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Today’s Agenda

 Welcome and Introductions

 Updates, including legislative update

 Dual Training Grant Program Updates

 Real Time Talent Presentation: Insights for Action, Erin Olson

 Discussion

 Next steps



Introductions

 Please share your name, role, and organization, and a POLL:

 My organization is 

a) PRO at dual training; 

b) We’ve got some dual training, but could be better 

c) We’re interested, but brand new – help! 

d) What is dual training?



Quick Review

 Private Investment, Public Education, Labor and Industry Experience

 An innovative approach to address current and future workforce needs in 
key industries of Agriculture, Advanced Manufacturing, Health Care 
Services and Information Technology

 A mechanism to develop dual-training programs that are industry-based 
and employer-driven



Employment-Based Training

Structured 
on-the-job 

training

Taking a variety 
of forms

Related 
Instruction

with a chosen 
training 
provider

Powerful 
learning

Engaged 
employee

Benefit 
to all



PIPELINE Dual Training Program Structure

 Dual-training program is for one of PIPELINE’s occupations

 Dual-training program has robust OJT – Related Instruction Structure

 OJT is specifically laid out, addressing the mode:

 Job shadowing

Mentorship

 Cohort-based training

 Assignment-based project evaluation

 Discussion-based training



PIPELINE Program Strategies

 Industry Forums: Inform and direct PIPELINE Program on industry trends 
and needs through discussion and strategic planning aimed to expand 
dual training.

 Competency Validation: Define and identify specific occupational 
competencies for the four key industries.

 Dual-Training Consulting: Create and disseminate dual-training 
resources for employers, employees and dual trainees: toolbox, grants, 
and expanding mentorship networks to set up dual training.



PIPELINE Program Speaker Series

 May 2018: “Talking ‘bout my Generation”, Amy Tolbert

 September 2018: Developing Leaders from Within an organization, Janel 
Anderson

 December 2018: Small Acts with Big Impacts – Building an Inclusive 
Workplace, Cecilia and Melissa Stanton Adams

 March 2019: Developing On-the-Job Training, Jonathan Stuart

 May 2019: Addressing Bias and Building an Inclusive Workplace, Cecilia 
and Melissa Stanton Adams



Eligibility Basics



Competency Model



Advanced Manufacturing: Extrusion Operator

Health Care: 

• Mental Health Practitioner Pathway

• Alcohol and Drug Addiction Counselor

• Sterile Processor

• Histotechnician

• Lab Technician

Potential Occupations



Dual Training Grant, Rounds 1 - 7

 112 awards (67% in rural locations)

 67 grantees (among 41 legislative districts)

 913 identified dual trainees
 501 reported dual trainees

 42 related instruction training providers

Dual Training Grant $2,486,135.72

Grantee $731,631.52

Dual Trainee $13,326.99

Total $3,231,094.23



Dual Training Grant Application – Round 8

• 70 applications received; three applications included two different industries

• Advanced Manufacturing: 41

• Agriculture: 2

• Health Care Services: 17

• Information Technology: 13

• Total amount requested: $3,089,810

• Total number of dual trainees proposed to be trained: 846

• Award announcements will be June 28th



• Proposal to eliminate the $300,000 appropriation from 
the workforce development fund;

• Proposal to add “Next Generation Technology”;

• Proposal to add transportation and hospitality as 
industries.

PIPELINE Program Legislative Update



Dual Training Grant

Dual Training Grant Legislative Proposal

Proposed, not accepted
FY 2020-21 Biennial Budget Change Item

• Additional $2.0 million. Total $6.0 million.

• Per student maximum increase of $6,000 for tuition, fees, 
books + $1,500 for travel, housing and meal costs associated 
with related instruction. Total $7,500.

• Per grantee maximum increase to $187,500 to compensate for 
per student maximum increase.

Governor’s Budget 
2019



Minnesota’s Critical Industry Trends
RealTime Talent

Presented for the MN Department of 
Labor and Industry PIPELINE Program

June 11, 2019



RealTime Talent: Part of the MN Chamber Foundation
Public-private innovation hub that provides research, consulting and tools to increase the 
effectiveness and efficiency of the workforce and education ecosystem in Minnesota. 

