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ABOUT US
THE TAMPA BAY PARTNERSHIP is a privately-funded, CEO-driven
regional advocacy organization committed to creating a unified,
competitive and prosperous Tampa Bay. Formally incorporated in 1994
and reestablished in 2016 with a new mission and leadership structure,
the Partnership offers a unique peer-to-peer environment where the
region’s top business leaders champion regional solutions to the
toughest economic challenges facing Tampa Bay today. Through its
Foundation, the Partnership conducts objective, data-focused research
to identify those challenges and measure our progress toward shared
community goals.
JPMORGAN CHASE & CO. (NYSE: JPM) is a leading global financial
services firm with assets of $2.6 trillion and operations worldwide. The
firm is a leader in investment banking, financial services for consumers
and small businesses, commercial banking, financial transaction
processing, and asset management. JPMorgan Chase has more than
5,000 employees working in the Tampa Bay area across all of its
businesses and has invested more than $2 million in local workforce
initiatives over the last several years—including $300,000 in the Tampa
Bay Partnership to address regional workforce challenges.
TIP STRATEGIES, INC., is a privately held Austin and Seattle based
economic development consulting firm committed to providing quality
solutions for public and private sector clients. Established in 1995, the
firm's primary focus is economic and workforce development strategic
planning.
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EXECUTIVE SUMMARY
BACKGROUND
Through its 2018 Regional Competitiveness Report, a benchmarking study of Tampa Bay in comparison to 19
peer and aspirational communities, the Tampa Bay Partnership revealed that the local talent pipeline has
concerning weaknesses relative to its competitive set. In response, the Partnership convened the Regional
Talent Working Group to create an action plan for an employer-led, demand-driven workforce initiative to
work towards addressing these weaknesses. Over the course of 2018, the working group gathered labor market
data, facilitated stakeholder conversations, mapped the talent supply chain and workforce ecosystem, identified
gaps in the system, and developed the action plan.

THE NATIONAL CONTEXT
Talent is a critical factor of a region’s competitiveness and a vital ingredient to job creation and economic
health. Nationally, there is evidence of a talent shortage and a skills gap. According to a recent survey, 46
percent of employers report having difficulty filling jobs. The most commonly cited reasons for this difficulty
are a lack of applicants, lack of experience, and applicants’ high wage expectations. The reasons for this
talent shortage and skills gap are complex. However, three primary causes are historically low
unemployment, an aging of the workforce, and the rapid digitalization of jobs.

THE REGIONAL WORKFORCE
There is similar evidence of a labor shortage and skills gap in Tampa Bay, and even conservative
employment projections indicate a continued tightening of the labor market. Healthcare, corporate offices
and business services, tourism and hospitality, retail, and construction are expected to account for 88
percent of the 78,000 new jobs projected over the next 5 years. When factoring in replacement needs that
account for workers exiting the workforce or changing occupations, the region is expected to have more
than 850,000 total job openings during that period.
For the region to be able to meet the demand for workers over the next five years, it must maintain,
and even increase, the growth of the regional labor force.
To fill the projected job openings, the region will need to import labor from outside the region and grow and
develop its pool of local talent. Tampa Bay is doing well importing labor. Recent migration data and labor
force statistics indicate that the region has become a destination for working age talent. In growing,
developing, and retaining its own talent pool, however, Tampa Bay lags its peers.
Additional research conducted as part of this project highlighted three key weaknesses related to the regional
talent pipeline:



The talent pipeline is “leaky.” Only 30 percent of high school students go on to complete an
associate’s or bachelor’s degree. However, few supports exist for the remaining 70 percent of high
school students to ensure that they are career-ready and have clear pathways to high-demand careers.
This likely contributes to the high percentage of youth age 16 to 24 who are not in school or employed.

TAMPA BAY PARTNERSHIP
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There are pockets of underutilized talent. This includes workers who are employed full-time but
remain in poverty as well as the population of unemployed and under-employed. These pockets of
workers could benefit from upskilling and/or retraining programs to help them access better career
opportunities.



There is a mismatch between the fields of study students are choosing and the demand for those
fields. Addressing these challenges related to the regional talent pipeline will be an essential step in
strengthening the competitiveness of the Tampa Bay workforce and enhancing the region’s prospects
for shared prosperity.

WORKFORCE SYSTEM GAPS & CHALLENGES
The workforce system includes the organizations and activities that prepare people for employment, help
workers advance in their careers, and ensure a skilled workforce exists to support local industry and the
local economy over time. 1 The public workforce system (e.g. the CareerSource local workforce development
boards and career centers), school districts, community and technical colleges, universities, and a host of
community-based organizations create the tapestry of services and activities that serve as the regional
workforce system.
A high-degree of coordination and collaboration across the regional laborshed and with regional
employers is required for the system to be effective and aligned with employers’ needs.
However, four primary gaps or challenges in the Tampa Bay workforce system emerged as barriers:



Fragmentation. The system is fragmented and siloed largely along county lines. From the perspective
of the customers – both workers and employers – this fragmentation and duplication makes the system
more cumbersome and difficult to navigate, and there is no centralized source of information on these
programs to help customers find the right organization or initiative.



Employer Engagement. An implicit goal of workforce systems is to be “demand-driven” so that training
and support leads to career opportunities. This requires education and training programs to engage
businesses and employers in program advising and development to ensure that programs teach skills
that are valuable in the workplace. However, the breadth and depth of business engagement in the
region is not systematically what it needs to be for the education and training system to be well-aligned
with employers’ needs.



Career Awareness. Potential workers, including students and their parents, are not aware of the fullrange of career opportunities. In Tampa Bay, there is not a highly accessible, centralized resource for
exploring careers and labor market information in the region.



