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June 18, 2026 

Open Meeting 
1. Welcome & Attendance (Education & Industry Consortium Members)
2. Marine Industries Training Provider Presentation: Chapman School of Seamanship –

John Haggerty, Director of Operations
3. Introduction of Guest Panelists - Marine Industries Sector - Christina Coble
4. Labor Market Information - Marine Industries Sector - Christina Coble 
5. Discussion of Talent Pipeline in Marine Industries Sector - WRT Members and Guest Panel

Sector Updates: Open to the Floor 

Adjournment - Next Meeting September 3, 2026 

Consortium Members Participating In-Person: 
Linda Fitzpatrick Jennifer Williams 

Consortium Members Participating by Teleconference: 
Aliesha Seitz Christi Shields 

Consortium Members Excused: 
Bill Wilcox Karen Giovengo  Taylor Hoskins 
Marius Kirla  Leslie Haviland Lana Barros 
Javon Welch 

Administrative Staff Present/Teleconference: 
Christina Coble Jennifer Eimann 

Public Present/Teleconference 
Matthew Patterson Jennifer Hendry  Kevin Kates 
Robert McKeen  Erica Navarro John Haggerty 
Maureen Henry Anne Everly Tamara Staley

Eric Bomengen

Call to Order: 
Christina Coble, Business Services Manager, called the meeting to order at 8:08 a.m. 
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Agenda Item 1 - Welcome & Attendance (Education & Industry Consortium Members): 
Christina Coble, Business Services Manager, opened the meeting and welcomed all panelists 
and guests. Attendance was completed. 

 
Agenda Item 2 - Marine Industries Training Provider Presentation: Chapman School of 
Seamanship – John Haggerty, Director of Operations: 
Christina Coble, Business Services Manager, opened by reiterating the session's focus on the 
marine industry, noting its particular significance to the local area. 

 
Ms. Coble introduced John Haggerty, Director of Operations, Chapman School of Seamanship, 
and emphasized that the Chapman School is a noteworthy educational facility located in Stuart, 
Florida. 

 
Mr. Haggerty presented the following information to the taskforce: 

 Organization Overview
Chapman School of Seamanship is a 54-year-old 501(c)(3) nonprofit institution focused on 
marine education. Mr. Haggerty joined the school approximately two years ago with a 
primary mandate to develop workforce development programs aligned with the needs of 
the marine industry. 

 Strategic Direction
Mr. Haggerty identified a significant gap in the marine industry: employers struggling to 
source qualified employees. In response, the school made a deliberate strategic pivot 
toward short-term, industry-aligned certification programs. Key principles guiding this 
approach include: 

 
o Programs must be short enough for prospective students to commit to 
o Graduates must be job-ready and deliver value from day one 
o Certifications must come from industry-recognized bodies, not solely from 

Chapman 
o Programs are added only when genuine employer demand is confirmed 

 Current Program Offerings
The school's longest program is nine weeks. All programs are designed for rapid entry 
Into employment. Current and upcoming offerings include: 

 
o Yamaha Marine Technician Certification 
o NMEA Marine Electrical Certification 
o ABYC Certification Program 
o Professional Mariner Training 
o Marine Detailing Course – Upcoming 
o Yamaha Rigging Certification – Launch October 2026 
o Volvo Penta Inboard Program – Starting January 2027 
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Mr. Haggerty stated that in order to ensure programs align with real employer needs, he maintains 
active involvement across multiple marine and business organizations: 

o Board of Directors, Marine Industries Association 
o Board of Directors, Martin County Business Development Board 
o Chair of Workforce Development, American Refit Council 
o Member, International Yacht Brokers Association (licensed yacht broker) 
o Licensed Master Captain 

 
This network provides a broad cross-section of employer perspectives from yacht builders and 
CEOs to brokers and refit operators informing which programs the school adds to its portfolio. 

