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LAURA CASERTANO:  Thank you for joining us today.  Welcome to the IT industry focus call for apprenticeship state expansion and state apprenticeship expansion grantees.  This call is moderated by Wendy Broers, consultant and TA coach with Mayor & Mayor.  The call provides information about what is driving the IT sector's interest in the apprenticeship model, what occupations show great potential for apprenticeship expansion, promising models and partnerships that are working in the sector, and tools and resources to support your work.

WENDY BROERS:  The purpose of the information technology call is to discuss what's driving the sector interests, what occupations show great potential, promising models, partnerships and diversity and inclusion trends and practices.  We'll spend the first half of the call hearing from our guest speakers and then open it up for questions.  So please ask questions throughout the call.  We may not be able to get to all of them, but we will capture all of them and follow up with answers to your questions.  

We'll hear from four speakers today.  I'm so excited.  Shannon Crooks is the lead generation specialist for the Craft Project Grant at Virginia Department of Labor and Industry, the division of registered apprenticeship.  In this role, she works directly with employers and business leaders to develop registered apprenticeship programs in high demand industries.  Shannon developed and implemented one of the first youth registered apprenticeship programs in an urban school division, and she was one of the architects of the Statewide Youth Apprenticeship Initiative, which has now been adopted by the Virginia Department of Education.  

Next, we'll hear from Amy Motzenbacher.  She is the strategic workforce and apprenticeship lead in HR economic development opportunities for Lockheed Martin Corporation.  Amy gives the development and implementation of workforce development initiatives to develop and formalize high quality career pathways that prepare Lockheed Martin workforce of today and the future.

Prior to joining Lockheed Martin, Amy served as Director of Partnerships for Workforce and Career Engagement for Project Lead the Way, where she focused on building partnerships between business and education to develop internships, pre-apprenticeships, apprenticeships and mentoring programs for students across the nation.  

Melaina Howe is our next speaker.  She serves as the apprenticeship coordinator for Lake Region State College in North Dakota.  She's currently focused on registered apprenticeship programs.  Previously, Melaina architected the college's Earn and Learn apprenticeship model, which was developed for community colleges who provide the RTI but also act as intermediaries for themselves or others.  The apprenticeship occupations, a part of that program, include information technology, electronics technician, electro mechanical technician, nursing, social work, and more.  

And finally, we'll hear from Amy Cardell.  She is the vice president of Strategic Workforce Relationships at CompTIA.  She became a true technologist in college when she developed a language translation business using software.  Later, this entrepreneurial spirit led to cofounding and leading the IT services firm, Clever Ducks, where she implemented apprenticeship to grow talent in her region of San Luis Obispo, California.  She then earned a seat on the board of directors at CompTIA, the world's leading IT association for six years, including two terms as chair.  Along the way, she also earned a law degree and joined the California Bar.  Welcome to all four of you.

And right before, just before we hear from the four speakers, I'm going to set the stage with a few key facts about the IT sector and registered apprenticeship.  So just broadly speaking, information technology, it's the use of any computer storage, networking, or other physical or infrastructure devices to create process, store, secure, and exchange all forms of electronic data.

The IT industry is comprised of familiar brands such as Microsoft and IBM and Oracle, and Cognizant.  It can be challenging to quickly grasp what's happening in tech, as we fondly call it.  Fortunately, CompTIA produces an annual cyberspace report that presents a comprehensive set of data to describe net tech employment.  

According to Cyberstates, the tech workforce consists of two primary components represented as a single figure by the net tech employment.  In chat, we'll post the link to Cyberstates.  And if you haven't seen that report, I encourage you to go check it out.  They provide state summaries, and so it's really useful information for you to see what's happening in net tech employment in your state.  

So the two pieces of net tech employment include first, it's the technology professionals.  IT support, network engineering, software development, data science.  Many of these professionals work in tech companies, in fact, 47 percent, but many work in organizations outside of the tech industry and now it's actually more tech professionals work outside of the tech industry than in it.  So 57 – 53 percent work outside of the tech industry.  

The second component of net tech employment are the business professionals that do work for tech companies – HR, sales, marketing.  And slightly more than 34 percent of all net tech employment are non-tech professionals in tech.  So the U.S.  net tech employment totaled an estimated 12.1 million employees in 2019.  It was a gain of more than 307,000 workers over 2018.  

Net tech employment had grown 2.6 percent year over year, and it represents 7.7 percent of the US workforce.  Tech occupations are projected to grow by more than 15 percent by 2028.  Higher than the national average of 10 percent.  And looking beyond those averages, there are certain occupations in tech that are projected to grow at a much faster rate.  For example, cybersecurity analysts projected to grow at over 37 percent.  Software developers, 37 percent, IT specialists, 18 percent, and more.  

So now shifting from the workforce data to what's happening in apprenticeship in tech.  And if you would entertain us, if you know the number of active tech apprentices that you have in your state today, please enter that in the chat for everybody to learn from each other.

