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Welcome and Introductions

Mike Massie, Co-Chair, welcomed the members and attendees to the meeting. This meeting was conducted via
an alternate format as the committee invited members of the lllinois Workforce Partnership to jointly discuss
select agenda items.

Apprenticeships

Jennifer Foster ICCB presented an overview of the recently awarded DOL Apprenticeship grant which will be
used to expand apprenticeship offerings in the Information Technology sector. Ten partner colleges will work
with the ICCB to develop or expand a Customized Apprenticeship Program-Information Technology (CAP-IT)
Model for 1,600 program participants over four years..

WIOA Performance System Overview

Paula Barry and Patti Schnoor DCEO discussed the WIOA accountability requirements and measures constructed
for Illinois as developed by a team of the core partners. They presented a comprehensive powerpoint
presentation detailing current measures for employment, wages, credentials, and skills gains. They are piloting
possible approaches to a measure regarding serving employers.

Regional Labor Market Information Profiles

Candace Flatt IDES unveiled the new Regional Labor Market Information Profiles and the dashboard which
includes data on population, commuting, employment and unemployment for LWIA and EDR geographies. She
is providing a pdf for each LWIA of the full content.

IWIB and LWIB Career Pathway Lens




The final agenda item for the joint meeting, facilitated by co-chair Mike Massie and Michelle Cerutti, focused on
partnerships with LWIBs and their sector representatives and using a customer-centered approach to engage all
in impacting pathway initiatives.

Queries for Awardee Interviews

Susan Flessner and Tom Wendorf briefed the group on a possible line of discussion to be used during the
luncheon to engage awardees in sharing their experiences.

Adoption of Minutes

Co-Chair Massie asked for a motion to approve the draft minutes of the June 13, 2019 meeting. There was a
motion to approve and the minutes were approved by unanimous vote.

Careers

The Committee meeting agenda proceeded with Marci Johnson ISBE presenting the new ‘Career Guide’
materials developed with career cluster-based labor market information materials for use by students, parents,
and counselors. Jon Furr NIU discussed the proposed framework for aligning sector and occupational data
analyses to yield priorities for interagency focus.

Career Pathway Reports

The final agenda item, facilitated by co-chair Mike Massie, focused on updates from Manufacturing by Tom
Wendorf, Energy by Margie Schiemann;Agriculture by/Dean Dittmar, and Returning Citizens by Mark Lohman
regarding sector initiatives of mutual interest for potential collaboration and strategizing.

Public Comment

No public comment was received.

Next Meeting/Adjourn

An in-person meeting will tentatively be held on December 11 in Chicago. The meeting was adjourned.






* Presentation provides a review of the strategic elements of the
Unified State Plan

 What are the strategic elements of the Unified State Plan?

 Take Questions

* Next Steps



Strategic Operational
Elements Elements

Prograr,

Specific Plan.

Title I-B: Adult, Dislocated
Worker and Youth Activities

Wagner-Peyser Act Program:
Employment Services and
Agricultural Outreach

Adult Education and Family
Literacy Program

Vocational Rehabilitation







Existing Emerging

Demand Demand
Industry Industry
Sectors and Sectors and
Occupations Occupations
Employers’

Employment
Needs



* LEADING: Industries identified as those which are expected to grow
during the projection period and which are important within the
state.

* EMERGING: Industries identified as those not strongly represented in
the current economy but are expected to grow during the projection
period.

* MATURING: Industries identified as those that are important within
the state but are not expected to grow during the projection period.



Expected that the largest
number of job openings
will be created within:

Professional and business
services

Leisure & hospitality
Health care sectors

Also...

Construction

Transportation &
warehousing

Wholesale trade



* An effective workforce system must ensure a pool of appropriately skilled
workers is available when and where businesses need them.

* The workforce system in lllinois has been proactive in seeking input from
business leaders with a variety of approaches.

* Business leaders across all sectors and industries continue to emphasize
the critical importance of essential employability skills.

* Workforce must evolve with job market






e Labor Market Trends

* By 2020, on average, 65% of all jobs will require postsecondary education.
However, lllinois is above the national trend with 70% of all jobs requiring
postsecondary education.

* Four distinct generations with different views, expectations, and priorities
now occupy the same workspace. To respond, companies will have to adopt
new methods for just about everything — from recruitment and benefits to
training and advancement; which means workforce development must also
adopt new methods.



e Education and Skill Levels of the Workforce

* Occupational skill requirements are increasing across the workforce due
to a number of factors, .includinE the increasing pace of technological
change and the increasingly global nature of the economy.

* Technology-fueled economic forces such as automation, Artificial
Intelligence and deep data analytics will continue to supplant human
muscle and (increasingly) human intelligence.

* Add to this the increasing desire (and need) for talent mobility, both
%eographically and occupationally, and the pressures upon a state like
Irl]inois to educate, train and fully employ its workforce is more critical
than ever.



State Workforce Development Activities
e Strengths and Points of Improvement

IWIB Strategic Plan

* Focus on developing business profiles throughout the state to understand specific workforce
needs that are directly identified by employers.

Workforce Education Strategic Plan (WESP)

 Focused on curricula for essential employability skills, addressing employers’ concerns regarding
on the job competencies and providing best-practices resources to Community Colleges.

Executive Order 3



 National Governor’s Association

* “Foster a Statewide workforce development system that supports the
needs of individuals and businesses to ensure lllinois has a skilled
workforce to effectively compete in the global economy.”

* Goals updated to the “Action Items” from Executive Order 3
* Unite workforce development partners around regional cluster strategies.
* Prepare lllinois workers for a career, not just their next job.
e Connect job seekers with employers.



* Coordinate Demand-Driven Strategic Planning at the State and
Regional Levels

e Support Employer-Driven Regional Sector Initiatives

* Provide Economic Advancement for All Populations through Career
Pathways

* Expand Service Integration
* Promote Improved Data Driven Decision Making
* Advance Public-Private Data Infrastructure



 Comments on strategic elements due to info@illinoisworknet.com by
noon on November 15

* 30-day public comment period in January

 January webinar on entire Unified State Plan

* Anticipated early Spring submission date


mailto:info@illinoisworknet.com




2020 WIOA Unified State Plan:
December 11, 2019 Status Update

The 2020 WIOA Unified State Plan is on track to a March 2020 submittal to the U.S. Department
of Labor. Following is a summary of activities and next steps.

Through a survey completed this November, the Illinois Workforce Innovation Board
(IWIB) provided input on the Unified State Plan strategic elements. This input led to new
population migration data being included in the Unified State Plan.

