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INTRODUCTION
Project Overview
In April 2019, JPMorgan Chase & Co. announced Miami as one of five winning cities in its inaugural
AdvancingCities Challenge, part of the $500 million, five-year initiative to drive inclusive growth and create
greater economic opportunity in cities. As part of this work, The Miami Foundation is coordinating a collective
impact strategy with key community partners to create pathways out of poverty for more people by increasing
training opportunities and placement in living wage jobs of today and the future in greater Miami. The following
report, developed by CAEL, is intended to support The Miami Foundation and its partners as they coordinate a
strategic approach to promoting access to economic prosperity in the Miami region.

The City of Miami is at an economic crossroads and must act decisively. Although the unemployment rate is
low (1.8% as of December 2019), ALICE data shows that nearly 40% of families (and rising) in the county
earn less than the cost to live here. This dynamic points to an economy in which many people are working in
low-wage industries and are often lacking the skills and access to gain upward economic mobility. While the
local living wage has been identified as $13.50/Hour, the occupations of focus in this report pay a minimum
$15.30/Hour and are expected to continue to be in high demand in the region. These are the occupations that
can help to not only lift members of our community out of poverty but to set them on a course for continued
skill and wage growth throughout their working careers.
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INTRODUCTION

Approach
This report utilizes a comprehensive approach and range of data sources to analyze the Miami-Dade County
labor force to understand the short-term (less than 2 years) and long-term pipeline of workers and its
relationship to living wage occupations. CAEL, with help from The Miami Foundation gathered a team of
project partners consisting of diverse community stakeholders to inform and drive this work. This study uses
a blended approach to labor market analysis, layering quantitative data from public and proprietary data
sources with qualitative input from key community stakeholders. See Appendix A for a full summary of
methodology and Appendix B for a listing of community stakeholder who provided input throughout this
process.
This report begins by laying out the key findings that emerged throughout our labor market research and
stakeholder discussions. These findings lead directly into the occupations of focus that have been identified
as areas of investment and focus for the region moving forward. Finally, the report culminates with a specific
set of recommendations around interventions the region can pursue to address its challenges and ultimately
increase the pipeline into and beyond the occupations of focus.
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Project Partners
As part of the AdvancingCities initiative, The Building Prosperity group has taken a lead role in the
administration of this work. The Building Prosperity group members are identified below. For a complete
listing of project partners please see Appendix B: Project Partners.
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KEY FINDINGS
Overview of Findings
The Workforce Asset Mapping Report was informed by workshops with the Steering Committee, focus
groups and interviews with regional stakeholders, coupled with labor market data analysis. During
these conversations, the consulting team asked leaders from industry, education, economic
development, workforce development, and other community organizations about their perception of
the workforce – both the pipeline and available regional talent, ideas for improvement, skills gap
analysis, and their biggest needs or challenges. The key findings identified in this section were integral
in informing the occupations of focus and the recommendations found later in the report.
Scattered and Inconsistent Small Business Engagement
No Region-Wide System of Career Pathways
Excellent Institutions of Higher Learning
Community Partnership Opportunities Abound
Confusion Around Career Awareness
Soft Skills Training Happening in Silos
Training Program Roadblocks for Employers
Absence of Talent Attraction & Retention Strategies
Barriers to Workforce Participation
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Scattered and Inconsistent Small Business Engagement
A key hallmark of any successful regional workforce development strategy is a consistent and
streamlined system of employer engagement. During conversations with stakeholders in the focus
groups and also in one-on-one interviews, we heard about an abundance of one-off conversations and
partnerships happening between single providers or community based organizations and individual
employers. The community stakeholders stressed the difficulty in getting small business owners to the
table for these discussions, considering the demands of their businesses. Digital engagement with
these businesses is also lacking. Through our research, we learned about local small business
associations (such as SBA, the Latin Chamber of Commerce, Neighbors & Neighbors, and the city and
county) that are engaging with these employers on a regular basis and could potentially open some
doors for further engagement.

No Region-Wide System of Career Pathways
There appeared to be no evidence of a regionally accepted and promoted system of career pathways
within targeted industries or occupational crosswalks (relating to the transfer, building upon an existing
skillset, from a declining industry/occupation to a growth industry/occupation). Miami-Dade College (MDC)
and Miami Dade County Public Schools (MDCPS) both outline career pathways, however this information is
geared toward current students. In the focus groups and interviews, no one expressed knowledge of a
regional system of career pathways. These types of pathways have been proven to increase retention and
recruitment for employers who can clearly outline a path for their employees at the time of hire (see
Glassdoor study). Similarly, there was little to no mention of occupational crosswalks that would clearly
delineate the steps from a low-wage job at risk of automation to a high-growth occupation with growth
potential. When job seekers can better understand the skills they have and the skills they need and where
to get those skills, they can more easily make the transition to an career pathway offering upward
economic mobility.

Excellent Institutions of Higher Learning
Undoubtedly, the Miami region is well-equipped to address the workforce needs of the future, in large
part because of the world class institutions operating in the area. From MDC to Florida International
University (FIU) to the University of Miami and beyond, the conversations we've had with representatives
from the various institutions have been encouraging every step of the way. At MDC, the percentage of
students engaged in short-term training programs has increased significantly in recent years and the
college continues to respond to these changing trends by adding more programs and being increasingly
responsive to employer needs (for example, their partnership with Tesla). Continuing to support these
organizations and ensuring they're at the table will be an essential factor in solving the greater workforce
issues in the region.
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Community Partnership Opportunities Abound
There was an overwhelming willingness of organizations to partner with one another. However, the roadblocks
appeared to arise in conjunction with the question of, "How?" There are great partnerships happening across
the community already through organizations such as Catalyst Miami, The Miami Foundation, and the United
Way of Miami, among many others. What we heard missing is a path forward to expanding these partnerships
across the community toward a unified system of goals, objectives, and performance metrics that a widerange of stakeholders can work on in conjunction with one another, as it relates to increasing workforce
participation in the occupations of focus. There is also potential here to put into place an improved regional
process for gathering and reporting data on community outcomes through the one-stop-shop portal that is
being developed as part of The Miami Foundation's AdvancingCities project.

