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Unit 0.1

Welcome Letter

Welcome to the TPM Academy™! This brief introduction is designed to familiarize 
you with some of the basics of the TPM initiative—a partnership between the U.S. 
Chamber of Commerce Foundation and Strada Education Network—and to orient 
you toward the design of the curriculum that you are about to explore.

TPM started in 2014 as an effort to mobilize the business community to close 
the skills gap by applying lessons learned from supply chain management to 
its education and workforce partnerships. The idea is that if employers play an 
expanded leadership role as “end-customers” of a talent supply chain, they will 
be more effective at organizing performance-driven partnerships with responsive 
preferred education and workforce training providers. During TPM’s first year 
we published Managing the Talent Pipeline: A New Approach to Closing the 
Skills Gap, which highlighted supply chain management principles and how they 
can bring about systemic change for employer engagement in education and 
workforce systems.

Following the release of the report, the Chamber Foundation issued a call to 
action for employers and other stakeholders to organize around a supply chain 
approach. Seven business-driven partnerships were selected from across the 
country to take part in the pilot. Together, we discovered what employers need 
to do differently in order to play an end-customer role. Their stories, along with 
a defined set of strategies and practices aimed at building employer capacity to 
manage the talent supply chain, are told in our second report, Building the Talent 
Pipeline: An Implementation Guide.

Through our experience we concluded that the time is right for the business 
community to organize itself around new and innovative talent solutions that 
close the skills gap. As our education and workforce systems become increasingly 
demand-driven, they also need to be employer-led. However, if employers are 
to play a new leadership role, they need capacity building in the form of training 
and support in addition to a peer-to-peer network that encourages a community 
of practice. In particular, business and industry associations, as well as economic 
development organizations, are uniquely positioned to scale talent supply 
practices and related employer engagement activities.

Building on lessons learned from the pilot, the TPM Academy is focused on 
developing the capacity of business organizations seeking to organize employer 
members and orchestrate talent supply chains. The TPM Academy is supported 
by a curriculum and related software tools that will give staff inside these 
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organizations the knowledge, skills, and ability to implement talent supply chain 
solutions on behalf of their employer members.

As you work through the curriculum, you will be exposed to innovative strategies 
and practices that will help you get started with securing employer buy-in 
around a pilot project of your own. Each chapter explores a specific supply chain 
strategy. In Strategy 1, we focus on how to organize and launch an employer-
led collaborative. In Strategies 2–4, we walk through a detailed process for how 
to gather and share more granular data across employers that addresses their 
demand for talent and how to identify current and future sources of talent. In 
Strategies 5–6, we discuss how employers can take action to build talent pipeline 
solutions and continuously improve performance in partnership with education 
and workforce providers. When used together, these strategies make up a talent 
supply chain approach.

Each chapter provides you with key terms and definitions and guides you 
through a series of case studies and exercises to help you and your peers learn 
how to apply the strategy in a variety of contexts. These exercises are designed 
to help you organize your own approach for implementing a project with your 
member companies.

While the TPM Academy curriculum can serve as a stand-alone resource, 
participants in the TPM Academy have opportunities to work directly with 
instructors and experts and to engage with peers in a learning environment that 
supports end-to-end implementation of talent supply chain solutions. Participants 
also have access to customized software tools and shared resources that allow 
them to build an online presence for their project, share resources, and help 
them streamline implementation activities.

We welcome your engagement, support, and feedback on the TPM Academy 
and related TPM initiatives. On behalf of the U.S. Chamber of Commerce 
Foundation and TPM movement, we wish you the best of luck in your efforts to 
close the skills gap.
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Unit 0.2

Getting to Know TPM

The TPM process is composed of six strategies that when implemented in a particular sequence make for 
a talent supply chain approach. Each of the strategies is intended to build on one another and support 
employers in developing a more sophisticated data- and performance- driven approach to education and 
workforce partnerships. These strategies implemented in succession are what define employers as 
end-customers and not merely advisers or beneficiaries of education and workforce systems.

See Table 1: TPM Academy Curriculum for a breakdown of what each strategy is titled, what it seeks to 
accomplish, and an estimated time to implement each one. A new employer collaborative should be able 
to move through each of the strategies deliberately in a year or less, and each provides milestones and 
opportunities to demonstrate real and tangible progress to participating employers.

Below you will also find a list of key terms and definitions that are frequently used in TPM. Because TPM is 
a paradigm shift in how we understand employer leadership in education and workforce partnerships, 
we must use language in new and creative ways to describe how TPM is different. This initial list will support 
your understanding of the TPM process and movement. In the Appendix you will find a longer and more 
complete glossary of TPM terms.

