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EXECutIvE SummAry

STUDY PURPOSE AND METHODOLOGY

the General Assembly tasked the Connecticut Academy of Science and Engineering (CASE) with 
studying the workforce alignment system in Connecticut. the impetus for this study was the 
recognition that on the heels of the Great recession, the state did not have an effective workforce 
alignment system to assist residents and businesses in their recovery from the economic 
downturn. this study was conducted at a time in which the General Assembly and the governor 
were realigning the workforce system and actively pursuing fundamental structural reforms. 

the study’s goal is to identify strategies and mechanisms to assess and evaluate the value and 
effectiveness of those state programs and resources that have a goal of providing businesses 
and industries in Connecticut with a skilled workforce (with a focus on fields related to science, 
technology, engineering and mathematics) that meets the needs and expectations of employers, 
and at the same time, seeks to ensure that students receive the education they need and expect 
to successfully work in today’s jobs/careers and in the jobs/careers of the future. this study 
is not an evaluation of particular programs or industries in Connecticut, but rather, provides 
guidance to assure that the state continually maintains an agile, flexible workforce system that 
can respond to needs of residents and businesses in a constantly changing environment.

A variety of study methods were used to gather data and information for this report. during 
the CASE study committee meetings, which were conducted throughout the study period, 
presentations were given by national experts on workforce alignment, representatives from 
state agencies and state-based businesses, and educators. In addition to the committee 
meeting presentations, the research staff conducted interviews of various workforce system 
stakeholders. In addition, focus group sessions were conducted throughout the state. these 
sessions included representation from secondary and higher education, state agencies, labor 
and trade associations, the regional workforce investment boards, and industry representatives 
from small to large manufacturers, healthcare, the nonprofit sector, and technology firms.

the study committee developed a workforce alignment vision that guided the study’s research, 
findings and recommendations, as follows:
 

Workforce alignment is the efficient and flexible collaboration of state and local public and private 
entities that educates and trains a dynamic and globally competent workforce that (1) obtains 
sustainable jobs, (2) provides value to the current and future needs of businesses and industries, 
and (3) is an asset for the region to attract and retain workers.

SUMMARY OF FINDINGS & RECOMMENDATIONS

the economic well-being of the State of Connecticut and its citizens and businesses is dependent 
on a vibrant and globally competitive state economy. therefore, preparing the state’s workforce 
for the jobs of today and tomorrow must be a state priority of the highest level. the workforce 
system in its broadest form spans an individual’s lifetime from pre-natal development through 
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retirement. It is a complex system that requires coordination, collaboration, and continuous 
review and improvement of programs and initiatives provided by many state agencies and 
others (many with principal missions not specifically focused on workforce issues) in order to 
meet the changing needs of business and industry, and the state’s residents.

the CASE study committee’s recommendations focus on several areas, with the goal of achieving 
an effective, aligned workforce system that can adapt to the changing needs of the future 
workforce. Below is a brief overall summary of findings and recommendations; these are followed 
by a summary of the specific findings and recommendations for each of the areas examined. 

• A statewide workforce system should be coordinated to assure that 

1. clear objectives are established and progress is monitored; 

2. education, economic development and workforce program entities are held 
accountable regarding each entity’s responsibilities related to workforce issues; 

3. implementation of strategies related to the workforce system are assessed and 
outcomes monitored; and

4. a system is created that can address and adapt to transformations and globally 
emerging trends. 

• data and information that provide historical and projected future workforce trends 
are necessary for informed decision making regarding state and federal investments in 
workforce-related programs. A data-informed system will ensure that agencies and others 
with workforce-related responsibilities are held accountable for results and outcomes.

• the needs of business and industry, and therefore how the education and training 
system prepares students and adults for workforce opportunities, are paramount. 
the workforce leadership responsibilities of the Connecticut office of Workforce 
Competitiveness (oWC) should include facilitating the development of relationships 
between and across the education and business and industry communities. Also, 
education and training initiatives should be integrated with key economic growth 
strategic initiatives to assure workers have the skills needed to support the business 
sectors identified by the department of Economic and Community development 
(dECd) as key to Connecticut’s future.

• Workforce programs and initiatives are principally supported by state and federal 
funding. determining where Connecticut can achieve the greatest impact and outcomes 
requires program evaluation and analysis of available data. Program investments can 
be targeted to address short-, medium- and long-term goals. flexibility in use of funds 
provided by the state and federal government is necessary to provide funding to the 
types of programs necessary to address each of these time horizons and changes in the 
economy. the state should advocate for more flexible use of federal funding to better 
meet the needs and priorities of individual states. 

• As a result of the preceding recommendations, it is suggested that the organizational 
structure of the state’s workforce system should be changed to provide focused 
leadership to create the best opportunity to achieve desired outcomes. oWC should 
be an independent office that reports directly to the governor and is housed for 
administrative purposes only within the office of Policy and management (oPm). this 
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will provide oWC with the authority, on behalf of the governor, to assure accountability 
of all agencies and organizations with workforce system-related responsibilities.

OrganizatiOnal Structure and leaderShip

FINDINGS:

the state’s current organizational structure enhances the potential for inefficiencies and 
merely encourages voluntary coordination among state agencies and entities involved in the 
workforce continuum. this results in inconsistent levels of coordination and collaboration, 
frequent duplication of efforts, and an inefficient use of resources. 

oWC, which serves the Connecticut Employment and training Commission (CEtC) in 
a support function, and is under the direction of the commissioner of the department of 
Labor (doL), lacks the authority to successfully provide leadership and visibility for state 
workforce programs and initiatives, and to overcome state agency resistance to system 
improvement to achieve desired outcomes. Since oWC is an office within doL, it may 
appear that it is providing guidance under the direction of doL as opposed to direction 
from the governor. this type of structure can create friction among state agencies and does 
not provide oWC with authority to act on behalf of the governor or to garner the greatest 
level of cooperation and collaboration among the diverse group of state agencies and 
private sector partners comprising the workforce system. Importantly, even if oWC is given 
additional authority, success will depend on implementation by the individual agencies in 
the workforce continuum including, but not limited to, the Connecticut State department of 
Education (SdE), the Board of regents (Bor), the university of Connecticut (uConn), doL, 
dECd, and regional workforce investment boards.

Also, because there is no single entity in the state responsible for coordinating workforce 
resources and programs, there are often many pilot programs conducted throughout the 
state but rarely brought to scale statewide. further, pilot programs are often terminated 
when the grant or federal money ends. Although a small state, Connecticut offers the future 
workforce a wide array of higher education opportunities. However, the state’s institutions 
of higher education must collaborate and coordinate resources in order to raise the visibility 
of the opportunities that exist in the state. 

RECOMMENDATIONS:

1. Several organizational structures were examined. It is recommended that the leadership 
for the workforce system take the following form:

• In order to assure accountability within the workforce system, the first step is 
to evaluate existing programs’ goals and outcomes, then determine what the 
desired outcomes of workforce development policy for the state should be. 
oWC should be designated to serve as the entity that has the authority to 

 v work directly with the governor to set objectives, monitor progress, and 
hold the education, economic development and workforce program 
entities accountable regarding workforce issues;
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 v assess the implementation of the strategies related to workforce;

 v create a system that can address and adapt to transformations and 
globally emerging techniques; and

 v manage the comprehensive longitudinal workforce data system (with 
guidance from CEtC’s Planning and Performance Committee). 

 
therefore, oWC should work with state agencies and public higher education 
institutions to evaluate existing programs and establish measurable goals. A key 
responsibility for oWC is to serve as the “synthesizer and analyzer” of information as 
shown in figure ES-1 for the purpose of workforce investment decision making.

figure es-1: evaluaTing WOrkfOrCe prOgram/sysTem effeCTiveness

 
this means establishing outcome goals that are directly tied to agency funding and 
memorialized in legislation for the following agencies: Bor, uConn, SdE, doL, and 
dECd, and others as appropriate and to be determined. until there is accountability in 
government and public higher education, the state will not have a workforce system 
that responds to the needs of businesses and state citizens.
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• oWC should become a stand-alone entity that reports to the governor and is 
housed within oPm for administrative purposes only. the head of oWC, an 
individual with workforce development and policy expertise, should report 
directly to, and be appointed by, the governor. oWC should be provided with 
the staff and resources to fulfill its new responsibilities, with additional support 
provided by the state agencies involved.

• the governor should provide an overall workforce vision for the state that 

 v raises the level of recognition and importance of workforce development;

 v develops workforce system goals with guidance from oWC/CEtC; and

 v relies on oWC for data and analysis for decision making and 
accountability.

• CEtC should provide strategic guidance related to workforce issues, including 
a vision for targeting resources and for focusing oWC activities. further, oWC 
should develop, in consultation with CEtC, a process to provide businesses 
with information regarding all workforce-related programs. this information 
should be web-based, easily accessible, user friendly and regularly updated. the 
process should include a mechanism to provide businesses with an opportunity 
to receive alerts about updated and new programs.  

• A General Assembly Select Committee on Workforce should be created to 
receive and review data and metrics for monitoring and policymaking related 
to workforce alignment. the committee should be structured much like the 
General Assembly’s Select Committee on Children and should include, but 
not be limited to, chairpersons and ranking members from the committees on 
education, human services, higher education and employment advancement, 
commerce, and labor. 

• When a new initiative is launched (for example, Connecticut’s Innovation 
Ecosystem or fast five Program), oWC should be responsible for ensuring that 
all workforce-related issues are coordinated and that funds are leveraged to 
increase the efficient and effective use of public funds. 

• oWC should serve as the convener and facilitator of the various state partners 
involved in StEm to create collaborations that would make the state more 
competitive for federal funds. In addition, oWC should create a clearinghouse 
for all the StEm initiatives underway in the state, disseminate information 
and create awareness about existing and new programs in order to reach the 
maximum number of students possible. 

2. Add representation from independent colleges and the university of Connecticut to the 
CEtC board so that all entities involved in workforce development are involved in the 
development of strategies at the state level.

3. Consider offering and co-locating comprehensive services (including Adult Education, 
among others) at the one-Stop Centers. this might entail co-locating all offices 
regionally or having staff work in multiple locations so they can more easily collaborate 
on initiatives and jointly compete for federal funding. this will enhance collaboration 
and result in fewer missed opportunities.
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data and infOrmatiOn

FINDINGS:

there is no central authority that consolidates, analyzes, and synthesizes all workforce 
program data, labor market data, and economic development-related data. Also, it is 
critically important to go one step beyond analyzing the data by using the information to 
adapt programs, terminate ineffective programs, or implement new programs based on 
emerging trends or future needs.

further, the state currently has no systematic method of collecting data to determine 
future business needs so that workforce programs could be developed to meet those future 
needs. data projections rely on historical information to predict future needs as opposed to 
surveying employers about the future and using real-time labor information to prepare for 
future needs.

RECOMMENDATIONS:

1. Although it is very difficult to predict the future and what occupations might exist 
years into the future, for now a hybrid method should be employed to understand in 
the short and medium term what occupations could arise or be on the decline. Such a 
method should incorporate the best data currently available for predicting future trends, 
including real-time job posting data and data from a newly created and administered 
quarterly employer survey that assesses current vacancy rates and future hiring plans. 
these two forward-looking data elements would be utilized, in addition to the current 
doL occupational projections that use historical data, to anticipate future trends. 
forecasting using these three data elements would enable the projections to provide 
a more robust picture into what is emerging for the future and also to identify if past 
trends mirror the current labor market picture. An adequately sized job vacancy survey 
could provide both industry and occupational vacancies that would allow policymakers 
to prescribe targeted economic development solutions and maximize the return of 
existing training resources. the survey would need to be conducted on a quarterly basis 
in order to provide timely, real-time and trend information. this type of survey not 
only helps job seekers understand where work is available and the types of occupations 
in demand, but it also helps employment and training services understand the current 
labor market and provides an indication of how well the labor market is doing.

2. the longitudinal data system must be supported and promoted by the state. All 
agencies and entities in the state that are part of the workforce system must provide 
their data and protocols for data use and sharing must be established. oWC should lead 
the effort in convening an interagency workgroup to determine the future sustainability 
of the longitudinal data system.

3. oWC should be responsible for creating a central repository for workforce programs 
that will: (1) provide information about workforce programs in the state and (2) inform 
about the quality of the programs for the purposes of statewide implementation (scale-
up). repository data and analysis should be publicly communicated and monitored so 
that successful programs can be evaluated for bringing them up to scale or determining 
sustainability efforts. 
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4. Enhance doL’s research capacity, since three-quarters or more of their funding is from 
the federal government, to produce more comprehensive data to inform the workforce 
system. the following should be incorporated into doL’s research: tracking of self-
employment and regular analysis of demand and supply of workers. 

5. Have oWC serve as the office that systematically assesses program performance 
and also analyzes the state’s overall performance on key metrics and benchmarks for 
comparison with other states, the nation, and globally. Several benchmark and best 
practice states and/or countries should be identified based on an analysis of key factors 
for selection. relationships should be established with selected benchmark states for 
periodic joint review and analysis of each state’s progress. this would be included in 
the workforce system evaluation and review, as shown in figure 7.1.

6. Higher education performance metrics should be tied to meeting the needs of business. 
this requires that higher education institutions and systems continuously monitor, 
through surveys, whether their programs and graduates are meeting the needs of 
business. results should be used to assess performance and adapt and develop 
programs to meet the current and future needs of business.

educatiOn and BuSineSS/induStry link

FINDINGS:

Although the state has made progress by consolidating its fragmented system of higher 
education, there is still opportunity to further improve coordination within the entire public 
education system. A prepared and educated workforce is the only way the state will be able 
to compete globally. this means that the state’s universities and colleges are critical to the 
state’s economic growth and the prosperity of its citizens. It is also recognized that higher 
education cannot help drive economic growth unless students’ academic achievement is 
linked to the needs of the marketplace. 

However, there is a longstanding tradition within public higher education institutions to 
view themselves as preparing an individual for future success as opposed to a particular 
career. reorienting or expanding the missions of universities poses a major challenge for 
policymakers. Another challenge in responding to the needs of industry is addressing 
the time it takes to get new programs developed, approved and operational versus the 
immediate needs of business and industry.

recognizing that the jobs of the future will continue to demand higher levels of education 
than those of the past, the national Governors Association has compiled best practices from 
pioneering states that have undertaken strategies to align postsecondary education with the 
state’s economic goals.

States have taken the following steps to strengthen universities and colleges as agents 
of workforce preparation and sources of more opportunity, more economic growth, and 
increased competitive advantage:
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1. Set clear expectations for higher education’s role in economic development; 

2. Emphasize rigorous use of labor market data and other sources to define goals and priorities; 

3. Encourage employers’ input into higher education; 

4. Require public higher education institutions to collect and publicly report impacts; and

5. Emphasize performance as an essential factor in funding.1

RECOMMENDATIONS:

1. As recommended by the national Governors Association, strengthen universities 
and colleges as agents of workforce preparation and sources of more opportunity, 
economic growth, and increased competitive advantage. therefore, create an education 
system (both public and private) that is accountable to the state’s workforce system by 
creating metrics tied to performance evaluation and funding. metrics for consideration 
could include, but not be limited to, the following: increasing the number of students 
graduating and increasing the pipeline of workers to meet future demand; shortening 
the time frame in which students earn a degree; and achieving and maintaining 
affordable education opportunities. the development of the longitudinal data system 
will help provide the information to inform this endeavor. 

2. Education and training initiatives, through oWC’s leadership and in coordination 
with education and training institutions (as noted in the organization Structure and 
Leadership section), should be integrated into the key economic growth strategic 
initiatives, such as: 

 v Business sectors identified by the dECd as key to Connecticut’s future should 
each be analyzed regarding key worker skills required to provide guidance to 
education and training initiatives.  

 v the fast five companies should each be assisted in clarifying the skills required 
for successful workers (at all levels) in their company and business area, which 
will provide additional guidance to education and training initiatives.  

 v State endeavors such as the Innovation Ecosystem and the planned uConn 
technology Park should be tasked with providing continuous guidance as to 
the workforce skills required for workers who will eventually fill the jobs in the 
companies and technologies that will emanate from the growth of the companies 
utilizing these resources.  

3. Workforce development partnerships and collaborations that involve the private and 
public sectors, including philanthropic funders, can be utilized for meeting workforce 
needs to collaborate with education and training providers. one example that should 
be considered is creating a collaborative initiative between the technical high school 
system, community college system, and employers so that equipment and digital 
simulations can be shared and students can benefit from learning on cutting-edge,  
technically relevant machinery, tools and other equipment and simulations to reduce, 
wherever possible, the inefficiencies that exist by having expensive training equipment 
at multiple facilities.

1   nGA Center for Best Practices, “degrees for What Jobs? raising Expectations for universities and Colleges in a 
Global Economy.”march 2011.
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4. Create a visible marketing campaign to make students, residents and workers aware of 
the commitment to excellence in education and to attract talent to Connecticut with a 
theme of “Come work and grow in Connecticut. together we can change the world.”

5. Support the elimination of the program approval requirement for all independent 
colleges being approved by the State Board of Education. the program approval process 
should be based upon the individual institution’s governance process. this change 
will help streamline the process for colleges and universities to respond to market and 
employer needs while reflecting the recent reorganization in state government.

6. the SdE and State Board of Education should encourage and provide guidance to 
school districts to infuse existing K-12 curricula with cross-cultural experiences and 
learning opportunities to better prepare students to participate in a global workforce. 

Where can cOnnecticut achieve the greateSt return On taxpayer 
inveStment?

one of the goals of this study is to provide guidance to the General Assembly regarding methods 
for evaluating workforce system-related programs for the purpose of determining return on the 
investment of public funds in such programs. However, there is very little data that assesses 
program outcomes and looks at the programmatic effects longitudinally. therefore, this section 
of the report takes a broader look, examining which programs nationally have been identified as 
having the greatest return on public investment in the short, medium, and long term.

FINDINGS—SHORT-TERM: 

According to the latest Census figures, more than one-third of Connecticut adults have only 
a high school degree or less and among minorities in Connecticut, that figure is about 55%. 
therefore, it is important to recognize that many individuals whose skills and education 
need to be upgraded to compete are already adults and in the labor force. It is the workforce 
development system and their employers that are key resources for these people. 

Short-term programs are effective for those people who need skill upgrades in order 
to obtain a job (if unemployed), to keep an existing job (if an incumbent worker), or to 
change a job (if a dislocated worker), as well as for meeting current business needs. the 
programs need flexible funding sources that can supply resources as needs arise. Since 
many businesses, especially small ones (fewer than 100 employees), generally cannot project 
long-term future employee needs, it is critical to be able to respond to employers as quickly 
as possible so that they have the workers needed to be productive and competitive. during 
economic recessions, these needs tend to become greater as more layoffs occur and people 
are out of work for longer periods of time, where their skills can tend to become obsolete. 

RECOMMENDATIONS—SHORT TERM:

1. Pending further evaluation of program outcomes, the early results for the Step-up 
program present an opportunity for the state to scale a program beyond the pilot period 
and sustain it to obtain measurable results.
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2. the state should advocate for more flexible federal guidelines for federally funded 
programs so that appropriate services can be offered with a more “client-centric” 
approach customized for the needs of individual states and their businesses and 
workers. State agencies should be aware where federal waivers can be granted and 
seek out more efficient ways to use the funding. this issue is worthy of consideration 
and advocacy by the national Governors Association. However, at the state level this 
also means having up-to-date data and information so that programs and policies can 
be adapted to the changing demands of the workforce and employers, and so that 
evaluation metrics can be utilized to determine program outcomes and success.

FINDINGS—MEDIUM TERM: 

In the medium term, certificate programs and apprenticeship programs have proved to 
be effective for providing the skills necessary for gaining employment. the postsecondary 
certificate serves as a cost-effective tool for increasing postsecondary educational attainment 
and gainful employment. two out of every three workers who have a certificate and a 
college degree earned the certificate first, indicating that the certificate serves as a stepping 
stone to further educational attainment.

However, the Education Commission on the States found that postsecondary institutions in 
Connecticut produce far fewer certificates and far more bachelor’s degrees than the national 
rates for those credential types.2 yet, by 2020, 65% of all jobs in the united States will require 
postsecondary education and training—education beyond high school.3 A real gap that 
needs to be addressed exists between the degrees and credentials conferred in the state and 
the needs of employers. And certificates provide a cost-effective mechanism for students 
to reach gainful employment; particularly minority students and those from low-income 
households.

Apprenticeship programs are an effective way to create pathways for students to become 
employed. A recent study by mathematica Policy research estimated that the social benefits 
of the registered Apprenticeship program, administered by the Employment and training 
Administration’s office of Apprenticeship at the uS department of Labor, exceed the social 
costs by more than $49,000 and over an entire career, and an apprentice who completes 
the program earns almost $250K more than similar non-participants.4 further it is a way 
for companies to ensure they have a skilled and trained workforce. to create an effective, 
expanded statewide program, the current structure of the program should be examined and 
modified as necessary to assure growth and success.

 
RECOMMENDATION—MEDIUM TERM:

As an initial step, a framework should be developed for how an apprenticeship program 
could be organized in the state. this entails creating a workgroup of businesses—small, 
medium, and large manufacturer—to design the necessary components of an  
apprenticeship program that could have universal appeal to many businesses. for example, 

2   the Education Commission of the States presentation at february 7, 2012 CASE committee meeting
3   Georgetown university Center on Education and the Workforce, “Projects of education demand for the future 
workforce,” April 20, 2012 presentation to the CASE committee.
4   reed, yung-Hsu Liu, et al, “An Effectiveness Assessment and Cost-Benefit Analysis of registered Apprenticeship 
in 10 States,” mathematica Policy research, July 25, 2012.
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the business participants would work out the number of hours that would be spent in on 
the job training versus in the classroom setting. once the businesses develop an appropriate 
framework, a meeting of state agencies—doL, technical high schools, dECd, Bor—could 
determine the appropriate implementation of the framework and funding. this approach is 
fundamentally different than the way programs are currently developed and operated. 

Currently the state has dedicated funding from the federal Workforce Investment Act (WIA) 
for apprenticeships and decides how to distribute the resources. this results in the funding 
driving program development as opposed to designing programs to meet the needs of 
business and then determining where the funding could come from. this recommended 
approach should inventory what is currently being offered and determine how to 
consolidate programs into a statewide effort. this new model should extend beyond the 
traditional trades that are typically involved in an apprenticeship program and also include 
internship opportunities, certificate programs, and other appropriate creative solutions to 
hands-on learning.

FINDINGS—LONG TERM: 

the longer society waits to intervene in the life cycle of a disadvantaged child, the more 
costly it will be to remediate and the less likely to achieve results. Investments focused on 
birth to age 5 produce a higher per-dollar return than K-12 schooling and later job training. 
further they reduce the need for special education, and cut juvenile delinquency, teenage 
pregnancy and dropout rates. Several longitudinal evaluations all reach essentially the 
same conclusion: the return on early-childhood-development programs that focus on at-risk 
families far exceed the return on other projects economic development funded initiatives.

Currently the delivery system for early childhood programs is fragmented and driven by 
funding streams, which leads to an inefficient use of resources. In 2011, P.A. 11-181, “An 
Act Concerning Early Childhood Education and the Establishment of a Coordinated System 
of Early Care and Education and Child development,” was adopted. the act made some 
organizational changes and also appointed a planning director within the office of Policy 
and management to develop a plan for the system that consolidates existing early childhood 
education and child care programs and services for children from birth to age 8 into a 
coordinated system. While coordination and consolidation is the necessary next step for the 
state, there also needs to be an effort to ensure all traditionally underrepresented children 
have access to high-quality birth to age 5 education.

RECOMMENDATION—LONG TERM:

At a minimum, the state should create a scholarship program so that all historically 
underrepresented children in the state can attend a high-quality preschool program. this 
is a market-based approach where programs are not funded but rather parents receive 
scholarship money to choose the best high-quality program for their family. Good early 
childhood programs generate public sector gains through reduced expenditures and 
increased revenues by having more citizens contributing taxes as opposed to receiving 
public benefits. to that end, the state should consider Social Impact Bonds as a means for 
paying for universal early intervention and preschool for at-risk children.5

5   http://www.readynation.org/uploads/db_files/Kauffman-readynation PKSE report 12041922.pdf
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CONCLUDING REMARKS

Evaluating the effectiveness of workforce programs and the workforce system requires 
ongoing analysis of data and information and outcomes with the principal goal of assuring that 
Connecticut’s workforce is prepared to meet the needs of business and industry today and in 
the future. this requires involvement of many state agencies and others, many of which do not 
include workforce as their central mission. 

the development of an effective workforce system requires system-wide leadership and 
expertise to conduct comprehensive synthesis analysis for the purpose of continually adapting 
programs and initiatives and allocating funding to those priorities that will have the greatest 
impact in meeting the needs of business and industry and the state’s residents to maintain a 
vibrant state economy. 

Connecticut should benchmark its workforce programs and initiatives with other similar states/
regions on an ongoing basis both to learn from other states and to ensure that Connecticut 
remains competitive. Also, best practices from other states, regions and countries should be 
continually identified for consideration for piloting or implementation in Connecticut. 
to accomplish this, it is important to have effective and sustainable leadership in place with the 
authority to guide and cause the communication, collaboration, and cooperation among and 
with many state agencies and others with workforce-related responsibilities.  

results and progress should be reported quarterly to CEtC, the governor and the General 
Assembly. the General Assembly should form a Select Committee on Workforce comprising 
the leadership of the committees of cognizance for workforce-related issues. this would provide 
a mechanism by which all key committees could be informed about the status of workforce-
related programs and initiatives, and would help to assure that both the executive and 
legislative branches of government maintain a keen awareness of the importance of workforce 
development to the economic well-being of the state and its citizens. 
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Study BACKGround

Connecticut historically has been known as a national leader in providing business and 
industry with an educated and skilled workforce. the challenge for Connecticut is to meet 
business and industry workforce needs today and in the future with multiple state agencies and 
organizations involved in projecting demand, identifying the current state of the workforce, 
and funding programs for a variety of workforce development initiatives. In october 2011, the 
General Assembly tasked the Connecticut Academy of Science and Engineering (CASE) with 
studying the workforce alignment system in Connecticut. the Connecticut Economic resource 
Center, Inc. facilitated the research portion of this project.

the study’s goal is to identify strategies and mechanisms to assess and evaluate the value and 
effectiveness of those state programs and resources that have a goal of providing businesses 
and industries in Connecticut with a skilled workforce (with a focus on fields related to science, 
technology, engineering and mathematics) that meets the needs and expectations of employers, 
and at the same time, seeks to ensure that students receive the education they need and expect 
to successfully work in today’s jobs/careers and in the jobs/careers of the future. this study 
is not an evaluation of particular programs or industries in Connecticut, but rather, provides 
guidance to assure that the state continually maintains an agile, flexible workforce system that 
can respond to needs of residents and businesses in a constantly changing environment.

STUDY DESCRIPTION

the report includes the following elements:

• summary of the 2009 Legislative Program review and Investigations (PrI) Committee 
report

• status of the PrI report recommendations since 2009

• overview of the current workforce system

• recent legislative changes

• alignment progress in StEm occupations

• findings and recommendations, including best practices, in four major categories: 
organizational structure and leadership; data and information for use in decision 
making; education and business/industry link; and concepts for where Connecticut can 
achieve the greatest return on taxpayer investment.

• appendices that provide additional information used for the development of the 
recommendations, including:

 v A summary of the findings of the focus group sessions that were conducted in 
three locations (franklin/Bridgeport, norwich, and rocky Hill) with a total of 
approximately 50 participants.

 v A summary of research interviews that were conducted with business and state 
leaders.
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 v detailed findings from the PrI Committee 2009 Study on Alignment of 
Postsecondary Education and Employment.

 v A summary of strategic documents

STUDY COMMITTEE ACTIvITIES AND RESEARCH METHODOLOGY

apprOach

the CASE study committee meetings were conducted throughout the study period. the 
following is a list of organizations that presented at the committee meetings:

• Connecticut Board of regents for Higher Education (Bor)

• Connecticut department of Economic and Community development (dECd)

• Connecticut department of Labor (doL)

• Connecticut office of Workforce Competitiveness (oWC)

• Connecticut State department of Education (SdE)

• Education Commission of the States

• Georgetown Center on Education and the Workforce, Georgetown university

• Jobs for the future

• Lex Products

• olive-Harvey College, City Colleges of Chicago

• SkillProof

• the next American Economy

• towers Watson

• university of minnesota

• university of Pennsylvania, Wharton School

• Western Interstate Commission for Higher Education

• World Affairs Council of Connecticut

• Wallingford Public Schools 

In addition to the committee meeting presentations, the research staff conducted interviews of 
various workforce system stakeholders. focus group sessions were also conducted throughout 
the state; these sessions included representation from secondary and higher education, state 
agencies, labor and trade associations, the regional workforce investment boards, and industry 
representatives from small to large manufacturers, healthcare, nonprofit sector, and technology 
firms.
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In accordance with the legislation authorizing this study, Public Act 11-1, Section 37, the study 
was conducted in consultation with dECd, doL, and Bor, as well as SdE. these agencies were 
invited to attend all study committee meetings; provided access to study research materials and 
video recordings of most study committee meetings and guest speakers; and asked to provide 
comments as a “fact check” on the content of the study report. Additionally, staff of several 
state agencies were interviewed and participated in the study’s focus group sessions. 

viSiOn

the study committee developed a workforce alignment vision that guided the study’s research, 
findings and recommendations, as follows:

Workforce alignment is the efficient and flexible collaboration of state and local public and 
private entities that educates and trains a dynamic and globally competent workforce that 
(1) obtains sustainable jobs, (2) provides value to the current and future needs of businesses 
and industries, and (3) is an asset for the region to attract and retain workers.
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IntroduCtIon

the impetus for this study was the recognition that, on the heels of the Great recession, the 
state did not have an effective workforce alignment system to help residents and businesses 
recover from the economic downturn. this study was conducted at a time in which the General 
Assembly and the governor were realigning the workforce system and actively pursuing 
fundamental structural reforms. 

the state is increasingly under pressure from other states and global competitors. A recent 
study by the Center for Postsecondary and Economic Success shows that to remain globally 
competitive, the united States must produce 24 million additional degrees—115,713 of them 
in Connecticut—by 2025 to achieve a 60% degree attainment rate among adults ages 25 to 64.6 
further, the recent recession has made it even more evident that policymakers need to focus 
on matching the skills of the workforce with the needs of employers. for example, Harvard 
Business School professor rosabeth moss Kanter estimated that as much as a third of the 
increase in unemployment during the Great recession was due to the mismatch between skills 
and jobs, with the gap greatest between jobs that require more than a high school diploma but 
less than a bachelor’s degree.7

Although Connecticut has high educational attainment and personal income among its 
residents, high net in-migration of residents with college degrees masks degree completion 
challenges among Connecticut residents, particularly underrepresented and low-income 
students. Some of the challenges facing the state include8: 

• difference in college attainment between whites and minorities—46th in nation

• low degree productivity among adults age 18 to 44 who do not have a degree—33rd in 
nation

• low minority degree completion—15th in nation

• high unemployment—3rd highest in northeast and 20th nationally

However, the General Assembly and governor have been actively seeking ways to address 
education and workforce challenges. With the change in executive leadership, there have been 
many changes within the workforce alignment system. this has resulted in a state of flux for the 
system. A few examples of such changes include restructuring of state agencies, absorption of 
commissions and many personnel changes, including some positions that have yet to be filled. 
therefore, many agencies are in the process of developing new strategic plans and setting goals.

furthermore, prior to the malloy administration, there were significant gaps in the focus on 
workforce alignment so there was no structured, formal dialogue or coordination of public  
policymakers to discuss and react to workforce alignment system needs. Some of these gaps 

6   the Center for Postsecondary and Economic Success, “Credential differential: the Public return to Increasing 
Postsecondary Credential Attainment,” April 2012.
7   foroohar, rana, “these Schools mean Business,” tImE, April 9, 2012
8   Education Commission for the States, “Connecticut Policy Profile,” 2012. 
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were addressed during the 2011 and 2012 legislative sessions and information on some of the 
major bills can be found later in this report. Given increased national and global competition, 
the state will need to determine ways in which it can leverage investments to align workforce 
supply with current and future employer needs so that students and employers are competitive 
on a national and global scale.
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2009 LEGISLAtIvE ProGrAm rEvIEW And  

InvEStIGAtIonS (PrI) CommIttEE rEPort: ALIGnmEnt of 
PoStSECondAry EduCAtIon And EmPLoymEnt

SUMMARY OF THE REPORT

the PrI committee conducted a study of Alignment of Postsecondary Education and Employment 
(2009), examining whether a formal alignment mechanism exists in Connecticut to match the 
production of skilled graduates from the state’s higher education institutions with the current and 
projected workforce needs of the state’s employers. The study also assessed current workforce 
supply and employer needs, and reviewed whether pathways exist for technical high school 
graduates to pursue postsecondary education certificates and degrees. Finally, the study examined 
two areas in depth—nursing and green collar jobs—to see if there were successful state strategies 
to be replicated in other occupational shortage areas.9, 10  

therefore, the CASE study begins with an analysis of the PrI study to provide context for 
the workforce alignment system. Although the PrI study was recently completed, there 
have been many changes in government that warrant another examination of Connecticut’s 
workforce system. for example, Governor malloy was elected in 2010 and enacted several 
major changes to the structure of the workforce system, in addition to addressing some of the 
recommendations put forth by the PrI committee. this section highlights the PrI committee’s 
major findings and recommendations, with more detail provided in Appendix C.

