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Progressive Workforce Solutions

CEOCFO: Mr. Hearon, your site indicates the goal of Rewired Solutions is to 
connect experienced professionals with employees seeking cost effective and 
flexible alternatives. How so?
Mr. Hearon: We find ourselves in a situation where, increasingly, people are looking to 
work in a scenario different to that of the traditional full time model. This spans across 
generations – from the baby boomer that has just retired but wants to re engage for 
supplemental income or to stay linked professionally, down to millennials and generation 
X, who are looking for more experience based adventures vs. career growth. It’s 
expected that by 2020, half of the US workforce will be “non-full-time” and employers 
need to start thinking now about how to leverage experience and resources differently. 
We see the need for a technology-driven solution that can scale to meet this demand by 
putting the right people in the right roles, in employment scenarios that make sense 
economically for companies to be able to surge their workforce as needed. 

CEOCFO: Are most employers ready or are they kicking and screaming to be 
brought into the new world?
Mr. Hearon: I wouldn’t say they’re “ready” but the writing is on the wall. The economic 
drivers are already forcing people to recognize the need for change. We have already 
seen mass layoffs this year, more than a hundred thousand people in the oil and gas 
industry. You have the corporate giants like Microsoft, AOL; then IBM that laid off 26% 
of their workforce (so 112,000 people); retail institutions like Target, and on and on. It is 
a change that is coming whether people like it or not. What we have here is really an 
opportunity for employers to be proactive about how they retain their investment in 
human capital so that they can leverage that investment later.

CEOCFO: Who are you working with and how do they use your system?
Mr. Hearon: Our solution is targeted towards medium to large or corporate enterprises where companies can benefit from 
economies of scale, and that appreciate the value of tapping into experts that understand their objectives and how they 
work as a company, even though those people may not currently be “on the clock.” The technology and services model 
we deploy allows companies to direct employees to a targeted social environment, where they stay connected. The 
company can send their alumni cultural and strategic branded messaging to let former employees know what is coming 
down the pike in terms of opportunity. They can keep them engaged with online educational opportunities and feedback 
from industry experts, so that when their help is required, these people are ready to go with much less of a learning curve, 
which saves everyone money again. Our platform is a universally free access service for individuals. Therefore, people 
can come in from any walk of life, register and create a digital profile for free. They become eligible for not only job 
opportunities, but also educational and professional linkages through these private, social communities specific to industry 
or corporation.

CEOCFO: Why should employers want to engage with the people they have let go?
Mr. Hearon: Layoffs and retirement, job changes – these things are inevitable at one time or another. In the HR world 
there are “regrettable terminations” – these are the people you want to stay in touch with, because the time and money 
wasted having to start all over with recruiting, onboarding, and training – when you could have kept your best people at 
your fingertips – is significant. Large companies are typically divided into two groups when it comes to people. One is HR, 
which hires the full time talent and also lets people go, and the procurement people who retain temporary workers or 
project based workers. When companies downsize, they do not know where the people go. There is typically no record 
apart from the home phone number or the address of the person. When they need them back six or twelve months down 
the road because the industry has taken a turn for the positive or there is a project need, HR cannot help. They do not 
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know if they are alive, sober, ready to work or anything else. There needs to be a mechanism in place to keep people 
engaged, and encourage loyalty and retention. The investment in that person – the proprietary knowledge, the cultural 
understanding, the industry expertise and the time and money that has been poured into these individuals is lost. Not only 
could it just be out there somewhere, it could be working for the competition. It is a mass of untapped resource that 
somebody needs to help companies retain.

CEOCFO: Are people using this today? Where are you in the process?
Mr. Hearon: We launched officially the first of this year. Prior to that, we had several pilots, companies like Verizon 
Wireless, the State College of Florida, PGT Industries and others. There were about 40 small to medium companies 
around Southwest Florida. When we launched this year, we have also had some early successes in the oil and gas 
industry, working with companies out of Houston. Currently, we are in negotiations with some of the biggest retail 
employers in the country. 

CEOCFO: How do you get a foot in the door? What is the key?
Mr. Hearon: It is amazing that even as small company, this is a message that resonates with the largest of employers and 
it is surprisingly easy to get in the door with decision makers and executives from operations, finance and Fortune 500 
companies.

CEOCFO: What is involved with a company that is using your system? What kind of information do they need to 
provide to?
Mr. Hearon: We have become a part of the exit process for employees, for these “regrettable terminations”, where when 
someone leaves voluntarily, or they are an unfortunate part of a downsize, we are a resource that HR can provide that 
helps these people stay engaged, informed, and earn income during the tough times. They employer pays a nominal fee 
of ten dollars a head to register that person in our system for a lifetime membership. Compare that to the $2000 on 
average that an employer pays for each person they send to an out-placement agency so they can have their resume 
rewritten and sent to a job fair! I think that is what is interesting. The employers are starting to understand that they are 
investing nominally to show some loyalty to this person in a way that is meaningful to the individual, and the return on that 
investment is substantial.