• Born out of the Itasca Project in August 2015
• Create more informed, market-oriented decisions
• Increase alignment of employer needs, academic programs, students, and job seekers
• Provide research and advising to a range of stakeholders
• A program of the MN Chamber Foundation’s Center for Workforce Solutions

• Advisory Council:  MN Chamber, industry associations and representatives, colleges and 
university systems, DEED
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What we will address today
Where We Are Now
• The current state of Minnesota’s economy and talent shortage

Sector-Specific Needs
• Overall sector trends

• Critical occupations for targeted talent pipeline strategies

Action
• Action employers can take to attract and retain a diverse workforce
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Minnesota’s Worker Shortage

Total Estimated Talent 

Shortage by 2025

317,000

Growth in number of workers 
is not projected to meet 
employer demand

Why?
Insufficient Labor Pool
• Not enough eligible workers to maintain economic growth
• Geographic mismatch of talent and opportunities

Inefficient Labor Market
• Persistent employment disparities & competing incentives
• Low job satisfaction and high turnover
• Ineffective means of finding talent

1 – Assumes average gross state product per worker to 
be $115,000 annually
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Minnesota’s Worker Shortage: Interventions

1 – Assumes average gross state product per worker to 
be $115,000 annually

Growth in number of workers 
is not projected to meet 
employer demand http://www.realtimetalent.org/research/

mnlaborshortage/

Explore on your own at:

http://www.realtimetalent.org/research/mnlaborshortage/


Data & Tools Used
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Overlapping Sectors

Government Jobs: 113,755 (3.6% total employment)

Agriculture, Food, & Natural Resources: 335,805 (10.6% total employment)

Minnesota’s Forecasted Employment

22
Trend arrows show direction of shift as share of total jobs.  See more detail in the Appendix.  Source: JobsEQ. Q4 2018 QCEW dataset.



Minnesota’s Forecasted Employment Shortage
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Sector

Level of 
Labor 

Shortage 
Stress

Level of 
Misalignment

Level of 
Diversity 

Crisis Critical Levels of Intervention

Possible Talent 
Shortage Based on 

Continued GDP 
Growth (2022, 

rounded)

Healthcare Severe Moderate Moderate
Career pathways and lattices from 
ASBSMA

43,500

Information 
Technology

Severe Severe Severe
Rapid and frequent upskilling and 
reskilling; Revisit industry standards

20,000

Manufacturing Moderate Severe Severe
Attraction of talent to entry-level 
positions; Paths to industry credentials

7,000

Agriculture, 
Food, & NR

Severe Moderate Severe
Attraction to industry; Addressing
looming crisis

15,500

Source: RealTime Talent analysis using JobsEQ, March 2018. Q4 2018 QCEW dataset. 
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Healthcare

Why is Healthcare so important, especially now?
• Not only a workforce and economic issue, but a health and well-being concern.
• Turnover and unemployment is its highest among entry-level workers in assistant, 

aide, and direct support roles with low education requirements.
• Demand for nurses, technicians, and technologists is high and expected to climb. 
• Significant shortage of healthcare educators.
• Enrollments in postsecondary healthcare programs is declining.

Source: RealTime Talent analysis using JobsEQ, March 2018. Q4 2018 QCEW dataset. 



Healthcare: Critical Statewide Shortages
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Overall Talent Shortage
Baseline Shortage by Q4 2022: 11,775 skilled workers
Total Shortage by Q4 2022 if historic GDP growth could continue: 43,343 workers

Critical Occupations and Baseline Statewide Shortage by 2022

Nurses – High Education, High Experience
• Registered Nurses (BA-level highest demand, then MA): 2,796
• Licensed Practical Nurses (AA-level): 448
• Nurse Practitioners (MA-level): 384

Management
• Medical and Health Services Managers (BA-level): 380
• Medical Secretaries (AA-level): 348

