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Today’s Goals 
•  What are the workforce challenges of 

today? 

•  Why think strategically about the 
workforce? 

•  Explore a promising solution: Strategic 
Workforce Planning 



Workforce Challenges 
What are some of the workforce 
challenges you have experienced? 
 

 



Workforce Challenges 
•  Based on those challenges, what tools did 

you wish you had to help you with these 
challenges?  

 



The Changing Role of 
Human Resources 

•  Moving from 
“Transactional” to 
“Transformational” 

•  Becoming a Business 
Partner/ Strategic 
Partner 



Seven Characteristics of 
Transformational HR 

•  Understands the business of the agency 
•  Builds business partnerships 
•  Relies on data 
•  Becomes a change agent for agency improvement 
•  Knows HR “inside and out” 
•  Understands how HR can contribute to the 

achievement of the agency’s  strategic outcomes 
•  Exhibits determined leadership 



Promising Solution 
Workforce planning helps organizations get 

the right people with the right skills and 
competencies, in the right place, at the 

right time in order to improve 
organizational performance. 

 



Why Workforce Planning 

ENLIGHTENED 
POLICIES 

INNOVATIVE 
PROGRAMS 

BETTER 
OUTCOMES 

THE 
WORKFORCE 

ENLIGHTENED 
POLICIES 

INNOVATIVE 
PROGRAMS 

BETTER 
OUTCOMES 

We often think that passing legislation or adopting a new program 
model will lead directly to improved outcomes. We forget that it takes 

workers to apply policies and deliver services.  



Why Workforce Planning 

ENLIGHTENED 
POLICIES 

INNOVATIVE 
PROGRAMS 

BETTER 
OUTCOMES 

PREPARED 
WORKFORCE 

The way change really happens.  



Our Approach to 
Workforce Planning 

•  Comprehensive approach to workforce issues 
•  Collaboration across all departments within 

the agency 
•  Engagement of staff from all levels in the 

Department 
•  Sustainable  

–  Ongoing business practice 
–  A way of doing business; not a project 



Workforce Planning Model 



1. Does your organization have a 
Strategic Plan? 

2. If no, do you have a new 
initiative or mandate that will 
impact your workforce? 
   



Step 1: Strategy Assessment 
 What do you need to consider? 

o   Implications of Strategy 
o   Readiness 
o   Leadership support 
o   Team 
o   Alignment 
o   Change Management 
o   Measurement  

 
Strategy 

Assessment 
 
Review strategy and 
operational plans for 
workforce implications 
 
Establish leadership 
commitment and 
resources, build 
teams, develop 
communication plan 
 
Develop work plans 
and timelines 

Step 1: Strategy 
 



What kind of Workforce 
data do you collect? 



Step 2: Data Collection 
•  Environmental Scan 

–  Internal 
–  External 
 

•  Supply and Demand Analysis 
–  Identify staffing issues 
–  Identify competencies 
 

•  SWOT Analysis 
 

 
Environmental Scan 

 
Conduct an Environmental 
Scan 
 
Conduct a SWOT 
Analysis 
 

Supply/Demand 
Analysis 

 
Project workforce supply 
and demand 
 
Identify required 
competencies 
(knowledge, skills, abilities 
and behaviors) 
 
 

Step 2: Data Collection 
 



Competencies 
Competencies are the knowledge, skills, 

behaviors, personal attributes and other 
characteristics that are associated with or 
predictive of successful job performance.  

 

Adaptability  

Teamwork 

Decision 
Making 

Building 
Trust 



Integrated Competency Model 
 

 
 

COMPETENCIES 

1. Employee 
Recruitment 

2. Employee 
Selection 

3. Performance 
Management 

4. Professional 
Development 

6. Succession 
Planning 

5. Employee 
Retention 



Competencies  
“You can teach a turkey to climb a tree, but  
 it is easier to hire a squirrel.” 
 

»  Spencer, Lyle M. and Signe M. Spencer, 1993. 
Competence at Work. New York: John Wiley & Sons, 
Inc. 



Step 3: Gap Analysis 
•  Key gaps identified 

–  Staffing Gaps  
(Supply/Demand Analysis) 

–  Competency Gaps 
–  Other major issues 

•  SWOT Analysis 
Strengths, Weaknesses, Opportunities 

and Threats 

 

 
Gap Analysis 

 
 
Use a Competency 
Assessment to 
compare current 
talent to future talent 
needs 
 
Identify staffing 
gaps and surpluses 
 
Identify competency 
gaps and surpluses 

Step 3: Data Analysis 
 



Step 4: Implementation 
•  Implementation brings the 

Workforce Plan to Life. 

•  The Gap-Closing Strategies step 
identifies various approaches 
that can be taken to close the 
workforce gap. 

 

 
Gap-Closing 
Strategies 

 
Competency Model 
 
Recruitment 
 
Selection 
 
Retention 
 
Performance 
Management 
 
Professional 
Development 
 
Succession Planning 

Step 4: 
Implementation 

 



Examples of Gap-Closing 
Strategies 

•  An aggressive recruitment plan 

•  A competency-based selection, performance 
management, and development plan/program  

•  Retention strategies 

•  Job Re-design 

•  Succession plan 



When your organization 
implements change initiatives or 
new processes or procedures, are 
you asked what impact those 
changes have on the results your 
organization is trying to achieve? 
 
 



Step 5: Evaluation 

  
 Did we accomplish what we said we were 
going to with the amount of resources (time, 

money and people) we said we were going to use 
to do workforce planning? 

 

Step 5:  Evaluation 
 

 
Review and Assessment 

 
Develop WFP objectives and performance measures 
 
Evaluate WFP process and results 



Monitor and Evaluate 
Logic Model 



Workforce Planning Portal 

http://www.cps.ca.gov/workforceplanning/index.asp 



Our Point of View 
•  Strategic alignment with the agency’s goals 
•  Collaboration across all departments within the 

agency 
•  Engagement of staff from all levels of the agency 
•  Sustainable 
•  Becomes a way of doing business, not a project 
•  Outcome-based; tied to agency outcomes 



Discussion & 
Questions 


