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INTRODUCTION

NEVER WASTE A CRISIS

Congratulations! If you're reading this, you are probably part of that small group of business leaders
who have survived (at least so far) the greatest recession in over twenty-five years. That's the good
news. The bad news is that your competitors are also reading this. They're survivors too, and when
things turn around, they will use what they’ve learned during this down economy to try to put you
out of business. Smarter and more capitalized, they’ll be seeking the chance to grow at a record pace
by taking advantage of what in many cases is a smaller commercial landscape.

What have you learned? What are you going to do differently in the future? A friend of mine who
works for an international aluminum smelter told me that every Friday for most of 2009, corporate
headquarters had a conference call with all their plants to announce which ones were closing. Every
week, he sat on that call and held his breath knowing that his plant could be the next one on the
chopping block. Fortunately for him, that didn't happen, and out of his pain came a valuable
revelation, which you'll discover in the pages ahead.

Never in any of our careers has there been a better time to consider new ways to operate our
businesses and, in my context here, to consider new workforce concepts and partnership models.
Never has there been a better time to pursue these ideas with a“no sacred cows” mentality.

For thirty-seven years, our company, MAU, has helped local, national, and international organizations
change the way they manage, analyze, and utilize their workforce. Since | joined the company in
1978, we have provided employment opportunities for more than 500,000 people domestically and
globally, from the janitor to the president, for a day, a week —or forever.

From this vantage point, | have accumulated over three decades’ worth of proven solutions for
transforming companies and making them more competitive, many of which | propose in this book.
Although manufacturers make up my target audience, if you're an executive in any type of business,
you'll find plenty of meaty ideas to chew on.
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Some of them might seem radical—too much of a departure from your old business blueprint—but
| guarantee that if you take the chance and implement at least one new concept, your future will be
the better for it.

| begin with a history of the American workforce and then move into the specific ways you can
redesign your business to position it for success in the twenty-first century. You'll find insights and
practical tools, including a number of graphs, diagrams, and process flowcharts that you can quickly
modify to fit your needs.

Companies differ in many ways, from their products and services to their cultures, yet they all have
two things in common: (1) a set of defining characteristics—those that distinguish them from their
competitors; and (2) the “other stuff”—the functions, processes, and responsibilities that have little to
do with what an organization is known for but still absorb a great deal of time and resources.

I hope this book will inspire you to take a serious look at both areas and change the way you manage
your business. Further, I'd like to challenge you to consider new strategies to ensure that you
disproportionately benefit from the anticipated upturn in the economy.

And when times do improve—when the layoffs, plant closings, and bankruptcies are behind us—put
what you learned to good use. Indeed, remember to follow a favorite maxim of mine: “Never waste a
crisis.”

4 N
( Click here to view a video of Randy discussing this topic:
http://ow.ly/6StXu
C Click here to read in-depth case studies that show how MAU
\K Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n
\ J
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CHAPTER ONE

HOW GOOD IS GREAT?

Golf professional Kenny Perry was leading the 2009 Masters Golf Tournament in Augusta, Georgia, on
the final day with two holes to go. At age forty-eight, he had worked all his golfing life for this
moment: a chance to win a major tournament. His second shot on the seventeenth hole ended up on
the back fringe of the green, leaving him a difficult but very playable chip shot. Unfortunately,
though, his next shot landed too far from the hole for him to make par. He bogeyed instead, a
one-stroke mistake that ultimately cost him the championship.

During an interview later, a reporter asked Kenny what happened on hole seventeen. He said
something to the effect that really great players would have made the shot, so maybe he wasn't that
great a player. | have to admit that his words saddened me. Here was a dedicated, longtime
professional questioning his abilities. He had made it to the big dance, to the pinnacle of his career,
and yet he'd failed.

| believe we can learn something from Kenny Perry’s experience: just like great people, great
companies can fail—even at the height of their success. Businesses can go under for a variety of
reasons, but | predict that in the future, those achieving longevity will be run by leaders who
understand they cannot be great unless every position in the company is being managed with
excellence, from the janitor all the way up to the CEO.

| encourage you to begin exploring the “what ifs” of your company. I'd like to unlock your thinking to
consider how you can better focus on the parts of your business that will ensure long-term success.

4 N\
a Click here to view a video of Randy discussing this topic:
- http://ow.ly/alySb

Click here to read in-depth case studies that show how MAU
(:)\ Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n
g
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TAKEAWAY

‘!7 Past greatness does not gurantee a
company’s future.

‘!; In the years to come, thriving
businesses will know how to manage
every part of their organization with
execellence.

‘? The most successful executives will
concentrate a majority of their time
and resources on what will keep their
companies growing and prospering in
the decades ahead.
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CHAPTER TWO

IT COULD HAPPEN TO YOU

Ray Meads was the VP of Butler Manufacturing, a division of the Pisces Group. He had risen swiftly
through the ranks of this international giant by taking advantage of the parent company’s financial
strength as it acquired competitors, which in turn provided him greater opportunities.

This climb had continued for two decades, and now at the age of forty-five, Ray was beginning to
realize that he had been blinded by the intoxicating pace and rewards of his corporate ascension.
Although what he had been doing for years in building new plants and rolling up competitors had
undoubtedly proved successful, something had changed along the way.

In the current marketplace, he needed to evaluate how his business model had eroded. You see, Ray
had been reading from the old labor blueprint from which many other executives are still reading
today. They keep doing things the same way, sticking to their knitting. After all, it’s always worked in
the past.

Yes, Ray had contracted out the low-hanging fruit of standard corporate functions—security,
janitorial, trucking, food service, and landscaping. But inside the plant, where his products were
made, lived the sacred cows: the full-time employees who managed the manufacturing and support
processes. Occasionally, Ray called in a small percentage of temporary help for peaks and special
projects. However, in the end, he was absorbing the impact of the long-term, fixed labor costs of his
plants. Even after driving down his inventory and raw material costs as far as he could, he was
becoming less competitive not only with his rivals but also with his own company’s sister plants.

Ray needed to find a partner with some new ideas—and he didn’t have much time.
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Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n
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TAKEAWAY

‘!7 Have you made many business
changes over the years but found your
market still slipping?

Are you constantly making excuses to
avoid addressing the high price tag
and inefficiencies of your full-time
regular workforce?

Are you afraid to eliminate any of your
sacred cows?
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CHAPTER THREE

THE CORPORATE FAMILY

What a great country the United States is. Early business pioneers perhaps understood this best—the
Rockefellers, Carnegies, and Fords. They participated in the U.S. manufacturing transformation that
would ultimately produce more than one-third of all global industrial output.

Between the late-eighteenth and early-twentieth centuries, America gave birth to many of the
world’s most successful companies. From these came second-, third-, and fourth-generation
international entities and spinoffs. In most of these organizations, everyone worked for the
“Company”: one big, happy “Family” of full-time regular employees—the janitors, cafeteria workers,
security guards, groundskeepers, drivers, managers, and CEO. They all belonged to the Family and
they all received a paycheck from the Company. According to this Patriarchal Workforce Model,
people expected to stay with one organization until they retired—or died.

Patriarchal Workforce Model:
A big Family of full-time regular employees working
for one Company their entire lives.

Over time, many of the Family members grew dissatisfied, maybe because of too much perceived or
actual corporate greed, too much concentration of power and money, or too much employee abuse.
Eager to improve their situation, some of these disenfranchised workers sought the help of an
outside partner: the union.

Unionized companies provided higher pay scales and rich benefits, including health care and
generous retirement programs (which eventually became too generous). Whether or not you
support unions, you can't question their significant influence on wages and benefits throughout the
marketplace, since even the nonunion companies copied from union playbooks. In many cases, they
did so just to make sure they kept the unions out. Although businesses didn’t particularly like the
situation, corporate profits were soaring, and there seemed to be enough money to go around for
everyone.

www.thebirthofanewworkforce.com Page 10




With its static full-time workforce, the Patriarchal Model offered no buffer against changing business
conditions, seasonality, or market fluctuations. Consequently, as figure 1 illustrates, companies found
themselves overstaffed when their production levels dropped and understaffed when they rose, but
never perfectly balanced with the right number of employees.

When production decreased, management had to decide whether to let go of employees or carry the
fixed cost. A few industries could afford to keep workers when business conditions did not justify
doing so, but most companies had to let them go, a step they were very reluctant to take. Not only
did layoffs increase their unemployment insurance taxes, but they also tarnished their reputation as

an employer, consequently affecting their ability to recruit the best talent in the future. Furthermore,
layoffs opened an employee wound for which unions provided emotional salve.

Figure One: Patriarchal Workforce Model
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On the other hand, when production ramped up faster than expected, organizations had to hire new
personnel or work overtime. But hiring put pressure on the company to recruit, interview, select, and
train totally new people—a long, expensive process to undertake to meet an immediate,
unpredictable need. And working overtime not only increased the cost of the product but also led to
decreased efficiency as employees put in longer hours.
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So the Patriarchal Workforce Model saddled employers with having to make ongoing difficult
decisions on over- and understaffing. In hindsight, we can see that this premium-priced family
workforce offered very limited business flexibility and led to an ever-growing debt that was too far off
to see but was real nonetheless. Today, such debts have come to be known as employee legacy costs.

4 I
( Click here to view a video of Randy discussing this topic:
http://ow.ly/6SufD

—~ Click here to read in—-depth case studies that show how MAU
- Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n

TAKEAWAY

According to the first labor blueprint, the
Patriarchal Workforce Model, people assumed that
they’d be working for one company for their entire
lives.

Huge corporate profits masked the escalating
compensation and benefit costs that were
generating a long-term employee legacy debt.

