
SOUTHWESTERN AREA 
WORKFORCE DEVELOPMENT BOARD 

Planning Committee 
Meeting Agenda 

Mesilla Town Hall 
2231 Avenida de Mesilla 

Mesilla, NM 

Thursday, October 31, 2019 at 1:30 p.m. 

Gary Whitehead – Chair 
Sharon Thomas – Vice Chair 

I. Call to Order

II. Welcome

III. Roll Call and Abstentions
If necessary, motion to allow committee members to participate in the meeting
telephonically

IV. Approval of Agenda

V. Discussion or Motion for Recommendation Items
a) Approval of Summary for October 18, 2019
b) Career Pathways Plan Approval
c) Sector Strategy Industries Recommendations

VI. Public & Member Comments

VII. Next Meeting: No date set

VIII. Adjournment
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# Agenda Item Summary 
1. Call to order Meeting called to order at 2:07 p.m. by Mr. Whitehead 

2. Welcome and Introductions Mr. Whitehead welcomed everyone and asked for introductions 

3. Roll Call & Abstentions Ms. Longovia called roll. 

4. Participation by Telephone Mr. Whitehead made a motion to allow participation by phone, seconded by Ms. 
Thomas. Motion passed. 

5. Approval of Agenda A motion was made by Ms. Thomas to approve the agenda, seconded by Mr. 
Whitehead. Motion passed. 

6. Discussion or Motion for 
Recommendation Items 

Approval of Summary for October 3, 2019 
• Ms. Thomas made a motion to approve the summary, seconded by Mr.

Whitehead. Motion passed.

Career Pathways Plan 
• Mr. Duran presented a Draft of the Career Pathways Plan to the

committee where edits and suggestions were discussed
• Mr. Duran will have a revised Draft to the committee before the October

31, 2019 meeting

Update Sector Strategy Industries for October 31, 2019 Meeting 
• Mr. McClintock shared that Career Pathways and Sector Partnerships go

hand-in-hand with each other and much was already discussed with the
Career Pathways Plan

7. j Public & Member Comments • No comments

DRAFT OF MEETING SUMMARY 
Meeting : Special Planning Committee 

Date and time : October 18, 2019 at 2:00 p.m. 

Location of Meeting : Mesilla Town Hall 
2231 Avenida de Mesilla 
Mesilla, NM 88046 

Chair : Gary Whitehead 

Members Attending : Present: Sharon Thomas (by phone), Gary Whitehead 
Absent: Cassie Arias  
Staff: Steve Duran, Angela Longovia, Joe McClintock (phone) 

Guests in Attendance : Yvette Bayless, NMWC; Darleen Lopez, NMWC 

Summary submitted by/Signature : Angela Longovia, Communications Specialist 

Next Meeting : October 31, 2019 
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# Agenda Item Summary 
8. Next Meeting October 31, 2019 1:30 p.m. at the Mesilla Town Hall in Mesilla, NM. 

9. Adjournment Meeting was adjourned at 4:05 p.m. 

Attested: __________________________________________ Date____________________ 
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Southwestern Area  
Workforce Development Board 

Career Pathways Plan 
PY 2019 
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Executive Summary 

To be written when final draft is complete. 
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Introduction to Career Pathways 
This plan has been created to support the workforce system and local leaders in the Southwestern area 
of New Mexico.  It outlines the process of the career pathways system, who is involved, what is 
produced, how change is measured and reported to benefit employers within industries, job seekers, 
youth.  This plan underscores the participation of business leaders through the industry meetings, needs 
assessments, measuring and reporting process. 

What are Career Pathways? 

Career pathways are individual training opportunities that are aligned with the needs of businesses 
within industries.  Individuals are provided with information that describes the types of credentials and 
sequential steps needed for positions within an industry. 

Six Key Elements of Career Pathways 

Career pathways are developed through collaboration of partners and industry who gather and analyze 
information to help customers make informed career choices.  The Southwestern Area Workforce 
Development Board uses a model provided by the U.S. Department of Labor (USDOL) that illustrate the 
Six Key Elements of Career Pathways.  The elements are also key components that work together to 
comprise the public workforce system.  A key goal is to engage workforce partners, businesses, and 
education to form a team that work together to meet the workforce needs of the industry through 
workforce development.  

The six elements are a guide for: 

1. Building cross-agency partnerships and clarifying roles within the workforce system 
2. Identifying industry sectors and engaging employers
3. Designing education and training programs to meeting the needs of employers 
4. Identifying funding needs and sources 
5. Aligning policies and programs 
6. Measuring system change and performance 
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8



5 

Phase I - Building Cross-agency Partnerships and Clarifying Roles 

Organizing the Partners and Clarifying their Roles 

In this phase of the process, the focus is to organize the program partners identified by the Workforce 
Innovation and Opportunity Act (Act) across the region.  The region consists of the following seven 
counties in Southwestern New Mexico: Catron; Doña Ana; Grant; Hidalgo; Luna; Sierra; and Socorro. The 
public workforce system’s structure under the Act is intends to braid a variety of partners’ resources and 
specialties into one system to coordinate services to customers.   

As part of developing a career pathways process, the partners will provide input based on their 
individual experiences.  This type of input is essential to understanding each other’s roles and how they 
can better serve customers with the board’s priority industries.  The Act requires that each local 
workforce board, like the SAWDB, have set of core program and other required partners who bring their 
special skills and resources to the table to better serve the needs of each individual or employer.  Their 
role of the partners is to develop a pipeline for skilled workers through training opportunities that meet 
the workforce needs of businesses.  

The administrative entity and one-stop operator of the Southwestern Area Workforce Development 
Board will lead in the initial phase of forming the leadership team. 

WIOA Core Program Partners 

The core program partner work in collaboration in various areas of the public workforce system.  
Working together as part of the career pathways process provides the system with a variety of 
perspectives that enhance the quality of services to employers, job seekers, and youth. 

