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Across many decades, obstacles to gainful employment have limited the ability 
of Black Americans and other people of color to obtain well-paying jobs that cre-
ate wealth and contribute to health and well-being. A dearth of opportunity in 
the job market is related to inequalities in education, bias in hiring, and other 
forms of systemic inequality in the U.S.  

Over time, federal efforts have addressed the need to increase diversity, equity, 
and inclusion in the government workforce, and promoted similar changes in the 
broader society.  While these efforts have brought progress, they have not been 
entirely effective. At the same time,  federal action has made new kinds of data 
available—data that can shed light on some of the historic drivers of workforce 
inequity and help inform solutions to their ongoing impact. 

This report explores a number of current opportunities to strengthen longstanding 
data-driven tools to address workforce inequity. The report shows how the effects 
of workforce discrimination and other historic practices are still being felt today. 
At the same time, it outlines opportunities to apply data to increase equity in 
many areas related to the workforce gap, including disparities in health and well-
being, socioeconomic status, and housing insecurity. 

This brief builds on the IBM Center’s recent work addressing how public admin-
istration can promote equity, which is one of the Center’s priority research areas. 
It is the third in a series of projects on Open Data for Racial Equity conducted in 
partnership with CODE. The first report in that series, Using Data to Advance 
Racial Equity in Healthcare, was published in August 2022. The second report, 
Leveraging Data to Improve Racial Equity in Fair Housing, was published in 
November 2022.

DANIEL J. CHENOK

FOREWORD
On behalf of the IBM Center for The Business of Government and the Center 
for Open Data Enterprise (CODE), we are pleased to present this new report, 
Leveraging Data for Racial Equity in Workforce Opportunity, by Temilola 
Afolabi, Senior Research Associate at CODE.

JOEL GURIN

https://www.businessofgovernment.org/report/using-data-advance-racial-equity-healthcare
https://www.businessofgovernment.org/report/using-data-advance-racial-equity-healthcare
https://www.businessofgovernment.org/report/leveraging-data-improve-racial-equity-fair-housing
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We hope that this report provides helpful perspectives for government leaders and their stakeholders in design-
ing effective strategies and programs that promote more equitable workforce opportunities across government 
and for all Americans.

Joel Gurin 
President 
Center for Open Data Enterprise (CODE) 
joel@odenterprise.org
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EXECUTIVE SUMMARY
This report addresses issues of equity in workforce opportunity, 
examines the current state of workforce opportunity for racial 
and ethnic minorities, describes issues that lead to inequity in 
workforce opportunity, and identifies data-driven opportunities 
to address them.

Black, Latino, and Indigenous populations in the United States have faced a long history of dis-
crimination, particularly in the workforce sector. This paper begins by providing an overview of 
racial and ethnic inequality in the federal workforce. It then explores notable legislation, passed 
by the federal government to improve racial equity and combat the discriminative systems driv-
ing unequal outcomes in the workforce.

To achieve equity across all workforce facets, agencies will need more and better quality, highly 
accessible data to identify and analyze inequalities, develop solutions, and track progress. This 
report summarizes research on the workforce data landscape and includes information on the 
overall state of this data, gaps in information, nationwide workforce initiatives to serve as mod-
els, and primary sources of data on relevant topics like education and economic opportunity. 

The paper draws on research about the primary drivers of inequity affecting the U.S. workforce. 
The report identifies three major issues in inequitable outcomes, and opportunities to find solu-
tions using data and technology. Those are: 

•	 Unconscious bias in recruitment processes and discriminative job requirements

•	 Limited access to education and training to qualify for good jobs

•	 Ineffective communication of employee skills and records of learning

As this analysis shows, data can drive improvements in achieving racial equity in the U.S. 
workforce and bolster economic potential. 

Open Data for Racial Equity

This brief is a part of the Center for Open Data Enterprise’s Open Data for Racial Equity 
program. To aid federal efforts to measure and advance equity, and support the overall 
advancement of racial equity, CODE is conducting this project to find ways the federal 
government can partner with groups outside of government to develop data-driven 
solutions. There is a need to apply data for equity in the areas of criminal justice, health 
care, environmental justice, housing, and the workforce. As part of this project, the IBM 
Center for The Business of Government is partnering with CODE to publish issue briefs 
leveraging data to advance health, housing, and workforce opportunity. These papers 
examine issues that systemically have caused inequity in these areas, and identify data- 
and technology-driven solutions.

https://dsnews.com/daily-dose/02-02-2021/how-housing-has-changed-since-the-1960s#:~:text=In%201960%2C%2064.4%25%20of%20white,difference%20of%2029.4%20percentage%20points.
https://www.opendataenterprise.org/impacts/a-critical-priority-open-data-for-racial-equity
http://reports.opendataenterprise.org/Using-Data-to-Advance-Racial-Equity-in-Healthcare.pdf
https://www.businessofgovernment.org/report/leveraging-data-improve-racial-equity-fair-housing
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This report addresses inequities in workforce opportunity, describes data-driven equitable 
opportunities for positive change for individuals and communities of color, and presents recom-
mendations for reform. Identifying and taking advantage of these opportunities depends on 
data about job skills, education, and hiring and employment practices. 

A more equitable and inclusive workforce system can provide better opportunities for people 
and businesses. As the country works to improve the economy in an increasingly digital age, 
data can help government to understand the changing workforce landscape. A growing skills 
gap threatens the success of the economy and workforce. 

The majority of jobs require skills training beyond high school, but too few workers can access 
the skills training and education needed to fill in-demand jobs. Ensuring that states and the 
federal government have quality data systems in place to measure how well education curricu-
lums and training programs prepare skilled workers will be essential to a thriving twenty-first 
century economy. 

Inequity in the Workforce
Certain historical and systematic discriminatory practices can help us understand the legacy of 
inequity in the workforce. 

In 1913, for example, President Woodrow Wilson authorized racial discrimination in the federal 
workforce by allowing segregation in federal departments. By the end of 1913, Black workers 
throughout the government were relegated to separate work areas, lavatories, and lunchrooms. 
They were also appointed to menial roles and reassigned to divisions set for termination.

Later, in 1929 when the stock market crashed, the National Industrial Recovery Act (NIRA) 
provided federal funds to support local public relief project employment. The Act barred pre-
dominantly Black agriculture and domestic workers from receiving public relief work. Likewise, 
the American Federation of Labor (AFL), a national federation of labor unions in the U.S., 
upheld racial discrimination in unions. In the early 1900s, Black workers were denied admis-
sion to affiliated unions, and were instead allocated to separate local, or affiliated federal labor 
unions made up exclusively of ‘colored’ workers. 

During this time, the Social Security Act also provided a means for unemployment insurance, 
pensions, and support for the disabled, widows and orphans. Yet, Southern states were able to 
create rules that excluded Black Americans from participation.

INTRODUCTION
Access to good jobs and the education and training needed to 
qualify for them are keys to reducing racial economic disparities.

https://nationalskillscoalition.org/skills-mismatch/
https://nationalskillscoalition.org/skills-mismatch/
https://calendar.eji.org/racial-injustice/apr/11
https://www.archives.gov/milestone-documents/national-industrial-recovery-act
https://www.nationalaffairs.com/storage/app/uploads/public/58e/1a4/ff4/58e1a4ff4f742905900674.pdf
https://www.nationalaffairs.com/storage/app/uploads/public/58e/1a4/ff4/58e1a4ff4f742905900674.pdf
https://www.ssa.gov/policy/docs/progdesc/sspus/unemploy.pdf
https://www.ssa.gov/policy/docs/ssb/v70n4/v70n4p49.html
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The Biden administration today has committed to advancing diversity, equity, inclusion, and 
accessibility in government hiring practices, given recent data showing that people of color still 
face structural inequality in the federal workforce. Despite the nine-principle merit system 
used by the federal government to ensure fairness and equity in their hiring processes, there is 
still evidence of bias within the system. For instance, Black and other people of color makeup 
33 percent of senior-level federal positions, yet 47 percent of all full-time entry level positions 
reflect a lack of employee promotions from underrepresented groups. 

