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Organizational Benchmarking
Analysis

Comparison of organizational performance with comparable
organizations based on key attributes
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Strategic Planning

O Benchmarking can use one or a blend of approaches based on the
<~ d

esired outcomes and information available:

 quantitative: with numerical data (if it exists)
2  qualitative: using structured assessments
5  Descriptive: Using available text and descriptive info

Organizational Benchmarking
Analysis

Operational

This method is a systematic approach to
applying descriptive, qualitative and
quantitative information to compare

organizations across key areas of interest and
identify areas for improvement

“Technology

Organizational
Structure
Users/Workforce

Operating
Environment




Strategic Planning Tier 4

Analysis

WHAT CAN |
OBA % ANSWER?

o .

These are key strategic questions that the
Organizational Benchmarking Analysis will consider
and answer.

What are the key attributes or
comparative performance areas for
assessing the organization and
planning?

How does each organization perform in
each attribute?

What are the organizations most
similar or useful for comparison?
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What are trends and implications for
organization improvement?¢



Strategic Plannin Tier 4

OBA

> HOW DO | APPLY IT?

Organizational Benchmarking
Analysis

Determine key organizational aspects to
benchmark

|dentify performance metrics to collect data
on

Select comparable organizations to assess
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Assess organization and comparable in
attribute areas

Compare performance across organizations

|dentify key trends and implications for
organizational improvement




Strategic Planning

OBA

COMPLETED
ANALYSIS

% FRAMEWORK

Organizational Benchmarking
Analysis

Operational

2

3

ummary description of
organizations to identify
comparable for further

analysis

Key attributes for
assessment and
comparison (based on
organizational needs and

interests)

Initial assessment of the
primary organizational
to enable benchmarking

Descriptive information
for each organization by

key attribute
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to hire workforce individuals on a "direct-hire for a specific vessel, vessel class or operational Dispatcher oversees assignment
region’.
Friory as per Customer Contract ploye Seriorty 8a Employee diven:Senlorty Based
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and minimize the needifo maiatoln an aciive kind-bused pool. Each company’s assignment

Assignment rofations more robust and enabled by low costs of on shore personnel: Most
common work rofations are of a 2:1 or @ 1:1 ON/OFF schedule. I the event of any issue wih
being FFD, workforce P forfeiture of f board vessel, thus
forfeiing any form of poy.

approach heaviy infiuences their work rofation processes (e.g., vessekspecific versus fleet-
general placement). Consideration of changes fo policies on assignment length, resfictions,
and general lcity consider for long-term impact on CIVMAR
culture, motivation and the MSC-CIVMAR social confract.

Lackot forsparency inprocses

opt out of asignment

vessels/promotions and evaluations faken info account.

Past experience orlast ship sailed

Dmenng pool numbers lor euch pasition. Example: not as many.
Chief

Relef pool s not onfime

1o Able-Bodies
Seomen

Downsizing of vessel contract based on customer need - creates
lus

Flexible consideration of preferential assignment common with varied Multiple
industies give a cerlain amount of freedom fo each warkforce individual fo defermine
his/her own key considerations in assignment process. The assignment limitation s catered fo
Is needs (within applicabl

ASSIGNMENT

grating elements of might enable MSC fo better
address CMAR and g-ferm mariner mofivation.
MSC can consider alowing considerafon of CIVMAR preferences and foking mariner
mofivation and mariner social confract expectations info account. MSC could cater these
solutions and apply them to its own model for ease of implementation.

Adverlised work rofation and variation per
assignment

4mo. ON - 1 mo. OFF adverfsed. (Volatile]

No rofation adverlised.
Wage mariner permanently on vessel unti sufficient accrual of fime
off Relief

90 Gy ON - 90 day OFF to start with. Can vary based on fime
worked with company and workjite balance desied. After some
time, mariner may request @ move fo 60760, 75/75. Thisis
la email. A solution (discussed with mariner and

Experience

Causality -Extension or abbreviation of project duration
occasionally leads fo assignment

Customer confract consfraints

Travel licop 0

No major challenges gathered

IMariner given cholce dependent on cass of vessel and geographic
cation
Rotations Vary - Typically equal time on/off

