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Agenda 

• List of High Demand Occupations 
 

• National and Regional Demand – Scope of the Market 
 

• Local Demand 
 

• Directing Training Dollars to Optimize Investment 
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Presenter
Presentation Notes
Today we will be looking at the list of high-demand occupations which our office compiled at the request of Kevin and the Strategic Planning Committee.  



As we look at the list, we will think about these occupations in terms of the national and local labor markets, and also in terms of differences in supply and demand for various occupations.



Finally, we will look at how the council can monitor investments in training dollars and begin to put in place a program evaluation to better track the labor market outcomes of training recipients.  



 
 

High Demand Occupations 
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So we will begin today by looking at the list of high-demand occupations that our shop put together at the request of the Strategic Planning committee.



Mission: Compile a List of High-Demand, High-
Growth Occupations for WWDC 

WWDC Criteria SOC Code SOC Title Employment 2012 Employment 2022 Net Change Percent Change Hourly Wage
Yes 47‐2031 Carpenters 3,908 4,706 798 20.4 $19.66
Yes 49‐9041 Industrial Machinery Mechanics 2,407 3,115 708 29.4 $27.21
No 29‐1141 Registered Nurses 4,738 5,619 881 18.6 $29.56
No 53‐3032 Heavy and Tractor‐Trailer Truck Drivers 7,081 7,901 820 11.6 $22.28
No 11‐1021 General and Operations Managers 5,352 6,153 801 15 $45.94
No 43‐3031 Bookkeeping, Accounting, and Auditing Clerks 4,718 5,396 678 14.4 $17.52
No 47‐2061 Construction Laborers 3,907 4,567 660 16.9 $15.61
No 43‐6014 Secretaries and Administrative Assistants, Except Legal, Medical, and Executive 4,787 5,412 625 13.1 $16.08
No 47‐1011 First‐Line Supervisors of Construction Trades and Extraction Workers 3,743 4,323 580 15.5 $31.68
No 49‐9071 Maintenance and Repair Workers, General 3,966 4,442 476 12 $20.03
No 43‐9061 Office Clerks, General 5,630 6,087 457 8.1 $14.61
No 47‐2111 Electricians 2,751 3,171 420 15.3 $25.82
No 25‐2021 Elementary School Teachers, Except Special Education 2,649 3,031 382 14.4 $27.63
No 41‐4012 Sales Representatives, Wholesale and Manufacturing, Except Technical and Scientific Products 2,115 2,494 379 17.9 $28.18
No 47‐2073 Operating Engineers and Other Construction Equipment Operators 5,543 5,917 374 6.7 $23.66
No 43‐6013 Medical Secretaries 1,169 1,534 365 31.2 $15.06
No 53‐7062 Laborers and Freight, Stock, and Material Movers, Hand 2,269 2,625 356 15.7 $15.15
No 47‐5013 Service Unit Operators, Oil, Gas, and Mining 3,130 3,472 342 10.9 $24.04
No 43‐4051 Customer Service Representatives 1,919 2,260 341 17.8 $14.14
No 51‐4121 Welders, Cutters, Solderers, and Brazers 2,437 2,732 295 12.1 $23.59
No 13‐2011 Accountants and Auditors 1,887 2,161 274 14.5 $29.77
No 43‐1011 First‐Line Supervisors of Office and Administrative Support Workers 1,928 2,170 242 12.6 $22.37
No 41‐1011 First‐Line Supervisors of Retail Sales Workers 3,735 3,973 238 6.4 $19.02
No 53‐3033 Light Truck or Delivery Services Drivers 1,475 1,692 217 14.7 $17.35
No 47‐2141 Painters, Construction and Maintenance 1,092 1,304 212 19.4 $17.62
No 47‐2152 Plumbers, Pipefitters, and Steamfitters 1,085 1,294 209 19.3 $20.35
No 47‐5071 Roustabouts, Oil and Gas 2,044 2,253 209 10.2 $19.42

Source: Wyoming's Occupational Projections 2012 to 2022 and Wyoming's Occupational Employment Statistics (OES) 2013. Wyoming Department of Workforce Services, Research & Planning.

