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NAWB represents approximately 550 Workforce
Development Boards and their 12,000+ business
members that coordinate and leverage workforce
strategies with education and economic
development stakeholders within their local
communities, to ensure that state and local
workforce development and job training programs
meet the needs of employers.

These investments in workforce development create
a comprehensive system to provide America with a
highly skilled workforce that competes in the global
economy.

NAWSB is the only association that advocates for
Workforce Development Boards. NAWB works
closely with policy makers in Washington, DC to
inform national strategy as it relates to WDBs and
our partners in education, economic development,
labor and business.
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The Challenge

Economic turbulence has finally begun to subside after months of extraordinary federal
stimulus plans and an ambitious COVID vaccine campaign. The U.S. economy grew 6.4% in
the first quarter of 2021 as business establishments reopened, signaling a return to normal.’
Unfortunately, the economic recovery is far from inclusive—especially for the 9.7 million
unemployed and 6.9 million who remain sidelined and uncounted in the U.S. workforce.?

The COVID pandemic and racial justice protests exposed a vastly unequal America—an
uncomfortable reminder of decades-long, widespread social inequality that has repressed
minorities’ economic mobility and ensured their over-representation among the unemployed.
This unfortunate tragedy is germane to Blacks, Hispanics, and Indigenous American
communities, who were hit hard by the pandemic and left behind in the nascent recovery.
More than a year into the devastating COVID crisis, low-wage Black and Hispanic workers
who are struggling to regain their footing face a number of hurdles: alarming food insecurity,
housing precarity, and nearly double-digit unemployment. As of June 2021, for example, the
unemployment rate of Black men was nearly twice that of white men: 9.1% vs. 5.1%.3

The post-COVID recovery is a reconstituted blueprint of economic exclusion, one clearly
drawn across racial, ethnic, and gender lines. Beyond falling behind in employment recovery,
structural instabilities underpin minority workers’ employment challenges. According to

a recent Gallup Jobs Quality survey, 1 in 4 Hispanic workers who managed to hold on to

their jobs during the pandemic reported working in substandard-quality settings featuring
unpredictable pay, unhealthy environments, and insecure work.* Chronic overrepresentation

of minority workers in low-quality jobs profoundly limits our ability to build a strong, inclusive
economy: Citigroup estimated that racialized wage gaps cost the U.S. a staggering $2.7 trillion
in lost income to invest in wealth building.®

The economic recovery policy arsenal must reflect the pandemic’s inequitable contours and
prevailing racialized access to opportunities. This premise is unequivocally applicable to
workforce development. The federal workforce development system has long been central
to U.S. economic reform policies. But since its inception, the workforce policy apparatus has
not directly addressed racial inequalities within its mandate. Instead, policymakers defer to
universal frameworks to distribute opportunity-shaping resources that perpetuate inequality
traps. Too often color-blind policies fail to account for the realities of structural racism

National Association of Workforce Boards
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that expose minorities to the vagaries of a
substantively unequal opportunity landscape.
This unsustainable unmooring of people of
color from opportunity requires a muscular
response from the workforce development
system.

Rewiring the workforce development system
to serve communities of color equitably is
crucial to creating a fully inclusive workforce.
The National Association of Workforce Boards
(NAWB) chooses to be a catalyst in reorienting
workforce development toward a racially
inclusive north star. We believe our leadership
in the workforce ecosphere will be critical to
shaping a race-conscious conversation that
prioritizes the prosperity of minority workers
beyond low-quality job placements.

NAWB convened a taskforce of workforce
visionaries to reveal disconnects in
practitioner-led dialogues and to unmask
barriers to centering racial equity in the
workforce development ecosystem. This
report reflects the earnest efforts of workforce
stakeholders and the expertise of national
experts aiming to build an inclusive workforce
development system.

National Association of Workforce Boards

This is not a skills gap. This is an
opportunity to get communities of
colors lack that social connectivity,
that social capital, it's the
undercurrent..We as workforce
professionals, community leaders
make assumptions about what
individuals need, what they aspire
for, or how they benefit from the
services that we provide. And based
on those assumptions, we create
this entire prescription of programs,
initiatives that are in some cases,
probably more often than not, so
far less of people’s desire. We keep
things the same because we chase
the numbers.

There are parts of the of the world
that that don't believe there is
racism, they don't believe that,

you know, diversity and equity is
important at all. And frankly, if you
bring it up, you could be challenged
and in trouble...




You don't see a lot of people

that look like us in these types

of positions so it will be very
interesting to get perspective from
non-Black individuals to ask these
very questions of themselves...
What are our peers saying and how
would they view this through the
lens of their experience their scope
of responsibility...they are leaders in
this system that also contribute to
national outcome and impact.”
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Landscape of Ecosystem
Perspectives

The first step on this journey involved a critical
introspective review of our policy decisions and
institutional practices. We communed with field
leaders representing tremendously diverse community
voices, from growing immigrant populations to border
towns and rural communities. We layered views from
the vantage points of NAWB employees, workforce
development leaders, and direct service providers to
understand how workforce development stakeholders
engaged with racial equity as a policy priority.

“You don't see a lot of people that look like us in these
types of positions so it will be very interesting to get
perspective from non-Black individuals to ask these very
questions of themselves..What are our peers saying

and how would they view this through the lens of their
experience their scope of responsibility...they are leaders
in this system that also contribute to national outcome
and impact”

Thought leaders and service providers across the
country shared their unfiltered experiences—trials,
failures, and triumphs—incorporating racial equity into
local workforce development community practices.
These varied perspectives provided a lucid opportunity
to rethink how NAWB engages on race and racial equity.
The listening tour also shed light on the ways deliberate
policy decisions have reinforced the cycle of racialized
disadvantage minority job seekers. Importantly,
navigating our partners’ experiences underscored the
harms of exclusively emphasizing skill-building as a
panacea for the employment barriers and poor mobility
prospects currently facing minority workers.

