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Executive Summary
One Asbury Park: A Community Workforce Strategy is a living document and intended to guide Asbury
Park’s future workforce. The overarching theme of the strategy is One Asbury Park with three
supporting goals. The three goals are tied to expanding career opportunities for all Asbury Park
residents, developing the talent to support local business, and establishing the future workforce. The
theme of One Asbury Park is essential to the entire plan.
The City of Asbury Park, located in Monmouth County, New Jersey, spans roughly 1.4 square miles of
land with an additional 0.2 square miles of water. The city is highly urbanized and the entire Eastern
border is Atlantic Ocean shoreline with a heavily-visited beachfront during weather-permitting months.
Given the seaside location, tourists travel to Asbury Park to explore the city’s boardwalk, architecture,
and sandy beachfront. Visitors enjoy a variety of hospitality, entertainment, food and retail options.
Asbury Park is a nationally known destination with a long and storied history with significant
opportunities for the future. Unfortunately, part of that history includes a social divide between the east
and west sides of town. The city is too small and the world too competitive now to allow such a split to
inhibit growth and discourage collaboration. Future economic growth requires unifying the community.
Expanding career opportunities for all Asbury Park residents is key to the economic vitality of the entire
community. Though the summer months bring in profit to the area’s businesses on the boardwalk and in
the Central Business District (CBD), the City faces significant challenges in ensuring a healthy, diverse,
vibrant economy and high-quality jobs for residents. The booming tourism season undoubtedly is the
catalyst that drives large sectors of the City’s economy, specifically retail, hospitality, food service and
entertainment; the jobs that these businesses provide are generally seasonal in nature and do not
provide residents with stable or long-term employment. These jobs provide basic skills and work
experiences f or youth as well as supplemental income positions, but are also low-paying compared to
occupations in other industries and often do not provide additional benefits such as health insurance.
The lack of high-paying and stable jobs has contributed to higher poverty rates in the City than the
surrounding region. There is a need for Asbury Park to be a year-round destination. Therefore, this
workforce strategy contains the goal of expanding career opportunities for all Asbury Park residents.
The second goal is to develop the talent required to support business growth and prosperity. Increasing
the career opportunities available requires an increase in the skills of residents. Asbury Park and
Monmouth County is fortunate to have a variety of organizations, institutions, and programs available to
educate, train, support, and develop individuals. There is a need to increase coordination and
collaboration among these organizations to expand and enhance career services available to residents.
Local business should drive the content for the employment and training services. Asbury Park residents
need to be trained on the skills in-demand by local businesses.
The third goal is to establish a pipeline for the next generation of talent. The future of Asbury Park is
dependent on youth and young adults. Therefore, the youth of Asbury Park need career exploration and
planning resources, work experiences and employment opportunities, and proper education and
training. The theme of One Asbury Park and the corresponding goals and strategies will secure Asbury
Park’s future.
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Goals and Strategies
Goal 1: Expand career opportunities for all Asbury Park residents.
Strategy 1.1: Unify Asbury Park as one community.
Strategy 1.2: Make Asbury Park a year-round destination.
Strategy 1.3: Expand the local economy in target industry sectors.
Strategy 1.4: Support and grow local business.
Goal 2: Develop the talent required to support business growth and prosperity.
Strategy 2.1: Unify Asbury Park as one community.
Strategy 2.2: Increase communication and collaboration among talent development partners.
Strategy 2.3: Expand and enhance career services for Asbury Park residents.
Strategy 2.4: Create a business-driven talent development system.
Goal 3: Establish a pipeline for the next generation of talent.
Strategy 3.1: Unify Asbury Park as one community.
Strategy 3.2: Expand career exploration and planning resources available for youth.
Strategy 3.3: Increase employment opportunities and work experiences for Asbury Park youth.
Strategy 3.4: Promote the value of certifications in addition to diplomas and degrees.
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Introduction
One Asbury Park: A Community Workforce Strategy is a living document and intended to serve as a
guide for the future; it is not a rigid set of instructions to follow precisely. The plan should change
alongside the City of Asbury Park with updates to goals and further development of strategies and
action steps as the City grows and evolves. It should also remain flexible enough to respond to new
opportunities and solutions not yet imagined as well as the evolution of the community in response to
changing market dynamics and unanticipated positive or negative consequences of these or other
initiatives. Course changes may be necessary, as results are monitored and evaluated.
During a seven-month period, the process engaged nearly 70 stakeholders in the planning process to
provide input on the direction, strategic issues, and opportunities to enhance workforce quality and
economic growth in the City of Asbury Park. One overarching theme of One Asbury Park emerged
throughout the process with three supporting goals tied to expanding career opportunities for all Asbury
Park residents, developing the talent to support local business, and establishing the future workforce.
The theme of One Asbury Park is essential to the entire plan.

One Asbury Park: What it means and why it is so important
Asbury Park has a long and storied history with significant
opportunities for the future. Unfortunately, part of that
history includes a social divide between the east and west
sides of town. The city is too small and the world too
competitive now to allow such a split to inhibit growth and
discourage collaboration. Railroad tracks are less than five
feet wide, so bridging the divide should not require a huge
leap of faith. Failing to bridge it could have stifling impacts on
Asbury Park’s growing economy.
The terms “eastside” and “westside” are used throughout
this document because they provide a context in terms that
residents, officials and businesses have grown accustomed to
using to describe two distinct geographies of the city.
However, it is clear that the meanings of these terms carry more meaning than simply describing land on
either side of a central line. The terms have become synonymous with wealth and success or poverty
and social inequities.
Additionally, the youth of Asbury Park represent the future leaders, workers and business owners of the
community. There exists within this group of young residents an opportunity to change the dynamic
from a city divided to a city united. The use of these terms themselves only serve to reinforce
stereotypes and division. A key recommendation of this plan is to phase out the use of these two terms
in all future communications, plans, and conversations. Asbury Park has an opportunity now to unite the
community and eliminate the sense of division among future generations.
The time is now to do away with “eastside” and “westside” and unite Asbury Park as one community.
This historic divide continues to exert very real impacts on the workforce as businesses feel they must
recruit workers at all levels from outside the city. Whereas residents face real and perceived barriers to
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securing employment within the city. Interviews with business leaders, residents, and community
groups augmented by on-site observations reveal that businesses would like to hire Asbury Park
residents, but believe the talent is not available. Businesses are more concerned with filling positions
with skilled, qualified workers than they are with where applicants reside (in or out of Asbury Park).
Likewise, some residents have indicated challenges to getting and retaining jobs in the areas of the city
where job openings are more prevalent.
Drawing a line to separate east from west only serves to disconnect residents who need good jobs from
the jobs available. It is important for Asbury Park to think and act like one city, rather than two
communities. A significant part of the unification is to make sure that communities do not feel or sense
that their identity or legacy is not disappearing or being diminished. History, legacy, and uniqueness
should be encouraged and valued while stereotypes are dispelled, prosperity is shared and the needs of
both residents and businesses are met by looking inside the community rather than turning to other
geographies to attract workers
Real barriers for residents include issues such as a lack of transportation options for those who do not
drive or cannot afford parking near the workplace. Continued improvement of the public transit system
with new or modified routes based on workplace locations and shift times can have a positive impact on
removing this barrier. Additionally, increased interest in bicycling and walking can be promoted through
the development of safe and convenient bike and pedestrian facilities connecting neighborhoods with
employment centers.
Partners, including education and training providers, should address the lack of in-demand skills among
residents looking for work by teaming with businesses to identify the needed skills and delivering
training at convenient neighborhood locations such as the senior center, schools, churches, or other
community facilities.
To address the perceived barriers such as stereotypes about unskilled residents, the lack of
opportunities for jobs and careers, Asbury Park must market itself to itself. A campaign to dispel myths
and build community pride should focus on unifying Asbury Park as one community. To achieve this
culture shift, the City should find multiple and diverse success stories, young, old, tradespeople,
managers, students, long-time residents, new residents, etc. that come from the community and turn
them into role models. Simultaneously, residents should be encouraged to improve their skills by taking
advantage of education and training, while the message to the business community should be that there
is talent within Asbury Park and they should look there first.
A campaign designed to build pride in One Asbury Park among businesses for hiring local and residents
for working local could help dissolve stereotypes, enhance the economy, reduce unemployment, fill
open positions, and deliver other social and economic benefits. This plan, One Asbury Park: A
Community Workforce Strategy focuses on a unified community providing career opportunities for all
Asbury Park residents, developing the talent to support local business, and establishing the future
workforce. The following pages contain the strategic planning process, community and workforce
assessment, and the accompanying goals and strategies.
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Strategic Planning Process
The City of Asbury Park began the strategic planning process in February 2017 with the intention of
developing a workforce strategy that would be actionable and specific to local needs and dynamics.
During a launch meeting with the City Manager, he communicated the City’s idea of a successful
planning process and strategic plan.
The initial priorities identified in the launch meeting include:
•
•
•
•
•

Actionable workforce strategy that includes implementation steps;
Information on training and community services providers and available resources;
Identification of resources for the hardest to serve populations;
Focus on work experiences and opportunities for young adults; and
Focus on upward mobility for Asbury Park residents.

Stakeholders were engaged through public meetings, input sessions, and one-on-one interviews. Two
public meetings and four input sessions included a diverse set of participants. Nearly 70 individuals
participated representing residents, business owners, workforce development, economic development,
education, health and human services, and various community-based programs. Additionally, one-oneone interviews with key stakeholders across the region provided candid and in-depth information on the
strengths, challenges, opportunities, and priorities. The public meetings, input sessions, and one-on-one
interviews consisted of standard questions, allowing key themes to emerge in the process. Detailed
notes from the sessions are included as Appendix D.
The project team also completed an industry analysis and local workforce analysis. The analysis
identified emerging industry clusters/sectors for the city, Monmouth County, and the five-county region
of Monmouth, Ocean, Middlesex, Mercer, and Burlington counties. Industries ripe for business
attraction, retention, and expansion are recommended as suitable targets. The workforce analysis
provides an overview of employment data that is relevant to workforce development in Asbury Park and
surrounding region. The Executive Summaries of the Industry and Workforce Analyses and Occupational
Mix are provided in Appendices B and C.
In conjunction with the industry and workforce analysis, promising programs and practices to support
the identified goals and strategies are highlighted. Applicable practices are included within each goal
and summarized in Appendix A. The project team also completed a comprehensive review of local,
regional, and state workforce plans to understand state and regional strategies and operations and
identify opportunities for alignment of resources, programs, and strategic initiatives. Appendix E
contains an overview of the state, regional, and local workforce plans.
The final step of the planning process included an open house for the general public to review the
theme, goals, and strategies of the plan and provide input. The open house results are shared in
Appendix F. Based on stakeholder engagement, research and analysis, a plan emerged which explains
the current conditions of the Asbury Park workforce and its strengths, opportunities, and challenges.
Taking account of the community and workforce assessment this workforce plan, One Asbury Park: A
Community Workforce plan, has been developed with goals, strategies, and action steps.
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Community and Workforce Assessment
A workforce strategy will only succeed if it takes into consideration the local community including
strengths, challenges, needs, and available opportunities. Throughout the planning process, the project
team noted the strengths of Asbury Park that could be built upon, the challenges and barriers to be
addressed or minimized, and the opportunities to expand and enhance. Asbury Park has numerous
strengths and opportunities, as well as significant challenges. Following are a summary of the strengths,
challenges and barriers, and opportunities and the accompanying plan that provides realistic,
meaningful, and impactful solutions.

Strengths
A community’s strengths should serve as the foundation
upon which new initiatives are built and transformations
are based. The residents and business owners involved in
this planning process identified numerous strengths of
Asbury Park. At the top of the list were the people with
their positive morale, a willingness and desire to help
each other, diversity, creativity, and resiliency.
Other important strengths cited include the overall
quality of life in Asbury Park: the community’s desirable
location, people wanting to come back to Asbury Park and positive word of mouth. There is a feeling
that Asbury Park has a buzz around it and it is “the place to be” because of the creativity, innovation,
and new development. People are coming for the boardwalk, restaurants, and events. There is a feeling
this is a time of revitalization and Asbury Park is growing and developing. The City has several upscale
housing projects such as the Monroe and Vive and the new The Asbury Hotel, which was the city’s first
new hotel in 50 years. The Asbury opened in May 2016 and has 110 rooms as well as meeting and event
space. Another development project under construction is the 1101 Ocean project with 100 apartments,
54 hotel rooms, and 23,000 square feet of retail space and is slated for completion in early 2019. Efforts
are also being made for the redevelopment of the boardwalk, which according to MadisonMarquette
includes 400,000 square feet of retail and entertainment development space. Beyond the boardwalk,
the city is also experiencing with new housing through the Renaissance Village and Boston Way Project
as well as revitalization through the new park on Springwood Avenue.
The City also has several promising programs including the Salt School TM offered through The Asbury
Hotel. The community initiative coincided with the launch of the hotel and is a 10-week, 25 hour,
intensive introduction to all facets of the hospitality industry. The goal of the program is to prepare
residents for employment and help identify and prepare talent for openings at The Asbury Hotel.
Another strength of the City with the recent redevelopment is the requirement for new construction to
conduct similar training programs and encourage 20% local resident participation in the construction of
the project.
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Challenges and Barriers
Communities often face challenges and barriers
to achieving their goals. Understanding what
these potential roadblocks to success may
include is critical to avoiding, addressing and
overcoming them on the path to progress. In
addition to the strengths, Asbury Park also has
significant challenges. In the strengths
discussion, stakeholders identified the
revitalization, growth, and development
occurring, but most of it is occurring on the
waterfront and in the downtown business district. There is a sense of disparity and income inequality
between this area and the westside. There is a perception that employment and career opportunities
are not available on the westside.
Another effect of the recent development is the increasing demand for housing and rising housing costs,
making it more difficult to afford housing and driving up the cost of living. According to City tax records,
Asbury Park has seen tremendous appreciation in property values from 2014 to 2017. Paired sales
analysis supports an average of a 13% increase each year since 2014.
The seasonal economy is also a challenge for many
residents. Many of the available jobs are seasonal with low
wages and limited benefits. Often businesses hire in the
spring for the summer months, but then must lay off
employees in the fall and winter when the tourist market
goes away. For example, a local hotel noted they hire over
100 individuals for the summer season, but then reduce
the workforce to 60 individuals during the offseason. They
must layoff a considerable number of their employees for
the off season. This example was echoed by multiple restaurant and bar owners. There are a limited
number of year-round, full-time, family-sustaining jobs available in the City. The seasonal economy
impacts the residents and business owners hurting the entire economy as demonstrated in the income
levels for Asbury Park in comparison to the state. According to the US Census Bureau American
Community Survey1, the state of New Jersey has a median household income that is nearly 34% higher
than the nation and 54% higher than the City. The larger-than-normal income of the state does not
translate to the City, indicating the existence of economic barriers within the City, which prevent
residents from achieving their full financial potential. Similar to median household income, the median
family income of the City ($35,343) falls behind the nation ($66,011) and even further behind the state
($88,335).
The lack of full-time employment opportunities results in the City having a larger percentage of
residents receiving some form of public assistance as compared to the nation and state. A significant
statistic is that more than one-fourth of City residents have received SNAP benefits during the past year.
This is roughly double the national level (13.2%) and roughly triple the state level (9.1%). Directly
1

U.S. Census Bureau (2015). 2011-2015 American Community Survey 5-Year Estimates
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associated with income levels is the number of individuals living below the poverty level. While the state
has a lower percentage of residents below the poverty level than the nation in every age group, the City
has a higher percentage than the nation at every age group. In fact, the City has approximately three
times the poverty rate as the state. Another significant statistic is that more than half of City residents
under the age of 18 live in poverty, nearly double the rate for City residents above the age of 18.
The City’s educational attainment data is an additional challenge for the area. Looking at populations of
those 25 years of age and older, the City has a larger portion of its population having less than a high
school diploma (18%) than the state (11.4%) and the nation (13.3%). The City’s population with only a
high school diploma or its equivalent is significantly higher than that of the state and the nation (30%
and 34% higher respectively). Additionally, while the City’s population has larger portions of its
population at or below the high school graduate level, it also has lower rates of college degree
attainment than the state and the nation. The City has 25.5% of its population with some form of college
degree while the state has 45.1% and the nation 37.8%.
Asbury Park has an unemployment rate of 10.6%, whereas unemployment in Monmouth County is low.
The average unemployment rate for Monmouth County was 4.4% in 2016. Monmouth County’s
unemployment has also been historically lower than the average unemployment rate for New Jersey.
The mixture of low median household income, high poverty rate, low college degree attainment, and
high unemployment creates an economy where residents face tougher barriers to economic success.
These economic data may also lead to difficulty in business attraction, retention, and expansion efforts
as well, which could exacerbate the difficulties facing City residents.
Also challenging the area is the lack of work experiences
available for youth. Residents and business expressed that
youth need to gain work experience and develop employability
skills through internships, summer jobs, and part-time jobs, but
that those jobs are not available in sufficient numbers. A lack of
good educational opportunities for local youth and the limited
vocational programming that is easily accessible to the youth
were also cited as barriers to success.
Transportation is also a barrier for many residents. Some residents do not have vehicles or driver’s
licenses (a widely accepted form of identification required to secure employment and a requirement for
some positions). Some never received a driver’s license whereas others have suspended licenses due to
fees and traffic violations. It is difficult for residents without a vehicle to get to and from jobs. While
limited public transportation is available in Asbury Park, it is often perceived as time consuming and
inconvenient for users. Some residents walk or ride a bike to work and other residents must rely on cabs
or services like Uber and Lyft.
An additional barrier for some residents is a criminal history. Individuals with criminal backgrounds may
not be able to work in some industries depending on the charges. In an economy with limited industry,
residents need to be able to fill any available position but are sometimes held back by prior offenses.
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Overall, the challenge is Asbury Park does not have a workforce strategy. Multiple local businesses
indicated that talent was an issue as they were unable to find qualified workers for open positions. The
business wondered what was being done to address talent needs. Local businesses noted they often had
to recruit individuals from outside Asbury Park to find the individuals possessing the basic skills required.