Cross-Industry Needs. There are some large-scale, cross-industry needs, such as soft skills, digital skills,
and workforce transition and succession planning, that necessitate responses commensurate in size.

A common thread across these workforce system gaps and challenges is the need for more regional
coordination and for deeper, more meaningful engagement on the part of the employer community.

Eyster, Lauren, Christin Durham, Michelle Van Noy, and Neil Damron. 2016. “Understanding Local Workforce Systems,” Washington DC:
the Urban Institute. https://www.urban.org/sites/default/files/publication/78496/2000648-understanding-local-workforce-systems_1.pdf.
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As the business-led regional organization, the Tampa Bay Partnership is uniquely positioned to
launch and incubate a workforce initiative that fulfills these roles.

THE RESPONSE
Tampa Bay Works is an employer-led, demand-driven, regional initiative that seeks to better align the
workforce system with industry to ensure Tampa Bay businesses have access to the talent they need, and
individuals have access to better economic opportunities. It will do this by:



Launching and establishing sector-based employer collaboratives. Tampa Bay Works will launch,
refine, and scale demand driven models in the Tampa Bay market. It will begin by launching two
employer collaboratives and piloting the US Chamber of Commerce Foundation’s Talent Pipeline
Management model.



Securing and promoting business leadership and involvement. It will promote more demand-driven
workforce development in the region by maintaining and distributing relevant information and
resources. It will also connect and collaborate with stakeholders in the region to improve workforce
outcomes.



Measuring outcomes to realize a quantifiable return on investment (ROI). An important element of
the work of Tampa Bay Works is realizing demonstrable results, which requires a set of metrics and a
system for collecting, synthesizing, and reporting the data. To this end, Tampa Bay Works will collect and
track outputs, outcomes, and indicators for both the supply-side and the demand-side of workforce
system participants to inform results-driven decision-making across the initiative.

CONCLUSION
Strengthening the regional talent pipeline and infrastructure requires a coordinated, regional response that
engages employers at the heart of the solution. Tampa Bay Works strives to become such an initiative.
Starting with the creation of employer collaboratives and promoting greater adoption of effective demanddriven workforce models, Tampa Bay Works will enhance system coordination and elevate the voice and
participation of employers in the regional workforce system.

TAMPA BAY PARTNERSHIP
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INTRODUCTION AND BACKGROUND
The Tampa Bay Partnership brings together the region’s
top business leaders to champion solutions for the
toughest economic challenges facing Tampa Bay. In
2017, the Tampa Bay Partnership’s Foundation
collaborated with United Way Suncoast and the
Community Foundation of Tampa Bay to conduct a
benchmarking study—The Regional Competitiveness
Report—that examined the region’s performance and
positioning in comparison to 19 peer communities in five
key areas that contribute to economic competitiveness
and prosperity: economic vitality, innovation,
infrastructure, civic quality, and talent.
What emerged from this study was clarity about
challenges the region faces related to talent. It revealed
that the local talent pipeline has some concerning
weaknesses relative to its national peers. The graduation rates, both overall and for economically disadvantaged
students, is low. The share of the population, age 16 to 24, that is neither in school or employed is high. Although
Tampa Bay’s degree production is competitive, the educational attainment of the population 25 years and older is
low. The regional labor force participation rate for the working-age population is also low. Furthermore, student
performance indicators in Tampa Bay lag its Florida peers.
To work toward addressing these weaknesses, the Tampa Bay Partnership convened the Regional Talent Working
Group to create an action plan to launch an employer-led, demand-driven workforce initiative in Tampa Bay. The
reason: to provide a clear target for the community’s educational institutions and workforce organizations, by
identifying current and future demand for jobs, and the specific skills, certificates and/or degrees those jobs will
require. Over the course of 2018, the working group gathered labor market data, facilitated stakeholder
conversations, mapped the talent supply chain and workforce ecosystem, identified gaps in the system, and
developed the action plan. This report is a summary of this body of work.

THE NATIONAL CONTEXT
Talent affects regional competitiveness. The availability of skilled labor has emerged as one of the top three
factors determining business location. Communities with a robust talent pool, a strong talent pipeline, and the
ability to import talent from other areas are better positioned to not only retain their existing businesses but also
attract new companies and corporate investment. In other words, talent is a vital ingredient to job creation and
economic health.
In the ManpowerGroup’s most recent survey of employers, 46 percent of employers in the US report having
difficulty filling jobs. The top reasons that employers cite as drivers of the hiring difficulty is a lack of applicants,
lack of experience, and applicants’ high wage expectations.
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FIGURE 1. EVIDENCE OF A TALENT SHORTAGE
PERCENT OF EMPLOYERS REPORTING HIRING DIFFICULTY
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WHY EMPLOYERS HAVE DIFFICULTY FILLING POSITIONS
PERCENT OF EMPLOYERS WHO REPORT THE ISSUE

26%
Lack of available
applicants/
no applicants

21%
Lack of
experience

16%

14%

7%

Looking for
more pay than is
offered

Lack of hard skills
(technical
competencies)

Lack of soft skills
(workplace
competencies)

Source: ManpowerGroup 2018 Talent Shortage Survey.

