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>>  We'll begin in just a moment, so if anyone has called in today, if you can please mute your phones.  We're broadcasting audio now.  So if you need assistance with meeting your phone, you can press star pound.  And we'll get started in just 2 minutes.  


 [Audio recording for this meeting has begun] 

>> KATIE ALLEN:   Welcome for those who are joining is, we'll begin in just a few minutes.  If you're joining by phone, please mute your phone by pressing star pound.  If you're listening through your computer speaker, we'll start presenting in just one moment.  


Hello and welcome to this explore VR webinar.  Key First Steps for Connecting with Registered Apprenticeship Programs.  My name is Katie Allen for institute of community inclusion.  And I'm just going to go over a few points to start with before we get started with the webinar today.  So, we ask that participants listen through your computer speakers or headphones if you can.  If you must call into the webinar today, please mute your phones.  And you can dial star pound to mute your phone.  If this is to avoid broadcasting any noise from your background through the speakers.  It can be very distracting and difficult for people to hear the presenters.  
So, again, if you press star pound to mute yourself if you're calling in.  If you experience any connection issues at all during the webinar, first try closing all of your other Internet applications, and then log out and log back into the webinar.  If you continue to experience any technical difficulties, you can type in the questions in the comment Bach right top of the screen.  We reserved some time to address your question and comments.  You can type them throughout the presentation in the questions and comments box.  But we will answer them at the end.  But feel free to ask your questions throughout.  
We saved about 10-15 minutes to address those.  You can also find the PowerPoint slides for this presentation in the resources for download box in the bottom right side of your screen, as well as on www.explorevr.org.  There will be a survey at the end of the webinar, and we encourage taking the evaluation.  If you're a certified counselor, you must complete this evaluation in order to receive credit.  And this webinar is worth one CRC credit and it takes one week for the credit to get to you after the evaluation.  
And, finally, this webinar is being recorded.  It will be archived on www.exploreVR.org after the live webinar.  And you can find information about other webinars on Explore VR as well.  I'm going to first explain a little bit about the J.D. VRTAC program and this is the job driven vocational technical assistant center which is your host for this webinar.  So the goal is to improve skills of state VR agency staff and other rehab professionals and providers of VR services who are trained to provide job driven services for people with disabilities, employers, and customized training providers.  
And the main topic areas that the J.D. VRTAC focuses on business engagement, employer support, labor market information and customized training.  And you can find toolkits related to awful these topic area on Explore VR.  And in addition to the institute for community inclusion at the University of Massachusetts, where I work, we have partners at jobs for the future.  The University of Arkansas current.  The University of Washington, the Council of State Administrators vocational rehabilitation.  
And the United States Business Leadership Network and Association of University Centers for Disability.  And we work with the National Council of State agencies for the blind and technical assistance center for collaborating active.  And I like to introduce Tom Hooper.  Tom, please take it away.  


>> TOM HOOPER:  Thanks very much, Katie.  Well good afternoon, everyone.  And welcome to today's webinar.  My name is Tom Hooper.  I work for Jobs for the Future which is a non-profit based in Boston that works in states nationwide to develop and implement innovative, effective workforce development and education models.  
I'll be your moderator today.  We're thrilled that so many of you could participate in today's webinar.  Our session today will focus on key first steps for connecting with registered apprenticeship programs which are work way running models to enable workers to enhance the skills and, at the same time, they work and receive a wage.  A question we often hear is:  I would like to connect with apprenticeship but how do I get started?  This webinar is designed to answer that very practical and important question.  
During our webinar, we'll outline strategies for finding and connecting with registered apprenticeship, helping you link with your states and regions.  We'll identify specific roles VR agencies can play in apprenticeship programs which will help you with exploring and implement successful partnerships with registered apprenticeship programs.  And you'll learn how state VR agencies can formalize relationships with registered apprenticeship programs so you can cement strong mutual beneficial partnerships.  
Our formal presentation has two key parts.  We'll first provide an overview of key first steps for finding and connecting with registered apprenticeship programs.  Which you're going to include some really helpful tools for identifying those programs in your state and regions.  Then, we'll take a close look at a really exciting model for collaboration in Pennsylvania.  Where the Office of Vocational Rehabilitation and training officers have forged a really successful collaboration.  And we've designed this session to leave plenty of time to receive question from all of you.  So we'll address them after our second presentation.  We have 3 excellent presenters for our sessions today.  
Our first speaker will provide an overview key steps for finding, connecting with registered apprenticeship which is Geri Scott.  Geri has developed her presentation today to build on the deep dive of registered apprenticeship as she provided in a webinar few months ago and then two staff with the Pennsylvania office of CR.  Ralph Roach and Eric Ramsay with the apprenticeship and training office will provide an overview of their collaboration and on-the-job training.  And, so, let's turn to our first speaker.  Geri, take it away.  


