The Winding Road
To Career Success

Achieving Upward Mobility Through Career Progression Lattices

WORKSOLUTIONS C4Q &

FORCEEx






The

Winding Road MeLennan
3.8%
. To Career Success
\ Achieving Upward Mobility :agll;
i3 Through Career Progression
Lattices
_ TABLE OF CONTENTS
‘ INtrOdUCEION . .. .....oooei e, 6
-‘::;:.‘ Why Career Progression ............coiiuiniiiiiiiiiii i, 7
i Career Ladders vs Career Lattices vs Guided Pathways................. 8
Internal Career Ladders vs Career Lattices ......................coo..t 12
The Move Toward Skillbased Hiring ................ ... .. ..ot 14
Career Progressions: What They Mean for the Heart of Texas. ............. 15
Navigating a Skill-based Career Progression Lattice .................... 16
Occupational Mobility and Formal Education .......................... 22
The Potential Economic Impact of Career Upskilling.................... 24
Limitationsand Challenges. ..., 27
HEART OF TEXAS CAREER PROGRESSION LATTICES ................... 31
APPENDIX A

Methodology and Approach to Building Career Progression Lattices ... 63

APPENDIX B
Skill Layering: A Non-Linear Approach to Talent Development.......... 75
APPENDIX C
Targeted Occupations Methodology ..................ccoiiiiiia... 84

rorceoQRUIIONS  C




Acknowledgments

T/ae Workforce Solutions Heart of Texas knows that the key to regional economic success
is a well-functioning, appropriately skilled workforce. More importantly, as the economy
evolves the labor force must change and grow with it. That means supporting skill train-
ing aligned with the needs of the regional business community. It also includes career
guidance and providing opportunity to individuals to help them make data-informed
education and career choices. In particular Anthony Billings, Executive Director of
Workforce Solutions Heart of Texas provided tremendous vision and unwavering com-
mitment to make this project possible. Through his many years leading workforce develop-
ment efforts in the region, Anthony was the first to acknowledge that to make the lives of
his customers better he had to implement programs and policies that ‘meet them where they
are’ by understanding their unique needs, barriers, and challenges. The Career Progression
Lattice project was envisioned fo demonstrate the potential for upward career mobility

— especially for people who cannot otherwise imagine personal career success. Additional
thanks to Erin Dosher, Eunice Fernandez, and Linda Stanford for project management
and invaluable review and comment.

This project reflected the many dynamics at play in the labor market. The COVID recession
is well behind us, and the Texas and Waco regional economy has experienced strong output
and job growth. With persistent post-COVID labor shortages, the business community is
moving toward increased skill-based hiring, expanding the available labor pool to em-
brace more of those with the skills and willingness to work. By the close of this project the
Job market has started to cool down, making jobs less plentiful but still leaving employers
with labor shortages, elevated wages, and the need for more workforce training.

This project was fortunate to benefit from the capabilities and labors of many talented and
dedicated individuals. The unsung hero of this project is John Romanek, a database guru
with unparalleled intellectual labor market expertise and curiosity to match. This project is
our first test using large language modelling to identify skill-based occupational similar-
ity. John automated a cosine similarity matrix method which was applied to SkillsEngine
detailed work activities and sub-knowledges; an endeavor that many considered beyond
the resources of this project. Countless hours of research and data manipulation later, John
made our vision a data reality. I am privileged to have John as part of our team, and
grateful for his many contributions and his friendship.

An important part of this project was deep-dive interviews with regional employers.
There is no one better at teasing out employer insights than Mick Normington, who
conducted all our interviews. Mick has a curiosity for and interest in how business deals
with human resources challenges, what skills they need, and the qualifications they value.
His stories from twenty Heart of Texas businesses are truly engaging and insightful.
Our thanks also to the business leaders that gave freely of their time and perspectives on
recruitment and hiring nuances — valuable intelligence that can’t be discerned through
statistical analysis alone.

4| AKNOWLEDGMENTS CE



Acknowledgments

A special recognition goes out to Michael Bettersworth, Chief Marketing Officer at Texas
State Technical College and founder of SkillsEngine. Michael brings unfathomable en-
ergy and perspective to everything he does, which includes unprecedented practical inno-
vation and leadership in forming and sustaining SkillsEngine. None of the career lattice
work would be possible without his vision, expertise, and grit in building the nation’s
most robust and practical skill alignment data initiative.

The content in a career lattice is valuable, but the power, relevance, and impact fo the
consumer comes from effective graphic presentation. Edgar Dales Cone of Learning gives
us a structure that says people are more likely to learn something they can visualize than
Just by reading alone. We are grateful to have Pun Nio as our creative specialist and
graphic design artist. Her ability to visualize, translate, and depict our content into eye-
catching and relatable final products is instrumental to our efforts.

We would also note three outside contributors that helped make this project possible. We
were well down our methodological journey when we discovered research from the federal
ONET team into using advanced large language modeling to assess occupational similar-
ity. Not only did this research validate our approach, but their Career Changers matrix
provided contextual guardrails as we built each lattice. Kudos to Pam Frugoli who leads
the ONET team providing one of the world’s most significant and underfunded occu-
pational resources, and Phil Lewis Senior Technical Officer for his intellectual contribu-
tions. Also recognition to Darrell Sandall and John Henderson, a pair of adroit indus-
trial organizational psychologists who hold major responsibility for curating the robust
SkillsEngine skills library and the sub-knowledge domain that became an integral part of
our methodology.

Finally, reflective of our times, this project took advantage of several generative Al tools
to support our analysis and develop unique, descriptive content such as our recruiting job
descriptions. We also used Al to validate and refine our core approach and methodology to
develop career lattices. As technology improves we believe generative AI will be extremely
beneficial to help staff and clients alike better understand the job market.

Project Director and principal investigator Richard Froeschle was responsible for pull-
ing all the pieces together, crafting this final report, and bringing project expectations to
reality. Richard is responsible for the scope and content of this report, including the skill-
based lattice construct. Any errors of commission or omission in the analysis, synthesis, or
presentation of materials herein lie with him.

CLEO =i ACKNOWLEDGMENTS | 5



Introduction

“The only person you are destined to become is the person you

decide to be” - RaLpn WaLpo EMERSON, AMERICAN PoET

Much has been made of the differences between what Baby Boomers and Born Digitals
want out of their careers. And while the context and thought process may be different,
most workers want the same things from their jobs; a reasonable wage for their efforts
and expertise, a desire to do meaningful or impactful work, the opportunity to learn new
skills, and the potential for upward career mobility. These top issues have not changed
much across generations. But the past decade has witnessed many interrelated phenomena
that have complicated the career development process. Many of these issues have added
complexity to the relationship between workers and the world of business. They have also
contributed to labor shortages, increased job hopping, and become impediments to career

mobility.

The COVID pandemic and subsequent economic turmoil challenged the concept of what
people call ‘normal’. Supply chain backlogs and inflation aftected the availability and prices
of products and services; many of which remain elevated and have resulted in on-going
consumer anxiety.

Perhaps the more important trend was how COVID affected the labor market. Federal
and state governments restricted labor force participation for all but essential businesses.
Health fears kept many workers from immediately returning to work after restrictions
were lifted. This was partly offset by new flexible work arrangements and a work-from-
home movement. Many other factors limited labor participation, but none received more
attention than the Great Career Reflection. Returning to work took on a new thought
process for many employees. COVID-affected workers challenged the wages they expect-
ed for certain jobs. Employees demonstrated their willingness to job-hop to earn higher
wages or achieve greater upward mobility. And many revisited their values toward work,
exploring work - life balance choices, and wage and salary alternatives such as independent
gig work and self-employment. Even as the pandemic has waned, many of these consider-
ations remain active. What also persists is that it is increasingly hard to fill jobs and retain
workers for roles that are viewed as leading to nowhere.

In addition to the impacts of COVID, labor shortages due to changing demographics are
affecting employer access to skilled and unskilled labor. Unemployment rates in Texas were
4.2 percent (seasonally adjusted) in November 2024 and 3.9 percent (unadjusted) in the
Heart of Texas region, putting skilled workers in an enviable negotiating position. Federal
Reserve data show that job changers not only have had steeper earnings increases over job
stayers, but that workers are increasingly concerned with their upward career and wage
mobility". This puts added pressure on business as they adjust to rising wage trends, a gen-
erational shift in young worker attitudes, and increased competition for labor that many in
the Waco area have never experienced before.

! Atlanta Federal Reserve Wage Tracker. The differential in earnings between job stayers and job leavers has
narrowed significantly from a peak in August 2022.
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Helping workers gain marketable skills and helping them visualize? future job opportuni-
ties is a primary objective of the workforce system. Coincident with serving the population
is a requirement to provide business with a skilled workforce through training and sup-
portive services. With these powerful forces dictating the ‘why’ part of the career lattice
equation, what remains is how to best help workers achieve their career aspirations, while
providing the business community with the skilled workforce it demands. The career
progression lattice framework presented in this initiative is designed to help Workforce
Solutions Heart of Texas achieve this dual mandate in a time of market volatility and labor
shortage.

“Changing industries was relatively rare because it often meant
starting over’ and the loss of a wage premium that traditionally
accompanied legacy industry knowledge. Those days are largely gone.
Today, rather than a stair-step career ladder, a career progression
more often takes place on a career lattice’.” McKinsey CONSULTING

Why Career Progression?

The heart of this project is to communicate the dynamics of career mobility, identify
occupational training targets, and illustrate how individuals can leverage their skills over
time to generate upward wage mobility. It is in response to the current WIOA Section

108 (Local Plans) to compel local workforce boards to integrate labor market data (e.g.,
regional and county profiles), employer feedback (e.g., direct employer interviews), and
“in-demand” occupation forecasts (e.g., identifying regional Target Occupations) into their
education and training programs®.

This project by Workforce Solutions Heart of Texas is also designed to provide better labor
market and career information to guide career decisions of students and workforce par-
ticipants alike. The approach or the ‘how’in this case is based on the fact that traditional
career ladders have given way to career lattices. The latter concept represents an uneven
and unpredictable journey that can be punctuated by many sources of skill acquisition,
lateral movements into related occupations, and even stop outs. Career ladders sound like a
promising idea until one realizes that life is seldom linear or consistently upward. A lattice
depicts the possibility for upward mobility and personal growth, but also the potential for
unrealized career opportunity if learning new skills is not a priority. Each lattice begins
with an anchor occupation that represents an occupational starting place. The anchor job
meets people where they are, i.e., at the beginning of a career journey. The direction and al-
titude of that progression will be determined by personal initiative and grit. But the lattice
provides a road map that shows where opportunity exists to leverage one’s existing skills
that can serve as a foundation from which to move forward.

*Professor Scott Galloway from NYU notes that humans process visual information about 60,000 times faster than we do
words. He cites researchers at MIT estimating that the human brain can correctly identify an image in as little as 13 mil-
liseconds. The lattices are designed to capture the attention of those more likely to embrace pictures than words.

*Although the 118th Congress reached general agreement on the language of a new WIOA, they adopted a continuing
resolution and adjourned in December without formally reauthorizing WIOA.
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So what’s behind the increased attention to career progressions? Two major trends are

largely responsible;

1) an apparent misalignment between the skills of available workers and regional labor mar-
ket demand. This, in turn, is affecting wage growth, workplace satisfaction, labor turnover,

talent availability, and extended time to hire; and

2) in a full-employment/labor shortage environment, getting a first job in an ‘anchor’ oc-
cupation is not much of a challenge for most people. It is important to remember that a
3.9 percent unemployment rate also translates into a 96.1 percent employment rate e.g.,
workers that already have a job. Ironically, this also diminishes the need for workforce
development intermediaries to place people in jobs. Thus the primary role of the workforce
system has evolved from placing workers into jobs to helping business find skilled workers and
helping workers exit the treadmill of endless unskilled jobs into a career progression lattice that

offers upward career mobility.

“Being in charge of your work life doesn’t mean you always move with
assurance and sublime self~confidence; it means you keep moving, con-
tinuing on your own path, even when you feel shaky and uncertain.”

CHARLOTTE BEERS, author of Id Rather Be In Charge: A Legendary
Business Leader’s Roadmap to Achieving Pride, Power, and Joy at Work

Consulting firm Lightcast conducted a 2023 National Alumni Career Mobility Survey to
‘uncover best practices to transform student career success’. For the fourth consecutive year,
the number one “high impact career practice” was ‘understanding career opportunities’,
closely followed by ‘creating a plan for my life’. These two observations stem from the find-
ing that about half of survey respondents didnt decide on their career path until after they
completed their college degree. The career lattices are designed to address both these issues.

Career Ladders vs. Career Lattices vs. Guided Career Pathways

Growth in the civilian labor force in the U.S. slowed

to 0.75 percent annually between 2013 and 2023 (7.5%
total). Between 2023 and 2033 the growth rate at 0.37
percent per year (3.7% total) will be less than half that
level. Each available worker will be more precious as;
(1) large numbers of baby boomers continue their
retirement, (2) labor force participation rates for prime-
age workers post-pandemic, and female LFPR rates
plateau this decade, and (3) there are fewer new entrants
due to lower birth rates in the previous generation®.
'This has resulted in a renewed push toward upskilling
and reskilling to optimize the available work force.

As upskilling becomes more important, the number of
approaches to identify and structure upskilling potential
become more prevalent. The career progression lattice
concept behind this report is one such example.

Guided Pathway: A series of struc-
tured, connected education programs
and support services that enable
students to advance over time to
better jobs through the attainment
of higher levels of education and
training. Primarily used as a means
to organize education program
offerings.

Career Progression: A mapping

of occupational opportunities with
potential for upward earnings mobil-
ity based on the ability to leverage
individual knowledge and skills.
Primarily designed to enable indi-
vidual career development potential
through high value skills regardless

of formal education credentials.

#The dearth of new labor force entrants is one reason the topic of immigrant labor has taken on

such a prominent role in the national discourse.
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McKinsey consulting conducted a global survey to assess the worker attraction and re-
cruiting potential in the post-Great Resignation period. Among several interesting obser-
vations is the number of workers that left a job and found a new job in another industry.
Their findings showed that just 35 percent of job leavers over the past two years took a
new job in the same industry. Some industries like Consumer/Retail had only 24 percent
of job leavers return to the same industry. McKinsey concludes that it is the new skill-
based hiring emphasis that is driving this behavior. These findings suggest the further
erosion of traditional career ladders and the industry sector-based pathway models that
support them. Moreover, the research notes a reduced stigma attached to workers that job
hop, have resume gaps, or find career options in different industries.

So, what are the main distinctions between a career pathway and a career progression?
Jobs for the Future defines a career pathway as “a sequence of experiences intentionally
designed to facilitate the development of academic, technical and employability skills
connected to a set of related occupations.” It is primarily credential-based and is planned
and structured by design to help students traverse the formal educational spectrum. A
career progression also has a hierarchy, but movement among career options is not neces-
sarily linear, and does not always require a degree or credential. Skills are acquired in a
more stochastic or random way, often based on serendipity, e.g., right place, right time,
right circumstance, and personal grit. Rather than promoting ‘credentials of value’ career
progressions are based on learning new ‘skills of value’ regardless of how or where they are
acquired.

<«

“Previous research has shown that the “job ladder™—in which
workers obtain large pay increases when they switch to better jobs or
when firms want to poach them—is important for wage growth’.

JoBs AND CAREERS, Liberty Street

'There are several other important distinctions. For those with a job already, responsibil-
ity for job change puts career decisions in the hands of the worker, without relying on a
company or supervisor. The worker chooses when to take a promotion, pursue additional
education or training, or change jobs. It doesn't rely exclusively on an employer to shape
their career future. In a career progression not all job changes are upward. Sometimes a
move is lateral or downward depending on life circumstances. Stop-outs for education and
training, unforeseen life circumstances, or unemployment can take one completely out of
the labor market, i.e., oft a lattice. Career changes that involve occupational or industry
change are no longer unusual. The career lattice model is much more representative of
today’s work life experience and the skill-based hiring movement. It follows the tenets of
the Skill Layering model discussed in Appendix B in which skills can be acquired through

various formal means and informal learning.

In practice, very few new labor market entrants have any idea what the job market has in
store for them. Some workers are subject to the ‘accidental theory of career development’
in which their work life is much more reactive than planned. Job changes tend to be more
a function of serendipity or happenstance — taking advantage of opportunities as they arise.
In this context, phenomena such as business cycles and personal networks, like who you
know or meet, can be more important than a career development strategy.
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'There is no doubt that everyone’s career trajectory has some serendipity in it. But good
luck, or the absence of good fortune, should not be a substitute for career planning. An
October 2024 article in the Economist magazine acknowledged that luck can play a role
in career mobility. They pose the question, “if luck does play a more important role in out-
comes than is often acknowledged, what does that mean? For individuals it suggests you
should increase the possibility that ‘chance’ will work in your favor” Their answer is to help
individuals increase their ‘surface area of luck’. This means putting yourself in as many situ-
ations as possible (job fairs, internships, industry conferences and trade shows, networking
mixers, company recruitment events, etc.) where you won't be rejected. It is a way of giving
luck more opportunity to work in your favor”.

In July 2022 after the COVID recession, workers who switched jobs experienced on
average 8.5 percent wage increases, compared to 5.9 percent for ‘job stayers’>. This taught
workers that the best way to earn more and increase one’s ‘surface area of luck’ was to
change jobs. This triggered historically high quit rates. By July 2024 the gap between
switchers and stayers was only 0.5 percent as job postings diminished and quit rates re-
turned to pre-pandemic levels.

What is certain and pervasive is that most people begin their work life with a starter set of
skills, both technical and behavioral. The question is, how do they build, or even concep-
tualize, a life-long career progression that provides opportunity for increased earnings and
advancement? The skill layering model presented in Appendix B demonstrates that skill
acquisition is continuous, non-linear, and occurs across multiple education and workplace
settings. Skill development has no defined endpoint and there is no single or universal
path of skill acquisition for everyone. Language in the proposed reauthorization of the
WIOA legislation intends for Boards to better align training and education services to
local workforce needs, emphasizing skill acquisition relevant to in-demand industries and
occupations.

So, how does a worker assess and navigate upwardly mobile career opportunities? In other
words, what information is available to help a worker conceptualize a lifelong career pro-
gression lattice? How do they internalize the reality that their entry level skill set has value
and can place them on a personalized career lattice? Most important, how do they make
labor market data, like occupational similarities depicted on career progressions, action-
able? Do customers understand that movement within and upward on a career lattice will
likely be dependent on individual initiative and the acquisition of additional skills and
credentials? And, for the education and workforce development community, what train-
ing or wrap-around services are provided that support these concepts? The idea behind a
skill-based career progression lattice model is that actionable labor market information
can be developed and presented in a way that provides decision support for real life career
decision-making.

Another way to think about helping people attain upward career mobility is to better align
their educational credentials as they progress through the education system (either public
or private). Career pathways in this context are designed to better align education course-
taking with a student’s career objectives and labor market trends. Articulated course work
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that spans high school and college can lead to less redundant and costly studies®. And, more
importantly, lead students to coursework that moves them more quickly and seamlessly
toward their career objective. In this approach improved credential alignment should parallel
the available job opportunities in the region in which one chooses to live”.

'The term ‘guided pathways’is another way to express an aligned series of credentials that are
linked to a growth industry sector® . In almost every case, a career or guided pathway con-
notes improved alignment between education and the labor market. There is considerable
work currently underway in Texas, especially within the higher education community, to
define and operationalize career pathways’. In most cases, the term career or guided path-
way is used to describe articulated education curricula organized around an employment-
centered goal. It often includes the notion of building a portfolio of skills'’or credentials

to help a student prepare to compete for desirable a.k.a. ‘good’ jobs. Many of these guided
pathways are built around stackable credentials that help students build toward credentials
with greater labor market value.

But while career pathways are important to the student population, and the organizing of
academic content, the workforce development system most often works with dislocated

and otherwise unemployed persons trying to earn a living, support a family, and grow their
career opportunities. Most workforce participants have concluded their formal education —
at least that traditional, linear route with which we are all so familiar. Many of these workers
are in entry-level jobs with little knowledge of where to go or what to do next to earn a bet-
ter living. They are often told that upward mobility is only possible through higher educa-
tion, much of which is viewed as unattainable to workers who move across secondary labor
market jobs trying to make a living.

For these individuals, career progression lattices provide a more realistic reflection of how
the job market can work and serves as a roadmap for the future. Each individual starts with
an entry level occupation, some of which are higher paying or more prestigious than others.
By examining transferable skills and knowledges and leveraging available labor market data,
the career progression lattices demonstrate opportunities for personal growth, occupational
mobility, wage progression, and offer direction for future education and skill acquisition.
They suggest a roadmap of possibilities and a blueprint for hope.

From College to Jobs: Making Sense of Labor Market Returns to Higher Education, Thomas Bailey, The Aspen Institute,
2016, p. 27, As a result, [of uninformed course taking] many students do not take optimal paths through college, taking courses that
do not count toward their intended degree or, for community college students, taking courses that will not transfer for junior standing
in their desired major.”

"This is the primary function of the Workforce Board Targeted Occupations list.

¥There seems to be general agreement that a guided pathway involves whole college reform, including student guidance,
and not just course or program articulation. For information about guided pathways at Austin Community College see
https://sites.austincc.edu/guidedpathways/

“There are many efforts underway in Texas to promote career pathways and encourage students take courses that are
grouped together around a career aspiration. HB 5 created five ‘endorsements’ designed to help students entering high
school acquire in-depth knowledge of a subject area of their choosing such as STEM or Arts and Humanities. Accelerate
Texas is a joint initiative between the Texas Workforce Commission and the Texas Higher Education Coordinating Board
to build capacity to expand career pathways in the state. TEA’s Programs of Study is another effort to group coursework
around a common occupational theme.

0The early 2000s witnessed significant efforts to establish and highlight the importance of electronic student portfolios.
The resurgence of Electronic Learning Records (ELR) to digitally capture validated learning objectives and skill acquisi-
tion builds on prior efforts to establish e-portfolios such as those from Educause Learning Initiative and the Association of
American Colleges and Universities.
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Internal Career Ladders vs. Career Lattices

A final thought on the topic of upward wage mobility is the differentiation between exter-
nal career progressions and employer-specific internal career ladders. Individual wage gains
happen to people who are already employed and who receive internal promotions with
their current employer. Whether through dedicated preparation, skill acquisition, or good
fortune many workers experience upward career mobility and wage gains within the same
company. This is one of several excellent reasons why it is important to get that first job, exposing

workers to better opportunities while they excel in the job for which they were hired.

'The lattice layouts are two-dimensional depictions of potential upward career and wage
mobility. They assume one gets an entry-level job at a company and subsequently practice
the knowledge and skills associated with the job title into which they were hired, while
they add new skills to move forward in a chosen progression (see Appendix B Skill Lay-
ering). The career lattice depicts movement from occupation to occupation as if each
move on the lattice inherently comes with a change in employer. That is not necessar-
ily true! In fact, many companies have defined internal labor markets in which a person
can advance through occupational title change and achieve pay increases within the same
company. Most larger companies have a job classification and compensation schema that is
responsive to external wage changes and built around job levels and generalized pay factors
that dictate internal pay progression.

The concept of job leveling, also known as internal job classification, defines and classifies
job responsibilities and work roles and sets compensation parameters, while establishing
career pathways that define how individuals can progress within an organization. Job level-
ing helps companies understand market pay data, build internal career paths, and convey
advancement opportunities to employees.

Over the past half-century the practice has morphed into a vehicle that includes setting
employee expectations around building careers, achieving upward pay mobility, and de-
termining succession planning policies. Thus, while the lattices depict upward skill-based
career mobility, that mobility can come either by rising through the internal workings of
the same company (job stayers) or through employer change (job leavers).

An interesting way to think about internal progressions is by adding a third dimension to
our two-dimensional lattice. This third dimension can be applied at each stop on a career
lattice. Thus at any occupational milestone a worker has an option to gain experience and
build their skillset with a single employer or to achieve higher earnings by changing both
occupation and employer . While this may not be an option at small and mid-sized com-
panies, career progression can occur within an organization that promotes from within,
invests in worker upskilling, and which offers a diverse set of job roles within the orga-
nization. This is a key component of Jobs for the Future’s (JFF) Quality Jobs Framework
which provides the definition of a quality job. Workers are encouraged to discuss career
advancement opportunities internally before changing employers.
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SAMPLE: Internal Job Classification and Job Leveling
Job Pay Mid{ Third . . _ .
Level point | Quartile Overview Skills / Proficiency Experience
. Advanced skill set | Typically requires
. Highest-level e
Semior level | $77:064 | $87.048 | support. Performs | SOLTIS SISeReR | 5% AEEE of
advanced tasks. . "
techniques. experience.
- Fully proficient in role. | Typically requires
Senior-level . .
L.EVEI 3 $70,096 | $79,144 | position. Performs Applies skills to 3+ years of
Mid-level complete a broad range related
complex tasks. .
of tasks. experience.
Mid-level position. Developing proficiency | Typically requires
Level Performs general in role l; glﬁas skills tz :l';‘:east); gar of
Intermediate | $63,752 | $72,020 tasks and the .cofnp letion of relatgd
level completes routine assi nepd tasks experience
assignments. 9 i P i
Level 1: Entry-level position. Ac:::’rlngi:i?‘w ::'"s Typically requires
Ent Ievlel $42,640 | $47,892 Performs routine understgndin gof role little to no related
ry tasks as directed. ling experience.
responsibilities.

In a labor shortage environment, such as that seen in the post-COVID economy, workers
are more inclined to pursue upward career mobility via job hopping than waiting for ad-
vancement opportunities with their current employer. As discussed previously, the Atlanta
Federal Reserve shows that over the past several years job changers experienced much
higher wage gains than those that stayed with their employer. Thus companies that pro-
mote ‘employer of choice’ practices' like internal career and wage progression are more
likely to buck this trend and retain their workforce.

“Skill formation is a life cycle process. It begins in the womb and
continues on in the workplace. Education policy is only one aspect
of a successful skill formation policy, and not necessarily the most
important one.” James HEckmaN AND DimrTrry MasTEROV (2005)

'The major difference between an internal career progression and a career progression lat-
tice is that internal progressions tend to be limited to a single industry sector and func-
tion in a more stair-step fashion — much like a career ladder. A career lattice, on the other
hand, can cross industry sectors. Plus, it acknowledges that over a lifetime a person might
leave the labor force or make irrational economic choices relative to their careers based on
life circumstances.

"Changing employers but neither occupational title nor work responsibilities is more often referred to a job
hopping.

2The concepts behind being an employer of choice align with the notions of job quality promoted by Jobs for
the Future (JFF). They include practices such as continuously re-recruit your top talent, promote from within
whenever possible, treat workers as professionals and assume they have other job options, avoid layofts, over-
communicate with employees, etc.
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The Move Toward Skill-based Hiring

It’s clear that one can acquire skills in many ways and across multiple workforce experi-
ences. Everyone has skills! But many of the best jobs typically have degree requirements;
whether or not successful performance on the job really requires a degree. The so-called
‘paper ceiling’ limits talented, but non-degreed workers from breaking into many good,
primary labor market jobs. The good news is that this pattern is changing. Employers are
moving toward skill-based hiring, which recognizes that skills and experience can often
outweigh formal education for many jobs. The bad news is that skills-based hiring appears
to be moving slower than the rhetoric indicates®.

So how does skill layering, with an emphasis on alternative approaches to skill acquisi-
tion, and the broader move toward skill-based hiring in the business world connect to
career progression lattices? Career progression lattices are predicated on the commonality
of skills across occupations and jobs. They are not bounded by industry-based frameworks
like ONET or academic ladders like higher education guided pathway models'*. They are
designed and executed to leverage worker skills into a path of upward wage mobility. As
such, a skill-based lattice is a major shift in thinking about work and workers from a job or
credential-based concept to a skill-based concept.

If you're an employer, rather than think about the jobs you post you can focus on the skills
and abilities essential to your business and assigned to a given role. If youre a worker,

you can focus on the skills and attitudes you bring to the labor force rather than on the
jobs you've held. It is a more humanistic view of how workers and work are organized.

As Deloitte opines in their 2022 Skills-Based Organizational Survey, “We see the shift

to a skills-based organization as the first step of an evolutionary journey to making deci-
sions based on individuals rather than jobs—with the word ‘skills’ eventually becoming
short-hand for more granularly defining workers with an array of skills, interests, passions,
motivations, work or cultural styles, location preferences and needs”. A skills-based career
lattice is an important move toward the workforce system meeting people where they are
and setting a path to uplifting their potential.

3Sigelman, M., Fuller, J., Martin, A. (February 2024). Skills-Based Hiring: The Long Road from
Pronouncements to Practice. Published by Burning Glass Institute. In this research the authors note
that “For all its fanfare, the increased opportunity promised by skills-based hiring was borne out in not even

1 in 700 hires last year.”

4 See Report: Guided Pathways Show Progress, Inside Higher Education, September 14, 2020
at https://www.insidehighered.com/news/2020/09/15/progress-guided-pathways-promising-still-much-

do-report-says
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- Career Progressions: What They Mean for the Heart of Texas

As discussed above, this career progressions project is intended to help Workforce So-
lutions Heart of Texas staft address several objectives, including those in the proposed
WIOA reauthorization act HR 6655 A4 Stronger Workforce for America Act. There are many
skill-centric provisions in the proposed language, but none so clear as in section 102 (1)
(F) which requires a description of any activities the State is conducting to expand eco-
nomic opportunity for individuals and reduce barriers to labor market entry by: “(i) devel-
oping, in cooperation with employers, education and training providers, and other stake-
holders, statewide skills-based initiatives that promote the use of demonstrated skills and
competencies as an alternative to the exclusive use of degree attainment as a requirement
for employment or advancement in a career.” The career progression lattice project fits this
description. The lattices visually display potential earnings growth trajectories for workers
in entry level jobs. The lattices also clearly illustrate the high correlation between enhanced
earnings, skill mastery, and continued formal education, especially showing the potential
return on investment for recognized postsecondary credentials®.

A good plan today is better than a perfect plan tomorrow”.

GeNERAL GEORGE S. PaTTON

'The need to increase earnings is a major driver for most career changers, especially in the
face of changes in family composition and recent increases in price levels'® . A good illus-
tration of this concept comes from the Living Wage Calculations developed by Amy Glas-
meier at MIT. According to her calculations, in 2024 a single person living in McLennan
County (Waco) must make $18.69 an hour ($38,875) to achieve a living wage. However,
that wage rises to $31.98 per hour ($66,518) for a single worker with one child, and to
$38.46 per hour ($79,997) for a worker with 2 children. It may be trite to observe that
children are expensive, but individuals with families working in entry-level jobs are most
in need of embarking on a career progression that will allow them to support their fam-
ily situation. These families often require multiple wage earners in a household, stretching
thin the family support network. The availability and affordability of childcare post-pan-

demic has put a further strain on working families.

Most workforce customers are looking for a better future for themselves and their families.
A career progression lattice lets them see where they are now, what opportunities lay be-
fore them, and what it takes to get there. The lattice can help an individual and their case
manager highlight education, and skill gaps and provides a concrete vision around which
to discuss how a worker can address these gaps and move forward in their career.

