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Executive Summary 

 

Oregonôs businesses drive innovation in the state and foster significant demand for new skills 
and occupations. A central factor in the continued growth and prosperity of the economy is a 
robust talent pool aligned with industry needs. While the state boasts a skilled and educated 
workforce, including many STEM graduates, it also faces stark hiring challenges and shortages 
in some key industries. To achieve equitable prosperity for all Oregonians and equip Oregonôs 
businesses and communities with the talent they need for success, the State of Oregonôs Higher 
Education Coordinating Commission (HECC) and Workforce and Talent Development Board 
(WTDB) collaborated with SRI International (SRI) to develop the Oregon 2024 Talent 
Assessment.  

This assessment prioritizes four industry clusters that offer upward mobility and strong career 
pathways to workers in Oregon (Health Sciences, Information Technology & Analytical 
Instruments, Construction, and Wood Products Manufacturing), and two occupations that are 
essential to the functioning of Oregonôs economy (Childcare and Heavy and Tractor-Trailer 
Truck Drivers). To gain a comprehensive understanding of the opportunities and challenges 
within these industries and occupations, SRI examined labor market data and workforce and 
education system coordination, conducted an analysis of job postings, interviewed key partners 
in Oregon, and implemented a statewide employer survey.  

The 2024 Talent Assessment presents analysis and findings on Oregonôs economic and 
workforce landscape; skills supply and demand for target occupations; and the competitive 
position of Oregonôs talent pool and workforce development system. Overall, this analysis finds 
that Oregonôs workforce system benefits from a large network of partners, effective and scalable 
employer-led training, and significant state investments. Lack of a strong coordinating authority, 
burdensome licensure processes, fewer workforce development opportunities in rural 
communities, and evidence of credential bias threaten future prosperity for Oregonôs workers 
and businesses.  

Industry Clusters and Occupations  
This analysis of four upwardly mobile industry clusters and two essential occupations highlights 
strong opportunities within Oregonôs economy, addressing both current and future economic 
demands, while also delineating pathways towards quality employment that fosters individual 
and community prosperity. Industry clusters and occupations were selected based on partner 
insights and analysis of wage and employment trends, gross regional product, regional 
specialization, and ñnecessaryò occupations as defined by the Center for Disease Control (CDC) 
and the National Institute for Occupational Safety and Health (NIOSH). 
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Assessment Summary of Select Industry Clusters and Occupations 
 

 Health 
Sciences 

IT & Analytical 
Instruments 

Construction Wood 
Products 

Manufacturing 

Childcare Heavy & 
Trailer-
Truck 
Drivers 

Employment and 
wage trends 

Strong wage 
growth 

Strong 
employment 
growth 

Strong wage 
growth  

Stable growth 
overall, with 

significant growth 
in  

semiconductors 

Strong wage 
growth 

Strong 
employment 
growth 

Strong wage 
growth 

Minimal 
employment 
decline 

Minimal 
wage growth 

Significant 
employment 
decline 

Strong wage 
growth 

Strong 
employment 
growth 

Most job openings Home Health 
and Personal 
Care Aides 

 
Registered 
Nurses 

 
Nursing 
Assistants 

Semiconductor 
Processing 
Technicians 

Software 
Developers 

Electrical, 
Electronic, and 
Electromechanical 
Assemblers, 
Except Coil 

Winders, Tapers, 
and Finishers 

Construction 
Laborers 

Carpenters 

First-Line 
Supervisors 

of 
Construction 
Trades and 
Extraction 
Workers 

Wood Sawing 
Machine 
Setters, 

Operators, and 
Tenders 

Miscellaneous 
Assemblers 
and 

Fabricators 

Machine 
Feeders and 
Offbearers 

Preschool 
teachers 

Childcare 
workers 

Heavy and 
tractor-trailer 
truck drivers 

Industrial 
truck and 
tractor 
operators 

Light truck 
drivers 

Most frequently 
cited skills in job 
postings 

Nursing 
 

Radiation 

Network security 
and cybersecurity 

Leadership/ 
management 

Programming 

Project 
management 

Contracting 

Tool usage 

Safety 

Tool Usage 

Maintenance 

Working with 
parents 

Teaching 

Curriculum 

Tarping 

Driving 

Freight 

Employer 
perception of 
workforce 
environment* 

Negative Positive Negative Negative Neutral Neutral 

Labor shortage 11.9% 4.9% 6.7% 8% 12.6% 3.4% 

Workforce programs 
align with industry 

needs* 

Somewhat 
aligned 

Somewhat 
aligned 

Not at all 
aligned 

Not at all 
aligned 

Somewhat 
aligned 

Somewhat 
aligned 

Share of Total 
Employment 

10.2% 2.7% 2.4% 1% 1% 2.3% 

Total number of 
2023 jobs 

226,540 60,935 53,050 21,816 20,312 50,760 

Industry share of 
State GRP ($/%) 

$23.8M/8.9% $18.7M/7.0% $6.6M/2.5% $3.9M/1.5% N/A N/A 

*Most common employer response as indicated in the business survey. 
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Health Sciences  

¶ Job postings exhibit a considerable degree of fragmentation across skill categories, with no 
clear set of attributes emerging as universally important.  

¶ Licensure processes in Oregonôs health sciences industry is unusually burdensome 
compared with other states, disincentivizing people to pursue those credentials. 

¶ Gaps in race and gender in the workforce widen along the career pathway. 

¶ When examining the career pathway from certified nursing assistant (CNA) to registered 
nurse (RN) and then nurse practitioner (NP), the gap between skills taught and acquired at 
the CNA level and those needed for RN jobs may make advancing on the pathway from 
CNA difficult, in addition to the educational and licensure barriers between these steps. 
 

The large gap between most CNA and RN skills make advancing through the health sciences 
career pathway difficult (share of job postings indicating skill, by occupation and skill group) 

 

 

Information Technology & Analytical Instruments 

¶ Technology innovation and adoption in this cluster occurs 
more rapidly than curriculum development, leading to 
knowledge gaps in the workforce. 

¶ Race and gender gaps in the workforce narrow further up the 
career pathway.  

¶ When comparing semiconductor and information technology 
roles, the overall type and distribution of skills is closely 
aligned, indicating opportunities for transferability and career 
progression between them.  

AI requirements are 
not limited to the IT & 

analytical 
instruments industry 
- health sciences 
postings also often 
required these skills, 

too. 
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Semiconductor manufacturing and IT jobs each require a high degree of coding skills (top 
coding skills in semiconductor manufacturing and IT job postings) 

 

Construction 

¶ There is significant interest and projected growth in construction and construction-related 
industries; however, studentsô aptitudes do not align with interests.  

¶ Amongst target industry clusters, construction job postings mentioned business skills the 
most and demonstrated as much of an emphasis on business skills as on technical skills. 

Wood Products Manufacturing 

¶ Wood products manufacturing has a competitive advantage in Oregon with an employment 
concentration more than 3 times higher than the national average. 

¶ Wood products manufacturing has evolved significantly with advances in technology making 
the nature of work focus increasingly on knowledge and technology intensive (KTI) skills, 
such as CNC tool operations, rather than strictly manual labor. 

Childcare 

¶ Childcare occupations require mostly technical skills (teaching) and often do not offer career 
pathways through roles that introduce a mix of technical and managerial skills. 

¶ Over 90% of childcare workers are female, and, on average, earn 55% of the average 
annual salary in Oregon, contributing to gender inequities in the state.  

¶ The inaccessibility of affordable, convenient childcare prevents many parents from entering 
the workforce and contributing to economic prosperity in Oregon.    

Heavy and Tractor-Trailer Drivers  

¶ Labor shortages resulting from the need to reskill and upskill is a more significant challenge 
in heavy and tractor-trailer truck driver occupation cluster than others. 

¶ Employers note the need for more formal transportation-focused K-12 and postsecondary 
training programs. 

¶ As in the case with childcare workers, there is no ladder comprised of mixed technical and 
management skills into higher paid occupations. This, combined with low median wages, 
contributes to the decline in the trucking workforce.  
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Employer Perspective 
A business community survey was distributed to employers in Oregon across different 
industries, company sizes, and geographic locations. The survey provided insights from 201 
participating employers on industry labor needs, skills gaps, partnerships, and assessment of 
resources. Most report that they are experiencing either no or minimal labor shortage. Health 
science employers and larger businesses are more likely to indicate severe shortages. Those 
reporting shortages indicate hiring challenges as the primary barrier, particularly candidates with 
a lack of technical skills and work experience. When asked how well aligned existing workforce 
and educational programs are with the labor needs of their business, most report that these 
programs are only somewhat aligned with their needs.  

Is your company experiencing a labor shortage?  How aligned are programs with your labor needs? 

 

 

When asked to assess Oregonôs workforce organizations and programs in meeting workforce 
need (scale of 1 ñnot at all valuableò to 3 ñvery valuableò), on-the-job training and Work Share 
programs are rated as the most valuable of these offerings. WorkSource Oregon/iMatchSkills is 
rated less valuable despite it being the most known/used resource compared to others.  

How valuable are the following workforce organizations and programs in meeting your 
workforce needs? 
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Recommendations 
Oregon has largely overcome cyclical labor market challenges resulting from the COVID-19 
pandemic. Beyond recovery, the state has experienced significant growth in increasingly 
technology intensive industries that offer opportunities for upward mobility. The state is well-
poised for long-term economic prosperity but faces headwinds that must be addressed. The 
recommendations support Oregonôs workforce goals of ecosystem alignment, equitable 
prosperity for all Oregonians, and supporting individuals along the career pipeline.  

 

Strategy 1: Align and Strengthen Oregonôs Workforce Ecosystem 
Oregonôs workforce ecosystem includes several partners with various goals and needs. This 
strategy includes action items that bolster the alignment of these partners and improve the 
infrastructure of the workforce development ecosystem through new initiatives and increased 
collaboration. 

 

 

Strategy 2: Promote efforts that increase workforce development access and equity for 
all Oregonians 
Workers across the culturally and geographically diverse state have unique needs and 
challenges that have an impact on their ability to further their education and career. This 
strategy includes action items that improve workforce development access and equity through 
custom programs and investments. 

 

 

Strategy 3: Support Oregonôs target industries and occupations through attraction, 
retention, and life-long learning initiatives 
As Oregonôs economy continues its economic evolution workforce needs are rapidly shifting, 
and the state is experiencing shortages in several key occupations. This strategy includes 
action items that support career pathways and transitions for learners and workers, as well as 
actions that boost worker attraction and retention for crucial industries and jobs. 
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Introduction 

 

Oregonôs businesses drive innovation in the state and foster significant demand for new skills 
and occupations. A central factor in the continued growth and prosperity of the economy is a 
robust talent pool aligned with industry needs. While the state boasts a skilled and educated 
workforce, including many STEM graduates, it also faces shortages due to high levels of out-
migration and an aging workforce. To evaluate the skills required to address these dynamics, 
achieve equitable prosperity for all Oregonians, and equip Oregonôs businesses and 
communities with the talent they need for success, the State of Oregonôs Higher Education 
Coordinating Commission (HECC) and Workforce and Talent Development Board (WTDB) 
collaborated with SRI International (SRI) to develop the Oregon 2024 Talent Assessment.  

This assessment prioritizes four industry clusters that offer upward mobility and strong career 
pathways to workers in Oregon (Health Sciences, Information Technology & Analytical 
Instruments, Construction, and Wood Products Manufacturing), and two occupations that are 
essential to the functioning of Oregonôs economy (Childcare and Heavy and Tractor-Trailer 
Truck Drivers). To gain a comprehensive understanding of the opportunities and challenges 
within these industries and occupations, SRI examined labor market data and workforce and 
education system coordination, conducted an analysis of job postings, interviewed key partners 
in Oregon, and implemented a statewide employer survey.  

The 2024 Talent Assessment presents analysis and findings on Oregonôs economic and 

workforce landscape; the supply and demand of skills for occupations in clusters offering 

opportunities for career development and in occupations that are foundational to the economy; 

and the competitive position of Oregonôs talent pool and workforce development system. These 

insights inform recommended actions that HECC and its partners can take to build on strengths, 

address weaknesses, and capitalize on opportunities within its workforce and workforce system. 

Summary of Assessment Findings 

¶ Oregon is experiencing a strong economic recovery from the COVID-19 pandemic, with 
GDP steadily increasing and labor shortages diminishing, primarily driven by growth in 
prime working age employment. 

¶ Employers reporting labor shortages indicate hiring challenges as the leading barrier, 
particularly candidates with a lack of technical skills and work experience. 

¶ Businesses have relatively low familiarity with most workforce support organizations and 
programs, which limits program effectiveness and return on investment for the state. 

¶ Health science employers offer fewer opportunities for career advancement than 
employers overall but report a greater alignment between existing educational programs 
and skills needed for industry. 

¶ When comparing semiconductor and information technology roles, the overall type and 
distribution of skills closely aligns, indicating opportunities for transferability and career 
progression between the two sectors. 

¶ Top hiring challenges in the construction industry cluster are lack of work experience, 
technical skills, and employability skills, and basic suitability for available roles. 

¶ Wood products manufacturing has evolved significantly, with advances in technology 
changing the nature of the work to increasingly focus on KTI skills rather than manual 
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labor. Given these changes, most employers rate Oregonôs existing educational 
programs as ñnot at all alignedò with their companyôs labor needs. 

¶ Increasing the childcare workforce will require several strategies including increasing 
wages, demonstrating and strengthening career pathways, and expanding the labor pool 
by addressing barriers to job access. 

¶ Labor shortages due to the need to reskill and upskill are a significant challenge in the 
heavy and tractor-trailer truck driver occupation cluster, with employers citing challenges 
related to balancing skills program demands with current business operations and 
measuring the organizationôs supply and demand of skills on an ongoing basis. 

¶ Workers of color are concentrated in roles that require no formal education credentials, 
leading to pay inequities for racially and ethnically diverse workers in Oregon. Within the 
health sciences industry cluster, gaps in race and gender widen as careers progress. 

To further study Oregonôs talent and economic landscape, this assessment focuses on 
occupations in four select industry clusters that offer upward mobility opportunities to workers in 
Oregon and on two occupations necessary for the functioning of Oregonôs economy. SRI 
employed a combination of quantitative analysis, including labor market data and job postings 
analysis, as well as qualitative research, such as interviews with key partners in Oregon and an 
employer survey, to gain a comprehensive understanding of the opportunities and challenges 
within these sectors. The goal of studying these selected upward mobility industry clusters and 
essential occupations is to highlight strong opportunities within Oregonôs economy, addressing 
both current and future economic demands, while also delineating pathways towards quality 
employment opportunities that foster individual and community prosperity. 

Industry Cluster and Occupation Selection  
To inform the selection of upward mobility industry clusters and essential occupations, SRI 
reviewed past Talent Assessments and other Oregon talent ecosystem reports to develop an 
initial, broad list of target industry clusters. To narrow down to those with the strongest 
opportunities for upward mobility, SRIôs analysis including wage growth, employment growth, 
employment size, share of gross regional product (GRP), and regional specialization. SRI also 
analyzed occupations identified as necessary by the Center for Disease Control (CDC), the 
National Institute for Occupational Safety and Health (NIOSH), and economic indicators data. 

 

 

 

 
SRIôs assessment of Oregonôs talent ecosystem for this report is based four primary data 
sources: a survey of members of the business community, partner engagement through one-on-
one interviews and focus groups, analysis of economic data from the source Lightcast, and 
direct analysis of job postings data obtained from the National Labor Exchangeôs ResearchHub 
database. These data collection and analysis efforts were used to provide qualitative and 
quantitative data on the talent ecosystem, and our internal process for creating the report 
involved a synthesis of each data stream to ensure the presented results benefit from 
knowledge gained through other collection methods. 

