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DRAFT: Powering the Future of Work in Racine County
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ManpowerGroup Proposals: Go-Forward Support for Racine County

A Recruiting Support

( Racine County Workforce System Strategy Compones
Phased Execution of

Recruiting Model
* Marketing & social

Targeted Workforce Strategy.

media
Prioritized Roadmap for . Concierge service
Recruiting Strategy sequencing the following « Job Fairs

strategies: Attraction,
Retention &
Development

* Full service recruiting
Recruiting Strategy

Analysis (in progress) * Multi-year, flexible
Recruiting Strategy

¢ Validation of 2019

Supply/Demand Analysis
» 2018-2021 Outlook Employer Demand
Gap Analysis » Targeted Strategy

based on key sector

e S Fl i
. tate Flow Analysis drivers & roles

Sector & Cluster
breakouts
(Manufacturing &
Tech)
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Workforce Strategy

Targeted Workforce Strategy Roadmap

Overview

1. ManpowerGroup will leverage its recent analysis experience and continue within the overall Workforce System
Strategy to deliver a Targeted Workforce Strategy Roadmap

2. The Roadmap deliverable connects the supply/demand analysis efforts to actionable plans that meet the prioritized
talent and workforce issues of Racine County. It centers on a Three Horizon View (Now — 2019; Next — 2020;
Future — 2021) and a foundational analysis of feasible cross-organizational participation.

3. Emphasis in the Roadmap is on a collective set of tangible strategies and programs (versus independent or one-off
programs) that establish a cohesive multi-year, life cycle series of high-value efforts. This helps avoid piecemeal
solutions that may not be sustainable even if successful as “a point in time” solution.

4. Additional structure in the Targeted Talent Strategy work clearly identifies:

a) Attraction strategies and programs (to recruit and hire across all labor categories) <<previously termed “Buy &
Borrow”>>

b) Retention strategies and programs (to encourage talent educated in the region to stay) <<previously some of
these strategies also termed “Bridge”>>

¢) Development strategies and programs (to engage and develop) <<previously termed “Buy & Bridge">>
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Workforce Strategy #

Targeted Workforce Strategy Roadmap

Workshare
1. Manpower Group can guide, advise and deliver at an appropriate level of investment-at key points in the workforce
strategy process. In the end, Racine County will have the needed action plan as well as increased experience with
large scale workforce planning processes.
2. Full Service Co-Development. Manpower Group will co-manage, co-facilitate, co-develop and co-deliver a
Workforce Roadmap in strong cooperative co-delivery agreement with Racine County workforce experts.
* This is a “DIWY — Do it With You” approach of dedicated delivery by the County resources and the Manpower
Group team which enables County resource use with supplemental bandwidth and process direction provided
by Manpower Group.
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Workforce Strategy |

Targeted Workforce Strategy Roadmap

Outputs

Full Service Co-Development:

1. Structured, workforce planning project plan mutually created and operationalized.

2. View of needed outcomes of county-gathered audit and inventory of existing County assets to determine “set/scope” of available
tactics and assets. County will gather audit and inventory information from key resources and stakeholders using
ManpowerGroup’s template.

3. Overall approach and framework for roadmap development. As part of cooperative delivery, County resources would be
counted on for adjustments to methods, tools and approaches as needed.

4. Delivery and operationalization of related activities and deliverables per the project plan. This includes: weekly status and/or
work sessions with primary county co-delivery resource; up to 4 Progress Sessions; up to 3 Review Sessions.

5. Racine Workforce Strategy Roadmap — Three Horizon View (Now, Next & Future) of Actionable Strategies.

Cost: $125,000
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Notes on Key Deliverables

The Workforce Strategy Roadmap will be a data-backed strategy for Racine County to build a

supply of talent in 3 populations: Entry Level Talent, Para-Professional Talent, and Professional
Talent.

We will look at the gap between supply & demand of each category of talent by role and time
horizon and outline detailed strategies for building the supply of talent through Attraction, Retention
& Development, chosen for their specific and best application to the population of talent
recognizing that some percentage of each talent population may flow into others. The table on the
following page is provided to illustrate — at a high level — how information will be organized at a
summary level (with supporting detail).

