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By now you should have a good idea of what an effective strategic
staffing/workforce planning process entails, as well as an understanding
of the context within which that process should be implemented. But how
should the HR function be structured to support strategic staffing/work-
force planning? And what skills and capabilities should HR staff possess
in order to play the roles that they are expected to play?

This chapter provides at least one structure for the HR function that is
capable of supporting strategic staffing/workforce planning on an ongo-
ing basis. Other structures may also be appropriate, but the one I present
here has proved effective in several companies. Needless to say, I am not
expecting you to implement this structure right away. However, this chap-
ter might provide you with a vision of what your HR structure might be
at some point in the near future.

Some of you may have adopted this structure (or something similar)
already. For those that have, you might find opportunities to fine-tune the
roles that your people are playing within that structure. Those of you that
have a different structure for your HR function may wish to implement
the structure just as it is described or try to ‘‘cherry-pick’’ the parts that
you think might be needed in your situation.

With regard to skills and capabilities, there may be less flexibility in
what is required. Regardless of how you choose to organize your HR func-
tion to support strategic staffing/workforce planning, the HR staff that are
involved in the process must have certain capabilities and perspectives if
the strategic staffing/workforce planning process is to be implemented
successfully. I have tried to identify and describe the most critical of these
required skills and capabilities for each staff role I have described.
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215Supporting Strategic Staffing/Workforce Planning

Should Strategic Staffing/Workforce Planning Stand Alone?
In my work with companies, I have seen no one consistent ‘‘home’’ for
strategic staffing/workforce planning within the HR function. In some
cases, it is its own unit (even if it is a ‘‘unit’’ of one person!). In other
cases, workforce planning is located within another, more traditional HR
function (such as recruiting or staffing). I have also seen workforce plan-
ning included within Talent Management, Succession and Development,
and even Diversity Planning.

From my perspective, strategic staffing/workforce planning is a disci-
pline in and of itself. It has its own roles, accountabilities, and expecta-
tions, and it feeds nearly every other HR function (e.g., staffing, recruiting,
training, development, and succession). As a result, it simply cannot be
linked to just one of those functions. When strategic staffing/workforce
planning is first implemented, it is possible that the workload it generates
can be handled along with that of another function. However, as soon as
the value of workforce planning is recognized, demand for the process
will generate much work and require significant resources. At that point,
it is unlikely that the staff of any unit that combines workforce planning
and another function will be able to do a good job of either one. Further,
strategic staffing/workforce planning requires a set of skills and capabili-
ties that other HR functions don’t. Consequently, strategic staffing/work-
force planning warrants its own unit within the HR function. In the
recommendations that follow, I have assumed that there will be a unit of
some kind that is dedicated to workforce planning—but don’t jump to any
conclusions regarding what the role of that function will be!

The Overall Structure of HR
Before focusing on strategic staffing/workforce planning, I’d like to pro-
vide an overall model of what I think the organization of the HR function
should be. While this proposal is completely consistent with my recom-
mendations regarding workforce planning in particular, the overall struc-
ture could also be implemented in an organization that has no dedicated
workforce planning capability at all. Figure 16-1 provides a schematic of
what this structure looks like.

This HR structure has three major components that work together to
meet the needs of line managers. At times, two components might be suf-
ficient; at other times, all three are needed. In the case of workforce plan-
ning, I believe that there is a role for each of the three components on an
ongoing basis. Here is a brief description of each component.
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Figure 16-1. A Suggested Organization Structure for
Human Resources.

HR
SERVICE
CENTER

Etc.

Benefits 
Administration 

Compensation 
Administration 

Training 

Recruiting/ 
Staffing 

Strategic 
Staffing/ 

Workforce 
Planning 

CENTERS OF EXCELLENCE 

HR
BUSINESS
PARTNER

The HR Service Center

Let me start by saying that the following paragraphs apply equally well
whether you have an in-house service center or one that has been out-
sourced. A well-designed, efficiently run HR service center is the corner-
stone of any HR function. While grouping like activities in a service center
setting might reduce operating costs, that is not its major objective. The
service center should be taking on all of the administrative and repetitive
tasks so that managers and HR staff don’t have to allocate any time or
resources to these nonstrategic (though absolutely necessary) tasks. The
more time managers and HR staff spend on short-term/tactical issues and
administration, the less time they have to spend on longer-term, more stra-
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217Supporting Strategic Staffing/Workforce Planning

tegic concerns. Once freed of these responsibilities, managers and HR staff
can concentrate on things strategic—including workforce planning.