SRI collaborated with HECC to deploy a business community survey in Oregon, aiming to 
gauge industry labor needs and capture employer perspectives on skills gaps, partnerships, and 

SRI presented a curated selection of industry clusters and occupations to the HECC and to 
the Steering Committee and conducted a survey of Steering Committee members to identify 
the industry clusters and occupations of interest for the 2024 Talent Assessment. Analysis, 
additional feedback, and the survey informed the final industry and occupation selections.  
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workforce development assets. SRI also conducted five focus groups and 21 interviews 
engaging a total of 64 total Oregon workforce partners. These workforce partners included local, 
regional, and state-level workforce development, education, and industry professionals. 

In addition, SRI analyzed more than 175,000 job postings from across the selected industry 
clusters and occupations to extract requirements for skills, education, and experience. The skills 
extracted from the job postings were generally divided into technical, employability, and 
business skills. Technical skills are those specific to the industry or occupation which allow 
workers to do specialized tasks relevant to their job, but not generally transferrable across 
industries or, sometimes, occupations. Employability skills are essential skills for workers such 
as leadership and communication. Finally, business skills are those that are common to 
managerial or administrative positions, such as invoicing, scheduling, and budgeting. The IT & 
Analytical Instruments cluster also has two additional skills groups, programming languages and 
semiconductor skills, to allow for greater specificity for these postings. 

Manufacturing Spotlight 
 

The manufacturing sector in Oregon makes up 8.7% of state employment and contributes 
12.4% to state GDP (U.S. Bureau of Labor Statistics, 2023). Oregon has a diverse 
manufacturing sector, with significant activity in to wood products manufacturing, information 
technology & analytical instruments (semiconductors), and other advanced manufacturing. 

To better understand the talent needs and challenges of manufacturing firms in the state, 
SRI isolated results from the business community survey from manufacturing-related 
respondents. Manufacturing respondents account for 32% of total survey respondents, and 
represent firms of varying sizes and industries, primarily Advanced Manufacturing (other 
than semiconductors), semiconductors, and wood products manufacturing manufacturers 
(see Appendix E: Survey Summary Results for reference). Key findings include: 

¶ Most indicate only a minimal, manageable labor shortage, but generally view the current 
workforce as having insufficient work experience and technical skills. 

¶ Manufacturing employers indicate that Oregonôs workforce system is ñsomewhat 
alignedò to employer needs, noting the need for additional electrical engineers, those 
with computer science and AI skills, and those with more specialized vs. general 
manufacturing skills. 

¶ Top three state workforce organizations or development programs supporting 
manufacturing are on-the-job training, WorkSource Oregon/iMatchSkills online system, 
and Work Share. 

¶ Top sources of skilled labor include employee referrals, career centers at community 
colleges or universities, WorkSource Oregon, and staffing agencies. 

¶ Many manufacturers offer opportunities for career advancement, with one respondent 
noting, ñWe do not require any previous experience for machinist positions. We use a 
combo of in-house and off-site training to build employees' skills.ò 

¶ Access to affordable housing and childcare services were identified as the primary 
barriers to job access for underserved populations in Oregon. Many manufacturing 
employers offer programs and resources to increase job access, such as ñreturnshipsò to 
bring people back into the workforce after taking time off, childcare and transit benefits, 
and funded scholarships for training in the trades. 
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Economic and Workforce Landscape 

 

Introduction 
To understand Oregonôs current position, opportunities for growth and development, and 
challenges to future prosperity, this landscape assessment presents baseline data and trends 
across industry, innovation, workforce, education, and quality of life characteristics.  

Key Findings 

¶ Oregon is experiencing a strong economic recovery from the COVID-19 pandemic, with 
GDP steadily increasing and labor shortages diminishing 

¶ Business-performed research and development (R&D) accounts for 4.7% of private-
industry output in Oregon, surpassing the national average of 2.9% and placing Oregon 
among the top five state for business R&D. 

¶ Oregon outpaces the national average and most states in its proportion of science and 
engineering graduates, with over one in three bachelorôs degree graduates earning 
science- and technology-related degrees. 

¶ Oregon faces challenges from the out-migration of educated residents. 

¶ Most families in Oregon (60%) live in a ñchildcare desert,ò characterized by counties with 
more than three children for each regulated childcare slot. 

Industry  
Oregonôs economy has exhibited steady growth, with gross domestic product (GDP) expanding 
by nearly 32% over the past five years, slightly outpacing national growth (Bureau of Economic 
Analysis, 2023). Oregonôs GDP growth increased each year prior to the pandemic, which did not 
halt momentum (Bureau of Economic Analysis, 2023). Oregonôs overall employment grew 7% 
from 2020 to 2023, again, demonstrating resilience following the pandemic.  

Government (13.7%), health care and social assistance (13.4%), and retail trade (10.0%) 
industries are the largest shares of 2023 jobs in Oregon. The fastest growing industry is 
transportation and warehousing with 22% job growth from 2018 to 2023. Agriculture, forestry, 
fishing, and hunting, including wood products manufacturing, is Oregonôs most specialized 
sector with a location quotient of 2.4, indicating that Oregonôs employment concentration here is 
almost two and a half times the national average.  

Innovation 
In addition to resilient growth, Oregonôs economy is characterized by a rich landscape of 
innovation. R&D contributes nearly 5% of Oregonôs GDP, surpassing the national average by 
1.23 percentage points (National Center for Science and Engineering Statistics, 2023). This 
high intensity of R&D activities in Oregon is a leading indicator of both current and future 
economic competitiveness.  

The private sector drives large investments in R&D activities. Business-performed R&D, led by 
the information technology industry, accounts for 4.7% of private-industry output in Oregon, 
compared to the national rate of 2.9% (National Science Foundation, 2020). In the fiscal year of 
2022, Oregonôs state government allocated $33.8 million towards R&D expenditures (National 
Center for Science and Engineering Statistics, 2022).  
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Oregon ranked seventh among other U.S. states in the Information Technology and Innovation 
Foundationôs (ITIFôs) 2022 North American Subnational Innovation Competitiveness Index. 
Oregon only trails Massachusetts and California in the number of Patent Cooperation Treaty 
(PCT) patents per capita (ITIF, 2022).  

Workforce 
From 2017 to 2020, the number of individuals in science and engineering occupations steadily 
increased and accounted for 5.36% of all occupations in Oregon in 2020, slightly exceeding the 
national average of 5.26% (National Center for Science and Engineering Statistics, 2021). 
Despite an aging workforce and only modest population growth in recent years, Oregonôs labor 
shortage has improved (U.S. Chamber of Commerce, 2024). The increase in available workers 
can be attributed largely to the expansion of labor force participation, which rebounded and 
slightly expanded following the pandemic. At the start of 2019, the labor force participation rate 
in Oregon was 61.8%. During the pandemic, the labor force participation rate in Oregon got as 
low as 59.4%. As of March 2024, Oregonôs labor force participation rate is 62.8%. While labor 
force participation rates in Oregon were less than the national average prior to the COVID-19 
pandemic, the stateôs March 2024 labor force participation rate is marginally better than that of 
the United States (Figure 1).  

Figure 1: Labor force participation rates, 2017ï2024. Source: Federal Reserve Bank of St. Louis. 

 

Education 
More than two in ten Oregonians aged over 25 have a bachelorôs degree, and approximately 
one in ten with an associate degree, on a par with the national average. Among bachelorôs 
degree holders, about 44% have degrees in science and engineering fields, outpacing the U.S. 
average of 35.5% (U.S. Census Bureau, American Community Survey, 2020). Oregon has 
seven public higher education institutions, 42 private colleges, universities, and trade schools, 
and 17 community colleges and satellite locations. Most students in higher education in Oregon 
are served by public institutions (Figure 2). 
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Figure 2: Share of 2022 graduates from Oregon institutions. Source: IPEDS Completion Data. 

 

Oregon has been grappling with substantial out-migration of educated individuals; in 2022, the 
negative net migration out of the state was 0.4% of the total population. People who moved out 
of Oregon most frequently moved to California, Washington, and abroad (U.S. Census Bureau, 
American Community Survey, 2022). Nearly half of recent college graduates opt to live outside 
of Oregon following graduation.  

Quality of Life  
Overall, Oregon offers a good quality of life, as indicated by a host of 
resources and amenities available to residents and businesses, from 
housing and recreation to health resources. However, the stateôs lack of 
childcare, affordable housing, and range of drug-related health issues must 
be addressed for the state to reduce out-migration, retain graduates, and 
attract new workers. 

Housing 
There are approximately 1.8 million housing units in Oregon, of which 
92.8% are occupied. This occupation rate is higher than the national 
average of 90.3%. Approximately 62.8% of housing units in Oregon are 
owner-occupied, which is slightly lower than the national average of 65.2%. 
Rent burden, defined as allocating 30% or more of household income towards gross rent in the 
past 12 months, is a significant issue ï more than half (53.2%) of renters are rent burdened 
(U.S. Census Bureau, American Community Survey, 2022). The median gross rent in Oregon in 
2022 was $1,370 per month ($70 more per month than the U.S. average). Monthly rent in 
Oregon increased by $291 from 2017 to 2022.  

ñThe single most 
important asset in 
Oregon is quality of 
lifeéOregon is a 
great place to live.ò 

 

-Survey respondent 
from Corvallis, 
Oregon 
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Recreation 
Oregon is renowned for its many recreational activities, catering to both residents and visitors 
alike. In 2016 alone, visitors to state parks contributed $1.1 billion to the state's economy and 
supported 16,000 jobs. Oregonôs state parks are in the top 10 most visited in the U.S., with over 
54 million visitors during the 2017ï2018 period (Oregon Parks and Recreation Department, 
2024). The state is home to 5 national parks, 11 national forests, 21 national wildlife refuges, 
and 361 state parks (Travel Oregon, 2024).  

Childcare 
Childcare in Oregon is not widely accessible for all families. As of December 2022, 60% of 
families in Oregon with at least one child under the age of 5 reside in a ñchildcare desertò, 
compared to the national average of 50% This designation applies to counties where there are 
more than three children for each regulated childcare slot.  Compounding this problem, between 
1999 and 2022, the total number of childcare slots for children under the age of 13 in Oregon 
declined by approximately 6,600 slots. Most Oregonôs childcare facilities rely on parent funding; 
less than a quarter of available slots were publicly funded (Oregon State University, 2023).  

Health 
In November 2014, Oregon became the fourth state to legalize adult-use cannabis, 
encompassing possession, home cultivation, and retail sales. Recreational legalization has led 
to an approximate 20% increase in cannabis use across the U.S. (Zellers et. al, 2022) and 
cannabis sales in the state totaled $6.301 billion (Oregon Liquor & Cannabis Commission, 
2024). However, concerns arise regarding workplace safety, particularly in roles involving heavy 
machinery, firearms, or law enforcement duties, as there is currently no reliable method to 
detect intoxication levels in employees during testing.  

In Oregon, the per capita volume of prescription opioids surged by 294% between 1999 and 
2015, averaging a 9% annual increase. This increase contributed to a 1.7 percentage point 
decline in the stateôs labor force participation rate of prime-age workers, resulting in a slowdown 
of annual real gross GDP growth by 0.6 percentage points and an estimated loss of $20.8 billion 
in real economic output from 1999 to 2015.
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Business Community Survey 

 

Introduction  
In early 2024, SRI collaborated with HECC to deploy a business community survey to Oregon 
employers across industries, company sizes, and locations. The purpose of the survey was to 
gauge industry labor needs and capture employer perspectives. This section provides an 
overview of the results of the business community survey from 201 respondents. Survey data 
also appears throughout other sections of the report.  

Key Findings 

¶ Businesses prioritize culture fit/team dynamics and technical skills over work experience, 
essential employability skills, and educational credentials in job candidates.  

¶ Most businesses report that existing educational programs are only somewhat aligned with 
their needs; businesses in suburban communities were most likely to report misalignment. 

¶ Businesses have relatively low familiarity with most workforce support organizations and 
programs, which limits program effectiveness and return on investment for the state. 

¶ Respondents rate Oregonôs on-the-job training and Work Share program as most valuable 
of these offerings. WorkSource Oregon/iMatchSkills was rated less valuable, despite it being 
the most known/used, compared to other organizations and programs. 

Assessing the Talent Pipeline 
The business survey offered insights into how Oregon businesses generally view the talent pool 
and hiring priorities. Figure 3 demonstrates the perceptions and attitudes of businesses towards 
Oregonôs overall workforce environment. Of the 350+ words from this question, approximately 
64% of responses were negative, 34% were positive, and 2% were neutral. Figure 4 shows the 
hiring priorities for Oregon businesses. Hiring priorities in the survey include culture fit/team 
dynamics, educational credentials, employability skills, technical skills, and work experience. 
Culture fit/team dynamics and technical skills were the highest priorities, but their similar ratings 
demonstrate the importance to Oregon employers of well-rounded candidates. 

Figure 3: What three words would you use to describe Oregon's overall workforce environment? 
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Figure 4 also demonstrates how hiring priorities vary across geographic classifications in the 
state. While responses across geographies are mostly aligned, some geographic differences 
emerge in how educational credentials and technical skills are prioritized during hiring.  

Figure 4: Roughly, how does your company prioritize the following aspects of a candidate during the 
hiring process? By geography. 

 

For example, there is a difference of 7.5 percentage points in how technical skills are rated 
between urban and rural employers. Despite the small sample size, suburban employers deem 
culture fit/team dynamics and educational credentials more important, and work experience and 
essential employability skills less important than other geographies. 

Figure 5 examines hiring priorities among select industry groupings. According to the employer 
survey's respondent pool, there are meaningful differences in how industries evaluate talent and 
hire. Most of these trends align with our expectations of the talent needed per industry. For 
example, educational credentials (~26%) and work experience (~21%) have the highest ratings 
in health sciences. Technical skills are rated highest in construction (~33%) and IT & Analytical 
Instruments (~30%). Results from this question may help identify industries with specific barriers 
to entry for Oregonians. For example, businesses in IT & Analytical Instruments prioritize the 
right culture fit, employability skills, and technical skills more than work experience, potentially 
creating opportunities for those without full-time work experience. Also, educational credentials 
are less important and could create entry pathways in industry clusters like construction (~9%) 
or wood products manufacturing (~12%) compared to the rest of the survey population. 

The survey asked respondents about reliable streams or sources of skilled labor in the state. 
Responses varied by respondent industry and geography, but the range of submissions 
demonstrated the breadth of resources employers could use in Oregon. Among this variety, 
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career centers at Portland, Chemeketa, Linn-Benton, and Mt. Hood Community Colleges were 
popular responses. Several respondents also mentioned the Multiple Engineering Cooperative 
Program (MECOP), which connects students from Oregon State University (founding academic 
partner), Oregon Institute of Technology, Portland State University, and the University of 
Portland with leading manufacturing, electronics, and construction companies (e.g., Boeing, 
Siemens, Intel, Cisco, Frito-Lay, Cognex) for paid internships. Over 60 respondents listed 
employee referrals and more than 30 worked with WorkSource Oregon as reliable streams. 

Figure 5: Roughly, how does your company prioritize the following aspects of a candidate during the 
hiring process? By industry. 

 

Opportunities for Upward Mobility 
Given the priority of this assessment on identifying opportunities for upward mobility, the survey 
asks businesses about opportunities for career advancement based on performance and 
opportunities based on skills development. Figure 6 shows similar responses for opportunities 
based on performance and on skills development. A score of ñ0ò indicates that the business 
does not offer any special training, incentives, or grants for career advancement for current 
employees, while a score of ñ100ò indicates many such offerings. Career advancement 
opportunities based on performance and on skills both have responses ranging from a low of 
about 35 to a high of about 80. On average, Oregon businesses report a score of 68 for career 
mobility opportunities based on performance and 64 based on skills development. These 
responses suggest that many businesses are offering substantial opportunities to employees for 
advancement, while some businesses still have room for improvement.  

Many survey respondents provided examples of the career advancement opportunities offered 
by their company. For example, 27 respondents cited a specific training opportunity; references 
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ranged from technical training to essential employability skills and leadership development. 
Several companies shared examples of entry-level employees having the opportunity to grow 
into a more skilled role, such as a management or certified technical role. One respondent 
shared an anecdote of a customer service representative who worked their way up to the 
companyôs CFO. Another respondent mentioned that they are covering the tuition and related 
expenses for ten employees to complete nursing, respiratory therapy, or medical technologist 
educational training programs.  