5A unique feature of the career progression lattice concept is that it is not driven by a de facto continuous educational
sequence predicated on award levels, e.g. high school to Community/Technical College to University. Rather the need
for higher levels of formal education emerge naturally as skill requirements and wage expectations increase in the upper
tiers of the lattice.

1¢The post-pandemic period has been characterized by high inflation, resulting in a roughly 20.7% increase in price
levels between January 2021 and October 2024. That translates into roughly $960.69 a month or $5.72 per hour in lost
purchasing power for the average individual. This has contributed mightily to workers changing jobs in search of higher
earnings just to maintain their standard of living.
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Finally, a career progression lattice, sometimes referred to as a career map, is a part of a
longer-term educational strategy. In their paper Setting Goals: Who, Why, How? re-
searchers at Harvard University point to the huge value of educational goal setting. Indi-
viduals who set goals, including education and career objectives tend to have:

* increased motivation and self-regulation by taking ownership of learning goals
* increased persistence, creativity and risk-taking in achieving goals

* reduced undermining effects of anxiety, frustration, and disappointment,

* enhanced joy, pride & confidence as a result of higher levels of engagement

A career lattice lets an individual visualize a path for occupational mobility and focus at-
tention on personal development. The lattice or career map can be used to lay out a career
goal, identify action steps, measure progress, and keep someone heading in a positive
direction. Career mapping, like life itself, can be very unpredictable. There are no guaran-
tees that one might not get lost along the way, become satisfied at any given career level, or
completely change gears and jump to an entirely different lattice. That’s not a problem. As
many career commentators remind us, personal growth is about progress, not perfection.

“Life is a journey, and every step—no matter how crooked—

brings you closer to where you’re meant to be.”
OpraH WINFREY

Navigating a Skill-based Career Progression Lattice

As the Heart of Texas employer interviews demonstrate!” the hiring decision — and
which qualities are viewed as important - is influenced by many different factors, includ-
ing worker qualifications in technical skills, experience, workplace essential or employ-
ability skills, and digital information processing skills. From the perspective of the indi-
vidual, work experience in occupations with similar skills is just one aspect of building a
career. Other influencers include experience in the actual occupation, general economic
conditions including prevailing labor shortages or surpluses in the region’®; and the gen-
eral demeanor, competence, and attitude of the applicant, typically referred to as human

skills, employability skills, or ‘soft skills.’

In other cases, specific knowledges, certifications, licenses, or other qualifications may be
mandatory to get any given job within an occupation. The HOT lattices show a high per-
centage of careers that typically require a recognized industry credential. This highlights
the need for some additional technical skill training post-high school but not necessar-
ily a Bachelor’s or Associate’s degree. The career progression lattice is simply a graphic
display of possibilities for building a career starting from an entry-level position. But the

"Twenty Heart of Texas employer interviews were conducted under the scope of this project. They are available
in a separate report titled, From the Employer Perspective: Interviews with Heart of Texas Employers, April 2024

8Almost all of the Heart of Texas employers interviewed commented on the general shortage of available
workers. Labor availability, in turn, influenced how and where they recruited workers, the scope of their recruit-
ment efforts, and the extent to which internal training initiatives were necessary to bring new hires up to speed.
The interviews revealed consistent agreement as to the importance of employability skills, such as communica-
tion and willingness to learn, as being a high priority at hiring time.
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ability to visualize career progression which is not limited to a lifetime of secondary labor market
jobs is an important step toward creating an individual career plan, injecting hope and potential
into the career development process, and giving the client a realistic view of labor market and earn-
ings opportunity.

'The process of navigating your way to career success has to start somewhere. In the labor market
that generally means an entry level job. Depending on your educational background and other cir-
cumstances, some entry level jobs can be higher-paying than others or carry more responsibility or
prestige. In the Computer Design Services industry, for example, even entry-level Computer User
Support Specialists or Computer Network Support Specialists tend to require some post-second-
ary education and are well-compensated.

23

OCCUPATIONAL THERAPIST

MASTER'S DEGREE
$100,600

TIER 3
Avg Wage $91,460

OCCUPATIONAL
THERAPIST ASSISTANT

ASSOCIATE’S DEGREE

$76,100
TIER 2
Avg Wage $60,640

OCCUPATIONAL THERAPY
AIDE

REC INDUSTRY CRED
$30,500

TIER 1
Avg Wage $39,120

RECINDUSTRY CRED
Recognized Industry Credential

TARGETED
OCCUPATION

SPEECH-LANGUAGE
PATHOLOGIST

MASTER'S DEGREE
$81,300

LICENSED PRACTICAL
&VOCATIONAL NURSE
(LVN/LPN)

REC INDUSTRY CRED

$52,400

THERAPIST, MISC
« CHEMICAL DEPENDENCY
THERAPIST - HYDRO THERAPY
+ REHABILITION PROGRAM
COORDINATOR

BACHELOR'’S DEGREE

$71,100

ATHLETICTRAINER

BACHELOR'S DEGREE
$63,500

NURSING
ASSISTANT

REC INDUSTRY CRED

$31,100

RECREATIONAL
THERAPIST

BACHELOR'’S DEGREE

$50,500

PHYSICAL THERAPIST AIDE
REC INDUSTRY CRED
$29,200

ANCHOR OCCUPATION

- PHYSICAL THERAPIST AIDE

PHYSICAL
THERAPIST

MASTER’S DEGREE

$104,000

PHYSICAL THERAPIST
ASSISTANT

ASSOCIATE’S DEGREE

$67,200

MASSAGE THERAPIST

REC INDUSTRY CRED

$47,000

FORCE

WORKSOLUTIO__NS

RADIATION
THERAPIST

ASSOCIATE’S DEGREE

$100,300

HEALTH TECHNOLOGIST
& TECHNICIAN, MISC.
« DIALYSIS TECH - EEG TECH
+ OXYGEN THERAPY TECH
REC INDUSTRY CRED

$44,000

HEALTHCARE SUPPORT
WORKER, MISC
+ BLOOD BANK ATTENDANT
« HOSPITAL TECHNICIAN

H.S. DIPLOMA/
REC INDUSTRY CRED

$36,500

But everyone has a starting place on their own personal career lattice, which is one reason gaining
entry level employment for even the least educated or skilled person is one of the best first steps
to long-term career development. To illustrate the value of a Career Progression Lattice let’s walk
through a lattice diagram with a hypothetical job seeker. We’ll name her Linda.

The initial assumption is that Linda is working as a Physical Therapist Aide (or similar job title).
Since she is already in this entry level job, Linda’s options are simple; to stay in that job or to move
torward. She could always stay in the same occupation and perhaps find another job with a compa-
ny that pays more. This move is not represented on the lattice diagram. Another option not shown
on a lattice is an internal promotion from novice Physical Therapy Aide to experienced Physical
Therapy Aide - likely with greater responsibility and more pay especially if she earns a relevant
certification.
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But to move upward requires that she make an important decision; whether or not to
acquire additional skills that allow her to compete for jobs in another occupation. In either
case, the goal is to forge a better standard of living, e.g., earn higher wages hopefully with-
out sacrificing too much time away from work and family to acquire additional skills. The
skill-based lattice shows Linda several careers that require similar types of knowledge and
skills. That’s why a skill-based career lattice is so intuitively appealing for career develop-
ment.

If Linda chooses to apply her skills as a Physical Therapist Aide and move upward on a
lattice into another occupation, her decision becomes determining the extent to which her
same skill set can be applied in another occupation. There are three basic questions she
needs to ask herself; 1) how does she determine what those other, higher paying occupa-
tions are, 2) to what extent can she rely on her existing skills or what additional skills or
training must she acquire to be competitive for jobs (her personal ‘skills gap’), and 3) the
rate of pay or growth in job opportunities in other occupations sufficiently attractive that it
is worth the additional investment in her skill profile? The example of a Physical Therapy
Aide career progression lattice begins to answer these questions.

As discussed in the methodology section (Appendix A), a detailed work activity (DWA)
skill and knowledge profile was generated for a Physical Therapy Aide using data from
SkillsEngine. Similar DWA profiles were also created for each of 843 SOC based occupa-
tions weighted by labor market data for the Heart of Texas LWDA". Based on the match-
ing algorithm five SOCs that had the highest skill and knowledge similarity scores, higher
wages, and reasonable job opportunities were identified; 1) Occupational Therapy Aide, 2)
Nursing Assistant, 3) Recreational Therapist, 4) Massage Therapist, and 5) Miscellaneous
Healthcare Support Workers that includes jobs such as Hospital Technician and Blood
Bank Attendant. There is no magic to only selecting the top five occupational matches,

as many more could be listed. But there is a point at which each subsequent occupational
match has diminishing fit or similarity scores - ultimately to the point where skill transfer-
ability essentially vanishes.

According to data from Chmura Economics, the 2023 mean annual wage for a Physical
‘Therapy Aide in the Heart of Texas is $29,200. Of the five best transferable options, all
five pay more than the Anchor occupation. The Recreational Therapist is the highest pay-
ing of the five options but also has the highest education requirement with a Bachelor’s
degree?. Nursing Assistant has a very high skill match, indicating that moving to this
occupation will likely require fewer additional skills to become qualified for available job
openings. But it is also among the lowest paying options. All five Tier I occupations pay
above the wage of the Anchor occupation so none of them is a bad option.

Y Although DWA profiles were created for 843 occupations, only those occupations that have 10 or more
employment were used to calculate each lattice. That lowered the number of actual occupational options to 681
occupations.

2The analysis for this lattice uses federal Standard Occupational Classification (SOC) occupational titles. Actual
job titles for Physical Therapy Aide might be Rehabilitation Technician, PT Tech, or Restorative Aide. The U.S.
Department of Labor ONET Code Connector website at https://www.onetcodeconnector.org/ may be helpful
to identify payroll titles. These payroll job titles are very useful when looking for a job because of the firm-specific
job titles often used in online postings.
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Assuming the objective is to achieve upward wage mobility, Linda is faced with these
choices. The easiest step for her (high skill match, less education required) would be to go
for a job as a Nursing Assistant. Jobs in this occupation pay almost $2,000 a year more
than she’s earning now and typically require no more than a few college courses and a
Certified Nursing Assistant (CNA) certificate. The highest paying option, Recreational

Therapist, would require a Bachelor’s degree.

Depending on labor market demand, any of the Tier I occupations would offer upward
career mobility. For the purpose of moving forward, Linda looks not just at the wages but
also the job duties and other aspects of each occupation. Linda might also want to look

at occupations that are much higher on the lattice e.g., Occupational Therapist, or those
options that are local Target Occupations?! and make her choice with those career goals in
mind. And onward goes the career progression process.

Let’s say, for example, Linda chooses to pursue Massage Therapy. She might look at the
specific DWA work activities and sub-knowledge profile required of that job and deter-
mine if she has the ability and interest to perform those activities now or to pursue some
additional skill-based training to complete her resume. This assessment is her self-evalu-
ation ‘skill gap analysis.” During this process she must consider which work activities she
will be asked to perform in the new job that she is not currently, nor has she previously,
performed. Given her past experience as a Physical Therapy Aide, massage therapy sounds
like an interesting move, so she signs up for the Massage Therapy/Therapeutic Massage
program (CIP 51.3501) at McLennan Community College. After successfully completing
that program, she pursues and gets a job as a Massage Therapist.

After some time in this new position, picking up valuable work experience and new skills,
Linda starts thinking about her next step. She references the career lattice diagram and
studies her possible moves up the lattice. Based on the same DWA skill and knowledge
profiling, the lattice shows that her next “Tier 2’ options are now; 1) Occupational Therapy
Assistant, 2) Licensed Vocational Nurse, 3) Athletic Trainer, 4) Physical Therapist Assis-
tant, and 5) Miscellaneous Health Technologists jobs that could include Dialysis Techni-
cian or Oxygen Therapy Assistant®.

'The highest skill match among Tier IT occupations would be Physical Therapist Assistant,
and jobs in this occupation typically require only an Associate’s degree. Linda has always
been interested in sports and now that her daughter is playing high school basketball

the prospects of being an Athletic Trainer are intriguing. Of course that would require a
Bachelor’s degree and 1,800 hours of clinical experience, but the pay is excellent. Another
option, Licensed Vocational Nurse, pays more and has been identified as a Target Oc-
cupation in the Heart of Texas region which signifies high demand and above average job
growth prospects. (note: Heart of Texas Target Occupations are highlighted in blue on a lattice).

Hf she picks a Target Occupation she may be able to get funding from the WS Heart of Texas for skill training.

2L inda could also move laterally within the same tier (Tier 1), choosing perhaps Recreational Therapist for her next
career move. A key attribute of the lattice concept is that career development is not always an upward stair-step movement.
Depending on life circumstance, someone might move laterally or skip to a higher tier altogether.
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Interestingly, at this juncture in the career progression the need for additional education
and training starts to become evident, even if the credential is just a recognized industry
certification. The reality of more education and training leading to better job opportuni-
ties, as depicted on the lattice, represents a real-life skill gap between those that never leave
secondary labor market jobs and moving up the lattice to self-sufficiency earnings.

'The value of the career lattice approach is that every occupation can be the ‘entry level
starting place for career advancement. In the case of Linda, our Physical Therapy Aide,

a complete picture of career advancement can be defined and visualized in advance. In
some cases, there will be significant additional education, training, or license/certification
necessary to make the leap to the next level. While preparing for that next opportunity as
a Massage Therapist Linda might continue working as a Physical Therapy Aide, or take a
lower paying, part-time job while she finishes her training. Again, the concept of a career
lattice conveys the possibility that a person may not have a straight upward career path,
and indeed may hit dead ends, make lateral moves, find comfortable stopping places, or
leave the labor market altogether for spells of unemployment.

As new levels are reached on the lattice through career change, each new occupation opens
another unique set of opportunities which is not directly reflected in the lattice. In the
Physical Therapy Aide career lattice, for example, the focus is on the healthcare sector and
most of the options are in direct patient care and interpersonal interaction. There are how-
ever options that are more technical in nature, where mastery of healthcare technology is
equally important. What is not reflected in the lattice are occupations that are in supervi-
sory or teaching roles, although these options exist for almost every occupation shown on
a lattice. A supervisory role may also appear as part of an internal career progression with
her current employer.

Moreover, each occupation on the lattice represents a new potential Anchor occupation for
another - even more personalized - lattice. So what constitutes a Tier 2 occupation on one
lattice might be an Anchor occupation on another lattice. Visualize a series of lattices in
three-dimensions which are interlaced like a matrix, and you can see the reality, complex-
ity, and interconnectedness of the labor market.

One of the goals of the career progression lattice is to help make career decisions ‘in-
formed choices’and thereby reduce the random and uncertain walk often associated with
career development. Although job demand is already considered in constructing each
career lattice, creating a path through the lattice based on the highest levels of job demand
is a very viable strategy. In the career lattices for this project, projected annual average job
openings were an important consideration but not the primary driver for occupational
selection. However, occupations identified as Target Occupations are automatically inter-
preted to be in high demand. Choosing these options on a lattice gives added confidence
that job openings will be available once a worker has acquired the requisite skills.

Returning to Linda and the Physical Therapist Aide career lattice, let’s assume that Linda
decided her ultimate professional goal is to be a Physical Therapist. Note that Physi-

cal Therapist is on the lattice, but it is a Tier 3 option. There is nothing wrong with this
choice, but there is a significant formal education gap between massage therapy and physi-
cal therapy. Thus, even though Linda’s ultimate goal is to become a Physical Therapist, she
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will start her journey by pursuing work as a Physical Therapy Assistant, which is on Tier

2 of the lattice and requires an Associate’s degree. This decision might represent personal
values unrelated to the career progression lattice or job demand, such as the ability to be

a role model or mentor, desirable work environment and working conditions, or other

job characteristics. It is impossible to factor in every aspect of a career choice into a static
career progression lattice. But job characteristics should not be ignored. There are many
useful tools to help a job seeker better understand job characteristics such as the Occupa-
tional Outlook Handbook (https://www.bls.gov/ooh/) and the ONET Code Connector at
O*NET Code Connector (onetcodeconnector.org).

As the career progression process continues to unfold, the career lattice diagram for Physi-
cal Therapy Aide provides five Tier III options; 1) Physical Therapist, 2) Occupational
Therapist, 3) Radiation Therapist, 4) Speech-Language Pathologist, and 5) Miscellaneous
'Therapists, which can include Chemical Dependency Therapist, Hydro Therapy, and
Rehabilitation Program Coordinator. The miscellaneous category is intentionally broad
to include a variety of more niche job specialties. On the positive side, it opens the door
to exploring a wide variety of unique jobs. On the negative side, it’s likely that there will
be far fewer job opportunities in these occupations and labor market information may be
hard to find. Also note that as Linda progresses up the career lattice she faced the reality
that many career movements require formal higher education investments. There may be
a movement toward more skill-based hiring but the route to many of the highest paying
occupations still runs through formal higher education.

In a detailed analysis of the skills associated with a select group of Anchor Occupation —
Target Occupation pairs, there was great variation in some pairs between the skills one has
in an Anchor Occupation and the skills needed to compete for jobs in the Target Occupa-
tion. For example, in the Physical Therapy Aide lattice, the gap analysis with the occupa-
tion Physical Therapy Assistant shows 61 high-complexity skills* in common and only 8
that are unique to a Physical Therapy Assistant. With this 88.4% overlap of skills, a move
between these two occupations is practically seamless. However, the skill link between

Easiest Paths from HOT Anchor to Target Occupation

Already | Need to Ratlo of

Anchor OCC Title ""}tlt'“ Target OCC Title Total | “E0CY | eam | Already

er DWAs | L\wae | pwas | Haveto
Total

Physical Therapist Aides Tier 2 |Physical Therapist Assistants 69 61 8 88.4%
Maintenance & Repair Workers, General Tier 1 |Industrial Machinery Mechanics 156 104 52 66.7%
Recreational Vehicle Service Techs Tier 2 |Bus/Truck Mechanics & Diesel Engine Specialists| 102 68 34 66.7%
Recreational Vehicle Service Techs Tier 1 |Automotive Service Techs & Mechanics 122 78 44 63.9%
Maintenance & Repair Workers, General Tier 1 |Heating, A.C. & Refrigeration Mechanics/Techs 167 106 61 63.5%
Maintenance & Repair Workers, General Tier 2 |Mobile Heavy Equipment Mechanics, ex. Engines| 114 69 45 60.5%
Outdoor Power & Other Small Engine Mechanics Tier 1 |Bus/Truck Mechanics & Diesel Engine Specialists| 102 60 42 58.8%
Installation, Maintenance & Repair Workers, MISC | Tier1 |Heating, AC. & Refrigeration Mechanics/Techs 167 a7 70 58.1%
Construction Laborers Tier1 |Carpenters 110 62 48 56.4%
Installation, Maintenance & Repair Workers, MISC | Tier 2 |Industrial Machinery Mechanics 156 86 70 55.1%
Nursing Assistants Tier 1 |Licensed Practical & Vocational Nurses 114 62 52 54.4%
Nursing Assistants Tier 2 |Physical Therapist Assistants 69 36 33 52.2%
Maintenance & Repair Workers, General Tier 3 |Aircraft Mechanics & Service Technicians 127 66 61 52.0%
Recreational Vehicle Service Techs Tier 2 |Mobile Heavy Equipment Mechanics, ex. Engines| 114 59 55 51.8%
Outdoor Power & Other Small Engine Mechanics Tier 1 |Automotive Service Techs & Mechanics 122 63 59 51.6%

BFor the skill gap analysis only skills that typically require some level of academic or technical training are considered.
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Nursing Assistant and Licensed Vocational Nurse shows 62 out of 114 skills (54.4%) in
common with 52 skills that must be mastered to be fully qualified for available LVN jobs.
Large gaps between the skills-in-common and unique Target Occupation skills point to a
steeper learning curve that likely involves technical training.

Ultimately, Linda’s career journey may not end as a Physical Therapist. She might go on to
a teaching position or move into a supervisory or administrative role at a later stage of her
career. While the lattice lays out occupational options, the career progression process only
closes when an individual has decided that they are no longer interested in wage growth,
willing to engage in additional formal academic training, or accept new learning challeng-
es. As famous author Ayn Rand once said, “The question isn't who is going to let me; it’s
who is going to stop me.” In the world of career progressions, you are never too old, never
too burdened to set another goal and dream a new dream.

- Occupational Mobility and Formal Education

It is important to distinguish between workers in low wage jobs and the ‘low wage worker’ label.
Many people working in lower wage jobs have skills and aspirations but at any moment in time
find themselves working in a job that is relatively low paying. The stigma of being branded a ‘low
wage worker’ hinders one’s ability to think beyond their current situation, negatively impacts self-
esteem, and dampens enthusiasm for work. Although everyone has to start somewhere on their
career journey, the lattice concept demonstrates that one is not destined to work forever in a low
wage occupation. There are options to leverage and add to one’s skill set to build upward career
and wage mobility. There are no low wage workers, only lower wage jobs.

Since many occupations on the lattice will require additional postsecondary education, it is im-
portant to understand which education programs lead to employment in those occupations and
which regional institutions offer those programs. Because career progressions are built around

the notion of transferable skills, in an ideal world identified skill deficits to reach a higher tier
occupation would be addressed through skill-centric, competency-based programs. However, in
the absence of such options, skill deficits can be addressed through regular workforce or academic
instructional curricula.

There has been a push to reimagine the use of Pell grant funds to support non-degree work-
force programs. Workforce Pell Grant Act HR 6585 is an amendment to the Higher Education
Act of 1965 with a goal of extending Pell grant eligibility to high quality, short-term workforce
programs. It is envisioned to work in conjunction with the reauthorized WIOA legislation in
support of skill acquisition from a broader list of alternative providers. HR 6585 is written to
facilitate the use of federal Pell grant funds for skill-based, short-term workforce development
including those funded through local workforce boards. By bolstering these programs at commu-
nity and technical colleges the bill aspires to help more students gain market-relevant skills that
lead to good-paying jobs and strengthen the talent pipeline for regional employers. Despite broad
tavorability, the 118th Congress adjourned leaving this bill in committee. It is noteworthy how-
ever that this bill both promotes training through community and technical colleges and supports
skills training that may not be part of a degree-centric program.
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'The chart below illustrates several local training options to help a worker move to one

of the identified Heart of Texas Target Occupations. Although formal education is not
always the only route to occupational mobility, this example shows that there are generally
formal training options that can facilitate the process®*. The chart illustrates that in some
cases there are multiple educational programs that can serve to address skill deficits.

Sample Linkages between HOT Target Occupations and Related CIP Education Programs
i Grad | Grad

1o T T I ) e
49-3011 |Aircraft Mechanics and Service Technicians 15.0801 |AeronauticallAerospace Engineering Technology/Technician Close Mo Regional Offerings

49-3011 |Aircraft Mechanics and Service Technicians 4T.0608 |Aircraft Powerplant Technology/Technician. Direct Texas State Technical College 21 27
49-3011 |Aircraft Mechanics and Service Technicians 47.0607 (Airframe Mechanics and Aircraft Maintenance Technology Diract Texas State Technical College 20 29
51-2011 |Aircraft Structure, Surfaces, Rigging & Systems Assemblers 15.0801 |AeronauticallAerospace Engineering Technology/Technician Close Mo Regional Offerings

51-2011 | Aircraft Structure, Surfaces, Rigging & Systams A 47.0608 |Aircraft Powerplant Technology/Tachnician. Close Texas State Technical College 21 27
51-2011 |Aircraft Structure, Surfaces, Rigging & Systems Assemblers 4T.0607 (Airframe Mechanics and Aircraft Maintenance Technelogy Close Texas State Technical College 20 29
49-3023 |[Automotive Service Technicians and Mechanics 47.0617 [High Performance and Custom Engine Technician/Mechanic. Closa Mo Regional Offerings

49-3023 |Automotive Service Technicians and Mechanics 4T.0612 (Medium/Heavy Vehicle and Truck Technology/Technician. Close Mo Regional Offerings

49-3023 |Automotive Service Technicians and Mechanics 4T.0614 |Alternative Fuel Vehicle TechnologyiTechnician Direct Mo Regional Offerings

49-3023 |Automotive Service Technicians and Mechanics AT.0604 [A ilelAut tive Mechanics T ITechnici Direct Hill Cellege 66 45
49-3023 |Automotive Service Technicians and Mechanics 47.0605 (Diesel Mechanics Technology/Technician. Close Texas State Technical College 60 122
49-3023 |Automotive Service Technicians and Mechanics AT.0604 (A ile/Aut tive Mechanics T ITechnici Direct Texas State Technical College 61 73
49-2091 |Avionics Technicians 29.0402 |Air and Space Operations Technology Close Mo Regional Offerings

49-2081 |Avionics Tech 47.0103 [Communications Sy ion and Repair Technici Close Mo Regional Offerings

49-2091 |Avienics Tech 15.0302 |Electrical, Electrenic & Communications Engineering Technician Close Mo Regional Offerings

49-2081 |Avionics Technicians 47.0101 (Electrical/Electronics Equipment Installation & Repair Technician Close Mo Regional Offerings

49-2091 |Avienics Technici 15.0404 [Instrumentation TechnologyiTechnician. Close Texas State Technical College 33 36
49-2091 |Avionics Technicians 47.0608 |Avionics Maintenance Technology/Technician. Direct Texas State Technical College 5 22
43-3031 |Bookkeeping, Accounting, and Auditing Clerks 52.0302 |Auditing Close Mo Regional Offerings

43-3031 (Book i A ti and Auditing Clerks 52.0301 |Accounting. Close Baylor University 137 125
43-3031 [Book i A i and Auditing Clerks 52.0301 |Accounting. Close McLennan C ity College 15 9
43-3031 (Book i A ti and Auditing Clerks 52.0302 (A ting Technolegy/Technician and Bookkeeping. Direct McLennan C ity College 11 12
43-3031 |Bookkeeping, Accounting, and Auditing Clerks 52.0301 |Accounting. Close Mavarre College 10 8
49-3031 [Bus and Truck Mechanics and Diesel Engine Specialist: 47.0613 [Medium/Heavy Vehicle and Truck Technology/Technician. Diract Mo Regional Offerings 0 ']
49-3031 |Bus and Truck Mechanics and Diesel Engine Specialists AT.0604 (A ile/Aut tive Mechanics T ITechnici Close Hill Cellege 66 45
49-3031 |Bus and Truck Mechanics and Diesel Engine Specialists 47.0302 |Heavy Equipment Mail Technology/Technician. Close Mavarro College 1 o
49-3031 |Bus and Truck Mechanics and Diesel Engine Specialists AT.0604 |A ilelAut tive Mechanics T ITechnici Close Texas State Technical College 61 73
49-3031 |Bus and Truck Mechanics and Diesel Engine Specialists 4T.0605 (Diesel Mechanics Technology/Technician. Direct Texas State Technical College 60 122
13-1199 |Business Operations Specialists, All Other 52.0208 |E-Commerce/Electronic Commerce. Close Mo Regional Offerings o o
13-1199 |Business Operations Specialists, All Other 52.0205 |Operations Management and Supervision Close Mo Regional Offerings o o
13-1199 |Business Operations Specialists, All Other 14.3701 |Operations Research. Close Mo Regional Offerings o ']
47-2031 |Carpenters 46.0415 (Building Construction TechnelogyTechnician Close Mo Regional Offerings o [}
47-2031 |Carpenters 48.0701 |Woodworking, General Close No Regional Offerings o [}
47-2031 [Carpenters 46.0201 |Carpentry/Carpenter. Diract Mo Regional Offerings 0 ']
151298 |Computer Occupations, All Other 26.1103 |Bioinformatics. Close Baylor University & 2
15-1299 [C Occupations, All Other 09.0702 |Digital C ication and Media/ imedi Close Baylor University [} []
151298 |Computer Occupations, All Other 52.0407 |Business/Office AutomationiTechnology/Data Entry. Close McLennan Community College 22 16
151299 (C o] pati , All Other 11.0301 |Data Pr ing and Data Pi ing TechnelegyTechnician. Close McLennan C ity College -] 15
15-1298 [Cq ] i All Other 52.0407 |Busi 1Office A ioniTechnology/Data Entry. Close Navarro College 3 []
151299 |G o] i All Other 11.0301 |Data Processing and Data Precessing Technelogy/Technici Close Mavarre College -1 T
15-1299 [Cq [:] ti All Other 50.0706 |Intermedia/Multimedi Close Navarro College 0 []

2#This illustration is only a snapshot from a more extensive database delivered under the scope of this project that shows the
related CIP programs associated with each of the Heart of Texas Target Occupations. Ideally, competency-based curricula
could be developed that teach a finite number of skills within a short time period that a worker could use to address their skill
deficit. The table includes the most likely formal education and training options.
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The Potential Economic Impact of Career Upskilling

The post-pandemic labor shortage has helped business realize one thing in particular; to
value their existing workforce. There is considerable research into the increasingly shorter
shelf-life of skills and the importance of investing in the workforce. But there is an added
significance of career upskilling to the economic development community. Namely, eco-
nomic impact or return on investment (ROI) calculations can be applied to career progres-
sion with surprising results. In this case, let’s examine the potential economic impact of
upskilling the Heart of Texas regional workforce. In particular, a calculation of the direct
wage impact of entry-level workers moving from Anchor occupations to Tier I or Tier I1

occupations.
Heart of Texas Regional Wage Impact through Career Progressions
it Median | AVGEamings | AVG Earnings o Toinl
Anchor Occupation Lattice Lwpa Wage of Gain from Gain from Eamings Eamings
2023Q3 _ . Increase to | Increase to
EMP Anchor | Anchorto Tier 1 | Anchor to Tier 2 Tiar 1 Tier 2
(A) (B) (€} (D) (E} (F} (&)
Total, All Anchor Dccupations (10% = 2,521 clients)| 25,212 $35,650 $8,587 $20,060 $19,758,203 | $50,57.2,136
1 |Installation, Maintenance & Repair Helpers 191 $32,200 $16,080 $22.407 $307,128 $427.974
2 |Computer User Support Specialists 530 $51,000 $15,940 $36,000 $844 820 $1,908 000
3 [Motor Vehicle Operators, MISC 60 $25,600 $14,470 $26,980 $86.820 $161.880
4 |Emergency Medical Technicians 145 $32,500 §$13,780 $30,860 $199.810 5447 4TO
5§ [Personal Service Workers Supervisor 183 $36,500 §13 440 $23.740 $245952 $434 442
6 |Installation, Maintenance & Repair Workers, MISC 184 $39,200 $12,180 $21,07T1 $224,112 $387,706
7 |Tire Repairers & Changers 164 $31,200 $11,.900 $21,184 $195,160 5347418
B |Electricians Halpers 100 $37,200 $11,180 $23,287 $111,800 $232,870
9 |Security Guards B4B $29,800 $10,760 $25.020 $912.448 $2,121 696
10 _|General Maintenance & Repair Workers 1,785 $38,900 $10,200 $12,960 $1,820,700 | $2.313360
11 |Retail Salespersons 4,038 $30,300 $10,080 $18,160 $4,068,288 | $7,329,376
12 |Nursing Assistants 1475 $31,100 $9.980 $40.260 $1.472,050 $5,938,350
13 [Physical Therapist Aides 46 $29,200 §9,920 $31,440 $45632 $144.624
14 |[Hotel Motel, & Resort Desk Clerks 227 $24,700 $9,340 $16,160 $212,018 $366,832
15 |Home Health Aides 915 §22,800 $8,700 $33,220 $796,050 $3,039630
16 _[Team Assamblers 1,326 $35,100 $8,300 $19.440 $1,100.580 | $2.577.744
17 |Multiple Machine Tool Operators 130 $34,200 $8,220 $22.180 $106,860 $288,340
18 |Protective Service Workers, Miscellaneous 42 $40,200 $8,200 $18,540 $34,440 $77,868
19 |Production Workers Halpers 429 $34,000 $7,300 $19,340 $313,170 $829 686
20 |Pharmacy Aides 23 $29,500 $7.160 $21,980 $20.764 $63,742
21_|Recreational Vehicle Service Techs 29 $37,700 $6,560 $15,380 $19,024 §44,602
22 [Industrial Automation Technicians 273 $54,700 $6.491 $18,660 $177,204 $509.418
23 |Construction Laborars 2,193 $36,200 $8,140 $16,660 $1,348,502 | $3,653,538
24 |Customer Service Representatives 3,323 $36,300 $6,080 $23,160 $2,020,384 | $7,696068
25 |Outdoor Power & Other Small Engine Mechanics 47 $41,900 $5,760 $22,780 $27,072 $107,066
26 |Stockers & Order Fillars 3.013 $34,700 $5,760 $11,820 $1,735488 $3,561,366
27 |Assemblers and Fabricators, All Other 240 $37,100 $4,960 $16,920 $119,040 $406,080
28 |Medical Equipment Preparers 51 $37,600 $4.661 $20,860 $23,771 $106,386
29 [institution & Cafeteria Cooks 638 $29,000 $3,700 $15,380 $236,060 $981,244
30 |General Office Clark 2,560 $37,400 $3,380 $14,720 $865,280 $3,768,320
3 [Compliance Officers 356 $58,100 $1,960 $8.400 $69,776 $299,040

For this analysis assume a scenario whereby just 10 percent of all currently employed per-
sons in the 31 designated Anchor occupations earn entry into a Tier I occupation. The chart
above shows the additional wages that would be earned by those individuals, broken out by
Anchor occupation. With 25,212 total employed persons in the Heart of Texas in the 31
Anchor occupations, 10 percent of that total would be 2,521 workers. The average earnings
gains from an Anchor occupation to the average Tier I earnings is $8,587.This approach
results in an expected increase in regional wages of just short of $20 million. Predictably,
occupations with the most entry-level workers combined with the greatest earnings spread
between Anchor and Tier I occupations contribute the greatest overall wage impact.
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If those same workers made it to Tier II occupations the gross wage impact would be $50.5
million. This gross impact calculation does not include a household multiplier effect (in-
duced effect) that would occur as each worker spends their additional earnings in their local
community. If you add in a 1.5 household multiplier and assume the majority of the con-
sumer spending occurs locally, the gross economic impact could be closer to $75.86 mil-
lion of additional money circulating in the regional economy. Clearly, increasing individual
human capital and promoting upward career mobility of the regional labor force can have a
significant impact on the entire community.

