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2017 Talent Pipeline Report, Appendix J5 

In December 2016, per C.R.S 24-46.3-401, the Colorado Workforce Development Council (CWDC), 

contracted with a non-profit entity (CareerWise Colorado) to build an in-school youth 

apprenticeship system.  The attached annual report was submitted to the CWDC by CareerWise 

Colorado for the first full year of the legislation September 1, 2016 through August 31, 2017.  
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CareerWise Colorado - First Term of Industry Infrastructure Grant Program  

(Established by HB1288, now C.R.S 24-46.3-401 et seq.) 

 

Reporting on Grant Outcomes through August 31, 2017 

Due 8/31/17 

 

Executive Summary: 

Per our contract with the Colorado Workforce Development Council (CWDC), CareerWise Colorado has 

fulfilled its grant responsibilities for the first term of the Industry Infrastructure Grant Program, 

established by HB16-1288, by serving as a translational medium between government, education and 

business to build a new, competency-based youth apprenticeship program.  The partnerships that we 

have forged by working in concert with CWDC and various state agencies including the Colorado 

Department of Labor and Employment (CDLE), the Office of Economic Development and International 

Trade (OEDIT), the Colorado Department of Education (CDE), Colorado Department of Higher Education 

(CDHE), and the Colorado Community College System (CCCS) have built a comprehensive framework for 

a more relevant, skills-based system that breaks down barriers between workforce and education, 

whereby creating the dual impact of improving access to talent for businesses and increasing 

opportunity for young people as they enter the workforce.   

Making sure to capitalize on the strong foundation of work laid by our partners including the CWDC, 

local Sector Partnerships and the Skillful Initiative of the Markle Foundation, we have identified sets of 

critical competencies in multiple, high-demand roles and industries to create a new type of skills-based 

work-based learning curriculum.  With advocacy and involvement from CDLE, CWDC and OEDIT, we 

were able to consult with industry experts, including, among other individual employers, our industry 

association partners such as the Colorado Technology Association (CTA) and the Colorado Advanced 

Manufacturing Alliance (CAMA), we have developed ten, unique sets of competencies that reflect the 

skills needed for success in a given occupational job family (accountant, project manager, etc.).  

Together, these ten occupations represent some of the most in-demand, high-growth, high-wage jobs in 

Colorado’s economy.  These jobs were identified by research and confirmed by industry leaders and 

experts as some of the most difficult to fill.   By partnering closely with industry to identify these critical 

high-demand roles that have emerged within companies across Colorado, and by leveraging industry 

leadership’s expertise to map the specific skills required for success in those roles, we have cultivated a 

high level of buy-in from businesses who are now participating in the CareerWise youth apprenticeship 

system.  They are creating apprenticeship opportunities that are providing a new way for students to 

learn high-value, high-demand skills through a competency-based work-based learning program.   

Leading the country in collaboration across sectors, we have also identified and codified within each 

curriculum, a set of skills that cut across industry and add value to a range of types and sizes of 

businesses.  These “Career Ready” (foundational) competencies apply to businesses in industries ranging 

from healthcare to technology to creative industries to manufacturing, and as our apprentices begin 

their work on-site at companies this summer, companies are already reporting back on the value of 

these core professional competencies.   With the help of Skillful, we have guided these innovative 

businesses not only through a competency-identification process, but also through a process of scoping 
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a competency-based apprenticeship role, writing a job description that names skills – not education or 

experience – as the requirements for employment, and interviewing in a way that is designed to draw 

out candidates’ strengths, interests and abilities.   Now, 116 young people – Colorado’s inaugural class 

of youth apprentices – are beginning their work at 40 hiring business partners in the metro Denver, 

