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BRIAN KEATING:  All right.  Welcome, everybody.  Thanks for joining us today.  My name is Brian Keating.  I'm gonna be your facilitator for today's event.  

I want to go ahead and welcome you all to today's event.  We've got a large audience today.  So thanks everyone for joining us.  And for those of you who are just joining us -- we've got over 300 folks joining today -- I want to go ahead and encourage you to go ahead and introduce yourself using that welcome chat that you see on your screen.  So if you haven't already done so, go ahead and let us know how many are joining, the name of your organization or group, and where last but not least you're located in today's country.  

So go ahead and let us know that right now in that -- I see many of you are typing.  And I know many of you typed that in before the -- before the webinar began.  So thanks everyone for your feedback.  And if you haven't already done that, go ahead and do that now so we have a better idea of our audience today; how many are joining us, if you're in a group, where you're located and the name of your organization or group.  That's appreciated.  So thanks for that.  

Okay.  We're gonna go ahead and get started.  So we'll leave that chat open for a minute or two to give you an opportunity to do that.  Meanwhile, I want to welcome everyone to the Using and Communicating Data to Drive High Performing Sector Strategies webinar.  Like I said, we want to know where you're from.  So we want to know more about you.  So let us know, again, the name of your organization or group, where you're physically located in the country today, and last but not at least, how many are joining you if you do happen to be joining us in a group.  And again, we'll leave up this chat for another minute or two to give you an opportunity to do that.  

We do want to encourage you to -- to go ahead and give us your feedback at any point.  And we're gonna have a chat window open for you to do that.  So definitely let us know if you have questions or comments.  We'll have a chat window up for that, as well.  And we do have a large group that we'll be making time to address as many as we possibly can today.  So definitely once we -- once we bring up the next chat, go ahead and let us know what questions or comments you have at any point throughout today's webinar.

All right.  That being said, I'm gonna turn things over to our moderator today.  That's Diane Walton, the project lead for the Employment and Training Administration in San Francisco.  

Diane, take it away.

DIANE WALTON:  Thanks, Brian.  Thanks, everybody.  I'm so excited.  We've been doing this work trying to get everybody everything they need to take their next steps in the sector work.  And one of the things that has been of particular interest is this -- the ability to use and communicate data in the processes that you go through.  I do need to say that -- to David, who wrote that he was from the purple section in the chat room, I think that -- I've never seen that.  That was the West Coast.  The map that goes up is by color.  And I've never seen anybody use it that way.  So I'm kind of taken with David.

The things we're gonna try to get done today are just to increase the number of people who are actively engaged in sector strategies.  It's a project we've been working on this year.  I think we've made some significant progress at the states and local level.  Some of you have been part of that work.  And hopefully, it's been helpful.  If it hasn't, we'd also like to hear about that and what else we can do for you.  Because it isn't easy work.  

It's -- it's work that becomes so much more critical.  You know, it was just a really, really good idea when we started out this work.  And then as it unrolled, a piece of legislation passed and -- that requires it.  So it sort of changed a little bit.  But we just keep going.  And we're grateful for all the attention and all the help.  

We have some fabulous partners at the Department of Labor in this work; (inaudible), the Woolsey (ph) Group, Jobs for the Future.  Everybody brings a little bit different piece.  And so one of the things that I would ask of everybody who's on the phone is let us know specifically how we can help.  Because really, there's this huge range of talent that's on call for you.  And if we don't know exactly what you want, then it's hard for us to deliver it.

There was a polling question that was up.  And I'm not sure, it looked pretty even with the first 50 or 60 people.  But Brian, do you have the results from the polling question?

BRIAN KEATING:  Yes.  We're actually going to bring that poll back to give those of you who may not have yet voted an opportunity to do so if you're just joining us.  So you're gonna see that coming up right now, kind of overlaying the slide.  The way to vote, if you haven't already done, so is just click the radio button next to the choice that you'd like to make.  

So again, the question is how familiar are you using data labor market information to make decisions about target sectors and regional workforce needs?  Your choices are; one, ready to start; two, novice, meaning you use traditional LMI practices; three, you're practicing or you're using traditional and realtime LMI; or four, you're using it all the time and you've been using innovative techniques for years.  

We see many of you've already voted.  But there probably a few of you that haven't yet done so.  So if you haven't done that yet, we'll give you another couple of seconds.  Just go ahead and click the radio button next so your choice there.

DIANE WALTON:  We don't get to -- we can't figure out who voted how, though.  That was something we asked about.  This whole notion because we have leaders on this and we have learners and we all have stuff to learn.  So it's sort of interesting to see that there's always a range of people in the audience.  And the -- the more specific that, again, that your questions are, the more -- the more help we can be to move you where you want to be on that arc.  

So Brian, you want to close the voting?

BRIAN KEATING:  Yes.

DIANE WALTON:  And can --

BRIAN KEATING:  (inaudible).

DIANE WALTON:  I can't see the results.  I'm sure somebody can.

BRIAN KEATING:  Okay.  Yes.  Let me bring that back real quick.  So we'll go ahead and close the voting.  And it looks like -- you may be able to see it on your screen.  Looks like we had about 22 percent say they're ready to start.  36 percent voted novice.  32 percent said practicing.  And 8 -- almost 9 percent said they're using it all the time.

DIANE WALTON:  See?  It's the bell curve, I am telling you.  Okay.  So let's get going.  

The -- what we're gonna do today, right, we're gonna talk about sources.  We're gonna tell good stories.  We're gonna learn how to tell better stories using data.  And you're gonna hear from some people who've done some fabulous work using data and communicating it to make a difference in the work that they do.  And that's the biggest thing that we want, is for this to make a difference for you in how your work gets done at home.

So we've been through the -- we're gonna do this introductory kind of stuff.  And then we have some certified smart people who are joining us online; Mary Wright are Job for the Future is gonna talk about the importance and the understanding of using and communicating labor market information.  And then the guys from KentuckianaWorks are gonna knock your socks off with what they're doing.  And then it's question-and-answer.  And all of us are fair game for whatever questions and answers you might have.

So without further ado, I'm gonna turn it over to Mary Wright, who will gloat a little bit about the Patriots, but then she'll get on with the conversation.  Mary?

MARY WRIGHT:  Yes.  So now am I here?

DIANE WALTON:  Yes.

BRIAN KEATING:  Yes.  We can hear you just fine, Mary.

DIANE WALTON:  Terrific.  Well, and you missed the part about I'm sitting here in Boston and did not go to the parade today because I had to prepare for the webcast.  So all of you who are football fans, go Patriots.  And my congratulations to everybody for having a great year.

So again -- so after -- after you hear from me, you'll then -- we'll have two other presenters that Diane did mention, that we'd have the folks from KentuckianaWorks.  And so Cindy and Eric will do the presentation after me.

So let's go ahead and get started.  Labor market analysis.  I titled this "Critical to Sector Strategies."  I think all of you know that data is an exceptionally powerful tool.  And so we're gonna talk a little bit about how traditional and realtime labor market data can be used to help tell a story.  

But just to get started, I wanted to just give a little introduction to Jobs for the Future and explain sort of how we got involved with labor market data in any event.  For those of you who are not familiar with JFF, as I did say already, we're here in Boston.  And really, our -- we've been around for about 30 years.  And our goal is to be sure that everyone has a chance to get the skills that they need in order to be successful in today's marketplace.  

And certainly, one part of that is to move to be able to use data to make those strategies more successful.  And I guess I should say that what -- what my group does here at JFF is take labor market data, create some kind of analytical framework -- because it's really important to take data and turn it into information.  

As we all know, we can be swamped by data and it really doesn't tell us anything or it's too complicated or too cumbersome to really get through.  So with an analytical framework and with some additional training, we are working with community colleagues, workforce boards, and a number of other entities to use that data in order to make better decisions.