Limitations and Challenges

The lattices are built around skill profiles developed for each SOC occupation. Ground-
breaking work from TSTC/SkillsEngine has resulted in a robust DWA-centric skill library
which now includes sub-knowledge and workplace essential domains crucial to the career
progression methodology used in this project. Unfortunately, the actual job description lan-
guage used in the federal SOC taxonomy is quite limited and has very terse definitions about
what workers actually do in each occupation. The thin descriptive text makes it more difficult
to fully explore the transferable skills that connect various occupations using text parsing

and natural language processing techniques. To minimize this challenge, project staft created
expanded job description language for the Target Occupations using online job postings and
text published in the Occupational Outlook Handbook by the Bureau of Labor Statistics.”

'The issue of thin job description language is also problematic with online job postings. In his
article Why Job Description Laziness’ is killing Skills-based Hiring Brandon Busteed notes that
most companies do not routinely update or revise internal job descriptions to keep up with
changing technologies, business processes, or work roles. He also says that when it’s time to
fill a job, managers seldom carefully review posting language, solicit input from colleagues,
or move beyond internal job description language®®. Moreover, in a nod to potential Mil-
lennial and Gen Z applicants, current job postings explain more about the culture of the
company and why working there would be attractive than actual job responsibilities. All this
limits our ability to communicate to students what an occupation is all about, understand
critical job skills, and how skills can be transferred across job opportunities. It also leads to
the continued use of formal educational credentials in applicant selection despite claims of
skills-based hiring preference. So, while transferable skills are increasingly seen as the more
important metric this is not always the case at hiring time.

“The reality is that we're not very good at identifying skills needed for
most jobs. We don’t include manager observations in an employee’s skill
profile in our HR systems, and instead rely on self-reporting of skills,

which can be inaccurate.” RacHAEL BOURQUE, SENIOR VicE PRESIDENT
oF Corporate Learning Solutions at Kaplan

#The expanded job descriptions also benefitted from generative Al processing. Another deliverable for this
project was a ‘recruiting-based’ job description which describes each Target Occupation in a manner intended to
stir the interest of high school students.

®Why Job Description Laziness’is Killing Skills-based Hiring, Brandon Busteed, Forbes Online, March 29, 2024

CEO _ LIMITATIONS AND CHALLENGES | 25



A second challenge is not methodological but a simple artifact of the labor market itself.
Especially in smaller labor markets, the breadth and diversity of job opportunities may be
limited. The universe of occupations covered in the Chmura Economics database for the
Heart of Texas region covers 834 occupations. Only 681 occupations that had 10 more re-
gional employment were included in the lattice calculations. In the Heart of Texas region,
fifty percent of all projected job openings through 2033 are in just 35 occupational titles.
Seventy-five percent of all projected openings are in 112 occupations, and ninety percent
are found in just 257 occupations. To describe this phenomena in another way, seventy-five
percent of the region’s projected openings can be found in just over thirteen percent of all
the occupational titles in the employment universe. While larger regions typically have
more diversity than smaller regions, these figures are almost identical to Texas statewide.
'The bottom-line is that high concentrations of job openings are found in fewer occupa-
tions than one might expect, which also adds some duplication to lattices that follow a
singular industry sector such as manufacturing. And, in this labor market context, a career
lattice that lists 15 occupations across 3 tiers is likely to include some occupations for
which there may be limited regional job demand.

In ‘real life,’ some occupations may be connected not by a multitude of similar skills but by
a handful of very critical skills. For example, Health Information Technologists sit at the
nexus of healthcare, information technology, and administrative occupations. The SOC
title Billing and Posting Clerk includes jobs as Medical Reimbursement Specialists, which
has many transferable skills with Health Information Technologist. These two occupations
are not linked in the analysis feeding the career lattice because their DWA profiles don't
show extensive commonality. However, they do share a small number of highly transfer-
able sub-knowledges that should be considered in a career progression.

“The opportunities that exist in your zip code might be very dif-
ferent from the opportunities that exist across the country. So, you
hawve to focus on the things you can control when it comes to work.”
The things in your control include where you decide to live, what
skill you decide to pursue, and how hard you work.”
Mixe Rowe, Host/PRODUCER OF Dirty Jobs

Teaching and Managing occupations represent opportunities that are not well-captured
in skill or knowledge-based analysis. As one would expect, the upper tiers of several lat-
tices show supervisory and managerial occupational options. Clearly, those with technical
expertise in related fields and work experience (gained by moving up the lattice) are more
likely to supervise the work of others in related occupations. However, the DWA domain
is designed to describe specific work activities performed and is less concise on aspects

of an occupation that might fall within a management domain, i.e. Directing, Coaching/
Mentoring, Supporting/Motivating, and Delegating?. Thus, the DWA approach does

a better job incorporating front-line supervisor roles in which incumbents often work

in tandem with those they supervise, but less well for higher order managerial roles. The
same is true with the sub-knowledge domain. Sub-knowledges linked to performing

2Although these dimensions of management are not unique, these specific categories are adapted from

Triggers: Creating Behavior That Lasts, Marshall Goldsmith, Crown Publishing, 2015
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a work activity are often not the same as those needed to teach that activity. In several
instances, college instructional jobs are a good fit for higher tiers in a lattice. For other
lattices, instructors may earn less than practitioners (e.g., nursing), limiting their inclusion.
A separate cosine similarity analysis that concentrated just on teaching and managerial
occupations confirmed relatively low similarity coeflicients with the occupations they were
designed to teach or manage.

Another reality of career lattices is that not all anchor occupations have the same breadth
of higher-paying, similar occupations. Some lattices are simply flatter, with fewer high-
paying options. The lattices show much broader earnings spreads for information technol-
ogy and healthcare occupations than production occupations. Production jobs, such as

a numerical computer control (CNC) machine operator and tool-and-die maker, which
require specific credentials or experience pay well by middle-skills standards. However,
their career lifetime value is lower as fewer production jobs have a clear pathway to other,
higher-paying jobs. Earnings gains typically come through internal company wage in-
creases. Better-paying jobs further up a manufacturing company’s hierarchy tend to be
supervisory, which can require a very different skill set. They require extensive experience,
and the ratio of supervisory personnel to front-line staff is such that rates of advance-
ment are likely to be slow. In other words, machinists or tool-and-die makers are likely to
remain machinists or tool-and-die makers for a longer time with fewer transferable skills
and less cross-occupational movements.

Another distinction is between career mobility in the external job market versus growth
internally within a company. Upward mobility under or within the same occupational

title is not uncommon. For some occupations upward movement under the same general
occupational title is as much the norm as changing to a different occupational title or
career field. One might have the job title of Web Developer, for example, but move upward
within a company by adding to their skill set and capabilities, either formally or informally.
'They may hold other job titles such as Interface Designer, Internet Architect, Usability
Specialist, or Webmaster that offer increased pay or prestige within their organization, but
their federal SOC occupational title might still fall under Web Developer. In other words,
an internal career ladder could include the same SOC occupational title in the second or
third tier of job possibilities. However, each higher level would represent additional duties
and responsibilities, greater technical expertise requirements, and concomitantly higher pay.

'The federal SOC occupational taxonomy used in this analysis is built around discrete titles
and thus it does not address this important source of upward career mobility. Thus, the notion
of upward mobility within a company is not captured in a career lattice which presumes job
AND company change. This is not so much a flaw in the career lattice concept as it is a limi-
tation on data collected for much more detailed job titles, data for individual companies,
and a reflection of possible career progressions even within the same occupational category.

Another data limitation relating to the SOC taxonomy is the fact that roughly 10 percent
of all occupational titles are Miscellaneous or ‘All Other’ categories, encompassing employ-
ment from a wide array of payroll job titles for which data are not separately collected. Using
these ‘All Other’ occupational titles in a personal career lattice is imprecise at best and,
while it may fit some profiles, the titles tend to be less actionable for career development
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planning. When ‘All Other’ occupational titles are included in a career progression lattice
for this project, sample job titles that fall under that title are also listed® .

Getting a job and forging a career progression is not always about transferable work
activities, technical skills, or even common academic knowledge. The ideal job candidate
also has appropriate academics, work experience, employability skills, digital literacy, and
perhaps a requisite license/certification. But increasingly, and especially in a labor shortage
environment, positive workplace employability skills, a willingness to show up on time, and
learn new skills commands just as much attention as a formal credential. In the interviews
with Heart of Texas employers the importance of workplace employability skills such as
verbal communication, human interaction, reliability, and trainability were frequently repeated.

Finally, a career progression model does not pretend that
moving from traditional secondary labor market jobs to primary

o : L “Success doesn’t come
labor market jobs is an easy endeavor. It is not. Navigating a

. »
personalized lattice requires individual initiative and de- to you; you go to 1f.
termination on the part of the worker - and probably some CrristoprER Mooby,

TSTC Talent

financial and emotional support along the way. As Christo-
pher Moody, TSTC Director of Talent Acquisition reminds

« ), . »
us, SucCCEsS doesn’t come to you; you go to 1t.

Acquisition Director

Career progressions also represent a vote for increased competency-based instruction or
work-based learning (CBI/WBL) opportunities within higher education; perhaps some-
thing that acknowledges the skill layering model discussed in Appendix B which recogniz-
es that skill acquisition comes from multiple experiences and modalities over a lifetime®

. It also encourages workforce development and related training intermediaries to think
about skill acquisition as the common currency for contract training investments.

In summary, the career progression lattice model is a simple approach to explain reason-
able, upward career movements based on skill and sub-knowledge acquisition. It provides
a two-dimensional roadmap to better understand what is otherwise a complex, multi-
dimensional concept known as career development. The career lattice diagrams provide
clear, actionable, decision-critical information to help inform and guide students, dislocated
workers, and other labor market participants through the maze that is the American labor
market. The skill layering model reinforces the notion that lifelong learning is critical to
upward career mobility and that continual skill acquisition is the secret sauce to higher
earnings. As these career progression lattices demonstrate, navigating an upward career
path is possible, no matter where you start. There is a bright future ahead for anyone willing
to take the journey!

#Employers tend to use job titles that are unique to their own operations and frequently do not exactly match the
titles that appear in the federal Standard Occupational Classification taxonomy. The workforce and education system
is always challenged to translate these unique ‘payroll’ job titles to a matching SOC occupation title. The interviews
conducted during this project unveiled many such titles, some of which might be classified under the ‘All Other’
option.

#There are many emerging models for micro-credentials, badges, and other short program offerings. Coursera, for
example, offers a series of online ‘specializations’ that include between 5 and 10 courses and fall in subject areas such
as Value Chain Management, Big Data, Business Foundations, and Data Science. CBI will also become more criti-
cal as older students return to higher education for upskilling opportunities — preferably to be accomplished in the
shortest possible timeframe.
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- Heart of Texas Career Progression Lattices

The thirty (30) lattice diagrams depicted in this report each start with an Anchor oc-
cupation. The objective was to delineate possible, skill-based career pathways for workers
starting in entry-level occupations®. Each of these lattice diagrams includes one or more
Target Occupations identified by the Heart of Texas LWDB as having above average em-
ployment and wage opportunity in the region. The Target Occupations are illustrated by
blue boxes among the many occupational possibilities on each lattice. Because a significant
focus of the Workforce Solutions Heart of Texas workforce development mission is to
prioritize career and technical training opportunities for sub-baccalaureate jobs, most —
but not all - of the Target Occupations typically require less than a Bachelor’s degree.

Target Occupation

® - PHYSICAL THERAPIST AIDE P SOLUTIONS

OCCUPATIONAL THERAPIST

SPEECH-LANGUAGE THERAPIST, MISC PHYSICAL RADIATION

PATHOLOGIST « CHEMICAL DEPENDENCY THERAPIST THERAPIST
THERAPIST - HYDRO THERAPY
« REHABILITION PROGRAM

COORDINATOR

MASTER’S DEGREE p ASSOCIATE'S DEGREE
BACHELOR’S DEGREE MASTER SDECREE

$81,300 AR $104,000 $100,300

MASTER’S DEGREE
$100,600

TIER 3
Avg Wage $91,460

OCCUPATIONAL LICENSED PRACTICAL ATHLETIC TRAINER PHYSICAL THERAPIST HEALTH TECHNOLOGIST
THERAPIST ASSISTANT & VOCATIONAL NURSE ASSISTANT & TECHNICIAN, MISC.
(LVN/LPN) « DIALYSIS TECH - EEG TECH
« OXYGEN THERAPY TECH
ASSOCIATE’S DEGREE REC INDUSTRY CRED BACHELOR'S DEGREE ASSOCIATE’S DEGREE REC INDUSTRY CRED
$76,100 $52,400 $63,500 $67,200 $44,000
TIER 2
Avg Wage $60,640
OCCUPATIONAL THERAPY NURSING RECREATIONAL MASSAGE THERAPIST HEALTHCARE SUPPORT
AIDE ASSISTANT THERAPIST WORKER, MISC
+ BLOOD BANK ATTENDANT
« HOSPITAL TECHNICIAN
REC INDUSTRY CRED REC INDUSTRY CRED BACHELOR’S DEGREE REC INDUSTRY CRED RE?:;ES;';‘;VM?AED
$30,500 $31,100 $50,500 $47,000 $36,500
TIER 1
Avg Wage $39,120
. TARGETED PHYSICAL THERAPIST AIDE
OCCUPATION

REC INDUSTRY CRED
RECINDUSTRY CRED
Recognized Industry Credential $29,200

ANCHOR OCCUPATION

9See Appendix 4 Methodology and Approach to Building Career Progression Lattices for an
explanation of how anchor occupations were determined.

CRTCOMER
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INDEX: Career Lattices Linked to Target Occupations

Anchor Lattice Short Title Targat Gccupational Tifle Tier Anchor Lattice Short Title Target Occupational Tike Tler
& MISC Aircraft Structure, Rigging, & Systems Asssmblers Tier 2 | Medical Equi i Preparers Dental Assistants Tier 1
& MISC Avienics Technicians Tier 3 |Medical Equi i Preparers Diental Hygienists Tier 3
[ssemblers & MISC Industrial Automation Technician Tier 2 | Medical Equi i Preparers Licensed Practical & Yocational Nurses Ther 2
jAssemblers & Fabricators, MISC Suparvisors, Mechanies, Installars & Rapairars Ther 3 |Madical Equipmant Preparars Radiclogie Technologlsts/Techs Thar 2
Assamblers & Fabricators, MISC Waldars, Cutters, Solderers & Brazers Tiar 1 |Motor Vehicle Oparators, MISC Heavy Tractor-Trallar Truck Drivers Thar 1
[Comphllance Officers Business Operations Spacialists, MISC Tiar 1 |Muitipie Machine Tool Oparators Alrcraft Mechanics & Sarvice Techniclans Thar 3
Compliance Officers Project Managemant Spacialists Tier 2 [Multiple Machine Tool Operators Alrcraft Structure, Rigging, & Systems Assemblars | Ther 2
[Computar User Support Specialists Computer Occupations, MISC Tier 2 |Multiple Machine Tool Oparators Waldaers, Cutters, Solderers & Brazers Thar 1
[Computar User Support Spacialists Projact Managamant Spacialists Thar 1 |Mursing Asskstants Licanssd Practical & Vocational Nursas Thar 1
[Computar User Support Specialists Software Q.A. Analysts & Testers Tier 2 |Mursing Assistants Physical Tharaplst Assistants Thar 2
[Construction Laborars Carpantars Ther 1 |Nursing Assistants Radiclogie Tachnolagists/Techs Thar 2
[Cooks, Ir & Cafataria Food Sarvics Managars Thar @ |Mursing Assistants Ragistersd Murses Thar 2
[Customar Service Reprasantatives Preduction, Planning, & Expaditing Clarks Ther 2 |Mursing Assistants Respliratary Theraplsts Thar 2
Emargency Madical Tachniclans Licensed Practical & Vocational Nurses Tier 1 |Quidoor Powar & Other Small Engine Machanics Alrcraft Machanics & Service Technicians Thar 2
Emargency Madical Tachniclans Physical Therapist Assistants Tiar 2 |Ouidoor Powar & Other Small Engine Machanics Autemotive Service Tachs & Machanles Thar 1
Emergency Medical Technicians Radiclogic Technologists/Techs Tier 2 |Outdoor Power & Other Small Engine Mechanics Avionics Technicians Ther 2
Emargency Madical Tachniclans Respiratory Therapisis Tier 2 |Ouidoor Powaer & Other Small Engine Machanics Bus{Truck Machanics & Diesal Engine Specialists Thar 1
Ganeral Office Clark Bookkeaping, Accouniing, & Auditing Clarks Tier 1 |Outdoor Powar & Other Small Engine Mechanics Elactrical Powar & Industrial Sysiems Tach Ther 3
[Ganeral Office Clark Computer User Support Specialists Tier 2 |Outdoor Powar & Other Small Engine Mechanics Mebile Heavy Equipmant Machanics, ex, Engines Ther 1
Ganaral Office Clark Dantal Assistants Ther 1 |Outdaor Powar & Othar Small Engine Machanics Suparvisors, Machanics, installars & Repairars Thar 3
(General Office Clerk Paralegals & Legal Assistants Tier 2 |Pharmacy Aldes Pharmacy Tec fans Tier 1
Ganeral Office Clark Pharmacy Technicians Tier 1 |Pharmacy Aldas Radiclogic Tachnologisis/Techs Ther 3
[Ganeral Office Clark Production, Planning, & Expaditing Clarks Tiar 2 |Physical Tharapist Aldas Licanssd Practical & Viocational Nursas Thar 2
[Ganeral Office Clark Project Managamant Spaciallsts Thar 3 |Physical Tharapist Aldas Physical Therapist Assistants Thar 2
Hodpars, Elsctricians Avienics Tachnicians Thar 2 |Protactive Sarvice Warkers, MISC Paralegals & Legal Assistants Thar 1
Helpars, Elactricians Elactrical Powar & Industrial Systems Tach Tier 2 |Protective Service Workers, MISC Police & Shaeriffs Patral Officars Thar 2
Hedpars, Elactriclans Elsctricians Ther 2 |Recraatienal Vahicle Service Techs Alrcraft Mechanics & Service Techniclans Thar 3
Helpars, Elactricians Industrial Automation Technician Tier 1 |Recreational Vahicle Sarvice Tachs Alrcraft Structura, Rigging, & Systems Assemblars | Ther 3
Helpars, Elactricians Suparvisors, Mechanies, Installars & Repairers Tier 3 |Recreational Vahicle Sarvice Tachs Autemotive Service Tachs & Machanics Thar 1
Hadpars, Installation, Maintanancs & Rapair Elactrical Power & Industrial Systams Tach Tier 1 |Racraational Vahicks Sarvice Techs Avionics Tac clans Thar 3
Helpars, Installation, Maintenance & Repair Haating, A C. & Rafrigaration MachanicsTechs Tier 1 |Recreational Vehicle Service Tachs Bus/Truck Machanics & Disssl Engine Spacialists Thar 2
Hedpars, Installation, Maintanancs & Rapair Industrial Machinery Machanics Tiar 2 |Recraaticnal Vahicls Service Tachs Heating, A.C., & Refrigaration MachanicsiTachs Thar 1
Hadpars, Ir Maintananca & Rapair Suparvisors, Mechanics, Installers & Rapairars Thar 3 |Recraational Vahicks Sarvice Tachs Mobila Haavy Equipmant Machanics, ax, Enginas Thar 2
Helpars, Production Workers Alreraft Structure, Rigging, & Systems Assamblers Thar 2 |Recraational Vahicke Service Techs Suparvisers, Mechanies, Installers & Repairars Thar 3
Homa Health Aldes Licensed Practical & Vocational Nurses Tiar 2 |Retall Salesparscons Preduction, Planning, & Expediting Clarks Thar 2
Homa Health Aldas Physical Therapist Assistants Tier 2 |Retall Salespersens Suparvisers, Retall Sales Workers Ther 1
Homa Haalth Aldas Radiologic Technologists/Tachs Thar 3 |Sacurity Guards Police & Shariffs Patral Officars Thar 2
Homa Health Aldes Regisierad Nurses Ter 3 |Stockers & Order Fillars Bookkesping, Accounting, & Auditing Clarks Ther 2
Homa Health Aldes Raspiratary Tharapists Thar 3 |Stockers & Crdar Flllars Heavy Tractor-Traller Truck Drivars Thar 3
Hiotal, Motal & Rasort Dask Clarks Bookksaping, Accounting, & Auditing Clarks Ther 2 |Stockars & Ordar Fillars Production, Planning, & Expediting Clarks Thar 1
Iinstallation, Maintenance & Repair Workars, MISC Alrcraft Mechankcs & Service Techniclans Ther 2 | Suparvisers, Parsonal Service Workars Food Service Managers. Thar 2
Installation, Maintanance & Repair Workars, MISC Avionics Tachnicians Ther 3 |Suparviscrs, Parsonal Service Workars Suparvisors, Retall Salss Workars Thar 1
Installation, Maintanance & Rapair Waorkars, MISC Elactrical Powar & Industrial Sysiems. Tech Tier 2 [Team Assemblars Alreraft Structure, Rigging, & Systems Assemblars | Ther 2
Installation, Maintenance & Repair Workars, MISC Heating, A.C. & Rafrigaration Machanics/Techs Tier 1 |Team Assemblars Industrial Machinery Machanics Thar 2
Installation, Maintanance & Repair Workaers, MISC Industrial Machinery Mecharic Tier 2 |Team Assemblars Suparvisers, Mechanics, Installars & Repairers Ther 3
Installation, Maintanance & Rapair Workaers, MISC Mcbile Heavy Equipment Mechanics, ax. Engines Tier 1 |Team Assemblars Suparvisers, Production & Operating Werkers Thar 2
Installation, Maintenance & Rapalr Workars, MISC PLC Tachnician Thar 2 |Taam Assamblars Waldars, Guttars, Solderars & Brazars Thar 2
Installation, Maintanance & Repair Workaers, MISC Supervisors, Mechanics, Installers & Repairers Tiar 3 [Tire Repairrs & Changers Autemotive Service Techs & Machanics Thar 2
Maintanancs & Repalr Waorkars, Ganaral Alrcraft Machankes & Sarvics Tachniclans Ther 3 |Tira Rapalrars & Changars Bus/Truck Machanics & Disssl Engine Specialists Thar 3
Malntenance & Repair Workers, Ganaral Elnctrical Power & industrial Systems Tech Tier 3 |Tire Repairers & Changars Industrial Automation Techniclan Thar 3
Maintanance & Repalr Workars, Ganaral Heating, A.C. & Refrigeratien Machanics/Techs Thar 1 |Tire Repairers & Changars Industrial Machinery Machanics Thar 1
Maintenance & Repair Workers, General Industrial Automation Techniclan Tier 2 [Tire Repairars & Changers Mebile Heavy Equipmant Mechanics, ex, Engines Ther 2
Maintenance & Repair Workers, Ganaral Industrial Machinery Mechanics. Tier 1 [Tire Repairars & Changers PLE Technician Thar 2
Maintenancs & Rapair Workars, Ganaral Mobile Haavy Equipmant Machanics, ax. Enginas Tiar 2 |Tire Rapairers & Changars Suparvisors, Machanics, Installers & Repairars Thar 3
Maintenance & Repair Workers, Genaral Supervisors, Mechanics, Installers & Repairers Thar 3

'The table above lists each lattice based on the Anchor occupational title. It also shows all
Target Occupations that fall in each lattice and the tier in which it can be found. Some
Target Occupations can be found on several lattices (such as Supervisors, Mechanics, In-
stallers & Repairers), while others (such as Dental Hygienist) are limited to only one. This
happens because some occupations have a higher percentage of transferable skills within
and among the subset of the HOT job market from which Target Occupations were
selected. Moreover, these Target Occupations are highly concentrated in the dominant and
expanding manufacturing, health care, and trade industry sectors in the Heart of Texas re-
gion. Because each industry sector shares a common sub-knowledge foundation, it makes
sense that there would be more overlap across multiple lattices for some occupations and
not others based on commonality within an industry’.

31'The sub-knowledge domain has a significant influence on the selection algorithm defining
similar occupations. The use of the SkillsEngine sub-knowledge domain and the cosine similarity
technique were new and welcome additions to the process of building the career lattices.

