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Taking the time to plan and make decisions as part of a broader strategy improves every aspect of your business, including your workforce. Despite the size or type of company, workforce planning is a valuable HR process that ensures you have the staff to execute your business strategy.Learn what workforce planning is, how it helps with goals and
produces positive outcomes, the benefits it can offer, five key steps in workforce planning, and what it looks like in practice.Discover: What is workforce planning?Workforce planning is the process of analyzing existing employees and planning for future staffing requirements through talent gap assessment, developing employee management
procedures, and setting recruitment strategies.With effective workforce planning, your business is always staffed with the necessary talent, knowledge, and experience to produce positive business results.Workforce planning requires developing an appropriate and cost-effective strategy for retaining, recruiting, and training your workforce while also
continually assessing employee performance.A survey by the American Productivity & Quality Center (APQC) shows 89% of 236 organizations integrated workforce planning into their business operations.The plan for your workforce, what it will look like moving forward, and how to strategize for specific goals are unique to your business and depend
on many factors. Typical components that affect workforce planning include:Talent availabilityBusiness growthAge of the existing workforceCurrent knowledge/skill gapsAnd much moreStrategic workforce planningStrategic workforce planning is a proactive approach to managing staffing needs and aligns HR processes to business-wide goals. It
guides future employee plans and decisions, ensuring they adhere to the companys long-term vision.Strategic workforce planning tends to take place at the senior leadership level and focuses on big picture goals such as:Structural organizationEmployee redeploymentSuccession planningStaffing budgetsMaintaining capacityReducing riskOperational
workforce planningIn contrast to strategic workforce planning, operational workforce planning focuses on the businesss immediate priorities. For example, which staff level can efficiently meet the current deadlines and objectives? Criteria to consider when planning for your companys future workforce include:Employee numbers: getting the correct
workforce size so the business is not overstaffed and inefficient but not too small to hinder growth and fail to match demand.Skillset: having the right mix of skills, capabilities, knowledge, and experience to perform effectively and achieve your goals.Budget: finding the optimal staffing expenditure to achieve a high return on investment from
employees and maximize profits.Flexibility: developing your workforce to be agile and adapt quickly when changes in the market occur. The goal of workforce planningThe primary goal of workforce planning is to create a strategy for your staffing needs that ensures you can meet strategic objectives both now and in the future.To achieve this goal,
workforce planning requires an in-depth understanding of your existing workforce, employee skills, experience, load capability, and potential talent gaps.Through performance tracking and employee assessment, you can take a birds-eye view of your entire workforce and create actionable plans for the future.Workforce planning allows companies to
understand and design their workforce effectively and efficiently with long-term objectives in mind. It prevents problems from developing and allows management to spot issues early, creating plans to remedy them. Examples could include:Identifying understaffed departments and potential bottlenecksStaffing requirement to scale operationsExcess
employees for redeployment or termination How workforce planning affects HR processesRecruitment and employee developmentWorkforce planning provides the game plan for your companys recruitment and employee development.With a clear understanding of your existing workforce and your future goals, you can profile the skills, experience,
and knowledge required to meet your needs and develop hiring and training processes to match.Companies are constantly competing for the same high-end talent. With appropriate workforce planning in place, you can better identify future top employees for your business and develop talent acquisition strategies to attract them to your company.Plus,
workforce planning analysis can help companies formulate proper training and employee development to fill talent gaps while also finding individuals capable of excelling with the correct professional development in place.Succession planningThis leads us to succession planning and ensuring you maintain successful leadership across your
company.By recognizing the leadership positions currently open or soon to be available, companies can begin assessing existing employees for promotion or targeting outside hires with the right mix of skill and experience.Workforce planning together with succession planning creates a smooth transition for the critical roles in your company so you
can provide an uninterrupted, seamless service or product for your customers.Performance managementA significant outcome of workforce planning is managing the performance of your employees to increase productivity and efficiency.With workforce planning, you can understand and develop strategies that get the most out of your employees to
