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Welcome!

Building Awareness and Utilization of Registered
Apprenticeships in lllinois: A Showcase of SHRM
Foundation, IL SHRM, and Apprenti Progress

Tuesday, October 13, 2026, 1:15— 2:15 pm (CT)

Moderator
Bob Lemke, /L SHRM Director for Workforce Readiness; Managing Principal, NextView Advisors
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Case study & your engagement S IRMITTE

Share your feedback and
experiences with this
collaboration to crowd-

source future paths and
improve outcomes!

How clear is IL SHRM’s go-to-market strategy for
expanding registered apprenticeships across
lllinois?

Based on what you’ve heard, how effective do you
believe IL SHRM'’s early results have been
(readiness assessments, employer outreach,
marketing, registrations)?

How ready do you feel to engage employers or
partners using IL SHRM’s RAP model?

Which area should IL SHRM prioritize next to
engage employers/partners to strengthen
statewide apprenticeship adoption?
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Our case study BIE Hlinois

1. Background & context
2. Playbook
3. Progress

4. Crowdsource future paths

Bl Foundation | APPRENTI



lllinois employer opportunity BIER inois

v’ $350,000 grant awarded by the lllinois Department of Learn More
Commerce and Economic Opportunity (DCEO) to the
SHRM Foundation (IL SHRM & Affiliate Chapters).

v" Provides funding for a turnkey solution to launch or
further develop U.S. Department of Labor Registered
Apprenticeship Programs (RAP) across lllinois for IT
and HR occupations.

v" End-to-end implementation and administrative support
provided by Apprenti (SHRM’s RAP contractor).

Schedule an Appointment

Of =210

v Guidance on accessing available lllinois apprenticeship
tax credits.

v Ongoing resources to support successful program
implementation and workforce development efforts.

Bl Foundation | APPRENTI




Our premise: .
Build partnerships & engage employers lllinois

...... if regional programs and organizations in each of these
systems build partnerships with industry independently of each
other, duplication of effort and inefficiencies will increase

dramatically”

= https://www.illinoisworknet.com/WIOA/network/Documents/ILSect

A orBasedEmpEngVision_Final _20150513.pdf
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SHRM IL Workforce Readiness: I
IL State Attainment Goal lllinois

Degree Attainment:

. 5 Percentage of residents (25
The work s - o and over) with an
N ot Ye'l‘ _________________ o Associate degree or higher

Complete

20317

growth trajectory.

Defining ‘Value’

Executive Order 2020-03:

State Degree Attainment Rate: 46.2%

Define credentials of value in a manner that, at a Average County Degree Attainment: 35.1%

minimum, considers alignment with current and « Strong Labor Market Value
projected labor market demand, the economic « Return on Investment

return of a credential, and its potential to « Skills-Based and Industry-Aligned
support economic mobility for learners and « Portable and Interoperable
workers, + Stackable and Flexible

« Accessible, Affordable, and Equitable
+ Social and Community Needs

From Prior Literature: Characteristics of

Credentials of Value

Bl Foundation | APPRENTI



Audience Poll 1 BIE 1linois

Which part of the registered apprenticeship ecosystem do you represent?

Apprenticeship agency

1. Education (K-12, Postsecondary)

2. Workforce Agency ¢
3. Employer —
4. Intermediary / nonprofit : j
5.

6.

Other

BERYl Foundation | APPRENTI



SHRM BIT llinois

Society for Human I ~340,000 members I
Resource Management
|
BVl Foundation 5 Regional
Councils

| I ~10,000 members I

51 Stat _S——
o e > EIEYI minois | ~74,000 R prot |

6 x ‘
e T 575 Local 20 IL CHICAGO * * * x S I_R M
Chapters D Chapters D s M

BVl Kankakee Area
BIEY Central lllinois

$30M total assets
(‘24 Form 990)
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About SHRM Foundation @
Building a World of Work that Works for Al -

60 YEARS | $100M+
ADVANCING A WORLD OF WORK
THAT WORKS FOR ALL

SHRM Foundation is the 501(c)(3) nonprofit arm of the world’s largest HR professional society, SHRM.
SHRM represents nearly 340,000 HR professionals across the globe, impacting 362 million
workers and their families. The SHRM Foundation elevates and empowers HR professionals as a
force for social good so that all workers and workplaces can prosper and thrive.