Wyoming Occupational Projections and Average Hourly Wage for Occupations with and Average Hourly Wage >= $14.00 and Projected Employment Growth >= 200 Jobs Over the Next Decade

Prepared by T Glover, WYDWS Research and Planning. 08/01/2014
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R&P was asked by Strategic Planning Committee to come up with a list of high-growth, high-demand occupations to use as a guide when making funding decisions

Original request was for a list of occupations for which there would be 

greater than 10% growth over the next five years (new positions, not replacements) and 
for which there would be more than 100 new jobs over the next five years,
And for jobs that typically pay $16 or more per hour.

When we ran the data with those parameters, we were left with only two occupations, highlighted here.  So we began to think about the critical markers of high-growth, 
High demand occupations.  We ran the data again to include occupations that paid over $14 per hour, and would see at least 200 jobs gained over the next decade (rather than 100 over five years), and we got rid of the 
10% growth.  What we got then was a list of 27 high-growth, high-demand occupations, most of which pay well over $16 an hour and most of which will grow much more than 200 jobs over the next decade.

So this list (topped by Registered Nurses, Truck Drivers, and General and Operations Managers) is a great start.  But when we think about where the Council should be investing training dollars,
There are a few other factors to consider, and it is those factors we’ll discuss today.




 
Tools to Identify High-Demand, High-Growth 

Occupations 

New Hires Survey 
 
Number of New Hires by Occupation 
 
Wages & Employment / OES Basis 
 
Percentage of Nonresident Workers 
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As we thought more about compiling a list of high-demand, high-growth occupations that would serve the Council’s purposes, we realized that other factors in addition to job growth and
Wage needed to be considered.  In other words, we wanted a list that had several indicators of demand, and therefore would serve as a solid guide to investing training dollars.

Our New Hires survey, which we will look at in more detail in just a bit, has many of the indicators we can use to determine a high-growth, high-wage occupations

So we decided to look at turnover rates (we want to be training for high-wage jobs, but also long-term jobs)

Number of New Hires – another confirmation that an occupation is growing in WY but also gives us indications of the skill sets needed to fill those jobs via our new hires survey

Wages: the ONLY agreed upon definition of a “labor shortage” has to do with an occupation showing an increase in wages, and we’ll talk more about that in a moment

And the Percentage of Nonresident Workers currently filling high-wage jobs in WY – because this may indicate a training opportunity for WY residents


So we used the above criteria, and we looked at demand at the regional and local level.  Regional demand is important to understand because WY has an extremely porous labor market,

So we need to know what demand and wages look like in surrounding states before making decisions about where to invest training dollars in WY.



 
 
 

National Demand 
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Presentation Notes
When we were charged with coming up with a list of high-growth, high-wage occupations, we knew that we had to take the National Demand for certain occupations into consideration.  

One reason for this is because we may already have a labor shortage for certain occupations in the US, and if we do, Wyoming will want to consider carefully how much it wants to compete in a national
Market for those occupations.  In addition, competition in our region of the country might be an issue for certain occupations, and so we may not want to train WY workers for a job that say, pays, $5.00 more an hour in Colorado….because, as we know, folks will go where they can make the most money.

So considering the national and regional labor markets is really important when we look at our list of occupations with a promising training potential.



High Demand: Enough Supply? 

• Labor Shortage* 
 

    -    Distinct from high-demand   
 

-    In absolute terms, too few people to fill   
employment needs at the prevailing wage 
 
-    Indicated by a significant rise in real wages 
across all sectors and occupations 
 

*Excerpt from working paper “Occupational Shortages in the Construction Industry” forthcoming by Katelynd Faler, 2014, DWD, R&P 
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In absolute terms, a labor shortage means there are not enough people to fill employment needs at the prevailing wage.    A labor shortage is distinct from high-demand – where demand is high but in theory there are the persons ready to fill those jobs.

Reasons for a labor shortage may include:
	Fewer people entering the workforce than leaving (Parents opting to stay home, people retiring earlier or in greater numbers)
Slower growth of labor force than total population 
Changes in immigration policy (Decrease in availability of H1-B visas or increased deportation of illegal migrant workers)
Changes in technology

Although there is no formally agreed upon way to identify a labor shortage, the least disputed measure is a significant rise in real wages across all sectors and occupations.

According to OES median hourly wage statistics for all occupations, there was a 2.6% decrease in real wages between 2009 and 2013, indicating there is no overall labor shortage. 






High Demand: Enough Supply? 

