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Over the past 30-plus
years, the share of
middle-skill jobs has
been shrinking in the
U.S. These are jobs
that require workers to
perform repetitive and
procedural tasks, such
as those performed by
assembly-line workers at a manufacturing
plant or typists at an accounting office.
While the share of middle-skill jobs is still
the largest share of jobs in the economy, job
growth for middle-skill jobs is slowing. This is
happening largely because computers and
other machines are increasingly doing these
routine tasks more efficiently and effectively

and because some of these jobs are
moving overseas.
Just as job growth for middle-skill jobs is
slowing, so, too, is job growth for middle-wage
jobs. While the share of middle-wage jobs is
falling, the share of low- and high-wage jobs is
increasing. This polarization of jobs has forced
millions of American workers to make one of
three choices:
1. Get more education and workforce training
to develop the skills and build the knowledge required for new middle- and highskill jobs. New middle-skill jobs increasingly demand analytical, critical thinking, and
creative ability.
2. Settle for a lower-wage job in a low-skill
service or manual-labor occupation.
3. Drop out of the labor force.
CONTINUED ON PAGE 2

Expanding the Middle Class Requires Better
Worker Skills and Better Jobs
By Harry J. Holzer
The election of Donald
Trump as President last
November generated a
huge wakeup call to policy
analysts about the economic
stagnation and unhappiness
of non-college educated
Americans. But what causes this stagnation,
and what might be done about it? Is the real
problem that American workers have too little
postsecondary education and too few skills?
Or is it that our economy produces too few
good-paying jobs?
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The correct answer is “both.”
On the one hand, too few Americans are
getting the skills needed to succeed in our
knowledge-based economy and labor market.
The data show that it is quite difficult for those
without any postsecondary credential of any
kind to obtain earnings to generate a middle-class lifestyle. Indeed, the median annual
earnings of workers with only a high school
diploma in the U.S. is about $30,000, and
closer to $25,000 for younger cohorts (those
aged 25-34). And these earnings don’t even
include 30 percent of this population that
doesn’t work at all during the year.
CONTINUED ON PAGE 4
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Collaborating with Industry to
Build Regional Talent Pipelines
CONTINUED FROM PAGE 1

Across the U.S., regional workforce
development systems are responding to
this pressing issue. There are generally
three tasks that regions must accomplish
to build talent pipelines to jobs that pay
family-sustaining wages and beyond. First,
regional workforce systems need to identify which regional industry clusters are
driving regional economic growth.
Second, they need to convene
business leaders from these regionally
competitive industry clusters to identify
common skills gaps and other challenges
that they cannot successfully address
on their own. Through an industry-led
sector partnership, educators, economic
developers, community-based organizations and others can learn about regional
employers’ greatest challenges and
determine how they, as a coordinated network, can address these challenges. Their
common goal is for students to graduate
from education and training programs with
increased labor-market value.
Third, regional workforce systems need
to create and strengthen career pathways
to high-demand jobs that pay at least
family-sustaining wages. Career pathways
consist of education and training programs
at successively higher levels of education that align with the employment and
promotion requirements of several related
occupations in an industry or industries.
They provide support services, such as
child care and transportation, that help
students persist along the pathway and
transfer between institutions, as needed.
In addition, career pathways have
multiple entry and exit points. Entry points
enable not only well-prepared students,
but also people with limited education,
skills, English, or work experiences to
successfully enter the career pathway. Exit
points, which are aligned with subsequent
entry points, enable students to stop and
restart their education and training.
When regional workforce development
systems integrate all three tasks – identifying industry clusters that drive regional
economic growth, developing career
pathways to high-demand, well-paid jobs
in these industries, and building industry-led sector partnerships to ensure that
education and training opportunities have
2

