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Introduction 
 

East Tennessee is a region that is experiencing simultaneously change and opportunity as an 

environment where workforce and talent are the new imperatives for economic success.   

Continued growth and transformation are hallmarks of this extraordinary region whose 

industries, communities and leadership seek new and innovative ways to foster high levels of 

competitiveness and opportunity in the 21st century.  Ongoing change in the landscape of jobs, 

skills and training mean that innovation and proactive collaboration will be more essential than 

ever.  Even so, East Tennessee workforce development leadership, partnering with all 

stakeholders, recognizes that information, planning and thoughtful initiatives hold the key to 

building on the area’s successes and addressing remaining challenges to ensure that residents and 

businesses together achieve the prosperity which each part of the region seeks. 

 

This study addresses the profound opportunities and challenges which the region will face over 

the coming decade.  Workforce considerations are at the forefront of any understanding of how 

the region overall will thrive.  All aspects of regional life- economic, social, cultural, and spatial- 

are shaped by decisions and policies that address workforce needs.  The continued economic 

momentum of East Tennessee in recent years occurs alongside, and in relation to, overall 

population growth and business development.  A widespread appreciation for the high quality of 

life, affordability and heritage of industry success gives the region solid reasons to anticipate 

continued influx of investment and population.  Unique characteristics of each Local Workforce 

Development Area provide further opportunity for the area to find complementary relationships 

between industry concentrations and talent development.  Likewise, economic vitality in the 

region has meant that employers and workers continue to experience ongoing growth and change 

in conditions.  From the depths of the Great Recession only six years ago, which left virtually no 

region untouched, East Tennessee has rebounded in remarkable and sustained ways.  Particularly 

from 2012 onward, this area achieved notable gains in jobs, earnings and investment measured in 

a number of ways. 

 

Simultaneous to an energetic economy are ongoing transformations in what the very nature of 

work is about.  Industry realignment, technology developments, occupational skills evolution and 

changing patterns and preferences for housing, education and workstyle all cascade through 

society along with economic recovery.  The challenge for stewards and stakeholders in a regional 

economy involves managing through this cascade of change.  Equally, workers must navigate 

through a complex and different set of opportunities than those of even a few years prior.  

Systems of workforce development and education increasingly must focus attentions on 

calibrating supply of individuals well prepared for success in a regional work environment that 

not only is much changed, but continues to change.   

 

The task of projecting future change is itself challenging, but necessary.  Guiding the direction of 

supply and demand alignment of a workforce is critical to economic success of a region and its 

residents alike.  Being open to adaption and innovation are keys to guiding the region’s needs 

where the only certainty is change and the watchword in change is flexibility. This study builds a 

foundation for East Tennessee to fulfill its desires into the third decade of the 21st century. 

 



3 | The Research Center 

 

Collaboration of stakeholders that is grounded in data offers a wise text for guiding this future.  

A detailed assessment of the general and specific issues, needs and opportunities in the 

workforce arena allows for this.  Grounding strategies in informed planning gives area 

stakeholders an advantage that corresponds to prior work.  This research expands on topics in 

new ways that mirror the emerging workforce landscape.  An aging workforce, a need to further 

middle-skills, a challenge to deliver training in new ways, a recognition of transportation system 

weakness, and other factors stand as forefront issues in the regional workforce economy.  This 

research draws on an array of most current and recognized sources for data and supplements that 

with qualitative information gathered from depth interviews with key business and civic leaders 

throughout all five Local Workforce Development Areas.  These employer insights greatly 

assisted in evaluating a range of topics surrounding workforce challenges and opportunities as 

well as represent a cross section of firms by area, type and size in the key industries examined in 

the research. 

 

 

 

 

The five Local Workforce Development Areas comprise a collective region that is justifiably  

proud of its assets, infrastructure and, above all, its people.  Chief among East Tennessee 

economic assets is human capital as developed through a strong quality of life accompanied by 

world-class employers, institutions and a commitment to policies and leadership that looks to the 

future.  Even so, much remains in the near term to address the continuing, rapid reshaping of the 

economy and the work environment.  Thus, this study focuses new attention on several items: 

 

 Understanding the ‘levers’ that operate to maintain the balance of workforce supply 

and demand by quantity, type and location 

 Highlighting those aspects of the region’s infrastructure and programming that are 

foundational for attention and investment to ensure workforce needs are met 
moving forward 

 Focusing deeply on the critical middle skill components of major industries and the 

issues surrounding those. 
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 Examining issues relating to key population groups that offer unique potential for 

engagement in workforce needs- veterans, youth, underemployed, language-hindered, 

the disabled, and others 

 Incorporating those aspects of the dynamic interactions of the five diverse Local 

Workforce Development Areas wherever it adds clarity 

 Considering the unique aspects of the area that differentiate it from many others, such 

as industry clusters, levels of entrepreneurship, and business environment. 

 Assessing workforce issues from the local vantage point in light of programmatic 

activity and organizations serving workforce development, education, economic 

development, and public policy. 

 

The structure of this research is comprehensive and straightforward.  The region and its 

workforce environment is considered as the introduction to the research.  Description of data and 

methods is incorporated as an important attribute of the study in light of the synthesis of many 

sources and inputs provides unique and strong findings.  Challenges and opportunities are 

presented in detail across a wide set of topics.  In many cases, any given topic offers both an 

element of challenge and opportunity and are treated accordingly. 

 

A major attention is given to middle-skills in the East Tennessee economy.  Results find a large 

and important set of occupations fall within certain key industries in the area.  These form a core 

of both challenge and potential solution arising from this research platform. 

 

Next, a key component of this study focuses on new clarity in the ways that workforce supply 

and demand operates.  Major new directions are offered in presenting with precision and across 

scenarios what the years ahead may hold as regard maintaining a workforce balance in the 

region.  Essential to that is an analysis of the ‘levers’ that function in yielding supply and 

demand of workers in this region. Moving beyond speculation or generalization, this research 

offers a holistic approach to presenting the demographic, behavioral, spatial and other forces that 

shape the workforce options for the region. 

 

Lastly, and very importantly, a detailed treatment of major industry clusters and their associated 

occupations is given.  These clusters represent both the largest sectors and those identified as 

targets for attention by workforce development and economic development organizations 

throughout the region and a host of industry associations and other stakeholder groups.  These 

clusters include: Healthcare, Advanced Manufacturing, Energy, Logistics and Distribution, and 

Hospitality, and office-related and shared services operations.  With each cluster, the study 

addresses trends and projections within the key industries and occupations.  Interviews and focus 

group sessions with key informants provide a significant set of insights that are woven into the 

data analysis.  Building from the analysis of overall workforce balance and ‘levers’, the study 

considers those sources- secondary through postsecondary, degree and certificate, formal and 

informal- that result in graduates and work-ready candidates for job creation.     
 

The result of this foundation of research affords more than a new set of findings; it establishes a 

new way of comprehending the breadth and depth of the workforce of this area.    This study 

serves as a vehicle for policy leaders to use these findings to gauge and to guide the region’s 

abilities in delivering the quantity and quality of worker supply to meet industry demand.  As 
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with any solid research, this study seeks to enliven discussion, prompt action, and instill desire to 

continue to explore and expand the craft and science of developing a world-class workforce for 

the years ahead. 
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The Region and its Workforce 
 

About the Data 
 

The data for Workforce 2020 draw from a wide array of sources. The combination of 

information on workforce supply and demand in the East Tennessee region provides a unique 

and innovative set of findings.  Relying on the most respected data sources in combination with 

research methods to supplement analysis and interpretation yields a report that breaks new 

ground in terms of understanding where the region and each of its five Local Workforce 

Development Areas stand and where they are going in addressing workforce issues. 

 

The Research Center incorporates a combination of data in recognition that many series of data 

may exist on any topic or variable.  Multiplied over a field as broad as a workforce spanning 34 

counties and numerous metropolitan and micropolitan areas, projecting ahead a half decade, this 

research draws widely from most reputed sources and methods to shape a design and to arrive at 

meaningful and impactful results.  No one data source or series is likely to serve well in 

informing the many questions and interests that surround workforce development.  Complex 

topics result in complex questions that merit intentional, and often complex, investigation.   

 

The logical order of research flows from general to specific and this order has guided this study.  

From the design of the report itself to its underlying data and analysis, the regard for the 

workforce as a national topic and for the region’s economic, demographic and built landscape 

are paramount to properly seeing this area’s workforce in its full perspective.  Data sources are 

abundant and useful and these are engaged fully to portray the backdrop and delve into the 

particular of the workforce directions for this area.  Data draw from numerous public sources 

such as the U.S. Census Bureau, U.S. Bureau of Economic Analysis, the Tennessee Department 

of Labor and Workforce Development, and U.S. Bureau of Labor Statistics (BLS). 

Complementing these are robust proprietary data sources and systems that provide basis for 

synthesizing data and directions.  Chief among these are Economic Modeling Specialists, Inc. 

(EMSI), a respected source that builds from Census and BLS data to produce demographic and 

employment estimates and projections; Regional Economic Modeling, Inc. (REMI), which 

incorporates aspects of four major modeling approaches: input-output, general equilibrium, 

econometric, and economic geography; and Burning Glass, which provides real-time job posting 

data. Together, these and other sources offer a rich research setting for population and workforce 

forecasts, and economic and demographic modeling that results in research that fulfills the 

complex needs of a dynamically growing and changing region such as this. 
 

The data derived from EMSI comprise past, current, and projected series for industry and 

industry and occupational employment. These employment data represent “complete” 

employment that includes workers covered by unemployment insurance (“covered” 

employment) as reported by the Tennessee Department of Labor and Workforce Development 

and US Department of Labor and Bureau of Labor Statistics as well as those that are sole 

proprietors , farmers and government workers.  This is noted since these workers are not 

necessarily covered by unemployment insurance.   
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A key element of this research involves positioning plausible scenarios for each Local 

Workforce Development Area based on best sources of current estimate and future projection.  

EMSI serves as a highly regarded source for these types of projected employment trends at all 

levels of geography.  Accompanying these projections are series of data from Burning Glass that 

provide real time job market data with relevance to skills, certifications and overall posting 

trends. 

 

The many leaders and stakeholders in workforce development in East Tennessee ultimately seek 

to make informed decisions to guide programs and investments over the coming years.  

Weighing the many sources available, public and proprietary, and combining and synthesizing 

their data serves as the method in which this research establishes most likely trajectories for both 

supply and demand of workforce.  Some ‘levers’ of generating supply are more easily operated, 

meaning that it is faster and less daunting to make course corrections or add or subtract supply of 

workers by type, location and skills through some options than through others.  These levers are 

discussed at length in a section of the report.  Data that support the construction of these 

scenarios include, in addition to EMSI and Burning Glass, a number of valuable sources.  
 

A major corollary to the secondary data at the center of the analysis included a series of 

information interviews with business and civic leaders, all as part of a research process involving 

major industry and occupational clusters in the region. The Research Center staff conducted 

these depth interviews with representatives identified from the targeted workforce clusters. In 

total, some 50 key industry and regional leaders were interviewed between March and May of 

2016. These depth interviews particularly offered highly current and engaged insights into 

workforce challenges for industries and their critical workforce challenges.  Topics involved 

special emphasis on hiring trends, difficult-to-fill positions, separation and retirement trends, 

background on difficulties in worker hiring and retention, involvement with the relevant 

workforce development and education systems, and overall training needs of firms and 

organizations.  
  

The array of interview insights serve two critical purposes for this project.  First, they help to 

validate the quantitative research findings. Second, they offer important context in analyzing the 

quantitative analysis.  As a result, these qualitative data elements allow the project team to better 

understand the priorities and challenges facing employers in each of the targeted clusters. In 

short, the success of East Tennessee is fundamentally comprised of its people’s success.  

Measures of prosperity must entail an array of achievement, from personal to professional.  

Success is a compilation of factors that meet individual, family, household, community and 

regional needs.  At the same time, a large measure of this success rests with employment- and 

employers- flourishing as business and industry, public and private- to generate the levels of 

their success that encourage and assist their prosperity and growth. 
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The Economy 
 

Business and Industry 

 
The East Tennessee region benefits 

from a highly and uniquely diverse 

economy.  The attributes of this 

diversity are widely considered 

those factors which make the area 

highly competitive on a national 

level.  The presence of an economy 

where energy industry, chemical 

and automotive manufacturing, 

health care services, tourism, 

higher education and others vie for 

ranking among leading industry 

clusters gives that region a strong 

foundation for growing and sustaining economic development and prosperity.  Diversity of 

economic composition, whether in major metropolitan areas or in small communities, allows 

those locations to remain not overly dependent on any one sector.  Further, many industry sectors 

across East Tennessee function as stabilizing forces in the economy.   
 

East Tennessee is home to more 

than 47,000 business 

establishments. These businesses 

are widely distributed across 

industries and firm size, as 

demonstrated in the area's 

reputation for economic diversity. 

As defined at the "supersector" 

level of industry, the largest sector 

is retail trade, followed by health 

care, accommodation and 

professional services. Almost half 

of the enterprises fall within the 

smallest size class (1-4 employees), 

and almost 70 percent of 

companies in the region employ 

fewer than 10 employees. Still, there is solid representation of larger size classes of businesses, 

with about 203 companies that employ between 250 and 499 workers, 80 companies with 500 to 

999 workers, and approximately 50 with more than 1,000 workers each. 

 

East Tennessee’s metropolitan areas, comprising a large share of East Tennessee’s business 

establishments, exhibit a particularly robust diversity of industries.  LWDA 3 and LWDA 5, 
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containing portions of the Knoxville and Chattanooga MSAs, respectively, give evidence of this 

diversity in employment. This research later examines many of these sectors in detail for their 

industry and workforce patterns.  Leading industry clusters are readily seen with the leading 

positions of healthcare, manufacturing and hospitality-related sectors. 
 

The role of small business and entrepreneurship is equally very important to East Tennessee, 

represented through vibrant business communities in smaller urban areas as well as recognized 

reputation for entrepreneurial innovation in major metro regions.  The presence of advanced 

manufacturing and energy sectors are two leading examples of sectors where research and 

business formation combine as notable activity in Knoxville,  

Chattanooga, Oak Ridge and elsewhere. Overall, many of the leading sectors across East 

Tennessee are ultimately sustained and reinforced by business starts and growth. 
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The presence of multiple 

metropolitan areas in East 

Tennessee offers a unique 

opportunity for building 

complementarity of industry sectors 

on an already solid foundation.  

While there are important 

distinctions in the industry 

composition of each Local 

Workforce Development area, there 

are also examples of continuity and 

valuable interaction.  The research 

activity of Oak Ridge National 

Laboratories, the University of 

Tennessee and other institutional 

campuses, and of private research and 

development in the automotive, 

chemical and other sectors are 

leading examples of opportunities for 

diverse parts of East Tennessee to 

achieve mutual benefit from the 

innovation, supply chains and talent 

generation that already exists.  

 

A variety of patterns is clear from the 

data in terms of composition of 

business establishments.  A somewhat 

higher representation of healthcare 

and education in LWDA 1, tourist-

related business in LWDA 2, of 

finance establishments in LWDA 3, of manufacturing in LWDA 4 and a blend of each of these in 

LWDA 5 highlights some of the prominent sectors and institutions that characterize each of those 

areas. Not surprisingly, the retail 

sector represents a large component 

in any economy.  For the East 

Tennessee region, comprising many 

small and mid-size urban areas, as 

well as a large span of counties 

overall, the presence of retail and 

service sector businesses plays a key 

role in the life of those places.  At 

the same time, basic employment in 

the area’s industries, representing 

those jobs that occur due to external 

demand, such as in manufacturing, 

are vitally important in securing 

22.0%

15.5%

12.8%

11.1%

10.9%

9.8%

5.8%

5.4%

5.1%

1.1%

0.4%

0.2%

0% 5% 10% 15% 20% 25%

Retail trade

Entertainment & accomodation

Construction & manufacturing

Finance & real estate

Other

Healthcare & education

Professional & technical…

Transportation & wholesale…

Management & support…

Information

Agriculture and mining

Utilities

Figure. Composition of Business 
Establishments, LWDA 2

Source: U.S. Census 

48.6%

22.8%

13.8%

8.9%

3.1%

1.9%

0.6%

0.3%

0.0%

0% 10% 20% 30% 40% 50% 60%

1 to 4

5 to 9

 10 to 19

20 to 49

50 to 99

 100 to 249

 250 to 499

 500 to 999

 1,000 or more

Percentage of All Employees

N
u
m

b
e
r 

o
f 

E
m

p
lo

ye
e
s

Figure. Composition of Employment by Size 
of Business Establishments, LWDA 2 

Source: U.S. Census 2014 
2014

15.9%

12.9%

12.7%

10.5%

10.2%

10.0%

9.8%

9.3%

6.6%

1.9%

0.2%

0.0%

0% 5% 10% 15% 20%

Retail trade

Finance & real estate

Healthcare & education

Professional & technical…

Other

Construction & manufacturing

Entertainment & accomodation

Transportation & wholesale…

Management & support services

Information

Agriculture and mining

Utilites

Figure. Composition of Business 
Establishments, LWDA 3

Source: U.S. Census 2014



11 | The Research Center 

 

growth for the local economies.  

East Tennessee is fortunate to have 

strong anchor activity in 

manufacturing that is distributed 

across the areas and experiencing 

ongoing new investment.  The 

backdrop of the industry mix in the 

region is key to assessing how to 

best prioritize future economic 

opportunity and to ensure that 

workforce development is closely 

aligned with those opportunities.  

Additionally, assessing the 

distribution of employment by size 

of business can provide another way 

of understanding a regional 

economy. The distribution of 

business by size of establishment is 

relatively similar across the areas of 

East Tennessee, with LWDA 4 

having a slightly larger share of 

smaller business in its mix, 

including more than half of all 

establishments with fewer than five 

employees. The total of business 

establishments in each of the areas 

illustrates the variety and diversity 

of business sectors. Though many 

are dominated by two or three 

industries, each area has a strong 

base of economic activity. 

Additionally, the wide variety of 

business sizes offer opportunity for 

entrepreneurs and corporations 

looking to relocated alike. LWDA 5 

has 13,000 establishments, 

followed closely by the much 

denser LWDA 3. Urban and 

suburban areas tend to be beacons 

of clustered economic activity.    
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Table. Establishments by LWDA 

 
All 

establishments 
1 to 4 

employees 
5 to 9 

employees 
10 to 19 

employees 
20 to 49 

employees 
50 to 99 

employees 
100 to 249 
employees 

250 to 499 
employees 

500 to 999 
employees 

1,000 
employees 

or more 

LWDA 1 7,309 3,502 1,629 1,023 727 246 134 29 10 9 

LWDA 2 7,536 3,662 1,721 1,042 671 233 143 44 19 1 

LWDA 3 10,949 4,961 2,374 1,617 1,255 427 239 51 12 13 

LWDA 4 8,198 4,201 1,790 1,080 701 202 154 50 14 6 

LWDA 5 13,023 6,174 2,800 1,856 1,364 454 247 82 26 20 

Total 47,015 22,500 10,314 6,618 4,718 1,562 917 256 81 49 
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People 

 

The success of East Tennessee as a vibrant economic region is 

fundamentally comprised of its people’s success.  Measures of 

prosperity must entail an array of achievement, from personal to 

professional.  As mentioned previously, success is dictated by a variety 

of different indicators that meet individual, household and community 

requirements.  At the same time, a large measure of this success rests 

with employment- and employers- flourishing as business and 

industry, public and private- to generate the levels of their success that 

encourage and assist their prosperity and growth. 

 

The population of East Tennessee now exceeds 2.2 million individuals 

and this is projected to approach 2.5 million by 2020. The two largest 

population centers, the Knoxville MSA and the Chattanooga MSA, 

may grow by 2.3 percent and 2.8 percent, respectively. Overall 

population growth from 2010 to 2020 is expected to add some 

150,000 to the East Tennessee region.  

 

Population growth is expected to slow considerably from 2015 to 

2020 relative to the prior five-year period in East Tennessee, and the 

state as a whole, and the demographic composition of the nation 

continuously reshapes as age cohorts, births and deaths, immigration 

activity and other forces alter across time.  The natural increase in 

population is a reflection of age composition that has experienced 

tremendous variation over the past 70 years, most notably with the 

Baby Boom and successive waves of “boomlets,” augmented by net 

immigration and births derived from population additions. While long-

term projections for small geographic areas is imprecise, forecasts for 

the next five years are quite reliable. 

 

Data indicate that the population rate of increase in East Tennessee, 

which was slightly lower than that of either Tennessee or the U.S. in 

recent years, will decline slightly toward 2020, band will continue that 

rate, but at a smaller margin. Overall, while patterns of rate change are 

projected to remain relatively consistent in relation to one another, 

there is a considerable variability in those rates.  Bledsoe, Loudon and 

Sevier counties led in rate of growth in the current five-year period 

and that same pattern, and that same pattern is anticipated through 

2020.  Knox County, the largest county in the region, is projected to 

gain at the seventh-fastest rate among all 34 East Tennessee counties 

again from 2015 to 2020 as it has in the current five year span. 

Hamilton County is expected to grow at the fourth-fastest rate among 

the counties. Six counties are expected to grow more quickly in the 

next five years than in the previous five: Grainger, Hawkins, Meigs, 

Table. Population Change, East 
Tennessee 

 
2010-2015 
Change 

Projected 2015-
2020 % Change 

Anderson County 0.7% 0.6% 

Bledsoe County 9.8% 7.1% 

Blount County 3.2% 3.0% 

Bradley County 4.7% 3.3% 

Campbell County -2.2% -1.5% 

Carter County -0.9% -0.9% 

Claiborne County -2.2% -0.6% 

Cocke County -0.9% -0.1% 

Cumberland County 4.0% 3.2% 

Grainger County 0.9% 1.4% 

Greene County -0.7% 0.0% 

Hamblen County 1.1% 1.1% 

Hamilton County 5.3% 3.5% 

Hancock County -2.8% -1.1% 

Hawkins County -0.1% 0.4% 

Jefferson County 2.6% 2.0% 

Johnson County -2.6% -1.6% 

Knox County 4.5% 3.2% 

Loudon County 5.5% 4.4% 

Marion County 0.8% 0.8% 

McMinn County 0.9% 0.7% 

Meigs County -0.7% 0.3% 

Monroe County 1.9% 1.5% 

Morgan County -1.6% -0.8% 

Polk County -0.6% 0.4% 

Rhea County 3.1% 2.4% 

Roane County -3.0% -1.7% 

Scott County -1.3% -0.6% 

Sequatchie County 5.3% 4.1% 

Sevier County 6.8% 5.1% 

Sullivan County 0.2% 0.4% 

Unicoi County -2.0% -1.6% 

Union County 0.0% 0.2% 

Washington County 3.1% 2.8% 
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Polk, Sullivan and Union.  However, a continuing issue for numerous counties in East Tennessee 

remains that of population loss.  Fourteen counties experienced losses from 2010 to 2015; 10 are 

expected to decline further through 2020.  While the rate of loss is slowing in several counties 

and the growth levels are stable in many others, the issue of slow population growth could 

become a greater constraint on generating the workforce supply needed for existing business 

demands as well as potential new and expanding industry.  East Tennessee population growth 

levels from 2010 through 2020 trail those of the state and the nation by a consistent margin.  

Within each of the LWDAs, primary sources of population growth occur in metropolitan areas 

and urban centers.  The growth in LWDA 1, 2 and 4 is largely due to growth that is occurring in 

the largest cities and counties in each.  LWDA 3 and LWDA 5, thus, continue to show 

population growth rates exceeding the state and the nation due to the presence of Knoxville and 

Chattanooga in those areas. 
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The changing age composition of the U.S. 

population represents one of the most rapid 

and profound transitions this nation has 

faced in modern times.  The sweep of 

change will impact many aspects of life 

and society for years to come.  Most 

importantly, the effects throughout the 

economy will be felt in patterns of 

consumption, housing, mobility, education 

and certainly workforce issues.  The role of 

the Great Recession in delaying retirement 

for some and creating challenges for others 

transitioning from and into different work 

roles and skills has created difficulty in 

managing through appropriate workforce 

supply levels in all areas, including East 

Tennessee. These and new challenges will 

impact the ability to navigate through the 

coming years and will require maximum 

attention and resource from a full 

stakeholder community. 
 

Research1 suggests an array of issues 

that, of necessity, are now in the 

forefront of East Tennessee’s workforce 

challenges.   Understanding how to 

maneuver through a workforce in flux 

while maintaining knowledge transfer 

and optimizing that transfer for everyone 

are emerging as key needed responses to 

ongoing demographic and technology 

changes.  Identified among these are: 

 Noting an important issue with 

little action that finds most 

companies, and their learning 

functions, ill-prepared to adapt to 

the changing workforce 

 Passing the torch of experience is 

critical through transferring knowledge between generations as a critical capability for 

organizations 

 Moving beyond a ‘one-size-fits-all’ approach as learning executives recognize there are 

clear differences in the learning preferences of workers from different generations 

 Avoiding roadblocks to learning where, for instance, older workers may find more 

barriers to participating in learning activities 

                                                 
1 http://www-935.ibm.com/services/us/gbs/bus/pdf/g510-6323-00_generational_divide.pdf 
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 Bypassing the learning curve by getting new employees rapidly up to speed is taking on a 

new priority 

 

Strong leadership in East Tennessee workforce development is already beginning to tackle these 

types of challenges. Meanwhile, overall awareness among business of the increasingly tight labor 

market is beginning to become widespread in many areas and industry sectors across the region.  

Historically important demographic changes underway are impacting more industries and 

occupations, even in areas that only recently had much higher levels of unemployment.  Those 

impacted most severely and early by aging workforce issues generally are more proactive and 

attentive to innovation and solutions.  Ultimately, all sectors and all firms will be affected 

directly and indirectly by the magnitude and rapidity of change in workforce age demographics 

in every part of East Tennessee. 

 

Just as demography and aging workers determine efficiency of a labor market region such as 

East Tennessee, mobility and commuting also shape how well that region performs.  In a mobile 

U.S. society, commuting is a reality for most workers and a decisive issue in their time, 

productivity and financial wellbeing.  Commuting capabilities in regions influence both the labor 

market’s efficiency as well as the quality of life that may attract or detract from in-migration and 

retention of population and workforce.  Mobility issues are of two types in certain parts of East 

Tennessee: 1) maintaining high levels of efficiency in metropolitan areas where daily commuting 

increases can burden transportation systems and cause worker supply imbalances to result as 

worker preferences alter, and 2) ensuring that viable, diverse occupational opportunities exist in 

smaller cities and more isolated areas where commuting to other employment centers is 

undesirable or impractical.  Responding to both of these issues relating to balancing economic 

needs for commuting with broader regional quality needs likely will be an increasingly important 

policy topic for East Tennessee. The importance of workforce development and maintaining 

worker supply should be highly integrated with transportation planning across all LWDAs. 
 

Research highlights the ways that commuting is a cost in time and money for those traveling to 

work.  Further, housing and transportation costs form the largest components of outlays for most 

household budgets.  Impacts fall most severely on workers with the fewest options available in 

jobs, mobility or housing. While housing remains relatively affordable in many areas of East 

Tennessee compared to the state or the nation, cost burdens in more urbanized areas and the 

location of all housing relative to access to jobs are key considerations in achieving a good fit 

between workforce supply and demand in any one region. 

 

Data show that the favorable cost-of-living and quality-of-life advantages in urban and non-

urban areas of East Tennessee can erode the region’s competitiveness unless both viable mobility 

options and more localized job opportunities are strengthened in concert with one another.  

Current and projected data indicate a major role for workforce development organizations and 

their constituents to inform decisions relating to transportation in the region.  
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Evaluating the comparative level of inter-generational income mobility is one means of 

understanding some of the important underlying characteristics of an area’s economic 

opportunity and challenge sets2. The Equality of Opportunity Project assesses the comparative 

likelihood of young adults earning more than the family they grew up in.  Children from low 

income (25th percentile of U.S. median income) and from high income (75th percentile of U.S. 

median income) are examined to determine whether their income at age 26 would be higher or 

lower than that of their parents.  Of the largest 100 Commuting Zones in the U.S for children in 

low income families, Knoxville ranks 65 from the top in terms of performance in this 

intergenerational mobility, or 544th out of all 684 Commuting Zones in the country.. In total, kids 

will make 5.0% less than the average place, boys will make 1.6% less, and girls will make 8.8 

percent less than the average place at age 26. For high-income families Knoxville ranks 552nd 

out of 684, in which children of high-income families can expect to make 1.8 percent less than 

                                                 
2 http://www.equality-of-opportunity.org/ 
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average. Chattanooga ranks somewhat lower, particularly for children in lower-income families.  

Overall, the levels of intergenerational income mobility are slightly better for the commuting 

zones tied to the smaller urban nodes of Morristown and Cleveland, though those economies are 

smaller and job opportunity may be less abundant or diverse. 

 

Table. Causal Effects of Income in Low Income Families 

Rank Commuting Zone All Children Males Females 

503 Cleveland -2.3% -0.7% -4.0% 

532 Morristown -4.3% -4.5% -4.1% 

544 Knoxville -5.0% -1.6% -8.8% 

566 Johnson City -6.1% -5.4% -6.7% 

602 Chattanooga -8.7% -9.1% -8.0% 

 

Table. Causal Effects of Income in High Income Families 

Rank Commuting Zone All Children Males Females 

440 Morristown 0.9% -0.9% 3.0% 

451 Cleveland 0.7% -0.1% 1.6% 

522 Johnson City -1.0% -2.8% 1.0% 

552 Knoxville -1.8% -3.2% -0.3% 

572 Chattanooga -2.2% -3.1% -1.4% 

 

Median household income is one standard measure of the relative economic well-being of a 

region. The incomes of East Tennessee households compare closely with median household at 

the national level, thought slightly lower. Adjusted for cost of living, the comparative cost-of-

living advantage here still remains a benefit for local residents. In the first quarter of 2015 the 

cost-of-living in the Knoxville and Chattanooga MSAs was at 93.7 percent and 95.0 percent 

respectively of the average of 265 MSAs, where 100 represents the average for all MSAs. All 

component parts index in the region are also below the national average. 
 

The recent strong economic performance of key metro areas in East Tennessee has played an 

important role in sustaining and growing income and earnings among residents.  In particular, the 

affordability factors in East Tennessee are much more favorable than that of the state as a whole 

by a large measure, with average rent costs being 25 percent lower than the state as a whole and 

housing costs being even more favorable. Meanwhile, certain counties accompany this 

favorability with high levels of income. Loudon County leads the region, with annual median 

household income exceeding $50,000. Following Loudon are Hamilton, Knox and Blount 

counties.  Smaller counties in East Tennessee generally experience considerably lower median 

household incomes, though there is much variability among those.  Typically, greater diversity of 

industry and subsequently of job types and number closely corresponds with higher overall 

income levels in an area.   While diverse economies do not inherently lead to higher income 

levels in a given geography, they represent locations that likely also have more business 

infrastructure, more economic vitality and interaction with other areas, and cross-pollination of 

support and need for education and skills as the different industries change over time. 

Conversely, areas with relatively little diversity in their economy are often likely to experience 

less stimulus for innovation, lower perception of opportunity in retaining and attracting workers, 
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and less robust tax base and economic growth that can internally invest in education, training and 

quality-of place-infrastructure. 
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Infrastructure 
 

The workforce development and education systems of a region form a key foundation for the 

workforce of any region.  The location of educational institutions results from a long heritage of 

any region, representing many needs and desires to establish and grow institutions for many 

purposes and populations.  An abundant educational infrastructure at all levels exists throughout 

East Tennessee.  In important ways, the workforce development system and educational 

providers interact to serve the employment preparation needs of this and every region.  The 

workforce system itself is defined by geography and function as part of national and state 

initiatives to guide, coordinate and serve in that area. One especially notable characteristic of 

workforce issues in East Tennessee includes the several labor catchment areas that cross state 

boundaries.  Particularly, LWDA 1 interacts with the economy and workforce of southwest 

Virginia and, to a lesser extent, with western North Carolina and LWDA 5 interacts extensively 

with North Georgia and, to a slight degree, with northeast Alabama and western North Carolina.  

While research is centered on data and issues within the designated Tennessee workforce areas, 

the overlap of activity is also noteworthy and considered in matters that are of special 

importance. 
 

The Workforce Innovation and Opportunity Act (WIOA) is the leading national system that will 

guide workforce development in all parts of the country.  In East Tennessee as elsewhere, WIOA 

serves as the guiding structure for the work of agencies and programs serving the processes that 

address alignment of workforce supply and demand. WIOA helps job seekers and workers access 

employment, education, training and support services to succeed in the labor market and match 

employers with skilled workers they need to compete in the global economy. Congress passed 

WIOA, the first legislative reform of the public workforce system in more than 15 years, by a 

wide bipartisan majority. WIOA supersedes the Workforce Development Act of 1998 and 

became effective July 1, 2015.  Individual state unified plans and common performance 

accountability provisions take effect July 1, 2016. 

 

Through this authorization, Congress reaffirmed the work of the American Job Center (AJC) 

system, which functions as the foundation of the public workforce investment system, and 

combined and enhanced several key employment, education and training programs. More than 

20 million people annually turn to these programs to obtain good jobs and apathway to the 

middle class. WIOA continues to advance services to these job seekers and employers. 
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Figure. Workforce Investment Areas of Tennessee 

Training Providers in East Tennessee 

 

Workforce Investment Area 1: Carter, Johnson, 

Sullivan, Washington & Unicoi 

East Tennessee State University, King 

University, Northeast State Community 

College, TCAT-Elizabethton, Milligan 

College, Jenny Lee Academy of 

Cosmetology, Emmanuel Christian 

Seminary, ITT Tech- Johnson City 

Workforce Development Area 2: Claiborne, 

Cocke, Grainger, Greene, Hamblen, Hancock, 

Hawkins, Jefferson, Sevier & Union 

Lincoln Memorial University, Walters 

State Community College, Tusculum 

College, Carson-Newman University, 

TCAT- Morristown 

Workforce Development Area 3: Knox UT- Knoxville, Pellissippi State 

Community College, TCAT- Knoxville, 

Johnson University, ITT Technical 

Institute- Knoxville, South College, 

Tennessee School of Beauty Knoxville Inc, 

Fountainhead College of Technology, Paul 

Mitchell the School – Knoxville, Regency 

Beauty Institute – Knoxville, Knoxville 

Institute of Hair Design, Virginia College- 

Knoxville 

Workforce Development Area 4: Anderson, 

Blount, Campbell, Cumberland, Loudon, 

Monroe, Morgan, Roane & Scott 

Roane State Community College, 

Maryville College, TCAT- Crossville, 

TCAT- Harriman, TCAT-Oneida-

Huntsville, TCAT-Jacksboro, Hiwassee 

College, Shear Academy 

Workforce Development Area 5: Bledsoe, 

Bradley, Hamilton, McMinn, Marion, Meigs, 

Polk, Rhea & Sequatchie 

UT-Chattanooga, Lee University, 

Chattanooga State Community College, 

Southern Adventist University, Cleveland 

State Community College, Bryan College-

Dayton, Tennessee Wesleyan College, 

TCAT-Athens, Tennessee Temple 

University, Miller-Motte Technical 
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College- Chattanooga, Virginia College 

School of Business and Health- 

Chattanooga, Chattanooga College 

Medical Dental and Technical Careers, ITT 

Technical Institute- Chattanooga, 

Richmond Graduate University, Franklin 

Academy, Pentecostal Theological 

Seminary, Regency Beauty Institute- 

Chattanooga, New Concepts School of 

Cosmetology, University of Phoenix- 

Chattanooga Campus, Oxford Graduate 

School 

 
 

 

The workforce development infrastructure that serves East Tennessee represents a strong and 

comprehensive system in many ways.  The close linkages between job centers, educational 

institutions and business organizations have been instrumental in positioning this area to 

anticipate workforce challenges and innovatively respond to and design for those issues. 
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Challenges and Opportunities 
 

Age 
An aging population is likely the 

most significant change and 

challenge to our society’s 

workforce that occurs over the 

coming decade.  The continuing 

exit of the Baby Boom 

generation from the workforce 

will reshape all industries in 

some way.  The landscape of our 

environment- physical, social, 

and economic- will alter in 

innumerable ways as 76 million 

people nationally retire over a 

two-decade block of time.  As 

dramatically as the U.S. was 

impacted by the Baby Boom coming of age and then entering the workforce, so is the nation now 

experiencing a transformation that will be large, important and long-lasting. 

 

The current population of East Tennessee finds over 1 million persons in the primary working 

age, 20-54.  Meanwhile, nearly 300,000 people ages 55-64 will move into retirement age over 

the coming decade, indicating that the area will require significant number of replacement supply 

for those who are currently employed. Even more importantly, among those age 20 to 54, a 

disproportionate share are themselves going to move into “pre-retiree” age groups soon.  In 

short, the demographic composition of the area does not have the balance needed whereby 

younger workers and future workers are as numerous in a supply pipeline as those exiting the 

workforce. This phenomenon is not unique to this area, and that itself is important in many ways.  

In the past, surplus labor force in other areas of the nation could be expected to migrate to areas 

of job opportunity in East Tennessee. Increasingly, the demographic transition will reduce the 

likelihood of this.  This study later examines in detail the “levers” of obtaining workforce supply 

to meet demand that are at the center of the looming dilemmas in fact facing many industrialized 

nations.   
 

Working Age population in East Tennessee is expected to grow slightly slower than in the nation 

as a whole. However, growth in all areas, including the Knoxville MSA and the Chattanooga 

MSA and the U.S. is expected to slow significantly in 2015-2020 compared to 2010-2015. Again, 

it is critical to note the major shift toward larger pre-retiree and retiree age cohorts in relation to 

all others within the next five years, adding to already enlarged populations in those age ranges 

compared to an earlier generation.  Lastly, men and women represent almost equal portions of 
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the region’s workforce, with men at 50.9 percent and women at 49.1 percent.  However, trends 

point to a slow but steady decline of men in the workforce as women assume a greater share. 

 

The ability to plan for the wave of retirement in the workforce from 2015 through 2020 is 

complicated by several factors.  Data show that levels of retirement will vary year by year in the 

U.S. simply because cohorts entering retirement age will differ in size each year.  This is because 

the Baby Boom generation, the age group now moving into and through retirement age ranges, 

was born in higher and lower numbers from year to year.  In fact, those turning 65 will increase 

in number each year from now through 2021, a peak year for those reaching that age, and levels 

will remain high well into the 2020s.  Just as the nation, and subsequently every part of the 

country, experienced the impacts of the Baby Boom as it grew to adulthood in terms of planning 

for education, then housing and jobs, so now retirement will be the feature caught up in these 

uncertainties.  Further, the Great Recession delayed retirement for many, and pent-up levels of 

potential retirees may prompt unusually high levels of retirement in the near-term.  Also, as new 

skill requirements or other changes may come forward in particular occupations, older workers 

may simply opt for retirement, whether early or delayed.  Altogether, the magnitude of retirement 

impacts, especially in areas such as parts of East Tennessee with somewhat older populations and 

modest levels of in-migration, will remain a major challenge in maintaining workforce supply in 

absolute numbers and in needed job experience. 
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Labor Force Participation 
 

Labor force participation has been a topic of 

much discussion and concern in recent 

years at the national level.  Labor force 

participation is a measure of the number of 

people in the labor force as a percentage of 

the civilian noninstitutional population 16 

years old and over. In other words, it is the 

percentage of the population that is either 

working or actively seeking work. The rate 

of participation has continued to decline in 

the U.S. since the 1970s, a matter which 

generates concern and interest as a factor in 

sustaining economic vitality and growth.  

The U.S. Bureau of Labor Statistics projects 

that a decline in the rate may persist for 

several more decades. A number of reasons 

are suggested for this decline, including an increase in absolute and relative number of older 

persons in population, a slow decline of women working from a peak level in the 1990s, and a 

particular erosion of participation by younger workers as more pursue postsecondary education.  

