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GINA WELLS:  The skill and tools – the skills and tools that we're going to be discussing, how they've been using those skills and tools in their own work.  

So if you have questions at any time, we would love for you to ask them.  You can ask them in the chat and we will be monitoring that chat and we will get to it as we move through our discussion and raise your questions as we get to them.

With that, welcome to everyone who's participating in the boot camp.  Hopefully, you're introducing yourself in the chat.  Here's a snapshot of all the states who have teams in this round of the boot camp.  This is the third or fourth time we've done it, and this is the biggest cohort yet.  So we're really excited to work with you all, and we're just really pleased to see how much interest there was in the boot camp.  We know that business engagement has been challenging, particularly in the last year and a half, and we know you all have good experiences to share with each other.  

We could see through your registration information that many of you joining us have a lot of experience doing business engagement work.  Some of you are a little newer to it, but we know that you all have some successful strategies and information and experiences to share that your peers will benefit from.  So if something we talk about today reminds you of a strategy that works for you, please feel free to chime in and share it in the chat and we can add it into our conversation.

So what I want to do next is just give you a little overview of the boot camp, talk a little bit about how it works, our goals.  So our goal for the boot camp is to help you develop your own skills as an apprenticeship consultant, as a business engagement professional, as part of that team, and talk about strategies to identify and reach out to business, to prepare for your first conversation, to use a consultative sales approach, and to help businesses get started on developing an apprenticeship program.  

So there are four phases to this boot camp.  So first, is an orientation call, which you already have completed with someone from the Maher AIR, team to provide some background information on your identified challenge and sort of talk through your goals and refine the approach, kind of what you want to bring into the conversation with your coach so that you can have really good focused conversations with them.  

Then, second, is today's training where we're going to teach you skills and strategies for engaging business, particularly around apprenticeship.  There's also a toolkit, and we'll give you links and send them around to you that you can use that references everything we're going to talk about today.  

And then after this kick off, you're going to have two coaching calls with your assigned business engagement coach, and that's where you're going to discuss how to apply what you learn today to the specific challenges that your team is bringing into those coaching conversations.

Finally, and something that's really critical, is putting your skills to use.  So during your first one-on-one coaching call, you're going to receive a homework assignment from your coach that will be – you'll develop it sort of together based on that conversation that will let you practice the skills and strategies you discuss in that first coaching conversation.  

So you sort of have a chance to look closer at some of the challenges you're having, and your coach will advise you on maybe a step that you could do differently or something that you can put in place over the next couple of weeks to strengthen the work that you're doing.  So you'll do that homework assignment between your first and second conversation with your coach.  You'll have a chance to apply your skills.  

And then on that second call, you'll get to debrief with your coach on how it felt, if you did something a little differently, if you used a new technique or a new toolkit or a new approach, you can talk about it, and then discuss additional strategies that help your business engagement work.  

So I think almost all of you have signed up for your coaching calls.  If you haven't, if you still need to do that, please follow the links that were provided in your welcome email.  And if you're having trouble scheduling your call, reach out to Emily, who's handling all of our logistics for the boot camp.  And the coaching calls need to be completed by December 10th.  So we'll work with you, if you haven't scheduled those already, to get them scheduled and so that you can get started with those calls fairly soon.  

Any questions about how the boot camp works?  Just giving a quick check of the chat to see if there are any questions in there.  Okay.  I don't see any questions in here.  Thanks for introducing yourselves, and I will count on my colleagues to let me know if a question pops in.  

All right.  So you can see this slide here, our boot camp rules.  Obviously, we don't have rules for our boot camp, but we just wanted to talk about a couple of ways that we hope that you'll engage with us.  So it's important to have fun.  It's important – we're all colleagues here together.  So please feel free to jump in with questions or comments at any time today.  If the chat doesn't work for you, if you want to just unmute or raise your hand, feel free to do any of those things.  We want to hear your voice.  We want to know what you're thinking.

And I think also really important is that you're going to get out of this boot camp what you put into it.  So we really hope that your team will participate actively on the calls with your coaches, that you'll make time to talk with each other about what you learned, and that you'll do that homework assignment, that you'll apply some of the approaches and skills and techniques to your business engagement work between those two coaching calls so that you can really maximize the impact of the boot camp on your own work.  

Well, without further ado, let's meet our coaches.  You've seen them.  Hopefully, they're sort of towards the top of your group because we logged in early, but I want to introduce you to the three boot camp coaches.  If you've registered for your calls, then you already know which coach you'll be working with, and that information was in the email that you got confirming that you had registered.  

So Amy Beller, she's our new project director for the State Apprenticeship Expansion Technical Assistance Project.  She comes to us as the apprenticeship – former apprenticeship coordinator for the Iowa apprenticeship expansion work, where she worked with many businesses and played a critical role in expanding apprenticeship in Ohio.  

Next, we have Chris Magyar, the project director for Maher's project with CompTIA to expand apprenticeships in the IT sector.  And Chris is the former chief apprenticeship officer for Techtonic in Boulder, Colorado.  Lots of first – experience himself as a business and lots of great business engagement experience with other firms.  