And we're sort of no different from the folks at Moneyball, if you remember that particular story of the general manager of the Oakland, A's, who was frustrated by having a team and not having a whole lot of resources and feeling that there was obviously a better way to select a baseball team other than based on the -- sort of the gut reactions of his scouts.  And he really took a look at statistics to try and decide who were the right players to bring onto his team.  

And I think that really, we're all in that very similar circumstance of trying to take data, make a better story, and therefore, have greater success.  But the thing about (inaudible) what was true of that story in Moneyball was that it required a different way of thinking.  And so it required some change.  

But what's true of change, or what is curious to think about, is that 100 percent of changes that were successful had a good technical solution or approach.  But the curious thing is that 90 percent of change that's evaluated as unsuccessful also had that good technical solution or approach.  So really, that's what -- remembering that is why I'm saying that sometimes taking tools, like labor market information, it's a terrific technical solution.  But you have to be sure that you're ready to absorb all of what it is trying to tell you.  Because otherwise, having all that data really won't be of much use.

So the way that we have structured trying to understand labor market through data is through this particular little chart.  And I'm actually sort of glad that we're all on a webcast and not trying to see this in a big conference room, because this is a little small.  

But really, what I want that share with you is that you really -- the way you start to understand any labor market is that you have to select the data.  And you do that with traditional market data, realtime -- which I'll explain and I'll explain the distinction shortly -- and then locally-sourced data.  You understand about things that are going on within your institution and your area.  And that's really locally-sourced information.  

From that, you're able to identify the leading sectors, the occupations; really, the things that you find most important that you would see as drivers.  From that, you can make some kind of labor market hypothesis.  And this is where you begin to think about sector strategies in terms of understanding the sectors that are most important.  But you have to validate all of this information with the people that you're really trying to serve, which in many cases are the local employers.  Because you're understanding what's going on, how you're -- how you can work more effectively with employers to serve (ph) really then a (inaudible) students.  

Go back and think about what additional decide data you may need to understand really what's going on, finalize that assessment, think about the kinds of filters and decision-making lenses that you have to apply based on your own understanding of your own institution --

BRIAN KEATING:  And Mary, I'm sorry to cut you off.  Could you just speak up a little bit?  We're getting some feedback.

MARY WRIGHT:  Certainly.  And you have to then apply those conclusions to your program, to your curriculum, to your counseling, to your plan, and to your employer engagement.  Is that better?  I can't get --

BRIAN KEATING:  Much better.  Thank you.

MARY WRIGHT:  I can't get my closer to the phone.

BRIAN KEATING:  You have no problem.

MARY WRIGHT:  So the needed pieces that you're gonna be looking at are traditional labor market data, realtime labor market data.  You'll be able to look at your course descriptions.  You'll understand your employer demands; understand your institutional priorities; have that staff expertise to understand what your Institution can really do; and understand those local drivers.  With all those pieces, you'll be far more successful in trying to understand your labor market.

So as I said, there is traditional labor market data, there is realtime labor market data.  And the traditional labor market data are the -- it's the data that is provided by the Federal government and in many cases the state government.  It comes from large, large, large, surveys or large amounts of data points.  We know what the methodology is; everyone is familiar with it.  And it is considered sort of a -- certainly an industry standard.  

The limitations, of course, of traditional labor market data is this it can be out of date.  It does look back in order to do forecasting.  It does not have -- it does not have the very specific current labor market information.  And it doesn't really have anything about emerging outcome occupations; whereas realtime labor market data, you do have the chance to see what really are -- what is -- what our employers are really looking for today.  

And because it is based on job posts that are -- that come -- that are -- all the job postings that are available from the internet, all of those job postings are spidered by technology that allows all of that information to come together.  And you do get a real sense of what the skills, the occupations, the hiring demand is of all of the employers.  

Not every job is posted, however.  Not every industry is equally represented.  And it is a proprietary database.  So there are some limitations.  But it certainly -- it is -- definitely gives a far better sense of what's happening in the current labor market than the traditional labor market can -- or traditional labor market data.

So really, how did they get this job -- how is it that this data is collected in realtime?  A job advertisement -- and I know many of you who've put together job postings, you know what goes into that advertisement.  You get a title.  You get the company name, the location.  When these are done really well, you'll get all of this information; specific skills, benefits, and the job's tasks.  That's a particularly good job add and it would give you a lot of information about what the employer is really looking for.  

However, not all advertisements are that well-written.  As you can see here -- and I don't mean to pick on the Federal government.  My apologies on this one.  But this is one where it does not really say how many positions are available.  Doesn't really tell you where.  And so it makes it a little difficult, as you can imagine, to get really perfect information when you're relying on so many different sources.  

However, if you use realtime labor market data, let me just give you the sense of what are the kinds of information -- what kind of information you would be able to pull.  You certainly can pull the top ten occupations in your labor market.  And this is data that was taken from the Dallas-Fort Worth MSA.  So there's the top ten occupations.  

It can give you the top five industries, give you the requested -- as we call it, requested educational requirements, what really is -- what are the degrees that folks are looking for.  Of course, this one is always a challenge.  Because as we all know, people are going to request a bachelor's when maybe they don't need a bachelor's degree, because they use it as a sorting mechanism.  However, it's still going to give you a sense of what employers are really looking for.  

The top ten certificates in demand.  This is one for particular interest if you're trying to determine what are the certificates that you should be offering.  The specialized skills -- and these are what I would call the work skills.  So these are technical skills; much more related to particular occupations.  Also can give you top ten baseline skills or workforce readiness skills or applied skills or soft skills.  

And we include this and we show what the data can begin to give because I think this is important to recognize that regardless of industry, regardless of sector, regardless of occupation, these baseline skills continue to show up as being in demand by employers.  So they should always be included in some way as you are thinking about what the content of your training programs can look like.

Also can show the top five employers with the most job postings.  It gives you a good sense of who you should be targeting, if you're trying to understand who is the major employer.  But then the key thing is what does this give you the opportunity to understand about your marketplace?  

This is an example of a Michigan school that was able to really identify the knowledge, skills, and abilities that the employers are really looking for.  It allows you to do an analysis of your curriculum.  And this demonstrates this generalized work activities or skill sets or processes that were identified in the job postings.  The faculty could then sit and say where are those particular -- where are those particular skill sets taught.  And then on the far right-hand side, it identifies where there was a gap or where they were seen to be meeting the requirements of the job posts.  

This, I will tell you, is not necessarily a particular simple exercise for people to do, because there are a lot of faculties who make it exception to having -- to be this defined about what they're really teaching.  But it is an extremely useful exercise.  It allows you then to also look at your curriculum and figure out are the outcomes of what you're really doing, are the learning outcomes really matching?  

And that is just a demonstration of one course outline that was able to say -- show that they needed to add the ability to work in teams, as well as different leadership sometimes and models.  Those were two learning outcomes that needed to be added.  

It also allowed another school to recognize that they had three different programs, all related to business, that really could be combined into business management from the standpoint of the employer.  But all of this is -- it also -- I think probably the biggest thing it allows you to do is really think about that employer engagement strategy.  And anything around employer engagement really should be looked at certainly as a process in terms of being able to look at your employers from that pre-engagement standpoint to figure out what it is that you want from them, but also how is it that you make it a benefit to them to cooperate with you.  

You then begin to look at how you're going to establish that partnership, how the invitation is done, who needs to be -- who needs to be invited.  And that's certainly gonna depend on each individual employer.  But you're gonna want to get as senior a person as possible, as well as a hiring manager; someone who is really doing -- really understanding what's going on in the line, so to speak.