30| HEART OF TEXS CAREER PROGRESSION LATTICES




00L‘9€$

a3id /YIWOo1dId ‘S'H

4319W3sSY INIWdIND3
0413313/1¥I141>313

00£'vS$

@3dd AYLSNANI D3

NYDINH)L
NOlLYWOLNY
TYI41SNANI

009'98$

334534 S, YOT13IHOVE

433INIONI
TVI4LSNANI

[y

# %% GWXAL 40 LEVIRH s a4

SNOLLATOS soMm

DAL ONIINLIVINNYW Y3 TIVYL * YI1GWISSY JAILOWOLNY - YINHOM NOILONAOYUd TVIHLSNANI LHOIT -
SNOINYTIIDSIW HOLYIIHAYH B YITAWISSY

00L‘Er$

a3dD AYLSNANI O3
/YWO1dId ‘S'H

SYINYOM T1331S

B NOUI TV4NLINYLS

00L‘LYS

Q34D AYLSNANI D3H
/YWO1dId ‘'S'H

dNYOM YYaIY B
NOYI ONIDYO0INIFY

00,'v8$

d3¥d AYLSNANI O3

401v43do
INV1d4IMod

SNOINYTTADSIIA

NOILYdNDD0 HOHONY

00Z'9€$

a3io /YWoidid ‘s'H

000°LY$ 008'st$

a3dD AYLSNANI O3

@3dd AYLSNANI O3
/YWO1dId 'S'H

Jdom 43Z7vd4 3 43430105
TV1IW 133HS ‘43L1nd ‘43a1am

009°LS$ 006°0S$

a3yd AYLSNANI D3Y @3dd AYLSNANI D3

40174340 INIHDYW

SLHOIAMTTIW ONIZVY44 3 ONIATIM

00v'z8$

334534 S.HOTIHOLYE

00L‘€9$

33493d ON ‘3937110D INOS

4341vdId
B YITTVLSNI “JINVHDIW
‘40SIAY3dNS

43INION
TYIINYHIIW

"YOLYITYEY ® YITIINISSY -

[enuapal) Asnpu| paziuboday
a34) AYLSNANI DY

NOILYdN))0
@31394v1

090°TH$ d8eM AV
T JALL

00€'8€$

YWO1dId ‘S'H

LEINIER:R [UNAILELE]
TYLIW TYdNLINYLS

020°pS$ d8ep AV
A CINY

008°s9$
Q34D AYLSNANI D34

LERELTENY
SW3L1SAS 3 ONIDOIH
‘TUNLINYLS LIVHDHIY

08S‘LLS d8eA\ SAY
€ YALL

000°LLS

334530 S.ALVIDOSSY

NYIDINHIAL S)INOIAY

HEART OF TEXS CAREER PROGRESSION LATTICES | 31

ks

i}
3

C%O:



009'sS$

334530 S.YO0T1IHDVE

NYWsanod 11ve
43aY41 I9NYHIXI NDI340d
XSIW

‘1SI¥1)3dS TYDNYNIA

00ov’'LSS

3345340 S.ALVID0SSY

19YWYa oLnY
"43S1¥4ddY DNVINSNI

00Z'90L$

334530 S.40T13IHOVE

4IDYNVYI DDIAYIS YIWO0LSND
HYIDYNYW LINN SSINISNE

JIOVNYW
DIAYIS JALLYHLSININGY

m“h 30 |m<a._ ¥4¥ m_”U.mo.m

wzcmmw_qcmmmoa

00L'vv$S

INVISISSY
$3)4N0S3d NYWNH

00£'59$

33453a
S.A1LVID0SSV/S.4013IHOVE

40L11ANY ADYINT - YILSYW
WNYDS - YILIYM LNVYHD -
JSIW “LSITY1D3dS
NOILYH43dO0 SSINISNG

009°LLS

EELDE (¢
S.A1YIDOSSV/S.4013HOVE

1S11V1)3dS LNIWIDVYNYW
133r04d

00v'LELS

334530a S.4013IHOVE

4311041dW0) -

4I9YNYI NYO1-
YIDVYNVIN YNVE HONVYH]
4IDYNYW TVIDNVNI

NOILYdNJ20 HOHONY

00L‘8S$
334930 S,HOTIHOVE

43)1440 IDNYITdWO0)

002°LLS

334D3d ON ‘I93110D IWOS

4OLYDILSIANI
B YINIWYX3
"4aLsnray SWivD

009¢¥$

X431 ISNDI
B VdDINNW ‘LYN0D

000'vS$

EELDE (¢
S.ALVID0SSV/S,4013IHOVE

NYDDINH)3L AL34YS
8 HLTY3H TYNOILYdNI)0

009'89$

334530 S.YOT1IHDVE

4INIWYX3
TYIDDNVYNI4

oor'vLS

334530 S.YO0TIHOVE

doLiany
B INVINNOIDY

dIDI1II0 IDNYITIINOD -

00€'9S$

Q34D AYLSNANI O3

dvalsIvy
TYI103W B NVYIDINHIL
NOILYWHO4NI HLTYIH

009'59$

334530d S.YOTIHDVE

1SIV1)3dS AL3dVS
B HL1V3H TYNOILYdNID0

[enuapal) Ansnpuj paziuboday
@34 A4LSNANIdIY

NOILYdN))0
313194Vl

090°09$ d3eM 3AY
I JALL

00/'€S$

33453A S.YOT3IHDVY

1SITVYDAdS
$324N0S34 NYWNH

00S°99¢ d3ep\ Ay
¢ 4ALL

009°CLS

33493d S.YOT13IHDVY

43)1140 NYO1

020°76$ 38eM SAY
€ AALL

00S‘Z8$

334530 S.4O0TIHOVE

LSATYNY

INJWLSIANIB TYIDNVNH

(]
L
Y
-
<<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
c
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
N
m



00Z'9t$

d34¥D AYLSNANI O3

4341¥d34 INIHOYW 1140

B 431131 431ndW0D

002‘T9$
334930 S.3LVIDOSSY
1SIVID3dS 43Sy HIIL

DNIYIINIONT T¥IIdIN0IG
JSIN

‘NVIDIH)IL ONIYIINION

00L'v6$

33453a
S.A1VID0SSV/S.401IHOVe

ISATYNY
W3LSAS 411ndWO0)

00€‘€LLS

334530 S.YO0T1IHDVE

1S11v1D3dS
ALIdNIIS NOILYWHOINI

e e T R (O

SNOLLATOSxw0om

009°LLS

EELDE[¢]
S.A1VID0SSV/S.401IHOVe

1S11vD3dS
INJWIDYNYW 1)304d

009'C8$

33453a
S.A1VID0SSV/S.H01IHOVE

ISKTYNV 11
YIINIONI 1531 IHYMLIOS
LEIRY IR
ISATYNY *¥°D J4YML40S

00zZ'LTLS

EELDE (¢
S.A1VID0SSV/S.401aHOVE

43d013A3a
J4YM110S

LSITYIOAdS LY0ddNS ¥3SN YILNAdINOD -

NOILYdNJD0 HOHDONY

000°LS$
@34 AYLSNANI D34

1SITYDD3dS

140d4dNS 43S ¥3LndWOd

006'SS$

33453d S.YOT3IHDVE

1SITY1D3dS ONILINEYW
3 H)4Y3S3d LINYYW

008'v€S
@3¥D AYLSNANI D3

/YWO1dId ‘S'H

43AIN AYLINT Y1Va

00L'8L$

33453a
S.A1VID0SSV/S. 40T1IHOVE

4aINdIs3a
1DV4YILNI TYLIDIA B §IM

009€8$

33453a
S.A1YID0SSY/S.40T13HOVE

1SIVID3dS IV « 1SITV1)3dS SID-
H3INIONT NIYHIND019
JSIN

NOLLYdN30 43LNdWOD

00Z'86$

334930 S YOT13IHDVE

dJOLVHLISINIWaY
ISvaviva

006'v8$

33453a
S.A1VID0SSV/S. 40T1IHOVE

43d073A30 9IM

00t'8SLLS

33453a
S,A1VID0SSV/S.40T1aHOVE

4IWWYY90l4d
431ndW0d

NOILYdND0
31194yl

056°99% 33ep| Ay

[ CINE
006'09%

33¥93A S, ALVIDOSSY

1S17Y1)3dS 140ddNnS
NYOMLIN 43LNdWOD

000°L8$ 2Fep Sy

(R:CIND

00Z'68$

334534
S.A1VID0SSV/S.4013HOVE

4OLVHLSINIWAY WILSAS
d31NdWO0D 3 Y4OMLIN

0F0°LITS d3ep\ 3ay

€ JAILL
00L'VELS

33453A S.YO0T13IHDVE

JIOYNYI SWILSAS
NOILYWY04NI/431ndW0D

[enuapan Asnpuj paziuboday
a34) A4LSNANI DY

HEART OF TEXS CAREER PROGRESSION LATTICES | 33

w10 ARRITY
ITC Ok

FuTE FL

C%O:



NOILYdNJ20 HOHONY

[enuapar) Ansnpuj paziuboiay

002'9€$ @34 AYLSNANI DY

NOILYDONA3 TYIWHO4 ON

NOILYdN2)0 .
43409v1 NOLLYNYLSNOD 31354v1

0P € Th$ 38ep Say
I JALL

009'C¥$ 00€'st$ ooL‘ov$ o0ov'LYS 00€‘cys

@I /YWo1did ‘S'H a3ion /YINO1dId ‘S'H a3ion /YINO1dId ‘S'H NOILYDONA@3 TYWYO0d ON a3yd AYLSNANI D3Y

401v43d0 INIWdIND3

401v43d0 INIWdIND] NOILDNYISNOD HIHSINIA 31I4INOD
‘DNIDY44NS ‘ONIAV 3 43ANION3 ONILY4IdO 43AV13did B NOSYW LNIWTD 431NIdUYD
098°7S$ Adep SAY
¢ 4ALL
008'st7$ 00S‘€9$ 00L‘LSS 006°€S$S 000'L¥S
d3dd AYLSNANI D3Y aio /YWo1did ‘'S'H Q34D AYLSNANI O3 a3io /YWo1did ‘S'H aao /YINOo1did ‘S'H
/YYINO1dIA *S'H
¥3dWnd T13m 110 -
S¥9 73110 °X3 40LvY43d0 DIAYIS a1314 110 - EEEE: NOSYW S¥9 3110
‘43711490 H1YY3 431dWNd AYIHTIIM B 43illididid ‘43gwnid Y2019 8 NOSYW YDI4g ‘40Lv43do Yd1dyia
099°89¢ 33eA\ SAY
€ ALL

00S'8S$

00L‘S9$ 009°s8$ 00L'vSS$

334534 ON ‘I937110D INOS 334530 S.YOTIHOVE a3dd AYLSNANI O3H

00v'6L$

a3dd AYLSNANI O3H Q34D AYLSNANI O3H

/YWO1dId ‘S'H

401vd3do
4IMOL B INYED

d401vd3do
INY1d SY9

SIAVHLNOLLONYLSNOD JIOVNYW 401)3dSNI ONIATIng
“40SINY3dNS NOLLONYLSNOD B NOLL)NYLSNOD

oo e Lo peas e Bumey

SNOTLATOS aon dIYOIYT NOILONYUILSNOD -

L~

w10 ARRITY
ITC Ok

FuTE FOW

C%O:

34 | HEART OF TEXS CAREER PROGRESSION LATTICES



oor‘Lv$

33453A S.ALVID0SSY

I3
4IMIIAYILNI NYO1

009°CLS

33453A S.YOT13IHDVE

431140 NY01

00v'vLS

334930 S YOT13IHDVE

40L1iany 3 INVINNOIDY

oo e Lo peas e Bumey

# 44 SYXIL 0 LEVIH # & & mu.mom

SNOILNATOSx30m

JAILVINISIHdId INTILYd

006'st$

334534 ON ‘I93710D INO0S

WY4904d INIWNYIA0D
4IMIIAYILNI
ALITIAIN

009°09%

33493d ON ‘3937110D INO0S
NOSY3dSIVS SI11ddNS T3L0H -
d34 ST1vS dINd3 ONILLOG -
DNIINLIVINNYIN B ITYSIT0HM
‘d34 STTYS TYIINHIIL-NON

00t‘z8$
334930 S,40TIHOVE

d34 S31YS SI1ddNS INIYIINIONS
d34 S31VS TYIILNIDVINYVH
DNIYNLIVINNYW B ITVSITOHM

'Sd34 SI1VS TYDINHIIL

JATLYLNISIUdIY IOTAYIS HINOLSAD -

40SS3)04d WIVD
JAILYLINISTYdIY IIIAYIS HIWOLSND

NOILYdNDD0 YOHONY

00€'9€$

a3io /YWo1did ‘S’H

009'9v$

a3io /YIWo1did ‘S'H

431D ONISSI04d
SWIVT) IDNYHNSNI

* 1SITY1)3dS 431N LOVINOD

00L‘8€$

a3ion /YINO1dId ‘S'H

X431 431040

00T'LYS

334534 ON ‘I93710D INO0S

bLELY

ONId33N FIWIL B T104AYd

00v'LELS

334530d S.YO0T1IHDVE

009°6¥$

334934 ON ‘I53710D INO0S

431D ONILIAIdXT
B ONINNY1d NOILINAO0YHd

00€'€LS

334534 ON ‘I53710D INO0S

439VNYW HONYYq
dOSIAYIANS DNILINYYWITAL
11VS 11V134-NON

“40SINY3dNS

[enuapan) Ansnpuj paziubolay
34D A4LSNANI DY

NOILYdN)J0
(3113194l

08€°TH$ 98eM 3AY
T ¥AILL

006'6€$

a3io /YINo1did ‘S'H

X431 INNOXDY
MiN

091°6S$ ATep Ay
7 JALL

00£°£9%

33¥53A S.YOT13IHDVE

0TI‘L8$ dTep SAY
€ ALL

00L‘vLS

334530 S.YOT13IHDVE

40SIAaY
NYNI4 TYNOSH3d

n
(2]
w
w
Y
E
<
-
=
]
v
wv
L
o
[C]
o)
oc
a.
o
w
w
o
<
v
v
x
L
-
('
[e)
T
oc
<
w
I




NOILYdNJD0 YOHONY

00TZLES [eruapai) A1asnpuj paziuboday

34> AY1SNANI DY
a3o /YWOo1dId 'S'H
NOILYdNID0 .
43dT3H NYIDIYLII13 @313194v1
08€°8P$ AdeA\ SAY
T AALL

00S'8t$ 00¥'0S$ 002'vS$ 00€’8€$

Q34D AYLSNANI D3Y d34d AYLSNANI O3 Q34D AYLSNANI O3 a3dd AYLSNANI O3H

000°0S$

a3dd AYLSNANI O3H

NOLLYTTVLSNI Y34IvdIy 3
4317VISNI B 434I¥d3Y INIWdIND3 NVIDINHDIL YITIVLSNI LNIWdIND3

WYYTY 3414 3 ALIINDIS NOLLYIINNWW0)313L NOILYWOLNY TYI41SNANI TYnSIA-olany

4341Vd34 B YITTIVISNI
ANITNOILYIINNWWO0I3T3L

L8Y°09$ 38ep\ SAY
& CIN}

0oL LLS 000°L9% €€L€9S 00£'9S$

33493a S.3LVIDOSSY Q3D AYLSNANI D3y a3¥D AYLSNANI D3Y 33493A S.3LVIDOSSY

000°LS$

Q34D AYLSNANI O3H

INIWdIND3 NYDINH)3L 4ITVISNIB
TYIYISNANI ‘4341YdIY W3LSAS TYI41SNANI 4341¥d34 INIWdIND3
B 4IM0d TYII41)IT 4IMoL 113D B 01avY

08T°SL$ ddep Ay
€ MALL

00S'64$ 00S‘L8S 00L‘€9$ 00Z'69%

a3yd AYLSNANI D3Y @34d AY1SNANI D3Y 33493d ON ‘937110 ANOS @34d AYLSNANI D3d

009'28$

Q34D AYLSNANI O3

NOLLYLSaNns B
ISNOHYIMOd “434I¥dIY
JINOYLIITI/TVIIELIITA

4341Vd3Y B HITTVISNI LELIVLEL 4341Vd3Y B HITTIVLISNI 4341Vd3Y B 4ITTVLISNI
40.1v1vIS3 B HOLYATTd HILIMS ¥JV4L1 8 TYNDIS JINYHIIW “40SIAY3dNS ANIT- 4Imod TYII141)3T

ol e Ly Bumm

NOTLATOS 30 m 43dTIH NYIDIYLDITA -

o

(]
L
Y
-
<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
o
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
O
m



NOILYdNJD0 YOHONY

00S‘CES [enuapar) K1snpu| paziuboday

34D AYLSNANI DT
Q34D AYLSNANI D34

NOLLYdN2)0 .
(1W3) NYIDINHDIL T¥DIQIW ADNIDYIWT 31354yl

087°9p$ Asep SAY
T dALL

005'8S$ 00L'9€$ 00Z'9€$ 00v'zs$ 00Z'8t$
@3yd AYLSNANI D3H Q34D AYLSNANI D3Y Q341 AYLSNANI O3 @3y¥d AYLSNANI D3y Q34D AYLSNANI D34
(Nd1/NAT)
ISI90T0NHI3L NVDDINHIAL ISYNN TYNOLLYDOA
1I94NS INVLSISSY T¥DIdIN JIYIVIHOASd B 1YIILVEd AISNDIT JIAIWYYHYd
09€°€9$ d3ep 3AY
(A ICINE

008°€S$ 00£°€9$ 00T'L9$% 00L"99$ 00t'99$
334930 5,3LVIDOSSY Q34D AYLSNANI D3Y 334930 5,3LVIDOSSY 33493 $,3LVIDOSSY 334930 S.3LVIDOSSY
NVIDINHIIL

NVDINH)3L INVLSISSY /1S19010NH)L 1SIdVY3Hl1
dvINdSYA 01a4Y) INVLSISSY 1¥2194NS 1SIdVY43HL TYIISAHd JIvo101avy AY0LYYIdSIY

087°76$ 3depM Ay
€ YALL

008'64$

33453A S.ALVIDOSSY

00£'96$ 000°L8S 000'v0LS 00€‘00LS

334530 S.ALVID0SSY 33493A S.ALVIDOSSY 33493A SAHILSYIN 334530 S.3LVID0SSY

NYDINH)3L
ISI90T0NH3L (I14W) DNIDYWI 1SIdV43IHL 1SIdV43IHL
ANDIGIW 4YIDAN JDNVYNOSIH DILINDYW TYIISAHd NOLLYIaYY

S4IHAYYIONOS
TYI103W D1LSONOYIA

smictius] e et Dumr

TROTI N TocIodod (LINT) NYIQINHOIAL TYOIAIIN XONIOYIINT 0o

HEART OF TEXS CAREER PROGRESSION LATTICES | 37

ks

i}
3

C%O:



009Cs$

a3dd AYLSNANI O3H
/YNO1dIA ‘S'H

A43INIHOVW
"4INYOM INYNILNIYW

002'¥SS

33493A S.ALVID0SSY

NVYDINH)3L
DIAYIS
ANIGHNL ANIM

€€L'€9$

Q34D AYLSNANI O3

NVDINH)3L
WALSAS TYI41SNANI
B 4IM0d TYII1Y1II13

30y Bunpey

# 44 SYXIL 0 LEVIH # & & mo.mo.m

mzs.—h:qcmm qJOM

00.'6Y$

d34d AYLSNANI O3

NYDINHI3L
NOLLY43IDI1443Y
B ")’V ONILVIH

oot’'LY$
334930 5.3LVIDOSSY
NVDINH)IL

JINOYLYHIIW
B TVIINYH)IW-04L

006°€9$

3345340 S.3LVIDOSSY

NVDDINHI3L DINYIS
B JINVHIIW LiVEIUIY

dINIOMUTVdIY 7 IONYNILNIVIN TYHINID -

NOILYdNDD0 HOHONY

006'8€$

‘d3¥d AYLSNANI D34/VWO1dIA *S'H

dYOM

dI¥d34 B IDNYNILNIYW TYHINTD

009°LS$
Q3D AYLSNANI 3Y

SLHOIMTTIW

[enuapar) Ansnpuj paziubolay
@34 A4LSNANI DT

NOILYdND0
313194Vl

001°6¥$ 95epM 3y
T JALL

00Z'6€$

Q34D AYLSNANI D3H
/YWO1dId 'S'H

oot‘zs$

d34d AYLSNANI O3

4ITIVLSNI 4IHSINONILXA 3414
HLIWSNND
ISIN “4INHOM IINYNILNIYW
18 4I¥d34 ‘NOLLYTTVLSNI

JINVHOIW
AYINIHOYW TYI4LSNANI

00Z‘zs$

d34d AYLSNANI O3

JINYH)IW LNIWdIND]
AAVIH 311900

00L‘€9$

334D3A ON ‘I93110D IWOS

d3YIvdIy B
YITTVISNI DINYHIIW
‘40SIAY3dNS

098°IS$ 93ep 3y
ZUALL
004'vSS 008'0S$

d34d AYLSNANI D3 d3¥D AYLSNANI O3

NVDINHI3L
NOLLYWOLNY TYI4LSNANI

43T1VISNI
INTYA B T041NOD

L98‘€8$ 98eM 3AY
€ ALL

009'vOLS

334530 S.YO0T1IHDVE

000vTLS
334530 S,4OTIHOVE

43INIONI IOVATYS *

43INIONT T¥I1LdO
43INIONIDIL0F0Y *

JSIW “43INIONT

431ndW0d "X3
“43INI9NI DINOYLIIT

o

CAEO =i

38 | HEART OF TEXS CAREER PROGRESSION LATTICES



00Z°LYS

a3is/vYwoldia ‘s'H

bLERD
INISSII0dd Ad110d
SWIV1) IDNYHNSNI

000°LSS$

33453d S.YOT3IHDVY

YINNV1d SINIAI B
NOILNIANOD ONILIIW

00Z'00L$

334530 S.YOT13IHDVE

4IOVYNYW LNNODDY *
YIDYNVW STTVS TYNOIDIY *
HYI9YNY FHO0LS INIWLYHYdIA
4IDVYNYW S31VS

;.hf« ¥ SYXIL .:m. quum [ mu.mo.m

wzo;:qcmm AOM

00Z'0t$

d34d AYLSNANI O3

NVIDINHIIL ADVWHYHd

00£°LSS

334934 ON ‘I93710D INO0S

INVLSISSY JAILYYLSINIWGAY
B A4Y1343S IAILNDAXT

00£'59%

334530 S.Y0TIHDOVE

ISATYNY
1519013 NYDILIDO1

MYITO IDI1I0 TYHIANID -

NOILYdNDD0 HOHDONY

oov’LES

a3io/vYIWo1did ‘s'H

X431 1140 TV4INID

00£'9€$

a3o/vINo1did ‘S'H

ISIYD3dS 1)VINOD 4IWo1snd -

d3aisnrav SWivin
JNILVINISTYdIY
DINYIS 4IW0LSND

00€'LYS

334934 ON ‘I937110D IWO0S

WD lianv?

HNLNNOIDY DNIdIINN008

008°LSS

d34¥D AYLSNANI DO3Y

1S11vD3dS
140ddNS ¥3sn 43LndWod

008°L9S

33¥93A S.ALVID0SSY

1S17V1)3dS 140ddNS
NYOMLIN 431ndWO0D

009'6¥$

334934 ON ‘I93710D INWO0S

431D ON1LIa3dX3
B ONINNY1d NOLLINAOYd

00.'8L$

33453a
S.A1VID0SSV/S.4013HOVE

1S1vYD3dS
INJWIDVYNYW L)3r0dd

[enuapan) Aisnpu| paziuboday
a34) A4LSNANI DY

NOILYdND0
(31194vL

08L°0b$ d8ep SAY
T ¥ALL

000'8€$

Q34D AYLSNANI O3H

INVISISSY TVIN3d

0TI‘TS$ 9dep 3y
T dALL

006'0S$

334530 S.3LVID0SSY

INVISISSY
V931 B 1¥OI1V4vd

006°78$ 95eM 3AY
€ YALL

009°201L$

334530 S.YOT1IHDVE

4I9YNYW SDIAYIS
JALLVHLSINIWGY

(*)])
(2]
v
w
Y
E
<
-
=
]
w
wv
L
o
[C]
o]
oc
a.
o
w
w
o
<
v
v
x
L
-
('
o
T
oc
<
w
I




00S‘zES

d3¥D AYLSNANI O3

TYI103W ADNIDYIWA

00zZ'sy$

a3dd AYLSNANI O3H

JIdIWYdvd

00t'99%

33¥93A S.ALVID0SSY

1SIdVY3HL
AY0LVYIdSIY

:.hf« h (m.,__wm.num wm_‘um X mu.mo.m

zo;_._.._cmm YOM

o00L‘9€S

Q34D AYLSNANI O3H

INVISISSY
TIGNW

00L'9L$

334930A S.ALVID0SSY

INVLSISSY
AdYY3HL TYNOILYdNIJ0

009°00L$

33¥93A SHILSYIN

1SIdVY3HL
TYNOILYdNDI0

NOILYdNJD0 HOHONY

008‘zTS
@3Io/YWo1dia s’H

101V H11Y3IH IWOH

00S‘0€$ 00€°LT$

d34¥D AYLSNANI O3 a3in/vno1did ‘s'H

iaiv

AdY43IHL TYNOILYdNIIO 101V JIYLYIHDAS

00Z°L9$ 00T'9€$

33453A S.ALVID0SSY a34d AYLSNANI O3H

INVISISSY
AdVY43IHL TVIISAHd

00Z'8LLS 00L'99%

33493A SAHILSYIN 334530 S.3LVID0SSY

NYIDINHIL/1S1901

4INOLLILIYHd ISHNN Jib0101avd

JdIY HITYIH JINOH -

[enuapan) Asnpuj paziuboray
a34) A4LSNANIDIY

NOILYdN20
311194Vl

00S°1€$ 8L SAY
T dALL

O00L‘LES

a34d AYLSNANI O3

301V 34Y) IN3ILYd
301V DIdSOH *

LNVISISSY ONISUNN a31d1L43)

INVLSISSY ONISHUNN

020°9S$ d8ep\ SAY
T dALL

oot'zcs$
Q34D AYLSNANI D3y

(Nd1/NAT)
ISUNN TYNOILYIOA
B 1YI11IVdd AISNDIT

09+°98$ 5eA Ay
€ MALL

000°L8$

334930 S.ALVID0SSY
/334934 S, 4013IHOVYE

ISYNN 343151934

eI 0 ARRITY
CRTCOMER

CEMTER F

CkE0

40 | HEART OF TEXS CAREER PROGRESSION LATTICES



00S's€S

a3iov/vYWoldid ‘s’H

b LELD
DI410 TYHINID

00€'9€$

334934 ON ‘I93710D INO0S

INVISISSY
JAILVYLSINIWGY
B AY1I4DIS TIIAIW

009°CLS

334530 S.YOT13IHDVE

43)1140 NYO1

sty g sy D

# 44 SYXIL 0 LEVIH # & & mu.mom

SNOLLATOSx30om

00€'9€$

a3io/Ywoldid ‘s'H

JAILVINISIHd Y
DIAYIS 4IW0LSND

oov'LYS

3345340 S.ALVIDOSSY

WIn»
4IMIIAYILNI NYO1

00€°£9$

33¥53A S.YOT13IHDVE

ISATYNY L1@34D

SYIATO JSIA THOSTY ¥ TILON "TILOH -

NOILYdNJD0 HOHONY

00/L'vTS

a3o/vIoldid ‘s'H

N43I1) )S3a 140SIY B “TILOW “1ILOH

00Z's€S

a3io/vYwoldia ‘s'H

4013110
INNOJDY 3 1119

00€‘TES

a3io/Ywoldid ‘s’H

431131 )INYE

009'9t$

a3io/YWoldid ‘s’H

bLERD
INISSII0dd A110d
B WIVT IDNVUNSNI

00L°LLS

334D53d ON ‘393110D IWOS

dOLYOLLSIANI
B YINIWYX3
‘4aLsnray SWivm

00€'LYS

334934 ON ‘I93710D INO0S

143D Liany
B ONLLNNOIDY
‘DNI1433)%009

009'89%

334530 S.YOT1IHDVE

JINIWYX3 TYIDNYNI4

[enuapar) Ansnpuj paziubolay
@34 A41SNANI DAY

NOILYdN)J0
(31194vl

0b0‘pE$ d98eA 3AY
T JALL

006'0€$

a3io/YINo1did 'S'H

X437) NOILYWHONI
3 1SINOILdIDIY

098°0¥$ 93ep 3ay
T dALL

00/'8€$

a3io/vYinoidid ‘s'H

INVISISSY
JAILVYISININGY
3 AY134)3S

09€ ‘L9$ I8ep\ 3aY
€ ALL

009'95$

334534 ON ‘I93710D INO0S

INVISISSY
JAILVYISINIWAY
B AdV134)3S JAILNIIX

1
<
w
w
Y
E
<
-
=
]
v
wv
L
o
[C]
o)
oc
a.
o
w
w
o
<
v
v
x
L
-
('
[e)
T
oc
<
w
I




00T'LES
Q34D AYLSNANI D3¥

/YWO1dId ‘S'H

d43d13H SNYDIY

00809%
334D3a SALVIDOSSY

HJ3LONILSILIINOYLITTT
H)ILONIYIINIONI ONILHOIT

NYDDINHIIL ONI4IINION
JINOY1IIT1I/TWIIELIIN

002'69$

d34d AYLSNANI O3

4341Vd3Y B 4ITTVLISNI
ANIT-43IM0d TYII41I3T

00S‘sOLS

334530 S.YOT1IHDVE

4IOVNYW
NOILINAOYd
TYI4LSNANI

e e T N (O

SNOLLATOSxw0om

00L'09%

33453A S.ALVIDO0SSY

H3L INJWdIND T¥DIaIWOIg -
43DINY3S INIWAINDT ADOTOIAYY

d43d1vd3y
INIWdIND3 T¥I1aIW

00L‘€9$

334934 ON ‘I93710D IWO0S

S43Y1vd3y B SOINVHIIW
'S40SINY3dnS

00£'SELS

33453A S.Y0T1IHDVE

4IOVNYW
ONIYIINIONI ANY
TVaNLIALIHDYY

NYIDINHDJL NOILYINOLAY TYTH.LSAANI

NYDINH

NOILYdNJD0 HOHONY

004'vS$S
33493d ON ‘39371100 FWO0S

vze'09$
@34 AYLSNANI D3

NVDINHI3L
(01d) 1041N0) 21901
I19YWWYHO04d

NOLLYWOLNY TYI4LSNANI

006'8€$ [enuapan
a3yd AYLSNANI D3 Ansnpuj paziuboray
/YWNO1dId 'S'H @34 A4LSNANI IIY
4INYOM YIvd3y zoﬁuﬁuﬁ .
B PDNYNILNIVW TV4INID
I61°19$ 28ep 3aY
T JdLL

000°1L9$
d34D AYLSNANI O3
H)ILJINOYLYHIW *

JINYH)IW 10904 TVI4LSNANI
INIWdIND]

TYI4LSNANI “43Y41vdIY

€€L'€9$

Q34D AYLSNANI O3

H)ILS51)04d *
NYDINH)IL
SWILSAS TVI4LSNANI B

008'08$

d34d AYLSNANI O3

4IHd1vdSIa B
40.1n4g14151a 4Imod

00.'v8$

Q34D AYLSNANI D3d

401v43do
INV1d 4IMm0d

09€°€L$ d8eM 3AY
T JALL
009'Z8$ 00L‘LLS
d3yd AYLSNANI D3d 334534 S.ALVIDOSSY
NOLLY1SanS
ISNOHYIMOd ‘4341vdIY NYDINH)3L
SJINOIAY
0b6°70T$ 93 AV
€ AALL

009'98$

334530 S.Y0TIHDVE

009°COLS

334530 S.YO0T13IHDVE

LEENIRIE
TVI4LSNANI

43INION]
LLALLIBERE

o

(]
L
Y
-
<<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
c
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
(o]
<



NOILYdNDDO0 HOHONY
(1]0] 214 00Z'TES [enuapar) Ansnpuj paziuboday
NOLLYDNA3 TYWHO4 ON o @34 AYLSNANI DIY
INIWdIND3 Y3d13H YIvd3Y NOILYdN20 .
B SI1DIHIA 10 SHINYIT 13 IDNVYNILNIYW ‘NOILYTTVLSNI 31304Vl
08T'8p$ d93ep 3AY
T JHILL

000°L9$

d3¥D AYLSNANI O3

TVIYISNANI ‘Y3¥IvdIY
JINOYLIITIIWVIIYLIITI

00Z'¥SS

33493A S.ALVIDOSSY

NYDINH)3L
1IAYIS INIFENL ANIM

00L'v8$
34D AYLSNANI D3y

401v43do
INY1d 4Imod

SNOTINT0S os

000°LY$S

a3io /YINo1did ‘S'H

SY9 R 110
‘SLNOGYLSNOY

€€L'€9$

Q34D AYLSNANI O3

NYDINH)IL
SWILSAS TYI4LSNANI
B 4IM0d TVI141)IT

00995$

3345340 S.ALVIDOSSY

431531 HOLOW - HJ31 43ISNVYL
1Y3H < H)3L1 1¥JINVH)IWO0LdO *

NYDINHI3L

ONIYIINIONI TYIINVHIIW

YIdTIH ¥IVdIY 2 IONYNILNIVIN

008'0S$

a34d AYLSNANI O3

4ITTVISNI
ANTYA B T04LNOD

00Z'6v$
Q34D AYLSNANI D3y
NVIDINH)IL

NOILYYIOId43Y
B ")’V ‘ONILYIH

oot‘zs$

d34d AYLSNANI O3

JINVHIIW
AYINIHOVW TYI4LSNANI

00S'64$

d34d AYLSNANI O3

4341vVd3y B 4ITTVLISNI
d01v1vIS3 B HOLYAIT

009°LS$

Q34D AYLSNANI D3H

SLHO/MTTIW

00Z'69$

a3dd AYLSNANI O3H

LELIVLEL
B YITIVLSNI NI
4IM0d TYO141)313

NOILYTTY.LSNI °

006'8€$

Q34D AYLSNANI O3
/YWO1dId *S'H

TY4INID ‘SHINYOM
d1¥d34 8 DNYNILNIYW

LO9'PS$ ddep| SAY

(R CINN

00L‘LSS
34D AYLSNANI DY

SYILLIAWYILS B
SY3L1143dId ‘43aWn1d

0T9°0L$ d8eM 3aY

€ JALL
00L‘€9$

334934 ON ‘I53710D INO0S

4341Vd3Y B 4ITTVLISNI
JINYHIIW “40SIAY3dNS

HEART OF TEXS CAREER PROGRESSION LATTICES | 43

eI 0 ARRITY

CEO:!