Further, the combined effects of the Great Recession and its aftermath and structural 

displacement of workers with skills mismatches and permanent loss of some jobs have prompted 

a portion of the adult population to simply abandon efforts to seek work and, thus, not remain 

participants in the labor force.  Lastly, individuals and households living in situations with low 

income and earnings may make decisions regarding participation in the labor force or not simply 

relating to their ability to manage needs for housing, transportation, insurance, child care services 

and other issues.  
 

The issue of labor force participation in East Tennessee presents a mixed picture. While overall, 

the region experiences levels lower than the state or nation, there is wide variation in rate of 

participation across the region. A reassuring point in this pattern of some concern is that the level 

of labor force numbers has risen in the last year and gives indications of continued resilience.  
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Participation rates in this area have increased by approximately. LWDA 3 and LWDA 5 have the 

highest participation rates in the region at 63.8 percent and 60.3 percent respectively 

 

Close attention to labor force participation in East Tennessee will be important over the years 

ahead. Labor force participation is closely related to education levels of a population.  As more 

graduates emerge with higher levels of education through Tennessee Promise and Tennessee 

Reconnect, there is potential to see more of the resident population become and remain active in 

the workforce. As with the need to encourage older workers to continue working longer, the 

focus on boosting education levels of area residents will be a primary way of building a more 

robust level of workforce participation.  Economic return to the area as well as the individuals 

themselves can and will have many positive attributes in the sense of altering the area’s 

dependency ratio, or that means of ascertaining the ratio of those younger persons, older persons 

and non-working adults compared with those that are working.  

  
 

Transportation 
Ability of residents to access work locations is an essential factor in efficiency of a regional 

workforce system.  Conversely, impediments to individuals accessing jobs that are sufficiently 

close for easy and affordable travel combine to constrain that labor market efficiency.  Examples 

of innovations and alternative work environments are potential solutions, such as telecommuting, 

work-from-home, flex scheduling and other models.  While these examples can moderate 

challenges for some workers who reside long distances from job opportunity or who have poor 

access and mobility options, a very large share of worker need in most industries and 

occupations remains largely location-based and constrained to set times and schedules.  

Consequently, commuting from residence to work remains a significant feature of the economic 

life of most East Tennesseans. The two greatest challenges continue to be maintaining mobility 

efficiency in more congested parts of the metropolitan areas and addressing the issue of limited 

job opportunity in more isolated areas that prompts long commuting times and distances to 

employment hubs. 
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Figure. County-to County Commuting, East Tennessee 

 
Source: U.S. Census Bureau, 2015 

 

Research shows a variation in ability of workers to 

access jobs within a given region.  Data3 show that 70 

percent of large metropolitan residents live in 

neighborhoods with access to transit services of some 

kind.  This phenomenon is highest in western metros 

like Los Angeles, and lowest in southern areas like 

Chattanooga.  Unsurprisingly, lower-income jobs are 

less accessible overall by public transit than higher-

income jobs.  Fifteen of the 20 metro areas with the 

highest combined transit coverage score are in the 

west, and the worst 15 of 20 are in the south, which 

includes the Knoxville MSA and the Chattanooga 

MSA.  The shift of poorer populations into suburban 

zones further exacerbates the ability of workers and 

jobs to connect well where mobility options  

                                                 
3 http://www.brookings.edu/~/media/research/files/reports/2011/5/12-jobs-and-transit/0512_jobs_transit.pdf 

http://www.brookings.edu/~/media/research/files/reports/2011/5/12-jobs-and-transit/0512_jobs_transit.pdf
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are few.  By 2008, large metropolitan suburbs 

were home to a larger share—about one-third—

of America’s poor, higher than in big cities, 

small metropolitan areas, or rural areas. During 

the 2000s, poverty in suburbs grew five times 

faster than in cities. This increasing 

phenomenon of dispersed poverty suggests 

ways workforce development initiatives can be 

particularly useful in broader policy 

frameworks for housing, transportation and 

other major issues. 
 

The relative absence of dense development 

patterns in much of East Tennessee is a feature 

that influences the ability to make significant 

new transportation options cost-effective.  

Comparatively low costs of housing and 

commuting for many decades and a heritage of 

many small communities, some shaped by 

terrain barriers, have resulted in settlement 

patterns and economic development that is 

either quite localized in smaller cities or 

includes major employment centers that either 

have a large workforce base to draw from, as in 

Chattanooga or Knoxville, or tend to draw 

workers in from sometimes long distances to 

meet supply needs. Employment growth in a 

few core areas has typically drawn workforce from even longer distances in second and third 

“ring” counties, many crossing state boundaries and significant distance and terrain.  These 

combined characteristics are especially particular to Knoxville and Chattanooga, and to some 

extent the Tri-Cities, and have resulted in labor markets whose spatial arrangement is functional 

and typified by non-dense settlement patterns and low-cost single-vehicle commuting.  As 

development becomes dense and labor market needs by type and skill continue to transform, new 

solutions for efficiencies will be needed. For smaller communities, both nearer and at greater 

distance from metropolitan areas, a key need will be focus on education and skills for existing 

residents and workers simultaneous with economic development and transportation strategies 

that closely match a desired outcome. 
 
While this has been a pattern that has functioned for a long period, essentially the post-World 

War II automobile era, the tightening labor market due to demographic change will put new 

pressure on this environment to deliver the worker supply needed.  Large and midsized urban 

areas will likely benefit from larger labor catchment areas, still requiring attention to transit 

efficiency and mobility for all workers, in this period of changing demographics. Smaller and 

more distant communities and employment locations will find challenge in meeting supply as 

available workforce is less abundant, population growth remains slow and competition from 

adjacent metropolitan areas attracts workers.  The need for each of the LWDAs to work and plan 

collaboratively for solutions to these challenges will serve not only the economic and workforce 

High and Low Rankings Metropolitan Areas for Share of 

Working-Age Residents with Access to Transit 

Rank Metropolitan Area 
Coverage 

(%) 

1 Honolulu, HI 97.0 

2 Los Angeles-Long Beach-Santa Ana, CA 96.0 

3 San Jose-Sunnyvale-Santa Clara, CA 95.6 

4 El Paso, TX 94.3 

5 San Francisco-Oakland-Fremont, CA 91.7 

6 Modesto, CA 90.4 

7 New York-Northern New Jersey-Long Island, NY-NJ-PA 89.6 

8 Salt Lake City, UT 89.0 

9 Miami-Fort Lauderdale-Pompano Beach, FL 88.8 

10 Las Vegas-Paradise, NV 85.5 

      

91 Baton Rouge, LA 34.2 

92 Portland-South Portland-Biddeford, ME 33.1 

93 Nashville-Davidson-Murfreesboro-Franklin, TN 32.2 

94 Birmingham-Hoover, AL 32.1 

95 Richmond, VA 30.8 

96 Augusta-Richmond County, GA-SC 30.2 

97 Jackson, MS 30.0 

98 Knoxville, TN 27.9 

99 Greenville-Mauldin-Easley, SC 27.7 

100 Chattanooga, TN-GA 22.5 

Source: Brookings Institution, Nielsen, 2010 
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development needs of the region, but provide highly useful resources and input for wider 

infrastructure and policy needs, such as workers with long commutes with few travel options 

between home and work.   
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Housing 
 

Understanding the workforce supply and demand balance of a region involves appreciation for 

the fact that all workers live somewhere in the region and the vast majority work at a location 

different from their home.  By implication, this then suggests that housing considerations are a 

paramount consideration in addressing workforce supply and demand balance.  Residents fill 

their housing requirements through a number of processes. Choosing a place of residence may 

simply involve remaining in housing or an intentional process of selecting new housing.  In 

either case many households will experience implications involving their job and place of work 

and, consequently, the regional balance of supply and demand.   

A large labor catchment area such as East Tennessee and its component areas, with more than 

1,089,000 in the labor force, will involve worker demand and supply issues that align in varying 

degrees.  Workers and employers with more options available in work setting and commuting 

can gain a mutual benefit.  Conversely, employers and individuals with fewer options in 

accessing one another will not as likely produce a successful match.  In East Tennessee, the vast 

majority of workers in the region, 84.5 percent, commute to work alone in their own vehicles 

with an additional 9.3 percent participating in carpooling. The importance of addressing the 

“bridge” between home and work locations in a period of tightening workforce is an area where 

workforce development leadership can provide significant insight for broad policy needs 

throughout the region. 

Households are constrained to match their housing needs by their incomes, their household 

budget and their housing preferences.  While housing costs have historically been comparatively 

low throughout East Tennessee, the vibrant economic growth in many areas has resulted in some 

escalation of costs, particularly in the urban centers.  The limited amount of housing construction 

activity during and after the Great Recession has meant that inventory of homes for sale has been 

diminished relative to increasing demand.  Urban development itself has put pressure on housing 

markets in competition for land and for construction workforce, resulting in rising costs. Housing 

affordability has become a greater need for focus in ensuring workforce supply is adequate.  

Lower-skill workers who find difficulty in meeting housing needs close to work may 

increasingly choose other jobs nearer suitable housing options, especially as overall worker 

demand increases relative to supply. Even where a sufficient number of workers or potential 

workers exist, those persons’ ability to access available employment is hindered by their 

combined housing and transit options. 
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Data highlight a variety of aspects of housing in the East Tennessee region that touch on 

household finances, and consequently work and earnings. The median home value in East 

Tennessee is lower than that in the U.S. overall and 18 percent lower than that in Tennessee as a 

whole.  Pressure on home prices in most recent data shows that in 2015 home sales prices in the 

region have first exceeded the pre-recession levels of 2007 when adjusted for inflation.  On a 

relative basis, housing costs and, separately, real estate taxes paid, in all of East Tennessee, 

including the metropolitan areas, remain fair lower than in the nation overall.   Further, the 

intangibles of the region’s quality of life add features that can continue to make the area 

attractive for residents and offer a significant opportunity. 

 
Research4 highlights the merits for all households to build assets and assure sound and stable 

balance sheets for those households.   Whether those resources are built through savings, 

investment, social insurance, and other solid financial literacy and management, a household’s 

well-being is most directly affected through the human capital it possesses.  Particularly for low- 

and middle-income households with limited financial assets, the opportunities for enhanced 

                                                 
4 http://www.urban.org/sites/default/files/alfresco/publication-pdfs/1001663-The-Two-Worlds-of-Personal-Finance-Implications-for-Promoting-the-Economic-
Well-Being-of-Low-and-Moderate-Income-Families.PDF 
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http://www.urban.org/sites/default/files/alfresco/publication-pdfs/1001663-The-Two-Worlds-of-Personal-Finance-Implications-for-Promoting-the-Economic-Well-Being-of-Low-and-Moderate-Income-Families.PDF
http://www.urban.org/sites/default/files/alfresco/publication-pdfs/1001663-The-Two-Worlds-of-Personal-Finance-Implications-for-Promoting-the-Economic-Well-Being-of-Low-and-Moderate-Income-Families.PDF
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education and training, regular employment and moderate expenditure on housing and 

transportation are far and away the leading means to stable success. An intentional, consistent 

workforce path combined with an attractive cost of living are the best scenarios for economic 

growth for households and for a region. Thus, as the cost environment for East Tennessee has 

historically offered a great benefit for residents and newcomers, continued pressure, especially in 

urban areas, could impede maintaining workforce supply needs and erode the effectiveness of 

other initiatives to increase educational attainment or local infrastructure. 

Table. Cost of living by MSA 

Area 
Cost of living Index 

(100 = U.S. Average_ 

Chattanooga TN-GA 95.0 

Knoxville TN 85.0 

Cleveland TN 83.5 

Morristown TN 93.2 

Source: Council on Community and Economic Research, Q1 2016 

East Tennessee residents typically experience a lower cost of living than many other parts of the 

nation. Most recent data show that each of the region’s metropolitan areas have overall levels 

that are below the national average of 100. The favorable cost-of-living environment, coupled 

with the lack of a state income tax, provide each of the areas of East Tennessee with strong 

advantages in retaining and attracting workforce that are not found in other parts of the country.  

 

 
 

 



34 | The Research Center 

 

 

$857

$831

$781

$732

$727

$714

$706

$684

$668

$659

$657

$610

$604

$599

$587

$574

$572

$566

$563

$559

$557

$556

$545

$532

$529

$511

$504

$500

$487

$484

$484

$472

$459

$345

 $-  $100  $200  $300  $400  $500  $600  $700  $800  $900

Knox

Hamilton

Blount

Bradley

Loudon

Sevier

Washington

Anderson

Hamblen

Jefferson

Roane

Sullivan

Marion

McMinn

Rhea

Sequatchie

Meigs

Monroe

Hawkins

Polk

Cumberland

Morgan

Greene

Campbell

Carter

Scott

Bledsoe

Cocke

Grainger

Claiborne

Union

Unicoi

Johnson

Hancock

Figure. Median Monthly Housing Costs

Source: U.S. Census 2014



35 | The Research Center 

 

 

$1,397

$1,133

$1,037

$941

$929

$850

$848

$838

$834

$743

$736

$713

$683

$683

$675

$637

$632

$631

$625

$620

$615

$597

$593

$560

$555

$550

$549

$544

$541

$534

$506

$492

$483

$462

 $-  $200  $400  $600  $800  $1,000  $1,200  $1,400  $1,600

Hamilton

Knox

Anderson

Blount

Washington

Bradley

Loudon

Roane

Sullivan

Hawkins

Jefferson

Sequatchie

Hamblen

Unicoi

Polk

Morgan

Claiborne

Sevier

Monroe

Cocke

Carter

Grainger

McMinn

Greene

Marion

Scott

Rhea

Bledsoe

Cumberland

Union

Johnson

Campbell

Meigs

Hancock

Figure. Median Real Estate Taxes Paid by County

Source: U.S. Census, 2014



36 | The Research Center 

 

Quality of Workforce 

 

Education and Skills 
Workforce skills are at the heart of consideration 

of matching worker supply with demand for 

workers.  In short, there are no truly “generic” 

workers. Some may require very advanced skills 

and some fewer, but all must always fulfill 

employer needs in terms of content skills, 

technical skills and soft skills.  The successful 

labor market is the one where workers and 

employers both realize a high level of their 

opportunity and achievement.  At the same time, 

widely noted “skills gap” between the needs of 

employers and the capabilities workers bring to 

the job market does intensify as job requirements 

become more complex and change more rapidly.  

These conditions occur even in many industries and occupations where change and complexity 

were once infrequent or little considered.   
 

The employment match, of course, must involve a host of features to bridge both worker and 

employer needs- proximity to job location, concurrence on responsibilities and compensation, 

and fulfilling the overall objectives and aspirations of both parties.  But the very ability to 

perform the defined work of each specific occupation must be at the center of assessing 

aggregate workforce supply. Evaluating the balance of workforce supply and demand is thus a 

continuous top-down and bottom-up examination in that the employer base is seeking to fulfill 

its needs, while the worker pool is seeking to maximize its opportunities.  Achieving sufficiency 

of workers quantitatively and qualitatively is key to a region’s economic success, as monitored 

through several “levers.” These are levers in the sense that the workforce development 

community and its partners have the leadership role in guiding and informing how to address 

these forces for overall economic good and regional prosperity. These macro forces are 

comprised of total current and potential participants in the labor force, area graduates new to the 

labor force, and those migrating in to the area as new residents and workers.  These macro forces 

or “levers” are examined later in this study.  Meanwhile, developing an information base about 

workforce sufficiency also requires understanding how to fulfill the necessary skills for the 

region by occupation and by industry. 

 

The educational infrastructure of East Tennessee itself forms one of the leading industry sets of 

the area. Approximately 115,000 students are enrolled in postsecondary institutions and 

programs with nearly 30,000 annual completers. Enrollment in K-12 education tops 320,000 

across the region. Major innovations and progress have characterized the educational setting of 

the region and the state in recent years.  Educational attainment levels, graduation rates, college- 

going rates and on-time completions all are experiencing gains across East Tennessee as a whole.  

Landmark initiatives such as the Tennessee Promise and the Drive to 55 have earned national 

acclaim as breakthrough support for future workforce needs5.  Many employers also report 

                                                 
5 https://www.insidehighered.com/news/2011/10/26/reports-find-student-aid-shift-states-federal-government 
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offering various types of tuition reimbursement programs for employees wishing to pursue 

further education that aligns with employer needs.  A continued focus on stimulating awareness 

and understanding of employer and state- and local-based programs to support continued 

learning opportunities can be increasingly important as worker supply challenges intensify. 

 

The array of secondary education providers across East Tennessee generates an annual total 

number of completions that exceeds 33,000 persons. These included all types of awards, from 

certificates through doctoral and professional degrees. While many individuals earning these 

degrees are currently working in the area, a sizable portion represents either new entrants to the 

workforce (locally or elsewhere) or persons seeking to move to other occupations (see Appendix 

for completions of all types). 

 

Employers form an active component of educating and training workers.  Many organizations in 

the area include internships and apprenticeships as part of their way to foster interest and 

experience in potential workers. These types of experiences not only provide content knowledge 

and skills, but introduce individuals to many facets of a work environment and the soft skills 

involved in work success6 Mentoring and monitoring progress of interns and apprentices can 

function as an important corollary to community college or other training settings.  Many 

employers in the East Tennessee region cite a host of ways that youth and potential workers gain 

exposure to work settings, jobs and specific skills.  Experiential learning opportunities are highly 

useful for jobs where experience requirements exist. Onsite, in-house settings for interns and 

apprentices are optimal for offering the most robust learning environments within an array of 

industries, including manufacturing, logistics, health care and others. Employers also point to the 

numerous ways that they are increasingly introducing young persons to potential jobs, including, 

but not limited to, school tours of facilities, job-shadowing opportunities, employer guest 

speakers in schools, innovative class projects to learn about occupations, and many others. 
 

Table. Field of Degree - Postsecondary Completions by LWDA 

 LWDA 1 LWDA 2 LWDA 3 LWDA 4 LWDA 5 

Science and Engineering 30.7% 26.6% 34.4% 33.9% 30.8% 

Computers, Mathematics 
and Statistics 

3.6% 2.7% 2.7% 3.6% 3.0% 

Biological, Agricultural, and 
Environmental Sciences 

6.6% 6.4% 7.4% 6.8% 6.1% 

Physical and Related 
Sciences 

4.1% 2.7% 3.8% 4.5% 3.3% 

Psychology 4.4% 3.7% 4.9% 3.6% 4.8% 

Social Sciences 5.0% 4.9% 5.8% 5.1% 5.2% 

Engineering 6.3% 5.8% 9.2% 9.9% 7.6% 

Multidisciplinary Studies 0.7% 0.5% 0.6% 0.4% 0.7% 

Science and Engineering 
Related Fields 

13.3% 11.4% 9.9% 9.7% 9.7% 

            

Business 19.1% 22.0% 20.3% 18.3% 20.6% 

Education 16.4% 21.4% 13.6% 20.1% 16.7% 

            

                                                 
6 http://www.urban.org/sites/default/files/alfresco/publication-pdfs/901384-Expanding-Apprenticeship-A-Way-to-Enhance-Skills-and-Careers.PDF 
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Table. Field of Degree - Postsecondary Completions by LWDA 

 LWDA 1 LWDA 2 LWDA 3 LWDA 4 LWDA 5 

Arts, Humanities, and 
Other 

20.4% 18.5% 21.9% 18.1% 22.2% 

Literature and Languages 4.0% 3.1% 4.2% 3.5% 4.2% 

Liberal Arts and History 5.1% 4.7% 5.2% 5.0% 5.5% 

Visual and Performing Arts 2.5% 3.0% 3.0% 2.4% 3.4% 

Communications 2.5% 1.9% 4.2% 2.2% 3.2% 

Other 6.3% 5.9% 5.4% 4.9% 5.8% 

Total: 64,752 47,048 108,216 68,632 101,596 

Source: U.S. Census, 2014 

 

In any given region, a large share of the workforce will remain consistent across time.  Some 95 

percent of the workforce of East Tennessee in 2017 will be comprised of those working in 2016.  

A large portion of the 2020 workforce in the region is now working in the region.  Thus, existing 

adult workers completing higher levels of education and training represents the leading way to 

address balancing workforce supply with demand.  With approximately 95 percent of annual jobs 

also filled in East Tennessee by existing workers transferring from one job to another, the 

essential need is to prioritize investment and encouragement in working adult education and 

training.  Data7 supporting this include: 

 

 By 2018, nearly two-thirds of the nation’s jobs will require some postsecondary 

education or training 

 College enrollment by adults will grow twice as fast as enrollments by traditional-age 

students through 2020 

 Adults who have completed high school fare much better than dropouts. Yet even these 

workers face unemployment rates nearly a third higher than adults with some college, and 

twice as high as those with a bachelor’s degree (9.7 percent versus 4.5 percent). 
  

                                                 
7 http://www.nchems.org/pubs/docs/NotKidStuffAnymoreAdultStudentProfile-1.pdf 
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Table. Employment Levels by Minimum Education Attainment for Entry to Jobs 

LWDA 1 

Education 2015 Jobs 2020 Jobs 
Change 
2015-
2020 

Total Annual 
Earnings 

Average 
Earnings 

% of Total 
Employment 

- 2015 

% Of 
New 
Jobs 

Less than high school 40,559 42,468 1,909 $834,704,220  $20,580  26.63% 28.66% 

High School Diploma 61,307 63,274 1,967 $1,971,633,120  $32,160  40.26% 29.53% 

Postsecondary non-degree 
award 

11,652 12,509 857 $381,719,520  $32,760  7.65% 12.87% 

Some college, no degree 1,679 1,743 64 $38,650,580  $23,020  1.10% 0.96% 

Associate's degree 9,045 9,477 432 $438,320,700  $48,460  5.94% 6.49% 

Bachelor's degree 21,089 21,900 811 $1,343,791,080  $63,720  13.85% 12.18% 

Post-Bachelor's degree 6,958 7,578 620 $665,463,120  $95,640  4.57% 9.31% 

Total 152,289 158,949 6,660 $5,674,282,340  $37,260      

  
        

LWDA 2 

Education 2015 Jobs 2020 Jobs 
Change 
2015-
2020 

Total Annual 
Earnings 

Average 
Earnings 

% of Total 
Employment 

- 2015 

% Of 
New 
Jobs 

Less than high school 51,258 54,295 3,037 $1,051,814,160  $20,520  34.41% 50.18% 

High School Diploma 60,294 61,407 1,113 $1,913,731,560  $31,740  40.47% 18.39% 

Postsecondary non-degree 
award 

9,792 10,528 736 $338,019,840  $34,520  6.57% 12.16% 

Some college, no degree 1,921 1,967 46 $47,102,920  $24,520  1.29% 0.76% 

Associate's degree 4,266 4,557 291 $194,103,000  $45,500  2.86% 4.81% 

Bachelor's degree 17,390 18,015 625 $954,363,200  $54,880  11.67% 10.33% 

Post-Bachelor's degree 4,046 4,250 204 $292,687,640  $72,340  2.72% 3.37% 

Total 148,967 155,019 6,052 $4,791,822,320  $32,167      

  
        

LWDA 3 

Education 2015 Jobs 2020 Jobs 
Change 
2015-
2020 

Total Annual 
Earnings 

Average 
Earnings 

% of Total 
Employment 

- 2015 

% Of 
New 
Jobs 

Less than high school 68,884 71,782 2,898 $1,463,096,160  $21,240  28.73% 25.72% 

High School Diploma 93,454 97,012 3,558 $3,313,878,840  $35,460  38.98% 31.58% 

Postsecondary non-degree 
award 

15,999 17,382 1,383 $568,604,460  $35,540  6.67% 12.28% 

Some college, no degree 3,514 3,655 141 $100,219,280  $28,520  1.47% 1.25% 

Associate's degree 11,055 11,944 889 $538,599,600  $48,720  4.61% 7.89% 

Bachelor's degree 36,455 38,183 1,728 $2,572,993,900  $70,580  15.21% 15.34% 

Post-Bachelor's degree 10,364 11,033 669 $941,673,040  $90,860  4.32% 5.94% 

Total 239,725 250,991 11,266 $9,499,065,280  $39,625      
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LWDA 4 

Education 2015 Jobs 2020 Jobs 
Change 
2015-
2020 

Total Annual 
Earnings 

Average 
Earnings 

% of Total 
Employment 

- 2015 

% Of 
New 
Jobs 

Less than high school 45,348 47,418 2,070 $952,308,000  $21,000  26.85% 28.19% 

High School Diploma 70,942 73,000 2,058 $2,368,043,960  $33,380  42.00% 28.03% 

Postsecondary non-degree 
award 

10,975 11,680 705 $370,296,500  $33,740  6.50% 9.60% 

Some college, no degree 2,029 2,145 116 $48,493,100  $23,900  1.20% 1.58% 

Associate's degree 7,934 8,453 519 $373,850,080  $47,120  4.70% 7.07% 

Bachelor's degree 26,668 28,068 1,400 $1,775,555,440  $66,580  15.79% 19.07% 

Post-Bachelor's degree 5,014 5,489 475 $430,802,880  $85,920  2.97% 6.47% 

Total 168,910 176,253 7,343 $6,319,349,960  37,413     

  
        

LWDA 5 

Education 2015 Jobs 2020 Jobs 
Change 
2015-
2020 

Total Annual 
Earnings 

Average 
Earnings 

% of Total 
Employment 

- 2015 

% Of 
New 
Jobs 

Less than high school 78,544 81,414 2,870 $1,625,860,800  $20,700  27.30% 26.88% 

High School Diploma 123,589 126,419 2,830 $4,167,421,080  $33,720  42.96% 26.50% 

Postsecondary non-degree 
award 

20,264 21,504 1,240 $688,165,440  $33,960  7.04% 11.61% 

Some college, no degree 2,808 2,924 116 $68,065,920  $24,240  0.98% 1.09% 

Associate's degree 13,319 14,430 1,111 $674,474,160  $50,640  4.63% 10.40% 

Master's degree 40,375 42,102 1,727 $2,729,350,000  $67,600  14.03% 16.17% 

Post-Bachelor's degree 8,802 9,587 785 $788,835,240  $89,620  3.06% 7.35% 

Total 287,701 298,380 10,679 $10,742,172,640  $37,338      

  
        

Tennessee 

Education 2015 Jobs 2020 Jobs 
Change 
2015-
2020 

Total Annual 
Earnings 

Average 
Earnings 

% of Total 
Employment 

- 2015 

% Of 
New 
Jobs 

Less than high school 1,175,663 1,215,152 39,489 $25,511,887,100  $21,700  36.07% 28.30% 

High School Diploma 1,175,663 1,215,152 39,489 $41,736,036,500  $35,500  36.07% 28.30% 

Postsecondary non-degree 
award 

194,565 208,307 13,742 $6,872,035,800  $35,320  5.97% 9.85% 

Some college, no degree 34,501 36,379 1,878 $986,728,600  $28,600  1.06% 1.35% 

Associate's degree 126,147 136,989 10,842 $6,294,735,300  $49,900  3.87% 7.77% 

Bachelor's degree 446,922 472,591 25,669 $30,480,080,400  $68,200  13.71% 18.39% 

Post-Bachelor's degree 105,888 114,324 8,436 $9,180,489,600  $86,700  3.25% 6.05% 

Total 3,259,349 3,398,894 139,545 $121,061,993,300  $37,143      
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Source: EMSI, 2016 

 

The continuing shift to growth in 

jobs requiring higher educational 

levels to enter those occupations is 

illustrated in the tables above. Jobs 

requiring postsecondary 

completions will comprise a larger 

share of new jobs created from 

2015 to 2020 than those jobs as 

represented in the current 

employment totals of the East 

Tennessee region.  In short, higher-

skill jobs will form an ever-larger 

portion of all jobs.  Degree 

completers particularly will 

become more desirable in the 

U.S. 

Education 2015 Jobs 2020 Jobs 
Change 
2015-
2020 

Total Annual 
Earnings 

Average 
Earnings 

% of Total 
Employment 

- 2015 

% Of 
New 
Jobs 

Less than high school 39,746,458 42,044,147 2,297,689 $938,811,337,960  $23,620  36.78% 34.39% 

High School Diploma 56,194,630 58,498,217 2,303,587 
$2,268,015,266,80

0  
$40,360  52.00% 34.48% 

Postsecondary non-degree 
award 

8,296,709 8,883,042 586,333 $316,934,283,800  $38,200  7.68% 8.78% 

Some college, no degree 2,088,920 2,222,657 133,737 $72,401,967,200  $34,660  1.93% 2.00% 

Associate's degree 6,086,500 6,573,523 487,023 $355,816,790,000  $58,460  5.63% 7.29% 

Bachelor's degree 25,442,444 27,078,749 1,636,305 
$1,991,634,516,32

0  
$78,280  23.54% 24.49% 

Post-Bachelor's degree 6,086,081 6,594,078 507,997 $685,212,173,959  $94,700  5.63% 7.60% 

Total 
108,070,28

9 
114,751,58

0 
6,681,293 

$5,063,902,284,99
3  

$60,331      
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marketplace and those with high school diplomas only or less will encounter fewer suitable 

openings overall and more competition for those. These, of course, are at the aggregate level.  

The largest single group of new jobs in the next five years will be in those roles for which high 

school completion is the minimum stated requirement with an additional credential to enter. 

Expected jobs in the next five years increasingly require knowledge beyond high school. At the 

average level, still, those persons can expect to earn more than those with some college, but no 

degree. Certainly, however, earning capacity increases with levels of education and the lifetime 

earnings for those persons multiply dramatically.  
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Unemployment and Underemployment 

 

East Tennessee’s economy has performed at a very strong levels in recent years.  The measure of 

unemployment is a lagging indicator in an economy, typically increasing as a downturn deepens 

and often remaining high in a recovery as more persons rejoin the labor force as hiring becomes 

more abundant.  The patterns across the LWDAs and East Tennessee overall show consistency 

from the years leading up to the Great Recession to the present. Those LWDAs anchored by 

metropolitan areas consistently experienced lower unemployment levels than others.  LWDA 2 

has tended to see the highest unemployment rates consistently, though by 2015 all parts of East 

Tennessee achieved remarkable recovery from the period of the recession’s trough.  In fact, 

although several counties in East Tennessee rank among the counties with the highest 

unemployment rates in the state, their rates also have declined sharply and all of East Tennessee 

is either at or moving toward what economists regard as a level of full employment at 4 percent. 

Frictional unemployment is a measure of “full employment” comprising those persons who are 

temporarily between jobs, typically voluntarily.  

 

The trough of the Great Recession occurred in June 2009, fully 18 months from its start at the 

peak of December 2007.  It was only in 2009 that East Tennessee saw steep increases in 

unemployment levels, though late 2008 experienced the onset of this rise. The depth of the Great 

Recession escaped few regions of the country. Unemployment rolls reached over 116,000 

persons at their peak in 2009 in East Tennessee as whole. Nationally the recovery was slow by 

historical norms.  This also was true across much of East Tennessee.  However, 2012 stands out 

as a breakthrough year for the region’s economy.  Again in 2014 and 2015, notable declines took 

place in all five LWDAs. Worth recalling, however, are the somewhat low levels of labor force 

participation rates in numerous areas of East Tennessee, indicating that improvement in 

unemployment rate levels does not fully signify improvement toward generating needed 

workforce supply now and for the future. 
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Net employment change has continued year after year at strong numeric and percentage gain 

levels.  Unemployment in 2015 fell to 6.2 percent in the Knoxville MSA and 6.5 percent in the 

Chattanooga MSA.  Total unemployed persons in all of East Tennessee declined to 64,000 on 

average in 2015, rivaling low levels seen prior to the recession. 2016 has continued this pattern 

of exceptionally strong trends in job growth and decrease in unemployment levels.  By April of 

2016, 23 of the counties in East Tennessee experienced unemployment rates at or below 5 

percent and 9 were below 4 percent.   

 

Data illustrate the behavior of the region’s workforce in the period since the onset of the Great 

Recession. Employment levels continued to fall month by month during the downturn compared 

to the 12 months prior, bottoming out at the June 2009 trough identified nationally as the point at 

which the recession ended and recovery began its slow start.  Labor force, which also had 

experienced declines from earlier periods as discouraged workers exited, began to recover as 

well. Naturally, as job growth became more widespread, persons who had dropped out of the 

labor force began to return to jobs and the search for jobs. As more of those returning found jobs 

and as job growth itself persisted, the unemployment rates, too, began to decline. Unemployment 

rates thus have fallen to essentially levels of full or near-full employment in the area. 
 

Unemployment in the U.S. is measured in a number of ways that are important in assessing 

supply and demand of workforce.  While economists regard “full employment” as a point where 

unemployed persons in the labor force number below a 4 percent share of the labor force, there 

are other consideration.  With this definition alone, much of East Tennessee is robustly reaching 

this point.  As unemployment is a measure of those persons actively seeking employment, those 

persons who are working are rightly deemed to be employed. In this case they are neither 

discouraged workers out of the labor force or those who for are choosing not to look for work for 

other reasons. The unemployment series 

used nationally considers persons 

unemployed as the U1 measure. The table 

identifies the full set of levels of 

unemployment that are calculated for 

the state labor force. These measures are 

not all available for more local levels, 

though conceptually they are important 

to consider in understanding workforce 

supply and demand. For Tennessee, data 

show that a “full” accounting of the 

unemployed (U6) may place that rate at 

approximately double the one often 

reported as a rate (U3).  In the second 

quarter of 2015 the state’s rate of 

marginally attached workers, plus total 

employed part-time for economic reasons, as a percent of the civilian labor force plus all 

marginally attached workers was 10.2 percent versus a 5.2 percent for the official unemployment 

rate.   
    

Data also show that part-time work became much more common with the onset of the Great 

Recession, while full-time employment declined dramatically.  By 2014 full-time employment 

U-1 U-2 U-3 U-4 U-5 U-6 

2.0 2.6 5.2 5.7 6.3 10.2 

Table. Tennessee Unemployment and Underemployment 

Rates, Quarter 2, 2015 - Quarter 1, 2016 

The six state measures are based on the definitions published for the U.S.: 

U-1: persons unemployed 15 weeks or longer, as a percent of the civilian labor 

force; 

U-2: job losers and persons who completed temporary jobs, as a percent of the 

civilian labor force; 

U-3: total unemployed, as a percent of the civilian labor force (this is the 

definition used for the official unemployment rate); 

U-4: total unemployed plus discouraged workers, as a percent of the civilian 

labor force plus discouraged workers; 

U-5: total unemployed, plus discouraged workers, plus all other marginally 

attached workers, as a percent of the civilian labor force plus all marginally 

attached workers; and 

U-6: total unemployed, plus all marginally attached workers, plus total 

employed part time for economic reasons, as a percent of the civilian labor force 

plus all marginally attached workers. 

 

Source: U.S. Bureau of Labor Statistics, 2016 
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nationally exceeded the level of nine years 

prior for the first time and was experiencing 

consistent gains, while part-time 

employment was relatively flat. This 

research examines data both for employees 

and for jobs, a matter of special importance 

in some sectors where multiple job holdings 

may be more common. Ultimately, 

understanding the need for supporting 

workforce demand for workers and for jobs 

joins together in analysis later in this study. 

 

Table. Job Tenure in Years  by Industry for Workforce Ages 16 and 

Older, U.S. 

Industry                             2004 2006 2008 2010 2012 2014 

Private Sector 3.5 3.6 3.6 4.0 4.2 4.1 

     Agriculture and related industries 3.7 3.8 4.3 4.8 4.1 3.6 

     Construction 3.0 3.0 3.5 4.2 4.3 3.9 

     Manufacturing 5.8 5.5 5.9 6.1 6.0 5.9 

     Wholesale and retail trade 3.1 3.1 3.2 3.6 3.7 3.6 

     Transportation and utilities 5.3 4.9 5.1 5.3 5.6 5.1 

     Information 4.3 4.8 4.7 5.0 5.4 4.8 

     Financial activities 3.9 4.0 4.5 4.6 4.9 5.0 

     Professional and business services 3.2 3.2 3.1 3.4 3.8 3.6 

     Education and health services 3.6 4.0 4.1 4.1 4.4 4.5 

     Leisure and hospitality 2.0 1.9 2.1 2.5 2.4 2.3 

     Other services 3.3 3.2 3.3 4.0 3.8 4.0 

                                                                                                                                               

Public sector 6.9 6.9 7.2 7.2 7.8 7.8 

     Federal government 10.4 9.9 9.9 7.9 9.5 8.5 

     State government 6.4 6.3 6.5 6.4 6.4 7.4 

     Local government 6.4 6.6 7.1 7.5 8.1 7.9 

Research addresses the difficulties in reducing unemployment, particularly for some longer-

duration unemployment, as it relates to structural mismatches in the labor market associated with 

the skills of jobless workers8.  While unemployment has become far less severe in most of East 

Tennessee than only five years ago, there remain unemployed persons still actively seeking jobs 

in the area.  A consensus of economists concludes that a skills mismatch only accounted for 0.4 

                                                 
8 http://www.brookings.edu/~/media/research/files/papers/2013/02/13-workforce-training-jacobs/creating-a-virtuous-circle-_jacobs021313.pdf) 
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to 0.7 percentage points in the five-point rise in national unemployment during the Great 

Recession. In other words, the majority of unemployment relates more to cyclical economic 

activity than structural mismatch in skills in the short term. Decreased demand for workers 

during an economic downturn thus should be distinguished from decreased demand for workers 

because workers with those skills will never be needed at those levels again. This prescriptive in 

judging which of the unemployed are the best beneficiaries of skills retraining is valuable.  

Further, retraining workers for other occupations requires consideration of: 1) preparing persons 

for some expectation of immediacy of employment upon completion of retraining; 2) weighing 

the long-term sustainability of those new roles and jobs; and 3) gauging economic trends to 

anticipate how hiring trends over five years compare with current hiring trends (i.e., how much 

of any current rapid hiring may be cyclical). 

Given the nature of unemployment as highly correlated with economic downturns and worker 

demand reductions, it is necessary to balance short term and cyclical interests of maintaining 

needed earnings and well-being with planning for the longer-term needs of filling a regional 

workforce pipeline.  For instance, the manufacturing sector was experiencing sometimes severe 

shortages of workers due to skills gaps prior to the Great Recession9.  Decomposing the reduced 

severity of this structural problem from the fact there was an extended, though temporary, lull in 

manufacturing vitality, is at the center of recognizing who should be re-skilled and when.    

Regaining a foothold in the job market can often be challenging for individuals as various 

changes occur simultaneously- economic restructuring, altered skills requirements, changed 

employer mix, and new competitors for jobs. Being unemployed itself can result in a stigma 

wherein workers even with solid skills find re-engagement a challenge10.  

Research on the relationship between job openings and levels of unemployment is understood to 

reflect the efficiency of a labor market such at East Tennessee’s11. Known as the Beveridge 

curve, the function can illustrate occasions when unemployment does not decline or decline as 

quickly as usual in response to more openings, suggesting possible skills mismatches in the 

market.  In the 1970s and 1980s, this phenomenon was particularly true for blue-collar 

occupations. The aftermath of the 

Great Recession saw special 

difficulty across industries for the 

long-term unemployed, which 

may or may not be as related to 

skills mismatches.  Selected areas 

of East Tennessee, including 

those where manufacturing is a 

dominant sector, gave evidence of 

this phenomenon. 

  

                                                 
9http://www.themanufacturinginstitute.org/~/media/738F5D310119448DBB03DF30045084EF/2005_Skills_Gap_Report.pdf 

10 Ho, Geoffrey C, Margaret Shih, Daniel J. Walters, and Todd L. Pittinsky. 2011. The Stigma of Unemployment: When Joblessness Leads to Being Jobless. Los 

Angeles: Institute for Research on Labor and Employment, University of California, Los Angeles 
11 http://www.bostonfed.org/economic/ppb/2012/ppb123.pdf 
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Diversity 

 
The diversity of the population of East Tennessee is an important attribute of the region as a 

vibrant economy.  With a rich and diverse cultural environment to enhance quality of life for 

residents and newcomers, East Tennessee provides an outstanding setting for educational 

institutions and the workforce and economic development communities to guide workforce 

supply.  Workforce recruitment and retention is certainly aided by a regional focus on cultural 

diversity.  Likewise, area employers make workforce diversity a priority with many local firms 

that are national examples. 
 

International migration into 

East Tennessee has been a 

characteristic of workforce 

growth over the past two 

decades.  Immigrants from 

many regions of the world, 

many from Latin America,  

have been attracted to the 

economic opportunities this 

region has experienced.  