Table 1: TPM Academy Curriculum

Chapter What You Will Learn Estimated Time to 
Implement

Strategy 1: Organize Employer 
Collaboratives

How to organize employers to address a 
skills gap for critical jobs

3 months

Strategy 2: Engage in Demand 
Planning

How to project the number of jobs needed 
across companies

3 months for Strategies 2 
and 3

Strategy 3: Communicate 
Competency and Credentialing 
Requirements

How to create a shared language for 
communicating hiring requirements

Strategy 4: Analyze Talent Flows How to identify current and future sources 
of talent

3 months

Strategy 5: Build Talent Supply 
Chains

How to manage performance for employer 
partners and designate preferred providers 
of talent

3 months for Strategies 5 
and 6

Strategy 6: Continuous 
Improvement

How to engage in continuous 
improvement
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Unit 0.3

Key TPM Terms and Definitions

Talent Pipeline Management (TPM)
The supply chain strategies and tools used by employers and employer collaboratives to source and develop 
talent for positions that are critical to their competitiveness and growth. The TPM Academy is built on three 
foundational principles that focus on the six major strategies (see Table 1: TPM Academy Curriculum) and how 
to use them to support continuous improvement:

• Employers Drive Value Creation—Employers play a new leadership role as end- customers in closing 
the skills gap for jobs most critical to their competitiveness.

• Employers Organize and Manage Pipelines—Employers organize and manage flexible and 
responsive talent pipelines in partnership with other employers and their preferred education and 
workforce providers.

• Employer Measures and Incentives Drive Performance—Employers work collaboratively with one 
another to develop measures and incentives designed to reinforce and improve performance across 
all providers. 

Employers as End-Customers
Employers must take on the role of end-customers in the talent supply chain and must actively orchestrate 
and manage their talent pipelines to best meet their needs and create shared value for providers, students, 
and workers.

Employers Form Collaboratives
Employer collaboratives are partnerships organized by employers, for employers to address shared workforce 
needs—such as critical jobs or functions within their respective industry—with management support provided 
through a new or existing employer-led organization of their choice.

TPM as a Supply Chain Solution
TPM draws on the insights, strategies, and tools of supply chain management. Talent pipelines can best be 
seen as talent supply chains where employers, working through employer collaboratives, play the role of end-
customers in a series of customer-supplier relationships with preferred providers.

Reading through the Managing the Talent Pipeline white paper and Building the Talent Pipeline implementation 
guide is a helpful first step in familiarizing yourself with TPM. As you progress through the TPM Academy 
curriculum, you will dig deeper into the concepts and terms presented in those resources.

To help establish the right frame around the TPM approach, we have provided an overview of principal 
concepts and terms.

1 of 2
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Education and Workforce Partners as Providers
Providers are any public or private organization that delivers education and workforce training, or any other type 
of talent services, to employers, students, workers, and job-seekers. These services include career guidance, 
education, training, and recruiting and job placement. Providers could be public employment agencies, private 
employment and staffing agencies, high schools, community colleges, universities, proprietary schools, 
or community-based nonprofit organizations.

Employers Designate Preferred Providers
Employers organize and manage flexible and responsive talent pipelines in partnership with their designated 
preferred providers, defined as preferred sources of talent and talent services for critical positions within 
an industry or specific company. Providers are designated as such by employers because of proven capabilities 
and performance and receive incentives to continuously improve performance over time.

Raw Materials Supplier Manufacturer Distributor Retailer Customer

2 of 2

Key TPM Terms and Definitions

PROVIDER EMPLOYERSTUDENT / WORKER

EMPLOYERSTUDENT / WORKER

Simple 

Extended

PROVIDER PROVIDER

SUPPORT

SUPPORT

WORK
BASED

LEARNING
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Unit 0.4

Introducing TPM to your Network
If you have an interest in TPM and are looking to bring it to your community 
and employer partnerships, the first step is to educate them on what it is and, 
importantly, what it is not. This is best accomplished by holding an introductory 
meeting or workshop on TPM to educate a broad community of stakeholders, 
including employers who might wish to participate and tap into the unique 
benefits TPM brings.

Prior to hosting a TPM meeting or workshop, it is often beneficial to have 
someone from the TPM movement present the TPM initiative and process as part 
of an existing meeting or conference. This high-level introductory presentation 
can often build interest and excitement to learn more and hold a more focused, 
deep-dive conversation on whether this process is a good fit for your community 
and employer partners. The Chamber Foundation team routinely delivers these 
presentations at chamber events, workforce board meetings, conferences, and 
professional development workshops.

