0.?.0 Supply

00.{,}.00 Chain
L] 3 @® Insights

Supply Chain Talent: The Missing Link?

11/8/2012

By Lora Cecere
Founder and CEO

Supply Chain Insights LLC




Contents

RESEAICI ...t 2
Research Methodology and OVEIVIEW.............uuiiiii i 2
EXECULIVE OVEIVIEBW ...ttt e e e e e e e e e e e e e e e s 3
The State of Supply Chain Talent..........ccoi oo e aaaens 5
Understanding the Pain..........coooi i 7
1 ES3 | o £ PP PP PP PPPPPPPPPP 10
RECOMMENAALIONS .....ooiiiiiiiiiiiiiii ittt 12
CONCIUSION .. 13
Y 0] 011 T [ U 14
About Supply Chain INSIGhS LLC .........cooiee e 16
ADOUL LOTA CBCEIE......ccoiiiiieiteeee ettt et e e e e e e e e e e e e et eaeens 16

Copyright © 2012 Supply Chain Insights LLC Page 1



Research

Your trust is important to us. This independent research is 100% funded by Supply Chain
Insights. As such, we are open and transparent about our financial relationships and our
research process. All we ask for in return is attribution when you use the materials in this report.

We publish under the Creative Commons License Attribution-Noncommercial-Share Alike 3.0

United States and you will find our citation policy here.

Research Methodology and Overview

This report is based on the analysis of responses of seventy-five respondents from over sixty
companies to a quantitative survey fielded during the period of September 20", 2012 to October
22" 2012. The goal of the study was to understand the current state of supply chain talent
related to hiring, recruiting and training practices. The survey responses were collected with

help from Supply Chain Brain.
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Executive Overview

Today, supply chain talent does not make the top of a list of supply chain issues. However, we
think it should. We believe that talent will be the supply chain’s missing link in the period of
2013-2015.

While many may think of supply chain talent as synonymous with the need to hire college
graduates, they are wrong. The largest issues in supply chain talent are in mid-management
positions. Yes, there is a shortage of college graduates, but this is not the overwhelming

business pain.

Ironically, in this time of record-high unemployment, 15% of supply chain positions are open on
average. However, not all jobs are created equally. While the operational positions of customer
service, transportation management and warehouse/distribution management are easy to find,
the positions of supply chain planning management are not. In a parallel study we see that

today, these positions remain open for five months or more and only 18% of companies have a

clear strategy to alleviate the pain. This will not be sufficient.

Demand is high. Today, the mid-management supply chain professional has a wealth of
opportunities. The positions of supply chain planning are being recognized as a training ground
for general management. As a result, mid-management supply chain leaders are being tapped
for broader management positions. They are also being asked to “backfill” openings in emerging

economies.
Figure 1. Overview of Supply Chain Talent Shortage

Level with Greatest Talent Shortage
Supply Chain Management Positions

m SC Leaders Consultants

GREATEST
SHORTAGE

60%

44%

24%
0
20% 16%

129
2%
[ ==

Entry level Middle Executive level Other Don't know
management level

Source: Supply ChainInsights LLC, Talent(Sept-Oct2012)

Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50), Supply Chain Consultants (n=25 — CAUTION: Small base size)
Q13. To the best of your knowledge, what employee level is currently experiencing the greatest talent shortage at your company? Please
answer only for supply chain management positions.
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The timing is bad. This surge is happening as baby boomers retire and supply chain planning is
becoming more important. The issues can only be overcome through in-house training, cross-
training programs, clear career paths and talent development. This survey shows that few are
ready. We hope that the findings in this report serve as a wake-up call for supply chain leaders

and the greater industry. The clock is ticking.
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The State of Supply Chain Talent

Members of today’s supply chain team are busy. Business complexity is rising and teams are
trying to get to data and align the organization against supply chain objectives. It is not easy. As
a result, as shown in figure 2, talent is not the leading topic on the supply chain agenda. It falls

midway on most lists.

The gaps in the implementation of Information Technology (IT) systems and the increasing
business complexity occupy the team’s day-to-day attention. In other studies, we see that the
average company has over 150 systems, only 8% of companies are happy with their system’s
“‘what-if” or scenario planning capabilities, and only 24% of companies can easily determine
total supply chain costs. As a result, the teams are focused on the urgent, day-to-day analysis
and are largely unaware that a “talent time bomb” is ticking. The goal of this report is to increase

awareness and share insights to remedy a potential supply chain risk.