The Strategy Roadmap will also link with a Scorecard, Dependencies & Assumptions that Racine
County can use to both communicate expectations to stakeholders and to hold them accountable to
results. We will outline both Lead and Lag indicators so that you can proactively track and manage
progress.
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Sample: Organization of Information Workforce Strategy

/Assumptions Through Assumptions

Role A Attract 120 EE’s Recruiting Support - Recruiting budget  Annual flow through - Engage employers in - Racine’s ability to draw
from each of 6 Team to provide - Willingness of of EE’s from internship & coop from MKE
states; 30 from PA,  10:1 ratio of employers to match  universities in 30 mile commitments to - Educational capacity
20 from IL, etc. candidates within 8 or exceed wages of  radius is 1,200; goal  increase graduation & - Racine employers will
month period of target population of 80% retention up retention rate need to sign up for 120
time - Relocation packages from 50%. Increased CO-0ps
offered by graduation rates by - Transportation from
employers XYZ; Increased # of Milwaukee area to Racine
internships & coops; County

Racine able to
claim120 of these.

YEAR Development Dependencies
ONE [Assumptions

ROLE A 95% retention of existing EE - Share wage analysis - Willingness of
population within existing employers with local employers to .
employers: gain support higher Note: Numbers are used
commitment to wages or enriched for illustration purposes
match wage & reward packages
reward packages - Ability of area On/y and do not reflect
- Establish educational actuals.
partnerships with institutions to
local educational provide advanced
institutions to learning curricula

support career
pathways 7




Workforce Strategy

Assumptions

* Modified full-service co-development model assumed.

— ManpowerGroup provides overall project direction and county resource will take lead on customizing to county
specifics when needed (County resources would be counted on for custom adjustments to methods, tools and
approaches as needed).

— ManpowerGroup will provide directions or expected outcomes for select county context tasks (audit, inventory)
and County will determine and complete the work to gather needed information from key resources and
stakeholders.

— Weekly status sessions and/or work sessions with primary county co-development resource will be routinely
scheduled and completed.

— Once audit and inventory information is available, significant work efforts will be completed relatively
independently by Manpower Group resources with key progress and review sessions scheduled for wider
audiences. This includes:

* Up to 3 Project Progress Sessions with county resources/sponsors;
 Up to 3 Interim Roadmap Review Sessions with broader stakeholders for interim Roadmap review.

+ Additional plans and resources for implementing and managing the use of the Roadmap (i.e managing the scorecard,
providing guidance to the stakeholders for delivery via a playbook) are outside the scope of this approach.

 Calendar time may range from 14- 18 weeks for this effort.

 The project cost of $125,000 is not inclusive of travel. We propose a not to exceed travel budget of $10,000. Travel will
be at pass-through cost (no markup) and receipts will be provided.
ManpowerGroup 8



Sample Artifacts

ManpowerGroup

Taken from a 5-month engagement on workforce strategy from a Fortune 500 organization.
Full suite of artifacts is over 200 pages with additional supporting documentation

This sample is provided to give you a sense of past work and the ways in which we document
strategy work.

These are samples only; we would work with Racine County to determine the best way to
document the Strategy and Action Plan
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Sample Three Horizon Chart — Business Strfategy

Global Capability

* Grow market share with End-Users and
OEM's
= Preserve customer base and profit levels
* Refresh core offerings
= Strategic Deployment Model implemented to
l  increasespeedfomarket 00

* Knowledge Management Mode!
implemented to capture, protect and promote
knowledge transfer

* Increased innovation capability developed

* Focus on creating new product differenfiators

= Strengthened Strategic Parinership
capability

= Pursue acquisitions to fill product
development and competency gaps

» Establish and communicate ‘world-class'’
benchmarks

= Defined innovation fransformation framework
= COMPANY “credo” clearty defined and
communicated

‘
'
3
1
'

Accelerated Performance

= Strategic Deployment Model effectively
operationalized
Differentiated features regularly developed
on top of refreshed core offerings
Operational synergy targets achieved in
acquisitions
Strategic Partnerships maximized to dnve
productivity and innovation
High-performance, innovation-focused
culture embedded throughout the
arganization

Knowledge Management Model drives
speed, produchivity and innovation

* Accelerated performance demonstrated by
top ranking industry scores
* INDUSTRY Differentiators viewed as
market ‘game changers’
* Recognized for outstanding talent in
INDUSTRY

Industry Transformation

Double Revenues Valued Global Leader

« Global Market leader with a world-class
portfolio of smart, secure, and productive
products, solutions, and services

= Industry reference for consistently delivering

high quality, productivity and innovation
wilh highest return on investment

= Destination workplace for innovative High
Tech talent

ManpowerGroup Progrietaril & Confidential




Sample Three Horizon Chart — Workforce Strategy

Grow and Transfer Accelerating Together to Deliver Recognized Experts for
Knowledge Locally & Globally Innovation and Quality Industry Excellence

