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CUTIVE SI ARY

Based on our research of [Defense Company]| publicly available data, annual reports, and
LinkedIn workforce analytics, we understand that [Defense Company|'s strategic priorities
include the following and we have inferred how the company's strategy impacts talent:

o Executing the "xxx" strategy to compete with traditional defense primes, which
depends on agility, speed, and innovation. These capabilities require retaining
experienced engineers and scientists who understand legacy defense systems and
emerging technologies alike.

o Achieving ambitious financial targets through the xxx transformation, where
workforce optimization has reduced headcount by x%, creating retention risk among
remaining technical talent at the precise moment the company needs stable teams to
deliver on a record $xx billion backlog.

o Maintaining mission-critical cleared workforce capabilities, with ~xx,xxx cleared
personnel and ~xx,xxx engineers and scientists representing irreplaceable assets given
clearance processing timelines and intensifying competition from both traditional primes
and emerging defense tech firms.

e Driving $xB+ annual innovation investment into operational capability, which
requires not just hiring technical talent but developing and retaining the engineers who
can translate R&D investments into deployed solutions.

We also understand that risks to achieving these priorities include a tightening cleared technical
talent market, with [Defense Company| showing a median tenure of approximately x years and
headcount decline of x% over the past year. This pattern suggests that while restructuring may
achieve short-term cost targets, retention of remaining talent is critical. In this context,
retaining early-career talent in engineering protects the leadership pipeline, preserves
institutional knowledge essential to national security programs, and sustains the technical
excellence that underpins [Defense Company]'s xxx positioning.

$10,088,676

5-year Savings by Investing in QuantumBloom for 80 Early-Career Engineers & Scientists

QuantumBloom has analyzed [Defense Company]'s workforce data and applied retention science
benchmarks and economic modeling. By investing in early-career engineers and scientists
through our evidence-based development program, [Defense Company] can save $10,088,676 and
achieve a 788% ROI over five years assuming you enroll 8o people in the program or about x% of
your early-career engineers/scientists.
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>TEM RETENTION CRISIS MEETS
E AI-SKILLS CRISIS

Just as companies are racing to build Al-ready workforces, they’re hemorrhaging the talent they
need the most.

STEM jobs are projected to 3-5x (BLS) faster than all other job categories, yet the supply of
technical talent is collapsing from the inside out.

Al is reshaping every technical role, raising the stakes for human skills like adaptability,
judgment, and collaboration at the same moment companies are losing the people who need to
develop them.

The recent Wiley Workplace Intelligence Survey reported that 80% of workers say human skills
are more important than ever in an Al environment. Yet most organizations are investing Al
tools while underinvesting in the people expected to use them.

Early-career STEM attrition affects both men and women at rates that should concern every
technical employer:

28% 50% 70% 76% 52:100
of STEM-educated of those with STEM Of men with of women with for every 100 men
workers actually work  degrees either never engineering engineering degrees in technology
in a STEM job* start a STEM job or  degrees are NOT  are NOT working in promoted to
they pivot out of in working in engineering jobs3 manager, only 52
the very first year*  engineering jobs? women are

Sources: 'Census Bureau, 2019. *LinkedIn Economic Graph, 2023. 3Pew Research Center analysis of 2014-2016 American Community Survey,
Women and Men in STEM Often at Odds Over Workplace Equity” “McKinsey & Leanln Women in the Workplace report, 2022.
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RETENTION IS CRITICAL NOW: THE FORCES
NVERGING AGAINST YOU

The Pipeline Is Broken and Won't Fix Itself

Pandemic learning losses in math and science remain unrecovered (NAEP). US university
science and engineering enrollment fell 9% in 2024, driven by a 24% decline in master's students.
Only 5% of global STEM talent graduates from US schools. You are not getting more supply. You
are getting less.

Demand Is Accelerating in Every Direction

STEM jobs are forecasted to grow 3-5x faster than all other job categories (BLS). Reshoring,
industrial policy, defense modernization, semiconductors, advanced manufacturing, energy,
climate tech, health care, and life sciences are all competing for the same shrinking pool of
talent. There is no relief valve.

The Geopolitical Pressure Is Real and Intensifying

China and India together produce 10x more STEM graduates than the US annually (CSET).
China just surpassed the US as the #1 global R&D performer, leading in patents across Al,
quantum, semiconductors, and biotech (NSF). H-1B uncertainty is deterring the foreign STEM
talent the US has historically relied on and China's new K Visa is actively recruiting them away.

Al Is Raising the Stakes

As Al reshapes every technical role, the human skills that determine whether your workforce is
Al-ready are what early-career STEM professionals say they aren't getting from their employers.
You can't automate your way out of a retention problem.

These forces are structural, long-cycle, and largely outside your control. You cannot fix K-12
pipeline decline. You cannot out-compete China on graduate production. You cannot dictate visa
policy.

What you can control is whether the STEM talent you've already hired stays. And as Al reshapes
every technical role, the human skills that drive retention are the same ones that determine
whether your workforce is Al-ready or Al-vulnerable.