Figure 2. Talent Is Not at the Top of the List of Business Pain for the Supply Chain Leader

Top 3 Elements of Business Pain:
SC Leaders

Ability to get to the right data in my organization 44%
Executive team knowledge / understanding of supply chain
Actionable analytics

Clarity of supply chain strategy

Quantity and frequency of new business requirements

TALENT: KNOWLEDGE AND AVAILABILITY 24%
Data sharing and effective communication with suppliers 22%
Supply chain finance: ability to get and use financial data 20%
Data sharing and effective communication with customers 18%
Dirty data 16%
Shortening lead-times 14%
Customer Service. On-time delivery 14%

Software usability
Other

Source: Supply ChainlInsights LLC, Talent(Sept-Oct2012)

Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50)

Q3. When it comes to supply chain management, which of the following are the top 3 elements of business pain for you personally?
Please select no more than three.

In the last decade, supply chain talent has increased in focus. Over 75% of companies have a
supply chain organization, and 32% of companies have a dedicated HR team focused on supply

chain human resources. The primary focus is on new hire programs and onboarding of college
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recruits. Progress has been made in new-hire recruiting with the average company having a

supply chain HR department for seven years.

The missing link in supply chain talent is mid-management. While many have focused on hiring
entry-level talent from universities, the looming issue is turnover and shortage of midlevel
managers, especially in supply chain planning positions. As shown in figure 3, the shift is

fundamental.

While companies today are struggling with change management and the adoption of new
business practices, the looming issue is upcoming baby-boomer retirements. The most
important activity that supply chain leaders can take now to mitigate turnover and attrition is to
define clear job progression and career paths for mid-managers. For most, as shown in figure 3,

this is a gap.

Figure 3. Top Three Problems for Supply Chain Leaders in Managing Supply Chain Talent

Top 3 Problems: SC Leaders | TODAY IN 5 YEARS

Reluctance to embrace new ways | 20% BIGGEST DECREASEY
Lack of clear job progression / career path ; 34%

Lack of exec. support re SC talent issues ; 22% v
Difficulty attracting the right people : 20%

Not enough people for the work _ i 26%

Demand for SC talent to do other things _ | 22%

Problems incorporating tech / software _ 22% : 18%

Lack of appropriate level of experience _ 16% : 22%

Changing skill level req't w/ tech & projects _ 16% : 26% A
Lack of cooperative vision / support from HR _ 14% : 10%

Lack of key skills - % | 12%

High employee turnover h 6% : 14%

Finding talent in emerging economies h 6% : 12%

Difficulty hiring people in specific countries h 4% : 2%

Retirement of key SC employees h 4% : 18% BIGGESTINCREASE A
Inadequate skill levels of recruits from collegeh 2% : 2%

Source: Supply ChainInsights LLC, Talent(Sept-Oct2012)

Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50)

Q5. Which are the top 3 issues facing your company when it comes to supply chain talent? And what do you think will be the top 3 issues in 5 years? Please selectno

more than three for each column
For industry consultants, the story is slightly different. Consultants feel that they do a better job
at managing talent than supply chain leaders in manufacturing and distribution. Their differences
in their self-assessment scores are significant. They are quite confident in their capabilities with
48% of consulting respondents believing that they do a better job than their peers in developing
supply chain talent. (In contrast, only 28% of the respondents from supply chain leaders believe
that they do better than their peers.) However, the programs developed by the consultants have

little applicability to the requirements of the supply chain leader in manufacturing or distribution.
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Consultants have a long legacy of professional training programs including formal mentoring,
training and progression programs. Their future issues are primarily changing skill requirements
and finding the right talent for staffing in emerging economies. The looming issue for most
management consultants is the shift in the market for fewer large-scale deployments of
Enterprise Resource Planning (ERP) and Advanced Planning Systems (APS) and the
movement to cloud-based computing and big data predictive analytics. As a result, as seen in
figure 4, among the largest issues to tackle in the future is the need for cross-training and
changing skill development in new areas. This group is also seeing the largest gap in recruiting

talent in BRIC (Brazil, Russia, India and China) countries.