The Unified State Plan Work Group consisting of IWIB members and required partners
completed the draft strategic and operational elements of the Unified State Plan. The full
draft of the strategic and operational elements is available here:
https://www.illinoisworknet.com/WIOA/Resources/Pages/StateUnifiedPlan.aspx.

The draft Unified State Plan, focusing on operational elements, will be presented to the
IWIB by KEB and the WIOA State & Regional Data Team during the IWIB’s December
12, 2019 Winter Meeting.

O An Executive Summary of the Unified State Plan has been distributed to meeting
attendees.

0 Feedback received from this meeting will inform refinements to the Unified State
Plan and coincide with a public comment period in January 2020.

The Integrated Business Services Work Group is conducting a stakeholder outreach survey
of the business community. Survey results will be incorporated into Unified State Plan
refinements in coordination with the public comment period.

The Unified State Plan will be presented to the Illinois Community College Board at a
board meeting in December or January.

Two in-person Unified State Plan Public Forums are scheduled to invite public input.
0 One forum will be on January 15 at Malcolm X College in Chicago.
0 The other will be on January 17 at Lincolnland Community College in Springfield.
0 Public comment will also be invited by email at a designated email address.
0 Promotion of the public forums will occur very soon.


https://www.illinoisworknet.com/WIOA/Resources/Pages/StateUnifiedPlan.aspx
https://www.illinoisworknet.com/WIOA/Resources/Pages/StateUnifiedPlan.aspx

DRAFT 11/12/19

P-20 Council College and Career Readiness Committee
Subcommittee on the State of Illinois Perkins V Plan

Subset of Interim Subcommittee Recommendations
(Mission/Vision, Perkins Reserve, Teacher Externships, Quality Criteria)



Introduction

On June 1, 2019, the lllinois House of Representatives adopted House Resolution (HR) 371. HR 371 calls
on ISBE and ICCB to engage with the P-20 Council in the Perkins V planning process and directs the P-20
Council to review the State’s draft Perkins plan and make recommendations for strengthening it.

A core focus area of the College and Career Readiness (CCR) Committee of the P-20 Council is to address
alignment and implementation support across state policies and initiatives, including the ESSA College
and Career Readiness Indicator, the Postsecondary and Workforce Readiness Act, the State’s Perkins V
and WIOA plans, the State’s Career Pathways Dictionary, the Dual Credit Quality Act, and additional
areas as they emerge. Given this focus and the charge to the P-20 Council under HR 371, the CCR
Committee formed a new Subcommittee on the State of Illinois Perkins V State Plan (the “CCR Perkins V
Subcommittee”) that included various members of the Committee as well as other stakeholders across
the secondary, postsecondary, and workforce spectrum.

Since its formation in August 2019, the CCR Perkins V Subcommittee has met four times: twice via
webinar, once during an extended in-person working session, and additionally through a joint meeting
with the CCR Steering Committee. This document reflects the interim recommendations of the
Subcommittee as of November 11, 2019. The Subcommittee is providing the recommendations to ISBE
and ICCB at this time to support the agencies in their drafting of the next version of the Perkins V plan.
These recommendations address the following areas that have been considered by the Subcommittee
to date (those highlighted in bold are included in this document):

. Draft Vision and Mission

. Proposed Edits to Goals

° Proposed Revisions to Quality Criteria

. Proposed Definitions for Quality Criteria

. Perkins Reserve: Proposed Strategies

. Proposed New Teacher Externship Program

The Subcommittee will continue to develop recommendations for other aspects of the State’s Perkins V
plan, and respond to the next draft of the plan issued by ISBE and ICCB.



l. Proposed Draft Vision and Mission

Blue Text: Language from draft Perkins V plan issued by ISBE and ICCB
Highlighted Text: Proposed new language recommended by Subcommittee
Non-highlighted Text: Summary of Subcommittee discussion

DRAFT Strategic Vision for lllinois CTE

Illinois supports an aligned, high-quality career pathway system informed by industry and community
needs. This P-20 system will ensure equitable access and supports for all individuals so that they may
explore and complete a personalized pathway that enables them to achieve their education and career
goals.

SUMMARY OF WORKGROUP FEEDBACK from 9/23/19 Subcommittee Workshop Session

Participants felt that both renditions of the vision statement were too lengthy and needed to make clear
the ultimate goal of the work. Further emphasis on business role was recommended, as well as
emphasizing the supports being provided to students and their families to ensure greater equity could be
achieved in the system. Participants felt strongly that centering student interest and experiences should
be a priority in the vision statement.

Recommended Draft Vision & Mission:
Vision: We will empower and support all our students to achieve their life and career goals through an
aligned, equitable, and high-quality college and career pathway system.

Mission: lllinois’ Career and Technical Education system will promote success for students, as well as

economic growth for the community and State, by fostering college and career pathways that:

(1) Align to current and projected future industry and community needs;

(2) Support students to navigate and complete a personalized pathway based on their interests and goals;

(3) Combine rigorous classroom and career-connected learning opportunities to build students’ essential
and technical employability skills;

(4) Provide targeted supports to students of a broad range of backgrounds and skills; and,

Incorporate on- and off-ramps to progressively advance through higher levels of education, training, and

employment success.



l. Perkins Reserve: Proposed Strategies

The Subcommittee recommends the utilization of Perkins Reserve funding to incentivize consortia in
two broad areas: (i) Rural CTE Consortia, and (ii) Regional Equity Target Initiatives.

I. Rural CTE Consortia: Perkins Reserve should be utilized to support two types of rural CTE consortia

initiatives:

1. Establish strategic, career-focused dual credit courses that will be included within a CTE and
College and Career Pathway Endorsement instructional course sequence. Example expenditures
may include:

A.

C.

Costs of adjunct Community College faculty for courses delivered across multiple
districts

Video-conferencing and other remote interactive methods to allow delivery of dual
credit coursework to multiple districts

High school teacher graduate coursework or training to qualify them to teach dual credit
courses.

2. Capacity for rural consortia to develop and offer Career Development Experiences and Youth
Apprenticeships for CTE students. Example expenditures may include:

A.
B.
C.
D.

Hiring full- or part-time staff to manage CDE/YA intermediary functions
CTE teacher stipends for support of CDE/YA expansion

Software expenditures for managing CDE/YA opportunities

Addressing transportation challenges for access to CDE/YA opportunities

Il. Regional Equity Target Initiatives: The Illinois P-20 Council is updating the State’s 60 by 2025 goal to
include equity-focused targets aimed at closing racial and socio-economic achievement gaps. Perkins
Reserve should be utilized to support regional strategies involving a community college and its feeder
high schools undertaking coordinated CTE-based strategies to close equity gaps in one or more of the

following areas:

1. Student Readiness for Postsecondary — this can include:

A.