The Civil Service in particular—the body of government officials who are employed in civil 
occupations that are neither political nor judicial—appears to be racially unbiased, as data on 
the ratio of people of color (POC) demonstrates. Yet, this group holds a disproportionately 
smaller share of senior-level positions. 

Addressing a Legacy of Discrimination
Today, the federal government can do more to promote equitable workforce opportunity, and to 
continue to reverse a legacy of discrimination that goes back more than a century. (The 
History of Systemic Workforce Inequities takes a closer look at the roots for discrimination in 
the workforce that continue to impact us.)

Quality data systems can play a key role in helping to address inequities across the workforce 
and in its own ranks. 

https://www.whitehouse.gov/briefing-room/statements-releases/2021/06/25/fact-sheet-president-biden-signs-executive-order-advancing-diversity-equity-inclusion-and-accessibility-in-the-federal-government/
https://www.fedscope.opm.gov/
https://www.britannica.com/topic/civil-service
https://www.mspb.gov/meritsystemsprinciples.htm
https://ourpublicservice.org/blog/a-revealing-look-at-racial-diversity-in-the-federal-government/
http://reports.opendataenterprise.org/Workforce-Data-Equity-Appendix.pdf
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Issues and Protections for Workplace Equity

Direct vs. Indirect Discrimination
To understand the working mechanisms behind unequal workforce opportunity in the U.S., 
one must first understand the contextual relationship between discrimination and inequitable 
outcomes. Discrimination pervades the everyday life of racial and ethnic minorities in the U.S. 
to varying degrees and in many forms. It can be felt through direct or indirect discrimination, 
which operate in different ways and can have different legal consequences. 

Direct discrimination occurs when an employer makes inequitable employment decisions 
based on a person’s race, color, national origin, or other demographic factors. This form of dis-
crimination implies intention, which is easier to establish when an employer is explicitly or 
implicitly unwilling to hire people from a protected class. 

Indirect discrimination, on the other hand, occurs when institutional policies or practices sys-
temically exclude members of certain groups from employment opportunities. This can include 
height and weight restrictions, or diploma or other formal requirements unrelated to a specific 
job’s duty. Indirect discrimination can also include individual passive behaviors that are 
extremely difficult to demonstrate with direct evidence. For example, an employee may claim 
discrimination due to a manager consistently commenting on their appearance, barring them 
from in-person meetings, and asking inappropriate questions about ethnic customs. 

A claimant can also accuse an employer of discriminative behavior in the form of the lack of 
promotions and raises. This may occur If the employer of a predominantly White company 
repeatedly gives formal recognition to White employees, but denies the same advances to 
employees of color despite comparatively higher performance in a similar time period. Also, if 
an employer requires greater outcomes from their employees of color for the same promotion. 
Due to the lack of direct evidence—evidence that supports the truth of an assertion directly 
with no intervening inferences—it can be nearly impossible to prove a connection.

Employee Protections

Historic Federal Legislation
Policymakers have taken multiple executive and legislative actions to combat employment 
discrimination and improve equity in the workplace, beginning with several critical steps in 
the 1960s. 

https://www.equalityhumanrights.com/en/advice-and-guidance/what-direct-and-indirect-discrimination#:~:text=Indirect%20discrimination%20happens%20when%20there,as%20part%20of%20this%20group.
https://employmentwrites.com/2019/02/02/direct-discrimination-reason-and-intention/
https://digitalcommons.du.edu/cgi/viewcontent.cgi?article=1452&context=dlr
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Congress has shown a continued interest in improving equitable workforce conditions 
through the Paycheck Fairness Act. The Act is intended to close the pay gap and address 
loopholes in the Equal Pay Act. The bill would require employers to prove why a pay 
disparity exists within their organization, prevent employers from asking employees about 
their salary history, and allow employees to take action if they feel they’re paid unfairly.

Employee Rights
The following rights stem from the various laws and actions described above.

Executive Order 
10925 (1963)

Established the President’s Committee on Equal Employment 
Opportunity. Required government contractors to “take affirmative 
action to ensure that applicants are employed and that employees are 
treated during employment without regard to their race, creed, color, or 
national origin.”

Equal Pay Act (1963) Makes it illegal to pay men and women working in the same place 
different salaries for similar work.

Civil Rights Act (CRA) 
(1964)

Counters racial employment discrimination and introduces Title VII. 
Title VII prohibits employment discrimination against employees and 
applicants based on race, color, religion, national origin, and sex 
(including gender, pregnancy, sexual orientation, and gender identity).

Executive Order 
11246 (1965)

Prohibits federal contractors and federally assisted construction 
contractors and subcontractors, who exceed $10,000 in government 
business in one year, from discriminating in employment decisions on 
the basis of race, color, religion, sex, or national origin.

Lilly Ledbetter Fair Pay 
Act (2009)

Overturned the Supreme Court’s decision in Ledbetter v. Goodyear Tire 
& Rubber Co., Inc., 550 U.S. 618 (2007), which severely restricted 
the time period for filing complaints of employment discrimination 
concerning compensation.

Not be harassed or discriminated against (treated less favorably) because of race, color, religion, 
sex (including pregnancy, sexual orientation, or gender identity), national origin, disability, age 
(40 or older) or genetic information (including family medical history.

Receive equal pay for equal work.

Receive reasonable accommodations (changes to the way things are normally done at work) that 
are needed because of their medical condition or religious beliefs, if required by law.

Expect that any medical information or genetic information that they share with their employer 
will be kept confidential.

Report discrimination, participate in a discrimination investigation or lawsuit, or oppose 
discrimination (for example, threaten to file a discrimination complaint), without being retaliated 
against (punished) for doing so.

https://ww3.aauw.org/article/pfa_factsheet2019/
https://www.eeoc.gov/employers/small-business/employee-rights#:~:text=Employees%20have%20a%20right%20to,(including%20family%20medical%20history).
https://www.census.gov/programs-surveys/geography/about/glossary.html#:~:text=Census%20Block%20Numbers%E2%80%94Blocks%20are,number%20identifies%20the%20block%20group.
https://www.presidency.ucsb.edu/documents/executive-order-10925-establishing-the-presidents-committee-equal-employment-opportunity
https://www.presidency.ucsb.edu/documents/executive-order-10925-establishing-the-presidents-committee-equal-employment-opportunity
https://www.dol.gov/agencies/oasam/centers-offices/civil-rights-center/internal/policies/equal-pay-for-equal-work#:~:text=The%20Equal%20Pay%20Act%20of,wage%20discrimination%20based%20on%20sex.&text=The%20Equal%20Pay%20Act%20(EPA)%20protects%20both%20men%20and%20women.
https://uk.practicallaw.thomsonreuters.com/0-501-7062?transitionType=Default&contextData=(sc.Default)&firstPage=true#:~:text=Title%20VII%20specifically%20prohibits%20discrimination,assignments%2C%20and%20termination%20of%20employment.
https://www.dol.gov/agencies/ofccp/executive-order-11246/ca-11246
https://www.dol.gov/agencies/ofccp/executive-order-11246/ca-11246
https://www.eeoc.gov/laws/guidance/equal-pay-act-1963-and-lilly-ledbetter-fair-pay-act-2009
https://www.eeoc.gov/laws/guidance/equal-pay-act-1963-and-lilly-ledbetter-fair-pay-act-2009
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Title VII of the Civil Rights Act of 1964: Scope and Limits 
Title VII of the Civil Rights Act (CRA) is one of the most important pieces of legislation passed 
in the pursuit of equal workforce opportunity in the U.S. It was successfully advocated for by 
Dr. Martin Luther King Jr. and many other civic, congressional, religious, and labor leaders. 
The purpose of Title VII of the act was essentially to “level the playing field” by making 
employers consider only objective, job-related criteria when making employment decisions. It 
deems classes such as race and ethnicity as “protected” after demonstrating a history of 
unequal treatment. In practice, Title VII must be considered when:

•	 Reviewing applications or resumes (i.e., by not eliminating candidates on the basis of a 
“foreign” last name)

•	 Interviewing candidates (i.e., by asking only job-related questions)

•	 Testing job applicants (i.e., treating all candidates equally and ensuring tests are not unfair-
ly weighted against any group of people

•	 Considering employees for promotions, transfers, or any other employment-related benefit 
or condition

Although Title VII led to great strides in the fight for equality in the American workforce, it still 
has certain limitations. For example, the law has been criticized for being too broad in scope 
and easy to deny in practice. It is extremely difficult to prove disparate/discriminative treat-
ment, as the current process requires direct proof and passive forms of discrimination are 
commonly deemed circumstantial. 