Phase I
Building Cross-agency 

Partnerships and 
Clarifying Roles

Phase II 
Identifying Industry 
Sectors & Engaging 

Employers

Phase III
Designing Education & 

Training Programs

Phase IV
Identifying Funding 

Needs and Resources

Phase V
Aligning Policies and 

Programs

Phase VI
Measuring System 

Change and Reporting
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The core programs consist of: 

1) WIOA Title I – Adult Program (funding by the SAWDB) 
2) WIOA Title I – Dislocated Worker Program (funded by the SAWDB) 
3) WIOA Title I – Youth Program (funded by the SAWDB) 
4) WIOA Title II – Adult Education Services (funded by the NM Department of Higher Education) 
5) WIOA Title III – Wagner-Peyser Employment Program (funded by NM Department of Workforce 

Solutions) 
6) WIOA Title IV – Vocational Rehabilitation Program (funded by the NM Department of Education) 

WIOA Additional Partners 

The Code of Federal Register, 20 CFR § 678.400, as listed below, identify the additional partners who 
have a role in the public workforce system.  Like the core programs under the Act, these partners 
specialize in providing employment or education to specific populations within our communities.  Their 
rolls are essential to addressing the unique and diverse needs of those within our workforce system. 

1) The Senior Community Service Employment Program authorized under title V of the Older 
Americans Act of 1965 (42 U.S.C. 3056et seq.); 

2) Career and technical education programs at the postsecondary level authorized under the Carl 
D. Perkins Career and Technical Education Act of 2006 (20 U.S.C. 2301et seq.); 

3) Trade Adjustment Assistance activities authorized under chapter 2 of title II of the Trade Act of 
1974 (19 U.S.C. 2271et seq.); 

4) Jobs for Veterans State Grants programs authorized under chapter 41 of title 38, U.S.C.;
5) Employment and training activities carried out under the Community Services Block Grant (42

U.S.C. 9901et seq.); 
6) Employment and training activities carried out by the Department of Housing and Urban 

Development; 
7) Programs authorized under State unemployment compensation laws (in accordance with 

applicable Federal law); 
8) Programs authorized under sec. 212 of the Second Chance Act of 2007 (42 U.S.C. 17532); and 
9) Temporary Assistance for Needy Families (TANF) authorized under part A of title IV of the Social 

Security Act (42 U.S.C. 601et seq.), unless exempted by the Governor under § 678.405(b). 

In addition to the core and additional partners under WIOA, K-12 education providers are additional 
partner that have an important role in the process.  The region has over 20 public school districts and 
numerous private schools that will be invited to convene and participate in both the sector partnership 
strategy process and industry roundtable discussions.  Having K-12 education providers provides a sound 
balance and adds value to the workforce system. 

Community based organizations and government agencies that are not WIOA or K-12 partners should 
also be invited to partner depending on the value that they can bring to the workforce system.  Such 
partners are valuable as they can potentially fill gaps in the delivery of wrap-around services for 
individuals or their families. 
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Leadership Team 

In November 2019, the partners will convene to identify its leadership team (Team) and begin the 
process of creating their shared vision, mission, strategies for the development of career pathways.  The 
Team will also clarify its roles and responsibilities, and workplan for the Team. 

The leadership team will consist of the following positions from the region: 

1) WIOA Project Manager (Lead)
2) SAWDB Chair 
3) WIOA Administrator 
4) One Stop Operator Manager 

Phase II - Identifying Industry Sectors & Engaging Employers 

Priority Industries 

This identification of industry sectors was completed in 2018 with the modification to the SAWDB’s four-
year plan.  The SAWDB’s priority industries are:  

• Aerospace 
• Agricultural 
• Education 
• Health care 

• Logistic and warehousing 
• Manufacturing 
• Mining 
• Hospitality and tourism 

In addition to the priority industries, other industries that are emerging in the region can also be 
engaged to develop sector strategy partnerships or through industry roundtables discussions.  The 
leadership team will make this determination on a case-by-case basis. 

Self-assessment 

In December of 2019, the Leadership Team (Team) will conduct a self-assessment using a career 
pathways tool (View Attachment A).  The self-assessment gauges how the workforce system in the 
Southwestern area of New Mexico is a high-performing sector-focused organization.  Based on the 
results of the self-assessment, the Leadership Team and develop strategies to improve its performance.  

In addition, the Team will begin reviewing labor market information for the career pathways that will 
also be used for the modification of the 2020 Four-year plan by analyzing labor market information and 
identifying high-demand industries with family sustaining wages.  The labor market analysis for the 
career pathway will also be used for the four-year plan to support the targeted high demand industries.  
The labor market information will be drawn from the Bureau Labor Statistic and LASER to search for 
industry projections and occupations in demand, as well as industry concentrations within the region.   
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Career Pathway System Objectives 

The career pathway partners have key tasks to guide and industries with objectives that are measurable 
indicators to the progress within the region.  WorkforceGPS provide 20 key elements of a high-
performing sector-focused workforce system.   

High-performing Sector-focused Workforce System 

The following are a list of the elements from WorkforceGPS Self-assessment Tool (Attachment A): 

“Is your organization/partnership using rigorous data to make decisions about target industries and 
education and training investments? 

1) Understanding of the region’s most important industry sector(s) through use of rigorous 
economic, industry and labor market data collection and analysis. 

2) Process in place to identify specific skill needs, level of demand, and area education and 
training program gaps within target industry sector(s) 

3) Provision of data that is understandable and shared across partners to enable joint, 
collaborative decision-making 

How broad and deep is the involvement of targeted industry sector(s) employers in designing and 
delivering programs and services? 

