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Gaawaabaanigaanikaag Gabegikendaasowigamig 
(White Earth Tribal and Community College) 

 

Mission Statement 
White Earth Tribal and Community College is an institution of higher learning dedicated to 
academic excellence grounded in Anishinaabe culture, values, and traditions. 
 

Vision Statement 

Gibimiwidoomin Gidinwewininaan Niigaanakeyaa - "We are carrying into the future the way 
that we were given" 
 

Values 
The Anishinaabe Seven Grandfather Teachings serve as the values for the College:  
** Respect ** Love ** Courage/Bravery ** Honesty ** Wisdom ** Humility ** Truth 
 

WETCC Purpose Statement 
 
* The College will present learning as a life-long process of discovery of knowledge embedded 
in the intellectual disciplines and the traditions of the Anishinaabe people. 
 
* The College will support the self-determination of the Anishinaabe people through the 
preservation and promotion of our history, culture, and language. 
 
* The College will seek to address the social, political, and economic needs of the White Earth 
Reservation through programs that encourage service to the community. 
 
* The College will promote a philosophy based on the Seven Teachings of the Anishinaabe. 
 

INTRODUCTION 
 
White Earth Tribal and Community College (WETCC) was established in 1997 as a private, non-
profit institution with the purpose of providing an education that respects the Anishinaabe 
people and their culture to ultimately provide a means of self-determination for the White 
Earth Nation as a whole.  
 
WETCC is chartered as a Tribal College by the White Earth Indian Reservation. The College is 
governed by a nine-member Council of Trustees (COT) with two members serving as non-
voting, ex-officio member, in accordance to approved bylaws. The College is a 1994 land-grant 
institution and features a Community Extension office to bridge between the College and the 
community. Initial candidacy for accreditation by the Higher Learning Commission (HLC) was 
granted in 2004 and full accreditation was granted in 2008.  
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As a two-year institution, WETCC features: 
 

 Open admission 

 Affordability 

 Flexible scheduling with a variety of course options (day, evening, hybrid, online, HyFlex, 

PSEO) 

 Smaller class sizes to provide one-on-one instruction 

 Supportive academic services (tutoring, scholarships, study skills, remedial courses, 

mentoring, financial aid) 

 Transferability of credits  

 Culturally appropriate programming 

 
WETCC has experienced many changes since 1997 when first opening in a rehabilitated grocery 
store for the first classes. Over the years the College grew and expanded to various buildings 
throughout the city of Mahnomen until 2016 when all departments and classes were finally 
located on one campus.  
 
The College has been focused on the two-year Associate of Arts degree and until 2018 offered 
emphasis areas in: 

• Native American Studies 

• Childhood Education 

• Humanities, Arts & Social Sciences 

• Education 

• Business Education 

• Environmental Science 

• Human Services 

• General Education 
 
In 2018 the emphasis areas were eliminated to create a clearer degree pathway for the 
Associate of Arts degree in Humanities, Arts, and Social Sciences which provides a foundational 
college educational experience. The general education courses fulfill requirements of the 
Minnesota Transfer Curriculum (MnTC) to enhance transferability of students. Course 
transferability is dependent upon the receiving institution.  
 
Beginning in 2019 the College initiated a strategic planning process. The process was slightly 
stalled due to the COVID-19 pandemic and ultimately concluded in November 2020. The new 
plan was created after internal meetings (accomplishments, SWOT, future aspirations) and a 
community survey were conducted. The process was conducted in a consensus model with 
everyone having a voice at the table. The plan is structured to be culturally responsive and is 
flexible to adapt to our ever-changing internal and external environment, a need that became 
even more apparent as we proceeded through the process during a pandemic.  
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Strengths remain consistent with the College maintaining accreditation and staying focused on 
the Anishinaabe language, culture, and traditions. Opportunities have grown more in recent 
years, with partnerships identified as a foundational potential for growth. External threats 
include the poverty in the area combined with social problems in the community that preclude 
some people from pursuing post-secondary education.  
 
Contradictions, areas that are seen to hinder progress at the College, were identified as: a 
unified sense of purpose that contributes to staff needing to wear multiple hats resulting in 
high staff turnover, limited funding, marketing, and historical trauma in the community.  
 
The Vision Elements captured the consensus of the participant’s insight on their collective 
intent in each area. The bubbles on top describe the desirable result of what the vision 
elements move WETCC and the community it serves forward. The elements in the center 
represent the keystone, or those elements that provide the strength and balance for the overall 
vision. The ones on either side are supporting elements.   
 
 

 
As the planning process ensued, academic programming to better meet the needs of the local 
community became a prevalent theme. As a result of this, the Council of Trustees (COT, 
governing board), met with the facilitators to prioritize the academic offerings of the college. 
Priorities for academic programming were determined as: 

• Workforce development, 

• Two-year programming, 

• Certificate programming, 

• Customized training, and 

• Community workshops. 
 

The strategic process resulted in a plan that will be adaptable to our ever-changing 
environment (internal and external).  
 
 

Figure 1: Consensus Vision Statements 
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While the College has change over the years, it has remained committed to education; 
Anishinaabe traditions, language, and culture; and the community we serve. 
 

