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The American Workforce Policy Advisory Board’s vision is that employers promote
skills-based recruitment and hiring to better match potential employees with in-
demand jobs.

The Advisory Board encourages all employers to examine the skills and
competencies needed in their workforce, broadly seek talent that possess these
skills, and promote workers’ lifelong skills development.

This approach will make it possible for all employees and job candidates to gain the
skills needed to be successful in the workplace.

Purpose: Determine the use, format, and collection of leading practices in
candidate recruitment, hiring, and training. The target audience will be employers,
but will also affect workforce stakeholders and policymakers.

Given that the Advisory Board has access to leading organizations in the private,
public, and non-profit sectors, this report also provides a series of case studies of
how different organizations are utilizing these modern practices to attract, hire, and
train their workforce.
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l. Introduction

The unprecedented nature of the COVID-19 pandemic will continue to impact the U.S.
economy, businesses, and employees fundamentally changing every aspect of the U.S. labor
market. Significant displacement of workers who have filed (or will soon file) for unemployment
may devastate the economic health of many communities. Amid this seismic shift, businesses
and employees have shown innovation and flexibility in adapting their recruitment and
selection, management, and training investments. The pandemic has underscored the urgent
need to optimize America’s talent pool by engaging all potential workers, particularly
underutilized and/or untapped talent.

Employers, both large and small, have been forced to make drastic changes, including long-
lasting changes to their operations, budgets and work environments. In the investigation of this
work by the American Workforce Policy Advisory Board (Advisory Board), this report was
generated to highlight successful practices and actions partners who seek to efficiently make
ready employees for their ultimate return to work in the new normal, while also helping expedite
America’s economic recovery.

Over the last year, the Advisory Board has affirmed the growing skills gap with perspectives
from industry, non-profit and government lenses. Employers have tried to tackle this challenge
by modernizing how they recruit, select, and train talent to fill critical skill gaps within their own
workforce.

Employers are adopting innovative ways to identify the talents, capabilities, and potential of
American workers to match the skills of in-demand jobs. Industry leaders are leveraging their
workforce data as well as new and cutting-edge technology to identify skills that may have been
previously overlooked or not well defined. Employers are developing and implementing training
and skilling initiatives to help candidates and employees adapt to the constantly changing work
environment and promote opportunities for lifelong learning and development.

This report aims to highlight the leading modern practices in recruitment, hiring, and training by
companies within the United States and aims to serve as a resource for the private sector to
learn from as they prepare Americans for the future of work. It is more important than ever for
businesses to share best practices in order to develop a talent pool that is broader and deeper.
Education and training providers benefit from a better understanding of the skills that
employers, employees, and job candidates need. Employers benefit from improved productivity
and, most importantly, employees and job candidates benefit from expanded economic
opportunities.
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Trends of Leading Practices from Case Studies

Companies are developing and providing customized training opportunities for
employees so they can maximize the time and effort spent learning and training to gain
skills that are most applicable to them. Personalized training formats (e.g., in-house
training, credentials, degree programs, job rotation) offers employees the flexibility to
learn when and how it is most suitable for them.

Companies are measuring important metrics in order to evaluate the effectiveness of
any organizational intervention for recruitment, hiring, and/or training. By leveraging data
and analytics, companies can produce concrete evidence of return on investment as well
as identify areas for improvement.

Companies and education providers are partnering together to communicate and share
information on the desired competencies and qualifications needed for students,
candidates, and employees to stay current, and inform people in relevant and applied
methods that best prepare Americans for future job opportunities.

Other Advisory Board Resources

1.

The American Workforce Policy Advisory Board has made recommendations to bolster
these practices. In the September 2019 board meeting, the Advisory Board presented a
white paper and recommendations to develop interoperable learning records which
would facilitate candidates’ and employees’ ability to communicate the skills acquired
through customized and personalized training programs.

During the June 2020 Advisory Board meeting, the board will present a white paper
entitled, America’s Workforce-Based Training Data Infrastructure: Assessment and
Recommendations that provides concrete recommendations on how to collect these
metrics through the federal statistical system.

The Advisory Board unveiled a Call to Action in May 2020 for government, private
sector, education, and labor leaders to provide immediate and unprecedented
investments in American workers and the pathways necessary for them to get back to
work to help expedite the U.S. economic recovery.
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I[I. Use of Artificial Intelligence in Recruitment, Hiring, Training

DESCRIPTION

Artificial intelligence (Al) in the human resources context is using various types of technology to
automate processes and functions in recruitment, hiring, and/or training. There are different
types of Al that power these HR functions.

Data for Job Matching: The goal of talent acquisition is to find and hire the right talent for the
job. The traditional way in which most organizations go about achieving that goal can turn
matching and selection into a long and drawn-out process. Organizations need the flexibility of
scalability as they grow. The use of artificial intelligence in this case uses regression or neural
networks to classify big datasets into simpler categories. This powers software to find the best
candidates and match them to the right job based on their job application information. This Al
technology can quickly scan thousands of variables to match candidates thus reducing time
and need for manual efforts to identify qualified candidates. Additionally, this can help prioritize
the best candidates for the job such that organizations do not lose out on good talent.

Natural Language Processing: This type of Al powers technologies such as chatbots (e.g., chat,
email, voice) which can be used for initial applicant screening, scheduling interviews, fielding
questions, etc. This technology can expedite organizations’ hiring processes and enhance the
quality and diversity of the candidates they consider.

Responsible use of Al can potentially help organizations attract, find, and retain high-quality job
candidates with more efficiency and potentially less bias. It can help organizations search
through and analyze voluminous data. One of the potential benefits of Al is enabling a better
and fairer candidate experience because factors unrelated to the job such as gender,
socioeconomic status, race, and age, are less likely to matter.
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Trends and Examples from Organizational Case Studies:

IBM: While Al holds the promise of increasing efficiency and fairness, broad adoption will rely heavily on
Al’s transparency and the public’s trust. IBM is committed to building Al systems for recruitment and
hiring that promote trust and understanding of how they work among users, avoid bias from data
sources or operation, and ensure inclusion and equity in their assessments, recommendations, and
outcomes. IBM has used bias reduction capabilities to flag potential bias in recruitment efforts and
has seen internal improvements of candidate, employee, and manager satisfaction. Externally, IBM
is partnering with clients globally to complete HR transformation projects that include Al capabilities
adopting these practices and values.

Siemens: Siemens has made significant talent acquisition (TA) technology investments to support the
recruiting process, from writing gender-neutral job postings, to predicting candidate interest, to
sourcing and matching talent, to assessing skills. Siemens understands that while there are many
benefits to using Al throughout the process, this technology does not eliminate the need for human
decision making and human touch. The Siemens TA technology strategy is focused on leveraging
the best of machine learning, big data, predictive analytics and Al to automate some transactional
aspects of the recruiting process, thereby enabling recruiters to function as strategic consultants to
the business. This mix of “hands-on” human insight and Al-enabled tech allows Siemens to access
the full spectrum of available talent, not only those candidates who match an algorithm. This balance
is both critical and necessary to reduce unintended bias.

U.S. Chamber of Commerce Foundation: Through the T3 Innovation Network®, the Chamber
Foundation is exploring how emerging technologies and modernized data standards can better align
education, workforce, and credentialing data with the needs of the new economy. The T3 Network is
comprised of more than 400 organizations — more than 700 individuals, 28% of whom are
international — working together to change the way we provide, access, and use educational and
workforce data by using advanced technologies like Al, blockchain, and others to create an open
and decentralized public-private data ecosystem. The goal of the network is to define and design a
competency-based lifelong learner record (interoperable learning record), modernize technology and
advance data standards to achieve seamless sharing of data throughout a person’s education and
career pathway and across the talent marketplace, and empower individuals with a validated record
of their skills and competencies in a way that all employers can understand.
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[1l. Modernizing Job Postings and Advancement Opportunities

DESCRIPTION

Job postings have typically included qualifications such as mandatory educational
requirements, years of work experience, training certification, etc. However, with technology
changing work demands faster than ever before, new jobs are constantly emerging, and the
traditional language of job descriptions and resumes means the employment system is unable
to keep pace. Additionally, job descriptions within job postings often are not viewed as living
documents and may become quickly outdated as jobs change rapidly, often leaving behind
talented candidates. In today’s economy, organizations are now looking to modernize job
postings based on skills and tasks and are searching for ways to continuously update them as
jobs change.

In order to maximize the power of Al technologies for matching talent to job opportunities, job
descriptions need to be standardized to industry-specific and skill-based such that
organizations and candidates are speaking the “same language”. By standardizing and
validating skills for a specific organization or industry, it will be easier to evaluate the contingent
workforce, identify skill and talent gaps, and develop training programs geared towards specific
demands.

Trends and Examples from Organizational Case Studies:

American Association of Community Colleges (AACC): With support from Lumina Foundation,
AACC investigated the various methods of mapping competencies wanted by employers against the
messages presented to students in community college academic documents (such as course
catalogues and marketing materials). Termed “The Right Signals,” this work required a massive
undertaking by the college personnel and their partners, but once piloted at multiple colleges across
the country, allowed all parties to synchronize their “signals”. Job descriptions were rewritten by the
employers resulting in candidates submitting resumes with the desired and relevant skills. Clearer
course descriptions rewritten by the community college assured students of the exact education and
training they would achieve from class. Workforce and economic development partners using
similar terms were also able to reduce the misinformation and mis-messaging so that more courses
transferred, allowing students to rapidly be provided recognition for prior learning. As a new
credentialing model, competency-based language can help clarify the learning behind an array of
items (degrees, badges, certificates), making these easier to compare, stack, and appropriately
apply to the labor force in a manner that empowers individuals to optimize their career and salary
opportunities.
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Boys & Girls Clubs of America: Boys and Girls Clubs of America is using data to improve job
matching by identifying CEO candidate profiles for the clubs. The profiles are used to evaluate
organizational performance for the 18 months following CEO onboarding process. With this practice
of recruiting and hiring, key performance indicators have improved. By using data to match CEO
jobs to candidate profiles, key performance indicators have improved and future hiring processes
will continue to identify core competencies most needed by the organization.

IBM: What matters most in job roles in technology’s fastest-growing areas (e.g., cloud, Al,
cybersecurity) is having the right mix of skills and a commitment to lifelong learning. IBM is utilizing a
skills first approach to hiring and is evaluating and revising their job postings to eliminate degree
requirements where possible in order to focus on core skill requirements. Since the half-life of
technology skills is only three to five years, many degree holders need additional short-term
education and certificates to gain the skills needed for today’s jobs. By placing a priority on skills first
and learning agility, IBM is expanding pathways to careers outside of traditional tech hubs, and
expanding education partnerships (e.g., high school and associate degree partnerships,
apprenticeship program with on-the-job training, and returnships for women and veterans re-
entering the workforce).

State of lowa: lowa’s labor exchange system, Virtual OneStop, offers employers the ability to post job
orders, send automated correspondence, analyze current industry data, and utilize an array of
search, screening, and ranking tools to help identify suitable candidates. The system utilizes the
Sapphire Technology analysis tool, which uses proprietary pattern matching algorithms to determine
how well a job seeker’s education and experience matches an employer’ requirements. Additionally,
automatic alerts notify employers when a potential candidate meets the qualifications of a posted job
listing.

National Association of Manufacturers: The Creators Wanted campaign was started to change the
perception of modern manufacturing and to address the 2.4 million jobs expected to go unfilled over
the next decade in the manufacturing sector. The mobile and on the road experience will let
students, parents, and potential workers experience modern manufacturing technologies first hand
through innovative hands-on activities. The campaign aims to increase the positive perception of
modern manufacturing among students and parents, increase the number of students enrolling in
manufacturing apprenticeships and reskilling programs, and increase the number of students
enrolling in technical and vocational schools. These efforts aim to decrease the number of unfilled
jobs in the manufacturing industry.

Siemens: To better compete in our rapidly changing marketplace, Siemens is shifting from traditional
experience-focused job postings toward job postings that emphasize required skills and
competencies. This move away from traditional profiles opens the talent aperture, allowing more
candidates to envision themselves at Siemens. To further support and enable this shift, Siemens is
using an augmented writing platform with built-in bias interruption. This platform allows recruiters to
craft well-written, gender-neutral and bias-free postings. Siemens also recently has begun using
video job postings to enhance talent engagement and drive higher applicant-to-candidate
conversion.
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Society for Human Resource Management (SHRM): SHRM has long promoted a creative approach
to building talent internally and allowing employees to try new job positions within the company
(outside of the core area of experience). This offers employees opportunities to diversify their
experiences and acquire new skills in their roles. This not only has helped close the skills gap for the
organization but has also impacted employees’ abilities to take on new challenges and become
more marketable in the economy. Similarly, during COVID-19 SHRM encouraged innovative talent
management solutions and promoted to its membership resources and thought leadership aimed at
recruiting and maintaining employment levels.

COVID-19 has posed a unique situation for HR departments nationwide. Although many
organizations have had to resort to lay-offs or furloughs to keep their businesses afloat, some HR
departments are using this unpredictable time as an opportunity to adapt their recruiting, hiring,
training, and other practices in various ways. When it comes to recruiting and hiring, HR
departments are adapting to meet their workforce and immediate staffing needs. For example, at
one design firm, HR is actively reviewing and updating their job descriptions and postings to
determine whether the onboarding process or even specific positions can be done remotely. Further,
at one social services organization, HR is currently engaging in more virtual interviews and adopting
virtual onboarding modules to expedite their hiring process. Finally, at one global outsourcing firm,
HR has shifted to an all-virtual recruiting and hiring process, using a variety of online communication
and collaboration tools. They have created videos of recruiters providing step-by-step instructions on
how candidates move through the application process and adjusted the paperwork process to
include electronic signatures. Recruiters have been texting more with prospective candidates and
using chat bots to service job seekers and candidates.

U.S. Chamber of Commerce Foundation: The Job Data Exchange™ (JDX) is an open data project to
improve signaling of in-demand competencies and skills across the talent marketplace through a
modernized global data standard for job descriptions and postings. The JDX, and the data
standard it employs, will help employers and their HR partners break down a job description into
specific skill and hiring requirements. Open-source, non-proprietary, and free to use, the JDX
collects that hiring data in a structured, machine-readable way and then makes that data available to
the education and workforce partners that are helping students and job seekers prepare for the
workforce. As a result, education and training providers will receive better signals of skill
requirements from the business community, job seekers will have an improved experience when
searching for jobs with more equitable hiring opportunities based on skills and competencies, and
employers benefit from better alignment with their education and workforce partners. In addition, we
all get better, more accurate labor market information.

WSU Tech: WSU Tech has a focus on Industry & Workforce Collaboration, building and maintaining
partnerships to develop curriculum that enables students to transition skills and concepts learned in
the classroom directly to the job site. WSU tech has several customized options to recruit, empower
and employ students and graduates. These efforts aim to provide the business community direct
avenues to a talent pipeline through recruitment, applied learning initiatives, online job boards,
virtual industry chats/tours, and industry advocate teams. These mutually
beneficial initiatives provide information to students about varied career
options, while enabling employers to attract talent for high-demand careers early on. Strengthening
education-industry partnerships improves candidate recruitment and prepares students to enter
high-demand careers. Working closely with K-12 education expands pathways to STEM careers and

10
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allows for the perception of these careers to be reflective of the current environment, increasing the
enrollment pipeline in these technical programs which ultimately fill high-wage, high-skill jobs. WSU
Tech’s end goal is ensuring real economic outcomes for the people they educate and train and the
communities those individuals serve.

