CORPORATE LEADERSHIP COUNCIL’

INTRODUCING CLC’s NEwW WORKFORCE
PLANNING RESEARCH AND DECISION
SuprPORT TOOLS

——MEMBER FEEDBACK ON CLC’s WORKFORCE PLANNING INITIATIVE—

“The research was very well done and I especially found the tools to be helpful to an HR
business partner in defining the future talent needs of a division or more broadly the
organization’s talent plan”

Patrick Murphy
Executive Vice President of Human Resources
Webster Financial
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THE IMPORTANCE OF WORKFORCE PLANNING

CLC research demonstrates that HR knowledge
about workforce planning matters most to HR’s strategic impact

Impact of HR Activity Knowledge on Strategic Role Effectiveness

Workforce Planning is the most
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Results from the Council’s 2007 HR Effectiveness Survey
shows that HR strategic role effectiveness directly
drives talent retention and performance outcomes, as
well as company revenue and profitability.
Note: Each bar represents a statistical estimate of the maximum total impact on strategic role Source: Corporate Leadership Council, HR Effectiveness Survey;
effectiveness that each driver will produce. The maximum total impact is calculated by comparing Corporate Leadership Council research.

two statistical estimates: the predicted impact when a HRBP scores "high” on a driver, and the
predicted impact when a HRBP scores “low” on a driver. The impacts of all drivers are modeled
using a variety of multivariate regressions with appropriate control variables.
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HR UNDERPORFORMING AT WORKFORCE PLANNING

Less than 30% of line managers find that HR is effective at workforce planning

HR Effectiveness at Key HR Activities

70%

64.4% Line managers do

not find HR effective
at identifying and
responding to critical,

52.1% 9 future talent needs.
51.4% 49.7%

45.8%

42.6% 409

Percent of Line
Managers Who
“Agree” or o L
“Strongly Agree” 35% o o
That HR is 29.1% 28.5% 27.9% 27.5%

Knowledgeable
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FEw RESPOND TO THE MOST CRITICAL TALENT GAPS

CLC research demonstrates that while a majority of organizations (70%) conduct some sort
of annual staff or vacancy planning process, only 10% have a process for identifying and
responding to the longer-term talent gaps most critical to the future strategic success of the
organization.

Note: Each bar represents a statistical estimate of the maximum total impact on strategic role Source: Corporate Leadership Council, HR Effectiveness Survey;
effectiveness that each driver will produce. The maximum total impact is calculated by comparing Corporate Leadership Council research.
two statistical estimates: the predicted impact when a HRBP scores "high” on a driver, and the
predicted impact when a HRBP scores “low” on a driver. The impacts of all drivers are modeled
using a variety of multivariate regressions with appropriate control variables.
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WORKFORCE PLANNING INSIGHTS AND (GUIDEBOOK

The Council’s workforce planning research publication provides
members with critical insights and implementation guidelines

CLC Workforce Planning Research

Workforce Planning Problem

Traditional Staff Planning Is Fundamentally Unable to Identify and Respond to Strategic Talent Gaps—
The focus of current staff planning processes on the identification and response to annual staffing needs

is valuable to ensure business continuity but fundamentally ignores the longer-term talent and capability

. -itical to the strategic success of the organization.
The Council’s workforce 8 8

planning publication
provides an executive
summary of Council
research and insights
based on in-depth best
practices research...

CURRENT STAFF PLANNING Is NoT
ONDING TO THE STRATEGIC TALENT GAP
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Identifying Strategic Diagnosing Internal Creatinga Talent and

taiciic iiceds §nd does Talent Needs and External Gaps Organizational Response

Creating a Talent and Organizational Response (Continued)

There are five key action steps for creating a talent and organizational response (strategic workforce action plan).
CLC provides support tools to aid in effective execution of the action steps.

Annual Staffing Plan . .
...and a guide to critical

workforce planning
implementation steps
PLAN FOR ACTION: CREATING A TALEN and support resources

AND ORGANIZATIONAL RESPONS ?LE? ’;‘;&‘”: on the
Plan for Action and Sample CLC Support Tools Available Onlin S VVeb site.

@ Identifying
Staffing Needs
[ 2007 Foreeast |

¢
(D) Involve HR-wide team in examining costs and benefits of potential solutions to strategic gaps such as recruiting,
training and development, organizational/job design, reward and recognition, and outsourcing.

