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profits, and take advantage of emerging opportunities in the
s TM F I N G year ahead? Here is the data, industry-specific analysis, and
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MAKE THIS STAFFING INDUSTRY
PLAYBOOK WORK FOR YOU

This special issue of Staffing Success delivers economic and
industry data you can use to inform strategic decisions for
your company. Write in your takeaways and supplement your
strategies with additional online content.

Go to americanstaffing.net/playbook for
downloadable graphics.



TEMPORARY STAFFING INSURANCE

“WE PARTNER WITH PEQPLE WHO HAVE INTEGRITY AND DELIVER.
OUR INSURANCE PARTNER IS WORLD WIDE SPECIALTY.”

John A. Elwood, CEO
Elwood Staffing Services

World Wide Specialty concentrates exclusively on insurance packages for femporary and permanent ~ AM Best A++ Rating

employee placement operations. In an evolving workplace landscape, our expert understanding of the  \y e Top 50 2001-2022

industry helps us protect thousands of staffing firms while educating them on how fo reduce risk and
: . : . 95.7% Claims Satisfaction
increase business success. From asset protection to loss control, Professional, General and Cyber

Liability, EPLI, Workers Compensation* and more, we make the process easy. Trust the staffing 60 Yrs. in Staffing Insurance
industry experts fo go to work for you. Send requests to: info@wwspi.com.

(ALL 800.245.9653 | VISITWWSPLCOM #§444/WORLD WIDE

Specialty

A Division of Philadelphia Insurance Companies

WE CAN'T WAIT TO SEE YOU AT STAFFING WORLD 2023. COME VISIT US AT BOOTH - 701

*Workers Compensation coverages will be placed through World Wide Specialty and/or Valley Forge Insurance Brokerage. Philadelphia Insurance Companies is the markefing name for the property and casualty insurance
operations of Philadelphia Consolidated Holding corp., a@ member of the-Tokio Marine Group. All admitted coverages are written by Philadelphia Indemnity Insurance Company. Coverage is subject to actual policy language:
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PREVENT |

WORKPLACE
HARASSMENT

Provide Training for Temporary Workers.
Comply With the Law.

The prevention of harassment—in all its forms—is Kantola provides a full-service online training
a top priority of the staffing industry, and the solution.  This engaging online experience was
American Staffing Association is committed to co-developed with Littler, the world’s largest labor
helping staffing companies promote a lawful and and employment law firm.
mutually beneficial relationship with workers placed
on assignments with clients. This online training solution allows you to

B Provide the required training to your workers on
Just like other types of employees, temporary your own company-branded platform
employees are protected by employment laws— B Upload learners and assign courses

including those pertaining to harassment. . . o
H Embed your policy and contact information into

ASA has partnered with Kantola Training the course

Solutions  to provide cost-effective and state- B Create and schedule customizable emails and
specific online training for the workers staffing automated reminders to candidates and
companies employ. Plus—ASA members receive a employees

discount. B Track candidate and employee progress

ASA also offers a basic harassment prevention B Download status reports

training product in collaboration with the New York
Staffing Association. See nystaffing.org for details.

< Go to americanstaffing.net/harassmentprevention for details>
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INDUSTRY
PLAYBOOK

This playbook is designed to help staffing professionals,
analysts, economists, and all those who track the industry
understand the U.S. staffing landscape during the current
economic cycle and evaluate where it's headed. There
are dedicated spaces throughout this playbook for your
own notes as well as a chart index, making it easy to find
specific data points.

Contributors

This 2023 Staffing Industry Playbook is based on surveys and
analysis conducted by the ASA research team, which throughout
the year manages more than 30 research projects, including the
ASA Staffing Index, ASA Staffing Employment & Sales Survey, ASA
Workforce Monitor® and ASA Temporary Help Wage Tool. Learn
more at americanstaffing.net/research.

Assistant Director, Research Tim Hulley
Coordinator, Research Maxwell Aldrich

COLUMN

7 The Voice of Staffing
CEO Richard Wahlquist

DEPARTMENTS

54 Partners in Your Success
These ASA corporate partners are among the
industry’s most valuable suppliers—each with
distinct expertise and resources for staffing and
recruiting companies. Learn more about them.

56 Ad Index
Here's where to find Staffing Success advertisers.
Go to americanstaffing.net/digital for one-click
access to specific products and services.

57 Chart Index
Here is a quick reference tool for finding specific
charts and data points in this year's playbook.

Get important industry data

and analysis, and stay ahead of
fluctuations and trends—go to
americanstaffing.net/research.
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Please join ASA in
thanking its corporate
partners for their
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SEE THE

ASA Marketplace!

Products and Services
A4\ forYour Company

ASA Marketplace is a relaunched online directory
featuring more than 300 suppliers serving the staffing
and recruiting industry. The new site organizes

suppliers into 12 broad and 96 targeted categories to

A improve searchability and user experience.

4“/<

Shop the ASA Marketplace today at

asamarketplace.net!
o PLACE

Your #1 Source for Suppliers to the Staffing Industry
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EMPLOYEE
HEALTHCARE

Simple

ICHRA>™

Automated Administration. ACA Compliance. Associate Choice.

Looking to streamline your benefits operations? New ICHRA legislation allows employers
to comply with ACA mandates through the subsidized state and federal healthcare
marketplaces. This means substantially lower plan costs, minimal administration, and
access to a wide range of major medical healthcare plans from industry-leading insurers.

arketplace Means Choice

articipation in healthcare marketplaces
S been steadily increasing thanks in large
rt to stability created by government
bsidies. More insurance carriers are
fering qualified marketplace coverage
an ever before. Employers and their
orkers are finding individual plans with
ymparable if not better benefits than
oup plans at much lower costs.

ESC Makes ICHRA Simple.

I h Contact Essential StaffCARE today to find out how to deliveraffordable
=: and effective healthcare benefits with The ESC Simple ICHRASM,

Essential StaffCARE 877-372-2203 | EssentialStaffCARE.com



PLANNING

FOR GROWTH

A year has
passed and the
top-of-mind issue
for business
leaders and
policymakers
continues to be
questions about
the economy.

uring 2022 and for much of 2023, most economists,
including those at the Federal Reserve Board, were on
the same page—forecasting that the next recession
was imminent. But that's where the consensus ended.
When pressed about timing and the potential impact
on the economy and peoples' lives, the guidance was
all across the board and not particularly helpful

In the March 2022 National Association for Busi-
ness Economics survey, 58% of economists said the
U.S. was either already in a recession or that it would
come sometime in 2023. Then Sean Snaith of the
Institute for Economic Forecasting at the University
of Central Florida predicted that the U.S. will expe-
rience a "pasta bow!l" recession (shallow but fairly
broad) over the next four quarters.

