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Capital Region

The Capital Region Biotech Talent Partnership is a regional,
employer-led initiative designed to align education,

workforce, and economic development systems with the
TALENT PARTNERSHIP talent needs of the biotechnology and life sciences sector.

Partnership Overview

The Partnership is co-managed by Capitol Impact Consulting, LLC and ‘ { a Placer
s

the Sacramento Employment and Training Agency and is funded through
a braided model led by the Sacramento Employment and Training Agency
and Valley Vision, including Catalyst Grant funding administered by We
Prosper Together through the State of California’s California Jobs First initiative.
Capitol Impact serves as the Talent Pipeline Management (TPM) lead facilitator
and talent solutions intermediary, leading employer convening, TPM

data collection and analysis, and the design and implementation The Capital Region consists of Colusa, £ Dorado, Nevada,
of industry-led talent solutions. The Sacramento Employment and ' T

Training Agency serves as the fiscal and workforce lead, providing program oversight, workforce system
alignment, and connections to priority populations across the Capital Region.

REGIONAL PARTNER ECOSYSTEM

The Partnership is supported by a broad ecosystem of regional and statewide partners that contribute
strategy, infrastructure, and implementation capacity. Valley Vision provides ecosystem coordination and
regional strategy support, working closely with the City of Sacramento Office of Innovation and Economic
Development to align talent development with economic growth priorities. Innovation and research
ecosystem partners include Wexford Connect Labs and Aggie Square, while the Biocom California Institute
serves as a statewide industry partner supporting sector alignment and field building. Education and
training partners include the Los Rios Community College District, Solano Community College, University
of California, Davis, University of California, Davis Health, California State University, Sacramento, and K-12
systems such as Elk Grove Unified School District, ensuring pathways span secondary education through
advanced research and employment.

EMPLOYER LEADERSHIP

The Partnership is anchored by an employer-led Biotech TPM Collaborative, with active leadership from
Thermo Fisher Scientific, Orca Bio, The Jackson Laboratory, CPC Scientific, LifeSpace Labs, and If/Only If
Technologies, representing biomanufacturing, cell and gene therapy, laboratory research, and bioscience
startups. Employers serve as end-customers of the talent system, providing real-time hiring demand,
validating competency and credential requirements, and directly shaping the design and prioritization of
talent solutions.
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EXECUTIVE SUMMARY

About the Capital Region Biotech Talent Partnership

The Capital Region Biotech Talent Partnership is an employer-led initiative designed to strengthen and
align the region’s biotech and life sciences talent pipelines. Using the Talent Pipeline Management (TPM)
framework, the Partnership brings employers together to define shared workforce needs, translate
those needs into actionable data, and co-design talent
solutions that deliver measurable value for employers,
learners, and the regional economy.

Between 2024 and 2025, the Partnership established

a regional Biotech TPM Employer Collaborative and
completed a baseline supply-and-demand analysis
focused on priority biomanufacturing, quality, and
research roles. This work surfaced persistent gaps
between employer hiring requirements and the current
education and training ecosystem, particularly for
middle-skill roles that require specialized technical
competencies, regulatory readiness, and work-based
experience.

Rather than treating these gaps as abstract labor

market challenges, employers used the TPM process

to convert primary labor market data into clear, ] E

solvable workstreams. Employers validated priority The Capital Region Biotech Talent Partnership team at the kickoff event on
ol .. . Tuesday, September 23, 2025 at Aggie Square.

roles, clarified hiring requirements, and assessed

existing and potential sources of talent. This analysis now serves as the foundation for a set of industry-

led talent solutions that are actively under development, including pathway tools, apprenticeships, pre-

apprenticeship models, and sector-specific planning efforts.

What This Report Covers

1 What the data shows about biotech talent supply and demand in the Capital
* Region.

2 What the data is signaling to different audiences employers, talent providers,
* and community partners about where alignment is breaking down and where
assets already exist.

3 What is being built now to address these gaps through employer-led,
e performance-driven talent solutions.

The Partnership is entering a critical phase. With baseline data in place and employers aligned around
priority roles, the focus has shifted from analysis to action. Over the next several years, the Partnership
will continue to build, test, and scale talent solutions while advancing the financing and institutional
structures needed to sustain this work long-term, including talent finance strategies and regional
investment mechanisms.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP 1




CAPITAL REGION BIOTECH
TALENT PARTNERSHIP MODEL

The Capital Region Biotech Talent Partnership is organized around three integrated pillars that reflect
how TPM moves from employer leadership to durable systems change. Together, these pillars ensure that
talent solutions are not only built, but sustained.

Pillar 1: TPM Employer Collaborative

The Employer Collaborative is the engine of the Partnership. It mobilizes biotech and life sciences
employers as end-customers of the talent supply chain and creates a structured forum for collective
action.

Through the Collaborative, employers:
¢ |dentify shared pain points tied to critical business functions and roles
* Produce primary labor market information on hiring demand and requirements
e Prioritize which talent gaps warrant coordinated investment
* Guide the design of talent solutions that deliver employer return on investment

This structure ensures that workforce strategies are anchored in real hiring needs, not assumptions or
secondary data alone.

Pillar 2: Talent Solutions Team

The Talent Solutions Team translates employer-validated data into implementation. This team includes
curriculum consultants, apprenticeship designers, technical assistance providers, and communications
strategists who work alongside employers and providers to build usable, scalable solutions.

The Team’s role is to:
» Co-design pathways, apprenticeships, and pre-apprenticeship models
e Align curriculum, credentials, and work-based learning to employer requirements
* Develop tools that improve navigation, transparency, and performance
e Support providers in adapting programs to meet demand
This pillar is where analysis becomes infrastructure.

Pillar 3: Sustainability (Financing) & Regional Investment

Long-term impact requires more than pilots. The Partnership is actively building toward sustainability
through regional investment strategies and institutionalization.

Key efforts include:

* Talent finance modeling with Trailhead Strategies to explore pay-for-success and employer-aligned
financing mechanisms

* Laying the groundwork for a Preferred Provider Program grounded in performance and employer
designation

* Planning a 2026 regional symposium to align employers, funders, and public partners around shared
investment priorities.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP
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WHAT IS TALENT PIPELINE
MANAGEMENT (TPM)?

Talent Pipeline Management (TPM) is an employer-led approach to education and workforce partnerships
that applies principles of supply chain management to talent development. In TPM, employers act as end-
customers who organize, communicate, and manage their talent pipelines in partnership with trusted
providers.

TPM differs from traditional workforce models in three critical ways:

1 Employers drive value creation

® Employers define which jobs are most critical, what skills and credentials are required, and
what success looks like. This ensures that talent solutions align to real business needs and
deliver return on investment.

2 Employers organize and manage pipelines

® Through employer collaboratives, companies work together to aggregate demand, share
information, and engage preferred providers. This collective approach increases leverage,
clarity, and responsiveness.

Performance and outcomes matter

® TPM emphasizes continuous improvement, with employers and providers using data to
measure performance and refine pipelines over time.

The TPM framework is implemented through six strategies, beginning with organizing employers and
progressing through demand projection, alignment of hiring requirements, supply analysis, solution
design, and continuous improvement.

In the Capital Region Biotech Talent Partnership, TPM provides:
» A shared language between employers and providers
A disciplined process for turning data into decisions
e A structure for building talent solutions that are both equitable and effective

The sections that follow apply this framework to the region’s biotech talent system, beginning with a
detailed presentation of baseline supply-and-demand data.