IV. Recruitment of Underutilized Populations (e.g., veterans,
individuals with disabilities, older individuals)

DESCRIPTION

Finding pools of untapped talent to fill in-demand job roles is a critical way for organizations to
attract and hire the best talent and ensure a competitive advantage. Organizations can tap into
underutilized talent pools such as veterans, individuals with disabilities, older workers and
individuals who were formerly incarcerated.

Trends and Examples from Organizational Case Studies:

American Association of Community Colleges: The Right Signals Initiative is aimed to demonstrate
a new credentialing model that recognizes multiple quality credentials to send “the right signals” to
employers, students, and colleges about the meaning of these credentials. Further, the initiative is
charged to connect with at least one nontraditional credential with traditional degrees and
certificates to increase diversity.

State of lowa: lowa has four, in-state, re-entry career planners called Offender Connections. The
purpose is to connect ex-offenders to Registered Apprenticeship programs, provide opportunities to
earn National Career Readiness certificates, and offer interview skills training. The lowaWORKS
centers provide job fairs and trainings on-site at these community-based correction centers and in
many local jails. Further, the Juvenile Justice Task Force is implementing comprehensive system-
wide reforms to juvenile reentry policies and processes. Additionally, lowa also provides connection
programs for refugees, youth, minorities, and individuals with disabilities.

JPMorgan Chase: JPMorgan Chase has expanded its commitment to giving people with criminal
backgrounds a second change by supporting their reentry into the workforce, community, and local
economies. The company recently put forth enhancements to its hiring strategy by “banning the
box”, which increases access of people with criminal backgrounds to fill job positions as well as new
collaborations with community organizations to help JPMorgan Chase further build its pipeline for
hiring candidates with criminal backgrounds. The company is also committed to promoting best
practices and insights to increase second chance hiring across the industry.

11
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The Manufacturing Institute (MI): Heroes MAKE America is The Manufacturing Institute’s initiative to
build connections between the military community and the manufacturing industry. The signature
program provides transitioning service members, veterans, National Guard, reservists and military
spouses with the skills and certifications to find and excel in manufacturing careers. The program
also provides employers with best practices and tools to help them attract and retain this talent.

North America’s Building Trades Unions (NABTU): NABTU sponsors comprehensive apprenticeship
readiness programs that provide a gateway for local residents, focusing on women, people of color,
and transitioning veterans, to gain access to registered apprenticeship programs in the construction
industry. The Multi-Craft Core Curriculum (MC3) aims to increase the number of candidates for
apprenticeships, increase the diversity of apprenticeship candidates, and increase the retention rate
among apprentices. The ability to provide in-person and online instruction will allow diverse
candidates to access critical training.

Siemens: As part of an overall strategy to recruit and retain top talent, Siemens launched its Military
Talent Program in 2010. This nationwide initiative was designed to support veterans with
engineering and manufacturing backgrounds as they transition to the civilian workforce. The
program includes key five areas that standardize and sustain all of Siemens’ military hiring efforts: 1)
More targeted, proactive engagement of potential military candidate; 2) Standardized onboarding; 3)
Upskilling via apprenticeships, classroom and online training programs; 4) Engagement from day
one; 5) Recognition within the military community. Siemens’ military hiring mission is a brand
marketing campaign that positions the company as an employer of choice for veterans and
transitioning military. Since launching its military hiring program, Siemens has recruited more than
4,000 service members from all four branches of the U.S. Military: Air Force, Navy, Army, and
Marine Corps. With over 60 percent working in STEM (science, technology, engineering,
mathematics) disciplines, these veterans are providing technical field service support, running
automation systems, and helping Siemens’ customers deploy next-generation power systems.

Society for Human Resource Management (SHRM): HR is also adopting special policies,
actions, or practices to ensure that vulnerable populations, such as people with disabilities and/or
older workers, are recruited, hired, and trained during the COVID-19 pandemic. For example, at one
healthcare organization, HR has made a concerted effort to accommodate their older workers’
special requests for modified job duties and/or schedules to limit their potential exposure to the
virus. Further, another HR department indicated that they have allowed their healthcare staff, a
vulnerable population during COVID-19, to accrue and use additional paid time off through the end
of the year.

Visa: Visa’s Ready to Return is an annual workshop for men and women who have left the workforce for
a minimum of one year for a variety of reasons (e.g., family care, childcare, career change). The
workshop is focused around empowering attendees and equipping them with tools for success as
they reenter the workforce. Recognizing the challenges of a pause in career journeys, this program
has recently helped over 2,000 Bay area job seekers to reenter the workforce.

12
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Western Governors University (WGU): Service Employees International Union-United Healthcare
Workers West (SEIU-UHW) partnered with Western Governors to deliver educational experience as
part of a workforce training initiative. This initiative aims to recruit people with the potential to grow in
the healthcare industry and then be placed in jobs through union-created healthcare workers
cooperative. The collaborative model among employers, employees, and WGU works to offer
pathways to individuals who may not have access to healthcare careers through other channels,
and to do it at scale.

V. Modern Training Practices for Upskilling and Reskilling

DESCRIPTION

Training employees for in-demand, hard-to-fill jobs can help them move up the career ladder
and reduce the shortage of candidates in the workforce with critical skills for the future of work.
Organizations that offer their workforce up-skilling and re-skilling opportunities will be able to
maintain a competitive advantage, and attract and hire high-quality talent to fill in-demand
tasks.

Trends and Examples from Organizational Case Studies:

Accenture: Accenture recognizes the important role professional apprenticeships can play in closing
the skills gap in the U.S., in addition to reskilling workers whose jobs have been, or will be, disrupted
by technology. The company has developed its own model of apprenticeship programs used for in-
demand roles in areas including cybersecurity, data analysts and software engineers among others.
However, the skills gap is a national problem and Accenture has developed an apprenticeship
playbook, in partnership with Aon and the Chicago Apprenticeship Network, to encourage more
companies to develop their own apprenticeship programs to reskill the American workforce.

Amazon: Amazon is focused on creating career pathways in areas that will continue to grow in years to
come, including healthcare, machine learning, manufacturing, robotics, computer science, cloud
computing, and more. As part of Amazon’s Upskilling 2025 initiative, new training opportunities such
as machine learning university, Career Choice pre-paid tuition program, and technical
apprenticeships, employees across the company will be able to obtain skills training they need for
today’s and tomorrow’s most in-demand jobs, whether those career paths are within Amazon or
elsewhere.

AT&T: AT&T has recognized the need for a workforce with digital and software skills that could keep
pace with evolving technology; this led to an initiative to reskill nearly half of its workforce with
internal training programs and tuition assistance. It implemented programs to enable employees to
manage their own reskilling and evolve along with technology. In addition to internal training
programs, AT&T has also partnered with third-party credentialing courses and universities to create
online STEM-related programs that are available inside and outside the company.

13
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Kentucky Community and Technical College System & The Manufacturing Institute (Ml): The
Federation for Advanced Manufacturing Education (FAME), originally founded by Toyota and
stewarded by the MI today, is a network of manufacturers working collaboratively to train students of
all ages and backgrounds in an apprenticeship-type program to gain careers in advanced
manufacturing. Employers are intentional about going to classes that have diverse populations and
inviting students into their facilities to see the realities of a manufacturing career. By directly
communicating and recruiting students, recruitment of students into manufacturing careers has
drastically improved. One of the first implementers was KY FAME — where more than a dozen
community colleges across the Commonwealth of Kentucky prepared students in Advanced
Manufacturing developing the technical skills (e.g., maintaining industrial equipment, robotics,
hydraulics, welding) and workforce effectiveness skills (e.g., communication, teamwork, safety)
necessary by industry.

SAP: SAP uses data driven methodology through Persona-based Learning maps to categorize training
content and recommend customized offerings to their employees based on their needs. Specifically,
the data driven approach systematically tracks specific learning interventions and compares
progress against learning targets. It also provides the ability to use data to evaluate courses to
determine the effectiveness and value of the learning intervention (business impact). SAP
recognizes that the challenge of continuous learning, development, and training is time. The
development of this approach is to provide learning recommendations that are applicable to each
employee. This program has enabled employees to maximize their time and effort to gain skills that
will help them in the future of work.

Society for Human Resource Management (SHRM): When it comes to training, some HR
departments are adapting their regular trainings so that they can take place virtually and are even
adopting entirely new types of training for employees. At one healthcare organization, the HR
department has transitioned all of their classroom and in-person training to virtual synchronous or
asynchronous training. For example, they stream a weekly all-employee live webinar to provide
current training topics related to COVID-19 disease, prevention, and company policies, and general
training on a variety of cross-disciplinary topics.

Udacity: Udacity is a leading provider of online learning that works with many fortune 500 companies as
well as individuals to upskill workers in technology and equip them for a changing workforce. Udacity
has trained more than 10 million individuals in technology-based learning. When General Electric
(GE) was looking to harness the capability of big data and analytics and upgrade software to enable
their employees to be more productive they turned to Udacity. GE saw that Udacity could train their
employees in a way that was not only creative and cutting edge, but that they have a keen
understanding of how employees can become practitioners through project-based learning. Udacity
provided individual specific training that allowed GE employees to leverage the latest platforms to
launch new products and upskill them in a way that immediately benefited the company.

U.S. Chamber of Commerce Foundation: Talent Pipeline Management® is a demand-driven,
employer-led workforce development strategy that more than 2,000 employers -- in 33 U.S. states,
D.C., and now in Canada — are using to close the skills gap. This practice works equally for
employers recruiting new hires from external talent sources as well as for employers searching for
an upskilling or reskilling strategy for an existing workforce. The strategy teaches employers how to
build talent supply chains so that what is taught in classrooms and training programs is aligned to

14
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the dynamic needs of business. This is a proven solution to a number of employer workforce
challenges, such as diversifying a workforce, increasing employee retention, closing a skills gap,
reducing time-to-hire, and reducing time to full productivity. The in-person training, the TPM
Academy, includes a custom curriculum that walks workforce and economic development leaders
step-by-step through how to successfully implement this approach for their industry.
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https://www.shrm.org/hr-today/news/hr-magazine/spring2019/pages/scaling-up-skills.aspx
https://www.shrm.org/hr-today/news/all-things-work/Pages/upskill-or-fade-away.aspx
https://www.uschamberfoundation.org/t3-innovation-network/ilr-pilot-program
https://www.uschamberfoundation.org/t3-innovation
https://www.uschamberfoundation.org/workforce-development/JDX
https://www.uschamberfoundation.org/talent-pipeline-management
https://tpmacademy.uschamberfoundation.org/
https://www.uschamberfoundation.org/workforce-development
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VIlI. Case Studies

TITLE: Recruitment of Under Tapped Talent

CASE STUDY: Visa Inc.
AREA: Recruitment

BRIEFBACKGROUND:

We believe inthe power of momentsin life - it's that one conversation, that one person who believes inyou or
that one opportunity that presents itself that can change your journey. Ready to Return programis a
workshop focused on upskilling candidates that have been away from the workforce for one or moreyears
dueto personalcircumstances. Theearnings gapis one ofthe harshrealitieswomenface of
returningtowork. AccordingtoarecentUS Census commissioned report, women’s earnings fall drastically at
the time a child is born, and their earnings do not recover until the child is 9 or 10 years old.*

MODERN PRACTICE CATEGORY: Recruitmentof underutilized populations (e.g., veterans, individuals with
disabilities, older individuals).

INITIATIVE:

¢ ReadytoReturnisanannual workshop hosted by Visa for men and women who have left the workforce fora
minimum of one year for a variety of reasons —whether to care for family or a child, toinitiate a career
change or pursue a personal passion.

e Thegoal of the program is to provide the foundational tools candidates who have been out of the workforce
needtobuildtheirresume, perfecttheirinterviewskills, gettipsandinspirationfrom executive leaders and
to network.

¢ TheReadytoReturnconferenceisfocused around empowering attendees and equipping them with tools for
success as they decide to reenter the workforce.?

¢ Theconference allows candidates to participate in motivational speaker sessions, spendtime with Visa
recruiters and receive advice from executives. It's also an opportunity to explore openroles at Visa.

OUTCOMES:

¢ Recognizingthisgapandthe challengesofapauseincareerjourneys, Visahasrecentlyhelped over2,000Bay
Areajobseekerswhohaveleftworkduetolifecircumstancesorfamilycare prepare for future career
opportunities.®

1 Source: “The Parental Gender Earnings Gap in the United States”, U.S. Census Bureau, November 2017
2 https://usa.visa.com/visa-everywhere/global-impact/ready-to-return.html
3 https://usa.visa.com/visa-everywhere/blog/bdp/2019/08/05/visa-provides-thousands-1565040898410.html
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TITLE: Data Driven Approach to Tracking Training

CASESTUDY: SAPAmerica-Training
AREA: Training

BRIEF BACKGROUND:

SAP categorizes training content and recommends offerings to employees based on their needs, throughthe
Timeto Learn Persona-based Learning Maps, by using data driven methodology to focus
recommendations to our employees.

Data Driven approach to tracking Training:

e Systematictracking of specific learninginterventions across both global and business unit
categories are captured on SAP’s “Success Factors” Learning Management System or LMS.
Reports and learning dashboards consolidate data on completions and progress against learning
targets.

e Automated Impact Analytics providesthe ability to evaluate courses and determine effectiveness
and/or value including the business impact of the learning intervention.

¢ Inthe future, automated Impact Analytics will create a validated standardized data source that canbe
used forrecommenders and chatbots to make recommendations aboutactivities, experiences, and
courses based onwhich things are knownto cause the desired outcome, rather than just keyword
relevance.

At SAP, we think about learning holistically and categorize our learning according to the following
framework:

Compliance: whatdoemployees needtodoensure we are compliantwith legalrequirements?
¢ Company:whatdo ouremployeesneed acrossthe organization to keep usaligned on
foundational topics such as our vision and strategic initiatives?
e Currentskills: what do employees need to help them perform in their current role?
Future skills: what do employees need to be thinking about to reskill or upskill in their current and
futurerole?

Below is a graphic that represents how these four ‘layers’ make up the whole of our employees. A specific
example ofwhatthislookslike withinourorganizationisattachedasaPDF. Our Learning Compass
technology hosts this same information online and dynamically updates as our employee’s progress
through the program.

Compliance | Company Current Skills ‘ Future Skills
Compliance / Legal : HR/ SAP Board Area ] Board Area

i
= —
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MODERN PRACTICE CATEGORY: SAP uses datadriventoolsin Learning and Developmentto make
better recommendations to its employees for current and future offerings. This helps to better match
training offerings available within the SAP Learning environment to each employee and their role. By
understandingwhatcritical skillsare needed, Persona-based Learning maps define the critical skillsfor
both an employee’s current and desired future role.