 
OvERALL FINDINGS

the PrI committee found that the alignment of postsecondary education and employment was 
not a new issue; there had been many efforts through either legislation or by organizations and 
businesses outside of government to create desired linkages. Although multiple efforts were 
identified, there was no central authority that could implement across-the-board strategies, 
policies, or programs. therefore, initiatives were occurring in a fragmented fashion rather than 
through a systematic process. 

the committee identified five broad barriers contributing to the misalignment of postsecondary 
education and employment:

9   the analysis and recommendations related to this part of the study are not included since they do not pertain to 
the scope of this study.
10   Green Collar Jobs was included in the analysis not because a shortage or misalignment was identified but because 
of recent national and state efforts to promote the industry. these include an array of grants from the American 
recovery and reinvestment Act of 2009, Governor rell’s Executive order no. 23, and statutory changes promoting 
green industries. In fact the study committee found that there isn’t a standard definition for a green collar job which 
makes it difficult to estimate the size of the workforce; projecting future demand; and aligning education and training 
needs for the industry. However, in the late 1990s a nursing shortage was identified and the legislature mandated 
a study. the study cited the poor quality of state data but used existing national and state survey information to 
identify the shortage and proposed strategies that helped alleviate the shortage.
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1. Barriers Related to Elementary and Secondary School Systems

 v Findings: Increasingly, more students entering college are not prepared for 
college-level work and require remedial or developmental courses.

 v Recommendations: Strengthen high school graduation standards and increase 
efforts in high school to reduce the need for remediation in college.

2. Barriers Related to Postsecondary Education Institutions

 v Findings: As a result of an increase in students entering college unprepared 
academically, particularly at community colleges, graduation rates have 
remained low. for example, Connecticut ranks in the bottom 20% nationally 
for associate degree completion rates and in the top 20% for bachelor’s degree 
completion rates. further, many colleges see the student as the customer and 
the college’s role as finding a fit for what the student wants to do rather than 
meeting employer needs. there are conflicting viewpoints on whether they are 
preparing generalists or specialists. 

 v Recommendations: Encourage the use of computer-assisted tools and contextual 
learning for remedial coursework, use peer tutors, and implement an early 
warning system when students appear to be struggling.

3. Difficulty in Making Accurate Demand Projections

 v Findings: In general, the ability to forecast ten years into the future the types 
of jobs that will be available is limited and there is a lack of awareness of the 
projections by postsecondary education institutions and students. In particular, 
the committee found that while local school districts know about teacher 
shortage information, it is not shared with colleges that have teacher preparatory 
programs. there is also limited information on the accuracy of the state 
department of Labor (doL) job demand projections. for instance, department 
staff do not look back to determine whether previous projections were accurate. 
However, PrI assessed the accuracy of projections made in 1998 for the year 2008 
and found they were within 10% of actual estimates about one-third of the time, 
similar to the accuracy of national projections. Projections two years into the 
future were accurate to within 10% approximately half the time.

 v Recommendations: the PrI committee recommended: 1) pursue development and 
use of an electronic job vacancy methodology to provide current and near-future 
information on job demand in Connecticut; 2) annually compile teacher shortage 
area data for at least the past five years and make teacher preparation programs 
aware of this data; 3) change the electronic distribution of the doL job demand 
information in an effort to make more people aware of it; and 4) solicit feedback 
on what information students need in making career decisions. 

4. Current Economic Challenges

 v Findings: It is difficult to predict economic recessions and their impact on 
employment. 
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5. Barriers Related to State Agency Organization, Programs, and Policies

 v Findings: Connecticut’s public higher education process for decision making 
occurs from the bottom-up—at the individual college or constituent unit level—
rather than in a centralized manner that makes strategies uniform across all 
colleges. Colleges are funded according to enrollment, revenues received, and 
operating expenses rather than outcomes such as degree completion rates.

 v Recommendations: develop a master strategic plan that links the roles of the 
separate constituent units and includes how the higher education system relates 
to the P-12 system and workforce needs of the state; develop strategies for 
constituent units to implement if they fail to make progress on accountability 
measures; establish a pilot program within the department of Higher Education 
to reward colleges, universities, or systems that are meeting pre-established 
accountability goals; examine whether academic programs or career pathways 
need to be established to meet workforce needs; and require the Ct Community 
College System to examine the feasibility of transferring adult education 
programs from the technical high schools to the community colleges.

STATUS OF PRI REPORT RECOMMENDATIONS SINCE 2009

the following is a summary of the action steps that have been taken to address the five barriers 
identified in the 2009 PrI report since the report was issued: 

1. Barriers related to elementary and secondary school systems

 v P.A. 10-111 was passed, which increased the number of credits needed to 
graduate from high school starting with the graduating class of 2018.

 v the full PrI recommendation encouraged high school juniors to take the 
Accuplacer exam as a way to avoid remedial classes in college. However, since 
the districts would have to pay for the cost of Accuplacer, no action was taken. 

 v Adoption of the Common Core State Standards—however implementation is still 
underway.

2. Barriers related to postsecondary education institutions

 v most of the recommendations did not receive any action. However, four 
community colleges in the state are involved in the Carnegie foundation for 
the Advancement of teaching pilot and there are efforts to develop a Statistics 
Pathway course that integrates basic skills into the college-level math curriculum. 

3. Difficulty in making accurate demand projections 

 v the doL office of research is actively involved in a research program to 
examine electronic job board data as a measure of “real time” occupational 
demand/forecasting capability for green jobs and occupations. under the 
umbrella of the northeast Consortium green LmI research project, the group 
is currently defining the location and usability of such data, and anticipates 
recommendations to result.
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 v With the passage of P.A. 11-133, SdE is required to annually compile and 
electronically distribute information on teacher shortage areas, for at least the 
past five years, to institutions of higher education in the state offering a teacher 
preparatory program. 

 v A statewide survey of guidance counselors, admission officers, and career 
counselors will be conducted in anticipation of the 2012 Career Pathways 
publication issued by the Connecticut department of Labor.

4. Current Economic Challenges

 v the report did not make any specific recommendations for addressing this barrier. 

5. Barriers related to State Agency Organization, Programs, and Policies

 v Proposed legislation for all these recommendations either was not 
recommended by the PrI committee or failed in other committees. therefore, 
the recommendations as proposed by this report have not been implemented. 
However, during the 2011 legislative session, major changes were made to the 
structure of public higher education in Connecticut which addressed the finding 
that Connecticut’s system is decentralized. 

 
Based on the PrI committee’s findings and recommendations, five bills were raised in the 2010 
legislative session, with one (HB 5164) adopted as P.A. 10-156:

1. SB 266, which required a review of whether the transfer of adult education programs 
from the technical high school system to the community college system would better 
promote career ladders for adults if these programs were offered in a higher education 
environment;

2. SB 268, which created a pilot program that would create incentives for public 
institutions of higher education to achieve certain outcomes, giving the commissioner 
of the department of Higher Education (which no longer exists) discretionary funds to 
reward those institutions; 

3. HB 5164 (P.A. 10-156) addressed potential barriers to the alignment of postsecondary 
education and employment in the green industry requiring greater collaboration and 
communication for green technology initiatives in higher education and across the 
workforce system;

4. HB 5165 attempted to strengthen high school graduation standards as a way to better 
prepare graduates for the skills and knowledge needed to succeed in the workforce and in 
college; and

5. HB 5349 required creation of a strategic plan and coordination process for aligning 
postsecondary education and employment.

Since many of the recommendations made by the PrI committee were not adopted, several of 
the findings of this report mirror what was found in the PrI report. for example, doL is still 
exploring the possibility of using real-time data to enhance projection of future occupational 
needs. the continued need to enhance workforce projections through the use of real-time data 
as opposed to only historical data is discussed in this report’s findings on data and information.  
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there is also still a need for communicating to the public information that is produced and 
available through doL.

further, a major finding of the PrI report included barriers related to Connecticut’s 
decentralized system for public higher education. As previously noted, Governor malloy, with 
approval of the General Assembly, consolidated the public state university and community 
college system for the purpose of aligning and consolidating public higher education. 
Additionally, the newly created Board of regents, as of the fall of 2012, began the process of 
developing a strategic plan for the universities under its control. Also, the governor recently 
reconstituted the Higher Education Coordinating Council and tasked it with developing 
accountability metrics, another recommendation of the PrI committee. 
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CurrEnt SyStEm

Connecticut is home to approximately 3.5 million people. of the state’s population, 
approximately 22% are under the age of 18 and 63% are between the ages of 18 and 64. 
However, population projections predict the state’s share of the population that is over the age 
of 65 will grow from 14% to 22% by 2030. further, the state’s pool of potential workers will peak 
in 2015, at about 2.2 million, and then decline to 2 million by 2030.11

Currently the state’s working-age population (age 20-64) is predominantly non-Hispanic 
white, at about 72%; however, by 2030 this group is expected to shrink to only about 58% of 
the working-age population. this means minorities will grow, from comprising 28% of the 
working-age population to making up 42% in 2030.12

With the changing demographics, the state faces potential future workforce shortages due to 
lower population levels and lower levels of educational attainment. In order to prepare for the 
future, the state must first ensure it has a system that can respond to the changing needs of the 
population. the first step in addressing these future challenges is to look at the current state 
agencies, councils, boards, and entities that are involved in the workforce system and then 
determine if the state has the right structure and system to align the workforce with current and 
future needs. 

Since Governor malloy took office in January 2011, he and the General Assembly have made 
some significant changes to the structure of the executive branch and have placed a great deal of 
emphasis on recognizing that the state’s talent and future workforce are an essential component 
for economic growth. to this end, the public higher education system was consolidated, with 
the exception of the university of Connecticut, and the Connecticut Employment and training 
Commission (CEtC) was reconstituted to lead efforts across state agencies to ensure that 
Connecticut “creates and sustains the global economy’s best educated, most skilled, and most 
productive workforce” (CEtC 2012 Annual Plan).  

this section of the report examines the key agencies, councils, offices, and advisory boards that 
have a role in workforce development and coordinating workforce alignment efforts even if it 
is not part of the agencies’ missions. figure 4.1 shows an overview of the structure of the state’s 
current workforce system.

11   Ct State data Center
12   rodriguez, orlando, “Connecticut’s Changing Ct voices for Children, february 2012.
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EDUCATIONAL SYSTEM 

Connecticut has a robust higher education system, with 18 public higher education institutions, 
29 independent colleges and universities, and the uS Coast Guard Academy, which operates 
under federal authority. this section describes the various educational institutions in 
Connecticut from preK-12 through higher education.

BOard Of regentS

the Board of regents for Higher Education governs the regional community college system, 
the Connecticut State university System, and Charter oak State College. All 17 college and 
university presidents report directly to the president of the Board of regents. In the 2011 budget 
implementer (Public Act 11-48), the four universities of the Connecticut State university System, 
the 12 public community colleges, Charter oak State College and the department of Higher 
Education were consolidated, and a Board of Regents was created to oversee the new system. 

The Board consists of 19 members, with  

• nine appointed by the governor 

• one appointed by the Senate president pro tempore  

• one appointed by the minority leader of the Senate  

• one appointed by the speaker of the House 

• one appointed by the minority leader of the House  

• two university system students and 

• four ex-officio members, including the commissioners of education, labor, public health, 
and economic and community development. 

the governor is responsible for appointing the president of the Board of regents, which is then 
responsible for recommending the presidents of the individual colleges or universities. the 
board’s responsibilities, laid out in C.G.S. Sec. 10a-6, are to 

• establish statewide policy and guidelines for Connecticut’s system for public higher 
education 

• develop a higher and postsecondary education master plan 

• establish statewide tuition and financial aid policies

• evaluate institutional effectiveness 

• merge and close institutions 

• review and approve mission statements of the constituent units and the role and scope 
statements for the individual institutions

• review and approve new academic programs 
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• develop criteria to ensure acceptable quality in programs and institutions and enforce 
standards through licensing and accreditation

• prepare and present to the governor and the General Assembly a consolidated 
operating and capital expenditure budget for public higher education

• review and make recommendations on plans received from the constituent unit boards 
of trustees for the continuing development and maximization utilization of the state’s 
public higher education resources

• appoint advisory committees to assist in defining and suggesting solutions for the 
problems and needs of higher education

• establish an advisory council for higher education with representation from public 
and private institutions to study ways to coordinate efforts of all state universities and 
colleges

• coordinate programs and services throughout higher education, including procedures 
to evaluate the impact on independent institutions of higher education of proposals 
affecting public higher education institutions

• develop and maintain a central higher education information system and establish 
definitions and data requirements for the state system of higher education, and

• undertake studies and activities as will best serve the higher education interests of the 
state.

Connecticut State Universities (CSU) - the CSu comprises four universities geographically 
dispersed throughout the state (new Britain, Willimantic, danbury and new Haven). the 
universities offer certificates and associate degrees to doctorate degrees, depending on the 
university. table 4.1 shows fall 2011 enrollment figures for the four universities. overall 
undergraduate enrollment was 29,949 with graduate enrollment totaling 6,098 students.

Table 4.1: fall 2011 enrOllmenT aT COnneCTiCuT sTaTe universiTies

sOurCe: naTiOnal CenTer fOr eDuCaTiOn sTaTisTiCs, fall 2011 DaTa

Central Eastern Southern Western total
Undergraduate 10,092 5,346 8,696 5,815 29,949
Graduate 2,429 240 2,837 592 6,098
% Minority* 28% 23% 34% 27%
% CT residents* 95% 92% 92% 91%
*Undergraduates only

 
Connecticut Community Colleges – there are 12 community colleges in the state, regionally  
dispersed throughout the state (Enfield, Hartford, new Haven, Bridgeport, manchester, 
middletown, Waterbury, Winchester, norwalk, Killingly, norwich and farmington). table 4.2 
shows fall 2011 enrollment figures for the twelve community colleges. Collectively, a total of 
57,674 students, almost all from Connecticut, were enrolled in the community colleges. 
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Table 4.2: fall 2011 enrOllmenT aT COnneCTiCuT COmmuniTy COlleges

sOurCe: naTiOnal CenTer fOr eDuCaTiOn sTaTisTiCs, fall 2011 DaTa

Enrollment % minority % Ct residents
Asnuntuck 1,687 21% 89%
Capital 4,512 79% 100%
Gateway 7,261 54% 99%
Housatonic 5,975 63% 100%
manchester 7,499 40% 100%
middlesex 2,876 32% 100%
naugatuck valley 7,361 39% 99%
northwestern Ct 1,701 14% 99%
norwalk 6,807 59% 99%
Quinebaug 2,101 31% 99%
three rivers 5,154 32% 100%
tunxis 4,740 31% 100%
total 57,674 46% 99%

 
charter Oak State college - In 1973, the legislature established Charter oak State College to 
provide an alternative way for adults to earn certificates, associate and bachelor’s degrees. 
It is a distance learning college offering video and online courses to both Connecticut and 
non-Connecticut residents. It also provides lifelong learning opportunities whereby students 
can earn college credits through assessments that prove proficiency. A few examples of these 
opportunities include foreign languages, public speaking, and physical education courses. In 
fall 2011, there were 2,241 students enrolled and 89% were part time.

 
univerSity Of cOnnecticut

the university of Connecticut is the state’s public research university. the university was 
founded in 1881 as the Storrs Agricultural School and became the university of Connecticut in 
1939. In the fall of 2012, there were 30,256 undergraduate and graduate students enrolled, of 
which 74% are undergraduate students; 79% of the undergraduates attend the Storrs campus. 

the university has ten schools and colleges at the main campus in Storrs in addition to a School 
of Law and Graduate Business and a School of Social Work in Hartford, five regional campuses 
throughout the state, and a dental school and medical school at the uConn Health Center in 
farmington, with 102 majors, 88 graduate fields of study, and 5 professional degree programs.

the university is governed by a 21-member board of trustees, of which 12 members are 
appointed by the governor, students and alumni elect two members each, and there are five 
ex-officio members including the governor and commissioners of agriculture, education, and 
economic and community development. the uConn board is responsible for governing the 
university and developing its mission statement, including the role and scope of each branch 
campus.
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cOnnecticut cOnference Of independent cOllegeS (ccic)

the Connecticut Conference of Independent Colleges represents 16 nonprofit independent 
colleges and universities in the state. the following institutions are members of CCIC: 

• Albertus magnus College

• Connecticut College

• fairfield university

• Goodwin College

• mitchell College

• Quinnipiac university

• rensselaer at Hartford

• Sacred Heart university

• St. vincent’s College

• trinity College

• university of Bridgeport

• university of Hartford

• university of new Haven

• university of Saint Joseph

• Wesleyan university

• yale university

the presidents of the member institutions comprise the board of the CCIC. member institutions 
offer associate degrees through graduate and professional degrees. there are approximately 
66,000 students enrolled in the private colleges and 42% are Connecticut residents. the 
independent colleges enroll 36% of all postsecondary students statewide and award 47% of all 
degrees granted in the state.13 

Office Of higher educatiOn

the office of Higher Education (oHE)—formerly known as the office of financial Academic 
Affairs for Higher Education but renamed in P.A. 12-156, An Act Consolidating Connecticut’s 
Higher Education System—administers several programs previously administered by the 
former department of Higher Education and the Board of Governors for Higher Education. 
the oHE was placed within the Board of regents for administrative purposes only. the office 
is led by an executive director who is appointed by the governor and subject to legislative 
confirmation.  

13   http://www.theccic.org/resources/CCIC_Presentations/ accessed 10/25/12

http://www.theccic.org/Resources/CCIC_Presentations/
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oHE administers financial aid programs, licenses and accredits independent colleges 
and universities, oversees private occupational schools, administers the alternate route to 
certification program, and administers the student community service fellowship program. 

State BOard Of educatiOn

the State Board of Education (SBE) governs the SdE. As of July 2012, the board consists of 14 
members appointed by the governor with the advice and consent of the General Assembly. two 
of the members must have experience in manufacturing or a trade offered by the technical high 
school system; one member must have experience in agriculture; and two must be non-voting 
student members. the members are appointed to four-year terms, and the student members 
are appointed to one-year terms. the president of the Board of regents serves as an ex officio, 
non-voting member along with the chairperson of the technical high school system board. the 
State Board of Education recommends to the governor the appointment of the commissioner 
of education, who serves as the secretary to the Board for a term coterminous with that of the 
governor. 

Section 10-4 of the Connecticut General Statutes assigns to the Board responsibility for “... 
general supervision and control of the educational interests of the state, which interests shall 
include preschool, elementary and secondary education, special education, vocational education 
and adult education...” Section 1 of Public Act 97-290 amended the definition of “educational 
interests of the state” by including the following language: “In order to reduce racial, ethnic and 
economic isolation, each school district shall provide educational opportunities for its students 
to interact with students and teachers from other racial, ethnic, and economic backgrounds...” 
the Board establishes education policy, prepares legislative proposals, sets academic standards 
for teachers and students, administers a $2.45 billion annual general fund budget and provides 
leadership and support services to Connecticut’s 149 local and 17 regional school districts.

the Board’s priorities are described in its existing five-year plan, A Superior Education for 
Connecticut’s 21st Century Learners –2006-2011.14    the plan states the Board’s rationale for selecting 
the following three priorities, and actions the state will take to achieve expected outcomes in each 
area: high-quality preschool education for all students; high academic achievement of all students 
in reading and writing, mathematics and science; and high school reform.

cOnnecticut State department Of educatiOn

the Connecticut State department of Education (SdE) is the administrative arm of 
the Connecticut State Board of Education. through leadership, curriculum, research, 
planning, evaluation, assessment, data analyses and other assistance, the department helps 
to ensure equal opportunity and excellence in education for all Connecticut students. the 
department is responsible for distributing funds to the state’s 166 school districts. It also 
operates the state’s technical high school system and adult education programs. In the 2010-
2011 school year there were 556,184 students attending public schools. 

Career and Technical Education - through the federal Carl d. Perkins Career and technical 
Education Improvement Act of 2006, P.L. 109-270, the SdE distributes funds to approximately 
117 districts, 12 Connecticut community colleges, and the university of Connecticut for the 
14   As of november 2012, SdE is in the process of developing a new 5-year plan that will likely cover the period of 
2013 – 2018.
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improvement of career technical education (CtE) programs (formerly known as vocation 
education). In 2011-12, districts reported secondary level student participation of 133,037 in 
CtE courses.  In the same year, at the postsecondary level, 64,049 community college students 
participated in CtE courses. In addition to Perkins formula distribution of funds, districts and 
community colleges apply for Perkins competitive funds for innovative programs.

Carl d. Perkins funds are utilized in the comprehensive high schools for elective courses in 
career pathways leading to postsecondary education. Courses in Agricultural Science, Business 
and finance technology, Cooperative Work Education, family and Consumer Sciences, 
medical Careers, marketing Education, and technology Education are aligned to the nationally-
recognized 16 Career Clusters, one identified as the StEm cluster. However, CtE courses 
throughout the career clusters may be considered StEm, such as those offered through medical 
Careers and Agricultural Sciences.

CtE Programs in Connecticut high schools provide students with opportunities to

• explore and investigate careers as an extension of their classroom curriculum in order to 
make more informed decisions regarding post-secondary education and career plans;

• attain career, technical and academic skills leading to postsecondary education and 
careers;

• learn about workplace safety through exposure to the Connecticut young Worker 
Safety curriculum;

• earn CtE and college academic course credit while in high school through the College 
Career  Pathways Program (CCP);

• participate in a continuum of developmentally appropriate, structured work-based  
learning opportunities such as career fairs, college and career tours,  job shadows, 
community service projects, and paid internships; and

• through a collaboration between SdE and doL and a strict SdE/doL review and 
approval process, students enrolled in approved CtE programs that have a required 
work-based learning component are able to be placed in paid internships, including 
paid internships within potentially hazardous occupations typically prohibited to 
minors such as manufacturing; these positions are highly structured, monitored by 
SdE and mentored by the employers. An example of this opportunity is the Sikorsky/
teamsters Career Pathways Summer Internship Program.

Perkins Iv legislation requires states to report performance levels for secondary students who 
concentrate in CtE courses under the following core indicators:

1. Academic Achievement:  based on math and reading standardized scores

2. Skill Attainment:  based on CtE skill performance derived from the Connecticut CtE 
Assessment System

3. Placement : derived from a graduate student survey six months following graduation 
which indicate student placement in employment, the military, or postsecondary 
education
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4. Completion:  completion rate for students  who have participated in a concentration of 
CtE courses and graduate

5. Graduation:  graduation rate for students who have concentrated in CtE courses and 
graduate

6. non-traditional Participation: participation of students who enroll in CtE courses 
where 25% or less of a particular gender occupies  a specified occupational area, i.e., 
female participation in CtE pre-engineering courses

7. non-traditional Completion: Students who complete a concentration of CtE courses 
where 25% or less of a particular gender occupies a specified occupational area, i.e., 
males completing a concentration of courses in early childhood

In 2011-12, students who concentrated in CtE courses performed at approximately 8.0% 
higher than students who did not concentrate in CtE courses on the Connecticut Academic 
Performance test (CAPt) in mathematics and reading.  Historically, students who concentrate in 
CtE courses well outperform the nCLB targets for mathematics and reading on an annual basis.

States must meet federally agreed upon performance levels for each of the above core indicators 
each fiscal year as a part of the Perkins State Plan.  the Connecticut Community College System 
has comparable core indicators reported to the uS department of Education, office of Adult and 
vocation Education (ovAE), on an annual basis required for the continuation of Perkins funds.

Technical High School System (CTHSS) – As a result of P.A. 12-116, An Act Concerning 
Educational reform, the regional vocational-technical (v-t) schools were renamed to the 
technical high school system. there are 16 degree-granting technical high schools, one technical  
education center, and two aviation maintenance programs serving approximately 11,200 full-
time high school and adult day students. the system is overseen by a superintendent who is 
jointly recommended by the technical High School Board and commissioner of education and 
appointed by the SBE. the superintendent is responsible for the operation and administration of 
the technical high school system. the mission of the technical high school system is to provide a 
unique and rigorous high school learning environment that 

• ensures both student academic success, and trade/technology mastery and instills a 
zest for lifelong learning; 

• prepares students for postsecondary education, including apprenticeships, and 
immediate productive employment; and

• responds to employers’ and industries’ current and emerging and changing global 
workforce needs and expectations through business/school partnerships.

 
Adult Education – In Connecticut, state legislation mandates the provision of adult education 
services, free of charge, to any adult 17 year of age or older not enrolled in a public elementary 
or secondary school program. Adult education services include instruction in elementary 
and secondary completion programs or classes; English as a second language; and American 
citizenship classes. there are currently over 300 locations throughout the state that deliver adult 
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education services. the providers of services include local school districts, regional educational 
service centers (rESC), community faith-based organizations, and other agencies. nearly 30,000 
residents are served annually through these providers.

title II of the federal Workforce Investment Act (WIA) Public Law 105-220 requires each state 
to submit a five-year plan for adult education to the uS department of Education. Connecticut 
utilizes federal adult education funds to expand program offerings and provide a wide variety 
of agencies the opportunity to offer locally responsive programs.

title II of WIA outlines the following three core indicators of performance for adult education 
programs: 

1. demonstrated improvements in literacy skill levels. 

2. Placement in, retention in, or completion of postsecondary education, training, 
unsubsidized employment or career advancement.

3. receipt of a secondary school diploma or its recognized equivalent. 

for each of these core indicators, states must negotiate performance targets based on the projected 
percentage of students that achieve each indicator. Connecticut’s negotiated performance levels 
for each fiscal year are included in its annual State Plan revision, as required by title II of WIA, 
and then submitted to the CEtC for its approval and to the governor for final review.

technical high SchOOlS BOard

during the 2012 legislative session, the Education reform Act created a new board to govern 
the state’s technical high school system and transferred authority for running the system from 
SBE to the new board. the new 11-member board consists of 

• four executives of Connecticut-based employers appointed by the governor from 
nominees from the Connecticut Employment and training Commission;

• five members appointed by SBE; and

• the commissioners of the departments of economic and community development and 
labor.

the governor appoints the chairperson of the CtHSS board, who also serves as a nonvoting 
ex-officio member of the SBE. the SBE appoints the system’s superintendent based on a joint 
recommendation of the CtHSS board and the SdE commissioner. the board is also responsible 
for approving operating budgets, establishing specific achievement goals for students, and 
is required to identify quantifiable measures for each school and measure its performance. 
Examples of measures to be included are

• performance on the 10th grade Connecticut Academic Performance test (CAPt);

• trade-related assessment tests;

• dropout rates; and

• graduation rates.
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STATE AGENCIES

department Of laBOr

the department of Labor (doL) is part of the executive branch, with the commissioner 
appointed by the governor. the commissioner’s workforce development duties, as set forth 
in statute (C.G.S. Sec. 31-2), include: coordinating all employment and training programs in 
the state; implementing the CEtC plan; and maintaining an inventory of all employment and 
training programs in the state including funding sources and numbers served for each program.

Within the doL, regional workforce investment boards for each of the five workforce 
development regions in the state are responsible for providing the commissioner with labor 
information for their region and also for carrying out the duties and responsibilities for 
purposes of the federal Workforce Investment Act. Board responsibilities include oversight, 
strategic planning, and policy-making related to workforce development activities provided 
through the one-Stop delivery system. nineteen one-Stop delivery centers are located 
locally in eight regions of the state and work in close collaboration with local elected officials. 
they are essentially responsible for leading the workforce investment system in each local 
area. the boards comprise representatives from community-based organizations, state and 
local organized labor, state and municipal government, human service agencies, economic 
development agencies, community colleges and other educational institutions, including 
secondary and postsecondary institutions and regional technical high schools. the doL 
disperses funding for particular programs, such as funding for incumbent worker training and 
youth employment and training, through the boards. 

the one-Stop delivery system is the front line of the state’s workforce investment system.  
these locally based centers are intended to allow services to be streamlined and accessible to 
those who need the services by requiring the co-location of workforce partner representatives in 
the one-Stop centers. 

