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Work: Thriving in a Turbulent, Technological,
and Transformed Global Economy
By: Jay Hamilton

Long-term trends are affecting the
American labor force in fundamental
ways. U.S. workers are caught up in a
turbulent economy. Tremendous global
shifts combined with rapid advances of
digital technologies are affecting U.S. labor
markets up and down the career ladder. The
U.S. Council on Competitiveness released
it Work report at a Senate Competitiveness
Caucus briefing in January 2016. The report
laid out the widening skills gap threatening
America’s prosperity and called for the
establishment of a National Skills Agenda
to help fix it. (See list of recommendations
below.)
The primary drivers of the U.S. economy
have changed radically. In the 19th century,
agriculture and mineral extraction drove
prosperity based on natural resources.

Mass production drove 20th century
America with machinery and capital. In the
21st century, knowledge, technology and
innovation drive the economy.
At the same time, riding the tidal wave of
transformation brought about by the fall
of the Iron Curtain, globalization, trade
liberalization, and the digital revolution,
billions of people in emerging economies
have entered global commerce and swelled
the global labor pool.
Today, many educated and skilled people in
emerging economies compete to perform
the world’s work, often for lower than or
comparable wages to their counterparts
in advanced nations such as the United
States. Offshoring work once done in the
United States has been driven by advances
Continued on page 2
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If you are a
member who
wishes to
be profiled,
or you
would like
to suggest a
member for
NAWDP to
invite to be profiled, please let us
know.
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The NAWDP Member Profile
section focuses on three to four
questions.

1. How did you get started in
workforce development?
2. What do you value
most about your NAWDP
membership?
3. If you could give one piece of
advice to a new workforce
professional, what would it
be?
4. Why did you apply for the
CWDP? (Answer #4 only if
you hold the credential.)
Continued on page 3
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WORK: THRIVING IN A TURBULENT, TECHNOLOGICAL, AND TRANSFORMED GLOBAL ECONOMY
Continued from front page 1

in telecommunications, widespread
computerization, digitization of some
work and services, and the availability of
relatively well educated, English-speaking
workers in other nations who perform work
at lower costs.
Occupations most susceptible to offshoring
include office and administrative support
jobs with relatively low education or training
requirements. Occupations least susceptible
to offshoring are highly skilled jobs, most
of which are professional occupations
or management, business, and financial
operations occupations.
Labor markets in the United States and
other advanced economies are becoming
polarized – demand has grown for highend workers for jobs involving non-routine
cognitive tasks and for low-skill/high-touch
workers, but is weak for many middle-skill
workers. 1
“Labor-Market Polarization Over the Business
Cycle,” Christopher L. Foote and Richard
W. Ryan, Federal Reserve Bank of Boston,
December 6, 2012.

1

Non-routine manual jobs require little
formal education, but require in-person
interactions and hands-on tasks. At the
opposite end, demand for high-skill labor
to perform non-routine cognitive tasks
has grown rapidly. In the middle are those
workers with intermediate skills employed
in routine jobs, which are easier to ship
offshore to countries with lower wages, or
easier and more attractive to automate as
the cost of automation falls.2
Private investment in digital equipment
and software has grown significantly
over the past two decades. Widespread
computerization and telecommunications
networking across global business and
industry has transformed work.3 The IT
revolution not only has allowed workers to
“crank” the machine faster, but also created

opportunities to fundamentally change the
way production and service delivery are
organized, and the way work organizations
operate.
The price of automation has fallen
significantly in the past few decades, both in
absolute terms and relative to the cost
of labor.4 As the cost of labor rises and the
cost of automation declines, it becomes
more attractive to automate work and
eliminate some jobs.
Disruptive technologies and innovations
can drive a reordering at every level of
the economy – from the workplace, to
the labor market, to the mix of industries
in a community or country – creating
new opportunities for some workers, but
also hardships for others. The process of
reorganization may create new jobs while
eliminating others; create new occupations;
or change the occupational mix, tasks to be
performed, and the skills in demand.
The shift in drivers of the economy,
advances in technology, and the nature of
tasks people do on the job have placed a
premium on workers who possess the high
skills, knowledge, and knowhow that drive
service and product innovation, who can
engage with customers and other workers
to accomplish organizational goals, and who
can perform complex non-routine tasks.
In today’s technology- and informationdriven economy, skills are the name
of the game, and those who invest in
education and skills development are more
competitive in the workforce, earn more,
have lower risk of unemployment, and
propel the next generation of prosperity.
2
“The Polarization of Job Opportunities
in the U.S. Labor Market: Implications for
Employment and Earnings,” David Autor,
MIT Department of Economics and National
Bureau of Economic Research, April 2010;

