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Based on the 2025 Lumina Foundation-Gallup

Survey of 2,000 U.S. Employers.
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dﬁ%}o/o Human Capital
The Catalyst for Structural Change

Policy Flux
Impact of Workforce Pell
initiatives and tightening
H-1B visa requirements.

*

Technological
Disruption
Al, automation, and rapidly
accelerating skill obsolescence.

Demographic Pressures
An aging workforce, declining
birth rates, and tightening
regional labor markets.

Credential Proliferation

The explosion of micro-credentials
and alternative models

introducing quality ambiguity.
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The Credentialing
Transparency Failure

Expectation - Structural Value L\ Reality - Readiness Gap

p
74% anticipate degrees will 69% report recent graduates
remain equally or more require moderate to extensive

important over the next 5 years. additional training.
.

-
48% view degrees as 54% velieve colleges

essential for most roles. grad_ugte stydents with
L requisite skills.

~

%
76% prefer candidates with A 56% experience difficulty

degrees even when not sourcing appropriate
formally required. LD competencies.

\

ot

Employers are not abandoning higher education—they are frustrated by a system where
degrees serve as an effective screening device but fail as an enabler of immediate performance.
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Organizational Friction

Extended Onboarding:
Average U.S. cost-per-hire
exceeds $4,700.

.

Foreign Talent Reliance:
38% forced to hire foreign-born workers,
36% vulnerable to H-1B shifts.

\

Training Expenditures:
$92.3 billion spent by U.S. orgs
in 2020-2021.

Macro Impact:
$1.5 trillion in potential global
GDP growth locked away.

3

Human Capital
dﬁ%}o/o Innovationg

The Compounding Costs of Misalignment

www.innovativehumancapital.com

Individual Fallout

Underemployment:
, of recent U.S. bachelor's holders
underemployed in their first job.

(.

Debt Burden:
High financial strain without
commensurate wage premiums.

.

Equity Gaps:
Disproportionate harm to underrepre
students lacking informal networks.

&
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Premium Editorial Consulting Report

Re-Architecting the Talent Framework

The Traditional Proxy Model TheAIIgn

Signaling
Mechanism

Opaque Degrees } Interoperable Credentials (CTDL) l

S . Proven, Transparent
Institutional Pedigree } { il Assessments

Reactive & Expensive F { Continuous & Co-Invested

Hiring
Filter

Training
Burden

Onboarding Lifelong Learning

It Real-Time Employer Co-Design
Isolated Academic Silos } % & Feedback Loops
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Curriculum
Cycle
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Evidence-Based Strategic Interventions

Intervention F Primary Tactic é Pioneer ——47((Evidence of Success 1
| & ;
[\

7

15% higher employment odds,
Work-Integrated {:o:} Paid, credit-bearing

: 6% higher starting salaries. >90%
Learning apprenticeships. ﬁ Siemens USA retention via community college

integration.

Eliminating degree Increased diversity and expanded

mandates, utilizing IBM
digital badging. il and P-TECH investments.

talent pools via "New Collar" roles

Competency-
Based Hiring

career satisfaction through

boards, shared mapping. = University embedded Co-op models.

Co-Design

N
Curriculum @ 8 \/ _ Employer advisory Northeastern Wage premiums and higher

Continuous AT Tuition assistance, il Reduced attrition and successful

s —— . : AT&T digital transformation ($1B Future
Upskilling il internal academies. Ready initiative).

Reduced reliance on insider

knowledge, better applicant
targeting.

Transparent . Public competency .
Communication T frameworks. Jy Deloitte

www.innovativehumancapital.com
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Architecting Portable
Credential Transparency

The Standard

Interoperable
Frameworks

Adoption of the Credential

Transparency Description

Language (CTDL) to make
skills machine-readable.

Credential Data Flow

The Trust

Third-Party
Validation

Industry endorsements
(e.g., CompTIA, PMI) acting
as quality assurance for
non-degree micro-credentials.

The Container

Lifelong Learning
Records

Blockchain-based, tamper-
proof credential wallets
controlled by the individual,
accumulating formal and
informal learning.
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» Adaptability, curiosity, ethical
reasoning, metacognition, and cultural

competence cultivated by liberal learning. Deep Applied

O

ot higmse
Cultivating the 'T-Shaped' Professional

Broad Contextual Understanding

i

Expertise

e Technical
competencies and
field-specific, job-

ready capabilities.

www.innovativehumancapital.com
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Holistic Development

Well-being, resilience, and liberal
arts integration are not opposed to
vocational prep; they are the
foundation of long-term
adaptability as specific technical
skills become obsolete.
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The Distributed Ownership Ecosystem

{ g X
Higher Education Employers

Balance liberal learning with Articulate clear competency

? applied skills; cultivate agility in Y needs; invest in upskilling;

curriculum revision; invest in collaborate authentically rather

career services. than treating educators as mere
vendors.

Policymakers Intermediaries

Incentivize partnerships Convene stakeholders; pilot

) (apprentice tax credits); regional models; disseminate
ensure equity; fund innovation evidence (e.g., Jobs for the Future,
via DOL grants. National Skills Coalition).
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The Alignment Flywheel:

Building Long-Term

Readiness

Employer
Feedback

Systematic satisfaction surveys
disaggregated by program
feed back into data.

Real-Time

'& Labor Data

Continuous ~ Shared
Quality Curriculum
Improvement Mapping

2 .,

£\

Employer
Feedback '

\" "/ Transparent
Skill Signaling

www.innovativehumancapital.com

Real-Time
Labor Data

Utilizing tools like Emsi
Burning Glass and state
wage data linkages.

Shared Curriculum
Mapping
Educators apply Improvement

Science to adjust programs to
data.

Transparent Skill
Signaling
Graduates use CTDL and

micro-credentials to prove
capabilities to market.
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The Strategic Mandate

The Stakes The Shift The Commitment

National competitiveness, We must move beyond The Lumina-Gallup data
social mobility, and crude credential screening proves employers remain
organizational survival to active co-investment in Y committed partners—but this
depend on seamless transparent, interoperable partnership now requires
education-to-employment competencies. clarity, reciprocity, and a
integration. refusal to accept the status
quo.

¢'>"\

lé:‘ Close the gap between asplratlon and empirical reallty | {(- S
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