Growth in many sectors 

throughout the mid to late 1990s and again in the mid-2000s resulted in increase in population of 

foreign origin in much of the region, state and nation.  A slowing and, in some cases, decline in 

numbers occurred over the course of the Great Recession. Particularly in Knox and Hamilton 

counties, a sizable influx of foreign-born population has occurred that has been notable in 

successes in numerous industries and occupational groups.  The construction, manufacturing, 

hospitality, retail and other sectors have relied substantially on immigrant workforce to meet 

demand.   As an example, populations with a Hispanic origin was 3.5 percent percent of the 

Knox and Hamilton county totals in 2010 and has already risen to 4.1 percent in 2014.  Other 

areas of East Tennessee have seen changes that were numerically less but nevertheless important 

in defining new ways that population and workforce gains are experienced locally. 
 

At the same time, the East Tennessee economy, like many, encounters immigrant workforce that 

fills roles in many levels of skills and in many occupations.  The longstanding presence of key 

higher education institutions in the area prompts the presence of international students and 

scholars in sizable number, many of whom maintain direct or indirect ties with the area in the 

careers locally and elsewhere.  The presence of leading research institutions and corporations 

with international ties creates another aspect of the international population that makes the area 

home temporarily or permanently.  Also, the growth of demand for information technology 

workforce has translated to a considerable reliance on a global workforce comprised of primary 

Table. Net Migration in Region 

  One Year Migration  (2014-2015) Five Year Migration  (2010-2015) 

  
Total Net 
Migration 

International 
Migration 

Domestic 
Migration 

Total Net 
Migration 

International 
Migration 

Domestic 
Migration 

LWDA 1 
                      

774  
                      

157  
                                                            

617  
                   

4,742  
                     

667  
                                               

4,075  

LWDA 2 
                   

2,400  
                     

393  
                                                        

2,007  
                   

8,978  
                   

1,749  
                                               

7,229  

LWDA 3 
                     

1,513  
                     

669  
                                                           

844  
                 

13,088  
                  

3,066  
                                             

10,022  

LWDA 4 
                   

2,438  
                     

265  
                                                         

2,173  
                 

10,868  
                    

1,221  
                                               

9,647  

LWDA 5 
                   

3,325  
                      

813  
                                                         

2,512  
                 

21,733  
                  

3,752  
                                              

17,981  

Source: U.S. Census Bureau, 2015 
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or secondary migrants to the area.  

Others in that area are U.S. 

residents whose heritages range 

throughout the world.  

Many facets of workforce diversity 

are associated with enrollments 

and completions from programs 

that involve skills matching 

demand for workers in the region.  

The diversity of a population by 

age, sex, race, ethnicity and other 

characteristics may be well or 

poorly represented in education 

and training programs suited for current or emerging changes in demand for skills in the job 

market.   This research serves as one of those important foundations to further understanding of 

trends and opportunity to ensure a robust representation of population in the workforce.  

Additionally, identifying 

opportunity with most viable 

and successful careers can 

involve earnings levels, growth 

or change in number of job 

openings, paths to career 

advancement, abundance of a 

critical mass of similar 

occupations or employers in an 

area and many others.   
 

As an example, focus on 

middle-skill opportunities is one 

major step in pointing students and current workforce to a wide range of occupations with strong 

earning capacity, abundance of openings, and rapid training and job entry options.  

Contextualizing ways to communicate these opportunities to the workforce in general is 

important to generate the needed supply of workers.  Likewise, offering information and 

guidance to subsets of the population in relation to middle-skills opportunities can be useful in 

ensuring diversity of workers in key roles.  As an example, national data show the comparatively 

high share of women in the low-wage workforce compared to the composition of the workforce 

as a whole in jobs by earnings. 
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The middle-skill job array also can benefit household earnings either for single-earner or dual-

income households.  Data show that nationally, dual-earner households with children have 

experienced increase.  The region 

is enhanced in either instance as 

more workers are attached to 

secure occupations with higher 

earnings, resulting in greater 

intergenerational mobility, area 

tax and consumer base strength, 

and more rewarding jobs overall.  

Worker tenure, as well, which 

continues to demonstrate parity, 

will build with greater job 

security flowing from closer 

alignment of critical skills with 

job creation. 
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Veterans 
 

The importance of military population and veterans to 

East Tennessee is numerous, not least of which is in 

regard to workforce development12,13. With slightly more 

than one in 10 adults in the region holding a veteran 

status, there are clearly many opportunities to cultivate 

ways to draw these individuals and their skills into 

needed roles across leading industries in the areas14. A 

number of military installations exist in or within a short 

distance of East Tennessee, including the Holston Army 

Base, McGhee-Tyson, the Navel & Marine Corps. 

Reserve Center, 278th Armored Cavalry Regiment. 

A review of the occupations accessed by individuals 

exiting the military across the state suggests that there 

are many ways in which employers and the workforce development system can focus efforts to 

hire veterans.  The economic gains for retaining residents who are veterans are many, including 

the alignment that many employers may achieve with needed jobs skills and the retention of 

spouses and dependents as part of the current and future workforce supply15. Employers 

frequently note as well the value of veterans as high performing workers with combined superior 

technical and “soft skills.” 

Considering the top occupations for military exits across Tennessee provides an opportunity to 

assess what growth trends those may see in various parts of East Tennessee.  Occupations in 

order of military exits along with top employers with current postings help illustrate the 

opportunity for those with highest counts of military exits, highest current job count and highest 

annual openings projected.  

 

Out of the top 50 occupations 43 have sufficient data to project change: 

 

 26 are projected to have above-average growth over the next 5 years 

 27 have above average-median earnings 

 20 are projected to have an annual opening ratio that is above average 

 Nearly one-quarter (10) of the occupations have a minimum educational requirement of a 

bachelor’s degree 
 

                                                 
12 https://www.whitehouse.gov/joiningforces/resources 
13 https://www.tn.gov/veteran/section/veteran-jobs 
14 http://www.va.gov/VETSINWORKPLACE/index.asp 
15 https://www.shrm.org/hrdisciplines/staffingmanagement/articles/pages/military.aspx 

89.9%

10.1%

Figure. Veteran Status of Adult 
Population, East Tennessee

Non-Veteran Veteran

Source: U.S. Census 2014, 

https://www.whitehouse.gov/joiningforces/resources
https://www.tn.gov/veteran/section/veteran-jobs
http://www.va.gov/VETSINWORKPLACE/index.asp
https://www.shrm.org/hrdisciplines/staffingmanagement/articles/pages/military.aspx
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Table. Occupations Most Accessed by Individuals Exiting Military, Tennessee 

Description 

Annual 
Military 
Exits 
(TN) 

2014 
Jobs 

Median Hourly 
Earnings 

2019 
Jobs 

2014 - 2019 
Change 

2014 - 2019 
% Change 

Annual Openings 
Annual Openings 

Ratio (% of 
current jobs) 

 Top 10 
Top 
10 

Above average Top 10 Top 10 
Above 

average 
Top 10 Above average 

Heavy and Tractor-Trailer Truck Drivers 144 
14,818 $17.82 15,545 727 4.9% 402 

2.6% 

Aircraft Mechanics and Service 
Technicians 124 

663 $24.05 717 54 8.1% 30 
4.2% 

Stock Clerks and Order Fillers 123 
15,446 $11.02 15,546 100 0.6% 594 

3.8% 

Police and Sheriff's Patrol Officers 119 
3,712 $21.15 3,963 251 6.8% 174 

4.4% 

Automotive Service Technicians and 
Mechanics 105 

4,052 $16.01 4,325 273 6.7% 171 
4.0% 

Emergency Medical Technicians and 
Paramedics 96 

1,757 $14.59 2,061 304 17.3% 115 
5.6% 

Cooks, Institution and Cafeteria 86 
2,630 $11.36 2,838 208 7.9% 99 

3.5% 

Human Resources Assistants, Except 
Payroll and Timekeeping 69 

808 $18.01 828 20 2.5% 27 
3.3% 

First-Line Supervisors of Mechanics, 
Installers, and Repairers 64 

3,077 $26.93 3,234 157 5.1% 117 
3.6% 

Avionics Technicians 54 
42 $23.24 52 10 23.8% 3 

5.8% 

Construction and Related Workers, All 
Other 46 

95 $18.50 105 10 10.5% 4 
3.8% 

Hazardous Materials Removal Workers 40 
153 $16.01 174 21 13.7% 8 

4.7% 

Computer Operators 35 
774 $19.70 742  (32) -4.1% 8 

1.1% 

Commercial Pilots 35 
157 $23.53 184 27 17.2% 11 

5.9% 

Radio, Cellular, and Tower Equipment 
Installers and Repairers 34 

105 $17.49 115 10 9.5% 4 
3.3% 

General and Operations Managers 33 
14,570 $40.95 15,431 861 5.9% 456 

3.0% 

Interpreters and Translators 33 
262 $18.83 330 68 26.0% 18 

5.3% 

Electrical and Electronics Repairers, 
Commercial and Industrial Equipment 30 

397 $24.14 413 16 4.0% 12 
2.8% 

Bus and Truck Mechanics and Diesel 
Engine Specialists 28 

1,812 $19.87 1,919 107 5.9% 62 
3.2% 

Human Resources Managers 27 
937 $38.19 1,013 76 8.1% 41 

4.1% 

Medical and Health Services Managers 26 
2,735 $41.12 3,005 270 9.9% 126 

4.2% 

Human Resources Specialists 24 
2,350 $26.47 2,491 141 6.0% 73 

2.9% 

Management Analysts 24 
3,169 $32.43 3,479 310 9.8% 114 

3.3% 

Supervisors of Construction and Extraction 
Workers 22 

2,551 $26.34 2,751 200 7.8% 69 
2.5% 

Managers, All Other 18 
1,760 $37.36 1,864 104 5.9% 61 

3.3% 

Logisticians 18 
589 $28.80 666 77 13.1% 23 

3.4% 

Registered Nurses 17 
17,879 $28.53 19,721 1,842 10.3% 746 

3.8% 

Medical Records and Health Information 
Technicians 17 

1,637 $15.05 1,805 168 10.3% 81 
4.5% 

Installation, Maintenance, and Repair 
Workers, All Other 17 

755 $16.24 797 42 5.6% 22 
2.7% 

Transportation, Storage, and Distribution 
Managers 15 

1,078 $32.62 1,126 48 4.5% 35 
3.1% 

Mobile Heavy Equipment Mechanics, 
Except Engines 15 

841 $18.26 874 33 3.9% 31 
3.6% 

Office Clerks, General 14 
19,148 $14.52 19,914 766 4.0% 598 

3.0% 

Brickmasons and Blockmasons 14 
295 $19.04 390 95 32.2% 24 

6.2% 



55 | The Research Center 

 

 

  

Telecommunications Equipment Installers 
and Repairers, Except Line Installers 14 

1,529 $19.54 1,516  (13) -0.9% 38 
2.5% 

Cartographers and Photogrammetrists 13 
62 $22.07 68 6 9.7% 3 

3.8% 

Musicians and Singers 13 
2,558 $26.90 2,625 67 2.6% 85 

3.2% 

Shipping, Receiving, and Traffic Clerks 13 
4,534 $14.78 4,616 82 1.8% 157 

3.4% 

Industrial Machinery Mechanics 13 
2,080 $26.03 2,192 112 5.4% 94 

4.3% 

Airline Pilots, Copilots, and Flight 
Engineers 13 

122 $36.79 121  (1) -0.8% 4 
3.5% 

Air Traffic Controllers 12 
51 $64.05 53 2 3.9% 3 

5.3% 

Occupational Health and Safety 
Specialists 11 

310 $28.28 331 21 6.8% 13 
3.9% 

Heating, Air Conditioning, and 
Refrigeration Mechanics and Installers 11 

2,349 $20.38 2,582 233 9.9% 111 
4.3% 

Machinists 11 
1,372 $19.60 1,443 71 5.2% 51 

3.5% 



56 | The Research Center 

 

Drug Use 
The issues of drug use continue to 

be a serious concern in the 

workforce in many locations, but the 

challenge for some time has been 

particularly severe in East 

Tennessee. Many employers in 

different sectors note the 

longstanding difficulty that drug use 

in the resident population brings to 

achieving an adequate workforce 

supply.  While the issue is prevalent 

in various settings, the 

manufacturing, logistics, 

construction, health care and retail 

sectors all report endemic problems 

with employees and job candidates 

in consistently high numbers.  Drug 

testing by employers and by staffing 

agencies is widespread, as is 

awareness that these processes are in 

place16. Even so, workers and job 

candidates fail drug tests in numbers 

that create serious obstacles across 

East Tennessee17. 
 

Substance abuse takes many forms 

in East Tennessee, each having an 

impact on the successful 

employment of individuals. Data 

show that, while drug use remais a 

serious national problem, East 

Tennessee’s problems are somewhat 

unique in their prevalence18,19.  

 

 

                                                 
16 http://www.drugfreeworkplace.gov/ 
17 www.Datia.org 
18 http://www.ndwa.org/faq.php 
19 https://www.tn.gov/workforce/article/drug-free-workplace-program 

 

Table. National Cost of Substance 
Abuse 

 Health Care Overall 

Tobacco $130 billion $295 billion 

Alcohol $25 billion $224 billion 

Illicit Drugs $11 billion $193 billion 

Source: Substance Abuse and Mental Health Services 
Administration, 2015 
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Youth 
 

Employing young people offers a region many 

advantages for introducing and retaining those 

individuals into in-area career paths.  At the same 

time, career launches among youth and young 

adults are highly correlated with the lifetime 

earnings trajectories.  The Great Recession was a 

period where employers could be and were 

highly selective in hiring and young workers 

lacking experience often were least able to be 

competitive for limited openings.  Some research 

suggests a lasting impact this environment may 

impose on an age cohort who in the economic 

downturn perceived employers as less willing to 

maintain a loyalty or openness to their career 

launches.  It was also a time of reordering social 

relationships, with many youth remaining at 

home longer or returning to parents’ homes due 

to meager job prospects.   
 

The picture of employment in 2016 has improved markedly for persons at all ages in employemt, 

including in the East Tennessee region20. Still, there remain important areas of opportunity for 

employment and skills development.  Particularly among minority youth, there are significantly 

higher levels of unemployment than among non-minority youth21. The skills beyond the high 

school level most sought by employers are found less in this population, placing them at an 

ongoing disadvantage regarding employability and earning capacity.  While systemic policy 

solutions form part of the continuum of prescribed need, the issues of skills development and 

proximity and access to jobs are key workforce considerations.  The demand side of workforce 

relative to skills has altered tremendously in recent years while the supply side of minority youth 

with commensurate skills has languished.  While improvement in numbers of those with 

marketable skills and education has risen, minority youth levels lag behind those of other 

populations and the rapidity of change occurring skills requirements. Careful attention to greater 

precision in preparing minority youth for employment is needed as is a more holistic approach to 

systemic barriers.  As one example, a strong emphasis on the General Educational Development 

(GED) exam may be inadequate for job readiness as research shows that GED recipients are no 

better off in the labor market than high school dropouts who lack a GED22. Beyond this, 

fostering job opportunities that focus on increased job security, reducing uncertainty of work 

schedules and hours and curtailing the amount of contingent work roles are all means to 

strengthen youth employment that can transition and prepare youth for careers as well as bolster 

earnings23. 
 

                                                 
20 http://www.nber.org/papers/w11587.pdf 
21 http://www.urban.org/sites/default/files/alfresco/publication-pdfs/2000097-Expanding-Economic-Opportunity-for-Boys-and-Young-Men-of-Color-through-

Employment-and-Training-1.pdf 
22 Heckman, James, and Tim Kautz. 2014. “Achievement Tests and the Role of Character in American Life.” In The Myth of Achievement Tests: The GED and the 

Role of Character in American Life, edited by James J. Heckman, John Erick Humphries, and Tim Kautz, 3–56. Chicago: University of Chicago Press 
23 http://www.urban.org/sites/default/files/alfresco/publication-pdfs/412086-Improving-Education-and-Employment-for-Disadvantaged-Young-Men.PDF 
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Granovetter, in notable research24, pointed to the “strength of weak ties” as a concept from 

sociology developed out of job-seeking. Individuals often prove most successful in job searches 

through contacts who are not close family, friends or associates but rather those with whom they 

have a more distant and occasional interaction. The nature of awareness of opportunity is likely 

to be shared and similar within more closed and familiar groups.  It is when individuals achieve 

contact with outsiders with different knowledge of job markets and different contact networks 

that wider job market knowledge occurs.  For youth, achieving these types of “weak tie” contacts 

can be challenging, particularly for those with socioeconomic disadvantages or familiarity with 

reaching those contacts.  Certainly, educational settings from K-12 through postsecondary levels 

are prime instruments for not only adding skills and job readiness, but also for introducing youth 

to wider understanding of employment options. 

 

There are often-cited strong economic imperatives for youth to pursue higher levels of education.  

Young persons form an undeniably important asset in regard to future workforce supply.  East 

Tennessee, while having a slightly older population than the state or the nation, is just as 

dependent on the training and preparation of its next generation of workforce, if not more so.  

Students and emerging graduates may be trained for or inclined to enter a specific career, while 

in fact their working lives will likely lead to numerous jobs, careers and career paths. Ensuring 

that youth have not only the information about workforce opportunities in general, but in specific 

and meaningful examples, will best allow them to make good decisions.  Experiential 

opportunities through internships, plant and facilities tours and speakers, job-relevant class 

projects, and certainly educational programs designed around industries and occupational 

clusters will all serve as critical means of engaging youth in the increasingly competitive labor 

market of East Tennessee. 

 

  

                                                 
24 Granovetter, Mark. 1995. Getting a Job: A Study of Contacts and Careers. 2nd ed. Chicago: University of Chicago Press 
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Senior Population 
 

No more profound change in U.S. demographic change in the current period will occur than the 

aging of the nation’s population. The retirement of Baby Boomers will transform everything 

about American life in tangible and intangible ways. Astute employers are developing strategies 

to cope with these changes that will ultimately impact workforce in very notable ways25. The 

brain drain in the workforce is a real and important facet of work in many businesses in the East 

Tennessee region26. 

 

Data quickly reveal the disproportionate nature of the changes in growth of age cohorts in each 

of the LWDAs over the next five years. 
 

 

 

  

                                                 
25 https://www.tn.gov/workforce/topic/senior-work-experience-program 
26 Workforce Crisis: how to beat the coming shortage of skills and talent, Ken Dychtwald, Tamara J. Erickson, Robert Morison. Boston: Harvard Business School 

Press, 2006 
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Disability27 
 

The national employment population ratio for persons with a disability stood at 17.5 percent in 

2014 compared to 65.0 percent for those without a disability. The disabled population is more 

likely to be older and less likely to have completed a bachelor’s degree.  As well, a larger share 

of disabled workers (33 percent) are employed part-time than are those with no disability (18 

percent) and a higher share of those with a disability are self-employed (11 percent versus 6 

percent). Disabled persons experience unemployment rates about double those of persons 

without a disability28. 

The disabled population represents an important opportunity set for workforce supply in East 

Tennessee29,30,31. Continued focus by local public and nonprofit organizations is needed to 

provide resources and support to foster greater engagement with disabled persons as workers.  

The Employer Assistance and Resource Network (EARN) is a service of the U.S. Department of 

Labor established to connect employers with job candidates.  Others include the Workforce 

Recruitment Program coordinated by the Department of Defense and the vocational 

rehabilitation programs of the Department of Veterans Affairs and of Tennessee32,33. 
 

 
Entrepreneurship  

Levels of self-employment in East Tennessee vary be region but are much higher in LWDA 2 

and 4 than those in the nation as a whole. Self-employment can be distinguished in a number of 

ways, including those persons seeking an entrepreneurial endeavor of new business ideas and 

models, those persons who develop business to serve the lifestyle needs of a location population, 

                                                 
27 http://www.nber.org/papers/w8578.pdf 
28 http://www.bls.gov/news.release/disabl.nr0.htm 
29 http://www.tennesseeworks.org/employers/ 
30 http://www.thearctn.org/Employment.php 
31 https://www.tn.gov/didd/ 
32 http://www.dol.gov/odep/pubs/fact/connect.htm) 
33 http://www.tndisability.org/employment-resources-and-links 
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and those persons who may simply wish to work for themselves in various roles and sectors.  

Key industries in East Tennessee are particularly involved with entrepreneurial innovation 

development, including energy, digital entertainment, health care and others.  

 

 

Data, available in five-year spans from Census sources, show steady growth in self-employment 

over the past two decades in East Tennessee.  A modest decline in self-employment activity 

occurred between 2004 and 2009, likely relating to conditions through the Great Recession. 

Mean proprietor income also fell substantially between 2004 and 2009. By 2014, self-

employment levels in the area had exceeded those of 2009 and associated incomes largely 

matched or exceeded the earlier 2004 levels.  While self-employed persons make up larger 

shares of total workforce in LWDA 2 and LWDA 4, the income of self-employed persons is 

much higher in LWDA 3 and LWDA 5.  This is due to the higher representation of self-

employed persons in rural and small urban areas in agriculture, construction and other lower-skill 

occupations, while larger metropolitan areas are likely to include more self-employed persons in 

professional roles with advanced skills and education.  
 

East Tennessee is home to more than 155,000 businesses classified as “non-employers”. These 

are businesses with no paid employees and typically are typical unincorporated businesses or 

persons working as contract workers.  Construction workers make up 15 percent of nonemployer 

business, or 23,341 nonemployers. Meanwhile, the professional services sector comprises 10.7 

percent of this segment of the region’s workforce, with a total of 16,624 nonemployers. 
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       Source: U.S. Census, 2014 

Table. Projected Percent Change of Self-employed, East Tennessee, 2015-2020 

Industry Self employed Industry Self employed 

Total for All industries 2% Finance & Insurance 11% 

Crop and Animal Production -8% Real Estate & Rental 0% 

Mining 28% Professional, Scientific, & Technical Services 2% 

Utilities -9% Management of Companies & enterprises 16% 

Construction -7% Admin Support, Waste Management & Remediation Services 7% 

Manufacturing 10% Educational Services 5% 

Wholesale Trade -5% Health Care & Social Assistance 5% 

Retail Trade -2% Arts, Entertainment, & Recreation 9% 

Transportation & 
Warehousing 3% Accommodation & Food Services -2% 

Information -1% Other Services (except Public Administration) 3% 
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Middle-skills 
 

Focus and Importance 
Research suggests that nearly half of new job openings from 2010 through 2020 will be in 

middle-skill occupations in areas such as computer technology, nursing and advanced 

manufacturing34. Significantly, studies note that supply of workers for those roles will come 

largely from the existing workforce, suggesting that nearly two-thirds of the people who will be 

in the workforce in 2025 were already working adults in 2010, far past the traditional high 

school-to-college pipeline35. 

 

Middle-skill jobs are those which require more than a high school diploma but less than a 

bachelor’s degree, and a median wage of $13.16 an hour in all of East Tennessee, so this wage 

varies within each Local Workforce Development Area. 
 

Currently, East Tennessee is home to more thanw middle-skills jobs 267,000 jobs, with a density 

12% over the national average. Other parts of Tennessee also experience comparatively high 

concentrations of middle-skill jobs.  

 

Forecast data indicate that middle-skill jobs are increasing as a share of total employment in all 

parts of the state and nation, including in East Tennessee through 2020. Rising from slightly 

more than a quarter of all jobs in 2010 to nearly a third of the total by 2020, this occupational set 

demonstrates the largest single class of jobs by skill type with a growth trend and cohort that is 

this large and consistent.  Not surprisingly, growing momentum in middle-skill job increases 

between 2012 and 2015 corresponded to the early upsurge in overall job growth in the East 

Tennessee region. Recovery in several sectors reliant on middle-skills workers saw strong 

increases to resupply from gaps in hiring during the recession, replacement of aging and retiring 

worker cohorts, and other net gains through new business expansion in the area. Manufacturing 

and logistics sector strength in East Tennessee has demonstrated renewed vitality of this sector.  

Health care services growth, a continuous feature of an aging society, is another industry where 

middle-skills demands are high. Together, these two components of the regional economy 

account for 48.9 percent of all middle-skill employment and point to strong growth patterns 

through 2020, along with ongoing serious needs to replenish critical occupations. 
 

A key concern with middle-skill workforce in East Tennessee remains sustaining needed supply 

of workers. Currently, one in five middle-skill workers in the area is age 55 or over.  A large 

number of middle skill occupations are in short supply of workers.  Jobs that are chronically 

difficult to fill include many in manufacturing, logistics, and healthcare. Technical roles in 

manufacturing, such as computer controlled machinery operation, commercial machinery repair, 

and advanced assembling and setting will be vital to the region’s manufacturing backbone. 

Implications of shortages in middle skill occupations include pressure on wages, loss or delay of 

                                                 
34 Who Can Fix the "Middle-Skills" Gap? by Thomas Kochan, David Finegold, and Paul Osterman. Harvard Business Review December 2012 
35 New York’s Forgotten Middle-Skill Jobs2 report 



66 | The Research Center 

 

business activity or delivery, or impacts on work quality or productivity within existing 

staffing36,37. 
 

When faced with jobs that are chronically difficult to fill, employers attempt a variety of 

responses.  Since middle-skill workers typically come from local areas, recruitment from outside 

the area is uncommon, and, in many cases, not easily achieved, except with certain occupations 

or with unusual conditions in place.  The region will succeed best in filling many middle-skill 

roles by employer-based or sponsored training, close alignment of institutional programs and 

curricula with current and emerging needs, and promotion of nontraditional, short-term and 

ongoing training settings.  Hybrid approaches that combine content training delivered internally 

with external training on leadership or other skills is a great approach to fulfilling workforce 

needs. 

 

 

 

Many middle-skill occupations are highly oriented to STEM fields3839. The priority emphasis on 

incorporating STEM components across the curriculum in K-12 education and in bolstering 

STEM programs in postsecondary settings is critical to ensuring current and future demands for 

workforce are met.  STEM opportunities also provide an important mechanism for engaging 

specific subpopulations, such as veterans with transferable skills, women and others that 

historically have not been well represented in STEM-related fields, and retraining individuals in 

“encore” careers where strong soft skills benefit a STEM role. 

 

Middle-skill occupations in East Tennessee represent a wide diversity across industries, 

mirroring the regional economy’s diversity.  Three leading sectors, health care, advanced 

manufacturing, and logistics account for a large share of the middle-skills occupations in the 

                                                 
36 http://www.brookings.edu/~/media/research/files/papers/2011/11/displaced-jacobson-lalaonde-sullivan/11_displaced_jls_paper.pdf 
37 http://www.urban.org/sites/default/files/alfresco/publication-pdfs/1001381-Is-the-Middle-of-the-Job-Market-Disappearing-A-comment-on-the-quot-Polarization-

quot-Hypothesis.PDF 
38 Jonathan Rothwell. The Hidden STEM Economy. Washington, DC: Brookings Institution, 2013 
39 http://www.jff.org/sites/default/files/publications/materials/STEM-Reflective-100914.pdf 
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area.  These sectors are prevalent in each of the LWDAs, comprised of a large and unique 

assortment of firms, which together account for a quarter of the total workforce. Two factors 

weigh most heavily on the imperative need to focus attention on building supply of middle-skill 

workforce. A disproportionately large share of key middle-skill workforce in manufacturing, 

health care, construction and other fields is made up of older workers, many nearing retirement.  

The gaps in staffing these key roles is already being felt and will continue to intensify as the 

labor market tightens and retirements increase. The other factor impacting many middle-skill 

roles is the relative lack of familiarity that younger persons may about those roles.  The high 

level of opportunity for sustained employment and advancement with strong earning capacity in 

very many middle skill occupations is a message that the workforce development system and its 

regional partners must focus great attention on.  Employers cite many examples of successful 

and innovative programs to engage young persons in high school and even middle school to 

instill awareness of middle-skill career opportunities. 

 

The issues of middle skill shortages are not unique to any one area of East Tennessee but are 

found in key target industries throughout the region, including also those industries that are 

reliant on middle skill jobs in support roles.  In fact, the public-sector employs the largest middle 

skill-workforce across the region, followed by the health care industry. 

 

Meanwhile, there are particularly higher representation of middle-skills jobs in specific 

industries in each LWDA. While production or manufacturing roles are important in all five 

areas, the preponderance of this sector’s needs in filling middle-skill roles is very high in LWDA 

2 and LWDA 4, with approximately one-third of all middle-skill jobs in this occupational sector.  

Healthcare roles, likewise, represent an abundant portion of all middle-skill jobs and comprise a 

particularly large share in LWDA 1. 
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Supply / Demand Balance 
 

Understanding Supply and Demand of Workforce 
 

This research provides an important step in portraying the way the East Tennessee region’s 

workforce supply and demand interact.  A setting as complex as more than aa million workers in 

some 48,000 businesses suggests a great deal of activity at any given time in job creation, hiring, 

retirement and all the other factors that contribute to its function. 

 

In large measure, the participants in a region’s labor force and employment pool are the same 

workers from year to year. The workforce of 2016 in each area of East Tennessee is largely the 

same workforce of 2020. Relatively small incremental change occurs year by year through entry 

and exit of new participants as workers in a region.  In times of economic decline, the number of 

exits may rise, as it may when the share of workers ready for retirement becomes larger than 

usual.  Conversely, economic growth may cause more persons to become part of a regional 

workforce because of a real or perceived new level of opportunity.  This would include more 

students remaining in an area for work, more discouraged workers reentering the labor force, and 

potentially more individuals relocating to a region for a job.  Altogether, these annual additions 

to an overall labor force account for around 5 percent or less of total change annually in the 

workforce.  In that regard, it can take decades to see a complete turnover of the individuals 

present in a regional labor force.   

 
There are thus a small but important number of ways an area’s workforce is impacted year by 

year.  In a tight labor market with rapidly changing demographics, those factors and forces of 

change take on new importance.  A way of viewing these factors as “levers” for managing 

through the years ahead can be helpful.  The workforce development system and its partners, in 

concert with economic development and civic leaders across the region, can effectively use 

information about these levers and the other features of the area to achieve best outcomes in 

addressing workforce supply to meet demand.  In short, the levers at the disposal of East 

Tennessee leadership include: 

 

 Focusing high attention on education and skills development among existing workforce 

that will form the continuous base of employment now and through 2020 and beyond 

 Maximizing alignment of educational programs from K-12 through higher education to 

position graduates to be successful in the economic opportunities which East Tennessee 

provides 

 Ensuring that all persons are fully attached to the workforce in optimal ways, including 

those unemployed and seeking work, persons with disabilities, veterans, young persons 

and persons with various economic or transportation challenges 

 Remaining highly attentive to the quality of life of the region in order that new graduates 

remain in the area along with newcomers from elsewhere seeking out East Tennessee as 

an area of opportunity. 
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Overall, East Tennessee is an area of great advantage and historically strong economic 

performance.  Renewed economic growth in recent years, along with the intentional 

collaboration among the region’s leadership, suggest that these levers can be used effectively to 

position all parts of East Tennessee to be highly competitive and innovative as a talent region.  
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 Source: EMSI, 2016 

Table. Completers from Higher Education, East Tennessee 

Program 
Regional 

Completions 
(2004) 

Regional 
Completions 

(2014) 

Change 
2004-2014 

Health Professions And Related Programs 3,393 7,236 
113.3% 

Business, Management, Marketing, And Related Support Services 3,758 4,643 
23.5% 

Liberal Arts And Sciences, General Studies And Humanities 1,544 3,874 
150.9% 

Education 2,662 3,255 
22.3% 

Psychology 1,013 1,210 
19.4% 

Engineering 570 981 
72.1% 

Personal And Culinary Services 310 930 
200.0% 

Parks, Recreation, Leisure, And Fitness Studies 418 873 
108.9% 

Engineering Technologies And Engineering-Related Fields 507 851 
67.9% 

Social Sciences 717 736 
2.6% 

Communication, Journalism, And Related Programs 677 703 
3.8% 

Computer And Information Sciences And Support Services 538 685 
27.3% 

Biological And Biomedical Sciences 421 679 
61.3% 

Visual And Performing Arts 521 658 
26.3% 

Public Administration And Social Service Professions 445 601 
35.1% 

Theology And Religious Vocations 405 593 
46.4% 

Homeland Security, Law Enforcement, Firefighting And Related Protective Services 367 576 
56.9% 

Mechanic And Repair Technologies/Technicians 515 564 
9.5% 

English Language And Literature/Letters 430 425 
-1.2% 

Family And Consumer Sciences/Human Sciences 557 421 
-24.4% 

Physical Sciences 157 331 
110.8% 

Precision Production 189 312 
65.1% 

Agriculture, Agriculture Operations, And Related Sciences 191 300 
57.1% 

History 258 291 
12.8% 

Legal Professions And Studies 239 276 
15.5% 

Multi/Interdisciplinary Studies 201 250 
24.4% 

Foreign Languages, Literatures, And Linguistics 174 217 
24.7% 

Science Technologies/Technicians 86 213 
147.7% 

Mathematics And Statistics 114 185 
62.3% 

Communications Technologies/Technicians And Support Services 82 155 
89.0% 

Philosophy And Religious Studies 108 137 
26.9% 

Construction Trades 43 114 
165.1% 

Natural Resources And Conservation 84 106 
26.2% 

Architecture And Related Services 77 86 
11.7% 

Area, Ethnic, Cultural, Gender, And Group Studies 53 78 
47.2% 

Library Science 60 75 
25.0% 

Transportation And Materials Moving 50 41 
-18.0% 

Total 
21,934 33,661 53.5% 
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Table. Annual Completions By Program, East Tennessee 

CIP 
Code 

Program 
2009 

Completions 
2010 

Completions 
2011 

Completions 
2012 

Completions 
2013 

Completions 
2014 

Completions 

Estimated 
Regional 
Openings 

Estimated 
Median 
Hourly 

Earnings 

01.00 Agriculture, General 7 5 2 5 9 3 12 $26.61 

01.01 
Agricultural Business and 
Management 

20 25 28 39 36 25 606 $19.14 

01.03 
Agricultural Production 
Operations 

0 0 0 4 0 0 231 $25.98 

01.05 
Agricultural and Domestic 
Animal Services 

0 4 0 1 2 2 55 $10.19 

01.06 
Applied Horticulture and 
Horticultural Business 
Services 

10 8 3 13 4 19 2,047 $11.61 

01.08 Agricultural Public Services 0 0 2 12 15 18 58 $16.77 

01.09 Animal Sciences 73 66 85 79 87 79 20 $20.54 

01.10 
Food Science and 
Technology 

27 21 18 56 36 78 54 $21.57 

01.11 Plant Sciences 51 45 42 50 42 54 21 $20.00 

01.12 Soil Sciences 19 19 10 24 27 22 8 $29.52 

03.01 
Natural Resources 
Conservation and Research 

52 33 44 40 37 43 59 $27.51 

03.02 
Natural Resources 
Management and Policy 

0 0 2 3 2 7 523 $21.79 

03.05 Forestry 31 10 21 18 18 14 21 $18.65 

03.06 
Wildlife and Wildlands 
Science and Management 

32 36 29 34 39 42 8 $31.21 

04.02 Architecture 57 84 75 77 71 79 40 $54.77 

04.03 
City/Urban, Community and 
Regional Planning 

7 15 1 0 0 0 40 $55.70 

04.06 Landscape Architecture 0 0 0 9 10 7 37 $56.98 

05.01 Area Studies 2 2 0 0 0 2 195 $26.34 

05.02 
Ethnic, Cultural Minority, 
Gender, and Group Studies 

109 95 97 101 98 76 212 $26.09 

09.01 
Communication and Media 
Studies 

350 367 394 395 359 370 248 $25.11 

09.04 Journalism 173 196 191 187 148 142 41 $17.22 

09.07 
Radio, Television, and Digital 
Communication 

16 34 36 32 35 43 58 $16.57 

09.09 
Public Relations, Advertising, 
and Applied Communication 

168 181 185 170 149 148 380 $23.51 

09.99 
Communication, Journalism, 
and Related Programs, Other 

5 0 0 0 0 0 20 $18.64 

10.01 
Communications 
Technology/Technician 

60 63 82 86 93 76 14 $16.29 

10.02 
Audiovisual Communications 
Technologies/Technicians 

0 0 42 40 43 18 34 $16.57 

10.03 Graphic Communications 66 61 107 76 90 61 57 $14.14 

10.99 
Communications 
Technologies/Technicians 
and Support Services, Other 

0 2 0 1 0 0 6 $19.10 

11.01 
Computer and Information 
Sciences, General 

176 228 268 334 383 360 302 $37.77 

11.02 Computer Programming 3 5 6 23 26 11 259 $28.51 

11.03 Data Processing 1 0 1 10 2 2 29 $21.64 

11.04 Information Science/Studies 1 0 3 1 2 9 73 $42.06 

11.07 Computer Science 77 74 73 60 84 94 300 $31.59 

11.08 
Computer Software and 
Media Applications 

38 37 22 45 34 23 164 $31.37 

11.09 
Computer Systems 
Networking and 
Telecommunications 

64 48 93 170 158 95 242 $28.99 
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11.10 
Computer/Information 
Technology Administration 
and Management 

35 44 68 38 54 86 312 $31.98 

11.99 
Computer and Information 
Sciences and Support 
Services, Other 

10 7 43 8 5 5 0 $0.00 

12.04 
Cosmetology and Related 
Personal Grooming Services 

556 567 613 757 677 818 131 $10.72 

12.05 
Culinary Arts and Related 
Services 

13 11 30 33 50 112 6,181 $10.70 

13.01 Education, General 395 439 482 458 334 265 1,095 $22.39 

13.02 
Bilingual, Multilingual, and 
Multicultural Education 

0 0 0 0 1 0 251 $25.31 

13.03 Curriculum and Instruction 252 284 728 778 920 1,081 14 $26.60 

13.04 
Educational Administration 
and Supervision 

1,008 900 494 317 222 307 135 $31.30 

13.05 
Educational/Instructional 
Media Design 

30 8 18 36 21 33 15 $26.03 

13.06 
Educational Assessment, 
Evaluation, and Research 

0 2 2 0 0 0 204 $25.83 

13.09 
Social and Philosophical 
Foundations of Education 

0 0 0 0 0 1 195 $26.34 

13.10 
Special Education and 
Teaching 

109 99 107 146 171 235 193 $16.94 

13.11 
Student Counseling and 
Personnel Services 

80 91 78 99 100 104 42 $21.78 

13.12 
Teacher Education and 
Professional Development, 
Specific Levels and Methods 

851 763 956 835 798 817 1,010 $20.65 

13.13 
Teacher Education and 
Professional Development, 
Specific Subject Areas 

202 194 200 225 343 370 1,088 $22.66 

13.14 
Teaching English or French 
as a Second or Foreign 
Language 

13 19 27 23 25 23 234 $23.03 

13.99 Education, Other 54 65 66 62 68 19 54 $19.37 

14.01 Engineering, General 32 48 38 54 68 57 49 $54.20 

14.02 
Aerospace, Aeronautical and 

Astronautical Engineering 
22 36 36 48 24 35 41 $57.07 

14.03 Agricultural Engineering 9 19 13 23 21 20 34 $58.94 

14.04 Architectural Engineering 4 0 0 0 0 0 49 $54.20 

14.05 
Biomedical/Medical 
Engineering 

8 6 11 11 53 55 37 $57.91 

14.07 Chemical Engineering 25 35 40 55 53 93 256 $31.49 

14.08 Civil Engineering 106 95 119 128 117 143 103 $49.19 

14.09 Computer Engineering 16 27 30 32 31 22 148 $43.02 

14.10 
Electrical, Electronics and 
Communications Engineering 

70 91 80 103 98 119 292 $33.02 

14.12 Engineering Physics 3 1 2 4 2 0 49 $54.20 

14.13 Engineering Science 48 32 26 23 3 4 49 $54.20 

14.14 
Environmental/Environmental 
Health Engineering 

12 9 10 11 8 12 66 $51.51 

14.18 Materials Engineering 30 25 25 43 31 35 100 $40.78 

14.19 Mechanical Engineering 143 119 137 145 170 194 174 $40.94 

14.23 Nuclear Engineering 58 53 60 85 91 103 50 $58.64 

14.27 Systems Engineering 4 1 3 1 0 3 49 $54.20 

14.32 Polymer/Plastics Engineering 1 8 0 2 4 4 49 $54.20 

14.35 Industrial Engineering 30 37 38 45 70 78 128 $44.63 

14.99 Engineering, Other 0 2 5 2 4 4 49 $54.20 
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15.00 
Engineering Technology, 
General 

