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Owning the Talent Pipeline:
How WA Banks are Building Their Workforce o

The financial services industry in Washington state is growing: the sector
employs about 163,000 people (an 11% increase since 2015), including about
15,000 banking employees. With growth has come the need to diversify the
industry’s workforce and address gaps in professional, communications,
problem-solving, and teamwork skills.

The Washington Bankers Association (WBA), which represents the state’s
banking employees, is partnering with education and training systems to turn
employer talent demand into aligned workforce solutions for its members. With its
broad membership across the state and decades-long track record

of supporting industry-driven training, the association was well-

positioned to lead and scale finance training pathways. A\

The financial services
industry in Washington

. . : state is growing:
Industry Need: WBA reports high demand for client the sector employs about

relationship positions, credit analysts, branch managers, 163,000 people—an 11%
and customer service representatives. Each of these positions increase since 2015.
requires specialized certificates and offers a wide range of

advancement opportunities.

However, the banking industry faces two significant challenges.

First, employers are struggling to find entry-level employees with necessary skills, and providing
remedial training for new hires is expensive. Second, the industry is seeking to diversify its talent pool
across racial and socioeconomic demographics.

With these needs in mind, the association saw an opportunity to take stronger ownership of the sector’s
talent pipeline, rather than relying on outside entities for recruitment and training. “Own and stabilize
your talent pipeline,” said Duncan Taylor, WBA president & CEO.

Industry-Driven Solution: with its credibility and full
sector vantage point, WBA secured state funding through
Career Connect Washington to serve as the sector leader for “WBA has formally
finance. The association identified both member needs (noted established workforce
above) and effective programs already operating in schools development as a

and training organizations. In partnership with K-12 agencies, core mission of the
districts, and schools, WBA worked to embed programs within association. Moreover,
state education frameworks, enabling statewide scale of we have taken the most

. . , . : significant step toward
foundational finance sector skills and opportunities for high creating truly inclusive

school students to complete industry credentials. “Moving our pathways to employment
talent pipeline more upstream” is a key element of the sector’s in the finance sector in
efforts to diversify its talent pool, Taylor says. our 135-year history.”

— Duncan Taylor,

WBA also brought a well-regarded training nonprofit .
WBA President & CEO

(Careerwork$) in-house because of the value the training
affords association members.
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How They Did It:

The association has built a multi-stage talent development ecosystem that both engages
students in high school and supports career changers and adult learners. This ecosystem
helps employers build a more prepared, diverse, and community-connected workforce.

Talent Pipeline
Phase

Awareness &
Exploration
(High school)

Entry-Level
Preparation
(Young Adults)

Upskilling &
Advancement

Why it Matters:

Finance Sector
Program(s)

BankWork$ Academy

Gesa High School
Credit Union

BankWork$
ReadyWork$

(both administered by
WBA via CareerWork$)

Ongoing training
through WBA

Overview

Introduces high school students
to the banking sector through
coursework and hands-on
experience, including job
interviews with banks and

the opportunity to work in a
student-run credit union.

Eight-week training for

young adults that includes
classroom instruction, guest
speakers, job fairs, and career
readiness coaching.

Exposure to career paths and
new certifications depending
on employee interest and skill.

Potential ROI
for Employers

Sector and brand
visibility with students
and families. Early
connection builds
industry awareness
and student interest.

Access to trained and
motivated entry-level
candidates from diverse
communities. Helps
reduce time-to-hire and
onboarding costs.

Builds loyalty and retention
among new hires—critical

for institutional knowledge
carryover and future
succession planning.
Employers shape future
workforce and reduce turnover
at early-career levels.

Developing career pathways for young people gives employers a significant opportunity to
build sustainable, skilled, diverse talent pools. Finance employers can ensure students learn
the skills needed for success and have a ready pool of talent from which to hire. Additionally,
WBA's sector leadership and coordination enables a much lower barrier to entry for individual
employers to participate.

WBA's efforts to integrate skills training and credential completion into high schools is nascent,
but the association is taking a long-term view. The need for well-trained entry-level employees
is high, as is the imperative to better serve more customers through a diversified workforce.