National Association of Workforce Boards
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NAWRB stakeholders represent a kaleidoscope of geographic, ethno-racial, and cultural diversity.
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Engagement Compass

Advancing racial equity in the workforce development system is
a complex undertaking. While several stakeholders have made
remarkable progress in dismantling racialized barriers, many
others struggle to take their first steps onto the conveyor belt.

Cautiously Interested
Open to learning and exploring
racial equity, but reluctant to
engage with race-conscious
frames for various reasons.

o
J)
The [regional] chamber board adopted a
resolution to become part of the employer
racial equity consortium...that's huge in our
area, and | can tell you, if that got brought
up in the chambers of some of my other
counties, there'd be there'd be revolution...
there'd be all kinds of dramatic action. In
the best cases, we might get ignored. But
in the worst cases, we could get completely
cut off. | think symbolism matters in that
changing consciousness and that learning
together matters. So that's what I'm going
to be doing in the next year and then
watching places that are ahead of us.

o

Emerging Competency
Proficient in the language of
racial equity and exploring
potential policy responses.

(o]
J)
We saw that outcomes were different
depending on career center location...it was
a surprise to some of our centers, they're so
accustomed to just whoever comes to the
center that's who we're going to serve. And
not really looking at it from a race or gender
outcome. The workforce board has to
address this as a system, but at least each
center is aware that there may be some
inequity in who they're serving and the
outcomes of the people they're serving...
We need to understand why and then put
things in place to address it.

High Competency
Exhibit tangible progress
toward incorporating race-
conscious inclusion into
organizational practices.
Purposefully engaged in
racial equity—informed work.

o
7)
Look at a state that's doing these things
really well, and you'll find leadership at the
governor level and at the State Department
of Labor level that is very intentional
about how they put measures in place...
The cool thing about where | am, is that
Adams County is ours, so we can be very
intentional. We can change the measures.

National Association of Workforce Boards



There’s a level of systemic lack of understanding
and lack of awareness that keeps us doing the
same thing over and over again. We need a
mindset shift.




10

Race Equity in Workforce Development: A Survey of Attitudes

Themes and Reflections

1. Pivoting towards Racial Equity is Complicated

Achieving an inclusive workforce is not a final endpoint. Stakeholders should envision racial
equity as an evolving process guided by a unifying vision; a universal commitment to racial
equity is far from sufficient and in fact complicates equity-focused work. Encouragingly, most
interviewees generally agreed that institutionalized disadvantage limits opportunities for
racialized minorities. However, some participants were philosophically divided on the need for
targeted policy interventions. In many ways, some argued that the workforce development
system automatically serves people of color because of historical marginalization or
community demographics without imposing race-explicit policies.

Institutional contexts shape each organization's readiness and capacity to implement race-
explicit policies. Despite far-reaching adoption of diversity and equity goals, our conversations
revealed that many workforce boards are not fully supported in their attempts to deemphasize
color-blind ideologies. In some cases, field leaders personalized equity issues and championed
initiatives to reduce racial disparities in their local communities. In other examples,
participants in low-engagement contexts were less likely to support the need for affirmative
racial equity strategies.

Regardless of the organizational setting, various workforce leaders expressed concern
about the legal risk associated with articulating explicit racial equity policy goals to reduce
deep-rooted racialized disparities. Several interviewees encountered reverse discrimination
arguments challenging the legality of their attempts to adopt targeted racial equity goals.
These arguments are not academic theories; they represent substantial legal risks for
policymakers that could discourage reluctant workforce boards from seeking to center
marginalized minorities.

Advancing racial equity in the workforce development system is a complex undertaking. While
several stakeholders have made remarkable progress in dismantling racialized barriers, many
others struggle to take their first steps onto the conveyor belt. Sustaining recent months’
momentum will depend on the ecosystem’s ability to accommmodate the diverse institutional
contexts. The collective workforce development ecosystem must embrace a flexible
framework that empowers workforce boards and equips them with the requisite tools to
participate in the broader racial equity dialogue.

National Association of Workforce Boards



Race Equity in Workforce Development: A Survey of Attitudes

Themes and Reflections

1. Pivoting towards Racial Equity is Complicated
Unfiltered Glimpses

| think we approach our work where the work is needed, meaning our workforce boards
are essential to finding people work. That's as simplistic as it gets... how racial equity
plays a part in identifying how we work. | think there's a space for that... | don't think race
or background necessarily should always play a factor. | think we need to work where the
work is needed ..it's always important to look at the numbers and look at race. But | think
it's more important to look at where the need is. I'd be curious to know what a structure
around racial equity would serve in that purpose.

We did a theory of change. we said explicitly our goal is to work with Black and Brown
people and the [consultant] said “No” that's discrimination you're violating Title whatever...
Our executive director said I'm not going to adjust the language...race is a huge part of
this and we're addressing this explicitly...| think it was just a process of the board getting
comfortable with this idea.

My organization has a commitment. | don't think we should presume that everybody does.
The City of Chicago just created an office on racial equity. And we are going to start doing
some programming with them. But | think we have to training around what it looks like to
see racial equity in action and in practice..we're a majority minority organization..76% of
my organization is Black and Brown that doesn't mean that we know all there is to know
about approach our work through a racial equity lens. It is dangerous for us to assume
that because you've got a black and brown organization that you are automatically
focused on racial equity... | want us to go through some greater training, greater learnings
before we can get into the doing.