labor-market value – they are more likely
to build talent pipelines that are competitive in the global market.
In May 2016, the Federal Reserve
Bank of Dallas and Austin-based nonprofit Center for Public Policy Priorities,
in partnership with the Texas Association
of Workforce Boards, surveyed Texas’ 28
workforce boards. The survey’s purpose
was to identify the most innovative and
robust efforts to align workforce development activities across each region. The
workforce boards were selected for the
survey because their mission places them
at the center of much of the activity in their
regional workforce system. All 28 workforce boards responded to the survey and
“Regional Talent Pipelines: Collaborating
with Industry to Build Opportunities in
Texas” (https://www.dallasfed.org/cd/EconDev/workforce/2017/pipelines) highlights
their promising practices and improvement opportunities.
“Regional Talent Pipelines” concludes
with a set of recommendations on how
some of Texas’ state-level entities can

help guide and support world-class career
pathways to middle-skill, middle-wage
jobs and beyond. The recommendations
are intended as a resource to complement
Texas Governor Greg Abbott’s Tri-Agency
Workforce Initiative (http://www.twc.state.
tx.us/files/partners/tri-agency-report-office-governor-twc.pdf), led by the Commissioners of the Texas Education Agency,
Texas Higher Education Coordinating
Board, and Texas Workforce Commission.
For more information, see “Regional Talent
Pipelines: Collaborating with Industry to Build
Opportunities in Texas” (https://www.dallasfed.
org/cd/EconDev/workforce/2017/pipelines)
by Elizabeth Sobel Blum, senior community
development advisor, Federal Reserve Bank
of Dallas, and Garrett Groves, scholar-in-residence, Federal Reserve Bank of Dallas, and
economic opportunity program director, Center for Public Policy Priorities. For information
on the Federal Reserve System’s resources on
workforce development and other community
and economic development activities, see
https://www.fedcommunities.org/.

Challenges for
Working-Class Students
Don’t End at Commencement
By Andrea Dittmann

“Research suggests that the challenges our interviewees
described can have a number of important consequences:
college graduates from working-class backgrounds
continue to feel lower-status than their middle-class peers,
have a harder time signaling cultural fit with professional
employers, and, even once hired, have a harder time rising
through the ranks in white-collar organizations. But, we
also discovered in our interviews that these challenges
are really only half the story.”
Andrea Dittman is pursuing a Ph.D. in management and organizations at Northwestern University’s Kellogg School of Management. She studies the effect of
social class and social rank in workplaces and organizations. Excerpt reprinted
with permission of author.
To read the complete article, visit: http://behavioralscientist.org/challenges-working-class-students-dont-end-commencement.
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Workforce Development Professionals Month

Participation

TIPS
Every year, NAWDP recognizes September
as National Workforce Development
Professionals Month to raise awareness
about the importance of our industry to
a growing national economy. As a highly
skilled workforce development
professional, you provide critical links in
your community between businesses
looking to hire, the pool of job seekers, and
education, training and support resources.
With a few simple activities, you can help
remind political leadership, businesses,

September

educational agencies, economic development organizations, labor unions and
customers about the value your programs
and services bring to the local economy:

1

Identify Your Accomplishments:
Create a fact sheet highlighting key
statistics and case studies about the
accomplishments of your program or initiative. Share it on social media, provide it to
your local chamber of commerce or rotary
club, and send it directly to your local and
state elected officials.

2

Encourage Support from Elected
Officials: Ask your local or state
officials to proclaim September
as Workforce Development Professionals Month. Write a note on policymakers’
Facebook pages highlighting a local
success story, and ask your customers to
do the same.

3

Open your Doors: Host an
Open House at your center for
employers, economic development leaders and other local officials to
introduce them to the valuable services
you provide.

