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A Message from the Director - John Cox
The Wyoming Department of Work-
force Services embraces its Mission, 
Vision, and Values in the delivery of 
workforce development activities 
through the Workforce Investment 
Act (WIA). That is, to bridge human 
and economic development for Wy-
oming’s future, the agency strives to 
develop a well prepared, economi-
cally self-sufficient workforce that 

empowers employees and employers to enjoy an improved qual-
ity of life, and to continuously improve the customer experience 
by working to improve our programs and services. We strive to 
meet or exceed our customer expectations by providing superior 
service to all our internal and external customers. 

Program Year 2014 was a year with a solid economic base. Contin-
uous improvements during the year provided employment op-
portunities, employer driven demand for workers, and the ability 
to look forward to growth in innovative industries. As the Wyo-
ming economy rebounded, some companies started to expand, 
and new companies are exploring relocation options to take 
advantage of the many benefits of doing business in Wyoming.
This provides the agency with the opportunity to offer training 
in job specific occupations, and further develop demand driven 
employer needs.

A Message from the Administrator - Tobi Cates
Over the past year, the Office of 
Workforce Programs has served 
Workforce Investment Act (WIA) 
individuals and businesses in all 
programs, including Adult, Dislo-
cated Worker and Youth.  Success 
has been achieved through strong 
partnerships with the Department 
of Education, Wyoming Communi-
ty College System, the Workforce 

Development Council, state and local economic development 
teams, among others.  Our partnerships are integral in finding in-
novative and creative solutions to meet the workforce needs of 
Wyoming businesses and job seekers. 

Program Year 2014 was another successful performance year for 
Wyoming’s WIA program.  We exceeded performance goals in six 
of the nine common measures, topped the 90 percent plateau in 
two other outcomes, and came close to exceeding eighty percent 
for the final measure.  These successes can be attributed to:

• A continuing focus on reemployment for the long term 
unemployed.

• A strengthening economy and delivery of demand-driven 
services.

Strong partnerships are essential in developing a well prepared 
workforce that meets the needs of the state’s industry partners, 
assisting individuals in gaining the skills they need, and con-
necting the two to provide self-sustaining income and industry 
growth in this competitive environment.  Service plans were de-
veloped in Program Year 2014 using these key variables: available 
labor market, economic development, demographic information, 
and education and training.  This data has been utilized to deter-
mine jobs which were in demand, client populations which were 
most in need of services, and effective strategies for helping Divi-
sion clients.  To carry this information and support to individuals 
seeking employment, American Job Centers offered career and 
job fairs to fill the needs of both employers and individuals.

By efficiently using training and support dollars, keeping the 
pulse on current economic conditions, and collaborating with 
business, community partners, economic developers and training 
entities, the Department is preparing today’s workers for tomor-
row’s workforce.

• Ongoing support of staff regarding individual and em-
ployer needs, and how to best meet those needs.

• Shaping strategies and policies to develop, recruit, and 
retain Wyoming’s workforce.

The Office of Workforce Programs has experienced continued 
success in coordinating Employment & Training programs with 
the changing economy, employer needs, job seeker needs, and 
the dedication and diligent work the Wyoming Department of 
Workforce Services performs to meet the needs of our commu-
nities and state economy. Through industry partnership collab-
orations, the Department of Workforce Services brings together 
employers, employees, economic development entities, training 
programs, local workforce centers, community organizations, 
and other key stakeholders. This is done around the common 
purpose of improving the competitiveness of each sector by 
addressing development, recruitment and retention challenges. 
Wyoming has fostered a number of these partnerships and will 
continue to do so. 

I am pleased with the successes we experienced in PY 2014 and 
look forward to continued improvement in PY 2015.
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Department of Workforce Services
Mission
We bridge human and economic development for Wyoming’s future.

Vision
We envision a Wyoming with a well prepared, economically self-
sufficient workforce that empowers employees and employers to 
enjoy an improved quality of life. 

Values
1. Customer Service - We continuously improve the customer 

experience by working to improve our programs and services 
and by listening objectively to customer needs. We strive 
to meet or exceed our customer expectations by providing 
superior service to all our internal and external customers.

2. Professional Development and Empowerment - We 
maintain the highest level of staff competency through 
structured professional development and training which 
allows us to better serve and empower the needs of our staff 
and customers.

3. Collaboration - Our success is dependent upon the 
collaborative efforts of our team, communities, customers 
and providers to consistently seek improvements in the 
utilization of our programs and services.

4. Communication - We are committed to promoting 
honest and open communication with our internal and 
external customers. We first listen to understand and then 
communicate ideas, results and information.

5. Trust and Honesty - We value honesty and trust. We hold 
true to these values that guide us to serve the state of 
Wyoming and its citizens to the best of our ability.

6. Respect - We believe that treating our clients with respect 
creates successful outcomes. In addition, we carry this value 
into our internal operations. By respecting one another, we 
create an organization where others want to work.

 
Wyoming’s Workforce Investment Act (WIA) Program is adminis-
tered by the Employment and Training (E&T) Division, within the 
Office of Workforce Programs, of the Department of Workforce 
Services (DWS).  DWS is focused on delivering comprehensive 
and effective services that build a workforce to meet the chang-
ing demands of Wyoming’s diverse businesses, citizens and econ-
omy.  DWS strives to maximize its resources and identify ways to 
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respond to new challenges and possibilities in its environment.  
The Department’s positive relationships with employers, commu-
nity, and job seekers are considered its most valuable resources.

The Employment and Training Division is dedicated to meeting 
the employment and training needs of Wyoming’s workforce and 
employer community, in ever-changing economic conditions. 
In order to accomplish this during PY 2014, the Division’s plans 
and activities were guided by the Employment and Training Team 
(EATT), which was composed of workforce center managers and 
program managers. The EATT served as the oversight group for all 
Division policies and procedures, providing unified guidance to 
staff and partner organizations for service delivery, aligning work-
force activities, distributing workload, and meeting – or exceeding 
performance goals. The program managers were responsible for 
all of the Division’s programs, including WIA. They provided indi-
vidual program direction. Most of the direct assistance to employ-
ers and workers was provided under the guidance of the center 
managers, through the Division’s 20 workforce centers, as part of 
the American Job Center (AJC) system. In this report the terms are 
used interchangeably. The workforce centers, which are located 
throughout Wyoming, use a one-stop concept that coordinates 
the Division’s services with services available through partner or-
ganizations in a single location, where possible.  Where a single 
location is not possible, the services are effectively coordinated 
through other means. The members of the E&T Division also en-
gaged in cross-divisional work to improve services to customers. 

The E&T Division had a number of accomplishments during the 
program year that are affecting both short-term and long-term 
performance.  These included: 

• Wagner-Peyser policy updates; 
• Implementation of  a new version of Wyoming at Work – 

the agency’s labor management system; 
• Continued data cleanup in Wyoming at Work; 
• Negotiating WIA and WP performance outcomes with 

the Employment & Training Administration; 
• Jobs for Veterans State Grant (JVSG) Refocus; 
• Continued staff training and orientation; and 
• Various other accomplishments that are described in this 

report.

Forecasting Workforce Needs in Wyoming’s Economic Environment
The E&T Division’s performance outcomes and its ability to help 
Wyoming citizens, is affected by economic developments that oc-
cur in Wyoming. Whereas, some improvements occurred in certain 
key economic indicators, some improvements in job placement 
and retention should be optimistically predicted for the program 
year. These indicators also help the Division determine how and 
where to apply its services. Available labor market, economic de-
velopment, demographic information, and education and training 
input have been utilized to determine jobs which were in demand, 
client populations which were most in need of services, and effec-

tive strategies for helping Division clients. Service plans were de-
veloped using these key variables in PY 2014. The same approach 
will be used by the Division going forward into the future. 

According to data released by the Economic Analysis Division 
(EAD) of the Wyoming Department of Administration and Infor-
mation, the economic recovery in the U.S. is continuing to ex-
pand, notwithstanding weaker performances earlier this year. The 
recovery has lasted six years and the economy is performing well. 
Job growth is robust at over 200,000 per month. 
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Despite the current solid growth, some slack remains in the la-
bor market. EAD indicated this includes long-term unemployed 
persons, part-time workers who want to work full time, and those 
who have stepped out of the workforce believing there are no 
suitable jobs. This slack is expected to be alleviated, nationally, if 
current job growth is sustained, as predicted by EAD. 

EAD reported that total employment for the state decreased by 0.1 
percent, or 190 jobs in the second quarter of 2015, compared to the 
previous year. This is the first decline since the first quarter of 2013.

Wyoming’s unemployment rate shifted upward slightly to 4.1 per-
cent in the quarter, while in the U.S., it fell to 5.4 percent. (See Fig-
ure 1)  Yet most industrial sectors in the state exhibited job growth 
during the period. This growth was led by the financial activities 
industry, at 3.2 percent. The financial activities industry was fol-
lowed by the wholesale trade and leisure & hospitality sectors, at 
2.6 percent growth. The mining industry, which includes oil and 
natural gas activity, and is the state’s pivotal industry, suffered an 
annual employment reduction of 2,620 jobs; nearly 10 percent in 
the second quarter. EAD also reported that the construction in-
dustry and various other services (including repair and mainte-
nance) also endured job losses during the period.

The Employment and Training (E&T) Division partners with DWS’ 
Unemployment Insurance (UI) Division in tracking layoffs and 
performing Rapid Responses to Wyoming employers. Rapid Re-
sponse is a pro-active, business-focused and flexible strategy de-
signed to respond to layoffs and plant closings, by quickly coor-
dinating services and providing immediate aid to companies and 
their affected workers. Data compiled through this process sup-
port the Economic Analysis Division’s findings about the recovery 
and happenings in the mining industry. Known layoffs of Wyo-
ming workers decreased from 392 in PY 2010 (July 2010 – June 
2011) to 175 for PY 2011. PY 2012 showed a marked increase to 
815 layoffs, which continued upward for PY 2013 to 953. A down-
ward trend was expected for PY 2014 because of the decrease in 
the unemployment rate and an increase in jobs available in the 
state, but employer confirmed layoffs actually increased to 1,333 
due to the downturn in the mining industry.

With regard to Youth participation in Wyoming’s labor force, Accord-
ing to the 2015 Wyoming Workforce Annual Report, produced by 
DWS’ Research and Planning (R&P) Division, the participation of res-
ident Youth continued to decline in 2014. Resident Youth, or those 
under age 20 who possess a Wyoming driver’s license and for whom 
demographic data are available, made up just 5.6% of all persons 
working at any time in 2014. In 2000, the first year used in this anal-
ysis, resident Youth made up 10.8% of all persons working at any 
time. The most substantial decline occurred during the period of the 
great recession of 2008 through 2010. However, changes in nega-
tive Youth participation overlap those years, as shown by Figure 3.

R&P has stated, based on the Division’s research, there is a possible 
correlation between the decline in resident Youth employment 
and increased non-resident employment during the period. How-
ever, the data are inconclusive. Non-resident workers are those 
without a Wyoming-issued driver’s license or at least four quarters 
of work history in the state. Available data indicates that Wyoming 
has relied on non-resident workers to fill many jobs that are creat-

Figure 1:  Wyoming and U.S. Unemployment Rates, Economic 
Analysis Division

Figure 2:  Employment Changes by Industry, Economic Analysis 
Division

ed during periods of economic expansion. Such employment has 
increased substantially in industries that require high percentages 
of workers with a bachelor’s degree, such as professional and busi-
ness services, educational services, health care and social assistance, 
public administration, financial activities, and information.

Youth who are employed during their formative teenage years 
acquire soft skills, or work-readiness skills, while on the job. These 
include communication skills, dependability and promptness, en-
thusiasm and proper work attitude, teamwork, networking, prob-
lem solving, critical thinking capability, and professionalism. Indi-
viduals who lack these soft skills, as a result of not working – or 
working very little during their teenage years, may struggle in their 
ability to do skill-driven work with some educational requirements. 
As a result, according to the Research and Planning Division’s re-
port, Wyoming employers may be looking outside of Wyoming to 
fill available jobs. Helping the Youth develop work skills has been 
and is expected to continue being a fertile area for DWS assistance.

R&P short-term industry projections show that Wyoming’s em-
ployment is expected to grow by 5,982 jobs (2.1 percent) between 
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second quarter 2014 and second quarter 2016 ((see Table 1).  At 
the industry level, job growth is forecast in every sector except 
mining. The largest job growth is expected in construction (1,558 
jobs, or 6.4 percent), educational and health services (1,323 jobs, 
or 2.2 percent), and retail trade (1,102 jobs, or 3.7 percent). These 
sectors have consistently added jobs in recent years.

Low oil prices are expected to continue negatively affecting em-
ployment in the mining sector, at least during the short term. The 
oil and gas sector is projected to lose 1,644 jobs, or -6.1 percent 
during the period. On the other hand, modest job growth is ex-
pected in information (32 jobs, or 0.8 percent), and public admin-
istration (316 jobs, or 1.0 percent). According to R&P, the indus-
try projections are developed at the three-digit North American 
Industry Classification System (NAICS) subsector level and then 
summed to the major industries.

In 2012, R&P provided long-term employment projections that 
showed a net growth of 36,668 jobs for the 2012-2022 period.  
These are summarized in Tables 2 and 3. Many of the jobs project-
ed to have the highest levels of growth in new openings (16 of 
the top 20 growth occupations) require a high school diploma or 
less. Job growth based on educational attainment is summarized 
in Table 3 and the following paragraphs.
  
It is important to note that while some occupations may not be pro-
jected to have a high level of net growth; job opportunities in these 
occupations are likely to become available due to replacement 
need. For example, while service unit operators (oil, gas, and min-
ing) do not rank in the top ten occupations requiring a high school 
degree or less based on annual growth, this occupation ranks 
fifth across all occupations in terms of annual replacement need. 
This occupation also earns higher than the overall average wage 
at $50,000 annually. The higher wages in oil, gas and mining have 
considerable lure for workers, who keep coming back to work in 
that industry, even with Wyoming’s history of having a boom–bust 

economy and the high potential for layoffs. The lure of this work is 
also known to capture the interest of workers who have completed 
training for other fields of labor, which pay lesser wages, on average.

The wages shown in Table 3 aren’t defined by the number of 
hours and days worked during the year. Still, because these are 
averages, it is reasonable to contrast these figures against pro-
jected wages for a person who earns the federal minimum wage 
($7.25 per hour) for a one-year period. If the minimum wage level 
is multiplied by 35 hours per week – which is considered full-time 
employment, and 4.333 weeks in the average month, and then 
multiplied by 12 months, the result is $13,185. If the person works 
an average of 40 hours per week, the wage jumps to $15,068 for 
a one-year period. When calculated for a six-month period, those 
minimum wages are respectively $6,597 and $7,539. 

Another useful consideration is to compare the Table 3 wages against 
the Adult lower-living standard for a single person. That figure was 
$21,590 during Program Year 2014, and was $10,795 for six months.

Figure 4:  Total Number of Resident Youth Working in Wyoming 
across All Industries and Total Number of Nonresidents Working in 
Wyoming in Higher Education Industries at Any Time, 2008–2014

Table 1:  Short-Term Industry Projections for Wyoming, 2014Q2- 
2016Q2

Figure 3:  Wyominng Youth Population Estimates (Ages 15-19), 2000– 
2013, and Resident Youth (Ages 19 and Younger) Working in Wyoming 
at Any Time, 2000–2014, DWS Research & Planning Division
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High School or Less:  All of the listed occupations exceed the 
minimum wage level for 35 and 40 hours per week. Retail sales-
persons are expected to experience the highest growth of any 
occupation, regardless of education level. Of the top ten growing 
occupations requiring a high school degree or less, first-line su-
pervisors of construction trades and extraction workers ($65,890) 
and industrial machinery mechanics ($56,600) exhibit the highest 
average annual wages. Within these fastest growing industries, 
combined food preparation and serving workings, including fast 
food, earn the lowest annual wages ($18,220) on average. 

The average wage for all of the listed occupations, in the high-
school-or-less category, exceeds the minimum wage for a one-

year period. Also, all occupations except the combined food prepa-
ration and serving category exceed the lower living standard. That 
category is more than $3,000 below the lower living standard for 
a single worker. Another category – personal care aides – barely 
exceeds the lower living standard for a single worker.

Some College or Certificate:  The average projected yearly 
wage for the listed categories is $39,801, which is considerably 
above the minimum wage level. The demand for heavy and trac-
tor-trailer truck drivers is expected to produce 82 annual growth 
openings and 113 annual replacement openings. This work also 
pays a higher wage ($46,350) than the average wage across all 
occupations. Demand is also projected to be strong for nursing 
and teacher assistants with job growth of 3,380 and 3,306, re-
spectively. Within the top ten growing occupations in this edu-

Table 2:  Long-Term Industry Projections for Wyoming, 2012 to 2022.
Source:  Research & Planning, Wyoming DWS

cation classification, the occupation earning the highest average 
wage is first-line supervisors of production and operating workers 
($72,660). This occupation is projected to have 27 openings annu-
ally (growth and replacement openings combined). The wage is 
somewhat of an outlier, compared to other wages in this catego-
ry, which affects the average wage for the group. 

Associate’s Degree:  Several occupations that generally are em-
ployed in the health care and social assistance industry are pro-
jected to show substantial growth within this education category. 
Most of the top types of work in this educational category are in 
that industry. They also tend to provide a higher average annual 
wage than other industries that are represented. The demand for 

registered nurses and dental hygienists is expected to increase by 
18.6 percent and 24.0 percent respectively. 

Bachelor’s Degree:  Job openings for general and operations 
managers, a relatively high wage position ($95,560 average an-
nual wage), are projected to provide 180 positions annually. Four 
teaching positioning are projected to have the highest growth 
in this education category. These positions (excluding substitute 
teachers) earn wages higher than the overall average wage. 

Master’s Degree:  The fastest growing occupations in this educa-
tion category are dominated by occupations that, again, tend to 
be in the health care, social assistance, and education industries. 
All of the top ten fastest growing occupations earn higher than 
the overall average annual wage. Annual openings for all occu-
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Table 3:  Top 10 Occupations by Projected Growth for Each Level of Educational Requirement in Wyoming, 2012 to 2022
Source:  Research & Planning, Wyoming DWS
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pations at this level of education are projected to be 177 (growth 
and replacement combined). 