In other words, employers across the US face a shortage of talent and a gap between the skills they seek and
the skills workers have. This national talent shortage and “skills gap” means that the availability of talent is
even more important in employers’ decisions of how and where to grow.
The causes of the talent shortage and the skills gap are multifaceted, but three contributing factors are
historically low unemployment, a large workforce transition due to the aging of the workforce, and the
digitalization of jobs. Descriptions of each of these topics follow.
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FIGURE 2. CAUSES OF THE TALENT SHORTAGE AND SKILLS GAP

1

US UNEMPLOYMENT RATE, 1948–2018
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The national unemployment rate reached
3.7 percent in October 2018, which is the
third lowest rate on record since 1948. The
economy is officially at full employment,
which means that, in theory, everyone who
can be working is working.
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At the same time, almost one-quarter of the
workforce will be eligible to retire over the
next 10 years. This is the highest share of
near-retirement workers in the last 50
years.
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CHANGE IN DIGITAL SCORE, 2002–2016
In low digital jobs

56%
47%
40%

In medium digital jobs
In highly digital jobs

29%
23%

5%
2002

2016

Jobs
increasingly
digital

In addition, the rapid pace of technological
change and the digitalization of the
workplace have led to evolving occupational
skills. According to a recent study by the
Brookings Institution, the percent of the
national workforce in jobs that require a
high degree of digital skills has increased
from 5 percent in 2002 to 23 percent in
2016. At the same time, the percent of the
national workforce in jobs that require low
digital skills has declined from 56 percent in
2002 to 29 percent in 2016.

Sources: (1, 2) US Bureau of Labor Statistics; (3) The Brookings Institution. (2017). “Digitalization and the American Workforce.” See
https://www.brookings.edu/research/digitalization-and-the-american-workforce/.
Note: Low digital scores are 33 and below; medium scores are 34 to 60; and high scores are 61 to 100.
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THE REGIONAL WORKFORCE CONTEXT
As used in this report, Tampa
Bay refers to the Tampa-St.
Petersburg-Clearwater, FL

Hernando

Metropolitan Statistical Area
(MSA), which consists of
Hillsborough, Pinellas, Pasco,
and Hernando Counties.

Pasco

Pinellas

Hillsborough

In Tampa Bay, there is similar evidence of a labor
shortage and skills gap. Employers are reporting
difficulty finding talent in a range of industries from
construction to information technology. And as of
September 2018, the unemployment rate dropped to
2.9 percent. 2 Like the US, 23 percent of workers in
Tampa Bay are 55 years old or older, which is about
320,000 workers. In addition, trends in the digitalization
of jobs in the region mirror that of the US.
Over the next 5 years, Tampa Bay is projected to add
about 78,000 new jobs. Just over 60 percent of these
new jobs will require some kind of work experience,
postsecondary education, or on-the-job training. The
largest drivers of demand for workers are healthcare
and social assistance, corporate offices and business
services, tourism and hospitality, retail trade, and
construction. Together, these sectors account for 88
percent of all new jobs over the next 5 years. 3

FIGURE 3. NET CHANGE IN JOBS, 2017–2022

Other
12%

Healthcare
& social
assistance
26%

Construction
7%
Retail
trade
15%
Tourism &
hospitality
16%

Corporate
offices &
business
services
24%

Source: 2018.2—QCEW Employees, Non-QCEW Employees,
and Self-Employed.

Preliminary. US Bureau of Labor Statistics, Local Area Unemployment Statistics.
Healthcare includes public and private hospitals. Corporate offices and business services include professional services, finance and insurance,
and corporate and regional offices. Tourism and hospitality include lodging, restaurants, bars, arts, entertainment, and recreation.
2
3
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Middle-skill jobs require at least a high school diploma
but less than a 4-year degree.
High-skill jobs require a bachelor’s degree
or higher.

FIGURE 4. EXPECTED OCCUPATIONAL CHANGES
BY SKILL LEVEL
OPENINGS 2017–2022

High
17%

MEETING THE DEMAND
Tampa Bay has a civilian labor force of 1.5
million, which makes it one of the top 20 largest
labor markets in the US and one of 36
metropolitan areas in the US with labor forces
over 1 million.

Low
51%

Middle
32%

FIGURE 5. ANNUAL CHANGE IN CIVILIAN LABOR
FORCE, 2012–2017

35,002

34,547
2017

13,427
2014

2016

9,816
2013

7,761

12,123

+112,676

2012

Over the last 5 years, the region added more than
100,000 workers to its labor force. Over the last 2
years, however, growth in the labor force has
accelerated considerably, adding about 35,000
workers each year. For the region to be able to
meet the demand for workers over the next 5
years, it must maintain, and even increase, this
elevated rate of change in the regional labor
force.

850,000
Openings

2015

When factoring in replacement needs that account
for workers exiting the workforce or changing
occupations, the region is expected to have more
than 850,000 openings, and of those, just over 50
percent will be in low-skill occupations. This reflects
rapid growth of new positions in low-skill
occupations in addition to the high level of turnover
often associated with the occupations. Middle-skill
jobs are 32 percent of all openings and high-skill
jobs are 17 percent.

Sources: (Figure 4) Emsi 2018.2—QCEW Employees, Non-QCEW
Employees, and Self-Employed; (Figure 5) US Bureau of Labor
Statistics, Current Population Survey (national figures) and
Local Area Unemployment Statistics (state and local).

8

TAMPA BAY PARTNERSHIP

REGIONAL WORKFORCE INITIATIVE
To fill the projected job openings, the region can
import labor from outside the region or grow and
develop its pool of local talent.
Tampa Bay is doing well importing labor.
Population estimates show that both domestic and
international migration have increased since
bottoming out in 2012. Domestic migration
increased more than 700 percent since 2012 and
immigration increased by almost 30 percent (see
Figure 6). In 2017, Hillsborough, Pasco, and Pinellas
Counties were all within the top 25 counties for
domestic migration in the US. In addition, both
Hillsborough and Pinellas Counties had substantial

• Domestic
• International

inflows of international migrants in 2017. This
information, coupled with the acceleration of the
civilian labor force growth, indicates that the
migrants are not just retirees and that the region has
also become a destination for working-age talent.

as the 2019 Regional Competitiveness Report reveals
(see Figure 7). In comparison to 19 other peers,
Tampa Bay ranked in the bottom quintile for six out
of twelve talent indicators. It ranked 19th for the