>> GERI SCOTT:  Thank you, Tom.  Hello, everyone.  It's wonderful to be back with you to talk more about apprenticeship.  I'm so excited to have this level of interest from the VOC rehab system.  I wanted to start with a precise and concise review of the core component of a registered apprenticeship program.  We went into much more in-depth from the previous webinar about this.  But just to remind everyone, a registered apprenticeship program is a program in which an employer must be present.  
Now, this is not a pre-employment training program. This is a program that trains people who are working.  And that the employer is a key part of either sponsoring or providing some of the training and must be the provider of the on the job learning.  And apprenticeship, a registered apprenticeship has a very structured curriculum.  It's not just like an internship with X number of hours, but the on the job learning with mentoring from the employer must be minimum of 2000 hours per year.  And the curriculum must be reviewed and registered and approved either the federal Office of Apprenticeship or the state Office of Apprenticeship.  
In addition to the 2000 hours per year of on the job learning, that hands-on applied skill, every registered apprenticeship will also participate in and complete 144 hours per year of what we call related training, or related technical instruction.  This is usually classroom instruction.  It can be online instruction.  But it's usually teacher led instruction often delivered by a community college or four-year college.  But it can be delivered by proprietary school or employer itself.  
But it must be in accordance with, again, an approved curriculum that has been approved by the state or federal apprenticeship agency that covers the steps and competencies for that occupation.  So that just describes a nice collaboration between employers and a training provider for training.  But one of the things that's distinctive about registered apprenticeship, in the agreement for registered apprenticeship, there are spelled out as skills improved, their wage increases.  If there's a regular interval for those wage increases to be affective, or narrowly, one to a year as the apprenticeship completes the 2000 hours of structure on-the-job training and 144 hours of related technical instruction.  That person is much more skilled and much more valuable to the company than they were a year ago and therefore, they are ready and should be earning a wage increase.  And the last thing that really makes a registered apprenticeship program distinctive is the fact that it carries with it a nationally recognized credential.  This credential whether it's earned in a state apprenticeship system or a federal apprenticeship system, it is recognized all over the country.  
So, that's just a very quick review of apprenticeship, but that's the model we're talking about here.  Apprenticeship is 75-year-old model in this country.  And the regulations for apprenticeship, this is just something I want to make sure everybody who is on this call is aware of.  If you are interested in these kinds of things, and most of us are, you can find the regulations that cover Equal Employment Opportunity for registered apprenticeship at 29 and 29.30 C.F.R.  
And it spells out in very clear detail, the expectations for registered apprenticeship sponsor regarding equal employment opportunities and what they're supposed to do.  But the reason I'm pointing this out to all of you is that I want to be sure you know disability is one of the classes of individuals for whom any discrimination is prohibited.  
So I just want that out to be there and everyone to be aware of it.  And that as part of the apprenticeship agreement that every sponsor engages in, they have to describe the kinds of efforts they're going to be making to ensure equal opportunity for apprenticeship for all of these groups of potential applicants.  In addition to just giving you the guidance on where to find the regulations regarding equal employment opportunities for registered apprenticeship, there are some very specific actions that sponsors are expected to take an individual who is an applicant, who is an individual with a disability.  
The reasoning behind this, obviously, is that if that individual does have a disability, that might have entered into the employer's reaction to, oh, well, I don't know if I want to take this person.  The individual person itself identifying, they can't be discriminated against of this disability.  So, sponsor must invite every applicant to inform the sponsor whether the applicant believes he or she as a disability.  And then once the apprentices are selected, the sponsor is also responsible for asking anybody who is a current apprentice to self-identify, so if, for example, if that individual might need some program adaptation in order to succeed and thrive, that the sponsor will reach out to the rehab system or to other resources to make sure that apprentice gets the additional support they might need.  So it is completely up to the individual whether or not they self-identify, but it is a requirement to the sponsor that they have to ask for people to self-identify.  