Want to be sure it's somewhat systemized so that it's understandable to everyone who's there and there are no surprises, and monitor and evaluate how it is really going.  And that's going to certainly how you allow you to have a much longer retention of your relationships.

There are a variety of employer engagement types.  And that, again, is going to be something that's gonna depend on what it is that you really need from your employers and what they're also able to give.

Obviously, there are significant benefits to this employer engagement.  It allows you to have -- certainly, the students benefit by being able to have a far greater relationship with employers early on.  The colleges certainly benefit because they are much better able to understand that demand that is there.  And the employers really gets to be able to begin to craft the kinds of outcomes and the kind of learners that they would really like to have.

Certainly, trying to retain those partners is exceptionally important, and need to be thinking about how to make this -- as I mentioned earlier, how you make this a long-term relationship and have a certain amount of feedback.  And that can be certainly developed over time.

So really, in the end, you've got to analyze that data to determine those skills and credentials that are needed.  You validate those conclusions with the employers, and then develop the plans with those employers in order to deliver on those student needs.  

Communicating.  Of course, one of the things here about is, you know, how is it that you communicate this material to your employers?  And the thing is I think it's much better to be able to have data to be able to give to the employers to have them react to, rather than asking them exactly kind of, so how are things.  Because they're not gonna have the kind of answers, the kind of definitive -- sort of the definitive data that you need in order the make any kind of changes.

So that's the end of my remarks on labor market data.  And I'm now going to be happy to turn it over to the folks from KentuckianaWorks to explain how they've really been able to use this data in their own presentations and give us some best practices.

DIANE WALTON:  Mary, this is Diane.  I'm just gonna -- I'm going to just wildly interrupt just to say thank you so much for the clarity and about the what is realtime and what the needed pieces are and then that -- that string of charts about employer engagement is fabulous.  So now I'll retreat and KentuckianaWorks, go.

MARY WRIGHT:  Great.  Thank you.

DIANE WALTON:  Yes.

CINDY READ:  Hi, everybody.  This is Cindy Read from KentuckianaWorks.  I want to thank Mary and Diane and set stage a little bit.  

KentuckianaWorks is the workforce investment board for Louisville Kentucky and six surrounding counties.  I feel I need to say historically, we have always provided labor market information.  That is not a new thing for us, because that's clearly an expectation in the Workforce Investment Act and an allowable expense for any WIB (ph).  

So I know we have a lot of WIBs (ph) on the webinar today.  And so you are probably well aware that this is an area where you can be active.  The law talks about provision of employment statistics information, job vacancy listings, information on job skills necessary, information relating to local occupations in demand, and so on.  

So we were always doing that.  And, you know, once a year, our board would approve allocation training funds, we would always provide data on in-demand occupations on which to base those decisions.  However, in the last few years, we've had some developments that have led us to ratchet up our investment in the area of labor market information.  And specifically, using labor market information in the service of sector partnerships with employers.  

The first being we became a national fund for Workforce Solution Site in 2011.  And for those who aren't aware of the National Fund, it's a project affiliated with Jobs for the Future with an overall goal of career advancement for low wage workers.  And it uses a model of substantial employer engagement.  So through National Fund, we're encouraged to look at our labor market, identify glowing employment sectors, and organize employers in those groups.  Of the 34 or so sites around the country in the National Fund, there are only a few led by WIBs (ph), and we are one of them.

The other development in our world here in the Louisville region is that our mayor, Greg Fisher, who was just reelected for a second term is -- he was formerly a manufacturer, business person.  Very data-driven.  And the kind of leader that really was challenging us on a day-to-day basis to provide more information for strategic direction that he was looking at.  

And so with those two thing, we felt that we needed to be more responsive with our labor market information.  And it led us to hire a full-time coordinator and -- for labor market intelligence.  And that is the person that I'm about to introduce, Eric Burnette.  And Eric's been with us about a year and has taken us quite a bit farther in our journey to -- for really three areas; policy setting, signaling trends to job seekers, and then working with employers to identify their needs and help them connect to the talent pipeline.  

So with with that, I'm gonna turn it over to Eric.

ERIC BURNETTE:  Thank you, Cindy.  Hi, everybody.  My name is Eric Burnette.  And I'm going to go through some wonky data slides.  But hopefully, once we get through a couple, they'll sort of make more intuitive sense.

So one of the first thing I did when I came here about a year ago was start to look at Louisville versus our peer cities.  And then -- and then I actually -- Austin's not an official peer city, but it's about the same size of Louisville and it's a city that has a lot of buzz and doing really well.  So Austin was one of the cities I started looking at in comparing to Louisville.  

And the data I'm using for these slides is a mixture of realtime and traditional LMI.  One of the products we use to -- to access this data more easily is called EMSI Analyst, E-M-S-I Analyst.  And essentially, it just collects data from the BLS, from the American Community Surveys.  BLS is Bureau of Labor Statistics, for those of you who haven't been familiar with it.  And it collects data from various sources and puts it in one place and makes it easier to use.  

Now, it's not exactly the same as going straight to BLS, because there are things the BLS suppresses because they don't have enough, say, respondents to a survey for a particular job and they don't want you to figure out exactly what company answered that question.  So BLS will suppress it.  EMSI has algorithms that try to unsuppress it.  And so the data's a little bit different.  You have to have that caveat in there.  

But anyway, we started using this data in trying to figure out what was going on in Louisville.  That was one of the first things we did.

So here in Austin, you can see -- so each of these bubbles is an occupation.  And this is using the six digit SOC codes, for those of you who have any idea what that means.  But basically, these are detailed occupations.  There are about 760-plus in most cities.  And we do most of the data analysis here, KentuckianaWorks, at the MSA level because we're a regional board.  But anyway, so there are 760-something bubbles on here.  They go light to dark by level of education typically required to enter that job.  So the light one are less than high school, the darkest ones are are professional and doctoral degrees.  

Where there are in the Y axis, on the vertical axis, is the projected job growth from 2013 to 2023.  So over the next ten years.  And then the X axis is the median annual wage.  And then I put a red line down at the living wage for each city.  And then that horizontal line, the gray line, is a thousand jobs projected to grow over the next ten years.  So if you're above that line and you're to the right of the red line, that means you have a lot of job growth, good pay.  And then the size of the bubble are how many people were working in that job in 2013.

So what you really want as a city is a lot of big bubbles that are high up and far to the right.  And that's what Austin has.  If you compare that to Louisville, we don't have so much.  Now, there's a little bit of size (inaudible), just because Austin's a little bigger than we are anyway in raw population.  But they're bigger than we are because they've been growing a lot.  They weren't bigger than we were, you know, 20 years ago.  They're bigger than we are now.  And we only have a couple of jobs in that category of big, high up, and far to the right.

So this started to -- to tell us that, you know, there are a lot of things we're missing.  There are jobs that we're not getting and aren't projected to get.  And it's not just the big one, but it's also the density.  You see that circle at the bottom, that red circle at the bottom.  Austin has a lot of jobs that are growing decently well.  But, you know, they're not behemoths like registered nurses.

So then we had the question of well, what exactly are these things.  Because if you go back and look at this Austin slide, you see lawyers are in there.  I'm lawyer.  Lawyers are not why Austin is growing so well.  You know, it's not like their economic development strategy or your workforce strategy is let's get more lawyers.  Lawyers are just responding to the economic growth that's happening anyway.  

And so this -- this chart helps give an idea of what occupation -- or what areas are actually driving the growth.  So these are major occupation groups.  This is taking these 760 occupations and boiling them down into 22.  And I'm saying -- I'm saying that I've got an arrow.  Can you guys see this arrow?  Somebody test me.  This green arrow.  Can I move it?  Oh.  Okay.  Hey there we go.  So cool.  

