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OVERVIEW

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

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

OPTIONS FOR SUBMITTING A STATE PLAN

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

e the Adult program (Title I of WIOA),

o the Dislocated Worker program (Title I),

o the Youth program (Title I),

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

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

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

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

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

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

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

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

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

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

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

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

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

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

HOW STATE PLAN REQUIREMENTS ARE ORGANIZED

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

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

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

o State Strategy Implementation,

o State Operating Systems and Policies,

o Assurances,

o Program-Specific Requirements for the Core Programs, and

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

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

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

[2] Target populations include individuals with barriers to employment, as defined in WIOA Sec.
3, as well as veterans, unemployed workers, and youth.

[. WIOA STATE PLAN TYPE AND EXECUTIVE SUMMARY
A. WIOA STATE PLAN TYPE

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

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

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

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

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

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

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

Yes

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

No

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

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

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

No

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

No

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

No

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

No
B. PLAN INTRODUCTION OR EXECUTIVE SUMMARY

The Unified or Combined State Plan may include an introduction or executive summary. This
element is optional.
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Wisconsin's economy has been on a winning streak. During 2023, the state experienced a record
high number of jobs, record low unemployment, and seasonal, historic lows for initial weekly
and continuing unemployment insurance claims. For November, U.S. Bureau of Labor Statistics
(BLS) data showed an increase in the state's labor force participation rate to 65.9%, a full three
percentage points above the national rate. Successful collaboration among employers,
government, educational institutions, and workers throughout the state also contributed to
record high disability employment, with 178,337 working age individuals with disabilities
employed. Meanwhile, participation in Registered Apprenticeship reached a record high of
16,384 apprentices with more than 2,600 participating employers during 2023. Youth
Apprenticeship also reached a record high of 8,357 participants and 5,719 employers.

While these numbers reflect the state's economic success, many employers are finding it
difficult to fill jobs. The reality is Wisconsin, like the rest of the country and even the world, is
facing a labor market quantity challenge driven by demographic trends that have been building
for decades. Baby boomers are aging and retiring, birth rates have declined, and there has been
net zero to negative in-migration to Wisconsin over most of the last decade. These trends are
unlikely to change in the foreseeable future. Additionally, there are Wisconsinites who continue
to face barriers to employment, including but not limited to child care, housing, and
transportation.

What sets Wisconsin apart in addressing these challenges is Gov. Tony Evers' historic
investment of more than $158 million in American Rescue Plan Act (ARPA) funds for innovative
workforce solutions. Implementation of Evers' initiatives along with ongoing programs is
yielding success by removing employment barriers; connecting employers with underutilized
talent pools; expanding access to in-demand training; and promoting workforce participation.

The use of federal ARPA funds offered new flexibility and allowed the state to accelerate
progress in addressing workforce challenges. Applying the lessons learned from these
investments to Workforce Innovation and Opportunity Act funding has prompted a bold new
effort by the U.S Department of Labor (DOL) known as "Yes, WIOA Can!" The following PY2024
- 2027 WIOA Combined State Plan makes the most of this opportunity to maximize the potential
of Wisconsin's workforce development system and advance the competitiveness of workers,
employers, and job seekers.

In addition to the requirements of WIOA addressed in this plan, the State of Wisconsin and the
Governor's Council on Workforce Investment are committed to developing innovative strategies
and promoting data-driven, evidence-based policies to connect Wisconsin's workforce to high-
quality jobs and develop skills to meet the state's ever-changing workforce and economic
development landscape. Initiatives that are already underway to position Wisconsin for the
workforce of the next generation include:

e Exploring opportunities to further strengthen education and workforce development
services by taking full advantage of the historic investments made possible through the
Bipartisan Infrastructure Law (BIL), the Creating Helpful Incentives to Produce
Semiconductors (CHIPS) and Science Act, and the Inflation Reduction Act (IRA).

e The Governor's Task Force on Workforce and Artificial Intelligence. The task force is
charged with creation of an advisory action plan that recommends policy directions and
investments related to workforce development and educational systems to capitalize on
the Al transformation.
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e Participating in the U.S. DOL's Job Quality Academy to create systems that will increase
access to career building opportunities through diversity, equity, inclusion, and
accessibility efforts for the child care and health care industries.

II. STRATEGIC ELEMENTS

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

A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES ANALYSIS

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

1. ECONOMIC AND WORKFORCE ANALYSIS
A. ECONOMIC ANALYSIS

The Unified or Combined State Plan must include an analysis of the economic conditions and
trends in the State, including sub-State regions and any specific economic areas identified by the
State. This must include—

I. EXISTING DEMAND INDUSTRY SECTORS AND OCCUPATIONS
Provide an analysis of the industries and occupations for which there is existing demand.
II. EMERGING DEMAND INDUSTRY SECTORS AND OCCUPATIONS
Provide an analysis of the industries and occupations for which demand is emerging.

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

Economic Analysis

Wisconsin's economy continues to grow following the recovery from the COVID-19 pandemic.
The total number of nonfarm jobs in the state hit an all-time high of 3,020,300 in November
2023, with previous new state record highs four months in a row from June through September
2023. Construction employment reached a record high of 136, 000 jobs in September 2023. A
record low seasonally adjusted unemployment rate of 2.4% and record lows in initial and
continued weekly unemployment insurance claims were also achieved in 2023.

While Wisconsin's latest (November 2023) labor force participation rate of 65.9% remains
more than three percentage points above the national average, demographic trends, including
the aging and retirement of the baby boomers generation are driving a labor quantity challenge.

As demand for workers remains robust, employers face challenges in attracting and retaining
talent across all industries and skill sets. In addition to baby boomers leaving the labor force,
underlying factors contributing to this challenge include lower birth rates for generations, net
zero to negative migration into the state over the past decade, and the continued presence of
employment barriers.

Existing Demand Industry Sectors and Occupations

Though not a complete census of openings in the state, figures from the Job Center of Wisconsin
(JCW) show opportunities in all major occupational groups (October 2023).

To address these challenges and long-term trends, Wisconsin's workforce development strategy
is focused on removing workforce barriers; connecting employers with underutilized labor
pools; delivering in-demand training; and promoting workforce participation. In-demand
occupations include heavy and tractor-trailer truck drivers, registered nurses, educators, retail
salespersons, food preparation and serving workers, nursing assistants, software developers,
and assemblers and fabricators, among many others. The knowledge, skills, and abilities and
credentials required for these occupations vary widely.

Wisconsin long-term employment projections (Figure 1) show that Leisure and Hospitality;
Education and Health Services; and Trade, Transportation, and Utilities are expected to add the
most jobs from 2020 through 2030. Because the base year of the projection is 2020, much of the
increase for industries most affected by COVID-19 reflects recovery.

Wisconsin research analysts and economists at the Department of Workforce Development
publish a list of "hot jobs" on the State of Wisconsin's labor market information portal,
WisConomy.com. Hot jobs are positions in occupations that pay above the state median wage,
are projected to add jobs faster than average and have the most projected openings. Many hot
job occupations cross several industries. The construction, manufacturing, health care, and IT
industries contain some of the top hot job clusters in the state.

Figure 1: Wisconsin Long-Term Industry Employment Projections, 2020-2030
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Industry 2020 Employment {2030 Projected Employment Percent

(1) Employment Change (2020 - Change (2020
2030) -2030)

Total All Industries |3,040,197 3,231,419 191,222 6.29

Goods Producing 631,818 666,875 35,057 5.55

Natural Resources 49,737 51,573 1,836 3.69

and Mining

Construction 123,837 133,129 9,292 7.50

Manufacturing 458,244 482,173 23,929 5.22

Services Providing (2,240,135 2,398,052 157,917 7.05

Trade, 533,222 560,145 26,923 5.05

Transportation, and

Utilities

Information 44,830 46,710 1,880 4.19

Financial Activities [152,900 156,232 3,332 2.18

Professional and 309,439 328,463 19,024 6.15

Business Services

Education and Health [654,744 697,547 42,803 6.54

Services

Leisure and 231,224 283,992 52,768 22.82

Hospitality

Other Services 147,558 154,250 6,692 4.54

(except Government)

Government 166,218 170,713 4,495 2.70

Self Employed and (168,244 166,492 -1,752 -1.04

Unpaid Family

Workers, All Jobs

(1) Employment is a count of jobs rather than people and includes all part- and full-time jobs.
Employment also includes jobs among self-employed.

Source: Office of Economic Advisors, Wisconsin Department of Workforce Development, Wisconsin
Employment Projections 2020 - 2030

Emerging Demand Industry Sectors

Emerging demand industry sectors and occupations generally are more difficult to address
because of the lack of established classification; however, the state anticipates demand in
certain categories based on demographic changes, recent technological trends, and large-scale,
targeted investments by the federal government.

For example, individuals with the IT skills to improve existing technologies that support remote
work and virtual events and services are likely to remain in high demand. The worker quantity
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challenge along with the pandemic's impact on in-person establishments, such as grocery stores
and restaurants, has increased demand for greater automation and further implementation of
self-checkout stations, automated floor cleaners, and voice and facial recognition technologies
that can take orders and assign tables. It is uncertain whether this automation acceleration is
simply a matter of short-term necessity or if it will continue unabated, in response to the
current and future labor market conditions and consumer demands.

Beyond automation, ChatGPT and other tools have showcased the power of generative artificial
intelligence (Al). Al developers are and will continue to be in high demand. Because of its
potential to transform the state's future workforce, Governor Evers created the Governor's Task
Force on Workforce and Artificial Intelligence in August 2023. This task force is gathering and
analyzing information and will produce an advisory action plan to identify the current state of
generative Al's impact on Wisconsin’s labor market and develop informed predictions regarding
its implications for the near term and future. The action plan will also identify how these
workforce impacts may affect Wisconsin's key industries, occupations, and foundational
skillsets and opportunities for the development and expansion of industry sectors and
occupations yet to be realized.

Likewise, the Infrastructure Investment and Jobs Act, signed into law in November 2021, is
"...the largest investment in clean energy infrastructure in American history." The Brookings
report, Advancing Inclusion Through Clean Energy Jobs, defines three clean energy economy
sectors: clean energy production, energy efficiency, and environmental management.
Occupations identified within the three sectors not only include those generally identified with
clean energy (e.g, solar photovoltaic installers and wind turbine service technicians) but also
occupations such as carpenters, plumbers, and HVAC professionals who will be instrumental in
the transition to a cleaner energy economy. As noted above, while construction, trade,
transportation, and utilities are already in demand, the incredible range of opportunities
becoming available through the federal investments will likely spur even greater demand for
these cross-industry occupations to support clean energy infrastructure in new and innovative
ways.

Similarly, the opportunities available through Wisconsin's growing biotechnology sector are
difficult to capture in the present North American Industrial Classification System (NAICS)
coding structure. Occupationally, a bioinformatics analyst can span healthcare records, medical
engineering, water resources development, and carbon footprint assessment, among others.

Employers' Employment Needs

The key labor market trend in Wisconsin is about workforce quantity and, as such, employers'
fundamental need is finding enough workers to fill jobs across all regions and all current and
emerging industry sectors and occupations. As baby boomers continue to leave the workforce,
the state must engage every available potential worker in the labor force and train them to their
fullest potential to meet employers' needs. See 'Workforce constraints limit growth' discussion
below.

Employers typically report that they look to hire workers with skills in three general areas:
e Technical skills,
e Soft skills, and

e Employability skills.
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These skill sets overlap despite their operational specificity. For example, technical skills entail
computer use, blueprint literacy, and basic math and language skills. Soft skills include listening,
conflict resolution, and teamwork. Employability skills include those personal work habits and
attitudes, such as showing up on time, daily attendance, safety, and discretion in managing
resources and time. WIOA investments play a critical role in all three areas by removing
workforce barriers, building in-demand skills, and supporting employability by aligning the
expectations of employers and job seekers.

Beyond these skills that are considered requirements across all industry sectors and
occupations, more specifically Long-Term Occupational Employment Projections (Figure 2)
show specific employment needs in health care and IT systems. The need for additional workers
is also expected in occupational groups requiring less formal education or training, including
Personal Care and Service and Food Preparation and Serving (Figure 3).

Figure 2: Wisconsin Long Term Occupational Employment Projections, 2020-2030
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(1) Employment count of jobs rather than people and includes all part- and full-time jobs.
Employment also includes jobs among self-employed. Totals may not add due to suppression.
(2) Exits. Workers who leave the labor force entirely.

(3) Transfers. Workers who leave their occupation for a different occupation.
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(4) Total Openings. Includes exits, transfers, and growth.
(5) Wage estimates from the Occupational Employment Statistics (OES) survey - May 2020
Source: Office of Economic Advisors, Wisconsin Department of Workforce Development

The top 50 projected fastest growing occupations by percent change are listed in Figure 3
below, which includes typical education for entry and related occupation work. Because the
base year of the projection is 2020, much of the increase for occupations most affected by
COVID-19 reflects recovery.

