
GOAL
 To design curricula and programs responsive to industry needs, preparing a highly skilled workforce.

EDUCATORS
 This regional meeting is for community colleges, K-12, Adult Schools, 

community stakeholders and industry.
INDUSTRY

 Your partnership is critical in building a Strong Workforce. Please join us!

 The agenda includes a labor market update, an industry panel with state and
regional partners, and group discussions.

For more information, please contact: Wendy Deras at wederas@collegeofthedesert.edu 

N u r s i n g
A s s i s t a n t
R e g i o n a l
A d v i s o r y  

Join us for the Advisory &
Industry Skills Panel

Register Here!

The Riverside Community College District does not discriminate on the basis of race,
color, ethnicity, national origin, sex, disability, age, or any other protected class in its
programs and activities. The following person has been designated to handle inquiries
regarding the nondiscrimination policies or practices:  District Compliance Officer,

3801 Market Street, Riverside, CA 92501, (951) 222-8039.

March 9, 2026

https://www.surveymonkey.com/r/J9B263V


 

                                HEALTHCARE ADVISORY AGENDA: CAN/HHA/ACNA 
                   

 

 

3:00 pm Welcome & Introductions: Wendy Deras, Director of Regional Health Initiatives, IEDRC 
 
3:10 pm “LMI Update for Perioperative Programs” Paul Vaccher, Centers of Excellence, IE   
 
3:25 pm Curriculum Updates 
 
 Barstow College – Jennifer Rodden 
 College of the Desert – Michelle French 
 Copper Mountain College – Heidi Stiemsma 
 Crafton Hills College – Dan Word  
 Mt. San Jacinto – Patricia McBee 

Palo Verde – Jessica Rincon 
Riverside City College – Jill Smithen 

 Victor Valley College – Jamie Quinn 
 
4:00 pm Moderated Industry Skills Panel Moderator: Wendy Deras 
 If you are unable to attend, you can reply to the questions at:  

https://www.surveymonkey.com/r/P2YKDN9 
  

Industry Panel Questions: 

1. What credentials, certifications, or training do you consider essential for entry-level nursing 
assistant roles, and are there emerging specialties or micro-credentials that would improve 
graduate employability? 

2.  What recent or upcoming regulatory, documentation, or scope-of-practice changes are impacting  
CNA roles, and what competencies should be integrated into coursework, simulation, or clinical 
preparation? 

3. What equipment, systems, and digital tools should graduates be competent in, including EHR 
platforms, safety monitoring tools, and documentation workflows? 

4. How is your organization using digital health tools, virtual simulation, or AI-supported systems, 
and what baseline knowledge should new graduates have to function safely and effectively in 
these environments? 

5. Which professional behaviors and interpersonal skills are most critical for success, and where do 
new hires most commonly need additional development? 

6. What internships, clinical rotations, externships, or work-based learning opportunities does your 
organization offer, and what foundational skills and professional behaviors do you expect students 
to demonstrate? 

7.  What does your hiring and onboarding process typically include, and which health practice 
settings are experiencing the highest workforce demand? 

8. Where do you see gaps in graduate readiness, what curriculum improvements would better align 
programs with workforce needs, and would you be willing to collaborate on curriculum review or 
advisory participation? 

 Group Discussions 
   
  
 

     Zoom 
March 9, 2026 

       3:00pm-5:00pm 
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Certified Nurse Assistants and 
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IED DEMAND

Occupation SOC 2024 Jobs 2029 Jobs 2024 – 2029
% Change

5-Year
Openings*

Annual 
Openings*

Nursing Assistants 31-1131 9,720 10,991 13% 8,517 1,703

* This includes both new and replacement Jobs
SOURCE: LIGHTCAST, 2026.1

Occupation SOC 2024 Jobs 2029 Jobs 2024 – 2029
% Change

5-Year
Openings*

Annual 
Openings*

Home Health and 
Personal Care Aides 31-1128 97,973 118,667 21% 99,525 19,905



Wage Summary 1 of 2

Region Entry Level 
Hourly 
Wages

Median 
Hourly 
Wages

Experienced 
Hourly 
Wages

California $21.19 $22.29 $24.28

San Bernardino 
County $19.30 $21.41 $22.45

Riverside 
County $19.59 $21.76 $22.82

UW Living Wage for IE/D: Approx. $43,000 /year UW Living Wage for IE/D: Approx. $20.76 /hr

SOURCE: LIGHTCAST, 2026.1

$40,434 

$44,843 

$47,104 

Entry Level Median Experienced

Nursing Assistants,
 Annual Salary Based on Experience,
Inland Empire-Desert Region, 2024



Wage Summary 2 of 2

Region Entry Level 
Hourly 
Wages

Median 
Hourly 
Wages

Experienced 
Hourly 
Wages

California $16.31 $16.64 $17.29

San Bernardino 
County $16.62 $16.62 $16.98

Riverside 
County $16.01 $16.17 $17.23

UW Living Wage for IE/D: Approx. $43,000 /year UW Living Wage for IE/D: Approx. $20.76 /hr

SOURCE: LIGHTCAST, 2026.1

$33,476 

$34,567 

$34,922 

Entry Level Median Experienced

Home Health and Personal Care Aides,
 Annual Salary Based on Experience,
Inland Empire-Desert Region, 2024



Top IED Employers 1 of 2
Nursing Assistant Job Postings By Employer

Inland Empire-Desert Region, Feb 2025 – Jan 2026

SOURCE: LIGHTCAST, 2026.1



Top IED Employers 2 of 2
Home Health and Personal Care Aide Job Postings By Employer

Inland Empire-Desert Region, Feb 2025 – Jan 2026

SOURCE: LIGHTCAST, 2026.1



REGIONAL PROGRAMS 1 of 2

SOURCE: MIS DATA MART / IPEDS

Community Colleges

Non-Community College Institutions



REGIONAL PROGRAMS 2 of 3

SOURCE: MIS DATA MART / IPEDS

Community Colleges

Non-Community College Institutions

None found



Occupational Demographics 1 of 2

- 36% of current workers are under 35, this may denote that 
younger workers see this as a promising entry career path or 
that many leave the occupation early in their careers

- 21% of current workers are 55+, which places them at or near 
retirement age

- Female workers outnumber male workers by more 
than a 4:1 ratio

SOURCE: LIGHTCAST, 2026.1

Males
16%

Females
84%

Nursing Assistants,
 Gender Breakdown, 

Inland Empire-Desert Region, 2024

12%

24%
23%

20%

15%

6%

Age < 25 Age 25-34 Age 35-44 Age 45-54 Age 55-64 Age 65+

Nursing Assistants,
 Age Group Breakdown, 

Inland Empire-Desert Region, 2024



Occupational Demographics 2 of 2

- 25% of current workers are under 35, this is a slightly lower 
percentage than other similar entry level healthcare 
occupations 

- 33% of current workers are 55+, which places them at or near 
retirement age

- Female workers outnumber male workers by 
almost a 4:1 ratio

SOURCE: LIGHTCAST, 2026.1

Males
22%

Females
78%

Home Health and Personal Care Aides,
 Gender Breakdown, 

Inland Empire-Desert Region, 2024

8%

17%
19%

22% 21%

12%

Age < 25 Age 25-34 Age 35-44 Age 45-54 Age 55-64 Age 65+

Home Health and Personal Care Aides,
 Age Group Breakdown, 

Inland Empire-Desert Region, 2024



Core LMI Criteria 1 of 2



Core LMI Criteria 2 of 2



CONTACT INFORMATION

Shannon Moran (IED COE Director)

smoran@iegocollaborative.org

Paul Vaccher (Research Analyst)

PaulVaccher@trailheadstrat.com

Chris Cruzcosa (Senior Research Analyst)

ccruzcosa@iegocollaborative.org

To find all COE publications: https://coeccc.net/publication-search/

mailto:smoran@iegocollaborative.org
mailto:PaulVaccher@trailheadstrat.com
mailto:ccruzcosa@iegocollaborative.org
https://coeccc.net/publication-search/
https://coeccc.net/publication-search/
https://coeccc.net/publication-search/


researchrequest@iegocollaborative.org

REPORT PRODUCED BY
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3:00 pm Welcome & Introductions: Wendy Deras, Director of Regional Health Initiatives, IEDRC 
 
3:10 pm “LMI Update for Perioperative Programs” Paul Vaccher, Centers of Excellence, IE   
 
3:25 pm Curriculum Updates 
 
 Barstow College – Jennifer Rodden 
 College of the Desert – Michelle French 
 Copper Mountain College – Heidi Stiemsma 
 Crafton Hills College – Dan Word  
 Mt. San Jacinto – Patricia McBee 

Palo Verde – Jessica Rincon 
Riverside City College – Jill Smithen 

 Victor Valley College – Jamie Quinn 
 
4:00 pm Moderated Industry Skills Panel Moderator: Wendy Deras 
 If you are unable to attend, you can reply to the questions at:  

https://www.surveymonkey.com/r/P2YKDN9 
  

Industry Panel Questions: 

1. What credentials, certifications, or training do you consider essential for entry-level nursing 
assistant roles, and are there emerging specialties or micro-credentials that would improve 
graduate employability? 

2.  What recent or upcoming regulatory, documentation, or scope-of-practice changes are impacting  
CNA roles, and what competencies should be integrated into coursework, simulation, or clinical 
preparation? 

3. What equipment, systems, and digital tools should graduates be competent in, including EHR 
platforms, safety monitoring tools, and documentation workflows? 

4. How is your organization using digital health tools, virtual simulation, or AI-supported systems, 
and what baseline knowledge should new graduates have to function safely and effectively in 
these environments? 

5. Which professional behaviors and interpersonal skills are most critical for success, and where do 
new hires most commonly need additional development? 

