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early two years ago, the Greater Baltimore Committee (GBC) Board of Directors proposed the 
creation of an initiative to examine workforce readiness in the Greater Baltimore region. The 
multiphase GBC Regional Workforce Development Initiative has been actively underway

for the past eighteen months, and we are excited to unveil this assessment of the jobs and industries 
that are forecast to grow in our region over the next decade. Most importantly, we offer a series of 
recommendations to enhance the workforce system to ensure that Maryland residents are prepared with 
the skills to fill those jobs and support their families. 

With the release of this report, we find ourselves in the midst of a global pandemic and social unrest 
brought about by centuries of systemic racism. As we collectively work towards economic recovery, 
business leaders have a tremendous responsibility to engage more directly and actively in the workforce 
system and to examine and correct the systems and practices that have perpetuated discrimination 
and oppression. 

We express gratitude to the advocates and partners throughout the workforce system who work tirelessly 
behind the scenes every day to prepare youth and adults for the jobs that drive our region’s success and 
economic prosperity. 

We urge business leaders to review the recommendations in this report as a call to action. Your 
engagement in the region’s workforce system is more urgent now than ever. Working together, we can 
ensure that all residents of the Greater Baltimore region have access to the education and skills trainings 
that will prepare them for good jobs and strengthen our communities and regional economy.

Sincerely,

N

CALVIN G. BUTLER, JR.
Senior Executive Vice President, Exelon
Chief Executive Officer, Exelon Utilities
Chair, GBC Board of Directors
Chair, GBC Regional Workforce Development 

Initiative Steering Committee

DONALD C. FRY
President & CEO
Greater Baltimore Committee

OPENING LETTER  

Preparing for the Future
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STATEMENT ABOUT COVID-19

The occupational and demographic data collection, compilation of 
the program inventory, and industry roundtables were all conducted 
prior to the onset of the COVID-19 pandemic in March 2020. 
The Greater Baltimore Committee, with guidance from the GBC 
Regional Workforce Development Initiative Steering Committee and 
stakeholder partners, reviewed the data and materials and decided 
to move forward with the finalization and release of the GBC Regional 
Workforce Development Initiative report.

While the long-term impacts of COVID-19 on the regional economy are 
currently unknown, the GBC recognizes that there will be permanent 
impacts on all industries and systems, including education and 
workforce training. During the implementation of recommendations, 
the GBC will continuously monitor labor market data and workforce 
trends and adjust implementation plans and priorities accordingly. 
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or 65 years, the GBC has mobilized business and civic leaders to devise solutions to address 
challenges facing the Greater Baltimore region. The GBC Board of Directors recognized that a 
skilled workforce is the key ingredient to a thriving economy and directed the organization 

to examine the workforce needs of the Greater Baltimore region over the next decade and make 
recommendations to ensure that the education and workforce development systems were prepared to 
meet those needs. 

The purpose of the GBC’s Regional Workforce Development Initiative (Initiative) is to ensure that the region’s 
high-growth industries have a pipeline of highly skilled workers who can contribute to future economic 
growth. The Initiative was executed in multiple phases as outlined below and detailed in the report:

1. Identified the top 20 family-supporting occupations in the growth industry sectors of 
Business Services, Construction, Healthcare, and Information Technology. 

2. Compiled a regional inventory of key education and training programs by sector, emphasizing 
those that culminate in postsecondary credentials. 

3. Convened leaders from identified industry sectors and key stakeholders to review program 
inventories and discuss all aspects of the workforce training systems in the region.  

4. Captured observations and formulated strategic recommendations to enhance regional 
workforce development activities. 

In the next phase of the Initiative, the GBC will coordinate with stakeholders and business and industry 
partners to develop a strategic implementation plan. The strategic implementation plan will be reviewed 
and assessed quarterly and will prioritize recommendations, specify the parties involved in advancing 
the recommendations, and define metrics and timelines to measure progress towards advancing priority 
recommendations. 

F

Executive Summary 
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Workforce development 
is an expansive field that 
spans systems, industries, 
and stakeholders.

The GBC defined the focus of the Initiative by embracing a set of guiding 
principles. The GBC Regional Workforce Development Initiative:

 Is a regional effort focused on Baltimore City and Anne Arundel, Baltimore, 
Carroll, Harford, and Howard Counties;

 Analyzes programs and training for K-12 students, students in higher education 
institutions, adult learners, and incumbent workers;

 Includes occupations that require a combination of high school diploma, certi-
fication, or associate’s degree but do not require a bachelor’s degree for entry;

 Draws upon existing data and resources;

 Is coordinated with local economic/workforce development organizations and 
educational institutions to be complementary and to elevate priority efforts 
in the identified industry sectors;

 Includes recommendations that are targeted to business and industry leaders; 
and 

 Is designed to engage business and industry leaders to ensure that education 
and workforce training systems are aligned to meet their future workforce needs. 

 The goal is to strengthen pipelines and partnerships in key sectors to prepare 
a skilled workforce to fill the jobs of the future.



5

he GBC has identified the top 20 family-supporting occupations in the Business Services, 
Construction, Information Technology, and Healthcare industries. These industries were selected 
because they are forecast to produce the most family-supporting jobs in the Greater Baltimore 

region over the next decade. These industries are defined as:

BUSINESS SERVICES 

Industry includes legal, 
accounting, engineering, 
consulting, and related 
services; computer 
systems design; scientific 
research and technical 
services; business support 
services such as employ-
ment agencies, facilities 
support, security services 
and management ser-
vices; waste management, 
treatment and reme-
diation; and repair and 
maintenance services.

CONSTRUCTION 

Industry includes 
residential and 
nonresidential building 
construction; utility 
system construction; 
land subdivision; 
highway, street, and 
bridge construction; 
other heavy and 
civil engineering 
construction;  
and contractors.

INFORMATION 
TECHNOLOGY 

Industry includes 
businesses involved 
in computer systems 
design and related 
services; professional 
and commercial 
equipment and 
supplies; electrical 
and electronic goods 
wholesalers; and 
wholesale electronic 
agents and brokers.

HEALTHCARE

Industry includes 
dentist and physician 
offices; outpatient 
and home healthcare; 
hospitals; nursing 
and residential care 
facilities; individual 
and family services; 
and vocational 
rehabilitation services.

T

Industry and
Occupational Analysis

Source: 2018 Baltimore Metropolitan Council's Family-Supporting Jobs Report (baltometro.org/community/
plans/family-supporting-jobs-report).

https://www.baltometro.org/community/plans/family-supporting-jobs-report
https://www.baltometro.org/community/plans/family-supporting-jobs-report
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The analysis of industries and identification of the top 20 family-supporting occupations builds upon 
the framework of the Baltimore Metropolitan Council’s Family-Supporting Jobs Report (2018), which 
utilized regional labor market data to analyze the family-supporting jobs that are forecast to grow across 
all industries in the Greater Baltimore region. The report defines family-supporting jobs as occupations 
that pay an hourly wage that allows working adults with less than a bachelor’s degree to provide for their 
family’s needs. This report uses a benchmark average hourly wage of $22.

To select the top industries and high-growth occupations for this report, the GBC coordinated with 
Baltimore Metropolitan Council staff to generate updated labor market projections using data from 
Economic Modeling Specialists International (EMSI). While the dataset includes updated numbers since 
the 2018 report, the parameters and assumptions are the same: 

• The forecast includes data for the Greater Baltimore region including Baltimore City, 
and Anne Arundel, Baltimore, Carroll, Cecil, Howard, and Harford Counties. 

• The occupations analyzed do not require a four-year degree for entry. 

• While some of the occupations are concentrated in one industry, many span across industries.

More detailed descriptions of parameters and assumptions can be referenced in the Family-Supporting 
Jobs Report. The GBC extends special thanks to the Baltimore Metropolitan Council for their ongoing 
partnership and extensive technical support to produce the data contained in this section of the report.