Constrained and varied by customer contract

schedule
ime spent ON fo fime spent OFF. Potential volatiity due to

hanges n schedule (last minute or

Fight duration and destination

No major challenges gathered

Y derway relief) is presented fo the crew coordinator and coordinator ° e mgf':;:‘o:’;’:‘::;f"‘;‘mz‘m:::w planned) are funneled thiough HRMS nneled through ¢
approves e change:
Union imifafions are based on writen CBA. There i ety FAA regulates and dictates proper safe work scheale for # dictate safe work schedule for
Uimitaions on work \olmitations Mo mifations between 90 1o 120 doys of work. Company does not prefer o Nolimitations Infemational mariners - 60-90 doy minimum or os per labor hifng Cose by case dependent on customer confract company and worlorce indvidual 1o ollow. mpany and workiorce individual 1o fllow.
Tofafon or work schedule have a mariner work anything over 4 monihs (seen as a safely agency contracts 14 CFR §121.471 Revised 0s0f Moy 16, | Aeronautics ond Spacel4 CFR §121.471 Revised as of May 16,
sue) 2019. 209,
; . It mariner s not assignment ready or about fo be, employee
Enrely on responsibify of mariner fo belng assignmen ready. If Moriner ypically given ‘fetum dote’ when departing ship S olowed 1o accent. no e lowed 1o o5
Timelie restiction on personnel R diciinory o e e tn sung | mainer s no assignment ready, he maer potenaly fores onsible for being assignment ready e e e o9 IMmelne and Freempiive company communicates witten nofce fimeine [ P 1119160469 19 95Cel oS A1 91I1e Gl 10 0 D o et o

readiness for assignment pinary Iy up '9 | his/her posttion onboard for that voyage and potential If mariner is not assignment ready: mariner forfeits his/her position Ipincry conseqt constraint based on customer contract afont P wothasat least eioht " ot Pl o

HR Memo: Failure fo maintain  regular work schedule

offshore-projects peak season. Diect oversight from XO.

employment with company. Allbased on Unlon CB/

onboard vessel and potential uture employment with company

Mariner not allowed o refum to vessel unfi solved (unpaid].
Potential foreiture of employment

rest during the 24-hour period.

Companes leverage
mariners that are n anOFF rofafin satus o adaress avaiable assignments, Mariners wih
mofivation of career advancement or financial gain are nomaly taken as prime:
candidotes. This helps promote a culture where getting back on asignment s quickly as
possible s seen as posiive in nature.

Preferential assignments help address dynamic worker motivations: Some individuals
prioifze work/lfe balance by seeking a more consistent assignment and/or shorter duration
(with potentially lower pay). Other individuals seek increased pay or career advancement
over work/life balance by taking less desirable assignments and/or longer

MSC can consider method: information o butter understand the
(CIVMAR-specific hygiene and mlivation factors elafed fo CIVMAR age, background, lfe
d

other key CIVMAR and mofivations. This
formatic MSC of which of solutions best fit the

organization and support the development a culture mostikely to enable MSC operational
effectiveness.

Informal business process considerations.

Cultural nomms
Matiner motivation
Informal Conversations
Sociol Forces

ship islocally monaged by XO and information is relayed fo office
management

Mariner hos availability o communicate fo relief fo deterine

scheduing soufions ot wrt for both pories. Soluion s sent fo

crew coordinator for approval.From tis poin, formal process s
ovenidden and confinues as nomal.

Cultural nomm of being a yes' person
ays worked/year allows for better odds of promotion

More

arner has avallabilty fo communicate fo e fo Geteri
lutions that wak for bot s
e concinator (1 approvel

nissent fo

Rig personnel may be asked fo move laferally outside of nomal
position

RS il llows for informal communication and scheale frading
alldone in HRMS

Handing of Worklorce Problems
(Moriner lapses on medicaly fraining/
cerification, efc.)

Dependent on scenario, Waiver solution in some cases

Issues are faken on by XO fo defect, manage, and solve with
assistance fom office managerment.

Handled on a case by case scenario. Dependent on the isue,
the mariner may be removed by the company and fhe process
egins o locate o mariner that is OFF who i wiling 10 fl the open
position. Mariners who nommally need exira pay or who want fo
move upward in career take these opportunifies

Handled case by case
Potentiol loss of future employment
"Black-lising'

Mariners are wamed months in advance of expiing documents
Discipinary consequences communicated and documented

Company does what it can fo get individual offig as soon as
possible - pul from pool (stack of resumes] or labor hifing agency

Personnel pulled ffom reserve list

est during the 24-hour period.

