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The purpose of this document is to:

Provide a comprehensive regional Future of Work
Strategy for the Greater Wichita region, which includes the

HO ‘ ‘ tO stakeholder-aligned Future of Work Ambition, Strategic

Pillars, and a Collaborative Strategic Roadmap that is

o
use thlS comprised of the Prioritized Commitments that will

accelerate progress towards realizing the regional ambition.

document This document also outlines the key next steps to refine and

activate the prioritized commitments outlined in this

document.
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The opportunity

Over the last 3 years, the Greater Wichita region

experienced several events or disruptors that have had
a significant impact on its workforce and highlighted the
need for the region to understand and prepare for the
Future of Work.

Key stakeholders across the Greater Wichita
Community sought to establish a holistic and action-
oriented Future of Work Strategy - that would position
the region to compete for, retain, and develop top
talent in innovative ways.

Defining the universal ambition and strategic
direction for the Future of Work in the Greater Wichita
Region

Reframing the conversation beyond just skills and
looking at the broader implications of the work,
workforce, and workplace for creating, attracting, and
retaining the top talent of the future

By broadening perspectives and generating a deeper
conversation around the future talent landscape,
stakeholders aim to foster collaboration

among business, education, and community leaders in Accelerating action by identifying gaps and creating a
the Greater Wichita region to unleash untapped value roadmap of prioritized initiatives to cultivate the

within the region’s workforce. workforce of the future

5 & ¢



Several disruptors have emerged, impacting the Future of Work...

KEY DISRUPTORS

X 2

EMERGING TECHNOLOGIES COVID-19 PANDEMIC

el

NEW TALENT REQUIRMENTS SUPPLY CHAIN DISRUPTIONS

i

DIVERSITY AND GENERATIONAL
CHANGES AUTOMATION AND ROBOTICS

These disruptors have led to several trends that need to be
taken into consideration when examining the needs of the
current and future workforce

% Increased desire for the future workforce to develop new
skills

org) Recent decline of interest for popular industries or
career paths found in the region

Inability to offer market salaries in comparison to
competitors

Hiring difficulty across multiple industries

@ @ @

Large numbers of talent migration and relocation



A paradigm shift is necessary to enable the Future of Work

To enable the Future of Work in Wichita, we must understand the levers that affect its three key components - work, workforce, and workplace - and how
education, business, and community stakeholders can collaborate to prepare Wichita to excel in the Future of Work

What is being done?

The experience and value of work
performed by humans and technology

Value of Work Outcomes of Work Tasks/Process Technology

Who is doing the work? Where is the work being

done?
The composition of jobs, skills, and The context and environment in which
workers to deliver business value work is done including physical design
and technologies, collaboration, culture,
g and workforce preferences

Skills Human Capabilities Talent Options Jobs Geographic Location Physical Design Culture Collaboration



WHAT

WHY

Our journey to reimagining the Future of Work in Wichita

In early November, The Greater Wichita Partnership partnered with Deloitte to evaluate the region’s current approach to preparing for the Future of Work
and establish a regional Future of Work Ambition and Strategy that enables the attraction, development and retention of skilled talent across industries

Generate a rich framing of business Engage key Greater Wichita |dentify in-flight or planned
and community needs and Partnership stakeholders to expand initiatives that address the Strategic
preferences as foundational input thinking and create alignment Ambition and identify immediate
for the Future of Work Strategy actions to mobilize the strategy
Data review / Remesh™ Interview and Ambition Ambition Lab Output Roadmap Roadmap Additional Initial Future
analysis and focus groups Data Findings Lab: Part 1 Lab: Part 2 Summary Workshop: Workshop: Engagement of Work
stakeholder Summary Part 1 Part 2 and Roadmap Roadmap

Revision

. 4
4 h 4

interviews

To capture human and experience- To engage key stakeholders in active To gain alignment on Future of Work
centric feedback from the Greater learning and collaboration through Strategic Ambition and Roadmap,
Wichita Region as critical starting Deloitte’s tested lab-based including considerations for short-

input for strategy building approach to expand thinking and term mobilization and engagement

create alignment on the opportunity
set



Key themes were highlighted through our activities...

Deloitte reviewed existing data / studies, conducted stakeholder interviews and RemeshTM focus groups to identify the below bright spots and
opportunity areas for FOW in the Greater Wichita region. The ambition, strategic pillars, and commitments outlined in the roadmap are derived from this

assessment

Automation as an enabler, not eliminator of Increasing awareness & accessibility of
jobs professional opportunities

Providing more competitive pay
Flexibility & work / life balance as a priority

Establishing diversity, equity & inclusion
. . . . (DEI) as an imperative
Wide selection of education & training
opportunities available Diversifying options for entertainment
venues & cultural activities

Strong family ties & low cost of living Building further resilience into Wichita’s
industrial landscape
Positive reception of the efforts of dedicated Sustaining workforce of the future through

community partners investment in diverse career pathways



As we differentiate the journey ahead, efforts will need to evolve
beyond what’s been done to date...

The Greater Wichita region has invested significant time and effort to understand opportunities and barriers to attracting and
retaining talent. To amplify the region’s ability to enable the Future of Work, build the workforce of the future, and compete for top
talent, it is imperative to build on that foundation and think differently given the current moment of opportunity

FROM TO
Technology

Availability

In order to prepare The Greater Wichita region’s workforce for skills and jobs of the future, it will be imperative for
key stakeholders in the region to enable the greater ecosystem that will support integration of education,
business, community priorities to accelerate progress
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Future of Work Ambition Statement

After reviewing the key concepts found throughout data findings during the two-day Ambition labs, participants were able to refine and create the
ambition statement below, which will serve as a long-term, aspirational anchor for Wichita's Future of Work strategy and goals

i Create diverse career pathways and
i opportunities within our
community by providing the tools

i needed to fuel innovative thinking,
i solutions, and collaboration

We are a vibrant, global community of poSsibiIit;_/ that
invests boldly, takes risks, and defies expectations

i Move beyond our culture of : Build upon our history of

i comfort to allow our community : innovation to challenge the

to take risks and try new things status quo and establish Wichita

: that will drive progress for our i has a hub for skilled talent and

! region i ground-breaking innovation
CREATING INCREASING APPETITE DEFYING

POSSIBILITIES FOR RISK EXPECTATIONS




THE GREATER WICHITA REGION'S FUTURE OF WORK COMMITMENTS

Form a coalition that regularly connects public,
private, and community stakeholders to drive
inclusion by bringing diverse voices to the table
with the goal of identifying and addressing the
priorities, needs, and barriers faced by
various populations across the region

WORKFORCE

FOUNDATIONAL COMMITMENT
Activate gathering spots around the region with
new activities and celebrations that draw and
engage diverse and multicultural audiences

WORKPLACE

Expand air and rail connectivity to Wichita
domestically and internationally to enable ease of
access for future talent and business

WORKPLACE

Accelerating existing internal and external
marketing campaigns that embraces Wichita's
history and generate buzz around new vision
for the region

WORKPLACE

CREATING POSSIBILITIES

CP1: FOCUSED COMMITMENT

Establish formalized, tightly integrated feedback
loop between business and education
stakeholders on skills demand/supply to enable
agile and responsive workforce planning

WORKFORCE

CP2: FOCUSED COMMITMENT

Develop strategic model for engagement with
private employers to incentivize creation of
professional development and training
pathways that connect talent to employers in
creative ways

CP3: FOUNDATIONAL COMMITMENT

Expand access to employment opportunities by
increasing supporting services for
underserved communities in Wichita

WORKFORCE

Invest in embedding future-forward skills (e.g.,
coding, technology, data analytics, etc.) through
industry-serving, university-based innovation
centers to enable talent to take on the jobs of
the future

WORKPLACE

FOUNDATIONAL COMMITMENT
Create sustainable funding mechanisms to drive
long-term investment and ridership in public
transit and next-generation transportation
solutions (e.g., employer-sponsored shuttles to
and from workplace, childcare centers) that will
expand access to opportunities for talent in
the region

WORKPLACE

FOUNDATIONAL COMMITMENT
Invest in developing compelling places (i.e.,
Riverfront Legacy Master Plan, project Downtown,
Main Street Revitalization) across diverse areas of
the city to highlight the rich history and
diversity of Wichita and attract talent to the
region

INCREASING APPETITE FOR RISK

AR1:

Support the establishment of incubators that
advance new technology development to
establish Wichita as a hub for innovation

AR2:

Implement a highly focused, relationship-based
campaign to encourage venture capital
investment in the state’s target sectors

AR3:

Challenge the status quo on on public investment
priorities with cost/benefit analyses that include
lost opportunity cost and benefits manifested
multi-generationally, and could measure
success in new ways (e.g., $$
available/appropriated, speed to access of
investment $$, # and types of investors)

WORKPLACE



Unpacking the Future of Work Roadmap

Stakeholders from across the region aligned on a set of commitments that they believe will drive the most impact in helping the region achieve its Future of Work Ambition.
Through continued efforts 4 commitments rose to the top as needing immediate focus, while the commitments serve to lay the foundation and enable continued success

gy

FOUNDATIONAL
FOCUSED COMMITMENTS COMMITMENTS ENABLING COMMITMENTS

The immediate priority areas that will bring The commitments that will establish the The commitments that will drive the region
together a diverse set of stakeholders to infrastructure needed to address barriers to defy expectations and deliver on their
drive buy-in and engagement across the faced by the current and future workforce more ambitious goals

region

Ry

The Future of Work Roadmap depicts the ecosystem of commitments needed to drive success for the region - with the focused commitments in the center, and the
foundational and enabling commitments surrounding them to show the interconnected nature of the efforts



THE GREATER WICHITA REGION’S FUTURE OF WORK ROADMAP: ECOSYSTEM OF COMMITMENTS

Strategic Pillars

Cultivating a Vibrant, Global Community
VG3: Expanding connectivity to Wichita domestically and internationally

Investing Boldly

FOCUSED

1
1
1
1
: QO Creating Possibilities
1
1
1
1
1

O Increasing Appetite for Risk

VG4: Accelerating existing internal and external marketing
campaign

IB2: Creating sustainable funding mechanisms for next
generation transportation solutions

CP1: -
Establishing a CP2: Develop

; strategic model
AR1: Support the establishment of incubators formt?;';ﬁg for g

that advance new technology to establish .
4 integrated engagement

Wichita as a hub for innovation feedback GREATER WICHITA'S WALLINELS IB3: Investing in the development of compelling

employers to i
loop between FUTURE OF WORK incepntixize places to attract talent to the region
business and

education STRATEGY creation of

stakeholders professional
development

and training

athways that .
AR2: Implementing a highly focused, relationship- (F:)onnect)’:alent CP3: Expqumg access to employment »
based campaign to attract venture capital to employers opportunities for underserved communities

VG2: Activating gathering spots in the region that

AR3: Challenging status quo on.pu.t?llc engage diverse, multicultural audiences
investment priorities
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Overview of components and considerations

Outlined below is an overview of elements included in the Commitment Deep Dives, as well as key considerations for the Greater Wichita region as progress continues

towards achieving their Future of Work Ambition Strategy

Components of Commitment Deep Dives

Impact:
« The anticipated benefits of implementing the commitment

Stakeholders (Commitment Owners & Partners):

« Owners: Experienced individuals selected to be accountable to drive progress
towards tactical actions associated with each commitment

« Partners: Individuals that Owners should engage as collaborators to help
develop tactical actions for each commitment

In-Flight Initiatives:
 Existing efforts or plans that may require alignment or integration with the
commitment

lllustrative Examples:
« Examples of programs/solutions that other regions have implemented
associated with the commitment (as applicable)

Key Steps:
+ A high-level outline of the actions that need to be taken in order to implement
the commitment

Level of Effort, Impact, and Urgency:

* Indicators to aid in prioritizing the commitments taking into consideration, the
level of effort needed to implement the commitment, the resulting effects on
the region from implementation and the level of importance to implement
commitment based on the current and future needs of the region

Key Considerations

Need for ongoing, collaborative refinement

The Roadmap is meant to function as a living document, and commitments outlined
to serve as preliminary initiatives that will need continued refinement into tactical
plans for implementation by commitment Owners

Prioritization of foundational, enabling and focused commitments

The Roadmap outlined does not follow a linear timeline structure. The outline
identifies four commitments that serve as the foundation to establish the
infrastructure needed to face current and future workforce barriers, five
commitments that serve as enablers driving acceleration to defy expectations and
achieve ambitious goals and 4 focused commitments that serve as high-priority
initiatives that are key for stakeholders to focus on in the near term.

Stakeholder buy-in as key to sustained change
____________________________________________________________________________________________________|
Strong socialization efforts from Owners, Partners and key stakeholders will be critical

in gaining alignment and support for implementation of commitments from
stakeholders across business, education, and community sectors



Chapter I: Focused Commitments



FOCUSED COMMITMENTS:

The immediate priority areas that will bring together a diverse set of stakeholders to drive buy-in and engagement across the region

CP1:
Establishing a
formalized
tightly
integrated
feedback
loop between
business and
education
stakeholders

FOCUSED

GREATER WICHITA'S
FUTURE OF WORK
STRATEGY

CP2: Develop
strategic model
for
engagement
with private
employers to
incentivize
creation of
professional
development
and training
pathways that
connect talent
to employers

Strategic Pillars

Cultivating a Vibrant, Global Community
QO Creating Possibilities

Investing Boldly
O Increasing Appetite for Risk



ACTIVATING VG1

Strategic Pillars

() Cultivating a Vibrant, Global Community

FOCUSED

() Investing Boldly

[}
' I
1 1
. 1
1
: QO Creating Possibilities !
' I
! |
: O Increasing Appetite for Risk :

GREATER WICHITA'S
FUTURE OF WORK
STRATEGY

VG1: Forming a coalition that

regularly connects public, private,
and community stakeholders



VG1: Form a coalition that regularly connects public, private, and community stakeholders to drive inclusion by
bringing diverse voices to the table with the goal of identifying and addressing the priorities, needs, and barriers
faced by various populations across the region

KEY CONSIDERATIONS

1. Identification of nuanced
priorities, needs and
barriers faced by
populations in the Greater
Wichita region

2. Formulation of targeted
integrated strategies that
address the nuanced needs
of various populations

KEY STEPS

SUhAWN =

applicable

Initiative Owner:
- TBD

Initiative Partners:

« Representatives from pubilic,
private, community,
education sectors and
unions

Project Wichita: Establish a N/A
task force of diverse voices to
develop a community-driven
assessment toolkit and engage
communities on it's use
Framework for Growth:
Regularly convene stakeholders
from target sectors and
economic regions to evaluate
state regulations and policies,
and their impact on our
economic regions and target
sectors

Determine the scope, responsibilities, time commitment and resources needed for the coalition to be successful

ldentify and nominate potential coalition members from the public, private and community sectors

Gain nominated members’ buy-in for participation and invite them to attend a kick-off meeting

Conduct kick-off meeting to provide clarity on roles and responsibilities, network and resources available

Launch and socialize the newly formed coalition to stakeholders across the region

Ongoing: Hold regular coalition network meetings to answer questions, provide direction, and seek feedback for improvements as



Coalition roles and responsibilities

Comprised of representatives from across the Wichita region, the Future of Work Coalition will serve as the “boots on the ground” tactically driving the
Greater Wichita region’s Future of Work Ambition Strategy

COALITION ROLE

The Future of Work Coalition is an established connection between public, private, and community stakeholders to drive inclusion by bringing
diverse voices to the table with the goal of identifying and addressing the priorities, needs, and barriers faced by various populations
across the Greater Wichita region

» Understand the Strategic Pillars of the Greater Wichita region’s Future of Work Ambition Strategy

« Demonstrate inclusivity by seeking and leveraging perspectives from stakeholders across the varying sectors to understand the barriers and
needs faced across the region and inform priorities

+ Drive effective and efficient planning strategies including, potentially unifying areas where duplication of efforts may be present

« Champion and socialize region-wide commitments to drive stakeholder buy-in and address any questions and concerns stakeholders may
have

» Enhance collaboration with diverse stakeholders across the region to expand resources and strengthen the Coalitions network

+ Continuously identify and solicit feedback from diverse stakeholders and implement updates as applicable



Coalition impact and outcomes

The Future Of Work Coalition will act in service of the ambition and strategy of The Greater Wichita region’s

Future of Work Ambition Strategy by:

ESTABLISHING FEEDBACK
LOOPS

Coalition members will serve as the
“ears on the ground” for the Greater
Wichita Region by routinely collecting
feedback on initiatives /programs
launched in the community and
proactively addressing gaps and needs
shared by stakeholders

GAINING
BUY-IN

Coalition members will be looked upon
to champion the initiatives driven by
the Future of Work Ambition Strategy
and serve as ambassadors to engage

and encourage stakeholders across the

region to do the same




Membership selection criteria

Coalition members should be individuals whose qualities will enable them to tactically drive the Greater Wichita region’s Future of Work Ambition strategy,
embody inclusive behaviors, and are representative of the community, public, private, education sectors and unions across the region

Highly motivated and able to motivate
others

An active listener with attention to detail

Strongly connected to an informal
network of peers and able to influence
them

Embodies values of inclusion and equity
and foster belonging among coalition
members

Willing to understand, learn, and
communicate changes

Education leaders (public and

private)

Students

Public sector leaders and

workers

Strongly connected to diverse
communities, together forming a
representative group from the region

Able to solicit honest input and feedback
from community members and represent
concerns to coalition

Serve as a trusted ambassador of the
Coalition's efforts within their communities

Willing to push back against the status
quo where necessary and productive

STAKEHOLDERS COULD INCLUDE
. Small business owners and Worker and union
Elected officials .
entrepreneurs representatives
Industry and business leaders

Act as a knowledgeable and approachable
resource for coalition members

Able to operationalize initiatives and
feedback relevant to their area of expertise

Willing to learn from other experts in
coalition and think across disciplines to
maximize impact

Connects their area of expertise to specific
strategic pillars and/or focus areas

Nonprofit and community-

based organizations



Establishing the Future Of Work Coalition

A structured approach is going to be necessary for nominating and selecting members to serve in the Coalition and providing initial direction and
expectations for execution

1. OUTLINE

Develop scope and responsibilities, time commitment, and the resources needed for the Future of Work Coalition to be
successful

2. NOMINATE

Recognize and nominate potential coalition members from public, private, community sectors and unions that also embody the
qualities and criteria outlined for Coalition members

and invite them to attend a kick-off meeting

4. LAUNCH

Launch the Future of Work Coalition by holding a kick-off meeting to:

« Highlight the purpose and mission of the Coalition

« Outline the role and expectations of Coalition members
« Discuss the priorities that the Coalition will drive forward
* Provide resources that Coalition members can leverage



ACTIVATING CP1 AND CP2

CP1:
Establishing a
formalized
tightly
integrated
feedback
loop between
business and
education
stakeholders

FOCUSED

GREATER WICHITA'S
FUTURE OF WORK

STRATEGY

CP2: Develop
strategic model
for
engagement

with private

employers to
incentivize
creation of
professional
development
and training
pathways that
connect talent
to employers

Strategic Pillars

Cultivating a Vibrant, Global Community
QO Creating Possibilities

Investing Boldly
O Increasing Appetite for Risk



CREATING POSSIBILITIES

CP1: Establish formalized, tightly integrated feedback loop between business and education stakeholders on skills
demand/supply to enable agile and responsive workforce planning

KEY CONSIDERATIONS

IMPACT

1. Targeted strategies to
address the skills gap for in-
demand jobs and
strengthen graduates’
retention to local target
sectors

2. Gained alignment on the
vision, resources and
efforts for workforce
planning across multiple
sectors

KEY STEPS

STAKEHOLDERS

Initiative Owner:
« BEA

Initiative Partners:

+ Representatives from
business sectors, education
sectors and unions

IN-FLIGHT INITIATIVES ILLUSTRATIVE EXAMPLES

Project Wichita: Develop N/A
strategic model for partnership
between private industry,
community organizations, and
regional schools' structure to
support student success.
Framework for Growth:
Establish a partnership to
modernize state approaches to
workforce development; create
synergy between education
and economic systems.

What we heard from the
Ambition Labs and Roadmap
Workshops:

+ Wichita leaders expressed the
need to have educational
curriculum that is inclusive and
responsive to the current skills
and credential demands of the
current and future workforce
There is a desire to establish a
partnership between the
public and private sectors to
set workforce expectations for
the community as a whole

Level of Effort

Low

High

Level of Impact

1. Identify and connect industry (e.g., business leaders and union leaders) and education stakeholders across the region to work closely
together to discuss the skills gaps being faced by organization in Wichita

2. Develop a targeted plan to leverage existing workforce planning / education structures to drive the development of those skills within the
Greater Wichita region’s available talent pool

3. Ongoing: Hold regular partnership network meetings to update on any changes to the needed skills based on market or strategic business
decisions, answer questions, provide direction, and seek feedback for improvements as applicable

Low

High
Level of Urgency

Low

High




CREATING POSSIBILITIES

SR \What we heard from the

CP2: Develop strategic model for engagement with private employers to incentivize creation of professional Ambition Labs and Roadmap
development and training pathways that connect talent to employers in creative ways Workshops:
+ Wichita leaders seek to engage
private employers to improve

KEY CONSIDERATIONS career advancement and
pathway opportunities to

IMPACT STAKEHOLDERS IN-FLIGHT INITIATIVES ILLUSTRATIVE EXAMPLES promote long-term growth
1. An enhanced workforce Initiative Owner: Framework for Growth: Work Virginia's Workforce There is a desire for employers
with opportunities to grow « TBD with private employers to Development Efforts Link: to develop more non-
in the workplace through establish a self-sustained * Talent Accelerator is a traditional ways of attracting
established career Initiative Partners: resource for training and turnkey solution for talent such as,
pathways and career + Representatives from workforce development customized recruitment, apprenticeships, pay to train
retention efforts community, education and through interest-free loans for screening, and training in programs, and work-based
2. Abridge to the current skills private sectors education and training. which, services are provided learning initiatives
gap and ability to attract Framework for Growth: at no cost to qualifying new
and retain top talent across Strengthen Registered or expanding employers
the region Apprenticeship program * Virginia Jobs Investment
through coordinated Program offers consultative
investments that incentivize services and funding to Level of Effort
employer engagement...and companies that create new
promote equity in access and jobs or experiencing - -
acceleration of apprentices technological change Low High
KEY STEPS

Level of Impact

1. Identify and engage private employers from target industries across the region to understand successful programs already in-flight and - ,
Low

align on areas of need to help identify gaps

2. Based on input, work with education and business leaders across the region to develop a strategic plan to establish and/or expand High
existing professional development and recruitment program efforts

3. Connect with community leaders to pressure-test resulting programs to further inform methods for accessibility and inclusivity Level of Urgency

4. Utilizing input, update program plans, launch and socialize programs across the region

5. Ongoing: Seek feedback and make necessary improvements, continuously assess the level of engagement/retention of employees utilizing - -
programs, and private employers’ feedback on outcomes
Low

High



https://www.areadevelopment.com/laborEducation/Q2-2020/finding-talent-in-a-time-of-economic-change.shtml

BUSINESS AND EDUCATION FEEDBACK LOOP

In order to prepare the Greater Wichita region’'s workforce to meet the evolving
needs of the business sector, it is necessary to ensure strategic alignment
between the business sector and the education / workforce planning sector.

The Integrated Feedback Loop will enable:

« Increased awareness of key business / industry strategies that will impact the
skills and capabilities needs of the workforce

« The ability to develop targeted and aligned strategies to upskill the region’s
workforce to meet the evolving workforce demands

« Drive progress towards enhancing the current infrastructure for talent
development across the region



Inputs and outputs of established feedback loop

As representatives from the education and business sectors work together to provide their input on priority areas and challenges, their output will help to

drive progress towards achieving success in addressing workforce needs

of
workforce outcomes
between business and
education sectors

to help
for in-demand
occupations

©

BETWEEN BUSINESS
AND EDUCATION

available for
both sectors to achieve
expected workforce
outcomes

CP2: FEEDBACK LOOP

Accessibility to talent that
meet the skill and credential
needs for in-demand
positions in the private
sector

Alignment on forecasting
workforce needs and
development of mechanisms
to address the current
workforce needs

@,

Enhanced education

service delivery models
that are adaptable to on-
demand workforce needs

To successfully address the workforce needs aligned on by employers, educators and union representatives, stakeholders should also prioritize implementing CP3: Develop
strategic model for engagement with private employers to incentivize creation of professional development and training pathways that connect talent to employers



Overview of established feedback loop

The representatives selected from each of these sectors below will own collecting
and initiating on workforce development feedback:

STATE BOARD & ELECTED OFFICIALS:

Individuals from the Kansas State Board of Education and State
Legislators in positions to influence strategic direction of local
school districts

EDUCATION:

v’

J Individuals from the Public and Private sector in positions to
enhance program development

Individuals from the Public and Private sector in positions to
influence curriculum changes

BUSINESS:

Individuals from the business sector in various elevated positions
with awareness of the strategic direction of talent requirements

Individuals from the business section with the knowledge, skills
and capabilities to drive workforce strategies forward

Individuals from unions across the region to help drive inclusive
strategies

MEETING CADENCE AND EXPECTATIONS

The representatives should align on the cadence and expectations outlined
below to drive progress towards workforce development goals:

MEETING CADENCE:

Quarterly touchpoints to address high priority actions and
implementation steps

Self- scheduled touchpoints to share updates and engage
additional stakeholders when necessary

EXPECTATIONS:

Develop strategic alignment on priorities to address
workforce gaps

Develop stable mechanisms to collect and address consistent
feedback from stakeholders on an ongoing basis

‘ Forecasting and addressing talent needs




Ilustrative example | Implementation of new technology

Situation: During a quarterly update meeting a representative from the manufacturing sector has announced that their
organization is planning to implement a new technology solution

1. A manufacturing organization will 3. As a group, they identify whether 4. As a group, they identify current 6. Once aligned, the education and

be undergoing a large-scale these skills may also be needed across educational and workforce workforce leaders / stakeholders

technology solution that will be going other organizations / industries, as well development programs that can be will partner to develop a strategic

live in 6 months. This will result in the as the skill development methods that leveraged, as well as any associated plan and curriculum to prepare

creation of approximately 200 jobs will need to be deployed gaps that may have to be addressed talent to meet the emerging need
OUTPUTS

CP1: FEEDBACK LOOP
BETWEEN BUSINESS
AND EDUCATION

O

2. The associated skills / capabilities 5. Based on input, the group can discuss
that will be needed for these jobs the timeline for development that will be
are outlined and discussed with the deployed to meet the workforce need
group and identify ways to assess levels of

engagement and outcomes of programs



ACTIVATING IB1

FOCUSED

IB1: Investing in embedding future-
forward skills through industry-
serving, university-based innovation
centers

GREATER WICHITA'S
FUTURE OF WORK
STRATEGY

Strategic Pillars

() Cultivating a Vibrant, Global Community
QO Creating Possibilities

() Investing Boldly

O Increasing Appetite for Risk



IB1: Invest in embedding future-forward skills (e.g., coding, technology, data analytics, etc.) through industry-serving,
university-based innovation centers to enable talent to take on the jobs of the future

KEY CONSIDERATIONS

1. Improved understanding of
and alignment on market
landscape for future-
forward skills among
education and industry
stakeholders

2. Workforce with measurable
increased/improved skills in
defined skill areas and
ability to achieve
employment in jobs that
leverage those capabilities

KEY STEPS

Initiative Owner:
- TBD

Initiative Partners:

« Representatives from
education, business and
public sector

Project Wichita: Develop
strategic model for partnership
between private industry,
community

organizations, and regional
schools to support student
success.

