CONNECT

l

ADVANCE

l

INNOVATE

NAWDP
Advantage
National Association of Workforce Development Professionals

DECEMBER 2017

IN THIS ISSUE

Degree Inflation Is Locking Americans
Out of Work
By Elyse Rosenblum

PAGE 1

Degree Inflation Is Locking
Americans Out of Work
PAGE 1

What’s Workforce and Labor
Market Information, and What
Can It Do for You and Your
Customers?
PAGE 2

Nomination Period
Begins in December
PAGE 4

A Look at the Youth
Development Symposium
PAGE 5

Key statistics about Youth
Disconnection in America

Degree inflation — the practice of seeking
a college graduate to fill a job that does not
require a four-year degree — is undermining
U.S. businesses and hurting American workers,
particularly those from such vulnerable populations as opportunity youth: young adults aged
16 to 24 who are out of school and out of work.
In collaboration with Accenture and Harvard
Business School’s Managing the Future of
Work Project, Grads of Life recently released a
report, Dismissed by Degrees, which explores
the phenomenon of degree inflation and the
costs associated with it, and proposes new
approaches employers can take to develop
a pool of middle-skills talent.
Today over 12 million Americans are
either unemployed or underemployed,
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while three in five employers report difficulty
filling middle-skills jobs. Simply put, there is
a major mismatch between what employers
are demanding from job applicants and what
would actually help their companies be more
competitive and help more Americans to
get ahead.
Many traditional middle-skills jobs in the
U.S. — roles such as first line supervisors,
administrative assistants, sales representatives, and support specialists — now require
a college degree as a minimum education
requirement, even while many already in
those roles do not possess that credential.
For example, in the Supervisor of Production
Workers occupation, 67 percent of employers
request a college degree in postings, but only
16 percent of the current workforce has a
college degree.
CONTINUED ON PAGE 3

Progress and Performance
of WIOA’s Youth Program

What’s Workforce and Labor Market Information,
and What Can It Do for You and Your Customers?
By Cynthia Forland
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The (relatively new) U.S. Department of
Labor’s Workforce Information Advisory
Council (WIAC) is an important piece of the
Workforce Innovation and Opportunity Act.
The WIAC is a Federal Advisory Committee
of workforce and labor market information
experts representing a broad range of
national, state, and local data and information
users and producers. The purpose of the
WIAC is to provide recommendations to the
Secretary of Labor to address:
1. The evaluation and improvement of the
nationwide workforce and labor market

information system and statewide systems
that comprise the nationwide system; and
2. How the Department of Labor and the
states will cooperate in the management
of those systems.
One of the first things the WIAC has done
is lay out the basics of workforce and labor
market information (WLMI), and identify the
key areas for improvement on which the
council will be focusing. You can view these
documents in full using the links below, but
here are a few highlights!
WIAC is essential to the nation’s economy,
providing for the efficient operation of labor
CONTINUED ON PAGE 6
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Message from the Chairman
The 2017 Youth
Symposium
held in Chicago
is in the books.
Hundreds of
workforce
professionals
gathered to
network, share, and learn about tools
and techniques to enhance their
services to youth. Now, we are
looking forward to our Annual
Conference that will be held in
Phoenix Arizona in May 2017.
Register early to ensure your spot!
Recently media has reported that
the unemployment rate has hit a
record 16-year low. What does that
mean to the workforce system and
our clients? The Workforce Innovation and Opportunity Act focuses on
individuals with barriers to employment and challenges us all to move
from a job experience to a career
path. As local areas forecast growth
industries/occupations they struggle
with helping their job seekers with
education and training opportunities
to grow the skill needed by business. We are expected to “meet” job

seeker clients “where they are” and
help them move toward meeting the
needs and expectations of business.
The secret ingredient to achieving
success is partnerships. Not partnerships on paper but real in-person
partnerships among Title I Adult/
Dislocated Worker/Youth, Vocational
Rehabilitation, Adult Education and
Literacy, State Wagner-Peyser,
Temporary Assistance for Needy
Families, Supplemental Nutrition
Assistance Program, communitybased organizations, economic
development, faith-based organizations, and educational institutions.
NAWDP provides a collaborative
opportunity for all workforce related
partners to learn and share together. Encourage your partners to join
NAWDP today and continue your
journey together to change the lives
of the individuals you serve.