Local Talent
•
•
•
•

PK–12
Postsecondary
Retrain and upskill
Reduce and remove
barriers

FIGURE 6. COMPONENTS OF POPULATION
CHANGE, 2011-2017
International immigration
Domestic migration

In growing, developing, and retaining its own
talent pool, however, Tampa Bay lags its peers

Grow/Develop

Import
Talent from Outside
the Region

70,000

Natural increase (births minus deaths)

60,000
50,000

share of population age 16 to 24, neither employed
nor enrolled in school; 19th in measures of

40,000

educational attainment; and 20th in the labor force
participation rate of the population age 25 to 64. In

30,000

the other six measures, Tampa Bay ranked in the
third or fourth quintiles.
The regional average also ranked below the US
average for all nine metrics that included the US,
with the exception of one. In certificate production
per 10,000 residents, Tampa Bay measured slightly
above the US average.
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20,000
10,000
0
2011 2012 2013 2014 2015 2016 2017
Source: US Census Bureau, Population Estimates Program.
Note: Total population change includes a residual—a change in
population that cannot be attributed to any specific
demographic component—which is not shown here. As a result,
the sum of the components of change may not equal net
population change.
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FIGURE 7. 2019 TAMPA BAY TALENT INDICATORS
Indicators
1. Share of 3/4 Year Olds Enrolled in School
2. High School Graduation Rate
3. High School Graduation Rate:
Economically Disadvantaged
4. Share of 16 to 24 Year Olds Neither in
School nor Employed
5. Certificate Production Per 10K Residents
6. Educational Attainment Rate: AA/AS+
7. Educational Attainment Rate: BA/BS+
8. Educational Attainment Rate:
Graduate/Professional
9. Age 25-34 Educational Attainment Rate:
BA/BS+
10. Labor Force Participation Rate: Age 25-64
11. Degree Production Per 10K Residents:
Associates+
12. STEM Degree Production Per 10K
Residents

In general, the region’s talent pipeline is “leaky.” Currently, only about 30 percent of high school students
go on to complete an associate’s or bachelor’s degree. Yet, few supports exist for the other 70 percent of high
school students to ensure that they are career ready and have clear pathways into high-demand careers.
FIGURE 8. HIGH SCHOOL STUDENT OUTCOMES

70% do not complete a
2 or 4-yr. degree

20%

16%

16%

18%

30%

Drop out of high
school

Graduate,
unknown

Graduate,
go into workforce

Graduate,
drop out of
higher ed

Complete degree
(2 or 4-yr.)

Sources: (Figure 7) The 2019 Regional Competitiveness Report; (Figure 8) TIP Strategies estimates based on statistics from the Florida
Department of Education.
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Related to this 70 percent is a population of
disconnected youth who are 16 to 24 years old and
not in school or employed. About 40,000, or one in
eight, young adults fall into this category in Tampa
Bay. A national study of disconnected youth shows
that this population is more likely to live in poverty,
more likely to have left high school without a

FIGURE 9. EDUCATIONAL REQUIREMENTS OF
JOBS VS. EDUCATIONAL ATTAINMENT OF LABOR
FORCE, 2017
Jobs

Workers

42%
37%

diploma, and less likely to have a stable living

35%

32%

situation. 4 There is a large opportunity cost to not
providing better supports to young adults who are

30%
23%

not likely to pursue postsecondary education.
In addition, there are key pockets of
underutilized talent. One group is full-time workers
who earn less than the poverty line. There are
almost 28,000 workers who worked full-time in the
last 12 months but remained in poverty. This group
of workers could benefit from upskilling or retraining
opportunities to springboard them into betterpaying careers. The population of unemployed and

Low

Middle

High

Sources: Emsi 2018.2—QCEW Employees, Non-QCEW
Employees, and Self-Employed; Census Bureau, American
Community Survey, 5-year estimates, 2012–2016.

underemployed workers is another group of
workers who could be better utilized. In Tampa Bay,
there are more workers who have bachelor’s
degrees or higher than there are jobs that require
that level of education. This means that there are
overqualified workers employed in middle-skill and
low-skill jobs, making it harder for workers with a
high school diploma or less to compete. Tapping into
these pockets of talent will be vital to meeting the
workforce needs of the region’s current and future
employers.
Finally, there is a mismatch between the fields
of study that students are choosing and the
demand for those fields. Tampa Bay produces
enough degrees, but the choice of majors is not
well-aligned with the job market, and the graduates
do not necessarily stay in the region after
graduation. For instance, there are more entry-level
openings in finance, information technology, and
marketing than there are completions or degrees

Burd-Sharps, Sarah, and Kristen Lewis. “More Than a Million Reasons for Hope: Youth Disconnection in America Today.” Measure of
America. March 2018. See http://www.measureofamerica.org/youth-disconnection-2018/.
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awarded. In addition, employers in the manufacturing and construction industries noted the lack of
awareness of and interest in careers in these two economic drivers and therefore a lack of students in
manufacturing and construction-related training programs, many of which are nondegree programs. This
was highlighted as one of the primary workforce challenges of these two industries.
Addressing these challenges related to the regional talent pipeline will be an essential step in strengthening
the competitiveness of the Tampa Bay workforce and enhancing the region’s prospects for shared
prosperity.
FIGURE 10. ENTRY-LEVEL OPENINGS AND COMPLETIONS BY CAREER CLUSTER
Annual Openings

Completions
3,644

Health Science

7,766
1,928
2,235

Human Service

1,880

Finance

425
1,781

Business Management & Administration

2,512

Education & Training

1,748
1,481

Information Technology

1,685
1,445
892

Science, Technology, Engineering, & Mathematics

2,615
842
467

Marketing
Architecture & Construction

704
536
628

Law, Public Safety, Corrections, & Security

2,468
415
1,366

Arts, Audio/Video Technology, & Communications
Manufacturing

243
221

Agriculture, Food, & Natural Resources

204
298

Transportation, Distribution, & Logistics
Government & Public Adminstration
Hospitality & Tourism

161
533
43
243
0
295

Source: Emsi 2018.2—QCEW Employees, Non-QCEW Employees, and Self-Employed.
Notes: Excludes Saint Leo University and Ultimate Medical Academy, due to the share of online degrees conferred by these institutions.