Confusion Around Career Awareness Initiatives
Employers in the Construction, Advanced Manufacturing, and Tech industries expressed frustration around a
general lack of career awareness surrounding their industries and the opportunities they offer. We also
learned about the Career Academies currently functioning at a high level at MDCPS, along with their summer
internship program and other Career and Technical Education (CTE) offerings. This is a clear disconnect. The
employers did express a willingness to help out in this space and engage with K12 specifically in heightening
awareness. One way to do this is for these employers to become increasingly engaged on MDCPS Advisory
Board's and to become active participants in their summer internship program. Additionally, finding more ways
for students to gain hands-on, experiential learning opportunities within a variety of industries in employerdriven settings would also help to increase awareness. We also heard about a need to ensure parents were
more aware of what's happening in the job market (specifically in industries that have traditionally struggled
with stigmas surrounding their occupations). There was no mention of specific parental engagement programs
within the community that are addressing this need.

Soft Skills Training Is Happening in Silos
Soft skills continue to be a major point of emphasis among employers, and it is evident that providers are
listening. YearUp has a promising model in place that is backed by metrics they've put in place to track
progress. MDC is building these skills into much of their curriculum and offering a customer service
certificate to address some of these issues. FIU has hired a local certified coach who works with students in
small groups on skills like managing stress and receiving feedback. Organizations like Circle of Brotherhood
and OIC of South Florida are also offering these types of training, as is CareerSource South Florida. Outside
of YearUp, however, we didn't hear of many best practices in terms of tracking the effectiveness of these
programs and how employers are responding to individuals who have completed the training. Employers did
emphasize that they prefer this training to take place pre-placement. There's great potential here to bring
the various providers in this space together to have conversations and create a clearinghouse of best
practices in this space that doesn't currently exist.
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Training Program Roadblocks for Employers
This is a common issue in workforce regions all over the country. Local workforce boards typically
receive federal funding from the Department of Labor along with a combination of state/local/grant
funding, however there are often stipulations that come along with how this money can be spent. Strict
eligibility restrictions and tiresome paperwork processes can often deter employers from participating
in programs such as on-the-job-training (OJT), apprenticeship, or incumbent worker training. It appears
that CareerSource South Florida has ran into similar issues in this space. Another barrier to these
training programs is general lack of employer awareness. We didn't hear from any employers who are
currently engaged in one of the current local opportunities in the OJT space. The Small Business
Advisory Group attendees were surprised to learn these programs existed. Finding creative ways to
ease the burden of paperwork, expand eligibility through private funding, and better promote these
programs could go a long way in eliminating the barriers to employers participation.

Absence of Talent Attraction & Retention Strategies
The research team noted an absence of significant focus on talent attraction and retention in the area.
In some of the employer discussions, we heard about the issue of "brain drain" from fields such as Life
Sciences and Tech (losing to Orlando), however there do not appear to be an abundance of initiatives
addressing this issue. One of the promising practices identified Florida Consortium of Metropolitan
Research Universities' Future of Talent, which brings together business, civic, and higher education
leaders to discuss the future of work and how it directly relates to retention. We took a deep dive into
the websites of both the Miami-Dade and the Greater Miami Chambers of Commerce, but found the
Miami-Dade young professionals program to apparently be dissolved, as the website link was broken
and the Facebook page hasn't been updated since 2018. The Greater Miami Chamber offers a young
professionals program called HYPE, however it was difficult to find on the website and the Facebook
page (structured as a group) seemed difficult to access. The Beacon Council features some recruitment
pieces on the "Why Miami Dade" page of their website. While this information is geared toward
businesses looking to relocate, but some of the content could be repurposed for individuals. In terms of
additional recruitment and retention initiatives, we were able to find little in the way of region-wide
strategies.
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Barriers to Workforce Participation
Workforce barriers exist in every community, however what those barriers are varies significantly from
region to region. Organizations such as The Beacon Council (Miami Community Ventures program), the
City of Miami's Opportunity Center, CareerSource South Florida, and United Way are just a small sampling
of those working to alleviate barriers to employment. There were a handful of workforce barriers
identified that seemed to consistently rise to the top. Unsurprisingly, childcare and transportation were
identified as major barriers by employers and community stakeholders alike. In the transportation space,
the bus system is inefficient and can make the process of getting to work very difficult. The Better Bus
Project is working in this space to redesign the bus system to work better for the people who rely upon
it. The language barrier was also highlighted. Speaking a language other than English is an asset in Miami,
but certain contracts outside of the county may require employees to speak English. Bilingualism was
consistently identified as a major asset in the regional workforce. The other barrier that came up
consistently was around the skills gap and the idea that with so much of the workforce concentrated in
low-wage industries, such as Hospitality & Tourism, that workers transitioning from these occupations
often lack the skills needed to succeed in many in-demand fields. Digital access was also highlighted as a
barrier to individuals applying, searching for, and researching jobs online. The City of Miami Opportunity
Center's helps to address this barrier through their 311 Call Center, allowing individuals to quickly locate
and access a computer with internet access near them.
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Occupations of Focus
One of CAEL's primary objectives in this process was to help The Miami Foundation to develop a list
of occupations on which the region could focus forward. In consultation with the steering committee,
CAEL developed an initial set of criteria to begin the process of narrowing down the occupations in
the region from a starting number of over 700. The quantitative narrowing process is outlined in
Appendix A. We quantitatively narrowed occupations down to a list of 70, identified below.
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Occupations of Focus
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Upon narrowing the short list of occupations to 70, the occupations were brought back in front of
stakeholders from workforce/education, small business, and the ecosystem-focused Building Prosperity
group. During these group interactions, CAEL facilitated discussions in which the groups were called upon to
review the occupations on the short list and come to a consensus on 5-7 they'd like to see move on to the
next round. Then, the group was asked to vote on those 5-7 occupations by placing stickers on the ones they
felt were of the most importance for the region to focus on in the coming years. The results of this voting
process and the subsequent discussions were taken into account when narrowing the occupations to a final
group of nine.
During these discussions, the group brought up a variety of factors that played into their decision-making
process in selecting a final grouping of occupations. The small business advisory group had the specific needs
of small businesses in mind when selecting their occupations, so it was no surprise to see sales, maintenance,
customer service, or bookkeeping rise to the top. These are occupations in high-demand by small businesses
in particular and you'll see that these types of occupations were well represented in the final nine.
Another factor that has played into the occupational discussions from the beginning centers on the idea of
economic resilience and green jobs. This also was factored into the final selection of occupations and just
under half of the occupations chosen are identified by Burning Glass Insights (proprietary data tool which
pulls job posting data to paint a real-time picture of local workforce demand) as "green jobs". Burning Glass
defines Green Jobs as, "Occupations that require skills related to producing green products, utilizing green
processes or engaging in green business practices. This definition grew out research by an 8 state
consortium, the Center of Education and the Workforce at Georgetown University and the Direct Employers
Association under a Federal ARRA grant to study green jobs. For more information on this definition, please
see the Northeast Consortium's page on Green Research located here."
The groups also pointed out that some occupations may not be properly represented quantitatively due to
the fact they may be more entreprenurially-focused or just not commonly advertised on job posting sites
from which our data was pulled. It's difficult to measure demand for jobs like hairdressers, fitness
instructors, or even electricians and plumbers due to the fact that many of the individuals working in these
occupations may be working on their own and for themselves. This fact doesn't make any of these
occupations less viable moving forward, however. While risk may increase in these situations, earning
potential is also often higher if the individuals are equipped with basic entrepreneurial and business
knowledge that would allow them to operate effectively while keeping their costs to a minimum.
The final nine occupations of focus are identified in the following section, along with specific opportunities
the region can pursue to increase the pipeline.
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RECOMMENDATIONS
Throughout the process of narrowing the list of initial occupations, the research team relied on both quantitative
and qualitative information. More information on this process can be found in the Methodology section located in
Appendix A of this report. In making recommendations for philanthropy and public sector, we recognize many
occupations, like those prominent in the construction industry, will be the focus of the for-profit sector. When
finalizing the occupations of focus for the region, it was important for us to to be cognizant of both the
occupations leading into our areas of focus and also those advancement opportunities beyond. As the region
works to upskill Miami residents to these nine occupations, it must be a point of emphasis to view them not in a
vacuum, but as a piece of a larger system of pathways and opportunity.
A common question when trying to fill these occupations of focus might be, “Where do we find the candidates to
fill these jobs?” In pursuit of region-wide impact, we begin by answering this question through identification of
individuals who are currently working in jobs in which they’ve already gained a subset of the skills required for an
occupation of focus. When this is the case, the skill gap between the two occupations is significantly abbreviated,
allowing for short-term training interventions to be put into place allowing a quick and effective transition into
the new role, coupled with an increased emphasis on backfilling the newly vacated occupation. When regions can
identify these narrow gaps in skillsets and target the workers who are close to a transition, they can create
considerable momentum in the upskilling process.
Although our occupations of focus are all in high demand and typically have hundreds of current openings
throughout Miami-Dade County, the opportunities are not infinite. As the region is able to gain momentum and
more efficiently upskill individuals to the occupations of focus, those openings will ideally begin to decrease.
Ensuring there are opportunities for individuals working in an occupation of focus to progress along a career
pathway will not only increase the prospects for backfilling, but it will ultimately make our occupations of focus
even more attractive to job seekers as they understand they are not dead ends and that even greater
advancement and earning potential lies ahead.
The ideal situation is a constant stream of people moving into those occupations of focus and beyond to higher
levels of opportunity. Some workers will be content to stay in an occupation of focus and earn a living wage for
the duration of their career. For those who want to continue increasing their earning potential, this strategy will
allow them to do so. For these reasons, in this section we have highlighted ideal lead-in and advancement
occupations for each of the occupations of focus for the region to consider when ruminating potential training
interventions. The occupations are outlined on the following page.
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Occupations of Focus
The graphic below outlines the nine occupations the team ultimately decided upon as areas of focus and
investment for the Miami region. Ideal lead in and advancement occupations are also included in this graphic
for quick reference when planning and coordinating interventions.

