to	  develop	  a	  directory	  of	  education	  and	  training	  
programs	  related	  to	  middle-‐skill	  jobs.	  	  Include	  information	  on	  camps	  and	  afterschool	  programs	  
available	  to	  students	  and	  adults.	  

	  
Provide	  students	  with	  hands-‐on	  experiences	  and	  mentors	  to	  support	  existing	  company	  activities.	  	  
Many	  companies	  already	  participate	  in	  career	  fairs,	  site	  tours,	  and	  related	  events	  that	  serve	  to	  pique	  
interest,	  but	  not	  maintain	  it.	  The	  Chamber	  could	  augment	  activities	  with	  scholarships	  and	  additional	  
hands-‐on	  efforts.	  

    Develop	  a	  scholarship	  fund	  for	  student	  camps;	  partner	  with	  organizations	  that	  already	  provide	  
various	  hands-‐on	  camps	  and	  afterschool	  programs	  to	  explore	  gaps	  and	  expand	  efforts	  in	  
programs	  that	  promote	  middle-‐skills	  career	  pathways.	  For	  example,	  the	  Decatur-‐Morgan	  County	  
Chamber	  in	  Georgia	  partners	  with	  a	  community	  college	  to	  offer	  a	  4-‐day	  welding	  and	  electrical	  
technology	  camp	  for	  9-‐12th	  grade	  girls.	  

	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  
1	  National	  Skills	  Coalition,	  State	  Fact	  Sheets	  	  http://www.nationalskillscoalition.org/resources/publications/file/middle-‐skill-‐fact-‐
sheets-‐2014/NSC-‐Oklahoma-‐MiddleSkillFS-‐2014.pdf	  
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    As	  student	  interest	  and	  enrollment	  grows,	  examine	  the	  feasibility	  of	  a	  mentoring	  and	  internship	  
initiative	  for	  students	  in	  selected	  CareerTech	  programs,	  providing	  both	  coaching	  by	  industry	  
professionals	  and	  an	  internship	  experience.	  	  	  	  

	  
Advance	  work-‐based	  learning	  and	  apprentice-‐style	  education	  models	  

Host	  a	  best	  practice	  forum	  on	  apprentice-‐style	  education	  and	  training	  models,	  especially	  exploring	  ways	  
in	  which	  working	  adults	  with	  lower	  skills	  (who	  cannot	  to	  take	  time	  off	  work)	  can	  utilize	  “earn	  and	  learn”	  
models	  to	  move	  into	  better	  paying	  careers.	  	  Promote	  the	  development	  of	  youth	  apprenticeship	  
initiatives	  in	  key	  occupations	  such	  as	  the	  Wisconsin	  Youth	  Apprenticeship	  program	  which	  includes	  two-‐
year	  work-‐based	  learning	  models	  in	  a	  wide	  variety	  of	  occupations,	  including	  IT	  and	  health	  care.	  	  
	  
	  
Support	  the	  Recruitment	  of	  Mission	  Critical	  Talent	  
	  
Provide	  data	  and	  marketing	  materials	  to	  support	  recruitment	  of	  key	  occupations.	  	  	  
	  
There	  will	  always	  be	  a	  set	  of	  occupations	  with	  specific	  needs	  or	  a	  demand	  bubble	  that	  will	  require	  
recruitment	  from	  outside	  the	  region.	  	  	  For	  these	  jobs,	  especially	  those	  in	  fast	  growing	  sectors	  like	  
IT/Software,	  having	  clear	  and	  crisp	  information	  on	  the	  advantages	  of	  relocating	  to	  and	  working	  in	  
Greater	  OKC	  is	  important.	  	  	  
	  
The	  Chamber	  already	  plays	  a	  pivotal	  role	  in	  marketing	  the	  region.	  	  It	  is	  positioned	  as	  the	  logical	  player	  in	  
providing	  targeted	  talent	  recruitment	  support.	  	  In	  this	  initiative,	  the	  Chamber	  would:	  	  

    Verify	  the	  top	  occupations	  for	  which	  employers	  are	  recruiting	  from	  outside	  the	  region,	  targeting	  
jobs	  that	  are	  hardest	  to	  fill	  and	  those	  that	  cross	  two	  or	  more	  industry	  sectors.	  	  The	  Talent	  Needs	  
Assessment	  has	  identified	  an	  initial	  set	  of	  occupations,	  and	  an	  annual	  survey	  of	  investors	  and	  
members	  can	  augment	  future	  lists.	  

    Understand	  from	  employers	  what	  recruitment	  tools	  and	  information	  work	  well	  and	  tap	  into	  the	  
Chamber’s	  rich	  array	  of	  marketing	  materials	  and	  research	  data	  to	  enhance	  recruitment	  
resources.	  	  	  

    Enhance	  the	  Chamber’s	  web	  content	  to	  provide	  the	  necessary	  links	  to	  employers.	  
    Develop	  a	  process	  by	  which	  industry	  groups,	  HR	  and	  recruitment	  staff	  learn	  about	  and	  

effectively	  utilize	  the	  Chamber’s	  information.	  	  	  These	  could	  be	  brief	  workshops	  or	  webinars.	  
    Enhance	  the	  integration	  of	  talent	  recruitment	  information	  into	  the	  Chamber’s	  economic,	  

marketing	  and	  membership	  divisions.	  	  Specifically	  call	  out	  talent	  recruitment	  as	  a	  value-‐added	  
service	  available	  to	  member	  companies.	  