Doctoral or Professional Degree:  As in the Master’s degree cat-
egory, the top ten fastest growing occupations in this category 
are largely occupations that are employed in the health care, so-
cial assistance, and education industries. The exceptions are law-
yers and veterinarians with average annual wages of $89,280 and 
$76,410, respectively.
 
Knowledge, Skills, and Abilities Requirements of the Top 20 
Growth Occupations
This section briefly discusses the knowledge, skills, and abilities work-
ers must possess to adequately perform the duties associated with 
these occupations. Table 4 shows the total growth, average annual 
wage, educational requirement, and the knowledge, skills, and abil-
ities (KSA) for Wyoming’s Top 20 Projected Growth Occupations, for 
the period 2012-2012. Identifying the educational requirements and 
the knowledge, skills, and abilities necessary to perform a particular 
occupation is essential to ensuring employment training participant 
/ occupation compatibility. For example, if a potential trainee has im-
paired vision that cannot be adequately corrected then job training 
as a heavy/tractor-trailer truck driver is not tenable. Skill gaps that 
can be closed can also be identified. For example if a participant pos-
sesses all the abilities required for an occupation except for oral ex-
pression then public speaking classes may provide a solution.

Demographics of the Wyoming Population, Ages 18 and Older
The American Community Survey found that, as of 2012, the Wyo-
ming population 18 years of age and older (i.e. a proxy for the pos-
sible labor force) was racially comprised of 92.2 percent white, 1.9 
percent American Indian, 0.9 percent black, 0.8 percent Asian, and 
4.1 percent other. By ethnicity, Wyoming’s population was 7.7 per-
cent Hispanic and 92.3 percent non-Hispanic. Overall, 91.7 percent 
of the Wyoming population 18 years of age and older had a high 
school diploma or a higher level of education. Among the Hispan-
ic population, 20.3 percent had less than a high school education, 
while 7.3 percent of non-Hispanics had not completed high school. 
The percentage of people with less than a high school diploma 
was highest among Wyoming’s American Indian (21.6 percent) and 
Black (10.8 percent) populations. Of the 7,363 people described as 
“other race,” 24.8 percent had less than a high school education.

There appears to be no clear-cut trends regarding age and level 
of education. The 55-64 age group demonstrated the highest per-
centage of the population with a high school degree or higher, at 
95.7 percent. The 18-19 age group had the lowest of any age group 
(72.8 percent), however this is largely a function of the lack of op-
portunity (i.e. time) to have achieved higher levels of education. 
All age groups, except for 18-19 year old group, displayed that the 
majority of the population had more than a high school education. 
Among the two age groups eligible for the Senior Community Ser-
vice Employment Program (SCSEP) (e.g. 55-64 and 65 and older), 
90.8 percent of the population had a high school diploma or higher.

The age of the workforce affects projections for replacement 
needs. For example, R&P was able to examine the age distribution 
of teachers and estimate the number of teachers exiting the pro-
fession and, therefore, replacement need. Factors considered in 
the calculation included availability of the demographic data and 
stability of employment over time. During the 2013–2014 school 
year, 20.4 percent of Wyoming teachers were 55 years of age and 
older. This percentage has stayed approximately the same since the 
2008/09 school year. The age distribution within this occupation 
will drive the replacement need for teachers as current teachers re-
tire (i.e. actual and projected exits). Projected exits are analogous to 
replacement need (assuming the number of teachers needed is not 
expected to decline.)  Replacement need, in conjunction with the 
expected growth in the number of new teaching positions needed, 
results in strong demand for new teachers over the next decade.
   
Conclusions
Examining the demographics of the Wyoming labor force (e.g. age 
and educational attainment level) and the long term projections for 
employment by industry and occupation provides insight into the 
possible job openings that may provide gainful employment for job 
training participants. Examining the necessary education level and 
the knowledge, skills, and abilities required for these occupations 
enables those involved with job training programs to identify occu-
pations that fit a participant’s capabilities and to identify any poten-
tial skill gaps that can be rectified with these job training programs.

Wyoming’s economy continues to demonstrate recovery from the 
great recession. However, the state’s boom-bust cycles are a con-
stant reminder of the need to prepare the state’s workforce for the 
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Table 4:  Growth, Average Annual Wage, Educational Requirement, and Top 5 Knowledge, Skills, and Abilities (KSA) for Wyoming’s Top 20 
Projected Growth;  
Sources:  Research & Planning, Wyoming DWS

economic bad times that will surely return, eventually. Assistance 
with education and training is a key factor in assuring greater po-
tential for withstanding a layoff, especially for those segments of 
the population, where individuals are more prone to have less 
than a high school diploma: American Indians, Blacks, and Hispan-
ics. Individuals in other segments of the population, who are lack-
ing in this area, should also be targeted for assistance, as needed.

Another important area of concern, as demonstrated by the Re-
search and Planning data, is Wyoming’s Youth. It is imperative 
that efforts be expanded to increase this group’s involvement in 
employment. Providing necessary soft skills through work expe-
rience is a key factor. Another important factor is the provision of 
quality education that meets the needs of occupations that will 
provide a livable wage and where openings are projected.

Wyoming’s Integrated Workforce Plan Strategies
Wyoming has encountered drastic growth and decline over 
past decades because of the cyclical nature of the energy sec-
tor. Therefore, the state is eager to attract diversified economic 
opportunities that add value to the state’s established indus-
tries, and to help ameliorate the effects of the state’s boom–
bust cycles in industry. The following economic development 
goals focus on diversification while enhancing Wyoming’s nat-
ural assets: 

• Make Wyoming business ready, and ensure a prepared 
workforce at each level to meet employers’ ever-chang-
ing  needs;

• Drive innovation in support of knowledge-intensive indus-
tries, as well as high-growth industries and entrepreneurs; 

• Entice out-of-state employers to relocate to Wyoming;
• Encourage the backbone of Wyoming – local communi-

ties and their stakeholders (educators, community leaders, 
etc.) – to invest and get involved in workforce strategies.

Under Governor Matt Mead’s leadership, Wyoming is aggressive-
ly pursuing technology as a target industry that may be men-
tioned in the same breath as Wyoming’s signature industries in 
the near future. (See the Technology Partnership summary later 
in this section.)  Another key component of the Governor’s vision 

is to align opportunities with the economic development needs 
of the state, its regions and communities. In order to achieve 
these aims, the Governor, Department of Workforce Services, 
and the Wyoming Workforce Development Council (WWDC) are 
committed to collaborating on Wyoming’s workforce challeng-
es with the Department of Education, Wyoming’s Community 
College Commission, the University of Wyoming, the Wyoming 
Business Council and other expert organizations, to create new 
jobs that pay a livable wage for Wyoming’s citizens, and to pro-
duce a skilled and productive workforce that ensures Wyoming 
businesses will succeed in an increasingly competitive global 
economy. Cooperative efforts with these and other organiza-
tions, is focused on helping DWS and its E&T Division overcome 
the challenge of limited state and federal funding. A number of 
the cooperative partnerships are mentioned in this report. Spe-
cial emphasis is also placed on improving the culture of safety in 
Wyoming work places.

Wyoming’s Integrated Workforce Plan also addressed the chal-
lenges posed by Wyoming’s rural setting. Remoteness is a real 
problem in Wyoming, which has fewer people per square mile 
than any other state except Alaska. Remoteness was designated 
by the Workforce Development Council, the state Youth Council 
and DWS as one of the barriers faced by the state’s Youth. To 
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meet this challenge, the state has taken advantage of techno-
logical developments in education and has targeted services for 
its rural residents.

One of the challenges of remoteness is having training options 
that are available to participants. On-line training has helped to 
overcome this problem, by increasing training options in Wyo-
ming. Also, the E&T Division continued to recruit more eligible 
training providers for clients to use. DWS’ eligible training provider 
waiver, which was granted by the Employment and Training Ad-
ministration (ETA) of the U.S. Department of Labor, has helped the 
Department to retain participation of these and other providers, 
by reducing the data collection and paperwork normally required 
after initial training provider approval. In addition, Wyoming’s 
industry partnerships were focused on particular employment 
opportunities and the training and credential attainment that 
enable workers to become qualified for them. This gave greater 
assurance that the use of available resources would produce de-
sired employment results.

Another planned strategy has been to help Youth stay in school. 
DWS worked to meet this challenge through its cooperative part-
nership with the state’s Department of Education, school districts, 
local schools – including alternative schools, and the higher ed-
ucation system. It included coordinated efforts to help students 
understand career alternatives and pathways to becoming skilled, 
and then helping them establish goals to pursue those opportu-
nities through post-secondary school options.

Policymakers across the U.S. and in Wyoming have increasingly 
looked for ways to raise student achievement from kindergar-
ten through high school, and to improve college access and suc-
cess. To do this, states are creating integrated systems in which 
all levels of education – pre-kindergarten through college – co-
ordinate, communicate and educate as one system instead of 
several. These efforts have been clustered into councils:  K-16, 
P-16 and P-20. 

Wyoming operates a P-16 Education Council, which is a non-par-
tisan, non-governmental, 501(c)(3) organization made up of a 
partnership of state leaders from business, education, and gov-
ernment. As the council has worked to increase student success, 
as they transition from each level of education to the next, it has 
nurtured continuous improvement in five related P-16 system 
components: academic standards, curricula, assessments, instruc-
tional quality, and system accountability. One of the P-16 Educa-
tion Council’s major initiatives has been in the area of Science, 
Technology, Engineering, and Math (STEM) education. The future 
economic drivers of the state demand workers with knowledge 
and skills in these four important fields. 

Wyoming’s Hathaway scholarships are designed to provide 
an incentive for Wyoming students to prepare for and pursue 
post-secondary education within the state. The program offers 
four separate merit scholarships, each with specific eligibility re-
quirements, and a need-based scholarship for eligible students 
that supplement the merit awards. This program is a strong ef-
fort by the state to increase educational attainment while in-
vesting in long-term diversification. The Hathaway scholarship, 

which is administered by the Department of Education, is used 
extensively by DWS, the Wyoming Workforce Development 
Council (WWDC) – including the Wyoming Youth Council, and 
industry partnerships.

In this planning period, including PY 2014, DWS, WWDC and 
their partners have been working closely with employers 
to meet job replacement needs in all industries, particularly 
those that have potential for growth. Various initiatives have 
been used for this purpose. For example, under the leadership 
of Governor Matt Mead, a new initiative was launched during 
the year, called Wyoming Grown. Wyoming Grown was created 
to bring former Wyomingites back to the state, to fill employer 
needs for workers. The program, which started in May 2015, 
asks people in Wyoming to invite their loved ones, friends and 
colleagues, who have since left the state, to consider continu-
ing their career in Wyoming. If referred individuals are interest-
ed in exploring Wyoming’s career options, the program con-
nects them with in-demand job opportunities with the state’s 
top employers.
 
The program aims to place individuals in critical areas, to help 
employers address workforce shortages and skill gaps. Wyo-
ming Grown will primarily utilize existing resources – the De-
partment’s state-wide network of employment specialists – to 
work hand-in-hand with participants and connect them with 
job opportunities. Personal recruiters, located throughout the 
state, are also a direct point of contact for businesses in the 
community. As a point person for community employers, the 
personal recruiter assists employers in posting jobs easily and 
conveniently to the state’s largest job-matching database, Wy-
oming at Work. 

The program’s website, wyominggrown.org is the conduit to 
enrolling participants. Individuals are able to enroll in Wyoming 
Grown in two ways:  First, through the referrals from family and 
friends. The referral generates a letter from Governor Mead to 
the out-of-state worker, urging the individual to return home 
to his or her Wyoming roots. The letter will direct the individu-
al to self-enroll on wyominggrown.org. The second method for 
enrolling is self-enrollment. Qualified individuals interested in 
a job can simply visit the website and click on the “upload re-
sume” button. These individuals also receive a letter from Gov-
ernor Mead. Following the submission of a resume, Wyoming 
Grown contacts the individual via telephone to determine the 
candidate’s specialty and the community to which he or she 
is interested in relocating. Wyoming Grown then connects the 
candidate with one of the agency’s personal recruiters in the 
community of the candidate’s choosing.

Since the launch of Wyoming Grown, individuals from 40 
states, Washington DC and four foreign countries have submit-
ted resumes to the program. Personal recruiters are working 
with over 200 active individuals and have already assisted 23 
individuals in finding employment in Wyoming. Placements 
have been in the public and private sector and include the 
legal, healthcare, marketing, and technology industries. Wy-
oming Grown is building a social media audience with Face-
book, Twitter and Instagram.
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Partnering For Success
To achieve workforce success in Wyoming, partnerships are of 
paramount importance.  They open doors, help organizations 
leverage funding, and facilitate desired outcomes; enabling gov-
ernment at all levels to serve its citizens. 

The E&T Division administers a variety of federal and state pro-
grams and systems, through its AJCs, which serve unique seg-
ments of Wyoming’s population. The Division’s primary goals, in 
these programs, are to help eligible individuals and families ad-
dress employment and training needs and obtain life skills, which 
will empower them to achieve self-sufficiency and increased earn-
ings. WIA was partnered with many of the E&T Division programs 
to accomplish these goals. During PY 2014, DWS programs that co-
ordinated were: Wagner-Peyser (WP), Trade Adjustment Assistance 
(TAA), DADS Making a Difference, Personal Opportunities with Em-
ployment Responsibilities (POWER), Migrant Seasonal Farmwork-
ers (MSFW) and the Monitor Advocate System, Work Opportunity 
Tax Credit (WOTC), Federal Bonding, Supplemental Nutrition As-
sistance Programs - Employment and Training (SNAP E&T), and the 
Senior Community Service Employment Program (SCSEP). In addi-
tion to those that have been mentioned, DWS partnered with nu-
merous other organizations and programs, at the state, local and 
federal levels, to determine workforce strategies and carry out ac-
tivities, according to the Department’s Integrated Workforce Plan. 
Among the Division’s partners were: the Vocational Rehabilitation, 
Unemployment Insurance, Enforcement, Research and Planning, 
and Quality Assurance Divisions of the Department of Workforce 
Services; various agencies within ETA; Wyoming Department of 
Family Services; the Social Security Administration; Wyoming De-
partment of Corrections and related service providers; Veteran’s 
Administration; Job Corps; educational and skill-attainment enti-
ties including: the Wyoming Department of Education, Communi-
ty College Commission and local colleges, the University of Wyo-
ming, Wyoming’s secondary schools and local school districts, and 
other educational providers; the Wyoming Department of Admin-
istration and Information; Economic Analysis Division; Chamber of 
Commerce; and drug and alcohol rehabilitation centers and other 
clinics. These partnerships have been critical factors in offsetting 
the dwindling resources that have been available through WIA 
and achieving the goals of the Department and the E&T Division. 
The ongoing challenge is to obtain cooperation and funding from 
multiple sources, which have similar goals and objectives; to en-
able more people and organizations to be served. These partner-
ing efforts are described briefly in following paragraphs.

One of Wyoming’s workforce goals is to encourage the backbone 
of Wyoming – local communities and their stakeholders – to invest 
and get involved in workforce strategies, as stated in its Integrat-
ed Workforce Plan.  This is greatly facilitated by the partnerships 
that the E&T Division and DWS have with the Wyoming Workforce 
Development Council (WWDC) and Youth Council.  These organi-
zations worked with employers, individually and through industry 
partnerships, to identify new employment opportunities.  Training 
and credential attainment were planned as part of these efforts, 
to enable workers to become qualified for available employment 
opportunities.  Through industry partnership collaborations, DWS 
and WWDC brought together employers, employees, economic 

development entities, training programs, local workforce centers, 
community organizations, and other key stakeholders. This was 
done around the common purpose of improving the competi-
tiveness of a sector by addressing development, recruitment and 
retention challenges. Wyoming has fostered a number of these 
partnerships and will continue to do so moving forward.  Industri-
al partnerships will play a key role in identifying employers’ needs, 
job opportunities, and educational requirements in the future. 

Trades Industry Partnership:
As a result of a significant gap in the number of needed trades-
men throughout the state, employers, associations and training 
providers came together to form The Trades Industry Partnership 
in  April, 2015.  This Committee is comprised of 11 core partners 
including one state senator, Department of Education, Commu-
nity College Commission, Department of Workforce Services, Wy-
oming Construction Coalition, Wyoming Trucking Association, 
Wyoming Contractors Association, Wyoming Electrical JATC, SAGE 
Truck Driving Schools, Simon Contractors, and Powder River HVAC.

Interested stakeholders came together to leverage resources 
in addressing the workforce shortage in the trades industries 
through: education, recruitment and industry awareness.  Tre-
mendous progress has already been made with the successful 
launch of a website, BuildOurWyoming.org, intended to generate 
interest in and provide easy access to the trades.  Designed and 
maintained by the Wyoming Department of Workforce Services it 
is also linked to wyomingatwork.com to fulfill every facet of the 
career pathway, from industry opportunities and available train-
ing options to meaningful employment.

Technology Industry Partnership:
As a result of increased demand in the technology sector in the 
southeast corner of the state, Cheyenne Leads, DWS, and em-
ployers are in the infancy stage of forming a Technology Industry 
Partnership.  The group met with 37 area technology employers 
and discussed the type of skills and training needed to meet their 
demand, and the challenges they are facing with the lack of work-
force.  The group is currently looking at a programing school to 
meet some of the need.  

The WWDC worked with the Governor and DWS to again host an 
annual workforce summit in PY 2014. The summit directly benefited 
employers and organizations that serve them. Multiple government 
agencies, non-profit, and private organizations used the summit as a 
means to meet with employers and initiate opportunities for services.

Because of the state’s concern for safety the summit has been ex-
panded in recent years, to include an emphasis on safety in the 
workplace.  Wyoming has also provided grant monies for those em-
ployers who want to establish or improve their own safety programs.

At the local level, employers considered other AJC services help-
ful, too.  For instance, they regularly used workforce center facil-
ities to meet with worker groups, interview prospective employ-
ees, and hold meetings.  DWS’ assistance with on-the-job training 
helped limit the costs that were borne by employers, and the 
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Department helped employers obtain workers for hard-to-fill 
positions.  Also, DWS, working with its partners, hosted regular 
employer information seminars, which were coordinated with the 
AJCs, in communities throughout Wyoming.  Examples of the pro-
ductive employer seminars provided by DWS are those that were 
carried out by the Laramie Workforce Center and partners during 
PY 2014.  The following topics were covered.