Figure 3: Wisconsin Long Term Occupational Employment Projections with Typical
Education for Entry, 2020-2030
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30 |[Lobby 6 3 formal term
31 [Attendant educatio on-the-

s, and nal job
Ticket credenti trainin
Takers al g

2 [35-|Cooks, 17,022 |25,364 (8,34 (49.0(1,2 |1,814|834 (3,895|No Less |Moder
20 [Restauran 2 1 47 formal |than 5|ate-

14 |t educatio [years [term
nal on-the-
credenti job
al trainin

)

3 [29-Nurse 5,093 (6,987 (1,89 [37.1/126(189 (189 [504 |Master's [None [None
11 [Practition 4 9 degree
71 |lers

4 |27-Musicians (765 1,043 278 [36.3|53 |51 (28 [132 |No None |Long-
20 jand 4 formal term
42 |Singers educatio on-the-

nal job
credenti trainin
al g
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Ra [SO [Occupatio [Employ |Projecte]Num [Perc|Ann |Annu [Ann [Annu [Typical [Relate [Post-
nk [C |n Title ment |d eric [ent |ual Jal ual |al education |d- hire
Co 2020(2)|Employ [Chan |[Cha [Exit [Trans|Gro [Total jneeded |occupaltrainin
de ment [ge [nge s (3)[fers |wth |Openilfor entry ftion |g
2030 (4) ngs |(6) work [needed
(5) experi [for
ence [compet
(7) ency
(8)
5 [13-[Logisticia (4,426 |5,866 |1,44 (32.5/108(334 (144 (586 |Bachelor'None [None
10 [ns 0 4 s degree
81
6 |51-(Computer (1,164 (1,536 [372 [31.946 |100 |37 [183 |Postseco [None |[Moder
91 |Numerical 6 ndary ate-
62 ly non- term
Controlle degree on-the-
d Tool award job
Program trainin
mers g
7 |15-|Statisticia [642 845 203 |31.6|/15 [37 (20 |72 [Master's [None [None
20 |ns 2 degree
41
8 [27-|Actors 494 646 152 (30.724 |38 |15 (77 |Some None |Long-
20 7 college, term
11 no on-the-
degree job
trainin
3
9 (27-|Audio and[568 742 174 |130.6{]17 48 (17 (82 ([Postseco |[None [Short-
40 [Video 3 ndary term
11 [Equipmen non- on-the-
t degree job
Technicia award trainin
ns g
10 27-|Athletes 276 357 81 ([29.3118 26 (8 (52 |No None |[Long-
20 jand 5 formal term
21 (Sports educatio on-the-
Competito nal job
rs credenti trainin
al g
11|39-Fitness (10,345 |13,315 (2,97 (28.7(693|1,123|297 (2,113[High None (Short-
90 [Trainers 0 1 school term
31 [and diploma on-the-
lAerobics or job
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Ra [SO [Occupatio [Employ |Projecte]Num [Perc|Ann |Annu [Ann [Annu [Typical [Relate [Post-
nk |C [n Title ment |d eric |ent [ual [al ual [al education [d- hire
Co 2020(2)|Employ [Chan |[Cha [Exit [Trans|Gro [Total jneeded |occupaltrainin
de ment [ge [nge s (3)[fers |wth |Openilfor entry ftion |g
2030 (4) ngs |(6) work |needed
(5) experi [for
ence [compet
(7) ency
(8)
Instructor equivale trainin
S nt g
12 (39-Baggage |200 257 57 [28.5]12 18 |6 |36 |High None [Short-
60 |Porters 0 school term
11 jand diploma on-the-
Bellhops or job
equivale trainin
nt g
13|39-[Locker (225 288 63 [28.025 29 |6 |60 |High None [Short-
30 |Room, 0 school term
93 |Coatroom, diploma on-the-
and or job
Dressing equivale trainin
Room nt g
Attendant
S
14 |27-|Craft 111 142 31 2796 (7 3 |16 [No None |[Long-
10 |Artists 3 formal term
12 educatio on-the-
nal job
credenti trainin
al g
15 [39-Amuseme [3,199 |4,051 (852 [26.6|354406 |85 [|845 [No None [Short-
30 nt and 3 formal term
91 |Recreatio educatio on-the-
n nal job
Attendant credenti trainin
S al g
16 |35-[Dining 4,490 |5,684 (1,19 [26.5439440 (119998 [No None [Short-
90 |Room and 4 9 formal term
11 |Cafeteria educatio on-the-
Attendant nal job
s and credenti trainin
Bartender al g
Helpers
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Ra [SO [Occupatio [Employ |Projecte]Num [Perc|Ann |Annu [Ann [Annu [Typical [Relate [Post-

nk [C |n Title ment |d eric [ent |ual Jal ual |al education |d- hire
Co 2020(2)|Employ [Chan |[Cha [Exit [Trans|Gro [Total jneeded |occupaltrainin
de ment [ge [nge s (3)[fers |wth |Openilfor entry ftion |g

2030 (4) ngs |(6) work [needed
(5) experi [for
ence [compet
(7) ency
(8)

17 |51-Molders, (1,204 |1,520 (316 [26.2(49 [89 |32 (170 [High None |Long-
91 (Shapers, 5 school term
95 [and diploma on-the-

Casters, or job
Except equivale trainin
Metal and nt g
Plastic

18 [15-Data 790 996 206 |26.0/18 [45 (21 |84 (Bachelor|None [None
20 |Scientists 8 s degree
98 [and

Mathemat
ical
Science
Occupatio
ns, All
Other

19 [19-Medical [1,602 (2,013 (411 [25.6[124 |104 |41 [|169 |Doctoral [None [None
10 [Scientists, 6 or
42 [Except professio

Epidemiol nal
ogists degree

20 [49-Industrial {12,417 |15,582 |3,16 {25.4(430|756 (316 [1,502High None (Long-
90 [Machiner 5 9 school term
41 |y diploma on-the-

Mechanic or job
S equivale trainin
nt g
21(35-Hosts and [6,485 (8,089 (1,60 [24.7(864 (820 [160 [1,844|No None (Short-
90 [Hostesses, 4 3 formal term
31 [Restauran educatio on-the-
t, Lounge, nal job
and credenti trainin
Coffee al g
Shop
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Ra [SO [Occupatio [Employ |Projecte]Num [Perc|Ann |Annu [Ann [Annu [Typical [Relate [Post-

nk [C |n Title ment |d eric [ent |ual Jal ual |al education |d- hire
Co 2020(2)|Employ [Chan |[Cha [Exit [Trans|Gro [Total jneeded |occupaltrainin
de ment [ge [nge s (3)[fers |wth |Openilfor entry ftion |g

2030 (4) ngs |(6) work [needed
(5) experi [for
ence [compet
(7) ency
(8)

22 |49-Recreatio (267 333 66 ([24.719 |25 (7 [41 [High None (Long-
30 [nal 2 school term
92 [Vehicle diploma on-the-

Service or job
Technicia equivale trainin
ns nt g

23 |11-Medical |[5,627 (6,999 |1,37 [24.3(158(321 |137 [616 |Bachelor'Less |None
91 |and 2 8 s degree [than 5
11 [Health years

Services
Managers

24 (39-|Gaming |756 937 181 23946 |76 |18 (140 ([High None (Short-
30 [Dealers 4 school term
11 diploma on-the-

or job
equivale trainin
nt g

25 47-Rock 135 167 32 [23.75 (13 3 [21 |No None (Short-
50 Splitters, 0 formal term
51 [Quarry educatio on-the-

nal job
credenti trainin
al g

26 |35-Bartender(22,391 (27,671 |5,28 {23.5/1,1 |3,033|528 |4,695|No None (Short-
30 |s 0 8 34 formal term
11 educatio on-the-

nal job
credenti trainin
al g

27 |31-(Occupatio (1,046 (1,292 [246 [23.5|58 |86 25 [169 [Associate|None |[None
20 [nal 2 's degree
11 [Therapy

IAssistants
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Ra [SO [Occupatio [Employ |Projecte]Num [Perc|Ann |Annu [Ann [Annu [Typical [Relate [Post-
nk [C |n Title ment |d eric [ent |ual Jal ual |al education |d- hire
Co 2020(2)|Employ [Chan |[Cha [Exit [Trans|Gro [Total jneeded |occupaltrainin
de ment [ge [nge s (3)[fers |wth |Openilfor entry ftion |g
2030 (4) ngs |(6) work [needed
(5) experi [for
ence [compet
(7) ency
(8)
28(39-[Animal (927 1,145 |218 [23.548 (75 (22 |145 [High None [Moder
20 [Trainers 2 school ate-
11 diploma term
or on-the-
equivale job
nt trainin
S
29 (35-|Chefs and |1,905 (2,352 {447 [23.4|64 (209 |45 (318 [High 5 None
10 Head 6 school [years
11 |Cooks diploma [or
or more
equivale
nt
30 |27-|Music 155 191 36 [23.2/10 |10 |4 |24 |Bachelor'[Less |None
20 [Directors 3 s degree [than 5
41 |and years
Composer
S
31 [39-[First-Line (152 187 35 [23.0/6 (12 |4 |22 |High Less [None
10 [Superviso 3 school ([than5
13 |rs of diploma ([years
Gambling or
Services equivale
Workers nt
32 |27-[Umpires, (924 1,133 |209 [22.6/58 (83 (21 |162 [High None [Moder
20 [Referees, 2 school ate-
23 jJand Other diploma term
Sports or on-the-
Officials equivale job
nt trainin
S
33 [53-[Passenger(15,570 {19,091 |3,52 22.6/1,1 [862 (352 (2,355|No None [Short-
30 |Vehicle 1 1 41 formal term
58 |Drivers, educatio on-the-
Except nal job
Bus
Drivers,
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Ra [SO [Occupatio [Employ |Projecte]Num [Perc|Ann |Annu [Ann [Annu [Typical [Relate [Post-
nk [C |n Title ment |[d eric [ent |ual Jal ual |al education [d- hire
Co 2020(2)|Employ [Chan |[Cha [Exit [Trans|Gro [Total jneeded |occupaltrainin
de ment [ge [nge s (3)[fers |wth |Openilfor entry ftion |g
2030 (4) ngs |(6) work |needed
(5) experi [for
ence [compet
(7) ency
(8)
Transit credenti trainin
and al g
Intercity
34 33-|Gaming [121 148 27 (22.3|17 |10 (3 (20 [High Less |[Moder
90 [Surveillan 1 school [than 5 [ate-
31 |ce Officers diploma [years [term
and or on-the-
Gaming equivale job
Investigat nt trainin
ors g
35 [15-/Actuaries (645 787 142 (22.0(11 |28 |14 (53 (Bachelor'|None |Long-
20 2 s degree term
11 on-the-
job
trainin
I3
36 [15-[Operation (2,086 (2,539 453 (21.7|50 [101 (45 (196 |Bachelor'None [None
20 |s 2 s degree
31 [Research
lAnalysts
37 [31-[Massage (2,649 (3,223 |574 21.6{]172|153 |57 (382 |Postseco [None [None
90 [Therapist 7 ndary
11 |s non-
degree
award
38 27-[Coaches |5,787 |7,034 (1,24 [21.5|364|516 |125 (1,005/Bachelor'None |None
20 jand 7 5 s degree
22 Scouts
39 |27-[Interprete|1,414 (1,716 (302 21.3(61 [85 30 |176 |BachelorNone |[None
30 |rs and 6 s degree
91 [Translato
rs
40 [27-Miscellan 443 535 92 [20.719 27 9 |55 |No None [Short-
20 |eous 7 formal term
90 [Entertain educatio on-the-
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Ra [SO [Occupatio [Employ |Projecte]Num [Perc|Ann |Annu [Ann [Annu [Typical [Relate [Post-
nk [C |n Title ment |[d eric [ent |ual Jal ual |al education [d- hire
Co 2020(2)|Employ [Chan |[Cha [Exit [Trans|Gro [Total jneeded |occupaltrainin
de ment [ge [nge s (3)[fers |wth |Openilfor entry ftion |g
2030 (4) ngs |(6) work |needed
(5) experi [for
ence [compet
(7) ency
(8)
ers and nal job
Performe credenti trainin
rs, Sports al g
and
Related
Workers
41 |39-Nonfarm (8,663 (10,448 |1,78 |20.6|613 (793 (178 |1,584High None [Short-
20 [Animal 5 0 school term
21 |Caretaker diploma on-the-
S or job
equivale trainin
nt g
42 49-Mechanic 433 521 88 [20.3]11 27 9 |47 |High None |Moder
90 [al Door 2 school ate-
11 [Repairers diploma term
or on-the-
equivale job
nt trainin
I3
43 [29-Physician (2,723 (3,269 (546 [20.047 (118 |55 [220 [Master's |None |[None
10 |Assistants 5 degree
71
44 |35-[First-Line [15,577 (18,676 |3,09 |19.8|764 (1,745(310 |2,819[High Less |None
10 [Superviso 9 9 school ([than5
12 |rs of Food diploma ([years
Preparati or
on and equivale
Serving nt
Workers
45 |31-Physical 1,606 (1,924 (318 |19.8(76 (133 |32 |241 |Associate|None |[None
20 [Therapist 0 's degree
21 |Assistants
46 [39-Manicuris (2,352 (2,814 |462 |19.6/]131(137 |46 |314 [Postseco [None |[None
50 [ts and 4 ndary
92 non-
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Ra [SO [Occupatio [Employ |Projecte]Num [Perc|Ann |Annu [Ann [Annu [Typical [Relate [Post-
nk [C |n Title ment |d eric [ent |ual Jal ual |al education |d- hire
Co 2020(2)|Employ [Chan |[Cha [Exit [Trans|Gro [Total jneeded |occupaltrainin
de ment [ge [nge s (3)[fers |wth |Openilfor entry ftion |g
2030 (4) ngs |(6) work [needed
(5) experi [for
ence [compet
(7) ency
(8)
Pedicurist degree
S award
47 |33-[Lifeguard |6,542 (7,804 |1,26 |19.2|1988(796 (126 |1,910|No None (Short-
90 |s, SKi 2 9 formal term
92 [Patrol, educatio on-the-
and Other nal job
Recreatio credenti trainin
nal al g
Protective
Service
Workers
48 [35-Waiters [29,625 |35,324 |5,69 |19.2|2,3 (3,878[570 |6,832No None (Short-
30 [and 9 4 (84 formal term
31 Waitresse educatio on-the-
S nal job
credenti trainin
al g
49 29-Respirato (2,292 (2,727 (435 |18.9(54 (63 |44 |161 |Associate|None |[None
11 ry 8 's degree
26 [Therapist
S
50 [41-(Gaming (313 372 59 [18.8[29 33 |6 |68 |No None [Short-
20 |Change 5 formal term
12 [Persons educatio on-the-
and Booth nal job
Cashiers credenti trainin
al g
1. Employment count of jobs rather than people and includes all part- and full-time jobs.
Employment also includes jobs among self-employed. Totals may not add due to
suppression.
2. Exits. Workers who leave the labor force entirely.
3. Transfers. Workers who leave their occupation for a different occupation.
4. Total Openings. Includes exits, transfers, and growth.
5. Typical Education needed for entry. What most workers need to enter the occupation.
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6. Related-occupation work experience. Although work experience in a related
occupation is beneficial for all occupations, this metric is meant to capture work
experience that is commonly considered necessary by employers, or is a commonly
accepted substitute for other, more formal types of training or education.

