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Most businesses are feeling the limits of traditional hiring. Skills gaps are now one
of the clearest constraints on growth, with the World Economic Forum reporting
that 63 percent of employers identify skills gaps as a main barrier to future-
proofing their operations. At the same time, employers expect 39 percent of
workers' core skills to change by 2030, reinforcing what many leaders already see
inside their own organizations: the capabilities businesses need are changing
faster than traditional hiring models can keep up.
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Figure 1. The hiring squeeze in three numbers. Most projected openings are driven by the need to replace workers who

permanently leave occupations.

That pressure is not likely to ease. The U.S. Bureau of Labor Statistics projects roughly 19 million
occupational openings each year, on average, from 2024 to 2034, with most openings driven by the
need to replace workers who permanently leave occupations. For employers, that means the
challenge is not only filling today's vacancies. It is building a more reliable way to develop the talent

the business will need next.
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Critical positions remain open longer than leaders would like, experienced candidates command a
premium, and managers often find themselves trying to develop early-career employees without
the time or structure to do it well. Many organizations are still competing for the same narrow pool

of candidates using the same credentials, filters, and hiring assumptions.

Apprenticeship programs offer a different path. They give employers a structured way to build talent
around the skills their business actually needs. Done well, they improve retention, shorten time to
productivity, expand access to capable workers, and create a more reliable pipeline for roles that

are too important to leave entirely to the open market.

While the opportunity is clear, many employers remain on the sidelines. That hesitation is
understandable. Most business leaders don't question whether apprenticeship can work. They
question whether their organization has the time, capacity, and infrastructure to implement

it successfully.

The obstacle isn't a lack of talent or a lack of interest. It's
the operational friction involved in building and sustaining
a successful program.

What Businesses Are Missing

When organizations view apprenticeship only as a workforce development initiative, they often
overlook its broader strategic value. At its core, apprenticeship solves a recurring business
challenge: how to develop people with the right skills, behaviors, context, and support to succeed in

roles where traditional hiring alone is no longer enough.

One of its greatest strengths is that it expands the available talent pool. Instead of competing
exclusively for candidates who already possess every desired qualification, employers can identify

people with the aptitude to learn and provide a structured pathway into the role.
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That same structure creates a much stronger connection between training and business need.
Employees aren't learning abstract concepts disconnected from the workplace; they're developing
the specific capabilities managers expect them to apply on the job, allowing organizations to shape

talent around their own operating environment.

Over time, that investment often produces another benefit that's increasingly difficult to achieve
through traditional hiring alone: stronger retention. Employees who receive coaching, clear
expectations, and visible career pathways are more likely to build lasting connections with both

their role and the organization.

TWO WAYS TO GET THE SKILLS YOU NEED

Buy talent Build talent

Compete for the same narrow, fully Hire for aptitude and add a
credentialed pool structured pathway

Pay a premium for experience already on Develop capability at a cost you control
the market

Fill hard-to-fill roles from a widened pool

Vv ies st hile th
acancies stay open whrie the Skills are shaped around your

search continues . .
operating environment
Skills arrive shaped by another

. Coaching and visible pathways
employer's context

strengthen retention
Repeat the cycle at every departure

Figure 2. Apprenticeship shifts organizations away from reactive hiring and toward deliberate capability-building.
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The cumulative effect is significant. Apprenticeship shifts organizations away from reactive hiring
and toward deliberate capability-building, an increasingly important advantage as skill
requirements continue to evolve across technology, operations, finance, healthcare, property
management, cybersecurity, customer support, and countless other business functions.
Organizations that develop this capability today will be better prepared than those still waiting for

the labor market to deliver the perfect candidate.

Why Employers Hesitate

If the business case is compelling, why hasn't adoption accelerated? The answer has far less to do

with talent than execution.

Employers have to recruit candidates, design training, onboard new hires, engage managers,
navigate payroll and compliance requirements, coordinate related instruction, provide coaching,
measure performance, and ultimately convert apprentices into long-term employees. Integrating all
of that into the daily rhythm of the business can feel overwhelming, particularly for managers

already balancing demanding operational responsibilities.

Those concerns are valid. In a 2025 report, the U.S. Government Accountability Office found that
employers cited administrative burden as one of the primary barriers to expanding apprenticeship
participation. That finding mirrors what many organizations experience in practice. The value of
apprenticeship, however, is rarely in doubt.
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THE RETURN ON THE INVESTMENT

INVESTED $1.00 90%+

of apprentices are hired full-
time — a compelling proof

RETURNED IN BENEFITS $1.40 — $1.90

point that programs are
filling valuable needs inside

Solid bar: the low end of the range. Hatched: the the business

upper end.

Figure 3. U.S. Department of Labor: employers can expect roughly $1.40 to $1.90 in benefits for every $1

invested in apprenticeship programs.

So, businesses don't need more convincing that talent development matters. What they need is a
practical operating model that allows apprenticeship to function as part of the business rather than

alongside it.