So the federal apprenticeship data, which represents data from 25 states, shows that IT represents .7 percent of total active apprentices.  So less than one percent of active apprentices in the US today are in IT.  And the actual total is 2,250.  So the majority of the entry to mid-level tech occupations are apprentice-able.  Sponsors include familiar brands like IBM, Microsoft, Salesforce, Amazon, Google.  

In conclusion, it's helpful to think again of net tech employment as a sum of the technology professionals within the industry and across all industries, as well as the business professionals that are actually working in the IT industry.  With the federal apprenticeship data showing 2,250 active apprentices compared to a technology – technical professional workforce of 8.1 million, we can see the enormous opportunity and critical need to prioritize developing registered apprenticeship programs for tech occupations.  

So now that we've covered some basic facts about the sector, let's shift to hear from our speakers.  So welcome again, Shannon, Amy Melaina, and Amy.  First of all, listen to Virginia State perspective.  Then we'll hear from Lockheed Martin, followed by South Dakota state perspective, and culminating with CompTIA's IT apprenticeship initiative.  So Shannon, I'll turn it over to you.

SHANNON CROOKS:  Hi, good afternoon, everyone.  Thank you so much for having me.  I will do my very best to represent our state's effort in this industry.  So first, I'd like to give everybody a little history about this industry sector.  So IT has been a big target industry for apprenticeship on our staff for a long time, even prior to us onboarding with the apprenticeship state expansion funds.

The sector has been a real challenge for us in the past to penetrate, and mostly that's based on a need.  Tech industries weren't really familiar with the apprenticeship model and we had a hard time convincing them that this could and would work for them.  

So prior to our apprenticeship state expansion grant, our agency had just a handful of successful registrations.  All were pretty relatively small with one or two apprentices registered.  And those programs were really just like computer tech.  Nothing in programing or anything like that.  Mostly like your IT specialists.  We had one with our own state agency for an information security officer, and we even had to find a mentor from another state agency in order for her to get the training that she needed.  

So in comparison, since July 2019, which is the start of our grant funding, we have registered 12 IT companies who have brought on over 60 apprentices collectively, which is great.  And in nine different occupations.  And that number is only continuing to grow.  We have several companies in active development and we have some of those companies that haven't yet brought on their first cohort of apprentices.  So we are actively seeing that number go higher, which is really exciting.  

So what changed?  For us, particularly on our grant staff and our field consultants, COVID-19 was the big shift for us and I think it was because it dramatically changed how Virginians and everyone really worked and lives.  So there's the sudden – excuse me – the sudden shutdown forced employers to adopt new software systems to support employees who could work from home and stay active in communication and meet virtually.  

There was an increased demand for sophisticated digital services such as secure VPN, cloud-based services, virtual platforms, and everything that you needed to stay up to date.  But there was also a sudden shift on retail and restaurants who needed customer-facing digital services for online purchasing.  So that increased demand was put on an industry that was already in heavy competition to find experienced employees.  

Here in Virginia, we have a lot of large tech firms that have moved into the area, including Amazon, who put their headquarters in Northern Virginia.  So we already were a hub.  And this really just put the pressure on the industry.  And for the first time, we saw a real shift in culture, in how these companies approach recruitment and retention.  

So it was no longer a viable option for them to rely only on hiring experienced employees.  Employers pay extreme costs to hire and onboard and train new employees, especially when they come with experience and if they lose them to another employer for higher salary, that's a big hit.

So now they are exploring different workforce strategies.  And one of them is utilizing registered apprenticeship as a way to attract new employees who have the aptitude and interest in the field, but may not necessarily have the experience or previous knowledge.  

So what's really exciting is we're seeing this openness with businesses and in a way that I have never experienced before, particularly in this sector.  And I think one of the main reasons and support that's helped is we're not the only ones talking about registered apprenticeship either.  Virginia has three active intermediaries focused on this on this industry.  So that means there are more people out there talking about registered apprenticeship and spreading the word and making those connections for our agency as well, and our field consultants.  

Also, with the reauthorization of the National Apprenticeship Act, apprenticeship has been in the news and we have been getting a lot of feedback based on that as well.  And with this increased need and attention on IT as well, we have a lot of new related technical instruction providers creating curriculum and setting up partnerships around the state.  So that includes four-year colleges, community colleges and private providers.  And they're all talking about apprenticeship as a way to push this curriculum and help scale up workers around Virginia.  

So a couple of the occupations that were really seeing, I would say the majority of these programs and apprentices in our software developer, application developer are the big ones for us.  We have the majority of apprentices within those occupations.  But we're also seeing cybersecurity technician, information security analyst, network support.  What else are we doing?  Computer support specialists, computer programmers as well.  So we're seeing a wide variety.

And just today, I registered another company who has not yet put in apprentices, but they have four active programs that they're looking to add as well.  So it really is exciting.  We're seeing a lot of momentum in this industry.  