4) Regional influence to bring key industry leaders to the table and understand the needs of their 
businesses 

5) Industry as a strategic partner in designing and executing services and programs 
6) Capability to take on the sector partnership intermediary role if required 

How effectively are you and your partners facilitating the development and delivery of workforce 
opportunities that are responsive to the needs of an entire targeted industry? 

7) Capability to fill the industry’s near-term workforce needs 
8) Capability to meet the industry’s longer-term pipeline needs across a range of skill levels 
9) Ability to overcome barriers for lower-wage workers in order to facilitate employment and 

career advancement within the targeted sector(s) 
10) Experience with and capability to develop effective, employer-validated career pathways in 

support of the target sector(s) 
11) Experience with and capability to design and implement, with employers, work-based learning 

models in targeted sector(s) 
12) Partnerships with the right regional organizations to deliver comprehensive solutions in 

response to target industry sector(s) needs—while minimizing the duplication of services 
13) Willingness and ability to respond to non-workforce needs directly related to the industry’s 

economic development or growth opportunities 

Is your organization able to measure sector strategy outcomes and sustain sector work over time? 
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14) Ability to “build the buzz” about the value of sector partnerships as a means to continuously
secure stakeholder buy-in 

15) Sector partnership measures of success identified and tracked with continuous improvement
processes built in 

16) Sustainable funding source(s) to establish and expand sector partnerships

Does your organization have the personnel, policies, vision, and resources in place to support sector 
strategy outcomes? 

17) Organizational commitment to bring partners to a shared vision 
18) Organizational culture that promotes a demand-driven approach within a sectors framework 
19) Organizational structure (administrative policy, committee structure) that supports industry

engagement within a sectors framework 
20) Staff have expertise about current target industries and have opportunities to hone knowledge 

as targets change” 

Roundtables 

In January of 2020, the Team will conduct industry round table discussions with businesses and industry 
leaders to inventory of training systems, career ladders and lattices, and to identify skill competencies.  
In this process, the Team will not only learn about the industry’s needs, but their interests in other areas 
of the workforce system. 

Sector strategy partnerships are new to New Mexico public workforce system.  In the SAWDB’s contract 
with the State of New Mexico, two industries must be identified to use the sector strategy partnership 
model in PY19.  The State Administrative Entity of the NM Department of Workforce Solutions has 
contracted with a trainer to assist the four local workforce boards in New Mexico with the deployment 
of the sector strategy model.  At the SAWDB’s November 2019 meeting, the two industries will be 
identified from the list of its priority industries.  This is different than the traditional industry partnership 
model that will be used with the Board’s other priority industries in PY19.  The traditional model will use 
on an Employer Needs Guide (Attachment B) to engage employers and to open discussions. The guide 
seeks to learn about the industry needs for entry, technical, and supervisory positions. Each industry 
partnership will have a business leader as its chair and have a process to sustain and grow the 
partnership. 

The partners may also opt to join existing roundtable discussions or convening that may exist within the 
region.  The key benefit is that time and resources do not have to be expensed to invent a “new wheel”.  
The secondary benefit is that businesses leaders do not have to attend multiple meetings to discuss 
similar meeting topics – minimizing employer fatigue. 

Phase III - Designing Education & Training Programs 

Benefits of Existing Partnership with Education 
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The benefit of having education as a partner in the career pathways process is that they will be involved 
in understanding the needs of the industry and be a part of designing the solution that will fill the skill 
gaps of individuals.  Since 2000, the Workforce Investment Act (WIA) developed a workforce system that 
established relationships between workforce boards and education. During the reauthorization of WIA, 
the Workforce Innovation and Opportunity Act continued the same framework to assist job seekers with 
training.  Accordingly, the SAWDB has established relationship with various eligible training providers 
within the its public workforce systems and in January 2020 the Team will work with industry leaders to 
develop new or modify existing educational programs to bridge the workforce gaps within the 
industries. 

Designing Pathway with Industry Leaders 

Together with industry leaders, partners and eligible training providers will identify entry points, 
recruitment strategies, career ladders and lattices.  Industry leaders will be involved in the design 
process of the career pathways system.   

Based on this information, the leadership team will develop and disseminate info sheets for each 
industry throughout the region.  Partners and educational providers will be encouraged to post a link to 
the career pathways webpage and provide hardcopy info sheets to the public and their staff.  The 
leadership team will provide a quarterly webcast on the career pathway system and info sheets to the 
public and other stakeholders.  

Phase IV - Identifying Funding Needs and Resources 
In January 2020, the Team will explore how it will braid its funding, measure performance, and establish 
a strategy for the long-term sustainability of newly funded projects. 

Braided Funding 

A key step that the Team will examine is it funding needs for future services related to program 
development cost and participant costs. The Team will identify its existing sources of funding and how it 
can best braid them to meet its needs and how it will deliver services more effectively and efficiently.   

Beyond the existing sources of funding, the Team will explore addition sources of funding, both public 
and private.  Private organizations provide start-up funding for new concept ideas that help special 
populations.  The advantage to having an existing partnership with so many organizations is the ability 
to be more competitive in the application process for funding.  This consortium model typically leads to 
higher points of a proposal during the evaluation process and results in an award. 

Measuring the Return on Investment 

The partners in the public workforce system measure their performance at different levels, one being 
after the participant exits the program.  WIOA Title I service providers examine whether a participant 
was employed after the second quarter and fourth quarter after exit.  It also measures the median 
earnings of the participants after exit.  By taking median earning of the number of individuals in the 
measure, a computation can be made relative to annual earnings over the cost of the training.  Taking 
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this measure on an annual basis can establish a barometer of how the public workforce system is 
performing year to year. 

Long-term Sustainability for New Projects 

A major area of consideration when applying for new project funds, whether public or private, is how 
will the project be sustained beyond the start-up period.  Funding is typically the main issue for 
sustainability.  An advantage to the Team is having access to a consortium of partners that can set aside 
and commit funds from their respective organizations to support the project beyond the start-up period.  
This places the SAWDB in a good position for the sustainability for future projects with its partners.