After building interest from an introductory presentation, the next step is to 
organize a larger, more focused meeting or workshop on the TPM process. 
This should be a half day event and designed to explore whether the community 
should adopt the approach and which employers and organizations are best suited 
to implement first while others learn from their experience.

Participants in this meeting should include employers representing a wide variety 
of priority industry sectors, chambers of commerce, sector-based business 
associations, and economic development organizations that make up the demand 
side. Participants should also include staff from workforce boards, education and 
workforce agencies, and public policy leaders, such as mayors or other elected 
officials. Representatives from K–12 and postsecondary education institutions and 
other workforce providers should also be included, in addition to members of 
existing public-private partnerships or collective action initiatives.

TPM has many unique benefits and can transform employer leadership in a wide 
variety of education and workforce partnerships. However, it should not be sold as 
a “silver bullet” or a solution for every workforce problem, nor should it be seen 
as necessarily replacing efforts already underway. Expectations should be 
managed upfront that this is a specific process that provides employers a new 
playbook for how to organize themselves to be better partners in helping address 
chronic and growing skill gaps for select positions and industries. It is a value-add 
to efforts already underway, not a wholesale replacement. This meeting should 
clarify what TPM is and is not and should also manage expectations.
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Many people in the community might perceive TPM as duplicative or no different 
than what some partners or intermediaries are already doing. This meeting 
provides a forum to answer those questions, develop a shared understanding 
of what it is, and build a broad coalition of support for how to best leverage 
the TPM process as either a new initiative or as a value-add to existing efforts 
already underway.

The meeting or workshop should be organized to cover a range of topics and 
ensure there is time to reach your ultimate objective, which is securing buy-in and 
support for piloting the TPM process with select employers that are willing to be 
the first adopters in partnerships with a host organization that will organize them. 
To help you prepare for the meeting or workshop, there are a number of resources 
and publications that can be used as prior reading for attendees or as supports 
during the meeting itself. A list of these resources can be found in Unit 0.5: TPM 
Support Resources.

The first half of the meeting or workshop should include a general presentation 
of the TPM movement and process and provide a forum to answer any questions 
about TPM and where it has been implemented successfully. It should also provide 
ample time for employers and key business associations to articulate what they 
believe are the key workforce challenges and where they see TPM potentially 
adding value. They should also be given an opportunity to articulate what they 
believe has worked and hasn’t worked in prior initiatives they have participated in.

The second half of the meeting or workshop should focus on identifying where 
to potentially start and securing buy-in from key stakeholders who will be tasked 
with implementing the TPM pilot. Economic development and labor market 
experts should be provided an opportunity to present data on where they believe 
the biggest opportunities are in terms of addressing the skills gap in priority 
industries that are critical for the state or local economy. This information can be 
supplemented by any research or reports that were recently commissioned by 
business or economic development associations.

Once those presentations are complete, participating employers should be 
provided the first opportunity to react. They should (1) confirm that the sectors 
and skills gaps identified in the presentations are indeed the correct ones to focus 
on, (2) identify where there are employer champions and sufficient buy-in from 
a number of employers to pilot the TPM process, and (3) identify which 
organization will take the lead on organizing the employers and implementing 
the TPM process.

Next, an opportunity should be given for education and workforce stakeholders 
to provide feedback on whether they see this process as adding value to their 
efforts to improve upon their employer partnerships in the priority industry 
sectors identified. To support this discussion, we recommend using the chart 
found in Figure 1: State and Public Agency Roles and Benefits in Talent Pipeline 
Management, which identifies the unique ways state and public agencies can 
contribute to TPM as well as benefit from it.
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The meeting should conclude with reiterating what the group agreed to do and 
how participants plan to leverage TPM either as a new initiative or as a value-add 
to an existing education or workforce development initiative already underway. 
Whichever organization will be taking the lead should document clear next 
steps and disseminate them to the group. These next steps should include how 
the host organization will continue to enlist broader community and employer 
support, which employers will meet first and when, recruiting additional employers 
that will be needed to make the next meeting successful, and plans for how 
the host organization will leverage the TPM Academy and its curriculum and 
implementation tools.