As a result of those forecasts and dozens of
others, some businesses instituted belt-tightening
measures, deferring capital expenditures and expan-
sion plans. Others continued to invest in growth and
talent. For staffing, recruiting, and talent solutions
businesses, 2022 was the best year in the industry’s
history. However, it's been a different story in 2023.

STAFFING EMPLOYMENT'S
CURVEBALL

One indicator that has confounded the experts
recently is the decline in temporary employment,
which has historically been viewed as a leading pre-
dictor of where the labor market is headed. Many
industry CEOs believe that this year's declines may
be more reflective of moderation or rebalancing
in hiring coming off of some of the over-hiring as
the economy emerged from the pandemic-induced
recession and the country experienced some of the
tightest labor markets in history.

During the past year, given high levels of mac-
roeconomic uncertainty, employers became more
cautious about bringing on new staff and shifted their
focus to retention strategies designed to increase

By Richard Wahlquist CEO

employment engagement and reduce turnover.
(Some have labeled this as "talent hoarding”)

ROLLING WITH THE ECONOMY

As economies and labor markets have evolved
coming out of the last couple of recessions, econ-
omists are learning that history can be a flawed
predictor of the future. It could very well be that
the staffing industry experienced its own “rolling
recessions” tied to different industries experiencing
downturns at different times since early last year.

When industries and sectors take turns going
down, it can produce rolling slowdowns in eco-
nomic activity and slowing inflation but no full-
blown downturn or recession. If the US. has been
in a rolling recession, economists and policymak-
ers should be watching the ASA Staffing Index and
other indicators for something that does not get
talked about a lot—a rolling recovery.

As we head into 4Q23, the skies are looking
much less ominous for the economy as a whole.
The most recent NABE survey found that 69% of
economists said they see a “soft landing” on the
horizon. Meanwhile, Goldman Sachs Group Inc. said
in early September that their forecasters see only a
15% chance the U.S. will slide into recession.

While no one can accurately predict the year
ahead, the data, analysis, and takeaways in this
Staffing Industry Playbook provide a compre-
hensive overview of workforce and labor market
trends as well as current and projected economic
indicators. We encourage you and your teams to
use this valuable resource as part of your strategic
scenario planning for the months and year ahead
as you consider new opportunities for growth that
add value to people’s lives and new talent solutions
to meet the evolving needs of clients to source,
deploy, and develop more productive and more
engaged workforces.
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ASA ANNUAL ECONOMIC ANALYSIS 2023

STAFFING

INDUSTRY
PLAYBOOK

Here's a user-friendly resource
to assist you in gathering
staffing industry research

and related information.

This playbook is packed with data about the
U.S. staffing and recruiting industry, including
where it's headed and how you can make
the most of this business intelligence.
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NOW MORE THAN EVER, savvy

staffing professionals, economists, analysts,
investors, business development strate-
gists, and other followers of the industry
are in a constant state of reconnaissance.
They use this playbook as part of their
information-gathering and analysis activi-
ties to become more agile in their business
decisions, to keep ahead of employment
trends, and allow them to capitalize on

areas of opportunity.

GO TO

The economic uncertainty of the post-
pandemic recovery has become a little
less uncertain as concerns over a possible
recession have abated. Inflation has come
down, and confidence has improved to a
point where many economists believe the
U.S. either will avoid a recession altogether
or will experience only a mild one.

The highly competitive labor market
appears to be here to stay. Record low
unemployment mixed with relatively low
labor participation and continuously high
job openings ensures that demand for
workers will outpace supply for the fore-
seeable future. Successful staffing compa-
nies will do well in this market by meeting
the high demand for talent with innova-
tive means, such as finding ways to entice
potential workers off the sidelines and into
the workforce.

While not as red hot as in 2022, demand
for staffing services is strong—which bodes
well both for the staffing industry and
for the economy as a whole, as staffing
employment is a coincident indicator for
economic performance. Even though it
is forecast to grow at a slower pace than
previous years, the economy will continue
to expand—especially in sectors that are
known to contain long-term, structural
demand, such as health care and profes-
sional and business services.

Further explore these trends and
more in this overview of the size, scope,
and dynamics of the U.S. staffing and
recruiting industry. Each page of this play-
book includes a brief analysis of trends and
key takeaways. >>>

o

AMERICANSTAFFING.NET/PLAYBOOK
TO DOWNLOAD GRAPHICS AND BONUS CONTENT.

STAFFING success 9



THE ECONOMY & U.S. LABOR MARKET

ECONOMIC
EXPANSION

EXPANSION CONTINUES AMID UNCERTAINTY

Expansion Buration (in Months) = GDP Quarterly Percentage Change
Gross Domestic Product Percentage Change From Preceding Period Quarterly

(Seasonally Adjusted Rates) U.S. Recessions

45mo 39mo  24mo 106 mo 36mo 58mo  12mo 92mo 120 mo 73mo 128 mo L

'48'49 5354 5758 '60°61 6970 737475 '80°81'82 9091 01 ‘070809 1920

Source: National Bureau of Economic Research, U.S. Bureau of Economic Analysis
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Trends:

Spanning 18 months from late 2007 to mid-2009, the Great Recession
was the longest recession since World War Il. It was considerably longer
than the average of about 10 and a half months for the 10 prior postwar
recessions. Many economists expected a rapid and robust recovery from
the Great Recession, like that of 1957 when real GDP declined over eight
months and fully recovered in four. Instead, recovery from the Great
Recession was slow and weak. Real GDP did not return to prerecession
levels until 2013, three and a half years after the recession ended. By
contrast, the Covid-19 recession officially lasted two months and ended
in April 2020, with a swift expansion beginning in May 2020. Despite a
dip in early 2022, growth has remained positive—even amid economic
uncertainty that loomed over much of the past couple of years—with GDP
increasing by 2.1% in the second quarter of 2023.

Takeaways:

Economic instability caused by high inflation, disrupted supply chains, and
the war in Ukraine raised concerns that a recession might be just around
the corner. However, the economy appears to have weathered the storm
(at least for now). GDP growth has remained positive, the job market
remains strong, and inflation has been decreasing—all good signs that
point away from a downturn rather than toward one.