Phase V - Aligning Policies and Programs 

Strategies for Aligning Policies and Programs 

The SAWDB has and is now even more so geared to consider the effects of its policies with workforce 
partners.  One example is the supportive service policy that helps those in training programs pay for 
transportation, childcare, and medical costs that are barriers to education or training. 

In February 2020, the Team will work with the administrative policy committee to examine the SAWDB’s 
and partners’ policies for policies changes that can improve the service delivery model and career 
pathways for customers.  The Team will examine how it can promote better program alignment among 
the partners in the workforce system and how it will measure the outcomes. 

High schools, community colleges, and other post-secondary schools are an important part of this 
examination for alignment.  This holistic view involves a cross-section of partner who are all involved 
and have an important role in the career pathways process. 

The Team will produce a report no later than February 29, 2020 with its recommendations.  

Phase VI - Measuring System Change and Reporting 
Measuring system change is an important part of examining how a program is improving its services.  In 
respect the career pathway system, the Team will identify the desired outcomes for participants and the 
overall system.  It will identify what type of data will be collected and analyzed to establish conclusions 
and how it will report this information to the partnering programs and SAWDB. 

Measuring Change 

Quarterly Basis 

On a quarterly basis, the leadership team will submit a report called, Career Pathways Quarterly Brief 
that summarizes the career pathway activities and progress of the quarter.  The first report will be for 
the period of October through December and published on February 1, 2020.  Subsequent reports will 
be on: 
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Period  Publication Date 
January 1 – March 31, 2020 May 1, 2020 

April 1 – June 30, 2020 August 1, 2020 

July 1 – September 30, 2020 December 1, 2020 

Biannual Basis 

On a biannual basis, the leadership team will measure the overall system change of each industry by 
comparing baseline workforce data to current data.  The leadership team will, at a minimum, measure 
and report on changes on: 

1) Funding resources 
2) Activities and services
3) Outputs 
4) Outcomes
5) Impacts

In this process, the leadership team will involve its partners and employers who are willing to assist in 
measuring change.  The leadership team will at a minimum submit its report to the following bodies: 

1) Businesses/Employers 
2) Workforce partners 
3) Education (Higher Education and K-12) 
4) Economic development
5) Local elected officials and local government managers 
6) Cabinet Secretary of the NM Department of Workforce Solutions 
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ETA Sector Strategies Technical Assistance Initiative 

Sector Strategies Organizational Self-Assessment SSSSSSSSSSSSSSSSSSeeeeeeeeeeeeeeeeecccccccccccccccccctttttttttttttttttooooooooooooooooorrrrrrrrrrrrrrrrrr SSSSSSSSSSSSSSSSSStttttttttttttttttrrrrrrrrrrrrrrrraaaaaaaaaaaaaaaaattttttttttttttttteeeeeeeeeeeeeeeeeeggggggggggggggggggiiiiiiiiiiiiiiiieeeeeeeeeeeeeeeeessssssssssssssssss OOOOOOOOOOOOOOOOOrrrrrrrrrrrrrrrrrggggggggggggggggggaaaaaaaaaaaaaaaaaannnnnnnnnnnnnnnnniiiiiiiiiiiiiiiiiizzzzzzzzzzzzzzzzzzaaaaaaaaaaaaaaaaaatttttttttttttttttiiiiiiiiiiiiiiiiioooooooooooooooooonnnnnnnnnnnnnnnnnnaaaaaaaaaaaaaaaaaallllllllllllllll SSSSSSSSSSSSSSSSSSeeeeeeeeeeeeeeeeeellllllllllllllllfffffffffffffffff-----------------AAAAAAAAAAAAAAAAAsssssssssssssssssssssssssssssssssssseeeeeeeeeeeeeeeeeessssssssssssssssssssssssssssssssssssmmmmmmmmmmmmmmmmmmeeeeeeeeeeeeeeeeennnnnnnnnnnnnnnnnntttttttttttttttttt 

Data-Informed 
Decision Making 

Is your organization/partnership using rigorous data to make decisions 
about target industries and education and training investments? 

1 | Understanding of the region’s
most important industry
sector(s) through use of
rigorous economic, industry,
and labor market data 
collection and analysis 

You use tools (e.g. location quotient analysis, traditional and real-time 
LMI), to regularly quantify your region’s most competitive and emerging 
industries. 

You have agreement across partners (e.g. economic development 
entities) about target industry sectors. 

You use LMI and target industry data that focuses on your actual 
regional economy (e.g. where labor and goods flow) rather than on only
a WIB’s service delivery area or a county border). 

You have a formal process for an ongoing review of data and for making 
adjustments to target industry sectors. 

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

6  
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ETA Sector Strategies Technical Assistance Initiative

2 | Process in place to identify
specific skill needs, level of
demand, and area education 
and training program gaps 
within target industry
sector(s) 

You regularly use both traditional and real-time data sources as well as
focus groups and/or interviews with employers to identify growth
occupations within target sectors and specific skill and hiring needs.

You have a formal and continuous process involving education partners
to work with employers to review labor market demand, and
identify/validate workforce needs and specific KSAs of critical
occupations.

You have a formal process to identify gaps among existing regional
education, training worker support, business services, and the needs of
the target industry sector(s) employers.

You have a clear grasp of the employment disparities (e.g. based on race,
ethnicity, gender) and individual and systemic barriers to economic
security faced by job seekers/workers in your region

1 2 3 4 5 

Action Items: 

3 | Provision of data that is
understandable and shared
across partners to enable 
joint, collaborative decision-
making 

You have up-to-date materials (i.e. reports, industry briefs) that clearly
and compellingly identify regional target industry sectors and their
workforce needs.

You have the reputation, regionally, as a “go-to” source for target
industry data and workforce needs.

