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Purpose 
This document proposes and explains a set of metrics designed to capture the quality of 
jobs across Minnesota workplaces at both the employer and worker level. The proposed 
metrics are intended to serve as a resource to help employers, policymakers, and 
workforce partners better understand and strengthen job quality across the state. These 
metrics are meant to inform learning and decision-making, not to function as a mandate or 
compliance requirement.  

Background 
The Governor's Workforce Development Board adopted a High-Quality Jobs Framework in 
November 2025 to increase the number and strength of high-quality jobs across 
Minnesota. The framework identifies five pillars where employers and workforce partners 
can take action to improve job quality.  

Measuring job quality presents a challenge because what constitutes a “good job” can 
vary significantly depending on factors such as industry, occupation, location, and the 
circumstances of individual workers. The metrics proposed in this document are intended 
to provide clear and actionable measures that can be applied broadly while still allowing 
for variation across industries and workplace contexts.  
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Minnesota High-Quality Job Pillars 
The High‑Quality Jobs Framework was created with extensive input from employers, 
workers, and community partners across Minnesota. Through this engagement process, 
five pillars emerged as the areas where meaningful action can most effectively improve job 
quality. These pillars serve as a common foundation for understanding and strengthening 
the conditions that allow workers and businesses to succeed. 

Compensation & Benefits: Fair, competitive pay and benefits that support workers' 
economic security. 
Safe & Stable Working Conditions: Work Environments that protect health, safety and 
provide predictable schedules. 
Equitable Hiring & Career Development: Inclusive practices that ensure access to jobs 
and advancement of all workers. 
Worker Voice, Empowerment & Respect: Workers are valued, heard and included in 
decision-making. 
Sector Specific Metrics: Standards tailored to the unique needs and realities of different 
industries or sectors. 
 
These measurements are not intended to serve as regulatory requirements or compliance 
standards. Instead, they provide a practical resource to help employers and workforce 
partners understand where they are making progress on job quality and where additional 
opportunities may exist. The metrics are designed to support continuous improvement, 
encourage reflection, and promote practices that strengthen worker experience, retention, 
and competitiveness. As Minnesota continues to embed job quality into program design, 
technical assistance, and funding strategies, these shared measures will help create 
consistency and clarity across initiatives while giving employers flexible pathways to 
participate and improve.  

The following sections outline the proposed metrics aligned to each pillar of the High-
Quality Jobs Framework and provide guidance on how these metrics can help employers, 
workforce partners, and policymakers better understand and strengthen job quality.  

Compensation and Benefits 
Fair, competitive pay and benefits that support workers' economic security. 



The proposed metrics are designed to capture key indicators of compensation and benefit 
practices while remaining feasible for employers to report. These measures focus on 
structural elements of pay and benefit systems rather than requiring detailed payroll 
reporting, allowing for consistent measurement across employers and industries.  

Proposed Metrics  
Progressive wage scales 
Does the employer have a system for regular pay increases (e.g., step increases, tenure-
based raises, or structured wage progression)? 

Measure: Yes / No 

Rationale: Structured wage progression provides workers with clear expectations for 
earnings growth over time and creates pathways toward greater financial stability. 
Progressive wage scales can also improve retention and incentive skill development.  

Feasibility: This measure can be easily captured through employer self-reporting and does 
not require detailed wage data, making it accessible across employers of different sizes 
and sectors.  

Benefit Access 
Does the employer offer benefits that are available to both full-time and part-time 
employees? 

Measure: Yes / No 

Rationale: Access to benefits such as health insurance, retirement plans, and paid leave 
is a key component of job quality and economic security. Extending benefits beyond full-
time workers can help reduce disparities in job quality and improve workforce stability.  

Feasibility: Employers can readily report whether benefits are available to different 
categories of employees without providing detailed plan information, making this a 
straightforward metric to capture.  

Family-Sustaining Wages  
Does the employer offer wages that are competitive relative to the regional median for 
similar occupations? Wage parity ratio compared to the median wage for the occupation 
(target range: 0.8-1.2). 

Measure: Yes / No 

Parity Gap = (Employer Wage – Regional Median Wage)/Regional Median Wage 



Rationale: Comparing wages to occupational medians provides a standardized way to 
assess whether jobs offer pay that is competitive within the labor market. This approach 
accounts for variation across industries and occupations while providing a benchmark for 
family-sustaining wages.  