You can't control Visa policy, university enrollment, or global STEM
production. However, you can control whether the people you hire at 22
are still working for you at 32.
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KFORCE ANALYSIS FOR [DEFENSE COMPANY]

Using LinkedIn workforce analytics and publicly available data, we have profiled [Defense
Company]'s technical workforce to identify the retention opportunity.

Workforce Snapshot
Metric Value Source
Total Headcount XX, XXX 10-K filing
1-Year Employee Growth X% Calculated
Median Tenure X years LinkedIn
Engineering Headcount XX, XXX Company Overview
% Engineering of Total Headcount XX% Calculated
Current Engineering Job Openings XXX LinkedIn
Young Engineers (under 30) XXXX Estimated (assumes 60% are under 30 due
to attrition)

Note: Actual values should be validated with company HR data.
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ST OF TURNOVER AT [DEF

Replacing a single employee costs between 70% and 300%—or more—of their annual salary when
accounting for direct costs (recruiting, signing bonuses, training) and indirect costs (lost
knowledge, reduced productivity, morale impact).

Replacement Cost Breakdown per Employee

Employee Segment: Early Career Engineering Professionals

COMPANY]

Cost Category Assumption Typical Ranges

Avg. Starting Base Salary $95,000 $75,000 - $130,000

Fringe and Benefits 37% 37-52%

Avg. Annual Salary Increase 2% 3-8% (lower than avg)

Avg. Signing Bonus/Relocation 10% 0-25% of base salary

Salary Premium for Replacements 15% 10-20% more paid in base salary
than the departing employee

Staff Time to Train New Hires 25% 10-25% of new hire’s annual salary

Recruiting Costs 25% External: 20-30% of first-year

salary. Internal: 5-10%

Lost Knowledge/Time to Rebuild
Institutional Knowledge

4 months in year 2
24 months in year 5

0-36 months, increasing each year

Lost Production/Time Job is Vacant

2 months in year 2
10 months in year 5

1-12 months

Reduced Productivity/Lost Output
While New Hire Onboards

4 months in year 2
6 months in year 5

1-12 months

Morale Impact/Lost Team Productivity

4 weeks in year 2
8 weeks in year 5

1-16 weeks, increasing each year

Methodology: Based on the QuantumBloom Turnover Cost Calculator and ROI Model.

When one early-career engineer leaves [Defense Company] in Year 2, the replacement cost is

1750/ O of their starting salary. By year 5, it balloons to 4330/ ()]

Notes on these assumptions: The 2% annual salary increase aligns with employee-reported data indicating raises
consistently below inflation. Signing bonus and salary premium assumptions are at the higher end of typical ranges
because cleared technical talent commands a premium as the company competes for the same constrained talent
pool. The indirect costs (lost knowledge, vacant position time, onboarding productivity) increase significantly by
Year 5 because engineers on classified programs carry institutional knowledge that cannot be fully documented. A
departing engineer on missile warning or space systems takes years of expertise. Additionally clearance processing
alone adds many months before a replacement can access the work.
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ANTUMBL( rION

The Rise & Retain Experience is QuantumBloom's solution for organizations seeking
transformational change, leadership pipeline development, and measurable retention outcomes.
The program combines multiple proven development strategies into a comprehensive ecosystem.

Participant-Centered Development

Each participant receives dedicated 1:1 coaching focused
on personal development, career growth, confidence
building, and resilience. This is complemented by:

o Peer Cohort: Monthly group sessions with expert Critically, managers participate
facilitation, small group "pods" for deeper in their own development track
connection, and access to a community of others in | NES T RERE Tt Tt
STEM manager cohort sessions)

 Mentoring: Senior-level mentors from within your TR eI DI T
company provide cultural context, career pathway skills that create meaningful
guidance, and company-specific insights organizational shifts.

« Digital Platform: Learning management system
with self-paced “durable” skills curriculum,
extended network, and progress tracking

Sponsor Oversight

Executive sponsors receive ROI/KPI reporting to ensure program accountability and champion
support throughout the organization.

The Cross-Company Advantage

People won't share real struggles when everyone knows their manager. The cross-company
cohort model provides distance from career consequences, unlocking honest conversations
where growth happens. Participants gain pattern recognition ('it's not just my company"), stop
job-hopping in search of the "perfect company,' and build a peer network that extends beyond
organizational walls.

“By targeting early-career professionals with sustained, comprehensive support, QuantumBloom engages
the enti nsystem of a career, including the individual, their managers, and their mentors, addressin
the causes that research identifies as driving early-career talent out of STEM. Technical
professionals don't leave these careers because they lack ability; they leave because workplaces fail to

provide the systemic support that enables their success. Quantun s that gap wi

evidence- vention done

TIANNA BARNES, PH.D. - Assistant Professor, Organizational Behavior
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SULTS & PROGHK ACTION

Cohort 1 Results (n = 6 participants + 6 managers)

Half of the participants had PhDs/Master’s and half had Bachelor’s degrees.
e 50% received promotions
e 100% report planning to stay in STEM, immediate workplace application, and significant
personal growth due to the program
e Net Promoter Score: 8.0/10