Some critics have argued that Title VII was not intended to eradicate discrimination, but to 
balance the prohibition of the most obvious forms of discrimination, while maintaining the sta-
tus quo. Although the CRA explicitly states, “Title VII tolerates no racial discrimination, subtle 
or otherwise,” there is no clear definition of the term ‘discrimination.’ A working definition 
could help to account for actual human behavior and implicit biases.

https://www.eeoc.gov/statutes/title-vii-civil-rights-act-1964#:~:text=Title%20VII%20prohibits%20employment%20discrimination,several%20sections%20of%20Title%20VII.
https://www.loc.gov/exhibits/civil-rights-act/civil-rights-act-of-1964.html
https://www.shrm.org/hr-today/public-policy/hr-public-policy-issues/pages/titleviiofthecivilrightsactof1964.aspx
https://scholarship.law.missouri.edu/cgi/viewcontent.cgi?article=1514&context=facpubs
https://digitalcommons.du.edu/cgi/viewcontent.cgi?article=1452&context=dlr
https://scholarship.law.missouri.edu/cgi/viewcontent.cgi?article=1514&context=facpubs
https://scholarship.law.missouri.edu/cgi/viewcontent.cgi?article=1514&context=facpubs
https://scholarship.law.missouri.edu/mlr/vol73/iss1/4/
https://www.lendingtree.com/home/mortgage/what-is-lending-discrimination/#:~:text=Lending%20discrimination%20occurs%20when%20a,of%20public%20assistance%20or%20disability.
https://www.investopedia.com/the-history-of-lending-discrimination-5076948#toc-what-is-lending-discrimination
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The State of Workforce and Education Data

Data is essential to assess workforce equity, whether at the federal, state, or local level. 
Workforce data can also provide a clear picture of a region or state’s workforce needs and 
resources, while better aligning individuals with the needs of employers and high-quality jobs. 
This data is especially important to create a more equitable workforce, specifically by 
increasing opportunities for racial and ethnic minority populations and closing skills and 
digital literacy gaps.

Workforce data can come from a variety of sources and encompasses many types of informa-
tion. Recent years have seen progress in breaking down data silos around various types of 
workforce information systems, as well as greater transparency and accessibility among stake-
holders. Relevant information can include education data from school and colleges, job train-
ing programs, skills, state unemployment records, real-time information from job posting sites, 
and more. 

There is an ongoing push to improve the collection and quality of skills data. New forms of 
digital learning and employment records have the potential to improve education and hiring 
outcomes in the same way that electronic health records have improved healthcare delivery. 
Labor market information (LMI) provides regional context and reveals all sorts of information 
on the economy. LMI can include information on industry and occupations that drive local 
economies, historical and expected job counts, industry clusters and staffing patterns, and 
more. Analyzing this information alongside skills data can reveal where an individual can best 
succeed within that regional market. 

Despite progress, there is still a need for greater education data on K-12 curricula and work-
force development training in order to assess their usefulness in improving access to good 
jobs and job readiness. Additional data needed to improve workforce opportunities for under-
served communities include workforce program data on government programs that have 
reporting requirements, and public benefits data. 

There is a growing interest in state, regional, and national alignment on initiatives and poli-
cies to share data collected across agencies and longitudinal data systems. Collecting data 
from early childhood education to adult workforce performance has the power to reveal dis-
parities and deficiencies, and develop new standards and data systems for a better, more 
equitable and thriving workforce. 

https://www.nhlp.org/initiatives/fair-housing-housing-for-people-with-disabilities/affirmatively-furthering-fair-housing/#:~:text=The%20AFFH%20obligation%20requires%20federal,segregation%2C%20discrimination%2C%20and%20disinvestment.
https://www.nhlp.org/initiatives/fair-housing-housing-for-people-with-disabilities/affirmatively-furthering-fair-housing/#:~:text=The%20AFFH%20obligation%20requires%20federal,segregation%2C%20discrimination%2C%20and%20disinvestment.
https://nationalskillscoalition.org/blog/future-of-work/new-brief-explores-the-best-ways-for-workers-to-acquire-industry-specific-skills/
https://www.ncsl.org/research/education/a-legislator-s-guide-to-workforce-data#:~:text=Data%20from%20any%20one%20of,information%20to%20make%20important%20choices.
https://www.ncsl.org/research/education/a-legislator-s-guide-to-workforce-data#:~:text=Data%20from%20any%20one%20of,information%20to%20make%20important%20choices.
https://lightcast.io/resources/blog/how-skills-data-is-reshaping-workforce-development
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Federal Data Landscape 
The federal government is a primary source of national labor, economic, and education data. 
Agencies such as the Bureau of Labor Statistics, the Census Bureau, and the Department of 
Education collect various types of information regarding the nation’s workforce and education. 
However, systemic data-sharing obstacles create significant barriers to interagency collaboration, 
and thus corrective action to improve workforce equity.

The current process for sharing data across and within government agencies is generally slow 
and cumbersome. Data agreements are typically prepared and executed on a case-by-case 
basis, making getting approval a lengthy and painstaking process. This process stems from a 
complex myriad of legal, oversight, policy, and compliance regimes, as well as bureaucratic 
obstacles constraining the finalization of agreements. Some government agencies spend months 
negotiating with other agencies to obtain access to data, only to have to renegotiate at the 
beginning of the next fiscal year, wasting significant time and resources.

Restrictions on certain high-value data with potentially sensitive information also have a signifi-
cant impact on data use. For example, it is extremely difficult to access data on K-12 educa-
tion, like the number of enrolled students and budget breakdowns. This is in part due to privacy 
concerns around students’ personal information, outdated and misinterpreted federal laws, strict 
education department policies, and an abundance of state rules. Privacy requirements, coupled 
with a lack of disaggregated data provided by schools, makes obtaining and using such infor-
mation even more of a challenge. 

Another issue of equal importance is the need for equitable data, that is, data “that allows for 
rigorous assessment of the extent to which government programs and policies yield consistently 
fair, just, and impartial treatment of all individuals.” Equitable data illuminates opportunities for 
targeted actions that can result in demonstrably improved outcomes for underserved communi-
ties. Such data is needed to improve equity in the workforce by uncovering gaps in workforce 
outcomes, identify opportunities to advance equity across workforce systems, and inform high-
impact strategies for future employees to prosper.

For data to be considered equitable it must first be sufficiently disaggregated by race, ethnicity, 
gender, disability, income, veteran status, age, and other key demographic variables. For exam-
ple, the right data can reveal trends such as whether Black women in different age cohorts 
receive appropriate salary adjustments or promotions. Unfortunately, providing disaggregated 
data is often a challenge, because demographic data is not widely collected when gathering 
certain types of workforce and education information. 

Furthermore, bias can exist in the collection of demographic information. For example, while 
surveys are a direct way to collect demographic information from individuals, survey data can 
be biased if the people who choose to participate do not represent a population. Moreover, 
some individuals that are part of communities subject to discrimination, such as immigrants or 
the LGBTQ+ community, can hesitate to report in surveys for fear that their data may be mis-
used or create harm.