The normal role of the service center is to provide basic administrative
support to the HR function. For many organizations, this includes benefits
administration, salary administration, HRIS/data management, and gov-
ernmental reporting. But in the organization structure I am proposing, the
service center needs to play a much more extensive role than this. It should
handle any and all HR tasks that are regular, repetitive, or not related to
the needs of a specific business. This should include such activities as:

• Applicant tracking

• Basic applicant screening (e.g., conducting initial interviews)

• Ongoing recruiting to meet regular, nonstrategic needs (e.g., replace-
ment of administrative staff), including identifying, evaluating, and
presenting slates of qualified candidates

• All regular, recurring job posting activity

• All repetitive training (e.g., first-level management courses), includ-
ing all orientations

• Basic career planning and development programs

• Day-to-day labor relations concerns

• Administration of any and all ‘‘employee self-service’’ activities

This list is by no means exhaustive. There could be many more activi-
ties in your organization that should be performed within a service center.

The service center will also play several key roles in supporting work-
force planning:

• Since the service center is handling much of the day-to-day activity
of recruiting and staffing, HR functional staff will have the time they
need in order to focus on and address the most critical issues that
they are facing. No longer will those staff need to put off addressing
strategic staffing issues in order to fight the fires of the day.

• The service center will be the source of much of the data that are
needed to create and run staffing models (e.g., past turnover data
needed to develop future projections, accurate information on cur-
rent employee headcounts, lists detailing retirement eligibility).

• It is also likely that the service center will host and maintain the
workforce planning web site. This will allow the workforce planning
unit to focus on value-added planning and staffing work instead of
administration.
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218 Strategic Staffing

With regard to required skills, these HR service center functional lead-
ers will need such skills as:

• A basic understanding of the business of each unit

• An in-depth understanding of the appropriate function (e.g., re-
cruiting)

• Good communications skills (both giving and receiving information)

• A good understanding of the strategic staffing/workforce planning
process (especially the expected outputs, such as staffing plans and
actions)

• Good organizational skills

• The ability to evaluate and set priorities (e.g., which ‘‘fire’’ to fight
first)

• An ‘‘efficiency’’ mindset (e.g., the ability to get a lot of good work
done in a speedy, cost-efficient manner)

HR Business Partner
Many organizations have this position, but few of them define the role as
it should be defined. When implemented effectively, the HR business part-
ner is meant to be a very strategic role, focused on helping the business
unit to meet its long-term objectives. As a valued member of the strategic
inner circle of the business unit, the HR business partner is meant to help
senior managers to identify and address critical, long-term HR issues such
as:

• Identifying and addressing the HR implications of business plans
and strategies

• Defining the implications of major organization changes

• Implementing and supporting executive succession and develop-
ment activities

• Identifying high-level talent management gaps and developing ap-
propriate strategies

• Using strategic staffing/workforce planning, working with manag-
ers on an ongoing basis to:

• Identify critical staffing issues and implications

• Define staffing requirements

• Gather input regarding turnover and retirement scenarios

• Review staffing model output and develop staffing strategies

• Work with managers to define realistic staffing plans and actions
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(e.g., identifying who will actually be promoted or redeployed,
identifying which positions will be contracted out)

• Monitor unit staffing plans to ensure that they are being imple-
mented as expected and that staffing needs are indeed being met

Take special notice of that last item—it is one of the most important
roles that an HR business partner can play. Note that the business partner
role includes nothing that is tactical or short term. To be effective, the
business partner must focus on the big picture.