RECRUITING THROUGH EFFECTIVE JOB DESCRIPTIONS
The topic was how to write an effective job description. In this 
workshop employers obtained information about what job seekers 
look for in a job description and how to attract the right candidate 
for the position. The employers also learned common flaws of writ-
ing a job description, and were provided with effective examples.

EMPLOYER REPORTING FOR UNEMPLOYMENT INSURANCE AND 
WORKER’S COMPENSATION
The seminar included a general overview and topics requested at sig-
nup. Possible areas of discussion: employer reporting requirements 
for Unemployment Insurance (UI) and Workers Compensation (WC), 
how to report owners/family members based on business type, out 
of state employer reporting requirements, how to fill out UI/WC or UI 
only summary reports and wage listings, reportable wages, the dif-
ference between independent contractors and employees, amend-
ing reports, and reporting fringe benefits for UI and WC.

BEHAVIORAL BASED INTERVIEWING
The Behavioral Based Interviewing and Rubric Assessment Work-
shop provided employers with information, guidance, and tips for 
interviewing and evaluating job applicants.  Employers were able 
to take back to work a variety of methods and techniques to use 
when hiring their next star employee!

LABOR STANDARDS
This informational workshop, provided by the Labor Standards Di-
vision, covered programs administered by Labor Standards (Fair 
Employment, Resident Contractor Certification, Wage and Hour, 
Child Labor and Prevailing Wage), and the relationship between 
the Equal Opportunity Commission and Labor Standards Division.  
This was excellent educational and eye opening information.

Wyoming’s AJCs worked with local Chamber of Commerce organi-
zations and the community college system, and were represented 
on the community college advisory boards.  They provided public 
service announcements through local and statewide media, and 
initiated activities with organizations in contiguous areas of oth-
er states.  Both workforce center management and staff members 
were engaged in these efforts, as illustrated by the following activi-
ties that were carried out by the Cheyenne Workforce Center during 
the year – which are typical of activities carried out by all Wyoming 
AJCs.  The AJC manager coordinated with the Chamber of Com-
merce to research and develop action steps to meet the needs of 
a qualified workforce in southeast Wyoming.  The committee they 
formed devised surveys to gather data and hold a SWOT (Strengths, 
Weaknesses, Opportunities, and Threats) meeting.  Also, the center 
participated in a Red Carpet opening for new businesses in the 
area and Business-After-Hours events.  As is often the case with 
these types of initiatives, the workforce center manager chaired 
the particular committee that was sponsoring the activities.  The 

AJC, which maintains active participation on the advisory board of 
the local Laramie County Community College, collaborated with 
the college for Career Month in April 2015.  Events included work-
force readiness workshops, such as Getting LinkedIn and Career 
Fair Prep, and Employer Panels.  Also, the workforce center hosted 
a variety of customized employer recruitment events at the center.  
In addition, the Cheyenne Workforce Center, like other workforce 
centers in the state, partnered with the Department of Corrections, 
to arrange employer visits to promote employment and engaged 
in activities to support the Wyoming Grown program.

Other approaches were also used by the E&T Division and its AJCs 
to bring employers and workers together.  Through Work Oppor-
tunity Tax Credits (WOTC), DWS encouraged employers to hire in-
dividuals with barriers to employment, including Veterans, public 
assistance recipients, ex-felons, individuals with disabilities, and 
high risk Youth. The main objective of this program was to enable 
the targeted employees to gradually move from a culture of eco-
nomic dependency into one of self-sufficiency as they earned a 
steady income and became contributing taxpayers.  At the state 
level, the E&T Division worked with the Department of Family Ser-
vices on the WOTC program, and also partnered with the Social 
Security Administration, Department of Corrections, the UI Ben-
efits Section, and the Veterans Administration.  Information and 
technology specialists in the State of Wyoming’s Department of 
Enterprise Technology are working with DWS on a system that will 
automate WOTC applications, streamline determinations, and fa-
cilitate easier reporting of outcomes for the program.

The WOTC program worked closely with the Federal Bonding pro-
gram, also managed by the Department, to target eligible candidates 
that experienced multiple barriers to self-sufficiency, which result in 
higher than average unemployment numbers. The Federal Bonding 
Program specifically assisted candidates who had felony records, his-
tories of drug/alcohol abuse, poor employment histories, were dis-
honorably discharged from the military or had poor credit histories.

With regard to Dislocated Workers, the Rapid Response Program 
served employers and employees where announced business 
closures and layoffs were occurring; where aversion efforts were 
unsuccessful.  During the program year, Rapid Response was con-
ducted by the local workforce centers, in coordination with the 
Unemployment Insurance (UI) Division, and community services, 
to assist affected employees, as requested by employers.  Also, a 
Programs Team working group continued to explore ways to bet-
ter track, serve, and identify training needs of affected employees 
from layoffs and closures, for reemployment.  One of the things 
that occurred was that during Rapid Response sessions, staff mem-
bers were asked to have individual workers register in Wyoming at 
Work, enter the Rapid Response code in the system, and write a 
case note in their file if they attended a Rapid Response workshop, 
or were a Dislocated Worker as a result of a layoff or closure.  Case 
managers who met Rapid Response participants after the work-
shops, for training inquiries, etc., were asked to use this process.   

In order to help keep Youth in school, the AJCs utilized multiple part-
nerships and programs during the program year.  Details of these 
efforts are discussed in the “Overcoming Barriers to Employment” 
and “Making a Difference through WIA” sections of this report.



16

A Success Story...
The Riverton and Lander Workforce Centers have been 
working together with the new operator of the Wind River 
Job Corps Center, Management & Training Corporation, to 
both aid them in getting people hired to staff the facility and 
in working with the students attending the center. 

The Wind River Job Corps Center (WRJCC) construction 
was completed in early May of 2015 and the new operator 
was named shortly thereafter. The two workforce centers had 
long been working with Gloria Poston, Job Corps Recruiter 
for CHP International, which has the recruiting contract for 
this area. CHP and the Department of Workforce Services 
(DWS) began talking in January about placing a recruiter in 
the Riverton Workforce Center. Since the center is located in 
Fremont County near Riverton, it made sense to have a local 
recruiter in the Riverton area. CHP indicated a need for space 
in the Riverton area and the Workforce Center was able to 
provide them space to place their recruiter at the Riverton 
Workforce Center. Orion Morris was hired by CHP and be-
gan getting his office set up at the workforce center in March. 
The understanding was that he might move his office to the 
Job Corps Center once an operator was named and on site.

In late April, the Riverton Workforce Center Manager, Burl 
Gies, accompanied a local team that included Sandy Barton, 
WRJCC Local Planner, Chris Valdez, Central Wyoming Col-
lege President, Lynne McAuliffe, Workforce Development 
Dean for Central Wyoming College, and Dr. Kristin Benson 
with Fremont County BOCES to Washington DC to meet 
with Wyoming’s Congressional delegates and attend the Na-

tional Job Corps 50th anniversary celebration.  At the event 
they were able to meet with several of the operational bidders, 
who were waiting to hear the U.S. Department of Labor’s 
announcement of the WRJCC’s new operator.  While several 
companies competed for the bid, Management and Training 
Corporation (MTC) was the successful bidder and that was 
announced in early May. With the new operator in place the 
next milestones were getting the staff hired and in place at 
the center as they needed to start taking students in August 
2015.  As soon as MTC was on the ground in the area, the 
workforce centers made contact and offered their services in 
hiring individuals for their openings. Hiring events were held 
at the Riverton Workforce Center in late May, which was fol-
lowed by another hiring event at the Lander Workforce Cen-
ter later in the same week.  The hiring effort continued for the 
next month or more.  Staffing is now nearly complete.

Students began arriving at the center in early August 2015 
and will continue, each month, until the full on-board strength 
of 260 residential and 40 non-residential students is met. The 
Riverton and Lander Workforce Center staff continue to aid 
the human resource personnel at the WRJCC in hiring indi-
viduals for open positions. Staff will be offering other assis-
tance at the center as more students are enrolled and the WR-
JCC staff initiates local advisory boards and requests DWS 
services, in assisting students with job search skills to become 
employed. This partnership with the WRJCC will evolve into 
a great partnership to lift youth out of poverty by gaining ed-
ucational and vocational skills to enter the workforce. The 
workforce centers may assist some of the local graduates with 
further training opportunities through the Workforce Innova-
tion and Opportunities Act (WIOA) program.

Overcoming Barriers to Employment
In PY 2014, as indicated in its five-year Integrated Workforce Plan, 
an Employment and Training Division goal was to help remove bar-
riers to successful employment, for Youth, Adults, and Dislocated 
Workers; some of whom experienced multiple challenges and little 
success in the workplace.  Overcoming barriers to employment was 
also part of the Governor’s vision for Wyoming.  Employment barri-
ers affect employment entry, successful job retention and earnings 
potential.  Individuals served by the Division were usually those 
who were most in need of services among Wyoming’s citizens.

The E&T Division again relied on proven strategies and partner-
ships to overcome barriers, by identifying needs, empowering 
participants, and leveraging costs.  Frequently, the provision of 
intensive services pointed to the need for training, in order to 
overcome existing barriers, because eligible participants were un-
able to find suitable employment based on the intensive services 
they received.  Supportive services were also provided, as needed, 
to enable the participants to successfully complete training and 
obtain employment.  Following, are some approaches that were 

successfully employed by the E&T Division in PY 2014, to remove 
or overcome barriers.  These are also examples of partnerships in 
action, working with the WIA program.   

Some of the barriers that were addressed for Adults were: outdat-
ed or non-existent skills; low income; being a Veteran; ex-offend-
er; older worker; limited English efficiency; chronic unemploy-
ment, and homelessness.  Skill needs also existed for Wyoming’s 
Dislocated Worker population, including the displacement of 
homemakers who were forced into the role of becoming the fam-
ily breadwinner.  Another challenge for Dislocated Workers, as 
well as for other Adults, was to obtain work that provided a livable 
wage when starting over in the workplace.
 
Being a Veteran is not automatically regarded as being a barrier to 
employment except as described by Veterans Program Letter (VPL) 
03-14 which adds specific eligible Veterans or spouses as being 
identified with a significant barrier to employment (SBE).  However, 
it is recognized that customers in this category face a number of 
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challenges that become barriers.  The E&T Division extended Pri-
ority of Service to all Veterans that it served during the program 
year, and worked to appropriately address individual barriers that 
they faced.  Disabled Veterans’ Outreach Program (DVOP) special-
ists specifically provided services to eligible Veterans and eligible 
spouses who were (1) age 18-24, (2) a special disabled or disabled 
Veteran, (3) homeless, (4) recently separated and unemployed 27 or 
more weeks of the prior 12 months, (5) an offender who had been 
released from incarceration within the last 12 months, (6) lacking 
a high school diploma or equivalent certificate or (7) low income.

Continued emphasis was placed on serving the needs of Veterans.  
This was done through Priority of Service in each American Job 
Center (AJC), as well as initiatives such as the Gold Card Program 
and the Veterans Administration (VA) Veterans Retraining Assis-
tance Program, which ensured certain targeted Veteran groups 
received priority for training and employment services and op-
portunities.  For the Gold Card program, post 9/11 Veterans, upon 
identification to AJC staff, received intensive services to assist 
them in obtaining employment.  Initial services were followed by 
follow-up contact monthly, for six months or until they became 
employed.  Through the Veterans Retraining and Assistance Pro-
gram, eligible Veterans were able to apply for up to 12 months of 
occupational training.  Upon completion, DVOPs assisted those 
Veterans with job search and placement services.
 
Veteran job seekers were identified through the intake process 
upon entering an AJC.  The initial point of reception verified the 
following Veteran status:

• Self-attested SBE
• A special disabled or disabled Veteran as defined in 38 

U.S.C. 4211(1)
• Homeless, as defined in Section 103(a) of the Stewart B. 

McKinney Homeless Assistance Act (42 U.S.C. 11302(a))
• A recently-separated service member, as defined in 38 

U.S.C. 4211(6), who is currently long-term unemployed 
(i.e., unemployed for 27 or more consecutive weeks with-
in the last 12 months)

• An offender, as defined by WIA Section 101 (27), who has 
been released from incarceration within the last 12 months

• Lacking a high school diploma or equivalent certificate
• Low-income (as defined by WIA Section 101 (25)(B))
• Age 18-24 

Veterans initially assessed by Wagner-Peyser staff as having any of 
the aforementioned criteria, were referred to the DVOP for com-
prehensive assessment and the provision of intensive services. 
These specialists assessed client needs and determined eligibility 
for the appropriate occupational skills or educational program, 
and determined appropriate funding sources.

The Department of Workforce Services (DWS) has refocused its 
efforts through the AJC’s, by ensuring that all eligible Veterans 
received the maximum priority of services. This included employ-
ment, training, and placement services in job training programs 
and opportunities. AJCs provided a myriad of labor exchange ac-
tivities for employers and eligible Veterans.  They provided for the 
delivery of core, intensive, and training services, as well as imple-

menting required performance measures established to evaluate 
services provided to Veterans.

Both the Local Veterans Employment Representative (LVER) and 
DVOP staff were fully integrated into the labor exchange activities 
of the AJCs throughout the state.  With the one-stop delivery sys-
tem, there was co-location of a variety of public agencies within 
many of the AJCs, i.e., Department of Family Services (DFS), Oc-
cupational Safety and Health Administration (OSHA), Job Corps, 
Workers’ Compensation, Vocational Rehabilitation, Senior Em-
ployment Service grantees, and other agencies that provided 
Wyoming Veterans with the ability to access services and receive 
“hands-on” personalized assistance.
 
The AJC staff coordinated and facilitated the participating partners 
in the one-stop centers to promote employment, training and place-
ment services to Veterans. The AJC’s goal was to continue building 
strong community systems, by expanding and further solidifying 
the established working relationships with the local business com-
munity and qualified Veterans. AJCs worked to continuously ex-
pand their partnership base and identify viable new partners within 
their regions, to meet the needs and interests of their clients.
 
DVOP and LVER staff members are part of, and fully integrated into, 
the labor exchange activities of the American Job Center (AJC) net-
work and fall under the same personnel rules with all other state 
employees.  They are included among the AJC partner staff, which 
consists of all staff employed by programs or activities operated by 
the AJC partners listed in 29 U.S.C. 2841(b) that provide online and/
or in-person workforce development or related support services, as 
part of the workforce development system.  Other AJC partner staff 
members include staff of WIA, WP, and network partner programs.
 
Some of Wyoming’s AJCs do not have permanent DVOP/LVERs. 
Veteran outreach services conducted by DVOPs are provided in 
person or by phone when necessary. Employer outreach services 
conducted by LVERs are provided in person or by phone. By net-
working and working directly with Unions, Bureau of Apprentice-
ship and Training, Veteran’s Organization and supporting job fairs, 
job opportunities for Veterans were enhanced.
 
Networking within the state was done at job fairs, WWDC meetings, 
local Chamber of Commerce meetings, Wyoming Business Council 
meetings and in many other groups that provide employment ser-
vices to Veterans. Outreach activities and public information was 
provided through numerous expositions, job fairs and association 
conventions held throughout the state along with employer con-
tacts for job development and job placement matches. Partnerships 
are strong with the Veterans Administration and state Vocational Re-
habilitation offices, homeless programs, reintegration organizations 
and F.E. Warren Air Force Base, for transition assistance and reintegra-
tion. For example, the Cheyenne Workforce Center has close associa-
tion with F. E. Warren Air Force Base, which is located in the communi-
ty. The workforce center manager serves as a member of the military 
affairs committee.  “Hire the Veteran” public service announcements 
and electronic billboard advertisements have been provided to en-
courage employers to hire Veterans. They have also worked in the 
Wyoming-Colorado Regional Partnership-Regional Consortium, 
to hold regional job fairs and other events, for Veterans and other 
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workers, to bring them into contact with employers. The fall job fair 
brought together 94 Veterans, 347 non-Veterans, and 50 employers. 
Furthermore, a partnership between Laramie County Community 
College, the Airman & Family Readiness Center, and the AJC helped 
military members make an easier transition into jobs that align with 
their skill sets and interests outside of the military, which has a posi-
tive economic impact on the community and the State of Wyoming.

DVOP and AJC staff participated in these events to promote services 
available to Veterans. All Veterans that came into an office had a per-
sonal interview with DWS staff, to cover opportunities and determine 
if any significant barriers to employment warranted a referral to the 
DVOP. Case management may have been required to assist Veterans 
in making employment decisions. Both DWS and the State of Wyo-
ming websites have a Veterans’ page with a listing of Veteran services.

The Veterans program supported state strategies through im-
plementation of federal guidance for Veterans Employment and 
Training Services and integration into the state workforce agen-
cy, based on the Jobs for Veterans State Grant FY 2015-2019. The 
Veterans Employment and Training Program Manager received 
training specific to the program through seminars, phone confer-
ences and other means by U.S. Department of Labor personnel 
and other workforce experts. The Program Manager, in turn, ad-
vised AJC personnel and others regarding the program, to insure 
continuity of operations and service. Furthermore, regular phone 
conferences occurred for DVOP and LVER staff.

As mentioned earlier in this report, Veterans were also assisted 
through the WOTC program, which encourages employers to hire 
them.  Furthermore, the AJCs planned and participated in coop-
erative job fairs for Veterans.

One group which faced significant employment barriers was 
composed of workers who made less than a self-sufficient wage.  
Despite recent successes of welfare reform, many challenges still 
existed, including: parents who, upon leaving public assistance 
for work, earn too little to support their families; some families 
have left public assistance, or been dropped from there, without 
self-sufficient employment; and many families that remain on 
public assistance have very serious barriers to employment.

The E&T Division successfully partnered with the Wyoming De-
partment of Family Services (DFS) in PY 2014, to serve individuals 
and families facing these challenges.  One successful partnership 
between the E&T Division and Department of Family Services was 
in the TANF Work program, also known in Wyoming as Personal 
Opportunities with Employment Responsibilities (POWER).  The 
POWER Work program is a cash assistance program that provides 
employment focused services to families, with dependent chil-
dren, as they work towards self-sufficiency.   
 
DFS Workers and DWS Case Managers partner in providing POW-
ER program services.  DFS Workers manages the eligibility deter-
mination process; referring participants to DWS Case Managers 
for POWER Work program services.
 