Figure 4. Top Three Problems for Management Consultants in Managing Supply Chain Talent

Reluctance to embrace new ways 36% 16% BIGGEST DECREASEY
Lack of key skills 28% 16% v
Not enough people for the work 28% 20%

Problems incorporating tech / software 28% 24%

Changing skill level req'ts w/ tech & projects 24% 32%

rl::)‘\;f;;l:;y)'laﬂrachng the right people for your 24%, 16Y,

Lack of appropriate level of experience 24% 24%

Demand for SC talent to do other things 16% 20%

Lack of clear job progression/ career path 16% 16%

Lack of exec. support re SC talent issues 16% 28% A
High employee turnover 12% 8%

Difficulty hiring people in specific countries 8% 20% A
Inadequate skill levels of recruits from college 8% 4%

Lack of cooperative vision/ support from HR 8% 4%

Retirement of key supply chain employees 8% 20% A
Finding talent in emerging economies 4% 24% BIGGESTINCREASE A

Source: Supply Chaininsights LLC, Talent(Sept-Oct2012)

Base: Supply Chain Consultants (n=25 — CAUTION: Small base size)

Q5. Which are the top 3 issues facing your company when it comes to supply chain talent? And what do you think will be the top 3 issuesin 5 years? Please selectne
more than three for each column

Understanding the Pain

The pain is high. Sixty percent of companies surveyed have open positions. The ability to
recruit, train and develop employees is growing more difficult. As shown in figure 5, the greatest
challenge is supply chain planning. While positions in customer service, transportation
management and procurement are relatively easy to fill, the positions in mid-management,
especially in supply chain planning leadership, are growing more difficult to recruit. Today, the
average company has 15% of jobs open and 42% are attempting to fill the positions from within;

but, there is more demand than supply.
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As a result, many are attempting to fill positions from outside the corporation. The industry will
soon find that the process of swapping talent from company-to-company in the face of a

looming industry shortage has diminishing returns.

Figure 5. Relative Ease of Filling Supply Chain Positions.

Ease or Difficulty Filling Supply Chain Positions: SC Leaders
= Easy = Difficult = Not applicable

EASY DIFFICULT

[ 22% I
I Vs EASIEST

I S

Customer Service Manager

Transportation Manager

Supply Planner

Manufacturing Planning

Procurement Buying Manager [ 22%  16%]
Financial Analysis for SC 4% | 42% | 10% |
Demand Planner | 36% 4%
VP, Manufacturing A | 36% | 20%
VP, Procurement 8% | 36% | _18% |
Director, SC Planning 26% | 1/
VP, Supply Chain 20% | L o2% ] 12% | HARDEST
Manager, SC Projects 20% | 1 T
6% | | 38% | _22% |

Network Planning Analyst
Manager, S&OP 6% | L 42% |  16% |

Source: Supply ChainInsights LLC, Talent(Sept-Oct2012)
Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50)
Q14. How difficultdo you believe it is for your company to fill each of the following supply chain-related positions? Your bestestimate is fine.

So, what is the opportunity for supply chain leaders to mitigate issues with mid-management
supply chain leader retention? As shown in figure 6, the answer may seem counterintuitive. The
answer lies not with benefits, image or salary. Instead, the primary drivers to mitigate the pain

are clear definition of career paths, the opportunity for cross training and skill advancement.

Interestingly, in the face of this looming issue, only 16% of companies are increasing their
budget for supply chain training. For manufacturers and distributors, current cross-functional
training is typically left up to the individual or offered as part of a project. In a related study, we
see that only 18% of companies have a clear road map with a preset budget for supply chain

leader training. This is problematic.

The question is, “How best to do the training?” There is not a clear answer. In qualitative
interviews and discussions, more and more companies express concern about the fit of current
training from industry associations, leading academics and consulting partners. Most feel that
there needs to be an overhaul of conventional training programs, but they are unsure what to
do.
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The industry norm is uncertainty. Supply chain leaders are in transition from a conventional
source, make and deliver functional reliability model to focus on horizontal processes, supply
chain sensing and end-to-end supply chain analytics. They have finished their large IT project
roll-outs and are trying to stabilize their organizations. Most companies are unclear on the
definition of “supply chain excellence” and are trying to figure out how this “supply chain talent”
issue needs to be attacked. Many are at the starting blocks of seeing that there is a problem,

but don’t have a plan to attack the issue.

