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Full size graphic 
on page 11

BE BOLD I, Competitive Wisconsin, Inc.’s 2010-11 strategic initiative, offered recommendations that have 
transformed and energized economic development in Wisconsin, including the creation of the Wisconsin 
Economic Development Corporation (WEDC), the retooling of Wisconsin’s economic development incentives, 
the development of a state marketing program and the identification of a statewide inventory of certified sites for 
business development.

Now, evolutions in the global economy, dramatic and fast-paced technological innovation, systemic demographic 
shifts and changing expectations and behaviors have radically altered the challenges and opportunities employers and 
individuals face in the workplace. These fast-moving trends underscore an urgent need for proactive workforce strategies.

In recognition of the fact that talent development and acquisition are the essential tools of economic development, 
Competitive Wisconsin, Inc. launched BE BOLD 2, a collaborative effort undertaken with international human 
capital expert, ManpowerGroup, to identify specific, measurable, actionable strategies that will make Wisconsin 
a global leader in the race to educate, train and support the talent that job creators must have. The BE BOLD 
2 project builds on the work done in BE BOLD 1, but also builds on the work done by Tim Sullivan in his recent 
report “The Road Ahead.” Our shared perspective is that a world-class talent pool will be the central resource for 
Wisconsin’s long-term economic prosperity. 

There can be no argument about the need for action. Aging, retiring and departing workers, fewer young people 
entering the workforce, and net outmigration of highly educated and skilled workers clearly foreshadow serious worker 
shortages in Wisconsin’s not so distant future. A shortage of skilled workers is already putting Wisconsin businesses 
at risk. And, most urgent, the rapidly changing nature of the skills required in the modern workplace is driving a 
disturbing and disruptive mismatch between the skills employers need and the skills the Wisconsin workforce can offer.
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 1. skilled tradespeople

 2. engineers

 3. it staff

 4. sales representatives

 5. accounting/Finance professionals

 6. drivers

 7. Mechanics

 8. nurses

 9. Machinists / Machine operators

10. teachers

the u.s. is Facing shortFalls in the Following key skill areas:

In 2010, 63% of Wisconsin’s population was 
of workforce age (18-64). That number is 
projected to drop to 55% by 2040. At the 
same time, the percentage of Wisconsin’s 
population 65 and older will increase from 
14% in 2010 to 24% in 2040.

One in three employers globally report difficulty 
in filling skilled job openings. Nearly half of 
US employers report such problems. Here in 
Wisconsin, 66% of manufacturers report that 
they lack the talent needed to drive their global 
engagement into the next decade. 

Full size graphic 
on page 10
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Full size graphic 
on page 13

supply of skill

34,000-60,000 open jobs

demand for skill

75,000 ui claim
ants

Source: Confronting the Talent Crunch: A 
ManpowerGroup White Paper And Wisconsin 
Department of Workforce Development, 
August 29, 2012

Lack of resources creates tension 
on the high-demand skills market:

iNCreASe CoSt of BuSiNeSS

Over-supply of low or wrongly skilled 
resources generates unemployment:

reDuCeS puBLiC SeCtor 
iNCome AND iNCreASeS CoStS 
for ASSiStANCe

By 2020, the nation will be short 1.5 million 
college graduates. And there will be 5.9 million 
more Americans without high school diplomas 
than employers need.

1 in 10 jobs in key economic sectors cannot be filled. These sectors include critical skill areas such 
as accounting and finance, mechanical engineering and metal manufacturing. Within a decade key 
industries that now account for over 50% of Wisconsin’s GDP will be looking for 60,000 more skilled 
workers than will be available. Details on this anaylsis begin on page 25.

skill cluster agriculture & Food 
Manufacturing Fire healthcare Manufacturing transportation

water  
Management 
& research

Systems & Network 
Software Development

Accounting & Financial 
Analysis

Nursing & Health  
Related Professions

Mechanical Engineering

Metal Manufacturing

industry sector

Software & Network 
Software Development

Accounting & 
Financial Analysis

Nursing & Health  
Related Professions

Mechanical 
Engineering

Metal Manufacturing

780
1600

1000 960
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8,600
7,800

13,300
13,000

4,670
4,200

5,200
7,100

5200

Today’s Shortfall 2016 Shortfall 2021 Shortfall

In partnership with ManpowerGroup, Competitive Wisconsin’s BE BOLD 2 initiative began with an assessment of 
Wisconsin’s supply and demand profile in five skills clusters critical to driving more than half of the state’s GDP. Just 
as BE BOLD 1 looked at the impact of industry clusters, the BE BOLD 2 study illustrates the impact that the supply 
and demand of critical skills clusters can have on our economic development. Skills clusters are a contemporary 
way to group multiple occupations that share similar skills. Within the cluster, skills may be transferable across 
occupations or with additional training may serve as a stepping stone to another position within the cluster. In 
the future, mobility across industry and roles will be a new normal, and will require that we look at workforce 
development as an ongoing and critical component of Wisconsin’s talent strategy. A more detailed perspective on 
skills clusters is provided on pages 18-35 of this report.

Paralleling this effort, BE BOLD 2 reached out to leaders and stakeholders in Wisconsin’s education and training, 
workforce development, business, and policy-making communities—including representatives from Wisconsin’s 
Workforce Investment Boards, the Wisconsin Department of Public Instruction, the University of Wisconsin System, 
the Wisconsin Technical College System, Wisconsin Association of Independent Colleges and Universities (WAICU), 
the Wisconsin Department of Workforce Development, the Wisconsin Economic Development Corporation, the  
AFL-CIO and other labor organizations, and numerous employers and business associations and organizations—to 
learn from their experience and insights. BE BOLD 2 also undertook an intensive examination and discussion of 
innovation and best practices in workforce and talent development around the nation and the globe. 

Informed by these three investigative efforts, BE BOLD 2’s Executive Oversight Committee, Chaired by Dr. Linda 
Salchenberger, Associate Provost for Strategic Planning, Marquette University, and Mr. Scott T. VanderSanden, 
President of AT&T Wisconsin, guided the design of the proactive talent development strategies Wisconsin  
must pursue to secure its future and the specific recommendations required to implement and sustain this  
game-changing strategic vision.

Full size graphic 
on page 25
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align talent developMent with  
econoMic developMent

Why: 
Unleash the economic power of Wisconsin talent development resources 
to enable the state to retain and attract good jobs and compete globally for 
employers, talent, and profits.

How:
•	 Replace the Governor’s Council on Workforce Investment (CWI) and the Governor’s 

Council on Workforce and College Readiness with a new Governor’s Talent 
Development and Acquisition Council (Talent Council).

•	 Provide the Talent Council oversight of a $100 million Talent Development Fund to 
enhance the ability of Wisconsin workers, employers, educational institutions, trainers, 
economic development professionals, workers, students, and communities to 
respond to supply and demand changes in critical skills clusters

Details: pages18-21

STRATEGY 1

pRovide Real-tiMe jobs and caReeR  
infoRMation on-deMand 

Why: 
Focus on understanding and tapping the power of real-time information to 
inform, guide, and enable Wisconsin’s citizens, workers, educators, trainers,  
and employers to pro-actively equip talent to access the skills and talents they 
need to succeed in the fast changing world of work.

How:
•	 Create a strategic talent supply and demand assessment focused more broadly on 

skills clusters, rather than simply on job classifications. It will give employers and 
employees a better understanding of how existing skills apply to multiple jobs across 
many industries.

•	 Develop the most comprehensive real-time workforce data warehouse in  
the nation.

•	 Design, build and operate a single source digital point of access to a user-friendly 
application that allows citizens, employers, workers, teachers, trainers, analysts, 
and policymakers to sort and use the data for their individual, community, and state 
economic benefit.

2STRATEGY
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pRoMote wisconsin’s Rightly sKilled,  
woRld-class talent

Why:
Alert current and prospective employers and workers to Wisconsin’s ability 
to supply job creators in the United States and worldwide with the best, 
rightly-skilled talent in the world.

How:
•	 Assure current employers that Wisconsin can provide the talent needed for 

business expansion.

•	 Market new capability outside the state.

Details: page 44

STRATEGY 3

It is clear that the massive changes reshaping our economy and the opportunities and challenges we, and 
our children, face in the future demand our attention. After nearly two centuries of thinking about workers 
and workforce development in reactive terms, the demands of this new age are forcing us to recommend a 
proactive talent strategy. The existence of a rightly skilled talent pool will empower companies, entrepreneurs, 
investment and smart people to grow in Wisconsin. People will be our foremost resource.

This critical and difficult undertaking cannot be a spectator sport. Parents, students, teachers, counselors, 
employers, and workers must all participate in the search for self-empowerment that strengthens local 
economic capacity and builds economic prosperity and better communities. The conversation is already well 
underway here in Wisconsin, and Competitive Wisconsin, Inc. and the BE BOLD 2 Executive Committee 
hopes this report and the 2012 Wisconsin Economic Summit Series on Investing in Wisconsin’s Talent will 
further energize, inform and expand the existing statewide conversation. 

•	 Maximize citizen benefit from Wisconsin’s world-class education and training 
systems by recognizing the growing importance of real-time management and 
empowerment of individuals at every stage and in every part of their lives with a 
perspective that strengthens their ability to pursue lifelong employability.

 » Generate intelligence on entry requirements and expectations throughout the 
state’s public and private sector education, training, and employment institutions.

 » Build on and expand Wisconsin’s current efforts to establish a stackable, modular 
educational/training credit system that supports lifelong learning and employability.

•	 Foster approaches for enabling youth to enter the world of work by encouraging 
employers and secondary and postsecondary education to align apprenticeships, 
internships, dual enrollment opportunities, industry certification programs, and 
other applied learning programs with the skills clusters roadmap.

Details: pages 21-44

2STRATEGY continued
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1. THERE ARE NOT ENOUGH WORKERS IN THE US

Across the United States workers are aging and there are not enough individuals entering the workforce to replace 
them. Employees old enough to retire now outnumber teen workers for the first time in 60 years. By 2020, more 
than 36% of the country’s population will be older than 65. In fact, in the US 10,000 workers reach age 65 daily.

2. THERE ARE NOT ENOUGH WORKERS IN WISCONSIN

aging is an issue
A report by the University of Wisconsin-Madison Applied Population Laboratory for the state found that by 2040 
nearly 50% of the state’s population will be 45 or older. The study predicts that the number of residents between 
65-84 will increase 90% and the 85 and older group will grow by a remarkable 142%. Those are by far the fastest 
growing populations in the state. The aging workforce extends to nearly all areas, including Wisconsin’s urban 
hubs. The 2010 census found that nearly 30% of Milwaukee’s population was 45 or older. Roughly one-third of the 
populations in Racine, Janesville, Eau Claire and Green Bay fit into the same demographic group. 

Many professions such as engineering, welding, and nursing appear headed for significant shortages because the 
current workforce is aging and there is not enough new talent coming in to replace them. According to a 2003 
National Science Foundation study, 71% of Bachelor-level engineers retire or move to part-time status between 
the ages of 56 and 62. A 2010 report by the National Center for Welding Education and Training found that the 
average age of welders is 56, and that 40% of professionals in the cluster will have to be replaced by 2019. In 
Healthcare, Wisconsin’s Department of Workforce Development reports that over 46% of registered nurses are 
planning to retire over the next nine years. Nearly 60% of Wisconsin’s RN’s are age 45 or older.

Where and How We Work Is Changing
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the world in which we work is changing in fundamental and profound ways…faster than anyone expected.
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skill gaps and talent shortages are an issue

ManpowerGroup asked 38,000 employers in 40 countries where they were having difficulty finding talent. 
Nearly half (49%) of US employers indicated they were having trouble finding the skilled workers they needed, 
placing this nation 35th among those surveyed—a full 11 percentage points higher than the global average.
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 1. skilled tradespeople
 2. engineers
 3. it staff
 4. sales representatives
 5. accounting/Finance professionals

 6. drivers
 7. Mechanics
 8. nurses
 9. Machinists / Machine operators
10. teachers

the u.s. is Facing shortFalls in the Following key skill areas:

Age 0-17  
From 23% in 2010 to 21% in 2040

Age 18-64 
From 63% in 2010 to 55% in 2040

Age 65 & over 
From 14% in 2010 to 24% in 2040

The diSTribuTion of age groupS 
in WiSconSin Will change over 
The nexT 30 yearS
Wisconsin’s Future Population, 2010-2040:  
A First Look at the Next 30 Years,  
David Egan-Robertson, July 2012.
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wisconsin’s talent shortage: how it looks from here
The BE BOLD 2 study identified six key industry sectors that are, or will become, essential drivers in securing 
the state’s economic future. These industry sectors (Agriculture & Food Manufacturing, Finance, Insurance 
& Real Estate, Healthcare, Manufacturing, Transportation and Water Management & Research) collectively 
produce more than 50% of Wisconsin’s GDP and yet ManpowerGroup’s 2012 study on the supply of critical 
skills for these sectors shows that these industries are already feeling the impact of critical skill and talent 
shortages in the following areas: 

•	 Manufacturing: With 26% of GDP being driven from manufacturing, the Next Generation Wisconsin 
Manufacturing study outlines areas of major concern. Heavy manufacturing represents the single largest 
contributor to the Wisconsin economy—roughly 16% of gross domestic product (GDP). Manufacturing of 
nondurable goods accounts for an additional 10%. The study found that in five key areas, companies in 
the state had gaping holes in their talent pool. Skills shortages in these sectors are clearly reverberating 
through the state economy:

 » 37% of manufacturers lack the talent and innovative leadership to drive customer-focused innovation.

 » 17.5% of small companies and 31% of large companies have world-class, innovation talent.

 » 44% of manufacturers lack talent and process improvement leadership to drive continuous  
operations improvement.

 » 46% lack the talent to drive supply-chain improvement.

 » 40% lack enough talent to drive sustainability

 » 66% lack talent to drive global engagement into the next decade.

•	 Healthcare According to U.S. Department of Commerce data, healthcare services create nearly 10% 
of Wisconsin’s GDP. Wisconsin’s aging population has increased demand for health care and medical 
devices. Sixteen of the state’s highest growth occupations are in healthcare, according to the Wisconsin 
Department of Workforce Development (DWD).

More than 36,000 of the state’s 77,500 registered nurses are planning to retire over the next nine years, 
according to DWD estimates. Nearly 60% of registered nurses are 45 or older. The state’s nursing schools 
are filled to capacity. Care must be taken to produce enough graduates and recruit enough nurses to meet 
future demand. 

The shortage is particularly acute among licensed practical nurses who provide home health and hospice 
care—specialties that require less academic preparation, yet demand significant technical skill. Roughly 
60% of the LPNs will leave the profession within nine years, according to a separate Department of 
Workforce Development study. Close to 70% are 45 or older. Demand for physician’s assistants, who 
perform many of the same tasks as doctors, was projected to increase about 27% between 2008 and 
2018, to about 2,120 from 1,670, according to DWD. Physician assistants in Wisconsin must complete a 
rigorous, three-year postsecondary program and earn close to $100,000 a year.

•	 Financial Services and Related Industries: Wisconsin’s resurgent financial services, real estate and 
insurance industries (FIRE) will also continue to need higher levels of talent, particularly their bread-and-
butter technology, accounting and financial professionals. Combined, these industries make up more than 
10% of the state’s GDP, according to U.S. Department of Commerce data. A DWD survey predicted that 
demand for business and financial management talent would increase by more than 8% from 2008-2018 
and for computer and mathematical professionals by more than 9%. Our analysis of the Financial Analysis 
skills cluster shows that demand in this cluster over the next 10 years will surge by 40%.
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Together, professional, technical, educational, administrative, waste, hotel and hospitality services 
account for more than 15% of state GDP, according to Department of Commerce data. These sectors 
require more sophisticated levels of technological and engineering skills, and other expertise. To keep 
pace with competition from outside the state’s borders, companies will have to find the right talent.

What all of this suggests is that too few of Wisconsin’s workers possess the skills that employers are 
seeking. Wisconsin’s Department of Workforce Development’s Worknet job site consistently reports more 
than 30,000 job openings while approximately a quarter million Wisconsin residents are out of work. Over 
the past decade, the unfilled jobs figure, a harsh byproduct of the skills gap, has grown. Wisconsin is not 
alone, but without proactive, long-term and sustainable strategy for talent acquisition and development, 
Wisconsin’s long-term prosperity strategy is in jeopardy.

3. PEOPLE ARE MAKING DIFFERENT CHOICES

Compounding the challenges for employers around the world are evolving attitudes toward work-life 
balance that tip the balance of power toward employees. Through social media and the Internet, job 
seekers of all skill levels have access to information that facilitates job-hopping. The most highly skilled 
candidates are bolder about expressing their preferences and more selective about choosing career paths. 