Figure 6: Please rate the opportunities your company provides for career advancement on a scale of 0 to 
100, from no opportunities to many opportunities. 

 

Respondents from larger companies (100 workers or more) 
report higher scores, on average, for career advancement 
opportunities based on skills development (70) and 
performance (74) compared to the rest of the survey 
population, especially those from small businesses (0 to 9 
workers), who report average scores of 53 and 57, 
respectively. This finding suggests that larger companies in 
Oregon offer more opportunities for career advancement, 
likely due to increased capacity.  

Alignment and Effectiveness of Workforce Programs and Organizations 
The employer survey then assessed perspectives on educational alignment with labor needs. 
Often, academic curricula can struggle to keep up with rapidly changing industry needs, which 
can make worse existing labor shortages and emerging skills gaps in a local workforce. Figure 7 
shows that a majority (about 60%) of Oregon businesses said that existing educational 
programs are somewhat aligned with company labor needs, 6% said ñvery aligned,ò and 23% 
said "not at all aligned."  

Using the geographic classifications from the Oregon Office of Rural Health, we sorted 
responses to this answer by companies operating in rural, urban, and suburban environments 
throughout the state. Given salient workforce challenges in rural communities, surprisingly, 
companies in Oregonôs rural areas rated educational-industry alignment better than the overall 
survey population, with about 6 percentage points fewer saying not at all aligned and 6 
percentage points greater saying somewhat aligned. Further, in terms of educational-industry 
alignment, businesses in suburban parts of the state seem to be the most distressed, with over 
40% (of an albeit small sample) replying "not at aligned." 

élarger companies in 
Oregon offer more 
opportunities for 
career advancement, 
likely due to increased 

capacity. 
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Figure 7: How aligned are Oregon's existing educational programs with your companyôs labor needs? 

 

Figure 8 provides representative quotes from respondents explaining their alignment ratings. 
Among survey respondents who said that Oregonôs educational programs are not at all aligned 
with their company needs, the themes focused on a skills mismatch between what is provided 
and what is needed, an overarching lack of employability skills, and needing more from the 
stateôs K-12 education providers. We must note that businesses also play a role in improving the 
stateôs educational program-industry alignment. For example, the industry can inform academic 
curricula with information about in-demand occupations or skills, provide schools with essential 
training equipment or resources, and form partnerships for students to participate in 
apprenticeships, internships, or other industry-led projects. 

Figure 8: Representative quotes from respondents describing Oregonôs educational program and industry 
alignment. 
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Lastly, the baseline conditions section assessed respondentôs awareness and use of Oregon 
workforce organizations and development programs. Of the 15 organizations and programs 
identified, Oregon businesses broadly did not know of most. Respondents were least familiar 
with the Jobs Plus Program (79% ñdonôt knowò), Dislocated Worker Program/Rapid Response 
(74%), and Preferred Worker Program (71%). The most known included WorkSource 
Oregon/iMatchSkills online system and on-the-job training, with only 44% and 55% of 
respondents, respectively, indicating ñdonôt know.ò Simply put, businesses have a low familiarity 
with many of workforce programs and organizations, which limits effectiveness and the return 
on investment for the state.  

Figure 9 indicates the value Oregon businesses place on the listed workforce organizations and 
programs (weighted averages based on rating ñnot at all valuableò [1], ñsomewhat valuableò [2], 
or ñvery valuableò [3]). The chart shows that respondents found Oregonôs on-the-job training and 
Work Share program most valuable, with a weighted average of 2.56 and 2.27, respectively. 
Surprisingly, WorkSource Oregon/iMatchSkills was rated second to last in value despite being 
the most used compared to other organizations and programs. Although the Dislocated Worker 
Program/Rapid Response and Jobs Plus Program were among the least known and least 
utilized, these programs were rated quite well with averages above 2, between somewhat and 
very valuable.  

Figure 9: Valuableness weighted average ratings for Oregon's workforce assets. 

 

Aside from the workforce resources rated in Figure 9, Oregon businesses shared comments on 
several other important workforce assets that support their companyôs labor needs. Quality of 
life in Oregon came up several times, helping Oregon draw on skilled talent from other places 
such as California and even overseas through J-1 visas. Others mentioned using online job 
boards and social media sites such as Indeed, Instagram, and LinkedIn to help attract talent.  

Strengthening the Talent Pipeline 
Businesses provided much feedback on types of programming or resources that would help 
them hire and retain workers with well-aligned skills. Of the 80 open-ended comments received, 
the primary themes focused on training programs (~33% of comment were related), financial 
incentives or subsidies (~28%), partnership formation or other forms of specialized support 
(~24%), the connectivity between workforce assets in the state, K-12 or higher education 
curriculum changes (~16%), and diversity, equity, and inclusion opportunities (8%). Oregon 
businessesô interest in greater connectivity and collaboration within the stateôs workforce 
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environment stands out. Industry buy-in to support or partner with academic institutions, 
government work programs, and community nonprofits can significantly elevate the impact of 
state or regional workforce development initiatives as well as fill gaps in the workforce talent 
pipeline. Figure 10 provides some representative quotes across each theme. 

Figure 10: Representative quotes from respondents describing programming or resource needs 

 

Most of the recommendations for training programs were unique, with one respondent 
requesting advanced machine and manufacturing automation training, a foundational K-12 
computer science course, and another customer service training. Several respondents wanted 
more experiential learning programs (e.g., apprenticeships and internships). Similarly, several 
types of financial incentives or subsidies were requested, including education reimbursements, 
funding for CDL schools, and underserved community investments. Again, several respondents 
were aligned in requesting policies or programs that make vital resources (e.g., housing, 
childcare, transportation) more affordable. Interestingly, respondents were interested in building 
different types of connectivity within Oregonôs workforce environment. For example, some 
requested support in building connectivity generally to form and manage relationships within the 
ecosystem. Others sought connectivity with an industry-academia lens (e.g., ensuring curricula 
align with industry needs, hosting career fairs, identifying candidates for internships or job 
roles). Respondentsô comments on barriers to participation focused on a general lack of 
awareness of programs themselves and on the fact that workforce development programs often 
move too slowly for the speed of businesses. 
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Chronic Worker Shortages 

 

Key Findings 

¶ Most businesses that participated report that they are experiencing either no shortage or a 
minimal labor shortage. However, larger businesses are more likely than small and mid-
sized firms to indicate severe shortages.  

¶ Businesses in health sciences are also experiencing more severe shortages. 

¶ Those reporting shortages indicate hiring challenges as the leading barrier, particularly 
candidates with a lack of technical skills and work experience. 

In 2020, Oregon had a labor surplus of 86,000 workers (Figure 11). The ñGreat Resignationò, 
where millions nationwide left their jobs due to disruptions caused by the pandemic, resulted in 
a labor shortage of 14,000 workers in Oregon in 2021, 53,000 workers in 2022, and improved 
again to a shortage of 36,000 workers in 2023. The worker shortage is still described as severe 
where Oregonôs worker shortage index is 0.66, indicating there are approximately 66 workers 
available for every 100 open jobs (U.S. Chamber of Commerce, 2024). In 2024, hiring rates 
outpace the still-high quit rates. This dynamic is referred to as ñThe Great Reshuffleò where 
many in the workforce are transitioning to new, more flexible jobs (U.S. Chamber of Commerce, 
2024). 

Labor shortages are different across Oregonôs four target upward mobility industry clusters and 
occupations where some have a greater shortage than others. The estimated labor market 
shortage for health science jobs in Oregon is 26,901 workers, or 11.9%. This means that the 
health sciences industry cluster needs almost 27,000 additional workers to meet demand. This 
significant labor shortage unfortunately mirrors the national trend of labor shortage in the health 
workforce (Bureau of Health Workforce, 2023). The estimated labor shortage for IT and 
Analytical Instruments is 2,793 workers, or 4.9%. The estimated labor market shortage for 
construction jobs is 3,563, or 6.7%. The estimated labor shortage for wood products 
manufacturing is 1,753, or 8%. In critical occupations, the childcare worker shortage is 2,891 
workers, or 12.6% and heavy and tractor-trailer truck drivers is 3,279 workers, or 3.4% 
(Lightcast, 2023). 
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Figure 11: Oregonôs average labor shortage or surplus, 2020ï2024. Source: U.S. Chamber of Commerce. 

 

Skilled Technical Workforce 
The skilled technical workforce (STW) refers to occupations requiring technical skills in STEM 
fields, and which require less than a bachelorôs degree. While greater use of technology and 
automation has led to decreases in employment in some industries, it has increased demand for 
workers who maintain and operate new technologies. According to the National Center for 
Science and Engineering Statistics (NCSES), in 2017, there were an estimated 202,438 
individuals in the STW in Oregon. Given lower educational barriers to entry, STW occupations 
provides strong pathways into middle income employment. 

Within each industry cluster, SRI identified key STW occupations experiencing chronic worker 
shortages. These are important areas to address to increase opportunities for those often left 
out of the innovation economy. In the health sciences industry cluster, the STW occupations 
facing the greatest shortages based on data by the Bureau of Labor Statistics Quarterly Census 
of Employment Statistics include radiologic technologists and technicians, pharmacy 
technicians, and cardiovascular technologists and technicians. In the IT & Analytical Instruments 
industry cluster, the STW occupations facing the most significant shortages are inspectors, 
testers, sorters, samplers, and weighers; computer user support specialists; and electrical and 
electronic engineering technologists and technicians. Electrical power-line installers and 
repairers, architectural and civil drafters, and metal fabricators and fitters are the STW 
occupations in Oregonôs construction industry cluster enduring the most significant shortages. 
The STW occupations with the greatest shortages in the wood products manufacturing industry 
cluster include carpenters; inspectors, testers, sorters, samplers, and weighers; and computer 
numerically controlled (CNC) tool operators (Lightcast, 2024). 

Business Survey Findings 
The employer survey explores labor shortages, the challenges companies face with hiring, 
reskilling and upskilling, and employee retention. The survey first assesses employerôs 
perspectives on their current labor status in the context of four categories: 
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¶ No labor shortage (adequately staffed; can meet current demand comfortably) 

¶ Minimal shortage (understaffed; can manage current demand with some stress) 

¶ Moderate shortage (understaffed; meeting current demand is somewhat challenging) 

¶ Severe shortage (understaffed; cannot meet current demand) 

Figure 12 shows the experienced labor shortages across the total survey population; followed 
by Figure 13, Figure 14, and Figure 15 showing reported labor shortages by firm size, 
employers of necessary occupations (e.g., childcare, truck drivers, teachers), and regional 
classification. 

Figure 12: Is your company experiencing a labor shortage? 

 

Figure 13 shows how larger businesses (250 or more workers) seem most susceptible to severe 
labor shortages and reported the smallest percentage of ñno labor shortageò compared to other 
firm size groups. Figure 14 shows reported labor shortages for respondents who primarily hire 
or engage necessary occupation groups, including for the highlighted necessary occupations 
from this report (childcare workers and heavy and tractor-trailer truck drivers).  

Figure 13: Is your company experiencing a labor shortage? By firm size. 
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Figure 14: Is your company experiencing a labor shortage? By necessary occupations. 

 

Figure 15 explores reported shortages across regional classifications. Urban respondents report 
the lowest shortage pressures. Relative to urban businesses, respondents in rural areas face a 
greater composition of ñsevere shortageò and far less of ñno labor shortageò responses; 
suburban employers report the highest level of severe shortage. 

Figure 15: Is your company experiencing a labor shortage? By regional classification. 

 

Figure 16 shows the labor shortages within each selected industry cluster. Although it has a 
relatively small sample size, 40% of respondents from IT & Analytical Instruments companies 
reported no labor shortage, outpacing the total survey population by about 16%. Most 
construction companies are experiencing a mainly minimal labor shortage (54%). However, 
health sciences report a much higher level of moderate shortage than other sectors. 

Figure 16: Reported labor shortages by critical industry clusters. 
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The next figures show challenges faced by business reporting 
shortages to better understand why labor shortages and workforce gaps 
exist. Nearly 90% of companies reporting a shortage identified 
challenges with hiring as a driving factor (Figure 17). Figure 18 shows 
reported shortage reasons by firm size. Large businesses reported 
challenges with employee retention at higher rates than medium- and 
small-sized businesses. 

Figure 17: Why may your company be experiencing a labor shortage? Please select all that apply. 

 

Figure 18: Reasons for experiencing a labor shortage by firm size. 

 

Figure 19 shows the composition of reasons for experiencing labor shortages by the critical 
industry clusters in this study. Key differences include the prevalence of reskilling and upskilling 
as a key challenge, where reskilling and upskilling accounts for 36% of construction and 30% of 
wood products manufacturing compared to only 7% of health sciences companies. Also, IT & 
Analytical Instruments reported employee retention as a reason for experiencing a labor 
shortage at a much lower rate than other industries, at about 11%.  

Figure 19: Reasons for experiencing a labor shortage by industry. 

 

Reskilling and 
upskilling challenges 
are more prevalent in 
smaller businesses. 
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Figure 20, Figure 21, and Figure 22 present more in-depth information on the challenges faced 
within industries of employee retention, hiring, and reskilling and upskilling. Of survey 
respondents who cited employee retention as a reason for experiencing their labor shortage, 
competition from other employers, rising employee burnout and turnover, and a lack of childcare 
were most popular. ñOtherò responses ranged from respondents discussing the labor- intensive 
nature of their work (wood products manufacturing), essential employability skills and rising cost 
of living. 

Figure 20: What challenges does your company face with employee retention? Please select all that 
apply. 

 

The most reported challenges related to the supply of talent include candidates not having the 
right technical skills (58% of respondents) or the right work experience (56% of respondents). 
About 47% struggle to find candidates with employability skills and 35% identified basic 
suitability (e.g., completing a background check) as a challenge. In addition 50% of respondents 
face competition from other employers and about 35% deal with a low number of applications or 
lack of interest in the company. 
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Figure 21: What challenges does your company face with hiring? Please select all that apply. 

 

The most common challenge related to reskilling and upskilling programs (Figure 22) is the 
business operations tradeoff with training program costs, time, and risk. This includes concerns 
with funding the program, measuring the return on investment from the program, and balancing 
the programôs needs with those of current business operations. The other primary challenge for 
this category is motivating employees to participate. One respondent highlighted that many 
reskilling and upskilling programs in Oregon are ñcohort-basedò and that it can be challenging to 
train a group of employees at once; which rolling or flexible basis training could help.  

Figure 22: What challenges does your company face with reskilling and upskilling programs? Please 
select all that apply. 

 

Finally, we asked respondents who identified reskilling and upskilling as a challenge about any 
specific areas they would like company training to address. Responses included project 
management, manufacturing-related technical skills (machining, welding, equipment operation, 
electronics) and computer-related skills (Excel, social media, programming)
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Health Sciences 
 

 

The health sciences industry cluster in Oregon is dynamic and rapidly evolving and plays a vital 
role in the state's economy. This cluster primarily consists of industries that provide medical 
services and healthcare to patients and manufacture medical equipment or drugs. The top three 
industries by employment are focused on the direct provision of medical services and include 
the offices of physicians (except mental health specialists), the offices of dentists, and 
residential intellectual and developmental disability facilities. The health sciences industry 
cluster also includes such industries as medical laboratories, research and development in 
biotechnology, diagnostic imaging centers, and others. 

Oregon's health sciences industry cluster is characterized by innovation, with a strong emphasis 
on research and development, particularly in areas such as personalized medicine, genomics, 
and digital health. Industries experiencing some of the fastest growth and highest wages include 
Biotechnology R&D and Physical, Engineering, and Life Sciences R&D. In addition, the health 
sciences cluster in Oregon has experienced significant growth, driven by factors such as an 
aging population, advances in medical technology, and increasing demand for healthcare 
services. This growth has led to an expansion of the workforce within the cluster, as well as 
increased investment in infrastructure, research, and education. 

