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Desk Research Summary of Strategic Workforce Planning 

A.1.0 Definitions.

A.1.1
Demand Signal

The (proposed/draft) Demand Signal consists of the following features:

a. Demand Signal is company specific.

b. Defines the demand level for employee skills in a timely manner within medium/long term of public and private funds.  

c. Pays and supports providers to complete the employee development. 

d. Monitors the impact of the new skills on business performance against the case made.  

e. Modifies the demand signal and repeats the cycle

A.1.2
Outcome Template

The planning activity is a repetitive process that either coincides with the business planning cycle or with major business change drivers.  The outcomes will be a managed implementation plan that will fall into a combination of four areas: - recruitment, development, re-deployment and redundancy.   Some options are shown in the following fish bone diagram.  Others may exist and actions are needed to deal with the relevant outcomes
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The action plan for these categories of outcomes will include details of timing, of skills sets required and of organisational and operational changes.
A.1.3
Provision System

The (proposed/draft) Provision System should mirror the key features of the demand signal in the following manner:

	Demand Signal
	Provision System
	Comment

	Company Specific
	Provide National Occupational Standards & National Qualifications to support company needs
	1. Regulatory procedures to ensure rapid response to company needs
2. Standards, Qualifications and Frameworks to accommodate company specific, including bite size, competencies

	Defined Demand Signal
	Providers and provision can support companies during the strategic workforce planning. 
	3. Company works with providers to become preferred supplier and are treated as such?
4. Providers need to prepare academic/vocational/professional development programmes for company employees?

	Makes Business Case
	Have capacity & capability to work with companies in making investment plans. 
	5. Programmes to be defined in bite sized programmes to enable rapid response.
6. How much time can be given to prepare the programmes?

	Commits employees to development 
	Provides bespoke programmes
	7. Gets public funds for achieving a qualification on the Credit Framework for the bite sized elements wherever possible

	Monitor business impact
	Updates provision 
	8. Can providers negotiate a bonus for successful delivery?
9. Provider Invests bonus from company in provision development
10. Provision systems is fit for purpose by rapid response and national recognition.  

	Modified Demand
	Supports company
	11. Negotiates new contract as prime supplier


A.2.0
Good Practice parameters for defining the demand signal
A 2.1
Defining Planning Strategy
Strategic Workforce Planning takes place within specific Planning Strategies that have a large element of future needs.  Examples include;

a. Supply/Demand.  This is the traditional approach that analyzes supply/demand to identify gaps.
b. Workforce Analysis.  The focus is to analyse current and historical employee data to identify key relationships. 

c. Modelling.  This incorporates forecasting and scenario planning.  Forecasting uses data, Scenario planning also uses qualitative information.  

d. Segmentation.  This breaks the workforce into segments along the lines of their jobs determining relevance to strategic intent and providing priorities.    

This list could be extended to reflect for example, duration of order book & order book cycle; focus on value added activities; supplier/prime/customer value chain.

A.2.2
Activity and Involved Staff
The key stages to be covered are; Defining Current Workforce Analysis, Demand to meet, Gap analysis, Solutions and Action Plans.  These stages need to reflect and take into account other human resource processes such as succession planning, employee development, career development and organization development. Each has a part to play in the identification of critical skills, forecasting potential vacancies, and preparing both employees and organizations to meet future needs.  There are key to reaching workable solutions. These issues are defined further in the SWP Process outlined in the following table.

	Activity
	Input
	Output
	Participants

	Planning Strategy
	· Change Drivers
· Business Objective
· Business Strategies
	· Lead Functions
· Lead Occupations
· Measures of Success
· Monitoring Activities
	· Specific Directors
· Functional Managers
· HR

	Current Workforce
Analysis
	· Workforce demographic data; 
· Workforce skills and  experience data; 
· Workload measurement inputs;
	· Workforce demography; 
· Workforce performance and workload measurement;
· Workforce churn;
· Workforce skills inventory;
	· Specific Directors  
· Program Managers, Supervisors
· HR Staff, Providers 
· Union representatives 

	Demand Analysis
	· Evaluation of Planning Strategy;
· Strategic Plans; 
· Budget Plans;
	· Company Functional Analysis data;
· Future workforce profile: skills, numbers, levels;
· Priority Assessment Criteria;
	· Specific Director
· Program Managers, Supervisors 
· Finance and HR Staff 
· Contractors

	Gap Analysis
	· Outputs from Current workforce analysis 
· Outputs from Demand Analysis
· Scenario evaluation against Business Strategy 
	· Future to Present Difference Analysis for:-  
workforce needs; 
organisational needs operational needs;   
· Priorities for addressing change 
	· Program Managers, Supervisors 
· Strategic Planning staff; 
· HR staff; Providers

	Solution Analysis
	· Outputs from Gap Analysis;
· Scenario Planning and Risk Assessment;
· Departmental (Functional) contribution to Gap Analysis
· Resource need Assessment 
	· Options for workforce profiles;
· Assessment of interventions for costed programmes;
· Commitment from purchasers and suppliers of workforce changes;
	· Specific Directors
· Program Managers, Supervisors 
· HR staff; Providers
· Contractors

	Action Plans
	· Outputs from Solution Analysis;
· Evaluation of Business Strategy against Solution Analysis
	· Master Schedule to deliver workforce changes;
· Budgets committed;
· Preferred Provider confirmed; 
	· Programme Managers, Supervisors;
· HR staff, Providers
· Union representatives;

	Feedback & Feed forward
	· Initial data
· Initial Assumptions
	· Forward intelligence
· Modified SWP
	· Line managers
· Providers
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