In today’s world, for example, individuals with skills in science, technology, engineering and math 
(collectively known as STEM) are in high demand. In fact, students who acquire those skills are not only in 
tremendous demand but can increasingly choose how, when, and where they will work. Surprisingly, critical 
shortages in these areas suggest that young people are also deciding whether or not they will work in their 
fields of study and are—deliberately or unintentionally—opting out of well-paying STEM-related careers 
in unprecedented numbers and at younger ages. To further exacerbate matters, increasing numbers of 
STEM-educated individuals are opting out as well—instead entering other fields. This is the result of three 
convergent trends. First is the lack of counsel on career prospects and education pathways that funnel 
students into STEM fields. This deficit results in a second alarming trend: an undersupply of rightly skilled 
talent, creating an inflated marketplace for that talent but acute shortages for employers. Thus, those 
companies are then forced to go further and further afield—including to other countries—to find the rightly 
skilled talent they need instead of growing their businesses here. 

demand for skill
supply of skill

34,000-60,000 open jobs75,000 ui claim
ants Source: Confronting the Talent Crunch: A 

ManpowerGroup White Paper And Wisconsin Department 
of Workforce Development, August 29, 2012

Lack of resources creates tension on 
the high-demand skills market:

iNCreASe CoSt of BuSiNeSS

Over-supply of low or wrongly skilled 
resources generates unemployment:

reDuCeS puBLiC SeCtor iNCome AND 
iNCreASeS CoStS for ASSiStANCe
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•	 CEO Magazine ranks us as 20th in best 
states to do business; up 21 spots from  
2 years ago

•	 Wisconsin ranks 17th in CNBC’s Best States 
for Business (up 20 spots from 2009)

•	 A 2011 Forbes survey ranked Wisconsin  
#8 in quality of life

•	 The Milwaukee Journal Sentinel recently 
reported that Wisconsin ranks fourth lowest 
nationally in taxes on new companies

•	 Madison, Milwaukee, and Green Bay  
ranked 89th, 91st and 118th respectively 
in Forbes 2012 Best Places for Businesses 
and Careers

•	 Milwaukee is 5th worst among 50 major 
metros for projected growth (2012 US 
Conference for Mayors)

•	 Ranking of 29 on the Ewing Marion Kaufman 
2010 State New Economy Index—Minnesota 
ranked 13th; Illinois ranked 15th

the Not So GooD7

in recent years, people also seem to be voting with their feet.

•	 A paper on Great Lakes region, Clues from the Past: The Midwest As An Aspirational Region, used  
2010 data from the U.S. Bureau of Labor Statistics to identify a higher migration deficit for Wisconsin  
than nationally.

•	 A 2010 poll of more than 3,000 state residents by the Wisconsin Policy Research Institute found that 
62% said that the best talent leaves Wisconsin.

•	 A 2007 study by the La Follette School of Public Affairs found that Wisconsin was a net exporter of 
college-educated workers. Over two separate five-year periods, 1985-90 and 1995-2000, the state 
lost 25,000 more graduates than it gained. The most “disconcerting aspect” of the analysis was  
the net emigration of individuals in the 22-30 age group equaled the combined total of the other  
age groups.

•	 More recently, StatsIndiana ranked Wisconsin 40th in state to state migration trends with a net loss of 
8,100 people between 2010 and 2011.

Wages may be a factor since Wisconsin ranks below the national average for wages in key skills areas, 
which can be a factor when college graduates are evaluating their career options. ManpowerGroup’s 
analysis of BLS data shows that in systems and software development we fall 24% below the weighted 
average annual earnings in the United States. That number approaches 10% in nursing and health-related 
professions Wages alone, however, cannot explain the talent shortage in the driver industries studied for 
this report. For example, workers in welding and related professions receive wages approximately 25% 
higher than the U.S. average, yet shortages still persist at high levels.

Individual choice and talent mismatches are clearly factors, but it seems equally clear perceptions of 
Wisconsin also make a difference and that should provide some direction for employers, policymakers,  
and educators.

the GooD4
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4. TECHNOLOGY IS CHANGING HOW AND WHERE WE WORK

technology has had the deepest impact on our ability to exchange and 
Manage information anytime, anywhere
This shift has fundamentally changed not only the way we communicate, but also our expectations for how 
to do everything—from working and learning, to shopping and entertaining—and how quickly they expect 
to be able to do it. “We have entered the age of mobility,” offers Dr. Margaret Schweer, a prolific writer on 
workforce issues, in her 2011 paper Personalized Learning. “With more than 5 billion mobile consumers 
worldwide and a massive global network, we are entering an era when everyone has access to anything, 
anywhere, at any time. Within a very short period of time, these small mobile devices with significant 
computing power have become a routine part of day-to-day life and an indispensable part of the work 
environment. Sitting at the center of any discussion about mobile is the user. For many people, the mobile is 
the device of choice, often far cheaper than desktop or laptop computers.” 

These devices have transformed businesses into 24-hour workplaces, in which employees can access information 
and manage business from afar. The same capability has spurred a huge rise in user-generated content, 
and open innovation platforms that allow companies to engage a wider range of individuals. These include 
remote employees, part-time and contingency workers, and freelancers operating through research networks.

Advances in technology are driving fundamental changes in how people share information, solve problems, 
and introduce innovations. On the horizon…

Technology is accelerating and magnifying the talent mismatch more than any other factor. This drives the 
demand for increasingly sophisticated skills in practically every industry. “Learning to collaborate with others 
and connect through technology are essential skills in a knowledge-based economy,” writes University of 
Melbourne education researchers who are participating in an effort to connect curriculum more closely to 
the business world.

Technological advancements represent an opportunity for Wisconsin (and other states and nations) to 
creatively solve complex problems by, for example, extending flexible, online education to wider, more diverse 
audiences, empowering individuals with real-time information about in-demand jobs and the resources to 
become qualified for them, and measuring and communicating results just to mention a few possibilities. 

technology world oF work iMplication

3d printing
Requires development of new skills on a large scale; may drive shift 
to localization of jobs

iMagery
Requires new skills, new jobs, and new types of analysts. May reduce 
need for high-level specialists

sensors
Transform some skills, control systems, increase efficiency, and make 
for a healthier and safer workforce

autoMatic recognition oF MoveMents, 
Faces, voices and eMotions

Will enable training for work requiring technical skills and the 
performance of these tasks remotely

bigdata
Greater capability to provide information in ways that make choices and 
impacts more transparent to a greater number

near Field coMMunication Productivity gains; will also require massive amounts of date to be analyzed
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“ “
5. CUSTOMERS ARE MORE SOPHISTICATED

The freer flow of information is also empowering customers. They are more knowledgeable about products, 
education options, government efficacy, employer brand, and peer choices, and consequently more 
discriminating in their choices. That has ratcheted up the pressure on the market to improve both quality 
and transparency in a variety of ways, including, for example:

•	 Savvier customers demand higher levels of customized service and evidence of innovation, which 
means employers require better educated, more skilled, and connected workers to drive innovation

•	 Real-time consumer input impacts both whether customers will buy products and whether talent will view 
an employer favorably; this means that employers need to be increasingly vigilant about their brand.

•	 Significant pressure on education to keep up with the increasing sophistication and drive for innovation:

 » As producers of talent, secondary and postsecondary schools will need to be even more engaged with 
employers to keep learning relevant 

 » As service providers, these schools will need to provide a more consumer friendly experience that makes 
information readily available, and that emphasizes quality and ease of use. This is particularly true as 
‘lifelong learning’ becomes more important.

With these challenges in mind, it is worth noting that the Wisconsin Next Generation Manufacturing study 
reported that just 1 in 10 Wisconsin companies report that they innovate at the highest levels. Roughly 
the same percentage invested less than 1% of their sales into research and development. This may be 
partly due to a lack of employees who can introduce such innovations and drive change. A full 36% of 
companies have no global strategy and nearly 60% have no measurement system for reviewing return from 
global engagement. If Wisconsin is to improve these numbers, it will require talent that can compete in an 
increasingly sophisticated environment and it will require a deeper commitment from business to continually 
develop their talent to drive their business growth.

In short, Wisconsin, like other states, must anticipate and respond more quickly to changing conditions. 
Doing nothing is not an option. In this new world where globalization is changing everything and competition 
is faster and far less forgiving than ever before, we must aggressively pursue a bold system, and strategic 
collaboration dedicated to securing a stronger future for ourselves and the generations to come. More 
specifically, Wisconsin must:

•	 Unleash the economic power of talent development to help the state retain and attract good jobs, and 
compete globally for employers, talent, and profits.

•	 Understand and tap the power of real-time jobs and career information to direct and enable 
Wisconsin’s citizens, workers, educators, trainers, and employers to equip talent for a modern 
workplace that requires increasingly specialized skills.

•	 Aggressively promote Wisconsin’s ability to supply job creators here and around the world with the 
best, rightly skilled talent in the world.

Business leaders and governments need to act now to establish working partnerships with colleges, vocational 
institutions and high schools in the communities where they do business. Employers must proactively identify 
skills they need from workers into the future, and then collaborate with academic leaders in identifying the right 
training required. We can no longer afford to have business and education working in silos if communities are 
to compete economically in the Human Age, where talent is the key competitive differentiator.

                                                                                                          ~Jeff Joerres, ManpowerGroup Chairman and CEO
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ALIGN TALENT DEVELOPMENT WITH ECONOMIC DEVELOPMENT

Wisconsin must unleash the economic power of talent development to help the state develop, retain, and 

attract good jobs and compete globally for employers, workers, and profits.

The state has an abundance of assets—employers and industries with a strong tradition in the state, strong 

public schools with nation-leading high school graduation rates, higher education institutions that are among 

the best in the world, and both mature and emerging strategies to link employers, educational institutions, 

workers, and economic development organizations in Wisconsin’s varied regions. 

At the same time, the state has very real workforce challenges—good jobs are going unfilled, while many in the 

state’s pool of potential workers are unemployed, straining businesses, families, communities, and the state as 

a whole. These challenges haunt our citizens, in part, because Wisconsin lacks a clear unifying vision for talent 

development, has limited ability to link workforce development to the state’s emerging economic development 

priorities, and relies on an approach to skills development that is too narrowly occupation based. 

Wisconsin lacks the collaborative mechanism required to inspire and create shared priorities among the many 

influential contributors to the state’s talent development system and the flexibility to pursue talent development 

in a contemporary way. That need must be met. Wisconsin must create a synergy amongst its public and 

private economic/talent development efforts that will achieve maximum positive, cost-effective impact.

reCommeNDAtioN 1:  
establish a talent council Managed by the wisconsin economic development corporation

•	 Replace the Governor’s Council on Workforce Investment (CWI) and the Governor’s Council on Workforce 

and College Readiness with a new Governor’s Talent Development and Acquisition Council (Talent Council).

•	 Representation on the Talent Council should include all current institutional and organizational members 

of CWI and representation from the Wisconsin Department of Public Instruction, University of Wisconsin 

System, Wisconsin Association of Independent Colleges and Universities (WAICU), and other talent 

development organizations as deemed appropriate by the Governor and the Legislature.

•	 The Talent Council should be housed at, and staffed by, the Wisconsin Economic Development 

Corporation, with additional staff support by Wisconsin’s secondary and postsecondary educational 

entities, to ensure full alignment with the state’s economic development needs and goals.

STRATEGY 1

 

BE BOLD 2THE

talent STraTEgIES

strategy 1: align talent economic development with economic development | strategy 2: provide real-time jobs and career information on demand collect 
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rationale for recommendation 
Wisconsin needs to energize and focus the state’s talent development and acquisition leadership on shared priorities 
and ensure clarity of purpose amongst Wisconsin’s public and private economic/talent growth and acceleration efforts. 
To do so, all of the major institutions and organizations engaged in these activities must be sitting at the same table 
and focused on a shared economic vision. Meeting Wisconsin’s talent development and acquisition needs requires a 
mandate that transcends the federally defined focus of the current Council on Workforce Investment. The execution of 
that mandate will be heeded and administered by the new Talent Council as part of a broader mission with additional 
leverage to unleash Wisconsin’s talent. 

mission
The Talent Council will be charged with energizing and focusing the state’s talent development and acquisition 
leadership on shared priorities and ensuring clarity of purpose amongst Wisconsin’s public and private economic/talent 
growth and acceleration efforts. To that end, at a minimum, it should:

informational Note 
The Talent Council would meet the federal mandate for a State Workforce Investment Board (WIB), as required 
under the Workforce Investment Act. This means, among other things, that the Chairperson will be a business 
leader appointed by the Governor and membership will include private employers, education leaders, state cabinet 
secretaries, and other agency leaders accountable for the administration of workforce funds or with an interest in  
the state’s talent and/or economic development efforts, chief local elected officials, and organized labor leaders.  
The legislature also will appoint representation from among its own members. The Talent Council could be funded  
with seed funding for its staff and activities from the State’s portion of funding that comes to Wisconsin from the 
federal Workforce Investment Act annual appropriation. (The total Wisconsin appropriation from the four funding titles 
in WIA was $115.8 million in Federal Fiscal Year 2012).

In other states, the leadership to create shared priorities amongst varied stakeholders and align to a statewide 
strategic vision for talent development often comes from the State WIB. Required by the federal Workforce Investment 
Act, most State WIBs tend to focus more broadly than does Wisconsin’s Governor’s Council on Workforce Investment, 

oversee the allocation of resources from a new 
$100 million wisconsin talent development 
fund in alignment with the state’s economic 
development priorities

establish expectations for, and support related 
to, the alignment of locally based workforce, 
educational, and economic development 
strategies

Recommend policies and programs to improve 
student readiness for college and career 
readiness aligned to the skills clusters (currently 
the responsibility of the governor’s council on 
college and workforce Readiness)

assess and adjust, on an ongoing basis, 
wisconsin’s talent development strategies  
in support of the changing economic 
development climate

a)

c)

b)

d)

 

real–time data | strategy 3: promote Wisconsin’s rightly skilled, world–class talent
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which serves as the State WIB. This situation seems to be a result of three factors. First, unlike many other 
State WIBs Wisconsin’s does not have a dedicated staff person. Second, DWD has a relatively narrow portfolio 
of funds—in fact, less than 40% of the funds the Department itself defines as being invested in workforce 
development are administered by DWD. Finally, Wisconsin’s State WIB leadership has been disconnected 
from the national-level discourse offered through the National Association of State Workforce Board Chairs. 
Convened twice annually under the auspices of the National Governors Association Center for Best Practices, 
the purpose of this membership organization for chairs and staff of State WIBs is to “build their leadership 
capacity, share best practices, collectively influence federal workforce policy, and become catalysts for state 
workforce development system reforms.” The new Talent Council will have the benefit of this State WIB 
network, the authority that comes from its federally legislated role, and—most importantly—a state-defined 
mandate and tools to align workforce and economic development.

reCommeNDAtioN 2: 
establish a $100 million wisconsin talent development fund (tdf)

•	 Limit the use of TDF funds to making matching grants to businesses, educational institutions, workforce 
investment boards, regional economic development organizations and other parties presenting a specific 
strategy to address a documented talent need.

•	 Task the Talent Council with overseeing and awarding TDF funds.

•	 Task the Wisconsin Economic Development Corporation with administering and managing the TDF.

rationale 
Wisconsin currently lacks the flexible funding needed to support and sustain the talent development and 
acquisition efforts required to move the state forward. While there is arguably a great deal of investment in 
workforce development, there are no significant funds available to address immediate needs for training and 
upgrading skills demanded by employers in a rapidly changing world, or to invest in the innovation necessary  
to assist the education and training communities to evolve on pace with shifts in demand.

mission 
The TDF will invest in real-time skills development and innovations that support the right-skilling of Wisconsin’s 
current and future workforce. To that end, the TDF will help fund customized job training to meet the immediate 
needs of Wisconsin’s employers; workforce-related investments to assist in the attraction and retention 
of business with well-paying employment opportunities; investment in the development of emerging skills 
requirements; replication, scaling, or expansion of initiatives that promise to address Wisconsin’s demands for 
rightly skilled talent; and talent development collaboration to improve impact and outcomes of all workforce 
development dollars invested in Wisconsin. 

informational Note 
Other benchmark states are ahead in investing in real-time skills development and innovation. For example, 
although allocations are a moving target in today’s state budget crises, the Texas legislature has made a 
biennial appropriation of $96 million to support customized job training to explicitly address real-time needs of 
employers. Minnesota invests even more: $87million in in the current fiscal year. In Wisconsin, the current total 
state discretionary investment is less than $15 million.

The Talent Council will establish clear, transparent metrics for the TDF. These could include employer match, type 
of occupation eligible, alignment with state economic development goals, number of individuals trained, new jobs 
created or existing job upgraded, and average wage of jobs.

STRATEGY continued1
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STRATEGY 2

The absence of state-wide real-time, accessible, and user-friendly information keeps stakeholders guessing 
about the impact of decisions they make in the immediate and long-term. It also keeps Wisconsin from 
linking the dynamic components of the talent development system together in a powerful, contemporary  
way, to more effectively and efficiently advance careers across critical economic sectors. Consider the  
current situation.

•	 Individuals don’t know the jobs that are most in-demand, and the people who are influencing them 
(parents, teachers, school counselors, and friends) do not have good line of sight to timely information.  
As a result, many ‘opt out’ of education options that would prepare them for well-paying jobs.

•	 Educators make decisions about programs and capacity without having a real-time view or reliable  
forecast for what would most benefit our economy and meet the employment needs of our students.

•	 Government depends on timely and accurate employer demand data. They also use an  
occupation-based approach to talent forecasting that gives them limited flexibility.

•	 Employers find it difficult to connect their demand with supply or to understand what strategic  
actions they could take to improve the supply of talent.

For all of these reasons, Wisconsin must focus on understanding and tapping the power of real-time information 
to inform, guide, and enable Wisconsin’s citizens, students, parents, workers, educators, trainers, and 
employers to interact pro-actively with the modern workplace and the educational and training needs of the 
constantly changing new world of work. Wisconsin must, in short, begin leveraging the power of information to 
keep our talent development strategy and structure nimble and relevant in the rapidly changing world of work. 
Doing so will require that Wisconsin rapidly and significantly upgrade its ability to:

•	 Forecast supply and demand in skills clusters: Develop a comprehensive talent supply and demand 
projection for Wisconsin that examines the skills required by the state’s employer groups, and focuses on 
aligning and advancing modern skills clusters with these groups.