EXTERNAL TALENT PIPELINE TPM PROGRESSION MAP INTERNAL TALENT PIPELINE
SUPPLIER EMPLOYER
RESPONSIBILITY RESPONSIBILITY

Career
Awareness
& Guidance

Career
Exploration

upskilling
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TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

This section presents the full Talent Pipeline Management (TPM) baseline analysis conducted by the

Capital Region Biotech Talent Partnership between 2024 and 2025. The analysis combines employer-
reported demand, employer-validated hiring requirements, and regional talent supply benchmarking
across priority biotech business functions and occupations.

Data presented here is drawn directly from employer submissions, job description benchmarking, and a

comprehensive inventory of education and training programs across the Capital Region. The purpose of

this section is to establish a shared, role-specific baseline of where talent demand exists, how employers
define qualified talent, and how current education and training supply aligns to those needs.

TPM Strategy 1: Organized For Employer Leadership

Talent Pipeline Management (TPM) begins by organizing employers around shared workforce challenges
and talent needs. Rather than addressing hiring issues individually, employers come together through a
structured collaborative to aggregate demand, identify common priorities, and create a unified voice for
engaging education, workforce, and community partners.

The Capital Region Biotech Talent Partnership established an employer-led Biotech TPM Collaborative
collectively identify priority occupations, validate hiring requirements, and guide the development of
talent solutions aligned to real workforce demand.

BUILDING THE PARNTERSHIP

The Partnership leveraged regional networks and ecosystem partners, including the Sacramento
Employment and Training Agency (SETA), Valley Vision, and the City of Sacramento, to recruit and engage
employers across the biotechnology and life sciences sector.

In 2024, the Collaborative expanded to include key
industry leaders such as The Jackson Laboratory,
Orca Bio, and Thermo Fisher Scientific. In 2025,
participation continued to grow with the addition
of Thermo Fisher Scientific’s West Sacramento site
and CPC Scientific, further strengthening employer
representation across biomanufacturing, research,
and laboratory operations.

Today, the Collaborative represents employers
spanning cell and gene therapy, biomanufacturing,
Iaboratory resea rCh’ and biOSCience innovation. Botech TP Co//oraﬁve prtnesgther at Th acon Laborory duin the
Together’ these em ployers serve as the end- Partnership’s third employer convening in 2024.

customers of the regional talent system, providing

the demand signals that inform workforce planning

and talent development strategies.

FROM EMPLOYER ORGANIZATION TO DEMAND PROJECTION

With the Employer Collaborative established, the Partnership was able to move beyond stakeholder
engagement and begin generating primary labor market information. The next step in the TPM process
focused on projecting demand for critical occupations, allowing employers to quantify hiring needs,
identify priority roles, and establish a shared understanding of workforce demand across the region.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP




TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

TPM Strategy 2: Projecting Critical Job Demand

As part of the TPM process, employers projected hiring demand for critical roles over a defined time
horizon and grouped those roles into core business functions. This approach reflects how work is
structured in practice, highlighting shared competencies, cross-role mobility, and opportunities for aligned
talent development.

The demand data below distinguishes between replacement demand (driven by turnover) and net new job
growth, providing insight into where sustained pipelines are needed versus where expansion is occurring.
Together, these projections clarify which roles are most critical to business operations and where
coordinated investment can have the greatest impact.

Projected Talent Demand by Business Function (2025—-2029)

Animal Care (Middle-Skill & 4-Year) 44

Biomanufacturing (Middle-Skill) 90

Biomanufacturing (Four-Year) 15

0 20 40 60 80 100

This chart summarizes total projected employer demand across priority business functions identified through the TPM process. Demand reflects both replacement
needs and net new job growth over the projection period.

BUSINESS FUNCTION #1: ANIMAL CARE

Employers identified Animal Care as a specialized function supporting laboratory-based research
operations. Demand reflects ongoing operational needs driven by workforce turnover rather than
expansion.

Employer: The Jackson Laboratory

Projected Demand (4 Years):
* 40 middle-skill

* 4 four-year

Demand Type: 100% Replacement (0% New Growth)

Demand Breakdown by Critical Occupations:
e Animal Care Technicians — 44

What This Signals: Ongoing demand is driven by turnover in highly specialized roles, requiring
consistent pipeline development even in the absence of expansion.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP




TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

BUSINESS FUNCTION #2: BIOMANUFACTURING (MIDDLE-SKILL)

Employers identified a cluster of interrelated middle-skill roles supporting biomanufacturing, quality, and
regulated production environments. These roles were aggregated into a single business function to reflect
shared competencies, cross-role mobility, and alignment across related operational functions.
Employers: Orca Bio, The Jackson Laboratory

Projected Demand (2025): 90 total roles

Demand Type: Primarily New Job Growth

Demand Breakdown by Critical Occupation:
¢ Cell Therapy Production Associates — 42

* GMP Trainers — 20

 Quality Assurance Analysts/Specialists — 19

* Manufacturing Operators — 6

e Manufacturing Science and Technology (MSAT) Engineers — 4
e Manufacturing Execution System (MES) Specialists — 2

What This Signals: Rapid expansion in cell and gene therapy manufacturing is driving demand for job-
ready talent with experience in regulated production environments.

BUSINESS FUNCTION #3: BIOMANUFACTURING (FOUR-YEAR ROLES)

Employers identified a smaller set of four-year-degree roles that support advanced biomanufacturing
operations, quality oversight, and technical specialization within regulated environments.

Employer: Orca Bio

Projected Demand (2025): 15 total roles

Demand Type:
* 12 new positions

* 3 replacement
Demand Breakdown by Critical Occupation:
¢ Cell Therapy Production Associates — 10
* Quality Assurance Analysts/Specialists — 3
* Manufacturing Science and Technology (MSAT) Engineers — 2

What This Signals: While smaller in volume, these roles are critical for quality oversight and advanced
biomanufacturing functions.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP




TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

TPM Strategy 3: Aligning & Communicating Hiring
Requirements

As part of the Talent Pipeline Management (TPM) process, employers submitted and benchmarked job
descriptions for priority roles to establish shared hiring requirements across three core job families:
Animal Care Technicians; Biomanufacturing Operator; and Quality Assurance Analyst / Specialist. These

requirements were synthesized into standardized competency maps that define the knowledge, skills,
abilities, and experiences required for job-ready talent.

The competency maps reflect real-world expectations for performance in regulated laboratory, research,
and biomanufacturing environments and provide a consistent framework for understanding what
employers need across priority roles.

ANIMAL CARE TECHNICIAN

Supports laboratory-based research by ensuring the daily care, monitoring, and compliance of animal
populations in controlled environments.

RE%%?@,!AOEE#IS' High School Diploma or GED

D33 [@IRAYSI BN 1 Year Animal Care Trainee (paid in-house training provided)

* Basic animal husbandry
 Information Processing & General Record Keeping

* Data Entry and extraction from internal and external sources into computer
database

KNOWLEDGE,
SKILLS, & ABILITIES
(KSA)

¢ Individual Training & Development
* Teamwork and Service Commitment
» Communicate Essential Information

« Effectively exchange information to and from CMQ, Trainers, Supervisors,
Research Assistants, etc.