/0

NOTES:
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THE ECONOMY & U.S. LABOR MARKET

GROSS DOMESTIC
PRODUCT

GDP GROWTH CONTINUES DESPITE HEADWINDS

—— GDP Quarterly Percent Change

Gross Domestic Product Percentage Change From Preceding Period Quarterly Great Recession . Covid-19 Crisis
(Seasonally Adjusted Annual Rates)

2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023

Source: U.S. Bureau of Economic Analysis
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Trends:

During the Great Recession, average gross domestic product dropped 1.8%
per quarter. Recovery from the recession was slow and weak. During that
expansion from July 2009 to February 2020 (just before the Covid-19 financial
crisis was declared), quarterly GDP grew at an average annualized rate of
2.3%, well below the 2.9% rate of the 2002-07 expansion, and significantly
lower than the overall average annual rate of 3.3% since 1930, when the U.S.
Department of Commerce first began tracking GDP. The pace of GDP growth
surged 33.8% during the third quarter of 2020—the greatest increase ever
recorded, following the historic low caused by the Great Shutdown of 2020—
and has continued to grow at an average of 3.1% every quarter since the
fourth quarter of 2020. Small contractions in GDP during the first and second
quarters of 2022 brought the average quarterly growth rate down to 0.9% for
that year.

Takeaways:

Historically, gross domestic product and staffing employment have been
coincident economic indicators. In other words, staffing employment rises and
falls along with the overall economy as measured by quarterly changes in GDP.
Because government estimates for GDP are released months after the fact and
subject to frequent revision, staffing employment can be used as a reliable,
near real-time indicator of the health of the economy. Follow the ASA Staffing
Index (see page 20) to track staffing employment and economic trends during
these uncertain times.

NOTES:
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THE ECONOMY & U.S. LABOR MARKET

UNEMPLOYMENT
RATE

UNEMPLOYMENT EQUAL TO OR BELOW LEVELS
SEEN PREPANDEMIC

== Civilian Unemployment Rate

Monthly Unemployment (Percentage) U.S. Recessions
7S
7 8 .8 ___ 8 B N W e R
W% 10.87, S
13% NOVEMBER &

DECEMBER
1982

3.5%
SEPTEMBER
25% 2019

MAY & JUNE
1953

1948 1953 1958 1963 1968 1973 1978 1983 1988 1993 1998 2003 2008 2013 2018 2023

Source: U.S. Bureau of Labor Statistics
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Trends:

After reaching a 26-year high of 10.0% during the Great Recession, the
unemployment rate began a downward trend and hit a low not seen in
50 years in September 2019. The Great Shutdown spurred a historic spike
in unemployment, to a rate of 14.8% in April 2020. The unemployment
rate has since fallen, to 3.5% in July 2023—a dramatic and persistent
improvement that has remained consistent since the beginning of 2022.

Takeaways:

The unemployment rate has recovered from the spike in 2020 and
returned to the low levels seen prior to the pandemic. Though it has
cooled somewhat compared with 2022, the labor market remains
healthy despite the challenges of the past few years—including high
inflation, economic uncertainty, and the Great Resignation, which saw
individuals quit their jobs in record numbers. Staffing companies may see
slower demand compared with 2022—but businesses are still hiring, and
opportunities for staffing firms remain.

/.

NOTES:
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THE ECONOMY & U.S. LABOR MARKET

JOB OPENINGS
AND HIRES

JOB OPENINGS STILL EXCEED HIRES,
BUT GAP HAS NARROWED

Job Openings and Hires (Total Nonfarm in Millions) — Hires == Openings U.S. Recessions

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023

Source: U.S. Bureau of Labor Statistics
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Trends:

Historically, the number of job openings and hires have moved in the same
direction, with hires outpacing openings. Divergence from this trend began
in 2014 as the two measures stopped moving in tandem and the number

of job openings started to exceed the number of hires. This momentum
exploded during the post-Covid-19 economic recovery, with openings
outnumbering hires by more than two to one. The number of job openings
has since fallen from its peak to just under 10 million, while the number of
hires has remained primarily stable. The labor market is competitive and will
likely remain that way.

Takeaways:

Job openings have been considered a lagging indicator of the economy
given that businesses usually wait on assurances of economic well-being
before they choose to hire. Hires, on the other hand, have been an indicator
of the robustness of the economy and the labor force. Though the labor
market may have cooled some in the short term, with 1.6 job openings

for every unemployed person the data are clear that a talent shortage will
remain a challenge for U.S. companies into the future.

).J

NOTES:
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THE ECONOMY & U.S. LABOR MARKET

LABOR FORCE
PARTICIPATION
RATE

WORKFORCE PARTICIPATION RISING BUT BELOW
PREPANDEMIC LEVEL

Monthly Labor Force Participation (Percentage) (YA YA

JANUARY-APRIL
2000

0,
60.0%
JANUARY
1973
1973 1975 1977 1979 1981 1983 1985 1987 1989 1991 1993 1995 1997 1999 2001 2003 2005 2007 2009 2011 2013 2015 2017 2019 2021 2023
Source: U.S. Bureau of Labor Statistics
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Trends:

After increasing for more than six decades, the labor force participation
rate—the share of the working-age population either employed or seeking
a job—peaked at 67.3% from January through April 2000, according to the
U.S. Bureau of Labor Statistics. From 2000 to 2020, the participation rate
gradually declined—then it plummeted to a near 50-year low of 60.2%

in April 2020 as a result of the Covid-19 pandemic-induced shutdown.
Following the pandemic, the participation rate began to rebound to a
current value of 62.6% in July 2023, 0.7% below the prepandemic level

of 63.3%. However, the factors contributing to the fall in workforce
participation are long-term and structural; it primarily is caused by
America’s aging population and the growing number of retirees.

Takeaways:

Employment growth is recovering from the Great Shutdown, but—given
the demographic factors contributing to lower labor force participation—
economists with BLS project that the rate of growth will have declined by
the year 2031. Employers, including staffing companies, will need to be
open to new possibilities and get creative in how they source and place

qualified talent.

