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Executive Summary 
 

In the spring on 2009, the North Dakota Association of Community Providers (NDACP) 
recognized that labor shortages were occurring and, based on demographics in the state, 
would exacerbate in the next five years.  Historically, the industry has experience significant 
turnover of close to 50%, or upwards of 1,500 staff per year.  The turnover was positively 
impacted by wage increases from the 2009 Legislative Assembly.  However, turnover 
continues to be very high.  NDACP began efforts to put strategies in place to positively 
impact the anticipated worker shortages and turnover.  These strategies included mid-
management training and an increased focus on job flexibility. 
 
In July of 2009, the North Dakota Association of Community Providers, in partnership with 
the North Dakota Department of Commerce began, began work on a Talent Pipeline 
Mapping project for the developmental disabilities industry, in an effort to better expand, 
attract, and retain staff.    
 
Ten agencies agreed to participate in this project: 
   
Anne Carlsen Center      HIT, Inc. 
Development Homes, Inc.     Lake Region Corporation 
Easter Seals Good Will     Opportunity Foundation, Inc. 
Fraser, Ltd.       Rehab Services, Inc. 
HAV-IT, Inc.       REM, ND 
 
These agencies are a cross section of the industry and represent urban and rural, and large 
and small organizations. 
 
The Project members met bimonthly, from July 2009 until June 2010.  Data was gathered 
from Direct Support Professionals, agency human resources, and individual agencies. 
 
A strategic roadmap was developed with the following goals: 
 

1. Improve the image of the direct care profession to attract high quality employees. 
2. Increase the pipeline of potential workers. 
3. Transform the image of direct care from a transitional to a primary profession, 

through expansion of professional development opportunities. 
4. Stabilize the profession to insure a consistent high quality level of care. 
5. Advocate for policy development for the industry. 

 
 
 



3 
 

Workforce Development  
 
 
Vision 
 
To develop an inspired workforce that is motivated to insure a high quality 
level of service for people with disabilities. 
 
The Mission 
 
To provide maximum opportunities for individuals to pursue careers in the 
direct care industry that affords quality of life, self satisfaction and fulfillment 
in serving those most vulnerable. 
 
Overarching Goals 
 

1. Improve the image of the direct care profession to attract high quality 
employees. 

 
2. Increase the pipeline of potential workers. 

 
3. Transform the image of direct care from a transitional to a primary 

profession, through expansion of professional development 
opportunities. 

 
4. Stabilize the profession to insure a consistent high quality level of care. 
 
5. Advocate for policy development for the industry. 
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Workforce Analysis 
 

Tomorrow’s Workforce 
 
Challenges and Opportunities 
 
Tomorrow’s labor force for North Dakota is projected to grow at a slower rate, continue to 
increase in age, and be more racially and ethnically diverse.  North Dakota’s workforce 
development, workforce training and talent attraction system faces significant challenges to 
meet the needs of a changing workforce and the demands of knowledge based economy.  In 
order to continue to grow our economy with a long term projected decline in our population 
and an increase in the number of jobs calling for higher skill levels, we need to position the 
system to provide new entrants and historically underutilized populations with the 
education, training and skills to participate more fully in tomorrow’s economy. 

For the past 25 years the U.S. economy has been bombarded by technological advances and 
the effects of globalization. The industrial economy of the past was characterized by raw 
materials and physical output is yielding to a new, knowledge-based economy driven by 
ideas, services, and innovation. These economic changes have led to fundamental changes in 
the labor market and the demand for education and training.  Knowledge-based jobs have 
increased as a share of total employment and have been among the fastest-growing jobs.  
These jobs demand some combination of postsecondary education or vocational training. 

The increasing use of information technology by industry has produced higher skill 
requirements in technology. The path to higher earnings and career growth is through 
additional education and the development of skills. Governors in leading-edge states 
recognize that a skilled workforce drives the new economy, and are positioning their state’s 
workforce development systems to meet the needs of workers and employers. The 
governance and administration of most workforce development programs have been 
overhauled to make them more efficient, effective, and responsive to the needs of workers 
and employers through executive order or state legislation. 
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Population Growth 
 
The population of North Dakota increased by 3,577 people from July 1, 2007 to July 1, 2008. 
This increase continues the trend from 2003 to 2008, when the population increased by 
8,792 people (see Figure 1). There was a slight drop in population from 2004 to 2005 of 
approximately 974 people, but that dip corrected itself in 2006 with an increase of 
approximately 1,231 people and has continued to increase ever since. This can be attributed 
to the diverse and growing economy lead by energy, agriculture, healthcare and technology-
based businesses. 
 
Figure 1  
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In 2007 looking regionally, the increase in population was concentrated in 12 counties that, 
for the most part contained an urban center or a Native American Reservation area. 
Conversely, the more rural areas saw a decrease in population. In 2008, 18 counties 
experienced a population increase: Benson, Billings, Bowman, Burleigh, Cass, Dunn, Grand 
Forks, McKenzie, McLean, Morton, Mountrail, Ramsey, Rolette, Sioux, Slope, Stark, Ward, 
and Williams. Similar to 2007, many of the counties that experienced an increase in 
population contain one of the larger cities in North Dakota or a Native American Reservation 
area: Benson (Spirit Lake Reservation), Burleigh (Bismarck), Cass (Fargo), Dunn (Fort Berthold 
Reservation), Grand Forks (Grand Forks City), McLean (Fort Berthold Reservation), Morton 
(Mandan), Ramsey (Devils Lake), Rolette (Turtle Mountain Reservation), Sioux (Standing 
Rock Reservation), Stark (Dickinson), and Ward (Minot). When divided by region all North 
Dakota Planning Regions have experienced a decrease in population between 2003 and 2008 
except Region 1 Williston Region 5 Fargo and Region 7 Bismarck.  (See figure 2) 
 
Figure 2 

 
 
Region 1 - Divide, McKenzie, Williams  - 1.0% increase 
Region 2 - Bottineau, Burke, McHenry, Mountrail, Pierce, Renville, Ward - 4.5% decrease  
Region 3 - Benson, Cavalier, Eddy, Ramsey, Rolette, Towner -- 6.7% decrease  
Region 4 - Grand Forks, Nelson, Pembina, Walsh - 3.0% decrease  
Region 5 - Cass, Ransom, Richland, Sargent, Steele, Traill - 8.3% increase  
Region 6 - Barnes, Dickey, Foster, Griggs, Logan, McIntosh, Stutsman, Wells - 3.0% decrease  
Region 7 - Burleigh, Emmons, Grant, Kidder, McLean, Mercer, Morton, Oliver, Sheridan - 4.4% increase  
Region 8 - Adams, Billings, Bowman, Dunn, Golden Valley, Hettinger, Slope, Stark - 4.4% decrease  
 

 
Source: US Census Bureau 
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While North Dakota has experienced dramatic shifts in population since 1930, the 
population is projected to remain relatively stable with a small decrease by 2030. 
(See Figure 3) 
 
Figure 3  

 

 
 

Most Recent Population Developments 
 
In December 2009 The United States Census Bureau released the  2009 National and State 
population estimates, showing growth in North Dakota of 5,423 people to a new estimated 
population of  646,844.  Five of the last six years North Dakota has shown population 
growth, up over 14,000 from a decade low of 632,809 reported for 2003. For the year, there 
were 9,052 births, the highest of the decade. Inmigration was nearly 1,900, the second 
highest of the decade. For the first time this decade, North Dakota’s population estimate has 
exceeded the 2000 actual census count of 642,200, and is now up by an estimated 4,644. 
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“The newly released estimates demonstrate a notable change that is very possitive for North 
Dakota,” said Richard Rathge, Director of the North Dakota State Data Center. “It shows an 
increase in net domestic inmigration between 2008 and 2009, something that hasn’t 
happened in our state for some time.  Moreover, the consistent increase in our population 
since 2005 suggests a sustained upward trend due largely to our robust economy,” said 
Rathge.  
 

 
 

The Migration Factor in Population and Labor Force Growth  
 
Some of the growth in North Dakota’s population and labor force results from in-migration 
from other States and foreign countries.  Since 1993 the State has lost population due to 
out-migration. (See Figure 4) In the past, in-migration has increased or decreased depending 
on how well North Dakota’s economy is doing relative to the rest of the country, and 
especially neighboring states, such as Minnesota, Montana, South Dakota and Colorado. 
 