Having only a static labor force at their disposal,
employers had no effective staffing solutions for
marketplace expansions and contractions.
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CHAPTER FOUR

THE 1970s BRING FLEXIBILITY

During WWII, millions of men left their jobs to serve their country, creating huge gaps in the
workplace that had to be filled. This labor shortage planted the seeds of what we today refer to as the
temporary staffing industry, which responds to businesses needing workers. By the 1970s, most large
corporations had a growing dependency on such help for special projects and seasonal peaks, often
utilizing twenty, fifty, one hundred, or even thousands of people.

This approach, known today as the Staffing Workforce Model, turned out to be a good one (see
figure two). Companies could strategically balance labor needs and production levels by bringing in
workers when they needed them and then letting them go when they did not—something they
couldn't easily do with their own fulltime employees. Organizations could now convert a historically
fixed labor cost to a variable one while shifting liabilities for unemployment, EEOC matters, benefits,
and worker’s compensation to a third party.

Staffing Workforce Model:

Full-time employees combined with a flexible
workforce consisting of temporary and contract
workers, co-ops, and interns.

Along with the practice of using temporary help came the increased reliance on contracted services
to manage the lowskilled tasks, like cutting the grass, serving the food, cleaning the toilets, and
guarding the front door. Although there was some internal political push back against eliminating
these historically full-time jobs, everyone agreed that outside suppliers could provide these services
cheaper and better.
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At the same time, colleges and universities were offering another flexible workforce solution: co-ops.
These programs allowed larger companies to rotate students through their organizations, sometimes
for several years, and provide work experience for them. In many cases, this group of students
became the future hiring pool. Co-op programs provided some variability in staffing, but for the most
part, they were unmeasured, loosely administered, and wasteful.

Global businesses turned to yet another workforce option: internships. Organizations frequently sent
young prodigies from the homeland to one of their locations in another country to represent
corporate interests while providing that future star a taste of international business. But like their
approach with co-ops, most companies failed to develop a methodology for measuring internships
to identify the true return on investment.

Figure Two: Staffing Workforce Model
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Tremendously helpful, the Staffing Workforce Model introduced business leaders to the concept of
using outside contractors and services to better manage their companies and respond to changing
market conditions.
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TAKEAWAY

The seeds of the temporary workforce were
planted during WWII.

Maturing in the 1970s, the Staffing Workforce

Model combined full-time employees with a
flexible workforce consisting of temporary and
contract workers, co-ops, and interns.

Companies could now balance labor and
production levels while converting some of the
fixed labor costs to variable ones and mitigating
employee liabilities.
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HIDDEN COSTS OF TEMP WORKERS

During the early days of temporary staffing in the 1960s and ‘70s, most companies turned to this
option on a short-term, project, or seasonal basis only. As they started to increase their number of
temporary workers, the enormous cost savings caught the attention of the number crunchers. Before
long, some “temporary” jobs were lasting two, three, or five years, and others would end only if the
business folded.

Organizations began viewing this labor expense as a commodity, listing it as a line item on the
corporate profit and loss statement. Subsequently, the responsibility for it shifted from HR to the
purchasing department with two goals in mind: obtain the lowest price and the most extended
payment terms.

Companies could now finance what originally was a statutory, fixed payroll cost as a variable one.
Instead of having to accommodate government-mandated payroll timetables for their full-time
employees, a business could stretch out that payment to a temporary staffing vendor for thirty, sixty,
ninety, or more days.

Some of the savings in using temporary workers were staggering. The fully loaded bill rate of a
staffing provider was often one-half—sometimes even one-quarter—of the company’s fulltime pay
rate alone, and the savings in benefit and statutory costs were typically 30-45 percent on top of that.
So it’s easy to understand why the number of temporary workers continued to swell and why
businesses increased this group as a percentage of their overall labor force.

Eventually, companies sought to leverage this expense even further by bundling regional,
nationwide, and global staffing contracts. Typically, the firm offering the cheapest hourly bill rate won
the business. Because 80 percent of every hourly bill rate for temporary services was (and still is)
directly related to the employee’s wage, higher pay rates translated into higher bill rates, and lower
pay rates translated into lower bill rates. Companies wanted the cheapest bill rate, so
temporary-worker wages were steadily suppressed over time. Number crunchers squeezed all they
could out of the Staffing Model, even beating down competing staffing suppliers to the final pennies
that separated their respective hourly bill rates.
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This practice of applying cookie-cutter, commodity pricing to people comes at a huge cost. As the
temporary staffing industry matured, the typically large disparity in pay between full-time regular
employees and temps gave rise to a wide gap in the quality and dedication levels between the two
types of workers. Let’s face it: if you're making half the wage of the person sitting next to you who is
performing the same job, will you have the same degree of commitment?

Out of this scenario emerged a two-class employee system. Class one consisted of well-trained,
full-time, and stable employees who enjoyed market-based pay and competitive benefits. Tenure
and loyalty in this group were strong.

On the other hand, members of class two—the temporary class—had quite the opposite experience.
Their wages were as low as procurement could negotiate them, and their benefits were likewise few,
if any. So, as you would expect, when compared to class one, this group exhibited much different
characteristics in the workplace:

e LOWER MORALE

* HIGHER ABSENTEEISM

* GREATER TURNOVER

* LESS EFFICIENCY

e POORER WORK QUALITY

Well-meaning purchasing and finance departments were tasked with saving money on what
companies paid for the hourly bill rate, but they didn’t realize that their businesses were becoming
less efficient. More labor hours were required to get the same amount of work done, largely due to
exorbitant turnover and absenteeism, as well as constant retraining. It was not unusual for temporary
annual turnover to average 200-400 percent on large staffing projects and for absenteeism to reach
as high as 35 percent. Could you run a company like that?

Because temporary workers affected the quality and efficiency of operations, their true cost went far
beyond the hourly bill rate. Although the number crunchers saved a few cents per hour negotiating
that rate, production was absorbing 10-20 percent more in labor hours for completing the same
amount of work. They were unknowingly penny wise and dollar foolish.

The impact of these liabilities on quality, delivery, and waste was the hardest to measure. Because no
one was factoring these variables into the hourly bill rate, companies had no clue what it was really
costing them to use a temporary workforce.
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Temp-to-Perm Hiring Model:
A full time workforce drawn almost exclusively from a
pool of low paid temporary workers.

At this time, businesses began adopting another often misaligned staffing approach: the
Temp-to-Perm Hiring Model. To illustrate, let’s say for a particular job, temporary workers were paid
$7 an hour and their full-time counterparts were paid $14. When a position opened up, the easiest
way to fill it was to grab John or Mary “Temp”— someone with a proven track record—and plug him
or herinat $14 an hour.

Before this practice took hold, the same company would have placed an ad in the newspaper.
Instead, hiring managers made their selection from the temporary workforce, paying a $7-an-hour
worker $14 an hour when they could have hired the same person for possibly half that amount. What
caliber of worker could they have gotten for $14 an hour had they gone into the marketplace? By
taking the easy route, they inadvertently weakened the quality of their workforce.

Those organizations still using this model exacerbate the problem when they fail to set their full-time
hourly pay rates to a true market valuation. If the job in the above example is actually valued at $10
an hour, but you're paying the full-time employee $14 and the temporary worker is earning $7, you
have a problem. You're substantially overpaying your full-time employees (who are by now far less
efficient than they were during their first year of employment), and at the same time, you aren’t
paying enough to attract the highest-quality temporary workers.

If you continue to hire from your temporary pool, you must be willing to pay more and move closer
to the job's fair market value. If you choose not to do so, in the long term, you will dramatically reduce
your competitive edge derived through your workers.
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Click here to view a video of Randy discussing this topic:
http://ow.ly/6SuoG

Click here to read in-depth case studies that show how MAU
Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n

TAKEAWAY

While companies have realized tremendous cost
savings by utilizing a temporary workforce, they
have unknowingly forfeited many of those savings
in wasteful, unmeasured ways.

Over time, the compensation and benefit gap
between temporary and full-time workers has
widened.

You must determine a current market valuation of
wages and benefit scales for both temporary and
full-time workers, especially if you hire from the
temporary group.
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PAYING THE PIPER

In the twenty-first century, as the global marketplace has continued to expand, executives have felt
increasing competitive pressure to improve their financial performance. The employee legacy costs
we discussed in chapter 3 are finally coming home to roost and things have gotten ugly. Some of the
Family members are feeling like redheaded stepchildren as they lose benefits, job security, and—in
many cases—their actual job. Indeed, in desperation, companies have reacted with solutions like
these:

e SLASHED RETIREE BENEFITS

e REDUCED WAGES

e CUT-TO-THE-BONE LAYOFFS

e PENSIONS REPLACED BY 401(K)S
e EMPLOYEE BUYOUTS

¢ INVOLUNTARY SEPARATIONS

Perhaps the biggest change has come in the area of health care benefits—and more changes are on
the way in 2014. What typically started with co-pays and higher deductibles has deteriorated into no
medical insurance at all.

Without a doubt, executives and business owners will—and must—continue to inflict tremendous
pain on their full-time employees for some time to come. | call this period the “great legacy

unraveling.”

What has happened to cause these Family-friendly, too-big-to-fail corporations to take such drastic
steps?

« New global competitors have less expensive, more efficient labor and business models.
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« Western businesses have allowed the cost of many jobs— hourly, exempt, and nonexempt—to
exceed their bottom-line value. They are paying too much!

« Maybe most importantly, although companies are correctly attacking costs in relentless fashion,
they still focus too much time on nonessential business functions and processes.

To its credit, the Staffing Workforce Model addresses some of these business issues. As figure two on
page 15 indicates, organizations can operate with a fluid, low-cost—yet less stable—flexible
workforce while still maintaining a static, stable—yet high-cost —full-time one. This is a good
approach but offers only a partial solution.

