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Context Matters 

Many of us have “pivot points” in our career
• These points are where growth and discovery are accelerated through 

experiences
• My pivot point happened in 2017 
• Led the organization through intense transformation 
• Built a national network out of necessity 



Further pivot 

In 2018, I helped develop a technology solution to standardize service 
delivery and increase accessibility

• This experience caused me to see the need for a technology enabled workforce 
development system

• In February 2021, I moved to helping other workforce organizations across the county 
through consulting on service delivery and implementations of remote access 
technology for large-scale organizations and regions



What we will cover

• Understanding the concept of “First-Gen Career Seekers”
• People are the most important part of workforce development
• Understanding how people interact with the world of work and learn 

are foundational to effective (transformational) workforce 
development

• Technology enabled workforce development  
• How tech can standardize, scale, and increase accessibility
• How tech “meets people where they are” and should be designed 

based on how people learn 

• Workforce Development Systems Building 
• Integrated Service Delivery 
• Strategic-plan based organizations  



Understanding the 
“New Workforce”
• Not talking about inter-generational dynamics in 

the workforce, etc.

• I’m talking about a new terminology that requires 
systematic change in how services are delivered to 
career-seekers at the secondary, post-secondary, 
and public workforce levels

• Started consulting with Dallas College in March to 
design “first-generation career seeker” workforce 
system for 75k students



Research that is 
personal 
• First-generation college student

• 17 on the ACT
• Almost didn’t graduate high school
• Stopped out first semester of music school
• Second semester had a 1.3 GPA at MSU
• Undiagnosed Dyslexia 

• Single mother who cobbled together an income from 
factory work during the day and retail in the evening

• Raised by great aunt who had an eight-grade 
education



What I’ve learned in working with people (and from 
personal experience) 

Most students/career-seekers
Have skills
Have an idea of what program of study to pursue
Were willing to work

Most students/career-seekers simply did not have a 
“certain something” to successfully navigate the 
implicit nuances of the world of work

Research on Bourdieu’s concept of cultural capital
Research on first-generation college students



Research Lens:  Cultural Capital 

• Much of the conversation in workforce development regarding post-secondary education centers on the 
perceived misalignment of employer needs and community college output--skills gaps, skills shortages, skills 
mismatch (Cappelli, 2015)  

• There is no mention at all about the role of cultural capital in workforce misalignment

• It is misguided to not understand the role of cultural capital and to not prepare the workforce through the 
lens of cultural capital 

• The field of workforce development cannot be void of conversations from the fields of sociology and 
cognitive psychology 



Research Lens:  Cultural Capital 

• Cultural capital defined:  Knowing and navigating the “rules of the game” in a 
particular environment.  Challenge:  Many rules are nuanced, implicit, and biased 
in favor of those with the “right kinds” of capital

• Bourdieu (1973) theorized that the development of cultural capital occurs 
primarily from parental investment with the right kinds of cultural training 

• The result:  Power structure that rewards those who know the “rules of the game” 
according to how its supposed to be played (Dumais, 2010) 



Research Lens:  Cultural Capital 

• Cultural capital is attained through habitus, which is defined as “feel for the 
game” (Dumais, 2010).  This is a habituation of the right kinds of behaviors 
that are socially rewarded.  Practicing the wrong kinds of behaviors moves 
one further from being able to transact in the environment.  

• Dumais (2010), indicated that children who possess dominant cultural 
capital are likely to receive more attention from teachers, better grades, 
and more encouragement to pursue higher education.  Habitus starts early.  



Research Lens:  First Generation College 
Student Literature 

Collier and Morgan (2008) found that difficulty in carrying out classroom 
expectations disproportionally impacted first generation college students 

• Inability to adequately understand instructor jargon
• Inability to understand course expectations as outlined on a syllabus
• Lack of self-confidence in the post-secondary setting
• Not understanding faculty instructions for writing a paper (handwriting 

instead of typing, for example)



Research 
Lens:  First 
Generation 
College 
Student 
Literature 

Collier and Morgan (2008) also found that non 
first-generation college students are given a 
head start at “pattern recognition” typical in a 
post-secondary environment

The resulting bias is one that allows non first-
generation college students to much more 
successfully navigate the nuances of post-
secondary education

Symbolic Interactionist view of role theory in 
higher ed:  students who begin college with 
greater mastery of the student role , possess a 
more refined concept of what instructors want



The Intersection 

First generation college students are more likely to:
• Stop out of college
• Be shut out of the pipeline of upward mobility
• Unsuccessfully navigate the system of post-secondary education 
• In reading the literature on first generation college students, it became 

clear that the concept of cultural capital was the primary cause for first 
generation college student lack of success in the post-secondary 
environment.