Mary Ann Lawrence
Board Chair, NAWDP
CEO, PowerNotes LLC
Malaw528@aol.com

Nomination Period Opens in December
The NAWDP Advancing the Profession
Awards program has begun accepting
nominations. The program features six
awards that recognize exemplary
performance in workforce development:
1. The Tom Ahlers System Building
Award: Recognizing exemplary contributions to the workforce development
system in a large area, such as a region
or state. Awarded to professionals with
a track record of creating sustainable
programs resulting in highly productive
partnerships resulting in jobs.
2. The Peter E. Kaiser Leadership
Award: Recognizing individuals with
a strong history of leadership and
2

capacity building in the field of
workforce development.
3. The Sar Levitan Research Award:
Recognizing individuals who have
made significant research contributions
that has been field tested in professional use and proven to have improved a
workforce development operation.
4. The NAWDP Professional Development Award: Recognizing individuals
whose contributions have improved the
competence and capacity of workforce
development professionals.
5. The Jodi Spiegel Customer Service
Award: Recognizing exceptional
behind-the-scenes customer services

4
VA
Special Election
to the NAWDP
Board of Directors
Virginia’s second seat on NAWDP’s
Board of Directors is vacant due to a
resignation recorded in September.
As a result, NAWDP will hold a
special election to fill this seat
during the first two weeks of
January 2018. Details about the
nomination and elections process
are posted on NAWDP’s web site,
and NAWDP members residing
in Virginia will receive email
notifications about participating
in both processes.
If you have any questions, please
contact the chair of NAWDP’s
Elections Committee, Brenda
Motley-Aikens at bmotleyaikens@
rossprov.com or NAWDP’s
Executive Director, Diane Duff,
at diane@nawdp.org.

that push past internal silos to link
different teams and accomplish
project goals within an organization.
All awards are based on significant
individual achievement and are reviewed
and scored by the NAWDP Awards
Committee. Those selected for awards
will be notified by the end of March 2018,
and recognized at the 2018 NAWDP
Annual Conference in Phoenix, scheduled
for May 20-24.
This is an important opportunity for
NAWDP to recognize the exemplary
service and achievements of the
workforce industry’s leaders, so be
sure to submit your nominations today!
Nomination applications are available
at www.nawdp.org.
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Degree Inflation
CONTINUED FROM PAGE 1

Using a college degree is an expensive and imperfect proxy for finding
middle-skills talent, but it offers employers
a quick way to filter large numbers of applicants and, at first glance, would seem to
align with an increase in the skills required
to do those jobs. However, employers
themselves report that they are seeing few
benefits to degree inflation. A survey of
over 600 employers from across various
industries, geographies, roles, and company sizes found that most employers pay a
premium of 11 percent to 30 percent more
for college graduates, and yet find degree
and non-degree workers in the same roles
to be equally productive. Furthermore,
they also perceive that college graduates
have a far higher rate of voluntary turnover
than non-graduates, as well as a dramatically higher propensity to leave to work for
a competitor than non-degree workers.
What about the changing nature of
jobs? Perhaps jobs are now requiring
more skills than they did in the past. This is
the case for nursing, where most hospitals
are now requiring a bachelor’s degree,
when an associate’s degree was accepted in the past. However, for many middle-skills roles the job postings for those
with and without a bachelor’s degree
have nearly identical requirements. For
example, a comparison of job postings for
supervisors of office workers demonstrated that 9 of the 10 skills required are exactly the same. Moreover, when asked to
rank the most important qualifications for
vetting candidates for middle-skills jobs,
37 percent of employers ranked relevant
work experience as the most important,
while employers most frequently ranked
a four-year degree as the least important
qualification.
All of this evidence suggests that
degree inflation is costing employers
more than they realize and failing to
deliver the middle-skills workforce they
need, while at the same time denying
millions of Americans opportunity.
Luckily, a handful of innovative
employers are already finding creative
ways to develop the middle-skills talent
pool that they need without resorting to
degree inflation and, in the process, are
seeing double bottom-line rewards.
N AW D P A D VA N TAG E
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The Big Squeeze

Without a college degree, millions of
Americans who are ready, willing and
able to do middle skill jobs, are
increasingly ineligible to apply.