And, finally, we have Megan Scott, a senior analyst with Maher on our apprenticeship team and formerly the project manager for Oklahoma's apprenticeship expansion work.  Again, lots of experience working with businesses in Oklahoma to expand apprenticeship.  

So you all are in great hands.  You're going to have fabulous conversations, and we have given some thought to the particular challenges that you all have in thinking through your assignments with coaches so we know you're going to have a great experience.  

Before we dive into our training, we want to hear from you.  So we know that the pandemic and the economy have changed the reality of the workplace.  They've changed the reality of how you do business engagement and of how your business customers are doing their work.  Some sectors of the economy slowed.  Others expanded rapidly.  

So we want to hear from you how events in the last couple of years impacted your apprenticeship business engagement work.  You can type your answers in the chat box, or you can raise your hand or just give a wave, if you'd like to chime in over voice.  And we'd love to hear sort of where you've been challenged, maybe where you've had some successes, just what experiences you're bringing into our boot camp today.

NATALIA:  Hi, good afternoon.  This is Natalia with Oklahoma State.  

MS. WELLS:  Hi.

NATALIA:  How are you?  

MS. WELLS:  Great.  

NATALIA:  So I just want to share our experience.  We are out there trying to promote registered apprenticeship programs widely, and we do have a lot of interest from businesses and, of course, a lot of interest from potential employees.  

The biggest challenge that we are encountering is that, once businesses realize that they have to go through a lot of – what they consider to be a lot of paperwork and a lot of work, their interest in the program dissolves.  So we have been having issues in trying to reengage them and having come back to the table to continue at least the conversations.  

And it's surprising because right now, with the lack of or the difficulty in finding talent for many industries because of the pandemic and because of our current economic situation in the country, we think that there's no better time to launch registered apprenticeship programs for organizations and create a new and diverse pipeline of workforce.  But yes.  We are encountering those issues with employers who down a long conversation, their interest just dissolves once they realize the amount of work.

MS. WELLS:  Thank you for going first and sharing that challenge.  I saw a lot of head nodding.  For those of you who have your videos on, I know you're not alone in experiencing that challenge, and we'll be able to have some conversations about that maybe a little bit today and then in your deeper coaching calls about how to engage with businesses in ways that help meet their needs while sort of reducing the amount of effort that they need to put into program development.  

Anyone else want to share?  I see in the chat some comments from Oregon and North Dakota around shifting to remote and electronic business engagement, kind of taking that to new platforms.  Cat, I see you have your hand up.  Do you want to share?

CAT:  Yeah.  So in Colorado, we have a little bit of a unique market right now in that we're transitioning to a state apprenticeship agency, and we're expanding rapidly.  Our staff is going from – so, there's currently one or two consultants within the workforce that's going up to six and then from one apprenticeship specialist at the state level up to, I believe, four.  

So we're growing – we're experiencing some upscaling and excited at how that's going to increase our capacity for outreach, but how we keep that also – our messaging succinct as we scale that up.  Obviously, there's – we haven't been – we've been generalists.  

And so, now, we're going to all be able to dig in a lot deeper but tightening up that message from all the different levels and what unified products for the state we can create as well as more succinctly being able to help employers realize when it's not the right fit for them.  So if they're putting in – because a lot of employers are reaching out to us and maybe it's not the right fit, if it's not apprenticeable and it's not apprenticeable for a reason, sometimes I think we might be going a little bit deeper down that conversation before we need to.  So tightening up that needs assessment as well.

Our theme is tighten up is kind of what we're going on with our coach, whoever gets us.

MS. WELLS:  Thanks, Cat, for that snapshot.  And I loved to hear you talk about apprenticeship as a solution and really listening to your businesses and being open to the idea that apprenticeship isn't the right solution for them.  And I think sort of implied by that and what I know from Colorado, too, is making them a great referral to the folks who can build the right solution to them that builds trust.  And you never know down the road when someone who isn't – it's not the right time or it's not the right solution now, it might be the right solution later.  

Anne, you mentioned a challenge here around sort of the mentorship ratios that are built into apprenticeship and working with businesses who might be short staffed and for whom that might feel like a barrier.  So that's something you can definitely work with your coach on and explore a little bit.  

I see some comments in here, too, around – from Tanya in New Mexico around incentives and sort of what do we have to offer business and how do we help businesses see the return on investment that's baked straight into apprenticeship?  And then how do we think about what other things we can offer them to complement that inherent return on investment or sweeten the pot a little bit, too.

Other challenges or experiences you all have had in the last year that you want to share?

Well, thank you for chiming in, for getting us started, for letting us hear your voices.  We love that.  We hope that we'll continue to hear from you over the course of the rest of this webinar.  

What I want to do now is move into the skills training part of our presentation today.  So when we talk about business engagement, I want to start with some mindsets.  So we're going to give you sort of a process that we see has worked for many apprenticeship business engagement specialists across the country.  But before we talk about what that process is or sort of what the skills and approaches are, we want to talk about some key mindsets that, in our experience, is really central to effective apprenticeship business engagement.  

