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EINILonIef Sustainability

— Memrlm* ebster
- ggnorrr le of being sustained (to give support or relief to)

atlng to, or being a method of harvesting or using a
_;.-_’-M ource so that the resource is not depleted or permanently

::F Does thls not apply to our people?

— Do we not need to sustain our knowledge base, are
z __our people not resources?

— Isn’t less the same as depleted?


http://www.merriam-webster.com/dictionary/sustained

_ ortant tous?
- Trends.in the p[o"fé”asmn '
. Survey data from NAEP/NationaI Data
. Strategles for sustalnablhty»
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2|l ortance to NAEP
.::— What does this mean for our organization

—
—

.—-z_..-.-—

"'Personal Impact
- — What does this mean to you and me



\/\/my he topic sho‘f‘a be |
2 to+tu’qon.__

> AT JSI.. s
—In suz onal wake up call

S _w raI agents of the same age (5-10 years from
rement)

== any agents with 15 to 20 years experience

— e \o obvious educational path for purchasing
-~ professionals

- *long learning curve for agent positions

® Harder to recruit agents experienced in higher
education



Presenter
Presentation Notes
If we don’t plan for the future of our departments, how can it affect us?

Potential for almost ¾ of our staff to retire at the same time representing almost 100 years of experience.

How do we maintain an effective workforce


S 2000 Lagh Bebin

One sure sign that hiring standards have
been lowered
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hayashould the to C be @Emﬁa_ﬁb.
a ‘EMAEP?

e 5-& #

- eglmmc ' Static membership
— O dy 2y
— E_£ a:tlon/outsourcmg of purchasing function
=SCompetition with other organizations (NIGP, ISM,
== _'-__-_““i ’CUBO)
=4 glng ‘membership

~= Not sure if we are in tune with our younger
-members

s | imited promotion of our profession

.
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SPEISOnal Impact
— A\e Jvrrrw N our profession
Egac cy/ of our tenure

s = ‘_ 1|ty to have a life me e
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Presenter
Presentation Notes
Our people make us look good

What will we leave behind





http://antwrp.gsfc.nasa.gov/apod/image/9711/azcrater_lpi_big.jpg

T

fﬁfh

-

endsi



dends in the__ Professi

[ L e ——

> Mogeelged ralized purchasing
— cjgele JE r’~ authorlty

,_Jfr smg cards

— rJJ. ﬁi payments

= Lower staffing levels

__.""1"_

—___#_-

3"_;._;;““' —|ess clerical help
-~ —fewer agents
® | ower budgets


Presenter
Presentation Notes
Ask people for their ideas of change first
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2 Felgiaf 'tJ,(;@}r_:’-" g e
S departments to Purchasing
— fro) r)l lichasing to vendors (orders, quotes)
VBYEme At to: more web based systems
\/«a ﬁl@f applications
= = bids; bid tabs, bid results
*'*-.%’-'- - marketplaces
—f?z-""‘—':‘purchase orders
- ® Hiring Freezes
® Others?




SU ey Data From NAEP
nd National Data
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Stiivey’ sent to the NAEP national listserv

—— e— — —

hr'q'

\plel i) e VIINK regienal listserv in March

= 'eys received from 121 Universities
.~"" .‘gﬁfvey asked for data about number of

I':: ~ agents, agent experience and additional data
-~ 0on the departments youngest agent



14.0 /010 B> 14.0%
6.696 4 196 5.8% 4,196

Z_;.-.."'.-:-r--_ 5 6 7 8 O+
e Number of Agents

e Average number of agents in survey = 4.3
® 649 have four or less (including the director)


Presenter
Presentation Notes
Many very small departments 64% have 4 or less agents including the director




— ' 0-2 24 46 6-8 8-10 10-12 12+
e = Years of Experience

72% of Agents average 8 years or
more experience

Average Experience: 9.4 years


Presenter
Presentation Notes
72% of Agents average 8 years or more experience



Average years of experience is 9.4



Large number of departments have very few agents with a high level of experience






ey Data
ﬁh
f; e 85.00%
3C 60% -
== EFOO% :
Percentage 20.00% - 19.30%
S:‘fi -15.00% 1 11.50%
== 10.00% -
- —— —— 5.00% -
0.00% .