So a big thing for us is how do we keep this momentum?  How do we keep this conversation going after the world falls back into its normal routine, if it ever does?  So what we've implemented here in our agency is we started doing monthly events, virtual events that we were referring to as brown bags.  So they're done during lunchtime and they're basically all things registered apprenticeship.  We have guest speakers and they're open to the public.  And so it's a good way for us to engage new employers, to engage our current sponsors.  So if they want to create new programs, if they want to look for resources, we are inviting our workforce partners to participate as well so they can talk about the resources available and open up that line of communication so that everybody can understand what's going on in our state and with our program.  

We have somewhat of a communication gap within our different workforce agencies here in the state, and so part of our goal with this grant, but just ongoing, so that we could provide for the needs of our employers and apprentices is to really bridge that gap.  And so part of that is finding and making the connections with the different state agencies to find apprentice supports and employer supports, but also reaching out to the local economic developments as well in the different counties.  And that helps us stay involved.  So if there is a company who is wanting to come to Virginia or looking at a certain county, then we can be involved in that conversation early on and we could bring registered apprenticeship to the table as a real selling point for that employer that may be shopping in our state.  

And that's another way that we want to focus on creating those relationships so that our economic development teams, our workforce agencies, they can look to us as just another tool in their toolbox as well.  

Another big, exciting thing that we did in the last year is we launched an ad campaign, which was the first time that we had ever done that, and it launched in three regions throughout Virginia all through 2020.  And it reached out to employers and job seekers to talk about apprenticeship, and it links them to our website so they can search employers, they can search resources, and to find out more about registered apprenticeship.  So that is pretty much everything that I have.  So I guess I can turn it over to Amy from Lockheed.

AMY MOTZENBACHER:  Thank you, Shannon, I appreciate it.  And thank you, everyone.  Yeah, thank you, everyone, for the opportunity to share with you today from an employer perspective.  As I share with you about apprenticeships at Lockheed Martin, keep in mind, we are a company with over 110,000 employees worldwide in four business areas:  aeronautics, rotary mission systems, space, and missiles and fire control.  

So this presents challenges and tons of opportunities for us as an organization.  To date, we have over 1,000 registered apprentices across 31 registered apprenticeship programs, and we are growing every day.  Our apprenticeships range from aircraft maintenance and assemblers to software, cybersecurity, and engineering.  And our apprenticeship programs focus not only on developing new talent, but also upskilling our current employees.  

Out of those 31 apprenticeship programs, 12 are IT focused, and that represents over 100 registered apprentices across those programs.  I want to share with you two examples of our IT focused apprenticeship programs.  The first one we call CAP, and it's our cyber accelerator program.  This is an upskilling apprenticeship program.  It's competency based and it is one to two years in duration.  Currently, we have 57 apprentices in that program.  And this program was really designed to address a need that we have to develop cyber talent for current and future program opportunities at Lockheed Martin.  

It's an accelerator program, so it's filling gaps for qualified candidates.  And the qualified candidates are existing software and systems engineers with five to nine years of experience.  And as I said, it's an accelerator program and it includes four elements.  And program involvement that supports the clearance sponsorship process, structured mentorship, cyber work processes and related training and certifications.  

So I want to shift and share with you about a different apprenticeship program that is building new talent for Lockheed Martin.  It's another competency-based program and it's called Our Talent Program.  And Talent stands for training aspiring locals to engineer a new tomorrow.  And this is a software technician apprenticeship program that's two to three years in duration.  And again, developing new talent for Lockheed Martin.  

And I love that this is providing capable high school graduates that aren't immediately entering college an opportunity of an early career program with a path for advancement.  So it offers a full-time job with training, mentoring, and hands-on learning.  

So software technician apprentices have a variety of duties in a sustainment of existing products in the development of new capabilities such as software development, engineering documentation, configuration management, integration, and testing.  The program capitalizes on the ever-increasing level of technical expertise that students are developing prior to college through their CTE programs, Project Lead the Way, robotics, and so forth.  

So as I mentioned, both of these are competency-based programs.  We lean into competency based, but we also have time-based on hybrid programs as well.  And as I mentioned, we have 1,000 registered apprentices, but we also have over 2,000 technical apprentices and we work hard each and every day to put a registered apprenticeship wrapper around these technical apprenticeship programs.  

So currently our registered apprenticeship programs cross 16 states.  And I'm going to tell you the states with the biggest footprints:  Florida, Texas, Alabama, Colorado, Arkansas, Virginia, and Connecticut.  

So we're really excited about the work that we're doing.  It all happens within our strategic workforce team, which has three overarching priorities.  The first one is to develop quality workforce development programs with a heavy emphasis on registered apprenticeships.  The second priority is to identify and deliver incentives to offset cost for these programs.  And third, we want to share our success stories both internally and externally so that we can continue to be recognized as an employer of choice.  