 So the registered apprenticeship system takes Equal Employment Opportunity and Equal Employment Opportunity particular for people with disabilities take it very serials and is eager to increase the number of people with disability who are enrolled with registered apprenticeship.  So I want to take a moment to talk about the registered apprenticeship system.  This is something that everybody is familiar with and comfortable with.  As I mentioned at the outset of sponsor, an employer must be a part of any registered apprenticeship program.  
And, traditionally, employers have been the sponsors of an apprenticeship program.  But that has been changing.  The U.S. Department of Labor and many of the state apprenticeship agencies have been very interested in expanding the kinds of organizations who are sponsors.  But every registered apprenticeship has a sponsor who is responsible for the overall operation of the program.  That sponsor finds the agreement with the state of federal apprenticeship agency that spells out all of the terms that we went over in the first slide with regards to the curriculum for the related instruction, the curriculum for the on the job learning, the wage progression and what the actual occupation is that the individual is going to be certified in and so forth.  
And many other terms that's in the sponsorship apprenticeship agreement and we'll get into that a bit.  But in addition to signing that agreement, is also responsible for coordinating all of this.  And anyone whoever wrote a training program knows that coordinating this, scheduling the related technical instructor, working out an agreement with either a community college, or a proprietary vendor to deliver the technical instruction, selecting the mentors who are going to be supervising the on the job learning, documenting the progress of that on the job learning, there's quite a bit involved in doing that.  Training programs don't operate themselves.  And it's the sponsor's responsibility for making sure all the terms in that agreement are carried out, and that it's done in a quality way.  
So as I've mentioned this before, historically, it was an employer.  Or perhaps a labor union that was the sponsor of an apprenticeship program.  But in the last several years, there has been a great interest in encouraging other kinds of organizations who perhaps have more familiarity with running training programs to take on the responsibilities of signing the agreement with the Federal Government, you know, aligning all the resources that are needed to make sure that the apprentice gets all the skills they're needing.  
And just documenting the progress and making sure the program happens properly.  And we have seen over the last few years large number of industry association, things like I've been working with a great deal with manufacturing associations, with wireless associations, and they wind up sponsoring the apprenticeship and managing all of these things for their members.  
You know, they sign an agreement with their members.  And the members agree to, you know, have the apprentices get the wage regression and receive the job learning.  But the association practices it, and signs it with the Federal Government, and make sure the related technical instruction is delivered in a way and manner that the apprentices and company can accommodate it.  So we've seen a lot of labor industry association and increasing number of workforce Board and development boards have become sponsors as part of their employed services.  
There's several community colleges themselves that has taken it on themselves.  It's a terrific role for community colleges because they have so many employer relationships.  And we're also seen quite a few community and organizations take this on.  So one thing that I wanted to give, you, as a resource, this little tab, this link, there is a federal database of all the sponsors in the U.S. Department of Labor system.  And that's 26 states are in the federal system.  And this will identify for you every organization that is currently registered to sponsor an apprenticeship program.  
And the reason I think this is an important thing for you to know about is that this is, you know, this is kind of a head start.  If you know where a registered apprenticeship sponsor is in your community, then, you know, you can approach that sponsor and say I have a great candidate to refer to you for your apprenticeship program.  So that link that's on the slide is from the federal sponsor database.  There are, as I've mentioned once before and I'll talk about it a little bit more later.  A number of states, half the states in the country have their own apprenticeship system.  And they have their own databases.  You simply need to log into the state's apprenticeship agency's website, and there will be a tab where you can link and find out who all these people and organizations and employers are in that state who have been approved to sponsor an apprenticeship.  So how do you go about figuring out if there is an apprenticeship program that you might refer someone to?  And what the occupations might be for those programs?  


 So not every occupation has an apprenticeship program registered for it already.  So, the first thing you really ought to be doing as you're thinking about how to develop, you know, how to get your client into a registered apprenticeship program is to go to the U.S. Department of Labor, Office of Apprenticeship, list of all the apprenticeable occupation in the country.  Those are which require at least a year of combined on-the-job training class and instruction in order to be fully competent in order to carry out those jobs.  
So there's some jobs that really don't need to have that much training.  So they really wouldn't require an apprenticeship for them.  But if you go to this link, you will be able to find all the jobs that are considered to be apprentice-able.  So some of them might require one year training and some might require 4, 5, 6 years of training.  
But you can find what those occupations are.  Now, because of the historical nature of the way the apprenticeship has developed in this country, probably 80% of those occupations are in what might be considered the "Building trade." But increasingly, we're seeing occupations in advanced manufacturing, information technology, transportation distribution logistics, finance, any number of -- retail and healthcare.  
So there's a large number of newer occupations that are being added to this list.  And, really, almost every month, there are new occupations added to that list.  So if you have a client that's interested in, you know, getting some training in finance, I.T., cybersecurity, or transportation logistics, or as a CNC machine operator, go into this list and see whether or not there is an existing occupation for it.  And then the next thing you do is go to that federal sponsor database and see if there are any sponsors who already exist in your locale who are operating an apprenticeship program to whom you might refer your candidate.  So you might find it or you might not find it.  So that's the next thing I want to talk about.  
If you don't find one, some of the things you might want to think about doing are, or actually, if you do find one, are developing a pre-apprenticeship training program.  And I know there was a webinar last month, I think it was on how to go about developing a pre-apprenticeship training program.  But the value of developing a pre-apprenticeship training program is that you are assuring that the individual you want to refer to an existing program or for whom you might want to develop a new program, which we'll talk about in a moment when it’s ready.  Meets the entry criteria.  Because as we have started looking at apprenticeship in higher, more technical jobs, the entry criteria for getting into registered apprenticeship have advanced.  And usually, requiring equivalent skill for getting into college.  So people have to have very good math and very good reading and other skills in order to start an apprenticeship program.  And a pre-apprenticeship program is a good way to make sure your candidate is ready to be accepted into an apprenticeship program.  