Occupation Industry
2018 
Jobs

2028 
Jobs

New  
Jobs  

2018–2028

%  
Change 

Jobs 
2018–2028

Turnover: 
Occu-

pational 
Transfers

Turnover: 
Labor 

Force Exits

Total 
Hiring from 

Turnover 
2018–2028

Total 
Demand

Median 
Hourly 

Earnings

Typical 
Entry-Level 
Education

Typical On-the-
Job Training

Heavy & Tractor 
Trailer Truck 
Drivers

12,698 13,634 936 7%  8,345  5,563  13,908  14,843 $22.27 Postsecondary 
non-degree 
award

Short-term OJT

Also includes: 
Auto Carrier Driver, 
Cement Truck 
Driver, Dump Truck 
Driver, Garbage 
Truck Driver

Business Services/IT 1,295 1,401 106 8%  852  568  1,420  1,526 
Construction 1,138 1,273 135 12%  762  508  1,270  1,405 
Healthcare 21 24 3 0 14  10  24  27 
Other  11,885 

Electricians 6,393 6,285 (108) -2%  4,687  2,217  6,904  6,795 $24.22 HS diploma or  
equivalent

Apprenticeship

Also includes:  
Electrical Sign 
Wirer, Master 
Electrician, Solar 
Photovoltaic 
Electrician

Business Services/IT 230 253 23 10%  179  85  264  287 
Construction 5,508 5,349 (159) -3%  4,011  1,897  5,908  5,749 
Healthcare 39 40 1 3%  30  14  44  45 
Other  714 

Carpenters 6,516 6,755 239 4%  3,724  2,261  5,985  6,224 $22.25 HS diploma or 
equivalent

Apprenticeship

Also includes:  
Building Carpenter, 
Custom Wood 
Stair Builder, 
Wood Floor Layer

Business Services/IT 205 222 17 8%  120  73  193  210 
Construction 5,831 6,027 196 3%  3,327  2,020  5,347  5,544 
Healthcare 33 34 1 5%  19  11  30  32 
Other 438

Plumbers, 
Pipefitters, & 
Steamfitters

4,629 5,410 781 17%  3,378  1,815  5,193  5,974 $26.19 HS diploma or 
equivalent

Apprenticeship

Also includes:  
Fire Sprinkler 
Installer, Solar 
Thermal Installer, 
Sprinkler Fitter

Business Services/IT 142 159 17 13%  101  54  155  173 
Construction 4,133 4,882 749 18%  3,034  1,630  4,664  5,413 
Healthcare 22 24 2 9%  16  8  24  26 
Other  362 

Top 20 Family-Supporting Occupations

https://www.baltometro.org/sites/default/files/bmc_documents/general/community/family-supporting-jobs/family-supporting-jobs-report_2018_web.pdf
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Occupation Industry
2018 
Jobs

2028 
Jobs

New  
Jobs  

2018–2028

%  
Change 

Jobs 
2018–2028

Turnover: 
Occu-

pational 
Transfers

Turnover: 
Labor 

Force Exits

Total 
Hiring from 

Turnover 
2018–2028

Total 
Demand

Median 
Hourly 

Earnings

Typical 
Entry-Level 
Education

Typical On-the-
Job Training

Licensed Prac-
tical & Licensed 
Vocational Nurses

5,789 6,720 931 16%  2,191  2,191  4,382  5,313 $25.67 Postsecondary 
non-degree 
award

None

Also includes: 
LPN, LVN, Pedi-
atric Licensed 
Practical Nurse

Business Services/IT 199 226 27 14%  75  75  149  176 
Construction - - - -  -  -  -  - 
Healthcare 4,721 5,597 876 19%  1,808  1,808  3,615  4,491 
Other  646 

Paralegals & 
Legal Assistants

4,311 4,554 243 6%  2,964  1,460  4,424  4,667 $26.21 Associate's 
degree

None

Also includes: 
Legal Aide

Business Services/IT 3,165 3,355 190 6%  2,179  1,073  3,252  3,442 
Construction - - - -  -  -  -  - 
Healthcare 23 27 4 16%  17  8  25  28 
Other  1,197 

Computer 
User Support 
Specialists

4,563 5,234 671 15%  2,548  999  3,547  4,218 $24.83 Some college, 
no degree

None

Also includes: 
End-User Support 
Specialist, Help 
Desk Technician, IT 
Support Specialist

Business Services/IT 2,531 3,020 489 19%  1,447  568  2,015  2,504 
Construction 34 37 3 7%  18  7  25  28 
Healthcare 278 324 46 17%  156  61  217  264 
Other  1,422 

Executive Secre-
taries & Executive 
Administrative 
Assistants

4,523 4,086 (437) 10.0%  2,245  2,331  4,576  4,139 $30.30 HS diploma or  
equivalent

None

Also includes: 
Executive Assistant

Business Services/IT 1,044 987 (57) -6%  533  553  1,086  1,029 
Construction 129 115 (14) -11%  64  66  130  115 
Healthcare 495 463 (32) -6%  251  260  511  480 
Other  2,515 

Heating, Air 
Conditioning, 
& Refrigeration 
Mechanics

3,255 3,769 514 16%  2,363  988  3,351  3,866 $27.84 Postsecondary 
non-degree 
award

Long-term OJT

Also includes: Gas 
Furnace Installer, 
Heating, Ventilation, 
and Air Conditioning 
(HVAC) Mechanic, 
Oil Burner Repairer

Business Services/IT 151 168 17 11%  107  45  152  169 
Construction 2,619 3,094 475 18%  1,923  804  2,727  3,201 
Healthcare 42 45 3 7%  29  12  41  44 
Other  452 

Clinical Laboratory 
Technologists 
& Technicians

4,455 4,888 433 10%  1,428  1,428  2,856  3,289 $23.46 Associate's 
degree

None

Also includes: Blood 
Bank Laboratory 
Technologist, 
Cytogenetic 
Technologist, Immu-
nohematologist

Business Services/IT 184 192 8 4%  57  57  114  122 
Construction - - - -  -  -  -  - 
Healthcare 3,726 4,144 418 10%  1,199  1,199  2,398  2,786 
Other 381

Operating Engi-
neers & Other Con-
struction Equip-
ment Operators

2,467 2,799 332 14%  1,850  1,004  2,854  3,186 $23.02 HS diploma  
or equivalent

Moderate OJT

Also includes: Con-
struction Bulldozer 
Operator, Road 
Grader, Steam 
Shovel Operator

Business Services/IT 115 129 14 12%  86  47  133  146 
Construction 1,731 2,026 295 17%  1,320  717  2,037  2,333 
Healthcare - - - -  -  -  -  - 
Other  707 
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Occupation Industry
2018 
Jobs

2028 
Jobs

New  
Jobs  

2018–2028

%  
Change 

Jobs 
2018–2028

Turnover: 
Occu-

pational 
Transfers

Turnover: 
Labor 

Force Exits

Total 
Hiring from 

Turnover 
2018–2028

Total 
Demand

Median 
Hourly 

Earnings

Typical 
Entry-Level 
Education

Typical On-the-
Job Training

Production, 
Planning, & 
Expediting Clerks

2,633 2,885 252 10%  1,805  972  2,777  3,029 $23.45 HS diploma  
or equivalent

Moderate OJT

Also includes: 
Expeditor, Material 
Control Clerk, Pro-
duction Scheduler

Business Services/IT 666 753 87 13%  463  249 712  799 
Construction 123 134 11 9%  84  45  129  140 
Healthcare 254 287 33 13%  176  95  271  304 
Other  1,786 

Computer 
Network Support 
Specialists

3,970 4,073 103 3%  2,083  817  2,900  3,003 $32.48 Associate's 
degree

None

Also includes: 
Network Diagnostic 
Support Specialist, 
Network Support 
Technician, Network 
Technician

Business Services/IT 1,947 2,125 178 9%  1,059  415  1,474  1,652 
Construction 46 47 1 1%  24  9  33  34 
Healthcare 217 234 17 8%  117  46  163  180 
Other 1,137

Cement Masons 
& Concrete 
Finishers

1,984 2,284 300 15%  1,462  817  2,279  2,579 $22.24 No formal 
educational 
credential

Moderate OJT

Also includes: 
Cement Patcher, 
Concrete Floor 
Installer, Concrete 
Swimming Pool 
Installer

Business Services/IT 33 37 4 13%  24  13  37  41 
Construction 1,921 2,218 297 15%  1,418  792  2,210  2,508 
Healthcare - - - -  -  -  -  - 
Other  30 