Adding to the challenge of federal data sharing and usage is the inconsistent adoption of data 
standards. Many efforts are being made at the federal level to develop data sharing agreements 
and standards, such as by the Chief Data Officer Council’s Data Sharing Working Group. 
Nonetheless, many agencies have yet to integrate their use into data sharing practices, prolong-
ing the misuse of data to improve government efficiency and equity. 

https://resources.data.gov/assets/documents/2021_DSWG_Recommendations_and_Findings_508.pdf
https://www.urban.org/urban-wire/how-federal-government-can-use-data-make-most-executive-order-racial-equity
https://www.k12dive.com/news/why-student-data-remains-at-risk-and-what-educators-are-doing-to-protect-it/611462/
https://www.k12dive.com/news/why-student-data-remains-at-risk-and-what-educators-are-doing-to-protect-it/611462/
https://www.christenseninstitute.org/blog/the-realities-of-collecting-k-12-public-education-data/
https://www.whitehouse.gov/briefing-room/statements-releases/2022/04/22/fact-sheet-biden-harris-administration-releases-recommendations-for-advancing-use-of-equitable-data/
https://nationalfund.org/workforce-equity-dashboard/
https://link.springer.com/article/10.3758/s13423-017-1360-2
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Despite these numerous challenges, work is actively being done to bridge data-sharing gaps 
and improve the collection of high quality, non-biased data that represents the country’s work-
force and education system. For instance, the Department of Education Office for Civil Rights 
is currently in the process of seeking approval from the U.S. Office of Management and Budget 
(OMB) to mandate Civil Rights Data Collection (CRDC) for the 2023-24 school year. The pur-
pose of CRDC is to ensure that all public local educational agencies and schools provide equal 
education opportunity. If passed, all schools in U.S. public school districts will be required to 
participate. Given approval, CRDC will incorporate improvements from past CRDCs on how to 
refine and improve data elements for the collection.

Federal Efforts to Improve Data
Current and recent administrations have acknowledged the need for improved open data 
access and its use to improve equitable policymaking. Over the past ten years, the federal gov-
ernment has supported making government-held data more accessible to agencies, the public, 
and entrepreneurs, while safeguarding the privacy of individuals. Congress has passed legisla-
tion affirming this focus on access and openness.

The Obama administration committed to opening government data to spur innovation, opportu-
nity, and economic growth, starting with hiring U.S. Chief Information and Chief Technology 
Officers. In May 2013, the president signed an Executive Order (EO) making open and 
machine-readable data the new default for government information. This EO was the first in a 
series of targeted efforts to improve the efficiency, effectiveness, and transparency of the fed-
eral government. The administration implemented a number of additional actions and initia-
tives, including launching data.gov and publishing the U.S. Open Data Action Plan, to scale 
open data efforts for education, finance, and other sectors essential to the country’s success. 

These efforts helped lead to the Foundations for Evidence-Based Policymaking Act, which 
directs federal agencies to make their data more open, accessible, and usable. Passed in 
2019, the law requires the federal government to modernize its data management practices. 
The Act established a Chief Data Officer (CDO) Council to establish governmentwide best prac-
tices for the use, protection, dissemination, and generation of data. It aims to promote data-
sharing agreements among agencies. The CDO Council specifically has a Data Sharing working 
group focused on data sharing across federal agencies, and disseminating well-written and 
diverse use cases and best practices for legal approaches to interagency data sharing. The 
knowledge garnered by these efforts, such as the guidelines laid out in the 2021 Data Sharing 
Working Group report, can be leveraged by federal workforce and education entities as a model 
to improve methods to access data and facilitate interagency and intra-agency data sharing.  

https://crdc.communities.ed.gov/#program
https://crdc.communities.ed.gov/#program/search-resources
https://www2.ed.gov/about/offices/list/ocr/docs/proposed-21-22-crdc-data-elements.pdf
https://www2.ed.gov/about/offices/list/ocr/docs/proposed-21-22-crdc-data-elements.pdf
https://obamawhitehouse.archives.gov/the-press-office/2016/09/28/fact-sheet-data-people-people-eight-years-progress-opening-government#:~:text=On%20May%209%2C%202013%2C%20President,safeguarding%20sensitive%20information%20and%20rigorously
https://obamawhitehouse.archives.gov/the-press-office/2016/09/28/fact-sheet-data-people-people-eight-years-progress-opening-government#:~:text=On%20May%209%2C%202013%2C%20President,safeguarding%20sensitive%20information%20and%20rigorously
https://obamawhitehouse.archives.gov/the-press-office/2016/09/28/fact-sheet-data-people-people-eight-years-progress-opening-government
https://obamawhitehouse.archives.gov/the-press-office/2016/09/28/fact-sheet-data-people-people-eight-years-progress-opening-government
https://obamawhitehouse.archives.gov/the-press-office/2013/05/09/executive-order-making-open-and-machine-readable-new-default-government-
https://data.gov/
https://obamawhitehouse.archives.gov/sites/default/files/microsites/ostp/us_open_data_action_plan.pdf
https://www.congress.gov/bill/115th-congress/house-bill/4174
https://www.cdo.gov/
https://www.cdo.gov/data-sharing/
https://www.cdo.gov/data-sharing/
https://resources.data.gov/assets/documents/2021_DSWG_Recommendations_and_Findings_508.pdf
https://resources.data.gov/assets/documents/2021_DSWG_Recommendations_and_Findings_508.pdf
https://cdn.nar.realtor/sites/default/files/documents/2022-snapshot-of-race-and-home-buying-in-the-us-04-26-2022.pdf
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The Federal Data Strategy (FDS) is another useful guide for best practices on government data 
use. Established in 2019 by the OMB under the Trump administration, this framework pro-
vides a governmentwide vision for how agencies should manage and use federal data by 
2030. Memorandum M-19-18 calls for annual governmentwide action plans to guide federal 
agency implementation of the FDS, and aims to identify and prioritize actionable steps on an 
annual basis, with timeframes and responsible entities. Among the steps outlined by the 2021 
Action Plan is to “increase the sharing and use of data for federal decision making and opera-
tional needs.” This is being done by promoting information sharing through interagency coun-
cils, including the CDO Council, to identify and share what practices work best for different use 
cases. As a model, the CDO Council’s COVID-19 Data Coordination Working Group identified 
opportunities to improve federal data access and data infrastructure, and processes to enhance 
data modeling and dashboard sharing across agencies.

A slate of executive orders from the Biden administration with the intention of promoting racial 
and gender equality, and equitable data-driven policymaking. The Executive Order on 
Advancing Racial Equity and Support for Underserved Communities through the federal govern-
ment committed the government to actively pursuing equitable outcomes and interagency 
engagement across all policy areas. The Order describes the role data must play in tracking 
racial and social equity progress, while increasing government accountability. It also stood up 
the Equitable Data Working Group to examine existing federal data infrastructures and provide 
recommendations for their improvement. The Working Group released a report in early 2022 
outlining needs and recommendations for equitable data use by the federal government. The 
recommendations include:

•	 Make disaggregated data the norm while protecting privacy 

•	 Catalyze existing federal infrastructure to leverage underused data

•	 Build capacity for robust equity assessment for policymaking and program implementation 

•	 Galvanize diverse partnerships across levels of government and the research community 

•	 Be accountable to the American public 

The recommendations developed by the Working Group serve as a guide for agencies, includ-
ing workforce and education departments, as they work to diversify their data for equitable 
outcomes. 

Federal Data Sources
These efforts will help bolster and improve the many sources of federal data that now give 
insight into education and workforce opportunities. The most widely used sources include the 
following.

Longitudinal Employer-Household Dynamics (LEHD). The LEHD program is part of the Center 
for Economic Studies at the Census Bureau. The LEHD program produces cost effective, pub-
lic-use information combining federal, state, and Census Bureau data on employers and 
employees under the Local Employment Dynamics (LED) Partnership. State and local authori-
ties increasingly need detailed local information about their economies to make informed deci-
sions. The LED Partnership works to fill critical data gaps and provide indicators needed by 
state and local authorities.