INITIATIVE: SAP Learning — Time to Learn & Persona-based Learning Map

The Learning Persona is focused on both internal and external-facing employees that are part of the
Global Business Development and Ecosystem team. The employees work inthe areas of Corporate
Development and Systems and Technology Partners Ecosystems, including interns, individual
contributors, and people managers. The recommended learning focuses on skillsrelated to building and
growing business acumen, project managementskills, critical thinking skills, technical knowledge, and
leadership capabilities.

OUTCOMES: The challenge oftime tolearn has manyfacets. Employees busy withworkandtheirdaily lives
oftenresultin minimaltime being dedicatedto ongoing learningand developmentofnon-compliance
related skills. With development of the Learning Persona, SAP is now able to give more concise
recommendations to employees seeking guidance on where to focus their energy to solve their training
needs for critical skills for both currentroles and future roles within the organization. Impacts of this
initiative have been:

1) Enabled employees to focus on future skills

2) Introducedsegmentedlearninggroupsthroughthe conceptoflearning personas”for6teams

3) Providedclearrecommendationontargetamountoftimetospendonlearningindifferentareas
— Compliance, Company-recommended, Current Skills and Future Skills

4) Providedasingle pointofaccess, singletool/location/format, foralllearningrecommendations
forevery "learning persona”

5) Provided integrated learning recommendations thatinclude both informal and formallearning
experiences

6) Enabledourcompany’stransitiontoanongoingfeedback modelby providingmanagerswitha
set of learning recommendations for continuous employee development

7) Launched new structured persona-based learning maps to 5,000+ employees across several
business units

8) Pioneered anew structured approach tolearning for teams that had never had one previously
resulting in a total of 6,000 learning hours

9) Requestsforadditionallearning supporthave increased with severalteams expressinginterestin
curating and designing more learning for their teams

See Appendix below for an example of a Time to Learn Persona-based Learning Map
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Appendix

SAP Learning

TIME to LEARN

Persona-based Learning Map

Use with
SAP Talk.

Corporate Development Learning Persona

This persona is for internal and external- facing employees that are part of the Global Business Development and
Ecosystem team, that work in the areas of Corporate Development and Systems and Technology Partners
Ecosystems, including interns, individual contributors and people managers. The recommended learning focuses
on skills related to building and growing business acumen, project management skills, critical thinking skills,
technical knowledge and leadership capabilities.

Recommended Learning & Development (formal & informal):
0.9-1.3 Hours/Week (45 - 69 total hours for 2019)

Compliance: Company: Current Skills: Future Skills:
4 Hours/Year 2-26 Hours/Year 30 Hours/Year 9 Hours/Year
(Required) (Recommended) (Recommended) (Recommended)

This Leaming Map was developed in collaboration with your team. We identified "Learning
Personas" based on groups of roles with similar learning needs. Each persona-based learning
map defines the critical skills for your current and future roles. It is designed to be used as an
input to your SAP Talk dialogues with your manager. For more information about how to use
this Learning Map to support your career development consult these reference documents:
Getting Started with Learning Personas and User Handbook for Your Persona-Based Learning

Map.
THE BEST RUN w
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COMPLIANCE: 4 Hours

COMPLIANCE

Title

[
L]
L]
L]
L]

]

Information Security Fundamentals 2018

Compliance Baseline Training

Information Governance and Records Management

Competition and Anti-Trust

Preventing Bribery and Corruption

Five Pillars of Compliance — Module 1 — Bribery and

Corruption

Five Pillars of Compliance — Module 2 — Conflict of
Interest

New enhanced controls — SAP Global Third-Party
Sales Commission Policy

COMPANY: 2 - 26 Hours

COMPANY

Title

[

[]
O
O

SAP Talk
Visit the SAP Talk Jam page to explore resources to learn
more about SAP Talk dialogues.

Deliver the Intelligent Enterprise

Why Brand Matters — All Employee Brand Training

Focus on Insight: Diversity and Inclusion (Part 1)

Caorporate Development Learning Persona

Learning
Type

elearning

elearning

elLearning

elLearning

elLearning

elLearning

elLeamning

elearning

Learning
Type

Activity

elearning

elLearning

elearning

Learning
Level

All

All

All

All

All

Learning
Level

All

All

All

All

Duration
(hours)

05

05

0.25

0.75

0.75

0.5

0.5

0.25

Duration
(hours)

05

05

0.25

0.25
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COMPANY Learning Learning Duration
Title Type Level (hours)

[ ] Expert Experience Classroom  T4T5 16-24
If you are new to the Expert/Chief Expert role, visit the Expert
Experience Jam Page to explore opportunities to expand your
knowledge, foster strong connections, and develop new ways
to success.

Leadership Learning-
If you are a people leader, take some time to visit
the Leadership Experience Jam Page to access an interactive
platform to stay up to date, exchange ideas and develop your
[] career. Classroom  Advance 16-24

There, you will find the Leadership Development Roadmaps
and the Leadership Flagship programs for your level.

CURRENT SKILLS: 30 Hours

CURRENT SKILLS Learning Learning Duration

Title Type Level (hours)

GBDE "Partner Strategy, Portfolio & Governance”

[ kil Understanding Global Business Development & Activity Intermediate 1
Ecosystems (GBDE)

GBDE "Team Overview GSSPs"

L1 kil Understanding Global Business Development & Activity Al 1
Ecosystems (GBDE)

GBDE "Team Overview: Industry Ecosystems”

L1 kil Understanding Global Business Development & Activity Al 1
Ecosystems (GBDE)

GBDE "Team Overview: Global Tech Parthers"

[ 1 kil Understanding Global Business Development & Activity Al 1
Ecosystems (GBDE)

GBDE "Corporate Development: M&A"

[ skir Understanding Global Business Development & Activity Al 1
Ecosystems (GBDE)

Caorporate Development Learning Persona
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CURRENT SKILLS Learning Learning Duration
Title Type Level (hours)

] Retaining Top Talent and Leveraging Future
Leaders Activity Expert 1

Skill: Leadership: Managing Teams / Projects

] Liz Wiseman: Multiplying Genius

Activity Intermediate 0.5

Skill: Leadership: Managing Teams / Projects

[ The Impact of Digitalization on Leadership and Work eLearning Intermediate 4
Skill: Leadership: Managing Teams / Project / Expert
Conflict Management Guide

] = : d : _ Activity Intermediate  0.25
Skill: Leadership: Managing Teams / Project
The High-Potential Leaders -

] — : : . Activity Expert 1
Skill: Leadership: Managing Teams / Project
Becoming a Thought Leader

| g g eLearning  Basic 0.75

Skill: Leadership: Managing Teams / Project

[ The Secrets to Leading with Assertiveness

) ] - - elLearning Intermediate 1
Skill: Leadership: Managing Teams / Project

] Coaching and Developing Employees
Skill: Leadership: Managing Teams / Project

elLearning Intermediate 1

[ Mentoring: The Mentoring Relationship

) _ - - elLearning Intermediate 1
Skill: Leadership: Managing Teams / Project

] Networking Foundations: Networking Basics

eLearning  Basic 1.75
Skill: Networking
Quiet: The Power of Introverts in a World that Can't
H Stop Talking, by Susan Cain Activity ;néermetdlate 4
Skill: Transformation: Define and Drive Innovation/ New ARE

Business Development / Influence Strategy

Innovation Guide

[ skill: Transformation: Define and Drive Innovation/ New Activity Intermediate  0.25
Business Development / Influence Strategy

Corporate Development Learning Persona
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COMPLIANCE: 4 Hours

COMPLIANCE

Title

]

0o O 0o o 0O

]

Information Security Fundamentals 2018

Compliance Baseline Training

Information Governance and Records Management

Competition and Anti-Trust

Preventing Bribery and Corruption

Five Pillars of Compliance — Module 1 — Bribery and

Corruption

Five Pillars of Compliance — Module 2 — Conflict of
Interest

New enhanced controls — SAP Global Third-Party
Sales Commission Policy

COMPANY: 2 - 26 Hours

COMPANY

Title

]

[
O
[

SAP Talk
Visitthe SAP Talk Jam page to explore resources to learn
more about SAP Talk dialogues.

Deliver the Intelligent Enterprise

Why Brand Matters — All Employee Brand Training

Focus on Insight: Diversity and Inclusion (Part 1)

Corporate Development Learning Persona

Learning Learning
Type Level

elLearning All

elLearning All

elLearning All

el earning All

elearning All

eLearning  All

elLearning  All

elearning All

Learning Learning
Type Level

Activity All

eLearning  All

elearning  All

eLearning  All

Duration
(hours)

0.5

0.5

0.25

0.75

0.75

05

0.5

0.25

Duration
{hours)

0.5

0.5

0.25

0.25
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COMPANY Learning Learning Duration
Title Type Level (hours)

[] Expert Experience Classroom  T4/T5 16 - 24
If you are new to the Expert/Chief Expert role, visit the Expert
Experience Jam Page to explore opportunities to expand your
knowledge, foster strong connections, and develop new ways to
success.

Leadership Learning-
If you are a people leader, take some time to visit
the Leadership Experience Jam Page to access an interactive
platform to stay up to date, exchange ideas and develop your
[] career. Classroom  Advance 16-24

There, you will find the Leadership Development Roadmaps
and the Leadership Flagship programs for your level.

CURRENT SKILLS: 30 Hours

CURRENT SKILLS Learning Learning Duration

Title Type Level (hours)

GBDE "Partner Strateqy, Portfolio & Governance"

L] ski: Understanding Global Business Development & Activity Intermediate 1
Ecosystems (GBDE)

GBDE "Team Overview GSSPs"

(] skill: Understanding Global Business Development & Activity Al 1
Ecosystems (GBDE)

GBDE "Team Overview: Industry Ecosystems"

[] skill: Understanding Global Business Development & Activity All 1
Ecosystems (GBDE)

GBDE "Team Overview: Global Tech Partners"

L sk Understanding Global Business Development & Activity All 1
Ecosystems (GBDE)

GBDE "Corporate Development: M&A"

L] skin: Understanding Global Business Development & Activity All 1
Ecosystems (GBDE)

Corporate Development Learning Persona
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CURRENT SKILLS
Title Learning Learning Duration

Retaining Top Talent and Leveraging Future
Leaders Activity Expert 1

Skill: Leadership: Managing Teams / Projects

] Liz Wiseman: Multiplying Genius

- - - ) Activity Intermediate 0.5

Skill: Leadership: Managing Teams / Projects

] The Impact of Digitalization on Leadership and Work eLearning Intermediate
Skill: Leadership: Managing Teams / Project / Expert
Conflict Management Guide

] = ) ¢ ) ) Activity Intermediate  0.25
Skill: Leadership: Managing Teams / Project

[ The quh-PqtentlaI Lgaders | Activity Expert 1
Skill: Leadership: Managing Teams / Project
Becoming a Thought Leader

] 9 g eLearning  Basic 0.75

Skill: Leadership: Managing Teams / Project

[ The Secrets to Leading with Assertiveness

. ) - - elLearning Intermediate 1
Skill: Leadership: Managing Teams / Project

0 Coaching and Developing Employees

- - _ - elLearning  Intermediate 1
Skill: Leadership: Managing Teams / Project

] Mentoring: The Mentoring Relationship
Skill: Leadership: Managing Teams / Project

elLearning Intermediate 1

[ Networking Foundations: Networking Basics

- - elLearning  Basic 1.75
Skill: Networking
Quiet: The Power of Introverts in a World that Can't
M Stop Talking, by Susan Cain Foitiy ;néermetdlate 4
Skill: Transformation: Define and Drive Innovation/ New 2BE]

Business Development / Influence Strategy

Innovation Guide

] Skill: Transformation: Define and Drive Innovation/ New Activity Intermediate  0.25
Business Development / Influence Strategy

Corporate Development Learning Persona
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CURRENT SKILLS Learning Learning Duration
Title Type Level (hours)

Delivering Employee Feedback
L] j - ] p. . elearning Basic 1
Skill: Communication

[ Legdlng Wlth. St.orles eleaming Al 05
Skill: Communication
o Introduction to Program Management eleaming  Basic 05

Skill: Program Management

FUTURE SKILLS: 9 Hours

FUTURE SKILLS Learning Learning Duration

Title Type Level (hours)

Strategic Learning - How to Be Smarter Than Your
o Competition and Turn Key Insights into Competitive

Advantage Activity Intermediate 0.25
Skill: Critical Thinking
Cultivating a Growth Mindset Instructor-

[ —— e Al 15
Skill: Critical Thinking urse

O What Hgvmg.a Growth Mindset Actually Means Activity Al 05
Skill- Critical Thinking

O Big Data is Better Data Activity Intermediate 0.25
Skill: Technology Innovation I Expert :

O The Business of Blockchain Activity Intermediate 0.25
Skill: Technology Innovation I Expert ’
The Future of Work in a Digital World

[] g Activity Expert 1

Skill: Digital Transformation

Transforming People and Organizations for a Digital
[] World Activity Expert 1
Skill: Digital transformation

Caorporate Development Learning Persona
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CURRENT SKILLS

Title

O

O

O

Driving Digital Transformation: Culture, Structure,
and Leadership Matter

Skill: Transformation: Define and Drive Innovation/ New
Business Development / Influence Strategy

Customer CEO

Skill: Transformation: Define and Drive Innovation/ New
Business Development / Influence Strategy

Information Technology Project Management

Skill: Transformation: Define and Drive Innovation/ New
Business Development / Influence Strategy

The Idea-driven Organization

Skill: The improvements and best practices / Influence
Business Outcomes

Business Strategy - A Guide to Effective Decision-
Making
Skill: Business Strategy

10 Golden Rules for Win/Win Negotiation
Skill: Negotiation

Build Your Influencing Capabilities
Skill: Negotiation

Strategic Negotiation
Skill: Negotiation

Ken Blanchard on Servant Leadership
Skill: Emotional Intelligence

Improve Your Emotional Intelligence
Skill: Emotional Intelligence

7 Things Resilient People Do Differently
Skill: Emotional Intelligence

Effective Listening
Skill: Communication

Corporate Development Learning Persona

Learning
Type

Activity

Activity

Activity

Activity

Activity

eLearning

eLearning

elLearning

elLearning

Activity

Activity

eLearning

Learning
Level

Expert

Expert

Intermediate
/Expert

Intermediate

Intermediate
/Expert

Basic

Basic /
Intermediate

All

Duration
(hours)

0.25

0.25

0.25

0.25

0.75

Intermediate 0.5

Basic

All

Basic

0.5

0.25

1.25
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CURRENT SKILLS Learning Learning Duration
Title Type Level (hours)

O

O

Delivering Employee Feedback

elLearning
Skill: Communication
Leading with Stories )
elLearning
Skill: Communication
Introduction to Program Management :
elLearning

Skill: Program Management

FUTURE SKILLS: 9 Hours

FUTURE SKILLS Learning Learning Duration
Title Type Level (hours)

O

Strategic Learning - How to Be Smarter Than Your
Competition and Turn Key Insights into Competitive

Advantage Activity

Skill: Critical Thinking

Cultivating a Growth Mindset Instructor-

Skill: Critical Thinking led Course

What Having a Growth Mindset Actually Means Activit

Skill: Critical Thinking y

Big Data is Better Data L
Activity

Skill: Technology Innovation

The Business of Blockchain L
Activity

Skill: Technology Innovation

The Future of Work in a Digital World »
Activity

Skill: Digital Transformation

Transforming People and Organizations for a Digital
World Activity

Skill: Digital transformation

Corporate Development Learning Persona

Basic 1
All 0.5
Basic 0.5

Intermediate  0.25

All 15

All 0.5

Intermediate
| Expert 0.25

Intermediate

| Expert 0.25
Expert :
Expert 1
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FUTURE SKILLS Learning Learning Duration
Title Type Level (hours)
Management Strategies for the Cloud Revolution » Intermediate
L] } ] Activity | Expert 1
Skill: Cloud Strategies for the Future Xper

CMI Perspectives on Intelligent Enterprise
[ ] Landscape Activity All 0.5
Skill: Intelligent Enterprise

u Learn to Use Qualirics Research Core
Skill: Experience Management/ Qualtrics Tool

Activity All 25
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TITLE: Improving Recruiting Results via Balanced use of Al and Human Insight

CASE STUDY: SiemensCorporation
AREA: Recruitment

BRIEFBACKGROUND:

Siemens has made significant talent acquisition (TA) technology investments to support the recruiting
process, from writing gender-neutral job postings, to predicting candidate interest, to sourcing and
matching talent, to assessing skills. Siemens understands that while there are many benefits to using
Al throughout the process, this technology does not eliminate the need for human decision making and
human touch. The Siemens TA technology strategy is focused on leveraging the best of machine
learning, big data, predictive analytics and Al to automate some transactional aspects of the recruiting
process, thereby enabling recruiters to function as strategic consultants to the business. This mix of
“hands-on” human insight and Al-enabled tech allows Siemens to access the full spectrum of available
talent, not only those candidates who match an algorithm. This balance is both critical and necessary to
reduce unintended bias.