Now don't get me wrong: | believe in the temporary help industry. In fact, MAU is one of the largest
independent providers of such help. But we're especially eager to work with customers who will talk
with us strategically. Once we understand a company’s goals, business model, and specific functions
and processes, we can discuss the different types of workforces that would be most cost-effective,
efficient, and qualitatively sound.

Unfortunately, up to this point, too many business leaders haven't experienced enough discomfort to
make them look inward and implement such long-term, strategic workforce changes. As we emerge
from the current recession, | believe that now might just be the time.

(:K Click here to view a video of Randy discussing this topic:
http://ow.ly/6Surij

Workforce Solutions has positively impacted manufacturers through

C)\ Click here to read in-depth case studies that show how MAU
temporary staffing: http://ow.ly/6Sx2n
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TAKEAWAY

Employee legacy costs, once a speck on the
distant horizon, have grown proportionally too
large for today’s businesses to ignore.

By failing to look at their workforces strategically,
companies have become less competitive in the
global marketplace.

Although the Patriarchal and Staffing models were
once effective, their incomplete designs, combined
with the economic crisis, are insufficient alone to
address the complex needs of
twenty-first-century businesses.
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A NEW BUSINESS BLUEPRINT

Recently, | talked with a friend of mine who is an executive with a successful Tier 1 international
automotive supplier. At each of the eight plants he oversees, the normal business model is in place:
manufacturing, finance, engineering, IT, administration, purchasing, quality, logistics, and HR.
Actually, one of the functions | mentioned above—manufacturing— is a misnomer. You see,
although his company does manufacture automotive products, each of his plants is only responsible
for assembling them. In other words, the product is made elsewhere and then shipped to each of the
plants for final assembly and just-in-time delivery to an OEM.

| told my friend about my frustration with executives who were reluctant to take a fresh look at their
businesses and get to their real core. Why didn’t they spend more time identifying and focusing on
those activities that would differentiate their companies and make them more competitive?

| went on to say, “Frank, you're responsible for a number of plants across North America, and they'’re
doing a great job of assembling products for your customers. But in my opinion, all your facilities do
nothing but noncore work. The incredible overhead you've maintained all these years adds no value
to your product—they are assembly plants, for crying out loud.” He responded, “I suppose what
you're saying is true, Randy. Maybe we just keep reading the same old business blueprint we've been
using for years, assuming that it's the right thing to do.”

Executives don’t question their own business models for a variety of reasons. They might be unaware
of other options or worried that if sweeping change occurred, their position would be affected. What
if their whole division or department were outsourced to a third-party specialist?

I've decided, though, that most leaders don't engage in new strategic thinking because they're just
too busy to squeeze in another project, especially one that would necessitate overcoming the
tremendous inertia of their company’s old blueprint.
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Click here to view a video of Randy discussing this topic:
http://ow.ly/6Suxi

Click here to read in-depth case studies that show how MAU
Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n

TAKEAWAY

It sometimes takes an outside perspective to jolt
executives into shifting away from a dated,
inefficient model and toward a lean one centered
on value-added core activities.

For a number of companies, doing the same thing
year after year-despite a steady decline in the
marketplace- is better than risking the unknown.

Many leaders continue to follow their old business
blue-print because their packed schedules don’t
afford them the time to design a new one.
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START YOUR JOURNEY

A successful blueprint for companies competing in today’s global economy takes a strategic
approach to the workforce and seeks to reduce or eliminate the crippling long-term employee legacy
costs. According to this model, leaders focus all their time, resources, and creative efforts on their core
activities by outsourcing their noncore activities to third parties that focus on them as their core.

YOUR GREATEST VALUE

To tailor such a model to your particular needs, you must first identify and classify all the areas in your
organization. Begin the process by walking the floors of your company and jotting down the different
jobs, departments, and functions represented there. To aid in this exercise, Vvisit
http://www.mau.com/resources for a downloadable, interactive form you can use to quickly list
what you observe. | recommend evaluating one department at a time to make this initial step easier
on your schedule.

Job Title/Function ‘ Core Noncore
Noncritical

/\AMVN_’-—\'—A"
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When you've completed your plant tour, move down your list and mark off your core business
functions by answering the following questions:

« Which activities add unique value to your product or service and thereby differentiate you from your
competitors?

« What are you known for?
« What are your customers willing to pay you for?

« If you had only one company dollar to spend in the next five years, which activities would you invest
in to become more competitive?

To illustrate, | recently directed the last question to a group of senior manufacturing executives. |
discovered that although their products differed, the manufacturers agreed on what they had to
concentrate on to be more competitive. They chose four areas of investment:

@ EQUIPMENT AND AUTOMATION
@ SALES AND MARKETING

€ MERGERS AND ACQUISITIONS
O R&D AND INNOVATION

These executives also shared sound thinking. Regarding equipment and automation, manufacturers
in particular must continue to become more efficient, so they should focus their efforts on this area.
As far as sales and marketing are concerned, | believe that they are saying they have to get closer to
their customers—closer to what they want and require—and be totally in tune with them. Mergers
and acquisitions relate to the manufacturers’ requirement to increase their capital resources so they
can merge with and acquire competitors, and expand into new business segments. Finally, R&D and
innovation are crucial because manufacturers know that they have to get to the market first with new
and better products, and deliver tomorrow what today is unimaginable.
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If You Had $1
to Spend

Equipment Sales R&D
Automation Marketing Innovation

As you answer the questions above, turn to your colleagues for their feedback and insights, and
fine-tune your list. I've found that when executives finish identifying all their core functions for the
first time, they are often amazed by the low total. In fact, at an average manufacturing facility, as few
as 50 percent of the jobs and processes might belong in this category.

EVERYTHING ELSE

The remaining activities on your walk-through list are probably noncore and fall into one of two
subcategories: critical or noncritical. For purposes of definition going forward, the latter will refer to
activities that have little to do with the business itself but are necessary in some way, like the
janitorial, security, food service, and lawn-keeping tasks | mentioned in chapter 4. The reality is that
every company on the block has these types of needs.

The “critical” subcategory contains the remaining noncore jobs, those still handled in most cases by
full-time employees, such as HR, payroll, accounting, IT, and maintenance.
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Figure Four: Core/Noncore Analysis

Core/Noncore Analysis

Employment Processes

Supplier Management

Finance/Accounting

Your Core Program Management
Business Subassembly
Final Assembly

- Facility Maintenance
Janitorial Equipment and Automation

IT Function
Crounds Sales and Marketing

Cafeteria Mergers and Acquisitions

Packaging
Benefits
Security R&D and Innovation Logistics

Most of the items in both noncore columns are fair game for management by third parties that focus
on them as their core. The upshot is they can usually offer better, faster, and often cheaper options!

Although not conclusive, figure four provides other examples of what pertains to each of the three
descriptive areas. Beyond the low-hanging fruit of noncore-noncritical outsourcing, turn your
thinking toward noncore-critical business activities. The possibilities for outsourcing these are as
varied as the different types of companies and products sold. MAU has managed functions ranging
from the simple to the complex: logistics, subassembly, final assembly, fulfillment centers,
employment, raw material movement, and robotic cells.

As you'll see, this area provides the best opportunities for stretching your mind—and securing a
stronghold in the marketplace.
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Click here to view a video of Randy discussing this topic:

http://ow.ly/6SuAa

Click here to read in-depth case studies that show how MAU
Workforce Solutions has positively impacted manufacturers through

temporary staffing: http://ow.ly/6Sx2n
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TAKEAWAY

Take a hands-on approach to determining your

core and noncore business by walking the floors of
your plant and reviewing each function, process,

and activity yourself.

As few as 50 percent of your current jobs,
processes, and functions could be classified as
core.

Many noncore activities are candidates for

outsourcing to third-party providers, even though
they are currently staffed by full-time employees.
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IF TIME IS MONEY

How do you spend your time? We have only so many hours a day in which to accomplish our goals.
What we think about and act on every day directly affects the short- and long-term outcomes of our
businesses and careers.

Take, for example, an experience our company has had with a nonunion consumer products
manufacturer with which we have worked side by side for over thirty years. Together, we have
journeyed through almost all the changes and evolutions referenced in the previous chapters.

Historically, like many other nonunion manufacturers, our customer provided compensation and
benefits that were influenced by union scales. Consequently, they were plagued with high employee
costs for noncore jobs, resulting in labor expenditures far above market-based averages. This issue
became more problematic as these expenses exceeded those of some of their newer rivals. How
quickly could they erase the double-time, triple-time, and exorbitant salaries, along with benefit
packages, that enabled a material handler in the 1980s to earn $80,000 a year and an unskilled
worker to earn $55,000?

We worked together to identify their noncore-critical functions, and ultimately our company
assumed responsibility for managing many of them. In retrospect, we provided our customer with an
unforeseen benefit equal to or greater than the cost savings and efficiencies: we brought them focus.
Their managers had more hours in the day to concentrate on the parts of the business that would
make them more productive and profitable.

This customer continued to push the envelope by turning more and more noncore-critical functions
over to our company. Several years later, a top executive there told me that he had to rely on us to
perform with excellence so he and his team could continue focusing on their core processes every
day. In other words, he said, “We make paper, and | need to spend all my energy thinking about how
we can make a higher-quality product both faster and cheaper. | can’t afford to be distracted by other
areas. | need your company to take care of them.
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He went on to say he realized that he had just so much time in a day and that the things he thought
about would be those he improved upon. He didn’t want to figure out how to improve the way they
packaged, wrapped, sorted, or shipped his product, because he knew that other companies could
handle those functions better than his could. Being able to outpace his competitors largely
depended on innovation in product design and leveraged production capabilities. That was his new
focus!

It is intriguing to me how companies come to their awakening, their moment of
enlightenment—that point in time when they have perfect clarity about their mission, their reason
for being in business, and their uniqueness. Years later, this same executive was pressed in an open
business forum to explain how his company had identified which jobs, processes, and functions were
most critical. He could not have spoken more poignant words when he replied, “It's those jobs that
touch the paper.”How about that for clarity and focus?