Having successfully introduced TPM to your community, you are now ready to 
launch a TPM Academy or join an existing one where you can collaborative and 
learn with peers. You are also ready to move on to the first strategy and begin 
your TPM journey.
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Unit 0.5

TPM Support Resources

Managing the Talent Pipeline: A New Approach to Closing the Skills Gap 
(2014) – A white paper laying out a new vision for how employers can close 
the skills gap by leveraging lessons learned and best practices from supply 
chain management.

Building the Talent Pipeline: An Implementation Guide (2015) – 
A companion guide to the white paper with a focus on six strategies that 
support employers playing a new role as end-customers of education and 
workforce partnerships.

Analyzing Talent Flow: Identifying Opportunities for Improvement (2015) –  
A deep dive into how to work with employers as well as public agencies 
and organizations that hold data on program enrollments, completions, and 
employment to identify talent in-flows and out-flows in specific industries and 
with target employers.

Changing the Debate on Quality Assurance in Higher Education (2016) – 
Explores the business case for employers playing a stronger role in managing 
quality and provides examples of how the business community can begin 
recognizing and endorsing preferred talent suppliers.

Employer-Led Quality Assurance (2017) – An article in Change Magazine 
explaining the quality assurance paper and how such an approach is different 
from other accreditation reform efforts currently underway.

Clearer Signals: Building an Employer-Led Job Registry for Talent Pipeline 
Management (2017) – Explores how employers can improve how they signal 
their hiring requirements to their preferred and most trusted education and 
workforce partners by creating more structured data around their job profiles.

TPM Academy Curriculum (2017) – A complete step-by-step guide 
for how to organize employers as end-customers of talent supply 
chain partnerships.

Publications

1

3

2

4

5

6

7



INTRODUCTION 11©

TM

Implementation Tools – Software tools designed to (1) provide a web 
presence for your employer collaborative, (2) automate much of the 
data collection called for in the TPM Academy Curriculum, (3) generate 
visualization tools to support your collaborative meetings, (4) provide 
access to a resource library, and (5) connect and share with peers from 
across the country.

TPM Strategy Videos – Short videos that introduce TPM and what each of 
the TPM strategies cover.

Presentation Slide Decks – Generic TPM presentation slides and visuals 
that can be customized to support a variety of meetings.

Case Studies and Videos – Short stories that give voice to the experience 
of companies and TPM practitioners.

Events – Notifications of upcoming TPM conferences and events.

Contacts – Contact information for leaders in the TPM movement.

Website
(www.TheTalentSupplyChain.org)

1

3

2

4

5
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Figure 1: State and Public Agency Roles and Benefits in Talent Pipeline Management

State and 
Public 

Agency Type
Roles Benefits

Related 
TPM 

Strategy

Governors’ 
Offices

 - Coordinate state agency leadership to 
support implementation of TPM

 - Support launch of TPM in partnership 
with employer collaborative leads

 - Help articulate the benefits of TPM to 
the public and sub-state organizations

 - Close the skills gap in critical growth 
sectors

 - Provide career pathways for students, 
workers

 - Improve employer leadership in education 
and workforce systems

 - Leverage employer investment
 - Activate performance-based partnerships

Strategy 1

Economic 
Development 
Agencies

 - Provide research and data on critical 
growth sectors to identify highest 
priorities for employer collaboratives

 - Engage local/regional economic 
development organizations to work 
with employer organizations in 
establishing collaboratives

 - Target grants and incentives to 
performance-based, employer-led 
partnerships

 - Leverage employer collaboratives for 
business development, expansion, and 
retention efforts

 - Improve collaboration between employers 
and local and regional economic 
development organizations

Strategy 1

Labor, 
Workforce 
Agencies, and 
Workforce 
Development 
Boards

 - Provide research and data on critical 
growth sectors and projected new 
and replacement job openings 
in these sectors and related skill 
requirements

 - Update eligible training provider lists 
and career guidance tools based on 
talent flows and employer-designated 
preferred providers

 - Provide analysis on talent in-flows and 
out- flows from preferred providers

 - Target grants and incentives to 
performance-based, employer-led 
partnerships

 - Engage in continuous improvement 
efforts with employer partners

 - Access to more granular labor market 
information on how employers (1) 
define their most critical jobs, (2) project 
job openings, and (3) describe hiring 
requirements (including required and 
preferred credentials)

 - Better career pathway mapping from 
employer collaboratives

 - Improved access to work-based learning 
opportunities

 - Improved employer metrics and 
information on employer return on 
investment with preferred provider 
networks

 - Improved performance on federal and 
state program metrics

 - Strategy 1
 - Strategy 2
 - Strategy 3
 - Strategy 4
 - Strategy 5
 - Strategy 6

