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The TPM Academy™ is an in-person training for state and local chamber, business
association, and economic development agency leaders, as well as employers, to
learn the Talent Pipeline Management (TPM) approach to drive partnerships with their
education and training providers based on industry need.

Academy

The TPM Academy is facilitated by the U.S. Chamber of Commerce Foundation and
is supported by a customized curriculum that serves as an employer handbook and
gives participants the knowledge, skills, and abilities to implement talent supply
chain solutions on behalf of their employer collaborative members. In addition, the
corresponding TPM web tool activates the six TPM strategies to streamline data
collection and visualization for employer partners.
TPM Academy graduates become members of the TPM National Learning Network
(NLN), ambassadors of the TPM approach that regularly collaborate to learn from one
another’s successes and challenges implementing TPM projects, and collectively
continue to grow the TPM initiative.

TPM ORIENTATION
Educate community and employer stakeholders on what the TPM initiative is and assess if TPM
is a good fit for your community.
STRATEGY 1: ORGANIZE EMPLOYER COLLABORATIVES
Create a collaborative that organizes employers to identify the most promising opportunities
for engagement around similar workforce needs.
STRATEGY 2: ENGAGE IN DEMAND PLANNING
Develop projections for job openings to determine with accuracy the type of talent and how
much of it employers need.
STRATEGY 3: COMMUNICATE COMPETENCY & CREDENTIAL REQUIREMENTS
Create a shared language to better communicate competency, credentialing, and other hiring
requirements of critical jobs in ways that allow employers to signal similarities and differences.
STRATEGY 4: ANALYZE TALENT FLOWS
Identify where employers historically source their most qualified talent and analyze the
capacity of those sources—as well as untapped talent sources—to meet projected demand.
STRATEGY 5: BUILD TALENT SUPPLY CHAINS
Build and manage the performance of talent supply chains to create a positive return on
investment for all partners.
STRATEGY 6: CONTINUOUS IMPROVEMENT
Use data from your talent supply chain to identify the most promising improvement
opportunities to generate a better return on investment in the future.

www.TheTalentSupplyChain.org

WHAT WE DO
•

Lead in-person trainings in partnership with
peer practitioners

•

Facilitate a customized curriculum on the TPM strategies,
designed to more effectively organize and manage
education and workforce partnerships

•

Provide access to and training for a corresponding web tool
to activate the TPM strategies

•

Create a peer-to-peer learning network to learn from firsthand experiences and share resources

•

Provide technical assistance and support throughout
implementation

WHO SHOULD ATTEND
Those who participate in and complete the TPM
Academy are frequently state and local chambers,
business associations, and economic development
agency leaders, as well as employers.
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Engage in Demand
Planning
Demand Planning

The Problem

Unlike other data sources, which forecast long-term
job projections or analyze job posting data, demand
planning uses dynamic, short-term forecasts that are
continuously updated. This data is more specific and
speaks directly to the needs of the employers in the
collaborative.

Traditionally, workforce initiatives have used a wide
variety of labor market information (LMI) to determine
the number of unfilled positions and the skills
required to fill them. However, these data sources
are too general to address the specific needs of the
employer and industry in a collaborative.

Communicating
Requirements

•
•
•
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Analyze Talent
Flows
Back Mapping & Talent
Flow Analysis
Talent flow analysis is a process for helping employer
collaboratives identify their existing sources of talent
as well as analyze the capacity of those sources to
meet the demands of the collaborative.
Employers use their own data to back map the
sources of education, training, and credentialing to
find the institutions, programs, or jobs their qualified
workers came from.
This strategy helps employers identify who their Tier
1 providers—the direct sources of qualified workers—
and those that support them (Tier 2 providers and
beyond) to consistently meet their workforce needs.

Through Talent Flow
Analysis, Employers Will:

Strategy 4
Takeaways

Quantity – How many positions it needs to fill
Location – Where job openings will be available

Time – When they will need positions filled
Strategy
5

Through Demand Planning,
Employers Will:

After demand planning, it is important that
collaborative members aggregate and share their
data to gain a better understanding of their needs.

•

Verify the collaborative is focused on the right
critical job(s).

•

Make changes based on new information learned
during demand planning.

•

Have more accurate information to share with
education and workforce partners

Employers need to work together to create
a common language in describing skills,
competencies, credentials, and other hiring
Strategy 6
requirements.
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The Problem

Even knowing which providers employers consistently get
good workers from is not enough. Employers need insight
into the capacity of those providers to see if they are able
to meet their projected demand. They also need to know
how effective they are at sourcing available talent from
those providers. Lastly, employers are often unaware of
other potential talent providers that could serve as a future
source of talent for them.

•

Understand where their best talent is coming from.

•

Identify current and prospective education and
training providers that can help fill open positions with
qualified talent.

•

Use their own data to improve their talent-sourcing
strategies based on leading business practices.