Minority Business Development Agency (MBDA). The MBDA, within the U.S. Department of 
Commerce, is the only federal agency tasked with promoting the growth and competitiveness 
of minority-owned businesses. The Agency hosts a number of programs with MBDA grantees, 
business and specialty centers, offering customized business development and industry-focused 

https://strategy.data.gov/assets/docs/2021-Federal-Data-Strategy-Action-Plan.pdf
https://strategy.data.gov/assets/docs/2021-Federal-Data-Strategy-Action-Plan.pdf
https://strategy.data.gov/assets/docs/2021-Federal-Data-Strategy-Action-Plan.pdf
https://www.cdo.gov/success-stories/covid-working-group/
https://strategy.data.gov/assets/docs/2021-Federal-Data-Strategy-Action-Plan.pdf
https://www.whitehouse.gov/briefing-room/presidential-actions/2021/01/20/executive-order-advancing-racial-equity-and-support-for-underserved-communities-through-the-federal-government/
https://www.whitehouse.gov/wp-content/uploads/2022/04/eo13985-vision-for-equitable-data.pdf
https://lehd.ces.census.gov/
https://www.mbda.gov/
https://ggwash.org/view/77638/housing-cost-burdens-explained_2#:~:text=A%20household%20is%20said%20to,its%20income%20toward%20housing%20expenses.
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services to provide greater access to capital, contracts and markets. MBDA provides a reposi-
tory of racial and ethnic data on minority businesses, including number of firms, annual reve-
nue, number of jobs, entrepreneurial parity gaps, and more. It also provides publications, 
reports, technologies, and compiled statistical data helpful to minority business enterprises. 

National Center for Education Statistics (NCES). The NCES, within the U.S. Department of 
Education, collects, analyzes and makes available data related to education in the U.S. and 
other nations. The Center fulfills a congressional mandate to collect, collate, analyze, and 
report complete statistics on the condition of American education; conduct and publish 
reports; and review and report on education activities internationally. NCES also hosts the Fast 
Facts tool, which provides users with concise information on a range of educational issues, 
from early childhood to adult learning. Fast Facts draw from various published sources and are 
updated as new data become available.

O*NET. The O*NET program, overseen by the U.S. Department of Labor, is the nation’s pri-
mary source of occupational information. The O*NET database is central to the program, con-
taining hundreds of standardized and occupation-specific descriptors on nearly 1,000 
occupations across the U.S. economy. The database is continually updated by surveying a 
broad range of workers from each occupation, and is publicly available at no cost. 

The O*NET Content Model provides a framework for identifying the most important types of 
workforce information and integrates them into workforce systems. The model includes in-
depth indicators on worker and workforce characteristics, worker, experience, and occupa-
tional requirements, and occupation-specific information. These indicators are integrated into 
various O*NET datasets, including knowledge, skills and ability; education, experience, and 
training; interests, work values, work styles; and more.

While O*NET is a comprehensive and valuable resource, it has not been updated often or rap-
idly enough to keep pace with new and emerging job categories, particularly in the tech sec-
tor. Improvements are being made to update the database on a more regular basis.

Small Businesses Administration (SBA). The SBA connects entrepreneurs with lenders and 
funding to help them plan, start and grow their business. The administration provides data, 
reports, and tools via Data.SBA.gov. These resources make information resources accessible, 
discoverable, and usable by the public to help fuel entrepreneurship, innovation, and scientific 
discovery, with the aim of improving Americans’ lives and contributing to job creation. 

U.S. Bureau of Economic Analysis (BEA). The BEA, part of the U.S. Department of 
Commerce, is the principal federal statistical agency providing accurate and objective data 
about the nation’s economy. The Bureau also provides comprehensive state employment data. 
The employment tables are released annually showing total full-time and part-time employ-
ment by industry, and wage and salary employment by industry.

U.S. Census Bureau. The U.S. Census has disaggregated information on employment and 
labor related data. The Statistics of U.S. Businesses series by the Census Bureau provides 
annual and static data including number of firms, number of establishments, employment, 
and annual payroll for most U.S. business establishments, tabulated by geographic area, 
industry, and enterprise employment size. Census also provides labor force statistics through 
the American Community Survey (ACS). The ACS collects information on employment and 
unemployment levels, weeks and hours worked, commuting information such as means of 
transportation, industry and occupation, and more. This data is collected by age, race, gender, 
and household composition, among other demographic factors. The Survey of Income and 
Program Participation provides labor force information as well but from fewer respondents. 

https://www.mbda.gov/data
https://nces.ed.gov/
https://nces.ed.gov/fastfacts/
https://nces.ed.gov/fastfacts/
https://www.onetonline.org/
https://www.onetcenter.org/content.html
https://www.onetcenter.org/database.html#individual-files
https://www.onetcenter.org/dataUpdates.html
https://data.sba.gov/
https://www.bea.gov/data/employment/employment-by-state
https://www.census.gov/
https://www.census.gov/programs-surveys/susb.html
https://www.census.gov/programs-surveys/acs
https://www.census.gov/sipp/
https://www.census.gov/sipp/
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0267606#sec020
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This information includes weekly employment status for a period of 2-5 years, providing insight 
on how long individuals remain unemployed, how long workers remain with their employers, 
and why jobs or self-employed businesses end.

U.S. Department of Labor (DOL). DOL provides labor force participation rate maps, including 
state and county data on labor force participation rates for men and women and by presence 
and age of children. The Department also provides data in multiple categories: Labor Force 
Participation Rate by Sex, State and County; Women’s Labor Force Participation Rate by 
Presence and Age of Children; Employment; and Earnings by Sex and Race: Exploring Equal 
Employment Opportunity Data Map.

U.S. Bureau of Labor Statistics (BLS). The BLS, which is part of DOL, has provided critical 
data for more than a century. The Current Employment Statistics (CES) program produces 
detailed industry estimates of employment, hours, and earnings of workers on nonfarm payrolls. 
CES’ State and Metro Area program produces data for all fifty States, the District of Columbia, 
Puerto Rico, the Virgin Islands, and about 450 metropolitan areas and divisions. CES National 
Estimates produces estimates for the nation.

U.S. Office of Personnel Management (OPM). The U.S. Office of Personnel Management (OPM) 
serves as the chief human resources agency and personnel policy manager for the federal gov-
ernment. The Office administers the biennial Federal Employee Viewpoint Survey to assess how 
employees experience policies, practices, and procedures characteristic of their agency and its 
leadership. The results of this survey offer insights on successful workplace conditions and to 
what extent they are present in federal agencies. This data is further leveraged to allow manag-
ers to make improvements within their work units, measure the success of improvement initia-
tives, and identify aspects of the workplace where improvements should be made. 

Workforce Data Initiatives
In addition to federal programs and data sources, a number of state-level, intergovernmental, 
and nonprofit organizations have launched their own efforts to provide better data on education 
and the workforce. 

Black Wealth Data Center. The Black Wealth Data Center was established to provide public and 
private sector leaders with actionable data intended to grow Black wealth. The Center’s objec-
tive is to make relevant data available to help experts and policymakers address racial wealth 
disparities. This information can help inform them to develop and implement effective programs 
and policies to increase racial wealth equity. The Center provides data and resources on assets 
and debt, business ownership, education, employment, homeownership, and population demo-
graphics at local geographic levels. 

National Information Center for State Higher Education Policymaking and Analysis. The 
National Information Center for Higher Education Policymaking and Analysis (NCHEMS) pro-
vides state policymakers and analysts with timely and accurate data and information for making 
sound, highly educated policy decisions. The Center provides comparative data for states and 
counties, and other useful contextual information on workforce and education. The NCHEMS 
allows users to generate state profiles and customized reports across different performance 
measures available on the website. Users can also generate maps and scatter plots at the 
county, state, and national levels using pre-built templates. 

OECD World Indicators of Skills for Employment (WISE) Database. The WISE database pro-
vides a statistical snapshot of skills development in 214 countries. It contains 64 indicators in 
five broad areas: contextual factors, skill acquisition, skill requirements, skill mismatch, and 

https://www.bls.gov/sae/
https://www.bls.gov/sae/
https://blackwealthdata.org/
http://www.higheredinfo.org/
http://www.higheredinfo.org/stateprofile/index.php
http://www.higheredinfo.org/gyom/
http://stats.oecd.org/Index.aspx
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economic and social outcomes. WISE specifically has a wide range of U.S. focused indicators 
on agriculture, development, economy, education, energy, environment, finance, government, 
health, innovation and technology, jobs and society.