O PURPOSE: Elevate and empower HR as a force for social good.

MISSION: Mobilize and equip HR to lead positive social change so that all talent and
workplaces can prosper and thrive.

O VISION: A world of work that works for all.
’ Sl Foundation



SHRM Foundation's Portfolio

To expand access to work and help workers and workplaces thrive,
SHRM Foundation focuses on three interconnected pools of work.

Widening
Pathways
to Work

Strengthening
the HR Field

Thriving Together

Sl Foundation



SHRM Foundation - Skills First

IR inois

s [

Foundation  te

Making the Case for Skills-First
Hiring and Advancement
to Hiring Professionals

B Foundation £ WorkRise

M

Degree Centered
Organization

Skills Strategy
Awareness

Traditional hiring
methods focused
mainly on credentials,
education, and past
vithout

Recognition of the
hiring decisions and

growing awareness

ties
onsidered.

to explore skills-
based alternatives,
but not occurring at
the organization
level.

Campus to Career Ready:
A Roadmap for Civility
and Career Readiness

RESEARCH REPORT

SKILLS-FIRST AT WOHR
Assessing the Effectiveness of a Skills-Ba
Hiring Education and Technical Assistanc
Program for Employers

\\D)

Building a Skills
Structure

Definition of skills

importance of skills in and competencies for

each job role initiated.
Explicit skill

of the skills gap in the requirements noted
~ workforce. Openness alongside degree

credentials. Mindshift
toward skills-based
practices is more
evident.

D Skills First Growth Model

Skills Integrated
Organization

Job descriptions
based fully on skills,
and more openness
and advocacy for
utilizing skills
alongside degrees.
Implements skills
assessments, skilled
interviews, and/or
skill performance
review.

B Foundation | APPRENTI

Data-Driven Skills
Focused Organization

Skills primary factor
driving hiring and/or
advancement
decisions. A
comprehensive skills
database exists to
develop data
analytics. Skills data
actively informs
planning, talent
acquisition and
retention strategies.

Education Design Lab

Skills Driven Culture in
Hiring, Advancement
and/or Growth

Skills-based hiring is
integrated into the
entire talent
acquisition process.
HR and hiring
managers champion
skills development
and continuous
learning as an
integral part of the
organizational culture
of skills-based
practices.

Skills-Centric
Organization

Recognized for
establishing a culture
of continuous
improvement in
skills-based
practices, Skills
strategies optimize
the hiring and
advancement process
utilizing rich skills
data. Hiring,
advancement and
organization
optimization rely on a
foundation of skills,
talents, and
aptitudes.

Foundation



BETTER

ILLINOIS

®
® ® WORKPLACES
inois | %

Join a Chapter Near You!

Rockford Area SHRM

Stateline SHRM

SHRM Northern Illinois HRC

IL Fox Valley SHRM

HRA of Greater Oak Brook

Rock River SHRM

DuPage SHRM

SHRM South Surburban Chicago
Chicago SHRM

SHRM Grundy Will

IL Valley SHRM

SHRM Kankakee Area

Heart of IL SHRM
Bloomington-Normal HR Council
Central IL Human Resources Group
SHRM Decatur Area

SHRM Central Illinois

Quincy Area Chapter of SHRM
HRA of East Central Illinois
SHRM Metro East

00006606000000000

LOCAL CONNECTIONS. GREATER IMPACT. A STRONGER ILLINOIS.

BETTER
WORKPLACES
InOIS A STRONGER
ILLINOIS

20 IL SHRM LOCAL CHAPTERS 10 ECONOMIC DEVELOPMENT REGIONS | 26 LWIA
Local Chapters. Regional Impact. A Stronger lllinois.