To be considered, an occupation needed a minimum of 100 employment in the base year (2020).
Source: Office of Economic Advisors, Wisconsin Department of Workforce Development

B. WORKFORCE ANALYSIS

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

[. EMPLOYMENT AND UNEMPLOYMENT

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

II. LABOR MARKET TRENDS

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

III. EDUCATION AND SKILL LEVELS OF THE WORKFORCE

Provide an analysis of the educational and skill levels of the workforce.

Workforce Analysis

As demonstrated below, Wisconsin's workforce participation reflects the state's strong
economy. The latest numbers show a record-high number of jobs, record low unemployment,
and seasonal, historic lows for initial weekly and continuing unemployment insurance claims.
Meanwhile, the state's labor force participation rate has increased to 65.9%, a full three
percentage points above the national rate.

While employment levels have grown and include those with disabilities and other employment
barriers, employers continue to face challenges in attracting and retaining workers. Like the
rest of the country and even the world, Wisconsin is facing a labor market quantity challenge
driven by demographic trends that have been building for decades. Baby boomers are aging and
retiring, birth rates have declined, and there has been net zero to negative in-migration to
Wisconsin over most of the last decade. Too many Wisconsinites continue to face barriers to
employment, including but not limited to child care, housing, and transportation, which also
affects their labor force participation.

Strengthening the workforce requires continued targeted initiatives to remove employment
barriers, connect employers with underutilized talent pools, expand access to in-demand
training, and promote workforce participation.

Individuals with Barriers
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WIOA identifies specific populations that may experience barriers to employment. Wisconsin
recognizes that many of its residents struggle to obtain and maintain employment.

Figure 4: WIOA Identified Barriers to Employment - WI Individuals

Population/Barrier WIOA Reference Individuals in WI  |Source
Low-Income Individuals (WIOA Sec. 3(24)(B) [617,037 2022 American
(Defined as having income Community Survey,
below the federal poverty Table S1701

level)

[American Indians or Alaska |WIOA Sec. 3(24)(C) 44,394 2022 American
Natives ((WIOA uses the Community Survey,
definition of "Indian" from Table DP0O5

Section 4 of the Indian Self-

Determination and

Education Assistance Act

(25 U.S.C. 450Db))

Native Hawaiians or Other [WIOA Sec. 3(24)(C) |2,732 2022 American
Pacific Islanders (WIOA uses Community Survey,
the definition of "Indian" Table DP0O5

from Section 4 of the Indian

Self-Determination and

Education Assistance Act

(25 U.S.C. 450b))

Individuals with Disabilities |WIOA Sec. 3(24)(D) |52,464 2022 American

- Youth (Civilian non- Community Survey,
institutionalized population [WIOA Sec. 3(25) Table S1810

under the age of 18)

Individuals with Disabilities [WIOA Sec. 364,947 2022 American

- Adult (Civilian non- 3(24)(D)WIOA Sec. Community Survey,
institutionalized population [3(25) Table S18120

age 18 - 64)

Older Individuals WIOA Sec. 1,160,300 2022 Current
(Individuals who are age 55 |3(24)(E)WIOA Sec. Population Survey
or older) 3(39)

Homeless Individuals

WIOA Sec. 3(24)(G)

On the average
night, there are
4,775 homeless
individuals, with
39.6% a part of
families

2022 State of
Homelessness: 2023
Edition

Youth who are in or have
aged out of foster care (As of
Dec. 31, 2021)

WIOA Sec. 3(24)(H)

1,473 youth 14
years of age and
older were in out-
of-home care

Wisconsin
Department of
Children and Families
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https://www.govinfo.gov/content/pkg/USCODE-2011-title43/pdf/USCODE-2011-title43-chap33.pdf#page4)
https://www.govinfo.gov/content/pkg/USCODE-2011-title43/pdf/USCODE-2011-title43-chap33.pdf#page4)

Population/Barrier WIOA Reference Individuals in WI  |Source

English Language WIOA Sec. 3(24)(1) 176,328 2022 American

Learners (Individuals in the Community Survey,

state who speak English less [WIOA Sec. 3(21)WIOA Table S1601

than "very well") Sec. 203(7)

Migrant and Seasonal (WIOA Sec. 3(24)(]) 6,935 Wisconsin

Farmworkers (includes Department of

dependents) [WIOA Sec. Workforce
167(i)(2)WIOA Sec. Development
167(1)(3)

Individuals within two years
of exhausting lifetime
eligibility for Temporary
Assistance for Needy
Families (aka TANF)

WIOA Sec. 3(24)(K)

Wisconsin averaged
24,224 Temporary
Assistance for
Needy Families
(TANF) participants
(during calendar
year 2022)

Wisconsin
Department of
Children and Families

Long-Term Unemployed
Individuals (those who have
been unemployed for 27
consecutive weeks or more)

WIOA Sec. 3(24)(L)

15,300 (annual
average 2022 data)

2022 Current
Population Survey

Refugees (Individuals the
Refugee Services Program
served in Employment and
Training Activities, FFY
2021 and 2022)

WIOA Sec. 3(24)(N)

1,381

Wisconsin
Department of
Children and Families

Characteristics of Those Not in the Labor Force

According to the Current Population Survey, in 2022 (annual average), 1.68 million or 35.5% of
the Wisconsin civilian, non-institutionalized population aged 16 and over did not participate in
the labor market. The large majority of this population (95.6%) indicated that they did not want
a job, though barriers may exist that, if addressed, could decrease the "not want a job" share.

Those not participating in the labor force includes 194,200 residents between the ages of 16
and 24 (many of whom are full-time students), 329,400 residents between the ages of 25 and
54, and 1,160,300 residents aged 55 and over. Thus, nearly 70% of the non-participating total
are aged 55 and over.

Status of Labor Force Subgroups

There are several groups within this larger population who face more Significant Barriers to
Employment (SBE) and therefore require special services such as those provided under WIOA.
Among these groups are individuals with disabilities, veterans, individuals that are justice
involved, and individuals that are low-income.

Individuals with Disabilities: There are 726,125 individuals in the civilian, non-
institutionalized population in Wisconsin that self-identify as having a significant disability,
according to the 2022 American Community Survey. Slightly over half of these individuals
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(364,947) are of working age, generally defined as between the ages of 18 and 64. This
constitutes 10.4% of the state's total working age population. Of this number, 178,337
individuals are employed and an additional 11,785 reported being unemployed (and actively
seeking work). This results in a 6.2% unemployment rate within this group - a rate that is over
double the overall age 18 to 64 unemployment rate over the same period. That leaves 174,825
individuals with a disability unattached to the labor force. The most common disabilities for
those not in the labor force are cognitive (94,235); ambulatory (92,583); and those that lead to
independent living difficulties (88,513). Note that respondents can identify more than one
disability. These figures result in a 52.1% labor force participation rate for the disabled
population, significantly lower than Wisconsin's rate of 81.7% for the 18 to 64 age group
overall.

Veterans:Wisconsin's veteran population is a recognized priority in the provision of workforce
development services to support their participation in the labor force. According to 2022
American Community Survey data, there are a total of 283,767 military veterans in Wisconsin.
Over 90% of veterans in the Wisconsin are White, three percent are Black, two percent are
Hispanic, and other races make up the remaining percent. Males account for 92%, while females
account for 8%. Thirty-seven percent of veterans are between the ages of 35 and 64.

There are 124,626 veterans of working age (between 18 and 64) in Wisconsin, representing
another vital potential workforce resource. The unemployment rate of the state's age 18 to 64
veteran population is lower than that of the overall population (2.2% compared to 2.8% - 2022
American Community Survey), though the labor force participation rate is 0.5 percentage points
lower. Among veterans aged 18 to 64, 16.1% experience some type of disability, which is
considerably higher than the rate for the age 18 to 64 population overall (10.4%).

Incarcerated Population: A third notable group that may need additional assistance to
participate in the labor force in Wisconsin is its incarcerated population. As of July 31, 2023, the
Wisconsin Department of Corrections (DOC) has nearly 21,500 Persons in Care. Ninety-four
percent of this population is male. Sixty-four percent of this population currently has less than
five years of prison time remaining. Seventy-six percent of the male population and 66% of the
female population have their highest level of education at the high school level or below.

Low-Income Individuals: Another group that is underrepresented in the labor force but
provides a strong opportunity for participation are those individuals in Wisconsin who are
between the ages of 18 and 64 living in poverty. In 2022, 358,199 people (10.3%) in Wisconsin
in this age group lived in poverty, compared to 428,177 (12.3%) in 2010. Despite the
improvement, this means there are still many low-income job seekers and workers who may
benefit from the programs and services provided by the public workforce system.

The four groups discussed represent populations that can help combat Wisconsin's workforce
quantity challenge. Programs discussed in this plan are needed to give the individuals in these
groups the training and support required to allow them to productively enter and remain in the
state's labor force pipeline. The state added the Departments of Children and Families (DCF),
Health Services (DHS), and Corrections (DOC) as WIOA Combined State Plan partners in PY20-
23 to increase the opportunity for economic mobility and work participation among these
populations by promoting further collaboration among workforce, re-entry, and human service
programs. These partner agencies remain in the PY24-27 WIOA State Plan.

Figure 5: Civilians not in the labor force by sex and age, January 2022-December 2022
(based on CPS) (Numbers in thousands)
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Total Age 16 to [Age 25to [Age 55 years|Men Women
24 years |54 years |and over

Total not in the 1,683.9 194.2 329.4 1,160.3 710.2 973.7
labor force
Do notwantajob |1,610.0 173.2 294.6 1,142.2 677.9 932.1
now
Want a job 73.9 21.0 34.7 18.2 32.3 41.6
Did not search for  |44.8 13.2 17.5 14.1 18.3 26.5
work in previous
year
Not available to 10.1 2.7 6.3 1.1 3.9 6.2
work
Available to work  [19.0 5.1 10.9 3.0 10.1 9.0
now
Reason not
currently looking:
Discouragement 6.2 2.5 2.6 1.2 3.7 2.5
over job prospects
Reasons other than [12.8 2.7 8.3 1.8 6.3 6.5
discouragement

Source: Office of Economic Advisors, Wisconsin Department of Workforce Development

The key labor market trend in Wisconsin is about workforce quantity. The fundamental
challenge is finding enough workers to fill jobs across all industries and regions. As baby
boomers continue their exodus out of the workforce, the need to "find every body available and
get everybody trained up to the person's fullest potential” is crucial. See 'Workforce constraints
limit growth' discussion below.

Employment and Unemployment

Wisconsin's labor force held relatively steady through the pandemic, while employment
dropped severely and then recovered quickly. See Figure 6.

The employment fluctuations pushed the unemployment rate to 14.1% in April 2020. As
employment recovered, the unemployment rate fell to new lows of 2.8% in March and April of
2022. Wisconsin's seasonally adjusted unemployment rate reached a record low of 2.4% in
April 2023 and has remained at near historic lows and below the national unemployment rate
in 2023. As of November 2023, Wisconsin's seasonally adjusted unemployment is 3.3%, 0.4
percentage points below the U.S. unemployment rate.

Figure 6: Wisconsin's Labor Force and Employment
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Short-Run Employment Outlook

The short-run employment outlook for the state appears positive. Job levels continue to be high,
with the state registering a record-high number of jobs in 2023.

Job gains coupled with higher wages translate into healthy consumption, which makes up two-
thirds of the economy. Wage gains have been robust. However, the surge in inflation brought
about by supply chain disruptions and the war in Europe have undercut the gains in real
terms. State labor economists expect high inflation to be transitory while wage gains will be
permanent. With continued job and wage gains, consumption will be the underpinning of
economic growth.

The most prominent economic risk is the Federal Reserve Bank (Fed) aggressively combatting
inflation through higher interest rates. The Fed raised interest rates seven times in 2022 - going
from essentially zero to 5.0%. The Fed set a range of 25 basis points. As of November 1, 2023,
the range is 5.25 - 5.50%.

Experts expect that inflation pressures will ease as supply chains readjust. As inflation
pressures ease, the Fed will be able to conduct a more accommodative monetary policy. Tighter
fiscal policy will have an influence over the coming years as well.