Personnel pulled from pre-lof

Recommended improvements.
[based on company experience)

Fredictable rofations
Transparency and abilty to forecast

Curently in the midde of @ pilof program where wage mariners
sty on a 3 mo. ON -1 mo. OFF work rofation.

Noisues gathered

Better forecasting of schedules from crew coordinators.

‘Availabilfy to choose ofshore fig

‘Allow it 10 ik fo one sngular plone insfead of one GroUpng
t ir-frame.

Other Comments o Considerations

Successful and efficient crew coordinators excel by taking mariner
solution/mariner mofivation info account. Crew coordinafor s
relieved of potential stess by giving some responsiilty (nommally
had by office) to mariner. Alows for mariner fo be pleased with
‘workjite balance within reason

‘Atlempts fo keep everyone employed by

New HRMS f

lengths during lean operations (ATB fleet specifc)

fransparency fiom wmkvovce fo ofice

2170 pilot line holders
420 reserves each month

Worklorce must work minimum hours fo get benefits and paid

vacations (fight attendants)

Workforce structure is industry-specific, but with shared challenges: Companies varied

manning sizes dependent on project requirements, govemment reguiafion, and vessel size.
Most companies face constraints due fo the labor markef, collective bargaining, customer
confracts, and/or govemment regulations.

All companies (including MSC) work within some form of worklorce consfraints and are

& i i ridor ge: Pattern of issues with
ransparency of information and communication makes daily operations and Moriner-
managed career progressions difficultto navigate.

faced with similar challenges and issues. MSC can foke advantage
in leaming from and adoping alferative solutions already in practice by ofher
ri of

jorkforce compostion
(manning size, ranking system)

Licensed/Uniicensed Mariners - Unionized
Govemment Employees

Licensed (Engine only)/Unlicensed Mariners
140 wage mariners with 90 in-relef status

Licensed/Unicensed Mofners

Licensed/Uniicensed Mariners
Size and ranking systemis dependent on vessel class fype

Licensed/Uniicensed mariners - Non - Union
Intemational Licensed/Uniicensed - Labor hre agencies

Lorgest Rig - 220 personnel
Licensed Marners

Rig Floor Operafion Teams

i "

Pilofs - minimum of 2 pios with potential of fight engineer (14 CFR
385)
Flight atfendants - This number is dependent on airframe- 1 fight
atftendant per 50 passenger seats (14 CFR §121.391)

Pilofs - minimum of 2 pilofs with pofential of fight engineer (14 CFR

12
Flight attendants - This number is dependent on airframe- 1 fight
attendant per 50 passenger seats (14 CFR §121.391)

Worklorce:-union relationship

Yes

Yes
2 Electrical worker unions, 3 Marime related unions

Licensed [Deck Officers) - Non Union
licensed - Unionized

Yes

No

Dependent on country of operation

Yes

No

Biggest challenge facing workiorce:

Lack of fransparency with home offices, and access fo data
management.

framework, ransparency of systems, efc.)

Altion rates for licensed/uniicensed wage mariners.
in Ga

Different priorities between workforce and office

Chalenge seen between union C8A and non-union practices.
Very dificult to navigate. Discipinary actions are seen asa
headache fo frack and see through. Vessel Department heads
donof ike fo deal with exira paperwork and reporisjus 1o wiite:

Transparency challenge of mariner career developmer

Lack of communication and fransparency between the
workforce and office. "Us vs. Them * mentaity

Reactive scheduling- Pressure on worklorce o ‘make it work’

Outdated system compared fo industry

Getting over the junior fo senior satus hil

Compensation s heavily duty-centric: Majority of companies pay workforce for fime worked
or fime on vessel, with some also paying eamed vacation fime. Few pay when ‘OFF rofaion.
Area bonuses assist company in managing vessel desiabilty.

Creative incenives focused on duty fime: C incentivized workforce refief
systems assisting both company (fime-oss) and worklorce individual (financial gain). Workers
are given set number of days during ‘OFF period where he/she sin a reserve status and paid
s such. If enacted, workers are offen required to answer the refief callimmediately (stort
aciivation pay).

