Rewiring the Frontline: Building a Sustainable Talent Management for the Future of Work

Rohit Mittal, Shourya Chouhan, Archita Ray, Theoni Dounia, Pranjal Jha, Matthew A. Lanham .
PURDUE Purdue University, Krannert School of Management INTCHINS
UNIVERSITYo. mittal20@purdue.edu; schouha@purdue.edu; rayl91@purdue.edu; tdounia@purdue.edu; jha53@purdue.edu; lanhamm@purdue.edu ;
BUSINESS PROBLEM DATA MODEL RESULTS & KEY INSIGHTS DEPLOYMENT & LIFE CYCLE MANAGEMENT
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This study focuses on retaining frontline talent by exploring strategies to Advert.lsmg and marketing S /\ ,@u (EVP> . Attribute Importance of Key Employee Value Factors micro-changes to enhance employee experience and boost retention rates
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e Company reward programs Ambiguity in roles and absence of structured growth plans diminish employee tenure r )
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; cost centre, manager etc Pr cprocessing  Web Scraping & Sentiment Analysis . enhancing the method foriffcizzfintgetelzgloyee characteristics that
$8, 500 L Online reviews were scraped to analyze factors impacting frontline worker opinions, \ J
zsff’aOf B Il il Secondary data sources potentially affecting their tenure and significantly boost p <
Replaceg?;g T o e Exit survey and interviews overworked \/ tenure, as user reviews highlight their positive Implement a rewards program for new joiners, incentivizing
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Constraints: * Periodic feedback interviews and outliers  aggregation across the dataset chatienses 0ot managemetnt,. mciudiniy OVEIWOrKing an \ s
+ Difficulty assessing intangible aspects due to human nature boOr management - communication X ?Ck of support, significantly impacts key reasons
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e Our study duration of 4 months may not capture actual turnover
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ate changes. . . . :
e Limited agccess e P j@, Industry Benchmarking Based on client data, a regression analysis Factors Coeffecient| p-value e Develop a warehouse floor map and deploy an indoor
scope was conducted to ascertain the factors Age 0.2086 0.0001 positioning system for optimized logistics management.
' Initiating our approach by benchmarking against industry standards and literature to influencing tenure,with the following: Exit Quarter Q2 0.6651 0.001
ANALYTICAL PROBLEM identify potential areas for improvement and relevant techniques that can be adopted. * Age plays a significant role, with older Current Manager Tenuj  3.6048 0.003
Goal individuals tending to have longer tenures |OTR 1.5648 0.009 Implementing above recommendations could reduce turnover by 10%.
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Client Data Analysis * The ma]or.lty of departures happen during Q2, particularly in the suimet months Furthermore, stakeholders stated that the estimation of turnover reduction and proposed
™ . . . : : e The duration of tenure under the current manager emerges as a crucial factor . . : . .
e research aims to identify the primary drivers of employee . o , I (OTRD aff. he Lonoth of solutions are actionable and looks highly promising.
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attrition in consumer-packaged goods (CPG) warehouses, with a Utilizing thorough exploratory data analysis and regression models to dissect client ngaging in overtime work ( ).a £C e Sength ok tefiure . :
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. - . ’ ' tenure for deeper understanding of driving forces.
implications of shifting labor market dynamics.
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External Data Analysis Hypothesis Formation Site Visit Hypothesis Finalization Recommendations % e Incotporate gamification with
The study seeks to utilize a comprehensive approach, integrating r \ N\ [ N\ [ N\ w achievement badges to encourage
ualitative and quantitative analyses, to identify these factors . . . + engagement and improve onboardin
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context and pinpoint critical for fn rovementg discern the most valued aspects of focus and sharpen our insights. effectively address the - Companies that cultivate a culture of continuous improvement and maintain vigilance over
We assume zero correlation between the identified factors so pain points. b ' their work life. identified challenges. PXLS) company benefits and policies are more likely to retain employees for extended periods
improvements in any of these areas it is expected to singularly
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