• Skills Shortage* 
– Economic Definition 

• Too few workers with appropriate skills to fill 
positions at the prevailing wage 

– Employer/Social Definition 
• Too few workers with appropriate skills to fill 

positions at the wages employers want to pay 
 
 
 

*Excerpt from working paper “Occupational Shortages in the Construction Industry” forthcoming by Katelynd Faler, 2014, DWD, 
R&P 
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To an economist, a skills shortage occurs when there are too few workers with appropriate skills to fill positions at the prevailing wage.  Work environment may be a factor as well.  For example, the prevailing wage for a social worker in a prison may be different from the prevailing wage for a social worker in an elementary school. In the case of a skills shortage, wages for the in-demand skill will increase significantly beyond changes for wages overall. 

Colloquially, a skills shortage, often conflated with labor shortage, occurs when there are too few workers with appropriate skills to fill positions at the wages employers want to pay.  



 
National and Regional Skills Shortages  
of Critical Construction Occupations* 

Likely Regional 
Skill Shortage 

Possible Regional 
Skill Shortage 

Unlikely Regional 
Skill Shortage 

Crane and Tower Operators (5) 
  
Electrical Power-Line Installers (7)  
Heating, AC, and Refrigeration Mechanics 
(5) 
  
Insulation Workers, Mechanical (5) 
  
Operating Engineers and Other 
Construction Equipment Operators (5) 
 
Security and Fire Alarm Systems Installers 
(5) 
  

Electricians (4) 
  
Elevator Installer and Repairers (too much 
suppressed data) 
  
Paving, Surfacing, and Tamping 
Equipment Operators (4) 
  
Reinforcing Iron and Rebar Workers (too 
much suppressed data) 
  
Telecommunications Equipment Installers 
and Repairers, Except Line Installers (4) 
  
Telecommunications Line Installers and 
Repairers (4) 

Brickmasons and Blockmasons (1) 
  
Carpenters (1) 
  
Drywall and Ceiling Tile Installers (1) 

Excavating and Loading Machine and 
Dragline Operators (3) 

Plumbers (1) 

Sheet Metal Workers (3) 

Tapers (3) 

Tile and Marble Setters (1) 

Welders (3) 

Receiving Media Attention for Shortage     

Facing National Skills Shortage, OES-based 

(Number of States with Real Median Hourly Wage Increases) OES-based 
 
*Excerpt from working paper: Occupational Shortages in the Construction Industry forthcoming by Katelynd Faler, 2014, DWS, R&P. 
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In the process of trying to accurately identify which occupations are facing a skills shortage, R&P created a list of critical construction occupations using myriad criteria.  

This slide categorizes all 21 of the critical construction occupations by their likelyhood of regional shortage. For our purposes, the region is Wyoming, Montana, Colorado, and North Dakota.  

The occupations highlighted in yellow saw a non-negative increase, nationally and across all industries, in real median hourly wages between 2009 and 2013.

The number in parentheses next to each occupations indicates the number of states in the region for which that occupation experienced a real non-negative increase in wages. If OES reported real median hourly wage increases for these occupations in 5 or more of the 8 states in the region, we considered it likely that the region is facing a skills shortage for that occupation. If 3 or fewer states reported wage increases, we deemed it unlikely that the region is facing a skills shortage for that occupation.

After extensive searches of media reports of occupations in a regional shortage state, we concluded the occupations in red text received the most attention out of any of the other critical construction occupations. 

We think this puts a spotlight on the difference between the Social Definition of a Skills Shortage and the Economic Definition of a Skills Shortage. 








        
        
        
  Regional Demand 
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Regional Demand in Selected States  
from 2012 to 2022:  

 If We Train Them, Will They Come? 
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When we look at jobs growing quickly in the region, we notice that Wyoming may experience competition for certain workers ready to fill high-demand jobs.

We know WY needs nurses – we saw that on the opening slide.  But highlighted here in blue, you can see two other occupations that made our original list: Sales Representatives and Operating Engineers and Other
Construction Equipment Operators.  And for Construction Equipment Operators, it seems as if WY is paying a competitive hourly wage at 23.66 per hour , which is better than neighboring states and the US.

For Sales Representatives, WY pays an average hourly wage of 28.18 an hour, and is competitively positioned with regards to all border states except Colorado,  where this occupation earns an average hourly wage of
34.51 per hour.