“Labor-Market Polarization Over the Business
Cycle,” Christopher L. Foote and Richard
W. Ryan, Federal Reserve Bank of Boston,
December 6, 2012; and “Job Polarization
Leaves Middle-Skilled Workers Out in the
Cold,” Maria E. Canon and Elise Marifian, The
Regional Economist, Federal Reserve Bank of
St. Louis, January 2013.
“Futurework: Trends and Challenges for
Work in the 21st Century,” U.S. Department of
Labor, 1999.
3

4
“Job Polarization Leaves Middle-Skilled
Workers Out in the Cold,” Maria E. Canon and
Elise Marifian, The Regional Economist, Federal
Reserve Bank of St. Louis, January 2013.

America has the ability to address some of
the challenges brought by new realities of
the labor market, the workforce, and the
workplace. The United States must develop
strategies to prepare the workforce for
adapting to rapid change, and to reach
for high- wage, non-routine cognitive
jobs. Every aspect of the education and
training system from K-12 to workforce
development must function well to prepare
the full spectrum of workers – high school
and college graduates, adult workers, and
mature workers – with the skills they need
to compete in the 21st century economy.
The content for this article was taken from
Work. Thriving in a Turbulent, Technological
and Transformed Global Economy, Council
on Competitiveness, 2016. The executive
summary can be found at http://www.
compete.org/storage/FINAL_WORK_
Executive_Summary.pdf. The full report
is available at http://www.compete.org/
storage/WORK_Full_Report.pdf.
Jay Hamilton is Senior Vice President for
Communications and Public Relations at the
U.S.Council on Competitiveness. He can be
reached at jhamilton@compete.org and you
can follow him on twitter @jayhamilton.

PLAN AHEAD!
April 12
April 30
May 21
May 22
		
May 21-24

WOR

Deadline – Regular Rate – Registration – NAWDP 2017 Annual Conference
Deadline, quarterly – applications – CWDP
Special Event – U.S. DOL – New Orleans – NAWDP 2017 Annual Conference
Special Speaker – from the Office of the Governor of Louisiana - 			
NAWDP 2017 Annual Conference
NAWDP 2017 Annual Conference
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National Skills Agenda
• Establish a National Skills Agenda
• Build foundations for success in a high skill
		 knowledge-and technology-driven economy
		 - Get ready for the workplace by
			 encouraging real-world skills and
			 experience
		 - Develop science and engineering skills, and
			 a science and engineering workforce for
			 the new economy
		 - Nurture the next generation of
			 entrepreneurs
• Skill-up for the energy revolution and
		 sustainability
• Expand access to and transform systems for
		 acquiring work skills
		 - Support technical and professional skills
			 development
		 - Establish new pathways to transition
			 veterans into the workforce
		 - Keep mature workers competitive in
			 the labor market and productive in the
			 work place
		 - Develop better labor market information
			 systems

NAWDP MEMBER PROFILE
Continued from front page 1

WORKF
Here’s what you do:
•

Express interest! Email info@nawdp.org WITH
MemberProfileSuggestion in subject line + Your
Name OR the Name of Person You’re Suggesting.

•

Talk to a NAWDP staff member after they contact
you, to discuss specifics.

•

Write your 350-700 word profile, answering the
three – or four – questions.

•

Submit it with your photo (a headshot suitable for
professional use).