•	 Collect real-time data: Develop the most comprehensive real-time workforce and talent development 
data warehouse in the nation.

•	 Connect people with data: Create a single source digital point of access that allows stakeholders to 
connect with the data in a customized, meaningful way.

•	 Drive improvements in talent development with the data: Leverage data to maximize citizen benefit 
from Wisconsin’s world-class education and training systems. 

•	 Target the data to inform younger students: Design applied learning, dual enrollment, industry 
certification, and youth internship programs based on real-time supply/demand information to build a 
sustainable pipeline of rightly skilled talent.

PROVIDE REAL-TIME JOBS AND CAREER INFORMATION ON DEMAND 
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reCommeNDAtioN 3: 
create supply / demand forecasts based on skills clusters

•	 Develop a comprehensive talent supply and demand projection for Wisconsin that  

examines the skills required by Wisconsin’s employer groups

•	 Focus on aligning and advancing the modern skills clusters within these groups. 

•	 Initiate this analysis with Wisconsin’s key employer groups.

rationale 
The new normal will be mobility across industries and roles. Wisconsin’s future prosperity depends on its 
ability to develop talent for six major employer groups which are responsible for more than 50% of the state’s 
GDP and are likely to make up an even bigger part of the future economy: Manufacturing; Financial Services; 
Insurance & Real Estate (FIRE); Healthcare; Agriculture, Dairy & Food Processing; Transportation; and a 
promising new sector: Water Management and Research. A traditional approach to determining the skills 
needed to power these industries would be to take an occupation-specific focus. However, this approach 
runs the risk of looking only at point-in-time skills and does not account for the kind of workforce agility 
required in an environment where we are experiencing a talent shortage in critical areas. This approach also 
runs the risk of developing occupational silos. By contrast, a skills cluster approach assumes mobility across 
industries and roles. 

mission 
Implement a game-changing strategy that will provide employers and employees a better understanding of how 
existing skills apply to multiple jobs across many industries, as well as helping K12 schools prepare students 
for the skills needed in these industries, and kick start the process of preparing students for a greater range of 
industries and jobs.

informational Note 
One of the key factors in driving sustainable levels of employment, attracting world-class employers, and 
nurturing a thriving business culture is understanding what skills will be in demand and how well current and 
projected supply levels address that demand. BE BOLD 2 has begun work on defining skills clusters for our six 
major employer groups. The skills clusters identified and studied thus far cut across industries, are associated 
with high growth, performance, and entrepreneurialism—all factors in driving economic performance and 
employment. 

The five skills clusters are as follows:

•	 Systems and Network Software Development

•	 Accounting and Financial Analysis

•	 Nursing and Health Related Professions

•	 Mechanical Engineering

•	 Metal Manufacturing

For each of the skills clusters we created a 10-year supply/demand picture. Altogether, these clusters are 
currently experiencing a gap of 6,000 workers. By 2021, this gap is projected to exceed 54,000…54,000 
workers without whom the future of Wisconsin’s major industries and employers could be at risk.

STRATEGY continued2
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It is clear that Wisconsin’s economic success is 
held hostage to increasingly scarce supplies of 
state and local talent. Robust growth depends 
on innovation and productivity, which depends 
on talent and the potential of talent to quickly 
move between industry sectors or take on a 
range of roles, “cross-functionalizing” within 
one company. Talent and their specialized skills 
have become the key to prosperity. Wisconsin 
does not have nearly enough workers to fill 
jobs in each of the five skill clusters. Demand 
is outstripping supply. This gap will grow 
progressively worse over the next decade. 

The data strongly suggest that the state’s 
colleges and universities will not produce 
enough workers, nor will there be sufficient 
immigration for Wisconsin to be competitive. 
The number of graduates entering the 
clusters will fall slightly over the next nine 
years and will not be enough to offset 
the loss of professionals who are retiring 
or leaving for other reasons. The exodus 
of experienced professionals highlights 
Wisconsin’s major demographic challenges: 
its aging workforce. According to a paper 
by the University of Wisconsin-Madison’s 
Applied Population Laboratory, the state’s 
age 65-and-older population will nearly 
double by 2040. Related to migration, the 
same report found a net loss of workers 
in the 20-29 age group in recent decades 
and occasionally in the 30-34 age group. To 
help fill the talent gap, the paper suggests, 
Wisconsin needs to keep “post college 
cohorts” gainfully employed in the state.

Though BE BOLD 2 has started the process of 
defining skills clusters and monitoring supply 
and demand, it will be critical to expand this 
effort to other skills clusters and industry 
sectors to ensure that, in our very dynamic 
and increasingly global economy, we not only 
develop but sustain a pipeline of competitive, 
rightly and diversely skilled talent for the next 
decade and beyond.

deFinition oF a skills cluster
A cluster is a grouping of two or more occupations that share similar 
skills. The skills represented by the cluster need to be specific enough 
to be demonstrated and learned (i.e., software development) while 
also being comprehensive enough to be shared by multiple jobs or 
occupations (i.e.,software engineer, computer scientist or electrical 
engineer). These clusters are designed as foundation skills, preparing 
people to enter the workforce either at an entry level or at times of 
change during the course of a career. Within the cluster, skills may 
be transferable across occupations or with additional training may 
serve as a stepping stone to another position within the cluster. So for 
example, a licensed nurse practitioner may with additional education 
and experience become a registered nurse. 

Skill clusters differ in their impact. Some will be associated with high 
growth and entrepreneurialism that drive economic performance 
and employment. The number in these types of clusters may be 
small. Other skill clusters may represent the skills that are needed en 
masse by steady employers and are needed to maintain the state’s 
competitive position.

This fixed-but-flexible approach calls for a new way of thinking about 
the labeling of workplace skills. Traditional methods that categorized 
skills strictly by occupation do not reflect the rising importance of 
flexibility and adaptability. Advances in technology require employers 
to constantly replace or add new positions to meet rapidly changing 
skills requirements. Employees are scrambling to adapt. The 
successful ones are lifelong learners. They may jump to better jobs, 
while their less agile peers will lose out. Some may need to switch 
functions or industries altogether. Their primary skills are no longer a 
permanent job description but a take-off point to employability.

In this new scenario, workers are increasingly applying what they 
know to new roles that are different but related. In some instances, 
companies in urgent need of talent are searching for “Teachable Fits,” 
stretching people into assignments based on a bet that their discipline 
will enable them to learn related skills quickly. A mathematician 
may have the problem-solving skills to help a healthcare devices 
company’s research and development department or a CPA with an 
insurance firm may be able to apply her talents in market analysis for a 
manufacturing company.

A new taxonomy moored in skills clusters is far better suited to the 
21st century workplace than outmoded lexicons that connect one skill 
to one job. Narrowly-focused job descriptions simply don’t address 
the current ebb and flow of the work world. Skills clusters encompass 
a variety of different jobs within the same discipline. They are broad 
based, easily changed and perhaps most importantly correspond 
to the way subject matter is taught at postsecondary institutions. A 
worker doesn’t study exclusively to be a Java engineer or healthcare 
CPA. The jobs in a cluster may be at different levels of responsibility, 
compensation and seniority. The educational background, experience 
and credentialing may vary, too.
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the be bold 2 supply and demand analysis

With a structure and resources in place that unleash the economic power of talent development and advance 
our collective understanding of the skills clusters that will drive our state forward, Wisconsin’s economy can 
accelerate in new directions. Building that structure will require increased aptitude in forecasting talent supply 
and demand projection for Wisconsin. All stakeholders will be able to more precisely examine the skills required 
by state employer groups, and focus on aligning and advancing the skills within these groups. The extensive 
supply and demand paradigm framed below is based on our research and cross-referencing of the skills 
demanded by Wisconsin employers now and into the future. 

Structuring these skills clusters—and enabling all stakeholders to track talent supply and demand—will require 
that stakeholders across Wisconsin adapt to new circumstances, anticipate trends in hiring requirements, and 
keep a finger on the real-time pulse of demand for talent and available skilled talent. 

In developing the supply/demand model for each skills cluster, using available data we make certain 
assumptions about the size and makeup of the skill cluster, the demand, and a host of other factors that affect 
size of the talent pipeline over time. Over a 10-year period, changes in things like business needs, educational 
capacity, personal preferences, wage changes, technology and so on will most certainly impact the accuracy of 
this forecast. 

The value of the forecast is in giving key decision makers meaningful insight at various points in time about 
the talent pipeline in areas that can impact the future economic development of Wisconsin. With that 
knowledge, key decision makers can design and put in play various strategic interventions that can impact 
the relationship between talent supply and demand. Revisiting the model as the environment changes will 
help decision makers measure the impact of the interventions on developing a rightly skilled workforce for 
the future. The detailed methodology behind our supply/demand forecast can be found in the Research 
and Reference section at the end of this report.

scope of work

skill clusters
Systems & Network Software Development, Nursing & Health Related Professionals, 
Accounting & Financial Analysis, Mechanical Engineering and Metal Manufacturing

sectors
Agriculture, Dairy & Food Processing, Financial Services, Insurance & Real Estate 
(FIRE), Healthcare, Manufacturing, Transportation, Water & Water Research

projection
This is a ten year forecast, but for simplicity purposes, we have reported snapshot 
insights over the 10 year period of time in 2012, 2016, and 2021. 

state
Only Wisconsin workforce statistics with one exception—One of the two Other 
Qualified Workers group is a forecast of neighboring states. This group within Other 
Qualified workers is clearly labeled.

STRATEGY continued2
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This cluster is the basis for much start-up business activity. But it 
also plays a vital role in innovation and improved execution at more 
established companies. Even heavy manufacturing and transportation 
companies increasingly depend upon technological advancements. 
The Systems and Network Software Development cluster includes 
professionals who create computer and network software, including 
technical languages, databases, tools, platforms, libraries, standards, 
patterns and processes. Seen as a critical growth engine across 
industry sectors, demand for this cluster is accelerating on a 
global basis. Engineering appears as # 2 and IT appears as #3 on 
ManpowerGroup’s 2012 survey of jobs U.S. employers have the most 
difficulty filling.

Through 2021, Wisconsin’s demand for these professionals will rise 
from 18,054 to 25,813—almost 43%. Yet the supply of these workers 
will drop by 18% from the current 17,277 to 14,138. More importantly, 
the difference between the supply and demand totals will widen from 
a crack of slightly more than 750 this year to a chasm of 11,675 in 
2021—an alarming 15-fold increase in the gap size.

Demographics for the cluster tend to skew young. It is particularly 
disturbing that the data point to a failure to produce enough new 
software development workers, or to keep qualified graduates 
from leaving the field. The number of recent graduates who work 
in Wisconsin will remain roughly flat over the next decade at a little 
more than 1,500 a year. More than 800 such workers are expected 
to leave the cluster over the same period. Wisconsin will continue to 
lose another 10% of the overall number of graduates to migration. 
Although Wisconsin pays well these graduates see better opportunities 
elsewhere—wages are 18% higher on average in the Western and 
Northeastern U.S. when adjusted for cost of living—these graduates 
see better opportunities elsewhere.

Other Qualified Workers out-of-state offer a recruiting target for 
Wisconsin. Over the ensuing decade, the supply of software 
development professionals and OQWs in neighboring states will 
increase by nearly 10,000. BE BOLD 1 recommended more vibrant 
marketing of the state. A complementary campaign aimed at certain 
skilled professionals could help combat some of the coming talent gaps.

SYSTEMS
and NETWORK SOFTWARE development•	 IT #3 on Manpower’s 2012 “Top 

10 Jobs USA Employers Having 
Difficulty Filling” list.

•	 Employers see this skill cluster as 
critical across all industry sectors.

•	 Demand accelerating on a global 
basis for this skill cluster. In 
Wisconsin, demand is expected  
to outstrip supply by 25% in  
next 5 years.

•	 Cluster supply is challenged in a 
number of areas:

 » Demand outside of Wisconsin 
from every industry sector is 
pulling supply to more attractive 
opportunities, especially given 
wages are lower in WI than 
Western/Northeast US.

 » Free Agency and entrepreneurial 
efforts are very attractive to this 
cluster. States that incent that 
activity will pull supply.

highlights

cluster occupations

•	 Computer scientist and  
systems analyst

•	 Computer programmer

•	 Computer software engineer

•	 Database administrator

•	 Network and computer systems 
administrator and analyst

STRATEGY continued2
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 2012  2016  2021

deMand

Total Sector Demand 18,054 21,163 25,813

supply

Workforce

Employed 17,728 16,207 14,563

Unemployed 1,037 948 852

Graduates

Entering 1,571 1,601 1,543

Exiting (817) (833) (802)

Experienced
Re-Entering 75 78 83

Exiting (2,317) (2,108) (2,059)

Total Sector Supply 17,277 15,894 14,179

sector DemanD supply Balance (777) (5,269) (11,634)

Flow analysis

InFlow 2,683 2,628 2,477

OutFlow (3,134) (2,941) (2,862)

NetFlow (451) (313) (384)

other QualiFied workers

Wisconsin 827 2,712 3,300

Neighboring States 22,694 27,757 33,139

Total 23,521 30,468 36,440

systeMs & netwoRK softwaRe developMent

Staff qualified to create computer and network software including technical languages, databases, tools, 
platforms, libraries, standards, patterns, and processes.

scope
Geography:  Wisconsin, unless noted
Sectors:   Agriculture, Dairy & Food Processing, Financial Services, Insurance & Real Estate (FIRE), Healthcare, 

Manufacturing, Transportation, Water & Water Research
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While the supply of Nursing and Health-Related professionals will most 
decidedly have an impact on the Healthcare and FIRE Industry sectors, 
the cluster’s largest impact will be on the state’s quality of life. This is an 
increasingly vital issue for business and affects employers’ decisions about 
moving to or expanding across a state. It also affects a company’s ability 
to recruit talent focused on quality of life issues. This cluster is made up of 
healthcare professionals with restricted medical responsibilities who care for 
individuals, families and communities so they may attain, maintain, or recover 
optimal health and quality of life. Registered nurses make up the bulk of the 
cluster but it also includes licensed practical and vocational nurses.

According to the Georgetown Career Cluster Forecast, the health science 
skill cluster is expected to add the most jobs in Wisconsin. By 2018, they 
suggest that 24% of all jobs in Wisconsin will be found in this cluster. Based 
on our analysis, we also believe demand for professionals in the nursing and 
health related skill cluster will register the single largest increase of all the 
clusters we studied. Jobs are projected to increase by 43% from 79,557 
to nearly 111,000. The supply of talent, which already lags demand, is 
projected to increase by only 13%. What makes supply problematic is that 
a segment of this profession moves in and out of employment either on a 
temporary or career stage basis. Furthermore, professionals in this cluster 
are aging as well. Nursing and health-related professionals in their 50’s 
are expected to become the largest segment of the nursing workforce in 
Wisconsin. It is, therefore, not a surprise that the profession appears as #8 
on the 2012 Manpower Talent Shortage survey.

There is good news for Wisconsin employers. This skills cluster benefits 
from a lower out-of-state migration rate relative to other clusters, meaning 
graduates tend to stay in Wisconsin. It also benefits from a mid-career 
resupply rate eight times higher than the other skill clusters. This means that 
workers in this cluster are more likely than others to leave for a period of time 
but tend to return to the active workforce later. And finally, there seems to 
be a nascent interest from post-retirement boomers to retrain for health care 
related fields. All of these will positively impact the talent pipeline.

Certainly one of the challenges for the profession will be in the education 
and training space. In this as with other skills clusters, facilities, faculty, 
and community support play a large role in driving the systems capacity 
to increase supply. And as care delivery models shift away from hospitals, 
academic curriculum may well require a dramatic shift to include more 
chronic disease management and technology enhanced care delivery 
models, as an example. Over the next decade educational providers will 
need to be more adaptive in meeting capacity issues and altering the 
curriculum with more precision to meet employer needs.

NURSING
and HEALTH-RELATED professionals

•	 This cluster appears as #8 on 
Manpower’s “Top 10 Jobs USA 
Employers Having Difficulty Filling” 
list and is critical for Wisconsin’s 
booming healthcare industry as well 
as the Insurance sector of FIRE.

•	 Demand for this cluster outstrips 
supply by 6% in 2016; and if nothing 
changes is expected to double by 
2021. An aging WI population and 
changes in health care is expected 
to continue to keep demand high 
over the next 10 years. 

•	 This is a particularly difficult cluster 
to predict from a supply perspective 
as a segment of these professionals 
move in and out of employment 
either on a temporary basis or 
career stage basis. Employers who 
leverage flexible workplace practices 
are likely to have more success in 
attracting this talent pool. 

•	 Fortunately, this cluster benefits 
from a lower migration rate (out 
of the state) than other clusters—
graduates tend to stay. 

•	 We are also seeing an interesting 
trend of boomers retooling into 
health care as a second career. 

highlights

cluster occupations

•	 Registered nurse

•	 Licensed practical and licensed 
vocational nurses

STRATEGY continued2
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 2012  2016  2021

deMand

Total Sector Demand 79,557 93,257 113,747

supply

Workforce

Employed 76,497 85,375 97,958

Unemployed 2,803 3,128 3,589

Graduates

Entering 4,980 5,078 5,140

Exiting (847) (863) (874)

Experienced
Re-Entering 789 909 882

Exiting (5,695) (5,598) (6,312)

Total Sector Supply 78,527 88,028 100,384

sector DemanD supply Balance (1,030) (5,229) (13,363)

Flow analysis

InFlow 8,571 9,114 9,611

OutFlow (6,542) (6,461) (7,186)

NetFlow 2,030 2,653 2,425

other QualiFied workers

Wisconsin 1,089 1,564 1,879

Neighboring States 25,299 30,337 36,202

Total 26,387 31,901 38,081

nuRsing & health Related pRofessionals

Healthcare professionals with restricted medical responsibilities who care for individuals, families, and 
communities so they may attain, maintain, or recover optimal health and quality of life.