NOTES:
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STAFFING EMPLOYMENT & SALES

STAFFING INDEX

STAFFING EMPLOYMENT TRAILS 2022 LEVELS

52 Weeks of ASA Staffing Index: June 2006 (When the Index Was Introduced at 100) Through July 2023

58

123456 7 8 910111213141516 17 18 19 20 21 22 23 24 25 26 27 28 29 30 31 32 33 34 35 36 37 38 39 40 41 42 43 44 45 46 47 48 49 50 51 52
Source: American Staffing Association, Staffing Index
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Trends:

The weekly ASA Staffing Index tra
employment. The index was se
12, 2006. It troughed at 66
ended, and rose to a hi

plunged to a reco

COronavirus [
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STAFFING EMPLOYMENT & SALES

AVERAGE WEEKLY
STAFFING
EMPLOYMENT

U.S. AVERAGE WEEKLY STAFFING EMPLOYMENT IN 2023
TRAILS 2022 LEVELS

l||| Quarterly Trends
Temporary and Contract Staffing Average Weekly Employment (in Millions) . Annual Totals
5

10

05

0.0 I
1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023

Source: American Staffing Association, Staffing Employment and Sales Survey
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Trends:

After the low of 2.16 million tempc
20009, it took six years for the s
jobs lost during the 18 mo
companies employed

workers per week
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STAFFING EMPLOYMENT & SALES

ANNUAL STAFFING
EMPLOYMENT

STAFFING JOBS COMING BACK AFTER PANDEMIC

Total Annual Temporary and Contract Staffing Employment (in Millions)

0
1996 1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022

Source: American Staffing Association, Staffing Employment and Sales Survey
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Trends:

ASA estimates the total num
who have worked in the
calendar year, using
Sales Survey.
staffing con
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STAFFING EMPLOYMENT & SALES

STAFFING
PENETRATION RATE

STAFFING PENETRATION RATE RETREATS
FROM RECORD HIGHS

= Penetration Rate U.S. Recessions

Temporary Help Employment as a Percentage of Total Nonfarm Employment

1.95% 2.05%
NOVEMBER & DECEMBER
DECEMBER 2015

2005

1.63%
DECEMBER
2001

1.03%
DECEMBER
1990

0.0%

1991 1993 1995 1997 1999 2001 2003 2005 2007 2009 2011 2013 2015 2017 2019 2021 2023

Source: U.S. Bureau of Labor Statistics
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Trends:

Until 2015, the staffing industry’s longstanding peak penetration rate

had been 2.03%, set in April 2000. (The penetration rate measures
temporary help services employment as a percentage of the total nonfarm
workforce.) The rate plunged to 1.63% during the recession that followed.
Though it rebounded to 1.95% in November 20005, it fell again during the
Great Recession to a low of 1.34%. Since reaching that low, the staffing
penetration rate had been on an upward trend, setting a new record high
of 2.05% in December 2015, then leveled at about 2.00% before diving to
1.50% in April 2020 during the Covid-19 pandemic. The rate rebounded to
above 2.00% once again, reaching an all-time high of 2.08% in February
and March of 2022, before dipping back down to 1.92% as of July 2023.

Takeaways:

The role the staffing industry plays in the U.S. economy continues to

be vital, especially during the economic uncertainty of today and the
employment recovery from the recession of 2020. The Great Shutdown
was so unusual that economists and industry observers alike are still
reserved in even speculating as to when the workforce may return to more
traditional cycles. Staffing services offer flexibility in matching talent to jobs

during uncertain times.

NOTES:
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STAFFING EMPLOYMENT & SALES

STAFFING AND
RECRUITING
INDUSTRY SALES

STAFFING AND RECRUITING SALES INCREASED
10.7% TO $186 BILLION IN 2022

. Search and Placement
Sales (Billions of U.S. Dollars)—Annual Totals for Staffing and Recruiting Industry . Temporary and Contract

$100 [l 87% )

10% B 90%

90%

2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022

Source: American Staffing Association, Staffing Industry Analysts Inc., U.S. Department of Commerce
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Trends:

Temporary and contract staffi
according to the latest anr
Sales Survey—an incre

rose 14.3% in 20
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STAFFING EMPLOYMENT & SALES

STAFFING
COMPANIES
AND OFFICES

STAFFING COMPANIES SERVE ALL INDUSTRY SECTORS

There are nearly 26,000
staffing and recruiting agencies...

...operating more than
49,000 offices.

Source: American Staffing Association, U.S. Census Bureau
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Trends:

In 2020 in the U.S., there
companies, which a
Approximately
and contra
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FUTURE GROWTH

FORECASTING
ECONOMIC
GROWTH

GDP EXPECTED TO GROW SLOWLY IN COMING YEARS

Gross Domestic Product (Annual)

0.0 .

2020 2021 2022 2023 2024 2025

' BEA Final ! ' WSJ Forecast———!

Source: U.S. Bureau of Economic Analysis, Wall Street Journal Economic Forecasting Survey

32 SPECIAL ISSUE | 2023



Trends:

The economic turmoil triggered by the Covid-19 pandemic shrunk the
economy by 2.8% in 2020. The rebound that followed was rapid—in

2021 alone GDP increased by 5.9%, and in 2022 it increased by 2.1%.

The high level of inflation—caused in large part by this rapid growth,
alongside other worries such as the war in Ukraine—inspired concern that
a recession might be looming. However, the job market has outperformed
expectations of decline and, while growth has slowed compared with the
two years following the contraction in 2020, a recession so far has been
avoided—growth for 2023 is projected to be at 1.0%. Many economists
contributing to the Wall Street Journal’s economic forecast even posit that
the rate of growth will improve with time, predicting 1.3% growth for 2024
and 2.1% growth for 2025.

Takeaways:

Measuring and forecasting GDP is a precarious endeavor. Historically,
including in times of recession, temporary and contract staffing
employment has been a coincident economic indicator of GDP. Rather
than rely on uncertain forecasts, and government estimates that may

be delayed and seemingly are endlessly revised, follow the weekly ASA
Staffing Index—it provides a near real-time barometer of current economic
conditions. Visit americanstaffing.net/index.

/0
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FUTURE GROWTH

EXPECTED
SALES GROWTH

STAFFING COMPANIES STILL ANTICIPATE
GROWTH DESPITE THE VOLATILE MARKET

Projected 2022-23 Change in Revenue by Company Sales Category

+2.1% -0.1% +5.0% +1.8% +1.0%

TEMPORARY & $100 $25M-5$99.9 $7.5M-$24.9 <$75
CONTRACT MILLION+ MILLION MILLION MILLION
STAFFING OVERALL

Source: American Staffing Association, Staffing Employment and Sales Survey
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Trends:

Staffing companies provide their outlook on future sales in the quarterly
ASA Staffing Employment and Sales Survey. Overall, U.S. staffing agencies
expect their 2023 revenue to exceed 2022 by 2.1%, with medium-sized
companies (based on sales volume) exhibiting the highest confidence in
their outlook (+5.0%). The smallest staffing firms are less optimistic and
said they anticipated a 1.0% increase in revenue at year end. The largest
staffing firms anticipate their revenue to be flat, predicting their revenue to
inch down by —0.1% at year end.