Techs
• Medical/Clinical Lab Technicians & Technologists (AA-level): 236
• Radiologic Technologists (AA-level): 172
• Pharmacy Technicians (AA-level): 132
• Surgical Technologists (AA-level): 36

Aides & Assistants
• Medical Assistants (Certificate/AA): 383
• Home Health Aides (Diploma): High Volume and Turnover
• Personal Care Aides (Diploma): High  Volume and Turnover
• Nursing Assistants (Certificate): 12; High Volume and Turnover

High 
School 

Diploma
21%

AA/AS
32%

BA/BS
26%

MA/MS
7%

Doctorate
14%

Minnesota Healthcare Job Posting 
Education Requirements, 2018

SOURCES: RealTime Talent, 5/13/2019.  Shortages by Q4 2022 estimated using population projections, IPEDS graduate completions, EO, and QCEW by DEED and JobsEQ software by Chmura 
Economics. Job Posting Data from TalentNeuron Recruit, includes staffing agency postings for the calendar year of 2018. www.wantedanalytics.com

Specialists
• Physicians and Surgeons (DOC-level): 324
• Physical Therapists (MA/DOC-level): 276

Occupations in red: Existing PIPELINE occupations

http://www.wantedanalytics.com/


Information Technology

Why is IT important?
• High importance to multiple industries, especially 

finance, healthcare, and advanced manufacturing
• Share of US Jobs Requiring mid- or high-level digital skills 

is 71% as of 2016 (XQ Institute)
• Strong culture fit/flexibility for Gen Z (Bridgeworks)
• Few accessible entry-level positions
• High return on experienced and advanced positions



Information Technology: Critical Statewide Shortages
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Overall Talent Shortage
Baseline Shortage by Q4 2022: 15,325 skilled workers
Total Shortage by Q4 2022 if historic GDP growth could continue: 20,089 workers

Critical Occupations and Baseline Statewide Shortage by 2022

Information Management and Analytics Pathway
• Computer System Analysts (BA-level): 368
• Computer and Information Systems Managers (BA-level): 228

Strategic Planning and Business Management Pathway
• Management Analysts (BA-level): 432
• Business Operations Specialists (BA-level): 328

Information Security Pathway
• Information Security Analysts (BA-level): 192

Support Pathway
• Computer User Support Specialists (High School): High Turnover

Software Testing and Quality Assurance Pathway
• Software Quality Assurance Engineers and Testers (BA-level): Emerging

Programming, Development and Engineering Pathway
• Software Developer—Applications (BA-level): 1,232
• Software Developer—Systems Software (BA-level): 172

High 
School 

Diploma
3%

AA/AS
13%

BA/BS
83%

MA/MS
1%

Doctorate
0%

Minnesota IT Job Posting 
Education Requirements, 2018

SOURCES: RealTime Talent, 15/13/2019.  Shortages by Q4 2022 estimated using population projections, IPEDS graduate completions, EO, and QCEW by DEED and JobsEQ software by Chmura 
Economics. Job Posting Data from TalentNeuron Recruit, includes staffing agency postings for the calendar year of 2018. www.wantedanalytics.com

Infrastructure Administration Pathway
• Network and Computer System Administrators 

(BA-level): 140

Occupations in purple: Existing PIPELINE occupations

http://www.wantedanalytics.com/
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Manufacturing

Why is Manufacturing important?
• Employers feeling some of the most significant shortages 
• Innovation and change; high automation probability
• High retirement rates across production occupations and experienced management roles
• Attract: Improve graduate job placement outcomes of existing programs
• Develop: Expand dual training models (PIPELINE Program, Youth Skills Training Partnership)
• Retain: Create effective AA-BA academic pathways for engineers

Source: RealTime Talent analysis using JobsEQ, March 2018. Q4 2018 QCEW dataset. 