At the same forum, the friend | mentioned in the introduction who waited anxiously for the Friday
conference calls was asked the same question. He gave a similar answer: “It is those jobs that touch
the metal’ Today, not only is his aluminum- smelting plant a survivor in the company system and
industry, but it remains a low-cost, top-quality, and high-efficiency leader. How have he and his team
achieved this distinction? In good part, their success comes from continuing to pinpoint which core
jobs and processes they should manage and invest in.

Thus, if you work in these two international companies and don't “touch the paper” or “touch the
metal,” then your job will likely be managed by a third party. The logic for doing so is simple: free up
the company’s talent and resources to concentrate on how to become more competitive.

Am | getting any clearer now? What is it that makes your business unique? Imagine if you had more
time to focus on your uniqueness every day. What if by outsourcing all your noncore responsibilities,
you could gain that freedom? What better investment can you make to ensure you stay ahead of your
rivals?

In the chapters ahead, | would like to direct your attention toward specific noncore-critical activities
that | believe most companies have not yet explored: the employment function, financial
responsibilities, program management, and facility maintenance. In most organizations, outsourcing
these areas will affect existing full-time jobs, and in some organizations, that translates into stepping
on sacred cows. Yet outsourcing is exactly what you need to do to improve your company’s
performance and take the lead in your industry.
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Spend Your Time?

How DO

-

~
(:)\ Click here to view a video of Randy discussing this topic:
http://ow.ly/6SUE;j
C Click here to read in-depth case studies that show how MAU
J\ Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n
J

TAKEAWAY

What you think about and act on every day affects
the short- and long-term outcomes of your
business and career.

Those companies that clearly differentiate
between their core functions and those they can
turn over to third parties will realize a competitive
advantage.

Business leaders must be willing to make difficult
decisions, which can include terminating full-time
employees - even those at the top.
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HR’S NEW BEST FRIEND

What could be more important than your role as gatekeeper of the culture and soul of your
company? Determining how to attract and hire the finest talent is one of the most critical business
decisions you'll ever make. And yet regardless of the hiring process you adopt, its greatest value to
your company occurs only during the final interviewing phase, when you and your team can look
candidates square in the eye and ultimately decide whether they are the right fit for your company.
The rest of the process is simply a means to an end.

For that reason, the employment function lends itself perfectly to outsourcing. This front-office
activity is not unique to any industry, and there are experts who possess greater skills, systems, and
efficiencies than any person or department within your organization. Why? Because that’s all they do
every day, 24/7. They ought to perform this task better, faster, and maybe even cheaper than your
company can.

Staffing and recruiting organizations exist to find temporary, contract, and full-time talent. Just as
you are dedicated to making your product and delivering your service, they are dedicated to bringing
you the right people at the right time and at the right price.

The Employment Function:

Any activity that touches the internal or external
movement of labor to accomodate changing
business demands.

With just one phone call, MAU can recruit hundreds of new workers for your company while you focus
on your core business. Recently, one of my board members shook his head in disbelief when |
presented a graph indicating we had hired 700 employees for a customer within a two month period.
He remarked that when his company had to hire only seventy people, it was enough to create
incredible stress and disruption throughout the entire organization.
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Many companies today are growing more familiar with Recruitment Process Outsourcing (RPO),
whereby a third party assumes responsibility for all their external recruiting.

This service becomes even more valuable when business leaders use it for outsourcing the entire
employment function: bringing in new talent (external movement) as well as relocating workers
within an organization (internal movement).

EXTERNAL MOVEMENT

An RPO solution for hiring external employees can give you a leg up on your competition by enabling
you to reach the talent first so you can make the job offer first. The measurement tools offered
through this lean and transparent system ensure integrity and efficiency in every step of the process.

External Movement:

The aquisition of external talent that will fit in one or
more of this jobs categories: full-time regular,
part-time, intern, co-op, contractor, temporary or
outsourced.

Without such a solution in place, many companies fail to fulfill their responsibilities when they turn to
a recruiting service. Looking for talent, they’ll call on such a business, which works quickly to send
them qualified resumes, but then they might take a week or longer to provide feedback. In that time,
the candidates have other interviews and receive job offers, and the process must start all over.

Companies often demand full accountability on the recruiter’s part but don't place the same
expectations on their organization, unknowingly paying the price in long-term vacancies and higher
recruiting costs. However, when the processes they are accountable for are held to a standard or KPI
(Key Performance Indicators), companies can improve their access to the best talent available—while
lowering their hiring expenses.

In a lean RPO system, every step is measured, process takt times are set, and accountability and
escalation plans are established for all parties involved. Everyone can view this real-time data on the
Internet and stay informed.

In a well-established RPO, MAU will submit a short list of qualified candidates for professional
positions to the customer in as little as three days. From there, if everyone stays in compliance, a new
employee could be starting in under six weeks—and that includes the two-week notice period. See
figure five for the typical steps performed during this process.
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Figure Five: External Recruiting Process Outsourcing (Sales & Marketing)
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HERE ARE THE MANY ADVANTAGES OF TRANSFERRING YOUR
EXTERNAL RECRUITMENT TASKS TO AN RPO PROVIDER:

ECONOMIC

+/ Reduce your recruiting costs 15-40 percent
+/ Convert fixed costs to variable ones

STRATEGIC

+/ Transform recruiting from a staff function to a strategic advantage
+/ Enhance the overall quality of talent and bench strength

OPERATIONAL
+/ Obtain Service Level Agreements (SLAs) based on metrics and quantifiable results

+/ Improve throughput and enjoy higher satisfaction levels with standardized, world-class processes
+/ Save time with a single point of contact to manage all your staffing and recruiting service providers

FLEXIBILITY AND SCALABILITY

+ Scale up and down as your business needs change

HUMAN RESOURCES

+/ Free HR to focus on strategic workforce planning and management

TECHNOLOGY

+/ Gain access to the best recruiting technology solutions

RISK MANAGEMENT

+/ Improve compliance
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A CASE IN POINT

An international Fortune 50 medical products organization with a sales force of 350 across North
America turned to MAU for solutions. Their regional and district managers tended to use different
recruiters, sometimes following the company’s hiring processes and sometimes not. Vacancies
remained unfilled for months, and the hiring team dropped too many balls when coordinating with
the corporate office. Gross inefficiencies were costing the company top sales candidates and millions
of dollars in lost sales opportunities.

As our solution, we developed and implemented a comprehensive recruiting and hiring process
(RPO), making it completely transparent to corporate and regional leadership and standardizing it
across the U.S. and Canadian sales teams. We instituted quality checks with short feedback cycles to
expedite recruitment and selection, renegotiated and coordinated third-party recruiting-agency
contracts, and managed all administrative duties.

Within six months, our customer saw improvements in every key area. Because MAU managed the
most time-consuming functions, members of the sales force could reduce their involvement in the
hiring process 70 percent—from forty-two steps to thirteen—freeing them to concentrate on core
competencies: sales! Open positions were filled 42 percent faster and the candidate quality increased
by 50 percent. This process proved so successful that our customer instituted RPO models globally in
all its operations.

In partnership with another customer, we designed a current-state and future-state process
flowchart as part of an external RPO. When we finished diagramming all the steps, we asked the HR
team which ones they ascribed value to. One manager responded, “That's easy—when a new
employee is sitting in the seat” Hmm. If that’s the case, why are most companies still managing the
entire hiring process themselves?

CO-OPS AND INTERNSHIPS

Two of the best sources of variable-cost, professional labor that can yield the highest long-term ROI
are the co-op and internship models. On a domestic level, most employers have developed
relationships with colleges, universities, and various educational entities to help them locate these
resources. However, as mentioned in chapter four, the costs to administer these programs are often
buried in a departmental budget. In most companies, the HR department allocates some part of fixed
headcount for annual road trips to schools, follow-up visits, PR, program management, and other
related activities. International internships require separate management and resources, since visas,
work permits, and housing could be required along with language accommodations.
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Each time one co-op or intern is used for even a semester, as many as thirty administrative activities
have to be completed.

In addition to absorbing the fixed overhead to manage these programs, companies also carry the
liability and other employee related costs to keep the workers on their payroll.

The opportunity for savings exists when you can simply make a request to your outsourced partners
for“x”number of interns or co-ops for a certain length of time. These partners bear the ongoing costs
and deliverables for program design and management. They recruit, hire on to their payroll (not
yours), and just give you what'’s valuable to your company: an individual sitting in the seat. The best
part is that you benefit from an ROl model that finally evaluates your program costs and increases
yields tied to bench-strength objectives.

MANAGED SERVICE PROVIDERS

Although | don’t expound on them in this book, I'd like to acknowledge the skyrocketing growth of
Managed Service Providers (MSPs). Taking external RPO to the next level, these firms manage the
staffing supply chain by using advanced technologies to maximize efficiencies and cost savings. They
typically focus on order distribution, billing, and performance.

To optimize the supplier base, MSPs ensure that vendors conform to standardized processes, as well
as to terms and pricing schedules across the customer’s entire platform of locations, job disciplines,
and business segments. On average, companies that contract with these providers can expect to save
in the neighborhood of 10-15 percent of the total staffing expense.

MSPs are capable of offering their services while also being one of the preferred vendors in the
supply chain. In many cases, though, they remain vendor neutral, simply managing staffing- related
contracts across a company’s platform without providing any staffing services themselves.

INTERNAL MOVEMENT

So far, | have focused on savings and efficiencies that can be realized through RPO solutions for
external recruitment. You can experience comparable benefits by outsourcing your internal
employment process in the same manner.
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THE MOVEMENT OF EXISTING EMPLOYEES FALLS WITHIN THE
FOLLOWING BROAD CATEGORIES:

- Job to job

« Shift to shift

« Plant (location) to plant (location)
« Country to country

- Continent to continent

Internal Movement:

The relocation of employees within an organization
that occurs primarily through promotions and
transfers.