To play this role effectively, an HR business partner must have such
skills and capabilities as:

• An in-depth knowledge of her business unit (i.e., an understanding
that is on a par with that of the business leaders of that unit)

• An ability to think and act with a strategic perspective

• The confidence of and credibility with managers, from a peer-to-peer
perspective

• The ability to communicate effectively with (and appropriately chal-
lenge) line managers

• A good understanding of the strategic staffing/workforce planning
process and its objectives

• An in-depth understanding of staffing processes (remember my very
broad definition of what staffing includes)

• Creative problem-solving skills

Many organizations that have the business partner role implement it
in a most ineffective way. Somehow, the business partner has become a
kind of ‘‘one-stop shop’’ for addressing any or all HR problems faced
by the business unit. In most cases, this means that the partners are not
supporting strategic decisions, but are instead focusing on tactical issues,
short-term crises, and day-to-day firefighting. So much time is spent on
these short-term problems that the partners have little or no time or re-
sources to allocate to things strategic. This approach also tends to lead to
a vicious downward spiral. The more HR business partners become in-
volved in day-to-day problems, the deeper they fall into this abyss. When
this happens, they have even less time to perform the strategic role that is
the very focus of the position. But if HR business partners do not address
these strategic issues, who will?

Clearly, the short-term issues of the business unit need to be ad-
dressed. If this is not the job of the HR business partner, how will those
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problems be solved? From my perspective, there are at least two things
that need to happen:

• Many of the short-term issues can be dealt with by staff in the HR
service center. Remember that I have suggested a role for the service
center that includes responsibilities for compensation, recruiting,
staffing, training, labor management, and other such areas. When
managers are facing short-term problems in these areas, they should
turn to the service center, not the HR business partner.

• Still other short-term problems can be addressed by employees
themselves and thus require no input at all from the business part-
ner. Employees are perfectly capable of participating in posting,
signing up for training, and keeping their HRIS records and other
profiles (e.g., internal career résumés and development profiles) up
to date. Middle- and lower-level managers can work directly with
the service center to fill approved positions, replace regular turnover,
conduct employee orientations, and run basic training programs.

By eliminating the time spent on these day-to-day issues, HR business
partners will suddenly have time and resources to allocate to strategic
staffing/workforce planning. There might, however, be two obstacles to
overcome (both of which are of our own making) if the partner is to be
truly strategic:

• Stop measuring HR business partners’ performance in terms of how
quickly they respond to short-term crises. Similarly, no longer gauge man-
agement satisfaction with business partners’ service by measuring how
well they address short-term, tactical problems. Instead, use those mea-
sures to evaluate the overall performance of the service center. Consider
evaluating how well managers utilize service center support and capabili-
ties. Finally, develop and apply more strategic measures to assess HR busi-
ness partners’ performance.

• The second change is more sensitive. Many HR business partners
gravitate to more tactical roles and choose to respond to short-term issues
because they lack the skills, capabilities, or inclination to operate in the
realm of strategy. These people prefer to fight fires rather than identify
and address strategic issues. They address short-term problems not be-
cause managers are forcing them to do so, but rather because they are
more comfortable operating in a near-term, reactive environment. Some of
these HR business partners may be intimidated by senior managers (or
lack the confidence of or credibility with those managers). Others lack
strategic perspective. Still others may lack the in-depth understanding of
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the business that is necessary (even though they may think that they may
have that understanding). As you implement the strategic role of HR busi-
ness partner, don’t just define a new set of accountabilities. Make sure that
you fill each HR business partner slot with an individual who has the
experience, perspective, understanding, and capabilities to truly ‘‘partner’’
with line managers in a strategic arena. Finally, consider having the part-
ner report directly to the head of the business unit, not to the head of HR.
It is difficult to partner with a group that works together on a constant,
day-to-day basis if you are viewed as an outsider or a visitor. Sometimes
you just have to be ‘‘inside the tent’’ to be privy to what is really going on.

Strategic Staffing/Workforce Planning (SWFP) ‘‘Center of
Excellence’’

As you read these paragraphs, remember that at first this might be a
‘‘unit’’ of one individual. Also, bear in mind that some of what is de-
scribed here is an organic role that develops and expands over time as
demands for services and the availability of staff and resources all grow.

