
1 
 

 

Talent and Prosperity for All (TAP) Job Quality Work Group 
Phase One Report  

 

Work Group Co-Leads 

Paulette Beadling, Career Pathways Policy Associate, Workforce Board  

Darcy Hoffman, Director of Business Services, Workforce Southwest Washington  

Work Group Sponsor  

Cherika Carter, Secretary Treasurer, Washington State Labor Council  

Work Group Members 

Anne Goranson, Strategic Initiatives Manager, Employment Security Department  

Emmanuel Flores, Workforce Development Director, Washington State Labor Council, AFL-CIO  

Jeannine Chandler, Division of Vocational Rehabilitation Business Relations Manager, 
Department of Social and Health Services  

Jessica Barr, North Sound Regional Director, Employment Security Department  

John Glynn, Manager of Strategic Initiatives, Washington Workforce Association  

Kairie Pierce, Workforce Innovation Sector Lead, Dept. of Commerce  

Tessa McClellan, Director of Industry Strategies, Workforce Development Council of Seattle-King 
County 

 

September 2025 
 

 



2 
 

 
 

Work Group mission, vision and goal statement 
Workforce Board and Work Group Vision: Every Washington community is thriving, inclusive, 
and economically resilient. 

Workforce Board and Work Group Mission: We champion strategies, and align organizations 
and stakeholders statewide to enable the future of work, which ensures a successful business 
climate and livable-wage jobs for all. 

Work Group goal statement: The Job Quality Work Group aims to: 

• Define a shared, equity-centered job quality framework for Washington State’s workforce 
system 

• Establish measurable indicators to track progress 
• Promote the framework’s adoption by educating interest-holders on its benefits and 

various uses 
• Focus on efforts to increase job quality for all and foster equal partnership between 

employers and workers 
• Recognize that strong job quality is foundational to thriving communities and economic 

development across the state 
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How we got here – Year one activity milestones  
• Work group established; monthly meetings started June 2024 
• Creation of and agreement on a year one timeline; July 2024 
• Development of a statewide job quality survey; August-November 2024 
• Survey deployment; November 2024-February 2025 
• Survey data analysis and creation of a survey key findings summary report; February-May 

2025 
• Completion of a literature review; June-July 2025 
• Completion of a year one progress report with framework recommendations 

 

Why a framework and definition are needed 
Defining job quality and developing a supporting framework is foundational—it turns a broad 
aspiration of the state’s workforce system into a cohesive, strategic, and accountable effort that 
can drive meaningful change in our state’s labor market. Key reasons for developing a job 
quality definition and framework include the following: 

Creates a shared understanding and language. Job quality can mean different things to 
different groups. A clear definition builds a common understanding of what makes a good job. 
This reduces confusion and helps policymakers, employers, workers, and advocates take 
coordinated action. 

Sets a clear vision and goals. Defining job quality from the start gives the strategy specific and 
measurable priorities. It guides decisions about which policies, sectors, or programs to focus on 
and turns broad ideas into concrete goals. 

Allows consistent measurement and evaluation. A clear definition and framework make it 
possible to track progress, measure impact, and spot gaps. Without this clarity, efforts may lack 
accountability or show mixed results. It also supports the use of evidence-based policymaking. 

Encourages collaboration across sectors. Workforce development, economic development, 
education, labor, and other sectors often work separately. A shared framework for job quality 
can be used to connect efforts and encourage collaboration. 

https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwtb.wa.gov%2Fwp-content%2Fuploads%2F2025%2F06%2FWA-Job-Quality-Survey-Summary-Report-2025.pdf&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7C9feb691372d5427bd82108dda4577017%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638847417625719391%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=sm7wk%2BAq0BO9ID5f8f0Yyk%2FXlARXLlTtUuWXC6YkgvM%3D&reserved=0
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwtb.wa.gov%2Fwp-content%2Fuploads%2F2025%2F07%2FJob-Quality-Work-Group-Literature-Review.pdf&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7C4713e50f292c4aedea1408ddcad2db57%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638889729186163846%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=RbOnSCULYJMDvMzfyDJ7sAYxfhHddunRVk6NZ6%2Fea1M%3D&reserved=0
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Promotes equity and inclusion. A well-designed definition can focus on equity by highlighting 
which workers and sectors face the biggest challenges. It ensures strategies improve conditions 
for people who have historically been left out or had limited access to opportunities. 