To read example profiles, visit the link below and click on a
month: http://nawdp.org/About/MemberProfiles.aspx.
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2017 NAWDP ANNUAL CONFERENCE REGISTRATION
First Name ___________________________________________Last Name____________________________________
Title:____________________________________________________________________________________________
Organization______________________________________________________________________________________
Address: _________________________________________City/State/Zip______________________________________
Phone___________________________________________Email of registrant__________________________________
Please identify any special needs you have that require assistance (Vegetarian, Vegan, Gluten Free, Mobility, Vision, Hearing,
etc):
______________________________________________________________________________________________
Are you a NAWDP Member? q Yes (Membership # _________________________) q No

Registration Fee (includes all meal functions)
If using this form:
PLEASE
PRINT LEGIBLY.

Regular (By April 12, 2017)

Late Registration

__NAWDP Member $525
__New or Renewing NAWDP Member $600*
__ Non Member $655

(Payment received after April 12, 2017)
__ NAWDP Member $555
__New or Renewing NAWDP Member* $620
__ Non Member $675

*includes 1 year NAWDP membership

Preconference Sessions (May 22nd at 8am - noon) - Now free however preregistration is required. SELECT ONLY ONE
_____
_____

The Revolutionary New Captain and Coach Approach to Case Management with Larry Robbin
Data Driven Workforce Development: How LMI Can Guide Investment and Strategy with Greg Wilson
Pre-registrations will be accepted until May 13, 2017. After May 13th, registrations must be made onsite.

PAYMENT INFORMATION
Check Enclosed
q Purchase Order (MUST be enclosed)
		(No registrations will be processed until full payment is received for the Purchase Order)
q Credit Card: (VISA, MasterCard, AMEX)
Account Number: _______________________________________________________________
Expiration___________ Name on Card______________________________________________
Cardholder’s Signature_____________________________________
Email (if different than registrant)_____________________________

q

CANCELLATION POLICY: PLEASE READ CAREFULLY!

WOR

A $75 cancellation fee will be charged for any registrations cancelled before 5:00 pm Eastern Time on April 12, 2017. After that date, no refunds will be
provided, except for documented cases of medical emergency. Substitutions may be made at any time at no cost, but non-NAWDP members will be billed the
difference if replacing a member. Cancellations or changes must be submitted in writing.

				

Register online at www.nawdp.org or send registration with payment to:
NAWDP • Attn: NAWDP Annual Conference • 1155 15TH Street NW – Suite 350 • Washington, DC 20005
			
Fax: 202.589.1799
Questions: 202.589.1790
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2017 NAWDP Annual Conference
Announcements
NEW: Monday event

WORKF

A special speaker from the Office of the Governor of Louisiana is invited to speak at the
2017 NAWDP Annual Conference in New Orleans, during the:

•
•
•
•
•

Opening General Session
Monday, May 22
1:00 p.m. - 3:00 p.m.
New Orleans Hilton Riverside Hotel
Room location TBA onsite

Details are being finalized and will be shared via e-blast to NAWDP members, and others
registered to attend the conference.

REMINDER: Sunday event added
As previously announced, invited speakers now include leaders from the U.S. Department
of Labor team handling its 2017 WIOA National Convening.
They will share with NAWDP conference attendees, highlights gathered from the convening
meetings, and address us during the:

•
		

•
•
•
•

Department of Labor - Overview of 2017 National
Convening for NAWDP Conference Attendees
Sunday, May 21
1:00 p.m. - 5:00 p.m.
New Orleans Hilton Riverside Hotel
Room location TBA onsite

Final details will be shared with NAWDP members and others registered to attend the
conference.
Bookmark the website page!
http://nawdp.org/Training/AnnualConference.aspx
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Workforce Development Professionals Should
Look to the Solar Industry for Good Jobs
By: Terri Bergman, CWDP: MS

The demand for renewable energy sources and
a concern about global warming also is driving
solar industry growth, with companies such as
General Motors using solar in its facilities and IKEA
installing solar panels on its store roofs. General
Motors sees solar as providing lower and more
stable energy costs in the long term, while IKEA
aims to be energy independent by 2020, with solar
arrays atop 90 percent of its U.S. locations.