DWS Case Managers provide individualized, intensive services 
through the development of Individual Responsibility Plans, used 

to promote growth toward responsible, productive and self-suffi-
cient individuals in Wyoming.
 
POWER begins with intense assessments that focus on each indi-
vidual and their circumstances. Many participants often require 
preparatory services before addressing employability training.  The 
application of fundamental life skill training is provided to ensure 
that once employment is achieved, it can be sustained, allowing 
the family to grow and thrive without governmental program as-
sistance.  These services include personal and family stabilization, 
child care and transportation maintenance, time management, 
multi-generational/parenting support and personal budgeting. 
 
Employability services include skill and interest assessments, 
attendance at local workforce center workshops, practice inter-
views, work search assistance, and work experience opportunities, 
as well as short term and long term employment goal planning.
 
In May of 2015 the POWER Participation Matrix was implemented. 
The Matrix provides a step by step infrastructure for POWER pro-
cesses and services. It streamlines case management procedures 
and reduces time spent on administrative tasks while assuring 
meaningful and consistent service delivery state wide. 
 
The E&T Division also supports co-enrollment of TANF/POWER 
participants with WIOA and Department of Vocational Rehabili-
tation through the internal referrals. Participants can receive spe-
cialized support from these programs while continuing to receive 
cash assistance, enhancing the probability of long term success.  
 
Federal reporting for the POWER program is measured in a partici-
pation rate, which is defined as the rate the state engages families 
receiving cash assistance while participating in countable work 
activities.  Two participation rates are measured.
 

• All Families rate – mandated to meet 50 percent 
• Two-Parent Families rate – mandated to meet 90 percent

 
As of September 2015, participation rates for the program year of 
October 2014 to September 2015 averaged 75.3 percent for All Fam-
ilies and 81.3 percent for Two-Parent Families. During the period, the 
E&T Division provided POWER services to an average of 146 families 
per month; 128 single parent families and nine two parent families.
 
The E&T Division continued to receive TANF funds from DFS to op-
erate the successful Dads Making a Difference Program (DADS), a 
training-to-work program for low income fathers, who experience 
multiple barriers to self-sufficiency.  In PY 2014, each participant in 
the DADS Program was provided with certified training in the high 
growth areas of commercial truck driving and welding, earning in-
dustry recognized credentials and entering the workforce at wages 
well above the self-sufficiency level.   Along with vocational train-
ing, the DADS participants also received life skills training through 
nationally recognized curriculum such as Financial Football, which 
is the result of a partnership between Visa and the National Football 
League, and the Getting Ahead principals from Aha! Process, Inc. 
which is curricula that helps individuals who come from chronically 
unstable environments, learn how to build resources and econom-
ic stability for themselves, their families, and their community.  The 
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group also received life skills training in the areas of co-parenting, 
healthy relationship development, and work readiness skills.

Since the beginning of the DADS program in 2007, a major compo-
nent of the program continues to be the strong focus on communi-
ty involvement and giving back.  These specific activities are identi-
fied by, planned, and executed by each group of dads.  During PY14 
the community service activities involved volunteering at the YMCA 
by cleaning out and organizing their warehouse and completing 
improvements to the gymnasium, raising money for, and walking 
for the American Cancer Society’s Relay for Life, building a float and 
participating in the Cheyenne Christmas Parade, organizing a family 
fun day to raise money for UPLIFT, and providing general labor to 
several other organizations that called requesting assistance.
  
Because most of the DADS participants experience multiple barri-
ers to self-sufficiency, it is often not possible for them to sacrifice 
long work weeks at entry level wages in order to participate in a 
time intensive, full-time training program.  In order to make this 
program financially feasible for them, they are co-enrolled in the 
WIA/WIOA program which can assist with emergency supportive 
service needs that may come up during participation.   

In PY 2014, the DADS Program served over 44 fathers both during 
program participation and through one year of follow-up ser-
vices.  Eighty-six percent of them were ex-offenders, many with 
child support responsibilities.  The program finished the year with 
a successful completion rate of 83 percent, a job placement rate 
of 100 percent, and an average starting wage of $17.25 an hour.  
This wage is significantly higher than the federal minimum wage 
and the lower living standard wage.

With regard to individuals with disabilities, DWS continued to use a 
productive internal partnership to serve their needs.  This partner-
ship is between the Division of Vocational Rehabilitation (DVR) and 
the E&T Division.  DVR maintains an active presence in most of the 
local AJCs, where workers are served within the one-stop system.  
DVR representatives also travel to the other centers where a con-
tinuous presence is not maintained.  Services for individuals with 
disabilities are provided based on coordinated plans and needs.

During the program year, customers were referred between each 
Division. Because of the proximity of each organization within one-
stop centers, these referrals often occurred in person, as customers 
were introduced to each Division’s representative and services.

A variety of methods were used to leverage costs between DVR 
and the E&T Division.  For example, each organization may have 
paid for a portion of an individual’s training program, involving 
tuition, fees and books.  DVR also provided adaptive devices for 
some clients in training.  In addition, the Divisions coordinated to 
assist secondary school-aged students, on individual education 
plans (IEPs), to achieve their high school diploma or a high school 
equivalency education, as appropriate.

The two Divisions also served individuals with disabilities by 
partnering with the Department of Corrections (DOC), commu-
nity organizations, and other participating entities. For example, 
during PY 2015 the Divisions continued to work with numerous 

local agencies and businesses, to assist people with developmen-
tal disabilities and brain injuries throughout Wyoming.  The E&T 
Division continued its successful partnership with the Wyoming 
DOC to help offenders.  Coordination occurred at the state and 
local levels, with the overall purpose of helping individuals ages 
15 and older with criminal backgrounds, as well as those who are 
incarcerated, prepare to transition back into their communities.

One group that faces significant employment barriers is Wyoming’s 
seniors. As with the other groups described in this report, services to 
older workers were also addressed in the state’s Integrated Workforce 
Plan. The E&T Division coordinated with the Department of Work-
force Services’ Senior Community Service Employment Program 
(SCSEP), to provide services to older Adults who resided in Wyoming.  
Also, the E&T Division served older workers through WIA, as Adults 
and Dislocated Workers. In WIA, the older workers were afforded the 
same types of services that were available to other Adult and Dislo-
cated Worker participants. Through SCSEP, services included compre-
hensive case management; employment training and up to 20 hours 
per week of part-time, subsidized community service assignments, 
or on-the-job training. The goal of these services was to transition 
participants from subsidized employment and training into full or 
part-time unsubsidized employment, earning a self-sufficient wage.

With regard to Youth served by the E&T Division, the Research and 
Planning Division reported on the need for this group to develop 
soft skills that will make them ready for the workplace and en-
able them to compete for available jobs.  These are very import-
ant.  In addition, there are other critical factors that need to be 
addressed, in order to help them successfully enter and remain 
in the workforce.  These include: giving them clear objectives at 
work, helping them feel like they are important, providing men-
tors in the workplace, creating group-based activities and oppor-
tunities to connect with peers, and understanding and appreci-
ating proper recognition.  These and other important factors are 
succinctly summarized in an article entitled, “Here’s How to Deal 
with Millennials Who Aren’t Ready to Face Real Challenges”, by 
Susanne Goldstein, “The Accelerator”, published August 17, 2012, 
and republished in Business Insider. 

In the “Millennials” article, the author points to evidence that indi-
viduals in this age group are often so close to their parents, “they 
haven’t been given the chance to learn how to do things by them-
selves... they’re never given the opportunity to lose nor to create 
their own “wins”. Parents, who mean well have, in many cases, 
removed so many obstacles, their children have never faced fail-
ure. Add to this their social world, where kids spend so much time 
asking each other for advice or other help, through “texting, Face-
book-ing and in group chats... Their dependence on the crowd for 
decision-making has left many without a critical skill needed for 
independence and success in both work and life.” Ms. Goldstein 
states that this is where the crux of the problem lies for many.  “As 
they enter the world of work many don’t know how, or where, to 
start when given an assignment. Without the collective voice of 
the crowd helping them, or their parents telling them what to do, 
they don’t feel secure in their decision about what to do. This paral-
ysis leads to feelings of anxiety, and worthlessness. For many, these 
overwhelming feelings are so intense that their only solution is to 
quit, and they have no reason not to – because their history has 
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not taught them how to get through tough times on their own.” 
The author then lists three critical factors, which are recognized by 
many experts in the field, and how they can be addressed. These 
factors link into the work of DWS with Youth. They are:

1.  Millennials Need to “Feel” Heard and Want a Spot at the Table 
Problem: Millennials have been told since childhood that they are 
outstanding and they believe it, whether they are or not. Because 
of this, they think that they should be included in influential levels 
of company planning and decision-making no matter their posi-
tion or title. In fact, many Millennials believe they should be in posi-
tions where they can be creative and have their ideas highly valued.

Company Solution: The idea of “working your way up” is not part of 
Millennial thinking. Companies need to find ways for Millennials to 
feel like they’re being heard. Managers should take responsibility 
for detailing specific objectives that, when accomplished success-
fully, will earn the worker a spot closer to the decision-making table.

Millennial Solution: Know that you’ve been hired for a reason. Know 
that your ideas are valid and useful - but only in the right and appro-
priate setting. Keeping these two things in mind will allow you to learn 
how to actively listen and know when to speak up – because timing is 
everything. If you have a HUGE idea during a meeting, and the timing 
isn’t optimal, write it down. Hold it until you know the timing is right.

2.  Millennials Need Mentoring 
Problem: Millennials are used to being a member of a tribe, not 
independent thinkers. They are used to the multitude of voices 
that constantly surround them, and are accustomed to constant 
input and feedback. They are not good at accepting criticism – it 
makes them get defensive and want to quit.

Company Solution: Companies who successfully integrate Millen-
nials into their workforce will put in place one-on-one mentoring 
programs where young workers can have a higher-ranking em-
ployee to consult with and get the frequent feedback they desire. 
This relationship should be structured—perhaps beginning with 
daily contact and evolving into a weekly meeting. Give individu-
alized, honest feedback. They’ll accept the good and feel terrific. 
They’ll hear the bad and be devastated. Help them learn that the 
criticism is constructive and encourage them to do better next 
time. Talk about the elephant in the room.

Millennial Solution: We all know that you are socially-minded world 
changers who want see things happen at warp speed. Here’s the 
rub. You’re no longer plugged into the collective. Use your mentor 
as a conduit to what’s going on and as someone to bounce ideas 
off of so you don’t feel so alone. Consider him/her your work confi-
dant, and don’t be afraid to ask the wrong questions.

3.  Millennials Care More About Making Friends and Recogni-
tion, Than Money 
Problem: When asked what they “want” out of their job, many Millen-
nials respond that they want to a) make friends, b) get recognized 
for their accomplishments and c) not be like their parents who work 
all the time. They don’t necessarily understand the value of money 
because many of them have no experience with it, and yet, incredi-
bly dichotomously, they think they deserve to be highly paid.

Company Solution: Companies can be successful integrating Mil-
lennials into their workforce by creating opportunities for on- and 
offline connection with their peers. Find ways to capitalize on 
this “collective mind” by creating group-based activities that are 
work-related like incentive-based innovation contests. Workers 
connect, winners are rewarded, losers don’t get trophies and the 
company gains some potentially valuable ideas.

Millennial Solution: You’re right, money isn’t everything. But neither is 
recognition. And unfortunately most “work” is not about friendship 
and recognition. It is an exchange of work contribution and money 
between an employee and a company. It’s time for you to learn to 
find recognition inside of yourself, and not wait for someone else to 
tell you how great you are. Know that diligent work is vital. Do good 
work, and recognition (and perhaps even money) will follow.

DWS’ Youth Program worked to help participants overcome rec-
ognized barriers. As the report also demonstrates, the program 
has achieved some successes. The dwindling participation rate has 
been noted and greater effort will be made to increase involvement.

Examples of some efforts to overcome Youth barriers are given 
here, again using the Cheyenne Workforce Center to illustrate 
how all AJCs worked. The center engaged Youth by providing a 
number of individual work components that gave participants 
practical experience in areas of interest. By developing these 
areas of interest and learning what schooling was required, the 
Youth became better prepared to make more informed choices 
regarding their academic future. Also, these work experiences 
helped the Youth develop the soft skills and orientation that are 
so important at work, including communication skills, depend-
ability and promptness, enthusiasm, proper work attitude, team-
work, networking, problem solving, critical thinking capability, 
and professionalism. They were also provided with mentors to 
assist them. The Cheyenne Workforce Center gave a presentation, 
during the summer of 2015, to educators from around the state, 
at a summer teacher’s conference. This presentation was in part-
nership with the Adult Career and Education System (ACES) to 
discuss the center’s individual programs, enrollment procedures, 
services offered, and changes from the general equivalency di-
ploma (GED) tests to the high school equivalency tests (HISET). 
Workforce specialists performed judge duties at the local Future 
Business Leaders Association event, to give feedback on develop-
ment of soft skills for workforce readiness. A workforce special-
ist participated on the Laramie County Community Partnership 
Committee, to help advocate for the Homeless Youth Initiative. 
Part of this included participation in the annual Homeless Youth 
Resource Fair, to help Youth overcome barriers to becoming 
self-sufficient for employment or education. The workforce cen-
ter’s Youth and business team planned and implemented its sec-
ond annual Youth Job Fair in March 2015, which included up to 15 
Youth friendly employers and a similar number of local organiza-
tions that offer Youth services and / or volunteer opportunities. 
A Youth workforce specialist also recently began participating on 
the Quality Improvement Committee that was formed, with the 
goal to gather local organizations that serve Youth  and / or hard 
to serve populations; the purpose of which is to unite organiza-
tions in a common setting, so ideas, updates, and agendas can be 
exchanged, to better assist all of our target populations.
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Making a Difference through WIA
Through its PY 2014 WIA program, the E&T Division was able to 
serve 22,343 participants, of which 21,686 were Adults, 140 were 
Dislocated Workers, and 507 were Youth. As in previous years, 
among these sub-populations there was some carryover between 
participant groups.  For example, some Youth were also served as 
Adults.  Services for participants in each of the three categories 
were provided in Wyoming’s 20 AJCs, as planned.  The centers are 
located strategically throughout the state.  

The total number of participants served was an increase of nearly 14 
percent above the number served in PY 2013. Some of that increase 
was attributable to the number of Adults who self-served during the 
year, which also was up over 14 percent. There was also an increase 
of 7.8 percent in the number of Adults who received staff assistance 
and a 12 percent increase in the number of Dislocated Workers 
who were served.  However, the number of Youth who were served 
dropped. The decrease in the Youth program follows on the heels 
of a similar decrease experienced in PY 2013, when the number of 
Youth was only 86.7 percent of the 686 that were served in PY 2012. 
The PY 2014 total was only 73.9 percent of the PY 2012 level.

One possible explanation for the drop in Youth customers could 
be that continuing economic improvements caused some to go 
directly into the workforce, without assistance from WIA.  While 
this was true, it is considered a minor factor, as overall Youth em-
ployment continued to dip downward, and was actually at its 
lowest point in the last 10 years, as pointed out by Research and 
Planning in its annual report.  Also, individuals living at or below 
the poverty level in the state actually increased during the period 
of PY 2000 and PY 2013, as attested by the U.S. Census Bureau.  
Therefore, the potential population from which to recruit clients 
has increased with the population. 

Something else that may have contributed to a reduction in the 
number of Youth served, was a temporary reduction in Youth case 
managers during the year, which was caused when positions be-
came vacant as a result of personnel changes in the E&T Division.  
Another reason could have been the difficulty experienced in find-
ing out-of-school Youth to serve; which is a WIA program emphasis.  
Finally, there is a considerable amount of evidence pointing to the 
dynamics of today’s Youth, as illustrated in the Susanne Goldstein 
article that is described in “Overcoming Barriers to Employment”, as 
a factor that hurts their entry and continuing progress in the work-
force.  These dynamics frequently move Youth away from – rather 
than toward – employment.  It may also have inhibited their interest 
in WIA; a condition that can be successfully addressed if recognized.

In PY 2014, Wyoming’s AJCs offered WIA core, intensive and train-
ing services for Wyoming’s Adult, Dislocated Worker, and Youth 
workforce populations. In general, when determining the needs of 
workers, the E&T Division followed a process that first offered core 
services to the workers, followed by intensive services, and then 
training services as needed. All were meant to facilitate an eventu-
al outcome of unsubsidized employment for each worker served.

The E&T Division’s core services included: job search and place-
ment assistance, appropriate career counseling, employment 

statistics and labor market information, information on demand 
occupations throughout Wyoming, job listings and related skill 
requirements and earnings information, initial assessments of 
skills, aptitudes, and abilities, and worker outreach among others.  
Intensive services, which required staff participation, included:  
comprehensive assessments of skills and service needs, devel-
opment of individual employment plans, individual and group 
counseling, career planning, case management, short-term pre-
vocational services – such as communication, learning, interview-
ing, and personal maintenance skills, and work experience. 

The Division’s training services were provided to eligible individ-
uals who were unable to find employment through the use of 
intensive services.  As in previous years, the services were based 
on strengths, resources, priorities, concerns, abilities, capabilities, 
interests and informed choices.  As workers or employers iden-
tified a skills need, the E&T Division facilitated access to training 
activities through one of its programs and partner relationships.  
PY 2014 training services again included:

• On-the-Job Training (OJT) – OJT is a program provided 
occupational skill training with a local employer which 
can lead to full-time employment.  It allowed a chance to 
learn while earning a wage;

• Work Experience – A planned learning experience that 
helped to gain knowledge about the working world.  Its 
goal is to develop the skills and knowledge needed to 
obtain employment;

• Occupational Skill Training – Formal training from an 
educational institution that develops the necessary skills 
for obtaining employment; and

• Customized Skill Training – A structured training pro-
gram, organized by one or more employers, to develop 
needed skills for specific occupations.  These programs 
may be a combination of classroom training and OJT 
experiences.

AJCs helped Veterans find employment and training opportuni-
ties through WIA, which provided services that increased skills 
for Adults and Dislocated Workers – including eligible Veterans.  
WIA offered education and job training programs which helped 
to overcome employment issues faced by Veterans in a changing 
work environment.  They were helped to acquire skills for demand 
occupations, including the acquisition of skills to work with new 
technology.  It provided the training and support to help Veterans 
and their families become more self-sufficient.
 