Framework for Growth:
Invest in industry-serving,
university innovation centers to
develop cutting-edge
technology using advanced
competencies such as Al, data
analytics, robotics, and
automation.

1. Connect industry and education stakeholders across the region to align on industry needs and on sill profiles that will enable the future
of work in the Greater Wichita region

2. Identify key leaders from the business, community and education sectors and gain their buy-in to form a strategic partnership, charged
with developing and implementing a plan to stand up innovation center(s) and plans for future expansion

AW

applicable

Generate buy-in among funders and roll out launch plan for innovation center(s), maintaining close pipeline with local employers
Ongoing: Hold regular partner network meetings to answer questions, provide direction, and seek feedback for improvements as



The jobs and skills of the future will need to be in syne with strategic
business priorities of employers in the Greater Wichita region

1. BUSINESS STRATEGY 3. CURRICULUM/PROGRAM DESIGN
Industry leaders align on their near-and long-term Education and workforce leaders design curricula and
organizational strategic priorities and their workforce professional development programs to address near-
needs in the future and long-term industry needs
CP2: FEEDBACK LOOP
2. ROLE/CAPABILITY DEFINITION BETWEENBCUSHgESS 4., IMPLEMENTATION & ITERATION
AND EDUCATION
Industry leaders define the job and skill profiles Education and workforce leaders implement programs,
needed for their future workforce and communicate receiving feedback from industry and collaborating to
these profiles to education leaders iterate and address regional workforce planning needs
e

IB1: INVESTMENT IN INDUSTRY-SERVING, UNIVERSITY-BASED INNOVATION CENTERS

Agile and responsive workforce planning that is in sync with employer needs and enables talent in the Greater

Wichita region to take on the jobs of the future




Industry Perspective: Manufacturing




2022 aerospace and defense industry outlook | Focusing on digital

innovation to thrive

As the aerospace and defense (A&D) industry recovers, companies are expected to focus on innovation to develop new technologies and solutions, create

new markets, and expand growth opportunities

iy L -
Y
Digital thread and smart Aftermarket Advanced Space market
factory military capabilities
Enabling the digital thread can be The pandemic resulted in a substantial Defense companies should emphasize Developments along three key areas—
crucial for an A&D business to stay drop in aftermarket revenues and building improved capabilities in fighter the launch industry, satellite trends,
agile in today’s shifting business profits, so companies are looking for aircraft, space resilience, shipbuilding, and new technology—could drive
environment. ways to capture more value from and cybersecurity to drive growth. growth in space-based services to offer

aftermarket as commercial aerospace
recovery accelerates.

—X

Advanced air
mobility (AAM)

AAM is gaining increased momentum
and gradually becoming mainstream,
especially as companies developing
electric vertical takeoff and landing
(eVTOL) aircraft continue to receive
substantial investment from sources
ranging from traditional aerospace

companies to private equity investors.

Decarbonization

While the industry has been at the
forefront of adopting new and
advanced manufacturing technologies
to increase fuel efficiencies, now is the
time for A&D companies to leverage
advanced technologies more than ever
to drive innovation to help address the
sustainability challenge.

tangible value for businesses, society,
and consumers.

Mergers and
acquisitions (M&A)

As industry players reevaluate their
portfolios and focus on divestments of
non-core assets, well-prepared
companies with strong balance sheets
should make smart M&A decisions that
create increased shareholder value.

Learn more about Deloitte’s 2022 aerospace and defense industry outlook


https://www2.deloitte.com/us/en/pages/manufacturing/articles/aerospace-and-defense-industry-outlook.html?id=us:2em:3na:eriout22:eng:er:111721:cic2

2022 manufacturing industry outlook | Eyeing growth despite
turbulence

The manufacturing industry is building back fast, undeterred by significant labor and supply chain challenges. To maintain this momentum, manufacturers
should navigate elevated risks while advancing sustainability priorities

Workforce
shortage

Preparing for the future of
work could be critical to
resolving current talent

scarcity. Manufacturing
executives may also need to
balance goals for retention,
culture, and innovation. As
flexible work is taking root in
offices, manufacturers should
explore ways to add flexibility
across their organization in
order to attract and retain
workers. Organizations that can
manage workforce shortages
and a rapid pace of change
today can come out ahead.

Supply chain
instability

Manufacturers are remaking
supply chains for advantage
beyond the next disruption.
Root causes for extended US
supply chain instability may
include overreliance on low
inventories, rationalization of
suppliers, and hollowing out of
domestic capability. Supply
chain strategies in 2022 are
expected to be multipronged.
Digital supply networks and
data analytics can be powerful
enablers for more flexible,
multitiered responses to
disruptions.

s

Smart factory
initiatives
Acceleration in digital
technology adoption could
bring operational efficiencies
to scale. US manufacturers
have room to run with
advanced manufacturing
compared to many competitors
globally. Investment in robots,
cobots, and artificial intelligence
can continue to transform
operations. Industrial 5G
deployment may also expand in
2022 along with advances in
technology and use cases.

T ——
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Cybersecurity

Rising threats are leading the
industry to new levels of
preparedness. Manufacturers
should look not only at their
cyber defenses, but also at the
resiliency of their business in
the event of a cyberattack.
Cybercriminals can cause harm
beyond intellectual property
theft and financial losses, using
malware that now ties in Al and
cryptocurrencies. The potential
for additional oversight is likely
to prompt more industrials to
rethink preparedness for crisis
response.

ESG investment

Manufacturers are likely to
bring more resources and
rigor to advancing
sustainability. To develop and
deliver against net-zero or
carbon-neutral goals, more
organizations are dedicating or
redesigning sustainability roles
and initiatives and quantifying
efforts and results around
energy consumption. Proactive
approaches may help
manufacturers stay ahead of
the change and create
competitive advantage.

In line with the aerospace and defense industry, manufacturing companies will also have to contend with and embrace digital
innovation to turn risks into advantages and capture growth

Learn more about Deloitte’s 2022 manufacturing industry outlook


https://www2.deloitte.com/us/en/pages/energy-and-resources/articles/manufacturing-industry-outlook.html?id=us:2em:3na:eriout22:eng:er:111621:cic2

Digital transformation and Industry 4.0 are creating new ways of
working in manufacturing and product development

These new ways of ... enabled by industry 4.0 ...require a future workforce with
working... technologies... a new set of skills
: Lo Machine Lo H : :
| b : b b uman Technical
@ Cyber Physical Learning ! :
! i - SyStems Robotics IoT | | Digital Learning  « Agile Methodology « Computer Literacy !
i Smart Ops in i i Al i . Agility - Design Thinking - DataAnalytics/ |
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In addition to process and technology investments, organizations must evolve their people in order to take advantage of these future
digital capabilities



Manufacturing Job Canvas Overview

What is a Job Canvas?

» An illustration of how the core
elements of a job (e.g.,
responsibilities, skills, teams, work
environments) may evolve in the
future as a result of industry 4.0
trends and technologies

> ldentifies critical skills and roles of
the future which organizations can
start building and recruiting today

» Highlights the changes in job design,
talent acquisition, learning +
development, and workplace
technologies that might be needed
to operationalize the future

Why is this important?

> Skilled talent is a key differentiator
for high performing organizations

» The skills shortage is increasing
every day; ~2.4 million manufacturing
jobs unfilled by 2028

> Leading companies have already
begun recruiting and building these
skills for the future

» To maintain competitive advantage
and drive long term profit,
organizations must start building
the workforce of the future today

1. Demand planner

Supply planner

2
3. Maintenance manager
4

Manufacturing engineer

Line leader

Operator




Industry Perspective: Healthcare




The future of health will be driven by digital transformation
enabled by radically interoperable data and open, secure platforms

Always-on sensors that capture data and platforms that aggregate, store, and derive insights from individual, institutional, population, and environmental

data will catalyze the transformation.

Consumer

The catalyst for change: Radically interoperable data will
empower hyper-engaged consumers to sustain well-being
and receive care only in the instances where well-being fails.

Two jobs to be done for consumers to holistically address
their health (overall state of well-being encompassing
mental, social, emotional, physical, and spiritual health).

Five enablers for consumers to accomplish their jobs to
be done.

Five tasks that ecosystem players will perform on behalf of
health consumers.

Three categories of business archetypes in the future of
health environment.



10 archetypes are likely to emerge and will redefine today’s
traditional life sciences and health care roles

We believe stakeholders in the future of health will operate within and across three segments and ten archetypes which serve as the backbone for the
health ecosystem of tomorrow.

DATA + PLATFORMS

To generate th_e.|n5|ghts pee_ded for personalized, Data convener Health products Connectors and
always-on decision- making in the new health developer s P e
ecosystem.
I I I
Science and Consumer-centric health Ar . .
WELL-BEING + CARE DELIVERY insights engine “yirtual home + community” Individualized financer

New virtual and physical communities that can provide | | |
consumer-centric delivery of products, care, wellness,

and well-being. Data/platform

infrastructure builder Specialty care operator Regulator

¥ | v

CARE ENABLEMENT

Connectors, financers, and regulators that help make
the industry’s “engine” run. v

Powered by radically interoperable data for a personalized and seamless consumer experience.

Localized health hub

Life sciences and health care organizations need to make choices now to decide which role(s) they want to play in the future.
Critical to this decision is understanding how multiple archetypes could fit together into a cohesive strategy and new business
models required for success in the future.



Deep dive | 10 archetypes defining the health ecosystem of the

future

DATA + PLATFORMS

1. Data convener

Data-gathering organizations will have an economic model
built around aggregating and storing individual, population,
institutional, and environmental data. They will also
promote interoperability and help ensure privacy/security.
Data will be used to drive the future of health.

2. Science and insights engine

Some organizations will likely have an economic model
driven by their ability to derive insights and define the
algorithms that power the future of health. These
organizations will conduct research, develop analytical
tools, and generate data insights that go far beyond human
capabilities in care delivery.

3. Data and platform infrastructure builder

This new world of health will need infrastructure and
platforms that can serve highly empowered and engaged
individuals in real time. Someone will need to lay the pipes.
Data and platform infrastructure builders will develop and
manage site-less health infrastructure to link consumers
and health stakeholders and set standards for platform
components.

WELL-BEING + CARE DELIVERY

Health product developers will power the consumer health
ecosystem by developing and manufacturing wellness and
care products-from applications to drugs and devices.
Products will include pharmaceuticals, medical devices,
software, applications, and wellness products.

Along with companies that develop health products, other
organizations will provide the structure that supports virtual
communities. Consumer-centric health players will provide
virtual, personalized wellness and care to consumers;
leverage community to encourage behavior change; and
drive consumer and caregiver education.

Two decades from now, we will still have disease, which
means we will still need specialty care providers and highly
specialized facilities where those patients can receive care.
Specialty care operators will provide essential specialty care
and interventions when in-home wellness and care efforts
are insufficient.

While there will be some specialty care, most health care
will likely be delivered in localized health hubs. Localized
health hubs will serve as centers for education, prevention,
and treatment in a retail setting. Additionally, local hubs will
connect consumers to virtual, home, and auxiliary wellness
providers.

CARE ENABLEMENT

These are the logistics providers that will run the just-in-
time supply chain, facilitate device and medication
procurement operations, and get the product to the
consumer.

Unlike the health insurers of today, these organizations will
create the financial products that individuals will use to
navigate their care. These organizations will offer tailored
modular and catastrophic care coverage packages. They will
drive reductions in care costs by leveraging advanced risk
models, consumer incentives and market power.

While we will still have regulators, we probably won't view
them as governmental traffic cops. They will set the
standards for how business is transacted. The regulators of
the future will influence policy to catalyze the future of
health and drive innovation while promoting consumer and
public safety.



Healthcare Job Canvas Overview

What is a Job Canvas?

» An illustration of how the core

elements of a job (e.g.,
responsibilities, skills, teams, work

environments) may evolve in the

> |dentifies critical skills and roles of

the future which organizations can
start building and recruiting today

» Highlights the changes in job design,
talent acquisition, learning +

development, and workplace
technologies that might be needed

to operationalize the future

Why is this important?

> Skilled talent is a key differentiator
for high performing organizations

> Leading companies have already
begun recruiting and building these
skills for the future

» To maintain competitive advantage
and drive long term profit,
organizations must start building
the workforce of the future today

1. Healthcare and Physician Archetypes

Complex Care Manager

2
3. Analytic Consultant
4. Digital Consultant

5.

Proceduralist




Industry Perspective: IT



IT functions face a variety of challenges as the pace of change
increases and business demands shift in the digital age

TECH-DRIVEN
STRATEGY

Business is increasingly expecting IT
to play a pivotal role in designing
and delivering strategic growth
initiatives, but IT team members
don't always have the skills to
support

—

DATA
SECURITY

Increasing focus on customer data
privacy to minimize risks of data
generation and sharing across
multiple platforms puts IT at the
sharp point of balancing enterprise
risk and innovation

]

—
ooo

DYNAMIC IT
ORGANIZATIONS

Conventional organizational
structures in IT no longer support
dynamic or agile needs; IT is
expected to adopt new ways of
working

DATA
ARCHITECTURE

Constantly changing data sources,
data integrations, and capabilities
complicate the valuable use of data,
while IT often has to field often
unrealistic requirements from
business partners

_rZJ

DIGITAL
INNOVATION

A laser-focus on the customer, and

dynamic experimentation to satisfy

their needs, fundamentally changes

the capabilities expected of IT team
members

NON-TECHNICAL
SKILLS

Roles and skills shift to drive
stronger integration with the
business and evolving relationships
with service providers, forcing IT to
spend increasing amounts of time
building non-technical skills

m —

| e — s |

PRODUCT
MANAGEMENT

Increasing focus on managing
external product applications and
engaging operations early on in the
development cycle means IT
employees increasingly play in
complex ecosystems

EVOLVING
ARCHITECTURE

High cost, complexity, and low
flexibility of legacy solutions, and
market advances drive a need to re-
platform, at the same time that IT is
being pushed to bring innovative
new technologies online faster

These disruptors are not necessarily unique to IT- other functions and business areas are facing similar shifts




Impact of automation on I'T in 10-20 years

Understanding the possibility and probability of automation is critical and rapidly evolving

Proportion of tasks that can be automated®

19%

Computer and
Information Services
Managers

38%

Information
Systems Analysts &
Consultants

45%

Web Designers &
Developers

25%

Computer
Engineers

48%

Data
Administrators &
Analysts

65%

User Support
Technicians

75%

Records
Management
Technicians

17%

Software Engineers
& Designers

21%

Information
Systems Testing
Technicians

Probability of automation’

3.5%

Computer and
Information Services
Managers

11.3%

Information
Systems Analysts &
Consultants

21%

Web Designers &
Developers

22%

Computer
Engineers

3%

Data
Administrators &
Analysts

65%

User Support
Technicians

95%

Records
Management
Technicians

8.6%

Software Engineers
& Designers

22%

Information
Systems Testing
Technicians

1 C. Lamb. (June 2016). The Talented Mr. Robot: The Impact of Automation on Canada's Workforce — Brookfield Institute and Deloitte analysis



INDUSTRY PERSPECTIVES:ACTIVATING 1B1

Shifts in the Future Work and Workforce for technology

The future of tech requires new and innovative ways of working, which requires the development and acquisition of new skills and capabilities

Shifts In IT Work
FROM

App Development

Requirements

Infrastructure Admins

IT Finance

Vendor Management

Service Management

HR Business Partner

Security Management

Business Resiliency
Management

TO

Product Development

User Experience

Cloud Architects

Value Realization

Service Orchestration

Product Management

Talent Continuum
Orchestrator

Risk Management

Business / Customer
Management

Shifts In IT Workforce

Jobs that change

Enterprise Architect

IT Finance

HR Business Partner

Testing Orchestration

Illustrative Roles

Jobs that disappear

Jobs that are new

Release Manager

Testing

Services Managers /
Helpdesk

Tech Architecture

System & Network
Admins

Portfolio Managers

Business Architecture

Project Managers

Business / Functional
Analysts

Cloud Orchestration

Product Development

Data Scientists

Data Analysts /
Insights

Human Centered
Design
Open Talent
Orchestration

Virtual Reality
Designer




Talent programs for technologists begin with understanding and
planning for future roles and skills

Based on defined work outcomes, leaders can establish the organization and roles needed to support the newly designed disciplines

Evolving Roles

Tech & Business Leadership

IT Finance Manager

Product Manager

User Experience Designer

Enterprise Architects
Data Analyst & Database Admin

Product Engineer
Ul Designer

HR Technology Manager
IT HR Manager

Sourcing & Procurement Manager

Security Manager
Chief Risk Officer

Declining Roles

Business Relationship Manager

PMO Coordinator

Project Manager
Business Analyst

User Requirements Manager

System & Network Admin
Systems Engineer

Backup Admin

IT Operations Manager
Service Manager
Release Engineer Tester

Learning Manager
System Administrator

Vendor Manager

System Security Admin

Net New Roles

Digital Strategist

Agile Portfolio Manager

Product Owner

Customer Experience Designer
Cloud Architect
Data Scientist

DevOps Engineer
Site Reliability Engineer

Open Talent Coordinator

Ecosystem Partner Manager

Product Security Manager



Putting skills in center focus enables access to a wider, more
diverse talent pool while allowing new career paths

A deep understanding of the critical and at-risk skills is a foundational input for effective talent decisions, such as planning, hiring, reskilling, and rewards.

SKILLS: The tactical types of knowledge or expertise needed to achieve work outcomes within a specific context

Obsolete* Durable - declining Durable - stable Durable - increasing New
Present in current workforce but Not expected to be as important Expected to be as important in Expected to be even more Expected to emerge as a skill of
expected to be irrelevant in the in the future future as it is currently important in the future the future
future compared to current state
* Records Management + Calendar and Scheduling  + Risk Management + Customer Relationship + Business Strategy
Business and Functional + Service Catalog . Dogument Examination + Stakeholder Management Maqagement . Busines.s Model
Breadth of business and Management * Project Management + Vendor Relationship * Business Process Innovation
) Management Modeling + Data & Tech. Risk
functional knowledge to + Outsourcing Strate Management (e
manage the speed of business utsourcing Strategy gen 5
. * Customer Service Information Integrity)
environment - .
+ Digital Ethics
* Regulatory Compliance
» Select Languages (e.g., + Data Collection » User Experience Design + Design Thinking + Emerging technologies
APL, ALGO, Ruby) * Network Administration * Access Management » Application/API (e.g., Blockchain / DLT,
+ Batch Process Design / » Select Languages (e.g., + Data Analytics / development Machine Learning,
Implementation COBOL) Visualization + Data Strategy & AR/VR/MR, Quantum
Technical and Scientific » Batch Process Support & * Technical Architecture Governance Computing, Chatbot
Depth of technical or scientific Maintenance » Systems Thinking + Security by Design technology, Voice
domain and / or technologies + EUC Computing + Agile / Lean Product Assistants, etc.)
Mgmt

+ Cloud (e.g., Migration
Strategy, Implementation,

Integration, etc.)
HUMAN CAPABILITIES: Observable human attributes that are demonstrated independent of context

+ Critical Thinking » Cogpnitive Flexibility
Nurtured . : . . g
. + Social Intelligence + Dealing with Ambiguity
Attributes that are developed . ; s
over time through experience + Change Leadership » Adaptive Thinking
&h exp EHCs are persistent over time, « Emotional Intelligence y
Innate so these categories are not . Empathy na
Attributes that people are born relevant * Resilience + Creativity

with that are cultivated and
amplified over time



I'T Job Canvas Overview

What is a Job Canvas?

» An illustration of how the core

elements of a job (e.g.,
responsibilities, skills, teams, work
environments) may evolve in the
future

> ldentifies critical skills and roles of
the future which organizations can

start building and recruiting today

» Highlights the changes in job design,
talent acquisition, learning +
development, and workplace
technologies that might be needed
to operationalize the future

1. Software Engineer

2. Systems Engineer

Why is this important?

> Skilled talent is a key differentiator
for high performing organizations

> Leading companies have already
begun recruiting and building these
skills for the future

» To maintain competitive advantage
and drive long term profit,
organizations must start building
the workforce of the future today



Chapter lI: Foundational Commitments



FOUNDATIONAL COMMITMENTS:

The commitments that will establish the infrastructure needed to address barriers faced by the current and future workforce

Strategic Pillars

Cultivating a Vibrant, Global Community

Investing Boldly

1
' 1
. 1
1 1
. 1
1 O Creating Possibilities :
' 1
. 1
1
: O Increasing Appetite for Risk 1

1

IB2: Creating sustainable funding mechanisms for next
generation transportation solutions

GREATER WICHITA'S IB3: Investing in the development of compelling
FUTURE OF WORK places to attract talent to the region
STRATEGY

CP3: Expanding access to employment
opportunities for underserved communities

VG2: Activating gathering spots in the region that
engage diverse, multicultural audiences



WORKPLACE

VG2: Activate gathering spots around the region with new activities and celebrations that draw and engage diverse
and multicultural audiences

KEY CONSIDERATIONS

1. Increased investmentin
activities and entertainment
venues to better focus on
meeting the professional
and personal needs of the
community

2. Development of ongoing
support for cultural
activities which can result in
opportunities for cultural
collaboration and increased
sense of belonging

KEY STEPS

Initiative Owner:

TBD

Initiative Partners:

Representatives of
community, local and state
sectors

Project Wichita: Spectacular
gathering spot in the heart of
the city serving as a destination
for all locals and visitors alike
Project Wichita: A
comprehensive and unified
plan to connect development
in the urban core, ensuring a
vibrant city center, beautiful,
engaging and walkable—that
the entire region can be proud
of

1. Engage leaders from private, public and community groups across the region to understand areas for further investment that can drive
belonging across Wichita (e.g., additional entertainment venues, investment / support for cultural activities and celebrations)

2. Leverage inputs to prioritize recommended activities, define timeline, research local or state policy considerations and identify the
budgetary resources needed to be successful

3. Work with stakeholders (e.g., real estate developers, community members) to develop and implement a tactical plan for the activities that

will be supported each fiscal year

4. Ongoing: Routinely meet to develop the next fiscal year's events, seek feedback from community for improvements, routinely engage
stakeholders to review and revise plans to meet current needs, and continue to expand network of diverse stakeholders for input



CREATING POSSIBILITIES

WORKFORCE

CP3: Expand access to employment opportunities by increasing supporting services for underserved

communities in Wichita

KEY CONSIDERATIONS

IMPACT

1. Established targeted
strategies to address the
existing workforce barriers
for underserved
communities across the
Greater Wichita region

2. Increased attraction efforts
for diverse talent across the
region to further promote
the value of inclusivity
across the Greater Wichita
region

KEY STEPS

1. Engage community, business and education leaders across the region to identify barriers faced by underserved communities in Wichita
2. Using inputs, continue to work with partners to develop a strategic plan to identify and prioritize opportunities to mitigate barriers and
drive access (i.e., ways to improve accessibility, childcare solutions that match shift work hours for manufacturing and hospital staff) for

STAKEHOLDERS

Initiative Owner:
« TBD

Initiative Partners:

+ Representatives from
community, business and
education sectors

existing or new programs and opportunities
3. Ongoing: Ambassadors should seek feedback from community and make necessary improvements, continuously assess level of

engagement/retention of employees utilizing programs

IN-FLIGHT INITIATIVES

Project Wichita: Create a
replicable “anchor institution”
model that streamlines and
leverages access to resources
and community partnerships
to innovatively address critical
community issues.
Framework for Growth:
Launch a campaign to attract
and support immigrant
communities in Kansas
through marketing, funding to
resettlement agencies and
services such as ESL and career
placement.

ILLUSTRATIVE EXAMPLES
N/A

What we heard from the
Ambition Labs and Roadmap
Workshops:

* Thereis a need to identify and
address the barriers to access
(e.g., childcare, transit, paid
training opportunities) faced
by the underserved
communities in the Greater
Wichita region in order to drive
talent development and
further support the talent
pipeline in the region

Level of Effort

Low

High

Level of Impact

Low

High
Level of Urgency

Low

High




WORKPLACE

IB2: Create sustainable funding mechanisms to drive long-term investment and ridership in public transit and
next-generation transportation solutions (e.g., employer-sponsored shuttles to and from workplace, childcare
centers) that will expand access to opportunities for talent in the region

KEY CONSIDERATIONS

Framework for Growth: N/A
Maintain and enhance

transportation

networks that solidify our

position as

a distribution hub

Framework for Growth:

1. Easier mobility experience Initiative Owner:
for workers, job seekers, -« TBD
and students that connects
them more directly to
employment and
professional development
opportunities

Initiative Partners:

« Representatives from public
sector, private sector and
community

2. Alignment of public and Support the sustainability of
private resources around existing logistics parks and the
community transportation intentional
needs resulting in long- establishment of new logistics
term funding partnership parks by incentivizing and

investing in...the latest
multi-modal capabilities and
technologies

KEY STEPS

1. Engage employers, community members, residents, and public sector stakeholders to understand existing transportation networks in
Wichita and conduct detailed opportunity assessment

2. Leverage inputs to identify opportunities to expand public transportation in the region and pinpoint areas where employer-sponsored
interventions would better serve impacted communities, potentially working with professional development organizations to tie
transportation solutions to specific training opportunities

3. Deliver roadmap with prioritized activities, timeline, local or state policy considerations, and budgetary needs

4. Plan roll-out of public transit construction and private transportation solutions within community

5. Ongoing: Seek feedback from riders, continuously measure ridership and reassess routes for private transportation solutions, consider
further expansion as needed based on community need



WORKPLACE

IB3: Invest in developing compelling places (i.e., Riverfront Legacy Master Plan, project Downtown, Main Street
Revitalization) across diverse areas of the city to highlight the rich history and diversity of Wichita and attract

talent to the region

KEY CONSIDERATIONS

1. Tangible multi-year Initiative Owner:
investment in development -« TBD
of identified places

2. Increasein talent attraction Initiative Partners:
to region due to improved « Representatives from
quality of place aligned with community and business
community needs and stakeholders

centered on the uniqueness
of the Greater Wichita
region

KEY STEPS

Project Wichita: Create a
spectacular gathering spot in
the heart of the city serving as
a destination for all locals and
visitors alike, as a complement
to the neighborhood-centered
efforts in the Greater Wichita
region

Framework for Growth:
Provide resources to help
develop compelling places (i.e.,
Main Street revitalization)

1. Solicit input from community stakeholders (ranging from residents, students, small businesses, large employers, etc.) to understand

public space and real estate development needs by segment

2. Based on input, craft multi-neighborhood real estate development plan with demonstrated improvements to quality of place, including 1-

2 marquee developments

W

talent of diverse backgrounds to live and work

Work with public and private sector stakeholders to allocate funding and prioritize multi-year investments
Develop compelling marketing campaign that capitalizes on new development and frames Wichita as an attractive place for highly skilled



Chapter Ill: Enabling Commitments



ENABLING COMMITMENTS:

The commitments that will drive the region to defy expectations and deliver on their more ambitious goals

VG3: Expanding connectivity to Wichita domestically and internationally

VG4: Accelerating existing internal and external marketing
campaign

AR1: Support the establishment of incubators
that advance new technology to establish
Wichita as a hub for innovation

AR2: Implementing a highly focused, relationship-
based campaign to attract venture capital

AR3: Challenging status quo on public
investment priorities

GREATER WICHITA'S
FUTURE OF WORK
STRATEGY

Strategic Pillars

Cultivating a Vibrant, Global Community

1
' 1
1 1
1 1
1 . e !
1 O Creating Possibilities :
1
. 1
: Investing Boldly .

