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Presenter Notes
Presentation Notes
We’re a regional chamber. – 10 counties Collaborations efforts 



WE CREATE 
ECONOMIC 

PROSPERITY 
BY 

FACILITATING 
COMMUNITY 
LEADERSHIP
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Mission 



BELONG

AT THE CHAMBER, YOU

ENGAGE LEAD PROSPER

Collaborate with others, 
energized by common 

drive & passion.

Share a vision for the 
future and share the 

collective influence to 
make it happen.

Impact our region & 
transform our future.

Realize opportunities 
that grow your business 

and enrich our 
communities.

Presenter Notes
Presentation Notes
Everyone has a place ….. 



WHAT DOES THE CHAMBER 
DO?

Builds a talented 

workforce

Facilitates growth 

opportunities

Promotes job 

creation & economic 

development

Cultivates a 

business-friendly 

market

Presenter Notes
Presentation Notes
Three ways employers find talent: Recruitment of outside employersRetention of employees– quality to life – education – culture of the workplace Pipeline – building the talent pipeline Homegrown workforce 



TALENT 
DEVELOPMENT

We ensure employer 
access to a skilled work 

force by facilitating 
talent pipeline solutions.



K- 12 CURRENT 
ENVIRONMENT

STUDENT POPULATION
80,000     162 Schools 132 Languages Spoken

GRADUATION RATE
82%

ABSENTEEISM RATE
29%

TEACHER RETENTION RATE
95%

Presenter Notes
Presentation Notes
Workforce availability is #1 concern for businessesWe have a skills gap and a labor force participation issue (NEED TO DIG INTO LABOR FORCE PARTICPATION DATA)Demographic trends have impacted the labor shortageThe pandemic has exacerbated the issue and exposed additional challengesIn many industries, a lack of workers is impeding their ability to operate at full capacity Businesses are adapting as quickly as they can to the scarcity of workforce while also responding to changes in employee preferences



Structure of K-12 
and Post 

Secondary System 

PreK - Elementary

Middle School

The Academies & 
4 Magnets 

Post Secondary



Work-Based Learning Programs (WBL) is a continuum of 
awareness, exploration, preparation, and training activities, 
including developing employability and technical skills that 

support success in careers and postsecondary education.

Structured learning and authentic work experiences are 
implemented through an education and industry partnership.

Students have the opportunity to connect what they learn in 
school with worksite application, enabling a smooth 

transition into the work force and/or education beyond high 
school. 

Work-Based Learning activities culminate in an assessment 
and recognition of acquired knowledge and skills. 

WORK BASED LEARNING 

Early and 
Elementary 

Middle

The 
Academies

Post 
Secondary



Work Based Learning 

• Learning of Work

Focus:
Industry and Career 

Awareness

PreK & 
Elementary

• Learning about 
Work

Focus:
Industry and Career 

Exploration

Middle 
• Learning for Work

Focus:
Career Preparation

The 
Academies

• Learning through 
Work

Focus:
Career Training 

Post-
Secondary

A work-based experience offers students an opportunity to fuse academics 
with the real world and optimize educational achievement.

Presenter Notes
Presentation Notes
High-quality, work-based learning opportunities can confer a number of benefits — not only for students, but also for schools, employers and communities. And because high-quality work-based learning opportunities integrate applicable academic concepts and state standards and evaluate a student’s mastery of key employability skills, students can reap greater benefits from quality work-based learning programs than they can from traditional teen employment opportunities. 



Rigor

Relevancy

THE SYSTEM 

Relationships

Family

School

Community 

Experiences

Readiness

Industry 
Awareness

Career 
Awareness

Career 
Exploration

Career 
Preparation

Presenter Notes
Presentation Notes
Student centeredProduces a portfolio of evidence of employability skillsAligns to the student’s selected area of elective focus (pathway)Supports student’s long-term goals and interestDemonstrates growth of the student School-districtRequires regularly facilitated refection time to supplement work experiences to meet course standardsImproves continuously through professional development, networking and district support Community – Regional alignment:  WBL must be community aligned Provides access to high-demand, high wage careersReflects state and regional work force needs and trendsEncourages community ownership and collaboration 