4

Write a Letter: Write an opinion
article or letter to the editor of your
local paper that illustrates your
program or initiative’s contribution to the
local community.
Need help? Check NAWDP’s website at
www.nawdp.org for additional guidance
and resources that will guide your efforts.

at no less than current year levels
and maintain the proposed funding
increase for employment services for
at-risk veterans (Homeless Veterans
Reintegration Program);

Legislative Report
The FY2018 federal
appropriations
debate is in full
swing, but the outcome is anything
but certain. The budget proposed by
President Trump earlier this year would
make significant cuts to vital workforce
and education programs. Although the
Labor HHS funding bill approved by the
full House Appropriations Committee
does not fully accept these proposals,
it would still cut hundreds of millions of
dollars from critical workforce programs.
Through its membership in the Campaign to Invest in America’s Workforce
(CIAW), NAWDP has expressed opposition
to proposed cuts, instead urging appropriators in both the House and the Senate to
provide the funding needed to maintain
critical programs that develop the skills of
America’s workers. Specifically, we have
called for Congress to restore investments
in our nation’s workers by:
n

levels so states, local areas, and other
partners can fully realize the bipartisan
vision outlined by WIOA;
n

n

n

n

Funding WIOA Title I employment
and training programs at authorized
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Funding adult education and literacy
programs under Title II of WIOA at least
at authorized levels to ensure that the
36 million Americans with low basic
skills can take advantage of existing
and emerging economic opportunities;
Funding Wagner-Peyser Employment
Services (ES) activities under Title III
of WIOA at current-year levels to give
states the additional resources they
need to provide WIOA’s intensive
reemployment services;
Funding the vocational rehabilitation
program and other employment services authorized under WIOA Title IV
for adults and students with disabilities
at current year levels;
Funding job training and employment
services for older workers (Senior Community Service Employment Program)

n

n

n

n

Maintaining or increasing the $95
million investment in apprenticeship
programs in current-year funding;
Maintaining support for data collection
on program effectiveness by funding
the Workforce Data Quality Initiative at
current year levels;
Funding Perkins CTE state grants at
least at $1.3 billion to support CTE
programs aligned to needs of business
and industry; and
Sustaining funding — including
preserving the current reserve fund
— for the federal Pell Grant program
to ensure that the more than 7 million
low-income students receiving this critical financial assistance can continue to
pursue their education.

As the appropriations process unfolds,
more information will be posted to
www.nawdp.org.
3

Expanding the Middle Class
Requires Better Worker Skills
and Better Jobs
CONTINUED FROM PAGE 1

But only about 45 percent of young
Americans now gain a postsecondary
degree (associates or higher), and including certificates raises this percentage to
about half. And, among those with these
degrees, significant numbers attain credentials with little labor market value. For
instance, recent studies show that over
40 percent of those attaining terminal associate degrees earn them in humanities
fields such as “liberal studies” or “general
studies,” and that such degrees generate
no labor market premium above a high
school diploma. Clearly, we need to help
more Americans earn postsecondary credentials of the type that the labor market
values.
But, if we do so, are there enough
good-paying jobs for these workers to
fill? Employers in a range of fields — such
as health care, advanced manufacturing,
information technology, construction, and
transportation/logistics — complain of their
inability to find sufficiently skilled or trainable workers. At the moment, tight labor
markets in these fields are creating many
available good jobs for workers with the
right postsecondary credential.

At the same time, there has been some
shrinkage of middle-earning jobs in the
U.S. economy overall. This is because
good-paying production and clerical jobs
for high-school graduates have been
disappearing due to technological change
and globalization. While middle-paying
jobs outside of these categories are
growing, their growth has not been strong
enough to replace the overall number of
production and clerical jobs being lost.
And, in addition, there is some evidence that U.S. employers are increasingly choosing “low-road” human resource
policies, where they compete on the basis
of very low labor costs, rather than “highroad” policies, where they compete based
on product quality and worker productivity.
For instance, the percentage of workers
listed as independent contractors in the
labor market has grown quite dramatically
over the past decade, indicating a choice
made by employers to terminate their
responsibilities to these workers for the
benefits and protections that come with
employee status.
Therefore, to help more Americans
earn middle-class incomes, our policies
will need to focus both on worker skills
and the quality of jobs being created.
Regarding worker skills, we need to help
more Americans earn credentials with
labor market value. Perhaps the best way