3 in 5 employers

filter out non-grad applicants that
are otherwise qualified

2/3 of employers

agree the need for a degree makes
middle-skill jobs harder to fill

6.2 million jobs could be
affected by degree inflation.

One example is Expeditors, a Seattle-based logistics company that provides
a suite of supply chain, transportation,
customs brokerage, and warehousing
services. Long dedicated to the motto
“hire for attitude, train for skill,” in 2008
the company created Opportunity Knocks
(https://web.expeditors.com/opportunity-knocks/), a 6-month paid internship
program for young adults ages 16 to 24.
Each Expeditors branch partners with
local youth organizations to find program
participants, who are then offered a workbased learning experience that includes
daily team interaction, weekly performance feedback, practical development
opportunities, and professional success
tips, with training available in customer
service, communication, and industryspecific content.
Expeditors has seen great business
benefits from the program: the one-year
turnover rate of Opportunity Knocks
graduates is five times lower than the
turnover rate of the average new hire,
and 90 percent of individuals hired longterm through Opportunity Knocks in
Los Angeles were still employed at the
company after two years.
While much of what needs to be done
to rectify the problem falls into the laps of
employers, workforce development professionals can also take steps to mitigate
the effects of degree inflation and help
employers see the value of non-degreed
talent. These include:

work experiences align with the job
requirements. Use competency and
skills-based language (https://www.
careerinfonet.org/skills/) on resumes
so that employers can immediately see
the connection to a job posting.
2. Partner with employers to customize
training for local needs. For more
information on how to form such a
partnership, check out this Partnership
Management tool (https://gradsoflife.
org/wp-content/uploads/2017/06/
GOL_Partnership-Tools.pdf).
3. Share the findings of Dismissed by
Degrees with your networks.
Perception change is a key element
in helping employers recognize the
value of non-traditional applicants, and
sharing findings about the hidden costs
of degree inflation exposes employers
to the need for a new approach to
talent acquisition.
This article is based on research
conducted for Dismissed by Degrees:
How degree inflation is undermining
U.S. competitiveness and hurting
America’s middle class. The full report
can be found online at www.gradsoflife.
org/dismissed-by-degrees.
Elyse Rosenblum is a thought leader
who has extensive experience working
with private sector leaders, nonprofits,
and foundations to develop a strategy to
engage employers in creating talent pipelines to access opportunity youth, defined
as young adults between the ages of 16
and 24 who are out of school and out of
work. One of the Principals of Grads of
Life, Elyse is responsible for setting the
strategy and direction of the Grads of Life
initiative. Elyse can be reached at
erosenblum@gradsoflife.org.
Grads of Life is a national talent pipeline
development initiative for employers that
catalyzes market demand for Opportunity
Youth – young adults ages 16 to 24 who
are out of school and out of work — by
transforming employer perceptions and
hiring practices. Grads of Life provides
employers with the tools and resources
they need to develop their own
Opportunity Youth talent pipelines.

1. Work with job seekers to clearly identify and articulate how their previous
3

Youth
development
symposium
2017
YDS17 was a huge success! Nearly 600 youth-focused workforce
development professionals gathered in Chicago October 30 through
November 1 to improve their skills, network with peers and learn new
strategies and promising practices. We’ve received rave reviews from
participants about session content, featured speakers, and workshop
presentations, and the exhibit hall, featuring solutions addressing a
variety of workforce developers’ needs, was packed!
In case you missed them, our well-attended workshops were interesting
and provocative. You can access the full schedule, presentation
materials and some of the pictures from this youth focused event
on our web site at www.nawdp.org.

Deon Clark, CEO of TCI solutions, LLC, Chairman of The Legacy Initiative, and YDS17
opening session keynote speaker visits with
NAWDP Board member Celia Garcia of the
Latin Business Institute. Clark’s comments
focused on changing the narrative of diversity from “numbers” to “quality.”
Closing
keynote speaker
Laurie Guest
wrapped up
the Symposium
on a high note,
with advice and
guidance on
how to achieve
personal balance, become
indispensable
at work, build
rapport with
others and
stand out from
the pack.