Medical Records 
& Health Informa-
tion Technicians

2,609 2,951 342 13%  836  808  1,644  1,986 $23.53 Postsecondary 
nondegree 
award

None

Also includes: 
Cancer Registrar, 
Health Informat-
ics Specialist, 
Health Informa-
tion Analyst

Business Services/IT 398 484 86 22%  133  129  262  348 
Construction - - - -  -  -  -  - 
Healthcare 1,843 2,083 240 13%  590  571  1,161  1,401 
Other  237 

Construction 
& Building 
Inspectors

1,742 1,807 65 4%  1,011  869  1,880  1,945 $26.81 HS diploma  
or equivalent

Moderate OJT

Also includes: 
Electrical 
Inspector, Elevator 
Inspector, Highway 
Inspector, Home 
Inspector

Business Services/IT 806 846 40 5%  471  405  876  916 *Requires 5 
years of work 
experience

Construction 141 149 8 6%  82  71  153  161 

Healthcare - - - -  -  -  -  - 

Other  868 

Electrical & Elec-
tronics Engineer-
ing Technicians

2,117 2,206 89 4%  1,150  694  1,844  1,933 $32.96 Associate's 
degree

None

Also includes: 
Electrical Design 
Technician, Light-
ing Engineering 
Technician, Semi-
conductor Devel-
opment Technician

Business Services/IT 894 931 37 4%  483  292  775  812 

Construction 48 49 1 4%  26  16  42  43 

Healthcare - - - -  -  -  -  - 

Other  1,078 
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Occupation Industry
2018 
Jobs

2028 
Jobs

New  
Jobs  

2018–2028

%  
Change 

Jobs 
2018–2028

Turnover: 
Occu-

pational 
Transfers

Turnover: 
Labor 

Force Exits

Total 
Hiring from 

Turnover 
2018–2028

Total 
Demand

Median 
Hourly 

Earnings

Typical 
Entry-Level 
Education

Typical On-the-
Job Training

Radiologic 
Technologists

2,219 2,485 266 12%  590  613  1,203  1,468 $31.54 Associate's 
degree

None

Also includes 
Computed 
Tomography (CT) 
Scanner Operator, 
X-Ray Technician

Business Services/IT 18 20 2 10%  5  5  10  11 

Construction - - - -  -  -  -  - 

Healthcare 2,028 2,283 255 13%  540  562  1,102  1,358 

Other  99 

Security & Fire 
Alarm System 
Installers

1,123 1,225 102 9%  884  389  1,273  1,374 $24.91 HS diploma  
or equivalent

Moderate OJT

Also includes: Bur-
glar Alarm Installer, 
Fire Alarm Installer, 
Home Security 
Alarm Installer

Business Services/IT 664 797 133 20%  553  243  796  928 

Construction 397 367 (30) -7%  285  125  410  381 

Healthcare - - - -  -  -  -  - 

Other  65 

Web Developers 1,640 1,814 174 11%  872  325  1,197  1,372 $32.14 Associate's 
degree

None

Also includes: 
Intranet Developer, 
Web Applications 
Developer, Web 
Architect

Business Services/IT 991 1,121 130 13%  534  199  733  864 

Construction - - - -  -  -  -  - 

Healthcare 39 43 4 10%  21  8  28  32 

Other  476 

Source: EMSI, 2019.1 — QCEW Employees, Baltimore Metropolitan Council

Definitions to Accompany Occupations Chart
Source: Baltimore Metropolitan Council Family-Supporting Jobs Report (2018)

TYPICAL ENTRY-LEVEL EDUCATION

As defined by the federal Bureau of Labor Statistics (BLS), this data point represents the typical education 
level most workers need to enter an occupation:  

Associate’s Degree — Completion of this degree usually requires at least two years but not more than 
four years of full-time academic study beyond high school.

Postsecondary Non-Degree Award — These programs lead to a certificate or other award, but not a degree. 
The certificate is awarded by the educational institution and is the result of completing formal 
postsecondary schooling. Certification, issued by a professional organization or certifying body, is not 
included here. Some postsecondary non-degree award programs last only a few weeks, while others 
may last one to two years.

Some College, No Degree — This category signifies receipt of a high school diploma or equivalent plus the 
completion of one or more postsecondary courses that did not result in a degree or award.

High School Diploma or Equivalent — This category indicates the completion of high school or an 
equivalent program resulting in the award of a high school diploma or an equivalent, such as the 
General Education Development (GED) credential.

No Formal Education Credential — This category signifies that a formal credential issued by an educational 
institution, such as a high school diploma or postsecondary certificate, is not typically needed for 
entry into the occupation.
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TYPICAL ON-THE-JOB TRAINING

This data point indicates the typical on-the-job training needed to attain competency in the skills needed 
in the occupation, as defined by the BLS. 

Apprenticeship — An apprenticeship is a formal relationship between a worker and sponsor that consists 
of a combination of on-the-job training and related occupation-specific technical instruction in which 
the worker learns the practical and theoretical aspects of an occupation. Apprenticeship programs 
are sponsored by individual employers, joint employer-and-labor groups, and employer associations. 
The typical apprenticeship program provides at least 144 hours of occupation-specific technical 
instruction and 2,000 hours of on-the-job training per year, over a three to five-year period.

Long Term On-the-Job Training — More than 12 months of on-the-job training or, alternatively, combined 
work experience and formal classroom instruction, is needed for workers to develop the skills to 
attain competency. Training is occupation-specific rather than job-specific; therefore, skills learned 
can be transferred to another job in the same occupation. This on-the-job training category also 
includes employer-sponsored training programs. 

Moderate Term On-the-Job Training — More than one month and up to 12 months of combined on-the-
job experience and informal training is needed for workers to develop the skills needed to attain 
competency. Training is occupation-specific rather than job-specific; therefore, skills learned can be 
transferred to another job in the same occupation. This on-the-job training category also includes 
employer-sponsored training programs.

Short Term On-the-Job Training —The skills needed for a worker to attain competency in an occupation can be 
acquired during one month or less of on-the-job experience and informal training. Training is occupation-
specific rather than job-specific; therefore, skills learned can be transferred to another job in the same 
occupation. This on-the-job training category also includes employer-sponsored training programs.

None — There is no additional occupation-specific training or preparation typically required to attain 
competency in the occupation.

DEMOGRAPHIC ANALYSIS 

The GBC coordinated with the Baltimore Metropolitan Council to produce demographic profiles for 
the top 20 occupations. The GBC carefully analyzed the demographic profile data for each occupation 
relative to the total working-age population in the region and identified within occupations and 
industries. Observed trends and accompanying recommendations are included in the Observations and 
Recommendations section of the report.
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Occupation
2018  
Jobs Male Female  

Age 
14–18 

Age  
19–21

 Age 
22–24 

 Age 
25–34 

 Age 
35–44 

 Age 
45–54 

Age 
55–64 

Hispanic 
or Latino White 

Black or 
African 

American 

American 
Indian or 

Alaska 
Native Asian 

Native 
Hawaiian 

or Other 
Pacific 

Islander 

Two or 
More 

Races 

Heavy and 
Tractor-Trailer 
Truck Drivers

12,698 95% 5% 0% 1% 3% 16% 21% 28% 23% 6% 56% 35% 0% 2% − 1%

Electricians 6,393 98% 2% 1% 4% 6% 27% 22% 23% 15% 6% 77% 14% 0% 2% − 1%

Carpenters 6,516 97% 3% 1% 3% 6% 24% 23% 24% 16% 17% 68% 12% 0% 2% − 1%

Plumbers, 
Pipefitters, and 
Steamfitters

4,629 99% 1% 0% 3% 6% 28% 24% 23% 14% 7% 76% 14% 0% 1% − 1%

Licensed Practical 
and Licensed 
Vocational Nurses

5,789 9% 91% − 1% 4% 22% 23% 24% 20% 2% 35% 58% 0% 3% − 1%

Paralegals and 
Legal Assistants 4,311 14% 86% − 1% 6% 23% 20% 25% 20% 5% 71% 20% − 2% − 2%

Computer User 
Support Specialists 4,563 71% 29% 0% 2% 5% 28% 25% 22% 14% 4% 60% 25% − 8% − 2%