Key Findings  

¶ The cluster growth in employment and wages follows national post-pandemic trends.  

¶ The most widespread labor shortages in this industry cluster are for nurses and mental and 
behavioral healthcare workers. 

¶ The occupations with the largest share of job postings includes registered nurses, followed 
by nursing aides and medical assistants. Managerial positions are notably sparse. 

¶ Nursing skills including patient care best practices, treatment planning, and advanced 
cardiac life support, and radiation skills including radiation safety, knowledge of federal 
regulations, and use of specialized equipment, are the top health sciences skills in job 
postings. 

¶ However, job postings exhibit a considerable degree of fragmentation across skill 
categories, with no clear set of attributes emerging as universally important. Even broadly 
applicable skills such as communication or safety are not consistently emphasized across 
job postings. 

¶ Health science employers offer fewer opportunities for career advancement than employers 
overall but report a greater alignment between existing educational programs and industry 
demand. 

¶ When examining the career pathway from CNA to RN and finally to NP, the gap between 
skills taught and acquired at the CNA level and those needed for RN jobs may make 
advancing on the pathway from CNA especially difficult, in addition to the educational and 
licensure barriers between these steps. 

Trends 
 
The 2022 GRP for the health sciences industry cluster in Oregon was $12.8 billion (Lightcast, 
2024). Oregon, like other states is becoming increasingly older in age, which will drive up 
demand for services provided by the health sciences cluster, and potentially increase GRP in 
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the future. Health sciences industry cluster employment grew eight% from 2018 to 2023, 
reaching approximately 115,878 jobs in 2023 (Figure 23). Average wages, salaries, and 
earnings for this industry cluster have also increased by over $15,000 in the past five years, with 
an average annual wage of $59,219 in 2018 versus $76,562 in 2023. Average wages in this 
industry cluster are much higher than the average across all industries in Oregon ($65,893) for 
2023. Growing wages in Oregonôs health sciences industry cluster are reflective of broader 
national trends in which wages for healthcare workers increased significantly through the 
pandemic as demand increased. Despite competitive wages, partners indicate shortages for 
specific, critical healthcare roles, like nurses and mental/behavioral health clinicians. 
Biotechnology R&D experienced a 222% job growth from 2018 to 2023, significantly outpacing 
the average 21% for this industry cluster nationwide. Physical, engineering, and life sciences 
R&D experienced a 35% job growth from 2018 to 2023. 

Figure 23: Average wages, percent job growth, and size of industries in Oregonôs health sciences industry 
cluster, 2018ï2023. Source: Lightcast. 

 

Partner Perspectives 
The workforce partners engaged in this assessment shared great concern over the health 
sciences talent pool. Currently, the state is challenged by a workforce shortage for key 
occupations in this cluster, such as nurses and mental and behavioral healthcare workers. 
Workforce partners indicated that this shortage is driven by a few key factors. First, the 
licensure process for healthcare is time-intensive and disincentivizes workers to join this labor 
pool. Oregon workforce partners shared that within the licensing process it can take up to a 
month to onboard practitioners into health insurance systems to work in the state. There have 
been efforts to reduce this credentialing burden on prospective workers. The recently proposed 
House Bill 4071, which is currently under review at the time of this report, would have allowed 
practitioners licensed in other states to acquire a temporary license to work in Oregon; however, 
these individuals would need to fulfill Oregonôs licensing requirements within one year after the 
temporary license is issued (Thomas, 2024). In addition, rapid-delivery entry-level training 
models are rarely available for the most in-demand healthcare roles due to worker licensing and 
degree requirements. Partners also expressed concern over the lack of coordination among 
partners over available funding for healthcare workforce development efforts. 
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Despite these concerns, there is excitement for recent state investments and initiatives to 
bolster the health sciences industry cluster. For example, Future Ready Oregon has designated 
funding for new healthcare apprenticeship and pre-apprenticeship programs, and other rapid-
training programs. Additionally, a healthcare industry consortium was established through 
Future Ready Oregon to identify workforce needs and credentials, develop effective recruitment 
and retention strategies, and foster collaboration and coordination. Further, partners recognize 
the efforts by several community colleges and K-12 institutions to offer healthcare-focused 
Career and Technical Education (CTE) opportunities for students. However, the lack of lab 
research and learning space for healthcare presents challenges to training individuals for 
modern healthcare technologies. 

Business Survey Findings 
Health sciences had the largest industry-specific participation in the employer survey, with 42 
total respondents. The 42 were distributed by firm size (e.g., 12 respondents from firms 0 to 9 
workers, 14 respondents from firms 250 or more workers) and geography (e.g., 16 respondents 
from Portland metro, two from Eugene, one from Redmond, Ontario, Baker City, and Bend). 
Overall, health science employers indicate that they offer fewer opportunities for career 
advancement than employers overall and report greater alignment between existing educational 
programs and industry demand than employers overall. 

For reliable streams or sources of skilled labor, health sciences respondents acknowledged 
staffing agencies (e.g., Aya, Express) and employee referral programs as well as other 
traditional streams, including experiential learning programs (e.g., Lewis & Clark College 
internships program), high school CTE programs (e.g., North De La Salle High School 
partnership, Willamette Career Academy), and 4-year educational programs (e.g., University of 
Oregon, Oregon State University, and Willamette University).  

Health sciences responses diverged from the survey population in the primary challenges faced 
in hiring, reskilling and upskilling, and retention. Over 70% of health sciences respondents who 
identified hiring as a reason for experiencing a labor shortage selected competition from other 
employers as a key challenge, compared to only ~50% of the total survey population. For 
reskilling and upskilling challenges, health sciences respondents identified finding the right type 
and/or level of support for third-party providers more often than the total survey population and 
balancing the programôs needs with those of current business operations less often than the 
total survey population. For retention, there are notable increases in challenges such as 
competition from other employees, effects from the COVID-19 pandemic, lack of childcare, and 
rising employee burnout and turnover in health sciences respondents (who identified retention 
as a reason for experiencing a labor shortage) compared to the total survey population. These 
challenges can be further contextualized by the findings of the Skills Analysis, below, which 
details the competencies and skills requested in health sciences job postings.  
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Skills Analysis 
As shown in Figure 24, 70% of the competencies that health 
sciences employers desire are technical skills. This trend is 
carried through other industries and occupations. These data 
underscore the critical importance placed on technical 
proficiencies in today's competitive job market, reflecting the 
increasing reliance of industries on advanced technologies and 
specialized knowledge. Technical skills identified in health 
sciences jobs posting include radiation, patient care, clinic 
visits, clinical activities, and patient education. 

Approximately 20% of the identified competencies in health 
sciences job postings are essential skills. These skills 
encompass a wide range of abilities, such as communication, problem-solving, teamwork, and 
adaptability, all of which hold universal value across diverse sectors and organizational settings. 
The significance placed on these foundational competencies in job postings reflects employers' 
recognition of their pivotal role in fostering workplace productivity, innovation, and collaboration. 

Figure 24: Skills groups in health sciences job postings: Source: National Labor Exchange. 

 

Figure 25 provides a detailed breakdown of the specific skills identified in health sciences job 
postings, across all occupations in the industry cluster. Unlike some other industries, this 
analysis reveals a considerable degree of fragmentation, with no clear set of attributes emerging 
as universally important. Even broadly applicable skills such as communication or safety are not 
consistently emphasized across job postings. This suggests that the industry cluster's hiring 
focus is on individuals with specialized, niche skill sets tailored to specific roles, rather than on 
candidates who can seamlessly transition or communicate across different areas. All the top 
skills are technical skills, which thus align with the most common skills described above. 

Given the lesser emphasis in job postings on leadership skills, like communication, 
collaboration, and organization, the industry's focus on technical expertise is understandable, 
with skills being more specialized and less generalized compared to other sectors. 
Consequently, training programs for this industry should prioritize nursing education, with a 
specific emphasis on medical skills, rather than a broad focus on general business skills, as 
immediate leadership roles may not be readily available. 

ñThe roles needed in 
healthcare are more 

specialized than what Oregon 
educational programs 
generally offer.ò 

-Survey respondent from 
North Bend, Oregon 
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Figure 25: Specific skills in health sciences job postings. Source: National Labor Exchange. 

 

Career Pathways Analysis 
The skills and job postings data for each of the selected upward mobility industries can be 
further extended to study a series of occupations which lead from entry-level positions to more 
senior roles through the lens of common skills and necessary education levels for advancement. 
For the health sciences industry cluster, the pathway this report will examine is the nursing 
pathway, which begins with Certified Nursing Assistant occupations and progresses, primarily 
through additional education, to Nurse Practitioner. 

Though they are the two smallest occupations on the 
pathway, as Figure 26 shows, RNs and nurse practitioners 
have significant overlap in their required skills across the 
board. Certified nursing assistants, however, do not require 
as many skills per job overall especially skills related to 
clinical activities and supervisory skills. Gaining experience 
managing a team and contributing to the broader range of 
patient care activities RNs are responsible for may help 
bridge what is now a very large skills gap that makes job 
transition difficult. However, efforts in this direction are likely 
to be limited by the regulatory differences between the 
scope of care of CNAs and RNs. 

This gap between skills 
taught and acquired at the 
CNA level and those needed 
for RN jobs may make 
advancing on the pathway 
from CNA especially difficult, 

in addition to the 
educational and licensure 
barriers between these 

steps.  
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Figure 26: Skills Required for Nursing Career Pathway Occupations. Source: National Labor Exchange 

 

Overall, there appears to be a systemic gap when advancing beyond a CNA position. CNA job 
postings indicate these workers are not in a strong position to learn the skills required to make 
the jump to RN while on the job. This is both because the primary RN skills are less applicable 
to CNA roles and because CNAs are not, by practice and by licensure restrictions, typically 
elevated to supervisory positions in a specialized health care focus. The nursing pathway has a 
clear educational pathway, however, which does provide training to students pursing nursing 
degrees and RN licensure, which can help to make up the skills gap. A goal for supporting 
workers on this pathway seeking career growth and greater stability should include finding ways 
to support CNAs in educational programs to obtain their RN licensure, while working full or part 
time. 
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Information Technology & Analytical 

Instruments 
The information technology (IT) and analytical instruments industry cluster focuses on both the 
hardware and software aspects of the computing industry. The cluster is a major contributor to 
Oregon's economy, generating significant revenue and employment opportunities. Its impact 
extends beyond the state, with Oregonian products and services exported around the world. 

The IT portion of the industry cluster encompasses the software systems used to manage and 
process information and applications of hardware, such as networking devices. The analytical 
instruments portion of the cluster is the portion of the cluster related to the manufacturing and 
fabrication of hardware systems and components used by the IT portion of the cluster and other 
industries. The largest component of this portion is semiconductor manufacturing. 

Semiconductor manufacturing is deeply intertwined with 
IT, as semiconductors are essential components in 
computing devices, telecommunications equipment, 
and other IT products. By aligning semiconductor 
manufacturing with the IT industry in this analysis, SRI 
was able to apply a more holistic approach to 
understanding and addressing the needs of both 
sectors, and so foster collaboration and innovation 
across related fields. As shown in several of the charts 
in this chapter, our data show that semiconductor 
manufacturing requires specialized knowledge and 
skills that are more closely related to those found in the 
IT industry than in traditional advanced manufacturing. 

By recognizing the overlap in skills and knowledge between the analytical instruments and IT 
industries, workforce programs and initiatives can be tailored to meet the specific needs of both 
portions of the wider industry cluster, ensuring that the workforce is equipped with the right skills 
to support growth and innovation in semiconductor manufacturing and IT alike.  

Key findings 

¶ Technology innovation and adoption in this industry cluster occurs much more rapidly 
than curriculum development, leading to knowledge gaps in the workforce. 

¶ IT and analytical instrument employers generally view Oregonôs workforce environment 
more favorably than other Oregon employers.  

¶ While a greater share of IT and analytical instrument employers report ñno labor 
shortageò compared with Oregon employers in other industry clusters, a greater share 
also indicate that workforce programs and organizations are not well-aligned to industry 
needs. This sentiment seems to be particularly salient for semi-conductor occupations.   

¶ The most sought-after skills in the IT & Analytical Instruments job postings include 
network security and cybersecurity, with a strong focus on firewalls and identity 
verification. 

¶ When comparing semiconductor and information technology roles, the overall type and 
distribution of skills closely aligns, indicating opportunities for transferability and career 
progression between the two. 

As shown in several of the 
charts in this chapter, our 
data show semiconductor 
manufacturing requires 
specialized knowledge and 
skills that are more closely 
related to those found in the 
IT industry than in traditional 
advanced manufacturing. 
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Trends 
IT & Analytical Instruments cluster has had 0.4% job growth from 2018 to 2023 with 
approximately 42,171 jobs in 2018 and 49,134 jobs in 2023 (Figure 27). While the cluster overall 
had minimal growth due to some shrinking industries, several industries within the cluster had 
considerable growth. Computer and computer peripheral equipment and software merchant 
wholesalers had the most growth (58%) from 2018 to 2023. Both semiconductor manufacturing 
industries had 28% and 30% growth. Average wages, salaries, and earnings for this industry 
cluster have increased by over $20,000 in five years with average wages in 2018 at $101,609 
and average wages in 2023 at $122,695. The computers and information technology average 
wages are the highest of the four select upward mobility industry clusters.  

Figure 27: Average wages, percent job growth, and size of industries in Oregonôs IT & Analytical 
Instruments industry cluster, 2018ï2023. Source: Lightcast. 

 

The 2023 location quotient, or employment concentration, for the IT & Analytical Instruments 
cluster was 3.27, or greater than three times the national average. This cluster is specialized 
and has competitive advantage in Oregon, led by major employers including Intel and Hewlett-
Packard. The 2022 GRP for the computers and information technology industry cluster is $14.1 
billion, the highest GRP of the four-target upward mobility industry clusters. 

Partner Perspectives 
Oregonôs workforce partners expressed great optimism for the economic development potential 
represented by the IT & Analytical Instruments cluster. The industry cluster is among the fastest 
growing in the state, largely due to the rapid expansion of Oregonôs semiconductor and chip 
manufacturing industries. Recent and planned state investments such as Future Ready Oregon 
and the Oregon CHIPS Fund have supported growth in this cluster. Future Ready Oregon 
established funding for new and innovative education and training programs for the technology 
sector, as well as a technology industry consortium. Through Oregonôs CHIPS Fund, the state is 
investing $240 million in 15 semiconductor facilities across the state to help tech companies 
preserve or expand their operations in Oregon by purchasing or readying land for new 
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construction, building out facilities on existing property, or investing meaningfully in new 
research (VanderHart, 2023).  

Additionally, workforce partners expressed excitement over the 
multiple existing efforts and programs in place that currently 
support the workforce development needs of Oregonôs IT & 
Analytical Instruments industry cluster. For example, Intel and 
Portland Community College (PCC) partnered to develop the PCC 
Intel Quick Start Program. This program provides an intensive, 
two-week training to workers for Intel and has been successful in 
getting entry-level workers upskilled and hired. Additionally, the 
City of Hillsboro is working with the Oregon Manufacturing 
Innovation Center R&D to implement Uniquely Abled, a program 
that would train students with autism for semiconductor 
manufacturing. 

Although the IT & Analytical Instruments cluster has had significant recent success and growth 
in Oregon, state workforce partners did express concerns regarding workforce readiness. 
Technology innovation and adoption in this industry cluster occurs much more rapidly than 
curriculum development, leading to technology knowledge gaps. Additionally, K-12 learning loss 
during the pandemic has IT & Analytical Instruments partners concerned that the stateôs 
upcoming local labor pool will not have adequate reading, writing, and math skills that are 
crucial for many of the roles in the cluster.  