The American solar workforce grew at a historic
pace in 2016, with one out of every fifty new U.S.
jobs coming from the solar industry. Solar industry
employment growth outpaced the overall U.S.
economy by 17 times as it increased by over
51,000 jobs, for a total of 260,077 U.S. solar
workers. The solar workforce grew by 25 percent
over 2015, the largest annual growth percentage
since 2010.
The number of solar jobs increased in 44 of the 50
states in 2016, showing that solar industry growth
is truly a nationwide phenomenon. The state
with the highest total number of solar jobs in
2016 was California, followed by Massachusetts,
Texas, Nevada, and Florida. Reasons for the
dramatic increase in the solar workforce across
the nation include the rapid decrease in the cost
of solar panels and the unprecedented consumer
demand for solar installations.

Solar job growth in 2016 took place in all
job sectors, including a 26 percent growth
in manufacturing companies to 38,121 jobs
nationwide. Installation jobs increased by
14 percent to a total of 137,133 jobs. Project
development jobs increased by 53 percent to
34,400 jobs, while sales and distribution jobs
increased by 32 percent to 32,147 jobs.
Nine percent of solar workers nationwide are
veterans, compared to 7 percent in the overall
U.S. workforce. The percentage of solar workers
who are women increased from 24 percent in
2015 to 28 percent in 2016, the percentage of
African-American solar workers increased from
5 percent to 7 percent, and the percentage of
Latino/Hispanic solar workers increased from 11
percent to 17 percent.
A wide range of people are hired into the solar
industry, everybody from certified and licensed
engineers to those who first learn about a solar

project when it is being built in their area. Solar
is not an exclusionary trade. Jobs are teachable,
providing people with real skills and creating
opportunities for sustainable careers. While
individuals are counted as solar workers if
they spend at least 50 percent of their time on
solar-related work, approximately 90 percent of
workers spend 100 percent of their time on solar.
Information for this article was derived from The
Solar Foundation’s National Solar Jobs Census
2016, which contains a complete list of the
number of solar jobs by state, along with state
growth rates over 2015. This year’s Census was
part of the U.S. Department of Energy’s U.S.
Energy and Employment Report (USEER) data
collection effort. The National Solar Jobs Census
2016 can be found at http://www.solarjobscensus.
org. The Solar Foundation is an independent
501(c)(3) nonprofit organization whose mission
is to accelerate adoption of the world’s most
abundant energy source.
Terri Bergman is director of research and programs
at the National Association of Workforce Boards
and interim manager of certification at the
National Association of Workforce Development
Professionals. She has been a member of NAWDP
since its inception in 1988. She can be reached at
bergmant@nawb.org.

A

Ten Toxic People You Should
Avoid Like the Plague
Originally published Mar. 16, 2017 via LinkedIn Pulse
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By: Dr. Travis Bradberry Co-author EMOTIONAL INTELLIGENCE 2.0 & President
at TalentSmart
Toxic people defy logic. Some are blissfully
unaware of the negative impact that they have
on those around them, and others seem to
derive satisfaction from creating chaos and
pushing other people’s buttons.
As important as it is to learn how to deal with
different kinds of people, truly toxic people will
never be worth your time and energy—and
they take a lot of each. Toxic people create
unnecessary complexity, strife, and, worst of
all, stress.
“People inspire you, or they drain you—pick
them wisely.” – Hans F. Hansen
Recent research from Friedrich Schiller
University in Germany shows just how serious
toxic people are. They found that exposure to

stimuli that cause strong negative emotions—
the same kind of exposure you get when
dealing with toxic people—caused subjects’
brains to have a massive stress response.
Whether it’s negativity, cruelty, the victim
syndrome, or just plain craziness, toxic people
drive your brain into a stressed-out state that
should be avoided at all costs.
Studies have long shown that stress can have a
lasting, negative impact on the brain. Exposure
to even a few days of stress compromises the
effectiveness of neurons in the hippocampus,
an important brain area responsible for
reasoning and memory. Weeks of stress cause
reversible damage to brain cells, and months
of stress can permanently destroy them. Toxic
people don’t just make you miserable—they’re

really hard on your brain.

The ability to manage your emotions and
remain calm under pressure has a direct link to
your performance. TalentSmart has conducted
research with more than a million people, and
we’ve found that 90% of top performers are
skilled at managing their emotions in times of
stress in order to remain calm and in control.
One of their greatest gifts is the ability to
identify toxic people and keep them at bay.