So the first is one I was just talking about in response to Cat, which is that apprenticeship is a workforce development tool.  It's a solution, and really to maximize the quality of your engagement with business, we want you to take a consultative sales approach.  You are not selling a product but, instead, working with business to understand their needs and to build a solution that's right for them.  

And you want to find ways to talk to businesses for whom – you want to spend most of your time talking to businesses for whom you're pretty sure apprenticeship could be a promising solution for them but you – that it's going to be a tool that relieves their pain points and challenges that they're having but also that you're very open to the idea that apprenticeship isn't the right solution, and you're ready to make that warm hand-off to your partners in other workforce development areas who can help that business.  

So the first mindset is apprenticeship is a workforce development tool or solution.  

The second mindset is that apprenticeship is a formalized approach to what businesses already do but one that ensures a more repeatable process with better results.  So rather than presenting apprenticeship as something outside the organization, very new, very different from what a business is doing, we're going to show you how to help businesses see that the components of apprenticeship are components they already have within their organization and that apprenticeship can help them formalize those components into something that's stronger, that's more effective, that they can use over and over again to produce a high quality team within their organization.  

So we'll talk more about that later.  But second mindset is that apprenticeship is a formalized approach to what businesses already do.

And the last mindset we want you to to bring into this work is that your pitch around apprenticeship, your conversation with business, your – and when you get to that place where you're presenting a solution, your work is only as good as the actual program that is designed and delivered with that business and partnership after they agree to move forward.

So if you can't – and I don't mean you, but if your partners, if the people together who are building the apprenticeship solution, if they can't deliver the solutions and partnerships that you kind of craft and discuss with business, then you're not going to have a repeat customer.  

So you can't do this apprenticeship business engagement alone.  You need to have trusted relationships with the other partners and individuals and stakeholders who come together to create that effective apprenticeship solution so that you have some trust that you're working with the business to develop something that you know is going to be of quality and that they're going to be proud of and that they're going to want to tell their competitors about and their peers and their colleagues.  

So those are the three mindsets we want you to keep in mind.  And with that, we can go into sort of the process we'll be talking about, the phases of business engagement as we like to think about them, and we're going to start hearing from our coaches, which I know you're looking forward to doing.  

So we're going to talk about business engagement in three phases.  And then at the end of the call, we're going to give you links to the toolkit that captures all of this information that we're going to go over today.  And you'll also get a copy of this presentation, but the toolkit is nice because it's kind of all in there in a small number of pages.  

So the three phases of business engagement that you can see here on the slide rely heavily on research and preparation, knowing how to find businesses, planning for your initial conversations, and then building trust to help you close the deal.  So those are the three phases that we're going to be talking about today, and let's talk about phase one first.  

So phase one includes all the work you do before you ever start talking to a business to ensure that you're well prepared for those initial meetings and to start that consultative conversation with business.  So we first want to recognize pain points that apprenticeship can address and how to spot them in the labor market and in your conversations.  And we're going to talk about how to do research to identify businesses that have those kinds of pain points and some helpful tools in preparing for the conversation.  

So let's talk more about recognizing challenges, and I'm going to turn things over to Amy Beller.  Amy, can you talk a little bit about the kinds of challenges that businesses face that you found are well suited to a registered apprenticeship solution?

AMY BELLER:  Thank you so much, Gina.  It's so exciting to see all the grantees on this call today.  

Early in the preparation process, teams should always be looking at scanning job postings.  These job postings could be on local business's websites.  It could be on your state job boards or even anywhere that you can find job postings located.  

You're looking at these job postings to see who is hiring and what occupations are they hiring for.  And these – this information can really help you get a glimpse of what the industries are needing and your local employers.  

So what are we looking at in the job postings?  Are we just reading through them?  Well, there's some certain key challenges that should jump off the page when you're looking at the job postings.  One, if you see postings that are – have been posted for an extended period of time, there may not be enough skilled workers available in the labor market, or there's some skills gaps in the candidates that are applying for these positions.

Two, if you see multiple openings for mid-level professionals, this may indicate that businesses have a challenge in developing their current employees, which registered apprenticeship could help with that solution.  

Three, jobs that are posted and reposted consistently may mean that a company is unable to attract or retain employees.  

Fourth, you can look specifically at industry reports or labor market information to find short- to mid-range retirements, indicating that maybe retirements are having an influence on the job market.  

And, lastly, the last challenge would be advancing technology.  Businesses may be looking at customized or technical training that could help – that apprenticeship could actually help to supplement through these training opportunities.

MS. WELLS:  Thanks, Amy.  So that's a glimpse at some of the real time labor market information that you can find that can point you to specific challenges that real employers are having in your state or in your region that can point to registered apprenticeship as a good solution.  

Megan, can you talk about the approaches that you use to identify businesses that are having new challenges or having these kinds of challenges?

MEGAN SCOTT:  Yeah.  Thanks, Gina.  I will fully admit that I am a bit of a data nerd, and so, this is actually my favorite part of business engagement.  So there are a lot of tools that you can use.  Some are free.  You can always look at job boards and Indeed and Monster, and their great free resources to really find companies that are posting openings over and over and over again.  