Opportunities
There is an expressed desire for Asbury Park to build a
strong year-round economy. Opportunities to diversify the
economy through new business and expansion of existing
business were cited as highly desirable. Expansion of
hospitality and tourism through the attraction of
conventions and events to the City during the offseason was
identified as a natural opportunity.
Creating and nurturing community services and education
and training opportunities throughout the city was cited as a
high priority by stakeholders during public meetings and focus groups. The need for additional programs
and services to be readily accessible to westside residents was a specific transformational opportunity
identified. New opportunities to reimagine what a community center could be, included providing
workforce and training programs as well as community services. Stakeholders at the public meetings
noted the need for an operational Westside Community Center or similar facility that offers a variety
services and programming for residents of all ages. For example, the Senior Center located on
Springwood Avenue presents opportunities to maximize its facilities by expanding its offerings in the
community. The Senior Center has large and small meetings rooms in which training and classes could
be provided, computer carts could be brought in for computer training, classes or programing could be
offered on employability skills, expungement services could be provided, and culinary training could
occur in the facility’s kitchen. There are significant opportunities to increase the utilization of the space.
The unemployment rate of 10.6% in Asbury Park is one of the highest in New Jersey indicating there is
an opportunity to assist this population in developing the skills needed for employment. Asbury Park
could develop the existing talent so they are prepared and qualified for current openings and meet the
immediate need of local business. There is an opportunity to develop and implement a strategy that
understands business needs, and trains and places unemployed individuals into the available positions.
Opportunities to expand programming and services for young people are also critical to future success
of Asbury Park. Attracting people to the area to start businesses is an opportunity to diversify the
economy and fill vacant storefronts. Residents, business, and community organizations identified the
opportunity to provide young adults with more opportunities and access to training, work experiences,
and education. Examples include exposing youth to programs offered through Asbury Park Schools, the
vocational school district and Brookdale Community College. Opportunities for young adults to gain
exposure to work and practice their employability skills through work experiences were also highlighted
as priorities.
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Vision and Goals
Given these challenges and the theme of One Asbury Park, it is important for the City of Asbury Park to
have a workforce strategy that addresses barriers and challenges, takes advantages of opportunities,
and builds on strengths resulting in career opportunities for residents and growth potential for
businesses. One Asbury Park: A Community Workforce Strategy builds on the unique history and
strengths of Asbury Park. Additionally, the plan is in alignment with state, regional, and local workforce
development plans and efforts. The statewide themes for workforce development include emphasis on
employer-driven partnerships, career navigation assistance through partnerships, and regional
collaboration.
In addition, this strategic plan supports the vision from the City’s recent Master Plan.

“The City’s vision for the year 2027 is of a safe and vibrant community with a balance of land
uses, a thriving arts community, a diversified and expanded economy, modern and wellmaintained infrastructure, expanded community facilities, and an outstanding quality of life.”

This vision statement is consistent with the workforce strategy of a vibrant community, diversified and
expanded economy, expanded community facilities, and an outstanding quality of life. Numerous
planning goals and recommendations from the Master Plan are also in alignment with and support the
workforce goals and strategies.

Goals
The goals identified in One Asbury Park: A Community Workforce Strategy include the following.

Goal 1: Expand career opportunities for all Asbury Park residents.

Goal 2: Develop the talent required to support business growth and prosperity.

Goal 3: Establish a pipeline for the next generation of talent.
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Goal 1: Expand career opportunities for all Asbury Park residents.
Background and Opportunities: Due to a significant reliance on beach-oriented tourism, the Asbury
Park economy is seasonal in nature. From May to September, tourists visit the beach and boardwalk
creating demand for retail, hospitality, and food service workers. Many of these jobs are lower wage,
low-skilled positions which offer few to no benefits, job security, or family stability. The jobs are a good
opportunity for individuals seeking a second job or people
looking for a first job on a career ladder or to help young
adults gain employability skills though work experience.
The seasonal economy is driven by the hotels, restaurants,
and local retail shops. There is a local desire to make
Asbury Park a year-round destination by bringing in
conventions, meetings, and other events during the
offseason to fill hotels, restaurants, and shops. Asbury Park
should consider establishing a convention and visitors
bureau to lead and coordinate efforts to attract
conventions, events, and meetings.
In addition to expanding hospitality and tourism during the offseason, Asbury Park has the opportunity
to expand the local economy in other target industry sectors. The city is surrounded by other
jurisdictions and the Atlantic Ocean, limiting the amount of land available for new development.
However, the presence of infrastructure could provide an incentive to encourage redevelopment of
underused sites and structures. Recently the City has made efforts to increase incentives and those
incentives and tax abatements should be continued and include workforce components to help spur
local economic and workforce development.
Currently, there is limited year-round business and industry within Asbury Park. The City of Asbury Park
should target specific sectors to locate, grow, and expand in the community. This would help diversify
and strengthen the city by establishing a year-round economy. Although Asbury Park relies heavily on
tourism, there are emerging opportunities locally and regionally in Healthcare and Professional Services
that have potential growth opportunities within the City. Currently, Healthcare has a strong and growing
presence in Asbury Park and the surrounding region. Healthcare is the largest employer in the fivecounty region and the second largest employer in the Asbury Park zip code. The industry is a significant
contributor to economic activity in Asbury Park and the surrounding region. Nursing Care Facilities and
Home Health Care Services both had strong job growth as well as strong location quotients/competitive
effects, indicating that these industries have high potential for growth in Asbury Park.
Although Professional Services does not have a significant presence in Asbury Park itself, it has a large
presence with robust growth in the surrounding five-county region, which makes this an industry sector
that may create opportunities for the City. This industry sector generally requires a high degree of
educational attainment, due to the specialization of these industries. Although the amount of Asbury
Park residents with advanced degrees is lower than the state and national averages, the five-county
region has educational attainment levels that are similar to both state and national averages.
Additionally, Monmouth University’s proximity to Asbury Park is another asset that can be used to
support this industry field. This broad cluster of industries is trending upward nationally and regionally
and is generally present in urban areas like Asbury Park. Furthermore, areas such as Computer System
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Design and Related Services or Testing Laboratories would be good opportunities for Asbury Park to
explore.
Another opportunity for Asbury Park to consider is Manufacturing. Although Manufacturing does not have
a large presence in the City, it is an important industry both regionally and nationally. The advent of
advanced manufacturing has led to a renaissance of what was once thought to be a dying industry. There
is a large area of opportunity for Asbury Park to target specific food manufacturing industries, which would
help serve as economic drivers for the area. Residents also suggested that manufacturing of music
equipment given the history and importance of music in the community. Other suggestions included
manufacturing of high end bicycles or beach equipment given the City’s location.
Asbury Park is a vibrant community conveniently located
on the water and in close proximity to New York City,
which could help the area foster an entrepreneurial
environment supportive of new and small businesses. The
City could help bring in more entrepreneurs looking to
locate in a diverse, growing, and creative community. The
community has amenities critical to attracting creative
people looking to start and grow business, including but
not limited to authentic buildings, cultural diversity, and a
strong local music scene. Several gallery, restaurant, and
bar owners indicated they came to Asbury Park for the community and location and decided to stay and
start businesses. Asbury Park should leverage these and other assets to develop entrepreneurship
programs such as accelerators and incubators. Monmouth County has a history in communications and
information technology as well as some existing programs such as Cowerks that could serve as
foundations for growing and expanding the economy. Cowerks provides Monmouth County
entrepreneurs and business professionals with office, meeting, community, and event space. The City
should also consider partnering with a local education provider to start a coding school to help train
adults and youth in coding.
In addition, the City could offer programs to help minority, women, and small businesses earn
certifications required to pursue public and private sector contracts. The City has several development
projects in the pipeline, and with certifications, local small businesses could be part of these
construction and development contracts. The City has updated purchasing laws to support businesses
that register with the New Jersey Selective Assistance Vendor Information (NJSAVI) database. Asbury
Park supports businesses that register as a Small Business Enterprise (SBE) or is certified as a Minority
and/or Women Business Enterprise (M/WBE).

“

The City should make efforts to partner
with business organizations and
committees to better understand the
local business needs and how they can
be supported so they can continue to
grow.

”

In conjunction with activities to attract new business,
it is important for Asbury Park to support and grow
existing local business. There are existing businesses
with deep roots in Asbury Park, which have invested in
the people and local community. These businesses
should be supported so they can continue to offer
stability as well as grow and strengthen the area. The
City should make efforts to partner with business
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organizations and committees to better understand the local business needs and how they can be
supported so they can continue to grow.
In considering the goal of expanding career opportunities for all Asbury Park residents it is important to
consider the unemployment rate as well as the number of individuals that are underemployed or have
stopped participating in the labor force. Asbury Park has a labor force participation rate of 68.9% with
8,6612 in the labor force. Of those in the labor force for Asbury Park, 1,336 individuals are unemployed.
Additionally, it is also important to consider the number of current job openings in Asbury Park. This
data emphasizes the limited number of opportunities available and the high unemployment. To expand
opportunities for all residents, Asbury Park needs to expand the local economy and support and grow
local business.
Goal 1: Expand career opportunities for all Asbury Park residents.
Strategies
1.1 Unify Asbury
Park as one
community
1.2 Make Asbury
Park a yearround
destination

•
•
•
•

•
1.3 Expand the
local economy in
target industry
sectors
1.4 Support and
grow local
business

•
•
•
•
•
•

2

Actions
Identify local success stories and promote legacy business as role and
aspirational models
Develop, fund, and launch a local marketing campaign highlighting success
stories and building community pride
Implement a marketing campaign to promote Asbury Park as a year-round
destination
Engage local business leaders, developers, and associations to develop a
strategy to market Asbury Park as a year-round destination for conventions
and events
Establish a convention and visitors association or committee to implement a
strategy to market Asbury Park as a year-round destination
Explore targeting opportunities for business attraction and development in
healthcare and professional services
Partner with local, regional, and state economic development efforts for
business attraction
Develop an entrepreneurship program and support startup businesses through
an incubator or accelerator
Explore ways the City could partner with Cowerks to help expand the program
and serve more individuals
Build on IT history by partnering with a local provider to start a coding school
in Asbury Park
Develop a process such as events or trainings to support and educate
businesses in Asbury Park on registering as SBE or becoming certified as a
M/WBE and then registering on the on NJSAVI database

U.S. Census Bureau (2015). 2011-2015 American Community Survey 5-Year Estimates
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Promising Practices
City of La Grande, Oregon
La Grande is a city that places emphasis on staying current and continually bringing new
business into the city. Each year, the La Grande Urban Renewal Agency (URA) has a limited
amount of funding to allocate toward public/ private development projects within the Urban
Renewal District. The current primary focus is downtown revitalization activities and the
management of the La Grande Main Street program.
Toledo Region “It Matters Where You Make It.”
In 2014, the Toledo Regional Chamber of Commerce launched a media campaign to promote the
region. The message is to bring pride to the city, promote the history and opportunity, recruit
talent, and connect the residents. The campaign promotes all the region offers to businesses,
residents, and people looking to relocate. Available resources include a regional toolkit that
includes marketing pieces, media kit, regional terminology, data about the region’s population,
demographics, industry clusters,
UpTech
UpTech is a six-month tech accelerator program to help data-driven startups that are developing
tech-enabled solutions and seeking equity funding. The benefits and services provided include
startup capital, mentors, discounted legal and accounting services, one-on-one weekly advising,
student interns and on-staff graphic designers.
Code Louisville
Code Louisville is a grant funded program designed to help those who wish to establish
technology-related careers, specifically in positions as software designers. The program offers a
series of 12-week software development tracks (total of 24 weeks) to adults who want to pursue
a career in the software development industry.

Potential Partners
•

•
•
•
•

Local Business (Asbury Park Business
Committee, Chamber of Commerce and
members, etc.)
Developers (iStar, Madison-Marquette)
Monmouth County Workforce
Development Board
Economic Development (MonmouthOcean Development Council)
Cowerks

Potential Resources
•
•
•

Workforce Innovation and
Opportunity Act
New Jersey Skills Partnership Grant
Recovery 4 Jersey Program
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Goal 2: Develop the talent required to support business growth and prosperity.
Background and Opportunities: To grow the Asbury Park economy, it is necessary to develop the local
workforce so they have the skills needed to fill the available positions and meet current and future
business demand. To compete, residents must develop the skills that are in demand from businesses
and these skills can be gained through expanded workforce and training services. Training, developing,
and employing residents will help to combat the City’s high unemployment rate and low personal and
family income levels.
The workforce and training services should be developed based
on what businesses need currently and are projecting in the
future. The City should help convene local business through the
existing business committee or other avenues focused on
businesses within specific sectors, such as hospitality,
construction, IT, etc. While businesses should drive the
conversation, support partners from the labor unions, public
workforce system, education, economic development, elected
officials, and community-based organizations should be invited
to listen. During these meetings, the business members should communicate their needs to the support
partners so that programs are created, enhanced, or modified to reflect business demands. Individuals
can then be referred to programs that prepare them for the current and future job openings. These
regular business meetings could help lead the way to sector partnerships or career pathways for specific
industries such as hospitality or health care.
Although this conversation with business should happen locally within Asbury Park, it is important to
note that the Monmouth County Workforce Development Board is leading workforce development
efforts at the county-level. Asbury Park needs to be part of the conversation and at the table with the
Workforce Board. A business representative from Asbury Park should be added to the Workforce Board
to reflect the needs and interests of Asbury Park.
Although Asbury Park does not have significant
business and industry in comparison to other areas of
A business representative from Asbury
the county, Asbury Park residents have the greatest
Park should be added to the Workforce
need given the high unemployment rates, low wages,
Board to reflect the needs and interests
and low educational attainment rates. It is important
of Asbury Park.
for Asbury Park to have active representation on the
Workforce Board.

“

”

Currently the county’s One-Stop Career Centers are located in Eatontown and Neptune making it
challenging for Asbury Park residents to visit the centers and access services. Although they are not far
from Asbury Park, it is difficult for residents to rely on public transportation schedules. Given this
challenge, Asbury Park should expand workforce and training services available on the westside by
utilizing the senior center for additional job training services. By establishing a Career Center or
increasing the offerings on the westside of Asbury Park, Monmouth County residents with the greatest
need would have easy access to services. A mobile computer lab could be brought in to help job seekers
improve their computer skills, develop resumes, and search for and apply to jobs. Various classes could
be offered at the senior center to develop the skills of residents. In addition to increasing the basic
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workforce training available in Asbury Park, apprenticeship and pre-apprenticeship programs could be
developed and supported in key industries in the community. The starting point would be to utilize the
senior center for services, however the long-term vision is to utilize an existing site or build a full-service
community center on the westside. The community center would have an array of offerings for children,
youth, and adults. It would be a place for everyone in the community to go to for a wide array of
services. Examples could be meals and a food bank, computer and internet access, adult education
classes, workforce training, and other community services.
Asbury Park and Monmouth County have a significant number of community and social service agencies
and programs available to residents. However, the programs and services are not coordinated and there
is duplication of efforts. Additionally, residents are not aware of the available programs and services.
The City of Asbury Park should lead the efforts to increase communication and collaboration among
local community and social service agencies which could occur through convening regular meetings or
engagement with existing groups. The City should help coordinate social services as well as publish an
online guide or database that lists local resources or work with existing groups if a guide already exists.
Additional efforts should be made to identify local community leaders who are known and respected
and can serve as champions, connectors, and advocates to promote opportunities. This will be especially
important in getting individuals from the westside to serve as these local leaders and to improve and
increase communication to all residents, so everyone is aware of available opportunities.

Goal 2: Develop the talent required to support business growth and prosperity.
Strategies
2.1 Unify Asbury
Park as one
community

2.2 Increase
communication
and collaboration
among talent
development
partners
2.3 Expand and
enhance career
services for
Asbury Park
residents

Actions
• Phase out the use of “eastside” and “westside” in communications and
conversations
• Identify local success stories and promote real people as role and aspirational
models
• Encourage community organizations to participate in the local marketing
campaign highlighting success stories and building community pride
• Develop and publish an online guide or database that lists local agencies,
programs, services, and contact information
• Convene or participate in quarterly meetings with social service and
community based organizations
• Identify local community leaders that can serve as champions, connectors,
and advocates to promote opportunities
• Increase employment and training services accessible and available to all
Asbury Park residents
• Utilize the Senior Center to offer employment and training services
• Petition the Monmouth County Workforce Development Board to add an
Asbury Park business representative to the Board
• Ensure interested adults are aware of opportunities on employability skills,
financial literacy, and career planning
• Identify and pursue federal and state funding opportunities to support Asbury
Park training and career services
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Strategies

2.4 Create a
business-driven
talent
development
system

Actions
• Consider implementing U.S. Department of Labor Federal Bonding Program to
provide Fidelity Bonds for “at-risk,” hard-to-place jobseekers
• Continue to participate in expungement events
• Build a westside career mall that combines the needs of a community center
and a career one-stop
• Engage area business and industry to understand their needs and provide
solutions in partnership with other organizations (an example could be
developing and implementing employability skills curriculum)
• Connect local business with workforce board, education, and other talent
system partners
• Work with local labor halls to identify training programs and opportunities
available to local Asbury Park residents
• Establish apprenticeship programs in key industries
• Participate in state, regional, or local sector partnerships
• Explore sector partnerships and begin creating career pathways in hospitality
or restaurants and food service
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Promising Practices
Lane Workforce Partnership – Oregon
The Lane Workforce Partnership seeks to design and coordinate workforce development
programs and services delivered through a network of local partners to help people get the
skills, training, and education they need to go to work or to advance in their careers. One of the
goals is to improve alignment of community leaders and partners. The partners include:
employers, labor groups, government, community colleges, high schools, community-based
organizations, and economic development.
Business Employment Skills Team, Inc. (BEST, Inc.) - Illinois
BEST, Inc. developed a resource mapping guide to identify workforce programs and services
available in both the region and neighboring counties to better serve individuals. The searchable
document, available online, lists up to date community resources.
Chicago Women in Trades
The mission of this program is to improve women’s economic equity by increasing their
participation in high-wage trade occupations. The program offers a comprehensive curriculum
that addresses all the barriers women face in competing for and succeeding in apprenticeship
programs. Program includes assessments, study groups, tutors, career exploration, field trips,
and meetings with tradeswomen already in the field.
Greater Boston American Apprenticeship Initiative (GBAAI)
The purpose of GBAAI is to create and expand apprenticeship programs in local construction and
hospitality industries. The initiative includes pre-apprenticeship training, apprenticeship
placement services, and opportunities to earn college credit. The hospitality apprenticeship is a
new model and has been approved and registered by the state and includes the BEST Hospitality
Training Center.
Mined Minds
Mined Minds takes dislocated workers from the mining industry and prepares them for a career
in coding. Training starts with an intensive 16-week boot camp covering the fundamentals of
software development as participants develop a portfolio through a series of projects.
Graduates can transition to a 16-week pre-apprenticeship. The program could be applied to
dislocated workers from other industries, not just mining.
BEST CHANCE Initiative
Capital Workforce Partners in Hartford, Connecticut lead the BEST CHANCE initiative that serves
former offenders. The program includes a boot camp that results in a customer service
credential before participants choose a pathway in construction, manufacturing, or culinary
earning credentials along the way. Upon completion, students are placed in a paid work
experience.
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Promising Practices – Continued
Workforce Alliance and Uber
Workforce Alliance and Uber have a pilot project in New Haven Connecticut to assist jobseekers.
The rides are free and can be used for transportation to employment interviews, jobs, or
workforce training.
Colorado Sector Partnerships
Colorado is a national leader in sector partnerships with numerous partnerships across the
state. The sector partnership framework has been in place for over 11 years and includes and
annual summit as well as numerous technical assistance resources for starting sector
partnerships.
New Hampshire Hospitality Sector Partnership Initiative (NH SPI)
NH SPI is an industry-driven, statewide initiative to help businesses in hospitality address their
workforce needs, while helping prepare workers for and to advance in the industry. Hospitality
is a core component of the state’s economy and is expected to grow. The areas of focus are:
recruiting workers, retaining workers, hospitality education and training programs; and housing
and transportation challenges.
Potential Partners
•
•
•
•
•
•

Monmouth County Workforce
Development Board
Education and Training Providers
(Brookdale Community College, etc.)
Community Service Agencies and
Providers (Interfaith Neighbors, etc.)
Asbury Park Business
Local Labor Unions
Asbury Park Residents

Potential Resources
•
•
•
•
•
•

Workforce Innovation and
Opportunity Act
Supplemental Basic Skills
WorkFirst New Jersey
Skills Partnership Grant
Recovery 4 Jersey
Asbury Park City Budget
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Goal 3: Establish a pipeline for the next generation of talent.
Background and Opportunities: For the City to flourish and grow, it is important that young people feel
a connection with the community and can contribute to the community, develop skills, secure
employment, and begin a career path with opportunity and sustainable wages. Currently there are
various employment and training programs in the high school and through workforce and community
services such as the Asbury Park High School College and Career Readiness Institute. These programs
should be expanded and additional programming should be added for youth so they have more
opportunities to learn, apply, and practice the skills needed for employment. Youth in Asbury Park need
to be exposed to and given the chance to demonstrate soft skills, job search skills, and job-related skills.
The youth need to be taught the soft skills that are
expected by employers. Examples of the soft skills
…Soft skills desired by local business
desired by local business include teamwork,
include:
dependability, honesty, problem-solving, initiative, and
• Teamwork;
customer service. These skills should be explained to
• Dependability;
youth in classroom settings and then practiced and
• Honesty;
demonstrated in work places. These skills can be
• Problem-solving;
introduced, practiced, and enhanced through work-based
• Initiative, and
• Customer service.
learning such as work experiences, internships, job
shadowing, part-time first jobs, summer jobs, and yearround jobs. Some students are getting this opportunity through the College and Career Readiness
Institute Program through the Asbury Park School District. This program exposes students to career
exploration, job shadowing, community-based instruction, and internship opportunities. The program is
relatively new with small cohorts of students participating, but all Asbury Park students should have the
opportunity to participate in this or similar programs.

