
CEO COUNCIL MEETING
October 10, 2022



Haworth
Thanks to Our Host
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Who We Are
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About Haworth:
$1.8	billion	in	
global	sales

7,000+	members	
worldwide

Operating	in	
120+	countries

650	dealers	
worldwide

Partner	with	
25%	of	the	
fortune	500

Global	for	
30+	years

100+	global	design	&	
research	partners

400+	patents

Zero	waste	to	landfill	
since	2012

14,000+	paid	
volunteer	hours/year
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Innovation on Display
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Work from Anywhere



CEO COUNCIL MEETING
October 10, 2022



Welcome New Members
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Brad Playford
Ava Sure

Brent McCarthy
Choice One Bank

James Scarlett
Scarlett Inc.

Michael Davenport
Jireh Metal

Steve Olsen
Northern Machine Tool

Brad Hilleary
Webb Chemical

Lisa Sabourin
Employers Association of 

West Michigan

Mike Weessies
Hackley Community Care

Vanessa Greene
Grand Rapids African 

American Health Institute

LaSandra Gaddy
Women’s Resource 

Center



Agenda Topics

• Where Did the Workforce Go?
• Data & Insights
• Strategies to Reverse the Trend
• Q&A

• Developing Our Current & Future Talent
• Higher Education Working Group
• Guest speaker – Kemi Jona
• Q&A

• Closing Remarks
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Our Road Map
PreK K-8th Grade High School Employer Strategies

K-Readiness
• Goal: 80% | Actual: N/A

3rd Grade Reading (M-Step)
• Goal: 80% | Actual: 48%

8th Grade Math (M-Step)
• Goal: 80% | Actual: 41%

College & Career Readiness 
(SAT)
• Goal: 80% | Actual: 30%

Graduation Rate
• Goal: 90% | Actual: 84%

Households Above ALICE
• Goal: 65% | Actual: 61%

LFP Rate (16+)
• Goal: 66% | Actual: 65%

Adults with PSE >HS
• Goal: 65% | Actual: 62%

Postsecondary 

PSE Enrollment
• Goal: 80% | Actual: 52%

PSE Graduation Rate
(Bachelors/Associates)
• Goal: 80% | Actual: 
63.4%(bachelors)

Workforce 

Hires-to-Job Openings
• Goal: 90% | Actual: 62%

• Partner with schools to 
model evidence-based 
strategies that lead to better 
student outcomes

• Increase early college 
participation

• Introduce students to in-
demand jobs and careers

• Increase Career Tech Ed and 
work-based learning

• Create a best-in-class workforce 
development system that serves the 
needs of talent and employers

• Expand access to quality 
childcare

• Scale Reach Out & Read
• Expand access to quality 

preschool 
• Establish a Kindergarten 

Readiness Assessment
• Ensure use of high 

quality/evidence-based 
Early Childhood curriculum

• Scale use of highly effective 
literacy and numeracy 
instruction 

• Increase and accelerate talent 
graduates, adults upskilling or 
reskilling to enter high need 
areas and remain in West 
Michigan

• Decrease the number of adults with 
less than a high school diploma

• Reduce barriers to workforce 
participation

• Catalogue education and training 
providers that supply credentials for 
in-demand occupations
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• Be a leading resource for HR 
leaders to address their talent 
needs in response to the structural 
changes to the labor market

• Publish data, research, and on the 
latest labor market insights to 
inform HR strategy

• Identify and share leading 
practices

• Engage the region’s HR leaders 
through events, workshops, and 
online 

• Partner with schools to model 
evidence-based strategies that 
lead to better student outcomes

• Enroll more WM high school 
graduates

• Accelerate credit and credential 
attainment by students

• Retain more local college 
graduates

• Ensure children have 
access to quality childcare 
and preschool that prepares 
them to enter Kindergarten 
at grade level

• Increase career exploration
• Scale Employability Skills Framework
• Support strategies addressing educator shortage
• Support schools transitioning to competency-based education

• Offer research-driven initiatives 
including CEO Commitment, 
Benchmarking Survey, PIVOT, 
events and resources 
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• Fill demand for high need areas that require a post-secondary credential

• Reduce racial and ethnic disparities in labor force participation, employment, education, and income
• Disaggregate data by race, gender and ethnicity
• Building a culture of inclusion through stakeholder engagement

Our Roadmap

5-Year Goals & Strategies

Labor Force 
Participation 

(16+)
+4,441 to 
labor force

Adults (25+) 
Postsecondary 

Credential
+26,087 w/
credential

Households 
above ALICE

+4,217 
households

Eliminate 
racial/ethnic gaps

+3,150 (LFP)
+3,850 (Employment)

+$15,23 (Per 
capita income)

GOALS

STRATEGIES

P-20 Education
Improve the quality of 
education for all students 
and prepare them for 
career success.