CRTCOMER

LEMTRD FL



NOILYdNJD0 YOHONY

00Z'6€$ oo‘zes [enuapan) A1snpuj paziuboray
aao /YWO1did "S'H QIO/VWOIdIA 'S'H a34d A41SNANI Y
NVIDINHDIL DIAYIS ALNVHEYM - NVIDINHIILIDYWYQ Y3LYM * NYIDINHDIL100d * YOLYY3d0 INIHOVW NOLLYdM0 .
“)SIW “4INYOM HI¥d34 3 INYNILNIVW ‘NOLLYTIVLSNI ONITII4 3 ONIYDVd (L
08€° IS$ a3ep 3aY
T JALL
009°LS$ 00L'6%$ 008°0S$ 002'2S$ 009°TS$
Q34D AYLSNANI D3y d3yd AYLSNANI D3y a3yd AYLSNANI D3y Q34D AYLSNANI O34 amw_,w_b%w__dm zm__w 3
31135 J4INY AYLSNANI *
NVIDINHIAL 43110 JIAILOW0DOT *
NOILYY4391443Y 4341¥d34/43TTVLISNI DINYH)IW INIWdIND3 A4ANIHOYW
IHOIUMTTIW B *)'Y ONILVIH JATYA R T04INOD AAY3IH 3TI90N “YINYOM IDNVNILNIVW
1LT°09$ 98ep 3ay
¢ 4ALL
€€L'€9S vze'09s 000°L9% 006'€9$ oot’'zs$
a3dd AYLSNANI DO3H a3yd AYLSNAani D3Iy a3y AYLSNANI O3y 3349534 S.ALVIDOSSY @34d AY1SNANI D3y
NVDDINHIAL INIWdIND3
W3LSAS TYI41SNANI H)31 (01d) 431104LNOD TVIYISNANI ‘4341vdIY NYDINH)IL DIAYIS JINYHIIW A4INIHOYW
B 4IM0d TYOI41D313 JI90T HIWWYHD0Ud JINOYLIITI/IVIIYLDITT BOINVYHIIW LIV¥DUIY TVI4LSNANI
00L'S9$ 93ep 3aY
€ JALL

00Z'69$

334D3d ON ‘I93110D INOS

00L'LLS

334953A S.ALVYIDOSSY

00L'€9$ 000°59$ 00L09%

334530 ON 3937100 IWOS @3yd AYLSNANI D3 33¥D3A SALVIDOSSY
/YWO1dIa 'S'H

4341vVd3Y B HITTVLISNI
ANIT4IMOd TYO141)313

YITTYISNI ‘4341vd3Y d341vday
DINYHIIW “40SIAYIdNS 4vwyInios INIWdINDI T¥DIQIW

[ ——— n

SNOTLNT0S: 20 DSIAL

UTNIOM ¥I¥dTY % IONYNIINIVIN ‘NOIIYTIYISNI ——@

S0 abRITY
CRTCOMER

FuTE

C%O:

44| HEART OF TEXS CAREER PROGRESSION LATTICES



NOILLYdNJ20 HOHDONV

00L'vT$ 000°6Z$ 000'8C$ [enuapar) A1snpu| paziuboday

a3o/YWOo1dId ‘S'H Q3ID/VINOTdIA“S'H @34 A4LSNANIDIY
Q34D AYLSNANI D34 /YWOTdIA 'S'H

dNEOM NOLLYdND0 .
001 004 1SV4 00D YI¥3134V) 3 TYNOLLALILSNI NOLLYYVdI¥d 004 (31354vL
00LTES d8ep 3AY
T 4ALL
BT 00€‘0v$ 006'Z€$ 00t'62$ 008'6Z$

NOLLYDN@3 TYINYO04 ON a3¥d AYLSNANI D3 Q3ID/YWO1dId “S'H 334930 S.ALVIDOSSY omw_,w b%wq_ﬁ_.,_m_.mmm

1DNA0Yd TV4NLINDIYOY ¥ILLnd Lvaw 4INYOM dI4d 004
43140S 3 43avyo B 43IHd1ng ‘40SINY3dNS NYIDINHIAL)I ¥00) INVYNYLSIY
08€ b$ 98em Ay
AR CIND
00£'0v$ 008'0t$ 00.'6S$ 00£‘6€$ 008'LY$S
. a3in/vYWoldia ‘s’H
ain/vyYwoidia ‘'s’H NOILYDONA3 TYWYO4d ON 3349334 ON I93710D FINO0S 334934 S.3A1LVIDOSSY N431D T04LNOD >._._._<=c .
401v43do 31v)
401v43d0 NOILYLS ONIHOIAM *
DNIdIINISNOH YIWWIYL B ¥ILLND YIOYNYW YDIH) B YIHOIIM
“40SINY3dNS HSI4 '8 A411N0d ‘LYIW 1DINY3S 4004 ¥00) QY3H 8 43H) DNIdIIN A40)3Y4
019°69$ 38ep\ SAY
€ JALL

000'99% 000°LS$ 00¥°€9$ 00S'89$
334930 S,40TIHOVd
33453A S, 4013HOVE 33493a ON ‘3937101 IWOS 33493d S.4013HOVE
YIOVNYW YdVd IWIHL -
YIOVNYW N1 NND *
SDINYIS YIOVNYW 9N 1) SSANLI *
DNIWYD/ONITIWYD 4IDYNYW NOLLYIHDIY ISINOILIYLNN

4IOYNYW INIDA01 ‘40SIAY3dNS 13 INTWNIVIYILNG B NVILILAIA

00£'66$

334530 S.YOT1IHDVE

JIOVNYIW
ONISYHIYNd

i) gt oS0 By

SNOLLATOS w0 m J00D YI¥ILIIYD ® TYNOILALILSNI- Q

HEART OF TEXS CAREER PROGRESSION LATTICES | 45

CAEO =i



606'6Y$

33453a
S.A1VID0SSV/S.4013aHOVE

NVDINHI3L
AYO0LYYO0aYT TVIINITY

008°€S$

3345340 S.ALVIDOSSY

NYDINHI3L
dv1ndSYA0IQdYd

008'64$

33453A S.ALVID0SSY

4IHdYYIONOS
TYI103W D1LSONOYIA

Sy -

# %% SYXIL I0 LEVIH # # & mu.mo.m

mzau.ﬁ:chm qOM

00t'6€$

Q34D AYLSNANI O3

1S11Y1D3dS
$a40>34 1IdIW

00£'9S$

Q34D AYLSNANI O3

dva1sI93y
TYI1AIW B NVIDINHIAL
04NI ‘HLTY3IH

00t'€8$

33453a
S.A1LVID0SSY/S.401IHOVYE

1SINIOAH TVLINIA

YIUYdIUd INTINAINOT TYOIQIN -

NOILYdNJ20 YOHONY

009°LES

a3io /YWoldid ‘S’H

434vdIdd INIWINDI TYDIQIW

00zZ'st$

Q34D AYLSNANI O3

JIdIWYdvd

000'8€$

Q34D AYLSNANI O3

INVISISSY TVIN3d

00L'99$

3345340 S.ALVIDO0SSY

NYDINHY3L)I90701avd

00€°€9$

a3dd AYLSNANI O3H

00t‘zSs$
Q3D AYLSNANI DY

(Nd1/NAT)
ISYNN TYNOILYIOA
B 1YJ1L)Vdd AISNDIT

00€‘00L$

33493A S.ALVID0SSY

1SIdVY3Hl1
NOLLYIaYY

[enuaparn) Ansnpuj paziuboday
@34 A4LSNANI DY

NOILYdNII0
313194Vl

192°TH$ 98ep Say
I JALL

008‘s€S

d34d AYLSNANI O3

NVDDINHIAL
TYI10IW JIWTVHLAO

09h°8S$ d8ep SAY
¢ 4ALL

00£'€9$

Q34D AYLSNANI O3

1S17Y1D3dS
aiv ONI4Y3IH

09S°I8$ Adep 3ay
€ dALL

000°L8S

3345340 S.ALVID0SSY

NVDINHI3L
(I14W) DNIDYWI
JDNVYNOSIH JILINDYN

(]
L
Y
-
<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
o
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
O
<



00Z€r$

a3io/Ywoldia ‘s'H

LENL [
A43AITIAXDNYL LHON

006'VS$

334934 ON ‘I93710D IWO0S

JNgom
ONIAOW TYI4ILYN B
L40dSNYYL ‘4OSIAYIdNS

00.'98%

334530 S.YOT1IHOVE

4IOVNYW
NOLLNGIYLSIA B3 IOVHOLS
‘NOILYLYOdSNYYL

NOILYdNID0 HOHONY
009'sZ$

a3io/vYnoidia ‘s'H

YIAIYA I1LLAHS ASILYNO) * HOLYYIdO LNIWAINDI NMVT - HOLYHIdO YIdIIMS 13341S *
SNOINYTTIISIW ‘4OLYYId0 IDIHIA YOLOW

009'0€$ 006°'LY$ 00Z'9%$

a3io/vYinoidia ‘s'H a3io/vYwolidia ‘s'H

Q34D AYLSNANI O3H
/YWO1dId ‘S’H

4n3dinvHd
3 4IAI4A I1LLAHS

LEDE [
SN9 100HDS

43nlea
YONYLAYIH

008°2Ss$ 006'vS$ 00S'8S$

334934 ON ‘I93710D INO0S 334934 ON ‘I937110D IWO0S

a3dd AYLSNANI O3H

DNITANYH 094Y)
L4v4D4IY ‘4OSIAYIdNS

ONIAOW TYIHILYN B
L40dSNYYL ‘40SIAYIdNS

401v43do
4IMOL B INYHD

009°29$ 00£'99%

*8CE'LITS

a3dd AYLSNANI O3
/VYINO1dIA ‘S'H

a3yd AYLSNANI D3Y 33493 ON ‘3931101 INOS

(31¥43d0 ATLNIANIdIaNI
“MINYLNMO LSNW
‘(401y43d0 4INMO)

"dINIYQ XINYL AAYIH

4JI1SYWAYVAR
d01ONANO) avodivy

1SIVDdS
SNOILYY43d0 a1314d1Y

[enuapan) Ansnpuj paziuboday
a34) A4LSNANIIIY

NOILYdND0
(311194vL

0L0°0F 93ep\ SAY
I JALL

086'LES

a3o/vYIWo1did ‘s'H

(LiK1/434n)
Y3AI40 J4YHS 301
03A01dW3-413S

08S ‘TS$ 99ep SV
T JALL

008’LYS

a3io/vYNo1did ‘s'H

40133710) STYI4ILYW
I19YDAIIY B ISN434

SLY‘SL$ d8epM 3ay
€ ALL

00/'28$

Q34D AYLSNANI D3H

43INIONT
JAILOWO0D01

N
<
w
w
Y
E
<
-
=
]
v
wv
L
o
[C]
o)
oc
a.
o
w
w
o
<
v
v
x
L
-
('
[e)
T
oc
<
w
I

D e e n

SNOTIATO0S w0m SNO3INYTIIDSIN

YOIYYIdO TTOIHIAYOLON L1



00L‘8€$

a3io/voldid ‘s'H

401vYd3d0 1001 INIHOYW
ONINYNL B IHLY]

008'59%

@34d AYLSNANI O3

431awassy
W3LSAS 3 ONIDOI
JUNLINYLS L1VEIHIV

006'€9$

334530 S.3LVID0SSY

NYIDINHI3L DIIAYIS
3 JINVHIIW LIVEDHIY

i) gt oS0 By

# 44 SYXIL 0 LEVIH # & & mu.mom

SNOILNATOSx30m

NOILYdNJD0 YOHONY

00zZ'veS
@3o/YWo1dia s'H

NYIDINH)IL ONIGTOW NOILY3INI * NOSH3d dN-13S NOILYIIGYd - H01YHIdO 1001 INIHDYW NOILYNIGWOD *

00t‘8€$

a3io/vYwoidia ‘s'H

4014340 INIHOYI SST4d
B ONIHONNA ‘ONILLND

00S°LSS

a34d AYLSNANI O3

4NYW 131001

000'59$

Q34D AYLSNANI O3
/YWO1dIA ‘S'H

dNVYWYI1I09

dOLYYIdO TOOL INTHOYIN ITdLLTNIA

401v4340 1001 INIHOYW I1dILINW

006°'LY$

a3io/Ywoldia ‘s’H

4014340 INIHOYW
$A005 4idvd

008'st$

Q34D AYLSNANI O3

437v449 3 43430105
‘Y3LLN) ‘Y3QTIM

00€'LSS

a34d AYLSNANI O3

401vd3do
T001°)°N")

00£'09$

Q34D AYLSNANI O3

JIWWYYD0dd
1001°)°N")

006'0S$

d34d AYLSNANI O3

40174340 INIHOYW
ONIZVd4d B ONIATIM

00L‘€9$

33493 ON ‘I93110D INOS

43TTVISNI B 4341vdIY
JINYH)IW “40SIAY3dNS

[enuapan) Ansnpuj paziubolay
@34 A4LSNANI DY

NOILYdN))0
(313194l

0TH Th$ 38ep SaY
T ¥ALL

006°'LY$

d34d AYLSNANI O3

LSINIHOYW

08€°95$ Adep| Ay
7 JALL

00t'95$

Q34D AYLSNANI O3

/YWO1dIA ‘S'H

401vd3do

INIWdINDI TYDIWIH)

00L'69$ 93eM 3aY
€ ALL

00/4'v6$

3345340 S.3LVIDOSSY

d401Yd3d0 WILSAS
B INV1d TYIIWIHD

(]
L
Y
-
<<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
o
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
e}
<



NOILYdNJD0 YOHONY

00L‘LES [eruapan) Asnpu| paziuhoday

34D AYLSNANI DY
a3¥D AYLSNANI D3y

NOILYdN120 .
INVLSISSY DNISUNN 31394Vl

080°TH$ d8ep SAY
T JALL

60T'8v$ oot‘zs$ 00S°CES 00Z'9€$ 00L‘9€$

a3yd AYLSNANI D3Y @3yd AYLSNANI D>3d d3yd AYLSNANI D3y a3yd AYLSNANI D3y *d3yd AYLSNANI D3y

(Nd1/NAT)
ISUNN TYNOILYIOA NVDINH)3L

JIqIWYdvd B 1VILYHd AISNDIT TYI1AIW ANIDYIWI INVISISSY T¥10IW

(=)}
<
w
w
Y
E
<
-
=
]
v
wv
L
o
[C]
o)
oc
a.
o
w
w
o
<
v
v
x
L
-
('
o
T
oc
<
w
I

09€‘TL$ e 3aY
A CINE
002°£9$ 000'L8S 00L99% ooL‘9LS$ 00t'99$
33¥93d S,3LVIDOSSY mmE_quMuNm__mo._m:uﬁ 334953 S,3LVIDOSSY 334930 S.ALVIDOSSY 334930 S.ALVIDOSSY
NVIDINHDAL
INVISISSY /1SI90T0NH)3L INVLSISSY AdVd3HL 1SIdV43HL
AdVY3IHL TYDISAHd JSYNN @3431sO JI90101avy TYNOILYdNDI0 A40LYHIdSIY
08L0TI$ d3ep\ 3ay
¢ JHILL

000'v0L$ 00Z'8LLS 00£96$ 006°LLLS

00S°L1LTS

334D3A S, HILSYW 334530 S, HILSYN 334530 S.ALVID0SSY 334D3A S HILSYIN

334D3A S, HILSYW

1SI90T0NHIIL
ANDIGIW 4YIDNAN LNVLSISSY SNYIDISAHd

1SIdVY43IHL TYIISAHd JINOILILIVYd ISHUNN

1SILIHLISINY ISUNN

[ ———

NOTLATOS o INYISISSY ONISUNN - 61




00Z'TS$

d34d AYLSNANI O3

JINYH)IW LNIWdIND]
AAVIH 311900

00S'€9$

a3io/vYinoidia ‘s'H

401vY43d0 DIAYIS T1IIM 110 *
43dWnd @13l 1o -
d43dWNd AVaH 11Im

00L‘€9$

33493d ON ‘I93110D INOS

4341Vd34 B 4ITTIVLISNI
JINYHIIW “40SIAY3dNS

[ ——

# 44 SYIIL 0 LEVIH # & & mu.mo.m

ZQHHW.._cmm oM

NOILYdNDJ0 HOHONY

006°LYS

d34d AYLSNANI D3Y/VIWO1dId ‘S°'H

JINVH)IW INIONI TIVINS 3 4IMO0d 4004LNO

00Z'st$

d34d AYLSNANI O3

JINYHIIW B NVIDINHIAL
DIAYIS JALLOWOLNY

ooL‘LLS

33453A S.ALVID0SSY

00808$
@34 AYLSNANI D3Y

401Y431d0 TINYd WY
401v43d0 NOLLYLSANS *
43HdLvdsIa B

40.1Nn49141510 4IMod

OINYHDIIN ANIONI TTYINS % ¥IMOd ¥OO0d.LNO -

00Z'6¥$

a3dd AYLSNANI O3H

1SITY123dS INION 13S31d

JINVHIIW YOndL/snd

006'9t$

a3dd AYLSNANI O3
/YWO1dId 'S'H

JINVHOIW
INIWdINDI WYY

006°€9$

334930 S.ALVID0SSY

NY LIINYIS B
JINVHIIW LiVEDHIY

€€L'€9%

Q34D AYLSNANI D3H

NYDINH)AL
W3LSAS TYI41SNANI
B 4IM0d JIHLIITE

00£'sS$

334530A S.ALVIDOSSY

43YIvdIy B
431TVLSNI LNIWdIND3
4IMOoL 113D 3 O1aVY

00Z‘z8$
Q34D AYLSNANI D3Y

H)3LJINOYL)3TI INIYYW

INIWdIND3

NOILLYLHOdSNYYL ‘YITTVLSNI
JINOYL)ITINIELIT

[enuapar) Ansnpuj paziuboday
34D A4LSNANIDIIY

NOILYdNDD0
(3131941

099°Lb$ 98eM 3AY
T ¥ALL

00€'vv$

a3dD AYLSNANI O3
/YINO1dId 'S'H

JINYHIIW 31DAIH0LOW

089°49$ d3eM\ SAY
T IALL

002'69$

Q34D AYLSNANI D3H

434IYdIY/HITIVLSNI

ANIT-43IM0d TYII141)IT

L8V bL$ 98eM SAY
€ MALL

009'28$

d34¥D AYLSNANI O3

NOLLYLSaNS B
ISNOHYIMOd “434IVdIY
JINOYLIITI/IMIIELIIN

2

(]
L
Y
-
<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
o
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
(=4
n



00.°€S$

334530 S.4013IHOVE

1S11Y1D3dS
$324n0S34 NYWNH

00€°LSS

334930 S.YOTIHDVY

1SITV1D3dS SISATYNY 901 B
SLI4IN3G ‘NOLLYSNIdWO)

00Z'vOLS

334930 S.YOT13IHDVE

4I9VYNYW SLI4IN39
3 NOILYSNIdWO0)

XTI J )3 O]

SNOLLATOSxw0om

NOILYdNJD0 HOHDONY

00S'9€$

334934 ON ‘I937110D INO0S

40SIAYIdNS YINYOM 1DINYIS TYNOSHId

000'8t$

334530 S.Y0TIHOVE

H3ISIVYANNL NDIVdIWY)
4OSIAQY SNOLLY T34 HONOGQ *
43SIV4anNN4

009°09%

334934 ON ‘I937110D IWO0S

ONIINLIVINNYW
B ITYSITOHM d3Y
SI1YS TYIINHIIL-NON

00t ‘z8$

33453d S.Y0TIHDOVE

ONIINLIVINNYW
B 1TYSITOHM
“INILYINISIY4IY

SI1YS TYIINHIAL

JOSIAYIdNS YINTOM IDIAYIS TYNOSHAd -

008'95$ ooL‘6v$

33453A S.ALVID0SSY 334934 ON ‘I937110D IWO0S

JIOVNYW
JWOH TvdaNnd

40SIA43dNS NOILYIHDIY
8 INJWNIVLIYILNG

00€'€LS 00£'6S$

334934 ON ‘I93110D IWO0S

HOSIAYIdNS ONILINYYWITIL
4I9YNYW HONVYHY

JINYOM STVS
11¥134-NON ‘40SIA¥3dNS

334934 ON ‘I937110D IWO0S

4I9VNYW
DIAYIS 4004

005°69$ 000'99$

334534 S, 4013HOVE 33453d S.YO0TIHDVE
d3d SNOILY134 Hoavy1 -
1S1VYD3dS
SNOILY134 TYI4LSNANI
1SI1v1D3dS SNOILY T34 H0gY1

HIOVYNYW S3LLITDY4 ONIDA01 -
40123410 dWYD
Y4I9YNVW T310H -
4IOYNYW ONIDA01

[enuapai) Aiasnpu| paziuboday
a34) A4LSNANI DY

NOILYdND0
(313194v1

0v6°6¥$ 95 3ay
T JALL

ooL‘zr$

334934 ON ‘I93710D IWOS

40SIAY3dNS
“4INYOM SITVS/T1Y13Y

0bT‘09$ 93ep 3ay
T dALL
00£'0S$S

334530 S.40T1IHOVE

4INNY1d INIAIR
NOILNIANOD ‘ONILIIW

0b6°6L$ 93eM SAY
€ ALL

009°LLS

33¥53a
S.A1VID0SSVY/S,40TIHOVE

401YNI400)

SIILSI1901 « HOLYLITIDVA
1)3104d 3119V * 1SITVID3AdS
INJWIDYNYI 1I3r0dd

HEART OF TEXS CAREER PROGRESSION LATTICES | 51

ks

i}
3

C%O:



009°L€$

a3yd/vYWo1dia s'H

d434vdidd
INIWdINDI T¥DIQIW

00S'8S$

a3dd AYLSNANI O3H

1SI90T0NHI3L
1I194NS

000°1L8$
334530 SALYIDOSSY

NYDINH)3L
(14W) ONIDYWI
JDONVYNOSIH JILINOYIN

XTI J )3 O]

SNOLLATOSxw0om

NOILYdNJD0 HOHONY

[enuapai) Aiasnpu| paziuboday
a34) A4LSNANI DY

NOILYdND0
(313194v1

00S'6T$

a3dd/vYINO1dIid “S'H

30IY ADYWHVYHd

099°9¢$ 93ep\ 3y
T JALL

00S'S€ES 00Z’c€$ 00€'9€$ 00Z'0t$

a3yd/vYWo1did s'H @a3yd AYLSNANI D3y 334934 ON ‘3937101 INO0S @3¥D AYLSNANI D3Y

NVDINHI3L
AJYWHYHd

b LERD
1440 TYYINID

1SINOILdIYISNYYHL
TIAINW

INVLSISSY JALLYYLSINIWAY
B A4YLIYI3S TIAIW

081 1S$ 9dep 3ay
T dALL

009°9t$

a3is/YWo1did ‘s’H

00€£'9S$ 009'95$ 00t'6€$

334934 ON ‘I937110D IWO0S 33493d ON ‘I93710D INO0S @3dd AYLSNANI D3Y

INVISISSY
JAILVYLSININGY B
A4Y13433S IAILNIIXT

L ERD)
ONISSII0dd AdI10d
B WIVT) INVUNSNI

1S11Y1D3dS
ay0d3y 1vIIaIW

140ddNS JALLYYISININGY
B 11440 ‘YOSIAYIdNS

09€°9L$ I8ep Ay
€ ALL

00Z'90L$ 008'9S$ 001/99% 002°LLS

33453d S.Y0TIHDOVE

33493 ON ‘I93110D INOS

431snrav dwod syandom-
JINIWYX3 WIYD TVIIaIN -
4OLYOILSIANI B
YINIWYX3 ‘YaLsnrav Wiy

33¥93A S.ALVIDOSSY 33¥93A S.ALVID0SSY

INIW3IDVNYW @4013Y
YIDYNYW LINN SSINISNY -
4I9VNYW

DIAYIS JALLYYLSINIINGY

1SI90TONHIIL
NYIDINHDAL J1907010vY

JIOVNYI
JWOH Tvd3INN4

o

JAIY ADYINYYHA -

(]
L
Y
-
<<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
o
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
N
n



00S'9€$

Q34D AYLSNANI O3
/YWO1dId ‘S°'H

NVIDINH)31 TYLIASOH *
INVAN3LLY ¥NVE 40019 *

ISIW “4INYOM
140ddNnS 34YIHLIIVIH

000'vt$

d3¥D AYLSNANI O3

H)31 AdVHIHL NIDAXO *
933 - H)ILSISATvVIA -

“JSIW ‘NYDDINHIIL?®
1SI190T0NH)IL HLTVIH

00€‘00LS

334530 S.ALVIDO0SSY

1SIdV43IHL
NOLLYIavY

smtcrousy e Lo peagsy DUy

# 44 SYIIL 0 LEVIH # 53 mu.mo.m

SNOLLATOSxw0om

000°Lt$

d34d AYLSNANI O3

1SIdVY43IHL IDVSSYW

002'£9%

33453A S.ALYIDOSSY

INVISISSY
1SIdVY43HL TYIISAHd

000°vOLS

334D3A S, HILSYW

1SIdV43IHL
TYIISAHd

JAIY LSIdVYIHL TYDISAHd -

NOILYdNJD0 HOHONY

00Z'6T$

Q34D AYLSNANI O3H

101V 1SIdVY43IHL TYIISAHd

00S'0S$
334530 S,HO1IHOVE

1SIdVY43IHL
TYNOILYIdDIY

ooL‘LES

a34d AYLSNANI O3d

INVISISSY
ONISUNN

00S'€9$

334530 S.4013IHOVE

JINIVHLIILITHLY

00L‘LLS

334530 S.Y0TIHOVE

d01YNIqy00d
WY4D04d NOLLITIGYHIY

AdYY43IHL OYAAH * 1SIdVHIHL

AINIAN3dIA TYIIWIHD -
ISIN ‘ISIdY4IHL

oor‘zss

Q34D AYLSNANI O3H

(Nd1/NAT)
ISUNN TYNOILYIOA B
TYI1LIVYd AISNDIT

00£°L8S

EELDE[CER.ENRY ]

1SI9010H1vd
1OVNONYT-HI33dS

[eruapax) Aisnpu| paziuboday
34) A4LSNANI DY

NOILYdND0
(313194v1

0ZI°6E$ A3ep 3AY
T JALL

00S‘0€$

Q34D AYLSNANI D3H

()
AdVY43IH1 TYNOILYdNII0

09°09$ d3eA\ 3AY
T JALL

00L'9L$

33¥93A S.ALVIDOSSY

INVISISSY 1SIdVdIHL
TYNOILYdNI)0

09h°16$ d3eM 3av
€ ALL

009'00L$

33493A SAHILSYIN

1SIdY43IH1 1YNOILYdN)D0

HEART OF TEXS CAREER PROGRESSION LATTICES | 53

eI 0 ARRITY

CEO:!

