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Career pathways are becoming an increasingly important 
topic and workforce strategy to federal and local 
governments, employers, and job seekers. 
The Workforce Intelligence Network for Southeast 
Michigan (WIN) received a planning grant to explore the 
feasibility of a career pathways strategy for low-skilled 
workers in the Detroit area. WIN worked to integrate a 
data-driven approach to career pathways and create an 
implementable and replicable career pathways model, 
while increasing outcomes-oriented collaboration among 
Detroit and surrounding area partners. This report is a 
summary of the process  ndin s  and recommendations 
of this strategic phase in career pathways. 
irst  IN identi ed national pro rams and pro ects with 

strong career pathways components to determine best 
practices and better understand outcomes. One practice, 
from the City University of New York (CUNY) and New 
York Labor Market Information Service, became the 
data-driven approach to career pathway development 
that WIN then undertook. 
WIN chose the retail and hospitality sector—which 
employs the most people and represents the largest 
share of the GDP in the region-- as the basis for this 
research. This industry presents many entry-level 
opportunities for low-skilled workers, but also provides 
opportunities for individuals to move both up and  
across other industries to more sustainable careers 
and wages. WIN partnered with Monster Government 
Solutions, of Monster.com, and studied resume data for 
workers in this industry to understand how they progress 
in their careers. 

Research results: 
• More than a quarter of retail salespersons (26%)

held the same or similar position within 5 years
of analysis  with no increase in median salary.

• Individuals in customer service occupations
had a 36% chance of staying in the same or similar
position within the  years data was analy ed, with
no increase in median salary. 20% of these
employees became Senior Customer Service
Representatives, resulting in a negligible increase in
earnings.

• In restuarant- related occupations  7% of
individuals retained a similar ob within the 
years data was analy ed. Only 20% of these
employees obtained a management position.

• Hotel guest services employees were the most
mobile, with only 10% remaining in a similar
position. Many employees in these positions
made a move to a supervisory or management
occupation (74% 5 years later). Accommodations
occupations were the most lucrative starting
point.

• Very few employees in any of the sub-areas of
retail and hospitality used transferable skills to
move to another industry.
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EXECUTIVE SUMMARY

Create an online resource: 
• Career pathways can be complex, and how to approach

them often changes depending on the interested
audience—youth, adult career changers, practitioners,
administrators, career counselors, or employers. A static
graphic does not do the system justice.

• An online resource is needed that can encompass:
- Career progressions
- Training/education required
- Training/education locations
- Median pay 
- Skills requirements or competencies 
- Supportive services 

• This resource would be adaptable by audience, so all
community members can find the information they 
need.

WIN will continue the conversation around career pathway development, and support programs that can incorporate 
the best practices, data-driven approach, youth pathways, and/or creation of stackable credentials in various high-
demand industries such as information technology, health care, advanced manufacturing, and customer service.  

The research results indicate a need for ali ned services to mobili e low-skilled workers on a sustainable career 
pathway. IN engaged community stakeholders in a conversation about what to do to change the “sticky” nature of 
low-skill occupations by or ani in  a day-long conference called Career Pathways Day. More than 100 practitioners 
and community leaders came together from 60 agencies to learn about pathways systems, map occupations in 
various industries, and identify local assets. 
Based on the e tensive research done by IN and the results from Career Pathways Day, WIN recommends the 
following to support career pathways traction on the ground in the region: 

Support the data-driven approach: 
• Research was extremely useful in understanding the 

current landscape of career progressions in the chosen
industry.

• Data was expensive—a new partnership could greatly
reduce cost to make the research more affordable.

• Validation of the pathways with local employers is an
essential next step.

aise a areness o  e ective career path ays: 
• To employers—Engaging in a pathways system better

prepares workers for speci c career tracks  lowers cost for 
recruitment and training, reduces turnover, and increases
the number of employees with a forward-thinking mindset.

• To educators—Creating career pathways increases interest 
and enrollment in high-demand industry courses and 
increases education connection to the business world, 
while also assistin  career services and other advisory staff 
members in identifying pathways for students.

• To jobseekers—Participating in a pathways system allows
jobseekers to better understand career options, advance
more quickly toward a chosen career, improve learning
outcomes by tying courses to workplace skills, and—of
course—increase their wages to become more self-
sustaining.

Encourage collaboration: 
• Community partner engagement was one of the biggest

challenges in this work. Coming together to create a shared
vision and guidelines for engagement and creating a career
pathways incubator from which partnerships can form
would bene t the re ion enormously.

Focus on youth career pathways: 
• High demand career and pathway information is not

making it into the hands of students, and not enough
students are interested in fields e periencin  reat need.

• Increased connection to industry can yield positive results 
on academic achievement while engaging students in a
conversation about high-demand careers.

• Youth career pathways has been identified as the 
number one priority in the region.

Engage employers:
• Employers can be asked to validate career maps, which

will be the start of engagement in career pathway
development.

• An employer resource network, such as The SOURCE in
Grand Rapids, is a replicable model that can develop the
connection between community partners and business and
engage all in the career pathway conversation.

NATIONAL BEST 
PRACTICES
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NATIONAL BEST PRACTICES

Career Pathways: What’s the Big Deal?
• Demand for credentialed workers is increasing rapidly . . . and is not showing signs of slowing down. The

pool of potential workers is varied in both skill level and lifestyle  includin  non-traditional students with
different needs. Today’s education and workforce systems are in need of an update to better meet employer
demand, smooth the path to economic security and prosperity for workers, and sustain thriving
communities.

• Career pathways are emerging as a promising way to recalibrate the workforce.  Key stakeholders, including
the federal government, are increasingly focused on career pathway approaches as a strategy for helping more
adults acquire marketable skills and credentials. See below for successful national, state, and regional ap-
proaches to learn more about what career pathways can do.

The 6 widely accepted steps to developing career pathways 
Department of Labor

Center for Law and Social Policy (CLASP), Alliance for Quailty Career Pathways (AQCP) 
About the Alliance: Initializing Phase I from July 2012 through May 2014, The Alliance for Quality Career Pathways, is 
a partner-driven, CLASP-led initiative funded by the Joyce Foundation, the James Irvine Foundation, and the Greater 
Twin Cities United Way. Ten leading career pathway states—Arkansas, California, Illinois, Kentucky, Massachusetts, 
Minnesota, Oregon, Virginia, Washington, and Wisconsin— were invited to develop a consensus framework that 
includes:

1. efinitions and a conceptual model of career pathway systems  pathways  and pro rams.

2. Criteria and quality indicators for career pathway systems.

3. A set of interim and outcome metrics for measuring and managing career pathway participant progress
and success.

2. Identify sectors or industries
and engage employers

3. Design programs4. Identify funding needs
& sources 

5. Align policies & programs

6. Measure system change &
performance

1. Build cross agency
partnerships and clarify roles

Quality Local and Regional Systems
1. Commit to a shared vision and strategy: Local/regional partners—in conjunction with state partners—are

committed to a shared vision of industry sector-based career pathways for youth and adults and to a strategy for
building, scaling, and dynamically sustaining a local/regional career pathway system.