National Association of Workforce Boards
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Themes and Reflections

1. Pivoting towards Racial Equity is Complicated

Compass Check

Workforce Board Leaders

It is important for my workforce development organization to set concrete racial equity goals.

Strongly agree  froisisieisieeeiee e 28% |
Agree [ 43% |

Neutral ~ [ereieieieisieisisiiees] 21% |
Disagree | 0% |
Strongly disagree  [::eo:] 7% |

Frontline Providers
It is important for my workforce development organization to set concrete racial equity goals.

Strongly agree  [risisirieieieleleielelele ool el 33% |

Agree h 7777777777777777777777777777777777 56% |

Neutral [z 1% |

Disagree | 0% |

Strongly disagree | 0% |

NAWB Staff

It is important for my workforce development organization to set concrete racial equity goals.

Strongly agree  [riieieieisiee i 33% |

Agree it N 50% |

Neutral ~ [eressieieisieiised] 16% |

Disagree | 0% |

Strongly disagree | 0% |

National Association of Workforce Boards
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Themes and Reflections

2. Policy Gaps Undermine Racial Equity Progress

A robust policy infrastructure is a fundamental organizing principle for sustainable,
transformative, and progressive change. Systematic equity-promoting change demands
attention to policies that maintain institutionalized racial inequity. It calls for a new theory of
change that redirects workforce resources to community-based solutions that produce fairer
results for individuals regardless of race.

Black and brown job seekers are disadvantaged throughout the workforce life cycle; they
experience higher attrition rates and the lowest levels of career progression or entry into
high-quality training and apprenticeships.®” Concerningly, several workforce leaders and direct
service providers consistently cited stark race-based differential outcomes that are distinct to
minority job seekers.

Designing race-conscious policies requires WDBs to develop essential race equity
competencies, including destigmatizing the terms “race” and “racism” in workforce discourse.
Interviewees overwhelmingly agreed that racial equity commitments are vital to ensuring
cultural change management within their organizations. Stakeholders in high-competency
contexts readily shared best practice models with the potential to shift the needle toward
greater inclusion. Some participants reported signing community benefits agreements to
develop explicit race-based goals in employer partnerships or using social equity frames to
draft organizational equity work plans and inform appropriate policy changes.

Despite these and other illuminating best practice models, policymakers stressed that lack of
local community agency constrained their ability to design innovative equity-centric policies.
Many also believed that the broader federal policy apparatus undermined their efforts to
promote racial equity. Specifically, experienced practitioners indicated that, while private sector
funding supported inclusion initiatives, decades of chronic federal underfunding, a morass of
asynchronous performance indicators, and opaque technical evaluation models reinforced
unequal racialized outcomes.

Establishing a racially conscious model of change requires federal, state, and community

policy planners to work together to reform the regulatory framework that ultimately shapes
inequitable outcomes.

National Association of Workforce Boards
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Themes and Reflections

2. Policy Gaps Undermine Racial Equity Progress
Unfiltered Glimpses

There is not a single WIOA metric in place today that can create more equitable and
inclusive system, because the metrics are just a determinant of those that you serve in the
past in the past...In some ways, it actually encourages, perpetuating or perpetuates racial
inequity.

Continue to refine WIOA...the portion of WIOA that Obama put in place was to serve as

a starting place and we continue to refine it and continue to refine the performance
measures...Performance measures are ambiguous because they want to give states
flexibility. However, there are unintended consequences, states will aim for the target that
you give them. If you give them a target of 24% of Black people or 37% LatinX involved in
this. States will hit those targets. If you give states those targets, then they don't hit them.
They will figure out the easiest way to do that.

National Association of Workforce Boards
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Themes and Reflections

2. Policy Gaps Undermine Racial Equity Progress

Compass Check

Workforce Board Leaders

A tool or framework would help my organization to monitor its progress toward achieving its
racial equity goals

Strongly agree  fecoeseeiiec] 14% |
R Sl 43% |
Neutral — [ereseremesiesnaater] 29% |
Disagree  frroser] 7% |
Strongly disagree  fzizece:] 7% |
Frontline Providers
A tool or framework would help my organization to monitor its progress toward achieving its
racial equity goals
Strongly agree  [risisisieisieieieieieel 22% |
Agree [ ireniretateteesereteore e et eo oot 44% |
Neutral — froeseemsesmemeossasastasatasatatasel 33% |
Disagree | 0% |
Strongly disagree | 0% |
NAWB Staff
A tool or framework would help my organization to monitor its progress toward achieving its
racial equity goals
Strongly agree | 0% |
I 83% |
Neutral ~ [ereisieieisieiieed] 17% |
Disagree | 0% |
Strongly disagree | 0% |

National Association of Workforce Boards



16

Race Equity in Workforce Development: A Survey of Attitudes

Themes and Reflections

3. Confronting Fair Access to Workforce Services

Community-based workforce stakeholders are not immune to the bias endemic to the wider
ecosystem. However, few participants were comfortable linking their individual decisions

to racialized outcomes. When asked about internal organizational policies that could
adversely affect minority job seekers’ access to skill-building services, most participants were
conversant in statistical disparities and intellectual social equity arguments at a high level. Yet
most disagreed with the idea that access to workforce development services was potentially
unfair or racially inequitable.

Centering the lived experience of communities of color is a tenet of racial equity policy and
instrumental to removing deleterious barriers. But a shared cognitive awareness is missing.
Though the direct service providers closest to job seekers clearly identified access issues,
they were least likely to agree with the premise that clients from underserved backgrounds
encountered discrimination in accessing workforce services. In one case, an interviewee
recognized inadequate childcare as a major obstacle for single mothers looking for
employment opportunities. Still, the provider maintained strict rules that barred young children
from the training facility.