But also, think strategically about where you want to go.  Identifying important and growing industry sectors in your regional economy can really help you pinpoint where you want to focus your business engagement work.  The labor market information is a really necessary tool to thinking strategically about targeting their outreach so you're not spreading yourself too thin.

I really like to use MC and Dun and Bradstreet to target a specific industry or area to see where the most industry growth is happening.  And some of those tools will also let you look specifically at an individual business in order to see if they're growing or have seen growth over the last year, because, obviously, you don't want to target companies that are struggling right now.  

Burning Glass Data actually will help you – let you see what jobs are currently in demand and the companies that are posting those jobs.  And then – and this is a very expensive solution, but if you can have access to it by a partner or something, Zoom Info will let you identify C-Suite level and HR contacts with their contact information so that you can actually call those people up using their email and phone number versus trying to find it on LinkedIn or on their website.  But it is a very expensive solution.  So if you can access it for free, that's the ideal situation.  

So using that data, I look for businesses in those industries experiencing growth with openings that really indicate the challenges that Amy just talked about.  And so, after you identify those businesses, do some digging.  Do some legwork, and look on their website, review their job descriptions, and really take notes and keep track of what you learn.  

What are they posting on their website?  What do the job descriptions look like?  I like to keep a OneNote on every company that I am talking to or that I want to talk to.  I just put some information on their background, kind of what their jobs openings are like, if I have a connection potentially to them, or if I know someone who has a connection to them, who their C-level and HR staff are, and if I have contact information for them as well and then any potential challenges that I think they might be happening based on their job openings.  

And I keep that OneNote.  Any time I go have a conversation with that employer, I add to that OneNote the date.  Any emails, I add that as well, just to keep it all in one kind of file for me to be able to keep track.

MS. WELLS:  That's fantastic.  Thanks, Megan, for giving us some insights into your process, and I know OneNote and tools like that are great if you're sort of an online computer person.  We have colleagues who keep the old-fashioned binder or the file folders and handwritten notes about these things.  So lots of different ways you can do it.  

And I was thinking, Megan, if you wouldn't mind throwing into the chat – I put in there MC and Dun and Bradstreet just so that, if you all want to look it up, but maybe if you could pop Burning Glass and Zoom Info into the chat so folks can check those resources out, that would be great.  

Another really important part of the work to do before you start talking to business is understanding the value you can bring to business through apprenticeship.  So you want to have that information really front of mind before you start talking to business.  You want to know the inherent value of apprenticeship, as well as any additional resources that you can bring to the table, whether it's because you have access to grant funding to cover related technical instruction or because your state has other resources.  

So Chris, can you talk a little bit about what you need to know to understand the return on investment apprenticeship offers to business within a local, state, or region?

CHRIS MAGYAR:  Yeah.  Thank you, Megan.  I think the most important thing to realize when you're talking about apprenticeship and the value of apprenticeship to a company's talent development strategy is that you look at this through the eyes of the employer.  As I see in the chat, there's all different levels of experience with apprenticeship, but you live and breathe apprenticeship.  Let's make sure you put on your employer glasses when working with employers around the benefits of apprenticeship.  

So again, taking a look at the value benefits that are inherent to the apprenticeship framework that will resonate with employers.  I think number one, as was mentioned earlier, they're already doing a lot of these activities already and there are in process.  But moving to an apprenticeship framework will secure the foundation for those – that recruitment, hiring, and training and growing talent within the organization.

As was mentioned earlier, well, apprenticeship, it's this rigid framework.  Make sure the employer understands that there is flexibility and customization to meet the unique demands of each business.  And I think most importantly, especially in a fast-growing company or an existing company, the apprenticeship framework is repeatable.  They don't have to reinvent the process because the framework provides a constant mechanism to hire and train new talent.  

Another thing, especially in Colorado, probably most of your cities, is that there's a high, high demand for workers in all different industries, and apprenticeship framework can be used to create a consistent pipeline of talent that can be trained to meet their needs.  Employers can use apprenticeship to build that constant pipeline of candidates who are waiting to join the apprenticeship.  This can help with the ebb and flow of finding candidates to meet the demands within a business.  

Wages; right?  The cost of employment, apprenticeship establishes that the wage increases for apprentices are comparable or moved along as the apprentice's competencies or skills grow and develop.  This will help drive consistency of wage growth, which is a benefit to the company in terms of budgeting and not overpaying or having to pay full wage for workers who don't have all the skills.  

Also, the wage schedule within an apprenticeship can help eliminate real or perceived subjectivity in wage growth by their employees.  And as a benefit to an apprentice who could be part of their program, it's a benefit because they understand that wage growth is based on growing their skills, which can be a motivator for an apprentice in an apprenticeship program to move quickly to attain those competencies.  

Apprenticeship can also be used to develop existing employees, incumbent workers within a business, which leads to increased skills and wages for existing employers.  Right.  The old adage, if you don't train them, someone else will.  

As technology has changed the roles of different occupations around companies, skills have fallen short, and apprenticeship can help rebuild the skills and wages of those existing employees.  

And what's key there, as employee skills have diminished or haven't kept up, apprenticeship can help stop the loss of intellectual property by employees being – by employees leaving a company who have strong company and industry skills, but they're being forced to leave the company because of outdated skills.  This is another way apprenticeship can be used internally, not just for bringing on new talent.