We are a very small team that's supported by some external consultants.  You may be familiar with Training Funding Partners and the Institute for American Apprenticeships.  They are vital to the work that we do.  And of course, there are other key partners for our success.  The U.S.  Department of Labor.  Our grant funding partners are critical.  They provide us the support to help us develop solutions, workforce boards, secondary and post-secondary institutions, and also internal Lockheed Martin teams such as our Learning Solutions team.  We deliver a lot of our related instruction internally at Lockheed Martin, so these internal teams are vital to our success as well.  

So you may wonder how does a small team scale apprenticeships at Lockheed Martin?  And the answer for us is that we have to build capacity so that we aren't the only ones doing this great work.  And it's hard to socialize apprenticeships in what is really like a lot of companies.  It's not just – we are one big company, but socializing it is like socializing it to many companies.  So that's why we've prioritized building apprenticeship capacity to help scale apprenticeships across Lockheed Martin.

And the strategies that I'm about to share with you really all fit together like a puzzle.  So keep that in mind that they all play off of each other.  So I know that many of you have navigators.  We do, too.  We are really proud of the fact that we have a registered apprenticeship program for apprenticeship navigators at Lockheed Martin.  

So yes, we walk the talk.  We have a registered apprenticeship program to develop and support our apprenticeship navigators in each of those business areas that I mentioned.  And a Lockheed Martin apprenticeship navigator is an intermediary who understands our apprenticeship ecosystem and works with our team, organizational development and talent acquisition, business unit, subject matter experts, and others who are deploying apprenticeships across Lockheed Martin.

So navigators are a key part of our strategy to build capacity.  We've also launched a new apprenticeship orientation program and it's an interactive web playable that provides general apprenticeship information and real important step-by-step guidance on how to complete the registration forms, the 671 involuntary disability.  And this is assigned to each apprentice's learning plan within our learning management system.  

Another part of our strategy to build capacity is our Atlas Connect site.  And it is like Facebook for Lockheed Martin.  It houses all things apprenticeship, success stories, our playbook, metrics, education sessions that have been recorded, and all of our appendix A documents.  

And I mentioned our playbook.  And this has been another strategy that's been really critical in helping us build capacity.  We have developed a comprehensive playbook that includes three sections.  The first section is Learn, which really is the section that provides education about apprenticeships in general, and about apprenticeships at Lockheed Martin.  And then also the second section is called Build.  And in this part of our playbook, it really is the step-by-step guidance with job aids and DIY resources to help build capacity.  

So one of those resources in the Build section is a readiness assessment.  We want our programs across Lockheed Martin who are interested in apprenticeship to make sure that apprenticeship is the right solution for them.  So we developed a readiness assessment.  And then we have three job aids and processes that are wrapped around, adopt, adapt, or build.  

So with 31 registered apprenticeship programs already, we want to encourage other programs to adopt the good work that we've already done and we provide guidance on how to do that.  And there may be others who say this is great or maybe we want to merge two programs.  So we provide guidance on how to adapt a program.  

And then our third DIY resource there is the Build resource, which is really more of a step-by-step, starting from the ground and building up.  So regardless of adopt, adapt or build, all of these resources provide step-by-step guidance with touch points with our team to ensure appropriate support and success.  

And the other thing that is part of our capacity building strategy that I want to mention in closing on this part is that we also do communities of practice.  So we have an apprenticeship navigator community of practice where we deliver the related instruction that's important for those navigators to succeed.  And we also have a strategic workforce initiatives community of practice where we're providing general education on education – apprenticeship-related topics.

So finally, I want to share with you some of the challenges that we face.  And boy, if you have solutions and ideas about this, we want to talk to you.  But candidates with clearance.  TS, SCI, and full scope poly.  If the full scope poly is a bonus, it's fantastic.  But we are always looking for a talent pipeline with candidates with clearance.  

And a tip that I'd like to share, that I think is an opportunity that we challenge ourselves with every day at Lockheed Martin, and I would encourage you to do the same is how can we challenge complexity together?  And this space is complex, it's difficult, t can be hard to understand.  And we are constantly trying to challenge complexity as an organization.  But I would challenge each of you to also look at how we can try to work and simplify the many tasks and requirements that are baked into apprenticeship.  

So in closing, I want to thank everyone on this call for what you're doing to advance apprenticeships.  I'm a true believer in TEAM and what that acronym stands for:  Together Everyone Achieves More.  And this is fun work, it's extremely rewarding, and it's fun to do this together.  I welcome your questions in the chat.  And now I would like to turn this over to Melaina to continue.

MELAINA HOWE:  Thank you, Amy.  Good afternoon.  Thanks for the opportunity to speak from the viewpoint of a community college who jumped into apprenticeship as a way of building our student numbers and also to meet the mission of our academic center.  