Figure 6. Considerations for Building Strong Mid-Management Talent

Importance vs. Performance of Talent Solutions: SC Leaders
(Rated 5-7 on 7-Point Scale)

100%

LOWER IMPORTANCE HIGHER IMPORTANCE
00% § HIGHER PERFORMANCE HIGHER PERFORMANCE
80%
70% Corporate image ¢ 4 Benefits
@ 0,
% 60% 4 Office location
E 50% L Salary
-g Flexwork & o . .
o 40% Profit Sharing Promoting from within
. * Existing
30% New employee training ¢ employee
training

0,
20% Cross-training ¢

10% §| LOWERIMPORTANCE HIGHER IMPORTANCE
LOWER PERFORMANCE LOWER PERFORMANCE
0%
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
Importance

Source: Supply ChainInsights LLC, Talent(Sept-Oct2012)

Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50)

Q7. How important is each of the following solutions when it comesto attracting and retaining supply chain management employees? SCALE:
1=Not at all important, 7=Extremely important; Q8. How would you rate your company’s performance when it comes to providing each of these
same things to supply chain management employees? SCALE: 1=Poor, 7=Excellent

NOTE: Gridlines based on averages

One of the opportunities for skill development and mitigating the issue is cross training. In a
parallel study on talent, we found that only 27% of companies offer any cross training. It is a
characteristic of only the most mature companies that we study. However the promise is high,
but as shown in figure 7, the gaps in cross training between what is needed and what is
currently offered is large. We believe that a successful cross training program is fundamental to

solving the mid-management talent gap.
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Figure 7. Gaps in Cross-training Programs

Cross-training Needed vs. Offered:

SC Leaders
m Needed Offered OGap (Offer - Need)
Average: 5 Areas 2 Areas

Greatest Opportunity

62% 60% 56% 54% 529, 529,

46% 44%

4% 6% 20% \
‘ 4%, 8% 29, 8% 12%

[38%] [-34%] [-36%]
E : [50%] 44% [50%]

Manufacturing Distribution Procurement | Strategy Finance Marketing IT Sales

Source: Supply ChainlInsights LLC, Talent(Sept-Oct2012)

Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50)

Q25. In which of the following areas do you think cross-training programs for supply chain management employees is necessary at your company? And in
which areas does your company currently offer cross-training? Flease markall that apply foreach.

NOTE: Higher vs. Lower based on midpoints

Insights

In the survey, respondents were able to give open-ended responses. Compare the open-ended

responses on why companies feel that they are better than their peers in figure 8 and the

reasons that companies feel that they are worse than their peers in figure 9.

Figure 8. Why does your Company do better than your Peers in Terms of Supply Chain Talent?

Why is Your Company Performing Better Than Your Peers in Terms of Talent?

We have a program which directs personnel in
developing their career in SCM. It helps them in
developing relevant skills, knowledge and
experience to expand their career opportunities.
Designed to foster creative thinking and
accelerate global integration and encourage
people to develop expertise across the supply
chain functional disciplines.

We spent time and money training and also
giving to our talent most challenging projects
and exposition in the market, in order to best
prepare them. Also, in a committee we discuss
twice a year the performance of our talents and
we give rewards in consequence.

Higher reliance on personal interaction between
all key stakeholders (suppliers, internal
customers, external customers) than on
systems and data. Systems and data are
excellent tools, but without the personal
interaction between all parties, and the
development of trusting relationships the "silo"
mentality occurs and the overall understanding
of the business goal is lost.

(Open-Ended)

Strong entrepreneurial mindset throughout
company. Empowerment throughout supply
chain to enact change. Always working towards
the future--how can we minimize costs,
maximize EBITDA while maintaining a constant
focus on the customer.

We focus on engaging professionals with
industry experience, with less emphasis on
academic credentials.

Mainly by hiring the best talent available and
compensating them for their experience and
knowledge.

Global & Social based talent programs. Utilizing
traditional, online, social & peer to peer based
techniques covering all SC disciplines.

Al

Actual work experience working across multiple
areas of responsibility and the ability to apply
this knowledge.

Competency models, curriculum maps, internal
and external training events, career progression

ladders, professional development meetings,
financial support for certification

Source: Supply Chain Insights LLC, Talent(Sept-Oct2012)
Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=14), Supply Chain Consultants (n=12)
Q4a. Please describe in what ways your company is performing betterthan its peers, in terms of supply chain talent. [OPEN-ENDED]
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Companies that perform better attribute it to a systemic program that rewards the basics: cross
training, skill-building programs, competency models and curriculum maps. It is owned and
managed by the company with a clear road map. Unfortunately, we only see 28% of companies

that feel they do this better than their peer groups.

Figure 9. Why does your Company do Worse than your Peers in Terms of Supply Chain Talent?

