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WHY IS THE NAVY IS FOCUSED ON 
TALENT ACQUISITION & RETENTION?

STEP 1

Stabilized Workforce

Run a Better Business 

(Cost, Schedule, 

Quality, Safety, Profit)

Sell Excess Capacity 

to the Maritime 

Industrial Base

START HERE



AMERICAN 

MANUFACTURING 

TODAY

ÅABOUT 250,000 MANUFACTURERS IN AMERICA

Å 98% OF THEM ARE LESS THAN 500 EMPLOYEES

Å13 MILLION AMERICANS WORKING IN MANUFACTURING

Å HISTORICALLY LOW 8.3% OF US WORKFORCE

Å IN 1990 THE NUMBER WAS 16.8%!

Å3.8 MILLION NEW JOBS NEEDED IN NEXT DECADE

Å >250,000 IN THE MARITIME INDUSTRIAL BASE ALONE

Å3:1 MALE/ FEMALE RATIO

Å VERY LITTLE CHANGE  IN LAST 30 YEARS

ÅENTRY-LEVEL 1ST YEAR ATTRITION IS ABOUT 40%



WHY DONõT SOME COMPANYõS HAVE 

THIS PROBLEM?

WHY IS TALENT ACQUISITION & 
RETENTION SO HARD?





WHY TMG?

THE NAVY CHOSE TMG TO LEAD ITSTALENTPIPELINEPROGRAM BECAUSEWE HELP

MANUFACTURERSSOLVEONE OF THEIRTOUGHESTCHALLENGESñFINDING AND KEEPINGTALENT. 

FOR OVER 20 YEARS, WEõVE DELIVEREDTURNKEYSOLUTIONSTHATPLUG INTO YOUR TEAM, BUILDA

WORKFORCEPIPELINE, AND THENTRANSITIONBACK TO YOU FOR SUSTAINMENT. 

FROM MODERNIZING THEWELDING TRAINING PROGRAM AT NEWPORTNEWSSHIPBUILDINGTO THE

TPP PROTOTYPEòGOOD LIFESOLUTIONSó PROGRAM, WEõVE PROVEN WE CAN REDUCE

WORKFORCERISKAND STRENGTHENCAPACITY SO MANUFACTURERSLIKEYOU CAN RUN A BETTER

BUSINESSAND INCREASEMARITIMEINDUSTRIALCAPACITY.



THE ECO-SYSTEM
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ntÅ CTE Programs (HS & CC)

Å Employee Referral 

Program

Å Adult Education

Å Temp Agencies

Å Social Media

Å Recruiting Agencies

Å Employment 

Commissions

Å College Graduates / 

Departures 

Å Recovered / Returns

Å Retireeôs 

Å And moreé

State/ Lo
c

a
l
S
ta

k
e

h
o
lders

Å State and Local 

governments

Å APEX Accelerators

Å Industry Associations

Å Manufacturing Extension 

Partnerships (MEPs)

Å Workforce Development 

Boards

Å Chambers of Commerce

Å Community Non-profits

Å Civic leaders

Å Local media

Å And moreé



MISSION

THE US NAVY TALENTPIPELINEPROGRAM TEAMWILL

ENERGIZEAND ENGAGE THEAMERICAN MANUFACTURING ECONOMY BY

CREATING AND SUSTAININGA MARITIMEINDUSTRIALBASE

FOCUSEDTALENTPIPELINEENABLING EMPLOYERS TO

RE-CAPITALIZETHEIRWORKFORCETHROUGHRECRUITING, HIRING, ON-BOARDING, AND

RETAININGA WORKFORCEFOR 1-YEAR

AS PRODUCTIVEAND ENGAGED NEW EMPLOYEES.
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CORE OUTCOME METRIC

# OF EMPLOYERS WITHA

RELIABLEYEAROVER YEARTALENT

ACQUISITIONAND RETENTION

PIPELINETO RUN A BETTERBUSINESS

AND INCREASEMARITIME

INDUSTRIALCAPACITY.
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614 employers (as of 11/15/25)

incl. 4 Enterprise Employers
Fairbanks Morse Defense, Trident Maritime Systems, 

Leonardo DRS, Fincantieri Marine Group

PGH

PHL

NE

LI

HR

SOCAL

Regional Flag



HOW IT WORKS

Receive an Executive 
Summary briefing

Learn about the 
program

Host a 3+ hour meeting at your 
facility to map current state. 
Ops, HR, Senior Leadership 
must attend.