CRTCOMER

LEMTRD FL



00L‘LYS

a3xd/vYWoldia - s'H

401vd3do
SS3dd ONILNIYd

009'vt$

a3yd/vYnoidia s'H

4014340 INIHOYW
ONIDITS B ONILLND

006'6.$

334534 S.3LVIDOSSY

401v43d0
A43INI43Y B WILSAS
dWnd WNn310413d

i) gt oS0 By

# 44 SYXIL 0 LEVIH # & & mu.mom

SNOLLATOSxu0om

00L‘9€$

d3¥d/VYWO1did 'S'H

4319W3SSY Wyil

00t'9S$

@3dd AYLSNANI O3
/VYWO1dId ‘S'H

401v43do
INIWdINDI TYIIWIHD

00£'8S$

33¥534a S3ALVIDOSSY

NVDINH)3L
TYIIWIHD

dIdTIH YINMIOM NOLLIONAOUd -

NOILYdNID0 HOHINY
000'VES

d3¥d/YINO1dId ‘S'H

43d13H 4INYOM NOLLINAOYHd

00L'9€E$

a3Yd AYLSNANI O3
/YWO1dId ‘S'H

NYDDINHDL ONISSI)0dd
401ONANOJIWIS

006°LY$

ais/vYWolidid ‘s'H

401v43d0 INIHOYW
$A009 43dvd

00S°LSS

Q34D AYLSNANI O3

dIMYW 31031001

00v'29$

334D3A ON ‘I93110D IWOS

4INYOMONILYY3IdO B
NOILINA0Yd ‘4OSIAYIANS

006°LVS

Q34D AYLSNANI O3

ISINIHOYW

008'59$

@34d AYLSNANI O3

4319W3ssY
SW3LSAS B ONIDOIY
JUNLINYLS LIVEDHIV

[enuapar) Ansnpuj paziubolay
@34 A4LSNANI DY

NOILYdND0
313194Vl

00€ TH$ Adep 3ay
T JAIL

00€’LSS

Q34D AYLSNANI D3

401v43do
1001 °)'N?)
0b€°€S$ adep 3ay
7 9ALL
00£°09$

Q34D AYLSNANI O3

4IWWYY90ld
T00L°)°N")

0T8'9$ d8eM 3AV
€ ALL

00£°LSS

334534 S.ALVIDOSSY

ISATYNY T041NO) NOILINAOYd

H)ILT0YLNOJ ALITYND *
NYDINH)AL
ONIYIINIONT TYIHLSNANI

(]
L
Y
-
<<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
o
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
<
n



009'8t$

334530 S.40TIHDOVE

1SATYNY
INNIAY “401>3T10D
"dINIWYX3 XYL

008'59$

d34d AYLSNANI O3

4OLYOLLSIANI
B 401)3dSNI 3414

005'99$

Q34D AYLSNANI O3

LETLPIEELE

oo e Lo peas e Bumey

# 44 SYIIL 0 LEVIH # & & mu.mom

SNOILATOSxw0om

NOILYdNJD0 YOHONY

ooz'ovs

a3io/YIWo1did ‘s’H

ALIINIIS SNdWYD < HOLINOW IDNYTTIIAYNS * YIAYIS ALNVHYYM * IONVY Hdvd

00ot'LSS

d34d AYLSNANI O3
/VYWO1dIA ‘S'H

141ive

002'T9$%

33453A S.ALVID0SSY

43)1410 1041vd
14143HS B 110d

00S‘64$

334530 S.YO0TIHDVE

LENE D
JWYD B HSI4

SNOINYTTIDSIIN

“JSIW “4INYOM TDIAYIS IAILITL0Y

009°€v$

aio/vinoidia - s'H

43vre
4301440 TYNOILIIYHO0D

00S°LY$

a3io/vYinoidia s'H

4INIIHIS ALIENIIS
NOILYLYOdSNYYL

009°LS$

33493A ON ‘I93710D INOS

4301140 TYNOILIIHHO0D
‘40SIAY3dNS

00Z'€6$

334530 S.40T1IHOVE

AAIL)3130 B I1710d
‘40SINY3dNS

UINYOM IOTAYIS TIATLDILOUL -

00Z°L9%

Q34D AYLSNANI D3d

434n1dvI SNOINVLINWIS
3 43140434 L4N0D

000°0€LS

33453d TYNOISS3I4108d

AINYOLLY F1LIL -

43aN343adiand
4OLVIGIW B YoLvHLIgdY

d3amvi

[enuapal) Ansnpuj paziuboiay
34D AYLSNANIIIY

NOILYdND0
(3131941

001‘8P$ 95 3y
T JALL

006'0S$

334530 S.ALVID0SSY

INVISISSY
1v931 B 1Y9HI1vHvd

ObL°8S$ 98eM SAY
T JALL

006°CS$

334530 S.40TIHOVE

4OLYOILSIANI B
IAI1)3130 1VAIYd

089°98$ 93eA\ 3AY
€ ALL

00Z'v9$

334530 S.Y0T1IHDVE

dOLYDILSIANI
TYNIWIYD B JAIL)ALIA

n
n
w
w
Y
E
<
-
=
]
v
wv
L
o
[C]
o)
oc
a.
o
w
w
o
<
v
v
x
L
-
('
[e)
T
oc
<
w
I




009°L€S

d3¥D AYLSNANI O3
/YWO1dId ‘S'H

4ITIVISNIB
4341vd3y SSY19 oLny

00L'09%

334930 S.ALVID0SSY

d3d1vdid
INIWdINDI T¥DIQIW

00L‘€9$
334930 ON ‘393110 IWOS

006'9t$

a3dd AYLSNANI O3H
/VYWO1dIa ‘S'H

NYDINHI3L
DINYISDINYHIIW
INIWdINDI WYY

00Z'TS$

d34d AYLSNANI O3

JINVYHIIW LIITHHOS *
JINYH)IW 43Z0dT11Nng *
JINYHIIW INIWJINDI

AAV3H 311900

000°L9%

Q34D AYLSNANI O3

NOILYdNJD0 HOHONY

00L°LES

@34d AYLSNANI O34/VNOTdIA *S'H

NVDINHI3L

DIAYIS IDIHIATYNOILYIYIIY

00Z'6v$

d34d AYLSNANI O3
/YWO1dId ‘S'H

JINVHIIW
NOILYHIDIYIIY B
">'Y ‘ONILYIH

006°LY$

a34d AYLSNANI O3
/YINO1dIA ‘S'H

JINYHIIW INIONI TIVNS
8 43IM0d 400ALNO

009°2S$

d3¥D AYLSNANI O3
/YWO1dIA ‘S'H

A4INIHOVW
4INYOM DNYNILNIVW

008's9$

Q34D AYLSNANI O3

008'0S$

d34d AYLSNANI O3

4341vd3Y B 4ITTVLISNI
ANTYA B T04LNOD

006°€9$

3345340 S.3LVIDOSSY

[enuapan) Ansnpuj paziubolay
@34 A4LSNANI DY

NOILYdN)J0
(3113194l

09T pP$ 98eM 3AY
T ¥ALL

00zZ'sv$

Q34D AYLSNANI O3

JINVHIIW B NVIDINHIAL
DIAYIS JALLOWOLNY

080°€S$ Asep| SAY
¢ 4ALL

00L'6¥$
@3¥D AYLSNANI D3

1SITYID3dS
ANION3 135310
8 JINVHIIW XDNYL/Sng

096 $9$ 33ep 3ay
€ ALL

000°LLS

33453A S.ALVIDOSSY

FRITY
CRTCOMER

Eulah
AL

C%O:

INIWdIND3 NOIL L EREUERY
4341Vd3d 3 4ITVLSNI -Y140dSNYYL ‘4341vdId SIILSAS B ONIDDIY
“INVH)IW “40SIAYIdNS JUNLINYLS LIVEdHIV JINVHIIW LiVHDHIV
SNoTiATocoior  NYIDINHOIL IDIAMIS ITOIHIA TYNOIIYIYDTY - @

56 | HEART OF TEXS CAREER PROGRESSION LATTICES



NOILYdNDD0 HOHONV

00€‘0€$ [enuapan) Ansnpuj paziuboday

34D AYLSNANI DY
Q35/YWOo1dId ‘S'H

HEART OF TEXS CAREER PROGRESSION LATTICES | 57

NOILYdNI0 .
NOSH43dS31vS 1IV1Id 31394v1
08€‘0p$ 35ep Ay
I dALL
00L'€€S 00Z'LS$ 00£'9€$ ooL‘zy$ 00L'8€$
a31d/YWo1dia s’H 334530 S.40TIHOVE a3n/YWo1dia‘s'H 33¥D3a ON ‘3931102 AWOS QI9/YWO1dIa‘s'H
d34 1)DY SI1YS * 434 STTVS dIHS 431D NOILAI¥DSINS *
INYANILLY DNINYITIAYA * -4IAWIW * 434 STTYS 318V NOSY3d SI1¥S DOTYLY) *
N431) 4 TYLNIY - JDNVYNI4 B INVHNSNI X3 JAILYINISIH4TY 40SIN43dNns 431D 430YHO TIVW
N431D TVINIY HILINNOD “d34 S1VS SINYIS S31vS 4IWO01snd SIS TIV13Y Y431) 43440
09p°8p$ Adep SAY
7 JALL

oov’LYS
a3in/vYwoidia ‘'s'H

IN3I9V NOILYAYISIY *
INIOV 1IDIL INITHIV

SHY31) B SINIOV LDDIL NOIL
-Y140dSNYYL/NOILYAY3SIY

00.L6$

33¥53d S.YOTIHDVE

43INIONI 1INA0Yd * HIINIDN]
SNOILNTOS LN3IT) * YIINIONI
INIWd013A3a SSANISNG

HIINIONT STTVS

T

.4.:.-. 40 u.n.:um e mu.mom

SNOILATOS s zom

009'09%

334934 ON ‘I937110D INO0S

43049 LHOI13Yd -
d34 S31VS A1ddnS DI440

ONIYNLIVINNYW B ITYSTTOHM
“d34 S31YS T¥DINHIIL-NON

oot ‘z8s$

334530 S.40TIHOVE
431049 ANOWYIQ ITYSTTOHM *
d34 31VS 1¥I1LNIDVYWHYHA * DNI

-4NLIVINNYW B 3TYSIT0HM
'd34 S31VS TVIINHIAL

006°Ct$

d3¥ AYLSNANI O3

INIDV
11v1S3 V3

00v'z9$

Q34D AYLSNANI O3H

4nioye
A1v1S3 1v3Y

NOSY3dSITYS TIVLIY -

008'LYS

a3o/vWoidia ‘s'H

4DDIH) ISNOHIYYM
401v43d0 31vdS -

431dWYS B 4MDIHD
‘43HDI1IM DNId33N a40d3Y

ooL‘LOLS

334530 S.40TIHOVE

YIOYNYW J40LS INJWLYYdIa-
JIOYNYW INNODDY STTVS
401341d IDYIWWO0D

YIOYNYI ST1VS

009'6v$

334934 ON ‘I93710D INO0S

4O1YNIQ400d TYIYILYW *
TOYLNOD AHOLNIANI -
NY31) ONILIAIdXI B

ONINNY1d NOILINAOYd

020°08$ d3ep 3ay
€ VALL

00S'29$

334530 S.YOT13IHDVE

43ANG ALIGOWWOD *

Y3SYHDUN 31¥STIOHM -
(WYY4-NON) S43ANg
TIV134 3 3TYSTTOHM

S0 abRITY
ITC Ok

FuTE FL

C%O:



00€'6€$ 0oz'zes

a3io/vINo1did ‘S'H a3is/vYWo1dia - s'H

4INYOM LNIWIDHO4N]
B ONINYYd

NOLLYDINNWWO0)313L
Al134vs)Jiand

006'0v$

a3s/vVnoidid 'S'H

4OLYNIA400) Y3LYYHD *
43HD1YdSIA SNG T00HDS -
4IHDLYdSIA XVLALD *
DI04 B 3414 °X3

"43HdLvdsIa

005'99$

Q34D AYLSNANI O3H

431HO14341d

008'59%

d34d AYLSNANI O3

00S°6.L$

334530 S.YO0T1IHDVE

NIadvm
JWYD B HSI4

4OLYOLLSIANI
B 401)3dSNI 3414

D L e

# 44 SYXIL 0 LEVIH # & & mu.mom

SNOILATOSx30m

NOILYdNJD0 YOHONY

008'6C$

a3io/YINo1dId 'S'H

ayvnd ALIINDIS

ooz'ov$

a3io/vYINOo1dId 'S'H

ALYNDIS SNWYD - YINYIS
INVHYVYM * HIONVYH Hdvd

“JSIW “4INYOM
DIAYIS IAILIIL0Hd

009°€t$

a3in/vYwoldia ‘s'H

4Imvre
43)1440 TYNOILYTHY0)

002‘T9%

3345340 S.ALVID0SSY

4331410 1041vd
14143HS B 1104

00Z'€6$

33¥53A S.YOT13IHDVE

JNILIALIAR
1I10d ‘40SIAYIdNS

@y ALIMNDIS -

009°LS$

334934 ON ‘I53710D INO0S

4371440 TYNOILIIHY0D
dO0SIAY3dNS

000'88$

3345340 S.3LVIDO0SSY

4IN4OMNOILLNIAIYd B
ONILHOI43414 “40SIAYIdNS

[enuapan) Ansnpuj paziubolay
34D A4LSNANIDIY

NOILYdN)0
@313194vl

09S°0b$ Adep Ay
T ¥AIL

00S'LYS

a3io/YIWo1did ‘S’H

JINIIWOS ALIINIIS
NOLLYLHOdSNYYL

0T8°bS$ Adep 3ay
T dALL

006'CS$

334534 S.YO0T1IHDVE

dJOLYOILSIANI
8 IA11)3130 ILYAIYd

0bI‘SL$ 95eM 3aY
€ ALL

00Z'v9$

334530 S.40T13IHOVE

SYOLYOILSIANI
TYNIWIYD B JAILIALAA

(]
L
Y
-
<<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
c
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
o3
n



009'8€$
@3D/YWO1dIa s'H

431D DNVHNSNIAYIIAIW
X437) I9NVHIXI NDIFHO0d

X431 ONLLSArAy SLNNOJDY

431D ONILS0d B ONITTIG

00€'LYS

33493d ON ‘I93710D INOS

143D Liany
3 ‘ONILNNODDY
‘DNI1433)%009

oov'vLS

334530 S.Y0TIHDVE

doLiany
‘INVLNNODDY

P —

# 44 SYXIL 0 LEVIH # & & mu.mom

SNOILATOSx30om

NOILYdNJD0 HOHDONY

00L'VES
a31o/¥Wo1dia s'H

431114 43QHO * NYIDINHIIL ISNOHIYYM * ILYIDOSSY LNIWTTIATNS

006'8€$

a3io/vINo1did ‘S'H

IN39V DNIddIHS *
INIDV IIIAYIS dWVY *
SINIOV 1HDI3dd B 094Y)

00£'€S$

a3io/yYWoldid ‘s’H

319D TIYW
IAYIS TV1S0d

006'vS$

334934 ON ‘I93710D INO0S

JINYOM DNINOW TYIHILYW
B NOILYLHOdSNYYL
"40SINY3dNS

SUATTII YIAYO ¥ YIADOLS °

437114 43A40 B YINDOLS

00LLES 009°6¥$

a3is/vYWoldia ‘s'H

334534 ON ‘I93710D INO0S

431D AYOLNIANI
B ONIAIZIIY ONIdIHS

Y431 ONILIAIdXI B
HONINNY1d ‘NOILINA0Yd

00Z'sv$ 00Z’'LYS

a3id/vNo1dia ‘S'H 334934 ON ‘I93710D INO0S

YINNNY SLYYd
H4IAINA NYATILOH *
IAIYA AYIAITIA NOZYWY
43IAIIAXONYL LHOIT

bLELD
ONIdIINIWIL B T1I04AVd

LSO'v8$

a3dd AYLSNANI O3

008'€9$
@3¥D AYLSNANI D34

H4IAIYA H3lgEYd oLny -

H4IAI4A NYA ONIAOW *
43IAI4A INYH DNOT -

JIAIHA XONYL AAYIH

43dvdIdd Xvl

[eruapan) A1nsnpu| paziuboday
@34 A4LSNANI DY

NOILYdNJ0
(3113194l

091°0b$ 3Sep Ay
I ¥ALL

00L‘8€$
a3In/VWO1dIa s'H

431009 43a4o -
NHI1) HIAHO TIYW *
X437 ONISILYIAQY

X431 43040

0TS 9p$ Adep 3ay
T dALL

002'LYS

334934 ON ‘I53710D INO0S

bLELM
ONISSII0dd ADI10d B
SWIVT) INVHNSNI

0LL'69$ d8ep 3aY
€ MALL

00£°LLS

334934 ON ‘I3937110D IWO0S

YOLYOILSIANI “4INIWYX3
daisnray sSwWiv

HEART OF TEXS CAREER PROGRESSION LATTICES | 59

w10 ARRITY
ITC Ok

FuTE FL

C%O:



P

X0

N

00L'v¥$

a3io/vYNo1dIid ‘S'H

401v43do
ANIHOVIN ONIAVYdS
‘DNILNIYd ‘ONILY0D

008'st$

d34d AYLSNANI O3

43Zv49® 43430105
‘Y3LLN) “43@1IM

000'84$
334930 SALYIDOSSY

(13A31393110))

40LINYLSNI
TYIINHIILONIATIM

(m.,__wm.num wm_‘um e mu.mo.m

,QHqucmm MOM

006°LY$

a3io/vinoidia ‘s'H

d01v43do
ANIHOYW $A009 d3dvd

008'59$

d34d AYLSNANI O3

LERELTENY Y
SIALSAS 3 ONIDOIY
“JUNLONYLS LIVEDYIY

00L‘€9$

334934 ON ‘I93710D INO0S

4341vd34 B YITVLISNI
JINYHIIW “40SIAY3dNS

NOILYdNJD0 HOHONY
00L'9€$

a3io/YNo1did 'S’H

4319WISSY Wyil

006°'LY$

d34d AYLSNANI O3

ISINIHOYW

0ot LYS

a34d AYLSNANI O3H

4IHOIIM B
43140S 431531 ‘40L)IdSNI

oor‘zs$

Q34D AYLSNANI O3

JINVH)IW
AYINIHOVW TYIHLSNANI

009'98$

33453A S.YO0T13IHDVE

4IINIDNT ONIINLIVANNYW
HIINIONT AINIDIAT -
H3INIONT ONIDYYDVY

YIINIONI TYI4LSNANI

HITHINISSY INVAL -

00t'29$

334934 ON ‘I93710D INO0S

JINYOM ONILYHIdO B
NOILINAO0Yd ‘YOSIAYIdNS

00S‘sOLS
334930 S.¥O013HOVE

4I9YNYW T04NOI ALITYND *
INJANILNIYIdNS INV1d
JIOUNYW

NOLLYNAOYd TYI4LSNANI

[eruapan) A1nsnpu| paziuboday
@34 A4LSNANI DY

NOILYdNJ0
(3113194l

001 bb$ Adep 3ay
I ¥ALL

00L‘9€$

a34d AYLSNANI O3

NYIDINHI3L ONISS1D04d
401ONANODIWAS

0bS‘SS$ Adep 3ay
¢ 4ALL

00€°LSS

a34d AYLSNANI O3

401v43do
1001 J°N*)

00L‘8L$ d5em 3aY
€ MALL

00£'09$

Q34D AYLSNANI D3Y

4INWYY904d
100L°)'N")

(]
L
Y
-
<
-l
=
o
wn
(%]
w
o
O
o
cc
a
o
L
w
o
<
v
(%)
>
w
[
L.
o
-
o
<C
w
I
(=4
(]



009°L€S

Q34D AYLSNANI O3
/YWO1dId ‘S'H

YITTVISNI B 43Y1VdIY
SSY19 JALLOWOLNY

009°LS$
Q34D AYLSNANI D3Y

HITTYLSNI
ANIHOYW NOISID3dd  401)343
AYINIHOVW + 43L13S INTHOYW
LHOIAMTTIW

00L'vS$

Q34D AYLSNANI D3

NVDINHI3L
NOLLYWOLNY TYIY1SNANI

30y Bunpey

# 44 SYXIL 0 LEVIH # & & mu.mo.m

mzs.—h:qcmm AOM

00L°LES

Q34D AYLSNANI O3H
/YWO1dIAd ‘S’H

NYIDINHI3L 1IIAY3S
JDIHIATYNOILYIYIIY

00Z'st$

d34d AYLSNANI O3

JINVYHIIW 3 NVDDINHIIL
1DIAY3S JALLOWOLNY

00Z'6v$

Q34D AYLSNANI O3

1S11YD3dS
ANI9NI 135310 B
SJINYHIIW XDnYL/snd

YIDONYHD % YIIIVdIY JYIL -

NOILYdNJD0 YOHONY

00Z'LES

a3io/vYINo1dIid ‘S'H

4IONVH) B 4341VdIY 3411

oov‘zss

d34d AYLSNANI O3

JINVHIIW
A4INIHOVW TYIHLSNANI

00Z'St$

a34d AYLSNANI O3

4341vd3Y aILY134 R
AQ09 JALLOWOLNY

009°CS$
Q34D AYLSNANI D34/YWO1dIQ 'SH

4ITANYH ONITINS3Y 140dHIY
JINVYHIIW JI41331I00AH *
A4INIHOVW
"4INYOM INYNILNIYW

00L‘€9$

334D3d ON ‘ID3110D INOS

434IvVd3d 3 YITIVISNI
JINVH)IW “40SIAYIdNS

002°LSS

a3io/Ywoldid ‘s’H

JINVH)IW INIWJIND3

AAY3H IT190W

00S‘6.$

Q34D AYLSNANI O3

4341vd34 3 YITIVLSNI

401v1Y)S3 3 HOLVAITI

[enuapan) Ansnpuj paziubolay
@34 A4LSNANI DY

NOILYdN))0
(313194l

001°€H$ d8ep Ay
T ¥ALL

ooL‘zy$

d34d AYLSNANI O3
/VINO1dIa ‘S'H

43yivday
4000 TYIINYHIIW

P8ETSS ATep Ay
7 JALL

vze'09$

Q34D AYLSNANI O3

NVYDINH)IL
(01d) 43T1041NOD
1901 319YWWYYD04d

0bT €9$ d3eM SAV
€ ALL

002'69$

d3¥D AYLSNANI O3

43TIVLISNI
ANITYIMOd TYOIYLIITE

HEART OF TEXS CAREER PROGRESSION LATTICES | 61

CAEO =i



62| C/EO i



Methodology and Approach to Building
Career Progression Lattices

The concept behind upward wage mobility is simple; just find another job that pays more
money! But life doesn’t come with a roadmap that lays out everyone’s path and labor market
data are imperfect. And after high school most folks don't have access to a guidance counselor
to help them navigate education and career options. Each person’s career journey is unique. In
other words, there is no right answer for everyone. But everyone deserves to know that there
are advancement opportunities available if they are willing to make an investment in them-
selves to do what is necessary to benefit from them.

“If you are not willing

The lattices developed for this project show possibilities for upward =~ 0 learn, no one can help
career and wage mobility based on the similarity of knowledge and = you. If you are determined
tasks performed across occupations. It is one thing to understand to learn, no one can stop

»
that a Cashier routinely deals with the public, but another to exam- = Yo#.
716 Z1GLER, American

ine the various other careers in which interacting with the public is Ame
author & motivational speaker

also a valued skill. Or, for that matter, taking advantage of other skills
like using a point-of-sale terminal, resolving invoice, purchasing, or payment discrepancies,
or maintaining sales records. To do that we need a structured, skill-oriented, data-informed
methodology that shows connectivity and similarity among occupations.

Each career progression is developed based on identifying related and transferable skills and
common sub-knowledges among occupations. There is no such thing as a best or exclusive
route to career success, even on the same lattice, for every individual. That would violate the
very premise upon which the lattice concept is built. Each tier of a career progression lattice is
based on the degree of skill and knowledge overlap or similarity between and among occupa-
tions. Behind each occupation on each tier of the lattice is a cosine similarity coefhicient that
measures the ‘fit’ between the Anchor occupation and each occupation on the subsequent

tier. Behind the scenes in the skill and sub-knowledge matching process, the similarity coef-
ficients provide a relative measure of the degree to which occupations share common skill sets
and underlying knowledges. Clearly, the greater the similarity, the greater the likelihood that
a person working in one occupation has the knowledge and skills needed to become qualified
for jobs in similar occupations. Each tier of a lattice is designed to show multiple occupations

with high skill and knowledge commonality.

B 1t Starts with a Common Skills Language

'The first step in the methodology was the construction of customized master data files that
include detailed work activity*> (DWA) profiles for each occupation, plus regional labor mar-
ket data for the Heart of Texas region.

32 A detailed work activity (DWA) is a transferable skill statement within an occupational title that describes specific activi-
ties a worker is likely to do on the job. DWA's represent the most practical, relevant, and pervasive proxy for a ‘skill’ in the
current information marketplace — with ‘skill’ defined broadly as a capability to perform tasks that have a positive effect on
productivity. The original DWA domain was developed as part of the content model for the federal ONET initiative.
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To construct the source data files, a master database was built that includes all Standard
Occupational Classification (SOC) occupations with several labor market metadata de-
scriptors. A DWA profile was constructed for each SOC code in the occupational universe
based on the Ski/lsEngine Detailed Work Activity skill library. SkillsEngine is a start-up
initiative of the Center for Employability Outcomes (C4EO) at Texas State Technical
College. SkillsEngine provides advanced skill curation and translation expertise that can
be used to transform unstructured text into rich occupational metadata. The Ski/lsEngine®
DWA library includes over a thousand job titles, but our analysis was limited to SOC
occupations found in the Heart of Texas region to facilitate the connection with regional
labor market information. The Ski/lsEngine DWA skill library is an enhanced and extend-
ed version of the ONET domain of the same name. It has been meticulously modified,
expanded, and curated by TSTC/ SkillsEngine staff and outside industrial psychologists
to improve consistent sentence syntax, appropriate action-based verb selection, and more
complete and appropriate DWA-to-occupation assignments. The current version of the

SkillsEngine DWA library has several thousand more skill-to-occupation assignments than
ONET.

B Regional labor market criteria

Attached to each occupation are several important regional labor market characteristics
variables, including education level, wages, job postings, and employment projections.
These data were used to regionalize the lattices to ensure that occupations not found in the
HOT job market were not included on a lattice. Occupational wages are used to establish
each tier on a lattice and to show the end user how much the median worker earns in that
job within the region. Employment projections are used as a sorting criteria. In the final
selection process, every effort was made to include those occupations that have the bright-
est employment outlook.

Education level plays an important part in the selection of Anchor occupations. However,
as discussed in the section that contrasts Career Progression Lattices and Career Pathways,
upward movement on a lattice is not dependent on achieving any specific educational
award. Although it is not a requirement that formal education and training increases as
one moves upward within a career lattice, invariably higher earnings are strongly correlated
with higher levels of education. Thus, education level is one important labor market vari-
able used in our calculations.

The most common source of education level by occupation is the ‘typical education’ vari-
able developed by the Bureau of Labor Statistics (BLS). BLS researchers use an eight-
category taxonomy within which every occupation is assigned a rating that is the typical
entry-level education® . For career progression purposes, it is important to understand not
only the entry-level education, but the educational requirement that allows a worker to be
competitive for any job in that occupation.

3 8SkillsEngine also offers an API that can be embedded in any end-user software system to serve as the

skill translation engine for profiling curricula, job postings, resumes, etc. See SkillsEngine.com for additional
information on the API and other skill translation capabilities.

%*The BLS education taxonomy is actually a three-part construct that includes additional domains for the
typical level of on-the-job training and experience level associated with the occupation.
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For some occupations there is little agreement on what the required education or training
should be. There is also a question as to whether the education level should be based on
the education level of workers already doing the job (incumbent workers) or the ideal
academic credential tied to qualification. Many incumbent workers hold different (typically
lower) education levels than what might be ideally desired by business. Cyclical patterns in
supply and demand will cause business to loosen hiring requirements when the job market
is tight and make them more stringent when job seekers are more plentiful. This results in
a broader range of education levels for incumbent workers.

For this analysis we incorporate a proprietary education assignment construct called the
Competitive Education Requirement (CER). The CER indicates the education level one
typically needs to compete for available jobs in the occupation (Froeschle 2019). There are
several noteworthy examples of the differences between the BLS and the CER data sets.
For example, the BLS assigns the label of ‘High School Diploma or Equivalent’to the oc-
cupation ‘Electrician’. In reality, extensive training after high school is required to become
a qualified Electrician. The BLS accounts for this through another domain they refer to

as “Training’ in which they include training categories such as apprenticeship. The CER
category of ‘Recognized Industry Credential’ (abbreviated as ‘REC Industry CRED’in the
lattices) replaces this rating. It implies high school graduation but also acknowledges the
need for post high school instruction, training, and/or formal credentialling to compete
for jobs in the occupation. The Recognized Industry Credential designation encompasses
occupations which typically require a 1-2-year certificate, non-credit workforce program,
e.g., Occupational Skill Award, license, third-party certification, or apprenticeship®. The
majority of this training takes place at Community and Technical Colleges. It is note-
worthy how many occupational options on the HOT lattices are included in this group,
signifying excellent career opportunities requiring relatively short educational investments.
Occupations rated as ‘Some college, No degree’are typically assigned to supervisory posi-
tions and refer to the need for some discipline-specific college coursework but not neces-
sarily degree attainment.

'The CER also offers several hybrid educational categories that are more reflective of the
competitive range of training options. For example, preparation for many information
technology occupations can come from multiple sources. These include jobs for which a
Bachelor’s degree might be optimal, but workers with an Associate’s degree or Certifica-
tion with the required skills also can compete for jobs®. In lattice calculations these are
reflected by the category Bachelors/Associates degree. Another hybrid category is High
School Diploma/Industry Credential (abbreviated as High school diploma/IND CRED
on the lattice graphic). These are occupations that typically require only a high school di-
ploma or GED but where evidence exists that a third-party recognized industry credential
is none-the-less valued in the job market.

%Combining all occupations that have a CER rating of Recognized Industry Credential, Associates degree and
Bachelor’s degree meets the WIOA definition of occupations with a Recognized Postsecondary Credential. WIOA
Section 3. Definitions (52) defines ‘recognized postsecondary credential’ to mean a credential consisting

of an industry-recognized certificate or certification, a certificate of completion of an apprenticeship, a license recog-
nized by the State involved or Federal Government, or an Associate or Baccalaureate degree.

*The tighter the occupational labor market, the more likely an employer is to lower formal education requirements.
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Occupational wage data is a critical piece of the labor market landscape for lattices. For
this project, we extracted the 2023 median occupational wages and ten-year (to 2033) oc-
cupational projections from Chmura Economics for the Heart of Texas LWDA. The wage
and employment projections data provide key significance on two fronts. The wage data
are particularly important in constructing the various tiers of the career progression lattice.
Chmura uses an updating algorithm keyed to job postings to provide more current wage
data which was valued in this highly volatile and competitive wage environment. There
was some thought to using the entry-level or 10th percentile wage figure, but the lattice is
intended to portray likely employment scenarios which are better reflected by the median.
'That said, some occupations offer higher premiums for experienced workers. Newly-hired

workers should not expect to earn that wage level.

For most regions, Chmura typically provides occupational projections and wage data for
843 SOC occupations. Because the labor market data are used to drive a comprehensive
weighting methodology that covers the universe of occupational employment, it is a prior-
ity to have complete coverage for all occupations. The employment projections allow for
regionalization of the lattices which reflect the local industry structure. It is not a coinci-
dence that so many of the lattices surround the manufacturing, healthcare, and retail trade
sectors as they have been major drivers of the HOT economy.

Finally, the lattices are designed to help workers in the Heart of Texas region. It makes
little sense to include an occupation on a lattice that doesn’t have any actual employment
in the region. While the lattice processing algorithms included all occupations in the SOC
universe, final occupations selected to appear on a lattice required 10 or more third quarter
2023 employment in the HOT region. Effectively, the final universe for the Heart of Texas
was winnowed to 681 occupations for lattice consideration.

B Selecting Anchor Occupations

'The primary goal of the career progression lattice initiative is to describe a framework
within which people can; 1) understand access points to reach the high demand/high wage
Target Occupations identified by Workforce Solutions Heart of Texas, and 2) visualize
and plan for long-term upward wage mobility. The Target Occupation list by definition is
populated by occupations that require some type of post-secondary occupational-specific
training or credential. The list is used to guide education and training investments funded
by the HOT Board so they must lead to a self-sufficient wage and require some level of
training. Thus, the occupations on the Target List are not typically entry-level. Which
means they are not intended to serve as Anchor occupations in a career progression lattice.

So what is an Anchor occupation? In lattice terminology the Anchor occupation is simply
an entry-level occupation, one which typically requires lesser education and training. By
definition, the Anchor occupation requires less education and pays a lesser wage than the
Target Occupations that are included in the upper tiers of the lattice.

So what is an Anchor occupation? In lattice terminology the Anchor occupation is simply
an entry-level occupation, one which typically requires lesser education and training. By
definition, the Anchor occupation requires less education and pays a lesser wage than the
Target Occupations that are included in the upper tiers of the lattice.
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'The HOT Target Occupations list includes thirty-five occupations. Several of these have
skill and knowledge similarities such that a single lattice can include multiple Target
Occupations. It is beyond the scope of this project to build lattices for every possible
entry-level job. In order to identify the best Anchor occupations that could serve as step-
ping stones to a Target Occupation, we conducted a reverse lattice calculation. Each
Target Occupation is analyzed to identify multiple entry-level occupations that meet the
following criteria:

1. 'The Anchor must have a median wage less than the Target Occupation

2. 'The Anchor must have an equal or lesser competitive education level as the
Target Occupation

3. 'The Anchor should have the highest possible similarity with the Target
Occupation based on the a) number of common work activities and b) common
sub-knowledge profile

4. 'The Anchor must have at least ten currently employed individuals in the Heart
of Texas economy to make it applicable specifically to the regional labor market®.
Occupations were selected that had higher levels of regional employment,
whenever possible

5. Whenever possible, the Anchor occupation should be among those occupations
from which current dislocated or unemployed workforce customers were last
found working. This prioritizes Anchor occupations that best match the most
Board customers, making the lattices useful to more Workforce Solutions HOT
customers™ .

The top seven (7) Anchor candidates were identified for each Target Occupation®.

'The first cut of this process resulted in 226 potential Anchor occupations that covered all
35 HOT Target Occupations. Winnowing the list to a manageable number is an opti-
mization challenge. The objective is to identify occupations that will align with the most
Target Occupations across the various tiers of a lattice, while also making certain that
every Target Occupation is connected to at least one Anchor occupation. In this optimiza-
tion process duplicate occupations were eliminated, along with occupations which had the
same or higher CER education rating. Remaining occupations were manually reviewed

to identify Target Occupations that naturally fit on the same career lattice, eliminating

the need for another unique lattice. The final total of thirty-one (31) Anchor occupations
included some Target Occupation redundancy but that only serves to highlight the point
that one can leverage skills from several different starting places and reach the same career
objective.

3”The HOT region had a labor force of 178,704 people
with 173,142 identified as working as of December 2023.
For both categories that represents 1.2% of the Texas

job market. As a relatively small economy, the Heart

of Texas naturally has less industrial and occupational
diversity than other larger metro areas or Texas statewide.
The Chmura labor market database used in this exercise
includes 843 occupational titles in Texas with 20 or more
employment. Conversely, the Heart of Texas has only 681
titles with 10 or more employment; the minimum em-
ployment threshold to be included on a lattice. The lesser
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diversity eliminates from consideration many job titles
that might have skill or knowledge similarity but do not
exist in sufficient numbers in the Heart of Texas region to
justify inclusion on a lattice.