Future	  work	  might	  also	  lead	  to	  creating	  a	  recruitment	  webpage/site	  for	  specific	  clusters	  of	  occupations	  
including	  tech-‐based	  jobs	  (IT,	  software,	  media),	  engineering	  jobs,	  and	  bio/health	  sciences.	  However,	  this	  
is	  not	  recommended	  as	  a	  starting	  point.	  	  
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Be	  the	  Voice	  and	  Champion	  for	  Talent	  Issues	  

Be	  the	  go-‐to	  resource	  and	  champion	  for	  issues	  related	  to	  building	  strong	  and	  competitive	  talent.	  
	  
Individual	  talent	  programs	  will	  only	  be	  successful	  if	  members	  and	  community	  partners	  understand	  and	  
experience	  their	  value.	  The	  Chamber’s	  role	  as	  bridge	  and	  facilitator	  between	  employers	  and	  the	  array	  of	  
education	  and	  workforce	  partners	  requires	  good	  information,	  compelling	  stories,	  and	  employers	  willing	  
to	  work	  together	  to	  address	  key	  issues.	  In	  other	  words,	  it	  requires	  a	  consistent	  and	  strong	  voice.	  	  It	  also	  
requires	  a	  coordinated	  effort	  to	  scale	  high-‐impact	  and	  cost-‐effective	  solutions	  which	  often	  involves	  a	  
respected	  champion	  to	  change	  policies	  and	  funding	  allocations	  that	  support	  talent	  development.	  	  
To	  carry	  out	  the	  goal	  of	  being	  a	  recognized	  industry	  voice	  for	  talent,	  the	  Chamber	  should	  focus	  on	  three	  
key	  objectives:	  

Building	  the	  Case	  for	  Talent:	  Getting	  the	  word	  out	  that	  talent	  is	  an	  economic	  driver	  and	  an	  investment,	  
not	  simply	  an	  expense.	  	  

    Maintain	  a	  regional	  talent	  assessment	  that	  acts	  as	  the	  base	  document	  for	  the	  Chamber’s	  talent	  
strategy.	  	  The	  Talent	  Assessment	  should	  include	  key	  economic	  and	  technology	  trends	  that	  are	  
affecting	  the	  availability	  and	  qualifications	  of	  talent;	  data	  and	  information	  on	  high	  demand	  and	  
hard	  to	  fill	  occupational	  clusters;	  and	  local	  and	  national	  best	  practices	  for	  addressing	  key	  gaps.	  	  
Such	  information	  provides	  a	  foundation	  for	  other	  talent	  strategies	  including:	  
o   Identifying	  specific	  gaps	  in	  education	  and	  training	  models,	  especially	  for	  incumbent	  workers,	  

and	  advocating	  for	  resources	  or	  policies	  to	  address	  key	  gaps.	  
o   Gathering	  groups	  of	  employers	  and	  working	  with	  education	  and	  training	  partners	  to	  explore	  

possible	  training	  solutions	  as	  described	  in	  the	  Talent	  Training	  Collaborative	  section.	  
o   Connecting	  talent	  issues	  to	  economic	  development	  recruitment	  and	  expansion	  efforts.	  

	  
    Make	  presentations	  and	  publish	  opinion	  pieces	  about	  talent	  trends	  and	  their	  impact	  on	  the	  

Greater	  Oklahoma	  City	  Region,	  including	  the	  Chamber’s	  new	  Super	  Blog.	  	  Connect	  to	  talent	  
recruitment	  activities.	  

Championing	  specific	  policies	  and	  programs:	  The	  Chamber	  can	  help	  to	  influence	  the	  allocation	  of	  
resources	  and	  the	  creation	  of	  policies	  that	  foster	  cost-‐effective,	  high-‐impact	  training	  models.	  	  This	  will	  
likely	  occur	  once	  specific	  pilots	  have	  been	  implemented	  and	  specific	  policy	  and	  resource	  needs	  have	  
been	  identified.	  	  

    Expand	  advocacy	  beyond	  K-‐12	  education	  to	  include	  funding	  and	  policies	  that	  address	  the	  gap	  in	  
incumbent	  worker	  training,	  work-‐based	  programs,	  and	  other	  cost-‐effective	  models.	  

	  
	   	  



Greater	  Oklahoma	  City	  Chamber	  -‐	  Talent	  Strategy	  Summary	   9	  

Key	  Resource	  Organizations	  
There	  are	  many	  national	  business	  and	  industry	  organization	  that	  catalog	  best	  practices	  and	  develop	  
programs	  that	  can	  be	  replicated	  in	  different	  regions.	  	  These	  serve	  as	  starting	  points	  to	  understand	  what	  
has	  been	  successful	  elsewhere	  and	  to	  avoid	  reinventing	  the	  wheel	  so	  limited	  resources	  can	  be	  deployed	  
on	  the	  actual	  training.	  	  	  
	  
    US	  Chamber	  of	  Commerce	  sponsors	  a	  Talent	  Pipeline	  Management	  Initiative.	  

    UpSkill	  America	  is	  an	  industry	  led	  movement	  to	  promote	  training	  that	  advances	  the	  skills	  of	  US	  
workers.	  

    The	  Aspen	  Institute	  Economic	  Opportunities	  Program	  focuses	  on	  strategies	  for	  helping	  low	  and	  
moderate	  income	  workers	  upgrade	  skills	  for	  family	  wage	  jobs.	  

    The	  Training	  Within	  Industry	  Institute	  offers	  hands-‐on	  supervisory	  training	  for	  an	  array	  of	  
companies.	  

    The	  Manufacturing	  Institute	  provides	  in-‐depth	  information	  on	  worker	  training,	  with	  a	  special	  
emphasis	  on	  certification	  and	  badging.	  