For both hourly and salaried employees, large employers use some type of job-bidding or posting
system that typically includes many steps and moving parts: scheduling interviews, verifying skills
and experience, ranking candidates, obtaining sign-offs and signatures, communicating rejections,
coordinating with payroll, and so forth. At most sizable organizations, every time an employee bids
or otherwise applies for an internal job opening, a minimum of eleven processes have to be
completed for each person, and an additional eight processes for the employee who subsequently
moves. To verify these numbers, look carefully at all the steps involved in your company’s approach
and make your own process flow.

Simply put, organizations must accommodate a great deal of activity and costs to promote or
transfer employees. Although the management of this process is important, | would like to point out
that no part adds value to a company’s product or service offering, making this hybrid RPO model
such a worthwhile option.
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( Click here to view a video of Randy discussing this topic:
http://ow.ly/6Sulj

—~ Click here to read in—-depth case studies that show how MAU
K Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n

TAKEAWAY

Growing in popularity, Recruitment Process
Outsourcing (RPO) can help HR departments
reduce hiring costs while improving efficiency.

To obtain the most value from RPO, companies
need to consider using it for both internal and
external workforce movement.

Co-op and internship initiatives can be significantly
enhanced through programs managed by third
parties.
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CHAPTER ELEVEN

THE COMPANY RUDDER

4

Finance and Accounting Outsourcing (FAO) is increasingly gaining favor among controllers, CFOs,
and other C-level executives. Maturing significantly over the last decade, this alternative approach to
managing internal accounting operations can satisfy a wide range of financial needs. What
historically began as a play for labor arbitrage-based costs savings has developed into a full-service
industry, whose providers essentially occupy a strategic seat at the corporate table.

Not only do FAO partners offer transaction-based “vanilla” services, such as accounts payable and
accounts receivable, but they also handle the more complex, decision-based functions, such as
management reporting, analytics, and risk management. Many companies choose to carve out just a

specific set of functions to outsource, whereas others transition almost all their finance and
accounting processes, barring strategic debt financing and support of enterprise strategies (figure

Six).
Outsourcing Finance & Accounting

.?;-_‘i‘) Finance and Accounting Strategy

Control and Risk Management

Record to Report

Hire to Retire
Order to Cash

Purchase to Pay
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Outsourcing Finance & Accounting

Outsource the non-strategy related functions...

Control and Risk Management
Record to Report

Hire to Retire

Order to Cash

Purchase to Pay

Outsourcing Finance & Accounting

.?;% Finance and Accounting Strategy

1\

...while you focus on the business strategies.
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Figure Six: Finance and Accounting Outsourcing
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The level of confidence entrusted in FAO has grown in part from the maturing capabilities of the
service providers, which have developed tried-and-true methodologies for transferring processes
seamlessly—without interruption or exception. These partners offer well-structured governance
frameworks that effectively manage risk and align outsourcing with the larger objectives of the
business. Further, they guarantee service levels and build measurement tools to monitor metrics and
ensure ongoing process health, focusing their efforts on continuous improvement and process
engineering.

While FAO has streamlined operations and improved the speed and availability of information, an
even greater benefit is the amount of time it gives the leadership to focus on strategic, value-added
activities. The responsibilities of today’s CFOs and finance departments reach beyond the traditional
functions of cash applications, reconciliations, closing the books, and management reporting.

Although these tasks have not disappeared, the finance team is expected to shoulder strategic-level
ones as well. Working to eliminate the siloed internal departments of the past, many companies are
choosing to integrate financial functions throughout their organizations to take better advantage of
real-time market performance.

In fact, senior executives are now positioning the finance department as the company “rudder,’
relying on it to furnish data and analysis that will improve decision-making. In addition to providing
the day-to-day operational intelligence to the field, the finance team must meet the challenges of
new and ever-changing regulatory requirements, business growth, market demand, and global
expansion. Consequently, the finance staff has been saddled with increasingly arduous
responsibilities—many of which are strategic in nature.

By transferring the daily tasks of maintaining the books and records to a third party, companies can
forgo the regular duties related to recruiting, training, and employee management. Organizations
can now access a ready supply of highly skilled, specialized talent—often CPAs, global Chartered
Accountants, and MBAs— who are up to date on regulatory topics and experienced across a range of
industries.

This model essentially converts the business’s cost structure from fixed to variable and allows
executives to more easily ramp employees up and down with business cycles. No matter whether
companies select a provider located onshore, nearshore, or offshore, they will enjoy significant cost
savings in the form of labor arbitrage and more efficient processing.
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Typical benefits of FAO include the following:

+/ Cost savings of 30-60 percent from offshore outsourcing and ongoing process improvement

+/ Access to hard-to-find skill sets and specialized talent— including CPAs, Chartered Accountants,
and MBAs

+ A flexible workforce structure, with the ability to quickly expand or pare back operations
v Ongoing focus on improving process efficiency and effectiveness

+/ Expertise in finance and accounting best practices, functional benchmarks, and process
engineering

+/ Experience integrating and implementing add-on, nondisruptive, and enabling technologies
v High-quality service based on SLAs and process metrics

+/ Concentrated efforts in risk management and regulatory compliance

+/ Proven transition methodologies and governance frameworks

According to Vince Sparrow, Senior Managing Director of Outsourced Partners International, “FAO
has emerged as a facilitator for companies seeking to reinvent the role and function of their finance
team. By turning to a third party—for either a supplement to or a full replacement of in-house
operations—executives are finding it easier to implement change throughout their organizations
and develop agile, optimized business models.”

Few business applications offer a better opportunity to take advantage of expert professional and
technological resources that can be integrated at a very manageable, logical pace. When you decide
to invest in this process, you will be quickly rewarded as you encounter world-class providers with
smart business solutions.
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Click here to view a video of Randy discussing this topic:
http://ow.ly/6SuNh

Click here to read in-depth case studies that show how MAU
Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n

TAKEAWAY

Because CFO responsibilities are expanding in
complexity and scope, business leaders must be
prudent in managing all resources and expenses.

By partnering with a Finance and Accounting
Outsourcing (FAO) service provider, companies
can augment their finance team with global
employees trained in customized processes and
contractually dedicated to delivering quality
services.

Companies can now transfer day-to-day tasks to
a third party at a fraction of the historical cost,
giving CFOs the freedom to focus on strategic
activities that support the growing business.
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ANOTHER TOOL FOR YOUR TOOLBOX

Chances are you've taken part in business team exercises that challenge you to think differently.
Perhaps like me, you've felt uncomfortable having your fears and doubts exposed in such situations.
For instance, would you consider letting a partner manage a pilot program for you? How should you
ramp up new products while balancing production of the older ones?

Are you still carrying 4 to 8 percent in fixed annual headcount costs just to accommodate employee
absenteeism?

Like many business leaders, you would probably respond to these program management questions
the same way you did twenty years ago. Do something radical instead. Turn to experienced,
third-party specialists for timely, creative solutions.

PILOT PROGRAMS

New products and models come and go at a faster pace than ever as consumers insist on the latest
and greatest service and features. The market will continue to demand more and more choices, faster
and faster. Strategic outsourcing offers a method for managing new pilot programs without
disrupting existing operations and obligating the company to long-term, fixed costs.

For instance, in the late 1990s, an international OEM approached us about launching a test program
for a new vehicle that, if successful, would be integrated into one of their plants. Manufactured in
China, the parts would be shipped to Charleston, South Carolina, and then brought to a Georgia
based assembly facility, where they would subsequently be assembled and distributed to dealers
across North America.

As part of our partnership, we secured an off-site facility near one of our customer’s existing plants
and managed an actual final-assembly line owned by them. MAU hired a team of thirty-five
employees who would ultimately bear full responsibility for importing the unassembled vehicle,
coordinating transportation to the assembly facility, assembling the vehicle, and distributing it to the
dealer network. See figure seven.
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Figure Seven: Kit Assembly Process
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To evaluate the new vehicle, our customer scheduled a one year pilot program. But one year wasn't
long enough so they asked us for a second year and then a third. After three years, the vehicle was
deemed a success, and then—and only then—did they turn this assembly responsibility over to one
of their existing plants with fixed costs. Management made a smart decision, considering this vehicle
is one of their most profitable models today.

RAMP-UP AND RAMP-DOWN PROGRAMS

The shelf life of most merchandise is shortening. Because consumers expect the latest and greatest
technology, functionality, and quality, companies are speeding up the cycle time between new and
old products and versions. Where will the additional labor come from for your next ramp-up or
offering? Of course, you could hire new employees, but once the older model has ramped down, you
would be overstaffed. So you must choose between laying off employees or carrying a fixed
headcount for what could be an indefinite period. Needless to say, neither option is desirable.

An alternative lies in developing a partnership with a strategic workforce designer that fully
understands your business and knows how to move labor in, around, and out of your organization.

At our company, we have found that most manufacturing and high-touch assembly operations have
a handful—a small percent—of core positions and the rest can be best managed by a third party.
Figure eight shows a final assembly line of a Tier 1 automotive supplier. For a particular product, our
customer was phasing out the oldest model while preparing for the newest one slated for production
within six months. To facilitate the ramp-down, MAU would provide an outsourced team to
completely manage the soon-to-be-phased-out final assembly line.

After reviewing every job and step in the process, we determined that out of fifteen positions on this
assembly line, only three functions were core. Accordingly, MAU assumed responsibility for the
remaining twelve.

During the ramp-down, which ultimately lasted nine months, our outsourced team surpassed all of
our customer’s prior production and quality records. This supports my position that third-party
service providers can manage important processes in your company as well as you can. In most cases,
they will operate them more efficiently and economically, considering it is not just another
department or line to them—their contract is at stake.