increase output and get a higher return on investment from your staffing expenditure. The benefits of workforce planningl. Preparing for the futureWith workforce planning, you have a roadmap for your staffing requirements to prepare for the future.This could mean increasing the number of employees to match growth forecasts or pivoting to a
different business model and finding the staff you need to accomplish this.2. Discovering workforce gapsUnderstanding the gaps of your current workforce informs your future personnel strategy in terms of recruitment, redeployment, and training.Read: Skills gap and skills gap analysis3. Effective succession planningBy identifying and developing
employees with the potential for future leadership roles, you can effectively plan for staff leaving with minimal disruption.Succession planning can also have a positive effect on employee engagement:62% of employees would be significantly more engaged if they had a succession plan at their company.94% of employers said having succession plans in
place positively impacted employee engagement. Effective workforce planning gives you a clear understanding of employee skills and where they can be the most successful in the business.So rather than terminating employees, you can retain valuable staff through well-planned redeployment.5. FlexibilityA clear workforce plan with recruitment and
training structures in place can make your business more agile, with the ability to efficiently anticipate and react to change.You can reduce your overall staffing costs by developing plans to:Increase your productivity and workforce ROIRetain talent and reduce costs associated with employee turnoverDevelop a flexible workforce that can meet
customer demand in different circumstancesLabor costs can account for up 70% of total business costs. Workforce planning allows you to map talent to value and ensure you are getting the best results for the costs. The 5 core workforce planning stepsSuccessfully implementing new workforce planning strategies is an extensive procedure. However,
businesses can break down workforce planning into five core steps to simplify the process.1. Deciding strategic direction and goalsWorkforce planning is a top-down process requiring clear organizational direction and defined strategic goals to inform and guide future decisions.What direction do you see your business going in?What are you hoping to
achieve through workforce planning?What are the primary goals/milestones you are targeting?Why does your business need new workforce planning structures?These are vital questions to ask yourself before analyzing your workforce and implementing new employee management strategies.It is also important to remember that every process in your
business affects another. Therefore, your workforce planning must be an organization-wide endeavor and include effective communication between HR and other departments.Your new workforce plan must be produced with a collaborative approach that generates a consensus amongst all invested parties. Without organizational buy-in and a
rationale for new strategies, you cannot reap the benefits of workforce planning.Consider this step setting the soft workforce planning framework that will define the overall strategy to assess future information rather than the plans specific details.2. Analyze existing workforceThe next step is to properly assess your existing workforce.Common
strategies used in this step include:Demand planning Determining the number of employees needed for each role required to reach your goal. Demand planning requires accurate business forecasts to determine your workforces future number, structure, and composition.Internal supply Internal supply planning needs accurate talent evaluations, an
understanding of the expected employee turnover rate (retirements, resignations, etc.), and the design of training and professional development programs.Gap analysis Identifying the gaps in your workforce and making plans to close them through recruitment, redeployment, and training.These strategies help to answer the following questions:Do
you have the right-sized workforce?What skills, knowledge, and experience do your current employees have?Do your employees need additional training?What new resources can improve workforce performance?ls your workforce correctly structured? (This includes organizational design, departments, communication channels, etc.)What is your
current employee turnover rate?What you have now is the starting point for future workforce plans. You can begin developing workforce planning strategies when you know what you have (step 2) and where you want to be (step 1).A common pitfall of workforce planning is ensuring it is based on high-quality information from within the organization
and external sources. Workforce planning defined by inaccurate forecasts and undeliverable future goals cannot be successful.3. Develop your planThis is where companies must take their overall goal, input the assessment of their existing workforce and produce a concrete plan for the future.Businesses must plan their workforce to reflect the value
and revenue it produces. A simple example of workforce planning in action could be:A company is manufacturing two models of cars. Model A is the business flagship car, selling the most and bringing in the most revenue. However, model B is showing significant growth, and the income from model A is beginning to stagnate.The car company can