Figure 4 

 
 

 
Source: IRS Statistics of Income Division County to County Migration Flows.  Obtained from ND State Data 
Center. 
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Labor Force Growth 
 
North Dakota’s workforce has grown over the years, from 347,020 workers in 1998 to 
369,671 workers in 2008. (See Figure 5) 
 
 
Figure 5 
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Like the population of North Dakota, the labor force of North Dakota continued the trend of 
increase that started in 2003. Over the 10 years from 1998 to 2008, North Dakota’s labor 
force grew by 6.5 percent or almost 23,000. While the increase in the labor force coincided 
with the increase in population from 2003 to 2008, the reverse is not true. The labor force 
remained relatively steady while the population fell from 1998 to 2003. Also, the labor force 
grew at a much higher rate than the population. The labor force grew by 6.2 percent from 
2003 to 2008, but the population only grew by 1.4 percent. While a portion of the increase 
in the labor force from 2003 to 2008 can be attributed to the increase in population; other 
factors played a role in bolstering labor force levels.  (See Figure 6) 
 

 
Figure 6 
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One of those factors is the labor force participation rate. The labor force participation rate is 
the percent of civilian, non-institutionalized people over the age of 16 who are employed, or 
are unemployed but actively looking for a job in an economy. Figure 7 compares the labor 
force participation rate of North Dakota to the United States. This graph helps illustrate why 
the growth of North Dakota’s labor force outpaced its growth in the population. While the 
population increased, the percent of people over 16 years old in that population who were 
employed or looking for a job, increased faster. This resulted in faster growth in the labor 
force. 
 
Figure 7 also illustrates that North Dakota has a higher labor force participation rate than the 
national average. The national labor force participation rate has maintained a trend of 
declining or remaining steady for the last 10 years, while North Dakota has witnessed a 
general trend of growth until the most recent time periods. The recent period of national 
and global distress is reflected in both the state’s and nation’s labor force participation rate 
downturns. During economic downturns groups that are not as strongly attached to the 
labor force such as student aged, potential stay at home parents/caregivers, disabled 
persons, and retired aged exit the labor force as the opportunities presented to them are 
somewhat more limited. (See Figure 7) 
 
 
Figure 7 

 
Source: Bureau of Labor Statistics-Current Population Survey 
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The Aging Population 
 
A look at North Dakota’s population broken down into approximately 20 year age 
increments  indicates the largest segments of the population are of working age (20 to 59 
years of age) (See Figure 8).  This would indicate a stable workforce. However, comparing 
this same breakdown of the population to 2007 indicates a loss of approximately 150 people 
in the 0-19 bracket, a gain of approximately 811 people in the 20-39 bracket, a decrease of 
approximately 1,218 people in the 40-59 bracket, and an increase of approximately 2,323 
people in the 60+ bracket. While the largest increase was in the population near or at 
retirement (60+), there was also an increase in population of people just starting careers (20-
39). (Workforce Review 2009)  
 
Figure 8 

 

 
 
The state’s percentage of older adults age 60 and over is expected to increase from 14.7 
percent in 2000, to  17 percent in 2010, to  23 percent in 2020, and 30.3 percent in 2030 of 
the labor force (reference North Dakota State Data Center 
http://www.ndsu.nodak.edu/sdc/publications/population/18_9release.pdf).  
That means nearly one in five North Dakota workers are over age 55 by 2030.  Historically, 
labor force participation rates drop significantly at ages 62 and 65. (Reference North Dakota 
State Data Center http://www.ndsu.nodak.edu/sdc/data/aging.htm , North Dakota 
Department of Aging Services www.nd.gov/dhs, and U.S. Department of Commerce 
http://www.census.gov/prod/2008pubs/ledow04nd.pdf ) .  The earliest age that one can 
retire and receive Social Security benefits is 62. Prior to 2000, the normal retirement age for 
receiving full Social Security benefits was 65. In 2000, Congress raised the age of full 
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age for those born between 1943 and1954 is 66, incrementing by two months for those born 
in 1955 until 1960. The full retirement benefit for those born in 1960 and later is 67. There 
are, however, those who will decide to continue working despite their eligibility to retire and 
many who will continue to work out of economic necessity. As individuals live longer and 
healthier lives, they may choose to remain in the workforce longer to stay engaged in 
activities that enhance their lives. The Senior Citizen Freedom to Work Act of 2000 
eliminated a disincentive for those age 65 to 70 to continue working. Prior to 2000, many of 
those aged 65 to 70 who wanted to continue working were discouraged from doing so 
because Social Security reduced their benefits if they continued earning wages.  Others 
might stay in the workforce to assure their economic security and to maintain health care 
benefits.  The rising cost of retiree health care benefits has already prompted many 
employers to reduce or eliminate these benefits for future retirees. This, in turn, has forced 
many older workers to continue working to maintain reasonable health care coverage.  As a 
result of these factors, workers over the age of 65 are expected to be the fastest growing 
age group of the labor force between 2005 and 2030 (Washington Strategic Plan). This group 
will increase to almost 30.3 percent in 2030, growing in number from 93,650 (NDSU 
http://www.ext.nodak.edu/extnews/newsrelease/2006/100506/09northd.htm) to183,897 
(North Dakota Aging Services Division www.nd.gove/dhs).  Older workers can offer 
employers valuable experience and knowledge. On the other hand, some older workers will 
need to upgrade their skills, while others will need substantial retraining to meet changing 
job requirements.   
 

Young Adults in the Workforce 
 

At the other end of the age spectrum are young adults, 16-24, a generational group known 
as the ‘millenials’ born between 1982 and 1995.  Although this is a large potential workforce 
for North Dakota, this age group tends to have low labor force participation.   
 
Too many others are no longer in school, including many who dropped out of high school.  
The North Dakota State Report Card issued by the Department of Public Instruction indicates 
that 86.9 percent of the 2008-09 class graduated after four years of high school.  Eight 
percent (7379) of North Dakota’s 16-24 year olds do not have a high school diploma or GED.  
Although some of them will eventually earn their high school diploma or equivalent (GED) 
and advance to higher education, many more will continue to be challenged in the 
workplace because of their insufficient levels of education.  American Community Survey 
data from 2007-2008 reveal 56,000 individuals in ND are without a high school diploma. 
 
A gauge of how well North Dakota youth are prepared for both school and careers is a 
review of the state assessment process.  The North Dakota state assessments in 
reading/language arts and mathematics were administered in 2008-09 in grades 3, 4, 5, 6, 7, 
8, and 11. Science assessments were administered in grades 4, 8, and 11.  In the areas of 
reading and math, identical scores of 77% were noted for the 2008-09 school year.  The state 
administers science and language arts assessments for all public schools; however, neither 
content area is included in the calculation of Adequate Yearly Progress (AYP). 
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However, in today’s knowledge-based economy, high school education alone is not sufficient 
to prepare young people for their future.  Some amount of postsecondary education will be 
critical to reaching necessary skill levels.  In this respect, North Dakota has a good foundation 
from which to build because it is among the states with high college-going rates.  According 
to research by Tom Mortenson in “Postsecondary Opportunity,” 72.3% of North Dakota high 
school graduates enroll in college in the year immediately following their graduation.    
 
Outmigration of youth has been a concern given significant press coverage; preliminary 
efforts to better identify and understand the topic resulted in the 2009 Legislative creation 
of a Youth Council to explore youth related issues.  Likewise, the Department of Commerce 
has created several committees to identify areas of need and proposed initiatives to 
promote youth in the workplace and community 

 
A look at our future pipeline indicates that student enrollment will be somewhat constant in 
urban districts with rural district enrollment dropping off sharply by 2016 (See Figure9). 
 
 
Figure 9   

North Dakota Public K-12 Enrollment Projections 

 
Source: ND Department of Public Instruction 
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North Dakota is one of two states in the Midwest region expected to have fewer high school 
graduates in 2022 than in the first year measured (1991-92).  The number of graduates grew 
22% between 1992 and 2000, but by 2022 that total will have fallen 19% since 1992, or 29% 
since the 2000 high. 
 
By 2022 the Black high school graduate population will have increased 343%, Hispanics by 
165%, and Asians by 50%, but all of these groups will still have fewer than 250 members.  
North Dakota is projected to experience the largest 30-year decrease in White graduates 
(27%) of all the Midwestern states. (Rathge June 8, 2009 NDUS Strategy Form) American 
Indians/Alaska Natives comprise the second largest share of public high school graduates in 
the state.  Annual changes in the number of graduates from that group will be inconsistent, 
but by 2014-15, they amount to virtually no projected alteration in numbers. 
For 
 
Figure 10 

Number of North Dakota High School Graduates 1992-2022 

 
Prepared by the North Dakota State Data Center June 2009 
Source: WICHE/The College Board 
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Racial and Ethnic Diversity in the Workplace 
 
Statewide 9.8 percent of the population is racially or ethnically diverse.  However, 17 
counties have greater than 10.0 percent of the population represented by non-whites.   
(See Figure 11)   
 
Figure 11  
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The predominant minority group in North Dakota is Native American.  Native American’s are 
vastly underrepresented in the labor force in North Dakota with unemployment rates 
ranging from 20.0 to 71.0 percent in 2005.  (See Figure 12) 
 
Figure 12 

2005 Unemployment rates by Tribe

 
 
* Source: Biennial BIA "American Indian Population and Labor Force Reports" documents available at 
http://www.doi.gov/bia/labor.html 
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North Dakota has five federally recognized Tribes and one Indian Community (See Figure 13). 
American Indians make up 4.9% of North Dakota’s total population. 59.8% live on 
reservations within North Dakota. 41% of ND American Indians are under the age of 20 and 
the poverty rate for North Dakota American Indians is 38% which is more than three times 
the North Dakota rate of 11%.  (North Dakota Indian Affairs Commission)  
 
Figure 13 

Enrolled Members and Reservation  
Population for North Dakota First Nations 
First Nation Enrolled 