Feasibility: Median wage data is publicly available through the Minnesota Department of 
Employment and Economic Development’s Labor Market Information Office, allowing 
employers and workforce partners to assess wage competitiveness without requiring 
complex reporting systems.  

Safe and Stable Working Conditions 
Work Environments that protect health, safety and provide predictable schedules. 

The proposed metrics are intended to capture key indicators of workplace safety and 
employment stability in ways that are both meaningful to measure across industries. 
These measures focus on established indicators and employer practices that can be 
consistently reported without creating significant administrative burden.  

Proposed Metrics  
Predictable Schedules  
Are employees notified of their work schedules at least 14 days in advance? 

Measure: Yes / No  

Rationale: Advance notice of work schedules allows workers to plan childcare, 
transportation, and other personal responsibilities. Predictable scheduling is associated 
with improved financial stability and reduced stress for workers, particularly in industries 
where scheduling variability is common.  

Feasibility: Employers can readily report their scheduling practices through a simple 
yes/no measure without the need for detailed schedule data, making this a practical 
metric to capture across sectors.  

Workers’ Compensation Experience Modification Factor  
Does the employer have workers’ compensation experience modification rate below 1.0? 

Measure: Yes / No 

Rationale: The experience modification rate (EMR) is a widely used indicator that reflects 
an employer’s workplace safety performance relative to industry averages. An EMR below 
0.85 suggests fewer or less severe workplace injuries compared to peers, making it a 
useful proxy for strong workplace safety practices.  



Feasibility: EMR is a standardized measure already calculated by insurers and commonly 
used by employers and regulators. Because it is an existing metric, it can be incorporated 
without requiring additional reporting systems.  

Job Security Practices  
Does the employer have policies that support job stability (e.g., clear layoff protocols, 
severance policies, or other job security measures)? 

Measure: Yes / No  

Rationale: Clear job security policies help workers better understand their employment 
protections and can reduce uncertainty during periods of economic disruption or 
organizational change. These practices also signal employer commitment to workforce 
stability.  

Feasibility: This metric focuses on the presence of policies rather than requiring detailed 
documentation or reporting allowing employers to easily self-report whether such 
measures are in place. 

 

Equitable Hiring and Career Development 
Inclusive practices that ensure access to jobs and advancement of all workers. 

The metrics proposed under this pillar are designed to capture key indicators of equitable 
opportunity and career development while remaining feasible for employers to report. 
These measures focus on observable workforce practices and outcomes that can help 
organizations better understand where opportunities for advancement and skill 
development exist.  

Proposed Metrics  
Internal Promotion Ratio 
Are promotions for underrepresented groups proportional to their representation in the 
company? Promotion parity ratio within a target range of 0.8-1.2.  

Measure: Yes / No 

Rationale: Promotion parity helps assess whether advancement opportunities are 
equitably distributed within an organization. When promotion rates for underrepresented 
groups align with their representation in the workforce, it suggests that career 
advancement pathways are accessible and inclusive.  



Feasibility: Employers typically track promotions and workforce demographic information 
for internal reporting or compliance purposes. This metric relies on existing data sources 
and focuses on proportional outcomes rather than requiring complex analysis.  

Employee Professional Development Participation 
Do at least 25% of eligible employees participate in professional development programs? 

Participation Rate = (Total Number of Eligible Employees/Number of Employees who 
Participated in Professional Development Programs) x 100  

Measure: Yes / No  

Rationale: Participation in professional development programs helps workers build new 
competencies, adapt to changing job requirements, and access advancement 
opportunities. Higher participation rates can indicate an employer’s commitment to 
workforce development and internal mobility.  

Feasibility: Employers often track participation in internal training programs or external 
professional development opportunities. This metric relies on a simple participation 
threshold rather than required detailed program evaluation.  

Workforce Diversity Tracking  
Does the employer track and report workforce diversity metrics? 

Measure: Yes / No 

Rationale: Tracking workforce diversity metrics allows organizations to better understand 
the composition of their workforce and identify potential disparities in hiring, retention, and 
advancement. Data transparency can help inform strategies that support more equitable 
employment outcomes.  

Feasibility: Many employers already collect demographic data for internal reporting, 
compliance, or voluntary diversity initiatives. This measure focuses on whether tracking 
occurs rather than requiring public disclosure of detailed data.  