Mary Ann
Lawrence,
President & CEO
of PowerNotes,
LLC conducts a
pre-conference
session focused
on soft skills.

Larry Robbins, Executive Director of Robbins Associates, leads preconference
participants in exercises focused on breaking barriers to employment.

4

NAWDP Board members were pleased to welcome
Region 5 Administrator Christine Quinn, who keynot
David Barch (NAWDP Region 6), Lisa Dieterle (DOL)
Chair), Lori Harris (DOL), Byron Zuidema (DOL, retire
Illinois and Conference Committee Chair), and Dian
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Key Statistics About
Youth Disconnection
in America
In 2015:1
n 4.9 million young adults between the

ages of 16 and 24 were disconnected
from school or work—representing
approximately one in eight of all
American youth.
n This national youth disconnection

rate of 12.3% represents a dramatic
improvement from the post-recession
high of 14.7%.
Plenary session speakers representing the National Disability Institute, the LEAD Center
and the U.S. Department of Labor, discussed innovative practices and resources available
to support youth facing multiple barriers to employment, including disabilities. From left to
right: Brenda Hutchinson (Youth Connection Charter School), Tiffany Allen (Allied Universal), Nancy Boutot (NDI), Rose Sloan (DOL), and Elizabeth Jennings (NDI).

n When viewed by race and ethnicity,

youth disconnection rates vary widely:
u
u
u
u
u

Native American: 25.4%
Black: 18.9%
Latino: 14.3%
White: 10.1%
Asian: 7.2%

n For young people of all races, the

probability of disconnection falls as
household incomes rise.
There are serious fiscal and social
consequences associated with
disconnected youth:2
n On average, the taxpayer loss per dis-

connected youth has been calculated
to be approximately $13,890 annually.
n For a typical youth who is disconnect-

Exhibitors were kept busy by
attendees throughout
the Symposium.

NAWDP member Maricia Tedder’s
(EDSI) completed Passport from
the YDS17 Exhibit Hall was selected
at the end of the Symposium,
making her the lucky winner of a
brand, new iPad!

ed for five years, the total lifetime fiscal loss calculation reaches $235,680.
n Social loss calculations per discon-

nected youth reach $37,450 annually, with a lifetime lump sum cost of
$704,020.
n These costs are spread across levels

of government and departments.
During the youth years, state and local
governments bear the larger burden:

Special Thanks
to Our Sponsors
NAWDP’s leadership would like to
thank our sponsors, who helped make
YDS17 possible with their generous
support.

u federal government losses

are $4,840;
u state/local government losses 		

are double, at $9,600.
n Over a lifetime, federal government

losses accumulate to $138,290; 50%
more than the state/local losses at
$91,470.

a team from the Department of Labor, including
ted the Tuesday luncheon. From left to right:
), Mary Ann Lawrence (NAWDP Region 7 and
ed), Christine Quinn (DOL), Kathy Day (NAWDP
ne Duff (NAWDP Executive Director).
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1

Burd-Sharps, Sarah, & Lewis, Kristen, Promising
Gains, Persistent Gaps: Youth Disconnection
in America,” Measure of America of the Social
Science Research Council, March 2017.

2

Belfield, Clive R., & Levin, Henry M., The
Economics of Investing in Opportunity Youth,
presented at the Opportunity Nation Summit.
September 2012.
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Workforce & Market Information
CONTINUED FROM PAGE 1

Workforce and Labor Market Information Users and Uses

markets by supplying quality labor market
intelligence. Accurate, Objective, Relevant, Timely,
and Accessible workforce and labor market
information is critical for:

The workforce and labor market information system collects,
analyzes, and disseminates a wide range of information, from
principal employment statistics, such as unemployment rates and
job levels, to complex analyses of topics, such as in-demand
occupations and rural employment challenges. Serving a broad
range of customers, the system provides statistical data and related
information to answer key questions such as the following:

n

Building a skilled workforce that spurs business
competitiveness and economic growth;

n

Strengthening career pathways and guiding skill
attainment for good jobs, economic opportunity,
and career growth;

n

n

Understanding the rapidly changing nature of
work and how it impacts the workforce and U.S.
economy; and

USERS

Questions Workforce and Labor Market Information
Can Answer

Jobseekers,
Students,
Workers

u What industries and occupations are growing in my area?