1
' I

1

O Increasing Appetite for Risk



WORKPLACE

VG3: Expand connectivity of Wichita domestically and internationally to enable ease of access for future talent
and business

KEY CONSIDERATIONS

1. Identification of nuanced Initiative Owner:
transit priorities and needs »  Wichita Airport Authority
faced by populations in
Wichita Initiative Partners:

2. Established rail and air « Representatives of the local,
connectivity system to state and government
enhance accessibility to and sectors
from other key
cities/markets

KEY STEPS

Project Wichita: Launch “fly
local” campaign among private
sector and general public to
increase local ridership and
continue the trend of
decreased airfares
Framework for Growth: Work
with regional and state
partners to align marketing
efforts and expenditures that
help attract new nonstop
destinations and improve
passenger air connectivity.

Engage community stakeholders across the region to understand the areas of improvement for connectivity in Wichita
Utilizing inputs, connect with state/government officials and transportation leaders to identify key criteria to address the barriers faced

across the region

approvals for execution

Continue to communicate and socialize plan to expand network, sponsors and potential partnerships

. Work with stakeholders to develop a strategic plan to address the key criteria needed for execution and begin seeking the appropriate

Ongoing, continuously measure # of people utilizing increased transit options and # of positive feedback on improvements, expand
network to increase awareness of connectivity barriers, and seek feedback from community on current needs



WORKPLACE

VG4: Accelerating existing internal and external marketing campaigns that embraces Wichita’s history and
generate buzz around new vision for the region

KEY CONSIDERATIONS

1.

Targeted branding efforts Initiative Owner:
to attract social and « TBD
financial capital to the

Greater Wichita region Initiative Partners:

Framework for Growth:
Implement a robust and
targeted talent attraction
effort...which welcomes former
residents and alumni back to
the state, through investments
that promote and strengthen
our image and brand identity.
Framework for Growth:
Develop a highly focused,
relationship-based campaign to
encourage venture capital
investment in the state’s target
sectors.

Vermont ED Marketing Plan

(2016-19) ideas

« Targeting national, trade and
niche media outlets with
finely honed pitches about
Vermont businesses

+ Digital outreach campaigns
to tout their quality of life,
incl. great schools and
outdoor recreation
opportunities

» Expanded partnerships with
colleges and universities to
help connect employers and
employees

Connect with public and private stakeholders to identify internal and external marketing priorities and objectives across the region
Based on input, engage local marketing experts to develop an inclusive marketing strategy (e.g., communication vehicles, materials /
collateral translated into all represented languages in Wichita) for both internal and external audiences including, identifying

recommended marketing platforms, resources, stakeholders, partners and timeline to be successful

Work with experts to deploy campaign and establish feedback mechanism for stakeholders to raise questions and share input on

2. Clear and unified marketing « Representatives from
efforts to promote the community, public and
region’s aspirations and private sectors
highlight its unique and
competitive value

KEY STEPS
1.
2.
3.
communications effectiveness over time
4.

Develop long-term communications strategy, including identification of new communications channels to reflect developments across

Wichita


https://accd.vermont.gov/sites/accdnew/files/documents/Vermont-Economic-Development-Marketing-PLAN1.pdf

INCREASING APPETITE FOR RISK

WORK

AR1: Support the establishment of incubators that advance new technology development to establish Wichita as a

hub for innovation

KEY CONSIDERATIONS

IMPACT

1. Increased investment in the
regionally-based businesses
and access to capital for
entrepreneursin
community

2. Establishment of the
Greater Wichita region’s
reputation as a regional
hub for innovation

KEY STEPS

STAKEHOLDERS

Initiative Owner:
« TBD

Initiative Partners:
» Representatives from private
sector and community

IN-FLIGHT INITIATIVES

Project Wichita: Support
regional entrepreneurial
organizations to develop and
update asset maps, resource
guides, and support structure
for...the regional
entrepreneurial community
Framework for Growth:
Incentivize companies to
establish accelerators and/or
innovation competitions that
provide industry-specific
innovation

ecosystems to entrepreneurs

ILLUSTRATIVE EXAMPLES

Singapore’s Agency for
Science, Technology and
Research (A*STAR) Link:

« Encourages the
development of industry-
relevant manufacturing
technologies for
commercialization in the
coming years

» Focus areas include Al,
Industrial Internet-of-Things
(IloT), additive
manufacturing, and data
analytics

1. Work with local entrepreneurs and small business owners to understand their needs, barriers, and accelerators for success, and work

with public and private sector stakeholders to identify industries to target for innovation/disruptors

2. Build business case for the Greater Wichita region as a hub for innovation, rooted in history of precision manufacturing, access to skilled
talent from WSU Tech, and low cost of doing business
3. Identify and partner with fundraisers and key venture capital players to drawn financial capital into the Greater Wichita region willing to

invest in startups

4. Create community infrastructure to support entrepreneur ecosystem and capitalize on existing relationships with the Greater Wichita
region’s entrepreneurs and leaders in the space

What we heard from the
Ambition Labs and Roadmap
Workshops:

« Entrepreneursin the Greater
Wichita region have a difficult
time accessing capital to start
businesses
Efforts to drive further
innovation can build upon the
region’s rich history of
innovation to expand into new
industries and bring cutting-
edge technologies into legacy
industries

Level of Effort

Low

High

Level of Impact

Low High
Level of Urgency
Low

High



https://opengovasia.com/singapores-aerospace-industry-transformation-map-focuses-on-operational-excellence-innovation-in-emerging-tech-and-skill-development/

INCREASING APPETITE FOR RISK

WORK

AR2: Implement a highly focused, relationship-based campaign to encourage venture capital investment in the

state’s target sectors

KEY CONSIDERATIONS

IMPACT STAKEHOLDERS
1. Targeted branding efforts Initiative Owner:
to attract venture capital to - TBD

the region, both financial
and social capital

2. Clear and unified marketing
efforts to promote
entrepreneurship as a
cornerstone of the region’s
aspirations and highlight
the Greater Wichita region’s
unique and competitive
value as a hub for
innovation

Initiative Partners:

+ Representatives from
community, public and
private sectors

KEY STEPS

IN-FLIGHT INITIATIVES

Framework for Growth:
Create a new statewide
network to provide resources
for entrepreneurs,

services for investors and
coordinated matchmaking
Framework for Growth:
Implement a highly focused,
relationship-based campaign
to encourage venture capital
investment in the state’s target
sectors

ILLUSTRATIVE EXAMPLES

Start In Wisconsin Link:

Online platform for
entrepreneurs to access
resources across government,
educational and entrepreneur
support organizations:

+ Searchable database of
regional/statewide
organizations

* Calendar of events and
networking opportunities

* 1-on-1 hotline for help and
referrals to local
entrepreneur organizations

1. Connect with public and private stakeholders to identify internal and external marketing priorities and objectives across the region as
they relate to Wichita's image as a hub for innovation, including how it can tie into other marketing efforts in region
2. Based on input, engage marketing agency to develop a marketing strategy for both internal and external audiences including, identifying

recommended marketing platforms, resources, stakeholders, partners and timeline to be successful

3. Work with experts to deploy campaign and establish feedback mechanism for stakeholders to raise questions and share input on

communications effectiveness over time

4. Develop long-term communications strategy for Wichita's innovation ecosystem, leveraging success stories from local entrepreneurs and
incorporating new communications channels to reflect developments across Wichita

What we heard from the
Ambition Labs and Roadmap
Workshops:

» There is an opportunity to
enhance the reputation of the
Greater Wichita region
specifically around innovation,
and elevate existing
entrepreneurship
Elevating the region’s
reputation as a hub for
innovation will require
targeted marketing to
complement the financial and
social capital investment in the
region

Level of Effort

Low

High

Level of Impact

Low High
Level of Urgency
Low

High



http://www.mke7.com/clientuploads/SIW_Overview.pdf

INCREASING APPETITE FOR RISK

WORKPLACE

AR3: Challenge the status quo on public investment priorities with cost/benefit analyses that include lost

opportunity cost and benefits manifested multi-generationally, and could measure success in new ways (e.g., $%

available/appropriated, speed to access of investment $3$, # and types of investors)

KEY CONSIDERATIONS

IMPACT

1. Increased support for
research and development
tools in areas of investment
to help drive informed
decision making

2. Dynamic public investments
that will reap long-term
benefits for the community

STAKEHOLDERS

Initiative Owner:
« TBD

Initiative Partners:

+ Representatives from
community, local and state
sectors

IN-FLIGHT INITIATIVES

Regional Growth Plan: Electric
aircrafts are receiving
tremendous investment and
recent advances in lithium-ion
batteries could lead to
breakthroughs and accelerated
development.

Framework for Growth:

ILLUSTRATIVE EXAMPLES
N/A

What we heard from the
Ambition Labs and Roadmap
Workshops:

» The Greater Wichita region’s
leaders believe there is an
opportunity for the region to
further educate on traditional
investment opportunities to
understand if there are truly
positive lasting benefits on the
community
To aid in promoting the
Greater Wichita region as a
leading innovator, there is a
need to continue supporting
ideas and investments beyond

Invest in industry-serving, the status quo
university innovation centers to
develop cutting edge

technology using cross-cutting Level of Effort

Low

High

KEY STEPS Level of Impact

Low

High

1. Work with community, local and state stakeholders to identify proposed public investment projects and the data driving
recommendations
2. Engage local experts to perform cost/benefit analyses and calculate lost opportunity cost to determine the long-term benefits of the
investment projects
3. Work with partners to develop a tactical plan to prioritize investments and resources based on the results of the cost/benefit analyses Level of Urgency
and the resulting impacts on the community long-term
4. Share investment plans with community stakeholders for feedback. Update and implement plans for priority investments based on input - -
5. Ongoing, routinely engage with local experts for investment recommendations, make improvements as needed, and expand network to
Low

include diverse subject matter experts outside of the region High
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Next steps

Below are the recommended next steps to implement the Future of Work Strategic Roadmap This is intended to serve as a living document that can be
updated and refined over time to best meet the needs of the Greater Wichita region.

Continue to engage leaders
and stakeholders (i.e.,
industry leaders, community
leaders) to gain alignment
and representation of
industry needs in roadmap

Review playbook with
leadership / decision-
making bodies (e.g.,
state/local government
officials, leadership/board

groups)

Align on approach for
activation and assign
Owners and identify
associated Partners for
each Commitment

Owners build tactical
execution plan (e.g., project
plan, resource needs) and
identify technical experts
to partner with to execute
on Commitment

Owners validate and refine
the key steps that support
the Commitment and gain

alignment with Partners

Refine Future of Work Strategic Roadmap as needed over time to meet changing community needs and priorities

Ongoing
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Appendix I: Commitments Pillar View



THE GREATER WICHITA REGION’'S FUTURE OF WORK STRATEGY PLACEMAT

STRATEGIC
PILLARS

FEATURES

FOCUS AREAS

A vibrant, global community...

Focuses on innovation and unleashing
human and organizational potential

Is committed to achieving inclusion and
belonging for all

Is sought after by multinational
companies and talent

Is connected to a network of leading
cities

Creates and communicates a distinctive
identity

. Advancing belonging by investing in

equitable outcomes for Wichita's
marginalized communities
Developing world-class transportation
infrastructure (air/rail/bus)
Celebrating and marketing a compelling
‘regional-story’ for Wichita
Commitment to investing/attracting
multinational companies and focus
economic development to develop
market vibrancy

Deliberate community attempts to
celebrate diverse cultures (e.g.,
festivals...)

CREATING POSSIBILITIES

A community of possibility...

Expands access to new and existing
ways to learn, work, build careers, and
start businesses

Is a place where a variety of people,
organizations, and industries can grow

Ensures economic prosperity and
equitable outcomes

Removing barriers and investing in
access to childcare

Investing in public transit and mobility
access for all

Identifying integration points between
education, business, industry, and
government to expand career
opportunities and build the workforce
of the future

Creating opportunities for businesses
of all sizes and across sectors to
collaborate and learn from one another

Ry

Bold investment in Wichita....

Is committed to prosperity and quality
of life for all

Commits to investing for long-term
success

Reimagines infrastructure and public
space in Wichita

Brings public, private, and community
stakeholders to the table to align on
bold goals

Investing in public spaces that
capitalize on Wichita's uniqueness and
bolster high quality of life

Developing world-class transportation
infrastructure (air/rail/public transit)

Developing generational legacy
through public investment

Investment in developing legacy and
vanguard industries

INCREASING APPETITE FOR
RISK

An increased appe\tite for risk...

Leads to investment.in entrepreneurs
and creative thinkers in the community

Celebrates learning from failure as part
of Wichita's journey

Accelerates Wichita's position as a hub
for innovation

Increasing access to capital and non-
financial resources for entrepreneurs

Investing in resources and community-
building for the business community
(entrepreneurs and intrapreneurs) to
foster collaboration

Creating incentives and infrastructure
to accelerate innovation

Saying “yes" to cultural and other non-
traditional investments

Greater Wichita's Future of Work Strategic Pillars serve as the anchors allowing the region to focus their efforts and
develop an ecosystem of commitments that drive progress towards achieving the ambition for the region




CULTIVATING A VIBRANT, GLOBAL COMMUNITY

Understand the needs of all within our community and invest in areas that drive access and inclusion to achieve our goal of belonging for all

A vibrant, global community...
FEATURES

» Focuses on innovation and unleashing human and organizational potential

The characteristics of ) L ) )

the Wichita region’s * Is committed to achieving inclusion and belonging for all

community that will

be realized through

achieving the goals + Is connected to a network of leading cities
outlined in the ) o )
strategic pillars + Creates and communicates a distinctive identity

+ Is sought after by multinational companies and talent

Advancing belonging by investing in equitable outcomes for Wichita's marginalized communities
FOCUS AREAS

Developing world-class transportation infrastructure (air/rail/bus)
The priorities that will

help focus our efforts
to bring the features
of each strategic
pillar to life

Celebrating and marketing a compelling ‘regional-story’ for Wichita
Commitment to investing/attracting multinational companies / focus economic development to develop market vibrancy

LA

Deliberate community attempts to celebrate diverse cultures (e.g., festivals...)

o : 1. Expand connectivity to Wichita domestically and internationally to enable ease of access for future talent and business
MMITMENT

2. Activate gathering spots around the region with new activities and celebrations that draw and engage diverse and multi-cultural

The specific actions audiences

we will take in the 3. Form a coalition that regularly connects public, private, and community stakeholders to drive inclusion by bringing diverse voices to
the table with the goal of identifying and addressing the priorities, needs, and barriers faced by various populations across the

next few years to
drive progress against A
each focus area region
4. Accelerating existing internal and external marketing campaigns that embraces Wichita’s history and generate buzz around new
vision for the region

*Note: Commitment deep dive is followed by deep dive with further supplementary information and details on operationalizing commitment.



CREATING POSSIBILITIES

Create diverse career pathways and opportunities within our community by providing the tools needed to fuel innovative thinking, solutions, and collaboration

FEATURES

The characteristics of
the Wichita region’s
community that will
be realized through
achieving the goals

outlined in the
strategic pillars

FOCUS AREAS

The priorities that will
help focus our efforts
to bring the features
of each strategic
pillar to life

COMMITMENTS

The specific actions
we will take in the

next few years to
drive progress against
each focus area

A community of possibility....
» Expands access to new and existing ways to learn, work, build careers, and start businesses

Is a place where a variety of people, organizations, and industries can grow

Ensures economic prosperity and equitable outcomes

Removing barriers and investing in access to childcare
Investing in public transit and mobility access for all

ldentifying integration points between education, business, industry, and government to expand career opportunities and build the
workforce of the future

4. Creating opportunities for businesses of all sizes and across sectors to collaborate and learn from one another

Expand access to employment opportunities by increasing supporting services for underserved communities in Wichita

2. Establish formalized, tightly integrated feedback loop between business and education stakeholders on skills demand/supply to enable
agile and responsive workforce planning*

3. Develop strategic model for engagement with private employers to incentivize creation of professional development and training
pathways that connect talent to employers in creative ways

*Note: Commitment deep dive is followed by deep dive with further supplementary information and details on operationalizing commitment.



INVESTING BOLDLY

Empower our community with the resources it needs to think beyond what is “safe” through employer commitment, hard dollar investment, and leadership buy-in

Bold investment in Wichita....
FEATURES

* Is committed to prosperity and quality of life for all
The characteristics of ) ) )
the Wichita regjon’s ° Commits to InveStIng fOF |Ong-term success
community that will
be realized through
achieving the goals + Brings public, private, and community stakeholders to the table to align on bold goals
outlined in the
strategic pillars

» Reimagines infrastructure and public space in Wichita

Investing in public spaces that capitalize on Wichita's uniqgueness and bolster high quality of life
FOCUS AREAS ginp P P . gh quality

Developing world-class transportation infrastructure (air/rail/public transit)
The priorities that will

help focus our efforts
to bring the features
of each strategic
pillar to life

Developing generational legacy through public investment

W=

Investment in developing legacy and vanguard industries

1. Invest in developing compelling places (i.e., Riverfront Legacy Master Plan, project Downtown, Main Street Revitalization) across diverse
areas of the city to highlight the rich history and diversity of Wichita and attract talent to the region

O e 2. Create sustainable funding mechanisms to drive long-term investment and ridership in public transit and next-generation
we will take i the transportation solutions that will expand access to opportunities for talent in the region

next few years to : . } ; ; . . : . . .
drive progress against 3. Invest in embedding future-forward skills (e.g., coding, technology, data analytics, etc.) through industry-serving, university-based

each focus area innovation centers to enable talent to take on the jobs of the future*

COMMITMENTS

*Note: Commitment deep dive is followed by deep dive with further supplementary information and details on operationalizing commitment.



INCREASING APPETITE FOR RISK

Move beyond our culture of comfort to allow our community to take risks and try new things that will drive progress for our region

An increased appetite for risk....

FEATURES

* Leads to investment in entrepreneurs and creative thinkers in the community
The characteristics of ) ) o )
the Wichita region’s » Celebrates learning from failure as part of Wichita's journey
community that will
be realized through
achieving the goals
outlined in the
strategic pillars

» Accelerates Wichita's position as a hub for innovation

Increasing access to capital and non-financial resources for entrepreneurs
FOCUS AREAS

Investing in resources and community-building for the business community (entrepreneurs and intrapreneurs) to foster collaboration
The priorities that will

help focus our efforts
to bring the features
of each strategic
pillar to life

Creating incentives and infrastructure to accelerate innovation

W=

Saying “yes"” to cultural and other non-traditional investments

o : 1. Support the establishment of incubators that advance new technology development to establish Wichita as a hub for innovation
MMITMENT

2. Implement a highly focused, relationship-based campaign to encourage venture capital investment in the state’s target sectors

The specific actions 3. Challenge the status quo on on public investment priorities with cost/benefit analyses that include lost opportunity cost and benefits
we will take in the manifested multi-generationally, and could measure success in new ways (e.g., $$ available/appropriated, speed to access of
investment $$, # and types of investors)

next few years to
drive progress against
each focus area




Appendix II: Job Canvas Library



Section

Description

Research Sources

How to read ajob canvas

FUTURE WORK FUTURE SKILLS SKILLS BENCHMARK FUTURE DAY IN THE LIFE

How key responsibilities are

evolving as a result of ongoing due to A comparison of the top skills An for
transformations (e.g., Program X) and  on going transformations and sourced for this role by an this role , including an
the art of the possible for how they asa organization, its direct competitors, of enabling
may continue to evolve due to result of Industry 4.0 and industry 4.0 leaders technologies
Industry 4.0
Deloitte Research Deloitte’s proprietary research on the Future of Work, Future of Manufacturing / Smart Operations, Future of Digital Product Development
External Research Market research and thought leadership from non-Deloitte publications (e.g., World Economic Forum)

Perspectives from Manufacturing and Product Development SMEs across Deloitte who work with clients on transformations related to smart

Deloitte Contributors factory operations and digital product development



Job canvas findings overview

« Deloitte’s research* indicates that core responsibilities for existing roles will not change dramatically in the future; how the work gets done
(e.g., process, technology) and skills required to do the work will change.

* There are very few organizations globally who have scaled smart operations across the enterprise. The companies identified as “Industry 4.0
Leaders” are those who have successfully adapted to industry 4.0 in pockets of their organization. The recruiting strategies for these “Industry 4.0
Leaders,” however, are far more advanced than Client Co. when it comes to recruiting for the skills of the future.

TOP SKILLS TO PRIORITIZE ACROSS PD AND MANUFACTURING ROLES

1o

Human

« Digital Learning Agility
* Intellectual Curiosity

« Appetite for Risk, Innovation, And
Experimentation

«  Structured / Analytical Thinking
* Business Acumen
«  Story Telling With Data

Agile Methodology

Design Thinking

Design for X (CX, Manufacturability)
Model Based Manufacturing /
Engineering

Continuous Improvement
Predictive Maintenance

Remote Meeting Facilitation

Computer Literacy

Data Analytics / Data Visualization
Data Driven Decision Making
Rapid Prototyping (e.g., Additive
Manufacturing, 3D simulations)
Simulation via Digital Twins
Development Skills

Industry 4.0 Tech (e.g., Robotics, 10T
Sensors, AR/MR/VR)

*Note: Based on our access to a global data repository of over 30k unique sources, 6.3B records and our Future of Work data bank enabled by our propriety Data Lake tool which gathers insights and extrapolates industry trends



Deep Dive: Manufacturing Job Canvases




Demand Planner



FUTURE WORK

DEMAD
PLANNER

Demand Planner

ROLE SUMMARY

Demand Planners develop forecasting tools and perform
forecasting (e.g., revenue, customer demand, materials &
procurement) for products to support strategic business
decisions (e.g., entering a market) and supply chain operations
(e.g., production planning, inventory mgmt.).

EVOLUTION SUMMARY

Today, Demand planners sit under the Supply Chain
organization and rely on traditional analytics tools (excel) to
provide accurate single-point estimates based on historic
trends. Forecast success is often measured by MAPE (Mean
Absolute Percentage Error). Companies are starting to bring in
more complex analytics tools and methodologies.

In the future, Demand planners will move towards a
centralized function that supports multiple parts of the
business. Companies will help lay the organizational
groundwork (IT, Data Lakes, etc.) for advanced demand
analytics tools (Al, Machine Learning, etc.). Planners will focus
on more pre & post-analytics activities including visualization of
data, communication of business impact, and advanced
decision making.

EVOLVING RESPONSIBILITIES

Today

Most demand planners still use excel
(60%+) while many are starting to use
more advanced analytics software (50%)

Demand planners focus on historic sales
data (sell in / sell out data, communication
from sales, and customer feedback) or
basic automation of historic analyses.

Companies are beginning to announce and
invest in Al and Machine Learning tools to
support demand planning efforts. Major
institutes predict Al will have the greatest
impact on demand planning in next seven
years.

Managers and business leaders from
various departments can be resistant to Al
tool outputs because there is less
transparency into logic, despite being high
quality.

Tomorrow

Anticipate demand and consistency of excel usage to remain constant.

More consistent approach than ad-hoc automation of excel and spreadsheet
maintenance activities. to automate
spreadsheet activities at scale.

Continue moving towards . Demand
planners will still look back at automated output and address outliers.
However, goal is to move further away from manual corrections. More focus
on obtaining Focus less
on forecasting based on a “single SKU" and focusing on amassing and
applying the right indicators (e.g., jobless claims in key industries, competitor
product demand)

Companies must lay the groundwork for Al solutions by maintaining accurate
and standardized data for product numbering (product codes), maintaining
consistent ways to code one-time demand spikes (for Al to learn), and
maintain advance sources of external data. Companies must begin drastically
change their organizational structure to ensure that there is adequate IT
support for

Some companies need to establish more mature S&OP organizations and
drive better acceptance of Al tools. Al should be framed as a driver for
confronting outdated data and managerial practices.

Companies should begin growing their internally upskilling efforts around Al
tools with . When selecting talent, companies
should center on planners and managers alike who have experience
addressing Al tool outputs.

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

DEMAND
PLANNER

Demand Planner

ROLE SUMMARY

Demand Planners develop forecasting tools and perform
forecasting (e.g., revenue, customer demand, materials &
procurement) for products to support strategic business
decisions (e.g., entering a market) and supply chain operations
(e.g., production planning, inventory mgmt.).

EVOLUTION SUMMARY

Today, Demand planners sit under the Supply Chain
organization and rely on traditional analytics tools (excel) to
provide accurate single-point estimates based on historic
trends. Forecast success is often measured by MAPE (Mean
Absolute Percentage Error). Companies are starting to bring in
more complex analytics tools and methodologies.

In the future, Demand planners will move towards a
centralized function that supports multiple parts of the
business. Companies will help lay the organizational
groundwork (IT, Data Lakes, etc.) for advanced demand
analytics tools (Al, Machine Learning, etc.). Planners will focus
on more pre & post-analytics activities including visualization of
data, communication of business impact, and advanced
decision making.

EVOLVING RESPONSIBILITIES

Today

Planners rely on tribal knowledge.
Experienced planners use their learned
abilities to sense disruption by looking at
indicators in the market, industry,
competitors, and internal capabilities.

Companies will focus on developing
individual algorithms that are effective “at
the time”.

