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Microcredentials: a category
of educational or professional
credential that is smaller than
a degree.

Microcredentials are increasingly common.

910/0 900/0

of managers have of managers routinely
seen candidates with receive information about
microcredentials. microcredentials from their

tools and HR colleagues, or
inquire about them during
interviews and look for
them on resumes.

Managers are using microcredentials as
a way to screen for mindset more than to
identify specific skills.

“It shows they have a learning mentality.”



College Degree Candidates Have the Necessary Skills vs. Type of Job Role Hired Most Often
Candidates with Microcredentials
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Small business have the right conditions to consider microcredentials.



They don’t hire as many
candidates with
degrees.

But they also don’t hire
candidates with
microcredentials.
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Types of Candidates Hired in Past Three Years
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No Credentials Microcredentials Degree Only Degree Plus
Only Microcredentials

B Small Business Managers [ Other Managers



90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

Out of Sight, Out of Mind

Degrees Required in Job Postings
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High School 2 Year Degree

B Small Business Managers
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50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

Microcredentials Required in Job Postings

-

Badges OnlineCourse  Occupational
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DIY Hiring Process

Hiring Practices Adopted

AW iob —_I
Descriptions
Testfor Skills —_‘

Ranking w/o __‘
Id entifying Info

Review Non-
Resume Materials

Multiple
Interviewers |
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B Small BusinessManagers @ Other Managers

Do you receive information about candidates'
microcredentials?
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Seen Candidates With These Types of Microcredentials

Educational Certificate [ EEEEE———————
Industry Certificate ——|
Online Course ——l
Apprenticeship ——|
OccupationalLicense ——l
Military Credential _—,

Badge
None

0% 20% 40% 60% 80%

mSmall Business Managers @ Other Managers

(Say That They) See
Fewer Candidates
with
Microcredentials



What Might Get Their Attention?

Benefits of Considering Microcredentials

e Savrgs s ———
Reduces Mishires —
Shows Learning Mindset ——'
Expand and Diversify Pool ——|
Reduces Need to Test —
Industry Validation ——l
More Current ——|

None b
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@ Small Business Managers @ Other Managers



One Last Thought:

All Managers Hire
Based on Their
Own Experiences

Percentage of hiring managers with microcredentials
who have hired these profiles in the past 3 years
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Read the

Thank you!  REES

Amanda Welsh
a.welsh@northeastern.edu




About UpSkill America

* |Initiative of the Aspen Institute Economic
Opportunities Program (2015)

* Employer-driven solutions for education
attainment, mobility, and equity
* Best practices
* Recognition of learning
* Environments for talent



SMB Insights

e Case Studies
* Qualitative Research
* Ongoing Survey



Survey Findings

* SMBs appear more confident that their current
workforce is prepared to meet future needs

* SMBs are doing Skills First work, even if they
don’t call it that

* Interested

* |Interestec

In validated s

ills, primarily for “fit”

In understanc

Ing criteria for skills

assessment, evidence of proficiency, evidence
of skills demonstration



SMB Priorities

“When we talk about things like this, the people who are talking
about it are often Fortune 100s, businesses with big wallets. They
have money and bodies. | am often tapping volunteer efforts to
help me do this work, and we don’t have the budgets and
resources. While | think it’s fun, we’re not talking about Al for
another 5 to 10 years.”

~Director of Training and Development, Small Business



SMB Priorities

“From a recruiting perspective, what | am interested in with any
credential, especially one that | am not familiar with, is what is
this credential signifying. And then, what is this credential
signaling that this person can do? | am willing to dig in on this
because | think that is the murky water right now in so many
areas, there are so many new credentials coming into the market,
and there is ambiguity in what they mean. In talent acquisition, |
am looking to distinguish between awareness of a topic vs.
mastery and doing. | need to know what level and specifics—what
they can do.”

~Vice President



SMB Priorities

“We always want our employees to stay and grow
with us, but that will not always happen. So, what
can they take from us? What can they leave with
that they gained from us and take it to their next
employer? We want them to grow and learn, and
hope they gained knowledge here that will help
their futures.”

~“HR Manager



Emerging Lessons

* Spot readiness in the wild — physical badges, evidence of
learning in the workplace

* SMBs have fewer “systems-level” barriers

* SMBs are interested in use cases beyond hiring —
retaining, upskilling, transitioning talent is important
when hires are infrequent

* Language matters A LOT
* Design matters A LOT

* Employees aren’t always thinking about value from a
hiring perspective — at Ace, they cared about showing
their friends and family what they learned



Haley Glover
Senior Director, UpSkill America

www.upskillamerica.org
haley.glover@aspeninstitute.org
linkedin.com/in/haleyanneglover/

Thank you!