The 
Concept of 
First-
Generation 
Career 
Seekers

First generation college students 
are more likely to:
Stop out of college
Be shut out of the pipeline of upward mobility
Unsuccessfully navigate the system of post-
secondary education 

First generation career seekers are 
more likely to:
Stop of the workforce or not advance in 
employment
Be shut out of the pipeline of upward mobility
Unsuccessfully navigate the world of work



The Concept of First-
Generation Career Seeker

• Individuals whose foundational career development is either 
non-existent or independent from familial involvement or 
from other social networks 

• Often come from backgrounds where family either does not 
have an income from work or income is cobbled together 
for multiple part-time gigs, which offer low sustainability 
and stability

• First-generation career seekers lack the necessary cultural 
capital to navigate the hidden world of work.  The risk and 
likely result is being shut out of the pipeline of employment 
and upward mobility. 



The Best Solution: Work Based Learning 
Opportunities
• Work Based Learning Opportunities (WBLOs) were found to be the most impactful mechanism to help 

first-generation career seekers prepare for the world of work.
• WBLOs should be “safe space”
• WBLOs should be structured
• WBLOs should be reflective
• WBLOs should be combined with work-related curricula



Use Cases 
• 19,000 inmates to be served through a combination of 

remote access technology up to six months prior to re-entry
• Combined with staffing support and workforce simulations
• Concept designed to lower recidivism through advanced 

career preparation while incarcerated 



Use Cases:  Washington DC Summer Youth 
Employment Program 

• Serves about 15,000 young adults 
ages 16-24 every summer 

• Most young adults are first-
generation career seekers

• Employment combined with 
mentorship, remote access career 
preparation, and structured reflection

• Similar programs for Detroit, LA, 
Baltimore, and Kalamazoo



Part II:  Technology Enabled 
Workforce Development 

• South Central Workforce Development Board 
began utilizing Career EDGE as a remote access 
career preparation program in 2018

• The platform was later adopted statewide for all 
10 workforce boards, serving about 20k 
Kentuckians and 60 workforce partner 
organizations

• The platform has been leveraged to tie together 
workforce partners in the state and to increase 
the reach of the public workforce system



Reasons for 
Remote Access

• Accessibility 

• Standardization of Quality Service Delivery

• Scalability of Staffing Capacity 

• Partner Systems Integration 



South Central KY 
Region Prior to 2017

• Two AJC locations about an hour 
or more from rural locations

• AJC hours of operation 8:00-4:30, 
Monday through Friday

• Limited staffing capacity 





Research Based 

• Coined term “First-Generation Career 
Seekers” in 2019 after a year’s worth 
research, leading to the publication of 
two papers by the University of 
Kentucky.  

• Research found that work-based 
learning/simulation of career 
activities were foundational in the 
transmission of workplace cultural 
capital.  

• Career Edge provides a structured 
and accessible mechanism for clients 
to prepare for success in the world of 
work.









Mock Job Application 

• Like all Career Edge content, 
the Mock Job Application 
begins with an introductory 
video to provide for a 
contextualized learning 
experience.  



Mock Job Application 

• The career-seeker is coached on how to 
complete a job application accurately as 
well as how to answer tough job 
application questions like, “Are you willing 
to work nights and weekends?”  “What is 
your salary requirement?” “Are you willing 
to take a drug test?”

• The answers on the mock application are 
then saved, enabling the career-seeker to 
access responses from the e-portfolio 
section of Career Edge for easy copying and 
pasting on actual job applications.  



Interview Simulator 

• The interview simulator takes the 
career-seeker through 15 commonly 
asked job interview questions.

• A virtual coach (center screen) walks 
the career-seeker through how to best 
answer each question.

• The interviewer (bottom left screen) 
asks the interview questions.

• The career-seeker (bottom right 
screen) answers the question and 
records a response.  



Interview Simulator 

• The career-seeker records job interview 
responses.  By using the administrative 
portal, career coaches, case managers, 
guidance counselors, etc. can leave 
feedback on each recorded question, thus 
providing another touch point for interview 
coaching. 

• The interview simulator can be utilized as 
part of a “flipped classroom” approach 
where the simulation is assigned and then 
feedback is provided.  This method of 
learning empowers the career-seeker and 
frees the career coach up to help many 
more career-seekers.  



Career Assessment 

• Based on Myers-Briggs 
assessment 

• Emoji and picture based, 
which appeals to young adult 
participants 

• Assumes no prior experience 
with career assessments or 
personality assessments 



Career Assessment 

• The results of the career 
assessment are ranked industry 
sectors, such as the example of the 
right.

• Each industry sector details salary 
data, education requirements, 
common pathways toward a career, 
and top job titles.  

• Job titles can be clicked on for more 
job-specific information.  



Career Assessment 

• After a job title is clicked, salary 
details, employment outlook, 
education/training, personal 
quality, and related careers are 
highlighted.  This information is 
updated daily from BLS data.

• This level of detail provides a 
great start to career coaching 
and to career pathway planning.  



E-portfolio 

• All of the content produced by the 
career-seeker utilizing the Career Edge 
platform is stored in the e-portfolio.  
The e-portfolio is a uniquely assigned 
URL.  This enables the career-seeker 
to access their resume, cover letter, 
job application, and other material 
quickly and easily.  