6. What internships, clinical rotations, externships, or work-based learning opportunities does your 
organization offer, and what foundational skills and professional behaviors do you expect students 
to demonstrate? 

7.  What does your hiring and onboarding process typically include, and which health practice 
settings are experiencing the highest workforce demand? 

8. Where do you see gaps in graduate readiness, what curriculum improvements would better align 
programs with workforce needs, and would you be willing to collaborate on curriculum review or 
advisory participation? 

 Group Discussions 
   
  
 

     Zoom 
March 9, 2026 

       3:00pm-5:00pm 
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Labor Market Assessment: 

Nursing Assistants 

(TOP 1230.30 Certified Nurse Assistant; CIP 51.3902 

Nursing Assistant/Aide and Patient Care Assistant/Aide) 

Inland Empire/Desert Center of Excellence, Feb 2026  
Prepared by: Christopher Cruzcosa, ccruzcosa@iegocollaborative.org 
 

 

Summary 
Program LMI Endorsement All LMI Criteria Met 

 

☐ 

Some LMI Criteria Met 
(Proceed with Caution) 

 

LMI Criteria NOT Met 
 

☐ 

 
Program LMI Endorsement Criteria 

Supply Gap Yes   No  ☐ 

 Comments: There is projected to be 1,703 annual job openings throughout the Inland Empire/Desert region, 
which is more than the 300 annual average awards conferred by educational institutions over the last 3 
years. Supply data includes both community college awards (171) and non-community college awards (129). 

Living Wage Yes ☐ No  

 Comments: This occupation has entry-level hourly wages $1 below the IE/D living wage of 20.42.1 
 

Education Yes   No ☐ 

 Comments: This occupation has some college or postsecondary degree or associate degree as their 
typical entry-level education level, and more than 33% of all workers in the field (44%) have completed 
some college or an associate degree as their highest level of education. See Exhibit 9 for more details. 

  
The Inland Empire/ Desert (IE/D) Center of Excellence for Labor Market Research (IE/D COE) reviewed the following 
occupations to prepare this report:  

• Middle-Skill (typically require training/education above a HS diploma but less than a bachelor’s degree)  
o Nursing Assistants (31-1131) 

 

Summary of findings 

Demand 

• The number of jobs related to the assessed occupation is projected to increase 13% through 2029, with 1,703 
annual job openings (new and replacement jobs). 

• Hourly entry-level wages for all occupations are below living wage at the 25th percentile hourly wage estimated to 
be $19.44 in IE/D.  

• There were 1216 online job postings from 255 employers over the past 12 months with the highest postings for 
certified nursing assistants. 

• Most job postings for target occupations require a high school diploma or equivalent (88%), followed by an 
associate degree (7%), bachelor’s degree (4), and above a bachelor's degree (1%). 

 Supply 

• On average, there were 300 annual awards conferred by educational institutions over the last 3 years in related 
fields: 171 from community colleges and 129 from other institutions (e.g., 4-year universities, private schools). 

• IE/D community college students that exited these programs in the 2022-23 academic year earned a median 
annual wage of $31,680 ($15.23 per hour). 

• 25% of students that exited their program in 2022-23 reported that they are now earning a living wage. 

  

 
1 The UW self-sufficiency standard is currently used by the CO and other COEs, the self-sufficiency standard was last updated by UW in 2024. To provide an alternative 
perspective, the COE will provide an alternative living wage calculation from MIT in the analysis below as an additional reference point. MIT estimates, the living wage for an 
adult with no kids living in 2024 is $26.30 in Riverside County and $25.17 in San Bernadino County.  

https://selfsufficiencystandard.org/California/
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Introduction 
California Community College Certified Nurse Assistant (TOP 1230.30) programs prepare students for employment in 
routine nursing services of patients in hospitals or long-term care facilities practiced under the direction of nursing or 
medical staff, and specific to the nurse assistant certification examination. Includes Acute Care Nurse Assistant 
(Taxonomy of Programs, 2023). The knowledge, skills, and abilities trained by Certified Nurse Assistant programs lead to 
employment in nursing assistants.  
 

Job Demand 
In 2024, there were 9,720 jobs in nursing assistants in the IE/D region. Regional employment for this occupation group is 
projected to increase by 13% through 2029 with 1,703 job openings projected annually. Exhibit 1 displays the job count, 
five-year projected job growth, and job openings in the region.  
 
 

Exhibit 1. Five-year projections for nursing assistants,  
IE/D Region, 2024-2029 

 
SOURCE: LIGHTCAST 2025.4 

 

Job Postings 
The following analysis for nursing assistants using online job posting data.  
 
Important note: The data produced in this section were generated by leveraging online job posting data sourced from 
Lightcast, which is the labor market analytics software tool COEs use to produce these briefs. The job posting data is 
collected from scraping online job boards such as LinkedIn, Indeed, Glassdoor and many others. The process Lightcast 
uses to assemble this data does have some limitations due to methods that recruitment professionals sometimes use 
(e.g., posting one job to fill multiple positions). For example, the number of jobs posted is not necessarily the same as the 
number of job vacancies.2 While not perfect, Lightcast leverages machine learning and other AI technologies to enrich, 
deduplicate and aggregate this information to make it a meaningful dataset.  
 
Exhibit 2 displays the number of job ads posted for nursing assistants over the last 12 months and the median posting 
duration. Over the previous 12 months, there were 1216 unique job postings for nursing assistants in the region from 255 
employers.  
 

Exhibit 2. Job ads and posting duration, IE/D Region, Feb 2025 – Jan 2026 

 
SOURCE: LIGHTCAST 2025.4 

 

  

 
2 "Job Posting Analytics (JPA) Methodology." Lightcast Knowledge Base, https://kb.lightcast.io/en/articles/6957446-job-posting-analytics-jpa-methodology  
 

https://kb.lightcast.io/en/articles/6957446-job-posting-analytics-jpa-methodology
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Earnings 
Exhibit 3 displays the hourly earnings for nursing assistants compared to both the UW Self-Sufficiency Standard for the 
IE/D of $20.423 and the MIT IE/D living wage of $25.73.4  
 

Exhibit 3. Projected hourly earnings by percentile, IE/D Region, 2024 

 
 

SOURCE: 2025.4 
 
All projected entry-level earnings (that is, the earnings of the lowest paid 25% of employees in the IE/D) were below the 
UW Self-Sufficiency Standard for the IE/D (see Exhibit 3). The occupation listed was also below the MIT living wage for an 
adult with no children ($25.73) in projected entry-level earnings (see Exhibit 3).  

 
3 The UW self-sufficiency standard is currently used by the CO and other COEs, the self-sufficiency standard was last updated by UW in 2024. To provide an alternative 
perspective, the COE will provide an alternative living wage calculation from MIT in the analysis below as an additional reference point. MIT estimates, the living wage for an 
adult with no kids living in 2024 is $26.30 in Riverside County and $25.17 in San Bernadino County.  
4 ibid.  

https://selfsufficiencystandard.org/California/
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Advertised Salary from Online Job Ads 
Exhibit 4 displays the regional online advertised salaries the nursing assistants over the last 12 months. The salary 
information of online job ad data suggests employers advertise entry level hourly wages of $18.95 (estimated to be equal 
to an annual salary of $39,416). 
 

Exhibit 4. Hourly earnings of job postings by percentile, IE/D Region, Feb 2025 – Jan 2026 
 

 
SOURCE: LIGHTCAST 2025.4 

 
 

Online Job Advertisements: top job titles, skills, education & work 
experience. 
  
Exhibit 5 displays the job titles most frequently used in job postings for the nursing assistants over the last 12 months. 
Assessing the top advertised job titles may provide insight into the types of positions sought by employers. 
 

Exhibit 5. Job titles most frequently used in job ads,  
IE/D Region, Feb 2025 – Jan 2026 

 
SOURCE: LIGHTCAST 2025.4 

 
 
 
 
 
 
 
 



PAGE |  5 

Exhibit 6 displays the employers posting the most job ads for this occupational group during the last 12 months. Showing 
employer names can provide insight into where students may find employment after completing a program and may 
inform job development and other employer engagement targets for faculty and staff involved in related programs. UHS 
and Desert Regional Medical Center had the highest unique job posts for this occupational group in the last 12 months.  
Posting intensity is the ratio of total job posts to unique job posts which are deduplicated. A higher posting intensity can 
represent the level of effort and activity the organization is putting into hiring for that position. The following report comes 
directly from Lightcast’s Job Posting Analytics dashboard.  

  
Exhibit 6. Employers posting the most job ads,  

IE/D Region, Feb 2025 – Jan 2026 
 

 
SOURCE: LIGHTCAST 2025.4 

 
 
Exhibit 7 displays the top common, specialized and computer skills that were included in the job postings over the last 12 
months. Today’s demand is an important indicator of which skills employers are looking for in the current market. 
Analyzing skills from a historical perspective as well as projecting the future needs of employers may provide insight into 
how the job posting skills demand compares to the market as a whole.  Rapidly growing skills are those that are 
increasing in demand at a faster rate than the market as a whole. 5 
 

Exhibit 7. Top 10 in-demand skills from employer job ads,  
IE/D Region, Feb 2025 – Jan 2026 

 

 
5 “What are Lightcast Skill Projects”, Lightcast Knowledge base, https://kb.lightcast.io/en/articles/8496296-what-are-lightcast-skill-projections 
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SOURCE: LIGHTCAST 2025.4 

 
 
Exhibit 8 includes the minimum educational requirements from job postings for this occupational group with high school 
diploma or equivalent (88%) significantly greater than associate degree (7%) or bachelor’s degree (4) or above a 
bachelor's degree (1%). 
  

 
Exhibit 8 Minimum educational requirements in job postings for this occupational group,  

IE/D Region, Feb 2025 – Jan 2026 
 

 
SOURCE: LIGHTCAST 2025.4 
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For nursing assistants, the Bureau of Labor Statistics (BLS) education attainment data in Exhibit 9 for current 
professionals in the occupation of interest indicates that 44% of workers have completed some college or an associate 
degree as their highest level of education.  
 

Exhibit 9 National-level Education Attainment for the Occupational Group  

 
SOURCE: BLS 2021 

 

 
 
Exhibit 10 displays the work experience typically required from employer job ads for this occupational group. The majority 
(70%) of employers listing minimum experience requirements sought candidates with 0-1 years of previous work 
experience.  
  

 
Exhibit 10 Work experience requirements,  

IE/D Region, Feb 2025 – Jan 2026 

 

 
SOURCE: LIGHTCAST 2025.4 
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Student Completions and Program Outcomes 
Exhibit 11 displays student completions for the Certified Nurse Assistant (TOP 1230.30) programs over the last three 
academic years (2021-2024). In the previous three academic years, 3 regional community colleges issued an average of 
171 awards in relevant programs.   
 

Exhibit 11 Annual average community college awards for Certified Nurse Assistant (TOP 1230.30), IE/D,  
2021-2024 

 
 

SOURCE: MIS DATA MART 
 

Non-Community College Supply 
 
Exhibit 12 displays award completion data available for these IE/D non-community college programs: Nursing 
Assistant/Aide and Patient Care Assistant/Aide (CIP 51.3902).  
 
In the previous three academic years, 3 regional non-community college institutions issued an average of 129 awards in 
relevant programs.   
 

Exhibit 12 Annual average non-community college awards for nursing assistant programs, IE/D, 2020-2023 
  

SOURCE: IPEDS 

 

Strong Workforce Program Outcomes 
 
California SWP program outcome data may provide useful insight into the likelihood of success for the proposed program. 
Community college student outcome information based on the selected TOP code and region is provided in Exhibit 13. 
 

 
Exhibit 13 Certified Nurse Assistant strong workforce program outcomes, IE/D & California, AY 2022-23 

 

Program Metric Title Inland Empire Statewide 

Students 671 3,882 

Earned 9+ Career Education Units 20% 22% 

Completed Noncredit Workforce Preparation Milestone 92% 76% 

Earned an Award: Degree or Cert or Attained Appren. Journey Level Status 3% 14% 

Transferred to a Four-Year Institution: Four-Year Postsecondary Institution 4% 5% 

Median Annual Earnings $31,680 $34,448 

Median Change in Earnings 31% 36% 

Attained Living Wage 25% 27% 

 
SOURCE: DATAVISTA 
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Appendix: Methodology 
Exhibit 11 displays the average annual California Community College (CCC) awards conferred during the three academic 
years between 2021 and 2024 from the California Community Colleges Chancellor's Office Management Information 
Systems (MIS) Data Mart. Awards are the combined total during the timeframe, divided by three in this case to calculate 
an annual average. This is done to minimize the effect of atypical variations that might be present in a single year. 
 
Community college student outcome information is from DataVista and based on the selected TOP code and region. 
These metrics are based on records submitted to the California Community Colleges Chancellor's Office Management 
Information Systems (MIS) by community colleges, which come from self-reported student information from CCC Apply 
and the National Student Clearinghouse. Employment and earnings metrics are sourced from California's Employment 
Development Department's Unemployment Insurance database. When available, outcomes for completers are reported to 
demonstrate the impact that earning a degree or certificate can have on employment and earnings. For more information 
on the types of students included for each metric, please see the web link for DataVista’s Strong Workforce Program 
Metrics Data Element Dictionary in the Resources section (DataVista, 2025).  
 

Appendix: References 
 

Type of Data Source 
Occupational Projections, Wages, and Job Postings Traditional labor market information data is sourced from Lightcast, a 

labor market analytics firm. Lightcast occupational employment data 
are based on final Lightcast industry data and final Lightcast staffing 
patterns. Wage estimates are based on Occupational Employment. 
https://lightcast.io/ 

Living Wage (UW) Center for Women's Welfare, University of Washington. (2024). The 
self-sufficiency standard for California 2024. 
http://www.selfsufficiencystandard.org/California. 
 
The COE refers to the Self-Sufficiency Wage as a "living wage." This 
calculation measures the income necessary for an individual of family 
to afford basic expenses. The data assesses the cost of housing, food, 
childcare, health care, transportation, and taxes. The living wage for 
one adult in San Bernardino County is $20.07 per hour ($42,392 
annually). The living wage for one adult in Riverside County is $20.76 
per hour ($43,854 annually). The average living wage to represent 
Inland Empire/Desert is $20.42 per hour ($43,123 annually). 

Living Wage (MIT) Glasmeier, A. K. (2024). Living wage calculator. Massachusetts 
Institute of Technology. Accessed on April 14, 2025,  
https://livingwage.mit.edu/states/06/locations 
 
The living wage is derived from MITs Living Wage Calculator, which 
measures the income necessary for an individual of family to afford 
basic expenses. The data assesses the cost of housing, food, 
childcare, health care, transportation, and taxes. For more information, 
see: https://livingwage.mit.edu/pages/methodology 
The living wage for one adult in San Bernardino County is $25.17 per 
hour ($52,353.60 annually). The living wage for one adult in Riverside 
County is $26.30 per hour ($54,704 annually). The average living 
wage to represent Inland Empire/Desert is $25.74 per hour (53,539.20 
annually) 

Typical Education and Training Requirements, 
and Educational Attainment 

The Bureau of Labor Statistics (BLS) provides information about 
education and training requirements for hundreds of occupations. BLS 
uses a system to assign categories for entry-level education, work 
experience in a related occupation, and typical on-the-job training to 
each occupation for which BLS publishes projections data. For more 
information, see 
https://www.bls.gov/emp/documentation/education/tech.htm 

Educational Supply  The CCCCO Data Mart provides information about students, courses, 
student services, outcomes and faculty and staff. For more 
information, see: https://datamart.cccco.edu 
The National Center for Education Statistics (NCES) Integrated 
Postsecondary Integrated Data System (IPEDS) collects data on the 

https://lightcast.io/
http://www.selfsufficiencystandard.org/California
https://livingwage.mit.edu/states/06/locations
https://www.bls.gov/emp/documentation/education/tech.htm
https://datamart.cccco.edu/


PAGE |  10 

number of postsecondary awards earned (completions). For more 
information, see https://nces.ed.gov/ipeds/use-the-data/survey- 
components/7/completions 

Student Metrics and Demographics DataVista aims to provide up-to-date and useful information on 
students within the California Community Colleges and its Adult 
Education partners. DataVista is a modernization of the supporting 
architecture and visualization of metrics previously available on the 
LaunchBoard. 
 
DataVista is a collaboration between the California Community 
Colleges Chancellor’s Office and WestEd, see: 
https://datavista.cccco.edu/data_views/swp_report 

 
 
 
 

https://nces.ed.gov/ipeds/use-the-data/survey-components/7/completions
https://nces.ed.gov/ipeds/use-the-data/survey-components/7/completions
https://datavista.cccco.edu/data_views/swp_report
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Labor Market Assessment: 

Home Health and Personal Care Aides 

(TOP 1230.80 Home Health Aide; CIP 51.2602 Home Health 

Aide/Home Attendant) 

Inland Empire/Desert Center of Excellence, Feb 2026  
Prepared by: Christopher Cruzcosa, ccruzcosa@iegocollaborative.org 
 

 

Summary 
Program LMI Endorsement All LMI Criteria Met 

 

☐ 

Some LMI Criteria Met 
(Proceed with Caution) 

 

LMI Criteria NOT Met 
 

☐ 

 
Program LMI Endorsement Criteria 

Supply Gap Yes   No ☐ 

 Comments: There is projected to be 19,905 annual job openings throughout the Inland Empire/Desert region, 
which is more than the 3 annual average awards conferred by educational institutions over the last 3 
years. Supply data includes both community college awards (0) and non-community college awards (3). 

Living Wage Yes ☐ No  

 Comments: This occupation has entry-level hourly wages $4 below the IE/D living wage of 20.42.1 
 

Education Yes   No ☐ 

 Comments: This occupation has a high school diploma or its equivalent as its typical entry-level 
education level, however more than 33% of all workers in the field (34%) have completed some college or 
an associate degree as their highest level of education. See Exhibit 9 for more details. 

  
The Inland Empire/ Desert (IE/D) Center of Excellence for Labor Market Research (IE/D COE) reviewed the following 
occupations to prepare this report:  

• Below Middle-Skill (typically require training/education at or below a HS diploma)  
o Home Health and Personal Care Aides (31-1128) 

 

Summary of findings 

Demand 

• The number of jobs related to the assessed occupation is projected to increase 21% through 2029, with 19,905 
annual job openings (new and replacement jobs). 

• Hourly entry-level wages for all occupations are above living wage at the 25th percentile hourly wage which is 
$16.09 in IE/D.  

• There were 4,396 online job postings from 555 employers over the past 12 months with the highest postings for 
caregivers. 

• Most job postings for target occupations require a high school diploma or equivalent (90%), followed by an 
associate degree (5%), bachelor’s degree (4%), and above a bachelor's degree (1%). 

 Supply 

• On average, there were 3 annual awards conferred by educational institutions over the last 3 years in related 
fields: 0 from community colleges and 3 from other institutions (e.g., 4-year universities, private schools). 

• IE/D community college students that exited these programs in the 2022-23 academic year earned a median 
annual wage of $36,008 ($17.31 per hour). 

• 30% of California students that exited their program in 2022-23 reported that they are now earning a living wage. 

  

 
1 The UW self-sufficiency standard is currently used by the CO and other COEs, the self-sufficiency standard was last updated by UW in 2024. To provide an alternative 
perspective, the COE will provide an alternative living wage calculation from MIT in the analysis below as an additional reference point. MIT estimates, the living wage for an 
adult with no kids living in 2024 is $26.30 in Riverside County and $25.17 in San Bernadino County.  

https://selfsufficiencystandard.org/California/
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Introduction 
California Community College Home Health Aide (TOP 1230.80) programs prepare students for employment using the 
principles and techniques used to assist elderly, convalescent, or disabled patients in their homes by providing for their 
health care needs (Taxonomy of Programs, 2023). The knowledge, skills, and abilities trained by Home Health Aide 
programs lead to employment in home health and personal care aides.  
 

Job Demand 
In 2024, there were 97,973 jobs in home health and personal care aides in the IE/D region. Regional employment for this 
occupation group is projected to increase by 21% through 2029 with 19,905 job openings projected annually. Exhibit 1 
displays the job count, five-year projected job growth, and job openings in the region.  
 
 

Exhibit 1. Five-year projections for home health and personal care aides,  
IE/D Region, 2024-2029 

 
SOURCE: LIGHTCAST 2025.4 

 

Job Postings 
The following analysis for home health and personal care aides using online job posting data.  
 
Important note: The data produced in this section were generated by leveraging online job posting data sourced from 
Lightcast, which is the labor market analytics software tool COEs use to produce these briefs. The job posting data is 
collected from scraping online job boards such as LinkedIn, Indeed, Glassdoor and many others. The process Lightcast 
uses to assemble this data does have some limitations due to methods that recruitment professionals sometimes use 
(e.g., posting one job to fill multiple positions). For example, the number of jobs posted is not necessarily the same as the 
number of job vacancies.2 While not perfect, Lightcast leverages machine learning and other AI technologies to enrich, 
deduplicate and aggregate this information to make it a meaningful dataset.  
 
Exhibit 2 displays the number of job ads posted for home health and personal care aides over the last 12 months and the 
median posting duration. Over the previous 12 months, there were 4,396 unique job postings for home health and 
personal care aides in the region from 555 employers.  
 

Exhibit 2. Job ads and posting duration, IE/D Region, Feb 2025 – Jan 2026 

 

SOURCE: LIGHTCAST 2025.4 
 

  

 
2 "Job Posting Analytics (JPA) Methodology." Lightcast Knowledge Base, https://kb.lightcast.io/en/articles/6957446-job-posting-analytics-jpa-methodology  
 

https://kb.lightcast.io/en/articles/6957446-job-posting-analytics-jpa-methodology
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Earnings 
Exhibit 3 displays the hourly earnings for home health and personal care aides compared to both the UW Self-Sufficiency 
Standard for the IE/D of $20.423 and the MIT IE/D living wage of $25.73.4  
 

Exhibit 3. Projected hourly earnings by percentile, IE/D Region, 2024 

 
 

SOURCE:2025.4 
 
All projected entry-level earnings (that is, the earnings of the lowest paid 25% of employees in the IE/D) were below the 
UW Self-Sufficiency Standard for the IE/D (see Exhibit 3). The occupation was also below the MIT living wage for an adult 
with no children ($25.73) in projected entry-level earnings (see Exhibit 3).  

 
3 The UW self-sufficiency standard is currently used by the CO and other COEs, the self-sufficiency standard was last updated by UW in 2024. To provide an alternative 
perspective, the COE will provide an alternative living wage calculation from MIT in the analysis below as an additional reference point. MIT estimates, the living wage for an 
adult with no kids living in 2024 is $26.30 in Riverside County and $25.17 in San Bernadino County.  
4 ibid.  

https://selfsufficiencystandard.org/California/
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Advertised Salary from Online Job Ads 
Exhibit 4 displays the regional online advertised salaries for the home health and personal care aides over the last 12 
months. The salary information of online job ad data suggests employers advertise entry level hourly wages are $17.60 
(estimated to be equal to an annual salary of $36,608). 
 

Exhibit 4. Hourly earnings of job postings by percentile, IE/D Region, Feb 2025 – Jan 2026 
 

 
SOURCE: LIGHTCAST 2025.4 

 
 

Online Job Advertisements: top job titles, skills, education & work 
experience. 
  
Exhibit 5 displays the job titles most frequently used in job postings for the home health and personal care aides over the 
last 12 months. Assessing the top advertised job titles may provide insight into the types of positions sought by employers. 
 

Exhibit 5. Job titles most frequently used in job ads,  
IE/D Region, Feb 2025 – Jan 2026 

 
SOURCE: LIGHTCAST 2025.4 
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Exhibit 6 displays the employers posting the most job ads for this occupational group during the last 12 months. Showing 
employer names can provide insight into where students may find employment after completing a program and may 
inform job development and other employer engagement targets for faculty and staff involved in related programs. 
Redwood Family Care Network and AccentCare had the highest unique job posts for this occupational group in the last 12 
months.  Posting intensity is the ratio of total job posts to unique job posts which are deduplicated. A higher posting 
intensity can represent the level of effort and activity the organization is putting into hiring for that position. The following 
report comes directly from Lightcast’s Job Posting Analytics dashboard.  

  
Exhibit 6. Employers posting the most job ads,  

IE/D Region, Feb 2025 – Jan 2026 
 

 
SOURCE: LIGHTCAST 2025.4 

 
 
Exhibit 7 displays the top common, specialized and computer skills that were included in the job postings over the last 12 
months. Today’s demand is an important indicator of which skills employers are looking for in the current market. 
Analyzing skills from a historical perspective as well as projecting the future needs of employers may provide insight into 
how the job posting skills demand compares to the market as a whole.  Rapidly growing skills are those that are 
increasing in demand at a faster rate than the market as a whole. 5 
 

Exhibit 7. Top 10 in-demand skills from employer job ads,  
IE/D Region, Feb 2025 – Jan 2026 

 

 
5 “What are Lightcast Skill Projects”, Lightcast Knowledge base, https://kb.lightcast.io/en/articles/8496296-what-are-lightcast-skill-projections 
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SOURCE: LIGHTCAST 2025.4 

 
 
Exhibit 8 includes the minimum educational requirements from job postings for this occupational group with a high school 
diploma or equivalent (90%) significantly greater than associate degree (5%) or bachelor’s degree (4%) or above a 
bachelor's degree (1%). 
  

 
Exhibit 8 Minimum educational requirements in job postings for this occupational group,  

IE/D Region, Feb 2025 – Jan 2026 
 

 
SOURCE: LIGHTCAST 2025.4 
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For the assessed occupation, the Bureau of Labor Statistics (BLS) education attainment data in Exhibit 9 for current 
professionals in the occupations of interest indicates that 34% of workers have completed some college or an associate 
degree as their highest level of education.  
 

Exhibit 9 National-level Education Attainment for the Occupational Group  

 

 
SOURCE: BLS 2021 

 

 
 
Exhibit 10 displays the work experience typically required from employer job ads for this occupational group. The majority 
(80%) of employers listing minimum experience requirements sought candidates with 0-1 years of previous work 
experience.  
  

 
Exhibit 10 Work experience requirements,  

IE/D Region, Feb 2025 – Jan 2026 

 

 
SOURCE: LIGHTCAST 2025.4 
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Student Completions and Program Outcomes 
No student completions for the Home Health Aide (TOP 1230.80) programs were found over the last three academic 
years (2021-2024). Based on the lack of data, it appears that in the previous three academic years, 0 regional community 
colleges issued an average of 0 awards in relevant programs. 
 

Non-Community College Supply 
 
Exhibit 11 displays award completion data available for these IE/D non-community college programs: Home Health 
Aide/Home Attendant (CIP 51.2602). 
 
However, student award completion data was not found in the IE/D for other related non-community college programs: 
Health Aide (CIP 51.2601). 
 
In the previous three academic years, 1 regional non-community college institution issued an average of 3 awards in 
relevant programs.   
 

Exhibit 11 Annual average non-community college awards for home health and personal care aide programs, 
IE/D, 2020-2023 

 
  

SOURCE: IPEDS 

 

Strong Workforce Program Outcomes 
 
California SWP program outcome data may provide useful insight into the likelihood of success for the proposed program. 
Community college student outcome information based on the selected TOP code and region is provided in Exhibit 12. 
 

 
Exhibit 12 Home Health Aide strong workforce program outcomes, IE/D & California, AY 2022-23 

 

Program Metric Title Inland Empire Statewide 

Students - 512 

Earned 9+ Career Education Units - 24% 

Completed Noncredit Workforce Preparation Milestone - 96% 

Earned an Award: Degree or Cert or Attained Appren. Journey Level Status - 50% 

Transferred to a Four-Year Institution: Four-Year Postsecondary Institution - 3% 

Median Annual Earnings - $36,008 

Median Change in Earnings - 14% 

Attained Living Wage - 30% 

 
SOURCE: DATAVISTA 
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Appendix: Methodology 
Exhibit 11 displays the average annual California Community College (CCC) awards conferred during the three academic 
years between 2021 and 2024 from the California Community Colleges Chancellor's Office Management Information 
Systems (MIS) Data Mart. Awards are the combined total during the timeframe, divided by three in this case to calculate 
an annual average. This is done to minimize the effect of atypical variations that might be present in a single year. 
 
Community college student outcome information is from DataVista and based on the selected TOP code and region. 
These metrics are based on records submitted to the California Community Colleges Chancellor's Office Management 
Information Systems (MIS) by community colleges, which come from self-reported student information from CCC Apply 
and the National Student Clearinghouse. Employment and earnings metrics are sourced from California's Employment 
Development Department's Unemployment Insurance database. When available, outcomes for completers are reported to 
demonstrate the impact that earning a degree or certificate can have on employment and earnings. For more information 
on the types of students included for each metric, please see the web link for DataVista’s Strong Workforce Program 
Metrics Data Element Dictionary in the Resources section (DataVista, 2025).  
 

Appendix: References 
 

Type of Data Source 
Occupational Projections, Wages, and Job Postings Traditional labor market information data is sourced from Lightcast, a 

labor market analytics firm. Lightcast occupational employment data 
are based on final Lightcast industry data and final Lightcast staffing 
patterns. Wage estimates are based on Occupational Employment. 
https://lightcast.io/ 

Living Wage (UW) Center for Women's Welfare, University of Washington. (2024). The 
self-sufficiency standard for California 2024. 
http://www.selfsufficiencystandard.org/California. 
 
The COE refers to the Self-Sufficiency Wage as a "living wage." This 
calculation measures the income necessary for an individual of family 
to afford basic expenses. The data assesses the cost of housing, food, 
childcare, health care, transportation, and taxes. The living wage for 
one adult in San Bernardino County is $20.07 per hour ($42,392 
annually). The living wage for one adult in Riverside County is $20.76 
per hour ($43,854 annually). The average living wage to represent 
Inland Empire/Desert is $20.42 per hour ($43,123 annually). 

Living Wage (MIT) Glasmeier, A. K. (2024). Living wage calculator. Massachusetts 
Institute of Technology. Accessed on April 14, 2025,  
https://livingwage.mit.edu/states/06/locations 
 
The living wage is derived from MITs Living Wage Calculator, which 
measures the income necessary for an individual of family to afford 
basic expenses. The data assesses the cost of housing, food, 
childcare, health care, transportation, and taxes. For more information, 
see: https://livingwage.mit.edu/pages/methodology 
The living wage for one adult in San Bernardino County is $25.17 per 
hour ($52,353.60 annually). The living wage for one adult in Riverside 
County is $26.30 per hour ($54,704 annually). The average living 
wage to represent Inland Empire/Desert is $25.74 per hour (53,539.20 
annually) 

Typical Education and Training Requirements, 
and Educational Attainment 

The Bureau of Labor Statistics (BLS) provides information about 
education and training requirements for hundreds of occupations. BLS 
uses a system to assign categories for entry-level education, work 
experience in a related occupation, and typical on-the-job training to 
each occupation for which BLS publishes projections data. For more 
information, see 
https://www.bls.gov/emp/documentation/education/tech.htm 

Educational Supply  The CCCCO Data Mart provides information about students, courses, 
student services, outcomes and faculty and staff. For more 
information, see: https://datamart.cccco.edu 
The National Center for Education Statistics (NCES) Integrated 
Postsecondary Integrated Data System (IPEDS) collects data on the 

https://lightcast.io/
http://www.selfsufficiencystandard.org/California
https://livingwage.mit.edu/states/06/locations
https://www.bls.gov/emp/documentation/education/tech.htm
https://datamart.cccco.edu/
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number of postsecondary awards earned (completions). For more 
information, see https://nces.ed.gov/ipeds/use-the-data/survey- 
components/7/completions 

Student Metrics and Demographics DataVista aims to provide up-to-date and useful information on 
students within the California Community Colleges and its Adult 
Education partners. DataVista is a modernization of the supporting 
architecture and visualization of metrics previously available on the 
LaunchBoard. 
 
DataVista is a collaboration between the California Community 
Colleges Chancellor’s Office and WestEd, see: 
https://datavista.cccco.edu/data_views/swp_report 

 
 
 
 

https://nces.ed.gov/ipeds/use-the-data/survey-components/7/completions
https://nces.ed.gov/ipeds/use-the-data/survey-components/7/completions
https://datavista.cccco.edu/data_views/swp_report


Barstow Community College
Nurse Assistant Training Program

(CNA Advisory)



Introductions 
• Yvonne Briones, Program Director, ybriones@barstow.edu

• Dr. Jennifer Rodden, Dean of CTE, jrodden@barstow.edu

• Thank You to Mountain View Post-Acute Skilled Nursing Facility—our 
wonderful clinical partner!

• Thank You to our passionate instructors!

• Thank You to the Barstow College Foundation for their ongoing support.

• Thank You to Kurt Augsburger, Director of Workforce Development at San 
Bernardino Community College District/

• High Road Training Partnership (HRTP) grant funding supported the launch of Cohort 1 
and supportive service stipends were awarded to each student.

mailto:ybriones@barstow.edu
mailto:jrodden@barstow.edu


Overview of the Program
• Cohort 1 started on July 30, 2025, as a not-for-credit program.

• We started with 15 students and ended with 10 students who 
successfully completed the program on November 23, 2025.

• Our pass rate for Cohort 1 was: 100%

• Our employment rate for first cohort so far: 1 student, others applied to 
Nursing programs.

• Cohort 2 started on January 28, 2026



Overview of the Program Curriculum
• The program is currently scheduled as an evening/weekend program within an 

18-week semester. We are in the early stages on the program with one cohort 
under our belt and another one in progress.

• Students from Cohort 1 intended to apply to VVC’s Nursing program, the CNA 
certification adding points to their application packet.

• Cohort 1 and Cohort 2 have been offered as not-for-credit to allow for 
assessment of pre-existing non-credit curriculum.

• Updated non-credit curriculum (three courses and a non-credit certificate) are 
going through the curriculum process this spring.

• Changes made included: (1) updating hours of instruction, reducing Theory hours from 
90 to 72, reducing Skills hours from 108 to 72, and keeping Clinical hours at 108, (2) 
updating instructional materials, (3) revising Basic Life Support language to reflect 
American Heart Association, and (4) increasing minimum age to 17.



Highlights
• All 10 students from Cohort 1 were awarded (HRTP) supportive service stipend 

in the amount of $1,000.00. Thank you again to Kurt Augsburger for working 
with the Barstow College Foundation to make this happen.

• Through HRTP funds and an SWP reallocation, we have been able to pay for 
books, supplies, scrubs, and other materials and fees to reduce barriers for our 
students. 

• Thank You to VVC for helping us with student recruitment and with state 
testing.

• BCC applied for the Rebuilding Nursing Infrastructure (RNI) Grant in January 
2026 and should know if April if we are a recipient. If awarded, we will establish 
a Nursing program and consider making the Nursing Assistant program a 
prerequisite.



THANK YOU, Wendy!

We could not have done this 
without you. 



College of the 
Desert
CNA/HHA Program
Regional Advisory



Introductions
´ Introductions

´ Michelle French – NATP RN Program Director
§ mfrench@collegeofthedesert.edu

´ Barbara Jordan - Lead Faculty CNA, HHA Director
´ Cece Yamaguchi - CNA Program Specialist

´ Thanks to our industry partners: 
´ Desert Mountain Care Center
´ Monterey Palms Healthcare Center

´ Thanks to the faculty: 
´ Barbara Jordan 
´ Manuela Navarrette 
´ Priscilla Paltin
´ Bryan Batres

mailto:mfrench@collegeofthedesert.edu
mailto:mfrench@collegeofthedesert.edu


Overview of the CNA Program

´ Converted from a 12-week to 8-week program
o Offered 2 X a semester in FA/SPR (started FA25)

´ Noncredit
´ Enrollment last year was: 76 (28 SPR, 48 FA)
´ Completion rate last year was: 80%
´ First time pass rate last year was: 96.67% (TMU)
´ Our employment rate is high in Coachella Valley



Overview of the CNA Program 
Curriculum
´ 8-week course consisting theory, clinical, and lab hours

o CDPH approved
o State approved NATP curriculum
o Professional skills building

´ Component of our multicriteria process for LVN and RN 
programs
o Complete 500 hours

´ Prerequisite for Home Health Aide

HHA program launched Winter 2025, runs intersession  



Highlights

´ Orientation
o Once a semester prior to acceptance to outline program expectations: 

professional standards, onboarding, and keys to success in the program

´ Support
o Dedicated Nursing Counselor and Student Outcome Specialists

´ Hiring
o Many opportunities within Coachella Valley 

´ Pathways
o Progression into the LVN and RN programs

´ Local Testing Center



Copper Mountain College
Nurse Assistant Program
Spring 2026 Advisory Panel



Introductions
Heidi Stiemsma
Director of Nursing and Health Sciences, 
hstiemsma@cmccd.edu

Thanks to our industry partners: 
• Elizabeth Giunta and Elizabeth Raimondi at Hi-Desert Medical Center
• Ana Mendoza at Desert Regional Medical Center

Thanks to the faculty: Elizabeth Thomas



Overview of the Program
The CMC NA Program was initially approved in 1998, and renewed this year.  It is a for credit program.

Spring 2025 
§ Enrollment:  10 Students
§ Completed:  7 Students 
§ Pass Rate:  71%

Fall 2025
§ Enrollment:  14 Students
§ Completed:  10 Students
§ Pass Rate:  70%

Industry Partnership: In 2025, Tenet Health provided scholarships to CMC students who completed the 

program and agreed to employment at the Continuing Care Center following certification.



Overview of the Program Curriculum

• CMC can accept up to 15 students.
• The CMC NA Program is 12 weeks.
• Offered Spring and Fall.  
• Theory Thursday and Friday Evenings.
• Clinicals at Hi-Desert Medical Center Continuing Care Center on Saturdays



Highlights
The Fall 2025 class organized a potluck dinner for their friends and family to celebrate their 
graduation from the program. 



Crafton Hills College
Nursing Services  
CNA/HHA/ACNA



Introductions
ØDaniel Word, Dean of Career Education

ØThanks to our industry partners: Brookside Healthcare, Heritage Gardens, Redlands Healthcare, 
SARH, PVMCH, RCH

ØThanks to the faculty: Anyssa Henrich, Heather Jasso, Anamay Ouellette, Steven Cortez, 
Elizabeth Paz, Kristen Donally, Somayya Malik and Francisca Flores



Overview of the Program
ØStarted 2021

ØNon-credit. Evening and weekends.

Ø Comprehensive nursing assistant training with a total of ~380 training hours 

ØExpanding employment opportunities in multiple healthcare settings

ØCompletion rate was 75%

ØOur pass rates last year was 100%

ØOur employment rate was for last year: 70%



Overview of the Program Curriculum

Ø16 week, 3-course program that includes CAN, HHA and ACNA Fall and Spring semesters.

Ø 10-week CNA Summer course.

ØStudents receive 2 state certifications and 3 program certificates.

ØDual enrollment with local high schools. Partnership with Pacific High School for the integration 
of CNA program. 

ØCNA- LVN pathway.



Highlights
ØStudents have the opportunity to interview with the hospital clinical partners for potential 
employment.

Ø100% state passing rate (Credentia)

ØMaintaining +70% employment rate within 6 months of completion

ØAverage 40% of our students go on to enroll in other healthcare programs.

ØProgram emphasis on preparing students for healthcare careers with strong professional 
standards. 



Mount San Jacinto College
Certified Nursing Assistant Program



Program Director

Patricia McBee, RN
Program Director – CNA Program
Mt. San Jacinto College
pmcbee@msjc.edu



Acknowledgements

Clinical Partners:
San Jacinto Valley Post Acute
The Village Healthcare Center
Menifee Lakes Post Acute
Thank you Wendy – Director, Regional Health Initiatives
CNA Regional Advisory Faculty



MSJC CNA Program Overview

Non-credit CNA workforce training program
Enrollment last year: 45 students
Current enrollment: 75 students
Over 90% completion rate
State certification pass rate: over 85%
Program growth plan: increase high school enrollment
Potential expansion to approximately 105 students per semester
Employment data currently being tracked



Program Hours & Structure

Program follows California Department of Public Health CNA training requirements
Classes for adult learners are held in the evenings on the Menifee Campus
High school cohorts are held at Hemet High School and Nuview Bridge High School
Programs support evening classes for part-time learners and high school students
Saturday clinicals are offered to support high school learners
Skills lab is available to provide additional student support
Includes classroom theory, skills lab, and supervised clinical training



Curriculum Overview

Foundations of Nursing Assistant Practice
Patient Safety and Infection Control
Basic Nursing Skills and Personal Care
Nutrition and Hydration
Communication and Psychosocial Care
Supervised Clinical Practice



Pathways & Dual Enrollment

Dual enrollment opportunities allow high school students to complete CNA training while enrolled in high school
Students who complete the MSJC CNA program receive additional consideration points when applying to the MSJC Regional Nursing
Students may also receive additional consideration when applying to the Diagnostic Medical Sonography Program
This pathway supports continued advancement into MSJC healthcare programs
Career pathways include LVN, RN, and other allied health programs



Program Updates & Scholarships

MSJC was awarded the Arthur N. Rupe Foundation grant
This funding helps cover CNA student educational expenses
The grant also helps support CNA state testing costs
This funding helps reduce financial barriers for students entering the healthcare workforce



What Sets MSJC CNA Apart

Strong clinical partnerships with regional healthcare facilities
High completion and certification pass rates
Clear pathway into MSJC nursing programs
Hands-on learning and supportive faculty
Workforce-focused training aligned with community needs



Advisory Committee Input

Review program updates
Discuss curriculum improvements
Advisory committee vote for proposed changes or additions
Recommendations to support continued program growth



CNA ADVISORY
CNA Program

Palo Verde Community College

One College Drive, Blythe, CA 92225



Introductions
Presenter
• Jessica Rincon MSN, RN, PHN
   ADN Instructor, VN Instructor,

   CNA Director & Instructor

Faculty
• Robin Flud LVN, CNA Instructor

   She has been an LVN since August 8, 2008, 

   she complete CNA & VN programs at 

   PVC and now an instructor at PVC
   

I came to work 
full time at PVC 
as an instructor in 
2023. 



Introductions

Current CNA Class

Clinical Facility

Blythe Post Acute Care 

There are 11 students in this class, the 
students are in the lab working on skills.

Blythe Post Acute Care
Blythe Post Acute Care



CNA Program
CNA Program has been active for many 
years; I completed the CNA program at 
PVC prior to entering the VN program.
• NUR-100 CNA Lecture (3 Credits)

• Corequisite: Must be taken in conjunction 
with NUR 118 - Certified Nursing 
Assistant – Clinical. Theory of basic 
nursing practice including, but not limited 
to communication and interpersonal skill, 
infection control, safety and emergency 
procedures, patient rights and ethics, basic 
nursing skills, personal care skills, mental 
health and social service needs, care of the 
cognitively impaired, and basic restorative 
services.

• NUR-118 CNA-Clinical (3 Credits)
• Corequisite: Must be taken in conjunction 

with NUR 100 - Certified Nursing 
Assistant-Lecture This course covers the 
practical application of basic nursing 
theories. Applications include psycho-
social aspects of aging and techniques of 
nursing care. After successful completion 
of Nursing 100 lecture and clinical, 
students are prepared and eligible to take 
the California Department of Health 
Services approved certification 
examination. This course is offered as 
Pass/No Pass.



CNA Program
PVC has two running programs. There is an 
18-week program and a summer program 
that is 4 days a week for 6 weeks. Schedules 
are available.

Both programs are set at 60 hours for theory 
and clinical 100 hours. Following the CA 
guidelines for CNA program.

The programs was updated in 2023 when I 
was given the CNA Director  position. We 
are going through the renewal possess with 
NATP, our programs expires 4/20/26.

Year Tested Passed Percentage
2022 18 16 88.89
2023 15 14 93.33
2024 19 18 94.74

Credentia Testing Site
Stats

Working with Headmaster to 
make PVC a testing site.

Coming soon.

Currently, we do not have a way to 
follow students after they test and 
start working as a CNA.



CNA Program
• All Students have the option 

to apply for Scholarships.
• PVC at times can supply 

assistance using grants funds 
to support student for testing.

• This is a Certificate Program, 
when complete students can  
sit for testing with State of 
CA.

What sets PVC separate 
from other Colleges.
• Strong team of instructors

• Support for each other as instructors

• Great support for all student 

• Family atmosphere 

• Great work ethics for a better student 
outcome

• Civility throughout programs



What Questions do you have? This is an overview picture of 
PCV looking over the Palo 
Verde Valley.



RIVERSIDE CITY COLLEGE
NURSE ASSISTANT TRAINING PROGRAM 

CNA ADVISORY MEETING



INTRODUCTIONS

  Jill Smithen, CNA Department Chair and Program Director 
(jill.smithen@rccd.edu)

  We would like to thank our clinical partners who continue to support the RCC 
School of Nursing CNA students. Without their support, we would not be able to 
serve the number of students that we do.

  Special thanks to Laura Jordan, Assistant Professor in the School of Nursing at 
Riverside City College. Her immense commitment to the students and the 
program allows us to continue to move forward and make positive changes.

  The program currently has six approved clinical sites, and we are always looking 
for more. We have 27 traditional approved instructors and 21 online approved 
instructors.



OVERVIEW OF THE PROGRAM

  The program was started in 2018

  The program is currently for credit. We will begin offering noncredit in addition to 
for credit CNA, Acute Care and Home Health Aide 2027. 

  Our enrollment Spring 2025- 236 with 190 passing. Fall 2025- 225 with 199 passing. 

  Our completion rate last year was: 461 enrolled/ 389 completed (84%)

  Our exam pass rate is currently 100%. We had approximately 356 students test at 
RCC this past year through Regional Testing Center and pass. 

  Many of our students continue their education by enrolling in VN or RN programs. 
Please note that the program does not track student employment data at this 
time; however, students are encouraged to keep us updated on their professional 
progress.



OVERVIEW OF THE PROGRAM 
CURRICULUM

  All CNA programs offered at RCC are CDPH approved for 60 Theory hours and 100 
Clinical hours. 
  We offer an 8-week option that feeds into Acute Care and Home Health during the same 

semester. Allowing the student to earn 3 certificates. 
  We offer classes online Monday and Thursday or in-person Tuesday and Wednesday.

  Acute Care and Home Health Aide are also offered during the intersessions.

  The CNA program is 5 units with a recommended 0.5unit lab course

  The Acute Care CNA is currently a 2 units class.

  The Home Health Aide is currently a 1 unit class and will increase to a 1.5 unit class 
Summer 2026.



OVERVIEW OF THE PROGRAM 
CURRICULUM

  The CNA is a requirement for the VN program. Students can earn four additional points on 
their application by successfully completing the Acute Care CNA or Home Health Aide 
program.

  A student can earn 10 points on their RN application with a current and valid CNA 
certification. They can also earn an additional five points by successfully completing the 
Acute Care CNA or Home Health Aide program.

  We currently have four local high school partners where we offer dual enrollment in the 
CNA program. The program prepares students through a preparatory course in the fall, 
followed by the CNA program in the spring. We enroll 75-120 dual enrollment students. 

  The program follows the NATAP curriculum. Beginning Summer 2026, the program will 
adhere to the Standardized Attendance Accounting Method (SAAM). This will replace our 
recommended 27-hour lab course and incorporate those lab hours into the program.

  Beginning Summer 2026, we will offer Acute Care CNA (20 Theory/48 Clinical), Home 
Health Aide (21 Theory/20 Clinical), and CNA (60 Theory/117 Clinical).



HIGHLIGHTS

  This semester, we are completing our HCAI CNA Expansion Grant. We have 
exceeded the projected numbers.

  We plan to continue serving 250–300 students each semester, even after the grant 
is completed.

  Growing interest brings over 1,000 applicants each semester.

  The pathway for student success supports and encourages students to enroll in 
the CNA, Acute Care CNA, and Home Health Aide programs.

  Various modalities support the diverse learners and complex lives of the students 
we serve.

  The success of the program would not be possible without the support of our 
clinical partners, associate faculty, classified professionals, and enrollment team.
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INTRODUCTIONS

� Jamie Quinn, CNA director, Jamie.quinn@vvc.edu
� Thanks to our industry partners: Knolls West Post Acute and Apple 

Valley Care Center.

� Thanks to the faculty: Wendy Imes for joining us



OVERVIEW OF THE PROGRAM

� The program was started 1990s–2000s
� It is a credit class. You get 6.5 credits for the CNA class

� Our enrollment last year was: 108 students

� Our completion rate last year was: 100 students

� Our pass rates last year was: 97% pass rate

� Our employment rate was for last year: 30%



OVERVIEW OF 
THE 
PROGRAM 
CURRICULUM

16 weeks of lecture and clinicals 

Pathways: HHA and ACNA 
advanced certifications available

Dual enrollment for high school 
students in the summer

State-approved curriculum 



HIGHLIGHTS

� Grants to pay for books
� Care campus



Inland Empire Regional CNA / HHA / ACNA Advisory Meeting Minutes 
March 9, 2026 
3:00 PM – 5:00 PM 
Zoom 
 
Host  
Wendy Deras, Director of Regional Health Initiatives, Inland Empire Desert Regional Consortium 
(IEDRC) 
 
Welcome and Introductions 
Wendy Deras opened the meeting and welcomed participants. She explained that the purpose of the advisory 
meeting was to gather industry and education partner input regarding Certified Nursing Assistant (CNA), 
Home Health Aide (HHA), and Acute Care Nurse Assistant (ACNA) programs across the region. 
 
Labor Market Information Update 
Paul Vaccher from the Center of Excellence presented the regional labor market outlook for nursing assistant 
occupations. 
 
Key findings included continued strong demand for CNAs and HHAs across Inland Empire healthcare 
systems, workforce shortages across hospitals, long term care, and post acute settings, and CNA positions 
remaining a critical entry point to nursing and healthcare career pathways. Aging population trends are 
expected to sustain workforce demand. 
 
During the labor market information presentation, participants discussed the Center of Excellence report 
identifying “cautionary growth” for nursing assistant occupations. Wendy Deras noted that several regional 
training programs did not appear to be included in the report, including programs at College of the Desert, 
Crafton Hills College, Mt. San Jacinto College, Victor Valley College, and Copper Mountain College. 
Advisory members discussed whether the omission may be related to reporting differences between credit 
and noncredit programs or potential MIS reporting inconsistencies. Participants emphasized that despite the 
cautionary designation, regional employers continue to report strong demand for CNAs. Wendy Deras will 
follow up with the Center of Excellence to clarify the data sources used in the report and determine whether 
additional programs should be reflected in the regional training inventory. 
 
Industry participants confirmed that healthcare organizations continue to experience difficulty filling CNA 
positions and anticipate ongoing hiring needs. 
 
Industry Skills Panel 
 
Moderated Industry Skills Panel 
Wendy Deras facilitated a moderated industry panel to gather employer feedback on workforce preparation, 
hiring needs, technology competencies, and curriculum alignment for CNA, HHA, and ACNA programs in 
the Inland Empire region. 
 
Industry participants contributing to the discussion included: 
Susan Veldey – Eisenhower Health 
Beth Giunta – Hi-Desert Medical Center 
Henry Hernandez – Waterman Post-Acute 
Angela Rogers – San Antonio Regional Hospoital  
Patricia McBee – VNA Home Health Care 



Question 1 
What credentials, certifications, or training do you consider essential for entry-level nursing assistant roles, 
and are there emerging specialties or micro-credentials that would improve graduate employability? 
 
Industry partners consistently confirmed that California CNA certification and American Heart 
Association Basic Life Support certification are the primary requirements for employment. 
 
Susan Veldey from Eisenhower Health confirmed that CNA certification and BLS are required prior to hire 
and shared that their organization currently has significant workforce demand for nursing assistants. 
“At Eisenhower, all areas are hiring CNA's. Housewide, we are probably looking for 15 at this time.” — 
Susan Veldey, Eisenhower Health 
 
Employers emphasized that graduates who demonstrate strong foundational patient care skills and clinical 
readiness transition more successfully into the workforce. 
 
Beth Giunta noted that healthcare organizations value graduates who have gained strong clinical experience 
during their training programs. 
“HDMC offers clinical rotations in all areas. Postings and applications are online. We also have a CNA 
sponsorship program with Copper Mountain College.” — Beth Giunta 
 
Panelists also emphasized infection control training and safe patient handling competencies as essential 
preparation for entry-level employment. 
 
Summary 
Employers confirmed that CNA certification and BLS certification remain the primary hiring 
requirements, while emphasizing the importance of strong clinical experience and infection control 
competencies. 
 
Question 2 
What regulatory, documentation, or scope-of-practice changes are impacting CNA roles, and what 
competencies should be integrated into coursework, simulation, or clinical preparation? 
 
Participants discussed infection control protocols and evolving terminology related to infection prevention 
practices. Enhanced precautions were discussed as needing added to the curriculum. 
 
The discussion highlighted the importance of ensuring CNA students are familiar with infection prevention 
practices, including isolation protocols, personal protective equipment use, and documentation expectations. 
Henry Hernandez emphasized the importance of infection prevention training in clinical environments and 
the need for graduates to understand their role in maintaining patient safety. 
 
Participants agreed that infection control practices remain a critical competency for CNA graduates entering 
healthcare settings. 
Summary 
Employers emphasized that CNA programs should continue prioritizing infection control training, patient 
safety practices, and regulatory compliance. 
 
Question 3 
What equipment, systems, and digital tools should graduates be competent in, including EHR platforms, 
safety monitoring tools, and documentation workflows? 
 



Industry partners emphasized that CNA graduates must be comfortable working within electronic health 
record systems and digital documentation workflows used in healthcare settings. 
 
Employers noted that CNAs frequently interact with documentation platforms when recording patient care 
activities and communicating patient observations to nursing staff. 
 
Beth Giunta explained that CNAs must understand how their documentation supports interdisciplinary 
patient care. 
 
Henry Hernandez also emphasized that CNAs may interact with patient monitoring tools and safety systems 
in healthcare facilities. 
 
Participants agreed that training programs should ensure students are comfortable using electronic 
documentation systems before entering clinical environments. 
 
Summary 
Employers emphasized the importance of electronic documentation competency and familiarity with 
digital healthcare workflows. 
 
Question 4 
How is your organization using digital health tools, virtual simulation, or AI-supported systems, and what 
baseline knowledge should new graduates have to function safely and effectively in these environments? 
 
Industry partners explained that CNAs primarily interact with digital systems through electronic 
documentation platforms and patient monitoring systems rather than advanced clinical technologies. 
 
Employers emphasized the importance of basic technology literacy and the ability to navigate electronic 
systems used for patient care documentation. 
 
Participants noted that digital systems continue to expand within healthcare environments and that graduates 
should be comfortable using electronic platforms used by clinical teams. 
 
Summary 
Employers indicated that CNA graduates should demonstrate basic digital literacy and familiarity with 
electronic documentation systems used in healthcare settings. 
 
Question 5 
Which professional behaviors and interpersonal skills are most critical for success, and where do new hires 
most commonly need additional development? 
 
Industry panelists consistently emphasized professionalism, reliability, and communication skills as critical 
qualities for CNA employees. 
 
Employers noted that attendance and punctuality are essential expectations within healthcare environments. 
 
Beth Giunta explained that teamwork and communication skills are critical because CNAs work closely with 
nurses and other healthcare staff. 
 
Panelists also emphasized compassion and empathy when working with patients. 
 



Participants indicated that some new hires require additional support developing workplace communication 
skills and understanding professional expectations within healthcare settings. 
 
Summary 
Employers emphasized the importance of professionalism, reliability, communication skills, and 
compassion as key attributes for CNA employees. 
 
Question 6 
What internships, clinical rotations, externships, or work-based learning opportunities does your organization 
offer, and what foundational skills and professional behaviors do you expect students to demonstrate? 
 
Employers described several workforce pipeline opportunities including clinical rotations, CNA 
sponsorship programs, and clinical shadowing opportunities. 
 
Beth Giunta shared that her organization offers clinical rotations across multiple hospital departments. 
“HDMC offers clinical rotations in all areas.” — Beth Giunta 
 
Henry Hernandez confirmed that his organization provides clinical placements for CNA students as well as 
placements for LVN and psychiatric technician students. 
“CNA clinical site, LVN clinical site and Psych Tech’s.” — Henry Hernandez 
 
Participants emphasized that students entering clinical environments should demonstrate professionalism, 
preparedness, and a willingness to learn. 
 
Summary 
Employers emphasized the importance of clinical rotations and workforce pipeline programs that allow 
students to gain real-world experience prior to employment. 
 
Question 7 
What does your hiring and onboarding process typically include, and which healthcare settings are 
experiencing the highest workforce demand? 
 
Industry partners described typical hiring and onboarding processes for CNA employees. 
 
Angela Rogers outlined the hiring steps used within their organization. 
“Initial interview with department, HR interview, background check and physical, new hire orientation and 
department specific training.” — Angelar 
 
Employers confirmed strong hiring demand across multiple healthcare settings. 
 
Susan Veldey reiterated that their organization continues to hire CNAs across multiple departments. 
 
Beth Giunta noted that within her organization, the highest workforce demand exists within their post-acute 
care facility. 
“Highest demand is at CCC, which is our post-acute building.” — Beth Giunta 
 
Summary 
Employers confirmed ongoing hiring demand for CNA positions across hospitals and post-acute care 
facilities. 
 
 



Question 8 
Where do you see gaps in graduate readiness, what curriculum improvements would better align programs 
with workforce needs, and would you be willing to collaborate on curriculum review or advisory 
participation? 
 
Employers generally indicated that CNA graduates demonstrate appropriate technical preparation but 
emphasized the importance of professionalism and workplace readiness. 
 
Participants noted that students who have completed strong clinical experiences tend to transition more 
successfully into employment. 
 
Hazel Walker described the success of their high school CNA program and emphasized the value of strong 
clinical partnerships. 
“Our success rate is typically 97%. This year was 99% pass rate.” — Hazel Walker, Fontana Unified School 
District 
 
Industry partners expressed willingness to continue participating in advisory meetings and collaborating with 
colleges to ensure training programs remain aligned with workforce needs. 
 
Summary 
Employers indicated that technical preparation is generally strong, but emphasized the importance of 
professionalism, communication skills, and clinical experience. 
 
Curriculum Updates from Regional Colleges 
Representatives from regional community colleges shared updates on their CNA, HHA, and ACNA 
programs. Participating colleges included Barstow College, College of the Desert, Copper Mountain College, 
Crafton Hills College, Mt. San Jacinto College, Palo Verde College, Riverside City College, and Victor 
Valley College. 

Barstow College – Jennifer Rodden 
Barstow College reported updates to its CNA program structure to align with revised state guidance. The 
program is adjusting instructional hours to approximately 72 hours of theory, 72 hours of skills training, and 
108 hours of clinical instruction. Skills labs are scheduled prior to clinical placements, with weekend skills 
sessions used to ensure students gain sufficient hands-on preparation. The program continues to enroll 
cohorts preparing for CNA certification and employment in regional healthcare facilities. 

Vote yes or no to the changes proposed by BCC: (1) updating hours of instruction, reducing Theory hours 
from 90 to 72, reducing Skills hours from 108 to 72, and keeping Clinical hours at 108, (2) updating 
instructional materials, (3) revising Basic Life Support language to reflect American Heart Association, 
and (4) increasing minimum age to 17. 

Six total votes, 5/6 YES 1/6 Yes to all but not to increasing age to 17. 

College of the Desert – Michelle French 
College of the Desert reported continued implementation of its CNA training program and strong 
partnerships with healthcare providers supporting clinical placements and workforce pipelines. The program 
continues to prepare students for CNA certification and entry-level healthcare employment while supporting 
pathways into nursing education programs. The college continues to enroll cohorts of CNA students each 
year and maintain clinical partnerships with regional healthcare employers. 



Copper Mountain College – Heidi Stiemsma 
Copper Mountain College reported continued operation of its Nursing Assistant Training Program with 
active clinical partnerships supporting student training and workforce entry. The program continues to 
collaborate with healthcare employers and workforce partners, including sponsorship programs and clinical 
placements that help connect students with employment opportunities following program completion. 

Crafton Hills College – Dan Word 
Crafton Hills College reported continued delivery of its CNA program and development of additional 
clinical partnerships with healthcare providers to expand training opportunities for students. The college 
recently partnered with Waterman Hospital to support clinical training opportunities and workforce pathways 
for students completing the CNA program. 

Mt. San Jacinto College – Patricia McBee 
Mt. San Jacinto College described a program structure designed to support adult learners through evening 
instruction. The program schedule includes theory courses offered on Wednesdays from 3:00 p.m. to 8:00 
p.m. during initial weeks and 3:00 p.m. to 6:30 p.m. during later sessions, skills labs on Thursdays, and 
clinical rotations on Fridays from 7:00 a.m. to 3:30 p.m. The program structure supports working students 
seeking entry into healthcare careers. 

Palo Verde College – Jessica Rincon 
Palo Verde College reported continued CNA program implementation designed to meet regional workforce 
needs. The program continues to provide the required theory, skills, and clinical hours required for CNA 
certification while supporting student preparation for employment in healthcare settings. 

Riverside City College – Jill Smithen 
Riverside City College reported continued operation of its Nursing Assistant Training Program under the 
leadership of the NATP department. The program continues to maintain strong clinical partnerships with 
healthcare providers and supports student preparation for CNA certification and employment. The program 
continues to enroll multiple cohorts of students each year to support workforce demand. 

Victor Valley College – Jamie Quinn 
Victor Valley College reported operating a six-week accelerated CNA program designed for high school 
students. Due to the compressed nature of the program, strict attendance requirements are enforced and 
students are not permitted to miss instructional hours. The program provides an accelerated pathway for 
students to complete CNA training and enter healthcare careers or continue into nursing programs. 

Attendance and Program Structure 
During the program update discussion, participants engaged in a conversation regarding attendance 
requirements and policies for make-up hours in CNA training programs. Because CNA programs must meet 
state-mandated instructional hour requirements for theory, skills, and clinical instruction, several colleges 
reported that attendance policies are generally strict and students must complete all required hours in order to 
be eligible for certification testing. Programs described varying approaches to attendance management. Some 
colleges indicated that no make-up hours are allowed and students must maintain perfect attendance, 
particularly in accelerated programs. Based on the discussion, approximately two programs reported 
operating with a zero-absence or no make-up policy due to the condensed nature of their training 
schedules. 

Other programs reported allowing limited absences with structured make-up opportunities. Several 
colleges indicated that they permit one theory absence and one clinical absence, provided the missed hours 
are completed through make-up assignments, additional skills lab time, or scheduled make-up clinical 



experiences. Participants also discussed how program structure influences attendance flexibility. Victor 
Valley College reported that its six-week summer CNA program requires perfect attendance. 

Meeting closed at 5:15pm 

Wendy will send out the packet within 2 weeks and upload to website.  

 



Last 

name First name Email Type Employer Title

Cuasay Katrina

kcuasayrn@gmail.co

m Adult School Azuza Adult School RNPD

Cordova John jbc115@charter.net

Community 

College Crafton Hills College Associate Dean, Director LVN

French Michelle

mfrench@collegeofth

edesert.edu

Community 

College College of the Desert

Assistant Director of Nursing and Allied 

Health

Giunta Beth

elizabeth.giunta@ten

etheath.com

Industry 

partner/employer

Hi Desert Medical 

Center clinical educator

Hernandez Henry

henry.hernandez@w

atermancanyonpa.co

m

Industry 

partner/employer

Waterman Post Acute 

Convalescent Hospital DSD

Imes Wendy wimes@vvc.edu

Community 

College Victor Valley College Faculty, CNA

Jordan Barbara

bjordan@collegeofth

edesert.edu

Community 

College College of the Desert Faculty, CNA

Leyden Matthew mleyden@msjc.edu

Community 

College MSJC Counselor

McBee Patricia pmcbee@msjc.edu

Industry 

partner/employer VNA Home Health RN

O'Bier Heather

heather.obier@sbcus

d.k12.ca.us Adult School

Inland Career 

Educationenter Director of Nursing

Partis Natalie

partisn@student.vvc.

edu

Community 

College Victor Valley College Student

Quinn Jamie jamie.quinn@vvc.edu

Community 

College Victor Valley College CNA director and RN instructor 

Rincon Jessica

Jessica.Rincon@palov

erde.edu

Community 

College Palo Verde College

ADN Instructor, CNA Director, LVN 

Instructor

mailto:kcuasayrn@gmail.com
mailto:kcuasayrn@gmail.com
mailto:jbc115@charter.net
mailto:henry.hernandez@watermancanyonpa.com
mailto:henry.hernandez@watermancanyonpa.com
mailto:henry.hernandez@watermancanyonpa.com
mailto:wimes@vvc.edu
mailto:bjordan@collegeofthedesert.edu
mailto:bjordan@collegeofthedesert.edu
mailto:pmcbee@msjc.edu
mailto:partisn@student.vvc.edu
mailto:partisn@student.vvc.edu


Rodden Jennifer

jrodden@barstow.ed

u

Community 

College

Barstow Community 

College

Dean of Instruction, Career Technical 

Education

Rogers Angela arogers@sarh.org

Industry 

partner/employer

San Antonio Regional 

Hospital Educator- telemetry

Sandello Alyssa

alyssa@launchappren

ticeship.org Stakeholder

LAUNCH 

Apprenticeship 

Network Regional Apprenticeship Manager

Sepulveda Marissa

msupulveda@valleyc

ollege.edu

Community 

College Crafton Hills College Faculty, CNA

Smithen Jill jsmithen@rcc.edu

Community 

College Riverside City College RNPD

Stiemsma Heidi

hstiemsma@cmccd.e

du

Community 

College

Copper Mountain 

College Director of Nursing and Health Sciences

Vaccher Paul

paul.vaccher@trailhe

adstrat.com

Community 

College IED COE Senior Research Analyst

Veldey Susan

SVeldey@eisenhower

health.org

Industry 

partner/employer Eisenhower Health Clinical Director

Walker Hazel  burgha@fusd.net K12 Fontana Unified SD

Senior Secretary II, Career Readiness and 

Workforce Development

Ward Christy

christy.ward@pvhmc.

org

Industry 

partner/employer

Pomona Valley 

Hospital Medical 

Center Nurse Manager, Education

Wharton Jannet

jannet@venturatraini

nginstitute.com Stakeholder

Ventura Training 

Institute CNA,LVN Program Director

Word Dan

dword@craftonhills.e

du

Community 

College Crafton Hills College

Dean of Career Education & Human 

Development

Younker Jenny

jenny.younker@sprin

gscs.org K12

River Springs Charter 

School CTE Teacher

mailto:arogers@sarh.org
mailto:msupulveda@valleycollege.edu
mailto:msupulveda@valleycollege.edu
mailto:jsmithen@rcc.edu
mailto:paul.vaccher@trailheadstrat.com
mailto:paul.vaccher@trailheadstrat.com
mailto:dword@craftonhills.edu
mailto:dword@craftonhills.edu
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