PARTNERSHIP 
COUNCILS
Arts, Media, Communications

Business, Marketing, IT

Engineering, Manufacturing, and Industrial Tech

Health and Public Service

Hospitality and Tourism

Freshman Voice

Student Voice

Presenter Notes
Presentation Notes
Priorities:Create real, relevant learning experiencesFoster community engagementBusinesses are key partners in strengthening our long-term talent pipeline and addressing skills gaps, not just rushing to fill short-term jobsFor businesses, engaging with K-12 and postsecondary is not a charitable activity, it is part of their long-term talent solution strategy – it is a business imperativeACADEMIES OF NASHVILLEThe Chamber serves as a resource to the MNPS Academies of Nashville by engaging the greater business community in the success of students and teachers. In partnership with MNPS and PENCIL, the Chamber hosts regular meetings for the Academies of Nashville Partnership Councils. The Partnership Councils create, evaluate, and maintain a framework for the nearly 400 school-business partnerships. Industry certifications provide students with relevant industry credentials and an edge in the labor market after high school and while completing a postsecondary program. The Chamber engages business partners to determine which certifications are most relevant and matches business mentors to coach student credential attainment. The Chamber developed the Academy to Postsecondary Education Pathways to advise students and counselors on steps to a postsecondary credential or degree at a community or technical college leveraging Tennessee Promise scholarships. The Teacher Team Externship Program provides teachers an opportunity to interact with Chamber staff and have a real-world business experience to bring back to the classroom. A team of Glencliff High School teachers joined the Chamber’s two-day Nashpreneurs Conference in June 2021 and developed a project for students based on what they learned.In 2020, the Chamber and MNPS piloted Career Launch, the Academies’ first pre-apprenticeship program. The first cohort included nearly 70 ninth-grade fellows focused on three career pathways – electrical, culinary, and healthcare.



PRIORITIES

• Strengthening alignment and rigor of career pathways

• Designing, implementing and scaling real-world work experiences

• Building seamless transitions to support postsecondary success

• Closing equity gaps

Presenter Notes
Presentation Notes
(REFERENCED EARLIER IN PRESENTATION)NEW SKILLS READYIn October 2020, JPMorgan Chase announced Nashville as one of six U.S. sites selected for the New Skills Ready grant, providing a $7 million investment in Nashville over the next five years. The grant supports the seamless transition of underrepresented students from MNPS into Nashville State Community College (NSCC) to earn a credential or degree and enter a high-wage, high-demand career. It also accelerates the development of equitable career pathways critical for the city’s rebounding economy. The Chamber is serving as the site lead and fiscal agent for the grant. Other partners include MNPS, NSCC, Middle Tennessee State University, Tennessee Department of Education, Tennessee Higher Education Commission, Tennessee Department of Labor and Workforce Development, Tennessee Board of Regents, Tennessee College Access and Success Network, the Scarlett Family Foundation, and the Mayor’s Office.(REFERENCE FROM EARLIER SLIDE)COMPETENCY-BASED IT PROGRAMMING CURRICULUMFunded through a grant from JPMorgan Chase, the competency-based programming credential offers students a flexible, self-paced curriculum to enter an IT career. The course launches at Nashville State Community College in the fall of 2021. Columbia State Community College is developing a similar curriculum on the Williamson County campus. The Chamber’s communications team developed a marketing and social media plan to target underrepresented populations to enroll and gain a credential to enter or advance in a career in IT programming.e Mayor’s Office.



Cabinet for 
Great Nashville 

Schools 

5 Goals: 
1.Establish an effective, accountable governance structure.

2.Ensure effective management systems that build accountability of 
MNPS leadership.

3.Ensure all Metro schools have outstanding teachers and create a 
pipeline of future leadership.

4.Create an infrastructure and culture for innovation across all 
aspects of education impacting student’s success.

5.Ensure that MNPS has the community, support, funding and 
resources to achieve student and system performance goals. 