We are located in the northeastern corner of North Dakota.  Lake Region State College provides more distance education than the other colleges and universities in the state of North Dakota, which bodes very, very well for apprenticeships.  We do quite a bit of work with the high schools in providing dual credit so they have an upstart into their career and their profession.  We also have on our campus – we are one of four campuses in North Dakota that have an industry training program called Train ND, and who provide quite a bit of curriculum in the way of soft skills, but also some technical coursework, specifically in information technology and areas such as that.  

We got into apprenticeships initially.  We decided that we needed to identify why we were seeing a declining number of students in our IT department, knowing very much so that the increase is going up.  But the need in our state, North Dakota, is a high-tech state.  There is a lot of data, data management in the areas of agriculture.  

And we are one of the top ag producers in the United States, you know, following California and some of the southern states, but specifically wheat and corn and honey is another commodity.  But if you were to check into agriculture, there is a lot going on in there.  There is a lot of technology in agriculture.  There is a lot of work being done to secure our food sources currently in the United States.  So IT, security also fits into that.  

We're also one of the largest energy providers in the United States as well.  Second to Texas.  And I think at one point we even passed Texas for a short period of time.  So again, protecting our energy source is another huge area for our state.  But we jumped into it trying to identify where the bottleneck was in getting some, you know, an increased enrollment of students in information technology.  

And actually, as a state, we had identified that the bottleneck was actually at the K through 12 level.  So there is an entire initiative called the K through 20 W, meaning kindergarten through academic year '20, which includes your two-year community colleges to build that workforce.  And so there has been a lot of work partnership in that.  There has to be at least 30 different organizations that are involved in that organization, or in that initiative, and some outside support from folks at Palo Alto as well.  

Our current governor actually is an IT individual.  He is a private business person, had his own information technology company, and he eventually sold it to Microsoft.  And so this is a very large interest of his and therefore an interest in the state of North Dakota.  

So when in Lake Region got into it, we started doing some research not only into filling our ranks, but also how – what we could do on our end of things.  So we became an intermediary as a community college.  We also started rolling out apprenticeships in what we are calling the dual model.  And we were on the very front end of a small number of states that were – had identified building apprenticeships in a two-pronged approach, meaning there was an academic side meeting the Higher Learning Commission's requirements and standards, as well as meeting the DOL requirements and standards for registered apprenticeships.  

We started working in the area of information technology and now we have three programs.  We have cybersecurity, we have network analyst, and we also have an IT support apprenticeship program.  We also have information technology interwoven in several of our other degrees, so this is very important to us, precision ag being one of them, nursing being another, and wind energy being a third.  And the fourth is simulation technology.

Lake Region State College has the premiere Simulation Technology Program in the United States, and we have a contract with a private industry company in our area that works with unmanned aerial vehicles.  And North Dakota is one of the core locations in the United States to do research on that area – or in that area.  

So getting back to the area of our discussing information technology, with our outreach programing with dual credits and internships, we are in 56 different high schools across the state of North Dakota, providing college level credit and in various coursework.  So they actually can have pretty close to a full semester of a two-year degree completed in information technology courses before they even enter into our program on campus.  

We have realigned our two-year coursework to include – to front loading it on the technical studies side of things so that they can actually get their gen eds in their second year, but on the front year, get all of their IT courses done and out of the way.  And they will have an academic certificate, which is very valuable for individuals that are upskilling or changing careers – say they are in education, for example, they want to transition into information technology and they can obtain within one year enough credentials to land them an excellent job with a very good company.  

So that is how we started.  We are seeing the demand as the other states are, in North Dakota.  Health care is our highest in demand occupation, followed by business.  And so IT crosscuts those industries very, very strongly, as all of us know, with individualized patient records.  

Our primary partnership has been with education itself, and so we are partnering with other community colleges.  Our particular grant project is to take the model that we built at Lake Region State College, and work closely with other community colleges to roll out IT apprenticeships on the academic side.  Most of the apprenticeships in North Dakota are on the industry – on the industry side, primarily in areas that are traditional.  

All of our apprenticeships at Lake Region State College at this time are in nontraditional careers, as we had mentioned before.  We built ours off of a model at Harper College – that's based in Harper College in Palantine, Illinois.  We took what they did, but we had to modify it because North Dakota obviously has less population than Illinois.  

And so identifying cohorts and obtaining enough people to start a class was very, very challenging for us.  And so we start – we are starting our apprentices with one, two, maybe three in a course.  And in some cases, our goal is to actually start cohorts with people all the way across the state through opportunities of distance learning.  And that's what you need to do in places as remote as North Dakota.

We started out in cybersecurity, was our very first apprenticeship, which is probably one of the heavy lifting ones.  We took a look at the Urban Institute.  We took a look at what was out there with the National Initiative for Cybersecurity Education.  We followed the National Cybersecurity Watch Center to give us an idea of how to build our competency checklists, which is one of the more unique things, because all of our partnerships are aligned with academic degrees.  

We start out with the DOL competencies.  We tie it into one of the courses that we offer on our campus or a partner campus to flesh out that degree in some cases.  And then we have a checklist by the faculty member as well as the work site supervisor or mentor.  

