
INSIGHTS FOR ACTION
How the MSP region is addressing the growing talent crisis 

with analysis of real-time labor market data

September 2018



PAGE 1

INTRODUCTION
In the last few years, a range of online analytical tools has enabled a clear view of 
our dynamic and constantly changing labor market. For the first time, this data is 
available to job counselors and planners not just as information for reflection, but 
as a real-time action tool to direct jobseekers to the best opportunities. This 
report outlines our approach to taking the first step in addressing this crisis: 
documenting the labor shortage and skills gap, identifying the impact that our 
programs and initiatives could have on closing those gaps, and building a strategy 
for a more systematic and employer-led long-term solution. 

We believe workforce development must now be based on a real-time feedback 
loop. Without a clear line of sight into the current labor market realities, it is 
impossible to advise job-seekers effectively, meet employer talent needs, or plan 
effective educational systems. We have learned that in a program-rich, systems-
poor environment, context in real data and short-term outcomes can help move 
out of the spin-cycle of planning and into systems change. 

However, a strong report alone will not lead to systematic change, better 
programs, or improved outcomes without engaging the necessary leaders to take 
the next step. Even after reviewing the wealth of LMI, job postings, and educational 
data at our disposal, it is still essential to get out in the field and talk to 
employers, training program managers, and postsecondary directors get their take 
on the accuracy and relevancy of the data and your conclusions from it. 

Real Time Talent and MSPWin will continue to promote and expand demand-
driven solutions that are grounded in the realities of talent supply limitations and 
opportunities. We hope that this implementation guide is an important step 
toward building the next generation of cross-sector, employer-led education and 
workforce collaboratives to address the workforce challenges of our time.
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Minnesota will soon face a significant labor shortage. In some industries, the shortage is already 
occurring. If unemployment rates hold constant, we can expect only an average 0.35% annual growth in 
employment between 2016 and 2022 due in large part to:
  > Increasing retirement rate of the baby boomer generation
 > Decreasing labor force participation of youth, particularly between the ages of 16-21 
This graphic offers a simplified 6-year outlook at the impact of several challenging, yet important goals 
for the future employment of Minnesotans.  

American Community Survey 
5-Year Estimates

Minnesota Demographic 
Center Projections

2,919K

3,000K

Sources: US Census Bureau Population Estimates Program, 2015; IPUMS US Census Bureau 
American Community Survey 5-Year Estimates, 2015; MN Demographic Center Population 
Projections; Committee for a Responsible Federal Budget. Each target and impact listed 
above is contingent on the others. Where projections do not exist, the most recent ACS 
data on employment and demographics are used to develop scenarios. Advising on data 
sources provided by the Minnesota Population Center and Wilder Research.

RealTime Talent
Using data to build the 
world’s best workforce

Targets and Impacts

2,826K

Created October 2016 and updated March 2017 by Erin Olson, Research Strategist, RealTime Talent. 

Building Minnesota’s Workforce

Eliminate Disparities in Employment (IMPACT: +20,000 
employed above and beyond impacts of the four initiatives 
below, leading to 57,500 total additional minorities employed) 
Labor force participation and employment rates of all racial and 
ethnic groups match (or exceed) that of native born whites.

Extend Retirement (IMPACT: +1,000 employed)
Raise the Median Eligibility Age gradually by 1 year by 2035.

Reduce Dislocated Workers (IMPACT: +6,750 employed) 
Reduce the number of dislocated workers by half (at least 85% 
minority).

Reduce Long-Term Unemployment (IMPACT: +10,000 
employed) Reduce the number of long-term unemployed 
by half (at least 85% minority).

Maintain Youth Employment (IMPACT: +26,250 employed)
Maintain current rate of 16-24 year old labor force participation 
and employment (at least 85% minority).

Maintain International Migration (IMPACT: +6,000 employed)
Maintain current annual increase in international migration, 
rather than letting it slow.

Increase Domestic Migration (IMPACT: +11,000 employed)
Increase net domestic migration to a net positive of 5,000 
people per year.

Realistic approaches to address our need for more workers

2,730K
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QUANTIFYING THE LABOR MARKET GAP
STATEWIDE  APPROACH| In order to develop a comprehensive strategy for addressing Minnesota’s labor shortage, it was necessary to 

quantify the specific components of our state’s talent pool and expected talent pipeline. First, we analyzed 
the current and projected macro-level labor market shortages based on official population projections and 
alternate forecasts of continued employer demand matching historic trends. 

Then, we estimated a best-case scenario: If our state were not facing this severe shortage of workers, and 
economic growth could continue in line with historic rates of growth, we would actually need approximately 
278,000 additional workers in our state by 2022 than our current talent pipeline can supply.

In order to keep pace with changes in the economy and positioning of the workforce, these estimates are 
updated internally every 6 months.  As of the most recent estimates in February 2018, we found that the 2022 
shortage had been reduced to about 239,000 workers due to a slowing rate of GDP growth statewide.

The most important step in this process is identifying the critical populations of talent, scope of existing 
workforce initiatives, and how these relate to the baseline assumptions of official labor market forecasts. 
In the Building Minnesota’s Workforce report, first published in October 2016 and updated in March 2017, 
we emphasize the possible growth in our employed workforce by addressing employment, migration, and 
productivity challenges.  Additional analysis in late 2017 and early 2018 highlighted where the largest talent 
shortages are expected to occur sector by sector.

278,000 worker gap 
first forecasted in 2016

239,000 worker gap 
estimated in 2018, 
reflecting slowing rate 
of GDP growth and 
updated employment 
data 

Total projected needed 
workers to maintain state-
wide GDP growth

Impact of increasing auto-
mation and productivity in 
key industries

The critical impact 
areas for closing 
the statewide 
talent gap include 
1) employment 
of adults, youth, 
and historically 
under-employed 
populations, 
2) migration and 
talent retention, 
and 3) productivity 
and innovation. 
Key targets were 
identified in 
the first two of 
these categories 
that, together, 
would close 
approximately 1/3 
of the state’s total 
talent shortage.

Even if we take the 
most optimistic outlook, 
Minnesota will still have a 
talent gap. 

Employment initiatives alone could add about 64,000 workers to Minnesota businesses. 
The additional shortage of 175,000 workers would need to be addressed through improved 
attraction and retention of talent (adding up to 17,000 workers by 2022, indicated in 
orange), along with encouraging opportunities for employers to innovate and automate 
for increased per capita productivity.

KEY FINDINGS



PAGE 4

METRO APPROACH|Having identified the critical intervention paths at the statewide level, we shifted focus to a regional 
sector-based model aligned with metro initiatives. The Governor’s Workforce Development Board identified 6 sectors that are critical to Minnesota’s economic 
future; our analysis highlights critical workforce shortages expected in each.

1-Overlaps with jobs by industry sector, except all other. 2-Private employment and self-employment not classified into the above 6 critical sectors. 3-Average annual % change over a 3-year period. 
4-Replacement demand has been discontinued by the Bureau of Labor Statistics (BLS) because of “statistical and conceptual issues with the implementation of this method that compromised 
the accuracy and validity of the resulting estimates” (www.bls.gov/emp/ep_replacements.htm). BLS developed a new method that estimates this concept by measuring occupational separations, 
which include both replacements due to exits from the labor force and occupational transfers from a major occupation group (2-digit SOC). 5-Rounded estimates. Developed by Erin Olson (erin@
realtimetalentmn.org). Published 1/15/2018 by RealTime Talent. Sources: TalentNeuron Recruit aggregate online job postings. www.wantedanalytics.com accessed October 27, 2017. Counts of job 

7-County Metro Supply & Demand Outlook

 MSP Sector Analysis

 Regional      
  Forecast  
   Overview

7-County Labor Shortage Forecast

Employment

Average	  
Annual	  %	  
Change	  in	  
Employment

Government	  
Jobs	  (%)

LQ Job	  Postings

Requiring	  
Some	  

College	  or	  
More	  (%)

Full-‐Time,	  
Permanent	  

(%)

Growth	  
Demand

Replacement	  
Openings

Separations	  
(Replacements	  +	  
Occ	  Transfers)

Annual	  
Change	  (%)

Estimated	  
Baseline	  

Mismatch	  (by	  
2020)

Additional	  
Possible	  
Shortfall	  	  	  	  	  	  
(by	  2020)

Total	  -‐	  All	  Sectors 1,845,752 2.1%	  △ 22% 1.00 237,488 59% 82% 40,770 138,319 612,534 0.7% (4,745	  unempl.) 62,250
Healthcare 206,310 2.9%	  △ 6% 1.07 30,803 78% 78% 12,527 11,712 59,224 2.0% 4,014 8,500
Finance 211,742 2.0%	  △ 6% 1.15 19,645 63% 84% 3,503 17,664 69,005 0.5% (1,680) 6,250

Information	  Technology 80,110 1.5%	  △ 7% 1.45 28,508 98% 80% 2,611 3,485 16,510 1.1% 1,521 2,250
Manufacturing 114,234 1.3%	  △ 1% 1.05 9,379 24% 79% -‐1,872 8,946 37,574 -‐0.5% (2,910) 4,000
Construction 91,116 3.7%	  △ 22% 0.79 3,751 33% 91% 2,920 5,306 28,294 1.1% 564 2,750
Government 203,472 1.5%	  △ 100% 0.80 13,749 23% 20% 3,175 14,168 57,214 0.5% 7,000

All	  Other	  Sectors 965,117 1.6%	  △ 0% 1.01 141,728 52% 81% 18,160 91,366 350,384 0.5% (6,254) 31,500

Baseline	  Employment	  Forecast	  2020 If	  Economic	  &	  Employment	  Growth	  ContinuesCurrent	  Year	  through	  Q3	  2017 Immediate	  Need	  Q3	  2017

In	  a	  scenario	  where	  the	  Gross	  Metro	  Product	  
(GDP)	  continues	  to	  grow	  at	  a	  rate	  

comparable	  to	  2013-‐2017,	  employment	  
would	  be	  estimated	  to	  grow	  at	  about	  1.7%	  

annually	  overall,	  with	  the	  following	  
approximate	  breakdown	  by	  key	  sectors.

4

3

1

2

5

Entry	  Level	  
Salary

Median	  
Salary

Experienced	  
Salary

Award	  <	  1	  
academic	  
year

Award	  >	  1	  
but	  <	  2	  
academic	  
years

Associates	  
degree

Award	  >	  2	  
but	  <	  4	  
academic	  
years

Bachelors	  
degree

Postbaccalau
reate	  

certificate

Masters	  
degree

Post-‐masters	  
certificate

Doctors	  degree All	  
Certificates

All	  Degrees All	  
Completions

Attained	  a	  
Credential

Credentialed	  	  
with	  Related	  
Employment

Attained	  a	  
Credential

Credentialed	  
with	  Related	  
Employment

Attained	  a	  
Credential

Credentialed	  
with	  Related	  
Employment

Total	  -‐	  All	  Sectors $36,000 $50,700 $62,900 4,268 2,604 9,785 312 21,896 2,316 20,528 382 5,097 9,882 57,306 67,188 929 30% 607 41% 166 51%
Healthcare $44,500 $60,800 $70,000 10% 5% 14% 0.1% 20% 2% 38% 0.1% 9% 18% 82% 16,067	  (24%) 55 67% 294 81% 79 90%
Finance $42,000 $61,300 $81,200 2% 0% 0.5% 0% 89% 0% 8% 0% 1% 2% 98% 650	  (1%) 400 44% 11

Information	  Technology $61,300 $89,100 $107,500 8% 3% 20% 0% 41% 6% 20% 0% 3% 16% 84% 2,639	  (4%) 148 39% 52 25% 34 38%
Manufacturing $28,500 $38,700 $45,900 20% 34% 32% 13% 0.3% 0% 0% 0% 0% 68% 32% 1,122	  (2%) 61 16% 86
Construction $39,300 $57,200 $67,900 38% 30% 16% 11% 4% 0% 0% 0% 0% 79% 21% 561	  (1%) 32
Government $43,500 $62,500 $76,700 14

All	  Other	  Sectors $33,300 $50,700 $62,900 4% 2% 14% 0.2% 37% 4% 30% 1% 8% 12% 88% 46,149	  (	  69%) 251 143 42

Award	  Level Dislocated	  Worker	  Program Pathways	  to	  Prosperity WIOA	  Adult	  ProgramSalary	  Levels

Sector Salaries & Educational Awards

Industry Total	  Growth Minority	  Growth Total	  
Employment

Share	  of	  Total	  
Employment

Total	  -‐	  All	  Sectors 174,166	  (11%) 86,036	  (39%) 1,727,977 100%
Healthcare 46,310	  (22%) 24,676	  (50%) 259,263 15%

Finance	  &	  Insurance 2,001	  (2%) 2,029	  (18%) 106,557 6%
Professional,	  Scientific,	  
and	  Technical	  Services

29,320	  (28%) 7,781	  (72%) 133,356 8%

Manufacturing 16,091	  (10%) 8,183	  (33%) 171,927 10%
Construction 22,167	  (43%) 2,506	  (119%) 73,615 4%

Public	  Administration 7,778	  (13%) 2,961	  (52%) 68,121 4%
All	  Other	  Sectors 50,499	  (5.8%) 37,900	  (17%) 915,138 53%

2010-‐2016	  Employment	  Growth 2016	  Share	  of	  Sector	  Employment

Industry Hiring Trends

Projected Need (1.7%
)

Official Forecast (0.7%)

Em
pl

oy
ed

, 1
6+

Shortage: 
~62,250 Workers1.7% (5 years) 1,845,752

Q3 2017 Estimate

1,948,772

1,886,522

postings in 2017 by employer were available July 1 - September 30, 2017 in the 7-County 
Minneapolis-Saint Paul Metro Area. Includes staffing agencies. Employment counts are 
modeled from Bureau of Labor Statistics Occupational Employment Statistics (OES) from 2002 
to 2017 and the Employment Outlook 2024, by JobsEQ. Graduate counts for government 
jobs were not able to be determined and were omitted from the Educational Awards table.

62,250 workers by 2020

 Occupations

2020 Shortage 
Based on 

Official Forecasts 
(or surplus)

2020 Shortage 
Based on 

Continued GDP 
Growth

Healthcare 4,014 8,500

Finance (1,680) 6,250

IT 1,521 2,250

Manufacturing (2,910) 4,000

Construction 564 2,750

Government - 7,000

All Other Sectors (6,254) 31,500

The regional reports use a slightly 
different approach from the statewide 
model, taking a more focused look at 
sector-specific employer demand rather 
than talent supply demographics.

The Regional Forecast Overview highlights the short-term 7-county labor 
shortage through the end of 2020, which was estimated in January of 2018 as 
approximately 62,250 workers.  This is the additional number of people that the 
7-county metro area (Hennepin, Ramsey, Washington, Carver, Dakota, Scott, and 
Anoka counties) would need to add into the workforce above and beyond the 
number of workers projected by the MN Demographic Center if the region 
hopes to keep pace with historic rates of GDP growth.  This approach takes into 
account retirements, other separations, and job transfers. We expect some of 
the largest shortages in Healthcare, Information Technology, and Construction 
occupations, but it’s likely that all sectors will feel significantly short-staffed 
given the dramatic labor shortage that we face (see the column above labeled 
“2020 Shortage Based on Continued GDP Growth.”

A shorter 
timeline 
through 
2020 was 
chosen to 
encourage 
rapid, sec-
tor-based 
responses.

