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M7

• Facilitate corporate expansion and attraction

• Advance industry clusters

• Meet demand for talent
• Expand international export capacity

• Build regional capacity for growth
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Metro MKE Population
Projected Growth 2010-2040

AGE # PEOPLE GROWTH

0-19 384 0.1%
20-64     8,730 1.0%

65+ 165,208 84.0%Total population growth 
1,556,000 to 1,730,000 (11.2%)
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THE SKILLS GAP HAS EVOLVED

Advances in technology 
and automation have 

raised the bar 
significantly on required 
entry-level skills, across 

industries



FIERCE COMPETITION FOR 
SCARCE TALENT

• Diminishing returns on traditional talent 
acquisition methods 

• Poaching is a zero-sum game
• Employers need long-term, proactive strategy for 

talent attraction, retention & development



0 - 6 MONTHS: 
BECOME A TALENT MAGNET TO ATTRACT AND RETAIN

• Focus on marketing your company as an “employer of choice” in a crowded 
marketplace. Does your website engage young and diverse audiences? Is the careers page 
on your website easy to find? Are job postings written to attract candidates?

 
• Market your company and careers where work-ready talent is congregating – in young 

professional groups, alumni groups, profession-focused “meet-up” groups.

• Consider seeking organizations that train and place non-traditional sources of talent: 
veterans, women, underemployed workers, or previously incarcerated individuals.

• Increase first-year retention rates by rebooting your onboarding strategies, on-the-job 
training programs, and consider providing career mentors to new hires. 

 



6 MONTHS – 2 YEARS: 
PARTNER WITH COLLEGES, UNIVERSITIES & 

FELLOW EMPLOYERS TO BUILD PIPELINE

• Work with college and university career services departments to attract new 
graduates or soon-to-graduate prospects. Participate in on-campus recruiting 
events.

• Explore new corporate partnership models like student innovation incubators, 
or projects involving a business challenge. 

• Hire an intern.  In 2016, a whopping 73% of college interns received a job offer 
at the end of their internship. With acceptance rate factored in, 62% of college 
interns ended up as permanent hires. 

 



2 – 6 YEARS: START EARLIER; REACH STUDENTS (AND THEIR 
INFLUENCERS) IN K-12

• Partner with high schools to offer a range of career-based learning experiences. 
Wisconsin’s Academic and Career Planning mandate relies on the engagement 
of local employers to provide students with real-world information about careers 
in the region and how to best prepare. The number of ways industry can engage 
with K-12 has exploded: plant tours, guest speakers, Fab Lab partnerships, 
industry project mentorships and more. 

• Communicate company opportunities and provide online career coaching using 
the state’s career exploration software, Inspire Southeast Wisconsin. 



2 – 6 YEARS: START EARLIER; REACH STUDENTS (AND THEIR 
INFLUENCERS) IN K-12

• Advise local districts in the development of career academies & dual 
enrollment programs that embed industry certifications, and sometimes 
college credit, with classroom learning. Serve on a curriculum committee 
& provide industry feedback that drives continuous improvement of these 
programs. 

• Take on a youth apprentice or a high school intern. Convert high 
school trainees to employees by offering summer employment after 
graduation. Offer tuition assistance and scholarships for those pursuing 
higher education.  



6 TO 10 YEARS: 
GROW THE FUTURE TALENT POOL

 

• Support early STEM programs and entrepreneurial programs that 
build skills critical to success in the future of work. 

• Expose young students to career opportunities in the region & 
the ways they can apply classroom learning to the real world. 

• Host educators and school personnel at your workplace to give 
real-world context for instruction.



WHY CAREER-BASED LEARNING?

Companies are asking for help getting in front 
of young people and their influencers earlier, 
while career decisions are being made.



 



WHAT INFLUENCES CAREER CHOICE?

Students were influenced by their father (22%), 
mother (19%), teachers (11%), social media (4%), and 
guidance counselors (3%). 
An overwhelming number of students (64%) 
identified personal experiences as having the 
greatest influence over their career decisions.