    I4CP	  –the	  Institute	  for	  Corporate	  Productivity	  is	  a	  research	  firm	  providing	  information	  peer	  
collaboration,	  tools	  and	  data	  for	  workforce	  and	  talent	  strategies.	  	  

    National	  Skills	  Coalition	  provides	  an	  array	  of	  information	  and	  fact	  sheets	  on	  middle-‐skill	  careers.	  
    Burning	  Glass	  offers	  an	  array	  of	  information	  and	  links	  to	  research	  about	  middle-‐skill	  jobs	  as	  well	  as	  

other	  careers.	  
    The	  National	  Network	  Connecting	  Learning	  and	  Work	  (A	  Project	  of	  the	  National	  Network	  of	  Business	  

and	  Industry	  Associations,	  the	  Business	  Roundtable	  and	  the	  ACT	  Foundation)	  catalogs	  successful	  
work-‐based	  learning	  approaches.	  

    Oklahoma	  Science	  &	  Engineering	  Foundation	  is	  the	  State’s	  sponsor	  of	  Lego	  Robotics	  and	  other	  STEM	  
camps	  and	  programs.	  

	  
	  

Best	  Practice	  Examples	  	  
On-‐line,	  Competency-‐based	  Certification	  for	  IT/Software	  Skills	  
Nanodegree	  is	  an	  online,	  fast-‐track	  competency-‐based	  training	  for	  individuals	  interested	  in	  IT/Software	  
positions.	  	  Developed	  by	  AT&T	  and	  Udacity,	  students	  master	  the	  fundamentals	  of	  programming	  and/or	  
analytical	  skills	  necessary	  to	  qualify	  for	  an	  entry-‐level	  IT/Software	  position	  such	  as	  a	  web	  developer	  or	  
iOS	  or	  Android	  application	  designer	  in	  as	  little	  as	  six	  months.	  	  The	  program	  uses	  content	  from	  open	  
online	  (MOOC)	  courses	  for	  seven	  different	  occupations	  or	  topics:	  front-‐end	  developer,	  data	  analysts,	  full	  
stack	  web	  developer,	  iOS	  developer,	  Android	  developer,	  introduction	  to	  programming,	  and	  beginning	  
IOS	  app	  development.	  	  	  The	  program	  is	  project	  based	  with	  professional	  reviewers	  and	  mentors	  and	  is	  
endorsed	  by	  the	  national	  Business	  Roundtable.	  	  The	  flexibility	  has	  allowed	  ATT&T	  to	  find	  more	  
diversified	  workers	  including	  women,	  minorities	  and	  veterans.	  	  The	  cost	  is	  $200	  per	  month	  and	  
graduates	  employed	  by	  AT&T	  are	  eligible	  for	  a	  50%	  reimbursement.	  	  AT&T	  and	  Udacity	  also	  offer	  
scholarships	  to	  underserved	  students.	  
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BioPro	  and	  BioCatalyst	  
The	  goal	  of	  BioPro,	  a	  program	  of	  the	  Oregon	  Bioscience	  Association,	  is	  to	  raise	  the	  knowledge	  and	  
efficiency	  of	  existing	  Biotech	  workers	  through	  offering	  shared	  classes	  that	  are	  open	  to	  companies	  
throughout	  the	  region.	  The	  training	  curriculum	  consists	  of	  a	  series	  of	  short	  term	  classes	  which	  are	  based	  
on	  standardized,	  industry-‐accepted	  curriculum	  and	  FDA	  requirements	  related	  to	  the	  medical	  device	  and	  
pharmaceutical	  industries.	  There	  are	  typically	  7-‐9	  classes	  for	  each	  certification.	  	  Employees	  can	  take	  
individual	  classes	  and	  receive	  a	  badge	  for	  each	  class	  or	  take	  the	  entire	  series	  and	  receive	  an	  Oregon	  Bio	  
certificate.	  	  	  Currently	  there	  are	  more	  than	  six	  different	  certification	  or	  tracks	  that	  address	  high	  demand	  
occupations	  and	  new	  trends	  and	  regulations.	  	  Oregon	  Bio	  uses	  a	  formal	  steering	  committee	  made	  up	  of	  
human	  resources	  and	  quality	  management	  experts	  from	  member	  companies	  to	  guide	  selection	  of	  
courses	  and	  instructors.	  	  
	  
The	  BioCatalyst	  program	  retools	  the	  skills	  of	  unemployed	  or	  career	  changing	  adults	  that	  have	  a	  base	  
level	  of	  education	  or	  training	  that	  can	  be	  redeployed	  to	  the	  bioscience	  sector.	  	  The	  80-‐hour,	  two-‐week	  
bootcamp	  helps	  them	  to	  apply	  skills	  used	  in	  multiple	  industries	  (including	  Lean/Six	  Sigma	  Methodology,	  
Process	  Improvement,	  Quality	  Assurance,	  and	  Failure	  Mode/Effects	  Analysis)	  to	  specific	  applications	  in	  
the	  bio	  industry.	  	  
	  