Members 
Total Reservation 

Population 

Mandan, Hidatsa & Arikara 
Nation (Fort Berthold 
Reservation) 
[MHA Enrollment Office - 
2004] 

10,400 5,915 

Spirit Lake Nation (Spirit 
Lake Reservation) 
Enrollment [B.I.A. - 2002] 

4,300 4,435 

Standing Rock Sioux Tribe 
(Standing Rock 
Reservation- ND side only) 
[Standing Rock Enrollment 
Office - 2004] 

13, 893 4, 044 

Turtle Mountain Band of 
Chippewa (Turtle 
Mountain Reservation) 
[Turtle Mt Enrollment 
Office - 2004] 

29,161 8, 307 

Trenton Indian Service 
Area  
(IHS User Population) 

 1,800 

Sisseton-Wahpeton Oyate 
[B.I.A. - 2002] 

10, 200  

 
Source: http://www.nd.gov/indianaffairs/?id=37&page=Statistics+%26+Data 

            Census 2000 
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People with Disabilities 
 
Disability is defined by U.S, Census Bureau (http://www.census.gov/), as “functional 
limitations, activities of daily living and instrumental activities of daily living.”  Functional 
activities mean seeing, hearing, speaking, lifting/carrying, using stairs, walking and grasping 
small objects. Instrumental activities of daily living includes having difficulty going outside 
the home, keeping track of money and bills, preparing meals, doing light housework, taking 
prescription medicines in the right amount at the right time, and using the telephone. 
 
According to the U.S Census Bureau (http://www.census.gov/), the number of people who 
report having a disability appears to have increased, and labor force participation among this 
population to have declined, since the passage of the Americans with Disabilities Act in the 
early 1990s. The reasons for this change are unclear, but could include changes in definitions 
on surveys or expansion of Supplemental Security Income benefits.   (Washington Strategic 
Plan) 
 
Less than 17.0 percent of North Dakota’s individuals, not in an institution, 5 years and older 
reported a disability in 2000 according to the latest Population Bulletin released from the 
North Dakota State Data Center at North Dakota State University 
(http://www.ndsu.nodak.edu/sdc/). Less than half of the individuals 5 years and older 
reported multiple disabilities or 42.0 percent. Nearly half of all disabilities reported were 
physical or employment type disabilities.  Sixty-four percent of individuals between 21 years 
of age to 64 years of age with a disability of some kind were employed 
(http://www.census.gov/). 

The following chart provides the types of disabilities reported by North Dakotans in 2000. 
The definition of disability is based on three questions. (1) Does this person have any of the 
following long-lasting conditions: (a) blindness, deafness, or a severe vision or hearing 
impairment? [Sensory Disability]; (b) a condition that substantially limits one or more basic 
physical activities such as walking, climbing stairs, reaching, lifting, or carrying? [Physical 
Disability] (2) Because of a physical, mental, or emotional condition lasting six months or 
more, does this person have any difficulty in doing any of the following activities: (a) 
learning, remembering, or concentrating? [Mental Disability]; (b) dressing, bathing, or 
getting around inside the home? [Self-Care Disability] (3) Because of a physical, mental, or 
emotional condition lasting six months or more, does this person have any difficulty in doing 
any of the following activities [asked of persons ages 16 and older]: (a) going outside the 
home alone to shop or visit a doctor’s office? *Go-Outside-Home Disability]; (b) working at a 
job or business? [Employment Disability]. A person is coded as having a disability if he or she 
or a proxy respondent answers affirmatively for one or more of these six categories. 
(http://www.ilr.cornell.edu/edi/DisabilityStatistics/glossary.cfm?g_id=244&view=true)  

(See Figure 14)   

 

http://www.census.gov/
http://www.ilr.cornell.edu/edi/DisabilityStatistics/glossary.cfm?g_id=244&view=true
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Figure 14  
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Sixty-four percent of individuals between 21 years of age to 64 years of age with a disability 
of some kind were employed. (See Figure 15) 
 
 
Figure 15

 
DHS Aging Services Division  
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Of individuals five years of age and older not in an institution, the proportion with a disability 
increased with age. Individuals between five years of age and 15 years of age with a 
disability was less than six percent; individuals between 16 years of age and 20 years of age 
with a disability was 15.4 percent; individuals between 65 years of age and 74 years of age 
was 27.9 percentage; and individuals 75 years of age and older with a disability was 49.9 
percent according to 2000 Census data.  (See Figure 16) 
 
Figure 16 

 
ND Department of Human Services Decision Support Services 
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of age or older, 38.5 percent reported a disability in 2000.  This ranks North Dakota the 8th 
lowest proportion in the nation. According to the U.S. Census Bureau, 87,361 are 65 years of 
age and older and 33,601 of those individuals have a disability.   
 

 
 

 
 
 

  

6%

10.30%

15.40%

27.90%

49.90%

0%

10%

20%

30%

40%

50%

60%

5 to 15 16 to 20 21 to 64 65 to 74 75 and older

North Dakota Percentage with a 
Disability by Age Group



24 
 

Women in the Workforce 
 
For women, gains in labor force participation rates continue to occur. In 2005, North Dakota 
women’s labor force participation rates (age age 20 to 64) stood at 79.3 percent, by 2008 
they have grown to reach 81.5 percent (a period where male rates rose more slowly, from 
89.1 to 89.3 percent).  Women’s increased labor force participation rates have been 
associated with many factors, including: 
 

 Higher education levels that lead to better, more diverse career opportunities. 

 More women remaining single, or marrying later in life and delaying child bearing. 

 A cultural shift in economic and career expectations. 

 A decline in real wages that makes a second income necessary to offset the loss in real 
earnings of traditional male breadwinners. 

 
Despite changing social expectations about parenting roles and responsibilities between 
men and women, children continue to have a significant impact on women’s labor market 
outcomes. Nationally, some 93,000 women between the ages of 15 and 50 years of age gave 
birth to a child within 12 months of responding to the American Community Survey, just 
fewer than six percent of all women in that age range.  Only 54.0 percent of women age 16 
to 50 who gave birth to a child in the prior 12 months was in the labor force in 2006, as 
opposed to 73.0 percent of those who had not. Research shows that, to a large extent, the 
labor market disparities between women and men result from traditional gender roles and 
the career choices of women.  Women bear a disproportionate share of childrearing and 
housework responsibilities and, consequently, they experience more frequent and longer 
spells away from work than men. Additionally, large percentages of women choose 
industries and occupations, such as education and social services that allow for more time 
with the family and appear to be more open to women.  Also, women continue to enroll in 
fields of study that tend to pay less (such as office support occupations) than fields that tend 
to be dominated by men (such as information technology). These constraints on 
employment tend to diminish promotional opportunities. 
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North Dakota Industries dominated by men include agriculture, forestry, fishing, hunting, 
mining, construction, manufacturing, wholesale trade, transportation, warehousing and 
utilities  North Dakota industries dominated by women include finance, insurance, real 
estate company management, educational services, healthcare and social assistance.  (See 
Figure 17) 
 
Figure 17 

  

 

0.0% 20.0% 40.0% 60.0% 80.0% 100.0%

Health/Social Services

Finance/Insurance

Private Education

Accomodation/Food Service

Other Services

Arts/Recreation

Administrative/Support

Retail Trade

Professional/Technical

Management

Public Administration

Information

Real Estate

Manufacturing

Wholesale Trade

Covered Ag

Transportation

Utilities

Construction

Mining

Industry Employment by Gender

Male Female

Source: Local Employment Dynamics Program



26 
 

 
Female workers in Health and Social Services and Finance/Insurance average less than 50% 
of the wages of males.  (See Figure 18) 
 
Figure 18 
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Veterans in the Workforce 
 
North Dakota veteran’s population was estimated at 54,688 in 2008, with 92.1 percent of 
the veteran male and 7.9 percent female. Data for the period listed the veterans as 94.7 
percent white, 2.7 American Indian, and the balance of other races.  The median income for 
veterans in North Dakota was listed at $34,470 compare to overall North Dakotans of 
$25,350.  The unemployment rate for veterans based on the American Community Survey in 
2008 was reported to be 3.2 percent, nearly identical to the total population (3.1 percent). 
(American Community Survey US Census Bureau). 
 
Drop Outs in the Workforce 
 
American Community Survey data from 2007-2008 reveal 56,000 individuals or 8.7% of the 
total population (641,481) in ND are without a high school diploma (age 19-24 year old: 
7,379; 25 and older: 49,355).  Dropping out of high school carries a heavy price for students 
and also affects each North Dakota taxpayer in significant ways.  According to the Center for 
Labor Market Studies at Northeastern University (October 2009), national joblessness rates 
during 2008 for high school dropouts was 22 percentage points higher than that of high 
school graduates, 33 percentage points higher than that of young adults who had completed 
1-3 years of postsecondary study, and 41 percentage points higher than that of peers who 
earned a four-year college degree. Researchers at Northwestern University’s Center for 
Labor Market Studies put the average cost to taxpayers over the working life of each high 
school dropout at $292,000.  Using that same calculation for the approximate 850 dropouts 
from the 2007-2008 school year, that equals just shy of $250 million in cost to North Dakota. 
 