Builds public and community support. Explaining clearly what job quality means can 
strengthen public trust. It shows why improving job quality is important for economic growth, 
worker well-being, and healthy communities. 

 

Workgroup process 
The workgroup arrived at the following framework requirements, job quality elements and 
considerations based on their review of existing federal, state and regional job quality 
frameworks, job quality survey results, and a review of relevant literature.  

Requirements for the Framework 
• The framework should be easy for employers and other interest-holders to access  
• Simple is better; it needs to be digestible  
• Focus on values rather than compliance  
• Holistic approach 
• Continuum model (recognizes that job quality exists on a spectrum, not simply good vs. 

bad) 
• Reflect that there are certain elements of job quality that form a foundation for a quality 

job 
• Reflect how workers experience job quality—as a set of interconnected elements, where 

core essentials are tightly linked with other important factors 
• Inclusive of all industries, all types of companies, all types of jobs 
• Incorporates the UW self-sufficiency calculator as a measurement tool 

 
 

 

 

 

 

https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwtb.wa.gov%2Fwp-content%2Fuploads%2F2025%2F06%2FWA-Job-Quality-Survey-Summary-Report-2025.pdf&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7C9feb691372d5427bd82108dda4577017%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638847417625719391%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=sm7wk%2BAq0BO9ID5f8f0Yyk%2FXlARXLlTtUuWXC6YkgvM%3D&reserved=0
https://selfsufficiencystandard.org/washington/
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A draft job quality framework   
There are three foundational features of job quality as identified by the work group:  

1. Stability  
2. Opportunity 
3. Belonging   

These categories include the following job quality characteristics:  

Stability  

• Compensation (self-sufficiency income) 
• Comprehensive benefits  
• Job safety and job security  
• Flexible work arrangements 

Opportunity  

• Accessible recruitment and hiring and onboarding practices 
• Career advancement and professional development 
• Tech-enabled, worker-centered artificial intelligence integration  

Belonging 

• Worker rights, voice, empowerment and representation   
• Workplace culture and engagement 
• Diversity, equity, inclusion, and accessibility (DEIA)  

 

Considerations  
The workgroup’s research identified key considerations for defining and measuring job quality.  

Definition: What is job quality as it relates to Washington’s workforce system?  

The workgroup determined that the definition should be broad to fit jobs across industries and 
geographies and should be a resource for a range of partners. They initially intended to 
recommend a formal definition of job quality based on the framework itself after gathering 
industry, system, and user feedback and finalizing the framework. However, a request was made 
at the Aug. 20, 2025, board meeting for the group to formalize a draft definition. That draft 
definition is included below. 
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Definitions of job quality  
The workgroup reviewed existing definitions of job quality and good/quality jobs to inform their 
work.  

Note: Most people commonly understand a good job or quality job to refer to a job that meets 
basic standards like fair wages, some benefits, and safe working conditions. Employment that 
supports a stable livelihood may not always include things like long-term growth or worker 
voice. 

Job quality, however, is a comprehensive concept that includes more than pay, benefits, and safe 
working conditions. It encompasses things like career advancement opportunities, inclusive 
culture, worker voice, supportive and engaging environments, stability, and more. Job quality 
also emphasizes economic mobility, equity, and long-term well-being. This comprehensive 
concept aligns with the job quality workgroup’s activities over the last year, creating a draft job 
quality framework to potentially guide Talent and Prosperity for All (TAP) implementation.  TAP is 
the state’s four-year strategy for a strong and successful workforce development system that 
aims to help employers, workers and communities succeed. 

Examples of job quality definitions include: 

Urban Institute/Aspen Institute adaptation. The conditions resulting from a continuum of job 
characteristics that relate to worker preferences and well-being, including their economic 
stability and security, balance, prospects for upward mobility and opportunity as well as equity, 
respect, voice, and belonging.  