Businesses continue to voice lack of workforce talent as a primary constraint on production
growth. Pursuit of workers has brought about wage and benefit increases, signing bonuses, and
other incentives to attract workers. However, other workforce barriers remain, including
transportation, dependent care, and housing affordability.

Long-Run Employment Outlook
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Workforce quantity is a primary factor impacting Wisconsin's economic future. The
demographic dynamics facing the state, other upper-Midwest states, the U.S., and most of the
developed economies will advance unaltered in the coming decades and continue to create
employment challenges.

While Wisconsin's population will continue to grow over the next 20 years, the workforce faces
serious constraints. The labor force trend began to seriously flatten in 2008 after slowing in the
late 1990s as the first baby boomers (those born in 1946) reached age 62 and began to leave the
workforce. Baby boomers continue to exit the workforce in great numbers and will continue to
do so over the next 20 years.

The number of retiring baby boomers nearly matches the influx of new workers, resulting in a
slow-growing workforce. This constrains employers' ability to secure talent across industries.
Many businesses report that the lack of available workers has hindered expansion, and in some
cases, even curtailed the ability to meet current business needs.

Figure 7: Wisconsin Population and Labor Force
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Worker skills must align with skills demanded by the position. For Wisconsin to successfully
compete in the global economy, the state needs to develop homegrown talent, facilitate efficient
connections among employers and workers, improve the match between labor force skills and
employer needs through training and education, attract fresh talent, and improve job quality
and investment in family-sustaining careers.

Unemployment

In annual average 2022 data, there were 99,100 unemployed people in Wisconsin. Out of that
total, 34,100 people were unemployed less than five weeks, 36,200 people were unemployed
between five and 14 weeks, 13,600 people were unemployed between 15 and 26 weeks, and
15,300 people were unemployed 27 weeks or more.

Per the chart below, both the average duration of unemployment and the share of long-term
unemployed peaked during the Great Recession and trended downward until 2021. Because the
pandemic's impact largely began in March 2020, the first month an individual potentially would
be considered long-term unemployed (27+ weeks) due to COVID- 19 is September 2020. This
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explains the unexpectedly low figures in the 2020 data, which averages figures from January
through December 2020. Instead of showing in 2020 figures, the COVID-19 impact appears in
2021, with a subsequent drop in 2022.

Workforce Constraints Limit Growth

Wisconsin's employment growth is constrained by difficulty finding workers to fill openings.
Employers statewide have expressed concerns about the lack of qualified workers to fill open
positions. Employers in most industries and occupations voiced concerns about the lack of
workforce available.

Opportunities in health care, IT, skilled trades, and skilled manufacturing occupations have
increased, but job growth has been constricted by employers' inability to find adequately
trained personnel. While specific technical skills such as welding, CNC operators, IT engineers
and technicians, and health care practitioners and technicians are lacking, there is a shortage of
available workers across many additional occupations and skill sets, such as retail, customer
service, and warehousing. Employers complain about the deficiency in Science, Technology,
Engineering and Math (STEM) skills but also about the lack of "employability" skills: attendance,
teamwork, communication, etc. Most employers today are willing to train new employees if only
they could find and retain them.

Quantity Challenge

From 2020 to 2022, U.S. Census Population Estimate Program figures show net migration had a
negligible impact on Wisconsin's population. The Wisconsin general fertility rate per 1,000
women aged 15 to 44 declined from 61.8 in 2014 to 55.7 in 2021, and Wisconsin's population
growth from natural increase is predicted to slow over the next two decades. The percentage of
Wisconsin's population 65 years and older was 18.0% in 2020, and that percentage is expected
to increase to 23.7% in 2040. Meanwhile, the percentage of the working age population goes
from 60.4% in 2020 to a projected 55.1% in 2040.

Using February 2020 as a base point, the national labor force participation rate (LFPR) for age
55+ workers has decreased at a higher percentage than the overall LFPR as of September 2023
data. If the trend continues, it does not bode well for Wisconsin's labor force as an older state.
Changes in LFPR, the unemployment rate, and the jobs-to-worker ratio affect the state's labor
supply and demand balance.

What changes with a quantity gap, versus a skills gap, is that most occupations see shortages.
Traditionally, target training and/or other incentives were instituted to satisfy spot gaps in one
or a few occupations, such as IT, or in the cycles across engineering disciplines. Worker skills
could be shifted from a sector with ample workers to one with too few.

A general quantity gap, however, shifts worker skills from one sector to another, increasing the
shortage in the former sector. Using wage incentives to attract workers is a proven tool but is a
less viable solution for export industries that face global competition.

Figure 8: Annual Average Share of Long-Term Unemployed
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Regional Analysis

Wisconsin has 11 regional Workforce Development Areas (WDAs) that serve as a jurisdiction
for the administration of workforce development activities and execution of adult, dislocated
worker, and youth funds allocated by the state.
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Bay Area WDA

The Bay Area Workforce Development Area (WDA) is composed of 11 counties in northeastern
Wisconsin: Brown, Door, Florence, Kewaunee, Manitowoc, Marinette, Menominee, Oconto,
Outagamie, Shawano, and Sheboygan. It is not the most populous Workforce Development Area,
nor does it contain the largest labor force or job base. Further, because the area is
geographically large, changes in the labor force, jobs, wages, and income will vary, sometimes
significantly, from one county to the next.

Labor Force (LAUS)
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2022 2021 Percentage Change
Labor Force 436,320 438,479 -0.49%
|Employed 424,538 423,247 0.31%
|Unemployed 11,782 15,232 -22.65%
|Unemployment Rate 2.7% 3.5% 22.86%

In calendar year 2022, Bay Area's labor force totaled 436,320 participants consisting of 424,538
employed and 11,782 unemployed. From 2021 to 2022, the labor force decreased by 2,159

participants, or 0.49%. While the number of employed rose by 0.31% over the year, the number
of unemployed fell by 22.65 percent.

The Bay Area's unemployment rate was 2.7% in 2022; a 0.8 percentage point decrease from
2021. This rate was lower than the statewide rate of 2.9%. In recent years, the Bay Area region
experienced a lower unemployment rate than that seen statewide.

The Bay Area's Labor Force Participation Rate (LFPR) in 2022 was 64.0%. The regional LFPR
decreased by 1.4 percentage points relative to 2021.

Employment and Wages (QCEW)

Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Total, All Industries (416,263 409,393 1.68% 3.36%

Natural Resources & 16,476 6,435 0.64% 0.40%

Mining

Construction 22,500 21,927 2.61% 1.78%

Manufacturing 93,008 90,753 2.48% 2.27%

Trade, 79,390 78,170 1.56% 7.43%

Transportation,

Utilities

Information 3,145 3,102 1.39% 2.40%

Financial Activities 21,822 22,609 -3.48% 0.96%

Professional & 38,843 39,121 -0.71% 2.05%

Business Services

Education & Health (82,757 82,062 0.85% 2.70%

Services

Leisure and 41,438 39,073 6.05% 0.96%

Hospitality

Other Services 10,513 10,327 1.80% 2.90%

Public Administration (15,676 15,388 1.87% 1.85%
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In calendar year 2022, the total job base in the Bay Area region numbered 416,263 jobs; 6,870
more jobs than in 2021, up about 1.68%.

The Manufacturing supersector saw an increase of 2,255 jobs over the year: up 2.48%. In
addition, the Leisure and Hospitality (+2,365 jobs, 6.05%) and Construction (+573 jobs,
2.61%) sectors were among the fastest growing industries in the Bay Area over the course of
2022. Employment in the Bay Area's largest supersector, Education and Health Services, grew
by a more modest 0.85%. The only two industries that experienced employment declines in
2022 were Financial Activities (-787 jobs) and Professional and Business Services (-278
jobs).

Total area wages increased from $21.8 billion in 2021 to $23.3 billion in 2022. Area wages grew
by $1.5 billion (6.81%) from 2021 to 2022; this rate was lower than the statewide rate of 8.02%.
Trade, Transportation, Utilities is a previously unmentioned industry that experienced
relatively high total wage growth in 2022 (+7.29%). Financial Activities was the only industry
with an annual decline in total wages (-0.72%).

Fox Valley WDA

The Fox Valley Workforce Development Area (WDA) is composed of six counties in
northeastern Wisconsin: Calumet, Fond du Lac, Green Lake, Waupaca, Waushara, and
Winnebago. This WDA is the seventh largest (out of 11) in the state in terms of labor force,
while also having the third lowest unemployment rate and sixth highest labor force
participation rate. Many of the region's urban cores are situated along the 1-41 corridor, wholly
containing two Metropolitan Statistical Areas (Oshkosh-Neenah and Fond du Lac) while
Calumet County is included as part of the Appleton MSA.

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 221,351 222,436 -0.49%
|Employed 215,490 214,977 0.24%
|Unemployed 5,861 7,459 -21.42%
|Unemployment Rate 2.6% 3.4% -23.53%

In calendar year 2022, Fox Valley's labor force totaled 221,351 participants consisting of
215,490 employed and 5,861 unemployed. From 2021 to 2022, the labor force declined by
1,085 participants: a 0.49% decrease. While the number of employed rose by 0.24% over the
year, the number of unemployed fell by 21.42%.

The Fox Valley's unemployment rate was 2.6% in 2022; a 0.8 percentage point decrease from
2021. This rate was lower than the statewide rate of 2.9%. Generally, the Fox Valley region
experiences a lower unemployment rate than that seen statewide.

The Fox Valley's Labor Force Participation Rate (LFPR) in 2022 was 64.3%. The regional LFPR
decreased by 0.8 percentage points relative to 2021.

Employment and Wages (QCEW)
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Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 |Change Statewide

Total, All Industries (183,747 181,411 1.29% 3.36%

Natural Resources & |3,413 3,405 0.23% 0.40%

Mining

Construction 10,933 10,621 2.94% 1.78%

Manufacturing 45,327 44,848 1.07% 2.27%

Trade, 32,658 32,557 0.31% 7.43%

Transportation,

Utilities

Information 221 3,276 -93.25% 2.40%

Financial Activities |7,293 7,309 -0.22% 0.96%

Professional & 16,887 16,025 5.38% 2.05%

Business Services

Education & Health |34,775 34,868 -0.27% 2.70%

Services

Leisure and 15,442 17,969 3.16% 0.96%

Hospitality

Other Services 703 5,006 -85.96% 2.90%

Public Administration (8,676 3,526 1.79% 1.85%

In calendar year 2022, the total job base in the Fox Valley region numbered 183,747 jobs; 2,336
more jobs than in 2021, up about 1.29%.

The Professional & Business Services supersector saw the largest numerical job increase in the
Fox Valley, up 862 jobs over the year (5.38%). In addition, the Leisure and Hospitality (+473
jobs, 3.16%) and Construction (+312 jobs, 2.94%) sectors were also among the fastest growing
industries in the Fox Valley over the course of 2022. Employment in the Fox Valley's largest
supersector, Manufacturing, grew by a more modest 1.07%, but experienced the second largest
numerical job gain. Besides Other Services (-4,303), three industries experienced a net loss of
jobs in 2022: Information (-3,055), Education and Health Services (-93), and Financial
Activities (-16).

Total area wages increased from $9.6 billion in 2021 to $10.2 billion in 2022. Area wages grew
by $596 million (6.21%) from 2021 to 2022; this rate was lower than the statewide rate of
8.02%. Trade, Transportation, Utilities (+6.35%) and Natural Resources & Mining (+6.34%)
are two previously unmentioned industries that experienced relatively high total wage growth
in 2022. Information (-94.78%) and Other Services (-84.11%) were the two industries with an
annual decline in total wages.

Milwaukee WDA
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The Milwaukee Workforce Development Area consists of Milwaukee County, which is in the
southeastern part of the state. The Milwaukee WDA holds the distinction of being Wisconsin’s
only single county WDA. However, it is undoubtedly linked to its surrounding regions, and it
would be naive to ignore the regional interdependence. The relatively small geographic size of
Milwaukee provides the opportunity for employers to draw from a potential workforce that
includes surrounding areas, and Milwaukee WDA residents can look outside the region for
desirable career prospects.

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 459,063 464,620 -1.20%
|Employed 442,178 439,453 0.62%
|Unemployed 16,885 25,167 -32.91%
|Unemployment Rate 3.7% 5.4% -31.48%

In calendar year 2022, Milwaukee's labor force totaled 459,063 participants consisting of
442,178 employed and 16.885 unemployed. From 2021 to 2022, the labor force lost 2,725
participants: a 1.20% decrease. While the number of employed rose by 0.62 percent over the
year, the number of unemployed fell by 31.48 percent.

The Milwaukee's unemployment rate was 3.70% in 2022; a 1.70 percentage point decrease
from 2021. This rate was higher than the statewide rate of 2.9%. Generally, the single county
WDA experiences a higher unemployment rate than that seen statewide.

Milwaukee's Labor Force Participation Rate (LFPR) in 2022 was 62.2%. The regional LFPR
decreased by 0.5 percentage points relative to 2021.