2. Engage employers and integrate sector strategy principles: Local/regional partners engage multiple
employers, business associations, and labor unions in the local/regional career pathway system and follow
sector strategy principles including being demand-driven; employers are partners, not simply customers, of the
career pathway system.

3. Collaborate to make resources available: Each system partner
identifies  prioriti es  and levera es resources available for the
career pathway system, pathways, and programs.

4. Implement supportive local/regional policies: Local/regional
partners implement supportive policies for the career pathway
system, pathways, and programs.

5. Use data and shared measures: Local/regional partners use
data to assess, demonstrate, and improve career pathway
participant outcomes.

6. Implement and integrate evidence-based practices and
processes: Local/regional partners implement practices and
processes to provide the essential features and functions in
quality career pathways and programs. Partners measure
success and engage in a continuous improvement process in
order to develop and integrate evidence-based practices and
processes that optimize career pathway participant success.

1. MINNESOTA FASTTRAC ADULT
CAREER PATHWAY INITIATIVE

2. CUNY CAREER PATH

3. CINCINATTI HEALTHCARE CAREER
COLLABORATIVE

4. WISCONSIN RISE

5. WORKSOURCE OREGON

6. ARKANSAS CAREER PATHWAYS

1 2
3

45

6

State and Regional Practices

Promising Practices
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MINNESOTA FASTTRAC ADULT CAREER PATHWAY INITIATIVE 
About

innesota  astTRAC is a statewide pro ram initiali ed in the rst year of the Shiftin  ears Initia-
tive in 2007. Based on a career pathway approach, this program provides bridge courses to help 
educationally underprepared adults increase their foundational and occupational skills and acquire 
industry-recognized credentials and employment. Minnesota FastTRAC is supported by cross-system 
collaboration among public and private workforce development, adult education, and career and 
technical education to focus on the needs of low-skill adult learners. The goal is to make Minnesota 
astTRAC brid e pro rammin  a standard Adult asic Education (A E) o erin  and have A E inte rat-

ed instruction available at every Minnesota state college, while the mission is to ensure students re-
ceive a postsecondary credential valued by employers. The pro ram speci cally focuses on in-demand 
occupations in Minnesota and is therefore able to act as a supply chain of skilled workers to help state 
businesses grow. 

Outcomes
To date,  percent of participants in MN FastTRAC credit-bearing integrated Adult Basic Education/
postsecondary courses have successfully completed the integrated course.*  Minnesota FastTRAC has 

ained si ni cant traction amon  hi h-level state leadership  The overnor s orkforce evelopment 
Council supported statewide expansion and proposed new dedicated funding for the initiative in 2012 
(although the state legislature did not pass it). Career pathway leaders in the state are considering 
how to build upon the nationally recognized Minnesota FastTRAC state career pathway bridge system 
to include and link to new and existing career pathways in postsecondary and workforce training. The 

rst recommendation in The ost Competitive orkforce in the orld  the overnor s orkforce e-
velopment Council 2013 report to the state legislature, is to create a state career pathway system and 
funding stream that can help boost postsecondary educational attainment in high-growth, high-de-
mand occupations, especially for low-wage and low-skill adults.

* http://mn.gov/deed/programs-services/minnesota-fast-trac/about/

1

CUNY CAREER PATH
NEW YORK CITY LABOR MARKET INFORMATION SERVICE (NYCLMIS) & CITY UNIVERSITY OF NEW YORK (CUNY) 

About
Housed at the CUNY Graduate center, NYCLMIS began in 2008 as a joint initiative of the New York 
City Workforce Investment Board and the City University of New York. NYCLMIS has become the go-to 
place for timely, action-oriented intelligence about New York City’s labor market, conducting research 
studies, providing training and strategic consultation, and holding forums that raise awareness of 
work-related issues. 

Recognizing that traditional career maps tend to be aspirational, NYCLMIS began working to develop 
reality-based pathways. By partnering with a national job search engine with access to thousands of 
resumes, NYCLMIS created empirical career maps—from pathways that people had actually taken. 
These maps are meant to provide clear  strai ht-forward information about a particular eld and po-
tential occupations and include information about where CUNY o ers related de ree and non-de ree 
programs. 

Outcomes
The maps are currently being used by the advisers, program directors, and instructors who educate 
students on potential career options. aps are now also speci cally bein  developed for and applied 
by CUNY Career Path, a low-to no-cost program allowing adult workers to earn industry-recognized 
credentials or colle e credit to advance their careers in one of ve industries  business  education  
food service and hospitality, healthcare, or manufacturing. 

2

4

CINCINNATI HEALTHCARE CAREER COLLABORATIVE

About
The Health Careers Collaborative (HCC) of Greater Cincinnati has been operating successfully since 
2004. According to the collaborative, “the objectives of the HCC are to 1) create avenues of access to 
healthcare careers for underutilized labor pools, including lower wage incumbent workers and un/
underemployed individuals, 2) alleviate healthcare workforce shortages, and 3) increase the diversity 
of the healthcare workforce in Greater Cincinnati.”  The collaborative was inspired and led by two 
of the largest hospitals in the Cincinnati area, who then sought help from Cincinnati State Technical 
and Community College and Great Oaks Career Campuses. Through this program, employers invest 
by pre-paying tuition for entry-level workers directly to Cincinnati State--alleviating what had been 
identi ed as a ma or barrier to achievin  postsecondary certi cates.   

Outcomes
A third-party was funded to complete a return on investment study for HCC in 2011, which concretely 
showed the bene t to employers of investin  in the workforce. The study found that the ROI for 
hospitals could be up to 12% for the incumbent training programs from recruitment cost savings, 
and a net bene t o   or the entry-level certi cate trainin  pro ram due to lower turnover and 
reduced recruitment costs.* Since 2007 over 4,000 credentials have been earned by HCC students, 
leading to economic gains by the HCC graduates, their families, as well as the region’s healthcare 
providers seeking well trained employees.**

* http://www.nfwsolutions.org/workforce-partnerships/health-careers-collaborative-greater-cincinnati

** http://www.healthcareerscollaborative.com/about-us/mission-statement/

3

WISCONSIN RISE

About
RISE is a partnership of the Wisconsin Technical College System and the Wisconsin Department of 
Workforce Development, also supported in part through a Shifting Gears grant, whose purpose is 
to promote development of adult Career Pathways in Wisconsin. RISE supports a “new structure 
of regional opportunity” with a three-pronged approach: assisting workers in navigating career 
advancement systems to gain better skills and better jobs; supplying employers with reliable, skilled 
workers  and more e ectively en a in  industry in workforce development and education pro rams 
to more e ciently tar et and use resources. RISE also incorporates an intensive process of policy 
innovation to ( ) develop and re ne prototype career pathway models and industry-driven pathway 
training curricula, (2) realign state-level program and policy to support career pathways in Wisconsin, 
and (3) implement career pathways in regions throughout the state.*