produce a simple revenue table based on 2023 figures and 2024s forecasts.Model AModel BYear2023202420232024Revenue ($)50M48M21M38MGrowth-4%81%Total Staff200?70?The revenue per employee for model A is $250,000, and the revenue per employee for model B is $300,000.Based on growth forecasts, you can estimate that staff working
on model B will need to increase by 57 to match increased demand. This process assumes the forecasts are accurate and there are no sudden changes in sales or production. At the same time, model A will likely begin to have a surplus of staff in 2024 and need a reduction of 8 employees.With workforce planning structures in place, you can develop
plans to retrain and redeploy staff from Model A to Model B during 2023. This kind of planning minimizes disruption and reduces employee turnover.Of course, this is just a plan based on forecasts and does not mean you should immediately move eight employees from model A to model B and hire 49 more. Instead, the business should put
redeployment, hiring, and training plans in place to execute when key revenue indicators are met and take a gradual approach that matches the shift in focus of their business.4. Implement workforce planningSuccessfully implementing workforce planning requires:HR personnel to clearly understand their new roles and responsibilities.Strategies and
processes for recording all relevant data and information.Effective communication channels between all invested parties to support the plan.Defined measurement and evaluation criteria to assess the plans success.While the future HR plans for managing your workforce are specific to your business, they will involve some or all of the
following:RecruitmentOnboardingTrainingRetentionRedeploymentOutsourcingSuccession planningDeploying new technologyWith many new processes to implement, workforce planning does not transform your company overnight. Instead, it is a gradual endeavor that optimizes each procedure for the given circumstances to get your business closer
to your long-term goals.5. Monitor resultslt is crucial to remember workforce planning is an iterative process whereby progress is monitored and measured against specific milestones and long-term goals.Post-implementation, your workforce planning processes may need adjusting due to unexpected factors within your business or to meet new
realities of your industry. Table of contents: What is workforce planning?Workforce planning is the people side of planning, but some businesses skip it, thinking that people will just appear when needed. Workforce planning aligns core business goals with people strategy. It makes no sense to plan on a new product launch next year without thinking
about R&D, supply chain, and sales staff.Workforce planning is the tool you use to ensure that alignment.What is involved in workforce planning?The Chartered Institute of Personnel and Development (CIPD) identifies the critical points of workforce planning as follows.Reduce labor costs in favor of workforce deployment and flexibilityldentify and
respond to changing customer needsldentify relevant strategies for focused people developmentTarget inefficienciesImprove employee retentionlmprove productivity and quality outputsImprove employees work-life balanceMake recommendations to deliver strategic value through talentThis article will break down these points and how they apply to
your business.1. Reduce labor costs in favor of workforce deployment and flexibilityLabor is often the highest cost for businesses outside of manufacturing. Some estimates put labor costs at 60% and even 70% of expenses. With these costs, planning to reduce costs while increasing flexibility is critical to continued success.This isnt advocating for low-
balling employees or providing rotten benefits for employees. Its about getting the right people in the correct positions. An engaged, competent, happy employee will cost less than an unhappy, unqualified employee. Remember, turnover is expensive as well.2. Identify and respond to changing customer needsThe classic case study of a company that
didnt respond to customer needs is Kodak. As the king of film, Kodak had digital technology early but decided to focus on film, thinking digital was a fad. It wasnt, and the company struggled for survival, dropping from a peak of 145,000 employees to 5,000 as of August 2020.Human resources departments need to be a bit of a fortune-teller to
accurately predict workforce needs. Because SHRM doesnt issue crystal balls, HR needs to work closely with each department to help predict needs and create plans for meeting these. Open communication between HR and each department is critical.3. Identify relevant strategies for focused people developmentThe very premise of workforce
planning is that business changes, and because business changes, people need to change. Figuring out talent gaps and plans to fill those gaps is a core function of workforce planning.People development needs to happen before the need exists. Remember, you can go out and search for the unicorn candidate to fill a need immediately, but its often
more manageable if you plan and develop an employee to take care of that specialty skill gap if you do it right. This can mean training classes, graduate programs, or stretch assignments.4. Target inefficienciesIf youve ever heard weve always done it that way as an explanation, then you know that the business has inefficiencies that can be rooted out.