Connected & Effective Innovative & Productive Leading & Transforming

= Sirategic Deployment Model implemented to * High performing teams collaborate effectively * Recognized as leading innovator whois
increase speed fo market and efficiently across the globe transforming the landscape of the industry
» Engage engineers with domain expertise * Improved project management capability and through the expertise of its #1 asset —people.
» Technical Development Program executed to leadership manages transformation No one beats us to market
improve bench strength « Knowledge is captured and easily accessible * World class Product Development capability
» High Performance Leadership Madel deployed J]  across the organization a3 measured by cost, scheduleand quaity

=r=ws St § - Each COMPANY teamis clear on their role, the |  Perfomance Vi
i UL skills needed and their confribution to * Recognized as a desfination employer as
achieve opfimal mix of talent sources and work COMPANY'S stccess. measured by ability to atiract and retain talent

models ;
« Work is specialized and organized to optimally hired at all levels

= Aligned cross functional support delivered o leverage all talent sources. * COMPANY’S Talent is sought after by

execute workforce strategy
+ Improved “outside in" and inside out”
collaboration culture and skills developed
* Knowledge capture and fransfer processes
and tools established « Venfiable improvements/in world class
= Strategic communications platform embedded benchmark results
across the organization « Employment brand lived intemally and
understood externally

= World class product portfolio is better balanced SROITeT A3 TOVAYE probler oS

between enhanced Core offerings and new
innovation resulting froni skills realignment

= Geographic footprint drives ongoing access to
highly valued talent

* COMPANY'S Employment Brand is enhanced
by DIVISON recognition as a destination
emplo

ManpowerGroup Proprietary & Confidential
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Sample Workforce Strategy RISKS and ASSUMPHONS

Recognized Experts for
Industry
Excellence

Connected & Effective Innovative & Productive Leading & Transforming

Grow and Transfer Accelerating Together to Deliver
Knowledge Locally & Globally Innovation and Quality

umption Assumptions:

* New culfure of collaboration, strategic work
distribution, TCO as part of decision making
process have been fully & consistently
demonstrated

* Work distribution and productivity are in
optimal balance

Risks:

* Leadership & HiPo falent loss to customers,

partners and otherparts of COMPANY

{
]
|
|

3
|
|
=
§
|
|
|
1
|
i

have to accelerate as talent is lost to other
parts of COMPANY, partners and
competitors

ManpowerGroup Proprietary & Confidential



Sample Workforce Strategy Roadmap

DEFINTION

|
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SHORT-TERM OBJECTIVES

THE Wy

THE WHATY

Optimization

The optimal mix of workforce models
{districution, geogrzphses

Leadership/
Culture

1 ip drives a high:
innavaton-focused cultura that rewards ris!

i

Knowledge

Crasting, acquiring, leveraging. protecting.
and maintaining intarnal and extemal

DIMISION wiill attract, retsin. snd devalop
top talent with the eritical skilis and

utifization, ete.) that Iﬂwevag= taien! inthe taking, emphasizes performance {quality, | g ghaut the org: to required o l=2d in the high tech
most pro:lucme way. speed to market), and drivas accountabiity.! driva spaad, productivity, and innovaton. industry now and in the future,
- =Wori class product development - - - - - R teading innzvsist g ia- - - - - - - -# P tools - - < - - zedss s
capabiity as measured by cast, transioming the tandezape of the industry | and system implemznted and adoptad measured by ability to attract and neﬂln
schedule, quality 2nd performance whass talent is sought akter by custamers as | ensbing easy capture, sharing and talent hired at all levels
«WNork is specialized ard organized to nboVaine plaiein Nohers acozssing of knovdedge scross entira « High performing teams collaborata

optimally levaraga all talent sources
= Featprint drivas ongoing accass to rightly
ekilld talent

Leader Model a driv.:
the cultural transformatian raquired to defeer |
innovation, speed ta markel, and groductinty ¢

= Leaderehip 1eles and responstiliies are q
optmized for spead and

talent netvork
simproved “outside in” and “inside out™
collaboration cutture and skils developad

as
spzed to market, increas=d size of
tusiness, and amploye= engagement

effzctively and efiiciently acrass the globe
W &

= Goals, tasks, foles, and decision-mabing
processes e implifed, and caarly
cemmunicated acrass the DI/ISION
soputation

= Davelop end institutbanalize an lnnavation
Process that differentiates Core and New
Product Inravation

= Exisling hubis ard pannerships are
evaluxied % performancs aganst
cbjectives and paitlolio ré-balanced based
cn performance

= Legacy work and wark net requiring
permanent DIVISION talent migraled to
gatinarship retaark

= Projact teams and work modals ace efined
o ke increasingly agile and effective

= Davelop Foatprint Evaluaton Frarreworh ta
svaluale shalegic shifls and associated
rieks inthe glsbal talent marketplace,
ncluding an analysis of where work shou'd
te lorated

= Strengthen leaders’ change management
cam?y(o becom= an industry leading |
0!