Outcomes
 In April of 2014, the Department of Labor awarded Wisconsin with two grants focusing on career 
pathways. One is a TAACCCT grant, Making the Future, which will allow technical colleges to create 
new credentials and certi cates developed with direct input from local employers. The other  Skill 
Wisconsin, is a partnership of the state’s economic development, workforce development, and the 
community college system to increase employer engagement to the labor supply.** In May of 2014, 
the Wisconsin Technical College System Board approved $4 million in grants to colleges to support 
career pathways in creation, expansion, or implementation as well as to provide supportive services 
for students. ***

* http://risepartnership.org/about

**http://risepartnership.org/newsletter/new-grants-allow-career-pathways-to-better-meet-employer-
needs

*** http://risepartnership.org/Contents/Item/Display/454

NATIONAL BEST PRACTICES
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WORKSOURCE OREGON
About
Oregon’s Pathways Statewide Initiative is administered at and through Worksource Oregon centers. 

ioneered throu h e orts be innin  back in  at ortland Community Colle e and Southwestern 
Oregon Community College, career pathways came to scale in the state through participation in 
the National Governor’s Association Pathways to Advancement Initiative in 2003. Spearheaded by 
Governor Ted Kulongoski and Community College Commissioner Camille, the Pathways Statewide 
Initiative strives to innovate, collaborate, and leverage student-centered, demand-driven progress.  
The mission of the Pathways Statewide Initiative is to “Transform Oregon’s education systems to 
focus on helpin  youth and adults attain de rees  certi cates  and credentials that lead to demand 
occupations, increased wage gain, and lifelong learning. Oregon’s 17 community colleges, in 
partnership with the state’s high school Career & Technical Education (CTE) Network, Department 
of Education, Employment Department, Department of Human Services, and workforce investment 
boards have collectively formulated an action plan  leadin  multiple e orts across the education 
continuum to advance this mission. re on s community colle e presidents are uni ed in their 
leadership and support of Career Pathways and, in May 2006, signed a “Resolution” giving voice to that 
support.*

Outcomes
As a direct result of this collaboration, the Oregon State Board of Education approved a new credential 
called the Career athways Certi cate. Students earn -  credits of an Associate of Applied Science 
de ree  takin  courses in which they learn speci c skills and competencies in-demand in the local 
labor market. To date more than  new Career athways Certi cates have been developed by  
colleges. **

* http://www.worksourceoregon.org/68-job-seekers/career-pathways/185-oregon-pathways-alliance

** http://www.workingpoorfamilies.org/pdfs/Career_Pathways_Report.pdf

ARKANSAS CAREER PATHWAYS
About
An initiative to increase the completion of colle e credentials amon  adults was codi ed by state 
law in 2005, and was later renamed the Career Pathways Initiative Act (CPI) in 2007. CPI seeks to 
improve earnin s of low-skilled adults throu h postsecondary education attainment by re nin  
the postsecondary education delivery model to better meet the unique needs of these particular 
students. C I seeks to enable upward career mobility in tar eted career elds of local and re ional 
importance, which is a shift from previous workforce programs in Arkansas that typically moved 
low-skilled adults into entry-level jobs that provided little opportunity.  Objectives for the program 
are three-fold  ( ) increase enrollment in colle e-level certi cate and associate de ree pro rams  ( ) 
increase attainment of colle e-level certi cates and associate de rees  and ( ) increase ob attainment 
and job retention in key industries.* Key components of the model are clearly articulated pathways of 
continuing education and employment; innovative instructional strategies aimed at improving student 
persistence and completion; wrap-around support services; and strategic partnerships.**

Outcomes
In Arkansas, a legislative task force examined retention and graduation rates in college programs to 
create the report,  Access to Success: Increasing Arkansas’s College Graduates Promotes Economic 

evelopment. The ndin s support the career pathways framework as a best practice for improvin  
retention and persistence with college courses and recommend CPI as a benchmark for creating 
strategies to decrease remediation and as the rationale for improving student success services. 

etween inception in  and  Arkansas had already enrolled  students in career pathways 
and  certi cates and de rees were awarded.  of those completin  a certi cate or de ree 
gained employment based on Unemployment Insurance records which do not include part-time or 
self-employed workers. Career pathways e orts have been e pandin  rapidly in Arkansas.  unds 
have been set aside to incentivize community colleges in advanced collection of follow-up data for 
participants of career pathways.**

*http://www.arpathways.com/about_us_history.html

**http://www.workingpoorfamilies.org/pdfs/Career_Pathways_Report.pdf
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WHY RETAIL & 
HOSPITALITY? 

Growing Occupations and Employment

The retail and hospitality cluster is the largest occupational cluster in the -county Southeast ichi an IN re ion  both 
in terms of employment and online ob postin s. This cluster is of very hi h importance to the re ion because it is the first 
to row when the economy e pands and the first to contract in a downturn  it is often a leadin  indicator of economic 
health.  As defined by IN  the retail and hospitality (R ) cluster encompasses all customer service occupations with 
skills transferable across the retail sector  the hotel industry  food and bevera e service industry  call centers  and other 
occupations in which employees interact directly with the public. Retail and hospitality has been boomin  for the last 
several years in etroit as the city makes a comeback and consumers are more willlin  to spend money on entertainment 
as the economy recovers. The industry needs more workers as the industry continues to row. In 2014, more than  
individuals were employed in retail and hospitality related occupations in etroit alone. These types of obs represent an 
appropriate entry-level field for new lower-skilled workers and are often a first ob  for many  leadin  to additional 
opportunities both in the field and outside of it. 

*

 Data from Bureau of Economic Analysis, Bureau of Labor Statistics and Bureau of Economic Analysis

op osting Employers in outheast ichigan

• Pizza Hut
• Meijer
• Sears
• Macy’s
• Marriott Interna-

tional Corporation

• Lowe’s Companies
• McDonald’s
• Henry Ford Health

System
• CVS Caremark
• Boston Market

ore than  o  
food service and 
accommodations workers 
are African American, Asian, 
Native American or mixed-
race, compared to only 29% 
of other occupations

35.4%

Half of all 
customer service 
employees are 
between the ages 
of 22 and 44. 17.3%

.

.

3.8%

Under 21   22-44   45-64      65+

Customer 
service jobs are 
primarily held 
by women.

Female  Male

52.6%                  47.4%

Top 5 Postings

Retail Salesperson

Cashiers

Combined Food Preparation and Serving Workers, 
Including Fast Food

Customer Service Representatives

Janitors and Cleaners (Except Maids and Housekeeping)

72,803

47,157

45,508

45,213

Occupation Title 
2013 Job 
Postings$0.00        $20.00      $40.00

Cleaning and Maintenance

Food Processing Workers

Back-of-House and Food 
Preparation

Front-of-house, serving 
and management

Customer Service 
Representatives and 

Agents

Gaming/Casinos

Cashiers and Stock Clerks

Food Service Managers

Accomodations

Entertainment Attendants

Retail Salespersons

Sales and Purchasing, 
Except Management

Sales, Purchasing and 
Marketing Managers

Online Merchants

 edian ourly age 

Entry-level opportunities requiring little or no formal training abound 

in the R&H industry.  With additional experience and a small amount of 

on-the-job or postsecondary training, one stands to almost double median 

wages.  