Why is Your Company Performing Worse Than Your Peers in Terms of Talent?
(Open-Ended)

With the term not ever being literally translated Signiﬁ_cant expectation without corresponding
it starts in a completely gray area and only gets financial rewards.

murkier. | chose worse than peers because of
the belief other companies have at least spent
more time defining what the term means and
have a literal translation to whether their depts Poor hiring practices, internal promotions only
are in fact considered supply chain...or without consideration of new skills and
something else. strategies.

Salaries, screening process, resources for
finding talent.

Recruiting-hiring, on-boarding, career
development-management, succession
planning.

Training is not widely available. uncompetitive
salaries. cannot attract and/or retain talent little
available talent with specific knowledge of our

manufacturing particularities.
No strategy for cross-functional development.

Not retaining top talent. = -
Retention has been a problem - turnover in

staff. Organizationally, local goals often
supersede larger-scale goals, and operational
concerns generally get more attention than
Sstrategic improvements, including cross-
training of team members.

Under-utilization, bordering upon summary
dismissal of documented and defensible cost-
saving, margin-increasing recommendations.
failure to support CE or trade certifications.
recruiting only on free boards - typically known

W7 61 @iliy WA S S SR e Our company does not pay comparable wages

to other companies, so therefore can not recruit
the higher skilled talent that is available.

Source: Supply ChainInsights LLC, Talent(Sept-Oct2012)

Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=13), Supply Chain Consultants (n=1)

Q4a. Please describe in what ways your company is performing worse than its peers, in terms of supply chain talent. [OPEN-ENDED]
When, we compare figure 8 to figure 9, we get a very different “tenor” of the open-ended
responses. For most, it is a leadership issue. What is clear is that as long as companies allow
mid-management talent to exist without clear definition of training, skill building and cross-
functional training, mid-management turnover will be high. In qualitative interviews, the belief by
the most mature supply chain leaders is that we have a two year period to close this gap before

the industry closes in on itself.

As shown in figure 10, there is a general concern about the lack of clear career progression

road maps, and the understanding of the issue by the leadership team in 34% of organizations.
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Figure 10. Top Three Supply Chain Issues for Supply Chain Talent Today

Top 3 Supply Chain Talent Issues TODAY:

SC Leaders
Reluctance to embrace new ways of thinking and working 42%
Lack of clear job progression and career path 38% T(;[élisuzs for
eaaers
Lack of exec. understanding / support re SC talent issues 34%

28%
24%
24%
22%

Difficulty attracting the right people for company

Not enough people for the work required
Demand for SC talent to do other things in the company

Problems incorporating technology and software

Lack of appropriate level of experience 16%
Changing skill level req'ts with new tech and projects 16%
Lack of cooperative vision / support with HR dept 14%

8%
6%
6%
4%
4%
2%

Lack of key skills

High employee turnover

Finding talent in emerging economies
Difficulty hiring people in specific countries
Retirement of key supply chain employees

Inadequate skill levels of new recruits from college

Source: Supply Chainlnsights LLC, Talent(Sept-Oct2012)
Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50)
Q5. Which are the top 3 issues facing your company when it comes to supply chain talent?

Recommendations

The answer lies in building internal programs. Over the next five years, there will be more

openings than demand for mid-management talent; and the current policy of recruiting planners

from other companies will become less and less feasible. The best talent will gravitate to

companies that offer the greatest opportunities, the best defined programs and enlightened

management.

For supply chain leadership wanting to tackle this program, we offer the following suggestions:

¢ Build a Clear HR Road Map Based on Supply Chain Strategy. While laggards define

their efforts by projects and continuous improvement programs, leaders start with

strategy and then define programs. Today, based on client interviews, we find that only

5% of companies are clear on supply chain strategy and less than 1% has a team

focused on the definition management of the end-to-end supply chain. A large part of

the issue with mid-management talent development lies in the traditional focus on

building strong vertical silos of make, source and deliver without a clear understanding of

supply chain excellence. Solving the mid-management talent dilemma requires the

building of teams that have an end-to-end vision with a clear understanding of supply
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chain trade-offs at the Supply Chain Effective Frontier. This requires cross training, skill
building and the definition of clear skill competency maps.