12

TAMPA BAY PARTNERSHIP

REGIONAL WORKFORCE INITIATIVE

WORKFORCE SYSTEM GAPS AND CHALLENGES
The workforce system includes the organizations and activities that prepare people for employment, help
workers advance in their careers, and ensure a skilled workforce exists to support local industry and the
local economy over time. 5 The public workforce system (e.g., the CareerSource local workforce development
boards and career centers), school districts, community and technical colleges, universities, and a host of
community-based organizations create the tapestry of services and activities that serve as the regional
workforce system. A high degree of coordination and collaboration across the regional laborshed and with
regional employers is required for the system to be effective and aligned with employers’ needs.
Over the course of year, the project team met with dozens of businesses, industry associations, education
institutions, community-based organizations, and other stakeholders. In addition, we facilitated employer
roundtable discussions. Through these conversations, four primary gaps or challenges in the Tampa Bay
workforce system emerged as barriers to the degree of coordination and collaboration needed. Each of
these is described below.
Fragmentation. The regional laborshed extends across the four-county metropolitan statistical area.
Employers hire workers from across the four counties, and labor flows freely across county lines. However, the
service territories of the region’s workforce service providers, for the most part, rigidly follow county lines (see
Figure 11). Programs are often duplicated in each county and coordination of programs across county lines is
not common. As a result, workforce initiatives are often siloed. In addition, there is a proliferation of programs
and initiatives that serve small segments of the worker population or that are seeking to solve specific issues.
In the inventory of workforce training organizations and initiatives created as part of the Regional Talent
Working Group, the team members documented almost 70 different organizations and initiatives involved in
workforce. From the perspective of customers—both workers and employers—this fragmentation and
duplication make the system more cumbersome and difficult to navigate, and there is no centralized source of
information on these programs to help customers find the right organization or initiative.
FIGURE 11. REGIONAL WORKFORCE SYSTEM

Local Workforce
Boards/CareerSource
K-12 Districts
Career/Technical
Education
State Colleges

Hillsborough

Pinellas

Pasco

Hernando

CareerSource
Tampa Bay

CareerSource
Pinellas

Hillsborough Co.
Public Schools

Pinellas County
Public Schools

Paco County
Public Schools

Hernando Co.
Public Schools

Hillsborough
Tech. Colleges

Pinellas Technical
College

Marchman
Technical College

Suncoast Tech.
Edu. Center

Hillsborough
Comm. College

St. Petersburg
College

CareerSource Pasco-Hernando

Pasco/Hernando State College

Source: Tampa Bay Partnership.
Eyster, Lauren, Christin Durham, Michelle Van Noy, and Neil Damron. 2016. “Understanding Local Workforce Systems.” Washington DC:
Urban Institute. See https://www.urban.org/sites/default/files/publication/78496/2000648-understanding-local-workforce-systems_1.pdf.
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Employer engagement. An implicit goal of workforce systems is to be “demand driven” so that training and
support lead to career opportunities. This requires education and training programs to engage businesses and
employers in program advising and development to ensure that programs teach skills that are valuable in the
workplace. In many career-oriented K–12 and postsecondary public education programs, engaging employers
through advisory committees is mandated by the state. In other training programs, the business advisory
committee approach has also been adopted. As a result, there are numerous committees seeking to engage
employers. Often a small group of major employers is invited to serve on multiple committees and some
employers are completely left out. In Tampa Bay, a network analysis showed that the financial services sector
and large businesses are most heavily represented on boards and advisory committees of workforce
organizations. Employers who are engaged in these committees find this approach to engagement is time
consuming, and many employers and sectors are left without formal mechanisms for providing input.
In addition, the ways they are asked to participate are not
always meaningful. The meeting agendas are set by the
convener, which is most often a representative of education.
Employers rarely have opportunities to provide candid input
on programs or their needs, as the bulk of the meeting is
spent updating employers on what the programs are doing
or planning to do. As one stakeholder remarked in an

“Business advisory
committees are where we go
to be advised of what the
program is planning to do.”

interview, “Business advisory committees are where we go
to be advised of what the program is planning to do.”
Finally, the sample of employers involved in the committee is often not representative of a broad base of their
industry. As a result, the level of engagement and the depth of input is not what education and training
providers want or need for their programs to be demand driven and well aligned with the regional economy.
Career awareness. The alignment of training programs with
the needs of employers is an important feature of effective
workforce systems. However, this alignment is only useful if
there is adequate interest from students and workers in the
programs and in high-demand careers. Across the US, there
are more than 30 million good jobs that pay median earnings
of $55,000 and do not require a 4-year degree. 6 However,
high school students are almost universally encouraged to
enroll in 4-year college programs, and resources for what was
traditionally considered “vocational” training have dropped
off. In Tampa Bay, employers from the manufacturing and
construction industries highlighted this issue as one of the
primary issues facing their talent pipelines; people need to

“People need to have a
better understanding of the
full range of good career
opportunities that there are
in Tampa Bay, including
those that do not require a
4-year degree.”

have a better understanding of the full range of good career
opportunities that there are in Tampa Bay, including those
that do not require a 4-year degree.
Carnevale, Anthony, Jeff Strohl, Ban Cheah, and Neil Ridley. 2017. “Good Jobs That Pay without a BA.” Georgetown University Center
on Education and the Workforce. See https://goodjobsdata.org/wp-content/uploads/Good-Jobs-wo-BA.pdf.
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For the most part, career information that is tailored for a specific region is hard to find, and Tampa Bay is no
exception. In Tampa Bay, there is not a highly accessible, centralized resource for exploring careers and labor
market information in the region. As a result, people often rely on their social networks when they are
choosing careers. A recent survey by Gallup and the Strada Education Network focused on influential elements
in how students choose their fields of study. The survey found that family and friends are influential and the
most common source of information. Yet, advice from informal work-based sources, such as people with
experience in the field or a coworker, were found to be most helpful.
FIGURE 12. MOST AND LEAST HELPFUL SOURCES OF ADVICE
BY HIGHEST LEVEL OF EDUCATION
HIGHEST LEVEL OF ED.