CEOCFO: For what positions and when might a company turn to you?
Mr. Hearon: So far we have run the functional gamut, from administrative, operational, financial, technical, executives 
across several industries: retail, oil & gas, financial services, and manufacturing. You can’t be everything to everybody 
and I appreciate that, but what is interesting is that these functional skills apply and are required across different industry 
verticals, and the workers are there ready to engage on a flexible model. With the trend towards non-full-time, we are 
enabling companies to surge effectively, and flex expertise up and down as needed. Right now it is mostly office work and 
skilled trades where we are seeing the biggest needs on mass, but I believe it will soon extend into people that need to 
work 40 hours a week, but can only get 20. As we engage more and more employers and people, we will be able to 
facilitate a kind of labor sharing model. If what sustains people is having more hours, something should be in place to 
provide that. What we are effectively building for the long-term is the community and the engine that enables companies 
to share resources. That will encourage retention and help the employers manage costs. 

CEOCFO: Who might feel threatened at the companies that are engaging with you?
Mr. Hearon: People that think not changing anything is going to fix the problems – maybe an HR department that isn’t in 
tune with the global needs of the company from a financial and operational perspective. It takes time to change things in 
big companies; but again, when you can no longer afford to keep the status quo, you need to do something. 

CEOCFO: Are you able to get to the decision makers?
Mr. Hearon: We have been in some cases. The word is getting out with the success stories we have had and that helps. 
Some of the disruptive forces – the layoffs in oil & gas, for example, and the fact that we can help people through these 
times is a compelling message that is increasingly finding an audience. 

“It’s expected that by 2020, half of the US workforce will be ‘non-full-time’ and employers need to start thinking now about 
how to leverage experience and resources differently. We see the need for a technology-driven solution that can scale to 
meet this demand by putting the right people in the right roles, in employment scenarios that make sense economically for 
companies to be able to surge their workforce as needed.” - Timothy Hearon
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CEOCFO: What about the agencies themselves? How are you prepared to deal with the fallout when you are 
doing something that is so disruptive?
Mr. Hearon: Staking a claim is the first step. Grabbing market share, we are not aiming small. We have linked up with the 
medium companies to get some critical mass in our database in terms of work assignments and income opportunities 
from companies looking to surge, as well as the people that fit the roles. Based on these assets, we have taken it to 
market and then linked up with some large companies. With half the American workforce moving this direction and the 
employers looking to hire them on an alternative model, it is a big market. I do not think it is all for one player, but 
someone has to start it, right?

CEOCFO: What changed from your original idea? What did you learn as you were growing, developing and 
testing?
Mr. Hearon: We started out focused on baby boomers. People are familiar with the stats like three hundred thousand 
people retiring every month, living longer and needing to go back to work for whatever reason. But working in that 
demographic, we realized the scope was much bigger. It is an all encompassing and multi-generational opportunity that 
we have here. I think our country needs people and companies like Rewired to think about how we are going to get 
people back to work on a basis that makes sense, that will help our own economy.

CEOCFO: Is providing training in your future?
Mr. Hearon: Training is offered as part of our community groups. We are a critical part of the ecosystem of companies, 
training institutions, and workers. What we have built is much more than a job board or job matching system. There are 
actually closed, online communities we are building that help those out of a job, stay relevant. Take Halliburton, for 
example. If they let go of seven thousand people that they may want to hire back in twelve months, we are able to help by 
offering free, online training through some of the Universities and Technical Institutes to keep peoples’ skills sharp so they 
do not have to retrain them. It is a service that we offer to individuals on behalf of the companies that want to continue to 
invest in these people.

CEOCFO: Are you anticipating that people who have not been laid off will come and look anyway?
Mr. Hearon: We have several people who are currently employed and that are taking advantage of some of the 
supplemental income opportunities we offer. 

CEOCFO: How are you tapping into that whole population?
Mr. Hearon: We are marketing the opportunities that we have and we are hunting for opportunities that are centered 
around flexibility for the individual and employers. It goes along with where people are in their mindset these days of 
wanting something that works for them. It is not about just working to live. So, like any early stage company, you market 
every successful milestone to the n’th degree! The more companies we work with are reaching out to our network and 
social media to advertise that. It is working, but marketing is always a grind.

CEOCFO: Are you funded for the steps?
Mr. Hearon: We are self-funded to date. We are wholly owned by employees and we are currently raising a Series A to 
be able to scale and deliver some of the large opportunities we are now closing.

CEOCFO: Why pay attention to Rewired Solutions?
Mr. Hearon: We are enabling large corporations to surge so they can meet their corporate objectives. There is a change 
in the landscape in terms of how people want to work and how employers are able to hire them. We are the technology 
that drives the solution to meet that need at scale.

Interview conducted by: Lynn Fosse, Senior Editor, CEOCFO Magazine
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