Several positions identified as  current strengths or future opportunities 
(gaming and casino workers, customer service representatives, and 

accommo-dations) are also those that rank among the highest paid 

without a bachelor’s degree. Jobseekers can rest assured that opportunities 

exist in occupations paying living wages in an industry that continues to 

offer advancement.

WHY RETAIL & HOSPITALITY?

$12.19

$12.34

$9.42

$9.48

$16.09

$14.75

$11.21

$12.82

$13.47

$9.58

$9.85

$26.56

$51.79

$30.01

* Data from Bureau of Labor Statistics  IN Re ion 

High School Diploma 
or Equivalent

Associate Degree or 
Some College/Post- 
Secodary Training

Bachelor’s Degree

* Data from Local Employment Dynamics  IN Re ion 

* Data from Burning Glass  IN Re ion -

* Data from Local Employment Dynamics  IN Re ion 

* Data from Local
Employment Dynamics

IN Re ion 

* Data from Burning Glass  IN Re ion 
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Additional Job

Occupation outlook
• The above “bubble” chart compares employment growth and employment share for subcategories of retail & hospitality

occupations in Detroit to those in the U.S. on average. This analysis shows that :

• Gaming and casino employment is growing rapidly, and while it makes up a small share of overall employment in Detroit, it
represents a greater share here than in the U.S. on average. While this current volume of employees is small, if employment
keeps growing, these occupations could become extremely important to the retail and hospitality landscape in Detroit.

• The number of managers of in-demand and high-growth positions are generally on the rise, a good sign for potential

promotions in the future for current employees.

• Food preparation, retail sales, and accommodations employment are all growing rapidly in comparison to the national
average. While these occupations do not make up as much of a share of total employment as they do on the national stage,
they are growing quickly  which makes them future leaders for this cluster.

Wages and education level
• Althou h all above minimum wa e  the ma ority of entry-level positions do not offer livable wa es  or wa es sufficient to afford

ade uate necessities of life such as shelter and food.
• Regardless of low starting wages, the scene still looks promising for the low-skilled worker because less than 50% of

the management positions in lodging and food service required even some college or an associate’s degree in 2011. An
individual is able to move up in both wages and on the totem pole without receiving any more than on-the-job training.

• Wages in high-demand, growing positions are among the highest in the sector.

• R&H employees tend to be less educated than employees in other industry sectors,  with less than 13% of 2012 employees
havin  achieved a bachelor s or advanced de ree and remainin  in the field.

• Attainment of higher degrees does not necessarily warrant pay and position advancement as it does in other industries.

Online job postings
• Real-time online job postings for the retail and hospitality industry are on the rise, indicating sustained growth in the

industry. etween   and   postin s increased by more than  from  postin s to  postin s.

• WIN analyzes job posting data every quarter. f the ten hi hest postin  occupations each uarter  typically four or more of
them are in the retail and hospitality industry.

• R&H jobs often have high levels of posting. This may be due to the fact that these positions are often high turnover and
employers must therefore must post a lot in order to maintain a certain level of employment.

• As evidenced by the top ten employers posting positions in Wayne county, large corporations are showing increased postin  activity,

a positive sign for corporate comeback in the area.

Accommodations

Gaming and 
Casino Workers

Sales, purchasing,
and marketing 

managers

chefs)
(includesc ooks and 

Foodpreparation 
and back-of-

house 

Online Merchants

Food preparation
supervisors

Front-of-house, 
serving and 

management

Cleaning  and

Sales and 
purchasing,non-

management

maintenance

Retail salespersons

Cashiers and stock clerks

Food Processing 
Workers

Entertainment
attendants

Customer service
representatives 

and agents

Current Strengths: Strong growth and market share 
relative to U.S.

Future Opportunity: While lower market share growth 
is stronder than U.S. average

Galling Behind: Slower growth and lower market share 
compared to U.S. average

Former Leaders: Slower growth but larger market 
share than U.S. averages

Competitive Edge in Customer Service Occupations
(Bubble size is relative to total employment in that occupation group)

• Food preparation and serving and customer service representative jobs consistently employ the most people, add the most positions to the market, and post the most 
online indicating that these positions are both in-demand and growing.

• While  cashiers currently represent a large share of the R&H employment market, com-panies are not posting for these positions, nor is the occupation experiencing 
employ-ment growth. This indicates that the occupation is falling behind, likely due to increas-ing  self-checkout options.

• Retail salespeople represent the largest share of employment in this industry but the occupation has not experienced much growth over the last few years. Consistent 
size with little or no growth means that this position is extremely stable.

* Data from Bureau of Economic Analysis 
and Bureau of Labor Statistics  IN Re ion -

WHY RETAIL & HOSPITALITY?

EMPIRICAL 
CAREER PATHWAYS: 

Original Research Project Using Real-Life 
Resumes to Construct Career Paths
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EMPIRICAL CAREER 
PATHWAYS IN 
CUSTOMER SERVICE

The Question
What are the most common steps in a career that start with 
a selected occupation? 

• What career path does a restaurant server typically
follow in 5 years?

hat are the most fre uent occupations after ve years for 
those starting with the occupations of interest? 

• If an individual is working as a server with 2 years or
less of experience, what occupation is he or she
most likely to hold 5 years later?

For each of the most common steps in the progression 
what are the median wage, most common credentials and 
education levels?

• How much does an individual make and what
credentials/education does he or she hold as a server?
How much does an individual make five years later  and
what credentials does he or she hold

The Partners
onster overnment olutions, of Monster Worldwide, 

Inc., which operates one of the largest job search engines 
in the world, hosting more than 1 million resumes and 1 
million postings at any time, serving more than 63 million 
jobseekers per month. 

Payscale.com, an online resource for jobseekers 
and employers to obtain real-time information about 
compensation by allowing individual employees to enter a 
pro le which includes a ob pro le and salary data  which is 
then compared to others. 

The Plan
Within the broad retail and hospitality cluster recognized by 
WIN, like occupations were rouped to ether  resultin  in 
four different sub-clusters or areas of focus within the 
sector: 

• retail

• customer service

• front-of-house (or restaurant occupations generally
interacting with the public)

• accommodations

Occupations determined as entry-level positions within each 
sub-cluster were grouped with one another to form “starting 
points” or base occupational groups.  

PayScale.com then used precision matching techniques to 
map the starting job titles in their database. Once candidates 
for the research were identi ed as holdin  one of the base 
occupations, the most frequent occupation titles held 
by these individuals 5 years later were reported. Median 
compensation and education levels were also matched 
with the occupation titles at each progression point using 

ayScale data. The most common certi cations  credentials  
and skills that were most commonly recorded on resumes in 
related occupations on Monster.com were also matched with 
each progression point.  