“

”

Another way to expand the number of youth gaining work experiences is through a structured City
employment program. Asbury Park should establish a Mayor’s Youth Employment Program for Asbury
Park youth. The program should engage employers to focus on workplace experience and soft skill
development. A certification or credential based on some common skill development achievements
could be incorporated and awarded by the Mayor and City Council.
As part of the youth employment program, the youth need
to learn the skills to search and apply for a job. Youth should
receive training on searching for jobs, developing a resume,
applying for a job, interviewing for a job, and following up
after an interview. These skills will help the youth as they
begin their careers and throughout their lifetime.
In addition to the soft skills and job search skills training,
youth in Asbury Park need opportunities to develop
technical skills. The technical skills could be developed with
the Monmouth County Vocational School District, Brookdale Community College, and other community
training programs. Vocational programs exist within Asbury Park and within the county, but Asbury Park
students are not taking advantage of the programs. For example, Monmouth County Vocational School
District (MCVSD) offers the Culinary Arts program in Asbury Park, but participation by Asbury Park
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students is minimal. Students participating in the program gain entry-level workforce skills and can earn
college credits from Brookdale Community College. The skills gained through this program would assist
the students in gaining employment with the restaurants and hotels in Asbury Park. Additionally,
MCVSD has several full-time and shared time programs in a variety of industries that will allow students
to earn career and technical education certificates. Asbury Park needs to do a better job communicating
the opportunities to students and their parents so that more students will take advantage of the
available training and programming.
Asbury Park should consider partnering with secondary and post-secondary schools and businesses to
develop pre-apprenticeship programs in key industries such as healthcare, hospitality, Information
technology, and building trades. Opportunities for shorter-term industry-recognized certificates should
also be explored, such as Microsoft certifications.
Goal 3: Establish a pipeline for the next generation of talent.
Strategies
3.1 Unify Asbury
Park as one
community

3.2 Expand
career
exploration and
planning
resources
available for
youth
3.3 Increase
employment
opportunities
and work
experiences for
Asbury Park
youth
3.4 Promote the
value of
certifications in
addition to
diplomas and
degrees

Actions
• Phase out the use of “eastside” and “westside” in communications and
conversations
• Identify local success stories and promote real youth as role and aspirational
models
• Engage youth in the development of the local marketing campaign
highlighting success stories and building community pride
• Work with partners to identify or develop career exploration and planning
resources
• Provide all Asbury Park youth the opportunity to participate in career
exploration programing through delivery by a network of partnerships
• Incorporate career planning into City of Asbury Park Youth Employment
Program
• Identify and pursue federal and state funding opportunities to support youth
training and employment programs
• Expand the current Asbury Park High School College and Career Readiness
Institute
• Establish a City of Asbury Park Youth Employment Program
• Identify partner(s) that could provide mentoring and training to employers
working with youth
•
•
•

Explore and identify short-term, non-traditional trainings and certifications
for industry recognized credentials for Asbury Park youth
Develop pre-apprenticeship programs in key industries
Increase participation of Asbury Park High School student at the Monmouth
County Vocational School District and promote the availability of career and
technical education certificates

Page | 23

One Asbury Park
A COMMUNITY WORKFORCE STRATEGY

Promising Practices
Milwaukee Summer Youth Earn and Learn Program
Earn and Learn is a summer youth employment program initiated by the Mayor in partnership
with local business, non-profit, and community- and faith-based organizations. The program
assists young people from Milwaukee in making a successful transition from adolescence into
adulthood through job skills and work experience. The program has three main parts:
community work experience, private sector job connection, and a summer youth internship
program. The program is funded through WIOA, CDBG, and private funding.
Summer Job League – Missouri
Summer Job League is a workforce placement program that helps emerging workers (ages 1624) across Missouri earn workplace skill certificates and connect with area businesses. The
program is funded by a federal block grant and federal Temporary Assistance to Needy Families
(TANF) funds. The program features employers from retail/customer services, IT, parks and
recreation, financial services, and others.
Kentucky TRACK (Tech Ready Apprenticeships for Careers in Kentucky)
Kentucky TRACK is a youth-focused partnership to provide secondary students with career
pathway opportunities into Registered Apprenticeship programs. Employers and educators from
local schools and area technical centers partner to create TRACK programs, which function as
two-year pre-apprenticeships that fully articulate with registered apprenticeship. Students in
the program receive a nationally recognized credential at little or no cost and can receive credit
for both classroom and on-the-job hours.

Potential Partners
•
•

•

•
•

Monmouth County Workforce
Development Board
Education and Training Providers (Asbury
Park Schools, Monmouth County
Vocational School, Brookdale Community
College, etc.)
Community Service Agencies and
Providers (United Way, Boys & Girls Club,
Interfaith Neighbors, etc.)
Asbury Park Business
Asbury Park Residents

Potential Resources
•
•
•
•
•
•

Workforce Innovation and
Opportunity Act (WIOA)
Supplemental Basic Skills
WorkFirst New Jersey
Community Development Block
Grant (CDBG)
Temporary Assistance to Need
Families (TANF)
Private funding
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Public Workforce System and City Master Plan Alignment
The goals and strategies contained in One Asbury Park align with the public workforce system’s plans for
workforce development as well as the City’s Master Plan. In preparing this workforce strategy, the team
reviewed the local workforce development plan from the Monmouth County Workforce Development
Board (WDB) as well as the regional plan from the Central New Jersey as well as the state workforce
development plan to identify areas of overlap and alignment. Additionally, the strategic plan has several
goals and strategies that align with the Master Plan for the City of Asbury Park.
Public Workforce System Alignment: The Monmouth County
Monmouth County In-Demand
WDB‘s mission is “to strengthen and expand targeted industry
Sectors and Industries:
sectors in Monmouth County and Central New Jersey by aligning
business, education, economic development, and the workforce
• Health Care & Social Assistance
system” which supports this strategic plan of diversifying the
• Accommodation & Food Services
• Arts, Entertainment, & Recreation
economy by targeting sectors and supporting and growing local
• Other Services
business. The WDB’s Local Plan identifies the following in-demand
• Management of Companies & Enterprises
sectors and industries for Monmouth County: Health Care and
Social Assistance; Accommodation and Food Services; Arts,
Entertainment, and Recreation; Other Services (except Public
Administration); and Management of Companies and Enterprises. The identified in-demand sectors
support the recommendations included in the attached Labor Market and Target Industry Analysis
Executive Summary and Industry Recommendations. The Local Plan strategy to drive investments based
on need through targeted outreach to local employers and marketing of business services overlaps with
the goals of this workforce strategy. Asbury Park needs to be aware of the business services and funding
available from the Monmouth County WDB, and how to access the funding and programing so it can be
used to support business within Asbury Park.
Goals 2 and 3 and the corresponding strategies have significant overlap and connection to local
workforce development activities and initiatives. The vision of the Monmouth County WDB is “to
develop a nationally competitive workforce that retains, grows, and attracts businesses to Monmouth
County and Central New Jersey” which supports the goal to develop current talent and the future
workforce to support business growth and prosperity. Additionally, the State Workforce Plan has a
mission of increasing the number of residents with industry-valued credentials or degrees. Locally, the
workforce priorities are driving investments based on industry need, equipping the workforce for
employment, and meeting customers where they are by reaching beyond the confines of the One Stop
Centers. These workforce priorities support the Asbury Park workforce strategies of communicating
business needs with education and training providers and expanding workforce services for Asbury Park
residents including youth.
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City Master Plan Alignment: All three goals and corresponding strategies have
significant overlap with numerous planning goals and objectives from the
Master Plan. Specifically goals tied to promoting and enhancing the City’s
history and reputation as a year-round art and culture center and a waterfront
destination with a variety of attractions for residents and visitors alike;
redevelopment and/or revitalization of the Waterfront Redevelopment Area,
Central Business District Redevelopment Area, Springwood Avenue corridor;
and encouraging a diverse economic base that relies on year round activities,
including start-ups and entrepreneurship, and a variety of economic sectors.
The objective to upgrade the appearance and function of neighborhood
business areas is closely connected to the strategy of supporting and growing local business to support
entrepreneurship initiatives and certifications to attract business to fill vacancies on the main corridors
and mixed-use development efforts.
The City’s plan to explore an Arts and Culture Display could help attract creative individuals looking for
an artistic, creative place to live and work. The planning goals connected to housing, transportation,
parking, and quality of life all have an impact on the support and development of local talent. The
planning goals tied to creating varied and robust open space and recreation opportunities accessible to
all neighborhoods with particular emphasis on youth and seniors. There are strong connections and
areas of overlap between the City’s Master Plan the Workforce Strategy.
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Implementation Plan for One Asbury Park: A Community Workforce Strategy
Implementation Elements
A strong implementation framework is key to ensuring that One Asbury Park: A Community Workforce
Strategy does not just sit on a shelf, but guides the work of the City of Asbury Park. This strategic plan
contains one overarching theme, three goals and 12 strategies. Following are implementation
considerations for the City of Asbury Park. After prioritizing, the City should develop an annual action
plan to clearly define and focus the City’s work for each year. The action plans should contain detail on
the individual tasks to be completed, timelines, milestones, responsible parties, and resources needed.

Prioritize Actions: The first step of implementation is identifying current activities that contribute to
the plan and prioritizing the next steps for action. Some level of work toward the goals and strategies
may already be happening, and identifying these activities will help to determine a place to start and
where coordination can or should take place going forward. Although each of the goals and strategies is
important, it is necessary to prioritize what will come first. While there are three goals and 12 strategies,
not all will need to be acted upon right away. The City of Asbury Park should focus on a few at a time
until they are completed or they have built momentum and are seeing progress.

Establish and Utilize Committees: The City could utilize
committees, such as the business committee, to focus on each of
the goals in the strategic plan and to catalyze its implementation.
Many of the implementation activities involve staff action,
however, additional local leaders and subject matter experts will
need to be active in the implementation and engage their
networks when beneficial. This also helps to re-engage individuals
who may have participated in the input sessions, and other
planning activities and who may have expressed an interest in being involved. Including additional
community members especially from the westside in committees cultivates buy-in for the plan,
encourages greater participation and ownership, and allows community members to see how their input
and participation is impacting Asbury Park.

Identify Champions: A critical step in successful implementation involves assigning responsibility to an
individual who serves as a champion for the vision element or strategic intent. This individual is primarily
responsible for completion of the task, though portions of the task may ultimately be delegated to
another individual or shared by a subcommittee. Assigning responsibility aids in task follow-through and
internal accountability, with a shared understanding of exactly what needs to be accomplished.

Establish Timelines: To be effective, each action step should have a deadline. Finding the balance
between ambitious deadlines and realistic expectations is very important to support the City’s ability to
accomplish an action step. Too much time to complete a task can cause implementation to lose steam,
while too little time assigned to a task can cause missed deadlines and derail the process. Consider
what the impact will be if there is no action on a particular task and the impact it could have on other
tasks. It is important to remember that certain action steps can be ongoing. Although a task may be
ongoing it could have multiple deadlines or updates, and it should be monitored to keep on schedule.
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Identify Resources: Some action steps may require resources to complete. Most commonly, these
resources include the expertise of specific individuals, funding for activities, or simply staff time devoted
to the task. Detailing the resources needed for each action step further clarifies the task and is helpful in
planning to ensure it is completed within an assigned timeline.

Clarify Outcomes: The outcome and impact of each action step should be linked directly back to the
overarching strategy. If each action step has a clear answer to “why are we completing this step” and
“how does this align to the overall strategy”, the action step will have an outcome by design.
Articulating the desired outcome for each step can help provide clarity for the detailed action
description, person responsible, and resources needed.

Continuously Monitor: The City should revisit the contents of the strategic plan, at least annually. The
goals will likely stay the same, however, the strategies and actions may need to be revised as the
environment changes and progress occurs. The City should continuously track progress and provide
updates at council meetings as well as review the strategies regularly to ensure they are appropriate and
relevant.
In order to stay on task and on time, it is also important to consider possible problems that could stall
progress. Possible problems will be unique to each action and could stem from issues such as a lack of
resources, lack of follow-through, or lack of buy-in from stakeholders. Focusing on continuous
improvement and proactively addressing problems can strengthen the timeline, outcomes, and
individual action steps.
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Appendices
No matter how proactive the City may be throughout implementation, there will always be unexpected
issues that emerge and may require an adjustment to the implementation plan. This should be expected
and the plan should be monitored to determine if new actions are appropriate or if timelines and
responsible parties need to be shifted.

Appendix A: Promising Programs and Practices

Appendices

Appendix B: Labor Market and Target Industry Analysis
Appendix C: Occupational Mix

Appendix D: Asbury Park Stakeholder Engagement Notes
Appendix E: Workforce Plan Findings
Appendix F: Open House Results
Appendix G: Implementation Plan
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Appendix A: Promising Programs and Practices
Asbury Park is currently facing various hurdles to growing the economy, such as creating one
community, diversifying the economy, and preparing a skilled workforce ready to meet future demand.
Asbury Park will need to implement new programs and/or practices to help move the City forward. One
way to achieve this is to learn from and build on what already exists in other areas.
Promising programs and practices are those which have the potential to efficiently and effectively
address and remedy issues facing Asbury Park; however, no program identified in this scan is likely to be
a perfect fit “out of the box”. Instead, Asbury Park should use this scan as an initial brainstorming
session to see what solutions exist to address the City’s specific problems, and identify potential
methods to implementing new programs in Asbury Park, knowing that partnerships and funding may be
needed to fully implement such programs.
Learning from other states and cities about their challenges, how they overcame them, and the lessons
they learned is important. Successful programs already exist that may serve as the basis for which to
build new programs aimed at addressing the issues facing Asbury Park.
It is important to note that not all problems are solved the same way, and different cities facing similar
issues may have varying results implementing the same program given differences in the overall
economic health of the city, available funding options, the availability of a trained workforce, willingness
of private entities to form partnerships, and other variables. The programs and practices identified in
this scan may serve as a starting point for the City to use when planning the best and most appropriate
way to address the specific issues facing Asbury Park.
This scan is broken into five categories:
•
•
•
•
•

Training Programs and Employment Supports
Youth Employment Programs
Entrepreneurship and Technology Programs
Sector Partnerships
Community Development and Investment

Each program/practice will contain an overview of the program, the program’s website, contact
information (if available), as well as a brief overview of how the program/practice listed relates to the
needs of Asbury Park.
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Training Programs and Employment Supports
Chicago Women in Trades
Website: http://chicagowomenintrades2.org/
The mission of this program is to improve women’s economic equity
by increasing their participation in high-wage blue-collar
occupations (occupations typically dominated by males). The
program offers a comprehensive curriculum that addresses all the
barriers women face in competing for and succeeding in
apprenticeship programs. Curriculum includes both math and
physical fitness portions to ensure participants are mentally and physically to succeed in skilled trade
occupations.
In an effort to reach out to as many potential participants, classes are scheduled to accommodate
working women, making it a viable option for women of any age and from any point in their education
or career to join.
The program ensures that participants are provided with:
• Frequent assessments, organized study groups, and available tutors; and
• Career exploration exercises, field trips, mock interviews, and Q&A with tradeswomen already in
the field.
The Chicago Women in Trades program serves an average of 75 women per year, and boasts a 70%
graduation rate and a 70% placement rate.
This program is somewhat similar to the Helmets to Hardhats program offered through the New Jersey
Department of Labor and Workforce Development, which aims to prepare military veterans for building
and construction occupations across the state.
Connection to Asbury Park: Opening an entire sector of the economy to the other half of the workforce
doubles the available workforce for such employers. If Asbury Park was to implement such a program it
may be a benefit to both employers in the skilled trades, as well as female job-seekers.
Contact Information:

Jayne Vellinga, Executive Director
(312) 942-1444 Ext. 104
jvellinga@cwit2.org
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Greater Boston American Apprenticeship Initiative (GBAAI)
Website: http://owd.boston.gov/gbaai/
GBAAI is a five-year project to create and expand apprenticeship
opportunities in local construction and hospitality industries. This
initiative includes pre-apprenticeship training, apprenticeship
placement services, and opportunities for apprentices to earn college credit on the job.
GBAAI came about due to securing a $3 million federal American Apprenticeship grant. The grant
proposal was spearheaded by the Mayor’s Office of Workforce Development and secured with the help
of its program partners. It gives participants the opportunity to progress from 1) pre-apprenticeship
training to 2) apprenticeship to 3) higher education. Upon securing union apprenticeships, participants
earn starting wages of $19.00 per hour and can work toward journeyman wages starting at $35.00 per
hour.
Participants learn general job readiness skills and may receive certifications such as OSHA and CPR. The
initiative curriculum focuses on two industries, hospitality and construction.
Hospitality:
• The new hospitality apprenticeship model, which currently focuses on housekeeping, has
already been approved and registered by the state Division of Apprentice Standards.
• The BEST Hospitality Training Center provides 6-week pre-apprenticeship training in
hospitality. BEST trains pre-apprentices in housekeeping skills and customer service norms and
helps place graduates into apprenticeships with union hotels
• Upon securing union apprenticeships, Housekeeping apprentices are placed at such worldclass Boston hotels as the Sheraton, Fairmont Copley Plaza, and Boston Park Plaza, among
many others. Apprentices earn initial wages starting at $17.00 per hour and can work toward
journey-level wages starting at $21.00 per hour.
• Is exploring the possibility of a post-secondary pathway for hospitality apprentices similar to
the one that exists for construction apprentices
• Hospitality apprentices are eligible to receive up to 12 credits (9 for pre-apprenticeship
training and 3 for apprenticeship) toward an Associate Degree in Hospitality from Bunker Hill
Community College
• From 2011-2016, 186 individuals participated in the BEST Training Center’s Room Attendant
Training Program. This program has an 89% graduation placement rate and an 83% retention
rate. For more results please see the “Our Impact” page on BEST’s website here
Construction:
• Pre-apprenticeship training in construction is offered by two different organizations, Building
Pathways and YouthBuild Boston. Building Pathways provides a 6-week pre-apprenticeship
program for all priority population while YouthBuild Boston is geared toward young adults
ages 18-27
• Apprentices work alongside master crafts-men and -women to learn a particular trade indepth. Apprenticeships are available for electricians, bricklayers, carpenters, plumbers,
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•

laborers, and more. Apprentices in construction trades earn initial wages starting at $19.00
per hour and can work toward journey-level wages starting at $35.00 per hour
Simultaneously, participants can enroll in associate’s degree programs at Wentworth Institute
of Technology in electronic technology, building construction management, architectural
technology, or mechanical engineering technology. Their apprenticeship work will count
toward nearly half of the required credits for the degree.