Electricians

Medical
Secretaries

Aircraft
Mechanics

$19.57/Hour

$15.62/Hour

$30.53/Hour

Lead In Occs: Electrician Helpers,
Maintenance Workers

Lead In Occs: Admin Assistants,
Office Clerks
Advancement Occs: Med Records
and Health Information Techs

Advancement Occs: Journeyman

Customer
Service Reps
$15.31/Hour
Lead In Occs: Entry Level
Advancement Occs: Sales Reps,
User Support Specialists

Maintenance &
Repair Workers
$16.57/Hour
Lead In Occs: Production Workers
Advancement Occs: Electricians,
Plumbers, Machinery Mechanics

User Support
Specialists
$21.53/Hour
Lead In Occs: Customer Service Reps

Lead In Occs: Auto Mechanics,
Maintenance Workers
Advancement Occs: None

Sales
Representatives
$23.58/Hour
Lead In Occs: Customer Service Reps

Advancement Occs: Web Developers,
Systems Administrators

Advancement Occs: Management
Occupations

LPNs/LVNs

Plumbers &
Pipefitters
$19.39/Hour

$22.18/Hour
Lead In Occs: Nursing Assistants
Advancement Occs: Registered
Nurses

Lead In Occs: Plumber Helpers,
Maintenance Workers
Advancement Occs: Journeyman

Green Jobs - According to Burning Glass Insights (defined on page 11)
Small Business Focus - Identified as areas of focus by the Small Business Advisory group
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It was important when narrowing this list to ensure the final nine occupations of focus represented a mix
of industries and skill sets, while maintaining consistency in growth potential and the ability to offer a
living wage. Throughout the interviews and stakeholder feedback, it was brought to attention that MiamiDade county was in need of more middle skill opportunities and that many residents were trapped in lowwage jobs with no immediate opportunity for upward economic mobility. In increasing that access,
identifying these occupations is just the first step in the process. These occupations give a direction,
however they do not, on their own, lay out a road map. This is where our training interventions come into
play. All of the occupations on the list are typically obtainable through a variety of short-term training
types (less than 2 years). In the following section, we will highlight some of the opportunities the region
can consider to gain momentum and begin seeing a steady pipeline of workers moving from entry to mid to
upper level roles.
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Opportunities for Action
The key findings throughout this process, the review of education and training providers, and the identification
of a group of occupations of focus have all intertwined together to point us toward a variety of opportunities
The Miami Foundation can consider enacting. Before diving into these opportunities it's important to
understand how they're laid out and the types of information that can ultimately be uncovered in each section.
The key below gives a better idea what can be expected when reading through the opportunities for action.

