
Pick one school, learn the system, make 

new friends — and it will spread.

On this Fall 2025 webinar hosted by Partnership for Learning, speakers from Fred Hutch Cancer Center, 

Wagstaff Inc. and the Production & Manufacturing Institute, and Boeing Workforce Development

shared how they designed high-impact internship and student development programs that meet real 

business needs. Their lessons, strategies, and examples are highlighted here to support employers 

exploring or expanding early talent initiatives.

How Internships Deliver Value

Direct business impact: Interns can 

deliver tangible work products, 

advance critical projects, and expand 

capacity

Fresh perspectives: Young people 

provide capabilities such as digital 

fluency, social media expertise, and 

new ideas

Audience insights: Bridge 

generational gaps and connect with 

younger customers

Business & 
Operational Value Talent Pipeline Value

Brand &
Community Value

Future hire cultivation: Identify, 

assess, and develop promising 

candidates

Diversity acceleration: Attract and 

engage candidates from 

underrepresented groups to 

strengthen workforce diversity

Leadership development: Give 

junior employees opportunities to 

mentor and manage

Industry visibility: Showcase career 

pathways and quality jobs within 

your sector

Community partnerships: 

Strengthen ties to local schools, 

colleges, and communities

Employer reputation: Position your 

organization as an engaged, trusted 

workplace destination

DON'T REINVENT 

THE WHEEL.

DR. WADE LARSON

Wagstaff Inc. + Production & 

Manufacturing Institute

The Early Talent Advantage | 
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Choosing the Right Internship Structure 
for Your Business Needs

Exposure & 
Awareness Models

Externships and job shadowing: 

Short, observational experiences 

introducing young people to 

professional environments.

Case competitions: Team 

challenges tackling real business 

problems with minimal employer 

time.

These models are meant to provide a variety of options to spark business leaders’ thinking about designing 

early talent programs to meet business needs. The list below is not exhaustive, nor are models meant to be 

mutually exclusive.

For flexibility and accessibility, employers can consider remote, hybrid, or part-time experiences, which 

reduce barriers to participation. 

Cohort & Pathway 
Models

Cohort-based: Peer groups with 

shared programming, fostering 

community and supervisory

efficiency.

Curriculum-aligned: Apply 

classroom learning to workplace 

practice.

Apprenticeship-style: Longer-term 

experiences with formal skill-

building, mentorship, and clear job-

aligned progression.

Skill-Building 
Models

Project-based internships: Clear 

deliverables and defined timelines 

that produce meaningful outputs.

Rotational experiences: Interns 

move across teams to gain exposure 

across the business while employers 

assess strengths and fit.

When students are well supported 

and prepared for the experience, 

they rise to the occasion.

THAT'S WHEN EMPLOYERS 

GET THE BEST ROI.

DR. MARY GRACE KATUSIIME

Fred Hutch Cancer Center
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Success Stories: 3 Employer Examples
Three models. Three sectors. Three business needs. Each one demonstrating ROI.

Panelists:

Dr. Jeanne Chowning

Dr. Mary Grace Katusiime

Business Need:

Shortage of entry-level lab 

technicians and desire to 

build early loyalty.

Fred Hutch Cancer Center

Model
Two-year program in partnership with Shoreline Community 

College’s biomanufacturing courses, aligned to lab skills. 

Six-week paid summer internship with rotational element and 

professional development. 

Students complete an Accelerated Lab Tech Certificate and earn a 

guaranteed job interview.

Why It Works
Curriculum co-designed with educators and hiring managers. 

Strong alignment between coursework and job demands. 

Students develop professional identity and sense of belonging early.

Outcomes
High hiring rate from initial cohorts. 

Strong alumni engagement and ongoing pipeline. 

Rising demand across the organization for similar early talent 

programming.

They wear safety vests that say ‘Manufacturing Student’ on the back. We invite as 

many leaders as we can to classes, report outs, activities, and just make sure there's 

a lot of visibility so that they understand [the program’s value].

MAKE SURE THAT LEADERS AT EVERY LEVEL 

HAVE VISIBILITY OF THE STUDENTS.

HOLLY MILES

Boeing Workforce Development
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Panelist:

Dr. Wade Larson

Business Need:

Low awareness of 

manufacturing careers and 

urgent pipeline needs.

Wagstaff, Inc.

Model
One- to three-week full-time summer intensive across multiple 

manufacturers.

Hands-on product design, fabrication, and presentation.

Teams rotate across functions to build broad organizational 

understanding.

Compensation includes stipends and points redeemable for tools.

Why It Works
“Coopetition” model brings employers together to build shared talent 

pipeline.

Students gain real production and teamwork experience.

Designed intentionally for students who may lack exposure to the 

manufacturing sector.

Outcomes
Multiple hires across partner employers.