CUSTOMER SERVICE 

ENTRY LEVEL SUPERVISORY EXECUTIVE
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RETAIL 
SALES REP

FRONT
DESK 
CLERK

FOH
OCCUPATION

CUSTOMER
SERVICE 

REP

CUSTOMER 
SERVICE

SUPERVISOR

FRONT DESK
SUPERVISOR

MANAGEMENT

GUEST
SERVICES

MANAGER

ADMINISTRATIVE
ASSISTANT

ASSISTANT
RESTAURANT

MANAGER

CUSTOMER
SERVICE

ASSISTANT 
MANAGER

DEPARTMENT
MANAGER

RETAIL
ASSISTANT
MANAGER

RETAIL STORE
MANAGER

FRONT
DESK

MANAGER

BAR
MANAGER

RESTAURANT 
MANAGER

GENERAL
MANAGER

RESTAURANT OR
NIGHTCLUB

MEETING/
CONVENTION

PLANNER

CUSTOMER
SERVICE

MANAGER

HOTEL
SALES

MANAGER

PROPERTY
MANAGER

HOTEL
GENERAL
MANAGER

BUYER

INSIDE/
OUTSIDE

SALES REP
CUSTOMER 

SERVICE 
TEAM LEADER/

? REP

ased on the onster/ ayscale resume data  this map as created by analy ing the most commonly held skills  
educational attainment, and wages of individuals in these occupations to understand how a pathway could be laid 
out in this industry. This map will need to be validated by local employers if it is to be used for educational and career 
planning.
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Customer Service: Most Common Occupations 5 
Years Later and Median Wages
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U : More than a quarter of retail salespersons (26%) held the same or similar position 5 years later, with no 
increase in median salary.

U : Hotel guest services employees were the most mobile, with only 10% remaining in a similar position 
within the  years in which data was analy ed. Many employees in these positions made a move to a supervisory 
or management occupation (74% 5 years later). Accommodations occupations were the most lucrative starting 
point.

U : Individuals in customer service occupations had a 36% chance of staying in the same or similar position 5
years later, with no increase in median salary. Even those who did advance to become Senior Customer Service 
Representatives (  of the sample) received only a ne li ible increase in earnin s.

U : In restaurant occupations such as waiter/waitressing and bartending  47% of individuals retained this job 5 
years later. Only 20% of these employees obtained a management position.

Very few employees in any of the sub-clusters of retail and hospitality used transferable 
skills to move to another industry  as the results belo  indicate: 

ccupations ith higher salaries highest points on orange line graph  generally have 
the lo est percentage o  individuals entering those occupations teal bar graph
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UNDERSTANDING THIS MAP
This career map has been created as an 
alternative way to show how a worker could 
pro ress in various industries after initial 
employment in the retail and hospitality 
sector. Rather than showing linear 
progressions, this map suggests that a 
person is able to start with basic customer 
service skills and choose amon  many 
career paths  usin  these transferable skills 
to achieve one ob tier or the ne t. 

The skills in the center circle are the basic 
skills needed for any job, including entry-
level positions. Each colored tier displays 
occupations that could be attained upon 
mastery of skills in the white ring preceding 
it. Once past the entry level jobs, the rings are 
separated into sectors: retail sales/customer 
service, information technology, health care, 
and hospitality.

On the next two pages, education and trainin  
institutions o erin  courses to help a person 
master the skills are listed by sector and job tier. 
This helps a person to identify locations at which 
they may choose to receive training to make a 
particular career move. 
It is important to note that movin  from the 
innermost tier of low-level occupations to the 
outer tier of hi h-skilled occupations re uires 
dedication and perseverance. ro ressin  
between levels takes foresi ht and plannin  that 
can be achieved throu h career e ploration and 
counselin . This can be costly and time 
consumin . eople  especially etroiters  could 
benefit from support from community colle es  
workforce development pro rams  and 
community-based or ani ational offerin s.  
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THE RESULTS

HEALTHCARE
Low Level Required Skills:
Customer service skills, analytical skills, computer 
literacy, knowledge of medical terminology and 
basic medical equipment, scheduling, service 
orientation

Location Providing Skills Training:
High school diploma/GED & training— DESC PATH 
Adult Learning Labs, SVSFC, Focus: HOPE Ready Set 
Go, Pro-Literacy Detroit, Goodwill Detroit Flip the 
Script, MWAs

id evel e uired kills:
Advanced communication skills and oral 
e pression  buildin  e ective relationships with 
customers / coworkers, advanced computer 
literacy, critical thinking, problem sensitivity, 
prioritizing tasks, team work, time management, 
strong work ethic, knowledge of medical 
equipment 

Location Providing Skills Training:
Certificate/Associate’s Degree —WCCC, WSU, MC, BC, 
MCC, SC3, CI, EI, WCC, DBS, HFC, SBC, Ross Medical 
Education Center, Ross Training Institute

High Level Required Skills:
Medicine, biology, science, mathematics, 
monitoring, judgment/decision making, social 
perceptiveness, deductive reasoning, written 
comprehension, written expression, documenting, 
updating/using relevant knowledge, service 
orientation, deductive and inductive reasoning 

Location Providing Skills Training:
Bachelor’s Degree—WSU, OU, UM, UM-DB, EMU

RETAIL/CUSTOMER SERVICE
Low Level Required Skills:
Customer service skills, cash handling, 
intermediate computer knowledge, basic 
mathematical skills (numeracy), leadership, service 
oriented

Location Providing Skills Training:
High school diploma/GED & training—DESC PATH 
program, Adult Learning Labs, SVSFC, Focus: HOPE 
Ready Set Go, Pro-Literacy Detroit, Goodwill Detroit 
Flip the Script, MWAs
Certificate / Associate’s Degree—MCC, MCCC, OCC, 
WCC
Bachelor’s Degree—BC, CU, EMU, WC

id evel e uired kills:
Cost mana ement  bud etin  buildin  e ective 
relationships with customers/coworkers, analytical 
skills  icrosoft ce  le mana ement  meetin  
deadlines, preparing reports, prioritizing takss, 
sales techniques, time management, organization, 
active learnin  o ce administration

Location Providing Skills Training:
Bachelor’s Degree—BC, CU, EMU, WC, MCC, MCCC, 
OCC, WCC

High Level Required Skills:
Procurement, contract negotiation, advanced 
sales/selling techniques and persuasion, 
marketing, business communications, business 
software  clerical and lin  mana ement  advanced 
computer skills, planning, coordination, systems 
evaluation, complex problem solving

Location Providing Skills Training:
Bachelor’s Degree—MU, EMU

School Code List:
BC – Baker College
CI – Carnegie Institute
CU – Cleary University 
DBS – Dorsey Business Schools
DESC – Detroit Employment Solutions 
Corporation
DU – Devry University- Keller Graduate 
School of Management 
EI – Everest Institute
EMU – Eastern Michigan University 
HFC – Henry Ford College
ITT – ITT Technical Institute

KCI – Kaplan Career Institute
KU – Kettering University 
LT – Lawrence Technological University
MC – Marygrove College
MCC– Macomb Community College
Mott CC – Mott Community College
MCCC – Monroe County Community 
College
MU – Madonna University 
MWAs – Michigan Works! Agencies
OCC – Oakland Community College
OU – Oakland University
ROC – Restaurant Opportunity Center- 
Michigan 

