Industry and Inclusion 4.0
National Learning Cohort

Linking Manufacturing to an Equity Imperative
● Legacy manufacturing was a stabilizer in cities and towns across America

●

○ Broadly accessible
○ Offered on-the-job training
○ Mid-sized and larger employers that were well-known in local communities
○ Commodity production
○ Yet, inequities existed for workers of color
Manufacturing today offers career ladders and opportunities to build
generational wealth, however:
○ Less accessibility
○ More technical skills required to get and advance in jobs
○ Smaller employers;diffuse networks
○ Customized and/or highly specialized production

❖ ⅓ of Young Black
Men Out of School
or Out of Work
❖ Thousands of
unfilled
manufacturing jobs
in Chicago area
❖ Largest group of
jobs required less
than 2 year
experience and only
a HS Degree

Cohort Members
●
●
●
●
●
●
●
●

Jane Addams Resource Corporation, https://www.janeaddams.org/ (Chicago/Baltimore)
Lightweight Innovations for Tomorrow, LIFT,
https://lift.technology/ (Detroit),
MAGNET, http://magnetwork.org/(Cleveland),
Manufacturing Renaissance. https://www.mfgren.org/
(Chicago)
Menomonee Valley Partners. http://thevalleymke.org/
(Milwaukee)
MxD, https://mxdusa.org/ (Chicago)
Northland Workforce Training Center (Buffalo)
http://northlandwtc.org/
Wisconsin Regional Training Partnership (Milwaukee)
http://wrtp.org/
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• What is your purpose for participating in the cohort?
• What are the barriers or challenges to participation in the cohort?
• What methods were used to facilitate participation in the cohort?

• What is the most important benefit of program(s) offered by the workforce
organization?
• What are the qualities of the ideal new employee?
• How did you build trust in the partnership?
• How important are credentials to success?

• What is the value of partnering with a workforce organization?
• How does working within the current educational structure help or hinder your
effectiveness working with workforce organizations?

• “How important was training to gaining an entry-level position?”
• What are some steps taken by the workforce organization to make training
accessiblee

•
•
•
•
•

How effective are credentials in making entry level jobs more accessible?
What are the qualities of the ideal new employee?
What beyond job skills facilitates career advancement?
What is your vision of equity and inclusion success?
How does the manufacturing industry need to change to expand opportunities for
advancement?

Training & Education
● Industry Recognized Credentials: Critical but not
●
●
●
●

Sufficient
From skills training to a learning mindset: our training
systems not community members who have deficits
Elevate pathways to higher education in Manufacturing
Trauma informed approaches
Overcoming tangible barriers: transportation and
childcare

I think there's value to those (i.e., industry recognized credential), but to
approach those as being the exclusive silver bullet that that solves things
would be a mistake. And I think the other one is the soft skills because in
and I'll add that, I don't think that just going into a class or taking an elearning class on soft skills.
I do think that a very, very important unspoken part of the program is their
exposure to the right people and people that care about their future just as
much.

MFG Job Match
Challenge

Manufacturing Jobs by Census Place and
Chicago Community Area in the Chicago
Region, 2015
Source: 2015 Longitudinal Employment Household
Dynamics (LEHD)

Population Dot Density by Race/Ethnicity
in the Chicago Region, 2012-16
Source: 2012-2106 ACS 5 Year Estimates, U.S. Census
Bureau

Pursuing Equity in Manufacturing
● Fostering belongingness in manufacturing
● Relationship building between communities and industry is an
ongoing process
● Racial Conscious Partnerships

I think that historically, industry, manufacturing is way out in front of most
other sectors in this country. So, it can lead but also it has its own learning
and catching up to do. You know, what it's encouraging when you get into
a company and you see diversity, not just on the floor, but then as you go
up in the organization, in the ownerships, and in standing in the
community.
Because again, if you don't see people who look like you, how else do you, you don't
seem to see the opportunity for engagement or a fit or movement or mobility.

Ownership Challenge of Industry and Inclusion
Total Firm and Manufacturing Firm Ownership for Firms with Paid
Employees and Population by Race/Ethnicity in Illinois, 2012
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Areas for Action: Industry and Inclusion
●
●
●
●

Facilitate asset preservation and transition to diverse ownership
Advance land use policies that connect jobs to communities of color
Support access to capital for entrepreneurs of color
Establish metrics for equity and inclusion within workforce and economic
development programs
● Create pipelines for communities of color into all manufacturing and
education program, using strategies like pre-apprenticeship, credentialbased short-term training, high school/HBCU/MSI pipeline programs.
● Change the perception of manufacturing: support leaders and mentors of
color within manufacturing as a strategy to rebuild trust between
communities and manufacturing sector.

American Jobs Plan: Key Racial Equity Components
•

$20 billion Regional Innovation Hubs /
Community Revitalization Fund “close
the current gaps in access to the
innovation economy for communities
of color and rural communities.”

•

$10 billion R&D investment in
Historically Black Colleges and
Universities and other Minority Serving
Institutions

•

$15 billion for the creation of 200
centers of excellence at HBCUs and
other MSI
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