¢ Focus on Mid-Management Supply Chain Talent Development. Make it a Priority.
While we find that most companies have active new employee recruitment, we find very
few companies aware or aggressively tackling the mid-management talent issue.

e Clear Focus. Separate the focus on academic recruiting and mid-management skill
development. They have different challenges. Entry level talent is not the answer to
solve the mid-management talent gap. Both programs need to be worked in parallel.
However, we find that most have a new hire, but not a mid-management, talent program.

¢ Use Business Process Outsourcing for Staff Augmentation. The rise of cloud
computing and business process outsourcing enables the feasibility of staff
augmentation. Use these services to free up critical internal resources to train and build
critical skills.

o ltis Up to You. While we find that consulting partners rate themselves higher on skill
development, the skill requirements for consulting are different. The programs do not
have a clear overlap. Manufacturers, retailers and distributors will be forced to build
their own. While they may get insights from consulting partner’s programs, they should

never adopt consulting practices.

Conclusion

Mid-management talent development will be the missing link for many supply chains in the next
five years. Itis accelerated by baby-boomer retirements, expansion of global markets and the
greater demand for mid-level leaders with supply chain planning skills. To solve the problem,
companies need to become proactive and build their own programs. Key elements are
foundational training, career path clarity and cross-functional training. It requires leadership and

a holistic approach.
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Appendix:

Quantitative study methodology and demographics:

WHY \

» Objectives: » Survey topics:

+ To understand the current state of supply chain + Top supply chain talent issues
talent related to hiring, recruiting and training and
the success of current solutions

+ Importance vs. performance on key solutions

* Elements of talent shortage

* Hypothesis:

+ Talent Recruitment & Training
« Talent managementin supply chainis a major

. - * Talent issues in global
issue with no clear panacea.

environments
» Surveys conducted online * 75 respondents from approximately 60
+ In partnership with Supply Chain Brain sl gelliEs
- Survey dates: * Respondent requirements:
« September 20 — October 22, 2012 * Supply chain management professionals
+ Manufacturers, Distributors or Retailers (n=50)
or

Consultants (n=25— CAUTION: Small base size)

Source: Supply Chain Insights LLC, Talent (Sept-Oct2012)

Figure A. Study Demographics

Company Type

67% 33%
“Supply ‘Consultants”
Chain DistriEutor (n =25*)
Leaders” 15%
(n=50)

Manufacturer
48%

Source: Supply ChainInsights LLC, Talent(Sept-Oct2012)
Base: Total Sample (n=75)

Q1. First, which of the following bestdescribes you or your company?
*CAUTION: Small base size
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Figure B. Industry and Role Demographics

Industry Group: Respondent Role:
SC Leaders SC Leaders

Process
46%

Director
16%

Manager
54%

Source: Supply ChainInsights LLC, Talent(Sept-Oct2012)
Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50)
Q39. Which industry grouping best defines your company? Q40. Please indicate which of the following best describesyour current position or role.

Figure C. Company Size. Years in Supply Chain Management

Number of Employees Years in Supply Chain
Management
Average
SC Leaders 22% | 30% : SC Leaders 44% < 19

1K =1-5K = Over 5K =DK = <10 years = 11-20 = 21-30 = Over 30

Consultants 120% | 20% Consultants 28% 32% A 21

Source: Supply ChainInsights LLC, Talent(Sept-Oct2012)

Base: Supply Chain Leaders (Manufacturers, Retailers, Distributors) (n=50), Supply Chain Consultants (n=25 — CAUTION: Small base size)
Q38. What is the size of your organization in terms of number of employees? Please write in your best estimate below.

Q2. For how long have you been a supply chain management professional? Yourbest estimate is fine.
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About Supply Chain Insights LLC

Supply Chain Insights LLC (SCI) is a research and advisory firm focused on reinventing the
analyst model. The services of the company are designed to help supply chain teams improve
value-based outcomes. Commercial offerings include research-based Advisory Services, a

Dedicated Supply Chain Community and Web-based Training.

About Lora Cecere

Lora Cecere (twitter ID @Icecere) is the Founder of Supply Chain Insights

W
- » LLC and the author of popular enterprise software blog Supply Chain
Shaman currently read by 5000 supply chain professionals. Her book,

Bricks Matter, publishes in December 2012.

With over nine years as a research analyst with AMR Research,
Altimeter Group, Gartner Group and now as a Founder of Supply Chain
Insights, Lora understands supply chain. She has worked with over 600

conferences a year on the evolution of supply chain processes and technologies. Her research

companies on their supply chain strategy and speaks at over 50

is designed for the early adopter seeking first mover advantage.
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