The Quarterly Census of 
Employment and Wages data for 
occupations clustered by sector 
give a picture of the current 
state of employment.

Online job posting data shows 
the immediate needs that 
employers have and the skill, 
certification, and educational 
requirements needed.

An alternate forecast of the 
additional need above and 
beyond baseline forecasts from 
the BLS’ Employment Outlook 
help to estimate how employers 
perceive the worker shortage.

Sorting new employment and 
educational data by sector, 
then analyzing it again by race/
ethnicity (left) helps to highlight 
the bottlenecks to fostering a 
more steady and diverse talent 
pipeline.
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THE SECTOR MODEL
APPROACH|First, we analyzed the current and projected macro-level labor market shortages based on official population projections and 

alternate forecasts of continued employer demand matching historic trends. Then, we estimated a best-case scenario.

Key Indicators of DEMAND
• Job posting data (TalentNeuron Recruit) 

• Monthly survey of job vacancies overall (JVS, DEED)

• Official 10-year forecasts of job growth by occupation (EO, DEED)
• Modified employment forecasts based on alternate scenarios (JobsEQ)
• Employer insights by sector surveys, focus groups, and association 

feedback

Key Indicators of SUPPLY
• Online candidate profiles (EMSI)
• Educational outcome data (IPEDS)
• Educational employment outcome data (SLEDS)
• Educational program insights from educators, administrators, and 

training partners through surveys or focus groups
• Student career interest surveys

Sectors were identified as groups of occupations that have similar skills, content, and industry alignment. This allowed for more appropriate mapping of career 
pathways within and between sectors and facilitated scaling of the analysis to statewide, regional, and local geographies. Labor mismatch, or gaps, were 
determined through an analysis of key talent supply indicators against the dominant demand indicators (see below).
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STRATEGIES|The first sector reports for quarters 2 and 3 of 2017 highlight the overall talent supply pipeline and short-term forecasts of 
demand, indicating the initial signs of shortfall of talent. Framing efforts through the lens of employer demand and talent supply help to focus talent pipeline 
planning and development efforts on the most pressing immediate needs and streamline responses through institutions with the necessary level of influence.

Top Occupations in Demand in the 7-County Metro

  MSP Sector Analysis
 Information 
  Technology

Living Wage Middle Skill Jobs

Computer User Support Specialists   
4,718 job ads (+9%) $17.44 avg. entry-level wage

2017 Employment: 9,623 2020 Employment: 9,926
Typical Entry-Level Position: Some College or Certificate

Continuing Growth, Expanding Opportunities
Information Technology continues to be a growing and high-wage sector of great importance to 
the finance, healthcare, and high tech industries. About 80,296 people are currently employed 
in Information Technology roles, with 7% of these found in state or local government. Employers 
continue to seek candidates with credentials; 98% of online job postings advertised during 
the second quarter of 2017 required a certificate or some college education. Employment is 
expected to grow by 1.1% annually through 2020.

Q2 2017

Web Developers   
4,092 job ads (+14%) $20.04 avg. entry-level wage

2017 Employment: 2,728 2020 Employment: 2,914
55% Job Ads AA or Less 32% Existing Employees AA or Less

Computer Network Support Specialists   
34 job ads (-29%)  $20.90 avg. entry-level wage 

2017 Employment: 2,719 2020 Employment: 2,761
71% Job Ads AA or Less 57% Existing Employees AA or Less 

IT Occupations
Jobs 

Available  
Q2 2017

Change 
from Prior 

Year

Share 
Requiring 
an AA or 

Less
Software Developers, Applications 7,312 +21% 2%
Computer Systems Analysts 6,368 +5% 2%
Computer User Support Specialists 4,718 +9% 61%
IT Project Managers 4,448 -2% 2%
Web Developers 4,092 +14% 55%
Network & Computer Systems Admins 3,305 -3% 8%
Software QA Engineers/Testers 2,498 +8% 4%
Computer Systems Engineers & Architects 2,489 +11% 2%
Computer & Info Systems Managers 1,814 +7% 1%
Computer Programmers 1,701 -5% 3%
Information Security Analysts 1,449 -18% 3%
Database Administrators 952 -13% 2%
Software Developers, Systems Software 594 +10% 3%
Computer Network Architects 309 -17% 7%
Search Marketing Strategists 90 +91% 12%
Computer Operators 69 -32% 93%
Computer Network Support Specialists 34 -29% 71%
GIS Technicians 33 -25% 8%
Web Administrators 17 +325% 25%
Document Management Specialists 16 +433% 25%
Database Architects 9 -25% 0%
Telecommunications Engineering Specialists 5 +400% 0%
Data Warehousing Specialists 5 +150% 0%
Geospatial Information Scientists & 
Technologists 1 -83% 0%

Total 42,328 +6% 14%

Computer Operator was identified as another common 
low-education Information Technology occupation, but 
based on low and declining employer demand and low 
award completion rates (2 in 2016), this occupation was 
excluded.

Jobs Requiring an Associate Degree or Less
More detail found on the next page.

Top Employers Recruiting Candidates with an Associate Degree or Less

HigH EmploymEnt
SUStained Growth
Large grad Need

Base Need Met

HigH Wage
HigH growtH

Small Grad Need
Base NeeD Not Met

HigH Wage
ModeraTe GrowTh
Small Grad Need

ExcEEDs BasE NEED

For more information:
• Industry Contact: Tammy Dickinson, Career Pathways Coordinator (612-673-5041 or tammy.dickinson@minneapolismn.gov)

• MSPWin Career Map: http://mspwin.org/wp-content/uploads/2016/06/Career-Pathway-Maps.pdf
• RealTime Talent Reports: realtimetalent.org/research/reports

Computer Network Support Specialists 
34 job ads (-29%)  $20.90 avg. entry-level wage
Typical Entry-Level: Some College or Certificate, No Degree

2017 2020

Employment 2,719 2,761
Annual Growth Rate 1.3% 0.5%
Total 3-Year Demand 105 149
Unemployment/Worker Surplus 80 (3.1%) 30

Regional Certificate & 2-Year Programs
Computer & Information Systems Security, General Computer 
Programming, Computer Science, Computer Support Specialist, Computer 
Systems Networking & Telecommunications, Network & System 
Administration, System Networking and LAN/WAN Management

School 2016 
Completions

People of 
Color

Hennepin TC 90 40%
North Hennepin CC 82 38%
Minneapolis CTC 74 24%
Anoka-Ramsey CC 68 22%
Century College 68 37%
Saint Paul College 43 56%
Concordia University 38 18%
Dunwoody College of Tech 35 26%
Dakota County TC 32 16%
Normandale CC 29 35%
All Related Programs 
(includes 8 others) 633 31%

Graduate Shortfall* 15
Training Concentration 0.82 Mod Low

Developed by Erin Olson (erin@realtimetalentmn.org). Published 11/15/2017 by RealTime Talent. Sources: TalentNeuron Recruit aggregate online 
job postings. www.wantedanalytics.com accessed October 26, 2017. Counts of job postings in Q2 2017 by employer were available April 1 - June 
30, 2017 in the 7-county Minneapolis-Saint Paul Metro.  Includes staffing agencies. Percent change in job postings are the change from the same 
quarter in the prior year. Employment, wage, and education data modeled from IPEDS, OES, and BLS data by JobsEQ. 2016 completions include 
awards issued and are not counts of graduates. People of color color calculations do not include nonresident aliens (international students) for 
which race or ethnicity is not determined. Living wage was defined for the purposes of these reports as any occupation where the median wage 
is $30,000 annually, or about $14.50 per hour.  Training Concentration (TC) quantifies how many completions were obtained in the Twin Cities 
compared to the nation. A TC of 1 indicates that the occupation award’s share of the labor market is the same as the national average; a TC of 1.2 
or higher shows a significant specialization in that occupation area. 

Top Living Wage Occupations in Demand with an Associate Degree or Less

*The additional number of educational completions needed to match completion rates for this occupation nationally.

Web Developers   
4,092 job ads (+14%) $20.04 avg. entry-level wage
Typical Entry-Level Position: Associate Degree

2017 2020

Employment 2,728 2,914
Annual Growth Rate 1.6% 2.2%
Total 3-Year Demand 128 320
Unemployment/Shortfall 75 (2.8%) 96

Regional Certificate & 2-Year Programs
Computer Science, General Computer Programming, Web Page/Digital/
Multimedia Information Resources Design

School 2016 
Completions

People of 
Color

North Hennepin CC 86 38%
Minneapolis CTC 66 27%
Concordia University 38 18%
Normandale CC 29 35%
Saint Paul College 22 45%
Dunwoody College of Tech 21 19%
Anoka-Ramsey CC 17 24%
Century College 14 14%
Dakota County TC 13 25%
Inver Hills CC 3 33%
The Art Institutes Intl. 2 50%
Hennepin TC 1 100%
All Related Programs 318 30%
Graduate Shortfall* 29
Training Concentration 0.84 Mod Low

Computer User Support Specialists  
4,718 job ads (+9%) $17.44 avg. entry-level wage
Typical Entry-Level Position: Some College or Certificate

2017 2020

Employment 9,623 9,926
Annual Growth Rate 1.7% 1%
Total 3-Year Demand 463 671
Unemployment/Worker Surplus 274 (3%) 0

Regional Certificate & 2-Year Programs
Computer Support Specialist, Computer Programming - Specific 
Applications, Medical Office Computer Specialist

School 2016 
Completions

People of 
Color

Hennepin TC 30 33%
Minneapolis CTC 15 29%
Normandale CC 11 64%
National American U 9 20%
American Indian OIC 8 60%
North Hennepin CC 8 25%
Anoka-Ramsey CC 4 25%
Inver Hills CC 4 25%
Dakota County TC 3 0%
MN School of Business 2 0%
Century College 1 100%
Saint Paul College 1 0%
All Related Programs 93 38%
Graduate Shortfall* 66
Training Concentration 0.82 Mod Low

Maintain Graduate Output Increase graduate output by 32/year Maintain/Slightly RediRect gRaduate Output

Entry-Level 
Credential Programs Related Occupations Training Partners Annual 

Graduates

A+ & Network+ Certification Computer User Support Specialist, 
Technical Support

Creating IT Futures
Jewish Family & 

Children’s Services

90

25

Inudstry Recognized coding in 
Full Stack Engineering & User 
Experience Design

Web Developer, Software Applica-
tions Developer, Computer Systems 

Engineer
PRIME Digital Academy 180

Industry Recognized coding in 
C#, .Net & Java

Web Developer, Software Developer, 
Software Quality Assurance Tester The Software Guild 50

DEMAND SUPPLY

We started with a high-level scan of 
all occupations related to each sector, 
analyzing data from public Labor Market 
Information (LMI), aggregated online 
job postings, and any comprehensive 
local surveys focused on the 7-county 
Metro area. From this, we prepared a list 
of the top 25 occupations in demand 
based on the volume of job postings 
advertised in the most recent quarter. 
These occupations are considered to be 
some of the most immediate needs of 
local employers and some of the most 
impactful first interventions.

Next, we highlighted the top three 
occupations that pay over $15.50 an 
hour on average and, according to job 
postings, typically require an Associate’s 
Degree or less.

Using the top three living-wage, entry-
level occupations, we summarized:

• The short and long-term 
employment outlook (JobsEQ)

• Connecting career pathways
• Median wage offered (OES and TNR)
• Number of related degree 

completions locally (IPEDS)

FInally, using online job posting data, we 
highlighted the top employers actively 
recruiting entry-level candidates (TNR). 
This helps demand-side interventions to 
identify and connect with the employers 
that will be most impacted by this 
shortage and mobilize them to evaluate 
their hiring practices, successfully 
identify new talent pools, or become a 
part of sector talent pipeline strategy 
planning.

Using the three high-demand, living-
wage, entry-level occupations as 
the starting point for analysis, we 
summarized the current state and 
future outlook of employment, 
unemployment, and the talent pipeline.  
Taking into account the baseline 
expected employment given the labor 
shortage (EO), the modified forecast 
of employment based on GDP growth 
(estimated with JobsEQ), job vacancies 
and postings (JVS and TNR), and the 
trajectory of educational completions 
(IPEDS), we were able to estimate the 
additional number of local certificate or 
associate-level graduates that would be 
needed annually to meet the needs of 
local businesses. This number is used 
in engaging colleges and universities 
around program enrollment.

A critical component of assessing 
the talent pipeline is analyzing the 
education and training process. 
The second page of this report 
highlights graduate outcomes for 
each occupation, including related 
programs, schools, number of local                                  
graduates, and breakdown by race 
and ethnicity (IPEDS). This is valuable 
information for designing interventions 
that are particular to each specific 
school, whether they face enrollment 
challenges, difficulty attracting or 
retaining students of color, or other 
barriers.

The table at the base of the report is 
unique to each sector, outlining number 
of graduates from training, certificate, 
apprenticeship, or dual training 
programs for a similar purpose.
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• Critical health occupations are expecting large labor force shortages in just three 
years; in the metro, we will likely fall short at least 1,250 Registered Nurses needed to 
fill openings by 2020—particularly in specialty areas.

• Realities that hospitals, clinics, long-term care, and home care organizations face are 
unique, but are in many of the same types of occupations; custom-tailored solutions 
are needed for sub-sectors and engage employers in the sub-sector groups that 
resonate with their particular needs.

• Educational pathways to a Bachelor’s of Science in Nursing (BSN) are not stacked 
and may be a barrier to diverse candidates with training as a Nursing Assistant, 
Medical Assistant, or Home Health Aide but who wish to advance their careers.

HEALTHCARE: Needs by Employer Type
APPROACH|The Healthcare sector has the most positive workforce system results in terms of employer engagement and job-seeker 

outcomes, but not all types of employers have benefitted equally. This report highlighted the pathways in an emergency state 

KEY FINDINGS

PARTNERS | Lead: Julie Brekke, HIRED ACTIONS & RECOMMENDATIONS

High Demand Careers Build Promising Pathway  
Alarms continue to ring out for the 7-county Minneapolis-Saint Paul metro area’s healthcare sector, poised 
to see a shortage of over 4,000 healthcare professionals by 2020 if the market continues to be constrained 
by the labor shortage, or an estimated 8,500 shortfall by 2020 in an unconstrained, growing economy 
matching historic trends. Unemployment continues to be highest among entry-level workers in assistant, 
aide, and direct support roles that require a certificate, high school diploma, or less. Demand for registered 
and licensed nurses, technicians, and technologists is high and expected to climb.