>> TOM HOOPER:  There's 2 minutes left in your presentation.  


>> GERI SCOTT:  So I'm just getting into the meat here.  So what do we do if there's no apprenticeship program existing in our region?  Well, you can develop one.  And this development process, I'm sorry that the slide is quite as dense as it is.  But one thing I want to do is let you know there is a link at the bottom of this slide that will take you to a very, very user-friendly toolkit that the U.S. Department of Labor has developed on how to put together a registered apprenticeship program.  You can work with an industry association, you can decide perhaps as a community organization, or you, yourself, might decide, hey, I can be the sponsor.  
And you map out the skills and competencies, and develop the training curriculum and negotiate the wage progression and submit that sponsorship agreement to the federal sponsorship agency for approval.  Two points to make about that.  There are a lot of entities out there that are available to provide you with technical assistance in getting there.  The state or federal apprenticeship agency itself has apprenticeship training representatives who will work with you and coach you.  
There are also a number of contractors that the U.S. Department of Labor has funded in different industries who will help you put together a sponsorship program.  This slide here goes back to what I mentioned earlier.  That there are 26 states in the federal system, the rest of the states have their own agencies, and the link on this slide will give you the information for the name and contact information for the directors in both the OA state and the SAA state.  It's a very useful link to have.  And you call on your apprenticeship training reps to help put your things together, put your proposals together for an apprenticeship program.  
So last but not least, I wanted to direct you to another resource.  At Jobs for the Future.  The center for apprenticeship and work base learning, we have a number of models of programs, case studies, and other technical assistance tool that can be useful to you in thinking through how to develop a registered apprenticeship program.  So that's it for my introductory overview.  And now to get right down into how you make it happen, I'm going to turn this over to Ralph Roach.  Ralph, take it away.  


>> TOM HOOPER:  Ralph, you must be on mute.  