Workforce 
Development
Make our adult education 
and training efforts the best 
in the nation, meeting the 
goals of individuals and 
employers.

Employer 
Engagement
Advance leading practices 
by employers to attract, 
retain, and develop the best 
talent in the nation.

Hires-per-job-
opening

+500 jobs filled 

Minimum 
Difficulty 

Finding Talent
TBD

MISSION: Catalyze an aligned talent system from early childhood to 
career, so employers have the talent they need now and in the future.

VISION: Be among the top 20% of regions for workforce quality nationally, 
a place where employers and to locate because of the quality and 
availability of talent.

Where  
we have 

succeeded:

• Increased investment in quality preschool

• Increased access to childcare

• Reduced regulatory burden on childcare providers

• Launched innovative childcare pilot program in Muskegon

• Region wide focus on early literacy and numeracy

• K-12 career readiness dramatically expanded

• Increased the number of postsecondary credentials awarded

• Seven years of labor market reports

• MDOC now awards a state ID to returning citizens

• 88 CEOs signed D&I commitment

• 60 employers participate in annual D&I benchmarking  
assessment of best practices

• Launching Center for Adult College Success

• Revitalized entrepreneurship by encouraging strategies to model 
steps taken by San Diego

• Published/distributed Talent Solutions Playbook to 800+ employers

• Research and advocacy leading to creation of Michigan’s Center  
for Data and Analytics



Where did all the talent go?



Maximizing labor force participation is critical to 
Michigan’s economic competitiveness 
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Without intervention, Michigan’s talent base will continue to shrink due to:

An aging and retiring workforce

Historically low birth rates (below 2.1 replacement rate)

Negative net migration (especially outflow of young, educated talent)

Rise in automation, AI, and remote work



Labor Force Participation Rate: A Summary
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Michigan’s Shrinking Workforce
Root Causes & Recommendations



Historic low: current supply of jobseekers can 
only fill 60% of openings
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Jobseekers per Job Opening, Michigan
1976-2022
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July 2001
22 jobseekers for every 10 openings

July 2022
6 jobseekers for every 10 openings

Job Openings and Labor Turnover Survey (JOLTS)
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68.8% (Jan. 2000)

60.1% (Aug. 2022)

-703,353 participants

since Jan. 2000

-80,845 participants

since COVID

Michigan’s labor force participation rate has been 
declining since 2000
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Labor Force Participation Rate (16+), Michigan
1976-2022

Local Area Unemployment Statistics (LAUS)



Government programs are suboptimized or discourage 
work altogether, trapping recipients in poverty
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• TANF enrollment -50% since 1996; just 19.2% of TANF spending in MI goes to basic 

assistance and work-related activities

• SNAP enrollment +111% since 2000, while the share who are supposed to be working 

and are not tripled

• Disability Insurance rolls are growing; the program is anti-work, outdated, and 

leaves recipients in poverty

• Unemployment Insurance does not address root causes of joblessness, fails to 

incentivize a rapid return-to-work or skill-building to get a better job. 



Families in Michigan
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Employers have a big role to play

Substance Use Formerly Incarcerated 

$8,817
average annual cost 
per employee with an 

untreated SUD

130,000+
single parents

out of workforce

11th highest 
opioid prescription rate 

in U.S. (54.4)

44% of decline in prime-age male 
participation due to opioids

700,000
likely still employed with a 
substance use disorder

2-3M
Michiganders with a 

felony conviction 

50%
less likely to get 
callback for job

13%
lower turnover 

rate

1 in 5 
out of workforce with 

children under 18

2x
poverty rate per 
additional child

540,000+
out of workforce

478,000
married parents 
out of workforce



• 710,000+ adults in need, 3.6% enrolled, only half expected to succeed

• $30M spent annually on adult basic education; -78% since 2001

• African Americans are 50% less likely to succeed in first year

• Individuals with transportation barriers are 40% less likely to succeed in first year
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Adults without a high school diploma are 2x more likely 
to be out of workforce and living in poverty
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Strategies to Reverse the Trend

Todd Gustafson
Kinexus

Unemployment Insurance

Fred Keller 
Cascade Engineering

Adult Basic Education

Janis Petrini
Express Employment 

Professionals

Employer Practices

John Wilson
Western Land Services

Government Programs



Developing Our 
Current & Future Talent



Higher Education Working Group
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14 post-secondary	institutions

110,000 students

24,000 graduates

120members	

+140,000	employees



Three Questions

1. What are emerging and promising 
models that are demonstrating impact in 
building education and training pathways to 
prepare, reskill and connect talent to high-
demand roles? 