Workforce Development Mission & Student Outcomes: 
A central theme of this presentation was the school's commitment to providing young people 
with a clear career pathway. Key points raised: 

 Many young people currently lack direction or focus; short-term vocational programs 
can provide a visible roadmap

 Marine careers offer a path to financial independence, including homeownership, that 
many in the younger generation feel are out of reach

 The goal is to help students transition from outside the industry to employed, productive 
professionals within weeks

 A four-year apprenticeship program is anticipated in the future; the school intends to 
support and participate in that, but the current focus remains on short-entry programs

Mr. Haggerty noted that the school's approach, tying education directly to verified industry 
needs, aligns closely with the purpose of the Workforce Development Council. He emphasized 
that programs are not added for tuition revenue alone, but only when employer demand and 
student benefit can both be demonstrated. 

Agenda Item 3 - Introduction of Guest Panelists – Marine Industries Sector: Christina Coble, 
Business Services Manager, explained that the meeting was transitioning to a panel discussion 
featuring a cross-section of representatives from the local marine industry, convened to shed 
light on the sector's significance and dynamics in the Treasure Coast region. 

 
Christi Shields, Workforce Readiness Taskforce Chairperson,  Introduced the panel participants and their 
industry roles: 

 Jennifer Hendry – Regional HR Manager, Saltwater Malibu Boats
 Kevin Kates – Owner, Rock Solid Yacht Services
 Robert McKean – Executive Director, Marine Industries Association of the Treasure 

Coast (MIATC)
 Erica Navarro, Director of Human Resources, Derecktor Boats

 
Agenda Item 4 - Labor Market Information - Marine Industries Sector: 
Christina Coble, Business Services Manager, stated that the Treasure Coast is home to one of 
the most robust marine industry clusters in the country. The boatbuilding industry in the region 
has grown significantly over the last decade, making it the third largest manufacturing region of 
recreational boating in the U.S., with more than 20 boat and parts manufacturers stretching from 
Martin to Indian River Counties. 
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The economic impact is substantial. Florida leads the nation in boating activity. Florida generates 
$27.2 billion in recreational boating economic activity and supports 109,000 jobs — a 33% and 
19% increase respectively from 2018. 

 
Agenda Item 4 - Discussion of Talent Pipeline in Transportation and Logistics - WRT Members 
and Guest Panelists: 
Christi Shields, Chair, explained that the Workforce Readiness Taskforce meeting brought 
together education providers, business owners, and economic development leaders to further 
discuss marine industry career pathway programs, training initiatives, and recruitment efforts 
targeting diverse populations. 

 
Ms. Shields opened the conversation by reiterating that marine and boating activities are very 
popular here on the Treasure Coast. As a result, she asked how we can leverage that popularity 
to attract those with a marine interest to work in the industry? 

 Aligning Passion with Career Opportunity - Jennifer Hendry opened the discussion by 
stressing the importance of connecting people's passion for boating and the outdoors 
with real career opportunities in the marine industry. She noted that many current 
employees, including her company's VP of Operations, began elsewhere in the industry 
and advanced through internal promotions. She encouraged outreach efforts that show 
prospective employees how their love of fishing and boating can translate directly into a 
meaningful, growth-oriented career.

 Partnership, Awareness & Cross-Industry Skills - Jen Williams of the Treasure Coast 
Builders Association (TCBA) Charitable Foundation highlighted the strong overlap in 
skilled trades across marine, construction, electrical, welding, carpentry, and automotive 
industries. She referenced TCBA's annual "Trades & Construction Week" as a proven 
awareness model and invited marine industry partners to participate in career fairs or 
hands-on demonstrations. She emphasized that students, particularly young women, are 
often unaware that trade careers are an option, and that collective, community-wide 
outreach is essential to changing that.

 Attracting Students at Career Fairs - Erica Navarro acknowledged that while her 
organization participates in career fairs, the challenge lies in drawing students to 
unfamiliar booths. She noted that students gravitate toward recognizable names, making 
visibility and creative booth engagement critical. The group agreed that interactive 
displays and tangible items such as tools help attract attention.

 Digital Outreach & Youth-Focused Content - Robert McKeen of MIATC introduced the 
association's new YouTube initiative, the Pelly Campaign, featuring an AI-animated 
character designed to make marine industry content more accessible and engaging for 
younger audiences. He noted that traditional presentations and facility tours have limited 
impact with today's youth and that short-form, entertaining digital content is a more 
effective channel. The channel can be found by searching MIATC_Pelly on YouTube.