As required by WIA, AJCs assessed Veteran’s needs, interests, abil-
ities, motivation, and their potential for successfully completing 
the program.  An Individualized Employment Plan (IEP) was de-
signed for the Veteran, allowing full use of available services.  The 
services may have included work readiness skills, such as, inter-
viewing tips or resume writing, employment counseling on the 
existence of available career opportunities, and the education 
and training needed to successfully obtain a job.  Basic skill edu-
cation, such as, studying for the high school equivalency tests or 
completion of a high school diploma, was also rendered.
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To overcome the challenges related to longer-term post-second-
ary education needs, workforce specialists continued to use WIA 
resources to pay for tuition, books, and fees for clients.  Also, they 
referred them to other agencies or programs, such as the Division of 
Vocational Rehabilitation for partnering assistance. Individuals were 
encouraged to apply for FAFSA & Pell funds, that worked coopera-
tively, or in place of DWS funding.  Sometimes, clients utilized their 
Pell & FAFSA awards up front, when a four-year degree was being 
pursued, and then came back to the AJC during the last two years of 
their degree, to seek assistance.  This was particularly true for Adult 
clients, whereas Youth participants were usually assisted monetarily 
by DWS during the first two years of their post-secondary educa-
tion, depending on the length of the program. Clients were typically 
required to report monthly to a DWS workforce specialist regarding 
their educational experience and needs. Also, grades were moni-
tored.  Regular use of the Hathaway scholarship and other grants.

For the health care and social service industry, particular empha-
sis was again placed on providing trained nurses.  Some of these 
were started as certified nursing assistants and then they pro-
gressed upward in the industry from there.  The agency continued 
to coordinate with nursing programs at Wyoming’s community 
colleges and the University of Wyoming.  Training was also provid-
ed for individuals in other demand occupations in the industry.

For some nursing programs and other occupations that required 
longer-term post-secondary education, one option was to enroll 
participants concurrently for associate’s degrees and bachelor’s 
degrees, and provide assistance toward obtaining both degrees, 
by helping the clients budget resources and utilize available 
funding sources, within prescribed limits.  For example, workforce 
specialists used WIA funding to help individuals obtain a nursing 
associate’s degree, which enabled them to become immediately 
employable.  The workforce specialist then would make appropri-
ate referrals to other community resources, to assist them with 
the whole financial picture and with options to achieve their goal 
of greater security and opportunities in employment. 

The E&T Division worked to help its out-of-school customers ob-
tain basic skills, through its cooperative relationships with the 
community colleges and other service providers. Basic skill test-
ing was done at the colleges and also at many of the DWS one-
stop centers.  DWS or the Adult Education (AE) Program assessed 
client needs through TABE testing, which determined the client’s 
capability and readiness for success in training and coursework, as 
well as the client’s potential for long-term positive consequences.

The Division continued to facilitate training opportunities, 
through WIA and other programs for positions as certified welders, 
diesel mechanics, commercially-licensed drivers, and electricians, 
etc. for the mining and construction industries, for job openings 
that occur as a result of replacement needs and industry growth.  
Economic data indicated promising opportunities for those who 
have these skills.  For example, operating engineer jobs in the 
mining industry do not require education beyond a high school 
diploma or high school equivalency.  Also, there continued to be 
a great need for truck drivers in Wyoming and to work over the 
interstate highway system.  Commercial driver licenses could be 
obtained within a few weeks and at a relatively low cost.  The Divi-

sion took every opportunity to help Wyoming workers overcome 
basic skills deficiencies, to be ready for these and other positions, 
and advance within the chosen industries. 

With regard to Youth, the PY 2014 program was again based on 
10 elements or services that were considered essential to Youth 
participants.  These were: (1) tutoring, study skills, training and in-
struction leading to completion of secondary school – including 
dropout prevention strategies; (2) alternative secondary school 
services, as appropriate; (3) summer employment opportunities 
that are directly linked to academic and occupational learning; 
(4) paid or unpaid work experiences, including internships and 
job shadowing; (5) occupational skill training; (6) leadership de-
velopment opportunities, which may include community service 
and peer centered activities encouraging responsibility and other 
positive social behaviors during non-school hours; (7) supportive 
services; (8) Adult mentoring for the period of participation and 
a subsequent period, for a minimum of 12 months; (9) follow-up 
services for no less than 12 months after the completion of par-
ticipation; and (10) comprehensive guidance and counseling, 
which may include drug and alcohol abuse counseling and refer-
ral.  Each of Wyoming’s AJCs makes these 10 elements available to 
all WIA Youth according to planned strategies between the Youth 
and their case managers.

As stated in a previous paragraph, Youth participants were usual-
ly assisted monetarily by DWS during the first two years of their 
post-secondary education. Also, clients were required to report 
regularly to a DWS workforce specialist regarding their education-
al experience and needs, and their school progress was monitored.
 
Youth were frequently referred to programs such as Youth GEAR 
UP (Gaining Early Awareness and Readiness for Undergraduate 
Programs) in preparation for post-secondary education.  With re-
gard to GEAR UP, the Employment and Training Division referred 
Younger Youth (7th to12th grade) to the Department of Educa-
tion for this program, a federally-funded, statewide grant that 
provides services to 2,000, income-eligible students each year. 
The goal of the program was to increase the number of eligible 
students who are prepared to enter and succeed in post-second-
ary education, a goal accomplished by providing academic sup-
port, college preparation, and family services, as well as educator 
training and school improvement initiatives.

The E&T Division did not operate a comprehensive Summer Youth 
Employment Program in PY 2014, due to a lack of funding. Neverthe-
less, DWS coordinated with the Youth Council and other partners to 
initiate and provide valuable opportunities that would enable Youth 
to gain important skills and experience through the Council’s discre-
tionary expenditures and through other work experience and activ-
ities. During the year, the Youth Council contracted with five entities 
to provide CTSO services to Youth across Wyoming. These were:

• Wyoming Association of DECA was provided with $1,133 
to assist with the expenses of its yearly State Career 
Development Conference.  Invoices and final reporting 
indicated a successful program.

• The Wyoming Association of Skills USA received a contract 
for $1,133 for its State Leadership and Skills Competition.
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Success Stories...

The Rawlins Workforce Center and the Carbon County 
Higher Education Center recently recognized five indi-
viduals from Carbon County who graduated from the 
KickBack Youth Program. The program is a collabora-
tion between the two centers that provides employment 
training, life and work readiness instruction, and high 
school equivalency diplomas to at-risk Youth, ages 16-
21, in Carbon County.

“Hard work and dedication truly pay off,” said Rawlins 
Workforce Center Manager Annette Mello. “This gradua-
tion marks not only an important academic milestone; it is 
an achievement that opens the doors for continued success 
and an even brighter future.”

The students participated in a variety of workshops during 
the period of April through June 2015. Twenty-five differ-
ent topics were covered, including financial planning, goal 
setting, respect, public speaking, résumé building, mock in-
terviews, and even general housework. The presenters were 
Sara Deist and Peggy Wilson, workforce specialists from 
the Rawlins Workforce Center, representatives of the Car-
bon County Higher Education Center, and individuals from 
various other organizations.

This contingent was the first class to complete and graduate 
from the program.  “This was a tremendously rewarding pro-
gram; we learned as much from our students as they learned 
from us,” said Dave Throgmorton, Executive Director of 
the Carbon County Higher Education. “We are proud of our 
five students who have earned their high school equivalency 
(and of the two following on their heels).”

~ ~ ~ ~ ~

The Sheridan Workforce Center also concentrated on 
helping Youth achieve self-sufficiency through its Out-of-
School Youth Scope program. The Sheridan/ Johnson Coun-
ty Opportunity Project for Education (SCOPE) program 

was a vital organization within the Sheridan Community, 
with which the Sheridan Workforce Center partnered for 
12 years. Unfortunately due to unforeseen circumstances 
SCOPE, a non-profit organization had to dissolve. Howev-
er, the Sheridan community understood and valued SCOPE. 
It had witnessed its success rate during those years and was 
very disheartened when the news spread that SCOPE was 
being discontinued.
 
DWS and community partners recognized that a sim-
ilar program needed to be implemented to help guide 
this population so they could gain their self-sufficiency 
and have an opportunity to reach their highest potential.  
Sheridan DWS with the support of the WIA program 
manager, Mike Griffin, took action and began develop-
ing a program to meet the needs of these at risk Youth. 
In the fall of 2013, Sheridan Department of Workforce 
was able to create a new program, Out-of-School Youth 
Scope, which led these participants to self-sufficiency 
with support from the Wyoming Department of Family 
Service, the former SCOPE board, and local businesses 
and non-profit organizations.
 
OSY Scope’s purpose is to assist high school dropouts, ages 
16-21, in attaining self-sufficiency in work and life, by earn-
ing their High School Equivalency Certificate (HSEC) and 
improving their employment skills and life skills.  In PY 
2014 this program continued to provide an opportunity to 
connect these Youth with post-secondary education and em-
ployment opportunities.

WIA has been the funding source for OSY Scope.  WIA 
funding paid for HSEC testing and fees, HSEC instruc-
tion, supplies, a stipend for participants and specific 
presentations within the curriculum, as necessary.  This 
program would not have been a success without the do-
nation of the classroom from the Sheridan Department 
of Family Services office and the many donations from 
local businesses and non-profit organizations.  Examples 
of recent Scope successes are described in featured sto-
ries in this report.

~ ~ ~ ~ ~

The Riverton and Lander Workforce Centers continued 
to experience good outcomes in their work with Native 
American Youth. This was done by partnering with tribal 
and local organizations, both on and off the adjacent reser-
vation. In addition, these workforce centers have increased 
their partnership with Job Corps, by actively embracing 
the new Job Corps center and its programs in Riverton 
area. This development is also described in a featured sto-
ry in this report.
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A Success Story...
Meeteetse, a town in Park County, Wyoming with an esti-
mated 2013 population of 332, is located more than 30 miles 
from the nearest city. Because of the town’s small size, many 
of its Youth had traditionally found work in other locations. 
However, the commute to work represented a significant 
cost to the Youth and their families. Also, it increased the 
potential for safety issues, and took the Youth away from the 
community every workday. Younger Youth, under age 16, 
had virtually no employment opportunity in Meeteetse. The 
Town of Meeteetse wanted to resolve these problems and 
connect its Youth to the community in a meaningful way.

Out of concern for the Youth, the Meeteetse Youth Work 
Program (MYWP) was established six years ago, for the 
purpose of providing Youth with local work opportunities. 
The program has continued to be a great success, as indi-
cated by Angie Johnson, the MYWP Board Treasurer, in her 
report for the recently completed year.

For PY 2014 a total of 17 Youth (ages 14-17) were approved 
for participation and 14 employers provided the work sites 
for these Youth. Total hours worked as of July 31, 2015 for 
all of the Youth came to 2,550!  The worksites included three 
ranches, and one each of the following types of businesses 
and other organizations: a lawn care service, motel, antique 
store, museum, visitor’s center, café, dog kennel, senior 
center, branch library, the Town of Meeteetse, Meeteetse 
Recreation District, Meeteetse Conservation District and the 
Meeteetse schools.

Worksites focused on Youth building and work readiness 
skills, including but not limited to, showing up on time, stay-
ing busy, communicating effectively with supervisor and 
co-workers, communicating needs for time off, scheduling, 
cell phone etiquette, filling out and turning in time sheets, 
receiving pay checks, and other soft / administrative skills. 
Work duties included a lot of customer service work at many 
of the locations, taking orders, serving food, greeting custom-
ers, answering telephones, showing products, running a cash 
register, running age appropriate hand and power tools, paint-
ing, mowing, weed trimming, raking, providing directions and 
information on local events / services in the town and coun-
ty; building and mending fences, irrigating and various other 
farm / ranch work – including work with livestock, where ap-
propriate – working with children and seniors in various pro-
grams, upkeep and maintenance duties, animal care / kennel 
cleaning, and a variety of administrative and clerical duties.

The budget for the program year came from three primary 
sources:  a Wyoming Workforce Development Council grant, 
a Wyoming Community Foundation pledge, and a business 
registration fee. None of the budget was used for administra-
tive purposes. It was used entirely to provide work experi-
ence for the workers. Youth were not required to be eligible 
for WIA to participate in the program. However, WIA assist-

ed, where possible, to enable work opportunities to occur. 

In addition to the regular budget, donations were made by 
a number of the employer organizations, which wanted to 
provide extra hours of work for Youth after the budgeted 
amount had been exhausted. This served the purposes of al-
lowing the organizations to contribute to the program finan-
cially, enabling the Youth to continue working until school 
started, to earn more money and continue building skills. 
Also, it enabled the organizations to show a commitment to 
Youth who had done good work for them.

In-kind services for the administration of the program were 
provided by the Town of Meeteetse. These included, but 
were not limited to hiring the Youth (who had to provide all 
required documentation prior to approval and hiring), pre-
paring, serving and collecting worksite contracts with the 
employers, providing Worker’s Compensation coverage for 
all of the Youth employees, all payroll functions including 
collection of time sheets from worksites, preparation and dis-
persal of pay checks, withholding, etc. Youth and employer 
orientations were also coordinated by the town with the as-
sistance from the Department of Workforce Services, through 
the Cody Workforce Center, and the MYWP Board. The town 
coordinated the board meetings and provided all material 
needed by the Board for these meetings. These services were 
significant in terms of being able to administer the program, 
the cash value of which was determined to be $2400.00. 

Other in-kind services included the following:  Meeteetse 
Schools sent out and collected survey information from 
worksites and Youth at the end of the summer program; 
Meeteetse Schools also provided the computer lab for the 
Youth to get registered in wyomingatwork.com, do applica-
tions, complete resume’s, and provide contact information 
and job interests; DWS provided staff on a set day and time 
to assist the Youth so that most or all of them completed this 
work at the same time; and the school provided the facilities 
and equipment to enable the employers to mass interview 
the Youth (like a mini job fair process) and for the business 
meeting. Employers were required to attend the business 
meeting in order to sign a contract. The meeting covered all 
of the child labor law issues and was presented by a repre-
sentative of the DWS Wyoming Labor Standards Division.

The Meeteetse Youth Work Program is an excellent ongo-
ing example of people and organizations coming together to 
solve real problems for their Youth. A primary reason for the 
continued success of the MYWP is the total commitment that 
is given to the program by the participating partners: they 
developed the program, they own it, and they run it!  They 
are dedicated to the success of Meeteetse’s Youth. They be-
lieve in building work readiness skills and good work ethics 
in these young workers that will enable them to get a jump 
on the competition individually, and allow them greater op-
portunity to succeed in the workforce when they are adults. 
The community is gearing up for next year’s program.



25

• The Youth work program was conducted by the Town 
of Meeteetse with the $10,000 provided by the Youth 
Council.  Previous surveys indicated that 50 percent of 
the employers hired the Youth following the program 
completion.  The primary soft skills learned among Youth 
were effective communication, record keeping, and 
customer service.  Similar feedback is expected for the 
program conclusion this year.  Participant feedback can 
be viewed at youtube.com/watch?y=M57YpvHkn2g.

• Wyoming Future Business Leaders of America requested 
and received $1,133.  However, matching funds could not 

be found for this project.  As a result, these funds will be 
released to the budget;

• The Cathedral Home for Children, Laramie was provided 
with $5,828.11.

Numerous local activities and programs were also carried out 
to assist Youth customers.  For example, the Rawlins Workforce 
Center, in partnership with the Carbon County Higher Education 
Center, initiated the successful KickBack Youth Program, to meet 
the needs of out-of- school Youth.  The program is described in a 
related story in this section.

Cost Analysis
Table 5 provides the PY 2014 WIA financial statement for Wyoming’s 
programs. Total expenditures from this statement were used to cal-
culate average participant costs. However, in order to obtain the 
other average costs that are presented in this analysis, expenditure 
periods were chosen that matched the time periods from which 
corresponding performance data were drawn for the WIA Annual 
Report, ETA Form 9091. This was done to insure that the average 
costs pertained to the actual outcomes being presented in the re-
port. Each of the analysis periods began in PY 2013 and ended in 
PY 2014. Comparative cost averages are illustrated in Figure 5. 

Cost Per Participant – Adult and Dislocated Worker expendi-
tures pertain to participants who served themselves, in addition 
to those who received staff-assisted services.  In PY 2014, a total 
of 21,813 combined participants were served, at an average cost 
of $108.57.  The PY 2014 average cost per participant was an in-
crease over the PY 2013 average by nearly 35 percent.    

With regard to Youth, the data does not include participants who 
served themselves.  In PY 2014 a total of 507 combined In-School 
participants and Out-of-School participants were served by staff, 
at an average cost of $2,719.17, which is a 6.4 percent decrease 
from the PY 2013 average expenditure.

Cost per Entered Employment – The reader is directed to Figure 
5 for trends pertaining to the average costs for performance. With 
regard to the Entered Employment rate, a total of 149 Adults were 
employed in the first quarter following their exit from WIA, at an av-

Table 5:  WIA Financial Statement

erage cost of $9,432.64 per participant. This was a 16.2 percent de-
crease, compared to PY 2013, and was the lowest average expen-
diture for Adult entered employment since PY 2011. The average 
cost for Dislocated Worker exiters, who entered employment in the 
first quarter following exit, continued to rise. The PY 2014 average 
was $8,202.96, which was just over a percentage point above the 
PY 2013 cost. The average cost to successfully place a Dislocated 
Worker in employment has steadily risen over the past six years.
 
Cost Per Retained Employment – Of the Adults who were em-
ployed in the first quarter following their exit from WIA, a total of 
184 retained employment during the second and third quarter after 
exit, for an average cost of $8,875.27.  The average cost for the 53 Dis-
located Worker participants who were retained in employment was 
$8,652.85.  In PY 2009, the average cost of employment retention for 
Adults and Dislocated Workers was combined.  Therefore, to show a 
trend for the years PY 2009 through 2014 a combined retention cost 
was obtained for PY 2014, which was $8,825.53.  From PY 2010 to 
PY 2012, the combined cost of employment retention steadily de-
creased, as shown by Figure 5.  The PY 2014 cost represents a signif-
icant increase over the amount expended in PY 2012 and PY 2013, 
and a 2.6 percent increase over the PY 2011 cost.  However, it is still 
much below the average retention costs for PY 2009 and 2010.