B :
* Develop ability to l=3d a vanety of work |
models and vrork arangements !
=Build oulture of collaboration, risk-1 !a!ung. s
and knowledge transfar and afign people '

= Devebp DIVISION strategic
plstform and rozdmap wﬂh
ard |

timeines ;
= Delin2ats leadersh® roles and ‘
responsibities and estsblish clear priorités
and commuricate them 3
= Develop Innavation Lab in US to m:ubme!
innovabon talent and strategy

» Develop frameworks for captura and
managemznt of businass critical
knowtedge across intarnal and external
stskeholders

= ARgn talent practices with knowledge
transfer metrics

=Centrzize and map strategic knowdedge
bases within the business and d=velop
knowi=dge cspture procasses for at risk

tions/segments

+Identify kay knowladge “talent pockets™
within DIVISION domsin

*Develop and communicate 3 key skills
frameviork that differentiales key roles
within DIVISION and clarifizs each team
membzr's contribution to DM SION's
success

* Capture tha synthasis of the knowlsdge
into success profiles

*Identify gaps in workfarce fo support
Core and Nzw Innovation and develop
action plan to closa tha gap

» Davelop an employment brand stratsgy
that ooddfies the DIVISION experience
3nd that attracts and engages the tslent
needed noiv and in tha futura.

= Align sourcing strategy with emplayes
propositan

*Talent Mansgement plan implement=d to
achiave optmal mix of talent sources and
work modsis

ManpowerGroup Proprietary & Confidential
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Sample Workforce Strategy Action Plan

Workforce Strategy Action Plan

Knowledge

B

Crealing, acquiring, leversging,
protacting, and maintaining
internal and external knowledge
{hroughout the organization fo
drive speed. productivity, and
innovation

=]
=
Ze=
w
wl
(=]

N,

= Knowledge mansgement
process tools and system
implementad and adopted
enabling easy capture, sharing - -~
and accessing of knowledge
across entire tslent network
=Improved “outside in" and “inside
ouf” collaboration cuiture and
skills developed /

LONG-TERM GOALS

=Develop frameworks for
capture and management
business critical knowladge
across intarnal and external
stakeholders

= Align talent practices with
knewledge transfer matrics

=Centralize and map strategic
knowledge bases within the
business and develop
knowladge capture processes
for at risk
populations/sagments

=Identify key knowledge *{alent

pockets® within ABC Company

SHORT-TERM OBJECTIVES

A, Develop business

Actions that Support Objectives

#1: ASSESS KNOWLEDGE RISKE

A. Review Enterprise Risk anslysis results to validste that
it identifies the critical knowledge needed to drive the
business strategy now and ir the future

B. Mspend the
Company falent H

C. Assess current systems and processes used for

of key ABC

#2: DEVELOP PLAN TO CAFTURE AND LEVERAGE
ITICAL KNOWLED! H

of knowledge management s‘lraleuy across &ll
holders (i I e:nd xti )
B. Define process for capturing Pnd shering business
criticel critical knowladge !
A ition Knowladge: Cspfure from
acquisitions end external sources
= Partner Knowladge: Plsn for managing IP risk and
knowledge pockets residing with pariners
« Infemel knowledge: Retain and share knowledge
that curently reside in the crganization that may
be at risk of leaving |
D. Agree on plen far buy ¢ build of knowledge optimizstion
system v
E. Align metrics with!
and incentives. H

'
#3: CAPTURE & SHARE KNOWLEDGE
A T

Develop change it plan fo
of sharing, gy, gosls, =
eto.
B. Initiate K Transfer internal

based on prioritized plan

o

/ mame N
By when-

« Validation of Entarprise Risk
sssessment completed by XYZ

» Knowledge networks mappad by
beginning of XYZ

« Current system and process review
completed by end of XYZ

INITIATIVE 2

submilted for executive review by end
of XYZ

Processes for business critical
knowledge capture and shering
developed by end of XYZ

% Merinidid Acanee

reviewied by beginning of XYZ.
Recommendation included in 2014
budgeting process

Knowledge transfer practices aligned
with incentive progrem by beginning of
XYz,

INITIATIVE 3
By when-
= Change mansgement communications
initisted in XYZ.
= Internal knowledge sharing processes

initiated by end of XYZ.
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