Q4 2017

 MSP Sector Analysis
 Healthcare

Needs by Provider Type

Sector Demand in the 7-County Metro, Q4 2017*
Hospitals 
2,174 job ads in Q4 (+25%) 
$74,600 median posted salary

Top Occupations, Other Titles/Specifications, & Median Posted Salary
• Registered Nurses    (Mental Health, Case Manager, Charge, Infusion/Chemo):    $81,100
• Medical Secretaries    (DayBridge Coordinator, Managed Care) :    $34,100
• Medical Assistants    (Health Care Assist., Lab Service Tech, Scribe):    $33,000
• Nursing Assistants    (Patient Care Assist., Medical Surgical):    $29,600
• Emergency Medical Technicians & Paramedics    (Community Paramedic):    $44,000

Top Hard Skills
• Geriatrics
• Pediatrics 
• Critical Care

Top Posting Employers

Hospital settings, including acute and specialty care
Clinic, outpatient, urgent care, or ambulatory settings
Long-term/aging/assisted/nursing
Home health care

Clinics 
6,973 job ads (-12%) 
$74,600 median posted salary

Top Occupations, Other Titles/Specifications, & Median Posted Salary
• Registered Nurses    (Neonatal Casual, Pediatrics, Care Manager):    $81,100
• Licensed Practical Nurses    (Float Medicine Specialties, General Surgery):    $53,850
• Medical Assistants    (Walk In Care, Complex Medical Unit):    $33,000
• Nursing Assistants    (Transporter Associate, Emergency Dept. Technician):    $29,600
• Medical Secretaries    (Scheduling Specialist, Credentialing Coordinator):    $34,100
Top Posting Employers

Long-Term Care 
463 job ads (+35%) 
$74,500 median posted salary

Top Occupations, Other Titles/Specifications, & Median Posted Salary
• Personal Care Aides    (Direct Support Professional, Housekeeping Aide):    $25,250
• Registered Nurses    (Case Manager, On-Call, Night Shift):    $81,100 
• Nursing Assistants    (NAR/CNA, Hospice Aide, Dietary Aide, Homecare Aide):    $29,600
• Home Health Aides    (Group Home Direct Support Professional):    $26,800
• Licensed Practical Nurses    (LPN, Supervisor):    $53,850

Top Posting Employers

Home Care 
1,097 job ads (-6%) 
$72,800 median posted salary

Top Occupations, Other Titles/Specifications, & Median Posted Salary
• Personal Care Aides    (Caregiver, Live-In Caregiver, Personal Attendant):    $25,250
• Registered Nurses    (Home Health Registered Nurse):    $80,000
• Home Health Aides    (Rehab Aide, HHA/Caregiver):    $26,700
• Licensed Practical Nurses    (LPN Visit Nurse, Acute Pediatric):    $54,650
• Nursing Assistants    (Float Team Nursing Assistant, Resident Assistant):    $29,600 

Top Posting Employers (excludes generic system-wide)

Staffing Agencies
4,016 job ads (-18%) out of 31,140 total (-1%) 
         13% of all Healthcare jobs advertised

Top Occupations
• Registered Nurses
• Radiologic Technologists 

Top Staffing Employers
MedOptions, Inc.
552

Sunbelt Staffing 
Solutions
240
Soliant
144

Maxim 
Staffing
144

Favorite 
Healthcare 
Staffing 
140

• Personal Care Aides
• Cardiovascular Techs
• Licensed Practical Nurses

Regions Hospital North 
Memorial 
Healthcare

Ab
bo

tt
 

No
rt

hw
es

te
rnHennepin 

County MC

Ridgeview MC
• Epic Software
• Patient Electronic 

Medical Records

Top Hard Skills
• Geriatrics
• Catheters 
• Mathematics

Wingspan Life Resources Northridge 
Healthcare 
& Rehab Elim 

Care

Mount 
Olivet Roll-
ing Acres
St. Croix 
Hospice

• Behavioral Health
• Drug Testing

Top Hard Skills
• Patient Electronic 

Medical Records
• Pediatrics

Home Instead Volun-
teers of 
America

Ho
m

e 
He

al
th

 C
o.

Bayada Bene-
dictine 
Health 
System

• Geriatrics
• Hearing Aids
• Multiprotocol 

Label Switching

Top Hard Skills
• Patient Electronic 

Medical Records
• Pediatrics 

Allina Health HealthEast Care 
System/Fairview

Health
Partners

• Critical Care
• Trauma Care
• Medical-Surgical 

Nursing

*Job postings may be undercounted due to employers 
listing positions as part of their larger healthcare sys-
tem instead of their individual hospital or care center.

Center for 
Diagnostic 
Imaging
Mayo Clinic

Medical Secretaries
Median Wage: $20.73/hr
Employment: 6,576 Unempl.: 1.3%
Ann. Growth: 1.9%-3.5%

SHORTAGE 
PS CREDENTIAL, PREFERENCE AA

Medical Assistants
Median Wage: $18.30/hr
Employment: 6,893 Unempl.: 1.8%
Ann. Growth: 2.5%-4%

SHORTAGE 
PS CREDENTIAL, PREFERENCE AA/AS

For more information, contact the industry lead: Central Corridor Anchor Partnership
• MSPWin Career Map: http://mspwin.org/wp-content/uploads/2016/06/Career-Pathway-Maps.pdf
• RealTime Talent Reports: realtimetalent.org/research/reports

*Nursing Assistants, Medical Scribes, and Pharmacy Aides are often noted as entry points into healthcare pathways. However, they were excluded from this 
analysis as they 1) are not expected to see worker shortages over the next three years, 2) have current unemployment rates above 4%, and 3) do not pay a living 
wage. Suggested increase is the lower, baseline need given labor shortage conditions. Developed by Erin Olson (erin@realtimetalentmn.org). Published 4/18/2018 
by RealTime Talent. Sources: TalentNeuron Recruit aggregate online job postings. www.wantedanalytics.com accessed April 15, 2018. Counts of job postings in 
Q4 2017 by employer were available Oct 1 - Dec 31, 2017 in the 7-county Minneapolis-Saint Paul (MSP) Metro.  Includes staffing agencies. Percent change in job 
postings are the change from the same quarter in the prior year. Employment, wage, and education data modeled from IPEDS, OES, and BLS data by JobsEQ. 
2016 completions include awards issued and are not counts of graduates. People of color calculations do not include nonresident aliens (international students) 
for which race or ethnicity is not determined. Living wage was defined for the purposes of these reports as any occupation where the median wage is $30,000 
annually, or about $14.50 per hour.  Training Concentration (TC) quantifies how many completions were obtained in the MSP Metro compared to the nation. A 
TC of 1 indicates that the occupation award’s share of the labor market is the same as the national average; a TC of 1.2 or higher shows a significant specialization 
in that occupation area. Total 3-year demand includes growth demand and separation demand expected through Q3 of 2020, estimating baseline training need.

High Demand Careers
Regional Certificate,  2-Year, & BA Programs
 Registered Nursing, Adult Health Nurse, Clinical Nurse Leader, Family Practice Nurse, Geriatric Nurse, 
Maternal/Child Health Nurse, Nursing Administration, Nursing Practice, Nursing Science, Pediatric Nurse

School AA BA MA+ Total 2016 
Completions

People of 
Color

Anoka-Ramsey CC 205 205 11%
Augsburg U 81 17 98 17%
Bethel U 166 28 194 16%
Capella U 267 168 435 25%
Century C 114 114 20%
Concordia U 8 8 0%
Crown College 16 16 6%
Herzing U 26 26 31%
Inver Hills CC 86 86 14%
Metro State U 104 37 141 37%
Minneapolis CTC 126 126 50%
MN School of Business 42 42 10%
National American U 31 31 45%
Normandale CC 109 109 22%
North Hennepin CC 123 123 18%
St Catherine U 99 254 91 444 23%
U of MN 148 191 339 19%
U of Northwestern 35 35 9%
U of Phoenix 3 3 0%
Walden U 836 3,008 3,844 34%
Total Awards 862 2,017 3,540 6,419 23%
Training Concentration 2.21 High

Increase graduate output by 250/year

Registered Nurses 
Employment: 34,276           Median Wage: $39.23
Typical Entry-Level Position: Bachelor’s Degree

2017 2020

Employment 34,276 35,686
Annual Growth Rate 2.2% 1.4%
Growth/Total 3-Year Demand 2,156 6,962
Unempl./Annual Shortfall 330 (1%) 425

Awards & Educational Attainment - 2016

Types of Registered Nurses
• Emergency Room
• Operating Room
• Labor & Delivery
• Medical/Surgical/Perioperative
• Intensive Care Unit
• Pediatrics
• Clinic
• Home Health Care
• Long-Term Care
• Geriatrics
• Managed Care
• Rehabilitation
• Behavioral (Chemical Dependency, Mental 

Health, Psychiatric, Disorders)
• Specialty (Bone Marrow, Vascular, Wound, 

Diabetes, Chronic)
• Care Coordinator/Case Management
• Transcultural/Crosscultural
• Advanced Practice (Midwife, Anesthetist, 

Clinical Nurse Specialist)

Hospital settings, including acute and specialty care
Clinic, outpatient, urgent care, or ambulatory settings
Long-term and aging care, including assisted living centers, nursing facilities, & hospice
Home health care

Specialization generally 
requires 2 years of 
RN experience in the 
specialty area, continuing 
education, and passing a 
certification exam. Most 
specialty positions pay 
significantly more than 
entry-level RN positions.

Entry-Level Growth Occupations*
Personal Care Aides
Median Wage: $11.56/hr
Employment: 39,393 Unempl.: 3.1%
Ann. Growth: 3.1%-4.6%

Home Health Aides
Median Wage: $13.19/hr
Employment: 4,400 Unempl.: 3.8%
Ann. Growth: 3.5%-5.1%

MAINTAINING SUPPLY 
HS/EQUIVALENT
SHORT-TERM OJT

Pharmacy Technicians
Median Wage: $17.86/hr
Employment: 4,378 Unempl.: 1.9%
Ann. Growth: 1%-1.9%

SHORTAGE 
HS/EQUIVALENT
MODERATE OJT

Radiologic Technologists
Median Wage: $31.65/hr
Employment: 2,350 Unempl.: 1.2%
Ann. Growth: 1.1%-2.6%

SHORTAGE 
AA/AS

Mid-Level Occupations

Med./Clinical Lab Technicians
Median Wage: $21.77/hr
Employment: 1,945 Unempl.: 0.7%
Ann. Growth: 1.3%-2.8%

SHORTAGE 
AA/AS

Licensed Practical Nurses
Median Wage: $22.40/hr
Employment: 8,313 Unempl.: 2.2%
Ann. Growth: 1.1%-2.6%

SHORTAGE 
PS CREDENTIAL, PREFERENCE AA/AS
PASSAGE OF LICENSURE EXAM (NCLEX-PN)

Surgical Technologists
Median Wage: $26.47/hr
Employment: 1,193 Unempl.: 1.6%
Ann. Growth: 1%-2.5%

SHORTAGE 
HS/EQUIVALENT 
MODERATE OJT

Increase by 5/year

Increase by 13/year

Increase by 22/year

Increase by 18/year

M
ed

./
Cl

in
ic

al
 L

ab
 T

ec
hn

ol
og

is
ts

M
ed

ia
n 

W
ag

e:
 $

31
.8

1/
hr

Em
pl

oy
m

en
t: 

1,9
93

 
Un

em
pl

.: 
0.

5%
An

n.
 G

ro
w

th
: 1

%
-2

.5
%

SH
O

RT
AG

E 
BA

/B
S

In
cr

ea
se

 b
y 

18
/y

ea
r

Increase by 39/year

Increase by 56/year

Increase by 60/year

Indicates DEED Bright Outlook occupation.

and estimated forecasted need by employer type.

• Build on and expand the Central Corridor Anchor Partnership employer-led 
workforce planning approach.

• Build clear career pathways into high-demand, high-wage, high-shortage occupations 
as identified through analysis of data: Registered Nurses (with focus on hospital 
specialty needs and long-term care); Licensed Practical Nurses; Medical Assistants; 
Medical Secretaries; Medical/Clinical Lab Technicians; Personal Care Aides; Home 
Health Aides; Surgical Technicians; Pharmacy Technicians; Radiologic Technicians; 
Emergency Medical Technicians.

• Promote, increase enrollment, and align training and education programs that have 
strong positive outcomes, including successful job shadowing and internship models.

• Core Metro Sector Skills Academy Leadership Team: HIRED, International Institute of 
MN, Comunidades Latinas Unidas en Servicio (CLUES), DEED Regional Business 
Consultant, NorthPoint Health and Wellness Center, HealthForce, Washington County 
Community Development Agency

• Other Key Partners Engaged: City of Minneapolis, Central Corridor Anchor Partnership 
(Minneapolis College, Metropolitan State, Saint Paul College, Bethel University, St. 
Catherine University, Augsburg University, University of St. Thomas, Smith Partners, 
Regions Hospital, Fairview/HealthEast, Hennepin Healthcare, Allina Health), PPL, 
CareProviders of MN, Leading Age

High-level introduction to critical sector needs.

Identification of critical occupations in demand 
with job titles, salaries, and education 
requirements by employer type: Hospitals, Clinics, 
Long-Term Care Facilities, and Home Care; 
includes top recruiting employers and top hard 
skills in demand, based on online job posting data.

Analysis of demand coming 
from staffing agencies, 
including top titles, overall 
posting volume, comparison 
of salaries advertised, and top 
companies recruiting based 
on online job posting data.

Registered Nurse (RN) degrees 
awarded by school in the 
7-County Metro Area in 2016, 
including a breakdown by race 
and ethnicity.

Registered Nurse (RN) 
specialties in high demand by 
employer type.

The highest demand occupations among all 
employer types, with the expected talent shortfall 
highlighted for each; Occupations are connected to 
each other along pathways that link based on 
related knowledge, skills, and abilities as seen in job 
posting and O*Net datasets; These pathways should 
be considered for refining educational programs or 
revisiting employer talent development approaches.
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MANUFACTURING: Targeted Interventions by Pathway
APPROACH|There is an urgent need to repair the career paths through entry-level positions into advanced careers in Manufacturing. 

Employers face shortages across their workforce and must upskill their talent and automate to stay competitive.

KEY FINDINGS

PARTNERS | Lead: Michael Slezak, City of Minneapolis ACTIONS & RECOMMENDATIONS

All 
Industries

In Manuf. 
Industry

Total Employment Q4 2017 30,873 25,108

New Demand by 2020 9,077 7,281

All 
Industries

In Manuf. 
Industry

Total Employment Q4 2017 29,432 17,730

New Demand by 2020 6,718 4,020

All 
Industries

In Manuf. 
Industry

Total Employment Q4 2017 65,990 41,965

New Demand by 2020 19,674 12,377

All 
Industries

In Manuf. 
Industry

Total Employment Q4 2017 67,793 23,599

Training Need by 2020 27,206 8,501

Chart Key

Develop & Retain Technical Talent, Grow Engineer Pipeline
Stronger career pathways are needed in manufacturing in Minneapolis-Saint Paul to maintain the sector’s 
recent growth. Employment in manufacturing roles dropped to 194,953 in Q4 2017, while sector unemployment 
dropped from 4.2% to 3% in Q4, due in large part to a tight labor market and record manufacturing vacancies 
in Q2 and Q3 of 2017--many of which went unfilled. With at least 63,200 manufacturing positions to be filled 
by 2020 (around 32,200 of these in the industry), employers should focus on development and retention of 
talent into high-need occupations that lead to career growth in process, technical, or engineering pathways.