There is no single national or state definition of dropout; therefore, no single national 
dropout rate.  Dropout rates in ND schools are difficult to determine as various school 
district level factors influence reporting; to include variation in grade levels, age, time period 
to be considered a dropout and clerical/tracking procedures. Using available data from the 
North Dakota Department of Public Instruction, dropout rates can be determined in two 
ways: 
  

Event Rate (annual rate; 2007-2008: 2.3%) 
• Measures proportion of dropouts in a single year  
• Yields the smallest rate 
• Doesn’t distinguish between dropout and transfer 
 
Cohort Rate (longitudinal rate; 2007-2008: 8.8%) 
• Over a period of time measurement of a single group (cohort) 
• Yields the largest rate of dropout 
• Most accurate  
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Subsequently, using the event rate, ND could determine its high school dropout rate to be 
approximately 2.4% while using the cohort rate would yield an 8.8% dropout rate (2007-08). 
Calculating either rate, the number of high school drop outs continues to increase each 
school year.  Nationally and across North Dakota, high school dropouts confront a number of 
labor market problems: they are less likely to be active labor force participants than their 
better educated peers, and they frequently experience considerably higher unemployment 
rates when they do seek work.  High school dropouts are much less likely to be employed – a 
gap that typically widens with age as both national and state labor markets deteriorate.  
 
 
Typical drop out factors across the country apply to ND.  Dropouts generally are more often 
male than female; from larger urban areas; of a minority (ND data for 2007-2008 identified a 
dropout rate of 32.6% among Native American students); receiving special education 
services or served on an Individual Education Plan.  High school dropouts are also at greater 
jeopardy for risk behaviors.  Two factors not typical to ND for risk of dropout were those 
students who are economically disadvantaged and have limited English proficiency. 
 
A promising practice is for those students who take two or more sequenced CTE courses 
(CTE concentrators) the dropout rate is reduce to 4.6% for all high school students and 
Native American rate is reduced to 11% which supports a need to make more secondary CTE 
opportunities available for all students. 
 
The North Dakota Education Commission, chaired by Lieutenant Governor Jack Dalrymple, 
has identified the issues surrounding high school dropouts to be a priority for discussion 
prior to the 2011 legislative session.  The basis of this conversation was driven by the North 
Dakota Education Association (NDEA) Dropout Summit, held in June 2009 after receiving a 
grant from America’s Promise, founded by former Secretary of State Colin Powell, to host a 
two-year dropout summit for twenty ND schools with the highest dropout rates.  As issues 
are identified and recommendations for policy and prevention are prioritized, several key 
solutions will focus around the infrastructure of a single definition for reporting and data 
collection. 

 
People Receiving Public Assistance 
 
Temporary Assistance for Needy Families (TANF) 
TANF provides temporary financial assistance while aiming to get people off assistance, 
primarily through employment. The goals of the program are:   
 

 provide assistance  to needy families so that children may be cared for in their own 
homes or in the homes of relatives;  

 end the dependence of needy parents on government benefits by promoting job 
preparation, work, and marriage;  
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 prevent and reduce the incidence of out-of-wedlock pregnancies and establish annual 
numerical goals for preventing and reducing the incidence of these pregnancies; and  

 encourage the formation and maintenance of two-parent families.  
 

In State fiscal year 2009 unduplicated count  there were 4,733 TANF cases.  Of the caseload, 
53.56% were American Indian, .12% were Asian/Pacific Islander, 5.58% were Black, 41.67% 
were Causcisian and .07% other.  The number of caretakers in the caseload was 3,777 and 
8,723 were children. The ages of individuals in the Temporary Assistance for Needy Families 
household are as follows: 

 
 0-5  years of age  52.59% 
 6-15  years of age  40.57% 
 16-17   years of age  .042% 
 18-19   years of age  6.83% 

 20-44   years of age  86.95% 
 45-64   years of age   5.77%  
 65+  years of age   0.03% 

 

In State fiscal year 2009, 4,230 TANF recipients were employed and 11,375 TANF recipients 
were not employed.  (See Figure 18) 
 
 
Figure 18   
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THE PREVALENCE OF DISABILITIES AMONG TANF RECIPIENTS 
 
Since the creation of TANF, numerous studies have estimated the prevalence of personal 
and family challenges, including disabilities, among the TANF population. All the reports 
suggest that a substantial portion of the TANF caseload is living with a disability. While the 
majority of these recipients eventually may be able to find and sustain employment, they 
may need more specialized assistance and take more time to do so. The disabilities that are 
reported most commonly among TANF recipients are mental health conditions, learning 
disabilities and physical health problems. Results from a common survey found that the 
fraction of TANF recipients reporting a mental health condition ranged from 21 to 41 
percent, a learning disability ranged from 8 to 18 percent, and a physical health condition 
ranged from 16 to 26 percent. Recipients with physical and mental health conditions were 
significantly less likely to be employed than those without these conditions.  A recent study 
that uses the Survey of Income and program Participation (SIPP) to compare the 
characteristics of TANF recipients before and after the implementation of TANF found that 
the proportion of TANF recipients reporting a work-limiting condition has increased over 
time. In 1996, 16 percent reported a work-limiting condition compared to 21 percent in 
2007.   
(Reference  - MATHEMATICA, February 2008)  
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Supplemental Nutrition Assistance program (SNAP) 
Supplemental Nutrition Assistance program (SNAP) is a uniform nationwide program 
intended to promote the general welfare and safeguard the health and well being of the 
nation’s population by raising the levels of nutrition among low-income households.  In State 
fiscal year 2009 unduplicated count  there were 32,567.  Of the caseload 25.83% were 
American Indian, .075% were Asian/Pacific Islander, 4.53% were Black, 68.73% were 
Causasian, and .17% other.  The ages of the individiauls in the Supplemental Nutrition 
Assistance household are as follows:  
 
 0 - 6  years of age   23.63% 

 7 - 18  years of age  22.65% 

 19 - 29  years of age  19.50% 

 30 - 49  years of age  21.02% 

 50 - 60  years of age  6.50% 

 61 - 79  years of age  4.92% 

 80 +   years of age  1.77% 

 
In State fiscal year 2009 in the Supplemental Nutrition Assistance program, 9,028 were 
identified as having a disability.  Disabled means Social Security Administration has 
determined the individual has an established disability according to Social Security 
Administration standards. Those identified as disabled, 1,323 were employed and 674 were 
attending school.  In State fiscal year 2009, 14,122 SNAP recipients were employed and 
59,407 SNAP recipients were not employed.  The number of recipients employed and 
unemployed includes all ages of TANF recipients, children and adults.  (See Figure 19) 

Figure 19                                        Source:  North Dakota Department of Human Services-Decision Support Services 
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Child Care Assistance Program 
 

The purpose of the Child Care Development Fund is to increase the availability; affordability 
and quality of child care services.  The program offers federal funding to states, territories, 
Indian tribes and tribal organizations in order to provide low-income families with the 
financial resources to find affordable quality child care for their children.  Under this 
program, individuals must be employed, searching for a job, pursuing vocational education, 
or a combination of employment and education.   In State fiscal year 2009, 5,985 utilized 
Child Care Assistance due to employment while 2, 074 utilized Child Care Assistance for 
searching for employment or pursuing education.  The 2,074 represents potential individuals 
available for employment opportunities in North Dakota currently or in the over the next 
two years (Child Care Assistance has a two year limitation on payment while pursuing 
education). Of the Child Care Assistance program, 22.20% were American Indian, .06% were 
Asian, 5.87% were Black, 68.39% were Caucasion, 3.38% were multi-racial, and .10% were 
other.  The ages of children receiving assistance under the program are as follows: 
 

 Under 2 years of age  23.07% 

 2 years of age 13.97% 

 3 years of age  12.73% 

 4 – 5 years of age 11.74% 

 6 – 13 years of age  36.33% 

 Over 13 years of age  0.06% 

Medical Assistance Program 
 

The purpose of the Medicaid program is to strengthen and extend the provision of medical 
care and services to certain groups of people whose resources are insufficient to meet such 
costs.  The immediate purpose of the Medicaid program is to provide an effective based 
upon which to provide comprehensive and uniform medical services that will enable persons 
previously limited by their circumstances to receive need medical care. In State fiscal year 
2009, the number of unduplicated recipients was 77,637.  Of this population, 23.60% were 
American Indian, .078% were Asian/Pacific Islander, 3.84% were Black, 71.70% were 
Caucasian, and .08% were other. The ages of individuals in the Medicad household are as 
follows: 

 0 - 5 years of age  24.96% 

 6 - 18 years of age  28.38% 

 19 - 20 years of age  3.76% 

 21 - 64 years of age  33.08% 

 65 and over 9.81% 

 
Individuals receiving services under North Dakota Medicaid with a disability in the State 
fiscal year 2009 totaled 10,091.  Disabled means Social Security Administration has 
determined the individual has an established disability according to Social Security 
Administration standards. Of this population, 1,383 were employed and 1,277 pursued 
education.  The remaining 7,431 with a disability were not in school or working.  The 7,431 
individuals with a disability are potential employees. In State fiscal year 2009, 7,412 
Medicaid recipients were employed and 65,817 Medicaid recipients were not employed. 
(See Figure 20) 
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  Figure 20

 

 
 North Dakota Department of Human Services-Decision Support Services  

Low-Income Home Energy Assistance Program 
The purpose of the Low-Income Home Energy Assistance program is to provide assistance to 
eligible households to offset the rising costs of home energy that are excessive in relation to 
household income.  The benefits provided are not designed to pay the eligible household’s 
total fuel costs but rather to protect the household against the rising costs of fuel. 
 