Takeaways:

In 2023, these data are particularly useful as the staffing industry looks
back on the mixed atmosphere of economic uncertainty of the past

years and begins strategic planning for the years ahead. Compared with
predictions that companies made in 2022, overall staffing revenue growth
is anticipated to be much lower (estimated 11.5% compared with actual
growth of just 2.1%). However, 2022 was a historic year for staffing, so

it would be unlikely for most companies to match that year's numbers.
Considering the economic anxiety present toward the beginning of 2023,
it makes sense that firms are preparing for below-average growth this
year. However, with the current robust job market and favorable economic
forecasts for future years, expectations for growth may well turn around.

)J
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FUTURE GROWTH

EMPLOYMENT
GROWTH
BY INDUSTRY

PROJECTED 2031 JOBS FOR GROWING SECTORS

Wage and Salary Jobs (in Thousands)

Professional and business services
Health care and social assistance
State and local government
Leisure and hospitality

Retail trade

Manufacturing 12,2071

Financial activities

Construction

Other services

Transportation and warehousing
Wholesale trade

Educational services

Information

Federal government

Mining

Utilities

15,063

15,000

20,000 25,000

Source: U.S. Bureau of Labor Statistics
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Trends:

From 2021 to 2031, 8.3 million new jobs are expected to be added to the
economy, for a total of 166.5 million, according to the U.S. Bureau of Labor
Statistics. Close to three in 10 (31.3%) of these 8.3 million new jobs will be
in the health care sector (around 2.6 million). However, professional and
business services (including staffing) is projected to overtake health care
and social assistance as the largest sector in the coming years. Annual

job growth is projected to be slower than in the previous decade. From
2010-20 there was an annual increase of 1.0% in the number of new jobs
created. For this decade, from 2021-31, the projected annual increase is
cut in half to 0.5%.

Takeaways:

With demand for workers outpacing supply for the foreseeable future,
staffing companies have the opportunity to help businesses source the talent
they need. Large, growing sectors—like health care—will fuel job creation in
the years to come, and so market-savvy staffing firms should tap into these
sectors for stable sources of high-demand business.

/.
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FUTURE GROWTH

SECTOR GROWTH
FACTORS

TOP SECTORS AND GROWTH FACTORS

ANNUAL 2031 JOBS ADDED
GROWTH JOBS 2021-31
RATE (‘000s) (‘000s)

GROWTH
FACTORS

SECTOR

Professional
and business
services
(including
employment
services)

Continued demand
for computer systems
design, consulting,
and staffing services

Aging population,
longer life expectancies,
and growing rates of
chronic conditions

Health care
and social
assistance

Recovery from the
pandemic-era closure of
restaurants, hotels, and
in-person establishments

Leisure and
hospitality

Source: US. Bureau of Labor Statistics
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Trends:

Health care and social assistance, alongside professional and business
services, remain the two industry sectors expected to grow the fastest over
the next decade. This is due to America’s aging population and rising life
expectancies increasing the number of chronic health conditions (thereby
increasing demand for health care) and to the importance of technology in
a modern economy (thereby resulting in a persistent demand for computer
systems design, consulting, and staffing services). The leisure and
hospitality sector is also projected to add jobs at a rapid pace from 2021

to 2031—however, the majority of these expected job gains were already
realized as the economy reopened after the pandemic.

Takeaways:

Despite current cooling in the labor market, demand for workers will
continue over the coming decade, especially in the health care and
professional and business services industries. There will continue to be
temporary, contract, and permanent employment opportunities for job
seekers in the coming years, even as the economy adapts to a changing
workforce and new workplace policies and procedures. Get more details
on employment projections from the U.S. Bureau of Labor Statistics in
the article "What the Data Reveal About Growth Opportunities” in the
November—December 2022 issue of Staffing Success magazine.

/U
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CANDIDATE CHARACTERISTICS

TOP REASONS
WORKERS
LEAVE JOBS

OVERWORK/BURNOUT AND POOR CAREER GROWTH
ARE KEY REASONS FOR LEAVING JOBS

Top Reasons Candidates Leave Their Jobs

Thinking of the last time o

you left a job, what were 29 /O 28%

the reasons you did so? Overworked or Poor.career
burnt out growth

Source: American Staffing Association, ClearlyRated, Candidate Sentiment Study
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Trends:

According to the 2020 ASA Candidate Sentiment Study—a survey

of individuals currently employed or seeking work—in addition to

feeling overworked or burned out (29%) or having bleak career growth
prospects (28%), candidates who had left a job recently cited insufficient
compensation or benefits (21%), problems with their immediate manager
(20%), having a better opportunity elsewhere (19%), or a lack of fit with
company culture (19%) as additional reasons for leaving.

Takeaways:

With job openings still outpacing hires and the unemployment rate
historically low, job candidates (people who are working, or who are
not employed but are looking for work) are in short supply these days.
Understanding why candidates leave is critical for a firm's recruiting and
retention efforts. Staffing professionals need to know how to connect
with talent who may be considering a change, and managers should be
on the lookout for warning signs that their staff might be considering

leaving.

NOTES:
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CANDIDATE CHARACTERISTICS

STAFFING EMPLOYEE
TURNOVER AND
TENURE

STAFFING EMPLOYEE TURNOVER EDGED UP IN 2022;
TENURE EDGED DOWN

. Turnover Rate % 143 o™ Tenure in Weeks
550% . B8 R 14
so0% | s NSNS 12
107
101 101
97 10.0 96 100 10
A0 | o .. W™
437% 443%
e 420% 4159 || 415% 419%|8
400% | - 200/ — . n B
391% 383% 386%
374% 6
350% | N -359°/°-356%----------------- ---------359%- -3520/2 i ~ ~ _
328% 4
317%
o 305%
300% B - - - 292% "~ - B 7] ?
I 264%
250% 0
2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022
Source: American Staffing Association, Staffing Employment and Sales Survey
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Trends:

The turnover rate for temporary and contract employees slightly increased
to 419% in 2022—up from 415% in 2021, but nearly even with the rate in
2018. The average tenure for staffing employment edged down slightly

to 10.0 weeks in 2022 from 10.1 weeks in 2021. Tenure—the duration

of employment—is based on turnover. These two metrics are inversely
related: the higher the turnover, the shorter the tenure, and vice versa.