2. What are the primary and priority regional 
employment challenges that the 
TalentFirst platform and membership is best 
poised to catalyze in the near term through 
collaborative models? 

3. What prototypes can be launched to pilot 
and test these concepts in the next year? 
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Kemi Jona
October 10, 2022





Microsoft Work Trend Index
Sept 22, 2022

Survey of 20,000 people 
in 11 countries 







From “Throw ‘em over the wall”

4-yr College 
Grads

2-yr College 
Grads

Job

Hired

Community Colleges

Bootcamps

Co-op to Work 

4-yr College Grads

Nonprofit On-ramps 

High School Grads

Gov Workforce Dev

Apprenticeship

Career Development & Retention

Upskilling and reskilling current employees

Mid & Advanced Career 
(MS)Early Career (BS)

Stackable on the job training & Industry 
certifications

Career Access & Readiness

…to Talent Supply Chain
HS Grads



Skill requirements are rapidly changing

Sigelman, M., Taska, B., & O'Kane, L. (2022). Shifting skills, moving targets, and remaking the workforce.
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© 2022 Burning Glass Institute 

Real Time Regional Talent Dashboards

30

Helping Maintenance Techs Step Up Local Employers Hiring Field Service Techs

Skills Needed for a Field Svc Tech @ Mettler

0 5 10 15 20 25 30 35 40 45

Intralot Incorporated

Arthrex

Vivint Sma rt Home

Ametek Incorporated

Proautomated Inc

Hill Rom

Hillman Group

Scanscape

Mettler Toledo

37
31

26
23
23

20
14

6
6
6

5

Repair
Calibrat ion

Customer Service
Product Sales

Technical Support
Predictive /  Preventative…

Lead Generation
Product Inspect ion
Technical Training

X-Rays
Commissioning

Skills Needed to Make the Transition



Innovative 
Higher Ed + 
Employer Talent 
Solutions





AS
Middlesex Community College    

(+ other Community 
Colleges)

• 2 Years

• Starting salary: $30K

BS
Northeastern College of 
Professional Studies

• 2 years

• Starting Salary: $50K+

MS
Northeastern College of 
Science

• 1 Year

• Starting Salary: $65K+

Total cost to student with NSF + Jacobs Family Scholarships = $0



● 116 Degrees Earned (46 AS,44 BS,26 MS)
● 97% graduates in education or working full time 
● 41% increase in Biotech enrollments at Middlesex Community 

College and 89% increase in Biotech enrollment at Northeastern.
● Y1 to Y2 retention increased from 49% to 56% at Middlesex 

Community College and from 50% to 81% at Northeastern in the 
biotechnology programs. 

● Expanding into Information Technology / Software Development



Virtual internships – Scaling work-based learning via shared 
employer-designed project templates

Manufacturing Process 
Map

Technology Evaluation Healthcare Technology Lab Technician

UX Testing & Quality 
Assurance

Robotics in 
Manufacturing

Disease Outbreak 
Tracking

Wearable Technology in 
Health

Civil Engineering for 
Sustainability

Data Analytics for Process 
Improvement



Intern – Mentor Feedback 
Loops

1 2 3Intern submits work for review Mentor provides feedback Intern reflects on feedback and 
develops their skill



Individual/Team Progress à

Alerts Needing Attention à

Quality Assurance:  “Air Traffic Control” Dashboard



Track login activity

Monitor self-report surveys

Track team status over time



ü Increased clinical placements at sites across 
West MI

ü Invested in infrastructure to scale program
ü 2-year work agreement with partial-tuition 

grant

Sponsored pathways



Carnevale, A. P., Cheah, B., & Wenzinger, E. (2021). The College Payoff: More Education Doesn't Always Mean More Earnings. Georgetown 
University Center on Education and the Workforce.

With median earnings of $56,700 ($27.26 per hour), or $2.3 million over a lifetime, Bachelor’s degree holders earn 
31% more than workers with an Associate’s degree and 74% more than those with just a high school diploma 

ROI: Education remains a solid investment



Growing Western Michigan’s Economy

Degrees awarded 
annually: 11,529

Lifetime economic 
impact: + $12.5 BILLION 
for each graduating class

Average: + $312M/year
$2.8M economic impact 
during our meeting time 
today!

Lifetime earnings over 40 yr career. Median earnings in Michigan



kemi.jona@gmail.com

@KemiJona



Meeting Summary & 
To Do’s



44

HR Council

Michigan	Center	for	
Adult	College	Success
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talentfirst.net

Spring 2023 CEO Council
Wednesday, May 10
3:00 – 5:00 PM 

Hosted by: To be announced



talentfirst.net