Translating racial equity principles into program implementation is a core aspect of
dismantling structural inequities. However, our focus groups suggested that the workforce
development frontline may systematically underappreciate how micro-decisions affect

racial equity. For example, a frontline provider reflected on long waiting times for Black and
Brown customers visiting the job center because white staffers automatically presumed
(without verifying) that a language barrier existed and routinely queued these job seekers for
bilingual staff. Ultimately, many customers would end up leaving without being served. These
experiential narratives are far from representative, but they point to areas ripe for change and
education. The frontline focus groups cast clear light on the ways unintentional interpersonal
racism manifests in program implementation and the tacit outsourcing of racial equity to
minority employees.®

Workforce boards committed to reducing racial inequities must articulate a clear vision

that guides their internal awareness of racialized practices and outcomes. Increasing
organizational competency empowers workforce boards to own their contributions to

racial inequality instead of placing responsibility on other system actors. More importantly,
empowered workforce boards can not only recognize their areas of growth but also prioritize
strengthening their capacity to advance equity.

National Association of Workforce Boards
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Themes and Reflections

3. Confronting Fair Access to Workforce Services
Unfiltered Glimpses

| don't think we're the problem...I think the problem is much grander...to address the issue
of inequity, and racism, and all that is so much bigger than our workforce system. And |
just don't think we're the problem. | know, | don't, | don't think we're the problem. And | can
say, in our area, | don't think we contribute to the problem...

When | first started..we didn't have a language line..we only had a few staff members that
spoke Spanish...Viethamese...then me that spoke Arabic...people would come up front.
And if one of the Spanish speakers were not available, or the Vietnamese...it would be lost.
We couldn’t do anything..You see a lot of different ethnicities here...they’ll see somebody
brown come in, and all of a sudden [DSP] can you help them like, you can ask them...| don't
know what they speak...I'm sorry, can you wait until the staff members ready to speak to
so they're sitting there for hours..may have come in on their lunch hour, and they can't
stay..so they're not getting that service...

Doing that work with what we consider a trauma informed lens..something like criminal
offenses, we will take nearly all forms of offenses, including violent offenses, but not
crimes of a sexual nature or crimes involving children.

We will work with everyone. We do work with people who have histories...all sorts of
criminal backgrounds, everything...I don't know what to do with those folks. But | still work
with them.

National Association of Workforce Boards
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Themes and Reflections

3. Confronting Fair Access to Workforce Services

Compass Check

Workforce Board Leaders

My organization should collect data on our client’s perceptions on fair access to our training and
employment services

Strongly agree  freisonisisiesaseisasasaar 20% |
Agree h 777777777777777777777777777777 50% |

Neutral ~ [eeisisisasesesd] 14% |
Disagree  frroser] 7% |
Strongly disagree | 0% |

Frontline Providers

My organization should collect data on our client’s perceptions on fair access to our training and
employment services

Strongly agree  [risisirieieieleleleleiele el ool el 33% |
R B 44% |
Neutral [z 1% |
Disagree | 0% |
Strongly disagree  [sisisieieiely 1% |
NAWB Staff
Having access to demographic information would change the way | approach my work.
Strongly agree | 0% |
Agree | 0% |
T R R 83%

Disagree  |[fatetetatetetata’s’s 17% |

Strongly disagree | 0% |

National Association of Workforce Boards
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Themes and Reflections

4. Purposeful Race-Disaggregated Data Collection

The racial equity learning agenda is based on three key principles: evidence, accountability, and
transparency. Eliminating structural barriers warrants the collection of race-informed evidence
to expose the differential experiences of minority opportunity seekers.® We are mindful

that a lack of high-quality data limits policy analysts’ ability to produce credible evidence

on the effects of discrimination.’® Despite extant limitations, workforce leaders stressed

the importance of racial disaggregation of data to inform decisions. They also agreed that
policymakers should publicly report these data to improve accountability and transparency
within institutions and across peer networks.

Gathering race-based data is mission-critical to advancing racial equity, but more can be done.
NAWRB challenges our partners to think more expansively about the intersection of racial equity
and data collection. Race-disaggregated data are indispensable to promoting racial equity,

but statistics alone do not complete the story. Excluding the voices closest to these lived
experiences will not lead to authentic policy shifts.

During this journey, NAWB learned about the power of contextualizing narratives to add
dimension to data and inspire meaningful change. Though some partners warned of the

risks inherent in narrative data, we believe these data are integral to increasing the visibility of
the marginalized. We believe that the involvement of the voices of affected communities is
crucial to translating data-driven insights into race-forward progress. NAWB is committed to
creating a rigorously evidence-based ecosystem that supports using race-disaggregated data
to strengthen equity policies. In particular, NAWB will enhance its capacity to promote greater
transparency, increase access to data, and improve data collection. Additionally, NAWB will
educate its membership base on best practice, data-driven analytics to inform inclusive policy
design.

National Association of Workforce Boards
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Themes and Reflections

4. Purposeful Race Disaggregated Data Collection
Unfiltered Glimpses

You cannot have a conversation without the data. You are armed ..., if you putitin a

in a way that the community can't deny what you're arguing is actually the case. Race
disaggregated data is the only way to help change systems and mindsets and things of
real life.

We have our own workforce development system, where we extract the data from and
disaggregated, based on each individual who was enrolled in training and placement...
The data allowed us to see. And we've discovered that employment and training programs
work. Those who actually go through the training programs earn more than those who do
not. The data helped support our stance that employment and training programs do yield
better results for individuals.