102 146 279 320 353 347 98 $24.33 

15.02 
Civil Engineering 
Technologies/Technicians 

8 14 2 0 3 6 11 $24.22 

15.03 
Electrical Engineering 
Technologies/Technicians 

114 92 136 148 142 175 30 $26.43 

15.04 

Electromechanical 
Instrumentation and 
Maintenance 
Technologies/Technicians 

0 0 0 0 0 18 28 $18.40 

15.05 
Environmental Control 
Technologies/Technicians 

0 0 0 9 12 19 203 $19.34 

15.06 
Industrial Production 
Technologies/Technicians 

86 113 98 131 106 117 242 $27.16 

15.07 
Quality Control and Safety 
Technologies/Technicians 

2 0 0 0 0 0 146 $17.82 

15.08 
Mechanical Engineering 
Related 
Technologies/Technicians 

8 6 0 5 9 19 180 $16.70 

15.11 
Engineering-Related 
Technologies 

9 11 9 10 11 6 23 $22.70 

15.13 
Drafting/Design Engineering 
Technologies/Technicians 

111 106 116 99 67 93 21 $22.99 

15.15 Engineering-Related Fields 29 30 58 76 76 51 370 $32.38 

15.99 
Engineering 
Technologies/Technicians, 
Other 

0 0 57 0 0 0 10 $28.78 

16.01 
Linguistic, Comparative, and 
Related Language Studies 
and Services 

27 29 38 53 66 78 212 $26.09 

16.04 
Slavic, Baltic and Albanian 
Languages, Literatures, and 
Linguistics 

2 4 6 6 10 2 17 $18.57 

16.05 
Germanic Languages, 
Literatures, and Linguistics 

7 22 17 10 10 18 17 $18.57 

16.09 
Romance Languages, 
Literatures, and Linguistics 

116 108 111 105 103 99 212 $26.09 

16.11 
Middle/Near Eastern and 
Semitic Languages, 
Literatures, and Linguistics 

1 1 0 0 0 0 17 $18.57 

16.12 
Classics and Classical 
Languages, Literatures, and 
Linguistics 

17 12 17 14 11 8 17 $18.57 

16.16 American Sign Language 14 16 13 16 14 12 17 $18.57 

19.01 
Family and Consumer 
Sciences/Human Sciences, 
General 

145 129 95 46 8 0 2 $22.78 

19.02 
Family and Consumer 
Sciences/Human Sciences 
Business Services 

2 4 0 7 3 1 521 $22.67 

19.04 
Family and Consumer 
Economics and Related 
Studies 

38 37 34 28 16 34 2 $22.78 

19.05 
Foods, Nutrition, and Related 
Services 

61 54 71 63 52 60 1,071 $10.88 

19.06 
Housing and Human 
Environments 

4 3 4 5 3 0 19 $18.60 

19.07 
Human Development, Family 
Studies, and Related 
Services 

240 307 248 261 324 326 464 $10.54 

19.09 Apparel and Textiles 0 1 0 0 0 0 153 $17.46 

22.00 
Non-Professional General 
Legal Studies 
(Undergraduate) 

3 3 4 3 6 2 111 $37.21 

22.01 Law 138 166 147 155 244 196 69 $45.77 

22.03 Legal Support Services 72 67 96 88 98 78 63 $20.15 

23.01 
English Language and 
Literature, General 

344 382 393 430 422 391 195 $26.34 

23.13 
Rhetoric and 
Composition/Writing Studies 

30 33 29 29 32 34 219 $25.99 

23.14 Literature 0 0 0 1 0 0 211 $25.96 
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23.99 
English Language and 
Literature/Letters, Other 

0 1 0 7 0 0 195 $26.34 

24.01 
Liberal Arts and Sciences, 
General Studies and 
Humanities 

1,760 2,100 2,330 6,046 3,974 3,874 195 $26.34 

25.01 
Library Science and 
Administration 

69 58 73 73 78 75 280 $28.15 

26.01 Biology, General 447 435 503 503 528 555 23 $40.67 

26.02 
Biochemistry, Biophysics and 
Molecular Biology 

31 37 29 33 31 32 28 $39.61 

26.03 Botany/Plant Biology 0 1 0 0 0 0 13 $44.98 

26.04 
Cell/Cellular Biology and 
Anatomical Sciences 

11 11 0 0 0 8 31 $38.71 

26.05 
Microbiological Sciences and 
Immunology 

9 5 12 7 4 5 220 $27.48 

26.07 Zoology/Animal Biology 1 0 0 0 0 0 16 $42.91 

26.10 
Pharmacology and 
Toxicology 

0 8 14 13 0 12 22 $41.38 

26.11 
Biomathematics, 
Bioinformatics, and 
Computational Biology 

1 0 1 0 0 0 284 $28.90 

26.13 
Ecology, Evolution, 
Systematics, and Population 
Biology 

24 26 20 17 16 19 222 $27.51 

26.15 
Neurobiology and 
Neurosciences 

5 6 4 1 7 7 220 $27.48 

26.99 
Biological and Biomedical 
Sciences, Other 

17 8 24 23 29 41 11 $47.97 

27.01 Mathematics 107 104 116 131 150 155 20 $41.12 

27.03 Applied Mathematics 6 6 6 6 12 13 262 $27.74 

27.05 Statistics 49 40 30 25 13 17 218 $27.32 

30.00 
Multi-/Interdisciplinary 
Studies, General 

0 0 0 0 2 11 0 $0.00 

30.06 Systems Science and Theory 25 27 10 9 11 1 10 $50.35 

30.08 
Mathematics and Computer 
Science 

11 2 3 1 1 3 23 $38.17 

30.11 Gerontology 3 1 12 13 12 12 1 $31.41 

30.13 
Medieval and Renaissance 
Studies 

1 0 0 1 0 0 0 $24.95 

30.14 Museology/Museum Studies 1 2 0 2 6 1 6 $21.28 

30.17 Behavioral Sciences 12 8 11 9 5 8 50 $19.36 

30.20 International/Global Studies 2 0 0 1 0 0 1 $31.01 

30.99 
Multi/Interdisciplinary 
Studies, Other 

133 167 53 99 430 214 0 $0.00 

31.01 
Parks, Recreation and 
Leisure Studies 

8 7 4 6 2 1 68 $10.03 

31.03 
Parks, Recreation and 
Leisure Facilities 
Management 

36 39 49 22 13 1 537 $34.55 

31.05 
Health and Physical 
Education/Fitness 

508 524 599 668 757 867 357 $20.88 

31.99 
Parks, Recreation, Leisure, 
and Fitness Studies, Other 

5 12 10 7 8 4 68 $10.03 

38.00 
Philosophy and Religious 
Studies, General 

0 0 110 4 5 6 195 $26.34 

38.01 Philosophy 38 39 46 55 52 64 206 $27.23 

38.02 Religion/Religious Studies 50 36 42 57 48 57 195 $26.34 

38.99 
Philosophy and Religious 
Studies, Other 

8 17 8 10 9 10 195 $26.34 

39.02 Bible/Biblical Studies 222 244 202 208 206 252 74 $21.57 

39.03 
Missions/Missionary Studies 
and Missiology 

17 10 13 24 39 24 74 $21.57 

39.04 Religious Education 19 32 47 51 27 22 74 $21.57 
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39.05 Religious/Sacred Music 4 9 19 8 14 13 21 $19.36 

39.06 
Theological and Ministerial 
Studies 

125 94 148 176 198 180 305 $24.50 

39.07 
Pastoral Counseling and 
Specialized Ministries 

61 44 66 60 108 93 184 $20.37 

39.99 
Theology and Religious 
Vocations, Other 

38 2 6 9 8 9 88 $21.22 

40.05 Chemistry 133 142 130 150 166 204 257 $28.12 

40.06 
Geological and Earth 
Sciences/Geosciences 

24 27 41 47 69 73 15 $46.69 

40.08 Physics 50 59 31 63 67 54 16 $48.03 

41.03 
Physical Science 
Technologies/Technicians 

8 6 4 96 220 149 172 $22.91 

41.99 
Science 
Technologies/Technicians, 
Other 

82 96 91 86 56 64 34 $18.64 

42.01 Psychology, General 818 838 925 966 966 989 27 $32.86 

42.27 
Research and Experimental 
Psychology 

15 18 15 18 19 25 278 $28.86 

42.28 
Clinical, Counseling and 
Applied Psychology 

152 174 189 162 206 185 278 $28.86 

42.99 Psychology, Other 20 18 10 10 10 11 3 $42.91 

43.01 
Criminal Justice and 
Corrections 

392 488 570 611 606 566 1,334 $22.03 

43.02 Fire Protection 7 13 14 8 17 10 116 $18.79 

43.99 

Homeland Security, Law 
Enforcement, Firefighting 
and Related Protective 
Services, Other 

6 5 8 10 3 0 131 $12.29 

44.00 Human Services, General 39 53 50 63 74 77 541 $17.53 

44.02 
Community Organization and 
Advocacy 

36 23 13 11 12 5 117 $18.29 

44.04 Public Administration 41 46 46 46 33 18 632 $39.44 

44.05 Public Policy Analysis 0 0 0 0 6 13 414 $32.88 

44.07 Social Work 359 345 342 397 430 483 135 $18.59 

44.99 
Public Administration and 
Social Service Professions, 
Other 

6 9 12 9 11 5 119 $48.68 

45.02 Anthropology 78 70 89 107 111 105 252 $28.65 

45.03 Archeology 2 3 2 2 5 1 1 $27.45 

45.04 Criminology 0 0 0 0 0 17 0 $26.94 

45.06 Economics 63 70 58 67 87 73 77 $22.65 

45.07 Geography and Cartography 69 76 77 56 63 58 11 $20.08 

45.09 
International Relations and 
National Security Studies 

4 5 15 17 10 15 269 $27.74 

45.10 
Political Science and 
Government 

326 353 330 380 302 288 253 $28.69 

45.11 Sociology 149 132 138 166 189 150 0 $26.94 

45.99 Social Sciences, Other 31 34 30 38 48 29 1 $31.41 

46.01 Mason/Masonry 3 4 0 0 0 0 110 $21.90 

46.03 
Electrical and Power 
Transmission Installers 

86 75 99 79 54 94 315 $23.16 

46.04 
Building/Construction 
Finishing, Management, and 
Inspection 

0 2 0 3 5 2 672 $17.52 

46.05 
Plumbing and Related Water 
Supply Services 

0 15 18 14 13 10 221 $20.62 

46.99 Construction Trades, Other 1 11 9 8 4 8 399 $16.81 
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47.01 
Electrical/Electronics 
Maintenance and Repair 
Technology 

79 111 104 111 93 87 285 $17.13 

47.02 

Heating, Air Conditioning, 
Ventilation and Refrigeration 
Maintenance 
Technology/Technician 
(HAC, HACR, HVAC, 
HVACR) 

68 89 128 78 59 75 115 $17.67 

47.03 
Heavy/Industrial Equipment 
Maintenance Technologies 

93 147 141 129 109 125 369 $19.59 

47.06 
Vehicle Maintenance and 
Repair Technologies 

202 220 232 242 225 277 556 $19.00 

48.05 Precision Metal Working 172 286 291 263 254 312 550 $16.35 

49.02 Ground Transportation 8 50 41 20 36 41 1,356 $15.78 

50.01 
Visual and Performing Arts, 
General 

12 14 17 23 10 12 239 $24.81 

50.04 Design and Applied Arts 92 105 166 120 162 127 259 $24.51 

50.05 
Drama/Theatre Arts and 
Stagecraft 

37 92 126 99 85 106 308 $24.61 

50.06 
Film/Video and Photographic 
Arts 

11 22 61 60 75 37 222 $25.59 

50.07 Fine and Studio Arts 142 136 156 189 175 175 20 $16.67 

50.09 Music 159 146 163 167 205 201 261 $25.25 

51.00 
Health Services/Allied 
Health/Health Sciences, 
General 

6 4 0 237 267 429 4,199 $22.90 

51.02 
Communication Disorders 
Sciences and Services 

114 132 89 97 113 101 39 $31.08 

51.04 Dentistry 83 75 83 76 76 79 22 $73.93 

51.05 
Advanced/Graduate 
Dentistry and Oral Sciences 

6 8 8 5 8 17 28 $76.99 

51.06 
Dental Support Services and 
Allied Professions 

228 252 265 244 220 222 209 $28.81 

51.07 
Health and Medical 
Administrative Services 

205 320 432 403 396 389 1,707 $19.71 

51.08 
Allied Health and Medical 
Assisting Services 

287 378 511 439 387 513 1,036 $14.86 

51.09 
Allied Health Diagnostic, 
Intervention, and Treatment 
Professions 

417 553 779 759 656 643 569 $24.64 

51.10 
Clinical/Medical Laboratory 
Science/Research and Allied 
Professions 

37 23 23 31 28 82 280 $17.92 

51.11 
Health/Medical Preparatory 
Programs 

44 55 50 84 93 44 2,305 $29.35 

51.12 Medicine 202 206 200 207 222 227 244 $93.13 

51.15 
Mental and Social Health 
Services and Allied 
Professions 

38 25 20 51 48 50 489 $19.86 

51.18 
Ophthalmic and Optometric 
Support Services and Allied 
Professions 

25 25 21 13 13 20 364 $13.97 

51.19 
Osteopathic 
Medicine/Osteopathy 

0 0 111 144 132 148 161 $95.28 

51.20 
Pharmacy, Pharmaceutical 
Sciences, and Administration 

171 247 273 254 229 207 210 $46.91 

51.22 Public Health 133 113 95 140 116 149 399 $27.67 

51.23 
Rehabilitation and 
Therapeutic Professions 

209 192 216 221 215 252 400 $28.02 

51.24 Veterinary Medicine 61 68 64 97 79 80 33 $37.18 

51.25 
Veterinary Biomedical and 
Clinical Sciences 

4 5 1 0 1 0 33 $37.18 

51.26 
Health 
Aides/Attendants/Orderlies 

132 115 144 143 87 39 1,273 $10.13 

51.27 
Medical Illustration and 
Informatics 

5 11 0 0 0 0 59 $35.58 

51.31 
Dietetics and Clinical 
Nutrition Services 

35 58 58 41 54 61 23 $17.23 
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 Source: EMSI, 2016 

  

51.35 
Somatic Bodywork and 
Related Therapeutic 
Services 

86 70 55 48 62 47 27 $17.39 

51.38 

Registered Nursing, Nursing 
Administration, Nursing 
Research and Clinical 
Nursing 

1,862 1,877 1,917 2,215 2,473 2,694 1,356 $30.60 

51.39 
Practical Nursing, Vocational 
Nursing and Nursing 
Assistants 

499 596 542 490 484 516 1,667 $19.95 

51.99 
Health Professions and 
Related Clinical Sciences, 
Other 

133 122 158 182 210 227 54 $23.02 

52.01 
Business/Commerce, 
General 

147 8 109 109 176 152 882 $39.02 

52.02 
Business Administration, 
Management and Operations 

2,251 2,638 2,613 2,807 2,875 2,908 2,329 $29.26 

52.03 
Accounting and Related 
Services 

433 432 513 510 504 481 828 $21.36 

52.04 
Business Operations Support 
and Assistant Services 

388 421 451 393 416 378 3,065 $13.98 

52.06 
Business/Managerial 
Economics 

37 33 49 52 63 57 3 $28.86 

52.07 
Entrepreneurial and Small 
Business Operations 

18 15 14 14 8 10 526 $41.41 

52.08 
Finance and Financial 
Management Services 

252 213 208 190 173 168 827 $22.18 

52.09 
Hospitality 
Administration/Management 

36 27 60 75 55 68 641 $23.71 

52.10 
Human Resources 
Management and Services 

45 43 67 77 54 64 233 $24.41 

52.11 International Business 15 14 8 11 17 11 431 $42.49 

52.12 
Management Information 
Systems and Services 

37 50 31 9 5 5 63 $41.04 

52.13 
Management Sciences and 
Quantitative Methods 

31 27 49 73 41 87 33 $29.27 

52.14 Marketing 241 262 267 248 264 236 180 $34.24 

52.18 
General Sales, 
Merchandising and Related 
Marketing Operations 

4 4 2 2 1 0 4,819 $12.41 

52.20 Construction Management 0 1 2 7 0 0 50 $33.37 

52.99 
Business, Management, 
Marketing, and Related 
Support Services, Other 

0 0 1 19 12 18 942 $22.65 

54.01 History 251 311 298 306 337 291 257 $28.57 
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Demographic Patterns 
 

The demographic “lever” in a supply-demand balance involves assessing the region’s overall 

resident population and its adult working age population in particular.  Both the large share of 

continuity and the incremental annual changes are important in calculating and forecasting where 

challenges and opportunities lie.  A relatively large portion of current East Tennessee workers 

were, in fact, working in the region five, 10 or more years ago; many current workers will 

continue to be the workers in this region in five, 10 or more years. In other words, a very large 

number of workers in the region are those who are attached to it over a working lifetime or at 

least for extended periods.  While U.S. society is highly mobile and workers typically experience 

10 or more jobs in their career, there also is much stability in the workforce.  East Tennessee, 

while exhibiting moderate levels of in-migration and of population growth, demonstrates a 

higher level of stability than the rest of the state.  More substantial in-migration and population 

growth in both Middle and West Tennessee indicate the relatively slower level of change 

underway in East Tennessee. This condition creates both an opportunity and challenge.  There is 

opportunity in the sense that planning for workforce supply needs does indeed lend itself to 
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greater control and influence by policy and program of the workforce development system, its 

partners and area leadership.  The challenge, of course, remains to foster strong and innovative 

ways to stimulate workforce supply pipelines that are in accord with the region’s economic 

prosperity needs and aspirations.  
 

 

This research sets forward 

scenarios of change over the next 

five years for East Tennessee and 

its LWDAs.  Here, then, is the 

first and, highly important, 

element that is a factor or “lever” 

in the system: demographic 

change, particularly relating to 

age.  Resident workers in East 

Tennessee are drawn from the 

existing labor pool of working-

age population- those persons 

working or choosing to look for 

work.  The only lever that is 

triggered by age patterns alone 

involves retirement out of the 

working population or the labor 

force.  Strictly speaking, those 

local persons who enter the labor 

force by “aging into it” (by 

turning age 16 or 18) do so more 

through a ‘lever’ of graduation or 

completion from some level of 

education.  This is treated as a 

separate lever, since a person 

determining to enter a workforce 

path (or not) in this region (or 

elsewhere) is more dictated by 

that person’s specific education 

and preparation than simply arriving at working age.  While still a sizable portion of each area’s 

workforce, fewer and fewer jobs in most cases will be available for those persons who have not 

completed high school and lack specific skills or training.  In those cases, it still is education, or 

lack thereof, that is part of a “lever” apart from age alone. 
 

So, ultimately, some portion of the East Tennessee resident worker pool will age out of that set 

in the coming year, and the next year, and so on.  Over the years ahead, this number will become 

much larger than it was historically, since the older age cohort of workers locally and nationally 

is much larger than it was historically.  This is where the age demographic becomes a powerful 

“lever”.  It is a lever in the sense that efforts can be intensified to incentivize more older workers 

to continue working at traditional retirement age.  Just as the demographics behind this challenge 

are different than any  our society and economy have faced in decades, so the solutions will 

Table. Slowest Growing Industries, East Tennessee 

Industry 2015 Jobs 2020 Jobs 
Change in Jobs 

(2015-2020) 
% 

Change 

Household and Institutional Furniture and 
Kitchen Cabinet Manufacturing 

4,844 3,154  (1,690)  (35%) 

Ship and Boat Building 2,236 978  (1,258)  (56%) 

Printing and Related Support Activities 2,951 1,988  (963)  (33%) 

Other Wood Product Manufacturing 3,280 2,348  (932)  (28%) 

Cut and Sew Apparel Manufacturing 1,322 448  (874)  (66%) 

Gasoline Stations 8,775 7,943  (832)  (9%) 

Education and Hospitals (State 
Government) 

23,791 23,022  (770)  (3%) 

Resin, Synthetic Rubber, and Artificial 
Synthetic Fibers and Filaments 
Manufacturing 

8,574 7,950  (624)  (7%) 

Bakeries and Tortilla Manufacturing 4,228 3,637  (591)  (14%) 

Fiber, Yarn, and Thread Mills 1,075 542  (532)  (50%) 

Navigational, Measuring, Electromedical, 
and Control Instruments Manufacturing 

1,707 1,193  (514)  (30%) 

Rubber Product Manufacturing 3,516 3,039  (477)  (14%) 

Other Electrical Equipment and Component 
Manufacturing 

1,751 1,280  (471)  (27%) 

Other Fabricated Metal Product 
Manufacturing 

6,305 5,840  (465)  (7%) 

Glass and Glass Product Manufacturing 2,397 1,971  (426)  (18%) 

Insurance Carriers 7,757 7,352  (405)  (5%) 

Apparel Knitting Mills 727 324  (403)  (55%) 

Federal Government, Civilian 17,796 17,401  (395)  (2%) 

Clothing Stores 5,913 5,536  (376)  (6%) 

Converted Paper Product Manufacturing 3,639 3,276  (363)  (10%) 

Source: EMSI, 2015 
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require more innovation and intensity.  The need and desire to retain older workers is a double 

necessity: to preserve adequate supply of workers and to allow for transfer of knowledge and 

skills to younger workers. What once was a desirable situation now will be a necessity for East 

Tennessee as it manages workforce supply through 2020 and beyond.  Key industries, many with 

disproportionately large numbers of older workers, will encounter increasing difficulty in finding 

workers simply given the demographic realities of the region and the nation.  These are further 

hastened by the strong economic growth that is prompting a tightening labor market and net new 

job creation requiring more workforce supply rather than less. Innovation and technological 

advances that replace the need for workers operate in the background of our society, but none are 

rapid or sweeping enough to overcome the challenges of rapid “aging out” of the workforce with 

smaller numbers of young persons available to take their place. Industries with many occupations 

that are already chronically difficult to fill will find those to be more so and more numerous 

across East Tennessee through 2020. 

 

If the labor market of the East Tennessee region were represented by 100 persons, one might 

consider by example what year-by-year change would mean.  For instance, if in a following year 

that number of persons working rises to 103 (a 3 percent gain, which may be reasonable), how 

would this new opportunity be realized?   
 

First, one may assume that 95 of the 100 workers this year will also be working in this region 

next year.  What of the other five persons?  Some will retire, some may leave the area; thereby, 

the region experiences some few losses to its worker pool. This, then, results in a need to supply 

eight new workers (five to replenish what has been lost, three to fill net additions to total jobs). 

These eight persons are supplied from new graduates in the area (high school through college, 

depending on when they enter the workforce for the first time), unemployed persons going back 

to work, discouraged workers returning to the labor force, new workers moving to the area, and 

some additional workers driving into the area as commuters for the first time.  This combination 

of supply will vary with economic conditions both in and out of the region as persons make their 

decisions about work and work choices.  Importantly, there will not always be the hypothetical 

three new jobs added in a year- sometimes one, two, five or none, or the region may see absolute 

losses- this year’s 100-employee total may turn into 90 next year if the economy should lapse 

into decline with layoffs and unfilled open positions.  In the latter case, some of the 95 that 

would expect to be working in this region in the coming year would simply become unemployed 

or even discouraged to no longer look for work, or some of the 90 remaining jobs may be 

divided up into part-time roles so that several of the 95 carryover workers remain employed by 

simply working portions of jobs each. 
 

But this only tells one part of the continuous movement of the region’s labor market. Among 

those 95 persons working in this region this year and next year, a considerable number likely will 

switch jobs.  Perhaps 20 of the 95 working in the region this year will be working in different 

jobs in the region next year.  An overall 20 percent turnover rate is not unusual.  So, it may be 

that a long-time worker in the area is the one taking the brand new job created in the area.  It may 

be a recent graduate who takes the job of that person exiting a long-held position.  In other 

words, established workers may take new jobs and new workers may take established jobs. 

 

Though a hypothetical scenario, this illustrates two very key points in guiding and managing a 

workforce supply and demand in a region. First, the East Tennessee labor market is very 
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dynamic during any time period.  A great deal of change is continuously taking place in 

movement among workers among jobs.  Often, net change in total employment is held as the key 

metric in job growth which, while important, reveals only a small measure of all that is occurring 

in the workforce.  Within a group of 100 or 1 million jobs, there will be many jobs that are 

created  (new positions with new functions), and many jobs that vanish (old positions with 

functions no longer needed or reconfigured in some way).  This will form the bulk of job 

“creation” and “dissolution” and this will be the reason that 20 or 30 percent of a workforce 

changes jobs in some years. 
 

Equally important to consider are the relative proportions of supply of workforce.  From the 

illustration, 95 of the workers to fill next year’s job totals will be workers who are in this region 

working today. That same pattern will hold true in general in the following year, and the 

following year, and the following year.  The vast majority of workers today are those that were 

working last year and five years ago, and even 10 years ago and more.  Small, incremental 

additions are made to the worker pool each year from area graduates (a fairly stable number with 

upper and lower bounds), employment of the unemployed (again, a finite set to draw from), 

employment of those returning to the labor force (disengaged workers again participating, but 

not a simple matter to realize large numbers quickly), workers moving to the area (typically 

small as part of the overall labor force; potentially larger, but with thresholds where other costs 

to society become factors); and additional  workers choosing to commute in to the region for jobs 

(a variable number, again with other societal costs).  Thus, there are elements of these 

incremental sources that are more finite, more predictable and perhaps more desirable.  

Employing recent area graduates into jobs is both important and offers a chance to align supply 

and demand with greater control over time.  Beyond that, each of the other sources of labor 

brings various challenges or limitations that must be considered.  Again, each scenario is subject 

to the economy’s behavior. In a down economy with flat or negative employment change, these 

supply issues become moot.  In a rapidly growing economy they become more urgent to deal 

with.  Lastly, the factor of the demographic – particularly age – composition of the existing 

workforce, the 95 persons in the example, is altering the picture in some more substantial ways. 

The region may be gravitating to a point year by year where fewer current workers do, in fact, 

carry over into the next year as retirement numbers grow. 
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The Equation 
 

Based on data over a range of recent years, there are ways to meaningfully assess the relative 

levels of aggregate supply needed for East Tennessee. Recognizing that no two years function 

exactly alike in terms of any of the factors related to the supply, as well as annual fluctuation in 

demand, a set of scenarios of growth patterns seems most illustrative. Slower economic growth 

in the region would result in lower demand for workers. Various considerations and constraints 

would impact that, or any scenario, for fulfilling that demand. For many factors, or "levers," 

there are natural thresholds beyond which other levers must be used to rely on increase or 

decrease in worker supply. Likewise, higher levels of demand may necessitate a greater reliance 

on other or numerous levers. Ultimately, all levers must operate within reasonable parameters 

and thresholds. No solution driven by new graduates, in-migration or increasing participation in 

the labor force can exceed what is feasible from sheer numbers or persons available, the viability 

of making those solutions take place, the fiscal cost of massive shifts in patterns, or some 

combination of all of those.  

 

Projected employment growth over the next five years presents challenges from a research and 

data perspective, but also helps to illustrate the imperatives attached to maintaining a sufficiently 

large and competitive supply of workforce. The further one projects out in time, the more 

exogenous factors potentially may intervene. Business leaders recognize the diminishing 

reliability of forecasting overall economic behavior as one looks beyond one or two years. While 

data series in this study rely on projections to 2020 and, in a few instances, beyond, these are 

typically for specific industries and occupations for which scenarios may be more reliable than 

for others. Employment levels in health care or education, for instance, may be more predictable 

than those for the construction sector. That said, aggregating overall employment growth patterns 

into the future encompasses both those sectors where there is greater and lesser certainty, 

implying that the aggregate job change projections are subject to many uncertainties from many 

sources for many reasons. Nevertheless, the scenario matrix provides an important new step for 

the LWDAs and all of East Tennessee in understanding how the labor market supply levers work 

in response to varying levels of demand. 

 

 
Figure. Projected Supply and Demand by LWDA, 2015-2020 

  LWDA 1 LWDA 2 LWDA 3 LWDA 4 LWDA 5 

 Low High Low High Low High Low High Low High 

Area Retirement  50,000 55,000 45,000 51,000 81,000 87,000 60,000 65,000 94,000 101,000 

Area Graduates New 
to Workforce 32,000 39,000 32,000 35,000 48,000 54,000 34,000 39,000 52,000 68,000 

Migration of Workforce  
New to Area 12,000 22,000 8,000 11,000 32,000 47,000 10,000 18,000 49,000 60,500 

Area Unemployed 
Returing to Work 2,000 4,000 3,000 4,000 3,000 5,000 2,000 5,000 5,000 7,000 

                      

Best Case Scenario 15,000 5,000 25,000 2,000 41,000 

Worst Case Scenario -9,000 -8,000 -4,000 -19,000 -5,000 
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Industries & Occupations 
 

 This study examines the key industry clusters identified as critically important to workforce 

development, education and economic growth issues. Each region has highlight areas which 

generally fall into health care, advanced manufacturing, logistics, energy, and business services.  

These clusters present an important snapshot of the workforce challenges and opportunities of 

the region. They extend the data and analysis of the prior sections into industry and occupation 

level sets for each cluster. Without a doubt, the current competitiveness of East Tennessee is 

contingent on the ability to find and develop a continuous stream of skilled and highly capable 

workers. Increasingly, more employers cite the importance of cultivating and retaining workers 

who also possess a strong set of "soft skills" and leadership ability regardless of the roles they 

fill, in addition to the content and technical skills that are more explicit requirements of those 

jobs.  As skill demands change with occupations and with industry needs, the workforce training 

and education infrastructure of the region must remain adaptable as well. While the diverse 

Source: EMSI, 2015 
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regional economy requires workers at all levels of education and preparation, there is recognition 

that the middle-skill space of moderate postsecondary training and experience for good-paying 

jobs is a particular opportunity set for the region as a whole. The combination of the existing 

infrastructure working with employers to continue to develop shorter, customized training, on-

the-job training, apprenticeships and internships points to the best way to collaboratively instill 

efficiency in the labor market.   
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Local Workforce Development Area 1 

 

The Region 
 

Local Workforce Development Area (LWDA) 1 

comprises a set of 5 counties in the northeastern 

corner of Tennessee including Carter, Johnson, 

Sullivan, Unicoi, and Washington Counties.  

The region also contains the Tri-cities region 

which encompasses two Metropolitan Statistical 

Areas (MSA’s): the Johnson City MSA and the 

Kingsport-Bristol MSA. Carter, Unicoi and 

Washington counties make up the Johnson City 

MSA.  Hawkins and Sullivan counties are 

joined by Scott and Washington counties and 

Bristol City in Virginia to comprise the 

Kingsport-Bristol MSA. Johnson County is the 

one county in LWDA 1 that is not included in 

an MSA. Thus, across this workforce region one 

finds a considerable variety of larger urban, small 

urban, suburban, exurban and rural areas, each with 

their own unique characteristics. 

 
From the depths of the Great Recession only seven years ago, LWDA 1 has exhibited resilience 

and begun to frequently mirror growth levels seen across the state. Still, workforce professionals, 

employers and educators all recognize the ongoing transformations in the very nature of work. 

Industry realignment, technology developments, occupational skills evolution and changing 

demographic patterns with effects on both education and work style all are shaping the landscape 

of the region. Just as stewards and stakeholders in the region’s economy confront this array of 

changes, so too workers must navigate through complex and changing opportunities. While 

strong employment growth rates between 2010 and 2015 helped recover lost jobs and add new 

ones, job growth in the region and nationally is expected to slow in the next decade. The leading 

challenge will be to rely on solid data, analysis and planning to guide this region and all of East 

Tennessee and its diverse economy to sustained and even stronger competitive positions. 

 

Assessing the recent past and anticipating changes on the horizon in area employment, LWDA 1 

presents a picture of solid job growth, but not without challenges.  The period 2005-2010 proved 

difficult for the region as it did for the nation as a whole through the Great Recession and saw 

deterioration in jobs, business and overall economic livelihood.  Recovery since 2010 has been 

strong and sustained with strong levels of growth over the most recent years.  Recovering lost 

jobs and adding new ones has been consistent in LWDA 1 in each year since 2012.   

 

2015 Jobs: 153,506 

Average Earnings: $49,524 (2015) 

Establishments: 7,429 
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The profile of LWDA 1 highlights a few larger counties that anchor the region in size, led by 

Sullivan County. Washington and Sullivan account for approximately three-fourths of the 

LWDA 1 population. Further, the comparatively small population size of Unicoi and Johnson 

counties is important in evaluating differences in many variables, including those where small 

data ranges themselves require cautious use. Compared to Tennessee as a whole, LWDA 1 is 

growing considerably more slowly.  Washington County’s performance suggests that it continues 

to be a major regional hub, involving its larger base population, economic growth and 

concentration of specialized industries.  Meanwhile, population declines in Johnson and Unicoi 

counties point to the need to diversify and expand industry and occupational sets in those areas in 

order to retain and attract workers. 

 

Population growth in LWDA 1 is projected to slow from 2015 through 2020 compared to the 

prior decade, though it will remain well above the U.S. population growth rate. The current 

population of LWDA 1 finds more than 194,000 people in the primary working-age range (20-

54), representing 44.4 percent of the population. However, this group is projected to decline by 

2.9 percent from 2015 to 2020, while the population over age 65 will rise by 13.3percent. Even 

in the slower growth 20-54 age cohort, a disproportionate share will move into “pre-retiree” age 

(55-64) soon. Currently, the 55-64 age cohort is larger than the 14- 24 age cohort in this region; 

this will remain the pattern for many years. The need to replace retiring workers will increase 

significantly over the next five years. At present, 20 percent of all occupations in LWDA 1 have 

one in five workers age 55 or older. The demographic composition of this area and the nation 

will lack the balance whereby younger workers and future workers will be as numerous in the 

pipeline as those exiting. Labor force participation, meanwhile, remains a challenge for LWDA 1 

with a rate of 56.4 percent compared with 63.9 percent nationally.  The long-term downward 

trend in labor force participation across the country continues to be a concern with renewed 

effort need to engage with those individuals most likely to reenter or begin activity in the labor 

force. 
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Certainly, the transitions underway in demographic composition, age-related in particular, will 

influence much of what LWDA 1 and most regions will experience in their workforce 

environment.  In the overall population, the retiree age group will continue to grow rapidly, 

younger age cohorts entering the workforce will be less numerous than those exiting, and the 

pre-retiree age group will be critical to maintaining continuity of knowledge and productivity as 

this group moves closer to leaving the workforce.  The vast reshaping of the population 

composition by age continues and will impact all regions in varying degrees. The Baby Boom 

cohort (born from 1946 to 1964) will affect the workforce environment just as it has for decades.  

LWDA 1 has a population that is slightly older on average than that of the state or nation with 

some 33.6 percent of its population over age 55 and only 21.9 percent under 20, compared to 

27.5 percent and 28.3 percent in Tennessee and the U.S., respectively.  Clearly, the premium on 

training and education for new, young entrants to the workforce will be important to ensure 

stable and strong economic performance.  

 

A comparison of age distribution shows relatively minor variation across the region.  Within 

LWDA 1, Washington County’s population is slightly younger overall than others and Unicoi’s a 

bit older than the rest in the region.  The compactness of LWDA 1 suggests that movement 

among communities and counties for opportunity remains relatively easy, that age variations are 

not particularly significant, but that educational attainment and opportunities may continue to be 

challenges for more isolated populations or areas.  This affirms a strong need for strategies and 

initiatives that grow economic opportunity and diversity within each county that reflect current 

and increased educational performance of the population. 
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Educational attainment and worker skills continue to become ever more important factors in 

business ability to fill the variety of roles needed to produce goods and services.  In a diverse 

economy such as that of LWDA 1 this variety of skills is evident across several unique industry 

sets. At the same time, educational levels vary considerably across the region with Sullivan and 

Washington counties experiencing overall higher attainment levels and Johnson and Unicoi 

counties seeing lower performance.  Notably those counties with the larger shares of persons 

with higher education levels are also the most populous counties, guaranteeing that the region’s 

aggregate supply of highly trained workers than individual county profiles may suggest.  Among 

persons age 25 and over in the region, 28.8 percent currently have an associate’s degree or 

higher. Sullivan and Washington counties, comprising about 75.9 percent of the total LWDA 1 

population both have higher levels, at 28.5 percent and 36.1 percent, respectively. Within the 

region, Washington County’s level is the highest and Unicoi County’s is the lowest at 13.9 

percent for persons with an associate’s degree or higher. 

 

Ability of residents to access work locations is essential for an efficient labor market. While 

telecommuting, working from home, and flex scheduling can assist with the challenges of 

limited access to jobs and few 

commuting options, transportation 

remains central to balancing supply 

and demand of labor. There is a 

substantial volume of commuting 

activity present in the LWDA 1 

workforce. Travel within the two 

MSAs predominates the commuting 

activity with substantial travel from 

Hawkins County, located in LWDA 2, 

and from the adjacent Virginia areas.  

Significant number of persons reside in 

Sullivan and other counties and 
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commute to other counties of the Kingsport and Johnson City MSAs. Carter County also 

experiences considerable commuting into Washington County.  In general, Sullivan and 

Washington are the key recipients of workers from other counties.  Distance meanwhile remains 

a barrier for some in the area - Johnson, Carter, and Unicoi in particular - where local 

employment opportunities also have been fewer. Research shows that transportation is the 

typically the second largest household expenditure after housing and those with modest incomes 

frequently find it difficult to justify long commutes. Time and expenditure losses quickly make 

commuting for lower skill and lower earnings occupations unfeasible. 

 

The challenges around workforce commuting across LWDA 1 are twofold: ensuring that there is 

a critical mass of job opportunity in smaller and more isolated communities where commuting to 

more urbanized centers is less desirable and, two, continuing to diversify the industry mix in the 

smaller urban areas so that more local talent will be retained and more newcomers may be 

attracted by the offerings as the develop. 

 

Overall, affordability of housing and other household needs for lower-earning workers is a 

challenge for those in parts of the LWDA 1 region.  While, quality of life is very attractive with 

many amenities and characteristics that are found all throughout the area, median income 

remains below state and national averages.  The features which have guaranteed a stable 

population and economy in past will require a renewed emphasis, particularly for those smaller 

population counties and more isolated communities where opportunity has been less robust.  

Those counties adjacent to the Sullivan and Washington Counties, while benefitting from the 

interaction of commuting to and from those areas, will require ongoing initiatives that help to 

retain local workforce and expand those counties’ economic base. 

 

The Local Labor Market 
 

The LWDA 1 region has experienced very solid and strong growth and recovery from the 

national recession. Job gains have rivaled those of the state as a whole in recent years. A blend of 

unique industries, numerous anchor small cities with small business contingents, the favorable 

business climate, the quality of life and an important education and training infrastructure are 

pillars that support the region’s economy. Yet an even stronger match between worker skills and 

employer demands must be achieved over the next five years.  
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During the next five years, the LWDA 1 region may create between 4,000 and 9,000 job 

openings. About 12.9 percent of those jobs will require some postsecondary training, and 21.3 

percent may require a four-year or advanced university degree. The demand for skilled and 

educated workers continues to expand as minimum retention and skill advancement requirements 

edge upward.  
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Projections for employment by industry for 2015 to 2020 in LWDA 1 indicate a net increase in 

nearly all industries. Gains are anticipated for eleven of the twelve industry sectors examined in 

this study. Five sectors are expected to experience growth of over 7 percent each through 2020. 