T3 Innovation Network. The U.S. Chamber of Commerce Foundation’s T3 Innovation Network 
supports the digital transformation of the talent marketplace to make all learning count, 
enable competencies and skills to function like currency, and empower learners and workers 
with data.

The T3 Jobs and Workforce Data Network launched its Skills-Based Hiring and Advancement 
(SBHA) project to develop success metrics and a comprehensive set of end-to-end use cases 
for skills-based hiring and advancement. The project also explores the implications for mem-
bers of the T3 Network, workgroups, projects, and the work of its other workforce partners 
and stakeholders. The project will promote open access to structured data on skills, jobs, job 
openings, and related industry data. 

The Network also created the Future of Data in K-12 Education initiative, a three-phase, 
multiyear effort exploring the effectiveness of data and assessments in America’s K-12 public 
schools. The pandemic provided an opportunity to reevaluate K-12 education data at a 
systems level to provide more meaningful, actionable data for educators, students, parents, 
and policymakers. The initiative is working to reassess the policies that provide crucial 
information for parents, policymakers, educators, and the business community. The Network 
will also help implement changes to policy and practice around data needed to ensure the 
K-12 system creates a qualified, equitable, and diverse workforce. This will support 
integration of new technologies and methodologies that could make assessment of student 
learning more efficient and effective.

State Workforce and Education Alignment Project. The National Skills Coalition created the 
State Workforce and Education Alignment Project (SWEAP) in 2015. The project aims to 
provide state leaders with systemwide information and data on workforce education and 
training programs. The initiative seeks to make it easier for state elected officials to see a 
comprehensive picture of how public workforce training programs perform in each state, 
including federal and state workforce and training programs, as well as traditional pathways 
from college to a career. 

SWEAP assesses training programs that may fall under the Workforce Innovation and 
Opportunity Act (WIOA)—such as training for dislocated workers, adult basic education, and 
corrections employment and training programs, among others—to evaluate their efficiency 
and effectiveness at preparing a skilled workforce. The project is currently active in four 
states—California, Mississippi, Ohio, and Rhode Island—all tasked with creating statewide 
workforce development systems in accordance with the WIOA. 

Workforce Data Quality Initiative. The U.S. Department of Labor created the Workforce Data 
Quality Initiative (WDQI) to support development and enhancements to longitudinal adminis-
trative databases that integrate workforce data and education data. WDQI also emphasizes 
promoting improvements and the level of quality of these systems, in addition to increasing 
the accessibility of performance data (i.e., data reported by employment services and training 
providers). The Statewide Longitudinal Data Systems (SLDS) initiative, funded by the U.S. 
Department of Education, runs parallel to the WDQI and emphasizes the collection of work-
force data alongside longitudinal education data. The WDQI and SLDS can use their longitudi-
nal data systems to track the progress of individuals through school and into their work lives. 
They can also draw on such information to improve or expand upon state workforce longitudi-
nal databases, and analyze their state of workforce opportunity. 

https://www.t3networkhub.org/
https://www.uschamberfoundation.org/future-of-data
http://www.nationalskillscoalition.org/
http://www.nationalskillscoalition.org/state-policy/state-workforce-and-education-alignment-project
https://cwdb.ca.gov/
https://wioaplans.ed.gov/node/21026
https://jfs.ohio.gov/owd/Initiatives/Docs/2022-23CSPTwo-YearModPublicComment.stm
https://dlt.ri.gov/sites/g/files/xkgbur571/files/2022-06/RI%20NonDiscrimination%20Plan%202022_Rhode%20Island.pdf
https://www.dol.gov/agencies/eta/performance/wdqi
https://www.dol.gov/agencies/eta/performance/wdqi
https://nces.ed.gov/programs/slds/
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Issues, Data-Driven Opportunities, and Models 

Even after the progress of recent years, people of color continue to face adversity in the work-
force. Discrimination is still prevalent against protected classes of people. Although the CRA 
outlawed employment discrimination based on identity group, discrimination has persisted 
and become more difficult to eliminate. Indirect discrimination is increasingly replacing histor-
ically more aggressive forms. This sort of bias is especially pervasive in the workplace today. 
It can take the form of microaggressions and incivility, and can result in unfair treatment by 
colleagues and management. These forms of racism are difficult to prove and eliminate.

One of the biggest barriers to understanding the state of our workforce and achieving equal 
workforce opportunity is the lack of accurate, timely, and trusted data that represents the 
United States’ dynamic economy and labor market. There is a need for improved labor market 
information, employment data for evidence-based equitable decision making, quality educa-
tion and skills data, and information on the administration of government programs related to 
the workforce and economy. Furthermore, data standards need to be developed for use by 
sectors and individual companies to produce and collect timely data on jobs and employment. 
Data gaps can impede understanding and improvement of workforce opportunity. These gaps 
include the following.

Demographics in labor data. Demographic data involves information about groups of people 
according to certain attributes such as age, gender, or place of residence, and can include 
socioeconomic factors such as occupation, family status, or income. This information is vital 
in constructing a representative picture of a population, and more specifically, schools and 
their districts. Unfortunately, many federal sources have critical gaps in their data for this sort 
of information.

Skills data. The data used for matching skills to job opportunities still lacks accuracy. The 
labor market is changing rapidly and becoming more dynamic. Up-to-date skills data helps 
employees understand their skills and competencies help employers understand their hiring 
needs, and helps educators better align and understand how their curriculum prepares stu-
dents for the real world. Workforce data will require better standardization of skills and train-
ing information to improve the understanding of such knowledge and experience.

https://www.uschamberfoundation.org/sites/default/files/JEDx%20One-Pager_May2021.pdf
https://www.uschamberfoundation.org/blog/post/t3-innovation-network-explores-how-data-and-ai-can-develop-stronger-workforce
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New technologies like AI can leverage skills data in the structured matching of job requirements 
with the candidates’ skills and competencies. This development can allow employers to find 
candidates best suited for roles and provide better opportunities for nontraditional talent in the 
labor market.

Longitudinal education data. The government lacks a clear picture of how the K-12 curriculum 
and college coursework is correlated with successful job outcomes. This is due to the lack of a 
standardized process of longitudinal data collection on individuals throughout their educational 
career. Information on local demographics and socioeconomic outcomes is also essential to 
assess disparities in education quality and equity. 

Quality comprehensive data on state high school curriculums. Misalignment can occur between 
the coursework necessary to receive a high school diploma and courses to be eligible for college 
admissions and postsecondary education. Despite receiving a diploma, many students who com-
plete high school are not college ready.

Despite these and other data challenges, many opportunities exist to use data in addressing key 
issues that make it difficult to achieve equity in workforce opportunity. These include bias, edu-
cation and training access, use of skills records, and making federal data more useful and 
accessible. 

Issue 1:  
Unconscious bias in recruitment process and discriminative job requirements

Though they may not be conscious, attitudes and behaviors from implicit biases can lead to dis-
criminatory workplace behaviors and actions. Implicit biases have a harmful impact on the 
recruitment, hiring, promotion, and treatment of minorities. Some indirect forms of employment 
discrimination include requiring academic degrees or formal training not necessary for a job 
function, specifying access to specific types of transportation (e.g. car ownership or access), 
height and weight requirements, and unclear job descriptions. Current indirect indicators of 
skills, such as traditional college degrees and work experience which lack sufficiently detailed 
information, prevent employers from tapping into broader and more diverse candidate pools, 
forcing them to pursue alternative paths. 

Opportunity. New and emerging technology should be implemented in the job recruitment pro-
cess to systematically decrease discriminatory consequences of unconscious bias. For instance, 
a company should be concerned about possible bias in their recruitment process if there are 
large drops in minority candidates from the initial screening stage to onsite interviews and skills 
assessment. Technology such as machine learning algorithms can be leveraged to identify these 
trends and help management make appropriate changes. 

Diverse open source recruitment platforms are another tool that employers can use to promote 
equitable hiring practices. Some websites and job boards, such as Jopwell, allow recruiters to 
advertise available roles to large diverse talent pools from a variety of different sources.