MSC can consider oppoﬂunmes o udjusl the compensation framework fo establish an

‘economy” th y yields ouicomes acceptable to both MSC and
CIVMARS. of pay and other can be used to promote
CIVMAR desie fo "get back out fo sea ASAP". Other company experiences llusirate posiive
warkforce impacts from offering higher salaries only for fime 'ON' rofation, with bonuses
offered in areas that are primariy observed as undesiable assignments

WORKFORCE

Companies vary in their use of short-term or long-ferm workiorce management
ompany ilushate differing use and
refention fhat resultin varying workforce outcomes. Mos' companies seem fo fake along-
hfoits worklorce Som benefitsin
keeping status quo and rather than expending sxna resources forefain, but can faces
challenges with significant workforce fumover and constant need fo hire (often n a fime
consuming and inefficient manner).

MSC articulation of ifs worklorce management philosophy should be based on a clear
understanding of long-term fleet needs and MSC's place in the broader labor market.

influenced by culture, work/ife balonce, and financial need
(among other things). MSC can best navigate workforce solutions with keeping in mindits
philosophy of (workforce) use and retention. This philosophy should also be explicitly visible to

[Manning ratios and operation of worklorce "pools™ are similar with all
maintaining virtual worklorce pools (versus physical pools): While most companies operate
with higher manning ratios (than MSC), no company surveyed independently and intermally

thatindividuals can ch tas per Is balance of
influencers.
Whil ing rafios vary, MSC confinued use of physical “pools’for workers awaifing
assignment is inconsistent with indushry broader . Whie MSC

appears to have a lower than normal manning rafio, it is not clear that worklorce numbers

‘General wage/ compensation consiuct
(paid/non-paid fime oft training

Defined base salary (on and offvessel] + OT and Premium Pay
n vessel
Training i paid for upfront by MSC with S&Q potential
fety Expens

Q@ compensation potential

Base solary + Undenway bonus + OT
Training - Paid forfo G certoin amount
F10/Leave - on accrual bass

Mariner s pald only when working onboard the vessel.
Training (company mandated) Training wage + Potential
mpensation
Traing (USCG mandated): Company compensation only after
mariner pays ptront and begins working In the capacity rained for
(No day rate/per-diem)
Medical (company mandated): compensated for (include il =

Mariner s paid only for fime worked
PO - is accrued, although a request and acceptance scenario
needs o occur between the mariner and the company.
raining - No cost to mariner as per union CBA i fraining s foken af
approved location (STAR center)

Base salary paid only when on vessel + Area Bonus (varles by
region, operation, company health)
Tralning - Paid for on case by case
No PTO

Base salary paid only when on vessel + Bonus
Training - Paid for on case by case

Base Pay (every hr. flown] + bonuses
If cugmented: Reserve Poy + Enacted
MedicalfTraining compensation

Base pay (for every hv. flown) + bonuses
f augmented: Reserve Pay + Enacted
MedicalfTraining compensation

ethod / frequency of worker
perfomance evaluation

Performance evaluafion occurs when signing off vessel
Used duting promofion boords (AP evals]

Utiized in lateral and promofional movements

Formal evaluations 1-2 per year (used for promofions record)
Due fo union CBA, itis very difficult fo fum Gown the refu of @
problematic mariner unless proper documentafion and history s

Mixture of formal and informal evaluations - Mainers are formally
evaluated once per year. Informal evaluations can be made by
vessel depariment heads and can informaly request that o
specific mariner not be allowed o e-{oin o vessel

Mixture of formal and informal evaluations - Mariners are fomally
levaluated one fo fwo fimes per year. Informal evaluations can be
made by vessel depariment heads and can informally request
that a speciic mariner not be allowed fo re-join o vessel.

Evaluated perodically by supervisars
Competency Assessment Program

Recommended improvements
(based on company experence)

Updated policies
~Account for Matiner preferences and molivations

Manning Ratio [Personnel/Postion) - 1.22

Move workiorce around fleet
Relieve resource constraint
Generafional gap technology fraining

Recommendation of healthier Union/Non-Union relationship. More:
sireamiined disciplinary process needed with simplifed options

Emergency reliefs from efif pool come with limited
quipment.
1o the regular rotating crew and their working hours.

Higher level of ransparency fo aid in mariner-office
communications and relations

New HRMS desied by workforce.