Connection to Asbury Park: The availability of programs such as this offer stackable credentials, which
allow participants to gradually attain certifications and degrees while earning a paycheck. This initiative
also focuses on hospitality which is a large player in the City’s economy.
Contact Information:

(617) 918-5248
http://owd.boston.gov/contact
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Mined Minds
Website: http://www.minedminds.org/
This unique program takes dislocated workers from the mining
industry and prepares them for a career in coding. Training starts with
an intensive 16-week boot camp covering the fundamentals of
software development. The course is hands-on from day one, and
participants build understanding and a portfolio through a series of
projects. Successful graduates of the boot camp can then transition to
a 16-week pre-apprenticeship, where learning continues while working alongside software consultants
on real-life projects.
The Mined Minds Foundation believes anyone can have a successful career in the technology industry,
and that socioeconomic factors should not be a barrier to entry. Participants in this program range in
age from 16 to 60. By creating new pools of software developers in low-cost areas, the tech industry
benefits through availability of an increased workforce, and local communities increase the
diversification of their economies.
See the Software Development Career Pathways Overview here
Connection to Asbury Park: While mining does not play a role in the economy of Asbury Park, this
program’s mission can be replicated for industries other than mining. This is an example of how to take
dislocated workers from a decreasing industry and upskill them for a new, emerging industry.
Contact Information:

(724) 250-8660
info@minedminds.org
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BEST CHANCE Initiative
Website: http://capitalworkforce.org/index.php/jobs-funnel/best-chance-program-former-offenders
Capital Workforce Partners in Hartford, Connecticut lead the
BEST CHANCE initiative that serves former offenders. The
program involves partnerships with education and training,
community-based organizations, non-profits, and others to
provide a system-wide approach. The sector-focused
program includes a boot camp that readiness training, basic
skills and customer service training and results in a customer
service credential. Next the participants choose a pathway in
construction, advanced manufacturing, or culinary earning
credentials along the way. The training utilizes the IBEST Model, pairing a technical instructor with a
basic skills teacher who co-teach throughout the training.
Upon completion students are placed in a paid work experience and work with a job developer for fulltime placement. Once placed, participants are assigned a retention specialist to ensure success.
Additional wrap around supports provided to the participant during the program include but are not
limited to case management, transportation, uniforms, skills building, and stipends.
The goals of the program are industry-based certificates, job placement, and reduce recidivism. The
program was funded through Connecticut Department of Labor under the Governor’s Second Chance
Society with a $1.3 million grant a year for two years. Additional funding came from the Hartford
Foundation for Public Giving.
Following are the results of the program:
•
•
•
•

356 individuals enrolled in the program
183 individuals gained certificates
173 individuals entered employment
80% retention rate

Capital Workforce Partners say that in less than a year, the program has paid for itself.
Connection to Asbury Park: This program serves former offenders and provides them with basic skills
and customer service training prior to directing them to a pathway in manufacturing, construction, or
culinary. Asbury Park has a population of former offenders that need training, work experiences, and
full-time employment. Additionally, Asbury Park has employment opportunities in construction and
culinary. A program like this could help Asbury Park bridge the connection between business demand
and talent development. Asbury Park should consider this or a similar program to train former offenders
and help them secure employment in growing fields.
Contact Information:

Carmen Arroyo at carroyo@capitalworkforce.org
(860) 899-3454
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Workforce Alliance and Uber
Website: http://www.workforcealliance.biz/
Workforce Alliance partnered with Uber for a pilot project in New Haven
Connecticut to assist jobseekers. The rides are free and can be used for
transportation to employment interviews, jobs, or workforce training.
The program is a solution for individuals who are enrolled in workforce
services but do not have transportation and have problems getting to
and from work. The Workforce Alliance is testing the program to see if it
easier and a better experience than other methods such as providing a
bus pass or giving individuals a gas card so they can commute in their own car.
Connection to Asbury Park: Limited public transportation is an issue in Asbury Park for residents trying
to get to interviews, jobs, or training. Partnering with Uber, Lyft, or similar ride share platforms or cab
services should be considered by Asbury Park and community partners.
Contact Information:

Jill Watson, Manager of Special Grants & Projects
(230) 867-4030 Ext. 224
jwatson@workforcealliance.biz
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Youth Employment Programs
Milwaukee Summer Youth Earn and Learn Program
Website: http://city.milwaukee.gov/EarnandLearn
Earn and Learn is a summer youth employment program initiated by the
Mayor in partnership with local business, non-profit, and community- and
faith-based organizations. The program assists young people from Milwaukee
in making a successful transition from adolescence into adulthood through
job skills and work experience.
Nationally, adults have a lower rate of unemployment than youth, making youth-based employment
programs an important part to any economic development plan. Earn and Learn tackles the problem of
youth unemployment on all fronts by addressing jobs for youth as an economic development strategy, a
talent development strategy, and a basic counteraction to keeping young people on the right track and
giving them economic power.
The program consists of three main parts:
•

•

•

Community Work Experience (CWE) - A specialized entry-level work opportunity and is the sole
recipient of donations from the Mayor’s Earn and Learn Fund. Provides youth employed through
Earn and Learn with a 7-week work experience that will cover the processing of their
applications and work permits; a subsidized wage rate of $7.50 per hour for 20 hours each
week; and, work-readiness skill development and training to make the job successful for both
the youth worker and their nonprofit employer. Employ Milwaukee Workforce Development
acts as the lead administration team for the CWE component.
Private Sector Job Connection - Provides work opportunities in the private sector for older
youth, age 18 or older, who have had previous work experience in the program, or in another
work experience. Employers submit job orders that outline the essential duties, qualifications
and work requirements for each position they wish to fill. Youth are screened to ensure they
meet the qualifications specified by employers. From there, employers make a decision from the
candidates interviewed who will be made an offer of employment. Employers also determine
rates of pay and hours worked per week for the position for which they have hired the youth
worker. The employment cycle is also determined by the employer, but Earn and Learn suggests
a minimum work assignment of 4-6 weeks.
Summer Youth Internship Program - A specialized work opportunity where youth are assigned
to various work assignments in departments within city government through exclusive funding
from the City of Milwaukee’s Community Development Block Grant (CDBG) funding. Provides
youth hired by the program with a 7-week work experience. They receive a subsidized wage rate
of $8.25 per hour for 20 hours each week for a maximum of 140 hours during the summer work
cycle. Participation in the program is available for youth between the ages of 16-19 living in the
designated CDBG area. The program is made available in part to key partnerships with the City’s
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Block Grant Administration and the ManpowerGroup. Program activities include: financial
literacy, healthy living, career exploration, a college fair, business tours, and education sessions
focusing on why it is important for youth to work.
Connection to Asbury Park: Milwaukee faces similar issue as Asbury Park, such as high unemployment
rates and high poverty rates. The Mayor of Milwaukee took initiative to implement the Earn and Learn
program to address an issue facing the city of Milwaukee. This program takes on a three-pronged
approach which assists youth at various ages and incorporates employer partnerships to offer workbased learning opportunities. If Asbury Park is to implement youth-based employment programs, the
Earn and Learn program’s structure may serve as a best practice. One such overlap can be found in the
Summer Youth Internship Program portion of the Earn and Learn program. The internship program is
funded with CDBG funding, which is funding that Asbury Park may also be able to utilize.
Contact Information:

Terri Grote
tgrote@milwaukee.gov
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Summer Job League (Missouri)
Website: https://jobs.mo.gov/summerjobs
The Summer Job League is a workforce placement
program that helps emerging workers (ages 16-24) across
Missouri earn workplace skill certificates and connect with
area businesses. The statewide Summer Job League aims
to employ teenagers and young adults (ages 16-24) from low-income households. Youth gain real-world
work experience while earning a paycheck, and supporting businesses access high-quality candidates at
no cost to the employer.
The jobs pay $8.00 an hour for up to 30 hours a week, with the employers bearing none of the costs or
workers compensation responsibilities. The program is funded by $5.9 million of existing federal block
grants and federal Temporary Assistance to Needy Families (TANF) funds, and is expected to create
3,500 jobs across St. Louis and Kansas City, in addition to other jobs throughout the state.
The Summer Job League program features employers from high-tech and high-growth industries across
the state, including: retail/customer service, IT, local parks & recreation, financial services, business,
bioscience, and others.
Connection to Asbury Park: This is another example of a summer jobs program where the cost to
employers is covered; however, this program specifically focuses on low-income youth. Asbury Park has
a higher youth poverty rate than the state and national averages, making a program such as this one
that may provide significant benefits to the City overall.
Contact Information:

Starla Salazar, MSW Administrative Specialist Young Adult Workforce Division,
St. Louis Agency on Training and Employment
(314) 657-3539
Rebecca Ritter, Program Facilitator
rritter@stlworks.com
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Kentucky TRACK (Tech Ready Apprenticeships for Careers in Kentucky)
Website: http://education.ky.gov/cte/cter/pages/track.aspx
Kentucky TRACK is a youth-focused partnership between the Kentucky
Department of Education’s Office of Career and Technical Education and
the Kentucky Labor Cabinet to provide secondary students with career
pathway opportunities into Registered Apprenticeship programs. Since
2013, employers and educators from local schools and area technical
centers have partnered to create TRACK programs, which function as two-year pre-apprenticeships that
fully articulate with registered apprenticeship. Students in the program receive a nationally recognized
credential at little or no cost and can receive credit for both classroom and on-the-job hours.
The employers participating in the program must have a Registered Apprenticeship program with the
Kentucky Labor Cabinet. In order to produce the greatest benefit, participating employers are able to
tailor the program for their specific needs and are able to select the Career and Technical Education
courses and students for their apprenticeship pathway.
TRACK participants complete 2,000 hours of on-the-job training. All participants are paid on a graduated
wage scale, starting at $8.50 an hour, which is 30 cents higher than the state’s minimum wage. By the
third year of the apprenticeship, students accepted into the program make $11.00 an hour. Each
student works under the supervision of a mentor, who is a journey-level worker at the company. A
mentor must have the required technical expertise and a willingness and ability to teach, and agree to
invest up to eight hours per day directing the work of their apprentice. Currently, the size of the TRACK
program is limited to the number of available mentors, though the program hopes to train more
mentors in order to take on more students.
For a list of various resources, including a presentation on the program, and a video on why this
program is important, please see the program’s resource webpage here.
Connection to Asbury Park: Since registered apprenticeships can exist for a myriad of sectors (not only
for skilled trades such as construction, plumbing, or welding), such programs will likely be able to
provide positive impacts on the City’s economy. Having employers partner with educational institutions
to create pathways and credential programs will provide employers with the skilled workers they need
and will allow participants to earn wages while being trained for an in-demand occupation.
Contact Information:

Mary Taylor, Office of Career and Technical Education
(502) 564-4286
mary.taylor@education.ky.gov
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Entrepreneurship and Technology Programs
UpTech
Website: https://www.uptechideas.org/
UpTech is Greater-Cincinnati’s six-month tech accelerator program
that runs annually from September to March to help data-driven
startups that are developing tech-enabled solutions and seeking
equity funding. Up to 10 startups participate in the 5+1 Program
which has six phases: 1. Refine, 2. Validate, 3. Build, 4. Promote, 5. Pitch, and 6. Fund. The program
gives startup the time, money, and resources to accelerate their potential. The benefits and services
provided include startup capital, mentors, discounted legal and accounting services, one-on-one weekly
advising, student interns, and on-staff graphic designers.
The UpTech accelerator program launch in January 2012 with six founding partners (Campbell County
Economic Progress Authority, Northern Kentucky ezone/Kentucky Innovation Network, Northern
Kentucky University, Northern Kentucky Tri-County Economic Development Corporation, Skyward, and
Willman Design. The group started to connect talent, money, and ideas in the Cincinnati entrepreneurial
ecosystem and create a digital information industry cluster in Northern Kentucky.
UpTech is in their fifth year of successfully running an accelerator program. To date they have helped
launch 54 companies, create 135 jobs, see their companies raise another $3.5MM in additional
investment, and had two successful portfolio exits in the last two years. UpTech receives over 100
applications per year for their program and only accepts ten.
Connection to Asbury Park: UpTech is an example of a program started based on a community need for
entrepreneurship. A similar program could help Asbury Park attract and grow companies that are
looking to launch their business and require that these companies commit to staying for a short duration
after completing the programs. As the start-ups grow a small percentage of their profits can be
reinvested to sustain the program. As the companies grow, more jobs will be created in Asbury Park and
these are typically higher paying jobs. An accelerator program can also help Asbury Park diversify the
local economy.
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Code Louisville
Website: https://www.codelouisville.org/
Code Louisville offers a series of 12-week software development tracks
(total of 24 weeks) to adults who want to pursue a career in the software
development industry. Participants commit to two, 12-week sessions
with a one-month break in between the sessions. Participants are also
required to complete 20-30 hours of pre-work before the course starts.
The pre-work courses cover HTML, CSS, and JavaScript and provides a foundation. The participants also
attend weekly meetup, attend tech events around town, and build a project that demonstrate their
knowledge.
The program requires at least 15-20 hours per week to complete the online course, complete coding
challenges, and develop the student project. The program includes mentors as well as resume writing
and interview workshops.
Code Louisville is a grant funded program designed to help those who wish to establish technologyrelated careers, specifically in positions as software designers. They offer priority of service to those in
the most need including dislocated workers, low-income families, and veterans. The program is funding
through a Workforce Innovation Fund grant from the US Department of Labor so eligible individuals can
participate at no cost.
Code Louisville relies on mentors to support the participants. The program also works with employers
who act as mentors, partner with Code Louisville and provide input on the training and skills required for
their needs, and hire Code Louisville graduates as contractors, interns, ore full-time employees.
Connection to Asbury Park: Louisville started the program because every 90 days there are about 100
unfilled junior software development opportunities open in the greater Louisville area. Asbury Park does
not have these openings, however there is a need to grow and diversify business. By having a pipeline of
individuals trained and pursuing careers in the software development industry, Asbury Park can
generate new business and attract business to the area.
Contact Information: (502) 569-0391
apply@codelouisville.org
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Sector Partnerships
Colorado Sector Strategies – Colorado
Website: http://www.sectorssummit.com/
The Colorado Workforce Development Council (CWDC) has established
a statewide sector strategies approach to build strong, effective sector
partnerships across the state.
Colorado has been modeling sector partnerships for over 11 years as a
framework for industry-driven alignment across economic
development, workforce development, and education. The state has invested in regional, public-private
partnerships targeting key industries that are vital to regional economies.
More than 450 businesses are actively involved in sector partnerships across the state and these
partnerships have been productive:
•
•
•

•

Over 80% of partnerships implemented joint or shared projects across support organizations.
78% of partnerships increased student/job seeker awareness of training/education programs
More than 80% of partnerships have businesses that experienced improvements in HR policies
and/or employee development practices as a result of their participation in their sector
partnership.
More than 80% of sector partnerships have businesses that have found support in connecting
with employees with the skills and experiences their business needs as a result of their
participation in the partnership.

