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Introduction
Contingent workforce decisions no longer sit with one team alone.

As contractor populations grow across regions and supplier ecosystems become more complex,
Procurement teams are increasingly expected to balance workforce flexibility with stronger
governance, compliance oversight, operational efficiency, and cost control.

At the same time, workforce transformation initiatives often involve multiple stakeholders,
including Finance, HR, Legal, Operations, and executive leadership, each with different
priorities, concerns, and expectations.

That means building the business case is only part of the challenge.
The real success often comes down to internal alignment.

The Procurement Enablement Kit is designed to help Procurement professionals navigate those
conversations more effectively. Rather than focusing on high-level workforce strategy, this
toolkit provides practical, ready-to-use resources that support stakeholder communication,
executive discussions, supplier evaluation, and internal approvals.

Whether your organisation is exploring MSP, EOR, or Direct Sourcing solutions, the Enablement
Kit helps Procurement teams communicate workforce recommendations more clearly, address
stakeholder concerns with confidence, and move workforce initiatives forward more efficiently.

Inside, you’ll find practical templates, executive-ready summaries, stakeholder messaging
guides, vendor evaluation tools, and internal communication resources designed to simplify
workforce transformation conversations across the organisation.



Contents

Executive Summary Email
Template

01 02 03

0504

CFO One-Page Summary
Stakeholder Alignment
Matrix

Internal Talking Points Vendor Evaluation Scorecard 06
Procurement Meeting
Agenda Template

07
Executive Presentation
Slide Headlines



Subject: Improving Workforce Governance & Supplier Visibility

Hi [Stakeholder Name],

As our contingent workforce program continues to grow across regions and suppliers, we’ve
identified several opportunities to improve workforce governance, compliance oversight, operational
efficiency, and spend visibility.

Currently, contractor engagement processes, supplier management, and workforce reporting are
fragmented across multiple regions and business units. This creates challenges around vendor
consistency, rate governance, compliance oversight, and operational visibility.

We are exploring a more structured workforce management approach designed to:
Improve supplier governance and workforce visibility
Reduce operational complexity and administrative burden
Strengthen compliance oversight across regions
Improve cost transparency and reporting
Support scalable workforce growth globally

We are currently assessing potential workforce models and operational frameworks and would
welcome your input as part of the evaluation process.

I’ve attached a short overview summarising the current challenges, potential operational
improvements, and proposed next steps.

Happy to discuss further.

Best regards,
[Name]

1. Executive Summary Email Template

Help Tip

Use this email to start the
conversation, not close it.

The goal isn’t to present a fully
formed solution immediately. It’s to
create alignment around the current
workforce challenges, introduce the
need for stronger governance, and
open the door for broader
stakeholder discussion. Keep the
messaging commercially focused
and tailored to the audience you’re
sending it to.



2. CFO One-Page Summary

Workforce Governance & Cost Control Opportunity

Current State Challenges

Our contingent workforce program currently operates across
multiple suppliers, regions, and engagement models with limited
central governance.

This creates:
Inconsistent contractor rates
Limited workforce spend visibility
Increased compliance exposure
Duplicate supplier activity
High administrative overhead
Reduced operational transparency

Business Impact

Without stronger workforce governance, these inefficiencies
compound as contractor populations scale.

Potential risks include:
Supplier sprawl and reduced negotiation leverage
Workforce cost leakage
Worker misclassification exposure
Manual operational inefficiencies
Audit and reporting challenges

Proposed Focus Areas

We are evaluating workforce solutions designed
to improve:

Supplier governance
Workforce visibility and reporting
Contractor compliance oversight
Operational efficiency
Global workforce scalability

Potential workforce models under review
include:

MSP (Managed Service Provider)
EOR (Employer of Record)
Direct Sourcing

Expected Outcomes

Improved workforce governance
Greater spend visibility
Reduced supplier complexity
Lower compliance risk
Streamlined contractor operations
Improved scalability across regions

Help Tip

Keep this focused on business
impact, not operational detail.

CFOs are typically looking for clear
commercial outcomes, reduced cost
leakage, stronger workforce visibility,
lower compliance exposure, and
improved scalability. Avoid
workforce jargon where possible
and prioritise concise, measurable
outcomes that connect directly to
financial risk and operational
efficiency.



