
Session three of the Lead-

ership workshops was held  

in October. Below are 

some key takeaways from 

that workshop.  

• Meet with your team 

members one-on-one 

weekly or bi-weekly; 

spend half of that 

meeting listening 

• Ask WHY when it 

comes to disciplining 

an employee. Under-

standing the WHY  

behind an employee’s 

action/choice can shed 

light on issues  

• Leaders MUST be  

willing to have hard 

conversations  

• Leave meetings  

knowing WHO is doing 

WHAT, by WHEN 

There is one more leader-

ship workshop in the     

series on November 10th. 

It is not too late to register 

for the final session.    

Contact Becca 

(becca.aikens@kabu.net) 

for more information or to 

register. 

 

 
When ESI advertises for employees, the ads often state that there are opportunities for 

career growth. What the ads don’t get into are the best ways to tap into those opportuni-

ties. Often, those who experience the most career growth within the ESI client base and 

find themselves in leadership roles, have certain things in common. First, they tend to be 

problem-solvers. Second, they are typically very good at leading by example and are often 

a go-to person on a team.  

What can you do to tap into career growth opportunities? Solve problems. Become the go-

to person. Make life easier for the customer or for your co-workers. Create new ways of 

doing things that are more effective or more efficient. Deeply and fully understand the 

needs of the customer and develop ways to address those needs that are better than what 

currently exists.  

As an individual contributor, you can become a problem-solver and find yourself with in-

creased career growth opportunities. But, to create the most opportunities, it also takes a 

leader who knows what do to with a team member who is a problem-solver. Leaders with-

in the ESI client base often come from independent contributor roles in which they were 

the go-to person, or the go-to problem solver on their team. They make their way into a 

leadership role and, as long as that new title/position doesn’t change them in negative 

ways, they then successfully lead a small team. As their team grows in success, that leader 

should be looking for the next leader within their team because when a team gets too 

large, the leadership dynamics change. It becomes a greater challenge to lead a larger 

team, and that’s when leadership can start to fall apart. If leaders are successful, and their 

team is growing, they should be looking to the next up and coming leader to lead the spin-

off, and grow that to success.  

The ESI client base is structured in a way that puts this process on steroids. With multiple 

businesses/divisions, and a desire to keep teams small, it allows for smaller teams to opti-

mize for different customer segments. You might be an individual contributor today, but if 

you are a problem-solver, and you have a leader who recognizes that, you have a pretty 

good chance of someday leading your own team that is focused on a specific customer 

need.  



The Referral      

Incentive is Back! 

Refer people in your net-

work for a career with an 

ESI client and you could 

receive more than 

$2,500! This referral  

incentive program runs 

November 1, 2021 

through January 31, 

2022. Details are availa-

ble from your leader or 

from 

jackie.krawczak@kabu.net 

OEM, Distributor, Integrator 1, Integrator 2, IX, Roller - OMC WHAT?!  

Omni Metalcraft Corp. (OMC) is so much more than a single organization. There is no doubt 
you have heard about the different ESI clients, and if you have had a long career with ESI  
clients, or read this publication, you may understand the reason for spinning off new       
businesses (in fact, see page one of this newsletter for more on that). When it comes to 
OMC, what is the history of the different divisions?  

OMC started as one business with multiple function focused departments - sales, engineer-
ing, operations, etc., and was consistently at $50 million in sales year after year. Although a 
big number, OMC was relatively stuck and not experiencing growth. In an effort to get un-
stuck and start to grow, OMC leadership went all in on the customer intimacy model 
(segmenting and targeting markets precisely and then tailoring offerings to match exactly the 
demands of those niches) and what changes they could make to the organization to better 
align with what customers need.  
 
Working with the notion that the value OMC provides to their customers is unique, and not 
standard solutions, they chose to divide OMC up into divisions, giving each team a narrow 
focus instead of a broad focus. By sharpening the focus for each team, it allowed the people 
on that team to get very good at a specific area. OMC crushed the thought that people who 
do like-work (all engineers, all salespeople, for example) should all be on one team together 

so they can master their trade. New teams were formed 
based on the type of customers (OEMs, Integrators,   
Distributors), sales volumes, and number of team   
members, keeping the teams small and agile to more 
closely align the entire divisions value proposition with 
the unique needs of each customer type. A goal was set 
for each team to grow their customer segment to $20 
million. Some teams quickly reached that goal, and were 
then divided again, allowing for an even more refined 
and specialized focus.   

As an example to help illustrate the value of smaller 
businesses with a narrower focus, consider the OMC 
salespeople. Prior to this division, the sales team might 
deal with customers who were integrators, OEMs, or 
distributors. Each of those customers have very different 
and unique needs and the sales team was expected to 
sell to all of those customer types. Now, with the differ-

ent OMC divisions, they can focus on one subset of customers, becoming very familiar with 
the unique needs of that subset of customers. The same goes for engineers, operations, and 
others in each of the smaller teams.   