Grand Junction and Fort Collins communities.  Working closely with the educational ecosystem – from 

individual high schools, to school districts, to CDE, to community and four-year colleges and the larger 

systems of post-secondary education – we have created space within a student’s trajectory to allow 

them to continue on with their high school education and graduate on time, while also earning money 

for their on-the-job work at their apprenticeship and acquiring debt-free college credit and industry 

certification, through related instruction provided by our training center partners including community 

colleges, four-year colleges and universities and private providers such as Galvanize.  We continue to 

facilitate conversations with CDHE, CCCS and CDE about how we work toward a skills-based framework 

for assessing and conferring credit for learning in a work-based environment in order to ensure 

expanded choice and opportunity for students. For a more detailed update on our progress toward the 

milestones outlined in our contract, please see the following: 

Milestones 

A. COMPLETE – See “Training Plan Creation and Development” below - By April 30, 2017, Grantee 

shall gather employers (by training pathway) to facilitate the process of applying Grantee’s skills 

and data competencies analysis to specific on-the-job training plans for apprenticeships and 

guiding employers into thinking about the sequencing of competency-based training and 

allocating necessary resources for their own industry’s context; 

B. COMPLETE – See “Training Plan Creation and Development” below -  By May 31, 2017, Grantee 

shall integrate previously-created competency lists into comprehensive training plans for 

businesses; 

C. COMPLETE – See “Launching the Youth Apprenticeship Program” below - By May 31, 2017, 

Grantee shall use the competence-based descriptions of training opportunities (apprenticeships) 

to facilitate the application, interviewing and selection of apprentices by industry apprenticeship 

hosts; 

D. IN PROGRESS – See “CareerWise’s Competency-Based Learning Management System” below - 

By May 31, 2017, Grantee shall build and pilot a competency-based “Learning Management 

System” (LMS), build out a system to incorporate pathway-specific competencies and 

appropriate user access/roles within the system; 

E. DELAYED, PLANNED FOR SEPT. 2017 – See “CareerWise’s Competency-Based Learning 

Management System” below - By May 31, 2017, Grantee shall provide user-specific LMS 

training for employers; 

F. COMPLETE – See “Launching the Youth Apprenticeship Program” below - By June 30, 2017, 

youth apprentices shall begin a year-long apprenticeship training program; 

G. COMPLETE – See “CareerWise’s Competency-Based Learning Management System” below - By 

June 30, 2017, Grantee shall provide user-specific LMS training for apprentices; 

H. COMPLETE – See “Facilitating Competency-Based Practices” below - By August 30, 2017, 

Grantee shall pilot (implement, test and refine on short-cycle) the use of selected assessments 
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(Pairin, Jobzology) to support competency-based hiring decisions and competency-based 

coaching and mentoring in the first 90 days of an apprenticeship; 

I. IN PROGRESS – See “CareerWise’s Competency-Based Learning Management System” below - 

By August 30, 2017, Grantee shall pilot (implement, test and refine on short-cycle) the LMS 

system; 

J. IN PROGRESS – See “Training Plan Creation and Development” below - By August 30, 2017, 

Grantee shall pilot (implement, test and refine on short-cycle) the on-the-job competency-based 

training plans; and 

K. IN PROGRESS – See “Facilitating Competency-Based Practices” below - By August 30, 2017, 

Grantee shall identify and create resources (such as videos, manuals and FAQs) to support 

industry supervisors and coaches in helping apprentices develop foundational (i.e., career-

ready) competencies. 

 

Training Plan Creation and Development 

Throughout the late spring and early summer, CareerWise staff worked closely with apprenticeship 

supervisors from businesses who hired youth apprentices for the 2017-2018 program year to develop a 

training plan for, at minimum, the first twelve weeks of an apprentice’s experience.  Starting from the 

finalized competency set for the particular occupation related to their apprenticeship(s), we helped 

employers think about the productive work that they would already doing during that timeframe, and to 

think critically about which of the identified competencies could be learned, practiced and mastered by 

by an apprentice supporting that work.   CareerWise staff worked primarily on a one-on-one basis with 

supervisors to walk through this time-intensive process, in order to ensure that apprentices would be 

engaged in meaningful work from their first day on-site.   Through this exercise, supervisors began to 

practice the ability to dissect a project, or activity, or even a single task, and map it to the competencies 