Stakeholder Primary Concern Recommended Messaging

Finance ROI & cost control
Focus on workforce visibility, supplier rationalisation, and
operational efficiency

Legal Compliance & liability
Emphasise worker classification oversight and audit-ready
governance

HR Hiring flexibility
Reinforce operational support and scalable contractor
onboarding

Procurement Supplier governance
Focus on vendor consolidation, reporting, and workforce
control

Operations Delivery speed
Highlight streamlined onboarding and workforce
scalability

IT System complexity
Emphasise minimal operational disruption and process
integration

3. Stakeholder Alignment Matrix

Help Tip

Not all stakeholders care about the
same risks or outcomes.

Use the Stakeholder Alignment
Matrix to tailor your messaging
based on what matters most to each
audience. Finance may focus on cost
visibility and ROI, while Legal will
prioritise compliance and liability.
Aligning the message to stakeholder
priorities early can significantly
accelerate internal approvals and
reduce resistance later in the
process.



Internal
talking
points



✔ A clear comparison of current workforce costs vs proposed

model

 ✔ Transparent assumptions behind projected savings

 ✔ Implementation and transition costs included

 ✔ A realistic timeline for financial return

What they need to see

What is the return on investment?

What is the expected payback period?

What are the implementation costs?

Are the savings guaranteed or projected?

How will this affect overall workforce spend?

Questions they often ask

Finance
“What’s the financial benefit?”

Finance teams are responsible for protecting organisational spend and ensuring new initiatives deliver measurable value.
Workforce changes often affect budgets, cost structures, and forecasting models.

Before approving a new workforce program, finance leaders want to understand exactly how it affects the organisation’s
financial position.

What finance leaders are thinking

Help Tip

When Procurment leaders present
workforce strategy through a
financial lens, it becomes easier for
finance teams to evaluate and
support the proposal.

Response:
The primary value comes from improved workforce visibility, reduced supplier fragmentation, stronger rate governance,
and reduced operational inefficiency across contractor management processes.



✔ Clearly defined liability structures

 ✔ Documented compliance processes

 ✔ Expertise in local labour regulations

 ✔ Standardised and compliant contract frameworks

What they need to see

Who holds employment liability?

How is worker classification managed?

What protections exist if regulations change?

How are contracts structured and standardised?

Are local labour laws being properly followed?

Questions they often ask

Legal
“Where does liability sit?”

Legal teams focus on protecting the organisation from regulatory exposure. Workforce programs that involve
contractors, cross-border hiring, or multiple suppliers can introduce complex compliance considerations.

Legal teams will want assurance that risks are understood and managed properly.

What legal teams are thinking

Response:
The proposed workforce models introduce more structured compliance oversight, standardised engagement
processes, and clearer governance frameworks to help reduce workforce risk exposure.

Help Tip

When compliance processes are
well structured, legal teams can be
confident that the workforce
program protects the organisation as
it grows.



✔ Streamlined onboarding processes

✔ Improved workforce visibility and reporting

✔ Consistent contractor engagement experiences

✔ Reduced administrative burden for HR teams

✔ Flexible workforce support across regions

✔ Strong compliance and governance frameworks

What they need to see

Will this slow down hiring or onboarding?

How does this improve the contractor experience?

Will HR lose visibility or control?

How are onboarding and compliance managed 

        across regions?

Can this scale as workforce demand grows?

Questions they often ask

HR
“Will this improve workforce experience without creating more complexity?”

HR teams are focused on balancing workforce agility with a positive worker experience, operational consistency, and
compliance confidence. As contingent workforce programs expand across regions and suppliers, fragmented processes can
create onboarding delays, inconsistent worker experiences, limited visibility, and increased administrative pressure on HR
teams. HR leaders want assurance that workforce programs can scale efficiently without creating unnecessary operational
complexity or impacting hiring responsiveness.

What HR teams are thinking

Response:
The proposed workforce models are designed to support HR teams with more consistent contractor onboarding, improved
workforce visibility, stronger compliance oversight, and scalable workforce processes, while maintaining the flexibility needed
to support business growth and talent demands.

Help Tip

When procurement teams have
visibility and governance, workforce
programs become easier to manage
across the organisation.



✔ Clear and efficient hiring workflows

 ✔ Defined escalation pathways

 ✔ Assurance that local flexibility remains intact

 ✔ Evidence that hiring timelines will remain stable or improve

What they need to see

Will hiring approvals take longer?

Will we lose control over local hiring decisions?

Can we still move quickly when projects require it?

Will local suppliers still be available?

Questions they often ask

Regional Leaders
“Will this slow down hiring?”