Colorado State Workforce Development Council. The council defines job quality as occurring 
on a continuum, and when the features of a job meet the needs of workers and allow the 
business to thrive. At a minimum, a good job allows for workers to meet basic needs by 
providing: 

• Wages that provide predictable income that covers basic living expenses and allows for 
wealth building 

• Benefits that facilitate a healthy, stable life  
• A schedule that enables workers to balance the other demands of life 
• Working conditions offer an environment that promotes physical, emotional, and 

psychological safety and wellness 
• Employers establish transparent growth opportunities to advance along a career pathway 

and increase pay 
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• Sense of belonging in an inclusive environment where individuals are accepted and 
connected to one another 

The Aspen Institute. (This definition is for good jobs as opposed to job quality.) 

• Economic stability. Good jobs provide workers with confidence that they can meet their 
basic needs — for healthy food, a safe place to live, healthcare, and other essentials — for 
themselves and their families now and in the future. 

• Economic mobility. Good jobs provide clear pathways into them and an equitable chance 
of hiring. They provide mobility over a career through opportunities to learn, to advance 
to new positions, to be recognized for accomplishments, to save, and to build wealth. 

• Equity, respect, and voice. Good jobs respect the contributions that people bring to an 
organization, without regard to their gender, race, ethnicity, level of educational 
attainment, or other demographic characteristics. They engage workers in understanding 
their work and how it advances the goals of the organization. Workers in good jobs have 
the power to ensure that concerns about working conditions or ideas for improving 
workplaces will be fairly considered and acted upon. 

San Diego Workforce Partnership. (This definition is for a quality job.) 

• A quality job is a position that contributes to household stability through:  
o Reliable, predictable earnings which provide a pathway to self-sufficiency for family 

size  
o Working conditions that are safe, free from discrimination and harassment, and 

welcoming of workers concerns and ideas for improvement 
o Opportunities to learn, grow and advance either within the organization or the 

field  
o A set of support systems, benefits and options that align with the needs of a 

workers’ life circumstances and career goals 

Columbia-Willamette Workforce Collaborative. Definition includes quality jobs standards, 
self-sufficiency wages, safe working conditions, worker engagement, predictable hours, 
comprehensive benefits, accessible hiring and onboarding practices, and training and 
advancement opportunities. Details follow. 

• Quality jobs standards bring clarity to the conversations on job quality in the region and 
serve as a tool for the local workforce development boards to further focus their program 
offerings to job seekers and businesses, as well as their partnerships with employers and 
community-based organizations.  
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• Self-sufficiency wages. A quality job provides sufficient income to afford a decent 
standard of living. For example, jobs that offer pay consistent with published self-
sufficiency standards that consider family composition and cost of living.  

• Safe working conditions/worker engagement. A quality job offers employees dignity and 
respect and welcomes engagement in workplace operations. For example, quality jobs 
uphold and enforce anti-harassment and anti-discrimination policies and provide 
reasonable accommodation to employees with disabilities.  

• Predictable hours. A quality job offers employees predictability on the number of hours 
they are offered per week to minimize hardship on employees and their families.  

• Comprehensive benefits. A quality job provides basic benefits that increase economic 
security, improve health and overall well-being. Quality jobs include healthcare, childcare, 
transportation, wellness programs, and access to retirement savings programs, among 
other supports.  

• Accessible hiring and onboarding practices. A quality job offers transparent and 
accessible hiring and onboarding practices to ensure that employer and employee are set 
for success. 

• Training and advancement opportunities. A quality job provides opportunities to build 
skills and access new roles and responsibilities in a workplace. For example, quality jobs 
offer internal pathways to support career progression, professional development, and 
incumbent worker training opportunities. 

Washington Student Achievement Council’s Washington Jobs Initiative. (This program is 
supported by a $23.5 million Good Jobs Challenge grant from the U.S. Department of 
Commerce.) 

• Quality jobs are defined as those that provide a family-sustaining wage, benefits (including 
paid leave, health insurance, and retirement), and opportunities for career advancement 

TAP Work Group Job Quality draft definition. Job quality encompasses a continuum of job 
characteristics that shape worker preferences and well-being while providing employers with the 
foundation to attract, retain, and fully engage their workforce. The characteristics are grouped 
into three foundational features of job quality: stability, opportunity and belonging.  