Manufacturing	  Certifications	  and	  Badging	  
The	  Manufacturing	  Institute	  is	  a	  program	  of	  the	  National	  Association	  of	  Manufacturers.	  	  It	  provides	  
comprehensive	  materials	  and	  toolkits	  to	  deploy	  a	  training	  certification	  system	  for	  the	  manufacturing	  
industry,	  particularly	  focused	  on	  middle-‐skill	  jobs.	  	  The	  system	  was	  developed	  by	  manufacturers	  and	  
provides	  a	  way	  for	  companies	  to	  provide	  industry-‐recognized	  credentials	  to	  their	  employees	  as	  certain	  
competencies	  are	  achieved.	  	  Each	  trainee	  is	  awarded	  a	  “badge”	  (think	  Boy	  Scouts)	  for	  each	  competency.	  	  
Multiple	  badges	  add	  up	  to	  various	  certificates	  which	  can	  be	  configured	  to	  address	  the	  needs	  of	  
individual	  companies.	  	  	  They	  offer	  resources	  for	  employers,	  educators	  and	  communities,	  along	  with	  an	  
ROI	  calculator	  for	  training	  investments.	  	  	  
	  
Hands-‐on	  career	  exploration	  in	  manufacturing	  and	  trades	  
Decatur-‐Morgan	  County	  Chamber	  of	  Commerce	  initiated	  the	  Partners-‐In-‐Education	  program,	  linking	  the	  
business	  community	  to	  schools	  across	  3	  counties,	  as	  well	  as	  a	  technical-‐focused	  summer	  camp	  for	  young	  
women.	  	  The	  program	  provides	  career	  mentoring	  from	  industry	  professionals	  to	  K-‐12	  students	  at	  
different	  grade	  levels.	  	  It	  also	  pioneered	  the	  Summer	  Welding	  &	  Electrical	  Technology	  (SWeETy)	  Camp	  
for	  9th	  to	  12th	  grade	  girls.	  The	  Chamber	  partnered	  with	  nearby	  Calhoun	  Community	  College	  to	  establish	  
this	  free	  camp,	  which	  provides	  hands-‐on	  experiences	  in	  welding	  and	  electricity.	  Students	  develop	  
problem-‐solving	  skills	  and	  experience	  how	  to	  work	  in	  a	  team	  as	  they	  participate	  in	  instructor-‐led	  
projects,	  field	  trips,	  and	  interact	  with	  role	  models	  during	  industry-‐sponsored	  lunches.	  
	  	  
Apprentice	  Style	  Training	  for	  Manufacturing	  Technicians	  
KY	  Federation	  for	  Advanced	  Manufacturing	  Education	  (FAME)	  is	  an	  on-‐the-‐job	  education	  program	  that	  
combines	  technical	  skills,	  personal	  behaviors	  and	  manufacturing	  core	  exercises.	  	  It	  also	  has	  a	  career	  
exploration	  component	  to	  improve	  the	  image	  of	  manufacturing	  and	  promote	  manufacturing	  careers.	  	  
Based	  on	  Toyota’s	  concern	  for	  replacing	  skilled	  workers,	  it	  developed	  an	  apprentice-‐style	  program	  in	  
2010	  where	  students	  simultaneously	  worked	  at	  Toyota	  while	  pursing	  an	  associates	  degree	  at	  Bluegrass	  
Community	  and	  Technical	  College.	  	  Now	  over	  100	  companies	  participate	  in	  chapters	  across	  the	  state.	  	  
Over	  five	  consecutive	  semesters,	  participants	  complete	  a	  40-‐hour	  work	  week	  that	  consists	  of	  16	  hours	  of	  
instruction	  and	  lab	  time	  at	  a	  community	  and	  technical	  college	  and	  24	  hours	  of	  hands-‐on	  apprentice	  style	  
training	  with	  mentors	  at	  a	  participating	  company.	  	  Companies	  pay	  participants	  for	  work	  hours.	  



Greater	  Oklahoma	  City	  Chamber	  -‐	  Talent	  Strategy	  Summary	   11	  

Graduates	  earn	  an	  associate’s	  degree	  and	  industry-‐recognized	  certification	  as	  well	  as	  having	  1,800	  hours	  
of	  on-‐the-‐job	  training	  and	  little	  to	  no	  school	  debt.	  This	  program	  reaches	  out	  beyond	  high	  school	  
students	  and	  recruits	  veterans	  with	  technical	  backgrounds	  and	  current	  or	  displaced	  workers	  interested	  
in	  advancing	  their	  skills.	  
	  
Career	  exploration	  for	  adults	  

Adults,	  especially	  those	  in	  lower	  paying	  jobs,	  can	  rarely	  afford	  to	  take	  time	  off	  to	  explore	  career	  paths,	  
and	  the	  thought	  of	  committing	  time	  and	  money	  to	  postsecondary	  education	  is	  risky.	  	  Rhode	  Island’s	  
Career	  Pathways	  for	  the	  21st	  Century	  is	  a	  no-‐cost	  program	  that	  offers	  career	  exploration	  and	  skill	  
improvement	  for	  adults	  interested	  in	  training	  for	  a	  career	  in	  one	  of	  the	  state's	  high-‐demand	  industry	  
sectors,	  including	  health	  care,	  hospitality,	  information	  technology	  and	  more.	  The	  program	  provides	  
career	  coaching,	  referrals	  to	  appropriate	  training,	  job	  search	  strategies,	  and	  development	  of	  long-‐term	  
career	  and	  educational	  plans.	  	  It	  assists	  those	  needing	  additional	  math,	  reading	  and	  writing	  skills	  for	  the	  
workplace.	  	  The	  program	  provides	  work	  experiences	  including	  job	  shadows,	  tours	  and	  informational	  
interviews	  and	  internships,	  and	  participants	  receive	  case	  management	  services	  to	  ensure	  their	  selected	  
pathway	  is	  likely	  to	  be	  achieved.	  Participants	  spend	  20	  hours	  each	  week	  in	  the	  program.	  This	  program	  is	  
free	  and	  does	  not	  have	  income	  guidelines.	  	  
	  