Higher 
Education, 
Community 
College, 
and K-12 
Education 
Agencies

 - Align curriculum to meet employer 
competency and credentialing 
requirements

 - Coordinate feeder institutions and 
programs to build performance-based 
career pathways to targeted sectors 
and employer collaboratives

 - Align career guidance, work-based 
learning, and job placement services

 - Provide data on program enrollments 
and completers to support talent flow 
analysis

 - Engage in continuous improvement 
efforts with employer partners

 - More granular and actionable information 
on employer demand and skill/
credentialing requirements

 - Improved feedback on partnership 
performance and how employers benefit

 - Better information on talent in-flows and 
out- flows between institutions, programs, 
and employers

 - Priority access to employer-provided 
incentives, such as work-based learning 
placements

 - Improved job placement and employment 
outcomes for students

 - Strategy 2
 - Strategy 3 
 - Strategy 4 
 - Strategy 5 
 - Strategy 6
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Applicant Tracking System (ATS)
A software application that manages employee recruitment activities, including job 
postings, resume application screening and warehousing, interview management, 
and hiring decisions.

Back Mapping
A TPM process that helps employer collaboratives identify the major sources 
of qualified talent by analyzing performance and applicant tracking data and 
identifying direct (Tier 1) and indirect (Tiers 2 and higher) sources that provided 
the education and training for the most critical competencies and credentials for 
target positions.

Baseline Cost
The total cost incurred by employers measured in dollars relative to their starting 
position prior to taking any kind of action. An example of a baseline cost is the 
cost of a hire prior to engaging in a talent supply chain solution.

Benefits Achieved
The value derived by employers over and above the cost of implementing a 
solution, which can be measured, for example, in dollars, such as reduced cost in 
filling a position, or in time, such as a shorter onboarding process.

Bottom-Line Performance
The talent-related performance measures that have the most direct and highest 
impact on the overall profitability and productivity of the business.

Business Function
The type of business or economic activity that is critical in making products 
and/or providing services at one or more establishments. It may or may not be 
defined as a primary activity for purposes of North American Industry Classification 
System (NAICS) coding of business establishments, and it may be carried out 
by one or more occupations. Examples include logistics planning, warehousing, 
precision machining, engineering, and nursing.

Capture Rate
The percentage of talent coming from the talent pipeline (identified providers) 
that is hired and retained by employers from the employer collaborative 
or employers within the same industry or geographic area over a designated 
time period.

Competency
What someone should know or be able to do as communicated through tasks 
performed, tools and technologies used, and knowledge, skills, and abilities, 
including workplace or essential skills.

Glossary
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Continuous Improvement
A structured process to improve a process over time. Continuous improvement 
processes in the business world include Lean Six Sigma and the five-step DMAIC 
(define, measure, analyze, improve, and control) process, which are used to 
optimize performance and eliminate waste.

Continuous Improvement Team
A team established by the employer collaborative to carry out an improvement 
project and report results for a specific period of time based on the agreed focus 
and goals.

Cost of Engaging in a Collaborative
The total cost in terms of time spent and resources committed when working as a 
member of an employer collaborative. This calculation is needed to compare total 
cost versus total benefit to calculate an employer’s return on investment (ROI).

Credentials
Documents attesting to qualifications and assuring the attainment of 
competencies, usually in the form of education degrees and certificates, industry 
and professional certifications, badges, and licenses.

Demand Driven
A focus on skilled jobs that are in demand, based on labor market information. 

Demand Planning
The process of developing annual or short-term projections of job openings based 
on a set of assumptions and time period chosen by an employer collaborative.

DMAIC
A widely accepted data-driven business improvement process that includes five 
major steps: (1) define, (2) measure, (3) analyze, (4) improve, and (5) control.

Employability Skills
Essential workplace skills needed to be successful in any job, including what are 
commonly referred to as “soft skills,” such as problem-solving, critical thinking, 
communication, and teamwork.

Employer Collaborative
A partnership organized by employers, for employers to collectively address 
shared workforce needs. The collaborative is bolstered by management support 
provided through a new or existing employer-led organization of the collaborative 
members’ choice. Employer collaboratives are different from most public-private 
partnerships in that they are organized and managed to maximize responsiveness 
to employers as end-customers and to deliver an employer return on investment.

Employer Return on Investment
A measure that calculates the returns that employers receive from investments, 
usually expressed as a ratio of total dollar benefits compared with total 
dollar costs.
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End-Customer
The leadership role an employer plays in a talent supply chain. As the end-use 
customer of talent, the employer determines the hiring requirements and makes 
the decision on whether to hire talent based on these requirements.