In our program, the mentorship is very, very important because they not only help us develop those competencies and tweak them specific for their location or their industry, they also play a role in that related technical instruction.  Some of them offer, especially in the IT area, certificates onsite within their company.  And so we do work with that whole career – that whole career pathway development where we do stackable certificates that are – that are available on the industry side that may replace an academic course on the academic side.  

We also take a look at military people and post-military people and see where we can fast track them through the program.  And so not wanting to repeat things or be redundant, we want to make these quality apprenticeships.  But most certainly recognize when people come in with prior credits or prior certifications.  And so if there are any questions, I most certainly can visit with you about that.  We've done some significant work with tribal colleges to meet their needs and that specific population, which is also very unique to our particular initiative of Lake Region State College.  There are five tribal colleges in the state and so far, I'm working with three out of the five.

MS. BROERS:  Great.

MS. HOWE:  And at this time, I'd like to turn it over to Amy, the other Amy.

AMY CARDELL:  Thanks.  A pleasure to be here with you from CompTIA.  My name's Amy Cardell, and I'm vice president of Strategic Workforce Relationships here at CompTIA.  And I think it's a great way to kind of wrap up everything everyone's talking about.  I have so many great colleagues on this – climbing the same mountain on this call.  And CompTIA is the Computer Trade Industry Association, so maybe a big-tent perspective on registered apprenticeship.

And CompTIA is a leading voice and advocate for the $5 trillion global information technology ecosystem.  And there are an estimated 75 million professionals who are part of this ecosystem powering the world's economy.  So we really help productivity behind the scenes.  You know, an interesting thing about our sector is that it's not just a vertical.  Right?  It cuts across:  health care has IT, retail has IT, and all these places are really depending on IT.  

So we really know tech through our work in all of those ways.  We have a focus on education, training, certifications, research, advocacy, and philanthropy.  So we want to see the tech industries needs met through its workforce.  And there's been a longstanding shortage of workforce.  So all these efforts are part of solving that gap we see.  

And we we're also very committed to increasing and diversifying the tech workforce because we see that – the real need to do that, it's the right thing to do and apprenticeship is a very important way to do so.  

So our CEO, Todd Tibido [ph], our association, and I are completely committed to this because our industry desperately needs the talent that apprenticeship can provide.  And CompTIA is in a place to move the needle and have a big impact on our tech workforce through our member companies and the tech industry that we're in touch with.  So we're really a connection between the training and the job, which is just where apprenticeship sits.  

So people like to say no one cares how much you know until they know how much you care.  And we really do.  We've been a mission-led organization focused on investing heavily through our philanthropic efforts and our foundation to [inaudible] skilled workers.  And we've proven this can be done for hundreds, but it really will scale with apprenticeship.  

Our research department creates a lot of data.  And some of the stats that Wendy quoted earlier are straight from our cyberstates report.  Next week we'll be releasing our 2021 edition of that.  It's comprehensive and really shows the supply and demand for tech workers.  And it's at cyberstates.org.  And I'll drop that into the chat.  

And we do go down to the state level.  And that's why it's so great today we're talking to states.  One thing every state can agree on is that there's a mismatch between the supply and demand of tech workforce.  So we see working at the state level very, very valuable.  We're known in every community college, vocational school, high school, and IT department as the certifying body.

We're in fact, we're the second largest behind Microsoft.  We have two million alumni of our certifications.  And industry recognized credentials are really the way that our industry validates the skills.  So it's a really good fit because we can do a competency-based apprenticeship, you know, around our certification based.  

So we use the data that we get from our research and work with all of the schools and training programs to really build these programs.  And knowing our industry's needs, we can then convene subject matter experts to develop the certifications that we use to prove these competencies.  So it's a really virtuous cycle.  And there's people with our certifications in nearly every ZIP Code in the U.S.  and globally.  

But I think the important thing to realize about CompTIA is that we're vendor neutral.  We bring together the various manufacturers and aren't really specific to one brand of technology, but rather fund foundational information around what competencies are needed.  That's a big difference and I think that solid base really puts us in the right place to be a hub and involved with apprenticeship.  

And we've been involved supporting behind the scenes.  But our natural next step, or perhaps you can say even a leap into apprenticeship came in 2020 when we were awarded a U.S.  DOL apprenticeship expansion contract together with Mayor & Mayor, to really work on this topic in a focused way.  We want to see tech apprenticeship expand.  We want to see nontraditional technologists get jobs, and we want to help solve that diversity problem we see in tech with it.

We want to see people with all physical abilities, women, and people of color join us.  These are jobs that are open for everyone.  There's a place for everyone in tech.  

But we know that many people can't join us, especially in this time of rapid change without an earn and learn opportunity.  We've used our leadership position and big tent to create national guideline standards.  We have just submitted to the U.S.  DOL and are expecting approval and a launch in the next few weeks of these.  We really want to be working with each of you and companies that want to come on board and develop registered apprenticeship programs.