>> RALPH ROACH:  Thank you, Geri and thank you for the information.  We look forward to the colleagues today with the model we've been developing in Pennsylvania.  I want to give you a bigger picture about Pennsylvania. Under the five broad goals of the Commonwealth workforce development system, we are working together with all of the partners and workforce to establish career pathways, to expand the public-private investment in the states pipeline of workers.  
To increase opportunities for all youths to participate in work based learning through summer appointment and apprenticeship and internships and other similar experiences.  To engage employers through multiemployer workforce partnerships to improve connections and responsiveness to their needs for a talented and skilled workforce.  And, finally, to strengthen data sharing across state agency and workforce development partners.  In Pennsylvania, we have approximately 12.8 million residents.  1.5 million are in the largest city, which is Philadelphia.  
The state VR program is working annually with over 70,000 individuals.  And just a brief breakout of some of the numbers.  In 2016, we had over 22,000 new applicants for VR services.  We worked or found about 78% of those persons eligible.  And we worked with over 31,000 students in providing pre-employment transition services and helping to develop work based learning experiences for those students.  Many of them on pre-apprenticeship tracks.  We are very glad to be working together with Eric Ramsay, who will be introduced in a few moment, the Director of Our state apprenticeship program.  
So in terms of our developing a relationship with registered apprenticeships, we have a business service and outreach division Committee.  This consists of both management and counselors and field division staff.  And for several years now, we've been looking at the benefits of apprenticeships to achieve family sustaining income and a career that will last a lifetime.  And, at the same time, we've been engaging businesses to better understand their needs for a skill and talented workforce.  Many employers are turning towards the apprenticeship model.  
That really combines, as Geri said both classroom instruction and on-the-job training to produce the skill sets that those employers can immediately capitalize upon and find real value in those workers adding to their workforce and their organization.  The initial step for us involved reaching out to Eric, who joined us in the spring of 2016 as he assumes his position with the reorganized apprenticeship program under the Pennsylvania State Department of Labor and Industry, which we're also housed under.  And we started right with a high-level meeting between our executive directors and bureau directors and team and how we can collaborate and create access to registered apprenticeships for many of our customers who want to pursue a trade, a skill, or an apprenticeship track.  
We decided from that meeting that there were several deliverables.  The first was we want to do connect with some of the larger projects that Eric had made us aware of.  For example, in Western Pennsylvania above the City of Pittsburgh, the Shell energy company started a large Marcella cracker plant.  And we knew from our workforce partners and the workforce investment area and the workforce Board that this project would require 500 skilled individuals.  
And it would include skill sets in the areas of welding, construction, pipe trading, legislations, and as well as management HR positions and many other positions to support that project.  And this would be the first of maybe several energy projects in the Commonwealth.  Pennsylvania is an energy state.  And that's one of our super sectors in terms of the economy of Pennsylvania.  The second outcome of the meeting was to discuss and ways to develop an incentive or wage investment for any customer of the VR program that goes into the apprenticeship.  The other goal from that meeting was to link with our postsecondary [Echo Resonating] [Echo Resonating] which is called the high room [Echo Resonating] to ensure the VR counselors and their customers who identify a track there could send individuals to receive a pre-apprenticeship training in the trades, in construction, and other apprentice-able occupations.  One of the first principles we took that year was toward the center and for Eric to meet the others and let our team know who the sponsors are that need help and need human capital to fill the jobs and openings they have in the industries they represent.  
So from that meeting, the center was able to develop a welding certification program, a pharmacy tech, and retail sales certification program.  We have a dental orthotic plan that was in high demand.  And trade, and other logistics in many other sectors.  When it comes to understanding the demands of the business side which we call the demand side in Pennsylvania's economy, we begin by looking at the businesses that were saying to workforce partners, we are not getting enough skilled individuals to sustain the level of amount of economic activity we would like to.  
So related to energy as I've already mentioned in the future and currently with highway construction, commercial, and residential new construction and rehabilitation.  And we knew there were high demands for welders, legislations, and carpenters and as well as equipment operators in general.  And like in Pennsylvania like many other states have high demand for health option.  And then our other large sector in Pennsylvania, the service industry including logistics, retailing, and office support and food services.  And in particular, the industry is very large.  
We have the Baltimore, Philadelphia, and Pennsylvania, and several interstate roads so we have a high demand for CDL truck-drivers, and plus there's lots of large warehouses that are distributing from overseas or local manufacturers or in the northeast out to the mid-East and to the south.  A part of the way that VR program can look at where you can focus on in the apprenticeship and pre-apprenticeship tracks so that your supply side, the customers are being prepared with skills that will land them jobs and careers that will last a lifetime is to begin with your state's labor statistics unit.  Pennsylvania for us is known for the center for workforce information and analysis.  We have done separate trainings with all of our counselors on labor market information.  And things that I've already mentioned as well as several others.  
And another way to find this information is to go into O- net and have your, on the supply side, your customers based on their goals that are being developed, look at the O-net bright outlook category.  Because that will give you and them a sense of where the demands are.  And maybe where the growth is in your state for jobs.  You can drill right down to the local level from that.  
Our third step was to identify a plan of action.  Identify potential pre-apprenticeship pathways available for VR customers.  Looking first at how they can look at the career technology centers in high school to  develop some general skill sets.  What was very helpful to us was to hear from one sponsor called Pennsylvania western builders guild.  That individual didn't aspire to become a legislation or welder, that they had many apprentice-able presence and labor.  
And if it's a vo-tech program and just career development, just being exposed to the construction trade would be something the sponsor would consider and see if it's helping them to enter a natural apprenticeship.  So in addition to educating the  counselors on those pathways, we had the plant introduce Eric to all of the counselors and introduce the same kind of information that Geri just shared with all of us.  And then, finally, we want to do make certain that we develop a model that incentivize the sponsors to utilize the talented pipeline.  
And the fourth step was formalizing a collaborative VR and registered apprenticeship relationship.  And I think the key to success with apprenticeships is to develop relationships, just as it is in business services.  If the sponsors come to trust you, and if you are given the chance to present why you think VR talent are a good resource and can be a great workforce for them, and you spend time developing that relationship with each sponsor, I think you'll be successful.  
We had to first convince Eric of this basic question.  Tell me more about your talent pipeline and we had a lot of good discussions on that.  And we decided as a team, one of the first thing we would do in marketing the pipeline and sponsors registered to apprenticeship would be to go out and have meetings and discuss all the skill sets and abilities of our customers and how we can be part of arranging an accommodation and providing support so that they and the sponsor both can be successful.  That was really important that our counselors understood you have to build capacity for apprenticeship.  And you should research an advance of the career plan what that trade or what that occupation involves.  
The salary, the skill sets, what are the criteria to get into the apprenticeship itself?  And the 5th step was to follow an implemented statewide plan so the counselors were wear of Eric's program.  And you had access to apprenticeship and on a regional basis, we could introduce those sponsors to each district office.  Pennsylvania is a combined general and blind VR program.  
So our two officers work together in the outreach.  We then put together a funding program how we use to incentivize a sponsor that throughout the actual registered apprenticeship and then we developed an outreach material.  I apologize these are not real collide in your slides here, but basically, the first material begins with a statement.  Help create a pool of talented youth and mentor.  And we shade this at the biannual union convention Philadelphia and they graciously provided a table and we provided additional information about our VR services.  
But our goal was to reach out to all the union trade that was there and sponsors of apprenticeship to let them know we have talent and our talent can add value.  And we give them the idea that we can help with reimbursement of their initial wages, we can help with supporting the training, and that we're very interested in developing appropriate pre-apprenticeship track.  