Establishment
A single physical location, though administratively distinct operations at a single 
location may be treated as distinct establishments. Examples include industrial 
machinery manufacturing, computer systems design and related services, and 
general medical and surgical hospitals.

Feeder Schools
Education or workforce providers that are known to transition individuals receiving 
education or services to another provider. For example, in TPM, Tier 2 providers 
transition students to Tier 1 providers.

Full Productivity
The point at which an individual has reached expected levels of productivity in a 
destination job. In TPM, time to full productivity can be tracked as a performance 
measure to ensure individuals are managing transitions and being effectively 
onboarded into employment with minimal time lost.

Hiring Requirements
The competencies, credentials, experience, and other characteristics (e.g., ability 
to pass a drug test) associated with one or more jobs related to a business 
function wanted by employers. Can be preferred or required.

Host Organization
The entity that “houses” and provides the staff and management support for one 
or more employer collaboratives. Host organizations are different from traditional 
intermediaries in that they are business member organizations (e.g., chambers 
of commerce, industry sector-based associations) or economic development 
organizations dedicated to business growth and competitiveness and are chosen 
by the employer members to manage and staff employer collaboratives.

Human Resource Information System (HRIS)
An IT system that captures all aspects of human resources data in a 
centralized place and supports employee recruitment, hiring, performance, 
and benefits management.

Incentives
Financial and nonfinancial rewards provided to recognize results and to 
support continuous improvement. Financial incentives include anything that 
has a monetary value, including equipment donations, work-based learning 
opportunities, and access to staff. Nonfinancial incentives include designations 
such as “preferred” provider status that can be marketed by a program or 
institution for recruitment purposes.
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Industry
The type of “primary” business or economic activity carried out in a business 
establishment as typically defined under the North American Industry 
Classification System (NAICS). Examples include manufacturing, health care, 
and information technology.

Knowledge
What a person should understand in terms of facts, theories, principles, concepts, 
and procedures related to general or specific domains, including disciplines 
and professions.

Labor Market Information (LMI)
Quantitative or qualitative data related to employment and workforce trends in 
national, state, and regional/local labor markets.

Leading and Lagging Measures
Leading measures are short-term, intermediate measures that address actions 
that are major determinants and predictors of longer-term, bottom-line measures, 
otherwise known as lagging measures.

Leakage Rate
The percentage of talent coming from the talent pipeline (identified providers) 
that is not hired by employers from the employer collaborative or employers 
within the same industry or geographic area over a designated time period.

Lean Six Sigma
A business methodology used to identify and eliminate waste and 
optimize performance.

Occupation
The type of job or job family that is typically used to classify workers into 
occupational categories based on the Standard Occupational Classification 
system. Employers use a variety of job titles that can be linked to one or more 
occupations. Examples include registered nurse, machinist, and engineer.

Performance Measures
Quantitative indicators of outcomes that are expressed in terms of rates, ratios, 
or percentages addressing one or more critical variables, all of which contribute to 
improved business performance and competitiveness:

• Quality refers to whether individuals have the right mix of 
competencies to successfully perform work for critical business 
functions and positions.

• Time addresses maximizing efficiency in value-adding activities as well 
as reducing time spent in non-value-adding activities and wait time 
between activities (e.g., employee trainings).

• Cost refers to the balancing of dollars spent in producing quality 
outcomes, including the reduction of opportunity costs (e.g., reducing 
forgone earnings).
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Performance Dashboard
A visualization tool used to communicate the major performance indicators 
that have been prioritized to tell employers and their stakeholders how effective 
partnerships have been in managing key transition points and achieving 
intended outcomes.

Performance Scorecard
A set of metrics used to identify and improve performance within and across a 
talent supply chain and to manage effective transitions.

Predictive Analytics
The process of analyzing current data to make predictions about the future.

Preferred Providers
Providers of talent sourcing and development services—including education and 
training providers and staffing organizations—that are recognized by an employer 
collaborative based on their ability to meet employer requirements, such as ability 
and proven track record for supplying qualified talent for jobs.

Primary Labor Market Information (Primary LMI)
Labor market information provided directly by employers and other participants 
in labor markets (e.g., workers). TPM uses primary labor market information 
from employers in a collaborative regarding their level of workforce demand 
by establishment.

Provider
The role education and workforce partners play in providing education and 
training services designed to deliver talent for employer end-customers in a 
talent supply chain.