Executive Secretaries 
and Executive Admin-
istrative Assistants

4,523 4% 96% 0% 2% 4% 15% 18% 26% 26% 4% 66% 25% − 2% − 2%

Heating, Air Condi-
tioning, and Refrig-
eration Mechanics 
and Installers

3,255 99% 1% 0% 3% 6% 27% 23% 23% 14% 5% 78% 13% − 2% − 1%

Clinical Laboratory 
Technologists 
and Technicians

4,455 24% 76% − 1% 6% 26% 20% 23% 20% 3% 47% 37% − 12% − 2%

Operating Engi-
neers and Other 
Construction Equip-
ment Operators

2,467 97% 3% − 2% 4% 18% 19% 28% 23% 7% 75% 15% 0% 1% − 1%

Production, 
Planning, and 
Expediting Clerks

2,633 41% 59% 0% 2% 5% 23% 20% 25% 21% 4% 66% 24% − 4% − 2%

Computer Network 
Support Specialists 3,970 70% 30% 0% 2% 5% 28% 24% 23% 14% 4% 59% 27% − 8% − 2%

Cement Masons and 
Concrete Finishers 1,984 97% 3% − 2% 5% 24% 24% 23% 16% 29% 48% 21% − − − 1%

Medical Records 
and Health Informa-
tion Technicians

2,609 10% 90% − 2% 4% 20% 21% 25% 22% 4% 51% 39% − 5% − 1%

Construction and 
Building Inspectors 1,742 87% 13% − 1% 2% 12% 16% 26% 31% 5% 70% 20% − 3% − 2%

Electrical and Elec-
tronics Engineering 
Technicians

2,117 82% 18% − 2% 4% 17% 19% 26% 26% 4% 68% 19% − 7% − 2%

Radiologic 
Technologists 2,219 26% 74% − 1% 4% 29% 24% 23% 16% 3% 65% 24% − 6% − 1%

Security and Fire 
Alarm Systems 
Installers

1,123 97% 3% − 4% 7% 31% 25% 20% 11% 6% 58% 32% − 2% − 2%

Web Developers 1,640 66% 34% 1% 2% 7% 39% 28% 15% 7% 3% 70% 15% − 10% − 2%

Source: EMSI, 2019.1 — QCEW Employees Baltimore Metropolitan Council

Demographic Profiles of Top 20 Family-Supporting Occupations
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Program Inventory

ollowing the identification of the top industries and family-supporting occupations, the GBC 
conducted a review of education and workforce training programs across the region that 
prepare individuals for careers in the identified industries and occupations and compiled an

inventory of those programs. 

Programs were analyzed in Baltimore City and Anne Arundel, Baltimore, Carroll, Harford, and Howard 
Counties. The inventory includes Career and Technology Education (CTE) programs offered in public 
high schools; credit and non-credit, certificate, and degree programs offered by community colleges; and 
training programs offered by public and private workforce training providers. Programs that culminate in a 
degree or industry-recognized credential were prioritized. 

The purpose of compiling the inventory was to assess the availability of programs across geographic 
areas and institutions and to inform recommendations regarding content, scale, and redundancy. 
Program inventories were reviewed during the industry roundtable meetings and in subsequent 
stakeholder meetings. Observations and corresponding recommendations resulting from the inventory 
reviews are included in the Observations and Recommendations section of the report. 

Program inventories are included as appendices on the GBC website (gbc.org/regional-workforce).

Please Note:

The inventory was compiled as a snapshot. Enrollment and completion trends were not collected and 
analyzed. Single point in time completion rates were collected when available to decipher the scale 
of program output. The primary author takes responsibility for errors or omissions in the inventory of 
programs. As indicated in the opening statement, inventories were compiled in advance of the onset of 
the COVID-19 pandemic and do not reflect changes that have occurred since March 2020. 

F

http://gbc.org/regional-workforce
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n January and February of 2020, the GBC convened industry roundtable meetings with the 
assistance of local workforce boards and other stakeholder partners. GBC member and 
nonmember companies were invited to participate in the roundtable discussions in the areas

of Business Services and Information Technology, Building and Construction, and Healthcare. 

Facilitated by the GBC and representatives from the Steering Committee, the roundtable meeting 
discussions focused on the following topics and questions: 

 ■ Review of Program Inventories

 ⚬ What gaps exist?

 ⚬ What should be scaled?

 ⚬ Are there programs that are no longer needed or are becoming obsolete? 

 ⚬ Are there new skills on the horizon that need to be emphasized?
 ■ Alignment and Scale of Education and Workforce Training Programs 

 ⚬ What is your perspective on work-based learning? Does your company host interns 
or apprentices? 

 ⚬ Do you have training plans/career progression pathways within your business or 
organization?

 ⚬ What types of workforce training and development programs are the most effective 
in your industry that you would recommend be scaled? 

 ⚬ Do you have suggestions for more effective ways to utilize all available training and 
resources and promote greater alignment and coordination? 

 ⚬ Do you offer any in-house training on professional/workplace skills?

 ⚬ Do you encounter literacy and basic education challenges with current and/or 
prospective employees? 

I

Business and 
Industry Engagement 
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 ■ Understanding Demographics to Inform Strategy

 ⚬ Are there populations that are underrepresented in your business/industry 
(persons of color, women, youth, individuals with disabilities)?

 ⚬ How do you anticipate projected demographic population shifts to impact 
your workforce?

 ⚬ Are you implementing changes or modifying your recruitment and retention 
strategies to account for these shifts?  

 ■ Public Policy Priorities

 ⚬ Would you recommend increased support for state-funded workforce programs? 
Community colleges? 

 ⚬ What are some of the barriers to workforce education/training and participation that can 
be addressed through policy changes?

 ⚬ Are you aware of state or local resources that are available to support your business?  
Do you recommend more investment in these programs? 

 ■ Human Resources/Administrative Policies

 ⚬ How often do you examine entry requirements for occupations within your business 
or industry (minimum education requirements, experience requirements, restrictions 
related to criminal records, etc.)? 

 ⚬ Have you recently modified policies related to these requirements? 

 ⚬ Do you work with current training providers and educational institutions to recruit 
employees? Are you satisfied with the processes? Do you have recommendations 
for improvement?

Additional briefings and meetings were held beyond the roundtable discussions to ensure broad 
participation and to explore concepts raised during the discussions in more depth. 
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Observations and 
Recommendations

he following observations and recommendations reflect feedback received during numerous 
meetings and discussions with business and industry leaders, partner organizations with 
involvement and expertise in workforce development, and leadership from education and

workforce agencies from the Greater Baltimore region. 

The majority of the recommendations in this report are strategically and intentionally directed towards 
business and industry, to lead or engage. The investment of increased time and resources by business 
and industry into workforce development will yield returns beyond ensuring a skilled workforce to fill the 
jobs in their companies over the next decade. Business and industry leaders’ enhanced participation 
in education and workforce systems has the potential to catalyze opportunities for underserved 
populations, to dismantle systemic racist and sexist practices within the workplace, to increase diversity 
within businesses to reflect the rich diversity of the region, and to foster a more inclusive economy in the 
Greater Baltimore region.  

The observations and recommendations are organized into categories for ease of reference. The 
observations and recommendations are not listed in priority order. The categories are:

• General Observations and Recommendations

• Equity and Demographic Disparities in Access and Representation

• Identifying and Addressing Systemic Barriers

• Industry-Specific Observations and Recommendations

T
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GENERAL OBSERVATIONS AND RECOMMENDATIONS

Observations The GBC’s Recommendations

 { Business and industry 
should strengthen  
strategic partnerships with 
education and workforce 
training providers.

 į Business and industry enhance collaborative partnerships 
with education and training providers, local workforce boards, 
and workforce intermediaries to support and promote career 
progression opportunities. 

 į Employers increase internships and registered 
apprenticeship programs to promote career awareness and 
strengthen pipelines to employment. 

 { Outreach and marketing 
is essential to promote 
greater career awareness 
for high-growth, family-
supporting jobs.