Q4 2017

 MSP Sector Analysis
   Manufacturing

Focus on Skill Levels

Top Occupations in Demand in the 7-County Metro

Industry
Employment 

Q4 2017

Avg. 
Annual 
Wages

Location 
Quotient

Total 3-Year 
Employment 

Change
7-County 

Metro
Exits (incl. 

retirements)

Transfers 
(occupation 

changes)

Est. 
Training 

Need 2020

Est. 
Employment 
Change 2020

Est. Avg. 
Annual 
Growth

Est. 
Employment 
Change 2020

Est. Avg. 
Annual 
Growth

  Food & Product Manufacturing 60,465 $64,744 0.96 2,081 1.2% 7,509 12,201 18,149 -1,519 -0.8% 696 0.4%
  Fabrication Manufacturing 42,017 $70,432 1.40 329 0.3% 4,452 8,267 12,101 -607 -0.5% 950 0.7%
  Assembly Manufacturing 41,454 $100,929 1.12 68 0.1% 3,996 7,109 9,812 -1,289 -1.0% 238 0.2%
  Medical Device Manufacturing / Med Tech 17,595 $89,699 2.45 1,196 2.4% 1,976 3,351 5,438 111 0.2% 785 1.5%
  Furniture, Clothing, Jewelry, & Other 11,142 $55,255 0.81 442 1.4% 1,401 2,078 3,272 -200 -0.6% 194 0.6%
  All Manufacturing Industry 172,674 $76,815 1.14 4,115 0.8% 19,334 33,006 48,772 -3,481 -0.7% 2,888 0.6%
  Total - All Industries 1,833,479 $62,255 1.00 90,515 1.7% 259,737 346,286 645,117 39,093 0.7% 101,092 1.8%
*If Economic and Employment Growth Could Continue, without Labor Force Shortage (estimate of true employer demand)

3-Year High Growth Scenario*Current 3-Year History 3-Year Forecast (Baseline)Industry Detail

Entry 
Good entry points with short-medium training, do not require mechanical aptitude or experience

Top Occupations by Training Need in the Manufacturing Industry*
• Team Assemblers
• Helpers--Production Workers
• Laborers & Freight, Stock, & Materials Movers
• Packaging and Filling Machine Operators & Tenders
• Packers & Packagers, Hand

Summary

Skilled  Mechanical aptitude required, may be accessible through pathways but more likely 
community colleges or HS tech programs 

Top Occupations by Training Need in the Manufacturing Industry
• Machinists
• Supervisors of Production & Operating Workers
• Welders, Cutters, Solderers, & Brazers
• Printing Press Operators
• Print Binding & Finishing Workers

Summary

Accessible 
Good entry points with short-medium training, do not require mechanical aptitude or experience

Top Occupations by Training Need in the Manufacturing Industry
• Electrical & Electronic Equipment Assemblers
• Inspectors, Testers, Sorters, Samplers, & Weighers
• Metal & Plastic Cutting & Punching Machine Setters
• Computer-Controlled Machine Operators    
• Coating & Painting Machine Setters & Operators

Summary

Advanced 
Engineering and other advanced education positions, 4+ year degree required 

Top Occupations by Training Need in the Manufacturing Industry
• Industrial Engineers - HIGH SHORTAGE EXPECTED
• Mechanical Engineers
• Industrial Production Managers
• Industrial Engineering Technicians
• Electrical Engineers - HIGH SHORTAGE EXPECTED

Summary

Total Employment

Employment in Manufacturing

Total New Demand by 2020

Manufacturing New Demand 
by 2020

Engineering Technical

    Process  Technical

Engineering  General     Process    Technical

General           Process           Technical

*Training need refers to the number of individuals that will be needed to fill 
positions vacated by people leaving the workforce or changing careers over 
the next three years (job separations and replacement need).

For more information:
• Industry Contact: Mike Slezak, DEED (michael.slezak@state.mn.us)

• MSPWin Career Map: http://mspwin.org/wp-content/uploads/2016/06/Career-Pathway-Maps.pdf
• RealTime Talent Reports: realtimetalent.org/research/reports

*Indicates expected worker gap. Other occupations will have under-skilled workers. **Globe University closed in 2017. Programs listed are explicitly 
tied to finance and awarded more than 10 degrees or certificates in 2016. Developed by Erin Olson (erin@realtimetalentmn.org). Published 
5/30/2018 by RealTime Talent. Sources: TalentNeuron Recruit aggregate online job postings. www.wantedanalytics.com accessed January 15, 
2018. Counts of job postings in Q3 2017 by employer were available Oct 31 - December 31, 2017 in the 7-county Minneapolis-Saint Paul Metro.  
Includes staffing agencies. Employment, wage, and education data modeled from IPEDS, OES, and BLS data by JobsEQ. 2016 completions include 
awards issued and are not counts of graduates. Living wage was defined for the purposes of these reports as any occupation where the median 
wage is $30,000 annually, or about $14.50 per hour.

Educational Awards in Manufacturing by School - in 2016    Educational Awards by Program

Entry-Level 
Credential Programs

Est. Annual 
Graduates

Pathways to Prosperity Program 43
Dislocated Worker Program 30

Less than 16% of graduates from either 
program secured employment in manufacturing

Schools Certificate AA BA
Post-

gradu-
ate

Grand 
Total

Share 
of Grad-

uates
Anoka Technical College 56 65 121 4%
Anoka-Ramsey Community College 9 5 14 0.5%
Augsburg College 12 12 0.4%
Bethel University 9 9 0.3%
Century College 44 45 89 3%
Concordia University-Saint Paul 1 8 9 0.3%
Dakota County Technical College 149 39 188 6%
Dunwoody College of Technology 51 109 19 179 6%
Globe University-Woodbury** 14 4 18 1%
Hamline University 13 13 0.4%
Hennepin Technical College 275 150 425 14%
Inver Hills Community College 2 2 0.1%
Macalester College 20 20 1%
Metropolitan State University 12 12 0.4%
Minneapolis Community & Technical College 39 28 67 2%
National American University 2 2 0.1%
Normandale Community College 10 11 21 1%
North Hennepin Community College 22 2 24 1%
Saint Paul College 105 23 128 4%
St Catherine University 9 9 0.3%
University of Minnesota-Twin Cities 904 431 1,335 45%
University of St Thomas 152 91 243 8%
Total Awards 760 493 1,157 530 2,940
Share of Awards 26% 17% 39% 18%

2-
Di

gi
t 

CI
P Degrees Related to 

Manufacturing
Certificate 

& AA BA 
Post-
grad-
uate 

Total 

1 Food Science 40 39 18 97
14 Engineering 0 758 383 1,141
15 Technology 541 4 19 564

19 Apparel & Textile 
Manufacturing 23 0 0 23

40 General Chemistry 12 249 78 339

41 Nuclear/Chemical 
Technology 5 0 0 5

46 Lineworker 60 0 0 60
47 Maintenance Technology 39 0 0 39

48 CNC/Machining/Welding 
Technology 463 3 0 466

51 Orthotist/Prosthetist 44 0 8 52

52 Chain Management/
Supervision 26 121 0 147

Share by Award Level 43% 39% 18%

Occupations 
(sorted by greatest 

training need)

Est. 
Annual 
Supply 
Gap (or 

Surplus)

Training 
Concen-
tration

Additional  
Adults 
to be 

Trained

% College 
Educated 
Nation-

wide

• Industrial Engineering 
Technicians (6) 16% 

(very low) 286 50-75%

• Welders, Cutters, 
      Solderers & Brazers (18) 56% (low) 164 25-50%

• Industrial Engineers* 99 50% (low) 106 75%+
• Electrical Engineers* 48 70% (mod.) 92 75%+

• Machinists (36) 1% 
(very low) 62 25-50%

• Electrical & Electronic 
Engineering Techs (9) 31% 

(very low) 56 50-75%

Training Program Graduates

Courses 2016 2017

Tests Taken 622 414

Credentials/
Passed

477 
(77%)

334 
(81%)

National Institute for Metal-
working Skills (NIMS, MN)

High Retirement Rates, Low Training Numbers
Multiple career pathways are needed in Manufacturing in Minneapolis-Saint Paul. Over 25% of workers 
in the industry are over 55 years of age, and the majority of workers identify as white male. The industry 
has grown more than anticipated; employment in manufacturing roles rose an average of 1.7% each year 
since 2014, compared to 1.3% nationally. Sector unemployment sits at about 4.2%, due in large part to 
less than one jobseeker per vacancy and record manufacturing vacancies (6,871) through Q4 of 2017. With 
63,800 manufacturing positions open by 2020, employers should train workers and increase automation.

Q1 2018

 MSP Sector Analysis
  Manufacturing

Surplus and Gap Overview

Top Occupations in Demand in the 7-County Metro
Top Manufacturing Job Titles 
Used by Employers

Manufacturing Occupations  
(sorted by industry 

3-year training need)

Employment 
Q1 2018

Employment 
in Manuf. 

Industry Q1 
2018

Average 
All-Industry 

Wage

Est. Avg. 
3-Year An-
nual Occ./
Industry 
Growth

Est. 3-Year 
Industry 
Growth

Est. 3-Year 
Industry 
Training 

Need

Education 
or Skill 
Level

Occupation 
Type

Est. Hiring 
Difficulty/
Shortage

Future 
Automation 
Probability*

Pathway 
Impact

Manufacturing Associate, Medical 
Assembly Team Assemblers 13,070 9,586 $32,100 -1.6%/-2.1% -602 2,414 Entry Process Low High (97%) Low

CNC Machinist, Mill Machinist, Milling & 
Grinding Machinist Machinists  6,847 6,017  $50,200 0.1%/0.01% 3 1,808 Skilled Technical Low Mod. (65%) Moderate

Production Worker, Laborer, Production 
Associate

Helpers--Production 
Workers  5,750 3,316  $26,000 1.2%/-0.3% -34 1,419 Entry General Surplus Mod. (66%) Low

Production Supervisors, Production 
Manager, Operations Supervisor, Kitting 
Lead

First-Line Supervisors of 
Production and Operating 

Workers
 6,681 5,056  $64,100 0%/-0.3% -44 1,394 Skilled Technical Low Low (1%) Moderate

Electrical Assembler, General Assembly - 
Soldering, Machine Builder - Electrical

Electrical and Electronic 
Equipment Assemblers  5,771 5,222  $34,300 -2.5%/-3% -394 1,236 Accessible Process Surplus High (95%) Low

Material Handler, Package Handler, 
Order Picker/Packer

Laborers and Freight, Stock, 
and Material Movers, Hand  28,955 2,766  $32,600 0.8%/-0.2% -19 1,095 Entry General Surplus High (85%) Low

Chemical Receiving Operator, 
Dimensional Technician

Inspectors, Testers, Sorters, 
Samplers, and Weighers  6,211 4,016  $41,600 -1.2%/-2% -237 1,079 Accessible Process Surplus High (98%) Low

Associate Machine Operator, Packaging 
Line Worker

Packaging & Filling Machine 
Operators & Tenders 4,839 2,993 $32,300 0.3%/-0.1% -5 1,007 Entry Process Low High (98%) Low

Assembler Welder, Production TIG 
Welder, Spot Welder, Robotic Mig Welder

Welders, Cutters, Solderers, 
& Brazers 4,163 2,806 $45,200 0.4%/0% 1 884 Skilled Technical Low High (94%) Moderate

Digital Print Operator, Machine Operator Printing Press Operators 4,114 3,441 $45,000 -1.2%/-1.4% -143 869 Skilled Technical Surplus High (83%) Low

Quality Engineer, Supplier Performance 
Engineer, Manufacturing/Process 
Engineer

Industrial Engineers 5,700 4,055  $93,100 0.7%/0.5% 66 862 Advanced Engineering High Low (3%) High

Total (includes 139 occupations) 194,701 109,177 $46,900 -0.1% -143 32,180

Industry
Employment 
Q4 2017

Avg. 
Annual 
Wages

Location 
Quotient

Total 3‐Year 
Employment 

Change
7‐County 
Metro

Exits (incl. 
retirements)

Transfers 
(occupation 
changes)

Est. Training 
Need Q1 
2021

Est. 
Employment 

Change Q1 2021

Est. Avg. 
Annual 
Growth

  Food & Product Manufacturing 60,203 $64,034 0.96 1,417 0.8% 7,479 12,154 18,115 ‐1,519 ‐0.8%
  Fabrication Manufacturing 41,832 $70,293 1.38 40 0.0% 4,436 8,230 12,059 ‐596 ‐0.5%
  Assembly Manufacturing 41,864 $99,943 1.12 170 0.1% 4,037 7,180 9,936 ‐1,274 ‐1.0%
  Medical Device Manufacturing / Med Tech 17,632 $85,824 2.45 1,218 2.4% 1,981 3,359 5,460 120 0.2%
  Furniture, Clothing, Jewelry, & Other 11,215 $53,393 0.82 428 1.3% 1,410 2,092 3,300 ‐196 ‐0.6%
  All Manufacturing Industry 172,747 $75,808 1.14 3,273 0.6% 19,343 33,015 48,870 ‐3,402 ‐0.7%
  Total ‐ All Industries 1,839,839 $0,902 1.00 89,119 1.7% 260,687 347,553 648,233 39,993 0.7%

Current 3‐Year History 3‐Year Forecast (Baseline)

Industry Detail
Top Employers Recruiting 
2018Q1 Manufacturing jobs          
advertised by direct employers
• Medtronic (258)
• Honeywell (119)
• Integer (91)
• UTC Aerospace Systems (87)
• VISION (87)

Top Skills/Experience
• Blueprints (reading/writing)
• Medical Device Production
• Good Manufacturing Practice
• Quality Systems
• Lean Manufacturing

*Source for Likelihood of Automation: Frey & Osborne, BLS 
https://www.bloomberg.com/graphics/2017-job-risk/

For more information:
• Industry Contact: Mike Slezak, DEED (michael.slezak@state.mn.us)

• MSPWin Career Map: http://mspwin.org/wp-content/uploads/2016/06/Career-Pathway-Maps.pdf
• RealTime Talent Reports: realtimetalent.org/research/reports

*CNC Programmers and Operators are tracked separately, and have additional training needs with mow-moderate expected worker shortages. 
**15% of all graduates choose to work immediately upon completing high school. On average, they make the second highest average industry 
wage after Construction. Programs listed are explicitly tied to finance and awarded more than 10 degrees or certificates in 2016. Developed by Erin 
Olson (erin@realtimetalentmn.org). Published 6/1/2018 by RealTime Talent. Sources: TalentNeuron Recruit aggregate online job postings. www.
wantedanalytics.com accessed June 1, 2018. Counts of job postings in Q 2018 by employer were available January - March 2018 in the 7-county 
Minneapolis-Saint Paul Metro.  Includes staffing agencies, except where otherwise noted. Employment, wage, and education data modeled from 
IPEDS, OES, and BLS data by JobsEQ. 2016 completions and credentials include awards issued and are not counts of graduates.

Target Occupations to Cultivate Talent Supply       Key NIMS Credentials Issued, by Year

2 Year Completions (July 2015 - June 2017)

Entry-Level 
Credential Programs Enrollment Completed Credential/

Graduates
Completed & Em-
ployed in Industry

Pathways to Prosperity Program 247 112 86 ND

Dislocated Worker Program 164 91 61 10

Less than 10 graduates obtaining credentials from either program secured employment in the Manufacturing 
industry. Less than 10 participants, if any, enrolled or completed WIOA Adult Programs in Manufacturing. 

From January 2016 - December 2017, 12 metro employers and 162 Advanced Manufacturing students/
employees participated in the Pipeline Program’s Dual Training Grant Program. 