The SWFP unit is the organization’s ‘‘expert’’ on strategic staffing/
workforce planning. The staff of the unit work with all the HR business
partners as internal consultants to help them to identify, and develop strat-
egies to address, their most critical staffing issues, drawing support from
the HR service center as required. Over time, a strategic staffing/work-
force planning leader may head up a small unit that provides strategic
staffing/workforce planning services to the organization.

On an ongoing basis, the unit is responsible for such things as:

• Creating, updating, and maintaining strategic staffing/workforce
planning processes that meet the company’s needs and are appro-
priate in terms of size and scope

• Working to support HR business partners and line managers as re-
quired so that they can implement the strategic staffing/workforce
planning process effectively and efficiently

• Helping partners and managers to apply the process to ‘‘frame’’ and
address particularly difficult or complex staffing issues

• Working with HR service center staff to create and implement the
near-term staffing and development plans that are needed to imple-
ment long-term staffing strategies

• Identifying opportunities to manage staff across business units or
implement coordinated staffing strategies that address common
staffing issues
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• Developing staffing cost analyses
• Developing and maintaining a strategic staffing/workforce planning

infrastructure (including creating and updating the web site and de-
veloping and conducting workforce planning–related training)

Note that this role can be played only within the context of the organi-
zational changes and accountabilities described earlier. The leader can
support the business partners only if those partners understand and play
the roles I have defined. The leader can define and implement coordinated
staffing strategies and plans effectively only if the HR service center is
providing the services that I have described.

Initially, the leader probably will need to be directly involved in work-
force planning in order to demonstrate its value to the organization and
train others (e.g., HR business partners) in the process itself. As this orga-
nizational capability is developed, the role can gradually ‘‘morph’’ into
the long-term role that is described here.

In order to play this role, the strategic staffing/workforce planning
leader should possess such skills and capabilities as:

• An in-depth understanding of strategic staffing, including its objec-
tives, the process itself, the application of process results, and a mas-
tery of the tools and techniques to be employed

• An in-depth understanding of the business of each unit
• A strategic, big-picture perspective—thinking both long term (e.g.,

five to ten years in the future) and broadly (e.g., identifying opportu-
nities to implement solutions that span units)

• The confidence of and credibility with managers, from a peer-to-peer
perspective

• The ability to communicate effectively with (and appropriately chal-
lenge) line managers

• The ability to identify, frame, and describe potentially complex
staffing issues and implications

• The ability to describe complex staffing issues, implications, and so-
lutions to line managers in terms that they can understand

• A good understanding of all the staffing processes that are used by
the organization and the staffing options that are available (again,
remember how inclusive my definition of staffing is)

• A cross-HR functional perspective (e.g., recognizing that the solution
to many staffing issues will require input from several HR functions)

• A results orientation (e.g., focusing on solving staffing-related prob-
lems, not just creating workforce planning processes)
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• Creative problem-solving skills

• Good organizational skills and a penchant for detail

• Basic financial analysis skills (e.g., the ability to define the financial
implications/cost savings of staffing strategies or determine the costs
of implementing specific staffing plans)

• An intermediate mastery of spreadsheet technology

• A basic understanding of web site design

• Basic supervisory skills (for when the unit becomes more than a unit
of one)

Note that some skills that are traditionally associated with the position
are not included on this list:

• An in-depth knowledge of spreadsheet technology is not needed be-
cause the staffing models that are built and applied are just not that
complex.

• An in-depth understanding of the capabilities and content of your
HRIS is not needed because the detailed interaction with the HRIS
will be handled by the HR service center, not this position. The ser-
vice center will also provide any data mining that is required.

• A mastery of external demographic data and analysis is not required
because external demographics play a limited role in this version of
workforce planning. If such analysis is needed, it can be better pro-
vided on an as-needed, cost-effective manner by external consul-
tants.

• An in-depth understanding of web site design and maintenance is
not needed. Such web site administration and support will be pro-
vided by the service center.

• Research skills are not required. If your workforce planning leader is
doing in-depth data research, then he is moving down the wrong
path. Such research rarely helps an organization to identify and ad-
dress the critical, company-specific staffing issues that it is facing.