 

innovative ways to attRact and Retain scaRce healthcaRe talent
The traditional 9-5 work day simply no longer meets the needs of a good portion of the workforce. In fact, companies can hurt themselves by 
trying to shoehorn workers into rigid work schedules. Those that think creatively, though, stand to benefit. Consider Central Baptist Hospital in 
Massachusetts. The hospital has made good use of flexibility work arrangements, including part-time and seasonal. The hospital offers health 
care benefits to seasonal positions that match full-time employees. It allows people to move from full-time to part-time and stay at the same 
position, transfer jobs and take on fewer patients. The hospital allows nurses to have shorter shifts, do floating work, cover lunch breaks and 
job share. It also put in place online self-scheduling that allows workers to have more moment-to-moment flexibility.

scope
Geography:  Wisconsin, unless noted
Sectors:   Agriculture, Dairy & Food Processing, Financial Services, Insurance & Real Estate (FIRE), Healthcare, 

Manufacturing, Transportation, Water & Water Research
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Even in hard economic times, companies need professionals to manage 

their finances. These workers enable businesses to make informed 

decisions about acquisitions and expansion, rein in costs, analyze data, 

and find new efficiencies. The talent in this cluster is also playing an ever 

important role in audit and risk management. Financial professionals are 

the foundation of a company’s system of checks and balances.

The accounting and financial analysis cluster includes professionals who 

analyze and assess the financial performance of business organizations 

and provide advice regarding business decisions such as mergers  

and acquisitions.

Demand for this skills cluster is strong nationally. According to the 2012 

ManpowerGroup Talent Shortage survey, finance jobs were the fifth 

most difficult to fill. In Wisconsin, the Georgetown study forecasts that 

39% of all jobs will be found in a broad business, management, and 

administration skill cluster. Our assessment is that within the decade, 

the supply-demand gap for the more narrow accounting and finance 

cluster will also widen dramatically, revealing a shortfall of more than 

7,000 workers. Not a surprise given this is the “age of big data” and the 

need for analytic skills is expected to drive demand over the next decade. 

Dramatic increases in regulatory and compliance activity are also  

fueling demand.

There is good news for Wisconsin employers. The resupply of the skill 

cluster from new graduates in happening at a fairly healthy rate. And 

Wisconsin schools have distinguished themselves as a potential source 

of outstanding accounting and financial analysis talent. Unfortunately, 

the national demand for these skills is expected to pull about one-third 

of recent graduates to opportunities outside the state. Furthermore the 

versatility of the degree creates opportunities for graduates outside of 

the cluster. Slowing the exodus to opportunities outside of the state and 

being an attractive importer of talent will be an important part of building 

a healthy talent pipeline for the future.

ACCOUNTING
and FINANCIAL analysis

•	 The skill cluster ranks #5 on 
Manpower’s “Top 10 Jobs USA 
Employers Having Difficulty  
Filling” list.

•	 Today demand outstrips supply  
by 9%; if nothing changes, we  
can forecast demand to outstrip 
supply by 2016 20%.

•	 The cluster supply is challenged in 
a number of ways, for example:

 » The versatility of background 
creates many opportunities for 
careers outside of the cluster.

 » This is the age of “big data” and 
the need for analytical skills is 
expected to drive demand over 
the next decade.

 » Demand for this skill cluster is 
also high outside of Wisconsin, 
causing experienced workers 
to be attracted to out-of-state 
opportunities.

highlights

cluster occupations

•	 Accountant and auditor

•	 Financial analyst

•	 Tax preparer

•	 Financial specialist

•	 Insurance underwriter
Wisconsin needs only about 1,000 more professionals to meet 
the current demand of 18,196 professionals. It could reach that 
number simply by keeping more of its graduates in-state.

STRATEGY continued2
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 2012  2016  2021

deMand

Total Sector Demand 19,377 23,220 27,704

supply

Workforce

Employed 17,758 18,317 19,050

Unemployed 327 305 302

Graduates

Entering 3,114 3,175 3,059

Exiting (1,464) (1,492) (1,438)

Experienced
Re-Entering 31 32 36

Exiting (1,979) (1,796) (1,950)

Total Sector Supply 17,787 18,542 19,059

sector DemanD supply Balance (1,590) (4,677) (8,646)

Flow analysis

InFlow 3,472 3,513 3,397

OutFlow (3,443) (3,288) (3,388)

NetFlow 29 225 9

other QualiFied workers

Wisconsin 17,769 21,292 25,405

Neighboring States 31,736 38,029 45,374

Total 49,504 59,321 70,779

scope
Geography:  Wisconsin, unless noted
Sectors:   Agriculture, Dairy & Food Processing, Financial Services, Insurance & Real Estate (FIRE), Healthcare, 

Manufacturing, Transportation, Water & Water Research

accounting & financial analysis

Professional staff who enable businesses to make informed decisions by analyzing and assessing 
accounting and financial data.

STRATEGY 2 continued
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Professionals in this cluster, which include mechanical and material engineers, 
create innovative solutions and competitive products that meet the needs of 
manufacturing, business, the environment, and society. Professionals in this 
cluster design, develop, build and test mechanical devices, materials, and 
systems including tools, engines and machines that have value for consumers 
and businesses. This cluster tends to be concentrated in manufacturing and 
healthcare as well as Agricultural and Food Manufacturing industries, so it’s 
no surprise that Wisconsin has some of the highest concentrations of this skill 
cluster in the nation.

Demand for this cluster is projected to rise 43% over the next decade. The 
core of engineers already in the profession is aging, and therefore expected to 
decline 44% from 8,029 to 4,442 over the next decade. That is the single biggest 
percentage drop in supply projected among any of the targeted skills clusters. 
Within the decade, Wisconsin will potentially have fewer than half the mechanical 
engineers it needs and the state is not graduating enough engineers to fill the gap. 
Keeping the current workforce engaged longer will be a key talent strategy for 
Wisconsin employers.

Being considered one of the most versatile of the engineering disciplines 
often creates many opportunities for careers out of the skill cluster. The skills 
developed while earning an ME degree can be applied in other engineering 
disciplines. Some never enter the engineering discipline. They are often recruited 
to other careers that value precise problem solving and strong math skills. It’s 
not unusual to find them in the ranks of general management, management 
consulting and leadership roles in service industries.

For those that remain in the engineering field, opportunities outside of the 
state may be more attractive. The BLS data has shown some migration out 
of the state over the last several years. And a 2010 study of University of 
Wisconsin system alumni found that only 58% of graduates in the engineering 
remain in Wisconsin post graduation. This brain drain means a loss of valuable 
experienced talent that Wisconsin needs.

The Department of Education predicts that the U.S. will have 555,200 advanced 
degree American-born holders in STEM fields. But the Georgetown Center on 
Education and the Workforce forecasts 779,000 job openings requiring STEM 
degrees by 2018. The state will face intense competition for talent in this cluster.

As the demand for improved machinery and instrumentation, robotics, consumer 
goods, energy systems, and innovative materials grows and processes become 
more complex, this skill cluster will become a critical constituency for future 
growth. Additional opportunities for this skill cluster will appear in the other 
industry segments as a result of emerging technologies in biotechnology, 
materials science, and nanotechnology.

MECHANICAL
ENGINEERING

•	 This skill cluster (engineering) is #2 
on Manpower’s “Top 10 Jobs USA 
Employers Having Difficulty Filling list”

•	 Demand projected to outstrip 
supply by 43% in 2016

•	 Cluster supply is challenged in a 
number of ways, for example:

 » This engineering cluster is often 
identified as the most versatile of 
the engineering disciplines This 
creates many opportunities for 
careers outside the cluster. 

 » Demand for this skill cluster is 
also high outside of Wisconsin, 
causing experienced workers 
to be attracted to out-of-state 
opportunities.

 » In Wisconsin, the employed 
population has a larger number 
of 55+ workers. We may see a 
higher rate of retirement near 
term. Keeping the working 
population engaged for a longer 
period of time is an important 
leverage point.

cluster occupations

•	 Material engineer

•	 Mechanical engineer

highlights

STRATEGY continued2
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 2012  2016  2021

deMand

Total Sector Demand 8,350 10,006 11,939

supply

Workforce

Employed 8,029 6,108 4,445

Unemployed 148 112 82

Graduates

Entering 567 578 557

Exiting (323) (330) (318)

Experienced
Re-Entering 24 32 30

Exiting (1,055) (728) (643)

Total Sector Supply 7,390 5,773 4,153

sector DemanD supply Balance (960) (4,233) (7,785)

Flow analysis

InFlow 739 723 669

OutFlow (1,378) (1,058) (960)

NetFlow (639) (335) (291)

other QualiFied workers

Wisconsin 3,911 4,687 5,592

Neighboring States 13,714 16,434 19,608

Total 17,625 21,121 25,200

Mechanical engineeRing

Staff who design, develop, build, and test mechanical devices including tools, engines, and machines. 

scope
Geography:  Wisconsin, unless noted
Sectors:   Agriculture, Dairy & Food Processing, Financial Services, Insurance & Real Estate (FIRE), Healthcare, 

Manufacturing, Transportation, Water & Water Research
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Highly technical trades, such as metal manufacturing are not only essential 
for construction, but also for the service and maintenance of machinery, and 
in the production of goods. The cluster refers to staff that fuse two work 
piece surfaces to form one using hot and cold methods. Skilled tradesmen 
were the most difficult position to fill in the ManpowerGroup Talent Shortage 
survey. In Wisconsin, companies in rural areas have had a particularly 
difficult time recruiting professionals who prefer to work in urban or suburban 
communities.

Wisconsin will have fewer than half the metal manufacturing professionals 
that it needs by 2021. Demand for these skilled tradesmen will grow by 
nearly 50% but the supply will decrease by about 12% over the same 
period. Altogether, the state will need to double roughly the number of 
workers in the cluster to bridge the gap. The supply currently lags demand 
by more than 2,000 workers.

The cluster includes welding, soldering and brazing workers, pipelayers, 
plumbers, pipefitters and steamfitters. While the perception is that the 
welding sector is established and static, there is in fact constant change 
as new processes and equipment are developed to meet changes in the 
manufacturing process or specific unique applications. While the discipline 
has grown more highly technical and pay has increased, this cluster like the 
rest of manufacturing continues to suffer from a career perception issue. 
The Wisconsin Manufacturer’s Association is working hard to address the 
misperceptions that exist about the working conditions and stability of the 
profession. By engaging students, parents, teachers and counselors in 
an ongoing dialogue about the future of manufacturing they hope to ignite 
interest in the industry.

The challenge in the broader welding discipline is that jobs are highly 
differentiated; so there may be an undersupply in a certain cluster 
occupations and an oversupply in others. A transportation company in need 
of welders for trailer hitches does not need staff that is certified to handle 
projects at a nuclear power plant. By monitoring the employment situation 
regionally, educational/training providers can be more adaptive in meeting 
the supply needs and altering curriculum requirements with more precision 
to match employer needs.

METAL
MANUFACTURING

•	 Metal Manufacturing (skilled trades) 
is #1 on Manpower’s “Top 10 Jobs 
USA Employers Having Difficulty 
Filling” list.

•	 Despite workforce loss due to 
economic downturn, skill cluster 
remains healthy and demand is 
expected to grow.

•	 Demographic issues will impact  
the supply:

 » Average age in U.S. is 56 years 
old/40% will need to be replaced 
by 2019

 » Urban/rural flight causing 
difficulty for rural areas

 » Like manufacturingv as a whole, 
cluster has difficulty attracting 
young talent

•	 The challenge with the discipline is 
that jobs are highly differentiated; 
so there is an undersupply in 
certain cluster occupations and  
an oversupply in others. By  
monitoring regionally, education 
providers can be more adaptive 
in meeting capacity needs and 
altering curriculum.

highlights

cluster occupations

•	 Welding, soldering, and  
brazing worker

•	 Pipelayer

•	 Plumber

•	 Pipefitter

•	 Steamfitter

Wisconsin will have fewer than half the metal manufacturing 
professionals that it needs by 2021. Demand for these 
skilled tradesmen will grow by nearly 50% but the supply will 
decrease by about 12% over the same period. 
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scope
Geography:  Wisconsin, unless noted
Sectors:   Agriculture, Dairy & Food Processing, Financial Services, Insurance & Real Estate (FIRE), Healthcare, 

Manufacturing, Transportation, Water & Water Research

 2012  2016  2021

deMand

Total Sector Demand 18,884 22,629 27,000

supply

Workforce

Employed 17,169 15,829 14,222

Unemployed 316 291 262

Graduates

Entering 611 623 600

Exiting (122) (125) (120)

Experienced
Re-Entering 139 135 126

Exiting (1,353) (1,226) (1,152)

Total Sector Supply 16,760 15,528 13,938

sector DemanD supply Balance (2,124) (7,101) (13,062)

Flow analysis

InFlow 1,066 1,050 988

OutFlow (1,475) (1,350) (1,272)

NetFlow (409) (301) (284)

other QualiFied workers

Wisconsin 2,431 2,913 3,476

Neighboring States 12,857 15,406 18,382

Total 15,288 18,319 21,858

Metal ManufactuRing

Staff who fuse two work piece surfaces to form one using “hot” or “cold” methods. 
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reCommeNDAtioN 4: 
develop the most comprehensive real-time workforce/talent data warehouse in the nation.

rationale
Such an effort will enable individuals, workers, employers, educators, counselors, trainers, analysts, and 
policymakers to more quickly assess the current skills makeup of the workforce and make informed decisions 
about how best to achieve their corporate, individual, and institutional objectives.

Around the world and across the U.S., states and countries are wrestling with the challenge of how to 
connect consumers with actionable information in a useful way. ManpowerGroup’s research in labor markets 
around the world reinforces that all stakeholders own this challenge. Employers must share timely information 
about their employment needs—current and future—and be connected with the educational institutions to 
collaboratively develop meaningful solutions to the talent mismatch. Educational institutions must collect 
information about outcomes—how many students in particular disciplines are finding work, for instance—and 
make this information available in one central place for employers, government and students. Government 
forecasts of supply and demand should be timely and connect talent with pathways to employment. And 
individuals must demand the real-time intelligence necessary to make informed choices at every stage of their 
education and careers.

The business world recognizes the value of data in matching talent and employers. Social networks, online 
skills assessors that use gaming technology to assess skills, and traditional recruiting and staffing companies 
with decades of data on successful placements are in their own spheres curating relevant data. But for a state 
economy to advance and sustain its workforce, the state will need to serve as the key aggregator of a range of 
data related to talent, education and business needs. By integrating timely, accessible data, Wisconsin will be 
an unrivalled talent development role model.

Many states have worked to collect, connect, and make data useful and usable. Currently, 11 states link K-12 
data systems with early learning, postsecondary education, workforce investment boards, social services, and 
other critical agencies. These include Alaska, Arkansas, Delaware, Florida, Maryland, Missouri, North Carolina, 
Rhode Island, Texas, Utah, and Washington. Two interesting examples exist in Florida and Illinois.

•	 The Florida K-20 Education Data Warehouse provides a single repository of data about students’ 
performance, educational facilities, curriculum and teachers. The system has enabled Florida to track how 
students’ progress into the workplace. It also allows users, including businesses, to quickly analyze trends 
and run queries against summarized data.

•	 The Illinois P-20 Council is making the easier exchange of vital data a cornerstone of a Collaborative 
College and Career Readiness Framework that will help address its own talent gaps. The program will 
create common core, college and career readiness criteria and align assessments to these standards. 

Where is Wisconsin on the data sharing roadmap? In August 2012, Wisconsin committed to reporting against 
the Common College Completion Metrics. Its work in articulating Career Pathways is groundbreaking, but 
needs to be expanded to include key skills clusters for our key industry sectors. The Wisconsin Department of 
Public Instruction has also received federal grant funds to develop a student identifier system, improve student-
level data collection, and establish a PK-12 longitudinal data system, and the state is currently developing a 
much more robust, state-funded statewide student information system and associated data tools. Early efforts 
are underway to match K-12 data with higher education, as well as early learning and social services, but more 
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must be done to match K-12 data systems with these entities, as well as workforce development boards, 
employers, and other critical agencies. Integrating these elements is essential for all stakeholders to gain timely 
access to the information they need. The figure below illustrates how these elements could be connected for 
maximum benefit:

data

descRibing 
woRK

technology

goveRnance

•	 Demographics
•	 Skill Specific Supply/Demand Data
•	 Education Enrollment & Completion
•	 Salary/Wage Data
•	 Retirement Rates
•	 Immigration
•	 Qualitative Labor  

Information
•	 Predictive

•	 Data Aggregation  
and Modeling

•	 Assessment
•	 Easy to Use
•	 Report Based
•	 Available on Multiple 

Platforms, Including 
Mobile Devices

•	 Map to Key Skills Clusters
•	 Education Credentials
•	 Work Credentials
•	 Employabiliy Profile
•	 Skill Migration Index

•	 Transparency
•	 Quality Assurance
•	 Risk Model
•	 Individual Employment 

Passport

Wisconsin is well-positioned to surge ahead of other states. The states we have studied lack a mechanism 
for connecting stakeholders to long-term outlooks for supply and demand, and haven’t advanced the 
contemporary concept of skills clusters in a way that creates maximum agility for their state’s economy. We 
recommend that Wisconsin build on the excellent foundation it has laid in tracking student data by connecting  
it with employer needs. Alignment of the supply and demand picture will enable stakeholders across Wisconsin 
to quickly adapt to ensure a healthy and prosperous economy. 