 į Leaders in business and industry, education, workforce 
development, and philanthropy develop and support 
outreach marketing efforts to increase awareness about 
employment opportunities in high-growth occupations. 
Outreach and marketing efforts should be targeted to reach 
underrepresented populations.

 į Leaders in business and industry, education, workforce 
development, and philanthropy explore Virtual Reality 
platforms to provide career awareness and virtual  
training programs. 

 į Maryland State Department of Education (MSDE) develop 
and implement career awareness curricula and programming 
in all middle schools.

 { Programs and systems are 
needed to strengthen the 
delivery of rapid, industry-
recognized credentialing to 
workers in transition. 

 į Leaders in business and industry, education, workforce 
development, and philanthropy coordinate to create rapid 
training and certification programs in high-need, high-growth 
industries to support workers in transition. 

 į Employers partner with education and training providers to 
create career pathways and incumbent worker training to 
provide additional education and training for participants in 
rapid credentialing programs.

 { Business and industry  
leaders continually 
emphasize the need for 
more soft/professional skills 
training to prepare individuals 
for the workplace.

 į All education and workforce training curricula, including 
high school/CTE, community college, and workforce training 
programs incorporate soft/professional skills training.

 į Businesses offer programming to enhance employees’ soft/
professional skills to support advancement opportunities.

 į Businesses incorporate cultural competency training into pro-
fessional development programs to enhance the ability to inter-
act effectively with individuals from diverse backgrounds and 
develop policies and practices that embody this competency. 
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K-12 Education and Community Colleges

Observations The GBC’s Recommendations

 { Business and industry leaders 
across all sectors emphasized 
the need for increased focus on 
improving K-12 education.

 { Too many individuals who 
have attended K-12 schools 
are not academically 
prepared to succeed in 
college or careers and require 
significant remediation. 

 į The GBC and other stakeholders continue to advocate for pol-
icy change and funding to improve Pre-K and K-12 education. 

 į Business and industry actively engage to increase K-12 
partnerships, including direct involvement in Career 
and Technology Education (CTE), dual enrollment, youth 
apprenticeships, and work-based learning programs.

 į GBC, business and industry, and workforce stakeholders 
support modifications and enhancements to CTE 
programming, advise on curricula, and support professional 
development opportunities for CTE instructors. 

 į GBC engagement in potential programmatic transition of 
CTE from MSDE to the Governor’s Workforce Development 
Board as outlined in The Blueprint for Maryland’s Future 
Act (2020).

 { Dual enrollment programs can 
successfully prepare students 
for college and careers. 

 į K-12 public and private schools and community colleges 
coordinate to develop more dual enrollment programs in 
identified high-growth occupations.
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Workforce Agencies

Observations The GBC’s Recommendations

 { Business and industry leaders and 
workforce training providers across 
sectors cited deficiencies in basic 
math and literacy as a primary barrier 
to career progression opportunities, 
particularly for entry-level workers.

 į Education and workforce training providers 
incorporate basic math and literacy components 
into workforce training programs when possible 
and encourages funders to support these 
components. 

 į Workforce funders increase support for bridge 
programs, which provide basic math and literacy 
training in the context of career pathways to 
assist with progression. 

 į Employers offer basic education training 
to support advancement opportunities for 
incumbent workers. 

 { Employers are supportive of apprenticeship 
training models and see growing promise 
in new industries (healthcare, IT) beyond 
the industries that have traditionally 
utilized apprenticeship training programs 
(construction trades, manufacturing, etc.). 

 į Increased funding for apprenticeship programs 
and tax credits for employers who have 
registered apprenticeship programs.

 į Targeted marketing to ensure that 
underrepresented populations are connected 
with apprenticeship opportunities at the youth 
and adult levels. 

 { The State of Maryland and local 
jurisdictions invest less state/local dollars 
in adult basic education than peer states 
and localities. 

 į State and local governments increase resources 
to support adult basic education programs.

 { State agencies are not fully utilizing 
all federal funding sources outside of 
Department of Labor funding to support 
individuals in workforce training programs. 

 į Enhanced coordination and full state 
participation in federal programs across 
agencies that can provide support for 
individuals who are participating in education 
and training programs. Examples of funding 
sources include: Supplemental Nutrition 
Assistance Program – Education and 
Training (SNAP E&T), Temporary Assistance 
for Needy Families (TANF), and Community 
Development Block Grant (CDBG) programs.  
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Employers

Observations The GBC’s Recommendations

 { There is a need for increased focus on incum-
bent worker training and career pathways.

 { Citing administrative burdens, businesses 
often do not take advantage of federal 
dollars to support incumbent worker 
training. State and philanthropic 
funders often designate minimal funds 
towards incumbent worker training. 

 į Employers develop and implement career pro-
gression pathways and partner with stakehold-
ers and training providers to prioritize incum-
bent worker training and supportive services 
for current employees to encourage advance-
ment to family-supporting occupations. 

 į The GBC and workforce stakeholders 
advocate for revisions to the federal 
incumbent worker training program to 
streamline the process and make the 
program more attractive to employers. 

 į Workforce funders and stakeholders consider 
innovative partnerships with businesses and 
training providers to encourage incumbent 
worker training. 

 { Certain HR and administrative policies and 
procedures are outdated and require review 
and revision to meet current workforce needs. 
For example, 

• Minimum education and experience 
requirements can prevent opportunities 
for individuals to enter or progress to 
family-supporting occupations.

• Many employer-sponsored tuition 
reimbursement programs only reimburse  
for degree programs.

 į Employers regularly review and revisit 
minimum education and years of experience 
requirements.

 į Employers expand tuition reimbursement 
eligibility to include non-degree programs  
that lead to employee advancement and 
career progression. 
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BGE partners with local workforce development organizations and career technology schools on 

the innovative Smart Energy Workforce Development program. Launched in 2016, the program is 

designed to help students and community members build skills needed for energy careers and to 

increase awareness of job opportunities with utilities.

BGE Investing in Strategic Partnerships 
to Prepare the Local Workforce 

The BGE High School Internship program is a summer program that provides hands-on experience 

to students pursuing a technical trade in automotive technology, electrical, engineering, carpentry, 

computer aided design and drafting (CADD), construction, plumbing, and welding. This program 

is offered in partnership with regional career technology education (CTE) programs and extends 

the classroom experience by providing an opportunity to gain exposure to careers in their trades. 

More than 170 students have participated in the BGE High School Internship program since 2016. 

Between 2016–2019, BGE hired approximately 15 former interns into roles within the Fleet, Sub-

station & Maintenance, and Overhead Lines departments. In 2020, the BGE High School Internship 

program transitioned to a virtual experience because of the pandemic. The interns participated in 

a wide variety of professional development sessions, met with senior leadership, prepared for the 

industry-required Constructions and Skilled Trades (CAST) test, and completed a group project.
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With the Youth Energy Days program, BGE hosts 

high school students from across the region to 

explore CTE programs and make potential 

career connections with BGE. Youth Energy 

Days feature demonstrations from trade profes-

sionals within BGE and provide an opportunity 

for students to meet one-on-one with employ-

ees who have chosen similar career paths to 

the ones they are currently studying.

In late 2019, BGE partnered with Civic Works to 

launch the BGE Workforce Collaborative. Par-

ticipants receive job skills training, assistance 

in removing barriers to steady employment, 

and the opportunity to connect and network 

with potential employers. Program partici-

pants earn an average of seven industry-re-

lated certificates upon program completion 

and have the necessary skills to begin their 

careers within the utility construction industry. 

Nearly 50 individuals have participated in the 

program, with approximately 91% completing. 

Over 77% of the graduates have now started 

new careers as a result of the program with 

61% of the graduates joining the teams of BGE 

contractors and program partners Stella May 

Contracting, Ferguson Trenching Company, 

NPL, and Lewis Tree Service.

When asked about the program, a former intern now employee said:

Before the internship I was trying to find a path for myself after high school. BGE gave me a path 
to walk, and every day after that I’ve been excelling. From starting as a substation technician to 
being a substation designer. 

—Jelani W.