PURPOSE OF WORKFORCE DEVELOPMENT PLAN 
 
In response to the 2020 Strategic Plan, the Workforce Development Plan aims to reinforce 
components of the vision, mission, and strategic goals of the College.  
 
The Workforce Development Plan will create the framework to guide the administrative and 
instructional functions of planning, coordinating and delivering educational opportunities 
outside of the two-year, associate degree already offered.   
 
Even before the strategic planning process began in 2020, WETCC realized the workforce 
dynamics were becoming more complex. While area employers were plagued with inabilities to 
fill positions, the area was also plagued with high unemployment, so high that many people 
were no longer counted on the unemployment statistics. An obvious disconnect exists in the 
community with those unemployed not having the skills and educational requirements 
necessary to fill the vacancies.  
 
In response to the lack of job applicants in even entry-level positions, the White Earth 
Reservation increased the minimum wage throughout Tribal entities to $16.00 per hour, 
effective March 2021.  This compares to the State of Minnesota minimum wage of $9.86 and 
the federal minimum wage of $7.25. 
 
In the strategic planning process, a team was formed to start planning for new trade and 
medical certificate programming. As with most goals, the plan quickly shifted into more than 
just trades and medical certificates. A consultant was originally sought to help “prioritize 
certificate courses and create stackable course pathways in a workforce development plan” but 
as conversation began, the project took on a life of its own as connections with various partners 
quickly morphed into conversations of actual training models that could be implemented in a 
relatively short period of time.  
 
The conversations were led by the WETCC President and Academic Dean who highlighted many 
considerations that would be required to effectively add new programming to the College. The 
initial conversations are positive and indicate the timing is ideal to begin new partnerships and 
expand the educational offerings of the College.  
 
It is the intent of this plan to outline the overall goals of the new workforce development 
journey the College is about to embark upon. This document will articulate the underlying 
factors including data-driven decisions and evaluated practices co-developed with partners.  
 
The College will continue to focus on quality academic programming, program coordination and 
sustainability while expanding the current two-year programming to focus on additional 
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educational opportunities to meet the local workforce needs. Taking into consideration the 
changing environment in an unpredictable post-pandemic economy, the College realizes this 
plan must be adaptable to the changing environment. 
 

SITUATIONAL ANALYSIS 
 
WETCC is located in a central location to post-secondary institutions in NW Minnesota. 
Partnerships in place include a Head Start grant with the University of Minnesota – Crookston, 
an MOU with dual enrollment opportunities for students transferring to Bemidji State 
University and articulation agreements with Red Lake Nation College and seven higher 
education institutions within the Minnesota State Colleges and Universities system. 
 
 

 
The Associate of Arts degree currently offered by WETCC is a general education degree. Data 
from the most recent Academic Master Plan indicates over the last four academic years less 
than one-half (47%) of the graduates transferred to a four-year university after graduating from 
WETCC.  
 
Workforce Development can consist of a variety of programming to provide upskilling or 
reskilling that focuses on a specific skill or skill set needed to perform a job. The target audience 
for this programming can include individuals who are not yet in the job market, new hires or 
newly promoted employees, and employees affected by changes in management, technology 

Figure 2: Surrounding higher education institutions 
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or responsibilities likely need job training first. The goal of providing workforce development is 
to strengthen the talent pipeline in the area served by the College.  Educational programming 
opportunities under consideration include:  
 

Career education: vocational training for a specific job field where students learn the 
tools of an occupation, typically through hands-on training. 
 
Apprenticeship programs: training programs that combine on-the-job work experience 
with technical or classroom study.  
 
Certificate programs: short-term, professional certifications designed for specific 
busines needs and may be accredited or not.  
 
Diploma programs: more in-depth than a certificate program, but usually completed 
under one-year to provide more technical or hands-on experience in a specific field.  
 
Stackable programs: including both certificate and diploma programs that may be a 
building block toward continuing education.  
 
K-12 career pathways: in conjunction with area high schools to prepare students to 
meet the job demands aligning with area needs. 
 
Career exploration, internship and job placement: in conjunction with the White Earth 
Reservation 477 department to provide career exploration activities and hands-on 
practical experience.  
 
Credit for Prior Learning: credit for student’s knowledge and expertise developed 
outside of the classroom through life and professional experience, as long as the 
knowledge and skills are determined to be equivalent to college-level learning, 
considering Minnesota State’s Credit for Prior Learning Assessment Network (C-PLAN)  

 
Experiential Learning: opportunities for students to have the ability to have first-hand 
exposure to business and industry workplaces and the activities that cannot be 
replicated in campus settings.  
 
Competency-Based Education (CBE): to acknowledge the unique backgrounds and 
experience students already have, CBE can be tailored to meet different learning 
abilities allow students to start a learning level they are ready for through direct 
assessment or course/module-based assessment.  
 
Two-Plus-Two programs: in conjunction with area higher education institutions to bring 
their educational opportunities to this community, allowing students the opportunity to 
gain a four-year degree while not leaving the reservation.  
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Online expansion of programming, pending a HLC Substantive Change Application for 
consideration of Distance Education.  