“Looking back, I've changed in every category "She has been asking better questions in our 1:1s.
(mindset, behavior, confidence). I have taken in all ~ She’s sharing her insights with the team, and better
the teachings and have applied it to my personal establishing ber leadership among her peers.”
and professional lives.” - Participant - Manager

Cohort 2 Interim Results (n =20 participants + 16 managers)

The following reflects 6-month data relative to baseline:
e Authenticity improved (statistically significant)
e Engagement, belonging, career identity, self-leadership, and advancement readiness
all improved
e Turnover intent declined
Qualitative Themes:
o Psychological safety and community (most frequent theme): "a genuine safe space,'
"truly seen and understood," "openly discuss situations without being judged"
o Cross-industry perspective: "compare situations across industries," "different
views/common problems"
o Actionable, relatable content: "actionable perspectives that stick' "real-world examples,'
"forced me to become more self-aware"

.. Quan n goes « I've seen how their comprehensive model builds something that current

piecemeal solutions and one-off trainings simply can't: sustained 1ity, and mon
Very importantly, I have seen the tangible impact the program has on the cohort participants and how
they gain tools and confidence to thrive. I'm proud to be a partner and an advocate for an organization
with both the evidence and depth to finally ben t curve!

LIDIA FONSECA | EVP, Chief Digital & Technology Officer, Pfizer | Board Member, Medtronic
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3 FINANCIAL SUMMARY FOR [DEFENSE
OMPANY]

Based on [Defense Company|'s workforce data and the QuantumBloom ROI Model, we have
quantified the financial impact of investing in early-career STEM retention. The model
compares workforce costs over 5 years with and without QuantumBloom, factoring in turnover
rates, replacement costs, and program investment.

Metric With QuantumBloom | Without QuantumBloom
Assumed Retention Rates at Year 5 | 70% 38%
Year 5 Workforce Costs $64,682,109 $74,770,786

Savings | $10,088,676
ROI |788%

Model Assumptions
Input Variable Value Notes
# Enrolled 8o xx% of your early-career engineers
5-Year Baseline retention 38% Avg less than 50% - Note: XX experiences high
without QB turnover
5-Year Target retention with QB | 70%* QB generally projects 80%** retention at year 5
Employee direct + indirect costs | Varies See costs assumption table on page 5
QuantumBloom program cost $xx/seat Incl. programming for participants + managers

The turnover/ROI model is available as an Excel Model from QuantumBloom.

*QuantumBloom's standard model targets 8c% retention at year 5. For [Defense Company], we have adjusted
this to 70% for three reasons. 1) Restructuring headwinds: the xxx transformation reduced headcount by x% and
created workforce anxiety that elevates attrition risk, even among those who weren't targeted. 2) Structural
constraints: xxx policies, below-inflation annual raises (~2%), and xxx for non-executive employees remove
traditional retention "golden handcuffs!" 3) Conservative positioning: we project what we can defensibly deliver
rather than overcommit, especially in an environment where external factors like defense budget uncertainty and
cleared talent competition create volatility beyond any program's influence.

**QuantumBloom’s Retention Projections: Early-career professionals in STEM are a high-risk attrition population
and research consistently links structured development to retention. TalentLMS's 2026 L&D Benchmark Report
found that three quarters of employees would stay longer if their employer invested in learning and development,
and almost all HR managers agree that training improves retention. LinkedIn's Workplace Learning Report confirms
that strong learning cultures correlate with higher engagement and internal mobility, which are both predictive of
long-term retention. QuantumBloom's Rise & Retain solution combines a research-backed curriculum focused on
durable skills (confidence, resilience, personal leadership, and career agency) with 1:1 coaching, cross-company peer
cohorts, senior mentorship, a parallel manager inclusion track, and executive KPI oversight. This integrated
approach targets the primary drivers of attrition: isolation, lack of sponsorship, stalled progression, and
unsupportive management.
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https://www.talentlms.com/wp-content/uploads/documents/The-TalentLMS-2026-LD-Benchmark-Report.pdf
https://learning.linkedin.com/content/dam/me/learning/en-us/images/lls-workplace-learning-report/2025/full-page/pdfs/LinkedIn-Workplace-Learning-Report-2025.pdf
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)Y TO GROW YOUR STEM TALENT?

We've identified a significant retention opportunity at [Defense Company]. Here's how to move
forward:

Validate the Data

1 Share this analysis with your HR/People Analytics team to validate the
workforce estimates with actual [Defense Company| data. We can refine the
ROI model with your real numbers for a more precise business case.

Run Your Custom ROI Model

2 Request the Turnover Cost Savings excel model and run your own data for a
refined business case.

Schedule a Discovery Call

3 Book a 30-minute call to assess fit, discuss your specific workforce challenges,
and explore which QuantumBloom model best serves your needs.

Anne Hungate
CEO and Founder
anne.hungate@quantumbloom.com

614-769-4581

Andrea Mohamed
COO and Co-Founder
andrea.mohamed@quantumbloom.com

919-247-0783

Kim Johnson
Head of Strategic Partnerships
kim.johnson@quantumbloom.com

432-214-9123
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