» Conducts safety compliance

* Knowledge of barrier room function and animal husbandry

» Successful completion of Primary Animal Care Training and Lab Animal
Science |

HARD SKILLS

» Successfully able to train new employees on mouse colonies and proper
record keeping

» Able to properly train the identification of skill/ill/deviant mice.
* Demonstrated team player with professional, positive attitude and willingness
SOFT SKILLS to be flexible
» Successful proven record of written and oral communication skills

CAPITAL REGION BIOTECH TALENT PARTNERSHIP




TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

BIOMANUFACTURING OPERATOR

Executes core biomanufacturing processes in regulated production environments, translating protocols
into consistent, high-quality product output.

EDUCATIONAL
REQUIREMENTS

EXPERIENCE LEVEL

KNOWLEDGE,
SKILLS, & ABILITIES
(KSA)

HARD SKILLS

SOFT SKILLS

High School Diploma or GED (required)

Associate’s Degree (preferred)

Prior Experience in GMP manufacturing or lab-scale (preferred)

Cell and gene therapy knowledge (beneficial)

Operate and monitor equipment used in manufacturing processes Use
medical-grade and industrial machinery

Adhere to Good Manufacturing Practices (GMP) and Good Documentation
Practices (GDP)

Participate and communicate effectively in a clean room manufacturing
environment

Perform instrument setup, cleaning, changeover, maintenance, and operation
Operate sanitization and sterilization equipment

Perform control checks on materials, machinery, and production processes
Maintain accurate records of production and sterilization processes

Perform preventative maintenance and safety procedures

Ability to work in a cleanroom and comply with sterile protocols (e.g., no
cosmetics, jewelry, or shedding skin conditions)

Ability to remain in a stationary position for extended periods in a biosafety
cabinet or cleanroom environment

Wear Personal Protective Equipment (PPE)

Ability to read and interpret safety rules, operating procedures, and
maintenance instructions

Detail oriented in relation to quality control

Communication skills and collaboration to work in team environments
Curiosity

Ability to work in fast-paced environment

Problem-solving skills and adaptability

CAPITAL REGION BIOTECH TALENT PARTNERSHIP



TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

QUALITY ASSURANCE ANALYST / SPECIALIST

Ensures product quality and regulatory compliance by monitoring, auditing, and continuously improving
quality systems across biomanufacturing operations.

EDUCATIONAL . ,
REQUIREMENTS * Required: Bachelor’s degree

e Minimum 3 years experience required in quality assurance, GMP, or auditing

EXPERIENCE LEVEL

* 5+ years experience preferred
e Strong understanding of quality management systems, including deviations,
change controls, CAPAs, and document control

KNOWLEDGE, * Ability to conduct audits and ensure compliance with industry regulations and
SKILLS, & ABILITIES policies

(KSA) « Ability to analyze quality control processes and implement corrective actions

* Regulatory knowledge including FDA regulations, GMP, and industry standards

e Strong understanding of GMP policies vand procedures

e Experience conducting and evaluating internal and external audits to improve
quality control processes

» Ability to develop and implement audit plans to assess supplier and internal
compliance w

HARD SKILLS

» Ability to monitor corrective action effectiveness and track quality metrics

* Experience in quality controls within biopharmaceutical, cell therapy, or
healthcare industries

e Strong written and verbal communication skills
* Analytical and problem-solving skills
SOFT SKILLS « Ability to collaborate effectively with cross-functional teams and suppliers

» Ability to engage with customers and stakeholders during audits and
compliance checks

ESTABLISHING THE STANDARD FOR ALIGNMENT

These competency maps define a shared, employer-validated standard for what job-ready
talent looks like across priority biotech roles. By clarifying the technical, regulatory, and
employability skills required for success, they create a common language between employers,
education providers, and workforce partners.

This shifts the focus from credentials alone to demonstrated capabilities—what learners can
do, not just what they have studied. In the following section, these competency maps serve
as the evaluation lens for assessing how well regional programs align to employer-defined
requirements and where gaps remain.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP



TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

TPM Strategy 4: Analyzing Talent Supply

Using the competency maps defined in Strategy 3 as a standardized evaluation framework, in our pilot
year, the Partnership assessed how well regional education and training programs prepare learners for
priority biotech roles.

Competency Maps = Alignment Analysis = Supply Insights

Based on the piolet year initial scan, programs were classified into three categories based on their
alignment to employer-defined hiring requirements:

 Highly Aligned — Programs that directly prepare learners with the technical, regulatory, and applied
competencies required for priority roles

* Somewhat Aligned — Programs that provide relevant foundational knowledge but lack key applied
skills, regulatory exposure, or work-based learning

* Not Yet Aligned — Programs that do not meaningfully prepare learners for these roles without
significant additional training

This approach ensures that alignment is measured against real employer expectations, rather than
generalized academic output.

EVALUATION FRAMEWORK

Rather than relying solely on program titles, degree classifications, or credential counts, the Partnership
evaluated programs against the employer-validated competency maps developed through the TPM
process. These competency maps served as the primary lens for assessing alignment and reflected the
specific hiring requirements associated with each business function and occupation.

This approach ensured that alignment was measured against real employer expectations and workforce
needs rather than generalized academic outputs.

LIMITATIONS

This process was guided by the Preferred Provider Program methodology, established by the US Chamber
of Commerce Foundation (USCCF). The purpose and intent of the initial pilot year scan was to establish a
working baseline of highly aligned programs in close collaboration and alignment with regional educational
partners. During this process, the Partnership socialized the Preferred Provider Program with core regional
institutions that shared interest in further developing a full model. In future years, the Partnership aims to
continue building this model at scale. For more information on how regions across the United States have
implemented this model, read more on page 20-26 of this report.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP




TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

Animal Care Technician (Middle-Skill)

The programs below represent the region’s aligned talent supply for Animal Care Technician roles,
combining both highly aligned and somewhat aligned programs. These are less than four-year degree
programs, reflecting the primary education and training pathways for middle-skill roles in laboratory-
based animal care.

Together, they illustrate the current pipeline of learners pursuing relevant training and the degree to which
existing programs prepare talent for these roles.

DEGREES
CURRENT ~ RETENTION AWARDED
INSTITUTION PROGRAM ENROLLMENT RATE (AY 24-25)
HIGHLY ALIGNED
Cosumnes River | Certificate in Veterinary Technology 48 100% 10
College | Associate’s in Veterinary Technology Unknown Unknown 9
Certificate in Veterinary Assisting
Yuba Community | and Animal Care Unknown Unknown 2
College
Associate’s in Veterinary Technology 142 97.89% 32
SOMEWHAT ALIGNED
. Associate’s in Veterinary/Animal
Carrington College vemhin e rellemy Unknown Unknown 32
Woodland As.souate s in Agriculture Animal 1 80.95% )
Community College | Science

NOT YET ALIGNED SUPPLY

Additional programs across agriculture and general science pathways contribute to the broader talent pool
but do not directly prepare learners for laboratory-based animal care roles without additional training.

WHAT THE DATA SHOWS

The region has a modest but relatively well-aligned pipeline for Animal Care Technicians, with highly
aligned programs producing the majority of job-ready candidates. However, overall supply remains limited,
and opportunities to expand the pipeline will likely depend on both increasing program capacity and
strengthening alignment among adjacent programs.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP
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TALENT SUPPLY & DEMAND

2024-2025 BIOTECH TPM BASELINE DATA

BIOMANUFACTURING Operator (Four-Year)

The programs below represent the aligned four-year talent supply for biomanufacturing and related roles.
These programs produce graduates with strong technical foundations across biochemistry, engineering,
and biological sciences, forming a critical pipeline for advanced and specialized positions.