 
As the workforce development efforts evolve, WETCC will focus on being responsive to assist in 
filing workforce gaps for the area job market. This will require flexibility and no one-size will fit 
all. WETCC is adept at serving non-traditional students who are typically older than average and 
are deciding to further their education while maintaining work, family, and life obligations.  
 
The effects of the global COVID-19 pandemic must also be considered - we must be alert to the 
short- and long-term changing workforce environment caused by the pandemic. RealTime 
Talent reports in the first five and a half months of the economic impact of COVID-19, 928,038 
Minnesota residents applied for unemployment insurance – about 29% of the state’s employed 
workforce in the first quarter of 2020.  
 

RESEARCH AND DATA SUMMARIES 
 

WETCC STUDENT DATA 
 
Internally, WETCC has analyzed data on students who attend the College. This 
data is consistent with other community colleges which highlight a 50-mile 
radius for student attendance (see the Strategic Enrollment Management Plan 
- SEMP).  
 
Internally WETCC data on the student body indicates a majority of students come from the 
communities of Mahnomen, Waubun, Naytahwaush, White Earth and Ogema areas. The 
student body continues to be primarily female (averaging over 65%).  Over 70% of the students 
are American Indian and the average age of a student is approximately 33 years of age.  
 
Researching the local job market is a critical component of designing the plan for expanding the 
academic programming of WETCC.  However, this proved to be a difficult task. Information 
specifically on the White Earth Reservation is difficult to gather due to the fact various agencies 
tracking workforce data do not consider the reservation as a whole as one region or area. Much 
data is collected by counties, in which case White Earth Reservation includes the entire 
Mahnomen County and a portion of Becker and Clearwater counties. In some cases, regional 
agencies split data collected on the reservation, such as the regional development commissions 
where Headwaters Region 2 includes Mahnomen County and Clearwater County, but Becker 
County is in West Central Region 4.  
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WHITE EARTH COMPREHENSIVE ECONOMIC DEVELOPMENT STUDY 
 
The White Earth Reservation’ mission is “to preserve, promote, and 
enhance our quality of life.” White Earth completed a Comprehensive 
Economic Development Study (CEDS) in 2014 with the goal “to bring 
prosperity to the White Earth Nation.”  
 
According to the 2014-2018 CEDS from White Earth Reservation, in 2010 the population of the 
reservation was approximately 9,562 with Mahnomen being the largest community on the 
reservation (population 1,214).  Population in the three counties (Mahnomen, Clearwater, and 
Becker) has slowly increased since 1960.  
 
Labor data from this report indicates there were 4,668 people in the labor force in 2011 (an 
increase of 17.6% from 2000) with 4,041 people employed. An additional 2,647 people are 
recorded as “not in labor force.”  
 
The median income of all tribal households was $37,413 which was significantly lower than 
Minnesota’s statewide median household income of $58,476. Poverty is a persistent problem 
affecting the health and well-being of the entire community with an average of 25% of the 
population and 35% of the children living in poverty.  
 
The educational attainment of residents is captured in the report: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Notable comments: While the White Earth CEDS provides valuable data, the report is outdated. 
Additionally, the reservation includes a high number of discouraged workers that were not 
participating in the labor force, perhaps as high as 50%. 
 
 

Figure 3: Educational Attainment on White Earth Reservation 
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WETCC COMMUNITY SURVEY 
 
In preparation for the strategic planning process, a community survey was 
conducted through the Anishinaabeg Today, the monthly newspaper that is 
distributed to every household on the White Earth Reservation as well as 
mailed to many Tribal Members who live off the reservation. This survey had 
180 responses and highlights include:  
 
 85% of respondents were female 
 44% were 51 years of age and over 
 51% were Native American (42% enrolled White Earth Members) 
 29% were affiliated with the Mahnomen Community 
 27% had an Associate Degree, 19% a Bachelor’s, 7% a Master’s, and 3% Doctorate 
 52% were not employed in their field of study 
 48% have not attended a workshop or class at WETCC 
 78% were employed full-time, of which 60% were employed by White Earth Reservation 
 29% were earning over $50,000/year 
 

The strongest weighted averages for categories of opportunity include: 
4.07 Classes/Training around computers & technology 
4.02 Workshops (a couple hours or a couple days) 
4.02 Obtain a bachelor’s degree 
3.98 Vocational Training (1 year or less) 
3.97 Obtain an Associate Degree 
3.97 Attend classes in the evening 
3.96 Certificate Training 
3.91 Classes/Training around reading/writing skills 
3.83 Classes/Training around education/teaching 

  
The lowest category was the opportunity to participate in athletics (2.58).  

 
Respondents picked five job areas they felt would benefit the reservation, the top five 
selected include: 

1. Human Services (29.89%) 
2. Mental Health Counselors (27.01%) 
3. Chemical Dependency Counselor (25.29%) 
4. Building Trades/Construction (24.71%) 
5. Practical Nursing (20.11%) 

 
The least interests were in performing arts (0.57%), Sales (1.15%), production 
operations (1.15%) and retail (1.72%).   