Multiple technical assistance resources are publicly available through the CWDC here.
Connection to Asbury Park: The state of Colorado is a national leader in fostering effective sector
partnerships. The strategies, guidance, and technical assistance made available on the CWDC website may
serve as a primer and guide for the City, County, and the regional economy for forming high-functioning
partnerships to address the greatest needs of the area.
Contact Information:

(303) 318.8038
cwdc@state.co.us
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New Hampshire Hospitality Sector Partnership Initiative (NH SPI)
Website: http://www.nhworks.org/Sector-Partnership-Initiative/Hospitality-Sector/
The New Hampshire Sector Partnership Initiative (NH SPI) is a new
initiative of New Hampshire Works. NH SPI is an industry-driven,
statewide initiative to help businesses address their workforce
needs, while helping prepare workers for and to advance in the
industry. The four industries are manufacturing, hospitality,
healthcare, and information technology. Hospitality is a core
component of the state’s economy and is expected to grow.
The hospitality sector partnership includes a group of businesses within hospitality convening on a
regular basis to identify shared hiring, training, and retention needs. The businesses will work with
partners to develop training programs and other workforce services to address the needs. The areas of
focus are: recruiting workers, retaining workers, hospitality education and training programs; and
housing and transportation challenges. The sector partnership recently completed an asset mapping
activity that identified resources and assets, strengths, and strategies for the partnership.
Additionally, the state published a report on the New Hampshire Hospitality Industry Cluster. The report
contains valuable information including a statewide hospitality profile, career paths in hospitality,
hospitality employment in New Hampshire’s counties, and the economic impact of hospitality.
Connection to Asbury Park: Although this is a new partnership, the fact that it is focused on the
hospitality industry could be helpful for Asbury Park. The City could research the process and learn from
New Hampshire about what has worked, what did not work, and what they are going to do next. The
hospitality related businesses in Asbury Park face similar challenges of recruiting and retaining workers
and a sector partnership could help bring the businesses together to collectively address needs.
Contact Information:

Phil Przybyszewski, Workforce Solutions Project Director
Community College System of New Hampshire
(603) 206-8185
pprzybyszewski@ccsnh.edu
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Community Development and Investment
City of La Grande, Oregon – Oregon
Website: http://www.cityoflagrande.org/muraProjects/muraLAG/lagcity/index.cfm/cityoffices/community-development/economic-development-division
La Grande is a city that places emphasis on staying current and continually
bringing new business into the city. This is accomplished through its Urban
Renewal Program. Each fiscal year, the La Grande Urban Renewal Agency
(URA) has a limited amount of funding to allocate toward public/ private
development projects within the Urban Renewal District. The current
primary focus is downtown revitalization activities and the management of the La Grande Main Street
program. Downtown revitalization has been a top priority for the City Council.
The full text of the Urban Renewal Plan can be found here.
The City's role and plans with economic development include support of the following initiatives:
•
•
•
•
•
•

Business retention & expansion
Business attraction, recruitment and community marketing
Downtown revitalization (Main Street program)
Urban Renewal (includes downtown, the La Grande Business Park and other commercial/
industrial sites)
Tourism marketing, promotions and product development
Workforce development

This program played a central role in the development of the City’s 2010-2013 Economic Development
Strategic Plan which can be viewed here, and continues to have a large impact on more recent planning
efforts. The 2015 Annual Report for the City can be found here.
La Grande is also home to one of Oregon's Enterprise Zones, which provide property tax abatement to
qualifying new business investments. Enterprise zones exempt businesses from local property taxes on
new investments for a specified amount of time, which varies among the different zone programs.
Sponsored by city, port, county or tribal governments, an enterprise zone typically serves as a focal
point for local development efforts. There are currently 69 enterprise zones creating better
opportunities for business investment across Oregon: 54 rural and 15 urban. Local governments are
responsible for creating, amending, managing, and renewing these zones.
Most importantly, for existing and new businesses alike, the City's Economic Development division is a
part of the Community & Economic Development Department, which includes Planning and Building
Inspection services. What this means to the business owner is that under single leadership with a single
vision is the assurance of the highest level of business-friendly quality customer service aimed at
providing assistance to project completion.
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The Urban Renewal Program’s policy for the Traded Sector Business Attraction Incentive Program can be
found here.
Connection to Asbury Park: La Grande is a city focusing on diversifying the economy of the city and
ensuring that the City’s Main Street is continually evolving and improving. They offer a bevy of
incentives to businesses to relocate or expand in the City. Asbury Park may look to the incentives and
programs offered by La Grande as examples of how to incentivize businesses to move into or grow
within Asbury Park. This is a good way to diversity the various businesses and industries that comprise
the City’s economy.
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Toledo Region “It Matters Where You Make It.”
Website: http://toledoregion.com/
In 2014, the Toledo Regional Chamber of Commerce launched a
media campaign to promote the Toledo Ohio region. The message
is to bring pride to the city, promote the history and opportunity,
recruit talent, and connect the residents. The campaign promotes
all the region offers to businesses, residents, tourists, and people looking to relocate. Available
resources include a regional toolkit that includes a video, assorted marketing pieces, media kit, regional
terminology, and data about the region’s population, demographics, and industry clusters.
Toledo has a history in manufacturing and the campaign builds on that history with the theme “It
Matters Where You Make It.” and we’re making it in Toledo. The campaign sells that it matters where
you make your life, where you make your career, and where you make your home. The marketing pieces
highlight advanced manufacturing and technology referencing making solar panel and biotechnology as
well as icon such as manufacturing Jeep© SUVs and Libby Glass. The campaign also highlights quality of
place features such as lakes and parks, arts and culture, food and drink, sports teams, affordability,
quality and education. There are also themes of hard work, a can-do attitude, and dynamic culture. The
campaign builds on the history and foundation of Toledo while highlighting the future and
opportunities.
The message is shared and utilized by a variety of partners including workforce development, economic
development, the chamber of commerce, education institutions, tourism, etc. The message and
materials supports several organization and their priorities.
Connection to Asbury Park: Although the message and theme for Asbury Park will be different the
concept is the same. This practice is an example of a region coming together to develop a message to
attract business, retain residents, and become a destination. The City should bring together partners to
review the video and toolkit and learn from Toledo’s example. The group could identify a local company
to help develop the message and campaign to unify and promote One Asbury Park.
Contact Information:

Toledo Regional Chamber of Commerce
Jeff Schaaf at jeff.schaaf@toledochamber.com
(419) 243-8191
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Lane Workforce Partnership – Oregon
Website: http://www.laneworkforce.org/
The Lane Workforce Partnership is a non-profit organization
that pursues and invests resources to improve the quality of
the workforce in Lane County, Oregon. The partnership seeks
to design and coordinate workforce development programs and services delivered through a network of
local partners to help people get the skills, training, and education they need to go to work or to
advance in their careers. Partners include: employers, labor groups, government, community colleges,
high schools, community-based organizations, and economic development.
Goals of the partnership include:
•
•
•
•
•

Prepare workers for jobs in a new and changing economy
Prepare our youth for future employment
Connect individuals to education, skill building, and employment opportunities in occupations
and industries most impacted by retirements
Expand the use of services and increase job placement for under-represented populations
Improve alignment among community leaders to meet key outcomes as identified by industry

Impact to employers:
•

Each year in Lane County, between 800-1000 businesses utilize the services provided through
WorkSource Lane for business recruitment efforts. Professional staff from WorkSource Lane
work directly for local employers to pre-screen thousands of job candidates each day to ensure
referrals meet employer specifications. In addition, WorkSource Lane provides offices,
classrooms, computer labs, and conference space for businesses to conduct interviews, screen
candidates, and conduct new employee orientations. Between July 1, 2015 and June 30, 2016,
services provided through WorkSource Lane resulted in over 15,000 job placements with local
businesses.

Impact to adults:
•

As a result of the Lane Workforce Partnership’s $1.8 million-dollar investment, and a
partnership with the Oregon Employment Department, over 20,000 Lane County residents
received job search assistance through WorkSource Lane between July 1, 2015 and June 30,
2016. Of the individuals accessing services, 15,000 people found employment during the same
time period.

Impact to youth:
•

In addition to hosting a manufacturing career day for youth to attend, the partnership offers
youth programs. Of the youth participating in one of the partnership’s contracted programs:
•
•

133 gained work-based training through work experience and internships with local
employers.
93 youth demonstrated a gain in financial literacy skills.
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•
•
•
•

4 participated in a pre-apprenticeship program.
51 youth increased one or more education levels in reading in the Comprehensive
Student Assessment System (CASAS).
63 youth increased one or more education levels in math in CASAS.
37 youth earned a Win at Work certificate. Win at Work is a soft skills assessment that
also serves as a work-readiness teaching tool.

See their talent match video at https://www.youtube.com/watch?v=k0_4WZI5LZg
Connection to Asbury Park: This partnership is wide-ranging and has proven to be an impactful
partnership by helping launch programs in various industries, with varying target populations and goals.
Asbury Park may want to look to this partnership as a model for addressing the different issues facing
the City.
Contact Information:

(541) 505-8674
info@laneworkforce.org
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Business Employment Skills Team, Inc. (BEST, Inc.) - Illinois
Website: http://www.best-inc.org/affiliates-and-resources/
The Business Employment Skills Team, Inc. (BEST, Inc.) is a non-profit agency that administers the
federally-funded WIOA programs for its eight-county region in north central Illinois. The team developed
a resource mapping guide to identify workforce programs and services available in both the region and
neighboring counties to better serve individuals overcoming barriers. BEST, Inc. with numerous partners
created a comprehensive Microsoft Excel file to post online. The searchable document lists up to date
resources and allows the user to pinpoint their search to fit their specific criteria. The criteria include
location, type of service, hours of operation, contact information, description of services provided,
eligibility criteria, targeted population, etc. The information is available to help people find information
about programs and services in the region. The information helps workforce and partner staff make
referrals and residents find information.
Connection to Asbury Park: The BEST, Inc. Resource Mapping Guide is a great example for Asbury Park
on the type of information that could be included on a community resource directory. Although the
document could be more aesthetic and user friendly for the general public, it is great that it contains
information on so many local resources, is searchable, online, and easy to update. Asbury Park should
consider developing a similar resource in collaboration with community partners.

Contact Information:

(815) 233-1385
info@best-inc.org
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Appendix B: Labor Market and Target Industry Analysis
Executive Summary
This executive summary and overview of the Industry and Labor Force Analysis along with a target
industry analysis for the City of Asbury Park (the City). This analysis identifies industries that are growing
and emerging in the City and surrounding region.
Year after year, tourists travel to Asbury Park to explore the city’s boardwalk, scenic architecture, and
sandy beachfront. Visitors enjoy a wide range of hospitality, entertainment, food and retail options.
Although the summer months bring in profit to the area’s businesses, the City faces significant
challenges throughout the rest of the year in regard to ensuring a healthy, diverse, vibrant economy and
high-quality jobs for residents.

Although the booming tourism season undoubtedly is the catalyst that drives large sectors of the City’s
economy, specifically retail, hospitality, food service and entertainment, the jobs that these businesses
provide are generally seasonal in nature and do not provide residents with stable or long-term
employment. These positions are also low-paying compared to occupations in other industries and often
do not provide additional benefits. The lack of high-paying and stable jobs has contributed to higher
poverty rates in the City than the surrounding region.
This report will provide data to help support target industry recommendations as well as to help identify
key strengths as well as areas of opportunity that exist both within Asbury Park and in the surrounding
five-county region which includes Monmouth, Ocean, Middlesex, Mercer and Burlington County. The
purpose of this report is to provide the City of Asbury Park with better visibility of current trends in
industry and the workforce and assist the City with developing a direction in which these trends can
grow. Our key findings are summarized below.
•

•

•
•

Asbury Park’s current occupational mix is heavily reliant on employment related to tourism and
these industries are focused primarily on Retail, Food Service and Hospitality. The seasonal
nature of these employment opportunities creates instability for Asbury Park’s residents.
Current trends and projects have shown growth in industries that pay low wages. Asbury Park’s
family poverty rate of 26.9% is higher than adjacent regions as well as the state and National
poverty rates. Additionally, Asbury Park’s median household income of $32,755 is substantially
lower than Monmouth County’s ($85,242) and is also lower than the state and National median
incomes of $72,093 and $53,889 respectively.
Asbury Park has a comparatively low level of educational attainment compared to the
surrounding region.
Although Asbury Park relies heavily on tourism, there are emerging opportunities locally and
regionally in Healthcare, Professional Services and Food Manufacturing that have potential
growth opportunities within the City.

Although Asbury Park faces challenges there is significant opportunity to capitalize on the City’s current
labor assets to develop target industries that will be able to benefit the City’s residents and provide new,
higher paying and stable jobs in growing industries. Healthcare and Professional services, in particular
can help to raise wage levels amongst workers.
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Industry Recommendations
The following industry recommendations were developed after analyzing a wide range of data points.
Industry growth, projections and concentration were all assessed as well as the availability of the local
and regional workforce. After taking these factors into consideration, the following industry sectors
were identified as having high potential for growth in Asbury Park.

Healthcare
Currently, Healthcare has a strong and growing presence in Asbury Park and the surrounding region.
Healthcare is the largest employer in the five-county region and the second largest employer in the
Asbury Park zip code. The industry is a significant contributor to economic activity in Asbury Park and
the surrounding region.
Based on the subsectors, many are related to healthcare for elderly populations. Nursing Care Facilities
and Home Health Care Services both had strong job growth as well as strong location
quotients/competitive effects, indicating these industries have high potential for growth in Asbury Park.

Regional Healthcare Staffing Patterns

Registered Nurses

% of Total Jobs
in Industry
(2016)
11.7%

Nursing Assistants

8.8%

$14.62

Home Health Aides

6.4%

$10.79

Receptionists and Information
Clerks

4.1%

$14.66

Childcare Workers

2.8%

$9.62

Medical Assistants

2.7%

$15.45

2.5%

$26.23

2.3%

$82.35

Medical Secretaries

2.2%

$19.93

Social and Human Service
Assistants

2.0%

$17.32

Description

Licensed Practical and Licensed
Vocational Nurses
Physicians and Surgeons, All
Other

Median Hourly
Earnings
$39.87

Typical Entry Level Education
Bachelor's degree
Postsecondary nondegree
award
No formal educational
credential
High school diploma or
equivalent
High school diploma or
equivalent
Postsecondary nondegree
award
Postsecondary nondegree
award
Doctoral or professional degree
High school diploma or
equivalent
High school diploma or
equivalent

Work
Experience
Required
None
None
None
None
None
None
None
None
None
None

Source: EMSI 2017.1 Data Run
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Home Health Care Services
Overview/Industry Outlook
This is an industry that primarily provides services to people in the home. The services can include
medical and non-medical services and range widely in scope. The industry has shown very strong local,
regional and national growth, with a 49% growth in terms of jobs in Asbury Park alone. This trend is
expected to continue as not only Asbury Park, but the region and nation’s population ages.
Industry revenue experienced a dip that coincided with the Recession but has regained stability and is
projected to remain stable over the next 5 years 3. This industry correlates directly with the demographic
makeup of a region, specifically age, and directly relates to funding provided by Federal, State and Local
agencies to public health initiatives.
Potential Strengths
The industry is showing sustained growth at the local, regional and national levels with revenue
generated by the industry increasing by over $35 billion dollars over the last 10 years and only expected
to grow4. Asbury Park specifically has had sustained job growth in this subsector over the last 10 years
and has kept pace with national and industry trends.
The educational requirements for this industry are low and generally only require a high school
education. In New Jersey, homemaker-home health aides fall under the supervision of the New Jersey
Board of Nursing and are certified only after completing a required training program, a competency
evaluation and a criminal history background check. This industry also creates talent pipelines that can
oftentimes allow someone to transition from a low-skill entry-level position in the industry to a more
advanced occupation such as a Registered Nurse. In addition, the area already has a strong pool of
trained professionals in the field and the concentration of these workers is significantly higher than the
national average (LQ of 3.77). The industry has also generally kept pace with national and industry
trends indicating it will continue to grow.
Potential Barriers
One of the major barriers with this industry is that many of the entry-level positions have low wages.
The average earnings per job is $39,195, which is higher than the state average earnings of $34,135 and
national earnings of $34,464 in 2016.
Another barrier that merits consideration is that this industry relies heavily on Federal and State-level
policy regarding subsidization of healthcare. The industry’s payers are concentrated amongst Medicare,
Medicaid and State Health agencies. The political climate can dictate the availability of funding to
support these positions so assessing political climate, as well as policy shifts at the national and state
levels are important factors to monitor.
A final barrier to be considered is that Home Health Care, in and of itself, would not be a major driver for
Asbury Park’s economy. The economic ripple effects generated in terms of earnings, sales and jobs
would be minimal compared to other industries. 5

3

Ibisworld Industry Report for NAICS 62161
Ibid.
5
Multipliers from EMSI’s regional economic model were used.
4
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Local Staffing Patterns for Home Health Care
The table below shows the top 5 occupations that this industry employs in Asbury Park. In addition to
the five occupations listed in the table below this industry supports a variety of other positions, which
range from food servers to Office and Administrative Staff.
Most of the occupations require very little in terms of formal education except for Registered Nurses,
which require a Bachelor’s Degree. Additionally, as mentioned previously many of these occupations
have very low Median Hourly Earnings, which may pose a barrier to recruitment.
% of Total Jobs
in Industry
(2016)

Median Hourly
Earnings

Home Health Aides

47.8%

$11.27

Registered Nurses

13.6%

$40.73

Nursing Assistants

7.0%

$15.38

Personal Care Aides

5.2%

$10.64

Licensed Practical and Licensed
Vocational Nurses

4.9%

$26.98

Description

Typical Entry Level Education
No formal educational
credential
Bachelor's degree
Postsecondary nondegree
award
No formal educational
credential
Postsecondary nondegree
award

Work
Experience
Required
None
None
None
None
None

Source: EMSI 2017.1 Data Run

Services for Elderly and Persons with Disabilities
Overview/Industry Outlook
This industry provides services to patients to improve the quality of life for various patients including the
elderly, mentally ill and disabled people. This industry is very closely related to Home Healthcare and
attracts many of the same types of workers.
This industry has experienced rapid growth at the local, regional and national level. The industry grew by
5.8% over the last 5 years and is expected to grow by an additional 7.7% over the next 5 6. The industry
generates $50.7 billion dollars in revenue annually and there are approximately 127,757 businesses that
are in this industry.
Potential Strengths
This is a high-growth industry, not only nationally, but at the local and regional level as well. This
industry added 3,326 jobs over the last 10 years in the five-county region, which represents a 177%
growth in employment. This industry is projected to add another 1,206 jobs over the next 5 years as
well. Local growth has been equally robust with 67 jobs added in the City over the last 10 years
representing 143% growth. Based on this growth, the existing local and regional talent pool is fairly large
in this industry and could accommodate additional growth for this industry.
The educational requirement for this industry is generally a high school degree or equivalent. Additional,
specialized training is usually not required. This may allow for more of Asbury’s residents to pursue
occupations in this field.

6

Ibisworld Industry Report for NAICS 62412
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Potential Barriers
This industry has low earnings ($29,626) compared to many of the other industries in the Healthcare
field, which is similar to the home health care industry.
Regional Staffing Patterns for Elderly and Persons with Disabilities
Like Home Health Care, many of the occupations for this industry require a High school diploma or
equivalent. The median hourly earnings are low for many of the entry level positions. However, many of
these occupations can lead to more advanced positions such as Registered Nurses, Social Workers and
others, depending on if the workers are able to pursue and achieve advanced education and training.
% of Total Jobs
in Industry
(2016)

Median Hourly
Earnings

Home Health Aides

40.4%

$10.79

Personal Care Aides

27.3%

$10.63

Social and Human Service
Assistants

5.2%

$17.32

Nursing Assistants

2.9%

$14.62

1.8%

$19.06

1.5%

Description

First-Line Supervisors of
Personal Service Workers
Social and Community Service
Managers
Healthcare Social Workers
Registered Nurses
Secretaries and Administrative
Assistants, Except Legal,
Medical, and Executive
Office Clerks, General

Typical Entry Level Education

Work
Experience
Required

No formal educational
credential
No formal educational
credential
High school diploma or
equivalent
Postsecondary nondegree
award
High school diploma or
equivalent

Less than 5
years

$41.30

Bachelor's degree

5 years or more

1.1%
1.0%

$29.51
$39.87

Master's degree
Bachelor's degree

None
None

0.9%

$20.27

High school diploma or
equivalent

None

0.9%

$15.76

High school diploma or
equivalent

None

None
None
None
None

Source: EMSI 2017.1 Datarun
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Professional Services
Although Professional Services does not have a significant presence in Asbury Park itself, it has a large
presence with robust growth in the surrounding five-county region, which makes this an industry sector
that may create opportunities for the City. This industry sector generally requires a high degree of
educational attainment, due to the specialization of these industries. Although the amount of Asbury
Park residents with advanced degrees is lower than the state and national averages, the five-county
region has educational attainment levels that are similar to both state and national averages.
Additionally, Monmouth University’s proximity to Asbury Park is another asset that can be used to
support this industry field.
This broad cluster of industries is trending upward nationally and regionally and is generally present in
urban areas like Asbury Park. In addition, this may be a good opportunity in cases where land
requirements could be prohibitive with other types of industries such as manufacturing.