MODERNPRACTICE CATEGORY: Use of Artificial Intelligence in Recruitment

INITIATIVE: Siemens has established and maintains a talent acquisition technology stack that

leverages the best of Al and human insight to maximize process efficiency, improve candidate and

hiring manager experience, and to attract/source/engage diverse talent. Investments in the stack

include:

¢ Talent sourcingautomation platform thatenablesrecruiters tosource across multiple social media
platforms and talent communities at once

e Crowdsourcing platform combining the expertise of a vast external recruiter network withthe power
of Altodeliver qualified, diverse candidate profilesto Siemensrecruiters

e Augmented writing platform with built-in bias interruption. This platform allows recruiters to
craft well-written, gender-neutral and bias-free postings. Siemens also recently has begun
using video job postings to enhance talent engagement and drive higher applicant-to-
candidate conversion

e University recruiting platform that combines Al search technology and oncampus ambassadors to
match campus talent to jobs, engage campus talent and deliver qualified, diverse leads to
Siemens recruiters

¢ Talentsourcing bots that find hidden and passive talent, predict who will be most interestedin
Siemensjobs, engagethis talentand deliver prequalified candidates

OUTCOMES: While many ofthesetools are new and outcomes vary based onthe target skill, position location,

talentsupply and othervariables, Al-enabled TAtools are driving noticeable improvements, to include:

¢ Reduced time to fill: Al tools reduce sourcing time and effort, allowing recruiters to create candidate
slatesfaster;

¢ Ability to reach passive or “hidden” talent: some of the tools in the Siemens stack;

e Leverage predictive analytics to identify candidates who are “hidden” or passive and flag them as
great talent for Siemens;

e Increased candidate attraction and engagement: Altoolsautomate talentengagement, allowing
Siemenstoreach candidatesearlierandreinforcethe brandinteraction throughout the recruiting
process;

e Improved recruiter productivity and service delivery: automation of sourcing activity allows
recruiters to spend more time on higher-value tasks, such as consultation to hiring managers,
direct sourcing of passive talent and diversity outreach.
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TITLE: Siemens Military Talent Program

CASE STUDY: SiemensCorporation
AREA: Recruitment

BRIEFBACKGROUND: As part of an overall strategy to recruit and retain top talent, Siemens launched
its Military Talent Program in 2010. This nationwide initiative is designed to support veterans with
engineering and manufacturing backgrounds as they transition to the civilian workforce.

MODERNPRACTICE CATEGORY: Recruitment of Underutilized Populations (e.g. veterans, individuals with
disabilities, older individuals)

INITIATIVE: The program includes five key areas that standardize and sustain all of Siemens’ military
hiring efforts:

1. More targeted, proactive engagement of potential military candidate: Knowing that many of
its roles can be done quite successfully by veterans with relevant experience, Siemens identifies
ideal candidate profiles for key job categories and then focuses sourcing efforts on talent pools
that can fulfill those requirements.

2. Standardized onboarding: Creating common processes and standardized information for new
employees can be challenging for companies with diverse operating units. To avoid missing
opportunities to truly engage new veteran hires, Siemens utilizes an employee engagement
program that is standardized across its eight divisions. This common framework includes a
comprehensive approach to communication and an employee orientation website with
onboarding information for HR, hiring managers, and new employees.

3. Upskilling: Apprenticeships and classroom and online training programs are available in
areas such as digital lifecycle management, computer-aided design (CAD), computer-aided
manufacturing (CAM), and computer-aided engineering (CAE) software technology.

4. Engagement from day one: Siemens focuses on engagement: individualized access to
training, transparency into global job opportunities, ongoing performance management, and
competitive compensation and benefits programs.

5. Recognition within the military community: Central to Siemens’ military hiring mission is a
brand marketing campaign that positions the company as an employer of choice for veterans
and transitioning military. Components of the campaign include a military careers microsite
featuring profiles of veterans successfully employed at Siemens; job descriptions tailored
toward veterans; content on benefits and resources relevant to veterans; a referral program
that allows new veterans to easily refer their fellow service members; and the Siemens
Veteran Network, an employee resource group with active chapters in Siemens locations
across the U.S.

OUTCOMES: Since launching its military hiring program, Siemens has recruited more than 4000 service
members from all four branches of the U.S. Military: Air Force, Navy, Army, and Marine Corps. With
over 60 percent working in STEM (science, technology, engineering, mathematics) disciplines, these
veterans are providing technical field service support, running automation systems, and helping
Siemens’ customers deploy next-generation power systems.
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TITLE: Opening the Talent Aperture via Modern Job Postings and Skills/Competency Based Position
Profiles

CASE STUDY: SiemensCorporation
AREA: Recruitment

BRIEFBACKGROUND: To better compete in our rapidly changing marketplace, Siemens is shifting from
traditional experience-focused job postings toward job postings that emphasize required skills and
competencies This shift opens the talent aperture, allowing more candidates to envision themselves at
Siemens and allowing Siemens to attract and engage a broader range of diverse talent. The Siemens
Talent Acquisition technology stack includes tools strategically chosen to support and enable this shift.

MODERNPRACTICECATEGORY: Modernizing Job Postings

INITIATIVE: The job posting modernization initiative is designed to open the talent aperture by shifting toward

skills/competencies-based profiles and supporting that shift via technology, to include:

¢ Augmented writing platform with built-in bias interruption. This platform allows recruiters to craft well-
written, gender-neutral and bias-free postings.

¢ Videorecruitmentapplicationthatallows Siemensrecruitersto develop branded videos and add them to job
postings enhance talent engagement and drive higher applicant-to-candidate conversion.

e Employer branding tool integrated into the Siemens career portal that transforms Siemens job postingsinto
engaging, branded visual candidate experiences

¢ Recruitment marketing platform that allows Siemens recruiters to create targeted marketing
campaigns strategically designed to attract, engage or source talent. For example, some
campaigns are designed to drive brand awareness within new candidate populations, while others
are designed to directly drive application flow for open positions.

OUTCOMES: Additional data will be available as we continue to refine candidate quality metrics. Initial

outcomes include:

o 65% of Siemens job posts globally score above 90% on overall posting quality.

e The average Siemens job posting scores 55 on a scale of 100 (male to female) for gender neutrality.

e Job postings that include video outperform regular job postings by up to 45% (click to apply rate).

e Recruitment marketing campaigns are driving more brand awareness and attraction among digital
candidate populations.
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TITLE: Future Ready

CASE STUDY: AT&T
AREA: Promotion or Employee Advancement and Training

BRIEF BACKGROUND: AT&T’s leaders recognized the need for a workforce with digital and software skillsthat could
keep pace with evolving technology.

MODERNPRACTICECATEGORY: UseofArtificial Intelligenceinrecruitment, hiringand/ortraining

INITIATIVE: AT&T seekstoinstillaculture of continuouslearning. In2019 alone, AT&T invested about$176
million oninternaltraining programs and over $24 million ontuition assistance.

AT&T provides employees with numerous ways to manage their own reskilling. In addition to customized in-
house training, the AT&T skilling program also includes:

¢ Nanodegrees: Introduced in partnership with Udacity, these self-paced credentialing courses allow
participants inside and outside AT&T to gain skillsin areas such as machine learning and data analytics. In
2020, AT&T added 7 new nanodegree and now offers 33 nanodegrees in areas as data science, artificial
intelligence, programming, machine learning and business.

e Onlinemaster'sdegree programs:In2014, AT&T collaborated with Georgia Techand Udacity. to create the
first-ever Online Master of Science in Computer Science degree program. Today, AT&T has partnerships
withsevenuniversitiesacross 12 online degree programsthatallow employeesto pursue STEM degrees,
atafraction of the cost. Recently, AT&T partnered with the University of Texas at EI Paso —a Hispanic serving
institution —for amaster’s program in systems engineering, and Hampton University — a historically black
university —for amaster’s programin cybersecurity.

OUTCOMES: AT&T s ongoingreskilling efforts contributedto careergrowth opportunitiesfor employees across

thecompany.

e Inthelastyear, 90% of managers engaged in aform of skills transformation training, completing about 2
million hours of training.

¢ In2019, managers who had a mid-to-high level participation in reskilling efforts were nearlytwiceaslikely
tobepromoted—andover twice as likely to be chosen for a new role.

e Thepercentofinternally filled technical jobs increased by 16% in the last 3 years, with over 2,000 technical
positions filled by existing employees in 2019.

e Since 2015, AT&T employees have earned more than 5,600 nanodegrees, and more than 700 AT&T
employees are currently enrolled in these nanodegree courses.
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TITLE: North America Apprenticeship Program

CASE STUDY: Accenture
AREA: Hiring

BRIEF BACKGROUND:

“Werecognizetheimportantrole professionalapprenticeshipscanplayinclosingthe skillsgapintheU.S.,
providing underserved groupsgreater access to innovationeconomy jobs and helping reskill workers
whose jobs have been, or will be, disrupted by technology.”

o (https://www.accenture.com/us-en/about/company/apprenticeships)To us, the “future of work” is now, and it
looks bright because of apprenticeships. The programs can help diversify entireindustries, buildamore
inclusive workforce and create pathwaysto employment for underserved communities. But the skillsgapis a
national problem, and closing it will requirenothing lessthana national movement—onethatcan only
be led by the private sector.Ouraimistoenlistmorecompaniestojoinusinclosingtheskills andtraining
gaps, whichiswhywe lastyear unveiled an apprenticeship playbook to help companies jump-start their
own programs, whether these programs follow the traditional Department of Labor registered
apprenticeship model, or represent companies seeking to forge their own path.

e Byrallying employers to investinapprenticeships,we canunleash the untapped potential of millions.
We can betterequip our businessesto compete inanage of dynamic change. Andwe canpreparethe
United States’ workforce for well-paying jobs that power today’s economy — and tomorrow’s.
(https://www.washingtonpost.com/opinions/2019/01/24/we-have-once-in-a-generation- opportunity-fix-our-
labor-market/?noredirect=0n)

e Accenture's basic modelforapprenticeship programs, whichwasiinitiated by Julie Sweet in2016while she

was North America CEO, "can be adapted not only forITjobs but for a range of otherroles thatall big

companies need tofill," she says. Besides cybersecurity, data analytics, and software engineering, Accenture
is now training apprentices in other areaslike HR,finance,andmarketing. Sweet sees apprenticeships as
having thepotential to solve two problems atonce. First,and mostobvious, thetraining helpsnarrowthe
skillsgapsthatmakeittoughforemployerstofilljobs. Beyondthat, though,isamuch broaderandthornier
socialissue (nottomentionapoliticalhotbutton) oftenreferredto asthe Digital Divide:technologyhas split
the economyintwo, with most"knowledge workers" thriving —and getting more affluent— while the less
educated fall further and furtherbehind."There are whole segments of thepopulation being left outof
the digital economy,"notes Sweet."Sothereisapressingneedformoreinclusiveness.”" Toaddress that,

Accenture's apprenticeship recruiters focus on finding bright people from diverse
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backgrounds who wantto cross the Digital Divide but can't necessarily afford afour-year degree.
e (https://fortune.com/2019/09/03/can-apprenticeships-help-close-u-s-skills-gaps/)

MODERNPRACTICE CATEGORY: Recruitment of underutilized populations (e.g., veterans, individuals with
disabilities, older individuals

INITIATIVE:

¢ North America Apprenticeship Program: Thisisanearn-and-learnemploymentmodelin whichwefocuson
hiringindividualsfromalternative sources, suchascommunity collegesortechnologybootcamps. This
providesusaccesstomorediverse populations often coming from underserved communities or individuals
who are looking to re-skill without having to attain a four-year degree. We utilize a mix of formal
classroom curriculums, shadowtime andthe onthe job training with the intentionto develop a skillset that
helps us fulfill our real business demand.

e Shaping the Future of Work: Intelligent technologies—including Analytics, Big Data, Cognitive Artificial
Intelligence (Al) and Robotics—are reshaping the future of work, fueling demand for digitally resilient skills
and skills development activities thatinvolve social/emotional or high-ordercognitive skills.In2018,
AccenturereleasedtheInclusive

o FutureofWork: ACalltoActionreport outlining a framework for addressing thisissue, and inviting
interested parties to partner in developing solutions. In addition to continuing our US commitments
around impact hiring, apprenticeships, skills-to-succeed internsandentry-levelhiring, ourresponseincludes
facilitating place-based“callto

¢ action” designworkshopsthatinvites local community leaders and businessesto solve forthe unique
challengesandjobrequirementsinaparticularcity. Todatewehave conducted IFOW workshops in St.
Louis, Atlanta, Tampa, Charlotte, and Washington DC.

o CareerWise/Here 2Here:isaNew York-based apprentice programwhich provides high school students a
pathway to develop skills essential for a professional career while they work towards their high school diploma.
The apprenticeships starts with students in their junior yearworking 2-3 days aweek and participatingin high
school classesand activities therestoftheweek. The programlasts 3years, withthework schedule
increasingin each subsequent year and portions of the work activity counting towards a high school diploma.
Accenture isinitially targeting students from the Bronx area focused on roles in areas suchas HR, recruiting,
marketing and research. Our high school apprentices are providedhandsonexperience, practicaltraining,
coachingandprofessionaldevelopment to prepare them for the workplace. Accenture is one of several
companies in New York that participate in the program.
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OUTCOMES:

e Wehave hired over 450 apprentices within North America and continue to expand our program.

e Ourprogramis currently operating in 20 cities across North America and we are looking to add more cities to
the list this year.

o Weareleveragingoursuccesstogetothercompaniestobuyintothe Apprenticeship program by
convening likeminded leaders. The notable example is the Chicago Apprentice Network, aprogram
Accenture launchedwith Aonin2017, andtoday consists of morethan40companies, including Zurich
Insurance, Walgreens,and McDonalds. The Network has morethan 630 committed apprenticeshiprolesto
date, withthe goal of producing 1,000 apprenticeship opportunities by the end of 2020.
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TITLE: Growing and Promoting Talent Within

CASESTUDY: Society for Human Resource Management
AREA: Promotion or Employee Advancement

BRIEF BACKGROUND: The country is facing a growing skills gap that has become a major concern for many
organizations. The workforce simply does not have enough skilled candidates tofillan ever-increasingnumber of
highskilledjobs.BusinessandHRleadersviewtheskillsshortageasa top concernthatneedstobe addressed. In
fact, accordingtothe SHRM Skills Gap 2019

publication, “Among HR professionals, 75% ofthose having recruiting difficulty say there isa shortage of skills in
candidates for job openings.”