Particularly important, several industries that encompass a broad range of occupational and 

earnings potential are set to expand employment through 2020 including logistics, healthcare, 

and office-related activity. Even overall 

potential contraction in manufacturing 

employment suggests opportunity as 

many key technical roles remain 

chronically difficult to fill as the sector 

experiences the aging workforce 

phenomenon more severely some than 

some other industries.   Currently, over 

half of all job postings in the area occur in 

two major industry sectors, healthcare 

and retail, with another large set of 

openings in both transportation and 

warehousing.  The years leading up to 

2020, in seeing a relatively slow rate of 

employment growth nationally, may offer 

up both a job shortage and a worker 

shortage.  
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Research suggests that nearly half of new job openings from 2010 through 2020 will be in 

middle-skill occupations, representing jobs requiring more than a high school diploma but less 

than a bachelor’s degree and found in areas such as computer technology, nursing and advanced 

manufacturing. Other studies note importantly that the supply of workers for those roles will 

come largely from the existing workforce. Currently, LWDA 1 experiences a middle-skill job 

density approximately 10 percent greater than the national average.  Over the period 2010-2015, 

the region experienced middle-skill job gains of 3.3 percent. Middle-skill jobs are projected to 

see continued growth, rising from 38,000 to 40,600 employees from 2010 to 2020; area 

manufacturing and distribution sector growth has particularly demonstrated the need for middle 

skill workers.  Health care services growth, a continuous feature of an aging society, also 

experiences strong high middle-skills demands. Together, these two sectors in the region account 

for 47 percent of all middle-skills employment. 

 

In the need to maintain a vibrant labor market, the LWDA 1 region must continue aggressive 

measures to ensure workers of 2015 to 2020 and beyond are skilled overall in ways that meet 

anticipated employer demand. The region is highly represented in a few major industry clusters.  

Healthcare and related subsectors comprise nearly one in six jobs in the area.  Manufacturing and 

tourism are also sectors with a notable presence in LWDA 1. 

 
                      Table. Employment by Industry, LWDA 1 

Industry 2015 Jobs 
Share of 

Total Jobs 

Health Care and Social Assistance 24,752 16.1% 

Government 23,877 15.6% 

Retail Trade 19,734 12.9% 

Manufacturing 19,505 12.7% 

Accommodation and Food Services 15,494 10.1% 

Administrative and Support 8,355 5.4% 

Construction 7,787 5.1% 

Other Services 6,601 4.3% 

Finance and Insurance 5,124 3.3% 

Wholesale Trade 4,889 3.2% 

Transportation and Warehousing 3,904 2.5% 

Professional, Scientific, and Technical Services 3,363 2.2% 
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Information 2,861 1.9% 

Management of Companies and Enterprises 2,643 1.7% 

Educational Services 1,835 1.2% 

Real Estate and Rental and Leasing 1,176 0.8% 

Arts, Entertainment, and Recreation 1,130 0.7% 

Utilities 195 0.1% 

Crop and Animal Production 172 0.1% 

Mining, Quarrying, and Oil and Gas Extraction 109 0.1% 

Unclassified Industry 9 0.0% 

Total 153,506  

Source: EMSI, 2016   
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Local Industry Clusters 

 
LWDA 1 is an area of considerable industry diversity, including major centers of manufacturing, 

education, healthcare, and business services to support the metropolitan areas and smaller urban 

hubs.  Among the leading industry sets in the area, there are a number of key patterns that 

emerge through 2020. 

 

 The health care industry will experience robust growth in the next five years in the 

region. Aging population and increased health insurance coverage will prompt more 

demand for services locally. Worker shortages will persist sporadically in clinical 

settings, including physicians, nurses and allied health roles and in health management 

roles. Through 2020, there will be over 1,000 net openings for registered nurses, medical 

assistants and pharmacy technicians in LWDA 1.  

 Advanced manufacturing will see some level of overall decline in employment over the 

next five years, though replacement workers in many occupations will remain in critically 

short supply. Area institutions, particularly community colleges and Tennessee Colleges 

of Applied Technology, serve a critical role in supply development as more workers 

retire and as technology skills rise in many manufacturing roles.  

 Logistics and distribution, representing an aggregate of the transportation and 

warehousing industries, accounts for 5.8% percent of total employment in the region. Net 

job growth of 5.2 percent is projected through 2020, led by over 700 annual openings for 

freight and stock laborers, heavy and tractor-trailer truck drivers and packaging laborers. 

Increasingly, technology skills are needed for many roles, and area schools must offer 

options, including accelerated training, for these emerging training needs.  

 Hospitality is a hallmark industry of this region, experiencing continued exceptional 

strong growth in recent years. Projections based on historical patterns show a slowing 

growth approaching 2020. Top occupational openings will be for food servers, combined 

food preparation workers and restaurant cooks. Strong demand across industries can 

translate to shortages and competition for lower-skill, entry-level workers in hospitality, 

retail trade and other large sectors. 
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The high concentration industries in northeast Tennessee reflect the level of importance 

of specialized, advanced manufacturing to the region.  Location quotients for many of 

these are at extremely high levels, indicating that one finds many multiples of 

concentration of those industries in LWDA 1 that would would expect to find in an area 

of that size.  For instance, a location quotient of 257 for Artificial and synthetic fibers and 

filaments manufacturing, associated with the anchor industry of the area, translates to 

over 250 times the presence of that industry in the local economy compared to that same 

sector as a share of the national economy and workforce.  As well, these highly 

specializeed industries continue to require a host of well-trained competitive occupational 

clusters.  Current skills needed in the full set of job openings illustrate certain technical 

systems that are nearly ubiquitous, recognizing that LWDA 1 also has many employers 

with highly specific training needs for its workforce. 
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Industry Clusters: LWDA 1 
 
Healthcare Industry 
 

The healthcare industry is the largest economic 

sector in the LWDA 1 as measured by an 

employment base in the area.  This sector exhibits 

continuous reshaping as impacted by health policy 

changes, growing needs for service in an aging 

population and increasing reliance on technology and other skills in many occupations.  

Including a metropolitan area serving as a regional health care hub, accompanied by a medical 

school and many advanced facilities, LWDA 1 demonstrates much activity now and into the 

future regarding healthcare workforce supply and demand needs.  Employment in the healthcare 

industry in northeast Tennessee is projected to increase by over 10 percent from 2015 through 

2020 with over 2,500 net new jobs. 

 

Direct delivery of health services in the area employs 

some 24,000 persons.  These occupations exist in a 

range of settings, including hospitals, nursing homes, 

home health services, clinics and physician offices. A 

large number of persons are employed in a few 

occupations.  Chief among these are physicians, 

nurses and medical technicians. Nationally there will 

be 1.6 million job openings for nurses through 2020 

with a projected shortfall of 193.000 persons to fill 

these roles40. Research shows a variety of issues 

present in the national nursing outlook, including an 

aging nursing workforce and overall capacity 

constraints on nursing schools to train sufficient 

numbers of students. Further, government roles in 

healthcare are depressing nursing compensation while economic recovery both stimulates 

demand for nurses while reducing supply. Lastly, recruitment and retention of nurses suffers 

from increasingly complex and challenging demands on nurses. Often, nurses are tasked with 

meeting business objectives of controlling costs and growing business along with clinical roles 

that themselves experience added requirements.  

 

Input from local health care employers corroborates many of the national findings.  Healthcare 

workers across occupations often experience increasing complexity and content and skill 

dexterity required in their roles.  In addition to whatever specialized skills and tasks accompany a 

job, many workers find added knowledge necessary as they interact with electronic records, 

customer service, safety, HIPAA compliance, and leadership. Growing dependence on health 

care workers in more diverse settings is redefining the landscape of employment in the health 

sector. 

                                                 
40 https://cew.georgetown.edu/wp-content/uploads/Nursing-Supply-Final.pdf 
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Figure. Workforce Gender in 
Healthcare, LWDA 1

Male

Female

Source: EMSI, 2015

2015 Jobs:24,752 

Average Earnings: $57,833(2015) 

Establishments: 853 

LQ: 1.26 
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As healthcare service delivery appears in locations such as retail centers, nurse practitioners are 

taking roles not seen in such number previously. Shortages of primary care physicians and cost 

controls are imposing some of these changes as well as responding to consumer preferences for 

convenience and greater responsibility and control of health and well-being. Altogether these 

changes are altering the competitive landscape for workforce in health services. As healthcare 

service delivery appears in locations such as retail centers, nurse practitioners are taking roles not 

seen in such number previously.  Shortages of primary care physicians and cost controls are 

imposing some of these changes as well as responding to consumer preferences for convenience 

and greater responsibility and control of health and well-being. Altogether these changes are 

altering the competitive landscape for workforce in health services.  

 

Shortages of primary care physicians 

and cost controls are imposing some of 

these changes as well as responding to 

consumer preferences for convenience 

and greater responsibility and control of 

health and well-being. 

 

Industry Job 
Growth 

2010 2015 2020 2010-2015 2015-2020 

LWDA 1 24,663 24,752 27,302 0.36% 10.30% 

Source: EMSI, 2015 
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Data show that the workforce in the 

healthcare industry in concentrated in ages 

25 to 54. These proportions are more 

favorable than in other industries where data 

show a large number of aging workers that 

will likely leave the workforce. Nursing 

occupations and various technology-related 

positions comprise a large portion of the 

industry with registered nurses, nursing 

assistants, and vocational nurses being the 

top three occupations in the industry.  

 

The highest concentration of healthcare-

related jobs is in Sullivan and Washington 

counties. Employment in these occupations 

can occur in various settings, with some even outside of the traditional healthcare industry.  As 

well, given the concentrations of healthcare services in the two central counties, as reflected in 

the comparatively high location quotients, earnings levels are also the highest in those locations. 
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Table. Top Healthcare Jobs 

Description 
Employed in 

Industry 
(2015) 

Employed in 
Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of Total 
Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level 

Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Registered Nurses 4,089 4,298 209 5% 16.5% $25.49 
Associate's 
degree 

None None 

Table. Healthcare Jobs 

County Name 2015 Jobs 2020 Jobs 
Annual 

Openings 

Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Sullivan County 8,828 9,637 366 $25.43 1.46 

Washington County 8,937 9,680 422 $26.44 1.71 

Carter County 1,344 1,439 70 $21.33 1.40 

Unicoi County 466 506 31 $18.53 1.04 

Johnson County 365 431 28 $18.11 1.08 

 Total 
19,939 21,693 918 

 $25.29 
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Nursing Assistants 2,020 2,133 113 6% 8.2% $10.75 
Postsecondary 
non-degree 
award 

None None 

Licensed Practical and 
Licensed Vocational Nurses 

1,389 1,529 140 10% 5.6% $16.78 
Postsecondary 
non-degree 
award 

None None 

Personal Care Aides 1,055 1,209 154 15% 4.3% $8.67 
Less than high 
school 

None 
Short-term on-the-
job training 

Medical Assistants 945 1,143 198 21% 3.8% $12.70 
Postsecondary 
non-degree 
award 

None None 

Physicians and Surgeons, 
All Other 

531 617 86 16% 2.1% $94.92 
Doctoral or 
professional 
degree 

None Internship/residency 

Medical and Clinical 
Laboratory Technicians 

494 542 48 10% 2.0% $15.34 
Associate's 
degree 

None None 

Receptionists and 
Information Clerks 

465 575 110 24% 1.9% $11.64 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Maids and Housekeeping 
Cleaners 

457 487 30 7% 1.8% $8.74 
Less than high 
school 

None 
Short-term on-the-
job training 

Office Clerks, General 441 466 25 6% 1.8% $11.39 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Nurse Practitioners 411 479 68 17% 1.7% $43.32 
Master's 
degree 

None None 

Dental Assistants 410 440 30 7% 1.7% $16.12 
Postsecondary 
non-degree 
award 

None None 

Medical Secretaries 349 460 111 32% 1.4% $13.10 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Secretaries and 
Administrative Assistants, 
Except Legal, Medical, and 
Executive 

345 365 20 6% 1.4% $13.46 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Medical and Health 
Services Managers 

326 358 32 10% 1.3% $38.06 
Bachelor's 
degree 

None None 

Billing and Posting Clerks 325 384 59 18% 1.3% $13.65 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Radiologic Technologists 319 351 32 10% 1.3% $22.80 
Associate's 
degree 

None None 

Cooks, Institution and 
Cafeteria 

313 338 25 8% 1.3% $9.32 
Less than high 
school 

None 
Short-term on-the-
job training 

Home Health Aides 285 322 37 13% 1.2% $9.23 
Less than high 
school 

None 
Short-term on-the-
job training 

Phlebotomists 282 308 26 9% 1.1% $12.00 
Postsecondary 
non-degree 
award 

None None 

Medical Records and Health 
Information Technicians 

281 310 29 10% 1.1% $15.60 
Postsecondary 
non-degree 
award 

None None 

First-Line Supervisors of 
Office and Administrative 
Support Workers 

280 324 44 16% 1.1% $18.87 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Respiratory Therapists 256 262 6 2% 1.0% $20.58 
Associate's 
degree 

None None 

Dental Hygienists 256 284 28 11% 1.0% $30.14 
Associate's 
degree 

None None 

Source: EMSI, 2016 
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Advanced Manufacturing 
 

Advanced Manufacturing accounts for nearly 

20,000 jobs in LWDA 1. The sector is important to 

the area as noted with the location quotient of 1.52, 

indicating more than a 50 percent greater share of 

this industry locally than is found as a share of the 

national economy.  While the industry itself sees job growth declining, the need to replace 

manufacturing operations with highly skilled workers is vital. Replacement jobs will likely focus 

on quality, skill oriented workers rather than production lines with a high number of workers. 

Most jobs in this industry do not require advanced degrees such as bachelor’s degrees, however, 

most high wage jobs require considerable time in the industry and additional levels of education. 

Typical on-the-job-training are at moderate to long-term levels.  

 
 

 

Earnings and earnings potential in manufacturing is strong for many roles, with focus on career 

ladders and the middle-skills component a particularly notable opportunity for existing and new 

workers to continue transitions.  A disproportionate share of manufacturing workers is older 

relative to other industries. Over 58 percent of workers in advanced manufacturing are over age 

45.  

 
 

Industry Job 
Growth 

2010 2015 2020 2010-2015 2015-2020 

LWDA 1 20,036 19,505 17,699 -2.65% -9.26% 

 

2015 Jobs: 19,505 

Average Earnings: $86,636(2015) 

Establishments: 357 

LQ: 1.52 

73.4%

26.6%

Figure. Workforce Gender in 
Advanced Manufacturing, LWDA 1

Male

Female

Source: EMSI, 2015
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Table. Production Jobs, LWDA 1 

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Sullivan County 6,194 6,043 245 $16.69 1.39 

Washington County 3,363 3,125 133 $14.80 0.87 

Carter County 722 628 53 $13.79 1.03 

Unicoi County 773 540 45 $16.32 2.35 

Johnson County 405 356 30 $16.62 1.63 

  
11,457 10,691 505 $15.93 

  

 
  

Source: EMSI, 2015 
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Table. Top Manufacturing Jobs 

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level 

Education 

Work 
Experience 
Required 

Typical On-The-
Job Training 

Team Assemblers 2,263 1,942  (321)  (14%) 11.6% $16.43 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

First-Line Supervisors of Production and 
Operating Workers 

631 583  (48)  (8%) 3.2% $22.36 
Postsecondary 
non-degree 
award 

Less than 5 
years 

None 

Maintenance and Repair Workers, General 568 526  (42)  (7%) 2.9% $16.75 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Inspectors, Testers, Sorters, Samplers, and 
Weighers 

506 470  (36)  (7%) 2.6% $15.53 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Industrial Engineers 484 439  (45)  (9%) 2.5% $39.73 
Bachelor's 
degree 

None None 

Customer Service Representatives 470 393  (77)  (16%) 2.4% $11.36 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Chemical Equipment Operators and Tenders 428 436 8 2% 2.2% $21.69 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Chemical Plant and System Operators 388 389 1 0% 2.0% $22.91 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Laborers and Freight, Stock, and Material 
Movers, Hand 

385 340  (45)  (12%) 2.0% $12.09 
Less than high 
school 

None 
Short-term on-
the-job training 

General and Operations Managers 366 334  (32)  (9%) 1.9% $34.88 
Bachelor's 
degree 

Less than 5 
years 

None 

Industrial Production Managers 346 316  (30)  (9%) 1.8% $39.05 
Bachelor's 
degree 

5 years or 
more 

None 

Maintenance Workers, Machinery 331 320  (11)  (3%) 1.7% $20.28 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Shipping, Receiving, and Traffic Clerks 322 291  (31)  (10%) 1.6% $13.64 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Industrial Truck and Tractor Operators 317 274  (43)  (14%) 1.6% $15.20 
Less than high 
school 

None 
Short-term on-
the-job training 

Chemical Technicians 293 281  (12)  (4%) 1.5% $22.77 
Associate's 
degree 

None 
Moderate-term 
on-the-job 
training 

Machinists 281 271  (10)  (4%) 1.4% $17.42 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Office Clerks, General 270 233  (37)  (14%) 1.4% $11.39 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Assemblers and Fabricators, All Other 255 226  (29)  (11%) 1.3% $11.45 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Mixing and Blending Machine Setters, 
Operators, and Tenders 

254 263 9 4% 1.3% $16.25 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Helpers--Production Workers 238 218  (20)  (8%) 1.2% $11.07 
Less than high 
school 

None 
Short-term on-
the-job training 

Industrial Machinery Mechanics 235 240 5 2% 1.2% $23.38 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Secretaries and Administrative Assistants, 
Except Legal, Medical, and Executive 

233 212  (21)  (9%) 1.2% $13.46 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Production, Planning, and Expediting Clerks 216 199  (17)  (8%) 1.1% $24.72 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Cutting, Punching, and Press Machine 
Setters, Operators, and Tenders, Metal and 
Plastic 

213 177  (36)  (17%) 1.1% $12.76 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Electrical and Electronic Equipment 
Assemblers 

210 148  (62)  (30%) 1.1% $10.38 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

 Source: EMSI, 2015 
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Energy Technologies Industry 
 
Energy tech is a highly specialized industry spanning 

across a variety of sectors, including biotech, green 

and alternative energy, utilities optimization and 

distribution. As an industry that has both legacy and 

emerging subsectors, economic and workforce 

opportunities for the region exist that tie to existing anchor cluster activity.  As a target 

workforce sector in East Tennessee, this industry set offers continued opportunity for high levels 

of specialization that builds on the area’s reputation and expertise. 

 

Highly specialized roles in the sector can command high earnings and provide important 

components in the region’s broader STEM strategies linking employers, educational institutions 

and the workforce development system. 

 
Industry Job 

Growth 
2010 2015 2020 2010-2015 2015-2020 

LWDA 1 531 200 157 -62.34% -21.50% 

 

Workforce in energy technologies in LWDA 1 is skewed somewhat toward older age cohorts. 

Over one in four workers is age 55 or over.  Occupational crosswalks present important 

relationships with broad industry sectors of the region with approximately 1,800 jobs in the 

region focusing on extraction (mining, excavation, related environmental activity) and 

engineering. 
 

 

 

2015 Jobs: 200 

Average Earnings: $93,933 (2014) 

Establishments: 29 

LQ: 0.1 
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Figure. Workforce Age in Energy 
Technologies, LWDA 1

Source: EMSI, 2015
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Table. Extraction and Engineer Jobs (3-level SOC), LWDA 1 

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Sullivan County 1,054 1,046 47 $37.65 1.16 

Washington County 550 543 24 $38.80 0.70 

Unicoi County 120 91 7 $37.63 1.78 

Carter County 60 56 5 $35.66 0.41 

Johnson County 28 30 2 $41.71 0.55 

  
1,811 1,767 85 $37.99 

  

 

 

*“Energy Technology Jobs by Industry” Chart Unavailable due to Unreliable data 

 

 

 

 

Source: EMSI, 2015 
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Local Workforce Development Area 2 

 

The Region 
 

Local Workforce Development Area 2 (LWDA 2) comprises a set of 10 counties in north central 

East Tennessee including Claiborne, Cocke, Grainger, Greene, Hamblen, Hancock, Hawkins, 

Jefferson, Sevier and Union counties. The region also contains the Morristown Metropolitan 

Statistical Area (MSA), which comprises Hamblen and Jefferson counties, while Grainger and 

Union are in the Knoxville MSA and Hawkins is in the Johnson City-Kingsport-Bristol MSA. 

Three micropolitan areas with one county each are also in LWDA 2: Sevierville with Sevier, 

Newport with Cocke and Greeneville with Greene. Hancock and Claiborne counties are the only 

two of the 10 in LWDA 2 that are not in either metropolitan or micropolitan areas. Thus, there is 

a considerable range of larger urban, small urban, suburban, exurban and rural that constitute this 

sizable region. 
 

From the trough of the Great Recession only seven years ago, LWDA 2 has exhibited resilience 

and begun to often match growth levels seen across the state. At the same time, there remains 

needed effort to ensure that workforce supply needs are thorough and lasting for the region. 

Industry realignment, changes in technology requirements for work and changing demographic 

patterns all will translate to considerable effects on education and work style in the near term. 
 

In reviewing the recent past and anticipating 

changes on the horizon in area employment, 

LWDA 2 offers a strong picture of job growth. 

The period 2005-2010 proved difficult for the 

region, as it did for the nation as a whole, as 

the Great Recession saw substantial levels of 

job loss and decline in overall business and 

economic livelihood. Recovery since 2010 has 

been strong and sustained, with particularly 

high levels of growth over the most recent 

years. Recovering lost jobs and adding new 

ones has been a consistent feature in LWDA 2 

in each year since 2012.  

 

The population of LWDA 2 is anchored by several larger counties, led by Sevier County. Sevier, 

Greene, Hamblen and Jefferson counties account for approximately 60 percent of the LWDA 2 

population. Noting the comparatively small population size of Hancock and Union counties is 

important in evaluating differences in many variables, particularly where data are tied to small 

subsets of population. With the exception of Greene and Hawkins counties, the larger counties in 

LWDA 2 are growing the fastest in the current decade and the smallest counties are slowing or 

are losing population. Compared to Tennessee as a whole, LWDA 2 is growing considerably 

more slowly. Sevier County’s performance remains the especially notable center of growth 

throughout the region, due in part to its larger base population, economic growth and proximity 

to the Knoxville metropolitan area. Slow population growth in Greene and Hawkins counties 
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point to the need to diversify and expand industry and occupational sets in those areas in order to 

retain and attract workers. 

 

A comparison of age group distribution yields fewer differences within the region. Overall, 

Hamblen and Union Counties are bit younger than others, and Greene and Hawkins a bit older 

than the rest in the region. The compactness of LWDA 2 suggests that movement among 

communities and counties for opportunity remains relatively easy, and educational and age 

variations are not barriers to regional growth. At the same time, strategies to grow economic 

opportunity across the region point to the needs to balance educational access and performance 

within each county. 

 

Educational attainment and worker skills become ever greater factors in businesses’ ability to 

accomplish the variety of roles needed to produce goods and services. In a diverse economy such 

as LWDA 2, this variety in skills is highly present through unique industry sets. At the same 

time, educational levels vary considerably across the region, with Sevier, Greene and Hamblen 

counties experiencing overall higher attainment levels and Hancock and Union counties seeing 

lower attainment. Importantly, the counties with the largest populations also have the highest 

education levels, giving the region an overall advantage. In total, there are 19,712 persons with 

an associate degree or higher in LWDA 2, with 67.4 percent living in the four largest counties. 

 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Accommodation and Food Services
Administrative and Support

Agriculture, Forestry, Fishing and Hunting
Arts, Entertainment, and Recreation

Construction
Educational Services

Finance and Insurance
Health Care and Social Assistance

Information
Management of Companies and Enterprises

Manufacturing
Mining, Quarrying, and Oil and Gas Extraction
Other Services (except Public Administration)

Professional, Scientific, and Technical Services
Public Administration

Real Estate and Rental and Leasing
Retail Trade

Transportation and Warehousing
Utilities

Wholesale Trade

Figure. Workforce Composition by Age and Industry

14-18 19-21 22-24 25-34 35-44 45-54 55-64 65-99
Source: U. S. Census, 2015
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Population growth in LWDA 2 will slow significantly in 2015-2020 compared to 2010-2015, 

though it will remain well above the U.S. rate. The current population of LWDA 2 finds more 

than 169,000 people in the primary working-age range (20-54). This group is projected to shrink 

to 165,000 from 2015 to 2020, while the population over 65 will rise by 10,000. Even in the 

slower growth 20-54 age cohort, a disproportionate share will move into “pre-retiree” age (55-

64) soon. Currently, the 55-64 age cohort is larger than the 14-24 age cohort in this region; this 

will remain the pattern for many years. The need to replace retiring workers will increase 

significantly over the next five years. The demographic composition of this area and the nation 

will lack the balance whereby younger workers and future workers are as numerous in the 

pipeline as those exiting. Labor force participation, meanwhile, remains a challenge for LWDA 

2, as it is in many areas of the country, with a rate in the region of 56.6 percent compared with 

63.9 percent nationally. Many issues together have impacted this, including younger adults 

remaining in school longer, some persons exiting the labor force during the recession as 

discouraged workers and a larger share of older population that is leaving active participation in 

the labor force. Countering this trend requires focused efforts on those individuals most likely to 

reenter or begin activity in the labor force. 

 

A number of important features of the area relate closely to building this necessary level of 

workforce supply for the anticipated economic growth through 2020. These include: 

 

• With 20.1 percent of the adult population below the poverty level, empowering poverty 

populations for greater economic mobility through education and training will become more 

critical.  

 • Entrepreneurship in the region remains an area of opportunity, both in smaller communities 

and those areas near to the metropolitan areas of Knoxville and the Tri-cities. Currently, 23.7 

percent of LWDA 2 workers are self-employed, totaling 47,972 workers as compared to 22 

percent nationally. 
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• Approximately 12 percent of the state’s workforce is considered involuntarily underemployed; 

it is important to foster the means for the underemployed to gain traction in the local job market, 

particularly where labor force participation overall remains lower than that of the state or nation. 

 • Youth employment presents new importance when apprenticeships and internships can be tied 

to occupations facing rising shortages, particularly in sectors such as manufacturing, logistics, 

health care and hospitality.   

• Retaining older workers in highly skilled, knowledge roles will remain critical for several 

industries, where approximately 20 percent of workers in manufacturing and logistics are age 55 

or older. 

 • It is necessary to increase educational attainment levels through numerous strategies, 

particularly to boost the region’s current rate of two -year degree holders to match the 4.8 

percent needed in jobs created through 2020.  

 

The ability of region to have easy and accessible commuting options contributes to efficiency in 

a labor market. The level of commuting activity in LWDA 2 occurs at a moderate level.  

Meanwhile, travel into and out of adjacent metropolitan areas remains a significant feature of 

LWDA 2 employment activity. A significant number of persons reside in Sevier and other 

counties and commute to other counties of the Knoxville MSA, particularly Knox, Blount and 

Anderson. Hawkins County sees sizable commuting levels to Sullivan County. Among other 

counties in the region, only Sevier and Hamblen are substantial recipient of in-commuting from 

surrounding counties. Distance does remain a barrier for many in other counties – Claiborne, 

Hancock and Union in particular – where local employment opportunities also have been fewer.  

The challenges around workforce commuting across LWDA 2 are several, but include ensuring 

that there is a critical mass of job opportunity in smaller and more isolated communities where 

commuting to more urbanized centers is less desirable; and continuing to diversify the industry 

mix in the smaller urban areas so that more local talent will be retained and more newcomers 

may be attracted by the offerings as they develop. Features of the commuting activity in the 

region include: 

 

• More than 7,000 workers commute into Sevier 

County from Jefferson, Cocke and Knox counties.  

• More than 3,000 people commute out of 

Hawkins and into Sullivan County each day. 

• 38,800 workers have daily commutes longer 

than 35 minutes each way; an additional 11,765 

workers have commutes longer than one hour 

each way.  

• Approximately 148,000 drive alone to work in 

the region each day. 

 

Overall, affordability of housing and other goods remains a very attractive feature of the LWDA 

2 region. Quality of life is very attractive, with many amenities and characteristics that are found 

throughout the area. The features which have guaranteed a stable population and economy in the 

past will require a renewed emphasis, particularly for those smaller population counties where 

opportunity has languished for those seeking greater economic diversity. Those counties adjacent 

to the Knoxville and Tri-Cities MSAs, while benefiting from the interaction of commuting to and 
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from those areas, will need to look for increased internal growth as their population expands and 

greater economic specialization occurs.   

 

 

The Local Labor Market 

 
The LWDA 2 region has experienced consistent, strong growth and recovery from the period of 

the national recession. Job gains have matched those of the state as a whole in recent years. A 

blend of unique industries, numerous anchor small cities with small business contingents, the 

favorable business climate, the quality of life and an viable education and training infrastructure 

are pillars that support the region’s economy. Yet it is clear that an even stronger match between 

worker skills and employer demands is required over the next five years. During the next five 

years, the LWDA 2 region may create between 5,800 and 8,144 job openings. About 12.2 

percent of those jobs will require some postsecondary training. Separately, 13.4 percent may 

require a four-year or advanced university degree. The demand for skilled and educated workers 

continues to expand as minimum retention and skill advancement requirements edge upward. 

 

Skills and education requirements for entry to most jobs will continue to increase in the regional 

economy. Jobs created from 2015 to 2020 overall will much more frequently require 

postsecondary credentials and degrees. In the current workforce, 2.9 percent of jobs have 

required an associate degree or higher; among jobs created in the next five years, 4.8 percent will 

require an associate degree or higher. Similarly, where three-fourths of the current workforce 

could expect a minimum requirement of high school or less, that share falls to 70 percent of new 

jobs in only five years.  
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Projections for employment by industry for 2015 to 2020 in LWDA 2 indicate a net increase in 

most industries. Gains are anticipated for nine of the 12 industry sectors examined in this study. 

However, six sectors are expected to have stronger growth or performance in the five years 

ahead than those just completed. Particularly important, logistics, health care and office-related 

activity, which each have a broad range of occupational and earnings potential, are set to expand 

employment through 2020. Even potential contraction in the manufacturing sector leaves 

opportunity, as many key roles remain chronically difficult to fill and the sector experiences the 

aging workforce phenomenon more severely some than some other industries. Fifty-six percent 

of all job openings in 2020 will occur in three major industry sectors: accommodation and food 

services, health care and retail trade. Fifty-one percent of all net openings are in four 

occupational sectors: food preparation and serving-related occupations; sales and related 

occupations, office and administrative support occupations; and production occupations.  

 

The years leading up to 2020, in seeing a relatively slow rate of employment growth nationally, 

may result in both a job shortage and a worker shortage. Projected net job gains for LWDA 2 

range from 4,000 to 7,000 across the next five years. Employment growth will be strongest in 

fields such as health care, where increased demand is inevitable 

 

Middle-skills jobs are jobs that 

require a high school diploma but 

less than a bachelor’s degree, with 

a set median hourly wage. In this 

region, that median wage threshold 

is $13.01 There are more than 

36,000 middle-skill workers in 

LWDA 2, with highest 

concentrations in the core industry 

clusters of health care, advanced 

manufacturing and logistics.  

Currently, LWDA 2 experiences a 

middle-skill job density level of 

1.1, meaning that middle-skills jobs 

are 10 percent more abundant in 

the region than in the nation as a 

whole. Over the period 2010-2015, 
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this region has seen middle-skill job gains of 9.2 percent. Middle-skill jobs are projected to 

continue this growth, adding more than 4,000 jobs by 2020; area manufacturing and distribution 

sector growth has demonstrated renewed vitality for these sectors. Health care services growth, a 

continuous feature of an aging society, also exhibits high middle-skill demands. Together, the 

manufacturing, distribution and healthcare occupational sectors in the region account for 25.9 

percent of all middle-skill employment.  Data show that there are numerous subsectors of 

manufacturing in LWDA 2 that are projected to see overall growth in the next five years.  

Among all industries, these represent also some of the most concentrated activity in the area and 

also provide important value as basic industry through export of goods outside of the region. 

 

Three industry sectors with large middle-skill components provide excellent examples career 

pathways for current and future workers. In advanced manufacturing, mixing and blending 

machine operators can transition to middle-skill roles with further on-the-job training and 

consider earning a bachelor’s degree suited for a chemical engineer role, earning 2.6 times the 

total workforce average at $39.85 an hour. A healthcare career ladder could anticipate a medical 

assistant gaining an associate degree aimed at the surgical technologist role, and ultimately 

moving to a registered nurse role with a degree and earnings at $23.98 an hour. The area’s strong 

logistics sector could offer a career ladder with freight and stock movers earning just under $12 

an hour and transitioning into a middle-skill role as a transportation inspector with additional 

training, and ultimately earning a bachelor’s degree, resulting in a job as a logistician with 

earnings nearly three times the entry level at $29.88 an hour. Examples across industries offer 

many opportunities with the large array of middle-skill occupations as a key, and often hard-to-

fill, step on the job ladder. 
 

Identification of skills needed in the current work environment in LWDA 2 well illustrate the 

rising need for technology skills across the jobs market.  Real-time data show the concentrated 

need for basic business skills in many occupations and industries.  At the same time a blend of 

content and technical skills offers jobseekers an enhanced level of competitiveness.  While the 

range of skills needs in LWDA 2 are not unusual, there is indication that training in industry-
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recognized technical programs is of high importance to manufacturing, logistics and healthcare, 

all sectors that project continued need for workforce through 2020. 

 

Local Industry Clusters 
 

Several industry sectors predominate in Local Workforce Development Area 2.  Manufacturing 

is the largest cluster in the region, including more than one in every six workers. 

 
       Table. Employment by Industry, LWDA 2 

Description 2015 Jobs 
Share of 

Total Jobs 

Manufacturing  26,969  17.9% 

Government  23,440  15.6% 

Accommodation and Food Services  22,496  15.0% 

Retail Trade  21,238  14.1% 

Health Care and Social Assistance  13,632  9.1% 

Administrative and Support  6,835  4.5% 

Arts, Entertainment, and Recreation  5,651  3.8% 

Transportation and Warehousing  5,187  3.4% 

Other Services  4,200  2.8% 

Construction  3,807  2.5% 

Wholesale Trade  3,455  2.3% 

Finance and Insurance  3,304  2.2% 

Educational Services  2,681  1.8% 

Professional, Scientific, and Technical Services  1,896  1.3% 

Real Estate and Rental and Leasing  1,775  1.2% 

Management of Companies and Enterprises  1,136  0.8% 

Mining, Quarrying, and Oil and Gas Extraction  1,009  0.7% 
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Description 2015 Jobs 
Share of 

Total Jobs 

Information  803  0.5% 

Crop and Animal Production  614  0.4% 

Utilities  287  0.2% 

Unclassified Industry  20  0.0% 

Total  150,436   

Source: EMSI, 2016   

 

The four largest sectors represent 62.6 percent of the area’s workforce. Key sectors and include: 

 
• The health care industry will experience robust growth in the next five years in the region. 

Aging population and increased health insurance coverage will prompt more demand for services 

locally. Worker shortages will persist sporadically in clinical settings, including physicians, 

nurses and allied health roles and in health management roles. Through 2020, there will be 600 

unique openings for registered nurses, medical assistants and pharmacy technicians, with 

shortages for each role increasing annually.  

 

• Advanced manufacturing will see some level of overall decline in employment over the next 

five years, though replacement workers in many occupations will remain in critically short 

supply. Job opportunities could generate 2,500 unique openings. Area institutions, particularly 

community colleges and Tennessee Colleges of Applied Technology, serve a critical role in 

supply development as more workers retire and as technology skills rise in many manufacturing 

roles.  

 

• Logistics and distribution, representing an aggregate of the transportation and warehousing 

industries, accounts for 7.1 percent of total employment in the region. Net growth of 9.7 percent 

is projected through 2020, led by 317 yearly net openings for freight and stock laborers, heavy 

and tractor-trailer truck drivers and packaging laborers. Increasingly, technology skills are 

needed for many roles, and area schools must offer options, including accelerated training, for 

these emerging training needs.  

 

• Hospitality is a hallmark industry of this region, experiencing continued exceptional strong 

growth in recent years. Projections based on historical patterns show a slowing growth 

approaching 2020. Top net occupational openings will be for food servers, combined food 

preparation workers and restaurant cooks. Strong demand across industries can translate to 

shortages and competition for lower-skill, entry-level workers in hospitality, retail trade and 

other large sectors.  
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Industry Highlights: LWDA 2 

 

Healthcare Industry 

 

The healthcare industry is an important sector for LWDA 

2, representing almost one in every ten workers. 

It exhibits continuous reshaping as impacted by health policy changes, growing needs for service 

in an aging population and increasing reliance on technology and other skills in many 

occupations.  The area is home to important regional medical services providers in addition to 

proximity to the Knoxville MSA and Johnson City MSA that both interact with workforce 

residing in LWDA 2. 

 

Direct delivery of health services in the area employs some 13,000 persons.  These occupations 

exist in a range of settings, including hospitals, nursing homes, home health services, clinics and 

physician offices.  With continuing change in the healthcare industry, many occupations 

experience increasing complexity and content and skill dexterity required in their roles.  In 

addition to whatever specialized skills and tasks accompany a job, many workers find added 

knowledge necessary as they interact with electronic records, customer service, safety, HIPAA 

compliance, and leadership. Growing dependence on health care workers in more diverse 

settings is redefining the landscape of employment in the health sector. Shortages of primary 

care physicians are impacting smaller and more distant communities particularly hard, creating 

need and opportunity for alternative health services delivery and occupations.  The healthcare 

sector in LWDA 2 is expected to grow more quickly in the next five years than in the previous 

five, adding over 1,600 net new jobs. 

 

2015 Jobs: 13,632 

Average Earnings: $45,970(2015) 

Establishments: 622 

LQ: 0.71 
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Industry Job 

Growth 
2010 2015 2020 2010-2015 2015-2020 

LWDA  2 12,382 13,632 15,305 10.10% 12.27% 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table. Healthcare Jobs in Region 

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Hamblen County 2,608 2,717 136 $21.27 1.00 

Greene County 2,316 2,594 113 $21.14 1.06 

Sevier County 1,761 2,037 92 $22.15 0.47 

Hawkins County 1,042 1,181 54 $19.87 0.97 

Cocke County 696 747 39 $21.09 1.04 

Claiborne County 995 1,060 64 $19.01 1.31 

Jefferson County 946 1,051 52 $21.75  0.83 

Grainger County 191 207 12 $17.33  0.62 

Union County 77 80 8 $25.08  0.38 

Hancock County 124 186 15 $20.65  1.65 

  10,753 11,861 584 $21.02    
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8.9%

21.1%

24.6%
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Figure. Workforce Age in Healthcare,
LWDA 2

Source: EMSI, 2015

16.2%

83.8%

Figure. Workforce Gender in 
Healthcare, LWDA 2
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Source: EMSI, 2015
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Table. Top Healthcare Jobs 

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Registered Nurses 1,506 1,633 127 0 11% 
$23.98 Associate's 

degree 
None None 

Nursing Assistants 1,422 1,538 116 0 10% 
$10.10 Postsecondary 

non-degree 
award 

None None 

Licensed Practical and Licensed 
Vocational Nurses 

1,026 1,131 105 0 8% 
$16.26 Postsecondary 

non-degree 
award 

None None 

Personal Care Aides 804 980 176 0 6% 
$9.38 Less than high 

school 
None 

Short-term on-the-
job training 

Medical Assistants 429 487 58 0 3% 
$12.27 Postsecondary 

non-degree 
award 

None None 

Home Health Aides 336 424 88 0 2% 
$9.42 Less than high 

school 
None 

Short-term on-the-
job training 

Receptionists and Information Clerks 330 373 43 0 2% 
$10.78 High school 

diploma or 
equivalent 

None 
Short-term on-the-
job training 

Maids and Housekeeping Cleaners 311 338 27 0 2% 
$8.99 Less than high 

school 
None 

Short-term on-the-
job training 

Residential Advisors 285 296 11 0 2% 
$9.82 High school 

diploma or 
equivalent 

None 
Short-term on-the-
job training 

Emergency Medical Technicians and 
Paramedics 

278 303 25 0 2% 
$14.13 Postsecondary 

non-degree 
award 

None None 

Cooks, Institution and Cafeteria 248 275 27 0 2% 
$9.79 Less than high 

school 
None 

Short-term on-the-
job training 

Medical Secretaries 243 289 46 0 2% 
$12.27 High school 

diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Dental Assistants 236 250 14 0 2% 
$17.52 Postsecondary 

non-degree 
award 

None None 

Office Clerks, General 235 251 16 0 2% 
$12.24 High school 

diploma or 
equivalent 

None 
Short-term on-the-
job training 

Secretaries and Administrative Assistants, 
Except Legal, Medical, and Executive 

231 249 18 0 2% 
$12.65 High school 

diploma or 
equivalent 

None 
Short-term on-the-
job training 

Preschool Teachers, Except Special 
Education 

160 175 15 0 1% 
$13.04 Associate's 

degree 
None None 

Medical and Health Services Managers 157 175 18 0 1% 
$32.56 Bachelor's 

degree 
None None 

Physicians and Surgeons, All Other 153 175 22 0 1% 
$97.86 Doctoral or 

professional 
degree 

None Internship/residency 

First-Line Supervisors of Office and 
Administrative Support Workers 

153 172 19 0 1% 
$18.77 High school 

diploma or 
equivalent 

Less than 
5 years 

None 

Child, Family, and School Social Workers 143 164 21 0 1% 
$18.33 Bachelor's 

degree 
None None 

Billing and Posting Clerks 142 162 20 0 1% 
$13.81 High school 

diploma or 
equivalent 

None 
Short-term on-the-
job training 

Rehabilitation Counselors 128 140 12 0 1% 
$10.00 

Master's degree None None 

Radiologic Technologists 127 139 12 0 1% 
$20.83 Associate's 

degree 
None None 

Nurse Practitioners 126 144 18 0 1% 
$41.99 

Master's degree None None 

Childcare Workers 123 138 15 0 1% 
$8.85 High school 

diploma or 
equivalent 

None 
Short-term on-the-
job training 

 

 

 

 

Source: EMSI, 2015 
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Chemical and Plastics Industry 

 
The chemicals and plastics industry is very significant in 

LWDA 2, as indicated by a location quotient of 2.06, 

meaning that there is more than double the presence of this 

sector in the local economy compared with the national 

economy.  Earnings levels also are quite strong for this 

sector and growth is set to resume from 2015 through 2020 after modest decline over the 

previous five years.   A somewhat older workforce also suggests that there will be heightened 

need for new workers to replace rising level of retirees in the industry, especially in critical jobs 

that are chronically difficult to fill.  A large share of the occupations in the chemical and plastics 

sector are middle-skill jobs, many with median earnings well above that of all middle-skill roles 

in the region.  Also, many of the occupations with median earnings of greater than $15 per hour 

require only a high school diploma with some post-secondary training to enter those roles. 