Region 5 Region 2 IL SHRM LOCAL CHAPTERS

Northern
Esstientsl Rockford Area SHRM

@ CalLake

Rockford @) 3 g " 2 @  stateline SHRM

Decatur
Decatur Area SHRM Chapter

Central IL Chapter of SHRM
Quincy Area Chapter of SHRM
HRA of East Central IL

Metro East IL SHRM

el @ Northern liinois HRC
q o 0ak Brook/DuPage County o IL Fox Valley SHRM
Region,5 e HRA of Greater Oak Brook
Northwest 1 o Chicago
Tk o (€] Region 4 ° Zock i_?l;{er HR Professional
3 Northeast ssociation
igin @) 7 @ DuPageSHRM
s O slom -
N::gig: nst X Romeoville/Joliet @ Iroquois/Kankakee o Chicago SHRM
12 @ Grundy Will HR Association
- 15 @ L valleySHRM
@ @ Kankakee Area HR Manager's
Peoria 15 Association
Region 10 i Region 2 Heart of IL SHRM
West Central me;’:,'"mﬁo"/ East Central @
Q Bloomington-Normal HR Council
14 i
Chamesin 17 @ Central IL Human Resources
Springfield Group

23

Region 7
Southeastern

10 ECONOMIC DEVELOPMENT REGIONS
(and 26 LWIA)

[0 Region 1 — Central (LWIA 20-22)
Region 2 — East Central (LWIA 17-18)
Region 3 — North Central (LWIA 15-16)
Region 4 — Northeast (LWIA 5-6)
Region 5 — Northern (LWIA 2-3)
Region 6 — Northwest (LWIA 4)
Region 7 — Southeastern (LWIA 23)
Region 8 — Southern (LWIA 25-26)
Region 9 — Southwestern (LWIA 24)

Region 9
Southwestern

Region 10 — West Central (LWIA 12-14)

E 10 Economic Development Region Boundary IL SHRM Local Chapter
el o (number corresponds to list

26 LWIA Boundary onright) ‘

\ | (as numbere) B




Our capabilities as an intermediary I lllinois

Employer Engagement Cultivating relationships with employers to understand their talent
challenges and build buy-in for RAP as a viable talent solution.

Solutions Design Involving and representing employers in designing and negotiating
talent solutions with learning providers that address employer needs
and expand opportunities for learners.

Solutions Brokering Connecting employers with the right partners to grow talent
pipelines.

Implementation Support Helping employers adopt and sustain RAP programming that yields
lasting impact.

Administrative Support Simplifying processes for employers related to RAP administration
and funding.

Taken from: Scaling Work-Based Learning - A Framework for Effective Employer Intermediaries, Strada Education Foundation, 2025.

B Foundation | APPRENTI



Our collaboration themes B inois

o Build partnerships and engage employers as a collaborator and
connector

o Heighten employer awareness of RAP as a solution and increase
volume of RAP opportunities

o Demonstrate a tangible return on investment for employers

e Strengthen workforce outcomes aligned to State Attainment Goal (e.g.,
educational attainment, credentials of value)

BRI Foundation | APPRENTI



Our go to market playbook B minois

Define _
value
proposition
ggg%i%snt Collateral
Build
A awareness
cohorts T } KPIs and
oolkits
cohorts EEE:
Regionally
Relationship ] Convene _
Ma building partners & Opportunity+
di # B cmployers Funding+
reaainess oS
——
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Field Manager responsibilities BIE 1inois

Promote the program and support apprentice recruitment

e Engage employers and workforce partners

e Recruit and cultivate employer partners

e Support program outreach and representation

e Collaborate on program communications and resources
e Support broader apprenticeship adoption

e Support program implementation and reporting

BRI Foundation | APPRENTI



Audience Poll 2 BIE 1linois

What is the biggest challenge to aligning employers, workforce and apprenticeship
systems in your context?

1. Different funding streams and incentives
Lack of shared data or outcomes

Limited employer engagement

AS S\

Unclear roles across agencies

Capacity/time constraints

2

Policy or regulatory barriers

BERYl Foundation | APPRENTI



Phase 1: Define Value Proposition

IR inois

Alignment Local Local
v Chapter Chapter Partners
Leaders Members
Q ’ : Value to Value to your -
Foundation members and employer Vlast())llﬁt’ﬁglnent
employers
M % Viable talent
lllinois ’ Viable talent solution Funding for
'i olitignen your accounts
APPRENTI Funding & prospects
\_ J
Qualified