OPPORTUNITIES TO ENGAGE & SUPPORT



POST SECONDARY 
ENVIRONMENT 

• Universities

• Community Colleges

• TCAT Schools

• HBCU’s

• Private
18 Colleges & Universities 

Home to 123,000 students 





BUILDING TALENT PIPELINES THROUGH 
COLLABORATIVES

Presenter Notes
Presentation Notes
NASHVILLE TALENT HUB AND NASHVILLE RECONNECTNashville Reconnect is part of Tennessee Reconnect, an initiative to help adults return to higher education to gain new skills, advance in the workplace, and fulfill lifelong dreams of completing a degree or credential. Nashville Reconnect currently serves 1,030 adults in the Nashville Promise Zone and adjacent zip codes, 422 of whom are enrolled and 608 are pre-enrolled. Of the total number of Reconnectors, 56% are Black, 31% are White, and 4% are Hispanic/Latinx. The Nashville Talent Hub provides neutral navigation and connection to wraparound services in two Reconnect Cafés while working with employers to leverage Reconnect grants to build internal and external pipelines of talent. The Chamber has trained more than 250 people from employers, churches, community-based organizations, and training and education providers to serve as Reconnect Ambassadors.The Nashville Talent Hub, designated by the Lumina Foundation in 2017, brings together community-based organizations, churches, employers, and government agencies to increase college enrollment, persistence, and success. COLLEGE PROMISE 2.0We are part of a team that was awarded a Kresge Grant with TN College Access & Success Network – Called College Promise 2.0 (CoPro 2.0) or Nashville Flex. Some of the funds will come to the Chamber to support our Reconnect Ambassador Training and staff time. The primary goal of this grant is to provide a proof point for part-time Tennessee Promise. Currently, all students must go full-time to access a TN Promise grant, but many MNPS students going to community college end up working and going to school part-time.



Strategy 1: Organize Employer 
Collaboratives

Strategy 2: Engage in Demand 
Planning

Strategy 3: Communicate 
Competency and Credential 
Requirements

Strategy 4: Analyze Talent Flows

Strategy 5: Build the Talent 
Pipeline

Strategy 6: Align Incentives for 
Continuous Improvement

Talent Pipeline Management/COUNCIL

Presenter Notes
Presentation Notes
5 FORUMS  - FATIMA LEAD 



TALENT 
SOLUTIONS 

COUNCILS

Advanced Manufacturing

Construction/Maintenance

Health & Patient Care

Hospitality/Culinary

Information Technology

Presenter Notes
Presentation Notes
TALENT SOLUTIONS COUNCILS AND TALENT SOLUTIONS FORUMSThe Talent Solutions Councils are comprised of human resource decision-makers from key employers solving common HR challenges using a supply chain management framework from the U.S. Chamber of Commerce Foundation’s Talent Pipeline Management System. The Chamber also hosts quarterly Talent Solution Forums to inform and inspire action by employers in talent supply solutions.



Talent Solutions
Forums

Forums on workforce solutions with best 
practices and calls to action for employers

Topics include:
• Tennessee Reconnect
• Attracting and Retaining Young 

Professionals
• Impact of Employee Health and Wellness 

on Productivity
• Building Talent Pipelines through Work-

Based Learning and Apprenticeships
• Managing a Multi-generational 

Workforce



WHY IS TALENT SO HARD TO FIND?

Demographic Changes Labor Force Participation Skills Gaps Employee Preferences

Presenter Notes
Presentation Notes
WHY IS TALENT SO HARD TO FIND?Labor Force Participation:Working to increase labor-force participation in short-term and long-termShort-termAdult education – work-based learning, dual enrollmentMilitary transitions – 400 service members transition out of Ft. Campbell per month, about 6,000 per year, does not include spousesRe-entry from incarcerationUnemployedLong-termWork experience in high school, work-based learning programs in high school3rd grade reading levelsHiring Trends:Wage pressures/inflation – competitive market, particularly in industries paying hourly wagesTurnover – many employees looking for a change in career coming out of the pandemicEmployers offering more flexibility – remote working, revising hiring requirements, including educational barriers to entry, prior experience, background checks and drug testing policies, offering sign-on bonuses, moving expenses, etc.Employee preferences – work-life balance, better pay and career growth opportunitiesBarriers employees face include childcare, transportation, affordable housing, and the benefits cliffBusinesses are looking at uniquely skilled populations – veterans and soldiers transitioning out of the military, individuals with disabilities – bringing “all abilities” into the workplace, neuro-diverse populations, formerly incarcerated populations – re-entry or “second chance hires” – works best to transition to work before re-entry; businesses are also more willing to hire high schoolers and retirees for part-time workUpskilling existing workforce and providing more on-the-job trainingRole of AI and Automation in the future, accelerating due to labor shortages



UNEMPLOYMENT RATE

Source: JobsEQ, Nov 2021. Shaded areas represent national recessions.

Nashville MSA unemployment rate has reached pre-pandemic levels.
February 2020 = 2.9%
November 2021 = 2.6%

Presenter Notes
Presentation Notes
The unemployment rate for the Nashville-Davidson--Murfreesboro--Franklin, TN MSA was 2.6% as of November 2021. The regional unemployment rate was lower than the national rate of 3.9%. One year earlier, in November 2020, the unemployment rate in the Nashville-Davidson--Murfreesboro--Franklin, TN MSA was 4.3%. 