Office Of WOrkfOrce cOmpetitiveneSS

Prior to 2011, oWC served as an independent state agency within the office of Policy 
and management for administrative purposes only; however, Governor malloy changed 
the structure so that oWC is now an administrative unit within the doL and provides 
administrative services for the CEtC. during the 2011 legislative session, oWC was transferred 
to the doL, making it an administrative unit of doL.

oWC’s primary responsibilities are to assist the labor commissioner with the following:

1. Serve as the governor’s principal workforce development policy advisor and liaison 
with local, state, and federal workforce development agencies  

2. Coordinate the state’s implementation of the federal Workforce Investment Act of 1998, 
P.L. 105-220 

3. Annually forecast workforce needs and recommend ways to meet those needs  
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4. review, evaluate, and recommend improvements to the certification and degree 
programs offered by the technical high schools and the community colleges and 
develop strategies linking education skill standards to business and industry training 
and employment needs 

5. Create an integrated system of statewide advisory committees for each career cluster 
offered as part of the regional technical high schools and community college systems 

6. Participate in a working group to define preservice and minimum training requirements 
and competencies for people involved in early childhood education  

After oWC was made an administrative unit of doL, many of its previous responsibilities 
were either transferred to be the responsibility of doL or dECd. for example, oWC now 
assists (whereas previously it was solely responsible for) the doL commissioner in creating, in 
consultation with the superintendent of the regional technical high school system, an integrated 
system of statewide industry advisory committees for each career cluster offered as part of the 
regional technical high school and regional community college systems.

department Of ecOnOmic and cOmmunity develOpment

the department of Economic and Community development (dECd) is part of the executive 
branch, with the commissioner appointed by the governor. the agency’s workforce 
development duties and responsibilities, according to C.G.S. Sec 32-1c, include the following:

• to encourage and promote the development of industry and business in the state  

• to promote and encourage the location and development of new business in the state as 
well as the maintenance and expansion of existing business

the dECd mission is to develop and implement strategies to attract and retain businesses and 
jobs, revitalize neighborhoods and communities, ensure quality housing and foster appropriate 
development in Connecticut’s towns and cities. 

With the reorganization of oWC to doL, dECd was given additional workforce-
related responsibilities that were previously the responsibility of oWC. these additional 
responsibilities include  

• running the Innovation Challenge Grant program and establishing a Council of 
Advisors on Strategies for the Knowledge Economy to promote the formation of 
university-industry partnerships;

• funding a grant program, within available appropriations, to promote the 
commercialization of research completed by institutions of higher education and also to 
create a grant program to promote research collaboration between industry and higher 
education.

Other State agencieS With WOrkfOrce prOgramS

Department of Social Services (DSS)—the department administers the Supplemental nutrition 
Assistance Employment and training program, which assists Supplemental nutrition 
Assistance Program (SnAP) recipients. Services under this program include, but are not 
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limited to, job search training and education and training programs. dSS also operates the 
Senior Community Service Employment Program under title v of the older Americans Act. 
this provides employment at nonprofit settings for persons 55 years and older. Although dSS 
administers temporary family Assistance, the employment component of this program, Jobs 
first Employment Services, is administered by the department of Labor in partnership with 
dSS and the five regional workforce investment boards.

Department of Corrections (DOC)—the department administers a Work release program 
to assist offenders in obtaining meaningful employment. the goal upon discharge is for 
each offender to secure stable employment, a place to live, and sufficient savings to live 
independently. offenders reside in these programs for four months under 24/7 supervision. 
the department also runs a non-residential employment program for released offenders to 
obtain and maintain employment.

Department of Children and Families (DCF)—the department administers a work/learn 
program that helps young people, ages 14-23, address the challenges for successful transition to 
a self-sufficient adulthood.

Department of Mental Health & Addiction Services (DMHAS)—the department funds 35 
community-based organizations across Connecticut to provide a broad menu of employment 
and education services. these services include career planning, job search assistance, job 
placement, job coaching, and supported education.

OTHER RELATED ENTITIES – COUNCILS AND OFFICES

cOnnecticut emplOyment and training cOmmiSSiOn (cetc)

the Connecticut Employment and training Commission (CEtC) is Connecticut’s State 
Workforce Investment Board, authorized under federal law (the Workforce Investment Act 
of 1998, or “WIA”) and state statute. As such, CEtC provides workforce-related policy and 
planning guidance to the governor and General Assembly, in pursuit of four broad goals: 

• a competitive and growing state economy

• a highly skilled and competitive state workforce

• adult workers capable of attaining financial self-sufficiency  

• students ready for work and postsecondary education upon high school graduation 

Governor malloy reconstituted the CEtC in fall 2011 as the lead organization to guide the state’s 
workforce-related policy and strategy. this was accomplished by reorganizing and restructuring 
the CEtC and involving businesses and employers from key industries in the state. 

Appointed by the governor, the majority of CEtC’s members represent business-sector 
employers, with the balance coming from public agencies, organized labor, education, regional 
workforce investment boards and community-based organizations. the governor appoints 
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a representative of business and industry to be the chairperson. the following list shows the 
current members of the committee: 

• Lieutenant Governor 

• Commissioner, doL

• Commissioner, dSS

• Commissioner, SdE

• Commissioner, dECd

• Commissioner, dEEP

• President, Board of regents

• twelve representatives from business

• one representative from government

• one representative from a Community Action Agency

• two representatives from labor

• Ex-officio members representing:

 v Labor

 v CCSu

 v Business

 v nonprofit foundation

 v dmHAS

 v nonprofit organization

 v doC

 v Hartford Public Schools

 v oWC

CEtC’s efforts are focused on developing opportunities to strategically align the broad array of 
Connecticut’s workforce development efforts with its job creation initiatives. Working through 
its committees and work groups, CEtC is responsible for the following tasks:

• Study the workforce-related priorities and challenges of targeted industry sectors and 
economic drivers critical to state economic growth.

• Study the challenges impacting different segments of the state’s talent pipeline (youth/
future workforce; higher education students; incumbent workers; dislocated workers; 
aging workers; special populations, etc.).

• Study effective workforce-development policies, strategies and programs here in 
Connecticut and nationally to identify approaches that work to prepare people for 
productive, rewarding careers, focusing on key in-demand occupations in targeted 
industry sectors. 
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• develop policy recommendations to align effective workforce-related resources, 
investments and strategies with economic development strategies to create and grow 
jobs.

• Assess and report regularly on the impact of these efforts.

CEtC’s work is conducted through its committees and associated work groups, with 
recommendations presented to the full CEtC for consideration and action. during the last half 
of 2011, the members of CEtC were assigned to the following committees and work groups: 

• Planning and Performance Committee

• Connecticut’s Green Jobs Partnership

• Career Advancement Committee

• youth Employment Committee

• Industry Sectors Committee

 v Allied Health Workforce Policy Board

 v Advanced manufacturing Work Group

• Adult Literacy Improvement Work Group

 
the committee, in fulfilling its tasks as mentioned above, completed and approved its annual 
plan in September 2012. the plan includes four overarching goals that serve as a broad 
framework for its policy and strategy. these four goals are 

1. Business Growth—Connecticut businesses, particularly those in key industry sectors, 
will have access to the human resources and talent they need to compete effectively, 
prosper in Connecticut and create new jobs for Connecticut workers.

2. Current Workforce—All Connecticut workers will have the skills and credentials they 
need to prosper and advance in careers that pay well and provide good benefits to 
support their families.

3. future talent—All Connecticut youth will be ready for career and postsecondary 
success as productive contributors to a vibrant and competitive state economy.

4. System transformation—Connecticut’s workforce/talent-development system will 
support a world-class workforce and competitive economy through aligned and 
integrated goals, strategies, policies, services and infrastructure whose performance is 
regularly monitored and results evaluated.

 
for each of the four goals, CEtC identified a set of indicators to be used to monitor progress 
quarterly. However, the progress metrics that were chosen are still pending review and 
approval by the commission. the Performance and Planning Committee continues to meet 
to develop the metrics. Also discussed at the CEtC meeting in September was the possible 
addition of a life sciences work group. 
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higher educatiOn cOOrdinating cOuncil

the Higher Education Coordinating Council was established in statute in 1999 and is composed 
of the chairmen of the boards of trustees and the chief executive officers of each constituent unit 
of the state system of higher education along with the secretary of OPM and the commissioner of 
higher education. However, the legislation never specified who would organize the meetings and 
be administratively responsible so the council never materialized. In 2011, in conjunction with the 
reorganization of the higher education system, Governor Malloy reinvigorated the council, clarified 
its objectives and purpose, and assigned OPM responsibility for the administrative duties of the 
council. 

The council now includes the Secretary of the Office of Policy and Management, President of the 
Board of Regents for Higher Education (BOR), President of the University of Connecticut, BOR Vice 
President for Community Colleges, BOR Vice President for Connecticut State University Systems, 
Chair of the Board of Regents for Higher Education, Chair of the Board of Trustees for the University 
of Connecticut, and Commissioner of State Department of Education. All members must attend the 
meetings, and only OPM can send a designee to the meetings. Since its reconstitution the council has 
met twice.

The council’s purpose is to set accountability measures by which to assess each public institution of 
higher education’s progress toward meeting the following goals: 

1. Enhance student learning and promote academic excellence

2. Join with elementary and secondary schools to improve teaching and learning at all levels

3. Ensure access to and affordability of higher education

4. Promote the economic development of the state to help business and industry sustain 
strong economic growth

5. Respond to the needs and problems of society 

6. Ensure the efficient use of resources

the council must also develop an implementation plan for use of the accountability measures. 
the council must consider graduation rates, retention rates, degree completions, tuition and 
fees, transfer patterns of students, trends in enrollment, and data on graduates by academic 
program, among others. the council must also work with the department of Labor to produce 
periodic reports on the employment and earnings of graduates and develop an annual 
affordability index for public higher education that is based on statewide median family 
income. Each constituent unit is required to annually submit an accountability report to the 
Bor by november 1st each year. A consolidated report will then be submitted to the General 
Assembly by december 1st of each year. to carry out this work, the Bor was the recipient of a 
national Governors Association grant that will assist the council with developing and analyzing 
the metrics into a report. the council has met twice in 2012 and is working on the goals as set 
forth in the legislation. 
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P-20 COUnCil

In January 2009, a P-20 Council was formed by executive order. the P-20 Council supported 
collaboration among four sectors: early childhood, K-12 education, higher education, and 
workforce training. the council was co-chaired by the president of the Connecticut Board of 
regents for Higher Education and the state commissioner of education. 

Since 2009, the P-20 Council met five times, with the last meeting occurring in September 2011. 
the council’s focus was two-pronged: 1) creating data linkages across the education continuum, 
and 2) improving educator effectiveness. 

In terms of addressing their first goal, creating linkages across the education continuum, 
the P-20 Council focused on collecting and broadly disseminating remediation data and 
6-year college completion rates. Prior to the P-20 Council, this information was not broadly 
disseminated. As mentioned previously, the second focus of the council has been on educator 
effectiveness. In october 2011, the council hosted a series of workshops focused on college 
and career readiness that brought together leaders from K-12 and postsecondary education, 
career and technical education, adult education, state agencies, and other interested parties. 
Participants were given a college and career readiness toolkit that contained tools, techniques 
and strategies to work locally to improve college readiness.

In october 2012, the governor announced through executive order a revitalization of the 
objectives and updating of the membership of the P-20 Council. the reconstitution of the 
council reflects the reorganization of the state’s of higher education system and also capitalizes 
on legislatively mandated education reform initiatives. the group’s first meeting was set 
for november 30, 2012. the newly reinstated council will serve as an advisory group to the 
governor, with the following goals: 

1. Serve as an advisory group that will have the capacity and responsibility to raise issues, 
discuss new ideas, and develop initiatives to address how the state can build a unified 
educational system.

2. Create a structure in the education community to allow stakeholders to lend their 
experience, perspective and feedback to the educational leaders of the state. 

3. Act as an advocacy organization to promote educational standards and reforms that are 
being undertaken from early childhood education through graduate education. 

the newly reconstituted council shall be chaired by the governor as a non-voting member and 
will comprise the following: 

1. Ex-officio voting members, who can designate an individual to participate in their place:

 v Commissioner, State department of Education (vice-Chair)

 v President, Board of regents for Higher Education (vice-Chair)

 v Commissioner, department of Economic and Community development

 v Commissioner, department of Labor

 v Commissioner, department of Social Services
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 v Commissioner, department of Children and families

 v President, university of Connecticut

 v Early Childhood Planning director, office of Policy management

 v vice-President (State universities), Board of regents for Higher Education

 v vice-President (Community Colleges), Board of regents for Higher Education

 v Chair, Connecticut technical High School Governing Board

 v Chair, Connecticut Employment and training Commission

 v President, Connecticut Conference of Independent Colleges (CCIC)

 v Executive director, Connecticut Association of Public School Superintendents 
(CAPSS)

 v Executive director, Connecticut Association of Boards of Education

 v Executive director, Connecticut Association of Schools (CAS)

 v President, American federation of teachers, Connecticut Chapter (Aft)

 v President, Connecticut Education Association (CEA)

 v President, Connecticut federation of School Administrators (CfSA)

 v President, Connecticut Charter School Association

 v Chair, regional Education Service Center Alliance

2.  representatives from educational institutions and organizations within the state to be 
chosen by their institutions/organizations:

 v President, CCIC member Institution

 v Superintendent, CAPSS member

 v Chair of a district Board of Education, CABE member

 v Administrator, CAS member

 v Educator (Aft-Ct Affiliation)

 v Educator (CEA Affiliation)

 v Administrator, CfSA member

3. three individuals to be appointed by the governor who represent the interests of 
parents and the Connecticut business community

Office Of early childhOOd educatiOn

the office of Early Childhood Education was created as a result of P.A. 11-181 within the office 
of Policy and management. In may 2012 a director was appointed who is responsible for the 
planning and development of a coordinated system of early care and education. the plan is to 
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consolidate existing early childhood education and child care programs and services serving 
children, birth to age 8. 

Currently delivery and design of early childhood education programs is driven by funding 
sources, with little to no coordination or collaboration between different agencies. for 
example, there is a child care component in the Welfare to Work program administered by the 
department of Social Services but there is also the federal Head Start program run through 
the department of Education. there also are limited data on whether the programs are 
producing the desired outcomes. However, as directed in the legislation, the newly created 
office is responsible for addressing these issues of fragmentation and lack of outcome data. 
the governor is also committed to the importance of early childhood education as indicated 
by increased funding for additional early childhood education openings, and he hosts regular 
meetings with the director of the office of Early Childhood Education and the commissioners 
of dSS, dCf, SdE, and dPH to discuss ways to consolidate and create a statewide coordinated 
system.

In summary, there are many entities within the state that comprise the workforce system. 
Although many of the entities’ missions do not directly specify job creation or workforce 
development, they still impact the workforce system and implement programs and policies 
related to Connecticut’s workforce system. therefore, when considering alignment of the 
workforce system in the state, it is important to factor in all entities that can and do have an 
impact. 
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rECEnt LEGISLAtIvE CHAnGES

this section of the report highlights several major legislative changes that directly impact 
the workforce alignment system that occurred during the 2011 and 2012 legislative sessions. 
Governor malloy and the General Assembly have been very active in enacting policy changes 
to address workforce challenges such as the state’s structure for higher education and early 
childhood education, the need for more data and information, and preparation of the future 
workforce. However, the full extent of the impact on the workforce system from this recent 
legislation has not been realized and cannot be assessed at this time. 

2011 SESSION

Public Act 11-1: An Act Promoting Economic Growth and Job Creation in the State  

Job Training incentives—the act established the Subsidized training and Employment 
Program (StEP) within the department of Labor to provide eligible small businesses 
and small manufacturers with grants for a portion of an eligible employee’s costs of 
employment, including training, during the first six months of employment. A total of $20 
million in general obligation bonds was authorized for fiscal years 2012 and 2013. By June 
30, 2012, the labor commissioner must report on the status of the program and include: 1) 
the number of small businesses and small manufacturers that participated in the program; 
2) number of individuals employed under the program; and 3) most recent estimates of jobs 
created or maintained.

Workforce Development—the act requires the labor commissioner to review 1) doL’s 
current training programs; and 2) use of manufacturing industry volunteers for training in 
manufacturing skills at the vocational-technical schools outside of regular school hours and 
at the community-technical colleges. In november 2011 the Connecticut Employment and 
training Commission established an Advanced manufacturing Workgroup charged with 
developing short- and long-term recommendations to address the workforce challenges 
confronting the growth of advanced manufacturing in Connecticut. In march 2012, the 
workgroup issued their Phase one report, which inventoried doL training programs, 
addressed the use of volunteers for training youth in the manufacturing industry, and 
provided recommendations intended to have short-term impact. In Phase two the group 
will examine all manufacturing-relevant training programs, not just those within doL, and 
provide recommendations to be implemented over the long term.

Workforce Forecasting and Coordination (section 34)—the act makes dECd an engaged 
and active partner in ensuring workforce needs are addressed through the vocational-
technical (v-tech) schools where necessary based on feedback from the business community.  
In particular, dECd is required to submit the following:

1. Information regarding the relationship between dECd and v-tech schools

2. Information on collaboration with the v-tech schools and the business 
community
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3. Workforce training needs

4. recommendations to address workforce training needs

5. Information regarding efforts of dECd to utilize the v-tech schools in business 
assistance and economic development programs

Public Act 11-70: A New Master Planning Cycle for Higher Education 

this act 
 

1. modifies the requirements of the strategic master plan for higher education 
required by existing law;

2. renames the Blue ribbon Commission originally formed to develop and 
implement the plan as the Planning Commission for Higher Education;

3. specifies that the commission must develop the plan and ensure its; 
implementation, rather than develop and implement it as under prior law; and 

4. restates and expands some existing plan requirements while eliminating others.

the act restates existing requirements in the strategic master plan concerning degree 
attainment, the number of people entering the workforce, and the achievement gap. It 
requires the plan to establish numerical goals for 2015 and 2020 that 1) eliminate the 
postsecondary achievement gap between minority students and the general student 
population and 2) increase the number of people who  

 v earn a bachelor degree, associate degree, or certificate;

 v complete coursework at community colleges;

 v enter the state’s workforce. 

the plan must also provide specific strategies for meeting these goals and consider the 
impact of education trends on higher education in Connecticut.

the act also requires public and independent higher education institutions receiving 
state funding to track unique student identifiers for all in-state students enrolled at the 
institutions until the student graduates or is no longer enrolled.

Public Act 11-85: An Act Concerning Closing the Achievement Gap

the act authorizes or requires a number of steps to help state and local school districts 
address the achievement gap between racial and ethnic student groups. Among other 
things, the act establishes an Achievement Gap task force; establishes an interagency 
council for ending the achievement gap that assists the task force; permits low-achieving 
schools to extend the school year and school day; and requires SdE to approve and 
distribute model curricula for math and reading for grades prekindergarten to 4.
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Public Act 11-133: Alignment of Postsecondary Education and Employment
 
the act requires oWC, biennially, to identify and report on the sectors or subsectors in 
which workforce shortages exist, the workforce skills needed in those sectors or subsectors, 
and which career pathways should be established, to the Board of Governors of Higher 
Education (now known as the Board of regents), effective october 1, 2011. 

the act also requires SdE to electronically distribute information on teacher shortage areas 
for at least the previous five-year period. this information must be distributed annually, 
by march 1, to the president of every higher education institution in Connecticut that offers 
teacher preparation programs. Effective July 1, 2011.
 
Public Act 11-135: High School Reform Delay

the act delays by two years the implementation of the secondary school reforms enacted in 
2010 that increased the minimum number of credits to graduate from 20 to 25. Instead of the 
requirement starting with classes graduating in 2018, it will start with classes graduating in 
2020.  

the act also requires, starting July 1, 2012, that each local and regional board of education 
create a student success plan for each student enrolled in public school starting in grade six. 
A student success plan includes a student’s career and academic choices in grades 6–12.

Public Act 11-140: An Act Concerning the Continuance of the Majority Leaders’ Job 
Growth Roundtable

Sec. 1 - revamps the eligibility criteria for student loan reimbursements for Connecticut 
residents graduating from public colleges and universities with degrees in specified fields 
and eliminates the reimbursements for non-degree training certificates in these fields. 
Among other things, the act expands the range of eligible degrees to include biomedical 
engineering and the manufacture of medical devices, but limits eligibility to residents 
working for a business related to their degree. under prior law, residents had to hold a 
job related to their degree, but the job could have been in business, government, or the 
nonprofit sector.

Sec. 9- Creates a task force to study business and industry barriers in the state and identifies 
seven items the task force should focus on. A few of the items the task force was required to 
focus on include the establishment of links between state and international companies and 
institutions of higher education; the development of a global business plan; and the offering 
of fellowships to top entrepreneurs who spend one year developing a new firm in the state. 
By february 2012, the task force should have completed its work; however, a chairperson 
was never appointed and therefore a task force was never organized.

Sec. 30- Creates the Learn Here, Live Here Program which provides an incentive for 
graduates of public higher education institutions or regional vocational-technical schools to 
buy a first home in the state.
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Public Act 11-181 –An Act Concerning Early Childhood Education and the Establishment 
of a Coordinated System of Early Care and Education and Child Development

the act creates, by July 1, 2013, a coordinated system of early care and education and child 
development. It requires the governor to appoint a planning director with the office of 
Policy and management (oPm) to develop a plan to implement the system. the act lists 
the systems’ duties and specific items the planning director must consider in developing 
the implementation plan. the act eliminates SdE’s office of Early Childhood Planning, 
outreach and Coordination. the act also changed the membership of the Early Childhood 
Education Cabinet and expanded it from 17 to 20. 

2012 SESSiOn

Public Act 12-94: An Act Concerning Higher Education

requires higher education institutions that participate in the Connecticut Independent 
College Student Grant (CICSG) program, Connecticut Aid for Public College Students 
(CAPCS) program, or Capitol Scholarship grant program to annually submit to the 
Connecticut office of Higher Education information on recipients of the program such as 
grade point average, expected graduation data, and family contributions toward education 
costs.

Public Act 12-31: An Act Concerning the Development of a General Education Core 
of Courses to Allow for the Seamless Transfer Among Public Institutions of Higher 
Education

requires the regional community college system and Connecticut State university System 
to implement a general education core of courses such that students can easily transfer 
between institutions and receive appropriate credit for courses taken. the university of 
Connecticut is not included in the bill.

Public Act 12-192:  An Act Concerning the Sharing of Information between the Labor 
Department and the Board of Regents for Higher Education

this act allows the doL to disclose employment records with the identifiers to the president 
of the Board of regents for Higher Education (Bor) for use in his official duties to the extent 
necessary to evaluate programs at higher education institutions governed by Bor. under 
current law, this information can be disclosed to nonpublic entities under contract with doL 
to administer grants related to unemployment or to regional workforce boards administering 
certain state and federal programs. this bill allows the information to be disclosed to the Bor 
president only and not to other institutions of higher education or their governing boards such 
as the university of Connecticut or the private higher education institutions in the state.

Public Act 12-116: An Act Concerning Education Reform

this act makes major changes in education law including, but not limited to, the following: 
addresses the state’s achievement gap; identifies and intervenes in school districts with low 
academic performance; and establishes a separate governing board for the state’s technical 
high school system.
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Achievement Gap—the act makes several changes to try to improve the state’s achievement 
gap. the act extends the Early Literacy Pilot program established in P.A. 11-85; requires 
the SdE to develop or approve reading assessments for K-3 students at a level below 
proficiency; and requires the education commissioner to develop a professional 
development program in reading research and instruction for teachers and principals.

School Performance index—the act revamps the accountability law in several ways, 
including creating a school performance index (SPI) based on student performance on 
mastery tests and other factors. SBE action and oversight in a school will be based on the SPI.
Commissioner’s network Schools – requires the commissioner to establish a network of 
schools to improve student academic achievement in low-performing schools. By July 2014, 
the commissioner must select up to 25 schools that have been classified as poor performing 
according to the newly established SPI index. the identified schools will receive help from a 
“turnaround committee” and a turnaround plan will be created.

School Readiness Program—for fiscal year 2013, the act increases the number of school 
readiness spaces by 1,000. the act also allocates funding to update a 2008 study that looked 
at the space and facilities required to provide universal early childhood education for all 
three-and four-year-olds in the state. the study results and recommendations are due to the 
Legislative Education Committee by April 2013.

Technical high schools—The act transfers authority from the State Board of Education 
(SBE) and creates a new, 11-member board to govern the state’s technical high school 
system. the act also changes the name of the regional vocational-technical (v-t) schools 
to the technical high school system (CtHSS). members of the new board are appointed 
as follows: four executives of Connecticut-based employers appointed by the governor 
from nominees submitted by the Connecticut Employment and training Commission; 
five members appointed by SBE; and two members appointed by the economic and 
community development and labor commissioners, respectively. the governor appoints the 
chairperson, who also serves as a non-voting ex-officio member of SBE.

Public Act 12-40: An Act Concerning College Readiness and Completion

requires the Connecticut State university System (CSuS) and the community-technical 
colleges (CtC), beginning by the 2014 fall semester, to offer certain students remedial 
support embedded with the corresponding entry-level course in a college-level program 
and certain other students an intensive college readiness program. It generally prohibits 
other forms of remedial education after that time. 

the bill also requires public high schools, CSuS, and CtC to align their curricula by the fall 
semester of 2016. Beginning by the 2014-2015 school year, it requires early assessment of 
eighth- and tenth-grade students’ college readiness and the sharing of such results. Lastly, it 
requires a report on 1) the transition of working adults to higher education and 2) the bill’s 
impact on CSuS and CtC programs for deaf and hearing-impaired students.
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Public Act 12-75: An Act Concerning the Learn Here, Live Here Program

the legislature expanded the Learn Here, Live Here Program to include any student 
graduating after January 1, 2014, from a public or private college in Connecticut or a health 
care training school located in the state. Previously, only graduates of state colleges and 
universities or regional technical schools could participate.

the program helps students save towards a down payment on their first home in 
Connecticut be segregating a portion of their state income tax payments ($2,500 per year) for 
up to 10 years after they graduate.
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ALIGnmEnt ProGrESS In StEm oCCuPAtIonS

the study includes an evaluation component of Science, technology, Engineering and 
mathematics (StEm) occupations in Connecticut. recent research indicates the increasing 
importance of StEm occupations in making states economically competitive, specifically due to 
the correlation between StEm occupations and innovation, economic growth, and productivity. 
In 2011, 9.2% of all Connecticut jobs were in StEm occupations.15 more than 9 out of the 10 
StEm jobs will require more than a high school degree.16 further, more than half of the StEm 
jobs in Connecticut will be in computer occupations.17

this section of the report examines: 1) trends in StEm occupational employment, wages, and 
projections for the future; 2) the Ct StEm Jobs project results; and 3) the implications for the 
future on alignment within the workforce system.

STEM OCCUPATIONAL TRENDS IN EMPLOYMENT, WAGES AND 
PROJECTIONS FOR THE FUTURE

Connecticut’s existing employment and training systems can be harnessed to provide a 
workforce training pipeline for the state’s 21st century economy. the availability of public and 
proprietary data sources for analysis and reporting is a critical task in implementing the most 
efficient use of resources. targeted economic development requires timely and descriptive 
labor market indicators that allow for policymakers to assess the state’s existing employment 
dynamics. A variety of economic indicators will be used to analyze the current labor market 
conditions in Connecticut, with a particular focus on StEm occupations. 

the department of Labor’s (doL) occupational Information network (o*net) classifies 
occupations as having a projected positive future outlook based on a variety of positive 
projected employment statistics. these occupations are broadly categorized as Bright outlook 
occupations. In addition to identifying Bright outlook occupations, the doL also provides a list 
of occupations that primarily engage in activities related to science, technology, engineering, 
and mathematics (StEm). Industries and occupations related to StEm are increasingly 
considered to be the catalysts of sustained economic prosperity in the ever-emerging knowledge 
economy. this analysis focuses principally on the assessment of current economic conditions as 
related to StEm occupations and industries. However, the doL’s Bright outlook occupations 
will be used as both a point of comparison and to diagnose future economic conditions.

the doL’s o*net classifies an occupation as having a bright outlook18 by analyzing the 
following indicators:

• Rapid Growth: the projected employment growth rate is significantly higher than the 
average for all occupations from 2010-20.

15   Bureau of Labor Statistics. 2011
16   http://www9.georgetown.edu/grad/gppi/hpi/cew/pdfs/stemconnecticut1.pdf
17   ibid
18   A list of all Bright outlook and StEm occupations identified by the occupational Information network can be 
found at www.onetonline.org.

http://www.onetonline.org
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• Numerous Job Openings: the expected net change in employment is significantly 
higher than the average for all occupations from 2010-20.

• New & Emerging Occupations: the demand for these occupations is expected to 
increase as a result of technology, consumer preferences, and environmental awareness. 

the doL’s o*net classifies an occupation as StEm based on educational and skill 
requirements: 

• STEM: these occupations require education in science, technology, engineering, and 
mathematics disciplines. 

In an effort to better assess Connecticut’s employment and training systems, several key labor 
market indicators have been examined longitudinally in Connecticut for both StEm and 
Bright outlook occupations. Additional geographic jurisdictions have been used as points 
of comparison when appropriate. the Bright outlook occupational category consists of the 
aggregate of the rapid Growth, numerous Job openings, and new & Emerging categories. A 
small sample of occupations appears in more than one of these categories. for example, freight 
forwarders (SoC 45-5011) have been classified by the doL as both a rapid Growth occupation 
and a new & Emerging occupation. the StEm occupational category is not included in the 
aggregate Bright outlook category but some specific StEm occupations can be found in the 
new & Emerging, numerous Job openings, or rapid Growth categories.

