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Human Resource Supply Chain Management  

Introduction: Nearly 5 years after the economic crisis of 2008-2012, the U.S. 

economy is beginning to mirror pre-recession levels of many major indexes.   

Sadly, Father Time has moved on—and with him so to the labor force growth rates of the 

‘boomer’ generation. Now, with a projected labor growth rate slowing to .05% per year 

through 2024, the war for talent, predicted by many experts, is bearing fruit. In many of these 

industrial roles, it’s easy to overlook the relationship between effective human resource 

management and supply chain management.  Today’s complex business environment – 

characterized by shorter product lifecycles, difficulty in product differentiation, and 

globalization of the supply base – magnify the need to create winning human supply chains. If 

managed correctly, the resul t is a better coordinated, streamlined, more engaged forward 

and reverse supply chain and, ultimately, the competitive advantage required to win!  

Spinnaker recognizes that in certain supply chain operations, specifically the reverse supply 

chain, labor can account for 70% of the total cost. Creating flexible, LEAN workforces is one 

way to drive out operational costs, but innovative thinking is required to move beyond “doing 

more with less” or “doing better with few”.  

The Challenge: In 2015, Spinnaker launched a program in Memphis, TN to 

support our reverse logistics core center managing industrial products.   

Our challenges were multi -fold; we had compensation 

strategies that were market limited to 25th to 50th 

percentile, non-air conditioned work environments and 

work tasks that included lifting up to 40lbs as often as 450 

times per day. We needed physically and mentally tough 

people that were detail oriented, willing to learn, and had 

a basic understanding of computers and scanning 

technologies. For soft-skills, we wanted folks who would 

embrace our culture – positive mindset, smile on their face, 

pro-active problem solvers, and willing to speak up when 
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something “didn’t seem right.”  We recognized that the challenges would only be complicated 

by the tightest local labor market in 15 years.  

Our facility realized a full -time workforce churn of 5% per year and a temporary workforce 

turnover of 25% per month. Spinnaker needed to stabilize the workforce in order to continue 

to deliver operational excellence within the reverse supply chain. We needed to identify 

potential leaders, mitigate churn, reduce overstaffing, and increase overall retention  

(eliminate new hires that left during or after our training period). Introducing alternative 

staffing agencies wouldn’t produce the results needed – it would be the same old same old, 

just with a new company sending us invoices.  

In addition, Spinnaker wanted to more closely align with a local social enterprise. Spinnaker 

identified a local non-profit, HopeWorks, to support our goal of creating opportunities for 

the under-served job candidates in the Memphis, TN market. In addition, Spinnaker could 

leverage HopeWorks labor management expertise to evaluate and shape our local operation.  

The Solution: Spinnaker created a current status analysis, focused on four areas:  

1. Criticality Analysis: Create a profile of critical hard and soft skills and the impact to the business. 

2. Forecasting: Utilize a 3rd party to evaluate candidates, work areas, and other business factors to 

shape labor demands, operational lead times, and relative size of business issues. 

3. Economic Modeling: Create, communicate and understand ‘what-if’ scenarios to support real-world 

decisions. 

4. Training Optimization: Review training requirements, protocols, and efficacy to drive alignment and 

retention. 

Criticality Analysis evaluated key hard skills (literacy, Microsoft Office suite 

knowledge, general PC knowledge) and key soft skills (at titude, 

communication style, conflict management, personal motivation). Special 

consideration was given to high school diploma or GED accreditation as a 

correlation between these educational attainments and overall work quality 

had been identified. A scoring system was created in order to quantitatively 

evaluate each candidate’s hard skills and make fact -based interview 

decisions to evaluate the soft skills.  

Evaluation of potential staff, work hours, and other business factors by a 

third party increased forecasting capabilities, including:  

 Filtering techniques to address and manage background information on candidates 

 Utilization of HopeWorks’ curriculum and classroom attendance trends to create a work reference 

 Consider the number of HopeWorks candidates in the total Human Supply Chain 

 Calculation of issue size variance or spread during a given planning horizon 

Through economic modeling, Spinnaker was able to create ‘what -if’ scenarios to support real-

world trade-off decisions, including:  
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 Costs associated with the type of staff churn 

 Creation of forecasting algorithms for each type of staff churn 

 Reverse Logistics Core Center capacity was evaluated 

 Reverse Logistics Core Center capabilities were evaluated 

 Calculation of COGS impact on processes1 

 Calculation of issue size and variance2 

A strong focus was applied to optimization of training with operational and inventory 

management changes evaluated to support streamlined staffing models, eliminate double 

(triple!) handling and re-sort of work in progress items.  

 

 

 

The optimization process evaluated ‘real -world’ constraints, including training styles and 

operational technologies to determine best practices. Finally, the team considered the impact 

of training methods and labor efficiency against finished good quality to identify areas for 

improvement. 

The Results: The resulting impacts to the overall operation were impressive. Overall labor 

costs related to churn and retention were reduced by $326,000 in FY2015 with 

overtime/over-staffing reduced by 40 hours per week. Eleven key roles were identified during 

the planning and optimization phase, with 5 of the roles filled by HopeWorks. In addition, of 

the 5 roles fil led by HopeWorks candidates, Spinnaker converted 4 employees to full -time 

roles.  

For our partnering efforts with HopeWorks, Spinnaker was named Employer of the Year by 

HopeWorks. You can learn more about the amazing team members who joined Spinnaker 

from HopeWorks here. 

 

 

 

 

 

                                                
1 COGS impact is Cost of Goods Sold impact – based on cost of wasted training and poor quality, seasonally adjusted to account for changes in product 

volume and people churn. 
2 Issue Size and Variance is the total cost of churn for temps and full time employees and includes understanding of seasonal variance of churn in both temp 

and full time labor force. 

https://www.youtube.com/watch?v=EvGUdq1zIkE
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About Spinnaker: Spinnaker is a supply chain services company that helps clients grow, 

manage risk, reduce costs, and improve customer service by developing world -class supply 

chain capabilities. Our services help clients develop the right supply chain strategy for their 

business challenges and implement the process and technology solutions to improve 

Demand/Supply Planning, Procurement and Sourcing, Logistics and Warehousing, and 

Reverse Logistics business performance.  Spinnaker offers a unique service delivery model 

that combines the strength of deeply experienced management and technology consultants 

with a seasoned team of business process outsourcing (BPO) and 3rd -party logistics (3PL) 

professionals. Founded in 2002, Spinnaker has offices in Boston, Columbus, Denver, 

Houston, Memphis, Pittsburgh, London, and Singapore.  

Contacts Us: 

Phone: 877-476-0576 

Email: info@spinnakermgmt.com 