Career Centers could use race disaggregated to help inform how they deliver services.
Living in a border community where we share the workforce between two countries, we're
just divided by a river, we have a lot of rural communities. If this data was available at the
work centers, it would help job seekers career pathways that they felt was not for them,
because of either race, language or whatever intimidates them from pursuing those career
pathways.

National Association of Workforce Boards
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Themes and Reflections

4. Purposeful Race Disaggregated Data Collection

Compass Check

Workforce Board Leaders

It is necessary for my workforce organization to collect race-disaggregated on participants in
training and employment programs.

Strongly agree
Agree

Neutral
Disagree

Strongly disagree

[:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.:.: 54% |
SRR 23% |
e 8% |
R 15% |
| 0% |

Frontline Providers

It is important for my organization’s leadership to collect and report data on the demographics of

the clients | serve who have successful outcomes.training and employment programs.

Strongly agree
Agree

Neutral
Disagree

Strongly disagree

NAWB Staff

B 22% |
e 44% |
foreteoseend] 1% |
| 0% |
fstn ] 22% |

It is necessary for my workforce organization to collect race-disaggregated on participants in

training and employment programs.the clients | serve who have successful outcomes.

Strongly agree
Agree

Neutral
Disagree

Strongly disagree

R 17% |
\1 17% |
B ] 67% |
| 0% |
| 0% |

National Association of Workforce Boards



We can talk about equity in workforce systems,

and we can address that. But if we're not taking

stock of those other issues, infrastructure,

criminal justice, intrinsic and extrinsic biases,

lived experiences, all sorts of social barriers

and determinants that communities of color

face. Nothing that we've come up with is going

to work. , ,
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Recommendations for the Path Forward

NAWRB is committed to adopting a comprehensive, actionable pathway that fosters our vision
of racial equity and results in positive change for the minority communities we serve. We
developed a multi-year, scalable action plan to mobilize our staff and create sustainable value
for our members and strategic partners. Although the steps presented in this report are not
exhaustive, they are fundamental to a formative framework that enables us to learn, change,
and grow through racial equity.

Capacity Building

Adopt a well-defined racial equity vision that is consistent with NAWB's mission and
organizational assets. NAWB should continue to work with experts to guide its efforts to
establish a race conscious community of practice.

Invest in building organizational capacity by expanding internal support for racial
equity efforts. Specifically, hire a Diversity Equity and Inclusion Fellow with deep domain
knowledge and expertise to support programmatic and policy work.

Develop a pragmatic accountability framework that integrates policy concerns pointed
out by the taskforce and leverages equity review tools to guide programmatic activities.

Education and Engagement

Establish a workforce leadership learning community to highlight best practices,
resources, and tools to maintain the taskforce's open-ended partnership. This forum
should function as a steering council to provide ongoing insight and guidance on future
actions.

Create a Knowledge Transfer Sandbox to create a safe space for workforce boards to
problem solve in real-time and pressure test new ideas around funding and technology
resources. Prioritize engaging workforce boards in border communities or those
experiencing growing immigrant population.

Pilot inclusive communication models. Invest in diverse asset-framing consultants to
intensify engagement with NAWB's racial equity framework.

Model positive ecosystem practices such as intentional collaborative partnerships
with strong racial equity organizations and transparent, outcomes-based reporting on
measurable racial equity goals.

National Association of Workforce Boards
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Recommendations for the Path Forward

Policy and Advocacy

+ Create a community-informed advocacy agenda that centers on a campaign to inform
the upcoming Workforce Innovation and Opportunity Act. Prioritize issues that taskforce
leaders have identified as important to racial equity, including redesigning the funding
formulary, revamping performance metrics, and providing funding for local workforce
agencies to support social services.

+ Collaborate with members from local underrepresented communities to shape
advocacy campaigns and increase visibility for policy issues that are either most
impactful or unique to NAWB's marginalized members.

4 Purposeful Data Collection

+ Establish an equitable data practice supported by staff trained in equitable data
collection. Promote race-disaggregated and intersectional (gender, age, family type) data
collection strategies.

« Adopt a community workforce benefit agreement model that includes data collection
and public reporting mandates for strategic partners or downstream funding recipients.

* Publish publicly accessible reports on equity goals to increase transparency,
accountability, and trust in NAWB's commitment to advancing racial equity.

National Association of Workforce Boards



NAWB has two major avenues that it does
to provide value through its demonstratics:
of operational best practices. It's webinars,
townhall meetings, forum, sharing
resources. They can do more in terms of
diversity and equity. The second major
bucket they have 1s advocacy. They really
haven't started in looking at how do we
work with legislation reqgulation policy
across the country, both at the local state
and federal level, that facilitates equity in
diversity, but also facilitates the ability of
the workforce boards to address the issue. ’ ,
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Leading Through our Actions

NAWB approaches its journey to racial equity with humility and an unwavering commitment
to action. We acknowledge that we need allies to support our transformation into a racially
conscious institution. But we take responsibility for our transformation and recognize the
ways in which we can act now. We listened deeply and decided how we can enable immediate
change.

NAWB selected a program implementation manager to coordinate programmatic racial equity
and diversity efforts. In this role, the program manager will be responsible for integrating racial
equity recommendations into NAWB's key projects, including its Family Centered Employment,
Apprenticeship Initiatives, and SNAP Employment and Training initiatives.

Conscientious equity policies will shape our governance framework moving forward. In

the spirit of this commitment, the NAWB Board appointed co-chairs Walter Simmons and
Antwayne Ford to the Board of Directors. Director Simmons is the executive director of

the Employ Prince George's Workforce Development Board; he is an exemplary leader in

the national workforce development community. Director Ford is President and CEO of
Enlightened, Inc; he is a leading information and technology expert with extensive expertise
in strategic planning and system design. Directors Ford and Simmons bring decades of
tremendous, policy-relevant expertise to the board; their leadership will be instrumental in
NAWB's continued efforts to prioritize racial equity.