Employment and Wages (QCEW)

Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 |Change Statewide
Total, All Industries 463,793 455,415 1.84% 3.36%
Natural Resources & |74 65 13.85% 0.40%
Mining
Construction 11,898 11,298 5.31% 1.78%
Manufacturing 47,796 46,678 2.40% 2.27%
Trade, 77,910 77,772 0.18% 7.43%
Transportation,
Utilities
Information 8,301 3,348 -0.56% 2.40%
Financial Activities 29,621 29,235 1.32% 0.96%
Professional & 72,367 71,226 1.60% 2.05%
Business Services
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Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 |Change Statewide

Education & Health (136,212 137,097 -0.65% 2.70%

Services

Leisure and 47,028 40,994 14.72% 0.96%

Hospitality

Other Services 13,590 13,507 0.61% 2.90%

Public Administration [18,995 19,194 -1.04% 1.85%

In calendar year 2022, the total job base in the Milwaukee region numbered 463,793 jobs; 8,378
more jobs than in 2021, up about 3.36%.

The Leisure and Hospitalities supersector saw an increase of 6,034 jobs over the year: up
14.72%. This sector in particular was adversely affected by the changes in economic activity
resulting from the COVID-19 pandemic, and subsequently experienced more rapid recoveries
the following years. Public Administration and Information were the only two supersector to
lose jobs between 2021 and 2022. They declined by 1.04% and 0.56% respectively.

Total area wages increased from $28.2 billion in 2021 to $30.0 billion in 2022. Area wages grew
by $1.7 billion (6.14%) from 2021 to 2022; this rate was lower than the statewide rate of 8.0%.

Previously unmentioned industries that experienced relatively high total wage gains include
Construction (+9.82%) and Financial Activities (+9.91%). Natural Resources was the only
industry measure a decline in total wages (-28.5%). It is also the smallest industry in terms of
total employment, which makes it more susceptible to volatility.

North Central WDA

The North Central Workforce Development Area (WDA) consists of nine counties located in the
Northern center of Wisconsin: Adams, Forest, Langlade, Lincoln, Marathon, Oneida, Portage,
Vilas, and Wood counties. Notable for this region is the relatively higher median age seen in
many of the counties.

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 207,363 209,972 1.24%
|Employed 201,003 201,835 -0.41%
|Unemployed 6,360 8,137 -21.84%
|Unemployment Rate 3.1% 3.9% -20.51%

In calendar year 2022, North Central's labor force totaled 207,363 participants consisting of
201,003 employed and 6,360 unemployed. From 2021 to 2022, the labor force decreased by
2,609 participants; a 1.24% decrease. The number of employed decreased by 0.41% over the
year and the number of unemployed decreased by 21.84% over the year.
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The North Central region's unemployment rate was 3.1% in 2022, down from 3.9% in 2021.
This rate was still higher than the statewide unemployment rate of 2.9%. Generally, the North
Central region experiences a higher unemployment rate than that seen statewide.

The labor force participation rate (LFPR) is defined as the share of the 16 and older non-
institutional population (not incarcerated or in nursing facilities) that is in the labor force
(working or seeking work). North Central Wisconsin’s labor force participation rate (LFPR) in
2022 was 59.7%, sitting well below the state’s LFPR of 64.3%. The region’s LFPR decreased by
0.9 percentage points relative to 2021. It's likely that both the state and the national LFPR will
continue to decline as the "baby boomer" population continues to age.

Employment and Wages (QCEW)

Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Total, All Industries 188,790 186,272 1.35% 3.36%

Natural Resources & (3,555 3,612 -1.58% 0.40%

Mining

Construction 7,927 7,738 2.44% 1.78%

Manufacturing 34,483 33,698 2.33% 2.27%

Trade, 40,917 40,655 0.64% 7.43%

Transportation,

Utilities

Information 2,363 2,399 -1.50% 2.40%

Financial Activities 13,486 13,361 0.94% 0.96%

Professional & 12,786 12,411 3.02% 2.05%

Business Services

Education & Health (39,628 39,717 -0.22% 2.70%

Services

Leisure and 19,632 18,725 4.84% 0.96%

Hospitality

Other Services 4,784 7,947 -3.29% 2.90%

Public Administration (9,189 9,010 1.99% 1.85%

In calendar year 2022, the total job base in the North Central region numbered 183,790 jobs;
2,518 more jobs than in 2021, up 3.36%.

Leisure & Hospitality experienced the greatest proportional gain in jobs, gaining 907 jobs over
the year; an increase of 4.84%. Statewide, this industry grew at a slower rate of 0.94%. Across
geographies and industries, Leisure & Hospitality was the most negatively impacted industry
from COVID-19 - priming its recovery for high employment growth rates. Other Services
experienced the greatest proportional loss of jobs, losing 163 jobs over the year; a decrease of
3.29%.
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Total area wages increased from 9.24 billion in 2021 to 9.82 billion in 2022. Area wages grew by
582.52 million (6.3%) over the year, growing slower than statewide wages (8.0%). Leisure &
Hospitality wages grew at the fastest rate in North Central, growing by 12.2%. Education &
Health Services wages grew at the slowest rate in North Central, growing by 3.3%.

Northwest WDA

The Northwest WDA region consists of Ashland, Bayfield, Burnett, Douglas, Iron, Price, Rusk,
Sawyer, Taylor, and Washburn counties.

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 85,904 87,589 -1.92%
|Employed 82,479 83,469 -1.19%
|Unemployed 3,425 4,120 -16.87%
|Unemployment Rate 4.0% 4.7% -14.89%

The labor force participation rate (LFPR) is defined as the share of the 16 and older non-
institutional population (not incarcerated or in nursing facilities) that is in the labor force
(working or seeking work). The 2022 LFPR in the Northwest WDA was 56.8%, down -2.1
percentage points from 2021. This was lower than the state's overall -1.3 percentage point
decrease in LFPR. The Northwest WDA had by far the lowest LFPR of any WDA in Wisconsin, 1.8
percentage points lower than the second lowest WDA and 7.5 percentage points lower than
Wisconsin as a whole.

Employment and Wages (QCEW)

Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 |Change Statewide
Total, All Industries [64,679 63,643 1.63% 3.36%
Natural Resources & |1,044 1,020 2.35% 0.40%
Mining
Construction 3,382 2,910 16.22% 1.78%
Manufacturing 12,075 11,742 2.84% 2.27%
Trade, 12,917 12,822 0.74% 7.43%
Transportation,
Utilities
Information 514 505 1.78% 2.40%
Financial Activities  |2,044 1,982 3.13% 0.96%
Professional & 3,226 3,208 0.56% 2.05%
Business Services
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Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 |Change Statewide

Education & Health (13,597 13,847 -1.81% 2.70%

Services

Leisure and 7,914 7,734 2.33% 0.96%

Hospitality

Other Services 1,526 1,518 0.53% 2.90%

Public Administration 6,428 6,158 4.38% 1.85%

The covered employment in the Northwest WDA region was 64,679 in 2022, representing 2.2%
of the overall jobs in the state. This is a small decrease over the region's 2021 percentage of
overall jobs. The three largest supersectors in terms of employment are Education & Health
Services Manufacturing, Trade, Transportation, Utilities and Manufacturing. These three
industries represent 59.66% of all jobs in Northwest Wisconsin. Two of the three saw an
increase in employment from 2021 to 2022. Manufacturing had an employment increase of
2.84%. Trade, Transportation, Utilities increased 0.74%. Education & Healthcare decreased
1.81%. The industry supersector that saw the largest employment growth was Construction
with a 16.22% increase.

Overall wages (without accounting for inflation) in Northwest Wisconsin grew 4.84% which
was slower than the employment growth rate of 4.94%. All but two supersectors in the
Northwest Wisconsin experienced positive wage growth. Financial Activities saw the largest
percentage increase at 10.58%. Other Services wages grew 8.80%. Information wages declined
3.35% and Natural Resources & Mining wages decreased -1.38%.

South Central WDA

The South Central WDA is composed of six counties (Columbia, Dane, Dodge, Jefferson,
Marquette and Sauk). This includes a portion of the Madison MSA (Columbia, Dane, lowa and
Green counties).

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 496,428 496,433 0.00%
|Employed 484,785 481,035 0.78%
|Unemployed 11,643 15,398 -24.39%
|Unemployment Rate 2.3% 3.1% -25.81%

The labor force participation rate (LFPR) is defined as the share of the 16 and older non-
institutional population (not incarcerated or in nursing facilities) that is in the labor force
(working or seeking work). The 2021 LFPR in the WDA was 67.6%, a decline of 3.1 percentage
points from 2021. Despite this decline, this WDA outpaced the state's overall LFPR. The South
Central WDA had a noticeably higher LFPR than the state as a whole: 67.6% compared to the
state's 64.3%. Much of this is driven by Dane County's LFPR, which is the fourth highest in the
state at 68.7%, a decline from 72.7% the previous year.
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Dane County, home to the capitol and the University of Wisconsin-Madison, has a younger
population and more diverse population than other counties in the region. The unemployment
rate in South Central WDA of 2.3% in 2022 was the lowest in the state. This represents a decline
of 0.8 percentage points in the unemployment rate since 2021. The overall size of the labor
force stayed roughly the same, only a decline in the number of unemployed concomitant with an
increase in the number of employed.

Employment and Wages (QCEW)

Industry WDA Monthly WDA Monthly WDA Percent [Percent Change
Employment 2022 [Employment 2021 |Change Statewide

Total, All Industries 474,624 464,028 2.28% 3.36%

Natural Resources & |5,205 4,964 4.85% 0.40%

Mining

Construction 24,152 23,420 3.13% 1.78%

Manufacturing 59,617 59,143 0.80% 2.27%

Trade, 77,153 76,640 0.67% 7.43%

Transportation,

Utilities

Information 18,560 17,668 5.05% 2.40%

Financial Activities 26,053 25,917 0.52% 0.96%

Professional & 56,202 57,274 -1.87% 2.05%

Business Services

Education & Health |115,787 114,024 1.55% 2.70%

Services

Leisure and 48,417 43,715 10.76% 0.96%

Hospitality

Other Services 13,969 13,429 4.02% 2.90%

Public Administration |28,077 27,823 0.88% 1.85%

The dominant sector in South Central are Educational Services which accounts for 24.4% of the
total employment and 24.7% of the total wages in the region. This industry experienced a
growth rate of 1.55% between 2021 and 2022. The fastest growing industry in the South
Central WDA was Leisure and Hospitality, which experienced 10.8% employment growth over
the year. This vastly outpaced that industry's employment growth in the state, which only grew
by 0.96%. In contrast, the state experienced a 7.43% increase in employment in the Trade,
Transportation, and Utilities industry while the South Central region's industry only grew by
0.67%. The Professional and Business Services industry was the only industry in the South
Central WDA which experienced a decline in employment, at a rate of -1.87%.

Total payroll reported for South Central was $30.7 billion, an increase of 7.8% from 2021 to
2022, without accounting for inflation. This puts the region roughly on par with the state
overall, which grew at a rate of 8.0%. In terms of total wages, the fastest-growing industry in the
South Central WDA was Information, which experienced a 26.3% growth in wages, far
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outpacing the 13.7% growth statewide. This highlights the importance increasing importance of
the Information industry to the region's economy.

Southeastern WDA

The Southeastern Workforce Development Area consists of three counties in the southeastern
most part of the state. The region includes Kenosha County, Racine County, and Walworth
County. The City of Kenosha and the City of Racine provide ample opportunities for job
development within the region, while Milwaukee and Chicago provide employment
opportunities outside of the region.

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 245,488 246,082 -0.24%
|Employed 237,428 235,367 0.88%
|Unemployed 8,060 10,715 -24.78%
|Unemployment Rate 3.3% 4.4% -25.00%

In calendar year 2022, Southeastern labor force totaled 245,488 participants consisting of
237,428 employed and 8.060 unemployed. From 2021 to 2022, the labor force lost
594participants: a 0.24% decrease. While the number of employed rose by 0.88% over the year,
the number of unemployed fell by 24.78%.

The Southeastern WDA unemployment rate was 3.3% in 2022; a 1.1 percentage point decrease
from 2021. This rate was higher than the statewide rate of 2.9%. Generally, the WDA
experiences a slightly higher unemployment rate than that seen statewide but follows similar
trends.

The Labor Force Participation Rate (LFPR) for the WDA in 2021 was 64.5%. The regional LFPR
decreased by 0.7 percentage points relative to 2021.

Employment and Wages (QCEW)

Industry WDA Monthly 'WDA Monthly 'WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Total, All Industries [187,251 182,997 2.32% 3.36%

Natural Resources & (1,107 1,070 3.46% 0.40%

Mining

Construction 6,866 6,808 0.85% 1.78%

Manufacturing 35,788 34,265 4.44% 2.27%

Trade, 46,030 44,906 2.50% 7.43%

Transportation,

Utilities

Information 768 850 -9.65% 2.40%
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Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Financial Activities 4,752 4,766 -0.29% 0.96%

Professional & 18,807 18,044 4.23% 2.05%

Business Services

Education & Health (38,096 38,110 -0.04% 2.70%

Services

Leisure and 21,845 21,000 4.02% 0.96%

Hospitality

Other Services 4,392 4,430 -0.86% 2.90%

Public Administration |8,797 8,748 0.56% 1.85%

In calendar year 2022, the total job base in the Southeastern region numbered 187,251 jobs:
4,254 more jobs than in 2021, up about 3.36%.

The Manufacturing supersector saw an increase of 1,523jobs over the year: up 4.44%, which
was the largest numeric and percent gain in the WDA. The Professional & Business Services
supersector saw the second highest percent gain (+4.23%). Notably, Leisure and Hospitality
growth (+4.02%) exceeded statewide growth in the industry (+0.96%) These sectors in
particular were adversely affected by the changes in economic activity resulting from the
COVID-19 pandemic.