So this similar kind of thing, but the Y axis is now a location quotient, which essential means that you have more of these jobs or fewer of these jobs than you would expect a city of your size to have relative to the national average.  And one is the national average.  Is right here, that's the national average.  The red line is, again, the living wage.  And then the size of the bubble is how many people are working in it.  And what you want is a lot of things going on here.  You want occupations that are overrepresented, that are well-paying in your city.  

And Austin has a lot of those.  So just like on the other chart, the detail chart, they have a lot of activity here; whereas if you go to, Louisville we don't have so much.  We have really, almost nothing.  And the jobs that you -- the major occupation groups that you see here - particularly computers, engineering, business and finance, life sciences, management - those show up in a lot of the well -- the high-performing cities.  In lower-performing cities, you have a lot of -- essentially, hospitals are the only white collar -- big white collar employer around.  So you see a lot of these healthcare practitioners and technical show up in this box.  

Louisville also has a lot of transportation and material moving and production jobs that don't pay as well.  So we have a lot of eggs in that basket, whereas Austin didn't have any.  So these are our challenges.  We're trying to move these things up and move these things over to get them higher wages.  

But the question becomes how do you pair this -- this occupation-focused look with a sector strategy approach?  Because we can't get -- we can't get the same kinds of, say, computer and math jobs that Austin gets.  Austin makes -- you know, has Dell Computers, Austin has a Google office.  Louisville doesn't have those things.  So if we want to get those jobs, we're gonna have to get them in a different way.  So that's where -- you know, that's one of our big challenges right now, is trying to figure out how to get these jobs from the sectors that are (inaudible).  

And now I'm gonna turn it back over to Cindy for a minute to talk about how we've been using some of this data to inform work with one of our sector partners.  

So Cindy, take it away.

CINDY READ:  Thanks, Eric.  Now, this is a very practical and specific example.  We have a healthcare partnership.  They're called the Health Careers Collaborative of Greater Louisville.  And they've been together a little over a year and are highly represented by hospital and acute care companies.  And, in fact, every major hospital is represented.  And we had a little bit of long-term care representation.  

But they are getting ready to go some recruitment.  And one of the questions that emerged that they asked for Eric to help with is what is the breakdown between long-term care and -- and acute care?  In other words, hospitals.  And so Eric was able to, very quickly with the tools that we have, put together this piechart that showed them what the breakdown was, and also where the healthcare sector is, which is about 11 -- 10 or 11 percent of our overall employment in our region.  

So it's kind of interesting, because that led the chair of this group, who's from the leading hospital company, to say okay, we need to make sure that we are proportionally including long-term care companies in our collaborative to represent the jobs out there.  

So then some additional slides that Eric was able to give us, showing the same breakdown in terms of projected job growth.  And then this is just overall, drilling down into the healthcare sector, how many jobs in each of those sectors -- subsectors, I would say.  You know, 49,000-plus in acute care and about 20,000 in the long-term care.  

So that was very helpful in just our group-forming and making certain decisions about their membership.  And then Eric continued to drill down on some job information; that this was gonna help us as we make allocations for training, employment projects, recruitment, and so on.  

So you want to talk a lit bit about this one, Eric?

ERIC BURNETTE:  Yes.  So this is another bubble chart where the orange bubbles are long-term care, micro-industries.  And then the blue ones are acute care.  So these are -- the blue ones are hospitals.  The orange ones are nursing home facilities, more or less.  

And essentially what you see is that the hospital jobs have better job growth, more people working in them, and much better wages.  So that helps inform your strategy when you're looking at where to invest money.  But, you know, there still is a lot of job growth in some of these long-term care jobs.  And it's all relative.  So they don't pay as well as, say, doctors and nurses, but they pay better than some other things.  So that's another thing to keep in mind.  

So that's looking at from -- and actually, this is a distinction I should make.  The -- where it says "by industry" -- so this and in the piecharts we just showed you are data from the (inaudible) codes, which is different -- so there are two ways with the BLS data to look at things.  There are two big ways.  One is through occupational data.  And that's data on jobs.  And jobs can be in any industry.  So you can have an IT person who works at a hospital.  So it's an IT job.  It would be a computer and math job, but it would be in the healthcare industry, an acute healthcare industry.  So that's one thing to keep in mind.

And so one of the questions is looking at it from the occupational standpoint, what does the breakdown look like for acute versus long-term?  And it's a little bit tricky to figure out.  Because, again, you can have nurses that are working at long-term care facilities or you can have nurses working at hospitals.  So what we did was created a scale that you see -- where's my green arrow?  There we go.  Got my green arrow back.  

So we have a scale of how -- how much of -- or how large a percentage of this occupation is represented by each industry.  So the bluer it is, the more it's in the hospital acute care bucket.  And the oranger it is, the more it's in the long-term care bucket.  So you can see, most of these jobs, the majority of them, are in hospitals or acute care facilities.  The exception -- the main exceptions are nursing assistants and licensed practical nurses or licensed vocational nurses, which the majority of those are in the long-term care bucket.

This is the same chart, but taking out registered nurses.  Because you can see register nurses are a big outlier.  So if you take them out, you see essentially the same thing; nursing assistants, L.P.N.s, L.V.N.s.  

This is a similar chart.  But this is just showing these jobs by the top job posts in Louisville.  So over the last -- this was a 90-day period.  We had these jobs posting in each of those areas.  And again, the same kind of color scale.  And then this wage number is the median wage for each of those jobs.  And the median wage number actually, the source says Burning Glass.  That's the job postings.  The median wage number actually comes from EMSI.  So I should have put that on there.  

And then here's a slide that shows the top healthcare employers.  And this is both acute and long-term.  And this was -- I think we have 15 on here.  So we presented this to our healthcare collaborative group.  And somebody was from Trilogy and they noticed hey, Trilogy, Trilogy, Trilogy again.  So trilogy's on here three times.  We hadn't -- you know, we were doing it fast, trying to get it ready, didn't catch that.  But it was an example of how the employers used this in interesting ways.  

So we were in this meeting, and he emails his person who is responsible for posting their jobs.  Because again, all this data, this Burning Glass data, comes from job postings online.  And essentially, this Trilogy official realized we're posing our jobs with three different names for our company.  So he emailed somebody and said that shouldn't happen again.  So now -- you know, now we won't have to worry about catching it.  It'll just show up as one -- you know, one Trilogy name.  So that was kind of realtime feedback with realtime data.  

And then Cindy, do you want to talk about this manufacturing ecosystem chart for a minute?

CINDY READ:  Yes.  This is another interesting chart that Eric helped put together.  And actually, a lot of people got enlisted in putting this tot.  Because it -- we had to draw from so many different sources.  

But the request came from the mayor's office.  We had a group of employers, of manufacturing employers, that were raising concerns about training, job -- the skills gap.  And I think a lot of you around the country are hearing this.  You know, the question is there a skills gap or not in manufacturing?  Are there really a lot of jobs or not?  

We saw -- in our market we're really lucky.  Since the depth of the recession in 2009, we've added 15,000 manufacturing jobs, primarily because of reinvestment by Ford and GE in some plants locally.  And so we were experiencing a lot of growth.  And the -- but after a period of decline.  So it's not surprising that the pipeline had slowed to a trickle.  So the mayor wanted to get a handle on well, what really is the picture?  How many people are going into these fields?  

And so we created this diagram to try to convey what our pipeline was.  I think our takeaway from this is that our pipeline's pretty decent.  You know, that we actually do have a fair number of people going into these fields.  And so there may be some other issues in play in terms of communicating to job seekers, connecting the employers to the sources.  And that's a lot of what we work with.  We have a manufacturing partnership with our Kentucky manufacturing career center.  So we look at those kinds of issues in that partnership.