 
Notable comments: While the survey provided good feedback and we were pleased with the 
overall results (180 respondents), it is a small percentage of the overall population.  
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MINNESTOA DHS – BLS  
 
The Minnesota Department of Human Services provided the College with 
labor statistics from the Bureau of Labor for the counties with which White 
Earth Nation shared land base (Mahnomen, Becker, and Clearwater) as of 
the fourth quarter of 2019:  
 
The top number of firms: 

1) Construction 
2) Retail Trade 
3) Other services 

 
In this report, the largest growth in the number of firms over the year included: 1) the 
construction field, 2) professional and technical services, and 3) wholesale trade.  Sub-
industries were selected from the three top level industries with the largest average number of 
employees: 

1) Gasoline stations 
2) Executive, legislative and general government 
3) Building material and supplies dealers 
4) Administration of environmental programs 
5) Other motor vehicle dealers 

 
The areas with the largest average number of employees: 
1) Manufacturing 
2) Retail trade 
3) Public Administration 
4) Accommodation and food services 
5) Construction 
 
The unemployment rate throughout Minnesota was reported at 9.8%, Becker County was at 
10%, Clearwater County at 13.5% and Mahnomen County at 17% (pre-pandemic).  
 
Notable comments: The MN DHS data is important but outlining the firms within the area isn’t 
as helpful as outlining the actual occupations needed in the area.  
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MINNESOTA DHS – EMPLOYABILITY MEASURES 
 
Minnesota DHS Policy Specialist conducted specialized research for the 
employability measure of the White Earth Reservation.  The measure is a 
series of questions related to different areas that could be constraints or 
strengths in finding employment.  
 
Each question is connected to a Likert type scale, with 1 indicating a constraint, 5 indicating a 
strength, and 3 being in the middle. The percent of responses per question was mapped out 
based on the sentiment of the responses. Respondents were people from the White Earth 
Reservation who receive Minnesota’s public assistance program (MFIP, TANF, SNAP, etc.). 
Answers of 1 or 2 are negative while 4 and 5 are positive.  
 
In this report families receiving public assistance on the White Earth Reservation indicate 
financial and transportation constraints greater than other areas, which is indicative of the high 
poverty in the area. Education is a strong component of both categories.  
 

 
     Figure 4: MN DHS Employability Measure 

Notable comments: This data only includes people who are receiving public assistance. 
Considering there is a high percentage of the population (possibly up to 50%) that are 
“discouraged workers”, it is important to consider the known barriers to employment as those 
barriers are highly likely to be the same barriers for student completion rates.  
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HRDC REGIONAL PROFILE 
 
The Headwaters Regional Development 
Commission (HRDC) is one of the regional 
economic development commissions in Minnesota. They serve a five-county area including: 
Beltrami, Clearwater, Hubbard, Lake of the Woods, and Mahnomen. HRDC has conducted a 
regional profile in May 2020 with highlights as follows:  
 
The population has increased so far this decade in region 2 due to more births than deaths from 
2010-2018 as well as a net in-migration in the area. The region is expected to continue to grow 
through 2030 with those aged 75-84 anticipated to increase by 3,191 people and those aged 
25-34 expected to increase by 1,353 people.  Decreases are projected in those aged 55-64. 
 
Educational attainment in region 2 is behind the state averages, while 67.1% of the state has 
some college education, only 59.4% of this region reports some college education.  
 

 
Additional highlights of this report: 
 

• Labor force estimates indicate the number of workers in region 2 have been increasing. 
Between 2004 and 2009 there was a 10.2% increase. However, the unemployment rate 
is at 5% as compared to 3.2% for the state and there were 2,157 unemployed workers.  
 

• The labor force participation rate is 73% for ages 55-64, 87% for ages 45-54, 89% for 
ages 25-44, 84% for ages 20-24, and 53% for ages 16-19.  Only 59% of the American 
Indian population is in the labor force.  

 

• Occupational data was compiled in this report indicating region 2 had the 2nd lowest 
median hourly wage of the 13 economic development regions in the state. Wages were 

Figure 5: HRDC Educational Attainment 
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highest for management occupations ($38.77) and lowest for food preparation and 
serving related jobs ($11.92). There were an estimated 1,420 management positions 
representing 4.4% of the total jobs in the region. Most of the employment in the region 
was centered around office and administrative support positions (14.4%) and education, 
training and library occupations (12.6%).   

 

• Job vacancies indicated 1,351 posted by employers in the 2nd quarter of 2019 “indicating 
extensive opportunity in the region.” Production had 159 openings, protective services 
146, construction 120, and office and administrative support 105.  

 
The HRDC region 2 is projected to see a 4.2% increase in employment over the next decade, in 
addition to new jobs created, there will be a much larger number of exit openings.  The 
demands projected: 
 

 
Notable comments:  While this information is valuable, it does include a broad geographical 
area, including the city of Bemidji with a population of over 15,000 which exceeds the entire 
population of the White Earth Reservation as a whole.  

Figure 6: HRDC Regional Occupational Employment Projections 2016-2026 
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U.S. BUREAUOFLABOR STATISTICS 
 
The United States Bureau of Labor Statistics 
(BLS) available data was compiled prior to the COVID-19 pandemic. Data from the BLS website 
indicate nonfarm employment experienced a loss of 14.7 million jobs between February and 
June 2020 with the hotel industry, air transportation, and food services and drinking places 
experiencing the largest percent changes in employment; grocery stores actually experienced 
an increase.  
 