So making sure that we’re training for occupations that Wyoming needs, and for which Wyoming offers a competitive wage, is important.




 
 
 

Local Demand 
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Training for What? 
Nonresidents in Wyoming’s Labor Market 

 
 

 

 
 

 

Nonresidents: “Individuals without a Wyoming‐issued driver's license or at 
least four quarters of work history in Wyoming.”  
 -Jones, 2002; http://doe.state.wy.us/LMI/1102/a2.htm 
 
 
 
New Hire: “Someone who, during a particular quarter, started working for 
an employer he or she had not worked for since at least 1992, the first year 
for which R&P has wage records.” 
 - Knapp, 2011; http://doe.state.wy.us/LMI/0211/a2.htm 
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Wyoming employers have historically relied on hiring nonresident workers to some degree. 

Who is a nonresident? Nonresidents are defined as "individuals without a Wyoming‐issued driver's license or at least four quarters of work history in Wyoming“ (Jones, 2002; http://doe.state.wy.us/LMI/1102/a2.htm).

Research & Planning’s New Hires Job Skills Survey helps us identify the types of occupations for which nonresidents are being hired. 

A new hire is defined as Someone who, during a particular quarter, started working for an employer he or she had not worked for since at least 1992, the first year for which R&P has wage records.


Nonresidents are often hired to fill low-skill, low wage jobs. From fourth quarter 2011 through third quarter 2013, nonresident new hires were most often hired to fill jobs that didn’t require any postsecondary education, such as combined food preparation & serving workers, maids & housekeeping cleaners, waiters & waitresses, cashiers, and restaurant cooks. 

http://doe.state.wy.us/LMI/1102/a2.htm
http://doe.state.wy.us/LMI/0211/a2.htm


Training for What? 
Nonresidents in Wyoming’s Labor Market 

 
 

 

 
 

 

2011Q4-2013Q3:  
218,308 New Hires in Wyoming 

32,843 (15.0%) Were Nonresidents 
 

Often hired to fill low-skill, low-wage jobs 
 

Nonresident New Hires, 2011Q4-2013Q3: 
• Combined Food Prep. & Serving Workers, Including Fast Food ($8.00) 

• Maids & Housekeeping Cleaners ($8.50) 
• Construction Laborers ($13.00) 
• Waiters & Waitresses ($3.50) 

• Cashiers ($8.50) 
• Restaurant  
Cooks ($10.00) 

 
 
 

Prepared by M Moore, Research & Planning, WY DWS 
14 

Presenter
Presentation Notes
From fourth quarter 2011 through third quarter 2013, there were 218,308 new hires in Wyoming. Of those, 32,843, or 15.0%) were nonresidents. 

Nonresidents are often hired to fill low-skill, low wage jobs. 

From 2011Q4-2013Q3, nonresident new hires were most often hired to fill lower-paying jobs that didn’t require any postsecondary education, such as combined food preparation & serving workers, maids & housekeeping cleaners, waiters & waitresses, cashiers, and restaurant cooks. 

Table 1 in your handouts shows the top 20 new hires occupations for nonresidents in Wyoming. 



Occupations Meeting Three Selected R&P Criteria: 
 

1. Occupations requiring more than a high school diploma 
 
2. Relatively high paying jobs ($15/hour or more) 

 
3. Employers relying on nonresident workers (at least 20% of all new hires) 
 

Training for What? 
Training Opportunities in Wyoming 

Prepared by M Moore, Research & Planning, WY DWS 
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R&P’s New Hires Job Skills Survey also allows us to identify occupations that may present training needs and opportunities for Wyoming. 

The occupations detailed in Table 2 of your handouts fit three criteria:
Occupations requiring more than a high school diploma
Occupations with an average hourly wage of at least $15
Nonresidents made up at least 20% of all new hires

By looking at these types of occupations, data collected through the New Hires Survey allows us to address several questions:
Are employers looking outside of Wyoming to hire for certain jobs?
Are employers satisfied with their new hires’ skills?
Are employers retaining workers after hiring them?



