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Draft — For discussion only

Only 15% of companies plan their work force needs more
than three years into the future
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Companies often ignore mismatch between capabilities
available on the labor market and demanded by employers

Higher Education Specialization Supply versus
Labor Market Demand in UAE

Student enrolment by discipline (2005) (%)
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1. Administration includes among others public administration and affairs, translation, general secretariat, etc
Source: BCG Analysis
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Strategic workforce planning: typical weaknesses at many
companies

o Workforce planning only has a very short-term orientation

e Pure capacity planning without differentiation by qualification or job families

e Often no workforce demand planning with link to company strategy

o Recruiting and training goals often not systematically deducted from company strategy
e Qualification programs often not systematically deducted from company strategy

G Internal transfer potential from surplus to shortfall often not used

0 Capacity reduction often with "lawnmower" method

e Demographic challenges often not systematically addressed

Q Integration of HR department into strategic discussions often not happening

Source: BCG
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BCG's Strategic Workforce and Cost Planning Approach

Very well proven approach

e Simulate workforce supply per skill cluster

Current workforce Future supply
Assumptions, e.g., Headcount
Define Skill gt;'i:fr?]em e Identify gaps Develop HR
Clusters . Phased retirement and costs measures
Planning level el - Measures
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Source: Strategic Workforce and Cost Planning project team
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Methodology has been proven in multiple projects
Extract of project references
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Flexible simulation of workforce supply scenarios Supply

lllustrative parameters

Retirement

Fluctuation

Recruiting

Productivity

Partial
retirement

Cost

* 65 years

* @ 6.8% per year, derived from
historical data by age group
and by business unit

*none

* 3.5% absence rate

°none

* 7% inflation

Note: FTE data as of 31 Dec 2009; Permanent employees only
Source: Central HR data; Central HR event list; BCG analysis
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Development of staff levels

Headcount

Age groups
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Approach links business strategy to workforce scenarios

) . .
Production scenarios
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Specific simulation model
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Also templates for data requests are ready to use
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Detailed identification of capacity risks

Draft — For discussion only
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Source: Project example
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Source: Project example

aps taking typical career paths into account
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Focused HR initiatives can be launched to address

capacity and skill risks Measures
identify problem ... develop HR
precisely ... initiatives ... ... and detail them
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Source: BCG analysis s
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Effective counter-measures can be systematically
derived and tracked Measures

HR measures HR measures
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This is not a one-time exercise but a an enablement of
HR into a continuous strategy HR process “Process

Annual updates during
the strategy process:
Joint effort strategy,

HR and line
Updates:
Strategic
scenarios
Implemen-
tation
Implementation
of measures .
Risk Risk analysis of
Analyses different strategy
_ scenarios
Action
planing

Definition of concrete
action steps

Source: Project example
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Very positive feedback — project enables the HR organization
Client feedback from BCG strategic workforce planning projects

"Mother of all HR projects!”

n

We — as HR became actively involved in strategy process”

"First step towards becoming an HR business partner "

"Results were directly translated in concrete board decisions”

"We speak the same language as Finance and Strategy”

"We set up an implementation controlling to enforce all measures”

"Approach is easy to implement, it is pragmatic and goal oriented”

"Best consulting project ever”

Strategic Workforce Planning Presentation at HR Club.pptx THE BosToN CONSULTING GROUP
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Approach also covered in leading publications

Draft — For discussion only

Example Harvard Business Review

Managing Demographic Risk

An aging workforce will compel businesses to change how they operate and could even

threaten some companias’ viahility, How vulnerable is your business?
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aware that a major demographic shift is about to
transform thelr societies and their companies — and
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