National Institute for Metalworking Skills 
(NIMS) - 3,625 credentials to date 2015 2016 2017 Total

CNC Drive Press Brake Skills II 1 1 2

CNC Lathe Operator 65 31 18 114

CNC Milling Operator 94 54 29 177

CNC Milling Skills II 1 1

CNC Milling Programming Setup & Ops. 28 21 1 50

CNC Turning Skills II 1 1

CNC Turning Programming Setup & Ops. 9 26 8 43

Drill Press Skills 12 1 2 15

EDM - Conventional/Plunge I 1 1

Grinding Skills 5 9 2 16

Grinding II 2 2

Job Planning, Benchwork & Layout 40 59 95 194

ITM: Basic Mechanical Systems 1 1

ITM: Hydraulic Systems 2 2

ITM: Mechanical Operations 5 5

Machine Maintenance II 5 4 9

Measurement, material & Safety 163 215 157 535

Metalforming I 9 8 8 25

Milling I 17 16 3 36

Milling II 2 2

Stamping II Operate w/Single Hit Tooling 1 2 3

Stamping II Operate w/Compound Dies 2 1 3

Stamping II Operate w/Progressive Dies 2 1 3

Stamping III Parts Inspection & QC 2 2

Stamping III Setup w/ Single Hit Tooling 1 1

Turning Ops.: Turning Between Centers 14 9 1 24

Turning Ops.: Turning Chucking Skills 7 13 1 21

Turning II: Chucking 2 2

Turning II: Turning Between Centers 2 2

All NIMS Credentials 481 477 334 1,292

Est. 3-Year 
Supply Gap 
(or Surplus)

Training 
Concentra-

tion

Est. 3-Year 
Occ. Train-
ing Need

% College 
Educated 

Nationwide

Occupation 
Type

Est. Hiring 
Difficulty/
Shortage

Pathway 
Impact

• Machinists* (12) # 1% (v. low) 2,087 25-50% Technical Low Dual Trn.

• Welders, Cutters, 
      Solderers & Brazers (21) $ 56% (low) 1,381 25-50% Technical Low Dual Trn.

• Sheet Metal Workers 9 275% (high) 547 25-50% Technical Mod. Entry

• Electrical/Electronic Eng. Techs (9) 32% (v. low) 466 50-75% Engineering Mod. Dual Trn.

• Industrial Engineering Techs (6) 16% (v. low) 401 50-75% Engineering High Dual Trn.

Training Program Graduates

Attract & Upskill

Retain  
Suggestions
• Recorded salaries are dropping across most occupations in Manufacturing; revisit ompany salary levels
• Re-evaluate minimum qualifications for hires
• Invest in staff development, including credentialing, career planning, education, and internal advancement
• Provide part-time leadership opportunities to experienced workers to train in new hires

Est. Annual 
Supply Gap 
(or Surplus)

Training 
Concentra-

tion

Est. 3-Year 
Occ. Train-
ing Need

% College 
Educated 

Nationwide

Occupation 
Type

Est. Hiring 
Difficulty/
Shortage

Pathway 
Impact

• Industrial Engineers 99 50% (low) 1,250 75%+ Engineering High High

• Supervisors of Mechanics, 
Installers, & Repairers 63 # 172% (high) 1,221 50-75% Technical High High

• Mechanical Engineers 78 # 70% (mod.) 950 75%+ Engineering High High

• Industrial Machinery 
Mechanics 45 # 84% (mod.) 941 25-50% Technical High High

• Electrical Engineers 42 $ 70% (mod.) 631 75%+ Engineering High High

Suggestions
• Develop clear pathways for high school graduates to enter into an “earn and learn” model.  Only about 900 high school grad-

uates statewide enter the Manufacturing industry each year, which is 5% of all recent graduates that enter the workforce**
• Expand Dual Training models, such as the PIPELINE Program, which provided career advancement training to 162 metro 

manufacturing employees in 2016 and 2017
• Improve graduate job placement outcomes of DEED P2P, Dislocated Worker, and MFIP participants

Suggestions
• Create a one-year certificate program in machining including job training and internship rotations
• Link PIPELINE Program to educational opportunities that advance careers into management, mechanics, or engineering
• Fund 4-year education of promising high school and AA/AS students to continue their education through a 4-year degree
• Develop an effective academic pathway from AA/AS to BA/BS occupations in engineering and management roles

Develop & Educate 

• High training need across most occupations due to retirements and job transitions.
• Troubling workforce shortages are expected for Industrial/Mechanical/Electrical 

Engineers, Supervisors of Mechanics/Repairers, and Industrial Machinery Mechanics 
that need to be addressed through advanced educational pathways.

• Shortages are also expected in entry-level and technical occupations that could be 
built into dual training models, including welders, sheet metal workers, machinists, 
electrical engineering technicians, and industrial engineering technicians.

1. Attract and Upskill: Develop clear pathways for high school graduates to enter into 
an “earn and learn” model (about 900 high school graduates statewide enter the 
Manufacturing industry annually); expand dual training models, such as the PIPELINE 
Program (provided career advancement training to 162 metro manufacturing 
employers in 2016 and 2017); improve graduate job placement of DEED P2P, Dislocated 
Worker, and MFIP participants.

2. Develop and Educate: Create a one-year certificate program in machining including 
job training and internship rotations; link PIPELINE Program to educational 
opportunities that advance careers into management, mechanics, or engineering; 
develop an effective academic pathway from AA/AS to BA/BSin engineering.

• Core Metro Sector Skills Academy Leadership Team: City of Minneapolis, Pillsbury 
United Communities, Vadnais Heights Economic Development Corporation, Anoka 
Technical College, Hennepin Technical College, Anoka County Workforce Center

• Other Key Partners Engaged: HIRED, Emerge, Avivo, Hennepin County, DEED Business 
Development, DLI PIPELINE Program, Dakota County Technical College, GreaterMSP 
WIB, Minnesota Precision Manufacturing Association, National Association of 
Manufacturers, MN Chamber Manufacturer’s Alliance, Medical Alley Association, 
Anoka Chamber of Commerce, North Hennepin Chamber of Commerce Manufacturing 
Consortium, Saint Paul Area Chamber of Commerce

In the Q1 2018 publication, we focused on the critical 
target occupations and relevant attraction, 
development, and retention strategies for each.

The Q4 2017 approach to sector 
analysis, looking at Quarter 1 data from 
2017, classified all manufacturing 
occupations into four different 
occupation types: Entry, Accessible, 
Skilled, or Advanced.  Further, each 
occupation was classified as general, 
technical, process, or engineering 
focused. These classifications help us 
to further understand the talent 
pipeline needs of area employers in a 
language that resonates with them.

Given the importance of 
training and upskilling the 
existing workforce, we included 
a summary of the critical high 
education-level occupations 
that will need significantly 
more adults to be trained than 
historically have entered into 
the pipeline. Key occupations 
include Engineering 
Technicians, Welders, Electrical 
Engineers, and Machinists.

The second page of the report highlights 
the region’s graduate output from the 
certificate to postgraduate levels for all 
manufacturing-related programs. Focusing 
on graduate output and diversity by school 
rather than specific program at this stage of 
the planning process facilitates organizing 
the sector strategy through champions with 
the largest graduate outputs or capacity.

Given the importance of credentials for CNC lathe, 
milling, machining, and metalforming positions, we 
highlighted the local NIMS credentials issued and 
training program graduates over the past 3 years.
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FINANCE: Pathway Identification
APPROACH|The Finance sector is one of the least developed in terms of workforce system programming infrastructure and employer 

engagement. With the metro being a critical hub for Minnesota’s finance industry and automation hitting key entrypoints into 

KEY FINDINGS

PARTNERS | Lead: Mike Christenson, Hennepin County ACTIONS & RECOMMENDATIONS

Increasing Talent Mismatch, Employee Development Critical  
The metro is a national hub for finance, and it is in need of clear pathways to leadership roles. 
Sector employment growth has started to taper off, averaging 1.8% from 2015-2017 with 211,795 
employed in finance roles as of Q4 of 2017. Sector unemployment remains low at 2.4%, or about 
4,797 unemployed finance workers. The expected average annual rate of employment growth in 
Finance and Insurance dropped slightly to 0.5% over the next three years, with growing excess of 
workers for entry-level roles and increasing gaps in managers and senior positions.

Q4 2017

 MSP Sector Analysis
   Finance

Surplus and Gap Analysis

Top Occupations in Demand in the 7-County Metro

Finance Occupations
Jobs 

Available 
Q4 2017

Share 
Postings 
Requir-
ing an 
AA or 
Less

Em-
ploy-
ment 

Q4 
2017

Est. 
Unempl.
Q4 2017

Est. 
3-Year 
Annual  
Growth 

(or 
Decl.)

Est. 
3-Year 
Supply 
Gap (or 

Surplus)

Accountants & Auditors 3,809 i 5% 20,052   1.6% 0.9% 252 h
Cashiers 2,748 i 98% 34,530 5.0% (0.1%) (2,388)
Bookkeeping, Account-
ing, & Auditing Clerks 2,383 h 64% i 21,545   2.2% (0.2%) (411)

Financial Managers 1,653 i 2% i 10,788 1.3% 1.6% 363 h

Insurance Sales Agents 986 h 81% h 6,571 1.5%  1.0% 90

Financial Analysts 957 i 1% 5,487 0.9% 0.8% 84 h

Securities & Sales 
Agents 933 i 28% h 7,068 1.4% 0.3% 0

Purchasing Agents 
(except farm) 726 h 32% h 4,245 1.5% (0.7%) (57)

Loan Officers 620 i 24% h 5,266  1.5% 0.7% 57
Tellers 612 i 95% 5,071 1.3% (1.3%) (195)
Purchasing Managers 508 h 1% 1,521 1.8% 0.5% 15
Bill & Account 
Collectors 435 i 71% h 4,637 6.8% 0.1% (111)

Claims Adjusters, Exam-
iners, & Investigators 377 i 42% i 4,131 1.0% 0.2% 15 h

Comp, Benefits, & Job 
Analysis Specialists 282 h 11% h 1,400 2.4% 1.0% 21 h

Loan Interviewers & 
Clerks 267 i 87% 3,064 1.7% 0.8% 0

Financial Examiners 193 i 10% 1,048 1.5% 0.8% 15 h
Total (includes 25 other 
occupations) 19,098i 40% 211,795 2.4% 0.5% (1,614)

Cashiers and Tellers are the most common low-education 
opportunities in Finance, but based on median salary 
falling well below a livable wage and an expected surplus 
of supply of qualified candidates, these occupations are 
not considered strategic training occupations but rather 
potential sources of candidates for other roles.

Top Employers Recruiting 
Candidates for Finance RolesFinance Employment by Industry

Occupation Gaps by Skill Level
Across most industries, the most difficult to fill finance 
roles will be high wage, require a BA or higher, focus on 
management, and prefer 3+ years of experience. In an 
unconstrained, growing market matching historic trends, 
the shortage would be closer to 6,250 finance professionals. 

 % College Educated 
Employees 25-50% 50-75% 75%+ All 

Levels

Q4 2017 Employment 34,812i 40,915h 136,068h 211,795

% of All Employment 17% 19% 64% -

Total 3-Year Demand/Est.
Training Need 19,173 12,997 39,845 72,111

Est. 3-Year Supply Gap (or 
Surplus) (2,406) (696) 1,488 (1,614)

 

Top Industries
Bookkeep-
ing, Acct, 

& Auditing 
Clerks

Financial 
Managers

Accountants 
& Auditors

Business 
Operations 
Specialists

31-33: Manufacturing 7% 7% 7% 6%

42-45: Wholesale & Retail Trade 17% 4% 6% 4%

52: Finance & Insurance 9% 35% 11% 11%

54: Professional, Scientific, & Tech Services 12% 5% 33% 14%

55: Management of Companies 10% 21% 15% 15%

Depository Credit Intermedition

Management of Companies & Enterprises
Insurance Carriers

Agencies, Brokerages, & Insurance Rel. Activities
Grocery Stores

Acct., Tax Prep, Bookkeeping, & Payroll Svcs.

Securities & Commodity Contracts 
Intermediation & Brokerage

Management, Scientific, & Technical Consul. Svcs
Gasoline Stations

Other Financial Investment Activities

Robert Half 
International 
1,136

Accounttemps
1,064

Caribou Coffee
797

Target
777

U.S. Bank
652

Wells Fargo
626

UnitedHealth Group
327

TCF Bank
277

Medtronic
259

Creative 
Financial 
Staffing  209

For more information:
• Industry Contact: Marie Larson, City of Minneapolis (marie.larson@minneapolismn.gov)

• MSPWin Career Map: http://mspwin.org/wp-content/uploads/2016/06/Career-Pathway-Maps.pdf
• RealTime Talent Reports: realtimetalent.org/research/reports

*Total indicates the graduate pool of all programs that might feed into finance roles, regardless of major. Programs listed are explicitly tied to 
finance and awarded more than 10 degrees or certificates in 2016. Developed by Erin Olson (erin@realtimetalentmn.org). Published 5/24/2018 by 
RealTime Talent. Sources: TalentNeuron Recruit aggregate online job postings. www.wantedanalytics.com accessed May 24, 2018. Counts of job 
postings in Q1 2018 by employer were available Jnuary 1, 2018 - March 31, 2018 in the 7-county Minneapolis-Saint Paul (MSP) Metro.  Includes 
staffing agencies. Percent change in job postings are the change from the same quarter in the prior year. Employment, wage, and education data 
modeled from IPEDS, OES, and BLS data by JobsEQ. 2016 completions include awards issued and are not counts of graduates. Living wage was 
defined for the purposes of these reports as any occupation where the median wage is $30,000 annually, or about $14.50 per hour.

Employees working in Finance, 2017 Q4     Live Job Postings in Finance, 2018 Q1
By CountyBy Employer Zip Code

Entry-Level 
Credential Programs

Est. Annual 
Graduates

Pathways to Prosperity Program 147

WIOA Adult Program 40

Dislocated Worker Program 28

Largest Training Need
• Managers, All Other
• Financial Managers
• Accountants & Auditors
• Business Operations Specialists, All Other
• Personal Financial Advisors
• Insurance Sales Agents
• Financial Analysts
• Loan Officers

 

2016 Finance Awards by Level Certificate AA/AS BA/BS MA/Post-
Bacc.

Doctor-
ate/Post.

Total 
Awards

Count 875 1,057 7,747 6,431 1,324 17,434

Percent of all Awards 5% 6% 44% 37% 8%

Top Hard Skills & Knowledge
• Accounts Payable/Receivable
• Microsoft Office Suite
• General Ledger Software
• Generally Accepted Accounting Principles
• Public Accounting

Top Soft Skills
• Oral & Written Communication
• Detail-Oriented
• Problem Solving
• Analytical Skills
• Organizational Skills

the industry hard, it is vital to plan systematically to fill mid-level and senior finance roles.

• Mid-level Financial Managers, Accountants, Auditors, Insurance Sales Agents, and 
Financial Analysts are expecting some of the largest shortages over the next three 
years.

• Educational interventions to increase diversity of finance BA graduates are priority.
• Finance positions are important across multiple industries, but this fact needs to be 

communicated more effectively.
• Financial institutions are not highly engaged and have limited capacity to organize.

1. Identify key pathways to develop and corresponding training and internship programs 
that exist, build out their enrollment (with focus on diversity). 

2. Grow and promote college internships in Finance (opportunity to improve and expand 
the C3 Fellows program regionally).

 a. Leverage the C3 Fellows program at Minneapolis College as an opportunity to 
diversify the talent pipeline.

 b. Recruit non-profit partners to help expand college internships.
3. Recruit sector leadership and core team members across the region.