OccupatiOnal emplOyment WageS and cOncentratiOnS

the concentration of occupations and wages are both key indicators to assess the state’s 
readiness to meet future labor demands. the relative concentration of employment provides a 
metric to compare the availability of key occupational groupings with other regional and 
national geographic jurisdictions. the concentration of employment in occupational groupings 
provides a relative metric with which to gauge the state’s workforce. Similarly, the relative 
wages by occupational grouping provide an indicator for both surplus and shortage across and 
within regional labor markets. the following section shows how Connecticut fares compared to 
the nation and new England in terms of employment concentration and wages in StEm and 
Bright outlook occupations. 
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figure 6.1: emplOymenT in sTem OCCupaTiOns as a  
perCenT Of TOTal emplOymenT, 2011 

sOurCe: OCCupaTiOnal emplOymenT sTaTisTiCs. bureau Of labOr sTaTisTiCs. 2011 

As described in figure 6.1, total employment in StEm occupations expressed as a percent 
of overall employment was 9.3% in the united States in 2011. Connecticut’s employment in 
StEm occupations fell just below the uS average at 9.2% of total employment. the highest 
concentration of StEm occupations could be found in Washington State, with 12.1%, while the 
lowest was found in mississippi, with 6% of total employment. the largest concentration of 
StEm occupations in the northeast could be found in massachusetts, where these occupations 
constituted 11.4% of employment in 2011. 
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figure 6.2: OCCupaTiOnal grOupings as a  
perCenT Of TOTal OCCupaTiOnal emplOymenT, 2011 

Source: Occupational Employment Statistics. Bureau of Labor Statistics. 2011

figure 6.2 describes occupational groupings as a percent of total occupational employment 
(2011). the concentration of employment in Bright outlook occupations in Connecticut was 
quite similar to both that of the nation and the other northeastern states in 2011. Percent 
employment in Bright outlook occupations was 69.4% in Connecticut as compared to 70.1% 
in both the northeast and united States. rapid Growth occupations represented about 6% 
of employment in both Connecticut and the united States but were slightly higher at 6.9% in 
the northeast. the numerous Job openings represented a significant component of overall 
employment and constituted 64.7% in Connecticut as compared to about 65% in the northeast 
and the united States. Similarly, employment in new & Emerging occupations was consistent 
across all three regions and constituted about 8% of the workforce. StEm occupations were also 
fairly consistent, with roughly 9% of total employment across the three respective geographies.
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 figure 6.3: Wages in sTem OCCupaTiOns relaTive TO average Wages, 2011 

sOurCe: OCCupaTiOnal emplOymenT sTaTisTiCs. bureau Of labOr sTaTisTiCs. 2011 

the average wages in StEm occupations expressed as a ratio of average overall wages was 1.6 
in the united States in 2011, as noted in figure 6.3. further, Connecticut’s StEm wage ratio 
was slightly lower than the national ratio at 1.5 compared to overall wages. this means that 
StEm jobs in Connecticut pay on average 1.5 times the average wage of all other jobs. the 
occupational wage ratio in Connecticut was likely lower than other states as a result of elevated 
cross-occupational average wages for skilled labor, a surplus of educated workers, and a higher 
standard of living than other states with similar characteristics in the region. the highest ratio 
could be found in texas with 1.7 while the lowest was found in vermont with a ratio of 1.3 
compared to overall wages. the largest StEm wage ratio in the northeast could be found in 
new Hampshire with 1.6 compared to overall wages. 
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figure 6.4: Wages in OCCupaTiOnal grOupings relaTive TO average Wages, 2011 
sOurCe: OCCupaTiOnal emplOymenT sTaTisTiCs. bureau Of labOr sTaTisTiCs. 2011

the ratio of average wages by occupational grouping to average cross-occupational wages 
by region in 2011 (figure 6.4) provides a relative measure of compensation that accounts for 
differentials in cost of living. the largest ratio of wages can be seen in the StEm occupational 
grouping with 1.6 in the united States and 1.5 in both the northeast and Connecticut. real 
wages in StEm occupations in Connecticut were $77,905 compared to $72,936 in the northeast 
and $71,928 in the united States. the new & Emerging occupational grouping had a wage ratio 
that remained consistently above par for each of the three distinct regions. the ratio of new & 
Emerging occupational wages was 1.6 for the united States and 1.5 for both the northeast and 
the united States. 

real wages in new & Emerging occupations in Connecticut were $78,539 compared to 
$76,646 in the northeast and $70,104 in the united States. the ratio of average occupational 
wages to average cross-occupational wages for each occupational grouping was, for the most 
part, consistently lower in Connecticut than the northeast and often the united States. the 
occupational wage ratio in Connecticut was likely lower than the northeast and the united 
States as a result of elevated cross-occupational average wages, a surplus of educated labor, and 
a higher standard of living than other states with similar characteristics in the region. Cross-
occupational wages reached $52,830 in Connecticut as compared to $49,992 in the northeast and 
$45,230 in the united States.
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figure 6.5: Wages fOr sTem OCCupaTiOns by regiOn, 2001-11 
sOurCe: OCCupaTiOnal emplOymenT sTaTisTiCs. bureau Of labOr sTaTisTiCs. 2001-11 

the average wage for StEm occupations in Connecticut was slightly above the wages in the 
northeast and the united States but the premium declined significantly from 2001 until 2006, 
as shown in figure 6.5. the average wage for StEm occupations was significantly above the 
average wage across all occupations in Connecticut from 2001 to 2011. Average wages in StEm 
occupations grew from $57,354 in 2001 to $74,806 in 2011, a 30% increase. While the average 
wages across all occupations, rose from $39,960 in 2001 to $52,830 in 2011, a 32% increase. 

OccupatiOnal emplOyment grOWth and prOjectiOnS

occupational employment growth and projections provide a longitudinal indicator of both past 
and future trends in the regional labor market. Past employment growth has been segmented 
into three distinct time periods based on both changes to the occupational coding system and 
changes in the business cycle. the changes in the occupational coding system along with the 
nuances of the survey itself make a longitudinal analysis difficult, and the results should be 
viewed with some degree of caution.19 With these complications in mind, the historic growth of 
these occupations provides some interesting insight into changes in the regional labor market. 

the state employment projections from 2008 until 2018 afford a critical insight into what the 
labor market might look like in the not too distant future. these indicators are crucial for 
policymakers to appropriately prepare state workforce systems for future economic conditions. 
It is important to note that the projections should be used as indicating general trends and not 
to predict the actual number of future job openings. 
 

19   occupational codes were added, removed, and altered at each point of discontinuity. the data is produced from 
an aggregation of three years’ worth of surveys. As a result of both of these complications it is difficult to produce a 
longitudinal trend line.
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figure 6.6: emplOymenT grOWTh by OCCupaTiOnal grOuping, 1999-03 
sOurCe: OCCupaTiOnal emplOymenT sTaTisTiCs. bureau Of labOr sTaTisTiCs. 1999-03 

Employment growth by occupational grouping for the period of 1999 - 2003 is shown in figure 
6.6. Employment in Bright outlook occupations grew by only 0.6% in Connecticut while growth 
reached 5.7% in the northeast and 3.8% in the united States. the numerous Jobs occupations 
grew by only 0.4% in Connecticut compared to 5.1% in the northeast and 3.8% in the united 
States. the rapid Growth occupations grew by a staggering 18.4% in Connecticut compared 
to an even larger 29.3% in the northeast and 17.6% in the united States. new & Emerging 
occupations grew by only 0.7% in Connecticut while the northeast experienced 3.4% growth 
and the united States had 0.2% growth. StEm occupations grew at a far greater rate of 18.7% in 
Connecticut as compared to 5.3% in the northeast and 4.7% in the united States. 
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figure 6.7: emplOymenT grOWTh by OCCupaTiOnal grOuping, 2004-09 
sOurCe: OCCupaTiOnal emplOymenT sTaTisTiCs. bureau Of labOr sTaTisTiCs. 2004-09

 
figure 6.7 shows employment growth by occupational grouping for the period of 2004 - 2009. 
during this time period, employment in all Bright outlook occupations grew by 2.5% in 
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Connecticut, faster than the preceding four years. However growth in the northeast (3.1%) 
and the united States (3.7%) slowed down compared to the previous four years, but was still 
higher than Connecticut growth. numerous Job occupations grew by only 2.1% in Connecticut 
while growth in the northeast and the united States reached 2.5% and 3.5% respectively. rapid 
Growth occupations experienced 14% growth in Connecticut while occupational employment 
growth reached 24.5% and 20.9% in the northeast and the united States. new & Emerging 
occupations experienced 7.5% growth in Connecticut as compared to 5.7% in the northeast and 
9.5% in the united States. StEm occupations experienced a 2.3% decline in Connecticut while 
these same occupations experienced an 8.4% rate of growth in the northeast and 7% in the 
united States as a whole.
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figure 6.8: emplOymenT grOWTh by OCCupaTiOnal grOuping, 2010-11 

sOurCe: OCCupaTiOnal emplOymenT sTaTisTiCs. bureau Of labOr sTaTisTiCs. 2010-11 

Employment growth from 2010 to 2011 (figure 6.8) varied widely across both the three regions 
observed in this analysis as well as the occupational subcategories. the aggregate of all Bright 
outlook occupations grew by slightly more than 1% for both the northeast and Connecticut 
while the united States experienced growth of 0.8%. the numerous Job openings occupations 
had a very similar pattern of growth in the period, with Connecticut and the northeast 
experiencing just over 1% growth while the united States again had 0.8%. those occupations 
projected to experience rapid growth grew by 3.5% in Connecticut and 3.7% in the northeast as 
compared to just over 2.7% in the united States as a whole. new & Emerging occupations grew 
by 0.6% in Connecticut while these occupations grew by 2% in the northeast and 1.6% in the 
united States. StEm occupations declined by 0.8% from 2010 to 2011 in Connecticut while the 
northeast experienced growth of 0.4% and the united Stated grew 1.2%. 
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figure 6.9: prOjeCTeD emplOymenT grOWTh by OCCupaTiOnal grOuping, 2008-18 

sOurCe: sTaTe OCCupaTiOnal prOjeCTiOns. sTaTe emplOymenT seCuriTy agenCy. 2008-18
 
figure 6.9 shows projected employment growth by occupational grouping for the period of  
2008 - 2018. Employment in the aggregate of Bright outlook occupations is projected to grow 
by 6.9% in Connecticut compared to 11.7% in the united States. rapid Growth occupations 
are projected to grow by 22.3% in Connecticut, significantly below the uS rate of 33.2%. the 
numerous Job openings have a projected growth rate of 6.8% in Connecticut and 11.5% in the 
united States. Projected employment for new & Emerging occupations is expected to grow 
by 9.4% in Connecticut and 12.2% in the united States. Employment in StEm occupations is 
projected to grow by 10.8% from 2008 to 2018 in Connecticut and 14.3% in the united States.
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figure 6.10: prOjeCTeD annual jOb Openings by OCCupaTiOnal grOuping, 2008-18 

sOurCe: sTaTe OCCupaTiOnal prOjeCTiOns. sTaTe emplOymenT seCuriTy agenCy. 2008-18 

figure 6.10 shows the projected annual job openings by occupational grouping for the 
period of 2008 - 2018. Annual job openings expressed as a percentage of 2008 employment 
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in the aggregate of Bright outlook occupations are projected to grow by 2.8% in Connecticut 
compared to 3.3% in the united States. Job openings in rapid Growth occupations are 
projected to grow by 3.5% in Connecticut, but 4.4% in the united States. Similarly, numerous 
Job opening occupations are projected to grow by only 2.8% in Connecticut and 3.3% in the 
united States. the new & Emerging occupational category was projected to grow by 2.8% in 
Connecticut and 2.6% in the united States. StEm occupations are expected to grow by 2% in 
Connecticut during the period as compared to nearly 2.3% in the united States. 

training and educatiOn in Stem OccupatiOnS
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 figure 6.11: sTem COnferrals by aWarD level, 2003-11 
sOurCe: inTegraTeD pOsTseCOnDary DaTa sysTem.  

naTiOnal CenTer fOr eDuCaTiOn sTaTisTiCs. 2003-11 

As shown in figure 6.11, Connecticut’s production of educational credentials from programs 
in the StEm fields has increased both in real terms and as a percent of all degrees. the total 
number of StEm bachelor’s and graduate degrees expressed as a percentage of the total degrees 
of this level rose from 6.5% in 2003 to 7.9% in 2011. the total number of StEm postsecondary 
degrees at a level less than a bachelor’s degree declined from 5.8% in 2003 to only 2.6% in 2011. 
the difference between these degree categories increased substantially between 2003 and 2011, 
from a relatively equal percentage of degrees being awarded at all levels to a difference of 
nearly 5.3%, in 2011. this difference can be primarily attributed to a decline in the conferral of 
less than bachelor’s credentials in StEm coupled with some growth in the conferral of StEm 
bachelor’s and graduate degrees., while the total of StEm degrees for all levels that were 
awarded in the state remained relatively stagnant, only dropping from 6.3% in 2003 to 6.1% in 
2011. 
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figure 6.12: sTem COnferrals by subjeCT area, 2011 

sOurCe: inTegraTeD pOsTseCOnDary DaTa sysTem.  
naTiOnal CenTer fOr eDuCaTiOn sTaTisTiCs. 2011 

the total postsecondary educational credentials conferred in Connecticut during 2011 (figure 
6.12) were further disaggregated by specific program so as to provide additional granularity 
to the StEm labor supply. Engineering postsecondary conferrals in 2011 totaled 2,323 and 
represented the largest proportion of StEm awards, with 37.6% of total degrees. Comparably, 
biology-related programs produced a total of 1,479 graduates, or about 23.9% of total StEm 
awards in 2011. the fields of mathematics, physical sciences, and computer sciences awarded 
a total of 462, 558, and 540 degrees respectively that contributed to a combined 25.2% of total 
postsecondary StEm awards. 

EMPlOyMEnT, WAGES, AnD GDP in STEM inDUSTRiES

total national employment in StEm occupations was calculated for each distinct industry 
sector. the ten industries with the highest concentration of StEm employment relative to the 
overall size of the industry were used to assess the labor market from a demand perspective. 
Indicators such as GdP and payroll are not available by occupation but are readily available 
by industry. Examining indicators at the industry level helps to better understand the crucial 
nature that StEm plays in the health of the regional economy.  
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figure 6.13: Ten inDusTries WiTh The highesT COnCenTraTiOn Of  
sTem OCCupaTiOns, 2011 

sOurCe: OCCupaTiOnal emplOymenT sTaTisTiCs. bureau Of labOr sTaTisTiCs. 2011 

total employment of StEm occupations expressed as a percentage of total industry 
employment was computed using the may 2011 national Industry-occupation Employment 
matrix (figure 6.13). the identification of industries with the largest proportion of overall 
employment in StEm occupations will aid in understanding the implications of the 
aforementioned occupational employment transitions in Connecticut. the largest concentration 
of StEm occupations was found in Architectural and Engineering Services, with 60.1% of 
industry employment and a total of 775,860 of these occupations employed in 2011.  
 
the next three most concentrated industries were Scientific research and development, 
Computer manufacturing, and the Computer Systems design industries with 56%, 54.4%, and 
50% of industry employment respectively and a combined total of 1,188,020 of the occupations 
employed in 2011. the average wage in private establishments across the ten most concentrated 
StEm industries ranged from a lower bound of $78,882 in architectural and engineering 
services to $141,231 in computer manufacturing with an aggregate average wage of $101,447 as 
compared to a cross-industry average wage of $47,815. 
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figure 6.14: emplOymenT in sTem inDusTries as a perCenT Of TOTal emplOymenT, 2011 

sOurCe: mOODy’s analyTiCs. 2011 

the ten industries with the highest concentration of StEm occupations constituted 4% of total 
uS employment in 2011 (figure 6.14). Connecticut’s employment in these industries—5.5% 
of the state’s employment—was significantly higher than the uS average. the highest 
concentration of these industries could be found in Washington, with 8.8% of total employment, 
while the lowest was found in South dakota, with 1.6% of employment. the largest 
concentration of StEm industries in the northeast region could be found in massachusetts, with 
7.2% of overall employment in 2011. 
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figure 6.15: sTaTes WiTh lOWesT emplOymenT grOWTh in sTem inDusTries, 2011-21 
sOurCe: mOODy’s analyTiCs. 2011-21 

the aggregate employment of the top ten StEm industries in Connecticut was 88,755 in 2011, 
constituting 5.5% of total employment. Employment in StEm industries is predicted to rise 
by 6,887, or 7.8%, to a total of 95,642 by 2021 (figure 6.15). Connecticut had the fourth smallest 
growth rate as compared to the other states and the district of Columbia but was 26th in net 
employment growth.  
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figure 6.16: sTaTes WiTh highesT aggregaTe gDp in sTem inDusTries, 2011 
sOurCe: mOODy’s analyTiCs. 2011 

the aggregate GdP of the top ten StEm industries in Connecticut was $18.2 billion in 2011, 
constituting 7.9% of total GdP (figure 6.16). Connecticut ranked 13th among the other states 
and the district of Columbia but had the 19th largest overall GdP in these ten StEm industries. 
Aggregate GdP for StEm industries is predicted to rise by $12.2 billion or 67% to a total of $30.4 
billion by 2021. Connecticut had the fourth smallest growth rate as compared to the other states 
and the district of Columbia but was 22nd in net GdP growth. 
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figure 6.17: sTaTes WiTh highesT aggregaTe payrOll in sTem inDusTries, 2011 
sOurCe: mOODy’s analyTiCs. 2011 

the aggregate payroll of the top ten StEm industries in Connecticut was $9.2 billion in 2011, 
constituting 8.9% of total payroll (figure 6.17). Connecticut ranked 9th among the other states 
and the district of Columbia in the relative proportion of payroll but 18th in overall payroll in 
2011. Aggregate payroll in StEm industries is predicted to rise by $2.6 billion, or 28%, to a total 
of $11.8 billion by 2021. Although not shown in the figure, Connecticut had the fifth smallest 
growth rate as compared to the other states and the district of Columbia but 25th in net payroll 
growth. 

aSSeSSing the Stem laBOr market in cOnnecticut 
 
Connecticut’s concentration of employment in StEm occupations provides an indicator of the 
capacity for further economic development in high-tech industries. total employment in StEm 
occupations expressed as a percent of overall employment was 9.3% in the united States in 
2011. Connecticut’s employment in StEm occupations fell just below the uS average at 9.2% 
of total employment. StEm occupations were also fairly consistent with roughly 9% of total 
employment across the three respective geographies.

the ratio of wages by occupation is an excellent but not definitive indicator to assess labor 
demand. the average wages in StEm occupations expressed as a ratio of average overall wages 
was 1.6 in the united States and 1.5 in both the northeast and Connecticut. real wages in StEm 
occupations in Connecticut were $77,905 compared to $72,936 in the northeast and $71,928 in 
the united States. Average wages in StEm occupations grew from $57,354 in 2001 to $74,806 in 
2011, a 30% increase, while the average wages across all occupations rose from $39,960 in 2001 
to $52,830 in 2011, a 32% increase.

Employment in StEm occupations was extremely high at the onset of the 21st century but 
has declined significantly over the last decade. StEm occupations grew at a far greater rate of 
18.7% in Connecticut from 1999 to 2003 as compared to 5.3% in the northeast and 4.7% in the 
united States. these occupations experienced a 2.3% decline in Connecticut from 2004 to 2009 
while these same occupations experienced an 8.4% rate of growth in the northeast and 7% in 
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the united States as a whole. from 2010 to 2011, StEm occupations declined by 0.8% from 2010 
to 2011 in Connecticut while the northeast experienced growth of 0.4% and the united States 
grew 1.2%. Projected employment in StEm occupations is expected to continue this declining 
trend and projected to grow at 10.8% from 2008 to 2018 in Connecticut compared to 14.3% in the 
united States.

the total number of StEm bachelor’s and graduate degrees expressed as a percentage of the 
total degrees of this level rose from 6.5% in 2003 to 8.9% in 2011. However, the production of 
credentials necessary to gain employment in peripheral StEm occupations reflected a much 
more concerning trend. the total number of postsecondary degrees less than a bachelor’s degree 
fell from 5.8% in 2003 to only 2.6% in 2011. the deviation between these degree categories 
increased substantially to a difference of nearly 5.3% in 2011. It is clear from the data that the 
decline can be primarily attributed to a lower rate of growth in StEm credentials than the 
overall growth in degrees. When both levels of awards are analyzed together, the percentage 
of StEm credentials remained relatively stagnant across the period, having dropped modestly 
from 6.3% in 2003 to 6.1% in 2011. 

Connecticut’s employment in the ten largest StEm employing industries was fairly significant 
at 88,755 in 2011, constituting 5.5% of total employment as compared to 4% in the united 
States. Employment in StEm industries is predicted to rise by 6,887, or 7.8%, to a total of 95,642 
by 2021. the overall trend in growth of StEm industries in Connecticut mirrors that of the 
occupations they employ. the state had the fourth smallest growth rate as compared to the 
other states and the district of Columbia but was 26th in net employment growth. the low 
levels of employment growth for highly concentrated StEm industries further supports the 
stagnant rates seen in occupational employment projections.

the aggregate GdP of the top ten StEm industries in Connecticut was $18.2 billion in 2011, 
constituting 7.9% of total GdP. Connecticut ranked 13th among the other states and the district 
of Columbia but had the 19th largest overall GdP in these ten StEm industries. Aggregate GdP 
for StEm industries is predicted to rise by $12.2 billion, or 67%, to a total of $30.4 billion by 
2021. With such a significant and growing proportion of the state’s GdP coming from industries 
with a high concentrations of StEm workers, it is increasingly important to diagnose and 
address the low levels of employment growth projected over the next decade.

the analysis of the dynamics at play in Connecticut’s labor market for StEm occupations has 
both positive and negative implications for the future of the state’s economic health. relative 
wages in StEm occupations in Connecticut indicate that these careers provide substantially 
better livelihoods than other occupations on average. the concentration of employment in 
StEm occupations is below the national average and is projected to continue to decline through 
2018. the analysis of the largest StEm employing industries reveals that they constitute a large 
proportion of the state’s GdP, payroll, and overall employment picture. the production of 
higher echelon StEm labor has grown as a proportion of total bachelor’s degrees awarded, yet 
the proportion of lower-tier degrees has fallen significantly. 

these statistics seem to indicate that although Connecticut has a thriving concentration of 
StEm industries, it has an underproduction of StEm occupations as compared to other states. 
California which has a comparable 5.9% (Ct has 5.5%) employment in StEm industries, has a 
significantly higher 10.7% (Ct has 9.2%) employment in StEm occupations and a wage ratio of 
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1.6 (Ct has 1.5). the occupational wage ratio in Connecticut was likely lower than the northeast 
and the united States as a result of elevated cross-occupational average wages, a surplus of 
educated labor, and a higher standard of living. However, the findings seem to indicate that the 
largest obstacle to fostering growth in StEm industries is attracting businesses to the state and 
an inadequate production of lower-skill support occupations. 

one key observation seen in the falling proportion of lower-tier StEm educational credentials 
is that Connecticut might be lacking an adequate supply of the support occupations necessary 
to further high-tech development in StEm industries. In the absence of migration data for 
graduates who have obtained bachelor’s degrees in StEm fields, it is difficult to assess whether 
Connecticut is retaining graduates. further investigation and research into the causes of these 
conflicting pictures of the market for StEm occupations in Connecticut is necessary to properly 
prescribe targeted economic and workforce development.

ct Stem jOBS prOject

the Ct StEm Jobs project began in January 2009 and was one of only five federally funded 
pilot programs chosen throughout the country. the Ct StEm jobs sought to achieve five goals:  

1. Support regional economic growth. 

2. Assess and respond to employer needs. 

3. recruit new workers to StEm fields. 

4. Improve the ability of the employment and training system to respond to StEm 
education and training needs. 

5. Coordinate project activities with related initiatives and funding streams. 

despite being implemented during challenging economic times, the project successfully 
achieved the goals of the initiative by developing innovative solutions and being flexible to 
respond to changing economic needs. most importantly, the project management team put in 
place by the Eastern Ct Workforce Investment Board (the grant administrator) implemented 
several key initiatives that created a strong foundation for the project to be sustained beyond 
the grant period.

the planning and development of the grant took place during strong economic times. However, 
this project was initiated at the start of the Great recession and program implementation 
continued through the entire recessionary period. the unemployment rate at the inception of 
the Ct StEm Jobs project was 5.9% and in february 2010, it was at 9%. this created a challenge 
for the project on a number of fronts including the following: jobs were simply not available, the 
sheer number of potential clients was much higher than anticipated due to high unemployment 
rates, and the customer was different than initially anticipated. for example, prior to 
implementation, the project expected to serve recent high school and college graduates, and to 
see more clients in need of adult education. However, as a result of the recession, the typical 
client tended to be older, with a higher level of education, and with a successful work history. 
In fact, half of the clients were over the age of 50 and only 6% were under 30 years of age. 

due to the changing economic dynamics, several programs had to be redesigned and the project 
had to identify innovative ways to adapt to the realities of the economic situation. Because the 
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clients of the program tended to be older and had many years of work experience, what many 
were most in need of was retraining or upgrading skills.

A successful component and valuable asset for clients of the project was the inclusion of online 
training courses through the metrix online training tool. more than two out of three clients 
of the program indicated they used the tool. further, clients rated the metrix option highest 
when compared to the other resources that were available in the grant. In the surveys, many 
clients wrote that they wanted access to the tool longer than the 90 days provided. over the life 
of the grant, 426 clients completed 3,788 technology-based-learning (tBL) courses and 376 of 
those clients passed 3,426 exit tests (a 90% pass rate). Given that it was a popular and valuable 
resource for clients, of the three Workforce Investment Boards (WIBs) that had not used tBL 
prior to the StEm grant, two have already met with representatives from metrix Learning to 
discuss plans to budget for tBL and to continue to offer tBL to selected one-Stop clients. this 
represents a highly successful component of the Ct StEm Jobs initiative that will be sustained 
after the end of the grant period.

originally the grant had hoped to offer more on-the-job-training (oJt) opportunities. But 
again, due to the recession, employers were not hiring and therefore did not make available 
the openings that are required to conduct oJt. Instead, in response to employer needs, the 
WIBs developed and offered incumbent worker training for employers. A total of 36 employers 
utilized the services, which proved quite valuable as noted by employers in their survey 
responses. Employers felt the customized training had the greatest impact on improving the 
skills of the workforce and increasing productivity.

Another valuable asset of the program was the StEm Coaches initiative. this sentiment came 
through on the client surveys. When asked about the satisfaction of various aspects of the 
Ct StEm Jobs project, the Coaches ranked second immediately after metrix online training. 
Additionally, it is also worth noting that the career exploration workshops conducted by the 
Coaches were a close third. Given that many of the clients had experienced long periods of 
unemployment, the personal contact and guidance proved to be an invaluable resource. 

A key outcome of the Ct StEm Jobs project was the formation of new collaborations and some 
professional connections that had never before existed. many organizations, nonprofits, and 
state agencies were involved in the implementation and coordination of the Ct StEm Jobs 
project. It was through strong collaboration that the program was able to be responsive to the 
needs of the clients, resulting in a successful implementation; this collaboration also will help 
sustain elements of the project in the future. 

An example of the collaboration involved the redirecting of resources to create three “math 
academies” based on StEm Coach observations in the field. Inadequate math skills were 
identified as a primary barrier to college success for Adult Education students. through 
collaboration with the State department of Education’s Adult Education Bureau, a program 
was created to fill this need. three regional Adult Education sites piloted the “math academies” 
in 2009. this responsiveness and flexibility was the result of the strong collaboration and 
partnerships that had been forged as a result of the project, creating the foundation for similar 
efforts in the future. further, based on the experience with the StEm grant, StEm activities 
have been written into the latest Program Improvement Projects (PIP) issued by the SdE for 
Adult Education centers located throughout the state. 



connecticut academy of science and engineering58

connecticut’s skilled workforce: strategies for meeting the needs of  
business and industry today and in the future

alignment progress in stem occupations

Another initiative of the grant that will have a lasting impact in the state was the development 
of a new web portal, the CtStEmJobs.org website, which has had approximately 20,000 unique 
visitors. these visitors can serve as a resource to disseminate information about the value of this 
program even though the grant supporting this project has ended and the portal is not officially 
being promoted. the StEm web portal will be sustained and updated through collaboration 
with the Connecticut manufacturing, Energy, and transportation (Ct mEt) Initiative. Ct 
Works, high school, and community college counselors and educators continue to utilize the 
tool with their students and clients as well. the grant provided the initial funding for this 
resource that will continue to provide benefits to state residents.

there are several key lessons that were learned from the grant that should be applied to 
future workforce programs. A critical component of the success was that the grant allowed 
for flexibility in how certain aspects of the funds were utilized. this was critical since the 
grant proposal was written during strong economic times but the actual implementation 
occurred during the Great recession. Another important lesson learned is the need for strong 
collaboration and coordination among entities that comprise the workforce system. the StEm 
coaches identified a need, stronger math skills for adult learners, and through a partnership 
with Adult Education were able to meet this need. rather than creating a separate program 
within the state’s existing infrastructure, the project addressed a workforce alignment need with 
efficiency. further, although the federal funding has expired, the partnerships still exist and 
several of the more successful programmatic aspects continue. 

Stem fOr the future: natiOnal perSpective

Why such an emphasis on StEm? there are two compelling reasons – one, StEm jobs can be 
found in all industries and two, StEm graduates possess skills sought out by employers in all 
industries and occupations, signaling that StEm skills are in high demand.20 

What is not captured in the data for Connecticut but is reported nationally is the fact that 
there is a chronic shortage in StEm competencies as the demand for StEm talent grows in 
occupations outside traditional StEm jobs.21 Because of the skills a StEm major embodies, more 
and more employers are hiring StEm majors. 

Although Connecticut has seen growth in the number of StEm degrees awarded as a 
percentage of bachelor degrees, that growth does not necessarily translate into those graduates 
entering StEm occupations. the importance of StEm goes beyond looking simply at StEm 
careers. As stated previously, StEm graduates are hired in all fields—meaning students who 
are StEm majors possess the skills that employers seek; the core knowledge of the major is less 
of a factor. these skills include analytical thinking and problem solving, which are the skills that 
anecdotally Connecticut businesses say are hard to find. one reason students do not possess 
these skills is the fact that StEm majors make up a small percentage of graduating students. 

20   there is some variation in how to precisely define which degrees and occupations are considered StEm. In general, 
StEm includes: life sciences (except medical sciences), physical sciences, mathematics and statistics, computing and 
engineering. However, the department of Commerce includes certain StEm-related managerial occupations in its 
definition, and the organization for Economic Cooperation and development (oECd) includes manufacturing and 
processing, and architecture and building. Although not included in the statistical numbers, this report in its discussion 
of StEm considers it to include healthcare. this is important because in order to work in healthcare students must take 
StEm courses, therefore, teaching StEm skills prepares students for a broader array of occupations.
21   Georgetown university Center on Education and the Workforce presentation to committee 4/20/2012
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StEm majors, regardless of the industry in which they work, will earn more than non-StEm 
majors. In economics, the measurement of productivity is wages. So this earnings premium 
indicates that StEm majors are more productive than non-StEm majors and therefore 
command higher wages. this earnings premium for being a StEm major further leads to a 
diversion of StEm majors from traditional StEm occupations.

