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PROBLILM
STATHEMENT

Manufacturing is currently facing a workforce shortage (hourly
workers). Companies need to create a plan to attract and
retain other historically marginalized groups in order to
address these challenges. US manufacturing is expected to
have 2.1 million unfilled jobs by 2030.

®  How can employers roll out DEI for the hourly population?

®  How can DEl shape the culture for manufacturing?

®* How to attract and retain more women, minorities, millennials and Gen
Z's?

®*  How can we enhance the employee experience?
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PROCHESS

Research

e |nvestigate current labor shortage challenges and identify
opportunities.

Benchmark

« Best practices to attract and retain talent.

e Key priorities in attracting women, minorities, millennials and
Gen 7Z!'s.

Propose

e The case for women in manufacturing, why it is critical to tap
into the female workforce and its benefits.

The Path Forward
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A framework to address workforce challenges

ntify and pursue channe
rtunities that can help connect

Deloitte Insights | deloitte.com/insights
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FINAL
DLV ERABLE

- |dentification of challenges and opportunities with current
labor shortage

- Attracting and retaining diverse talent through engagement
and communications

«  On-boarding framework, one-year journey
Timeline with key deliverables
Clear role definitions and responsibilities
Examples of DEl best practices
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ATTRACTING AND
RIETAINING
UNDERREPRESIENTELD
MINORI'TTES IN
MANUFACTURING
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1.ABOR SHORTAGE CHALLENGHS

- Strong competition between
companies for qualified workers

- Increase overtime for existing
workforce driving burn-out and
frustrated workers

- Higher turnover and frequent
retraining

- Digital transformation will require
changes to the skills composition of
the workforce
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FIGURE 1

Finding qualified talent is harder than it's been
Share of open positions manufacturers are finding difficult to fill due to skill mismatch

Finding qualified talent with right skills is 6%
1.4 times harder than itwasin 2018.- -

35%

2015 2018 2020

Source: Deloitte analysis of data from multiyear Deloitte and The Manufacturing Institute skills research studies.
Deloitte Insights | deloitte.com/insights
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v [LABOR SHORIAGHE
OPPORTUNITIES

- Attract high school students
Establish programs to offer career pathways

- Attract female workforce and offer flexible
schedules

- Re-skilling

Provide apprenticeships, training and certification
opportunities to new hires

- Build the next leadership pipeline under a DEI lens-
establish company targets to increase women and
minority representation
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WOMEN IN MANUFACTURING-

CHALLENGHS

TOP THREE PRIORITIES WHILE
CHOOSING WORKPLACE:

= 27% of respondents
believe a shortage
. ) ts
Anra(uveﬁ%iz re:tlzsnu;:cturing

" 20% of respondents

. believe a shortage
. existsin .
Attractive benefits ) ™" octurin
64%

[ 43% of respondents

. believe a shortage
; \ existsin
Work-life balance | manufacturing
63% /

Source: Deloitte analysis of data from 2021 Deloitte and

Manufacturing £S5
Overall U350

REPRESENTATION
OF WOMEN

The Manufacturing Institute DEI study.

Deloitte Insights | deloitte.com/insights

CADIA CAPSTONE Group 3

Women are underrepresented in line jobs
and higher-paying manufacturing sectors

Pay inequality

- Women have lower pay than men

- Black and Hispanic women make less than
white women

Sexual harassment is widespread in the
manufacturing industry

Dissatisfaction with family leave policies
and work-life balance
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WOMEN IN MANUFACTURING-

OPPORTUNITIES

88%

diverse
perspectives ir

decision making

5&

74%

ba
organizational

management
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84%

innovatve

i\

and creative
approaches

solutions

49% "\t

improved
financal

performance

Source: Deloitte

Support training and re-skilling
Provide in-house certifications, tuition
reimbursement

Ensure equality in pay and promotions

Zero tolerance policies on sexual harassment
and anti-discrimination policies
Train managers to handle complaints and
enforce inclusive behaviors

Improve family friendly policies and other
benefits

Flex schedule, childcare subsidy (age 0-5), work
with local daycare centers to offer employee
discounts
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DB ONBOARDING
ROLES

HR Direct Labor First Line Manager Site Leader DEI Ambassador
Local HR «  Production floor «  Direct supervisor « Highest level of «  Designated
° ,0Cd Al . - . . o . .
of direct labor management at individuals within

representative . . \ o
l - Hourly location (GM) organization

« Liaison between
manufacturing site
and corporale

) ~napntin o
«  Representing
affinity groups
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DE ONBOARDING
FRAMBEIWORK

Direct Labor

First Line Manager

Site Leader

DEI Ambassador

CADIA CAPSTONE Group 3

Welcome and DEI Packet with
information on current events,
letter and video from CEO, DEI
allyship badge etc.