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

7  
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ETA Sector Strategies Technical Assistance Initiative 

Industry 
Engagement 

How broad and deep is the involvement of targeted industry sector(s) employers in 
designing and delivering programs and services? 

4 | Regional influence to bring
key industry leaders to the 
table and understand the 
needs of their businesses 

You have relationships with business organizations within the target 
industry sector(s). 

You’ve developed criteria (e.g. high job quality, career paths, a great 
reputation among workers and job seekers) to identify which 
employers to focus on involving and supporting through use of sector 
partnership resources. 

You have the ability to easily identify and convene a network of large 
and small employers (and key decision-makers from those employers) 
within the sector(s), or credible relationships with business 
organizations that will include you in their meetings and conversations. 

1 2 3 4 5 

Action Items: 

5 | Industry as a strategic
partner in designing and
executing services and
programs 

You have specific vehicles for soliciting ongoing workforce needs from
industry partners (not just during periodic meetings or surveys). 

You have industry partners that help define program strategy and goals, 
identify necessary skills, competencies, and resources to support 
education (e.g., equipment, instructors, internships), and, where 
appropriate, hire qualified students who complete programs. 

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

8  
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ETA Sector Strategies Technical Assistance Initiative 

6 | Capability to take on the
sector partnership
intermediary role if required 

When necessary, you can play the intermediary role, including guiding 
the partnership; managing its work; maintaining strong relationships
with employers; maintaining an up-to-date understanding of employer 
needs and opportunities; and guiding efforts to evaluate and make 
improvements to a sector partnership. 

You have credibility with the target industry sector(s) and 
entrepreneurial attitude to guide sector partnerships where employers 
want to take it. 

1 2 3 4 5 

Action Items: 

Sector-Based 
Service Delivery 

How effectively are you and your partners facilitating the development and delivery of 
workforce opportunities that are responsive to the needs of an entire targeted industry? 

7 | Capability to fill the
industry’s near-term 
workforce needs 

You’ve had success in working with education partners through a sector 
strategy to develop responsive curriculum/courses for target sectors to 
provide immediate access to customized training and certification
programs as needed. 

You’ve had success in providing systematic support to employer 
needs—across an entire industry—in business outreach, hiring services, 
retention programs, etc. 

Your organization (e.g. WIB, AJC) has the agility and flexibility to 
develop new programs rapidly in response to target industry workforce 
needs. 

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

9  
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ETA Sector Strategies Technical Assistance Initiative

8 | Capability to meet the
industry’s longer-term 
pipeline needs across a range 
of skill levels 

You have an up-to-date inventory of regional education and training
programs relevant to the targeted industry sector(s) in order to
determine assets and gaps.

You can facilitate area educational units (e.g. K-12, adult education,
community colleges, career & technology institutions, universities) to
work together in response to targeted industry sector(s) to address
identified regional long-term workforce needs at all educational levels.

You have experience and the ability to influence target sector(s)
employers to develop, incorporate, and/or expand industry-recognized
credentials.

1 2 3 4 5 

Action Items: 

9 | Ability to overcome barriers
for lower-wage workers in
order to facilitate
employment and career
advancement within the 
targeted sector(s) 

You’ve identified barriers to work that are individual and systemic in
nature (e.g. lack of work experience, substance abuse, transportation,
child care), created solutions, and brought about industry-wide changes
that support them as standard practices.

You’ve worked across an industry on career advancement solutions (e.g.
tuition assistance, enhanced credentialing structure, on-the-job
coaching) to encourage worker mobility.

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

10  
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ETA Sector Strategies Technical Assistance Initiative

10 | Experience with and
capability to develop 
effective, employer-validated
career pathways in support of 
the target sector(s) 

With partners, you have experience with mapping and designing
modularized curricula and career pathways across a range of skill needs
(entry-level to advanced) to serve target industries.

You’ve had success in designing education and training pathways that
enable students and adults to move seamlessly between academic and
career technical programs, to and from work, and to achieve advanced
credentials.

1 2 3 4 5 

Action Items: 

11 | Experience with and
capability to design and
implement, with employers,
work-based learning models 
in targeted sector(s) 

You have experience building and funding—on an industry level—
models such as:

On-the-job training

Cooperative education

Paid internships

Pre-apprenticeship or Registered Apprenticeship programs

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

11  
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ETA Sector Strategies Technical Assistance Initiative 

12 | Partnerships with the
right regional organizations 
to deliver comprehensive 
solutions in response to
target industry sector(s) 
needs—while minimizing the 
duplication of services 

You have dynamic alliances (including clearly defined roles) with the
following organizations in executing sector strategies: 

K-12, community colleges, adult education programs, private 
training providers, labor unions, and universities: To align 
curricula to career pathways and provide a bridge from
secondary, pre-GED, and post-secondary education to a career. 

Local industry associations, chambers of commerce, and 
economic development agencies: To identify target industry 
sectors, convene industry, and jointly address regional growth 
strategies. 

Community-based organizations: To reach populations that are 
currently underrepresented in the target sector(s) and allow 
CBO services to be effectively integrated into sector-based 
strategies. 

1 2 3 4 5 

Action Items: 

13 | Willingness and ability to
respond to non-workforce 
needs directly related to the 
industry’s economic 
development or growth
opportunities 

You are open and have the capacity to engage sector partners to address
non-workforce issues with employers (e.g. access to technology and 
innovations, streamlining suppliers or supply chains, transportation and 
logistics issues) depending on industry sector(s) needs. 

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

12  
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ETA Sector Strategies Technical Assistance Initiative 

Sustainability & Sustainability & 
Continuous Improvement 

Is your organization able to measure sector strategy outcomes and sustain sector work 
over time? 

14 | Ability to “build the buzz”
about the value of sector
partnerships as a means to 
continuously secure 
stakeholder buy-in 

You have marketing material developed to promote existing sector
partnerships.