TOP 3 MOST HELPFUL SOURCES

Associate’s degree

• Community leader (92%)

• Print media (71%)

• HS coach (89%)

• Internet media (68%)

• Employer or coworker/HS teacher/Person
with experience in ﬁeld (85%)

• HS counselor (65%)

• Military (81%)

• Friend (63%)

• Person with experience in the ﬁeld (80%)

• HS counselor (61%)

• Staﬀ at college, nonadviser (77%)

• College counselor (59%)

• Person with experience in ﬁeld (85%)

• Internet/Print media (67%)

• Community leader (83%)

• College counselor (65%)

• Military (81%)

• HS counselor (59%)

Some college, no degree

Bachelor’s degree

BOTTOM 3 MOST HELPFUL SOURCES

Source: Gallup and the Strada Education Network. (2017). “Major Influence: Where Students Get Valued Advice on What to Study in
College.” See https://news.gallup.com/reports/219236/major-influence-students-valued-advice-study-college.aspx.

Cross-industry needs. Several needs emerged from the
input and research conducted as part of the work of the
Regional Talent Working Group. First, a lack of soft skills
among the new generation of workers was highlighted as a
key challenge facing employers in the region. Second, the
large number of retirements means that employers need
to have mechanisms for knowledge transfer and
succession in place. Third, the increase in digital skills
required in jobs elevates the needs for higher levels of

These types of large-scale,
cross-industry necessitate
responses that are
commensurate in size.

digital literacy across the workforce. These types of largescale, cross-industry necessitate responses that are
commensurate in size.
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THE RESPONSE: TAMPA BAY WORKS
A common thread across these workforce system gaps and challenges is the need for more regional
coordination and for deeper, more meaningful engagement on the part of the employer community. As the
business-led regional organization, the Tampa Bay Partnership is uniquely positioned to launch and
incubate a workforce initiative that fulfills these roles.
Tampa Bay Works is an employer-led, regional initiative that seeks to better align the workforce system
with industry to ensure Tampa Bay businesses have access to the talent they need and individuals have
access to better economic opportunities. It will do this by launching and establishing sector-based employer
collaboratives, securing and promoting business leadership and involvement, and measuring outcomes to
realize a quantifiable return on investment (ROI).
This initiative is different from other workforce initiatives because of the following characteristics.

REGIONAL

EMPLOYER-LED

DEMAND-DRIVEN

Tampa Bay Works will cover

Tampa Bay Works will

Tampa Bay Works will

the four-county MSA to
formalize a structure for
regional coordination.

provide input mechanisms
by which employers can
speak with a collective voice.

promote and support the
use of successful demanddriven workforce models in
the region.



Regional. Tampa Bay Works will cover the four-county metropolitan statistical area (MSA) to formalize a
structure for regional coordination. This will help build bridges across county lines to cover the
geographic boundaries of the regional laborshed. In addition, it can centralize information, break down
silos, and improve collaboration to overcome challenges related to fragmentation and duplication.
Finally, it provides a forum for larger-scale responses to address region-wide issues, such as career
awareness, soft skills, workforce transition, and digital literacy.



Employer led. The Harvard Business Review frequently argues that companies can and should play an
important role in addressing the skills gap and that there is an important business case to be made for
doing so. 7 While employers could act individually to do this, collaboration among employers with similar

Harvard Business Review. See “How Employers Can Help Solve the Skills Gap,” “Who Can Fix the ‘Middle-Skills’ Gap?” “The Solution to
the Skills Gap Could Already Be Inside Your Company,” and “Stop Waiting for Governments to Close the Skills Gap.”
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needs can reach scale more quickly, have a greater impact, and distribute costs. These collaborations
take place in the form of what is often called industry sector partnerships or employer collaboratives. In
successful collaborations, employers lead the partnership, establish the agenda, drive the priorities, and
actively participate on an ongoing basis. While many different organizations in Tampa Bay are working
to engage and partner with employers by sector, none of these efforts are regional and none are
employer led with the level of active participation by employers needed. Tampa Bay Works will provide
centralized input mechanisms and a model by which employers can speak with a collective voice and
send clearer signals to education and training organizations.



Demand driven. The need to align education and workforce development more closely with employers’
needs has been recognized as the key to bridging the skills gap. As a result, demand-driven models have
risen to the forefront of workforce development strategy and have proliferated. However, many of these
efforts fall short in how fully they engage employers and in demonstrated results. Tampa Bay Works will
work to identify and pilot proven and promising models. It will also provide greater access to resources
to support them. Tampa Bay Works will serve as a clearinghouse of information about the regional labor
market and successful models, provide technical
assistance to aid in implementation, and bring
additional financial resources to support the
implementation and scaling up of demand-driven
programs. In doing so, it will promote the infusion of
effective demand-driven approaches into workforce
development across the region.