In particular, the demand for StEm competencies continues to grow. StEm is second 
only to healthcare as the fastest growing occupational category in the economy.22 further, 
occupations that poach top StEm talent are also among the fastest growing and highest paid 
in the economy. However, this poaching or diversion reduces the number of StEm graduates 
available for employment in StEm-related fields. the challenge for the K-12 and higher 
education systems is generating an adequate supply of students with StEm skills to meet the 
demand for workers in StEm fields as well as for workers in other fields where StEm skills 
are valuable to employers and provide flexibility for workers seeking employment. It is noted 
that out of 100 students who enter college and obtain a bachelor’s degree with a StEm major, 8 
remain working in a StEm field after 10 years. for women, only 3 remain working in a StEm 
field.23 the data also indicate that there is a premium for having a StEm degree--StEm majors 
earn more in any field they choose.24

As previously noted, the analysis of the dynamics at play in Connecticut’s labor market for 
StEm occupations has both positive and negative implications for the future of the state’s 
economic health. Although the concentration of employment in StEm occupations is below 
the national average and is projected to decline, what the data cannot tell us is the demand for 
StEm majors outside of traditional StEm jobs.

the analysis of the largest StEm-employing industries reveals that they constitute a large 
proportion of the state’s GdP, payroll, and overall employment picture. the production of 
higher-echelon StEm labor has grown as a proportion of total bachelor’s degrees awarded, yet 
the proportion of lower-tier degrees has fallen significantly. 

As previously noted, although Connecticut has a thriving concentration of StEm industries, it 
has an underproduction of StEm occupations as compared to other states. one key observation 
seen in the falling proportion of lower-tier StEm educational credentials is that Connecticut 
might be lacking an adequate supply of the support occupations necessary to further high-tech 
development. In the absence of migration data for graduates who have obtained bachelor’s 
degrees in StEm fields, it is difficult to assess whether Connecticut is retaining graduates. 
further investigation and research into the causes of these conflicting scenarios of the market 
for StEm occupations in Connecticut is necessary to properly prescribe targeted economic and 
workforce development initiatives and program investments. this is an example of analysis that 
can be done utilizing data available nationally, however the data do not paint a comprehensive 
picture and need to be supplemented with more current and future trend analysis in order to 
effectively create workforce policies and strategies.

However, given the national statistics that show an earnings premium for StEm majors, 
indicating they are more productive workers, and the ability of StEm majors to work in a 
22   Carnevale, A., Smith, N., Melton, M., “STEM,” Georgetown Center on Education and the Workforce, October 20, 2011.
23   Georgetown university Center on Education and the Workforce presentation to committee 4/20/2012
24   ibid
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number of fields, the state needs to create a coordinated effort to engage more students in 
StEm. this is not just about having more scientists in Connecticut. It is also about addressing 
what businesses are saying anecdotally about the skills gap—that they cannot find workers with 
the right skills to fill open positions.

further, there is considerable attention nationally on StEm and more and more resources 
being committed to encouraging students to enter the field. Ensuring collaboration among all 
the efforts currently underway in the state would help Connecticut compete for future funding 
opportunities.
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fIndInGS & rECommEndAtIonS

the economic well-being of the State of Connecticut and its citizens and businesses is 
dependent on a vibrant and globally competitive state economy. therefore, preparing the state’s 
workforce for the jobs of today and tomorrow must be a state priority of the highest level. the 
workforce system in its broadest form spans from an individual’s pre-natal care through their 
retirement. It is a complex system that requires coordination, collaboration, and continuous 
review and improvement of programs and initiatives provided by many state agencies and 
others (many with principal missions not specifically focused on workforce issues) in order to 
meet the changing needs of business and industry, and the state’s residents.
 
the CASE study committee’s recommendations focus on several areas for the purpose of 
achieving an effective aligned workforce system that has the ability to adapt to the changing 
needs that will be required of the future workforce. 

• A statewide workforce system should be coordinated to assure that

 v clear objectives are established and progress is monitored; 

 v education, economic development and workforce program entities are held 
accountable regarding each entity’s responsibilities related to workforce issues; 

 v implementation of strategies related to the workforce system are assessed and 
outcomes monitored; and 

 v a system is created that can address and adapt to transformations and globally 
emerging trends. 

• data and information that provide historical and projected future workforce trends 
are necessary for informed decision making regarding state and federal investments 
in workforce related programs. A data-informed system will ensure that agencies and 
others with workforce-related responsibilities are held accountable for results and 
outcomes.

• the needs of business and industry, and therefore how the education and training 
system prepares students and adults for workforce opportunities, are paramount. 
the workforce leadership responsibilities of the Connecticut office of Workforce 
Competitiveness (oWC) should include facilitating the development of relationships 
between and across the education and business and industry communities. Also, 
education and training initiatives should be integrated with key economic growth 
strategic initiatives to assure workers have the skills needed to support the business 
sectors identified by the department of Economic and Community development 
(dECd) as key to Connecticut’s future.

• Workforce programs and initiatives are principally supported by state and federal 
funding. determining where Connecticut can achieve the greatest impact and 
outcomes is dependent on program evaluation and analysis of available data. Program 
investments can be targeted to address short, medium and long term goals. flexibility 
in use of funds provided by the state and federal government is necessary to provide 
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funding to the types of programs necessary to address each of these time horizons and 
changes in the economy. the state should advocate for the more flexible use of federal 
funding to better meet the needs and priorities of individual states. 

• therefore, the state’s workforce system organizational structure should be changed to 
provide for focused leadership for the best opportunity to achieve desired outcomes. 
oWC should be an independent office that reports directly to the governor and is 
housed for administrative purposes only within the office of Policy and management 
(oPm). this will provide oWC with the authority, on behalf of the governor, to 
assure accountability of all agencies and organizations with workforce system-related 
responsibilities.

ORGANIzATIONAL STRUCTURE AND LEADERSHIP

FINDINGS

In order to compete globally, Connecticut needs to raise education and workforce training 
to the highest strategic priority. Place it adjacent to, and synched with, objectives of business 
and enterprise development. It is, after all, the goal of the state’s economic growth plan 
to not only create and grow businesses, but to fill the jobs in these new businesses with 
Connecticut residents. 

However, there exists a leadership gap in the state with a lack of accountability by the entities 
involved in education and workforce training. many constituents within the workforce 
system indicate that there is a leadership gap—no one with the authority to coordinate 
and implement strategy and policy. the current state structure enhances the potential for 
inefficiencies and merely encourages voluntary coordination among state agencies and entities 
involved in the workforce continuum. this results in inconsistent levels of coordination and 
collaboration, frequent duplication of efforts, and an inefficient use of resources.

Although Governor malloy recently increased his reliance on the CEtC to serve an active 
role as the state’s vehicle for the alignment and integration of economic development, 
education, human services, and workforce development policy, it still remains a board 
composed predominately of volunteers. Its main objective, as set forth in the federal 
Workforce Investment Act of 1998 and in Connecticut statute, is to advise the governor and 
serve as the state’s workforce investment board. It recently issued its annual plan as a means 
of fulfilling its obligations but it does not have the authority to execute or implement the 
changes recommended in the plan. 

oWC, which serves in an administrative function to the CEtC board and is under the 
direction of the Commissioner of Labor, lacks the authority to successfully provide 
leadership and visibility for state workforce programs and initiatives, and to overcome state 
agency resistance to system improvement to achieve desired outcomes. Since oWC is an 
office within doL, it may appear that it is providing guidance under the direction of doL 
as opposed to direction from the governor. this type of structure can create friction among 
state agencies and does not provide oWC with authority to act on behalf of the governor 
or to garner the greatest level of cooperation and collaboration among the diverse group of 
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state agencies and private sector partners comprising the workforce system. Importantly, 
even if oWC is given additional authority, success will depend on implementation by the 
individual agencies in the workforce continuum including but not limited to, the SdE, Bor, 
uConn, doL, and dECd, and regional workforce investment boards.

the governor, through dECd, has established the priority industry sectors for the state 
but the next step should be a strategy to prepare the workforce with the skills needed for 
employment in these sectors and also to engage business in developing effective workforce 
strategies to meet their needs. this requires all participants in the workforce system to 
collaborate and consolidate programming and resources. the state does a good job at 
implementing pilot programs but lacks the organizational structure to bring successful 
pilots to scale. the lack of coordination also drives the need for focused leadership.

In addition, the workforce investment boards (WIBs), doL, dECd, and regional educational 
service centers (rESCs) typically work independently from one another. this approach 
often results in missed opportunities for collaboration and does not produce a client-centric 
approach to services—meaning the unemployed or displaced resident is not provided on-
site with a holistic array of programs and services available. 

Without a central entity coordinating workforce efforts, programs and alignment issues 
are often addressed separately from public entities via private and philanthropic funders. 
In 2008, northeast utilities and united Illuminating invited the Connecticut Business and 
Industry Association’s (CBIA) Education foundation to a regional meeting of the Center for 
Energy Workforce development (CEWd). At the time, new England was the only region in 
the country without a consortium dedicated to CEWd’s mission of helping to address the 
expected workforce shortage in the utility industry due to retirements in the coming decades. 
As a result, the Connecticut Energy Workforce development Consortium (CEWdC),which is 
a public-private partnership of individuals from businesses, education and government, was 
formed. this forum has been helping to address the future workforce shortages in the utility 
industry but these types of initiatives are often funded by grants, making sustainability an 
issue. However, there is an opportunity for the state to continue the work if there were a lead 
entity in the state that could help coordinate the sustainability.

Another example can be found in Public Act 11-133, An Act Concerning Alignment 
of Postsecondary Education and Employment. oWC is required to report to the Bor 
concerning industry sectors where workforce shortages exist, the skills needed to fill the 
shortages, and the career pathways that should be established. However, the Bor only 
oversees the community colleges and public state universities. It is remiss to not include 
the university of Connecticut and the independent colleges. these institutions of higher 
education might already have existing programs that could be customized to fit sector needs 
rather than trying to establish a new program within the Bor system.

Public Act 12-129 further separated oversight of the university of Connecticut by  the 
Bor by eliminating requirements that uConn submit its mission to Bor for review and 
approval, and recommend institutional or campus mergers or closures to the Bor. the act 
eliminates the Bor’s authority over uConn with respect to mergers and closures. Also, 
uConn is now only required to submit a quarterly report on actual expenditures directly to 
oPm, instead of the prior requirement of submitting these reports to the Bor.



connecticut academy of science and engineering64

connecticut’s skilled workforce: strategies for meeting the needs of  
business and industry today and in the future

findings & recommendations

Connecticut, although a small state, offers the future workforce a wide array of higher 
education opportunities. However, these institutions must collaborate and coordinate 
resources in order to raise the visibility of the opportunities that exist in the state.

further, there still is fragmentation that leads to missed opportunities within the education 
system. the coordination that exists between the K-12 education system and higher 
education system occurs on a voluntary, pilot program basis rather than through a 
coordinated approach. this siloing results in an inefficient use of resources. 

Executive order #20 was signed by the governor on october 18, 2012 to revitalize and 
update the membership of the P-20 Council. the Council now includes all members of the 
state’s educational system, with appointments from state agencies and other organizations. 
the revitalized Council may help address the fragmentation in the education system. 
However, based on past history of the Council, it’s uncertain whether it will be effective 
and able to coordinate all entities in the education system for the purpose of ensuring “that 
Connecticut develops bold initiatives that strengthen all levels of the state’s education 
system so that students are best prepared with the skills needed in today’s job market.”
 
further, since the Council serves in an advisory capacity, it does not have the executive level 
authority similar to that of an executive branch state agency to implement policy changes 
and programs with direct accountability to the governor. therefore, it is worth considering 
alternative government structures for coordinating early childhood, and K-12 education 
through higher education. for example, in massachusetts a secretary of education has 
responsibility for the departments of early childhood education, elementary and secondary 
education, and public higher education. 

StEm awareness and education is another area that occurs in a piecemeal fashion. the 
state currently lacks an overall strategy to support the promotion of StEm education and 
careers and this is partly due to the lack of an entity that is responsible for the coordination. 
there are many initiatives that seek to increase awareness of StEm careers and to provide 
experiential learning opportunities. for example, the following are just a few of the 
over thirty initiatives in the state: Connecticut Innovation Challenge, CPEP, Connecticut 
Invention Convention, Connecticut State Science fair, mAtH CountS, and uSA Biology 
olympiad. there are also almost 90 informal science and nature centers providing science 
learning opportunities for youth in the state. 

In order to compete for funding opportunities made available by national organizations and 
the federal government, Connecticut needs a coordinated approach, particularly given the 
increased focus by the federal government and national organizations on the importance 
of StEm education. A clearinghouse for StEm activities and initiatives would more easily 
provide for and promote the dissemination and awareness of programs and information 
statewide to ensure that the maximum number of students are given the opportunity to 
participate and benefit from StEm-related programs.

RECOMMENDATIONS

this report recommends a different model to ensure effective oversight of major federal 
and state workforce funding streams. A new model will support CEtC in its policy-making 
role, increase accountability, and increase coordination and collaboration so funds can be 
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leveraged, maximized, and serve residents in the most efficient and effective manner. In 
order to achieve a coordinated and accountable workforce system, each entity within the 
workforce continuum must be held accountable and directly responsible for the outcomes of 
its programs.

figure 7.1 depicts the breadth of data analysis and synthesis that is necessary for monitoring 
and maintaining an effective workforce alignment system that includes (as represented by 
the circles in the figure) 

 v systematic review and evaluation of workforce programs;  

 v ongoing review and evaluation of the workforce system including best practices 
and benchmarking Connecticut to other states, the nation, and globally;  

 v continuous monitoring of the state’s performance on economic indicators; 

 v  review of state laws, policies, and practices to ensure they are flexible and 
adaptable to the changing economy, and 

 v synthesis and analysis of all workforce-related data and information by oWC to 
inform the workforce investment decision makers. 

this would require oWC to oversee the synthesis analysis and recommend policies 
and programs based on the findings. therefore, each workforce-related function in the 
system would report and communicate results and outcomes. these in turn would inform 
workforce system investment decisions to assure Connecticut has a vibrant, globally 
competitive economy that achieves economic well-being for its citizens and businesses.  
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figure 7.1: evaluaTing WOrkfOrCe prOgram/sysTem effeCTiveness

A data-informed system with entities held accountable for results and outcomes and a 
governmental structure that facilitates collaboration and communication are required to prepare 
the state with a workforce for tomorrow. It is only through successful implementation of these 
recommendations that the state will be able to better forecast and predict promising jobs for 
the future as well as the skills and training required for them, and then implement through 
workforce policy and programmatic reform the changes that need to occur. 

1. Several organizational structures were examined and it is recommended that the 
leadership for the workforce system take the following form:

 v In order to assure accountability within the workforce system, the first step is 
to evaluate existing programs’ goals and outcomes, then determine what the 
desired outcomes of workforce development policy for the state should be. oWC 
should be designated to serve as the entity that has the authority to work directly 
with the governor to: set objectives, monitor progress, and hold accountable the 
education, economic development and workforce program entities regarding 
workforce issues; assess the implementation of the strategies related to workforce; 
create a system that can address and adapt to transformations and globally 
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emerging techniques; and manage the comprehensive longitudinal workforce 
data system (with guidance from CEtC’s Planning and Performance Committee). 
therefore, oWC should work with state agencies and public higher education 
institutions to evaluate existing programs and establish measurable goals. A 
key responsibility for oWC is to serve as the “synthesizer and analyzer” of 
information as shown in figure 7.1 for the purpose of workforce investment 
decision making. this means establishing outcome goals that are directly tied to 
agency funding and memorialized in legislation for the following agencies: Bor, 
uConn, SdE, doL, and dECd and others as appropriate and to be determined. 
until there is accountability in government and public higher education, the state 
will not have a workforce system that responds to the needs of businesses and 
state citizens.

 v oWC should become a stand-alone entity that reports to the governor and is 
housed within oPm for administrative purposes only. the head of oWC, an 
individual with workforce development and policy expertise, should report 
directly to and be appointed by the governor. oWC should be provided with 
the staff and resources to fulfill its new responsibilities with additional support 
provided by the state agencies involved.

 v the governor should provide an overall workforce vision for the state to  

◊ raise the level of recognition and importance of workforce development;

◊  develop workforce system goals with guidance from oWC/CEtC; and

◊ rely on oWC for data and analysis for decision-making and 
accountability.

 v CEtC should provide the strategic guidance related to workforce issues, 
including a vision for targeting resources and for focusing oWC activities. 
further, oWC should develop, in consultation, with CEtC a process to provide 
businesses with information regarding all workforce-related programs. this 
information should be web-based, easily accessible, user friendly and updated 
regularly. the process should include a mechanism to provide businesses with 
an opportunity to receive alerts about updated and new programs.   

 v A General Assembly Select Committee on Workforce should be created to 
receive and review data and metrics for monitoring and policymaking related to 
workforce alignment. the committee should be structured similar to the Select 
Committee on Children and include, but not be limited to, chairpersons and 
ranking members from the committees on education, human services, higher 
education and employment advancement, commerce, and labor. 

 v When a new initiative is launched, (for example, Connecticut’s Innovation 
Ecosystem or fast five Program), oWC should be responsible for ensuring that 
all workforce-related issues are coordinated and funds leveraged to increase the 
efficient and effective use of public funds. 

 v oWC should serve as the convener and facilitator of the various state partners 
involved in StEm to create collaborations that would make the state be more 
competitive for federal funds. In addition, oWC should create a clearinghouse 
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for all the StEm initiatives underway in the state, disseminate information, 
and create awareness about existing and new programs to reach the maximum 
number of students possible.

2. Add representation of independent colleges and the university of Connecticut to the 
CEtC board so that all entities involved in workforce development are involved in the 
development of strategies at the state level.

3. Consider offering and co-locating comprehensive services (including Adult Education, 
among others) at the one-Stop Centers. this might entail co-locating all offices 
regionally or having staff work in multiple locations so that they can more easily 
collaborate on initiatives and jointly compete for federal funding. this will enhance 
collaboration and result in fewer missed opportunities.

BeSt practice: WOrkfOrce inveStment SyStem

Craig follins, president of olive-Harvey College in Chicago and a member of the CASE study 
committee, presented his findings on creating an effective workforce alignment system to the 
committee. He said an effective workforce alignment system can be viewed as a three-legged 
stool as shown in figure 7.2. 
 
Essentially, in order to build a strong economy, all three components of the workforce system 
—workforce programs, economic development, and education—must be working together on 
equal footing.

figure 7.2: builDing sTrOng eCOnOmies

sOurCe: Craig fOllins presenTaTiOn TO Case sTuDy COmmiTTee; june 2012
 
to accomplish this in Connecticut, as suggested by this study’s recommendation, it is necessary to have 
oWC serve in a leadership capacity with the authority to facilitate and implement the following: 
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• continuous improvement and monitoring

• strategic planning

• leveraging of resources 

• resource mapping

BeSt practice: maSSachuSettS Secretary Of educatiOn

Created on march 10, 2008, the Executive office of Education is responsible for the department 
of Early Education and Care, Elementary and Secondary Education, Higher Education, and the 
university of massachusetts system. In partnership with the individual departments, the office 
seeks to improve achievement for all students, close the achievement gap, and create a 21st 
century public education system that prepares students for higher education, work and life in a 
world economy and global society.

Having each department that is part of a student’s educational career integrated into one office 
more easily allows for collaboration, leveraging of resources, cross-cutting initiatives, and 
development of creative solutions that span the breadth of a student’s career. Also, this model 
has the secretary reporting directly to and held accountable to the governor. the secretary has 
the authority to implement and adapt policies and programs throughout the education system 
to meet the constantly changing needs of the state and its students.

DATA AND INFORMATION

FINDINGS

A common theme mentioned throughout the interviews, focus groups, and from study 
committee meeting discussions was the lack of adequate data to inform the workforce 
alignment system. 

A particular challenge for many of the workforce programs in the state is gathering outcome 
data that are necessary to truly understand if programs are effective. outcome data are 
not just a count of how many people were served, but involves looking at the results of 
those who were served by the program, and determining if they found employment or 
graduated—whatever the ultimate goals of the program might be. there increasingly has 
been discourse on the importance of sharing data between agencies involved with education 
and labor to better assess outcomes and worker preparedness. In addition, there is much 
discussion about how to ascertain which occupations or industries will require more 
workers in the future. However, these discussions remain at a preliminary stage, while the 
need for better information to inform decision making and investment continues to grow.
Currently, there is no way to understand what might happen in the future in terms of 
occupational demand by employers. Key information that was identified as missing from 
the data used to inform the workforce system are employment and occupational projections 
that look to the future, as opposed to solely relying on historical data. for example, the state 
currently has no systematic method of collecting data to determine what business needs are 
in the future so that workforce programs could be developed to meet those future needs. 
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right now things occur in a piecemeal, ad hoc fashion and many initiatives occur outside of 
government through associations, foundations, or nonprofits in the state. 

However, given all these current limitations with what is available, there have been several 
recent successes in addressing the need for greater workforce data: 

• Legislative Report Card—In 2010, the agreement between the university of Connecticut 
and doL was found to not meet federal family Education and rights Privacy Act 
(fErPA) standards and therefore information could not be shared between the 
two agencies. federal fErPA regulations protect student information and provide 
guidelines as to who can see and share personally identifiable student record 
information. All schools that receive federal funds from the uS department of 
Education must follow the law. However, the federal department of Education in 
december 2011 issued revised fErPA regulations that have enabled uConn and the 
doL to create new data-sharing agreements. this sharing of information is only for the 
purposes of submitting the Legislative report Card to the General Assembly.

• The Training and Education Planning System (TEPS)—doL developed and maintains 
tEPS, which is a tool designed to aid in the analysis of the demand and supply of talent 
in Connecticut’s workforce. data are collected for tEPS analysis from many sources, 
including the state department of Labor occupational projections, federal Integrated 
Postsecondary Education data System (IPEdS), the office of Higher Education, and 
the State department of Education. Although the program has been in operation for 
approximately four years, it is still unclear if it is widely used. 

State lOngitudinal data SyStem 

Another initiative underway that will provide outcome data to help inform the workforce 
system is the State Longitudinal data System (SLdS). In August 2009, SdE was the recipient 
of a $2.9 million SLdS Grant by the national Center for Education Statistics (nCES) in the 
Institute for Education Sciences at the uS department of Education. this grant is currently in its 
second phase. Current goals of the project are to create 1) a student/schedule/teacher module 
to capture information about the courses in which students enroll, and 2) an interoperability 
framework for data sharing between preK-12, higher education, and labor to provide 
information based on longitudinal data that can be used to improve policy and practice and to 
increase student success.

the outcomes of these two projects will be the creation of a data infrastructure system intended 
to enable the following:

• monitor and implement secondary school reform to determine if students are indeed 
enrolling in the classes needed to graduate

• Provide more accurate accountability reporting for the federal Perkins Program25

• Evaluate whether students have been well prepared by their public school experience 
by determining the extent to which students need remediation upon entering the 
postsecondary system

25   http://www2.ed.gov/programs/fpl/index.html
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• Answer research questions about course-taking patterns and their relationship to 
student outcome measures

• Evaluate the impact of students’ experiences in both secondary and postsecondary 
education on their experiences in the workforce 

In 2010, the Interoperability Systems Council (ISC) was established to develop a plan and pilot 
a system for linking public K-12 and postsecondary education and labor data together. today, 
the ISC consists of a group of stakeholders from state agencies and organizations who are 
interested in staying involved in developments that pertain to increasing data interoperability 
across agency lines. members of this group include representatives from the State department 
of Education, Bor, university of Connecticut, Connecticut Conference of Independent Colleges, 
the Early Childhood data Workgroup, and the department of Labor. 

Agencies ready to create a shared data system are participating in a cross-agency data 
governance structure and are actively working to implement the Preschool through 20 and 
Workforce Information network (P20 WIn). A pilot of P20 WIn linking SdE, Bor, and 
doL is set to launch in August 2013. Participating agencies are actively working on system 
implementation and finalizing data sharing agreements and data governance policies to sustain 
the system beyond the time frame of the grant.

However, this is a pilot and does not include all data necessary to track all students in the state. 
for example, university of Connecticut student data will not be a part of the pilot and a plan 
or mechanism to link their data has not been developed. the CCIC is in communication with 
P20 WIn and is discussing how these institutions will participate in the future. the office of 
Early Childhood is also working with the system developer to determine the best way to collect 
and disseminate early childhood information. once the pilot system is operational, the system 
would need to be expanded to include students who attend private high schools in the state, in 
order to fully capture the pathways of the entire state’s population. further, the sustainability of 
the system has not been fully worked out. Interagency agreements concerning data sharing and 
data access are being developed but a long-term plan for financial sustainability and links to all 
public and private institutions in the state will be key for the future.

creating the laBOr market infOrmatiOn SyStem Of the future

As previously stated, Connecticut’s existing labor market information system can be harnessed 
to provide a workforce training pipeline that will guide the state’s economy in the 21st century. 
the availability and proper utilization of public and proprietary data sources is critical to 
assuring the most efficient and effective use of resources. targeted economic development 
requires timely and descriptive labor market indicators that allow for policymakers to assess the 
state’s existing employment dynamics.  
 
for example, there is a substantial lack of publicly available data products that adequately 
assess labor demand in the regional economy. Employment statistics for occupations and 
industries are readily available through traditional data sources. However, these statistics 
rely on historical data to make future predictions. they do not address issues pertaining to 
current job vacancy and labor demands that are crucial for policymakers when crafting worker 
reallocation and training programs. 
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An annual job vacancy survey could help alleviate this data deficiency in the state’s labor 
market system and provide a more detailed and forward-looking portrait of the regional labor 
market. An employer survey was conducted once by doL in collaboration with the university 
of Connecticut. However, due to cost constraints it was not continued. 

Currently, the state collects data on occupational employment that is then passed on to the 
federal Bureau of Labor Statistics and used in the creation of the bureau’s occupational 
Employment Statistics report. It is, however, quite difficult to ascertain detailed or longitudinal 
estimates at the state and regional level. the data are constructed by aggregating three years’ 
worth of survey data and are not built to be viewed longitudinally. this survey could be 
expanded at the state level so that Connecticut’s occupational employment could be analyzed 
longitudinally without fear of data discontinuities. the Bureau of Labor Statistics also creates 
detailed industry-level estimates of occupational employment at the national level. It would 
be extremely beneficial to have a similar matrix created at the state level to better assess inter-
industry employment at the state level. 
 
the Bureau of Labor Statistics provides state-level industry and occupational employment 
projections through its Employment Projections program. the projections, however, are 
provided on a biannual basis and only available at ten-year intervals. further, the projections 
assume a full-employment economy and also convert industry-level data into occupational 
data. Since, these projections use historical data, they cannot be used to predict what new 
occupations may arise in the future. In general, though, it is difficult to predict the future 
industries or occupations that will demand workers. 

State-level projections of industry and occupational employment levels created annually would 
be extremely useful for guiding decision making for allocating workforce development funds.  
Short-term projections in addition to the ten-year projections are needed, as most workforce 
training initiatives have significantly shorter time horizons. A total of 33 states provide short-
term industry projections, while 34 states provide these projections for occupations.26 Some 
states provide additional short-term projections for smaller geographic jurisdictions such 
as counties and metro areas. Projections, although often made inaccurate by sudden and 
unforeseeable paradigm shifts, are extremely useful in forecasting short-term labor market 
transitions. In addition to short-term employment projections, projections pertaining to job 
turnover and vacancy are necessary for comprehensive analysis.

the national Center for Education Statistics provides excellent data pertaining to postsecondary 
education degree conferral rates by subject area and award type. However, the creation of an 
integrated longitudinal workforce alignment data system would allow researchers to track 
not only educational attainment but also its effect on an individual’s labor market outcomes. 
An integrated workforce alignment data system could be used to assess the effectiveness of 
educational funding in the state and allow for the identification of areas that require further 
development. A system that links unemployment insurance wage records and worker 
employment characteristics with educational outcomes could provide an excellent tool for 
informing the state’s workforce pipeline of the opportunities available as well providing 
policymakers with outcome information that could better enable them to direct funding where 
the greatest return on investment can be realized.

26   http://www.doleta.gov/business/projections/docs/internetlinks.pdf
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Longitudinal data systems help answer important questions about outcomes in our educational 
system that cannot be answered today. tracking students from when they enter school through 
the workforce system helps policymakers understand the production, stock, and flow of human 
capital development.

With the current data collection systems, broad-based policy questions can be answered. 
However, to reorient the focus on educational outcomes and to better target interventions, 
the state needs more detailed student-level data that document educational participation and 
outcomes as well as participation in the workforce.

Since most data systems are specific to a particular institution, measures of success tend to focus on 
process rather than outcomes. for example, a college might achieve its four-year graduation rate 
goals, but if those students fail to enter the workforce, should the college declare success? With the 
data currently available, the state does not know how many of the graduates of the colleges and 
universities in Connecticut work in Connecticut or even what industries they work in. 

the following are ways in which each sector could benefit from a longitudinal data system: 

• the K-12 system could gain an understanding of how former students are performing 
in postsecondary education and in the workforce.

• Postsecondary education institutions would be able to access information about 
workplace earnings and placement—particularly those oriented toward vocational or 
professional preparation. In addition, information about K-12 student achievement 
would be useful to both secondary and postsecondary institutions for identifying areas 
where better secondary school preparation is needed.

• the workforce sector wants to know about prior training to identify and address 
skill gaps in the workforce. Having access to a more robust data system that tracks 
individual student outcomes will help the state decide whether to invest in education to 
address a skill gap or establish incentives to induce more workers to seek employment 
in the state.

Existing workforce data systems provide an excellent tool for policymakers to assess the 
regional labor market. the proposed additions to the data depository—including a job vacancy 
survey, longitudinal data system, improved occupational employment statistics, and reduced 
horizon projections for both occupations and industries—represent an opportunity for the 
state to provide policymakers with the most timely and detailed workforce data available. the 
utilization of existing and emerging data products is crucial in order to maximize the effective 
use of limited resources for targeted economic development and workforce-related programs 
and initiatives. In addition to the more efficient allocation of resources, a more detailed 
labor market information system will provide policymakers with additional insight into the 
effectiveness of past and present programs.

However, there is no central authority that consolidates, analyzes, and synthesizes all 
workforce program data, labor market data, and economic development-related data. After 
the data are analyzed, the results should then be used to either adjust programs, terminate 
ineffective programs, or implement new programs based on emerging trends or future needs. 
for example, who is responsible for identifying whether or not there are occupations or job 
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titles that continually go unfilled and then determining how the state could increase the supply 
of qualified workers in these areas? there is no formal, systematic, outcome-based program 
evaluation. Questions that could be addressed by implementing this type of evaluation include:  

1. How can programmatic outcomes be measured in a more focused and efficient way? 

2. How can the state evaluate the workforce alignment system to ensure public dollars are 
wisely spent?

3. Is state spending ensuring the outcomes and meeting the workforce needs? 

there is also no systematic comparison and benchmarking of Connecticut’s performance with 
progress of other states, the nation, and the world. However, CEtC is addressing the need 
for measures and benchmarks in their most recent annual plan and is working on creating a 
statewide dashboard to measure Connecticut’s progress.