The Manufacturing Institute, in partnership with SkillsUSA and 
the Educational Research Center of America



EXPERIENCES COUNT

Unfortunately, direct experiences with local 
employers are rare. 
Fewer than 20% of students surveyed participated in 
summer jobs, job shadows and tours, and fewer than 
10% completed internships, co-ops or benefited from 
industry mentors.

The Manufacturing Institute, in partnership with SkillsUSA and 
the Educational Research Center of America



IS IT ANY WONDER, THEN…?

• Youth unemployment rates hover near double 
the national rate.

• Only 11% of employers feel new graduates 
are ready for work. 

• Employers report candidates are not equipped 
with basic work-ready skills.



THE ANSWER? 
CAREER-BASED LEARNING

Career-based learning provides young people 
with experiences in the real world of work 
where they can apply academic & technical 

skills and develop essential workplace skills 
critical to their future employment success. 





ACADEMIC & CAREER PLANNING 
IN WISCONSIN

Requirements include analysis of local, 
regional, and state labor market needs and 

the education & training requirements for 
occupations that will fill those needs, as well 

as a strategy to engage businesses in 
implementing ACP.



Young people with these experiences make 
better informed decisions about career 
goals & education pathways and may be 
likelier to stay in a region that supports 

their aspirations. 
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Experiences 
Count. 

Let’s Count 
Them.
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GROW HERE CAMPAIGN GOAL

By 2020, companies in southeast 
Wisconsin will provide 200,000 
company-based, career-based 
learning experiences to young 
people (ages 11-24) and their 
influencers (parents, teachers 

and guidance counselors). 





2017-18 GROW HERE CAMPAIGN FINDINGS

 
• Career experiences are happening; we don’t have to facilitate all

• Limitations of Inspire platform

• By June 2018, the GROW HERE Team counted over 120,000 
career experiences in Southeast Wisconsin.

• We leveraged those findings to develop:
• regional asset maps
• resource directories/toolkits
& identify opportunities for scale



2017-18 GROW HERE CAMPAIGN FINDINGS

 
Our intent in mapping and “counting” career 
experiences regionally is to reveal gaps: 

• Geographic
• Socioeconomic
• Quality/depth of experiences



2017-18 GROW HERE CAMPAIGN FINDINGS

 
The lift is much heavier in K-12 where there 
hasn’t typically been capacity or expertise in 
building business partnerships. 

(Colleges have always had a focus on placing graduates 
into jobs/internships & industry partnerships that 
support specialized centers)



2017-18 GROW HERE CAMPAIGN FINDINGS

 

The return on investment for career 
experiences with K-12 is harder to 
quantify, as students are further from 
the “job-ready” end of the pipeline.



2017-18 GROW HERE CAMPAIGN FINDINGS

 
• Career experiences are more ample on the 

high-volume/low-touch end of the continuum (i.e. career 
days, expos, facility tours) 

• K-16 partners are asking for support to build out high touch 
experiences that are in much shorter supply –job shadows, 
internships, apprenticeships, teacher externships & skills 
accelerators.



EARLY SIGNS OF SUCCESS

 • Last fall - after Foxconn announced its investment to create a 
LCD manufacturing facility in southeast Wisconsin - we saw 
significant jump in career page views and student saves for 
Electrical Engineering careers on the Inspire platform. 

• The number of students saving Electrical Engineer to their 
Academic & Career Plans more than quadrupled from spring 
to fall 2017. 

• We see similar jumps in activity on career discussion boards 
following large career exposure events.



EARLY SIGNS OF SUCCESS



KEY MESSAGES RESONATE REGIONALLY

 1. Skills gap is compounded by awareness gap. Make 
sure we’re solving for the right problem.

2. Career-based learning solves for multiple goals.
3. There is no one silver bullet solution.
4. Employers should connect their investments in talent 

pipeline development in a long-term strategy. 
5. ROI is not a dirty word.



REGIONAL NETWORKED APPROACH 
LINKS & LEVERAGES TO SCALE SOLUTIONS

 

• Understand the landscape/asset map
• Providers as “talent supply chain” partners
• Link and leverage existing organizations’ 

core competencies
• Collaboration moves at the speed of trust