Under 30 31-39 40-49 50+

Age Category


Presenter
Presentation Notes
Most agents in departments are distributed (almost 70%) in the 40-49 and 50+ categories



Most disturbing is that the bars are not equal. If they were equal you could assume that each category would take over from the next in experience., but since the curve goes upward, it indicates a potential experience vacuum that may exist.


‘average d partment
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31.60%4
: 28.209% it
24.80%
%0
:bb%
== " 1% 11.10%
e 0w 4.30%
= - = . 0
O% 7 /I Z /I

20-25 26-30 31-35 36-40 41-45 46-50 50+
Average Age


Presenter
Presentation Notes
This slide shows the average age of agents across the membership.

Ideally the age ranges would be more consistently distributed. The potential gap exists as the older two groups retire

Average age of the Youngest agent = 39 years
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— r\verz E age IS 39 years

__—rﬁ@‘ attended a regional me

s -l-'-_._—

1—-% J_é.é'zi% had! attended a national megtir

.—-_....—-—

—12% had presented at a regional meeting
— 7% had presented at a national meeting ;
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= —vvere members of a regional committee

a—__-

= -J@ Wwere members of a national committee

4-:-:~ 48% were members of a campus committee
- —39% had attended an NAEP institute

— 19% were working on a degree
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" —
—_

—
=



L

-‘.

i- : w-a{ﬁ.,_-

- P o —— : 4 —

—

".j:'y 6% offer internships
Average age of youngest agent (43)
_.___.—-—' Average years of experience (9.4 years)
-~ e \ore than likely one agent 50+
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;0N large departments (5 or more

—_— el

;__ imost 1 ini4 offer internships (24%)

= -.?S{\_Térage age of youngest agent (35)
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=" Average years of experience (9.8 years)

il

-~ e\ore than three agents 50+ (ave. 3.3)




e
ast Lookw e

S i — S —

—— =
- =]

1.60%
28,2000 297
24.80%
- 11.10%
= 1% 4.30%
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Average Age



utlon of Agents in Departments
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AVETAGe age of t e U.S. population = 35.3 years
- Vledizin gg ‘of the U.S. workforce = 40.6 years
— r\rgh ;ppears 1o be 8 years older (around 48)

SRSeCiEties around the world project that they will

— rJ:;F? ewer workers to support a growing
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Presenter
Presentation Notes
Our median age is 6-10 years older than the U.S. median
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sBPsNof HR Execitives cite an inability’ to
regrnnm [fetain yeunger Workers as the
STi Y Je*fe reatest challenge they face now

> Ve organlzatlons take from 1 to 3
= nths to fill' a position

f{f ‘Most organizations (70%) believe
competition with the private sector for
employees Is increasing
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SRRIEtiEl consequences of not planning
— J]zb:nnrl‘?’ fi purchasing department

— Jovvru_lf.' of purchasing

— OlJr-zjgb oft department

- M mrz-lhg role of Purchasing in University

== = =Why does this have an effect?
—-“'““- *ﬁ‘ As knowledge base leaves, asset value of department decreases

E m—
-

- —_ - Go-to people are not around, takes time for new agents to build
~~  rapport and trust on campus

— Someone (you) have to pick up the slack
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Stiategies for Sustal

- S_r.razeg es 10 ‘develop sustainability
DEV elg;e career paths

o
.|.|—

= AC Fp\‘ y [ecruit younger workers
— @am younger workforce

—
H." -_p-l-_.___

= J,:.—“Retaln current workers

-—=_.——-—

~~  —Professional engagement
~  _ Knowledge Management

=
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JCrea ES__ QFESSIVG posmons

— Aelel e_r ry levell agent positions/purchasing
S0 uge POsItionNs

= Create range of agents

__'_—-l- e

= evvhte/restructure Job descriptions

_-—-

_.____.;-l._-

*S‘upport continuous education
e Professional involvement



Presenter
Presentation Notes
Add buyers assistants or entry level agent positions that can “learn the ropes” by helping more experienced agents

Develop higher level positions for agents that handle high end contracts and services

Rewrite job descriptions to reflect the changes in the workforce

Encourage continuous education through seminars, academies, University coursework, etc.

Get people involved on campus, in your NAEP region, NAEP national, ISM, whatever.