C.

D.

Targeted CTE recruitment efforts focused on enrolling students of color and low-income
students in high-growth CTE pathways

Enhanced delivery of strategic early college credit in CTE pathways serving higher
proportions of students of color and low-income students

Targeted student supports for students of color and low-income students enrolled in
CTE programs of study leading to Pathway Endorsements

Cohort models for student support delivery and/or mentorship

2. Access & Enrollment — this can include

A.

B.

Longitudinal analysis of outcomes for CTE special population participants who
matriculate to local community college (enrollment, persistence, completion)
Enhanced postsecondary and career advising services tied to CTE programming and
Pathway Endorsements

3. Affordability & Financial Aid

A

Scholarship programs aimed at supporting special populations obtaining Pathway
Endorsements to incentivize enrollment and success



B. Scholarship awards for special populations obtaining Pathway Endorsements
C. Enhanced delivery of strategic early college credit in CTE pathways serving higher
proportions of students of color and low-income students

These initiatives must involve a specific focus on closing equity gaps, with an emphasis on use of
disaggregated data to monitor progress and success of CTE special populations in comparison to the
general student population and other CTE students.

Expectations for all Perkins Reserve Funded Projects:

e All recipients of Perkins Reserve funding must provide a local match — both public and private.

e Reserve funding should prioritize district consortia that are in Tier 1 or Tier 2 for their percent of
adequacy as determined in the state’s Evidence-Based Funding formula (EBF).

e School districts must implement College and Career Pathway Endorsement systems that
incorporate the CTE POS supported through reserve funding.



Ill. Teacher Externships to Expand the CTE Teaching Workforce

The Subcommittee recommends that ISBE and ICCB utilize State leadership funds to create a new
teacher externship program that qualifies currently licensed teachers to obtain an endorsement to teach
in a career and technical education area. The externship program could be utilized for general
education teachers seeking to teach CTE for the first time, or existing CTE teachers seeking qualification
in a new CTE area.

Teacher externships are work-based experiences where teachers are immersed in the current
operational priorities, challenges, and strategies of the host business. Teacher externships support
strong programs of study that incorporate alignment with academic standards, academic and CTE
integration, and coherent and rigorous content. Externships provide teachers with the opportunity for
personal and professional growth, which can increase the retention of teachers. This program will
provide districts with the opportunity to develop and expand CTE programs that are in demand. Finally,
the externships can enable teachers and districts to from interpersonal networks with industry
professionals that can extent to other aspects of the CTE program, such as work-based learning for
students.

The new lllinois program should be modeled after the Teacher Bridge Externship program developed by
the New Jersey Department of Education. Under the New Jersey program, general education teachers
in subjects such as math or science are able to qualify to serve as a CTE teacher upon completing a
teacher externship for two consecutive summers and receiving mentoring by an experienced CTE
teacher!. Businesses provide opportunities for teachers to work for 160 hours per summer. The New
Jersey Department of Education pays each teacher a $2,500 stipend per summer for completing these
hours.

The new lllinois program should have the following parameters:

1. The program should target high priority areas where there is a dearth of qualified CTE
instructors, including Information Technology, Engineering, Health Sciences, and Finance and
Business Services.

2. The program should target general education teachers with an endorsement in a content area
relating to the CTE area for which the teacher is seeking a new endorsement.

3. The program should target experienced teachers so that it both serves as a teacher retention
strategy, and does not overly compete with the “traditional” routes for CTE licensure.

4. The lllinois program can utilize a similar structure as New Jersey, with 160 hours per summer for
two consecutive summers. If acceptable to employers, a portion of the time should permit
remote work to better accommodate teachers from around the State.

5. The stipend amount should be established based on an appropriate per diem rate for lllinois
teachers, with consideration also given to the salaries of professionals within the externship
area.

1 The mentoring does not have to be provided by a CTE teacher in the same field in which the teacher is seeking
CTE qualification. The purpose of the mentoring is to support the teacher to understand pedagogical practices
associated with any CTE classroom, and not the specific technical knowledge of the CTE field.



6. To promote long-term sustainability, there should be an expectation for a local match for the
stipend, with a higher level of State reimbursement for districts in Tier 1 or Tier 2 for their
percent of adequacy as determined in the state’s Evidence-Based Funding formula (EBF).

7. The program should be structured to provide professional development credit for license
renewal and, if possible, graduate credit.

8. The program should only be available for teachers in schools with an existing CTE program of
study in any area, with the expectation that the teacher will receive mentoring and support
from other CTE educators within the building.

9. School districts participating in the program should consult with their community college
partner to identify how the externship can be structured to qualify the teacher to teach dual
credit CTE coursework.

10. The externship program should include the following core components:

(0]

(0}

(0}

(0}

Impart knowledge of career opportunities, organizational issues, hiring trends, and skills
required for work in the industry

Enable the teacher to conduct informational interviews, shadow employees, and
observe various occupations at the worksite

Give the teacher the opportunity to make observations and perform tasks that will
enhance understanding and skills relating to various occupations

Provide an opportunity to observe and experience the implementation of related
Technical and Essential Employability Competencies

11. Upon completion of the externship, the teacher should be expected to:

(0}

(0}

(0]

(0}
(0}

Document the implementation of Technical and Essential Employability Competencies
observed during the externship

Develop at least one lesson plan based on the externship using the Technical and
Essential Employability competencies, and share the lesson plan using Illinois Open
Educational Resources (iOER)

Develop a Career Exploration experience for students

Design a Team-based Challenge for students

Complete an evaluation for both the district and the employer

State leadership funds should be used for: (i) the cost of the stipend (with expectation of local match);
(ii) costs of a program coordinator; (iii) two convenings per year with participating teachers; and (iv)
marketing and employer outreach.