that industrywide experts had agreed were critical to success and which lead to an apprentice’s ability to 

earn an industry-recognized credential.  Though we suggested that supervisors think about the first 

twelve weeks in terms of what projects or work would be taking place during that time, we also had to 

help them understand how a competency-based approach to learning and mastering skills would not 

necessarily be based on time.  In other words, two apprentices in the same role may progress through 

competencies at a different pace.  For example, one apprentice may need two weeks to master a skill 

that another apprentice only needed one week to learn.  One of our inaugural apprentices at REO 

working in advanced manufacturing has already taken on productive work – programming a robot – that 

her supervisor had not anticipated would happen until much later in the apprenticeship; however, since 

she has demonstrated mastery of the competencies required, she has been able to move on to a more 

advanced level of work.   Helping supervisors sequence the competencies, then, was also a critical part 

of building the training plan so that apprentices could scaffold their skills on one another and progress 

to more complicated, advanced work as they are able.   Companies that are able to more quickly help 

their apprentices move to more advanced, valuable skills will more quickly realize a positive return on 

their investment in the program.  If they are able to so do, their apprentice’s productivity will quickly 

outpace their apprenticeship wage.   
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Since the majority of our inaugural cohort of apprentices are just beginning their work on-site at 

companies as they return to school this fall, we will continue the process of supporting supervisors in 

building and using a competency-based training plan.  As we gather feedback from them at regularly 

scheduled intervals this fall and winter, we will continue to refine and improve our tools and processes 

so that they can be widely adopted over the long run.  

 

Launching the Youth Apprenticeship Program 

Throughout the late winter and spring, CareerWise created, launched and operated an “Apprenticeship 

Marketplace,” built on the LinkedIn platform and designed to replicate a true hiring process, since there 

are no forced placements or “matches” in the business-led CareerWise youth apprenticeship model.  In 

partnership with Skillful, we provided several types of resources for helping employers change their 

process from one oriented around traditional employability markers like education and experience, to a 

process anchored on skills-based job-scoping, screening and hiring.  This shift in practice is designed to 

allow increased access to employment for non-traditional candidates including, in the case of 

CareerWise apprenticeships, young people.  With support from CareerWise, more than 60 businesses in 

the metro Denver, Grand Junction and Fort Collins communities posted 167 apprenticeship 

opportunities.  Once posted, CareerWise turned the process over to our partners, allowing school and 

district leadership to help students prepare a thorough, neat, and relevant application, and businesses 

to screen, interview and assess candidates to align with their other HR processes.  As of June 30, 2017, 

116 inaugural CareerWise Youth apprentices had been hired by 40 companies in industries including 

advanced manufacturing, aerospace, creative, electronics, financial services, food and agriculture, 

health and wellness, technology and information, and tourism and recreation industries.  All hired 

apprentices then completed a “bootcamp” kickoff training in June (one in metro Denver and one in 

Grand Junction; the Fort Collins-based apprentices participated in the Denver training) focused on the 

Career Ready competencies.  However, apprentices’ start date on-site with their hiring company varied 

widely by company.  All apprentices will be on-site by September 1, 2017, but their start dates were 

staggered throughout the summer, according to the companies’ preferences.  All apprentices’ roles are 

based on one of our ten initial occupational job families (each with its own unique competency set 

developed in partnership with industry) which each fall into one of our first four career pathways.  The 

complete list of apprenticeship roles per pathway is: Financial Services pathway-  accountant; Business 

Operations pathway -  project coordinator and insurance underwriter; Information Technology pathway 

- desktop support, junior coder and software quality assurance tester; and, Advanced Manufacturing 

pathway - engineering technician, maintenance technician, production technician, and quality 

technician.  

 

Facilitating Competency-Based Practices 

One of the most difficult types of skills to translate into a competency-based framework are soft skills; 

however, these skills have repeatedly been cited as absolutely critical to success in today’s workplace.  