 
RECOMMENDATIONS:

1. Although it is very difficult to predict the future and what occupations might exist 
years into the future, for now a hybrid method should be employed to understand 
in the short and medium term what occupations could arise or be on the decline. 
Such a method should include incorporation of the best data currently available for 
predicting future trends, which is real-time job posting data, in addition to the creation 
and administration of a quarterly employer survey that assesses current vacancy rates 
and future hiring plans. these two forward-looking data elements would be utilized, 
in addition to the current doL occupational projections that use historical data, to 
anticipate future trends. forecasting using these three data elements would enable 
the projections to provide a more robust picture of what is emerging for the future 
as well as better identify if past trends mirror the current labor market picture. An 
adequately sized job vacancy survey could provide both industry and occupational 
vacancies that would allow policymakers to prescribe targeted economic development 
solutions and maximize the return of existing training resources. the survey would 
need to be conducted on a quarterly basis in order to provide timely real-time and trend 
information. this type of survey not only helps job seekers understand where work is 
available and the types of occupations in demand, but it also helps employment and 
training services understand the current labor market and provides an indication of 
how well the labor market is doing.

2. the longitudinal data system must be supported and promoted by the state. All 
agencies and entities in the state that are part of the workforce system must provide 
their data and protocols for data use and sharing must be established. oWC should 
lead the effort by convening an interagency workgroup to determine the future 
sustainability of the longitudinal data system.

3. oWC should be responsible for creating a central repository for workforce programs 
that will provide information about workforce programs in the state and inform about 
the quality of the programs for the purposes of statewide implementation (scale-up). 
repository data and analysis should be publicly communicated and monitored so that 
successful programs can be evaluated for bringing them up to scale or determining 
sustainability efforts. 
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4. Enhance doL’s research capacity, since three-quarters or more of their funding is from 
the federal government, to produce more comprehensive data to inform the workforce 
system. the following should be incorporated into doL’s research: tracking of self-
employment and regular analysis of demand and supply of workers. 

5. Have oWC serve as the office that systematically assesses program performance 
and also analyzes the state’s overall performance on key metrics and benchmarks 
for comparison with other states, the nation, and globally. Several benchmark and 
best practice states and/or countries should be identified based on an analysis of key 
selection factors. relationships should be established with selected benchmark states for 
periodic joint review and analysis of each state’s progress. this would be included in 
the workforce system evaluation and review, as shown in figure 7.1.

6. Higher education performance metrics should be tied to meeting the needs of business. 
this requires that higher education institutions and systems continuously monitor, 
through surveys, whether or not their programs and graduates are meeting the needs 
of business. results should be used to assess performance and adapt and develop 
programs to meet the current and future needs of business.

BeSt practice: emplOyer vacancy Survey

the massachusetts department of Workforce development (dWd) conducts a semi-
annual job vacancy survey in an effort to assess the current condition of the state’s labor 
market. the survey has been strategically designed to provide the critical insights necessary 
for policymakers to craft strategic economic and workforce development initiatives. the 
consistent metrics used in the survey and the frequency of iteration allow analysts to provide a 
longitudinal portrait of the labor market in addition to a cross-sectional snapshot.  
 
the goal of the survey is to prevent imbalances in the supply and demand for labor across the 
state by identifying industries and occupations where elevated vacancy rates are present. In 
addition, the survey helps to isolate both labor and skill shortages in the marketplace, which 
is difficult to do in the absence of a formal job vacancy survey. the key indicators of the state’s 
labor dynamics afforded by the investigative nature of the vacancy assessment aid in the 
alignment of policy initiatives and provide businesses with effective recruiting strategies.  
 
the dWd combines the estimates attained by the job vacancy survey with data on 
unemployment by occupation and industry collected from state ES20227 filings as well as the 
Occupational Employment Statistics program. As of the second quarter 2010 survey, a total of 
10,011 employers were surveyed and the DWD received a total of 7,836 responses for a 78% 
response rate. The survey provided data on vacancy by industry, occupation, region, educational 
attainment, firm size, and a variety of combinations of these overall labor market segmentations. 
 
According to the Bureau of Labor Statistics, there were a total of 219,094 establishments in 
Massachusetts as of the second quarter of 2010. A rough calculation indicates that the vacancy 
survey covered approximately 4.57% of total establishments in Massachusetts. A survey with  
 
27   the Covered Employment and Wages Program, commonly referred to as the ES-202 program, produces a 
comprehensive tabulation of employment and wage information for workers covered by State unemployment 
insurance (uI) laws and federal workers covered by the unemployment Compensation for federal Employees 
(uCfE) program.
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comparable margins of error for Connecticut would need to cover about 5,053 of the total 110,578 
firms located in Connecticut as of the first quarter in 2012. The resulting industry and occupational 
vacancy rates could be combined with existing DOL data products to produce a granular and 
statistically valid assessment mechanism to analyze Connecticut’s employment dynamics. 

BeSt practice: State lOngitudinal data SyStem

the initiative for states to develop statewide longitudinal multi-agency data systems (SLdS) 
began with the authorization of the Educational technical Assistance Act of 2002. Progress 
on the development of SLdS accelerated with the passage of the American recovery and 
reinvestment Act in 2009, which provided an additional $245 million in grants awarded in 
2010. 

the data Quality Campaign (dQC), a bipartisan national advocacy group that supports state 
policymakers in promoting the development and effective use of statewide longitudinal 
data systems, has been tracking the progress states have made in developing SLdS. the ten 
state actions necessary to create a successful SLdS identified by the dQC include (with the 
corresponding number of states that have achieved the goal through 2012):

1. Link data systems (14 states)

2. Create stable, sustained support (35 states)

3. develop governance structures (40 states)

4. Build state data repositories (45 states)

5. Implement systems to provide timely access to information (5 states)

6. Create progress reports using individual student data to improve student performance 
(36 states)

7. Create reports using longitudinal statistics to guide system-wide improvement efforts 
(42 states)

8. develop a P-20/workforce research agenda (38 states)

9. Promote educator professional development and credentialing (6 states)

10. Promote strategies to raise awareness of available data (26 states) 

As of 2012, a total of 49 states have taken steps toward developing a SLdS. ten states have 
completed eight or nine of the actions (Arkansas, delaware, florida, Indiana, Louisiana, maine, 
north Carolina, ohio, oregon, and texas). delaware and Arkansas have made the most 
progress, having completed a total of nine actions with Arkansas completing the nine in 2011, a 
year before delaware. 

the Arkansas Education to Employment report was released in 2011 and marked the 
culmination of a decade-long commitment to the development of a comprehensive SLdS that 
includes public educational institutions. the sole shortcoming of the state’s data system is that it 
does not include private universities. the report, however, is extremely successful in evaluating 
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employment outcomes for graduates of public education from 2002 - 2009. the statistics 
generated by the Arkansas SLdS afford local policymakers a critical mechanism to evaluate the 
effectiveness of state education and workforce funding.  
 
A total of 170,000 credentials were examined during the period analyzed with nearly 70% 
having been awarded to domestic Arkansas students. the report examined wage differentials 
between degree levels and credentials in addition to industry and employment outcomes. 
notably, the report found that the median wages for those who attained a bachelor’s degree 
were highest in the engineering, technologies, and information sciences. It also found that 
nearly 64% of graduates were concentrated within the health services (23%), education services 
(22%), retail trade (8%), public administration (6%), and the social services (5%) industries. one 
key observation from the report was that as degree level rose, graduates were less likely to be 
employed in Arkansas, which indicates that the state may be experiencing a significant “brain 
drain.” In addition, the report helps to pinpoint key educational strengths and weaknesses in 
ways that would be unavailable to policymakers in the absence of a system linking tertiary 
education with workforce outcomes.

the overall governance and structure of the Arkansas SLdS represents a successful model 
for the delivery and dissemination of the critical educational and workforce indicators 
generated by such a system. the Arkansas research Center is governed by the Commission 
for the Coordination of Educational Efforts and adheres strictly to federal fErPA and HIPPA 
guidelines. the directors of all affected state agencies, as well as the trustees of various 
educational institutions, constitute the majority of the seats on the commission. Permission 
from each individual state agency contributing data must be secured prior to the onset of any 
research that utilizes the database. the database has a dual architecture that stringently protects 
the identity of individual records. Specifically, 50% of the database structure contains each 
individual’s identifying information while the balance contains associated data and a random 
numerical identifier.  
 
An ideal workforce system would provide primary and secondary education statistics that 
could be linked to tertiary and workforce outcomes. one key impediment to the short-term 
production of reports that include early educational statistics and outcomes is that in the 
absence of adequate historical records from existing state data systems, the generation of 
such indicators must wait until cohorts age into the examined sample. According to the dQC, 
delaware, florida, and texas have also made significant progress in developing SLdS systems 
that will, like Arkansas, provide critical policy insight.

EDUCATION AND BUSINESS/INDUSTRY LINK

FINDINGS

Connecticut’s education and training capabilities should be at a world leadership level for 
students across the entire spectrum of diversity and economic standing. Connecticut has 
a wide diversity of students, educational institutions and school districts. this diversity 
requires “tailored solutions” that are adaptive and focused on the student’s needs and 
business opportunities. the state should strengthen its funding opportunities to encourage 
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institutions and school districts to propose unique and innovative approaches that then 
should be carefully monitored to capitalize on success while also providing for timely 
intervention to avert failure. 

Success should be measured not only by the quality of the student scores/outcomes, 
but by the affordability, timeliness and adaptability of the educational processes. do not 
accept average scores as the only measures of success. Instead, in recognition of the huge 
diversity of student readiness and economic status, create metrics that both measure and 
assure the entire population of the state is served. Connecticut needs workers at all levels 
of educational achievement and also needs to offer career growth paths that move students 
“up the ladder of success.”

In order to have an effective workforce system, there must be a linkage between the state’s 
education system and business and industry. this section of the report examines some of the 
critical initiatives taking place in the state to reform the education system so that it prepares 
students to be the state’s future workforce, and examines areas that need improvement. 
It also looks at what other states are doing to improve the linkage between education and 
business/industry.

State OrganizatiOnal Structure

A prepared and educated workforce is the only way the state will be able to compete globally. 
this means that the state’s universities and colleges are critical to the state’s economic growth 
and the prosperity of its citizens. many of the nation’s governors are participating in the 
national Governors Association Complete to Compete initiative which focuses on helping states 
improve their students’ graduation rates. It is also recognized that higher education cannot help 
drive economic growth unless students’ academic achievement is linked to the needs of the 
marketplace. 

However, there is a longstanding tradition within public higher education institutions to view 
themselves as preparing an individual for future success as opposed to a particular career. 
Reorienting or expanding the missions of universities poses a major challenge for policymakers. 
Another challenge in responding to the needs of industry is addressing the time it takes to get 
new programs developed, approved and operational versus the immediate needs of business and 
industry.

Although the state has made progress by consolidating the state’s fragmented system of higher 
education, there is still opportunity to further improve coordination within the entire public 
education system. The Higher Education Coordinating Council, discussed earlier in this report, 
includes members from all Connecticut public higher education institutions and the commissioner 
of the State Department of Education. Its purpose is narrowly defined as implementing ways to 
simplify and reduce administrative functions as well as developing accountability measures for 
each public institution of higher education. However, the council does not meet regularly or address 
broader coordinating efforts, nor does it link in with CETC, except that several members of the 
council as also members of the CETC. 

Currently the coordination that exists between the early childhood, K-12, and higher education 
systems and other workforce-related training programs, either federally or state funded, generally 
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occurs on a voluntary, ad hoc basis rather than through a coordinated approach. This “silo” 
approach results in an inefficient use of resources and often means institutions are competing for 
federal funding as opposed to collaborating in a more effective and efficient manner. There are also 
missed opportunities for sharing up-to-date equipment between technical high schools, community 
colleges, and employers that are located near each other. 

However, there are examples of high schools and employers working together. Recently, the Mott 
Corporation hosted a group of students during the second shift to practice on their equipment at the 
same time they were conducting digital simulations in the classroom. This enhanced the students’ 
experiences by providing for contextualized learning and the employees also enjoyed mentoring 
and teaching the next generation of workers. However, these opportunities and partnerships are not 
coordinated or developed on system-wide basis.

higher educatiOn prOgram apprOval

A total of sixteen accredited nonprofit, independent colleges and universities in Connecticut 
constitute the Connecticut Conference of Independent Colleges (CCIC). the organization 
represents its constituent institutions through public policy development, research analysis, 
and coordinated government communications. the CCIC targets four major underlying themes 
in pursuit of its legislative agenda, with a principal focus on the coordinated articulation 
of benefits ascertained through independent higher education. the CCIC seeks to inform 
public policy in an effort to enhance workforce and economic development through the 
implementation of programs and activities that promote cooperation with the business 
community. the CCIC promotes the preservation of the autonomy and independence of CCIC 
member colleges and seeks to facilitate cooperative efforts to improve services and reduce cost. 
 
under current Connecticut law, the approval of new and revised academic programs at any 
of the state’s degree-granting independent nonprofit colleges, out-of-state higher education 
institutions, and public universities is reviewed by the Advisory Committee on Accreditation, 
administered by the office of Higher Education. further, in-state and out-of-state independent 
higher education institutions must get approval from the State Board of Education, whereas 
public universities obtain approval from the Board of regents. the state also has approval 
authority for modification of existing degree-granting programs. during the 2012 legislative 
session, CCIC supported H.B. no. 5221, “An Act Concerning Changes to Program Approval 
for Colleges and universities,” but the bill was not adopted. this bill proposed eliminating the 
requirement that nonprofit independent institutions of higher education authorized to operate 
in this state for more than twenty years obtain approval from the State Board of Education to 
implement new and revised academic programs.28 Currently, depending on the timing of the 
State Board of Education meeting schedule and an institution’s academic calendar, the process 
can take at least four months and can delay the start of a new program for up to a year.

According to the CCIC, Connecticut’s program approval process is significantly more stringent 
and complex than that of most other states.29 the organization found that 39 states had 
absolutely no approval process for independent colleges. the report also stated that of the  
eleven remaining states, four had only a review process rather than a formal approval process. 
the seven states that require a formal approval process include Connecticut, Illinois, maryland, 
 
28   www.cga.ct.gov/2012/toB/H/2012HB-05221-r00-HB.htm
29   www.ctmirror.org/sites/default/files/documents/Program Approval SAEC Survey no.pdf

https://www.ctmirror.org/sites/default/files/documents/Program%20Approval%20SAEC%20Survey%20NO.pdf
http://www.cga.ct.gov/2012/TOB/H/2012HB-05221-R00-HB.htm
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massachusetts, new Hampshire, new york, and ohio. Similar cross-sectional findings 
concerning individual state licensure and approval processes can be found in a similar report 
published by the Education Commission of the States.30 
 
It is the opinion of the CCIC that since its constituent organizations do not receive state support 
for their programs31, their survival depends on the development of fiscally sound programs for 
which there are marketable labor market outcomes for graduates. the removal of impediments 
to program approval could afford independent universities improved responsiveness to 
regional labor market conditions and in doing so improve the dynamics of the state’s education 
pipeline. 
 
the proposal to remove state approval for new or revised academic degree programs of 
independent universities is not without one important caveat. the quality of an educational 
program is one important aspect that potential students must consider when selecting where 
to pursue postsecondary studies. It is often difficult to find independent measures of higher 
education that report workforce outcomes and wages. this presents a challenge that warrants 
some level of consumer protection but does not necessarily justify the need for a state program 
approval process. 
 
An ideal revision of the state statute would address both the concerns regarding the approval 
process noted by the CCIC and the need to take into consideration the issues regarding 
consumer protection. one prospective solution would be to require that all independent 
universities in Connecticut participate in the proposed state longitudinal data system (SLdS). 
Participation in the proposed SLdS would allow for the creation of publicly available statistics 
on workforce outcomes and average wages for graduates of each degree program offered by the 
independent universities. 

the proposed system would allow independent higher education institutions to quickly 
respond to regional labor market conditions by removing the need for state approval of degree 
programs while assuring regulators that consumers would have the information necessary to 
make informed choices. this solution aligns with the underlying purpose of this report in that 
it enhances responsiveness of existing workforce training systems while producing additional 
data that allows for increased transparency. 

educatiOnal attainment

In many respects, Connecticut is doing well. Connecticut’s workforce, compared to that of 
other states in terms of education and skills, is relatively better than other states. there is a 
high proportion of good jobs—professional and managerial —and vibrant industry sectors. 
furthermore, in general, more educated individuals move into Connecticut; in-migration 
increases college attainment levels of the state’s population. 

However, as previously mentioned, although in the aggregate, Connecticut is relatively better 
off than most other states in terms of education and skills, the state faces challenges with respect 

30   mb2.ecs.org/reports/report.aspx?id=228
31   However, independent colleges receive state funding through the Connecticut Independent College Student 
Grant (CICSG) program. this program allocates funding to each independent college using a statutory allocation 
formula which distributes funds based on the number of Connecticut residents enrolled at each college.
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to the pipeline of workers. Educational attainment imbalances exist, with the widest disparities 
in income—suburbs are among the top in the state while cities struggle with serious educational 
and economic challenges. the difference between minorities and whites in terms of educational 
attainment is shown in figure 9.1. 

figure 9.1: minOriTies in COnneCTiCuT are, On average, muCh less eDuCaTeD Than WhiTes. 
feWer have COmpleTeD high sChOOl, anD feWer have COmpleTeD COllege Degrees. 

sOurCe: u.s. Census bureau, 2009 ameriCan COmmuniTy survey

Postsecondary education provides access to occupations across the economy, while workers 
with a high school diploma or less are largely limited to three occupational clusters—food and 
personal services; sales and office support; blue collar—that are either declining or pay low 
wages.32 further, the Education Commission on the States found that postsecondary institutions 
in Connecticut produce far fewer certificates and far more bachelor’s degrees than the national 
rates for those credential types.33 to remain globally competitive, it is estimated that each state 
must ensure that at least 60% of its adults ages 25 to 64 have an associate’s or bachelor’s degree 
by 2025. In Connecticut, the current rate is 45.8%, which means the state will need to produce an 
additional 115,713 degrees by 2025.34 
In a recent Brookings report, two of Connecticut’s metro areas (Bridgeport-Stamford-norwalk 
and Hartford-West Hartford–East Hartford) rank in the top 10 in the nation for the level of 
demand for workers with a bachelor’s degree or higher.35 for example, in the Hartford  
 
32   Georgetown university Center on Education and the Workforce, “Projects of education demand for the future 
workforce,” April 20, 2012 presentation to the CASE committee.
33   the Education Commission of the States presentation at february 7, 2012 CASE committee meeting
34   “Connecticut: the return on Investment to Increasing Postsecondary Credential Attainment,” CLASP Center for 
Postsecondary and Economic Success, April 2012.
35   rothwell, Jonathan, “Education, Job openings, and unemployment in metropolitan America,” Brookings 
Institution, August 29, 2012.
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metropolitan Statistical Area, 45% of all job openings in 2012 required a bachelor’s degree or 
higher, yet the bachelor’s degree or higher educational attainment rate in 2010 was 35%. 
Another way to monitor the value of education is by looking at the education premium, which 
is the value of a college education relative to a high school education. Historically, an individual 
with a college degree could expect to earn 40% more in his or her lifetime than someone with a 
high school degree. that percentage has risen to 80% and within five years may increase to 100%.

A real gap exists that needs to be addressed in terms of the degrees and credentials conferred 
in the state and ensuring they are meeting the needs of employers. this finding is further 
supported by information provided by many of this study’s focus group participants. Employer 
participants noted that it is difficult to fill open positions. It can also be difficult to connect with 
secondary and postsecondary institutions of education. there was also discussion in the focus 
group sessions that often teachers, who have a significant influence on students, are unaware of 
the types of job opportunities available for students and the skills required for those jobs. 

this disconnect in the state’s educational system is evident in several large projects underway 
in the state. In September 2012, a consortium of colleges that are a part of the Connecticut State 
Colleges & universities was awarded a $12 million federal grant from the department of Labor to 
focus on providing targeted certifications, industry-recognized credentials, and associate degrees to 
dislocated workers, veterans and other underemployed workers for careers in the growing health 
and life science fields. the collaboration among these colleges and universities is commendable, but 
there are also many private colleges in the state that already have programs that could be leveraged 
and federal dollars used more efficiently. there needs to be greater linkage for higher education 
across the state, regardless of whether institutions are private or public.

effOrtS in cOnnecticut

there is widespread recognition that Connecticut needs to raise the level of education for all 
students in the state. the demographics of the state are changing and this poses challenges for 
the development of the state’s future workforce. there have been several initiatives designed 
to raise the skill level of students and also to make the transition from high school to college 
successful. the next section of the report describes a few of the efforts underway in the state.

COMMON CORE STATE STANDARDS (CCSS)

In the spring of 2009, governors and state commissioners of education from 48 states, two 
territories and the district of Columbia committed to developing a Common Core State 
Standards (CCSS) for K-12 English and mathematics. the CCSS were designed to consist 
of fewer, clearer and higher-level standards that would be aligned with college and work 
expectations, include rigorous content and application of knowledge through higher-
order thinking skills, build upon the strengths and lessons of current state standards, be 
internationally benchmarked so that all students will be prepared to succeed in our global 
economy; and be based on evidence and research.

on July 7, 2010, the State Board of Education adopted the new national academic standards. In 
the fall of 2010, a task force of Connecticut content experts in English language arts (ELA) and 
mathematics worked to determine matches between the CCSS and the Connecticut standards. 
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In English language arts, 80% of the CC ELA standards matched Connecticut’s ELA standards, 
making about 200 of the 1,019 CC ELA standards “new” for Connecticut. In mathematics, 92% 
of the CC math standards matched Connecticut math standards, which translates into 40 “new” 
standards for Connecticut.

the CCSS-based curriculum began with the 2011-2012 school year for selected levels and 
courses. All K-12 district curricula based on CCSS will be implemented by 2013-2014 and 
assessments based on the new standards will begin in 2014-2015.

COMMON CAREER TECHNICAL CORE (CCTC)

In June 2012, the national Association of State directors of Career technical Education 
Consortium (nASdCtEc) unveiled a core of career technical education standards required for 
students to become career ready called the Common Career technical Core (CCtC).
Input from business and industry, administrators, and educators nationwide, including 
participants from Connecticut, helped to establish high-quality state and industry standards to 
become part of the CCtC.

the CCtC , which are presently being aligned to the CCSS, include a set of standards for each 
of the nationally recognized 16 Career Clusters which define what student should know and 
be able to do after completing a CtE program of study.  they include a set of Career ready 
Practices and knowledge and skills that apply across all career clusters areas. more information 
can be found at www.careertech.org. 

STUDENT SUCCESS PLAN (SSP)

the Student Success Plan (SSP), which was legislated by P.A. 11-135, began for all students in 
public education grades 6-12 statewide on July 1, 2012. the legislation requires all students to 
develop an academic and career plan. However, the SdE recommends the development of a 
personalized student learning plan consisting of academic development; career development; 
and social, emotional and physical development.  

overall, the SSP is designed to

1. keep students engaged in school;

2. help students establish goals and make better decisions for academic, personal, and 
career pursuits;

3. facilitate transition to post secondary education or employment; and

4. provide students with an understanding of the relevancy of what they learn in school to 
the requirements for workplace success in a global economy.

Students in the middle school will begin by exploring self-interests and establishing personal 
and academic goals that may lead to future study and careers. the flexible student-centered 
plan may be developed based on a particular career cluster/pathway or area of interest. While 
in high school, students may participate in courses and activities such as CtE to provide 
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foundational skills which will transition to postsecondary education and careers. the SSP 
should include experiences outside the classroom such internships and opportunities to 
participate in college or on-line courses while in high school. the plan, comprising academic 
and career experiences “in and out” of the classroom, should equip students with skills required 
to become college and career ready, sometimes referred to as the “21st century skills” or “soft 
skills.” the student may demonstrate college and career readiness skills by completing a 
Capstone or Senior project. the Capstone Project is a culminating activity which stretches a 
student’s knowledge in a topic of choice such as a career aspiration or other area of interest 
such as the arts. Adult mentors/advisors and parents provide support to the development and 
management of the SSP.  

over the last year, as a result of extensive professional development provided by the SdE, the 
Connecticut Association of Schools, State Education resource Center, the regional Education 
Service Centers, and the Connecticut School Counselor’s Association, the state-established SSP 
toolkit was distributed and demonstrated through best practice. 

A recent survey was conducted by the SdE to determine the status of SSP implementation in 
local school districts, the results of which are currently being evaluated.

COLLEGE CAREER PATHWAYS

the College Career Pathway Program (CCP), formerly known as tech Prep authorized under 
the Carl d. Perkins Act, is offered to students participating in CtE programs in Connecticut 
public high schools.  the CCP program promotes greater student achievement, postsecondary 
preparation and high accountability through articulation agreements that support seamless 
career pathways between high school and postsecondary educational opportunities. High 
school students formally enroll in a community college and register for articulated academic 
and career and technical courses at no cost and upon successful completion, are able to earn 
both high school and college credits. In 2011-12, 6,272 secondary students earned college 
credits through the CCP Program. the credits can transfer within Connecticut’s Community 
College system as well as to other universities and colleges within Connecticut and other states.  
Currently, revisions are underway to expand the CCP program to increase opportunities for 
students to earn college credit.

fifty-five comprehensive high schools participate in the College Career Pathways and the 
university of Connecticut Early College Experience Program Partnership with uConn’s 
department of Human development and family Studies. the program enables family and 
Consumer Sciences high school students to take the Individual and family development 
college level course in their high school and receive both high school and college credit from 
uConn. It requires a minimum of 40 hours of internship, reflective of specific periods in the life 
span of individuals and families. the course is a prerequisite at uConn for all students pursuing 
Education, Allied Health and family Studies majors 

I-BEST MODEL

the Integrated Basic Education and Skills training (I-BESt) model is an accelerated educational 
attainment program tailored to the needs of adult and English second language (ESL) 
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populations. the I-BESt program advances students to occupational training programs and 
helps them to progress to postsecondary credentials in high-growth fields that have livable 
wages. the program was organized by the Washington State Board for Community and 
technical Colleges in partnership with the state’s 34 community colleges and technical schools, 
and was developed in an effort to provide a solution to the problem of adult and ESL attrition 
in tertiary education. In addition to seeking to attenuate the attrition rates of these populations, 
the program also seeks to increase enrollment of these unique but growing student populations.  
 
Washington State’s I-BESt program requires that all participants have scored below a minimum 
threshold on the state’s college qualifying examination. many of the program’s applicants fall 
below the poverty line and as a result cannot afford the cost of the program without additional 
assistance. In an effort to alleviate this problem, the state also offers opportunity Grants to 
qualifying students. the program is funded through the state, but many colleges find additional 
support through outside funding sources. 

According to a report by the Community College research Center, the I-BESt model offers a total 
of 137 unique programs fields such as healthcare, construction, transportation, manufacturing, 
education, business, StEm, and protective services.36 the same report found that the highest 
median wage of all the resulting occupations offered by the I-BESt programs was in language 
translation services at $20 per hour while the lowest was found in education at $9.62 per hour.

the I-BESt model requires that each course offered in the program have both a basic skill and 
technical skill instructor. this dual approach was developed in an effort to boost retention 
rates and provide students with vocational skills as well as crucial “soft” skills such as a strong 
work ethic, a positive attitude, and good communication skills. the unique contextualized 
learning plan offered by I-BESt is an excellent model for providing a ladder out of poverty for 
individuals of some of the most socio-economically disadvantaged groups. 

targeting these groups using workforce development strategy is critical to the well-being 
of the overall regional economy. However, this particular population requires a different 
approach than that taken with the typical postsecondary student. the I-BESt model provides 
an opportunity for individuals of disadvantaged groups to find a pathway out of poverty in a 
context that allows for direct vocational enrichment while at the same enhancing the soft skills 
that are often a more subtle barrier to employment. 

In Connecticut, three adult education providers in the state ran programs using aspects of the 
I-BESt model. these pilot programs included CnC machinery operator at Waterbury Adult 
Education, a Certified nursing Assistant program, and Pharmacy technician program at new 
London Adult Education. All programs were aimed at English as Second Language learners 
(ESL) and provided contextualized learning as well as basic skills training. of the 23 learners 
who attended the program regularly, 100% completed the coursework, 87% made progress on 
Comprehensive Adult Student Assessments Systems (CASAS) pre- and post-tests, and 87% 
attained the industry certification credential.37 over the past two years, $150,000 in federal 

36   Wachen, J.,& Jenkins, d., & van noy, m., & Kulongoski, K., & Kurien, S., & richards, A., & Sipes, L., & Weiss, m., 
& Zeidenberg, m., “How I-Best Works: findings from a field Study of Washington State’s Integrated Basic Education 
and Skills training Program,” Community College resource Center, September 2010.
37   Adult Education Statewide Policy forum, January 20, 2012 presentation by the Connecticut State department of 
Education (http://www.sde.ct.gov/sde/lib/sde/pdf/deps/adult/meeting_handouts/policy_forum_january_2012_
handout.pdf)
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incentive funds has been invested by the SdE to support these pilots and an additional $270,000 
in WIA title II funds have been awarded to nine programs in the state, which will expand 
the program statewide.38 Sustained support of these pilot programs would have far-reaching 
positive externalities and a multitude of positive effects on disadvantaged groups in the state. 

Low-skill workers often lack both adequate human capital and the soft skills necessary to 
attain secure employment at livable wages. the I-BESt model provides low-skill workers the 
opportunity to progress into higher wage occupations and foster development across the state’s 
economy.

Communities suffering from prolonged economic distress often lack adequate levels of human 
capital to attract employers. the feedback loop of inadequate human capital in the labor market 
creates a trap for these communities where disadvantaged populations are not able to develop 
to their full potential and are essentially prevented from fully participating in the economy. A 
contextualized learning program similar to I-BESt would be an excellent model to implement 
in economically distressed communities. this particular workforce development model 
would be further enhanced if developed in partnership with local employers. Catering specific 
occupational training programs to the needs of the business community would effectively tie 
this unique workforce training initiative to local economic development.

natiOnal effOrtS

recognizing that the jobs of the future will continue to demand higher levels of education 
than those of the past, the national Governors Association has compiled best practices from 
pioneering states that have undertaken strategies to align postsecondary education with the 
state’s economic goals.