In State fiscal year 2009, there were 4,733 cases.  Of this population, 52.56% were American 
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Unemployment, Underemployed, Low Wage and Part Time Seeking 
Full Time  
 
Figure 21 displays the unemployment rate for North Dakota and the United States.  This 
graph shows that North Dakota is not isolated from national trends, but appears to be 
somewhat insulated from them. During this time frame, North Dakota appears to experience 
the same peaks and troughs as the nation, but they are delayed and less extreme. This is 
illustrated in the changes in unemployment rate from 2000 to 2003 and again in the most 
recent economic downturn that started in late 2007. 
 
Figure 21  

 
 
The difference between the national economy and North Dakota’s is further illustrated in 
the unemployment rate. From 2007 to 2008, the average annual unemployment rate of 
North Dakota increased by 0.1 percentage point to 3.2 percent, while the national 
unemployment rate jumped from 4.6 percent to 5.8 percent in the same time period.  Each 
quarter underemployment estimates are developed using data from the Bureau of Labor 
Statistics. (Workforce Review 2009) 
 
Underemployment Estimates 
 
While the unemployment rate is widely generally recognized as the key indicator of labor 
market performance, the Bureau of Labor Statistics (BLS) also publishes five alternative 
measures of labor underutilization.  Three of these measures are broader and incorporate 
individuals who are not captured in the official unemployment rate: 
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2. Marginally attached workers want a job, are available to work and have looked for a job 
in the past year, but aren’t working for a wide range of non-economic issues such as child 
care or transportation. 
 

3. Part-time workers for economic reasons desire a full-time job, but work part-time jobs 
due to economic reasons such as unfavorable business conditions, seasonal work or just 
inability to find full-time work. 

 
The rates for these three categories of workers build off of the official unemployment rate 
and are provided in the table below.  Unfortunately there is currently no source for data 
related to individuals who are in jobs that do not sufficiently use their skills and workers who 
are underpaid based on their qualifications.   
 

Alternative Measures of Labor Underutilization, selected states 
Fourth Quarter of 2008 through Third Quarter of 2009 Averages, seasonally adjusted (percent) 

 

State 

Column A Column B Column C Column D 

Official 
Unemployment 

Rate 
Column A plus 

Discouraged Workers 

Column B plus 
Marginally-attached 

Workers 

Column C plus Part-Time 
Workers for Economic 

Reasons 

North Dakota 3.9 4.1 4.5 7.5 

South Dakota 4.7 5.0 5.5 9.4 

Montana 7.0 7.2 7.6 12.7 

Minnesota 7.3 7.6 8.3 13.6 

Michigan 12.6 13.3 14.3 20.9 

United States 8.5 8.9 9.7 15.2 
Source: Bureau of Labor Statistics, Current Population Survey 
Note: Data is calculated as percent of the civilian labor force plus the sum of the workers added to the measure.  Column C, for example, is 
calculated as total unemployed, plus discouraged workers, plus all other marginally attached workers, as a percent of the civilian labor 
force plus all marginally attached workers. 

 

 
Multiple Job Holding 
 
The most recent information available for North Dakota reveals that North Dakotans have a 
higher percentage of multiple job holders jobs (8.7% in 2007) when compared with  the 
United States average of 5.2% for 2007.  The 2008 annual average indicate 5.6% of the 
employed person were female multiple job holders, unchanged from 2005.  In contrast in 
2008 5.0% of employed persons were male MJH’s, slightly less than their 2005 statistic 
(5.1%). 
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Self-Employment in North Dakota 
 
Although the total numbers of self-employed people in North Dakota have fallen since 
calendar year 2005, the female percentage of the total has risen.  (See Figure 22) 
 
Figure 22 
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Increasing Number of Part-Time Workers Desire Full-Time 
Employment 
 
Slightly fewer North Dakotan’s worked over 35 hours between calendar year 2005 and 2008.  
As well, females tend to work part-time more often than males. (See Figure 23) 
 
Figure 23 
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EMPLOYMENT 
 
Figure 24 shows North Dakota’s annual average employment. This graph is similar to the 
graph for North Dakota’s labor force (Figure 5). Both graphs show minimal change from 1998 
to 2002 and a steep increase from 2002 to 2008.  From 1998 to 2002 there was an increase 
of approximately 10,320 employed, or an increase of approximately 3.4 percent. From 2002 
to 2008 there was an increase of approximately 38,634 or 12.4 percent, more than three 
times the rate of increase from 1998 to 2002. (Workforce Review 2009) (See Figure 24) 
 
Figure 24 

 

 
The largest private sector industry, in terms of employment, is still Health Care and Social 
Assistance with approximately 48,427 followed closely by Retail Trade at 43,138. While the 
numbers of people employed have changed over the years, the same two industries have 
maintained their positions as the largest by employment since 1993. (See Figure 25) 
 
Figure 25 Source: Workforce Review 2009 
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According to 2006-2016  ND Employment Projections, the top five jobs based on percent 
growth and wages are Computer Software Engineers, Systems Software, computer and 
Information Systems Managers, Industrial Engineers, Physician Assistants Mechanical 
Engineers (See Figure 26). 

2006-2016  
ND Employment Projections 

Figure 26 

Hot 
 

2006 2016 2008 Education/ 

Job 
 

Base Employment Typical Training 

Rank Occupational Title Estimate Projection Wages ($) Code 

1 
Computer Software Engineers, Systems 
Software 382 555 68,111 BD 

2 Computer and Information Systems Managers 533 673 77,280 BD+ 

3 Industrial Engineers 368 495 65,997 BD 

4 Physician Assistants 309 401 70,669 BD 

5 Mechanical Engineers 448 580 64,655 BD 

6 Engineering Managers 362 433 88,785 BD+ 

7 General and Operations Managers 3,816 4,296 77,134 BD+ 

8 Computer Software Engineers, Applications 733 1,013 55,703 BD 

9 Electrical Engineers 399 476 78,005 BD 

10 Sales Managers 690 811 68,351 BD+ 

11 Marketing Managers 360 429 71,595 BD+ 

12 Civil Engineers 567 690 60,554 BD 

13 Chief Executives 990 1,108 128,598 BD+ 

14 Financial Analysts 255 313 66,735 BD 

15 Financial Managers 1,273 1,417 74,474 BD+ 

16 Computer Systems Analysts 826 1,109 50,513 BD 

17 Business Teachers, Postsecondary 336 422 58,366 MD 

18 Dental Hygienists 614 746 55,396 AD 

19 Registered Nurses 7,130 8,514 51,253 AD 

20 Physical Therapists 620 708 62,827 MD 

21 Pharmacists 713 785 85,171 PD 

22 Derrick Operators, Oil and Gas 349 493 47,707 MT 

23 Sales Rep., Wholesale & Mfg, Tech. Products 628 741 55,447 MT 

24 Management Analysts 387 459 58,077 BD+ 

25 Architects, Except Landscape and Naval 177 254 50,703 BD 

26 Medical and Health Services Managers 649 729 63,772 BD+ 

27 Database Administrators 256 360 48,378 BD 

28 
Network and Computer Systems 
Administrators 534 696 47,416 BD 

29 Education Teachers, Postsecondary 242 308 53,240 DD 

30 
Network Systems and Data Communications 
Analysts 378 549 46,655 BD 

31 Rotary Drill Operators, Oil and Gas 335 474 46,988 MT 

32 Construction Managers 567 638 62,729 BD 

33 Service Unit Operators, Oil, Gas, and Mining 627 869 42,528 MT 

34 
First-Line Super./Mgr, Construction Trades 
Workers 1,549 1,782 48,045 WE 

35 
Nursing Instructors and Teachers, 
Postsecondary 250 314 47,606 DD 

36 Cost Estimators 594 729 43,078 WE 

37 Electricians 1,825 2,126 43,976 LT 
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38 
First-Line Super./Mgr, Production & Operating 
Wkrs. 1,533 1,756 45,706 WE 

