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EXECUTIVE SUMMARY 
In the spring of 2016, the Fort Collins Area Chamber of Commerce brought together a group of partners to assess 
the region’s workforce, identify key challenges, and develop a regional talent strategy. TIP Strategies, economic and 
workforce development strategy consultants, was hired to assist in the effort. This regional workforce strategy—Talent 
2.0—is an extension of a study commissioned by the City of Fort Collins in 2014, also conducted by TIP Strategies. 

With the input from more than 50 of the region’s employers and findings from an in-depth analysis of the regional 
workforce and labor market, three primary workforce challenges were identified. These challenges are: 

 

Over the last five years, the Fort Collins–Loveland economy added almost 20,000 jobs but only 
11,000 workers. This imbalance, combined with low unemployment and high underemployment, has 
resulted in many employers having difficulty finding the talent they need. 

 

Over the next five years, employers will have at least 28,000 openings to fill. The labor force adds 
only about 2,000 to 3,000 workers each year. As a result, the labor market will likely tighten. 

 

Almost one-quarter of all workers in the MSA are 55 or older. With the upcoming wave of 
retirements, employers will need to start succession planning now in order to prepare for the loss of 
those key individuals. 

The Talent 2.0 Regional Workforce Strategy provides a platform for collectively addressing these regional challenges 
by identifying opportunities for collaboration and for addressing common needs. The strategic plan provides an 
overarching vision and a common agenda.  

The strategic vision for the plan is: 

“A dynamic labor market  
with a strong talent pipeline that supports employers’ current and future needs 

and provides residents with good career options and  
opportunities to improve their skills.” 

This vision of a dynamic labor market creates a virtuous cycle within the workforce system, which in turn supports a 
strong and diverse regional economy. In the context of this vision, the partners coalesced around three opportunity 
areas to serve as the centerpiece of this regional workforce strategy: 

1. INCREASE ACCESS. Actively support employers in finding, attracting, and retaining the talent that they need. 

2. IMPROVE ALIGNMENT. Align education and workforce resources more closely with the business community 
and the local talent pool. 

3. REMOVE BARRIERS. Collectively address structural issues that serve as barriers to a secure talent pipeline. 
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This framework takes into account what each partner is doing around talent and what each partner is positioned to 
do. It acknowledges that a common agenda can help align efforts and resources to amplify the reach and impact of 
the activities of each organization. Finally, it recognizes the existing and effective programs and builds mechanisms 
for scaling these initiatives to achieve results at a regional level.  

The primary strategies under each of these opportunities is summarized below. 

OPPORTUNITY 1. INCREASE ACCESS 

Actively support employers in finding, attracting, and retaining the talent that they need 

1.1. YOUR PLACE: NORTHERN COLORADO. 
Design and launch a talent campaign to support 
the recruitment of prospective employees to the 
Fort Collins-Loveland MSA. 

1.2. LOCAL TALENT. Help connect regional 
employers with residents and residents with 
better economic opportunities.  

1.3. AWARENESS. Build greater awareness of the 
region’s job opportunities and strong 
employment base. 

1.4. HR BEST PRACTICES. Coordinate with the 
Workforce Center, the Northern Colorado 
Human Resources Association, Mountain States 
Employers Council, and others to hold 
workshops on talent management topics for 
employers and HR professionals. 

1.5. RETENTION. Partner with employers to 
coordinate solutions that address common 
barriers to talent retention. 

OPPORTUNITY 2. IMPROVE ALIGNMENT  
Align education and workforce 
resources more closely with the business 
community and the local talent pool 

OPPORTUNITY 3. REMOVE BARRIERS 
Collectively address structural issues 
that serve as barriers to a secure 
talent pipeline 

2.1 BUSINESS ENGAGEMENT. Streamline 
business engagement and input mechanisms. 

2.2 EDUCATION & TRAINING CAPACITY. 
Support education and training institutions in 
strengthening the “home grown” talent pipeline. 

3.1 ADVOCATE. Advocate around key structural 
issues. 

3.2 EDUCATE. Organize a series of symposiums on 
each topic to educate relevant audiences, generate 
discussion about possible solutions, and identify a 
core group of champions that will lead taskforces. 

3.3 ACHIEVE. Assemble taskforces of champions 
and “doers” to move solutions forward. 

Implementing the strategy will require a great deal of ongoing collaboration, communication, and coordination. As such, 
the Steering Committee, with the addition of key stakeholders, should continue to serve a governance role to monitor 
implementation. In addition, a backbone organization should be designated to maintain the strategic coherence of the 
effort, manage fundraising and outreach activities, and provide additional project management and support. This 
structure will provide the support needed for the successful implementation of Talent 2.0 over the next five years.  

 