You have close connections with area media to build awareness about
partnership goals and community support.

1 2 3 4 5 

Action Items: 

15 | Sector partnership
measures of success 
identified and tracked with 
continuous improvement 
processes built in 

You have a common agreed-upon dashboard of success indicators (i.e.
consensus around sector partnership “outcomes”), determined in part
by indicators needed to bring about systems changes.

Your measures reflect services to business.

You have a process in place for collecting and analyzing data, and using
metrics to make future adjustments.

Your board, executive committee, or program committee routinely
reviews sector partnership metrics.

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

13  
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ETA Sector Strategies Technical Assistance Initiative 

16 | Sustainable funding
source(s) to establish and 
expand sector partnerships 

You have an understanding of available funding sources (e.g. grants, 
foundation support, repurposed program funds, discretionary funds, 
industry support), and a commitment to identify emerging sources that 
could support sector initiatives. 

You develop strategies for sustainability and pursue them from the 
beginning of sector partnership operations. 

You have a willingness to be innovative in finding, braiding, and utilizing 
resources to support sector partnerships (including public, 
philanthropic, and private sector resources). 

You’ve had success in obtaining funding from multiple sources that pays 
for the intermediary roles, services, systems change strategies, and 
other costs of the sector initiative.  

The business community contributes resources to the partnerships. 

1 2 3 4 5 

Action Items: 

Organizational Capacity 
& Alignment 

Does your organization have the personnel, policies, vision, and resources in place to 
support sector strategy outcomes? 

17 | Organizational
commitment to bring 
partners to a shared vision 

You’ve had success in collectively developing, with your partners (e.g. 
economic development, higher education), a shared vision around 
target industry growth and economic security for workers. 

You have the capacity to serve in a sector partnership intermediary role 
when required (i.e. as the neutral and credible party/convener 
brokering relationships among sector partners).for the intermediary
roles, services, systems change strategies, and other costs of the sector 
initiative. 

The business community contributes resources to the partnerships. 

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

14  
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ETA Sector Strategies Technical Assistance Initiative 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

18 | Organizational culture
that promotes a demand-
driven approach within a
sectors framework 

You have the leadership (executives, board) that understands the
importance of and prioritizes a focus on serving employers for the
purposes of aligning the workforce system to target sector needs.

Your organization has a strategic plan/vision that emphasizes the
organization’s role in driving regional economic security and industry
growth through sector partnerships.

1 2 3 4 5 

Action Items: 

19 | Organizational structure
(administrative policy,
committee structure) that
supports industry
engagement within a sectors 
framework 

You have staff member(s) with explicit roles to examine, across
businesses, broader industry workforce trends for the purpose of
executing sector strategies.

Your organization’s board/oversight group includes private sector
representatives that reflects the target industry mix.

You have an administrative structure that promotes and supports sector
strategies (e.g. organizational or committee structure oversees sector
initiatives).

You have administrative policies that support sector strategies (e.g.
sector partnership concepts are explicitly built into organization’s
policy goals; American Job Center has a policy to prioritize services for
target industry employers).

1 2 3 4 5 

Action Items: 

15  
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ETA Sector Strategies Technical Assistance Initiative 

20 | Staff have expertise about
current target industries and
have opportunities to hone
knowledge as targets change 

Your staff has ample opportunities to attend targeted industry-related 
professional development events for the purposes of staying fresh on 
technologies, growth trends, and workforce needs. 

Your staff understands the industry sector’s language, pain points, high-
leverage opportunities, and culture, and they respect the industry 
sector’s culture. 

All staff members, regardless of position, understand why a sector 
strategy approach makes sense, and their role within it. 

1 2 3 4 5 

Action Items: 

1 = Not at all | 2 = Making progress but a long way to go | 3 = Have some of this, sometimes | 4 = Yes, in place now | 5 = Not only in place but we are excelling

16  
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ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

2.5a  EMPLOYER NEEDS GUIDE 
The Employer Needs Guide may help the employer engagement team gather preliminary 
information on the workforce needs of an individual employer or an industry sector. Use this 
guide during an industry focus group or one-on-one with an individual employer. This guide 
has been adapted from the work of CORD. 

Industry Needs 
This assessment divides workers into three broad levels: entry-level, skilled workers (technical 
workers), and supervisory. These categories may or may not work for all industries. Modify the 
instrument as needed. 

Entry-level Positions 

1. Name the top three critical entry-level positions for your industry (critical to your
ability to grow and stay competitive), their corresponding skills/competencies, and
credentials needed:

Position Skills/Competencies Credentials Needed

2. Why did you identify these positions as your most critical needs in the entry-level arena?
Check all boxes that apply, and, where applicable, provide the additional data needed.

Hardest to fill with the right skills/competencies.  

What skills/competencies are hardest to find?  

Large number of positions needed.  

Number projected needed by quarter?  

Highest turnover rate.  

What is the turnover rate?  

47  
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ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

What factors contribute to the turnover? 

Working conditions Training 

Shift work Adequate supervision

Competitive salary 

Other: 

adequate on-the-job training before the employee is productive. 

How many weeks/months? 

The entry-level positions require a great deal of company staff time to provide 

3. I anticipate a number of entry-level positions will become vacant due to retirements in the
next five years.

 yes no somewhat  

What percentage of the workforce?  

Technical-level (skilled) Positions 

1. Name the top three critical technical/skilled-level positions for your industry (critical to
your ability to grow and stay competitive), their corresponding skills/competencies and
credentials needed:

Position Skills/Competencies Credentials Needed
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ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

2. Why did you identify these positions as your most critical needs in the technical/
skilled-level arena? Check all boxes that apply, and, where applicable, provide the
additional data needed.

Hardest to fill with the right skills/competencies. 

What skills/competencies are hardest to find? 