 Building Early Workforce Pathways
John Haggerty raised the broader issue of career guidance timing, noting that students 
have long been steered toward four-year college programs. He recommended 
introducing skilled trades and workforce options no later than sophomore or junior year 
of high school — mirroring the timeline of college-track planning — so students can 
make informed decisions early. He emphasized this is an actionable near-term step that 
can meaningfully address the long-term workforce gap in the marine industry. 
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Key Takeaways: 

 Explore collaboration between marine employers and TCBA's Trades & Construction 
Week

 Develop more engaging career fair strategies with hands-on, visual displays
 Promote MIATC's Pelly YouTube campaign as a digital youth outreach tool
 Advocate for earlier introduction of trade pathways in high school curriculum (by 

sophomore/junior year)

Ms. Shields stated that we all know that everyone is in competition for talented, skilled 
employees across all of the trades. And the marine industry. So, is there a way to pull those 
individuals from other industries, automotive, aviation, manufacturing, that have some 
transferable skills that could be used in the marine services? 

 
Robert McKeen opened discussion on how the marine and broader technical industry 
workforce is affected by economic cycles, and hiring from adjacent industries & transferable 
skills. Key points raised: 

 The marine sector boomed during COVID as consumers sought socially distanced 
recreation, driving high demand for boats.

 As interest rates and fuel costs rose post-COVID, demand softened, leading to a 
contraction in the marine market, though not to crisis levels.

 Workforce mobility across marine, aviation, and manufacturing is common. Skilled workers 
(machinists, painters, technicians) move between sectors based on which is strongest.

 Mr. McKeen cited examples of hiring machinists from Piper Aircraft and losing painters to 
Pursuit, illustrating natural cross-industry flow.

 The Treasure Coast's technical workforce is described as a shared, shallow pool across all 
industries, the challenge is making the pool deeper, not competing for the same people.

 The goal: build a larger pipeline of applicants rather than scrambling on job boards (Indeed, 
LinkedIn, etc.).

 
Erica Navarro and Jennifer Hendry discussed hiring candidates from outside the marine 
industry: 

 Candidates with construction, automotive, or aviation backgrounds are considered viable, 
the key is mechanical aptitude, ability to read drawings, safe work practices, and problem-
solving skills.

 Ms. Navarro noted that aviation-trained mechanics bring extreme meticulousness (driven 
by FAA regulations), making them well-suited for similar precision in marine work.

 Skills like DC power systems transfer directly from aviation to boating.

 A caution was raised about automotive hires: some struggle with the customer-service 
etiquette required aboard yachts (removing shoes, protecting surfaces with covers). 
Causing accidental damage to a vessel can cost thousands of dollars.

 The most important quality identified: ownership, taking personal responsibility for the 
quality and outcome of one's work.

 Hendry confirmed their company uses on-the-job training, pairing new hires with top team 
leaders. Mechanical aptitude from any background is welcomed.
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Kevin Kates shared challenges and strategies around retaining and leveraging veteran 
employees at Rock Solid (approx. 20–25 employees, ages 18–73): 

 A 60-year-old HVAC technician with 43 years of marine HVAC experience serves as a 
trainer, but the cost of having a senior technician in a teaching role instead of billable work 
is a financial challenge.

 A 73-year-old employee with an extraordinary career spanning Vietnam helicopter pilot, 
Learjet, Hatteras, and Marine Max holds unparalleled institutional knowledge. He is 
reluctant to retire and selective about whom he mentors — shutting down trainees who 
don't meet his standards.

 Mr. Kates described the situation as a "minefield", balancing legal/HR considerations, 
financial viability, and the desire to retain irreplaceable knowledge.

 His workforce's sweet spot is technicians aged 35–45: established, stable, and lower 
turnover than younger workers.

 
Mr. Kates stressed that employee retention coincides with culture, loyalty & appreciation. 

 Saying "thank you" costs nothing but carries significant value in building employee loyalty.

 Managers who have done the work themselves — the dirty, the clean, the hard — earn 
credibility and trust with their teams.

 The business is not the owner; the business is the employees. Recognizing this openly 
with staff reinforces their importance.

 Retention is driven by a bi-directional sense of loyalty and trust, not only compensation, 
though pay matters.