“
”

For more information, visit BGENow.com

https://www.bgenow.com/
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EQUITY AND DEMOGRAPHIC DISPARITIES 
IN ACCESS AND REPRESENTATION

The Center for Social Inclusion (centerforsocialinclusion.org/our-work/what-is-racial-equity/) defines 
racial equity as both an outcome and a process. According to the Center’s definitions: 

“As an outcome, we achieve racial equity when race no longer determines one’s socioeconomic 
outcomes; when everyone has what they need to thrive, no matter where they live.”

“As a process, we apply racial equity when those most impacted by structural racial inequity 
are meaningfully involved in the creation and implementation of the institutional policies and 
practices that impact their lives.”

Addressing inequity was a prominent topic of discussion at each stakeholder meeting that took place 
throughout the Initiative. Deliberate, decisive action by all involved parties—business leaders, HR 
managers, educators, workforce training providers, government and philanthropic funders—is required 
to dismantle systemic racism and to address persistent discrimination on the basis of race, gender, 
and disability.

Observations The GBC’s Recommendations

 { Equity in access to opportunities is a 
persistent challenge and must be strategically 
and intentionally addressed in education and 
workforce development policies, program 
design, and funding.

 į State and local governments include equity 
goals—disaggregated by race, gender, and 
economic status—in all workforce plans and 
programs and develop evaluative measures 
to track progress.

 į Workforce funders require training programs to 
incorporate equity goals and report outcomes.

 { Structural racism contributes to ongoing 
disparities in access to opportunity, career 
advancement, and equal pay for persons of 
color across occupations and industries. 

African American workers represented 29% of 
the region’s population in 2018, but only have 
representative participation (29% or higher) in 5 
of the 20 identified occupations.

• African American workers have strongest 
representation in healthcare occupations 
(LPN/LVN, Clinical Laboratory Technolo-
gists & Technicians, and Medical Records 
and Health IT Technicians) and as heavy 
truck and tractor-trailer drivers.

 į Business, industry, and workforce stake-
holders take proactive measures to educate 
themselves on systemic racism, undergo pro-
fessional training and executive coaching on 
advancing equity, review policies and practic-
es to identify those that are discriminatory, 
and implement changes to address systemic 
racism and bias within organizations. 

 į Business and industry engage in outreach and 
marketing efforts to enhance career aware-
ness among underrepresented populations.

 į The GBC engage in programming and out-
reach to engage employers on strategies to 
recruit and retain a more diverse workforce.

https://www.centerforsocialinclusion.org/our-work/what-is-racial-equity/
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 { Significant gender disparities exist in 
occupational representation across all of the 
analyzed industries.

• Males are significantly overrepresented in 
all building and construction occupations, in 
business service occupations that are building 
and construction-focused, and IT occupations.

• Females are significantly overrepresented in 
healthcare occupations and paralegal/legal 
assistant and executive assistant categories.

 į Business and industry utilize targeted 
messaging to dismantle the historical 
perceptions of gender roles in certain 
occupations and enhance awareness of 
career opportunities. 

 į Business and industry utilize targeted 
recruitment strategies to enhance gender 
diversity in occupations with disproportionate 
representation.

 { While family-supporting occupations have 
higher median wages, significant pay disparities 
remain for minorities and women across 
occupations and industries.

 į The GBC and workforce stakeholders advo-
cate for changes in public policy and ad-
ministrative practices designed to increase 
transparency and decrease wage disparities. 

• Examples of policy and administrative 
changes include prohibitions on salary his-
tory requirements, publishing wage ranges 
with advertised positions, and comparative 
salary analyses within organizations to 
identify disparities. 

 { Significant opportunities exist to enhance 
employment for individuals with disabilities.

 į Employers engage with local workforce 
boards, nonprofit organizations, and 
training providers to develop work-based 
learning and employment opportunities for 
individuals with disabilities. 

 { Analyses indicate aging populations in several 
identified occupations and younger workers 
entering these occupations at slower rates.

• Heavy & Tractor Trailer Truck Drivers, Execu-
tive Secretaries & Executive Administrative 
Assistants, Operating Engineers & Other 
Construction Equipment Operators, Con-
struction & Building Inspectors, Electrical & 
Electronics Engineering Techs

 į The GBC engages with business and industry 
to develop strategic marketing and recruit-
ment efforts to raise awareness of employ-
ment opportunities in these occupations 
among middle and high school students and 
young adults seeking employment. 

 į Local workforce boards and stakeholders 
coordinate with employers to provide them 
with tools and strategies for effectively 
working with youth populations. 

 { White, male workers are disproportionately 
represented in several construction 
occupations (Electricians, Plumbers & 
Pipefitters, HVAC, Operating Engineers & Other 
Equipment Operators).

 į Building and construction industry leaders 
identify barriers to entry for women and 
persons of color and implement policies 
and practices to increase diversity in the 
construction trades. 
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IDENTIFYING AND ADDRESSING SYSTEMIC BARRIERS

“Our goal is to dismantle the institutional barriers and biases that prevent people from realizing their full 
potential by addressing broken systems, not broken people.” — Associated Black Charities (abc-md.org/
racial-equity)

Individuals do not enter education or training programs on equal footing. Because of the systemic 
barriers that so many in our communities face, providing access to an education or job training program 
is rarely adequate without addressing the myriad challenges that otherwise prevent entry into the 
workforce and career progression opportunities. Employers must be challenged to educate themselves to 
better understand the systemic barriers that their current and prospective employees face and to modify 
policies and programs to meet the needs of their workforce. Employers are also strongly encouraged to 
support advocacy efforts led by the Greater Baltimore Committee and other organizations like the Job 
Opportunities Task Force that seek to remove or lessen these barriers through policy change.

Observations The GBC’s Recommendations

 { Education and workforce training 
providers cite many barriers —
outside of skills and education 
  —to the successful completion of 
programs and job attainment.

 { Programs that offer wraparound 
supportive services produce more 
successful outcomes as reported 
by providers and employers.

 į Increased advocacy for policies, programs, and funding 
to support efforts to mitigate the barriers to workforce 
participation. Specific examples include: 

• reliable, accessible, affordable transportation;

• reform to minimize suspension of drivers’ licenses 
and registration and expand access to affordable 
auto insurance;

• high-quality, affordable child care; and 

• stable, affordable housing. 

 į Workforce funders prioritize funding for non-educational 
supportive services in education and workforce training 
programs beyond K-12 education to include community 
college and workforce training programs.

 { Justice-involved populations face 
significant barriers in accessing 
family-supporting occupations and 
progressing beyond entry-level jobs.

 į Significant policy reform to reduce education and 
employment barriers for justice-involved populations, 
including: support for Second Chance PELL Initiatives, 
enhancements to education and job training within 
correctional institutions for individuals under 
supervision in the parole and probation system, removal 
or loosening of restrictions on occupational licensing 
requirements, and public policy changes to promote 
more second chance hiring and remove barriers to job 
entry and promotion. 

 į Engaging and educating employers on the benefits of 
second chance hiring and encouraging administrative 
changes to remove barriers to job entry and promotion 
for justice-involved individuals. 

http://www.abc-md.org/racial-equity
http://www.abc-md.org/racial-equity
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 { Language is a barrier for non-native 
speakers and can prevent licensure, 
re-licensure, or certification for high-
growth occupations.

 į Training programs that require certifications facilitate 
connections with programs for English Language Learn-
ers to increase the ability of non-native English speakers 
to pass examinations and to obtain credentials. 

 į Business and industry increase coordination with the 
Skilled Immigrant Task Force, convened by the Maryland 
Department of Labor and the Maryland Department of 
Human Services, to explore challenges and opportunities 
in connecting immigrants with workforce opportunities. 

 į Examine and reduce barriers to professional licensure 
for internationally trained professionals.

 { Employers recognize that public 
benefit structures may prevent 
or discourage employees from 
accepting higher positions that 
increase earnings and advance 
career progression opportunities.

 į The GBC and workforce stakeholders prioritize 
advocacy efforts to address the “benefits cliff,” which 
occurs when a small increase in earnings results in a 
sudden and dramatic decrease in public benefits.

 į Business and industry engage in efforts to understand 
the public benefits structures, where “benefits cliffs” 
occur, and how these phenomena may be impacting 
their employees’ career advancement.
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Since 1985, Associated Black Charities (ABC) has advocated for people of color in Maryland. With 

a laser focus on achieving economic equity, Associated Black Charities champions efforts to close 

the wealth gaps that put so many African American families at a disadvantage. Achieving this goal 

requires a relentless approach to address structural racism through transformation that leads to 

sustainable equity outcomes.