Regional Professional Services Staffing Patterns
% of Total Jobs
in Industry
(2016)

Median Hourly
Earnings

Typical Entry Level Education

Work
Experience
Required

7.7%

$47.60

Bachelor's degree

None

5.1%
4.5%

$39.53
$58.24

Bachelor's degree
Doctoral or professional degree

Management Analysts

3.0%

$43.17

Bachelor's degree

Computer Programmers
Secretaries and Administrative
Assistants, Except Legal,
Medical, and Executive
Business Operations Specialists,
All Other
Bookkeeping, Accounting, and
Auditing Clerks

2.9%

$39.76

Bachelor's degree

None
None
Less than 5
years
None

2.4%

$20.27

High school diploma or
equivalent

None

2.4%

$35.16

Bachelor's degree

None

2.2%

$20.99

Some college, no degree

None

Office Clerks, General

2.1%

$15.76

High school diploma or
equivalent

None

Software Developers, Systems
Software

2.0%

$50.79

Bachelor's degree

None

Description
Software Developers,
Applications
Accountants and Auditors
Lawyers

Source: EMSI 2017.1 Datarun
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Computer Systems Design and Related Services
Overview/Industry Outlook
This is an industry that provides services to client companies which include various custom software
services, IT planning, IT infrastructure and various other IT services. The industry has shown strong
regional and national growth and is expected to continue to grow over the next 5 years with national
growth accelerating from 1.8% from 2011-2016 to 2.4% over the next 4 years 7.
Potential Strengths
This is a “hot” industry nationally and regionally and is only expected to grow and continue to grow. In
the region, this industry added over 5,218 jobs which represents a 60% increase in the industry across
the five-county region. This industry is the 17th largest employer in the five-County Region as well.
The regional talent pool in the industry is robust, since it is one of the largest industries. This is a crucial
strength because of the high educational and experiential requirements that are associated with
occupations in the industry. The presence of an already trained and educated workforce is a major asset
in recruiting potential companies.
Additionally, this industry pays very high wages with the regional average earnings at $120,942 (this
figure includes benefits). These earnings are well above the average earnings for both Asbury Park and
the region.
Additionally, this industry does not require significant physical infrastructure besides broadband
connectivity and corporate office space. Thus, Asbury Park’s lack of express public transit services to job
centers would have minimal, if any impact on this industry’s success.
Potential Barriers
This industry has a small presence in Asbury Park. The Cowerks facility hosts a number of software
professionals. There is a weekly Asbury Park Hacker Hour where the coding community comes together
to come up with new projects. While there are some elements of this industry in Asbury Park, to grow
the sector, it may require expanding these current programs and creating apprenticeship programs.
The industry also has very high educational requirements and although the region has a robust talent
pool, Asbury Park does not currently have the talent pool to support companies in this industry. The
level of knowledge is extremely important and based on the analysis of current Asbury Park residents,
many of the higher-level jobs created in this industry would, at least in the short term, be filled be
workers who reside in the surrounding communities. One way to develop the talent pool is to mirror the
City of New Brunswick Office of Innovation, who has had success teaching coding skills to high school
students and connecting them with job opportunities.
Regional Staffing Patterns for Computer Systems Design and Related Services
This occupation table below shows the top ten occupations that are employed by this industry. It is
important to note that this table is for the five-County region around Asbury Park. All occupations
generally require, at a minimum, a 4-year degree but pay high wages.

7

Ibisworld Industry Report for NAICS 54151
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Description
Software Developers,
Applications
Computer Programmers
Computer Systems Analysts
Software Developers, Systems
Software
Computer User Support
Specialists
Computer and Information
Systems Managers
Sales Representatives, Services,
All Other
Network and Computer
Systems Administrators
Computer Occupations, All
Other
Business Operations Specialists,
All Other

% of Total Jobs
in Industry
(2016)

Median Hourly
Earnings

Typical Entry Level Education

Work
Experience
Required

24.5%

$47.60

Bachelor's degree

None

9.6%
6.1%

$39.76
$45.02

Bachelor's degree
Bachelor's degree

None
None

5.5%

$50.79

Bachelor's degree

None

4.6%

$26.68

Some college, no degree

None

4.1%

$71.12

Bachelor's degree

5 years or more

3.1%

$31.71

High school diploma or
equivalent

None

2.7%

$40.79

Bachelor's degree

None

2.4%

$37.05

Bachelor's degree

None

2.1%

$35.16

Bachelor's degree

None

Source: EMSI 2017.1 Datarun

Testing Laboratories
Overview/Industry Outlook
Testing Laboratories provide a wide range of services that generally include physical, chemical and other
analytical testing for commercial purposes. The nature of this testing varies but is generally to ensure
products are checked to ensure compliance with government and environmental regulations.
Growth in this industry correlates directly with the amount of money that other industries invest in
Research and Development. Additionally, the health of this industry aligns with consumer safety
regulation policy as well as environmental policies, usually at the Federal level. However, this industry
has seen 1.6% growth over the last 5 years and growth is expected to sustain 3.4% growth over the next
5 years8. The industry generates almost $18.1 billion in revenue nationally ever year as well 9.
Potential Strengths
This industry has experienced very strong regional growth over the previous 10 years. Testing Labs have
added 863 jobs over this same time period. This industry is also expected to not only to continue
growing, but at an increased growth rate. This industry would also create very high paying jobs within
Asbury Park. The Average Earnings Per Job are $112,792 (figure includes benefits).
Additionally, many of the positions required for positions related to this field are Associate’s Degrees.
This reduces the time it would take to train Asbury Park residents who would seek a profession in this

8
9

Ibisworld Industry Report for NAICS 54138
Ibid.
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field. Some positions also don’t require any higher education and only necessitate a high school diploma
or equivalent.
Potential Barriers
The industry currently has no presence within the City which may be a barrier to recruiting new
companies to the area.
Regional Staffing Patterns for Testing Laboratories
The table below illustrates the occupations that work in this industry. These illustrate regional staffing
patterns since the industry does not have a presence in Asbury Park. The higher end occupations
generally require 4-year degrees but because the industry is so labor-intensive there are many
opportunities for technical positions that only require Associate’s degrees or lower. For example,
Chemical Technicians account for 11.7% of the regional industry employment but only requires an
Associate’s Degree.
Description
Chemical Technicians
Chemists
Inspectors, Testers, Sorters,
Samplers, and Weighers
Mechanical Engineers
Life, Physical, and Social
Science Technicians, All Other
Office Clerks, General
Secretaries and Administrative
Assistants, Except Legal,
Medical, and Executive
Environmental Science and
Protection Technicians,
Including Health
General and Operations
Managers
Construction and Building
Inspectors

% of Total Jobs
in Industry
(2016)
11.7%
9.0%

Median Hourly
Earnings
$22.10
$38.28

Typical Entry Level Education

Work
Experience
Required
None
None

8.4%

$18.49

3.2%

$43.17

Associate's degree
Bachelor's degree
High school diploma or
equivalent
Bachelor's degree

3.0%

$25.86

Associate's degree

None

2.5%

$15.76

High school diploma or
equivalent

None

2.4%

$20.27

High school diploma or
equivalent

None

2.2%

$22.66

Associate's degree

None

2.1%

$66.17

Bachelor's degree

5 years or more

1.7%

$32.82

High school diploma or
equivalent

5 years or more

None
None

Source: EMSI 2017.1 Datarun
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Manufacturing
Although Manufacturing does not have a large presence in the City, it is an important industry both
regionally and nationally. The advent of advanced manufacturing has led to a renaissance of what was
once thought to be a dying industry.
There is a large area of opportunity for Asbury Park to target specific food manufacturing industries,
which would help serve as economic drivers for the area. Some of these industry subsectors include:
Seasoning and Dressing Manufacturing; Bread and Bakery Product Manufacturing; Animal Food
Manufacturing; Snack Food Manufacturing and; Frozen Food Manufacturing.

Regional Manufacturing Staffing Patterns
Description
Packaging and Filling Machine
Operators and Tenders
First-Line Supervisors of
Production and Operating
Workers
Laborers and Freight, Stock,
and Material Movers, Hand
Inspectors, Testers, Sorters,
Samplers, and Weighers
Packers and Packagers, Hand
Sales Representatives,
Wholesale and Manufacturing,
Except Technical and Scientific
Products
Electrical and Electronic
Equipment Assemblers
Mixing and Blending Machine
Setters, Operators, and
Tenders
Shipping, Receiving, and Traffic
Clerks
Helpers--Production Workers

% of Total Jobs
in Industry
(2016)

Median Hourly
Earnings

Typical Entry Level Education

Work
Experience
Required

4.0%

$12.19

High school diploma or
equivalent

None

3.5%

$30.03

High school diploma or
equivalent

Less than 5
years

2.9%

$12.64

2.2%

$18.49

2.2%

$10.12

2.0%

$30.61

High school diploma or
equivalent

None

2.0%

$15.85

High school diploma or
equivalent

None

2.0%

$18.19

High school diploma or
equivalent

None

1.9%

$16.33

1.7%

$11.66

No formal educational
credential
High school diploma or
equivalent
No formal educational
credential

High school diploma or
equivalent
No formal educational
credential

None
None
None

None
None

Source: EMSI 2017.1 Datarun
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Food Manufacturing
Industry Outlook/Overview
Food manufacturing encompasses several specialized manufacturing areas, all of which are thriving in
the region. The industries provided 6,636 jobs in 2016 in the region and many of the industry subsectors
have continued to grow. Some examples of these industries in the region are:
•
•
•
•
•
•
•
•
•

Seasoning and Dressing Manufacturing
All Other Food Manufacturing
Bread and Bakery Product Manufacturing
Animal Food Manufacturing
Snack Food Manufacturing
Dairy Product (except Frozen) Manufacturing
Frozen Food Manufacturing
Cookie, Cracker, and Pasta Manufacturing
Seafood Product Preparation and Packaging

These industries account for very strong job growth in the region over the last 10 years. They are
generally considered stable in terms of the industry lifecycle and are not necessarily experiencing
growth, unlike some other advanced manufacturing. On the other hand, these tend to be recessionproof industries in times of economic downturn, as consumers still require food.
There are many external drivers that influence this industry including the price of various food
commodities, disposable income and trends in food purchasing/taste. However, this industry is
considered to be very stable.
Potential Strengths
Many of the more specialized industries in this space have added significant jobs over the last 10 years.
These industries do not generally require formal education or advanced degrees which would allow
many of Asbury Park’s residents to pursue jobs in this field.
Many of these industries, although not in their growth phase, are stable and do not experience as much
volatility as certain other industries.
Potential Barriers
Many of the occupations, especially those that are entry-level, pay very low wages. Another significant
barrier could be land requirements which may be prohibitive in Asbury Park.
Regional Staffing Patterns for Food Manufacturing
The table below shows the occupations that account for most of the food manufacturing industry in the
region. Many of the occupations do not require formal educational credentials except for some that
require a high school diploma/equivalent. Many of these occupations have wages below $15/hr.
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% of Total Jobs
in Industry
(2016)

Median Hourly
Earnings

Packaging and Filling Machine
Operators and Tenders

11.6%

$12.19

Food Batchmakers

7.4%

$11.72

Packers and Packagers, Hand

6.8%

$10.12

Bakers

6.1%

$11.47

4.6%

$12.64

2.9%

$30.03

2.7%

$17.05

2.6%

$11.66

2.3%

$9.44

No formal educational
credential

None

1.9%

$27.35

High school diploma or
equivalent

None

Description

Laborers and Freight, Stock,
and Material Movers, Hand
First-Line Supervisors of
Production and Operating
Workers
Industrial Truck and Tractor
Operators
Helpers--Production Workers
Counter Attendants, Cafeteria,
Food Concession, and Coffee
Shop
Industrial Machinery
Mechanics

Typical Entry Level Education
High school diploma or
equivalent
High school diploma or
equivalent
No formal educational
credential
No formal educational
credential
No formal educational
credential
High school diploma or
equivalent
No formal educational
credential
No formal educational
credential

Work
Experience
Required
None
None
None
None
None
Less than 5
years
None
None

Source: EMSI 2017.1 Datarun
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Appendix C: Occupational Mix
This section of the report looks at the occupational mix in Asbury Park. This is important because
understanding the current makeup of the local and regional workforce will help to identify strengths and
weaknesses, as well as areas that are growing and diminishing. Occupations are organized by Standard
Occupation Codes. These range from 2-Digit (Broad Occupational Fields) to 5-Digit (specific occupations)
and are used by government agencies to track trends.

2-Digit Occupations, Asbury Park
The occupational mix in Asbury Park leans heavily towards occupations in Office and Administrative
Support Occupations; Sales and Related Occupations; Food Preparation and Serving Related
Occupations; and Education, Training and Library Occupations. As long as tourism remains a draw to the
area, positions in Food Preparation and Serving Occupations will continue to grow and have a high
location quotient (i.e. higher concentration of jobs vs. the national average).
Many of the most prevalent occupations are also some of the lowest paying as well. Food Preparation,
the third largest local occupational area, is also the lowest paying with a median wage of $11.43.
Healthcare Support Operations is the sixth largest occupation area and the third lowest paying, with
Median Hourly Earnings of $13.54. The highest paying occupation areas are specialized within
Management Occupations; Legal Occupations; and Healthcare Practitioners and Technical Occupations
having the three highest Median Hourly Earnings.
Description

2006
Jobs

2016
Jobs

2006 2016 %
Change

2006 2016
Change

2016
Location
Quotient

Median
Hourly
Earnings

Annual
Openings

Office and Administrative Support
Occupations

2,046

1,904

(7%)

(142)

0.99

$17.89

61

1,879

1,830

(3%)

(49)

1.41

$14.92

80

1,473

1,830

24%

357

1.72

$11.43

104

919

908

(1%)

(11)

1.24

$26.77

32

870

733

(16%)

(137)

0.87

$15.55

27

404
608

638
573

58%
(6%)

234
(35)

1.80
0.82

$13.54
$53.05

39
21

476

550

16%

74

0.79

$49.58

24

588

509

(13%)

(79)

0.89

$26.43

20

383

464

21%

81

0.89

$12.69

23

462

462

0%

0

0.95

$22.08

19

423

430

2%

7

0.89

$15.03

21

501

428

(15%)

(73)

0.67

$34.73

14

413

411

(0%)

(2)

0.54

$16.07

24

Sales and Related Occupations
Food Preparation and Serving
Related Occupations
Education, Training, and Library
Occupations
Transportation and Material
Moving Occupations
Healthcare Support Occupations
Management Occupations
Healthcare Practitioners and
Technical Occupations
Construction and Extraction
Occupations
Personal Care and Service
Occupations
Installation, Maintenance, and
Repair Occupations
Building and Grounds Cleaning and
Maintenance Occupations
Business and Financial Operations
Occupations
Production Occupations
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Description
Community and Social Service
Occupations
Arts, Design, Entertainment,
Sports, and Media Occupations
Protective Service Occupations
Computer and Mathematical
Occupations
Legal Occupations
Architecture and Engineering
Occupations
Life, Physical, and Social Science
Occupations
Military occupations

2006
Jobs

2016
Jobs

2006 2016 %
Change

2006 2016
Change

2016
Location
Quotient

Median
Hourly
Earnings

Annual
Openings

307

343

12%

36

1.65

$22.98

17

175

186

6%

11

0.81

$22.91

13

199

168

(16%)

(31)

0.58

$20.32

5

154

138

(10%)

(16)

0.39

$40.64

3

138

118

(14%)

(20)

1.12

$50.99

3

132

99

(25%)

(33)

0.47

$36.92

4

56

53

(5%)

(3)

0.52

$36.03

3

72

52

(28%)

(20)

0.32

$16.78

2

Source: EMSI – 2017.1 Class of Worker Datarun

2-Digit Occupations, Five-County Region
The occupational mix in the region is similar to the local mix with Office and Administrative Support
Occupations being the largest. However, the region has many workers who work in Transportation and
Material Moving Occupations which differs significant from the City’s occupational Mix. Many of the
largest occupations are also low paying, which is similar to the City with the Median Hourly Earnings for
the top three occupations being below $20.00 per hour.
Description
Office and Administrative Support
Occupations
Sales and Related Occupations
Transportation and Material
Moving Occupations
Education, Training, and Library
Occupations
Food Preparation and Serving
Related Occupations
Business and Financial Operations
Occupations
Healthcare Practitioners and
Technical Occupations
Management Occupations
Production Occupations
Computer and Mathematical
Occupations
Healthcare Support Occupations
Construction and Extraction
Occupations
Installation, Maintenance, and
Repair Occupations

2006
Jobs

2016
Jobs

2006 2016 %
Change

2006 2016
Change

2016
Location
Quotient

Median
Hourly
Earnings

Annual
Openings

229,856

224,544

(2%)

(5,312)

1.08

$18.81

6,867

151,656

143,703

(5%)

(7,953)

1.03

$18.13

5,871

96,868

102,478

6%

5,610

1.13

$15.97

4,768

95,502

100,217

5%

4,715

1.27

$27.55

3,475

86,347

98,752

14%

12,405

0.86

$11.15

5,215

83,786

83,563

(0%)

(223)

1.21

$36.68

2,768

67,787

77,435

14%

9,648

1.04

$42.50

3,221

72,591
62,236

72,923
53,463

0%
(14%)

332
(8,773)

0.97
0.65

$58.75
$17.47

2,578
2,256

46,840

51,476

10%

4,636

1.35

$43.21

1,746

38,563

50,243

30%

11,680

1.32

$14.48

2,444

54,368

49,287

(9%)

(5,081)

0.80

$26.44

1,802

49,182

47,916

(3%)

(1,266)

0.91

$24.67

1,902
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2006
Jobs

2016
Jobs

2006 2016 %
Change

2006 2016
Change

2016
Location
Quotient

Median
Hourly
Earnings

Annual
Openings

45,665

47,340

4%

1,675

0.91

$14.27

1,804

37,091

43,913

18%

6,822

0.78

$13.09

2,109

33,044

33,056

0%

12

1.07

$25.51

1,295

20,741

23,666

14%

2,925

1.05

$24.95

962

20,717

20,055

(3%)