Business Survey Findings 
16 survey respondents associated with the IT & Analytical Instruments (including 
semiconductors) industry. Many of them mentioned primarily hiring or engaging with assemblers 
and fabricators (6), software or electrical engineers (6), and IT, maintenance, or instrumentation 
technicians (3). Respondents were also quite centralized, with respondents based in Hillsboro 
(6), Portland (3), or Corvallis (2). IT & Analytical Instruments respondents were almost equally 
distributed across companies with 250 or more workers (5), 10 to 49 workers (5), and 0 to 9 
workers (6).  

Notably, this industry groupôs overall perception of 
Oregonôs workforce environment seemed more 
positive than the total survey population. When asked 
for three words to describe the stateôs workforce 
environment, the general sentiment across all 
respondents was about 64% negative, 34% positive, 
and 2% neutral. When disaggregating respondents for 
IT & Analytical Instruments, responses were 
approximately 52% positive and 48% negative, a 
noticeable positive difference. These positive 
descriptors included words like ñCompetitiveò (2), 
ñGrowingò (2), ñSpecializedò (2), ñDiverse,ò ñHealthy,ò 
ñProductive,ò and ñRobust.ò 

Differing from health sciences respondents, this industry group reported higher opportunities for 
career advancement based on both performance and skills development compared to the 
survey population. IT & Analytical Instruments respondents averaged a 69 for career 
advancement opportunities based on performance compared to 64 for the total population and 

ñOregon has made strides to 
get more students interested 
in careers in STEM and 

semiconductors specifically, 
and these seem to be 
working. We have a large 
talent pool to pull from and 
little difficulty hiring when 

needed.ò 

- Survey respondent from 
Corvallis, Oregon 

ñComputer Science needs to 
start at K-12, as a graduating 
requirement. Foundational 
and cross-disciplinary AI 
program at all levels of 

education is a strong need.ò 

- Survey respondent from 
Hillsboro, Oregon 
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averaged a 78 based on skills developed compared to 68 for the total population. Examples of 
these opportunities ranged from regular assessment of employees, performance-based 
promotion opportunities, rotational programs available to move to different departments, and 
learn diversified skills through shadowing.  

Generally, this industry group viewed Oregonôs existing educational programs as less aligned, 
with 27% reporting ñnot at all alignedò compared to 23% from the total survey population. One 
survey respondent said, ñWe have a good source of engineering talent locally, but electrical 
engineering specialties are not as prevalent. We would like to see more focus on semiconductor 
industry within Oregon, especially for post-grad degrees.ò Another respondent explained, " All of 
our [redacted] hires come to us with poor written and verbal communication skills, poor critical 
thinking skills, and very little understanding of semiconductor technologies and materials. For a 
state spending $250M of the Governor's emergency budget on CHIPS Act infrastructure 
investment, I am appalled at the lack of emphasis on semiconductor technologies.ò 

Shifting to reported labor shortages, IT & Analytical Instruments companies seem to fare better 
than other industries in the state. Nearly 40% reported no labor shortage, almost 16% points 
more than the total survey population. About 18% of respondents in this industry reported a 
minimal or moderate shortage, about 13% points less for both response options than the total 
survey population. 

Skills Analysis 
A new skills category emerged in the IT & Analytical Instruments cluster jobs postings. Figure 28 
shows the share of job postings in the IT & Analytical Instruments cluster that require a 
particular skill. Nearly 70% of all job postings in this cluster require at least one programming 
language or platform. One in four jobs in this cluster required semiconductor skills, prompting a 
more in-depth study and comparison with other skills, and resulting in isolating semiconductor 
manufacturing-related skills into their own category for further analysis of these semiconductor 
manufacturing jobs. 

The safety skill in postings for the IT & Analytical Instruments sector refers to the security of 
networks, computing equipment, and digital infrastructure. The most sought-after skills in the IT 
& Analytical Instruments job postings include network security and cybersecurity, with a strong 
focus on firewalls and identity verification (Figure 28). Leadership and management skills follow 
closely behind, underscoring the importance of overseeing and coordinating security measures 
within organizations. While proficiency in specific platforms is crucial, the sheer diversity of 
these platforms often elevates the significance of broader security and oversight skills. This 
trend highlights the critical role of IT professionals in safeguarding sensitive information and 
ensuring the integrity of digital networks, underscoring the need for comprehensive security 
protocols and adept leadership in managing these complex systems. 

The subsequent figures examine the semiconductor industry in isolation and juxtapose it with 
information technology jobs to better understand the similarities and differences between the 
two portions of the IT & Analytical Instruments cluster. In Figure 29, we focus on coding skills, 
anticipating a notable contrast from typical manufacturing roles. However, semiconductor jobs 
surprisingly require a comparable number of coding skills per job posting. While there is a 
slightly higher proportion of jobs demanding no coding skills and a lower count necessitating 
more than five coding skills, the overall distribution closely aligns between semiconductor and 
information technology roles. 
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Figure 28: Skills groups in IT & Analytical Instruments job postings. Source: National Labor Exchange. 

 

Figure 29: Count of coding skills required in semiconductor manufacturing and non-semiconductor 
manufacturing (information technology) job postings. Source: National Labor Exchange. 

 

Moreover, there is a remarkable similarity in the coding languages used between the two 
industries, suggesting significant potential for crossover (see Figure 30). The primary distinction 
lies in the prevalence of Python, which is notably more prominent in semiconductor jobs but still 
prevalent in IT roles. However, IT positions exhibit a higher demand for Go, SQL, and 
JavaScript compared to semiconductor roles. It is important to note that these trends can vary 
significantly depending on the company. Upon filtering the analysis to focus on the top 20 
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companies by job listings in each industry, the differences in specific coding languages nearly 
disappear. This indicates that if a company houses both semiconductor and non-semiconductor 
roles, transitioning between them could be relatively seamless. When considering training 
programs for these languages, it would be prudent to prioritize partnerships with companies in 
the region where the training is taking place to ensure alignment with industry demands. 

Figure 30: Top coding skills required in semiconductor manufacturing and non-semiconductor 
manufacturing (information technology) job postings. Source: National Labor Exchange. 

 

Career Pathways Analysis 
To better understand careers in the IT & Analytical Instruments industry cluster, this section will 
explore in depth the Integrated Database & Web Development Spectrum career pathway. This 
pathway combines two aspects of full-stack development, web development, and databases to 
show how the same skill set can be used throughout a career in IT. Although programming 
languages fall in and out of favor throughout an IT professionalôs careers and technological 
advances rapidly change the tools available to work with, core programming knowledge and 
software development skills can benefit IT workers on this pathway throughout their time in tech. 

To better understand this pathway and why web development and database careers have been 
grouped into a single pathway, Figure 31 shows the top skills required by occupation in the 
pathway. This figure shows that the skills required in job postings for these occupations in 
Oregon have large similarities, especially with a strong focus on management and leadership 
skills. There are some skill specializations within individual occupations, but, for the most part, 
these occupations all share low levels of different programming skills which differ more based 
on the company or product hired employees will be working on than the occupation itself. 

Figure 31: Skills Required for IT Pathway Occupations. Source: National Labor Exchange 

 

Even though the figure above shows that the skills required may be highly similar across 
occupations, we can see in Figure 32 that there is a substantial difference by occupation when 
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comparing required years of experience to obtain the job. All occupations in this pathway require 
greater than entry-level experience, as even database developer roles asked for, on average, 4 
years, but at the higher end, applicants would need about 7 years of experience on average to 
meet the requirements in job postings. 

Figure 32: Average Years of Experience by Occupation in IT Pathway. Source: National Labor Exchange. 

  

A thorough review of these job postings shows that this is not because the senior roles require 
mid-career levels experience, but because many job 
postings given the non-senior titles nonetheless 
describe roles seeking professionals who are more 
advanced in their careers. This brings the average 
years of experience of the non-senior roles up closer to 
their senior counterparts.  

Data on this pathway shows that gaining several key 
skills can set workers interested in this pathway up well 
for advancement after obtaining a minimum amount of 
experience in other roles. The last chart shows that 
there are many forms of experience that are valuable, 
ranging through many aspects of full stack 
development. The pathway also offers workers 

specialization options using similar skills, which can increase worker satisfaction and offer 
protection to workers given the broad applicability of their skills within the pathway. 

Our examination of the data, however, was not able to identify large occupations for entry-level 
workers that had the same skill patterns shown in our data for this pathway with enough job 
postings to constitute a large enough sample size for this analysis. This gap in the pathway is 
an important area for further reflection, as it is difficult to make recommendations to emerging 
talent on how to enter this pathway, other than to gain the skills and desired education (typically 
a bachelorôs, though graduate degrees were mentioned in a number of postings) and to identify 
open roles that leverage the skills described in Figure 31.

Unlike the patterns that can 
be seen in other industry 
clusters, in the IT & 
Analytical Instruments 

cluster, positions described 
as ñseniorò roles do not have 

significantly greater 
experience requirements 
than positions for the less 
senior role when viewed by 

averages. 
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Construction 
 

 

The multifaceted construction cluster primarily plans, designs, finances, and constructs a wide 
range of infrastructure. One of the key characteristics of the construction industry in Oregon is 
its diverse and skilled workforce. The industry employs a wide range of professionals, including 
carpenters, electricians, plumbers, and construction managers, among others. The industry 
cluster is made up of 16 different industries such as industrial building construction; highway, 
street, and bridge construction; construction machinery manufacturing; and others. Despite 
occasional economic downturns, the industry has shown a consistent pattern of growth over the 
years, driven by factors such as population growth, urbanization, and infrastructure 
development. The top three by employment are new single-family housing construction (except 
for-sale builders), commercial and institutional building construction, and site preparation 
contractors. 

Key Findings 

¶ Average wages, salaries, and earnings for the construction industry cluster have increased 
by $18,000 from 2018 to 2023 and are higher than the average wage for all industries in 
Oregon. 

¶ About 58% of construction survey respondents reported that Oregonôs existing educational 
programs are ñnot at all alignedò with their companyôs labor needs. Construction training 
programs will benefit from investments like Future Ready Oregon. 

¶ Top hiring challenges were identified as candidates not having the needed work experience, 
right technical skills, employability skills, and basic suitability. 

¶ Amongst target industry clusters, construction job postings mentioned business skills the 
most and demonstrated similar emphasis on business skills as technical skills. 

Trends 

The overall concentration of employment in construction (location quotient) is 1.03, roughly 

unchanged since 2018 and right at the national average. The 2022 GRP for the construction 

industry cluster in Oregon was $6.6 billion. Construction has experienced a 6% job growth from 

2018 to 2023, totaling 53,754 jobs in 2023 (Figure 33). This growth is in part driven by state 

investments to promote housing construction. These investments have had positive influences 

on wages for construction works. During the same period, average wages, salaries, and 

earnings for this industry cluster have increased by over $18,000, with average wages $69,279 

in 2018 and $88,448 in 2023. Average wages in this industry cluster are much higher than 

$65,893, the average wage for all industries in Oregon in 2023. Future growth in the 

construction industry will be motivated in part by the attractiveness of growing earning potential 

for workers.  
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Figure 33: Average wages, job growth, and size of industries in Oregonôs construction industry cluster, 
2018ï2023. Source: Lightcast. 

 
Partner Perspectives 
Oregon workforce partners indicated both optimism and concern with respect to the stateôs 
construction industry. As with the IT & Analytical Instruments industry cluster, Oregonôs 
construction industry has grown significantly in recent years. Much of the new growth is due to 
the governorôs push to increase the construction of multi- and single-family housing in response 
to the stateôs affordable housing shortage and homelessness crisis.  

Like other target industry clusters, construction training programs will benefit from investments 
like Future Ready Oregon. In addition, a statewide coalition, 
convened by Portland General Electric, receives $3 million 
from U.S. Department of Labor to develop Oregonôs clean 
energy workforce which includes construction workers who 
will build the stateôs new clean energy infrastructure (Portland 
General Electric, 2023). Oregonôs construction workforce has 
also become increasingly diverse. Oregonôs workforce 
partners shared that these strides have been due to 
community benefits agreements that include incentive goals 
to train and hire women and racially and ethnically diverse 
people in the construction industry. The key is ensuring that 
Oregonôs construction industry is aware and can access 
workforce development resources and funding.  

Oregon workforce partners also shared community college and K-12 CTE programs that 
prepare participants for careers in the construction industry which are readily available across 
the state. Innovative training models, like virtual/augmented reality training models, for 
construction have been crucial for making education and upskilling opportunities more 
accessible for Oregonôs rural and low-income residents. Despite the availability and accessibility 
of construction training and education programs, state workforce partners shared that it has 
been difficult to connect younger people to apprenticeship and other training opportunities for 
construction and other trade industries. Among this population, there is a lack of interest and 
negative perceptions about the trades industry. 

ñWe need more 
representation who can be a 
liaison between the Home 
Builders Association and the 
programs offered through 
workforce development.ò 

-Survey respondent from 
Roseburg, Oregon 
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Business Survey Findings 
In total, 15 respondents from the business survey identified their company as part of the 
construction industry. Respondentsô businesses were in Portland, Hillsboro, Canby, Oregon City 
(2), Sherwood, Dallas, Albany, Salem, Beaverton, Roseburg, Astoria, North Bend, Redmond, 
and Clackamas. 10/15 of responding construction firms were small businesses (e.g., five sized 
0 to 9 workers, five sized 10 to 49 workers). This short section supplements the Business 
Community Survey section with additional findings about construction respondents.  

For reliable streams or sources of skilled labor, construction respondents most mentioned 
apprenticeship programs, including the Clackamas Community College Apprenticeship 
Program, Tongue Point Job Corps Center Pre-Apprentice Programs (e.g., Building Construction 
Technology, Carpentry, Cement Masonry), Northwest College of Construction Apprenticeship 
Program, and the Northwest Line JATC Apprenticeship Program. Respondents also mentioned 
high school CTE programs, such as the Saben-Shellenberg Professional Technical Center 
(mentioned by two respondents), Carrier Technical Education Center (CTEC), Molalla River 
School District, and Warrenton Hammond School District.  

Despite mentioning some reliable streams or sources of skilled labor, about 58% of construction 
respondents reported that Oregonôs existing educational programs are ñnot at all alignedò with 
their companyôs labor needs. This percentage far exceeds the 23% that selected the same 
response from the total survey population. This negative perception of industry-educational 
alignment stems from a demand from industry for more skilled talent that requires more trades 
skill training and experiential learning opportunities for students (e.g., apprenticeships, 
internships), as well as more emphasis on construction-related careers by the state and K-12 
educational providers.  

Respondents of the construction industry reported a more difficult workforce environment, 
generally, than the total survey population. About 8% of construction respondents reported ñno 
labor shortage,ò outpacing the total survey population by about 6% points. Further, about 54% of 
construction respondents reported a ñminimal labor shortage,ò compared to approximately 31% 
of the survey population. Moreover, the construction industry responded similarly to the survey 
population in terms of hiring and reskilling and upskilling challenges. Top hiring challenges were 
identified as candidates not having the needed work experience, right technical skills, 
employability skills, and basic suitability. For reskilling and upskilling programs, the construction 
industry cited funding the programôs budget, measuring the business impact or return on 
investment from the program, and motivating employees to participate as core challenges. In 
open-ended responses, program management was provided as a specific knowledge gap 
respondents would like to address.  

Skills Analysis 
Construction jobs have the highest share of business skills desired across jobs, which are skills 
generally associated with more of the managerial positions (Figure 34). The prevalence of 
business skills in the analysis is notably tailored to on-site workplace environments, 
emphasizing skills such as scheduling and superintending over more abstract, white-collar 
competencies like leadership. These skills are practical and directly applicable to the demands 
of construction work, contrasting with the scarcity of employability skills in this industry. 
Additionally, skills like estimates and partner engagement, positioned in the middle range, 
expand the job duties beyond construction and team management, requiring professionals to 
provide project updates to partners, thus encompassing aspects of middle management 
responsibilities. 
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Figure 34: Skill groups in construction job postings. Source: National Labor Exchange. 

