Transcript from an Excerpt from the Interview with LMI 

Discussing Their Benefits:
Challenges of attracting and retaining a highly skilled “second career” workforce.
Jerry
During the Judging process, your chief executive officer Admiral Pilling stated:  “We’re clearly focused on our workforce. We don’t produce anything but intellectual property.” What specific challenges does that pose to you in attracting and retraining these key employees that you must have?
Manik
That’s a great question.   Our stock and trade, if you will, is our work force.  We provide consulting to the federal government.  We do so largely in the national capitol region, although we are distributed throughout the country, and in other parts of world. So it is very important that we attract and retain our best consultants because they are our stock and trade. We do so in very competitive market.  The Federal government, as you probably know, is the largest purchaser in the world.

There are a number of companies competing for the types of contracts that we compete for and win. And there are a number of places where our employees can go to work. So the challenge for us is, as you identified, to attract and retain the best work force, providing interesting work for them, providing a satisfying work environment, providing compensation and benefits that will be equal to or better than they what can find out there so that they will be happy continuing a long and fulfilling career at LMI.
Jerry
Manik, who do you compete with for talented consultants?
Manik
That is a great question.

The government services industry is extremely competitive, very disaggregated marketplace; there are thousands of companies that compete for federal contracts.
They range from very, very small 1-2-3 person consulting firms…In fact, those companies get the benefit of socio economic programs–set aside money from federal government—so they compete effectively, to some of the largest companies in world they range from pure government consulting firms like LMI to commercial management consulting and accounting firms that compete with us.

They also include some of the largest systems integrators and defense 

hardware companies that also provide government consulting services.

Our competition for talented consultants frankly come from our customer, the federal government itself.  Sometimes when our employees leave, although we have low turnover rate, they sometimes go to the federal government after all we are committed to our mission of public service and that is an attractive alternative for our employees and candidates for employment as well.

Jerry
How important is your benefit program in attracting and retaining these employees?
Manik
Well, the benefits program is extremely important to LMI.

You can only offer employees so much money, before some cynicism takes over if you are not providing other things to care for the employees.  And we try to provide those other things.  First and most importantly is interesting work, we believe the work we do is important, it’s exciting, it’s interesting, it’s meaningful – our employees get a lot out of that.  We believe that top consultants everywhere get a lot out of that. We are glad we are able to provide that. We tend to focus on doing the type of work for federal government that makes a difference.  We try not to go after the type of work that doesn’t have an impact on federal government.

That is the most important thing.  Of course we have to pay well, because types of employees that we like to attract and retain are in demand.  But next and perhaps of equal or foremost importance is the benefits.
Employees like to know that they are being cared for, being taken care of

The company is willing make an investment in that caring.  That is what our benefits program is all about
Jerry
Great. 

It is interesting as an organization, because many employees are working for you as second career.  How did that impact as you structure your benefit program?
Manik:

That’s a great point.

Approximately a third of our workforce consists of retired US military and civil service employees.  And some additional fraction joined LMI after some other career in corporate or non profit worlds. This demographics has a powerful effect on program design.  Second career employees have different priorities than early career employees.  Early career employees -- it is difficult to generalize with any degree of accuracy--but tend to or often place an emphasis on cash compensation, on opportunities for promotion, opportunities for responsibility, increasing levels of responsibility and visibility within the organization.  Second career employees tend to or often not necessarily always place an emphasis on rich program design for health benefits, welfare benefits, retirement benefits, and company contribution to retirement plan where we particularly excel, as well as important work, fulfilling work, work that is exciting, and rewarding. There are some differences in second career professionals from early career professionals.  We have both types and we have middle career professionals as well at LMI we have to have each of these pieces of compensation benefits program be attractive as a result.