Six months after this project was completed, | met with the North American president of this Tier 1
manufacturer and told him we had saved his company approximately $750,000 while beating his
historical production and quality standards.
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Figure Eight: Project Design Flowchart
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He responded to me, “Randy, | realize you did all of that, but the most important thing you did was
give us a new tool to put in our toolbox—a new tool for operating our business and making us more
competitive.”

THE ABSENTEEISM-POOL PROGRAM

Most companies carry somewhere between four and eight percent in fixed labor costs to cover both
planned and unplanned absenteeism, such as vacations, holidays, personal days, and leave
programs. As if that percentage weren’t high enough already, companies also have to pay overtime
to cover absences. When a company accumulates those costs over ten to twenty-five years, think of
the legacy debt it must absorb just so employees can take time off. Who can afford that? Once again,
business leaders are reading from the old blueprint.

Imagine replacing that fixed headcount with a variable cost contract group available 24/7 in a
just-in-time manner to accommodate planned and unplanned absences as well as rapid changes in
production schedules. These cross-trained teams can perform in multiple job competencies across
many departments, making them highly versatile and effective. Just think of how you could utilize
such a skilled, ever-ready SWAT workforce to help you better manage your business.

MAU first developed such a program for a southeastern Tier One manufacturer. As our customer
struggled to compete with their rivals and their own sister plants, they scrutinized every cost. No one
had been willing to reduce full-time headcount, but now everything was on the table. We assembled

a team of cross-trained individuals who could handle the tasks within most departments. Our
strategy was to give our customer the resources to produce more quality parts at a lower cost.

THESE WERE OUR OBJECTIVES:

+/ Reduce overtime outlays

+/ Remove head-count “buffers”and run lean

+ Cover absenteeism in real time

+/ Boost productivity

+/ Avoid burnout by improving family-work balance for full-time employees

We achieved these goals by designing the process flowchart (figure nine).
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Figure Nine: Absenteeism Coverage Flowchart

Fulktime .
regular assoclate = ) ':: ‘:::::;I“
calls off g

o

Department Leadership checks
database to determine absenteeism
for the shift

A

Department Leadership notifies MAU's
“Absenteeism Supervisor” that a - MAU
replacement is needed and supplies the

following details: dept. name, dept.
‘number, and workstation I:I Customer

Absenteelsm Supervisor selects qualified
replacement and sends to the requesting
department. (Only the direct hours worked
will be billed to the appropriate work
group/cost center)

Absenteeism Supervisor

All associates analyzes training matrix and
in pool have been assigns associates to

departments where
deficiencies in training occur.
(Hours worked will be billed
to HR Cost Center)

assigned
responsibilities

Absenteeism Supervisor
completes all necessary
administrative tasks to

ensure accurate tracking

www.thebirthofanewworkforce.com Page 52




Our approach yielded staggering results. With only twenty-five MAU associates in this absenteeism
pool, we were able to bring the customer an annual savings of $1.1 million.

HERE’S WHAT TWO DEPARTMENT LEADERS HAD TO SAY:

“Since the introduction of this pool, my point leader has been able to react more effectively,
backfilling absent associates at the start of the shift. By using specifically trained contractors,
we have achieved even greater production gains.”

“Being able to backfill absenteeism with knowledgeable associates has increased output, in
addition to reducing potential misbuilds.”

Click here to view a video of Randy discussing this topic:
http://ow.ly/6SuTt

Click here to read in-depth case studies that show how MAU
Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n

JeRys
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TAKEAWAY

By relying on external providers to manage pilot
programs, you can avoid interrupting existing
operations and committing your organization to
long-term, fixed costs before the new product is
proven successful.

You can better manage ramp-ups and
ramp-downs with the tools and resources an
outsourcing partner can provide.

To slash the employee legacy debt associated with
absenteeism and improve responsiveness to
organizational leaders, companies can turn to
ever-ready, cross-trained contract teams.
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CHAPTER THIRTEEN

MAKE YOUR EQUIPMENT HUM

As one way to optimize manufacturing assets, business leaders are seriously looking at transferring
maintenance responsibilities to external service providers. AMR Research, a well-known
manufacturing research company, recently reported, “As companies look to reduce total
maintenance costs, improve overall equipment effectiveness (OEE), and proactively manage the
issue of the graying workforce, outsourcing maintenance must be an option explored.” According to
Jeff Owens, President of Advanced Technology Services (ATS), a leading third-party supplier of
production maintenance, “Outsourcing maintenance can increase asset productivity by as much as
30 percent in factories where maintenance is not considered a core competency.” Owens adds, “But
the decision to outsource must be strategic for it to succeed.”

Indeed, maintenance is gaining attention because unlike in the past, companies are now viewing it
as strategic. Maintenance workers are called many names around a plant—fix-it guys, firefighters,
technical wizards (to name a few flattering ones)—but they’re seldom considered strategic partners.
This is changing as more and more top executives insist on a workable maintenance plan that aligns
with the overall corporate vision. Vague objectives, such as “we will increase effectiveness of the
maintenance department,” are inadequate; organizations must pair accurate, realistic measures with
achievable improvement goals.

Be honest—do you view maintenance as a necessary evil? Do you believe it's an uncontrollable cost?
If so, you could be missing an important productivity opportunity. In his book Computerized
Maintenance Management Services (2nd ed., Industrial Press, 1994), Terry Wireman states that most
internal maintenance groups are only 33 percent productive.

Inefficiency, though, should not be the driving factor behind shopping for third-party suppliers. You
must first determine if your in-house maintenance adds any value to your product or service.
Remember, identifying your core functions doesn't mean assessing what you do well and what you
do poorly. Rather, you need to pinpoint the activities you must do yourself if you're going to gain a
competitive edge in your market— and outsource the rest.
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If you decide that maintenance is a noncore-critical function for your business, you can actually gain
greater overall control when you transfer it to an experienced service provider. But it's important to
define the word “control” here. Does it mean dictating what tasks maintenance workers perform
every day and how they must do them? Or does it mean making sure your key machines have top
priority? Ultimately, we need to define “control” in terms of activities and results. If you aren’t
achieving maintenance objectives, how much control do you really have? When outsourcing
maintenance, you will definitely lose some direct control of the tasks involved, but you will gain much
more control of maintenance outcomes.

Without data, you can't proactively drive results. Third parties must present performance metrics to
justify their contract and demonstrate continuous improvement. This information allows senior
executives to make fact-based decisions about widespread problems, machines requiring excessive
maintenance dollars, and asset upgrades or replacements.

I'm sure many of you are wondering why you'd even consider outsourcing maintenance since it's so
critical. Yes, effective maintenance is key to the success of any lean manufacturer, but executives must
also utilize predictive and preventive approaches to address sophisticated delivery requirements. For
many plants, though, internal factors prevent them from making critical improvements to their
maintenance programs. An external provider can sidestep these barriers to ensure that the right
equipment is working at the right time to produce the right results.

OUTSOURCING THE MAINTENANCE ON YOUR PRODUCTION
EQUIPMENT OFFERS THE FOLLOWING BENEFITS:

+/ Immediate access to the most advanced maintenance technologies available in the world
+/ The ability to learn from people who eat, drink, and sleep maintenance

+/ Exposure to maintenance professionals who possess significant experience in transforming weak
maintenance groups into high-performance ones

+/ Enhanced opportunities for personal and career growth as the outsourcing company assimilates
your maintenance team into their organization

Now you can understand why this outsourcing application is receiving so much attention. As you
embrace such a progressive, much-needed business concept, you will gain the immediate support of
senior management, and your existing maintenance employees will eventually learn that you have
created new avenues for them to progress professionally.
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Click here to view a video of Randy discussing this topic:
http://ow.ly/6SuWZ

Click here to read in—-depth case studies that show how MAU
Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n

TAKEAWAY

As executives change the way they manage all
their business functions, they have begun viewing
maintenance workers as strategic partners.

To benefit fully from outsourcing their in-house
maintenance, leaders must determine that this
function is not linked to their core business.

By contacting a facility-maintenance service
provider, companies can gain access to
continuous data, make more-informed decisions
about equipment, and increase productivity by
almost a third.
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CHAPTER FOURTEEN

THE FUTURE IS HERE

Consolidating all the concepts we have discussed, MAU’s Innovative Workforce Model offers a
twenty-first-century method for conducting business. Companies can now enjoy the stability of
full-time employees and the fluidity and affordability of a flexible workforce, combined with the
additional stability and fluidity of qualified outsourcing resources.

The evolution of the workforce can be best understood in the following manner. The Staffing
Workforce Model (figure two) included a flexible workforce that grouped together temporary
staffers, contract workers, co-ops, and interns. In the Innovative Workforce Model (figure ten), just the
temporary workers remain in this category, and the others are now managed by outsourced partners.

Today, temporary workers are largely responsible for responding to business fluctuations and
specialty projects in both core and noncore areas. The outsourced workers are more stable because
they oversee noncore activities that were historically a full-time regular function or process.

Innovative Workforce Model
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The transformative, strategic approach of the Innovative Workforce Model requires a moderate cost
increase from the Staffing Workforce Model because you can now access new management services,
technology, and expertise. In most cases, though, your operating costs will decrease and your
company will become more focused and efficient.

Innovative Workforce Model:
Full time employees, a flexible workforce consisting
of temp workers only, and outsourced partners.

What is your optimal number of full-time, flexible, and outsourced employees? Some companies
have traditionally chosen arbitrary numbers—for example, a temporary workforce of no more than
15 percent of the total. Those figures will likely change because the company and its outsourced
partners will decide themselves on the amount of temporary help each will use. Also, it is possible
that some of the historically more critical temporary jobs will be converted to full-time jobs in
outsourced functions. Whether you follow some mathematical formula—such as balancing the
number of full-time versus temporary and outsourced employees—or simply make a plan based on
your best-guess economic and market forecasts, it will be your willingness and need to change that
will most influence your final decisions on how to move forward.