39 Loan Officers 957 1,055 52,591 BD 

40 Accountants and Auditors 3,139 3,644 42,755 BD 

41 
Art, Drama, and Music Teachers, 
Postsecondary 219 277 44,562 MD 

42 Plumbers, Pipefitters, and Steamfitters 827 982 42,856 LT 

43 
Sales Rep., Wholesale & Mfg, Exc. Tech. 
Products 4,039 4,585 42,627 MT 

44 First-Line Super./Mgr, Transportation Workers 587 664 47,003 WE 

45 Medical and Clinical Laboratory Technologists 468 544 45,143 BD 

46 Securities & Financial Services Sales Agents 484 550 47,126 BD 

47 
Purchasing Agents, Exc Wholesale, Retail & 
Farm 551 616 47,626 WE 

48 
English Language & Literature Teachers, 
Postsec. 215 271 41,898 MD 

49 Aircraft Mechanics and Service Technicians 326 384 43,996 VT 

50 
Special Edu. Teachers, Preschool & 
Elementary 894 1,044 40,218 BD 

51 
First-Line Super./Mgr, Non-Retail Sales 
Workers 679 750 47,157 WE 

52 Roustabouts, Oil and Gas 490 675 33,629 MT 

53 Respiratory Therapists 264 319 40,937 AD 

54 
Heating, Air Conditioning, Refrigeration 
Mechanics 890 1,128 33,825 LT 

55 
Vocational Education Teachers, 
Postsecondary 356 415 42,364 BD+ 

56 Sheet Metal Workers 575 689 37,180 LT 

57 
Claims Adjusters, Examiners, and 
Investigators 945 1,069 40,888 LT 

58 Radiologic Technologists and Technicians 398 459 41,877 AD 

59 Training and Development Specialists 354 417 40,126 BD 

60 Public Relations Specialists 635 723 39,975 BD 

61 Truck Drivers, Heavy and Tractor-Trailer 6,526 7,480 34,474 MT 

62 Computer Support Specialists 1,022 1,235 32,269 AD 

63 Welders, Cutters, Solderers, and Brazers 1,707 1,993 33,075 LT 

64 Agricultural and Food Science Technicians 252 312 34,859 AD 

65 
Operating Engineers & Other Const. Equip. 
Oprs. 2,163 2,356 37,730 MT 

66 Child, Family, and School Social Workers 661 730 39,245 BD 

67 
Bus & Truck Mechanics & Diesel Engine 
Specialists 1,007 1,117 36,206 VT 

68 
Mobile Heavy Equipment Mechanics, Except 
Engines 640 695 41,615 VT 

69 Machinists 497 561 35,204 LT 

70 Medical and Clinical Laboratory Technicians 436 500 33,115 AD 

71 Roofers 390 455 31,727 MT 
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STATEWIDE OCCUPATION OPENINGS RANKED BY NUMERIC GROWTH 

 The summary table below is restricted to those occupations with a 2006 base employment greater than 100  
   

        
Figure 27 
  

      
         

Numeric   2006 2016 2008 Edu./ 

 
         

Growth 
 

Base Proj. Typical  Training 

 
         

Rank Occupational Title Emp. Emp. Wage ($) Code 

 
         

 1 Registered Nurses  7,130  8,514 51,253 AD 

 
         

 2 Retail Salespersons 11,522 12,901 18,882 ST 

 
         

 3 Customer Service Representatives  4,580  5,664 25,319 MT 

 
         

 4 Truck Drivers, Heavy and Tractor-Trailer  6,526  7,480 34,474 MT 

 
         

 5 
Janitors/Cleaners, Exc. Maids & Housekeeping 
Wkrs  7,190  8,024 20,786 ST 

 
         

 6 Personal and Home Care Aides  4,436  5,211 19,105 ST 

 
         

 7 Home Health Aides  3,104  3,846 20,944 ST 

 
         

 8 Combined Food Preparation and Serving Workers  6,085  6,715 15,256 ST 

 
         

 9 Waiters and Waitresses  7,454  8,084 14,379 ST 

 
         

10 Office Clerks, General 13,607 14,185 21,686 ST 

 
         

11 Sales Rep., Wholesale & Mfg, Exc. Tech. Products  4,039  4,585 42,627 MT 

 
         

12 Accountants and Auditors  3,139  3,644 42,755 BD 

 
         

13 Team Assemblers  2,989  3,473 26,160 MT 

 
         

14 General and Operations Managers  3,816  4,296 77,134 BD+ 

 
         

15 Nursing Aides, Orderlies, and Attendants  6,536  6,981 22,657 VT 

 
         

16 Child Care Workers  3,851  4,272 17,202 ST 

 
         

17 Carpenters  2,973  3,394 31,283 LT 

 
         

18 Truck Drivers, Light or Delivery Services  2,647  3,024 23,944 ST 

 
         

19 Receptionists and Information Clerks  2,883  3,228 21,706 ST 

 
         

20 Elementary School Teachers, Exc. Special Edu.  5,403  5,744 40,841 BD 

 
         

21 Maintenance and Repair Workers, General  2,742  3,056 31,297 MT 

 
         

22 Electricians  1,825  2,126 43,976 LT 

 
         

23 Maids and Housekeeping Cleaners  3,544  3,831 17,001 ST 

 
         

24 Welders, Cutters, Solderers, and Brazers  1,707  1,993 33,075 LT 

 
         

25 Computer Systems Analysts    826  1,109 50,513 BD 

 
         

26 Computer Software Engineers, Applications    733  1,013 55,703 BD 

 
         

27 Social and Human Service Assistants  1,534  1,814 22,757 MT 

 
         

28 Landscaping and Groundskeeping Workers  2,440  2,706 20,532 ST 

 
         

29 Bill and Account Collectors    875  1,129 24,617 ST 

 
         

30 Service Unit Operators, Oil, Gas, and Mining    627    869 42,528 MT 

 
         

31 Heating, Air Conditioning, Refrigeration Mechanics    890  1,128 33,825 LT 

 
         

32 First-Line Super./Mgr, Construction Trades Workers  1,549  1,782 48,045 WE 

 
         

33 First-Line Super./Mgr, Production & Operating Wkrs  1,533  1,756 45,706 WE 

 
         

34 Tellers  2,191  2,405 21,434 ST 

 
         

35 Helpers--Production Workers  1,078  1,292 21,416 ST 

 
         

36 Computer Support Specialists  1,022  1,235 32,269 AD 

 
         

37 Supervisors, Food Preparation & Serving Workers  2,374  2,586 26,495 WE 

 
         

38 Laborers & Freight, Stock & Material Movers, Hand  5,333  5,541 21,799 ST 

 
         

39 Bookkeeping, Accounting, and Auditing Clerks  6,155  6,360 26,879 MT 

 
         

40 Graduate Teaching Assistants    742    944 29,373 BD 

 
         

41 Cooks, Restaurant  2,277  2,476 19,136 LT 
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42 Executive Secretaries & Administrative Assistants  3,769  3,968 32,806 MT 

 
         

43 Operating Engineers & Other Const. Equip. Oprs.  2,163  2,356 37,730 MT 

 
         

44 Roustabouts, Oil and Gas    490    675 33,629 MT 

 
         

45 Counter and Rental Clerks  1,752  1,936 17,424 ST 

 
         

46 First-Line Super./Mgr, Office Admin. Support Wkrs  2,873  3,054 39,392 WE 

 
         

47 Hairdressers, Hairstylists, and Cosmetologists  2,481  2,660 22,562 VT 

 
         

48 Teacher Assistants  3,456  3,634 24,067 ST 

 
         

49 Computer Software Engineers, Systems Software    382    555 68,111 BD 

 
         

50 Driver/Sales Workers  1,628  1,800 20,393 ST 

 
         

  
      

         
SUMMARY TABLE NOTES:  

     
         

GROWTH OPENINGS [Growth openings are the number of anticipated openings due to new job growth. If growth is negative, openings  
due to growth is zero] 

                
EDUCATION/TRAINING [Education and training requirements are based on minimum national guidelines; occupations may or may not  
reflect state-specific standards but in most instances a one-to-one match occurs] 

         

 
        

TYPICAL WAGES [All wage data are extracted from the 2008 edition of Wages for North Dakota Jobs. ñN/Aò indicates the data cannot  
be released due to either reliability, availability or confidentiality issues. For a complete explanation of the methodology used in calculating 
 typical wages, please reference the Wages for North Dakota Jobs publication] 

         

 

        

 
Summary 
 
North Dakota’s labor force today has a higher proportion of women, is aging, and is more 
racially and ethnically diverse, compared to the workforce of decades ago,. In brief, our 
workforce reflects the changing composition of the population. However, the aging of the 
workforce and lower birthrates of the post-baby boom years suggest a potential labor force 
shortage in the future. It will be necessary to tap the full talents of our entire workforce to 
maintain our ability to compete. To do that, we must ensure our residents obtain the job 
skills and education required by our increasingly technology-driven, knowledge-based 
economy. 
 