• Stability refers to the foundational elements of a job that provide workers with consistent 
and secure conditions, enabling them to maintain their livelihood and plan for the future 
with confidence. A stable job supports an individual's overall well-being through four 
interconnected elements: 

o Compensation at or above self-sufficiency standard 

https://www.eda.gov/arpa/good-job-challenge
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o Comprehensive benefits  

o Job safety and job security  

o Flexible work arrangements 

• Opportunity refers to the extent to which a job offers equitable access to growth, 
learning, and long-term career success. It emphasizes removing barriers and creating 
pathways that allow all workers—regardless of background or starting point—to thrive, 
adapt, and advance in a changing workforce increasingly shaped by new and emerging 
technologies, with decisions designed to strengthen both employer competitiveness and 
worker well-being. Core elements of opportunity include: 

o Accessible recruitment, hiring and onboarding practices 

o Career advancement and professional development 

o Tech-enabled, worker-centered artificial intelligence integration  

• Belonging refers to the extent to which workers feel valued, supported, respected, and 
included in the workplace. It emphasizes the human and relational aspects of job 
quality—ensuring that employees are not just present, but are heard, empowered, and 
able to fully participate in shaping their work experience. Belonging is created through 
three interconnected elements: 

o Worker rights, voice, empowerment and representation   

o Workplace culture and engagement 

o Diversity, equity, inclusion, and accessibility (DEIA)  

 

Measurement: How should job quality be measured?  
Once the foundational framework is in place, the next step is to test and explore approaches to 
measurement, such as statistical modeling. Future phases may focus on identifying or refining 
which core elements should be prioritized for measurement. Just as job quality itself is 
multidimensional, so too must the strategies for measuring it. What works well for one element 
may not apply to another. The goal is not to find a single correct way to measure job quality, but 
to recognize the value of multiple methods and perspectives. Exploring a range of measurement 
approaches will provide a more accurate and more complete picture of job quality across its 
many dimensions. 
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There are some questions to explore with the Board and system interest-holders when it comes 
to measuring job quality. Their input will help determine the next steps for a future phase of 
work to include measuring job quality elements.  

• Should the focus be on one category of job quality elements, such as stability or 
opportunity?  

• Does it make sense to start with what survey respondents told us was most important? 
(compensation)  

• Where does the workforce development system have the most opportunity to make an 
impact?  

• Where does the Board have the most opportunity to make an impact?  

Measuring this information is complex. We need to look at the different data sources we plan to 
use and check if they can provide the details we want to measure. This means carefully reviewing 
the data each source gives us and removing sources that don’t fit or can’t be connected back to 
workforce system users.  

Doing this work will take time, careful decisions, resources, and expertise in data analysis. The 
Workforce Board already has some staff with the skills to help but additional resources would 
likely be needed. 

Below is an early list of possible ways to measure job quality. Please note, there are caveats and 
more time is needed to explore the possibilities. There are many ways in which job quality and 
its elements can be measured.  

Measurement data accessible now 
Compensation. This element can be measured to show the average increase in income over 
time. There are a number of sources such as:  

• Employment Security Department (Covered Employment (QCEW) | Employment 
Security Department) 

• U.S. Bureau of Labor Statistics (Occupational Employment and Wage Statistics) 
• Census American Community Survey data (S1903: Median Income in the Past 12 ... 

- Census Bureau Table) has median household income by race and gender 
demographics, but note that it is income versus wages and includes non-wage 
components such as transfers. 

The work group recommends incorporating the University of Washington Self Sufficiency 
Calculator into the framework if the Board and partners can agree on measuring household 