DEGREES
CURRENT  RETENTION AWARDED
INSTITUTION PROGRAM ENROLLMENT RATE (AY 24-25)
HIGHLY ALIGNED
Bachelor’s Biochemistry Unknown | Unknown 27
Sacramento — : .
State University | Bachelor’s in Biological Sciences (Cell and Unknown | Unknown 303
Molecular Biology)
B_achelor s in Biochemistry and Molecular Unknown | Unknown 160
Biology
Bachelor’s in Biomedical Engineering Unknown | Unknown 87
S IRETE Bachelor’s in Biotechnology Unknown | Unknown 74
Bachelor’s in Cell Biology Unknown | Unknown 49
Bachelor’s in Chemical Engineering Unknown | Unknown 76
SOMEWHAT ALIGNED
Sacra)mento Bachelor’s in Chemistry Unknown | Unknown 42
State University
Bachelor’s in Chemistry ‘ Unknown | Unknown 23
UC Davis
Bachelor’s in Systems & Synthetic Biology ‘ Unknown = Unknown 17
NOT YET ALIGNED SUPPLY

Additional degrees in general science fields contribute to the broader talent pool but may lack direct
alignment to industry-specific applications without supplemental experience or training.

WHAT THE DATA SHOWS

At the four-year level, supply exceeds projected demand for priority roles. However, job readiness is
still shaped by applied experience and industry exposure. This reinforces that even within highly aligned
programs, work-based learning and practical application remain key differentiators.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP
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RECOMMENDATIONS

WHAT THE SUPPLY & DEMAND DATA IS TELLING US

Interpreting the Findings

The baseline TPM analysis reveals a clear story about the Capital Region’s biotech talent ecosystem.
Employer demand is concentrated in a relatively small number of middle-skill and early-career roles, hiring
requirements are more consistent across employers than expected, and the region possesses a strong
foundation of education and training assets. At the same time, the data shows that alignment, not volume,
is the primary challenge. While many programs produce relevant talent, only a subset are closely aligned
to employer-defined hiring requirements and readiness expectations for the critical occupations evaluated
in this process.

These findings suggest that the region’s greatest opportunity is not simply creating more programs,
but strengthening alignment between employer demand, education and training supply, and regional
investment strategies.

To translate these findings into action, this section applies the Talent Pipeline Management (TPM)
framework’s three-report structure:

1 Employer Report
® What the data is signaling to employers about shared demand, hiring requirements, and
collective action.

2 Talent Provider Report
® What the data is signaling to education and training providers about program alignment,
readiness, and opportunities for improvement.

3 Community Report

® What the data is signaling to workforce agencies, funders, economic development
organizations, and regional partners responsible for supporting and scaling the broader talent
ecosystem

Together, these recommendations provide a roadmap for strengthening talent pipelines, improving
alignment, and advancing a more coordinated, employer-led biotech workforce system across the Capital
Region.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP
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RECOMMENDATIONS

WHAT THE SUPPLY & DEMAND DATA IS TELLING US

Employer Report

What the Data Is Signaling to Employers

KEY SIGNAL FROM THE DATA

Employer demand is highly concentrated in a small number of ?}",‘!"N"rrﬁﬁ

middle-skill roles that share overlapping competencies, regulatory
requirements, and readiness expectations. While demand volumes
vary by employer and business function, the hiring requirements for
job-ready talent are largely consistent across companies.

WHAT THIS MEANS FOR EMPLOYERS

e Individual employers are solving similar hiring problems
independently, particularly for biomanufacturing, quality
control/assurance, and animal care roles.

e Replacement demand is as significant as growth demand for
certain roles, reinforcing the need for sustained pipelines rather
than one-time hiring pushes.

* Job titles differ, but the underlying competencies required for

Thermo Fisher Scientific partners at he Capital Region

SUcCcess are |a rgely Sha red . Biotech Talent Partnership kickoff event on Tuesday,

September 23, 2025 at Aggie Square.

RECOMMENDATIONS FOR EMPLOYERS

1 Continue to act collectively through the Biotech TPM Employer Collaborative

® The data supports sustained employer collaboration around a defined set of priority roles.
Continued aggregation of demand will increase leverage with education and training providers
and reduce duplicative efforts.

2 Use shared hiring requirements as the basis for pipeline design

® Employers should continue refining and validating shared competency expectations and use
them consistently when engaging providers, designing apprenticeships, and evaluating talent
sources.

3 Prioritize talent solutions that deliver job-ready, applied experience

® The supply analysis shows that credentials alone are not sufficient for job readiness. Employers
should prioritize solutions that integrate work-based learning, regulated environment
exposure, and performance signaling.

ll' Treat talent pipelines as operational infrastructure
® Given ongoing replacement demand and projected growth, employers should plan for talent
pipelines as a standing business function, not a temporary workforce initiative.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP 14



RECOMMENDATIONS

WHAT THE SUPPLY & DEMAND DATA IS TELLING US

Talent Provider Report
What the Data Is Signaling to Education and Training Providers
KEY SIGNAL FROM THE DATA

The region produces a high volume of science-
related credentials across community colleges and
universities, but only a subset of programs are
highly aligned to employer hiring requirements
for priority biotech roles. Many programs fall into
a “somewhat aligned” category, representing
significant opportunity for improvement through
targeted adjustments.

WHAT THIS MEANS FOR PROVIDERS

e Alignment gaps are less about academic rigor
and more about applied readiness, regulatory

eXpOSU re, a nd com petency Signa | | ng_ Professor of Biomedical Engineering Marc Facciotti, left, works with students in the
Bioinnovation Lab at UC Davis. (Photo courtesy of KJ2 Productions)

 Providers offering biology, chemistry, and
general science programs are producing
substantial numbers of graduates who could be viable candidates with modest programmatic
adjustments.

 Highly aligned programs are relatively few and may not meet projected demand on their own.

RECOMMENDATIONS FOR PROVIDERS

1 Use employer-validated competencies as a design reference point

® Providers should map existing curricula against the shared hiring requirements identified
through TPM and identify specific gaps related to regulated environments, documentation, and
applied skills.

2 Differentiate programs by level of alignment
® Clearly signaling whether programs are highly aligned, partially aligned, or exploratory will
improve transparency for students and employers and support better placement outcomes.

3 Expand access to applied and work-based learning
® The data underscores the importance of internships, apprenticeships, externships, and lab-
based applied learning as differentiators between aligned and not-yet-aligned programs.

4 Align program timelines to employer hiring cycles
® Where possible, providers should explore cohort timing, modular credentials, and short-term
bridge models that better align with employer demand windows.
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RECOMMENDATIONS

WHAT THE SUPPLY & DEMAND DATA IS TELLING US

Community Report

What the Data Is Signaling to Workforce, Funders, and Regional
Partners

KEY SIGNAL FROM THE DATA

The Capital Region has strong education and research assets, but talent supply is fragmented across
institutions, geographies, and program types. Without coordination, volume alone does not translate into
equitable access to job-ready biotech careers.

WHAT THIS MEANS FOR COMMUNITY AND SYSTEM PARTNERS

« Students and jobseekers face a complex and opaque landscape of programs with varying relevance to
real jobs.