Takeaways:

Employee turnover is an important statistic for staffing firms—it reflects
how often staffing companies need to hire new employees. A high
turnover rate means that employees average a shorter tenure; when the
turnover rate decreases, it means that average employee tenure is longer.
The lower the turnover rate, the lower the cost of recruiting, new-hire
administrative expenses, training, and any other outlays associated with
replacing employees. See examples and use the interactive calculator at
americanstaffing.net/turnover.

f
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CANDIDATE CHARACTERISTICS

CANDIDATE
INTERVIEW
PREFERENCES

A MAJORITY OF AMERICANS PREFER IN-PERSON INTERVIEWS

70%

IN-PERSON

17% g9
VIDEO CALL o
AUDIO-ONLY

- >

Source: American Staffing Association, ASA Workforce Monitor
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Trends:

While remote work grew in prominence over the past few years, Americans
nevertheless overwhelmingly prefer in-person job interviews (70%) to video
(17%) or audio-only (9%), according to an ASA Workforce Monitor® survey
conducted by The Harris Poll. Older generations are more likely to prefer
in-person interviews, though a majority of all generations do prefer this
format. Specifically, 79% of Baby Boomers (people aged 58-76) prefer in-
person interviews, compared with 69% of Gen X (42-57) and 63% each of
Millennials (26—41) and Gen Z (18-25).

Takeaways:

Despite the rapid growth of hybrid and remote work that accompanied
the Covid-19 pandemic, U.S. adults still value in-person interviews as

part of the process of feeling out a job opportunity. Though an in-person
interview may not be possible in all cases, understanding the value to
candidates of a face-to-face connection may be an asset as firms plan
their candidate experience. Get more survey details in the article “First-
Impression Anguish: Going to Great Lengths for Interviews” in the March—
April 2023 issue of Staffing Success magazine.

/.
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CANDIDATE CHARACTERISTICS

REMOTE WORK
PROS AND CONS

CANDIDATES SEE ADVANTAGES TO IN-OFFICE WORK,
YET MANY STILL DESIRE FLEXIBILITY

56%

of U.S. adults agree

“People working 100%
in-office have an advantage
over those working 1007
remotely when it comes
to getting raises, bonuses, )
and promotions’ ‘
g s

Source: American Staffing Association, ASA Workforce Monitor
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Trends:

More than half of U.S. adults agree that “people working 100% in-

office have an advantage” over fully remote workers when it comes

to compensation and career growth, according to an ASA Workforce
Monitor survey conducted by The Harris Poll. Interestingly, this sentiment
is reasonably consistent across work settings, with 48% of fully remote
workers feeling this way—compared with 57% of fully in-person workers.
Yet 44% of those surveyed would be willing to take a pay cut if it meant
they had freedom to work remotely.

Takeaways:

Remote work exploded amid lockdowns in early 2020—and, while fully-
remote work has ebbed somewhat, the proportion of people working
100% in-office will likely never return to prepandemic levels. Staffing
professionals need to be prepared to bridge the gap between clients that
may not want remote staff and candidates who may be seeking remote
positions. Flexibility will be critical for employers in the years to come as
labor remains scarce—a better understanding of what flexibility means to
candidates and how companies can meet this need will be a differentiator

for employers.

NOTES:
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CANDIDATE CHARACTERISTICS

WORKERS OPEN
TO SECOND JOBS

MAJORITY OF WORKING AMERICANS LIKELY TO
SEEK SUPPLEMENTARY INCOME

67%

Millennials
(age 26-41)

55% | 30%

Gen X
(age 42-57)

Baby Boomers
(age 58-76)

Source: American Staffing Association, ASA Workforce Monitor

48 SPECIAL ISSUE | 2023



Trends:

Although the labor market has remained healthy despite high inflation and
lingering recession concerns, working adults are feeling a financial pinch.
An ASA Workforce Monitor study found that 58% of adults were likely to
get a second job or “side hustle” to supplement their primary income.

The likelihood of taking on an additional role decreased with age—72% of
Gen Z (people aged 18-25) and 67% of Millennials (26—41) said they were
considering a side hustle, compared with about half (55%) of Gen X (42-57)
and just 30% of Baby Boomers (58-76)—a majority of the workforce were
looking to boost their resources in a period of high inflation.

Takeaways:

Whether landing a second job to supplement their income or looking for

a new role with higher pay, U.S. workers were feeling the pinch of inflation
and conscious of it. At the same time, however, workers with a good job
and benefits may be cautious about moving to a new role during a time
when their expenses are rising and they're reading about layoffs in the
news. Being mindful of the economic concerns of candidates and their
desire for job security could be a helpful chord to strike when seeking to fill
positions. For more information from the survey, visit americanstaffing.net/

recession-outlook.

NOTES:
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METHODOLOGY OF

ASA ECONOMIC SURVEYS

ASA STAFFING EMPLOYMENT
AND SALES SURVEY

The American Staffing Association provides the only
survey-based quarterly estimate of U.S. temporary
and contract staffing sales. The quarterly ASA Staffing
Employment and Sales Survey—which covers approx-
imately 10,000 establishments (about a third of the
industry)—also tracks employment and payroll, with
results that parallel the establishment surveys of the
U.S. Bureau of Labor Statistics. The survey is used to
estimate total industry employment, sales, and payroll,
based on a model developed for ASA by Standard &
Poor's DRI / McGraw—Hill in 1992. DRI conducted

a census of ASA members and a survey of selected
nonmember firms. Using this and related government
data, DRI prepared annual estimates for 1990 and 1991
and a stratified-panel, survey-based estimation model
to be used quarterly from 1992 forward.

To preserve the confidentiality of individual compa-

ny responses, a market research firm collects and
tabulates the data and reports only aggregate results
to ASA. Survey participants include more than 100
small, medium, and large staffing companies that
together provide services in virtually all sectors of the
industry. The participants enter data for employment,
sales, and payroll for the most recent quarter and, to
ensure validity and continuity, the relevant previous
quarters. Responses are stratified by company size and
used to derive growth rates for each stratum. Strata for
each metric are weighted based on the proportion-
ate market share of similarly sized companies. These
growth rates are applied quarter by quarter to aggre-
gate benchmark estimates for temporary and contract
staffing employment, sales, and payroll.