Total area wages increased from $9.4 billion in 2021 to $10.0 billion in 2022. Area wages grew
by $640.6 million (6.83%) from 2021 to 2022; this rate was lower than the statewide rate of
8.0%. Previously unmentioned industries that experienced relatively high total wage gains
include Natural Resources and Mining (+13.38%) and(+10.94%), and Trade, Transportation,
Utilities (+8.10%). Information was the only industry with declining total wages (-39.05%). It
is also the smallest industry in terms of total employment, which makes it more susceptible to
volatility.

Southwest WDA

The Southwest WDA region is composed of six counties (Grant, Green, lowa, Lafayette, Richland
and Rock).

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 165,764 166,616 -0.51%
|Employed 160,725 160,202 0.33%
|Unemployed 5,039 6,414 -21.44%
|Unemployment Rate 3.0% 3.8% -21.05%

The Southwest WDA remained relatively stable, only experiencing a small decline in the overall
labor force between 2021 and 2022. Despite this decline, the number of employed slightly
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increased while the number of unemployed people experienced a massive decline. Between
2021 and 2022, the number of unemployed declined 21.4%. This meant that the Southwest
experienced an unemployment rate of 3.0% in 2022, only slightly above the state's overall
unemployment rate of 2.9%.

The labor force participation rate (LFPR), which is defined as the number of people working or
seeking work as a percentage of the eligible working-age population, was 66.3% in the
Southwest WDA. This is higher than Wisconsin's LFPR of 64.3%. This puts the Southwest WDA
as the region with the third-highest LFPR in the state behind the South Central and WOW WDAs.
Even still, the Southwest WDA experienced a decline in the LFPR compared to 2021's LFPR of
67.2%.

Employment and Wages (QCEW)

Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Total, All Industries (119,393 117,664 1.47% 3.36%

Natural Resources & (2,660 2,688 -1.04% 0.40%

Mining

Construction 5,754 5,591 2.92% 1.78%

Manufacturing 21,905 21,283 2.92% 2.27%

Trade, 29,148 28,823 2.92% 7.43%

Transportation,

Utilities

Information 1,734 1,909 -9.17% 2.40%

Financial Activities |3,466 3,550 -2.37% 0.96%

Professional & 3,686 8,456 2.72% 2.05%

Business Services

Education & Health (26,493 26,458 0.13% 2.70%

Services

Leisure and 10,711 10,267 4.32% 0.96%

Hospitality

Other Services 2,678 2,535 5.64% 2.90%

Public Administration [6,161 6,104 0.93% 1.85%

The average monthly number of people employed in the Southwest WDA grew 1.47% from
2021 to 2022, a slightly lower rate of growth relative to the state, which grew at a rate of 3.36%.
The three largest industries in the region were Trade, Transportation, and Utilities; Education
and Health Services; and Manufacturing. All three of these industries experienced positive
employment growth over this period. The largest of these, Education and Health Services,
experienced essentially held steady in terms of employment, only increasing by 0.13%. This is
slower compared to the state overall, Education and Health Services grew at a rate of 2.70% in
Wisconsin. The Other Services industry was the fastest-growing industry, growing at a rate of
5.64%. However, this industry only represented 2.24% of the overall employment of the region.
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Due to the small size of this industry, a small change in absolute employment numbers can
result in a relatively large percentage change. Similarly, the small Information industry declined
by 9.17%, the fastest declining industry in the region. This contrasts with the state's
Information industry, which grew by 2.40%.

In total, aggregates wages in the region increased by 6.17% from 2021 to 2022, without
accounting for inflation. This is slightly slower than the state overall, in which total wages
increased at a rate of 8.19%. The three fastest-growing industries in terms of total wages were
Other Services; Leisure and Hospitality; and Professional and Business Services. Total wages in
the Leisure and Hospitality industry grew quickly in the South Central WDA, at a rate of 11.69%.
However, unlike the other two industries, Leisure and Hospitality in the region more slowly
compared to the state overall where the industry's total wages grew by 17.24%.

West Central WDA

The West Central Workforce Development Area (WDA) is composed of nine counties in
northwestern Wisconsin (Barron, Clark, Chippewa, Dunn, Eau Claire, Pepin, Pierce, Polk and St.
Croix). It is among the state’s fastest growing regions in terms of population and economic
growth. The region also benefits from its location along the [-94 corridor, just east of the Twin
Cities in Minnesota. The effects of this proximity can be seen throughout the region, though it is
most obvious in the border counties.

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 260,826 261,192 -0.14%
|Employed 252,847 251,691 0.46%
|Unemployed 7,979 9,501 -16.02%
|Unemployment Rate 3.1% 3.6% -13.89%

The labor force participation rate (LFPR) is defined as the share of the 16 and older non-
institutional population (not incarcerated or in nursing facilities) that is in the labor force
(working or seeking work). The 2022 LFPR in the West Central WDA was 65.7%, down -1.7
percentage points from 2021. This decrease was a larger than the state's overall decrease in
LFPR. The labor force in West Central shrank by -366 overall. From 2021 to 2022, the labor
force in five out of nine counties in the region experienced positive labor force growth.

Employment and Wages (QCEW)

Industry WDA Monthly WDA Monthly WDA Percent [Percent Change
Employment 2022 [Employment 2021 |Change Statewide

Total, All Industries (198,052 192,812 2.72% 3.36%

Natural Resources & (3,169 3,205 -1.12% 0.40%

Mining

Construction 8,983 8,852 1.48% 1.78%

Manufacturing 37,337 36,068 3.52% 2.27%
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Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Trade, 43,447 41,645 4.33% 7.43%

Transportation,

Utilities

Information 1,396 1,323 5.52% 2.40%

Financial Activities 7,044 6,948 1.38% 0.96%

Professional & 15,102 14,649 3.09% 2.05%

Business Services

Education & Health 47,054 46,976 0.17% 2.70%

Services

Leisure and 20,024 19,003 5.37% 0.96%

Hospitality

Other Services 4,603 4,367 5.40% 2.90%

Public Administration (9,840 9,732 1.11% 1.85%

The covered employment in the West Central region was 198,052 in 2022, representing 6.88%
of the overall jobs in the state. This is a decrease over the region's 2021 percentage of overall
jobs - discontinuing the trend of an increasing proportion of Wisconsin's job base being in the
region.

The three largest supersectors in terms of employment are Manufacturing, Health Care, and
Retail Trade. Together, they represent 42.0% of all jobs in the region. Each of these supersectors
witnessed an increase in employment from 2021 to 2022. The three supersectors which saw the
largest percentage increase in employment were Information, Other Services, and Leisure and
Hospitality. These three supersectors witnessed a 5.52%, 5.40%, and 5.37% increase in
employment respectively.

Overall wage growth (without accounting for inflation) in the region outpaced employment
growth at a rate of 5.13% compared to 2.72% for employment. Every single supersector in the
West Central region experienced positive wage growth. With an aggregate wage growth rate of
10.06%, the fastest growing was Other Services. Despite this wage growth, the supersector still
had one of the largest percentage point discrepancies between its percentage of the job base
(2.32%) and percentage of overall wages (1.62%). Another notable wage growth was in the
Professional & Business Services supersector, which saw a 6.40% increase in overall wages.

Western WDA

The Western Workforce Development Area (WDA) consists of eight counties: Buffalo, Crawford,
Jackson, Juneau, La Crosse, Monroe, Trempealeau, and Vernon counties. Over half of the region's
populace and labor force belongs to La Crosse and Monroe County.

Labor Force (LAUS)
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2022 2021 Percentage Change
Labor Force 155,268 157,490 -1.41%
|Employed 150,856 151,887 -0.68%
|Unemployed 4,412 5,603 -21.62%
|Unemployment Rate 2.8% 3.6% -22.22%

In calendar year 2022, Western's labor force totaled 155,268 participants consisting of 150,856
employed and 4,412 unemployed. From 2021 to 2022, the labor force decreased by 2,222
participants; a 1.41% decrease. The number of employed decreased by 0.68% over the year and
the number of unemployed decreased by 21.26% over the year.

The Western region's unemployment rate was 2.8% in 2022, down from 3.6% in 2021. This rate
was also below the statewide unemployment rate of 2.9%. Generally, the Western region
experiences a lower unemployment rate than that seen statewide.

The labor force participation rate (LFPR) is defined as the share of the 16 and older non-
institutional population (not incarcerated or in nursing facilities) that is in the labor force
(working or seeking work). Western Wisconsin'’s labor force participation rate (LFPR) in 2022
was 63.5%, sitting slightly below the state’s LFPR of 64.3%. The region’s LFPR decreased by 1.3
percentage points relative to 2021. It's likely that both the state and the national LFPR will
continue to decline as the "baby boomer" population continues to age.

Employment and Wages (QCEW)

Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Total, All Industries (138,270 136,813 1.06% 3.36%

Natural Resources & [2,831 2,764 2.42% 0.40%

Mining

Construction 5,423 5,218 3.93% 1.78%

Manufacturing 22,238 22,262 -0.11% 2.27%

Trade, 29,938 29,185 2.58% 7.43%

Transportation,

Utilities

Information 1,057 1,052 0.48% 2.40%

Financial Activities 6,330 6,270 0.96% 0.96%

Professional & 9,500 9,465 0.37% 2.05%

Business Services

Education & Health |36,050 36,107 -0.16% 2.70%

Services

Leisure and 13,003 12,584 3.33% 0.96%

Hospitality
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Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Other Services 3,567 3,486 2.32% 2.90%

Public Administration [8,338 8,412 -0.88% 1.85%

In calendar year 2022, the total job base in the Western region numbered 138,270 jobs; 1,457
more jobs than in 2021, up 1.06%.

Construction experienced the greatest proportional gain in jobs, gaining 205 jobs over the year;
an increase of 3.93%. Leisure & Hospitality grew at the second fastest rate, increasing by 3.33%.
Statewide, this industry grew at a slower rate of 0.94%. Across geographies and industries,
Leisure & Hospitality was the most negatively impacted industry from COVID-19 - priming its
recovery for high employment growth rates. Public Administration experienced the greatest
proportional loss of jobs, losing 74 jobs over the year; a decrease of 0.88%.

Total area wages increased from 13.26 billion in 2021 to 14.00 billion in 2022. Area wages grew
by 368.58 million (5.6%) over the year, growing slower than statewide wages (8.0%). Natural
Resources & Mining wages grew at the fastest rate in Western, growing by 11.8%.
Manufacturing wages grew at the slowest rate in Western, growing by 2.5%.

WOW WDA

The WOW Workforce Development Area consists of three counties in the southeastern part of
the state. The region includes Waukesha County, Ozaukee County, and Washington County. The
WOW WDA is undoubtedly linked to the Milwaukee WDA. Much of the past growth and
development in the region is a direct result of urban sprawl from the City of Milwaukee. The
region relies on Milwaukee as a cultural and employment center, and Milwaukee relies on WOW
residents to work and engage in recreation in the city.

Labor Force (LAUS)

2022 2021 Percentage Change
Labor Force 348,355 348,858 -0.14%
|Employed 339,721 337,905 0.54%
|Unemployed 8,634 10,953 -21.17%
|Unemployment Rate 2.5% 3.1% -19.35%

In calendar year 2022, WOW's labor force totaled 348,355 participants consisting of 339,721
employed and 8,634 unemployed. From 2021 to 2022, the labor force lost 503participants: a
0.14% decrease. While the number of employed rose by 0.54% over the year, the number of

unemployed fell by 21.17%.

The WOW WDA unemployment rate was 2.5% in 2022; a 0.6 percentage point decrease from
2021. This rate was lower than the statewide rate of 2.9%. Generally, the WDA experiences a
lower unemployment rate than that seen statewide.

The Labor Force Participation Rate (LFPR) for the WDA in 2022 was 66.5%. The regional LFPR
decreased by 0.3 percentage points relative to 2021.

Employment and Wages (QCEW)
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Industry WDA Monthly WDA Monthly WDA Percent |Percent Change
Employment 2022 [Employment 2021 [Change Statewide

Total, All Industries (340,370 333,979 1.91% 3.36%

Natural Resources & |1,409 1,371 2.77% 0.40%

Mining

Construction 22,177 21,716 2.12% 1.78%

Manufacturing 65,737 64,509 1.90% 2.27%

Trade, 69,546 67,802 2.57% 7.43%

Transportation,

Utilities

Information 4,175 4,175 0.00% 2.40%

Financial Activities 19,614 20,084 -2.34% 0.96%

Professional & 45,141 43,144 4.63% 2.05%

Business Services

Education & Health 160,697 61,022 -0.53% 2.70%

Services

Leisure and 31,259 29,774 4.99% 0.96%

Hospitality

Other Services 11,003 10,779 2.08% 2.90%

Public Administration (9,612 9,605 0.07% 1.85%

In calendar year 2022, the total job base in the WOW region numbered 340,370 jobs; 6,391
more jobs than in 2021, up about 3.36%.

The Leisure and Hospitalities supersector saw an increase of 1,4085 jobs over the year: up
4.99%. This sector in particular was adversely affected by the changes in economic activity
resulting from the COVID-19 pandemic, and subsequently experienced more rapid recoveries
the following years. Trade, Transportation, Utilities had the largest numeric growth, gaining
1,744 jobs (+2.57%). Financial Activities was the only supersector to lose jobs (-2.34%).

Total area wages increased from $20.3 billion in 2021 to $21.5 billion in 2022. Area wages grew
by $1.2 billion (5.98%) from 2021 to 2022. This rate was lower than the statewide rate of 8.0%.
Leisure and Hospitalities (+13.25%), Professional and Business Services (+8.89%), and
Natural Resources and Mining (+11.68%). It should be noted that Natural Resources and
Mining makes up a relatively low share of total employment and wages in the region.