SBC – Sanford-Brown College
SC – Schoolcraft College
SC4 – St Clair County Community College
SU – South University 
SVSFC – St. Vincent & Sarah Fisher Center
UDM – University of Detroit Mercy
UM – University of Michigan
UM-DB – University of Michigan Dearborn
UP – University of Phoenix
WC – Walsh College
WCC – Washtenaw Community College
WCCC – Wayne County Community 
College
WSU – Wayne State University

INFORMATION TECHNOLOGY
Low Level Required Skills:
Advanced computer literacy, keyboarding/typing, 
concentration  e ective communication skills 
(verbal and written), word processing program 
knowledge, internet capability, basic Microsoft 

ce application skills

Location Providing Skills Training:
High school diploma/GED & training—DESC, Adult 
Learning Labs, SVSFC, Focus: HOPE Ready Set 
Go, Pro-Literacy Detroit, Goodwill Detroit Flip the 
Script, MWAs
Certificate / Associate’s Degree—OCC, SC, BC, SC3, 
MCCC, DBS, WCC

id evel e uired kills:
Strong analytical skills, detail oriented, project 
management, quality assurance and control, 
time management, troubleshooting, critical 
thinking, application user experience, knowledge 
of basic coding languages and functions, testing, 
inspecting, adaptability

Location Providing Skills Training:
Certificate—KCI, CU, OCC
Associate’s Degree—BC, OCC, WCC

High Level Required Skills:
Fluent in core coding languages, knowledge of 
database systems, programming, web page testing, 
web development, operations analysis, systems 
analysis, quality control analysis, mathematics, 
active listening, persuasion, strong communication 
skills, active learning
Location Providing Skills Training:
Certificate —LTU, MCC, MCCC, Mott CC, OCC, SC, 
WCC
Associate’s Degree—BC, HFC, ITT,MCC, MCCC, Mott, 
CC, OCC, SC, SC3, WCC, WCCC
Bachelor’s Degree—Focus: HOPE + Wayne State 
University (Information Management Systems 
Engineering (IMSE) degree program), BC, EMU, KU, 
LTU, MU, UDM, UM
Post-baccalaureate or Master’s Degree—UM, EMU, 
LTU, UDM, BC Center for Graduate Studies

HOSPITALITY
Low Level Required Skills:
Service orientation, communication skills, 
con ict mana ement  priority settin  teamwork  
accountability, adaptability, logic, reasoning, 
reading and oral comprehension

Location Providing Skills Training:
High school diploma/GED & training—DESC PATH 
program, Adult Learning Labs, SVSFC, Focus: HOPE 
Ready Set Go, Pro-Literacy Detroit, Goodwill Detroit 
Flip the Script, MWAs
Certificate—ROC
Associate’s Degree—Mott CC, WCCC

id evel e uired kills:
Communicate e ectively with peers and 
subordinates, leadership, budgeting, training, 
location speci c skills 

Location Providing Skills Training:
Certificate/Associate’s Degree CCC  SU  C  

C  CC  SC  CI  EI  CC  S  C  S C

High Level Required Skills:
Budget management, account management, 
operations management, sales and persuasion, 
marketing, negotiation, event planning, attention 
to detail, critical thinking, business development 

Location Providing Skills Training:
Bachelor’s Degree—BC Center for Graduate Studies
CU, DU , EMU, KU, LTU, MU, OU, SU, UDM, UM, UP, 
WC, WSU

OCCUPATIONAL CLUSTERS
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YOUTH CAREER PATHWAYS

Career pathway planning has emerged as a promising 
strategy for American youth  who  at the be innin  of their 
workin  lives  are facing a persistent 30% or higher 
unemployment rate in metro Detroit – among the highest of 
any large metro area in the country. The economic slowdown 
and the decline of both manufacturing and family-run 
businesses all contributed to the inability of the nation s 
youth to access entry-level jobs. In areas like Detroit, the 
ripples of youth joblessness impact household and 
community stability and e acerbate the macroeconomic 
effects of broader unemployment. Too few school-aged 
students are exposed to learning that links their studies to 
future college and career pathways in high demand 
industries. Youth who work to set educational and career 
goals, developing visions for their professional future, are the 
most likely to succeed in today’s competitive job market. 
Community stakeholders have identified career pathways for 
youth as a priority development strategy, understanding the 
importance of giving kids in this area the competitive 
advantage.

YOUTH CAREER 
PATHWAYS
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Southeast Michigan’s Workforce Pipeline is in Trouble
The Problem: 
Students are not enrollin  and persistin  at su cient rates in educational courses  pro rams  or trainin  in 
many hi h-demand elds. The number of ob postin s in elds such as health care  infromation technolo y  and 
manufacturin  rossly outwei hs the number of students completin  de rees or certi cates relevant to those 

elds  as the raph shows below. Employers are therefore stru lin  to nd uali ed workers in today s youth 
population. 
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Job postings are between 2.5 and 
15 times higher than the number 

of new graduates each year. 

* The counselor-to-student
ratio is nearly 700:1. 
Counselors do not have the bandwidth 
to both meet school district demands 
AND help students make career and 
educational decisions.

A POWERFUL SOLUTION N N

*Source: Burning Glass Technologies, IPEDS

This means that demand 
exists, yet unemployment 

remains high!

* Source: http://www.schoolcounselor.org/asca/media/asca/home/ratios10-11.pdf

I RI T UTURE IS T E ANS ER
I ri ht uture is the work of  partners  supportin  inte ration of a software platform called Career 

Cruisin  Inspire (ccInspire). All school districts in the partnership already use the elocity platform 
Career Cruisin  which assists educators in creatin  a ichi an Education epartment re uired 
Educational evelopment lan (E ). ccInspire is a technolo y enhancement to this system that allows 
students  parents  and administrators  to connect directly with employers throu h an online portal. I 

ri ht uture aims to affect outcomes in three main areas-- career choices  employer en a ement  and 
educational attainment-- while increasin  collaboration amon  school districts to support career 
e ploration advancements.

y sprin   ilot hase I will commence in several school districts  akland  St. Clair  ivin ston  
and acomb  leadin  to a scaled launch in fall of . ilot hase II will focus on the City of etroit  as 
fundin  conversations continue  partners are identified  and pilot schools are en a ed. urin  these 
soft launch periods  a website will be developed to create a landin  pa e for interaction with the 
community  employer recruitment events  student and parent career ni hts and recruitment events 
will be hosted  and professional development events for teachers and administrators within each 
community will be developed. The oal of these events is to brin  use of the tool to scale (i.e.  in use in 
the ma ority of schools in the re ion) by school-year - . Three work roups will work 
simultaneously to support the launch  inte ration  and sustainability efforts of this pro ram  led by 
contractual coordinators who will oversee activities and communicate directly with the I ri ht uture 
partnership. Students will be in usin  the system immediately upon commencement of the pilot 
pro rammin . undraisin  for this important pro ect is on oin .