 

The skills analysis conducted by SRI highlights the cost of this negative perception and the 
value of the career pathways present in this cluster. Construction is made up of industries that 
are relatively easy to enter at lower skill levels, but which contain many occupations that offer a 
mix of technical and managerial skills (Figure 35). The implication is that technical skills retain 
some value for workers at every level, including managerial occupations. The skills acquired 
early in technical areas form a foundation to which managerial skills are added, yielding high 
value occupations, offering a pathway into higher value opportunities. Managers need some 
technical skills, and nearly all technical occupations require some management skills. 

Figure 35: Skills required for non-managerial and managerial roles. Source: National Labor Exchange. 

 

Career Pathways Analysis 
The example career pathway this section will explore for the Construction industry cluster tracks 
the growth of workers from the entry-level general laborer position through the manager 
position. This pathway shows strong data for growth, but also indicates that the gap between 
general laborer and the next level up, journeyman or in some cases foreman, is steep. Once 
past this jump, though, there is good alignment of required skills between the mid-career and 
senior occupations and a clear increase in year of experience that tracks with progression. 
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Figure 36 shows the average required years of experience. The first conclusion from this chart 
is that general laborer is overwhelmingly an entry-level position that requires neither specific 
education nor experience to obtain. Each step in the pathway requires, on average, more years 
of experience than the roles that come before it in the path. 

Figure 36: Averages for Required Years of Experience by Occupation in Construction Pathway. Source: 
National Labor Exchange. 

 

Lastly, Figure 37 shows strong evidence of the construction pathwayôs skill overlap, allowing for 
smoother transitions between occupations once the required experience is gained. While 
general laborers have requirements for more on-the-ground skills such as tool usage, all the 
mid-career and seniorsô positions share the same set of skills for management, scheduling, 
contracting, engineering, and superintending at roughly the same levels. Once employees 
advance to the more senior tiers of superintendent and beyond, there is some difference where 
budgeting goes up and the more technical skills decrease, but the gap is limited. 

Figure 37: Skills Required in Construction Pathway Occupations. Source: National Labor Exchange. 
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Wood Products Manufacturing  
 

 

The wood products manufacturing cluster primarily produces a wide range of wood products 
manufacturing. The industry cluster is deeply rooted in its rich forestry heritage and consists of 
eight industries: logging, wood preservation, reconstituted wood product manufacturing, and 
others. In the wood products manufacturing sector, advanced manufacturing is evident through 
the integration of digital technologies for design, production optimization, and waste reduction. 
One of the key strengths of the wood products manufacturing industry in Oregon is its 
commitment to sustainable forestry practices. The top three by employment are logging; lumber, 
plywood, millwork, and wood panel merchant wholesalers; sawmill, woodworking, and paper 
machinery manufacturing. 

Key Findings 

¶ Wood products manufacturing has a competitive advantage compared to other places in the 
U.S. with an employment concentration more than 3 times higher than the national level. 

¶ Despite a loss of 1,000 jobs over the course of 2018 to 2023, average wages, salaries, and 
earnings for the wood products manufacturing industry cluster have increased by over 
$17,000. 

¶ Wood products manufacturing has evolved significantly with advances in technology making 
the nature of work focus increasingly on KTI skills rather than manual labor. 

¶ About 71% of wood products manufacturing survey respondents rated Oregonôs existing 
educational programs as ñnot at all alignedò with their companyôs labor needs. 

Trends 
Wood products manufacturing has a significant history and current presence in Oregon, and this 
is reflected in the stateôs labor specialization for the cluster. Employment concentration (location 
quotient) in 2023 was 3.38, approximately 0.35 less than it was in 2018 but still more than 3 
times higher than the national level. Despite a decline in labor specialization, this employment 
concentration indicates that the industry cluster has a competitive advantage when compared to 
other places in the U.S. Wood products manufacturing has the highest employment 
concentration of the four-target upward mobility industry clusters.  

Wood products manufacturing experienced negative 1% job growth from 2018 to 2023, with 
approximately 11,881 jobs in 2023 (Figure 38). Despite a loss of 1,000 jobs over the course of 
the last five years, average wages, salaries, and earnings for this industry cluster have 
increased by over $17,000, with average wages being $73,244 in 2023. Wood products 
manufacturing was traditionally a trades industry; however, the skills demanded for these roles 
have become increasingly technical as technology integration has increased over time. Average 
wages in this industry cluster are much higher than the $65,893 average wage of all industries 
in Oregon in 2023. The 2022 share of GRP for the wood products manufacturing industry cluster 
was $1.95 billion which is the lowest share of GRP of the four-target upward mobility industry 
clusters. 



 

50 

Figure 38: Average wages, job growth, and size of industries in Oregonôs wood products manufacturing 
industry cluster, 2018ï2023. Source: Lightcast. 

 

Partner Perspectives 
According to Oregon workforce partners, wood products manufacturing, and timber and forestry 
more broadly, has a long history as a significant employer for the state. In the decades following 
World War II, there was a huge influx of labor into forestry and wood products manufacturing; 
however, many of those workers are retiring now. In addition to shifting labor demographics, 
workforce partners have shared that the wood products manufacturing industry has evolved 
significantly with advances in technology. This shift has made the nature of work in wood 
products manufacturing focus increasingly on KTI skills rather than manual labor. The wood 
products manufacturing industry continues to be important for the stateôs economy and needs 
support to sustain a talent pool adapted to changing technology.  

Industry and workforce partners shared that compared to other target industries, the wood 
products manufacturing industry struggles substantially more than others in reaching incoming 
workforce candidates (e.g., high school and post-secondary graduates). Some individual 
companies have found success in developing partnerships with educational institutions to 
support their labor needs. For example, Roseburg Public Schools partnered with Roseburg 
Forest Products to provide high school students with hands-on education and training at lumber 
mills. In Tillamook, the Hampton Lumber Company has an internship program for high school 
students. The Hampton Lumber Company also provides some financial support to older mill 
workers so they can take continuing education classes. Additionally, the Oregon Mass Timber 
Coalition, led by the Port of Portland, received $41.4 million from Build Back Better Regional 
Grant Challenge. This grant includes $1.3 million for PCC to provide training and support and to 
coordinate the work of the other community colleges in the region in the mass timber 
construction industry (Hill, 2022). Where opportunities for hands-on learning are less available, 
wood products manufacturing education and training programs have adopted virtual/augmented 
reality training models like those in the construction industry. Despite these examples of 
workforce development success, industry partners indicated that the wood products 
manufacturing industry struggles more than other industries to market career pathways and 
opportunities to young Oregonians. These industry leaders expressed a desire for more state 
support to build these connections. 
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Business Survey Findings 
Wood products manufacturing had modest industry-specific participation in the employer survey, 
with 8 total respondents. The eight were distributed by firm size (e.g., three respondents from 
firms 10 to 49 workers, two respondents from firms 0 to 9 workers, and two respondents from 50 
to 99 workers) and geography (e.g., all eight respondents from different cities, including North 
Bend, La Pine, Rickreall, Portland, Banks, and John Day). Among respondents, the most 
common occupations were loggers, equipment operators, and heavy and tractor-trailer truck 
drivers. This section builds off the Business Community Survey section, which shared some 
specific findings about wood products manufacturing respondents and how they compared to 
other industries. 

Notably, 7/8 of wood products manufacturing respondents gave examples of upward mobility 
opportunities. One survey respondent from Rickreall said, ñAn applicant can start with no 
experience at $26.  If they can demonstrate work ethic, leadership, attendance, a driverôs 
license, and mechanical abilities, they can move on to supervisor or equipment operator 30 to 
$40. Another from Portland said, ñWhen workers with a great attitude join, we have senior 
workers mentor and train them on basic to advanced carpentry.ò These quotes are 
representative of feedback from wood products manufacturing employers, implying the core 
workforce need of employers who care and want to be working. 

Wood products manufacturing respondents provided very few examples of reliable sources for 
skilled labor. Further, about 71% of wood products manufacturing respondents rated Oregonôs 
existing educational programs as ñnot at all alignedò with their companyôs labor needs. This 
greatly exceeds the rate of the total survey population, which was only about 23% reporting ñnot 
at all aligned.ò One respondent optimistically commented on Southwestern Oregon Community 
Collegeôs (SWOCC) Construction & Heavy Equipment Operator Pre-Apprenticeship Program as 
an employment pool. This free, state-registered program for high school juniors and seniors to 
gain entry-level construction skills and an OSHA safety certification through 120 hours of free 
training under industry-experienced instructors (SWOCC, 2024).  

Wood products manufacturing respondents identified a few challenges faced in hiring, reskilling 
and upskilling, and retention consistently. For example, a supermajority or greater of wood 
products manufacturing respondents (who identified hiring as a reason for experiencing a labor 
shortage) selected hiring issues around candidate quality, including candidates not having the 
needed work experience (100%), essential employability skills (100%), basic suitability (100%), 
and the right technical skills (75%). Other reported challenges related to an interest and a desire 
to work in the wood products manufacturing industry include a low number of applications or 
lack of interest in the company (50%) and difficulty motivating employees to participate in 
reskilling and upskilling programs (50%). 

Skills Analysis 
The relatively high wages and rich skill mix at every level of the occupational ladder in forest 
products should make it appealing to entry-level workers. Realizing this opportunity is especially 
important given the retirement of a significant cohort of older workers and the technological 
transformation of the industry. Figure 39 below shows the wide variety of technical and business 
skills required across the industry cluster. In the context of wood product manufacturing, the 
prioritization of skills may appear unexpected. Safety understandably takes precedence, given 
the inherent risks of the job, followed by proficiency in tool usage. Surprisingly, actual wood 
manipulation skills rank lower, with leadership qualities such as project management, 
supervision, and superintendence taking precedence. This emphasis on leadership suggests 
that employers value candidates who can effectively lead teams in woodworking projects, 
ensuring project efficiency and team coordination.  
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Figure 39: Specific skills in wood products manufacturing job postings. Source: National Labor Exchange. 

 

Given the strong focus on managerial roles, the wood product manufacturing industry places 
greater emphasis on business skills. This differs from the childcare sector, where hiring 
practices require a balance across all skill levels, with a greater emphasis on technical 
proficiency. However, in industry clusters like construction and wood products, the emphasis is 
heavily skewed towards business acumen. This is an important finding, as these sectors 
predominantly seek managerial candidates for long-term positions through these platforms. 

Career Pathways Analysis 
The pathway selected for analysis for the wood products manufacturing industry cluster focuses 
on manufacturing roles within plants, starting from the entry-level roles of material handler and 
production line worker, and advancing to team lead and production supervisor.  

Figure 40 shows the skill requirements for each 
occupation in the pathway. Here, a material handler 
needs far fewer skills than other occupations in the 
pathway, including more skills than are required for 
production line workers. This is significant because, as 
the next charts show, production line worker is an 
entry-level occupation that in many cases does not 
require any years of experience. Material handlers and 
production line workers both require lower levels of 

business skills than are needed for team leads and production supervisors. Production line 
workers have the broadest skill requirements, with a particular concentration on technical skill 
requirements. There is substantial overlap in skill requirements between team leads and 
production supervisor positions. 

Occupations in this pathway 
show greater separation 
between required years of 
experience for advancement 
than new skills required for 
more advanced positions. 
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Figure 40: Skills Required in Wood Products Manufacturing Example Career Pathway Occupations. 
Source: National Labor Exchange. 

 

Figure 41 shows the average required years of experience for each occupation in this pathway, 
and we can see that material handler and production line worker are both entry-level positions, 
as all material handler postings and most production line worker postings do not require prior 
experience. This is contrasted with team lead or production supervisor, which each require an 
average of over two years of experience. A main difference between material handler and 
production line worker entry-level roles is that, from our review of the data, most production line 
worker roles required a high school diploma or a GED, where this was not listed as a 
requirement in any material handler jobs. 

Figure 41: Average Required Years of Experience for Wood Products Manufacturing Pathway 
Occupations. Source: National Labor Exchange. 
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Childcare 
 

 

The childcare industry in Oregon is a crucial component of the state's economy, providing 
essential services that allow parents to work and contribute to the workforce. Childcare workers 
primarily provide care services for infants, toddlers, and young children before and/or after 
school. These workers provide care in a variety of settings, including daycare centers, home-
based providers, and preschools, all of which play a vital role in supporting the development and 
well-being of young children. The two primary occupations in this industry are preschool 
teachers and childcare workers. 

Having a strong childcare network and industry is essential for 
supporting the state's economy. Access to affordable, high-quality 
childcare allows parents to work with peace of mind, knowing that 
their children are well cared for. This, in turn, can lead to higher 
workforce participation rates, increased productivity, and a 
stronger economy overall. For these reasons, we have chosen 
childcare workers as a key necessary occupation to study, even 
though jobs in this sector are less likely than jobs in our target 
upward mobility industry clusters to provide stable well-paid jobs 
for workers. By investing in the childcare industry and supporting 
providers, Oregon can not only improve access to quality care for 
families but also create economic opportunities and support the 
state's overall economic growth. 

Key findings 

¶ Oregon's childcare industry faces several challenges, including high costs, low pay, limited 
availability of quality care, and workforce shortages. 

¶ Over 90% of childcare workers are female, and, on average, earn 55% of the average 
annual salary in Oregon, contributing to gender inequities in the state.  

¶ Childcare occupations require mostly technical skills (teaching) and often do not offer career 
pathways that provide progression through roles that introduce a mix of technical and 
managerial skills. 

¶ However, there are many career pathways from childcare to other occupations with a wide 
variety of experience and education required for advancement.  

¶ Increasing the childcare workforce will require several strategies including increase wages, 
demonstrate and strengthen career pathways, and expand the labor pool by addressing 
barriers to job access. 

¶ The inaccessibility of affordable, convenient childcare prevents many parents from entering 
the workforce and contributing to economic prosperity in Oregon.    

Trends 
The state lost 16% of its childcare workforce between 2018 and 2023, resulting in approximately 
20,000 childcare jobs in 2023 (Lightcast, 2023).  Oregon is among the 15 states with the highest 
proportion (60%) of individuals facing childcare deserts (Center for American Progress, 2018). 
Demand for childcare services through the pandemic declined substantially as many families 
worked from home and provided their own childcare; however, as Oregon further transitions into 

ñChildcare is a prohibitive 
expense that often leaves 
families with one provider 
having to stay home and turn 

down work-related 
opportunities.ò 

-Survey respondent from 
Oregon City, Oregon 
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its post-COVID economy, declines in the availability of childcare are going to have significant 
impacts for families.  

The average annual earnings for childcare workers in 2023 was $35,245, which is much less 
than $64,705, the average 2023 annual earnings for all occupations in Oregon (Lightcast, 
2023). Over 90% of childcare workers in Oregon are female, which, given the substantially 
lower than average annual earnings for childcare workers, contributes to income inequities for 
Oregonian women. 

Partner Perspectives 
Oregonôs workforce partners expressed significant concerns over both the affordability and 
accessibility of childcare. The COVID-19 pandemic has exacerbated these issues with the steep 
decline in the childcare workforce and it still has not yet fully recovered. This childcare shortage 
is largely driven by the fact that wages for these workers are relatively low and do not match the 
high demand for childcare services. In addition, Oregonôs childcare workforce has been female 
dominated. As female workers have had increasing access to KTI education and career 
opportunities, more are opting to pursue other career opportunities that are higher paying than 
childcare. Oregonôs lack of childcare has significant implications for the workforce participation 
of others, especially in rural communities that must overcome additional proximity-related 
access challenges. Many who cannot afford access to childcare are opting to leave the 
workforce and provide their own childcare.  

Despite these childcare challenges, state workforce partners are making efforts to support 
childcare needs. For example, Multnomah County passed universal pre-K. As part of this 
initiative, the county granted funds to study existing capacity and strategies for increasing the 
childcare workforce supply. In addition, Clackamas Workforce Partnership is part of a coalition 
that is advocating for universal childcare in Clackamas County. Oregonôs workforce partners 
also shared that many employers and post-secondary institutions do have programs and 
initiatives in place to support worker and student childcare needs. However, several of these 
firms and institutions that offered childcare support have eliminated these services since the 
pandemic. Although these local and regional efforts to address childcare are important, there is 
a strong desire among Oregon workforce partners for more state action to address the childcare 
worker shortage. 