Suppose for a minute that you do not have someone in your organiza-
tion that meets all these criteria. Is it better to take a staffing professional
and develop in that person the understanding of the business and strategic
perspective that the position requires, or is it more effective to take an
effective business leader (who presumably already understands the busi-
ness and can think strategically) and teach that person workforce planning
and staffing? In this situation, most organizations would reach out to the
HR or staffing professional and try to develop the missing business and
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224 Strategic Staffing

strategy-related skills. I suggest that you do the exact opposite. An under-
standing of the business and strategic perspective is a capability that in
the best of cases takes a long time to develop. Some might even suggest
that such a perspective is an innate capability that people either have or
don’t have. Strategic staffing/workforce planning, on the other hand, is a
logical process that can be quickly mastered. Thus, it will probably be far
easier (and more expedient) for you to select a strategic business leader
and teach her workforce planning than to choose an HR professional and
develop that person’s business understanding and strategic perspective.

Final Thoughts
Here are some final thoughts on this structure and these roles. Note that if
they are implemented as described, there may not be large functional units
within HR. As is the case with strategic staffing, each HR function may
have a small unit that focuses on strategic issues. Figure 16-1 refers to these
as ‘‘centers of excellence,’’ but they could be just as well be labeled ‘‘cen-
ters of expertise.’’ These centers are not involved in anything tactical, how-
ever. All of the functional support and administration is provided within
the structure (and reporting relationships) of the HR service center. Figure
16-2 provides a table that describes how strategic staffing/workforce plan-
ning roles and accountabilities might be allocated to various HR positions.
It is based on a table that I produced for a client recently. It is fully consis-
tent with the ideas in this chapter, but it was developed to meet the partic-
ular needs of a specific company. Thus, it may differ slightly in terms of
the level of detail it contains. Still, it is a good example of how one organi-
zation actually implemented the structure I propose.

PAGE 224................. 16786$ CH16 02-13-08 07:59:19 PS



F
ig

u
re

16
-2

.
S

am
p

le
W

o
rk

fo
rc

e
P

la
n

n
in

g
R

o
le

s
fo

r
H

R
S

ta
ff

.

W
FP

Pr
oc

es
s

St
ep

H
R

Bu
si

ne
ss

Pa
rt

ne
r

Lo
ca

lH
R

Re
pr

es
en

ta
tiv

e
W

FP
Le

ad
Re

cr
ui

te
rs

1.
Id

en
tif

y
cr

iti
ca

l
st

af
fin

g
is

su
es

•
Re

vi
ew

bu
si

ne
ss

st
ra

te
gi

es
an

d
pl

an
s

•
Id

en
tif

y
st

af
fin

g
im

pl
ic

at
io

ns
of

fa
ci

lit
y

pl
an

s
(e

.g
.,

re
pl

ac
in

g
an

d
ex

is
tin

g
fa

ci
lit

y)
•

Id
en

tif
y

st
af

fin
g

im
pl

ic
at

io
ns

of
de

pa
rtm

en
ta

lo
rf

un
ct

io
na

lb
us

in
es

s
pl

an
s

•
Id

en
tif

y
st

af
fin

g
is

su
es

th
at

do
no

t
ar

is
e

di
re

ct
ly

fro
m

bu
si

ne
ss

pl
an

s
(e

.g
.,

re
tir

em
en

t)
•

As
se

ss
is

su
e

cr
iti

ca
lit

y
an

d
id

en
tif

y
th

os
e

is
su

es
th

at
re

qu
ire

W
FP

•
Su

pp
or

tt
he

id
en

tifi
ca

tio
n

of
cr

iti
ca

l
st

af
fin

g
is

su
es

•
He

lp
to

‘‘f
ra

m
e’

’o
rd

efi
ne

st
af

fin
g

is
su

es
ap

pr
op

ria
te

ly
•

Su
pp

or
tt

he
id

en
tifi

ca
tio

n
an

d
de

fin
iti

on
of

po
te

nt
ia

ls
ta

ffi
ng

is
su

es
th

at
sp

an
de

pa
rtm

en
ts

or
fa

ci
lit

ie
s

(e
.g

.,
co

m
pe

tit
iv

e
th

re
at

s)