Diagnosing
Staffing Gaps

Workforce Action Plan Template

() List four to five workforce planning solutions that will most effectively address strategic gaps and assign owners.

= Workforce Action Planning Toolkit

(3) Creatinga
affing Pe

Workforce Action Planning Decision Rules

() Involve HR and line stakeholders in assessing workforce action plan execution risks.
@ Workforce Planning Execution Risk Analysis

(4) Communicate and involve all relevant stakeholders in action plan to overcome execution barriers and execute on plan.
Workforce Action Plan Presentation Guidelines and Template

(5) Monitor plan execution and revise plan as needed based on changes to strategic direction of the organization,
ineffective execution, or successes in closing critical gaps.

Workforce Planning Metrics and Measurement
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WORKFORCE PLANNING DECISION SUPPORT PORTAL

CLC supports members’ tactical workforce planning
challenges through a newly designed decision support portal
with a suite of implementation guidelines, tools, and networking opportunities

CLC’s New Workforce Planning Decision Support Center
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CEBHOME : ABOUTUS : CONTACTUS : MYACCOUNT | MYALERTS : HELP : LOGOUT MY MEMBERSHIPS
HUMAN RESOURCES
Corporate Leadership Council®

Research Benchmark Meetings and Connect Graphics for
and Tools Your Organization Teleconferences with Peers Presentations

Search Home / Decision Support Centers

L ] Strategic Workforce Planning
(Advanced) Decision Support Center

Responding to member challenges of planning for critical talent

needs, the Council has done extensive research to understand the Sample
shortcoming of current workforce planning process and outline key P
mandates for a new strategic workforce planning process able to Resources
identify and respond to strategic talent needs effectively. This center .
provides members with access to the research findings, best practice * Presentations
strategies, as well as the action planning guidelines, tools, templ| .
and networking opportunities to effectively respond to these findings. * Business Case
Famrmmedim Calgres NG B S ot Material

* Diagnostic Tools
s Decision-Support Tools Aligned with Execution Barriers
Targeted at CLC’s Decision-Support Tools Aligned with E: tion Barri ;
: . * Action Plans
Execution Barriers , .
. Decision Support Build the Decide Your Implement Measure . Templates
The Decision SUPPOI’T. Centers Business Base Plan for Action Action Plan Progress
Center provides Def
. P 111 |nzru°:t':;:e/ eense + Sample + Action Plans for Sample Resources: * Guideto
tactical resources + Attraction and PowerPoint Implementation . ; i ; Measuring Strategic y
Toolkit for Diagnosing
Recruiting Business Case and Execution Strategic Talent Need Workforce Planning
to help mem!).ers + Automotive Industry Templates and on the Strategic S I ) eecs Effectiveness
overcome critical + Building/Construction Presentations Workforce 0 TRl R e + List of Strategic
. . Industry Planning Process * Gap Analysis Matrix ;
execution barriers. + Chemical Industry anning el Workforce Planning
+ Energy Industr * Diagnostic tool Metrics and
B & ) 4 to assess your + Workforce Action Plan  Benchmarking Data TOPiC Specific
. Ei::z:i'; owcase current practice Templates .
Compensation Networklng
+ Financial Services The portal
Industry Council Research on Strategic Share Your Experience .
: :ea}:t_'l‘_ C:'Ie L“d“s"y Workforce Planning and Learn from Your Peers | prowdes
+ High-Tech Industry - - .
+ HR Management and *  Council Study: Identifying and ./ members Wlth an
Strategy < Responding to Strategic Talent Needs OPPO rtunity to
* Insurance Industry * Best Practice Case Profiles On:
+ Managing Potential - Identifying Strategic Talent Needs, Shal‘e Workfo rce
Risks of Avian Flu - Diagnosing Strategic Talent Gaps, and . .
Outbreak: HP's Role - Responding to Strategic Talent Gaps. = Planmng InSIghtS
+ Manufacturing Industry and ex eriences
+ Mergers and . P .
Acquisiions (M8A) with their peers.
: r:::‘:g::z: Past Council Research Recommended Additional Resources
+ Pharmaceutical/
Biotech Industry Access past CLC research on workforce For members interested in further resources
+ Public Sector planning including white papers and on workforce planning, please click here
literature references and reviews. to access information on related resources

within the HR Practice.
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