(662)

0.81

$24.90

932

21,465

19,414

(10%)

(2,051)

0.85

$40.29

751

14,831

14,415

(3%)

(416)

1.30

$36.67

660

11,722
12,318

11,407
11,188

(3%)
(9%)

(315)
(1,130)

0.66
0.98

$16.81
$48.94

398
318

2,829

2,396

(15%)

(433)

0.23

$13.63

116

Description
Building and Grounds Cleaning and
Maintenance Occupations
Personal Care and Service
Occupations
Protective Service Occupations
Community and Social Service
Occupations
Arts, Design, Entertainment,
Sports, and Media Occupations
Architecture and Engineering
Occupations
Life, Physical, and Social Science
Occupations
Military occupations
Legal Occupations
Farming, Fishing, and Forestry
Occupations

Source: EMSI – 2017.1 Class of Worker Datarun

Top 5-Digit Occupations, Asbury Park
When looking at specific occupations, many of the most prevalent jobs are related to tourism. The three
biggest occupations in the City are Retail Salespersons; Cashiers; and Waiters and Waitresses. The high
location quotient for these three occupations also is to be expected due to Asbury Park’s reliance on
tourism as an economic driver.
The fastest growing occupation, however, is Home Health Aide with 175 jobs added. This is a growing
occupation and had 25 annual openings between 2006-2016 and is expected to continue to grow.
However, many of these occupations have low wages with the top five occupations all having median
hourly earnings of less than $15.00 an hour. Only three occupations out of the top twenty have median
hourly earnings of more than $20.00.
Description
Retail Salespersons
Cashiers
Waiters and Waitresses
Home Health Aides
Stock Clerks and Order Fillers
Bartenders
Office Clerks, General
Receptionists and Information
Clerks
Customer Service Representatives
Teacher Assistants

647
516
504
367
304
219
210

2006 2016 %
Change
(2%)
6%
30%
91%
1%
34%
(8%)

2006 2016
Change
(10)
29
115
175
3
56
(19)

2016
Location
Quotient
1.67
1.79
2.40
4.67
1.90
4.40
0.77

Median
Hourly
Earnings
$10.01
$9.63
$11.24
$11.27
$10.96
$11.61
$14.84

166

188

13%

22

2.21

$15.04

7

182
189

187
187

3%
(1%)

5
(2)

0.86
1.75

$17.80
$13.55

9
6

2006
Jobs

2016
Jobs

657
487
389
192
301
163
229

Annual
Openings
29
27
33
25
12
13
6
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Description
Combined Food Preparation and
Serving Workers, Including Fast
Food
Janitors and Cleaners, Except
Maids and Housekeeping Cleaners
Secretaries and Administrative
Assistants, Except Legal, Medical,
and Executive
Laborers and Freight, Stock, and
Material Movers, Hand
First-Line Supervisors of Retail
Sales Workers
Cooks, Restaurant
Elementary School Teachers,
Except Special Education
Food Preparation Workers
Bookkeeping, Accounting, and
Auditing Clerks
General and Operations Managers

2006
Jobs

2016
Jobs

2006 2016 %
Change

2006 2016
Change

2016
Location
Quotient

Median
Hourly
Earnings

Annual
Openings

164

187

14%

23

0.69

$9.23

8

181

180

(1%)

(1)

0.86

$15.10

5

196

178

(9%)

(18)

0.80

$19.15

3

198

178

(10%)

(20)

0.85

$12.56

7

186

176

(5%)

(10)

1.51

$19.96

6

123

167

36%

44

1.68

$12.69

8

169

166

(2%)

(3)

1.46

$32.93

6

139

165

19%

26

2.24

$10.32

7

152

133

(13%)

(19)

0.93

$20.08

2

138

131

(5%)

(7)

0.72

$64.22

4

Source: EMSI – 2017.1 Class of Worker Datarun

Top 5-Digit Occupations, Five-County Region
While there are some similarities between the local and regional occupational mix, there are several
differences including the prevalence of Laborers and Freight, Stock and Material Movers; and Registered
Nurses. These two positions are some of the largest occupations employed within in the region. This
indicates that Transportation/Distribution and Logistics and Healthcare are major industries within the
region.
Description
Retail Salespersons
Cashiers
Laborers and Freight, Stock, and
Material Movers, Hand
Office Clerks, General
Registered Nurses
Secretaries and Administrative
Assistants, Except Legal, Medical,
and Executive
Customer Service Representatives
Janitors and Cleaners, Except
Maids and Housekeeping Cleaners
Stock Clerks and Order Fillers
Waiters and Waitresses

45,804
33,554

2006 2016 %
Change
(6%)
1%

2006 2016
Change
(2,799)
438

2016
Location
Quotient
1.10
1.08

Median
Hourly
Earnings
$10.54
$9.60

28,536

32,185

13%

3,649

1.42

$12.64

1,676

28,482
21,998

27,634
25,916

(3%)
18%

(848)
3,918

0.95
1.04

$15.76
$39.87

823
1,067

25,295

24,513

(3%)

(782)

1.02

$20.27

469

21,278

21,653

2%

375

0.92

$18.18

732

21,225

21,561

2%

336

0.96

$14.05

702

20,530
17,367

21,262
20,409

4%
18%

732
3,042

1.23
0.90

$11.23
$10.73

865
1,298

2006
Jobs

2016
Jobs

48,603
33,116

Annual
Openings
1,946
1,689
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18,227

2006 2016 %
Change
20%

2006 2016
Change
3,096

2016
Location
Quotient
1.40

Median
Hourly
Earnings
$14.62

16,940

18,126

7%

1,186

2.12

$35.16

447

15,448

17,599

14%

2,151

0.60

$9.30

810

15,529

17,559

13%

2,030

1.91

$14.66

698

16,731
12,965

17,107
15,955

2%
23%

376
2,990

1.49
2.29

$13.00
$47.60

568
626

16,911

15,343

(9%)

(1,568)

1.00

$20.99

219

15,592
12,513

15,153
14,708

(3%)
18%

(439)
2,195

0.77
1.11

$66.17
$40.20

487
568

15,759

14,165

(10%)

(1,594)

0.84

$22.58

497

2006
Jobs

2016
Jobs

15,131

Description
Nursing Assistants
Business Operations Specialists, All
Other
Combined Food Preparation and
Serving Workers, Including Fast
Food
Receptionists and Information
Clerks
Teacher Assistants
Software Developers, Applications
Bookkeeping, Accounting, and
Auditing Clerks
General and Operations Managers
Postsecondary Teachers
Heavy and Tractor-Trailer Truck
Drivers

Annual
Openings
768

Source: EMSI – 2017.1 Class of Worker Datarun

Growing 5-Digit Occupations, Asbury Park
The occupations that have grown the most are related to healthcare and tourism. The five occupations
that have grown the most are Home Health Aides; Waiters and Waitresses; Bartenders; Cooks,
Restaurant; and Cashiers. Most of these growing occupations could be seasonal in nature.
The healthcare occupation growth is to be expected due to the growth of the healthcare industry both
locally and regionally. The top growing occupations also have very low median hourly earnings with the
top five all earning less than $15.00 an hour. The only occupation earning more than $20.00 an hour was
Registered Nurses at $40.73 per hour.
Description
Home Health Aides
Waiters and Waitresses
Bartenders
Cooks, Restaurant
Cashiers
Nursing Assistants
Registered Nurses
Food Preparation Workers
Social and Human Service
Assistants
Combined Food Preparation and
Serving Workers, Including Fast
Food
Hosts and Hostesses, Restaurant,
Lounge, and Coffee Shop

367
504
219
167
516
81
125
165

2006 2016 %
Change
91%
30%
34%
36%
6%
56%
29%
19%

2006 2016
Change
175
115
56
44
29
29
28
26

2016
Location
Quotient
4.67
2.40
4.40
1.68
1.79
0.67
0.54
2.24

Median
Hourly
Earnings
$11.27
$11.24
$11.61
$12.69
$9.63
$15.38
$40.73
$10.32

93

119

28%

26

3.69

$17.01

6

164

187

14%

23

0.69

$9.23

8

66

89

35%

23

2.72

$10.74

8

2006
Jobs

2016
Jobs

192
389
163
123
487
52
97
139

Annual
Openings
25
33
13
8
27
5
6
7
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Description
Receptionists and Information
Clerks
First-Line Supervisors of Food
Preparation and Serving Workers
Personal Care Aides
Dishwashers
Maids and Housekeeping Cleaners
Dining Room and Cafeteria
Attendants and Bartender Helpers
Hairdressers, Hairstylists, and
Cosmetologists
Counter Attendants, Cafeteria,
Food Concession, and Coffee Shop
Licensed Practical and Licensed
Vocational Nurses

2006
Jobs

2016
Jobs

2006 2016 %
Change

2006 2016
Change

2016
Location
Quotient

Median
Hourly
Earnings

Annual
Openings

166

188

13%

22

2.21

$15.04

7

89

108

21%

19

1.42

$18.14

5

79
65
83

97
78
95

23%
20%
14%

18
13
12

0.63
1.84
0.78

$10.64
$9.80
$13.56

4
4
4

47

59

26%

12

1.68

$9.78

4

46

58

26%

12

1.02

$13.68

3

86

97

13%

11

2.36

$9.19

7

36

47

31%

11

0.79

$26.98

3

Source: EMSI – 2017.1 Class of Worker Datarun

Growing 5-Digit Occupations, Five-County Region
The growth in occupations in the region reflect the growth of the healthcare, transportation and
software development. The two occupations that have expanded the most are Home Health Aides and
Registered Nurses. Nursing Assistants has also grown significantly expanding by 3,096 positions.
Additionally, laborer and freight, stock, and materials movers, hand has expanded significantly adding
3,649 as well. There are also many tourism related positions in the region with Waiter and Waitresses
representing the fifth fastest growing occupation.
Description
Home Health Aides
Registered Nurses
Laborers and Freight, Stock, and
Material Movers, Hand
Nursing Assistants
Waiters and Waitresses
Software Developers, Applications
Postsecondary Teachers
Combined Food Preparation and
Serving Workers, Including Fast
Food
Receptionists and Information
Clerks
Security Guards
Managers, All Other
Hairdressers, Hairstylists, and
Cosmetologists

12,513
25,916

2006 2016 %
Change
89%
18%

2006 2016
Change
5,878
3,918

2016
Location
Quotient
1.48
1.04

Median
Hourly
Earnings
$10.79
$39.87

28,536

32,185

13%

3,649

1.42

$12.64

1,676

15,131
17,367
12,965
12,513

18,227
20,409
15,955
14,708

20%
18%
23%
18%

3,096
3,042
2,990
2,195

1.40
0.90
2.29
1.11

$14.62
$10.73
$47.60
$40.20

768
1,298
626
568

15,448

17,599

14%

2,151

0.60

$9.30

810

15,529

17,559

13%

2,030

1.91

$14.66

698

9,355
8,905

11,073
10,250

18%
15%

1,718
1,345

1.07
1.49

$15.44
$46.80

501
403

4,972

6,306

27%

1,334

1.03

$13.57

308

2006
Jobs

2016
Jobs

6,635
21,998

Annual
Openings
852
1,067
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Social and Human Service
Assistants
Cooks, Restaurant
Personal Care Aides
Food Preparation Workers
Business Operations Specialists, All
Other
Counter Attendants, Cafeteria,
Food Concession, and Coffee Shop
Industrial Truck and Tractor
Operators
Fitness Trainers and Aerobics
Instructors

5,102

6,405

26%

1,303

1.85

$17.32

261

5,549
3,579
9,523

6,821
4,850
10,758

23%
36%
13%

1,272
1,271
1,235

0.64
0.29
1.36

$12.45
$10.63
$10.20

321
218
430

16,940

18,126

7%

1,186

2.12

$35.16

447

7,582

8,671

14%

1,089

1.95

$9.44

632

4,968

5,933

19%

965

1.21

$17.05

306

3,297

4,226

28%

929

1.60

$26.21

216

Source: EMSI – 2017.1 Class of Worker Datarun
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Appendix D: Asbury Park Stakeholder Engagement Notes
Through the stakeholder engagement there were two public meetings for residents, one partner
meeting for agencies and organizations connected to workforce development, and three business
meetings. The business meetings included an input session, chamber breakfast, and business committee
meeting. Stakeholder engagement also included interviews with representatives from the local
university, community college, and school system.

Business and Industry Meetings: Input Session on May 15, 2017 at Senior Center, Chamber
Breakfast and Business Committee Meeting on June 29, 2017 (25 participants)
The attendees represented a variety of businesses from hospitality, banking, technology, food service,
home improvement, and other service industries. The businesses represented various sizes from small
to larger local employers with varied histories in Asbury Park. Some were established businesses and
others were new.
What are the strengths of the local workforce?
•
•
•
•
•
•
•
•
•

Abundance of people looking for jobs
Willingness of people that apply to work – people want to work, loyal employees
High School students – do a respectable job interviewing and prepared, well-spoken,
present well, engaged (high school has done a great job preparing youth – they show up
better prepared than adults)
Don’t have an issue with quantity – lower level mostly able to fill locally people that can
walk to work
AP has the capability of being year-round destination/economy – and the know-how.
City and Business Managers need to capitalize on it and figure out how to get people to
come here in the off season
Many people hold dual jobs. Work a full-time job then add a seasonal job.
Quality is a challenge for more skilled positions – Generally pull from outside Asbury
Park, need credential or specific training. Maintenance mechanics, truck drivers,
supervision positions hard to fill (small pool of people)
Senior management positions – harder to fill – resumes from outside
Believe in hiring local – local staff good because they to know where go, what to do and
can share with customers -believe they can teach skills
Strengths of the Local Community

•
•
•
•
•
•

Morale
Really want to help each other out
Have a lot of people wanting to come back – repeat and word of mouth
Very diverse in the city – lots of different people
Good diversity and referral systems
Came to AP in 2004 – community as a whole changing into safer area – can walk
boardwalk at night, different environment
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What are the challenges?
•
•
•
•
•
•
•
•
•
•
•

•
•
•
•
•
•
•

Seasonal, hire workers for the summer but then will have to lay off during the offseason
Being able to connect organizations, programs, services, education, and business across
the eastside and westside. Need to increase communication and awareness
Local institutions don’t open flood gates to hire their graduates. Monmouth University
and Brookdale Community College not connected to local business
Hard to get in the door of culinary school
Disconnect between training providers and employers about what is needed
All about hourly wage – people jumping around for an extra dollar
Disconnect between expectations with wages
People leave jobs because of conflict with spouse job, babysitting, moving
Local rents skyrocketing becoming harder to afford housing. Housing stocks very tight
should open up in the next 12-18 months
Some people just don’t want to work – problem with younger generation
Skills missing – business background/supervision – Ability to understand P&L
statements, production reports, logical mind – math, constant calculation, manage
workforce, profit (degree from college shows the commitment) Not getting enough
candidates with combination of education and experience. Flexible but looking for
demonstration of knowledge
80% of entry-level employees live in Asbury Park – walk or ride a bike, other skilled
positions – live outside of AP
Most do not have driver’s license – monetary cost of having a vehicle, cost of getting a
license,
Skills missing – older people lack interview skills (appearance – high school does a good
job but adults missing). Work Ethic – getting people to stay (for example hire 30 and
keep 3).
People can’t pass drug test or have to fire because of alcohol
Parking is a challenge. Parking is also an issue for people that drive have to street park
on second avenue and it always floods
Transportation – many using CABS to get to the hotel
Individuals have old offenses on records and need help with expungements. Those with
records have limited employment opportunities in the area
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What are the opportunities?
•

•
•

•
•
•
•
•
•

Become a 12 month economy – lots of little groups, downtown alliance/merchant,
chamber, council – pull resources and become one voice and go to conventions to CVB
to market AP – get more conventions and events
Chamber could do more for recruitment and membership
City makes it challenging – self mutilating at times with permits and other regulations.
For instance, had to take down flag and/or banner for hiring (planning department and
zoning)
Training, counseling, and career information
Providing training for workforce and business
Summer employment opportunities for youth
Need to set up a network to minimize fiefdoms or silos
Utilize the high school culinary department and connect to local restaurants, bakeries,
and shops in town
Capitalize on opportunities in building trades through the construction and
redevelopment projects

What should be the greatest priorities?
•
•
•
•
•
•
•
•
•
•
•

Education
Training and development at the high school level – vocational program such as culinary
program or building trades, connect to business, set reasonable expectations
Open and utilize other resources – such as Monmouth County University
hospitality/culinary program
Work readiness of adults – interviewing, preparation, fill out full application/resumes
Communication with area schools and colleges – open communication, get referrals,
interviews, pipeline to students/graduates
AP has a buzz and should capitalize on it
Bring the various groups together and increase communication and integration between
groups
Create an active group or network to maintain interest and effort
Mentoring programs
Replicate programs like the SALT School
Provide students with summer employment
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Public Meetings: May 15th at Senior Center and May 16th at Council Chambers (11
participants)
The participants at the public meetings included residents sharing their concerns and feedback as
parents, small business owners, non-profits, and concerned residents.
What are the strengths of the local community?
•
•
•
•
•
•
•
•

•
•
•
•

Resilient, optimistic, bright intelligent
Survive and conquer
Creative business owners, entrepreneurs, artists
Innovative
Big Hearts
Fantastic community
Business has a desire to hire local
Interfaith Neighbors – local organization that provides transitional home for homeless
kids. Worked in the area for many years. Lost funding from state/county (?) youth
workforce development program
High School Career Readiness program – preparing and training youth, work experiences
Tourism, leisure area – would like to make AP a year-round destination, feel that AP has
not seen its potential.
Time of revitalization, growing, more opportunities
The place to go for cultural events, rest

What are the challenges?