• Core Metro Sector Skills Academy Leadership Team: Hennepin County, Ramsey 
County, Goodwill-Easter Seals Minnesota, Hmong American Partnership, Minneapolis 
Urban League, Center for Economic Inclusion

• Other Key Partners Engaged: GreaterMSP, Project for Pride in Living, DEED Business 
Development, City of St. Paul, Minneapolis College (C3 Fellows), University of St. 
Thomas ,Hennepin Workforce Leadership Council

The report begins with a high-level introduction to critical sector needs, emphasizing increasing talent mismatch, need for 
coordinated diversity strategies, and a focus on improved internal employee development and advancement programs.

The Q4 2017 report repeated the approach of the 
Q3 initial scan of the sector, emphasizing the top 
occupations in demand in the region and 
highlighting those positions that expect to have 
the greatest 3-year supply gap. Key regional 
statistics to highlight include job posting volume, 
minimum education level advertised, employment 
and unemployment rates, and the estimated 
annual growth rate.

Including lists of employers 
advertising the highest 
volumes of positions, top job 
titles, posted soft skills, and 
hard skills in demand ground 
the data in real-life context.

The Q4 2017 report closes with a 
summary of all degrees related to 
finance or insurance in the region 
and the estimated annual 
graduates of entry-level credential 
programs. Accurate counts of talent 
pipeline output  support clearer 
enrollment campaigns and 
internship program strategies.

Mapping both current employment and live job 
postings in finance help to focus employer 
mobilization efforts by geography. Hennepin 
County is core to any Finance strategy.

Given the importance of finance positions across a variety of 
industries, the second side of the demand report emphasizes 
the sub-sectors that rely most heavily on financial workers, 
with a key focus on the top four occupations that will 
experience the greatest shortatges. In addition to the finance 
and insurance industry, other industries that would be 
impacted by shortage include professional, scientific, and 
technical services, manufacturing, wholesale and retail trade, 
and management companies.
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Including summary statistics 
on the existing labor force 
helps to ground the supply-
side data in real-life context. 
Data points to consider 
include age of workers 
employed in the sector, 
number of union members, 
active apprentices, and 
number of local training 
graduate.

CONSTRUCTION: Sub-Sectors in Commercial Trades
APPROACH|The industry is made up of over 30 different occupational trades that specialize in specific tasks. Each apprenticeship program 

varies in skill and time requirement and are typically 3-5 years (measured in hours, not days) in length. 

KEY FINDINGS

PARTNERS  | Lead: John O’Phelan, Ramsey County ACTIONS & RECOMMENDATIONS

*Est. Annual Supply Gap (or surplus) is for all employers hiring for this occupation, not only construction roles. Est. 3-year training need refers 
to new individuals that had not previously worked in the occupation that would need to be trained in to a role in the next three years; it does 

Managers, Supervisors, & Specialized Skills Expect Shortage
Approximately 606,000 positions will open up across all industries by 2020, with about 24,150 roles 
opening in the Commercial Trades. Due to slowing pipeline growth, the 7-county metro anticipates a 3-year 
construction talent shortage of between 600 and 2,750 workers--including occupations such as pipefitters, 
carpenters, operating engineers, and supervisors.  Approximately 13.3% of the 7-county metro area is a 
member of a union, compared to 10.7% of the nation overall. In some zip codes, union membership is as 
high as 27% (55450, 55424), 28% (55372), or 31% (55417).

Q4 2017

 MSP Sector Analysis
   Construction

Focus on Commercial Trades

Employment 
Q4 2017

Avg. 
Annual 
Wages

Location 
Quotient

Total 3‐Year 
Employment 

Change

7‐County 
Metro

Minnesota
Total 

Growth 
Demand

Est. Avg. 
Annual 
Growth

Commercial Building 37,958 $80,010 0.98 5,498 5.4% 4.7% 1,101 1.0%
Federal, Heavy, & Industrial 1,147 $93,151 0.33 ‐683 ‐14.4% ‐10.0% 46 1.3%
Highway, Civil, & Transportation 5,627 $73,685 0.88 358 2.2% 2.7% 227 1.3%
Utilities 2,485 $78,706 0.41 203 2.9% 1.9% 242 3.1%
Residential Building 33,615 $50,893 0.71 2,747 2.9% 2.5% 929 0.9%
Total Construction 80,831 $67,152 0.79 8,122 3.6% 3.0% 2,559 1.0%
Total ‐ All Industries 1,833,479 $62,255 1 90,515 1.7% 1.4% 39,093 0.7%

Current Historical ForecastIndustry Detail

Commercial Building
Top Occupations in Demand in the 7-County 
Metro  (sorted by Est. 3-Year Training Need)

Employ-
ment Q4 

2017

Unem-
ploy-

ment Q4 
2017

Est. 
3-Year 
Annual 
Growth Pa

th
w

ay
 

Ac
tio

n

Es
t. 

An
n.

Su
pp

ly
 

Ga
p*

Est. 3-Year 
Training Need 
(Sep. + Growth 

Demand)

Electricians 3,995 2.4% 0.9% AP 4 1,473

Plumbers, Pipefitters, & Steamfitters 2,394  2.5% 1.7% AP 32 913

Construction Laborers 2,534  4.9% 1.1% E 0 888

Carpenters 2,827  3.0% 0.7% AP 36 840

Supervisors of Construction Trade & Extraction 
Workers

1,701  1.5% 1.1% E 24 562

Sub-Sector Total 37,958  1.0% 12,917

Utilities
Top Occupations in Demand in the 
7-County Metro  (sorted by Est. 3-Year 
Training Need)

Employ-
ment Q4 

2017

Unen-
ploy-

ment Q4 
2017

Est. 
3-Year 
Annual 
Growth Pa
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Est. 3-Year 
Training Need 
(Sep. + Growth 

Demand)

Construction Laborers 372  4.9% 3.3% E 0 167

Operating Engineers & Other 
Construction Equipment Operators

313 4.7% 3.3% E 13 148

Supervisors of Construction Trades & 
Extraction Workers

132 1.5% 3.3% E 24 57

Pipelayers 114 3.1% 3.2% E 0 51

Electrical Power-Line Installers & 
Repairers

134  1.4% 3.5% E 5 50

Plumbers, Pipefitters, & Steamfitters 94 2.5% 3.2% AP 32 43

Welders, Cutters, Solderers, & Brazers 71 3.5% 3.3% E (10) 33

Sub-Sector Total 2,485 3.2% 1,101

Top Occupations in Demand in the 
7-County Metro  (sorted by Est. 3-Year 
Training Need)

Employ-
ment Q4 

2017

Unem-
ploy-

ment Q4 
2017

Est. 
3-Year 
Annual 
Growth Pa

th
w

ay
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Est. 3-Year 
Training Need 
(Sep. + Growth 

Demand)

Construction Laborers 990 4.9% 1.4% E 0 362

Operating Engineers & Other 
Construction Equipment Operators

879  4.7% 1.5% E 13 342

Heavy & Tractor -Trailer Truck Drivers 438  2.4% 1.4% AA 19 167

Supervisors of Construction Trades & 
Extraction Workers 342  1.5% 1.5% E 24 118

Cement Masons & Concrete Finishers 277  5.5% 1.4% E 3 106

Sub-Sector Total 5,627 1.3% 2,010

Highway, Civil, & Transportation

Federal, Heavy, & Industrial
Top Occupations in Demand in the 7-County 
Metro  (sorted by Est. 3-Year Training Need)

Employ-
ment Q4 

2017

Unem-
ploy-

ment Q4 
2017

Est. 
3-Year 
Annual 
Growth Pa

th
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ay
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Est. 3-Year 
Training Need 
(Sep. + Growth 

Demand)

Construction Laborers 149  4.9% 1.3% E 0 54

Carpenters 138 3.0% 1.2% AP 36 44

Supervisors of Construction Trade & 
Extraction Workers

85 1.5% 1.6% E 24 30

Operating Engineers & Construction
Equipment Operators 69  4.7% 1.4% E 13 26

Construction Managers 89  1.1% 1.5% BA 31 23

Cost Estimators 29  2.1% 1.1% BA 6 11

General & Operations Managers 29  1.2% 2% BA 129 10

Cement Masons & Concrete FInishers 32  5.5% 1.4% E 3 10

Sub-Sector Total 1,147 1.3% 393

not refer to individuals that have worked  job in the trade and are momentarily without a 
job.  Unemployment rate by occupation is obtained from the American Community Survey 
2016 Estimates, and includes people that did not have work at the time of the survey but 
were active members of a union  or actively searching for work in that occupation; it does 
not include people who were not looking for work at the time of survey.  Analysis does not 
include residential construction. 

Pathway Action Key
        Critical Pathway Opportunity
        Moderate Pathway Opportunity
        Small Pathway Opportunity
  E    Entry-Level/High School/GED
AP   Apprenticeships
AA   Associate Level Training
BA   Bachelor’s Level Training
 +     Master’s/Professional Level Training

For more information:
• Industry Contact: John O’Phelan, Workforce Development Specialist, Ramsey County Workforce Solutions
• MSPWin Career Map: http://mspwin.org/wp-content/uploads/2016/06/Career-Pathway-Maps.pdf
• RealTime Talent Reports: realtimetalent.org/research/reports

* CES Quarterly Workforce Indicators (QWI) Q4 2016. **Elevate Minnesota, www.elevateminnesota.org/about. ***Apprenticeship Minnesota, as 
of Feb 2018.  Developed by Erin Olson (erin@realtimetalentmn.org). Published 5/22/2018 by RealTime Talent. Sources: Employment, wage, and 
education data modeled from IPEDS, OES, and BLS data by JobsEQ. Maps modeled using custom occupation clusters in EMSI.

Key Trades - Pipeline Complexity & Timeline             Live Job Postings in Key Trades, 2017

Trade Com-
plexity

Pipe-
line 

Time

% 55+ 
(2014)

Employment 
Q4 2017

Unempl. 
Rate

Mean 
Wage Q4 

2017

Est. Short-
age 2020

Pipefitters High (L) 5-6 Yr 11% 4,767 2.5% $74,900 High
Operating Engineers Mod. (S) 3-6 Yr 18% 3,993 4.7% $66,900 High
Carpenters Low (U) 4-6 Yr 9% 9,963 3.0% $53,200 High
Electricians High (L) 5-8 Yr 13% 6,325 2.4% $72,000 Moderate
Ironworkers Low (S) 3-4 Yr 9% 9,121 3.2% $44,300 Moderate
Boilermakers Low (S) 4-5 Yr 8% 157 7.8% $78,100 Moderate
Painters Low (U) 3-4 Yr 10% 3,775 3.1% $48,300 Moderate
Concrete Finishers Low (U) 1-2 Yr 8% 1,986 5.5% $54,200 Moderate
Construction Laborers Low (U) 0-1 Yr 8% 8,967 4.9% $52,500 Low

Industry Demographics

Age*
• 19% over age 55 (23% all ind.)

Union Members**
• 80,000

Apprenticeships***
• 11,400 (90% in construction)

Employment in the 9 Key Trades
• 49,054 workers (Q4 2017)

Annual Pathways to Prosperity 
Training Graduates

• 16 (<10 employed in construction)

Baseline Forecasted Demand by Industry Cluster
U: Unlicensed Trades; L: Licensed Trades; S: Specialty Trades.

MN Metro Area

Employees Working in Key Trades, 2017

By place of employment.

• Depending on the economy, season and current projects the industry is constantly 
fluctuating and estimating workforce needs, resulting in a surplus or shortage in 
certain trades at a given moment. Given this tendency to rapid market changes, the 
industry requires a more systematic response to handling these fluxuations.

• There is a need to more systematically monitor talent pipeline development for 
these key trades through the impending workforce shortage.

• Diversity of the industry by race, ethnicity, and gender is improving, but still requires 
additional targeted efforts that track to shared outcomes.

1. Focus workforce planning strategies on sub-sectors in Commercial Trades.
2. Amplify existing apprenticeship programs and more systematically track employer need 

to influence apprentice enrollment targets.
3. Continue to market awareness of construction careers with youth through programs like 

Construct Tomorrow and Construction Careers Pathways (CCP).

 

• Core Metro Sector Skills Academy Leadership Team: Ramsey County, Mechanical 
Contractors Association, Nathional Electrical Association, Minneapolis Building Trades 
Association, Tribal Partnership Program of the Cement Masons Apprenticeship 
Training Center, MN Pipe Trades Association, North Hennepin Community College

• Other Key Partners Engaged: Building Minnesota Apprenticeship, MCIWA, City 
Academy, CLUES, Conservation Corps, Avivo, Goodwill Easter Seals, Project for Pride in 
Living, Takoda Institutie, Trading Up!, Tree Trust, HHH Job Corps, Hmong American 
Partnership, Le Gen Leaders, Merrick, Minneapolis Urban League, MN Trades Academy

The report begins with a high-level introduction to critical sector needs, highlighting the total volume of job openings 
expected in the sector over the coming 3 year period and describing some of the key need for specialized skills.

The Q4 2017 report focuses on the unique needs of 
four key sub-sectors of the commercial trades, 
including commercial building, highway/civil/
transportation, federal/heavy/industrial, and 
utilities construction. The first page analysis focuses 
in on the critical occupations in demand for each of 
these sub-sectors, highlighting existing employment 
and unemployment, expected growth, and the 
estimated training need and 3-year supply gap.

A cluster chart helps to visualize 
the current employment volume 
and forecasted demand for new 
workers expected for key sectors. In 
construction, forecasted growth 
outpaces all other critical sectors in 
the region except for healthcare.

Mapping both current employment and live job 
postings in finance help to focus employer 
mobilization efforts by geography. Construction 
opportunities are relatively spread out across 
the region, but with a key concentration of 
employment in Hennepin County and new 
opportunities rising in Scott County and 
western Dakota County.

Nine of the key trades expect talent shortages over the next 
3 years and beyond. The table on the second page of the 
Q4 2017 report highlights the needs of these trades from a 
talent perspective, indicating the average length of time it 
takes to complete the necessary training and education, 
the level of complexity of training, how close the existing 
workforce is to retirement, the unemployment rate by 
occupation, and mean wage within the region. 
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GOVERNMENT: Targeted Career Pathways
APPROACH|With state and local government employing approximately 178,494 in the 7-county Minneapolis-Saint Paul region (10% of the 

entire employed workforce), government serves as the largest local employer. Healthcare and education occupations account 

KEY FINDINGS

PARTNERS  | Lead: John Thorson, Hennepin County ACTIONS & RECOMMENDATIONS

Employment 
Q4 2017

Location 
Quotient

Total 3‐Year 
Employment 

Change

Avg. 
Annual % 
Change

Est. Baseline 
Training 

Need 2020 
(Separations, 

Transfers, Growth)

Est. Avg. 
Annual 
Growth

Local 128,232 0.77 1,873 0.5% 40,207 0.7%
State 50,262 0.92 441 0.3% 13,675 0.1%
Federal 20,122 0.61 924 1.6% 4,693 ‐0.2%
Total Government Jobs 198,616 0.80 3,238 0.6% 58,575 0.5%
  Total ‐ All Industries 1,833,479 1.00 90,515 1.7% 645,117 0.7%

Current 3‐Year Historical 3‐Year Forecast

Public Sector Pathways Launch High-Demand Careers
State and local government employs approximately 178,494 people in the 7-county Minneapolis-Saint Paul 
region, about 10% of the region’s total employment. An estimated 53,882 people will need to be trained by 
2020 to fill expected job openings in state and local government. Healthcare and Education account for 
the greatest training need due to retirements, job changes, and growth (analyzed in a separate report). 
Government Operations, Public Safety, and Transportation also experience increasing difficulty finding 
talent with is only expected to grow. Short-term pathways focus on Certificate and AA-level occupations.