We may find tomorrow’s workforce unprepared and our economy wanting if we do nothing, 
by choosing to act now, we can help our economy grow create new opportunities for 
previously underutilized populations, and help all North Dakotans participate in the new 
economy. 
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Tomorrow’s Economy 
 

High Wages for the Highly Skilled 
 
The wages of North Dakotans are growing.  In fact, the average annual covered wage in 
North Dakota outpaced the nation in both percent increase and actual dollar amount 
increase from 2007 to 2008. North Dakota’s average annual wage increased by $1,989 or 
approximately 6.0 percent compared to the national average annual wage increasing $1,101 
or approximately 2.5 percent.  North Dakota median family income has been on the rise in 
recent years, closing the gap to 96.0 percent of the national family income in 2007. In 2008, 
Mining ($1,441) overtook Utilities ($1,407) as the industry with the highest covered weekly 
wage. (Workforce Review 2009) 
 

Wage Earnings by Training and Education 
 
With an increase in productivity and higher expectations for innovation education has 
become critical to tomorrow’s workforce.  Nationally 51 percent of workers have at least 
some college.  There is an association between educational preparation and the ability of the 
state to attract new growth. (Progressive Policy Institute) 

 

ND Careers by Education provides careers by level of education, with the top 10 careers in 
each education grouping. Careers in each grouping are ranked by typical wage and the total 
of openings due to growth plus openings due to replacement.  To view the North Dakota 
Careers by Education publication in its entirety, visit www.ndworkforceintelligence.com. 
North Dakota Careers by Education contains data on the top 25 careers organized by 
education, work and training requirements, and examples of tasks typically performed in the 
career. (See Figure 28) 
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Figure 28 

North Dakota Careers by Education 

 
Job Service North Dakota - Labor Market Information Center 

 
  



45 
 

Figure 29 displays the average annual wage for covered employment (employers that are 
subject to UI tax) in North Dakota and the US. The average annual wages for both the state 
and the nation have been steadily increasing since 1998. In 2007, North Dakota outpaced 
the nation in percent (5.7% to 4.5%, respectively), but due to the lower starting wage the 
5.7% increase resulted in approximately $1,770 increase for North Dakota compared to the 
$1,923 increase for the nation. 
 
Figure 29 

 
 

Over the past 10 years, North Dakota average annual wages increased $12,085 or 52.6 
percent. Comparatively, the average annual wage for the nation increased $13,618 or 42.6 
percent. In 2007, North Dakota wages were approximately 74.4 percent of the nation. That 
statistic has increased to approximately 77.0% in 2008. 

 

Nationally 3% of workers are paid at or below the federal minimum wage.  In North Dakota 
4% are paid at or below the federal minimum. (The Table below is Characteristics of 
Minimum wage workers 2008 published 2009 by Bureau of Labor Statistics and US 
Department of Labor.)  

 

 Numbers of workers (in thousands) Percent Distribution Percent of workers paid 
 hourly rates 

  At or below minimum wage  At or below minimum wage At or below minimum wage 

State Total 
paid 

hourly 
rates 

 
Total 

At 
minimum 

wage 

Below 
minimum 

wage 
 

Total 
paid 

hourly 
rates 

 
Total 

At 
minimum 

wage 

Below 
minimum 

wage 

 
Total 

At 
minimum 

wage 

Below 
minimum 

wage 

North 
Dakota 

 
199 

 
8 

 
1 

 
7 

 
0.3 

 
0.4 

 
0.3 

 
0.4 
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Bureau of Labor Statistics   
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Covered Wage annual averages

ND US
Source: Bureau of Labor Statistics
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Figure 30 displays the median family income for the state of North Dakota and the United 
States. While average annual wages show data for each job, the family income shows the 
median (or the value where 50 percent of the people are above and 50 percent of the 
people are below) amount of money coming into a family. North Dakota lags behind the 
nation in terms of average wage, but that gap is narrowed when looking at median family 
income, which was 94 percent of the national family income in 2007.   
 
 
Figure 30 
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Economic Recession Impacts 
 
In North Dakota exports have increased by 15.0 percent and output growth has accelerated.  
Alternative energy is important to ND economy as research and development dollars are 
available.  ND has strong productivity which reduces the need for workers. (Unemployment 
in North Dakota has been so low it makes it difficult to attract new business) (David Flynn, 
November 2, 2009 - EDND presentation) 

 
North Dakota’s Economy: From North Dakota Economic Development Foundation Strategic 
Plan 

 Since 2003 population estimates from the US Census bureau have shown a steady 

increase.  Net migration has moved from being down several thousand per year to a plus 

number.  Annual births in the state are up 20% from 2001 to 2008.  Expectations are high 

for a respectable increase in the 2010 Census actual count.   In addition, our median age 

while increasing, is not increasing nearly as fast as the country as a whole or most of the 

region.  

 North Dakota’s technology-related employment is growing, especially in software & IT 

services and professional, scientific and technical services.  

 ND educated workforce is second in the region and far exceeds the national average, 

providing the state with the workforce for advances in technology related employment. 

Wage and income growth statistics show ND far outpacing the nation.  Median income 

growth was third in the seven state regions.  ND led the nation in per capita personal 

income in both 2007 and 2008.  By 2008 ND per capita personal income was at 99% of 

the national per capita income compared with 80% in 1995. 

 ND growth in gross domestic product (GDP) is also leading the nation up 7.3 percent in 

2008, growing twice as fast as all other states, except Wyoming. 

 Growth in the labor force has been significant and since 2001 ND nonfarm payroll has 

increase 11.4% compared to 3.2% for the nation.   For the third quarter of 2009 ND had 

the lowest unemployment rate in the nation at 4.2% compared to the national rate of 

9.8%. 

Source: North Dakota Economic Foundation Strategic Plan 
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North Dakota’s Industry Outlook 
 
Figure 31 shows data for North Dakota’s top 10 industries based on average weekly wage for 
the years 2008 and 1998. The top 10 industries are the same for both years, but the order 
has shifted over time. Mining in the state has been bolstered recently by oil and gas activity 
in the western part of North Dakota, but has historically remained high because of coal 
mining. Mining has seen an 80% increase in average weekly wage over the last 10 years. The 
Utilities industry has experienced consistently high wages because of high paying jobs in the 
power plants across the state. In fact, in 2007 Utilities maintained the highest average 
weekly wage of all industries in North Dakota before being overtaken by mining. 

 

Figure 31 
BLS QCEW 

 

Figure 32 shows the 10 largest industries in North Dakota by covered employment.  While 
Government has the largest employment on the list, it is important to note that the number 
64,345 for 2008 represents all people employed by Government (State, Local, Tribal, and 
Federal) in any industry. That includes public schools, state construction workers, waste 
services, county sheriffs, fire departments, Game and Fish Officials, and any other 
government agency in the state.  The largest private sector industry is Health Care and Social 
Assistance with employment of 48,427 in 2008. That number equates to a 16.2% increase 
over 10 years. Health Care and Retail Trade have been the two largest industries by 
employment since 1990. Retail Trade was the largest employer from 1990 to 1993 when it 
was overtaken by Health Care and has remained in the second spot ever since. 
 
Figure 32 
BLS QCEW 
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The following section highlights occupational level (i.e. Bricklayer).  It is important to note 
occupations can be found across all industries. For instance, Office and Administrative 
Support Staff can be found in almost every industry. In other words, the industry is the 
primary type of work an organization performs while the occupation is the type of work 
performed by an individual in that organization.  Occupation categories start at the broad 
level and grow increasingly more specific.  
 
Figure 33 shows data for 10 of the 22 broadest occupational groups and their projected 
growth. The column on the left shows the employment in 2006, the column in the middle 
shows the projected employment levels in 2016, and the column on the right shows the 
percent change from 2006 to 2016. The percent change is also known as the growth rate. 
The growth rate for the state as a whole is projected to be 8.5% or increase from 409,666 
total employment in 2006 to 444,407 in 2016. Although not displayed on the list, Computer 
and Math related occupations are expected to grow at the fastest pace (27.8%), while 
Farming and Fishing occupations change very little (0.4%). (Workforce Review 2009) 
 
Figure 33 

 
 

North Dakota LMI “NORTH DAKOTA EMPLOYMENT AND PROJECTIONS 2006-2016  
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What Jobs Will Be Available 
 
Total employment statewide is projected to increase by 8.5% between 2006 and 2016 - 
2006=409,666: 2016=444,407. The two industries with the greatest growth is mining (26.2%) 
and management of companies & enterprises (15.7%)  (See Figure 34) 

 
Figure 34 
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RETAIL TRADE  4.1%

WHOLESALE TRADE 5.6%
INFORMATION 6.1%

REAL ESTATE & RENTAL & LEASING 8.6%
EDUCATIONAL  SERVICES 8.8%

ARTS, ENTERTAINMENT & RECREATION 9.0%

ACCOMMODATION & FOOD SERVICES 9.1%
TRANSPORTATION & WAREHOUSING 9.5%

FINANCE & INSURANCE 10.6%
MANUFACTURING 12.1%

HEALTH CARE & SOCIAL ASSISTANCE 13.7%
CONSTRUCTION 14.4%

MANAGEMENT OF COMPANIES & ENTERPRISES 15.7%

ADMINISTRATIVE & WASTE SERVICES 18.1%
MINING 26.2%

PROFESSIONAL, SCIENTIFIC & TECHNICAL SERVICES …
Industry Projections 2006-2016 Percent Change

Source: 2006-2016 Industrial Projections Publication
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Summary and Implications 
 

The North Dakota Association of Community Providers (NDACP) recognizing the need to be 
proactive in addressing workforce challenges and issues within the Direct Care industry 
partnered with the North Dakota Department of Commerce Workforce Development 
Division.  This partnership embarked on a process of developing a talent pipeline map for the 
industry.  The Talent Pipeline mapping prompted the development of a strategic plan for the 
industry to confront these workforce challenges. 
 