https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fesd.wa.gov%2Fjobs-and-training%2Flabor-market-information%2Femployment-and-wages%2Fcovered-employment-qcew&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7Cfced6ed9d2264f232b4a08dd94a9b869%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638830178841822684%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=shNv98qJR9xBkYrSsSUmSg%2F7%2FFKWKwBvsEjepsbDgVM%3D&reserved=0
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fesd.wa.gov%2Fjobs-and-training%2Flabor-market-information%2Femployment-and-wages%2Fcovered-employment-qcew&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7Cfced6ed9d2264f232b4a08dd94a9b869%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638830178841822684%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=shNv98qJR9xBkYrSsSUmSg%2F7%2FFKWKwBvsEjepsbDgVM%3D&reserved=0
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fdata.bls.gov%2Foes%2F%23%2Farea%2F5300000&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7Cfced6ed9d2264f232b4a08dd94a9b869%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638830178841844828%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=cNtr9dUAO0uPIWkFENzEzVRegvtXykA8u7DFx6KvTcI%3D&reserved=0
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fdata.census.gov%2Ftable%2FACSST1Y2023.S1903%3Ft%3DIncome%2Band%2BPoverty%26g%3D040XX00US53&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7Cfced6ed9d2264f232b4a08dd94a9b869%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638830178841859265%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=2nvjvMIkVCSNAiIK3K2h5La%2B%2B7%2BBMGGRiBJRbvXF1Xk%3D&reserved=0
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fdata.census.gov%2Ftable%2FACSST1Y2023.S1903%3Ft%3DIncome%2Band%2BPoverty%26g%3D040XX00US53&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7Cfced6ed9d2264f232b4a08dd94a9b869%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638830178841859265%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=2nvjvMIkVCSNAiIK3K2h5La%2B%2B7%2BBMGGRiBJRbvXF1Xk%3D&reserved=0


11 
 

income versus an individual’s wages. For example, a quality job compensates workers at or 
above the calculator’s living wage threshold.  

Diversity and inclusion. This element could be monitored by tracking the increased 
representation of underrepresented groups within the workforce. Census data provides labor 
force participation rate by race, by state.1 A question could also be added to the Workforce 
Board’s employer survey to supplement this data, including a question about representation of 
underrepresented groups in leadership roles.  

Worker rights. Union coverage or membership rate (U.S. Bureau of Labor Statistics), percent of 
workers with collective bargaining agreements in place. (Not all professions are unionized.)  

Job safety and working conditions. Occupational injury and illness rate or the number of 
OSHA violations per 1,000 workers (state Department of Labor & Industries data.)  

Fewer people in poverty. American Community Survey Data (ACS) can be used to measure this. 

Measurement data available now but not fully accessible 
Career advancement and professional development. This could be measured by looking at 
employee participation in the 12 training programs the workforce system already tracks or 
monitors (there are 12 programs currently being monitored). With the new occupational data 
that ESD is collecting, this information could show movement to higher wage quartiles over 
time. However, it would require significant research resources. Please note, it is not currently 
possible to break down this data by demographics, because no one currently collects that 
information.  

Job stability and security. Percent of workers in full-time versus part time jobs and/or 
employment to population ratio.  

Tech-enabled, worker-centered AI integration:  

Occupational projections and automation risk scores. Combine state employment 
projections with tools like O*NET’s Automation Index or the Brookings Institution’s automation 
risk scores to help identify which occupations that AI or automation is most likely to impact. 
Changes in wages, job openings, and turnover in those occupations could be tracked over time. 

Job displacement trends. Use unemployment insurance claims data to spot patterns in job 
losses within sectors undergoing technological transformation (such as manufacturing, retail, 

 
1 https://data.census.gov/table?q=labor+force+participation&g=040XX00US53 

https://www.onetcenter.org/automation/high.html
https://www.brookings.edu/topics/artificial-intelligence/
https://www.brookings.edu/topics/artificial-intelligence/
https://gcc02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fdata.census.gov%2Ftable%3Fq%3Dlabor%2Bforce%2Bparticipation%26g%3D040XX00US53&data=05%7C02%7Cpaulette.beadling%40wtb.wa.gov%7C913c6774f44f4f8afb2908dda39d1002%7C11d0e217264e400a8ba057dcc127d72d%7C0%7C0%7C638846617219819333%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=IeyXXUqSJjyF8gMKBEBAUydV94aY%2Fq%2BhS%2Fg%2BQe3MCZ0%3D&reserved=0
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customer service.) Look for spikes in displacements that coincide with the adoption of new 
technologies. 

Shifts in job seeker demand and reskilling needs. Review and quantify the types of training 
services requested by job seekers (e.g., digital literacy, cybersecurity, AI/data analytics). 

Training enrollment shifts. Monitor increases in enrollment for programs related to AI, 
information technology, and digital upskilling. Compare that with enrollment drops in more 
automatable occupations to gauge workforce response. 