Attend onboarding orientation

Welcome new employee,

ensure new employee knows
who to connect for questions,
ideas, concerns and feedback

Senior leadership commitment
on first day of tour

Participate in onboarding
orientation

DEI: Vision, mission and
pillars of facus, affinity group

In-person lunch educational booth

On-going support in employee journey

Strong alignment and partnership with MARCOM
Set objectives for management tied to DEI mission

Complete DEl training and all Active involvement in DEI activities

mandatory training

Continue regular check-ins with new employee
Encourage monthly participation in ERG and DEI Activities

Interactive participation in townhalls
Acknowledge DEI leadership/allyship within hourly team “Inclusive behaviors”

Welcome and introductions to
new affinity members

Conduct focus groups within each site to better customize DEI
resources and communication strategy for the site

DEI Calendar with key celebrations relevant to region (monthly educational videos, employee spotlights, newsletter).

Create annual survey to gage
team satisfaction and
encourage all employees to
participate

All employees to participate in
waorkplace survey

All employees to participate in
waorkplace survey

All employees to participate in
waorkplace survey

Prioritize site strategy and
summarizing/distributing KPIs
with corporate
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HWXAMPLES

CEO Letter Allyship Badge Employee Spotlight

ANNIVERSARY LETTER FROM
THE PRESIDENT & CEO

170 yeors ago, we storfed a5 a snell dye
noute and hare g Lovk where we Oke
todey, [ /'3 incredible how yuceesSu
oun J'puhh¢7 hey been’
$he secret of cun n«:;: h;:‘\&::”ﬁt
fogm do be e and Verels) R
T vepeatedly. we heve @ 30k
Fomndotion 30 bulld own Future to - when
fov kivg ahead [Fecl thef the gpirond
$he wiy we feok ot the werid ‘ond our
custimlers mill become tivm Mokt
infemse snd Possiznete,

Emily Washington
DEngiteer

GENTHERM

Training Information Boards

”%-RHEQK Will you help #BreakTheBias?

Strike the IWD 2022 pose by crossing
(0ur a0ms Lo show solidarity.

. Scan QR Code to Kudoboard with ~tre
wour photo/videa 6 statemont nq; ‘:’541 Em

CADIA CAPSTONE Group 3

2/7/20XX



INDUSTRY SUCCESS STORIES

Stellantis gives $4M to expand
Detroit school manufacturing
program

Jennifer Chambers

The Detroit News
ET Agril 21, 2021 | Updated 3:18 p.m. ET Aprit 21, 2021

0O v =

A $4 million investment in Detroit's Southeastern High School will continue
to transform the historic school into an advanced manufacturing career academy
for students and adults over the next two years.

Publi

On Wednesday, Nikolai Vitti, superintendent of Detroit Public Schools Community
District, Detroit Mayor Mike Duggan and Stellantis NV director Christine
Estereicher met online to share completed details of phase one of the investment,
which is part of a collaboration with the auto manufacturer and Detroit At Work, a
free job training program.
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How GM Oshawa scored a victory for gender Global Auto Supplier Yanfeng Employs 675+ at Retooled Highland Park Plant with
3 Support from Detroit Regional Partnership
equal lty Company expanding and accessing diverse talent pools
GM approached Oshawa as a rare opportunity to reset the workforce.
About half of the 1,200 new workers there are women and Park, Michigan (September 16,202
DAVID XENNEDY 55 e than 6
W TWEET f SHARE In SHARE B EMAL & PRINT

Partnership with Michigan Advanced Technician Training programs
with Henry Ford Community College.
Autism Alliance of Michigan, Michigan Economic Development
Corporation and SEMCA Michigan Works.
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Db PRACTTTIONERS CONTACT

Thania Esquivel

Global Marketing Director

Gentherm
Email: Thania.Esquivel@gentherm.com

Joseph Tobon

Senior Sales Manager
Adient

Email: joseph.tobon@adient.com

Mira Shenouda, MBA

Regional Diversity & Inclusion (DEIB) Lead
ZF Group

Email: mira.shenouda@zf.com

Imelda Castro Scott, MBA, CPA
Director of Accounting

Yanfeng Automotive Interiors
Email: imelda.scott@yanfeng.com



https://www.linkedin.com/in/mira-shenouda-4b0a02103/
https://www.linkedin.com/in/imeldascott/

APPENDIX

Sample Footer Text 2/1/20XX 16



DETONBOARDING FRAMEIWORK-HR

Onboarding Immersion Implementation Engagement Best Practices
* In-person lunch educational Shared

Strong partnership with

Unconscious Bias Training

¢ Introduction to culture, *  HR members to take annual

‘ Initial 4 Culture ‘ DEI Strategy Leadership ‘ Data Collection
©
(«B)
>_
s

Courageous Conversations

Employer Branding & Comms.