The Subcommittee requests that ISBE determine whether any legislative changes are needed to
establish this program. Under Section 21B-20 of the School Code, individuals can receive subsequent
endorsements on the Professional Educator License as “specified by rule.” (105 ILCS 5/21B-20(1)) This
provision may enable the teacher externship program to lead to a new CTE endorsement by
administrative rule change, rather than a legislative change.


http://ioer.ilsharedlearning.org/
http://ioer.ilsharedlearning.org/
http://ioer.ilsharedlearning.org/
http://ioer.ilsharedlearning.org/

DRAFT QUALITY CRITERIA - ILLINOIS STATE PERKINS V PLAN
November 12, 2019

Defined Terms: Underlined below in Quality Criteria

Programs of Study (POS) must meet all of the following quality criteria. If not met at the time of initial application, the
criterion must be met no later than Year 3 of the plan with specific strategies to address the criterion in Years 1 and 2.
However, ISBE or ICCB may provide extensions for additional time if local efforts to address the criterion are being actively
pursued. This framework addresses K - 12 and PostsSecondary, and applies to both—ETE-isfunded-by Perkins and State
CTEI Funding.

1. Development and Engagement. All POS must be developed through close K-12 and postsecondary collaboration,
respond to the analysis and findings of the CLNA, and be informed by external stakeholders, including but not limited to
business and industry, local workforce boards, adult education providers, and community-based organizations. POS must
have ongoing review and support by a Joint Advisory Committee (which may be at the regional level, and may be for
multiple POS within a cluster or related cluster groupingtevel). The Joint Advisory Committee must meet, at minimum,
on an annual basis to review labor market information from multiple sources; provide input on current industry practices;
identify High PPriority Occupations within the region_and related competencies; consider long-term industry trends and

future of work considerations; inferm-competencies-and-skillsrelating to-these-oecupations;-and participate in the

continuous improvement process described in Criterion 9-.

2. Employer-Informed Competencies-and-Skills: The POS must align instruction and experiences toineorperate a
progression of employer-informed Technical and Essential Employability Competencies leading to readiness for
employment or further education for High Priority Occupations identified during the engagement process.

3. Academic Instruction and Supports: The POS must include challengingStandards—alisned academic instruction and
Student Supports and Interventions to improve access and facilitate successful student progressions to and through
required coursework and avoid remediation to the extent possible.

4. Addressing Equity GapsReeruitment-and-Aeeess: Districts and colleges must develop and implement plans that

commence in middle school and extend through postsecondary have-a-studentreeruitment-and-retention-plan-to address
Equltv Gaps in POS access, participation, and completlon%ha&@etends—&ﬁe—ﬁnéé&seheel—?@&nuﬁ%enﬁa%&aeeess%

5. Instructional Sequence. POS must provide a non-duplicative, fully articulated sequence of courses from secondary
(or earlier)k—2 through postsecondary (including four-year transitions where appropriate) that has Multiple Entry and
Exit Points and incorporates Stackable Credentials.

Middle School and Secondary: The middle school and secondary POS course sequence must, at minimum:

In the middle school grades and/or in 9" grade, pProvide guidance and instruction on the concept of career

clusters and support for student selection of one or morea clusters of interest prior-to-a-eluster-speeifie Quality
i e

Include botha Quality Orientation
and




- Inelade-an-advanced training thateeurse developsing competencies and skills needed for entry-level
employment or further postsecondary education

Credential.

[ncorporate Strategic Early College Credit and/or training for as Stackable, Indust
Credential

Postsecondary. The postsecondary POS course sequence must, at minimum:
Connect to area secondary sequences through Strategic Early College Credit

Focus on access and smooth transitions through programming for adult learners, veterans, returning
citizens, and other targeted populations.

ete-- Be sequenced in a non-duplicative, logical order that allows students to build their knowledge and
skills as they progress through the program.

- Must culminate in a postsecondary degree meeting all program accreditation requirements that includes
at least 15 hours of general education courses.

- Within the postsecondary degree sequence, embed Stackable Credentials, contextualize academic and
technical content where feasible, and prepare students for any licensing or certification exams required for

the occupation.

6. Work-based Learning: POS must include a secondary to postsecondary continuum of work-based learning and
related authentic learning experiences that includes, at minimum, each of the following:

Career Exploration

Team-based Challenges and/or CTSOs

| Career Development Experiences (provided that the POS does not need to include all 60 hours necessary for CCRI or
Pathway Endorsement purposes), Youth Apprenticeships, and/or Apprenticeships, with opportunities for such experiences
available by Year 3 for a substantial number of POS participants\

Commented [JF1]: The Subcommittee discussed this
is a challenging criterion, but it is left in as an area
where ISBE could make an exception to the
implementation timelines on a case-by-case basis
under the new language in the introductory paragraph
to the Quality Criteria.

7. Instructors: Instructors within POS are qualified, collaborate with industry professionals, and are provided
opportunities for comprehensive professional learning.

8.  Facilities and Equipment: POS are offered in appropriate and accessible facilities using industry standard
technology and equipment.

9. Continuous Improvement: The district and college have a CTE Continuous Improvement Process that
continuously evaluates and improves the POS in collaboration with those stakeholders and the Joint Advisory Committee
described in Criterion 1.

Commented [JF2]: The Subcommittee discussed this
is a challenging criterion, but it is left in as an area
where ISBE could make an exception to the
implementation timelines on a case-by-case basis
under the new language in the introductory paragraph
to the Quality Criteria. The Subcommittee also
discussed the importance of State guidance and
supports, such as the Career Development Experience
toolkit.
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Economic Development;
Emphasized in CTE

CTE Programs
of Study Lead to
High Priority
Occupations
in 17 Career Clusters

Draft December 2019

Quantitative & Qualitative
Analysis & Classification

Q

Major industry sectors are categorized according to the
following methodology:

LEADING

Industries identified as those which are expected to grow
during the projection period, and which are important
within the state (i.e., have a location quotient greater than
1.0).

EMERGING

Industries identified as those that are not strongly
represented in the current economy (i.e., have a location
quotient that is less than 1.0), but are expected to grow
during the projection period.

MATURING

Industries identified as those that are important within the
state but are not expected to grow during the projection
period.

PRIORITY OCCUPATION

An occupation that, through state and regional
quantitative and qualitative analysis, is determined to
meet the following criteria:

The occupation is high wage, meaning that it meets at
least one of the following wage criteria:

» The occupation pays a living wage for entry-level
employment and over the course of a career; or

« While the occupation does not pay a living wage, it is a
springboard occupation, meaning that it is a necessary
prerequisite position for advancing to an occupation
with more responsibility that pays a living wage.