Good HR will ask; What should we stop doing? as well as What should we do?. You can find inefficiencies in all areas of the business. Move faster on a platform that automates the admin. From requisition to offer letter, Workable automates process and manual tasks.Hire at scale5. Improve employee retentionTurnover is expensive not only does it
take time and money to find, interview, and onboard a new employee, training them can take months. Good HR focuses on retaining employees who have potential. (You shouldnt retain just to retain if someone is a toxic employee, giving them more technical skills wont eliminate their toxicity.) Creating career paths within the company can be an
excellent workforce planning tool to aid employee retention.6. Improve productivity and quality outputsWhile managers need to figure out how to improve productivity and quality, HR can provide support. For instance, are there policies and procedures that can increase productivity and quality? What support do employees get for reaching their
goals? When HR takes a look at the workforce, they can spot problems that decrease productivity. For instance, an employee who bullies their coworkers can destroy productivity in a department.HR needs to plan to find, coach, or remove such employees, as well as helping managers find better ways to do things.7. Improve employees work-life
balanceEmployees are at the center of workforce planning without employees, all plans are worthless. You can increase your productivity by requiring everyone to work 80-hour weeks, but your turnover will shoot through the roof, and your quality will collapse.Through making sure that employees have sufficient downtime and are supported at work,
your workforce will be a lot more stable.8. Make recommendations to deliver strategic value through talentSometimes managers can undervalue employees they think if they can get someone cheaper, they should. But, good workforce planning demonstrates that you pay for top skills. While we use the word talent often in HR, you really should think
about it in terms of skills. What skills do these employees have that can make a difference in your business?Remember that treating employees right is a lot easier than trying to squeeze value out of people who are exhausted and burnt out.How to create a workforce planThis is more than just figuring out who you need to hire. There are many ways to
approach this, but here are four critical elements that will make your workforce planning a success.1. Understand the companys mission and goalsWorkforce planning doesnt exist in a vacuum it needs to support the companys goals. Are you looking to expand across North America? Well, thats quite different from a company that is content operating
out of a single location.The companys mission matters as well. Whats the most important thing to the CEO, shareholders, employees, and customers? Make sure you have that answered before you move to step two.2. Conduct a present gap analysisThis is a systematic method of understanding the gaps in the organization. What is missing? While
workforce planning focuses on the people side of the business, keep in mind that a gap analysis looks at all business areas, not just skills and talent.People arent at their best unless they have the equipment, training, and support they need. This is looking at the situation now. Remember all the points above you need to look for improvement in all
these areas.3. Project for the futureThis involves speaking with company leadership and involving every unit in the business. Youre looking for where the growth will be and where the workforce will shrink. You want to determine what skills the company will need in the coming years, not just now.4. Conduct a future gap analysisKknowing what you do
about the current employment situation and the businesss goals and projected path, put together what the workforce will need and look at your gaps:What do you need to reach these goals?Do you need more employees?What type of training will your current staff need?Can you conduct this training in-house, or do you need people to receive formal
training or even degrees?Do you have a formal employee training and development company policy in place?Make sure you look at external trends as well. In 2019, no one would have guessed the massive shift toward remote work, but now, youd be remiss not to consider where the workforce will be in the future. Will employees continue to work
remotely or will they expect to? If so, is your company prepared to support people in other states? Or do you want to limit hiring to your local area, regardless of where they work?Of course, there are many more things that you can do to plan for your workforces future, but these will get you a solid foundation. And, one last note: remember to be
flexible. Plans change, and your workforce planning documents need to flex as the world changes as well. Technology significantly enhances Workforce Planning Models by providing tools for data analysis, forecasting, automation, and collaboration. Advanced analytics enable organizations to analyze workforce data with greater depth and precision,
helping to make more informed decisions. Predictive analytics improve the accuracy of forecasting future workforce needs and identifying potential skill gaps. Automation streamlines various workforce planning processes, making them more efficient and reducing the likelihood of errors. Collaboration tools facilitate communication among
stakeholders, ensuring that workforce planning is aligned with organizational goals and strategies. Additionally, real-time monitoring tools help in tracking the effectiveness of workforce planning strategies, allowing for timely adjustments. In summary, technology augments the capabilities of Workforce Planning Models, making them more dynamic,
accurate, and efficient. The specific workforce planning process varies depending on the size of your business, industry and the labor market. In an unpredictable labor market or for a startup company, the workforce planning process may look out a year or two in the future. In contrast, a well-established company in a steady labor market might take
a longer view. Below are some best practices to consider regardless of the specific duration of your workforce planning program:1. Take the time to create a strategic planEffective workforce planning relies on having a concrete and actionable strategic plan. Not only does a well-formed strategic plan serve as a north star to guide you through the