Large number of positions needed. 

Number projected needed by quarter? 

Highest turnover rate. 

What is the turnover rate? 

What factors contribute to the turnover? 

Working conditions Training 

Shift work Adequate supervision 

Competitive salary 

Other: 

The technical-level/skilled positions require a great deal of company staff time to 

provide adequate on-the-job training before the employee is productive. 

How many weeks/months? 

3. I anticipate a number of technical-level/skilled positions will become vacant due to
retirements in the next five years.

 yes no somewhat  

What percentage of the workforce?  
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ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

Supervisory Positions 

1. Name the top three critical supervisory-level positions for your industry (critical for your
ability to grow and stay competitive), their corresponding skills/competencies and the
natural progression and credentials needed:

Position Skills/Competencies Career Ladder to Obtain 
this Position (Natural 
Progression to this Position) 
and Credentials Needed: 

2. Why did you identify these positions as your most critical needs in the supervisory-level
arena? Check all boxes that apply, and, where applicable, provide the additional
data needed.

Hardest to fill with the right skills/competencies. 

Skills/competencies hardest to find? 

Large number of them. 

# projected needed by quarter? 

Highest turnover rate. 

What is the turnover rate? 

What factors contribute to the turnover? 

Working conditions Training 

Shift work Adequate supervision 

Competitive salary 

Other: 

50  

31



51 

ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

The supervisory-level positions require a great deal of company staff time to provide 

adequate on-the-job training before the employee is productive. 

How many weeks/months? 

3. I anticipate a number of supervisor-level positions will become vacant due to retirements in
the next five years.

 yes no somewhat  

What percentage of the workforce?  

Future Needs 

1. What positions in your industry are disappearing?

2. What are you doing to retrain these employees?

3. Are you planning major layoffs in upcoming quarters?

 yes no  

If so, what positions?  
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ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

4. What new positions will you need in your industry in the future?

Future Position Skills/Competencies 

a. Have you done a job analysis to determine the essential skills/competencies for
the positions?

 yes no 

If so, what were the results of the job anaylsis? 

b. If you have not done a job analysis for the future positions, how do you plan to identify
the new skills/competencies required?

5. What challenges have you encountered in helping workers keep pace with
industry advances?

6. Is your company willing to allow release time for incumbent workers or new employees to
participate in training on the company clock?

 yes no 
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ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

7. What policies do you have in place to support a diverse workforce?

a. Do you offer telecommuting?

 yes  no 

b. Do you offer training incorporating new technologies in the workplace?

 yes  no 

c. Do you have an employee mentorship program?

 yes  no 

d. Do you provide special accommodations to employees with a disability if needed?

 yes no 

e. Do you provide tuition reimbursement?

 yes  no 

Training/Upward Mobility 

1. What are the potential growth opportunities for employees to advance within your
company or industry?

2. Have you mapped out the natural career advancement avenues for entry-level workers?

 yes no 

3. What positions have the greatest opportunity for upward mobility?
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ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

4. What type of in-house company or industry-supported training do you use to train entry-
level workers?

5. What type of in-house company or industry-supported training do you use to train
technical/skilled-level workers?

6. Do you have a labor union in which employees participate?

 yes no 

7. Does the labor union offer training for your employees?

 yes no 

8. List the local training institutions that have provided or are providing training in areas
where skill gaps are most plentiful?

Institution Training Provided
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ELEMENT TWO
IDENTIFY INDUSTRY SECTORS AND ENGAGE EMPLOYERS

9. Have local training institutions been able to fulfill your needs for qualified workers?

 yes no 

a. If no, how could they improve?

10. How do you recruit qualified job applicants?

Electronic job boards 

Newspaper ads 

American Job Centers 

Employee referrals 

Other: 

Word-of-mouth 

Training institutions 

Private nonprofit organizations 

Union hiring hall 

Other: 

Other: 

Other: 

Other: 

What method is most effective? 
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Identifying Two Sector 
Strategy Partnerships
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Industries to Consider Based on Labor Market Information (LMI)

• Health Care and Social Assistance

• Accommodation and Food Services

• Educational Services

• * Professional, Scientific, and Technical Services

• * Administrative and Support and Waste Management and
Remediation Services

* Not on Board’s Priority Industry List
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LMI Elements

The following labor market information outlines the Southwestern 
region’s:

• Industry Projections

• Current Supply and Demand

• Occupational Wages
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Industry Projections (Long-term) for Multiple Industries in 
Southwestern in 2016-2026 

Industry Projections Table 

The table below shows the long term industry projections for Multiple Industries in Southwestern for the 2016-2026 
projection period. 

Industry Industry 
Code 

2016 
Estimated 

Employment 
2026 Projected 
Employment 

Total 2016-2026 
Employment 

Change 

Annual 
Percent 
Change 

Total 
Percent 
Change 

Total, All Industries 00 107,016 114,516 7,500 0.68% 7.01% 

Health Care and Social 
Assistance 62 18,638 22,609 3,971 1.95% 21.31% 

Accommodation and 
Food Services 72 10,173 11,038 865 0.82% 8.50% 

Educational Services 61 13,776 14,445 669 0.48% 4.86% 

Professional, Scientific, 
and Technical Services 54 4,373 4,863 490 1.07% 11.21% 