An example I'd like to share involves a customer of ours, a southeastern manufacturer that had
essentially been using the Staffing Workforce Model for many years. We proposed to them the
concept of transferring a number of their functions to external service providers. To illustrate the
benefits of such a move, we compared their current model with an outsourced one and estimated
the ROI they would realize over the next ten years. By year 10 of implementing these changes, our
customer was projected to save over $25 million while sharpening their focus on core functions.
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Staffing Workforce Model
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Current State Future State
Investment Investment

Year 1 $20,638,559 $18,069,272 $2,569,287
Year 5 $103,192,796 $90,346,360 $12,846,436
Year 10 | $206,385,592 $180,692,719 $25,692,873

Savings
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In 1990, Charles Handy predicted in The Age of Unreason (Harvard Business School Press) that our
workforces would morph into a two-group system: (1) full-time employees managing 50 percent of
the company resources, services, and talents (core), and (2) third-party suppliers managing the
remaining 50 percent (noncore). Handy explained that this progression had already occurred in
Europe. So it made sense that the rest of the world would evolve in the same way.

Four years later in 1994, Handy admitted in The Age of Paradox (Harvard Business School Press) that
some of what he had written in his previous book had been fairly optimistic. He went on to say that
the world of business had changed much more then he'd ever expected.

What would he say today about the changes since then? Consider the macro effects of globalism:
tariffs, cheap labor, government influence, technology, currency exchange rates, and so on. Business
has become much more complex and competitive. According to a recent IBM study of more than
1,500 CEOs worldwide, “private and public sector leaders believe that a rapid escalation of
‘complexity’is the biggest challenge confronting them. ... [and] that their enterprises today are not
equipped to cope effectively.”

Yet in their eagerness—or desperation—to find solutions, companies must not underestimate the
value of human relationships. For example, if efficiency in a corporation became in and of itself the
goal, rather than a means to an end, the people side of the equation would be lost.

I've noticed that as they embark on outsourcing relationships, many international companies have
suffered from choosing poorly in this area. In good faith, executives embrace an outsourcing solution
thatin some instances involves a global process or platform. Not surprisingly, they struggle with fully
understanding these complex projects, making them vulnerable to providers that overpromise their
capabilities.

Corporate sales teams with ghost souls gain access to the CEO’s staff members and tell them they can
drive more money and efficiency to their bottom line. In short order, these so-called partners have
ravaged company systems and processes, frequently damaging the internal culture and reputation
and adversely affecting the quality and delivery of the product or service offered.
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So take the time to find a partner you can trust. An often overused word, trust forms the basis of any
outsourced relationship. You must have confidence in the company and the people you are
discussing a partnership with—your company’s future success lies in the balance. Equally important
is ensuring they have expertly performed the entire scope of services they are promising to deliver.

Trusted partners don’t always have to be the final solution. | learned about many of the concepts
described in this book from companies that are now our partners. We help one another by
introducing our respective customers to the best resources in the world. Find partners willing to not
only provide their services but also expose you to firms with services they don't provide. Although no
one outsource-solutions company does it all, some—Ilike MAU—are strategically positioned with
other outsourcers to bring you a greater return on your investment.

| recommend working with partners amenable to designing and implementing their solutions at a
measured pace that will protect your culture and provide for thoughtful, ongoing evaluation of the
management and control of your business functions. Commit to choosing third parties that will have
a positive effect on your product or service, employees, and customers.

Though | am still urging caution, now is the time to make your move. Your competitors are already
moving in this direction or soon will be. | implore you not to wait for the future— because | believe
the future is already here

(Z)\ Click here to view a video of Randy discussing this topic:
http://ow.ly/6Sv27

Workforce Solutions has positively impacted manufacturers through

(,)\ Click here to read in-depth case studies that show how MAU
temporary staffing: http://ow.ly/6Sx2n
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TAKEAWAY

Combining all the workforce concepts, MAU’s
Innovative Workforce Model provides the fluidity,
stability, affordability, and - most important - the
focus that organizations need to succeed in the
twenty-first century.

As they pursue greater efficiencies and profits,
executives must not lose sight of the value of
trusted relationships.

Choose external providers with care and
outsource in a systemic way that preserves your
company’s culture while achieving the needed
change.
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CHAPTER FIFTEEN

A 10,000-HOUR FOCUS

In his best-selling book The Outliers (Little, Brown and Company, 2008), Malcolm Gladwell talks about
what he calls the “10,000- Hour Rule.” According to the author, in order for many high achievers to get
their first big break, they must invest at least 10,000 hours in what | call their core competency.

HERE ARE THREE EXAMPLES:

« Bill Joy
He rewrote both Java and the UNIX Operating System, and cofounded Sun Microsystems. Before
achieving success, he programmed—his core competency— for 10,000 hours.

« The Beatles
Can you imagine how many different instruments you would have to play and different song sets
you would have to know to play on stage five to six hours every night for almost five years? You
would need incredible range and depth in instruments, vocals, and lyrics because you couldn’t
repeat the same songs and sound all the time. Before coming to the United States in 1964, the
Beatles had accumulated well over 10,000 hours in their core competency: live musical
performance.

« Bill Gates
Programming since the seventh grade, Gates had clocked over 10,000 hours in his core competency
before he dropped out of Harvard and started Microsoft.
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Figure Twelve:
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Visualize your whole company humming with this 10,000-hour focus (figure twelve). Your noncore
partners, with their 10,000-hour focus, are shining the toilets, hiring new employees, manicuring the
grounds, optimizing equipment utilization, streamlining product movement, and integrating
error-free financial services.

In the meantime, your managers, with their 10,000-hour core focus, are creating and designing
products and services, driving higher-efficiency improvements, closing a merger, and meeting
face-to-face with a new customer to promote your latest offering.

A WINNING STRATEGY!
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( Click here to view a video of Randy discussing this topic:
http://ow.ly/6Sv7e

e Click here to read in-depth case studies that show how MAU
>\ Workforce Solutions has positively impacted manufacturers through
temporary staffing: http://ow.ly/6Sx2n

TAKEAWAY

Commit to making your entire organization operate
with a 10,000-hour core focus.

Drive growth and profitability by outsourcing your
noncore functions to trusted partners that share
your highly targeted focus.

When companies strategically transform their labor
blueprint, they can move closer to performing at
100 percent core competency.
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UTOPIA

Ray Meads smiled as he looked over his year-end board of directors’ book that included his
consolidated financial statements for the 200 plants he now operated worldwide. The profit numbers
were staggering, but more amazing to him was the journey that had brought him to this point. Ray
was truly an executive who had reinvented himself. He had relentlessly searched the world for
best-of-class practices and concepts that challenged all the sacred cows of his company, subjecting
him to much criticism and conjecture, not to mention the possibility of failure.

Now his critics were silent, and quite frankly most of them were no longer with the company. That’s
because there wasn't a lot of room in Ray’s company anymore for layers of management and
infrastructure. A mere eight people made up corporate: Ray the president, his VPs of finance, human
resources, engineering, sales, quality, manufacturing, and R&D. There were no staff functions below
them and no organizational dynasty charts. After all, why would you need a lot of corporate structure
for an executive leadership team whose sole responsibility was managing strategic partnerships?

Ray’s plants were now being operated by partners that in turn had strategic partners handling all
their noncore processes. At both the corporate and the plant level, his finance and accounting
functions were managed through a global outsourced platform that accommodated the twenty-two
countries in which he operated 24/7. Members of executive team were free to work together on a
day-to-day basis focusing on new products and offerings, and implementing sales strategies to
ensure they outpaced any competitive threats. The only corporate employees existing beyond this
level were those in the sales function who jumped on planes and maintained face-to-face
relationships with current and prospective clientele.
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As Ray flipped through the rest of the tabs in the board book he'd be presenting to the directors in
two weeks, he could hardly contain himself:

e QUALITY
They virtually had no competition—no other company in the world was exceeding his quality
ratings.

e EFFICIENCY
He was constantly producing more product faster and utilizing less and less of the company’s
capital to do so.

e HUMAN RESOURCES
It had been three years since any lawsuits, and there was no need for a report about escalating
compensation and benefit costs since just the executive team and the sales force remained.

e PUBLIC RELATIONS
The last tab was the best. Ray reread with pride the stories from the Wall Street Journal, Business
Week, Fortune, and others—the list was five pages long. It contained all the newscast, television,
podcast, blog, and radio appearances he had made over the last year as the corporate world tried
to understand how he had accomplished such a business phenomenon so quickly.

Ray was startled by the ringing telephone, and as he reached to answer it, he saw the name of the
caller displayed: his CEO. They had to schedule a time to review the materials for the board meeting.
Ray wouldn’t share everything with his boss, however. No, he wouldn't reveal his most controversial
agenda item until the last session of the board meeting.

At that point, they would begin discussing Ray’s recommendation that the CEQ’s position be
eliminated—because it was no longer needed. Dream on. Dream big. Most of all, never waste a crisis.
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APPENDIX A

TAKEAWAYS AT A GLANCE

ONE
HOW GOOD IS GREAT

- Past greatness does not guarantee a company'’s future.

« In the years to come, thriving businesses will know how to manage every part of their organization
with excellence.

« The most successful executives will concentrate a majority of their time and resources on what will
keep their companies growing and prospering in the decades ahead.

TWO
IT COULD HAPPEN TO YOU

« Have you made many business changes over the years but found your market share still slipping?

« Are you constantly making excuses to avoid addressing the high price tag and inefficiencies of your
full-time regular workforce?

« Are you afraid to eliminate any of your sacred cows?