Oftentimes, too, in industry I've seen where employers are using over qualified employees to do entry-level tasks.  By starting an apprenticeship program, these senior level employees can be mentors to the apprentices, which can be an issue, where are the mentors going to come from.  But as they bring in apprentices, those apprentices can assume those lower-level tasks, allowing those highly skilled employees to perform at the appropriate level for the wages they're being paid.  

And I think the other thing, too, to reiterate back to a potential employer is that the DOL reports that there's a 94 percent retention rate for all apprentices who complete an apprenticeship with an employer.  So again, looking back to return on investment, this saves on sourcing, finding, recruiting, hiring, and most importantly, training new employees within a company.

In terms of the programs that you have within your state or local agency, make sure you sell and they understand the value adds of these benefits.  Make sure you articulate to those potential employers the incentives that you can offer, tax credits, WIOA training grants, OJT funds.  Don't assume that the employers that you're working with who are trying to engage in apprenticeship know or understand what is available to them, especially around funding of apprentices and apprenticeships.  

Also, reiterate the value that local workforce centers can be a great source of apprenticeship – apprentice candidates by referring the workforce customers to employer apprenticeships, by proactively sharing the employer's apprenticeship on their website, job fairs, et cetera, and also by facilitating connections to nonprofit and sector partnerships that the workforce is working with, which can help drive diverse candidates to the employer's apprenticeship.

Again, I think it's really important to know that the employer knows all of the services your organization can offer around apprenticeship and how to access these services.  

And I know, as was mentioned earlier in the meeting, make sure you communicate to your employer that they aren't alone, that there is support, an ecosystem to answer their questions, help them through the apprenticeship process.  We don't want them or expect them to become apprenticeship experts.  That's where you come in.  

So again, just some other points to look at.  Make sure you've got your employer glasses on when you're looking at these benefits of apprenticeship to make sure that they understand the value and the potential return on investment of apprenticeship.

MS. WELLS:  Thanks, Chris.  That was incredible.  It's so wonderful to learn from your experience and really think about everything to bring into that preparation around the value that is inherent in registered apprenticeship and might be layered in with other grants and opportunities to improve the ROI for business.  

So here in this first phase of your business engagement, you are getting smart about where you're focusing your attention and your – which businesses are getting your attention based on the real time labor market information and the data you're using so that you can feel good about your limited time and how you're using it and hopefully getting a higher sort of yield based on the time you spend in contact with business.

You're researching the businesses that you plan to reach out to so that you have – you're coming really informed into those conversations, and then you're building a really strong foundation in the apprenticeship solution that you can help them to build.  

So now, we want to move into phase two, which is those initial conversations with business where you begin to build a relationship, learn their business culture, and introduce apprenticeship in the context of their existing business practices.  

So I want to talk a little bit about validating pain points and learning a business's culture.  And, Megan, can you just talk us through the process of having that initial conversation with business?

MS. SCOTT:  Yeah.  Absolutely.  Emily, you can move to the next slide, if you like.

The key to the initial conversation is to really use that information that you have gathered from your research and – but don't go in there saying, I've solved all your problems.  Ask questions.  Actually understand what their problems are.  You've made kind of a hypothesis of what you think is going on, but now, it's time you talk to them and figure out what truly is going on within their organization and gain an understanding of any workforce development challenges that they are having.  

This is where that consultative sales approach really comes into play, and you're not providing a solution as soon as you walk in the door.  You're asking questions to really understand what their needs are.  So those questions can sound like, are you having trouble hiring?  Which positions?  How many applicants can you get for these positions, and are they qualified?  What do you do with applicants who aren't qualified?  How are you moving people up into management positions or mid-level positions?  Ask them how they've solved their challenges in the past.  

And going in and asking these questions and taking the time to really listen to that employer builds a relationship that also gives you the opportunity to understand how apprenticeship can really fit within their current business model and business needs.  

Then, after you've had that conversation, you're still talking to them, you can begin to introduce a really high-level concept of registered apprenticeship using the five components of an apprenticeship and how it relates to their current business practices.  Emily, if you can switch over to the next slide, please.  

So remembering what Gina was talking about earlier, one of our key mindsets is that apprenticeship is a formalized approach to what businesses already do.  It's only that it ensures more repeatable and better results.  

So to make this work for you, you really need to think about how to relate the components of apprenticeship to the practices that businesses already use, and you need to have to listen to what their concerns are in order to be able to do that.  

And so, when we talk about the the five elements of apprenticeship, I think we all have them burned into our brain by this point.  We always start with business about involvement.  Businesses need to hire and promote staff, and we, as apprenticeship expansion grantees, well, formerly, need to – need an employer for apprenticeship programs.  

In regards to related instruction, businesses already have onboarding processes for new hires to help them learn the organization's approach to work and professional development opportunities to help their staff fill their knowledge gaps.  And apprenticeship offers a formal related instruction plan to really fulfill the same exact function.  

