








tive worker’s assignment histories. What roles has he
performed in the past and as what worker type? If a previ-
ous contingent worker is returning, as a contingent or an
employee, were there any performance quality notes? A pay
rate or bill rate to compare against (from the same or a dif-
ferent supplier)? There are all kinds of information someone
onboarding a worker might find — if it were being captured
and stored electronically.

Setting up such a system requires that one endure the
pain of systems integration. While a couple of the enterprise
software providers are positioned to do so, to date, no
single software provider has demonstrated the ability to
assume the full set of features represented by HR informa-
tion systems, enterprise resource planning and vendor man-
agement systems. Making your hard day harder, your over-
worked Management Information System (MIS) staff will
likely put this project in queue somewhere on their roadmap
... perhaps for release in 2012, assuming no delays. Finally,
once your universal worker data have been consolidated,
you need to relay this information to your badging and
network access authorization and authentication systems to
finally realize the intended benefit of actually controlling

access to systems and facilities.

Then, you’ll need to figure out who will own and manage
this multi-worker-type function, including whether contingents
should have access to it. If you already have a cross-functional
contingent workforce program in place, this is a good starting
point because the stakeholders tend to be the same.

CONCLUSION

Naturally, there are limits to what is appropriate that every organ-
ization must set for itself. What is deemed excessive for one com-
pany’s culture may be inadequate for another. Regardless, every
organization has the need to safeguard their systems and facilities
and should consider how an increased use of contingent workers
could impact their vulnerability to property or information losses.
The boyfriend in the movie turned out to be a great guy; however,
in the contingent world, that may not always be the case. ¢
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