It’s often said that you’re the product of the five
people you spend the most time with. If you
allow even one of those five people to be toxic,
you’ll soon find out how capable he or she is of
holding you back.
You can’t hope to distance yourself from toxic
Continued on page 7
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people until you first know who they are. The
trick is to separate those who are annoying or
simply difficult from those who are truly toxic.
What follows are ten types of toxic drainers
that you should stay away from at all costs so
that you don’t become one yourself.
The Gossip
“Great minds discuss ideas, average ones
discuss events, and small minds discuss
people.” – Eleanor Roosevelt
Gossipers derive pleasure from other people’s
misfortunes. It might be fun to peer into
somebody else’s personal or professional faux
pas at first, but over time, it gets tiring, makes
you feel gross, and hurts other people. There
are too many positives out there and too much
to learn from interesting people to waste your
time talking about the misfortune of others.
The Temperamental
Some people have absolutely no control over
their emotions. They will lash out at you and
project their feelings onto you, all the while
thinking that you’re the one causing their
malaise. Temperamental people are tough
to dump from your life because their lack of
control over their emotions makes you feel bad
for them. When push comes to shove though,
temperamental people will use you as their
emotional toilet and should be avoided at all
costs.
The Victim
Victims are tough to identify because you
initially empathize with their problems. But
as time passes, you begin to realize that their
“time of need” is all the time. Victims actively
push away any personal responsibility by
making every speed bump they encounter into
an uncrossable mountain. They don’t see tough
times as opportunities to learn and grow from;
instead, they see them as an out. There’s an
old saying: “Pain is inevitable but suffering is
optional.” It perfectly captures the toxicity of
the victim, who chooses to suffer every time.
The Self-Absorbed
Self-absorbed people bring you down through
the impassionate distance they maintain from
other people. You can usually tell when you’re
hanging around self-absorbed people because
you start to feel completely alone. This happens
because as far as they’re concerned, there’s no
point in having a real connection between them
and anyone else. You’re merely a tool used to
build their self-esteem.
The Envious
To envious people, the grass is always greener
somewhere else. Even when something great
happens to envious people, they don’t derive
any satisfaction from it. This is because they
measure their fortune against the world’s
when they should be deriving their satisfaction
from within. And let’s face it, there’s always
someone out there who’s doing better if
you look hard enough. Spending too much
time around envious people is dangerous
because they teach you to trivialize your own
accomplishments.

The Manipulator
Manipulators suck time and energy out of your
life under the façade of friendship. They can be
tricky to deal with because they treat you like
a friend. They know what you like, what makes
you happy, and what you think is funny, but the
difference is that they use this information as
part of a hidden agenda. Manipulators always
want something from you, and if you look back
on your relationships with them, it’s all take,
take, take, with little or no giving. They’ll do
anything to win you over just so they can work
you over.
The Dementor
In J. K. Rowling’s “Harry Potter” series,
Dementors are evil creatures that suck people’s
souls out of their bodies, leaving them merely
as shells of humans. Whenever a Dementor
enters the room, it goes dark, people get cold,
and they begin to recall their worst memories.
Rowling said that she developed the concept
for Dementors based on highly negative
people—the kind of people who have the
ability to walk into a room and instantly suck
the life out of it.
Dementors suck the life out of the room by
imposing their negativity and pessimism upon
everyone they encounter. Their viewpoints are
always glass half empty, and they can inject
fear and concern into even the most benign
situations. A Notre Dame University study
found that students assigned to roommates
who thought negatively were far more likely to
develop negative thinking and even depression
themselves.
The Twisted
There are certain toxic people who have bad
intentions, deriving deep satisfaction from
the pain and misery of others. They are either
out to hurt you, to make you feel bad, or to
get something from you; otherwise, they have
no interest in you. The only good thing about
this type is that you can spot their intentions
quickly, which makes it that much faster to get
them out of your life.
The Judgmental
Judgmental people are quick to tell you exactly
what is and isn’t cool. They have a way of taking
the thing you’re most passionate about and
making you feel terrible about it. Instead of
appreciating and learning from people who are
different from them, judgmental people look
down on others. Judgmental people stifle your
desire to be a passionate, expressive person,
so you’re best off cutting them out and being
yourself.
The Arrogant
Arrogant people are a waste of your time
because they see everything you do as
a personal challenge. Arrogance is false
confidence, and it always masks major
insecurities. A University of Akron study
found that arrogance is correlated with a
slew of problems in the workplace. Arrogant
people tend to be lower performers, more
disagreeable, and have more cognitive
problems than the average person.