 

  

 
 Industry Job 
Growth 

2010 2015 2020 
2010-
2015 

2015-
2020 

LWDA 2 3,518 3,398 3,552 -3.41% 4.53% 

 

 

This industry in the area will continue to require adaption and innovation to meet the skills and 

worker supply challenges.  Actively promoting experiential training through apprenticeships and 

internships will be increasingly important.  Internal training of workers both on technical skills 

and team leadership skills is gaining more attention and support by area companies, recognizing 

that this can prove most successful in retaining workers with content knowledge and also 

familiarity with the firm and its products and culture.  As the economy continues to improve and 

the region resumes a point of ‘full employment’ the industry likely may see more turnover of 

2015 Jobs: 3,398 

Average Earnings: $59,145(2015) 

Establishments: 44 

LQ: 2.06 

69.4%

30.6%

Figure. Workforce Gender in Chemicals 
and Plastics, LWDA 2

Male

Female

Source: EMSI, 2015
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workers among firms and among industries, pointing to need for employers to engage in 

retention efforts. 

 

 
 

 

 

 

 
 
 
  

Table. Sample Industries in the Region for Chemicals and Plastics 

Description 
2015 
Jobs 

2020 
Jobs 

2015 
Location 
Quotient 

Basic Chemical Manufacturing 125 109 0.83 

Resin, Synthetic Rubber, and Artificial Synthetic Fibers and Filaments 
Manufacturing 

151 31 1.58 

Pesticide, Fertilizer, and Other Agricultural Chemical Manufacturing 37 61 0.99 

Soap, Cleaning Compound, and Toilet Preparation Manufacturing 246 321 2.29 

Other Chemical Product and Preparation Manufacturing 250 285 3.00 

Plastics Product Manufacturing 1,175 1,261 2.08 

Rubber Product Manufacturing 1,412 1,485 10.29 

  3,398 3,552   

Source: EMSI, 2015 
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Table. Top Chems and Plastics Jobs 

Description 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
Group 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level 

Education 

Work 
Experience 
Required 

Typical On-
The-Job 
Training 

Team Assemblers 507 507 538 31 6% 14.9% $14.77 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Inspectors, Testers, Sorters, 
Samplers, and Weighers 

139 139 154 15 11% 4.1% $15.39 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Extruding, Forming, Pressing, and 
Compacting Machine Setters, 
Operators, and Tenders 

131 131 151 20 15% 3.9% $14.61 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Tire Builders 129 129 132 3 2% 3.8% $19.44 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

First-Line Supervisors of 
Production and Operating Workers 

123 123 128 5 4% 3.6% $22.92 
Postsecondary 
non-degree 
award 

Less than 5 
years 

None 

Molding, Coremaking, and Casting 
Machine Setters, Operators, and 
Tenders, Metal and Plastic 

118 118 119 1 1% 3.5% $12.34 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Maintenance and Repair Workers, 
General 

104 104 107 3 3% 3.1% $17.55 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Extruding and Drawing Machine 
Setters, Operators, and Tenders, 
Metal and Plastic 

100 100 97  (3)  (3%) 2.9% $15.72 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Mixing and Blending Machine 
Setters, Operators, and Tenders 

97 97 99 2 2% 2.9% $17.65 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Packaging and Filling Machine 
Operators and Tenders 

96 96 102 6 6% 2.8% $13.96 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

86 86 93 7 8% 2.5% $11.82 
Less than high 
school 

None 
Short-term on-
the-job training 

Helpers--Production Workers 68 68 72 4 6% 2.0% $11.76 
Less than high 
school 

None 
Short-term on-
the-job training 

Shipping, Receiving, and Traffic 
Clerks 

65 65 69 4 6% 1.9% $13.38 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Packers and Packagers, Hand 62 62 68 6 10% 1.8% $8.92 
Less than high 
school 

None 
Short-term on-
the-job training 

General and Operations Managers 59 59 61 2 3% 1.7% $35.11 
Bachelor's 
degree 

Less than 5 
years 

None 

Industrial Machinery Mechanics 51 51 55 4 8% 1.5% $25.30 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Chemical Equipment Operators 
and Tenders 

50 50 43  (7)  (14%) 1.5% $22.48 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Industrial Production Managers 50 50 52 2 4% 1.5% $36.95 
Bachelor's 
degree 

5 years or 
more 

None 

Industrial Engineers 46 46 46 0 0% 1.3% $33.98 
Bachelor's 
degree 

None None 

Customer Service Representatives 45 45 49 4 9% 1.3% $12.15 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Industrial Truck and Tractor 
Operators 

42 42 44 2 5% 1.2% $15.09 
Less than high 
school 

None 
Short-term on-
the-job training 

Production Workers, All Other 39 39 35  (4)  (10%) 1.2% $12.77 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Machinists 38 38 42 4 11% 1.1% $15.75 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Maintenance Workers, Machinery 38 38 43 5 13% 1.1% $20.12 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Sales Representatives, Wholesale 
and Manufacturing, Except 
Technical and Scientific Products 

37 37 41 4 11% 1.1% $18.99 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

 Source: EMSI, 2015 
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Logistics Industry 
 

Local Workforce Development Area 2 is an important area 

for logistics in two ways- its proximity to the Knoxville 

MSA and its position between the Tri-cities area which also 

functions as a key transit corridor from the East Coast into 

the interior of the nation.  Also, the abundance of key 

manufacturing activity throughout the area leads to a similar abundance of logistics and 

transportation sector services to facilitate distribution of goods produced.  Earnings of workers in 

this sector are well above the median for all occupations and total employment is anticipated to 

grow by nearly 10 percent through 2020.  Between 2010 and 2020 over 1,500 net new jobs have 

been created in this sector. 

 
 

Industry Job 
Growth 

2010 2015 2020 
2010-
2015 

2015-
2020 

LWDA 2 7,908 8,642 9,484 9.28% 9.74% 

 

 

Table. Transportation and material moving Jobs in Region 

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Hamblen County 2,661 2,724 115 $14.19 1.31 

Greene County 2,625 2,486 135 $13.60 1.55 

Sevier County 1,842 1,940 96 $13.11 0.64 

Hawkins County 919 986 51 $14.84 1.10 

Jefferson County 1,652 2,214 122 $19.22 1.86 

Claiborne Count 779 775 41 $12.98 1.32 

Cocke County 567 565 26 $12.57  1.10 

Grainger County 345 367 20 $16.79  1.45 

Union County 183 188 12 $13.72  1.16 

Hancock County 44 50 4 $10.29  0.76 

  11,619 12,295 622 $14.55    

 

 

Numerous occupations, roles and job skills in logistics remain difficult to fill in the local market.  

Workers recognize the market is competitive and growing and remain active in seeking and 

changing jobs. The career opportunities in logistics in LWDA 2 are considerable with only two 

of the 25 most numerous occupations requiring a bachelor’s degree and ten of the remaining 25 

experiencing median hourly wages greater than $15 per hour.  Many of the occupations in this 

sector require some type of post-secondary training and as employers typically will not recruit 

outside the region for these occupations, the burden and opportunity of training falls heavily on 

employers and area training providers to ensure presence of those skills. Lastly, in this, as in 

other industries, the issue of substance abuse remains a serious barrier to employment that 

requires concentrated effort by the whole community to help maintain workforce supply levels to 

meet anticipated demand. Truck drivers and a host of occupations in logistics, many in levels of 

2015 Jobs: 8,642 

Average Earnings: $60,684(2015) 

Establishments: 549 

LQ: 0.79 

Source: EMSI, 2015 
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short supply, are those more frequently named by employers as those where solutions around 

substance abuse are more urgently needed.  

 

 

 

 

 

79.0%

21.0%

Figure. Workforce Gender in Logistics,
LWDA 2
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Source: EMSI, 2015
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Table. Top Logistics Jobs 

Description 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
Group 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level 

Education 

Work 
Experience 
Required 

Typical On-The-
Job Training 

Heavy and Tractor-Trailer Truck 
Drivers 

2,393 2,393 2,744 351 15% 27.7% $19.48 
Postsecondary 
non-degree 
award 

None 
Short-term on-the-
job training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

901 901 963 62 7% 10.4% $11.82 
Less than high 
school 

None 
Short-term on-the-
job training 

Sales Representatives, Wholesale 
and Manufacturing, Except 
Technical and Scientific Products 

347 347 376 29 8% 4.0% $18.99 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Light Truck or Delivery Services 
Drivers 

264 264 284 20 8% 3.1% $13.14 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Bus and Truck Mechanics and 
Diesel Engine Specialists 

228 228 254 26 11% 2.6% $18.89 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

Office Clerks, General 217 217 233 16 7% 2.5% $12.24 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Stock Clerks and Order Fillers 205 205 207 2 1% 2.4% $10.09 
Less than high 
school 

None 
Short-term on-the-
job training 

Industrial Truck and Tractor 
Operators 

204 204 207 3 1% 2.4% $15.09 
Less than high 
school 

None 
Short-term on-the-
job training 

General and Operations Managers 203 203 221 18 9% 2.4% $35.11 
Bachelor's 
degree 

Less than 
5 years 

None 

Secretaries and Administrative 
Assistants, Except Legal, Medical, 
and Executive 

178 178 194 16 9% 2.1% $12.65 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Customer Service Representatives 167 167 184 17 10% 1.9% $12.15 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Shipping, Receiving, and Traffic 
Clerks 

151 151 159 8 5% 1.7% $13.38 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Dispatchers, Except Police, Fire, 
and Ambulance 

140 140 159 19 14% 1.6% $15.93 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Bookkeeping, Accounting, and 
Auditing Clerks 

133 133 144 11 8% 1.5% $14.62 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Driver/Sales Workers 115 115 125 10 9% 1.3% $11.59 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

First-Line Supervisors of Helpers, 
Laborers, and Material Movers, 
Hand 

102 102 110 8 8% 1.2% $19.74 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Packers and Packagers, Hand 93 93 100 7 8% 1.1% $8.92 
Less than high 
school 

None 
Short-term on-the-
job training 

First-Line Supervisors of Office and 
Administrative Support Workers 

92 92 100 8 9% 1.1% $18.77 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

First-Line Supervisors of 
Transportation and Material-Moving 
Machine and Vehicle Operators 

90 90 103 13 14% 1.0% $22.56 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Team Assemblers 84 84 88 4 5% 1.0% $14.77 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Maintenance and Repair Workers, 
General 

81 81 87 6 7% 0.9% $17.55 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

Sales Representatives, Wholesale 
and Manufacturing, Technical and 
Scientific Products 

76 76 86 10 13% 0.9% $39.18 
Bachelor's 
degree 

None 
Moderate-term on-
the-job training 

Bus Drivers, School or Special 
Client 

71 71 84 13 18% 0.8% $10.88 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Railroad Conductors and 
Yardmasters 

67 67 68 1 1% 0.8% $24.16 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Parts Salespersons 65 65 61  (4)  (6%) 0.7% $13.79 
Less than high 
school 

None 
Moderate-term on-
the-job training 

Source: EMSI, 2015 



127 | The Research Center 

 

 

LWDA 3 

 

The Region 
Local Workforce Development Area (LWDA) 3 is comprised of Knox County.  Knox County is 

the third largest county in Tennessee and a vital hub for the larger nine-county Knoxville 

Metropolitan Statistical Area (MSA).  The 

economic vitality of Knox County is found in an 

array of key industries ranging from energy to 

health care, education, advanced manufacturing and 

many others.  The diversity of the area continues to make Knoxville and Knox County a major 

economic hub for East Tennessee and an important part of the workforce development for the 

entire region. 

 

Since the close of the Great Recession in 2009, LWDA 3 has demonstrated very impressive 

economic growth with unemployment rates falling below the state and national averages. At the 

same time the economy continues to transform with industry restructuring, rapid technology 

innovation, and many other forces impacting the workforce and the skills to ensure that it is 

highly competitive.  Job growth in the region is projected to slow in the next decade just as it 

likely will nationally. Strong growth rates between 2010 and 2015 saw recovery of lost jobs and 

many new ones added in the Knoxville area. The leading challenge for policymakers and the 

business community will be to rely on solid data, analysis and planning to guide the area as it 

seeks to manage workforce supply in a changing and growing environment. 

 

There has been a significant reduction in 

unemployment levels from a high of 8.1 

percent in the area in 2009 to 4.8 percent in 

2015. This drop has taken the area to near pre-

recession levels and corresponds to the period 

of strong job gains since 2010. Essentially, the 

LWDA 3 is at a level of full employment with 

continuing decline in unemployment totals 

currently and anticipated through 2020.  In 

addition to low unemployment levels, Knox 

County and LWDA 3 currently have the 

lowest overall poverty rates among all of East 

Tennessee. 

 

Certainly, the transitions underway in demographic composition, age-related in particular, will 

influence much of what LWDA 3 and most regions will experience in their workforce 

environment.  In the overall population, the retiree age group will continue to grow rapidly, 

younger age cohorts entering the workforce will be less numerous than those exiting, and the 

pre-retiree age group will be critical as moves closer to leaving the workforce.  This vast 

reshaping of population composition by age will impact Knoxville in many ways. The Baby 

2015 Jobs: 241,233 

Average Earnings: $53,354 (2015) 

Establishments: 11,427 
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Boom cohort (those born from 1946 to 

1964) will affect the workforce 

environment just as it has for many 

decades.  LWDA 3 currently has 48.0 

percent of its population within prime 

working age, slightly higher than the 

national average of 46.8 percent of the 

workforce. Unlike much of East 

Tennessee, the pre-retiree and retiree age 

groups are closer to equal in overall 

number and more closely match the 

pattern of U.S. age composition, with 12.5 

percent and 14.8 percent of the local 

population in each of those categories.   

Still, continued focus on delivering a 

steady supply of training and education 

for new, young entrants to the workforce will be critical to ensure stable and strong economic 

performance for the Knoxville area. 

 

 

Knox County’s population increases continue to outperform nearly all of East Tennessee, 

highlighting the abundance and diversity of economic activity that is concentrated in this urban 

hub. For the East Tennessee workforce overall Knoxville will continue to be a primary anchor of 

industry, education and population concentrations and growth. Compared to Tennessee as a 

whole, LWDA 3 population is growing slightly faster at a 3.2 percent growth rate through 2020, 

which was slightly below the 4.5 percent growth rate from 2010 to 2015. However, this growth 

is somewhat unevenly distributed among age groups. The current population of LWDA 3 finds 

more than 217,000 people in the primary working-age group (20-54).  This age group is 

projected to grow by less than one percent from 2015 to 2020, while the population over age 65 

will increase by 13.6 percent. Even in the slower growth 20-54 age cohort, a disproportionate 
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share will soon move into “pre-retiree” age (55-64). Currently, the 55-64 age cohort is larger 

than the 14- 24 age cohort in this region; this will remain the pattern for many years. Thus, the 

need to replace retiring workers will increase significantly over the next five years. Fully 20 

percent of all occupations in LWDA 3 have one in five workers age 55 or older. The 

demographic composition of this area and the nation will lack the balance whereby younger 

workers and future workers are as numerous in the pipeline as those exiting.  

 

 

Labor force participation in LWDA 3 of 63.8 percent closely mirrors the national average of 63.9 

percent.  LWDA 3, in fact, has the highest labor force participation rate with East Tennessee. 

Continuing  long-term decline in labor force participation across the country highlight a need to 

focus efforts on those individuals most likely to reenter or begin activity in the labor force.  

Additionally, for a more urbanized area, empowering poverty populations for greater economic 

mobility through education and training will become more critical, with 15.3 percent percent of 

LWDA 3 adult population below the poverty level.  Other opportunities exist for enhancing 

employment levels of persons with disabilities, veterans, youth and older workers as ways to 

boost overall labor participation levels. Equally, mobilizing attention to the many opportunities 

of entrepreneurship in the region is important with 20.3 percent percent of the county’s local 

workers self-employed, totaling some 61,800 workers. 

 

Educational attainment and skills continue to become more critical factors in businesses’ ability 

to accomplish their objectives in producing goods and services.  In a diverse economy such as 

that of LWDA 3 there is a wide variety of skills needed in a number of unique industry clusters. 

Educational levels are far higher in Knox County than in other larger and more geographically 

diverse workforce development areas across East Tennessee and the state as a whole, with 33.7 

percent of Knox County residents possessing a bachelor’s degree or higher. The next highest rate 

for this level of education occurs in LWDA 5 at 21.7 percent.   Additionally LWDA 3 finds 9.3 

percent of adults with an associate’ degree, 20.7 percent with a bachelor’s degree and 13.0 

percent with a graduate or professional degree. In total 63.6 percent of adults have at least some 

college education, which is considerably higher than the national average of 57.6 percent.  

 

The compactness of LWDA 3 illustrates ways that workforce development can remain very 

focused on the particular needs of the county.  The unique educational offerings located in 

Knoxville provide unusually dense and useful settings for addressing any gaps and shortfalls in 

worker training needs.  In fact, the interaction between the workforce supply needs throughout 

much of East Tennessee is very strong with Knoxville and its educational and economic 

infrastructure.  Decisions regarding workforce development in LWDA 3 easily translate to 

benefits and implications for addressing worker supply across much of East Tennessee. 
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Commuting activity and efficiency 

remains a vital part of the LWDA 3 

workforce region.  A substantial number 

of workers arrive daily into LWDA 3 as 

well as into the Knoxville MSA overall, 

some from as far Washington and 

Hamilton counties. Currently, over 

100,000 people commute into Knox 

County each day with 59,000 

commuting out to other counties.   As 

well, more than 14,000 people commute 

into Knox County from Blount County 

daily. 

 

A key to Knoxville’s success as an efficient labor market is the ability of workforce to move 

about the region easily as commuters.  LWDA 3 experiences some 36 percent of its workers 

commuting in daily from other surrounding suburban counties and about one in five Knox 

County residents leaving to work outside the county.  Meanwhile, 42 percent of LWDA 3 

workers both live and work in the area, representing a typical level for urbanized central counties 

in the center of metropolitan areas in the southeastern U.S.  The commuting patterns across the 

Knoxville region provide an opportunity to enhancing alignment of transportation systems and 

worker training opportunities in relation to employment centers. 

 

Research shows that transportation is the typically the second largest household expenditure after 

housing and those with modest incomes frequently find it difficult to justify long commutes. 

Time and expenditure losses quickly make commuting for lower skill and lower earnings 

occupations unfeasible.  The opportunities in LWDA 3 will continue to involve expansion of 

existing diverse industry and occupational clusters.  The area should continue to ensure that there 

is a critical mass of job opportunity for all populations in the county, including those 

experiencing gaps in education and skills, ability to access jobs and other household cost and 

mobility burdens that can exist in urban centers such as Knoxville and Knox County. 

Additionally, the area should continue to expand diversity of industry and occupations in order to 

maximize retention of recent high school and college graduates, new workers and to attract 

newcomers to the area. 

 

Overall, affordability of housing and household needs remains challenging for some in the 

LWDA 3 area, with implications for their access to job and educational opportunities.  Quality of 

life is very important and attractive component in Knoxville with many amenities and 

characteristics found all throughout the area.  Maintaining attention on housing costs, particularly 

for earners with less income and mobility, will be important to ensure that labor market 

efficiencies are retained and workers are not displaced from locations nearest employment 

centers. 

 

Highlighting the features which have guaranteed a growing population and economy in past will 

require continued guidance and commitment, particularly to engage populations that have been 
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less engaged in the workforce, those with barriers to engagement and those existing workers that 

can transition forward with skills and career advancement.  With Knoxville and Knox County 

central to much of East Tennessee’s workforce success, those counties adjacent to the Knoxville 

also do and will benefit from the interaction of workers commuting to and from LWDA 3, as 

well as bolstering their own internal growth and level economic and occupational specialization.   

 

The Local Workforce Area 
 

The LWDA 3 area has experienced very consistent and strong growth and recovery from the 

national recession. Job gains have exceeded those of the state as a whole in percentage terms in 

recent years. A blend of unique industries, the vitality associated with an urban center, the 

favorable business climate, the quality of life and a large and major education and training 

infrastructure are pillars that position Knoxville as a very competitive economy. Yet an even 

stronger match between worker skills and employer demands is required over the next five years. 

During the next five years, the LWDA 3 region may create around 11,270 job openings. The 

demand for skilled and educated workers continues to expand as minimum retention and skill 

advancement requirements edge upward. Business leaders, policymakers, educational institutions 

and other stakeholders have a unique opportunity to position Knoxville and the surrounding 

region as an exemplary model of workforce efficiency. Momentum on creative solutions based 

on workforce analysis can build that efficiency. This research advances that analysis in several 

new and important ways.  

 

Skills and education requirements for entry 

to jobs continue to increase in the regional 

economy.  Jobs created from 2015 to 2020 

overall will much more frequently require 

postsecondary credentials and degrees. 

Currently 24.1 percent of LWDA 3 jobs 

have minimum entry requirement of an 

associate’s degree or higher with this level 

rising to 29.2 percent for all new jobs 

created now through 2020. A large increase 

in jobs requiring a postsecondary non-

degree award will also occur with this rising 

to 12.4 percent of all new jobs through 2020.  
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Projections for employment by industry 

for 2015 to 2020 in LWDA 3 indicate a 

net increase in nearly all industries. Gains 

are anticipated for ten of the twelve 

industry sectors examined in this study. 

Additionally, four sectors are expected to 

have stronger growth or performance in 

the five years ahead than those just 

completed. Three sectors - office services, 

educational services, and healthcare - will 

likely experience double digit growth from 

2015 to 2020. Several industries with a 

broad range of occupational and earnings 

potential are set to expand employment 

through 2020 including logistics, finance, 

creative content industries, healthcare, and 

office-related activity.   Even potential 

contraction in manufacturing employment 

overall masks the fact that much 

employment opportunity will continue as 

many roles remain chronically difficult to 

fill and as that sector experiences the aging 

workforce phenomenon more severely 

some than some other industries.   An 

estimated 47 percent of all job openings in 

2016 are occurring in three major industry 

sectors, including health care, professional 

services and retail trade, while 40 percent of all net openings will occur in three occupation 

sectors, including office services, food preparation, and sales occupations. 

 

The years leading up to 2020, in seeing a somewhat slower rate of employment growth 

nationally, may result in both a job shortage and a worker shortage. Projected net gains in total 

employment 

range from 

10,000 to 15,000 

for the region 

across the next 

five years. 

Employment 

growth will be 

strongest in fields 

such as health 

care, where 

increased demand 

is inevitable, 
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along with other service industries. 

 

There are a number of key issues on which the workforce development system can focus 

attention through 2020 which will yield results in maintaining and bolstering workforce supply: 

 

• There are more than 56,300 middle-skill workers in LWDA 3, with highest concentrations in 

the core industry clusters of health care, advanced manufacturing and logistics.  

• LWDA 3 has a density of middle-skill jobs that nearly like that of the nation, at 4 percent more 

than the national share.   

• Science, technology, engineering, art and math (STEM) jobs form a highly important and 

unique component of the area’s employment base, with a strong manufacturing base, a 

substantial healthcare contingent, a growing reliance on information technology workers across 

many industries, a large creative/cultural sector, and the educational infrastructure with a high 

capability for responding. 

• Isolation of population subgroups through cost or time challenges of housing, transportation, 

child care or other issues remain and can become increasingly serious barriers to efficiency in the 

area’s labor market. 

 • Engaging population and worker subgroups – namely, veterans, unemployed and 

underemployed, youth and disabled persons – will become tremendously more important in 

sustaining workforce supply.  

• Retaining knowledge workers and recruiting younger workers is imperative in critical 

occupations in several industries, particularly manufacturing, logistics, health care, hospitality 

and others that may experience heightened retirement levels over the next five years.  

• Soft skills and technology skills gaps exist across a wide range of occupations and industries; 

integrating more holistic and complementary training with content knowledge is essential.  

 

High percentage growth industries in LDWA3 illustrate one form of the diversity of sectors that 

are driving growth in the Knoxville area.  With the occupational needs ranging from logistics to 

the creative sector and others, the full array of educational and training offerings of Knoxville 

can provide key services for specialized needs throughout much of East Tennessee. 

 
Middle-skills are a key component of the workforce environment of any region.  Middle-skills 

jobs are identified as those requiring more than a high school diploma but less than a bachelor’s 

degree, along with some type of post-secondary training and hourly earnings of $13.45 or above 
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in the LWDA 3 region. Middle-skills jobs make up about a third of all LWDA 3 jobs and are 

projected to grow by 5.6 percent over the next five years. 

 

Currently, LWDA 3 experiences a middle-skill job density level that is 4 percent higher than the 

national average. Over the period 2010-2015, this region expertienced middle-skill job gains of 

4.8 percent. Middle-skill jobs are projected to continue this growth, rising from slightly more 

than 56,000 of all jobs in 2010 to 

nearly 60,000 of total employment 

by 2020.  Area manufacturing and 

distribution sector growth has 

particularly demonstrated the 

renewed vitality of this category of 

jobs. Health care services growth 

also will remain a feature of an 

aging society and will generate 

ongoing high middle-skills worker 

demands. Together, these two 

sectors, healthcare and 

manufacturing account for 33.3 

percent of all middle-skills 

employment in LWDA 3. 

 

Three industry sectors with large middle-skill occupational clusters offer useful examples for 

potential career pathways in the Knoxville area. In healthcare, a medical technician could 

transition to middle-skill roles with further on-the-job training and consider earning a bachelor’s 

degree suited for a nursing role, earning 75 percent over the total workforce average at $26.49 an 

hour. The area’s strong business services sector could offer a career ladder with product 

promoters earning just under $11.50 an hour and transitioning into a middle-skill role as an 

advertising sales agent with additional training, and ultimately earning a bachelor’s degree that 

could lead to a job as an advertising manager with earnings three times the entry level at $35.30 

an hour. Examples across industries offer many opportunities with the large array of middle-skill 

occupations as a key, and often hard-to-fill, step on the job ladder.  



135 | The Research Center 

 

 

 

Local Industry Clusters 

 
Several key industries comprise the diverse Knoxville economy.    Government serves as a large 

employer in an important metropolitan hub for East Tennessee.  Other major sectors form those 

essential components of a leading urban center such as health care, retail and the professional 

sector.  The presence of TVA, the University of Tennessee and other key employers, in fact, 

illustrate how sectors can encompass a wide set of functions, occupations and roles in a regional 

economic center such as Knoxville. 

 
         Table. Employment By Industry, LWDA 3 

Description 2015 Jobs 
Share of Total 

Jobs 

Government  35,613  14.8% 

Health Care and Social Assistance  33,809  14.0% 

Retail Trade  31,124  12.9% 

Accommodation and Food Services  24,121  10.0% 

Administrative and Support  23,942  9.9% 

Wholesale Trade  11,996  5.0% 

Manufacturing  11,683  4.8% 

Other Services  10,862  4.5% 

Professional, Scientific, and Technical Services  10,827  4.5% 

Construction  10,030  4.2% 

Finance and Insurance  9,429  3.9% 

Transportation and Warehousing  9,410  3.9% 

Information  4,705  2.0% 

Management of Companies and Enterprises  4,184  1.7% 

Real Estate and Rental and Leasing  3,210  1.3% 

Educational Services  3,178  1.3% 

Arts, Entertainment, and Recreation  2,758  1.1% 

Crop and Animal Production  239  0.1% 

Mining, Quarrying, and Oil and Gas Extraction  98  0.0% 

Unclassified Industry  13  0.0% 

Utilities  -    0.0% 

Total  241,233   

Source: EMSI, 2016   

 

Large employment sectors each will act as major sources of the net new jobs and the replacement 

jobs that characterize the workforce demand for LWDA 3.  Leading clusters for the area include: 

 

 The health care industry will experience robust growth in the next five years in the 

region. Aging population and increased health insurance coverage will prompt more 
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demand for services locally. Worker shortages will persist sporadically in clinical 

settings, including physicians, nurses and allied health roles and in health management 

roles. Through 2020 in LWDA 3, there will be approximately 1,694 net openings for 

registered nurses, nursing assistants, and home health aides assistants with each of those 

shortages increasing annually.  

 Advanced manufacturing will see some level of overall decline in employment over the 

next five years, though replacement workers in many occupations will remain in critically 

short supply. Area institutions, particularly community colleges and Tennessee Colleges 

of Applied Technology, serve a critical role in supply development as more workers 

retire and as technology skills rise in many manufacturing roles. Technological skills will 

continue to be key for this industry moving forward. 

 Logistics and distribution, representing an aggregate of the transportation and 

warehousing industries, accounting for 11 percent of total employment in the region. Net 

growth of 3.5 percent is projected through 2020, led by 1,900 net openings for freight and 

stock laborers, heavy and tractor-trailer truck drivers and light truck drivers. Increasingly, 

technology skills are needed for many roles, and area schools must offer options, 

including accelerated training, for these emerging training needs.  

 Business services represent an important sector in an urban area such at LWDA 3 with 

continued very strong employment growth in recent years. Projections indicate a slowing 

growth pattern approaching 2020. Largest number of net occupational openings in the 

area will be for general managers, accountants, and computer support specialists. 

Meanwhile, strong demand across sectors relying on persons with business skills can 

translate to shortages and intensified competition and shortages. This same competition 

for workers will likely emerge more broadly for lower-skill, entry-level workers in 

hospitality, retail trade and other large employment sectors.  
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Industry Highlights: LWDA 3 
 
Healthcare 
 

The healthcare industry after public sector employment 

represents the largest single employer in Knox County and 

LWDA 3.  Healthcare is 10 percent more abundant as a 

share of total employment than it is in the nation as a 

whole. The industry continues to add jobs, with a projected growth of nearly 13 percent over the 

next five years. 

Continued change in healthcare industry and demand will characterize much of the ongoing 

change during this period and beyond.  Knoxville is well positioned to be in a leadership position 

for further change as well as its role as the largest urban center in East Tennessee.  

 

Workforce supply needs will continue to increase across many types of health care professional 

and allied health roles.  Middle skill occupations will fill an important part of this set in LWDA 3 

as will encouragement of existing and new workers to engage in these as career ladder options.  

Ten of the 25 largest occupations in the healthcare industry are middle skill jobs by definition for 

the Knoxville market. 

 

 
 

 

2015 Jobs: 33,809 

Average Earnings: $60,632(2015) 

Establishments: 1,171 

LQ: 1.1 
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 Industry Job 
Growth 

2010 2015 2020 
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2015 

2015-
2020 

LWDA  3 32,681 33,809 38,119 3.45% 12.75% 
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Table. Top Healthcare Jobs 

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Registered Nurses 4,457 4,457 4,864 407 9% 13.2% $26.49 
Associate's 
degree 

None None 

Personal Care Aides 1,715 1,715 2,273 558 33% 5.1% $9.33 
Less than high 
school 

None 
Short-term on-the-
job training 

Nursing Assistants 1,577 1,577 1,718 141 9% 4.7% $11.24 
Postsecondary 
non-degree 
award 

None None 

Medical Assistants 1,376 1,376 1,580 204 15% 4.1% $13.63 
Postsecondary 
non-degree 
award 

None None 

Licensed Practical and 
Licensed Vocational Nurses 

1,307 1,307 1,437 130 10% 3.9% $17.26 
Postsecondary 
non-degree 
award 

None None 

Home Health Aides 914 914 1,204 290 32% 2.7% $9.10 
Less than high 
school 

None 
Short-term on-the-
job training 

Receptionists and 
Information Clerks 

863 863 1,004 141 16% 2.6% $12.89 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Office Clerks, General 760 760 800 40 5% 2.2% $13.24 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Secretaries and 
Administrative Assistants, 
Except Legal, Medical, and 
Executive 

575 575 612 37 6% 1.7% $14.59 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Billing and Posting Clerks 573 573 648 75 13% 1.7% $14.18 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Childcare Workers 565 565 622 57 10% 1.7% $8.83 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Physicians and Surgeons, All 
Other 

544 544 622 78 14% 1.6% $108.04 
Doctoral or 
professional 
degree 

None Internship/residency 

Emergency Medical 
Technicians and Paramedics 

542 542 576 34 6% 1.6% $11.88 
Postsecondary 
non-degree 

award 

None None 

Medical and Health Services 
Managers 

541 541 598 57 11% 1.6% $35.92 
Bachelor's 
degree 

None None 

Medical Records and Health 
Information Technicians 

539 539 585 46 9% 1.6% $14.34 
Postsecondary 
non-degree 
award 

None None 

Dental Assistants 499 499 565 66 13% 1.5% $17.14 
Postsecondary 
non-degree 
award 

None None 

Medical Secretaries 492 492 620 128 26% 1.5% $13.57 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

First-Line Supervisors of 
Office and Administrative 
Support Workers 

490 490 554 64 13% 1.4% $21.89 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Preschool Teachers, Except 
Special Education 

435 435 481 46 11% 1.3% $9.51 
Associate's 
degree 

None None 

Nurse Practitioners 425 425 491 66 16% 1.3% $42.18 Master's degree None None 

Nurse Anesthetists 403 403 439 36 9% 1.2% $69.35 Master's degree None None 

Medical and Clinical 
Laboratory Technologists 

375 375 390 15 4% 1.1% $26.78 
Bachelor's 
degree 

None None 

Radiologic Technologists 362 362 398 36 10% 1.1% $22.75 
Associate's 
degree 

None None 

Medical and Clinical 
Laboratory Technicians 

349 349 386 37 11% 1.0% $15.56 
Associate's 
degree 

None None 

Interviewers, Except Eligibility 
and Loan 

348 348 353 5 1% 1.0% $12.06 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 
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Advanced Manufacturing 
 
The goods producing sector forms a key part of the 

Knoxville economy. While the area is highly diversified, 

the presence of advanced manufacturing contributes 

significantly in terms of drawing new value into the region 

through exports out of the region. While overall employment levels continue to decline, the need 

for replacement workers in the industry indicates that there will continue to be hiring for skilled 

and well compensated roles over the next five years and beyond.  Fifteen of the 25 most 

numerous occupations in advanced manufacturing earn a median hourly wage of $15 or higher; 

nine receive wages in excess of $20 per hour. Nineteen of the 25 require as minimum entry for 

jobs a high school diploma (or less) with some type of skills training. 

 

 
 Industry Job Growth 2010 2015 2020 2010-2015 2015-2020 

LWDA 3 11,311 11,683 10,595 3.29% -9.31% 

 

Continuing to emphasize to young persons and others in the region the importance of pursuing 

careers in manufacturing will provide those individuals with meaningful opportunity and will 

help assure an adequate workforce supply for this critical sector of the economy.  Career ladder 

planning is one way to stimulate understanding of the ways that existing and new workers can 

plan for additional skills and training in ways that serve personal and employer needs in 

important ways. 

 

 

2015 Jobs: 11,683 

Average Earnings: $70,329(2015) 

Establishments: 402 

LQ: 0.58 
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Table. Highest Industry Location Quotient in Manufacturing 

Industry 
2015 
Jobs 

2020 
Jobs 

% 
Change 

2015 
LQ 

2020 
LQ 

% 
Change 

LQ 

2015 Earnings 
Per Worker 

Coffee and Tea Manufacturing 743 1,214 63% 23.19 33.47 44% $55,729 

Automatic Environmental Control Manufacturing for Residential, 
Commercial, and Appliance Use 

328 193  (41%) 10.57 7.96  (25%) $64,750 

Metal Kitchen Cookware, Utensil, Cutlery, and Flatware (except Precious) 
Manufacturing 

160 145  (9%) 10.44 10.42 0% $68,946 

All Other Miscellaneous Electrical Equipment and Component 
Manufacturing 

454 532 17% 9.62 10.78 12% $85,756 

Power Boiler and Heat Exchanger Manufacturing 338 424 26% 8.62 10.05 17% $139,521 

Other Measuring and Controlling Device Manufacturing 357 330  (7%) 5.95 5.24  (12%) $104,804 

Perishable Prepared Food Manufacturing 388 447 15% 5.58 5.89 5% $59,113 

Motor Vehicle Transmission and Power Train Parts Manufacturing 727 972 34% 5.52 7.09 28% $51,108 

Soft Drink Manufacturing 670 631  (6%) 5.38 5.45 1% $68,368 

Cement Manufacturing 108 178 64% 4.99 8.02 61% $80,996 
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Table. Top Advanced Manufacturing Jobs  

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-
Job Training 

Team Assemblers 1,037 910  (127)  (12%) 8.9% $14.53 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

First-Line Supervisors of Production 
and Operating Workers 

403 367  (36)  (9%) 3.5% $26.04 
Postsecondary 
non-degree 
award 

Less than 
5 years 

None 

Packaging and Filling Machine 
Operators and Tenders 

395 422 27 7% 3.4% $12.74 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

299 293  (6)  (2%) 2.6% $11.47 
Less than high 
school 

None 
Short-term on-the-
job training 

Helpers--Production Workers 272 243  (29)  (11%) 2.3% $9.14 
Less than high 
school 

None 
Short-term on-the-
job training 

General and Operations Managers 258 222  (36)  (14%) 2.2% $43.08 
Bachelor's 
degree 

Less than 
5 years 

None 

Inspectors, Testers, Sorters, 
Samplers, and Weighers 

246 240  (6)  (2%) 2.1% $16.66 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Industrial Engineers 212 190  (22)  (10%) 1.8% $43.84 
Bachelor's 
degree 

None None 

Maintenance and Repair Workers, 
General 

208 201  (7)  (3%) 1.8% $17.25 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

Machinists 195 188  (7)  (4%) 1.7% $18.15 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

Electrical and Electronic Equipment 
Assemblers 

194 165  (29)  (15%) 1.7% $14.98 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Shipping, Receiving, and Traffic 
Clerks 

186 170  (16)  (9%) 1.6% $13.24 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Food Batchmakers 179 206 27 15% 1.5% $23.12 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Sales Representatives, Wholesale 
and Manufacturing, Except Technical 
and Scientific Products 

176 160  (16)  (9%) 1.5% $23.86 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Production, Planning, and Expediting 
Clerks 

170 144  (26)  (15%) 1.5% $27.88 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Customer Service Representatives 166 137  (29)  (17%) 1.4% $13.49 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Industrial Production Managers 164 149  (15)  (9%) 1.4% $45.32 
Bachelor's 
degree 

5 years or 
more 

None 

Paper Goods Machine Setters, 
Operators, and Tenders 

157 144  (13)  (8%) 1.3% $12.65 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Printing Press Operators 157 98  (59)  (38%) 1.3% $16.33 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Cutting, Punching, and Press 
Machine Setters, Operators, and 
Tenders, Metal and Plastic 

154 135  (19)  (12%) 1.3% $16.88 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Sewing Machine Operators 145 49  (96)  (66%) 1.2% $9.63 
Less than high 
school 

None 
Short-term on-the-
job training 

Industrial Machinery Mechanics 143 164 21 15% 1.2% $21.05 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

Heavy and Tractor-Trailer Truck 
Drivers 

141 155 14 10% 1.2% $21.43 
Postsecondary 
non-degree 
award 

None 
Short-term on-the-
job training 

Office Clerks, General 137 116  (21)  (15%) 1.2% $13.24 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Production Workers, All Other 131 122  (9)  (7%) 1.1% $9.60 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

 Source: EMSI, 2015 
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Business Services 
 

The nature of Knoxville’s economy as a major hub 

for East Tennessee translates to a significant level of 

business and professional employment. Business 

services occupations in Knoxville are 19 percent 

more numerous as a percentage of total employment 

than in the nation at large. The range of occupations is quite extensive in this sector, from many 

entry-level roles through a host of advanced profession occupations.  Ten of the 25 most 

numerous occupations receive median wages equivalent to $20 or more an hour. Five require a 

bachelor’s degree or higher while two others require a bachelor’s degree or higher. In this regard, 

business services provide an excellent example of career pathways for existing or new workers 

that incorporate middle skill jobs as part of an individual transition to new roles and higher 

earnings.   