OPPORTUNITY KEY
Title of Opportunity
Some background information on why this opportunity was chosen and why it's needed

Potential Partner
Who should be involved in implementing this opportunity. "Opportunity for Bid" is used when we do not have a specific
organization in mind. If that's the case, we will typically use this section to describe the skill set the ideal partner would
possess.

Action Items
How the program would ideally be rolled out and operated. Identifies the high level steps that would need to be taken
to implement this specific opportunity

Occupations of Focus
This list highlights the occupations of focus that would make the most sense to use this type of training as a pipeline
(only relevant on Part 1 opportunities).

These opportunities have been split into two groups: Occupational (Part 1) and System (Part 2). Occupational
opportunities do not exist in a vacuum and many other moving parts must be put into place to ensure longterm programmatic success. For true systemic change, long term support, and not just constant short-term
new start funding from philanthropy and public funding, will be essential.
Part 1: Occupational
1.1 - Incumbent Worker Training
1.2 - On-the-Job Training
1.3 - Nursing Assistant to LPN Bridge Program
1̀.4 - Expansion of UP Labs
Part 2: System
2.1 - Small Business Engagement
2.2 - Creation of Career Pathways
2.3 - Advancing Career Awareness
2.4 - Talent Attraction & Retention
2.5 - Overall Implementation
2.6 - Labor Market Data Collection
WORKFORCE ASSET REPORT
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Opportunity #1.1: Incumbent Worker Training
In many of the focus groups and through desk research, there was an obvious absence of incumbent
worker training programs in the community. CareerSource South Florida highlighted their incumbent
worker training program, however small business employers had little awareness of this opportunity.
Upon further discussion, it was brought to attention that eligibility and paperwork requirements for
this program created roadblocks for employers looking to access these opportunities.

Potential Partner
Opportunity for Bid - We recommend that another incumbent worker training program is implemented
and operated by an organization in the community. This version would utilize grant funding to work
specifically with small businesses on upskilling their current workforce (specifically related to the
occupations of focus and in a cohort model). Ideally, this organization would partner with
CareerSource South Florida and other local provider offering a similar program to avoid any duplication
of services and the new program is filling gaps in the process that currently exist due to funding
eligibility restrictions. This organization should have experience administering workforce training
programs.

Action Items
The ideal structure for this type of program would be for a single organization to lead the way on all
incumbent worker training in Miami-Dade County.
The potential partner could manage partnerships and relationships with local training providers,
small business employers, and other incumbent worker training providers.
The partner could work to maximize value by bringing together cohorts of employees from a
variety of employers in need of the same type of training and linking these cohorts with local
training providers. In contrast to the current system in which an individual employer is getting
incumbent worker training for a handful of employees at a time, this iteration would be able to
impact more workers and save on costs by ensuring full cohorts of trainees with the local training
providers.
The partner could manage agreements with employers ensuring that upon successful completion
of the training, the employee would be promoted to the new occupation.
The partner could be responsible for the promotion of this program and ensuring a consistent
pipeline of workers going through training.
The partner could also work with the overall Project Manager (see Opportunity 2.5) to ensure
funding is providing results and workers are transitioning into new roles and earning higher wages
as identified in the employer agreement.
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Opportunity #1.1: Incumbent Worker Training Cont.
Occupations of Focus
User Support Specialists, Sales Representatives, Maintenance/Repair Workers, Medical Secretaries,
Customer Service Representatives
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Opportunity #1.2: On-the-Job Training
On-the-Job Training (OJT) programs also appear to be in short supply in the community outside of a
few select programs, although this isn't uncommon as funding is the most common roadblock in these
types of initiatives. Due to eligibility requirements and funding limitations, the program at
CareerSource South Florida is unable to serve a large portion of the population who would be ideal
targets for this type of training. It makes sense to expand eligibility requirements for people to more
easily access our occupations of focus through OJT programs with local small businesses.

Potential Partner
Opportunity for Bid - The partner of this program could work in conjunction with current providers to
better understand the eligibility gaps in their on-the-job-training programs and ensure the new
program isn't duplicating efforts, but is instead advancing what's currently happening. This partner
should have experience administering workforce training programs.

Action Items
The ideal structure for this program would be for the new provider to utilize grant funding to offer a
reimbursement of 25%-50% of a new employee’s wage (in one of the occupations of focus) to
employers who hire and train the individual. Typically, these reimbursements would continue for around
three months following an employee’s start date, depending on the occupation and the skills that would
need to be acquired. The idea behind this type of program is that employers will be more likely to hire
an individual who may not possess the entire set of skills they need for a position in exchange for a
discounted hourly rate during the time on the job during which the employee is learning those skills and
filling the gaps that currently exist. CareerSource South Florida's program, like most OJT programs
operated by Workforce Development Boards, is structured similarly. The primary differentiator will be
the requirements for eligiblity, expanding the pool of potential participants.
The partner could be tasked with designing a program that will maximize impact and determining,
based upon employer interaction, the ideal reimbursement rate (typically falls between 25%-50%).
The partner could conduct monitoring and performance reviews with participants and employer
clients to ensure the employee is gaining the skills laid out in the training plan.
The partner could manage all employer reimbursements and ensure they are paid in a timely manner
and that employees are meeting the various milestones outlined in their training contract with the
employer.
The partner could work closely with employers and participants to ensure they're removing
potential barriers (transportation, childcare, etc.) that may interfere with the employee's training
schedule.
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Opportunity #1.2: On-the-Job Training Cont.
The partner could also work with the Small Business Engagement representative (Opportunity
#2.1) to open up doors to the small business community and with the overall project manager
(Opportunity #2.5) to make sure they're staying on track with performance metrics.

Occupations of Focus
User Support Specialists, Sales Representatives, Maintenance/Repair Workers, Medical Secretaries,
Customer Service Representatives
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Opportunity #1.3: CNA to LPN Bridge Program
The most common career pathway that frequently utilizes a bridge program approach is nursing. Most
community colleges offer bridge programs for LPN to RN, but it's not as common to offer a bridge
from Certified Nursing Assistant (CNA) to LPN. Considering LPN to RN bridge programs already exist
in the region, there appears to be a gap in transitioning CNAs to LPNs. Considering CNAs already
possess a subset of the skills required to become an LPN, any way to bridge this gap could help to
increase the overall nursing pipeline. Concerns were raised regarding the viability of LPNs moving
forward, as there is evidence that these occupations could be phased out in the future in favor of
more RNs. Taking this into account, we still see LPNs as an important piece of the pathway to
ultimately becoming an RN. Skilling up CNAs now will make for easier transitions to RN jobs in the
future while allowing these newly trained LPNs to begin earning higher wages and new skillsets in the
meantime.