BLS has prepared two alternate models to project the potential impact of the pandemic: 
 

MODERATE IMPACT SCENARIO 
 
In the moderate impact scenario, increased telework is the primary force of economic change 
and has both direct and spillover effects. With more employees teleworking, the need for office 
space will decline, and so will nonresidential construction. Spending for employee trips to offices, 
including commuting costs, business travel, and lunchtime restaurant spending, are all lower 
here than in the baseline projections. 
 
In addition, several industries and occupational groups are projected to see increased demand in 
the moderate impact scenario. Increased telework will drive demand for information technology 
(IT) and computer-related occupations, particularly those involved in IT security. Changes in food 
consumption as a result of lower restaurant spending will lead to more spending at and 
employment in grocery stores. Public demand for better prevention, containment, and treatment 
of infectious diseases is also expected to lead to increased scientific and medical research 
funding. 
 
STRONG IMPACT SCENARIO 
 
In the strong impact scenario, the changes detailed for the moderate impact scenario remain, 
although the consumer and firm behaviors associated with them are amplified. Consumer 
preference for avoiding interpersonal contact leads to further declines for restaurant dining, 
travel, and accommodation. Telework continues to expand, leading to further gains for 
associated IT support positions. Additionally, people’s desire to avoid large crowds leads to 
declines in employment demand for industries that depend on large gatherings, including live 
sporting events, theaters, and concerts. Further efforts to avoid interpersonal contact also led to 
more virtual services than in-person services, including telehealth, and to the automation of 
many in-person customer service positions. 

 
BLS uses six interconnected steps, each based on a different model and different assumptions 
to project the job market.  
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Figure 7:  BLS Job Market Projection Model 

 
Because the pandemic is still unresolved, future job demands are unpredictable at this time as 
consumer behavioral changes will be dependent upon the stages of the pandemic.  
 
Notable Comments: The pandemic leaves a high level of uncertainty about the future job 
demands.  
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REALTIME TALENT 
RealTime Talent is an employer-led public-private 
collaborative focused on aligning Minnesota’s workforce. 
RealTime Talent partners with K-12 education, post-
secondary education, industry associations, community-
based training organizations, and the public  
sector to ensure students and jobseekers have the skills and experience needed to grow in 
high-demand opportunities.  
 
RealTime Talent reports Minnesota is facing a significant shortage of workers overall in the 
state with as little as 0.3% average annual employment growth projected between 2018 and 
2025.  It is believed Minnesota’s shortage of talent will impact economic growth in the near 
future. The total talent shortage projected for 2025 is 317,000.  
 
Jess Niebuhr, Senior Manager for Strategic Partnerships for Minnesota State Colleges and 
Universities assisted WETCC in drilling down on the data to identify more details impacting NW 
Minnesota. 

Among the sample of 10,000 local businesses, the industries with the largest number of 
establishments are: 1) Full-Service Restaurants, 2) Multifamily Housing Construction, 3) Individual 
and Family Services and 4) Elementary and Secondary Schools. There is also a high volume of small 
business in the region (10% have just ten employees) and about 65% of all regional businesses 
have been in business for ten or more years. 

Occupation Surplus and Gaps forecast demonstrates careers anticipated to be in short/over 
demand in the next five years.  
 

Figure 8:  RealTime Talent Occupation Surplus and Gaps Forecast 
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Data was reviewed to project the ten-year forecast for the fastest and slowest growing 
occupations.  
 
 
 

  

Figure 9:  RealTime Talent Ten-Year Forecast Growing Occupations 
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A snapshot of the top ten skill and certification gaps indicating occupations where supply 
shortfalls are within NW Minnesota in September 2020. 
 

 
      Figure 10: RealTime Talent Top Ten Skill and Certification Gaps 

 
 
Notable comments: The data is representative of the entire NW Minnesota region, which may 
or may not be representative of the White Earth Reservation.  
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CHMURA 
Labor market data was reviewed from Chmura via 
data provided by Jess Niebuhr, Senior Manager for 
Strategic Partnerships for Minnesota State Colleges 
and Universities.   
 
The Economic Vulnerability Index is a measurement developed by Chmura Economics to 
estimate the negative impact the coronavirus crisis can have on employment based upon a 
community’s mix of industries. Accommodations and food services are projected to lose more 
jobs as a result of the virus as compared to utilities and education services which had mild or no 
job contractions in most cases. Overall, the index measures the possible impact in a community 
dependent upon the local industry mix – it does not take into account variation due to a 
region’s rate of viral infection, health services, policies, or other considerations.  
 
According to Chmura Economics, “the average Vulnerability Index score is 100, representing the 
average job loss expected in the United States. Higher scores indicate the degree to which job 
losses may be greater – an index of 200, for example, means the rate of job loss can be twice as 
large as the average.” In NW Minnesota, Mahnomen County may have nearly 54% higher job 
losses than the national average. 
 