We'll work with the states and keep your offices up to date on the progress and lean on you for support and connections like we've already done in some prelaunch work in Arizona with companies in Phoenix.  

Now we chose national guidelines standards, not national program standards, because neither CompTIA nor Mayor & Mayor will be sponsors, but rather we see ourselves as a super intermediary who's really providing foundational, scalable support to create more sponsors.  We want to see this be a multilevel marketing explosion and we'll be taking and helping those rapidly registering your states.  

So I personally started a state registered apprenticeship program in San Luis Obispo, California, and there was no national guidelines standard to lean on.  And we were a small company, a little weird to do it, but we did it.

We just want to make this so much easier for companies moving forward.  We want to have them see the advantages.  We want to help them create.  RAPs in your states.  We're excited about this.  It's a big lever we need to move in our industry.  The demand is there and we can see how if we match supply and demand, we can have a much more productive industry.  

So the four standards that we're working on are stackable, entry level, relevant to all industries and not just IT companies, and they're competency based.  The four we're doing to start are tech support specialist, IT project manager, network support specialist, and cyber support technician.  We'll look to add other occupations as industry demands.  And really, that's what matters.  We start with a job with apprenticeship.

So we're here to partner with states, connect them to industry, and help with the strategies and expanding it apprenticeship.  I'll post a link in the chat to our just released brochure on the effort.  We have a website coming.  It's not even up yet.  You're getting a sneak peek here.  But we appreciate the complexity of what it takes to grow.  And we want to help you stimulate program development locally.  And we're here to partner, support and help job seekers in our industry at the same time.  I'll also put my email address in the chat if you want to reach out directly.  Thank you so much.  It's been a pleasure to speak with you today.  Back to Wendy.

MS. BROERS:  Thank you.  Wow, such good news.  It's been a year since we had one of these forums on IT and look how much progress has been made.  Every single one of you spoke to the growing nature and interest and the acceleration from COVID, and going into virtual training and just the interest in building this workforce.  So thank you so much.  It was such a rich amount of information that you all provided.  

Folks, please ask questions that you have in chat.  We can also – you can also unmute and ask your question if you want.  Does anyone have a question they want to post to get us started?

Quiet group.  Okay, I did hear a common theme across all of – oh, we had what resources will be shared following the call?  We can share – is there anything particular you're looking for?  Go ahead and tell us in chat.

The resources would be the notes of what happened here, contact information, the links that we've been posting in chat.  If you're looking for other detailed information, let us know and we would be happy to try to find and supply that for you.  

Again, we're here to answer questions about what might happen or what might we be able to provide you that would help you be able to expand on apprenticeship in IT in your state.  What challenges are you seeing or what opportunities are you seeing and what questions – what answers can we give you to help you do that?  

Yes, Tiana, we could definitely – Missouri has a significant amount of participants engaging in the content and mentored learning.  Would it be possible to discuss how we could partner with the Mayor initiative for apprenticeship in Missouri?  Yes.  And Amy, again, will post her email in.

MS. CARDELL:  I already did.  [inaudible] So I look forward to connecting with you on that.  Thank you.

MS. BROERS:  Great.  I did notice – I want to point out there was a lot of continuity between all four speakers in the occupations that have really started to get some uptick on in tech.  so, if you've [inaudible] off to the apprenticeship – the apprentice-able list of occupations, you've seen quite a few variations in the name of the jobs for tech.  And that is somewhat confusing in tech, that there's lots of different titles for a given position.  And a lot of times that has to do with the fact that you're in a small company or a large company, the fact that the positions kind of evolve and change so quickly.  I think the titles do too.  And tech, they like to be clever, too.  So oftentimes they'll title jobs that make it a little challenging for you to understand what the occupation is about.  

But what you heard here today was there really – we are starting to coalesce around some basic occupations that are fundamental to all companies, not just technology companies.  So lots of growth of tech occupations in finance and Lockheed is great evidence of the amazing demand out there for tech occupations.  So just keep that in mind as well, that we are seeing some real trends in cyber security and IT specialists, or computer user support, help desk support, networking support, as well as software development, of course.  

So one other question.  Okay.  Kristen:  did the competency-based outlines mentioned also include the recommended education to build within apprenticeships?

MS. CARDELL:  Yes, I'll be happy to jump in on that one.  We do.  We talk about certifications that are industry recognized as well as some online, really affordable resources to build out that pathway and curriculum.  We've put some timelines together to say what we suggest in terms of hours and national guideline standards, much more specific.  

And then if you choose not to do a certain type of training, we give some alternatives as well.  So those will be on our website that's launching middle of April.  So we look forward to sharing that with you.  Thank you.

MS. BROERS:  Okay, we have two more questions.  One is, do the competence – does any of the speakers have experience working with the low vision/blind community with apprenticeship in the tech sector?  And after we answer that question, we're going to answer Vanessa's question on, do you have any tips on engaging tech companies to invest in apprenticeships?  So first, has anyone experience working with the low vision/blind community?