Structured on-the-job training, all organizations have to support new staff in some way.  It could be a formal mentoring program or just informal.  Apprenticeship creates a formal strategic plan for and structure that ensures new hires get the support they need for the – to form their best.

And then you have rewards for skills gains.  All organizations conduct performance reviews and reward staff with merit-based pay increases, very similar to wage progression in apprenticeship.  

And then there's a national occupational credential.  They promote staff to new levels or positions, and with apprenticeship they have that national credential to kind of show that performance increase and that promotion.  

So relating the formal elements of apprenticeship to current business practices helps businesses recognize apprenticeship as an enhancement to their current approaches rather than something new.  And so, when you present apprenticeship as a strategy for strengthening what they already do, enhancing their culture and their current practices, then businesses actually listen to you.  But it's really important to speak their language and not use terms like RTI and OJT, which can be really, really confusing to employers.  

So everyone on the call today I know speaks apprenticeship, and so, we throw around words like RTI, OJT all the time.  Businesses don't understand what we're talking about, though.  So rather than using words like related technical instruction, discuss it in terms of internal or external education or onboarding.  Work processes and competencies are just job descriptions and position requirements or responsibilities.  Stepped-up wages are merit-based increases and performance increases.  

And framing apprenticeship in the context of what a business is already doing is really key to creating that buy in and helping a business understand that it can be a solution to some of their workforce challenges.

So we talked – or Chris talked about understanding the ROI of apprenticeship, and what I want to emphasize is that when you talk to businesses about that, you want to help them understand the comparison of their current and traditional model versus registered apprenticeship hiring models.  

How much is their traditional model costing them in terms of turnover, training, marketing, et cetera?  And speak to how registered apprenticeship can potentially lower some of those costs because there are resources – Chris listed a number of them – to support them locally or statewide.  

And then, lastly, I want to emphasize that this is probably one of the most important keys is to build that relationship by always following up.  I know it's hard.  We're all understaffed, but this is really important.  So before leaving, make sure you really understand the employer's pain points so that you can reiterate – sorry – their potential solutions for how you can help solve some of their challenges.  

Set up your next call before you leave or before you end your first meeting, and really encourage them to bring in additional staff to find out or ask questions because you know you're going to have to have more staff on board in a company in order to seal that deal.

Create an incentive for meeting with you again.  So that might be connecting them to other resources or presenting an apprenticeship strategy tailored to their current challenges or providing them additional information on what you've already talked about.

MS. WELLS:  That was amazing.  Thank you, Megan.  I always love looking at the apprenticeship business speak translation chart.  For a while, I had it printed out by my desk.  It's always good to really think and bring the perspective of the business into that conversation and think about how to use words and talk about apprenticeship in ways that really connect to what businesses know and what they feel comfortable in.  

Megan, you were sort of leaving us with this conversation of building trust, and I wanted to build on that a little bit.  Amy, could you talk about how you've built trust with businesses as you've sort of developed and matured your relationship with them?

MS. BELLER:  Of course.  Trust has always been my most important factor, when I was going in and talking to businesses, jobseekers, or anybody.  You want to make sure that people trust the information that you are providing to them by having meaningful conversations.  

As we mentioned before, maybe apprenticeship isn't the first thing to go to and we had conversations on other work-based learning initiatives and then you're going to come back to this conversation maybe six months to a year later and you want that person to trust you.  You want them to know that you are listening.  You are understanding, and you are going to build the best program with the best – their interest in mind.  

We build a trust with the meaningful conversations, but we also feel we provide it with our quality of work.  So what are some ways we can build trust?  One way that I've always decided to build trust is to show examples of companies actually doing apprenticeship to other companies.  

So I would always go into a meeting and I would say, well, did you know that X, Y, or Z company in the region has the same exact program or a like program within the industry?  If I didn't have something within the state, I looked nationwide to say, do you know this big company or the smaller company, depending on what size a company we're looking at, they have this specific program for this specific occupation as well?

And if I didn't really know before going into the meeting, as we mentioned before, do your research.  Ask your Maher coaches for examples of who else is doing this either occupation or industry?  

The second way to always – to build trust is to connect employers to their peers.  Who better can tell them about apprenticeship than their competitors or their peers themselves?  Sometimes I was able to even connect businesses that had like questions or comments or even struggles to show apprenticeship is the solution, and this is how that company did it.  

We always also created an apprenticeship solution proposal.  We showed them what we could do for the business.  The business never knew that they had to do this themselves.  It was always what we were going to do to help them with the solution.  

And lastly, we mentioned a little bit on return on investment calculations.  Always go in to the meetings with that analysis in the back of your head.  There are some great examples of return on investment calculators that we're going to be putting into the chat here, but be thinking about what that benefit is with how much an apprenticeship would cost versus how much it would cost for turnover and using a staffing agency.  But, again, trust is the major component that you want to make sure you have every time you leave the room.

MS. WELLS:  Thank you so much, Amy.  And we've got those ROI calculator tools popped into the chat here.  You can grab them, or you might need to follow them and pull them up on your browser.  

We're going to move into phase three now, but I just wanted to say, if you've had some questions pop up for you about phase one or phase two or maybe you've tried some of these techniques and hit a roadblock, you can put your questions in the chat now so we can start to see them coming up, and we'll get to them as we wrap up with this final phase.