SHRM hasinvested in promoting and growing talent withinthe organization to tackle this workforce issue
of closing the skills gap. Infact, in 2019 SHRM filled 29% of its job openings internally by promoting employees or
giving them an opportunity to try something different. SHRM is taking astrategic approach tobuilding talent
andencouraging employees tobe innovative by acquiring new skills and training.

MODERN PRACTICE CATEGORY: closing the skills gap and growing employees' skills

INITIATIVE: SHRMistakingacreative approachtobuildingtalentinternallyandallowingemployees to try new

positions within SHRM (that are outside of the core area of experience for the employee), offering them an

opportunity to diversify their experience and acquire new skills in their roles. SHRMis encouraging hiring

managerstothink differently and consider ways of better aligning employees’ competencies and interests to new

roles within the organization. These movements have occurred both through employees taking the initiative to

pursue new opportunities as well as ideas that are surfaced through executive discussions on talent

management. A few examples of employees who have beenimpacted by this are:

e FieldServicesDirectorinMembership MarketingtransitionedtoaSr Specialist,

e Learning & Development position within HR

¢ ManagerofVisitorExchange Programs,from Global Development, transitionedto Manager, Employee
Experience in HR

o Field Services Director in Membership Marketing transitioned to Director of Customer Experience

e AnAssociate Specialistfrom IT transitioned to a Senior Administrator role in eLearning Systems with Global
Development

¢ Manager, Knowledge Center transitioned to Manager, Certification Engagement
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OUTCOMES:

e So far, this initiative has been extremely successful. More than 90% of the employees who transferred,
succeededintheirnewroles and gained new experiences, skillsand training.

¢ Additionally, this initiative will encourage people managers to incorporate the theme into their
developmental conversations with their staff.

¢ Thisinitiativehasalsohadapositiveimpactonemployee moraleasemployeesare excited and motivated
to try something different and challenging. This initiative not only helpsclosetheskillsgapforthe
organization, butalsohasapositive andlong-term impact on the employees’ ability to take on new
challenges and become more marketable in the economy.
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TITLE: Skills First: Making the Shift to Competency-Based Hiring

CASE STUDY: IBM
AREA: Recruitment, Hiring, Promotion or Employee Advancement, Training

BRIEF BACKGROUND: IBM believes that companies bringing advanced technologies to market have a
responsibility to prepare students and workers for the way those technologies will shape jobs and the nature of
our work. Innovation should unlock opportunities to make our workforce more inclusive, not less. New collar
hiring is one way that IBM unlocks opportunities.

MODERN PRACTICE CATEGORY: Recruitment of underutilized populations

INITIATIVE: New collar jobs are careers in technology’s fastest-growing areas, like cloud, Al and software. These
aren’t “blue collar” or “white collar” jobs, they’re “new collar” roles that prioritize skills and capabilities over
traditional Bachelor’s degrees. What matters mostin these roles is having the right mix of skills and a
commitment to lifelong learning.

IBM is committed to a skills first approach to hiring, and we are consistently evaluating and revising our job
postings to eliminate degree requirements where possible and instead focus on core requirements.

Our new collar recruitment has additional urgency due to the current skills shortage in the United States.
Employers have jobs tofilland a problem filling those jobs. There are more than 7 million open jobs in the

U.S. right now and around 6 million unemployed - yet, like other employers, IBM cannot find enough candidates
with the right mix of skills to fill our jobs if we limit our recruitment to candidates with a Bachelor’s degree.

Almosttwo-thirds of the adult workforce do not have a Bachelor'sdegree,andthosewithdegreesare
unequally distributed by location, race, and income. And since the half-life of a skillis less than five years, many of
the degree holders need additional short-term education and certificates to gain the skills

needed for today’s marketplace.

By focusing on our new collar principles and a skills first approach to recruiting and hiring, we want to shift
mindsetsinourindustry, close the skillgap, and make the tech industry more inclusive.

This is how we do it:

Widenthe Aperture: Let’s rethink how we design job requirements by asking ourselves, should adegree bea
mandatoryrequirementforthis position? Inmanycases, theanswerisno. AtsomeofIBM’sU.S. facilities, as
many as one-third of our employees have less than a four-year college degree. New collar candidates withouta
four-yeardegree accountfor more than 15% of allIBM new hiresinthe U.S.

Skills Firstis also about creating a more diverse workforce by expanding pathways to careers outside of thetech
hubsonthecoasts.IBM istraining and hiring new collarIBMers in places like West Virginia, Louisiana,
Missouri, andlowa.

Shift recruitment to learning agility as a core requirement: We want to attract and retain employees who will
update their technical and professional skills throughout their career. By focusing on learning agility, we can
attractand provide career pathwaysfor peoplewithfrommore starting points—includingthose without
degrees, reentering the workforce, or those from geographies and populations that have been underserved in
the past.
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Skills First helps create a culture of lifelong learning. AtIBM, for example, we provide ongoing education like digital
badging and online courses, and IBMersinthe U.S. complete an average of 59 hours ayear in skills training.

Create New Collar pathways: Creating additional pathwaysto careers means expanding public/private
partnerships thatscale —involving federal and state governments, public school systems, community colleges
and private business, across multiple industries.

IBM has already invested hundreds of millions of dollars in programs to help train and prepare the global workforce
for a new era of technology, including:

¢ TheP-TECHschoolmodel—asix-yearprogramthatoffersahighschooldiplomaandan Associate’s
degree, along with real-world work experience and mentorship —all at no cost to students. P-TECH will be in
220 schools across 24 countries this year.

e Our2lstcenturyapprenticeship program,which provides on-the-jobtraininginareasfrom blockchain to
cybersecurity and mainframes. These apprenticeships are expanding opportunities forpeoplewithnon-
traditionalbackgroundstobuildthe skillstheyneedtoworkintoday’stech industry, all while being paid
and avoid incurring student debt

e Returnships forwomen re-entering the workforce, veterans training programs and volunteer skills-building
sessions for more than 3.2 million students worldwide.

OUTCOMES: IBMwants to attract the world’s best and brightest. New collar and skills firstis about diversifying
the industry. We're not devaluing degrees or education — IBM employs more mathematiciansthanany
other private entity onthe planet—butwith new collar, we're simply expanding accesstogreatcareer
opportunities, among underserved communities and those who don’t have accesstotraditional education
pathways. 15% of our workforce are New Collar workers including 500 apprentices inthe USA. If you have the
right skills, there’s a job for you at IBM.
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TITLE: Trustand Transparency inthe Use of Alfor Recruitment and Hiring

CASESTUDY: IBM
AREA: Recruitment, Hiring, Promotion or Employee Advancement, Training

BRIEF BACKGROUND: Artificial intelligence systems are increasingly being used to support human decision-
making in recruitmentand hiring. While Al holds the promise of increasing efficiency and fairness, broad
adoption will rely heavily on trust and transparency.

We must build Al systems for recruitment and hiring that promote trust and understanding of how they work
among users, avoid bias from data sources or operation, and ensure inclusion and equity in their assessments,
recommendations andoutcomes.

MODERN PRACTICE CATEGORY:

1. Use of Artificial Intelligence in recruitment, hiring and/or training
2. Recruitment of underutilized populations

3. Use of data to improve job matching

INITIATIVE:
Humantrustin Al will be based on our understanding of how the technology works and our assessment of its
fairness and reliability.
The purpose of Al is to augment the capabilities of existing recruitment and hiring professionals to find the right
talent from diverse sources.
Recruitment and hiring systems with Al can:

¢ augment efforts to identify and attract diverse talent,

¢ reduce bias and improve consistency in all steps of the recruitment process,

e make faster, more predictive data-informed decisions to move forward and engage the best

candidates in the hiring process

Moving forward, “build for performance” will not suffice as an Al design paradigm. We must learn how to build,
evaluate, and monitor for trustthroughoutthe entire life cycle dan Al application. We needto understand the
rationale behind the algorithmic assessment, recommendation, or outcome, and be able to interact with it, probe it
—even ask questions. Companies advancing the use of Al in HR systems have an obligation to address potential
bias proactively, continually testing systems and finding new data sets to better align their output with human
values and expectations.

Companies must be clear about how they train their Al systems, what data was used in that training, and what

went into their algorithm’s recommendations. If we are to use Al to help make important employment
decisions, it must be explainable and trustworthy.
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OUTCOMES: IBM'snewservices, Altools andrelated training initiatives take learnings from methods and
technologies that IBM has applied to drive its own workforce transformation. These services harness the power of
Al personalization to guide employees in developing skills and pursuing opportunities to grow within the
company. They also allow HR teams to measure flight risk for proactive retention and use bias reduction
capabilities to flag bias in recruitment efforts, such as language in job descriptions. When applied to IBM's own
HR function,these servicesdrove more than $300 millioninbenefits to thecompany,$107 millionin
benefits in2017 alone, andresultedinsignificantly better candidate, employee andmanager satisfaction.

IBM has already partneredwith clientsto successfully complete more than 1,000 HR transformation projects
globally. Through consulting engagements or by outsourcing talentacquisition, talentdevelopment or HR
operations to IBM, organizations like Shire plc are reinventing their human capital strategies to drive business
growth.
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TITLE: KCTCS Workforce Solutions and Talent Pipeline Management

CASE STUDY: Kentucky Community and Technical College System
AREA: Recruitment and Training

BRIEF BACKGROUND: In partnership with state government, The Kentucky Chamber’s Workforce Centerhas
deployedTalentPipeline Management(TPM),ademand-drivenapproachcreatedby the U.S. Chamber of
Commerce Foundation, to close the workforce gaps for Kentucky business andindustry.Using supply chain
management principles, businessesworkthroughthe Kentucky Chamber-Workforce Center toutilize the
TPM tool to better project their talent needs and alignthose needswith the education and workforce
developmentsystems. Kentucky’s experience to date shows the tool can play a powerful role in business growth
and educationandworkforce system effectiveness. https://www.uschamberfoundation.org/talent- pipeline-

management.

Once employersreach aspecific pointwithinthe TPM process, workforce training providers have anopportunityto
build, adjust or scale existing programs to meetthose demands. Currently, TPM has established TPM
collaboratives around the state, meeting with employers, collecting data onthe talentneeds,andtheninvolving
educators in ensuring talent intothe pipeline. The Workforce Solutions departments ofthe 16 Colleges of The
Kentucky Community and Technical College System (KCTCS) participateinthe TPM Process aseducation
providersand partners, helpingensurebusinessandindustry meet employee needs and students/graduates
attain gainful employment.

MODERNPRACTICECATEGORY: Leveragingeducation, training, andrelationships oflocal comprehensive
community college, workforce development partners, and employers.

INITIATIVE:

e As Collaboratives of employers establish specific employment needs and required competencies (for
example, registered nurse numbersinaregion and softskills/nursing competencies), preferred education
providers arethen determined. Thelocal KCTCS College is a preferred provider.

¢ The College participates in Collaborative meetings with employers and KY Chamber facilitators to identify
barriers to student (potential employee) recruitment, retention and success barriers.

e Often, adequate individuals are entering the pipeline, but are not retained to employment. This is where
employer engagementis mostimportant, astheir participation increases student success.
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Working together, the employers and educators develop strategies to meet the talent pipeline need.

OUTCOMES:

Employers identify and meet workforce needs by participating inthe development and selection of
employeesforincumbentworkertrainingorbuildingnewprogramsfor recruiting and retaining new
employee.

Education providersreceive real-timeinformation ondesired competencies, qualifications, and credentials of
desired graduates/credential-earners.
Theprocessincreasescommunicationanddata-sharingbetweenemployersand educators,and,ledbya
crediblethird-party,increasescollaborations, partnerships,and support for the educational institutions.
BetweenJanuary2019toJanuaryof2020,25employercollaborativeshavebeen created—engaging
hundreds ofemployersfocused onbuilding talent pipelinesforover 10,000 critical positions.
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TITLE: Job/Candidate Profile Matching of BGC CEQ Hiring

CASE STUDY: Boys&Girls Clubs of America
AREA: RecruitmenttoHiringto Training

BRIEFBACKGROUND:

The needfor strong, vibrantBoys & Girls Clubsis greaterthaneverbefore, andwerecognize

that the most critical barometer of how we will achieve our goals is talent. The current, increasingly
complex landscape, has magnified the skillsets needed in our future CEOs and recruiting, hiring and
developing transformational leaders, who will fulfill our mission of enabling all young people, especially those who
need us most, to reach their full potential is critical to our collective success.

CEOtturnoveris constraining the ability of the collective movement to drive impact and sustained growth. At
present,the averageturnoverfor Local Club CEOsis approximately 10%, and overthe nextfive years, BCCA
expects 20% of current CEOstorretire; these leaders generally stay inthe CEO role for 7 years. The natural
candidate profile avolunteer Board considers foraCEQroleis likely from another local youth-serving
nonprofit. However, this small pool of non-profit candidates does notalways contain the transformational
leader thatwe are seeking.

Analysis from McKinsey & Companyin 2014 showed during a CEO transition, an organization experiencedon
averagealossof12%inkeymissionmetricsoverthefirst3yearsafteranew hire, 9% ofthatloss occurringin
Year 1.Therefore hiring the very bestleaderis criticalto minimizingtheselosses.Oncehired,newCEQOs
participateinanintensive 18-monthOnboarding and New Executive Orientationto ensure they maintain
organizationperformanceduring transitions and build immediate and sustainable platforms for growth.