 

 

 
 
 

   
 Industry Job 
Growth 

2010 2015 2020 
2010-
2015 

2015-
2020 

LWDA 3 30,862 38,953 42,917 26.22% 10.18% 

 

2015 Jobs: 38,953 

Average Earnings: $58,435(2015) 

Establishments: 2,255 

LQ: 1.19 

Source: EMSI, 2015 
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The creative sector is also highly associated with the economy of Knoxville.  Ten occupations in 

professional services demonstrate levels of technical, artistic and other creative skills that serve 

key roles in the local and regional economy.  Nine of these 10 occupations entail location 

quotients ranging as high as 2.38 by 2020, meaning that there are more than double the number 

of workers in the field that one might expect to find in a region and economy of Knoxville’s size. 
. 

 

Table. Highest Industry Location Quotient, Professional Services 

Industry 2015 Jobs 2020 Jobs % Change 2015 LQ 
2020 
LQ 

% Change 
LQ 

2015 
Earnings 

Per Worker 

Advertising Material Distribution 
Services 

108 24  (78%) 5.55 1.63  (71%) $45,092 

Environmental Consulting Services 327 296  (9%) 2.27 1.85  (19%) $100,720 

Graphic Design Services 219 250 14% 2.08 2.38 14% $64,194 

Drafting Services 23 29 26% 1.68 2.22 33% $120,657 

Landscape Architectural Services 90 68  (24%) 1.61 1.32  (18%) $34,387 

Architectural Services 449 220  (51%) 1.57 0.77  (51%) $75,259 

Title Abstract and Settlement Offices 139 139 0% 1.48 1.51 2% $50,394 

Translation and Interpretation 
Services 

68 84 23% 1.35 1.23  (9%) $31,606 

Veterinary Services 710 799 13% 1.27 1.30 2% $34,507 

Testing Laboratories 309 528 71% 1.10 1.70 55% $68,115 

 
Table. Top Business Services Jobs 

Description 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
Group 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Janitors and Cleaners, Except 
Maids and Housekeeping 
Cleaners 

4,459 4,920 461 10% 11.4% $9.73 
Less than high 
school 

None 
Short-term on-the-job 
training 

Customer Service 
Representatives 

1,709 1,976 267 16% 4.4% $13.49 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Office Clerks, General 1,329 1,444 115 9% 3.4% $13.24 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

1,194 1,358 164 14% 3.1% $11.47 
Less than high 
school 

None 
Short-term on-the-job 
training 

Security Guards 1,177 1,206 29 2% 3.0% $9.92 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Landscaping and 
Groundskeeping Workers 

1,083 1,127 44 4% 2.8% $11.61 
Less than high 
school 

None 
Short-term on-the-job 
training 

General and Operations 
Managers 

1,070 1,177 107 10% 2.7% $43.08 
Bachelor's 
degree 

Less than 
5 years 

None 

Bill and Account Collectors 1,034 1,170 136 13% 2.7% $12.94 
High school 
diploma or 
equivalent 

None 
Moderate-term on-the-job 
training 

Secretaries and Administrative 
Assistants, Except Legal, 
Medical, and Executive 

1,033 1,136 103 10% 2.7% $14.59 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Bookkeeping, Accounting, and 
Auditing Clerks 

939 1,018 79 8% 2.4% $15.45 
High school 
diploma or 
equivalent 

None 
Moderate-term on-the-job 
training 

Accountants and Auditors 839 890 51 6% 2.2% $28.88 
Bachelor's 
degree 

None None 

Source: EMSI, 2015 
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Table. Top Business Services Jobs 

Description 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
Group 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Lawyers 703 765 62 9% 1.8% $50.21 
Doctoral or 
professional 
degree 

None None 

Team Assemblers 595 666 71 12% 1.5% $14.53 
High school 
diploma or 
equivalent 

None 
Moderate-term on-the-job 
training 

First-Line Supervisors of Office 
and Administrative Support 
Workers 

546 617 71 13% 1.4% $21.89 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Maids and Housekeeping 
Cleaners 

510 572 62 12% 1.3% $8.79 
Less than high 
school 

None 
Short-term on-the-job 
training 

Sales Representatives, 
Services, All Other 

467 539 72 15% 1.2% $19.73 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Telemarketers 433 456 23 5% 1.1% $11.29 
Less than high 
school 

None 
Short-term on-the-job 
training 

Computer User Support 
Specialists 

404 454 50 12% 1.0% $20.24 
Some college, 
no degree 

None 
Moderate-term on-the-job 
training 

Management Analysts 368 399 31 8% 0.9% $40.38 
Bachelor's 
degree 

Less than 
5 years 

None 

Computer Systems Analysts 356 403 47 13% 0.9% $39.17 
Bachelor's 
degree 

None None 

Legal Secretaries 329 331 2 1% 0.8% $20.60 
High school 
diploma or 
equivalent 

None 
Moderate-term on-the-job 
training 

Paralegals and Legal Assistants 323 360 37 11% 0.8% $22.87 
Associate's 
degree 

None None 

First-Line Supervisors of 
Landscaping, Lawn Service, and 
Groundskeeping Workers 

313 321 8 3% 0.8% $16.28 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Billing and Posting Clerks 309 343 34 11% 0.8% $14.18 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Executive Secretaries and 
Executive Administrative 
Assistants 

293 300 7 2% 0.8% $21.25 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

 
  

Source: EMSI, 2015 



146 | The Research Center 

 

 

LWDA 4 

 

The Region 
Local Workforce Development Area (LWDA) 4 comprises a set of nine counties including key 

parts of the Cumberland Plateau and the Tennessee River Valley.   Six counties are a part of the 

Knoxville Metropolitan Statistical Area (MSA), including Anderson, Blount, Campbell, Loudon, 

Morgan and Roane.  Cumberland County represents the Crossville Micropolitan Area. Scott 

County to the north and Monroe County to the south are not attached to either a metropolitan or 

micropolitan area.   The region, thus, is very diverse, encompassing large suburban and small 

city settings in a larger metropolitan system, smaller urban hubs, and a share of rural and more 

isolated areas.  Several key cities in the region include Alcoa, Crossville, Farragut, Lenoir City, 

Maryville, Oak Ridge and others.   The array of economic diversity across LWDA 4 is 

considerable with a number of unique industry clusters such as energy and technology, recreation 

and hospitality, health care, and manufacturing. 

 

Continuing through the years since the close of 

the Great Recession, LWDA 4 has shown 

resilience and economic growth comparable to 

other areas of the state. Still, the workforce 

development system’s role and leadership with area partners is more important than ever in 

guiding through the years ahead to assure an adequate supply of workforce to meet employer 

demand.  A variety of forces, including industry realignment, large-scale technological 

innovation, changing requirements for occupational skills and altering demographic patterns, 

together are reshaping the workforce landscape of the region. Strong employment growth rates 

between 2010 and 2015 and on to 2020 will cast these as both challenges and opportunities for 

the region. 

 

Reduction in unemployment levels in 

LWDA 4 from a high of 11.2 percent in 

2009 to 6.3 percent in 2015 corresponds 

with a period of increasing job gains 

since 2010. Essentially, LWDA 4 is 

nearing an environment of full 

employment with continuing decline in 

unemployment totals anticipated through 

2020.  While the period 2005-2010 

proved difficult for the region as it did 

for the nation as a whole with sizable 

employment and economic declines, 

recovery since 2010 has been consistent 

with increasing momentum in recent 

years. Recovering lost jobs and adding new ones has been consistent in LWDA 4 in each year 

since 2012. 

 

2015 Jobs: 170,526 

Average Earnings: $53,329 (2015) 

Establishments: 8,403 
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The LWDA 4 region is anchored in key ways by Anderson and Blount counties.  Blount County 

has the area’s largest population, with almost six times the population of both Scott and Morgan 

counties, the two smallest in the region. Further, the comparatively small size of Scott and 

Morgan County is important in evaluating differences in many variables within the region, 

particularly those where data are tied to small subsets of population.  With the exception of 

Loudon County, the larger counties in LWDA 4 are growing the fastest in the current decade and 

the smallest counties are growing the most slowly or are losing population. In fact, four of the 

nine counties in the area experienced no population growth or actual losses from 2010 to 2015.  

Among the nine counties, only three had population growth higher than the East Tennessee 

average during that period.  Loudon County’s growth rate has remained the highest, followed by 

Cumberland County. Thus, compared to East Tennessee or the state overall, LWDA 4 continues 

to see far slower population increase.   

 

A comparison of age distribution in the region highlights less variability across counties.  

Cumberland County has 29.3 percent of its population age 65 and over, with only 36.2 percent in 

prime working age of 25-54. Meanwhile in 

Morgan County, 48.1 percent of the 

population falls between 25-54 years of 

age, with only 16.6 percent of its 

population over age 65.  The wide 

geography span of LWDA 4 suggests that 

movement among communities and 

counties for job opportunity can be a 

challenge and that educational and age 

variations among counties also pose an 

obstacle to regional growth.  At the same 

time, strategies to grow economic 

opportunityacross the region point to the 

need to bolster educational access and 

performance in those areas with less robust 

levels currently. 
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Educational attainment and skills continue to be the key elements in the workforce capabilities 

overall and thus of businesses’ ability to accomplish the variety of objectives and roles needed to 

produce goods and services.  In a diverse economy such as LWDA 4 this variety in skills is 

present across the region’s several unique industry sets. Within the region, educational levels 

vary considerably with Anderson, Blount, and Loudoun counties experiencing overall higher 

attainment levels and Scott, Monroe and Morgan counties seeing lower performance, with Roane 

approximately at the median for the area.  Notably, however, those counties with the largest 

share of population with high educational attainment levels are also the most populous counties 

in the area, giving the region an overall advantage that might not be present in the smaller 

counties.  Higher levels of education for the workforce as whole will be needed as job 

requirements increase.  Currently, 25.0 percent of the LWDA 4 population over age 25 has an 

associate’s degree or higher compared with 29.0 percent all of East Tennessee, pointing to a 

comparative gap across parts of LWDA 4. 
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Population growth in LWDA 4 is also projected to slow significantly in 2015-2020 compared to 

2010-2015. The current population of LWDA 4 finds more than 206,700 people in the primary 

working-age range (20-54). This group is projected to shrink by 3.3 percent from 2015 to 2020, 

while the population over 65 will rise by 11.5 percent. Even in the slower growth 20-54 age 

cohort, a disproportionate share will move into the “pre-retiree” age range (55-64) soon. 

Currently, the 55-64 age cohort is much larger than the 14-24 age cohort in this region; this will 

remain the pattern for many years. Thus, the need to replace retiring workers will increase 

significantly over the next five years.  Currently, 20 percent of all occupations in the area have 

one in five workers that is age 55 or older. The demographic composition of this area and the 

nation will simply lack the balance whereby younger workers and future workers are as 

numerous in the pipeline as those exiting. Labor force participation, meanwhile, remains a 

challenge for LWDA 4 as it is in many areas of the country with a rate in the region of 53.7 

percent compared with 63.9 percent nationally.  The labor force participation rate in LWDA 4, in 

fact, is the lowest in East Tennessee and remains a key challenge toward maintaining balance of 

worker supply with demand now and into the future.   

 

National concern for ongoing decline in labor force participation sharpens the need to focus 

efforts on those individuals most likely to reenter or begin activity in the labor force.  

Additionally, with 17.5 percent percent of the population in LWDA 4 below the poverty level, 

empowering poverty populations for greater economic mobility through education and training 

will become far more critical. At the same time, fostering entrepreneurship remains an important 

opportunity for the region.  Currently 23.5 percent percent of LWDA 4 workers are self-

employed, much higher than the national average and totaling 53,843 area workers. 
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Mobility of workers to employment 

centers is an important feature of any 

economic region.  LWDA 4 experiences 

about one in four workers commuting in 

from other areas and about 30 percent of 

its residents leaving to work outside the 

area.  Meanwhile, about 40 percent of 

LWDA 4 workers both live and work in 

the area, indicating also a large 

workforce interaction with adjacent 

Knox County in particular.  

Understanding these labor force 

dynamics both within and between each 

labor catchment area is important, providing a basis for planning for the skills needs of workers 

in relation to local and cross-regional industry clusters. The level of commuting in LWDA 4 

continues to increase over time at a moderate pace. Travel within, into and out of the Knoxville 

MSA remains the single most dominant feature of commuting in the area.  A significant number 

of persons that reside in Blount and other suburban counties commute outside of their home 

county, particularly into Knox County.  Over 22,000 workers commute daily into Anderson 

county, and other 3,000 commute into Loudon county and more than 6,000 people commute 

from Knox County into Blount County every day. Distance remains a barrier for many in other 

counties- Cumberland, Monroe, Morgan and Scott in particular- where diverse local employment 

opportunities also have sometimes been more limited. Research shows that transportation is 

typically the second largest household expenditure after housing and that those with modest 

incomes frequently find it difficult to justify long commutes. Time and expenditure losses 

quickly make commuting for lower skill and lower earnings occupations unfeasible. 

 

The challenges around workforce access to employment centers across LWDA 4  include both an 

ability to ensure that there is a critical mass of job opportunity in smaller and more isolated 

communities where commuting to more urbanized centers is less desirable; and continue to 

diversify the industry mix in the smaller urban areas so that more local talent will be retained and 

more newcomers may be attracted by job offerings as they develop.  

 

Overall, affordability of housing and other household needs remains a very attractive feature of 

the LWDA 4 region.  The area’s quality of life includes many amenities and characteristics that 

are found all throughout the area.  Percentage of income going to housing is lower than the state 

and regional rates, and median income remains higher than East Tennessee as a whole. Coupling 

the features which have guaranteed a stable population and economy in the past will require a 

renewed emphasis, particularly for those smaller population counties where opportunity has 

languished for those seeking greater economic diversity and for young persons starting careers.   
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The Local Workforce Area 

 
The LWDA 4 region has experienced consistent economic growth and recovery from the time of 

the national recession. Job gains been slightly lower than those of the state as a whole in recent 

years. A blend of unique industries, numerous anchor small cities with small business 

contingents, the favorable business climate, the quality of life and a solid training infrastructure 

are pillars that support the region’s economy. Yet an even stronger match between worker skills 

and employer demands must be achieved over the next five years.  

 

Projections for employment by industry for 2015 to 2020 in LWDA 4 indicate a net increase in 

nearly all industries. Gains are anticipated for eleven of the twelve industry sectors examined in 

this study.  In fact, four sectors are expected to have 

even stronger growth or performance in the five years 

ahead than those just completed. Particularly 

important, several industries with a broad range of 

occupational and earnings potential are set to expand 

employment through 2020 including logistics, 

healthcare, educational services, and office-related 

activity.   Even the overall potential contraction in 

manufacturing suggests opportunity as many roles 

remain chronically difficult to fill and the sector 

experiences the aging workforce phenomenon more 

severely some than some other industries.   Sixty 

percent of all job postings in 2015 were in four major 

industry sectors- healthcare, retail trades, 

manufacturing and transportation while 43.6 percent 

of all net jobs openings are in four occupation sectors, 

including office administration, food preparation and 

serving, sales related occupations and 

production/manufacturing occupations.  The need to 

calibrate supply of talent for these areas clearly drives 

priority for the area in terms of education and training 

needs.  
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Skills and education requirements for entry to jobs continue to increase in the regional economy. 

Jobs created from 2015 to 2020 overall will much more frequently require postsecondary 

credentials and degrees. In the current workforce, 4.6 percent of jobs require an associates degree 

while 7.1 percent of all jobs created in the next five years will require an associates degree. 

Further, 25.4 percent of new jobs will require a bachelor’s degree or higher. Some 9.6 percent of 

those new jobs will require some postsecondary training. In the region, there will be fewer jobs 

that require a high school diploma or less, dropping from 68.8 percent to 56.7 percent of all new 

jobs through 2020. The demand for skilled and educated workers continues to expand as 

minimum retention and skill advancement requirements edge upward. Business leaders, 

policymakers, educational institutions and other stakeholders have a unique opportunity to 

position the joint metro region as an exemplary model of workforce efficiency. Momentum on 

creative solutions based on workforce analysis can help build that efficiency. This research 

advances that analysis in several new and important ways.  
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Research suggests that nearly half of new job openings from 2010 through 2020 will be in 

middle-skill occupations, representing jobs requiring more than a high school diploma but less 

than a bachelor’s degree, and found in areas such as computer technology, health care and 

advanced manufacturing. There are more than 50,000 middle-skill workers in LWDA 4, with 

highest concentrations in the core industry clusters of health care, advanced manufacturing and 

business services.  LWDA 4 has a density of middle-skill jobs that is 21 percent higher than the 

nation’s.  Over the period 2010-2015, this region has seen middle-skill job gains of 13.9 percent, 

highlighting the growth and growth potential of that category. Middle-skill jobs are projected to 

continue strong growth, rising from slightly more than 43,000 jobs in 2010 to nearly 52,000 by 

2020.  To date, area manufacturing and distribution sector growth have demonstrated the 

renewed vitality of this sector. Health care services growth, a continuous feature of an aging 

society, also has experienced and will continue to experience high middle-skills demands. 

Together, these two sectors, manufacturing and healthcare in the region account for 49 percent of 

all middle-skills employment. 

 

Three industry sectors with middle-skill components offer examples of major critical 

occupations as part of career pathways. In advanced manufacturing, metal fitters and fabricators 

can transition to middle-skill roles with further on-the-job training and consider earning a 

bachelor’s degree suited for an industrial production manager role, earning 123 percent percent 

over the area’s total workforce average at $41.59 an hour. A health care career ladder could 

anticipate a physical therapist gaining an associate’s degree aimed at the assistant role in this 

profession, and ultimately moving to a licensed therapist role with a degree and earnings at 

$37.28 an hour. The area’s transportation sector could offer a career ladder with traffic 

technicians transitioning into middle-skill roles as civil drafters, followed by additional training, 

and ultimately earning a bachelor’s degree, resulting in a job as a civil engineer earning more 

than double their entry level occupation at $44.32 an hour. Examples across industries offer 

many opportunities with the large array of middle-skill occupations as a key--and often hard-to-

fill, --step on the job ladder. 

 

The years leading up to 2020, in seeing a relatively slow rate of employment growth nationally, 

may offer up both a job shortage and a worker shortage. Projected net job gains range from 6,000 

to 9,500 for the region across the next five years. Employment growth will be strongest in fields 

such as health care, where increased demand is inevitable. 
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Local Industry Clusters 
A set of target industries in East Tennessee and LWDA 4 comprise a large share of the current 

and expanding employment base of the region.  Across occupations, and particularly including 

middle-skills roles, these sectors include: 

 
 The health care industry will experience robust growth in the next five years in the 

region. Aging population and increased health insurance coverage will prompt more 

demand for services locally. Worker shortages will persist sporadically in clinical 

settings, including physicians, nurses and allied health roles and in health management 

roles. Through 2020, there will be 700 yearly openings in LWDA 4 for registered nurses, 

medical assistants and surgical technologists. 

 Advanced manufacturing will see some level of overall decline in employment over the 

next five years, though replacement workers in many occupations will remain in critically 

short supply. Area institutions, particularly community colleges and Tennessee Colleges 

of Applied Technology, serve a critical role in supply development as more workers 

retire and as technology skills rise in many manufacturing roles.  

 Logistics and distribution, representing an aggregate of the transportation and 

warehousing industries, accounts for 6.5 percent percent of total employment in the 

region. Net growth of 5.1 percent is projected through 2020, led by over 1,100 yearly net 

openings for freight and stock laborers, heavy and tractor-trailer truck drivers and 

packaging laborers. Increasingly, technology skills are needed for many roles, and area 

schools must offer options, including accelerated training, for these emerging training 

needs.  

 Business Services is seen very strong growth in recent years. Projections based on 

historical patterns show a slowing growth approaching 2020 at 8.5 percent from 11.9 

percent gains in the five years through 2015. Top net occupational openings from now 

until 2020 in the area will be for customer service representatives, office clerks, and 

general managers.  
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Industry Clusters: LWDA 4 

 

Healthcare 
The healthcare sector represents about a 10 percent 

larger share of the employment of LWDA 4 than that 

sector in the national economy.  Healthcare continues 

to grow as an industry serving the needs of an aging population.  The service delivery system 

through the area continues to diversity as healthcare providers appear in locations such as retail 

centers and with nurse practitioners and other allied health workers taking roles not seen in such 

numbers or settings previously.  Meanwhile, shortages of primary care physicians and other 

professionals, along with cost controls are altering staffing patterns in new ways 

 

 

     

 
Industry Job 

Growth 
2010 2015 2020 

2010-
2015 

2015-2020 

 17,169 17,801 20,240 3.68% 13.70% 

 

The need for workforce in many areas of healthcare will be a dominant feature of the economy 

of East Tennessee and the nation for much time to come.  The location quotient for healthcare 

occupations in the counties of LWDA 4 indicate a widespread high representation of this sector.  

Additionally, the strong wage levels and anticipated job gains across each county highlight the 

importance of communicating employment opportunities to existing and new workers.  Particular 

emphasis on the key role of middle-skills occupations as part of careeer ladders for individuals 

2015 Jobs: 17,801 

Average Earnings: $48,195(2015) 

Establishments: 775 

LQ: 1.1 

16.5%

83.5%

Figure. Workforce Gender in Healthcare 
Industry, LWDA 4
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Source: EMSI, 2015
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provides a way to enhance individuals’ earning capacity and help full longer term workforce 

supply needs. 

 

Table. Healthcare Jobs, LWDA 4 

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Cumberland County 1,836 1,969 111 $21.96 1.23 

Scott County 548 670 49 $20.14 1.18 

Campbell County 1,272 1,552 80 $21.04 1.58 

Roane County 1,698 1,867 87 $19.71 1.09 

Blount County 4,728 4,813 222 $26.18 1.17 

Monroe County 1,103 1,198 52 $19.21 0.93 

Anderson County 3,185 3,573 139 $24.46 0.94 

Morgan County 319 365 25 $20.94 1.28 

Loudon County 833 1,010 54 $22.14 0.67 

  
15,521 17,017 820 $23.09 

  

Source: EMSI, 2015 
    

 

 
 

Table. Top Healthcare Jobs  

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Registered Nurses 1,831 2,045 214 12% 10.3% $25.23 
Associate's 
degree 

None None 
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Table. Top Healthcare Jobs  

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Nursing Assistants 1,597 1,751 154 10% 9.0% $10.27 
Postsecondary 
non-degree 
award 

None None 

Licensed Practical and 
Licensed Vocational Nurses 

1,105 1,228 124 11% 6.2% $16.20 
Postsecondary 
non-degree 
award 

None None 

Personal Care Aides 1,032 1,293 262 25% 5.8% $9.24 
Less than high 
school 

None 
Short-term on-the-
job training 

Medical Assistants 521 588 67 13% 2.9% $12.51 
Postsecondary 
non-degree 
award 

None None 

Receptionists and Information 
Clerks 

467 524 57 12% 2.6% $11.58 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Home Health Aides 444 553 109 24% 2.5% $8.88 
Less than high 
school 

None 
Short-term on-the-
job training 

Dental Assistants 378 408 31 8% 2.1% $17.60 
Postsecondary 
non-degree 
award 

None None 

Residential Advisors 368 410 42 11% 2.1% $9.17 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Office Clerks, General 353 377 24 7% 2.0% $12.28 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Medical Secretaries 306 369 63 20% 1.7% $12.73 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Secretaries and 
Administrative Assistants, 
Except Legal, Medical, and 
Executive 

287 317 29 10% 1.6% $13.07 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Billing and Posting Clerks 252 281 29 12% 1.4% $13.28 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Dental Hygienists 246 274 28 11% 1.4% $32.98 
Associate's 
degree 

None None 

Maids and Housekeeping 
Cleaners 

243 274 31 13% 1.4% $9.04 
Less than high 
school 

None 
Short-term on-the-
job training 

Cooks, Institution and 
Cafeteria 

242 271 29 12% 1.4% $9.69 
Less than high 
school 

None 
Short-term on-the-
job training 

Childcare Workers 237 258 20 9% 1.3% $8.64 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Medical and Health Services 
Managers 

230 259 29 13% 1.3% $33.27 
Bachelor's 
degree 

None None 

First-Line Supervisors of 
Office and Administrative 
Support Workers 

219 246 27 12% 1.2% $19.39 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Physicians and Surgeons, All 
Other 

214 244 30 14% 1.2% $101.88 
Doctoral or 
professional 
degree 

None Internship/residency 

Physical Therapists 208 248 41 20% 1.2% $37.28 
Doctoral or 
professional 
degree 

None None 

Preschool Teachers, Except 
Special Education 

205 227 22 11% 1.2% $9.92 
Associate's 
degree 

None None 

Physical Therapist Assistants 195 225 30 15% 1.1% $23.07 
Associate's 
degree 

None None 

Radiologic Technologists 188 212 23 12% 1.1% $20.93 
Associate's 
degree 

None None 

Medical Records and Health 
Information Technicians 

185 202 17 9% 1.0% $13.75 
Postsecondary 
non-degree 
award 

None None 

 
 

Source: EMSI, 2015 
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Transportation 
 

The location of LWDA 4 means that it covers 

several key transit corridors in East Tennessee.  

Further, the base of manufacturing in the region 

translates to a commensurate need for distribution of 

goods to other areas. Consequently, the logistics 

sector is important to the overall employment and economic based of the region.  Also, as 

LWDA 4 interacts with adjacent metropolitan areas and labor force catchment areas, 

understanding those interrelationships is key toward planning for workforce supply needs in 

logistics across the region.  Growth in the industry has been steady from 2010 through 2015 and 

is projected to increase at a slightly faster rate through 2020.  Ten of the 25 most numerous 

occupations in logistics earn greater than $15 as a median hourly wage; 20 of the 25 jobs require 

only a high school diploma (or less) as a minimum entry requirement for those positions. 

 

 
Industry Job 

Growth 
2010 2015 2020 

2010-
2015 

2015-
2020 

LWDA 4 8,400 8,710 9,153 3.69% 5.09% 

 

Continued focus on the key ways that middle skill jobs can serve to fill important workforce 

needs and allow workers to move up in career ladders will be increasingly important in LWDA 

4.  Eighteen of the 25 most numerous occupations in transportation in the area require some type 

of short- or long-term, on-the-job training.  With most job candidates originating in the local 

area, the need for employers and training partners to provide high quality skills acquisition 

remains critical.  As well, developing innovative partnerships and approaches across the 

population to curtail issues of substance abuse are highly important as this exists as a particularly 

widespread problem for employers in this industry across many occupations that are chronically 

difficult to fill.  

2015 Jobs: 8,710 

Average Earnings: $56,875(2015) 

Establishments: 705 

LQ: 0.7 

76.2%

23.8%

Figure. Workforce Gender in 
Transportation Industries, LWDA 4

Male

Female

Source: EMSI, 2015
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Table. Transportation and Material Moving Jobs in Region  

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Scott County 329 313 17 $12.80 0.91 

Loudon County 1,565 1,706 100 $15.54 1.62 

Monroe County 1,066 1,112 61 $12.91 1.16 

Cumberland County 1,627 1,681 87 $12.45 1.41 

Blount County 3,409 3,631 176 $14.07 1.09 

Roane County 1,211 1,226 68 $13.67 1.01 

Campbell County 587 614 28 $12.64 0.94 

Morgan County 176 212 15 $15.53 0.91 

Anderson County 1,891 1,857 90 $14.47 0.72 

  
11,860 12,352 642 $13.87 

  

 
 

Table. Top Transportation Jobs 

Description 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
Group 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-
Job Training 

Heavy and Tractor-Trailer Truck Drivers 1,439 1,555 116 8% 16.5% $18.12 
Postsecondary 
non-degree 
award 

None 
Short-term on-the-
job training 

Source: EMSI, 2015 
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Table. Top Transportation Jobs 

Description 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
Group 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-
Job Training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

979 1,041 62 6% 11.2% $11.46 
Less than high 
school 

None 
Short-term on-the-
job training 

Light Truck or Delivery Services Drivers 434 452 18 4% 5.0% $14.45 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Sales Representatives, Wholesale and 
Manufacturing, Except Technical and 
Scientific Products 

393 421 28 7% 4.5% $22.50 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Stock Clerks and Order Fillers 267 273 6 2% 3.1% $9.97 
Less than high 
school 

None 
Short-term on-the-
job training 

General and Operations Managers 207 221 14 7% 2.4% $39.01 
Bachelor's 
degree 

Less than 
5 years 

None 

Office Clerks, General 201 210 9 4% 2.3% $12.28 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Industrial Truck and Tractor Operators 201 209 8 4% 2.3% $13.31 
Less than high 
school 

None 
Short-term on-the-
job training 

Customer Service Representatives 200 215 15 8% 2.3% $11.83 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Bus Drivers, School or Special Client 194 205 11 6% 2.2% $9.33 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Shipping, Receiving, and Traffic Clerks 165 176 11 7% 1.9% $12.69 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Aircraft Mechanics and Service 
Technicians 

161 133  (28)  (17%) 1.8% $21.93 
Postsecondary 
non-degree 
award 

None None 

Bookkeeping, Accounting, and Auditing 
Clerks 

136 145 9 7% 1.6% $14.49 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Secretaries and Administrative 
Assistants, Except Legal, Medical, and 
Executive 

134 146 12 9% 1.5% $13.07 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Driver/Sales Workers 125 136 11 9% 1.4% $10.44 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Sales Representatives, Wholesale and 
Manufacturing, Technical and Scientific 
Products 

120 126 6 5% 1.4% $32.90 
Bachelor's 
degree 

None 
Moderate-term on-
the-job training 

First-Line Supervisors of Helpers, 
Laborers, and Material Movers, Hand 

120 128 8 7% 1.4% $19.79 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Packers and Packagers, Hand 115 129 14 12% 1.3% $9.11 
Less than high 
school 

None 
Short-term on-the-
job training 

Dispatchers, Except Police, Fire, and 
Ambulance 

109 120 11 10% 1.2% $13.63 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Bus and Truck Mechanics and Diesel 
Engine Specialists 

106 112 6 6% 1.2% $17.00 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

First-Line Supervisors of Office and 
Administrative Support Workers 

103 109 6 6% 1.2% $19.39 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Flight Attendants 101 83  (18)  (18%) 1.2% $21.48 
High school 
diploma or 
equivalent 

Less than 
5 years 

Moderate-term on-
the-job training 

First-Line Supervisors of Transportation 
and Material-Moving Machine and 
Vehicle Operators 

81 88 7 9% 0.9% $23.48 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Maintenance and Repair Workers, 
General 

81 86 5 6% 0.9% $16.28 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

Team Assemblers 
78 83 5 6% 0.9% $13.86 

High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

 
Source: EMSI, 2015 
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Advanced Manufacturing 

 

The manufacturing sector is highly important to LWDA 4 with a presence that is more than 

double the share of total employment as in the nation as a whole. The need to produce and retain 

a sufficient quantity of manufacturing workers overall is becoming critical.  A disproportionate 

share of older workers, increasing skills requirements needed 

in technical roles, and a gap in hiring during the recession 

have combined to create shortages in numerous key 

occupations throughout the region.  Wage levels and 

opportunities are strong in many subsectors within 

manufacturing in LWDA 4, with average earnings for workers at nearly $70,000 annually.  

Thirteen of the 25 most numerous occupations in manufacturing earn wages exceeding $15 an 

hour.  Only four of the 25 jobs have a requirement of greater than a high school diploma to enter 

those occupations; all but four have some requirement of short- to long-term, on-the-job training. 

 
 

 
 

The dual needs to maintain a workforce with the ability to perform manufacturing tasks as well 

as opportunity to transfer knowledge from retiring workers are critical issues in the area’s 

manufacturing sector as this continues to be a key part of the area’s economy and economic 

development need. While manufacturing employment is projected to subside somewhat through 

2020, replacement for retiring workers will require a substantial supply of new workers.  

Proactive outreach by employers to young persons in high schools, middle schools, job 

shadowing, internships and other programs are all ways that area employers are communicating 

to young persons, as well as to existing workers, that many opportunities exist in the 

manufacturing sector in LWDA 4 over the next five years and beyond.  Examples of career 

ladders including middle skill roles serve as key ways to guide potential employees and help 

ensure a more robust supply of workforce to meet demand. 

2015 Jobs: 31,523 

Average Earnings: $69,637 (2014) 

Establishments: 496 

LQ: 2.21 

74.6%

25.4%

Figure. Workforce Gender in 
Advanced Manufacturing, LWDA 4
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Source: EMSI, 2015
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Table. Production Jobs in Region  

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Monroe County 3,280 2,937 
156 

$14.94 3.77 

Scott County 1,080 909 
139 

$11.98 3.16 

Morgan County 182 191 
73 

$14.03 1.00 

Loudon County 1,432 1,330 
65 

$14.90 1.56 

Anderson County 6,379 6,305 
42 

$16.08 2.55 

Blount County 5,447 5,492 
35 

$16.12 1.83 

Cumberland County 1,672 1,776 
16 

$13.37 1.52 

Campbell County 1,008 1,005 
29 

$13.12 1.70 

Roane County 1,154 1,133 
8 

$16.42 1.01 

  
21,633 21,076 

562 
$15.29 

  

 

 

 

 

Source: EMSI, 2015 
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Table. Top Manufacturing jobs 

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-
Job Training 

Team Assemblers 4,765 4,571  (194)  (4%) 15.1% $13.86 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

First-Line Supervisors of 
Production and Operating Workers 

1,202 1,134  (68)  (6%) 3.8% $23.70 
Postsecondary 
non-degree 
award 

Less than 
5 years 

None 

Inspectors, Testers, Sorters, 
Samplers, and Weighers 

927 893  (34)  (4%) 2.9% $15.60 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

904 856  (48)  (5%) 2.9% $11.46 
Less than high 
school 

None 
Short-term on-the-
job training 

Machinists 839 844 5 1% 2.7% $18.46 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

Helpers--Production Workers 703 663  (40)  (6%) 2.2% $10.85 
Less than high 
school 

None 
Short-term on-the-
job training 

Maintenance and Repair Workers, 
General 

673 642  (31)  (5%) 2.1% $16.28 
High school 
diploma or 
equivalent 

None 
Long-term on-the-
job training 

Industrial Engineers 613 601  (12)  (2%) 1.9% $40.82 
Bachelor's 
degree 

None None 

Sewing Machine Operators 609 521  (88)  (14%) 1.9% $10.66 
Less than high 
school 

None 
Short-term on-the-
job training 

General and Operations Managers 571 531  (40)  (7%) 1.8% $39.01 
Bachelor's 
degree 

Less than 
5 years 

None 

Cutting, Punching, and Press 
Machine Setters, Operators, and 
Tenders, Metal and Plastic 

558 527  (31)  (6%) 1.8% $15.96 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Welders, Cutters, Solderers, and 
Brazers 

538 417  (121)  (22%) 1.7% $15.87 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Shipping, Receiving, and Traffic 
Clerks 

509 482  (27)  (5%) 1.6% $12.69 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Welding, Soldering, and Brazing 
Machine Setters, Operators, and 
Tenders 

459 450  (9)  (2%) 1.5% $18.06 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Industrial Production Managers 439 417  (22)  (5%) 1.4% $41.59 
Bachelor's 
degree 

5 years or 
more 

None 

Production, Planning, and 
Expediting Clerks 

419 382  (37)  (9%) 1.3% $24.83 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Industrial Truck and Tractor 
Operators 

385 366  (19)  (5%) 1.2% $13.31 
Less than high 
school 

None 
Short-term on-the-
job training 

Extruding, Forming, Pressing, and 
Compacting Machine Setters, 
Operators, and Tenders 

373 387 14 4% 1.2% $14.34 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Extruding and Drawing Machine 
Setters, Operators, and Tenders, 
Metal and Plastic 

371 323  (48)  (13%) 1.2% $13.25 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Production Workers, All Other 356 340  (16)  (4%) 1.1% $10.39 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Packaging and Filling Machine 
Operators and Tenders 

345 348 3 1% 1.1% $13.65 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Sales Representatives, Wholesale 
and Manufacturing, Except 
Technical and Scientific Products 

341 330  (11)  (3%) 1.1% $22.50 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Office Clerks, General 337 307  (30)  (9%) 1.1% $12.28 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Maintenance Workers, Machinery 336 335  (1)  (0%) 1.1% $21.86 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Multiple Machine Tool Setters, 
Operators, and Tenders, Metal and 
Plastic 

322 307  (15)  (5%) 1.0% $11.81 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

 Source: EMSI, 2015 
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LWDA 5 

 

The Region 
Local Workforce Development Area 5 

(LWDA 5) is composed of nine counties in 

southeast Tennessee: Bledsoe, Bradley, 

Hamilton, McMinn, Marion, Meigs, Polk, 

Rhea and Sequatchie. The area includes the 

three Tennessee counties in the Chattanooga 

Metropolitan Statistical Area (MSA) – 

Hamilton, Marion and Sequatchie – and the 

two Tennessee counties in the Cleveland 

MSA, Bradley and Polk. The Athens and 

Dayton micropolitan areas, each comprising 

one county (McMinn and Rhea, respectively), 

are also in the region. Bledsoe and Meigs 

counties in the northern portion of the workforce area are not included in either metropolitan or 

micropolitan areas. Thus, LWDA 5 encompasses a wide diversity of geographies and community 

types, ranging from very rural to highly urban areas. 

 

The Chattanooga region within LWDA 5 represents 

a vibrant hub of economic growth that draws from 

industry diversity, strong infrastructure, engaged 

institutions and committed leadership. The 

achievements in this urban center continue to shape and influence the opportunities for economic 

development throughout southeast Tennessee. As well, Chattanooga’s strengths play a key role 

in addressing the workforce supply and demand challenges that the city and surrounding areas 

will confront over the coming years. From the automotive sector, to entrepreneurship, health care 

and hospitality, the pivotal role of Chattanooga is complemented by many other industries and 

surrounded by industrial growth in Cleveland, Athens and communities throughout the region. 