States have taken the following steps to strengthen universities and colleges as agents of 
workforce preparation and sources of more opportunity, more economic growth, and increased 
competitive advantage:

1. Set clear expectations for higher education’s role in economic development: articulate the 
expectation that higher education in the state will contribute to the success of industry 
in the state by preparing a 21st century workforce.

2. Emphasize rigorous use of labor market data and other sources to define goals and priorities: 
ask institutions to use data on global, state, and regional labor market needs to develop 
courses and degree programs that prepare students for high-paying, high-demand jobs.

3. Encourage employers’ input into higher education: incentivize institutions of higher 
education to seek regional employers’ input about how best to ensure that students 
have the skills required by employers.

4. Require public higher education institutions to collect and publicly report impacts: track higher 
education institutions’ impact on students’ employment outcomes, workforce gaps, 
employer satisfaction, and state economic growth. 

38   Strategic five-year State Workforce Investment Plan for title I of WIA of 1998 and the Wagner-Peyser Act, State 
of Connecticut, for the period July 1, 2012 to July 30, 2017.
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5. Emphasize performance as an essential factor in funding: use performance-based funding for 
institutions of higher education to get—and reward—outcomes aligned with strategic 
goals. Award funds on a competitive basis to develop industry-oriented curricula and 
create new efforts to meet the workforce needs of the future.39

during the 2011 legislative session, Connecticut made legislative changes that incorporated 
concepts of the nGA Best Practices recommendations. Public Act 11-70 restates existing 
requirements in the higher education strategic master plan concerning degree attainment, the 
number of people entering the workforce, and the achievement gap. It requires the plan to 
establish numerical goals for 2015 and 2020 that 1) eliminate the postsecondary achievement 
gap between minority students and the general student population, and 2) increase the 
number of people who (a) earn a bachelor degree, associate degree, or certificate; (b) complete 
coursework at community colleges; and (c) enter the state’s workforce. the plan must also 
provide specific strategies for meeting these goals and consider the impact of education trends 
on higher education in Connecticut.

SkillS gapS

Increasingly there is discussion about a skills gap—students are not prepared for the jobs 
available and employers cannot fill positions that are open. However, there is conflicting evidence 
on whether or not the data supports the anecdotes. In a recent new york times article,40 mark 
Price, a labor economist at Keystone research Center, reported that “if there’s a skills shortage, 
there has to be a rise in wages. It’s basic economics” in referring to manufacturers’ complaints that 
they cannot fill open positions; however, there has not been an increase in wages. 

further, a Boston Consulting Group (BCG) report indicated that the skills gap is less pervasive 
than anecdotes indicate. BCG estimates that the united States is short 80,000 to 100,000 highly 
skilled manufacturing workers. to identify where the shortages exist, BCG—using wage data 
and manufacturing job-vacancy rates—looked at localities where wage growth exceeded 
inflation by at least 3 percentage points annually for five years, which occurred in only five of 
the nation’s largest 50 manufacturing centers, with Connecticut localities not in the top 5. 

In a presentation to the CASE study committee on the issues facing the workforce and solutions 
to address the problem, dr. Peter Cappelli, professor of management at the university of 
Pennsylvania’s Wharton School and author of Why Good People Can’t Get Jobs: The Skills Gap 
and What Companies Can Do About It, argued that part of the problem with companies not being 
able to fill positions is in part due to companies offering low salary ranges for applicants and 
relying on software for hiring that weed out applicants whose resumes lack targeted key words. 
Another problem is a shortfall in the kinds of skills that are best learned on the job. In order to 
make training and skill development pay off for employees, Cappelli argues that what is really 
needed are more in-house training programs, apprenticeships, and employer and employee 
shared training programs. 
 
Another concern expressed by the business community that is difficult to measure is the need to 
prepare students for our global society. As workplaces, schools, and communities become  
 
39   nGA Center for Best Practices, “degrees for What Jobs? raising Expectations for universities and Colleges in a 
Global Economy.”march 2011.
40   davidson, Adam, “Skills don’t Pay the Bills,” new york times, november 20, 2012.
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increasingly diverse, the education system must be strengthened to increase the foreign  
language skills and cultural awareness of students. America’s continued global leadership will 
depend on students’ ability to interact with the world community.41 

RECOMMENDATIONS:

1. As recommended by the national Governors Association, strengthen universities 
and colleges as agents of workforce preparation and sources of more opportunity, 
economic growth, and increased competitive advantage. therefore, create an education 
system (both public and private) that is accountable to the state’s workforce system by 
creating metrics tied to performance evaluation and funding. metrics for consideration 
could include, but not be limited to, the following: increasing the number of students 
graduating and increasing the pipeline of workers to meet future demand; shortening 
the time frame in which students earn a degree; and achieving and maintaining 
affordable education opportunities. the development of the longitudinal data system 
will help provide the information to inform this endeavor. 

2. Education and training initiatives, through oWC’s leadership and in coordination 
with education and training institutions (as noted in the organization Structure and 
Leadership section), should be integrated into the key economic growth strategic 
initiatives, such as: 

 v Business sectors identified by the dECd as key to Connecticut’s future should 
each be analyzed regarding key worker skills required to provide guidance to 
education and training initiatives. 

 v the fast five companies should each be assisted in clarifying the skills required 
for successful workers (at all levels) in their company and business area, which 
will provide additional guidance to education and training initiatives. 

 v State endeavors such as the Innovation Ecosystem and the planned uConn 
technology Park should be tasked with providing continuous guidance as to 
the workforce skills required for workers who will eventually fill the jobs in the 
companies and technologies that will emanate from the growth of the companies 
utilizing these resources. 

3. Workforce development partnerships and collaborations that involve the private and 
public sectors, including philanthropic funders, can be utilized for meeting workforce 
needs to collaborate with education and training providers. one example that should be 
considered is creating a collaborative initiative between the technical high school system, 
community college system, and employers so that equipment and digital simulations can 
be shared and students can benefit from learning on cutting-edge, technically relevant 
machinery, tools and other equipment and simulations to reduce, wherever possible, the 
inefficiencies that exist by having expensive training equipment at multiple facilities. 

4. Create a visible marketing campaign to make students, residents and workers aware of 
the commitment to excellence in education and to attract talent to Connecticut with a  
theme of “Come work and grow in Connecticut. together we can change the world.” 

41   “Education for Global Leadership. the Importance of International Studies and foreign Language Education for 
u.S. Economic and national Security.,” Committee for Economic development, 2006.
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5. Support the elimination of the statutory requirement that academic programs for 
all independent colleges be approved by the State Board of Education. the program 
approval process should be determined by the individual institution’s governance 
process. this change will help streamline the process for colleges and universities to 
respond to market and employer needs while reflecting the recent reorganization in 
state government.

6. the SdE and State Board of Education should encourage and provide guidance to 
school districts to infuse existing K-12 curricula with cross-cultural experiences and 
learning opportunities to better prepare students to participate in a global workforce. 

BEST PRACTICE: BUSINESS AND EDUCATION LINK

Prosperity 2020 is a business-led initiative developed in utah to promote investment 
in education and innovation within the state. the initiative consists of 18 chambers of 
commerce, several economic development agencies, and related trade associations. the 
initiative is based on the premise that investment in human capital and an educated 
workforce will make the state’s economy the strongest in the country.  
 
the goals of Prosperity 2020 are centered on developing a competitive workforce that will 
aggressively thrust the utah economy into the knowledge economy:

• to ensure that 90% of third graders and sixth graders are proficient in reading and math. 
• to certify that two-thirds of the workforce has skilled trade certificates or academic degrees. 

 
throughout 2012, Prosperity 2020 made progress in achieving its goals by implementing 
several key initiatives mandated by legislative action, including the development of tools 
to better assess student performance and allow teachers to give additional attention to 
students who most need it. the legislature also broadly provided additional sources of 
support for public primary, secondary, and tertiary education. new evaluation metrics were 
developed in consultation with stakeholders from the education community to provide 
improved assessment mechanisms for teacher and administrator evaluations. Additional 
resources were allocated to educational institutions for growth, improved technical focus, 
and increased research initiatives.  
 
the initiative seeks to further the advancement of its main policy goals in 2013 through 
aggressive support of legislative action that promotes further development through five key 
channels: 

• early starts to success
• early college and career preparation
• StEm training 
• evaluation and performance pay
• linkages between tertiary education and economic development
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WHERE CAN CONNECTICUT ACHIEvE THE GREATEST RETURN ON 
TAxPAYER INvESTMENT?

one of the goals of this study is to provide guidance to the General Assembly regarding 
methods for evaluating workforce system-related programs for the purpose of determining 
return on the investment of public funds in such programs. However, there is very little 
data that assesses program outcomes and looks at the programmatic effects longitudinally. 
As previously mentioned, there is an effort to collect longitudinal data on students from 
secondary education through the workforce and a great deal of work has gone into creating 
the partnerships and laying the groundwork for implementation. However, the project is at the 
beginning phase, with a pilot set to launch in 2013. 
 
many programs collect and report the number of individuals served or programmatic measures, 
but these measures do not answer the “return on investment” question. therefore, this section 
of the report takes a broader look, examining which programs nationally have been identified as 
having the greatest return on public investment in the short, medium, and long term. 

FINDINGS: SHORT TERM

According to the latest Census figures, more than one-third of Connecticut adults have only 
a high school degree or less and among minorities in Connecticut, that figure is about 55%. 
therefore, it is important to recognize that many individuals whose skills and education 
need to be upgraded to compete are already adults and in the labor force. It is the workforce 
development system and their employers that are key resources for these people. 

Short-term programs are effective for those people who need skill upgrades in order to 
obtain a job (if unemployed), to keep an existing job (if an incumbent worker), or to change 
a job (if a dislocated worker), as well as for meeting current business needs. these programs 
are necessary to enable the current workforce to meet the changing demands of employers, 
to integrate technology enhancements into their base of knowledge, and to remain 
competitive in the face of economic downturns and recessions.

the programs need flexible funding sources that can supply resources as needs arise, and 
the ability to adapt to the changing needs of whomever they are serving. for example, the 
Ct StEm Jobs project was successful because it was able to adapt to the changing needs 
of the customer. the client who was seeking services was much different than originally 
anticipated due to the recession. Since many businesses, especially small ones (fewer than 
100 employees), generally cannot project long-term future employee needs, it is critical to 
be able to respond to employers as quickly as possible so that they have the workers needed 
to be productive and competitive. during economic recessions, these needs tend to become 
greater as more layoffs occur and people are out of work for longer periods of time, when 
their skills can tend to become obsolete. 

It is important to understand data about the current labor pool so that when business 
needs occur, available workers can be effectively matched with employers. However, 
skill upgrades that can be advanced within a short period of time (weeks or months) are 
also important, including training for unemployed residents, as well as for dislocated and 
incumbent workers.
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On-Site WOrker training

one of the programs that is frequently administered by the state’s five workforce investment 
boards involves “on-the-job” training (oJt) for unemployed residents who need skill upgrades, 
dislocated workers who need skill upgrades to change jobs or continue in a job that has changed 
as a result of technology or economic factors, as well as for incumbent workers, people who 
are employed and need skill upgrades in order to avoid layoffs. this type of customized 
job training can be used for worker attraction as well as retention purposes. the program 
subsidizes on-site job training implemented by companies. 

the upjohn Institute for Employment research42 conducted a survey of massachusetts businesses 
that utilized oJt funds and found that the overwhelming majority of companies found that the 
training increased productivity and business profits, while adding to worker wages. funding for 
oJt programs varies from year to year, and typically more funds are dispersed when significant 
events occur such as mass layoffs or economic recessions. the programs are intended to quickly 
enable people to acquire skills needed to fill current job openings.

one new program that has achieved some positive results is the Subsidized training and 
Employment Program (Step-up), an initiative of the doL and the state’s five Workforce 
Investment Boards that was started in february 2012. Step-up offers a Wage Subsidy Program 
and a Small manufacturer training Grant Program. Each program offers incentives to eligible 
employers with fewer than 100 employees to hire new workers and create jobs. the program 
was expanded in June 2012 to include the unemployed Armed forces member Subsidized 
training and Employment Program, and is available to eligible employers of any size that hire 
an unemployed veteran.43

the incentive for the Subsidized Wage Program includes a wage subsidy for new hires (up to 
$20 per hour with reimbursement up to $12,000 per new hire – excludes benefits) is provided 
over a 180-day period (month 1 - 100%, month 2 - 75%, month 3 - 75%, month 4 - 50%, month 
5 - 50%, month 6 - 25%). 

the incentive for the Small manufacturer training Grant Program includes training grants up to 
$12,500 for a new hire for six months. the training must be held on-site and the grant can also be 
used to subsidize wages, but cannot exceed the salary (month 1 - up to $2,500, month 2 - up to $2,400, 
month 3 - up to $2,200, month 4 - up to $2,000, month 5 - up to $1,800, month 6 - up to $1,600).

Early results of Step-up program are promising. As of november 15, 2012, 844 employees had 
been hired by 333 Connecticut employers with an average hourly wage of $15.50 and an 83% 
retention rate.44 

RECOMMENDATION:

1. Pending further evaluation of program outcomes, the early results for the Step-up 
program present an opportunity for the state to scale a program beyond the pilot period 
and sustain it to obtain measurable results. 

42   Kevin Hollenbeck, The Return on Investment to Training Programs for Incumbent Workers, upjohn Institute for 
Employment research, 2007.
43   Connecticut department of Labor, Step up fact Sheet, www.ctdol.state.ct.us/oWC/Stepup/factSheet.htm
44   office of Workforce Competitiveness
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2. the state should advocate for more flexible federal guidelines for federally funded 
programs so that appropriate services can be offered with a more “client-centric” 
approach customized for the needs of individual states and their businesses and 
workers. State agencies should be aware where federal waivers can be granted and seek 
out more efficient ways to use the funding. this issue is worthy of consideration and 
advocacy by the national Governors Association. However, at the state level this also 
means having up-to-date data and information so that programs and policies can adapt 
to the changing demands of the workforce and employers and so evaluation metrics are 
utilized to determine program outcomes and success.

FINDINGS: MEDIUM TERM

Certificates

the postsecondary certificate serves as a cost-effective tool for increasing postsecondary 
educational attainment and gainful employment. two out of every three workers who have 
a certificate and a college degree earned the certificate first, indicating that the certificate 
serves as a stepping stone to further educational attainment. Certificates with economic 
value are cost-effective, provide a path to college education and middle class jobs for low-
income, minority and immigrant Americans who are the first in the family to attend college. 
for incumbent workers, they can be an effective way to rapidly gain skills and credentials to 
keep up or get ahead in a field. Certificates also serve as a mechanism for the unemployed to 
jumpstart into the labor market. the importance of focusing on incumbent worker training 
programs as an effective vehicle to align the workforce as well as improve the economic 
competitiveness of the state was a recurring and resounding theme heard from this study’s 
focus group participants.

Although there are over one million certificates awarded annually in the united States, 
there are few studies or reports, and only one government survey, that focus on this training 
option. In 1980, certificates represented 6% of postsecondary awards and today represent 
about 22%.45

the benefits of certification programs were recently examined in a study by the Georgetown 
university Center on Education and the Workforce. this study found that there is an 
earnings premium associated with earning a certificate. for example, a certificate with an 
associate’s degree resulted in a 6% earnings premium and a certificate with a bachelor’s 
degree resulted in a 3% earnings premium. further, many certificate holders earn more than 
workers with an associate’s degree and some earn more than workers with a bachelor’s 
degree. Some examples of the fields in which these earnings premiums exist are computer 
and information services, electronics, and business/office work. It is noted that the earnings 
premium depends on the certificate holder working in their field of study. 

However, the Education Commission on the States found that postsecondary institutions 
in Connecticut produce far fewer certificates and far more bachelor’s degrees than the 
national rates for those credential types.46 yet, by 2020, 65% of all jobs in the united States 

45   Georgetown university Center on Education and the Workforce, “Certificates: Gateway to Gainful Employment 
and College degrees,” June 2012.
46   the Education Commission of the States presentation at february 7, 2012 CASE committee meeting



connecticut academy of science and engineering 93

connecticut’s skilled workforce: strategies for meeting the needs of  
business and industry today and in the future
findings & recommendations

will require postsecondary education and training—education beyond high school.47 A real 
gap that needs to be addressed exists between the degrees and credentials conferred in the 
state and the needs of employers. Certificates also provide a cost-effective mechanism for 
students to reach gainful employment; this is particularly true for minority students and 
those from low-income households. 

Apprenticeship Practices

unlike technical training, which is held in a school setting, apprenticeships are based solely 
on an employer-employee relationship. most programs are associated with trade work 
such as automotive trades, building and construction, and manufacturing. In Connecticut, 
oversight of the statewide system of registered apprenticeships is the responsibility of the 
Connecticut State Apprenticeship Council, supported by the doL’s office of Apprenticeship 
training. the governor appoints all members to the council. Governor malloy reconstituted 
the council, added new membership, and charged it to expand its scope of focus on selected 
occupations in targeted industry sectors critical to state economic growth, consistent with 
the state’s economic development strategies and job growth priorities. further, the 2012 
CEtC plan includes a recommendation to work with oWC, CEtC, SdE, and the Board of 
regents to expand the apprenticeship program, showing a conscious effort to align industry 
and education.

the apprenticeship program provides supervised, structured on-the-job training 
supplemented by classroom instruction. Participants of the program must be at least 16 
years of age and the following requirements must be met for apprenticeship program 
completion: a required number of both years and hours based on specific program 
requirements; hours of related classroom instruction; and for some trades, passing a 
licensing exam. 

According to doL, in fiscal year 2010 there were over 5,000 apprenticeships occurring in 
the state with approximately 1,400 employer sponsors. the program is supported mostly 
by state funding, with a small percentage provided by federal dollars. In fiscal year 2010 the 
program cost was approximately $1 million.

Certain manufacturing corporations that participate in apprenticeship programs are eligible 
for a tax credit of up to $4,800 per apprenticeship. the amount of the credit is calculated by 
multiplying the total number of apprentice work hours by $4. the credit may not exceed 
50% of the wages paid or $4,800, whichever is less. Construction companies can also 
receive a credit of up to $4,000 per apprenticeship completed. the credit for construction 
apprenticeships is calculated by multiplying $2 by the number of hours worked. for 
both manufacturing and construction, the credits are applied only to the first half of the 
apprentice’s period (or the first three-fourths for those in a four-year program).

table 10.1 shows the utilization of the tax credit for the most recent six years of available 
data. However, as the table indicates, only a small fraction of the firms who have 
apprenticeship programs actually apply for the tax credit. 

47   Georgetown university Center on Education and the Workforce, “Projects of education demand for the future 
workforce,” April 20, 2012 presentation to the CASE committee.
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Table 10.1: uTilizaTiOn Of apprenTiCeship Tax CreDiTs, 2004-2009
sOurCe: CT DeparTmenT Of revenue serviCes, annual repOrTs

tax 
year

# of 
Credits

Amount 
Claimed

min/max # of  
apprenticeships* 

2009 9 $668,425 139/167
2008 6 $21,071 4/5
2007 8 $106,757 22/26
2006 12 $295,076 61/73
2005 14 $1,187,501 296/247
2004 14 $86,370 17/21

*Assumes maximum amount of credit requested ($4,000 or $4,800)

 
during the focus group sessions, many companies, including a few larger-sized 
manufacturers, indicated they were unaware of the state’s apprenticeship program. 
Participants who were aware also remarked on the small scale of the program. However, 
based on the participation levels reported by doL, it does not seem to be a question of small 
scale, but of a lack of awareness about the program. 

Since there are often many separate initiatives created in the state by community colleges, 
technical high schools, trade associations, and others, businesses are not always aware 
of the programs and resources available. Currently, small businesses do not have the 
resources and often the expertise to create their own in-house programs. there is a need 
among small businesses to learn how to run a successful apprenticeship program and how 
to effectively teach the apprentices. An apprenticeship program that is overseen by the 
coordinating entity of the workforce system, as recommended in this study, would provide 
the framework and support to assist more individuals and companies, both large and small.

Apprenticeship programs are an effective way to create pathways for students to become 
employed. A recent study by mathematica Policy research estimated that the social benefits 
of the registered Apprenticeship program, administered by the Employment and training 
Administration’s office of Apprenticeship at the uS department of Labor, exceed the 
social costs by more than $49,000 over an entire career; an apprentice who completes the 
program earns almost $250K more than similar non-participants.48 furthermore, it is a way 
for companies to ensure they have a skilled and trained workforce. to create an effective, 
expanded statewide program, the current structure of the program should be examined and 
modified, if necessary, to assure growth and success.

As previously mentioned, CEtC’s 2012 annual plan recommends that the Apprenticeship 
Council work with CEtC’s Industry Sectors Committee, oWC, SdE, and the Board 
of regents to develop a plan for expansion of the program, to include occupations in 
manufacturing, allied health, early childhood education, and green industries. While this 
effort is moving the state in the right direction, based on feedback from businesses in the 
focus groups, a different approach should be taken.

48   reed, yung-Hsu Liu, et al, “An Effectiveness Assessment and Cost-Benefit Analysis of registered Apprenticeship 
in 10 States,” mathematica Policy research, July 25, 2012.
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RECOMMENDATION:

first, a framework should be developed for how an apprenticeship program could be 
organized in the state. this entails creating a workgroup of businesses—small, medium, and 
large manufacturers—to design the necessary components of an apprenticeship program 
that could have universal appeal to many businesses. for example, the business participants 
would work out the number of hours that would be spent in on-the-job training versus in 
the classroom setting. once the businesses develop an appropriate framework, a meeting of 
state agencies—doL, technical high schools, dECd, Bo—could determine the appropriate 
implementation of the framework and funding. this approach is fundamentally different 
from how programs are currently developed and operated. 

Currently the state has dedicated funding from WIA for apprenticeships and decides how 
to distribute the resources. this results in the funding driving program development as 
opposed to designing programs to meet the needs of business and then determining where 
the funding could come from. this recommended approach should inventory what is 
currently being offered and determine how to consolidate programs into a statewide effort. 
this new model should extend beyond the traditional trades that are typically involved in 
an apprenticeship program, and should also include internship opportunities, certificate 
programs, and other appropriate creative solutions to hands-on learning.

FINDINGS: LONG TERM

Pre-Natal through Early Childhood Education

there is increasing evidence of the importance of early brain development and the 
implications it has for long-term success. Policymakers have started to listen to the 
neuroscientists and academics who have been espousing the importance of early-childhood 
intervention starting before birth and the long-term benefits that can be reaped. the longer 
society waits to intervene in the life cycle of a disadvantaged child, the more costly it will be 
to remediate, and the less likely to achieve results.

research by Jack P. Shonkoff, director of the Center for the developing Child at Harvard 
university, indicates that age four may already be too late in a child’s development to fully 
realize the benefit of a public investment. dr. Shonkoff’s research shows that 80% of a child’s 
brain is developed by age five. If a child experiences a stressful environment, e.g., poverty, 
the physical brain will be smaller than the average child’s brain at age three. In one study 
Shonkoff conducted with romanian children living in a stressful environment, the brains of 
those children were a third smaller than an average child’s brain at age three.

nobel laureate James Heckman, professor of economics at the university of Chicago, shows 
that on average, a child who is behind in kindergarten never has a chance to catch up. He also 
shows (see figure 10.1) that investments focused on birth to age 5 produce a higher per-dollar 
return than K-12 schooling and later job training. further such investments reduce the need 
for special education, and cut juvenile delinquency, teenage pregnancy and dropout rates.
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figure 10.1: reTurns TO a uniT DOllar invesTeD

sOurCe: heCkman & lafOnTaine (2007)

the Perry preschool study was a longitudinal study that started in the 1960s in michigan. 
the study looked at 123 at-risk children and their parents who were enrolled and randomly 
divided into two groups—a control and program group. the children were enrolled in a 
preschool program five days a week for 2.5 hours a day for two years. the program also 
included home visits. In today’s dollars, the cost of the program was $22,000 per child. the 
researchers found that the benefits of the program were the following: the children were 
less likely to be retained in first grade; less likely to need special education; more likely to 
be literate by sixth grade, graduate high school, get a job, pay taxes, and stay off welfare. 
the largest benefit was a decrease in the crime rate by 50% relative to the control group. 
therefore, the study found that the benefits minus the costs yielded an annual rate of return, 
inflation adjusted, of 16%. the post World War II average annual rate of inflation-adjusted 
return of private investments is 5.8%.49

Several longitudinal evaluations all reach essentially the same conclusion: the return 
on investment in early-childhood-development programs that focus on at-risk families 
far exceed the return on investment of other economic development funded initiatives; 
meaning the benefits to society exceed the public dollars spent. (this can also be seen in 
figure 10.1 above.) Cost-benefit analyses of the Perry Preschool Program, the Abecedarian 
Project, the Chicago Child-Parent Centers, and the Elmira Prenatal/Early Infancy Project  
 

49   Heckmanequation.org “Presenting Heckman Equation” accessed 8/30/12
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showed returns ranging from $3 to $17 for every dollar invested. this implies an annual rate 
of return, adjusted for inflation, of between 7% and 18%.  

Minneapolis Example 

Based on the research of dr. Shonkoff and Art rolnick, senior fellow at the university of 
minnesota Humphrey School of Public Affairs, regarding an examination of the longitudinal 
study results from the preschool programs, several large minneapolis-based businesses 
piloted a pre-natal to early learning initiative. the program raised $20 million privately and 
was sunset after five years. Key components of the program included rating early education 
programs throughout the state; customizing mentoring support for parents beginning at 
the pre-natal stage of development; and empowering parents by allowing them to choose 
among high-quality rated programs. to be eligible for the program, families had to have 
incomes of 185% below the federal poverty level. Based on the success of the program, it is 
now being expanded statewide with the help of federal race to the top funds. minnesota 
was one of only nine states to receive race to the top funds. minnesota took a different 
approach than what is often seen in Connecticut, where the founders of the initiative first 
developed partnerships and collaborated on an initiative, next proving success, and then 
obtaining federal funds to sustain and grow the initiative.

Pre-natal to Prekindergarten in Connecticut

Currently in Connecticut, there is a myriad of programs both publicly and privately funded 
that are run by private organizations or through state agencies. for example, Head Start is a 
federally funded, national program that promotes school readiness through the provision of 
educational, health, nutritional, social, and other services to qualified children and families. 
there is also an Early Head Start program that focuses on services for infants and toddlers, 
pregnant women and their families. further, the SdE contracts with private providers in 
the community for approximately 4,200 child care slots at more than 100 locations in 36 
municipalities throughout the state. these centers provide infant/toddler, preschool, and 
school-age services to families earning 75% of the state median income level.50

In January 2010, the Early Childhood Education Cabinet was reformed and designated 
by then Governor rell to be the State Advisory Council specified in the Head Start Act 
2007. the purpose of the Cabinet is to develop a high-quality, comprehensive system of 
early childhood education among the wide array of early childhood programs in the state 
(including Head Start, child care and School readiness). the Cabinet must also annually 
submit a statewide strategic report to the governor and General Assembly, pursuant to the 
Head Start Act, addressing the progress state agencies made toward meeting federal goals. 
during the 2011 legislative session, the cabinet membership was expanded and changed. 
the 20-member cabinet comprises the heads of or representatives from SdE, dSS, dCf, 
oPm, and dPH, plus legislators and representatives of prekindergarten programs.

In 2011, P.A. 11-181, “An Act Concerning Early Childhood Education and the Establishment 
of a Coordinated System of Early Care and Education and Child development,” was 
adopted. the act made some organizational changes and also appointed a planning director 
within the office of Policy and management to develop a plan for the system that  
 

50   www.ctearlychildhood.org accessed october 31,2012

http://www.ctearlychildhood.org
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consolidates existing early childhood education and child care programs and services for 
children from birth to age eight into a coordinated system. Some of the goals of the new 
system set forth in the legislation are to: reduce the achievement gap, increase parent 
engagement, increase participation in early childhood education programs, and decrease 
special education placements. According to the legislation, the new plan must be issued by 
July 2013. However, there was a delay in hiring the new planning director, which will likely 
delay the development and release of the plan. 

figure 10.2, taken from a September 2012 presentation made by the Early Childhood 
Planning director of the office of Early Childhood, shows the early childhood programs in 
the state and how they are dispersed throughout state government. As clearly depicted, an 
inefficiency that is inherent in this complex program delivery system are the administrative 
costs that flow through multiple agencies before reaching the program that touches the 
child. However, the office of Early Childhood that was established by Governor malloy will 
be making recommendations to improve the efficiency of the system in early 2013 and will 
seek to consolidate programs and system delivery.

Connecticut School Readiness Program (CSRP)

A state-funded initiative administered by the SdE, created in 1997 under P.A. 97-259, was 
designed to increase the availability and accessibility of high quality full-day, full-year child 
care programs for low-income families and to improve the school readiness of Connecticut’s 
youngest, most vulnerable children. the program serves children 3 and 4 years of age and 
children age 5 who are not yet eligible for kindergarten. the grant program provides spaces 
in accredited or approved school readiness programs for eligible children in priority school 
districts and competitive grant municipalities.

Programs must either be accredited by the national Association for the Education of young 
Children (nAEyC) or must complete that process within three years of being awarded 
funds, or be approved by Head Start. Programs receive funding based on the number of 
children enrolled and based on the number of hours during the day and months in the 
year in which they operate. In fiscal year 2012, approximately $75 million in funds were 
distributed. during the 2012 legislative session, the Education reform package included 
additional funding for 1,000 new school readiness spaces (student seats), and allocated 
funding up to $80,000 of any funds not spent for the these spaces to conduct a study on the 
amount of space and facilities needed to provide universal early childhood education for all 
three- and four-year-olds in the state.

recently, the Connecticut School readiness Program was compared to 41 state-funded 
prekindergarten programs (excluding state-funded Head Start) across the nation. the report 
found that Connecticut’s program offers families the largest proportion of both extended-
day and extended-year classes in the nation and also leads the nation in the amount of 
services provided. In terms of quality of the programs, Connecticut’s student-teacher ratios 
ranked third-lowest in the nation, which is one indicator of quality, but another indicator, 
teacher education, was relatively lower in Connecticut when compared to other states. there 
were also other areas where Connecticut lagged behind other programs. for example, the 
report found many access barriers (i.e., inability to pay tuition, language barriers, and  
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transportation difficulties) limiting attendance by those who would benefit the most; poor 
teacher compensation; and limited access to on-site special education services.51 

States continue to use public resources to lure companies to their states, though ultimately 
one state’s gain is another state’s loss, creating essentially a zero-sum game without the 
generation of new jobs. Having an educated and talented workforce of the future with 
cross-cultural competencies will enable businesses to grow, innovate and be globally 
competitive, and will create a state where businesses want to locate. therefore, early 
pre-natal intervention through parent mentoring and coaching continuing through early 
childhood education is critical to the long-term future of the state’s workforce and will 
help mitigate the challenges the state faces with the demographic shifts that are occurring 
now and that are expected to continue in the future. In addition, a greater emphasis needs 
to be placed on recognizing the importance of the need for the state’s workforce to have a 
global perspective. the growing diversity of the state’s residents is a strength that should be 
harnessed and the state should seek to attract and retain immigrant students and workers.  