Framework for Action

The National Association of Workforce Boards is committed to intentionally acting on behalf
of minority job seekers to rebalance the opportunity landscape. We have created an actionable
framework to guide us through our vision of racial equity. Through this living framework,
NAWB will learn to hold itself accountable to racial equity and monitor our progress over time.
We are grateful to our partners who generously shared their experiences, challenges, and
aspirations with us. Each of you has amplified our capacity to lean into the work of advancing
racial equity.

National Association of Workforce Boards



Race Equity in Workforce Development: A Survey of Attitudes

Acknowledgements

National Association of Workforce Boards thanks the following for their meaningful

contributions to this project.

Anne Arunel Workforce
Development Corp.

Sara Ironman

Career Navigation Specialist

Barnhart /Taylor Inc.
Patricia Villalobos
President

Capital Area Workforce
Development Board
Pat E. Sturdivant
Executive Director

Chicago Cook Workforce
Partnership

Karin Norington-Reaves
CEO

City of Boston Mayor’s Office of
Workforce Development

Trinh Nguyen

Director

City of East Orange Mayor's
Office of Employment and
Training

LaDonna Johns, Esq.
Manager

City of Minneapolis Employment
and Training Program

Debra Bahr-Helgen

Director

Community Tech
Kevin Pryor
CEO

Colorado Department of Labor
and Employment

Glenn Robinson

Manager - Employment and
Training

National Association of Workforce Boards

D.C. Central Kitchen
Alexander Moore
Chief Development Officer

Denver Economic Development
and Opportunity, City of Denver
Dana D. Williams, Ed.D.
Assistant Director

Full Employment Council
Clyde McQueen
CEO

GuilfordWorks
Chris Rivera
Executive Director

HELP of Southern Nevada
Shehan Peries
Job Developer

Pacific Mountain Workforce
Development Council
Cheryl B. Fambles

CEO

Martha’s Table
Kim R. Ford
President & CEO

San Diego Workforce
Partnership

Brooke Valle

Chief Strategy and Innovation
Officer

South Central Florida Workforce
Development Board

Robert Boone, Ed.D.

President & CEO

Southern Florida Workforce
Investment Board

Rick Beasley

Executive Director

Skyland Workforce Center
Annemarie Bairstow
Director

The Workforce Connection
Lisa M. Bly-Jones, Ed.D.
Board Executive Director

Workforce Alliance
Howard K. Hill
Board of Directors

Workforce Centers Kansas
Alejandro Angel, Jr.
Business Services Representative

Jason Brown
Workforce Professional
& Business Services
Representative

Sarah Saadi
Business Services Representative

Workforce Investment Board
of Butler, Clermont, & Warren
Counties

Stacy Sheffield

Executive Director

Worksystems, Inc.
Andrew McGough
Executive Director

27



Race Equity in Workforce Development: A Survey of Attitudes

Endnotes

1 U.S. Bureau of Economic Analysis, “Gross Domestic Product, First Quarter 2021, Advance
Estimate,” news release (April 29, 2021), https://www.bea.gov/news/2021/gross-domes-
tic-product-first-quarter-2021-advance-estimate.

2 U.S. Bureau of Labor Statistics, “Employment Situation Report, March 2021", news release
(April 2, 2021), https://www.bls.gov/news.release/empsit.nr0.htm.

3 U.S. Bureau of Labor Statistics. (2021, June 4). Employment Situation Summary. Retrieved
June 7, 2021, from https://www.bls.gov/news.release/empsit.nr0.htm.

4 Rothwell, J., & Crabtree, S. (2020). How COVID-19 Affected the Quality of Work. Gallup, Inc.
https://www.gallup.com/education/267590/great-jobs-report.aspx.

5 Peterson, Dana M., Catherine L. Mann, Lara Ouvaroff, and Aaron Liu. CLOSING THE RACIAL
INEQUALITY GAPS: The Economic Cost of Black Inequality in the U.S. Rep. New York: Citi
GPS: Global Perspectives & Solutions, 2020. https://ir.citi.com/NvIUKIHPilz14Hwd30xqZ-
BLMn1_XPqgo5FrxsZD0x6hhil84ZxaxEuJUWmak51UHvYk75VKeHCMI%3D.

6 Daniella Zessoules and Olugbenga Ajilore, “Wage Gaps in Apprenticeship Programs: the ef-
fects of gender, race, and region,” Center for American Progress, December 12, 2018, avail-
able at https://www.americanprogress.org/issues/economy/reports/2018/12/12/462019/
wage-gaps-outcomes-apprenticeship-programs;/.

7 Angela Hanks, Annie McGrew, and Daniella Zessoules, The Apprenticeship Wage and Par-
ticipation Gap, Center for American Progress, July 11, 2018, https://cdn.americanprogress.
org/content/uploads/2018/07/10122156/ApprenticeshipWageGap-brief1.pdf.

8 Wingfield, Adia Harvey. Flatlining: Race, Work, and Health Care in the New Economy. Univer-
sity of California Press, 2019.

9 House, The White. “Executive Order On Advancing Racial Equity and Support for Under-
served Communities Through the Federal Government.” The White House, 21 Jan. 2021,
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-or-
der-advancing-racial-equity-and-support-for-underserved-communities-through-the-feder-
al-government.