 Sharing tribal knowledge and actively teaching, rather than hoarding expertise, 
strengthens the organization.

 
Key Takeaways: 

 The Treasure Coast technical workforce is a shared, limited pool. All industries benefit 
from growing it collectively rather than competing for the same candidates.

 Transferable skills (mechanical aptitude, problem-solving, safety awareness) matter 
more than industry-specific background for entry hiring.

 Customer-care culture (particularly aboard yachts) is an important and often overlooked 
hiring filter.

 Mentorship from veteran workers is a strategic asset, but monetizing and scaling it is a 
real operational challenge.

 Retention comes down to: fair compensation + genuine appreciation + trust + a sense of 
ownership and belonging.
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Ms. Coble closed the meeting by thanking the panelists and guests for their participation. While she 
expressed disappointment in the lower-than-usual attendance, she noted that the discussion had been 
particularly informative, more so than some previous sessions focused on other industries. 

She invited panelists to join the quarterly meeting series on a permanent basis, noting that the 
meetings rotate focus across different industry sectors but also feature outside speakers on topics 
such as workforce development and talent pipelines. Ms. Coble emphasized that attendees from 
various industries often find value in the discussions regardless of the specific sector being highlighted, 
as many workforce challenges and solutions tend to cross industry lines. 

 
With no further items to discuss, Christina Coble adjourned the meeting at 9:03 p.m. 

 

 
BOARD STAFF CERTIFICATION 

I hereby certify that these minutes reflect the proceedings of the Workforce Readiness 
Taskforce. 

 
 
 
 
 

 

Christina Coble Date 
Board Staff 
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Primary Workforce Challenges in Manufacturing 

The panel discussed that the industry faces two critical staffing issues that create ongoing 
operational difficulties. 

 Challenges in finding and retaining skilled workers in manufacturing. 
 The impact of local economic conditions on workforce readiness and 

employment opportunities. 
 

Talent Acquisition and Retention Strategies 

Shannon Armstrong raised the challenge of enhancing talent acquisition in different regions. 
Jamie Duplantis shared insights from his diverse industry experience, advocating for early 
engagement through initiatives like summer internships and stressing the importance of 
leadership development for employee retention. Enrico Mattiazzi added that their current 
challenge lies in defining talent, focusing on soft skills and the desire for growth rather than 
just technical competencies. 

Updates on Internship Programs and Student Opportunities 

Aliesha Seitz provided an overview of the Career Technical Education programs in St. Lucie 
Public Schools, emphasizing the diverse opportunities available for students, including pre-
apprenticeships and dual enrollment programs. She shared the success story of a student who 
is now pursuing a degree in mechanical engineering and is seeking internship opportunities, 
underscoring the importance of community involvement in these initiatives. 

 
Workforce Challenges and Training Initiatives 

Al Guzman shared his experiences as a Training and Development Manager at Piper Aircraft, 
noting the difficulties in attracting and retaining skilled workers. He pointed out that many 
applicants are unprepared for manufacturing jobs' physically demanding and compliance-
heavy nature. Additionally, he mentioned the impact of housing and transportation challenges 
on employee attendance and job retention. 

 
Internships and Workforce Challenges 

Shannon Armstrong shared insights on the internship program at Pursuit, noting that each 
intern posting attracted over 150 applicants. While she expressed excitement about hiring local 
talent, she also pointed out the considerable time and effort needed to train interns, which can 
be a burden on current employees. Additionally, she mentioned the difficulty in convincing 
business unit leaders to take on apprentices due to their existing workload. 
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Addressing Life Skills and Workforce Readiness 

Shannon Armstrong emphasized the lack of life skills among new entrants to the workforce, 
attributing part of the issue to the impact of COVID-19 on education. 

 
Christina Coble mentioned that local school districts are making efforts to incorporate soft skills 
into their curricula, although the results will not be immediate. 

 
Lana Barros raised questions about the transferability of skills taught to interns and the need 
for better connections between industry and educational programs. She stated that Career 
and Technical education leaders recognize a critical disconnect between student preparation 
and industry expectations. 