So in phase three we're getting to commitment.  You've done your research.  You've targeted, you've focused your effort on businesses that are likely to have the challenges that apprenticeship can help to address.  You've learned culture.  You've gone in and listened.  You're starting to develop a relationship, and now, we're going to talk about getting to commitment, what – and we're going to address concerns about creating that buy in and bringing the right partners to the table.  

And we don't have time today to talk about everything that's in the toolkit and here in phase three.  So do make sure to take a look at that toolkit as we get the links to you.  

So Chris, can you talk just briefly about some of the strategies that you use to move from a promising relationship into commitment with a business?

MR. MAGYAR:  Yeah.  The most important thing, you've had several cycles with this employer.  Everything seems right.  The next and final step is, how do you get commitment from that employer to move forward with the apprenticeship?  It's always the hardest step in any sales cycle.  

So a couple different strategies to move them from a high level of interest to formalizing or giving you a commitment for a registered apprenticeship is to ensure that you understand all of their pain points.  As you've met with them several times, you're understanding their business.  You've done some research.  You've heard from your lead there.  

Revisit those pain points by potentially walking through all the components of the apprenticeship that we've been talking about, which are defined in Appendix A.  It's a good way to map for that employer their pain point and how apprenticeship can solve that pain point and, as we've talked about, the return on investment.

One of the biggies is RTI, the related instruction.  Make sure that they understand that they've been doing some training, but this is a formalized way to create that roadmap to take someone without the skills for the job, to create the skills with the job, that the related instruction, the apprenticeship will define the curriculum, the outcomes, the hours of instruction, and most importantly, the cost.  

Some of the other benefits or other things to look at with – in terms of training, make sure they understand that there are several options to satisfy the training for the apprenticeship, in-house training, outside training, online training, or a hybrid thereof.  

Another huge benefit, if someone's looking at their return on investment, is they don't have to build this training from scratch, that there are resources, training materials, curriculum that may fit or probably will need to be customized for their apprenticeship.  

Again, the RTI – understanding the RTI and how it can map and create the right skill sets so that apprentice can be doing on-the-job learning where, from the training, from the mentoring, now, they're actually doing on-the-job work, adding value to the employer throughout the apprenticeship cycle.  

And, again, it's a way to ensure that the training for new employees in a role are documented and standardized.  I'm sure we've seen in different businesses where a new employee comes in.  Chris trains the employee one way.  Gina trains the employee the other way.  There isn't that consistency of training for those new hires.  

And also, in terms of the other key component is the work process.  So again, this is going to provide the roadmap for growing talent within the organization through apprenticeship, that it'll help standardize and – the processes so those individuals, those apprentices get the most important skills and timing of training of those skills, and it sets the cadence for training apprentices.  

The work processes are flexible to meet the needs of the employer.  If there's a spike or a change in the work that needs to be done with that apprentice, things can be shifted around, but there is a schedule that will map to ensure that that apprentice gets all of the skills necessary to complete the apprenticeship.  

And again, repeating again that the apprenticeship framework is repeatable.  They don't have to reinvent the wheel every time.  

Real quickly on the wage structure, as we talked about, ensures fair compensation to pay for the occupation across the employer.  It helps set the expectation of wage growth for that apprentice.  The apprentice will become aware once they sign up as an apprentice of what their wage schedule can be.  

So the apprentice will see, as their competencies grow, their wages will grow.  So it helps set that expectation with the employer.  And again, the employer won't overpay for skills that the apprentice has not yet proven or met.  Again, it's a real motivator for the apprentice to gain those skills, and it helps supply retention.  

So again, taking those pain points, mapping them to what is in the framework of the apprenticeship will help potentially move them across the line.  

As was mentioned earlier, if you're sensing that creating a registered apprenticeship is too big a lift for the employer or they don't know how they're going to get them done, make sure you let them know that there are options out there to leverage intermediaries who can either, A, help them through the entire process or, B, can be the sponsor for the employer's apprenticeship.  So it can remove that burden of, oh, my god, how am I going to tackle this inside?  

And one other thing to remember and I'm sure you've seen this, this can take multiple, multiple iterations, multiple meetings.  So please make sure that, when you leave each meeting, you follow up with what happened in the meeting and the action steps to continue to move this forward.  

A couple other quick questions to make sure you're at the right spot in terms of trying to get a commitment for apprenticeship is, is the person who is your contact the one who can make the decision?  You could be spending all this time and energy selling the value proposition, and, oh, I've got to move this up the chain a bit.  So always make sure you know who has the approval process, the approval for the apprenticeship.  Are they the decision maker?

Also, what other groups may need to be brought in?  What other resources may need to be brought from the employer to move this forward?  Hey, HR talent acquisition loves this.  We've got to pull in IT or whoever, wherever that occupation is going to sit.  

So again, just some of these things of making sure you map their pain points to the value proposition by documenting everything that's going to be required to the apprenticeship will help solidify and close the deal.