• The e-portfolio is also a powerful 
workforce systems integrator, which 
enables the career-seeker to not have 
to start from scratch if seeking 
services from another agency of 
partner. 





Kiosk Access:  Public 
Libraries 
• Kiosks are installed in each public library in 17 

counties of BGWIB and are loaded with remote 
access technology solutions to reach career seekers

• Library staff are trained in basic career services 
to better help navigate career-seekers

• Additionally, kiosks are outfitted with a screen 
to showcase open job postings and 
employability resources

• Kiosk serve as an entry-point for remote access 
career services that are delivered through a 
mobile device 



Kiosk Access:  
Addiction 
Treatment Facilities 

• Grant from Isaiah House for technology 
installation in 30 recovery facilities in 17 counties

• Residents complete referral process upon 
entering facility and are contacting within 
48 hours by BGWIB staff for customized 
support

• Most recovery facilities require employment

• Career EDGE is leveraged as a remote access 
solution to provide around-the-clock career 
preparation services that enables career-
seekers to move toward upward mobility 



Tech Use Cases
• Consulted with two of the most innovative workforce boards 

in the country to standardize in house service delivery and to 
create a career-seeker experience that enables completely 
remote WIOA eligibility through virtual coaching



Part III:  Integrated 
Service Delivery, Pac 

Mtn. Washington



THEN









Functional Teams

Strategic Co-Enrollment

Braiding and Blending of Funding

Seamless Service Delivery



Customer Flow



Part IIIa:  It all hinges on strategy 

• Workforce organizations are called not to 
be operational, but to be strategic

• In 2018, our team at the SCWDB made a 
renewed commitment for our board to be 
strategically “move the needle” on regional 
workforce goals

• In 2017, my role was 100% operational
• In 2018, I hired a VP of Operations, that 

allowed me to focus 90% on strategy 
and 10% on operations



Elements of a Strategic 
Plan-Based Board 
Meeting
• Build the board agenda around the strategic goals 

and objectives of the board

• Demonstrate measurable movement related to 
strategic objectives that prop up strategic goals

• Highlight example programs through numbers, 
pictures, testimonials, and other results that align 
with strategic goals and objectives

• Engage staff in presenting strategic objectives

• OSO leads discussion prompts to help with board 
engagement after each strategic goal



Every board meeting contains

Strategic plan-based agenda

Slides with pictures, data, testimonials to highlight specific objectives and movement toward each 
strategic goal

Red-Amber-Green assessment tool to demonstrate movement in current quarter and expected 
movement in the next quarter toward supporting objectives that prop up each strategic goal



Agenda

• Strategic goals are built into the agenda
• Each strategic goal is measured by a strategic 

objective
• Examples of the strategic objective are 

highlighted by specific examples of programs
• Multiple staff are given the opportunity to 

present
• Each part of the agenda is TIMED

• Built the agenda based on how people learn 
and engage

• Action items are placed at the beginning of the 
meeting.  

• Strategy and engagement is given the bulk of the 
meeting 



Strategic Goal #4 Assessment:

Supporting Objectives 3Q Activities
(Apr-June 2022)

Assessment
(Current & Projected)

Planned 4Q Activities
(Jul-Sep 2022)

4a. Implement a framework that 
monitors and forecasts our ability to 
meet goals and programming metrics

• Weekly System Synch Meeting
• Monthly Operations meeting; monthly 

Data Collection meeting
• Bi-weekly financial review meeting

• Complete State compliance monitoring
• Continue External Monitoring (MCM 

CPAs)
• Provide Annual Report to LEOs and 

Board Members

4b. Identify and address 
organizational and structural changes 
necessary to improve outcomes, 
collaboration and accountability

• Revamp Customer Flow and data 
collection in Kentucky Career Centers

• Pursue Governor’s Reserve and ARC 
Grant opportunities for Reentry initiatives

• Refine Customer Flow and data 
collection in Kentucky Career Centers

• Pursue new FTE titled “Workforce 
Participation Lead”

4c. Define and create an effective 
communication approach to services 
to ensure consistent, quality customer 
experiences

• Revamp Customer Flow and data 
collection in Kentucky Career Centers

• Begin Kentucky Career Center 
certification process

• Complete MOU / IFA

4d. Implement processes that 
strengthen relationships between key 
stakeholders across the region’s 
workforce system

• Host / lead local Workforce Participation 
Working Group (every 3 weeks)

• Evolve Workforce Participation Working 
Group into a full-time Task Force

GOAL #4:   Maintain viability of the SCWDB’s financial growth, quality delivery system and return on investment (ROI) for job 
seekers and employers

Beginning of 2022

This is provided as a hand-out to Board Members prior to the Board Meeting



I’d Love to 
Connect with You 

LinkedIn:  
https://www.linkedin.com/in/rsmboone

Phone (Call/Text):  270.935.0518

E-mail:  robert@careerteam.com  

https://www.linkedin.com/in/rsmboone
mailto:robert@careerteam.com
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