Overall Talent Shortage
Baseline Shortage by Q4 2022: Right number of workers, not with right skills
Total Shortage by Q4 2022 if historic GDP growth could continue: 7,276 workers

Critical Occupations and Baseline Statewide Shortage by 2022

High Shortage Occupations Requiring Some Training (GED/HS, moderate OJT or Apprenticeship)
• Industrial Machinery Mechanics: 128
• Sheet Metal Workers (Apprenticeship): 36
• Supervisors of Helpers, Laborers, Material Movers: 28
• Medical Appliance Technicians: 8
• Welders, Cutters, Brazers: Sufficient pool but skill misalignment

High Shortage Mid-Level Occupations (Some College, Cert, or AS)
• Machinists (CNC Operators, Tool and Die Makers): 20
• CNC Programmers: 20
• Logisticians: 16
• Mechanical Drafters: 12
• Mechanical Engineering Technicians: 8
• Electrical/Electronics Drafters: 4
• Industrial Engineering Technicians: Sufficient pool but geographic mismatch
• Electrical/Electronic Engineering Technicians: Sufficient pool but geographic mismatch

High Shortage Highly-Skilled Occupations (BS)
• Industrial Engineers: 184
• Mechanical Engineers: 144
• Electrical Engineers: 72

Manufacturing: Critical Statewide Shortages

High 
School 

Diploma
79%

AA/AS
15%

BA/BS
6%

MA/MS
0%

Doctorate
0%

Minnesota Manufacturing Job 
Posting Education Requirements, 

2018

SOURCES: RealTime Talent, 15/13/2019.  Shortages by Q4 2022 
estimated using population projections, IPEDS graduate completions, 
EO, and QCEW by DEED and JobsEQ software by Chmura Economics. Job 
Posting Data from TalentNeuron Recruit, includes staffing agency 
postings for the calendar year of 2018. www.wantedanalytics.com

Occupations in orange: Existing PIPELINE occupations

http://www.wantedanalytics.com/


30

Agriculture, Food, and Natural Resources

Why is Agriculture so important, especially now?
• Not only a workforce issue, but a broad economic issue
• Contributes over $75 billion to the state’s economy annually
• #3 in nation in total crops cash receipts (top exports = soybeans, corn, wheat)
• 74,542 farms spread over 26 million acres of land
• 1,000 agricultural and food companies—over 340,000 jobs for Minnesotans
• In the midst of a farm crisis (MinnPost Mar 25; MPR April 3)

• Farm Income in MN fell 8% worst year since early 1980s 
(Star Tribune Mar 26)Source: RealTime Talent analysis using JobsEQ, May 2018. Q4 2018 QCEW dataset. 



Ag, Food, and NR: Critical Statewide Shortages
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High 
School 

Diploma
21%

AA/AS
32%

BA/BS
26%

MA/MS
7%

Doctorate
14%

Minnesota AFNR Job Posting 
Education Requirements, 2018

SOURCES: RealTime Talent, 1/7/2019.  Shortages by Q4 2022 estimated using population projections, IPEDS graduate completions, EO, and QCEW by DEED and JobsEQ software by Chmura 
Economics. Job Posting Data from TalentNeuron Recruit, includes staffing agency postings for the calendar year of 2018. www.wantedanalytics.com

Overall Talent Shortage
Baseline Shortage by Q4 2022: Right number of workers, not in the right locations
Total Shortage by Q4 2022 if historic GDP growth could continue: 15,520 workers

Critical Occupations and Baseline Statewide Shortage by 2022

Biotechnology Career Pathway (1,126 live postings in 2018; up 6% from 2017)
• Biological Technicians:     8 (403 job posts in the sector in 2018)
• Chemists:     8 (138 job posts in the sector in 2018)

Plant Systems Career Pathway (2,715 live postings in 2018; up 8% from 2017)
• Farmers, Ranchers, and Other Ag Managers:  784 (163 job posts in 2018; over 3x the volume of 2017)
• Agricultural Equipment Operators:     Geographic mismatch (466 job posts in the sector in 2018)
• Agricultural Technicians:     Geographic mismatch (458 job posts in the sector in 2018)