 

understanding the state of information flow

“While states have made significant strides in developing higher education data systems in recent years, their 

capacity varies greatly,” says a National Government Report on best educational practices. “Currently, 44 

states have longitudinal student unit record data systems in place, but there is wide variation in the types of 

institutional and aggregated data collected and reported across states,” Furthermore, at the end of 2010, only 

18 states will have connected their K-12 and postsecondary data systems, and only 9 state postsecondary 

systems will connect to a workforce data system. Though many state data systems are limited in scope, nearly 

all higher education institutions collect some data on student performance.” 

Source: Ryan Reyna, Complete to Compete, NGA Center for Best Practices,  
June 2010 and Data for Action, 2011; www.dataquality campaign.org
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reCommeNDAtioN 5: 
develop mobile app to provide access to career information

•	 Design, build and operate a single source digital point of access to a user-friendly application that allows 
citizens, employers, workers, teachers, trainers, analysts, and policymakers to sort and optimize the data.

•	 Aggregate a range of data collection investments to provide Wisconsin employer and workers with a single 
common portal for securing data on all aspects of career planning, talent trends, education options, and 
job openings.

rationale
Wisconsin’s data collection efforts must be connected to the needs of stakeholders across the state. Each 
stakeholder has different, but related, information needs. The compilation of data in one easily accessible 
resource will empower everyone to make better, more informed decisions in a timely way—if that information 
can be customized to their individual needs.

informational Note 
As Wisconsin considers how to link citizens, students, employers, educators, and policymakers with essential 
information, it needs look no further than the most common point of global public access: the mobile device. 
Smartphones, tablets, and other mobile devices already provide the single point of access for information for 
millions of students and adults. The mobile option will literally place the power of information in each individual’s 
hands. From here, students and adult learners can access career pathway information, view skills cluster 
profiles, wage data, in-demand jobs, and link to assessments and real-time learning platforms – all customized 
to their unique needs. Educators and school counselors can quickly access the same information, but with 
coaching and guidance tips that will help them direct learners. Ultimately, this interface should connect to each 
student’s Academic and Career Plan (ACP) so that they can more easily link to the information that will help 
identify all of their options and accelerate their personal achievement. 

In Illinois, Harper Community College and 10 other community colleges in six states, use real-time job data to 
understand the specific business needs of their region. Traditionally, education has turned to government data 
on employment conditions to inform curriculum decisions. Using real-time jobs data led Harper to develop 
an advanced manufacturing program which starts this fall. Software that scours job ads from various online 
sources, including job boards, employer Websites, newspapers, and government agencies, identifies numbers 
of unfilled jobs in advanced manufacturing across Illinois as workers retire.
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As with the recommendation around data collection, Wisconsin has an opportunity to leapfrog the efforts of 
other states using progressive data collection efforts to power a stakeholder interface that allows for individual 
customization of information. Governments, educational institutions, and employers will have different needs 
from the system with fairly robust requirements around long-term supply/demand forecasts, trend analysis, 
and metric tracking. Their interface should allow for robust analytics that help determine adjustments and 
adaptations needed to make both short-and long-term changes in workforce planning.

how stakeholders will talk to each other

1. Individuals will no longer be dependent on intermediaries to identify the opportunities and risks posed by 
specific career tracks. Instead, they will be able to access and sort data that helps them understand the 
pros and cons for in-demand jobs, and the training and education that will improve their employability 
for these roles. The Wisconsin Workforce App should ultimately connect with each student’s Academic 
and Career Plan and usage of the App should be encouraged starting as early as 6th grade to build 
awareness of the connection between academic decisions and long-term employability. 

2. Employers will be able to better connect with the talent pipeline and will access a single common source 
to get information on all aspects of career planning, workforce trends, education options, and job 
openings. To be most effective, the Wisconsin Workforce App will need to be connected with a job  
board aggregator, open to all Wisconsin employment opportunities (vs. employers needing to post to the 
App itself). 

3. Educators can link in-demand skills with educational and career pathways as well as serve up content 
that learners can access on a real-time basis. Educators can also access up-to-date information on skills 
clusters to determine how their current capacity may need to be adjusted to meet the changing needs 
of employers. Easier access to information will also create greater accountability between educational 
institutions and learners.

4. Government will need to understand how long-term demand for talent aligns with available talent and 
the projected pipeline of talent over time. Specifically, the Talent Council will be responsible for using the 
Wisconsin Workforce App to anticipate trends and determine how Wisconsin’s Talent Strategy will need  
to adapt to market forces. The local Workforce Investment Boards will be responsible for implementing  
the strategy, and can use the App as a tool to help individuals connect with opportunity. 

STRATEGY 2 continued
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reCommeNDAtioN 6: 
leverage existing and create new career pathways and roadmaps

•	 Leverage real-time data, innovation and educational and training best 
practices to maximize citizen benefit from Wisconsin’s world-class 
education and training systems, empowering citizens to engage in lifelong 
learning that enhances employability and employment security.

•	 Charge the Talent Council to lead the development of explicit and shared 
intelligence on entry requirements throughout the state’s public and private 
sector education, training and employment opportunities.

•	 Continue, as rapidly as possible, to build on and expand Wisconsin’s current efforts to establish a stackable, 
modular educational/training credit system that supports lifelong learning and acknowledges natural education 

“on and off ramps,” created through a collaboration amongst the Department of Public Instruction, K-12 schools, 
the UW System and WAICU, WTCS, DWD, and the state’s regional economic development entities and local 
Workforce Investment Boards (WIBs).

rationale 
Wisconsin’s current education and training system is not as contemporary or as thorough as it needs to be. Its 
graduate-ready students are too often not job-ready or positioned to succeed at higher education levels. And, without 
real-time career information, many students are in the dark about which areas of study and specialized training can 
boost their job prospects. Wisconsin colleges are also hard to navigate for life-challenged adult students pursuing 
first and second careers. Some postsecondary institutions do not award credit for knowledge gained through work 
experience, or be able to transfer credits quickly from previous academic stints. And for many, the cost of pursuing 
post-secondary educational opportunities is too high. 

informational Note 
These challenges are not new, and Wisconsin has been hard at work addressing many of them. In 2010, the 
state adopted the Common Core State Standards in English Language Arts and Mathematics, which are aligned 
with college and career expectations, are common across 46 states and territories, and have been benchmarked 
against international standards from high-performing countries. Starting in the 2012-13 school year, Wisconsin 
is also increasing its benchmark scores for what it means for students to be proficient and advanced as part of a 
comprehensive plan to measure school progress and college and career readiness. “These higher expectations, 
coupled with changes in curriculum, instruction, and assessment, will drive a higher level of student performance 
so that every student can graduate from high school ready to succeed in college, career, or the military,” Wisconsin 
State Superintendent Tony Evers said recently.

One of the challenges to increasing college completion rates is having meaningful progress and  
outcome-based metrics. Collecting and reporting data is the first step in improving institutional outcomes.  
In August 2012, Wisconsin joined 33 other states in adopting the Common College Completion Metrics. These  

metrics will form the foundation for educational system accountability and a way to compare progress over time.

The Wisconsin Department of Public Instruction will also begin implementing a new statewide Student Information 
System in 2013 so schools and educators can better prepare students for success in college and careers, and 
parents, students, employers and taxpayers can better analyze student performance data.

Wisconsin is also aggressively participating in Lumina’s pilot project on the “Degree Qualifications Profile.” In today’s 
knowledge economy, learning has increase in importance. It’s not enough to simply grow the number of degrees 

STRATEGY continued2
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granted, there needs to be a consistent understanding of what these degrees mean in concrete terms from a learning 
perspective. Several of the UW System’s schools have been chosen to test the new profile as a catalyst for assessing 
and improving the quality of student learning. By taking a hard look at learning outcomes the post-secondary system 
can create higher quality academic programming and improving student readiness for future employment.

but there is more to be done.

•	 engagement and Collaboration: Wisconsin needs to create an engagement and collaboration process to 
provide detailed intelligence on entry requirements to all parts of the education and employment continuum. 
These elements should be aligned. Better alignment will help ensure institutional responsiveness to an increasingly 
dynamic and unpredictable employment market. Technological advancement, demographic and regional trends 
are creating unprecedented, rapid changes in the skills that companies need. Educators will be able to keep pace 
better with these shifts. They will be more agile, for example, in addressing the needs of lifelong learners and 
better equipped to create effective, sustainable pipelines of talent.

•	 Articulation Agreements: Wisconsin also needs to join the many states, such as Minnesota, Missouri, Florida, 
Ohio, and North Carolina that have created comprehensive, state-wide articulation agreements to ease the paths 
between educational institutions for students. Particularly at a time when Wisconsin is facing a systemic shortage 
of rightly skilled talent, we need to drive greater system efficiency so that we can quickly produce the talent we 
need. Wisconsin already has several individual transfer agreements in place, but lacks a comprehensive approach 
for the state. As a starting point, The Talent Council should outline a go-forward strategy to ensure provision of 
user-friendly, easily accessible information on transfer policies and articulation agreements to help students plan 
their educational pathway. 

•	 Core curricula for in-demand skills clusters: At a minimum, Wisconsin should consider a core curricula for in-
demand skills clusters. Some countries have already had significant success adopting core curricula, particularly 
in areas of talent scarcity. For example, Australian engineering schools, Adelaide, New South Wales, Queensland 
and Curtin University of Technology, have standardized requirements to ensure that their graduates are ready 
for the workforce. Formed in July 2006, the Mining Education Partnership is a world first in undergraduate 
education. This joint venture between educators and industry, extended across four states in Australia, provides a 
common curriculum for third and fourth year mining engineering students. Students benefit by gaining access to 
comprehensive industry endorsed education, industry benefits by having a pipeline of trained talent ready day one, and 
everyone benefits by having rightly skilled talent to fuel prosperity.

•	 Lifelong learning and employability: In addition to aligning on explicit entry requirements, Wisconsin should 
build on its stackable, modular system of providing college credit. A fortified credit system will better support 
adult education. It will also acknowledge the on- and off ramps that have resulted from collaboration among the 
Department of Workforce Development, the Wisconsin Technical College System, and local Workforce Investment 
Boards to create career pathways and career pathway bridges.

STRATEGY 2 continued

 

innovations in wisconsin: 
The Regional Industry Skills Education (RISE) Initiative is a business-responsive approach to aligning workforce 
and education options in ways that make college and career success an attainable reality for tens of thousands 
of Wisconsites. Started locally, and expanded statewide through funding from the Joyce Foundation and the joint 
leadership of the Department of Workforce Development and the Wisconsin Technical College System, to date 
RISE partners have worked with employers to document over 80 career pathways with plans to double that number. 
The investment speaks volumes: the Joyce Foundation is currently in its third round of funding RISE’s continued 
development and, in June 2012, Wisconsin’s local workforce investment boards were collectively awarded a highly 
competitive $6 million award from the U.S. Department of Labor advance this work within the state.
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We need to recognize the immediacy now required by all of us in every part of our lives with a shift in our perspective of 
education and training that takes us from a traditional K12 and post-secondary view to one that recognizes the importance 
of lifelong learning and continuous employability. Every individual in the State of Wisconsin will have to take responsibility for 
their ongoing development, but empowering consumers to develop themselves will require our education system to take a 
different approach, connected with real-time market data, and build on current outcome measures.

•	 Non-traditional students: Wisconsin has to do a better job of serving non-traditional students, mostly adult 
learners looking to develop new skills. Wisconsin’s college participation rate for non-traditional students—
enrollment of 25-49-year-olds as a percentage of 25-49-year-olds without a bachelor’s degree—is 6.5%, .5 
percentage points lower than the national average Wisconsin’s percentage ranks fifth among benchmark states. 
Just 25% of the population has a bachelor’s degree, two percentage points lower than the national average. 
According to the US Department of Education, rising tuition costs are one of the reasons young adults are not 
graduating from college. Wisconsin has a world-class education system and we can maximize citizen benefit 
from that system. As we pointed out earlier in this report, the world is changing and we are feeling the shifts in 
Wisconsin. Our population is aging, we need to build the talent to make us competitive in an increasingly global 
world, and we must power an increasingly sophisticated prosperity engine.

•	 flexibility: Education needs to be more targeted and flexible. The Georgetown Center projects that half the 
28 million job openings by 2018 will be filled by workers with associate degrees and occupational certificates. 
Demand is soaring for what Harvard Graduate School of Education researchers call “middle-skilled professionals.” 
This trend underscores the importance of revamping educational systems to produce more of these workers. In 
a paper entitled Pathways to Prosperity, these researchers recommended an approach that offers alternatives to 
the traditional college track.

•	 Earlier this year, the University of Wisconsin System announced a flexible degree program that will make it easier 
for students to earn a degree. The program is particularly targeted at the state’s 700,000 adults who have some 
college credits and want to pursue their studies but want the convenience of taking classes online. Students can 
begin classes whenever they choose, work at their own pace and earn credit for knowledge they’ve accumulated 
via work experience. Students can demonstrate college-level competencies—no matter where they learned the 
material—as soon as they can prove that they know it.

Wisconsin’s efforts dovetail with wider initiatives. In 2008, the American Association of Community Colleges 
introduced the Plus 50 Initiative. The program targets Baby Boomers, providing resources and encouragement for 
the older generation of workers to learn new job skills in high-demand areas, and acquire licenses and certificates 
that can lead to job placement. There is a volunteering component that gives adults the opportunity to try different 
job areas. The program also includes a three-year, grant program for participating colleges.

•	 on-site Learning: There is also a critical need to create opportunities for hands-on learning and application on 
the job or in simulated workplace experiences. The linkage between education and employers is critical in all 
skills and for all populations, but particularly among more junior talent where hands-on application through youth 
internships and apprenticeships can make the difference between lifelong engagement with employment and 
chronic un- or under-employment.

reCommeNDAtioN 7: 
support internships and experiential learning in targeted skill sets

•	 Foster approaches for enabling youth to enter the world of work by 
encouraging employers to align internships, apprenticeships, dual enrollment 
opportunities, industry and skill certifications, and applied learning programs 
with the skills clusters roadmap. 

STRATEGY continued2



43Growing Wisconsin’s Talent Pool

rationale
Wisconsin had a highly successful youth apprenticeship program in the 1990s; in order to address Wisconsin’s future 
talent needs, it is time to reengage employers in our K12 system by encouraging them to offer real-world experience to 
Wisconsin youth through on the job apprenticeships, mentorship, paid internships, dual enrollment partnerships with 
K-12 and higher education, industry certifications aligned to skills clusters, and a stronger, more consistent presence in 
our schools. This is increasingly important as, according to estimates by McKinsey & Company, by 2020 there will be 
5.9 million more Americans without high school diplomas than employers need. 

informational Note
Employers have a critical role in helping educators design curriculum that prepares adults to be work-ready in key skills clusters. 
Throughout Wisconsin, there are many heroic examples of this kind of collaboration, but we need to see more. For example, 
Youth Apprenticeships and Applied Learning Programs need to be more widely adopted, because they have been effective. 

In Wisconsin’s Youth Apprenticeship Program, high school juniors and seniors complete up to 900 hours of 
work-based learning and related courses. About 85% of the graduates of the program find jobs after leaving high 
school. The state has been a pioneer in the use of vocational training and apprenticeships. It was the first in the U.S. 
to establish financial support systems for technical and adult education and to create apprenticeship agreements that 
required companies to release teenagers for part-time studies in continuation schools. 

In addition, Wisconsin has many opportunities for students to earn college credit and industry certifications while still 
in high school, but these opportunities should be expanded to reach more students and to better align to the skills 
clusters and regional needs. In partnership with the Wisconsin Technical College System, Wisconsin high schools 
are serving over 18,000 students annually in transcripted credit programs where high school students earn valuable 
technical college credit and industry credentials that prepare them for success in college and careers, and Wisconsin’s 
public and private universities are expanding these options, as well. In partnership with state and local business and 
industry, Wisconsin’s K-12 schools and higher education can do more to offer students opportunities to earn industry 
certifications and college credit at the same time they are earning their high school degree. 

Project Lead The Way introduces high school students to engineering. The program, which has expanded into 
3,500 schools in 50 states, uses a challenging four-year curriculum to provide high school students with a solid 
professional foundation. About 100 Wisconsin middle and public schools are participating. As we have talked to 
educators, employers, legislators, and individuals around the state there is broad consensus that we need more.  
The Talent Development Fund can be used to expand this approach, but it will require employers to ante up to create 
the supply of rightly skilled talent they so desperately need.

In interviews with employers and educators throughout Wisconsin, we found that the recession had impacted the 
availability and scope of youth apprenticeship programs and paid internships. And the talent mismatch  
has been widening. The call to action for employers is clear: they must participate in developing the talent  
they need. The authors of the Pathways to Prosperity report emphasized the need for this participation, stating “…The 
pathways system we envision would require them (employers) to become deeply engaged in multiple ways at an earlier 
stage—in helping to set standards and design programs of study; in advising young people; and most importantly, 
in providing greatly expanded opportunities for work-linked learning. In the process, employers would become full 
partners in the national effort to prepare young adults for success.” 

STRATEGY 2 continued

 

connecting education to eMployMent. 
A partnership between Chicago public schools and high-tech companies, IBM, CISCO, Verizon and Motorola 
Solutions is enabling students to learn high-demand technology and careers skills in the course of earning high 
school diplomas and Associates degrees from the city’s system of community colleges. Once they’ve completed 
the six-year program, students will be first in line for interviews with partner companies.
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The Talent Council can implement such employer/education partnerships to support the development of talent and 
create on-ramps to the workplace for our youth. This will go a long way toward building the pipeline of talent we 
need over the next 10years and it will confront, head-on, one of the key socio-economic dilemmas faced by many 
states and countries today: an escalating number of jobless youth.