Wage growth/decline in disrupted sectors. This would require identification of disrupted 
sectors by NAICS codes, which could then be compared against changes in wages. 

Benefits. The biannual Workforce Board Employer Survey has historically asked “Which of the 
following benefits do you provide to any of your employees?” (sick leave, other leave, health 
insurance, contribution to pension/retirement). It would be possible to consider a revision to this 
question going forward to be more inclusive of the benefits employers provide to all employees. 
The original wording assumes a traditional full-time employment model, and some employers 
may offer different types of benefits depending on employee status (full-time, part-time, 
seasonal, temporary, contract.) To make the question more inclusive and capture the full range 
of benefits, one could ask: “Which of the following benefits do you make available to any of your 
workers (including full-time, part-time, temporary, or seasonal staff)?” 

There is also the National Compensation Survey: Employee Benefits in the United States, March 
2022 : U.S. Bureau of Labor Statistics. It offers benefits information that separates data by 4-digit 
Standard Occupational Classification codes with additional detail by industry.  

Recruitment and hiring. For hiring, compare the demographics (race, gender, age, disability 
status, veteran status) of those registered in the state’s public workforce system (such as 
WorkSource) with those who are hired. Data from registered apprenticeship and pre-
apprenticeship programs could be used to measure access to high-quality job pipelines by 
underrepresented groups and transition rates from training to employment enrollment and 
completion. 

Employers have the talent they need. A question could be added to the Workforce Board 
employer survey to provide insight on this topic.  

https://www.bls.gov/ebs/publications/september-2022-landing-page-employee-benefits-in-the-united-states-march-2022.htm
https://www.bls.gov/ebs/publications/september-2022-landing-page-employee-benefits-in-the-united-states-march-2022.htm
https://www.google.com/search?sca_esv=f7156635f6e9a261&rlz=1C1GCEO_enUS1121US1121&q=Standard+Occupational+Classification+codes&sa=X&ved=2ahUKEwivsa7ZmrCOAxU2M0QIHbxqOqQQxccNegQIOBAB&mstk=AUtExfBRySdHUvuU_Crb35hFu5iLjONQvOKGQVIz3OZ4qP9KFneREWSqA8t79w27qaPWEKeRb9gZzObk9ZTY3mbhyUWmCHpzoUmnoJDtMIYNpECtdGbY9WvaxhOyzFXzmG5AWgs&csui=3
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Measurement data unavailable now 
Schedule predictability. It would be ideal to measure the percentage of workers with and 
without schedule predictability, but the work group was not able to identify a current data 
source.  

Flexibility, or percentage of workers with flexible schedules. The state is not currently 
measuring this. Measuring flexibility would require determining a new method for data 
collection.  

Culture. The state is not currently measuring this, so a new method for data collection is 
needed. Options include surveys, partner data sources, or employer-reported data (via survey 
most likely) on topics including: 

• Existence of DEI initiatives and employee resource groups 
• Mental health or wellness benefits offered 
• Policies supporting flexibility and caregiving 
• Managerial training programs on empathy, equity, and inclusion. 

Increased job quality. This would depend on the final definition of job quality, what elements 
are included in the finalized framework and how job quality elements are measured. 

 

Potential Future Activities  
The work group could select activities from the following list based on relevance and capacity. 
(They are not committing to completing the entire list.) Existing resources do not allow for the 
completion of this full list in the next phase. The workgroup has flagged two activities as the 
most important and best next steps to advance job quality for TAP:  

• Gather feedback on the draft framework, definition and potential metrics from industry, 
system partners, and users  

• Engage key advisory groups, including the TAP Industry Advisory Committee and 
Economic Justice Alliance’s Advisory Council 

The workgroup identified other activities to consider after gathering feedback and engaging 
advisory groups:  

• Build buy-in and align priorities 

• Establish a group charter  
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• Collaboration with the Performance Accountability Work Group to explore and define 
metrics 

• Finalize a clear, practical, and goal-aligned job quality framework 

• Determine potential pilot projects 

• Define the scope, goals and objectives for a framework initial rollout  

• Develop an implementation plan with timeline, resources, communication strategies, and 
action steps as well as identify necessary policy changes, investments or initiatives to 
support rollout 

• Produce summaries, reports, and policy recommendations as needed 
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