Potential Partner
Miami Dade College - MDC already has an LPN to RN Bridge Program, that by all indications, is
operating at a high level. They are uniquely positioned to be able to house both of these programs
under the same roof and develop a system of on and off ramps along the nursing pathway that
increases access by not penalizing nurses for taking a single educational step forward and then reentering the workforce, considering it's often not possible to put life on hold to pursue a full program.

Action Items
MDC could first conduct an analysis on the viability of this type of program and determine if a
bridge program or an accelerated LPN program makes the most sense in this situation.
The college could also research the viability of offering this type of program in a hybrid format to
create additional access for working CNAs.
The college could take the lead in overall program management and enlist the help of local
healthcare employers (through existing industry advisory board discussions) to design curriculum
for the program and more deeply understand the skill gaps that exist between CNAs and LPNs in
order to create an efficient and effective training program.
The college could research and better understand how this bridge program links to the LPN to RN
bridge program and work to better prepare the CNAs in LPN training for their next step to
becoming an RN.
The college could also be tasked with promotion of the program to current CNAs in the community
and helping them to better understand their pathway options and earning potential.

Occupations of Focus
Licensed Practical and Vocational Nurses
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Opportunity #1.4: Expansion of UP Labs
The Urban Potential Laboratories (UP Labs) through FIU are an ideal best practice that offers
potential for expansion in the future. The UP Labs offer a hybrid approach for individuals to gain the
skills necessary to access middle skill jobs, through in-class instruction and hand-on experience during
a 14-week cohort program. Currently, the program is only working in the healthcare sector and is
finding some limitations in employer support. With increased private sector buy-in, this program has
potential to expand exponentially and train individuals in a variety of high-growth, middle skilled jobs
(especially in the nine occupations of focus we have identified as part of this report).

Potential Partner
FIU UP Labs - UP Labs is already operating this program and is partnering with CareerSource South
Florida, Microsoft, FIU, and JP Morgan Chase on the initiative. These partnerships are strong and
should also continue to be expanded as the program grows. UP Labs has the framework and
beginnings of a program that has the potential to impact many workers in Miami-Dade County and
with increased funding and employer engagement, can begin expanding to other occupational areas.

Action Items
UP Labs could put into place an employer engagement plan (in conjunction with the small business
engagement partner outlined in Opportunity 2.1) to ensure private industry is on-board and
invested in this program.
UP Labs could conduct research into potential expansion areas where employer engagement will
be at a high level and high growth potential exists. Some of the nine occupations we have outlined
for this report could be an ideal starting point.
UP Labs could work to expand their current staffing configuration to hire instructors in the newly
selected occupations tracks.
UP Labs could continue to build upon their marketing efforts and budget. They have put together
a series of effective success story videos and have a well-designed website that's user-friendly
and easy to understand. By continuing to push these pieces and expanding upon their marketing
presence, they will be able to reach more potential participants and employer partners in the
region.

Occupations of Focus
Customer Service Reps, Sales Representatives, Maintenance Workers, User Support Specialists,
Medical Secretaries

WORKFORCE ASSET REPORT

21

Opportunity #2.1: Small Business Engagement
The Miami economy hinges on the success of its small business community. According to a 2018 FIU
report, 81 percent of businesses in Miami-Dade County have less than ten employees. Therefore, it's
important to ensure these businesses are able to have their voice heard, contribute to the workforce
conversations happening in the community, and have an efficient way to gain information regarding
training and incentive programs available to help them upskill their workforce. Small business owners
are often so busy running their businesses, that they don't have time to engage with workforce and
higher education representatives in traditional group discussion settings. With this being said, these
employers must be receptive to engaging and becoming investors in the system for the region to see
true impact.

Potential Partner
The City of Miami's Opportunity Center - The Opportunity Center is the ideal organization to lead the
charge on this initiative. At the time of this report, the Center currently is looking to fill two
positions related to small business engagement that could be directly leveraged to implement the
action items highlighted below.

Action Items
Small Business Engagement is a challenge for most communities throughout the country, however
there are some promising practices happening in areas that could potentially be replicated. The
bulleted list below outlines some actionable pieces to further advance small business engagement:
The Opportunity Center could leverage their new grant-funded Small Business Advocate and
Workforce Navigator positions to drive engagement and convene various stakeholders to
streamline the regional approach to small business engagement.
These small business representatives could work to create a network of engaged and active small
business owners. Expanding the current resource page for small businesses by including more
specific information around programs and incentives for small businesses as an additional layer to
the current search tool, would be an immediate value add. Additionally, there needs to be a
consistent feedback loop between the small business community, the small business
representatives, and education/training providers. This could roll out in a few different ways, but
typically an online forum for the businesses to converse among each other that's moderated by
the small businesses representative in addition to a clear, concise, and consistent newsletter for
the small business community that includes relevant workforce and training information and
procurement opportunities, would go a long way in building a cohesive network of businesses.
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Opportunity #2.1: Small Business Engagement Cont.
Additionally, the Opportunity Center could work closely with organizations already engaged with
small businesses in the community such as Neighbors and Neighbors, the county, the Beacon
Council, the Latin American Chamber, the SBA, and more. These organizations are already trusted
partners for these businesses and their endorsement can go a long way in building a greater
network.
In expanding this network of small businesses, there will be increased opportunity for businesses
to engage with one another in other areas as well, such as procurement. As small businesses gain
a better sense of the opportunities available in terms of procurement with local governmental
entities and larger corporations, they can more effectively pursue partnerships that would boost
their chances for a successful bid. The Itasca Business Bridge project in Minneapolis has worked to
better connect small and large businesses and instills basic principles of procuring local into its
larger organizations. This practice is directly beneficial to small businesses, as it increases their
credibility and likelihood of landing contracts with large businesses in the community. The small
business representatives could research ways to make small businesses more competitive in the
procurement process with local government entities and large corporations alike.
We have heard about the difficulties around getting small business employers to the table
consistently due to their hectic work schedules. As part of this network, however, it would be
beneficial to offer networking opportunities to small business owners on occasion to continue to
strengthening the employer-to-employer and the employer-to-community connections. The Small
Business Advocacy Council in Chicago administers a similar program and hosts a number of events
every month from breakfasts for all members to occupation-specific meet-ups to happy hour
learning opportunities. The SBAC of Chicago offers a base membership option of $300 per small
business that includes entry to all networking events, promotional opportunities, and more.
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Opportunity #2.2: Creation of Career Pathways
There is certainly some great work currently happening in the community in the career pathway
space, however it isn't very well coordinated across the various stakeholders. One organization could
work with both employers and training providers to develop a widely accepted system of career
pathways for the region in high-growth industries. The deliverable for this project should be
functional for employers, job seekers, and educators alike.