Value to your

Funding

team

BTl Foundation | APPRENTI

intermediary

Employers

Viable talent
solution

Funding

Tax credit



Phase 2: Building Awareness S IRMITTE

Preparation

e Prepare marketing collateral supports and toolkits

e Schedule of planned IL SHRM & Chapter events

e IL SHRM/ public landing page build out

e SHRM F-IL SHRM-Apprenti press release

e HR Rap implementation process — operationalize an employer’s adoption
e Social media toolkit

e Organize member email database for IL SHRM

e Segment IL chapters to determine level of support/opportunity

BRI Foundation | APPRENTI



Phase 3: Convening

IR inois

Engage prospective partners and employers

May
August
August

fQ?O\’Q\ August

August
Sept

&)
April
{é} May
May

IL SHRM Student Conference

IL SHRM Board Meeting

SHRM Foundation Convening: Campus to Career Ready
IL SHRM HR Conference

IL SHRM webinar

IL State Attainment Goal - Regional Stakeholders Meeting
IL State Attainment Goal - Regional Stakeholders Meeting
Chicago SHRM Education Series: Great Debate

lllinois Chamber Annual Luncheon

B Foundation | APPRENTI

Glen Ellyn
Kankakee
Chicago
Kankakee
Virtual
Springfield
Oglesby
Virtual

Chicago

CLocaton | ~sizo_

100
30
100
350
200
50
50
65
200



Internship vs. Apprenticeship APPRENTi

Previous y Related Structured Average y 90%
work " Technical on the job Age: 31 " retained
experience Instruction training

RTI)

Portable
Certificate

(
APPRENTICESHIP

Little to , College Short-term, Average 70% Resume
no job exploratory Age: 22 or retained? builder
experience program younger

_

VALUE OF APPRENTICESHIP

Solves digital skills shortage  Higher retention rate  Apprentice life experience Unlimited talent pool



https://www.zippia.com/advice/internship-statistics/#:~:text=70%25%20of%20all%20interns%20are,after%20completing%20their%20training%20period.
https://www.zippia.com/advice/internship-statistics/#:~:text=70%25%20of%20all%20interns%20are,after%20completing%20their%20training%20period.
https://www.zippia.com/advice/internship-statistics/#:~:text=70%25%20of%20all%20interns%20are,after%20completing%20their%20training%20period.
https://www.zippia.com/advice/internship-statistics/#:~:text=70%25%20of%20all%20interns%20are,after%20completing%20their%20training%20period.

1
2

a b

Two Pathways:

Build Your Talent Pipeline

Upskilling & Reskilling Existing

Employer selects current staff for
growth opportunities

Apprenti enrolls the employee
into the Registered
Apprenticeship Program

Structured online training begins
(SHRM Essentials + Learning
System)

On-the-job training and
mentorship take place within the
organization

Employee earns credentials and
advances into a more skilled HR
role

Apprentice receives a Portable Certificate
recognized by the Department of Labor (DOL).

Hiring New Apprentices

1
2

(&) I ~ N )

(o))

Employer defines role and need

Apprenti sources, screens, and
assesses qualified external
candidates

Candidates presented 2:1 to the
employer for interviews

Employer selects apprentice and
extends an offer

Structured online training begins
(SHRM Essentials + Learning
System)

On-the-job training and
mentorship take place within the
organization

>



APPRENTI

HR Specialist - The Specialties

The competencies include the standard Core Work
Processes and Behavioral Competencies but also
unique to this occupation are speciality competencies
that can be assigned by the employer based on the
employer needs.

+ Benefits Specialist

« Employee Relation Specialist

* HRIS Administrator

* HR Recruiter

* Risk Management Specialist

« Training Development Specialist

>



APPRENTI

Occupations: Information
Technology

Why Tech Apprenticeships?