Manning Ratio (Personnel/Poston) - 1.25

Manning Ratio (Personnel/Postion) - 211

Worklorce would like fo have better visibilty in path for career

Manning Ratio

Manning Ratio

M ' Postion) - 21 i ) -z
manages o physcol ool of workfrce individuals owaing ity asignment. Tere e varied | aretheonly cousefor manring isues. Eoch company chooses s afo bcsed on he nalure G €PF Flee - [Personnel/Postion) 2:1 Aton Rate 20% ncentive based recutment n ffct development fonning Refio (Personnel/Posiion) - 2: Manring Ratio (Personnel/Fosion) - 21 (Piot/Postion) 6.2:1 (Plol/Position) 7.75 :1 -
approaches fo vitual personnel management with some companes finding innovative and presiige of the industry, operafions-speciiic factors, and O; 2 &
methods in managing workforce needs coag
Antiquated h t (HRMs) indt fectan 5;:$|u enasemert Yes No Yes-Partially Yes (Partiolly) Yes [Partially) Yes (Partially) Yes Yes
J‘;:e":; M;’:‘:::;::"::C’L‘:;‘;‘gfx’; if&"élpcmhu’e‘?';li‘li"oﬂiﬁﬁ p‘;:'g;ﬂes ot While HRNS modenizafon s  widespread challenge, NSC' curent HRMS capabiliies
are anfiquated, ranging from whiteboard fracking fo excel spreadsheet usage. Desires for generally behind th -ompanies. This Role of manual enry + post-processing Manual entry + Post processing Heavy Manual Entry - Whiteboard and Spreadsheets Hybrid :ADGV:UU\ entry - Spreadsheets (for scheduling] and fie Manual Entry - Spreadsheets and m’nnvc\ enfry reports with Heavy manual Enfry - Spreadsheets and whiteboard. HRMS Mixture of both A t man \wto-p ted in W
famiriy and localty, as wellasresource availaoliy, dive widespread usage of legac B o mpiccopturi o NS toeren! 1 plril o3ap 0o NS feepna ' o rinmaly uizes o ' o '
Iy Vm Thods (o bxcel sprecdhest V. o g¢ of legacy that compliments and aligns with potential improvements n all other areas of focus.

acking mefhods e.g Excel spreadsheets) Depariment-level accessfo system No No No No No No Yes Yes

Existing HRMS fechnology often underutiized: Com
software or applications centered commonly repor
capabiity. Personnel confinue fo practice @ mixture

Lack of centralization and widespread access fo H
impact: HRMS platforms are offen created for ease
Most companies vary access levels fo theirrespect
utiized
[Most HRMS solutions fo not consider the mariner as
Litfie mariner access for personal/profie data manc
T iy of Sl rely on

i
personal/ profile data.

3 . -

HRMS solution design considerations: The ifine indusiry provides the most advanced HRMS
solutions and software. The aifine HRMS solufions provide more information fransparency and
are designed fo collect information nd
mofivafions. The offshore energy incushy has adopfed newer HRMS solufions, but with less
worker access or funcfionality than

DATA MANAGEMENT SYSTEM

Any MSC ion of existing indusiry explicitly consider abilty
of the solution f ively meet DO i MSC-speciiic worklorce.
needs. MSC has an opportuniy fo choose a demonsirated mariime HRMS that addresses
both d CIVMAR providing as mucl in
information as possible.

Each depariment has limited access

XO have access o their own local system in place with data

Vessel deparment heads have imifed access
(requittions/purchasing). Crew rotation aspect of HRMS Is avalable,
but mainly managed through email wth dispatches. Junior

Vessel department heads have limited access
(requisitions/purchasing). Crew rofafion aspect of HRMS is