Focus on basic forecasting and statistical
methods: ARIMA, Holt-winters, data
smoothing. Some more advanced
organizations use Bayesian / probabilistic
models to build range forecasts.

>

Tomorrow

Demand planners job growth is only average at (5%) so traditionally trained
Demand planners with longstanding industry experience are diminishing.
Demand planners should . Successful planners
should be encouraged to share nuanced knowledge so other Planners are
provided with rich information. Companies should focus on accurate and
consistent capture of planner feedback when systemic forecasts are
overridden (due to those “gut feeling” checks). Planner feedback can be fed
into (subjective information that doesn't require
demand planners to input constraints). Talent models should reward
experienced planners who democratize information and feed valuable
information into

Companies should build an with talent, resources,
etc. so Demand Planners and data scientists can build

and implement them at scale as a “patch” to existing demand
algorithms. Companies should begin to structure their talent and
organizational structures to support recruiting those with a combination of

, demand planning experience, etc. Build incentive

models to reward effective turn of & positive
impact on models.
Use to determine reliable range of demand, building

, and simulating demand in a short time
window. If you forecast at a certain level - you can project losses “what ifs".
Use of to allow planners to easily run and evaluate a higher
fidelity simulation with extensive what-if scenarios, to optimize their
forecasting models.

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

DEMAND
PLANNER

Demand Planner

ROLE SUMMARY

Demand Planners develop forecasting tools and perform
forecasting (e.g., revenue, customer demand, materials &
procurement) for products to support strategic business
decisions (e.g., entering a market) and supply chain operations
(e.g., production planning, inventory mgmt.).

EVOLUTION SUMMARY

Today, Demand planners sit under the Supply Chain
organization and rely on traditional analytics tools (excel) to
provide accurate single-point estimates based on historic
trends. Forecast success is often measured by MAPE (Mean
Absolute Percentage Error). Companies are starting to bring in
more complex analytics tools and methodologies.

In the future, Demand planners will move towards a
centralized function that supports multiple parts of the
business. Companies will help lay the organizational
groundwork (IT, Data Lakes, etc.) for advanced demand
analytics tools (Al, Machine Learning, etc.). Planners will focus
on more pre & post-analytics activities including visualization of
data, communication of business impact, and advanced
decision making.

EVOLVING RESPONSIBILITIES

Today

Focus of system-based training is generally
transactional. Users are provided process
training and are expected to build an
understanding of “the manual”.

Focus is on bringing in more advanced
analytics tools and other forms of data
processing, visualization, etc.

Demand planners typically report directly
to the Supply Chain organization

Focus on bringing in statisticians and
engineers with hard-skill experience in
Python and other data visualization
software.

Tomorrow

Training needs to also focus on skills necessary to employ a tool,
troubleshoot, and challenge incorrect inputs/outputs. While training is
costly and time-consuming, it will help companies avoid significant losses due
to planner error (e.g., leaving unnecessary inventory sitting on balance
sheet).

Organizations should build mature training organizations that build capability
beyond basic operation of demand planning tools. Greater emphasis
should be placed on with experienced planners.

Focus will be on bringing in talent who best understand data, data analysis
tools, and strategic priorities.

Once talent is obtained, organizations must focus on building trust between
talent and the tools they employ (while simultaneously teaching them the
maturity to challenge data validity/relevance, to better address chaotic
demand)

Move towards more centralized function that supports multiple parts
of the business (with accurate demand forecasting information).

As more solutions are brought on, demand
planning efforts with need to stay close to Tech / IT organization resources.

Focus of demand planners is more centered on pre-and post analytics (being
able to synthesize and communicate business impact). Focus on bringing in
talent with skills in advanced decision-making, synthesizing data, and
analytics (not necessarily pure technical backgrounds)

Focus on embedding demand planners in multiple parts of the organization
to better understand business context when presenting forecasting models.

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

DEMAND
PLANNER

Demand Planner

ROLE SUMMARY

Demand Planners develop forecasting tools and perform
forecasting (e.g., revenue, customer demand, materials &
procurement) for products to support strategic business
decisions (e.g., entering a market) and supply chain operations
(e.g., production planning, inventory mgmt.).

EVOLUTION SUMMARY

Today, Demand planners sit under the Supply Chain
organization and rely on traditional analytics tools (excel) to
provide accurate single-point estimates based on historic
trends. Forecast success is often measured by MAPE (Mean
Absolute Percentage Error). Companies are starting to bring in
more complex analytics tools and methodologies.

In the future, Demand planners will move towards a
centralized function that supports multiple parts of the
business. Companies will help lay the organizational
groundwork (IT, Data Lakes, etc.) for advanced demand
analytics tools (Al, Machine Learning, etc.). Planners will focus
on more pre & post-analytics activities including visualization of
data, communication of business impact, and advanced
decision making.

EVOLVING RESPONSIBILITIES

Today

Adoption rates for Industrial Internet of
Things (lloT) has ticked up, aggregating
sufficient data, more emphasis placed on
E2E integrations.

Tomorrow

Near term, emphasis will move away from just bringing in more data
collection tools and more focused on cleaning and reingesting data so that
any form of advanced analytics workflow can manage data in a consistent
manner.

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



DEMAND PLANNER

Existing Skills

In Decline
What will decrease in
relevance / importance?

Stable
What will remain table stakes?

Presentation skills: Ability to present
detailed inventory reports

Human

+ Logistics & Inventory Management

T
(7] .
N + Supply Chain Management (SCM)
-g + Enterprise Resource Planning (ERP)
8_ + Capacity Planning
wn
+ Materials Planning
+ Statistical analysis: Al
. . solutions remove the
u>6 . IS\I::Ii\IIIaSnced mathematical and analytical need to manually
o adjust statistics
° . e . .
c Market.T.rend Analysis: Able to identify Microsoft Excel
< and anticipate market trends and suggest
9 purchases to maintain stock levels + PowerPoint
=
+ Business Analysis * Report Creation
- SQL

FUTURE SKILLS

DEMAND
PLANNER

Growing
What will increase in importance?

Storytelling with Data: Ability to use data
to shape the business narrative and
influence decisions to be made

Creative problem-solving /problem
sensitivity: Ability to augment and refine
the recommendations from predictive
analytics tools

Cross-functional Business Acumen:
Ability to communicate relevant impacts,
align priorities, and simply articulate key
findings from complex algorithms or data
sets to non-technical / functional
stakeholders

What-if Scenario Analysis

Data Driven Decision Making: Ability to
interpret predicted results and determine
plan of action to mitigate issues before they
occur

Data Visualization: Ability to use
visualization tools like Power Bl/tableau to
identify and evaluate issues; understanding
of how to use visualization dashboards
during stakeholder discussions to drive
alignment and decision making

Advanced / predictive analytics tools:
Alteryx

New Skills

Emerging
What net new skills will be needed?

Remote Meeting Facilitation: Ability to create an inclusive and productive
environment during remote working sessions; Ability as a facilitator to enable cross-
functional team-based decisions

S&OE (Sales and Operations Execution) / Closed Loop Planning / Rolling Planning
Horizons: Conceptual familiarity and understanding of how to execute related
processes

Digital Twins / Simulation-based Scenario Planning: Ability to use digital twins
and simulation tools to develop dynamic what/if scenarios

Data Science / Programming Skills: Proficiencies in programming frameworks
(e.g., linear programming, PulP) and languages (e.g., python, R) needed to run
advanced supply chain analytics and build simulations / visualizations

Data Mining: Familiarity with data mining methodologies and data reporting tools
and how they can be leveraged to extract insights and calibrate supply and demand

Database Management: Ability to maintain accurate, secure and clean database
information

Algorithm Management: Ability to select algorithms to automate tasks and flag
exceptions or developing situations

10T Sensors / RFID tags: Basic understanding of what is sensorized (e.g., what
transactional data is being captured and what isn't) and how sensors work so they
can trust the data

Note: New / prioritized skills of the future are intended to guide Client Co.’s upskilling and recruiting strategy. The
primary goal is to retain and upskill existing talent.



DEMAND
SKILLS BENCHMARK PLANNER

DEMAND PLANNER RECRUITING STRATEGY | CLIENT & DIRECT COMPETITORS (U.S.)

For the last three years, Client Co. and its direct competitors have prioritized similar legacy skills with some attention paid to robotics.

Volkswagen Tesla Apple Toyota
Logistics * 100.0% Supply Chain Knowledge } : : 64.7% Logistics ! ‘ ‘ 51.9% Logistics ¥ ; ; 72.2%
Supply Chain Knowledge : 100.0% Logistics : : 46.1% Demand Forecasting | | 49.4% Supply Chain Knowledge - | | 55.6%
Change Management ¥ 60.0% Enterprise Resource... | | 44.1% Supply Chain Management it | | 44.3% Kaizen | | 42.69
Purchasing ¥ 60.0% Industrial Engineering by ‘ ‘ 43.1% Supply Chain Knowledge ! | | 41.8% Project Management | 40.7%
SAP & 60.0% Industrial Engineering.... 43.1% SAP | | 40.5% Supply_Cha_inl/laiag_em_ent_j_ —_— | — 38;9%
Business Planning i 40.0% Supply Chain Management J* : : 43.1% Demand Planning ! | 39.9% LMLUO_SOEPEWEBL J— g 37.0% |
_____ Calculation ; S 40.0% Cost Control - 4029 Oracle ‘ 24.1% ey Performance Indicators (KPIs) ‘ 33.3%
1 Data Manipulation 40.0% -; - _sqL ; e L | 38.2% supply Chain Inventory... | 24.1% Packaging ‘ 31.5%
(‘S-IOBaI_Sy_Ste_m?or_MEbWe.._.j_ T 20.0% | Tableau ¥ - 34.3% | Demand Management - 1 22.8% Toyota Productlorf S}/stem (TF'S) T | 31.5%
Industrial Engineering - 40.0% Materials Planning Jeoomons 32.4% | Product Sales & 29 8% Logistics Planning ‘ 29.6%
Industrial Engineering..; 40.0% Manufacturing Resource... | 31.4% Global Procurement - | 21.5% SAP | 29.6%
Invoice Processing | 40.0% Material Requirement.... | 31.4% Inventory Management § | 21.5% Customer Service | 25.9%
Invoice Reconciliation 40.0% Onboarding | 2814% Manufacturing Resource... 19.0% Budgeting | | 24.1%
Key Performance... 40.0% Lifecycle Management J | 25.5% Material Requirement..; 19.0% Data Analysis | 24.1%
Pivot Tables } 40.0% Product Lifecycle...} : 25.50 sqL E 19.0% Process Imp:f:;arrlweian:_;_ — _2;.2;1 \
Production Planning 40.0% Supply Chain Improvement 25.5% Quantitative Analysis 17.7% PR gy PR ar
Program Planning -+ 40.0% Decision Support | 24.5% Tt E— 1| Report Writing ‘ 20.4%
Project Management * 40.0% Procure-To-Pay | 24.9% Oracle'Dzm;ntTa TS 5% T Supply Chain Planning £ 20.4%
SAP BusinessObjects st 40.0% Fanano panning Feemes 2350 | ) procurement 15.2% Sales PIanning Fmm—’ |16.7%
SQL i 40.0% Thventory Control - BE= — T 4 Capacity Planning 1 15.9% Automotive Industry Knowledge ¥ 4.8%
Scheduling It 40.0% Procurement - | 20.69 Expediting Orders ! 1B.9% Logistics Management T 4.8%
Strategic Sourcing + 40.0% Statistical Reporting I | 20.69 Inventory Maintenance I’ 1B.9% Materials Analysis T 4.8%
Supplier Identification I 40.0% Logistics Analysis I’ 19.6% Inventory Planning & 13.9% Purchasing 4.8%
Bill of Materials 3 20.0% Purchasing J* 19.6% Stock-Keeping Unit ! 1B.9% —_ _‘Aciolfttg: - 13'2%_ 1
Change Management... = 20.0% Scheduling 17.6% Supply Chain Planning 13.9% 1 Data Visualization 777 13.0%_
Key: ::Irld ESt_’V_“E rila_ted_ s_kill _! ;Zz'ie'?(la_r;%%.rl:l:svié r11t é?i?’r?l r:gNC(:‘-)I\;s;’ égfgpations



DEMAND

SKILLS BENCHMARK PLANNER

DEMAND PLANNER RECRUITING STRATEGY | CLIENT & DIRECT COMPETITORS (U.S.)

For the last three years, Client Co. and its direct competitors have prioritized similar legacy skills with some attention paid to robotics.

Foxconn VF Corporation Grainger Ford
Supply Chain Knowledge ] ; ; ‘ 62.5% Supply Chain Knowledge ] ; ; 54.3% Supply Chain Knowledge } o Logistics it 96.8%
Logistics 1 ‘ ‘ 56.3% | Supply Chain Management i ‘ 51.1% Key Performance Indicators...:» 58.3% Supply Chain Management ks 4%
SAP 56.3% Logistics 33.7% Logistics Budgeting 2%
Supply Chain Management : : 56.3% SAP : : 30.4% SAP : Materials Planning It
Procurement 1 | | 50.0% Demand Planning ] | 23.9% Supply Chain Management ] Industrial Operations...:»
Production Planning ¥ ‘ 43.8% Key Performance Indicators...:» 21.7% Enterprise Resource Planning,..:» Information Systems f
llnd_ust_ryio_—»_ S 27,2% Merchandising f 19.6% Inventory Planning f Lean Manufacturing ¥
I_Sc:ed_uliig ; —— _’i7,i0i Business Management ¥ 17.4% Performance Management ¥ Material Flow Management ks
Personal Protective Equipment 1 ‘ 31.3% Demand Forecasting i 16.3% Process Improvement i packaging ¥
Purchasing 31.3% Project Management - 16.3% Data Analysis Kaizen &
Supplier Management It : 31.3% BRIO & 15.2% NEtw;)rk_ErEinﬁeri_ng_i»_ = 'T' 25, Machining i
Artificial Intelligence -+ 25.0% Cognos Impromptu 15.2% . FIojEct_MeEagenr.ni Loz Business Management
Q-7 _BE D_ata_}_ = -“I _ZE,C?A,-; Business Process : 14.1% I-SP_SS-:»_ = | 25, Supply Chain Knowledge it
IDemand Management - 25.0% | Supply Chain Improvement - 13.0% SupplyChainImproven?erF: _____ Product Sales &
= = BIStMarEls e T T T T Budgeting 12/0% Product Availability Purchasing it
Capacity Planning J* 18.8% Purchasing h 12.0% SQL h Benchmarking &
Cost Control + 18.8% Stock-Keeping Unit 1210% Scheduling + r mte_ryx_ T 5
Materials Control 18.8% Financial Forecasting - 10.9% 3PL (Third Party Logistics) Design Thinking £+ 16.1%
Order Entry 18.8% Information Systems 10.9% Business_Ac_um_en_»_ = Project Management - 16.1%
Workforce Planning 1 18.8% Pivot Tables ] 10.9% I_rDa_ta_l\/IiEng_:»_ —ll Qlikview 16.1%
Agency Selection 12.5% Data Analysis 9.8% Industrial Engineering Scheduling 16.1%
Cleaning 12.5% Procurement 9.8% Industrial Engineering Industry... Supervisory Skills - 16.1%
J 1 ——— o m = N e St At I 20
Data Analysis 1 12.5% Project Planning and...:» 9.8% IEeIa_tiTal_Daiab_asaf -- - 1 Big Data £ 9.7%
Financial Analysis ¥ 12.5% Strategic Planning ¥ 9.8% Shipping Modes ¥ LB_loc_kcEaiE _:» _9._7%_ |
Group Insurance 12.5% Thought Leadership 9.8% Supply Chain Data Analysis Business Analysis = 9.7%

Key:

| i i i il —
| Industry 4.0 related skill

"Time Period: Nov. 1, 2017 — Nov. 1, 2020
Source: Labor Insight Burning Glass Occupations




DEMAND
PLANNER

FUTURE DAY IN THE LIFE

DEMAND PLANNER

ILLUSTRATIVE TOOLBOX

A predictive/prescriptive analytics tool that visualizes
and analyzes live data from multiple sources to
facilitate informed decision-making

Integrated solution which includes requirements
management, product development, change
management, advanced planning, and manufacturing
execution management

Machine Learning driven software that ingests
hundreds of demand driving variables and create
demand projections with estimations of business
impact and risk. Maintains proactive scenario planning
and simulation capabilities

An Al digital assistant that provides conversational
interface for all productivity related tasks, such as
scheduling, answering questions, and checking the
status of projects and people

A digital wellbeing assistant integrated with
employees’ workstations, wearables, and schedules
that tracks and recommends well being breaks,
doctors' appointments, new learning opportunities,
and time-off

FUTURE DAY IN THE LIFE

7:30 am

8:00 am

9:45 am

10:30 am

1pm

2pm

3 pm

4 pm

You serve as a remote demand planner for multiple business functions. As part of a mature digital org, you work on an integrated team which
includes a variety of different planners, sales, and IT. As you wake up, you are greeted by which reads out your morning schedule, priority
tasks, and provides an update of the number of new, unread emails in your inbox, along with the number of action items flagged and added to your
Smart To Do list. Today is the start of an important week (the first of the month), where the team will review the previous month'’s forecasting
models and evaluate necessary adjustments.

You start the day off with internal touchpoints with your team to prepare for your Thursday S&OP meeting. You pull up your access to the
to look over the demand plan. You analyze historicals, lost sales, etc. in real time. You are alerted of any demand exceptions with correction
recommendations. You check relevant outlier corrections to demand through semi-automated processes. You also review a variety of inputs from
, your company’s preferred product strategy and lifecycle management tool. The system incorporates item profiles and attributes for new
items using ML.

Due to the time saving functionalities of , your digital assistant works in an extra 15 minute break into your schedule ahead of
your remaining work in the morning. You can spend this time getting coffee, water, and getting up from a seated position.

You view tool-generated product segmentations based on their demand behaviors and curves (e.g., stable, growth / decline trend, seasonal, no
trend). Depending on cognitive based clustering, regular cadences could be changed by item behavior (e.g., core items forecasted on a monthly
cadence). After you have consolidated all insights, you apply statistical models. You use internal tools to manage these insights. For
any exceptions (high error), you apply manual adjustments, eventually training the models to apply these adjustments automatically. When you
discover a need that is not yet address by automated systems you can put in a new request to the company’s internal algorithm service desk. After
final review of the content, you load into and review the model in preparation for consensus meetings that you lead later in the week.

After working throughout the morning, , your digital wellbeing assistant, recommends you take an additional break for lunch.

After lunch, recommends that you take the early afternoon as an opportunity to attend an early exposure digital training course on new

functionalities, more machine learning driven technologies that your company is testing out.

After your training, you take a quick look at which is currently relaying live data on your forecast model efficiency from last month. You
use this as an indicator on what to assemble in terms of content for the monthly S&OP meeting where you will be presenting both the review of last
months performance but also pitching the new data inputs intended for the demand planning software. You also take this afternoon to meet with
your integrated team of finance, IT, and sales to layer in hyper-digital insights from financial plans to drive an unconstrained demand plan. Because
you are working off an integrated system, you don't need to communicate with the Supply Planner offline to discuss the demand plan.

You spend the final parts of your day reviewing dashboard materials that you've assembled for your internal team touchpoints tomorrow. Software,
like will allow Demand Planners to use existing dashboards as opposed to spending additional time creating external Powerpoint
decks. You plan to review the dashboard content directly off the system with your sales and marketing teammates. Venus lets you know that you've
accomplished your priority tasks for the day. recommends that you end your day.

Note: The Future Day in the Life is not meant to capture every task a role may execute in the future; it is intended to
describe select tasks / ways of working which are evolving as a result of Industry 4.0 trends and enabling technologies



Technical Toolbox Research

Machine Learning driven software that ingests
hundreds of demand driving variables and create

Forecast Vue demand projections with estimations of business
impact and risk. Maintains proactive scenario planning
and simulation capabilities

« Blue Yonder

Integrated solution which includes requirements * Siemens OpCenter MES
PLM Dash management, product development, change * APS
management, advanced planning, and manufacturing * TeamCenter

execution management * Polarion



Supply Planner



FUTURE WORK

SUPPLY
PLANNER

Supply Planner

ROLE DESCRIPTION

Supply Planners anticipate and maintain inventory levels
against demand and production capacity to allocate to
orders and the right products over a planning horizon.

EVOLUTION SUMMARY

Today, daily planning tasks (e.g., data collection / verification,
decision making, report creation) are manual and time-
consuming. Planners are constantly fire fighting to plan and
schedule products and rely heavily on tribal knowledge and
static reports to make decisions.

In the future, and will
automate 80-90% of daily planning tasks, focusing planners’
time on higher value work like exceptions management,
algorithm management, scenario planning, and cross-functional
stakeholder alignment. Planners will contribute to the

on a weekly rhythm, using to build
dynamic planning scenarios flexible to changing demand or
supply situations. and

will reduce uncertainty and forecast errors and

improve overall decision making.

EVOLVING RESPONSIBILITIES

Today

Spend significant time trying to keep up with the high
volume of manual decisions that need to be made every day
to plan and schedule products

Spend significant time manually collecting, inspecting, and
reconciling data as a result of poor master data management
and limited integration across organizational silos and legacy
systems

Make planning decisions by manually reviewing the available
information and relying on tribal knowledge to determine
next steps

Use safety stock formulas in excel and/or legacy ERP systems
(e.g., SAP) to calculate inventory levels needed to protect
against demand/supply uncertainty and forecast errors

Rely on static reports and tribal knowledge to align supply
and demand

Tomorrow

Spend less time “fire-fighting” thanks to

and of 90% of daily
tasks and decisions; focus time on exception management,
enabled by that flag instances when
human input is required for better decision making

No longer spend time on data management due to
continuous data collection and
data inspection / reconciliation; leverage data in

as the single source of truth for
operational data across the organization

enabled

Make planning decisions based on findings from

that analyze real-time and historical
operational data across the organization; focus efforts on
refining recommendations, when needed

Use

and to significantly reduce
demand / supply uncertainty and forecasting errors and to
determine detailed inventory requirements by region,
location and usage; minimize safety stock safety stock levels
across the organization by placing inventory where its
required

Use real-time operational data and
to predict optimal plan or schedule, manage
costs with greater accuracy, and reduce disruptions that

occur from too much / too little supply

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

SUPPLY
PLANNER

Supply Planner

ROLE DESCRIPTION

Supply Planners anticipate and maintain inventory levels
against demand and production capacity to allocate to
orders and the right products over a planning horizon.

EVOLUTION SUMMARY

Today, daily planning tasks (e.g., data collection / verification,
decision making, report creation) are manual and time-
consuming. Planners are constantly fire fighting to plan and
schedule products and rely heavily on tribal knowledge and
static reports to make decisions.

In the future, and will
automate 80-90% of daily planning tasks, focusing planners’
time on higher value work like exceptions management,
algorithm management, scenario planning, and cross-functional
stakeholder alignment. Planners will contribute to the

on a weekly rhythm, using to build
dynamic planning scenarios flexible to changing demand or
supply situations. and

will reduce uncertainty and forecast errors and

improve overall decision making.

EVOLVING RESPONSIBILITIES

Today

Identify the need to recalibrate supply and demand in
reaction to issues that arise; rely on static reports and tribal
knowledge to determine mitigation plan

Build supply planning scenarios using macros in excel and
static data inputs

Contribute to a monthly or yearly S&OP (Sales and
Operations Planning) process over the planning horizon

Carry out daily tasks on-site at a desktop

Collaborate with non-planning functions on a limited basis
(e.g., align requirements, meet tight deadlines) due to the
high effort involved with sharing information across
organizational siloes and reconciling static data across
disparate systems; make decisions with little consideration of
impacts on other functions (e.g., marketing, finance)

Tomorrow

Receive that
proactively identify gaps before issues arise; leverage
to determine if the
current plan or schedule is no longer optimal / buildable and
to simulate and evaluate multiple plan or issue
resolution scenarios

Use and operational data to
build dynamic planning scenarios that can be updated in real
time based on changing demand or supply situations

Contribute to a (Sales and Operations
Execution) process over a that
adapts in real-time to changing requirements or constraints,
as indicated by real-time operational data

Use and

powered with a continuous flow of real time
operational data across the organization to work virtually
from anywhere

Gather inputs and impacts across non-planning functions as
part of the integrated planning process using a

that automatically tells you who to work
and what inputs are needed, while delivering one source of
truth for all supply chain data across the organization

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

SUPPLY
PLANNER

Supply Planner

ROLE DESCRIPTION

Supply Planners anticipate and maintain inventory levels
against demand and production capacity to allocate to
orders and the right products over a planning horizon.

EVOLUTION SUMMARY

Today, daily planning tasks (e.g., data collection / verification,
decision making, report creation) are manual and time-
consuming. Planners are constantly fire fighting to plan and
schedule products and rely heavily on tribal knowledge and
static reports to make decisions.

In the future, and will
automate 80-90% of daily planning tasks, focusing planners’
time on higher value work like exceptions management,
algorithm management, scenario planning, and cross-functional
stakeholder alignment. Planners will contribute to the

on a weekly rhythm, using to build
dynamic planning scenarios flexible to changing demand or
supply situations. and

will reduce uncertainty and forecast errors and
improve overall decision making.