Associated Black Charities has developed a multitude of programs and resources to assist policymak-

ers, workforce development providers, and employers in addressing structural and systemic racism 

within organizations. A useful resource to incorporate an equity lens in public and organizational 

policy and decision-making is the “10 Essential Questions” tool, which has tailored versions for use 

by workforce development professionals, policymakers, employers, and philanthropic organizations. 

This self-assessment tool allows users to evaluate the impacts of policies, practices, and programs 

and determine whether they will advance equitable outcomes. 

For those employers and organizations who desire to deepen their efforts to build more equitable 

workplaces, Associated Black Charities provides customized workshops, facilitations, trainings, 

presentations, clinics, and executive coaching to help broaden awareness of manifestations and 

economic impacts of race-based barriers. Equipped with a better understanding of the ways in which 

institutional and structural racism and implicit bias manifests and is operationalized in the workplace, 

employers can strengthen institutional policies and practices and transform organizational culture 

and norms to eliminate unintended barriers and advance practices that encourage and support 

enhanced diversity, equity, and inclusion.

For more information, visit abc-md.org

Associated 
Black 
Charities

Advancing Racial Equity through Policy 
Advocacy and Employer Engagement

http://www.abc-md.org/
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Multiple Industries

Observations The GBC’s Recommendations

 { Heavy and tractor trailer truck drivers were 
the top occupation for projected number of 
available jobs in the region, but preparatory 
courses are not available in high schools and 
workforce pathways could be strengthened.

 į High schools explore offering Commercial 
Driver’s License (CDL) preparatory programs 
modeled after those that have been 
successfully offered in other states (California, 
Pennsylvania, South Carolina).

 į Community colleges and workforce 
training providers increase CDL training 
for eligible justice-involved individuals and 
other adult workers in transition.

 { Several high-growth occupations (Production, 
Planning & Expediting Clerks; Construction 
& Building Inspectors; and Security & Fire 
Alarm Installers) require no formal education 
beyond a high school diploma or equivalent 
and moderate on-the-job training.

 į The GBC coordinate with local workforce 
boards and local school systems to 
identify businesses who are hiring these 
occupations and encourage them to 
develop outreach and marketing campaigns 
to increase awareness among students and 
job-seekers.

Business Services

Observations The GBC’s Recommendations

 { Executive Secretaries, Executive 
Administrative Assistants, Paralegals, 
and Legal Assistants are high-growth 
occupations but do not have clear pathways 
from high school.

• Program inventory analyses suggest 
there are reductions in offerings 
of Paralegal and Legal Assistant 
programs and program completers in 
community colleges.

 į Maryland State Department of Education 
(MSDE) and local CTE programs develop 
more specialization within the Business 
Management and Finance CTE Cluster to 
include tracks or pathways for these high-
growth, supportive occupations. 

 į The GBC and workforce stakeholders 
coordinate with Maryland State Bar 
Association, law firms, and legal-related 
organizations to examine needs for legal 
support services.

INDUSTRY-SPECIFIC OBSERVATIONS 
AND RECOMMENDATIONS
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Construction

Observations The GBC’s Recommendations

 { CTE completion in construction, 
particularly in the skilled trades, has 
either declined or not grown at the 
rate of other programs. 

 į Industry-led efforts to increase career awareness 
regarding opportunities in the building and 
construction industry among students in K-12. 

 į Building and construction industry leaders 
provide more youth apprenticeship programs. 

 į Enhanced collaboration among construction 
industry leaders, CTE programs, and community 
colleges to explore effective and efficient 
delivery of programs.

 { Clear pathways from entry level training 
to apprenticeship and the length of time 
it takes to be accepted into a registered 
apprenticeship program in the skilled 
trades can be a barrier to workforce entry 
into those occupations.

 į Building and construction industry leaders 
and training providers explore strategies 
to streamline the path to registered 
apprenticeship programs.

 { Building and construction industry 
employers and workforce training providers 
cited frustration with programs that provide 
training and issue certificates that do not 
result in increased employability.

 į Workforce funders identify and discontinue 
support to providers who do not offer career 
services and who train in programs that do not 
provide measurable employment skills or cre-
dentials that result in employment opportunities.

 { Building and construction industry 
employers report that aptitude testing 
can be particularly useful in determining a 
candidate’s abilities in the skilled trades.

 į Workforce development and training entities 
incorporate aptitude testing into workforce as-
sessment and training processes for individuals 
entering careers in the building and construction 
industry and skilled trades.
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For more information, visit 

projectjumpstarttraining.org

Project 
JumpStart

Providing Supportive Pathways to 
Family-Supporting Jobs 

In 2006, Project JumpStart was launched as an innovative partnership between the Job Opportu-

nities Task Force and Associated Builders and Contractors – Baltimore Metro Chapter, to prepare 

Baltimore City residents for jobs in the construction trades. The organization’s mission is to train 

low-income city residents to enter the building trades on a construction career track that will help 

them advance beyond the entry-level.

This 14-week pre-apprenticeship construc-

tion training program prepares participants 

for employment in well-paying jobs in con-

struction, plumbing, electrical, and related 

careers. Experienced instructors provide 

remedial math and measurement educa-

tion and entry-level electrical, plumbing, 

and carpentry vocational training. The 

program is designed for Baltimore City 

residents over age 18 who have a high 

school diploma or GED. Of those who enroll 

in the program, 96% are African-American 

males, 75% are unemployed, 75% have 

some level of criminal background, and 

approximately 80% do not have a personal 

vehicle and rely on public transportation or 

another means of mobility. 

More than 80% of Project JumpStart graduates are placed in construction jobs, with many leading 

to solid careers in the construction industry. Key to the program’s successful outcomes are the case 

management, referral, and supportive services that are offered in addition to the skills training.

Based on the individual needs of participants, Project JumpStart staff connect participants with a 

variety of resources, including: connections to driver’s education at no cost to the participant; case 

management services; referrals to housing, benefits screening, legal services; support navigating 

systems such as child support; financial education and coaching; financial assistance to obtain a used 

vehicle; and a high-quality set of starter tools for graduates entering employment to meet industry 

requirement for trade tools. Students also receive essential safety training, financial coaching, a 

stipend, and driver’s education.

http://projectjumpstarttraining.org/
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Healthcare

Observations The GBC’s Recommendations

 { The program inventory revealed 
a saturation of providers training 
for the same entry-level programs, 
CNA and GNA, particularly in 
Baltimore City.

 į Workforce funders utilize funding requirements 
and strategic coordination to reduce duplication of 
training programs, promote programs that prepare the 
workforce for entry into family-supporting occupations, 
and build pathways between programs.

 { Healthcare industry employers report 
that work-based learning is very 
effective in the healthcare setting.

 į Healthcare industry leaders continue to build 
partnerships with education and workforce training 
providers to increase internships and registered 
apprenticeships in healthcare professions.

 { Healthcare industry employers 
stressed needs in bi-lingual 
patient-care support and bi-lingual 
medical terminology.

 į Employers and workforce stakeholders forge and 
enhance partnerships with Hispanic and Latino business 
and community organizations to support increased 
awareness of the need for bi-lingual patient care and 
training opportunities in healthcare occupations.
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Founded in 2005, Baltimore Alliance for Careers in Healthcare (BACH) is a nonprofit corporation 

dedicated to eliminating the critical shortage of qualified healthcare workers in Baltimore. As a 

workforce intermediary, BACH works with local agencies, healthcare institutions, schools, and other 

organizations to create opportunities for residents to pursue living wage-earning careers in the 

healthcare industry.

Through the BACH Fellows initiative, BACH assists allied health students in focusing on their careers 

and planning a path to college or the work place. The program provides rising high school seniors 

with a six-week, paid work experience in a hospital setting. On average, 60 students participate 

each summer. In addition to weekly career building sessions, participants complete an Individual-

ized Development Plan and receive in-depth personal mentoring through strong partnerships with 

the Baltimore City School System, The Mayor’s Office of Employment Development’s YouthWorks 

program, and local area hospitals.

