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what it iIs not

* The assumptions we make

 Using futures in strategic workforce planning — an
example from Singapore

 Implications for strategic workforce planning
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A framework for CIPD’s
knowledge capital

+  Economy + Work
+ Political and regulatory Insight on * Workforce
Changing * Workplace

Context

© HC metrics ‘ *  Behavioural science
- Bus language of HR Business, *  Psychology
- Data analytics Commercial Better work and +  Neuroscience

Insight, and
Analytics

*  Values and ethics
¢ Systems thinking

working lives

HR & Learning

+  Technologies Processes,
Practices, 1

* HR operating models Policies
* HR capabilities

CIPD



Sources of evidence

CI PD In partnership with AVADO:).

Evidence-based practice

Scientific literature Organisation
empirical studies 4 internal data
Stakeholders Practitioners
values and concerns professional expertise
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6 steps

CIPD

Asking
Translating a practical issue or

problem into an answerable
question

Acquiring
Systematically searching for and
retrieving the evidence

Appraising
Critically judging the trustworthiness
and relevance of the evidence

Aggregating
Weighing and pulling together the
evidence

Applying
Incorporating the evidence into the
decision-making process

Assessing

Evaluating the outcome of the
decision taken

To increase the likelihood of a favourable outcome.

Source: cebma.org



Average job tenure 2006-2016

* In the industrialised countries of the world, what is
the general trend for average job tenure In the last
10 years?
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Average job tenure 2006-2016

CIPD Source: Stats OECD



Temporal myopia

Discount factor
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Types of Futures

“Wildcard" P%ible

Scenario

Plausible

— Probable

Preferable )
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The Future of Talent
in Singapore 2030
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Singapore 2030: the traller..

CIPD



« How Is 'talent' understood in
Singapore?

« What are the most significant factors
shaping the understanding of 'talent’
today?

« What are the drivers shaping the
context to that understanding of
talent in the next 15 years?

CIPD



Futures Methodology

Three Components

1. Delphi Study

2. Trend Analysis

3. Scenario Building

CIPD



Drivers of change (from Delphi expert panel)

Labour Market Wild Cards

Impact of a benign

environment lr_:tvt\e/ unemployment * Conflict and
* High cost of failure ) e <h instability in the
+ Education and Labour/skills shortages A.SEAN region /
calibration for the * Migration rate Singapore
conventional
« Complacency and * Sustaining productivity e Environmental
lower risk appetite Drivers
- - : includin
Economic Development Policy Interventions _ &
climate change
* Missed opportunities by « Policy interventions * Pandemics
home-grown talent due by the state + A global
to culture

financial crisis
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.
1. Steady as she goes

. Bless Thy Neighbour




Implications

e Evolution of the State

e Power and Ethics

e Questions of Fairness

* Talent Mobility

* Knowledge and Skills Obsolescence

CIPD



Implications for strategic workforce planning

e Capability: Mobility; human cloud;
data & Al
* Resilience: Surveillance; privacy;

talent selection (academic
quals?);

e Relevance: Choices;
disintermediation; discontinuities;
leadership; where is the value in
value chains?

* Governance: Shifts in paradigm;
diversity in assumptions

CIPD



The future is not built on possibilities and

numbers but on clarity of vision,
planning, action and implementation

HH Mohammed bin Rashid Al Maktoum

Vice President of the United Arab Emirates - Prime Minister of the United Arab
Emirates - Ruler of Dubai

CIPD



ISO 30409 HRM: Workforce Planning

* Workforce planning: the systematic identification,
analysis and p/anning of organizational needs in terms of
people

* Planning: process of thinking about and organizing the
activities required to achieve a desired outcome

Capability; Resilience, Relevance;
Governance

See also: BS76000 Valuing people in organizations; BS76005 D & I; PD76006 L & D
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People data considerations

« Uniqueness

* Quality

e AcCcess

* Privacy

e Governance
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Tine Huus (2015). People Data
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HCM guiding principles

* |t is possible to estimate and classify value of people
as well as cost

 Fairness and quality in people decisions and
Investments generate organisational success

* People data reveals value, cost, fairness, and quality
of people (processes) across the talent management
life-cycle

 Human capital metrics attempt to compensate for

and reduce the effect of biases and mistakes In
human judgment

ClPD Huus, T. People Data: How to use and apply HCM in your company. 2015



HCM maturity

*Demographics (e.g. Age,
Tenure)

Classification / Remuneration
*Diversity

*Temporary performance /
transfers

*Gender mix

*Unplanned leave

*Resource cost
*Segmentation (e.g. Job
Families)

*Investment Mix

*Workforce projections (static)
*Attrition (external)
*Seasonal supply projections
*Workforce Capability
(Capability, qualifications,
accreditations, knowledge
sets)

*Optimal workforce mix
*Workforce projections
(including gap linked to
optimal mix)