Expansion to additional schools and creation of a mobile 

manufacturing lab.

Panelists:

Holly Miles

Justin McCaffree

Business Need:

Scale and consistency in 

building entry-level aerospace 

manufacturing talent.

Boeing Workforce Development

Model
Cohort-based summer development program.

Instructor-led training that complements Core Plus Aerospace and 

other hands-on, manufacturing-related curricula.

Professional skills development integrated throughout.

Paid experiences using a contract labor model for youth.

Why It Works
Highly structured programs reduce risk and ensure consistency.

Aligned directly to CTE curriculum, strengthening school 

partnerships and recruiting.

Students return to school as ambassadors, accelerating demand.

Outcomes
Sustained hiring from program graduates.

School participation grows organically through student advocacy.
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How to Start Small

You don’t need a 

big program to 

create big value. 

Start with one 

simple entry point. 

Build awareness, 

gain business 

outputs, and 

develop deep 

pipeline and scale.

HOST A JOB 

SHADOW OR 

EXTERNSHIP

1

PILOT SMALL, 

PROJECT-BASED 

INTERNSHIP

2
INDUSTRY 

ASSOCIATION 

/ CHAMBER 

PARTNERSHIP

3

PARTNER

WITH ONE 

SCHOOL

5

PEER EMPLOYER 

COLLABORATION

4

5 Ways to 
Get Started

Half- or full-day structured site visit to help students understand workplace culture and roles.

Host a Job Shadow or Externship
1

Dr. Jeanne Chowning | Fred Hutch Cancer Center

"We found that there’s a lot of value in starting early… Students really start exploring careers in 

middle and high school… they don't know what they don't know. So we want to broaden 

awareness of career possibilities, but also make it so that students who identify career interests 

early on have the ability to pursue educational opportunities that are relevant to them.” 

Dr. Wade Larson |  Wagstaff, Inc. + Production & Manufacturing Institute

Emphasized the value of reaching young people who are eager to learn more about career 

opportunities but haven’t decided on a career path.

WHAT PANELISTS SAID

Best for:

Raising awareness about your industry

Helping students “see what’s possible” before they choose pathways

A lower-lift option for employers
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Tap into sector associations with existing youth/early talent efforts, which reduces the lift for 

individual employers and enables a sector-wide vision and approach.

Engage Your Industry Association or Chamber
3

RESOURCES

Best for:

Employers who want to start quickly with low setup burden

Connecting to existing student and school pipelines without doing all 

outreach yourself

Contributing to and benefitting from the larger early talent ecosystem

A 2- to 4-week focused experience with clear deliverables that helps employers test supervision, 

workflow, and student readiness. Supports employee development by giving staff mentoring 

opportunities.

Pilot a Small Project-Based Internship
2

Dr. Larson described the value of providing students with real experiences in production, rapid 

prototyping, and teamwork development.

Holly Miles, Boeing Workforce Development

“Once you get started with something small, you get a lot of excitement going…” 

WHAT PANELISTS SAID

Best for:

Tangible work outputs

A “test run” before creating a full-scale program

Building mentoring skills among employees

Making the business case to leadership through visible results

Work-Based 

Learning 

Collaborative 

Montana

Association of 

Washington 

Business 

Institute

Career Connect 

Washington 

Sector Leaders

CONTACT US

INGRID STEGEMOELLER
Industry Engagement Director

Partnership for Learning

ingrid@partnership4learning.org
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Build a relationship with one school, skills center, or program.

Partner with One School or Career & Technical 
Education (CTE) Teacher5

Dr. Larson: “Pick one school. Go learn the system… make new friends. It will spread.”

McCaffree noted that student interest and applications for participation grow exponentially 

when one student returns to school and shares their experience.

WHAT PANELISTS SAID

Best for:

Long-term pipeline development

Curriculum-aligned internships (like Fred Hutch’s LabLaunch)

Sustained relationships that lead to repeat applicants

Building brand awareness among teachers and counselors

Partner with other employers – whether in your industry, region, or supply chain – to share 

promising practices, create shared internship models, or co-host student experiences. Collaboration 

reduces lift, creates consistency for schools, and helps strengthen the overall talent ecosystem.

Collaborate with Peer Employers
4

Dr. Larson emphasized that coopetition (collaborating even with competitors) accelerates 

success and builds shared pipelines.

Justin McCaffree | Boeing Workforce Development

Dr. Mary Grace Katusiime | Fred Hutch Cancer Center

Both noted that programs scale best when employers learn from each other’s models rather 

than starting from scratch.

WHAT PANELISTS SAID

Best for:

Employers new to early talent who want to borrow what already works

Industries where multiple companies hire for similar roles

Sharing supervision, programming, or recruitment responsibilities

Strengthening regional pipelines rather than building alone
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