(Detailed data on private providers of long-term community-based residential services for 
persons with developmental disabilities permit investigation of the causes of frontline 
worker turnover.  Turnover is determined by resident characteristics, frontline worker 
compensation, and establishment characteristics.  The share of higher-need residents and 
agency size predict higher turnover, while compensation and non-profit status are 
associated with lower turnover.  Our findings indicate that public policies to reduce turnover 
through compensation subsidization can be effective.  Our preferred estimates suggest an 
approximate one-quarter increase in total compensation would cut turnover by one-third.) 
 
Powers, Elizabeth T. and Powers, Nicholas J. (2010) "Causes of Caregiver Turnover and the Potential Effectiveness of Wage 
Subsidies for Solving the Long-Term Care Workforce 'Crisis'," The B.E. Journal of Economic Analysis & Policy: Vol. 10 : Iss. 1 
(Contributions), Article 5.  
DOI: 10.2202/1935-1682.2277 
Available at: http://www.bepress.com/bejeap/vol10/iss1/art5  

An analysis of workforce and economic factors affecting the workforce in North Dakota and 
the direct care industry reveals a strong likelihood these challenges are likely to prevail and 
continue to impede on the ability of the industry to meet the critical needs of some of our 
most vulnerable citizens.   To address and confront these challenges the industry is adopting 
the goals outlined in this strategic plan to proactively move to favorable influence workforce 
issues specific to the industry.   This strategic plan is aligned with the North Dakota strategic 
workforce objectives of Talent Attraction, Talent Expansion and Talent Retention.  By 
focusing on these strategic initiatives leaders from within the industry believe they will be in 
a better position to manage the workforce issues and challenges that our confronting the 
industry. 

The following table shows those proven strategies currently implemented by ND DD 
Providers that are successful and recommended to the industry, promising strategies that 
have met with some success, and potential strategies that are recommended to be 
expanded. 
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Recruitment Strategies 

Proven Strategies 
Should be implemented by all 

Providers 

Promising Strategies 
Should be further 

developed 

Potential Strategies 
Require additional resources to develop 

Existing employee contacts 
Newspaper adds 
Radio ads 
Family members 
User of Job Services 
Internships/clinical 
Signs in front of business 
Referral  bonus 
 

College recruitment contacts 
Former employees 

Websites – Jobs HQ, Teamnd, and providers 
own site 
High Schools – heal career classes 
Stories in newspapers/magazines 
Community service workers 
Stealing from other businesses 
Dislocated workers 
Retirees 
Experiences works 
Work Experience (Federal Jobs Program – 
WIA) 

 

Overarching Goals 
 
Goal 1:  Improve the image of the direct care profession to attract high 
quality employees  

Strategy 1.1   Develop a marketing plan to increase public awareness of the DSP 
profession 

Action Plan [1] Establish a marketing plan for presentation to association 
members 
 Lead:  Marla and Barb 
 Complete by:  Sept. 30, 2011 
Action Plan [2] Research available grants or other funding mechanisms to 
support the development of a marketing plan 
 Lead:  Marla and Barb 
 Complete by:  Sept. 30, 2011 
Action Plan [3] Research the development of a marketing plan through the 
University of Mary or other Universities 
 Lead:  Marla and Barb 
 Complete by:  Sept. 30, 2011 
Action Plan [4]   Insure the use of common sound bites in all adverting 
 Lead:  Marla and Barb 
 Complete by:  Sept. 30, 2011 

Strategy 1.2   Participate with the National Resource Center in the development of 
Realistic Job Previews for the DSP Profession which will also reduce our highest level 
of turnover which occurs in the first six months. 
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Action Plan [1]   Mid-management staff from Fraser LTD, HIT, Inc., Easter Seals 
Goodwill, and Barb will meet with Lori Sedlezky, Institute for Community 
Integration, U of MN, to develop an outline of what will be included in the 
Realistic Job Preview for DSPs and QSPs 
 Lead:  Mike, Sandie, Gordon, Sandie 
 Complete by:  Dec. 31, 2010 
 Goal Achieved 
Action Plan [2]   DSPs from Fraser, Ltd., HIT, Inc. and QSPs from Easter Seals 
Goodwill will meet with John from the Institute for Community Integration, 
UMN, to complete the videotaping for the Realistic Job preview 
 Lead:  Mike Sandie, Gordon, Barb  
 Complete by:  Dec. 31, 2010 
 Goal Achieved 

 
 
Goal 2:  Increase the pipeline of potential workers 

Strategy 2.1   Partner with AHEC to engage in activities to promote careers for people 
working with disabilities 

Action Plan [1]   Establish a team to develop a plan which identifies 
opportunities participating providers can implement at the local level 
 Lead:  Charlie R and Barb 
 Complete by:  June 30, 2011 
Action Plan [2]   Contact Mary Amandson, UND Center for Rural Health to 
obtain more information on opportunities for collaboration 
 Lead:  Barb 
 Complete by:  June 30, 2011 
 Goal Achieved 

Strategy 2.2   Increase the number of individuals hired from targeted populations 
(TANF, older workers, youth, minorities, veterans, disabled, etc.) in the DSP profession 

Action Plan [1]   Engage in targeted recruitment efforts with the DHS Division 
of Vocational Rehabilitation, Veterans Affairs, and with youth and minority 
groups 
 Lead:  Mike and Sandi M. 
 Complete by:  Oct 31, 2011 

 
Goal 3:  Transform the image of direct care from a transitional to a primary 
profession through expansion of professional development opportunities 
 Strategy 3.1   Implement alternative career pathways within the industry  

Action Plan [1]   Draft a plan that outlines alternative career pathways or 
clusters for DSPs for presentation to NDACP 
 Lead:  Tim and Barb 
 Complete by:  Oct 31, 2011 

Strategy 3.2   Implement an apprenticeship program for the Direct Support workforce 
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Action Plan [1]   Set up a meeting with Renee Pietrangelo, ANCOR, to explore 
national benefits of an apprenticeship program 
 Lead:  Barb 
 Completed by:  July 2010 
 Goal Achieved 
Action Plan [2]   Meet with Barry Dutton, State Director for Apprenticeship 
and Training, to develop a framework for implementing a registered 
apprenticeship program for the DSP workforce, and arrange for him to 
present to the project team. 
 Lead:  Sandie and Tim 
 Complete by:  Initial meeting held May 5, 2010 
 Goal Achieved 
Action Plan [3]   Develop and implement an approved apprenticeship 
program:  including development of a set of standards contract, selecting a 
Related Training Program of Instruction through a local educational provider, 
and submission of a final contract to the DOL for approval 
 Lead:  Sandie L. 
 Complete by:  Jan1, 2011 
 Goal Partialy accomplished 

   
Goal 4:  Stabilize the profession to insure a consistent high quality level of 
care 
 Strategy 4.1   Create and promote a culture of flexibility within the industry 

Action Plan [1]   Establish a team of DSPs to define flexibility and present to 
NDACP membership for ratification, and plan a break-out session for the May 
2011 annual conference.   
 Lead:  Barb and Sandie 
 Complete by:  May, 2011 

Strategy 4.2   Analyze data on employee retention strategies and reasons for leaving 
to inform additional strategies for workforce stabilization 

Action Plan [1]   Develop within the Community Development Committee 
 Lead:  Sandie and Eric 
 Complete by:  Dec. 31, 2011 

 
Goal 5:  Advocate for policy development for the industry 

Strategy 5.1    {ŜŎǳǊŜ ǊŜǎƻǳǊŎŜǎ ǘƻ ǎǳǇǇƻǊǘ ǎŎƘƻƭŀǊǎƘƛǇǎ ŦƻǊ 5{tΩǎ 
Action Plan [1] Advocate with DHS to expand the limitation on tuition 
assistance under NDAC 75-04-05 

 Lead:  Barb 
 Complete by:  Dec 31, 2010 

Two Preliminary discussions with Tina Bay have occurred. This has been put 
on the regulatory platform and will be addressed summer 2011. 
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Action Plan [2] The Executive Director of the Association will work with 
selected members of the Government Affairs committee to explore legislation 
authorizing scholarships for DSP’s 

 Lead:  Barb, Jon, and Tim 
 Complete by:  April 30, 2011 
 Deferred to Regulatory Platform. 
Strategy 5.2   Secure additional resources as outlined in the NDACP legislative 
platform for the 2011-2013 biennium 

Action Plan [1]   Work with the Medicaid Provider Coalition to agree upon a 
unified request for a common % rate increase  
 Lead:  Barb & Jon 
 Complete by:  Dec 31, 2010 
 Goal Achieved – agreed upon 3%. 
Action Plan [2]  Advocate with the legislature for a (revised to $1.46) $1.80/hr 
wage increase for staff and a 7.65% increase in the benefit allotment, in 
addition to the percentage rate increase 
 Lead:  Barb and Jon, Governmental Affairs Committee 
 Complete by:  April 30, 2011 

Item was presented to Legislature on Platform. Not included by 2011 
Legislature.  Goal Achieved with presentation to legislature. 

  
 

 