Potential Partner
Opportunity for Bid - There are organizations within the community who may be well positioned to
take on this work. Traditionally, a local convener or workforce development agency could be called
upon to implement pathways at a community level. This could also be an opportunity to bring in an
external consultant to offer an outside perspective of what's currently happening in the community
and how to better align pathways with industry demand.

Action Items
Career Pathway Development is an important base of which to build a greater workforce strategy
upon. Ensuring there's a clear system of pathways that's accepted and recognized by employers, job
seekers, and educators can help to get everyone on the same page and moving toward a common
goal.
The partner on this project could begin by conducting a literature review to find out all of the
different pathway initiatives currently taking place in the community. They could then engage in
conversations with employers and providers to better understand the career progressions
available to workers in the region.
The partner could then utilize the information gathered to create final deliverables that could
include one-sheets for each industry with pathways clearly displayed, staff/HR guides to better
explain to career counselors or company HR reps how to use the documents, and digital versions
of these documents that can be embedded into the websites of various providers and employers in
the community.
The partner could also provide recommendations around broken links in the pathway and
opportunities where new training programs could bridge some of the gaps limiting access to some
career transitions.
For a best practice example of career pathways, see Future Ready Iowa's career pathway
documents that have been put in place at a state level. Disclaimer: CAEL participated in the
creation of these documents.
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Opportunity #2.3: Advancing Career Awareness
Career Awareness is another area that is getting a lot of focus from institutions like Miami-Dade
County Public Schools, but there's an opportunity to expand this work and create opportunities for
people to gain access to information through direct exposure to industry and a first-hand glance at
what a career in a particular occupation may look like.

Potential Partner
Opportunity for Bid - Since holistic career awareness strategies happen at various levels, we are
hesitant to suggest a single organization to facilitate this opportunity. The organization that takes
on this role should be a convener in the community with connections to Miami Dade Public Schools,
CareerSource, the Opportunity Center, and other providers of these types of services and initiatives.
They should also have relationships with the employer community and the ability to rally employers
around the initiative.

Action Items
Ensuring a region's population is aware of the various career opportunities available to them is a
difficult task. Marketing and outreach can help to bridge the gap, but the creation of opportunities
for people to learn through engagement and experience can make an even stronger impact.
The partner could work with the various career awareness providers in the community to better
understand and inventory what's currently happening and working in this space (specifically
around the nine occupations of focus identified in this report).
The partner could bring together employers (potentially work directly with the small business
engagement representative recommended in Opportunity 2.1) to discuss ways to engage not only
students, but also adults in career awareness activities.
The partner could be responsible for creating and delivering career awareness interventions based
upon the information gathered. Examples of this could include:
A hands-on career expo for students to learn about various career and industries experientially
(i.e. Birmingham's Worlds of Work and Springfield's Build My Future)
A Career Awareness website accessible by individuals in the community at all levels to learn
about the various opportunities available to them (i.e. Tennessee's Work Learn Earn)
Increased parental engagement through a network of parents interested in learning more
about careers for their children.
A campaign to help in rehabilitating the image of skilled trades and presenting them as viable
options with high earning potential. (i.e. Fort Wayne's MadeByMe Campaign)
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Opportunity #2.4: Talent Attraction & Retention
Talent attraction and retention is typically a key building block in workforce development strategy.
The ability to continually attract new workers, while simultaneously retaining the ones you already
have is a constant struggle in combating "brain drain". This piece came up in several of our
conversations, specifically with employers who voiced concerns regarding people leaving the
community. As noted in the Key Findings section, the young professional networks at the local
chambers offer the potential to be expanded upon of merged with a similar program operated by
another organization.

Potential Partner
Opportunity for Bid - The Future of Talent, hosted by a collaborative of universities and other
stakeholders, has taken a leading role in reviewing issues pertinent to the retention of talent in
Miami-Dade county. In their meeting earlier this year, they indicated that 80% of FIU graduates are
staying in Florida. The Future of Talent should build upon the successes at the university level to
ensure long-term retention of sub-baccalaureate completers as well.

Action Items
When a wide variety of populations in a region are aware of and can access career and training
opportunities, a significant boost is given to the local talent pipeline. Tailoring messages to and
creating engaging opportunities for specific populations will produce better long-term outcomes and
more engagement across the workforce system.
The partner could either develop a combined Young Professional's Network that's inclusive of all
types of professionals in the community, or continue building upon and expanding the Greater
Miami Chamber's HYPE program. The partner could increase promotion of this network and create
a website that's easily accessible. Ensuring holistic engagement of a diverse range of individuals is
vital in this process as the ultimate goal is to ensure young professional feel embedded within the
community (typros.org is a best practice in this space)
The partner could work to develop an inventory of initiatives already taking place in this space and
bring together the various stakeholders to streamline this process.
The partner could create a communication strategy for outreach to targeted groups within the
community along with specific steps ensuring everyone has the opportunity to become involved in
the greater workforce conversations happening.
The partner could review and research the key contributors to a high retention rate of university
graduates and determine ways to extend these best practices to sub-baccalaureate completers.
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Opportunity #2.5: Overall Implementation
Considering the recommended next steps for the region include a multitude of moving parts, it also
makes sense to have a single organization or individual overseeing everything that's happening at a
high level and effectively coordinating the partnerships, tracking performance metrics/outcomes, and
ensuring the overall project is staying on track.