Administrative and 
Support and Waste 
Management and 
Remediation Services 

56 3,246 3,553 307 0.91% 9.46% 

Government 9 12,946 13,220 274 0.21% 2.12% 

Construction 23 4,573 4,822 249 0.53% 5.45% 

Local, Excluding 
Education and Hospitals 93 5,420 5,665 245 0.44% 4.52% 

Retail Trade (44-45) 44-45 10,959 11,109 150 0.14% 1.37% 

Agriculture, Forestry, 
Fishing and Hunting 11 4,871 4,986 115 0.23% 2.36% 

Transportation and 
Warehousing (48-49) 48-49 1,840 1,955 115 0.61% 6.25% 

Other Services (except 
Public Administration) 81 1,658 1,727 69 0.41% 4.16% 

Arts, Entertainment, and 
Recreation 71 1,106 1,147 41 0.36% 3.71% 

Finance and Insurance 52 2,230 2,270 40 0.18% 1.79% 

Federal Government 91 4,644 4,680 36 0.08% 0.78% 

Real Estate and Rental 
and Leasing 53 950 980 30 0.31% 3.16% 

Management of 
Companies and 
Enterprises 

55 231 244 13 0.55% 5.63% 

Utilities 22 630 634 4 0.06% 0.63% 

Information 51 814 812 -2 -0.02% -0.25%

Public Administration 92 2,882 2,875 -7 -0.02% -0.24%
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Wholesale Trade 42 1,438 1,426 -12 -0.08% -0.83%

Mining 21 1,560 1,537 -23 -0.15% -1.47%

Manufacturing (31-33) 31-33 3,693 3,497 -196 -0.54% -5.31%
Source: NMDWS, Employment Projections program 

Downloaded: 10/31/2019 10:36 AM 
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Area Profile for Southwestern, NM 

Jobs and Candidates by Occupation Group Table 

The table below shows the distribution number of job openings advertised online, as well as potential candidates in 
the workforce system in Southwestern, NM by occupation group on October 30, 2019 (Jobs De-duplication Level 2). 

Rank Occupation Group Job Openings Candidates 

1 Healthcare Practitioners and Technical Occupations 1,082 287 

2 Food Preparation and Serving Related Occupations 354 610 

3 Management Occupations 287 610 

4 Sales and Related Occupations 218 727 

5 Computer and Mathematical Occupations 213 208 

6 Office and Administrative Support Occupations 186 1,638 

7 Healthcare Support Occupations 185 398 

8 Installation, Maintenance, and Repair Occupations 139 468 

9 Transportation and Material Moving Occupations 118 695 

10 Architecture and Engineering Occupations 106 155 

11 Education, Training, and Library Occupations 104 154 

12 Personal Care and Service Occupations 101 195 

13 Building & Grounds Cleaning & Maintenance Occup. 77 283 

14 Production Occupations 68 623 

15 Business and Financial Operations Occupations 57 199 

16 Protective Service Occupations 53 212 

17 Community and Social Services Occupations 52 169 

18 Arts, Design, Entertainment, Sports, and Media Occ 48 137 

19 Construction and Extraction Occupations 48 1,089 

20 Life, Physical, and Social Science Occupations 16 94 

21 Legal Occupations 6 27 

22 Farming, Fishing, and Forestry Occupations 4 919 

23 Military Specific Occupations 4 26 
Job Source: Online advertised jobs data 

Candidate Source: Individuals with active résumés in the workforce system. 
Downloaded: 10/31/2019 10:57 AM 
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Occupational Employment and Wage Rates (OES) for Multiple 
Occupations in Southwestern in 2018 

Occupational Wage Table 

The table below shows the annual occupational employment and annual wage data for Multiple Occupations in 
Southwestern in 2018. 

Occupation Occupation 
Code Employment Entry 

level Median Mean Experienced 

Architecture and Engineering 170000 1,990 $50,204 $79,584 $81,918 $97,776 

Management 110000 3,720 $46,147 $79,669 $86,124 $106,112 

Computer and Mathematical 150000 1,870 $37,418 $67,675 $71,336 $88,295 

Healthcare Practitioners and 
Technical 290000 5,380 $36,805 $65,207 $75,768 $95,249 

Legal 230000 350 $34,725 $66,492 $80,532 $103,435 

Life, Physical, and Social Science 190000 1,340 $33,387 $54,718 $61,100 $74,956 

Business and Financial Operations 130000 3,440 $31,496 $51,983 $58,996 $72,745 

Community and Social Services 210000 1,560 $29,448 $41,758 $45,451 $53,453 

Arts, Design, Entertainment, Sports, 
and Media 270000 720 $27,684 $47,986 $49,190 $59,944 

Protective Service 330000 3,740 $27,083 $43,175 $50,886 $62,787 

Construction and Extraction 470000 4,520 $26,100 $36,872 $40,700 $48,000 

Installation, Maintenance, and 
Repair 490000 3,650 $23,856 $37,915 $42,672 $52,080 

Education, Training, and Library 250000 8,450 $21,979 $53,894 $54,225 $70,348 

Office and Administrative Support 430000 14,430 $20,464 $27,919 $30,701 $35,820 

Transportation and Material Moving 530000 3,840 $19,579 $25,617 $30,468 $35,913 

Total All 000000 94,150 $19,340 $29,926 $41,171 $52,087 

Sales and Related 410000 8,040 $18,858 $24,373 $30,315 $36,043 

Production 510000 3,070 $18,814 $24,907 $30,815 $36,815 

Healthcare Support 310000 3,470 $18,090 $23,598 $25,480 $29,176 

Building and Grounds Cleaning and 
Maintenance 370000 2,890 $18,060 $21,705 $23,679 $26,489 

Food Preparation and Serving 
Related 350000 10,320 $17,842 $19,825 $21,755 $23,712 

Personal Care and Service 390000 5,860 $17,797 $19,348 $21,922 $23,984 

Farming, Fishing, and Forestry 450000 1,500 $17,584 $19,210 $22,506 $24,967 
Source: NMDWS, Occupational Employment Statistics program 

The median wage is the estimated 50th percentile; 50 percent of workers in an occupation earn less than the median wage, and 50 percent 
earn more than the median wage. Entry level and Experienced wage rates represent the means of the lower 1/3 and upper 2/3 of the wage 

distribution, respectively. Data is from an annual survey. 
Downloaded: 10/31/2019 10:48 AM 
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