ASA STAFFING INDEX

The ASA Staffing Index tracks temporary and contract
employment trends. The index survey methodology
essentially mirrors that of the quarterly ASA Staffing
Employment and Sales Survey. ASA Staffing Index val-
ues, based on survey results, are typically posted nine
days after the close of a given workweek, providing a
near real-time gauge of staffing industry employment
and overall economic activity. Participants include a
stratified panel of small, medium, and large staffing
companies that together provide services in virtually
all sectors of the industry. Similar to the quarterly ASA
Staffing Employment and Sales Survey, percentage
changes in employment are derived by weighting
responses according to company size categories.

Three metrics are published each week. The first is
the index value itself, which depicts staffing employ-
ment trends over time. The second and third are

the weekly and year-to-year percentage changes in
staffing employment. All three numbers are posted
throughout the ASA website, americanstaffing.net. The
index is calculated by applying the weekly percentage
change in employment to a reference value set at 100
for the week of June 12, 2006. The index reflects the
percentage change in employment since that refer-
ence week—so when the index reaches 200, it would
indicate that staffing employment had doubled since
June 2006. The index does not estimate total industry
employment; the quarterly ASA Staffing Employment
and Sales Survey provides that data. ASA developed
the index with the expertise of the Lewin Group, an
economic research firm. >>>

Participate in ASA research studies and gain access to exclusive reports
that can give your company the business intelligence it needs to make
strategic decisions. Go to americanstaffing.net/research.
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ASA Has
You Covered

A tool kit to weather any forecast

This curated resource library from our wealth of
invaluable ASA member content will keep you sharp
and ready to take on anything the market throws at you!

Visit americanstaffing.net/growth-toolkit

American Staffing Association



The quarterly ASA Staffing Employment and Sales £

Survey and the weekly ASA Staffing Index are
administered by ASA corporate partner ClearlyRated.

BENCHMARKS

Both the quarterly ASA Staffing Employment and Sales
Survey and the weekly ASA Staffing Index rely on peri-
odic benchmarks from the U.S. Census Bureau. When
developing the quarterly survey methodology in 1992,
DRI used the 1987 Economic Census of service in-
dustries as well as several other sources in estimating
industry size and market share weights—long before
the introduction of the North American Industry Clas-
sification System. Data from the 1997 census, the first
to use NAICS, delineated “temporary help services”
more clearly than the Standard Industrial Classifica-
tion it replaced. Using the 1997 NAICS-based census
also provided better comparability and continuity of
data for the 1990 to 2002 period than the original DRI
estimates, particularly given that the principal interest
in the results of the quarterly survey has been changes
over time rather than absolute levels of employment,
sales, and payroll.

Data from the 2002 census were used as benchmarks
for the quarterly survey results from 2002 through
2006, while the 2007 census data were used to
benchmark quarterly survey results from 2007
through 2011. The 2007 census data were also used
as benchmarks for the index back to 2006; 2006 and
2007 were peak—and similar—years for the staffing
industry, and the index covered only the last six and

a half months of 2006, which were much more like
2007 than 2002, the previous census year (and hence
the next available benchmark). In 2011, given newly
released benchmark data from the 2007 Economic
Census, ASA revised historical figures for staffing
employment, sales, and payroll back to 1990 and ASA
Staffing Index values to the index's inception in 2006.
The 2012 Economic Census Core Business Statistics
Series, released in March 2016, was used to revise
quarterly survey results from 2012 through 2015, and
the index values were revised from its inception in
2006 through 2015.

4
clearlyrated

COMPARISON WITH BLS

ASA and BLS have similar—but different—survey
methodologies. The ASA quarterly survey and weekly
index generally track with BLS monthly employment
trends. However, because ASA benchmarks to the U.S.
Economic Census and BLS uses its own benchmarks,
each organization draws different conclusions on
total staffing employment. Moreover, BLS seasonally
adjusts its data—and makes numerous revisions—while
ASA does not seasonally adjust and makes revisions
only every five years, when benchmark census data
become available.

Further complicating comparison, BLS counts corpo-
rate employees of staffing firms along with temporary
employees, and it is unclear if or where contract
employees are captured. ASA counts only temporary
and contract staffing employees.
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Top Legal Providing the most reliable
ReSOUI’CGS fOI’ legal resources in the staffing
Stafflng_At YOUI' for ASA and its select circle
Fingertips of law firm members.

industry is a top priority

Our legal and regulatory experts focus
exclusively on keeping you informed
and protecting your interests.

v Download model contracts, including
one specific to health care staffing

v Review best practices on topics such as [——
workers’ comp and employee safety e

v See valuable content from leading law firms,

including Tannenbaum Helpern Syracuse & . taffi t/top-leqal
Hirschtritt LLP and Taylor English Duma LLP, americanstariing.ne/iop-iegarresources 7

that specialize in staffing

v Download a sample social media policy for staffing firms and much more

American Staffing Association

Go to americanstaffing.net/top-legal-resources to access valuable, reliable legal information for your company.



A CLOSER LOOK AT
ASA CORPORATE PARTNERS

PARTNERS IN
YOUR SUCCESS

In 2007, the American Staffing
Association introduced a com-
prehensive corporate partnership
program. ASA now has multiyear
corporate partnerships with five
companies: Bullhorn, ClearlyRated,
Essential StaffCARE, Monster, and
World Wide Specialty.

The ASA corporate partnerships
go beyond traditional sponsorships.
They involve mutual commitments
to long-term working relationships
focused on benefiting both ASA and
the partners as organizations dedi-
cated to advancing the interests and
meeting the needs of ASA members
and the staffing industry.

For the partnerships to truly
succeed, however, members must
do their part: Please join the ASA
board of directors and staff in thank-
ing these corporate partners for
their support of the association, its
members, and the staffing industry.

Bullhorn =

Bullhorn is a global leader in
software for the staffing industry.
More than 10,000 companies rely
on Bulthorn’s cloud-based platform
to power their staffing processes
from start to finish. Headquartered
in Boston, with offices around the
world, Bullhorn is founder-led and
employs more than 1,600 people

globally. To learn more, visit bullhorn.

com or follow Bullhorn on LinkedIn
or other social media.