Potential Partner
Opportunity for Bid - This would typically be an individual or organization with strong ties within the
community who can work to put this plan into action and coordinate the day-to-day functions
involved in maintaining this type of grant. Organizations that have led this type of implementation
may traditionally include community conveners such as the United Way, chambers of commerce, or
other community organizations that would meet this description. It would be beneficial for this
facilitator to have experience managing grants and meeting performance goals.

Action Items
The partner could work closely with The Miami Foundation to ensure they have a deep
understanding of the performance metrics outlined within the grant and put into place tracking
mechanisms and reporting processes to guarantee everything stays on track.
The partner could develop an advisory council made up of the stakeholders involved in the process
to provide regular feedback and receive updates on movement toward desired outcomes.
The partner could also build upon the information uncovered by CAEL throughout this process to
gain a deeper understanding of what's currently happening (especially best practices) and
ensuring the the various programs already in place aren't being duplicated and the overall system
is moving in the same direction.
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Opportunity #2.6: Labor Market Data Collection
In early discussions, The Miami Foundation stressed the importance of having a plan in place to allow
them to continue building upon this work and the research collected by CAEL moving forward. In an
effort to bridge this gap and ensure The Miami Foundation has a plan in place for replicating the data
gathering process used for this report in the future, CAEL has developed a plan to accomplish this.

Potential Partner
Opportunity for Bid - With the methodology and a high-level plan already established, this piece could
be put up for bid for an organization re-create a scaled down version of the labor market research
conducted in this report and provide complimentary reports that refresh the data and ensure the
system is continuing to move in the correct direction based upon the trends uncovered in the data.
The partner on this program would ideally have experience collecting and analyzing workforce data
and displaying it in effective ways. It's important for the partner organization to have a data analyst
on staff to collect the data and conduct the research process. Potential partners could include a local
university system or the city/county.

Action Items
The partner could use the plan provided by CAEL (Appendix C) and conduct the analysis on a
regular basis to determine labor market changes happening within the region.
The partner could combine these findings into a report or dashboard that clearly displays trends
over time and offers analysis and insight into these market changes.
The partner could be continually looking for ways to build upon the original analysis by using the
origin data and methodology as a building block for further analysis.
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Appendix A: Methodology
Collection Process
• Literature Review: CAEL first reviewed current literature and conducted a meta-analysis of already
existing labor market analyses and economic forecasts for the Miami region.
• Preliminary Criteria: CAEL, in consultation with The Miami Foundation and its partners, identified a
preliminary set of criteria to identify target occupations. This criteria was updated and refined as we
gathered additional data and input from stakeholders.
• Quantitative Data Analysis: CAEL gathered quantitative data from a range of public and proprietary
sources on 743 occupations in Miami-Dade County. CAEL identified a preliminary list of 478 occupations
that met the initial quantitative criteria. From here, CAEL continued to quantitatively narrow this list down
to 70 occupations.
• Qualitative Data Analysis: CAEL conducted 12 focus groups and 11 one-on-one interviews with a range of
community stakeholders to provide input and context on in-demand occupations, long-term industry
trends, and the workforce pipeline in Miami-Dade County. CAEL used this information to further refine and
prioritize occupations.
• Finalize prioritizations: Using a combination of quantitative and qualitative analysis and information
gathering, CAEL eventually narrowed the scope down to 9 final occupations of focus. This is not to say
these are the most important occupations or the “best” occupations in Miami-Dade County, but is to say
these occupations make the most sense in terms of focus areas for the region and increased economic
mobility for the workforce.

Data Sources
To estimate current and projected employment levels and employer demand for occupations, this analysis
draws from a range of federal, state, and local publicly available and proprietary data sets, including:
• EMSI: Emsi occupation employment data are based on final Emsi industry data and final Emsi staffing
patterns. Wage estimates are based on Occupational Employment Statistics (QCEW and Non-QCEW
Employees classes of worker) and the American Community Survey (Self-Employed and Extended
Proprietors). Occupational wage estimates are also affected by county-level Emsi earnings by industry.
This report uses state data from the following agencies: Florida Department of Economic Opportunity.
• Labor Insight from Burning Glass Technologies: Labor Insight aggregates online job postings to provide
real-time information on employer demand, including knowledge, skills, abilities, experience, education, and
credential preferences. We draw from job postings advertised in the Miami-Dade County in the 12-month
period between November 2017 and October 2018.

WORKFORCE ASSET REPORT

29

Appendix A: Methodology
To estimate the supply of workers in Miami-Dade County, we draw from:
• U.S. Department of Education’s National Center for Education Statistics (NCES) Integrated
Postsecondary Education Data System (IPEDS): IPEDS collects information annually from every college,
university, and technical and vocational institution that participates in federal student financial aid
programs. IPEDS collects data on a range of areas, including enrollment, program completion and
graduation rates, institutional costs, student financial aid, and human resources. This analysis draws on
data beginning in the 2013-2014 school year through 2017-2018 from postsecondary institutions that list
their primary address in Miami-Dade county and that reported program completions in programs aligned
to target occupations. Programs are defined using IPEDS’ classification of instructional program (CIP)
taxonomy. CAEL utilized the Florida Department of Economic Opportunity’s CIP to SOC crosswalk to
identify programs that aligned to target occupations.
• Recognizing that some training providers may not report all data to IPEDS (e.g. non-credit awards may
not be available through IPEDS), CAEL conducted a scan of related programs in the region to identify
additional education and training assets and quantify capacity and program completions, where available.
CAEL utilized the Florida Department of Education’s list of registered apprenticeships to identify programs
in Miami-Dade County and CareerSource South Florida’s eligible training provider list (ETPL) for additional
training programs. This analysis is supplemented by public information included on individual education and
training provider’s websites.

Stakeholder Engagement
To provide context for the labor market information from the above sources, we conducted a series of
focus groups and interviews with representatives from target industries, education and training providers,
and other community stakeholders. Outreach was facilitated by The Miami Foundation and its partners,
with CAEL providing guidance around the desired profiles of participants. We sought participation from a
range of organizations, including public and private non-profit organizations, community-based and faithbased organizations, and for-profit agencies. Employer focus group participants represented industry
leadership, organization leadership, human resources staff, and hiring managers. A full list of participants
in these conversations can be found in Appendix B.