» Adult learners and individuals from disinvested communities face additional barriers to accessing
highly aligned pathways, particularly those requiring unpaid or short-term training.

¢ Investment decisions that are not guided by employer demand risk reinforcing misalignment.

RECOMMENDATIONS FOR COMMUNITY AND SYSTEM PARTNERS

1 Support coordinated pathway navigation and transparency tools
*The data supports the need for clear, role-specific pathway tools that help learners and
practitioners understand which programs lead to which jobs.

2 Invest in alignment, not just expansion
® Funding should prioritize improving alignment and performance of existing programs rather than
creating new programs in isolation.

3 Lower barriers to entry for middle-skill roles
® Support services, paid work-based learning, and flexible training models are essential to ensure
that high-opportunity roles are accessible to adult learners and disinvested communities.

ll' Use TPM data as a shared decision-making asset
® Ongoing investment in demand forecasting, hiring requirements validation, and supply
benchmarking will enable smarter regional investments and continuous improvement.

SETTING UP ACTION

Together, these recommendations point to a clear opportunity: the region does not need to invent
new pathways from scratch, but rather to align, connect, and operationalize existing assets around
employer-validated demand.

The next section outlines how the Capital Region Biotech Talent Partnership is actively acting on these
signals by building and implementing industry-led talent solutions informed directly by this data.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP
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ACTION

BUILDING INDUSTRY-LED TALENT SOLUTIONS

The Capital Region Biotech Talent Partnership is actively translating Talent Pipeline Management (TPM)
data into industry-led talent solutions that respond directly to employer-defined hiring needs. These
solutions are developed as a coordinated portfolio, intentionally sequenced to address immediate gaps
while building toward long-term system alignment.

The majority of talent solutions are in active implementation, while others remain in early design or
exploration. This reflects a disciplined TPM approach: advancing solutions when employer demand and
feasibility are validated, and pausing where additional learning is required.

TPM Solutions Portfolio: What We're Building

Through the Partnership, employers have prioritized a focused set of talent solutions aligned to the
region’s most pressing biotech workforce needs. Collectively, these solutions address three core
challenges identified through the data:

e Limited visibility and transparency of biotech career pathways
e Insufficient access to applied, work-based learning in regulated environments
* Fragmented coordination across education, workforce, and industry system

These solutions are intentionally sequenced across implementation stages, ranging from active
deployment to early-stage exploration, reflecting employer validation, feasibility, and system readiness.

Together, they form an integrated portfolio designed to move from data = alignment = action - scale.
The current TPM solutions portfolio includes:

BIOTECH PATHWAYS MAPS

® Clear, accessible biotech career navigation tools

BIOFLEX REGISTERED APPRENTICESHIP

® An earn-and-learn on-ramp using a proven sponsor model

PRE-APPRENTICESHIP AND CIRM-ALIGNED PATHWAYS

® Paid placements that bridge education and employment

4 CLINICAL RESEARCH COORDINATOR (CRC) EXPLORATION

® Early-stage pathway design and feasibility assessment

5 EMPLOYMENT TRAINING PANEL (ETP)

® Workforce Training Initiative to support talent pipeline development

CAPITAL REGION BIOTECH TALENT PARTNERSHIP 17




ACTION

BUILDING INDUSTRY-LED TALENT SOLUTIONS

Solution #1: Biotech Pathways Maps
OVERVIEW

The Capital Region Biotech Pathways Maps are employer-informed career navigation tools designed to
help students, families, educators, counselors, and workforce practitioners explore pathways into high-
wage, high-demand biotech careers across the Sacramento region. The maps illustrate multiple entry
points into biotech careers through high school programs, certificates, college degrees, and hands-on
learning opportunities while connecting education pathways to regional employer demand.

Available in English, Spanish, Hmong, Punjabi, and Farsi, the maps support career awareness and help
users visualize pathways toward family-sustaining wages and long-term economic mobility.

INTENDED USERS

* Students and adult learners (primary BIOHEGLE
navigation tool) :

» Counselors and educators (advising

)

%,

reference tool)

« Workforce practitioners and . | ———
community partners (systems 3 L
alignment tool) 5 IR

5] YOUR PATH, YOUR WAY.

CURRENT STATUS

The first set of pathway maps has been Upioreck _—
completed and publicly released. The
maps have been shared through the e 2028 e Coptl Reqon Bt Pt i s oo andcducotondot ntoon
Sacramento K-16 Collaborative newsletter,

LinkedIn, regional partner communications, and the Sacramento Employment and Training Agency (SETA)
network, including workforce job developers, to support career advising and pathway navigation across

the region.

Between Fall 2025 and Summer 2026, the Partnership gathered feedback from students participating in
UC Davis’s NextGen Bio program, school counselors, educators, SETA staff and job developers, Workforce
Pathways community ambassadors, and other regional partners. This iterative feedback informed
refinements to the maps’ design, content, accessibility, and usability, ensuring the resource reflects the
needs of both learners and practitioners.

The Partnership will continue refining the existing maps while exploring additional pathway maps and
audience-specific versions as regional workforce priorities evolve.

Access the Biotech Pathways Maps

CAPITAL REGION BIOTECH TALENT PARTNERSHIP
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ACTION

BUILDING INDUSTRY-LED TALENT SOLUTIONS

Solution #2: Registered Apprenticeship Program
OVERVIEW

The Biotech Talent Partnership has successfully launched a regional biomanufacturing Registered
Apprenticeship Program (RAP) to create structured earn-and-learn pathways into high-demand
biotechnology careers. By leveraging the South Bay Workforce Investment Board’s DOL- and DAS-
approved Bio-Flex Registered Apprenticeship framework, employers can participate through an
existing registered apprenticeship model without developing their own program from the ground up.
This approach enables existing federal and state

apprenticeship funding to flow into the Capital Region,

bringing new workforce investment to regional Reglonal Pulse Update

employers and education partners while reducing

administrative burden. x = | %
r\ >
. . . . w g ‘.,
The inaugural apprenticeship pathway was developed in ot ]
partnership with Orca Bio, Solano Community College, Deborah Shepard  Keau Wong i >
and the South Bay Workforce Investment Board. The et
- . g K . nvestment Boar ira Costa College rI:n e Center Institu_te
Partnership is also advancing a second apprenticeship :”"and}re.:" e
: . ¢ ) , oprenticsehips | Medicine CIR
pathway with UC Davis serving as the related instruction @) 3 soutions can =T e
partner,'crea‘.tlng addl.tlonal Opportunlt'les to expand Q1 2026 Talent Solutions Call featuring regional updates on apprenticeship,
appren‘ﬂcesmp ca paC|ty across the region. pre-apprenticeship, and biotech workforce development initiatives.
* Biomanufacturing employers
A oo R » Community colleges and higher education partners
Bio-Flex Apprenticeship * Workforce development agencies

Incumbent Worker Advancement .
* Students, adult learners, incumbent workers, and career

Orca Bio | SBWIB | Solano Community College

You T:avebeenselec(eﬂto icipate in the Bio-Flex arc Apprarice i ‘atorcla‘ao Cha ngers

Program Overview : The Registered Apprenticeship Program launched in 2026 with an

H L L initial cohort of four apprentices at Orca Bio. Through the Bio-Flex
Teaiing o model, Orca Bio receives employer support, technical assistance,

3@5 e Kaiceeleddeiniin : and apprenticeship funding through an established DOL- and DAS-

approved framework.