 

Worker Voice, Empowerment, and Respect  
Workers are valued, heard and included in decision-making. 

The metrics proposed under this pillar aim to capture whether employers have structures 
in place that allow workers to share feedback and participate in workplace improvements. 



These measures focus on the presence of formal processes that support worker input and 
transparency, while remaining feasible for employers to report.  

Proposed Metrics  
Formal Employee Feedback Process 
Does the employer have a formal process for employees to provide feedback (e.g., 
employee surveys, suggestion systems, or listening sessions) at least annually? 

Measure: Yes / No 

Rationale: Regular opportunities for employees to provide feedback allow organizations to 
better understand worker experiences and identify areas for improvement. Formal 
feedback mechanisms can strengthen trust between workers and management and help 
ensure that worker perspectives are considered in workplace decisions.  

Feasibility: Many employers already conduct employee surveys or maintain suggestions 
systems. This metric focuses on the presence of a structured feedback process rather 
than requiring detailed reporting on results.  

Transparency and Response to Employee Feedback  
When employees provide feedback, does the employer share aggregated results and 
communicate any resulting actions or changes? 

Measure: Yes / No 

Rationale: Transparency around employee feedback helps demonstrate that worker input 
is valued and taken seriously. Communicating results and follow-up actions can 
strengthen trust, increase participation in feedback processes, and improve workplace 
culture.  

Feasibility: Employers can easily indicate whether they share aggregated feedback results 
and communicate actions taken, without needing to provide the underlying survey data.  

Employee Participation in Workplace Decision-Making 
Are employees represented in committees, advisory groups, or other forums that influence 
workplace policies or practices? 

Measure: Yes / No  

Rationale: Employee participation in workplace committees or advisory groups creates 
opportunities for workers to directly contribute to decisions that affect their work 
environment. These structures can support collaboration between workers and leadership 
and help organizations identify practical solutions to workplace challenges.  



Feasibility: This measure focuses on whether participatory structures exist, making it 
straightforward for employers to report without requiring detailed documentation.  

 

Sector Specific 
Standards tailored to the unique needs and realities of different industries or sectors. 

The metrics proposed under this pillar aim to capture employer practices that support 
sector-relevant skill development, job readiness, and career advancement. These 
measures focus on practices that go beyond minimum regulatory or licensing 
requirements and help workers succeed and grow within their field. The metrics are 
designed to be flexible enough to apply across industries while still recognizing sector-
specific contexts.  

Proposed Metrics  
Sector-Specific Training and Credential Support 
Does the employer provide sector-specific training or credentialing opportunities beyond 
mandatory education or licensing requirements, or reimburse employees for license or 
certification renewals? 

Measure: Yes / No 

Rationale: Industry-specific training and credentialing opportunities help workers build 
specialized skills that support career advancement and long-term employability. 
Employers that invest in these opportunities can strengthen workforce capability while 
supporting worker mobility within a sector.  

Feasibility: Employers can easily report whether they offer additional training 
opportunities or credential reimbursement without needing to provide detail program 
information.  

Access to Required Tools, Equipment, and Work Attire  
Does the employer provide a program for obtaining required work equipment or clothing 
(e.g., scrubs, tools, supplies) or offer reimbursement for these items beyond standard 
personal protective equipment? 

Measure: Yes / No 

Rationale: Many occupations require workers to purchase specialized equipment or 
clothing necessary to perform their jobs. Employer support for these costs can reduce 



financial barriers to employment and ensure workers have the resources needed to 
perform their work effectively.  

Feasibility: This metric focuses on whether employers offer equipment support or 
reimbursement programs, which can be easily self-reported without requiring detailed 
cost information.  

Sector-Specific Career Pathways  
Does the employer offer clear career pathways or advancement opportunities tied to 
sector-specific roles (e.g., apprenticeships, specialized career ladders, or structured 
advancement pathways)? 

Measure: Yes / No  

Rationale: Clear career pathways help workers understand how they can progress within a 
sector and access higher-skilled, higher-paying roles. Structured advancement 
opportunities also support workforce development and talent retention for employers.  

Feasibility: Employers can readily indicate whether career pathways or advancement 
programs exist within their organization, making this a practical and scalable measure. 
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