Q4 2017

 MSP Sector Analysis
   Government

State & Local Overview

Public Safety, Emergency Respose, & Policing
Top Occupations in Demand in the 
7-County Metro  (sorted by Est. 
3-Year Training Need, State & Local)

Employ-
ment Q4 

2017

Job 
Postings 
Available 
Q4 2017

Est. 
3-Year 
Annual 
Growth Pa

th
w

ay
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n
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p*

Est. 3-Year 
Training Need 
(Sep. + Growth 

Demand)

Police & Sheriff’s Patrol Officers 4,821 78 # 0.3% AA 22 3,767

Firefighters 2,715 20 # 0.6% AA 4 588

Correctional Officers & Jailers 2,352 96 # -0.8% AA (19) 490

Protective Service Workers, All Other 476 6 # 0.6% AA (48) 368

Lifeguards, Ski Patrol, & Other Rec-
reational Protective Service Workers

466 41 # 0.6% E (83) 361

Security Guards 714 30 # 0.1% E (57) 282

Supervisors of Police & Detectives 993 21 $ 0.5% BA 5 196

Detectives & Criminal Investigators 663 37 # 0.4% BA 2 133

Total State & Local Government 
(22 total occs.) 14,526 384 # 0.3% 3,767 

Top Occupations in Demand in the 
7-County Metro  (sorted by Est. 3-Year 
Training Need, State & Local)

Employ-
ment Q4 

2017

Job 
Postings 
Available 
Q4 2017

Est. 
3-Year 
Annual 
Growth Pa

th
w

ay
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t. 
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p*

Est. 3-Year 
Training Need 
(Sep. + Growth 

Demand)

Office Clerks, General 4,408 118 # -0.5% E/AA (319) 1,442

Combined Food Prep & Service Workers 1,690 48 # 0.8% E (625) 995

Secretaries & Administrative Assistants 2,927 22 # -1% E (158) 811

Business Operations Specialists, All Other 2,167 83 # 0.5% AA 61 621

Cooks, Institution & Cafeteria 1,202 51 # -0.4% E (25) 480

Total State & Local Government 
(222 total occs.) 54,043 4,669 # 0.2% 16,544

Top Occupations in Demand in the 7-County 
Metro  (sorted by Est. 3-Year Training Need, 
State & Local)

Employ-
ment Q4 

2017

Job 
Postings 
Available 
Q4 2017

Est. 
3-Year 
Annual 
Growth Pa

th
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ay
 

Ac
tio

n

Es
t. 

An
n.

Su
pp

ly
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Est. 3-Year 
Training Need 
(Sep. + Growth 

Demand)

Janitors & Cleaners 4,613 95 # 0.8% E (85) 1,932

Bus Drivers - School or Special Client 2,954 6 # 0.1% E (19) 1,069

Bus Drivers - Transit & Intercity 1,613 9 $ 0.7% E (2) 626

Highway Maintenance Workers 1,926 116 # 0.5% E 0 613

Maintenance & Repair Workers, General 1,755 314 # -0.6% E 39 557

Total State & Local Government 
(229 total occs.) 27,674 1,551 # 0.6% 9,658

Transportation, Infrastructure, & Public Works

Public Affairs & Government Operations

Government Employment
Local State

Public Affairs & Government Operations includes occupations starting with SOC 11, 13, 15, 
23, 27, 35, 41, or 43. Public Safety, Emergency Response, & Policing includes occupations 
starting with SOC 33. Transportation, Infrastructure, & Public Works includes occupations 
starting with SOC 17, 37, 45, 47, 49, 51, or 53. Other categories not included: Education 
(SOC 25) and Health & Human 
Services (SOC 19, 21, 29, 31, 39).

Pathway Action Key
        Critical Pathway Opportunity
        Moderate Pathway Opportunity
        Small Pathway Opportunity
  E    Entry-Level/High School/GED
AA   Associate Level Training
BA   Bachelor’s Level Training
 +     Master’s/Professional Level Training

*Est. Annual Supply Gap (or surplus) is for all employers hiring for this occupation., not only government positions. Due to the seasonal nature of 
hiring in the public sector, trendlines associated with job posting volume refer to the same period in the prior year.

Overview

Technical & Professional Gateway 
Opportunities (Entry-Level)

For more information:
• Industry Contact: John Thorson, Workforce Development, Hennepin County (john.thorson@hennepin.us)

• MSPWin Career Map: http://mspwin.org/wp-content/uploads/2016/06/Career-Pathway-Maps.pdf
• RealTime Talent Reports: realtimetalent.org/research/reports

Developed by Erin Olson (erin@realtimetalentmn.org). Published 5/17/2018 by RealTime Talent. Sources: TalentNeuron Recruit aggregate online 
job postings. www.wantedanalytics.com accessed May 16, 2018. Counts of job postings in Q4 2017 by employer were available Oct 1 - Dec 31, 2017 
in the 7-county Minneapolis-Saint Paul Metro.  Percent change in job postings are the change from the same quarter in the prior year. Employmen 
and wage data modeled from IPEDS, OES, and BLS data by JobsEQ. Education and employer analysis of current workers was obtained using EMSI 
Alumni Insight, which analyzes the public online profiles of current employees.

Top Public Sector Pathways*          Top State & Local Government Employers

Government Openings Posted Online, by County

Top Educational Programs of Current Employees

Top Alma Maters of Current Employees

Total Government Employee Profiles Updated since 2000, Analyzed: 18,028

Office Admin/Clerks, General
Median Wage: $17.28/hr
Empl.: 4,408         Ann. Growth: -0.5%

SURPLUS; HIGH TRAINING NEED 
HS/EQUIVALENT, SHORT-TERM OJT

Customer Service & Call Center
Median Wage: $18.54/hr
Empl.: 1,032             Ann. Growth: 0.2%
SURPLUS 
HS/EQUIVALENT, SHORT-TERM OJT
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* Other Government sector pathways include Health & Human Services and Education. Recommended talent increases 
are for all employer types and all industries, not just government jobs. OJT = On-the-job training.

Secretaries & Admin Assistants
Median Wage: $19.97/hr
Empl.: 2,927           Ann. Growth: -1.0%

SURPLUS; HIGH TRAINING NEED 
HS/EQUIVALENT, SHORT-TERM OJT

Business Operations Specialists
Median Wage: $31.68/hr
Empl.: 2,167            Ann. Growth: 0.5%

SHORTAGE 
AA/BA;     
2018 Pathway Participants (PSP): 91

Maintenance & Repair Workers/
Building Operations Technicians
Median Wage: $21.68/hr
Empl.: 1,755           Ann. Growth: 0.6%

SHORTAGE 
HS/EQUIVALENT, MODERATE OJT      
2018 Pathway Participants: 11

Increase by 61/year

AA/AS
or Moderate Experience

BA/BS+
or Moderate/High Experience

911 & Safety Dispatcher
Median Wage: $26.89/hr
Empl.: 616             Ann. Growth: 0.6%
MAINTAINING SUPPLY 
HS/EQUIVALENT, MODERATE OJT    
2018 Pathway Participants: 18

EMS/EMT
Median Wage: $21.53/hr
Empl.: 545             Ann. Growth: 0.6%
SHORTAGE
PS CERTIFICATE     
2018 Pathway Participants: <10

Appraisers & Assessors
Median Wage: $31.52/hr
Empl.: 300           Ann. Growth: 0.6%

SHORTAGE 
BA/BS, LONG-TERM OJT   
2018 Pathway Participants: 9

Increase by 17/year

Bus Drivers - School or Special
Median Wage: $16.67/hr
Empl.: 2,954            Ann. Growth: 0.1%
MAINTAINING SUPPLY 
HS/EQUIVALENT, SHORT-TERM OJT    
2018 Pathway Participants (CDL): 14

Civil Engineering Technicians
Median Wage: $29.57/hr
Empl.: 463              Ann. Growth: 0.2%
SHORTAGE 
AA/AS      
2018 Pathway Participants (Mech): 18

Police & Sheriff’s Patrol Officers
Median Wage: $34.09/hr
Empl.: 4,821            Ann. Growth: 0.3%

SHORTAGE 
PS CERTIFICATE/AA, MODERATE OJT

Increase by 22/year
Bus Drivers - Transit & Intercity
Median Wage: $16.79/hr
Empl.: 1,613           Ann. Growth: 0.7%
MAINTAINING SUPPLY 
HS/EQUIVALENT, MODERATE OJT    
2018 Pathway Participants (CDL): 14

Op. Engineer Construction 
Equipment/Plow Operators
Median Wage: $32.98/hr
Empl.: 1,099            Ann. Growth: 0.9%
SHORTAGE 
HS/EQUIVALENT, MODERATE OJT   

Highway Maintenance Workers
Median Wage: $24.32/hr
Empl.: 1,926             Ann. Growth: 0.5%
MAINTAINING SUPPLY 
HS/EQUIVALENT, MODERATE OJT    
2018 Pathway: Transporation Constr.

Food Prep & Service Workers
Median Wage: $9.84/hr
Empl.: 1,690           Ann. Growth: 0.8%

SURPLUS; HIGH TRAINING NEED 
NO EDU; SHORT-TERM OJT

Other Management & 
Supervisory Roles

Protective Service Workers, All 
Other
Median Wage: $15.59/hr
Empl.: 476             Ann. Growth: 0.6%
SURPLUS; HIGH TRAINING NEED 
PS CERTIFICATE/AA, SHORT-TERM OJT

Correctional Officers & Jailers
Median Wage: $24.28/hr
Empl.: 2,352           Ann. Growth: -0.8%

SURPLUS; HIGH TRAINING NEED 
PS CERTIFICATE, MODERATE OJT

Firefighters
Median Wage: $14.74/hr
Empl.: 2,715             Ann. Growth: 0.6%
SHORTAGE 
PS CERTIFICATE, LONG-TERM OJT

Detectives/Criminal Investigators
Median Wage: $35.20/hr
Empl.: 663              Ann. Growth: 0.4%

SHORTAGE 
BA/BS, MODERATE OJT

Increase by 2/year

Transportation/Logistics 
Management & Supervisory Roles

Supervisors of Police & 
DetectivesIncrease by 13/year

Increase by 39/year

Increase by 3/year

Increase by 13/year

Increase by 4/year

Indicates Bright Outlook occupation. 
5/5 DEED in-demand stars.

for the government jobs with the greatest expected shortages and warrant their own targeted 
initiatives with the private sector.

• An estimated 53,882 people will need to be trained by 2020 to fill expected job 
openings in state and local government.Government jobs represent about 10% of the 
Metro’s total employment; Critical sub-sector areas include Public Safety, Public 
Works, Public Administration, and Education.

• Already-existing government career pathways are aligned with some of the 
occupations with significant expected talent shortages.

• Legacy hiring practices may be too restrictive and may be introducing unintended 
bias into the talent recruitment process.

1. Develop employer and/or industry recognized credentials for a “public sector pathway.”
2. Focus on existing pathways and high demand ladder occupations in State and Local 

Government.
3. Partner more closely with training providers on key pathways/establish training 

partnerships.
4. Align the delivery of public services with the goal of building a more diverse workforce, 

being a more inclusive workplace.
5. Remove barriers from legacy hiring practices (i.e. revisit and standardize minimum 

requirements for key occupations).

• Core Metro Sector Skills Academy Leadership Team: Hennepin County, Ramsey 
County, City of St. Paul, Future Services Institute, Office of Governor Mark Dayton

• Other Key Partners Engaged: DEED, Governor’s Office/State Recruiters (DHS, DNR, 
MMB), Vadnais Heights Economic Development Council, Minneapolis College, 
Hennepin Workforce Leadership Council, Minneapolis Public Schools, HIRED, Project 
for Pride in Living, Goodwill Easter Seals

The high-level overview provides a snapshot of the 
sheer volume of people employed in government jobs.

The most critical component of the demand-side analysis 
includes a breakdown of the top occupations in demand 
expecting shortages over the next 3 years, focused into action 
areas and prioritized by volume of labor shortage. The career 
clusters include 1) public affairs and government operations, 
2) transportation, infrastructure, and public works, and 3) 
public safety, emergency response, and policing.

Graphical representation of 
the types of jobs that people 
hold in state and local 
government further refine the 
scope of opportunities that 
could be built out into career 
pathways.

Additional graphs illustrate data from online profiles of government 
employees, indicating where government employees have worked, 
educational programs completed by government employees, and the top 
schools that government employees attended.

A deeper analysis of the talent supply feeding into 
these top career clusters revealed 10 technical and 
professional gateway opportunities requiring limited 
training and education, 7 AA/AS or moderate 
experience opportunities, and 4 core BA/BS or high 
experience occupations with high demand and 
expected shortages. This career lattice shows the 
median hourly wage, anticipated additional talent 
needed to be trained, and the typical education or 
training requirements from employers. Existing 
participant enrollment numbers were also included 
for 2018 Hennepin County Pathways participants.

Total volume of government 
jobs advertised by county.
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• The majority of employers post job descriptions with a BA as a minimum 
qualification (89% of job postings in Q3 2017 and Q1 2018), but based on surveys, hire 
based on skill rather than educational credentials.

• Employers’ ability to find enough skilled IT workers has been cited as a primary 
concern when considering locating or keeping their business in the region.

• Existing labor pool of IT professionals is nearly fully employed, with extremely low 
unemployment rates in occupations at all experience levels.

• Need to agree on how to talk about clustered occupations/skills relevant to the 
industry (combination of CTE, DLI, and other clustering approaches, i.e. Network 
Systems, Web & Digital Communications, Information Support & Services, 
Programming & Software Development).

INFORMATION TECHNOLOGY: Skill Area Clusters
APPROACH|Demand for occupations in IT cross every industry, with healthcare and business leading the way in job vacancies in the sector. 

Just under 80,000 people are employed in IT in the 7-county Minneapolis-Saint Paul metro, with the majority requiring some 

KEY FINDINGS

PARTNERS  | Lead: Tammy Dickinson, City of Minneapolis ACTIONS & RECOMMENDATIONS

Sector Demand in the 7-County Metro, Q4 2017*

  MSP Sector Analysis
 Information 
  Technology

Needs by Career Pathway

Continuing Growth, Expanding Opportunities
Information Technology continues to be a growing and high-wage sector of great importance to 
the finance, healthcare, and high tech industries. About 79,886 people are currently employed in 
IT roles, with about 7% of these found in state or local government. Employers continue to seek 
candidates with credentials; 98% of online job postings advertised during the 4th quarter of 
2017 required a certificate or some college education. Sector employment is expected to grow by 
1% annually through 2020, but if growth conditions improve, could rise by 2.2% to about 85,183.

Q4 2017

Network Systems Pathway 
5,491 job ads (+30% from Q3) 
$105,250 median posted salary

Top Occupations, Other Titles, & Median Posted Salary
• Network & Computer Systems Administrators   (Facilities Specialist, Network Engineer):  $94,500
• Information Security Analysts   (Security Engineer, Checkpoint Firewall SME) :  $118,750
• Database Administrators    (Product Database Consultant, Technical ERP Admin):  $108,700
• Computer Network Architects   (Data Analyst, Network Engineer, Infrastr. Analyst):  $103,350
• Database Architects  (Data Warehouse Architect, Data Architect, Data Modeler):  $124,000

Top Hard Skills
• Linux
• Firewall
• UNIX

Top Posting Employers

Network Systems

Information Support & Services

Web & Digital Communications

Programming & Software Dev.