YOUTH CAREER PATHWAYS

CONFERENCE EVENT: 
CAREER PATHWAYS DAY
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Vickie presented a second time around funding models for 
career pathways. ften  career pathways e orts are funded 
with one-time grants, making them unsustainable—the 
next time a grant is made, partners start from scratch. 
Vickie provided recommendations on working through the 
AQCP funding framework tool with community partners, 
so attendees could better grasp the need to braid funding 
together to create sustainable systems change. She also 
provided examples of best practices in funding from several 
states that participated in Phase I of the AQCP. 

teve ennett- ichigan Center or Career ath ays 
(miCCP)
Steve discussed the need for a career pathways system, 
introduced the MiCCP, and connected that work back to the 
national framework developed by AQCP. The MiCCP plans 
to incentivize risk in action around career pathways, create 
opportunities, enable grassroots change, bust down silos, 
and incorporate a multi-disciplinary approach. The center 
will work to identify innovation, provide a proof of concept, 
course-correct if needed, and then scale-up what works. 
The center will rely on the AQCP framework for guidance 
throughout this process. 

Curtis an- essier  esley irsch- City University o  
e  ork CU  raduate Center  e  ork City abor 
arket In ormation ervice C I  

Curtis & Lesley presented both on the inspiration for and 
process to create empirical career pathways, which WIN 

CAREER PATHWAYS DAY
The Purpose
Going beyond the data in exploring the feasibility of a career 
pathways strategy for low-skilled Detroiters, WIN recognized 
the need to increase positive, outcomes-oriented collaboration 
among Detroit and surrounding area partners that are 
concerned about career pathways for low-income, low-skilled 
residents. To identify and actively engage community partners 
who will support (and eventually implement) the career 
pathways development process, as well as to raise awareness 
of best practices  and the e ort itself  IN planned a day 
devoted to career pathways and called it  ttin ly  Career 
Pathways Day! 

Held on September 17th, 2014, the goals of the day were two-
fold: (1) engage community partners in the career pathways 
development process, and (2) determine community priorities 
in constructing career pathways to develop a strategic plan to 
move forward. 

The Experts
ickie Choit - Center or a  and ocial olicy C - 

Alliance for Quality Career Pathways (AQCP) 
Vickie discussed the development of the Alliance for Quality 
Career athways. The rst phase of the sou ht to provide a 
shared de nition of uality career pathways systems  and was 
completed in July of 2014. CLASP was the lead and facilitator 
of that process, with Vickie at the helm. She shared details 
about the process in creating the framework, and shared 
best practices in systems transformation gleaned from that 
process. 

replicated in the retail and hospitality sector. Having created 
several maps of this type, Curtis and Lesley provided insight 
into where and how these maps are being used, and future 
plans. They shared best practices in developing the maps, 
as well as pointers for design based on audience, and 
strategies for using career maps in the community college 
setting. 

Erica Luce- Workforce Development Agency (State of 
ichigan

Michigan is participating in the Moving Pathways Forward 
initiative, meant to support the development of career 
pathways systems. The three-year project is funded by the 
U.S. epartment of Education and the ce of Career  
Technical, and Adult Education with the goal of assisting 
states in advancing career pathways systems transitioning 
low-skilled adults to postsecondary education and 
employment in high-demand occupations. Erica has been 
coordinatin  that e ort in ichi an  and has been workin  
to create a work plan for the initiative in the coming weeks 
and months. 

anelists- lenda agarrell E  etro  amela oore 
(DESC), and Rashida Goudeaux (Focus: HOPE) 
Representin  a encies leadin  e orts to ensure low-skilled  
low-wage Detroiters, this panel discussed the barriers 
they see within systems that are preventing these workers 
from navigating career pathways. They also discussed best 
practices from their respective agencies in working with this 
population, and commented on their aspirations for the 
system moving forward. 

The Sessions
Upon registering for the conference, participants selected 
an industry preference for breakout groups. They chose 

Breakoutut Sessions

CAREER PATHWAYS DAY 
among: healthcare, IT, manufacturing, and customer 
service (aka, retail & hospitality). If no choice was made, the 
individual was assigned to a group based on availability.

Breakout One
Occupations from each industry group were pre-selected and 
printed in attendees’ conference booklets. Skills, educational 
attainment, and median wages were also provided for each. 
Using these occupations, participants were instructed to 
work in small groups to categorize the occupations into low, 
middle, and goal occupations. Each small group used markers 
and large paper to map occupations, then came together as 
a large group and used a “sticky wall” to come to agreement 
on where occupations should lie on the map. The goal of this 
session was to create industry maps that could help both 
practitioners and students to understand the landscape in 
attempting to advance one’s career in one of SE Michigan’s 
high-demand industries. 

Breakout Two
Using the map created in the earlier session as a guide, 
attendees worked in small groups to articulate the pathways 
they had constructed with education and training that was 
available in the community. First, they had to understand 
the requirements for moving from one occupation to the 
next, using the education attainment and skills lists provided 
with each occupation. If training is available, that training is 
labeled an “asset”. If no education, training, or supportive 
services existed to assist indidivudals in advancing on the 
career pathway, they were to identify this as a “gap”. The goal 
of this session was to understand where the assets and gaps 
were in our communities, relative to the maps created in 
high-demand industries. 
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CAREER PATHWAYS DAY
RESULTS

HEALTH CARE

ENTRY LEVEL TRAINING REQUIRED GOAL

HOME
HEALTH

AIDE
MEDICAL

ASSISTANT

EMERGENCY
MEDICAL

TECH

PHARMACY
TECH

NURSING
ASSISTANT

PHYSICAL
THERAPY

AIDE

MEDICAL
RECORDS &

HEALTH INFO
TECH

LICENSED
PRACTICAL

NURSE

RADIOLOGIC
TECHNICIAN

PERSONAL
CARE
AIDE

ORDERLY

RESP TECH

PARAMEDIC

DENT 
ASSIST

PA

RN

PHARMACY
AIDE

WARD/UNIT
CLERK PHLOBOT

-OMIST

CERTIFIED 
FITNESS 
TRAINER

MEDICAL LAB
ASSISTANT

OCCUPAT.
THERAPIST

MEDICAL
CLINICAL  LAB 

TECHNOLOGIST

SPEECH 
PATH.