Mentoring	  and	  Career	  Exploration	  for	  High	  School	  Students	  

ACE	  Mentor	  Program:	  The	  Architecture,	  Construction	  and	  Engineering	  (ACE)	  model	  has	  been	  
implemented	  in	  multiple	  metro	  regions	  across	  the	  country.	  	  Teams	  of	  architects,	  engineers,	  and	  
construction	  managers	  mentor	  groups	  of	  high	  school	  students	  through	  a	  series	  of	  afterschool	  sessions.	  	  
In	  most	  cases	  this	  involves	  15	  two-‐hour	  sessions	  where	  students	  are	  involved	  in	  a	  simulated	  design	  and	  
planning	  project,	  including	  presentations.	  	  During	  this	  project,	  students	  learn	  about	  careers	  of	  various	  
team	  members,	  as	  well	  as	  develop	  problem-‐solving,	  team-‐building	  and	  inter-‐personnel	  skills.	  Internships	  
and	  scholarships	  are	  also	  a	  part	  of	  the	  ACE	  program	  for	  students	  that	  choose	  to	  continue	  their	  interest	  
in	  this	  field.	  	  The	  model	  can	  be	  applied	  to	  other	  industries.	  	  Across	  the	  nation	  almost	  8,000	  high	  school	  
students	  participate.	  	  Of	  the	  almost	  2,000	  seniors	  who	  completed	  the	  program	  in	  2015,	  70%	  declared	  
majors	  in	  an	  ACE	  field,	  and	  historically	  75%	  of	  alumni	  have	  stuck	  to	  those	  majors	  during	  college.	  	  
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Largest Occupations 

 

Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 Median 

Hourly 

Earnings 

Retail Salespersons 20,450 21,559 1,108 5% $10.26 

Office Clerks, General 15,719 16,061 342 2% $12.94 

Combined Food Preparation 

and Serving Workers, Including 

Fast Food 
14,212 15,426 1,214 9% $8.64 

Cashiers 13,870 14,758 888 6% $9.18 

Customer Service 

Representatives 
12,779 13,270 492 4% $14.59 

Waiters and Waitresses 11,643 12,100 457 4% $9.30 

Laborers and Freight, Stock, 

and Material Movers, Hand 
11,465 11,941 476 4% $12.54 

Secretaries and Administrative 

Assistants, Except Legal, 

Medical, and Executive 
11,132 11,479 348 3% $14.99 

Janitors and Cleaners, Except 

Maids and Housekeeping 

Cleaners 
9,958 10,241 282 3% $10.38 

Bookkeeping, Accounting, and 

Auditing Clerks 
9,780 9,616 -164 -2% $16.61 

Heavy and Tractor-Trailer Truck 

Drivers 
8,787 9,003 216 2% $18.14 

Stock Clerks and Order Fillers 7,872 8,407 535 7% $11.22 

First-Line Supervisors of Office 

and Administrative Support 

Workers 
7,540 7,932 392 5% $23.66 
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Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 Median 

Hourly 

Earnings 

First-Line Supervisors of Retail 

Sales Workers 
7,358 7,616 258 4% $15.63 

Nursing Assistants 6,676 6,905 229 3% $11.30 

Cooks, Fast Food 6,563 6,269 -294 -4% $8.72 

Construction Laborers 6,324 6,891 567 9% $13.69 

Maintenance and Repair 

Workers, General 
6,173 6,471 297 5% $15.91 

Maids and Housekeeping 

Cleaners 
6,150 6,282 132 2% $8.85 

Childcare Workers 5,347 5,131 -216 -4% $8.43 

Cooks, Restaurant 5,274 5,750 476 9% $10.93 

First-Line Supervisors of Food 

Preparation and Serving 

Workers 
5,056 5,402 346 7% $11.60 

Personal Care Aides 4,955 5,341 385 8% $9.57 

Landscaping and 

Groundskeeping Workers 
4,941 5,248 308 6% $10.03 

Sales Representatives, 

Wholesale and Manufacturing, 

Except Technical and Scientific 

Products 

4,813 5,173 360 7% $23.54 

Security Guards 4,730 4,967 237 5% $11.79 

Licensed Practical and Licensed 

Vocational Nurses 
4,038 4,120 82 2% $19.02 

Teacher Assistants 3,888 4,112 225 6% $8.75 

Carpenters 3,861 3,924 63 2% $16.06 

Executive Secretaries and 

Executive Administrative 

Assistants 
3,822 3,787 -35 -1% $20.62 

Medical Assistants 3,776 4,116 340 9% $13.69 

Receptionists and Information 

Clerks 
3,693 3,904 211 6% $12.23 

First-Line Supervisors of 

Construction Trades and 

Extraction Workers 
3,641 3,780 139 4% $26.51 

Food Preparation Workers 3,536 3,775 239 7% $9.26 

Light Truck or Delivery Services 3,533 3,645 112 3% $15.90 
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Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 Median 

Hourly 

Earnings 

Drivers 

Computer User Support 

Specialists 
3,485 3,590 105 3% $19.62 

Cooks, Institution and Cafeteria 3,429 3,464 36 1% $9.11 

Automotive Service Technicians 

and Mechanics 
3,394 3,512 118 3% $17.66 

Sales Representatives, 

Services, All Other 
3,391 3,463 72 2% $19.58 

Hairdressers, Hairstylists, and 

Cosmetologists 
3,319 3,434 115 3% $11.13 

Medical Secretaries 3,139 3,399 260 8% $14.76 

Managers, All Other 3,063 3,311 248 8% $28.24 

Insurance Sales Agents 3,057 3,207 150 5% $18.99 

Business Operations 

Specialists, All Other 
2,953 3,079 127 4% $33.86 

Counter Attendants, Cafeteria, 

Food Concession, and Coffee 

Shop 
2,883 3,033 149 5% $8.68 

Team Assemblers 2,797 2,879 82 3% $13.28 

Plumbers, Pipefitters, and 

Steamfitters 
2,674 2,858 184 7% $21.13 

Driver/Sales Workers 2,630 2,729 99 4% $10.24 

Real Estate Sales Agents 2,624 2,673 50 2% $20.66 

Electricians 2,559 2,771 212 8% $22.89 
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Highest Paying Occupations 