MS. WELLS:  Thank you, Chris.  Love learning from your expertise in this.  And there are so many small things that you can do along the way to show that value, and I really appreciate, Chris, the way that you lifted up how it's that – it's the follow up.  It's not just having the right words and the good conversations but showing the business that you're moving the process forward in between your meetings and conversations can make a big difference.  

So we want to talk – we're running a little bit behind.  So what I want to say is we put together some thoughts on sort of the unique times in which we're all doing this business engagement work and some strategies that can help us navigate this very shifting landscape.  And I want to say, in the interest of time, that this is something that you can cover with your coaches during your coaching call, and they can bring a little more nuance to that conversation about some of these ideas and help you select the right ones for the particular challenges you all are having.  But I want to make sure that we have some good time for questions.  

I do want to highlight the three tools that we mentioned that complement this conversation and include more information and resources on these topics.  So you can see they really do a deeper dive into the strategies we've been discussing today.  So you'll get a copy of the PowerPoint after this, and we'll send as well the links to these three resources, as well as a recording of the webinar.  And we encourage you to spend a little bit of time with the toolkit.  

The strategies and action kind of showcase how your peers have used some of the tools and techniques that we've been talking about today to solve specific types of challenges that you might be encountering as well.  And then there's also the handy tip sheet talking to business about apprenticeship, that I mentioned I used to keep right next to my desk, that helps you translate apprenticeship talk into business speak.  So great resources that will support your effort and reinforce the things that we've been talking about today.  

So I want to encourage you to ask questions that you might have right now.  Of course, you'll have time with your coach to kind of apply what you've learned to your specific challenges, but we've got a great question in here.  

I'm having trouble scrolling up in the chat to get to it, but I think the gist of the question is – from Vanessa is really, how do you balance the fact that developing a registered apprenticeship takes time?  And how do you help a potential business partner understand that investment of time as being worth it, given the value that they get, especially when they need to hire someone, like, yesterday?  

I don't know.  Amy or Megan, do you have any thoughts about that?

MS. BELLER:  So this was always a common question that we came about in – when we were creating programs, and what we always explained to them was, the time that you're going to invest now will help actually be able to take it off the shelf, the planning documents, the structure of the program, and actually implement it cohort after cohort or applicant after applicant.  

Yes.  It's going to take a little bit of time, energy, and effort up front, but it's really going to benefit you because registered apprenticeship really doesn't change all that much after each person that you're hiring, and you can utilize the outlines that we're creating now.  

We're also – what I also told them is, I'm going to take the burden on most of the information for you.  I'm going to give you drafts.  I'm going to give you information that I just need you to eyeball and edit.  You don't have to do it yourself.  I always wanted to make sure that whatever I gave to the employers were – they're easy to read, easy to understand, and small in length that they would just have to look over maybe five minutes and then be able to give me their edits.  

So anything that you can help with that prep time to make it show that it's not that much time away from them is going to be helpful to minimize the amount of time that they're going to take.

MS. WELLS:  Thanks.  Megan or Chris, anything to add?

MS. SCOTT:  I would just add that they don't necessarily have to create a program themselves.  They can always join one with an intermediary.  There's so many options now, so many more than, I think, several years – just a couple years ago of joining a national program intermediary or working with someone who already has national guideline standards, which also speeds up the process because you just take it off the shelf and you register it and you're done.  

So maybe creating their own is not the solution for them.  Maybe it's connecting them to an intermediary where it's already created, and then they are just hiring people really quick to be their apprentice.  So there's a lot of flexibility in apprenticeship.  We always say that.  So think about strategically what fits the employer's needs the best.

MS. WELLS:  Thanks again.  I wonder if – do we – we have time for maybe one more question.  Does anyone have a question they want to offer verbally or pop into the chat?  All right.  If not, I mean, feel free if you're typing, keep typing.  

But if not, I'm going to say that we are so grateful that you've taken time out of your day to join us for today's webinar.  We love having these conversations with you all.  If you haven't scheduled your coaching calls yet, please do that right away, and Emily will be in touch to make sure you have the links that you need to do that.  I definitely want to make sure you get them scheduled so that you can plan for them and get them on your calendar.

And then really hone in on the particular challenges that you want to focus on with your coach.  We have briefed them on the prep call that you've had so that you all can hit the ground running on that first call.  But give some thought so that you can take advantage of that first call and really focus in on some particular challenges that you want to address.

And then do plan on some homework between the calls, and when we say homework, of course, we don't mean writing an essay or doing something abstract, but plan on an opportunity to fold what you've learned into your day-to-day work of business engagement so that you can reflect on maybe making some adjustments to your technique or layering something on top of what's already working for you.  And you can share those reflections and talk in greater detail on your second coaching call with your coach.

If you have additional questions about the boot camp or if you're having trouble scheduling your calls or you scheduled your call but you need to change it to a different time, Emily and Megan are your go-to people.  So reach out to them.  Please don't hesitate.  We're here to help you, and we want this to be a really successful opportunity.  

So I'm checking the chat.  I don't see any other questions.  On behalf of the coaches, I know we're all looking forward to these calls and to working with you.  We wish you the best and we will – some of us will see you all very soon.  Thank you so much.  Take care.

(END)
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