® Fill in-demand roles with talent trained to your specifications

CLONING CREDIT INFORMATION ® Reduce hiring costs by up to 30% compared to traditional sourcing

® Retain talent longer by investing in their professional growth

® Customize training to align with your business environment and
technologies

Common Tech Roles Across Industries

® Software Developer: Custom internal tools or customer-facing
applications

® Cybersecurity Analyst: Protect digital assets and ensure compliance

® Cloud Operations Specialist: Support scalable cloud infrastructure

® Data Analyst: Transform raw data into actionable insights

® IT Support Professional: Keep business systems running smoothly

® CRM/CMS Administrator: Manage customer and content platforms

>




Occupations & Training

Software Developer/Analyst

Cybersecurity Analyst
CRM/CMS Developer

Cloud Operations Specialist

DevOps Specialist

UX Designer

IT Support Professional

Data Analyst

Systems Administrator

@ Technical Sales Specialist

CRM Administrator

APPRENTI

Al Associate

Speak with us directly to see
more information about your

options within these roles:
® Customer Success Manager
® Web Developer
® Hardware Engineer
® Clinical Engineer
® Field Service Representative
® Human Resources
® Business Intelligence Engineer
® Marketing Manager
® Sourcing Recruiter
® Information Security Engineer

® Network Security Administrator
>



lllinois State Grant Funding
Subsidized RTI Pathways to Offset Your Apprenticeship Costs

Tech Track

IT Apprenticeship

Grant Funding Offset per Apprentice

® Your Cost: $1,500
(Typical full cost $10,000)

HR Track

HR Apprenticeship

-$1,500

Grant Funding Offset per Apprentice

® Your Cost: $2,000
(Typical full cost $5,000;
$3,500 with SHRM partner discount)

Availability of State Tax Credits



Apprenti & Employer

Roles & Responsibilities

_____

Apprenti

Collect & Monitor Stakeholder feedback
to ensure program success

Confirm apprentice competency
throughout duration of the program

Maintain compliance with DOL and
registered apprenticeship body

Support the employer and apprentice in
understanding their obligations and
responsibilities

APPRENTI

Employer

To supervise your apprentice as a standard
employee.

To enable access to mentors to teach your
apprentice the skills they need

To provide wages and benefits to
apprentices

To track & share progress with Apprenti

Recognize Apprenticeship Milestones



Phase 4: Relationship building SIRMJILNE

Evaluate leads:

Readiness assessments
Partners

Employers

Local
chapters

Forecast onboarding

B Foundation | APPRENTI



Evaluating partner readiness

Y1 lllinois

Partner factors

Organizational alignment

Capacity & infrastructure

Employer influence

Operational readiness

Barriers & support needs

Building and Utilization of i d Appi iceships in Illinois

Use this brief assessment to help determine whether a partner with existing employer
relationships is prepared to move from Interest (Stage 2) to Commitment (Stage 3) in the
apprenticeship engagement model. Important to assess whether a partner organization is
prepared to collaborate on apprenticeship adoption and employer engagement. Responses
should be added to the Five-Stage Engagement Tracker to monitor progress.

1. Organizational Alignment
Mission fit with apprenticeships
O Strong fit 0 Moderate fit O Unclear O Not aligned

Existing employer network strength
O Large network O Moderate network O Small network O Limited network

2. Capacity & Infrastructure
Staff capacity to support collaboration
O Dedicated staff [ Partial capacity [ Limited  CI None

Existing Employer engagement channels
O Regularevents 00 Email campaigns 0 Advisory councils O Outreach

3. Employer influence
Level of trust with employers
OHigh O Moderate OLow O Unknown

Ability to convene employers quickly
OYes DOWithsupport ONe  [Notsure

4. Operational readiness
with or talent prog
O Extensive O Some O Limited O None

Use of apprenticeship models
Ostrong  CSomewhat  CJMinimal O Minimal

5. Barriers & Support Needs

Primary Concerns.

O Cost O Staff time O Employer bandwith 01 Understanding requirements 1 Messaging
O Other:

Support Needed to Advance to Next Stage

[ Cost model O Employer briefing kits 1 Training for staff [ Joint outreach plan [ Case
studies [J Other:

BIEY Foundation | APPRENTI



Evaluating employer readiness 71 Minois

[RI llinois
Employer factors g Aworeness andUniation o Regiere Apprenticeships n i

Use this brief assessment to help determine whether an employer is prepared to move from
Interest (Stage 2) to Commitment (Stage 3) in the apprenticeship engagement model.
Important to identify potential roles, organizational capacity, leadership support, and barriers
that may require additional guidance. Responses should be added to the Five-Stage Employer

O rg a n izati 0 n a I fit Engagement Tracker to monitor progress.