'l 4 - 4 booths/events. 4 Corporate HR, Employer
< ERGs policies, code of =+ DElVision & Strategy = = BraEding ) Comm‘; Y DEI Best Practices &
3 duct S S - ; S ' Feedback S
< conduct. © . U asaSafe Space” O « on-going support in employee ~ © eedback ourvey
§ = . P _ = journey =. Engage site leaders in .
»  Example: Personal card o Campaign buy-in. Ex: allyship o~ inclusive behaviors +  Assess site engagement
from leader/CEO. — badge. . Strong partnership with HR, T performance.
o

ANNIVERSARY LETTER FROM
THE PRESIDENT & CEO

-

NIt dnaITge |
OQUTALEOUS |

{Conversations,

_—

-
-~

170 yeors ago, we sforfed 0sa el dye
nouie end haye g lovk where we 9kC
todey. M 7S ineredible how yuccessut
oun fourney hoy been!

$he secrel of cun yucedss has been Fae
enthus ogm fo berew and Vemlop ol
ws repeatedly We heve 2 0k d
wdotion 1o bulld o:“;;‘n::lc .‘:{—m‘tvn )
losking ahead [Fecl Fhef the gpit ond
;::L':'-j;' we ,’w-"zo\‘ Yhe worid ond our
custimlers will become eivm Mokt

i fense snd Possiznete,

HR: Local HR representative who serves as liaison between the manufacturing site and Corporate
CADIA CAPSTONE Group 3 2/7/20XX 17



DETONBOARDING FRAMEIWVORK-DIRECT I.ABOR

‘ Initial Onboarding ‘ Culture Immersion

- Introduction to culture Unconscious Bias Training

ERGs policies, code of
conduct.

Incentive: Take additional
training on active allyship to

earn allyship badge & promote
a safe space.

Week 1

*  Example: Personal card
from leader/CEQ.

1-3 Months

ANNIVERSARY LETTER FROM
THE PRESIDENT & CEO

170 yeors ago, we storfed o5 a snell dye
noude and have g Look where e 9r<
today. [F i3 ingredible how yuccersiut
oun fourney hey boen !

Fhe secrel of cun yucess has been the
enthuslogm fo berew and Vevelop 5"‘,':
operetions repeatedly. we hve @ 044
fanwdotion 10 rku-'-'d’ ;!I“":“:::""f’-; ; 2
! g ahead ecl thet Ll et
o e el ot 1e s ond oun
customlers will become tiom okt

ih femst *nd possiznate,

onths

2-9M

#BREAK
THE

Personal Communication Feedback
Engagement Loops Collection
»  Active involvement in »  Attend regular 1:1 check-ins
campaigns, development 2 with line manager & Employees to take annual
programs and activities. -IE g DEI Culture Feedback SUrVe\
O «  Skip level meetings +
In-person lunch educational = —
booths/events. N+ Courageous Conversations
»  Actaschange agents in !
o
company —
Will you help t;BreakTheBias? \/\
Cl——>1 A%
H AcTion EFFeCT
\*f ) < U
iAol e gon FEEDBACK
oo s aL O TN

Direct labor: line worker who does not have access to a computer
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DETONBOARDING FRAMEIWWORK-FIRST LLINE
MANAGER

‘ Initial Onboarding ‘ Culture Immersion Personal Communication Feedback
Engagement Loops Collection
. .U ious Bias Traini »  Promote and actively engage »  Attend regular 1:1 check-ins
~— *  Introduction to culture, = NCONSCious bias raining = in campaigns, development &2 with line manager &5 Employees to take annual
- ERGs policies, code of = *  DElCalendar & Vision = programs and activities = leb) DEI Culture Feedback
D duct S S ' S i ; > Surve
~ coneet 2. Promote Safe Space with All = Q- Skplevel meetings + !
g = Badae P Y=+ Attendandvolunteertolead = —
y Examf)leéjpe/réggal card ™ g op In-person lunch educational N ¢ Courageous Conversations
rom leader/CEO. — —
»  Establish relationship with site N booths/events. |
HR & DEI Ambassadors o

f

:

ANNIVERSARY LETTER FROM

THE PRESIDENT & CEO . :
: = 3

170 years ago, we storted o5a snoll dye ! ! g
Souie nd .‘gan o ook wheve we o< A‘f‘ ‘
todey. M 7S ineredible how yuceesStut
oun fourney hey Goen ! A
Fhe secrel of cun yucess has bean Fhe FFECT
enthus ogm fo berew and Nemlep olh

<retrions pepeatedly We have @ 30k d
o 30 butld sun Future o =when

loskivg ahead [Jecl Fhef the gpitiond *
ﬂ:. ;'-7 we ,'w-"z.,\t Yhe worid ond our
customlers will become eiom Woke
ihfomse sud Possiznate,

FEEDPACK

First Line Manager: Direct supervisor of the direct labor



DB ONBOARDING-SI'TH LEADER

‘ Initial Onboarding ‘ Culture Immersion Personal Communication Feedback
Engagement Loops Collection
. «  Unconscious Bias Training »  Promote and actively engage »  Attend regular 1:1 check-ins .
— - Introductllo.n to culture, 2 - DEIVison & Strate E in campaigns, de\{e!qpment _2 with line manager = Employees to take annual
-~ ERGs policies, code of = ay e programs and activities = (o5} DEI Culture Feedback Survey
2 duct S S | S - Lead Skip Level Meet >
D conduct. .
g s - Promote Safe Space with Ally S . Lead In-person lunch = ead okip Level Iieetings i
y fExamlp|e(31Pe/rgEBa| card ™ Badge op educational booths/events. N ¢ Lead Courageous
rom leader/CEO. — — i
* Inclusive Leadership and N | Conversations
Courageous Conversation o
training N
ANNIVERSARY LETTER FROM # BTR}EEAK iSB!:ZgE?’SE\QJJSH—SSQSI!S:\?:‘: or not, \/\

THE PRESIDENT & CEO

Women Still Face This!

O—— 8k’
170 years ago, we §forfed o5 a snell dye AMERICA R
Souis ane ia-k o Look, wheve we e Wednesday, March 16 @ 3:00 - 400pm EST ACTioN EFFECT
todey. [ 73 ineredible how Yuceessfut :

oun fourney hey boen!

Fhe secrel of cun yucess has been Fhe

enthus ogm fo berew and Nemlep olh

operetions pepeatedly We heve @ sok d

fawndotion 10 bulld oun future to —when

loskivg ahead [Fecl the the spib ond -

+he »yi?»r we Jeok ot the worid ‘and our FEEMk

customlers will become tiom okt
i fense snd Possiznete,

Site Leader: Individuals at the highest level of management at their location (site leader)



DET ONBOARDING-DEL AMBASSADOR

‘ Initial Onboarding

<

<— * |Introduction to culture, 2
e ERGs policies, code of =
<) [
Jas) conduct. )
P
»  Example: Personal card —
from leader/CEQ.
ANNIVERSARY LETTER FROM
THE PRESIDENT & CEO

170 years ago, we sforfed o5 a snell dye
nouie and have g Look where we o<
todey, IF /'3 ingredidle how yueeesSut
cun fourney hoy Goen !
Fhe secrel of oun guccess has been Fhe
enthus ogm fo berew and Nemlep olh
Y yq«d:df,_ We heve @ 304 d
tion 10 build o:u?;‘n::vc -‘:{—W“'ﬂ ,
ahead [Fecl thef the gpirord
;:: »97 we ,’w-"zo\‘ the worid oxd our
customlers will become eiom Woke
ihPemse sud Possionate,

Culture Immersion

»  Unconscious Bias Training

»  Deep dive all DEI Vision &
Strategy

»  Promote Safe Space with Ally
Badge

* Introduction to ERG core teams

Personal
Engagement

Promote and actively engage
in campaigns, development
programs and activities.

Partner with HR to champion
local initiatives

Volunteer to host lunch
educational booths/events.

10 — 12 Months

Communication
Loops

Conduct focus groups within
each site to better customize
DEl resources and

communication strategy for
the site.

Support in Courageous
Conversations

O—> 2

ACTIoN EFFECT

Feepdck

DEI Ambassadors: Designated individuals within the organzation representing certain affinity groups

Feedback
Collection

*  Employees to take annual
DEI Culture Feedback Survey

1+ Year ‘