(UNKNOWN):  Can you explain the (inaudible) real quick?

CINDY READ:  Yes.  And so Eric pointed out some of you may not have heard of the idea of stackable credentials, although I'm sure a lot of you have.  But we were heavily influenced in developing our local center by the National Association Of Manufacturers.  They had identified a system of credentials that -- that stacked.  You know, beginning with the national career readiness certificate, going to the manufacturing skills standard council/certified production technician.  And then going in a lot of different special areas.  We provide those onramp credentials in that center through -- a lot through that grant from the National Fund for Workforce Solutions.  So we're doing that.  So we wanted to capture everything.  You know, at the colleges, apprenticeships, and so on.

Here's just some other information that we share.  Something that's kind of interesting, when you have a sector partnership, you have the opportunity to explore some of the things that Mary talked about.  You know, the data isn't perfect.  We heard so frequently we can't get welders, we can't get welders, we can't get welders.  And Eric would pull data for me and he kept saying I'm not seeing welders, I'm not seeing welders.  So we would get in these big arguments and take it.  But what we'd do is take it back to the employers and said why is this?  Why are we not seeing what you're telling us?  

And one of the things we discovered is we have a large boat builder here, a barge builder.  And when they -- and they hire a lot of welders.  But when they post a job posting, they might be hiring 50 to 100, and they post one.  So they're under-posting, you know, for what they're looking for.  So we think that's part of it.  

So having this data has been very, very effective in conversations with employers and kind of getting back and forth and getting a better handle on what's going on.

Now Eric is gonna talk about -- this is something that we recently started -- we're getting ready to issue our second quarterly report.  But we're trying to combine -- you know, it's one thing to have all this great labor market information and all these tools.  But we have a responsibility to share this.  Not only with the policymakers, but with the general public, be it student, job seekers, and employers.  

So here is a way we have been compiling this.  And we're -- you know, we're going to be improving it as we go forward, trying to make it more interactive.  But love for you to take a look at what we've done so far.

ERIC BURNETTE:  Yes.  So there's the link if you want to look at the whole quarterly report.  Some of the things are -- that we've been talking about are in that report.  These charts are in that report.  So top 30 jobs in that quarter.  Again, the job postings data comes from Burning Glass.  So it's online job postings.  We shaded by level of education typically required to enter that job.  That comes from EMSI.  And then a median annual wage here, that comes from EMSI.  

In the new report we're getting ready to release, we changed it to a wage range of 25th to 75th percentile.  Then this is just the same chart, but it's taking out all the jobs that pay below living wage and, you know -- so this is the top 30 jobs above a living wage.  And you can see, for one thing, there aren't as many of them.  So, you know, from those bubble charts earlier, you may have picked up that a lot of the job growth we've been having is low wage job growth.  And that's true in basically any city in the country.  But also, the level of education required for these living wage and above jobs is higher than the below the living wage.

(UNKNOWN):  And if I could just jump in just to add something about the -- why we continually highlight the education required.  Well, part of it is that's just part of what people need to know.  But we also have a partnership here in our region with an organization called 55,000 degrees.  And this is a community initiative to increase the number of people with bachelor's degrees and associates degrees.  

And so it makes sense for us to always be communicating very clearly about look, if this is the kind of job you want and this is the kind of salary you want, this is the kind of education you need to be planning for.  So you'll see that as theme all through our materials.

ERIC BURNETTE:  Yeah.  And I will say EMSI, the data they use kind of lowballs the education required.  So you have to take it with kind of a grain of salt.  What I've started doing lately is taking the EMSI data and then essentially back-checking it against Burning Glass job posts.  Because a lot of the employers do post the education in their job postings.  So going forward, we might do more of that approach and maybe rely more heavily on Burning Glass for the educational attainment.

All right.  So last thing.  These are some career pathway charts.  So we made these career pathway charts for each of our five identified industry clusters.  And then we split out information technology.  It was in the business services cluster, which will come up next.  But it's important enough that it needs -- we thought it needed to be its own chart.  

And these -- these yellow notations aren't in the actual quarterly report or on our actual career pathway charts.  These are just to point out some things for you guys.  So the checkmarks are good job growth.  That's 200 job postings or more in that quarter.  The circles are usually things missing.  So right here, this is that welder/industrial maintenance/technician box where we hear a lot about it from employers, but it doesn't seem to be that big a deal.  I mean, 71 job postings here; whereas, you know, we've got, say, 448 in this IT manager/systems analyst box.  You know, so there seems to be some disparity.  I mean, we hear a lot more about these than we do about these from employers.

But interestingly, we had this conversation with this healthcare collaborative the other day.  And it turns out they under-post jobs routinely too, which will be interesting when we get to the healthcare chart in a second.

So I'm trying to think that maybe the under-posting part of Burning Glass is less of a big deal.  We have been -- you can see in the tiny print at the bottom, we've been discounting these by 20 percent, just to account for possible duplication.  Burning Glass will tell you they get about 90 percent of the duplication.  So I'm just being conservative and I said well, let's do -- let's discount it by 20 percent, and then we'll really make sure we've got everything.  So some of these may be overcounted, I guess is the point.  

The other interesting thing to look at is some of these job -- industry clusters have jobs across the education spectrum.  Like this one; 108 jobs down here, 256 here and 61 up here.  And then others, like IT, basically nothing at the bottom.  So if you want an IT job, you need to have at least some college, probably an associate's degree and preferably a bachelor's degree.  And -- and, you know -- and you'll still need to prove you can do whatever the work is that's required for that job.  But the wages here are all good, whereas some of the wages here aren't as good.

Food and beverage is really top and bottom -- well, it's really bottom heavy.  There's not so much at the top.  We have the young center headquarter -- or the Young Food Headquarters here in Louisville.  So that's KFC.  And then we have Brown-Forman.  But I think they tend to show up in manufacturing.  So we have a lot of (inaudible) production, but that shows up mostly I think in manufacturing.  

So these are mostly restaurant serving.  Not a lot in the middle, not a whole lot at the top.  Healthcare in Louisville is great pretty much all the way across the education spectrum.  So we have lots and lots of job postings.  And one thing that we've done for the new quarterly report that's coming up is we've put the total number of jobs in each row right here underneath the education level.  So that'll give people a little easier time of figuring out if I get a bachelor degree, how many jobs in this area are open right now.

Business services, again, a little -- at the top and bottom, not so much in the middle.  And logistics is mostly bottom-heavy.  A lot of truck drivers.  And some of you other centrally-located cities probably have a lot of truck drivers too.  I saw Gilford County, who was on this call earlier, I know they have FedEx.  Memphis has FedEx.  So truck drivers are very in demand right now.  

But that's something -- a lot of what's starting to concern me as I'm more familiar with this data now is that a lot of the jobs we're relying on look like they're prime for getting -- becoming obsolete as technology takes over.  So Wal-Mart I think is already experimenting with self-driving trucks.  So, you know, this is a great job right now, just in terms of being able to pay a decent wage for not much education.  But long-term prospects don't look good.  So that's another thing we have the keep in mind as we're trying to raise the public IQ on labor market data and what jobs are out there.

So that's it for us.  I think Brian or Diane, you're gonna moderate the questions now?  I'd be happy to --

DIANE WALTON:  And that is so not it for you, because there are so many great questions.  But really, the -- just the power of some of that visual information is just extraordinary.  So congratulations.  And then we'll -- we'll -- we'll work through as many of the questions as we can.  Some of them overlap.  Some of them, I think, would be answered by both Mary, GFF, and by the Kentuckiana team.  