LocalBoards have repeatedly and consistently asked the National Office tolook atdataregarding new CEO hires,
especially their professional background, correlated with subsequent organizational performance after the
18-month Program. The underlying assumption was that our Onboarding Program would support the idea thata
transformational hire, from any industry, could be successfulleadingaBoys & Girls Club. Forthe purpose of
matchingthe jobwith candidate backgrounds and examining the effectiveness of a private sector
transformational leader, we used three main categories of primary work experience: Boys & Girls Clubs; another
nonprofit; private or corporate sector.

MODERN PRACTICE CATEGORY: Use of Data to Improve Job Matching
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INITIATIVE:

e 100CEOshiredonaveragein2011-2015-weidentified their category of experience with the objectiveto
validate ourbeliefthatrecruiting, hiringandonboarding private sector leaders,fromanyindustry, could
leadto success in transforming aLocal Boys&Girls Club.

e Afteridentifying the candidate profiles, we evaluated their organizational performance for the 18 months
following the onboarding process.

e We then mappedthe correlation/data and utilized to build acandidate profile to be used as part of
the recruiting process.

OUTCOMES:

¢ Ourdatais consistent: the amountof people hired annually from our three main classifications overthe last
eightyears stayed the same—approximately 20% ofallnew Boys & Girls Club CEOs come from private
sector.

e Organizational performance, after two years in role, proves that recruiting and hiring a transformational CEO
willlead to a higher likelihood of success, further supported by the Onboarding Training Program. Looking at
CEOhires over5years showed that 23% of traditional nonprofit hires and 37% of private sector hires,
respectively, led their organization toward transformational growth within two years of hire; with
Transformational Growth being defined asincreases of 20% ormore in key performance indicators like
revenue and youth served. Comparing these two groups, we have found thatthe private sectorleaders hired
were 60% more likelyto bring transformational growthtoaLocal Boys & Girls Club. Experiencesinleading
transformations, incomplex organizations, is a key “experience” we seek in all CEO candidates.

¢ Usingdatatomatch our CEO jobsto candidate profiles has provento be very valuable to ourLocalBoardsand
SearchCommitteesastheygothroughthevisioningprocess, identifying the core competencies most
needed in their next CEO hire.
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TITLE: General Electric Upskilling

CASE STUDY: Udacity
AREA: Training

BRIEF BACKGROUND:

GE worksto harness the capability of big data and analytics, and has software embedded inits products. The
companywantedto leverage creating software to enable themtobe more productive andallowtheir
customerstobe more predictive. GElookedforapartnertotrain their employees that was not only creative and
cutting edge, but thoughtful and knowledgeable about how employees learn. GE decided to partner with Udacity
to upskill their workforce with Udacity Training Programs.

MODERN PRACTICE CATEGORY: Upskilling

INITIATIVE:

e GEistraininghundredsofemployeesacrossdepartmentsandthroughoutregionswith Udacity’s
Nanodegrees.!

e GEsawthatUdacity offers awide scale offers courses with contemporary and relevant topicstaughtby
thoughtleaders. Thesecoursesarestructuredtobe conducivefor employee learning. Udacity allows GE
employeesto pursue aseries of courses, progress their learning, and build a portfolio they can share with
managers.

OUTCOMES:

¢ GE’smanagementisseeingterrificresultsasemployeesleveragethelatestplatformsto launchnewproducts
inindustrial dataand applications with fastertime tomarket. 2

e Thetraining programs allow employeesto leverage everything offered to gain variety of skills without going
to a lot of sources.

o Employees are able to reskill where they wantto and upskill where they need to.

Lhttp://businessblog.udacity.com/wp-content/uploads/2016/12/Udacity_Case_study GE-.pdf
2http://businessblog.udacity.com/wp-content/uploads/2016/12/Udacity_Case_study GE-.pdf
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TITLE: Job Data Exchange™ (JDX)

CASESTUDY: U.S.Chamberof Commerce Foundation

AREA: Hiring

BRIEFBACKGROUND:

The Job Data Exchange (JDX) developed a data standard forjob descriptions and postings, supported by open

datatools, to improve how quickly and clearly employers communicate in- demand jobs, skills, credentials, and
otherhiringrequirements to education partners, learners, and job seekers.

MODERN PRACTICE CATEGORY: Modernizing job postings

INITIATIVE: The JDXphaseone pilotstartedin October2018 andendedinDecember2019. Atthe end of the JDX
pilot, seven pilot partner teams were created across eight states thatinvolved 13 employers and 12 talent sourcing
providers (e.g. educational institutions, training providers, and staffing organizations). The complete list of IDX
pilot partners can be found here.
The goal of phase one was developed and achieved through five strategies.
1) Engagestakeholdersaboutthe JDX phaseonegoalandonboardemployersinterestedin participating in
the JDX phase one initiative.
2) Developajobdatastandard (JDXJobSchema+)tosupportmorestructuredjob descriptions
andpostingsforimproved searchanddiscoveryontheweb.
3) Co-designopendatatools and resources thatimprove utilization of the job data standard for the
purposes of generating skill-based job descriptions and postings.
4) Pilot-test the JDX prototype for the viability of incorporating a job data standard into employer
hiring practices using open data tools and resources.
5) Employersandtalentssouringprovidersevaluatethe JDXphase oneinitiative onits ability toimprove
the way employers communicate hiring requirements by comparing an original job description to a
JDX-generated job description.

OUTCOMES: The top-level findings from the JDX evaluation are below.

o 70%ofemployersand 75% oftalentsourcing providers—that participated inthe JDX pilot—were optimistic
aboutthe ability foremployerstobettersignalneedsand preferences via job descriptions and postings.

e Onaverage, employersrated the JDX-generated job descriptions 3.4 out of 5 stars on meetingtheir
expectationswhereastalentsourcing providersrated the JDX-generated job descriptions 4.2 out of 5 stars
regarding how well the description signals in-demand skills and hiringrequirements.
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o 62% ofemployers believe they will use the JDX-generated job description in the future, butonly 15% of
employerssaidtheyunderstoodthejobdatastandard (JDXJobSchema+) well enough to use it in their hiring
practices.

o Belowarethreerecommendations—basedonthe JDX pilotand evaluation—toimprove talent marketplace
signaling.

o Highlighttheimportance of usingand implementing ajob datastandard (JDX
JobSchema+) in employer hiring practices.

o Expandtheinformationandresourcesthatemployers, hiringmanagers,and talent
recruiters use in developing job descriptions and postings.

o Continue to improve education and workforce partnerships

An executive summary of the JDX pilot and evaluation can be found at this link.

49


https://www.uschamberfoundation.org/sites/default/files/JDX_Evaluation_February%202020.pdf

roucr owsorreowo 2020

TITLE: T3 Innovation Network

CASESTUDY: U.S.Chamberof Commerce Foundation
AREA: Training

BRIEF BACKGROUND: Through the T3 Innovation Network™, more than 400 organizations across the talent
marketplace are working together to build an open, public-private data and technologyinfrastructurefora
more equitablefuture. Througheightsignature projects, this networkis exploringemergingtechnologiesand
datastandardstobetteraligneducation, workforce, and credentialing data with the needs of the new
economy.

MODERNPRACTICECATEGORY: UseofArtificial Intelligenceinrecruitment, hiringand/ortraining

INITIATIVE: The T3 Innovation Network is working with more than 400 public and private stakeholders
representing business, government, education, and technology to implement eight public-private dataand
technology infrastructure projects. Phase two of the T3 Innovation Network is ongoing with the development and
implementation of the eight projects, which began in January 2019 and will end in December 2020. Belowis a
short summary of the eight projects splitinto three categories.

Open Data Standards—building the foundation to seamlessly share data across stakeholder systems.

e MapandHarmonize Data Standards— Develop methods andtools formappingand harmonizing existing data
standards forimproving interoperability and search and discovery on theweb.

o Employment and Earnings Record Standards — Develop public-private standards for employmentand earnings
records to improve data quality and utilization and reduce reporting costs.

o Comprehensive Learner/Worker/Military Record Standards— Alignand pilottestthe use of data standards
to enable individuals to better manage and use competencies documented in theirrecords to pursue
career and educational opportunities.

e Public-Private Adoption of Open Data Standards—Improve publicand private collaborationinthe
development and use of data standards.

Competency-Based Learning and Hiring—using all available competency data to make all learning count.

¢ Competency Data Collaborative — Develop an open-source infrastructure that can be usedto better connect
and link machine-actionable data from competency frameworks and repositories.

e Competency Translation & Analysis — Analyze, compare, and translate competencies withinandacross
industries using artificialintelligence and machinelearning.

Empowering Learners and Workers—ensuring data access and privacy for all individuals.

¢ Data Collaboratives for Individual-Level Data — Promote best practices for managing public and private
data, allowingforincreasedaccesswhile ensuring privacy and security.

¢ Management and Use of Individual-Level Data Records — Develop open, self-sovereign protocols and data
management guidance for learner, worker, and military records.
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OUTCOMES: The T3Innovation Networkisinthe second andfinal year ofdevelopingand implementing the
eight projects listed above. The T3 Network does not have final outcomes of this workto share withthe
Modernizing Candidate Recruitmentand Training Practices Working Group, but we expect to have information
to share with the working group by the end of 2020 and wanted to make you aware of this work in the
meantime. Additionally, the T3 Innovation Network announced—in November2019—planstosupportadiverse
ecosystemofinteroperable Learning Record (ILR) pilots by the end of 2020 which builds on the existing data
infrastructure work already underway by our T3 Network partners and provides a unique opportunity to
coordinate and apply the eight projects in a concrete way tosupportlLRs. The T3Network’s
announcementwasin coordinationwiththe American Workforce Policy Advisory Board’s (AWPAB) Data
Transparency Working Group’s callto action and white paper onILRs. Thus, we planto share outcomes and
findings from the ILR pilots with both AWPAB work groups at the end of 2020—along with the eight T3 Network
projects.
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TITLE: Talent Pipeline Management

CASESTUDY: U.S.Chamberof Commerce Foundation
AREA: Hiring

BRIEFBACKGROUND: TalentPipeline Management® (TPM)isademand-driven,employer-ledapproachto
closetheskillsgap that builds talent supply chains aligned to dynamic business needs. The demands of today’s
economy require a strategic alignment between classroom and career. Through this six-strategy approach,
employers play anexpanded leadershiprole as “end-customers” of our education and training systems. Thein-
person TPM Academy®uses acustom curriculumtotrainworkforce and economic development leaders on this
approach and how to successfullyimplementit at the local level. TPM® is a workforce strategy for our time that
can meetthe needs of an ever-changing business environment.

MODERNPRACTICE CATEGORY: Increasingemployerengagementforbetter career pathways

INITIATIVE:

o TPMdemystifieswhatisneededforemployers’ mostcritical jobs. Byleveragingemployerdata, TPM
changesemployer behaviorandtalentsourcing practices suchthateducationandworkforce partnersgetthe
informationthey needto betteraligntheirservicesresultingin more effective pathways for learners.

¢ TPM provides the framework and sequence to address internal and external talentchallenges,
encompassingallemployeesfromentry-levelworkerstosenior-level positions.

e TheTPMmethodologyistaughtthroughanin-persontraining program, the TPM Academy®. The Academy
serves as atrain-the-trainer model so participants can bring their learnings back to their community so that it
as awhole benefit from TPM implementation.

e Starting with seven pilot partners in 2015, the TPM movement is now entering its 13th Academy cohortand
includesthousands of employersacross 33 states, D.C.,and Canadawithincreasing statewide adoption and
a growing network of over 300 TPM practitioners.

OUTCOMES:

¢ Vermont: Havingidentified an addition of 5,500 jobs not previously forecasted, employers across the state are
engaged in solutions-building like creating career ladder visuals for key industry sectors, marketing
careersin skilled trades, and identifying realistic upskilling opportunities that can work for full-time workers.

e UpSkillHouston (Texas): Employers created collaboratives to unify their voice and identify the most critical
jobs. Thereisa32%increasein enrollmentinrelated courses and 42% increase in completion rates for related
degrees and technical programs. Solutions include a Women in Construction program to become pipefitter
helpers. With a graduation rate of 80%, all of these women are still in the industry today.

¢ NorthernKentucky: Gateway Community and Technical College’s enhanced operator (EO) program is
the story of a traditional manufacturing program that was transformed and modernizedtomeetpeople
wheretheyareandstartedaspartofthe original TPMpilotin2015. They transformed a program from 1 year
to 14 weeks, decreasing the price from $5000 to $2588, and expandedtheirtalent pipeline forlearners now
abletotakethe classes neededtogain access to good jobs or upskill in their industry.

e Consumer’s Energy (Michigan): Working in collaboration with the Michigan Energy Workforce Development
Consortium, Consumer’s identified electric line workers as a critical job and revitalized two community
college partnerships and developed a new partnership to better align curriculum and work-based learning
experiences. As aresultofleveraging the TPM framework, they havefilled more than 300jobsand
eliminated Level 0 on-the-jobtraining, resultingina savings of $30,000 per hire.
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TITLE: The Right Signals

CASESTUDY: American Association of Community Colleges
AREA: Hiring

BRIEFBACKGROUND: The purpose of The Right Signals Initiative was todemonstrate anew credentialing
modelthatrecognizes multiple quality credentialstosend“therightsignals”to employers, students, and
colleges about the meaning of these credentials. Key credentials targeted were degrees, certificates, industry
certifications, apprenticeships, and badges. This work was supported by a grant from Lumina Foundation as part
of its commitment to creating a student-centered, learning-based credentialing systeminthe U.S. thatis
characterized by key attributes suchascommon language, transparency, portability, and trustin credentials.
Twenty community colleges from across the country worked to identify and develop models for

recognizable credentialingtoserve students, colleges and employers nationally. Tofacilitate the work, participating
collegesusedatool called the beta Credentials Framework. The Framework uses competencies —whatthe
learner knows and is able to do—as common reference pointsto help understand and compare levels of
knowledge, skills and abilities that underlie degrees, certificates, industrycertifications, licenses,
apprenticeships, badgesandothercredentials. The Framework is intended to connect the dots among diverse
credentials by helping to clarify the learning behind credentials, making them easier to compare, and making it
possibletotranslate the learning gained from one credential toward securing another.

MODERN PRACTICE CATEGORY: Modernizing job postings and Recruitmentofunderutilized populations (e.g.,
veterans, individuals with disabilities, older individuals)

INITIATIVE: The 20 colleges selected to be part of the Right Signals Initiative were given abasic charge — connect
atleast one nontraditional credential with traditional degrees and certificates — and wide latitude ofhowto
proceed. Colleges madediverse choicesaboutwhatcredentials, subject matter, industry, and approach to
connections would be meaningful in their context. This approach reflected an understanding that participating
schools were already doing work with new credentials and had activity in progressto build upon. Akeylesson
fromthatdiversity isthat colleges are ending up finding ways the beta Credentials Framework is helpful in
analyzing and solving many different challenges. The work of connecting credentials requires bringing
stakeholders ofthe credentials—both academic and business—to be alignedinto adialogue. Those rich
discussions are proving to create a“safety zone” inwhichthe process of comparingthe assumptionsand
linkages among the credentials prompts stakeholdersto considerlearning asitis occurringin many contexts and
reflected as competency statements they can reference inthe beta Credentials Framework. Thus, they canmake
comparisons about similar competencies or distinct competencies associated with each credential and align
curriculum as needed.