8For this exercise TSTC solicited a list of UI claimants by
job title. These titles were crosswalked to SOC codes and
formatted for anchor occupation consideration.

%In several instances, such as for Dental Hygienists and
Paralegals and Legal Assistants, it was not possible to
identify seven reverse lattice possibilities.
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[] Defining the Career Lattice Decision Metrics

The database described above is built around the core process for identifying sequentially
higher tier occupations on a career progression lattice from the anchor occupation. The key

question in constructing the career progression lattice is what determines which occupa-

tions are sufficiently similar that they can be viewed as a viable career objective, require
a minimal amount of additional education and training, and build upon the individuals

existing skill set based on their work experience.

There are three primary dimensions around which lattice occupations are grouped and
selected. Each of these metrics has strengths and limitations, but collectively they paint a

compelling picture of career progression alignment.

Heart of Texas Primary Anchor Occupation List 2024
Anchor Ancljlor
Code Anchor OCC Anchor CER Label Median
Wage

1 51-2099 |Assemblers and Fabricators, All Other High school diploma or GED $37,100
2 | 131041 |Compliance Officers Bachelor's degree $58,100
3 | 15-1232 |Computer User Support Specialists Recognized Industry Credential $51,000
4 | 47-2061 |Construction Laborers No formal education $36,200
5 | 35-2012 |Cooks, Institution & Cafeteria H.S. Diploma/IND CRED $29,000
6 | 43-4051 |Customer Service Representatives High school diploma or GED $37,000
7 | 29-2042 |Emergency Medical Technicians Recognized Industry Credential $32,500
& | 43-8061 |General Office Clerks High school diploma or GED $37.400
9 | 51-9198 |Helpers, Production Workers High school diploma or GED $35,100
10 | 47-3013 |Helpers, Electricians High school diploma or GED $37.200
11 | 49-9098 |Helpers, Installation, Maintenance & Repair High school diploma or GED $32,200
12 | 31-1121 |Home Health Aides High school diploma or GED $32,200
13 | 43-4081 |Hotel, Motel, & Resort Desk Clerks High school diploma or GED $25,600
14 | 49-2000 |Industrial Automation Technicians Recognized Industry Credential $54,700
15 | 49-9099 |Installation, Maintenance & Repair Workers, MISC  |High school diploma or GED $39,200
16 | 49-9071 |Maintenance & Repair Workers, General H.S. Diploma/IND CRED $38,900
17 | 31-9093 |Medical Equipment Preparers High school diploma or GED $37,600
18 | 33-9099 |Miscellaneous Protective Service Workers High school diploma or GED $32,200
19 | 53-3099 |Motor Vehicle Operators, MISC High school diploma or GED $25,600
20 | 51-4081 |Multiple Machine Tool Operatars High school diploma or GED $34,200
21 | 31-1131 |Nursing Assistants Recognized Industry Credential $31,100
22 | 49-3053 |Outdoor Power & Other Small Engine Mechanics |H.S. Diploma/IND CRED $41,900
23 | 31-9095 |Pharmacy Aides High school diploma or GED $29,500
24 | 31-2022 |Physical Therapist Aides Recognized Industry Credential $29,700
25 | 49-3092 |Recreational Vehicle Service Techs H.S. Diploma/IND CRED $37,700
26 | 41-2031 |Retail Salespersons High school diploma or GED $30,300
27 | 33-9032 |Security Guards High school diploma or GED $34,200
28 | 53-7065 |Stockers & Order Fillers High school diploma or GED $34,700
29 | 39-1022 |Supervisors, Personal Service Workers Some College, No Degree $36,500
30 | 51-2092 |Team Assemblers High school diploma or GED $36,100
31 | 49-3093 |Tire Repairers & Changers High school diploma or GED $31,200

One dimension is alignment based on the underlying subject matter knowledge within
which workers function. We refer to these as ‘sub-knowledges.” This dimension looks at
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the extent to which two occupations share the same sub-knowledge orientation®. In the
language of curriculum development this sub-knowledge dimension can be viewed as a
foundational or shared academic understanding that undergirds the execution of a work
activity, a.k.a. the performance objective in a learning outcome.

'The sub-knowledge measure is excellent for envisioning how a certain knowledge pro-

file could be used to create a long-term career progression. But it does not adjust for the
necessary proficiency levels within a sub-knowledge. Which means that when you compile
the related sub-knowledges based on their respective work activity profiles both a Respira-
tory Therapist and a Nurse Practitioner have high concentrations of sub-knowledge in Basic
Patient Care, General Medicine and Practice, and Health and Wellness and thus have highly
correlated sub-knowledge profiles. But the proficiency level at which workers in each
occupation must practice each sub-knowledge is quite different and the actual duties per-
formed on the two jobs vary widely. When this is the case, the other major variable, complex
skills similarity, becomes the primary differentiator between any given occupational pair.

Linked pairs of occupations can also have common sub-knowledge profiles and yet have
widely divergent formal educational requirements and proficiency levels. Healthcare occu-
pations, which include multiple PhD or Professional Degree designations, tend to fall in
this category. A linked pair that includes a Neurologist and a Licensed Vocational Nurse
has similar sub-knowledge profiles and yet it is hard to think of them as being connected
on a Career Lattice. Yet, that common knowledge profile, while at two different proficien-
cy and formal education levels, does indeed connect these two occupations.

'The second dimension is the commonality of all work activities typically performed by
workers in an occupation. This dimension is referred to as ‘skill-based’ while the sub-
knowledge dimension is termed ‘knowledge-based.” The biggest difference between the
two dimensions is that a common knowledge foundation is likely to span occupations that
typically have a wide range of educational requirements. As another example, take two
occupations, Respiratory Therapist, which typically requires an Associate’s degree, and
Nurse Practitioner, which typically requires a Master’s degree. Although their sub-knowl-
edge profile is highly correlated, they only have 35 percent of work activities in common.
'Thus, to optimally define the similarity across occupations, knowledge similarity must be
balanced by the commonality of work activities performed on the job.

On a more pragmatic note, occupations such as Electrician Helper and Electrician share
a highly aligned sub-knowledge profile, and this measure does an excellent job of linking
them together. The sub-knowledge cosine similarity scores are a key metric to identifying
occupations which share common academic foundations.

A work activity profile shows the extent to which common, transferable skills are prac-
ticed across occupations. While the issue of proficiency still exists, the skill commonality is
more granular than the sub-knowledge domain. Comparing work activity profiles allows
for a detailed skill gap analysis. This highlights which skills are practiced in common, and

which are unique to each occupation.

“A cosine similarity matrix approach was applied to the Ski//sEngine sub-knowledge domain to identify the most highly
correlated occupational pairs. This approach allows for comparisons of two text-based vectors (sub-knowledges) using the
Complexity Index for vectorization. Outputs are normalized such that a score of 1.00 would be perfect correlation.
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Someone wanting to change occupations can be reasonably assured that, for example, they
already have 60 percent of the requisite skills and thus need to master only 40 percent of
the skills that are unique to the desired Target Occupation or occupational goal*. This
should motivate a job seeker knowing that they already have many of the necessary skills,
and also lessen the upskilling investment needed to compete for a new job.

But what if there is a strong total skill match between two occupations but certain job-
critical skills are among those missing? A simple skill count match rate can result in a high
percentage of common skills, yet the missing skills may be those most critical to success

in another occupation. They may also be those skills that are the most difficult to attain or
master. This introduces the need for another way to assess alignment based on commonal-
ity of critical skills. Moreover, not every occupational profile in the Ski/lsEngine skill library
has the same number of DWAs, so a simple match count provides an incomplete story of
the importance of the matched vs. unmatched skills. Thus total DWA match count was
considered in the final selection decision as to which occupations were selected for a given
tier, but it was not part of the rating algorithm.

The third dimension in this analysis is a subset of the complete transferable skills or work
activities measure discussed above. It is evident that all skills are not created equal. Work
activities such as ‘Bus tables in dining area’ and ‘Clean equipment and supplies’ are rudimentary and
can be done by almost anybody with no formal instruction or education. Simple counts of
common skills which can be performed by anyone are not a sufficient measure of align-
ment and do not highlight crucial skills that are most likely to drive common qualification.

Every work activity has a degree of complexity that determines the level or mode of
education and training typically needed to perform it successfully. In other words, some
skills are so simple they require nothing more than verbal instruction while others require
years of formal academic or technical training. The extent to which a work activity requires
tormal instruction is a significant indicator of the complexity of the skill required.

To make this adjustment we calculated a cosine similarity matrix score for each pair of oc-
cupations which was normalized to the top 100 DWAs for each occupation. A proprietary
Complexity Index score was used to prioritize the top 100 DWAs for each occupational
pair*. This measure is designed to control for the possibility that any two occupations
could have a high DWA match rate and yet lack alignment or similarity on the most cru-
cial and distinctive work activities. Those work activities that typically require some formal
instruction are identified as higher complexity. The third dimension identifies the extent
of match among work activities viewed as higher complexity and are a critical input to the
match algorithm and progression lattice assignment process.

“There is no guarantee here that the person has performed
the work activity admirably or to a high degree of profi-
ciency just because they held a job that includes the activity
in its profile. However, with exceptions for licensed occupa-
tions, proficiency is established at the individual job level.
The career progression lattice concept does not purport to
address varying job-specific proficiency requirements.

“The SkillsEngine DWA library has an internal pro-
prietary set of metatags established through statistical
inference adding explanatory power to each. There are three
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metatags that comprise a Complexity Index score for each
DWaA, including Education Source based on a variation of
the Blooms taxonomy, a competitive education level, and
an employment-weighted median wage rating calculated
across occupations in which a DWA is found. Occupa-
tions that have higher market value and typically require
post-secondary instruction are deemed more complex. For
greater detail see R. Froeschle, Noz Al Skills Are Created
Equal: Creating a Work Complexity Score in the SkillsEngine
DWA Database, 2021 (unpublished).
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Summary Methodology and

Career Lattice Data Elements

'The lattices presented herein are determined by a
highly data-driven methodology. Some occupational
linkages are intuitive, while others are less obvious.
But the connections are based on statistical skill,
sub-knowledge, and labor market similarities.

'The universe of occupational options included 843
SOC occupational classifications along with addi-
tional regionally specific alternate occupations. The
final universe was winnowed to 681 occupations to
ensure that only occupations with at least 10 work-
ers were included in the calculations.

'The process starts with the selection of Targeted
Occupations. Thereafter, the fundamental base line
questions are (1) to what extent does one occupation
match another along multiple labor market and skill
indicators, and (2) to what extent does an occupation
differ when compared to all possible occupations in
the labor market.

'The matching approach uses 4,860 Detail Work
Activities (DWA) and 368 sub-knowledge group-
ings from SkillsEngine assigned to each occupation
in order to represent various levels of skills needed
to perform on the job. Lattice calculations were
applied in reverse to identify Anchor occupations
that were entry-level in nature and yet represented
high skill connectivity with the Heart of Texas pool
of Target Occupations.

Each of the Anchor occupations subsequently serves
as the entry point for assessing occupational linkages
and career lattice associations. For tier level ascen-
sion through the career lattice, career choices are
analyzed and placed on the lattice based on skill and
sub-knowledge similarity, education/training, salary,
and related LMI attributes. Early versions of lat-
tice creation were based primarily on the number of
DWA skill matches among occupations.

'The new method incorporated the cosine similar-
ity matrix approach to optimize and statistically
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score the qualitative value offered by the DWA and
sub-knowledge domains. The efficacy of the cosine
similarity approach was tested and reviewed for

face validity. Statistical cosine similarity coefhicients
(using newly developed, DWA-centric Complexity
Scores for vectorization) were calculated for the sub-

knowledges and DWAs in each occupational profile.
'The top 100 DWAss based on Complexity Score

were used to 1) normalize comparisons across occu-
pations such that each occupational profile included
only the top 100 most complex work activities, and
2) reduce the potential impact of common, easily
performed work activities on the linkage process.

Numerous data tables were built for these coefhi-
cients to aggregate both sub-knowledges and DWAs

and were rebuilt for each tier within each lattice.

Processing algorithms identified matching decision
points for DWA skills and sub-knowledges between
and among all possible occupations in the HOT
labor market. For these calculations we assigned a
55% weight to the complex skills cosine similarity
score and 45% to the sub-knowledge cosine similar-
ity score. Total DWA match count was considered in
final selections but was not part of the algorithm.

'The same processing algorithms were applied to
each tier of each lattice in an iterative fashion based
on an aggregate skill profile developed for the five
occupations in the preceding tier. The new skill and
sub-knowledge profiles were processed as an aggre-
gate to arrive at decision points for the next tier of
occupations. Embedded thread matches — statisti-
cal interrelationships among occupations - were
compared to all possible occupations using critical
highest associations for decision points.

'The ultimate selection of which occupation was
placed in which tier was subjective, based on high
point and cut-off parameters of DWA, sub-knowl-
edge, and LMI inputs.
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B Developing Career Progression Lattices

To develop the career progression lattices from each Anchor occupation, five occupations
constituting Tier I occupational options were selected based on;

1) Highest match score with the Anchor occupation based on the total work activities
match rate which captures the percentage of DWAs an occupation has in common
with an Anchor occupation.

2) Highest cosine similarity matrix scores based on the top 100 most complex work
activities.

3 Highest cosine similarity matrix scores based on the sub-knowledge domain.

4) Regional occupational wages which are at or above the Anchor occupation

5) Regional employment in the third quarter of 2023 in the Heart of Texas.
Occupations with employment less than 10 were not considered regardless of
the strength of match in the other variables.

6) 'The closest competitive education requirement (CER) level to the Anchor
occupation and for each successive tier. The reason for selecting close education
requirement levels is to show opportunities for earnings advancement that do not
necessarily require additional formal education. A Jattice is intended to demonstrate
upward wage mobility but with the least amount of additional formal education.

Although each of the thirty-one career lattice diagrams starts with an Anchor occupation,
in practice that process starts with a worker’s resume or related work history that qualifies
them for employment in the Anchor occupation. An individual’s resume serves as a proxy
for their previous education, experience or qualifications that qualifies them to perform in
the Anchor occupation.

It is important to recall that this Career Progression project is linked to the HOT Target
occupations list, and Anchor occupations were selected based on their proximity to one

or more Target Occupations. Every effort was made to select Anchor occupations that are
typically viewed as ‘entry level’ to make the lattices most useful to those without jobs, those
Workforce Solutions HOT customers who appear as unemployment claimants, or those
cycling within the secondary labor market.

However, two things are true; 1) the project did not create lattices for every entry-level job
in the regional labor market®, and 2) for some workers getting a job in one of the Anchor
occupations could represent a career achievement. A previous report titled Everyone Starts
Somewbhere highlights the fact that at any time each of us finds ourselves somewhere in the
world of work. It might be at an apex job, an entry-level job, moving up or going nowhere
fast. Career Progression Lattices don’t judge wherever you find yourself, they only offer a

vision for moving your career forward. For some workers getting a job in an Anchor oc-

cupation can be defined as success.

# For the Heart of Texas we identified 273 occupations that typically require either no formal education or a high
school diploma/GED. We also created a Ul claimants file that showed the most common occupations previously held
by Workforce Solutions customers. In theory each of these occupations could be viewed as an entry-level job in the
sense that no additional post-secondary education is required. It is important to remember that this is an analysis of
jobs and not workers. There is no such thing as a low-wage worker, there are only low-wage jobs.
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To construct a lattice, each Anchor occupation was compared to all other SOCs based on
the variables outlined above. Using this approach, each Anchor occupation was connected
to multiple potential Tier I occupations prioritized by the strength of match algorithm.
Alignment scores of 40 and above for the combined cosine similarity coefficients were
considered as optimal first tier potential matches for the Anchor occupation. Education
levels and wages were also considered in the selection of the five Tier I occupations*.

To determine Tier II occupations, a cumulative DWA profile was created that was a com-
posite of DWAs from the Anchor occupation, plus DWAs from all five Tier I occupations.
'This creates a new ‘super Anchor’ occupational profile and assumes that workers on this
lattice have an expanded skill set from working in at least one of these occupations that
should be considered when seeking higher order opportunities®. Tier II occupations were
selected based on closest education level, the highest possible skill and sub-knowledge
cosine similarity coefficients, a minimum of 10 regional employment, and a median wage
that is above the Tier I average for all Tier I occupations. The chart below shows the aver-
age earnings for each tier for all the lattices.

Average Wage by Tier for Heart of Texas Career Progression Lattices
Anchor | Tier1 Tier 2 Tier 3 Highest
Anchor Occupation Lattice Median AVG AVG AVG Paying Apex
Wage Wage Wage Wage Occupation
Tier Averages $35,857 | $44,546 | $57,450 | $80,747 $104,315
1 |Computer User Support Specialists §51,000 | $66,940 | $87,000 | $117,040 $134,100
2 |Nursing Assistants $31,100 | $41,080 | $71,360 | $110,780 $217,500
3 |Industrial Automation Technicians $54,700 | $61,191 $73,360 | $102,940 $135,300
4 |Emergency Medical Technicians $32,500 | $46,280 | $63,360 | $92,280 $104,000
5 |Compliance Officers $58,100 | $60,060 | $66,500 | $92,020 $131,400
6 |Physical Therapist Aides $29,200 | $39,120 | $60,640 | $91,460 $104,000
7 [Customer Service Representatives $36,300 | $42,380 | 559460 | $87,120 $131,400
8 [Protective Service Workers, Miscellaneous $40,200 | $48,400 | $58,740 | $86,680 $130,000
9 |Home Health Aides $22,800 | $31,500 | $56,020 | $86,460 $118,200
10 |General Maintenance & Repair Workers $38,800 | $49,100 | $51,860 | $83,867 $124,000
11 |General Office Clerk $37.400 | $40,780 | $52,120 | $82,900 $107,600
12 |Medical Equipment Preparers $37,600 | $42.261 | $58,460 | $81,560 $100,300
13 |Retail Salespersons $30,300 | $40,380 | $48,460 | $80,020 $101,100
14 |Personal Service Workers Supervisor $36,500 | $49,940 | $60,240 | $79,940 $104,200
15 |Team Assemblers $36,100 | $44,400 | $55,540 | $78,700 $105,500
16 |Security Guards §29.800 | $40,560 | $54,820 | $78,140 $93,200
17 |Assemblers and Fabricators, All Other $37,100 | $42,060 | $54,020 | $77.,580 $86,600
18 |Pharmacy Aides $29,500 $36,660 $51,480 | $76,360 $106,200
19 |Motor Vehicle Operators, MISC $25,600 | $40,070 | $52,580 | $75,675 $86,700
20 |Electricians Helpers $37,200 | $48,380 | $60,487 | $75,180 $82,600
21 |Outdoor Power & Other Small Engine Mechanics $41,000 | $47,660 | $64,680 | $74,487 $82,600
22 |Installation, Maintenance & Repair Helpers $32,200 | $48,280 | $54,607 | $70,620 $84,700
23 |Stockers & Order Fillers $34,700 | $40,460 | $46,520 | $69,770 $84,051
24 |Multiple Machine Tool Operators $34,200 | $42,420 | $56,380 | $69,700 $04,700
25 |Institution & Cafeteria Cooks §29,000 | $32,700 | $44,380 | $69,640 $99,300
26 |Construction Laborers $36,200 | $42,340 | $52,860 | $68,660 $85,600
27 |Hotel, Motel, & Resort Desk Clerks $24,700 | $34,040 | $40,860 | $67.360 $72,600
28 |Installation, Maintenance & Repair Workers, MISC | $39,200 | $51,380 | $60,271 | $65,700 §71,100
29 |Recreational Vehicle Service Techs $37,700 | $44,260 | $53,080 | $64,960 §71,000
30 |Production Workers Helpers $34,000 | $41,300 | $53,340 | $64,820 $79,900
31 |Tire Repairers & Changers $31,200 | $43,100 | $52,384 | $63,240 §79,500

*While this project was largely limited to SOC occupations, there is nothing that precludes adding non-SOC occupa-
tions as long as a DWA profile and regional LMI are available. For this project we created profiles for three non-SOC
occupations; PLC Technician, Industrial Automation Technician (17-30XX), and Electrical Power and Industrial Systems
Technician (49-20XX) and assigned each a unique code. As expected, these occupations appear on several Lattices.

“The ‘super Anchor’ DWA profile is based on the statistical manipulation of three fundamental content values. The goal is
to create a robust skill and sub-knowledge cluster for each occupation from the previous tier.
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'The same iterative process was performed to generate Tier III occupations. In this itera-
tive process, each tier of SOCs brings forward a cumulative DWA cluster profile from the
preceding pass, excluding redundant SOCs from lower tiers. In other words, as we move
from the Anchor occupation through the various tiers, each match against the remaining
occupational universe includes all the DWAs that have been accumulated, weighted, and
re-ranked based on previous occupational options.

'The final occupational selections are essentially subjective, driven by highest skill and sub-
knowledge match based on the cosine similarity coeflicients, high overall DWA match
scores, evidence of above average labor market demand, and median wages. The competi-
tive education level is considered but it is not the primary driver. For example, in the case
of the Heart of Texas, several lattices have Tier III occupations that require only an Asso-
ciate’s degree, e.g., Radiologic Technicians on the Pharmacy Aide lattice and MRI Techni-

cian on the Medical Equipment Preparer lattice®.

'The occupations selected for the career lattice map represent the highest similarity with
occupations from the preceding tier. It is important to note that limiting the progression
to five top occupational matches is arbitrary, mostly to facilitate visual display of the data.
In reality, each tier can have many more highly matched occupational options. The goal of
building the career lattice maps is to quickly demonstrate the potential for progression, not
to catalog all possible options.

Although the potential for upward career movement is theoretically unlimited; by includ-
ing only the best aligned occupations across three tiers, the lattices show possible career
paths starting with each Anchor occupation. The competitive education level is considered
in building the tiers in each lattice, but as noted previously, upward movement from one
tier to the next might require extensive additional formal education. In thinking about ca-
reer progression from the perspective of a lattice, there is no such thing as a ‘dead end’ job,
i.e., one from which there are no upward paths. In fact, any given Tier 2 occupation, for
example, could be an Anchor occupation for another lattice. But clearly there are occupa-
tions from which upward movement requires considerable skill enhancement in the form
of a postsecondary degree, license or certification, or other credential®’.

“There are five steps in the final selection process;

1) Review the highest skill and sub-knowledge match options, 2) Sort the working file by regional occupational wage. The
average earnings from the preceding tier sets the floor for next level options. Eliminate occupations, even high skill match
occupations, with wages below the floor,

3) Examine remaining options for high skill and sub-knowledge match scores and above average regional labor market
demand. Select options that score as high as possible along both dimensions. Highlight these for final review, 4) Consider
education, available job postings, total DWA match count, and field of study alignment from preceding tier selections, and
5) Make final selections to populate tier. In a handful of cases we brought in related occupations that were not in the SOC
taxonomy, such as Ride-share Driver and Owner-operator Truck Driver.

“"The essence of a career lattice is identifying occupations with similarities across multiple workplace dimensions. It is worth
noting that ONET has one of the earliest and best documented approaches to determining occupational similarity captured in
their ‘career changers’ matrix. A ‘career changer’in ONET is defined as “related occupations that make use of similar skills and
experience [that allow] workers from one occupation to transfer to a job in a related occupation with minimal additional
preparation”. The Career Changers matrix file contains the top 10 most closely aligned occupations for each ONET-SOC
occupation pair based on task - and DWA-based similarity, adjusted by semantic similarities across the ONET alternate
titles database. This approach results in groups of similar occupations, albeit often with widely varying educational requirements.
The ONET effort stops short of arranging occupations onto a lattice framework.
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interesting life is usually a

more crooked, winding path

Skill Layering:
A Non-linear Approach to Talent Development

Career progressions are synonymous with life-long skill acquisition. They articulate a
vision for upward career and wage mobility. Every career progression starts at some labor
market point of entry. The Career Lattices in this project refer to these entry-level posi-
tions as Anchor occupations. But for some people an entry-level job can start below an
Anchor occupation, including part-time work, gig work, or an unpaid internship.

In truth, individual skill acquisition starts far sooner than one’s first job. Early childhood
character development and self-regulation provides the groundwork for the subsequent
linear path through elementary, junior high, and high school afforded to all Americans.
After high school there are many avenues to career success, with someone’s personal path
being a function of interest, ability, resources, grit, and serendipity. The process of continu-
ous skill acquisition through these multiple sources can be referred to as ‘skill layering.’

. Skill layering is a representation of the many ways that an individ-
A career path is rarely ye 8 ; P a yway i
a path at all. A more ual acquires skills over a lifetime. The term connotes the continuous
addition of new skills throughout a career, with each constituting a
new layer of qualification. There is no end to the number of layers

that can be acquired, and no restriction to the sources from which

of missteps, luck, and vigor- 3 new layer can be added. Not all layers represent the same time or
ous work. It is almost always ~ financial commitment, and they are not necessarily linear. In fact,
a clumsy balance between the the skill layering concept looks most like a Career Progression

things you try to make Lattice; both are based on skill acquisition, and both reflect a path

happen and the things
that happen to you.”  Ultimately, we are all evolving creatures, adding skills and abilities

for life-long learning and upward career mobility.

Tom FrestoN, CEO MTV Networks a8 we mature. The education community tends to think about skill

development as a linear, credential-based process with a focus on
getting students enrolled and helping them persist through completion, especially from high
school and into college. They routinely work to improve the marketing, enrollment, and
support functions to keep students moving toward credential completion.

But in practice, skill acquisition takes place across a broad range of providers, options, and
alternatives. It is natural to view skill acquisition as a disjointed and fragmented process.
'This is certainly true at the individual level. Moreover, basic academic education is funda-
mentally different from how we think about technical training or how we classify jobs.
For some people, getting a college degree is an end to itself, while others view it as a build-
ing block to career success. In any case, even when aligned under a career pathway, the
world of work and the world of education are fundamentally different in their goals and
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underlying paradigms. Thus, it is not surprising that public data collected on learning and
employment essentially measure fundamentally different things. While there is nothing
inherently wrong with this, it results in a fractured data collection system which is prob-
lematic when the goal is improving the alignment between formal education and training
programs and the job market.

'The fractured nature of the public data system and rapidly changing work requirements
has spurred interest in moving beyond occupational titles to consider ‘skills’ as the primary
channel to classify and analyze the world of work. Among the best of these efforts is the
common and shared skill library from TSTC’s SkillsEngine. The transferable skill library
trom SkillsEngine provides the primary building blocks around which the Career Progres-
sion Lattices in this study were developed.

'The concept of skill layering offers a framework for individuals and public sector stake-
holders to understand the learning path that each individual will walk. It provides a frame-
work for each individual to determine their personal course of action or course correction
to achieve upward wage mobility. To paraphrase motivational speaker Dan Waldschmidt,
the only thing standing between you and outrageous success is your ability to continuously
learn new skills. As important, for those who start their careers in a technical discipline

or without a higher education credential and who fear they might have a lower ceiling on
their earnings potential, the lattices show how current skills, and the acquisition of addi-
tional skills can be leveraged to open up higher paying career options.

There are many approaches to convey the talent development process. Scott Adams, busi-
ness guru and creator of the Dilbert comic says that “Most people can — with practice —
develop a variety of skills that work well together.” He calls his notion a talent stack. His
thoughts on achieving extraordinary job market success start with becoming the best at
one specific thing and becoming very good (top 25%) at two or more things — no matter
how long that takes and regardless of the learning approach. His assumption is that the
job market rewards skills and abilities that are both rare and valuable.

Everyone has a ‘talent stack,” but for many people it is populated by skills that are nei-
ther rare (many people can do it) or valuable (lesser demand, not well-paying). The skill
layering concept presented here provides a means to frame one’s own skills, what skills

are learned how or where, and some possible avenues to optimize one’s individual talent,
marketability, and career trajectory through continuous skill acquisition. The skill layering
discussion essentially has four major phases. It is important to note that horizontal boxes
depict point-in-time learning opportunities, i.e., over a fixed period of time. Vertical boxes
represent learning opportunities that are likely to be continuous throughout an entire
career.
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" Phase 1: Building the Academic Foundation

SKILL LAYERING
Building the Academic Foundation

Career Progression — e——je
Community Socialization
(Employability aka Soft Skills)
Digital Skills

‘Work-Based Learning, Internships, Co-ops
‘ Secondary Education (High School 9-11] Career and Technical Education [CTE)

| Socio-emational
Skills

Primary Education [K-8)

The K-12 academic experience is the cornerstone of skill acquisition. It is the period in which
fundamental academic building blocks in reading, mathematics, social science, etc. are formed.
Research* has shown that educational investments in early childhood character development
are critical to long-term success, including improved performance in elementary and high
school. But increasingly the academic foundation is more than just general academic education.
It includes other dimensions of skills development such as digital skills, socio-emotional skills,
and employability skills (a.k.a. soft skills). Acquiring these skills is seldom a function of taking
a class or course. In the skill layering model employability skills are listed under the banner of
Community Socialization because they are typically learned as part of maturation and life expe-
rience. They can come from parents, mentors, non-profit operations such as Scouting America
or the FFA, or from the religious community.

Picture a high school student who complements her studies with a variety of other responsibili-
ties and activities. Maybe she walks her younger siblings to their elementary school each morn-
ing, demonstrating a knack for caregiving and responsibility. Maybe she works at a part-time
job when the school day ends, showing her diligence and drive. And on Saturdays, maybe she
participates in a scouting program where she learns to work in groups, become comfortable

in nature, or take on leadership responsibilities. Each of these activities is integrated into that
persons foundational skill set.

Some students take advantage of dual credit coursework, effectively getting a head start for
those that know they will attend college. An increasing number of high school students are tak-
ing Career and Technology Education (CTE) courses to acquire practical, occupation-related
skills that enhance their knowledge base whether they go to college, enter the military, or go
straight into the world of work. Collectively, the knowledge and skills acquired as part of the
Academic Foundation is the bedrock for future career opportunity.

* How Children Succeed, Paul Tough, 2012
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! Phase 2: Viable Options After High School

SKILL LAYERING
Viable Options After High School

Military Service
Digital Skills

-
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£
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Community Socialization
{Employability aka Soft Skills)

Entry-Lavel
Employmant

b Workforce
Training

Traditional "Four-Year™ Community &
University Technical College

Apprenticeship
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Career Progression

Worl-Based Learning, Internships, Co-ops

Secondary Education (High School 9-12) Career and Technical Education [CTE)

Socio-emotional

Primary Education (K-8) Skills

Character/Self-Regulation Child Development (Pre-K)

In most high schools there is a push to graduate and encourage students to pursue additional
education in college. Indeed, most high schools have a performance measure based on the
percentage of their graduates that attend college after graduation. But attending a four-year
university is not the only route to career success. There are multiple avenues to career success,
and each of them is potentially lucrative and viable for post-high school plans. Sometimes
referred to as Alternative Career Paths, there is no single right path for everyone.