Analysis Limitations
• Although the geographic area of interest in this study is Miami-Dade County, geography was inconsistent
across data sources; depending on the data source, a region may be defined by city, county, metropolitan
statistical areas, or Local Workforce Investment area.
• Occupations defined using the BLS Standard Occupation Standard Occupational Classification (SOC)
taxonomy may not reflect how occupations are defined in the field.
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Appendix A: Methodology
• Traditional sources of labor market data (e.g. BLS, IDES) provide a big picture, long-range perspective on
employment and education in the United States, but may not provide timely information. Employment
estimates include a time lag between when data are collected and when they are released. Employment
projections do not reflect current and future changes in the labor market due to influences such as policy
interventions and technological innovations. Thus, traditional labor market information in this study was
supplemented by real-time labor market data.
• The IPEDS program collects data from every college, university, technical, and vocational institution that
participates in federal student financial aid programs. While a comprehensive source on educational data
such as enrollments, completions, and institutional characteristics, the data is self-reported and may
include errors, particularly coding program offerings by the classification of instructional programs (CIP)
taxonomy. The number of completions reported in the dataset does not reflect the number of individuals
who completed a program, but rather the number of credentials awarded. If an individual was awarded
multiple credentials in a school year, they are duplicated in the data set for each credential. IPEDS
includes a time lag between when the initial data is collected.

Occupation Narrowing Process
Phase 1 | Narrow to 478
Experience Required: < 5 Years
Typical Entry Level Education is at least a High School Diploma but less than a Bachelor’s Degree
OR
Typical Entry Level Education is a Bachelor’s Degree, but at least 25% of current workers have a
High School Diploma or less, some college, or an Associate’s

Phase 2 | Narrow to 244
Number Employed: >= 100
Employment Projection: >= 0%
Historical Employment (2013-2018): >= -5%
25% of Current Workforce Makes at least $15.30/hour

Phase 3 | Narrow to 70
Number of job postings in last year: >= 30
Number Employed: > 475
Median Wage: >= $15.30
Eliminate all Manager-level occupations
Eliminate non-specific "all other" occupations (with the exception of Sales)
Further tightening of degree requirements (more information in Appendix A)
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Appendix B: Project Partners
This report would not have been possible with the overwhelming support and feedback provided by a wide
range of stakeholders in the region. Below, is a listing of individuals who provided input along the way.

Focus Group Participants - December 11th & 12th
Education & Government
• John Dixon, Miami Dade Economic Trust
• Caryn Lavernia, FIU
• Jasmine Santiago, Barry University
• Ricardo Martinez, City of Miami
• Lisi Carreno, University of Miami
• Eran Arbel, FIU
• Alexia Rolle, MDC
• Julio Arana, Dade Schools
• Ana Flores, Dade Schools
Economic Development
• Mike Finney, Beacon Council
• Myrna Sonora, Prospera
• Matthew Rocco, South Florida Manufacturers Association
• Isabel Cosio Carballo, SFRPC
• Mark Trowbridge, Coral Gables Chamber
• Kevin Ruiz, Miami DDA
• Robert Smith, CareerSource SF
• Leopoldo Coronado, Year Up
Banking & Finance
• Joe Fernandez, BNY Mellon
• Gloria Ortega Rex, The Miami Foundation
Trade & Logistics
• Stanley Riguad, Beacon Council
• Guillermo Suarez, Vipex Consolidators
• Karla Gottlieb, OLCDC
Technology
• Lucas Hernandez, Microsoft
• Ivery Boston, Miami DDA
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Appendix B: Project Partners
Hospitality
• Pam Payano, GMCVB
Construction
• Ruth Tirado, Associated Builders and Contractors Institute (ABC)
• Carlos Cardenas, Associated Builders and Contractors Institute (ABC)
Health Care
• Sam Blatt, Beacon Council

Workshops – January 29th & 30th
Workforce and Education Workshop
Rene Mantilla, Dade Schools
Terry Grandal, Miami Dade College
David Del Terzo, Dade Schools
Sharard Walker, OIC SF
Anthony Robinson, OIC SF
Ruth Tirado, ABC Institute
Victoria Fear, Year UP
Polo Coronado, Year UP
Small Business Service Providers Workshop
Lisa Martinez, HFSF
Ranata Reeder, SFCDC
Jhyna Arauco, Career Source SF
Janel Allen, Prism Creative Group
MJ Green, Opa-locka CDC
Mileyka Burgos, Allapattah Collaborative
Myrna Sonora, Prospera
Brian Van Hook, FIU Small Business Development Center
Erick Isaac, Prospera
Michael Sellinger, Miami Bayside Foundation
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Appendix B: Project Partners
Ecosystem Work Group
Jane Gilbert, City of Miami
Michael Roman, City of Miami
Charisse Grant, The Miami Foundation
Rebecca Mandelman, The Miami Foundation
Howard Frank, FIU
Helen Roldan, FIU
Maria Ilcheva, FIU
Shannon Charles, Catalyst Miami
Santra Denis, Catalyst Miami
Kevin Ruiz, Miami Downtown Development Authority
Raul Moas, Knight Foundation
Rebecca Pelham, Engage Miami
Nikisha Williams, Opa-locka CDC
Gregory Johnson, Microsoft
Umer Rahman, FIU UP Labs
Vanessa Benavides, United Way
William Porro, City of Miami
Sheri Colas-Gervais, Beacon Council
One-on-One Interviews
Lenore Rodicio, MDC
Ruth Tirado, ABC
Robert Smith, CareerSource
Oscar Loynaz, MDC
Alexia Rolle, MDC
Laura Whitfield, Mission United
Caryn Lavernia, FIU
Antonio Delgado, MDC
Nikisha Williamsm Opa Locka CDO
Luis Diaz - MDC Public Schools
Victoria Fear - YearUp
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Appendix C: Training Providers
Another deliverable for this project was for CAEL to create an inventory of training providers in the
region. CAEL has developed an Excel spreadsheet of these providers using IPEDs and online research. For
the Appendix, we have outlined training providers specifically for each of the occupations of focus. Please
keep in mind, this is an inexact science and relies heavily on online research and sources. There are likely
programs missing from this list. The more updates and revisions this inventory undergoes, the more
accurate it will ultimately become.
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Appendix C: Training Providers
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