 The second brochure is really kind of an industrial footprint there to describe any employers for registered apprenticeship how we do use OJT.  Back of that, we had several frequently asked questions.  Some of the challenges.  We decided not to start with large numbers, but to look on a case-by-case basis of individuals that we could be, the counselors could be looking at the pre-apprenticeship track, matching them up to an apprenticeship and we decided a large number was not what we want to do achieved, but success to when they go into the apprenticeship.  
To date, we have worked with dozen individuals on the both pre-apprenticeship track and the registered apprenticeship, we have two or three currently participating and using our model.  And we felt it was best to look at what are the best practices for the counselor in monitoring progress throughout their apprenticeship experience?  And since these apprenticeships can vary in length, it's not unlike what counselors do in state VR programs when they're monitoring progress through a higher education program.  So the following slides are an excerpt of the training we put together delivered by the end of 2016 to really kind of launch a purposeful approach to apprenticeship.  And the core of that program is to reimburse the sponsor of an apprenticeship for the first 30 days of the apprentice's wage during training.  To have a midpoint lump sum payment for the success of achieving the halfway point for the sponsor.  And then to pay the full wages again for the last 30 days of the program.  And with that, Eric, I'll turn it over to you. 


>> ERIC RAMSAY:  Okay, thanks, Ralph.  And thanks, Geri as well for having me on here today.  And I don't want to be redundant.  But I do want to go through some of the things that we talked about when we were developing the office, the apprenticeship and training office.  It started back in 2016, early 2016.  So we're just on our two year anniversary.  But soon after we were created, we did meet Ralph.  But at that point, I was an office of myself, and I decide what had are some of the things we want to do as an office?  What are some of the goals we want to get into?  And we were kind of saying let's have a civil definition for what apprenticeship and registered apprenticeship is and having that on-the-job training, and on the job learning combined with related instructions, package that up and present it to the Pennsylvania training counsel for approval and then it gets registered in Pennsylvania and then it becomes a national credential.  
So that's kind of the process of how it's done in Pennsylvania.  And you know, what do we want to accomplish?  What do we want to accomplish when we set this thing up?  First thing was, let's increase the number of apprentices in Pennsylvania.  Currently, we have about 15,000 when we started the office, it was at 13,000.  Our governor recently announced our goal as an administration is to double the number of apprentices in Pennsylvania.  So I thought that number should have went from the 13,000 number, not the 15,000, but we want to get to 30,000.  Next thing we wanted to do was educate the uninformed about the benefits of registered apprenticeship.  Getting out and talking to counselors at high schools, and CTCs, current technical centers, community colleges, Chamber of Commerce, different VR organizations.  Getting out and talking to Ralph and his staff and educating the different groups within the OVR community about the benefits of a registered apprenticeship.  And also going on to talking to a Veterans group.  
And, so, just going out and educating people of what that model of registered apprenticeship looks like.  And lastly, how do we get into the non-traditional occupations?  How do we get this model that's been used by the building trade for so long, and it's a tried and true method of training delivery, how do we get that to other occupations? How do we get it to other industries?  In Pennsylvania, I was part of our apprenticeship and training counsel for about 10 years before I became the Director of The Office of Apprenticeship.  
But it had been heavy on the construction trade, and somewhat manufacturing.  And now, we're registering information technology occupation, occupations that deal with agriculture, healthcare, we recently registered a biomedical research technician in the City of Philadelphia and it was the first in the nation to do so.  
So we're trying to get out and get into those occupations that you really wouldn't associate with registered apprenticeship.  But, also, in that non-traditional mind frame, we wanted to also reach individuals that weren't necessarily involved in registered apprenticeship or those occupations.  Limiting construction trades, you know, reaching those people with disabilities, and getting them involved in the construction trade.  Getting more people from underserved communities involved in some of these family sustaining wage positions.  So getting into that non-traditional mindset and taking the model of registered apprenticeship and really moving it to other areas.  
So as we look at these steps to start developing an apprenticeship program, and, again, Geri talked a lot about these things in her presentation previously.  But it's, you know, I get this come to us as a registration agency.  You know, Ralph mentioned having a relationship with your state agency or the Office of Apprenticeship at the federal level, to really get to, you know, talk to them, give them a feel for who your client base is, who you're working with, those employers.  We're specialist in kind of, you know, navigating that, facilitating the conversations, I can speak for my office, we do a lot of, you know, we pound the pavement.  
We get around the state and we talk to a lot of different employers.  And all the network we created in the short period of time is pretty good.  So having that relationship, building it, and being able to really make the connections locally in your area to get involved with registered apprenticeship.  For us in Pennsylvania, ultimately, you know, any program that you want to have has to come through my office.  And it has to get packaged up and sent to our counsel.  Our state in Pennsylvania, we have this apprenticeship and training counsel that has to approve every program.  So, once we get that done for you, we help you with that technical assistance.  It's approved by the counsel, then it gets registered by our office.  And then it is a nationally recognized program.  So people coming out of registered apprenticeship get that national credential that they could take to anywhere in the country that says they're journey people in that chosen occupation.  But it also givers national credential to the employer that's involved in registered apprenticeship.  All of that information is stored in the federal database called rabbits.  