So to start with, one of the questions had to do with labor market information, elements relating to youth workforce.  And does anybody have any wisdom about where you can get that or how people are using it, for the 14- to 24-year-old?  Mary, you want to go first and then Eric?

MARY WRIGHT:  Sure.  I mean, I think, you know, we've done some work certainly trying to understand, you know, what kind of jobs would be appropriate for that age group, particularly looking at opportunity youth.  

And so the way we've looked at job postings then has been looking at jobs that are available for people with little or no experience; so the zero to two and very little certificates or high school diploma required or something along those lines.  So you really have to -- from the realtime labor market data, you have to sort of back into it in trying to determine what is appropriate for low-skilled, low-experienced workers.

ERIC BURNETTE:  And this is Eric.  The American Community Surveys is probably the best source of data for that -- for, you know, figuring out what's going on by age group.  EMSI will take the ATS data and put it together with the BLS data so you can get a sense of -- for certain jobs what are -- what's the breakdown.  You know, so how old are the people doing this job, what does the spectrum look like?  

And that came in handy for us, both on some opportunity youth stuff we've been doing, but also a minimum wage debate that happened here in Louisville a few months ago, where one of the questions was -- you know, as I'm sure it's been happening in a lot of cities around the country, aren't minimum wage jobs just teenagers getting extra money?  And it turns out that no, it's actually mostly adults and 60 percent women for most jobs and, you know, that kind of stuff.  We were able to get that kind of data fairly easily.

DIANE WALTON:  So hopefully that -- that leads people in a couple different directions where -- where sort of backing into it isn't the best way always.  But -- but it's also an opportunity, I think, to frame it.  And I don't know what work Burning Glass or EMSI have -- have -- I think they're trying to cook something up on this front.  Because it's gonna be hugely important.

So we'll move to the next one.  Another question about sources had to do with realtime labor market data other than spidering the postings.  What are some other sources?  

Mary, you spoke a little bit to that.  So you want to take it first, and then Eric or Cindy, talk about how you do it.

CINDY READ:  Yes.  I think the realtime labor market data is -- the thing is that it all does come from, you know, job postings.  And so it is proprietary -- I mean, the majority of it is proprietary software that does spider the internet to get the job postings.  

And so there are a variety of sources, or a variety of vendors who do it.  And -- and there was a report that we were part of that just came out from EPA (ph) that does go through the environmental scan of the various providers.  And I would certainly recommend that.  And we can certainly post that in terms of a great resource in terms of understanding a little bit more about realtime labor market data and who the vendors are.

ERIC BURNETTE:  Yes.  I don't have much to add to that, other than just you really have to pay attention and read the fine print and be careful with the data.  Because a lot of these vendors, even some of the vendors we use, will offer -- are starting to offer new products that are trying to answer the questions that everybody has.  But if you look carefully at the data, it doesn't look like -- it doesn't always look like good data.

(UNKNOWN):  Right.

ERIC BURNETTE:  So you have to be careful.  Because I think there's -- there's some incentive just to give a number because our policymakers or the public or whoever's asking for a number.  But you really don't want to just give a number.  You want to give a number that best reflects what your reality is.  And so caveat emptor, I guess.

(UNKNOWN):  Right.  And I think -- and I think Eric, you know, both you and I have said -- you use multiple data sources.  We do as well.  And that you do end up triangulating data.  And also, you know, you can get data -- you can get a number.  You know, if you do get a number and you say well, that -- you know, the spidey sense goes off, right, and you say this can't possibly be right.  Sort of the way you were describing your one employer who recognized that they were, you know, posting things in a variety of different ways.  

That's part of the reason that, you know, I think we certainly recommend -- and Eric you've done it as well -- is you really have to talk to the employers to say, you know, is this, like, sounding like anything like what you're actually doing?  And that's also why I made the point at the beginning about understanding your own personal -- you know, your, quote, biases or decision-making filters; that the data also may tell you some things, but you know that won't work for you for any one of a number of reasons.  

And that's always okay, as long as you've been very clear at the outset what some of those parameters are and what those filters are that you're gonna be using to make decisions.

CINDY READ:  And this is Cindy.  I would say another source we've used very recently, we have a partnership with information technology employers.  And we needed to get better data, better information.  So we actually hired a research firm to do in-depth interviews and compile that into a report.  And then we pulled the group together to read the report and react to it.

DIANE WALTON:  Oh, that's good.  The -- Mary referred to a report, the realtime labor market information, the environmental scan.  And there is going to be a webinar on that on February 10th at 2:00 Eastern.  So that would be another way to -- to learn more on that front.

The next question is -- let's see.  The good ones.  How about for KentuckianaWorks.  How does -- how do you work with the community colleges in terms of sharing information and translating the data into training?

CINDY READ:  Well, I would say the community college -- both in Indiana, which is right across the river, and here in Louisville, are part of all the partnerships, all the employer partnerships that we're involved in.  So they are always at the table to hear this information.  And I think they've also reached out and commissioned some information that Eric might want to address that he's --

ERIC BURNETTE:  Yes.  You know, we haven't -- we haven't done that -- I mean, we've certainly worked together.  They're on our board.  But just as far as integrating this, I think we have a lot more opportunity.  But we did get -- you know, I got an email.  I think it was December 22nd or something so -- from the president of the community college.  And he was just wondering if we could help him put some stuff together on manufacturing jobs for a meeting with the mayor and the governor to try to get more money in the budget for certain programs and, you know, demonstrate a need for these programs, and so on.  So we do work together.  We -- they're on our board and they have our data in their -- in their counseling and so on.  But that's mostly how we've used it so far.

DIANE WALTON:  Cool.  The -- the next question, it might be great if we could go back to a couple of the bubble charts that Eric had up.  There are a couple of questions.  One asking for a little bit more explanation about how you use the location quotient in your process.  

And then lots of interest in having an ability to recreate those kinds of bubble graphs.  Some interest in the comparative ones, some in -- in the -- in just that array.  So Eric, if you could -- can we pull that back up, or --

ERIC BURNETTE:  Yes.  I'm happy to talk about it while we're working on getting the slide -- slides pulled up pulled up.  You can do bubble charts in Excel, but I wouldn't recommend it.  I started my job dog, like, three weeks of bubble charts in Excel.  And it is mind-numbingly tedious.  And it's easy to get stuff wrong and hard to correct.  

So what we use now is called Tableau.  Tableau I think is one of the better data visualization tools out this.  And it's not all that expensive.  There's actually even a free public version that you can get online.  I think it's Tableau Public.  So you can download it and you can do the (inaudible).  The only main caveat with Tableau Public is that if you use Tableau Public, you publish your chart to a URL and it's public.  So if you have proprietary data that you don't want out there or just data that you don't really want to highlight, you might not want to use Tableau Public.  

But at any rate, Tableau makes it a lot easier to pull data from an Excel spreadsheet.  And they actually have -- you can use lots of different data systems.  So you can pull it directly from your data source into Tableau and then create different kinds of charts.  So all the charts that I've showed you here, except for the piecharts, were made with Tableau.  

And that's how we're able to -- the other limitation with Excel is you can only show -- you can do a bubble chart, but you can't go the extra -- like, I'm showing you four difficult things here with this chart.  So I'm showing you a Y axis, an X axis, the size of the bubble -- so that's three data points already -- and the color of the bubble.  So that's four.  

And this is a lot of information in one chart.  And let's see.  What was the other question?

DIANE WALTON:  One of the once specific was --

ERIC BURNETTE:  Location quotient?

DIANE WALTON:  Location quotient.

ERIC BURNETTE:  So location quotient a just a measure of relative to the national average, do you have more or fewer than you would expect?  So if you're above this line, you have more of these jobs than you would expect for a city of your size, you know, relative to the national average.  So Austin has more -- and again, because these are big, catch-all categories.  Computer and math is really computer jobs.  And architecture and engineering is mostly engineering jobs.  