“By aligning sector skill needs with state curriculum frameworks, we’ve taken an important
step to deliver well-trained candidates to employers in the finance sector. There is broad
excitement among our employers to hire candidates who both want to work in the finance
sector and who enter the workforce on day one ready to work for a financial institution.”
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— Duncan Taylor,
WBA President & CEO



How Industry Associations and Employer Cohorts
Can Build Career Pathways

A Step-by-Step Guide

Industry associations like the WBA are uniquely positioned to serve as powerful connectors
between employer needs and education systems. They are trusted and accountable partners
for employers, they offer employers an easier entry point for talent development programs,
and they speak the language of business.

Whether deeply experienced or just getting started, associations can play an essential role in
creating scalable, inclusive career pathways aligned to real workforce demand while easing
the lift for individual employers. The process below outlines a flexible roadmap based on
lessons from WBA's work and other sector-based workforce organizations across Washington.

@ Listen to Your Members
Start by identifying the pain points and talent challenges facing your employer

members. Surveys, advisory groups, orinformal listening sessions can surface common
needs. In WBA's case, the banking industry recognized growing concern about talent
gaps and barriers to entry, especially for young adults from diverse backgrounds.

Tip: Focus on workforce needs that are urgent, shared, and solvable through early talent strategies.

@ Translate Workforce Needs into Action

Turn what you hear into clear priorities for alignment and scale with existing programs,
or developing new ones. Priority focus areas could include in-demand occupations,
essential skills, or general sector awareness. Associations don’t have to do this alone:
WBA partnered with CareerWork$ to offer BankWork$, a proven training model that
addressed sector needs with a focus on equity and access.

Tip: Find or adapt existing programs before building new ones from scratch.

@ Build Strategic Partnerships

Strong partnerships amplify your impact, and associations can serve as trusted
intermediaries to build partnerships on behalf of employers. WBA worked with community-
based organizations, training providers, education entities, and Career Connect
Washington to expand reach and greatly ease the operational lift of individual employers.

Associations can offer a clear front door to training programs and partnerships for
time-scarce employers—especially small and mid-sized businesses. By serving as
a trusted point of contact, vetting opportunities, and providing clear action plans,
associations are uniquely positioned to help employers do what only they can do—
provide on-the-job experience and skills development.

Tip: Be the bridge. Make it simpler for members to say “yes” to participating in early talent work.
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A Step-by-Step Guide

®

Start Small and Learn

Pilot efforts with a small group of committed members. Use early programs to test
logistics, gather feedback, and document outcomes. At first, WBA focused on a
handful of employer partners and locations before scaling statewide. This incremental
approach built trust and demonstrated ROI to other members.

Tip: Early success stories are your best recruitment tool.

Communicate Value to Members

As you grow, continue to show how early talent development creates value: filling jobs,
improving community visibility, and/or strengthening internal culture. WBA frames its
work as part of a broader strategy to improve sector diversity, modernize hiring, and
connect with untapped talent pools. Ground your early talent approach in the broader
goals and needs of your sector and members.

Tip: Reinforce how this work aligns with your members’ goals and strengthens your role
as a strategic partner.

Sustain and Scale

Useyourearly winsto go deeper and broader. Thismight mean formalizing partnerships,
hiring dedicated staff, or building out programming across new regions or sub-sectors.
WBA'’s collaboration with CareerWork$ became a sustained statewide program with
long-term funding and strong employer buy-in.

Tip: Sustainability comes from shared ownership and clear roles among employers,
education partners, and the association.

In summary:
It's okay to start small—but start, with your members’ needs at the center.

WBA'’s success shows that targeted efforts aligned with workforce demand can grow into
sector-wide strategies that benefit both employers and communities. By staying close to
member needs and building smart partnerships, associations can create momentum and
value for their members. Whether hosting a conversation or joining an existing initiative, your
leadership can help your employer members navigate talent challenges and shape the future
workforce. You don’t need to do it all—just take the first step.

For more information, contact
Ingrid Stegemoeller,
ingrid@partnership4learning.org
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