Career and Technical education programs need direct industry input to incorporate both 
technical skills and workplace behavioral expectations into curricula, ensuring graduates 
understand "real-world" professional standards before entering the workforce. 

 
Summer Internship Program and Community Collaboration 

Jamie Duplantis pointed out the need for collaboration among HR representatives and 
community partners to enhance workforce readiness. 

 
Anita Fischer provided an overview of a summer internship program involving nearly 30 
employers and 51 high school students, noting the unique support of personal career coaches 
for each student. She also mentioned the engagement of parents to foster a supportive 
environment at home and how important the role of internships and partnerships between 
businesses and educational institutions are. 

 
There are promising solutions and partnerships. Several strategic approaches show potential 
for addressing these retention challenges. The partnership between the Economic 
Development Council (EDC) and the Boys and Girls Club for summer internships represents a 
proactive investment in future workforce development. While current regulations prevent 
hiring 16–17-year-olds immediately, early exposure to manufacturing careers could yield 
substantial returns by building local talent pipelines and community connections that 
encourage workers to remain in the area long-term. 

Workforce Readiness and Perceptions of Manufacturing Careers 

Enrico Mattiazzi highlighted the need for industries to attract young talent by demonstrating 
that manufacturing careers can be rewarding and engaging. He pointed out that the modern 
manufacturing environment vastly differs from previous decades. 
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Al Guzman shared his observations that young workers often come in with high expectations 
shaped by social media, only to find the reality of the job less glamorous than anticipated, 
leading to frustration and a desire to leave. 

 
Workforce Development Initiatives and Community Engagement 
Aliesha Seitz discussed the growth and opportunities in workforce readiness, urging 
businesses to engage with students to overcome misconceptions. Career and Technical 
education programs need direct industry input to incorporate both technical skills and 
workplace behavioral expectations into curricula, ensuring graduates understand "real-world" 
professional standards before entering the workforce. 

Christina Coble discussed the manufacturing boot camp in Indian River County, where high 
school students are learning employability skills and touring local manufacturers. Both 
speakers stressed the importance of building connections between businesses and 
educational programs. 

 
Manufacturing Workforce Challenges: A Comprehensive View from Piper Aircraft: 
Al Guzman shared the following workforce development perspective. Drawing from military 
aviation experience, Piper Aircraft has developed insights into the complex, interconnected 
nature of manufacturing workforce challenges. Despite successfully transitioning skilled 
military personnel into aircraft manufacturing roles, the company faces significant obstacles in 
developing local talent pipelines. 

 
Expectation Misalignment and Geographic Barriers 
New manufacturing workers often arrive unprepared for the industry's demanding realities. 
Many lack exposure to manufacturing’s fast-paced, compliance-heavy environment and 
underestimate the physical demands. This expectation gap creates immediate retention 
challenges, compounded by practical barriers including housing affordability and 
transportation limitations. Employees commute from as far as Stuart and Melbourne to Vero 
Beach, creating financial strain that contradicts their income expectations and impacts 
attendance reliability. 

 
Training Program Development and Career vs. Job Mentality 
Piper has invested in comprehensive training programs that convert unskilled local workers 
into aircraft manufacturing specialists, leveraging military training expertise. However, success 
requires shifting the worker's mindset from job-seeking to career-building. The company 
emphasizes that while jobs are plentiful, careers require mutual investment between employer 
and employee. 
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Leadership Development as Retention Strategy Summary 
Beyond technical training, organizations must prioritize developing leadership, supervisory, 
and management skills. This addresses both the second shift staffing challenges and broader 
retention issues. Effective employee engagement requires more than competitive 
compensation—workers need strong leadership, peer support, and clear career development 
paths. Companies must model the behaviors they expect and create environments where 
employees have compelling reasons to stay beyond financial incentives. 

The key insight is that retention strategies must combine early community engagement, 
comprehensive leadership development, and workplace cultures that provide meaningful 
career progression opportunities rather than relying solely on competitive compensation 
packages. 

 
Adjournment: 
With no further items to discuss, Christina Coble adjourned the meeting at 9:06 a.m. 

 

 
BOARD STAFF CERTIFICATION 

I hereby certify that these minutes reflect the proceedings of the Workforce Readiness 
Taskforce. 
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