ACTION PLAN
Beginning in January 2019, Tampa Bay Works will start with
a focused pilot project and then expand as refinements are
made and resources are secured. The first pilot will be the
US Chamber of Commerce Foundation Talent Pipeline
Management (TPM) model, which is an employer-led model
for demand planning and managing talent supply chains.
To implement the pilot, Tampa Bay Works will host a TPM
academy to train key stakeholders on how to launch and
manage employer collaboratives and build their capacity to
implement talent supply chain solutions for their employer
members.
Tampa Bay Works will also work closely with CareerEdge to
leverage the expertise that this organization has built over
the last eight years in managing employer collaboratives
and maximizing workforce outcomes through their
investments (See page 18 for a description).
In addition to piloting Talent Pipeline Management and
launching the first two employer collaboratives, Tampa

TAMPA BAY PARTNERSHIP

TALENT PIPELINE MANAGEMENT
The US Chamber of Commerce Foundation’s
Talent Pipeline Management initiative started in
2014. The initiative began as an eﬀort to
mobilize the employer community to actively
engage in closing the skills gap.
TPM draws from supply chain management and
applies those concepts and approaches to
managing education and workforce
partnerships as a talent supply chain.
The theory is that if employers play an
expanded leadership role as “end-customers”
of a talent supply chain, they will be more
eﬀective at organizing performance-driven
partnerships with responsive preferred
education and workforce training providers.
The TPM approach has been piloted across the
US from Houston and Phoenix to Michigan and
Vermont. Through these pilots, a six-strategy
process has been established to provide a
structured framework for implementing the
model and measuring results. In addition, a
series of web-based tools have been developed
to support the implementation process during
each of the six strategies.
For more information, visit
www.uschamberfoundation.org/reports/tpmcurriculum
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Bay Works will build on the information resources that
have been assembled by the Regional Talent Working
Group over the last 12 months and will begin to distribute
this information to stakeholders across the region. In
doing so, it will also build the capacity of regional
stakeholders for implementing and managing demanddriven models.
Tampa Bay Works will also work to enhance collaboration
and coordination among relevant stakeholders across the
region. These stakeholders include LEAP Tampa Bay,
CareerEdge, chambers of commerce, economic
development organizations, industry associations,
educational institutions, the public workforce system, and
community-based organizations (See page 19 for a
description of LEAP Tampa Bay). This will help reduce
duplication and connect silos to improve workforce
outcomes.
Over time, with active employer collaboratives, established
talent supply chains, sharper demand-driven workforce
programs, and more coordination across the regional
system, Tampa Bay will be positioned to ensure that
employers have access to talent that they need and
residents have access to better opportunities.

CAREEREDGE FUNDERS COLLABORATIVE19
CareerEdge, a funders collaborative launched in
2010, serves primarily the Sarasota/Manatee
area. The collaborative’s goals are to help lowskill/low-wage workers advance into higherskill/higher-wage careers, while providing
employers with the skilled workers they need to
accelerate growth. CareerEdge does this
through innovative employer partnerships,
educational bridge building to better align
training programs with the needs of regional
employers, increasing investments in workforce
development, and inﬂuencing policy decisions
related to workforce programming and funding.
CareerEdge supports employer-led
partnerships in healthcare, manufacturing,
transportation/logistics, and construction.
These partnerships oﬀer employers support
through direct grants, advocacy, professional
development programs, and public-private
strategies.
For more information, visit:
http://careeredgefunders.org/

LAUNCH, REFINE, and SCALE demand-driven models in the
Tampa Bay market
STRATEGY 1. LAUNCH TWO EMPLOYER COLLABORATIVES USING THE TALENT
PIPELINE MANAGEMENT MODEL.
1.1.

Clearly communicate hiring demands in addition to skill and competency needs.

1.2.

Identify and address other sector needs, which could include the following.
 Awareness of career opportunities
 Employee retention strategies
 Retirements, succession planning, and knowledge transfer
 Barriers to employment (e.g., transportation, housing, soft skills)
 Public policy

1.3.

Identify and invest in other demand-driven best practices based on the priorities of the employer
collaboratives.

1.4.
18

Rollout the model to additional sectors once the process is reﬁned.
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STRATEGY 2. PROMOTE MORE DEMANDDRIVEN WORKFORCE DEVELOPMENT IN THE
REGION.
2.1.

Maintain an accessible clearinghouse of demanddriven resources, such as the following.
 Inventory of successful programs
(Tampa Bay-based and national)
 Information on high-demand careers
and related training programs
 Career pathways related to key
industries

2.2.

Establish systems for updating information on an
ongoing basis.

2.3.

Make these resources available through an online
information hub.

2.4.

Share these resources with key stakeholders who
can beneﬁt from having this information.

LEAP TAMPA BAY
LEAP Tampa Bay seeks to transform lives by
leveraging the power of community
collaboration to accelerate personal, workforce,
and community prosperity through education.
A part of the College Access Network, this
Tampa Bay-area collective impact initiative
brings together education, non-proﬁt, business,
and government organizations around the
common goal of having 60 percent of workingage adults (age 25-64) holding credentials and
degrees by 2025.
LEAP Tampa Bay is actively working towards
this goal by championing college completion;
increasing talent supply; and strengthening the
resource capacity for network partnerships.
For more information visit:
www.leaptampabay.org

STRATEGY 3. CONNECT AND COLLABORATE WITH STAKEHOLDERS IN THE REGION TO
IMPROVE WORKFORCE OUTCOMES.
3.1.

Hold quarterly forums with stakeholders and partners to share information and seek feedback.

3.2.

Create communities of learning around demand-driven models.

3.3.

Organize an annual workforce summit to share outcomes from the pilot, convene stakeholders and
partners, and identify opportunities for coordination and collaboration.

3.4.

Cultivate performance-based partnerships across the region to extend the network of Tampa Bay
Works and align the network around common goals.