MS. CROOKS:  So I can answer that one.  Here in Virginia, our agency has partnered with the DBVI, which is the division of blind and visually impaired.  They're another state agency.  So part of our grant initiative is to diversify the workforce in apprenticeship, but also to reach out to all of our workforce partners, specifically within this industry.  

We have worked with DBVI to help coordinate relationships with some of our new sponsors, one in particular who is very, very active in – and probably our most active program as of yet.  They have the majority of the apprentices that we have active.  And they are reaching out to everybody and anybody that they can.  And they are working closely with that agency to vet and hire those individuals, and working closely with the agency to make sure that they are – have the resources that they need to be able to work from home, to get the equipment that they need, to make sure that they have the training.  

This state agency in particular has a lot of resources to pay for related technical instruction and can provide some of that up-front cost so that, you know, the individuals may have the training already when they start their apprenticeship so they could get some credit coming into it, which is great.

MS. BROERS:  Thank you.  Thank you for that.  We have time for a couple of you, speakers to respond to Vanessa's question about tips on engaging tech companies.  And following that, folks, please keep typing questions because again, we will run out of time, but we will answer your question after this event.  

And so after this – we answer this question, I'm going to ask each of the speakers to please share what's your one tip or parting words for folks as they contemplate how to build apprenticeship – IT apprenticeships.  And so who would like to provide a couple of tips on engaging tech companies?

MS. MOCHENBACHER:  This is Amy with Lockheed.  I'll share one, and I think this actually goes to the question about how we can partner with community colleges to build stackable training.  And I just think this is a good thing to remember for all of us, is that no matter who we are or what we're doing, especially if you're approaching a company like Lockheed Martin, try not to approach a company with a solution that so fully baked.  

So allow room for collaboration on the solution and the education delivery.  And so just really, you know, bring forward what you have, but also demonstrate that flexibility so that we can look for those opportunities to partner and engage.  I think that's really important when you're trying to engage a tech company or if you are trying to establish partnerships between employers, community colleges and so forth.

MS. BROERS:  Well said.  

MS. HOWE:  Yeah, so I would mirror that as well.  Talking about the flexibility in the program is a big selling point, I think a lot of these companies are already having to invest in training and invest in software and are actively in the process of training their employees.  

I think what apprenticeship has to offer is that structure and allowing that back and forth to create a program that really works for them makes a difference.  I would also add, you know, for us, a big selling point would be talking about all the all the other resources that are available that we can provide and connections that we can make.  

One of the big ones – I know this was talked about earlier from Amy at Lockheed was the security clearances.  So we have companies who are looking to – they don't necessarily need someone up front with the security clearance, but they want to be able to hire someone and then go through the process so that they can get security clearances.  

And our youth apprenticeship program has been a big selling point so they can hire students younger, get the experience that they need, and by the time they graduate – well, they don't necessarily have the time to get in trouble because they've been working.  And so there's more ability for them to then go through the process to get the security clearances that they need.

MS. BROERS:  Ok, thank you.  All right.  We're almost out of time, so this is lightning round.  You each have about 30 seconds.  We'll start with you, Melaina.  What's your parting words?

MS. HOWE:  Well, my parting words is, when you're working with a community college, think about the different levels of education an individual might need as they move into your supervisor management type.  It's good to start them out at a certain job position that might be entry level and then work their way up.  And you'll see that oftentimes in information technology.  And that's why there's a great benefit working with the community college, because that's a transferable degree or education.  But if you use stackable credits, they're of great value to the community college as well.

MS. BROERS:  Perfect.  All right, Shannon.

MS. CROOKS:  Well, I think I said my tip, I think Amy is the last one.

MS. BROERS:  Okay, Amy Motzenbacher.

MS. MOCHENBACHER:  I'm reminded of the saying, give a man a fish and you feed him for a day, teach a man to fish, and you fed him for a lifetime.  And I think in this world of apprenticeship work, which is complex, the more that we can teach about those hallmarks of quality workforce development programs, which are quality registered apprenticeship programs, that we teach them how to deploy those solutions and then the bonus is, the great incentives that are so readily available that are the icing on the cake.  So I just think we have to teach more people how to do this work so we can continue to expand these great opportunities here.

MS. BROERS:  Here, here.  Okay, Amy Cardell, bring it home.

MS. CARDELL:  So it all starts with a job.  Coming from industry, I'm thinking about the employer.  You know, let's really focus on what's in it for them.  Let's really focus on where the need is.  And CompTIA has a whole lot of resources and research that we're happy to share about anything in tech so we can see those gaps and holes as programs are being developed to maybe connect some dots.  So don't lose sight of the big picture is my tip thinks.

MS. BROERS:  All right.  Well, virtual applause for all of you.  Wish you could hear it.  Great job.  And thank you so much for your time.  And thank you, listeners, for spending time with us today.

(END)
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