As Wisconsin builds out an information exchange platform for sharing and revising educational and training 
standards, credit transfers—plus the skills cluster framework framed above that will enable supply and demand 
talent forecasting—the constant flow of changes that will be needed to improve the development of its talent and 
overall talent pipeline will become increasingly evident. 

In turn, a transformed talent strategy will energize the state’s overall economic development progress, thanks in 
part to the accelerated speed at which new talent development initiatives will be reviewed, modified and endorsed 
by stakeholders throughout Wisconsin. 

STRATEGY 3

PROMOTE WISCONSIN’S RIGHTLY SKILLED, WORLD-CLASS TALENT

reCommeNDAtioN 8:
alert employers and workers to wisconsin’s ability to supply  
job creators in the united states and worldwide with the best,  
rightly-skilled talent in the world. 

rationale 
The success of all the recommendations described above will be specifically evident in the expansion of 
businesses in the state. This growth naturally will be documented in the business world, particularly as the modern 
workplace heightens its demand for increasingly specialized skills. Out-of-state businesses seeking in-demand 
skills and skilled talent seeking to advance their careers will target Wisconsin as a destination where it’s possible 
to rise ahead of peers and competitors. In order to put Wisconsin ‘on the map’ we recommend the aggressive 
promotion of Wisconsin’s ability to supply job creators here and around the world with the best, rightly-skilled talent 
in the world. 

Wisconsin’s investment in collecting and disseminating real-time information creates tremendous opportunity 
to market to employers and talent in Wisconsin and around the world. These efforts should be connected with 
economic development outreach. Both Minnesota and Ohio have aggressive marketing efforts that leverage the 
strategic lever of their talent development strategy. Wisconsin should do the same.

Specifically, WEDC, in cooperation with the public and private educational and training institutions, employers, 
and regional economic development entities should develop and implement a significant, on-going “marketing 
and recruiting” campaign designed to alert current and potential job creators and job seekers to Wisconsin’s 
unparalleled educational and training capacity; its aggressively positive business environment; and its unique 
and robust workforce development capacity. The marketing effort can also focus on college or technical college 
graduates that have left the state to pursue their careers.

Assure current employers that Wisconsin can provide the talent  
needed for business expansion

Market new capability outside the state

a)

b)

STRATEGY continued2
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Wisconsin Has a 
Clear Opportunity

this is wisconsin’s watershed moment. 

Wisconsin has incredibly strong assets, but to secure the future we must leverage those assets 
now—right now!—in a bold and serious commitment to talent development and acquisition. 

Other states have already started down the road we must all travel. Minnesota and Maryland created dramatic 
new workforce-related websites that assemble high-value information for educators, employers, and workers. 
Illinois is encouraging greater involvement by the business community in educational requirements and is 
increasing the number of workers with high demand skills. Arizona and Florida are monitoring the performance 
of college students sooner and more precisely to boost retention rates.

Wisconsin has made progress as well, but progress is not enough. The future we want and that our children 
must have depends not on Wisconsin making progress, but on Wisconsin being a leader, on Wisconsin 
succeeding. To do so, citizens and those with the mantle of leadership must look at our state and our 
institutions critically and together aggressively pursue the changes that will drive long-term prosperity. 

Tim Sullivan’s recent report, “The Road Ahead” offered many recommendations about how leaders 
across the state could work together and forge ahead. The recommendations in this paper build on these 
recommendations and offer a bold blueprint for a statewide talent development and acquisition strategy that 
will allow Wisconsin to do tomorrow what it has done so well at similarly critical moments in the past. Change 
is not a new challenge for Wisconsinites. Our forebears survived it in the harsh winters, saw it in the faces 
of the thousands of immigrants that came to farm the land, and wrestled with it as the Industrial Revolution 
forged cities, helped the nation find and educate the scientific and intellectual leadership that helped build and 
support the most robust middle class in American history. Along this often difficult journey, those who came 
before us willed us great universities and technical colleges, scientific and managerial breakthroughs that made 
Wisconsin’s America’s dairyland and breadbasket, and political reforms and policy innovations that hallmarked 
Wisconsin as a laboratory for democracy. 

now it is ouR tuRn.
It is clear that the massive changes reshaping our economies and the opportunities and challenges we, and 
our children, face in the future demand our attention. After nearly two centuries of thinking about workers and 
workforce development in reactive terms, the demands of this new age are forcing us to envision a proactive 
talent strategy. The existence of a rightly skilled talent pool will draw companies, entrepreneurs, investment and 
smart people to Wisconsin. That pool will be our foremost resource for economic prosperity. 

This critical and difficult exercise cannot be a spectator sport. Parents, students, teachers, counselors, employers, 
and workers must all participate in search of self-empowerment that strengthens local economic capacity 
and builds better communities. The conversation is already well underway here in Wisconsin and Competitive 
Wisconsin, Inc. and Be BoLD 2 hopes this report and the 2012 Wisconsin Economic Summit Series on Investing 
in Wisconsin’s Talent will further energize, inform and expand the existing statewide conversation.

“…the Human Age is marked by an increasing scarcity of skilled talent. This conundrum 
should act as a wake-up call for employers, academia, government and individuals. It 
is imperative that these stakeholders work together to address the supply-and-demand 
imbalance in the labor market in a systematic, agile and sustainable way to enhance the 
competitiveness of the workforce.

“
~ Jeff Joerres, ManpowerGroup Chairman and CEO
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The Current State of Statistics 

The Bureau of Labor and Statics in collaboration with state workforce development agencies have made 
the task of monitoring changes in the number of workers easy. Its monthly Current Population Survey offers 
stakeholders a view into workforce supply segmented by domains including state, region, industry, and 
occupation. Now, while these supply statistics are useful for assessments concerning the “amount” of workers, 
they offer limited insights into:

•	 Whether or not an amount is “too little”, “too much” or “just right” at a point in time

•	 How a workforce disparity is likely to “change” over a horizon of time

With its limitations, it is clear to some stakeholders that a metric other than workforce supply is required to 
solve today’s challenges. What is needed is a Next Generation approach to workforce statistics.

The Next Generation

ManpowerGroup's Supply/Demand Model (SDM) was developed as a tool to arm stakeholders with more 
complete statistics for making assessments about a workforce over a horizon of time. The SDM produces a 
relative comparison of supply and demand forecasts for a ten-year period. The combination of supply and 
demand statistics and a ten-year forecast is different and more robust than statistics currently in use and in 
many cases more valuable in making a larger array of assessments about the availability of labor and ensuing 
counter actions stakeholders may wish to deploy.

Supply and Demand Forecast—
Supporting Information 

Scope of Effort
The scope of analysis for BE BOLD 2 and the Supply Demand Model is:

SKILL CLUSTERS
Systems & Network Software Development, Nursing & Health Related Professionals, 
Accounting & Financial Analysis, Mechanical Engineering and Metal Manufacturing

SECTORS
Agriculture, Dairy & Food Processing, Financial Services, Insurance & Real Estate 
(FIRE), Healthcare, Manufacturing, Transportation, Water Management and Research

PROjECTIOn
This is a ten year forecast, but for simplicity purposes, we have reported snapshot 
insights over the 10 year period of time in 2012, 2016, and 2021. 

STaTE
Only Wisconsin workforce statistics with one exception—One of the two Other 
Qualified Workers group is a forecast of neighboring states. This group within Other 
Qualified workers is clearly labeled.

What this means is statistics generated from the Mechanical Engineering model, as an example, represent only 
workforce balances for 2012 through 2021, a single skill cluster and workers within six sectors of Wisconsin’s 
business landscape, representing over 50% of Wisconsin's GDP.
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Table 1

Table 2

Supply Demand Model
The SDM consists of two primary statistics: demand 
and supply. Demand is a projection of the number of 
workers companies want to employ whereas supply is an 
aggregate projection of the number of workers available 
for employment. Supply is the total of three components, 
depicted in Table 1.

The three components of supply are totaled to produce 
an aggregate supply of workers. The supply aggregate 
is compared to demand to make assessments regarding 
the availability of workers to satisfy employer demand. 
For example, if the demand forecast is greater than 
the aggregate supply forecast, one conclusion is that a 
supply gap exists. Depending on its severity and duration, 
stakeholders may determine that a solution is required.

Supply Demand Model Feature
The SDM includes an additional feature referred to as 
Other Qualified Workers. This feature is a projection 
of workers outside the skill cluster who have similar 
or adjacent skills AND with short-term training can be 
employed within the skill cluster. Other Qualified Workers is 
a valuable feature because it provides stakeholders insights 
into a segment of workers which can be sourced during 
periods when demand exceeds supply.

To aid stakeholders, Other Qualified Workers is arranged 
into two groups, depicted in Table 2.

In developing the supply/demand model for each of 
the skill clusters, we use available data to make certain 
assumptions about the size and makeup of the skill 
cluster, the demand, and a host of other factors that affect 
the size of the talent pipeline over time. Over a 10 year 
period changes in things like business needs, educational 
capacity, personal preferences, wage changes, technology 
and so on will most certainly impact the accuracy of 
this forecast. The value of the forecast is in giving key 
decision makers meaningful insight at various points in 
time about the talent pipeline in areas that can impact the 
future economic development of Wisconsin. With that 
knowledge, key decision makers can design and put in 
play various strategic interventions that can impact the 
relationship between talent supply and demand. Revisiting 
the model as the environment changes will help decision 
makers measure the impact of the interventions on the 
developing a rightly skilled workforce for the future.

Supply 
Component

Distinction

Workforce
a projection of employed and unemployed skilled 
workers within the skill cluster.

Graduates

a projection of new or beginning skill cluster 
workers who have limited on-the-job experience. 
Depending on the education requirements, this 
workforce statistic begins with a forecast of high 
school, vocation or technical school, associate 
program, bachelors program or masters program 
graduates "entering" the skills cluster, less two 
"existing" forecasts consisting of a) graduates  
who depart Wisconsin for employment in other 
states and b) graduates who opt to pursue 
employment in other skills clusters.

Experienced

a projection of skilled workers with on-the-job 
knowledge attained over a period of time. This 
workforce statistic consists of: a) forecasts of 
workers exiting the skills cluster due to promotion, 
retirement, career change, or opting out of the 
workforce, and b) workers re-entering the skills 
cluster such as retirees returning to employment 
or mid-career workers returning after an extended 
period of time off.

Other 
Qualified 
Worker 
Groups

Distinction

Wisconsin
a projection of Other Qualified Workers residing  
in Wisconsin.

neighboring 
States

a projection of two types of workers living in 
seven neighboring states of Illinois, Indiana, Iowa, 
Michigan, Minnesota, nebraska and Ohio. Type one 
is Other Qualified Workers. Type two is in-scope skill 
cluster workers (workers with identical skills, yet 
residing outside Wisconsin).
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METAL
MANuFACTuRING

Cluster Description Cluster Occupation Other Qualified Workers

Staff who fuse two work piece 
surfaces to form one using “hot” 
or “cold” methods. 

•	 Welding, soldering, and  
brazing worker

•	 Pipelayer
•	 Plumber
•	 Pipefitter
•	 Steamfitter

•	 Extruding and drawing machine operator
•	 Forging machine operator
•	 Cutting, punching, and press machine 

operator
•	 Grinding, lapping, polishing, and buffing 

machine tool operator
•	 Multiple machine tool operator
•	 Heat treating equipment operator

 

SKILLS
cluster DASHBOARD

systems & network software development | nursing & health-related professionals | accounting & financial analysis | mechanical engineering | metal manufacturing

Near Term employment Trends

•	 The skilled trades are #1 on ManpowerGroup’s “2012 Top 10 Jobs uS Employers Having Difficulty Filling" list.

•	 Despite workforce loss due to industry contraction and economic downturn, the skills cluster remains healthy  
and demand is expected to grow. 

•	 Demographic issues will impact the supply of this skill cluster in several ways:

 » Average age in u.S. is 56 years old, industry estimates that 40% current workforce  
will need to be replaced by 2019.

 » urban/suburban flight is creating difficulty for employers in rural areas as they try to  
attract young workers to manufacturing and welding. 

 » Resupply of skill cluster from graduates with certificates occurring at an insufficient rate

 » Metal manufacturing having difficulty recruiting young workers into the discipline 

 » Fighting public misconception that it is a dying industry

•	 Employers working to expand the pipeline by promoting metal manufacturing occupations with youth and 
their parents, retraining non-traditional pools of talent (dislocated workers, women, minorities & people 
w/disabilities, veterans and older workers); internships & apprenticeships, tax incentives and up-skilling 
strategies for current employees.

Qualitative Insights: Future evolution of the Skill Cluster

While the perception is that the welding industry is established and static, there is in fact constant change as 
new processes and equipment are developed to meet changes in the manufacturing process, and specific 
or unique applications. The challenge in this discipline is that jobs are highly differentiated, so there is an 
undersupply in certain cluster occupations and an oversupply in others. By monitoring the employment situation 
regionally, educational/training providers can be more adaptive in meeting the capacity needs and altering the 
curriculum with more precision to meet employer needs. 
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Cluster Description Cluster Occupation Other Qualified Workers

Staff qualified to create computer 
and network software including 
technical languages, databases, 
tools, platforms, libraries, 
standards, patterns, and 
processes.

•	 Computer scientist and  
systems analyst

•	 Computer programmer
•	 Computer software engineer
•	 Database administrator
•	 Network and computer systems 

administrator and analyst

•	 Mathematician
•	 Statistician
•	 Miscellaneous mathematical  

science occupations
•	 Electrical and electronic engineer

Near Term employment Trends

•	 Demand for this skill cluster is accelerating on a global basis. Engineering appears at #2 and IT as #3 on 
ManpowerGroup’s “2012 Top 10 Jobs uSA Employers Having Difficulty Filling” list. Engineering and IT also 
appear on the global list. 

•	 Employers see this cluster as being a critical growth engine across all industry sectors.

•	 Supply for this skill cluster is challenged in a number of areas:

 » The current cluster workforce is essentially at a full-employment level in Wisconsin. 

 » Demand outside of Wisconsin is pulling supply (both graduates and employed workers) to more attractive 
opportunities, especially in areas where wages are higher (ex., West and North East u.S.).

 » Free Agency and entrepreneurial opportunities are very attractive to talent in this cluster, making it 
challenging for more traditional employers. 

 » The average age for retirement or work deceleration for engineers tends to be younger than most, 71% 
change work arrangements between ages 56 and 62. Keeping the workforce engaged longer will be 
critical to filling the gap.

 » unfortunately, the “other qualified workers” traditionally used to fill gaps in this cluster are being pulled into 
other areas to fill shortages. 

•	 Pro-active employers looking to create a sustainable supply have partnered with educational institutions to 
build the pipeline from ground-up at the high school and college level and from inside their organizations with 
programs to up-skill existing talent. 

Qualitative Insights: Future evolution of the Skill Cluster 

Technological developments will have a profound impact on each of the industry segments. Software 
developers will play a critical role as new tools to capture, store, and analyze massive amounts of data promise 
to transform many of these segments from the bottom up. The rising popularity of social media and mobile 
applications are also driving demand for this cluster. As companies update, integrate, and design their own 
software, demand for this cluster is expected to outpace all other occupations.

SYSTEMS
and NETWORK SOFTWARE development



52 Competitive Wisconsin, Inc.Be Bold2

MECHANICAL
ENGINEERING

Cluster Description Cluster Occupation Other Qualified Workers

Staff who design, develop, build, 
and test mechanical devices 
including tools, engines, and 
machines. 

•	 Material engineer
•	 Mechanical engineer

•	 Engineering technician
•	 Industrial engineer
•	 “Other” or general engineer

Near Term employment Trends

•	 Engineering is #2 on ManpowerGroup’s “2012 Top 10 Jobs uSA Employers Having Difficulty Filling” 

list, and # 2 on the global list. 

•	 Demand is projected to outstrip supply as the manufacturing sector leverages new technology and 

repositioning itself for growth.

•	 Supply for this skill cluster is challenged in a number of areas:

 » Being considered the most versatile of the engineering disciplines often creates many 

opportunities for careers out of the skill cluster, adding pressure to available supply. 

 » Demand for this cluster is also high outside of Wisconsin, causing experienced workers to be 

attracted to out-of-state opportunities. 

 » In Wisconsin, the employed population in this skills cluster has a larger number of 55+ workers. 

The average age for retirement or work deceleration for engineers tends to be younger than most. 

71% change work arrangements between ages 56 and 62. Keeping the workforce engaged 

longer will be critical to filling the gap. 

•	 Pro-active employers looking to create a sustainable supply of talent have partnered with 

educational institutions to build the pipeline from ground-up at the high school and college level  

 and from inside their organizations with programs to up-skill existing talent.

Qualitative Insights: Future evolution of the Skill Cluster

Mechanical engineers tend to be concentrated in the manufacturing as well as agriculture & food 

manufacturing sectors. As a result, Wisconsin has some of the highest concentrations of this skill 

cluster in the nation. As the demand for improved machinery and machine tools grows and processes 

become more complex, this skill cluster will become a critical constituency for future growth. Additional 

opportunities for this skill cluster will appear in the other industry segments as a result of emerging 

technologies in biotechnology, materials science, and nanotechnology.
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Cluster Description Cluster Occupation Other Qualified Workers

Staff who evaluate businesses, 
projects, budgets and other 
finance-related entities using 
ratios and forecasts. Includes 
certified and uncertified 
professionals.

