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STEP 1: DIAGNOSE TALENT IMPLICATIONS OF ECONOMIC SCENARIOS 
Dynamic organizations face a unique set of business and talent conditions (e.g., frequent shifts in the internal and external business environment) that place a higher emphasis on their ability to continuously diagnose talent implications of strategic shifts.  To build a flexible strategic workforce plan (WFP), workforce planning teams must ﬁrst understand the strategic priorities of the business in all potential economic scenarios.  Workforce planning teams should use the discussion guide below in conversations with business leaders to understand the organization’s priorities in all three economic and business growth scenarios.   

Figure 1:  WFP Discussion Guide for Three Economic Business Scenarios 
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STEP 2: PRIORITIZE CRITICAL WFP ACTIVITIES IN ALL SCENARIOS 
To prioritize critical WFP activities during times of uncertainty, WFP teams should perform an analysis for each potential economic scenario to identify which WFP activities are most important to the strategy of the business and have the highest urgency.  Figure 2 is an illustrative scoring matrix to identify the WFP activities of the highest and lowest importance and urgency. 

Figure 2:  Critical WFP Activity Scenario Matrix and Scorecard 
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General 
Business Partner 
Manager 
Non-Critical to 

Business Success  
0 points = Expendable WFP Activity 

1-3 points = Non-Core WFP Activity 

4-6 points = Core WFP Activity 
7-9 points = Strategic WFP Activity 

Total Score 
Critical to Business Success  
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The WFP team must surface critical and noncritical WFP activities and programs to create a WFP resourcing plan targeted at the WFP activities with the greatest impact on business successes in all potential economic scenarios. With a limited budget, the WFP team should prioritize those activities that are highly critical in all potential scenarios; less critical activities should be examined for potential budget cuts. The figure below illustrates how to use the sample scoring on the previous page to inform WFP resourcing decisions.
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Mandate for Highest Scoring WFP Activities 
Reallocate resources to these WFP programs from lower scoring WFP activities to eliminate any critical gaps in all potential likely scenarios. 

Mandate for Lowest Scoring WFP Activities 
Examine opportunities to redirect WFP resources away from these programs/activities.  To evaluate these opportunities, the WFP team should ask the following five questions: 

· Are there opportunities to change how this program is staffed?  

· Are there opportunities to readjust funding for this program? 

· Are there opportunities to enhance the productivity/capability of staff in   
 
this area?

· Are there opportunities to outsource or restructure this program? 

· Are there opportunities to convince stakeholders that changing the 

program is necessary?

STEP 3: RELLOCATE RESOURCES TO CRITICAL WFP ACTIVITIES 
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NOTE TO MEMBERS: This project was researched and written to fulfill the research request of several members of the Corporate Executive Board and as a result may not satisfy the information needs of all member companies.  The Corporate Executive Board encourages members who have additional questions about this topic to contact their research manager for further discussion.  The views expressed herein by third-party sources do not necessarily reflect the policies of the organizations they represent. 

PROFESSIONAL SERVICES NOTE: The Corporate Leadership Council (CLC®) has worked to ensure the accuracy of the information it provides to its members. This project relies upon data obtained from many sources, however, and the CLC cannot guarantee the accuracy of the information or its analysis in all cases. Furthermore, the CLC is not engaged in rendering legal, accounting, or other professional services. Its projects should not be construed as professional advice on any particular set of facts or circumstances. Members requiring such services are advised to consult an appropriate professional. Neither Corporate Executive Board nor its programs are responsible for any claims or losses that may arise from any errors or omissions in their reports, whether caused by Corporate Executive Board or its sources.  



Key Discussion Question �
In High Growth �
In Low Growth �
In Flat Growth/Contraction �
�
What are our key business goals for the next two to five years? �
�
�
�
�
What are our agency’s three greatest strengths? �
�
�
�
�
What are our agency’s three greatest weaknesses? �
�
�
�
�
What are the three to five critical talent roles/groups required to achieve business success? �
�
�
�
�
What positions/skills will become less important/unnecessary to achieve business success? �
�
�
�
�
What are the potential internal barriers to each of the critical talent groups? (e.g., lack of internal mobility) �
�
�
�
�
What are the potential external barriers to each of the critical talent groups? (e.g., lack of graduates) �
�
�
�
�
What are the potential organizational responses to eliminating barriers for ensuring critical talent is in the organization? �
�
�
�
�
What should the potential talent management responses be to eliminate barriers to ensuring critical talent is in the organization? �
�
�
�
�
What are the benefits/challenges of recruiting critical skills versus developing critical skills and vice versa? �
�
�
�
�



             URGENT			NOT URGENT





I. Strategic WFP Activities


(3 points)








What WFP activities are critical to delivering on the strategy of the agency now?�



II Core WFP Activities


(2 points)








What WFP activities are critical but not urgent?�
�



III Non-Core WFP Activities


(1 point)








What WFP activities are urgent, but not critical?








�



IV ‘Expendable’ WFP Activities


(0 points)





What WFP activities are not critical and could be eliminated/refocused?�
�









�
WFP Activity Scenario Scorecard �
�
�
WFP Activities �
High Growth �
Low Growth �
Flat Growth/ Contraction �
Total Score �
�
Succession Management �
3 �
3 �
3 �
9 �
�
Reward and Recognition �
2 �
2 �
0 �
4 �
�
Workforce Restructuring �
0 �
2 �
3 �
5 �
�
WFP Activity �
�
�
�
�
�
WFP Activity �
�
�
�
�
�






