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Course 
Objectives:
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Understanding the Overall Picture of 
Workforce Today in the United States

Understanding the “Players” in the System

A look at how to improve the delivery 
system in your community: pandemic

Working with employers: decision makers

Best case examples: Work Keys, heroes 



Job Polarization/
Bifurcation

• Employment growth is “polarizing” into 
relatively high-skill, high-wage jobs and low-
skill, low-wage jobs.  
• -Autor

• The middle class is dispersing into two 
opposing streams of upwardly mobile 
college/certifications-haves; and downwardly 
mobile no college/certifications have-nots.
• -
Carnevale, Smith, & Strohl



Technology and Jobs
Most job decline comes from technology change and 
automation…the drive for high productivity

-
Carnevale, Smith, & Strohl

Key contributors to job polarization are the automation of 
routine work… the fungible occupation components

-Autor



Technology and Education

The economic history of the United States is one of lock-step 
progression between technology and educational 
attainment.

-Carnevale, Smith, & Strohl

The relative demand for college-educated labor has 
increased for decades, at least since the end of the first 
World War.

-Goldin and Katz



Educational Attainment Comparisons
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Workforce Policy Implications
• Policy options should focus on two overarching goals: 

(1) enhance workforce development efforts in 
response to industry demand, and 

(2) deepen the supply of workers (talent pipeline) 
necessary to meet future economic and workforce 
needs

Retention
Growth
Attraction
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What Are the 
Basic 
Questions 
Involving 
Workforce?

Good labor characteristics
Labor Availability (supply)
Wages
Educational system
Training programs
Cooperation/efficiency of unions
Area fringe benefits (health care, retirement)
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Ultimate Goal
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Create a “competitive 
workforce advantage” 

for regions, states, 
and nation



Economic and 
Workforce 
development 
and Education: 
How they fit 
together.
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Economic development and 
workforce development formerly 
considered separate domains
• Legacy of their evolution over time.
• Different priorities and clients

• But, no longer!

Workforce development IS 
economic development



The Economy           Workforce Linkage

Economic 
Development 

Strategy

Workforce 
Implications

Workforce 
Development 

Strategy

Workforce 
Development
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Targets and 
Tools

What are the elements of the 
workforce? 

What does workforce 
development do for them?
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Forward Thinking
The Big Questions
• Will we have enough workers?

• Will they be the right kind of workers?

• What are the new demand generators for 
job creation?

• How do we plan to bring it all together?



1. Augment workforce 
quantity

2. Improve workforce 
quality

3. Align workers with jobs

Workforce development:
What can it do?
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The Workforce Development System’s 
“Family Tree”

• Wagner-Peyser Act of 1933
• Funded Employment Security System

• Manpower Development & Training Act of 1962 (“MDTA”) 

• Comprehensive Employment and Training Act of 1973 (“CETA”) 

• Job Training Partnership Act of 1982 (“JTPA”)

• Workforce Investment Act of 1998 (“WIA”)

• Workforce Innovation and Opportunity Act of 2014 (WIOA)
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Who does 
“workforce 
development?”

• Workers
• Families and society
• (Pre)K-12 schools
• Post-secondary educational institutions
• Private sector (business, labor, associations)
• Private training and staffing agencies
• The “Workforce Investment System”
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The Role of 
(Pre) K-12

Schools do some of these jobs better than others.
• Academic focus takes almost exclusive priority in 

many places
• Emphasis on testing for school success metrics.
• Societal bias in favor of academic track

• Connection to larger work world sometimes lacking
• Lack of experience among teachers and 

guidance counselors
• Traditional vs. Contextual learning
• Incomplete communication with employers, 

postsecondary institutions
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Postsecondary 
Institutions
Community 
and Technical 
Colleges
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Core players in the local/regional workforce 
system

Essential to connect supply and demand in a 
regional economy

Create bridges between formal education and 
training workforce systems:
• Provide customized training to meet specific and well-defined 

skills needs of businesses
• Provide well-developed certification and curricula training for 

industrial or occupational categories
• Serve as transfer institutions to more advanced degrees
• Provide ancillary services and training to aid disadvantaged
• Help displaced/older workers transition into new career fields



Postsecondary 
Institutions
Universities
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• Universities attract talent from outside the region
• Train professional workers
• Provide continuing education, certification and 

customized workforce programs
• Offer internships, mentorships, and career planning 

services

Universities can provide education . . . 

• Faculty and students work with local businesses to 
solve problems and develop intellectual property

• Support entrepreneurship initiatives and incubate 
new business development, especially high-tech 

And economic innovation.



The Private Sector
Business, Labor and Their 
Representatives

• Private sector players in workforce 
development:

• All employers
• Chambers of Commerce
• Industry groups
• Trade associations
• Labor unions

• These are the system’s primary customers, but 
are also:

• Training providers
• Advisors
• Strategic partners
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Unemployment
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Cyclical or Keynesian unemployment, also 
known as deficient-demand unemployment, 
occurs when there is not enough aggregate 
demand in the economy to provide jobs for 
everyone who wants to work.

Structural unemployment occurs when a labor 
market is unable to provide jobs for everyone 
who wants one because there is a mismatch 
between the skills of the unemployed workers 
and the skills needed for the available jobs

http://en.wikipedia.org/wiki/Keynesian_economics


Unemployment

• Frictional unemployment is the time period between jobs 
when a worker is searching for or transitioning from one job 
to another. It is sometimes called search unemployment and 
can be voluntary based on the circumstances of the 
unemployed individual. 
• Hidden, or covered, unemployment is the unemployment of 

potential workers that is not reflected in official 
unemployment statistics, due to the way the statistics are 
collected. “discouraged workers”
• “Underemployed”: hard to calculate
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http://en.wikipedia.org/wiki/Search_theory


Micro Workforce: 
Your Community
What are Employers Looking For?

How To Work with Existing and New Employers?

Analyzing Your Workforce?
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Labor Quality: 
Characteristics
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Turnover: higher or lower than industry norms

Absenteeism: can be high for certain regions

Attitudes: how employees feel about company

Trainability: how easy are employees to train

Communications: between employees and with management 

Basic Skills: reading, writing, arithmetic

Alcohol and Drugs: (pre-screening) is it an issue?

Labor Productivity: usually measured

Accuracy: ISO may give high rating



Labor Supply 
(Availability)
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Highly dependent on quality of educational system

Also factors are transportation and commuting as well as 
population.

Other employers in the area as well as skills that are 
preva,lent.

Areas of supply:

• Skilled
• Semiskilled
• Unskilled
• Clerical
• Technical
• Management (and ability to recruit)



Wages
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Calculate Calculate what a new employer should pay “wage threshold”

Collect Collect data from state and federal government. (EMSI and 
Jobs EQ)

Conduct
Conduct wage survey with human resource managers (note: 
know all your human resource managers and try and know 
them on a personal basis).

Know Know your wages in your area (city)



Education
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How many colleges in the area?

Enrollment in each school, as well as enrollments by major

Quality of each school (as well as physical appearance)

Employers perception of schools (how much IT and 
computers as well as other technologies)

Secondary and elementary schools: quality-kids staying in 
school?

Question: how many engineers can I hire from graduating 
classes



Training Programs

• Any reimbursable training programs?

• State, federal and local

• Any customized job training programs (where 
training takes place by college or company and is 
set up by employer) (training usually can take 
place at place of employment or college if college 
gets equipment) instructor can be from college or 
employer)

• Almost standard in the states

• Important for cash flow purposes and is regarded 
as incentive.

• In New Mexico JTIP is regarded by site selectors 
as critical.

28



Fringe 
Benefits
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Understanding fringe system by your employers is important 
(because prospects and site selectors will want to know)

Being able to calculate health care costs, dental, 401K, etc.

Cooperation of unions is essential.

Availability of day care can be issue.

Tuition reimbursement can become big benefit as well.
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Labor Availability in Las Cruces
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Labor Availability: 
Las Cruces vs. Roswell

7.8
9.4

8
7.5

5.3
4.8

8.4
7

7.5
5.5
5.6

3.8

0 2 4 6 8 10

Index: 1 = very poor; 5 = avg.; 10 = excellent

Skilled

Semiskilled

Unskilled

Management

Technical

Clerical

Las Cruces Roswell



32

Labor Characteristics in Las Cruces
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Labor Characteristics:
Las Cruces vs. Roswell
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Quality of Life: Las Cruces
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What is 
Labor Shed?

• Labor shed is defined as the geographic area within which 
people will commute to a location for employment

• The labor shed’s boundaries typically differ from  traditional 
defined geographic regions such as a city, county and 
metropolitan areas

• Typical method of calculation is results from public and private 
surveys by phone, mail, on-line or face-to-face interviews

•
• Phone surveys can estimate the actual size and characteristics 

of the real-time labor supply within 5%

• Additional characteristics of your workforce can be obtained 
during the process 

• On the Map can be used: tool of US Census: DOL and Census 
data.
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Commute 
Trends by 
Position Type
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POSITION TYPICAL COMMUTE TIME (MINUTES)

Executive or Professions 30-60

Medical/Health Sciences 30-60

Information Technology 30-60

Manufacturing/Assembly/Fabrication 30-60

Call Center 20-30

Warehouse/Distribution/Transportation 20-30



Work Keys

The ACT National Career 
Readiness Certificate (ACT 

NCRC®) is central to Work Ready 
Communities as a measure of a 

well-rounded community.

ACT NCRC is an assessment-
based credential powered by 

ACT WorkKeys®. Issued at four 
levels, the ACT NCRC measures 
and certifies the essential work 
skills needed for success in jobs 

across industries and 
occupations.

The ACT NCRC is widely used by 
employers, educators, workforce 

developers, and others with a 
stake in the success of the 

economy. Over 5,160,484 ACT 
NCRCs have been issued 

nationwide since the credential 
was introduced in 2006.



ACT NCRC 
Highlights

Measures and certifies broadly relevant foundational 
work skills

Powered by ACT WorkKeys research-based Assessments –

Workplace 
Documents, 

Graphic Literacy 
and Applied Math

Awarded at four levels—Platinum, Gold, Silver, and 
Bronze



Measuring
Success in
College

3
9

• Two- and four-year college students who have higher ACT
WorkKeys scores and are enrolled in college programs are
more likely to persist in these programs.

• Two- and four-year college students who achieved the 
highest ACT WorkKeys scores achieved higher first-year 
college GPAs than students who scored at Level 3 or lower.



EASTMAN

Apprenticeship  
Best Practice

• Use ACT WorkKeys solutions for hiring for all entry level positions
• Partnered with Northeast State Community College, RCAM
• Profiled advanced manufacturing, maintenance, electrician jobs
• Used profiles to develop USDOL Registered Apprenticeship programs
• Use WorkKeys for entry into Apprenticeship programs

Results: 342 Eastman employees successfully completed
Apprenticeship programs in 2015-17
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Missouri NCRC Wage, Employment, and Education Outcome 
Study
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• A study conducted in collaboration with the Missouri Department of Economic 
Development – Missouri Economic Research and Information Center (MERIC) and the 
Missouri Department of Higher Education (MDHE)

• Purpose was to evaluate the NCRC as a signal of the skills needed for success in the 
labor market and in postsecondary education

• MERIC merged Missouri WorkKeys examinee data (from 2012-2014) with:
• UI wage records (9 mo. Prior to testing and 15 mo. Post testing, n = 27,475)
• MDHE degree attainment and postsecondary GPA(n = 2,868)



Missouri Employment Outcomes
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Missouri Wage Outcomes
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Missouri Postsecondary Education Outcomes
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Economic 
Development 
Hero

2015 Jina started using Work Keys to test students 
foundational and cognitive skills.

2016-2017 Jina began use Work Keys to help develop career 
pathways for all high school students.

2018 Jina used Work Keys for students IPS (Individual Plan of 
Study) and speaking on methodology statewide.

2019 Jina led effort for Wamego to be pilot for Work Based 
Learning program (internships). Results: CAT-MATC are building 
welding school/program, more students attending technical 
school, much more synergy between industry & the school 
district.

Jina Kugler, MA, former Senior Counselor, 
Wamego, KS High School, now 
Counselor/Administrator Greenbush



• https://www.youtube.com/watch?v=hz7xWnHQLfs&t=3s

https://www.youtube.com/watch?v=hz7xWnHQLfs&t=3s


The 
Economy

Pandemic Labor Force



Labor Force Numbers Went Down and Up With COVID



Remote Work Trends



More Educated Are Able to Work Remote



Key Employment Data



Education and Race Are Factors



Firms Are Having Difficulty Finding Workers



Key Sectors Have Job Losses



Quit Rates: “Employers Will Raise Wages”



Remote work implication #2: more dynamism

Source: Kim Mai Cutler, Jan 2021

Presentation Template March 1, 2021



Impacted
Geographies

57 © 2021 The Conference Board, Inc. | www.conferenceboard.org

§ City centers – the donut effect
§ Suburbs
§ Zoom towns
§ Expansive/cheap housing markets

http://www.conferenceboard.org/


The Donut Effect: City centers struggle. Other
areas flourish.

58 © 2021 The Conference Board, Inc. | www.conferenceboard.org

http://www.conferenceboard.org/


Silicon Valley tech companies are increasingly
hiring outside Silicon Valley

Source: The Conference Board®-Burning Glass® HWOL Data Series

59 © 2021 The Conference Board, Inc. | www.conferenceboard.org

http://www.conferenceboard.org/


…And here is where
they are shifting to:

Source: The Conference Board®-Burning Glass® HWOL Data Series

60 © 2021 The Conference Board, Inc. | www.conferenceboard.org

http://www.conferenceboard.org/


The willingness to hire remote workers has
several potential implications for wages

61 © 2021 The Conference Board, Inc. | www.conferenceboard.org

§ Employers can now shift some of their payroll to cheaper labor markets, thus 
reducing overall labor cost.

§ Employees moving from high wage locations to lower wage locations may face
downward adjustments to wages. Thus far, anecdotal evidence suggests that few
compensation adjustments have been made in such situations, but more
employers may consider making such adjustments in the future.

§ Anecdotally, companies that had been firmly committed to “national” 
structures as part of their strategy, are now more willing to consider variations
by geography.

§ For many workers, remote work option is equivalent to the value of a significant
share of their salary. As a result, in the coming years, workers in jobs that cannot be
done remotely may experience faster wage growth than workers in jobs that could
be done remotely.

http://www.conferenceboard.org/