As such, CareerWise has deliberately sought out a more concrete approach to assessing and measuring 

progress toward mastering these soft skills.  As a result, CareerWise has selected the Pairin Assessment 

tool, which was designed specifically for measuring, and further developing, social emotional skills.  As a 
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comprehensive tool, Pairin measures a broad spectrum of skills and abilities that relate to a person’s 

ability to function successfully in the workplace.  These types of skills are reflected in the CareerWise 

curricula as what we call “Career Ready,” or foundational, skills.  Though there are many more skills 

measured on Pairin than are part of an apprenticeship training program, we worked with Pairin to map 

the skills that our industry experts identified as critical (and broadly applicable across industry and 

functional role - things like conscientiousness, interpersonal orientation, and judgement and decision-

making) to those attributes that Pairin measures.  From there, we worked with Pairin to create a 

customized report for apprenticeship supervisors that reflects an apprentice’s ability in each of the 

Career Ready competencies.   Thus, as part of the onboarding process, CareerWise requires that each 

apprentice beginning their apprenticeship take the Pairin Assessment.  We encourage supervisors and 

apprentices to use the apprentice’s customized report to identify relative areas of strength and areas for 

development, and to focus on opportunities to practice and improve those skills.  Apprentices will re-

take the Pairin assessment on an annual basis, since the tool is designed to measure change over time.  

Additionally, we have hired third-party coaches for our apprentices in order to provide a non-work, non-

school advisor with whom apprentices can process and reflect on the apprenticeship experience.  The 

company that we have hired to provide these coaches (all of whom coach virtually) is YouPro, an 

offshoot of the incredibly successful work-based learning program for opportunity youth, YearUp.  Every 

YouPro coach is certified in use of the full Pairin tool, and our YouPro coaches used the apprentices’ 

Pairin assessments to put students together into groups that share common areas for development (e.g. 

groups that are particularly in need of practice in self-restraint, self-esteem, self-efficacy, etc.) in order 

to provide specialized support on critical areas within the overall coaching and development framework.   

CareerWise is also developing a series of short, concise videos that introduce various foundational 

competencies and provide prompts to learn more about and practice those skills in the context of the 

apprenticeship.  Videos will be sent out regularly to apprentices, supervisors and coaches in order to 

provoke discussion and provide a common reference point for these more subjective abilities and skills.  

 

CareerWise’s Competency-Based Learning Management System 

One of the more difficult aspects of building tools and processes to support competency-based learning 

was the development of an online tool that multiple CareerWise stakeholders could have access to in 

order to get a shared view of an apprentice’s acquisition of key skills and competencies.  In fact, because 

our apprenticeship system is one in which businesses and institutions of education interact in new – and 

more frequent – ways, we have encountered many challenges in finding and adapting out-of-the-box 

solutions for use in our new context.  Such was the case with our selected technology solution for our 

“Learning Management System” (LMS), Motivis.  Though Motivis has been willing to work with us to 

customize their system for our use, the complex and unique requirements that we have (things like 

multiple users with different types of access, etc.) have led to some delays in building, testing and 

implementing the LMS system.  Despite the fact that the system wasn’t fully up and running, we were 

still able to demonstrate the basic architecture for apprentices during a training session at the bootcamp 

in June.  Next, we will undertake a full roll-out of our LMS by Motivis on September 6th, issuing licenses 

to students and supervisors.  Each apprentice will have a set of competencies pre-loaded into the 

system for them that reflects their specific apprenticeship role.  For adult supervisors, we will create a 

series of video (pre-recorded) webinars on how to use the system.  Some of the first webinar topics will 

include creating an assignment in the Motivis platform and using the LMS to evaluate apprentices.   One 
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contact at each partnering district and/or high school will also have access to the system, and 

CareerWise will gather and upload information from training center partners (community colleges and 

others) into the system as well.    

We will continue to rest and refine the system as we implement our feedback cycle throughout the first 

year of the apprenticeship.  Preliminary plans include quarterly employer roundtables, monthly 

employer and apprentice pulse check surveys and ongoing “case management” of problems as they 

arise.  