EVOLVING RESPONSIBILITIES

Today

Use power point decks to run the weekly / monthly planning
and business performance review meetings; conduct follow
up sessions as needed to investigate and answer
management questions (e.g., root causes of gaps, actions
being taken to close the gaps, and financial trade-offs)

Tomorrow

Conduct planning meetings directly in the ,
generating real-time reports using

, evaluating what-if scenarios on the fly, and instantly
pulling up real-time operational data across the organization
as needed

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



EVOLVING SKILLS PROFILE

People

Specialized

Technical

Stable

Presentation skills: Ability to present
detailed inventory reports

Logistics & Inventory Management
Supply Chain Management (SCM)
Enterprise Resource Planning (ERP)
Capacity Planning

Materials Planning

Advanced mathematical and
analytical skills

Market Trend Analysis: Able to identify
and anticipate market trends and
suggest purchases to maintain stock
levels

Business Analysis

FUTURE SKILLS

Existing Skills

In Decline

Statistical analysis:
Al solutions remove
the need to manually
adjust statistics

Microsoft Excel
PowerPoint
Report Creation
sQL

SUPPLY
PLANNER

Growing

Storytelling with Data: Ability to use
data to shape the business narrative and
influence decisions to be made

Creative problem-solving /problem
sensitivity: Ability to augment and refine
the recommendations from predictive
analytics tools

Cross-functional Business Acumen:
Ability to communicate relevant impacts,
align priorities, and simply articulate key
findings from complex algorithms or data
sets to non-technical / functional
stakeholders

What-if Scenario Analysis

Data Driven Decision Making: Ability to
interpret predicted results and determine
plan of action to mitigate issues before
they occur

Data Visualization: Ability to use
visualization tools like Power Bl/tableau
to identify and evaluate issues;
understanding of how to use visualization
dashboards during stakeholder
discussions to drive alignment and
decision making

Advanced / predictive analytics tools:
Alteryx

New Skills

Emerging

Remote Meeting Facilitation: Ability to create an inclusive and productive
environment during remote working sessions; Ability as a facilitator to enable
cross-functional team-based decisions

S&OE (Sales and Operations Execution) / Closed Loop Planning / Rolling
Planning Horizons: Conceptual familiarity and understanding of how to execute
related processes

Digital Twins / Simulation-based Scenario Planning: Ability to use digital
twins and simulation tools to develop dynamic what/if scenarios

Data Science / Programming Skills: Proficiencies in programming frameworks
(e.g., linear programming, PulP) and languages (e.g., python, R) needed to run
advanced supply chain analytics and build simulations / visualizations

Data Mining: Familiarity with data mining methodologies and data reporting
tools and how they can be leveraged to extract insights and calibrate supply and
demand

Database Management: Ability to maintain accurate, secure and clean
database information

Algorithm Management: Ability to select algorithms to automate tasks and flag
exceptions or developing situations

10T Sensors / RFID tags: Basic understanding of what is sensorized (e.g., what
transactional data is being captured and what isn't) and how sensors work so
they can trust the data

Note: New / prioritized skills of the future are intended to guide Client Co.’s upskilling and recruiting strategy. The primary goal is
to retain and upskill existing talent.



SKILLS BENCHMARK

INDUSTRY 4.0 LEADERS’ (U.S.) RECRUITING STRATEGIES

Industry leaders' recruiting strategies for the last three years have placed greater emphasis on hiring talent skilled in data analytics & visualization.

Amazon

Supply Chain Knowledge
Supply Chain Management
SQL

Logistics

Key Performance Indicators...

Budgeting

Process Improvement

| Tableau

:.Data Analysis
Scheduling

r—_———

| Python

Financial Analysis

Business Intelligence

Procurement

Project Management

Business Analysis

Economics

Cost per hire

Statistical Analysis

Statistics

Talent Acquisition

Transportation Management

;-Sof_tw;’e_DeVeIoT)nTenT

1 Data Mining
1

Machine Learning

n
t

78.4%

n
t

53.4%
T 49.3%

n
t

34.9%

n
t

24.3%

n
t

22.9%
T 21.9%

T 21.2% 1
T 19.2% 1

T 19.2%

—— = ==

+ 9
17.8% 1

T 17.5%

T 15.8%
. 15.8%

. 15.8%

. 14.7%
. 13.0%

. 12.7%
. 12.7%
. 12.7%

+ 12.7%

+ 12.7%

+ 11.3%

Nike

Logistics I’

Supply Chain Knowledge +
Supply Chain Management
Project Management -+
Economics

Tableau -+

SAP

L Cognos Impromptu  +

66.0%
64.2%
62.3%
39.6%
37.7%

34.0% I

30.2%

22.6%

22.6%

Transportation Management...|

Qualita_tive_ArBI)Eis_—»

L Alteryx

Process Improvement

sQL ¢
Strategic Planning
Budgeting -+

Business Process -

E-Commerce

Key Performance Indicators...{

— Business Analysis

L Database Management -+

Electronic Data Interchange

Shipment Routing £

Transportation Management

Transportation Strategy

I Data Analysis -+

| I ]

Z0_208%
_189%
18.9%
18.9%
18.9%
17.0%
17.0%
17.0%
17.0%

_150%

-k,

15.1%

15.1%
13.2%
13.2%

113% |
d

Tesla
Supply Chain Knowledge 65.2%
Logistics 47.8%
SQL 47.8%

Tableau 43.5%
Supply Chain_Ma_nagarrTen? T _39_.10/:
- TDaEi S:ie:ce_ R -328;/;
Global Sup_ply_l\i:rﬁze_ r: e_rE_ ___________;4_.;%
Data Analysis 30.4% -;
Key Perfor;a:ce_lm;caTor;. —— _30:%-
Procurement 30.4%
Cost Control 26.1%
Enterprise Resource Planning... 26.1%
Onboarding 26.1%
= = e e———-— ————— -
1 Python 26.1%
| Data Visualization 21.7% |
- IFdLEtrEI E_ngEe:rin_g — ;1 .;%-
Industrial Engineering Industry... 21.7%
Business Operations 17.4%
Business Planning 17.4%
Procure-To-Pay 17.4%
M~ = = -—-_—-_—-—- ————— -
1 Decision Support 13.0% 1
| Experiments 13.0% 1
Manufacturing Resource. e 13.0%
Material Requirement Planning... 13.0%
Order Packing and Shipping 13.0%

Logistics

Budgeting

Supply Chain Knowledge -+
Supply Chain Management -

Purchasing -+

SUPPLY
PLANNER

86.7%
73.3%
73.3%
66.7%
60.0%

Benchmarking S VIV L 23.3%

L - Alteryx

Industrial Engineering -

40.0%

L 400% _

Industrial Eingin.eedng.lnd.ust.ry_;_ - 0% =y
L Pesign Thinking. ="=

Project Management -+
Qlikview -+

Training Materials
Business Planning -
Operations Management
Scheduling +

Big Data
=

Blockchain

— o e o o e e o

Business Analysis

Business Case Analysis

—_— 232% e -

33.3%

33.3%

33.3%

26.7%
26.7%
26.7%

200%
oo
20.0%

20.0%

Materials Development_ i’ 20.0%. -,

Onboarding
User Acceptance Testing (UAT) -+

Business Development

Key: I Industry 4.0 related skill

"Time Period: May 1, 2018 - May 1, 2021

Negotiarion skils s

200 !
20.0%
20.0%

13.3%

Source: Labor Insight Burning Glass Occupations

~d



SUPPLY
PLANNER

SKILLS BENCHMARK

INDUSTRY 4.0 LEADERS’ (U.S.) RECRUITING STRATEGIES

Industry leaders' recruiting strategies for the last three years have placed greater emphasis on hiring talent skilled in data analytics & visualization.

Walmart
Supply Chain Knowledge It 70.7%
Logistics - 61.0%
Retail Industry Knowledge ] 39.0%
Business Solutions ] 36.6%
sqL - 36.6%
Supply Chain Management ] 36.6%
Business Planning ] 26.8%
Process Improvement ] 24.4%
Supervisory Skills J 24.4%
Merchandising ] 19.5%
r _De;aXna_lysE T— _177%_ - -;
:. - _Ta_ble_au; s |
Business Process 14.6%
Logistics Management I’ 14.6%
Network Engineering I’ 14.6%
Supply Chain Improvement I’ 14.6%
Category Management I’ 12.2%
E-Commerce I 12.2%
Financial Analysis ] 12.2%
Project Management I 12.2%
Retail Management ] 12.2%
Six Sigma_ 12.2%
Space Allocation ] 12.2%
F=== _Al_teaxi = _93%_ - 1
Busess Adrmisation. Fem 5% T T

"Time Period: May 1, 2018 - May 1, 2021
Source: Labor Insight Burning Glass Occupations



SUPPLY
PLANNER

FUTURE DAY IN THE LIFE

ILLUSTRATIVE TOOLBOX

Al-powered, cloud-based, APS
dashboard that enables faster
and smarter decisions by
bringing together graph-based
enterprise modeling, big data
lakes, predictive analytics,
advanced algorithms for
scenario planning, and
collaborative portals all into
easy-to-use web, mobile and
spreadsheet interfaces

Al predictive analytics tool used

to proactively identify issues and

optimize decision making

FUTURE DAY IN THE LIFE

8 am

9:15 am

9:30 am

1pm

3 pm

4 pm

As a supply planner for multiple sites, you have the convenience of working from home or the office. Today, you start your day from
home by logging into the company network and opening the for the Detroit site. You view end to end data including:
unconstrained forecast at style color/size level, raw material and finished goods On-Hand / WIP at all locations (country, region, DCs), in-
transit and on order inventory, vendor and transit lead times, and factory capacities. Finally, you review the list of proposed orders and
place your orders for the time period. Based on your ordering, the system automatically coordinates inventory requests with suppliers
and schedules deliveries at the warehouse.

You receive a notification from that reminds you to prepare for your first meeting of the day: an S&OP meeting. The meeting
notification includes relevant alerts and information related to capacity levels at the plant and suppliers, forecasted demand, and supply
imbalances.

During the S&OP meeting, you use natural language queries to quickly generate reports to answer business stakeholders’ ad-hoc
questions. Within , Yyou present the dynamic scenarios you developed for a few different plans under review. You leverage
the network’s digital twin to simulate execution and highlight risks and opportunities. The team decides together on the best course of
action, which you record live directly in the system to ensure proper execution.

After lunch, you receive an alert from your phone that due to a port strike, the current plan may no longer be optimal.
You log in to investigate the issue further. You pull up real-time data on orders, forecasts, and inventories, and review the systems
recommended mitigation plan. You create several what-if scenarios to evaluate trade-offs, options, an and critical KPIs. Within minutes,
you determine the best course of action and push the chosen scenario live with a single click.

You receive a system-generated risk alert from notifying you of a predicted inventory risk due to high sales. You review the
prescriptive safety stock recommendations based on demand and lead time variability and take proactive, targeted inventory
deployment actions to mitigate risks well before they materialize.

You receive a notification from that Eric, the demand planner, has pushed through a global, unconstrained, consensus
demand plan that captures need by brand. This plan has automatically been integrated into the supply planning system so no additional
action is required from you.

Note: The Future Day in the Life is not meant to capture every task a role may execute in the future; it is intended to describe
select tasks / ways of working which are evolving as a result of Industry 4.0 trends and enabling technologies



SUPPLY

o PLANNER
Technical Toolbox Research

Al-powered, cloud-based, APS dashboard that enables
faster and smarter decisions by bringing together

S VT graph-based enterprise modeling, big data lakes,
predictive analytics, advanced algorithms for scenario
planning, and collaborative portals all into easy-to-use
web, mobile and spreadsheet interfaces

. Digital twin simulation tool that integrates with real-
Orbit :
time system data
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FUTURE WORK

MAINTENANCE

Maintenance Manager

ROLE SUMMARY

Maintenance Managers execute and coordinate
maintenance activities for production equipment
and tooling.

EVOLUTION SUMMARY

Today, asset management strategies and
calendars are created based on limited historical
performance data. Maintenance activities are
highly reactive and executed using manual
processes.

In the future, they will execute proactive and

predictive maintenance of IOT enabled assets using :

smart wearables, 3D simulations, and intelligent
asset performance dashboards enabled by
advanced analytics.

MANAGER
EVOLVING RESPONSIBILITIES
Today Tomorrow
Monitor asset health (e.g., compliance, criticality, reliability, Monitor asset health using
integrity, corrosion, performance) by conducting manual and alerts from
inspections and relying on Operator feedback powered by and
Execute activities and

Use a reactive “break-fix" approach to asset maintenance

Manually inspect assets using a tablet and skills learned
through tribal knowledge

proactively schedule downtime using

that provide
real time asset location, conditions, and failure predictions
before they happen

Conduct visual inspections using powered by

image recognition to quickly
identify features that are out of specification and to detect
quality defects

Kev: Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
ey: describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

MAINTENANCE
MANAGER

EVOLVING RESPONSIBILITIES

Today
Develop asset management strategy based on
Maintenance Manager experience and limited historical performance data
ROLE SUMMARY Manually identify assets that need to be replenished
EE— : or removed

Maintenance Managers execute and coordinate
maintenance activities for production equipment

and tooling. - .
Assets often fail without warning and resources must

be redirected without notice
EVOLUTION SUMMARY

Today, asset management strategies and
calendars are created based on limited historical
performance data. Maintenance activities are
highly reactive and executed using manual
processes.

In the future, they will execute proactive and
predictive maintenance of IOT enabled assets using :
smart wearables, 3D simulations, and intelligent
asset performance dashboards enabled by

advanced analytics.

Tomorrow

Use
and simulate conditions, develop what-if scenarios to
optimize asset strategy

Create and maintain that enable things
such as whole-life costing (so that underperforming
assets can be identified and removed) and
maintenance spare parts’ inventory optimization

Dynamic management and allocation of maintenance
personnel resource based on
from

Kev: Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
ey: describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



MAINTENANCE

EVOLVING RESPONSIBILITIES
Today Tomorrow
Maintenance Manager Track warranties and warranty claims in offline, Leverage to track and pull automated

localized spreadsheets

ROLE SUMMARY

— : Optimize IOT enabled assets' resiliency following
Maintenance Managers execute and coordinate :  failures, based on incidents reports
maintenance activities for production equipment
and tooling.

EVOLUTION SUMMARY

Today, asset management strategies and
calendars are created based on limited historical
performance data. Maintenance activities are
highly reactive and executed using manual
processes.

In the future, they will execute proactive and
predictive maintenance of IOT enabled assets using :
smart wearables, 3D simulations, and intelligent
asset performance dashboards enabled by

advanced analytics.

reports related to warranties and warranty claims

Support (e.g. network
outages, privacy breaches, system failures) to find
and mitigate potential risks and build more secure
and reliable IOT enabled assets

Kev: Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
ey: describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



MAINTENANCE

FUTURE SKILLS MANAGER

MAINTENANCE MANAGER

Existing Skills New Skills
Growing Emerging
What will increase in importance? What net new skills will be needed?

v Remote Meeting Facilitation: Ability to create inclusive and productive
remote meeting environments where people are encouraged to challenge
ideas and focus on optimal decision making over consensus building

v Digital Learning Agility: Ability, confidence, and motivation continuously learn
and apply new technologies at work

Human

v Predictive / Prescriptive Maintenance: Familiarity with Predictive /
Prescriptive Maintenance practices
n/a v Continuous Improvement: Able to think strategically about how the APM
dashboard can be improved and be further leveraged to optimize asset
management strategy

Specialized

v Data Driven Decision Making: Ability to make data-driven decisions using
asset performance dashboards which provide real-time and predictive
insights using Al and asset sensors

v .
Computer Literacy v Cyber Security: Understanding of basic cyber-security principles and

v" MES: Ability to use MES to perform shop floor inspection activities vulnerabilities related to connected devices
v Analytics/KPI Dashboards: Understanding of how to use KPI dashboards to v Algorithms: Ability to create and maintain asset management algorithms

enable daily operations v' AR/MR/Wearables: Ability to use AR/MR goggles for visual asset
inspections
v Digital Twins: Ability to do scenario modeling using digital twins to
optimize asset strategy

Technology

Note: New / prioritized skills of the future are intended to guide Client Co.’s upskilling and recruiting strategy. The
primary goal is to retain and upskill existing talent.
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MAINTENANCE
MANAGER

FUTURE DAY IN THE LIFE

MAINTENANCE MANAGER

ILLUSTRATIVE TOOLBOX

An asset performance dashboard that provides real-
time equipment health, location, maintenance alerts,
predictive insights, and end-of-life calculations for
physical assets

AR/MR glasses that project instructions, images, and
videos directly on the lens, use vision picking/image
recognition to support shop floor tasks, and present
live feeds of the user's field of view for remote
support

An Al digital assistant that provides conversational
interface for all productivity related tasks, such as
scheduling, answering questions, and checking the
status of projects and people

Intelligent resource management dashboard that
integrates with performance dashboards to track task
completion and production constraints and enable
dynamic resource management/allocation

A digital wellbeing assistant integrated with
employees’ workstations, wearables, and schedules
that tracks and recommends well being breaks,
doctors appointments, new learning opportunities,
and time-off

FUTURE DAY IN THE LIFE

5am

6 am

7 am

9am

1pm

3pm

You start your day at 5 am. You prepare breakfast while Venus reads aloud your meetings for the day and your
prioritized tasks list. As you get dressed, reminds you of your fitness goal to cycle to the office once a
week. You decide to go for it today so you dress accordingly, packing a change of clothes for after you arrive on site.

Once you arrive on site, you quickly change into your work apparel. You then head to your workstation and log in.
This automatically notifies your team you are in office and simultaneously relieves the person who just finished the
night shift of their duties. You open to review the incidents that occurred during the prior shift. You
review what happened, why it happened, and what actions were taken, as recorded by the sensors. You then review
Asset View's recommended next steps which have automatically been added to your list of priorities for the day in
OptiCrew.

In the midst of a maintenance task, you receive a notification from that you have been assigned to a
new task. The notification informs you that one of the grinders on the shop floor is performing irregularly and may
breakdown in less than 24 hours. You accept the task and turn your attention to this imminent concern. You review
the data insights from Asset View to determine the optimal course of action. Wearing your WeAR glasses, you use
robotic arms to begin troubleshooting and repairing the asset while maintaining a safe distance from the
malfunctioning machine.

A couple hours into repairing the malfunctioning machine, you receive an alert from
wearable detects fatigue and suggests that you take a break.

notifying you that your

After lunch, you and your supervisor head into a meeting with the cyber-security team who is working on designing
an upcoming stress test aimed at rooting out the security vulnerabilities of a new smart forklift. The cyber team is in
the early phases of designing the stress test and has asked you and your supervisor to join this meeting to help
explain how the smart lift works. During this meeting you explain the functionalities of the smart forklift and
answer some questions on how you believe the asset would malfunction under different scenarios.

At the end of the day, you receive an automated report from Asset View with a list of assets whose predictive insights
indicate they will need inspection and repair in the next week. Based on your projected capacity for the week,
has automatically assigned you two of these maintenance tasks. You accept both tasks which

prompts to reprioritize your weekly task list accordingly.

Note: The Future Day in the Life is not meant to capture every task a role may execute in the future; it is intended to
describe select tasks / ways of working which are evolving as a result of Industry 4.0 trends and enabling technologies
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MANUFACTURING
ENGINEER

FUTURE WORK

EVOLVING RESPONSIBILITIES

Tomorrow
(Near Term Changes)

Future Aspiration

Today (Longer Term Changes)

Use MES as source of truth for all
current and historical product
and production data (e.g.,

> approved drawings, costing >
information, work instructions,
labelling information) across
plants

Spend excessive amounts of time
coordinating between design and
production teams to locate latest
information, documents, and
revisions which are housed in
disparate systems

Manufacturing Engineer

Leverage as the
source of truth for the latest
product definition and PMI

ROLE SUMMARY

Manufacturing Engineers sit between design and production.

They plan and create production processes and ensure
production has the appropriate design information needed to
build products and tools.

EVOLUTION SUMMARY

Today, they do planning and workflow modelling after
receiving design specifications from design. Most of their time
is spent searching for and sharing information, reacting to
product failures, and trying to keep up with engineering
releases.

In the future, they will participate in all agile design iterations
to inform product design for manufacturability. They will use
digital twins to optimize planning activities and simulate
production floor processes/layouts. They will use annotated
3D models to digitally collaborate with design and production.
IOT sensors will enable proactive management and
prevention of product failures.

Focus energy on trying to keep
up with engineering releases
from product development to
create new work instructions;
role is highly reactive and under a
lot of pressure

Document data, manage
production processes, and house
CAD models of production floor
layouts in disparate systems

Spend less time “fire-fighting”;
MES's data integration and
workflow automations create
capacity for value add activities
(e.g., cross-functional data
reviews for production readiness)

Use MES to manage/create all
process workflows, production
resources, automations, and
labeling data; maintain 3D CAD
models of shop floor layouts in
PLM

Proactively manage issues;
establish condition based alerts
and work with Quality Engineers
to develop to
prevent failures for new products

Create of all
manufacturing processes and
production floor layouts

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

MANUFACTURING
ENGINEER

Manufacturing Engineer

ROLE SUMMARY

Manufacturing Engineers sit between design and production.
They plan and create production processes and ensure
production has the appropriate design information needed to
build products and tools.

EVOLUTION SUMMARY

Today, they do planning and workflow modelling after
receiving design specifications from design. Most of their time
is spent searching for and sharing information, reacting to
product failures, and trying to keep up with engineering
releases.

In the future, they will participate in all agile design iterations
to inform product design for manufacturability. They will use
digital twins to optimize planning activities and simulate
production floor processes/layouts. They will use annotated 3D
models to digitally collaborate with design and production. I0T
sensors will enable proactive management and prevention of
product failures.

EVOLVING RESPONSIBILITIES

Today

Leverage ERP to track and ensure
correct product and routing
revisions are used on the shop
floor

Spend hours coordinating with
process engineers on planning
activities and workflow modeling
(e.g., allocation / capacity
planning, floor layout, tool set up)

Leverage ERP for overall
traceability and to ensure process
compliance (e.g., materials
certification, batch management)

Tomorrow
(Near Term Changes)

Leverage MES to track and
ensure the correct product and
routing revisions are used

Historical process information
can be leveraged to expedite
planning activities and workflow
modeling in MES

Access detailed model and
routing information in MES and
summarized routing information
for financials in ERP

>

Future Aspiration
(Longer Term Changes)

Rely on to track and
ensure correct product and
routing revisions are used; when
incorrect routings re identified,
the system uses to self-adapt

Communicate with process
engineers using to
optimize planning activities and
workflow modeling; cut down on
email exchanges with remote
engineers by making changes
directly in the model

Use for materials
certification and batch
management

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



MANUFACTURING

FUTURE WORK ENGINEER

EVOLVING RESPONSIBILITIES

Today Tomorrow Future Aspiration
(Near Term Changes) (Longer Term Changes)
. . Have formalized role during all
Manufactu ring Engmeer Participate in design reviews on to
EEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEE] an ad-hoc basis that is event provide feedback on design for
driven (e.g., manufacturability manufacturability (review
assessments for new/unique
ROLE SUMMARY parts, new releases, customer create
Manufacturing Engineers sit between design and production. complaints); provide downstream > [no changes expected] > of all manufacturing processes
They plan and create production processes and ensure prototype feedback to design before initial setup and test,
production has the appropriate design information needed to engineers after products go into leverage in the
build products and tools. production field/shop floor to understand

failure rates and failure forms to
EVOLUTION SUMMARY inform design for
— manufacturability)
Today, they do planning and workflow modelling after
receiving design specifications from design. Most of their time
is spent searching for and sharing information, reacting to
product failures, and trying to keep up with engineering
releases.

In the future, they will participate in all agile design iterations
to inform product design for manufacturability. They will use
digital twins to optimize planning activities and simulate
production floor processes/layouts. They will use annotated 3D
models to digitally collaborate with design and production. I0T
sensors will enable proactive management and prevention of
product failures.

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies

Key:



EVOLVING SKILLS PROFILE

Human

Specialized

Technology

CALCUURRL ]y

AN

Stable
What will remain table stakes?

Communication Skills

Quantitative & Qualitative Thinking
Teamwork / Collaboration
Troubleshooting

Manufacturing Processes

Production Scheduling

Cost Control

Product Engineering

Product Lifecycle Management

New Product Introduction

Production Support

Continuous Improvement

Business & Enterprise-wide Awareness
Customer / Channel Knowledge

Master Data Management

Systems Knowledge

Data Analysis & Reporting

Supply Chain Performance / Metrics
Technical Writing

Technical Learning

FUTURE SKILLS

\

AN N NN

MANUFACTURING

ENGINEER

Existing Skills

In Decline
What will decrease in importance?

n/a

Computer Numerical Control
(CNC)

Process Engineering

Six Sigma

Auto CAD

Machining

Lean Manufacturing

Microsoft Office
Technical Support

Growing
What will increase in importance?

Digital Learning Agility: Ability,
confidence, and motivation
continuously learn and apply new
technologies at work

n/a

PLM / MES: Ability to navigate PLM
/ MES's features, functionalities, and
processes which are relevant to
their role

MES: Understanding of MES
language (data types, fields etc.)
and data fluency (how information
flows from ERP and external
systems to MES)

ERP: Ability to use ERP for the
creation of Routings and Work
centers

New Skills

Emerging
What net new skills will be needed?

Remote Meeting Facilitation: Ability to create inclusive
and productive remote meeting environments where
people are encouraged to challenge ideas and focus on
optimal decision making over consensus building

Agile Methodology: Understanding of how to participate
as a member of an agile team

Design for Manufacturability

Customer Focus / Design for CX: Ability to empathize
with customer experience and think critically about how
design decisions address customer needs and pain points
Model Based Manufacturing: Understanding of related
concepts and technologies; ability to use 3D models to
collaborate digitally across value chain

Data Driven Decision Making: Ability to interpret data
insights provided by digital twins and |OT sensors and
make informed decisions

Robotics: Ability to design workflows based on
understanding of how humans interact with robots at
work

Digital Twins: Ability to create virtual models of
production lines, factory layouts, and process flows to
predict failures and production outcomes

Rapid Prototyping, 3D Models, Additive
Manufacturing: Ability to collaborate iteratively with
design teams and advise on manufacturability of physical
and virtual protypes

Note: New / prioritized skills of the future are intended to guide Client Co.’s upskilling and recruiting strategy. The

primary goal is to retain and upskill existing talent.



MANUFACTURING

SKILLS BENCHMARK ENGINEER

MANUFACTURING ENG. RECRUITING STRATEGY | CLIENT & DIRECT COMPETITORS (U.S.)

For the last three years, Client Co. and its direct competitors have prioritized similar legacy skills with some attention paid to design for manufacturability; Client Co. appears to be
ahead of direct peers in its prioritization of robotics.