Animal Systems Career Pathway
• Veterinarians:     84 (317 live job postings in the sector in 2018)
• Veterinary Technologists and Technicians:     76 (402 job posts in 2018; up 58% from 2017)
• Farmworkers, Farm, Ranch, and Aquacultural Animals: Geographic mismatch (1,000 job posts in 2018)
• Zoologists and Wildlife Biologists:     8 (253 job posts in 2018; 2x the volume of 2017)

Other Related Career Pathways
• Heavy and Tractor-Trailer Truck Drivers: 276
• Bus and Truck Mechanics and Diesel Engine Specialists: 132
• Loan Officers (i.e. Ag Loan Officers): 128
• Wind Turbine Service Technicians: 44

38% required little to no experience (0-2 years)

• Environmental Scientists and Specialists: 32
• Natural Sciences Managers: 28
• Environmental Engineers: 24
• Farm Equipment Mechanics and Service Techs: 20

Occupations in green: Existing PIPELINE occupations

http://www.wantedanalytics.com/
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What Employers Can Do

Near-term
 Recruiting: Evaluate your position descriptions for bias, legacy hiring practices, restrictive 

education or experience requirements
 Labor market optimization:  Use the MN Job Match to post jobs, identify candidates, and 

reduce the bias in the hiring process (stronger match, greater diversity)
 Utilize the PIPELINE Program

 Development: Focus your company workforce strategy on talent upskilling, dual 
training, using automation, and taking a competency-based approach to training

 Transition planning: Offer flexible work schedules or part-time status options for an 
extended organizational transition plan, and to accommodate the needs of new 
populations of workers

 Knowledge transfer: Mentoring and sharing of information with the rising workforce; 
leverage retiree  professionals for short-term projects or 
pathways in high-demand
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What Employers Can Do

Long-term
 Attraction: Actively support and participate in local K-12 public education and career-

connected learning 
 Identify priorities for action: Join with business roundtables, associations, and other 

collaboratives to collectively influence workforce and education planning in your region

 What occupations are you struggling to attract or develop your talent into?

 What skills or capabilities are missing in your current workforce?



www.RealTimeTalent.org

View the Insights to Action and sector reports 
under the “Research” tab

Erin Olson, Research Strategist
Erin@realtimetalentmn.org

651-292-4669

Thank You

Contact Us
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@RealTime_Talent

/realtime-talent

Engage with Us

http://www.realtimetalent.org/
mailto:Erin@realtimetalentmn.org


Discussion

• What were your biggest key take-aways?

• Seeking a more diverse workforce is becoming a necessity, not a 
luxury.

• What were your biggest surprises?
• We first identified these challenges 20 years ago; it is frustrating that we are still 

dealing with them in only a slightly different way. 



Discussion

• What did you hear that will have the biggest 
impact on your future efforts around 
workforce?
• Some employers are changing the way they recruit and interview candidates (ensuring that 

employees are inclined to certain aspects of the industry);

• Some employers are looking at personality assessments (note: approach with caution);

• Hiring managers/HR professionals are encouraged to think about postings, position 
descriptions and minimum qualifications differently in order to tap into a larger pool of 
candidates.



Discussion

• Beyond the presentation, what else are you 
experiencing right now in your workforce?
• For the first time, some employers are experiencing their employees being “stolen” by other 

employers (employees can demand a premium wage);

• As a result, they are working to market themselves as an employer of choice. 



Next Steps

Speaker Series VI: September 19th, 9:00 – 10:30; Location and Topic TBD.

Industry Forums: 

Advanced Manufacturing: Tuesday, October 22, 9:00 – 10:30

Agriculture: Wednesday, October 23rd, 9:00 – 10:30

Health Care: Thursday, October 24th, 9:00 – 10:30

Information Technology: Friday, October 25th, 9:00 – 10:30



THANK YOU!

Annie Welch, 
Program Manager

651.284.5353
annie.welch@state.mn.us

Dan Solomon, 
Program Consultant

651.284.5355
dan.solomon@state.mn.us

Kathleen Gordon, 
Program Consultant

651.284.5388
kathleen.gordon@state.mn.us

mailto:Rich.Wessels@state.mn.us
mailto:dan.Solomon@state.mn.us
mailto:kathleen.gordon@state.mn.us


Appendix
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Minnesota’s Forecasted Employment & Shortage
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Sources: JobsEQ utilizing QCEW, LAUS, ACS, CES, CPS, proprietary algorithms, multiple sources of research.