Start with the Business Problem

The most effective apprenticeship programs begin with a clearly defined workforce challenge. For
one organization, that may be a role that's consistently difficult to fill. Another may be struggling
with recurring turnover that creates operational disruption and repeated hiring costs. Others
routinely hire employees with strong potential but lack a structured way to help them develop.
Some continue paying a premium for experienced talent even though many of those capabilities
could be built internally with the right support.

Looking at the business through that lens changes the conversation. Apprenticeship moves beyond

an HR initiative and becomes a practical response to a clearly defined operating problem.
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THE BUSINESS PROBLEM WHAT THE APPRENTICESHIP IS DESIGNED TO BUILD

Can't hire experienced People who understand data fundamentals, communicate

data analysts effectively with stakeholders, learn the company's systems,

and grow into increasingly complex work over time

Shortages in IT support Employees who develop technical skills while learning

customer service expectations, documentation practices,

escalation procedures, and internal tools

Recurring early-career turnover A structured development pathway that gives new

employees the coaching, confidence, and career visibility

needed to succeed

Paying a premium for skills that Capability developed around your own operating

could be built internally environment, at a cost the business controls

Figure 4. In every case, apprenticeship becomes a deliberate process for moving people from potential to performance.

Remove Friction from the Model

For apprenticeship to scale, it needs to become easier for organizations to execute, beginning with

reducing the burdens placed on internal teams.

Managers shouldn't be expected to design training, coach apprentices, manage documentation,

oversee compliance, track progress, and carry the administrative responsibilities of the program on

top of their existing workloads. Their role should focus on helping apprentices apply new skills in

the workplace, providing meaningful feedback, and supporting day-to-day performance.
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KEEP WITH THE MANAGER

Performance in the
workplace

Helping apprentices apply new skills on
the job

Providing meaningful, regular feedback

Supporting day-to-day performance

SHARE ACROSS THE ECOSYSTEM

Program operations
Defining competencies and aligning
training with business needs
Coordinating related instruction

Supporting apprentices
through challenges

Managing payroll, compliance, and
documentation

Measuring outcomes and improving
the program

Figure 5. Workforce partners, apprenticeship intermediaries, training providers, staffing organizations, and employer-

of-record models can assume much of the operational work that prevents companies from getting started.

Measure What Matters

Like any strategic investment, apprenticeship should ultimately be evaluated by business

outcomes. Organizations should understand whether new employees become productive more

quickly, remain with the company longer, and reduce vacancy pressure in hard-to-fill roles.
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01 02 03

Time to productivity Retention Vacancy pressure
Do new employees become Do they remain with the Is time-to-fill easing in hard-
productive more quickly? company longer? to-fill roles?

04 05 06

Access to talent Pipeline reliability Cost of rehiring

Is the pool of capable Is future hiring becoming Are the long-term costs
candidates widening? more predictable? of repeated hiring and

turnover falling?

Figure 6. Six outcomes that make a program easier to improve, easier to support, and easier to scale.

The U.S. Department of Labor has found that apprenticeship can deliver measurable returns for
employers, including productivity gains and improved workforce outcomes. Those results reinforce
an important point: apprenticeship deserves the same level of operational discipline and

performance measurement as any other investment intended to strengthen the business.

When outcomes are measured consistently, apprenticeship becomes easier to improve, easier to
support, and easier to scale. The approximately 800,000 apprentices currently employed across the

U.S. are proof of concept.

~800 ooo apprentices are currently employed across the
] United States. The model is past proof of concept.
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Start Small, Then Scale

Organizations don't need to launch a large enterprise-wide program on day one. A more effective
approach is to begin with a single role family, business unit, or recurring workforce challenge.
Define what success looks like, support the managers involved, measure the results, and use what is

learned to expand with greater confidence.

STEP 04
STEP 03
STEP 02
STEP 01
Pick one Define success Measure and Expand with
problem Set the outcomes up refine evidence
Asingle role family, frontand s.upport the Resolve operational Scale on performance,
business unit, or managers involved. friction and strengthen  retention, productivity,
recurring workforce the support structure. and manager
challenge. experience.

Figure 7. Starting small creates momentum while reducing risk.

The Competitive Advantage

The labor market will continue to evolve. Skills will continue changing. Experienced talent will
remain highly competitive. Organizations that rely exclusively on external hiring will continue facing

pressure whenever the market cannot supply the capabilities they need quickly enough.
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Apprenticeship offers another path. It gives employers a practical way to develop the capabilities
their business needs instead of waiting for those capabilities to appear in the labor market. It
creates opportunities for capable people whose potential may not be reflected in traditional
credentials, provides managers with a clearer framework for developing early-career talent, and

aligns hiring, training, and retention around the way the business actually operates.

The result is an organization that's less dependent on
finding the perfect candidate because it has become
much better at developing one.

Organizations don't have to begin with the largest possible apprenticeship program. They do need
to identify where their current hiring model is falling short and decide whether developing talent

offers a stronger long-term solution than continuing to buy it in an increasingly competitive market.

HIRE - GROW - ADVANCE™

Build the talent your
business needs next.

YUPRO
PLACEMENT

end — so the program runs as part of your business, not PART OF YEAR UP UNITED

YUPRO Placement manages apprenticeship programs end to

alongside it.

BOOK A DISCUSSION
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