Organizations can also partner with leaders of minority communities and minority serving insti-
tutions to improve their hiring practices. For example, companies and agencies who are inten-
tional about increasing diversity among their employees can look to Historically Black Colleges 
and Universities (HBCUs), which produce nearly 20 percent of all the Black college graduates. 
HBCU Connect tracks companies that make a particular effort to hire from HBCUs, and recog-
nizes them in an annual Top 50 list. 

https://www.uschamberfoundation.org/sites/default/files/T3InnovationNetwork_SBHA%20Project%20Report.pdf
https://www.peoplescout.com/technology/
https://www.peoplescout.com/insights/racial-discrimination-in-the-workplace/
https://www.peoplescout.com/insights/racial-discrimination-in-the-workplace/
https://www.jopwell.com/
https://uncf.org/the-latest/african-americans-and-college-education-by-the-numbers#:~:text=HBCUs%20make%20up%20only%20three,of%20all%20African%20American%20graduates.
https://hbcuconnect.com/cgi-bin/jobs/top50.cgi?year=2021
https://www.healthsystemtracker.org/chart-collection/how-might-internet-connectivity-affect-health-care-access/#item-internetaccess_chart5
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Case Study: Jopwell

Jopwell allows recruiters to advertise open roles to a talent pool that is full of racially and 
ethnically diverse candidates. Jopwell’s aim is to represent and advance the careers of 
Black, Latino, and Native American students and professionals, and empower employers 
to build more diverse, equitable, and inclusive workplaces. The platform also hosts a dig-
ital magazine where employers can gain perspectives, resources, and advice from com-
munity leaders regarding equitable workforce practices, perspectives, and experiences.

Issue 2:  
Access to education and training to qualify for good jobs

Education and labor market outcomes remain inequitable despite federal efforts to improve 
education and workforce training. High schools with high proportions of students from low-
income families and students of color are less likely to offer advanced mathematics and sci-
ence courses. A report by the Center for American Progress found that the high school 
curriculum necessary to receive a diploma is often not sufficient for admission to college. 

This is especially true when high schools lack advanced coursework such as high-level math 
courses, laboratory science, and foreign languages, requiring students who wish to attend col-
lege to seek such knowledge elsewhere. Currently, only 52 percent of schools with high stu-
dent populations of color offer calculus, compared to 76 percent of schools with low student 
of color enrollment. Additionally, only 45 percent of high schools with a high enrollment of 
students from low-income families offer calculus curricula. Under-resourced schools in low-
income areas have a much more difficult time addressing these disparities, making this a 
matter of equity and accessibility. 

Additionally, there is insufficient evidence that public workforce training programs are effective 
at improving wages and increasing access to good jobs. Businesses, the primary source of 
funding for workforce training, are investing less in such programs. Furthermore, there is an 
extreme lack of government funding for workforce training and there is high variance in qual-
ity, necessitating a new model for workforce training. Better data on employment and wage 
outcomes for people with nondegree credentials at the state level can also help governments 
to determine the value of credentials to workers and businesses. 

Opportunity. Collaboration and coordination of high school and state college systems is 
essential to better align the requirements for high school graduation with the admissions 
requirements for state public university systems. States have already begun forming high 
school-to-college transition interventions. For example, many public university systems require 
completion of a 15-credit college-ready coursework curriculum to receive a standard high 
school diploma. 

States like Kentucky are also seeing positive outcomes from statewide transition intervention 
programs. The program, Targeted Interventions (TI), uses the American College Test (ACT) 
system as a universal screener for high school juniors, and uses scoring benchmarks to iden-
tify students who may not be on track to be college-ready after high school graduation. TI 
was found to reduce student enrollment in non-credit bearing remedial math courses in col-
lege, and increased the enrollment and number of passing students in gatekeeper math 
courses within the first year of college. Investment in longitudinal data collection and analysis 
of the effectiveness of such programs can strengthen, develop, and spread such interventions. 

https://www.jopwell.com/
https://www.jopwell.com/thewell
https://www.jopwell.com/thewell
https://learningpolicyinstitute.org/product/crdc-course-access-report
https://learningpolicyinstitute.org/product/crdc-course-access-report
http://americanprogress.org/article/high-school-diplomas/
https://learningpolicyinstitute.org/product/crdc-course-access-report
https://learningpolicyinstitute.org/product/crdc-course-access-report
https://americanprogress.org/issues/economy/reports/2019/10/16/475875/design-workforce-equity/?_ga=2.219508059.330473706.1665088189-1204744631.1663707351
http://journals.sagepub.com/doi/abs/10.1177/0019793915619904?journalCode=ilra
http://journals.sagepub.com/doi/abs/10.1177/0019793915619904?journalCode=ilra
https://nationalskillscoalition.org/blog/news/heres-what-the-most-recent-federal-spending-bill-means-for-workforce/#:~:text=The%20National%20Skills%20Coalition%20and,proposed%20under%20Build%20Back%20Better.
https://nationalskillscoalition.org/wp-content/uploads/2022/03/Emerging-Innovations-Final.pdf
https://www.americanprogress.org/article/high-school-diplomas/
https://www.americanprogress.org/article/high-school-diplomas/
https://ccrc.tc.columbia.edu/publications/ccrc-research-brief-how-states-implementing-transition-curricula-results-national-scan.html
https://journals.sagepub.com/eprint/R5GHPMNRTI5ZIYNJEHV4/full%5C
https://www.act.org/
https://journals.sagepub.com/eprint/R5GHPMNRTI5ZIYNJEHV4/full
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Substantial investment into skills and workforce training can also improve outcomes for disad-
vantaged people, non-degree holders, and the economy. This can be done through leveraging 
workforce data on career and technical education at community colleges, apprenticeships and 
work-based learning on job sites, job training at community organizations, and more. For 
example, businesses, educators, and trainers can use data on the long-term employment and 
wage outcomes of their students to measure program effectiveness and make improvements. 
Such data can also help to develop sector-based data standards on sector-based training. Data 
about all postsecondary programs is essential to understand the effectiveness of programs and 
determine whether they meet state criteria for quality. This data will increase accountability for 
businesses and other entities to provide quality and equitable training programs.

Case Study: Quality Postsecondary Credentials of Value

The Louisiana Board of Regents adopted a standard definition for quality non-degree cre-
dentials in 2020 to support its Master Plan for Higher Education. Proprietary and licensed 
institutions—institutions that are licensed by the Board of Regents and adhere to rules and 
regulations of state Proprietary School Advisory Commissions—must ensure their programs 
lead to successful equitable outcomes like better wages and attainment of good quality 
jobs. The requirements for a credential to be considered are:

•	 The provision of valid, reliable and transparent evidence of the competencies mastered, 
and conferment by a business, industry, and/or State of Louisiana entity

•	 Alignment to in-demand occupations as defined by the Louisiana Workforce 
Commission based on job demand, projected job growth and earnings

•	 Attainment of an occupation with a 20 percent wage premium over a high school 
diploma in Louisiana.

•	 Provision of evidence for employment and wage outcomes

•	 Above criteria attainment as a standalone credential, independent of another  
credentials

Issue 3:  
Ineffective communication of employee skills and learning records

Skills and competencies are the most essential requirements for success in the labor market. 
They represent an individual’s capabilities and thus are observed, measured, or otherwise 
assessed. The need for cognitive, technological, and interpersonal skills and competencies is 
expected to increase through the next decade, replacing many manual labor and basic skills. 
However, a dual difficulty exists in communicating and understanding employee skills and com-
petencies in different contexts, such as industry or seniority of a position. Many who have skills 
sought by employers cannot communicate them effectively, or could represent them more 
clearly to employers. This is in part due to a lack of standards around skills and competencies. 
Such information can be effectively communicated via data and digital processes, like tagging 
where one can label data or information with key terms for easy analysis and identification.