How to Protect Yourself Once You Spot ‘Em
Toxic people drive you crazy because their
behavior is so irrational. Make no mistake about
it—their behavior truly goes against reason, so
why do you allow yourself to respond to them
emotionally and get sucked into the mix?

WORKF
The more irrational and off-base someone
is, the easier it should be for you to remove
yourself from their traps. Quit trying to beat
them at their own game. Distance yourself
from them emotionally, and approach your
interactions with them like they’re a science
project (or you’re their shrink if you prefer that
analogy). You don’t need to respond to the
emotional chaos—only the facts.
Maintaining an emotional distance requires
awareness. You can’t stop someone from
pushing your buttons if you don’t recognize
when it’s happening. Sometimes you’ll find
yourself in situations where you’ll need to
regroup and choose the best way forward.
This is fine, and you shouldn’t be afraid to buy
yourself some time to do so.

Most people feel as though because they
work or live with someone, they have no way
to control the chaos. This couldn’t be further
from the truth. Once you’ve identified a toxic
person, you’ll begin to find their behavior
more predictable and easier to understand.
This will equip you to think rationally about
when and where you have to put up with
them and when and where you don’t. You can
establish boundaries, but you’ll have to do so
consciously and proactively. If you let things
happen naturally, you’re bound to find yourself
constantly embroiled in difficult conversations.
If you set boundaries and decide when and
where you’ll engage a difficult person, you can
control much of the chaos. The only trick is to
stick to your guns and keep boundaries in place
when the person tries to cross them, which
they will.
Have you bumped into any of these types
of toxic people? Please share your thoughts
in the comments section below, as I learn
just as much from you as you do from me.
[Visit: https://www.linkedin.com/pulse/
ten-toxic-people-you-should-avoid-like-plaguedr-travis-bradberry.]
ABOUT THE AUTHOR:
Dr. Travis Bradberry is the award-winning coauthor of the #1 bestselling book, Emotional
Intelligence 2.0, and the cofounder of TalentSmart,
the world’s leading provider of emotional
intelligence tests and training, serving more than
75% of Fortune 500 companies. His bestselling
books have been translated into 25 languages
and are available in more than 150 countries. Dr.
Bradberry has written for, or been covered by,
Newsweek, TIME, BusinessWeek, Fortune, Forbes,
Fast Company, Inc., USA Today, The Wall Street
Journal, The Washington Post, and The Harvard
Business Review.
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NAWDP Monthly Webinar:
Developing a Soft-Skills Focused Program
That Meets the Needs of Manufacturers

WOR
Date:
Time:
Fees:

April 20, 2017
3:00 p.m. – 4:30 p.m. ET
Members: $35 | Non-members: $55

PRESENTERS: Kimberly Meadows, Sid Jessup, Carol Cofer
Northeast Georgia Regional Commission - Athens, Georgia
---------------------------------------The focus of this webinar was recently updated, and expanded.
This webinar would be beneficial for any organization that wants to implement a program that is focused on the needs of
manufacturers. Manufacturers want workers with soft skills and credentials in a short time span.

This webinar will discuss how to work with local manufacturers to:
1.
2.
3.

Gauge interest in such a program;
Bring employers to the planning table and be a part of the process of developing the program; and
Marketing the program to the community, elected officials and other stakeholders involved in the program.

Using Northeast Georgia WDB as a case study, this webinar will be detailed analysis from start to finish of how we engaged local
manufacturers to make this program successful.
Space is limited.
To register, visit: www.nawdp.org

ADDRESS SERVICE REQUESTED
National Association of Workforce
Development Professionals
1155 15th Street, NW
Suite 350
Washington, DC 20005