Oncampuses, conversationsabouttheory, strategy andtechnicalapplication ofthe beta Credentials
Framework fostered a discussion of - or caused - anumber of systems changes on campuses. Onefacetofthe
tool,therefore,istheimpactitseemstohaveforspawninglarger, and often unexpected, discussions that impact
the entire institution or system of institutions. On many ofthe campusesvisited, discussionsatasystemlevel
wererelatedtothereviewand validation of existing programs and curriculum, aswellasthe processthrough
whichnew programsand curriculumare built. Thisisnottosaythatconversationaboutcurriculumand
programreviewanddevelopmentwerenotalready occurring; rather, thebetaCredentials Framework served
as atool with which to improve previous college efforts. Critical to using the toolisthecompetency statement
itself. Thatstatementorgroup ofstatementsunder-pinsall the work that follows. As aresult, colleges have
undertaken the fundamental work of developing clarity inusing the frameworkto signalwhat studentsknowand
candobutare alsoseeking conciseness and measurability in the underlying competency statements.
Colleges are most successfulinthis enterprise whenthey castabroad netinassembling the workgroups,
including faculty, staff, curriculum developers, and administrators.
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OUTCOMES: The beta Credentials Framework provedto be an effective and usefultoolin avariety of settingsand
applications. The 20 colleges engaged inthe work have demonstrated awillingness and appetite formakingthe
kinds of changeswithintheir processesthatholdrealpromisein building the supports necessary to ensure
that students, employers and industry, and colleges themselves are subject to signaling that is clear and
coherent. This, in turn, provides clear economicandworkforce developmentbenefits acrossthe community,
supports equityandaccess, and helps more students earnthe credentials necessaryto obtain and hold family-
sustainingwage jobs.

The Right Signals has further demonstrated that executiveengagement is an important component of
success, and thatemployer engagement beginning atthe level of competency validation and upwards acrossthe
enterpriseiscriticallyimportant. Likewise, The Right Signals proved to be an easy and desirable “fit” in integration
with other campus initiatives like Guided Pathways, Prior Learning Assessment,andwork-basedlearning,and
indeed helpedtosupport and grow thoseinitiatives.
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TITLE: Apprenticeship Readiness Programs (ARPS)

CASE STUDY: North America’s Building Trades Unions (NABTU)
AREA: Recruitment and Training

BRIEFBACKGROUND: North America’s Building Trades Unions (NABTU) sponsors comprehensive apprenticeship
readiness programs (ARPs) throughout the U.S. These programs provide a gateway for local residents —
focusing on women, people of color, and transitioning veterans —to gainaccesstoBuilding Trades’registered
apprenticeship programs. ARPsare administered by

state and local Building Trades Councils and they teach NABTU’s nationally recognized Multi- Craft Core
Curriculum (MC3). The goals of our MC3 program are three-fold: Increase the number of candidatesfor
registered apprenticeshipsacrossalltrades; toincrease the diversity of registered apprenticeship candidates
by recruiting women, communities of color and veterans; and to increase the retention rate among
apprentices by providing them with a deeper understanding of both the industry and the role of trade
unions in construction.

MODERN PRACTICE CATEGORY: Apprenticeship programs

INITIATIVE: Oneofourstrategiestoachievethesegoalsistobringconstructiontradesclassesback to the schools.
Certified by a number of State Education Departments, NABTU’s MC3 is bringing true construction education
back into high schools. NABTU knows the importance of introducing, connecting and engaging young people
early to harness alifetime dedication to our trades. The MC3 introduces students to the different building trades
andteaches them the skills necessary to successfully apply for a registered apprenticeship, debt-free
education.

Most importantly, the MC3 connects two high-quality education systems: America’s secondary schools andthe
Building Tradesregistered apprenticeship programs. When studentstakethe MC3 they are engaged with
industry and labor leaders through state-of-the-art curriculum.

TheMC3astandardized, comprehensive, 120-hourconstruction coursedesignedtohelpyoung peopleand
transitioningadultschoose andsucceedinapprenticeship programsthatare appropriate forthem. The MC3
curriculumistaughtface-to-face, butitis delivered viaNABTU’s Online Learning ManagementSystem.

MC3 CURRICULUM CHAPTERS:

e Construction Industry and Trades Orientation

Tools and Materials

Construction Healthand Safety (including OSHA 10and CPR)
Blueprint Reading

Basic Math for Construction
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Heritage of the American Worker
Diversity in the Construction Industry
Green Construction

Financial Literacy

Beyondthe MC3, NABTU engages candidates interested in registered apprenticeship viaourwebsite. Two
uniquefeaturesallowpotentialcandidatesforregisteredapprenticeshiptosearchfortraining centersintheir
areaandsignupdirectlyonourwebsite. Throughourinteractive map (scrolldown), potential candidatescan
findallNABTU affiliate training centersintheirareaand connectwith the affiliates whose trade they are most
interested. If potential registered apprenticeship candidates are interested in several crafts, they can complete
the Apprenticeship Sign Up form on ourwebsite.

Candidates outline their interests, qualifications and skills and we directly connect them with the trade contact.
Thistoolallowsforlocalaffiliatestoanalyze potentialcandidatesandreach outtothose best qualified for
registeredapprenticeship.

OUTCOMES: Partof our outreach approach recognizes the different channels younger Millennials and
Generation Z access information. We include multiple videos on our website to show potential
candidates whatworkinginthe tradeslooks like. Our most powerful video released in 2019 was produced in
conjunction with Alabama Power. Not only does this video encapsulate what the MC3 can dofor participants,
butwhatthe MC3is designedto do forcommunities. We share all of our content online via our Instagram,
Facebook, and Twitter accounts, reaching Millennials and Generation Z via datadriven personalization. For
those stillworking on penciland paper, we distribute thousands of registered apprenticeship brochures to
recruiting events throughout the country. This year, we introduced our brochure in Spanish, to deepen our
reach into the Hispanic community.
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TITLE: FAME USA

CASE STUDY: The Manufacturing Institute and Kentucky Community and Technical College System
AREA: Recruitment

BRIEF BACKGROUND:

Originally founded by Toyota in partnership with the 16 Colleges of the Kentucky Community and Technical College
System (KCTCS), KYFAME is an employer-led coalition to develop Advanced Manufacturing Technicians through a
learn and earn program. The program targets recent high school graduates and individuals who wish to reenter the
workplace or have recently transitioned out of the military.

The Federation for Advanced Manufacturing Education (FAME), is a network of manufacturers working
collaboratively to train students of all ages and backgrounds in an apprenticeship-type program to gain careers in
advanced manufacturing. Today FAME currently consists of over 400 companies, 31 chapters across 13 states and
the national effort is now under the stewardship of The Manufacturing Institute.

MODERN PRACTICE CATEGORY: Modernizing job postings

INITIATIVE:

e The program began with Toyota Motor Manufacturing Kentucky in 2010 in partnership with Bluegrass
Community and Technical College and has expanded to 11 chapters across the Commonwealth.

o Cohorts of students begin every August; some programs are large enough to also support a January start
cohort.

o Employers hire new student employees or may use the program to upskill incumbent workers.

¢ While most often offered as an apprenticeship-like learn and earn program, some companies prefer to offer the
program within a Registered Apprenticeship in partnership with their KCTCS College as apprenticeship
sponsor.

¢ From a national perspective, FAME manufacturers have realized that students must hear directly from the
employers. Each company within a FAME chapter is responsible for recruiting students into the program. Each
company sends a skilled team member, who can speak specifically to a manufacturing career, to talk directly to
students about the FAME program and the career path that is available in manufacturing. FAME employers are
intentional about going to classes that have diverse populations and inviting students into their facilities to see
the realities of a manufacturing career. FAME employers have spent time intentionally finding classes or after
school programs to target for recruiting that have larger populations of women and minorities in order to
increase their involvement in the program. An employer speaking directly to the students, rather than only a
school counselor or a community college representative, has been found to be instrumental in recruiting
students in to manufacturing careers.

OUTCOMES:

e The KY FAME Program involves over 160 employers and enrolls over 200 students each year. Students may
earn over $50,000 salary in their first year after graduation.

Over 700 students are currently active in FAME USA across the country.

There are more than 5 high school valedictorians who have entered a FAME program.

Over 85% graduation rate for FAME apprentices.

Over 85% placement rate for apprentices to their sponsoring company.

Increased knowledge of best practices for recruiting women and minorities into manufacturing apprenticeship
programs.
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TITLE: Creators Wanted

CASE STUDY: National Association of Manufacturers
AREA: Recruitment

BRIEFBACKGROUND: Manufacturersinthe United States needtofill 4.6 million jobs by 2028. More than half of
those jobs could be left unfilled because oftwoissues: a skills gap and misperceptionsaboutmodern
manufacturing. Creators Wanted was establishedin2017 to begin addressing manufacturing’s perception
problem and workforce crisis. Itworked. Over 15 million parents and future manufacturers have been
reached so far and research reports high engagementamong parents and students. The nextphase of
Creators Wantedis aboutrolling up our sleeves to build the workforce we need today and improve perceptions of
manufacturing for tomorrow.

MODERN PRACTICE CATEGORY: Other: Campaignto change the perception of the manufacturing sector

INITIATIVE:

The Creators Wanted campaign was started to the change the perception of modern manufacturing and
to address the 2.4 million jobs expected to go unfilled over the next decade in the manufacturing

sector. The mobile and on the road experience will let students, parents, and potential workers
experience modern manufacturing technologies first hand through innovative hands-on activities. The
campaign aims to increase the positive perception of modern manufacturing among students and
parents, increase the number of students enrolling in manufacturing apprenticeships and reskilling
programs, increase the number of students enrolling in technical and vocational schools. These efforts
will hopefully decrease the number of unfilled jobs in the manufacturing industry.

OUTCOMES:

Our impact by 2025:

Increase the number of students enrolling intechnical and vocational schools by 25%

Increase the positive perception of modern manufacturingamong students and parents

Increase the number of students enrolling in manufacturing apprenticeships and reskilling programs by25%
Decrease the number of unfilled jobs in manufacturing by 600,000
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TITLE: CaliforniaHealthcare Workforce Training

CASE STUDY: Western Governors University (WGU) and Service Employees International Union- United
Healthcare Workers West (SEIU-UHW)

AREA: Training

BRIEF BACKGROUND:

The state of California projects a shortfall of almost a half-million licensed or credentialed healthcare professionals
over the next 10 years. The traditional higher education system in the state lacks the capacity to meet the need.
Service Employees International Union-United Healthcare Workers West (SEIU-UHW), a statewide union of
100,000 healthcare workers saw in this gap the opportunity not only to better serve patients, but to connect
individuals with well-paying, family-sustaining jobs, including medical coders, medical assistants, lab workers,
health IT professionals, and health services coordinators.

Additionally, with California having among the nation’s highest levels of diversity, SEIU-UHW saw the opportunity to
tap into its members’ personal and professional networks and create a healthcare workforce training program that
can recruit and enroll future healthcare workers who more closely reflect the demographics of the populations they
will be serving.

To address this large-scale, system-level problem, SEIU-UHW joined with Western Governors University (WGU),
an education partner that delivers a high-quality curriculum, student-centric educational experience, and has a 23-
year history of innovating for working learners (and learning workers).

MODERN PRACTICE CATEGORY: Recruitment of underutilized populations (e.g., veterans, individuals with
disabilities, older individuals

INITIATIVE:

e The partnership between SEIU-UHW and WGU was conceived not only as a workforce training initiative, but as
a way to recruit people with the potential to grow in the healthcare industry and then be placed in jobs through a
union-created healthcare workers cooperative.

e In 2019, WGU launched the Medical Coding Career Accelerator Program, offered by SEIU-UHW to its
members and people they referred from their own networks. This program culminates in a certificate, but also
includes several achievements earned along the way, including a Professional Communication and Leadership
Badge, a Medical Coder Novice Badge, a Ready to Work Badge, and the AAPC Certified Professional Coder
(CPC®) certification. Additionally, individuals who complete the program earn transferrable college credit,
making the program itself stackable into a WGU bachelor’s degree program in Health Information Management.

¢ Importantly, the medical coding certificate program includes both the traditional medical coding content that is
offered by other training programs as well “power skills” and transition-to-practice skills to strengthen the bridge
into practice, making the program unique in its approach to career preparation.

e In February 2020, the partnership launched its second offering—a program for aspiring medical assistants.
Other programs planned include offerings in health information technology and care coordination.

¢ Participants in the program come from many backgrounds, including current medical assistants, healthcare
environmental services (EVS) personnel, licensed vocational nurses (LVNS), pre- and para-health
professionals, and individuals from outside the healthcare industry altogether. What unites them is the
motivation to update their skills, get better-paying jobs, and create better lives for themselves and their families.
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OUTCOMES:

e As of early 2020, more than 430 students had enrolled in the Medical Coding Career Accelerator Program, and
25 had successfully completed the CPC coding exam. These initial soon-to-be graduates are now preparing to
complete the workplace readiness components of the program and start receiving job placements. SEIU-UHW
is actively working with employers across the state to secure those job placements. An additional 100 students
had enrolled in the medical assistant program within a month of its launch in February 2020.

e This program has demonstrated how leaders on the workforce side and the education side can work together to
offer pathways to individuals who may not have access to healthcare careers through other channels—and to
do it at scale.

¢ WGU has long worked with employers nationwide on strategic workforce initiatives through such means as
tuition reimbursement, scholarships, and other incentives to help employees complete existing WGU programs.
Those partnerships have successfully led to thousands of graduates earning career-boosting degrees, but they
have essentially relied on employers’ hope and trust that their employees would pick up the skills they needed.
WGU'’s partnership with SEIU-UHW has offered a proof-of-concept for a more intentional approach to putting
individuals into training and career pathways that fill highly in-demand industry pipelines. The key is that
employers, employees, and WGU are all jointly invested in the program’s success, making it a truly
collaborative model.

e SEIU-UHW will recruit and enroll California students in healthcare workforce training programs through WGU
offerings. SEIU-UHW'’s internal structure will enable the program to scale up, with membership and leadership
doing on-the-groundwork with an emphasis on having “human conversations” to build awareness and
understanding, recruit candidates, and set expectations to ensure enrolling students are set up for success.

e Within four years, the goal is to prepare 10,000 health professionals a year into well-paying healthcare jobs in
the state. It is projected that, while SEIU-UHW’s member network will be the vehicle through which recruitment
is achieved, some 75% will come from outside the formal membership base—individuals referred to the
program by an SEIU-UHW member in their personal and professional networks via their new entity, Futuro
Health.

A crucial lesson learned at this early state of the program’s development has been that careful screening of
candidates and clear expectation-setting must be a key part of recruiting and enrolling prospective learners. These
training programs require substantial commitments of time, work, and energy, so individuals enrolling must be truly
motivated to see it through to completion. Focusing on the “human conversations” during the recruitment stage has
been one way to address this need.