Training for What? 
Nonresidents in Wyoming’s Labor Market 

Examples of Occupations Meeting these Three Criteria 

Construction  
Managers  

(SOC 11-9021) 
 

Total new hires: 346 
Nonresident new hires: 147  

(42.4% of total) 
Education: Bachelor’s Degree 
Average Hourly Wage: $43.26 

 
 
 

Operating Engineers & Other 
Construction Equipment 

Specialists (SOC 47-2073) 
 

Total new hires: 3,316 
Nonresident new hires: 646  

(20.0% of total) 
Education: Postsecondary Certificate 

Average Hourly Wage: $19.81 

Prepared by M Moore, Research & Planning, WY DWS 
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These are just two examples of the occupations presented in Table 2 of your handouts. These occupations require more than a high school degree, have an hourly wage of at least $15, and at least 20.0% of all new hires were nonresidents. 



Training for What? 
 

11-9021

Job Characteristics
Construction 

Managers
Typical Educationa Bachelors

N 346
Nonresident N 147
Nonresident % 42.4
Average Hourly Wage ($) 43.26
% Paid Piece Rate 0.0
Health Insurance 73.1
Retirement 73.1
Paid Leave 74.4
Service Orientation 87.3
Critical Thinking 88.5
Reading Comprehension 88.5
Technology Design 65.6
Operation and Control 100.0
Satisfied 100.0
Not Satisfied 0.0
Neither 0.0
Other 0.0
20 or Less 0.0
21-35 0.0
36 or More 100.0
Female 6.8
Male 50.7
Nonresident 42.4
19 and Younger 0.0
20-24 0.0
25-34 6.8
35-44 22.9
45-54 25.1
55-64 9.5
65 and Older 0.0
Unknown (Nonresidents) 35.6

Retention
% Still Working 1 Quarter 
After Hire

88.5

% Offered 
Selected 
Benefits

Skills 
Selected as 

"Important" 
(%)

Employers' 
Satisfaction 

with New 
Hires' Skills 

Average 
Weekly 
Hours 

Gender

Age Group

Nonresidents

42.4% of all new hires were nonresidents 

Average hourly wage: $43.26 

100.0% of employers were satisfied with new hires’ skills 

Retention Rate: 
88.5% of these 
new hires were 
still working for 
that employer 
one quarter later 

Prepared by M Moore, Research & Planning, WY DWS 

Presenter
Presentation Notes
This slide shows an example of one of the occupations presented in Table 2 of your handouts: Construction managers. 

The data presented in this table seem to indicate that “construction managers” is a high-paying occupation that has a relatively high retention rate. Nearly half (42.4%) of new hires for this occupation were nonresidents, and 100.0% of employers said they were satisfied with their new hires’ skills.

It may be that the large percentage of new hires indicate a training opportunity for Wyoming employers, educators, and training providers.



Training for What? 
Nonresidents in Wyoming’s Labor Market 

Example of an Occupation NOT Meeting  
These Three Criteria 

Sales Representatives, Wholesale and 
Manufacturing (SOC 41-4012) 

 
Total new hires: 1,066 

Nonresident new hires: 71  
(6.7% of total) 

Education: Postsecondary Certificate 
Average Hourly Wage: $19.23 

 
 
 

Prepared by M Moore, Research & Planning, WY DWS 
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This is an example of a new hires occupation that does not meet the three criteria that were previously mentioned. While this occupation requires a postsecondary certificate and has a relatively high hourly wage of $19.23, only 6.7% of the estimated 1,066 new hires were nonresidents. This may indicate that Wyoming employers are not having to look outside of the state to fill these jobs. However, there may still be a need to improve training for this type of occupation. 



41-4012

Job Characteristics

Sales 
Representatives, 
Wholesale and 
Manufacturing

Typical Education Post‐Secondary 
Certificate

N 1,066
Nonresident N 71
Nonresident % 6.7
Average Hourly Wage ($) 19.23
% Paid Piece Rate 16.4
Health Insurance 75.6
Retirement 66.5
Paid Leave 83.8
Service Orientation 95.6
Critical Thinking 90.9
Reading Comprehension 95.6
Technology Design 74.2
Operation and Control 57.5
Satisfied 76.1
Not Satisfied 3.7
Neither 16.9
Other 3.3
20 or Less 2.1
21-35 4.1
36 or More 93.9
Female 25.3
Male 67.9
Nonresident 6.7
19 and Younger 6.8
20-24 3.6
25-34 32.4
35-44 23.7
45-54 15.7
55-64 9.4
65 and Older 1.8
Unknown (Nonresidents) 6.7

Retention
% Still Working 1 Quarter 
After Hire

92.7

Gender

Age Group

Nonresidents

% Offered 
Selected 
Benefits

Skills 
Selected as 

"Important" 
(%)

Employers' 
Satisfaction 

with New 
Hires' Skills 

Average 
Weekly 
Hours 

Training for What? 
 