Education and SKkill Levels of the Workforce:

Figure 9: Wisconsin Population Educational Attainment

Population 18 to 24 years 562,259
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Less than high school graduate 49,412 10.6%
High school graduate (includes {208,947 37.2%
equivalency)

Some college or associate's 211,854 37.7%
degree

Bachelor's degree or higher 82,046 14.6%
Population 25 years and over [4,088,500

Less than 9th grade 99,448 2.4%
Oth to 12th grade, no diploma 167,049 4.1%
High school graduate (includes {1,209,135 29.6%
equivalency)

Some college, no degree 798,565 19.5%
Associate's degree 455,882 11.2%
Bachelor's degree 885,548 21.7%
Graduate or professional degree (472,873 11.6%
High school graduate or higher [3,822,003 93.5%
Bachelor's degree or higher 1,358,421 33.2%
Population 25 to 34 years 733,729

High school graduate or higher [695,156 94.7%
Bachelor's degree or higher 1,358,421 33.2%
Population 35 to 44 years 742,993

High school graduate or higher 697,716 93.9%
Bachelor's degree or higher 291,421 39.2%
Population 45 to 64 years 1,509,392

High school graduate or higher [1,022,332 92.7%
Bachelor's degree or higher 302,313 31.9%
Population 65 years and over [1,102,386

High school graduate or higher [1,022,332 92.7%
Bachelor's degree or higher 302,313 27.4%

Source: U.S. Census Bureau, 2022 American Community Survey 1-Year Estimates (Table S1501)
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Comparing the Wisconsin population's education and training levels with the education levels
expected to be necessary for future jobs suggests skills sets should be enhanced.

Figure 10: Typical Education for Entry Totals and Percent by Education Type 2020-2030

Typical Education# Jobs - 2020 [Percent of [# Jobs - 2030 |Percent of [Numeric Percent

for Entry Total Job Total Job [Change Change
Base - Base - 203-|(2020 - (2020 -
2020 2030) 2030)

No formal 644,369 21.37% |711,009 22.19% 166,640 10.34%

education

credential

High school 1,263,028 41.89%  |[1,318,544 41.15%  |55,516 4.40%

diploma or

equivalent

Some college, no (82,276 2.73% 81,637 2.55% -639 -0.78%

degree

Postsecondary (202,328 6.71% 212,966 6.65% 10,638 5.26%

non-degree

award

[Associate's 62,527 2.07% 68,310 2.13% 5,783 9.25%

degree

Bachelor's degree|648,978 21.52% 691,473 21.58% 42,495 6.55%

Master's degree (46,964 1.56% 52,077 1.63% 5,113 10.89%

Doctoral or 64,557 2.14% 67,947 2.12% 3,390 5.25%

professional

degree

Total Job Base* (3,015,027 (100% 3,203,963 (100% 188,963 [6.27%

*Includes only published/non-confidential data.
Source: Office of Economic Advisors, Wisconsin Department of Workforce Development

Figure 11: Education Needed for Entry: Annual Growth Openings 2020-2030 - Percent of

Total

Page 51



m H5 or Less
® More than HS, Less than BA
® Bachelor's Degree

Master's or Higher

Source: Office of Economic Advisors, Wisconsin Department of Workforce Development

The apparent 'skills gaps' is a two-part challenge for the state. Firstly, Wisconsin is facing a
worker quantity challenge. Secondly, the worker quantity challenge foretells the 'skills gap'
challenge; without enough workers, all industries and occupations will have too few
appropriately skilled job candidates.

Details on Wisconsin's strategic goals to address these challenges and how WIOA core and
Combined State Plan partner programs can achieve these goals are provided in the following
sections throughout this plan.

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

Wisconsin, like the rest of the country and even the world, is facing a labor market quantity
challenge driven by demographic trends that have been building for decades. Baby boomers are
aging and retiring, birth rates have declined, and there has been net zero to negative in-
migration to Wisconsin over most of the last decade. These trends are unlikely to change in the
foreseeable future. Additionally, there are Wisconsinites who continue to face barriers to
employment, including but not limited to child care, housing, and transportation.

What sets Wisconsin apart in addressing these challenges is Gov. Tony Evers' historic
investment of more than $158 million in American Rescue Plan Act (ARPA) funds for innovative
workforce solutions. Implementation of Evers' initiatives along with ongoing programs is
yielding success by removing employment barriers; connecting employers with underutilized
talent pools; expanding access to in-demand training; and promoting workforce participation.

The use of federal ARPA funds offered new flexibility and allowed the state to accelerate
progress in addressing workforce challenges. Applying the lessons learned from these
investments to Workforce Innovation and Opportunity Act funding has prompted a bold new
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effort by the U.S. Department of Labor (DOL) known as "Yes, WIOA Can!" Wisconsin's PY2024 -
2027 WIOA Combined State Plan makes the most of this opportunity to maximize the potential
of Wisconsin's workforce development system and advance the competitiveness of workers,
employers, and job seekers.

The State of Wisconsin and the Governor's Council on Workforce Investment are committed to
developing innovative strategies and promoting data-driven, evidence-based policies to connect
Wisconsin's workforce to high-quality jobs and develop skills to meet the state's ever-changing
workforce and economic development landscape. Initiatives that are already underway to
position Wisconsin for the workforce of the next generation include:

e Exploring opportunities to further strengthen education and workforce development
services by taking full advantage of the historic investments made possible through the
Bipartisan Infrastructure Law (BIL), the Creating Helpful Incentives to Produce
Semiconductors (CHIPS) and Science Act, and the Inflation Reduction Act (IRA).

o The Governor's Task Force on Workforce and Artificial Intelligence. The task force is
charged with creation of an advisory action plan that recommends policy directions and
investments related to workforce development and educational systems to capitalize on
the Al transformation.

e Participating in the U.S. DOL's Job Quality Academy to create systems that will increase
access to career building opportunities through diversity, equity, inclusion, and
accessibility efforts for the child care and healthcare industries

2. WORKFORCE DEVELOPMENT, EDUCATION AND TRAINING ACTIVITIES ANALYSIS

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

A. THE STATE’S WORKFORCE DEVELOPMENT ACTIVITIES

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

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

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

B. THE STRENGTHS AND WEAKNESSES OF WORKFORCE DEVELOPMENT ACTIVITIES
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Provide an analysis of the strengths and weaknesses of the workforce development activities
identified in (A), directly above.

C. STATE WORKFORCE DEVELOPMENT CAPACITY

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

A. The State's Workforce Development Activities

Wisconsin's core programs, Combined State Plan partner programs, and one-stop system
partner programs are coordinated through the following state agencies: Department of
Workforce Development (DWD), Wisconsin Technical College System (WTCS), Wisconsin
Department of Children and Families (DCF), and the Wisconsin Department of Health Services
(DHS). The Governor's Council on Workforce Investment ensures that Wisconsin's workforce
development efforts are aligned with the state's economic development and education efforts.

Wisconsin has 11 local workforce development areas (WDAs). Each area's certified local
Workforce Development Board (WDB) serves as a strategic convener to promote and broker
effective relationships between the elected officials and economic, education and workforce
partners in the local area. The state also has two planning regions: Planning Region A,
comprised of WDAs 1, 2, and 3; and Planning Region B, comprised of WDAs 4 and 5.

DWD oversees the state's one-stop delivery system in partnership with local Workforce
Development Boards (WDBs). Wisconsin has 34 American Job Centers across the state,
including 15 comprehensive and 19 affiliate job centers. The job centers are overseen at the
state level by the Department of Workforce Development and are managed at the local level by
the local WDBs. Local WDBs are responsible for procuring a one-stop operator for the
coordination of service delivery as required by federal law and guidance. Partners within the
one-stop delivery system make services available on-site, via the use of technology, and/or via
formalized referral processes. The methods partners use to provide services and coordinate
with each other, including required resource sharing, are documented in the one-stop delivery
system Memoranda of Understanding (MOU). The local WDBs carry out workforce activities by
partnering locally as memorialized in MOUs to implement and operate core and partner
programs through the one-stop delivery system. At this time, TANF is not a required one-stop
partner program in Wisconsin.

Under WIOA, workforce activities are categorized within the following areas:

Supportive Services: In order to assist job seekers in obtaining or retaining employment
through career or training services, Wisconsin's workforce development system offers various
supportive services. Each local WDB in consultation with job center partners and other
community service providers, must develop a policy on supportive services that ensures
resource and service coordination in the local area and the WDB decides which supportive
services will be offered in the local area and how they will deliver the services.

Supportive services are categorized as either information/referral to supportive services
(considered no-cost services) or program-funded supportive services. Examples of supportive
services may include, but are not limited to, referrals to community programs/services,
referrals to state and federal public assistance programs, assistance in accessing childcare,
transportation, housing, and educational testing, needs-related payments, reasonable
accommodations for individuals with disabilities, tools and equipment, and uniforms and other
work attire.
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Career Services: WIOA has 13 required elements for career services, all of which support
customers making informed decisions about their career choices and understanding the
resources needed and available to assist them with pursuing their goals. All core programs
provide career services as much as possible through co-location at job centers. Required
partners provide career services through co-location, technological linkage, and utilization of
trained staff to provide referrals at job centers.

Wisconsin continues to develop and implement tools to modernize and enhance the way
participants engage with the public workforce development system. One example of
modernization is the implementation of a case management application, the Comprehensive
Employment Planning Tool (CEPT), that interfaces with several online tools that participants
can access through the My JCW portal on jobcenterofwisconsin.com. The CEPT enhances the
service delivery process by allowing participants and career planners to exchange information
virtually, and includes a Budget Planner, Self-Sufficiency Calculator, Community Resources
locator, Career Exploration tool, and Individual Employment Plan/Individual Service Strategy
development tool. Collectively, these tools help participants build financial literacy, connect
with resources to address potential barriers to program participation, identify training and
occupational goals, and outline action items that will lead to goal attainment. The CEPT
application is available to Title I, Title III, OVES, and TAA staff and allows for future expansion to
other core and partner programs. CEPT was recently integrated into ASSET, the reporting
system of record, so it is no longer a stand-alone application and additional IT enhancements to
CEPT are planned or underway to enhance the usability for staff.

Additional examples of modernization in the delivery of career services include new chat
features on jobcenterofwisconsin.com, Wisconsin's public labor exchange. Mattie Moo is a
chatbot that allows job seekers to click and receive answers to many commonly asked questions
asked by customers. Mattie Moo is able to direct customers to the right location or resource
without needing to contact staff for assistance. The site also offers a live chat solution to
virtually connect customers on jobseeker-focused pages of jobcenterofwisconsin.com to a Title
[1I staff person who can assist them. Customers are prompted to provide basic information
before connecting with Title III staff, who can provide a follow along experience on the website
to provide in-time assistance to customers. Live chat is available during regular business hours,
while Mattie Moo is available 24 /7. These two solutions complement each other and enhance
the user experience of the public labor exchange.

DWD has also created a new tool to help job seekers navigate career advancement in a variety of
career pathways. Job seekers can search for career advancement opportunities by searching for
trainings, apprenticeships, and jobs by occupation, wage, and education level in 16 career
clusters on the Wisconsin Career Pathways webpage. A link to this information can be found on
the Job Center of Wisconsin Directory of Workforce Services webpage under the heading
"Career Planning."

Training Services: Under WIOA, there is an emphasis on work-based learning, stackable
credentials, and career pathways. All core programs participate in training services to the extent
allowed by federal law and regulations. Title I supports education and training for adults,
dislocated workers, and youth. Title Il supports a diverse population of adult learners with basic
skill attainment and preparation for postsecondary education. Title III, which does not have
funds for training services, is often the first point of contact for customers with the public
workforce system and serves as a hub in the referral process. Title IV works with individuals
with disabilities and provides a wide variety of training to eligible consumers when necessary
and appropriate to achieve their employment goal.
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For the Title [ Adult and Dislocated Worker programs, Individual Training Accounts (ITAs) are
the primary method for funding participant training services. The Title | Youth program also
uses ITAs to fund training services for out-of-school youth. The Employment and Training
Administration (ETA) approved the state's request to waive the requirement limiting ITAs to
only out-of-school-youth, ages 16 to 24 through the end of PY2023. In addition to out-of-school-
youth, the state may use ITAs for in-school-youth (ISY) ages 16 to 21. Training funded through
an ITA must be selected from Wisconsin's Eligible Training Programs List (ETPL). Wisconsin's
ETPL is published online and provides detailed information about programs eligible for ITAs,
including cost information and aggregated performance metrics related to students' program
completion and their employment and earnings outcomes. The information supplied on the
ETPL allows participants and career planners to make informed decisions when selecting
training.

Through the Title I programs, the local WDBs provide work-based learning, including on-the-job
training, customized training, incumbent worker training, and transitional jobs, either directly,
if the local WDB serving the participant has a waiver from the Governor to provide training
directly, or through a contract for services under one of the five exceptions outlined in 20 CFR
680.320.

Business Services: Wisconsin's Business Services Teams (BSTs) coordinate activities and
resources with WIOA core and combined state plan programs to provide comprehensive, high-
quality, customer-centered services to employers. The core and combined state plan partners
meet regularly to ensure that employers receive the best services available to them. BSTs
provide services that include, but are not limited to recruitment, human resources consultation,
workforce incentive information, tailored labor market information, access to the labor pool,
and access to resources and training. Membership on each BST include a representative of the
local WDBs, Title 111, Title IV, Registered Apprenticeship, Office of Veterans' Employment
Services (OVES), and other WIOA partner programs. Some local area BSTs also include TANF
and FoodShare Employment and Training (FSET) representatives.