The occupation is high demand, meaning that it meets at
least one of the following demand criteria:

« The occupation is undersupplied, meaning that
projected job openings through the current IDES
projection period are in excess of supply from
educational institutions; or

« The occupation addresses a local employer need
identified by the Local Workforce Investment Board.

m- B HIGH PRIORITY OCCUPATION

A Priority Occupation that is also high skill, meaning

that the typical education level needed for entry is
postsecondary nondegree award or higher (using the U.S.
Bureau of Labor Statistics measures of education and
training).






INTRODUCTION

TOOLKIT PRIMARY PURPOSES

(L]
1Y

Establish expectations for
implementing high-quality,
rigorous work-based
learning experiences that
prepare young people to

be college and career ready
through the development of
Essential, Entrepreneurial

%

Provide guidance, tools,

and frameworks to offer

a Career Development
Experience, which is a
required component of the
College and Career Pathway

Endorsement framework

and in the State’s Every

Q

N

Highlight best practice
examples of how
organizations are
accomplishing this on-the-
ground and spark thinking
for other communities
about how these examples
might be modified to fit into
their own unique contexts

and Technical Employability Student Succeeds Act
Skills (ESSA) as a College and

Career Readiness Indicator

BACKGROUND & MATERIALS PROVIDED WITHIN

Both the Career Development Experience Toolkit guide and online resources adhere to
the framework of the Postsecondary and Workforce Readiness Act for College and Career

Pathway Endorsements (CCPE). While these materials adhere to the CCPE Framework
(Figure 1) for high school students, they are also meant to serve any organization that

seeks to provide rigorous work-based learning opportunities to youth.

Resources and best practices from communities included in this toolkit have been
developed as a result of active engagement and continuous learning through
implementation of innovative ideas and methods to best serve the needs of their local
region. These communities have encountered both successes and setbacks that have
further informed their practices, allowing them to influence and teach others through
their lessons learned. It is no small feat to establish all of the components of a Career
Development Experience and create an opportunity that ultimately shapes life trajectories

and strengthens communities.

The materials and information within this toolkit serve to provide guidance regardless of
where an organization is at in terms of establishing and running a Career Development
Experience program. Each section of the toolkit can be referred to separately or as

a whole to inform current practices. This toolkit is meant to enhance, rather than
supplant, any current practices to ensure that they are meeting the requirements of state
frameworks and providing high-quality, rigorous, work-based learning experiences.

Note: A Career Development Experience
is statutorily defined in the PWR Act

and is included in the Illinois Career
Pathways Dictionary as part of lllinois’
broader work-based learning continuum.
Guidance provided in this document

is applicable to any supervised work
experience regardless of whether it is
applicable toward a College and Career
Pathway Endorsement or as a College and
Career Readiness Indicator. Typical terms
associated with a Career Development
Experience include internships, school-
based enterprises, supervised agricultural
experiences, and youth apprenticeships,
to name a few.















Aon Apprenticeship Program Overview
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Program details

Two Year Program

— Guaranteed position at Aon at the
conclusion of the program Two Year Full-time

= Full-time Compensation (40 hours/week) program compensation
— 28-32 hours at Aon per week
— 8-12 hours of class per week
= Full Employee Benefits

= Paid Tuition Benefit in pursuance of
Associate’s Degree

— Either at Harold Washington College or
Harper College

— Business degree with track-specific
classes (Insurance, HR, or Technology)

= Department of Labors Certified Insurance

Apprentice status Full
Manager & Employee

Mentor Benefits

On-the- :
iob Paid

tuition

training

Text ‘lacce’ 1o 843-606-5995 to bid on Silent Auction
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Chicago Apprentice Network- Playbook

Business Round Table: Jan 2019
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https://s3.amazonaws.com/brt.org/Chicago-ApprenticeNetwork_BridgingtheGap_181222.pdf

Chicago Apprentice Network - How it Works

3. If no, leverage a non profit 4, Skills to help design apprentice program
partners & coordinate with College

S

A 4

> ?

v

5. If yes, connect to Comm.
College to help design

2. When employer is ready to commit / build .
apprentice program

apprentice program, do they have HR capacity in

house?
8. Employers join CAN 1. CAN builds awareness / excitement around )
and bolsters recruiting apprentice programs thru meetings, quarterly 6. Recru!t students to
of other employers events, playbook, etc. Apprentice Programs

7. Connect Students to Employers to launch
apprentice programs

Employers
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Apprentice Network Creates a Pipeline of Diverse Talent in
Chicago, and Leaders Hope to Expand It

By Kelsey Landis - September 17,2019

An apprentice network that started in Chicago to train future employees for the corporate sector as they
pursue a free college education is now addressing larger social issues, and leaders of the initiative hope
to spread the model to more cities around the country.

Chicago's first Black female mayor, Lori Lightfoot, lauded the Chicago Apprentice Network at an event
recently. The network, founded in 2017 as a joint effort by Aon and Accenture, now connects roughly 485
apprentices to 25 companies in Chicago alone, including Walgreens, McDonald’s, and JPMorgan Chase.

“I think about the person | was when | was 18, Lightfoot told a group of apprentices and business leaders
in July, “needing an extra boost and someone reaching out to me and telling me that | could do more. ... |
am so grateful for the opportunities employers across the city have committed to our young people.”

Ed Richardson, 27, is one of those people who earned an opportunity to pursue a career
he never envisioned for himself. He was working a “dead-end job” as a security guard at
a company that was moving its operations to Mexico. Richardson started the job
search.

He saw a listing one day for an apprenticeship — no experience needed.— with Aon, a
. . . . . Ed Richardson
global professional services firm that provides health retirement and reinsurance

solutions.
“I was all over the opportunity,” Richardson says.

He applied and was accepted. As part of the apprenticeship,
Richardson enrolled in a two-year degree program in marketing
management with a focus on insurance at Harold Washington College,
one of the City Colleges of Chicago, and Aon paid his tuition. After
graduating in December 2018, Richardson accepted a full-time job as a
reinsurance broker at the company.


https://www.insightintodiversity.com/wp-content/uploads/2019/09/f1-3.png
https://www.insightintodiversity.com/author/kelseylandis/

The apprenticeships are key to employee retention and to increasing diversity at the company that
employs 50,000 individuals worldwide, says Daniel Serota, manager of public affairs at Aon.

Before adopting the apprenticeship model, company leadership had become frustrated with three-month
internships that “never turned into anything,” Serota says.

Aon started with 25 apprentices in 2017 with roles focusing on insurance, human resources, and
information technology. They earn a full-time salary with benefits in addition to full college tuition. Aon’s
second graduating apprentice class will complete their degrees in December.