Provider Roles
The types of services provided by talent providers within the employer 
collaborative value stream, from career awareness and exploration to employee 
advancement and retention. Partners can play one or more roles in one or more 
tiers, although most play a predominate role in a single tier.

Provider Tiers
The position of partners within talent pipelines in relationship to the employer 
end-customer. Tier 1 partners provide talent directly to employers (e.g., colleges, 
staffing agencies), and Tier 2 and higher provide talent to lower-tier partners 
(e.g., high schools, vocational schools).

Real-Time Labor Market Information (Real-Time LMI)
Aggregated job openings and skills data generated by using web technologies 
to capture and analyze job postings from job boards and websites. Real-time LMI 
also includes “supply side” analysis using resumes and job board worker profiles.
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Root Cause
Those conditions or factors that directly cause a performance problem.

Root Cause Analysis
A process to identify factors that directly cause a performance problem and can 
be addressed in a continuous improvement process.

Secondary Labor Market Information (Secondary LMI)
Information and analysis about the level of workforce demand by industry 
generated through reviewing labor market information reports (e.g., state 
occupational projections) or through aggregating job posting data 
(e.g., real- time LMI).

Shared Pain Point
One or more business functions and occupations within an industry that represent 
a common area of need across employers that have come together to form an 
employer collaborative; shared pain point should provide the starting point in 
defining the focus of an employer collaborative.

Shared Value
The value that is created for education and workforce systems and the students 
and workers they serve—along with society in general—when employers play an 
expanded leadership role as end-customers of talent supply chains.

Skills
Ability to apply knowledge and perform work tasks.

State Occupational Projections
State government projections of short-term (two-year) and long-term 
(10-year) job openings resulting from new jobs and replacement of existing jobs. 
State occupational projections are based on government-defined occupational 
classifications and are produced at the state and sub-state levels.

Survey
Employer collaboratives conduct two types of surveys:

Needs Assessment Surveys address employer projections of job 
openings through demand planning (as presented here in Strategy 2) and 
competency, credentialing, and other hiring requirements (Strategy 3).
Talent Flow Analysis Surveys back-map the sources of talent from 
providers and provide the basis for linkages with other data for more 
comprehensive talent flow analysis (Strategy 4).

Talent
Individuals who have the skills and credentials that drive competitive advantage 
within a company and industry.

1

2
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Talent Flow Analysis
A TPM process for helping employer collaboratives work with government 
agencies and other data providers to analyze talent in-flows and out-flows 
(includes all existing and potential sources of talent where data are available) 
to use to improve their hiring practices.

Talent In-Flows
The number and characteristics of people hired by an employer, an employer 
collaborative, employers within the same industry or industry sector of the 
collaborative, and/or within the major geographic area defined by the employer 
collaborative for recruiting talent.

Talent Out-Flows
The number and characteristics of people previously hired but no longer working 
for an employer, an employer collaborative, employers within the same industry 
or industry sector of the collaborative, and/or within the major geographic area 
defined by the employer collaborative for recruiting talent.

Talent Supply Chain
An end-to-end talent management process made up of employers as “end-
customers” and education and workforce partners as “providers,” with each 
handoff adding value in the development of talent.

Transition Point
The moment when an individual moves from one program or service to the next, 
which can occur within or between providers. For example, in TPM, transition 
points occur when someone moves from a Tier 2 provider to a Tier 1 provider.

Value Proposition
The unique value that is created by employers working together through a 
collaborative to advance their interest and accomplish their goals, including 
achieving a return on investment.

Value Stream
The process that a product or service goes through from beginning to end, with 
each step adding incremental value until it reaches the end-customer.

Value Stream Map
A visual tool used to show the major activities and roles in sequence that make up 
a value stream.

Work Tasks
Work performed in carrying out job roles, functions, and responsibilities.
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Talent Pipeline Management Academy Cohorts

The Chamber Foundation team would like to especially thank the following cohort members 
for their willingness to be the first to test out this journey—without you all, we would not be 
able to make improvements to the experience for future TPM advocates and partners. We 
are grateful for your feedback, patience, and contributions to your communities. 