Client Co. TE Connectivity Amphenol
Manufacturing Processes 87.7% Manufacturing Engineering 73.1% Manufacturing Engineering 80.0%
Manufacturing Engineering Manufacturing Processes 53.0% Technical Support 65.7%
Product Design Project Management 38.7% Manufacturing Processes 60.0%
Technical Support Six Sigma 38.4% International Traffic in Arms... 57.1%
Scheduling Lean Manufacturing 34.7% Lean Manufacturing 40.0%
Product Development Lean Six Sigma 29.1% Industrial Engineering 34.3%
Cost Control Cost Control 22.1% Industrial Engineering Industry... 34.3%
Ergonomics Process Engineering 21.4% Geometric Dimensioning and... 31.4%
Project Management Mechanical Engineering 17.1% Mechanical Engineering 31.4%
Industrial Engineering Industry... 18.0% Industrial Engineering Industry... 16.6% Process Engineering 28.6%
Cost Estimation 17.2% Quality Management 15.8% Purchasing 28.6%
Industrial Engineering 17.2% Quality Assurance and Control 14.3% Engineering Design 25.7%
Mechanical Engineering 17.2% jmmmmmmmmmm—— SAP_i____ 143%_ _ _ _ _ Engineering Design and Installation 25.7%
New Product Development 17.2% 1 Design for Manufacture/Design for... 14.1% : Machining 22.9%
International Traffic in Arms... 164% -0 P:o;u:t Ee;egp-m;nt- —— 1-371;4 ----- ) AutoCAD 20.0%
Procurement 16.4% Industrial Engineering 12.8% Computer Aided Drafting/Design... 20.0%
Calibration 14.8% Machining 12.8% SolidWorks 20.0%
Product Knowledge 13.9% SolidWorks 12.6% Process Improvement 14.3%
:- ---------- F?ol;o'gcs- -1 -’|§’|-%- TTTTTTT _I 5S Methodology 12.3% Project Management 14.3%
:Design for Manufacture/Design for... 12.3% : Budgeting 11.6% Tool Design 14.3%
Tt TT Eo;t-Ca;s; /zwa-ly;s - 1_2?3;/0 ________ ! Product Design 11.6% Assembly / Fabrication Of Wire... 11.4%
Six Sigma Green Belt 12.3% Kaizen 11.3% Debugging 11.4%
Process Design 11.5% Scheduling 11.3% Repair 11.4%
Six Sigma 11.5% Technical Support 10.8% Cleaning 8.6%
Equipment Design 8% Failure Mode and Effects Analysis... 10.6% Electromechanical Assemblies 8.6%
| - 1T] ind- _
Key: ) Industry 4.0 related skill _! Sz,t-friei:j T.Zl%%rl:lr?svi-g;’t E?JZr?ingNC‘-)l\;s;’ égczzgpations



SKILLS BENCHMARK

MANUFACTURING ENG. RECRUITING STRATEGY |

Industry leaders' recruiting strategies for the last three years have placed similar emphasis on hiring Manufacturing Engineers with industry 4.0 skills such as design for
manufacturability, and greater emphasis on hiring engineers with project management experience.

Johnson & Johnson

Project Management -
Manufacturing Processes
Six Sigma

Manufacturing Engineering

Technical Support

Process Engineering

New Product Development +
Process Improvement
Statistical Analysis

Statistics |

Lean Six Sigma

Mechanical Engineering

Industrial Engineering Industry...{

Process Validation
Good Manufacturing Practices (GMP)
Equipment Design

Surgery

Six Sigma Black Belt

Product Development

Project Planning and Development...{
Scheduling

Lean Manufacturing

Product Design

Medical Equipment Industry...-

Manufacturing Engineering -

Manufacturing Processes -

Project Management -
Industrial Engineering Industry...{
Lean Manufacturing

Technical Support

Industrial Engineering
Proofing -
Commissioning
Mechanical Engineering
Product Development -
Welding

Ethernet

Materials Planning
Chemical Engineering -
Engineering Activities -
Machining

Process Design

Product Design -

Automotive Industry Knowledge -
Business Process

Debugging -

Gauge Repeatability and...q

Global Positioning System (GPS) -

Ford

MANUFACTURING

ENGINEER
INDUSTRY 4.0 LEADERS (U.S.)
Nike Zymergen
Manufacturing Processes k 68.2% Manufacturing Engineering I’
Project Management ¥ 40.9% Biochemistry I 50.0%
Machinery | 31.8% Biology | 50.0%
Lean Six Sigma ] 27.3% Business Process 7 50.0%
Process Engineering k 27.3% Chemical Engineering k 50.0%
Six Sigma k 27.3% Fermentation k 50.0%
Industrial Engineering Industry.“i» 22.7% Industrial Engineering I’ 50.0%
r = = —Quality. Assurance and Contral ; _____ 22 7% = = — = Industrial Engineering Industry.,;» 50.0%
: 3D Printing / Additive Manufacturing.,.i» 18.2% : :- T Tn;us-tr;go-i -------- S-OE)C% T
""""" SsWMethodology e 18.2% L Jova | 50.0%
Chemical Engineering k 18.2% MEnEfa_c-tE:i_n-g_l:r_o-c_e-sizi-:_-_-_-_-_-_-_-_-_5-0_,-0_0;0 -----
Energy Consumption 7 18.2% : Python ] 50.0% E
O T g o S : L Softare ngreerng [ 50.0% _ |
Gatekeeper + 18.2% Agilent -+ 25.0%
Industrial Engineering k 18.2% Batch Records k 25.0%
Key Performance Indicators (KPIs) k 18.2% Budgeting k 25.0%
Lean Methods k 18.2% Business Process Modelling.;» 25.0%
Single-Minute Exchange of Die - 18.2% Chemistry + 25.0%
SolidWorks k 18.2% Cplex k 25.0%
N 3D Modeling / Design_|=es 13.6% 1 DNA 25.0%
CAD / CAM (Computer-Aided Design...; 13.6% Database Design k 25.0%
Computer Aided Drafting/Design...} 13.6% |mmmmmm——— Debugging. E»_ e o 250% & o .
Computer Numerical Control (CNC) T 13.6% : Design for Manufacture/Design for“.:» 25.0% :
Efficiency Analyses and Testing T 13.6% : Design of experiments (DOE) T 25.0% :

100.0%

=== = === == -

Key: | Industry 4.0 related skill |

"Time Period: Nov. 1, 2017 — Nov. 1, 2020
Source: Labor Insight Burning Glass Occupations



ENGINEER

FUTURE DAY IN THE LIFE

Manufacturing Engineer

ILLUSTRATIVE TOOLBOX

A dashboard that tracks production processes,
identifies abnormalities, and predicts
bottlenecks using 10T sensors, Al, and machine
learning

VR development environment used to create
virtual models and experiences (e.g.,
conceptual factory layouts, machine
assemblies, and product demos) for internal
and external stakeholders; enables real time
collaboration on digital 3D designs and images

An Al digital assistant that provides
conversational interface for all productivity
related tasks, such as scheduling, answering
questions, and checking the status of projects
and people

FUTURE DAY IN THE LIFE

6:30 am

8 am

10 am

11 am

1pm

3 pm

You wake up, get dressed, and make some breakfast for yourself and your kids. While dropping the kids off to
school, you have read aloud your calendar and prioritized tasks for the day.

You arrive on site and head to the daily 15 min. scrum with the agile team of designers, test engineers, data analysts
and fellow Manufacturing Engineers with whom you are working with to design and develop a new product. On your
ipad, you pull up your daily status report while the Product Manager provides status updates and discusses
unexpected issues surfaced by the team.

Your first working session is with Michelle, a design engineer out of Rochester Hills with whom you are collaborating
with to design a new power connector. In preparation for this meeting, you pull up the digital twin of the
manufacturing process in which you have created for the new product’'s component designs. You open
the analysis tab to review the highlighted manufacturability issues with each design option, as well as the
recommended production methodologies that would help reduce manufacturability issues and cost overruns.

During your meeting with Michelle, you review the digital twin’s insights for each design option and discuss the cost
reduction opportunities associated with the different production methodologies. Since the financial trade-offs
between the production processes have big implications for a product's overall cost structure, you ask

a follow up this afternoon with Jim, the Product Manager.

to set

After lunch, you receive a notification from an Operator with a real-time suggestion on how to
improve a production process for one of the products you are responsible for. You approve the recommendation
and Production Trak sends a notification to the technical writing team to push through an automatic update for all
related SOPs.

At the end of the day, you connect with Michelle and Jim to discuss the financial implications of the recommended
production process for each component design option. You show Jim the insights in Immersive and explain that one
production method is marginally cheaper on a per-unit basis. The other option requires an entirely different tooling
setup which adds some costs to production but is ultimately more efficient as it prevents the products from needing
to be transported to a separate production line. Jim chooses the second design option and production methodology.
At the end of the meeting you offer to create a 3D prototype to review with the broader agile team tomorrow.

Note: The Future Day in the Life is not meant to capture every task a role may execute in the future; it is intended to
describe select tasks / ways of working which are evolving as a result of Industry 4.0 trends and enabling technologies

MANUFACTURING






FUTURE WORK

’ LINE LEADER

Line Leader

ROLE SUMMARY

Line Leaders oversee the work of Operators on
production lines.

EVOLUTION SUMMARY

Today, they spend a significant amount of time
manually collecting data, generating reports, and
coordinating information and task assignments
across stakeholders.

In the future, Line Leaders will shift away from
manual work and reactive problem solving to
proactive issue identification and prevention.
Automated data collection and intelligent dashboards
will allow Line Leaders to spend most of their time on
the shop-floor coaching their teams and problem-
solving production issues in real-time.

EVOLVING RESPONSIBILITIES

Today

Track all employee data
manually in spreadsheets

Manage Operator assignments
across multiple systems

Manage required trainings for
Operators across multiple
systems

Production line innovation is
primarily generated by
Operational Excellence COEs
and six sigma black belts

Tomorrow
(Near Term Changes)

Store and track all employee
data in MES

Manage Operator assignments
in MES; assign Operators to
tasks based on the daily
production plan from the APS
and near-real time workstation
progress in the MOS

Manage required trainings for
Operatorsin MES

Empower front-line to interact
with Quality Analytics
dashboard; use data to identify
recurring issues and process
improvements to communicate
back to engineers

Future Aspiration
(Longer Term Changes)

Access real-time and projected
employee insights (attendance,
skillsets, capacity, overtime
allocation) in

Manage assignments using a

that provides
on workstation
progress, nature of constraints,
worker performance, and site-
wide resource availability

Use skills matrix, MES, and

to identify capability
gaps on production lines and
proactively develop cross
training plans with HR

Empower front-line team to
leverage of
various production processes to
inform process optimizations

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

’ LINE LEADER

Line Leader

ROLE SUMMARY

Line Leaders oversee the work of Operators on
production lines.

EVOLUTION SUMMARY

Today, they spend a significant amount of time
manually collecting data, generating reports, and
coordinating information and task assignments
across stakeholders.

In the future, Line Leaders will shift away from
manual work and reactive problem solving to
proactive issue identification and prevention.
Automated data collection and intelligent dashboards
will allow Line Leaders to spend most of their time on
the shop-floor coaching their teams and problem-
solving production issues in real-time.

EVOLVING RESPONSIBILITIES

Today

Pull production reports from
multiple systems and manually
update different report
templates with correct
production data

Conduct periodic check-ins with
team to discuss issues and
losses incurred throughout the
day

Process deviations can take
too long to detect or can go
by undetected

Tomorrow
(Near Term Changes)

Update data in one system and
pull automated production
reports from MES Intelligence;
use root cause information in
KPI dashboard to support KPI
discussions

Connect with Operators
regarding issues as they occur,
leveraging real-time data and
alarms from Quality Analytics
dashboard

Receive real-time and predictive
alarms on process deviations
and location from Quality
Analytics dashboard to
improve Operator response
time to deviations

Future Aspiration
(Longer Term Changes)

Receive automated
production reports and

based
on (e.g., Condition
based alert to bring material to
a production line at risk of
going down)

Problem solve issues with
Operators using
root cause analysis and

on future
conflicts and recommended
mitigation activities

Receive real-time alerts and

from

Quality Analytics

dashboards to proactively
investigate abnormal
production incidents that could
impact product quality, as well
as predictive insights to stop
the production line before there
is a process deviation / quality
issue

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

’ LINE LEADER

Line Leader

ROLE SUMMARY

Line Leaders oversee the work of Operators on
production lines.

EVOLUTION SUMMARY

Today, they spend a significant amount of time
manually collecting data, generating reports, and
coordinating information and task assignments
across stakeholders.

In the future, Line Leaders will shift away from
manual work and reactive problem solving to
proactive issue identification and prevention.

Automated data collection and intelligent dashboards :

will allow Line Leaders to spend most of their time on
the shop-floor coaching their teams and problem-
solving production issues in real-time.

EVOLVING RESPONSIBILITIES

Today

Resolve issues as they arise
with little time to prioritize or
plan for the future; respond to
many different competing
commands with no standard
set of key performance
indicators to track progress

Spend excessive amounts of
time manually coordinating
activities across functions

Manage team of specialized
Operators

Use wet signatures for sign off
during processing

Tomorrow
(Near Term Changes)

Leverage Program X's Client
Co. Operating System as single
source of the truth to enable
daily operations with
standardized KPIs,
governance structures, and
daily huddle meetings

Meet with cell leaders and
support functions during daily
area huddles; assign open
actions to the right support
functions in the area level
huddles

[no changes expected]

Use e-signatures for sign off
during processing

Future Aspiration
(Longer Term Changes)

Execute digital daily
management with increased
decision rights and
accountability for the results of
the cell; Embrace / drive
increased accountability and
transparency

Leverage

to
coordinate tasks across
functions in real-time (e.g.,
materials handling, quality
team, HR)

Manage Operators and
maintenance technicians who
can be flexibly deployed across
and

[no changes expected]

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



P Line Leaper
FUTURE SKILLS

LINE LEADER EVOLVING SKILLS PROFILE

Existing Skills New Skills
Growing Emerging
What will increase in importance? What net new skills will be needed?
2
g— v' Digital Learning Agility: Ability, confidence, and motivation v' Coaching / Team Management: Ability to mentor and guide team
K continuously learn and apply new technologies at work members to master new skills and improve their performance
o v' Continuous Improvement: Increased capacity allows for time to
2 identify continuous improvement opportunities in daily operations
.g n/a (e.g., kaizen)
o v Predictive / Prescriptive Maintenance: Familiarity with Predictive /
) Prescriptive Maintenance practices
v Computer Literacy: Skills needed to use an MES v Data Analytics: Ability to use real-time production data and
. . ) . o redictive insights to conduct root cause analysis, prevent recurrin
v' MES: Ability to navigate MES's features, functionalities, and processes iF;sues identif}%process improvements, and in¥ormpbroader strateg%c
- which are relevant to their role Lk !
S v MES: Understanding of MES | data types, fields etc.) and th plans and initiatives
'c - —nderstanding ot anguage (data types, fields etc.) and the v 10T: Familiarity with connected devices and automated production
£ key data elements coming from an external system to MES lines
(S -~ .
‘/ .
- ERP: Ability to pull production reports from ERP Bl v Digital Twins: Familiarity with digital twins and how can be used to

v" Analytics/KPI dashboards: Understanding of how to use KPI

) . inform process enhancements
dashboards to enable daily operations

v Robotics/Automation: Understanding of how front line employees
work with robotics and automated machinery on production lines

Note: New / prioritized skills of the future are intended to guide Client Co.’s upskilling and recruiting strategy. The
primary goal is to retain and upskill existing talent.



’ LINE LEADER
SKILLS BENCHMARK

LINE LEADER RECRUITING STRATEGY | CLIENT & DIRECT COMPETITORS (U.S.)

For the last three years, Client Co. and its direct competitors have prioritized scheduling above most skills, with some attention paid to supervisory / staff management skills.

Client Co. TE Connectivity Amphenol
o scheduling_ ST 9% Scheduling 57.5% Scheduling 63.3%
:_ - = = = Supervisory Skills. 2,9%: Environmental Health and Safety h 47.0% Lean Manufacturing It 40.0%
Machinery 36.8% Shipping and Receiving 337% o _____4 Purchasing _ _______ 30.0% _
L Staff Managemen: memm—— 36.5%  _ Equipment Operation 26.0% Lo - Swerdsory Sl e 26.2% _ |
Performance Management 30.9% Lean Manufacturing h 25.4% Production Management It 23.3%
Lean Manufacturing Inventory Control J* 23.2% Repair I’ 23.3%
International Traffic in Arms... Inventory Management J* 23.2% Technical Support I’ 23.3%
Business Planning SAP 23.2% International Traffic in Arms... 20.0%
SAP Manufacturing Processes J* 19.9% Enterprise Resource Planning..; 13.3%
Process Improvement Performance Analysis & 19.9% Operations Management J* 13.3%
Compliance with Customer... :- T ;e:fo-r;a-nc-elgp:a;s;s_i— — _1_9__9;@ ----- : Hand Tools 10.0%
Cost Control :_ — — — _ ___ ProcessTesting ;»_ S T7T%_ _ ___ : Lifting Ability I’ 10.0%
Lifting Ability 5S Methodology -+ 16.6% Machining + 10.0%
Manufacturing Processes Just-In-Time I’ 14.9% Microscope I’ 10.0%
T reacive Froarats A 1% 0 ssigma o 14.9% 55 ethadogy = 6.7%
Enterprise Resource Planning... Just-In-Time (JIT) Production it 14.4% Aerospace Industry Knowledge I’ 6.7%
Manufacturing Resource... Manufacturing Resource..; 12.2% Performance Analysis J* 6.7%
Process Flow Development Web Site Design I 11.6% :_-_-_-___-_-EELFg:r_n;_r:c_; _;E}_)in_s-a_lg__"_____g._;(’_/o- ____________ ,'
Repair Budgeting J* 10.5% Computer Numerical Control...i» 3.3%
Lean Six Sigma Fiber Optics it 10.5% Industrial Engineering I’ 3.3%
Quiality Assurance and Control Lean Six Sigma it 10.5% Industrial Engineering Industry...i» 3.3%
5S Methodology :___________FTr_c;c_;s_s_lr-n_;r_glan_g;;_j»- _____ 1_ Q_,§_°/2 _____________ } Materials Control 3.3%
Calipers Basic Mathematics it 9.9% Mechanical Engineering I’ 3.3%
Costing Electric / Co-Axial / Fiber Optic..;» 9.4% Packaging J* 3.3%
Cycle Counting Enterprise Resource PIanning..;» 9.4% Process Engineering I’ 3.3%
Key: ::Irldtlst_ry_tl.o_rila:ei s_kill _! ;Zmie'?iﬁ%%.rl:l:svié;’t E?J:r?ir:gNC‘-)l\;s;’ égczzgpations



’ LINE LEADER
SKILLS BENCHMARK

LINE LEADER RECRUITING STRATEGY | INDUSTRY 4.0 LEADERS (U.S.)

Industry leaders' recruiting strategies for the last three years have placed greater emphasis on hiring talent with experience in process improvement, data analysis, key performance
indicators, and specific supervisory skills like conflict management and performance feedback.

Amazon Ford Nike Tesla
:_ _______ Staffing [ 49 A% Lean Manufacturing § 90.6% Lean Manufacturing § 66.7% | Training Programs e 32,206
T 77 Tshipment Sorting e 20.2% ! . Budgeting 87, 8% Product Delivery | 47.6% | Team Management e 31.6%.
Sorting : 29.2% : Conflict Management : 84,5:3/0 oo _Project Management _: ________ §5_.7£/0l Product Improvement : 23.7%
Scheduling hi 24.0% : Kaizen b 66.3% : : Key Performance Indicators (KPls) bi 19.0% : 55 Methodology ¥ 21.5%
Packaging T 18.8% L _____ sfp_eniisqusEill_s — 4 _0_3%) _____ : : 360 Feedback T 16.7% : Product Sales ¥ 20.9%
Computer Aided Drafting/Design...{: 13.6% Machining 19.9% . Business Consulting £/ _16,7% _ _ _ _I Empower 20.3%
Machine Tools k 13.6% Computer Numerical Control (CNC) k 14.4% Onboarding k 16.7% Lean Manufacturing k 18.6%
Budgeting ] 11.7% Scheduling I’ 9.9% Sarbanes-Oxley (SOX) I’ 16.7% Scheduling I’ 18.1%
Product Management k 9.7% Repair k 9.4% Business Process I’ 14.3% Manufacturing Processes k 16.4%
I Amazon Web Services (-AVTIST == -8-47(% ________ .: — — — — — — Maintenance Coordination ;»_ T2% e o . Impact Assessment I’ 14.3% Budgeting I’ 11.9%
~ 7 7 Business [-)e;el-op-rn;nt- j=—4 -8_4-0/0- ________ ! : Predictive / Preventative Maintenance I’ 7.2% : ITIL I’ 11.9% Inventory Control I’ 11.9%
Quiality Assurance and Control ! 8.4% : Data Analysis ! 6.6% : Performance Analysis ! 11.9% New Product Development k 11.9%
Asset Management Industry...:» 6.5% :_ — — — _ _ _ _ _ bataManagement ; 166%_ ______ " :.-_-_-_-P_e-rf_;r_r;a_;C_;é-‘]_pT'iTSETS_i:::_;J-'g-(Z;:::: Repair : 11.9%
r ______ C I-OL;:IEo_mEuEnE T _6_55/0 _________ -; Hydraulics £ 6.6% Hoisting Equipment 9.5% Material Flow Management 10.2%
: Data Analysis k 6.5% : Proofing k 6.6% Payroll Reports k 9.5% Onboarding I’ 9.0%
Er;erﬁse_R_esEu?ce-Pl-an_niﬁg_(EEP)- =y 630-/0 _________ ! Energy Consumption k 6.1% sQL k 9.5% Logistics k 8.5%
:_ _________ R_oliot_ics_ :_ ol §§0_/0 _________ .‘: Heat Exchange : 6.1% Wire_htlus_e Lﬂalwa_g&iminLSZs'clenls;»_ = _9_,5_% _____ i;re-dEti;e-/ Preventative Maintenance E»- = ?-96/0 ----- -:
Food Safety + 5.8% Mechanical Engineering +1 6.1% :_ — _ _ _ _ Cloud Computing "% 7.1%_ _ _ _ _ : _____ Assortment apanﬁz;ti;n_: T -7_§% ----- !
Hazard Analysis Critical Control.:» 5.8% Task Analysis k 3.9% Hardware Experience k 7.1% Customer Service I’ 7.3%
Sales k 5.8% __ _C_onXeXOLSXStfnls_i»_ 33%_ ________ Information Systems k 7.1% Quality Management k 7.3%
Adobe Photoshop k 5.2% :_ ______ R_olg)tics_i»_ P o e e : AP § 7.1% oo _St;ﬁ-M;n;g;m_en_t = _7_33/0 ------ -:
Cooking I’ 5.2% Material Flow Management k 2.8% Scheduling k 7.1% it Eaui-pr;e;t-M;in-te;a:c; j—— E-ié‘)-/o ------ !
Data Collection I’ 5.2% Materials Control k 2.8% Service Level Agreement k 7.1% i- TTTTTTTTTTTT Eai_ze; ji——— -6-83/0 ------ -i
Food Preparation I’ 5.2% Equipment Maintenance k 2.2% Strategic Planning k 7.1% 1 Performance Analysis k 6.8% :
K-ey_P;rgzr;wa-nc-e Ed_ica_to-rs?K;Is)_ T -5-2-0/; _________ .‘: Industrial Operations Industry...i» 2.2% Business Strategy I’ 4.8% E_ _____ P_er_foimfnie_AFlprjis_ali ;_ el §§0_/0 ______ :

e =" 7= T = 7 1Time Period: Nov. 1, 2017 — Nov. 1, 2020
Key: ) Industry 4.0 related skill | Source: Labor Insight Burning Glass Occupations



’ LINE LEADER

FUTURE DAY IN THE LIFE

LINE LEADER

ILLUSTRATIVE TOOLBOX : FUTURE DAY IN THE LIFE
6 am Your alarm goes off at 6 am, which sends a notification to your smart coffee maker to begin warming up the water and brewing coffee. You get dressed, make
intelli t : yourself a quick breakfast, and then head out for the day.
ntelligent resource H
management dashboard that You arrive for your shift and sign into your iPad to go to the shift hand off report to review the incidents that occurred during the prior shift. Then you find your
intesrates with performance : 7:30 am optimised schedule for the day. You do a quick review of your team'’s task assignments and ensure that all tasks are assigned to the most appropriate workers.
& P . : You check your workstation’s performance dashboard in and review your production targets for the day along with any predictions on where
- qu sto track tas X . constraints may arise.
completion and production :
constraints and enable : You join your morning stand up with the shift supervisors, quality leads, process leads, maintenance leads and the plant manager. Since some of the team is co-
dvnamic resource : 8am located, the plant manager pulls up the site’s major priorities for the day on the , including throughput goals, recent safety concerns, and
myanagement/allocation prioritized quality issues. The team discusses and coordinates the major activities that will occur during the day.
: You are looking at upcoming production orders and realize you need a more specialized skill set to execute a few of those orders. You pull up list of
: 9am recommended and available resources in . highlights the most appropriate workers to take over, taking into account skills, availability, and
Smart meeting rooms for co- : the critical path. You select a new resource and use your iPad's app to reassign the task and organize backfills for those resources. As you reallocate
located crossgfunctional : resources, they instantaneously receive notifications on their mobile apps with their new task assignment.
teams. Smart-glass boards . While discussing an issue with one of your Operators on the shop-floor, you receive a notification on your iPad that in a couple hours, another
plugged with Al-enabled . Operator on your team will complete a task that requires an inspection before it can be passed. shows no inspectors with available capacity today so
devices that can pull data : 10 am you hit the plan'F-W|de resource request button which sepds all supervisors a req.u.est.to loan a resource from one of their workstations fqr this tas!(. You quickly
from multiple sources and : turn your attention back to your team member. A few minutes you receive a notification that a supervisor has filled your request and assigned an inspector to the
. : task.
conduct basic data :
transformation You realize it's time to conduct your performance check-in with Alex, one of the operators on your team. You head over to one of the private meeting rooms,
11 am where you find Alex waiting for you. During the check in, you review Alex’s performance metrics and discuss how he has been implementing the feedback from
your last check-in. Before ending the session you make sure to ask Alex if he has any feedback or advice for you. You also remind Alex to fill out the anonymous
An asset performance : 360 feedback survey that was sent out earlier this week to all plant employees.
dashboard that provides real- : In the middle of lunch, you receive an alert on your phone from that a machine on your production line is down. You open the attached report which
time equipment health, . 1om provides stats on the breakdown, as well as some potential root causes. Reading through the insights, it becomes clear that your Operator who is assigned to this
location, maintenance alerts, : P ma!functioning mac.h.ine will need more advqnced support to resolve this issue. You close the app and open to request dispatch of a
predictive insights, and end- . maintenance technician. automatically notifies the Operator and reassigns them to a new task.
of-life calculations for With the close of the day approaching, you return to your workstation. In , your dashboard displays the overall progress of your station and its
physical assets : 3 pm constraints. You are view your individual cell's performance metrics. You leave a few additional notes for the night shift manager whose shift is starting soon. You

can see a leader board of how each employee is doing against plan. Using this data as a starting point, you take the next hour to you organize your notes for
upcoming quarterly performance check-ins conversations which kick-off next week.

Note: The Future Day in the Life is not meant to capture every task a role may execute in the future; it is intended to
describe select tasks / ways of working which are evolving as a result of Industry 4.0 trends and enabling technologies






FUTURE WORK

Operator

ROLE SUMMARY

Operators work on production lines and oversee
machines and processes.

EVOLUTION SUMMARY

Today, they typically specialize in their assigned :
machine or product. Their reliance on tribal knowledge,:
supervisor instruction, and personal judgement to
prioritize work and solve issues often creates
miscommunication, human error, and rework.

In the future, Operators will work more effectively, :
efficiently, and flexibly. Digital tools will prioritize their :
work, boost productivity, and ensure they spend time :
on what's most valuable. Digital twins and Al decision
support will enable them to proactively identify and
solve issues with confidence. They will be trained as
generalists, seamlessly and flexibly deployed across
various machines and product lines.