•

Understand the importance of back mapping and talent flow
analysis and how it differs from traditional government approaches
to talent supply analysis

•

Identify the tiers and roles of talent providers within a talent
provider network

•

Create tables, graphics, and other visualization tools that help map
talent provider networks

recognizing preferred talent providers that will
make up their talent supply chain. Next, using data
gathered by employers in Strategies 2–4, employers
work with their recognized partners to co-design a
value stream map that lays out the major roles and
responsibilities of all talent supply chain partners
and how they work together to deliver a streamlined
career pathway. Employers also work with partners
to identify incentives, such as work-based learning
opportunities, that help optimize performance against
agreed-upon key metrics. Lastly, employers and
partners track and manage performance against key
metrics as well as measure and communicate ROI to
participating employers and key partners.

Strategy 5
Takeaways

Establish performance measures to build talent
supply chains.

•

Utilize incentives to manage them.

•

Develop and use visualization tools such as value
stream maps and performance scorecards to track
the progress of collaborative activities.

•

Select and develop appropriate performance measures to meet
your collaborative’s needs

•

Designate preferred providers of talent that make up your talent
supply chain

•

Develop and use visualization tools such a as value stream maps
and performance scorecard

•

Communicate and manage ROI for collaborative members

©

•
•

Frequently Asked Questions
Video Tutorials

•

Create a common language in describing skills,
competencies, experience, and credentials.
Work together to identify and prioritize hiring
requirements.
Help education and training providers better align

curriculum
and training.
The
Problem

Companies have been successful at implementing
improvement processes to help eliminate inefficiencies
Strategy 6 helps employer collaboratives
tap
• Understand
the importance of better communicating competency
and waste. Without a systematic approach to continuous
into previously identified performanceand
measures
credentialing requirements to fill critical positions
improvement for education and workforce partnerships,
and select their most urgent and feasible
• Identify opportunitiesemployer
for employers
to better run
communicate
and
collaboratives
the risk of wasting
time
improvement priorities.
prioritize hiring requirements
and resources on solutions in search of a problem.
should
regularlydemand
seek outplanning
improvement
• Howtoto combine and Collaboratives
share the results
of employer
TPM encourages employer collaboratives
opportunitiesand
to increase
ROI for
employers and learners.
communicating competency
credentialing
requirements
manage their talent pipelines through and
a process
of continuous improvement in cooperation with
their designated preferred providers.

Strategy 3
Takeaways
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ADDITIONAL RESOURCES
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Prioritize and Improve
Over Time

Through the continuous improvement process,
employers and education and workforce partners
can work together to improve the ROI for all
major stakeholders in the talent supply chain.
This ensures employers remain engaged and
committed to the collaborative.

Through this Strategy,
Employers Will:
•

•
•

to programs, donate equipment, or provide work-based
their preferred and trusted education and workforce
workforce data
learning opportunities. In TPM, employers play a more
partners in organizing a performance-based talent
How
to conduct a demand
planning
process
for serving
new andas end-customers of
proactive
leadership
role by
supply chain, otherwise known as a •career
pathway.
replacement positions
talent supply chains where the employers designate who
theirplanning
preferred
talent providers are and engage them in
Strategy 5 identifies the key performance
metrics
• How
to report demand
projections
designing career pathways that deliver a measurable ROI
that employers seek to address with partners. From
for employers and learners.
there, employers develop criteria for selecting or
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Through a shared language, employers in a
collaborative can better communicate similarities
and differences in hiring requirements to education
and workforce partners.

Talent Supply Chains
The Problem
• The importance of demand planning in managing the
Strategy 2
Employers are usually selected by education and
Strategy 5 provides a step-by-step process
forpipeline
how
talent
training providers to identify advisory board members
Takeaways
employers
in a collaborative can begin engaging
• The strengths and weaknesses of using different

Employers are often unclear on where they source their
best talent from that they are able to retain. This lack of
clarity can lead to incorrect assumptions about which
education and training providers they should partner with
to meet their needs. As a result, partnerships are formed
without first having established the existing talent sourcing
channels employers use.

How employers accurately communicate their hiring
requirements has important implications for how
successful they will be in managing their talent pipelines.
By setting hiring requirements too low, employers will
spend increased amounts on job training and turnover
costs. By setting hiring requirements too high, employers
will significantly reduce the applicant pool by excluding
otherwise qualified candidates, as well as impose higher
education and training costs on prospective workers. Both
can result in positions going unfilled for long periods of
time with potentially high onboarding and turnover costs.

this Strategy,
Continuous Through
Employers Will:
Improvement

Build Talent Supply
Chains

By engaging employers to develop projections of
future critical job openings, the collaborative can
determine a more accurate level of demand to build
their talent supply chain.

The Problem

Strategy 2 addresses the quantity, location, and time
in which talent needs to be ready for critical jobs
identified by the employer collaborative. Strategy
3 addresses the final missing piece – quality – by
addressing the competency, credentialing, and
other hiring requirements for these jobs.

In TPM, the collaborative uses demand planning to
address three key pieces of information:
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Communicate
Competency & Credential
Requirements

Strategy 6
Takeaways

JOIN US

Through this Strategy,
Employers Will:
•

Learn how to manage talent pipelines through
continuous improvement.

•

Learn how to improve performance in ways that
increase ROI and create additional shared value.

•

Understand and implement the five-step approach to
continuous improvement

•

Determine improvement priorities and organize
improvement teams

•

Explain the key issues to be addressed in each step of the
improvement process
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w: thetalentsupplychain.org
e: workforce@uschamber.com