 
               Figure 11: CHMURA Economic Vulnerability 

 
Accommodation and Food Services and Arts, Entertainment, and Recreational industries have 
been hardest-hit by the impacts of COVID-19. In fact, losses as high as 60% are anticipated 
short-term impacts in both of these industries. An estimated 14% of local occupations by 
industry in the NW are vulnerable to the immediate-term impacts of COVID-19.   
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Figure 12: CHMURA Short-Term Industry Vulnerability 

 
Overall, impacts of COVID-19 have been expected to be sharp and short, with an eventual 
return to the forecasted trends anticipated prior to the impact of the virus. Future growth in 
jobs in the region is forecasted to be flat under official forecasts by the Bureau of Labor 
Statistics and the MN Department of Employment and Economic Development, at 0.0% annual 
growth forecast through 2025.  
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ADDITIONAL OPPORTUNITIES 
 
Prior to the pandemic, White Earth Reservation was the largest employer in NW Minnesota 
with over 800 employees filling various service roles with the Tribal government and over 900 
employees at the Shooting Star Casino, Hotel & Event Center. Tribal departments had been in 
communication with WETCC regarding the inability to fill positions, some positions which 
impacted their revenue opportunities.  
 

• Child Care positions – a lack of childcare in the area creates a situation where parents 
are not able to work.   
Comment: A recent Pathways to Prosperity grant offered the Child Development 
Associate (CDA) training.  A free training was offered. The first class was cancelled due 
to low participation (1 participant).   
 

• Head Start positions – The US Office of Head Start requires head start staff have specific 
qualifications based the position they hold. 
Comment: A current Head Start Pathways grant is helping to fulfill this need.  

 

• Tribal Court Advocates – The White Earth Tribal Court is seeking a short-term training 
program to add Certified Court Advocates to options for client support.  
Comment: This is a short-term training program that could expand billable services for 
the Tribal government.  
 

• Ojibwe Language Instructors – The White Earth Reservation has expressed an interest to 
begin a new Ojibwe Language immersion K-12 school on the reservation, but the 
reservation does not have enough speakers and not enough teachers to pursue the 
idea.  
Comment: Ojibwe language aligns well with the overall mission of WETCC. 

 

• Business Office Support – The White Earth Reservation has expressed concern over the 
lack of skills available in the community for front line administrative support staff such 
as hotel front desk clerks, receptionists, and administrative assistant.  
Comment: This program could be developed relatively easy as most required courses 
are already being offered at WETCC.  
 

• Health Care positions – health care is in demand throughout the entire US at this time, 
the need was accentuated during the pandemic.  
Comment: The Pathways to Prosperity grant has offered CAN and EMT training 
opportunities.  

 

• Teachers – With eight distinct school districts serving the reservation, qualified teachers 
in the area is a concern, especially Native American teachers.  
Comment: A two-plus-two program completed in 2018 resulted in no new teachers.  
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• Trades – much community support has been voiced on offering trades programming 
which is not available on the reservation.  
Comment: WETCC has not offered a trades program in the past and recognizes the need 
to increase programming that would attract a more diverse student body.  
 

• PSEO Options – Postsecondary Enrollment Options (PSEO) in Minnesota allow students 
in 10th, 11th, and 12th grades to earn college credit while still in high school. Minnesota 
legislation also allows student to enroll in a career and technical education course 
through PSEO options.  
Comment: High school dropout rates are higher than average for native students on the 
reservation, reported as more than double the state average in the White Earth CEDS.  
 

• Technical/Vocational Training – Shorter-term technical training programs do not require 
the general education programs found in the AA degree.   
Comment: Shorter term academic programming focused on job skills may lead more 
students to pursue further educational opportunities.  
 

• Peer Recovery Support – The Tribal Behavioral Health program is in need of non-clinical 
peer support training to increase the number of employees that can engage, educate, 
and support individuals in recover.  
Comment: This is a short-term training program that could expand billable services for 
the Tribal government. 

 

COVID-19 
 
The world-wide COVID-19 pandemic has had negative impacts on most industries, educational 
institutions are not exempt, and the number of people who have been (and continue to be) 
impacted will undoubtedly impact the overall job market going forward.  While the pandemic is 
not over yet, the White Earth Reservation has been leading not only the state, but the entire 
nation in early vaccinations.  
 
Food and beverage serving workers and construction trades workers had the most applicants 
for unemployment in Northwest Minnesota since the beginning of the pandemic, representing 
nearly 16% of all applications, or a total of 6,705 workers. These two occupation groups account 
for 9.4% of total employment in the NW area.  
 
By demographic, employed NW Minnesota residents between the ages of 20 and 44 years had 
their careers disproportionately negatively impacted by COVID-19, applying for unemployment 
insurance at higher rates than would be expected based on the overall share of all workers they 
represent. In the NW, there is a greater share of people under the age of 34 in high contact-
intensity roles than when compared to overall employment across all occupations. Individuals 
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in these groups may be more likely to be exposed to the virus in their place of work, or 
experience layoffs associated with the pandemic due to their close proximity with the public.  
 
The student head count at WETCC increased slightly during the pandemic. Staff transitioned 
from office to telework, and students transitioned from the classrooms to the Internet back and 
forth as needed depending upon what the positive COVID-19 numbers during the pandemic. 
The lasting effects of the pandemic are yet to be determined, creating a situation where it is 
imperative the College remain up to date on the internal and external environment.   
 