OCCUPATION GAPS
Potential average annual occupation gaps over 10 years in Nashville MSA

Source: JobsEQ, Nashville MSA, Q2 
2021

Presenter Notes
Presentation Notes
Long-term projections of supply and demand for occupations the Nashville MSA. Negative gaps (red bars in the chart) represent occupations where expected demand exceeds supply, meaning more training or support may be needed to grow occupation supply enough to meet the demands of businesses. Slow-growing or contracting occupations often represent potential supply surpluses.



AWARD GAPS
Two-year degree or higher only

Source: JobsEQ, Nashville MSA, Q2 
2021

Presenter Notes
Presentation Notes
See where postsecondary awards in Nashville MSA are exceeding or below job demand from local industries, pointing to potential talent surpluses or shortfalls.



Total current job postings in Nashville MSA: 50,545

Source: JobsEQ RTI Report, Nashville MSA, 1/28/2022

JOB OPENINGS

No Occupation Active Job Ads Median Annual Wage

1 Retail Salespersons 2,502 $30,527
2 Registered Nurses 1,736 $62,400
3 Stockers and Order Fillers 1,709 $31,567
4 First-Line Supervisors of Retail Sales Workers 1,546 $35,360
5 First-Line Supervisors of Food Preparation and Serving Workers 1,384 $38,908
6 Fast Food and Counter Workers 1,320 $27,163
7 Software Developers 1,065 $104,000
8 Sales Representatives of Services, Except Advertising, Insurance, Financial Services, And Travel 1,039 $57,486
9 Customer Service Representatives 949 $31,720
10 Medical and Health Services Managers 924 $72,670



WHAT IS THE CHAMBER DOING TO 
HELP BUILD TALENT PIPELINES?

Research and workforce 
projections to inform 
training and career 

pathways

Partner with employers 
to determine immediate 

and future workforce 
needs and connect 
employers to talent 
pipeline solutions

Collaborate with 
workforce partners, 

education and training 
providers 

Reduce barriers for 
underserved populations 
and advocate for policies 
that expand equity and 

access



REMOVING BARRIERS TO EDUCATION

FOOD SECURITY

CHILDCARE HOUSING

TRANSPORTATION

DIGITAL ACCESS
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Presenter Notes
Presentation Notes
Employers rely on three sources for workforce: retention, in-migration, and a strong pipeline of talent from the regionThe Nashville MSA has seen strong retention & in-migration for more than a decadeIn 2019, 3.4% of the total Nashville MSA population had moved from a different state within the past year. The top locations people are moving from include LA, Chicago and New York.Retention and in-migration are fueled by being a place where people want to live; quality of life is a key characteristicThere are factors we must continue to focus on if we want to maintain a competitive advantage – quality pre-K through 12th grade education, mobility and transportation, housing affordability, health and safety, greenspace, parks and trails, arts, entertainment, and cultural amenities that enhance Nashville’s distinct character as a creative hub.Our primary area of focus is preparing our homegrown population to meet immediate and long-term needs of employers through:proactive outreach to students and younger workers, retraining and upskilling adults and nontraditional job seekers, focusing on equitable access and training opportunities for underrepresented populations,partnerships between high school and our community and technical colleges including dual enrollment, early college and strengthening of career pathways,work-based learning opportunities, apprenticeships and pre-apprenticeships, breaking down silos and supporting regional coordination between educational institutions, workforce development boards, labor groups, community organizations and employers, andbroadening hiring strategies.Specifically, these efforts help connect job seekers and students to career pathways that lead to family sustaining wages and benefits



VETERANS AND 
MILITARY TRANSITIONS
• More than 400 Soldiers transition into civilian life 
from Fort Campbell each month.

• 31% remain in the Nashville area.

• 85% seek immediate employment.
• 75% entry-level
• 25% management-level

• Military spouses are also part of the talent pool.
• 60% of transitioning Soldiers are married 

with children.

Presenter Notes
Presentation Notes
FORT CAMPBELL TALENT PIPELINEThe Chamber is working with the Northern Middle TN Workforce Board and Fort Campbell to build a process around employer connection to exiting soldiers. The goal of this work is to retain valuable talent exiting the military to fill workforce needs in Middle Tennessee and beyond.



What makes the Nashville market different in terms of workforce 
development?



Rena Hall, Ed.D. 
Vice President, Education Initiatives

rhall@nashvillechamber.com
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