•
•
•
•
•
•
•
•
•

Complex area, diverse community, unique dynamics
Lack of trust, uneven growth (new community – old community). Seen flourish and
depression
Challenges in schools – lack good educational opportunities for kids. Don’t feel the
school system is good. There is violence.
Geographic disparity
Some people are scared to communicate – afraid they will be punished, lose benefits or
face other repercussions for speaking up/out
Important to have a local leader/connection to programs
Youth have no direction
Apprenticeship programs
Trade school – skilled trades

Page | 73

APPENDIX D

Asbury Park Stakeholder Engagement Notes
What are the needs?
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

More youth internships, summer jobs for youth, part-time afterschool jobs
Changes to vocational education – not offered within schools. Offered at the central
county location – do not believe any current AP students enrolled in vocational school
Westside Community Center – had a strong history, place to go. Has significant
challenges with current status and operations
Need jobs that can sustain a person/family
Communication – people aren’t aware of the programs
Mentorship
Get everyone together, come together, coordinate, work together
Build trust with people in the community
Focus on and support for minority business
Training programs
Need transportation – better transportation especially on the west side
Seat at the table of workforce development board
Jobs for individuals with criminal backgrounds/records – cannot work at the hotels and
other businesses if they have theft
Opportunities for the west side, don’t push the people out – make sure they have
opportunities and the economics to stay
Boys and Girls Club has lots of programs, small but expanding, example swimming/life
guard-CPR program
Food bank has a culinary program
Brookdale Community College has a construction job training program, but
transportation a challenge. No bus runs from AP to Homedale
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What are the priorities?
•
•
•

•
•
•
•
•
•
•
•

Help kids have aspirations/dream – comes from community, parents, teachers, neighbors
Need basic skills – how to present yourself, reliability
West Side Community Center – bring the services and programs to people there such as
cafeteria (healthy food for kids), mentoring, LDACIN services for people with disabilities,
arts programs, basic skills coaching, SCECP
Education pipeline is critical
Job access critical
Summer employment program for youth
Communication
Employment opportunities for people with disabilities, employment for all people
Childcare
Utilize local DJ/Radio to communicate to west side residents
Library – not part of the county system and not being used to offer other services. In NJ
some are using libraries for AJC but not Asbury Park.
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Partners Meeting: May 16, 2017 at Council Chambers (8 participants)
The attendees at the partners meeting represented Workforce Development, Division of Vocational
Rehabilitation, First Energy Corp, LADACIN Network, United Way, Chamber of Commerce, Interfaith
Neighbors, and Asbury Park Schools.
What are the strengths of Asbury Park?
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Close to NJ transit, beach, NYC, nice getaway location
Potential for business (fill vacant storefronts)
Growing tech sector (Cowerks)
Small business having growth (Second Life Bikes)
Strong community – people come out and offer support, talk about issues
Churches
Nationally known city
Diverse growing community
Opportunities for redevelopment
Impressive waterfront area
Engaged businesses that want to give back
Culinary program but no students from AP are enrolled in the program
Board of Education turning around the education system. Lots of turnover in the past,
but is improving.
Boys and Girls Club
Kula Café, Kula Farm
Go for the Gold – program for high school students, recognize and celebrate, put in
training, connects with local business, would like to scale maybe to adults

What are the challenges?
•
•
•
•
•

Political instability, local corruption
55% of the county leaves the county for work
People are not willing/able to leave AP
Parent education and family involvement – help families understand the benefits of
working, the cost of public assistance, the impact to public assistance
Stigma for high school diploma from AP
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What is needed in Asbury Park?
•
•

•
•
•

Skills – soft skills, skilled trades (plumbers, electricians, etc.)
Communications/marketing – people don’t know what is available. People don’t trust
others. How to get info to people – word of mouth, websites, fairs, social media to
peers, disperse information though schools
Need local champions/community leaders that are trusted and can be advocates
Mentors
Help programs coordinate and communicate
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Appendix E: Workforce Plan Findings
As part of the research, TPMA collected and reviewed the state, regional, and local workforce plans to
identify key themes, mission statements, vision statements, goals, strategies, and targeted industries.
Five Statewide Themes for Workforce Development:
•
•
•
•
•

Theme 1: Building Career Pathways with a focus on Industry-Valued Credentials
Theme 2: Expanding High-Quality Employer-Driven Partnerships
Theme 3: Strengthening Career Navigation Assistance through One Stop Career Centers and
Broad Partnerships
Theme 4: Strengthening Governance through Effective Workforce Development Boards and
Regional Collaborations
Theme 5: Ensuring System Integrity through Metrics and Greater Transparency

Mission
State Plan

Central Region (CJP)

Local Plan

To strengthen targeted industry
sectors in Central New Jersey by
aligning business, education,
economic development, and the
workforce system

To strengthen and expand
targeted industry sectors in
Monmouth County and Central
New Jersey by aligning business,
education, economic
development, and the workforce
system.

State Plan

Central Region (CJP)

Local Plan

Accelerate the Pace of New
Jersey’s competitiveness in
the 21st Century global talent
marketplace

A developed nationally
competitive workforce that
retains, grows, and attracts
businesses to Central New Jersey

To develop a nationally
competitive workforce that
retains, grows and attracts
businesses to Monmouth County
and Central New Jersey.

New Jersey will increase the
number of residents with an
industry‐valued credential or
degree through high quality
partnerships and integrated
investments

Vision
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Priorities
#

State Plan

1

Regional
Planning and
Services
High-Quality
Partnerships

2

3

Career
Pathways

4

IndustryValued
Credentials

5

Locally Driven
One-Stops

6

Career
Guidance
Network

7

Data-Informed
DecisionMaking

Central Region (CJP)

Local Plan

Develop a common Regional
Business Service Team

Does Not Apply

Work with employers and
TNs to identify a sub-list of
high demand trainings and
credentials
No Corresponding Strategy

Driving investments based on industry need
• Targeted outreach to local employers
• Market business services
• Market services to business networks
Equipping the workforce for employment,
including:
• Fast track re-engagement of recently
displaced workers
• Slower track of fitting experienced
workers with outdated skills with new
skills and a credential
• The long-range track of re-engaging a
long term unemployed candidate
lacking both basic literacy skills, and
occupational skills necessary for long
term self-sufficiency
No Corresponding Strategy

Work with employers and
TNs to identify a sub-list of
high demand trainings and
credentials
Replicate a region-wide
process for working with
and overseeing vendors, and
in particular trainers on the
ETPL
--- AND --Consolidating monitoring of
providers on the ETPL list

Create a Regional approach
to staff development and
training that includes WDBs
and One-Stop
----------

Meeting customers where they are
• county has somewhat limited transit
options, requires reaching beyond the
confines of the One Stop Centers
--- AND ---

Increase system accountability
• WDB formed the Oversight,
Compliance and Quality Assurance SubCommittee to review and analysis of
our internal and external management
controls over resources
No Corresponding Strategy

----------
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Goals
State Plan
Building an Innovative, Skilled
Workforce to Power Economic
Growth
Building Economic Opportunity
for all New Jersey Residents

Central Region (CJP)
Use data to identify regional
strengths, weaknesses, and
opportunities
Identify high potential regional
sectors as a focus of workforce
efforts
Develop regional initiatives that
meet the needs of each sector and
constituency
Identify and address all regional
constituencies

Local Plan
*SAME AS PRIORITIES ABOVE

Central Region (CJP)
Arts, Entertainment, Recreation,
Accommodation, and Food
Services

Local Plan
Accommodation and Food
Services
(aligns with state and region,
minus retail)
Arts, Entertainment, and
Recreation
(aligns with state and region)
Health Care and Social
Assistance
(aligns with state and region)

In-Demand Sectors/Industries
State Plan
Leisure, Hospitality, and Retail

Retail Trade

Health Care

Educational services, health care,
and social assistance

Advanced Manufacturing
Financial Services

Manufacturing
Finance, Insurance, Real Estate,
Rental, and Leasing

Technology

Professional, Scientific, Mgmt.,
Admin, and Waste Mgmt. Services

Trans., Logistics and Distribution
Biopharmaceutical and Life Sci.

Construction

Other Services (except Public
Admin)
(aligns with region only)
Mgmt. of Companies and
Enterprises
(aligns with region only)
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Appendix F: Open House Results
Open House Guide
Welcome to the Asbury Park Workforce Plan Open House!
Thank you for participating in the Asbury Park Workforce Plan Open House. As a resident or business
owner, your input is very important to the City. Please take your time navigating through the exhibits.
These are important recommendations that will impact the people and businesses in Asbury Park.
There are several ways to provide your input.

One Asbury Park Exhibit Poster
Please read the narrative on this poster and use one of the post-it notes on the table in the
center of the room to write down ONE brief comment about your thoughts on unifying the
city. Place your post-it note on the exhibit in the space provided.

Thumbs Up/Thumbs Down Form (Attached)
For the exhibits with goals and strategies listed, indicate if you agree or disagree with each by
circling a Thumbs up or thumbs down symbol. If you are not sure or have a suggestion for
improving a goal or strategy, circle the question mark and write your suggestion in the space
provided.

Priority Dots
Use the dot stickers provided to indicate your top three priorities. Place one dot in the space
on the exhibits below the three best or most important ideas you saw.

What’s Missing Poster
On the last poster, use a post-it note to write down anything you think is missing from the
plan or other comments you wish to make about the workforce plan.

As you exit, please leave your completed packet in the box at the registration table.
Thank you for your input!
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Thumbs Up/Thumbs Down: Workforce Plan Goals and Strategies
Read the exhibits highlighting the recommended Goals and Strategies for the workforce plan and
indicate if you agree or disagree with each by circling a thumbs up or thumbs down below. If you are
unsure or have a suggestion to improve a goal or strategy, write your comment in the space provided.

Agree Disagree
Not Sure

Goal/Strategy

Comments

Goal 1

Strategy 1.1

Strategy 1.2

Strategy 1.3

Strategy 1.4

Goal 2

Strategy 2.1
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Agree Disagree
Not Sure

Goal/Strategy

Comments

Strategy 2.2

Strategy 2.3

Strategy 2.4

Goal 3

Strategy 3.1

Strategy 3.2

Strategy 3.3

Strategy 3.4
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Open House Results
One Community Comments:
•

Critical in doing this, that one community doesn’t sense its legacy being diminished or
disappearing.

What’s Missing Comments:
•
•
•
•
•
•
•
•

Who executes?
Where does education fall into this?
Include financial literacy within the school system and black history. American history is black
history.
Something for kids to do and they don’t have to pay a lot of money.
Include financial literacy as part of the school curriculum.
Additionally, include black history. American history is black history
Establish as complete coding/technology institute for local youths
Establish a local vocational school (construction, electrical, plumber – building trades
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Workforce Plan Goals and Strategies Results:
Goals and
Strategies
Three goals

Number
of Dots
3

Goal 1.

Agree Disagree

Not
Sure

Education component critical to achieving these
goals
4

0

0

Strategy 1.1

1

4

0

0

Strategy 1.2
Strategy 1.3

0
2

2
4

1
0

1
0

Strategy 1.4

1

3

0

1

4

0

0

Goal 2.
Strategy 2.1
Strategy 2.2

0
2

3
4

0
0

1
0

Strategy 2.3
Strategy 2.4

3
2

4
4

0
0

0
0

3

0

1

Goal 3.

Comments

Strategy 3.1
Strategy 3.2

0
1

3
4

0
0

1
0

Strategy 3.3

3

4

0

0

Strategy 3.4

1

3

1

0

Need education component to achieve these
goals
Employment, a small business safety zone and
rent freeze for small business, and city run job
training program of the future (green, clean)
Critical that differences be respected as this
“One” is developed
Not something where resources should be spent
I think this area is ripe for this (manufacture of
music equipment, high end bikes, high end
beach equipment)
Local businesses thrive if 1.3 happens
Critical for local talent to be developed for AP
to achieve what it might be able to achieve
The businesses within 20 miles of AP have to be
part of the critical path
This should be part of a comprehensive strategy
or part of 2.2
The pipeline or “pathway” results from
effective execution of 2.2, 2.3, 2.4
Multiple local organizations trying to do this.
Coordination between them needs to be
constant and ensure duplication isn’t occurring
Hard to do without the right educational
background *skill collar movement
This is a relevant and happening changes. Not
sure resources should be spent to advance
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Appendix G: Strategy Implementation Plan

Appendix G:
Strategy Implementation Plan
OCTOBER
2017
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One Asbury Park: A Community Workforce Strategy is a living document intended to guide Asbury Park’s future workforce.
The overarching theme of the strategy is One Asbury Park with three supporting goals. Asbury Park is a nationally known destination
with a long and storied history with significant opportunities for the future. Unfortunately, part of that history includes a social divide
between the east and west sides of town. The city is too small and the world too competitive now to allow such a split to inhibit growth
and discourage collaboration. Future economic growth requires unifying the community.
The time is now to do away with “eastside” and “westside” and unite Asbury Park as ONE community.

“The City’s vision for the year 2027 is of a safe and vibrant community with a balance of land uses, a thriving arts community, a
diversified and expanded economy, modern and well-maintained infrastructure, expanded community facilities, and an
outstanding quality of life.”
Asbury Park at a Glance:

Strengths

Challenges and
Barriers

Opportunities
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The goals identified in One Asbury Park include the following.

Goal 1: Expand career opportunities for all Asbury Park residents.

Goal 2: Develop the talent required to support business
growth and prosperity.

Goal 3: Establish a pipeline for the next generation of talent.
This implementation plan can be used by the City of Asbury Park to ensure that One Asbury Park: A Community Workforce Strategy
is not a document that just sits on a shelf but is instead an action plan that transforms the community. A successful implementation
starts with identifying stakeholders and resources necessary to complete the action steps that will accomplish the strategies. It is
imperative that the City identify these stakeholders that will serve as champions and help manage and own specific goals and
strategies. The resources needed may be individuals, financing or activities, or simply staff devoted to the task. Detailing the
resources needed further clarifies the tasks and is helpful in ensuring tasks are completed within the assigned timeline.
The following timelines of Immediate (within the next 6 months), Short-Term (6 months – 18 months), and Long-Term (18 months –
3 years) are initial guides and specific deadlines should be established. Finding the balance between ambitious deadlines and
realistic expectations is important to support the City’s ability to accomplish each action step. Consider what the impact will be if
there is no action on a particular task and the impact it could have on other tasks. The City should revisit, review, and refine the
contents of the strategic plan, at least annually. The goals will likely stay the same, however, the strategies and actions may need to
be amended as the environment changes and progress occurs to ensure they are appropriate and relevant. The City should
continuously track outcomes and provide updates at council meetings to keep the public abreast of the progress being made.
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Goal 1: Expand career opportunities for all Asbury Park residents.
Goal 1 Actions
Strategy 1.1 Unify Asbury Park as one community.
Identify local success stories and promote legacy businesses as role
and aspirational models
Develop, fund, and launch a local marketing campaign highlighting
success stories and building community pride
Strategy 1.2 Make Asbury Park a year-round destination.
Engage local business leaders, developers, and associations to
develop a strategy to market Asbury Park as a year-round
destination for conventions and events
Implement a marketing campaign to promote Asbury Park as a
year-round destination
Establish a convention and visitors association or committee to
implement a strategy to market Asbury Park as a year-round
destination
Strategy 1.3 Expand the local economy in target industry sectors.
Partner with local, regional, and state economic development
efforts for business attraction
Explore targeting opportunities for business attraction and
development in healthcare and professional services
Strategy 1.4 Support and grow local business.
Explore ways the City could partner with Cowerks to help expand
the program and serve more individuals
Develop a process such as events or trainings to support and
educate businesses in Asbury Park on registering as SBE or
becoming certified as a M/WBE and then registering on the on
NJSAVI database
Develop an entrepreneurship program and support startup
businesses through an incubator or accelerator
Build on IT history by partnering with a local provider to start a
coding school in Asbury Park

Timing

Stakeholders

Resources

Notes

Immediate
Short-Term

Immediate

Short-Term
Long-Term

Immediate
Short-Term

Immediate
Immediate

Short-Term
Short-Term
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Goal 2: Develop the talent required to support business growth and prosperity.
Goal 2 Actions
Strategy 2.1 Unify Asbury Park as one community.
Phase out the use of “eastside” and “westside” in communications
and conversations (same as 3.1)

Timing

Stakeholders

Resources

Notes

Immediate

Identify local success stories and promote real people as role and
Short-Term
aspirational models
Encourage community organizations to participate in local
Long-Term
marketing campaign highlighting success stories and building
community pride
Strategy 2.2 Increase communication and collaboration among talent development partners.
Convene or participate in quarterly meetings with social service and Immediate
community based organizations
Identify local community leaders that can serve as champions,
Immediate
connectors, and advocates to promote opportunities
Develop and publish an online guide or database that lists local
Short-Term
agencies, programs, services, and contract information
Strategy 2.3 Expand and enhance career services for Asbury Park residents.
Petition the Monmouth County Workforce Development Board to
Immediate
add an Asbury Park business representative to the Board
Continue to participate in expungement events
Increase employment and training services accessible and available
to all Asbury Park residents
Utilize the Senior Center to offer employment and training services

Ongoing
Immediate

Ensure interested adults are award of opportunities on
employability skills, financial literacy, and career planning

Short-Term

Identify and pursue federal and state funding opportunities to
support Asbury Park training and career services

Ongoing

Short-Term
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Goal 2 Actions

Timing

Consider implementing U.S. Department of Labor Federal Bonding
Program to provide Fidelity Bonds for “at-risk,” hard-to-place
jobseekers
Build a westside career mall that combines the needs of a
community center and a career one-stop
Strategy 2.4 Create a business-driven talent development system.
Engage area business and industry to understand their need and
provide solutions in partnership with other organizations (an
example could be developing and implementing employability skills
curriculum)
Connect local business with workforce board, education, and other
talent system partners
Work with local labor halls to identify training programs and
opportunities available to local Asbury Park residents
Establish apprenticeship programs in key industries

Short-Term

Participate in state, regional, or local sector partnerships
Explore sector partnerships and begin creating career pathways in
hospitality or restaurants and food service

Long-Term
Long-Term

Stakeholders

Resources

Notes

Long-Term

Immediate

Immediate
Short-Term
Long-Term
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Goal 3: Establish a pipeline for the next generation of talent.
Goal 3 Actions
Strategy 3.1 Unify Asbury Park as one community.
Phase out the use of “eastside” and “westside” in communications
and conversations (same as 2.1)

Timing

Stakeholders

Resources

Notes

Immediate

Identify local success stories and promote real youth as role and
aspirational models

Immediate

Engage youth in the development of the local marketing campaign
highlighting success stories and building community pride

Short-Term

Strategy 3.2 Expand career exploration and planning resources available for youth.
Work with partners to identify or develop career exploration and
Immediate
planning resources
Provide all Asbury Park youth the opportunity to participate in
Short-Term
career exploration programming through delivery by a network of
partnerships
Incorporate career planning into City of Asbury Park Youth
Short-Term
Employment Program
Identify and pursue federal and state funding opportunities to
Short-Term
support training and employment programs
Strategy 3.3 Increase employment opportunities and work experiences for Asbury Park youth.
Expand the current Asbury Park High School College and Career
Immediate
Readiness Institute
Establish a City of Asbury Park Youth Employment Program
Short-Term
Identify partner(s) that could provide mentoring and training to
Long-Term
employers working with youth
Strategy 3.4 Promote the value of certifications in addition to diplomas and degrees.
Increase participation of Asbury Park High School (APHS) students at Immediate
the Monmouth County Vocational School District (MCVSD) and
promote the availability of career and technical education
certificates
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Goal 3 Actions
Explore and identify short-term, non-traditional trainings and
certifications for industry recognized credentials for Asbury Park
youth
Develop pre-apprenticeship programs in key industries

Timing

Stakeholders

Resources

Notes

Short-Term

Long-Term
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