Spending workforce training and education
funds effectively.

u Which careers match my skills?
u What are the job openings in my area?

What are the hot jobs?

The nation’s labor markets cannot function
efficiently and effectively without quality information
to support the investment decisions of the workforce
development system — federal and state policymakers; state and local workforce development
boards; federal, state, and local government agencies; and frontline staff — and the investment decisions of business managers, students, jobseekers,
workers, and educators.
The Workforce Information Advisory Council (WIAC)
has put this information together, and identified six
“Areas for Improvement” in the WLMI system:

u What education, training, and credentials do I need for

specific careers?

Businesses

u What is the size and what are the skills of the workforce in

places where I am looking to expand or locate?
u What is the outlook for employment growth in my state

and industry?
u What is the average pay for positions like those I employ?
u How many jobseekers are available in my area?

What are their skills?

Educators,
Counselors,
Training
Providers

u What is the outlook for job opportunities in my area?

What’s growing? What’s declining?
u What training should I offer to prepare students for current

and future jobs?
u What training programs do others offer in my area?

QUALITY LABOR MARKET INTELLIGENCE

u What careers offer the best prospects for youth?

THE IMPORTANCE OF WORKFORCE AND LABOR MARKET INFORMATION

For adults who are retraining?

Opportunities for Improvement

1

u How much do different occupations pay?

Government,
Policymakers,
Planners

Aligning education and workforce
training with industry needs

2

u Which industries and occupations need trained workers?
u Who makes up the unemployed/underemployed?
u How do rural and urban economies and workforces differ?
u Are persons served by the nation’s workforce system

Career Portal

Informing career decisions of
students and workers

finding and maintaining employment?

3
Determining the effectiveness of
workforce training and education programs

4
Understanding the characteristics
of the workforce

Making workforce and labor
market information more accessible
and relevant to end users

6

STATES

BLS

ETA

CENSUS

Prepared by the Workforce Information
Advisory Council (WIAC), February 2017

6

https://www.doleta.gov/wioa/wiac/docs/2016_WIAC_Opportunities_
Infographic.pdf
https://www.doleta.gov/wioa/wiac/docs/2016_WIAC_Informational_
Report_(short).pdf

5

Enhancing government data sharing,
collaboration, and funding among
statistical agencies

You can access more information and resources from the WIAC:

IRS

https://www.doleta.gov/wioa/wiac/docs/2016_WIAC_Informational_
Report_(full).pdf
Cynthia Forland is the Assistant Commissioner of Workforce Information
and Technology Services at the Washington State Employment Security
Department and the Chair of the Workforce Information Advisory Council
(WIAC).
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PROGRESS

+PERFORMANCE

of WIOA’s Youth Program

YDS17 conference participants got the
opportunity to hear directly from Christine
Quinn Region 5 Administrator for the U.S.
Department of Labor, Employment and
Training Administration, who offered key
insights into performance and progress
being made under WIOA’s Youth Program.
Following are some highlights from her
remarks

Spending Requirements
Under WIOA, Congress had a clear intent
to focus resources on Out-of-School Youth
(OSY), shifting spending requirements
from a minimum of 30% upwards to a minimum of 75%, and the workforce system
responded impressively to this huge shift:
n

n

n

In PY 2015, the first year of WIOA
implementation, the 75% goal was
exceeded as the nation spent 79.4%
of local area youth funds on OSY;
Every state met the PY15 transition
goal of spending at least 50% of
local area youth funds on OSY and
increasing OSY expenditures by 10
percentage points;
So far in PY 2016 (through quarter
ending June 30, 2017), 84.2% of local
area youth funds have been expended
in OSY — on track to exceed both the
75% requirement and PY 15
expenditures.