>> TOM HOOPER:  You have about 7 minutes between and you Ralph. 


>> ERIC RAMSAY:  Thank you.  I will get through couple of these slides fairly quickly.  Some things that are regulatory must-haves that are in registered apprenticeship, the 2000 hours of on-the-job training.  Most of the programs are about four years or 8,000 hours in length.  But minimum is 2000 hours which equate to one year.  And that's the on-the-job training portion.  The related instruction, there's a minimum of 144 hours.  That related instruction can be taught by multiple different sources.  Who benefits from registered apprenticeship as a sponsor?  You're getting a highly trained workforce.  
Apprenticeship is an ends to a means.  It's a means to the end.  It's a way to, you know, employers will tell you they're looking for a highly trained workforce.  It doesn't matter how they get it or who's doing it.  They just want that highly skilled workforce.  So it's our job to upscale them so they come out of their high school more prepared to go right into the workforce.  
So that is one of the benefits of registered apprenticeship.  To the work, they're getting that credit we're looking for.  They're making themselves more marketable.  They what we're calling now a work based learning degree.  And something in the four years they can offer.  They can give you a degree in theory.  You know, from any different type of degree path you choose to go down, but the credential that you earn from registered apprenticeship is that work base learning degree that says that you are confident and able to do the job in your chosen profession.  Soft skills.  Another thing with pre-apprenticeship.  
We have recently registered pre-apprenticeship in Pennsylvania.  It's not something that is done, you know, that is popular or widely used across the country.  But we thought in Pennsylvania, to really make the connection for the youth and people that had not been traditional connected to registered apprenticeship is pre-apprenticeship.  And, so, soft skills are part of that.  You know, being able to have people that can show up on time.  That can do, you know, that can incorporate customer service, have willingness to learn.  Really represent your company in a good light.  Those soft skills really pay off for an employer.  And, again, you know, non-traditional apprenticeship.  It's more than construction, it's more than manufacturing.  
It's healthcare, it's I.T., energy, it's all of those different occupations.  So some of the occupations that can be registered, there's over 1,000 apprentice-be able occupation.  And here's some listed and you can see it's very wide in terms of the variety of occupations listed.  And these are some of the key roles that play into registered apprenticeship program.  Who's going to provide the related instruction or classroom training?  We need to find out who that is.  Who is going to actually administer or sponsor the program?  The employers in the workforce system.  
One that's not on there is the state government.  You know, how can we all work together to put a model together that is aligning our resources and very beneficial to those in their local community?  New model of apprenticeship, usually when you think of an apprenticeship program, one company has their own program.  Now we're talking about a group of apprenticeship.  Entity or group of college or Chamber of Commerce or employers sign on to their programs.  This is very beneficial to small commit size employers who don't have HR or training sections in their company.  
Some of these employers associations are taking on that role for employers.  So in review, our apprenticeship is a combination of on-the-job training and related instruction.  Our apprenticeship is beneficial to the employer and employee.  Employers are looking for soft skills.  And there's many, many different occupations that are apprentice-able and that can be applied to registered apprenticeship.  


>> TOM HOOPER:  Terrific, Eric.  That's great.  Ralph, if you want to spend a minute or two minutes on the last slides?  If you're there, Ralph, if you candidate spend a minute or two on the last slides, that would be great.  


>> RALPH ROACH:  Thank you, Tom.  I was muted.  I think this one slide is a good summary and I see some of the questions that were coming through.  For example, VR doesn't pay for all the hours in a one or four year apprenticeship.  Our model consists of reimbursing the sponsor for the first 30 days.  
That 100% of the wage for those hours that need to be paid by a wage.  There's also classroom instruction.  So we suggest to our counselors that you make certain the clients and statuses are 18 at the start of the apprenticeship.  When the individual reaches the midpoint timeframe in an apprenticeship, whether it's one year or four years, the VRC that's monitoring and having feedback with the customers or sponsor, we have the sponsor submit the $1,000 lump sum payment.  
And then during the last 30 days of the apprenticeship, we will pay for, again, 100% of the wages.  And we ask the counselors to have a plan meeting and move the individual into status 20 and ready for employment.  Upon graduation from apprenticeship, we follow the individuals for at least 90 days.  And upon successful employment, often with guidance in counseling, individuals become a successful employment outcome status 26.  The other slides just show you how to do that in Pennsylvania.  Thank you.  