Your Commitment

ong performai

EhE e In 2026, the value of funding provided to Orca Bio exceeds $38K

NS T and is expected to increase with additional federal and state
Employee recruitment flyer developed for Orca Bio to apprenticeship funding secured and with additional employers

promote participation in the pilot and expand awareness of - joining as end users of the Bio-Flex Registered Apprenticeship
earn-and-learn career pathways.
Program.

The Partnership continues to support implementation, capture lessons learned, and expand the model
by engaging additional employers and education partners to strengthen biotechnology career pathways
across the Capital Region.
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ACTION

BUILDING INDUSTRY-LED TALENT SOLUTIONS

Solution #3: Pre-Apprenticeship and CIRM-Aligned
Pathways

OVERVIEW

The Partnership is exploring opportunities to align regional workforce efforts with existing California
Institute for Regenerative Medicine (CIRM) programs, including CIRM COMPASS and CIRM BRIDGES. These
pathways provide paid learning experiences that help learners gain exposure to biotechnology, laboratory
research, and cell and gene therapy environments while strengthening connections between education
and employment.

INTENDED USERS
 Students pursuing biotech careers
e Adult learners and career changers
e Employers hosting trainees or interns
e Postsecondary institutions participating in CIRM-funded programs

CURRENT STATUS

The Partnership continues to explore alignment opportunities with existing CIRM-supported programs and
identify strategies for expanding access to applied learning experiences across the region.

Solution #4: Clinical Research Coordinator (CRC) Pathway
Exploration

OVERVIEW

The Clinical Research Coordinator (CRC) workstream is an exploratory effort focused on understanding
workforce challenges associated with CRC roles and determining whether a coordinated regional

pathway strategy is warranted. Initial conversations identified CRC positions as critical to clinical trials and
translational research but often difficult to staff due to onboarding complexity and limited entry pathways.

INTENDED USERS
e Healthcare employers
* Research institutions
e Education and training providers
* Workforce development organizations

CURRENT STATUS

The Partnership has completed preliminary stakeholder engagement and workforce analysis. Additional
employer validation and feasibility assessment may be conducted before advancing to pathway design or
implementation.
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ACTION

BUILDING INDUSTRY-LED TALENT SOLUTIONS

Solution #5: Employment Training Panel (ETP) Workforce
Training Initiative
OVERVIEW

The Biotech Talent Partnership is advancing a regional
workforce training strategy through the California Employment
Training Panel (ETP) to support employer upskilling, incumbent
worker training, and talent pipeline development across the
Capital Region biotechnology sector. By pursuing a Multiple
Employer Contract (MEC) in partnership with Sacramento S
Employment and Training Agency (SETA), participating chmmal e e
biotechnology employers may access reimbursement funding
to offset the cost of employer-driven workforce training and
skill development activities.

The Employment Training Panel (ETP) is a joint business-labor

gency that
skilled workers they need to compete locally and globally.

The initiative is designed to support training investments

in areas such as biomanufacturing operations, laboratory
skills, quality systems, leadership development, and other
industry-defined competencies. The Multiple Employer
Contract structure enables multiple biotechnology employers
to participate under a single regional agreement, reducing

mized to meet the nesds of employers and provide
. high-skill, secure jobs

ETP training results in:

@etp.cagov | 9167374181 | etpcagor.

R e ——— -nwcmkm
administrative burden while expanding access to workforce VETP o Joss FRsT
development resources.

ETP’s Program Fact Sheet

INTENDED USERS

* Biotechnology employers

* Incumbent workers and new hires

* Workforce development agencies

e Community college and training partners

CURRENT STATUS

The Biotech Talent Partnership and SETA are actively developing a regional Multiple Employer Contract
application through the Employment Training Panel. Employer outreach, training plans, and funding
eligibility requirements are currently being finalized. If approved, participating employers may have access
to a multi-year training reimbursement contract valued at up to $900,000, supporting regional workforce
development and industry growth priorities.
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SUSTAINABILITY

FINANCING & INSTITUTIONALIZING TALENT SOLUTIONS

Building Long-Term Infrastructure for the Biotech Talent
Ecosystem

Guided by employer-defined demand and Talent Pipeline Management (TPM) data, the Partnership has
launched a portfolio of talent solutions designed to address priority workforce challenges across the
region’s biotech ecosystem.

As these solutions mature, the focus shifts from implementation to long-term sustainability. The challenge
is no longer simply designing new initiatives, but creating the infrastructure, partnerships, and investment
strategies needed to sustain successful solutions, scale impact, and maintain alignment between
employers, education providers, workforce partners, and learners.

TPM makes clear that talent pipelines function best when they are treated as shared regional
infrastructure rather than isolated programs. In the Capital Region, the baseline analysis shows that
many of the foundational assets already exist: employers with sustained demand, education and training
providers with relevant programs, and workforce systems with access to funding, support services, and
implementation capacity.

Employer Demand - Talent Solutions = Performance Data - Investment & Scaling - Sustained Talent Pipeline

A SYSTEMS APPROACH TO SUSTAINABILITY

The Partnership’s sustainability strategy is focused on strengthening the connections between existing
assets by:

* Aligning incentives across employers, providers, and funders

* Reducing fragmentation and duplication across systems

e Strengthening feedback loops that reward outcomes over activity
* Embedding employer leadership into long-term decision-making

This systems approach helps ensure that investments are directed toward talent pipelines that produce
job-ready talent, respond to evolving workforce needs, and create measurable value for employers,
learners, and the regional economy.

Rather than treating talent solutions as stand-alone projects, the Partnership is exploring how effective
models can become embedded within regional systems and supported through durable funding, shared
accountability, and continuous improvement.

This section highlights two complementary strategies supporting that goal:

1 Talent Finance Exploration
® to identify long-term investment approaches for proven talent solutions

2 Preferred Provider Program

® to strengthen alignment between employer demand and education and training supply
through employer-informed recognition and continuous improvement.
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SUSTAINABILITY

FINANCING & INSTITUTIONALIZING TALENT SOLUTIONS

Talent Finance Modeling: Exploring Sustainable, Employer-
Led Investment

To support long-term implementation, the Partnership is exploring talent finance strategies in
collaboration with Trailhead Strategies. This work remains in an exploratory phase and is intended to
identify practical approaches for sustaining solutions that demonstrate measurable value.

In partnership with Valley Vision, the Biotech Talent Partnership convened the Capital Region’s four local
workforce development boards through four regional learning sessions from Winter to Summer 2026,
building a shared foundation for regional alignment on future talent finance strategies.

The goal is to better align investment with outcomes while reducing risk for employers, providers, and
funders.

Potential approaches under consideration include:
* Employer cost-sharing models for apprenticeships and work-based learning
e Qutcome-based funding approaches tied to measurable workforce results

* Braided funding strategies that align workforce, education, philanthropic, and economic development
resources
Regional investment models that support shared talent infrastructure

Importantly, talent finance is being explored as a complement to public investment, not a replacement for
it. The intent is to strengthen and stabilize proven solutions while preserving access and equity. Pending
funding through the California Jobs First Regional Investment Initiative (RIl) Implementation Grant, regional
partners will build on this momentum to develop a regional investment model for full implementation by
August 2028.