“A lot of these individuals don’t come from the corporate background,” Serota says. “They worked in retail,
construction, or are right out of high school and never had a job before. This program gets them used to
Aon, and in six or seven months, they’re going to be doing the job and busting their butt doing it.”

Bringing in “green” individuals rather than highly educated interns from
the top 10 or 20 universities meant Aon could train apprentices to “do
things the way managers wanted things done,” Serota says.
Additionally, the things apprentices learn in the classroom directly
apply to their jobs.

Accenture, a global professional services company, piloted its apprentice program in 2016 in Chicago
after then-Mayor Rahm Emanuel challenged businesses to employ graduates from the city’s community
colleges.

The company started off with just a handful of apprentices, but they’ve since expanded the program to
Accenture offices nationwide with roughly 450 apprentices to date in fields such as cybersecurity, digital,
data analytics, and cloud migration, says Pallavi Verma, senior managing director for Accenture’s
Midwest region.

“We're very excited about the talent and to provide a job at Accenture to individuals who
might not have otherwise had the opportunity,’ Verma says. Apprentices at Accenture
have generally just completed their two-year college degree or are close to doing so. If
they've done well after a three- to 12-month apprenticeship, Accenture offers them a full-
time job.
Pallavi Verma
Tiffany Spraggins, 31, started a full-time position as a functions tester — someone who
tests the functionalities of software or an application — for Accenture in July after a
successful apprenticeship there. When she was in her early 20s and starting a family, Spraggins says she
never envisioned herself doing information technology work for a Fortune 500 company.

“I was working on taking care of my family. | never imagined working for a company this
big,” Spraggins says. “With this [apprenticeship,] | didn’t have to start at the bottom. |
was given an opportunity to be successful early on in the program and now as a full-
time employee.”

In 2017, Aon and Accenture partnered to form the Chicago Apprentice Network in an
effort to encourage other businesses in the city to adopt the model. The two companies,
with the help of the network and the Business Roundtable’s Workforce Partnership
Initiative, developed a playbook to help other companies get started.

Tiffany Spraggins

Network leaders hope to grow the program to 1,000 apprentice opportunities in Chicago by 2020, Verma
says. “Getting to scale at that level starts to make a difference socially to a broader group of individuals,”
she adds.


https://www.insightintodiversity.com/wp-content/uploads/2019/09/f2-3.png

Since implementing the apprenticeship program, Accenture’s offices in Chicago have seen increased
diversity in where their employees live in the city.

“The apprentices add diversity to the zip codes where our employees come from. That's the importance
of giving everyone in the city of Chicago equal opportunity,” Verma says. “That one apprentice who is
getting that job may be coming from an area where maybe professional jobs are not the norm. Then that
person is affecting four other people. Over time, the social change will happen just by providing the
opportunity.”

Chicago’s mayor has placed an emphasis on community groups and faith-based organizations to help
address the city’s problems, among them gun violence and youth unemployment. Lightfoot says the
apprentice network shows promise for young people like Richardson, the Aon apprenticeship graduate.

“| still have conversations with some of my best friends. They say, [Corporate] is not for me.’ | tell them to
just give it a chance,” Richardson says. “Once you get past the feeling that you don't belong, you start
talking to people and you realize they’re just normal people. Then your skills build on each other. In 10
years, you look back and know you’ll never have to go back to working in the service industry. I'll never
have to go back to working a minimum wage job.”

Spraggins believes the apprenticeship model will change lives.

“| feel like the apprenticeship program is going to change the tide of the way things have been [in
Chicago] for the past 50 years,” she says. “Even if | had gone to an elite school and was recruited, | don't
think | would have gotten the exposure to the professionals and city officials had | not come through
Accenture.”

A perceived lack of racial diversity in the corporate world can sometimes cause anxiety among his
friends from the South Side of Chicago, Richardson says. “Some people never got out of the South Side
and never had the chance to interact with people of different races. They built it up in their head,” he says.

But the apprenticeship programs at both Accenture and Aon have proved effective in increasing diversity
at both companies.

“If you're recruiting from city colleges, which are in the range of 75
percent Black or Latino,” Serota says, “and when you think about the
different types of diversity that comes into the city of Chicago, those
are the individuals who come into our firm. ... It changes the way we
think. We want to be localized, and we want people in our city to get
jobs and get careers.”

Apprentices from underrepresented groups bring new ideas and
innovation to Aon, Serota adds. Verma says they have had the same effect at Accenture.

“We were not looking at this pool of talent before,” Verma says. “Now we're getting access to a set of
talent that we didn’t have access to before. As an added benefit, the group of people coming out of
community colleges is more diverse. ... When you have more diversity in your company, you have better
diversity of thought.”

But inclusion is equally as important as diversity, Spraggins says. As an employee at Accenture, she says
she is treated with respect.

“I never felt like an apprentice,” she adds. “That’s the number one thing | like about coming to work. | feel
included. | feel respected.”


https://www.insightintodiversity.com/wp-content/uploads/2019/09/sb.png

The apprenticeship model works differently for each business, Verma says, but companies are
increasingly becoming interested.

“We are definitely looking to expand the Chicago Apprentice Network idea to other cities across the U.S.,”
Verma says. “If you understand within your organization what kind of roles would fit an apprenticeship
model, and if you have good frontline managers who are willing to do something different, it can be
done.”

These efforts make a difference in the lives of individuals, says Richardson, who plans to begin online
classes toward a bachelor’s degree in leadership studies this fall at DePaul University in Chicago while he
continues to work full-time at Aon.

When asked what advice he would have for someone thinking about
pursuing an apprenticeship, Richardson says they should be ready to
take experiences as they come. His family also reminds him to be
humble.

“Focus on the long-term and give it a chance,” he says, “because what else are you going to do? Why not
let someone give you something to do and see if you can take to it? When you see other apprentices

doing good things, reaching leadership, you see you can do it and move on up too.”

Kelsey Landis is editor-in-chief of INSIGHT Into Diversity. This article ran in the October 2019 issue.
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Introduction

The Apprenticeship Opportunity
for Professional Roles

The U.S. Department of Labor estimates that there are 7 million job openings in America and only

6.1 million available workers—the first time on record the number of openings has exceeded the number
of unemployed. The issue is not availability of jobs. The issue is skills—many, if not most, of available
workers are lacking the right skills to fill open jobs.

We have a part of the solution. Professional apprenticeship programs can help address the skills gap facing
most companies, provide greater opportunity to people who are underrepresented across industries in the
innovation economy, and reskill those whose jobs have been—or will be—disrupted by technology.