Cost per Placement in Employment or Education – As one of 
its Youth performance measures, the E&T Division calculates the 
number of Youth who were placed in employment (including the 
military) or were enrolled in post-secondary education and/or 
advanced training/occupational skills training in the first quarter 

Figure 5:   Cost Analysis of Selected WIA Program Outcomes
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after the exit quarter.  These are Youth who were not enrolled in 
education at this level, or in employment, at the time they first 
became WIA participants. For the measurement period, 173 par-
ticipants became employed or enrolled, at an average cost of 
$8,279.88.  This was a decrease of 4.2 percent from the PY 2013 
average cost, and was lower than any of the other average Youth 
placement costs for the trend years.

For Wyoming’s Adult and Dislocated Worker special populations, 
performance outcomes were affected considerably by small pop-
ulations in the denominators and numerators.  Therefore, they 

were excluded from consideration of the effects of average costs 
on performance.  Even then, however, there isn’t a clear correlation 
between reduced cost and negative performance or increased 
performance.  Other factors, such as greater attention to record 
accuracy, improved partnering and follow-up work, etc. also had 
an effect on performance.  A review of the overall performance 
outcomes in Figures 7, 8, and 9 – compared to the average costs in 
Figure 5, show this lack of correlation.  These results lend support 
to the idea that the quality of the services provided, or the provi-
sion of other services, to these groups may be even more import-
ant than the financial outlay in projecting performance results.

State WIA Case File Monitoring Activities
In 2014, the WIA monitoring sampling process, first used in 2011, 
was utilized. This sampling process has allowed for a structured 
random sample that is statically valid. DWS again found this 
new process to be of great value. This sample was enhanced this 
year to add a component to verify there are enough files pulled 
in the sample to represent the file population of the office. This 
was implemented to make sure each office was being monitored 
as effectively as possible in order to identify potential issues and 
provide the appropriate level of technical assistance. To go along 
with the sampling process, a new report for center managers was 
used again that assists them in seeing trends in the data collected 
during monitoring. Each office develops a corrective action plan 
based on the information collected. Each plan is then reviewed for 
effectiveness in addressing the deficiencies and is approved by the 
WIA Monitor and Program Manager. Each file has always received a 
monitoring report specific to that case, detailing the compliance or 
deficiencies found in the file. The new report helps the center man-
ager see the overall picture for the office and requires the office to 
collaborate with administration to address compliance issues. 

Figure 6 outlines the essential elements being monitored and the 
summary results for the files monitored.  The E&T Division has im-
proved in many areas due to the attention to detail given by Case 
Managers and exceptional technical assistance from the Program 
Manager. Positive Services were not charted for PY 2013, so it isn’t 
visible on the graph as a comparative result.  The agency has im-
proved eligibility verification, Youth follow-up activities and pre 
and post testing.  Additional training has been developed for case 
file documentation. The Division’s training group has been creat-
ing training modules to address issues identified in monitoring. 
The training modules are accessed through an online training site 
the State of Wyoming provides for its agencies.  

The methodology for the sampling process is an adaptation of the 
model for the Unemployment Insurance Tax Divisions’ algorithm 
that is federally mandated for that program. This algorithm allows 
DWS to do a truly statistical random sample from the pool of indi-
viduals that were in WIA at any point during the previous program 
year. Algorithm details are located in Table 6. An adjustment in the 
final sample, added to the sample the algorithm selected if there 
are not enough files for an acceptable representation of an office’s 
files. An example is: if it is identified that the algorithm only pulled 

Figure 6:   State Monitoring Results

one file for a location, files are added to create a solid sample that 
allows the review to more accurately portray potential trends.

WIA Performance
WIA Performance is only calculated and reported for participants 
who receive staff-assisted services.  One of E&T’s continuing goals 
is to equal, or exceed, the performance levels it negotiated with 
the Employment and Training Administration, in accordance with 
Wyoming’s State Plan.  Another goal is to accomplish continuous 
improvement in each area that is measured.
  
E&T Division teams and AJC staff accomplished a number of 
things during the program year that have the potential for im-
proving short-term and long-term performance.  These include: 
Wagner-Peyser state policy updates; standardization check lists 
for job orders and certain other processes; implementing a new 
version of Wyoming at Work; continued data cleanup in Wyoming 
at Work; negotiating WIA and WP performance outcomes with 
ETA; Jobs for Veterans State Grant (JVSG) Refocus; initiating new 
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criteria in Wyoming at Work for identifying migrant and seasonal 
farmworkers (MSFWs); and various other accomplishments.

An important ingredient in assuring quality data was the E&T Di-
vision’s coordinated data cleanup efforts, which continued in PY 
2014.  Emphasis was placed on cases where improvements could 
still be timely made.  This effort also included staff education and 
focused assistance to workforce specialists who needed addition-
al assistance in this area.

The E&T Division continued to provide services to employers 
through the AJCs and the Wyoming at Work system, to improve 
employment entry and employment retention.  Through WIA, 
WP and other programs, E&T Division business representatives 
worked to ascertain employer needs for workers. Increased effort 
was exerted to match job seekers with job openings that are post-
ed in Wyoming at Work, particularly for position that have long-
term employment potential.  Also, the E&T Division has increased 
its efforts to follow up with job seekers successfully matched and 
with job openings posted by employers.

Workforce specialists sought good training opportunities and 
meaningful credential attainment for workers, through the use of 
labor market data and industry partnerships, which would help 
secure long-term, unsubsidized employment.  Also, workforce 
specialists utilized their positions to link workers with individual 
opportunities, through planned work experience and training, 
which had potential for achieving long-term employment.

WIA Waivers 
The Workforce Investment Act, at section 189(i)(4), provided in-
creased flexibility to states and local areas in implementing re-
forms to the workforce development system in exchange for state 
and local accountability for results, including improved program-
matic outcomes.  In PY 2014, as in previous years, Wyoming had 
three active waivers, which were extended by ETA, for its regular 
program under WIA Title I-B.  These waivers are instrumental in 
maintaining and improving performance.  They were:

• Waiver of the funds transfer limit between Adult and 
Dislocated Worker Programs;

• Performance waiver that allowed the Division to concen-
trate on common performance outcomes for ETA; and

• Subsequent eligibility waiver for Approved Training 
Providers.

Fund Transfer Waiver – Fund Transfer Waiver:  This waiver allowed 
the E&T Division to transfer funding between the Dislocated Work-
er and Adult programs during the program year, to allow local ar-
eas to respond to the particular needs of their customers and la-
bor markets. This waiver has benefited the E&T Division because 
of the uncertainties, caused by Wyoming’s boom – bust economy, 
national recessions, and the constantly changing needs of partici-
pant populations. For example, during the three years prior to the 
recession, the percentage of Dislocated Worker participants varied 
between 2.7 and 5.5 percent of the total number of Adult and Dis-
located Worker participants that received staff-assisted services. In 
PY 2009, when the recession began in Wyoming, that Dislocated 
Worker percentage increased to 13.3 percent, but then climbed 

above 20 percent in PY 2010. The Dislocated Worker percentage 
has stayed above 20 percent through PY 2013. However, if the need 
occurred to serve more Adults and fewer Dislocated Workers – as it 
surely will, with continuing improvements in Wyoming’s economy 
and based on historical trends, this waiver allows that to occur.

Common Measures Waiver – This waiver allowed the Division to 
concentrate on outcomes for nine common measures, for ETA, in-
stead of the original 17 measures (i.e., 15 core measures and two 
ETA-designed customer satisfaction measures).  It has continued 
to facilitate easier understanding of the measures by staff, part-
ners and other interested customers who follow Wyoming’s WIA 
performance, by reducing the number of outcomes that are re-
ported.  Also, it is enabling the E&T Division to concentrate more 
on customer needs, which is a high priority. 

Subsequent Eligibility Waiver for Approved Training Providers 
– This waiver continued to allow the Division to postpone the im-
plementation of the subsequent eligibility process for Approved 
Training Providers, as described in the Workforce Investment Act, 
Section 122(c)(5) and WIA Regulations 663.530.   The waiver pro-
vided Wyoming with the opportunity to complete the design of 
its Eligible Training Provider website for the benefit of all partic-
ipants, training providers and service providers.  It allows them 
to view training information, eligibility status and on-line appli-
cation submission.  It also reduced the administrative workload 
and costs experienced by the Workforce Development Council, 
E&T Division staff, and training providers.  Feedback regarding 
the change continues to be positive. Training providers are con-
tinuing to partner with the council and the E&T division, which 
in turn is offering more training options to participants. Providers 
still must comply with rigorous initial application requirements 
which tend to weed out organizations and programs lacking the 
commitment necessary to providing quality training.

Performance Outcomes
The primary focus of the performance outcomes in this report is 
on the common measures for the overall Adult, Dislocated Worker 
and Youth populations served through WIA.  Wyoming does not 
currently rely on other performance outcomes, beyond the com-
mon measures, to determine the success of its WIA program.

With regard to customer satisfaction outcomes, which would nor-
mally be reported in Table A, the E&T Division did not use a unified 
approach to obtain customer feedback during PY 2014.  Therefore, 
no outcomes were calculated for this program year.  Historically, 
Wyoming used the American Customer Satisfaction Index (ACSI) 
to report customer satisfaction outcomes for WIA participants and 
employers.  The ACSI was prescribed by ETA through the PY 2008 
time period.  In PY 2009, DWS was granted the Common Measures 
Performance Waiver, which allowed the agency to concentrate on 
the nine common measures.  The waiver also enabled DWS to re-
search other options for assessing customer satisfaction.   

Management and staff sought customer feedback through a vari-
ety of means in PY 2014.  In the workforce centers, these included 
suggestion-feedback boxes, verbal solicitation of customer feed-
back, opportunities for customers to provide comments on Face-
book and Twitter, and handing out comment cards in the work-
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Table 6:   WIA Monitoring Case Selection

force centers, which enabled the customer to indicate the extent 
to which personal needs were met.  The feedback was shared 
with staff for purposes of commendation and improvement.  Fol-
low-up with individual customers was also done.  

DWS also utilized a customer survey in its Wyoming at Work sys-
tem, which enabled all types of customers to indicate how they 
used the system, and the extent to which their needs were met.  
The Department is considering greater utilization of this survey. 

The common measure outcomes are described and portrayed 
in detail, in the performance tables that are included near the 
conclusion of this report. They are identified alphabetically, as 
specified by ETA.  All required elements are reported uniformly, in 
compliance with Employment and Training Administration (ETA) 
requirements for the states. In addition to these regular Adult, Dis-
located Worker and Youth common measure outcomes, Veterans, 
Individuals who are receiving Public Assistance, Disabled Individ-
uals, Displaced Homemakers, and Older Individuals are included 
in the performance outcomes for PY 2014 as special populations.  

The performance results in this report also present a comparison 
between Adults and Dislocated Workers who received training ser-
vices, as opposed to those who received only intensive services. The 
comparison pertains to the common measure outcomes for En-
tered Employment, Employment Retention, and Average Earnings. 
These are found in Tables D and G respectively. The results are par-
ticularly useful when viewed for a period spanning multiple years.

Tables D and G also provide opportunity for comparing training 
and intensive service results against core service results, if the 
core service results were available.  However, no data were avail-
able this year for individuals who received only core services.
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Table L provides informative data for Adults and Dislocated Work-
ers, regarding 12-month Employment Retention and Earnings 
Increases, as well as Placements in Non-Traditional Employment, 
Wages at Entry into Unsubsidized Employment, and the relation-
ship between Training Received and the Participants’ Entry into 
Unsubsidized Employment.

Tables P and Q provide focused outcomes for Veterans, in addi-
tion to the Special Population, outcomes that are given for Adults 
and Dislocated Workers.  These outcomes pertain to Priority of 
Service, and the common measure outcomes as they apply to 
Post/911 Era Veterans and Tap Workshop Veterans.

The E&T Division relied considerably on the collection of UI wage 
record data, in determining performance outcomes.  To help iden-
tify those participants who may not be found in the wage records, 
the Department’s program staff utilized a data quality report 
(DQR).  Case manager’s followed up with clients who were identi-
fied, as well as related employers, to assure that missing data were 
entered into the system.

As with previous years, the Division negotiated performance goals 
with ETA for each of the nine common measures, and also for em-
ployment entry, employment retention, and average earnings in 
the Wagner-Peyser program.  Information about this negotiation 
process and the state’s goals may be found in the DWS Integrated 
Workforce Plan for the year.  Also, the final outcomes and nego-
tiated levels of performance are portrayed in the accompanying 
performance tables, near the end of this report.  

No goals were actually negotiated with ETA regarding outcomes 
for the special population groups of Adults and Dislocated Work-
ers.  However, the general negotiated levels for each category 
may be used as yardsticks, to illustrate how well Wyoming’s spe-
cial populations performance stacks up against the goals that 
were set for Adult and Dislocated Worker populations overall.  It is 
important to keep in mind that the denominators for these spe-
cial populations are often very small, which can have a profound 
effect on the outcome for a given measure, from year to year.

Some of the negotiated common measure levels were reduced 
– or increased – from PY 2013 to PY 2014, as a result of proposed 
ETA goals, Wyoming’s performance, and economic factors.  Again, 
in PY 2014, the state was required to achieve at least 80 percent 
of each negotiated goal, in order to avoid possible sanctions that 
could be imposed by ETA.  If the state was successful in achieving 
at least 90 percent of each negotiated goal, it would be eligible for 
available monetary incentives.

PY 2014 was another successful performance year for Wyoming’s 
WIA program.  As in PY 2013 and 2012, DWS exceeded the 90-per-
cent plateau in eight of the nine measures.  It also equaled the PY 
2013 achievement in the number of measures which surpassed 
the negotiated level.  A total of six measures achieved that lofty 
accomplishment.  The six measures that surpassed negotiated 
goals were Adult Entered Employment, Adult Average Earnings, 
Dislocated Worker Entered Employment, Dislocated Worker Aver-
age Earnings, Youth Placement in Education or Employment, and 
Youth Attainment of Degree or Certificate.

The two measures that achieved at least 90 percent, but were less 
than the negotiated level, were Adult and Dislocated Worker Em-
ployment Retention.  Both of these outcomes, at 97.5 percent and 
99.8 percent respectively, were very close to surpassing the goal.  
However, their failure to achieve the negotiated goals, plus the 
fact that they were lower than PY 2013 outcomes, mark these as 
areas for corrective action.

The one goal that did not achieve at least 90 percent, was Youth 
Literacy and Numeracy.  DWS had been successful in eclipsing this 
goal multiple times, in recent years and, as a result, the negotiat-
ed goal was boosted significantly higher.  However, the Division 
failed to make even 80 percent of that goal in PY 2014.  The final 
result was 72.8 percent.  Good performance, in the first quarter 
of the program year, was offset by lesser performance in the later 
quarters of the year, but particularly in the second quarter; when 
the outcome was only 10.0 percent.  The Literacy and Numeracy 
measure looks at the percentage of basic-skills-deficient, Out-of-
School Youth, who increased one or more educational function-
ing levels, based on authorized test results.   

Two vital components to the Division’s success in WIA, were the AJC 
staff and Wyoming at Work.  AJC staff members worked as business 
representatives and workforce specialists, who help workers and 
employers set and achieve their goals, through the use of WIA and 
other vital resources.  Wyoming at Work, an online job-matching 
system, brings together jobseekers and potential employers.  The 
Wyoming at Work system facilitates common data collection for 
many of the E&T programs.  The system is a work in progress that 
is continually updated, to keep up with new requirements and im-
provements that are requested by staff and administrators.  The up-
date of Wyoming at Work to version 15.3, provided added job seek-
er ability to see what job parameters match through graphics that 
show how closely they meet the job requirements. This version also 
added labor market information accessible by job seekers for areas 
all around the state, accessed through widgets, when they first log 
in.  Employers have the ability to add corporate branding to their 
personal profile pages to be viewed by job seekers, and have ac-
cess, through dashboard widgets, to job seeker’s résumés that they 
have viewed in the past, as well as a quick link to current job orders. 
Staff have the added ability to see their current case load or job or-
ders created through this same widget addition on the dashboard.
 

Figure 7:   Adult Common Measure Outcomes
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Adult Performance
One of Wyoming’s goals for its Adult population is placement in 
long-term, unsubsidized employment, to nullify the effects of un-
employment and the dole on individual participants, their fami-
lies, and society.  Entry into employment is an important indica-
tor of success.  However, because of that measure’s reliance on UI 
wage record data – which can portray a positive employment out-
come even when individual wages are low, real success in achiev-
ing this goal is determined by examining employment entry in 
conjunction with retention and average earnings, as well as other 
Adult measures. Wyoming had experienced a general decline in 
this measure since the pre-recession period, which needed to be 
addressed.  The PY 2014 achievement of 82.9 percent (102 per-
cent of the negotiated goal), is a reversal of that trend and cause 
for celebration.  (See Figure 7.)  Furthermore, the rate was only 1.5 
percent below the PY 2008 pre-recession rate. 

The PY 2014 Adult six month employment retention rate depart-
ed from its upward trend, by dropping 3.5 percent below the PY 
2013 outcome.  While the rate remains higher than retention rates 
in the recession, it is 8.7 percent below the 2008 retention rate.  
On the other hand, retention after 12 months continued to rise, as 
shown in Table L.  At 90.3 percent, it was 2.6 percent higher than 
the PY 2013 rate.

Adult average earnings continued their three-year upward trend, 
even eclipsing the previous high outcome for this measure, since 
2006, which occurred in 2011.    The overall rate was 7.2 percent 
higher than the PY 2013 average earnings outcome.  At $17,152 
for the six-month period, these earnings also compare well with 
the minimum wage and lower living standards, at $7,539 (for a 
40-hour week) and $10,795 respectively.
  
The Adult 12-month earnings increase outcome, shown in Table L, 
was also encouraging for PY 2014. This measure, which is calculated 
to show the increase or decrease that occurred between earnings 
in the third and fourth quarters following a participant’s exit from 
WIA, compared to earnings in the second and third quarters pri-
or to participation, indicates that Adults experienced and average 
earnings increase of $9,092, which is more than 37 percent higher 
than the PY 2013 outcome, at $6,619; an excellent accomplishment!

Table L data also shows important developments in training-relat-
ed employment and wages for those who were not employed at 
the time of participation, for the Adult program.  Training-related 
employment is covered later in this report.  With regard to those 
who were not employed at the time of participation, that rate – at 
$9031.00 – increased 29.6 percent from PY 2013.  The rate mea-
sures wages for the first quarter following the exit quarter.  While 
$9,031 for a three-month period may not sound like much mon-
ey, it represents an average income of about $3,000 per month, 
which is much higher than zero income at the time the individuals 
first began WIA participation, and the rate compares very well to 
the minimum wage and lower living standard rates. 
    