THREE
THE CORPORATE FAMILY

« According to the first labor blueprint, the Patriarchal Workforce Model, people assumed that they'd
be working for one company their entire lives.

« Huge corporate profits masked the escalating compensation and benefit costs that were generating
a long-term employee legacy debit.

« Having only a static labor force at their disposal, employers had no effective staffing solutions for
marketplace expansions and contractions.
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FOUR
THE 1970S BRING FLEXIBILITY

« The seeds of the temporary workforce were planted during WWII.

« Maturing in the 1970s, the Staffing Workforce Model combined full-time employees with a flexible
workforce consisting of temporary and contract workers, co-ops, and interns.

« Companies could now balance labor and production levels while converting some of the fixed labor
costs to variable ones and mitigating employee liabilities.

FIVE
HIDDEN COSTS OF TEMP WORKERS

+ While companies have realized tremendous cost savings by utilizing a temporary workforce, they
have unknowingly forfeited many of those savings in wasteful, unmeasured ways.

« Over time, the compensation and benefit gap between temporary and full-time workers has
widened.

« You must determine a current market valuation of wages and benefit scales for both temporary and
full-time workers, especially if you hire from the temporary group.

SIX
PAYING THE PIPER

- Employee legacy costs, once a speck on the distant horizon, have grown proportionally too large for
today’s businesses to ignore.

- By failing to look at their workforces strategically, companies have become less competitive in the
global marketplace.

« Although the Patriarchal and Staffing models were once effective, their incomplete designs,
combined with the economic crisis, are insufficient alone to address the complex needs of
twenty-first-century businesses.
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SEVEN
A NEW BUSINESS BLUEPRINT

« It sometimes takes an outside perspective to jolt executives into shifting away from a dated,
inefficient model and toward a lean one centered on value-added core activities.

« For a number of companies, doing the same thing year after year—despite a steady decline in the
marketplace—is better than risking the unknown.

« Many leaders continue to follow their old business blueprint because their packed schedules don't
afford them the time to design a new one.

EIGHT
START YOUR JOURNEY

- Take a hands-on approach to determining your core and noncore business by walking the floors of
your plant and reviewing each function, process, and activity yourself.

- As few as 50 percent of your current jobs, processes, and functions could be classified as core.

« Many noncore activities are candidates for outsourcing to third-party providers, even though they
are currently staffed by fulltime employees.

NINE
IF TIME IS MONEY

« What you think about and act on every day affects the short and long-term outcomes of your
business and career.

- Those companies that clearly differentiate between their core functions and those they can turn
over to third parties will realize a competitive advantage.

« Business leaders must be willing to make difficult decisions, which can include terminating full-time
employees—even those at the top.
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TEN
HR’S NEW BEST FRIEND

« Growing in popularity, Recruitment Process Outsourcing (RPO) can help HR departments reduce
hiring costs while improving efficiency.

- To obtain the most value from RPO, companies need to consider using it for both internal and
external workforce movement.

- Co-op and internship initiatives can be significantly enhanced through programs managed by third
parties.

ELEVEN
THE COMPANY RUDDER

« Because CFO responsibilities are expanding in complexity and scope, business leaders must be
prudent in managing all resources and expenses.

« By partnering with a Finance and Accounting Outsourcing (FAO) service provider, companies can
augment their finance team with global employees trained in customized processes and
contractually dedicated to delivering quality services.

- Companies can now transfer day-to-day tasks to a third party at a fraction of the historical cost,
giving CFOs the freedom to focus on strategic activities that support the growing business.

TWELVE
ANOTHER TOOL FOR YOUR TOOLBOX

« By relying on external providers to manage pilot programs, you can avoid interrupting existing
operations and committing your organization to long-term, fixed costs before the new product is
proven successful.

« You can better manage ramp-ups and ramp-downs with the tools and resources an outsourcing
partner can provide.

- To slash the employee legacy debt associated with absenteeism and improve responsiveness to
organizational leaders, companies can turn to ever-ready, cross-trained contract teams.
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THIRTEEN
MAKE YOUR EQUIPMENT HUM

« As executives change the way they manage all their business functions, they have begun viewing
maintenance workers as strategic partners.

« To benefit fully from outsourcing their in-house maintenance, leaders must determine that this
function is not linked to their core business.

« By contracting a facility-maintenance service provider, companies can gain access to continuous
data, make more-informed decisions about equipment, and increase productivity by almost a third.

FOURTEEN
THE FUTURE IS HERE

« Combining all the workforce concepts, MAU’s Innovative Workforce Model provides the fluidity,
stability, affordability, and—most importantly—the focus that organizations need to succeed in the
twenty-first century.

« As they pursue greater efficiencies and profits, executives must not lose sight of the value of trusted
relationships.

« Choose external providers with care and outsource in a systematic way that preserves your
company’s culture while achieving the needed change.

FIFTEEN
A 10,000-HOUR FOCUS

- Commit to making your entire organization operate with a 10,000-hour core focus.

- Drive growth and profitability by outsourcing your noncore functions to trusted partners that share
your highly targeted focus.

« When companies strategically transform their labor blueprint, they can move closer to performing
at 100 percent core competency.
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APPENDIX B

WORKFORCE TOOLKIT

WORKFORCE MODELS

Figure One. Patriarchal WorkforceModel . . . . . .. et ittt ittt eeeceecnses
Figure Two. StaffingWorkforceModel . . . « c c e e et e et i et eeeeecccccccccnse
Figure Ten. Innovative WorkforceModel . . . . .« ¢t ettt ittt ettt eeeccenccnses
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Figure One. Patriarchal Workforce Model
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Figure Two. Staffing Workforce Model
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Figure Ten. Innovative Workforce Model
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Figure Eleven. Innovative Workforce Savings
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Figure Three. Core/Noncore Walk-Through
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Figure Four. Core/Noncore Analysis
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Figure Twelve. The Goal: 10,000-Hour Focus
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Figure Five. Recruiting Process Outsourcing
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Figure Six. Finance & Accounting Outsourcing
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Figure Seven. Kit Assembly Process
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Figure Eight. Project Design Flowchart
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Figure Nine. Absenteeism Coverage Flowchart
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MANY FACTORS TO CONSIDER

Managers with service-level responsibility have a great opportunity to educate the local and
corporate HR and Purchasing teams on how to evaluate and select a staffing provider. Unlike direct
spend product purchases, temporary staffing contracts reflect factors controlled mainly by the buyer.

Since the employee pay rate is generally 80 percent of the bill rate, companies and their respective
staffing vendors must first determine the target pay rate that will achieve the desired hiring profiles
and retention goals. Then they need to agree on what benefits to offer to further support those
objectives.

Managers at the local facility must retain the final decision- making ability because they know their
facility the best. They understand how all the unique factors affect labor in their geographical
location.

Companies also need to estimate the costs of a transition should they change staffing firms. Suppliers
have the right to move their employees to another customer location, which can be extremely
disruptive and costly.

As you design this contractual relationship, use the partial specification list as a guide. By taking
factors like these into account, you can greatly improve the outcome.

/ /\ < Please visit http://www.mau.com/casestudies to find
in—-depth, downloadable case studies of how MAU
customers have outsourced noncore functions to increase
efficiency and improve their bottom line.
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SERVICE DELIVERY CHECKLIST

COMPANY-LOCATION
SPECIFIC

O Compensation

O Benefits

O Market labor rates

O Turnover

O Absenteeism

O Product lines/cycles

O Management style

O Culture

O Disciplinary procedures

O Promotional opportunities
O Training requirements

O Union history/threat

O Shift models

O Contract labor ratios: temp/FTR
0O Co-employment concerns
O EEOC claims history

DEPARTMENT SPECIFIC

O Supervisor styles

O Work rules

O Safety requirements
O Job duties

STATE AND REGION

O Labor laws: right to work
O Regulation: worker's comp
O Unemployment rates

www.thebirthofanewworkforce.com

CITY

O Population size

O Proximity to talent
O Educational level
O Labor availability

STAFFING SERVICES

O Screening and selection processes
« Testing
« Evaluation
0O On boarding and assimilation
O Safety/risk management
0 QC systems
0O Management service expertise
« Professional managers
« First-line managers
+ Administrative
O Support hours offered
« 24/7
- 8/5
O On-time delivery guarantees

TRANSITION OF SUPPLIERS

O Current-employee turnover
O New-employee orientation & training costs
O Loss of on-site management
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ABOUT THE PUBLISHER

Pursuit Books seeks to challenge conventional thinking in the areas of business, family, and personal
growth. We believe that as long as we're breathing, we all have room to grow and expand our minds
in how we live in each of these spheres.

In business, it is unquestionably important to provide better and better products and service
offerings. This entails the obvious ABCs of business, yet more than that, it demands a mind-set that
creates, embraces, and implements the newest and best ideas and practices. Equally important is
what happens in the lives of the people involved. Can you be a market leader and at the same time
have a positive lifetime impact on your employees, their families, and those in the communities
where you conduct business?

Perhaps the most hackneyed word we use today to describe families is “dysfunctional.” By using it, we
imply that some families actually exist without problems. Since Adam and Eve’s family, everyone has
struggled with dysfunction. No one humanly authored book can adequately address all the
challenges any one family or marriage will face. At Pursuit Books, we promote new paths for learning
how to improve relationships with loved ones and how to inspire others to do the same.

Lastly, but certainly not least, is how we can stretch ourselves in the area of personal growth. There is
always an opportunity around the corner for each of us to grasp a bigger piece of the true pie of life:
God’s plan. To the degree each of us strives to live in faithfulness to His plan, our workplaces, our
families, and the world will be better.

To all these ends, we seek authors whose works we can support and bring to you in the future. We
welcome your feedback about our publications and any suggestions you might have about offerings
we should consider. If we can help you in your life’s journey, please contact us at
www.pursuitbooks.com.
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