Since this restructure, the growth has been tremendous, going from $50 million to more 
than $140 million across the OMC footprint in about six years. This change also created more 
opportunities for career growth for individual team members because the structure requires 
individuals to step up and learn more and allows people to more clearly see a path for them-
selves to advance in their career as new divisions spin out dedicated leaders are needed. 
Other positive outcomes include the increase in team member commitment to the custom-
er, empowerment to make change, and a great depth of care for, and understanding of, the 
customers’ needs.                                
      Learn more about OMC at omni.com 

Thank You for 

Taking the Survey 

A survey was recently 

sent to all Equipped 

newsletter recipients 

who work on teams of 

ESI clients, on the topic 

of health insurance. The 

survey was designed to 

assist in the decision on 

what health insurance 

carrier to utilize.  

More than 250 recipients 

responded to the survey, 

with the results providing 

great value to the health 

insurance decision-

makers. It was in-part 

because of the survey 

that the decision to    

remain with Priority 

Health was reached.  

When you receive a  

request from ESI to   

participate in a survey, 

know that your participa-

tion is much appreciated 

and your input is of great 

value. Thank you to eve-

ryone who participated!  



On-Site Hiring 
Events  

 

ESI is willing to try almost 

anything to get people in 

the door for work. One 

event ESI has hosted for 

several of their clients is 

an on-site hiring event.  

You may have seen ESI 

team members invade 

your facility anywhere 

from half a day to a full 

day, bringing applicants in 

for interviews and walk-

throughs of the facility.  

Overall, these on-site 

events have been suc-

cessful but, as the hiring 

climate gets more difficult, 

so does finding success 

at these events.  

The benefit to the busi-

ness is potentially finding 

more team members. The 

benefit to the attendees is 

a more streamlined hiring 

process. The attendees 

can interview, tour,      

receive an offer, and  

complete new-hire paper-

work all in one day if they 

are a desired applicant.  

If you see promotion of 

these events, please    

assist in spreading the 

word - on social media or 

word of mouth. Your     

referrals are still the best 

way for ESI clients to find  

quality new team      

members.  

Dave Bauer Retires from Omni Metalcraft Corp.  
In 1995, Dave Bauer started working at OMC. Now, 26 years later, Dave has decided to retire. 
Dave started in sales and shortly after moved into an estimating role. He has dedicated his ex-
pertise to estimating ever since. Over the years Dave has honed his skills and provided various 
groups with exceptional workmanship of estimates for belt, wire mesh and plastic belt prod-
ucts. Dave’s last day in the office will be in late November. Dave and his dedication to the team 
will be greatly missed.      

Starting in late November, clients of Sabre Technologies, Corp. will be migrated from Skype for 

Business to Microsoft Teams for Voice and Meetings. Although this is a big undertaking, Sabre 

team members have been working to do everything they can to make the transition as smooth 

as possible.  

The reason behind the change is Microsoft’s ‘end of life’ plan for Skype 

for Business and all development efforts in the future invested in the 

Teams product. Microsoft has also developed Microsoft Teams into a 

product that is fitting, and will likely be more valuable, for Sabre’s cli-

ents. 

As a Skype user, what should you expect during this transition?  

• The migration will happen in groups over the course of a few weeks; you will receive com-

munication when it is your turn for the migration   

• As soon as the migration is completed for you, Skype will no longer be available to you  

• Meetings you had scheduled through Skype will be migrated to Teams without you having 

to do anything extra  

• You will still be able to use your same headset  

• Common area phones (lobbies and shop floors, for example) will be replaced  

• If you are using the Skype for Business app on your personal cell phone, you can access 

and download a Microsoft Teams app via the company portal  

• It is recommended that you view the help videos in Microsoft Teams to learn more about 

the product and how to utilize the many features in Teams; those videos can be found  

under the “Help/Training/Manage chats and calls” in Teams; questions can be directed to 

Sabre at this time (Paul Diamond, Collin Gohl, or Kurtis Gerow) 

Some of you have already been utilizing Teams for meetings, sharing files, or other tasks, 

while others haven’t even opened the app on their computer. You can start getting used to 

Microsoft Teams by opening the app, and making calls to other ESI clients, messaging other 

team members, or accessing the help section to learn more through their useful videos and 

tutorials. Look to future editions of Equipped for insight on features and shortcuts in Microsoft 

Teams.  



ESI contacts  

Newsletter: Jackie Krawczak 

989.358.6175                        

jackie.krawczak@kabu.net 

 

Benefits: Leslie Davis 

989.358.7181 

leslied@kabu.net 

 

Career Opportunities:            

Ashley DeFisher 

989.358.6289                       

Ashley.defisher@kabu.net 

 

Misc. HR Questions: 

info@358-jobs.com 

 

Misc. Opportunities / Competen-

cies / Career Questions 

989.358.JOBS (5627)   

jobs@358-jobs.com  
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Your Health Matters! A message from USI, ESI’s health insurance broker.  