Regional HR teams and hiring managers often focus on speed and flexibility. They want to ensure that introducing new
workforce processes will not create delays or reduce their ability to respond quickly to business needs.

If local leaders feel that hiring will become more complex, resistance can emerge quickly.

What procurement teams are thinking

Response:
No, the goal is to streamline hiring through clearer processes, faster onboarding, and reduced operational friction, while still
maintaining regional flexibility and responsiveness.

Help Tip

When workforce infrastructure is
designed properly, it actually removes
friction rather than creating it.



Evaluation Area Weighting Vendor A Vendor B Vendor C

Compliance Capability 20%

Global Coverage 15%

Reporting & Visibility 15%

Operational Scalability 15%

Supplier Governance 10%

Contractor Experience 10%

Commercial Flexibility 10%

Implementation Support 5%

5. Vendor Evaluation Scorecard



6. Procurement Meeting Agenda Template

Workforce Governance Review Meeting

Objectives

Review current contingent workforce challenges
Assess governance and compliance gaps
Evaluate workforce scalability requirements
Discuss supplier rationalisation opportunities
Align on operational priorities and next steps

Discussion Areas

1.Current supplier landscape
2.Workforce visibility challenges
3.Contractor compliance considerations
4.Operational inefficiencies
5.Potential workforce models (MSP, EOR, Direct Sourcing)
6.Stakeholder concerns and alignment
7.Proposed evaluation process



7. Executive Presentation Slide Headlines

1. The Growing Complexity of Contingent Workforce
Management
Key Points:

Contractor populations are growing across regions and business units
Workforce models are becoming more complex and decentralised
Compliance requirements continue to evolve globally
Multiple suppliers and disconnected processes reduce visibility and control
Procurement teams are under increasing pressure to improve governance and
efficiency

2. Where Workforce Fragmentation Creates Risk

Key Points:

Inconsistent onboarding and contractor engagement processes
Limited visibility across suppliers and regions
Increased worker misclassification and compliance exposure
Duplicate suppliers and uncontrolled contractor rates
Operational inefficiencies caused by manual administration

3. The Hidden Cost of Supplier Sprawl

Key Points:

Reduced leverage across fragmented supplier ecosystems
Rate inconsistency across similar contractor roles
Increased administrative burden for Procurement, HR, and Finance
Limited workforce spend visibility and reporting accuracy
Supplier duplication and unmanaged tail spend

4. Why Workforce Governance Matters Now

Key Points:

Workforce governance is now a business-wide risk and operational issue
Organisations need greater visibility and control as contractor programs scale
Audit readiness and compliance oversight are becoming more critical
Standardised workforce processes reduce operational inconsistency
Governance supports scalability, efficiency, and risk reduction



5. Improving Visibility, Compliance & Operational
Control
Key Points:

Centralised workforce reporting improves decision-making
Structured onboarding and compliance processes reduce risk
Standardised supplier governance improves operational consistency
Consolidated invoicing and reporting simplify administration
Improved visibility supports stronger workforce planning and forecasting

6. Evaluating the Right Workforce Model

Key Points:

MSP supports governance, supplier oversight, and workforce visibility
EOR enables compliant international workforce expansion
Direct Sourcing reduces agency dependency and improves talent access
The right model depends on workforce scale, geography, and operational
complexity
Workforce solutions should align to business priorities and growth plans

7. Expected Operational & Commercial Outcomes

Key Points:

Improved workforce governance and compliance oversight
Reduced supplier complexity and administrative burden
Greater workforce visibility and reporting accuracy
Improved operational efficiency across contractor management
Increased scalability and workforce flexibility
Reduced workforce risk exposure and spend leakage

8. Recommended Next Steps

Key Points:

Assess current workforce governance maturity
Identify supplier, compliance, and visibility gaps
Align key stakeholders across Procurement, HR, Finance, and Legal
Evaluate workforce solution options and operational priorities
Develop a phased implementation and governance roadmap
Build an executive-ready business case for approval



If you're preparing to introduce a new workforce model,

the Workforce Business Case Playbook will help you

build a proposal that stands up to scrutiny. It provides

Procurement leaders with a clear framework for

presenting workforce strategy to finance, legal, and HR,

along with practical guidance on when EOR, MSP, or

Direct Sourcing makes sense and a ready-to-use

template for structuring your case. Build your workforce

business case and move from idea to approval with

confidence.

TheProcurement Workforce
Business Case Playbook +
Template

Build Your Business Case
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