But Austin has more computer jobs, more engineering jobs, than you would expect.  And, in fact, they have way more than you would expect.  So they're at, like, 2.1 for computer jobs.  So they have, like, twice the number of computer jobs you would expect.  And they have -- they're at 1.7 on engineering.  So that's pretty good.  They're underrepresented in transportation and material moving and production.  

But if you go over to Louisville, you see we're overrepresented in these and underrepresented in these.  So think of it as a scale.  You know, and you want -- you want the balance -- you want the balance to be tilted more in the high-growth, high-wage job area.  

And, you know, again, I think I saw a comment earlier about Austin's suburban poverty.  And one of the things that we've been using this data for is helping the mayor develop his jobs and wages goals.  And we just changes our wage goal from average wages to median wages adjusted for cost of living.  

And what that should do is give us -- first of all, median, being the number in the middle, gives you a better idea of how a broader swath of the public is doing.  Because an average, as we know, can be skewed by high earners or low earners.  So for example, if the top 10 percent of wages go up but nobody else's wages go up, the average wage will go up, but the median wage will stay exactly the same.  

So we're using median wages, and then we're adjusting it for cost of living to make sure that our cost of living is not outstripping our wage gains.  Because you don't want to have a strategy that promotes high wages and then, you know, all the real estate goes up and all the costs go up, and then everybody's basically the same as they were before financially, or maybe even worse off.  

So hopefully, that will help us have a better way of tracking it.  But, you know, you can see from this chart, Louisville has a lot of work to do.  We just don't have that many white collar jobs.  We have -- you know, we've had a brain drain problem for a while.  It's mostly even now.  So we're not really gaining, we're not really losing that many.  But at any rate, we have our work cut out for us.  And this gives awes better idea of --

DIANE WALTON:  Eric?

ERIC BURNETTE:  Yes?

BRIAN KEATING:  It sounded like you hung up.

ERIC BURNETTE:  Oh, no.  I didn't -- we heard that too.  I don't know what that was.  Okay.  I'm ready for the next one.  Or Mary.

DIANE WALTON:  You can handle it.  So the software, the Tableau, is what -- there's questions to follow-up on that, about what software you're using and what -- so Tableau?

ERIC BURNETTE:  Yes.  Tableau is the data visualization software.  EMSI is not really a software.  EMSI is a website.  And Burning Glass is also a website.  We also use other websites.  You know, the Census Bureau has a website that's, you know, somewhat easy to use to American Community Surveys data.  There are other -- you know, BEA, the Bureau of Economic Analysis.  That gives us the cost of living numbers.  

I think -- so the living wage number comes from the MIT living wage calculator at MIT and Boston.  And so there are a lot of sites that we use, but the main ones are EMSI and Burning Glass.  And software-wise, it's pretty much just Excel and Tableau.

DIANE WALTON:  And there's another question for you about the determination of where occupations are within the next breakdown.

ERIC BURNETTE:  Yes, that -- going back to the -- wait, where am I?  If we go back to this healthcare -- yes.  No, it doesn't this one.  It was the next one.  Here we go.  So what is the question, exactly?

DIANE WALTON:  I just lost the question.  The question was how do you determine the occupations vis-a-vis the (inaudible) breakdown?

ERIC BURNETTE:  So this is -- so I guess the question is about this percentage.  And we have a really crackerjack intern here who is -- who has been doing a lot of this data visualization.  And unfortunately, she's not in the office today.  So maybe this is one where I can follow up.  But I'm pretty sure it was either using Burning Glass or EMSI to see what the breakdown was.  So either going on Burning Grass and seeing by job postings --

(UNKNOWN):  Okay.

ERIC BURNETTE:  -- where did the employer -- you know, what were the top employers for each.  I'm pretty sure that was it.  So for example, if you took nursing assistants, you could type it into Burning Glass and then see what the -- where the job postings were by employer.

(UNKNOWN):  Right.  Right.

ERIC BURNETTE:  You could see -- you know.  And then using those employers, you could see are they hospitals or are they long-term care facilities.

(UNKNOWN):  Gotcha.  So you track it that direction.  Another one has to do with more about the partnerships.  As you again to deploy data; right?  And have you done work with your TANF partners or the library programs?

ERIC BURNETTE:  I have presented it with our TANF part of what we do here at KentuckianaWorks.  And I've presented to the Youth Career Center we have.  And I've got a presentation to Goodwill coming next week.  And so definitely, we've been talking to many groups throughout the community.  55,000 degrees, which is our -- our big collective impact education partnership.

(UNKNOWN):  I think it's a constant challenge to us to think about who can use this data.  And, you know, the first thing we wanted to do was make sure we had it in the hands of our career specialists in our one stop system.  So Eric presented -- presented to a large meeting of that group, and now they have access so it.  

We have a college -- we have a KentuckianaWorks college access center.  He's presented there.  I mean, we go wherever we think people visit and wherever they'll invite us.

(UNKNOWN):  Right.

(UNKNOWN):  Or we invite ourselves.  But -- and I -- that -- to me, that's really, really important.  It's just not good enough to have it even sitting on our website.  That's public.  But if people don't know about it, you know, it doesn't do anybody any good.

(UNKNOWN):  Yes.  And just the way you guys have infiltrated your communities is pretty remarkable.

DIANE WALTON:  Mary, there was some questions that came through in the very beginning about the certs, the certifications.  And it -- I don't remember the data.  But the question says on the top ten certifications, (inaudibe) percent of records are excluded.  How do we get around that?

MARY WRIGHT:  Well, it's -- it's -- I guess the -- the problem is that they -- again, we're back to how detailed were the specific job postings.  And so if certifications are not there, then we really can't report what the request was.  So I think -- again, that's where you can begin to say okay, this seems to be -- from the once that specified certification and we know that that's what they're looking for.  And that's when you really have to sit with the employers and say this is what the data has giving (inaudible) to suggest.  Are there things that we need to know in addition to what the data is pulling up?

(UNKNOWN):  And then another one that is, like, sort of paired in there has to do with the use of O*NET to verify minimum education level.  So how does O*NET cross your work, Mary, or cross the Kentuckian work?

MARY WRIGHT:  Well, I'll let -- I'll let the folks from KentuckianaWorks discuss this, as well.  But I think what -- you know, the O*NET -- again, the question is that O*NET does not have anything about sort of emerging occupations.  So that some of the -- you know, particularly in the IT and the healthcare field and for that matter, some of the the advanced manufacturing, some of the occupations have not yet been, quote, coded or quantified by O*NET.  Or even the existing ones, if there are skill sets that are being added to the occupations but have not been picked up because the O*NET definition was not revised recently.  You know, you don't have that.  

That does not say that the O*NET definitions are not useful, because they certainly are.  But it is not -- you know, the issue just has to do with, you know, are you using, quote, ones that have been -- that are -- you know, that have been validated over time, or are you looking for ones that are based on sort of new and emerging occupations.

(UNKNOWN):  Right.  And Eric, you talked about back-checking against the Burning Glass data, right, for the -- on education?

ERIC BURNETTE:  Yes.  And -- and, you know, I'll have to go back and look.  But EMSI would either get their educational attainment or typical entry level education data from the ACS, the Census data, or O*NET.  So I'll have to go back and make sure which one it is.  

But yes, we've been -- so I've started checking that against the Burning Glass job postings.  Again, the job postings are limited by what employers put in them.  So if the employer doesn't specify education, or if they're kind of all over the map, then you have to make some judgment calls.  But I think it's a good process that gives us another layer of -- of data to make sure we're depicting something that is closer to realty, closer to what's happening in the labor market.