Today

Leverage ERP to track
production processes; Manage
only a few machines at a time

Leverage paper based work
instructions / SOPs

Adjust machine settings (e.g. for
machine breakdowns, out of
control conditions) based on
judgment, tribal knowledge,
and/or supervisor instruction

EVOLVING RESPONSIBILITIES

Tomorrow
(Near Term Changes)

Leverage MES to track
production processes

Leverage digital work
instructions / SOPs in MES

Adjust machine settings based
on briefing during daily

> management huddles;
manually update MES with the
adjustments

Future Aspiration
(Longer Term Changes)

Use alerts from to
track production processes and
several

at a time

Execute shop floor activities
using that display
modular, interactive, real-time
instructions, PMI annotated on
and training videos
on the lenses and
that project images directly on
objects on the shop floor (e.g.
projecting where holes need to
be drilled on a part)

Adjust settings for machine
breakdown using Al decision
support; use

to eliminate most
breakdowns

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

Operator

ROLE SUMMARY

Operators work on production lines and oversee
machines and processes.

EVOLUTION SUMMARY

Today, they typically specialize in their assigned

machine or product. Their reliance on tribal knowledge,i

supervisor instruction, and personal judgement to
prioritize work and solve issues often creates
miscommunication, human error, and rework.

In the future, Operators will work more effectively,

efficiently, and flexibly. Digital tools will prioritize their

work, boost productivity, and ensure they spend time
on what's most valuable. Digital twins and Al decision
support will enable them to proactively identify and
solve issues with confidence. They will be trained as
generalists, seamlessly and flexibly deployed across
various machines and product lines.

EVOLVING RESPONSIBILITIES

Today

Troubleshootissues on the
production line based on
judgment, tribal knowledge,
and/or supervisor instruction

Diagnose issues / quality
defects when conducting visual

inspections based on judgment, >

tribal knowledge, and/or
supervisor instruction

Receive downstream
notification from inspectors
regarding product quality
defects; detect process
deviations too late or
completely miss them

Tomorrow
(Near Term Changes)

Troubleshoot issues on the
production line using real-time
data from Quality Analytics
dashboards; Trust the data to
drive decisions and priorities

Use MES to record inspection
details/quality defects and
assess inspection results

Receive real-time and predictive
alarms on process deviations
and location from Quality
Analytics dashboard to
improve response time

to deviations

Future Aspiration
(Longer Term Changes)

Troubleshoot production line
issues using for
“see what | see” support and
that
recommends actions based on
previous failure reports

Conduct visual inspections
using cameras powered by

to quickly identify
features that are out of
specification and to detect
quality defects

Receive real-time alerts and
from
Quality Analytics
dashboard to proactively
investigate abnormal
production incidents that could
impact product quality, as well
as predictive insights to stop the
production line before there is a
process deviation / quality issue

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

Operator

ROLE SUMMARY

Operators work on production lines and oversee

machines and processes.

EVOLUTION SUMMARY

Today, they typically specialize in their assigned :
machine or product. Their reliance on tribal knowledge,:
supervisor instruction, and personal judgement to
prioritize work and solve issues often creates
miscommunication, human error, and rework.

In the future, Operators will work more effectively, :
efficiently, and flexibly. Digital tools will prioritize their :
work, boost productivity, and ensure they spend time
on what's most valuable. Digital twins and Al decision
support will enable them to proactively identify and
solve issues with confidence. They will be trained as
generalists, seamlessly and flexibly deployed across

various machines and product lines.

EVOLVING RESPONSIBILITIES

Today

Physically locate Line Leader

on shop floor or wait until the

end of the day to discuss task
assignments, work completion >
status, and/or issues on the
production line; use limited

data to support discussions

Manually track and trace
defective products

Execute container

management using tribal

knowledge and local

production and material >
management processes and

without an MES system to

record data elements

Tomorrow
(Near Term Changes)

Discuss issues with Line
Leaders as they occur,
leveraging real-time data and
alarms from Quality
Analytics dashboard

Use container numbers and
MES to track and trace
defective products

Execute standardized
container management
process and use ERP MES to
capture digital data along the
way

Future Aspiration
(Longer Term Changes)

Leverage a

to update work
status in real-time,
automatically re-prioritize task
assignments, and
communicate digitally with
Line Leaders

Leverage to
track and trace defective
products; review and assign
defect codes to the defects
that are flagged by the system
using

Follow automated material-
handling process enabled by

and leverage insights
from the of the
materials management
process to inform process
optimizations

Kev: Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
ey: describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

EVOLVING RESPONSIBILITIES

Operator

ROLE SUMMARY

Operators work on production lines and oversee
machines and processes.

EVOLUTION SUMMARY

Today, they typically specialize in their assigned

machine or product. Their reliance on tribal knowledge,i

supervisor instruction, and personal judgement to
prioritize work and solve issues often creates
miscommunication, human error, and rework.

In the future, Operators will work more effectively,

efficiently, and flexibly. Digital tools will prioritize their

work, boost productivity, and ensure they spend time
on what's most valuable. Digital twins and Al decision
support will enable them to proactively identify and
solve issues with confidence. They will be trained as
generalists, seamlessly and flexibly deployed across
various machines and product lines.

Today

Recommend process
improvements using tribal
knowledge, previous
experience, and judgment

Document quantity updates in
multiple systems

Use wet signatures on paper

documents during processing

Follow local process for
closing orders

Assign machines to
production lines

Tomorrow
(Near Term Changes)

Interact with shop floor
visualizations (e.g. Quality
Analytics dashboards) and
make data driven decisions on
how to enable future process
improvements

Document all quantity
updates in MES

Use e-signatures on digital
documents during processing

Follow standardized processes
for how to close orders in ERP
for delayed production,
underproduction, and
overproduction

Conduct flexible assignment
of machines in MES, flexing
between production lines, as
needed

Future Aspiration
(Longer Term Changes)

Leverage of
various production processes
to inform process
optimizations

automatically document all
quantity updates in MES

[no changes expected]

[no changes expected]

[no changes expected]

Key:

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying and
describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE SKILLS

OPERATOR EVOLVING SKILLS PROFILE

People

Specialized

Technical

Existing Skills

Growing
What will increase in importance?

v' Digital Learning Agility: Ability, confidence, and motivation

continuously learn and apply new technologies at work

n/a

v Data Driven Decisions Using KPI Dashboards: Ability to

interpret insights from analytics dashboards and make data
driven decisions on how to enable future process
improvements

v' Computer Literacy: Skills needed to use an MES, send an

email, use an ipad

v MES: Ability to navigate MES's features, functionalities, and

processes which are relevant to their role (e.g., containment,
resource assignments)

v" MES: Understanding of MES language (data types, fields etc.)

and the key data elements coming from an external system to
MES

New Skills

Emerging
What net new skills will be needed?

v' Adaptable Mindset: Generalist with the flexibility to adapt to

v

v

v

different roles and shift between tasks and production lines as
needed

Continuous Improvement: Increased capacity allows for time
to identify continuous improvement opportunities in daily
operations (e.g., kaizen)

Predictive / Prescriptive Maintenance: Familiarity with
Predictive / Prescriptive Maintenance practices

Model Based Manufacturing: Ability to use 3D models to find
PMI and execute production activities

Data Driven Decisions Using Digital Twins: Ability to
interpret and act on insights and alerts from digital twins

Robotics: Ability to manage and work collaboratively with
robots on automated production lines

Digital Twins: Basic understanding of how a digital twin works
so they can trust the data

10T Sensors: Basic understanding of what is sensorized (e.g.,
what transactional data is being captured and what isn't) so
they know what tools they can use to analyze machine
performance

AR / MR devices: Ability to use AR/MR devices and wearables
while conducting shop floor activities

Note: New / prioritized skills of the future are intended to guide Client Co.’s upskilling and recruiting strategy. The
primary goal is to retain and upskill existing talent.



SKILLS BENCHMARK

OPERATOR RECRUITING STRATEGY | CLIENT & DIRECT COMPETITORS (U.S.)

For the last three years, Client Co. and its direct competitors have primarily prioritized legacy skills with some focus on experience with predictive maintenance.

Client Co. Amphenol TE Connectivity
Machine Operation Repair ¥ 43.6% Machine Operation I’ 47.6%
Basic Mathematics Microscope p® 38.2% Packaging It 47.6%
5S Methodology Soldering It 34.5% Machinery It 46.0%
Calipers Electronic Circuits -+ 29.1% Basic Mathematics 44.4%
____________ SAP_ International Traffic in... 29.1% Hand Tools 44.4%
:_ Predictive / Preventative... S 24.7%_ Lifting Ability J* 29.1% Hydraulics * 44.4%
Hand Tools Wiring 29.1% Lean Manufacturing 44.4%
Data Entry Computer Numerical... 23.6% Manufacturing Principles I’ 44.4%
Operational Auditing Machining 3 23.6% Technical Assistance 44.4%
Screwdrivers Machine Operation 3 14.5% Personal Protective...f 42.9%
Packaging Machinery 3 10.9% Extrusion 30.2%
Lifting Ability X-Rays 10.9% Inspection Records 15.9%
Engineering Specifications Scheduling It 9.1% Data Entry It 14.3%
Forklift Operation Assembly / Fabrication Of .. 7.3% Meeting Facilitation I 14.3%
Good Manufacturing... Quality Assurance and...i» 7.3% Meeting..i» 14.3%
Product Inspection Schematic Diagrams I 7.3% Adobe lllustrator 12.7%
Quality Management mms 75% F Basic Mathematics_ : 55% Business Process 12.7%
International Trafficin... Predictive / Preventative...: 5.5% : Laboratory Testing 3 11.1%
Micrometers T -E;g-in-e;ri-n-g -Dr-a;vi-ngs-t 1 -3-6&0 -------- Negotiation Skills It 11.1%
Calculator Aerospace Industry..; 1.8% Performance testing I 11.1%
Lean Six Sigma Calibration 1.8% Product Knowledge It 11.1%
Detection and... Electrostatic Discharge..; 1.8% Product Development 3 9.5%
Record Keeping Hand Tools + 1.8% Adobe Indesign It 7.9%
Manufacturing Processes Identifying and Evaluating..; 1.8% Adobe Photoshop 3 6.3%
Quality Assurance and... Packaging B 18% Apparel Industry Knowledge 3 6.3%
Key: :-er d:st'ry]_; r;;e; s-klﬁ '; "Time Period: Nov. 1, 2017 — Nov. 1, 2020

Source: Labor Insight Burning Glass Occupations



’ OPERATOR
SKILLS BENCHMARK

OPERATOR RECRUITING STRATEGY | INDUSTRY 4.0 LEADERS (U.S.)

Industry leaders prioritize similar legacy skills as Client Co. with almost no focus on industry 4.0 skills of the future. When the data is A‘urther segmented to exclusively focus on People,
however, it appears that the top sof? skill most industry leaders are recruiting for when it comes to Operators is computer literacy. The data shows Client Co. also recruits for computer
literacy, it is ranked low amongst other human skills, indicating that while it is a consideration, it is not a priority.

Johnson & Johnson Caterpillar Ford Nike
Packaging I 33.3% Machine Operation I 64.9% Manual Dexterity ¥ 62.2% Environmental Health and... 86.9%
Good Manufacturing..; 29.6% Machining It 52.2% Power Tools -+ 62.2% Machinery I 35.9%
Manufacturing Processes It 27.3% Record Keeping It 26.9% Machinery * 55.6% Equipment Operation 3 29.9%
Repair I’ 26.4% Computer Numerical... 22.4% Hand Tools 53.3% Micrometers 22.1%
Lifting Ability 23.1% Lifting Ability & 19.4% Hoisting Equipment 51.1% Microscope -+ 21.7%
Batch Records 20.8% Repair 19.4% :_____________________Iz‘g_iz_gg__-—»__ ____8__9_0%________: Basic Mathematics 14.5%
Basic Mathematics £ 20.4% 5S Methodology It 14.9% Lean Manufacturing ] 8.9% 5S Methodology I 14.1%
Machine Operation I 19.0% Lathes 14.9% Manufacturing Processes ] 8.9% International Traffic in...f 14.1%
Current Good... 18.1% Routers -+ 14.9% Six Sigma = 8.9% Pallet Jack Operation s 13.9%
Cleaning I 16.7% _ _ _ _ Forklift Operation _;_ T 142% Computer Numerical...f= 6.7% Predictive / Preventative... 13.3%
Machinery I 16.2% :_ _________ R Qb_OEiC_S_;_ e 14.2% Computerized Numerical... = 6.7% Web Site Design I 13.3%
Equipment Cleaning I’ 13.9% o _____HandTools_ 7_ i 12.7% Crisis Management j 6.7% Manual Dexterity It 9.8%
Quality Assurance and...} 13.9% :_ _Predictive / Flrgv_erltgtillte_..;»_ o 127% Grinders = 6.7% Extrusion == 9.0%
SAP & 13.9% Calipers It 11.9% Lathes == 6.7% Inspection Records o 8.8%
Data Entry J* 11.1% Micrometers 11.2% Milling Cutters ] 6.7% Hand Tools £ 8.4%
Hand Tools 10.6% Packaging It 11.2% Production Part Approval...i» 6.7% Export Administration... == 8.0%
Microscope I 10.6% Basic Mathematics 9.0% Radial Drills - 6.7% Calipers I 7.8%
Forklift Operation It 10.2% Coordinate Measuring..; 8.2% Repair j 6.7% Packaging It 7.0%
Micrometers 10.2% Machinery It 8.2% 5S Methodology p 4.4% Lifting Ability * 6.8%
Training Records I 10.2% Dial Indicators == 7.5% Benchmarking T 4.4% Machining 0 6.8%
Calipers I’ 8.8% Wiring It 7.5% Bill of Materials = 4.4% SAP 1 6.8%
cgonometry e 7.5 weldng = 6.4%
Scheduling + 8.8% Hydraulics +#7 6.7% DMAIC 1 4.4% Forklift Operation 1 5.5%
Occupational Health and...: 8.3% Quiality Assurance and...: 6.7% Engineering Activities * 4.4% Personal Protective... 5.3%
Autologous I 7.9% Wiring Diagrams o 6.7% Ergonomic Analysis S 4.4% Grinders 1 4.9%
Key: ::Irldtlst_ry_tl.grila_teis_kill _: ;Zz'ie'?(la_r;%%‘rl:l:svié;’t E?J:r?ir:gNgl\;s;’ égfgpations



’ OPERATOR

FUTURE DAY IN THE LIFE

OPERATOR

ILLUSTRATIVE TOOLBOX

Intelligent resource management dashboard that
integrates with performance dashboards to track
task completion and production constraints and

enable dynamic resource management/allocation

A dashboard that tracks production processes,
identifies abnormalities, and predicts bottlenecks
using 10T sensors, Al, and machine learning

AR/MR glasses that project instructions, images,
and videos directly on the lens, use vision
picking/image recognition to support shop floor
tasks, and present live feeds of the user’s field of
view for remote support

An Al digital assistant that provides
conversational interface for all productivity
related tasks, such as scheduling, answering
questions, and checking the status of projects and
people.

FUTURE DAY IN THE LIFE

6am

7:30 am

8:30 am

9:30 am

11 am

1pm

3:30 pm

You wake up to a gentle alarm set by the night before. As you get dressed you are sent a reminder to pack
gym clothes for a workout session you have booked on your calendar after your shift today. You quickly grab your
gym back and a breakfast bar on your way out.

You arrive at work and find your optimized schedule for the day is ready on your iPad in . You head into
your morning huddle, led by your Line Leader. The meeting ends quickly as no one had any questions about their
assigned tasks.

Back at your workstation, you reopen and pull up your task list. On the open task list you swipe left on the
first task to “job on.” You tap into the task for more details. This is a new task for you so you put on your
goggles and watch a quick tutorial. Keeping your goggles on, you get to work.

Midway through the task, your goggles flag that a part you are working on is not to the required specifications.
You send a “help” alert to your Line Leader via

W8th support from your Line Leader, you finally complete the task. You open and swipe left in the app to
“job off” for your current task. Looking at your task list, you can see that your next task is constrained (due to a red
dot indicator), so you pick the next available option.

You receive a notification on your ipad from Production Trak that there has been an abnormal incident with one of
the machines. You stop the production line, and update your task completion status to “paused” in . Based
on previous failure reports, Al assistant recommends you call the central maintenance dispatch
group to troubleshoot the issue. You use your ipad to connect live with a maintenance technician out of Singapore.
Once connected, you put on your goggles and head over to the malfunctioning machine. The maintenance
technician watches a live feed as you make a few simple adjustments to the machine’s setting to attempt to resolve
the issue. After a few minutes, the maintenance technician informs you that this issue will require more advanced
troubleshooting. While they work on dispatching a local technician, you reopen and update the task status
to “under maintenance.” automatically reprioritizes your schedule and assigns you your next task.

You realize it's time to head home. As you start closing out your tasks in , Venus sends you a notification for
a new course on robotic programming and asks if you would like to be enrolled. You accept and schedules the
next available training session that fits best with your calendar.

Note: The Future Day in the Life is not meant to capture every task a role may execute in the future; it is intended to
describe select tasks / ways of working which are evolving as a result of Industry 4.0 trends and enabling technologies



Deep Dive: Healthcare (Physician Archetypes of the Future)




Activities defining today’s physician

THE WORK OF TODAY'S PHYSICIAN IS DIVIDED AMONG THREE PRIMARY CATEGORIES:

Diagnose Prescribe and Operate Document
Key Activities Key Activities Key Activities
» Perform initial diagnostic assessment: patient » Provide medical advice or medication « Chart all aspects of the patient’s visit - medical
history, exam and evaluation, ordering of tests » Refer patient to specialist care provider, if history, medication changes, symptoms,
« Perform, interpret, and communicate necessary treatment, etc.
diagnostic testing * Schedule follow-up, if necessary « Utilize organization documentation platform
* Provide diagnosis + Actively monitor and track patient progress (most commonly EHR) to scribe all notes
5% of US adults experience diagnostic Unnecessary care wastes roughly $210 Physicians spend (almost one-
errors in outpatient care per year? billion per year3 quarter) of their time
4
Today: Treating Disease Future: Managing Health
Non-proceduralist Proceduralist Care Integrator Digital & Analytic Consultant Proceduralist
Diagnose & ' Operate ‘ ‘ ‘
Prescribe Co,jg:/ . Analyze Operate
. Document

1 Khosla, Vinod. “20-Percent Doctor Included” & Dr. Algorithm: Speculations and Musings of a Technology Optimist,” Khosla Ventures, 2016,
https://www.khoslaventures.com/20-percent-doctor-included-speculations-and-musings-of-a-technology-optimist.

2 https://qualitysafety.bmj.com/content/23/9/727?ijkey=d6715707b9895d369bc7bed536c9c2a70aa04673&keytype2=tf_ipsecs

3 https://www.npr.org/sections/health-shots/2017/12/21/572329335/a-prescription-to-reduce-waste-in-health-care-spendin,
4 https://www.npr.org/sections/health-shots/2017/12/21/572329335/a-prescription-to-reduce-waste-in-health-care-spending



https://qualitysafety.bmj.com/content/23/9/727?ijkey=d6715707b9895d369bc7bed536c9c2a70aa04673&keytype2=tf_ipsecs
https://www.npr.org/sections/health-shots/2017/12/21/572329335/a-prescription-to-reduce-waste-in-health-care-spending

The physician archetypes of the future

The eight key physician* archetypes depict how technology will transform the role of the caregiver and align with the Future of Health and preventative
care

— Care Enablers

_

*Physician is used to include independent practitioners, such as nurse practitioners

) ) . personalized and seamless
Radically interoperable data ) consumer experience



Current state | Archetypes distribution (per 100,000 population)

Currently physician work is divided across 27+ specialties, and nationally an average of 235 physicians are necessary to provide care for 100,000 patients

Complex Care Manager
Pulmonology

; - . Care Integrator Digital
o Psychiatry 1% eumatology Surgery
Pediatrics , 1% Consultant
10% 6% Radiology 10%
6%
Patholo
2% &Y Urology
Pain Management 1%
0% Vascular
0%
Oncology/
H tol
em;%o o8y Allergy/Immunology
1%
Neurology’
204 Cardiology
3%
EMCC
6%

Internal Medicine Dermatology

15% 2%

Infectious Disease Endocrinology Analytic
9 1%
1 Family Medicine Consultant

15% Proceduralist

1 Data Provided by the Truven Health database and AAMC ttps://www.aamc.org/data-reports/workforce/interactive-data/number-people-active-physician-specialty-2017



10-year future | Archetype distributions (per 100,000 population)

Archetype distribution over time calculated based on the national physician landscape. These numbers and estimates will differ based on the specific
market

Physician FTEs

Archetype Distribution Over Time
160

140
120
100
80
60
40 :-‘——-...-‘-.~.—-‘=-—-=________--:

20

2020 2030 2040

Complex Care Manager Digital Consultant

—e—Analytic Consultant —e—Proceduralist

In alignment with our hypothesis on technological disruption
over time across Physician archetypes, we predict that

and Digital Consultant Physicians will see their
roles most radically altered by the accelerated integration of
technology and healthcare. Over the next 10 years, these roles
will see their numbers decline, as Al transforms these roles
radically.

With delayed and more gradual technological disruption
anticipated, can expect an increase in
their Physician workforce, and may anticipate
slight/moderate growth over the next 10 years within Community
Health Systems.



Job Description

Physicians who support patients and populations in taking control of their health and will manage the entire network of healthcare providers for ill patients
that need individualized care and for populations that require health and wellness initiatives

Increasingly, as the work of Specialists is supplemented by Al and digitization, current physician specialty roles will transition
to the archetype of Complex Care Manager / Integrator, providing patients with holistic care and human touch enabled by EQ and irreplaceable by
technology

What do | look like today? How and where will | work?
My work is predominately , but requires
Family Practice, Infectious Disease, Internal Medicine, Critical to my patients to deliver care
Care/Emergency Medicine, Obstetrics/Genecology, and Pediatrics
While | require the and
Iseea daily, serving as the primary and first provided by on-site work, the individual nature of
point of contact in the healthcare system; and am responsible for my day-to-day role may allow for the employment of creative
, When needed. However, scheduling to limit exposure
documentation of these visits is significant, and reflects a career pain
point

How can | prepare for tomorrow?

SKILLS TO DEVELOP: TECHNOLOGY TO MASTER:

Excellent data & Al management skills « Natural language processing technology, to generate detailed notes through
High EQ (Emotional Quotient) skills and empathetic communication of data spoken or written sentences and minimize documentation burden
Ability to leverage big data and external knowledge Video communication technology, to facilitate regular telehealth appointments

Capacity to excel within and manage teams Sensors and wearables to monitor patient health and facilitate continuous holistic
Awareness of holistic patient care and preventative medicine care

IDEAS & COMPANIES TO WATCH:
Ciox Health: Machine learning tool used to enhance health information management and exchange, aimed at modernizing workflows, and facilitating access to clinical data®

o
---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

1 https://www.cioxhealth.com/about-us



Analytic Consultant: Transition to the Future

Physicians who leverage enhanced Al/algorithms to supplement the care team with complex diagnostic and therapeutic recommendations ,
Analytic Consultant

Catalyst for Change: Physician specialist roles can expect to see their work transformed in the 20-year future, as technology radically disrupts Analytic
Consultant work over time (see Rate of Change graph). Specialties will transition to the work of Analytic (and Digital) Consultants, shrinking in number as
enhanced Al is used to supplement work and quickly and accurately address patient needs

What do | look like today? ‘ﬂ How and where will | work?
Currently, | occupy the following physician roles: Psychiatry, — My work is predominately asynchronous, and requires low
Oncology/Hematology, Neurology, Pulmonology, Allergy/Immunology, proximity to my patients to deliver care

Cardiology, Endocrinology, Gastroenterology, Rheumatology

Primarily, my role requires no office presence, allowing for
| utilize a deep personal specialty knowledge to perform individual full-time remote work enabled by Videoconferencing and
consultations based on primary care physician referrals. Large telehealth technology
portions of my time are spend ordering and interpreting tests to
diagnose, and working to stay up-to-date in my specialty field by
attending trainings and seminars

How can | prepare for tomorrow?

Ability to and add value to care teams and virtual technology that allows asynchronous, geographically

Capacity to leverage Al technology to and identify patient issues distributed input
Articulation of the importance of data application, and ability to to -« Artificial intelligence that provides to better diagnose and treat

this methodology patients

IDEAS & COMPANIES TO WATCH:
F KenSci: A machine learning tool used to predictillness and treatment to facilitate early intervention, by monitoring population health risks to identify future patterns of
clinical and cost outcomes!

o
---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

1 https://www.kensci.com/platform/overview/



Digital Consultant: Transition to the Future

Job Description

Physicians whose function will primarily be digitized, creating opportunities for efficiency and eventual Al substitution of function

Digital Consultant

Catalyst for Change: Physician specialist roles can expect to see their work transformed in the 20-year future, as technology radically disrupts Digital
Consultant work over time (see Rate of Change graph). Specialties aligned to digital consultant work can expect to see their roles increasingly replaced
machine learning and pattern recognition software

What do | look like today? ‘H How and where will | work?
Currently, | occupy the following physician roles: ~—" My work is predominately asynchronous, and requires low
Radiology, Dermatology, Pathology proximity to my patients to deliver care
Today, my role centers on to visually diagnosing and interpreting My chief tasks will be applying technology-enabled
data, to catch and communicate disease conditions. Attention to detail recommendations to scale, and communicating across a
is paramount, as | work to track patterns and read scans manually. network of machines to deliver accurate diagnoses and
In the future, pattern recognition software will diagnose and sort, treatment plans
eliminating diagnostic error, and enabling me to monitor this network
of machines and communicate results to patients In this role, no office presence will be necessary, enabling

full-time remote work

How can | prepare for tomorrow?

» Excellent « Machine learning and artificial intelligence tools (including bots and apps) to
e Advanced skills coordinate and monitor the (see featured case
expertise and understanding studies below)

------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
o °,

FirstDerm: A dermatology search engine powered by artificial intelligence able to scan for skin 43 skin diseases, all forms of skin cancer, inflammatory diseases, and all visual STDs,
allowing patients accurate and timely results without physician contact?

DeepPath: Cloud-based software application using cutting-edge deep learning algorithms to provide 'real-time' solutions at the point-of-care. Providing an accurate and efficient
diagnostic platform to would allow detailed quantitative assessment of various disorders and related outcomes within Pathology?