 

Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 

Earnings Per 

Worker 

Transportation Inspectors 269 274 5 2% $43.72 

Musicians and Singers 963 1,012 49 5% $41.24 

First-Line Supervisors of Police 

and Detectives 
1,345 1,390 45 3% $38.20 

Elevator Installers and Repairers 16 16 0 0% $37.83 

First-Line Supervisors of Fire 

Fighting and Prevention Workers 
691 720 29 4% $37.56 

Electrical and Electronics 

Repairers, Powerhouse, 

Substation, and Relay 
63 63 0 0% $37.32 

Nuclear Power Reactor Operators 18 17 -1 -6% $37.19 

Postmasters and Mail 

Superintendents 
51 45 -6 -12% $35.88 

Power Distributors and 

Dispatchers 
69 65 -4 -6% $35.50 

Transportation, Storage, and 

Distribution Managers 
650 681 31 5% $35.04 

Business Operations Specialists, 

All Other 
2,953 3,079 126 4% $33.86 

Transit and Railroad Police 45 46 1 2% $32.34 

Commercial Pilots 235 263 28 12% $32.05 

First-Line Supervisors of 

Mechanics, Installers, and 

Repairers 
2,273 2,359 86 4% $30.99 

Detectives and Criminal 

Investigators 
473 477 4 1% $30.70 
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Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 

Earnings Per 

Worker 

Power Plant Operators 87 85 -2 -2% $30.62 

Insurance Appraisers, Auto 

Damage 
185 178 -7 -4% $30.30 

Electrical Power-Line Installers and 

Repairers 
386 423 37 10% $30.02 

Telecommunications Line Installers 

and Repairers 
396 388 -8 -2% $29.89 

Fire Inspectors and Investigators 100 106 6 6% $29.66 

Purchasing Agents, Except 

Wholesale, Retail, and Farm 

Products 
1,684 1,715 31 2% $29.55 

Boilermakers 73 75 2 3% $28.96 

Aircraft Cargo Handling 

Supervisors 
60 57 -3 -5% $28.79 

Fish and Game Wardens 74 76 2 3% $28.49 

Postal Service Mail Carriers 1,336 1,233 -103 -8% $28.39 

Media and Communication 

Equipment Workers, All Other 
66 66 0 0% $28.24 

Managers, All Other 3,063 3,311 248 8% $28.24 

Subway and Streetcar Operators 18 20 2 11% $28.11 

Postal Service Mail Sorters, 

Processors, and Processing 

Machine Operators 
373 322 -51 -14% $27.91 

Electrical and Electronics Installers 

and Repairers, Transportation 

Equipment 
59 64 5 8% $27.65 

Rotary Drill Operators, Oil and Gas 720 749 29 4% $27.45 

Railroad Conductors and 

Yardmasters 
80 87 7 9% $27.39 

Electrical and Electronics 

Repairers, Commercial and 

Industrial Equipment 
501 509 8 2% $27.30 

Crane and Tower Operators 153 165 12 8% $27.21 

Rail Car Repairers 37 42 5 14% $26.95 

Signal and Track Switch Repairers 18 20 2 11% $26.77 

Precision Instrument and 

Equipment Repairers, All Other 
127 126 -1 -1% $26.62 
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Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 

Earnings Per 

Worker 

Tool and Die Makers 190 199 9 5% $26.53 

Postal Service Clerks 242 217 -25 -10% $26.51 

First-Line Supervisors of 

Construction Trades and 

Extraction Workers 
3,641 3,780 139 4% $26.51 

Firefighters 1,343 1,425 82 6% $26.50 

Petroleum Pump System 

Operators, Refinery Operators, 

and Gaugers 
295 319 24 8% $26.22 

Gas Compressor and Gas 

Pumping Station Operators 
117 126 9 8% $26.09 

Wellhead Pumpers 263 283 20 8% $26.05 

Hearing Aid Specialists 23 26 3 13% $26.02 

Aircraft Mechanics and Service 

Technicians 
2,263 2,323 60 3% $26.00 

Control and Valve Installers and 

Repairers, Except Mechanical 

Door 
387 393 6 2% $25.98 

Sheet Metal Workers 2,096 2,131 35 2% $25.98 

First-Line Supervisors of 

Production and Operating Workers 
2,467 2,536 69 3% $25.72 

Athletes and Sports Competitors 106 111 5 5% $25.36 
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Fastest Growing Occupations 

 

Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 Median 

Hourly 

Earnings 

Combined Food Preparation 

and Serving Workers, Including 

Fast Food 
14,212 15,426 1,214 9% $8.64 

Retail Salespersons 20,450 21,559 1,108 5% $10.26 

Cashiers 13,870 14,758 888 6% $9.18 

Construction Laborers 6,324 6,891 567 9% $13.69 

Stock Clerks and Order Fillers 7,872 8,407 535 7% $11.22 

Customer Service 

Representatives 
12,779 13,270 492 4% $14.59 

Laborers and Freight, Stock, 

and Material Movers, Hand 
11,465 11,941 476 4% $12.54 

Cooks, Restaurant 5,274 5,750 476 9% $10.93 

Waiters and Waitresses 11,643 12,100 457 4% $9.30 

First-Line Supervisors of Office 

and Administrative Support 

Workers 
7,540 7,932 392 5% $23.66 

Personal Care Aides 4,955 5,341 385 8% $9.57 

Sales Representatives, 

Wholesale and Manufacturing, 

Except Technical and Scientific 

Products 

4,813 5,173 360 7% $23.54 

Secretaries and Administrative 

Assistants, Except Legal, 
11,132 11,479 348 3% $14.99 
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Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 Median 

Hourly 

Earnings 

Medical, and Executive 

First-Line Supervisors of Food 

Preparation and Serving 

Workers 
5,056 5,402 346 7% $11.60 

Office Clerks, General 15,719 16,061 342 2% $12.94 

Medical Assistants 3,776 4,116 340 9% $13.69 

Landscaping and 

Groundskeeping Workers 
4,941 5,248 308 6% $10.03 

Maintenance and Repair 

Workers, General 
6,173 6,471 297 5% $15.91 

Janitors and Cleaners, Except 

Maids and Housekeeping 

Cleaners 
9,958 10,241 282 3% $10.38 

Medical Secretaries 3,139 3,399 260 8% $14.76 

First-Line Supervisors of Retail 

Sales Workers 
7,358 7,616 258 4% $15.63 

Managers, All Other 3,063 3,311 248 8% $28.24 

Food Preparation Workers 3,536 3,775 239 7% $9.26 

Security Guards 4,730 4,967 237 5% $11.79 

Nursing Assistants 6,676 6,905 229 3% $11.30 

Teacher Assistants 3,888 4,112 225 6% $8.75 

Heavy and Tractor-Trailer Truck 

Drivers 
8,787 9,003 216 2% $18.14 

Electricians 2,559 2,771 212 8% $22.89 

Receptionists and Information 

Clerks 
3,693 3,904 211 6% $12.23 

Cement Masons and Concrete 

Finishers 
1,164 1,371 207 18% $16.33 

Industrial Truck and Tractor 

Operators 
2,043 2,234 191 9% $16.19 

Plumbers, Pipefitters, and 

Steamfitters 
2,674 2,858 184 7% $21.13 

Operating Engineers and Other 

Construction Equipment 

Operators 
1,913 2,074 160 8% $17.76 

Industrial Machinery Mechanics 1,421 1,581 160 11% $23.43 

Police and Sheriff's Patrol 2,359 2,517 159 7% $21.70 
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Occupation 2017 Jobs 2022 Jobs 
Change in 

Jobs 

(2017-2022) 
% Change 

2015 Median 

Hourly 

Earnings 

Officers 

Self-Enrichment Education 

Teachers 
1,261 1,418 157 12% $17.82 

Bartenders 2,127 2,283 156 7% $9.25 

Billing and Posting Clerks 1,614 1,766 151 9% $16.00 

Insurance Sales Agents 3,057 3,207 150 5% $18.99 

Counter Attendants, Cafeteria, 

Food Concession, and Coffee 

Shop 
2,883 3,033 149 5% $8.68 

Dental Assistants 1,733 1,881 148 9% $16.11 

Packers and Packagers, Hand 1,807 1,947 139 8% $10.75 

First-Line Supervisors of 

Construction Trades and 

Extraction Workers 
3,641 3,780 139 4% $26.51 

Pharmacy Technicians 2,523 2,657 134 5% $14.92 

Home Health Aides 2,532 2,664 133 5% $10.94 

Maids and Housekeeping 

Cleaners 
6,150 6,282 132 2% $8.85 

Heating, Air Conditioning, and 

Refrigeration Mechanics and 

Installers 
1,628 1,756 128 8% $20.93 

Business Operations 

Specialists, All Other 
2,953 3,079 127 4% $33.86 

Machinists 1,752 1,878 125 7% $18.79 

Automotive Service Technicians 

and Mechanics 
3,394 3,512 118 3% $17.66 
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Highest Performing Occupations 

 

Occupation Job Change 
Occ Mix 

Effect 
Nat Growth 

Effect 
Expected 

Change 
Competitive 

Effect 

Cashiers 888 -261 718 457 431 

Construction Laborers 567 77 327 404 163 

Stock Clerks and Order Fillers 535 -27 407 380 155 

Retail Salespersons 1,108 -84 1,058 974 135 

Cement Masons and Concrete 

Finishers 
207 16 60 76 130 

Sales Representatives, 

Wholesale and Manufacturing, 

Except Technical and Scientific 

Products 

360 -16 249 233 126 

Tellers 47 -181 123 -58 105 

Combined Food Preparation 

and Serving Workers, Including 

Fast Food 
1,214 381 735 1,116 98 

Industrial Truck and Tractor 

Operators 
191 -6 106 100 92 

Managers, All Other 248 15 159 174 74 

Real Estate Sales Agents 50 -157 136 -21 71 

Police and Sheriff's Patrol 

Officers 
159 -34 122 88 71 

Packers and Packagers, Hand 139 -13 94 81 59 

Aircraft Structure, Surfaces, 

Rigging, and Systems 

Assemblers 
55 -6 8 2 54 
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Occupation Job Change 
Occ Mix 