2012 

Employment

2017 

Employment

2022 

Employment 

Forecast

2022 Estimated 

Sector % 

Growth

2022 Estimated 

5-Year 

Retraining Need 

(Separation + 

Growth 

Demand)

2022 Labor 

Mismatch 

Gap (or 

surplus)**

Q3 2017 

Sector Job 

Postings

% 

Increase 

from 

Prior 

Year (or 

decline)

2022 

Employment 

Based on 

Continued 

GDP Growth

2022 

Estimated 

Sector % 

Growth 

based on 

Continued 

GDP Growth

2022 

Additional 

Employment 

Growth 

based on 

Continued 

GDP Growth

Total Employment - Baseline QCEW* 2,845,088          3,075,610          3,158,313 0.5%               1,780,647   -          391,468 -8%          3,326,902 1.6%            168,589 

Information Technology 95,733              103,505              109,155 1.1%                     41,310            15,325            33,577 -15%              113,919 1.9%                 4,764 

Healthcare 329,434              366,965              398,591 1.7%                  201,967            11,775            65,816 -12%              430,159 3.2%              31,568 

Construction 144,817              167,020              174,751 0.9%                     94,008               2,370              6,533 5%              180,572 1.6%                 5,821 

Manufacturing 326,258              347,280              342,033 -0.3%                  182,579            (8,900)            16,778 17%              358,209 0.6%              16,176 

Finance 298,847              320,398              326,762 0.4%                  187,482            (4,695)            26,471 -13%              340,768 1.2%              14,006 

All Other 1,649,999          1,770,442          1,807,021 0.4%               1,147,467          (33,760)          242,293 -5%          1,903,275 1.4%              96,254 

Government (EMPLOYER-BASED, 

cross-sector pathways)
108,902              113,802              113,755 

Federal -0.3%, 

State 0.4%, 

Local 0.1%

                    52,587   -            10,638 53%              138,941 

Federal 1.5%, 

State 1%, 

Local 1.3%

             25,186 

Agriculture, Food, and Natural 

Resources (INDUSTRY-BASED, cross-

sector pathways)

313,448              338,079              335,805 -0.1%                  189,527   -            16,534 42%              351,325 0.8%              15,520 

Historical Data Baseline Employment Forecast 2022 Online Job Market If Economic Growth Continues

*Some double-counting of employment i s  inherent in the QCEW demand data. **Overal l  labor shortage dependent on population cannot be estimated overa l l  for a l l  employment, s ince a  degree of job shi fting wi l l  occur in 

the labor supply; ul timately, the shortage in this  scenario i s  a  mismatch in workers  on the job.
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Developed by Erin Olson at RealTime Talent, 2018.  SOURCE: US Census Bureau IPUMS 5-Year American Community Survey, 2016.

Details
• 83% Labor Force Participation of 

working age adults overall 

• But just 76% for POC (5-yr avg)

Despite signs of improvement in labor 

force participation and employment 

rates for African Americans and other 

minority populations since the labor 

market tightened, there remain 

significant disparities in wages, career 

advancement, and under-

employment.

The Employment Gap by Race and Ethnicity
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Developed by Erin Olson at RealTime Talent, 2018.  SOURCE: US Census Bureau IPUMS 5-Year American Community Survey, 2016.

The Employment Gap by Race and Ethnicity
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Developed by Erin Olson at RealTime Talent, 2018.  SOURCE: US Census Bureau 3-Year American Community Survey, 2013.

Details
• 83% Labor Force Participation of 

working age adults overall 

(2,793,349 people)

• But just 44% for people with 

a cognitive difficulty (56,005)

83,386 working age Minnesotans 

with cognitive difficulties are either 

unemployed or not participating in 

the labor force—65% of all people 

with cognitive difficulties.

The Employment Gap between people with and without disabilities