In 2016, BACH launched a successful apprenticeship program for frontline incumbent workers and 

underemployed immigrants to address the critical shortage of skilled workers in the healthcare 

industry.  The apprenticeship model provides employers with a skilled workforce, trained onsite, 

to meet their unique needs and to reduce staff turnover. As an “earn as you learn” and compe-

tency-based model, BACH’s apprenticeship program provides participants the opportunity to train 

on the job as paid full-time employees while they complete coursework. BACH currently sponsors 

apprenticeships in the following occupations: Environmental Care Supervisor, Surgical Technologist, 

Licensed Practical Nurse, and Central Sterile Processing. 

BACH is assisting in the region’s response to the COVID-19 pandemic by providing Community Health 

Worker training for contact tracers and healthcare training opportunities for dislocated workers.  

Additionally, BACH is working to re-skill incumbent healthcare workers whose jobs have been 

impacted by COVID-19. 

BACH’s Board of Directors and working committees are led by active and engaged industry rep-

resentatives from all major healthcare entities in Baltimore. More than 80 partners support their 

efforts, including healthcare providers, foundations, educational institutions, federal agencies, and 

a variety of other nonprofit organizations.

BACH A successful workforce intermediary 
transforming healthcare training

For more information, visit 

baltimorealliance.org

http://www.baltimorealliance.org/
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Information Technology (IT)

Observations The GBC’s Recommendations

 { Participation in IT CTE programs has 
increased exponentially (94% from 2014 
to 2018) and data indicate that younger 
workers are entering IT occupations at higher 
rates. Unfortunately, most IT internship 
opportunities are limited to students enrolled 
in 4-year degree programs.

 į IT business and industry leaders develop 
more internship, apprenticeship, and youth 
apprenticeship opportunities for youth and 
students enrolled in community college or 
workforce training programs.

 { There is a lack of clear information regarding 
pathways to employment within IT for 
individuals beyond entry level. 

 į Employers define occupational skills profiles 
and develop clearly defined pathways 
to employment and career progression, 
outlining the skills necessary to enter and 
advance in high growth IT occupations.

 į Employers, education, and civic leaders 
focus on enhancing digital literacy to 
improve career readiness and educational 
advancement. Establishing curriculum at 
the earliest stage possible will inspire IT 
career aspirations among a broad and more 
diverse array of students, while IT “upskilling” 
programming is essential to assist adult 
learners pursue available IT positions.

 { Many high-growth cyber/IT occupations, 
particularly those in the public sector or 
supporting the public sector, were not included 
in the evaluation due to the fact that the 
minimum educational requirement for entry is 
a bachelor’s degree. 

 į Employers, particularly the federal 
government, review minimum education 
requirements for IT jobs and consider 
removing bachelor’s degree requirements for 
appropriate IT jobs.
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Using Technology to Transform IT 
Recruitment and Training

CATALYTE
Catalyte creates sustainable technology workforces by using Artificial Intelligence (AI) to discover 

high-performing talent. Catalyte’s Artificial Intelligence-driven Odyssey workforce development 

platform identifies individuals, regardless of background, who have the innate potential and cognitive 

ability to be great software developers. This provides new opportunities for exceptional tech talent, 

creates universal uplift and transforms individuals, communities and companies.

Catalyte believes that aptitude is equally distributed, but opportunity is not. They do not believe 

resumes, degrees, or professional networks reveal a person’s true ability. Instead, Catalyte  

uses technology to see the person’s true ability and potential that other companies or hiring meth-

ods overlook. 

By providing new opportunities for exceptional talent to enter the technology industry, Catalyte 

transforms individuals, communities, and companies. On average, someone joins Catalyte mak-

ing $25,000/year. After just five years, graduates from the training program make on average 

$98,000/year. Catalyte offers a free, unpaid training program in software development. The training 

program is a full-time commitment (approximately 40 hours/week). The program is self-paced and 

averages 26 weeks. 

Everyone who successfully completes the training is offered a job as a software developer apprentice 

with Catalyte and commits to working for the company for two years. Apprentices receive salary 

and benefits including paid 

holidays and time-off, training 

allowance, health, vision, and 

dental benefits.

Their clients report that Cata-

lyte’s workforce consistently 

outperforms traditionally 

assembled development 

teams in speed, quality and 

performance. And, by deliv-

ering flexible and sustain-

able tech workforces, Cata-

lyte’s clients can develop the 

technology they need–when, 

where, and how they need it.

For more information, visit catalyte.io

https://www.catalyte.io/
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uccessful implementation of the recommendations contained in this report will require 
significant participation of business and industry, as well as continuous collaboration with 
stakeholder partners including workforce boards and agencies and educational institutions.

The GBC looks forward to taking an active role in ensuring that the recommendations in the report are 
advanced to build a stronger workforce development system in the Greater Baltimore region.

The GBC’s Education and Workforce Committee will oversee the creation of an implementation plan. 
The GBC will serve as a facilitator in coordinating the multiple stakeholders who will support the 
implementation of these cross-cutting recommendations.

As an initial step, the GBC will convene stakeholder discussions to develop an implementation plan for 
advancing the recommendations included in the report. The implementation plan will prioritize the order 
of recommendations based upon multiple factors including: business interest and engagement, existing 
priorities of local workforce boards, agencies, and education partners, and available resources. The plan 
will also identify the stakeholders who will participate in advancing each prioritized recommendation and 
include target dates and metrics for measuring progress towards success.

The implementation plan will be revisited quarterly, with a formal review and update to occur semi-
annually. Regular revisions will provide flexibility to adjust priorities that will reflect changes in the 
workforce ecosystem, particularly as the region navigates an uncertain recovery process from the 
COVID-19 pandemic.

S

Implementation





39

Acknowledgements

Regional Workforce Development Initiative Steering Committee 
The GBC acknowledges the tremendous support from the GBC Board of Directors, many of whom are 
represented on the GBC Regional Workforce Development Initiative Steering Committee, along with the 
other partner organizations who have guided this effort. Special appreciation is extended to the members 
of the Steering Committee.

Steering Committee Members

Diane Bell-McKoy
Associated Black Charities 

Marc Broady
Weller Development 

Sheldon Caplis
Consultant to Community  
College of Baltimore County

Janet Currie
Bank of America

Michael Davenport
BGE

Robert Embry
Abell Foundation 

Denise Galambos
Exelon

Michelle Jones
Bank of America

Michael Kelly
Baltimore Metropolitan Council 

Robert Matthews
Exelon

William “Willy” Moore
Southway Builders

Sara Muempfer
The Annie E. Casey Foundation 

Christopher Rockey
PNC Bank

Tom Sadowski
University System of Maryland

Melanie Styles
Abell Foundation

Michele Whelley
Economic Alliance of 
Greater Baltimore 



A Regional Workforce Development Initiative40 PREPARING FOR THE FUTURE

Stakeholder Partners 
This report would not be possible without strong support from the stakeholder partners who provided 
data, supported analyses, engaged business partners, and advised on recommendations. 

Anne Arundel Community College 

Anne Arundel County Workforce Development 

Baltimore Alliance of Careers in Healthcare

Baltimore City Community College 

Baltimore City Mayor’s Office of Employment Development 

Baltimore County Department of Economic and Workforce Development 

Baltimore Metropolitan Council 

Carroll Community College 

Community College of Baltimore County 

Harford Community College

Howard Community College

Maryland Association of Community Colleges

Maryland Department of Labor 

Maryland State Department of Education 

Maryland Workforce Funders Collaborative 

Susquehanna Workforce Network

Employer Partners 
The GBC extends appreciation to the business and industry partners who participated in roundtable 
discussions and individual stakeholder meetings. 

Staff
The GBC acknowledges and appreciates the dedication and tireless work of Adrea Turner, GBC Director 
of Strategic Initiatives and Senior Policy Advisor, who served as the project director of the Regional 
Workforce Development Initiative and the primary author of this report. Her commitment to a data-driven 
approach and persistence to engage all stakeholders greatly enhanced the quality of the Initiative.





111 South Calvert Street, Suite 1700, Baltimore, MD 21202
gbc.org


	_GoBack
	_GoBack
	_GoBack