Apprenticeships present companies with a unique opportunity to address the talent needs in their
organizations using highly diverse, nontraditional sources. An apprenticeship serves as an alternate
on-ramp into a role that normally requires a specific degree or professional experience by providing
motivated, high-potential individuals with the required training, professional skills development and
experiential learning to bridge the gap.

There is a large volume of highly capable and eager talent that has not completed a degree or does not
have extensive professional experience for a variety of reasons, including their financial situation, lack of
access to higher education or professional jobs, and timing. An apprentice model provides an engine to
greatly expand the potential candidate pool while providing career opportunities to individuals who would
otherwise not be qualified for the role and may not have access to the role through other channels.

Apprenticeships also are an important vehicle for helping individuals reskill or make a mid-career switch.
As technology continues to disrupt industries and change the talent requirements, there is a growing need
to establish a strong foundation supporting apprenticeships for professional roles.

Apprenticeship programs drive workforce development and create economic opportunities in the
communities in which we work and live. They also help deepen relationships for the companies that support
them, building a tighter link to the community. While apprenticeships can be used across a wide variety

of industries, including both trade and professional positions, this playbook focuses on key steps,
considerations, examples and case studies for apprenticeships in professional positions.

Julie Sweet Greg Case
Chief Executive Officer—North America, Accenture President and Chief Executive Officer, Aon

'U.S. Department of Labor, Bureau of Labor Statistics, “The Employment Situation—October 2018,”
https://www.bls.gov/news.release/pdf/empsit.pdf; U.S. Department of Labor, Bureau of Labor Statistics,

“Job Openings and Labor Turnover Summary”, https://www.bls.gov/news release/jolts.nrO.htm
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Executive Summary What is an apprenticeship?

Executive Summary

1. What is an apprenticeship?

Apprenticeships are defined as “earn-and-learn” programs that combine formal learning (e.g. in-person,
virtual or computer-based training) with on-the-job training experiences. They provide the candidate with
the training and mentorship needed to develop proficiency in targeted business and technology areas,
supplemented by soft skills to augment the individual's performance and ready them for success.
Apprentices should earn a wage during the program and, upon successful completion, have the

opportunity to convert to full-time employment with the sponsoring company.

Apprenticeships can vary in length and focus depending on the nature of the business and the
requirements of the roles. For example, highly complex roles may require longer programs with more formal
learning to build the necessary skills. Less complex or more transactional roles may require shorter program
lengths, have limited formal learning and allow for a quicker ramp to proficiency. In all cases, the type of
program should be targeted to the specific needs and requirements of the role. See Figure 1 for
considerations on program length.

Figure 1: Apprenticeship Role Timeframe

PROGRAM
TYPE

Short-Medium
Term
1year or less

Long Term
Average of 2+ years

DESIRED
OUTCOME

Focus on building
functional, technical
or industry proficiency
(e.g. capability ina
specific technology

or industry skill)

Provide training and
work experience for a
complex role

CURRENTLY
AIMED AT

Short term: Transactional
roles with minimal basic
hiring requirements (e.g.
call center, office admin)

Medium term: Roles
requiring depth of
knowledge in a narrowly-
defined functional,
technical or specific
industry process area

Roles that require
immersion in multiple
facets of the function,
technology or industry
requiring broader skill
sets with deeper training

CANDIDATE
BACKGROUND

Short term: Little to no
experience required

Medium term: Achieved
or working toward a
two-year associate degree,
coursework in relevant
focus area or nonprofit
“boot camp”

Achieved or working
toward a two-year tailored
associate degree,
coursework in relevant
focus area, or nonprofit
boot camp with
advanced trainings
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Executive Summary Why apprenticeships?

2. Why apprenticeships?

A robust apprenticeship program can provide your company with numerous benefits, including:

- Access to a highly-motivated and productive talent pool that is less likely to leave than talent
from traditional sources;”
Ability to provide underrepresented groups greater access to innovation-economy jobs;
Flexibility to source talent all year long vs. the cyclicality of traditional degree sources;
Ability to drive workforce development and economic opportunities where we work and live,
including reskilling for people whose jobs are disrupted by technology-led innovation; and
Ability to build deeper relationships with clients and the community.

3. How do you get started?

At a high level, there are four key steps to establishing a program. These are: defining the vision,
identifying opportunities, determining and executing the model, and evolving and scaling the model.

Figure 2: Key Steps to Establishing an Apprenticeship Program

o O & o

DEFINE IDENTIFY DETERMINE AND EVOLVE
VISION OPPORTUNITIES EXECUTE MODEL AND SCALE

In defining the vision of an apprenticeship model, your company should identify the priorities it wants to
achieve using apprenticeships, such as expanded talent sources or community development. You should
confirm the vision with leadership and key stakeholders and use research on existing, established models
to inform your program.

After establishing the vision for your apprenticeship program, you should work to identify specific
opportunities by role and location. Consider what roles and locations are best suited to the program'’s goals.
Apprenticeship roles should fill actual talent demands and present the opportunity to successfully equip an
apprentice to fill that demand through skills-based, on-the-job learning and training. When identifying
locations for apprentice roles, companies should consider strategic locations with local leadership support.

Your company should next work to determine the program model to be used in executing and delivering
apprenticeships. These include considerations such as:

- Identifying candidate sourcing options

- Defining your interview process

- Defining the compensation model

- Determining the type and length of training needed

- Defining support model for apprentices

- Defining potential career paths upon completion

- Defining feedback loops to discuss performance

2U.S. Department of Labor, "Apprenticeship Toolkit, Advancing Apprenticeship as a Workforce Strategy,”
https://www.dol.gov/apprenticeship/toolkit/toolkitfag.htm
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Executive Summary How do you get started?

Ultimately, you will need a conversion process by which you determine if you will offer the apprentice a
full-time position upon completing the program, along with their onboarding process.

As each group of apprentices completes the program, you should look to actively evolve, improve and
scale the program. Leverage lessons learned to enhance the speed, cost and effectiveness of future
programs. You should also consider what additional roles and locations to target next and build additional
programs based on what you have learned from each previous iteration. The ability to improve and
streamline the process will be critical for continued success and to allow apprentices to become

part of the fabric of how you source and hire employees going forward. Finally, with an established
apprenticeship program, work to build an apprenticeship network to share and accelerate best

practices with other companies.