6.7% of all new hires were nonresidents 

Average hourly wage: $19.23 

76.1% of employers were satisfied with new hires’ skills 

92.7% of these 
new hires were 
still working for 
that employer 
one quarter later 

Prepared by M Moore, Research & Planning, WY DWS 
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The data presented in this table seem to indicate that “sales representatives, wholesale and manufacturing” is a relatively high-paying occupation with a high retention rate. Only 6.7% of the new hires for this occupation were nonresidents. 

However, only 76.1% of employers said they were satisfied with their new hires’ skills. This may indicate that, even though employers are finding a high percentage of workers for these jobs without looking outside of Wyoming, there still could be a training opportunity for Wyoming employers, educators, and training providers. 



New Hires Survey: Employer Practice 
http://doe.state.wy.us/LMI/newhires.htm 

Allows us to examine: 

• Entry  
level 
wages 
 

• Hours 
Worked 
 

• Job skills 
 

• Benefits 

• Educational 
and licensing 
requirements 
 

• Turnover and 
retention 
 

• Demographics 

Prepared by M Moore, Research & Planning, WY DWS 
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Demographics and Retirement Trends / 

Replacement Need 
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The other factor which will influence high-demand jobs in the future, is of course, impending retirement trends.  These trends are not equal across industries, and this 
Slide demonstrates that fact.  In Educational Services, for example, we have a large number of folks (nearly 30%) approaching retirement age – and most of them hold a bachelor’s degree or higher.  

So what does that mean?

It means, that when those 30% retire, there will be a large number of vacancies requiring a bachelor’s degree or higher.  The youth of Wyoming may have an opportunity to move into those positions, but only if they have the education and training required to fill them.  So this type of retirement bubble, if you will, represents a need for succession planning. 




 
Demographics and Retirement Trends / 

Replacement Need 
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Similar situations exist in Public administration and Health care and social services, and in Financial Activities and Information.   In order to respond to these needs we must plan ahead.  




Wyoming at Work 
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Wyoming at Work is another way we can corroborate a list of high-demand jobs, by looking at numbers of job orders at the statewide or regional level. 


So for example here we see a 48% jump in construction jobs from the 4th quarter of 2013 to 4th quarter 2014,

And also a large jumps in transportation and warehousing, manufacturing, and professional, scientific, and technical services




 
 

Training Dollars & Evaluating  
Investment 

24 



Program Evaluation 

• Hathaway Scholarship Program  
 
 
•  Workforce Development Training Fund 
 

 
• WyIN (Wyoming Investment in Nursing) 
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Research and Planning has been asked to evaluate many programs for outcomes and effectiveness, these are just a few examples. 

The Hathaway Scholarship Program

The Workforce Development Training Fund

And the WyIn, or Wyoming Investment in Nursing scholarship program.



Monitoring the Investment  

• Workforce opportunities list endorsed September 2014 
 
• First trainees enter program 4th Quarter 2014  

 
• 4th Quarter 2015: did trainee get job? 
 
• 1st Quarter 2016: where are they employed? 

 
• Evaluation needs to be built in up front, otherwise 

necessary data are missing & program evaluation is costly  

26 
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If the Council chooses to endorse the list, you may want to consider the timeline for monitoring a training investment (read from slide)

***


All of the 27 jobs on the list we showed you today have a high-growth outlook in Wyoming.  Most pay well over 16 dollars an hour, and only three require a four year degree.  So there are many short-term 
Training opportunities here.

If the Council endorses this list, we can do program follow up, and even take this list and give it a score – and say, in theory, these jobs should have higher wages and a higher tenure, and offer
a better return on the investment of your training dollars.


This concludes our presentation.  Thanks for your time today.

Are there any questions?




Research & Planning 
Wyoming Department  
of Workforce Services 
P.O. Box 2760 
246 S. Center St.  
Casper, WY 82601 
(307) 473-3807 
 
DWS-RESEARCHPLANNING@wyo.gov 
http://wyomingLMI.org 
 
 
Tom Gallagher 
Manager 
tom.gallagher@wyo.gov 
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