Cyber Security

Information Support & Services Pathway 
10,762 job ads (+32% from Q3) 
$100,350 median posted salary

Top Occupations, Other Titles, & Median Posted Salary
• Computer User Support Specialists  (Deskside Support, Tech Client Success Specialist): $59,950
• Information Technology Project Managers   (SAP Project Manager, SCRUM Master) : $117,250
• Computer Systems Engineers/Architects   (Performance Engineer, Enterprise Architect): $135,400
• Computer Operators   (Print Production Associate, Data Card Operator, Lettershop Ops): $34,900
• Geographic Information Systems Technicians   (GIS Technician, Geo Systems Consultant): $50,400

Top Posting Employers

Web & Digital Communications Pathway 
3,726 job ads (+30% from Q3) 
$108,300 median posted salary

Top Occupations, Other Titles, & Median Posted Salary
• Web Developers  (Event Technology Specialist, Lightning Developer, Java Developer):  $109,250
• Search Marketing Strategists   (Search Coordinator, Digital Marketing Specialist) :  $56,700
• Digital Media Artists & Animators   (Unity 3D Gaming Developer, Video Producer):  $81,000
• Web Administrators   (Content Coordinator, E-Commerce Administrator):  $58,450
• Telecommunications Engineering Specialists   (Internal Communications Specialist):  $73,000

Top Posting Employers

Programming & Software Dev. Pathway 
18,476 job ads (+32% from Q3) 
$115,750 median posted salary

Top Occupations, Other Titles, & Median Posted Salary
• Software Developers, Applications  (DevOps Engineer, Software Process Improvement):  $122,150
• Computer Systems Analysts   (Business Systems Analyst, Workflow Specialist) :  $108,050
• Software Quality Assurance Engineers & Testers    (ELM Tester, QA Analyst):  $97,650
• Computer & Information Systems Managers   (IT/Commercial Director, Sr. Manager):  $125,750
• Computer Programmers  (Lead BI Developer, Mainframe Developer, PeopleSoft Dev):  $106,450

Top Posting Employers (excludes generic system-wide)

Cybersecurity Skill Cluster
10,932 job ads (+18%) out of 38,455 total (+28%) 
      28% of all IT jobs advertised indicate security skills

Top Occupations Citing Security Skills
• Application Software Developers (1,947 Ads)
• Information Security Analysts (1,448 Ads)

Top Posting Employers
Oracle
444

Wells 
Fargo
385

United 
Health 
Group
289

Diverse Lynx Medtronic

W
el

ls
 F

ar
goUnited-

Health 
Group

Target • Microsoft Active 
Directory

• SQL

Top Hard Skills
• JavaScript
• Java
• Cascading Style Sheets

Randstad Robert 
Half Intl.

Diverse 
Lynx

Gene-
sis 10

Top Hard Skills
• Java
• SQL
• Quality Assurance

Target Med-
tronic

Ac
ce

nt
ur

eUnited-
Health 
Group

Oracle
Top Hard Skills
• Technical Support
• Systems Develop-

ment Life Cycle

Oracle Deloitte

UnitedHealth 
Group

• Scrum Agile    
Methodology

• Quality Assurance

*Informatics Nurse Specialists and health-specific data management, Data Entry 
Keyers and other light administrative roles were not included in this IT sector 
analysis, but may be considered as additional starting points for IT careers.

Genesis10

Medtronic

• HTML
• jQuery

• Systems Develop-
ment Life Cycle

• JavaScript

Target
375

7,786 employed
$63,500 avg. salary

Avg Unemployment
AverAge growth
HigH Posting Vol

Base Need Met

LOW UNEMPLOYMENT
HIGH GROWTH

AvERAGE PostinG vol
Base need not met

Low UnempLoyment
HIGH GrowtH

AVERAGE PostinG Vol
Base Need Met

Low UnempLoyment
HigH growtH

AverAge Posting vol
Base Need Not Met

32,932 employed
$108,200 avg. salary

Co
lla

be
ra

14,298 employed
$92,000 avg. salary

6,100 employed
$75,600 avg. salary

Med-
tronic
255

For more information:
• Industry Contact: Tammy Dickinson, Career Pathways Coordinator (612-673-5041 or tammy.dickinson@minneapolismn.gov)

• MSPWin Career Map: http://mspwin.org/wp-content/uploads/2016/06/Career-Pathway-Maps.pdf
• RealTime Talent Reports: realtimetalent.org/research/reports

MN Department of Labor & Industry
PIPELINE Dual Training Program
80 awards 2015-2017   (+13 awards expected in 2018) 
Priority Applicants: Recent High School/GED graduates; 
Previous grantees with continuing student/employee 
populations to complete degrees; Balanced between 
Metro/Greater MN, employer sizes, across industries.

Occupations Total 
Completions

% of 
Total

Service Desk/Front Line 44 55%
Security Analyst 20 25%
Software Developer 13 16%
Web Developer 3 4%
Total 80

Metro Employers 
(in order of joining) Training Providers

Fairview Health 
Services

Global Knowledge, HDI, 
Intertech, Knowledge Peak, 
MCTC, Pink Elephant Corp., 
New Horizons, St Paul College

MN.IT Services CED Solutions, Collier IT, 
New Horizons

Beltmann Relocation 
Group

New Horizons

IBI Data PRIME Digital Academy, 
Riverland CC

North Memorial New Horizons

*Graduate Employment Outcomes from MN DEED, for Twin Cities IT (CIP 11) graduates from July 2013-June 2014. Only includes data on graduates 
that had reported wages in MN 2 years after graduation; does not include students that found work out of state, were self-employed, or continued 
their education. Developed by Erin Olson (erin@realtimetalentmn.org). Published /14/2018 by RealTime Talent. Sources: TalentNeuron Recruit 
aggregate online job postings. www.wantedanalytics.com accessed October 26, 2017. Counts of job postings in Q4 2017 by employer were 
available Oct 1 - Dec 31, 2017 in the 7-county Minneapolis-Saint Paul Metro.  Includes staffing agencies. Percent change in job postings are the 
change from the same quarter in the prior year. Employment, wage, and education data modeled from IPEDS, OES, and BLS data by JobsEQ. 
People of color color calculations do not include nonresident aliens (international students) for which race or ethnicity is not determined. Some 
overlap in counts of graduates from formal education, dual-training, and bootcamp programs may exist, as some students may have participated 
in multiple programs.

Bootcamps, Dual Training Programs, & Other IT Credentials

MSP TechHire Training Partners   
Typical Entry-Level Position: BA Degree / Relevant Experience; 79% Graduates of Programs Remain in MN & Work
Regional Bootcamps & Training Programs, Graduates and % Placed in Jobs 

Education Level of Bootcamp & Training Participants

Formal Education Graduate Employment Outcomes 
Typical Entry-Level Position: BA Degree / Relevant Experience; 77% Graduates of IT Edu. Programs Remain in MN & Work
Regional Certificate 2-Year, and 4-Year Program Graduates, 2014 (CIP 11)* 30% Graduates of Color

2013-2014 Employment 2 Years Later (2016) 

Instructional Program Graduates
Graduates 
Employed 

in MN

% Grads with 
Reported 

Wages In MN

Full-time 
year-round 

median wage

% working 
full-time & 
year-round

% working 
part-time or 
seasonally

Computer Science 454 278 64% $67,442 68% 32%
Computer/IT Administration 
& Management 359 251 87% $45,448 59% 41%

Computer Systems Network-
ing & Telecommunications 208 179 87% $45,317 59% 41%

Computer Software & Media 
Applications 172 132 80% $43,166 54% 46%

Computer & Information 
Sciences, General 161 123 76% $69,663 78% 22%

Computer Programming 119 102 86% $49,015 59% 41%
Computer Systems Analysis 100 69 70% $63,491 78% 22%
Information Science/Studies 30 27 90% $66,161 74% 26%
Total: All Computer & Info 
Sciences & Support Services 1,607 1,165 77% $56,327 64% 36%

INCREASE GRAduAtE Output

Organization Total Trained % Female % 30+ % POC

IT Ready 250 29% 45% 63%

PRIME 500 36% 52% 17%

The Software Guild 177 30% 38% 7%

AIOIC/TAKODA 6 0% 50% 67%

JFCS 31 16% 74% 61%

York B2E 13 62% 100% 31%

Total 977 33% 49% 29%

Bootcamp & Training Types

Training Types Grads 
2015-2017

% Placed 
in Jobs

Bootcamp 677 79%
Help Desk 287 78%
Project Management 13 77%

INCREASE TRAINING OuTpuT

1. Regionalize a true sector partnership of training providers, employers, and workforce 
development (now grown from Minneapolis to include St. Paul - Over 430 employers 
have hired MSP TechHire graduates).

2. Change the way employers hire for IT talent from degree-based to skill/certification-
based.

3. Work with MN State to identify ways to increase the output of degreed IT graduates.
4. Align sector work to support and grow IT/STEM internships with MHTA SciTechSperience 

and apprenticeship with DLI and MHTA.

• Core Metro Sector Skills Academy Leadership Team: City of Minneapolis, MHTA 
(SciTechSperience Internship Program), Summit Academy, UpNet Technologies, 
Creating IT Futures, City of St. Paul

• Other Key Partners Engaged: DEED Regional Analysis, Minneapolis Urban League, 
Genesys Works, Jewish Family and Childrens’ Services, Project for Pride in Living, IT 
Center of Excellence, DLI PIPELINE Program, Hennepin County, Global Knowledge, HDI, 
other MSP TechHire Training Partners

The high-level overview indicates the growing 
importance of IT roles across multiple industries.

In addition to the four core 
pathways defined by their 
respective skill and 
experience crossovers, we 
also analyzed a cybersecurity 
skill cluster area that overlaps 
with all of the pathways.

IT jobs are rapidly changing, and most of the job titles used by 
employers do not align well with the occupation codes used in LMI. 
To address this problem, we classified groups of occupations into 
clusters by skill areas and career paths, using CTE and MN 
Department of Labor frameworks: Network Systems Pathway, Web 
and Digital Communications Pathway, Information Support and 
Services Pathway, Programming and Software Development Pathway.

Summary of the MSPTechHire 
training partner outcomes.

credential beyond a high school diploma.

The demand side of the Q4 2017 report 
focused in on a variety of training and 
education options for IT. Although 98% of job 
postings required an associate’s degree or 
higher, there is also a vibrant local 
certification landscape in IT. The first table 
indicates the core instructional programs at 
colleges and universities in the region whose 
graduates went on to be employed in 
Minnesota within 2 years after graduation. 
30% of all graduates of IT programs were 
people of color.

IT completions by occupation for a dual training program through MN 
Department of Labor and Industry illustrate another method that employers 
are using to upskill and credential their existing workforce.
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TOOLS
In order for a truly comprehensive picture of the state and local labor market to come into focus, it is critical to make use of a wide variety of datasets, 
resources, and professional perspectives. Broadening the data sources creates a reliable and authoritative source of information on the status of the state’s 
talent ecosystem. Potential data sources for sector labor analysis should be assessed according to the following criteria: credibility and validity of the data, 
statewide scope and potential to provide regional and local-level detail, ability to provide subgroup and equity-related analyses, timeliness, and availability and 
consistency of the data over time and across sources.  All findings should be validated by a diverse group of community experts.

Public Information Business Education/Workforce System
Proprietary Data

• Job Posting Data (TalentNeuron Recruit)
• Online Candidate Profiles (EMSI)
• Modified Employment Forecasts (JobsEQ)
• Hiring Data (From Employers)
• Employee Data (From Employers)

EQUITY & INCLUSION
• Disaggregation of employer hiring and 

retention data by race and ethnicity

Sector Partnership
• Organize by sector into flexible and respon-

sive partnerships focused on shared value
• Awareness of and influence on workforce 

and education system
• Shared measures and aligned incentives 

improve performance of employers in hiring, 
development, and retention of talent

• Connect talent strategy to business strategy 
to improve competitiveness

EQUITY & INCLUSION
• Employer education and mobilization to 

adopt diverse hiring practices, reduce bias, 
increase development opportunities, and 
improve retention

Sector Alignment 
• Alignment of purpose with employer-

identified demand planning
• Shared measures and aligned incentives 

improve performance of education and 
workforce partners

EQUITY & INCLUSION
• Solutions designed with an intentional focus 

on equity and inclusion

Internal Government Data
• Adult Training Program Outcome Data 

 (WorkforceOne)
• Budget data and funding opportunities
• OHE Non-Credit Completions

EQUITY & INCLUSION
• Disaggregation of education and training 

outcomes by race and ethnicity

LMI Data
Labor Market Information (LMI)
• Job Vacancy Survey (JVS, DEED)
• Occupational Employment Statistics (OES, 

DEED)
• Employment Outlook (EO, DEED)
• O*Net (US DOL)

Demographics
• American Community Survey (ACS, U.S. 

Census Bureau)
• Current Population Survey (CPS, BLS)
• Population Projections (MN Demographic 

Center)

Education
• IPEDS (NCES)
• SLEDS (DEED)
• Credential Programs (i.e. NIMS)

Workforce System
• DEED general reporting

EQUITY & INCLUSION
• Disaggregation of all data points by race and 

ethnicity whenever possible (IPEDS, SLEDS, 
Demographics, DEED workforce data)
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FEEDBACK
Laying a strong foundation in sector-based occupational needs and talent pipeline planning is the necessary first step in developing a workforce plan. However, 
a strong report alone will not lead to systematic change, better programs, or improved outcomes without engaging the necessary leaders to take the next step.  
Even after reviewing the wealth of LMI, job postings, and educational data at our disposal, it is still essential to get out in the field and talk to employers, training 
program managers, and postsecondary directors get their take on the accuracy and relevancy of the data and your conclusions from it. Combining the qualitative 
and quantitative data available will result in more well-rounded solutions from the systems level to the program level. There is a whole range of training 
program outcome tools we highly recommend using to get a sense of how well training programs are working, or to evaluate individual programs or processes. 

As we continue to drive forward sector-specific regional initiatives in workforce planning and development, we will continue to evaluate and modify our 
approach to collecting necessary data for decision-making. If you have thoughts about additional data that should be considered or included as sector plans are 
developed in our region or beyond, please contact us. We are invested in the long-haul for solutions that meet the needs of employers and the job-seekers of 
today and tomorrow for a better, more prosperous Minnesota.

LESSONS LEARNED
• Sector-specific approaches are necessary to arrive at consensus around each sector’s unique challenges and path forward.

• Short-term timelines keep issues grounded in manageable, reasonable action steps.

• Regionally-based analysis helps to move more quickly from data into action.

• Having a trusted outside party develop all sector reports and facilitate discussion allows for a simultaneously standardized and customized approach that 
moves beyond the typical program-based discussions into system-level strategy work.

• Strong leadership from within each sector keeps action plans moving forward and flow of communication moving smoothly.

• Equity and diversity must be integerated into every step in the process of workforce planning and development, starting from the data collection stage and 
moving through implementation and tracking to outcomes.

• A common foundation in similar data points helps to lift up sector-agnostic challenges, potential solutions, and universal shared outcomes.

• Sector-specific work must be able to connect into a larger, sector-agnostic plan for regional economic and workforce development with influential and 
diverse champions leading the effort.

Bryan Lindsley, Executive Director
MSPWin 

bryan@mspwin.org

Erin Olson, Research Strategist
RealTime Talent 

erin@realtimetalentmn.org
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