Table L shows that the E&T Division also experienced success at 
retaining Adults in employment at the end of 12 months, fol-
lowing their program exit.  The rate pertains to exiters who were 
employed in the first quarter following the exit quarter.  The 

12-Month Employment Retention Rate, at 90.3 percent, is a 3.0 
percent increase over the PY 2013 rate.  

The Non-Traditional Employment outcome in Table L is an indi-
cator of the percentage of participants who were placed in em-
ployment or a field of work for which individuals of the partici-
pant’s gender comprise less than 25 percent of the individuals 
employed in such occupation or field of work (see WIA Section 
101(26).)  The designation of Non-Traditional Employment may 
be made through the use of either state or national data, and the 
information can be based on any job held after exit and only ap-
plies to Adults, Dislocated Workers, and Older Youth who entered 
employment in the quarter after the exit quarter.  Both males and 
females can be in Non-traditional Employment.

Individuals who enter into Non-Traditional Employment are a 
small percentage of the overall population served.  The PY 2014 
rate was only 6.7 percent, which is only 0.1 percent below the PY 
2013 accomplishment.  However, that was still an increase of ap-
proximately 40 percent over the PY 2012 rate. 

With regard to outcomes for Adult special populations, all of the 
measures were again affected by small populations in the denom-
inator, which can cause considerable swings in performance and 
greatly affect predictability.  Nevertheless, an examination of the 
PY 2014 employment retention outcomes shown in Table C, when 
compared to PY 2013 outcomes, gives reason for discussion and 
possible corrective action.  Employment retention was down for 
each of the four categories: Public Assistance Recipients, Veterans, 
Individuals with a Disability, and Older Individuals, and the reduc-
tions for Veterans and Individuals with a Disability, at 17.6 percent 
and 33.3 percent respectively, were most noticeable.  On the other 
hand, some really good outcomes were achieved for entered em-
ployment, in each of the groups, as well as a couple of the average 
earnings outcomes.   Entered employment was especially gratify-
ing for Older Individuals, with an increase of over 42 percent, and 
for Veterans, which increased by 18.4 percent.  The 94.7 percent 
outcome for Veterans entered employment was excellent!

Older Individuals saw a 4.5 percent increase in average earnings, 
which is good.  In addition, there was a 5.3 percent increase in aver-
age earnings for Public Assistance Recipients.  Veterans average earn-

Figure 8:   Dislocated Worker Common Measure Outcomes
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A Success Story...

Dustin Kennedy was released from prison on August 14, 
2013. Prior to his release, he had been in and out of prison 
for his whole adult life. Since his release, he successfully 
met his treatment, probation and rehabilitation requirements 
dictated by the state. Unfortunately, his criminal record pre-
vented Dustin from being able to find work with a self-sus-
tainable wage and a working environment that supported 
his personal and job skills growth. 

After meeting Dustin, his case manager, Jamie Yellowtail, 

at the Sheridan Workforce Center, could immediately tell 
he needed workplace and professional guidance because of 
his questions related to today’s workplace. He was unsure 
of what he would be good at and what a healthy working 
environment looked like. So, Dustin and Jamie first started 
working on career assessments and identified an interest in 
Heating Ventilation and Air Conditioning (HVAC) instal-
lation. Because of his need for income to support himself, 
they decided to look into on-the-job (OJT) options.
 
Jason Reilly, owner of Total Comfort Heating and Air 
Conditioning was interested in providing an OJT opportu-
nity for Dustin, in order for him to become skilled in the 
trade and to make a positive contribution to the Sheridan 
community. DWS and WIA has been beneficial in helping 
employers, like Jason, to defray the cost of training new 
workers, and in supplying workers for positions that oth-
erwise would be difficult to fill.  As Dustin’s case manag-
er, Jamie assisted him by providing WIA financial support 
for his tools needed to do the job, reimbursing 29 percent 
of his wages for almost six months of the HVAC training 
process, and car repairs in order for Dustin to get to work 
every day.  Jamie maintained monthly contact with him to 
make sure he was doing well and to answer any questions 
he may have.
 
Dustin communicated that not only did he enjoy his job, but 
he was in a supportive working environment that made him 
feel like part of a team. Dustin finished his WIA participa-
tion in February 2015, but continues his employment at To-
tal Comfort Heating and Air Conditioning, and is thriving.

ings weren’t quite as good as they were in PY 2013, but still remained 
respectable at $17,385 after six months, which was higher than the 
earnings of Older Individuals and Public Assistance Recipients.

Dislocated Worker Performance
In PY 2014, Wyoming’s Dislocated Worker performance exceeded 
the negotiated goal in two of the three common measure out-
comes, and compared favorably with the PY 2013 outcomes.  The 
entered employment rate increased by more than 3.0 percent 
over the 2013 rate and the six months average earnings amount 
was $6,652 higher than it was for the previous year.  These were 
both great improvements!  

Dislocated Worker employment retention was again somewhat 
disappointing.  While it nearly equaled the negotiated level, it 
was still 2.6 percent below the PY 2013 outcome and 10.2 percent 
below the PY 2008 pre-recession rate.  The twelve month employ-
ment retention rate, at 89.1 percent, also slid below the PY 2013 
outcome; this time by 6.1 percent.  DWS will examine potential 
reasons for these reductions, in an effort to enable its Dislocated 
Worker clients to stay in the ranks of the reemployed.  The low rate 
for entry into unsubsidized employment related to training may 
have influenced the employment retention outcomes.  For Dislo-
cated Workers this was only 58.7 percent in PY 2014, which was a 

drop of over 5.0 percent below the PY 2013 rate.  Clearly, there is 
room for improvement in this area.

With regard to those Dislocated Workers who were not employed 
at the time of participation, the average wages earned in the 
quarter following their exit from participation was $8,972.  As 
with Adult participants, this outcome portrays wages for those 
clients who did not have earnings in the quarter they began WIA 
participation.  This could include the three Displaced Homemak-
ers who exited from the WIA program during the year.  
The 12-month earnings replacement rate, which compares com-
bined wages during the third and fourth quarters following 
participation, with earnings from the second and third quarters 
prior to participation, were up a bit from PY 2013.  The PY 2014 
outcome was $141, meaning that post program wages were that 
much higher than pre-program wages.
  
Dislocated Worker special populations, which are the same cate-
gories as those measured for the Adult program, with the excep-
tion of Displaced Homemakers, generally fared better than they 
did in PY 2013.  Again the denominator populations were small.  
The following categories achieved 100 percent outcomes:  Veter-
ans entered employment and employment retention (for five and 
six workers respectively); the entered employment rate for Indi-
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viduals with Disabilities (for three workers), and the employment 
retention rate for Older Individuals (for 10 workers).  Six Month Av-
erage Earnings for Veterans ($18,476), Individuals with Disabilities 
($18,868), and Older Individuals ($20,750) were also very good.  
For Displaced Homemakers, data were available only for the en-
tered employment rate, which was 66.7 percent (i.e., two out of 
three workers.)  The reader is directed to Table F, near the end of 
this report, for those outcomes.

Youth Performance
The program year for Youth WIA services ran from the beginning 
of April 2014 to the end of March 2015.  In preparation, the Divi-
sion negotiated with ETA, the outcomes for three Youth measures.  
These measures plus the negotiated level of performance were: 
Placement in Employment or Education (71 percent); Attainment 
of a [measurable technical or occupational] Degree or Certificate 
(69 percent); and Literacy and Numeracy Gains (40 percent).  The 
Division was able to achieve success by exceeding two of the 
three negotiated performance levels.

As described earlier in this report, the overall Youth literacy and 
numeracy rate plummeted in PY 2014.  The Department had suc-
cess in this area during PY 2012 and 2013, and also in PY 2009 and 
2010.  The generally rising outcomes in those years of success, 
portrayed by Figure 9, and particularly the comparatively supe-
rior achievement in PY 2013 – at 44.4 percent – led to a negotiat-
ed rate that was higher than any earlier achievement.  That 2013 
outcome was probably more of an outlier, rather than something 
that should have been consistently expected.  When the 29.1 per-
cent outcome for PY 2014 is compared against the PY 2012 out-
come, there is only a difference of 6.1 percent, compared to the 
15.3 percent difference between PY 2013 and PY 2014.

Wyoming’s Youth performance outcomes for placement in em-
ployment or education and attainment of a degree or certificate 
were satisfactory, but could be improved.  Placements increased 
by 1.3 percent while degree-certificate attainment was main-
tained in the mid-70 percentile area.  Although there was a 3.5 
percent decrease from the previous year, the outcome was still 
higher than the negotiated rate.

The special Youth populations may be the areas on which to con-
centrate, in order to regain increased momentum in accomplish-
ing Youth performance goals.  No outcomes were recorded for 
Veterans.  However, the PY 2014 outcomes for Public Assistance 
Recipients, Individuals with a Disability, and Out-of-School Youth 
were – almost without exception – lower than the PY 2013 out-
comes by sizable margins.  Out-of-School Youth saw a 4.5 percent 
increase in placements in employment or education.

Improved Opportunities for Employment through Training
As stated in Wyoming’s Integrated Workforce Plan, the Employ-
ment and Training Division and its partners have been working 
closely with employers to meet job replacement needs in all in-
dustries.  Training and credential attainment was planned as part 
of these efforts, to enable workers to become qualified for avail-
able employment opportunities and add skills to the workforce.  
The Division is dedicated to meeting the current needs facing Wy-
oming’s economy as well as future workforce demands.

The Division’s emphasis on training continues to be supported by 
data such as the WIA performance results portrayed in Figure 10.  
These results show that program participants who complete train-
ing tend to have a significantly better chance for employment 
entry, employment retention, and average earnings, compared 
to those who received only core and intensive services, based on 
trends for the past nine years.  The results are particularly notewor-
thy for employment entry during the recession and post-recession 
years, where the gaps between the two measures have been wide.

These results are not compared against results that may be avail-
able for individuals who did not receive WIA services offered by the 
Division.  Other factors to also consider are: clients who received 
only core and intensive services may have felt less need for assis-
tance in finding employment than those who received training; 
those who received training may have done so in a field where jobs 
were projected to be available, but there was no guarantee that 
the trained participants would be hired upon completion of train-
ing; not all individuals who started training successfully completed, 
because they dropped out of training or failed to pass their course-
work; and some of the workers who were trained obtained employ-
ment outside of the classification for which they were trained.

As shown in performance Table L, the outcomes for individu-
als who entered employment for which they were trained were 
mixed results in PY 2014.  Over 70 percent of the Adult program 
exiters entered employment that was related to the training they 
received through WIA.  This was an increase of more than 6.0 per-
cent over the PY 2013 training-related outcome.  However, train-
ing-related employment for Dislocated Workers, at 58.7 percent, 
was disappointing and shows a need for improvement.

Training services that were provided by the Division in PY 2013 
included subsidized on-the-job training, classroom training and 
customized training. In addition to WIA, training opportunities 
were available through TAA, Dads Making A Difference, SCSEP, and 
the WY Quality Counts! Programs. The Dads Making A Difference 
Program was described in an earlier section of this report. Trade 
Adjustment Assistance (TAA) is available to workers and other sec-
tors of the economy which have been certified as being negative-Figure 9:  Youth Common Measure Outcomes
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ly impacted by imports. As a partner of the workforce investment 
system, the SCSEP grantee and sub-grantee coordinated with the 
AJCs and programs under WIA, to provide services to older work-
ers. These included core services, referral to employment oppor-
tunities, and other services such as intensive and training services 
offered through WIA Title I programs. SCSEP training, such as com-
mercial driving, heavy equipment operation, and other types of 
skill training, has been successfully made available to older workers.
 
WY Quality Counts! provided grants and scholarships to licensed child 
care providers and their staff to subsidize the cost of attending train-
ing sessions offered in-state and out-of-state.  Scholarships were also 
offered toward attainment of an early childhood education degree, 
so that educated, skilled workers would remain employed in the child 
care industry.  This program contributed significantly to the potential 
for Wyoming workers to succeed in training and employment.

Success Stories...
William Dickerson was a Vietnam era Veteran that was a partici-
pant of case manager Pam Riendeau, of the Sheridan Workforce 
Center, in the Dislocated Worker program.  Bill had worked 
construction most of his life and was laid off for the season.  
His unemployment insurance was running out.   With his age, 
the physical demands of his current work experience was be-
coming a factor and Bill needed to continue to work to support 
himself and survive. Bill had the construction background and 
had been around trucking for most of his employment but had 
never received his CDL.  Bill wanted to obtain his CDL license 
and worked very hard at getting his CDL permit and passing 
his Department of Transportation physical examination.   Bill 
passed the CDL training in Casper, which was received through 
the Wyoming Contractors Association, and obtained his license.  
Pam then helped Bill on job searching and interview prepping.  
Bill obtained employment as a truck driver for a sanitation com-
pany and is receiving self-sustainable wages.

~ ~ ~ ~ ~

Michael Harris had worked for APW Wyott for five years when 
the plant was closed and relocated out of the United States. Mi-
chael was a brake press operator at APW Wyott. There were no 
brake press operator jobs in Cheyenne or elsewhere in Wyo-
ming when Michael was laid off.  He had also worked for APW 
Wyott for six months in 2000 as a laborer, but was laid off due 
to a slowdown in work. Michael’s other work experience was 
primarily as a laborer working for a local sanitation company 
and in laborer positions through a local employment placement 
agency. Michael had also worked in the food industry and was 
a kitchen manager for a local restaurant for two years. Michael 
quit school after ninth grade, but earned his GED when he was 
29-years-old. He had no other formal education or training, but 
had some transferrable skills from his job at APW Wyott to the 
field of truck driving. At APW Wyott, Michael had to adhere 
to and be knowledgeable in strict safety procedures. The field 
of truck driving requires that a driver must be safety conscious.
 

Michael’s case manager, Terri Wells, at the Cheyenne Work-
force Center, helped him become a dual participant in the 
WIA and TAA programs, which were jointly used to ac-
complish his training and employment goals.  Terri helped 
Michael hone his work interests through career interest as-
sessments, and assisted with his labor market research and re-
sume development, among other services.  She then facilitat-
ed his entry into training and helped him apply for a driving 
position with Gemini Trucking, while he was still in training.
 
Michael was the only one from his class hired. He credited 
this success in finding employment, especially a job in the 
oil industry, with Gemini Trucking, to two things: first, his 
work longevity at APW Wyott and the fact that his job at 
APW Wyott involved safety procedures; and second, Mi-
chael credits the skills he learned at the workforce center 
as being instrumental in helping him get this job. Michael 
attended workshops that focused on interviewing and com-
pleting job applications. Michael stated he used things he 
learned in these workshops while applying and interviewing.
  
Michael graduated from truck driving school on September 
12, 2014 and began his new job on September 22, 2014.  
During training he made $800 per week, but now makes 
a minimum of $1,000 per week equaling $25 per hour. He 
works evenings, so he looks forward to gaining seniority 
and moving up with the company and the ability to work 
day shifts. He stated he is enjoying his new career.

In PY 2014, the E&T Division and the Wyoming Workforce Develop-
ment Council continued to operate an efficient and effective process 
for approving training providers and programs, to be utilized by WIA 
and other program participants.  Most of the training opportunities 
were located in Wyoming.  However, the Division also continued to 
partner with approved training providers in other states.  The E&T 
Division’s web-based workshop scheduling option, in Wyoming at 
Work, also enabled the Division to coordinate more effectively with 

Figure 10:  Average Performance Outcomes, Trained vs. Non-Trained
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partners on training and other planned events of mutual interest.  
As events were scheduled by the Division or the partnering organi-
zation, they were readily available to other units that had access to 
the website.  This scheduling tool also allowed the organizations to 
register event participants on-line, view the names of all participants 
planning to attend, and receive real-time reports on attendance. 

Description of WIA Common Performance Measures and Oth-
er Important Measures Used By the Employment and Training 
Division, and Reported in Tables B – Q Of this Narrative

Each measure includes a numerator and a denominator. The meth-
odologies of the measures are written as an equation, identifying 
what is in the numerator and the denominator. In cases where 
there are conditions that apply to both the numerator and the 
denominator, the condition is presented at the beginning of the 
measure. Whereas the same measures are used for Adult partici-
pants and Dislocated Worker participants, in this report they are 
defined only one time, even though they are calculated separately.
  
Adult & Dislocated Worker Entered Employment – Of those 
who are not employed at the date of participation (i.e., the date 
when the individual first began to receive services funded by the 
program):  The number of participants who are employed in the 
first quarter after the exit quarter divided by the number of partic-
ipants who exit during the quarter.

Adult & Dislocated Worker Employment Retention – Of those 
who are employed in the first quarter after the exit quarter:  The 
number of participants who are employed in both the second and 
third quarters after the exit quarter divided by the number of par-
ticipants who exit during the quarter. 

A Success Story...

Amber Romrell graduated from high school in June of 2015. 
She came into the Rock Springs Workforce Center, in April 
of 2014, looking for a summer job. Amber had never had a 
job and was looking to gain some work experience as well as 
earn her own money. Before being placed, Amber complet-

ed some pre-employment activities, with the assistance of 
her case manager, Kaylene McCrann. She created a resume, 
completed a booklet titled “Now Hiring Apply Yourself” 
that covered how to get a job, how to keep a job and how to 
leave a job. Amber also learned how to successfully inter-
view for a job and answer basic interview questions. Once 
she completed all her activities, an interview was set up with 
Vicki Riley at White Mountain Library. Amber’s interview 
went well, she was hired and started work on June 9, 2014.
Amber completed a work experience at White Mountain Li-
brary working in youth services. Amber states she remembers 
being really excited about getting the job, but a little nervous 
when she started working. She wondered if she would be 
able to perform the job because there was so much to learn. 
In the beginning, she learned books were organized by the 
last names of the authors and put in alphabetical order. Lat-
er on she picked up new skills such as checking out books, 
returning books and learning how to do a book search. She 
eventually became skilled at this and moved on to cutting out 
crafts and setting up activities for the children’s reading pro-
gram. She was also involved in helping hand out prizes and 
toys given to children who accomplished their reading goals.