Skills Analysis 
Staffing for these roles, show in Figure 42 below, require mostly technical skills (teaching). 
While the focus of childcare is typically on the children, job postings indicate that the top skill 
sought after is the ability to work effectively with parents. Furthermore, there appears to be a 
balanced mix of hard skills and employability skills required, even within the technical aspects of 
the field. Skills such as scheduling and nurturing are highly valued, alongside qualities like 
collaboration and the ability to provide home-based care. Despite the importance of specific 
skills like knowledge of developmental milestones or Montessori principles, these requirements 
often rank lower than the general ability to manage oneself in a classroom setting. Similarly, 
skills related to handling emergencies and specialized tasks are less emphasized in these 
postings, which instead prioritize a more general skill set. 



 

56 

Figure 42: Specific skills required in childcare job postings. Source: National Labor Exchange. 

 

In Oregon, there is a significant demand for daycare center and preschool teachers, particularly 
for lead teacher positions within childcare centers, which involve mentoring other teachers and 
developing curriculum. Despite this demand, the skills breakdown suggests less of a need for 
traditional managerial roles, as indicated by the low demand for director positions. It appears 
that these roles require individuals who can effectively manage a wide range of contacts and 
responsibilities, including scheduling lesson plans and addressing parent concerns that may 
need to be escalated up the management chain. This suggests a need for individuals to fill 
middle management roles in childcare centers, rather than only new teachers for preschools 
and daycares. 

Career Pathways Analysis 
There are a variety of options and pathways to advance careers that depend on various factors. 
In the career pathways analysis, we estimated career advancement utilizing three Oregon-
specific measurable factors: competencies; skills transferability compatibility index; and degree 
and credential requirements. For these pathways, most of the stepstool, mid-career, and 
experienced job titles are above a 75 in the compatibility index. The compatibility index is 
generated by an algorithm that uses O*NET data consisting of required competencies for 
various occupations. The index scores the compatibility of two occupations in terms of required 
knowledge, skills, and abilities. A score of 100 means complete compatibility (Lightcast, 2024). 
Many of the knowledge, skills, and abilities competencies that were considered when creating 
relevant career pathways have importance levels of 70 or higher. Throughout the career 
pathways, each next step job title is a career advancement in not only title, but in salary as well. 

While there are various paths that individuals can take to advance their careers within childcare, 
we focused on six primary paths. Many of these roles require knowledge competencies of 
customer and personal service, English language, and education and training. Required skills 
include social perceptiveness, service orientation, monitoring, and active listening. Required 
abilities are written and oral comprehension and expression.  

The first path is for center aides to family services coordinator or child, family, and school social 
worker. After a few years of experience as a center aide, individuals can advance to assistant 
youth directors. If the assistant youth director is interested in advancing their career to a higher 
paying, more experienced role, they can become a family services coordinator, upon obtaining 
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an associate degree in family science or a related field. Alternatively, they could decide to 
become a child, family, and school social worker. This role typically requires a bachelorôs degree 
in social work or a related field, but relevant years of work experience can occasionally qualify 
the individual for the role. 

There are a few paths for preschool teachers as well. Upon obtaining a bachelorôs degree in 
early childhood education, preschool teachers can advance to become elementary classroom 
teachers. Alternatively, if preschool teachers do not want to go through the process of obtaining 
a bachelorôs degree, they can advance to become a library technician.  

One path is for child caregiver to nursing assistant. An individual can start off as a child 
caregiver with little to no prior experience. After a few years of experience in that role, child 
caregivers can advance to home care aides. If the home care aide is interesting in advancing 
their career again, they can become a nursing assistant, upon obtaining a certified nurse aide 
(CNA) certificate.  

Another path is for childcare professional to early childhood education specialist. There are not 
many barriers to obtain an entry-level career as a childcare professional. After a few years of 
experience as well as an associate degree or official certification in early childhood education, 
childcare professionals can advance to childcare director. If individuals are interested in 
advancing to a higher paying, more experienced role, they can move onto being an early 
childhood education specialist upon earning a bachelorôs degree in early childhood education.  
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Heavy and Tractor-Trailer Truck 

Drivers 
The heavy and tractor-trailer truck drivers cluster primarily transport goods and materials over 
land routes and serves as the backbone of Oregonôs transportation sector. The occupation 
cluster is made up of three different occupations: heavy and tractor-trailer truck drivers, 
industrial truck and tractor operators, and light truck drivers. 

Key Findings 

¶ Despite strong growth in the heavy and tractor-trailer truck drivers through the pandemic, 
these occupations are experiencing mild labor shortages within the state.  

¶ Labor shortages resulting from the need to reskill and upskill is a more significant challenge 
in heavy and tractor-trailer truck drivers occupation cluster than others, with employers citing 
challenges related to balancing reskilling and upskilling program needs with current 
business operations and measuring the organizationôs supply and demand of skills on an 
ongoing basis.  

¶ Employers note the need for more formal transportation-focused K-12 and postsecondary 
training programs. 

¶ As in the case with childcare workers, there is no ladder comprised of mixed technical and 
management skills into higher paid occupations. This fact, in combination with low median 
wages in this sector, contributes to the decline in the trucking workforce.  

Trends 
The heavy and tractor-trailer trucks driversô occupation cluster in Oregon grew 7% from 2018 to 
2023 with approximately 50,760 jobs in 2023. Light truck drivers experienced the most growth 
with 22% job growth from 2018 to 2023. Both heavy and tractor-trailer truck drivers and 
industrial truck and tractor operators experienced 2% job growth from 2018 to 2023. While 
Oregonôs growth in this occupation cluster is lower than the national average in this cluster 
(15%), it is still impressive given extreme shipping and supply chain disruptions that occurred 
through the COVID-19 pandemic.  Average annual earnings in 2023 were $49,908, which is 
much less than $64,705, the average annual earnings for all occupations in Oregon in 2023. 
Heavy and tractor-trailer truck drivers earned $57,709 annually on average which is more than 
the light truck drivers ($46,229) and industrial truck and tractor operators ($45,787). To 
encourage entry into this occupation despite below average wages, the state and private 
industry is investing a diversity of strategies to encourage entry through financial incentives, like 
the Oregon Truck Driver Loan Program.  

Business Survey Findings 
About 10% of all employer survey respondents said that they primarily hire or engage heavy 
and tractor-trailer truck drivers in Oregon. These 21 respondents were distributed across firm 
sizes, with five respondents from companies with 50 to 99 workers and 250 or more workers, 
four respondents from companies with 0 to 9 workers and 10 to 49 workers, and three 
respondents from companies with 100 to 249 workers. By industry, six respondents fell into 
transportation, five in construction, and two in advanced manufacturing.  



 

59 

Shifting to some notable results, 84% of respondents 
reported that existing educational programs are ñsomewhat 
alignedò with their company needs. Compared to other 
industries and occupation groups, employers of heavy and 
tractor-trailer truck drivers reported educational program 
alignment slightly more positively, despite several 
respondents citing the need for more formal transportation-
focused K-12 and postsecondary training programs. One 
large transportation company (250 or more workers) 
described their primary hiring method as the ñdomino effect.ò 
They explained this system creates plenty of rotations and 
developmental opportunities for employees to rise the ranks 
or try something different. 

Heavy and tractor-trailer truck drivers identified a few Oregon state workforce organizations or 
development programs valuable to their workforce needs. Of respondents who were at least 
aware of the organization/program, the three with the highest % of somewhat or very valuable 
responses were ~86% Oregon Employment Department Workforce and Economic Research 
Division/QualityInfo.org (~86%), Local Workforce Development Boards (70%), and WorkSource 
Oregon/iMatchSkills online system (~58%).  

Next, about 47% of heavy and tractor-trailer truck driver employers reported reskilling and 
upskilling as a reason for experiencing a labor shortage, exceeding the total survey population 
by about 14% points. While most of the specific challenges within reskilling and upskilling are 
similarly experienced between this group of employers and the total survey population, 
balancing the programôs needs with those of current business operations and measuring the 
organizationôs supply and demand of skills on an ongoing basis were selected more often, each 
by 57% of heavy and tractor-trailer truck driver employers.  

Partner Perspectives 
Despite relatively modest growth in recent years, Oregon workforce partners shared that the 
state is experiencing a shortage of heavy and tractor-trailer truck drivers. This qualitative finding 
aligns with the business survey results, where about 44% of heavy and tractor-trailer truck driver 
employers reported experiencing a minimal shortage, 28% reported a moderate shortage, and 
17% reported a severe shortage. This shortage of truck drivers has a negative impact on the 
states and the Pacific Northwestôs industrial and consumer supply chains. The heavy and 
tractor-trailer truck driver shortage in Oregon is also pervasive across the U.S., largely driven by 
negative perceptions of the occupation. Truck driving is often thought of as a time-intensive 
occupation with increased exposure to the health problems related to the sedentary nature of 
the work, as well as skin cancer from sun exposure.  

Many community colleges and other private training institutions offer CDL training to help fill the 
stateôs heavy and tractor-trailer truck driver shortage and have worked with the state and 
regional workforce partners to improve supply. The Oregon Legislature, to motivate interest in 
the truck-driving industry, has invested over $600,000 in the Oregon Truck Driver Loan 
Program. This program provides loans of up to $3,000 to help new drivers cover some of the 
cost of training and certification (Oregon Trucking Association). Additionally, there is a 
transportation-sector partnership in Eastern Oregon that improves alignment between industry 
and educators and training providers. Despite these programs and partnerships, state workforce 
partners believe more action may be needed to incentivize Oregonians to take on heavy and 
tractor-trailer truck driving roles. 

ñMany of [our recruits] stem 
from an internal promotion, 
which results in another 
vacancy, which is then filled 
with an internal or external 

candidate.ò  

-Survey respondent from 
Salem, Oregon 
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Skills Analysis 
As in the case of childcare workers, truck drivers need chiefly technical skills. Beyond the 
requirement for commercial driverôs licenses, these technical skills are limited in kind. The few 
management skills required are associated with scheduling. While driving is an almost 
ubiquitous skill required in most postings for truck drivers, it does not rank as the number one 
top skill. This suggests that the role demands a more nuanced skill set beyond basic driving 
abilities. Skills such as tarping, inspections, and maintenance are highlighted as top skills. This 
emphasis on caring for the truck and its cargo underscores the importance of attention to detail 
in this profession. Figure 43 groups these skills, with technical skills comprising all but five of 
them. Among technical skills, tarping and freight handling are prominently featured, with specific 
mention of skills such as hauling, moving, and lifting, which emphasize the substantial weight of 
materials involved. Despite being distinct skills, deliveries and scheduling are highly ranked, 
indicating that timeliness is as highly valued as the physical act of moving items. 

An additional consideration involves examining the relative variances among similar terms to 
identify the skills that should be emphasized when highlighting qualifications (see Figure 43). 
 That the freight skill is substantially higher than hauling, moving, and lifting seems to point to a 
general knowledge of the most efficient way to move something being more important than just 
the physical aspects of moving freight. 

Figure 43: Top skills required for heavy and tractor-trailer truck drivers with skill group indicated by bar 
color. Source: National Labor Exchange. 

 

Safety is classified as an employability skill; Figure 44 illustrates that when safety is a job 
requirement, at least five additional technical skills are typically needed in the posting. Unlike job 
postings in other occupations where these skill categories may be more distinct, truck driving 
often involves solo work or collaboration with a small team of dispatchers or coordinators. This 
necessitates a broader skill set with considerable overlap. 
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Figure 44: Share of heavy and tractor-trailer truck drivers job postings requiring safety. Source: National 
Labor Exchange. 

 

Career Pathways Analysis 
There are a variety of options and pathways to advance careers that depend on various factors. 
In the career pathways analysis, we estimated career advancement using three Oregon-specific 
measurable factors: competencies, skills transferability compatibility index and degree and 
credential requirements. For these pathways, most of the stepstool, mid-career, and 
experienced job titles are above a 75 in the compatibility index. Many of the knowledge, skills, 
and abilities competencies that were considered to adjudicate relevant pathways have 
importance levels of 70 or higher. Throughout the career pathways, each next step job title is a 
career advancement with less hands-on positions as well as an increase in salary. 

While there are various paths that individuals can take to advance their careers within heavy 
tractor-trailer and truck drivers, we focused on five main paths. Many of the entry-level roles 
require main knowledge competencies of production and processing, mathematics, and English 
language. Required skills are coordination, operation and control, and operation monitoring. 
Required abilities are multi-limb coordination, control precision, depth perception, and reaction 
time. However, many of the more advanced careers in the pathways require different sets of 
knowledge, skills, and abilities competencies. Required knowledge skills are mechanical, 
administration and management, design, and mathematics. Required skills are reading 
comprehension, monitoring, critical thinking, and active listening. Required abilities are category 
flexibility, written and oral comprehension and expression, and deductive reasoning. 

The first pathway is heavy and tractor-trailer truck driver to first-line supervisor of mechanics, 
installers, and repairers. Individuals can start as heavy and tractor-trailer truck drivers with 
minimal barriers to entry. After a few years of experience in that position, truck drivers can 
advance to locomotive engineers. With a few years of experience as an engineer, they can 
continue to advance their careers and become first-line supervisors of mechanics, installers, 
and repairers.  

Another pathway is for industrial truck and tractor operators to become mechanical engineering 
technologists and technicians. Industrial truck and tractor operating jobs are more accessible 
with little to no barriers to entry. After a few years of experiences, industrial truck and tractor 
operators can decide to become automotive engineering technicians. At that point, there are two 
main paths that an individual can take. First, they can decide to become a mechanical 
engineering technologists and technician. Alternatively, if they are interested in obtaining a 
bachelorôs degree in management or a related field, they can become a biofuel/biodiesel 
technology and product development manager. It is important to note that while bachelorôs 
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degrees are the most common way to advance a career from automotive engineering technician 
to manager, it is possible to make that transition through relevant years of experience. 

There are several pathways for light truck drivers. Light truck driving positions have little to no 
barrier to entry. From there, a light truck driver can become a crane and tower operator. 
Following years of experience in that role, they can advance to a first-line supervisor of material-
moving machine and vehicle operators. Depending on relevant experience and competencies, 
individuals can potentially skip the crane and tower operators position and go straight into being 
first-line supervisors. From that position, first-line supervisors can become transportation, 
storage, and distribution managers, upon earning a bachelorôs degree in management or a 
related field. However, it is possible for individuals to advance from supervisor to manager 
without a bachelorôs degree if their work experience is relevant and robust.
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DEI Analyses 

 

SRIôs assessment of target industry clusters and critical occupations examines implications on 
diversity, equity, and inclusion (DEI) by investigating four major topics related to equitable 
workforce development. First, SRI analyzed the impact of ñcredential biasò on underserved 
populations in Oregon. Often, individuals most negatively affected by credential bias are those 
with less traditional career pathways, people of color, and those often left out of the technology 
and innovation-based economy. Second, SRI applied an analysis of race and gender at each 
level of career progression to identify points in the trajectory where gaps in race and gender 
widen or are greater than expected. Third, SRI investigated barriers to job access for 
underserved populations, including lack of childcare services, transit, or workforce training 
programs (or programs aligned with critical occupations). Barriers were identified through 
partner engagement and the business survey. 

Key Findings 

¶ Despite requiring more education than some target occupations and industry clusters, 
pay for childcare workers is significantly lower than all other occupations and target 
industry clusters. This lends to significant pay inequities for women who dominate the 
childcare workforce. 

¶ Non-White workers are overly concentrated in roles that require no formal education 
credential, lending to pay inequities for racially and ethnically diverse workers in Oregon. 

¶ Within the health sciences industry cluster, gaps in race and gender tend to widen as 
careers progress. 

¶ In the IT & Analytical Instruments cluster, racial and gender gaps decrease as careers 
progress. 