Pilot Program

Kansas Department of Commerce Arizona Chamber of Commerce

Greater Houston Partnership/UpSkill Houston Vermilion Advantage

DTE Energy Partners for a Competitive Workforce

Virginia Board of Workforce Development

Cohort I

Chad Amond Westmoreland Chamber of Commerce

Patti Andresen-Shew Oshkosh Chamber of Commerce

Priscilla Camacho San Antonio Chamber of Commerce

Waymond Jackson Birmingham Business Alliance

Muriel Johnson-Nuttall Fayette Chamber of Commerce

Gail Landis Greater Redding Chamber of Commerce and Industry

Shannon Martinez Kansas Department of Commerce

Lisa McArthur Fond du Lac Area Association of Commerce

Lisa McCarthy Tri-County Economic Development Alliance

Jennifer Mellor Greater Phoenix Chamber of Commerce

Patty Milka Fox Cities Chamber of Commerce

Kevin Perry Society of Automotive Engineers International

Terry Pittman Formerly of Main Line Chamber of Commerce

Danica Rome Wyandotte Economic Development Council

Morgan Romeo Western Virginia Workforce Development Board, Inc.

Virgil Roundtree ConnectWork

Terri Schulz Waupaca Area Chamber of Commerce

John Shaw Northern Virginia Technology Council

Dave Young Northwest Illinois Development Alliance

Trevor Young Greater Phoenix Chamber of Commerce

Cohort II

Rebekah Adair Colorado Springs Chamber and Economic Development Corporation

Alex Beck Brattleboro Development Credit Corporation & SeVEDS

Alicia Berhow Orange County Business Council
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Beth Davisson Kentucky Chamber of Commerce

Patricia Day The Chamber of Commerce for Greater Philadelphia

Joni Hunt Illinois Valley Chamber of Commerce and Economic Development

Susan Koehn Milwaukee 7

Sarah Krisch Allegion

Amy Lancaster Metro Atlanta Chamber

Kathy Lavoie Franklin Grand Isle Workforce Investment Board

Robert Medler Tucson Metro Chamber

Sharon Miller Consumers Energy

Maria Nieto Los Angeles Area Chamber of Commerce

David Palmer Workforce Intelligence Network

Kelly Peaton The Silicon Valley Organization

Tyler Reeb Center for International Trade and Transportation

Bradley Revare CareerWise Colorado

Holli Riebel Denver Metro Chamber of Commerce

Mary Anne Sheahan Lake Champlain Regional Chamber of Commerce

Laura Smith Buffalo Niagara Partnership

Carsa Spaude

Tiffany Stovall Mid-America Manufacturing Technology Center

Lisa Ventriss Vermont Business Roundtable

Cohort III

Brett Campbell Tulsa Regional Chamber

Brittnay Dawson Norfolk Area Chamber of Commerce

Paul Ellis Jacksonville Regional Economic Development Corporation

Sandra Fearon Express Jet

Voncile Gilbreath Department of Economic Development

Drew Hansen Gilded Network LLC

Marguerite Himmelberg Client Solutions & Workforce Development

Robyn Ludtke Waukesha County Business Alliance 

Trudy McCarthy Economic Development Commission of Florida’s Space Coast

Michelle McInnis Southwest Louisiana Economic Development Alliance

Sharahn Monk Cincinnati USA Regional Chamber

Lisa Musch Jacksonville Area Chamber

Meredith Robinson Bowling Green Chamber

Gwen Rogers Knoxville Chamber of Commerce

Gabriel Sauceda North Orange County Chamber

Matthew Sanford San Diego Regional Economic Development Corporation
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Ashley Swartout San Diego Regional Economic Development Corporation

Kami Welch Arvada Chamber of Commerce

Eric Westphal Cognizant Technology Solutions

Susanna Williams Bridge Strategies

TPM Academy of Michigan

Kristin Beltzer Lansing Regional Chamber of Commerce 

Jessica Billiau GST Michigan Works!

Jill Bland Southwest Michigan First

Mindy Bradish-Orta Jackson County Chamber of Commerce

Kathy Conklin Saginaw County Business & Education Partnership 

Michelle Cordano Capital Area Manufacturing Council 

James Coutu Michigan Works! Southeast

Erin Duckett Talent Investment Agency

Michele Economou Ureste Workforce Intelligence Network

Brooke Franklin Canton  Chamber of Commerce

Alex Grumbine Kinexus

Kellee Kortas Lakeshore Advantage 

Deb Lyzenga West Michigan Works!

Joe Quick Michigan Works! Association

Elizabeth Rivard-Weston Automation Alley

Kevin Stotts Talent 2025

Kathy Taylor Northwest Michigan Works!

Jen Wangler The Right Place

Kristen Wenzel Great Lakes Bay Michigan Works!

Ambrose Wilbanks Jr. Washtenaw County Convention & Visitors Bureau

Crystal Young West Shore Community College


