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Internet recruiting and identify the benefits for

doing so. To prepare an overview, review the

resources found at http:/fwwiw.recruitersnet-

work.com/.

A. What will your company need o do differ-
ently to actively use Internet recruiting as

you compete with other employers for qual-
ified applicants?

B. As you recruit marketing professionals,
identify the niche websites that you recom-
mend be used for your Internet postings and
the reasons for your recommendations.

CASE

FedEx’s Independent Contractors: Is the Company Really

Recruiting Employees?

The use of independent contractors by package
delivery companies appears to be a good idea. The
arrangement requires a contractor to purchase the
appropriate vehicles, contract with a company that
specializes in the delivery of packages, and complete
delivery schedules on the basis of sound manage-
ment approaches. The relationship ideally benefits
both the delivery firm and the independent contrac-
tor because the company gets packages delivery
without having to invest in and maintain the vehi-
cles, while the contractor gets to run his or her orga-
nization based on individual preferences.
Unfortunately, one or both parties can end up
feeling slighted in this arrangement because of var-
ious control and monetary frustrations. By defini-
tion, independent contractors are not covered by
certain employment laws and do not receive some
benefits, but the loss of such protections are usu-
ally acceptable because the independent contractor
operates as a separate business entity. However,
when a delivery company starts to directly super-
vise an independent contractor’s work, the lines
between “contractor” and “employee” become
blurred. It is easy to understand why an indepen-
dent contractor would want to be considered an
employee, and be entitled to important benefits
and protections if contro! of the contractor’s busi-
ness is effectively being surrendered to the delivery

company.

FedEx has for some time utilized a multitude of
independent contractors, many of which are single-
driver/single-vehicle outfits, to augment its delivery
services, and the company has enjoyed many suc-
cesses using this business model. Contractors must

pass basic pre-employment tests (physical/drug
screenings), be good drivers with acceptable
records, and possess an appropriate vehicle for
deliveries. Drivers must also sign a nonnegotiable
contract that specifies the nature of the working
relationship with FedEx. The agreement sets forth
fairly strict standards with regard to appearance
and vehicle maintenancefoperation {i.e., drivers
cannot use vehicles for personal use with the
FedEx logo displayed), but the company does not
specify how the deliveries are completed (i.e.,
routes, hours of operation, etc.). Contractors are
generally expected to work Tuesdays through
Saturdays, and up to 60 hours within a typical
workweek, and drivers must complete a training
program that includes both classroom instruction
and practical driving exercises, Drivers are
assigned a delivery area or region, which can be
changed with sufficient notice, and provisions are
specified in the contract about support for delivery
volume {too much and too little). Pay is provided
on factors such as delivery numbers, types of deliv-
eries, and safety record.

Given these requirements, as well as the strin-
gent working conditions that independent contrac-
rors must endure working with FedEx, drivers have
looked for support from unions and lawyers, or
have established drivers groups, in an effort to ger
recognized as legitimate employees of the company.
These concerns have also led to many lawsuits
directed at FedEx. Based on these problems, it may
be that FedEx needs to revise its agreement 5O that
independent contractors don’t feel like they are
employees of the company.’’