Title IV has 12 Business Service Consultants (BSCs) and one business services program manager
who work to align business outreach strategies in a tiered approach, focusing on national
(National Employment Team, or NET), state (such as energy sector), and regional business
needs and initiatives. Strategic business outreach and relationship development, whenever
possible, includes combined state plan partners in a coordinated effort to provide seamless,
cohesive services to Wisconsin businesses.

B. The Strengths and Weaknesses of Workforce Development Activities
Strengths

Relationships: One result of required collaboration set forth in WIOA is the strengthening of
relationships between partner program leaders at the state level. The implementation of the
WIOA Executive Committee, comprised of cabinet secretaries from the Department of
Workforce Development, Wisconsin Technical College System, Department of Health Services,
Department of Children and Families, and Department of Corrections, as well as the WIOA
Management Committee, comprised of division administrators from the partner programs, has
formalized a relational structure to work together. There is far more strategic and tactical
collaboration between partner programs now than there was several years ago. There are also
strong relationships between partner programs at the local level, although the strength of the
individual relationships varies depending on the area.
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Education System: The state technical colleges have existed for more than 100 years. These 16
institutions offer a variety of programming such as industry recognized credentials, GED and
HSED programming, adult education, K-12 and English language learning courses, continuing
education programming, contract training with business and industry, correctional education,
and high school dual enrollment. The 16 technical colleges operate through a responsive
framework that centers district employer and community needs, and the needs of their current
and prospective students. Each of the state technical colleges are equipped with state-of-the-art
technology, equipment, large physical spaces, and employ specialty trained faculty.

This infrastructure, coupled with hundreds of technical college credentials and thousands of
technical college courses offered across the state, provides a breadth and depth of programming
for the over 250,000 people who enroll at a technical college each year, of which roughly
100,000 are credential-seeking students. The Wisconsin Technical College System (WTCS) has
seen tremendous success in expanded career pathways, increased education and training
opportunities, and increased performance in Adult Education and Family Literacy (AEFLA).
Wisconsin AEFLA performance exceeded the nation across federal WIOA primary indicators of
performance with a rate of 53.48% measurable skill gain.

Title II Federal WIOA Indicators of Performance, Wisconsin VS Nation (FY 2022)

Outcome (W] Nation Difference
Measurable Skills Gain 53% 41% +12%
2nd Quarter Employment [53% 35% +18%
after Exit

4th Quarter Employment [44% 31% +13%
after Exit

Median Earnings 2nd $6,111 $5,564 +10%
Quarter after Exit

Credential Attainment 62% 21% +41%
Rate

The annual WTCS Graduate Outcome Report for 2022 indicated strong outcomes for WTCS
graduates. Of the 14,112 students who responded to the survey, 8,404 were in the workforce.
Additionally, 80% of those in the labor force 80% were in a job related to their

training. Further, 91% of those who responded reported they stayed within Wisconsin. Of those
graduates who were not in the labor force, 91% reported continuing education as the primary
reason.

Alignment with Economic Development: The WTCS mission is to deliver skills and training that
recognize and respond to the rapidly changing educational needs of residents to keep current
with the demands of the workplace. WTCS programs are driven by employer advisory groups,
ensuring that training and skills match the emerging needs of the state's diverse economic
development sectors.

Partnerships with K-12: Approximately 20% of DVR's customers are high school students. DVR
works closely with the K-12 system to provide integrated services to students. A DVR counselor
is assigned to every high school in Wisconsin and meets with students at the school in most
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cases. DVR also has a Memorandum of Understanding (MOU) with the Department of Public
Instruction regarding transition braiding of funding and services.

Additionally, each of the 16 Wisconsin technical colleges coordinate dual enrollment with area
high schools each year. This collaboration resulted in 57,219 high school students earning dual
enrollment credit in the 2022 academic year. Dual enrollment offerings are cost neutral to
students and accessible through open access eligibility requirements. The system estimates that
a collective $36.8 million in college credit savings was realized from the 256,985 technical
college system credits awarded through dual enrollment during the 2022 academic year. In
addition, over 2,000 WTCS credentials were awarded to Wisconsin high school students prior to
graduation during the 2022 academic year.

Weaknesses

Employer Awareness of Programming: The strategies presented in this WIOA State Plan were
developed to face the current economic conditions of the state and address the significant
challenges expressed by Wisconsin employers. These challenges were identified not only by the
expertise of the business representatives on the Governor's Council on Workforce Investment
(CWI) but reinforced through business climate surveys conducted by the CWI in collaboration
with the Department of Workforce Development (DWD) and the University of Wisconsin -
Oshkosh.

Among the questions in the survey, businesses were asked what they felt were their most
significant resource constraints over the past year, what are their most immediate/pressing
needs for their business to succeed, and what they anticipate being their largest resource
constraint over the next three years. The results indicated that - regardless of past, present, or
future - the most significant needs cited by employers were access not only to skilled workers
but available workers in general. These responses reaffirm that the demand for workers pre-
dates the pandemic and is a continued need to be addressed moving forward.

The survey also measured awareness among the employer community on a wide variety of
workforce development services offered by DWD and other partner programs. The raw data
reflected a general lack of awareness by employers of the workforce and education programs
that the state offers to assist with worker recruitment, retention, and training needs. Follow-up
questions related to employers' likelihood to utilize the such programs indicated the
respondents were more confident in their ability to hire individuals from populations with
which they had previous experience, showing a correlation between lack of awareness of
targeted programs and hesitancy to utilize available workers from underutilized populations
(e.g., justice-involved individuals, individuals with disabilities, etc.).

The survey results also indicated a lack of access to childcare and affordable healthcare as the
two most common policy and services concerns cited by respondents. However, several other
issues ranging from transportation to substance misuse and the presence of a criminal record
were also frequently noted. While some of these issues may present bigger challenges than
others, they need to be approached holistically to address the underlying causes and develop a
workforce system that is sustainable and connects the dots to provide opportunities for
everyone to move the state forward.

Training Inequity: Students facing multiple barriers such as race, income, and parental status
often have a more challenging time completing a degree. The WTCS 2021 System Equity Report
utilized data to demonstrate time to completion. Cohort students in 2013-2015 in welding were
examined on their six-year completion rates. Data showed that program completion is
considerably lower for students who face multiple barriers. Of those cohort students, only 16%
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of Black students and 33% of Hispanic students living in poverty completed their welding
diploma compared to 55% of White students living in poverty. Further, data shows that these
equity gaps begin much earlier. According to the Wisconsin Department of Public Instruction,
7,240 students in Wisconsin graduated from high school having participated in a sequence of
two or more manufacturing courses (CTE Concentrator) during the 2022-23 school year. Out of
these students, 84.5% were White while only 2.6% were Black and 7.9% were Hispanic.

Common Language: The public workforce system is fragmented and lacks a consistent language
and brand to communicate its services to both jobseekers and employers. Some partners use
different definitions for terms, despite cross-partner work to have commonalities. These cross-
partner efforts to create common language will continue, since the work is not finished.
Additionally, the statewide system lacks a unified front to explain to the public what is available
to them. The WIOA Branding Initiative will re-brand the one-stop job center system statewide
and assist with creating a unified public face to a complex system.

Professional Development: Workforce system staff would benefit from increased knowledge of
partner programs. There is not a comprehensive onboarding for one-stop system employees.
This would increase knowledge of partner programs and create a more inclusive system. DWD
will consider creating a new staff position to focus on training and professional development of
one-stop system employees. In 2023, DWD also revived the in-person WIOA Roundtable, a staff
professional development conference focused on cross-partner education and best practices in
service delivery. This event was postponed for a few years during the pandemic but was revived
with great success.

Sharing Programmatic and Performance Information: While aggregated performance data is
shared between partners, individual level data is not systematically being shared across

programs. There are varying levels of programmatic information sharing throughout
Wisconsin's workforce development system. Wisconsin's WIOA leadership and potentially the
CWI are positioned to spearhead these issues through joint directives with clearly defined
objectives and scope.

Innovation: Generally, Wisconsin's WIOA system continues to do things the way they have done
in the past, which is inconsistent with the Yes, WIOA Can! initiative. There are certainly
exceptions to this statement and the state has implemented specific technological innovations
and evolved methods of service delivery, particularly in response to the pandemic. However, the
pandemic disrupted Wisconsin's capacity to focus on innovation more broadly within WIOA
programs. Through other federal grant funding opportunities, WIOA partner agencies have
implemented innovative programs and processes. Wisconsin should apply the lessons learned
from these pilot projects and integrate them into its WIOA programming. The state should also
continue to adapt to new trends, including individuals working remotely, the increase in mental
health challenges, and the rise of Artificial Intelligence (Al). The state must also be intentional
about understanding the needs and desires of youth who are preparing to enter the workforce
or are already disconnected from education and the workforce.

DWD is currently exploring the impact of Al on "hot jobs" in Wisconsin, and more specifically,
on the jobs held within key business sectors prevalent throughout the state. This review was
presented to a task force of subject matter experts who will ultimately provide
recommendations for navigating the predicted changes that lie ahead. To expand on this effort,
Gov. Evers signed Executive Order #211 in August 2023 creating the Governor's Task Force on
Workforce and Artificial Intelligence. This task force is in the process of gathering and analyzing
information as an initial step for producing an advisory action plan to identify the current state
of generative Al's impact on Wisconsin’s labor market and develop informed predictions
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regarding its implications for the near term and future. A component of the action plan is
identifying how these workforce impacts may affect Wisconsin’s key industries, occupations,
and foundational skillsets, explore initiatives to advance equity and economic opportunity in the
face of these changes, and based on the impacts identified, recommend solutions related to
workforce development and educational systems.

C. The State's Workforce Development Capacity

DWD is Wisconsin's state workforce agency that encompasses five of the state's six WIOA core
programs including: Title I Adult, Dislocated Worker, and Youth Programs; Title 11l Wagner-
Peyser Employment Services Program; and the Title IV Vocational Rehabilitation Program.
Having five of Wisconsin's six core programs housed in a single agency allows for optimum
coordination in planning and operations. Wisconsin's local WDBs and their partners have all
strived to find innovative methods of serving participants and employers in local and regional
workforce development ecosystems. The local WDBs are required by state policy to conduct
customers service surveys to ensure they are continuously improving the quality of their
services.

Adult Basic Education (ABE) and English language services are the responsibility of the
Wisconsin Technical College System (WTCS) and its 16 colleges across the state. As a result, all
AEFLA funding through WIOA Title II is awarded to WTCS. All activities funded by WIOA Title 11
are authorized, approved, and overseen by the WTCS Associate Vice President (AVP) of the
Office of Student Success, who serves as the State Director of ABE on behalf of the WTCS Board.
Activities are executed by the AVP and ABE staff in that office. Additionally, many community-
based organizations, literacy councils, and county jails, some of which receive funding through
the competitive Adult Education and Family Literacy Act (AEFLA) grants process, assist in the
provision of these services.

WIOA Title 1V, overseen and operated by the DWD Division of Vocational Rehabilitation (DVR),
supports a "dual-customer"” approach to service delivery, serving both individuals who want to
work and the businesses who want to connect to this workforce pool. DVR offers services to
businesses that include outreach, follow-along support, and customized services geared toward
meeting business needs. DVR Business Services consultants participate on local Business
Services Teams to effectively understand the local business demands and build dynamic
relationships. DVR staff receives training and information on in-demand occupation and labor
market information which are considered when developing individualized plans with
consumers. DVR and Wisconsin Works (W-2), the state's TANF program, have a Memorandum
of Understanding (MOU) and Technical Assistance Guide to ensure that individuals with
disabilities co-enrolled in these programs have coordinated case management, shared
employment goals, and overall service coordination.

The Office of Veteran Employment Services (OVES) in DWD is funded by the Jobs for Veterans
State Grant (JVSG). One JVSG Director/State Coordinator and two JVSG-funded supervisors are
stationed within two regions of the state and provide ongoing supervision of Local Veterans
Employment Representatives (LVERs) and Disabled Veterans Outreach Program (DVOP) staff.
All DVOP or LVER staff are integrated within job centers throughout the state. OVES
management ensure that all LVER and DVOP staff possess knowledge of requirements specified
by U.S.C. Chapter 31 requirements and guidance provided through DOL Veteran Program
letters.

The State of Wisconsin OVES has distinct duties and roles and responsibilities for the DVOP,
LVER, and Consolidated staff.
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The DVOP provides individualized career services to meet the employment needs of veterans
with a significant barrier to employment as identified by DOLVETSs guidance, eligible spouses,
and other eligible individuals in accordance with VPL’s 3-14 changes 1 and 2 and VPL 3-19.
These service categories will be adjusted to comply with subsequent guidance from DOL during
the life of this planning cycle. The DVOP duties, to the case managed populations served,
include:

Conduct comprehensive assessment to identify barriers, education, and skill levels.

Develop individualized employment plan. Develop an IEP with the client to identify the
strategies to overcome barriers and to find employment.

Conduct follow-up to determine progress in achieving employment and adjust the IEP as
needed.

Provide labor market information.
Provide job search assistance.

Document and record all activity using the State of Wisconsin approved computer-based
case management system.

As appropriate, make referrals to other agencies, supportive services, counseling, testing
or job search workshops.

Assist the veteran in employment seeking activities through p