1. Organizational Fit

Potential Roles for Apprenticeships

OIIT Support / Help Desk O Cybersecurity [ Network Technician I HR Assistant / HR
Coordinator O Other:

Openness to Skills-Based Hiring

Ca paClty & S u p po I't DVeryopen [ Somewhatopen [lUnsure  [INotopen
2. Capacity & Support
Manager Capacity to Coach Early-Career Talent
O Ready now O Ready with support O Not sure [ Not ready

Existing Mentorship or Onboarding Structure
DOFformal  Oinformal O None

Ope rational read i neSS 3. Operational Readiness

Estimated Hiring Timeline for Apprentices
O0-3months O 2-6months  [le+months [ Unknown

Awareness of Apprenticeship Cost Models & Tax Credits
OvYes Osomewhat  ONo

4. Commitment Indicators

CO mm |t me nt | n d | ca tO rs \dentified internal Champion

OYes Olnprogress ONo

L ip Support for iceship Participation
OvYes DOPending CINo

5. Barriers & Support Needs

Primary Concerns

Ba rrle rs & su p port need S [ Cost [ Manager capacity I Role fit [ Registration process I Candidate quality (I Other:

Support Needed to Advance to Next Stage
[ Cost model / budget example O Competency alignment O Mentor toolkit [J Registration
support O Case studies O] Other:

B Foundation | APPRENTI




Phase 5: Onboarding BIE 1linois

Apprenticeship Journey

RTI Concurrent (HR)
Receive ongoing support from Apprenti )—»

\Related Technical Instruction)-’

RTI Frontloaded (IT)
Receive ongoing support from Apprenti )—)

4 First 90 Days A

o 8

"] = . =

- [ complete remaining = =

c = Complete combination of virtual asynchronous o Zc

@ £ ¢ || tve instruction & oniine self- training by 6 8 g9

a =] paced training moni =2
o o cc

o g€ < 33

< g2 g6
jxs} <
5

On-the-Job Training & Practical Application

= Continued On-the-Job Training & Practical Application a '§ )
g %8 £
T g ggse { Related Technical Ins(ruction\—l ]
£ES 3 - - g @ 5
+ ‘5 [y e
c P s Oms ‘Apprentices complets I
Cas a 2 5 2-5 months of Related o 9 e £
2 5 = g 3 | Technical Training a
s 3 5 5 E— L
< @ =]
S 2 @ N 5
5 5 g
g B3 g
a 23
< S

Orientation

On-the-Job Training & Practical Application

Receive ongoing support from Apprenti )—b

Provide Ongoing Mentorship & Support

Receive ongoing support from Apprenti )—D

Employer

Employer

B Foundation | APPRENTI



Progress & Results IR linois

e Establish partnerships and engage employers
e Heightened employer awareness of RAP

e Heightened local chapter engagement on RAP, State Attainment Goal (e.qg.,
educational attainment, credentials of value)

e Enrolled IT apprenticeships
e Forecasted adoption

o Identify key issues and technical assistance needs

Bl Foundation | APPRENTI



Crowdsourcing: Future Paths EIRWY 1inois

1. How clear is IL SHRM'’s go-to-market strategy for
expanding registered apprenticeships across lllinois?

2. Based on what you’ve heard, how effective do you
believe IL SHRM'’s early results have been (readiness
assessments, employer outreach, marketing,

v Group discussion

registrations)? v “Idea cards” collected
for post-session
3. How ready do you feel to engage employers or synthesis

. , 5
partners using IL SHRM’s RAP model? / Participate in

4. Which area should IL SHRM prioritize next to engage continued partner

employers/partners to strengthen statewide gonversations
apprenticeship adoption?

BRI Foundation | APPRENTI



Additional SHRM Resources

IR inois

Campus to Career
Ready Research Report

SHRM Skills First
Resource Page

B Foundation | APPRENTI



BRI linois EIME

Bob Lemke, IL SHRM Director, Workforce Readiness
rlemke@nextviewadvisors.com

lllinois employer Schedule an
info page Appomtment

AFFILIATE OF

SR M}

BETTER WORKPLACES
BETTER W&RLD™

THANK YIIII'
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