•
Al

er
tH

R
Bu

si
ne

ss
Pa

rtn
er

s
an

d/
or

W
FP

Le
ad

w
he

n
si

gn
ifi

ca
nt

re
cr

ui
tin

g
is

su
es

ar
is

e
(e

.g
.,

in
cr

ea
se

d
co

m
pe

tit
io

n
fo

rt
al

en
t,

sh
rin

ki
ng

ex
te

rn
al

ta
le

nt
po

ol
s)

2.
De

fin
e

st
af

fin
g

ga
ps

an
d

su
rp

lu
se

s
•

Pr
ov

id
e

in
pu

tr
eg

ar
di

ng
st

af
fin

g
re

qu
ire

m
en

ts
•

Su
pp

or
tt

he
cr

ea
tio

n
of

st
af

fin
g

m
od

el
s

•
Ga

th
er

st
af

fin
g

re
qu

ire
m

en
ts

•
Cr

ea
te

an
d

‘‘l
oa

d’
’s

ta
ffi

ng
m

od
el

s
•

Pr
ov

id
e

in
iti

al
su

pp
ly

in
fo

rm
at

io
n

(e
.g

.,
cu

rre
nt

he
ad

co
un

t,
hi

st
or

ic
tu

rn
ov

er
,

re
tir

em
en

te
lig

ib
ilit

y)

3.
De

ve
lo

p
st

af
fin

g
st

ra
te

gi
es

*
•

Pr
ov

id
e

in
pu

tr
eg

ar
di

ng
st

af
fin

g
st

ra
te

gi
es

•
Re

vi
ew

pr
op

os
ed

st
af

fin
g

st
ra

te
gi

es
to

en
su

re
th

at
th

ey
ar

e
ap

pr
op

ria
te

•
Id

en
tif

y
po

ss
ib

le
lo

ca
li

m
pl

ic
at

io
ns

of
st

af
fin

g
st

ra
te

gi
es

(e
.g

.,
w

he
re

on
e

fa
ci

lit
y

m
ay

be
af

fe
ct

ed
ad

ve
rs

el
y)

•
De

ve
lo

p
‘‘c

ro
ss

fu
nc

tio
na

l’’
st

af
fin

g
st

ra
te

gi
es

in
co

ns
ul

ta
tio

n
w

ith
m

an
ag

er
s

•
W

or
k

di
re

ct
ly

w
ith

HR
Co

ns
ul

ta
nt

s
to

su
pp

or
tt

he
de

ve
lo

pm
en

to
fp

ar
tic

ul
ar

st
af

fin
g

st
ra

te
gi

es
•

W
or

k
di

re
ct

ly
w

ith
m

an
ag

er
s,

HR
Bu

si
ne

ss
Pa

rtn
er

s,
an

d
Lo

ca
lH

R
Re

ps
to

de
ve

lo
p

st
af

fin
g

st
ra

te
gi

es
fo

r
is

su
es

th
at

sp
an

de
pa

rtm
en

ts
or

fa
ci

lit
ie

s
•

Id
en

tif
y

op
po

rtu
ni

tie
s

to
de

ve
lo

p
st

af
fin

g
st

ra
te

gi
es

th
at

sp
an

fa
ci

lit
ie

s
or

de
pa

rtm
en

ts

•
Pr

ov
id

e
in

pu
t(

e.
g.

,‘
‘re

al
ity

ch
ec

ks
’’)

re
ga

rd
in

g
th

e
hi

rin
g

co
m

po
ne

nt
s

of
st

af
fin

g
st

ra
te

gi
es

•
Su

gg
es

tr
ec

ru
iti

ng
st

ra
te

gi
es

*N
ot

e
th

at
st

af
fin

g
st

ra
te

gi
es

in
co

rp
or

at
e

re
te

nt
io

n
st

ra
te

gi
es

PAGE 225................. 16786$ CH16 02-13-08 07:59:20 PS



F
ig

u
re

16
-2

.
(C

o
n

ti
n

u
ed

)