*Management Layers
*Proactive Health risk
assessments

*Workforce shifts (Attrition &
intern. churn)

*Workforce Design
*Succession and Talent
(Time/Cost/Impact)
*Seasonal supply projections
with int. resource analysis
*Supply projections with
integrated recruitment
pipeline and internal mobility
pipeline

*Geo-spatial analysis
*Integrated Scenario modeller



WOT 3 0 © Home Mix Design Supply Location Snapshot BSL Snapshot BSL Plan Focus Areas Demographic Risk profile About the
orkio ctuals naicators Legend: & Enter parameter & Monitor / Caution &Aﬂenﬁonfﬁ’r’sk
3 ¥r Average % Organisation Indicators: | Neutral | | Well placed | | Monitor | | Area for attention |

FTE

Average Staffing Level (ASL) cap (FTE)

FTE (Differential)

19,499.7

21,000 |1\

20,000

Focus Areas

Graduates

Adjusted (Differential)

Graduate Pool

Workforce Shift scenario

ASL Scenario

Scenario Differential

Executive summary

Measure Job Family Salary Expenditure Core delivery
. Overview of:
. . e
52.3  Senior Executive §1,711,457,031  Salary expenditure - Areas for attention; Areas to Monitor, Areas well-placed
Ageing ; - Recruitment, sourcing and supply strategies
workforce 48.9  Governance and Performance 37,768 Average salary per capita ~Workforce Design issues (including ASL pressures}
47.9  Engagement, Assurance and Compliance %1,508,587,283 Salary expenditure (Scenario)
$83,810 Awverage salary per capita (Scenario)
nlndigenous representation (.3%  Communication and Marketing -$202,869,748 Harvest (Scenario)
0.3% Law Core enabling
Overview of:
4 29r i
Current %, Gap@3% 1.3% 35532 Workforce Shifts - Areas for attention; Areas to Monitor, Areas well-placed
- Recruitment, sourcing and supply strategies
30.8  Analytics, Risk and intelligence 504 Service Delivery - Workforce Design issues (including ASL pressures)
Areas of Oversupply . .
{Accounting for Graduate intake) 254  Project Management 383  Engagement, Assurance and Compliance
7.7 Governance and Performance 270 Administration
-124.0  Service Delivery -38 Information Technology
d ¢
Areas of Undersupply 45.2  Information Technology Administration, support and enabling

(Accounting for Graduate intake)

© Quentin O’Grady 2017
c/- jsloan@workforceplanningglobal.com
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WOT3.0@ Home
Workforce Mix and Scenario Modelling

Mix Design Supply Location Snapshot BSL Snapshot BSL Plan Focus Areas Demographic About the data

Workforce Actuals

3 YT Average % Current

e Grecusi po Sceraro medeter (Ca)
/000 9,439.
Average Staffing Level (ASL) cap (FTE) 20,00-0 Graduate Pool ASL Scenario
FTE (Differential) -500 Adjusted (MOHRI Differential) Scenario Differential
Workforce Mix 12 month plan 12 month plan (scenario)
3¥Yr Average % Current % Mix Current Optimum Deficit / Oversupply  Recruit | shed (1yr) %% Mix Recruit ! shed [1yr)
= Analytics, Risk and Intelligence 4.6% 905 928 22 109 5.0% 23
_E Engagement, Assurance and Compliance 24.0% 4,683 4,803 45 403 24.0% 641
E Law B8.6% 1,675 1,718 -13 157 8.9% 308
g Senior Executive 1.3% 244 250 -5 14 1.3% 36
v Service Delivery 26.6% 5,184 5316 -125 659 26.0% 802
= Entry Level Programs 1.8% 348 3587 -2 27 1.8% 45
g % Information and organisation professionals 4.8% 929 953 -24 80 5.0% 177
o EI Information Technology 9.0% 1,763 1,808 -45 116 10.0% 408
Project Management 3.9% 765 785 18 95 4.0% 151
] Accounting/Finance 1.5% 299 07 5 32 1.6% (3]
g - Administration 65.9% 1,350 1,385 -22 102 6.0% -23
§ E Communication and Marketing 1.7% 341 350 -4 30 1.8% 59
£

“ = Governance and Performance 0.3% 49 50 L] 12 0.2% 3
E u Human resources management 3.0% 595 610 -15 42 2.5% 43
2 Other Agencies 1.9% 372 381 3 M 1.9% 59
Organisation wide 100.0% 19499.7 20000 -250 1917 100.0% 2917

[\ Ensure 100%

Salary expenditure $1,711,457,031 $1,756,367,550 -$43,910,519 Scenario expenditure $1,760,018,497
Average $87,768 Scenario harvest S48 561,466

Scenario Average $83,810
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CIPD

Championing better
work and workmg lives

“

Thank you.

WWW.cipd.asia
w.wong@cipd.co.uk
@drwilsonwong

Head of Insight & Futures
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