'The phase 2 diagram depicts six post-high school options:

1. Military Service

Entering military service is a viable career option for many students. The military offers
training, discipline, work experience, and benefits that can help pay for additional education
after discharge. As important, skill acquisition through a variety of collateral duties is routine
and can pay-off when soldiers transition back to civilian life. Many people make military ser-
vice their entire career, moving up through the internal hierarchy established by their choice
of branch of service. Military service is listed as a vertical box because of the option to build a
life-long career without leaving the service. It is a separate labor market within itself. How-
ever, all of the other vertical routes to skill acquisition, such as employability and digital skills,
still apply to those building a career within the military.

2. Community and Technical College

'There are many high-paying career opportunities through technical training, the vast major-
ity of which require two years or less of formal instruction. Whether students attend with a
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goal of transferring to a four-year university, adding industry-based certifications, or moving di-
rectly into the workforce, community and technical colleges offer an excellent, low-cost pathway to
career success. Moreover, many technical programs are directly linked to high wage jobs that lead to
early career success; some of which pay more than a four-year university degree.

3. Four-year University

Completing a degree at a four-year university is necessary for some professions (law, accounting,
economics, etc.), beneficial for others, and generally valuable to acquire a range of critical thinking,
problem-solving, and communication skills. University graduates on average are among the highest
earners in the job market. But there is considerable evidence that the major field of study is a strong
determinant of earnings potential® . There are many four-year degrees that have average post-exit
earnings which are well-below technical college completers. With the high cost of university atten-
dance those pursuing this option should investigate the potential return on investment by college and
major before making this choice® .

4. Entrepreneurship

An attractive feature to the gig economy is that you work for yourself. A recent Business Insider
survey showed that one in three Gen Zer’s preferred self-employment. Whether working as a free-
lance talent, full or part-time, or building a business, entrepreneurship is a viable option for build-
ing a career; especially when coupled with various forms of informal skill acquisition.

5. Entry-level employment

If work experience is highly valued in the business world then getting into the job market as soon
as possible is a viable approach. Workers with fewer skills are likely to find themselves in entry-level
jobs, but gaining new skills and work experience makes a lot of sense, especially for those uninter-
ested in college. Persons who take this route can benefit significantly from the career lattices, which
lay out a path to upward career mobility by leveraging skills, not necessarily formal educational
credentials. Some workers gain experience by working with temporary help agencies. This option
exposes workers to a wide array of business environments and work roles, while allowing them

to pick-up additional skills and gain valuable work experience. Some temporary agencies, such as
Express Employment Professionals, provide their labor pool with in-service training in soft skills or
working in an office environment®'.

6. Apprenticeship or workforce training

Apprenticeships combine the best of all worlds; academic instruction, on-the-job experience, and
the ability to ‘earn while you learn’. An increasing number of occupations are covered by apprentice-
ship programs, so they are no longer the exclusive domain of trade construction. They are the rough
equivalent to technical training programs with an internship, and they are growing in support.

#Post-exit earnings data by college for different majors can be found at the U.S. Department of Education
College Scorecard website at Home | College Scorecard (ed.gov), or at the Texas-specific website for college
labor market outcomes at Texas CREWS | Home (txcrews.org).

**Many recent college graduates (reported at 40.6% in November 2024) find themselves underemployed
working in jobs that did not require a college education. The significance of underemployment for university
graduates is documented by the New York Federal Reserve at The Labor Market for Recent College Graduates
- FEDERAL RESERVE BANK of NEW YORK (newyorkfed.org)

S1Express Employment Professionals offers training with badges tagging a worker as Success Ready, Job Ready,
and Office Ready, that certify soft skills.
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" Phase 3: Informal Learning for Upward Mobility

SKILL LAYERING
Informal Learning for Upward Mobility
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The focus of phase 3 in the skill layering framework is on the self-motivated pursuit of
knowledge and skill acquisition to move upward on a personal career lattice.

'The number of informal learning options has exploded in recent years and were acceler-
ated in response to the COVID lockdowns in education. The characteristic they have in
common is that they require personal initiative to engage and benefit from the instruc-
tion. Industry-based certifications are growing in popularity with many offering increased
recognition as a viable credential of choice. Online platforms like LinkedIn and YouTube
offer self-directed video content designed to help individuals master new skills. Massive
Open Online Courses (MOOCS) have proliferated such that non-matriculating students
can access many college courses.

Some courses allow a student to earn a badge or other micro-credential as evidence of
content mastery. Skills acquired through all of these options can lead to a better job — like-
ly one which pays more than an entry-level job in the secondary labor market but requires
more skills.

Finally, there is no substitute for networking and work experience to build someone’s
knowledge base and skill set. Social media applications allow access to scholars, pundits,
and various accomplished persons from which to learn. Whether looking for a job or tack-
ling a challenging assignment, the infinite ability to connect with others is evidence that
there is no end to the number of informal learning options that can lead to skill acquisi-
tion and drive upward mobility. In the skill layering diagram, networking and work experi-
ence are a ready path to Job #2 which facilitates the jump from entry-level jobs to primary
labor market opportunities depicted on a career lattice.

Work experience is becoming the new labor market currency in a skill-based hiring envi-
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ronment. It includes work you do before starting on a career path, or as part of enhancing
your existing career. Experience gained through work demonstrates to an employer that
you've been in similar situations and thus have a greater chance to perform successfully in
similar circumstances. If skill-based hiring is to become the norm then the ability to assess
skills gained through networking and work experience is critical.

“In the business world, everyone is paid in two coins: cash and

experience. Take the experience first; the cash will come later.”

Harorp GENEEN,
business management guru

W Phase 4: Developing a Complete Skill Set
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Moost skills have an academic foundation®2. This is certainly true of more highly compen-
sated skills. Basic skills like Using a flashlight to illuminate work environment can be done
by almost anyone with no academic knowledge nor need for complex problem-solving
or critical thinking abilities. It also doesn’t result in much pay. Conversely, for example,
Diagnosing and repairing automotive brakes requires three essential components:

1) an academic understanding of how brake systems function within the context of auto
systems. This would be a foundational knowledge or intellectual framework critical for
a student to understand before successfully engaging in a work activity.

2) the intellectual curiousity and investigative prowess to identify where a problem
exists. ‘Problem solving’ requires an ability to apply appropriate inductive and deductive
reasoning steps to diagnose the challenge.
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3) the ability to physically replace or repair broken parts that will fix the problem.
These would be terminal objects or performance objectives that are critical to the
work performed. These terminal objects might include the skill to identify and use the
appropriate tools, select the necessary repair approach, select appropriate replacement
parts, and physically uninstall and reinstall defective materials.

Let’s explore how these components combine to facilitate the upskilling of an Automotive
Mechanic. A person with all three skills is highly valued, well-compensated, and employ-
able. Notice however that unless one has all three skills they are likely not qualified to
work as an Automotive Mechanic. For example, one can academically understand how
various automotive systems work but has neither the deductive reasoning nor physical
endurance to actually repair a brake system. Conversely, one might be able to physically
replace a brake pad or grind a rotor, but they require someone else to diagnose the prob-
lem. Or, one could have excellent problem-solving skills but no contextual knowledge of
automotive systems.

One of the benefits of an articulated career or guided pathway is that all of these skills are
embedded at some level within the curriculum. Completers of that curriculum should, in
theory, master each of these skills and be qualified for employment.

Workers that did not learn all the skills within a formal guided pathway are strong candi-
dates for upskilling. There are three primary routes within the skill layering framework to
facilitate the upskilling of our hypothetical Automotive Mechanic;

1) apply a limited skill set in a lesser-paying, entry-level job (Mechanics Helper, for example)
while working in the typical job environment for Mechanics. The Anchor occupations in
the Career Progression Lattices are good examples of these entry-level positions which
can serve as launching points for better paying roles as new skills are acquired,

2) return to college or technical school and complete a formal training program whose
curriculum addresses all three of the critical skills, or

3) acquire these skills through alternate methods such as through the military, workforce
training, apprenticeship, or self-directed online study.

The skill layering concept shows that skill acquisition takes place over a lifetime and likely
through a variety of alternative learning sources. Thus it is possible for one to develop
problem solving skills in high school, pick-up automotive systems knowledge through
CTE courses or online platforms, and learn how to manipulate the appropriate tools by
working in a related entry-level job.

In a skill-based hiring environment there is more than one way to get qualified for em-
ployment. To achieve progressively higher earnings and earn upward career mobility, it
may be necessary to acquire some higher order skills. On the skill layering diagram these
are reflected as cross-discipline transferable skills and complex work activities, including
management skills or managerial-ness®. These are employability skills such as leadership,
team building, advanced communication skills such as public speaking, or mentoring. They
are highly valued and well-compensated in the labor market.

>2In the world of curriculum development, a terminal objective and enabling objectives deal with whether an objective
represents the final goal or a stepping stone toward that final goal. Learning outcomes (performance outcomes) and
foundational knowledge deal with what needs to be learned: skill-based or knowledge-based.
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“Skill formation is a life cycle process. It begins in the womb and continues
on in the workplace. Education policy is only one aspect of a successful skill
formation policy, and not necessarily the most important one.”

James HECKMAN

In the context of this Career Progression Lattice project, working in an entry-level job does not
relegate someone to being in an entry-level position forever. Because many skills are transferable
across occupations (including problem solving and reasoning abilities), any entry level job is con-
nected to multiple higher-paying jobs that are viable with some additional skill acquisition.

A Career Progression Lattice is simply a way to graphically depict these relationships by compar-
ing jobs at the skill level. Similarly, the skill layering framework provides the foundation to think
about career preparation not as a single choice or a linear movement but rather as a continu-

ous, multi-faceted journey. A key premise behind a skill-based career progression is that upward
mobility is not necessarily based on one-time degree or credential attainment. It is a function of
continuously growing your skill set around your career aspirations and your level of commitment
to labor market success. Every encounter brings an opportunity to add another layer to one’s skill

profile.

>’Managerial-ness includes a broad array of responsibilities typically ascribed to a manager such as

S

tO

upervision, delegation, strategic planning, etc.
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Targeted Occupations Methodology

Constructing Career Progressions Starts
with Identifying Target Occupations

There are multiple deliverables associated with the Heart of Texas career progression ini-
tiative. The principal objective was to construct career lattices that encompass the Boards
Target Occupations list. But Board staft were in the process of revisiting that list when the
project started. Thus TSTC project staff had to conduct a regional labor market analysis to
identify prospects for an updated project list.

'This list plays a pivotal role in the career progressions methodology so that work could
not begin until a Targeted Occupations list was finalized. The list of Targeted Occupa-
tions is used to focus eligible training investments, but it is often viewed as a focal point
for regional education and training collaboration (see TEA Regional Convener Pathway
grants), including research projects such as this one. The TSTC team conducted some
additional research and suggested new occupations that might be suitable for inclusion in
the 2025 list. The following narrative highlights the rationale, methodologies, and ultimate
findings from that research.

'There are any number of methods that can be used to establish a list of high value occupa-
tional opportunities in a regional labor market. Ultimately, there are three unique categoriza-
tions associated with regional occupations likely to have high demand and above average
job opportunities. These are ‘hot’ occupations, those with higher-than-average projected
growth rates, ‘ubiguitous’ occupations, those commonly found across many different indus-
tries and regions, and tritical’ occupations, those that are essential to the operations of a given
industry. This analysis attempted to capture the most significant occupations from each
category.

Hot occupations are those with above average projected job openings, historical absolute and
percentage change, and projected job growth prospects. These are the occupations denoted
in most high growth - high wage strategies. These are usually identified using an occupa-
tional filtering approach in which the analyst sets parameters across the various labor market
indicators and winnows down the list to those that exceed the established thresholds.

Ubiquitous occupations are those that are found across multiple industries and geographies
and thus are not necessarily tied to the economic fortunes of a single region or industry.
The value of ubiquitous occupations is that those qualified can usually find jobs in their career
field regardless of where they choose to live or which industries happen to be growing.
Because they are most often linked to a specific set of skills, these occupations tend to have
higher formal education requirements. These occupations are typically identified through

a combination of occupational filtering and examining industry staffing patterns to find
occupations commonly found in many different industries with above average demand®*.

84| APPENDIX C CEO



Critical occupations are those that are essential to the operations of growth industries and
without which those industries cannot function. Examples of critical occupations might be
Electricians or Plumbers in Specialty Trade Construction or Registered Nurses in Hospitals.

This assessment considers all three categorizations using different methodological ap-
proaches. This mixed approach was applied to develop a final list of Target Occupations.
It primarily relies on an occupational filtering methodology but includes the results of an
industry analysis as well. To identify the critical and ubiquitous occupations, one typically
conducts an industrial targeting analysis to distinguish likely growth industries and then
uses industry staffing patterns to see which occupations are essential to each industry.
Such was the basis for this analysis.

'The primary methodology was an occupational filters approach which rank ordered HOT
regional employment across multiple labor market variables to get a pure rank-ordered,
data-driven list of high priority occupations. An industry targeting analysis was also
performed to identify occupations critical to key growth industries. The final list was the
product of subjective review and local wisdom, but the entirety of the exercise was data-
informed.

By definition, an occupational filters approach is deductive, meaning it only allows occupa-
tions to remain on a list if they meet all proposed criteria. Thus, for example, once a wage
threshold is established at the local level and an occupation pays one dollar less than that
threshold, it is eliminated from the list. The occupation might otherwise have high levels
of demand, high concentrations of employment in a state or region, significant numbers
of online job openings, or be critical to an emerging industry. This limitation suggests the
need for subjective review and the use of alternate, albeit complimentary approaches to
generate a final list of Target Occupations. This includes the conduct of a subjective review
and the consideration of well-documented local wisdom.

Every region has a distinct set of filters based on their size and growth patterns. Occupa-
tional labor market data was collected and organized for the six-county Workforce Solutions
Heart of Texas region using the JobsEQ platform from Chmura Economics. Projections

for the 2023 to 2033 period were extracted and formatted, along with 2023 wage data and
online job postings for 2024. Eliminated from the list were occupations requiring only

a high school diploma or GED, a PhD or Professional degree, or Master’s degree. These
occupations were viewed as out of scope for a workforce board. Supervisory occupations
were included but Manager occupations were excluded due to the experience issue. As the
filtering process proceeded, data thresholds were established and occupations not meeting
each threshold were eliminated. Some examples include:

1. Fourteen (14) occupations were eliminated due to 2023 total employment below 10
workers. Later in the subjective phase of the process another eleven (11) occupations
were eliminated for insufficient employment.

2. One hundred thirty-nine (139) occupations were eliminated due to below average

projected regional growth rate (0.80%).

5*The process of reviewing scores of industry staffing patterns can be time consuming. Data analysis from the
Bureau of Labor Statistics applying the Herfindahl-Hirschman construct to SOC occupations is especially
useful for this purpose. See https://www.bls.gov/opub/ted/2014/ted_20140305.htmPview_full
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3. Twenty-two (22) occupations were eliminated due to negative historical job growth
between 2018 and 2023 only for those occupations that have a location quotient (LQ)
of less than 0.80, which indicates they do not hold a regional comparative advantage.

4. Thirty-one (31) occupations were eliminated based on wages per job (less than
80 percent of the regional average or $41,769). The regional average for all
occupations is $52,212.

5. An additional twenty-three (23) occupations were eliminated in the subjective review
because (a) they have a unique limitation e.g., occupational staffing not typical for a
workforce board or low wages, or (b) they represented a next tranche of occupations
should the list be expanded. Most of these occupations fell off the list because they
barely missed a cut-off threshold or failed only one indicator. Computer and Peripheral
Equipment Manufacturing is a good example. Although it ranked #1 in wages per job
it ranked #247 in 2023 employment and #251 in 2033 projected employment. With
the expansion of this sector in the Central Texas region, it is likely that the employ-
ment forecast will undershoot the actual number of jobs. It is the role of local wisdom
to understand likely changes in the regional industry structure and anticipate the
critical workforce needs.

6. Also eliminated were most occupations that typically require a Bachelor’s degree or
higher. But occupations in which an Associate’s degree could be a qualifying credential
such as Registered Nurse and several computer occupations were left in the mix.
Given increased skills-based hiring and the persistence of labor shortages, the use
of a Bachelor’s degree as a hard and fast hiring requirement has diminished.

Ultimately the analysis resulted in a list of 40 Target Occupations. The preliminary recom-
mendations for Target Occupations was forwarded to Workforce Solutions HOT staff for
review and comment. In the subjective review, Board staff made a couple of modifications
based on their experience working directly with the employer community. Several occu-
pations were removed based on low wage thresholds, while others were added to accom-
modate existing, successful partnerships. This process of performing a data-driven market
analysis that is tempered and informed by local wisdom is consistent with guidance pro-

vided by the Texas Workforce Commission.

In addition, two other hybrid (non-SOC) occupations were added to the list based on
teedback from the new TSTC WorkSITE training facility. These occupations, Industrial
Automation Technician (17-30XX) and Electrical Power and Industrial Systems Techni-
cian (49-20XX), each represent a composite of several individual 6-digit SOC codes
which individually would not be selected in the filtering process but collectively there is
sufficient anecdotal evidence to warrant their inclusion. The final list includes 35 Target
Occupations.

*An iterative process with HOT staff was used to develop the final list of Target Occupations. In this process
several occupations were added based on ‘local wisdom’ in which staff had strong anecdotal information that an
occupation was in demand. Similarly, several occupations were eliminated that had low wages and no local train-
ing options. However, the majority of occupations on the list were substantiated by regional labor market data.
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B Critical Occupations: An Industry Targeting Approach

Every industry has occupations that are critical to their operational success. Thus, to aug-
ment the occupational filtering analysis an industrial analysis of the six-county Heart of
Texas region was performed. Data for the analysis was obtained primarily from JobsEQ_
from Chmura Economics®. A non-parametric exercise was conducted that ranked each
industry across eight key labor market variables.

Recommended Target Industry based on Data Ranking

Rank Rank | Rank Rank Rank Rank
Rank Rank Wages |Rank| ABS | PCT PROJ |GR/REP| PROJ
Industry Total |[EMP 2023| perjob | LQ | CHG | CHG | OPNS Rate |PCT CHG

Colleges, Universities, and Professional Schools 20.0 3 61 31 1 28 3 34 42
Offices of Physicians 40.0 9 15 109 26 128 1 28 40
Highway, Street, and Bridge Construction 4141 18 111 13 11 78 22 60 74
Support Activities for Oil & Gas Operations 421 72 43 28 28 58 62 9 9

Home Health Care Services 42.8 1 241 50 48 150 6 13 10
Utility System Construction (pipeline, power, sewer) 46.3 40 75 35 30 95 42 36 43
Construction/Farm Machinery/Equipt & Supplies Wholesalers 46.4 22 79 27 5 48 24 103 99
Veterinary & MISC. Professional & Technical Services 49.2 43 109 129 12 42 44 29 34
Building Equipment Contractors 52.7 5 101 76 2 71 9 116 121
Warehousing and Storage 55.5 42 139 184 3 13 32 61 54
Management, Scientific, and Technical Consulting Services 55.7 49 28 207 13 34 56 26 33
Offices of MISC Health Practitioners (optometry, audiclogy, etc.) 57.0 50 116 151 38 96 49 8 14
Specialty Hospitals (ex.Psychiatric/Substance Abuse 61.0 95 62 66 35 52 97 11 20
MISC Wood Product Manuf. (mobile home, pre-fab wood bldgs.) 64.2 36 90 8 49 125 36 115 104
Insurance Carriers 66.6 23 42 74 47 137 29 104 17
Animal Slaughtering & Poultry Processing 67.6 15 127 9 51 146 10 153 137
Computer Systems Design and Related Services 70.0 73 41 241 29 59 a3 6 18
Foundation, Exterior Concrete/Masonry Building Contractors 70.5 19 141 53 88 156 26 98 97
Residential Building Construction 7.4 39 110 132 17 65 48 94 115
Motor Vehicle and Motor Vehicle Parts/Supplies, Wholesalers 725 83 53 72 34 63 77 88 83
Pharmaceutical Preparation & Medicine Manufacturing 729 41 18 16 229 178 46 44 51

MISC Ambulatory Health Care (bloodbanks, ambulance service) 73.4 112 129 119 27 16 112 16 29
Scientific Research, Engineering & Development Services 75.7 87 146 190 7 1 93 37 57
Waste Collection 76.0 109 99 57 39 44 99 65 63
Offices of Dentists 76.8 64 97 150 59 115 63 52 60
Beverage Manufacturing 78.1 76 108 41 36 68 67 137 109
Veneer, Plywood, and Engineered Wood Product Manufacturing 78.5 111 161 12 33 33 106 79 77
Architectural and Structural Metals Manufacturing 815 66 86 51 68 122 68 110 101
Lumber & Other Construction Materials Merchant Wholesalers 81.9 94 81 55 37 54 N 11 102
Building Material & Supplies Dealers (home/Hardware Centers) 86.2 35 166 100 52 132 28 164 139
Retirement & Assisted Living/Continuing Care Facilities 99.4 63 170 140 | 264 219 47 38 24
Converted Paper Product Manufacturing 109.6 77 92 32 64 110 80 210 212
Computing Infrastructure Providers, Data Processing/Web Hosting 119.4 170 6 238 | 106 84 174 19 36

$Comparisons were performed between Chmura, Lightcast and TWC projections to assess the face validity of
each source. Chmura, which is closely tied to the Quarterly Census of Employment and Wages, was selected as the
preferred source.
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'The industry analysis also followed a filtering approach, selecting variables that were

reasonable proxies for three types of market demand,;

1) projected trends based on industry structure. To understand the education and train-
ing needs of a given region it is imperative to understand the industry structure and
economic drivers of that region. The most jobs will be created in industries and
occupations that already dominate the region.

2) Current market demand-based on the business cycle and job posting activity. Promot-
ing education and training options based on longer term trends and industrial structure are
appropriate and defensible and should serve as the foundation of market-responsive
curriculum. But it doesn’t always capture ‘what’s hot now’. For this we analyze online
job postings and conduct in-depth interviews with regional employers.

3) Occupational demand is likely to emerge in industries and occupations in which most
of the current jobs exist. This stems from the fact that most regions have a unique
industrial structure that is the result of regional comparative advantage, i.e., retail
opportunities around fast-growing population centers or a hospital cluster that grows up

around a medical school®’

. But sometimes regions evolve based on exogenous shocks
that affect education and training investments. Any given region will have economic
development prospects, but it is almost impossible to know which will manifest into
actual jobs. In the Waco commute shed, expansions of manufacturing in the industrial
park (e.g., WorkSITE training facility) and likely expansion of related suppliers
represents an exogenous shock. Such relocations should be considered as major
inflections in industry structure and thus warrant an education response that is more

fundamental and embedded?s.

Ultimately, thirty-three (33) industries survived the industry targeting process. It is impor-
tant to note that just because an industry didn’t make the final cut does not mean that the
industry is not or will not expand nor require more skilled workers. By definition a filter-
ing approach is a prioritizing exercise, and these industries ranked highest among the most
important labor market variables.

But what does industry targeting have to do with selecting target occupations? To translate
our Target Industries analysis into possible Target Occupations we looked at the occupa-
tional staffing for the highest rated Target Industries. The premise is that if we expect these
industries to expand, there will have to be job growth in the occupations critical to their
operations. Most of the occupations that emanated from the industry analysis had already
been identified through the Target Occupations filtering analysis (that’s a good thing!).
But there were several additions to the recommended list that are critical to key growth
industries in the region that performed less well under the occupational filtering approach.
'These are labeled as Industry Analysis under the ‘Source’ column on the Final Target
Occupations list.

57This does not mean that skill or hiring requirements, technology knowledge or utilization,
or other business practices within industries or occupations will not change over time.
58The inclusion of hybrid occupations like Industrial Automation Technician and Electrical
Power and Industrial Systems Technician are reflections of emerging industry skill needs.

88| APPENDIX C CLE



To identify which occupations meet the definition of ‘critical’ to the regional economy
(defined as closely linked to growth industries and exhibiting independent growth crite-
ria) an industry staffing pattern was applied to each industry to create a list of occupations
critical® to each of the top 33 4-digit NAICS industries. From this list of occupations,
we observed duplicates®, removed occupations that had less-than-average labor market
demand, and those that had education levels inappropriate for this exercise. Although only
five occupations were added to the list, the industry targeting exercise was a useful valida-
tion of the occupational targeting approach and captured occupations that would not have
made the list if it had not been performed.

Just as with supply and demand analysis, regional targeting has a little bit of art to go
along with the data science. There is no single right answer, no ultimate ground truth, and
no omniscient crystal ball. But this process offers a legitimate and defensible starting point
that can be easily augmented with other stakeholder input or local wisdom. It mirrors the
occupational targeting process traditionally used by Texas Local Workforce Development
Boards. It is based on sound regional economic principles of how job openings occur and
how regions develop and grow. It can lead to better understanding the strengths of the
regional economy, thus providing a basis for employer engagement and business collabora-
tion. When occupational opportunities are identified through an interconnected industry
analysis, or when the time comes for program completers to find jobs, one can follow the
same industrial targeting process and identify employer contacts that comprise the tar-
geted industries list and who are thus more likely to have job opportunities.

B The Search for Convergent Validity: A Final
Target Occupations List

'The final process of combining all the statistical evidence is essentially a search for con-
vergent validity. Each of the efforts contributed some understanding of the regional labor
market. Occupations identified from the occupational filtering approach comprised the
base list. Because the occupational filtering method can eliminate occupations that may
otherwise be strong candidates despite failing just one filter threshold, occupations were
revisited to see if they should be reconsidered.

Ultimately, local wisdom should always play a part in the development of any Target Oc-
cupations list. Namely, there may be other occupations in demand as recognized by region-
al employers or other key stakeholders that do not show up using data-driven approaches.
Rather than exclude regional stakeholder input, Workforce Solutions Heart of Texas staff
judiciously considered such feedback, documented the rationale behind any proposed ad-
ditions or deletions, and created a comprehensive, data-driven list of Target Occupations.

$*Critical’in this instance is defined as 1.0% or more of the industry staffing pattern.
Qccupations which show up under multiple industries is a good indicator of a ubiquitous occupation.
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'This list can be used for Workforce Solutions training directives, as a guidepost for the
secondary and post-secondary education communities to improve the alignment between
program offerings and the regional labor market, and as a foundation for this career pro-

gression lattice project.

Final Target Occupations for Workforce Solutions Heart of Texas 2024
Source for Target - .
Row S0C Target Occupations for Career Lattice Purposes Oc c_upati_o ”g Cc;;zi?:::;‘: Lé%azt::‘m
Designation
1 49-3011 |Aircraft Mechanics and Service Technicians Local Wisdom Associate's degree
2 51-2011 |Aircraft Structure, Surfaces, Rigging, and Systems Assemblers Local Wisdom Recognized Industry Credential
3 49-3023 |Automotive Service Technicians and Mechanics OCC Analysis (tier 3) |Recognized Industry Credential
4 49-2091 |Avionics Technicians Local Wisdom Associate's degree
5 43-3031 |Bookkeeping, Accounting, and Auditing Clerks OCC Analysis (tier 3) |(Some College, No Degree
6 49-3031 |Bus and Truck Mechanics and Diesel Engine Specialists OCC Analysis (tier 3) |Recognized Industry Credential
7 13-1199 |Business Operations Specialists, MISC (e-commerce, e-security) OCC Analysis (tier 2) |Bachelor's/Associate
8 47-2031 |Carpenters Industry Analysis Recognized Industry Credential
9 15-1299 |Computer Occupations, MISC (IT project managers, SEO, automation) OCC Analysis (tier 2) |Bachelor's/Associate
10 | 15-1232 (Computer User Support Specialists OCC Analysis (tier 1) |Recognized Industry Credential
11 | 31-9091 |Dental Assistants OCC Analysis (tier 2) |Recognized Industry Credential
12 | 29-1292 |Dental Hygienists OCC Analysis (tier 3) |Associate's degree
13 | 49-20XX (Electrical Power & Industrial Systems Techncian? Industry Analysis Recognized Industry Credential
14 | 47-2111 |Electricians OCC Analysis (tier 1) |Recognized Industry Credential
15 | 49-1011 [First-Line Supervisors of Mechanics, Installers, and Repairers OCC Analysis (tier 2) |Some College, No Degree
16 | 51-1011 [First-Line Supervisors of Production and Operating Workers OCC Analysis (tier 2) |(Some College, No Degree
17 | 41-1011 |First-Line Supervisors of Retail Sales Workers OCC Analysis (tier 3) |(Some College, No Degree
18 | 11-9051 |Food Service Managers OCC Analysis (tier 1) |Some College, No Degree
19 | 49-9021 |Heating, Air Conditioning, and Refrigeration Mechanics& Installers OCC Analysis (tier 2) |Recognized Industry Credential
20 | 53-3032 |Heavy and Tractor-Trailer Truck Drivers* OCC Analysis (tier 1) |H.S Diploma/IND CRED
21 | 17-30XX |Industrial Automation Technician? Industry Analysis Recognized Industry Credential
22 | 49-9041 (Industrial Machinery Mechanics* OCC Analysis (tier 1) |Recognized Industry Credential
23 | 29-2061 |Licensed Practical and Licensed Vocational Nurses Industry Analysis Recognized Industry Credential
24 | 49-3042 |Mobile Heavy Equipment Mechanics, Ex. Engines OCC Analysis (tier 2) |Recognized Industry Credential
25 | 23-2011 |Paralegals and Legal Assistants OCC Analysis (tier 2) |Associate's degree
26 | 29-2052 [Pharmacy Technicians OCC Analysis (tier 2) |Recognized Industry Credential
27 | 31-2021 |Physical Therapist Assistants OCC Analysis (tier 2) |Associate's degree
28 | 33-3051 |Police and Sheriffs Patrol Officers OCC Analysis (tier 2) |Associate's degree
29 | 43-5061 (Production, Planning, and Expediting Clerks OCC Analysis (tier 1) |Some College, No Degree
30 | 13-1082 |Project Management Specialists® OCC Analysis (tier 1) |Bachelor's/Associate
31 | 29-2034 |Radiologic Technologists and Technicians OCC Analysis (tier 2) |Associate's degree
32 | 29-1141 |Registered Nurses” OCC Analysis (tier 1) |Bachelor's/Associate
33 | 29-1126 |Respiratory Therapists OCC Analysis (tier 3) |Associate's degree
34 | 15-1253 |Software Quality Assurance Analysts and Testers Industry Analysis Bachelor's/Associate
35 | 51-4121 |Welders, Cutters, Solderers, and Brazers OCC Analysis (tier 2) |Recognized Industry Credential
*Occupational titles with an askerisk were confirmed through OCC analysis and identified through separate target industry analysis
TIndustrial Automation Technician is a generic title representing 3 occupations with similar skill sets; Electrical and Electronic Engineering Technologists/Technicians, Electro-
2Electrical Power & Industrial Systems Techniclan is a generic title representing 3 occupations with similar skill sets; Telecommunications Equipment Installers and Repairers,
Electrical and Electronic Repairers, Commercial & Industrial Equipment, and Electrical and Electronic Repairers, Powerhouse, Substation & Relay per separate analysis for
WorkSite
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