4

7
clearlyrated

ClearlyRated is a leading provider
of satisfaction surveys and service
quality benchmarking for staffing and
recruiting firms, and has been an ASA
corporate partner since 2007. Clearly-
Rated helps staffing firms measure the
experiences of their clients, candidates,
and internal employees to reduce
attrition, differentiate on service quality,
and build online reputation. Clearly-
Rated also administers and validates the
winners of the annual Best of Staffing
awards, recognizing the industry’s top
performers for client, candidate, and
internal employee satisfaction.
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www.EssentialStaffCARE.com

Essential StaffCARE is a leading pro-
vider of Affordable Care Act-compliant
health insurance and supplemental
employee benefit plans to the staffing
industry. Serving more than 2,500
clients, ESC offers ACA-compliant
minimum essential coverage (MEC)
plans, supplemental fixed indemnity
plans, individual coverage health
reimbursement arrangement (ICHRA)
solutions, and electronic enrollment
technology. Essential StaffCARE built its
business from the ground up by devel-
oping innovative insurance products,
benefits administration, and enrollment
methods designed specifically for staff-
ing companies.

As an ASA corporate partner for more
than 15 years, ESC proudly sponsors
annual conventions and affiliated chap-
ters across the country, providing ASA
members with new insurance products
that deliver improved coverage, supe-
rior administration, and high enrollment
results.

MONSTER

In addition to access to Monster's
extensive candidate database, we offer
a comprehensive suite of staffing solu-
tions encompassing sourcing, precision
candidate matching, branding, central-
ized candidate communication, and
outcome-based solutions for staffing
companies of all sizes. We also provide
the full support of a dedicated staffing
sales team.

ASA corporate partner Monster is a
global leader in connecting the right
people to the right jobs. Every day,
Monster aims to make every workplace
happier and more productive by trans-
forming the way employers find talent

and candidates find careers. For 25 years,

Monster has worked to transform the
recruiting industry. Monster has working
relationships with staffing firms all over
the world and is dedicated to its alliance
with ASA in order to provide better
recruiting tools and knowledgeable
support to Monster's customers and the
entire staffing industry.

With technology at the center of
Monster's award-winning innovations
and market-leading solutions, Monster
staffing services empower companies
to recruit more efficiently and effectively
than ever before. By delivering a com-
prehensive set of managing, matching,
and advertising services, Monster offers
custom staffing solutions for companies
of all sizes. It also provides access to
Monster's extensive database of candi-
dates and the full support of a dedicated
staffing sales team.

nce
\&\“u 500,.
SO:

L LYWORLD WIDE
'U

Specialty

A Division of Philadelphia Insurance Companies

For more than 55 years, World Wide
Specialty has provided the staffing
industry with superior protection and
support to help the staffing industry
grow. Now, World Wide Specialty has
combined its premier staffing insurance
with one of the leading specialty com-
mercial insurance carriers in the US.—
Philadelphia Insurance Cos.

World Wide Specialty’s innovative
custom insurance products and
programs include general liability,
professional liability and errors and
omissions, automobile, umbrella,
crime and fidelity, and employment
practices liability.

World Wide Specialty is the exclusive
sponsor of the opening keynote pre-
sentation at the ASA annual convention
and expo.

Contact World Wide at wwspi.com.
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ADVERTISING INDEX

ASA Products, Services, and Events

ASA MArKEtPIACE. ..o 5
asamarketplace net

GIrOWEN TOOUKIT o 51
americanstaffing.net/growth-tool-kit

TOP Legal RESOUICES.......oocvvrcot s 53
americanstaffing.net/top-legal-resources

Staffing World® 2024 ..o 2
staffingworld net

WEDINAIS - 57
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Workplace Harassment
Prevention TrainiNg ... 1
americanstaffing.net/harassmentprevention

Insurance and Employee Benefits
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essentialstaffcare.com
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Payroll Funding, Factoring, and

Financial Services

Networkers Funding LLC ... 56
networkersfunding.com

TTICOMY oo back cover
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Empowering Your
Success, Stability,
and Growth

e Unlimited Payroll Funding

¢ Billing and Payroll Services

e Payroll Tax Filings

« Staffing Software - StaffBoss

e Accounts Receivable Management

e Customer Service

)4

Networkers

funding

visit our website

Are you a StaffBoss?
StaffBoss

noun
stafbés @)
1. Someone who excels in the practice of matching
amazing candidates to career opportunities
2. An expert in streamlining the hiring process for
customers by recruiting qualified talent
3. A master multi-tasker, mind-reader, fire extinguisher,
and part-time therapist
4. Software that empowers the StaffBoss in you to level
up

A
Y StaffBoss.

Call us today to request a demo! 866-794-7246
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ASA webinars deliver HIGH-LEVEL LEARNING especially for
STAFFING AND RECRUITING professionals!

GO TO americanstaffing.net/webinars.

WEBINARS @ @@ F°

DID YOU KNOW? ASAWEBINARS...

= Are FREE for ASA member companies

= Are accessible on your smartphone
or tablet

= Cover a wide range of relevant topics,
including sector-specific content

= Provide continuing education
hours toward maintaining
your ASA credential
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“It was so easy for me to just
give it all to TRICOM and

FOCUS ON GROWING
THE COMPANY.”

ITH TRICOM

“TRICOM gained my trust and always added value in our conversations.
I knew that if | wanted to work with a funding company, TRICOM would be the one for me.

However, | had pride and ego in that funding companies have this stigma. It’s like companies who don’t
do well are the ones that go with a funding company. | really didn’t want to be seen as a company that
was struggling. | finally let that go because | needed to have my back office sorted out.

It was more than just the funding, it was what came with it that | really needed. | spent a lot of time with
the finances, the payroll, receiving paychecks, and doing collections.

| took advantage of a bunch of what TRICOM offers. It was so easy VISIT Us AT
for me to just give it all to TRICOM and focus on growing the company.” ASA STAFFING

— Nurys Harrigan-Pedersen, President/CEO, Careers in Nonprofits WORLD

Visit TRICOM.com to hear more from our clients on how
their experiences with TRICOM have made all the difference
for their staffing companies.

Bl RICOM

» CALLUS TODAY TO LEARN MORE ABOUTHOW TRICOM I ™ . £pere soturion
CAN BE A GREAT FIT FOR YOUR STAFFING COMPANY. for a Strategic Partnership”

PAYROLL ANALYSIS & PROCESSING | BILLING INTEGRATION | PORTFOLIO MANAGEMENT | ACCOUNTING SERVICES |
FINANCIAL SOLUTIONS | COMPLIANGE SPECIALISTS | STAFFING & RECRUITING SOFTWARE | BUSINESS PERFORMANCE TOOLS