KEY TAKEAWAY

The Partnership is exploring how investment can follow performance, helping successful solutions grow
while maintaining public accountability.

u | m
....... L A Seeeee. L i
1 . d

" [
Types of Revenue for Talent Finance e TALENT FINANCE AND WORKFORCE BOARDS =
Category 2:
Recurring Public Sector Funds
Traditional public workforce system design and operations are anchored on the rules, regulations and
performance metrics of a specific funding stream (e.g., WIOA Title 1), then programs and services are
Discretionary and These are federal formula funded ~ Fee for service and financial products developed within that box:

competitive grant programs ~ Programs, entitlement programs, or  that generate earned revenue for

from federal. state, and local _State programs with dedicated service and value provided to

government ongoingrevente streams, emploverzandilisnts; VS (one isn't “better”, it is just a different frame)

or philanthropies. Examples include federal WIOA, Examples include charging placement

Sl G EIUARCE N o= outsourced contract work, Talent finance starts with designing a clear and compelling solution to a talent
Apprenticeship Innovation Formula  revolving loan funds, and social
Funds. enterprises pipeline problem, then secures a mix of fundings sources to develop and sustain

the effort.

Slides from a Talent Finance presentation outlining the various types revenue for talen finance on Jun 25, 2026
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SUSTAINABILITY

FINANCING & INSTITUTIONALIZING TALENT SOLUTIONS

Preferred Provider Program

As the Partnership advances a growing portfolio of talent solutions, it is also exploring mechanisms that
can strengthen alignment across the broader talent ecosystem. One such opportunity is the development
of a Preferred Provider Program (PPP), a proof-of-concept framework designed to recognize and signal
strong alignment between employer demand and education and training supply.

The concept emerged directly from the TPM process. Throughout the supply analysis, employers
consistently emphasized that not all programs prepare learners equally for success in biotech careers.
While the region produces a significant number of science and technical credentials, employers identified
meaningful differences in curriculum relevance, technical preparation, work-based learning opportunities,
and industry engagement.

PPP is designed to create a transparent, employer-informed framework that recognizes programs
demonstrating strong alignment to employer-defined hiring requirements.

Importantly, the program is not intended to create a ranking system or designate “good” and “bad”
programs. Instead, it seeks to provide a shared language around alignment and create clearer signals for
employers, providers, students, and workforce partners.

THE PREFERRED PROVIDER PROGRAM IS INTENDED TO:
Help employers identify programs aligned to real hiring needs

Provide education and training providers with actionable feedback

Support students and jobseekers in navigating career pathways

Inform workforce and philanthropic investment decisions

Encourage continuous improvement across the regional training ecosystem

PROOF OF CONCEPT (V1)
Version 1 is focused on learning, validation, and framework development rather than formal designation.

Rather than launching an open application process, the Partnership will begin by evaluating programs
already identified as Highly Aligned through the TPM supply analysis.

This approach allows the Partnership to test assumptions, refine evaluation criteria, and understand how
alignment signals are interpreted before developing a broader designation process.

The V1 proof of concept will:
e Focus on priority biotech occupations identified through TPM
e Utilize employer-validated competency maps and hiring requirements
* Review programs previously identified as Highly Aligned
 Test alignment criteria and evaluation methods
* |dentify data gaps and implementation challenges

This phase is intended to answer a fundamental question:
Can TPM data be translated into a fair, transparent, and employer-relevant recognition framework?
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SUSTAINABILITY

FINANCING & INSTITUTIONALIZING TALENT SOLUTIONS

Preferred Provider Program
DRAFT ALIGNMENT CRITERIA

Drawing from TPM principles, employer input, and emerging national best practices, Preferred Provider
Program (PPP) is being designed around five preliminary dimensions of alignment. These criteria
directly reflect themes that emerged throughout employer interviews, competency mapping, and TPM
collaborative discussions.

1 Technical Skill Alignment

® The extent to which curriculum prepares learners for employer-defined technical requirements
and entry-level performance expectations.

2 Employability Skills Development
® Evidence that learners develop professional skills such as communication, teamwork,
documentation, problem solving, adaptability, and professionalism.

3 Industry Engagement
® Meaningful employer involvement through advisory participation, curriculum design, work-
based learning, internships, apprenticeships, or hiring outcomes.

4 Commitment to Local Talent Pipelines
® Prepare learners for careers with regional employers and support local workforce needs.

5 System Alignment and Collaboration
® Demonstrated partnership with workforce agencies, community-based organizations, regional
initiatives, and other ecosystem partners.

LEARNING FROM REGIONAL MODELS

The Partnership is studying existing employer-led provider verification models to inform future
development. One example is the workforce verification process utilized through the Advancing San Diego
initiative, where employers annually review and verify programs based on industry-defined criteria related
to skills, employer engagement, diversity and inclusion, and workforce outcomes.

While the Capital Region is not replicating any single model, lessons from established regional efforts
are helping inform how employer review, transparency, feedback, and continuous improvement could
function within the biotech ecosystem.

WHY THIS MATTERS

The PPP represents a bridge between employer demand data and long-term workforce infrastructure.

By creating a shared framework for alignment, the region can move beyond one-time projects and begin
building a more coordinated talent ecosystem—one where employers, educators, workforce partners, and
funders are working from the same definitions of quality and success.

Over time, this approach has the potential to strengthen pathway navigation, improve talent outcomes,
inform investment decisions, and create stronger incentives for continuous improvement across the
biotech talent system.
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REFLECTIONS & LESSONS
LEARNED

The 20242025 period marked a foundational year for the Capital Region Biotech Talent Partnership. The
Partnership focused on building shared understanding, validating employer demand, testing alignment
mechanisms, and translating workforce needs into actionable data and early talent solutions.

Rather than launching programs prematurely, the Partnership
prioritized discipline: confirming demand, clarifying hiring
requirements, and identifying where coordinated action could
create the greatest value. This approach established a strong
foundation for implementation while reducing the risk of
investing in solutions that lacked employer validation.

The lessons below reflect key insights that emerged through
the Partnership’s first year of work.

2024 Biotech Talent Partnership Kickoff Convening at Valley Vision.

LESSONS LEARNED

1 Employer Demand Is Clearer and More Concentrated Than Expected
® The TPM process confirmed that employer demand is concentrated in a small number of
priority occupations with shared competencies, enabling the Partnership to focus resources
where they can have the greatest impact.

2 Alignment Gaps Are Primarily About Readiness, Not Volume

® The region produces a substantial number of science-related credentials, but employer
demand is constrained more by workforce readiness than program availability. This finding
reinforced the need for work-based learning, apprenticeships, and stronger alignment to hiring
requirements.

3 Learners Need Navigation, Not More Information

® Feedback consistently showed that the challenge is not access to information, but making
sense of it. The Capital Region Biotech Pathways Maps demonstrated the value of clear,
actionable career navigation tools.

4 Not Every Opportunity Should Move at the Same Speed
® Some solutions were ready for implementation, while others required additional validation.
Treating exploration and learning as valuable outcomes helped ensure resources were
invested strategically.

5 Sustainability Must Be Designed Alongside Solutions

® Long-term success depends on more than implementation. Financing, employer engagement,
performance measurement, and institutional ownership must be considered from the outset
to support lasting impact.
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REFLECTIONS & LESSONS

LEARNED

Communications, Engagement, and Field Building

Throughout 2025, the Partnership treated communication as a core implementation strategy rather
than a reporting function. Regular engagement helped build awareness, strengthen partnerships, gather

feedback, and reinforce shared ownership of the work.