•	 Accountant and auditor
•	 Financial analyst
•	 Tax preparer
•	 Financial specialist
•	 Insurance underwriter

•	 Budget and credit analyst
•	 Financial examiner
•	 Tax examiner, collectors, and  

revenue agent

Near Term employment Trends

•	 The skill cluster ranks #4 on ManpowerGroup’s “2012 Top 10 Jobs uSA Employers Having Difficulty 
Filling” list and it is #6 on the global demand list. 

•	 According to the Georgetown Career Cluster Forecast for 2008-2018, the business, management 
and administration skill cluster will experience the largest amount of growth in Wisconsin. By 2018, 
they predict that 39% of all jobs in Wisconsin will be found in this sector.

•	 The good news is that the resupply of the skill cluster from new graduates is happening a fairly 
healthy rate. Wisconsin schools have distinguished themselves as a potential source of scarce 
actuarial and risk management talent.

•	 The supply of the skill cluster is challenged in a number of ways:

 » The employed workforce within the skill cluster is fundamentally at a full-employment level.

 » The versatility of the degree is creating more career opportunities for graduates outside of skill 
cluster (management consulting, sales executive).

 » Demand for skill cluster is high outside of Wisconsin, causing experienced workers to be attracted  
to out-of-state opportunities.

•	 unfortunately, just because companies are complaining about the supply deficit in this cluster, does 
not mean that it is easy to find jobs in finance related fields. The job market is uneven with some firms 
laying off while others are hiring. Opportunities seem to sit in financial and business analysis, regulatory 
and compliance, public accounting, boutique wealth management and insurance related areas. 

Qualitative Insights: Future evolution of the Skill Cluster 

This is the age of “big data” and the need for analytic skills is expected to drive demand for this cluster 
over the next decade. using current uS Bureau of Labor Statistics data, McKinsey estimates that “the 
united States alone faces a shortage of 140,000 to 190,000 with analytical expertise and 1.5 million 
managers and analysts with the skills to understand and make decisions based on the analysis of big 
data.” In the financial services space, the new climate of more regulation is creating a hot spot for risk, 
regulatory, and compliance talent. 

ACCOuNTING
and FINANCIAL analysis
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Cluster Description Cluster Occupation Other Qualified Workers

Healthcare professionals with 
restricted medical responsibilities 
who care for individuals, families, 
and communities so they may 
attain, maintain, or recover 
optimal health and quality of life.

•	 Registered nurse
•	 Licensed practical and 

licensed vocational nurse

•	 Physician assistant
•	 Health diagnosing and  

treating practitioner
•	 Nurse practitioner

Near Term employment Trends

•	 Nursing appears at #2 on ManpowerGroup’s “2012 Top 10 Jobs uSA Employers Having Difficulty 
Filling” list. According to the BLS, new growth in the healthcare sector accounted for one out of 
every 5 new jobs in 2012 in the u.S. 

•	 According to the Georgetown Career Cluster Forecast, the health science skill cluster will add the 
most jobs in Wisconsin through 2018. By 2018, they suggest that 24% of all jobs in Wisconsin 
will be found in this sector. The projected shortage of nursing and health related professionals is 
only expected to intensify as the population ages in Wisconsin and the need for health care grows. 
Compounding the problem is the move for healthcare reform and increasing demand for this talent 
outside the industry. Wisconsin is also seeing a resurgence of major employers creating employee 
clinics as a way to contain health care costs and increase productivity. 

•	 There is good news for this cluster:

 » This cluster benefits from a mid-career resupply rate eight times higher than other skill clusters, 
meaning these professionals may leave the workforce for an extended period of time but tend to 
return later. There also seems to be a nascent interest from post-retirement boomers to retrain for 
health care related fields. 

 » This skills clusters also benefits from lower migration rates relative to other skill clusters, meaning 
graduates tend to stay in Wisconsin. 

•	 Health care professionals in their 50’s are expected to become the largest segment of the nursing 
workforce. Employers who create flexible work practices are likely to gain a larger share of this 
scarce talent pool as well as appeal to other generations in this skill cluster. 

Qualitative Insights: Future evolution of the Skill Cluster

The recession may have lulled Wisconsin employers into thinking the talent shortage was over and 
lead educators to think that no expansion of academic programs to support this cluster is required. 
This analysis along with DWD’s work in this space suggest that Wisconsin will have a serious shortage 
in this space if the supply issues are not addressed quickly. Employers, educators, and legislators will 
need to collaborate to address the shortage. 

NuRSING
and HEALTH-RELATED professionals
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metal manufacturing
•	 The Bureau of Labor Statistics, www.bls.gov

•	 2012 Talent Shortage Results Report, ManpowerGroup

•	 State of Welding Industry Report, National Center for Welding Education and Training, September 2010

Systems and Network Software Development
•	 The Bureau of Labor Statistics, www.bls.gov

•	 2012 Talent Shortage Results Report, ManpowerGroup

•	 National Science Foundation, Division of Science Resources Statistics, Scientists  
and Engineers Statistical Data System (SESTAT) (2003), http://sestat.nsf.gov

•	 Contingent By Choice: Leveraging the New Worker, Margaret Schweer and Tim Bevins,  
Tammy Erickson Associates, 2011

mechanical engineering
•	 The Bureau of Labor Statistics, www.bls.gov

•	 2012 Talent Shortage Results Report, ManpowerGroup

•	 National Science Foundation, Division of Science Resources Statistics, Scientists  
and Engineers Statistical Data System (SESTAT) (2003), http://sestat.nsf.gov

Accounting & Financial Analysis
•	 The Bureau of Labor Statistics, www.bls.gov 

•	 2012 Talent Shortage Results Report, ManpowerGroup

•	 Career Clusters: Forecasting Demand for High School Through College Jobs, 2008-2018,  
Georgetown university Center on Education and the Workforce

•	 understanding the Talent Landscape for Financial Services, Margaret Schweer and Tim Bevins,  
Tammy Erickson Associates, 2012

•	 Big Data: the Next Frontier for Competition,” McKinsey & Company,  
http://www.mckinsey.com/Features/Big_Data

Nursing and Health Related professionals
•	 The Bureau of Labor Statistics, www.bls.gov

•	 2012 Talent Shortage Results Report, ManpowerGroup

•	 Career Clusters: Forecasting Demand for High School Through College Jobs, 2008-2018,  
eorgetown university Center on Education and the Workforce

•	 Boomers New Life Stage, Tammy Erickson, Tammy Erickson Associates, 2012

•	 Robert Rosseter, American Colleges of Nursing, Nursing Shortage Fact Sheet, April 2, 2012

•	 Wisconsin’s Health Care Workforce 2011 Report, the Wisconsin Hospital Association

•	 Carnegie Mellon Post Graduate Survey Results
•	 International Monetary Fund, World Economic Outlook Database
•	 The Federal Reserve Bank of St. Louis: Patterns of Interstate Migration in the united States from the Survey of 

Income and Program Participation
•	 university of Dayton Graduate Survey Results
•	 university of Wisconsin System Alumni Data
•	 united States Census Bureau, American Community Survey—State to State Migration Flows
•	 united States Department of Commerce’s Economic Accounts Directorate, Bureau of Economic Analysis
•	 united States Department of Education’s Institute of Education Sciences National Center for Education Statistics
•	 united States Department of Labor’s Bureau of Labor and Statistics
•	 united States Department of Labor’s Employment and Training Administration

Supply Demand Model References
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WORKFORCE
development SyStem

wIScOnSIn'S

BE BOLD 1 examined the economic development structure in Wisconsin, and what emerged was the creation 
of the Wisconsin Economic Development Corporation to chart a course and provide leadership for a statewide 
Prosperity Strategy. However, understanding that any economic development strategy must be fueled by 
a supply of rightly skilled talent, a critical question BE BOLD 2 sought to answer was if Wisconsin had the 
foundation, leadership and tools necessary to provide that talent.

The workforce system as it stands in Wisconsin today is narrowly defined by federal law—specifically, the 
Workforce Investment Act. However, the activity of developing the workforce occurs across education and 
employment, and the acquisition of knowledge that influences individual choice relative to work is a daily 
occurrence. Further, in a rapidly evolving world, workforce development is a nearly cradle-to-grave proposition. 
In this context, it was understood this narrow definition was limiting the state. So our exploration focused on 
whether there were a few key levers that, implemented strategically, could result in the transformational changes 
necessary and, if so, what were those levers? And if not, were there better alternatives?

We brought to this exploration a foundation of knowledge about workforce development and government-
based workforce systems, and refined that knowledge with consideration of practices in benchmark and  
other states. 

The good news is that we found exceptional home grown practices, and a high level of collaboration amongst 
workforce partners across the state. Combined with world-class educational options, Wisconsin has a strong 
foundation from which to work.

At the same time, there is no question that a persistent and growing talent gap exists—one that, left unchecked, 
could severely impact Wisconsin’s Prosperity Strategy. Additionally, there are very serious and difficult issues 
that exist in the state, from disproportionate jobs-to-people ratios in some places to extraordinarily high  
poverty/low labor force participation rates in Milwaukee and other urban centers.

Without minimizing the urgency of these challenges, the transformative opportunities uncovered  
to activate the state’s many assets are, on the whole, relatively straightforward. By focusing on current gaps  
in leadership and investment and by providing real time information to consumers, Wisconsin will take its  
rightful place as a top 10 state to start, grow or relocate a business. The following pages expand on how  
these conclusions were reached.

SPECIfICaLLy, WE LOOKED aT fIvE aREaS RELaTED TO  
WISCOnSIn’S WORKfORCE DEvELOPMEnT aPPaRaTUS:

Leadership and 
Governance

1 Investment2 Performance3 Partnerships5Practices4
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There are two interrelated strands of inquiry that were pursued in understanding workforce leadership and 

governance in Wisconsin. First, we explored how Wisconsin had implemented the Workforce Investment Act 

(WIA). This question is significant given the structure required by WIA is the foundation for delivery of workforce 

services to dislocated and disconnect workers; that is, populations available to be retrained and activated 

to meet the state’s labor force needs. Therefore, how that system is managed and leveraged from a state 

perspective matters a great deal in any workforce development discussion. 

A second question in looking at leadership and governance is how all the actors in workforce development 

beyond those defined by WIA interact around workforce issues. Specifically, we looked for a statewide vision for 

workforce development, and how such a vision was being translated into policy and practice.

By way of background, the purpose of the Workforce Investment Act, passed in 1998 and implemented in 

2000, is “[t]o consolidate, coordinate, and improve employment, training, literacy, and vocational rehabilitation 

programs in the united States and other purposes.” WIA Title I sets out a framework for state and local 

governance, as well as authorizing certain resources for serving specific populations and establishing 

requirements for a “one-stop” system for delivery of services—in Wisconsin’s these one-stops are called either 

“Job Centers” or “Workforce Development Centers”. There are 26 comprehensive centers across the state and 

another 53 centers where some, but not all, services are available. Titles II, III, and IV relate to rules that govern 

federal funds for adult literacy, labor exchange, and vocational rehabilitation services. Title V provides the 

option for unified state planning as a mechanism to align funding under these four titles, as well as other federal 

workforce funds that fall outside of WIA. Wisconsin has not opted for a unified Plan, which could serve as a tool 

for strategic alignment of currently disconnected federal funding streams.

The Department of Workforce Development (DWD) administers WIA. As described in “Investments” below, DWD 

has a relatively narrow portfolio of funds. This limitation is noteworthy, as the dollars do not give the agency 

much leverage to reach across to other workforce-related systems, such as education. 

By contrast, other states make liberal use of funding to encourage shifts in perspective. For example, the 

Indiana Department of Workforce Development leveraged its administration of adult literacy funds to ensure 

better workforce outcomes for participants and to encourage the state’s Department of Education to provide 

for more credentialing options. Texas aligns traditional workforce programs with its social service system, 

which serves to connect people who need those services (such as parents seeking subsidized child care) 

to other services that can help them increase their earnings, breaking a cycle of public dependency and 

providing a pipeline of rightly skilled talent. Other states align both funding and administration. Michigan’s 

workforce agency sits inside an economic development “cluster” and directly administers federal adult 

education funds. In Minnesota, there is one centralized body responsible for both economic and workforce 

development, creating a one-stop-shop for employers outside the state who are exploring a move to that 

geography, and leading a focused strategy for the state to ensure that there is a continuous pool of rightly 

skilled talent to drive ongoing success.

aREaS Of EXPLORaTIOn

1 LEADERSHIP and GOVERNANCE
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Additionally, we found no unifying vision for workforce development in Wisconsin. In other states, this 

leadership often comes from the State Workforce Investment Boards (WIBs). Required by WIA, most State 

WIBs tend to focus more broadly than does the Governor's Council on Workforce Investment, which 

serves as Wisconsin’s State WIB. It may be that this situation is a result of the Wisconsin’s isolation from 

the national board-level discourse. State WIB leadership convenes twice annually under the auspices of the 

National Governors Association Center for Best Practices through a group called the National Association 

of State Workforce Board Chairs. The primary purpose of this group, which operates as a membership 

organization for chairs and staff of state WIBs, is to “build their leadership capacity, share best practices, 

collectively influence federal workforce policy, and become catalysts for state workforce development 

system reforms.” (NGA Center for Best Practices, www.nga.org) Over the last decade at least, Wisconsin 

has not participated in the chair’s association, and does not hire a dedicated professional staff person.

The Council for Workforce Investment has focused on the relatively narrow portfolio of the Department of 

Workforce Development. In fact, when Governor Walker was interested in looking at college and career 

readiness, an issue at the top of the agenda for many state WIBs, he appointed a new group—Council 

for College and Career Readiness, which “exist(s) for the exclusive purpose of recommending polies and 

programs to improve student readiness for college or career (sic) in the State of Wisconsin" (Executive 

Order 56, January 13, 2012) and appointed a subset of the required members of the Council on Workforce 

Investment and the same person to chair it who also chairs the State WIB. 

By contrast, the Council’s Minnesota counterpart (Governor’s Workforce Development Council), whose 

tagline is “Policy Solutions that Work for Minnesota”) has specifically defined college and career readiness 

as within its portfolio. The group published All Hands on Deck: Sixteen Strategies for Strengthening 

minnesota’s Workforce, which cuts across the full workforce and education landscape in four focus 

areas: Increasing Adult Credential Attainment, Work and Lifetime Learning for Aging Workers, Work 

Opportunities for Minnesotans with Disabilities, and K-12 Postsecondary Readiness. To realize these goals, 

the Council partnered with the Greater Twin Cities united Way launch Skills@Work, a plan to create regional 

action plans, inform statewide policy, and ultimately to create one shared voice for skill development in 

the state. Of note, Minnesota is the only state among those in the benchmark group that has opted for a 

unified Plan. 

Another important question question was how the narrow state focus played out at for Wisconsin's 11 

local WIBs (also required under WIA). We found they are all collaborating to some extent with education 

(particularly technical colleges and high schools), economic development, and each other (through 

the Wisconsin Workforce Development Association). We also found what is perhaps the best career 

pathways strategy in the nation (the Regional Industry Skills Education Initiative, or RISE) as well as 

over three dozen industry partnerships that link employers, workforce development, education, economic 

development, and labor to meet the need for rightly skilled talent in key sectors. However, these efforts 

are hindered by the lack of coordinating state-level leadership to effectively link workforce and economic 

development. Additionally, there is no formal mechanism to take these practices statewide. Put another 

way, there is neither a shared vision nor strategy for all players to work toward. Nor is there a strong 

alignment between economic and essential workforce development that would drive momentum to realize 

Wisconsin’s Prosperity Strategy. 
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Investment

At the time of this study the Department of Workforce Development and the Milwaukee-based Public Policy 
Associates published Wisconsin’s Workforce Development System: A graphical guide to employment and 
training resources in Wisconsin (July 2012). This document inventoried and outlined Wisconsin’s workforce 
spending. The investment analysis presented here is based on that work.

In analyzing the funding in Wisconsin, there are several things that jump out.

•	 39% of the state’s workforce funding is in the Department of Workforce Development. In fact,  
61 percent of the state’s funds are disbursed across eight other departments, and 45 percent  
of the total funding sits in the Department of Children and Families.

by Dollar amount by Percentages

Source: WI DWD & Public Policy Forum, Wisconsin’s Workforce Development System, July 2012

Funding amounts are based on Fiscal Year 2012. For federal funds, the year runs from  
October 1, 2011 - September 30, 2012; for state funds, the year ran from July 1, 2011 - June 30, 2012.

$180,879,729 45%

$3,789,228 1%

$9,484,005 2%

$3,505,400 1%

$24,502,026 6%

$1,016,812 0%

$158,771,210 39%

$1,000,000 0%
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Department of Veterans Affairs

Department of Human Services

Department of Administration

Department of Workforce 
Development

Wisconsin Economic 
Development Corporation

TOTAL   $406,785,894

$23,837,484 6%

•	 The vast majority of the funds in Wisconsin (nearly 92 percent) are federal dollars. Another 4.75 percent 
represent a state investment matching federally defined priorities. Less than 4 percent ($14.7 million) 
represent an investment in state-defined workforce development priorities. 