., -
£
¥ N N N N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N R N N N R N R N R N R N R N N N R N R N R N N N N N R N R N N N R N N N N N R N R N R N R N R N R N R N R N R N R N N N R N R N N N R N N N N N N N R N R N R N R N R N R N R N N N N N R N N N R N N N N N N N N N N EEEEEEEEEEENEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEEmmmmmnns®

1 https://www.firstderm.com/mission/
2 https://www.deeppath.ai/


https://www.firstderm.com/mission/
https://www.deeppath.ai/

Proceduralist: Transition to the Future

Job Description

Physicians who perform diagnostic or therapeutic procedures that will be supported by robotics enabling Nano-surgery, remote, and other machine-enabled
intervention

Catalyst for Change:
In the 20-year future, as technologically disrupts specialist roles, Proceduralists will see the least radical change, and can expect a workforce increase in o
step with the population growth, working to integrate technology in the form of nano surgical interventions

What do | look like today? ‘H How and where will | work?
Currently, | occupy the following physician roles: ~ My work is predominately synchronous, and requires high
Surgery, Vascular, Otolaryngology, Physical Medicine/Rehabilitation, proximity to my patients to deliver care
Otolaryngology
Today, | act as the medical center’s precision expert, providing the Given these constraints, my work will continue to be
highest level of skilled procedures. My work depends on manual conducted either majority or fully on-site. To be effective, |
dexterity, visual/spatial awareness, and execution under pressure. My require access to equipment and hands-on patient care,
role will increasingly ask me to utilize robotics and nano surgery and the nature of my role collaborative and patient-facing

How can | prepare for tomorrow?

Performing with the help of technological , used to access digital images and data quickly

aids more reliable performance, precision, and flexibility during
Coordinating delivery of complex procedures
Continual mastery of new technology and surgical techniques

-------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
.
o

IDEAS & COMPANIES TO WATCH:
CorPath System: The first FDA-cleared robotic platform designed for interventional physicians. During a CorPath Robotic-assisted intervention, physicians sit in a radiation-shielded
workstation and use a set of joysticks and touchscreen controls that translate the physician’s movements into device control?
Osso VR: Osso VR uses virtual reality to provide the platform, content and tools to bridge the surgical training gap. The mission is to improve patient outcomes, increase the adoption
of higher-value medical technologies and democratize access to surgical education around the globe?

. o
-----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

2 https://ossovr.com/the-osso-story/



Deep Dive: IT Job Canvases




Software Engineer



Job Canvas Deep Dive: Software Engineer

Name: New Hire Henry

Role: Software
Engineer

Team: Hub Operations

Tenure: New Hire - 1
Month

Role Summary:
Software engineers are
product engineers that
design the software
component of a
physical product. This
may include embedded
firmware or software
applications / systems
intended to integrate
with the product.

Shifting Responsibilities

From...

Work in a silo on agile
software development
teams, interacting with
design teams on an ad-
hoc basis; design
teams will design a
product and reach out
to software engineers
to build specific
software components,
as needed

Fully embedded in the design
teams to deliver product solutions
covering software, electrical and
mechanical design (software
being the competitive
differentiator), participating in all

to
optimize product designs

evolves towards providing

thought leadership and viable technology solutions to the Business

creating need for individuals who can be deployed offshore and

onshore

of will allow investment in people’s

near-term skills and enduring capabilities

Required Skills and Attributes

Limited to front-end
and/or back-end
development of code
and does not need a
systems level
perspective

Could evolve into the

and will not just require front
an/or backend knowledge, rather
would have a systems level
perspective of how all pieces fit
(mechanical, software, firmware
etc.)

Receive requirements
from project
manager/team through
either inconsistent or
standardized
document-centric
processes

Partner with the project manager /
team to help drive

to develop,
analyze and test systems

Specialized Skills:

v' Agile / Hybrid Agile
Development

v" Continuous Improvement
v 10T Testing

v Al/RPA Testing

v Data Analytics/Visualization

v' Free/Open Source/Libre
Software

v" Design Thinking

v' Data Science/Machine
Learning

v' Big Data

Human Skills:
v' Excellent Communication

v’ Testing/Validation
Acumen/Critical Thinking

v' Teamwork/Collaboration
v" Organizational Skills



Software Engineer | Textron & Direct Competitors

When it comes to leading skills of the future, Textron’s direct competitors have prioritized hiring software engineers with experience in
coding languages and agile methodology

Textron

Software Engineering
Software Development
Computer Engineering

Simulation
C++

Microsoft C#

Avionics

Git

Linux

Mathworks Simulink
Software Architecture
Systems Integration
Embedded Software
Physics

Configuration Management
DO-254

Mechanical Engineering
ARP4754

Object-Oriented Analysis...

Debugging

Test EQuipment
MATLAB

sQL
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r 23.2% :
r 22.9% :

61.2%

Lockheed Martin

Software Engineering

C++

Software Development

Python

Systems Engineering
Software Architecture
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Simulation
Git

Fire Control

Quality Assurance and...

Computer Engineering
Systems Integration
Microsoft C#
Scheduling

Object-Oriented Analysis...

Embedded Software
SQL

Hardware and Software...

Software Testing
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Systems Engineering i 131%
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Configuration Management 1

Raytheon

Software Engineering
Software Development
C++

Linux

Computer Engineering

Systems Englneerlng T
UNIX

Scrum I’

Physics I

Continuous Integration (Cl)

Software Architecture -+

Object-Oriented Ana|y5|s...f—
DevOps I’
MATLAB |
PERL Scripting Language I

Embedded Software

Hardware and Software...

Simulation -+

Systems Integration -

'Time Period: June. 1, 2018 - June. 1, 2021
Source: Labor Insight Burning Glass Occupations



Industry 4.0 Leaders’ (U.S.) Recruiting Strategies

Industry leaders' recruiting strategies for 2021 has placed greater emphasis on hiring talent skilled in agile methodology and specialized data

languages

Textron

Software Engineering
Software Development
Computer Engineering

Simulation
C++

Microsoft C#

Avionics

Git

Linux

Mathworks Simulink
Software Architecture
Systems Integration
Embedded Software
Physics

Configuration Management
DO-254

Mechanical Engineering
ARP4754

Object-Oriented Analysis...

Debugging
Test EQuipment
MATLAB

SQL
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Systems Engineer



FUTURE WORK

Systems Engineer

ROLE SUMMARY

Systems Engineers, or “Chief Engineers,” are the
technical lead accountable for the validation and
verification of the product.

EVOLUTION SUMMARY

Today, this role at Client Co. is primarily carried out

by Product Managers/Engineers who capture
system requirements as part of requirements
gathering.

In the future, as Client Co.'s product complexity
increases, Systems Engineers will become
formalized roles on every project. They will
exclusively work in 3D models. Downstream
collaboration will be formalized during agile design
iterations where 3D models, rapid prototyping, and
additive manufacturing techniques will be used to
validate designs. Intelligent writing tools will help
them write smarter requirements faster.

EVOLVING RESPONSIBILITIES

Today

Capture system requirements
using non-standardized
processes across the
organization

Write all requirements in text
form and store documents in
disparate systems across the
enterprise

Write system requirements by
searching disparate systems,
soliciting tribal knowledge
and/or relying personal
experience

Tomorrow
(Near Term Changes)

Capture system requirements
using standardized
requirements management
processes

Write all requirements in text
form in centralized live docs
in Polarion

Reuse system requirements
using a centralized
requirements library to
quickly find and adapt
standard requirements to
project needs

Future Aspiration
(Longer Term Changes)

Write systems requirements
using

that review and update
requirements according to
enterprise-wide guidelines (for
proper syntax, wording, etc.)
in real time; remove need for
human peer-review

Capture system requirements
in process flows/models using

tools

Reuse system requirements
using models that
recommend requirements to
be included and flag risky
requirements based on what's
failed on previous projects

Industry 4.0 Enabler

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying
and describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

Systems Engineer

ROLE SUMMARY

Systems Engineers are the technical lead

accountable for the validation and verification of the

product.

EVOLUTION SUMMARY

Today, this role at Client Co. is primarily carried out

by Product Managers/Engineers who capture
system requirements as part of requirements
gathering.

In the future, as Client Co.'s product complexity
increases, Systems Engineers will become
formalized roles on every project. They will
exclusively work in 3D models. Downstream
collaboration will be formalized during agile design
iterations where 3D models, rapid prototyping, and
additive manufacturing techniques will be used to
validate designs. Intelligent writing tools will help
them write smarter requirements faster.

EVOLVING RESPONSIBILITIES

Today

Capture customer feedback
on 2D drawings, the
occasional 3D models (where
they exist), and physical
prototypes

Execute rework due to late
verification planning and/or
downstream feedback from
test engineers; reactively
update test plans (e.g., costs,
resourcing)

Manually coordinate tasks and
information (e.g., governing
requirement changes, handing
off designs to production/test
labs) across the value chain
using phone calls and emails

Tomorrow
(Near Term Changes)

Capture customer feedback
on 3D models, the occasional
2D drawing (where they exist),
and physical prototypes

Reduce rework due to late
verification planning by
designing products in
alignment with early
definition of
test/verification plans tied
to validated requirements;
use Polarion to create
traceability between voices,
requirements, and test cases

Spend less time manually
coordinating between
stakeholders because all
information will be centralized
in PLM and Polarion

Future Aspiration
(Longer Term Changes)

Capture customer feedback
during in
on in
environments or
created using

Reduce rework due to
downstream feedback from
testing team by using
to conduct
and validation
prior to physical test execution

All information will be
annotated and linked to

to enable
collaboration across the value
chain in real time on a single,
live instance of the latest
product definition

Key:

Industry 4.0 Enabler

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying
and describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE WORK

Systems Engineer

ROLE SUMMARY

Systems Engineers are the technical lead

accountable for the validation and verification of the

product.

EVOLUTION SUMMARY

Today, this role at Client Co. is primarily carried out

by Product Managers/Engineers who capture
system requirements as part of requirements
gathering.

In the future, as Client Co.'s product complexity
increases, Systems Engineers will become
formalized roles on every project. They will
exclusively work in 3D models. Downstream
collaboration will be formalized during agile design
iterations where 3D models, rapid prototyping, and
additive manufacturing techniques will be used to
validate designs. Intelligent writing tools will help
them write smarter requirements faster.

EVOLVING RESPONSIBILITIES

Today

Sign off on 2D models (and 3D
models, where they exist) to
be converted to a pdf for
consumption downstream

Validate designs within the
design team; execute rework
due to downstream feedback
from Manufacturing Engineers
and production teams

Manually facilitate change
requests (e.g., information
search in multiple systems,
impact analysis using tribal
knowledge, phone/email
communication)

Tomorrow
(Near Term Changes)

Sign off on 3D models (and 2D
models, where they exist) to
be converted to a pdf for
consumption downstream

Use PLM and Polarion as
sources of truth to enable
more efficient downstream
collaboration

No longer facilitate change
control and shift focus to
product innovation; follow a
standardized process
facilitated by divisional
change management
resources

Future Aspiration
(Longer Term Changes)

Drive

by requiring all product
definition, modelling, and PMI
documentation be done
exclusively in 3D; 2D models
and pdf drawings will become
obsolete

Formalize role of downstream
stakeholdersin
use

and
to optimize product designs
(e.g., manufacturability, cost,
supply) before sending to
production to create physical
prototypes

Follow a standardized
process facilitated by
centralized change
management resources

Industry 4.0 Enabler

Note: Job canvases are not intended to capture full scope of responsibilities for a role; they are focused on identifying
and describing select responsibilities which are evolving as a result of Industry 4.0 trends and enabling technologies



FUTURE SKILLS

SYSTEMS ENGINEER

Human Capabilities

Specialized Skills

Technology

v

New Skills Needed Tomorrow
(Near Term Changes)

Digital Learning Agility: Ability, confidence, and
motivation to be a life long learner with regards to
technology; continuously learning and applying new
technologies at work

Technical Change Management: Proficiency in using
structured process for implementing technical
changes

Systems Engineering V-Model: Understanding of the
Systems Engineering v-model and how their role fits
into the end to end process, specifically around new
product development

Polarion: Ability to navigate its features,
functionalities, and processes which are relevant to
their role

PLM: Ability to navigate its features, functionalities,
and processes which are relevant to their role
SMART requirements: Ability to translate voices into
SMART requirements

New / Prioritized Skills for the Future
(Longer Term Changes)

Articulating Value Propositions: As product development shifts to more proactive
ideation and innovation, greater importance will be placed on the ability to articulate
a point of view with clear decision making frameworks to various audiences (e.g.,
functional, technical, customer)

Remote Meeting Facilitation: Ability to create an inclusive and productive

environment during remote working sessions where people are encouraged to
challenge ideas and focus on optimal decision making over consensus building

Model Based Engineering: Understanding of the concepts and enabling
technologies

Agile Methodology: Understanding of how to collaborate during design iterations as
part of an agile team

Design Thinking: Understanding of the iterative design thinking and how it can be
used to understand users, challenge assumptions, redefine problems and create
innovative solutions to prototype and test

3D Modeling: Ability to use 3D models to create system requirements, workflows
and models; ability to use models to collaborate digitally across the value chain
Industry 4.0 Technologies: Ability to use additive manufacturing techniques, 3D
models, rapid prototyping, digital twins, and AR/VR environments to execute design
work

Software Engineering: Understanding of how software is built and used
differentiate products

Note: New / prioritized skills of the future are intended to guide Client Co.’s upskilling and recruiting strategy. The
primary goal is to retain and upskill existing talent.



FUTURE DAY IN THE LIFE

SYSTEMS ENGINEER
ILLUSTRATIVE TOOLBOX

Al-powered, voice-enabled digital assistant
provides a conversational interface for all
productivity-related tasks, from
scheduling/reminders to finding answers to
questions and checking the status of products
and projects

Automated writing tool that uses machine
learning and NLP to review technical writing
and recommend updates to improve clarity,
minimize risks, and better adhere to
industry/enterprise standards for good writing
requirements

A model and simulation based Systems
Engineering tool that provides an environment
to create dynamic engineering models tied to
requirements

VR development environment used to create
virtual models and experiences (e.g.,
conceptual factory layouts, machine
assemblies, and product demos) for internal
and external stakeholders; enables real time
collaboration on digital 3D designs and images

FUTURE DAY IN THE LIFE

6:30 am

8:30 am

10 am

1pm

2pm

4 pm

Your alarm goes off. You get dressed, make yourself a quick breakfast, and drop your kids off to school. As a remote
employee you have the flexibility to tend to your personal commitments before starting the work day.

You dial into your first meeting of the day which is with a Product Manager named Joe, to discuss a voice for a new
product which you have been assigned to. During the meeting, Joe shares his screen and walks you through the
customer voice in Polarion and you work together to translate voices into SMART requirements. As Joe documents
the customer requirements, Pro Write recommends additional requirements to include and flags risks based on what
has failed on previous projects. At the end of the meeting, you offer to take some time to create the system
requirements and meet with Joe this afternoon for sign off. You ask Venus to set a meeting with Joe after lunch.

After your meeting, you assign system requirements to Product Engineers for decomposition into sub-system
requirements, where applicable. You then mock up a systems model in One Model. As you annotate requirements
throughout the model, Pro Write conducts real-time peer review and provides recommendations to clarify and
standardize the wording and syntax for product specifications, part numbers interface requirements, and system
designs.

After lunch, you meet again with Joe to review the systems model. He reviews and approves the model. After the
meeting, you ask Venus to set up a meeting tomorrow with your design team and Joe to review the customer and
system requirements.

Next, you dial into a design review for a new automotive sensor product you are assigned to. During this review
session, you review the product’s latest virtual 3D prototype. The Manufacturing Engineer in attendance provides
feedback on manufacturability of the product. You then spend majority of the meeting viewing the model from
multiple perspectives and discussing technical risks with the design team.

You wrap up for the day by reviewing your calendar for tomorrow. Your first meeting is a customer review session
intended to capture feedback on the latest virtual prototype for a new cable assembly product. You put on your VR
goggles and open the latest virtual prototype in Immersive. As you flip through various perspectives of the model,
you note a few talking points for the Product Manager to share during her presentation. Before logging out for the
evening, you ask Venus to set a 10 minute connect with the Product Manager 15 minutes prior to the review session
to clarify your notes and facilitation roles.

Note: The Future Day in the Life is not meant to capture every task a role may execute in the future; it is intended to
describe select tasks / ways of working which are evolving as a result of Industry 4.0 trends and enabling technologies



Appendix IlI: Skills-Based Organization Overview



Skills-based organizations use
skills as the fuel for a wide
range of talent and business
decisions, accelerating
business agility and growth

These organizations meet business needs
and better compete in this new world of
work by unleashing the full potential of the
workforce to build a more resilient

Provide data needed to drive workforce decisions
organization.
Enable rapid assessment and deployment of skills

Improve career mobility opportunities

Empower the workforce to own their development



Building a skills-based organization means creating a shared “hub” as
well as integrating skills through the “spokes” of various talent processes

SKILLS “"HUB"” “SPOKE” INTEGRATION POINTS
TALENT PHILOSOPHY Workforce Planning and Job Architecture
A shared approach across the organization regarding the value and ‘
prioritization of skills as the “red thread” of talent management -
and how they will inform key talent decisions Talent Acquisition
SKILLS FRAMEWORK + COMMON

Learning & Development

@

LANGUAGE

A common language for skills and framework for skills across the

organization - including human and specialized skills Opportunity Marketplace

DATA + TECHNOLOGY ENABLERS

A single source of truth regarding skills data - and a common and
integrated suite of tools that enable you to sense evolving skill
needs, track and evaluate skill levels in your workforce, match skill
supply and demand, and develop and grow abilities

Diversity, Equity & Inclusion

® ®

Leadership & Succession Planning

GOVERNANCE Performance Management

A clear understanding of skills “ownership” across the enterprise,
along with the structures and processes to enable skills-based
organization adoption and drive change management efforts

®

Rewards

... And others, including Organizational Design and Culture



A shared approach
across the organization
regarding the value
and prioritization of
skills as the “red
thread” of talent
management - and
how they will inform
key talent decisions

ooo
ooo
ooo

@

Key Considerations: Talent Philosophy

Organizations with a more mature skills-based talent philosophy:

» Develop an increased visibility and understanding of their workforce by assessing and
incentivizing multidimensional skill-building

« Apply workforce strategy to drive business outcomes and create additional value

« Create the right governance processes to provide strategic direction, maintain alignment,
and ensure cross-functional synergy

« Place skills at the center of the employee value proposition and use skills as an enabler of a
broader workforce ecosystem

- Embed purpose and/or diversity, equity, and inclusion into skills-based talent practices

Talent Philosophy Maturity Continuum

Traditional Developing Integrating Bold
Talent processes are Some talent processes Talent processes are Talent processes are
designed and conducted are connected and designed with a deeply interconnected,
in silos without an dynamic - but decisions consistent talent with skills as a key data
overarching philosophy are still based on static philosophy in mind - but point weaving together
or approach elements such as roles, still operate without a the talent experience
rather than dynamic clear “through line” and informing key

business and talent needs decisions



SKILLS “HUB” DEEP DIVE

Skills Framework

Organizations with a more mature skills framework:

« Introduce a cohesive language for skills that anticipates how work and skills will evolve

* Formalize a skills framework and common language that includes both human and
specialized skills and a process to evaluate each type of skill using different approaches

+ Assess and measure the workforce’s ability to deliver

« Activate the workforce architecture needed to create new value

+ Communicate broadly about the differences between each type of skill and how they should
be measured and developed differently, and manage updates through a central governing

While many parts of the
organization have created
skills frameworks, there
is not a consistent
approach, language, or
method of application

All rights reserved.

Some attempts have been
made to define a
common language and
skills framework -
including both skills and
capabilities

A common skills
framework, including
both capabilities and
skills, is consistently
applied to talent
management activities

body
Skills Framework Maturity Continuum
Traditional Developing Integrating Bold
() ) () N\
—/ _/ _/ —/

Common, consistent
framework and language
across the organization,
woven into talent
processes and used by
leaders, managers, and
workers



A single source of truth
regarding skills data -
and a common and
integrated suite of
tools that enable you
to sense evolving skill
needs, track and
evaluate skill levels in
your workforce, match
skill supply and
demand, and develop
and grow abilities

Key Considerations: Data and Technology

Organizations with more mature skills-based data and technology:

» Architect an experience-based skills technology stack that enables the full adoption of skills
across all talent processes and enhances the talent experience / value proposition

* Integrate technology partners that provide real intelligence around internal and external
skills, enabling job matching and broad-ranging talent insights

= ooo
ooo

» Place an emphasis on leading, future-focused skills data and sensing over lagging indicators

of skills supply / demand

« Demonstrate the value of skills data to the business to drive decision-making
« Create meaningful, strategic data and technology governance to drive outcomes

Data and Technology Maturity Continuum

Traditional Developing

Skills data is unavailable While skill evaluations and

or inconsistent for most some skill data are being

workers captured, there is not a
consistent approach to
gathering and
leveraging skills data

Integrating

There is an integrated
approach to capturing
skills data and making it
available to the business
and individuals in order to
create better visibility
across the organization

Bold

There is a single source
of truth regarding skills
data - which allows for
sensing evolving skill
needs, evaluating skill
levels, and matching
supply and demand, often
through Al and ML



A clear understanding
of skills “ownership”
across the enterprise
along with the
structures and
processes to enable
skills-based
organization
adoption and drive
change management
efforts

Key Considerations: Governance

Organizations with more mature skills-based governance:

U ooo
A= ooo
ooo

» Prioritize skills transparency and information sharing throughout the organization

» Make clear, centralized decisions around skills based on work outcomes with representation
from each business unit/function

» Take a future-focused approach to owning and managing skills

« Drive impact and adoption of skills-based approaches throughout the organization

« Involve key stakeholders with decision-making power to influence business and talent

decisions

« Engage with market alliances and partners outside of the organization to inform decisions

Traditional

Skills ownership is non-

existent, without key

stakeholders or decision-

making processes
identified

Governance Maturity Continuum

Developing

Skills ownership is
unclear; some key
stakeholders are

identified but decision-

making processes are
inefficient and/or
ineffective

Integrating

Skills ownership is clear
but highly decentralized
by business unit/function

Bold

Skills ownership is very
clear and centralized
across the organization,
with robust processes,
communications, and
accountability
mechanisms



Skills-based organization maturity model aligned to “hub”

components

LEVEL 1: Traditional

+ Talent Philosophy: Talent
processes are designed and
conducted in silos

« Skills Data: Skills data is unavailable
or inconsistent

+ Skills Framework: Not a consistent
approach, language, or method of
application around skills

+ Skills Governance: Skills ownership
is non-existent, without key
stakeholders or decision-making
processes identified

“I don’t have visibility into the
degree to which my current skillset
is a match for my current role or any

other role | might want to pursue.
When | think about my organization’s
approach to skills, it feels like a black
box.”

You might hear from
your workforce

LEVEL 2: Developing

» Talent Philosophy: Some talent
processes are connected, but
decisions are still based on static
elements such as roles

+ Skills Data: Some attempts have
been made to define common
language around skills

+ Skills Framework: Some skill data is
captured, but there is no consistent
approach around data

+ Skills Governance: Skills ownership
is unclear; some key stakeholders
are identified but decision-making
processes are inefficient and/or
ineffective

“I do a skills assessment once a year,
but | have no idea where that data
goes or how it informs my
experience at my organization. Is
this even worth doing if | can't
understand the value of it?”

LEVEL 3: Integrating

+ Talent Philosophy: Talent
processes are designed with a
consistent talent philosophy in
mind, but still operate without a
clear “through line”

+ Skills Data: A common skills
framework is consistently applied to
talent management activities

+ Skills Framework: There is an
integrated approach to capturing
skills data and making it available to
the business and individuals in
order to create better visibility
across the organization

+ Skills Governance: Skills ownership
is clear but highly decentralized by
business unit/function

“l understand how my current skills
map to the next level in my current
career progression, but | do not have
visibility into how that aligns to
another position in a different part of
the organization.”

LEVEL 4: Bold




Where to start: skills-based organization roadmap to “spoke”
components

T

lgniting the
Future of Work
through Skills

Leveraging Skills to
Transform Talent
Strategies

Using Skills to
Inform Talent
Management

\

O Actualize the skills-based organization to reimagine the future of work and society

Strategy and Risk

Skills inform strategy; the Board
risk Committee oversees risks
related to skills gaps

Work Re-Architected Workforce Ecosystems Stakeholder Capitalism
Rearchitecting work for purpose, Work performed by a plurality of Creating value for all including
potential, and perspective resources based on skills required workers as human beings, enabled

to achieve work outcomes by skills development

talent management into a new skills-based operating model

Performance Management

Data-driven, flexible, continuous, and
development-oriented performance
management

Rewards Culture and DEI

Skills-based pay and rewards with
frequent adjustments as skill and work
needs evolve

Democratized opportunity, greater equity, and
a more human-centric, diverse culture that
better unleashes purpose

toward a skills-based organization by expanding into talent adjacencies

Workforce Planning

Continuous skills planning based on
more granularly predicting what skills
and work will be needed in the future

Job Architecture & Levelling Leadership & Succession Planning

Flexible work and skills architecture based on
a simplified set of fewer and broader roles
and levels based on type of work and skills

Continuous, data-driven,
transparent, and inclusive
identification of potential leaders

toward a skills-based organization by transforming core talent practices

Learning & Development

Targeted upskilling and reskilling
development experiences based on data-
driven skills assessment and gap analysis

Talent Acquisition Mobility and Careers

Accessing talent to fill skills gaps, and

selecting based on verified skills, capabilities,
and potential

Career exploration of opportunities - including
roles, projects, mentors, and tasks - based on skills
and enabled through marketplaces



Appendix IV: Sources



Data Sources

1. Remesh ™, “Focus Groups,”

2. US Bureau of Labor Statistic, “Wichita, KS,"”

3. Stakeholder Interviews, “Greater Wichita Future of Work Participant Interviews.”

4. Talent Insights, "Wichita All Talent Pool Report", December 2021

5. Workforce Alliance, "Community Hiring and Resource Priorities Survey," August 2021

6. MySideWalk, "Indicators of Livability for Wichita," (primary source used in article: US HUD, DOT, LAI; US HUD & DOT, LAI)

7. U.S. Department of Transportation Bureau of Transportation, “Transportation Economic Trends,” 2020

8. Walk Score, “https://www.walkscore.com/KS/Wichita, 2022
9. Michael Kolomatsky, New York Times, "The Best (and Worst) Places for Singles to Rent Studios," January 2022
10. Talent Neuron, Key word Location Analysis, December 2021

11. Kansas Health Institute, “A changing Kansas: Implications for Health and Communities,” June 2018


https://www.bls.gov/eag/eag.ks_wichita_msa.htm#eag_ks_wichita_msa.f.3
https://data.bts.gov/stories/s/Transportation-Economic-Trends-Transportation-Spen/ida7-k95k/
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