Access s regionaly based

HR hos most access

Fiight Operafions and 0CC flight Operations and 0CC
BT T ED Output s falored fo each deparment needs ronogement and epors Offce monogementhositsovn management has furher mifing access T o oooreners. Mariner has no access fo crew scheduing HRIS Matnershave limied access Worklorce Wordorce
" ¢ {malrenance, purchasing,scfefy) ehoin o] i occes e ayon s o
with no access fo payroll or evaluations. p 9. safety) poy!
HRMS reflects only a snopshot in fime fhat mefrics do system thot applies fo thei ck ofransparency and FULL fizofion.
and hifcl ends HEVS meoni o b dota sny vlemand | specie moning model. Curenty iingwin iduol | K55 use: recuiions purchasing, and cew schadlng prmary | E0C1 Vel Srning ek ownyord verions o tkzng curent Dificulty in mariner uploading updoted cerffcationsinfo | Common idea fhat a new HRMS would be beneficil, Curtent
Key system challenges " HRMS olong wifn manual entry spreadsheets speciic 1o fhe vesel No centrolzation
doesn't allow Viewer onlyseffngs. Deperiments il offen use | piatfoms and localzed daf management/entry. X0 onbocs mail coordination). pplcafi workiorce would ik fo see PES come nfo play
No centralized HRMS fhat is common fhroughout the vessel casses
spreacheets 1o keep hisforcal records, vesse s acis s pimary gate n HRS. Separate system uiized for payroll
— RS seems fo sync af o faster fate when shore n closer fange o . e
e Tt Mojorisues with connectivly ofishore and shoreside) Not very rellble. Uimited Connectivy o Not very reliable while ofthore. System becomes suggih. s tnensfcoty Gt s con 9oy iyt o Not very Reliable Yes e e et e
Software solufion(s) used Curently in review NS5 i curtently in used with @ new system in consideration (JBE] NS5 NS5 CG“,Z:;I Jeppesen Crew Tracking Enferprise (JCTE) Preferential Bidding System (PBS)

Recommended improvements.
[based on company experience)

New system nee

Other Considerations

Inneed of a different Data Management System

New HRMS fo come in.. Sluggisn updates... post processing.. And
foubling up on dota entry.

HRMS s unrellable In s connectivty when vessel s out at seq.
Updates often fall and go unnoficed causing a multiweek/month

Inneed of Full utiized cenfralized system with hansparency and
en communication from mariner o office

lag n purchasing portion fo HRMS.

New data management system o be implemented - Sef as Alin-
platiom

O]
o

New HRMS preferted

Similarities in management of individual worker readiness needs: All companies use some
form of software solufion to support management in the assignment and manning processes
However, the systems vary widely in their capabiltes to collect and apply worker input and
dynarmic requirements for global workforce management and forecasting of needs. Al
companies operate under o varying level of infernal and exteral oversight fo ensure
assignabilly of their respeciive workforce.

[Mariner readiness and career management are offen supported, but offen not centrally
managed: Most compan ide resources, but it and varied support
o ensure thot a mariner i ready for assignment.

Mariner ility for i cultural value for civilian marifime
workdorces: There is a common cultural sxpedcﬂon that @ mariner will fake responsioilty to

READINESS ENABLERS

readiness. ms that P mandated versus
USCG/FAA mandated gu\de the level of company involvement in the individual
rif compones provid in the form of fime

aloiment (and/or po'erwc\ compensation) fo support individuals hen taking care of their
own medicalffraining

MSC can consider adoption of the method
and motivating worker responsibilty forindividual fraining and mecicalreadines
Supporting depariments within MSC are vital fo ensuring the needs of MSC and the US Navy.
IMSC can benefitfrom adopling pracices that more directly mofivate and reward individual
responsbilty for readiness

Infemal V. extemal management of
‘worklorce readiness functions

Mixture
Intemal: Prevolent (medical, raining, cleorance, LER]
Extemal: NC credentiols

Ancilary Training Cerlfication/Renewal - s
be FFD 1o

High level of oversight
MSC fokes higher ownership due fo specialized fraining

ng

Mariner . but approval is dictated by MSC

Mixture:
Infernal: Training
Extemal: NMC credentials, Medical

2 . ‘ e
longfem career bulding? manning needs and budge! o e
usce cvmar I (MsC ! deniol
under addiional overght fom vessels X0. Asssfonce s
(B BT compensates) available fo the wage mariner from the cenfral office if requested.
NOAA performs first physical during onboarding
MSC medical office determines FFD
Managemen of worker Wage mariner s responsile for compleling histher ug fest and
medical readiness s mustbe completed of @ MIT. FOH center o other al future medicol management wih NOAA mecical

confracted cinics.

representatives

Mixure:
Intemal (imited oversight with mariner taking more aciive role of
igement): Medical, Training
Extemal: NMC Credentials

Mixture
Infemal: Training, Medical (through Anderson Kelly)
Extermal: NC credentials

Mariner manages credential renewals and certications. Mariner
coordinates all efforts during OFF rofation.