10 Casey, Randall Akee And Marcus. “Measuring Racism and Discrimination in Economic
Data.” Brookings, 29 Mar. 2021, https://www.brookings.edu/blog/up-front/2021/03/30/
measuring-racism-and-discrimination-in-economic-data.

National Association of Workforce Boards


https://www.bea.gov/news/2021/gross-domestic-product-first-quarter-2021-advance-estimate
https://www.bea.gov/news/2021/gross-domestic-product-first-quarter-2021-advance-estimate
https://www.bls.gov/news.release/empsit.nr0.htm
https://www.bls.gov/news.release/empsit.nr0.htm
https://www.gallup.com/education/267590/great-jobs-report.aspx
https://ir.citi.com/NvIUklHPilz14Hwd3oxqZBLMn1_XPqo5FrxsZD0x6hhil84ZxaxEuJUWmak51UHvYk75VKeHCMI%3D
https://ir.citi.com/NvIUklHPilz14Hwd3oxqZBLMn1_XPqo5FrxsZD0x6hhil84ZxaxEuJUWmak51UHvYk75VKeHCMI%3D
https://www.americanprogress.org/issues/economy/reports/2018/12/12/462019/wage-gaps-outcomes-apprenticeship-programs/
https://www.americanprogress.org/issues/economy/reports/2018/12/12/462019/wage-gaps-outcomes-apprenticeship-programs/
https://cdn.americanprogress.org/content/uploads/2018/07/10122156/ApprenticeshipWageGap-brief1.pdf
https://cdn.americanprogress.org/content/uploads/2018/07/10122156/ApprenticeshipWageGap-brief1.pdf
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-advancing-r
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-advancing-r
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-advancing-r
https://www.brookings.edu/blog/up-front/2021/03/30/measuring-racism-and-discrimination-in-economic-data
https://www.brookings.edu/blog/up-front/2021/03/30/measuring-racism-and-discrimination-in-economic-data

Race Equity in Workforce Development: A Survey of Attitudes

References

Casey, Randall Akee And Marcus. “Measuring Racism and Discrimination in Economic Data.”
Brookings, 29 Mar. 2021, https://www.brookings.edu/blog/up-front/2021/03/30/
measuring-racism-and-discrimination-in-economic-data.

Conway, Maureen, and Vickie Choitz. The Aspen Institute. 2016, A New WIOA Measure
Deserves a New Way of Measuring: A Point-Menu System for Measuring Effectiveness
in Serving Employers. https://www.aspeninstitute.org/publications/new-wioa-measure-
deserves-new-way-measuring.

Davis, Sharice, et al. “Exploring Racial Economic Equity in the Workforce Development.”
Exploring Racial Economic Equity in the Workforce Development | Prosperity Now,
Prosperity Now, July 2020, https://prosperitynow.org/resources/exploring-racial-
economic-equity-workforce-development.

Gill, Ratna, et al. “What Does It Take to Embed a Racial Equity & Inclusion Lens?” Living Cities,
Oct. 2017, https:/livingcities.org/resources/342-report-what-does-it-take-to-embed-a-
racial-equity-inclusion-lens.

House, The White. “Executive Order On Advancing Racial Equity and Support for Underserved
Communities Through the Federal Government.” The White House, 21 Jan. 2021, https://
www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-
advancing-racial-equity-and-support-for-underserved-communities-through-the-federal-
government.

IDinsight. “Reflections on Three Years of Informing Decisions with Data and Evidence”
Medium, 26 Feb. 2021, https://medium.com/idinsight-blog/reflections-on-three-years-of-
informing-decisions-with-data-and-evidence-2683e1b46e11.

Johnson, Melissa, et al. “The Roadmap for Racial Equity.” National Skills Coalition, 13 Sept.
2019, https://www.nationalskillscoalition.org/resource/publications/the-roadmap-for-
racial-equity.

Lam, Livia. “A Design for Workforce Equity: Workforce Redesign for Quality Training and
Employment:” Center for American Progress, Oct. 2019, https://www.americanprogress.
org/issues/economy/reports/2019/10/16/475875/design-workforce-equity.

McKelvy, Dazzie, et al. “Partnering for Equity: How Sector Partnerships Are Tackling Workforce
Disparities.” Ray Marshall Center, June 2018, https://raymarshallcenter.org/2018/11/02/
partnering-for-equity-how-sector-partnerships-are-tackling-workforce-disparities.

National Association of Workforce Boards

29


https://www.brookings.edu/blog/up-front/2021/03/30/measuring-racism-and-discrimination-in-economic-data
https://www.brookings.edu/blog/up-front/2021/03/30/measuring-racism-and-discrimination-in-economic-data
https://www.aspeninstitute.org/publications/new-wioa-measure-deserves-new-way-measuring
https://www.aspeninstitute.org/publications/new-wioa-measure-deserves-new-way-measuring
https://prosperitynow.org/resources/exploring-racial-economic-equity-workforce-development
https://prosperitynow.org/resources/exploring-racial-economic-equity-workforce-development
https://livingcities.org/resources/342-report-what-does-it-take-to-embed-a-racial-equity-inclusion-lens
https://livingcities.org/resources/342-report-what-does-it-take-to-embed-a-racial-equity-inclusion-lens
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-advancing-racial-equity-and-support-for-underserved-communities-through-the-federal-government
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-advancing-racial-equity-and-support-for-underserved-communities-through-the-federal-government
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-advancing-racial-equity-and-support-for-underserved-communities-through-the-federal-government
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-advancing-racial-equity-and-support-for-underserved-communities-through-the-federal-government
https://medium.com/idinsight-blog/reflections-on-three-years-of-informing-decisions-with-data-and-evidence-2683e1b46e11
https://medium.com/idinsight-blog/reflections-on-three-years-of-informing-decisions-with-data-and-evidence-2683e1b46e11
https://www.nationalskillscoalition.org/resource/publications/the-roadmap-for-racial-equity
https://www.nationalskillscoalition.org/resource/publications/the-roadmap-for-racial-equity
https://www.americanprogress.org/issues/economy/reports/2019/10/16/475875/design-workforce-equity
https://www.americanprogress.org/issues/economy/reports/2019/10/16/475875/design-workforce-equity
https://raymarshallcenter.org/2018/11/02/partnering-for-equity-how-sector-partnerships-are-tackling-workforce-disparities
https://raymarshallcenter.org/2018/11/02/partnering-for-equity-how-sector-partnerships-are-tackling-workforce-disparities