INVESTMENT2

woRkFoRCe INveSTMeNT aCT (wIa) FUNDING

Department of Children 
and Families

Department of Corrections

Wisconsin Technical 
College System

Department of Public Instruction

Department of Veterans Affairs

Department of Human Services

Department of Administration

Department of Workforce 
Development

Wisconsin Economic 
Development Corporation
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By contrast, the Texas legislature supports a robust Skills Development Fund (in the current fiscal year, 
the appropriation is $48 million). Minnesota invests $50 million in a State Workforce Development Fund 
and another $37 million in a State General Fund to provide workforce services through its Department of 
Employment and Economic Development—added to their $158 million in federal funds, that brings the 
total investment to $245 million, over 35 percent of which is state funding. By contrast, the total workforce-
focused funding in Wisconsin’s equivalent agencies (DWD and the Wisconsin Economic Development 
Corporation) is just shy of $160 million, of which a mere 11.4 percent comes from state funds.

•	 The workforce funds in Wisconsin, with few exceptions such as the $1 million administered by the Wisconsin 
Economic Development Corporation (0.2 percent of total funding, though 7 percent of the state’s total 
independent investment,) is focused more on what would be considered anti-poverty efforts rather than 
worker advancement or prosperity-oriented efforts. By contrast, many benchmark states have a tradition of 
allocating state funds to incumbent worker training programs that assist current workers to advance, and 
open up entry-level positions for others. For example, until that state budget challenges forced its cut in 
this fiscal year, the Michigan legislature had for many years provided an annual appropriation of $17 million 
focused on up-skilling current workers.

•	 There appears to be little economy of scale in the disbursal of workforce funds in Wisconsin. In addition to 
being spread across multiple state departments, the funds flow to different entities in local areas. This is 
not the case in other benchmark states. For example, Michigan runs a large portion of its federal workforce 
funding through its local WIBs, creating a situation where local areas have unrestricted administrative dollars 
available to test or invest in new program concepts—in effect creating a research and development fund at 
the local level to spur innovation.

At the same time, Wisconsin’s Workforce Development System funding analysis shows a 47 percent 
decrease in federal funding for Wisconsin’s major workforce programs since 2000, adjusted for inflation. Since 
1979, when the Job Training Partnership Act passed and shifted responsibility for employment and training 
activities from the federal level to states and locals, federal expenditures on job training programs have declined 
sharply. According to calculations done by urban Institute Fellow Harry Holzer in 2009, in real terms the funds 
have been reduced by nearly 70 percent, and relative to the growth in the size of the u.S. economy by 87 
percent. A year over year analysis—PY 2012 compared to PY 2011—tells the story for benchmark states.

STaTe veRSUS FeDeRal FUNDING, by DePaRTMeNT

Source: WI DWD & Public Policy Forum, Wisconsin’s 
Workforce Development System, July 2012

Total: $406,785,894
Federal: $372,727,968 = 91.63%
State Match: $19,333,388 = 4.75%
State: $14,724,538 = 3.62%
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Source: Federal Register/uSDOL Website

Percent Change  
Compared to Py2011  
(not adjusted for inflation)

wI

oH

Ne

MN

MI

Ia

IN

Il

  $0 $10M  $20M  $30M $40M

$10,586,754

$13,618,422

$27,089,923

$35,029,449

$30,469,621

$1,922,209

$3,670,939

$9,134,795

woRkFoRCe INveSTMeNT aCT (wIa) FUNDING, Program year 2012*

wIa aDUlT FUNDING

wIa DISloCaTeD woRkeR FUNDING

wI -5.99%

oH -8.51%

Ne -0.01%

MN -9.24%

MI -10.01%

Ia -5.21%

IN -3.55%

Il -9.01%

Source: Federal Register/uSDOL Website * October 1, 2011 - September 30,2012

wI

oH

Ne

MN

MI

Ia

IN

Il

  $0 $10M  $20M  $30M $40M

$15,286,735

$19,764,183

$37,410,700

$37,950,243

$45,174,858

$1,769,045

$5,396,211

$12,016,430

Percent Change  
Compared to Py2011  
(not adjusted for inflation)

wI -11.87%

oH -15.13%

Ne -14.11%

MN -6.77%

MI -26.00%

Ia -13.28%

IN -13.95%

Il -13.77%

Fundamentally, neither Wisconsin nor any other state can allow itself to be subject to federal funding when it 
comes to addressing workforce issues. While those funds should play a central role in confronting any state’s 
challenges to build the rightly skilled talent it requires, federal funding is nowhere near sufficiently robust or 
broad in scope to be the sole vehicle to address these issues. 
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Existing data limits the ways in which performance can be evaluated, particularly where there is an interest in 
comparing it to benchmark states. One of the few consistent workforce performance data sets available is for 
the programs authorized under Title I of the Workforce Investment Act (WIA), and it was the only one viewed as 
relevant to BE BOLD 2.

tHe ADvANtAgeS oF LookiNg  
At WiA peRFoRmANCe ARe  
tHRee-FoLD:

WIA services are delivered through a system 
defined in federal law.

The success of WIA services is dependent 
on good labor market intelligence at the  
local level.

Performance information is available without 
additional data collection.

tHeRe ARe DiSADvANtAgeS 
oF uSiNg WiA peRFoRmANCe, 
HoWeveR:

WIA Title I funds represent only about 10 
percent of overall dollars spent on workforce 
development activities in Wisconsin.

WIA, which was passed in 1998, depended 
on unemployment Insurance Wage Records 
to validate outcomes. In addition to the lag 
time this creates in reporting performance 
results, Wisconsin is only now creating 
a mechanism to provide the information 
back to local areas so they can proactively 
manage their performance.

As the following tables reflect, Wisconsin meets (80 percent of the negotiated level or higher) or exceeds (over 
100 percent of the negotiated level) all performance measures for the four quarters ending December 31, 2011. 
This is an accurate reflection of the state’s prior performance as well. Wisconsin is in line with other states 
among those benchmarked.

These accomplishments are noteworthy; however, as described above there are very good reasons the  
positive outcomes from the WIA Title investment in Wisconsin do not yield the supply of rightly skilled talent  
the state requires. This situation does not in any way imply a failure of performance at either the state or local 
level, but rather illustrates a lack of resources and the need for an overall vision to drive workforce development 
in Wisconsin.

1 1

2
2

3

3 PERFORMANCE

2

31

4

5
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WORKFORCE
investment Act

wIa aDUlT PeRFoRMaNCe oUTCoMeS 

wIa aDUlT DISCloSeD woRkeR PeRFoRMaNCe oUTCoMeS 

*  Below 79.9% = performance 
measure failed. 80 - 100% 
performance was met. 
Over 100% performance 
exceeded.

*  Below 79.9% = performance 
measure failed. 80 - 100% 
performance was met. 
Over 100% performance 
exceeded.

Entered  
Employment Rate

Employment  
Retention Rate

Entered Employment  
Rate – actual

Employment Retention  
Rate – actual

Entered Employment  
Rate – negotiated Level

Employment Retention  
Rate – negotiated Level

For the 4 quarters ending December 31, 2011

94.06%

100.29%

72% vs 81.60%

93.27% vs 93%

PeRCeNTaGe  
oF NeGoTIaTeD  
MeaSUReS MeT

Regional average: 
93.06%

PeRCeNTaGe  
oF NeGoTIaTeD  
MeaSUReS MeT

Regional average: 
100.1%

aCTUal vS. NeGoTIaTeD – 
eNTeReD eMPloyMeNT & 
ReTaINeD eMPloyMeNT

Regional average:  
70.67% vs 88.43%
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The exploration of Wisconsin’s workforce system uncovered a range of progressive practices. Many of these 
might have efficacy in other parts of the state, but as described above there is no formal state mechanism or 
pool of resources available to expand or invest in promising efforts. 

Fortunately, this challenge did not hinder the evolution of Wisconsin’s career pathways and career pathway 
bridges model. Conceptualized out of work already underway in South Central Wisconsin with the local WIB 
and the area’s two technical colleges (Madison Area Technical College and Moraine Park Technical College) 
to build stackable credentials, as well as the WIB’s reimagining of the one-stop service delivery model to align 
with and support career pathways, RISE (Regional Industry Skills Education) represents an extraordinary 
achievement in Wisconsin. 

Funded by the Joyce Foundation as part of their Shifting Gears initiative, RISE has been praised by the  
Foundation as “one of the most impressive" of the projects funded. Wisconsin was the only initiative in the 
six Midwest states funded where the effort was led by the workforce system (the Department of Workforce 
Development - DWD) with a strong partnership with the education system (the Wisconsin Technical College 
System - WTCS)—a collaboration that continues to this day. RISE’s focus on a discrete population, based on 
research by the Center on Wisconsin Strategy, was called out by the Foundation as a highly strategic approach 
that made the initiative “manageable.” 

The Joyce Foundation has provided three rounds of funding to RISE, which is now in its third and final stage. 
Earlier stages focused on building statewide alignment and collection of statewide data; a major policy outcome 
was the formal adoption and implementation of the career pathways framework by DWD and WTCS. In the 
current phase, the RISE partners are looking to create 160 Career Pathways, most of which will include bridges 
for lower level learners. This model is so promising the 11 local workforce investment boards in Wisconsin jointly 
competed for and were awarded $6 million through the uS Department of Labor’s highly competitive Workforce 
Innovation Grant. These funds will be used to enhance partnerships with specific employers or industry sectors 
to develop programs that reflect current and future workforce skills needs.

The RISE accomplishment illustrates several important Wisconsin assets. First, there is a history of collaboration 
between DWD and WTCS, which came together to take a promising local practice to scale across the 
state. Second, while this model was implemented with a focus on technical education, the framework—now 
defined—can be implemented far more broadly, through the P-12 system and into the state’s university system. 
Third, career pathways work is the foundation for productive employer/education/workforce development 
collaborations and intelligence gathering across the continuum of in-demand occupations.

PRACTICES4

The current mission of RISE is to “build a skilled workforce for Wisconsin 
employers and secure good careers for low income Wisconsin adults 
by increasing the number of low skilled adults who earn postsecondary 
credentials related to high-demand jobs.” It’s applicability and potential 
impact, however, go well beyond what may seem to be a relatively narrow 
target population. 
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Workforce development is a broad topic with many stakeholders, chief among them the businesses that hire 
workers, and delivery vehicles, such as educational institutions. Therefore, we explored active partnerships at 
the state level as well as those in which the local workforce development boards were engaged.

At the state level, in initial interviews we found a great deal of collegiality but little in the way of true state-level 
partnerships or collaborative efforts. Typically, State-level Workforce Investment Boards (legislated in WIA Title 
I) are the nexus of these partnerships. However, Wisconsin’s State WIB (the Council on Workforce Investment), 
with its relatively narrow focus on the administration of WIA Title I funds, does not seem to foster those 
partnerships.

We did uncover a truly stellar partnership between the Wisconsin Department of Workforce Development (DWD) 
and the Wisconsin Technical College System to create career pathways with stackable credentials (described in 
detail below), branded “RISE.” 

At the same time, the connection between the Department of Workforce Development and the local WIBs has 
strengthened considerably in the last two years. Board leadership credits senior DWD leadership with fostering 
a new spirit of collaboration and partnership that is universally welcomed. As of this writing, DWD and the local 
areas are collaborating on the development of the new WIA five-year plan.

At the local level, through in depth interviews with local workforce development board leaders and others with 
knowledge of their work, we found a range of partnerships, which are illustrated in the table titled “Industry 
Partnerships, by Local Area.” Of note, many of these partnerships were seeded with resources granted by the 
Department of Workforce Development for the explicit purpose of convening such partnerships.

5 PARTNERSHIPS

 

are

THIS CHaRT oN THe FollowING PaGeS ReFleCTS PaRTNeRSHIPS THaT weRe 

aCTIve oF JUNe 2012, SoMe oF wHICH aRe aDMINISTeReD JoINTly by MUlTIPle 

woRkFRoCe aReaS. THeSe INDUSTRy PaRTNeRSHIPS ReFleCT THe SeNSITIvITy oF 

wIbS To NeeDS IN THeIR ReGIoNS, aND THeIR abIlITy To eNGaGe CoNSTRUCTIvely 

wITH THe woRkFoRCe DeveloPMeNT eCoSySTeM. eveRy oNe oF THe

WISCOnSIn'S WIBS ArE ACTIVElY WOrkInG ACrOSS A WIDE rAnGE OF 
InDuSTrY SECTOrS, SEEDED In MAnY CASES WITH SMAll GrAnTS 
FrOM THE DEPArTMEnT OF WOrkFOrCE DEVElOPMEnT.

42 active
PArTnErSHIPS TOuCH On PrIOrITY 
InDuSTrY ArEAS AS DEFInED BY BE BOlD 2.
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In summary, there are over three dozen industry partnerships in operation in Wisconsin, engaging hundreds—if not 

thousands—of business leaders, along with education providers, economic development, organized labor, and 

other stakeholders in the public discourse about the state’s talent pipeline, organized around local area demand.

This industry-focused work is typical of many workforce systems in benchmark states and across the country. 

In Michigan, for example, there are “cluster” directors employed at the state level focusing on manufacturing, 

healthcare, agriculture, energy, and information technology/media.

What is remarkable about Wisconsin as it relates to industry partnerships is the evidence that this work has 

been instrumental in helping the technical college system refine its offerings and has influenced the way in which 

services are delivered in the one-stop system, as described in the discussion of RISE under “Practices” below.

Healthcare
Manufacturing/ 

advanced  
Manufacturing

Transportation  
& Logistics

Southeast Wisconsin Workforce Development Area X

Milwaukee Area Workforce Investment Board X X

Waukesha-Ozaukee-Washington (WOW)  
Workforce Development Board

X X

Fox Valley Workforce Development Board X X

Bay Area Workforce Development Board X X

North Central Wisconsin Workforce Development Board X X X

Northwest Wisconsin Workforce Investment Board X X

West Central Wisconsin Workforce Development Area X X X

Western Wisconsin Workforce Development Area X X

Workforce Development Board of South Central Wisconsin X X

Southwest Wisconsin Workfoce Development Board X X X

 # of WIBs 10 11 3

ReGIoNally baSeD 
INDUSTRy PaRTNeRSHIPS
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During our exploration, we also inquired about the connection between the delivery of workforce 
development services and economic development efforts. Predictably, we found that the more rural an 
area, the higher likelihood that services were aligned—up to and including co-location of offices and joint 
calls on businesses. The more urban the area, the more independent the operations tend to be. The 
complexity of the economic development infrastructure—there are several hundred local and regional 
economic development entities, including chambers of commerce—was referenced repeatedly by 
interviewees at the state and local levels. However, generally it appears that local workforce boards have 
relationships with key economic development agencies. There is no evidence of a formal relationship at the 
state level between the Department of Workforce Development and the Wisconsin Economic Development 
Corporation, however. The exploration of Wisconsin’s workforce system uncovered a range of progressive 
practices. Many of these might have efficacy in other parts of the state, but as described above there is no 
formal state mechanism or pool of resources available to expand or invest in promising efforts. 

agriculture/food  
Processing

Biotechnology
Construction & 

Energy Efficiency/
Green Technologies

Business  
Services/IT/ 

Customer Service

Marine  
Sciences/Water

X X X

X

X X X

X

X X X

X

X

X X X X

X

5 1 4 6 2
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wage Information by Skills Cluster
Throughout the course of the BE BOLD 2 study we confronted the question of “what role do wages play in the 
talent shortage.” ManpowerGroup’s 2012 Talent Shortage Survey finds that 13% of employers cited “Individuals 
looking for more pay than is offered” as the reason they had difficulty filling positions. This is an increase from 
2011, where 11% of employers indicated wages as a reason they had difficulty filling positions.

With the broad data as a starting point, we set out to understand the role wages play in Wisconsin’s ability to 
recruit and retain rightly skilled talent. ManpowerGroup performed a more detailed analysis of average earnings 
for each of the five skills clusters we studied. The skill cluster average earnings are calculated using data from 
the Bureau of Labor and Statistics for all industries in Wisconsin. Earnings data represents an average of all 
weekly earnings published by the BLS from January 2011 through April 2012. Each skill cluster's earnings 
are also a "weighted" average meaning the cluster's earnings are a result of multiplying the earnings of each 
occupation that makes-up the skill cluster by a factor reflecting each occupation's share of the skill cluster's 
total workforce. The analysis was not controlled for cost of living adjustments.

the Annual earnings column simply recasts the weekly earnings as an annual amount,  
based on a 50-week year.

In four of the five skill clusters we studied, Wisconsin pays lower than the u.S. average for the skills cluster. 
When looking at the results, it is important to note that since the analysis looks at multiple occupations within 
each skills cluster and reflects all industries, there may be cases where Wisconsin pays at or above the average 
for certain occupations. However, the weighted average is still helpful in providing a useful benchmark for 
employers to consider as they plan recruiting strategies to fill key skills gaps. 

Clearly, competitive wages are not the only issue. As a state, Wisconsin will have to consider its competitive 
position on a number of different fronts like regulatory costs, education results, and taxation. In the global 
war for rightly skilled talent, Wisconsin is vulnerable to significant out-migration as talent is enticed to state’s 
who perform best in all of these areas. For Wisconsin to out-perform other states employers, education, and 
government will each need to do their part to ensure that we retain and attract the best talent.

WEIGHTED avERaGE WEEKLy EaRnInGS WEIGHTED avERaGE annUaL EaRnInGS

SKILL CLUSTER Wisconsin United States Wisconsin United States

       Systems & Software 
       Development

$967.96 $1,139.33 $43,398.00 $56,966.53

       Nursing & Health  
       Related Professionals

$872.04 $951.82 $43,601.81 $47,590.94

       Accounting &  
       Financial Analysis

$812.41 $1,020.72 $40,620.31 $51,036.20

       Mechanical Engineering $751.35 $1,351.71 $37,567.43 $67,585.70

       Metal Manufacturing $806.40 $620.21 $40,320.03 $31,010.25
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