Anchor institutions such as the University of Tennessee at Chattanooga, Chattanooga State 

Community College, Cleveland State Community College, Tennessee Colleges of Applied 

Technology and many others provide the foundation for training, education and research that 

shape the area’s current and future workforce. Together, the assets of southeast Tennessee are a 

premier example of coalesced investment, leadership and focus.  

 

Reduction in unemployment levels from a high of 10.2 percent in the area in 2009 to 5.8 percent 

in 2015, quickly approaching pre-recession levels. This drop corresponds with the region’s solid 

job growth since 2010. Essentially, LWDA 5 is approaching a level of full employment with 

ongoing declines in unemployment totals currently and anticipated through 2020. 

From the depths of the Great Recession only seven years ago, LWDA 5 returned from its high 

levels of unemployment back down to a level that mirrors growth seen across the state. Still, 

workforce professionals, employers and educators all recognize the many significant 
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2015 Jobs: 289,757 

Average Earnings: $53,208 (2015) 

Establishments: 13,335 

Source: EMSI, 2015 
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transformations occurring in the very nature of work. Industry realignment, technology 

developments, occupational skills evolution and changing demographic patterns and their effects 

on education and work style all are shaping the landscape of the region. Just as stewards and 

stakeholders in the region’s economy confront this cascade of change, so workers must navigate 

through complex and changing opportunities.  Southeast Tennessee is a region of economic 

opportunity, change and growth. At the same time, challenges in meeting workforce issues are 

the forefront of sustaining and expanding the ways that business and industry can remain 

prosperous and, consequently, the region itself can thrive.   

 

The population profile of LWDA 5 illustrates well the diversity of the region. The comparatively 

small size of Bledsoe, Meigs, Polk and Sequatchie counties is important in evaluating differences 

in many variables, including those where small data ranges require cautious use. The larger 

counties in LWDA 5 are growing the fastest in the current decade, while smaller   counties are 

experiencing slow growth or even population losses. Overall, the region’s population is growing 

at approximately the same rate as the state’s overall. Hamilton County stands as the dominant 

hub of population and population growth throughout the entire region, accompanied by 

economic growth greater than the remainder of the area combined. Slow population growth in 

Meigs and Polk counties and elsewhere points to needs to diversify and expand industry and 

occupational sets in those areas in order to retain and attract workers. 

 

Population growth in LWDA 5 is projected 

to slow in 2015-2020 compared to 2010-

2015, though it will remain slightly above 

the U.S. rate. The current population of 

LWDA 5 finds more than 286,000 people in 

the primary working-age range (20-54). This 

group is projected to shrink less than a 

percent from 2015 to 2020, while the 

population over age 65 will rise by 13.5 

percent. Even in the slower-growth 20-54 

age cohort, a disproportionate share will 

move into “pre-retiree” age (55-64) soon. 

Currently, the 55-64 age cohort is larger 

than the 14-24 age cohort in this region; this will remain the pattern for many years. The need to 

replace retiring workers will increase significantly over the next five years. Twenty percent of all 

occupations in the region currently find one in five workers age 55 or older. The demographic 

composition of this area and the nation will lack the balance whereby younger workers and 

future workers are as numerous in the pipeline as those exiting. Labor force participation in the 

area at 60.3 percent remains slightly lower than national average of 63.9 percent. LWDA 5 has 

among the highest labor force participation rates in East Tennessee, likely due to a stable, diverse 

and growing economy in the large population center. While the national labor force participation 

continues a long-term decline, the resilience of southeast Tennessee has allowed the area’s 

industry and employment base to remain strong. 
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Certainly, the transitions underway in demographic composition, age-related in particular, will 

influence much of what LWDA 5 and most regions will experience in their workforce 

environment. In the overall population, the retiree age group will continue to grow rapidly, 

younger age cohorts entering the workforce will be less numerous than those exiting, and the 

pre-retiree age group will be critical as it moves closer to leaving the workforce. This is a 

national trend. The vast reshaping of the population composition by age continues and will 

impact all regions in varying degrees. The Baby Boom cohort (born from 1946 to 1964) will 

affect the workforce environment just as it has for decades. LWDA 5 has 45.5 percent of its 

population within prime working age, slightly lower than the national average of 46.8 percent. 

Clearly, the priority emphasis on training and education for new, young entrants to the workforce 

will remain central to ensuring stable and strong economic performance. 

 

Educational attainment and skills become ever greater factors in business' ability to accomplish 

the variety of roles needed to produce goods and services. In a diverse economy such as LWDA 

5, this skills variety is highly present through unique industry sets. At the same time, educational 

levels vary considerably across the region, with Hamilton seeing the highest attainment levels, 

along with Bradley performing well, while Polk and Bledsoe counties see lower performance. 

Importantly, however, the counties with the largest share of higher education levels are also the 

most populous counties, guaranteeing that the region’s aggregate supply, in fact, is higher than 

the individual county profiles suggest. In total, there are 6.8 percent of residents with an 

associate degree, 14 percent with a bachelor’s degree and 7.7 percent with a graduate degree in 

LWDA 5. In total, 52 percent have at least some college education, which is lower than the 

national average of 57.6 percent of the adult population.  

Source: U.S. Census, 2015 
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A vital workforce is one that enjoys mobility to access opportunity throughout a region. LWDA 

5 experiences about one in four workers commuting in from other areas, and just under one in 

five residents leaving to work outside the area. Meanwhile, currently 56.8 percent of LWDA 5 

workers both live and work in the area. The labor markets in southeast Tennessee form a unique 

blend of travel between and among an urban 

center, drawing workers from both Georgia 

counties and adjacent suburban and exurban 

areas. As well, several smaller urban nodes also 

act as collection points for workforce in those 

local economies with their own specialized 

industry and needs. Ongoing attention to expand 

the workforce skills of smaller population 

counties and isolated urban and rural populations 

will be a key to increasing the competitiveness of 

all of southeast Tennessee. 

 

The geographic configuration of LWDA 5 highlights several barriers to regional growth with 

challenges to commuting and distinct variations in educational performance, workforce age 

composition and other factors. Therefore, cohesive strategies that promote training and education 

offerings that are flexible and are closely linked to local job opportunities and industries will be 

important to achieving region-wide growth through 2020 and beyond. 

 

The ability of residents to access work locations is essential for any efficient labor market. 

Meanwhile, telecommuting, working from home and flex scheduling are options that assist with 

challenges of commuting distance and affordability. The level of commuting activity in LWDA 5 
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is very substantial in many directions for an area of its population and geographic size. Travel 

into and out of adjacent metropolitan areas, particularly Chattanooga, remains a significant 

feature of LWDA 5 employment activity. A significant number of persons reside in Hamilton 

and Bradley counties and commute to other counties of the Chattanooga MSA; Bradley and Rhea 

counties experience sizable daily commuting into Hamilton County. Among other counties in the 

region, only Bradley is a substantial net recipient of in-commuting from surrounding counties. 

More than 27,000 people commute into Hamilton County daily from Georgia and a total of 

16,000 people combined live in the following counties in the LWDA 5 region but work in other 

counties: Bledsoe, Bradley, McMinn, Marion, Meigs, Polk, Rhea and Sequatchie counties.  

Distance remains a barrier for many persons in more distant counties – Bledsoe, Meigs and 

Sequatchie in particular – where local employment opportunities also have been fewer. Research 

shows that transportation is the typically the second largest household expenditure after housing, 

and those with modest incomes frequently find it difficult to justify long commutes. Time and 

expenditure losses quickly make commuting for lower-skill and lower-earnings occupations 

unfeasible. 

 

The challenges around workforce commuting across LWDA 5 are twofold: ensuring that there is 

a critical mass of job opportunity in smaller and more isolated communities where commuting to 

more urbanized centers is less desirable; and, second, continuing to diversify the industry mix in 

the smaller urban areas so that more local talent will be retained and more newcomers may be 

attracted by the offerings as they develop. 

 

Overall, affordability of housing remains a very attractive feature of the LWDA 5 region. Quality 

of life is a compelling asset of Southeast Tennessee, with many amenities and characteristics that 

are found throughout the area. Average income is higher than in East Tennessee overall, but the 

percentage of income going to housing is higher than all but one area in East Tennessee. 

However, the attractiveness of the area’s urban hub, suburban settings, small towns and rural 

areas still requires maintaining a keen focus on keeping a sufficient workforce in number, both 

by skills and by location to meet the demands of employers. Especially in smaller-population 

counties, a renewed emphasis on education and training matched closely to economic 

development strategies can help build more diversity of opportunity for residents and young 

people entering the workforce. 
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The Local Workforce Area 
The LWDA 5 region has experienced impressive levels of economic growth since the close of 

the national recession ending in 2009. Job gains have rivaled those of the state as a whole in 

recent years. A blend of unique industries, a vibrant metropolitan hub with numerous anchor 

cities with small business contingents, the favorable business climate, the quality of life and an 

important education and training infrastructure are pillars that support the region’s economy. Yet 

an even stronger match between worker skills and employer demands must be achieved over the 

next five years. During the next five years, the LWDA 5 region may create around 10,704 job 

openings. The industries with the highest expected rates of growth through 2020 provide an 

excellent example of the high level of diversity that exists in the economy of southeast 

Tennessee.  The array of industries, from health care to education and advanced manufacturing, 

highlight both the opportunities and the challenges of meeting the workforce supply to meet 

demand in these sectors and the region overall. 
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Projections for employment by industry for 2015 to 2020 in LWDA 5 indicate a net increase in 

nearly all industries. Gains are anticipated for 10 of the 12 industry sectors examined in this 

study. Three sectors in particular – construction, shared services, and health care – are expected 

to have stronger growth or performance in the five years ahead than those just completed, with 

double-digit growth occurring through 2020. Particularly important, several industries with a 

broad range of occupational and earnings potential are set to expand employment over the next 

five years, including construction, health care and office-related activity. Even overall potential 

contraction in manufacturing suggests opportunity as many roles remain chronically difficult to 

fill and the sector experiences the aging workforce phenomenon more severely some than some 

other industries. An estimated 61 percent of all job openings in LWDA 5 now through 2020 are 

in found in four major industry sectors, including health care, retail, manufacturing and 

transportation. Also, 45 percent of all net openings are in the four occupation sectors comprising 

office and administrative occupations, food preparation occupations, transportation and material 

moving occupations, and sales occupations.  
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The demand for skilled and educated workers continues to expand as minimum retention and 

skill advancement requirements edge upward. Business leaders, policymakers, educational 

institutions and other stakeholders have a unique opportunity to position the region as an 

exemplary model of workforce efficiency. Momentum on creative solutions based on workforce 

analysis can build that efficiency. This research advances that analysis in several new and 

important ways.  

 

Skills and education requirements for entry to jobs continue to increase in the regional economy. 

Jobs created from 2015 to 2020 overall will much more frequently require postsecondary 

credentials and degrees. Some 43.0 percent of current jobs in LWDA 5 require only a high 

school diploma as a minimum credential; among all jobs created in the next five years, only 26.6 

percent will find a high school diploma to be a sufficient entry credential. The greatest shift in 

the need for higher levels of education for entry to work in LWDA 5 through 2020 will be those 

requiring an associate degree, accounting for fully 10.4 percent of all new jobs over the five 

years.  

 

Research suggests that nearly half of new job openings in the U.S. from 2010 through 2020 will 

be in middle-skill occupations, representing jobs requiring more than a high school diploma but 

less than a bachelor’s degree and found in areas such as computer technology, nursing and 

advanced manufacturing. Other studies note importantly that the supply of workers for those 

roles will come largely from the existing workforce. Currently, LWDA 5 experiences a middle-

skill job density level some 16 percent higher than the national average. Over the period 2010-

2015, this region has already seen middle-skill job gains of 9.5 percent. Middle-skill jobs are 

projected to continue this growth, rising from slightly more than 74,800 of all jobs in 2010 to 

nearly 85,400 of the total by 2020 for a growth rate of 4.3 percent over the next five years. 

Manufacturing sector growth is but one example that demonstrates the renewed vitality of this 

sector. Health care services growth, a continuous feature of an aging society, also experiences 

high middle-skill demands and will remain a key feature of the economic vitality of southeast 

Tennessee. Together, health care and manufacturing account for some 34.3 percent of all middle-

skill employment in LWDA 5 and help sustain these anchor industries. 
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Key features characterizing LWDA 5 that will shape the opportunities to maintain workforce 

supply through 2020 include: 

 

 There are more than 81,900 middle-skill workers in LWDA 5, with highest 

concentrations in the core industry clusters of health care, advanced manufacturing and 

professional services.  
 LWDA 5 has a density of middle-skill jobs 16 percent greater than that found in the 

nation as a whole.  
 Science, technology, engineering, art and math jobs form a unique component of the 

region’s employment base, with a strong manufacturing base, a substantial health care 

contingent, a growing reliance on information technology workers across many 

industries, a large creative/cultural sector, and the educational infrastructure with the 

potential to respond. 
 Job growth in the past four years has well exceeded that of the prior decade, consistently 

moving forward the key demographic transitions and pushing the area toward workforce 

shortages and gaps.  
 Geographic mismatch and mobility between those closer to large employment centers 

and those more distant can become increasingly serious barriers to efficiency in the area’s 

labor market. 
  Population health and well-being are critical factors in workforce success, with 

productivity losses experienced through a high prevalence of chronic diseases, along with 

serious issues relating to drug and substance abuse. 
 Engaging population and worker subgroups – namely, veterans, unemployed and 

underemployed, youth and disabled persons – will become tremendously more important 

in sustaining workforce supply.  
 Retaining knowledge workers and recruiting younger workers is imperative in critical 

occupations in several industries, particularly manufacturing, logistics, health care, 

hospitality and others that may experience heightened retirement levels over the next five 

years.  
 Soft skills and technology skills gaps exist across a wide range of occupations and 

industries; integrating more holistic and complementary training with content knowledge 

is essential.  

 

Local Industry Clusters 
The diversity of industries in southeast Tennessee is both a great advantage and a matter of 

challenge in maintaining workforce supply in number and type through 2020 and beyond.  Key 

industry sets that are target sectors in workforce and economic development will continue to be 

priority areas in achieving this supply. 

 
 The health care industry will experience robust growth in the next five years in the 

region. Aging population and increased health insurance coverage will prompt more 

demand for services locally. Worker shortages will persist sporadically in clinical 

settings, including physicians, nurses and allied health roles and in health management 
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roles. Through 2020, there will be approximately 800 yearly openings for registered 

nurses, medical assistants and pharmacy technicians, with each of those shortages 

increasing annually.  

 

 Advanced manufacturing will likely see some level of overall decline in employment 

over the next five years, though replacement workers in many occupations will remain in 

critically short supply. Manufacturing and production opportunities will generate 

approximately 893 openings through 2020. Area institutions, particularly community 

colleges and Tennessee Colleges of Applied Technology, serve a critical role in supply 

development as more workers retire and as technology skills rise in many manufacturing 

roles.  

 

 Logistics and distribution, representing an aggregate of the transportation and 

warehousing industries, accounts for 8.8 percent of total employment in the region. Net 

growth of 3.5 percent is projected through 2020, led by 1,200 yearly openings for freight 

and stock laborers, heavy and tractor-trailer truck drivers and light truck drivers. 

Increasingly, technology skills are needed for many roles, and area schools must offer 

options, including accelerated training, for these emerging training needs.  
 

 Business services, a hallmark industry of this region, experiencing continued very strong 

growth in recent years. Projections based on historical patterns show a slowing growth 

pattern leading to 2020. Highest net occupational openings will be for customer-service 

representatives, office clerks and order clerks over the next five years.  

 
The years up to 2020, in anticipating a somewhat slower rate of employment growth nationally, 

may result in both a job shortage and a worker shortage. Projected net gains in employment 
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range from 7,000 to 10,700 for the LWDA 5 region across the next five years. Employment 

growth will be strongest in fields such as health care, where increased demand is inevitable. 

 

The ability to guide the workforce supply needs of the region over the next five years will 

require a degree of precision and coordination even greater than has been needed in past periods.  

There are many reasons for this additional requirement to rely on data and important ways.  

Foremost among the challenges now confronting the region, as the nation overall, is the very 

large wave of retirement that the workforce will experience over the years ahead.  The ability of 

the region to manage within this phenomenon highlights the importance of investing in education 

and training of existing workforce as record numbers of persons exit the workforce and 

replenishment sources of workers remain constrained in various ways.   

 

Data indicate the anticipated ranges of retirement that LWDA 5 may experience in the workforce 

between 2015 and 2020.  With delayed retirement during the Great Recession, there may be a 

level of pent up ‘demand’ for retirement, in which case the numbers rise more sharply.  In any 

case, the region’s level of workers moving through typical retirement age will climb each year 

from the present through the early 2020s.   Creating opportunity and incentive for workers to 

continue longer on the job will be one way of managing the demographic ‘levers’ in LWDA 5.   

 

Data also indicate the ranges of number of potential workers from the key sources of new 

workforce.  Graduates from area high schools, colleges and universities that do not continue their 

education but enter the workforce for the first time provide an important source of new, 

replacement workers for retirees.  Factors that can impact this range would be fewer workers 

taking jobs if an economy weakens, if more choose to continue education or other patterns 

emerge.  Certainly, students continuing on to further education is a significant long-term 

advantage to the region.  While students may delay by a short period being active in the labor 

force, they become far more competitive and attractive as workers through further education and 

skills development and thus, also, boost the region’s labor force participation rate.  Continuing to 

move into jobs those unemployed persons in the region remains an important goal.  After several 

years of reductions of those unemployed, there simply are fewer residents remaining that are 

unable for prolonged periods to find work. The variability in the range of job acquisition relates 

to how well the alignment between skills of unemployed persons matches the job creation that 

occurs during the period. Lastly, in-migration of new residents and workers is a source of new 

workforce.  Maintaining the attractiveness of the area’s quality of life in many ways will 

continue to serve as an incentive for this source of new workers.  However, migration levels 

operate within ranges that are reasonable based on recent patterns and the region’s fiscal and 

other capabilities to receive new residents and still achieve optimal economic benefits.  Other 

residual ‘levers’ to be considered include new levels of commuting workers into the region from 

externally, new ‘distance’ workforce and other ways that supply may increase, though these are 

likely to be quite limited as supply solutions in the near term.  In summary, the high degree of 

focus on the existing workforce and continuous enhancement of its skills and education 

represents by far the largest and best avenue for boosting and maintaining an adequate and 

competitive regional workforce amid unusual, and lasting, demographic changes. 
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Industry Clusters: LWDA 5 

 

Health Care Industry 

 
The healthcare sector in southeast Tennessee represents a 

very important component of the region’s economy. 

Though present in all areas, over two-thirds of the 

substantial employment base is in Hamilton County.  The 

array of occupations from allied health through advanced profession includes over 21,000 

workers in the core of the region.  Growth, which was modest from 2010 through 2020, is 

projected to increase by an exceptional 16.3 percent through 2020.  Seven of the 25 most 

numerous occupations in healthcare in LWDA 5 earn greater than a $20 an hour; nine of these 

require at least an associates degree as a minimum for entry to those positions.  Twenty-one of 

the 25 jobs are projected to increase by double-digit levels over the next five years.  

 
 

 

 

 
Industry Job 

Growth 
2010 2015 2020 2010-2015 2015-2020 

LWDA  5 30,827 31,999 37,101 3.44% 16.35% 

 

 

With rapid growth in the health sector over the next five years, the workforce development 

system in southeast Tennessee will find need for increasingly proactive, innovative and 

collaborative efforts to ensure a sufficient worker pool is available for employer demands.  The 

opportunity to engage middle skill roles as part of career ladders will be critical to understanding 

and communicating the benefits to existing and new workers, as it will to policymakers and 

others regarding investment in the training and infrastructure to support this industry and its 

2015 Jobs: 31,999 

Average Earnings: $55,093 (2014 

Establishments: 1,406 

LQ: 0.86 
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heightened need for talent.

 

Table. Healthcare Jobs in Region by County  

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Hamilton County 19,336 21,475 843 $27.04 1.14 

Bradley County 3,072 3,534 160 $22.29 0.84 

McMinn County 1,341 1,522 65 $19.39 0.88 

Rhea County 955 1,121 56 $21.83 1.01 

Marion County 604 654 27 $24.15 0.97 

Polk County, TN 250 231 6 $20.55 1.14 

Sequatchie County 199 245 14 $19.57 0.83 

Bledsoe County 110 129 7 $16.97 0.67 

Meigs County 88 97 4 $17.84 0.52 

  
25,955 29,008 1,182 $25.61 

  

 

 

 

Table. Top Healthcare Jobs 

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Registered Nurses 3,967 4,611 644 16% 12.4% $27.28 
Associate's 
degree 

None None 

Nursing Assistants 2,282 2,541 259 11% 7.2% $10.95 
Postsecondary 
non-degree 
award 

None None 

Source: EMSI, 2015 
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Table. Top Healthcare Jobs 

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Personal Care Aides 1,862 2,292 430 23% 5.8% $9.19 
Less than high 
school 

None 
Short-term on-the-
job training 

Medical Assistants 1,793 2,047 254 14% 5.6% $13.21 
Postsecondary 
non-degree 
award 

None None 

Licensed Practical and 
Licensed Vocational Nurses 

1,449 1,633 184 13% 4.5% $17.06 
Postsecondary 
non-degree 
award 

None None 

Receptionists and Information 
Clerks 

918 1,060 142 15% 2.9% $11.17 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Medical Secretaries 699 863 164 23% 2.2% $13.20 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Childcare Workers 569 651 82 14% 1.8% $8.58 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Office Clerks, General 564 622 58 10% 1.8% $12.86 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Dental Assistants 563 614 51 9% 1.8% $16.62 
Postsecondary 
non-degree 
award 

None None 

Physical Therapists 503 585 82 16% 1.6% $40.52 
Doctoral or 
professional 
degree 

None None 

Secretaries and 
Administrative Assistants, 
Except Legal, Medical, and 
Executive 

471 530 59 13% 1.5% $13.85 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Medical and Health Services 
Managers 

441 515 74 17% 1.4% $36.53 
Bachelor's 
degree 

None None 

Billing and Posting Clerks 437 511 74 17% 1.4% $14.66 
High school 
diploma or 
equivalent 

None 
Short-term on-the-
job training 

Home Health Aides 428 594 166 39% 1.3% $8.79 
Less than high 
school 

None 
Short-term on-the-
job training 

Dental Hygienists 427 476 49 11% 1.3% $31.46 
Associate's 
degree 

None None 

Radiologic Technologists 413 478 65 16% 1.3% $23.60 
Associate's 
degree 

None None 

First-Line Supervisors of 
Office and Administrative 
Support Workers 

396 460 64 16% 1.2% $20.35 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Physical Therapist Assistants 395 446 51 13% 1.2% $27.32 
Associate's 
degree 

None None 

Cooks, Institution and 
Cafeteria 

390 423 33 8% 1.2% $9.21 
Less than high 
school 

None 
Short-term on-the-
job training 

Preschool Teachers, Except 
Special Education 

389 463 74 19% 1.2% $9.18 
Associate's 
degree 

None None 

Nurse Practitioners 380 449 69 18% 1.2% $48.15 Master's degree None None 

Maids and Housekeeping 
Cleaners 

373 427 54 14% 1.2% $8.44 
Less than high 
school 

None 
Short-term on-the-
job training 

Physicians and Surgeons, All 
Other 

319 394 75 24% 1.0% $104.78 
Doctoral or 
professional 
degree 

None Internship/residency 

Medical and Clinical 
Laboratory Technicians 

305 355 50 16% 1.0% $16.13 
Associate's 
degree 

None None 

 
 
  

Source: EMSI, 2015 
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Advanced Manufacturing 

The manufacturing sector is highly important to southeast Tennessee and continues to see 

expansion of globally recognized firms.  At the same time, smaller communities continue to 

work to maintain competitiveness as manufacturing centers. 

The industry’s location quotient of 1.85 means that 

manufacturing represents an 85 percent larger share in the 

area’s economy than that industry’s share nationally.  Earning 

levels are also very strong at over $68,000 annually. 

 

While growth is anticipated to slow and losses are likely in aggregate employment dispersed 

throughout the region, the need for replacement of older workforce in manufacturing is very 

high.  As well, certain roles, many with technical skills, remain in high demand and are 

chronically difficult to fill according to employers.  Focus on the important middle skill job 

component in manufacturing remains very important for southeast Tennessee.  Seven of the 25 

most numerous occupations in manufacturing in LWDA 5 receive wages in excess of $20 an 

hour; 20 of the occupations require a high school diploma (or less) as the minimum entry to 

those positions. 

 

 
 

2015 Jobs: 44,795 

Average Earnings: $68,443 (2014) 

Establishments: 743 

LQ: 1.85 
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Industry Job 

Growth 
2010 2015 2020 2010-2015 2015-2020 

LWDA 5 39,370 44,795 41,754 13.78% -6.79% 

 

 

Table. Production Jobs in Region  

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Hamilton County 17,162 16,948 
463 

$14.56 1.37 

Bradley County 5,817 5,523 
162 

$14.18 2.15 

McMinn County 4,085 4,257 
155 

$16.14 3.65 

Rhea County 2,506 2,120 
52 

$14.87 3.61 

Marion County 1,113 1,007 
26 

$14.26 2.43 

Meigs County, 535 520 
20 

$14.38 4.29 

Sequatchie County 170 192 
9 

$14.44 0.96 

Polk County 124 95 
3 

$13.21 0.76 

Bledsoe County 77 63 
3 

$15.84 0.63 

  
31,589 30,724 

893 
$14.69 

  

  

 

. 

 

Table. Top Manufacturing Jobs  

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-
Job Training 

Team Assemblers  5,225   5,604  379 7% 12% $13.60 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

72.8%

27.2%

Figure. Workforce Gender in 
Advanced Manufacturing, LWDA 5

Male

Female

Source: EMSI, 2015
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Figure. Workforce Age in Advanced 
Manufacturing, LWDA 5

Source: EMSI, 2015
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Table. Top Manufacturing Jobs  

Description 

Employed 
in 

Industry 
(2015) 

Employed 
in 

Industry 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-
Job Training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

 1,619   1,389  -230 -14% 4% $11.09 
Less than high 
school 

None 
Short-term on-
the-job training 

First-Line Supervisors of Production 
and Operating Workers 

 1,577   1,455  -122 -8% 4% $23.71 
Postsecondary 
non-degree 
award 

Less than 
5 years 

None 

Production Workers, All Other  1,200   1,115  -85 -7% 3% $11.47 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Inspectors, Testers, Sorters, 
Samplers, and Weighers 

 1,131   1,045  -86 -8% 3% $15.55 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Packaging and Filling Machine 
Operators and Tenders 

 997   829  -168 -17% 2% $11.80 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Welders, Cutters, Solderers, and 
Brazers 

 928   947  19 2% 2% $17.35 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Machinists  911   1,018  107 12% 2% $17.20 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Industrial Truck and Tractor 
Operators 

 887   735  -152 -17% 2% $12.47 
Less than high 
school 

None 
Short-term on-
the-job training 

Maintenance and Repair Workers, 
General 

 879   790  -89 -10% 2% $16.49 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Packers and Packagers, Hand  855   690  -165 -19% 2% $9.29 
Less than high 
school 

None 
Short-term on-
the-job training 

Helpers--Production Workers  841   752  -89 -11% 2% $13.12 
Less than high 
school 

None 
Short-term on-
the-job training 

Industrial Machinery Mechanics  813   767  -46 -6% 2% $26.40 
High school 
diploma or 
equivalent 

None 
Long-term on-
the-job training 

Cutting, Punching, and Press 
Machine Setters, Operators, and 
Tenders, Metal and Plastic 

 806   773  -33 -4% 2% $13.17 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Industrial Engineers  746   724  -22 -3% 2% $38.31 
Bachelor's 
degree 

None None 

Shipping, Receiving, and Traffic 
Clerks 

 694   619  -75 -11% 2% $13.34 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

General and Operations Managers  680   621  -59 -9% 2% $39.29 
Bachelor's 
degree 

Less than 
5 years 

None 

Industrial Production Managers  575   538  -37 -6% 1% $42.84 
Bachelor's 
degree 

5 years or 
more 

None 

Sales Representatives, Wholesale 
and Manufacturing, Except 
Technical and Scientific Products 

 507   483  -24 -5% 1% $24.52 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Customer Service Representatives  503   444  -59 -12% 1% $13.03 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Welding, Soldering, and Brazing 
Machine Setters, Operators, and 
Tenders 

 488   529  41 8% 1% $16.65 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Light Truck or Delivery Services 
Drivers 

 473   411  -62 -13% 1% $12.15 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Assemblers and Fabricators, All 
Other 

 470   480  10 2% 1% $10.90 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

Electrical and Electronic Equipment 
Assemblers 

 469   449  -20 -4% 1% $12.84 
High school 
diploma or 
equivalent 

None 
Short-term on-
the-job training 

Maintenance Workers, Machinery  464   396  -68 -15% 1% $20.06 
High school 
diploma or 
equivalent 

None 
Moderate-term 
on-the-job 
training 

 

 
 

Source: EMSI, 2015 
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Business Services 
 
The diversified economy of the Chattanooga MSA includes a broad array of office-based, 

business and professional services firms and workforce.  Growth in this subsector has been at 

nearly 40% over the past five years and is projected to see further double-digit increases through  

2020. High concentration and growth of this business sector points to ways that the Chattanooga 

economy’s specialization can continue to expand and deliver additional gains in to other areas of 

LWDA 5.  Seven of the 25 most numerous occupations in this industry set require some level of 

college completion from an associates degree to a professional degree.  Earnings, likewise, span 

a broad range from entry level earnings to eight 

positions earning the equivalent of $20 or greater an 

hour. 
 

  

 

   

 

 
Industry Job 

Growth 
2010 2015 2020 2010-2015 2015-2020 

LWDA 5 24,567 34,389 38,224 39.98% 11.15% 

2015 Jobs: 34,398 

Average Earnings: $50,377(2015) 

Establishments: 2,056 

LQ: 0.88 

52.4%

47.6%

Figure. Workforce Gender in Business 
Services, LWDA 5

Male

Female

Source: EMSI, 2015

0.8%

13.2%

25.1%

22.1%
20.5%

13.8%

4.4%

0%

5%

10%

15%

20%

25%

30%

14-18 19-24 25-34 35-44 45-54 55-64 65+

Figure. Workforce Age in Business 
Services, LWDA 5
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Many opportunities exist in the business services area for advancement through career ladders, 

including those with middle skill components.  Development of content and technical skills, 

available through the strong range of educational and training institutions and partners 

throughout LWDA 5, provide existing and new workers with opportunities to be competitive in 

the job market and also help further the workforce supply needs of the growing economy of 

southeast Tennessee. 
 

 

Table. Management, business, computer and engineering Jobs in 
Region 

County Name 2015 Jobs 2020 Jobs Annual Openings 
Median 
Hourly 

Earnings 

2015 
Location 
Quotient 

Hamilton County 24,799 25,480 683 $34.61 0.86 

Bradley County 3,671 3,960 147 $34.68 0.59 

McMinn County 1,461 1,607 63 $30.57 0.57 

Rhea County 1,166 1,171 35 $30.58 0.73 

Marion County 582 594 18 $31.64 0.55 

Sequatchie County 269 310 14 $30.85 0.66 

Bledsoe County 189 221 11 $24.95 0.68 

Polk County 171 166 5 $30.13 0.46 

Meigs County 162 172 7 $29.75 0.56 

  
32,471 33,680 982 $34.10 

  

 Source: EMSI, 2015 
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Table. Top Business Services Jobs  

Description 

Employed 
in 

Industry 
Group 
(2015) 

Employed 
in 

Industry 
Group 
(2020) 

Change 
(2015 - 
2020) 

% 
Change 
(2015 - 
2020) 

% of 
Total 

Jobs in 
Industry 
Group 
(2015) 

Median 
Hourly 

Earnings 

Typical Entry 
Level Education 

Work 
Experience 
Required 

Typical On-The-Job 
Training 

Janitors and Cleaners, Except Maids 
and Housekeeping Cleaners 

2,494 2,854 360 14% 7.3% $8.92 
Less than high 
school 

None 
Short-term on-the-job 
training 

Laborers and Freight, Stock, and 
Material Movers, Hand 

2,133 2,582 449 21% 6.2% $11.09 
Less than high 
school 

None 
Short-term on-the-job 
training 

Customer Service Representatives 1,911 2,168 257 13% 5.6% $13.03 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Security Guards 1,220 1,409 189 15% 3.5% $10.81 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Office Clerks, General 1,027 1,080 53 5% 3.0% $12.86 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Landscaping and Groundskeeping 
Workers 

988 1,044 56 6% 2.9% $10.81 
Less than high 
school 

None 
Short-term on-the-job 
training 

Secretaries and Administrative 
Assistants, Except Legal, Medical, and 
Executive 

865 935 70 8% 2.5% $13.85 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

General and Operations Managers 710 768 58 8% 2.1% $39.29 
Bachelor's 
degree 

Less than 
5 years 

None 

Team Assemblers 679 732 53 8% 2.0% $13.60 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Production Workers, All Other 650 733 83 13% 1.9% $11.47 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Bookkeeping, Accounting, and 
Auditing Clerks 

643 686 43 7% 1.9% $15.29 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

Accountants and Auditors 640 684 44 7% 1.9% $26.94 
Bachelor's 
degree 

None None 

Maids and Housekeeping Cleaners 591 675 84 14% 1.7% $8.44 
Less than high 

school 
None 

Short-term on-the-job 

training 

Packers and Packagers, Hand 489 639 150 31% 1.4% $9.29 
Less than high 
school 

None 
Short-term on-the-job 
training 

First-Line Supervisors of Office and 
Administrative Support Workers 

485 523 38 8% 1.4% $20.35 
High school 
diploma or 
equivalent 

Less than 
5 years 

None 

Lawyers 423 441 18 4% 1.2% $45.99 
Doctoral or 
professional 
degree 

None None 

Sales Representatives, Services, All 
Other 

376 420 44 12% 1.1% $19.48 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Paralegals and Legal Assistants 361 385 24 7% 1.0% $21.87 
Associate's 
degree 

None None 

Receptionists and Information Clerks 352 372 20 6% 1.0% $11.17 
High school 
diploma or 
equivalent 

None 
Short-term on-the-job 
training 

Civil Engineers 349 397 48 14% 1.0% $45.31 
Bachelor's 
degree 

None None 

Bill and Account Collectors 312 325 13 4% 0.9% $13.95 
High school 
diploma or 

equivalent 

None 
Moderate-term on-
the-job training 

Maintenance and Repair Workers, 
General 

307 333 26 8% 0.9% $16.49 
High school 
diploma or 
equivalent 

None 
Long-term on-the-job 
training 

Computer Systems Analysts 304 346 42 14% 0.9% $40.11 
Bachelor's 
degree 

None None 

Human Resources Specialists 267 299 32 12% 0.8% $21.65 
Bachelor's 
degree 

None None 

Assemblers and Fabricators, All Other 261 331 70 27% 0.8% $10.90 
High school 
diploma or 
equivalent 

None 
Moderate-term on-
the-job training 

  Source: EMSI, 2015 



185 | The Research Center 

 

Conclusion 
 
The findings from research on workforce patterns and trends indicate that the period 2015-2020 

will present many new opportunities and challenges. Aligning the area’s efforts, coalescing 

leadership and remaining focused on priority objectives can give all of East Tennessee prospects 

for a sustained and enhanced opportunity for economic growth. At the center of economic 

prosperity will be a continuous focus on the talent of the region. Workforce development, in 

concert with business, education and community leaders and institutions, will be pivotal as a 

force for accomplishing the economic goals and meeting the transformational challenges that lie 

ahead.  

 

Bolster strong partnerships between employers, educational institutions and the workforce 

development community. 

 

 Maintain ongoing collaborations and direct relationships with a range of employer 

expertise including human resources, production, training and top leadership. 

 Foster robust feedback loops and value metrics for employers, educators and workforce 

development professional relating to ongoing collaborations and engagement. 

 Make data-driven decisions on all program design, implementation and resource 

allocation that is grounded in understanding the worker supply and demand trends and 

issues that are unique to the region.  

 Expand and adapt apprenticeship and internship programs as appropriate to engage more 

young persons, particularly focusing on those tied to chronically difficult-to-fill 

occupational clusters. 

 

Optimize educational offerings and opportunities to address current and emerging 

workforce gaps and shortages.  

 

 Prioritize training that involves industry-recognized certificates, particularly in 

technology-based industries and occupations. 

 Increase alternative training formats and venues for gaining worker credentials and 

experience. 

 Expand collaborations with employers in aligning educational curricula to meet national, 

state or industry standards and to address area job market needs.  

 Integrate authentic workplace materials, scenarios and examples to best contextualize 

training and instruction.  

 Promote collaborative efforts to boost participation in employer-assisted tuition 

reimbursement programs. 

 Foster awareness of diversity of educational opportunities through nontraditional 

programs, online offerings, dual-enrollment options, and experiential-oriented and 

rewarded programs. 

 Maximize technology-enabled learning to advance in-house and external training for 

workers. 
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 Orient education and training to Industry 4.0 concepts and applications with continuous 

review and modification to ensure students are prepared for emerging versus legacy 

occupations. 

 

Focus on preparing students for holistic work and life skills to ensure success and 

productivity.  

 

 Recognize that fully 95 percent of next year’s workforce is comprised of those working 

today and that the area’s 2020 workforce are primarily currently active as workers; 

therefore, investing in the area’s resident workforce is the key to ensuring a more 

competitive economic future. 

 Integrate soft skills awareness and training across formal educational settings. 

 Increase experiential introductions to employment including job shadowing, facility 

tours, informational presentations, and innovative engagement with employers. 

 Collaborate with social services, nonprofit organizations and government to implement 

proactive approaches to curtailing substance abuse and facilitating user recovery and re-

entry to productive work. 

 Incorporate flexible scheduling and adaptation to different work styles wherever feasible. 

 Promote immigrant and limited English-friendly approaches to build workforce capacity. 

 Address differentiated needs for STEM, business and other cross-skills across 

occupations based on unique needs by occupation and sub-occupation to further 

employer requirements and worker competitiveness. 

 Create environments and incentives for retaining older/knowledge workforce and 

transferring skill base to new workers. 

 

The rapidity of change in the contemporary workforce environment is indeed remarkable. 

The full array of the region’s strong qualities and assets is needed to ensure that East 

Tennessee remains a vibrant and competitive economy now and through 2020 and beyond. 

From a foundation of knowledge and insights into the region’s complexities comes and 

opportunity to mobilize resources and abilities toward solutions. East Tennessee is comprised 

of distinctively strong and resilient communities, stakeholders and committed leadership that 

is poised to maximize the opportunities that can align toward a highly successful 21st-

century workforce. 
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About The Research Center 
 

Led by Dr. Garrett Harper, the Nashville Area Chamber of Commerce’s Research Center 

provides clients with hands-on research rooted in a data-driven approach that has been nationally 

recognized. The Research Center’s work has appeared in The Wall Street Journal, TIME, 

Billboard and The Atlantic, among others. One-on-one interviews, focus groups and surveys of 

stakeholders and industry leaders elicit a full understanding of the context behind the numbers 

and trends. The Research Center goes beyond quantitative data at face value; trends can often 

mask part of an industry’s story. Research Center data and analysis engages many levels of 

planning and analysis to support industry needs and goals for growth. Regardless of the scope of 

a project, the Research Center at the Nashville Area Chamber of Commerce is equipped to 

deliver the data you need to feel confident in your results.  

 

The data and analysis in this research are compiled using numerous leading sources. Synthesized 

data draws from a range of public sources, including the U.S. Census Bureau, U.S. Bureau of 

Labor Statistics and U.S. Bureau of Economic Analysis, as well as proprietary data from 

Economic Modeling Specialists International, Regional Economic Models, Inc. and Burning 

Glass Technologies. In a dynamically changing economic and employment environment, 

projections of future trends are grounded in both historical patterns and best intuition and 

analytics from recognized sources. Whenever possible, this research relies on original data from 

official sources that is supplemented with information from additional providers. Survey research 

and in-depth interviews with key informants across industries served as an important corollary 

and corroboration of those trends evidenced through estimated and projected data. 
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