Opportunity. Structured skill and competency data can drive progress on this issue. Such 
transferable data can be used to train learning algorithms to analyze text in ways that can 
help match applicants’ skills to employers’ needs. A recent panel hosted by the Gates 
Foundation highlighted this opportunity, but noted that better data is still needed to make this 
kind of skills-matching more accurate. 

https://nationalskillscoalition.org/issues/
https://nationalskillscoalition.org/wp-content/uploads/2022/03/Emerging-Innovations-Final.pdf
https://regents.la.gov/wp-content/uploads/2020/11/PRP-VII.E.2-Quality-Postsecondary-Credentials-of-Value-Exec-Summary-Removed.pdf
https://masterplan.regents.la.gov/
https://www.uschamberfoundation.org/sites/default/files/T3%20Report_Skill%20Competency%20Data%20Translation%20and%20Analysis_Dec2020_FINAL.pdf
https://www.uschamberfoundation.org/t3-innovation
https://www.uschamberfoundation.org/sites/default/files/T3%20Report_Skill%20Competency%20Data%20Translation%20and%20Analysis_Dec2020_FINAL.pdf
https://www.uschamberfoundation.org/blog/post/t3-innovation-network-explores-how-data-and-ai-can-develop-stronger-workforce
https://www.uschamberfoundation.org/blog/post/t3-innovation-network-explores-how-data-and-ai-can-develop-stronger-workforce
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One solution may be the development of equity-driven Learning and Employment Records 
(LERs). LERs are digital records of an individual’s skills, credentials, diplomas, and employment 
history. Government, employers, and employees should all work to employ LERs in practice, as 
they have the potential to strengthen and transform traditional resumes. Leveraging LERs in 
resumes adds verifiable data about an individual’s achievements in real time. The federal gov-
ernment can play a vital role in codesigning and communicating the value of LERs to federal 
and state employers, and eventually to employers throughout the nation.

Artificial intelligence (AI) and machine learning tools can also be leveraged to prevent bias and 
inequity across systems and in decision-making processes. Both the Consumer Finance 
Protection Bureau and Federal Housing Finance Agency are employing AI to eliminate potential 
discrimination in their property valuations. Federal agencies can employ similar practices to 
identify where to strengthen fairness and equity in their own teams and practices. Agencies 
should also start to develop decentralized platforms of interagency data to improve accessibility 
and awareness of existing data.

Model: Competency Framework Extraction Module

The T3 Innovation Network works to digitally transform the talent marketplace via work-
force and education data. T3’s Competency Framework Extraction Module (CFEM) is an 
open-source tool that can convert skill and competency data into a variety of common, 
digital, machine-actionable formats used by learning, training, and credentialing software. 
Additionally, the Open Competency Framework Collaborative (OCF Collab) is an open 
member trust network focused on making competency and skill frameworks readily avail-
able to people and machines through agreed-upon search, retrieval, and retention rules.

Issue 4:  
Equitable data within federal sources 

Demographic data are often missing or incomplete due to the voluntary manner in which it is 
primarily collected. Respondents may feel hesitant to provide this information due to mistrust of 
what collectors will do with this information (e.g., denying of a role, unsuccessful application to 
a school, or withholding of public services). Some also have fears about data confidentiality. 
Demographic information is needed to garner an accurate representation of a community, school 
district, and workforce population. This information is essential when analyzing racial disparities 
in employment or school district funding. It is also necessary when assessing a change in out-
comes from interventions to improve fairness and equity. Without demographic information, it is 
much more difficult to uncover bias within an institution. 

Opportunity. The Equitable Data Working Group was tasked with prioritizing equitable data 
within federal data sources, and provides guidance in a recent report on how the government 
can go about this. The report outlines high-priority goals for equitable data. These include gen-
erating disaggregated statistical data to characterize the experiences of historically underserved 
groups using survey data; increasing nonfederal research and community access to disaggre-
gated data for the evidence-building that supports equity efforts; and conducting robust equity 
assessments of federal programs to identify areas for improvement. The Working Group also 
provides case studies to identify what progress could be made with existing program data to 
answer equity-centered questions around economic recovery and other key areas. This report 
provides guidance for all federal workforce and education offices to improve equity in their data 
sources and policy decisions. 

https://www.commerce.gov/sites/default/files/2020-09/LERwhitepaper09222020.pdf
https://governmentciomedia.com/federal-agencies-explore-ai-use-cases-prevent-bias
https://lerhub.org/s/curators/uLWRog5zQqTze7z7E/skills-extraction-tool-
https://www.whitehouse.gov/wp-content/uploads/2022/04/eo13985-vision-for-equitable-data.pdf
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Issue 5:  
Federal data sharing

Interagency and intra-agency data sharing is essential for individual agencies to develop data-
driven policy that can improve equitable workforce outcomes. However, the lack of interopera-
ble data, legal barriers, and legacy data systems make it extremely difficult for this sharing to 
take place in an efficient manner. Standardized methods for sharing high-value data and data 
request templates across federal agencies can streamline this process and can drive new infor-
mation technology solutions to enable data sharing.

Opportunity. Standards development and widespread dissemination are essential to improving 
data sharing across and within federal agencies. A core collection of agency templates and 
standard clauses can be used to draft data use agreements (DUA). Many DUAs already use 
similar formats, clauses, and language. A collection of templates and standard clauses that 
agencies can access when building their own agreements would enable chief data officers and 
other federal data users to draft new agreements more quickly, with already approved lan-
guage. Maintaining flexibility and customization of these templates is vital to maximizing their 
application to various agreements. Both the Centers for Disease Control and Prevention and 
U.S. Geological Survey have developed their own sample data sharing agreements. These doc-
uments can be used as templates by other federal entities to create their own agreements. 

https://resources.data.gov/assets/documents/2021_DSWG_Recommendations_and_Findings_508.pdf
https://www.cdc.gov/cancer/ncccp/doc/sampleinteragencydatasharingagreement.doc
https://www.usgs.gov/data-management/data-sharing-agreements
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CONCLUSION
A long history of discrimination and systemic inequity in the U.S. has resulted in major dispar-
ities in workforce opportunities for racial and ethnic minorities. Key legislative decisions such 
the Civil Rights Act and Lilly Ledbetter Fair Pay Act have led to great strides towards closing 
gaps in workforce outcomes; standardized, high quality, and timely data will be essential to 
identifying disparities and making targeted solutions. 

A number of government programs and organizations are investing in infrastructure to support 
longitudinal data collection on education, employment statistics, and skills information. 
Despite such progress, further initiatives can coordinate efforts and bring lasting change. 
Current data and technology-driven opportunities include the following.

Technology, such as machine learning, can create more diverse hiring pools and identify bias 
in hiring trends. This can help decrease the impact of unconscious bias in hiring decisions and 
indirect discrimination. Companies including Humana and Capital One currently use AI and 
machine learning in their hiring processes to navigate through thousands of applications, orga-
nize interviews, and conduct initial screenings. 

Greater data collection can guide the development and improvement of existing school-to-col-
lege transition programs and improve data on postsecondary training outcomes; better data 
collection will support improved access to quality education and training to qualify for good 
jobs. States such as Kentucky and New York have implemented data programs in their public 
schools, and are already seeing improved student outcomes. 

Targeted investment can support the collection and use of learning and employment records, 
and can leverage supervised learning algorithms to strengthen effective communication of 
employee skills and records of learning. The T3 Innovation Network demonstrates a successful 
model for the collection and use of LERs for better educational and employment opportunities. 
T3’s LER Resource Hub documents data standards that support interoperability across stake-
holder systems, technical protocols for linking data to individuals, and competency data for 
populating content in the LER. 

Inequities in the workforce for Black, Indigenous, and Latino Americans are rooted in a long 
history of racial discrimination. To learn more about the history of systemic workforce 
Inequities, go to http://reports.opendataenterprise.org/Workforce-Data-Equity-Appendix.pdf.

https://ccrc.tc.columbia.edu/publications/ccrc-research-brief-how-states-implementing-transition-curricula-results-national-scan.html
https://www.uschamberfoundation.org/t3-innovation-network/ilr-pilot-program#what-is-the-ler-resource-hub
http://reports.opendataenterprise.org/Workforce-Data-Equity-Appendix.pdf
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