W
FP

Pr
oc

es
s

St
ep

H
R

Bu
si

ne
ss

Pa
rt

ne
r

Lo
ca

lH
R

Re
pr

es
en

ta
tiv

e
W

FP
Le

ad
Re

cr
ui

te
rs

4.
De

fin
e

st
af

fin
g

pl
an

s
•

Re
vi

ew
pr

op
os

ed
st

af
fin

g
pl

an
s

to
en

su
re

th
at

th
ey

ar
e

re
al

is
tic

an
d

co
st

ef
fe

ct
iv

e

•
De

ve
lo

p
st

af
fin

g
pl

an
s

(in
co

ns
ul

ta
tio

n
w

ith
m

an
ag

er
s)

th
at

al
lo

w
th

e
m

os
t

ef
fe

ct
iv

e
im

pl
em

en
ta

tio
n

of
st

af
fin

g
st

ra
te

gi
es

•
Do

cu
m

en
ts

ta
ffi

ng
pl

an
s

•
Ac

ta
s

a
‘‘b

ro
ke

r’’
to

co
or

di
na

te
th

e
w

or
k

of
HR

st
af

f(
on

a
cr

os
s

fu
nc

tio
na

l
ba

si
s)

so
th

at
st

af
fin

g
pl

an
s

ca
n

be
im

pl
em

en
te

d
•

De
fin

e
st

af
fin

g
co

st
s

•
Ev

al
ua

te
th

e
co

st
im

pl
ic

at
io

ns
of

st
af

fin
g

pl
an

s

•
W

or
k

di
re

ct
ly

w
ith

Lo
ca

lH
R

Re
ps

to
su

pp
or

tt
he

de
ve

lo
pm

en
to

fp
ar

tic
ul

ar
st

af
fin

g
pl

an
s

•
W

or
k

di
re

ct
ly

w
ith

m
an

ag
er

s,
HR

Bu
si

ne
ss

Pa
rtn

er
s,

an
d

Lo
ca

lH
R

Re
ps

to
de

ve
lo

p
st

af
fin

g
pl

an
s

fo
ri

ss
ue

s
th

at
sp

an
de

pa
rtm

en
ts

or
fa

ci
lit

ie
s

•
Su

pp
or

tt
he

de
ve

lo
pm

en
to

fs
ta

ffi
ng

co
st

an
al

ys
es

•
Pr

ov
id

e
di

re
ct

in
pu

tt
o

th
e

de
ve

lo
pm

en
to

ft
he

hi
rin

g
co

m
po

ne
nt

s
of

st
af

fin
g

pl
an

s
•

Pr
ov

id
e

in
fo

rm
at

io
n

re
ga

rd
in

g
re

cr
ui

tin
g

co
st

s
•

De
ve

lo
p

th
e

sp
ec

ifi
c

re
cr

ui
tin

g
pl

an
s

ne
ed

ed
to

su
pp

or
tt

he
im

pl
em

en
ta

tio
n

of
st

af
fin

g
pl

an
s

5.
Im

pl
em

en
ts

ta
ffi

ng
pl

an
s

•
Fa

ci
lit

at
e

st
af

fin
g

m
ov

es
(o

fi
nt

er
na

l
ca

nd
id

at
es

)a
m

on
g

fa
ci

lit
ie

s
•

W
or

k
w

ith
m

an
ag

er
s

to
im

pl
em

en
tt

he
‘‘n

on
-r

ec
ru

iti
ng

’’
co

m
po

ne
nt

s
of

st
af

fin
g

pl
an

s
(e

.g
.,

id
en

tif
yi

ng
in

di
vi

du
al

s
to

be
pr

om
ot

ed
or

re
de

pl
oy

ed
)

•
So

ur
ce

ca
nd

id
at

es
ne

ed
ed

to
im

pl
em

en
tW

FP
•

In
te

rv
ie

w
an

d
as

se
ss

th
es

e
sp

ec
ifi

c
ca

nd
id

at
es

•
W

or
k

w
ith

m
an

ag
er

s
to

as
se

ss
an

d
se

le
ct

ca
nd

id
at

es

On
go

in
g

•
Pr

ov
id

e
in

pu
ta

nd
fe

ed
ba

ck
to

th
e

W
FP

Le
ad

re
ga

rd
in

g
th

e
W

FP
pr

oc
es

s
(e

.g
.,

op
po

rtu
ni

tie
s

to
im

pr
ov

e
ef

fe
ct

iv
en

es
s)