Complete a TA&R 
VSMA

We will develop a 
Performance Improvement 
Plan (PIP) to implement at 
least one improvement to 
your TA&R system

Select improvement

We will lead your team through 
the design, development and 
implementation of your 
improvement

Execute PIP

Share what youõve learned 
and TA&R data (1 year) to 
enable our team to provide 
feedback on the 
performance of your system

Track, Report, Share, 
Participate

Rinse and Repeat



1st Year 

Retention
On-BoardingHiringRecruiting

Post Hire ï Operations LeadPre-1st Day ï HR Lead

Perfect Process: 1 Recruit = 1 Life Long Engaged and Productive Teammate

H I R E  F O R  F I T  ï T R A I N  F O R  S K I L L

Pipelines Tools
1. CTE Programs (HS & CC)

2. Employee Referral Program

3. ATDM

4. Adult Education

5. Temp Agencies

6. Social Media

7. Recruiting Agencies

8. Military & Veterans

9. Employment Commissions

10. College Graduates / 

Departures 

11. Recovered / Returns

12. Retireeôs 

1. TA&R Value Stream Mapping and Performance 

Improvement Plan Development

2. Realistic Job Preview & Candidate Tracking System

3. Best Athlete Profile/Recruiter Training

4. Recruiting & Offer Day/New Hire Orientation 

5. Behavioral Based ñFitò Interviews

6. Navigator Training

7. World Class First Day 

8. Common Skills Training

9. Leader New Hire Retention Training and 5th 

Metric Scorecard System Implementation

10. 30-60-90 day & 1 Year Fit/Skills Assessment

PILOT in 2025-2026

11. Business 101 (Enterprise VSM&A) & PIP (1st 4 

Metrics)

12. Business Development Training and Coaching

DEMANDDRIVEN TALENT ACQUISITION & RETENTION (TA&R) SYSTEM
Best Practice Model

2025-2026

Edition



2025 ANNUAL REPORT 

DATA ANALYSIS

ÅCOMPLETEDCOHORT ANALYSIS

Å IN PROCESSCOHORT ANALYSIS

ÅHIRESBY TRADE

ÅPIPELINEPERFORMANCE

ÅATTRITIONANALYSIS

ÅWHAT WEõVE LEARNED



PROGRAM PERFORMANCE 

7/1/2021 ð6/30/2025 

Flag
# 

Employers

#

Starts

1st Year 

Retention

# of Employers by Retention Rate

>80% 50-80% <50% Total

TOTAL 452* 12,053 71% 223 132 7 362*

*45 Withdrew & 56 Did Not Hire



COMPLETED COHORT ANALYSIS 2021 ð2024
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PHILADELPHIA PITTSBURGH HAMPTON ROADS

Starts C1 Retains C1 Starts C2 Retains C2 Starts C3 Retains C3 \ Total Starts Total Retains

2021 -  2024 2022 -  2024 2022 -  2024

Analysis : 

1. Employee 

Retention 

increasing Year 

over Year

2. TPP TA&R 

Continuous 

Process 

Improvement 

Model WORKS

4,324 hires | 70.5% first year retention 



IN PROCESS COHORT ANALYSIS 2024 - 2026
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HAMPTON 

ROADS

PITTSBURGH PHILADELPHIA NEW ENGLAND SO. 

CALIFORNIA

ENTERPRISE+ LONG ISLAND

Starts Retains

82.1% 80.2% 84.3% 88.3% 85.9% 75.9% 92.8% Analysis:  

  
1. Statistically 

significant 

INCREASE: 83% 

at end of year 1

2. Increase over 

last 12 months 

due to focus on 

New Hire 

Retention tool 

implementation in 

2024-2025.