Since benefits are not reaped in the short-term but rather are realized beyond the time 
horizon of investors, society tends to under-invest in youth human capital in general and 
early childhood education in particular.  However, there are gains in the intermediary years, 
such as fewer children in special education, that should yield reduced school spending, 
classrooms that will be more settled and teachers that will be more productive with children 
who have good social-emotional skills and are ready to learn with outcomes that improve 
student achievement and reduce the performance gap. the challenge for policymakers is to 
determine how to increase investment in early childhood education and capitalize on the 
short-term gains.

Social Impact Bonds (SIB) are an idea that has entered policy discourse by businesses 
and foundations in the past several years as local and state budgets are strained and the 
federal government continues to seeks ways to reduce funding. SIB is a new approach for 
expanding social programs. It is a partnership in which philanthropic funders and social-
impact investors—not government—take on the financial risk of scaling up programs. 
nonprofit organizations deliver the programs and government pays if the program 
succeeds.

under this model, investors buy bonds, the money received from the bonds pays for pre-
school, and the returns investors receive are the savings from reduced costs for special 
education and remediation (probably the shortest roI time period). Long-term savings 
would be a reduction in cost for operating correctional facilities, and possibly related law 
enforcement and judicial system operating expenses.

In early 2010, the Kauffman foundation, in partnership with readynation, created a 
working group to explore development of early child care and education social impact 
finance methods. In April 2012 they issued a progress report, “Early Childhood ‘Pay-for-
Success’ Social Impact finance: A PKSE Bond Example to Increase School readiness and 
reduce Special Education Costs,” that explains the elements required to establish SIBs and  
 

51   Gilliam, Walter and Sherin Stahl, “the Connecticut School readiness Program: Comparative Strengths and 
Challenges in relation to State Prekindergarten Systems Across the nation,” the Edward Zigler Center in Child 
development and Social Policy Child Study Center, yale university, August 2008. 
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the challenges that may arise. further, in may 2012 mcKinsey & Company issued a report, 
“from Potential to Action: Bringing Social Impact Bonds to the u.S,” that examines using  
SIBs to expand programs that reduce homelessness and criminal justice costs.52 major think 
tanks and policy foundations are examining creative opportunities for addressing social 
problems as government funding levels to support programs decrease. Connecticut could be 
a leader in piloting a SIB and could work in partnership with national foundations that are 
seeking opportunities to assist localities and regions increase human capital, resulting in a 
more competitive workforce for the future.

RECOMMENDATION:

At a minimum, the state should create a scholarship program so that all historically 
underrepresented children in the state can attend a high-quality preschool program. 
this is a market-based approach where programs are not funded, but instead, parents 
receive scholarship money to choose the best high-quality program for their family. Good 
early childhood programs generate public sector gains through reduced expenditures 
and increased revenues by having more citizens contributing taxes as opposed to being 
recipients of public benefits. to that end, the state should consider Social Impact Bonds as a 
means for paying for universal early intervention and preschool for at-risk children.53 

 

52   http://mckinseyonsociety.com/downloads/reports/Social-Innovation/mcKinsey_Social_Impact_Bonds_
report.pdf
53   http://www.readynation.org/uploads/db_files/Kauffman-readynation%20PKSE%20report%2012041922.pdf
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ConCLudInG rEmArKS

Evaluating the effectiveness of workforce programs and the workforce system requires 
ongoing analysis of data and information and outcomes with the principal goal of assuring that 
Connecticut’s workforce is prepared to meet the needs of business and industry today and in 
the future. this requires involvement of many state agencies and others, many of which do not 
include workforce as their central mission. 

the development of an effective workforce system requires system-wide leadership and 
expertise to conduct comprehensive synthesis analysis for the purpose of continually adapting 
programs and initiatives and allocating funding to those priorities that will have the greatest 
impact in meeting the needs of business and industry and the state’s residents to maintain a 
vibrant state economy. 

Connecticut should benchmark its workforce programs and initiatives with other similar states/
regions on an ongoing basis both to learn from other states and to ensure that Connecticut 
remains competitive. Also, best practices from other states, regions and countries should be 
continually identified for consideration for piloting or implementation in Connecticut. 

to accomplish this, it is important to have effective and sustainable leadership in place with the 
authority to guide and cause communication, collaboration, and cooperation among and with 
many state agencies and others with workforce-related responsibilities.  

results and progress should be reported quarterly to CEtC, the governor and the General 
Assembly. the General Assembly should form a Select Committee on Workforce comprising 
the leadership of the committees of cognizance for workforce-related issues. this would provide 
a mechanism by which all key committees could be informed about the status of workforce-
related programs and initiatives, and would help to assure that both the executive and 
legislative branches of government maintain a keen awareness of the importance of workforce 
development to the economic well-being of the state and its citizens. 
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APPEndIX A: foCuS GrouP SummAry

four focus group sessions were held in different regions of the state: one in Bridgeport, 
one in norwich, and two in rocky Hill. three of the four focus group sessions included 
representation from secondary and higher education, state agencies, labor and trade associations, 
the regional workforce investment boards, and industry representatives from small to large 
manufacturers, health care, the nonprofit sector, and technology firms. the remaining session 
focused specifically on the topic of data and included representatives of state agencies that 
either generate or analyze workforce data, representatives from public and private colleges 
and universities responsible for data collection and/or analysis at their respective institutions, 
representatives from the nonprofit community, and a small company in Connecticut that 
produces and synthesizes real-time workforce data. Below is a summary of the major themes 
that arose out of these discussions.

GENERAL FOCUS GROUPS

Each participant in the focus group was asked initially to describe their ideal system. Below is a 
summary of what the ideal workforce system in the state would look like:

• Academics and employers exchanging information freely

• Strong reliable feedback loops between employers/educators/students/workers

• Expansion of the apprenticeship model, with apprenticeships a more attractive option 
for students

• flexible funding streams

• Contextualized learning

• Customized job training

• more information on industry’s real-time needs and projected needs (3 to 5 years out so 
education can respond)

• Closer ties between technical high schools and community colleges, including sharing 
and more efficient use of resources and students trained on the newest equipment

• more opportunities for students to be exposed to industry by strengthening K-12/
Higher Education connections and partnerships with industry

• Employers articulate their workforce needs and the educational and training system 
responds to those needs

• Guidance counselors advising students about careers, some of which may not require 
college

• Cross-cultural competencies among students in order to be competitive in a global 
workforce
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System challenges:

• teachers are a significant influence on students but often are unaware of the 
opportunities that exist in industry. Create teacher externships during the summer with 
employers.

• most programs that are implemented are done on a small scale, not statewide, and 
cease when grant funding ends.

• doL child labor laws are a barrier for manufacturing companies; can drive a car at 16 
but cannot operate machinery; difficult for manufacturing to provide on-site training.

• Software training at the community colleges is not with the software being used by the 
manufacturing industry – disconnect between education and industry.

• there is no mechanism to work with community colleges.  If you are a small employer 
who do you turn to?

• for education to be responsive to a business need, they require 3-5 years to get a 
program up and running and maybe more to actually produce graduates.

• one-Stop vision where employees and employers have one place to go to be served has 
not been realized. need more entities at the one-Stop centers such as dSS and Adult 
Education. the state has not owned the system, just relies on federal funding.

State organizational structure and leadership challenges: 

• CEtC—members appointed by the governor, it’s the governor’s vehicle so will not 
report bad numbers to the governor.

• Education silos: Board of regents, university of Connecticut, office of Higher 
Education; massachusetts has a Secretary of Education that covers secondary through 
postsecondary education.

• need a vision for targeting resources, for example, if target health care, green industries, 
or manufacturing then put all resources towards that vision.

future workforce issues:

• Student loan money may be exhausted by remediation before the student has any 
college-level courses.

• disconnect between high school and career.

• need better education to manufacturing link.

Predicting future needs: 

• Hard for manufacturing to project needs because the industry is dependent on federal 
funding, which may not be available.

• Cannot predict future needs but can train people on transferrable skills.
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If you had $100 million to invest for five years what programs would you invest in? 

• Incumbent worker training, contextualized learning and customized job training

• Public awareness campaign aimed at high school students to inform them about what 
jobs are available

• iBest program at all community colleges

• Loan forgiveness if go to Connecticut college and work in the state

• Invest in pre-K through college

• Business and industry research institutes in the state’s cluster industries

• Create a campus that combines education and industry

• more internships

DATA FOCUS GROUP

Challenges/gaps: 

• Hard to get post-program individual outcomes such as academic achievement, social 
success, or employment success—longitudinal data.

• need all higher education institutions to be a part of the longitudinal data system project, 
especially university of Connecticut.

• doL has no way to collect self-employment data from the department of revenue 
Services.

• If a company wants to hire, no data exists as to who is available for job openings

• Hard to obtain net new business creations.

• outcome data across multiple state agencies—very hard to track clients through different 
agency systems.

• Job posting data does not necessarily translate into an actual job opening.

• outcomes not available on students who are employed out-of-state but may have 
attended a Ct institution.

• outcome data not available on high school students who do not go to college or drop out.

• need program evaluation—standardized test results do not always pick up nuances of 
programs.

• difficult to take what businesses tell you and translate it into actionable education 
programs.

• data collected by state agencies should be made public.

• Silos in education are a barrier.

• need to determine who will own, manage, and sustain the longitudinal data system
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Employers’ future workforce needs: 

• Cannot predict what occupations might exist in the future if they do not exist today.

• Companies are hesitant to share their plans – not sure where the data will go and if it 
will be shared with competitor.

• real-time job posting data cannot predict the future but it can provide insight into 
future possibilities or at a minimum provide awareness of occupations that may be 
arising or are in greater demand.

recommendation: 

• Establish a data Governance Committee that could address some of the concerns with 
data sharing; outcome research; and use of longitudinal data system across all state 
agencies.
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APPEndIX B: SummAry of rESEArCH IntErvIEWS

over the course of the study period, the research team interviewed representatives from 
the following agencies and organizations: oWC, doL, CEtC, P-20 Council, university of 
Connecticut, Board of regents, CCIC, dECd, Connecticut Business and Industry Association, 
and office of Early Childhood Education. the following section summarizes the major themes 
that were raised in the interviews.

CURRENT WORKFORCE SYSTEM

• there is no system – only coordination and collaboration when people desire

• Having the oWC within the doL could result in it becoming just a function of the 
department as opposed to an office responding to the workforce system

• need cross-agency teams to meet to discuss state workforce issues

• there are fundamental competencies that allow people to move in and out of different 
careers – we need to ensure these are a part of education’s curricula

IDEAL SYSTEM

• Governor has to empower someone to be in charge

CETC 

• not enough representation from business 

• does not have any authority

• Critical to have agency staff committed and attending the meetings

• Gap: university of Connecticut and the independent colleges and universities are not a 
part of the board

DATA/INFORMATION

• demand-side information difficult to obtain

• no one owns the data; no accountability

• Which state agency is responsible for business intelligence?

• Would be good to create a group of key state agency data people that deal with 
workforce data who would meet quarterly and discuss cross agency collaboration, 
analysis, and system challenges

• need to engage businesses – find out what keeps them up at night in terms of 
workforce issues

• need to determine a way to regularly incorporate the business voice in the workforce 
system.
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GAPS/CHALLENGES

• federal resources inflexible, categorical and shrinking

• State would benefit from StEm person at oWC

• no one in K-12 system who is the StEm point person

• no sustainability on federal grants (example, Ct StEm Jobs project)

• nobody looks forward

• If we look at the population areas that are growing in the state and the educational 
achievement levels – the state is facing serious pipeline challenges

• many programs are pilot programs that, although effective, never get scaled-up for use 
statewide

OWC

• Currently has a great deal of responsibility but little authority to call agency 
people together or to request information. Without real authority it can only make 
recommendations.

PROGRAMS

• Apprenticeships—it’s a great model but not enough. need more programs across 
more industries. many businesses are not even aware of the program. Should convene 
a group of businesses and have them develop the program to suit their needs. then 
determine how the state will execute and fund the program—business driven as 
opposed to state driven. 
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APPEndIX C: dEtAILEd fIndInGS from ProGrAm rEvIEW 
And InvEStIGAtIonS CommIttEE 2009 Study  

“ALIGnmEnt of PoStSECondAry  
EduCAtIon And EmPLoymEnt”

FINDINGS REGARDING: ARE SUPPLY AND DEMAND ALIGNED?

the relationship between educational programs and occupations is not always straightforward. 
for example, more than one educational path can lead to a single occupation and there are 
many bachelor’s degree programs that are not directly related to an occupation.

With these limitations in mind, the PrI committee looked at the projected demand for certain 
occupations and the number of students graduating to determine if there was an oversupply or 
undersupply.

Several occupations appeared to be fairly well aligned (e.g., substance abuse and behavioral 
disorder counselors, and accountants and auditors). there were other occupations, however, 
that stood out as having an oversupply or overproduction of graduates. these included: licensed 
practical and licensed vocational nurses, radiation therapists, elementary school teachers, 
mechanical engineers, architects, forensic scientists, real estate agents, and lawyers. 

The undersupply of emergency medical technicians (EMTs) and surgical technologists and the over-
supply of licensed practical nurses (LPNs) and radiation therapists showed a misalignment among 
some health care occupations. Other health care fields, however, such as registered nurses and oc-
cupational therapists, had a fairly good match between supply and demand. 

the PrI committee found that these mixed results illustrate several points about the alignment 
of postsecondary education and employment:

• alignment needs to be assessed by occupation;

• for some occupations (e.g., actuaries and pharmacists), employer demand for an 
adequate supply of graduates appears to be met by Connecticut postsecondary 
institutions;

• some occupations, such as teachers, are able to closely monitor shortage areas and 
numbers of graduates produced based on certification requirements;

• awareness of occupational shortages may lead to production of more postsecondary 
education programs and graduates in a given area (e.g., nursing (rns));

• awareness of occupational shortages may not lead to production of more postsecondary 
education programs and graduates if students do not choose to enter those fields (e.g., 
world language teachers);

• all Connecticut employer needs do not have to be met by graduates from state 
postsecondary education institutions (e.g., veterinarians); and

• regardless of occupation, increasing the percent of students who complete degrees 
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and certificates—especially at the community college level—will better meet overall 
employer demand for a skilled and knowledgeable workforce.

factOrS affecting Supply Of WOrkerS:

• between 2004 and 2008, the percent of Connecticut high school graduates planning to 
attend college has fluctuated narrowly between 78-80% each year;

• many high school graduates, particularly at the community colleges, are unprepared for 
college-level work and need remedial English and math courses;

• there are multiple goals of postsecondary education, and creating a ready supply of 
workers for employers is only one of the many goals of the higher education system; 
and

• college students often are concerned not only with their own marketability in terms of 
their majors, but also on obtaining further education for their own personal growth.

factOrS affecting demand Of WOrkerS:

• economic cycles;

• the introduction and adoption of new technology and productivity improvements;

• changing skill requirements; and

• state agency policies, such as financial and tax incentives or disincentives for businesses 
to locate in the state.

FINDINGS REGARDING: CONNECTICUT’S HIGHER EDUCATION 
SYSTEM

the PrI committee found that in general Connecticut’s public higher education system is 
decentralized. decisions are made at the individual college or constituent unit level. In addition 
to the Board of Governors for Higher Education and Department of Higher Education, the public 
system of higher education is organized into four constituent units, each with its own board of 
trustees including the:

• Board of trustees of the university of Connecticut, which is responsible for the 
university and five branch campuses, the medical school, and the law school;

• Board of trustees of the Connecticut State university System, which is responsible for 
the four state universities;

• Board of trustees of the Connecticut Community College System, which is responsible 
for 12 two-year colleges; and

• Board for State Academic Awards, which is responsible for Charter oak State College 
(the state’s external degree-granting institution), online learning and distance education.
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FINDINGS REGARDING: CONNECTICUT’S GREEN COLLAR JOBS

the PrI committee found that as new certificate programs were developed, there was a lack 
of standardization across the community college system, making it difficult to assess the 
supply of graduates and their credentials. In addition, the committee found that although the 
Connecticut Employment and training Commission (CEtC) and the Connecticut Energy Sector 
Partnership are charged with developing and coordinating green collar job opportunities, 
neither was a central repository for the many initiatives emerging across higher education. 
further, sometimes institutions within colleges in different higher education systems were 
unaware of green efforts that were occurring. Lastly, the committee recommended sustaining 
the efforts that were started as a result of the federal funding from the American recovery and 
reinvestment Act of 2009 and ensure career ladders and lattices were developed particularly for 
workers who gained entry into the green collar fields through this temporary funding.

FINDINGS REGARDING: STATE EFFORTS TO ADDRESS WORKFORCE 
SHORTAGE OF NURSES

In the late 1990s there was wide recognition that the state could face a serious nursing shortage 
due to a number of factors including a decrease in the number of postsecondary students 
choosing nursing as a career and those who had high program attrition rates; many licensed 
nurses only worked part-time or were working in other fields; and the average age of licensed 
nurses was believed to be high (over 45 years old in Connecticut).  the executive and legislative 
branches of government, the education and higher education departments, the four higher 
education constituent units, independent colleges and universities, and the state’s hospitals and 
other health care facilities became actively involved in developing solutions. the PrI committee 
found these following strategies contributed to the success of increasing graduates of nursing 
programs to meet employer demand: 

• public advertising campaigns to increase awareness of nursing as a career;

• initiatives at the high school level to interest students in health careers, including 
nursing;

• aggressive pursuit of funding by colleges and universities, to provide tuition assistance, 
student advising, and targeted tutoring with the aim of improved student retention;

• federal and state scholarships and loan forgiveness programs;

• grants to colleges and universities to establish or expand their nursing programs;

• collaborative partnerships between colleges and universities with nursing programs 
and area hospitals; and 

• a formal mechanism, the Allied Health Workforce Policy Board, was legislatively 
established in 2005 and it allowed for members to communicate and share strategies, 
and propose solutions as a unified body.
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APPEndIX d: StrAtEGIC doCumEnt rEvIEW

the following pages show a review of strategic plans for different organizations that are 
considered part of the workforce alignment system in the state. the table does indicate that 
there appear to be real gaps in measuring programmatic outcomes. the next phase of the CASE 
study will identify where the gaps exist and recommend ways data can be integrated into policy 
planning.
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FEBRUARY 8, 2012 – MEETING 1 
• Introductory Remarks  

Richard H. Strauss, Executive Director, CASE 
• College Completion in Connecticut: The Impact on the Workforce and Economy 

Bruce Vandal, Director, Postsecondary Education and Workforce Development, Education 
Commission of the States 
o Discussion - Vandal Presentation  

Study Committee Questions and Answers 
• Study Research Team 

o Study Manager Overview  
Alissa DeJonge, CASE Study Manager and Director of Research, CERC 

o Overview of Alignment of Post Secondary Education and Employment (PRI, 2009)  
Michelle Riordan-Nold, CASE Research Consultant and Consultant, CERC 
 Discussion - Riordan-Nold Presentation  

Study Committee Questions and Answers 
o Study Committee - Discussion to Identify Resources for Research 

Alissa DeJonge, CASE Study Manager and Director of Research, CERC 
Richard H. Strauss, Executive Director, CASE 

• Closing Remarks and Next Meeting 
o Richard H. Strauss, Executive Director, CASE 

 
MARCH 14, 2012 – MEETING 2 
• Introductory Remarks 

Richard H. Strauss, Executive Director, CASE 
• Connecticut’s Economic Strategy & Education’s Role 

William J. Holstein, Author, The Next American Economy 
o Discussion - Holstein Presentation  

Study Committee Questions and Answers 
• Workforce Alignment: Challenges and Opportunities for Connecticut 

Richard Kazis, Vice President, Jobs for the Future 
o Discussion - Kazis Presentation 

Study Committee Questions and Answers 
• Comments Concerning Proposed Connecticut Legislation 

o Richard H. Strauss, Executive Director, CASE 
 

  

appenDix e: sTuDy COmmiTTee meeTings anD guesT speakers
the following is a list of study committee meetings, including presentations given to the CASE 
study committee by guest speakers and the CASE research team.  In the electronic version of 
this report, links to recordings of presentations and meeting proceedings are provided. (Internet 
Explorer is required to view videos.)
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• Study Research Team 
o Overview – Research Method 

Alissa DeJonge, CASE Study Manager and Director of Research, CERC 
Bruce Carlson, CASE Associate Project Director 

o Workforce Alignment Definition DRAFT – Study Committee Discussion 
Bruce Carlson, CASE Associate Project Director, Facilitator 

• Closing Remarks and Next Meeting 
Richard H. Strauss, Executive Director, CASE  

 
APRIL 20, 2012 – MEETING 3 
• Introductory Remarks 

Richard H. Strauss, Executive Director, CASE 
• Projects of Education Demand for the Future Workforce 

Nicole Smith, Senior Economist, Georgetown University Center on Education and the Workforce 
o Discussion - Smith Presentation 

Study Committee Questions and Answers 
• State of Connecticut Discussion Guide, Labor Analysis And Workforce Planning: What Are 

Employers Looking At When Evaluating Locations And Planning For The Future?  
Helen M. Friedman, Workforce Analytics and Planning, U.S. East Practice Leader, Towers Watson 
o Discussion - Friedman Presentation 

Study Committee Questions and Answers 
• Workforce Recruitment and Retention Philosophy 

Michael Scala, President, Lex Products 
o Discussion – Scala Presentation 

• Study Research Team 
o CASE Study – Research Update 

Alissa DeJonge, CASE Study Manager and Director of Research, CERC 
o Workforce Alignment Definition – Finalize Definition 

Bruce Carlson, CASE Associate Project Director 
• Closing Remarks and Next Meeting  

Richard H. Strauss, Executive Director, CASE 

 
MAY 10, 2012 – MEETING 4 
• Introductory Remarks 

Richard H. Strauss, Executive Director, CASE 
• Agency Overviews of Workforce Activities - Panel 

o Rina Bakalar Executive Director, Office of Workforce Competitiveness 
o Adam Goldfarb Chief of Staff, CT Department of Education 
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o Robert Kennedy President, CT Board of Regents for Higher Education 
o Glenn Marshall Commissioner, CT Department of Labor 
o Catherine Smith Commissioner, CT Department of Economic andCommunity 

Development 
o Discussion – Panel Overviews 

Study Committee Questions and Answers 
• Perspectives on Global Competitiveness 

World Affairs Council of Connecticut 
o Global Competitiveness Video 
 Discussion – Global Competitiveness Video 

Study Committee Questions and Answers 
o World Affairs Council of Connecticut – Overview 

Felicity Harley, Executive Director, World Affairs Council of Connecticut 
o Global Education Making Connecticut’s Future Workforce Globally Competent and 

Competitive 
Eve Pech, Director of Educational Programs, World Affairs Council of Connecticut 

o Global Competitiveness Programming for K-12 
Salvatore Menzo, Superintendent, Wallingford Public Schools 

o Discussion – World Affairs Council Presentation 
          Study Committee Questions and Answers 
• Study Research Team 

o CASE Research Update 
Alissa DeJonge, CASE Study Manager and Director of Research, CERC 

o Workforce Definition - Final 
             Bruce Carlson, CASE Associate Project Director 

• Closing Remarks and Next Meeting 
Richard H. Strauss, Executive Director, CASE 
 

JUNE 13, 2012 – MEETING 5 
• Introductory Remarks 

Richard H. Strauss, Executive Director, CASE 
• Did You Know? - video 
• Workforce Alignment 

Craig T. Follins, President, Olive-Harvey College, City Colleges of Chicago  
• Real-Time Skills In Demand Analysis: What Job Postings Can Tell Us  

Henning Seip, President and Chief Executive Officer, SkillPROOF Inc.  
• Study Research Team 

o Recommendations – Study Committee Discussion 
Bruce Carlson, CASE Associate Project Director  

• Closing Remarks and Next Meeting      
      Richard H. Strauss, Executive Director, CASE  
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JULY 18, 2012 – MEETING 6 
• Introductory Remarks 

Richard H. Strauss, Executive Director, CASE 
• Early Childhood Investment:  Minnesota Experience 

Arthur Rolnick, Senior Fellow, Humphrey School of Public Affairs, University of Minnesota 
• Taking a Regional View of Human Capital Development in Addressing State Workforce Needs 

Brian Prescott, Director, Policy Research, Western Interstate Commission for Higher Education 
• Study Research Team 

o Interviews and Focus Group Session Overview 
Bruce Carlson, CASE Associate Project Director 
Alissa DeJonge, CASE Study Manager and Director of Research, CERC 

o Discussion - Interviews and Focus Group Session 
Study Committee Suggestions 

• Closing Remarks and Next Meeting 
Richard H. Strauss, Executive Director, CASE 

 
AUGUST 8, 2012 – MEETING 7 
• Introductory Remarks 

Richard H. Strauss, Executive Director, CASE 
• Why Good People Can’t Get Jobs 

Peter Cappelli, George W. Taylor Professor of Management and Director of the Center for Human 
Resources, Wharton School, University of Pennsylvania 

• Study Research Team 
o CASE Research Update 

Alissa DeJonge, CASE Study Manager and Director of Research, CERC 
o Connecticut Labor Market for "Bright Outlook" Occupations 

Matt Ross, CERC Research Associate 
o Discussion – Research Team Updates 

Bruce Carlson, CASE Associate Project Director 
• Closing Remarks and Next Meeting  

Richard H. Strauss, Executive Director, CASE 

 
OCTOBER 23, 2012 – MEETING 8 
• Introductory Remarks 

Richard H. Strauss, Executive Director, CASE 
• Connecticut Employment and Training Commission: 2012 Annual Plan  

Rina Bakalar, Executive Director, Office of Workforce Competitiveness 
o Study Committee Questions and Answers 
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MajoR STudiES of THE aCadEMy

2012
•	 Benchmarking	Connecticut’s	Transportation	

Infrastructure	Capital	Program	with	Other	States

•	 Alternative	Methods	for	Safety	Analysis	and	
Intervention	for	Contracting	Commercial	Vehicles	
and	Drivers	in	Connecticut

2011
•	 Advances	in	Nuclear	Power	Technology
•	 Guidelines	for	the	Development	of	a	Strategic	Plan	

for	Accessibility	to	and		
Adoption	of	Broadband		Services	in	Connecticut

2010
•	 Environmental	Mitigation	Alternatives	for	

Transportation	Projects	in	Conecticut
•	 The	Design-Build	Contracting	Methodology	for	

Transportation	Projects:	A	Review	of	Practice	and	
Evaluation	for	Connecticut	Applications

•	 Peer	Review	of	an	Evaluation	of	the	Health	
and	Environmental	Impacts	Associated	with	
Synthetic	Turf	Playing	Fields

2009
•	 A	Study	of	the	Feasibility	of	Utilizing	Waste	

Heat	from	Central	Electric	Power	Generating	
Stations	and	Potential	Applications

•	 Independent	Monitor	Report:	Implementation	of	the	
UCHC	Study	Recommendations

2008
•	 Preparing	for	Connecticut’s	Energy	Future
•	 Applying	Transportation	Asset		 		 			

Management	in	Connecticut	
•	 A	Study	of	Weigh	and	Inspection	Station		 	

Technologies
•	 	A	Needs-Based	Analysis	of	the	University	of	

Connecticut	Health	Center	Facilities	Plan

2007
•	 A	Study	of	the	Feasibility	of	Utilizing	Fuel	Cells	to	

Generate	Power	for	the	New	Haven	Rail	Line

•	 Guidelines	for	Developing	a	Strategic	Plan	for	
Connecticut’s	Stem	Cell	Research	Program

2006
•	 Energy	Alternatives	and	Conservation
•	 Evaluating	the	Impact	of	Supplementary	Science,	

Technology,	Engineering	and	Mathematics	
Educational	Programs

•	 Advanced	Communications	Technologies
•	 Preparing	for	the	Hydrogen	Economy:	

Transportation
•	 Improving	Winter	Highway	Maintenance:	Case	

Studies	for	Connecticut’s	Consideration	
•	 Information	Technology	Systems	for	Use	in	Incident	

Management	and	Work	Zones	
•	 An	Evaluation	of	the	Geotechnical	Engineering	and	

Limited	Environmental	Assessment	of	the	Beverly	
Hills	Development,	New	Haven,	Connecticut	

2005
•	 Assessment	of	a	Connecticut	Technology	Seed	

Capital	Fund/Program
•	 Demonstration	and	Evaluation	of	Hybrid	Diesel-

Electric	Transit	Buses
•	 An	Evaluation	of	Asbestos	Exposures	in	Occupied	

Spaces

2004
•	 Long	Island	Sound	Symposium:	A	Study	of	Benthic	

Habitats
•	 A	Study	of	Railcar	Lavatories	and	Waste	

Management	Systems	

2003
•	 An	Analysis	of	Energy	Available	from	Agricultural	

Byproducts,	Phase	II:	Assessing	the	Energy	
Production	Processes

•	 Study	Update:	Bus	Propulsion	Technologies	
Available	in	Connecticut	



ConneCtiCut ACAdemy of SCienCe And engineering

The Connecticut Academy is a non-profit institution patterned after 
the National Academy of Sciences to identify and study issues and 
technological advancements that are or should be of concern to the 
state of Connecticut. It was founded in 1976 by Special Act of the 
Connecticut General Assembly.

ViSion

The Connecticut Academy will foster an environment in Connecticut 
where scientific and technological creativity can thrive and contribute 
to Connecticut becoming a leading place in the country to live, work 
and produce for all its citizens, who will continue to enjoy economic 
well- being and a high quality of life.
 

miSSion StAtement

The Connecticut Academy will provide expert guidance on science 
and technology to the people and to the State of Connecticut, and 
promote its application to human welfare and economic well-being.

goAlS

• Provide information and advice on science and technology to 
the government, industry and people of Connecticut.

• Initiate activities that foster science and engineering education 
of the highest quality, and promote interest in science and 
engineering on the part of the public, especially young people.

• Provide opportunities for both specialized and interdisciplinary 
discourse among its own members, members of the broader 
technical community, and the community at large.

ConneCtiCut ACAdemy of SCienCe And engineering
805 Brook Street, Building 4-CERC, Rocky Hill, CT 06067-3405

Phone: 860-571-7143 • e-mail: acad@ctcase.org     
web: www.ctcase.org
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