•
Ke

ep
up

to
da

te
on

ch
an

ge
s

in
bu

si
ne

ss
pl

an
s

(b
ot

h
pr

op
os

ed
an

d
ac

tu
al

)i
n

or
de

rt
o

id
en

tif
y

po
ss

ib
le

st
af

fin
g

is
su

es
•

No
tif

y
Lo

ca
lH

R
Re

ps
an

d/
or

W
FP

Le
ad

w
he

n
ne

w
or

up
da

te
d

w
or

kf
or

ce
pl

an
s

m
ay

be
re

qu
ire

d
•

Pr
ov

id
e

in
pu

tt
o

se
le

ct
io

n
an

d
re

te
nt

io
n

pr
og

ra
m

s
•

Ed
uc

at
e

m
an

ag
er

s
re

ga
rd

in
g

th
e

ne
ed

fo
ra

nd
be

ne
fit

s
of

W
FP

•
M

on
ito

r/t
ra

ck
th

e
im

pl
em

en
ta

tio
n

of
st

af
fin

g
pl

an
s

to
en

su
re

th
at

ne
ed

s
ar

e
be

in
g

m
et

•
Ed

uc
at

e
m

an
ag

er
s

re
ga

rd
in

g
th

e
ne

ed
fo

ra
nd

be
ne

fit
s

of
W

FP
•

Up
da

te
w

or
kf

or
ce

pl
an

s
fo

rt
he

‘‘n
ex

t
cy

cl
e’

’

•
Ed

uc
at

e
m

an
ag

er
s

re
ga

rd
in

g
th

e
ne

ed
fo

ra
nd

be
ne

fit
s

of
W

FP
•

M
ai

nt
ai

n
th

e
ef

fe
ct

iv
en

es
s

of
th

e
W

FP
pr

oc
es

s
(e

.g
.,

ga
th

er
in

g
an

d
in

co
rp

or
at

in
g

fe
ed

ba
ck

fo
rm

us
er

s)
•

M
ai

nt
ai

n
to

ol
s

an
d

su
pp

or
tin

g
re

so
ur

ce
s

•
M

an
ag

e
th

e
in

te
rn

al
W

FP
‘‘w

eb
si

te
’’

•
M

od
ify

th
e

st
ru

ct
ur

e
of

ex
is

tin
g

st
af

fin
g

m
od

el
s

w
he

n
ne

ce
ss

ar
y

(e
.g

.,
ad

di
ng

ro
w

s
or

co
lu

m
ns

w
he

n
ne

ce
ss

ar
y)

•
W

or
k

w
ith

Lo
ca

lH
R

Re
ps

to
up

da
te

ex
is

tin
g

w
or

kf
or

ce
pl

an
in

fo
rm

at
io

n
•

Pr
ov

id
e

on
go

in
g

W
FP

co
ns

ul
tin

g
to

m
an

ag
er

s,
HR

Bu
si

ne
ss

Pa
rtn

er
s,

an
d

Lo
ca

lH
R

Re
ps

(e
.g

.,
he

lp
in

g
th

em
ap

pl
y

th
e

pr
oc

es
s

to
ad

dr
es

s
co

m
pl

ex
st

af
fin

g
is

su
es

)
•

W
or

k
w

ith
HR

IS
st

af
ft

o
al

lo
w

th
e

co
nt

in
ua

lfl
ow

of
re

qu
ire

d
da

ta

•
M

on
ito

ra
nd

ev
al

ua
te

ex
te

rn
al

so
ur

ce
s

of
ta

le
nt

•
Co

or
di

na
te

th
e

hi
rin

g
pr

oc
es

s
w

ith
hi

rin
g

m
an

ag
er

s

PAGE 226................. 16786$ CH16 02-13-08 07:59:20 PS