5,905 hires between 1JUL24 ð 30JUN25 | 83% snapshot retention!



ALL COHORTSNEW HIRES BY TRADE

Machinist

14%
Welder

9%

Mechanic

4%

QA/NDT

4%

Electrician

2%

Rigger

1%

Other

66%

Machinist Welder Mechanic QA/NDT Electrician Rigger Other

Top òOtheró inputs

Laborer

Operator

Firewatch

Assembler

Machine  Operator

Material Handler

Engineer

Helper

Pre-Apprentice

Assembly Operator

Apprentice

Analysis : 

1. The distribution of 

trades shows little 

change year over 

year with Welders 

and Machinist in 

high demand 

2. More Employers 

adopting the ñHire 

for Fit ï Train for 

Skillò Model



COMPLETED  COHORTPIPELINE PERFORMANCE

18

Analysis :

 

1. Employee referral 

is the strongest 

pipeline and one of 

the easiest to 

leverage.

2. Military/Veteran ï 

Retention is high, 

but throughput is 

low.

3. CTE programs lag 

for a number of 

reasons.



COMPLETED COHORT ATTRITION ANALYSIS BY PIPELINE
1
8
7

1
2
4

2
9
1

9

2
6

2
4
3

4
8
4

3
5

2

3
2

2

2
0

1
8

6
8

1
1
3

6
0

1
3
1

1
2

1
0
4

8
1

2
7
5

1
8
6

1
3
9

2
4
0

1
7

1
6
0

1
2
4

5
8
9

PERFORMANCE DISCIPLINE ATTENDANCE ILLNESS OPPORTUNITY OTHER RESIGNED

Agency/Other CTE Referral Social Media

INVOLUNTARY VOLUNTARY

Analysis : 

1. For Involuntary

ï what should we 

have known about 

this person before we 

hired them?

2. For Voluntary

ï what should the 

person known about 

us (the work) before 

they accepted the 

position?



WHAT WEõVE 

LEARNED

AS WE MOVE INTO OUR

5TH YEAROF THE

PROGRAM, WE HAVE A

BETTERSTORYTO TELL

THROUGHLOTSOF DATA

AND LOTSOF 1:1 

EMPLOYER

ENGAGEMENTé



WHAT WEõVE LEARNEDé

Mindset

Own the Talent 

Challenge

Self-Awareness is 

Critical

TA&R is Everyoneõs 

Job

Data

Listen to the Data

Continuous Process 

Improvement (CPI) 

Works

Fundamentals

Thereõs No ôSilver 

Bulletõ

Eliminate Ineffective 

Practices

Recruiting & 

Hiring 

Your Workforce is 

Your Best Recruiter

Start with 'Why?õ

Hire for Fit, Train for 

Skill

There is MORE talent 

out there than we 

tell ourselves

Retention 

Realities

You Canõt Out-Hire a 

Retention Problem

Practical Barriers are 

real

It's Not JUST About 

the Money



A TYPICAL YEAR IN TPP

Cohort convenes 
(close out Nov. 15 
each year)

1 July

Orientation

August

Kickoff

September

Implement 
Improvement

Oct.ðDec.

Mid Year Sync

January

Track & Report 
Data, Share 
Learning

Feb.ðApr.

Signing Day

May

Next Cohort Begins

1 July



STABILIZE THE 
WORKFORCE IS 

STEP #1

IF YOU ARE A MARITIME

INDUSTRIALBASESUPPLIERTO

THEUS NAVY, WANT HELP

AND ARE WILLING TO DO

SOMETHINGDIFFERENTIN

YOUR TALENTACQUISITION

AND RETENTIONSYSTEMé

WE WANT TO HELPYOU.
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WANT TO LEARN MORE?

FOLLOW THISQR CODE TO

COMPLETEAN INTERESTFORM

AND SOMEONE FROM OUR

TEAM WILL CONTACT YOU

WITHIN72-HOURS