Miture:
Intemal: Medical, Training (company specifc) Company has
general oversght, but is dependent on marinerto follow through
or could potentialy face 10ss of pay. (no assignment-no pay)
External - NMC credentials are managed by mariner

Training i available fo mariners upon request. Mariners are
srongly urged fo pursue fraining ot AMO Star Center at no cost fo
ihe mariner.

Managed by mariner and can request ancilary fraining.
Company hos imited oversight, s o a certain omount.

Mariner manages credentiol renewals and certications. Mariner
coordinates ol effors during OFF rofation.

‘Annual physicals are mandated and managed company side.
Thisis performed by @ marifime occupational health solutions
company. Mariner s responsible for managing medical
cleatances as ouflined by the NMC and USCG. Mariner
coordinates ol effors during OFF rofation.

Mixture:
Infemal: Medical, Training (company specific) Company has
general oversght, but is dependent on mariner fo follow through
or could potentially face loss of pay. [no asignment-no pay)

Extemal - NMC credentials are managed by mariner

Managed by mariner. Responsibilfy of mariner 1o keep up fo date

with credentials

Mixture:
Joint responsiilty between FAA, Company, and Employee

Joint responsiity between FAA, Company, and Employee

FAA mandated for pilots (Base month]
Company provides al training
Piot manages timelines

FAA mandated for pilts (Base month)
Company provides allraining
Plot manages fimeliness

Base month for plots fo take care of raining certications and
medical
Timeline: £ 1 mo. =

Base month for pilots o fake care of training cerfications and
medical
Timeline: £ 1 mo.

Umited oversight

Company can provide medical clearance assistance but mariner

may choose a different source. This choice reveals how much is
managed by mariner. Clearance is USCG based

Pilofs - must undergo medical clearance
Fight Aftendants - No confinuous medical clearance required

Pilofs - must undergo medical clearance
Flight Atfendants - No confinuous medical clearance required

Shipping + maritime operations
Offshore oil + gas

Alirlines

Key touchpoint with workforce
Innovative or promising idea

il

Process or service improvement

J Rule or policy impacting process
execution

Technology solution

Key process metric or dafc
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Why We Built It

We are passionate about
the art and strategy of
emerging tech

adoption. Zylter thrives at

the Intersection of
tech analysis, design and
strategy.

1]

Zylter

To learn more about our work with tech
innovators and industry
leaders at www.zylter.com

Questions

For more information or help applying this
and other STS Toolbox resources, contact us

at: STS.solutions@zylter.com

Explore

To explore the STS Toolbox further or access
other methods and
resources visit www.zylter.com/sts-toolbox

‘ \ Connect

We appreciate any feedback

you have to improve these methods and
how we support them! Reach out to us on
LinkedIn or at www.zylter.com
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Tech Strategy Tool Kit

Periodic Table of Tech
Strategy Methods

This table lists and categorizes each of the current and forthcoming
methods in the Tech Strategy Tool Kit. Each method has a Functional
Group based on the intended use and a Tier based on the level of

effort, time and complexity for execution.
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GROUPO] COFREFRAMBNORS | GROUP3| STRATEICHANNNG

METHOD TIERS

TIER 1: Summary
Approaches

TIER 2: GENERAL
APPROACHES

TIER 3: DETAILED
ASSESSMENT

TIER4:TECHNICAL

GROLP G| SOWmMonN GROUFP 4 FRODOUCT GROUP2Z| FRANG +
CESGN + CB/EORVBENT UREYA ERANNING MARET ANALYSS
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Highdewel approaches and rescurces that requres executicon of multipie higher-fier methods to successfully
compiete. These are the core executiocn rcadmaps for Tech Builder growth milestones, Tech Seeker sclution
adoption stoges and the SocicTechnical System Mcodel that guides Zylter design of specific methods.

Methcds and rescurces that can be executed with mosty descriptive infermation and quickly applied to

inform key decisions. These methcds are general suppcrted by or expanded on by detailed metheds and

technical analyses.
Methcds and rescurces thaot compile extensive numeric and/or descriptive informaticn tc provide a more
detqgied examination and assessment.

Methods and frameworks that apply extensive data that i usually numeric and generally requres

ANALYSIS snecigiized software and experiise ic exscute.
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