to do this is to help community and
technical colleges in the U.S. offer more
certificates and associate degrees in
high-demand fields, along with the
supports and labor market services that
students need to increase completion
rates of credentials in these fields.
Regarding job quality, we need a
commitment of government officials to
generate more good-paying, “high-road”
jobs, with technical assistance and financial rewards for employers who choose to
do so. Moderate increases in the minimum
wage will help, as will other policies to
“make work pay” (such as expansions of
paid family leave).
A combination of efforts to raise worker
skills as well as job quality holds the best
promise of expanding the middle class
and ending the earnings stagnation that
leaves so many millions of Americans
deeply frustrated.
Harry J. Holzer is the John LaFarge SJ
Professor of Public Policy at Georgetown
University. These arguments are fleshed
out in more detail in "Building a New
Middle Class in the Knowledge Economy,"
a report recently published by the
Progressive Policy Institute:
http://www.progressivepolicy.org/
wp-content/uploads/2017/04/PPI_
MiddleClassJobs_2017.pdf

NAWDP’s Youth Development Symposium returns
to Chicago October 30 - November 1, 2017.
Register now to be one of the over 600 participants who will come together to
network, improve their skills, learn new strategies from industry leaders, and
enhance their understanding of how workforce development programs are implementing the requirements of the Workforce Innovation and Opportunity Act (WIOA)
and addressing the changing needs of the youngest segment of the labor force.
Two limited space pre-conference training opportunities are available on a
first-come-first-served basis, featuring Mary Ann Lawrence, President & CEO,
Power Notes, LLC and Larry Robbin, Executive Director, Robbins & Associates.
Register soon to confirm your seat!
The link to access online registration can be found at www.nawdp.org.
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The Votes Are In!

Every two years, elections are held to fill a total
of 22 state positions on NAWDP’s Board of
Directors. One director is elected to represent
each of the 17 states with the largest number of
active memberships. An additional director is
elected to represent the states with the top five
largest active memberships.
Please congratulate your representative, and
be sure to stay in touch with them throughout
the year as your go-to NAWDP resource!
AZ:
CA:
CO – 1:
CO – 12:
CT:
FL – 1:
FL – 2:
IL - 1:
IL - 2:
MD:
MI – 1:
MI – 2:
MO:
NC:
NV:
OH:
PA:
TN:
TX:
VA – 1:
VA – 2:
WI:

New Board Members from left to right: Sam DeCarlo,
Larry Brunson, Cynthia Kiesling, Kristin Braswell, Rebecca
Kusner, Debra Gulley-Collins, Charlotte Hearn,
Nita D'Agostino, Charlie Koon

Sheila Shedd, Arizona State University
Celia A. Garcia, Latin Business Institute
William B. Dowling, Colorado Department of Labor & Employment
Kelly A. Folks, Arapahoe Douglas Works!
Samuel J. DeCarlo, Our Piece of the Pie*
Jason Lietz, CareerSource Central Florida
Charlotte A. Hearn, Geographic Solutions*
Kathleen K. Day, Business Employment Skills Team, Inc.
Crystal Odom, Easter Seals SCSEP
Kirkland J. Murray, Anne Arundel Workforce Development Corporation
Paul J. Duford, Employment Training Designs, Inc.
Brenda J. Motley-Aikens, Ross Innovative Employment Solutions
Melissa J. Robbins, South Central Workforce Investment Board
Kristin S. Braswell, Pitt Community College*
Debra Gulley-Collins, Workforce Connections*
Rebecca K. Kusner, New Growth Group*
Nita R. D'Agostino, PathStone Corporation*
Charlie Koon, Workforce Essentials, Inc.*
Tom Wilkinson, Brazos Valley Council of Governments
Larry Brunson, City of Suffolk Workforce Development Center*
Nomination process to begin in September
Cynthia M Kiesling, WI State AFL-CIO LETC*