¶ Lack of access to affordable housing, childcare, transportation, and education and 
training services are the most significant barriers to Oregonians from entering or 
advancing in the workforce. 

Credential Bias 
Credential bias is a phenomenon where people make judgments or decisions based on 
someoneôs educational or professional credentials rather than evaluating their specific skills. 
Credential bias has historically impacted underserved populations (women, racially and 
ethnically diverse populations), lending to inequitable pay and economic opportunity. Typically, it 
is expected that as education increases, wages will also increase. Interestingly, in Oregon, pay 
decreases by about $5,806.46 between jobs that require a high school diploma or equivalent 
and jobs that require some college but no degree. Otherwise, as typical entry-level education 
requirements increase, pay tends to increase (Figure 45). 

Male and female participation by typical entry-level education requirements is inconsistent as 
education levels increase. Men are far more likely than women to participate in jobs that require 
a high school degree or less, as well as jobs that require doctoral or professional degrees. 
Women are more likely than men to participate in jobs that require some college with no degree 
or jobs that require a masterôs degree. Male and female diversity across other occupations that 
require other types of education are relatively even (Figure 46). 
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Figure 45: Typical entry-level education and average annual earnings in Oregon. Source: Lightcast. 

 

Figure 46: Job participation by typical entry-level education and gender. Source: Lightcast. 

 

To assess typical entry-level education requirements across all the stateôs target industry 
clusters and occupations, a typical entry-level education metric was developed by using an 
education metric scale weighted by the share of employment each occupation has within its 
respective groupingI. Wood products manufacturing occupations often require less education 
than other industry clusters. Health sciences and IT & Analytical Instruments require the most 
education (Figure 47).  

 

I 1 ï no formal education credential; 2 ï high school diploma; 3 ï some college, no degree, or postsecondary 

nonaward; 4 ï associate degree; 5 ï bachelorôs degree; 6 ï masterôs degree; 7 ï doctoral or professional degree 
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Figure 47: Target industries and occupations by typical entry-level education and average annual 
earnings (shown in bar width).  Source: Lightcast. 

 

It is of note that despite requiring more education, pay for childcare workers is significantly lower 
than all other occupations and target industry clusters. This lends to significant pay inequities for 
women, who represent 95% of childcare workers. Furthermore, women occupy 74% of health 
sciences roles in Oregon (Figure 48). However, health sciences roles have average annual 
earnings of $89,141, which is less than construction roles that tend to require far less education. 
Unfortunately, these trends indicate gender disparities in hiring for certain roles, and pursuing 
greater education levels may not result in greater pay for women. 

Figure 48: Industry cluster and occupations by female participation and average annual earnings (shown 
in bar width). Source: Lightcast. 

 

Racial and ethnic diversity participation trends by entry-level education requirements are more 
consistent than gender trends. Racially and ethnically diverse populations are more likely to 
participate in roles that require no formal educational credential compared to roles that require 
more education, and participation declines and stays relatively consistent for roles that require 
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at least a high school diploma or equivalent. The participation rate of non-White workers across 
all occupations is about 26%. The overconcentration of non-White groups in roles that require 
no formal education credential is concerning and contributing to economic disparities between 
White and non-White Oregonians. 

Race & Gender Barriers in Pathways 
The Oregon local health services cluster has become more racially and ethnically diverse 
between 2018 to 2023. The number of non-White individuals working in this industry cluster 
have increased by approximately 2 percentage points. However, 76.21% of this industry cluster 
are White individuals, which outpaces the state percentage of White individuals (74.1%). 
Women make up the largest percentage of this industry cluster; 69% are women and 31% are 
men. The gender percentages in this target industry cluster are much greater than the state 
percentage of women (50%). The gender proportions in the local health services cluster have 
not changed since 2018. The IT & Analytical Instruments cluster is the opposite of the local 
health services cluster; in 2023, 65.7% of the cluster was comprised of men while 41% was 
comprised of women. However, the IT & Analytical Instruments cluster is like the local health 
services cluster; 76% are White individuals, outpacing the state percentage of White individuals 
(71.1%). 

Within the local health services cluster, gaps in race and gender tend to widen as careers 
progress. For example, in the career pathway of personal care aides to registered nurses, the 
proportion of non-White and male individuals decreases as the pathway advances. The percent 
of men in the occupation decreases by 8% from entry-level to mid-career (Figure 49). The 
percent of non-White individuals in the occupation decreases by 13% from entry-level to mid-
career (Figure 50). 

Figure 49: Gender diversity in the local health services cluster career pathway, 2023. Source: Lightcast. 
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Figure 50: Racial diversity in the local health services cluster career pathway, 2023. Source: Lightcast. 

 

In the IT and analytics cluster, as career pathways increase, racial and gender gaps decrease. 
For example, as the computer repairer to computer and information systems managers pathway 
goes from entry to experienced, the proportion of women and non-White individuals increases 
by 23% (Figure 51) and the percent of non-White individuals increases by 7% (Figure 52). 
There are no notable trends in gaps through career pathways for the wood products 
manufacturing and construction clusters. 

Figure 51: Gender diversity of the IT & Analytical Instruments cluster pathway, 2023. Source: Lightcast. 
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Figure 52: Racial diversity of the IT & Analytical Instruments cluster career pathway, 2023. Source: 
Lightcast. 

 

Barriers 
Barriers to employment in Oregon, broadly or within target industry clusters and occupations, 
arise from various interconnected factors. Workforce partners in Oregon have shared that 
housing costs, transportation limitations, childcare needs, healthcare inaccessibility, and food 
insecurity hinder employment prospects, particularly for marginalized communities. Geographic 
challenges exacerbate these issues in rural areas which also have a more significant share of 
Hispanic and Latinx workers. While the internet has eased some obstacles, broadband 
connectivity is inconsistent across the state. Workforce partners also shared that language 
barriers, particularly in Hispanic and Latinx communities, and insufficient support for people with 
disabilities pose significant challenges to employment access. Addressing these barriers 
requires systemic changes, including better connectivity between education systems and 
support for diverse family structures. Ultimately, achieving inclusive employment practices 
demands a holistic approach that recognizes and addresses the diverse needs of all individuals, 
regardless of race, gender, ability, or socioeconomic status. 

Beyond barriers to labor market entry, many existing employees in low-wage occupations with 
transferable skills and experiences struggle to access pathways to higher-paying careers due to 
several key challenges. State workforce partners shared that accessing education or training 
programs poses significant hurdles, including scheduling conflicts, financial constraints, and 
geographic inaccessibility in rural communities. Furthermore, workforce partners believe that the 
risk-averse nature of the low-income population discourages investment in education without 
guaranteed access to a higher-paying job opportunity, necessitating reliable support systems 
and financial assistance. Addressing these barriers requires comprehensive policy and program 
reforms and support structures to empower individuals to pursue career pathways that allow 
them to transition from low-paying occupations into good jobs. 
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The survey of Oregon employers asked about primary 
barriers to job access for underserved populations in Oregon. 
Of this broad list of barriers, Figure 53 shows the most 
widespread ð nearly 63% of respondents selected access to 
affordable housing, 55% identified access to childcare 
services, 42% recognized transportation, and 41% 
designated access to education and training programs as a 
primary barrier affecting job access for underserved 
populations in the state. For the 15% of ñotherò selections, 
respondents mentioned the overall affordability of the area, 
access to drug/mental health services, and a general 
willingness/interest to work. One respondent mentioned how 
Oregonôs public transportation system is designed for non-
time-critical activities and is localized. They explained that 
the lack of a high-speed rail system in the Willamette Valley limits the growth of Portlandôs 
semiconductor industry.  

Figure 53: As an employer, what do you perceive as the primary barriers to job access for underserved 
populations in Oregon? Please select all that apply. 

 

In the survey, several businesses documented existing initiatives, programs, or resources used 
to increase job access for underserved populations. Many existing efforts revolve around 
community building and outreach to underserved populations, including working with cultural 
and racial-based engineering and science organizations at Oregonôs academic institutions, 
creating employee resource groups for coworkers to support one another, and developing a 
process to expand the talent pool of DEI and underserved workers. Five respondents mentioned 
specific efforts to support non-English primary speakers with solutions such as communications 
or training materials created in several languages or hired translators to assist with the hiring 
process. A handful of Oregon businesses mentioned various benefits that can ease the burden 
of transportation or childcare-related barriers through partnerships with childcare providers and 
transportation subsidies.

ñWe really need help in our 
rural community with 
affordable housing and 

affordable childcare. We are 
very competitive in our pay 
and benefits, but employees 
still struggle to afford these 

needs.ò 

-Survey respondent from 
Coquille, Oregon 



 

70 | Oregon 2024 Talent Assessment 
 

Emerging Talent 

 

The following section leverages data shared with SRI from YouScience describing the aptitudes 
and interests of high school students from across the state of Oregon. We have combined this 
rich data source with employment projections for three of the upward mobility industries 
described earlier in this report to identify the anticipated demands of the future job market with 
the skills and preferences of current students. By examining the alignmentðor mismatchð
between the workforce of tomorrow and the opportunities that will be available, we will be able 
to gain insights about the talent pool. This information can be used to identify where Oregonôs 
education and training programs can be adjusted to better prepare students for the realities of 
the future job landscape. 

Key Findings  

¶ There is significant interest and projected growth in the Architecture and Construction 
industry in Oregon; however, studentôs aptitude may not match the interest level. 

¶ Computers & Technology jobs in Northeast Oregon have projected growth over the next 
decade, and students have a high-level of aptitude for those roles. 

¶ Health Sciences industry anticipates growth, and students are well-equipped to take on 
those roles after graduation based on aptitude scores. 

Health Sciences 
Lastly, Figure 54 shows the aptitude to interest ratio for the Health Science industry. Here, we 
see a higher aptitude count over interest primarily in the Northern suburban or exurban counties 
and down the coast, especially in Washington county. 

Figure 54: Aptitude/Interest Ratio - Health Sciences 

 

Figure 55 shows that the Health Science industry cluster is projected to grow in every county 
over the next 10 years. The projected growth patterns align with the areas of the state where the 
population is already older, such as in the coast and the middle of the state. For the Health 
Science cluster, however, jobs are projected to be plentiful statewide, increasing the importance 
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of identifying the large number of students with an aptitude for Health Science and encouraging 
career choices in this cluster. 

Figure 55: 2023-2034 Job Growth - Health Science

 

Computer & Technology 
Figure 56 examines the Computers & Technology cluster, which has overlap with the IT & 
Analytical Instruments cluster discussed earlier in the report. For this cluster, the ratio map has 
a different pattern than can be observed in the Architecture & Construction industry. Here, there 
is a higher number of students whose scores indicate a high aptitude for this industry cluster. 
There is significant clustering in the northeast of the state, as well as in Benton County. Overall, 
this shows that there are students in rural areas that would be well suited for this work, but their 
expressed interests do not align with this high level of aptitude, possibly due to lack of exposure 
to the industry cluster or perceptions of the cluster that may be different in rural areas. 

Figure 56: Aptitude/Interest Ratio - Computers & IT 
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Figure 57 shows the projected growth in jobs in the Computers & Technology industry cluster 
between 2023 and 2034 and highlights that the projected future job growth largely takes place 
outside of the largest metropolitan areas of Oregon, particularly in the coastal counties. While 
most of the eastern part of the state is not currently projected to see growth, the projections do 
show opportunities in Union and Wallowa counties for nearby students with high aptitude. 

Figure 57: 2023-2034 Job Growth - Computers & Technology 

 

Architecture and Construction 
Figure 58 shows a map that compares the ratioII of student aptitudes for the Architecture and 
Construction industry cluster to student interest in the cluster, which overlaps the Construction 
industry studied in detail earlier in the report. The map below shows that the highest ratio is 
concentrated around Central Oregon, especially Multnomah and Morrow counties. 

Figure 58: Aptitude/Interest Ratio - Architecture & Construction 

 

 

II This ratio is the count of those who have an aptitude for the industry in a county divided by the share who said they 

were interested. For example, if 150 respondents had scores indicating the industry cluster was a good fit for them, 

but only 100 students expressed an interest in that industry cluster, the ratio would be 150 / 100 = 1.5. Ratio values 

under 1 indicate that interest in the cluster is higher than aptitude scores would indicate. 
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Figure 59 shows the percentage change in jobs expected over the next decade. Counties that 
are shaded with darker blues indicate more jobs in the Architecture and Construction industry 
cluster are projected there. Counties shaded with orange have a projected contraction for the 
industry cluster. Combining these this figure with Figure 58 shows that students with an interest 
in the industry cluster who currently live in the center of the state represent a prime opportunity 
for education on nearby future job opportunities. At the same time, students expressing an 
interest in Grant County may be better served by a wider review of opportunities in the industry 
cluster than are available to them nearby to avoid discouragement from the cluster overall.  

Figure 59: 2023-2034 Job Growth - Architecture & Construction 

 

Interest vs. Aptitude 
The next series of charts plots the counts of students with identified aptitudes and interest 
against each other for these highlighted industry clusters, allowing the identification of outlier 
counties. In Figure 60, the circles represent values for industry cluster aptitude and interest 
counts within a county. The circle colors represent the industry clusters and there is a black 
reference line that serves as a marker of a 1:1 ratio between aptitude and interest. Points that 
fall below the reference line represent counties where there are a greater number of students 
showing an aptitude for the industry cluster, but not reporting an equally high level of interest in 
the clyster. These charts are valuable because they can provide a snapshot view of current 
student interest levels. 

The figure shows that the Architecture & Construction industry cluster largely lines up along the 
reference line, indicating generally equal levels of interest and aptitude across counties. The 
yellow points, representing the Health Science industry cluster, show a slightly more lagging 
gap, which increases in larger counties. The points representing the Computers & Technology 
cluster, though, are substantially below the reference line. This indicates high numbers of 
students across the state with scores indicating a high aptitude for the industry cluster, but 
greater misalignment in interest than in the other two clusters is explored in depth in this 
section. 
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Figure 60: Interest vs. Aptitude Count By County 

 

The next three visuals plot the aptitude and interest scores data one industry at a time. In 
addition, the points are colored by job growth like the maps above. Counties that are also 
outliers are highlighted for analysis. Figure 61 shows the county-level data specifically for the 
Health Science industry cluster. Because this industry cluster is projected to see large growth in 
every county statewide, accompanying growth in interest among emerging talent in needed 
across the state. While all the counties fall above the 1:1 ratio for interest without significant 
deviation, in terms of raw numbers, the larger counties will need higher total numbers of 
students indicating that they are interested in working in this industry. Deschutes county is one 
of the only counties to rise above the trend line, and so may be an area to look to for possible 
methods for success in engaging young future talent in Health Science. 

Figure 61: Interest vs. Aptitude Count for Health Science 

 

Figure 62 shows this ratio data specifically for the Computers & Technology industry cluster. 
Here, Multnomah and Yamhill stand out as positive outliers, where the number of students who 
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show aptitude are also showing notable levels of interest. There are several mid-sized points, 
though, where interest is low. For example, in Union County, the industry is expected to grow 
meaningfully but student interest may not keep up with projected jobs growth. Other counties 
like Benton, Wallowa, and Grant have similarly high aptitude scores, but more limited 
accompanying interest in the industry cluster. 

Figure 62: Interest vs. Aptitude Count For Computers & IT 

 

Figure 63 shows the data specifically for the Architecture and Construction industry cluster. This 
industry cluster had the most counties on or very close to the ideal 1:1 ratio. There are relatively 
few positive outliers except Klamath county, indicating that students have higher interest than 
aptitude. Instead, there are more negative outliers, indicating that students do not express as 
much interest in the industry cluster as is suggested by their aptitude scores. For Multnomah 
and Yamhill counties, the student interest gap is present, but of less concern because neither 
county is expected to see a large growth in the Architecture & Construction industry cluster 
within the next 10 years. Students in Morrow County, by contrast, express interest is both far 
below the best fit line, and the industry is expected to surge soon, potentially creating a gap. 

Figure 63: Interest vs. Aptitude Count For Architecture & Construction 

 




































































