ACHVEl Recruit.Younger:
) — - e -~

. ILETE '-J'= e

faeli
S Create Qe Al Interest in the Profession
B Gllnteer | r ‘classroom lectures

— oW _usmess Colleges to create purchasing
rJrusgﬂ; curriculum

=y JvoVﬂ students on purchasing committees

— __Q'isr wolved with professional groups (NAEP, local COC, ISM,
yeung professionals)

: 'cﬂa'lnto jobs what they value

=
= r-——:gf exible, Collaborative Working Environments

.  — Opportunities for continued education

— Challenging and meaningful work (not repetitive)
— Social' Interaction
— Work/life balance
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> Uplelasiel r’“ﬂ‘ﬁs“ [NEeyAvant:
— \/rnjue ejr I‘J_( WOIKTISIA T CHENMITE

- rjmrﬂ'c F Is more Impoertant than more pay

— [rein rr?‘ for their next job

— \cgeor Inc |V|duaI|ty

— MJre- edback weekly if not daily

— &r cﬂé-*-: S o management and information

=R onSIblllty

_:,. :e:atef mentoring opportunities
= ._,,. develop challenging assignments

— e —

— “Identify peoples strengths and weaknesses
: — Involve newer staff

e Earn their loyalty
® Promote Certainty
® Give them the short term vision

— il
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RETAIN Current \Wor:
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VIEHRETSUE op PErttRItIes exist ai

- PRIDE Hrg ess

— ProVie/e=l osmve Working Environment

= Recogniz 76, reward and reinforce the right behavior

=Slivolve: and Engage — have them be part of the succession
protesy o

— B elop: Skills and Potential

e Career development

— :____ -~ ® 40% of people will leave for another job with same benefits for
-~~~ career development

— Evaluate, Measure, React
® Employee satisfaction surveys
e EXit interviews
® QOrientation and hiring process changes

all 1evels
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EOUa0e: staft 10 get involved
(or%err tlons committees, etc.)

~Enc Ul age continuing education

= J;f 3 @gnlze achievement (certification,
fgraduatlon etc.)

=

= Provide other learning opportunities
—\Webinars, Seminars,
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- Doctsgleg) tation: of Policies and Procedures
— Cofl rrr? 's doc filing/purging, coi reporting,
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_ fallzed repository of records
—e] 5 Shadowing/Mentoring

e Standardization of documents
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o Involve the rgnmrﬂ *
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~ — Lead by example —
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gliiFeriganization an d prefessioniis graying like
ire res.r. 0) the world
xist to our future if we don’t plan

| ng must actively
= ‘evemp career paths
J_,:.—“Recrwt younger workers

_._-1-551'

—-ti.:r—‘Create a general interest in the profession
-~ — Engage our employees professionally

® Managers and employees must get involved
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nttp:// gov/ ors/other_docs/AgingBoomers.pdf#search="ave
r:lcléJ/)/Oslclrrﬁ) ‘0f%20the%20workforce%20|n%20U S.
Nt/ /WIWIWLE "ru cloV//
The lmgact or+ e Aglng Werkierce on Public Sector Organizations and
Mmun Gleg; Dawdson Stan! LePeak & Elizabethi Newmany, Februany: 20017
S OVVI0) F_\fr act, Keep and motivate Today’s Workforce, Gregory Smith,
=B0MSENVice.com
> -Plu_g;rn es\Work to Attract, Keep Younger Workers, Katie Arcieri,
=\ :l?news com

i f_pro make the young not so restless, Jessica Sabbath,
~  \VirginiaBusiness.com

= = \anaging Generation X: What motivates younger workers, The
Cemmunicator, March/April 2001

* Younger workers jealously guard time, larryhendrick.com, September 25,
2006

® Survey finds younger workers want more feedback, access to
managers,CCH HR Management, November 21, 2006

e Retaining Younger Workers in the Workplace, FastCompany.com, December
19, 2007

—
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http://www.doleta.gov/Seniors/other_docs/AgingBoomers.pdf#search='average%20age%20of%20the%20workforce%20in%20U.S
http://www.doleta.gov/Seniors/other_docs/AgingBoomers.pdf#search='average%20age%20of%20the%20workforce%20in%20U.S
http://www.doleta.gov/Seniors/other_docs/AgingBoomers.pdf#search='average%20age%20of%20the%20workforce%20in%20U.S
http://www.census.gov/
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