DIANE WALTON:  And do you have any ideas about sources of data for expected job openings due to baby boom retirement?

ERIC BURNETTE:  Yes.  I don't know that -- you know, I think certain occupations are going to be more affected than others.  So some of the manufacturing ones, that seems to be part of what the pinch is; is that, you know, people learned how to do this 30 years ago, but nobody's really learned how to do it since then.  So some employers are concerned about that.  

But I think something we keep coming back to is the data that would really be helpful for that kind of thing is a local survey of employers, and just ask them how many people do you have who are 55 and over.  And that will give us an idea of how many of these jobs will, you know, be up for replacement probably in the next ten years.  But surveys are expensive to do.  And they have limitations too.  You can't do them as often as you can, say, look up something on Burning Glass.  And the experience is a big barrier.  And you want to make sure you get the questions right, and you don't want to overwhelm your (inaudible).  

So that's something we're still working through.  But I think ultimately, that's where we'll -- that's where we'll try to get.

(UNKNOWN):  I think -- I think the other thing, of course, is the industry associates certainly do a lot of that kind of work in terms of understanding what their industry is faced with.  So I think that the -- but then again, obviously, you know, Eric, you're right.  Is that just because, you know, a particular industry nationally is saying it's an issue, whether or not that's as big an issue for the employers within your jurisdiction, is something that you really do have to I think just test with your advisory boards or whatever.

(UNKNOWN):  I agree.  I mean, a lot of the big employers do that kind of research all the time.  They'll have a workforce planning department, and that's the kind of work they do there.  But, you know, you get it sometimes with a small employer.  I had one of our manufacturing employers who had not been coming to our meetings.  And I was -- every so often I would call and just say do you want me to take you off the list?  And she said no.  She said it's weird that you called, because just the other day I'm walking through the plant and I suddenly realized that everybody running the machines in our plant was 50 and over --

(UNKNOWN):  Oh.

(UNKNOWN):  -- and I started freaking out.  You know, and I need to start working on this pipeline issue now.  And that company -- you know, I think it's like a 50-person company.  So there are all kinds of ways to get that.  

The other thing I mentioned -- I haven't looked at this recently.  But AARP has done some studies about the baby boomer retirement (inaudible).  I read a lot of them before the recession.  They had to revise all their projections because nobody ended up leaving.  And then MetLife I think has done some good research.

DIANE WALTON:  The questions keep pouring in.  And clearly, we're not going to answer all of them today.  But let me -- a couple quick ones.  The EMSI URL, it's E-M-S-I.  There have been some very creative spellings.

ERIC BURNETTE:  I think the website's actually economicmodeling.com or something like that.  Because EMSI stand for economic modeling and statistic --

(CROSSTALK)

DIANE WALTON:  Right.  They've changed names.  But you can just Google EMSI.  But Googling M-Z-E-E won't get you there, I don't think.

ERIC BURNETTE:  Right.  Yes, yes.

DIANE WALTON:  So (inaudible).  But yes, it is economic modeling.  The other one was how to get to the O*NET center.  Did somebody have that address handy?

ERIC BURNETTE:  I would just Google "onet."

DIANE WALTON:  Yes, me too.

ERIC BURNETTE:  And so let's see.  Goodwill Southern California I think wants you to come visit them.  We can talk about that another time.  

How about do you guys use Help Wanted Online?

ERIC BURNETTE:  We have in the past.  And I think it -- it does a lot of the same things as Burning Glass.  

Mary, do you want to talk more specifically?

MARY WRIGHT:  I think that certainly the sources are -- I mean, the -- the sources are different.  I mean, I -- well, because it's two different -- two different data sets.  I think that Help Wanted Online has always been viewed as better for getting the time series data to be able to look back at the historical performance.  And at least certainly, that's what they're -- certainly, that's what their marketing says.  

And I think that, you know, some research we have done agrees with that.  I think that, you know, it's a -- it's a different -- it's a slightly different tool.  And certainly, you know, certain states use Help Wanted Online, and other states having using -- other locations have been using Burning Glass.  So I think it becomes a -- you know, a preference.

ERIC BURNETTE:  Yes.  And I should say there are other -- I mean, for all of these things.  I think wanted analytics is another Burning Glass kind of vendor.  Jobs EQ is more like EMSI.  And, you know, they all have strengths and weaknesses.  So if you're looking at getting one of these things, take a look at what's out there and figure out what works best for what you're trying to do.

(UNKNOWN):  A lot of the vendors will let you use it for a month.  And that way you can -- you know, at no cost so you can play around with it.

DIANE WALTON:  We are going to put all of the requested URLs up on the -- on the community and practice, the business engagement community of practice.  So Brian or Savannah (ph) will put that up on this presentation so that you'll have an address to go to so that you can then go to and get the -- the economic modeling and the O*NET online, all of those pieces.  We'll do that for you.  

But the last question that we're going to be able to take is are there any online courses a workforce development professional can take?  This was a great overview.  But with this limited time, what's something -- is there someplace I can go for something more comprehensive?

ERIC BURNETTE:  I don't know of any -- of any.  Do you, Mary?

MARY WRIGHT:  No, I don't.  I mean, the -- you know, we do webinars periodically, certainly.  And, you know, if anybody wants to contact me to be put on the JFF listing for the webinars that we do on using labor market analysis, be happy to have anybody join on that particular -- that particular list.  

But yes, I think most of the trainings that we do on, you know, using it as to do with folks that are working with us on, you know, on various projects.  So no, I don't know of any particular classes.  I do not.

DIANE WALTON:  There used -- the Labor Market Institute.  There used to be some very specific training.  And I will -- I will put up what we know about all that also onto the Community of Practice.  

And so -- and so I know that there's so many more questions, and you guys know so much more that you could give to this system (ph).  But all we can say now is thank you for spending this time.  Some upcoming events; the Boston Convening is in April.  It's April 14th and 15th.  The registration is up.  I know that based on the one that we had out here and the one that was in Atlanta, the use of data in decision-making for this effective sectored deployment is -- is crucial.  And there will be workshops that will be held there.  And we can get you the presentations from the previous ones.  We can hook you up to going to the next one.  Whatever works best for people.  

Another thing that we're doing is a peer learning group.  And data solutions is one of them.  Industry engagement, another.  Work-based learning.  So there's a -- there's a way to sign up for those to be part of a group where we'll have some regularly scheduled calls and work through some of these issues.  

We spoke a little bit to the -- the webinar that's coming on the vendor scan.  And we've asked and answered some questions.  And I'm sure Mary and Cindy and Eric are also willing.  But if there's anything any of us can do to help you take your next step, there's our contact information.  And -- and that's -- that's all she wrote.  

Brian, you want to tell a closing story?

BRIAN KEATING:  Well, actually, we're gonna invite folks -- as you can see on your screen, if you haven't already -- since you're still with us, we want to actually go ahead and get your feedback.  So we're going to go over to that portion of the webinar now.  So that's gonna do it for today's audio.  

We're also gonna post, I believe, a link to another website where you can get more information.  So I'm gonna post that link in the top-left-hand chat that you see there.  But as you can see, we'd love to get your feedback about if you'd recommend viewing this webinar to a colleague; rating the overall quality of today's webinar, excellent, satisfactory, or poor.  And then obviously, any open-ended feedback you want to give us and any additional topics you might be interested in seeing covered on another webinar.  

We'll keep this room open for another few minutes, give you a chance to do that.  And that's gonna do it verbally.  But thanks everybody for participating today.  We hope to see you on future events.  Have a great day, everybody.

(UNKNOWN):  Thank you.

(UNKNOWN):  Thank you.

BRIAN KEATING:  Absolutely.

(UNKNOWN):  Thanks much.  
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