Piloting Innovation - Employer Insights -
Case Study with CFA, Qualitative Research with
ASU, and Ace Hardware WGU



http://www.upskillamerica.org/
mailto:haley.glover@aspeninstitute.org
https://www.linkedin.com/in/haleyanneglover/

Jobs for
the Future
(JFF)




JFF’s Mission

Jobs for the Future
drives transformation
of the U.S. education
and workforce
systems to achieve

egquitable economic.




JFF’s
North Star

In 10 years,

Laaillion.peonle facing

systemic barriers to

advancement wullwork in
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Skills-Based Career
Navigation




hy Focus on
areer Coaching?

Human connection matters
Career coaches’ skills cannot be fully automated

Coaching opportunities are in high demand and
limited supply

Career coaches connect people to learning

There is limited collaboration across coaching
organizations

Coaching can help job seekers create new
narratives and access opportunity

JFF
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Virtual Training for Career Coaches

With a focus on scalable foundational skills training for

coaches across the system, the Rework America Alliance

developed a four-course training series bringing the subject matter
expertise of our partners directly to career coaches.

Career Coaching Training

Effective and Equitable The Human-Centered The Skills-Based
Career Navigation Approach Coaching Application

This is built as a stand-alone product and is also built into into programs with our state and local delivery partners.

Our training includes course content by

Federal Reserve  f Lightcast STF. SKILLRISE @) ppleacersip  Meflpsey

Skills for Navigating a
Digital World

"TANOAHIAT HOS4—SWHOM LYHL 3HNLNE ¥ SNIQTInE

MU higsee
COMMUNITY COLLEGE ACTION LAB




Virtual Training

Effective and Equitable
Career Navigation

Introduction to Racial Equity for
Workforce Professionals

Introduction to Benefits Cliffs

Strategies to Effectively Identify
Client Needs

Creating a Personalized Action Plan

Labor Market Information for
Career Coaches

The Human-Centered
Approach

Introduction to Human Centered
Coaching

Emotional Intelligence and Human
Centered Coaching

The Flow of Human Centered
Coaching — Pathway to
Empowerment Process

Coach the Coach:
11 Points of Feedback

A Human Centered Coaching
Session in Practice

The Skills-Based
Coaching Application

I Skills-Based Job Search
I Skills-Based Resume
I Skills-Based Interview

I Skills-Based Job Progression

b
I o 4% REWORK AMERICA
JFF @\ ALLIANCE

Skills for Navigating a
Digital World

Lifelong Learner
Empowered Worker
Digital Citizen
Solution Seeker
Mindful Colleague

Digital Literacy Resource Bank for
Job Seekers

25



Skills-Based Practices
and Employer
Engagement

04



Employer Resources: Empowering employers to adopt more

equitable talent practices

-

Job Posting Generator (Skillitizer)
Online tool that helps employers
create skills-based job postings.

Accelerator Program
Workshops and 1:1 support for small to mid-sized
businesses implementing skills-based practices.

Skills-Based Job-Specific Hiring Guides
Customizable toolkits with a sample job posting, resume
screen, interview guide and onboard plan.

HR Software Guides
Guidance on useful features in HR software
———— when adopting a skills-based approach.

\_

Skillful Talent Series
Online training providing an overview of \
skills-based talent management. ad

Activator Program
Short workshop series that provides knowledge and tools
to engage employers in adopting skills-based practices.

Skills-Based Sourcing & Hiring Playbook
Guide that includes practices to increase
diversity and better support workers of color.

Partnership with Grads of Life
TA support for companies in adopting skill-based talent
management approaches.



https://markle.org/acceleratortraining/
https://markle.org/alliance/activatortraining/
https://markle.org/app/uploads/2022/04/Skills-Based-Hiring-Sourcing-Hiring-Playbook.pdf
https://generator.skillful.com/
https://markle.org/skills-based-talent-management-training/

Activator Program

|

JFF

Training

Three instructor-led online workshops plus a 45-minute online

course on skills-based practices to:

* Deepen understanding of skills-based practices

* Equip intermediaries with tactics to engage employers

* Provide access to resources including self-paced

training, videos, online tools, and case studies

28



e’
Accelerator Program

Training

Four in-depth training workshops provide an actionable

plan for implementing skills-based practices.

Coaching

1:1 coaching with leading consultants provides an

opportunity to solve specific challenges.

Resources

Access to additional resources including self-paced
training, videos, online tools, and case studies.
Materials were developed jointly with the RAA and
McKinsey, based on feedback from small businesses,

community organizations, workforce experts

29
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