NAWDP
*new Board member
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NAWDP Member Profile

Darlene R.
Hammon,
CWDP
Program Manager, Corporate Education,
University of California Santa Barbara
Extension, Business and Professional
Programs Department

How did you get started in
workforce development?
About 25 years ago I transferred from the
operations side to the academics side of
UC San Diego Extension in the Business
and Professional Programs Department.
I was assisting students with scheduling
and planning the type and areas of interest
of courses in management and leadership. The myriad of questions posed by
students and the varied obstacles that
needed to be overcome to help them
succeed in their career goals led me down
the career advising path. Since that time,
I have worked with thousands of students
and hundreds of area businesses to devel-

op and coordinate training demanded by
workforce trends and current innovations.
I continue to discover new and interesting
areas of business, meet all kinds and types
of professionals and learn about different
companies and organizations in the area.
I love my job!

What do you value most about
your NAWDP membership?
What I most value about my NAWDP membership is the ability to glean best practices and business models from others in the
field. Being able to network with like-minded professionals is a huge advantage in
my job and I value all the relationships I
have made being a part of this organization. NAWDP keeps me updated with all
the changes in workforce development
and contributes good practices to use
when working with job seekers in specialty
areas such as veterans and transitioning
workers.

If you could give one piece of
advice to a new workforce
professional, what would it be?
Stay current! Workforce professionals
need to know their labor market, latest

UPCOMING
WEBINARS

workforce trends, local and national
resources and good job matching techniques. Those new in their career should
be eager to partner with area businesses
to know what they need now and down
the road. Also important is continuing your
own education, there will be new processes, new tools and new niches in workforce
development to explore and master.

Why did you apply for your
CWDP?
After being in the business for such a long
period of time, I thought it would benefit
me to take one of my own programs, the
Specialized Certificate in Career Advising,
to help me reach my goal of obtaining the
CWDP credential. Learning and practicing each of the competencies that make
up the credential improved my ability to
help others become successful in their
career paths. I applied for the CWDP so
that I would receive recognition for all the
hard work I have done and to prove to my
department that I am valuable to the organization. The credential got me to the next
level in my career and helped me become
an even better advisor to students and
clients who come to me for assistance.

September 12 3:00 pm (EST):
Tips and Strategies for Applying for the CWDP (free)
October 4, 11, 18 1:00 pm (EST):
The Big Three: Operations, Fiscal and Quality
(three part series) $$
For more details, visit www.nawdp.org

6
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Doing business with
NAWDP is about to become
much easier!
NAWDP’s Board of Directors has
authorized a complete overhaul of
critical organization infrastructure to
improve your membership experience.
This fall, the project will begin with the
replacement of our membership
database, which will power a new
public website and private
member portal.

Upon completion, NAWDP members
will control their own profiles and
preferences. Membership renewal,
event registration and other e-commerce transactions will be easily
accessible and conducted within our
secure website. Committees and
groups will be established, allowing
members to actively engage with peers
who share their interests and concerns.
More timely news, information and
professional development resources
will be readily available, and distributed
based on member selections.

This newsletter will also be refreshed,
introducing new regular features to
provide you more timely information
about NAWDP’s activities, events and
professional development opportunities.
Once an implementation plan has been
finalized, we will share a timeline and
periodic progress reports, so you can
know exactly what to expect, and when.
If you have any questions, don’t hesitate
to contact us, but please know we’re
working hard to offer NAWDP members
more value and a better experience
in 2018!

Thank you for visiting us in New Orleans at NAWDP 2017 &
Our Presentation - Background Investigations & Their Effect On Your Client
Please scan to
find out how
N AW D P A D VA N TAG E
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careerandtalenthub.com - 877-238-1816
info@careerandtalenthub.com
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