60



Q%EiﬁégCEPOUCYZZ()ZZC)

ADVISORY BOARD

TITLE: Amazon Upskilling 2025

CASE STUDY: Amazon
AREA: Training

BRIEF BACKGROUND:

InJuly 2019, Amazon committed to upskill 100,000 of its employees across the United States by 2025 and will
invest more than $700 million to provide access to training programs that will help them move into more highly
skilled roles within or outside Amazon. The American workforce is changing. Accordingtothe U.S. Bureau of
Labor Statistics (BLS), there are nowmorejob openings (7.4 million) than there are unemployed Americans (6
million). In looking at job growth overthe nextdecade, the BLS anticipates some ofthe fastestgrowing job areas
areincreasingly in more skilled areas, including medical assistants, statisticians, software developers, nurse
practitioners, and wind turbine service technicians. This provides a huge opportunity for individuals who
build additional skills to move into better paying jobs. Through its Upskilling 2025 pledge, Amazonisfocusedon
creating pathways to careers in areas that will continue growing in yearstocome, including healthcare, machine
learning, manufacturing, robotics, computer science,cloudcomputing,andmore. AsaleadingUSemployer,
wehaveanimportantroleto playinproviding ouremployeeswithaccesstothe educationandtrainingthey
needtogrow their careers.

MODERN PRACTICE CATEGORY: Training/Upskilling

INITIATIVE: Aspartof Amazon’s Upskilling 2025, the company announced new training opportunities and

expandedexistingprogramstoserveemployeesfromallbackgroundsand Amazonlocations, including:

e Machine Learning University - Aninitiative that helps Amazonians with a backgroundin technologyandcoding
gainskillsinmachinelearning.Asmachinelearningplaysan increasingly important role in customer
innovation, MLU helps employees learn core skills to propel their career growth—skills that are often learned
only in higher education. Divided into six-week modules, the program requires only half to one full day
of participation a week. MLU is taught by more than 400 Amazon machine learning scientists who
are passionate about furthering skills in the field.

e CareerChoice-Amazon’s pre-paidtuition programfor hourly fulfillment centerassociates lookingtomoveinto
high-demandoccupations. Amazonpaysupto95% oftuitionand fees towards a certificate or diplomain
qualified fields of study that lead to an in-demand job. The companyisinvestinginexpandingthe programby
building additional classrooms inits fulfillment centers globally and expects to have over 60 on-site
classrooms by the end of 2020.

o AmazonApprenticeship-DepartmentofLaborregistered programthatofferspaid intensive classroom
training and on-the-job technical apprenticeships with Amazon.This programistailoredtoprepare
transitioningmembers ofthe military, veterans, and military spouses for in-demand, technical roles in
cloud computing, including cloud supportassociate, datatechnician, and software development
engineer.

61



CV%EEISQSCE POLICY 2 O 2 O

ADVISORY BOARD

OUTCOMES:
Career Choice

e SincelaunchingCareerChoicein2012,over25,000 Amazonianshavereceivedtraining for high-demand
occupations with a career path, including: aircraft mechanics, computer-aided design, machine tool
technologies, medical lab technologies, and nursing. Adultlearners typically have significant responsibilities
in addition to seeking new job skills and so removing friction between them and completion is key. Significant
programacceleratorsinclude bringing classeson-site, providingrealisticjob “previews”, and introducing
potential employers to students early.

Amazon Apprenticeship

¢ LaunchedinJanuary2017,AmazonApprenticeshipprogramhasalreadycreated pathways forhundreds
of candidates working to break intotechnical careers. Hundreds morewillhavethe opportunitytodothe
sameintheyearsahead. Overthelastthree years, keylearningsled ustoincorporate alonger “time tofill”
fortechnical hiresthat graduate from our apprenticeship program, to account for the on-the-job
training component. We also learned that our apprentices report that they transition more easily whentheir
supetrvisor helpsthemfocus both ontheirtechnicalacumenandontheir transition from the military to the
civilian workplace.

Machine Learning University (MLU)

e Oiriginallylaunchedasasmallcohort,the programisoncoursetotrainthousands of employees.
Participants, regardless of their graduation year, return to their roles, preparedtodeploythe nextwave
oftechnologytoprovide customerswithbenefitslike faster delivery time, more relevant product search
results and personalized recommendations. Meeting employees where they are helped accelerate the scale
ofthe program. Onsite classes, volunteerinstructors from Amazon’stechnical ranks,homework drawn
from real-world customer challenges and solutions, and a cohort modelthatcreates collaborative working
groupsaccelerateslearningandremoves friction between the student and graduation.
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TITLE: Second Chance Hiring Initiative

CASE STUDY: JPMorgan Chase
AREA: Recruitment/Hiring

BRIEFBACKGROUND: JPMorganChasehasexpandeditscommitmenttogiving peoplewith criminal
backgrounds a second chance by supporting their reentry into the workforce, community, and local
economies. Oneinthree working-age adults has anarrestor conviction record, creating significant barriers to
employmentand economic opportunity for a substantial number of Americans. Policymakers and businesses
increasingly recognize that providing education, skillstrainingandemploymentopportunitiestopeoplewith
arrestorconviction histories helps reduce recidivism, increase public safety, build stronger communities, and
strengthentheeconomy. Thefirmrecently putforthenhancementstoourhiringstrategyin collaboration with
other businesses, community investments in nonprofit partners, and anew public policy agendatocreate
economic opportunity formore peoplewhoneedasecond chance.

MODERN PRACTICE CATEGORY: Recruitment of underutilized populations

INITIATIVE:

e Tofurtherbroadenthe applicant poolforjob opportunities, JPMorgan Chase has enhanced the hiring
process and expanded our commitment to building a diverse workforce by taking several key actions to
implement a dedicated strategy to recruit, hire, and retain people with criminal backgrounds at JPMC.

e JPMorgan Chase “banned the box” to increase access of people with criminal backgroundstofill jobs
atthe firm. This helps ensure qualified applicants with criminal backgroundsreceive the same consideration
asanyotherapplicant,whentheir background has no bearing on job requirements.

¢ Thefirmlaunched new collaborations with community organizations to help JPMorgan Chasefurtherbuildits
pipelineforhiring peoplewith criminalbackgrounds—whose historiesfitwithinindustryregulatory
guidelines—throughtrainingand mentorship programs, starting in Chicago. Some ofthe Chicago-based
organizationsthatthefirmis collaboratingwithinclude Skillsfor Chicagoland’s Future, Cara, the Safer
Foundationand the CabriniGreenLegal Aid. Rolesand pathwaysthatidentifiedinclude remittance
processors, operations analysts, lending and account servicing specialists, and associate bankers.

e Thefirm’srecruiting and selection process helps ensure that candidates, including those withacriminal
background, are evaluated based ontheirqualifications. Thefirm’s onboarding hiring process will then
individually assess each person’s criminal background against matters of law as a regulated Firm, as well as
the safety and welfare of our employees and customers.
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In addition, JPMorgan Chase is working with other employers committed to adopting and promotingsecond
chancehiringpoliciesbysharingbestpractices,insights,andlearnings. Specifically,weplantopublisha
toolkitforotherfinancialservicesfirmstobenefitfrom our model and to increase second chance hiring

across the industry.

OUTCOMES:

In2018, JPMorgan Chase hired approximately 2,100 peopleinthe U.S. withacriminal background.
In2019, JPMorgan Chase hired more than 3,000 peopleinthe U.S. withacriminal background.

Many were arrested for or convicted of low-level crimes such as disorderly conduct, personaldrug
possession, and DUI (drivingundertheinfluence), and are employedin entry-leveljobs such astransaction
processing, andlending and accountservicing.
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TITLE: lowaWORKS

CASE STUDY: State of lowa
AREAS: Recruitment and Hiring

BRIEF BACKGROUND: lowans are hard workers and traditionally have one of the highest labor participation rates in the country.

Through our Future Ready lowa initiative, we have set the ambitious goal of ensuring that 70% of lowans in the workforce achieve training

or education beyond high school by the year 2025. The below initiatives play a role in helping achieve that goal.

MODERN PRACTICECATEGORIES:

1. Use of Atrtificial Intelligence in recruitment, hiring and/or training

2. Modernizing job postings

3. Recruitmentofunderutilized populations (e.g., veterans, individuals with disabilities, older individuals)
4. Use of data to improve job matching

INITIATIVES:
¢ Virtual OneStop: lowa’s new state labor exchange system
o Deliverstoemployeesanautomated screeningandrankingalgorithmbased ona job posting
matched against a job seeker’s profile
¢ National Labor Exchange:
¢ lowaWORKS centers offertraining tojob seekers on howto developtheir LinkedIn
profiles to take advantage of LinkedIn’s machine learning and targeting processes
o  Skillful State Network: lowa’s participation in this network will expand pilots around skills based
recruitment leading to more modern job descriptions
e Offender Connections: lowa has four, in-state, re-entry career planners.
o ConnectingoffenderstoRegistered Apprenticeship programs, opportunitiesto earnNational
CareerReadinesscertificates,andinterviewskillstraining.
o lowaWORKScentersprovidejobfairsandtrainingson-site atthese Community Based
Correction centers and in many local jails
o The Juvenile Justice Task Force is implementing comprehensive system-wide reforms to
juvenile reentry policies and processes.
e Refugee Connections
o Four of the lowaWORKS centers house a Refugee RISE/AmeriCorps volunteer to assist
refugees with workforce skills and training.
o Expanding childcaeresourcesinthe refugee population to allow parents greater chances of work
opportunities and introducing kids to early childhood education
e Youth Connections
o One ofthe best practices is the partnership between lowa Workforce, the lowaWORKS
centersandiJAGacrosslowa. Fromteaching careerready
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workshops in the classroom, to connections with services and programs in the lowaWORKS
centers, toco-outreachingto businesswiththeiJAG counselorsto develop internships for
students in a real-world setting, this partnership is reaching youth with barriers and
connecting them with employment and training opportunities.

One of the other best practices is the partnership between lowa Workforce and the Department
of Human Services, which works to connect with youth aging out of foster care.

lowaalso has astrong partnership with Job Corp in Ottumwa and Denison, lowa, connecting
youthwhileintrainingtoemployment,internshipandregistered apprenticeship
opportunities, workforce prep classes and further training after their program iscompleted.

e Minority Connections

@)

@)

The State Workforce Development Board created the Minority Unemployment and Outreach
Standing Committee to address disparities in the minority unemployment rate in lowa.
The goal of the subcommittee is clear and measurable: to reduce unemploymentin
minority communities by five percent (or to the state average) in five years.

Reverse Job Fairsliketheannualone heldinthe Cedar Rapids/lowa City corridor, enable
employersto engage and interview a diverse group of candidates to help fill their talentpools.

e Disabilities Connections

O

The State Workforce Development Board established a Disability Access Standing Committee to
lead statewide efforts to: 1) ensure that lowa’s one-stop delivery system meets all accessibility
requirements for individuals with disabilities; 2) increase accessibility forindividuals with
disabilities tothe programs, services,

and activities of lowa’s one-stop delivery system; 3) continuously improve the provisionof
serviceswithintheone-stopdelivery system;and4)improve opportunities for

individuals with disabilities in competitive integrated employment.

Rekindling lowa's Untapped Workforce, held at the Fort Dodge Public Library, is a business-
employer panel that has successfully utilized the untapped workforce of individuals with
disabilities.

e Using Data to Improve Job Matching

@)

lowa's newest labor exchanges system, Virtual OneStop (lowaWORKS.gov) offers employersthe
abilitytopostjoborders, send automated correspondence, analyze currentindustrydata,
andutilizeanarrayofsearch, screening,and ranking tools to help identify suitable
candidates.

Thesystemalsoincludesthe Sapphire Technologyanalysistool, whichuses proprietary

pattern matching algorithms to determine exactly how well a job seeker’s education and
experience matches an employer’s requirements. Automatic alerts notifyemployers
whenapotential candidate meetsthe qualifications of a posted job listing.
lowaWORKS.govalsoallowsjobseekerstoexplorelabormarketdatabyindustry occupation,
showing them advertised job openings, employer information and wages all the way down to
county level, giving them the ability to narrow searches to exactly the jobs, locations and
companiesthatare hiring.
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TITLE: Industryand Workforce Collaboration Team & Applied Learning Opportunities

CASE STUDY: WSU Tech
AREA: Recruitment, Hiring, Training

BRIEFBACKGROUND: WSU Techbuildsand maintainsrelationshipswithemployersandjob recruiters. Their
hopeisthatwhena position needsto befilled, employerswillthink of their students first! Applied Learning is the
umbrellaterm used at WSU Tech to describe any type of opportunity for students to partner skills and concepts
learned inthe classroom with on-the-job training experiences inindustry.

MODERN PRACTICE CATEGORIES:
1. Modernizing job postings/recruitmentstrategies
2. Learn/Earn opportunities

INITIATIVE:

Recruitment

e Online job board:www.kansasworks.com

¢ InterviewDays: CompaniessendinterviewersandWSU Techpreparesstudentsforaline- up of
interviews

¢ IndustryDay:Companiescometocampustorecruit, potentialemployees, share information about
your company, meet students/graduates, and network with faculty.

¢ Nepris: asoftware platform that connects industry to classrooms, helping to direct the conversation for
educational training choices to drive workforce growth for the region. Allows for virtual facility tours,
employer hiring pitches, etc.

e Student Shirt Sponsorship: Companies can sponsor an academic program’s uniforms for theyearand
theirlogoappearalongside WSU Tech’sforayear-round marketing opportunity.

e LabNaming: Increasesacompany’s exposure to students by sponsoring alab on campus

Applied Learning

e EarnandLearn: Provides an opportunity for a studentto begin working in industry while attending
school. The wage and number of hours the student is required to work varies by employer.

¢ Internship/Clinical: Links classroom or lab theory with an experimental learning opportunity. A
minimum of 45 contacthoursarerequiredtocompletealcredithour internshipcourse. Most WSU
Techinternshipsrequire 180contacthours. Employersare encouraged to provide students a living
wage.

o Registered Apprenticeship: Awork-basedlearningmodelthatmeetsnational standards for registration
with the U.S. Department of Labor. Generally, students are required to complete a minimum of 144
hours of classroom training and 2,000 hours of on-the-job training each year of the apprenticeship.
Apprentices start working from day one with incremental wage increases as they become more
proficient.
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OUTCOMES:
¢ Benefits for Business and Organizations:

Enablesemployerstobeginattracting future employeesinhigh-demand careers at the high
school

Assistsyoung peopleinunderstandingwhatemployers expect ofemployees

Seek to “Keep local talent local”

Contributestoacademic growth of students and prepares a highly skilled workforce
Provides anopportunity to share experiences, insights, and knowledge with students, and
subsequently,improves supervisory and motivational skillsof employees

Energizes current employees who serve as mentors

Strengthens partnerships with WSU Tech

e Benefits for the Community

Produces aworld-class workforce that drives a vibrantregional economy
Establishes a positive community image that is an asset to economic development
Improves the recruitment pool of qualified employees

Improves prosperity and the quality of life for all citizens
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