PSYCOLOGIST

NURSE 
PRACTITIONER

MEDICAL
HEALTH &
SERVICES
MANGER

MANAGEMENT

NURSE 
MANAGERS

SUGICAL 
TECHNICIANS

SURGICAL 
TECHNOLOGIST

BILLER
/CODER

PHYSICAL 
THERAPIST

DENT 
HYGENISTS

MEDICAL &
CLINCAL LAB

TECH

PHYSICAL
THERAPY

ASSISTANT

OT 
ASSISANTS

INFORMATION TECHNOLOGY

ENTRY LEVEL TRAINING REQUIRED GOAL

DATA
ENTRY
KEYERS

AUDIO & VIDEO
EQUIPMENT 

TECH

BILLING
CODER

WEB
CODER

DESKTOP
PUBLISHERS

SOFTWARE 
DEVELOPERS,
APPLICATION

SOFTWARE
DEVELOPERS

H.I.T

JAVA
PROGRAMMER

SOUND 
ENGINEERING
TECNICIANS

QA

NETWORK
SYSTEMS
ADMIN

DATABASE
ADMIN

COMPUTER
SYSTEMS
ANALYST

SECURITY
ANALYST

PROJECT
MANAGER

COMPUTER
USER SUPPORT

SPECIALIST

DATA
WAREHOUSE

COMPUTER
OPERATORS

These maps were 
created by Career 
Pathways Day 
attendees, collaborating 
to make sense of how 
individuals can progress 
through careers in 
various industries. 

I  E: 
The maps seen here are 
by no means finali ed 
career paths, and would 
need to be validated by 
employers before 
education partners 
could begin to match 
training along the 
pathways to improve 
student outcomes.

MANUFACTURING

ENTRY LEVEL TRAINING REQUIRED GOAL

PACKAGING/
SHIPPING & 
RECEIVING

COIL 
WINDERS, 
TAPERS, & 
FINISHERS 

MACHINE 
SETTERS, 

OPERATORS 
& TENDERS

WELDERS, 
CUTTERS, 

SOLDERERS, 
& BRAZERS

GENERAL 
LABOR

SUPPLY 
CHAIN
MGMT

MACHINIST

CNC 
MACHINE 

TOOL 
PROG.

ELECTRICAL/
ELECT. ENG. 

TECHS MECANICAL
ENG. TECHS

INDUSTRIAL
ENG. TECHS

LOGISTICS 
ENGINEER

TRADES

MECH/
ELECT

ENGINEER

OPERATIONS
MGMT

ROBOTICS
PROG.

ROBOTICS 
TECH.

MAINT./
FIRST-LINE

SUP.

CNC 
MACHINE 

TOOL 
OPERATOR

CUSTOMER SERVICE

ENTRY LEVEL TRAINING REQUIRED GOAL

RETAIL
SALESPERSON

COUNTER
ATTENDANTS

INTERVIEWERS
EXCEPT

ELEGIBILITY
& LOAN

FIRST-LINE
SUPERVISORS

OF OFFICE
& ADMIN

SHIFT
LEADER

HOSTS &
HOSTESSES

HOTEL,
MOTEL, RESORT

DESK CLERKS

TELE-
MARKETERS

ELIGIBILITY
INTERVIEWERS

GOVT.
PROGRAMS

SECRETARIES
& ADMIN

ASSISTANTS

OFFICE
CLERKS

GENERAL

LODGING
MANAGERS

RESTAURANT
MANAGERS

LEGAL
SECRETARIES

OFFICE
MAANGERS

TELLERS

CUSTOMER
SERVICE

REP
2 CUSTOMER

SERVICE
REP

3

CUSTOMER
SERVICE

REP
1

PARALEGAL

FRONT / BACK
OF HOUSE

LEAD
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At the back of the room on Career Pathways Day, an “Idea Wall” was available to capture thoughts 
from the attendees on thoughts that resonated with them, or items on which they would be willing to 
take action. he concepts in hich community partners ere interested in developing urther ell into 
a couple of categories: employer engagement, youth path ays  and collaboration.

What does it all mean?

CONCLUSION 

Employer Engagement

Healthcare has so many 
jobs and is very confusing. 

We need strategies and 
tools to help students 
know which path is for 

them. 

Develop a social media campaign that makes 
it cool, hip, and respected to be an employer who is making a 

di erence in the local community by hirin  and trainin  people it s somethin  to be 
proud of. The employer can use this to promote themselves and their products, consumers can 

decide to buy from them because of their community involvement, which will then make the 
consumer part of the support for changing the environment. As far as getting people back to work, 

and employers can start competing with each other on who’s helping the 
community the most. I would buy from companies that are 

supporting the community in this way. Social media, 
social media, social media!

Leadership--civic , 
community, and business-- 

jointly promote need for 
and value of hiring/training 

special populations

Cascade Engineering model 
in West Michigan- Fred Keller 

(The SOURCE) 

Provide incentives to 
employers, and tie funding 

to commits to hire/train. 
Have employers provide 

testimonials. 

Youth

More career counselors and 
additional career exploration 
activities in schools. Increase 
work-based learning activities 

for students. 

Bringing career data to high 
schools/trade schools!  

Collaboration

I see a need for increased 
collaboration between workforce 

development agencies in the Metro 
Detroit area. If we each specialized 

in a particular area, we could 
focus much more on providing the 
most comprehensive services we           

can provide. 

We need a plan for engaging partners 
and developing collaboration: setting 

guidelines or rules of engagement and 
clarifying roles/responsibilities. Get 

buy-in up front! 

Create an online resource: 
• Career pathways can be complex, and how to approach

them often changes depending on the interested
audience—youth, adult career changers, practitioners,
administrators, career counselors, or employers. A static
graphic does not do the system justice.

• An online resource is needed that can encompass:
- Career progressions
- Training/education required
- Training/education locations
- Median pay 
- Skills requirements or competencies 
- Supportive services 

• This resource would be adaptable by audience, so all
community members can find the information they 
need. 

WIN recommends the following to support career 
pathways traction on the ground in the region: 
Support the data-driven approach: 
• Research was extremely useful in understanding the 

current landscape of career progressions in the chosen
industry.

• Data was expensive—a new partnership could greatly
reduce cost to make the research more affordable. 

• Validation of the pathways with local employers is an
essential next step. 

aise a areness o  e ective career path ays: 
• To employers—Engaging in a pathways system better

prepares workers for speci c career tracks  lowers cost for 
recruitment and training, reduces turnover, and increases
the number of employees with a forward-thinking mindset.

• To educators—Creating career pathways increases interest 
and enrollment in high-demand industry courses and 
increases education connection to the business world, 
while also assistin  career services and other advisory staff 
members in identifying pathways for students. 

• To jobseekers—Participating in a pathways system allows
jobseekers to better understand career options, advance
more quickly toward a chosen career, improve learning
outcomes by tying courses to workplace skills, and—of
course—increase their wages to become more self-
sustaining.

Encourage collaboration: 
• Community partner engagement was one of the biggest

challenges in this work. Coming together to create a shared
vision and guidelines for engagement and creating a career
pathways incubator from which partnerships can form
would bene t the re ion enormously.

Focus on youth career pathways: 
• High demand career and pathway information is not 

making it into the hands of students, and not enough
students are interested in fields e periencin  reat 
need.

• Increased connection to industry can yield positive results 
on academic achievement while engaging students in a
conversation about high-demand careers. 

• Supportin  youth career pathway development has been 
identified as the number one priority in the region. 

Engage employers:
• Employers can be asked to validate career maps, which

will be the start of engagement in career pathway
development.

• An employer resource network, such as The SOURCE in
Grand Rapids, is a replicable model that can develop the
connection between community partners and business and
engage all in the career pathway conversation.
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