Keys to Success

For a program to be successful, it needs to have three key elements (see Figure 3)—a real need for talent
in the organization, a supportive environment (including leadership support and infrastructure) and strong
partnerships to help source and potentially provide training for apprentices.

Talent Need: Apprenticeships should address a real Figure 3: Key Elements of an Apprenticeship
talent need in the organization to be sustainable and
successful. They should not require the creation of
incremental roles. In addition, the roles targeted for
apprenticeships should have the potential to become part
of the operating fabric of the company, embedded into

the recruiting strategy over time in an industrialized fashion.

Supportive Environment: Leadership buy-in and
support is critical to success. Locations should have
strong local leadership commitment to support,
manage and staff apprentices, along with a team SUPPORTIVE
structure that supports higher touch, day-to-day ENVIRONMENT
shadowing and professional development. In addition,
locations for the program should be determined based
on scale—there should be enough need for the role

to have multiple apprentices start and work together
for support and community building.

. =IDEAL ALIGNMENT
Strong Partners: Successful programs will include
strong partnerships with educational institutions and
nonprofits to source talent, provide training when required, and provide access to qualified candidates.
Seek out partners with curricula or potential candidate populations that offer applicable skills to prepare
them for apprenticeships.
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Executive Summary How do you get started?

Organizing for Success

Setting up an apprenticeship program will take time, effort and an investment. Creating a central team to
help guide and support the program is typically required to help with leadership coordination, buy-in and
overall program design and oversight. Ideally, the team is composed of a combination of Human Resources
(HR) and business representatives. In addition, having a steering committee can help ensure unity in vision
and direction and can address challenging questions that may arise. Location-specific teams may also be
needed to design and coordinate activities on the ground associated with individual roles. These can
include a local business sponsor, dedicated recruiter, training lead and program manager who will help drive
the design and execution of the program in the location. Over time, the role of the central team will diminish
as the overall design phase and initial implementation phase end, and local teams will become streamlined
as activities become industrialized and embedded in existing processes and functions.

Cost Impact of an Apprenticeship Program

As with most programs, there will be costs associated with establishing an apprenticeship program at your
company. The main categories of cost relate to the initial creation of the program vs. the ongoing run costs.
Initially, you will need to consider the additional costs related to designing and standing up the program.
These may include the cost of a centralized program management team, leadership time, investments in
establishing sourcing and training relationships, creating or editing a curriculum, and time developing the
relevant processes. Run costs will include items such as ongoing investments in training time, potential
sourcing fees for candidates, recruiting costs, productivity impacts for apprentices as well as for coaches,
mentors and others involved in the program, and the impact of any apprentices who leave the program

or ultimately do not convert successfully after the program.

The offset to some of this cost is the potential salary differential for an apprentice. Given the fact that
apprentices will require investments in training and on-the-job learning and they may initially be less
productive, the base pay rates typically will be lower than a non-apprentice filling the end state role.

This differential should be enough to offset the investments, making the run rate economics neutral.

In addition, the anticipated added benefit of higher retention in the apprentice population after the
completion of the program will be further accretive to the business case.® It is important to fully understand
the cost and benefit implications and potential upfront investments of an apprenticeship program.

This will likely be a critical discussion point with leadership to ensure the program is ultimately sustainable.

3 U.S. Department of Labor, "Apprenticeship Toolkit, Advancing Apprenticeship as a Workforce Strategy,”
https://www.dol.gov/apprenticeship/toolkit/toolkitfag.htm
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e Expected that the largest
number of job openings
will be created within:

* Professional and business
services

* Leisure & hospitality
* Health care sectors
Also...

* Construction

* Transportation &
warehousing

e Wholesale trade








































































































































Manufacturing Report to Career Pathways for Targeted Population

A trip to LWIA 24 East St Louis in August, enlightened me on opportunities to engage
manufacturing businesses. Jeff Reese, Apprenticeship Navigator in that region, found that
the most effective way to find business partners was to attend Chamber of Commerce
Meetings, and networking. 10-20 years ago | was a board member on the Oak Park
Chamber and member of the Glen Ellyn Chamber. | was skeptical of this approach, as |
found the scope of Chamber membership in those towns at that time, somewhat limited.

In the last 10 days | met with the Ex Directors of the Oak Brook Chamber (400 members),
Chamber 630 which covers the middle of DuPage County (700 members), the West
Chicago Chamber (80 members) and the President of Choose DuPage, the Public/Private
economic development body for DuPage County. All four leaders agreed to help me
engage their business members. Chamber630 has 85 manufacturing members... a
surprise to me. The Director of Chamber630 is also active in the National Association of
Manufactures, another fruitful lead. She will help me make contact with that group.

| am confident that these chamber and business organizations are the place to start with
creating business sector cluster engagement that can be turned into scalable career
pathways in important economic sectors. The first step is to identify cluster members and
then convene initial meetings by cluster. That is how to measure interest and create a
collaborative of the willing to participate to start the career pathway effort.

My belief is that most of the business engagement people in the LWIA system and the
mandated partners are not active participants in chambers as a source of business leads
in most of the state. This is an assumption, unproven by data, so | may be incorrect.



lllinois Agriculture Food and Natural Resources(AFNR) Educational Model

664,534 pre-K-8 grade students gained knowledge about food and agriculture
with classroom lessons

34,285 6-12 grade students enrolled in agriculture courses

19,099 students are members of FFA

$12,205,787 net earnings by students involved in work-based learning projects
354 middle/high school agricultural education programs

442 middle/high school agricultural education teachers

62% of agricultural teachers have a 12-month contract beyond the school day
1200 curriculum resources (lesson plans, E-units, PowerPoint presentations
121 point quality indicator middle/high grant system

$4279 average maintenance grant per middle/high school

75% of schools allow an agriculture course to fulfill academic graduation
requirements

27 community colleges offer agriculture degree programs

3044 students enrolled in college degree programs

7 universities (4 public and 3 private) offer agriculture degree programs
3737 students enrolled in university agriculture degree programs

28 students graduated licensed to teach AFNR education



Summary of LWIB by Sectors
Agriculture, Food and Natural Resources — 17
Architecture and Construction — 18
Art, Audio Visual Technology and Communication — 3
Business Management and Administration — 39
Education and Training — 6
Finance — 39
Government and Public Administration — 3
Health Science — 37
Information Technology — 10
Law, Public Safety, Corrections and Security — 6
Marketing, Sales and Service — 39
Manufacturing — 68
Transportation, Distribution and Logistics — 24

Energy
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