Work Experience
We know early work experience is critical
to development because the data show it
leads to increased earnings potential,
allows for the development of soft skills
and provides the opportunity to build
networks and connections to the world
of work. Again, the workforce system
responded strongly to this priority:
n

For PY 2015, exactly 20% of local area
youth funds nationally were spent on
work experience, meeting the 20%
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requirement set by WIOA in spite of
work experience expenditures being a
new financial reporting requirement.
n

So far in PY2016, 22.7% of local area
youth expenditures have been spent
on work experience.

Partnerships
WIOA requires enhanced partnerships
with the Department of Education for both
Title II (Adult Education) and Title IV
(Vocational Rehabilitation). In the Youth
arena, a strong tie to Education is even
more significant as it is your State
education agency that:
n

Defines in-school or dropout status
critical for eligibility determination
purposes, and

n

Defines the Educational Functioning
Levels (EFL) that factor into assessing
basic skills deficiency and youth
outcomes in the Measurable Skills
Gain performance measure.

In addition, other programs emphasizing
partnerships include:
Youth Build: A program that provides
disadvantaged youth with opportunities
for employment, education, leadership
development and training through the
rehabilitation or construction of housing
for homeless individuals and low-income
families, and of public facilities. (WIOA
Section 177). Nationally, there are 295
active YB grants, representing about $307
million in funding, and 10,778 enrolled participants. Designated as a “pre-apprenticeship” program, projects are now required
to collaborate with at least one registered
apprenticeship program (20 CFR 688.120).
However, few participants transition into
regular apprenticeships. To change this
statistic, new applicants for Youth Build
funding must show their relationship to
local trade unions and registered appren-

ticeship programs. Significantly, the most
recent announcement of funding awards
for the program (August 2017) refers to
them as awards for pre-apprenticeship
grants. Revisions to the Youth Build MIS
are underway and expected to become
operational in January 2018, although they
won’t be used by new grantees until the
Summer of 2018.
Job Corps: Primarily a residential training
and development program serving young
people aged 16 to 24, there are 131 Job
Corps Centers nationwide. Local areas are
required to partner with any Job Corps
Center located within its boundaries.
Regardless of the closest location, every
local area is encouraged to have a strong
Job Corps partnership as an effective
cross-referral process that would enhance
any local youth program service design.
To ensure programmatic coordination, Job
Corps Centers are required to consult with
their local WDBs.

Technical Assistance
Understanding that change is never
easy, DOL is working to provide the
guidance and tools required to help
move the needle.
1. A virtual TA series kicked off October
24, 2017, and will run through 2018.
Webinars and other resources will
cover the following topics:
u Partnerships: WIOA Titles II and

u
u
u
u
u
u
u

IV, Juvenile Justice, Child Welfare,
TANF, Job Corps, SNAP E&T
Mentoring
Financial Literacy
Trauma-Informed Care
Summer Employment
Career Pathways
Entrepreneurship
Apprenticeship
CONTINUED NEXT PAGE
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2. GetMyFuture Web App. This app features youth-friendly
information on work experience, financial literacy, labor
market information, supportive services, and career
exploration, with an emphasis on OSY, including courtinvolved, foster and homeless youth. It’s a new way to
reach youth and provide them with connections to
WIOA services in the palms of their hands.
3. Youth Cohort Challenge is a new TA opportunity focused
on youth programming that will promote peer learning
through the selection and establishment of a cohort group
with common challenges related to serving OSY from the
beginning to the end of their program participation. This
program will give grantees the technical assistance they
need through working with an audience of peers and TA
coaches. Together, they will find solutions and results that
can be shared across the workforce system. Application
announcements will be posted on youth.workforce.gps.org
soon, with awards expected to be made in early January.
4. Online TA Platform. The Department’s online technical
assistance platform, www.workforcegps.org will continue
to provide resources.

UPCOMING
NAWDP CONFERENCES

2018

May 20-24, 2018			
2018 Annual Conference
Phoenix, Arizona
December 11-14, 2018
2018 Youth Development Symposium
Chicago, Illinois

2019

May 5-9, 2019				
2019 Annual Conference
San Antonio, Texas