Effect 
Nat Growth 

Effect 
Expected 

Change 
Competitive 

Effect 

Correctional Officers and Jailers 101 -47 94 47 53 

Landscaping and 

Groundskeeping Workers 
308 2 256 258 50 

Operating Engineers and Other 

Construction Equipment 

Operators 
160 13 99 112 48 

Electricians 212 38 132 170 42 

Shipping, Receiving, and Traffic 

Clerks 
94 -68 124 56 38 

Self-Enrichment Education 

Teachers 
157 55 65 120 36 

Postal Service Mail Carriers -103 -206 69 -137 34 

Automotive Body and Related 

Repairers 
77 0 44 44 32 

Loan Interviewers and Clerks 102 3 68 71 30 

First-Line Supervisors of 

Production and Operating 

Workers 
69 -89 128 39 30 

Firefighters 82 -18 69 51 30 

Inspectors, Testers, Sorters, 

Samplers, and Weighers 
86 -36 91 55 30 

Teacher Assistants 225 -7 201 194 30 

Machine Feeders and 

Offbearers 
34 -8 13 5 29 

First-Line Supervisors of 

Construction Trades and 

Extraction Workers 
139 -78 188 110 29 

Paper Goods Machine Setters, 

Operators, and Tenders 
22 -17 11 -6 28 

Tax Preparers 39 -12 25 13 26 

Food Preparation Workers 239 30 183 213 26 

Butchers and Meat Cutters 45 -3 23 20 25 

Amusement and Recreation 

Attendants 
80 11 45 56 24 

Highway Maintenance Workers 42 -13 31 18 24 

First-Line Supervisors of Retail 

Sales Workers 
258 -145 381 236 22 

Computer-Controlled Machine 83 27 33 60 22 
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Occupation Job Change 
Occ Mix 

Effect 
Nat Growth 

Effect 
Expected 

Change 
Competitive 

Effect 

Tool Operators, Metal and 

Plastic 

Billing and Posting Clerks 151 47 84 131 20 

Fitness Trainers and Aerobics 

Instructors 
110 26 65 91 19 

Gas Plant Operators 22 -9 14 5 17 

Water and Wastewater 

Treatment Plant and System 

Operators 
33 -3 19 16 17 

Industrial Machinery Mechanics 160 70 74 144 17 

Court, Municipal, and License 

Clerks 
33 -13 29 16 17 

Welding, Soldering, and Brazing 

Machine Setters, Operators, 

and Tenders 
8 -17 8 -9 16 

Tool and Die Makers 9 -16 10 -6 16 

Coin, Vending, and Amusement 

Machine Servicers and 

Repairers 
11 -17 12 -5 16 

Painters, Transportation 

Equipment 
31 -1 16 15 15 

Paving, Surfacing, and Tamping 

Equipment Operators 
33 2 16 18 15 

Electrical and Electronic 

Equipment Assemblers 
22 -36 43 7 15 

Carpenters 63 -151 200 49 15 
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Top Certifications 

Certification Postings with Certification 

Commercial Driver's License (CDL) 41,244 

Registered Nurse 17,073 

Licensed Practical Nurse 4,736 

Nurse Practitioner 2,983 

Board Certified 2,047 

American Registry Of Radiologic Technologists (ARRT) Certified 1,605 

Certified Nursing Assistant 1,477 

Certified Benefits Professional 1,413 

Radiologic Technologist 1,174 

Family Nursing Practitioner 1,064 

Certified Hospice And Palliative Nurses (CHPN) 958 

Transportation Worker Identification Credential (TWIC) Card 852 

Certified Public Accountant 706 

Licensed Vocational Nurses 679 

Master Of Business Administration (MBA) 674 

Advanced Practice Registered Nurse 603 

Licensed Clinical Social Worker (LCSW) 601 

CompTIA A+ Certification 569 

Medical Technologist 522 

Licensed Professional Counselor (LPC) 502 
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Top Hard Skills 

Skill Postings with Skill 

Management 89,989 

Training 74,036 

Recruitment 70,275 

Sales 64,192 

Customer Service 58,564 

Insurance 52,637 

Retailing 47,565 

Communications 45,951 

Health Care 43,193 

Operations 38,264 

Driving 34,164 

Finance 28,670 

Nursing 28,103 

Administration 26,484 

Maintenance 26,369 

Lifting 25,992 

Information Security 25,802 

Cleaning 25,797 

Restaurant Operation 25,501 

Merchandising 25,497 
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Top Soft Skills 

Skill Postings with Skill 

Scheduling (Project Management) 62,972 

Leadership 30,917 

Leading 18,322 

Learning 12,402 

Coordinating 9,957 

Cleanliness 8,817 

Listening 8,487 

Ethics 5,897 

Mental Health 5,045 

Creativity 4,020 

Career Development 2,913 

Critical Thinking 2,851 

Cooperation 1,984 

Team Building 1,884 

Telephone Skills 1,879 

Literacy 1,758 

Depth Perception 1,599 

Reliability 1,503 

Persuasive Communication 1,258 

Team Leading 1,102 
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Appendix A - Data Sources and 
Calculations  

 

 

Occupation Data 

Emsi occupation employment data are based on final Emsi industry data and final Emsi staffing patterns. Wage 

estimates are based on Occupational Employment Statistics (QCEW and Non-QCEW Employees classes of 

worker) and the American Community Survey (Self-Employed and Extended Proprietors). Occupational wage 

estimates also affected by county-level Emsi earnings by industry.  
 

 

CareerBuilder/Emsi Job Postings 

Job postings are collected from various sources and processed/enriched by Careerbuilder to provide information 

such as standardized company name, occupation, skills, and geography. Emsi performs additional filtering and 

processing to improve compatibility with Emsi data.  
 

 

State Data Sources 

This report uses state data from the following agencies: Oklahoma Employment Security Commission  
 
 