>> TOM HOOPER:  Great.  That's terrific.  Well, thank you so much, Ralph, Eric, and Geri.  Three great presenters.  And it's a terrific presentation there.  We've got time for a few questions and great questions have been coming in.  The first question is who is responsible for paying the 144 hour of training?  Is it employer or VR agency?  Eric, you want to take that one first? 


>> ERIC RAMSAY:  Yeah.  Ultimately, it's the sponsor of the apprenticeship program.  Sometimes it's the employer.  Other times it's the association.  But through that collaboration, and working with VR, you can make that determination.  Being align with us at the state level and with your local workforce development force and VR, you can kind of work and see how you can get funds to align to pay for some of those things.  I know recently, issue grants to help with related construction cost.  


>> GERI SCOTT:  Tom, I just want to chime in a little bit here as well.  As Eric said, it is really ultimately up to the sponsor to make sure that the related technical instruction is paid for.  Sometimes it is the employer.  If it's a unionized firm, there's often a training fund that can pay for it.  And then, you know, as Eric was mentioning, you collaborate with the workforce investment system on occasion there will be individual training accounts you can access.  And/or if your VOC rehab system has money for tuition, then that's another source.  But there is no dedicated funding stream to pay for registered apprenticeship so that is something the sponsor is responsible for figuring out.  


>> TOM HOOPER:  Terrific.  That's excellent.  Our next question is about non-traditional apprenticeships.  And the question is what industries have you successfully developed non-traditional apprenticeship in Pennsylvania?  Eric, if you can take a crack at that and Geri as well. 


>> ERIC RAMSAY:  So in Pennsylvania, we registered and worked with agriculture, and we registered a farm equipment mechanic, and in agriculture, we've done multiple I.T. related apprenticeships.  We have done things from cosmetology to the farm tech, you know, so there's a lot of different ones.  We have done ENT, paramedic.  And, again, the range is about 1,000 apprenticeable occupation and we will, if the employer expresses interest to us, we will work with them to register the program.  


>> GERI SCOTT:  And I'll just chime in that there are just an amazing number of new apprenticeships being developed.  We have been seeing the finance and insurance industries that have been looking at account exact apprenticeship.  We've been seeing those developed.  The hospitality industry has been very interested in developing apprenticeship for hotel managers in the bank and culinary management system.  And we just developed an exciting apprenticeship for aerospace engineer which is apprenticeship aimed at engineering schools graduates.  So it's emerging.  The healthcare sector has been increasingly been interested, especially in those non-patient care occupations.  So, again, it's wide open.  There's been a lot of new industries respond to go apprenticeships.  


>> TOM HOOPER:  That's terrific.  And we have time for one last question.  And any questions we don't get to, there are few, we will make sure we respond over email.  But time for one last question.  Generally, how long does it take for employer buy-in for the program?  Eric, I'm sure you've seen this over time and Ralph and Geri, please feel free to chime in as well. 


>> ERIC RAMSAY:  So how we work because we're such a small office is, we don't solicit employers who go out to do registered apprenticeship.  We have about 750 registered apprenticeships currently.  And we have about 90 that are in the program for people to, this would become registered sponsors.  Apprenticeship is a great model and product to talk to people about.  I think it really is the education part.  The employer buy-in once they hear it is almost immediately.  


>> RALPH ROACH:  Just to add to that, we are working with several large businesses.  One, for example, is CVS health and we refer our contacts from CVS health over to Eric, and they worked very hard in the Philadelphia area to develop an apprenticeship program for, you know, the pharmacy tech positions.  And we replicated that at our Commonwealth technical institute as well.  


>> TOM HOOPER:  That's terrific.  Thank you so much Geri, Ralph, and Eric.  Three excellent presenters today.  And we'll make sure any questions we didn't get to, we'll respond to over email.  And thanks all to the attendees.  Great attendee representation today and great questions.  Katie, I'll take it back to you.  


>> KATIE ALLEN:  Thanks, Tom.  And thank you Geri, Ralph, and Eric for your presentation and thank you, all, for attending today.  And as Tom said, we will get to the questions that are still left in the chat box, but also if you have any additional questions, you can email the question to Tom.  His email is up on the screen it's Tom Hooper so so you'll see a link to the evaluation and you can copy/paste in the browser.  If you're looking for CRC credit, you can take the evaluation to get the credit.  Thank you for attending.  Everyone, have a great day.