30

Race Equity in Workforce Development: A Survey of Attitudes

Minson, Clair. “The Workforce Development Field or a Conduit for Maintaining Systemic
Racism?” Federal Reserve Bank of Atlanta, 19 Feb. 2021, https://www.atlantafed.org/
cweo/workforce-currents/2021/02/19/the-workforce-development-field-or-a-conduit-
for-maintaining-systemic-racism.aspx.

Nelson, Julie, and Lisa Brooks. “Racial Equity Toolkit: An Opportunity to Operationalize Equity.”
Local and Regional Government Alliance on Race and Equity, Dec. 2016, https://www.
racialequityalliance.org/resources/racial-equity-toolkit-opportunity-operationalize-
equity/.

The Annie E. Casey Foundation. Race Equity and Inclusion Action Guide. 2014. https://www.
aecf.org/resources/race-equity-and-inclusion-action-guide.

The Aspen Institute. Structural Racism and Community Building. 2004. https://www.
aspeninstitute.org/publications/structural-racism-community-building.

Turner, Ani. “Business Case for Racial Equity: A Strategy for Growth.” W.K. Kellogg Foundation,
24 July 2018, https://www.wkkf.org/resource-directory/resources/2018/07/business-
case-for-racial-equity.

Race Forward. Race-Explicit Strategies for Workforce Equity in Healthcare and IT.
2017. https://www.raceforward.org/system/files/pdf/reports/RaceForward_
RaceExplicitStrategiesFullReport.pdf; Confronting Racial Bias at Work. 2016. https://
www.raceforward.org/system/files/pdf/reports/RacialBiasAtWork.pdf.

Rothwell, J., & Crabtree, S. (2020). How COVID-19 Affected the Quality of Work. Gallup, Inc.
https://www.gallup.com/education/267590/great-jobs-report.aspx.

Peterson, Dana M., Catherine L. Mann, Lara Ouvaroff, and Aaron Liu. CLOSING THE RACIAL
INEQUALITY GAPS: The Economic Cost of Black Inequality in the U.S. Rep. New York: Citi
GPS: Global Perspectives & Solutions, 2020. Print.

U.S. Bureau of Economic Analysis, “Gross Domestic Product, First Quarter 2021, Advance
Estimate,” news release (April 29, 2021), https://www.bea.gov/news/2021/gross-
domestic-product-first-quarter-2021-advance-estimate.

U.S. Bureau of Labor Statistics, “‘Employment Situation Report, March 2021", news release
(April 2, 2021), https://www.bls.gov/news.release/empsit.nr0.htm.

Wingfield, Adia Harvey. Flatlining: Race, Work, and Health Care in the New Economy. University
of California Press, 2019.

National Association of Workforce Boards


https://www.atlantafed.org/cweo/workforce-currents/2021/02/19/the-workforce-development-field-or-a-conduit-for-maintaining-systemic-racism.aspx
https://www.atlantafed.org/cweo/workforce-currents/2021/02/19/the-workforce-development-field-or-a-conduit-for-maintaining-systemic-racism.aspx
https://www.atlantafed.org/cweo/workforce-currents/2021/02/19/the-workforce-development-field-or-a-conduit-for-maintaining-systemic-racism.aspx
https://www.racialequityalliance.org/resources/racial-equity-toolkit-opportunity-operationalize-equity/
https://www.racialequityalliance.org/resources/racial-equity-toolkit-opportunity-operationalize-equity/
https://www.racialequityalliance.org/resources/racial-equity-toolkit-opportunity-operationalize-equity/
https://www.aecf.org/resources/race-equity-and-inclusion-action-guide
https://www.aecf.org/resources/race-equity-and-inclusion-action-guide
https://www.aspeninstitute.org/publications/structural-racism-community-building
https://www.aspeninstitute.org/publications/structural-racism-community-building
https://www.wkkf.org/resource-directory/resources/2018/07/business-case-for-racial-equity
https://www.wkkf.org/resource-directory/resources/2018/07/business-case-for-racial-equity
https://www.raceforward.org/system/files/pdf/reports/RaceForward_RaceExplicitStrategiesFullReport.pdf
https://www.raceforward.org/system/files/pdf/reports/RaceForward_RaceExplicitStrategiesFullReport.pdf
https://www.raceforward.org/system/files/pdf/reports/RacialBiasAtWork.pdf
https://www.raceforward.org/system/files/pdf/reports/RacialBiasAtWork.pdf
https://www.gallup.com/education/267590/great-jobs-report.aspx
https://www.bea.gov/news/2021/gross-domestic-product-first-quarter-2021-advance-estimate
https://www.bea.gov/news/2021/gross-domestic-product-first-quarter-2021-advance-estimate
https://www.bls.gov/news.release/empsit.nr0.htm

National Association
4 of Workforce Boards

1155 15th Street NW
Suite 350
Washington, DC 20005

nawb.org