KEY ACTIVITIES INCLUDED:

* Quarterly Biotech Talent Partnership Community Calls that
provided updates, gathered stakeholder feedback, and
informed solution development.

* The 2025 Biotech Talent Partnership Kickoff, which convened
employers, education providers, workforce partners, and
community organizations around shared priorities and
expectations.

e Presentations and speaking engagements at regional and
statewide conferences, summits, and partner convenings,
helping share lessons learned, elevate employer-led workforce
strategies, and connect the Partnership to broader talent
development efforts.

» Development of pathway maps, data products, visual
summaries, and communication tools designed to make
workforce information more accessible and actionable.

* Media coverage and partner communications that amplified

awareness of the Partnership’s work and highlighted the Capital

Region’s growing biotech ecosystem.

Rather than positioning communications only as
one-way announcements, the Partnership used

The Capital Region Biotech Talent Partnership kickoff event
on Tuesday, September 23, 2025 at Aggie Square.
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Summit held at the California Department of Education in Sacramento Media coverage highlighting the Parntership’s employer-led TPM work and biotech talent
onJanuary 21, 2026. solutions across the Capital Region.
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LOOKING AHEAD

2026-2030

The next phase of the Capital Region Biotech Talent Partnership will focus on deepening what works,
scaling with intention, and institutionalizing employer-led alignment. Building on the foundation
established in 20242026, the Partnership will continue to use Talent Pipeline Management (TPM) as its
organizing framework, advancing solutions only where employer demand is validated and implementation
capacity exists. Rather than broad expansion, the forward strategy emphasizes focus, sequencing, and
sustainability.

SUSTAINING EMPLOYER LEADERSHIP AND SHARED ACCOUNTABILITY

Between 2026 and 2030, the Parntership aims to continuing positioning itself as a lead decision-making
body guiding:

e priority occupation selection and updates
¢ addition or retirement of roles based on demand
* definition of success metrics and performance signals

Employer engagement will continue shifting from episodic participation toward ongoing stewardship of
regional talent pipelines, reinforcing TPM'’s core principle that employers are the end-customers of the
talent system.

DIVERSIFYING AND SCALING GRANT FUNDING

To sustain and expand employer-led workforce solutions, the Biotech Partnership has actively pursued
competitive funding opportunities that align with regional priorities and long-term implementation.

1 Tools Competition

® In close partnership with SETA and FutureFit Al (an Al-powered workforce technology
platform), the Partnership pursued a $300,000 award opportunity to pilot a digital platform for
job seekers and biotechnology employers in the region. The Tools Competition is the largest
ed-tech competition in the world and a program of Renaissance Philanthropy, organized by The
Learning Agency. The proposal was selected as one of 300 proposals to advance to Round 2
from more than 1,400 applicants. Ultimately, the proposal did not advance to the final round.
The Partnership remains committed to securing funding for this workstream.

2 Education Design Lab — Advancing Economic Mobility Grant (with SETA)

® Applied for $450,000 to expand regional workforce innovation to implement a preferred
provider program; not awarded. The Partnership remains committed to securing funding for
this workstream.

3 CA Jobs First Regional Investment Initiative (RIl) Implementation Grant

® The Partnership’s application is currently pending in round 2. If awarded, this $300,000
investment will support regional implementation of the Partnership’s employer-led workforce
model, including talent finance, collaborative infrastructure, and scalable workforce solutions.

Together, these funding efforts reflect the Partnership’s strategy to diversify resources, reduce reliance
on a single funding source, and position successful employer-validated solutions for long-term regional
sustainability.

CAPITAL REGION BIOTECH TALENT PARTNERSHIP

28


https://www.futurefit.ai/

LOOKING AHEAD

2026-2030

QUARTERLY TALENT SOLUTIONS CALLS AS OPERATING INFRASTRUCTURE

Pending future funding, Quarterly Biotech Talent Partnership Solutions Calls will continue as a core
operating mechanism for transparency, coordination, and shared learning.

Over time, these calls function less as updates and more as operational touchpoints for a regional talent
system in motion. These sessions will:

* share updated TPM data and solution progress
* surface alignment challenges early

e support cross-sector learning and adaptation

e reinforce shared ownership of outcomes

CONTINUOUS DATA REFRESH AND LEARNING CYCLES

Pending future funding, the Partnership aims to maintain the continuous data refresh cycle to ensure
decisions remain grounded in current employer demand and regional labor market conditions.

This would include:

* periodic updates to employer demand projections through the Talent Forecaster tool
* ongoing refinement of hiring requirements and competency definitions

 continued benchmarking of education and training supply across the region
Data is treated as a living system asset, supporting continuous improvement rather than static reporting.

Biotech TPM Employer Talent Forecaster
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Screenshots of the Talent Forecaster dashboard, a TPM tool that visualizes employer demand for middle-skill biotech roles alongside aligned certificate and
associate-level programs, helping partners identify strengths and gaps in regional talent pipelines and inform pathway design and employer engagement.
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LOOKING AHEAD

2026-2030

2026 Capital Region Biotech Summit

In September 2026, the Partnership alongside Wexford Connect Labs, SETA, Capitol Impact, Valley Vision,
Biocom California, UC Davis, and Aggie Square will convene a Capital Region Biotech Summit at Aggie
Square.

This convening will bring together employers, education and workforce partners, policymakers, and
ecosystem leaders to strengthen alignment across the Capital Region’s growing biotech and life sciences

sector.
PURPOSE CAPBIO SUMMIT
The Summit is intended to: Date: September 16, 2026
¢ elevate visibility of the Capital Region’s biotech Location: Assembly Hall, Aggie Square
ecosystem

e strengthen connections between employers, education, and workforce systems
e surface shared priorities for talent development and regional growth
* support alignment across innovation, policy, and workforce strategies

The convening is designed as a focused, connection-driven gathering that supports shared understanding
and next-step alignment across regional partners.

Toward Long-Term Regional Infrastructure

A core principle guiding 2026 to 2030 is intentional scaling. Solutions demonstrating alignment, employer
value, and measurable outcomes will be strengthened and expanded. Those that do not meet these
thresholds will be redesigned or sunset.

This disciplined approach ensures that growth is driven by evidence and employer validation, not
momentum alone.

Over time, the Partnership will work to embed successful practices such as employer-validated pathways,
performance-informed provider alignment, and sustainable financing mechanisms into the region’s
workforce and education infrastructure.

The long-term vision is not a collection of stand-alone programs, but a functioning regional talent system
capable of adapting as the biotech sector evolves.

CLOSING NOTE

The Capital Region Biotech Talent Partnership enters its next phase with clarity about what
matters, discipline about what to prioritize, and confidence in an employer-led model. The work
ahead is not about doing more. It is about doing the right things, together, and doing them well.
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BIOTECH

TALENT PARTNERSHIP

Unlocking Biotech Talent for California’s Capital Region

Leveraging the employer-led Talent Pipeline Management
framework to solve critical biotech talent pain points and unlock
growth. The Capital Region Biotech Talent Partnership is a
collaborative designed to rewire and build demand-driven career
pathways in one of the region’s fastest-growing sectors.

CONTACT US

lex@capitolimpact.org

sacramentokié.org/biotech-partnership
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