KEY FINDINGS 
 
White Earth Tribal and Community College is one of four Tribal Colleges (TCU) in Minnesota and 
one of 35 throughout the United States.  The American Indian Higher Education Consortium 
(AIHEC) reports that in addition to providing access to quality, low-cost higher education, 
investments in TCUs are a proven and solid investment: for every $1 invested in TCUs, the 
return is at least $5.20 annually, according to an independent study. 
 
WETCC has grown in size, more than doubling since 2017 to a record student head count of 151 
when the Spring 2021 semester began (census count was 145). The financial situation of the 
College is healthy, and the new strategic plan has directed the College to expand programming 
to better serve the community.  
 
The COT has prioritized the focus of academic programming by adding workforce development 
and customized training to the two-year AA degree program.  
 
Recognizing the job market remains very unpredictable at this time, WETCC must remain 
watchful for changing internal and external conditions in order to ensure any new programming 
not only meets the needs of the local community but is also meeting the needs of the College. 
As the College proceeds with expanding into workforce development opportunities, some items 
of consideration will remain in the forefront: 
 

• The AA degree currently offered is focused on general education and liberal arts 
designed to give a student the first two-years of a four-year degree, less than 50% of 
graduates actually further their education after graduating from WETCC. 
 

• The State of Minnesota Pathways to Prosperity grant has allowed the College to 
experiment with training opportunities (see infographic in Appendix B). 
 

• The job market in the rural area is very delicate. With a sparse population, the job 
market could become saturated very easily, rendering a training program inefficient. 

 

• The need for students to be able to receive financial aid.  
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• The need for employers to find qualified employees.  
 

• WETCC is a small school with limited resources, student counts must be adequate to 
ensure a program is viable. 
 

• The local job market is vast requiring various skills and educational demands. 
 

• Expertise required for starting new training programs is limited at the College.  
 

• A significant investment in new educational opportunities would be difficult. 
 

• Stackable credentials could start students in a short program and expand into more 
education. 
 

• Competency based education (CBE) could allow students to complete programs at their 
own pace as they are able to demonstrate mastery of specified knowledge or skills. 
 

• Credit for prior learning opportunities are already offered by the College, more 
education on the process could further benefit students. 
 

• Accreditation standards must be maintained. 
 
The COVID-19 pandemic significantly changed the workforce dynamics, with anticipated long-
term impacts that are yet to be realized. The area experienced high unemployment during the 
pandemic and as businesses slowly re-opened, the inability to hire qualified applicants was 
even more exemplified.  
 

WORKFORCE DEVELOPMENT GOALS 
 
After reviewing the Higher Learning Commission (HLC) requirements for certificate programs 
and speaking with the HLC Liaison for the College, in order to maintain appropriate 
accreditation requirements, WETCC can begin offering certificate programs as long as less than 
50% of the courses for a certificate are new courses. Exceeding the 50% requirement will 
require an HLC Substantive Change Application before implementation.  
 
Based on the accreditation requirements, the current course offerings, and the immediate 
workforce needs of the White Earth Reservation as the entire world starts to recover from the 
COVID-19 pandemic, the priorities to research have been established as: 
 

1) Ojibwe Language Certificate – The White Earth Reservation aspires to begin an Ojibwe 
Language Immersion school, however, the lack of teachers available and the fact no 



 

2021 Workforce Development Plan                                                                                                                             pg. 25 

training programs are available in the immediate area make can make this an 
opportunity to pursue. 
 

2) Business Office Certificate – The White Earth Reservation is the largest employer in the 
region, taking into consideration the Shooting Star Casino, Hotel, and Event Center. 
Providing computer skills for an office setting would help to meet vacancy rates in office 
administrative positions such as: hotel front desk clerk, customer service representative, 
greeter, receptionist, and an administrative assistant. 

 
3) Trades – It is anticipated the need for trades (carpentry, electrical, HVAC) will increase 

as the region recovers from the pandemic, yet no training programs are available in the 
area. 
 

4) Human Services areas are in high demand according to the data compiled. There is a 
need for peer support to help the programs operated by the Tribal government, many 
of which are billable positions that could generate revenue for the Tribe if training was 
provided.  

 
Training programs in the above priorities are currently not offered locally. As evidenced by the 
surveys and data compiled and compared with the courses offered at WETCC now, there are 
opportunities that could be started in the near future while the College determines the capacity 
and accreditation requirements for adding more in the future.  
 
In conformance with the 2020 Strategic Plan, the initial Implementation Sheets are included 
with the Workforce Development Plan (Appendix A). As progress is made, the Implementation 
Sheets will be updated accordingly and incorporated as a component of this plan and the 
organizational Strategic Plan.   
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Accomplishment/Objective 

 
Special Considerations  Collaborators  Team 

 
This needs to be in conjunction with the new strategic 
planning process 
 
 
 

  
The team will 
need to be 
expanded as 
decisions are 
made along the 
way 

 Brian 
Lorna 

    

Resources Needed: 

*Time 
 
 

  Champion: 

Brian 

Facilitator: 

Brian 

 

KPI: 

4 new partnerships with higher education institutions to consider workforce development 
opportunities 

 
  

Goal 1 
Initiate at least four new partnerships with area higher education institutions to discuss workforce 
development options by January 31, 2022. 
 