MEASURING PERFORMANCE
An important element of the work of Tampa Bay Works is realizing demonstrable results, which requires a
set of metrics and a system for collecting, synthesizing, and reporting the data. The metrics can be divided
into three categories: outputs, outcomes, and indicators for both the supply side and the demand side of
workforce system participants.



Outputs are measures that capture data from activities related to the initiative.



Outcomes are measures that demonstrate impact related to activities. They can be directly influenced
by activities and outputs.



Indicators are measures that are macroeconomic in scale and reflect the overall health of the regional
talent pipeline.

TAMPA BAY PARTNERSHIP
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Based on the recommended actions and desired outcomes, a list of proposed metrics has been developed. The
list in Figure 13 includes all three types of metrics and provides a manageable set of metrics to track over time.
The outputs provide insights into the scale and reach of Tampa Bay Works activities. As the activities of the
initiative evolve, the output measures will also change. The outcomes should reflect what impact the activities
are having. Over time, the outcomes should stay the same. How they are trending should provide insights into
areas where improvement is needed or where activities are having success. Like outcomes, indicators should
also stay the same. They too might show areas where more work is needed in addition to areas of strength.
FIGURE 13. PROPOSED METRICS FOR TAMPA BAY WORKS
TYPE
Output
Output
Output
Output
Demand-Side Outcome
Demand-Side Outcome
Demand-Side Outcome
Demand-Side Outcome
Demand-Side Outcome
Demand-Side Outcome
Demand-Side Outcome
Demand-Side Outcome
Supply-Side Outcome
Supply-Side Outcome
Supply-Side Outcome
Supply-Side Outcome
Indicator
Indicator
Indicator
Indicator
Indicator

METRIC
# of employers participating in the collaboratives
# of supply-side forums and # of participants
Website traffic
Others to be determined based on activities
Percentage of partners-referred applicants who meet hiring requirements
Average number of days between initial job opening posting and hire
Percentage of jobs filled within needed time period
Cost per hire
Percentage of hires meeting employer-performance expectations
Cost of onboarding to meet performance expectations
Percentage of hires retained in employment after defined time period
Cost of turnover within defined time period
Enrollment in training for high-demand careers
Placement in training-related jobs
Employer satisfaction with candidates from training programs
Wage gains / promotions after completion
High school graduation rate—all students
High school graduation rate—disadvantaged students
Youth 16–24 not enrolled and not employed
Labor force participation (25– 64)
Working full-time, earning below the poverty line

The demand-side metrics can be tracked with Web tools that have been developed as part of the Talent
Pipeline Management model. A different system or systems will need to be developed to manage data on
the supply side. Several data collection systems already exist and could potentially be leveraged. These
systems include the following.



The Florida Department of Education (FLDOE) maintains various databases related to student data and
outcomes. Most are accessible online and provide a high level of information. Through regional school
districts and higher education institutions, Tampa Bay Works might be able to obtain a greater level of
granularity in the data and more up-to-date statistics or might be able to work with FLDOE to create
special queries. Relevant resources include the following.

20

•

The Florida College System Graduate Outcomes Data Dashboard

•

EdStats

•

Eventually, the Higher Education Coordinating Council might maintain more data.
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United Way and the Corporation to Develop Communities of Tampa (CDC of Tampa) maintain a shared
database—the TAG system. This might be an existing resource or could be enhanced to become a
resource.



CareerSource also maintains various databases and outcome measures that could provide information,
such as training enrollment and placement in training-related jobs for individuals in their system. In
addition, Florida Skills Gap and Job Vacancy Data could be a resource.

However, these systems collect information in different ways and at different times. Designing a common
system that could integrate or build on these existing systems might be necessary.

CONCLUSION
Strengthening the regional talent pipeline and infrastructure requires a coordinated, regional response that
engages employers at the heart of the solution. Tampa Bay Works will strive to become such an initiative.
Starting with the creation of employer collaboratives and promoting greater adoption of effective demanddriven workforce models, Tampa Bay Works will enhance system coordination and elevate the voice and
participation of employers in the regional workforce system.
For more information, contact info@tampabayworks.org.
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DIRECTORY OF RESOURCES
As part of the research that was conducted over the course of this project, the following resources were
developed and will be available (upon request) for download.



The Regional Talent Report is a comprehensive study of the Tampa Bay labor market and the factors
that influence it. This study includes information and relevant statistics on demographic and workforce
characteristics, labor mobility, occupational structure and strengths, drivers of demand, education and
training overview, and a supply/demand comparison.



The Regional Training Infrastructure and Program Inventory provides a listing of degree programs
at regional higher education institutions, nondegree programs at community colleges, registered
apprenticeship programs, and career and technical education courses. The program inventory also
provides a crosswalk from programs (field of study) to occupations. This provides a tool that can be
used to look up programs in the region that are related to an occupation.



The Network Analysis catalogues the boards of directors for 24 different organizations related to
education or workforce. This provides a tool to examine trends in representation by company,
individual, and sector.



The Inventory of Workforce Organizations lists workforce organizations, postsecondary institutions,
industry associations, in addition to programs and initiatives related to workforce. This inventory can be
used to identify partners or partnership opportunities.



The Industry Profiles documents industry trends, key players, staffing patterns, real-time labor market
information, a training infrastructure overview, and additional resources. Profiles were prepared for
construction, manufacturing, healthcare, hospitality, and information technology.



Career Pathways are groups of related occupations within a career cluster that share common skills,
knowledge, and interests. The occupations within each career pathway range from entry level to
advanced. These pathways provide an overview of career options for each industry (profiled previously
in this report), including potential lines of progression from entry-level positions to more advanced
career opportunities. The information presented in this document is intended to serve as a starting
point for discussion and to inform the preparation of more narrowly defined pathways tailored to
individual institutions and employer collaboratives in Tampa Bay.
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