Adult & Dislocated Worker Average Earnings – Of those partic-
ipants who are employed in the first, second, and third quarters 
after the exit quarter:  Total earnings in the second quarter plus 
total earnings in the third quarter after the exit quarter divided by 
the number of participants who exited during the quarter. 

Youth Placement in Employment or Education – Of those who 
are not in post-secondary education or employment (including the 
military) at the date of participation: The number of Youth partici-
pants who are in employment (including the military) or enrolled in 
post-secondary education and/or advanced training/occupational 
skills training in the first quarter after the exit quarter divided by 
the number of Youth participants who exited during the quarter.

Youth Attainment of a Degree or Certificate – Of those enrolled 
in education (at the date of participation or at any point during the 
program): The number of participants who attain a diploma, GED, 
or certificate by the end of the third quarter after the exit quarter di-
vided by the number of participants who exited during the quarter.

Youth Literacy & Numeracy Gains – Of those out-of-school 
Youth who are basic skills deficient:  The number of participants 
who increase one or more educational functioning levels divid-
ed the number of participants who have completed a year in the 
Youth program (i.e., one year from the date of first Youth program 
service) plus the number of participants who exit before complet-
ing a year in the Youth program.

Adult & Dislocated Worker 12 Months Employment Retention 
Rate – Of those who are employed in the first quarter after the 
exit quarter:  The number of participants who are employed in 
the fourth quarter after the exit quarter divided by the number of 
participants who exit during the quarter.
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A Success Story...
Taylor, 16 years old, came to the Sheridan Workforce Cen-
ter to inquire about the Scope Program in January 2014. He 
had dropped out of high school after completing 8th grade 
and was on probation for substance abuse. Taylor lived in 
a single parent household, with his mother and his sister. 
Both his sister and his mother have disabilities. His father 
has been in prison since Taylor was three. Taylor has been 
diagnosed with depressive disorder, attention deficit hyper-
activity disorder (ADHD), anxiety disorder, post-traumatic 
stress disorder (PTSD), oppositional defiant disorder, ob-
sessive defiant disorder, reactive attachment disorder and 
substance abuse. Taylor stated that he has very low self-es-
teem and self-worth.
 
With the assistance of his case manager, Christina Arizo-
na, Taylor was enrolled in the spring session of Scope a 12 
week program that offered tutoring, work readiness skills 
and life skills. Taylor kept hitting bumps throughout the 
program. He didn’t have a ride, so would have to walk to the 
workforce center or find other means to get to the program, 
which affected his attendance. Taylor violated his probation 
and had to appear before the court. Taylor came to Christina 
fearful of his future, after finding out he was going to have 
to go to the Juvenile Detention Center (JDC) for a week. He 
wanted to flee: escape his reality. After Taylor visited about 
his goals with Christina, he decided to take the bull by the 
horns and come back into the WIA program in a week, and 
further change his future. Taylor was placed on probation 

Adult 12 Months Earnings Increase Rate – Of those who are em-
ployed in the first quarter after the exit quarter: [Earnings in the 
third + fourth quarters after the exit quarter] minus [Earnings in 
the second + third quarters prior to the participation quarter]   di-
vided by the number of participants who exit during the quarter.

Dislocated Workers 12 Months Earnings Replacement Rate – 
Of those who are employed in the first quarter after the exit quar-
ter:  [Earnings in the third + fourth quarters after the exit quarter] 
divided by [Earnings in the second + third quarters prior to the 
participation quarter].

Adult & Dislocated Worker Placements in Non-traditional Em-
ployment Rate – Non-traditional employment is employment in 
an occupation or field of work for which individuals of the par-
ticipant’s gender comprise less than 25 percent of the individu-
als employed in such occupation or field of work (WIA Section 
101(26).  This determination can be made using either state or 
national data.  Both males and females can be in non-traditional 
employment.  This information can be based on any job held after 
exit and only applies to Adults and Dislocated Workers who en-
tered employment in the quarter after the exit quarter.

Adult & Dislocated Worker Wages at Entered Employment 
Rate – Of those who are not employed at participation and are 
employed in the first quarter after the exit quarter:  Total earnings 
in the first quarter after the exit quarter divided by the number of 
participants who exit during the quarter.

Adult & Dislocated Worker Training-Related Employment 
Rate – Training-related employment is employment in which the 
individual uses a substantial portion of the skills taught in the 
training received by the individual.  This information can be based 
on any job held after exit and only applies to individuals who en-
tered employment in the quarter after the exit quarter. 

NOTE:  The date of participation is defined as the date when the individual first began to 
receive services funded by the program, in either a physical location [One-stop center or an 
affiliate site] or remotely through electronic technologies. Program exit means a participant 
has not received a service funded by the program, or funded by a partner program, for 90 
consecutive calendar days, and is not scheduled for future services. The exit date is the last 
date of service.  Certain activities may extend the period of participation or delay the exit 
date. Also, occasionally circumstances arise, which are beyond the control of both the partic-
ipant and the program, and are expected to last for an undetermined period beyond the 90 
days. Individuals affected by these circumstances may be excluded from the measures.  Basic 
skills deficiency is determined from test results.

by the Drug Court with strict guidelines and he continued 
to do the Scope program. In May 2014, he completed the 
Scope program and his High School Equivalency Certificate 
(HSEC) test. At Sheridan College’s graduation ceremony, 
Taylor stated this is the first thing in his life that he com-
pleted, as his face beamed with confidence, and as he wore 
his cap and gown. Taylor participated in a work experience 
at the Dog and Cat Shelter to further develop his skills. Af-
ter a few weeks of working at the work experience, Taylor 
quit showing up to work. He lost his job placement. Real-
ity hit Taylor when he realized he was going to be a father 
in a few months and needed to get back on the right track. 
He had accomplished many of his goals, but still needed 
to find self-sufficient employment and complete his proba-
tion. Taylor came into the workforce center and used avail-
able resources there to find a job at Perkins Restaurant and 
Bakery. He had searched for employment for months; he 
was not going to let this job slip through his fingers. Taylor 
maintained his employment.

In July 2015, Taylor graduated from Drug Court. He has 12 
months of sobriety. He also decided that his job at Perkins 
will not support his child. He has filled out his FASFA ap-
plication and is applying to the University of Wyoming to 
further his education. It has not been a straight, easy path 
for Taylor to meet his goals and he is still traveling this path, 
but he now does it with confidence and knowing his self-
worth. “I have realized that when there are things blocking 
my way. I need to figure a way to move around them and 
keep pushing.”
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Success Stories...
Kyle Johnson came to the Gillette Workforce Center in No-
vember, 2014. He was 21 years old, unemployed, and living 
with his brother for support. Kyle had recently moved to 
Gillette in hopes of finding employment after attempting 
to complete a Commercial Truck Driver Training course in 
California. Unfortunately, he had to drop out of the training 
after getting his permit, due to financial hardship. 

Kyle met with Workforce Specialist, Becky Pearson, to dis-
cuss any assistance available to help him finish getting his 
CDL. Kyle was determined to be a good fit for the WIA 
Out-of-School Youth program, where WIA funds paid for 
Kyle to complete training at Mountain West Commercial 
Driving School. Kyle was able to finish his training and ob-
tain his CDL.After completing training, Kyle went to work 
for Werner Enterprises in January, 2015, as an over-the-road 
truck driver. Kyle worked for Werner for 2 weeks before 
he decided to move back to Jackson, WY, where his fiancé 
and family were living and could provide him with support. 
He had a job offer at Smith’s Grocery in Jackson to keep 
him working until he was able to find employment using 
his CDL. 

In May, 2015, Kyle went to work for Kilroy’s Construction 
where he utilizes his CDL, driving a mixer truck for $18/hr. 
Kyle is still working at Kilroy’s Construction and is doing 
well.

~ ~ ~ ~ ~

Josh Irby moved to Banner Wyoming, a remote location, 
from Alabama to live with his aunt and uncle.  He dropped 
out of school after completing his tenth year of being home 
schooled.  He came to Christina Arizona at the Sheridan 
Workforce Center, wanting to enter the out-of-school youth 
program, Scope, so he could obtain his High School Equiv-
alency Certificate (HSEC) and enter the military.  Josh was 
basic skills deficient in math and language.

Josh participated in the fall 2014 Scope program where he 
attended tutoring and workshops to obtain life skills and 
work readiness. His attendance was superior and he thrived 
in the environment. He passed all five core areas of the 
HSEC test in December 2014. However he still needed to 
reach the goal of passing the Armed Services Vocational 
Aptitude Battery (ASVAB) test. Since he does not have a 
high school diploma he had to get an even higher score on 
the ASVAB test to enter active duty. Josh began working 
with the Army recruiter and continued to study with a tutor 
to increase his knowledge and understanding of the core ar-
eas on the ASVAB test. At the beginning of March he took 
and passed his physical examination as well as his ASVAB 
test. His score was high enough to enable him to enter active 
duty and begin his training to become a diver; his goal and 
his dream. Josh headed to boot camp in April 2015, which 
he completed. He is now participating in diver training for 
the Army.
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Table A – WIA Customer Satisfaction Results; data not currently available.
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Data not required under common measures for the following tables:  Table H.2. Older Youth Program Results; 
Table I. Older Youth Special Populations; Table J. Younger Youth Program Results; and Table K. Younger Youth Special Populations
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Dr. Ray Fleming Dinneen
Executive Director,
CLIMB Wyoming
1001 West 31st Street
Cheyenne, Wyo. 82001
(307) 778-4126, Ext. 17
ray@climbwyoming.org
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Cindy Hill
State Superintendent of Public Instruction
2300 Capitol Avenue
Hathaway Building, 2nd Floor
Cheyenne, Wyo. 82002
(307) 777-7675
cindy.hill@wyo.gov
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Council Vision
A state with a strong and growing economy populated by 
educated, economically self-sufficient people who enjoy a high 
quality of life.

Council Mission
Shape strategies and policies to develop, recruit and retain 
Wyoming’s workforce.

Council Goals
1. Encourage development of a robust diversified economy 

by identifying and responding to the workforce needs of 
existing and emerging businesses and industries.

2. Support future and current career development of 
incumbent workers and remove barriers to employment 
for all.

3. Increase individual academic and technical skills, access 
to educational and training programs and foster life-long 
learning.

4. Promote coordination and collaboration of workforce, 
education and economic development systems to afford 
Wyoming a competitive advantage in the global economy.

5. Provide sound governance and oversight of financial 
information and compliance with the Workforce 
Investment Act of 1998.

The Council operates with five committees.  These are the 
Executive Committee, Industry Partnerships Committee, Youth 
Council, Communications Committee, and Evaluation Committee.

The Executive Committee is responsible for: Assigning issues 
to committees for consideration; Reviewing and responding 
to partnership and commitment requests; Reviewing requests 
and determining conference sponsorships; and Tracking and 
responding, as appropriate, to federal and state legislative 
activities/initiatives that impact the Council and the State’s 
industries and workforce.

The Industry Partnerships Committee is responsible for: 
Convening partners for sector initiatives while supporting the 
sharing of information, ideas and challenges within industries; 
Identifying and aligning existing and emerging industries’ training 
needs, especially skill gaps critical to competitiveness and innovation; 
Helping educational and training institutions align curriculum 
and programs to industry demands and to ensure all workers are 
a part of Wyoming’s future successes; Helping industries work 
together to address common organizational and human resource 
challenges, such as recruiting new workers, retaining incumbent 
workers, implementing a high-performance work organization, 
adopting new technologies, and preserving jobs; Developing and 
strengthening career ladders within and across industries, enabling 
entry-level workers the ability to improve their skills and advance 
to higher-wage jobs; and helping industries recognize the value 
and advantage of attracting potential employees from a diverse 
job seeker base, including individuals with barriers to employment.

The Youth Council is responsible for: Increasing and maintaining 
Youth/younger workforce perspective and access to the Council; 
Developing strategies and partnerships to address and reduce the 

Wyoming high school drop-out rate; Developing rapid-response 
strategies and partnerships to identify and serve Youth dropping 
out of high school; Continuing support of Youth programs, 
through partnership, funding, advertisement, and referral; and 
Continuing efforts to best reach Youth with career opportunities 
and information, and utilizing and promoting career pathways.

The Communications Committee is responsible for: Developing 
a communications strategy/plan for the Council in order to help 
implement and disseminate initiatives to all stakeholders; and 
Working with partners toward common data; and Providing 
research support and guidance.  

The Evaluation Committee is responsible for: Developing, 
monitoring and making recommendations for use of the WIA 15% 
financials; Reviewing compliance with the WIA, including state 
and local activities and workforce information grants; Identifying 
innovative practices; and Reviewing current and new Council 
bylaws and policies.

Business Training Grants
Grants for Existing Positions
These grants help fund skill upgrades for existing employees. 
Business Training Grants for Existing Positions can provide up 
to $2,000 per employee per fiscal year for established Wyoming 
businesses with existing employees who need a skill upgrade or 
need re-training in their current occupations. In order for training 
to be approved, the business must demonstrate the following: 
Training will either correct an employee’s skill deficiency or 
upgrade an employee’s current skill level; There is a direct 
relationship between the training and the trainee’s occupation or 
craft; The training is not normally provided by the business; The 
business will not substitute funds normally provided for training 
or funds obtained from another source with Business Training 
Grant funds; There is a need for the skill upgrade provided by the 
training for the business to remain competitive in the industry or 
economy; and The skill upgraded provided by the training will: 
Enhance the business’s productivity, efficiency or profitability; 
Reduce employee turnover; Enhance employee effectiveness; or 
Enhance employee wages.

Grants for New Positions
These grants help fund training for your new employees. 
Business Training Grants for New Positions can provide between 
$1,000 and $4,000 per trainee per fiscal year, depending on 
the employee’s full-time status and wage amount. Grants for 
New Positions were developed to assist Wyoming businesses 
in two ways: 1) Wyoming Business Expansion - One of the most 
difficult issues facing a company trying to expand its services and 
workforce is the overwhelming cost associated with hiring and 
training a workforce during the start-up phase of the expansion. 
The Workforce Development Training Fund can help a growing 
Wyoming business by deferring much of the business’s training 
costs during the expansion phase. 2) New Business Recruitment 
- The Workforce Development Training Fund is a tool for the 
Wyoming Department of Workforce Services to partner with 
Wyoming’s economic development entities in recruitment of 
new businesses to our state. During the site selection phase of 
the business recruitment process, all of the benefits of choosing 
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Wyoming Workforce Alliance
The Wyoming Business Council, Wyoming Community College 
Commission and the Wyoming Department of Workforce Services 
formed a partnership, the Wyoming Workforce Alliance (WWA) to 
address workforce development issues at a state level. This part-
nership has grown to include the University of Wyoming and the 
Wyoming Department of Education (K-12).

The WWA seeks to increase access to short-term training, devel-
op the competencies and work-readiness skills that Wyoming’s 
workers need to obtain employment and advance in today’s job 
market, and respond to employer’s needs for qualified employees 
to successfully operate their businesses. 

Each agency hopes to improve their services by operating 
a statewide workforce training system that will provide ac-
cess to short-term training, developing the competencies and 
work-readiness skills that Wyoming’s workers need to obtain 
employment and advance in today’s job market, and respond-

ing to employer’s need for qualified employees to successfully 
operate their businesses.

This partnership is key to the mission of each agency in four ma-
jor ways: the partnership continues to help facilitate economic 
growth throughout Wyoming; the partnership provides coor-
dination among system colleges; the partnership promotes the 
fact that the Community College System is essential to Wyoming’s 
civic and economic health; and, the partnership collaborates on 
the delivery of comprehensive and effective services that build 
a workforce capable of meeting the changing demands of Wyo-
ming’s diverse businesses, citizens and economy. 

Key accomplishments of this group include: the development of 
16 specific Career Cluster information books and a career plan-
ning guide for dissemination statewide; all strategic plans have 
been shared; and, specific areas of support in meeting each enti-
ties’ goals have been implemented.

Programs Provided By the Department of Workforce Services 
The Wyoming Department of Workforce Services is responsible 
for administering the following programs:  Wagner-Peyser Act, 
Workforce Investment Act Title I-B, Workforce Innovation and 
Opportunities Act, Temporary Assistance to Needy Families  – 
Personal Opportunities With Employment Responsibilities, 
Wyoming Grown, DADS Making  A Difference, Vocational 
Rehabilitation Services, Disability Determination Services, Veterans 

Employment Services, Senior Community Service Employment 
Program, Trade Adjustment Assistance under the Trade Act, 
Food Stamp Employment and Training, Migrant and Seasonal 
Farmworkers, Foreign Labor Certification, Work Opportunity Tax 
and Welfare-to-Work Tax Credits, Federal Bonding, Wyoming Quality 
Counts, Wyoming Workforce Development Training Fund, Business 
Enterprise Program, Apprenticeship Utilization Program, and others.

Equal Employment Opportunity Employer
The Wyoming Department of Workforce Services is an equal op-
portunity employer with equal opportunity programs.  Auxiliary 

Wyoming over another state become crucial. The Wyoming 
Department of Workforce Services works with our economic 
development partners to ensure that a business considering 
Wyoming as a place of operation will know how the Workforce 
Development Training Fund can help create a successful start-up 
by deferring much of its training costs.

Pre-Hiring Economic Development Grants
These grants focus on creating a trained workforce for specific 
Wyoming industry. The Wyoming Department of Workforce 
Services recognizes the importance of an educated, skilled 
workforce in promoting Wyoming’s economic growth. To foster 
this growth, the Wyoming Department of Workforce Services 

assists employers with the Pre-Hire Economic Development 
Grant Program. The Pre-Hire Economic Development Grant 
Program is designed to train skilled workers in a particular 
business, businesses or industry. Applications are completed 
through a partnering of four entities that contribute separate 
services to the program: A training entity that can deliver the 
training, certificate or skills the business requires; A business, 
group of businesses or an industry with a need for workers; 
The local or regional economic development entity that will 
work within the local or regional economic network to provide 
assistance; and The local Workforce Center, which will assist 
in the recruitment of potential skilled workers, along with 
placement of trained participants.

aids and services are available upon request to individuals with 
disabilities.
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Wyoming Department of Workforce Services
122 W. 25th St., Herschler 2-East

Cheyenne, WY 82002

Phone: 877-WORK-WYO
(307) 777-8650

Fax: (307) 777-5857

wyomingworkforce.org