 
 
 

 
 
 

Implementation Steps When Who 

 

Identify potential partners.  12/31/2020 Brian & Lorna 

 

Schedule meetings and establish relationships with 
potential partners. 

ongoing Brian & Lorna 

 

Identify areas of interest that could be potentially 
pursued with partners. 

06/30/2021 Brian & Lorna 

 

Start the planning phase of adding new 
programming in conjunction with partners 

09/30/2021 Brian 

 

   

Appendix A: Strategic Implementation Plans 
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Accomplishment/Objective 

 
Special Considerations  Collaborators  Team 

 
Programming cannot be determined until HLC 
criterion is understood 
 
 
 

 Will expand as 
needed 

 Brian 
Lorna 
Kim 

Cabinet 
Jen 

 
    

Resources Needed: 

 
Marketing needs a unique perspective as we want 
everyone to know this is a new and exciting 
opportunity 
 

  Champion: 

Brian 

Facilitator: 

Brian 

 

KPI: 

Two new certificate or degree programs will be made available beginning Fall 2021. 

  

Goal 2 
Start two new certificate or degree programs by Fall 2021 in addition to the Ojibwe Language 
certificate already in progress.  
 
 
 
 
 

 
 
 

Implementation Steps When Who 

 

Seek HLC guidance to ensure accreditation criteria 
is maintained. 

12/31/2020 Brian 

 

Identify certificate or degree programs that can be 
added within the confinements of accreditations, 
Review with Cabinet, approve by COT 

06/30/2021 Brian & Lorna 

 

Finalize degree pathway for new programs and 
identify assessment criterion to ensure data-driven 
analysis 

06/30/2021 Brian 

 

Announce new programming and begin marketing 
efforts to recruit new students 

07/01/2021 Brian 
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Accomplishment/Objective 

 
Special Considerations  Collaborators  Team 

 
Programming cannot be determined until HLC 
criterion is understood 
 
 
 

 Partners to be 
determined 

 Brian 
Lorna 
Kim 

Cabinet 
Jen 

 
    

Resources Needed: 

 
Marketing needs a unique perspective as we want 
everyone to know this is a new and exciting 
opportunity 
 

  Champion: 

Brian 

Facilitator: 

Brian 

 

KPI: 

Four new certificate or degree programs will be made available for Fall 2022 

 

 

Goal 3 
Start three new certificate or diploma programs by Fall 2022 in addition to the programs that should be 
in place by Fall 2021. 
 
 
 
 
 

 
 
 

Implementation Steps When Who 

 

In conjunction with partners identified, determine 
new programs to focus on 

09/30/2021 Brian & Lorna 

 

Support decisions with data, review programming 
with Cabinet. 

10/31/2021 Brian 

 

Finalize degree pathway for new programs in 
conjunction with partners and identify assessment 
criterion to ensure data-driven analysis 

12/31/2021 Brian 

 

 Announce new programming and begin marketing 
efforts to recruit students 

05/30/2021  Brian 
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Accomplishment/Objective 

 
Special Considerations  Collaborators  Team 

 
Costs will be considered in conjunction to pros and 
cons to ensure WETCC gets the best outcome 
 
 
 

  
Other resources 

 Kim 
Brian 
TBD 

 

    

Resources Needed: 

 
FY23 budget impact 

  Champion: 

Kim 

Facilitator: 

Brian 

 

KPI: 

New career exploration tools implemented by fall semester 20202 

 
  

Goal 4 
Research and identify career exploration tools that can be implemented by Fall semester 2022. 
 
 
 
 
 

 
 
 

Implementation Steps When Who 

 

Identify potential sources. 07/31/2021 Kim 

 

Research sources, identify pros / cons 09/30/2021 Kim 

 

Create recommendation with anticipated budget 
needs  

10/31/2021 Kim with Brian 
approval 

 

Submit budget request to add new tools 05/31/2022 Brian 

 

Create SOPs to implement new career exploration 
tools  

07/71/2022 Kim 
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Accomplishment/Objective 

 
Special Considerations  Collaborators  Team 

 
Area labor-market data and research 
Student outcome data 
 
 
 

 This will be 
determined as a 

part of the 
outcome 

 Brian 
TBD 

    

Resources Needed: 

 
Meeting expenses will need to be budgeted for FY22 
 

  Champion: 

Brian 

Facilitator: 

Brian 

 

KPI: 

Convene the first Workforce Advisory Committee Meeting by 12/31/2021 

 
 

  

Goal 5 
Create an advisory committee of internal and external stakeholders to assist with workforce 
development activities by December 31, 2021. 
 
 
 
 
 

 
 
 

Implementation Steps When Who 

 

Determine and document role of Workforce 
Advisory Committee – identify membership 

08/30/2021 Brian 

 

Approval of Advisory Committee from President 09/30/2021 Brian 

 

Initiate Workforce Advisory Committee  12/31/2021 Brian 

 

Conduct orientation of Workforce Advisory 
Committee 

02/28/2022 Brian 

 

Initiate Committee 03/31/2022 Brian 
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Appendix B: Customized Education Infographic 
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