workforce planning process, but it can also help monitor progress and evaluate the impact of your proposed solutions.2. Make workforce planning a collaborative processWorkforce planning works best when there is input from a wide range of stakeholders and there is buy-in across all facets of the business. Consult with different business teams and
seek feedback from employees. When communicating the workforce plan, share information regarding the why and how so that employees throughout the organization understand the goal of any workforce changes.3. Engage senior leadership in the processAlthough workforce planning impacts HR, the process shouldnt be delegated solely to the HR
department. To be effective and sustainable, the workforce planning program should involve senior leadership, who should consider factors such as organization structure, succession planning, budgets, risk reduction and strategic plans.4. Define your KPIsTo track progress and assess the impact of workforce planning solutions, it is crucial to have
appropriate KPIs in place. Some common KPIs to include in your workforce planning program include employee head count, attrition rate, retention rate, promotion rate, tenure, quality of hire, voluntary vs. involuntary turnover rate, eNPS and diversity metrics.5. Leverage dataData is your workforce planning friend. By relying on data, you can make
informed decisions and justify staffing decisions. Look at current staffing, employee retention rates, employee promotion rates, time-to-hire period and other vital measurements.6. Pay attention to labor market insightsUnderstanding labor market trends, especially in your industry, will help you assess potential staffing needs. If multiple competitors
are on a hiring spree, it could give you some key insights into where your industry is going and what your organization needs to do to prepare for it.7. Consider alternative solutionsWorkforce planning extends beyond hiring and terminating employees. Workforce planning should consider several options, including technological solutions, temporary
employees and contractors. Workforce planning might also include adjustments to operations to remove bottlenecks, enhance efficiency, scale operations and employee transfers. The most effective workforce planning programs use a combination of talent strategies to meet their needs, including hiring talent, developing talent, redesigning workflow,
redeploying talent and contracting with talent.Bottom LineWorkforce planning isnt a quick fix; it takes time, effort and careful deliberation. But workforce planning is well worth the time and effort it takes. When done well, workforce planning can boost retention rates, minimize inefficiencies and help the business achieve its goals. Taking the time to
plan and make decisions as part of a broader strategy improves every aspect of your business, including your workforce. Despite the size or type of company, workforce planning is a valuable HR process that ensures you have the staff to execute your business strategy.Learn what workforce planning is, how it helps with goals and produces positive
outcomes, the benefits it can offer, five key steps in workforce planning, and what it looks like in practice.Discover: What is workforce planning?Workforce planning is the process of analyzing existing employees and planning for future staffing requirements through talent gap assessment, developing employee management procedures, and setting
recruitment strategies.With effective workforce planning, your business is always staffed with the necessary talent, knowledge, and experience to produce positive business results.Workforce planning requires developing an appropriate and cost-effective strategy for retaining, recruiting, and training your workforce while also continually assessing
employee performance.A survey by the American Productivity & Quality Center (APQC) shows 89% of 236 organizations integrated workforce planning into their business operations.The plan for your workforce, what it will look like moving forward, and how to strategize for specific goals are unique to your business and depend on many factors.
Typical components that affect workforce planning include:Talent availabilityBusiness growthAge of the existing workforceCurrent knowledge/skill gapsAnd much moreStrategic workforce planningStrategic workforce planning is a proactive approach to managing staffing needs and aligns HR processes to business-wide goals. It guides future
employee plans and decisions, ensuring they adhere to the companys long-term vision.Strategic workforce planning tends to take place at the senior leadership level and focuses on big picture goals such as:Structural organizationEmployee redeploymentSuccession planningStaffing budgetsMaintaining capacityReducing riskOperational workforce
planningIn contrast to strategic workforce planning, operational workforce planning focuses on the businesss immediate priorities. For example, which staff level can efficiently meet the current deadlines and objectives? Criteria to consider when planning for your companys future workforce include:Employee numbers: getting the correct workforce
size so the business is not overstaffed and inefficient but not too small to hinder growth and fail to match demand.Skillset: having the right mix of skills, capabilities, knowledge, and experience to perform effectively and achieve your goals.Budget: finding the optimal staffing expenditure to achieve a high return on investment from employees and
maximize profits.Flexibility: developing your workforce to be agile and adapt quickly when changes in the market occur. The goal of workforce planningThe primary goal of workforce planning is to create a strategy for your staffing needs that ensures you can meet strategic objectives both now and in the future.To achieve this goal, workforce
planning requires an in-depth understanding of your existing workforce, employee skills, experience, load capability, and potential talent gaps.Through performance tracking and employee assessment, you can take a birds-eye view of your entire workforce and create actionable plans for the future.Workforce planning allows companies to understand
and design their workforce effectively and efficiently with long-term objectives in mind. It prevents problems from developing and allows management to spot issues early, creating plans to remedy them. Examples could include:Identifying understaffed departments and potential bottlenecksStaffing requirement to scale operationsExcess employees
for redeployment or termination How workforce planning affects HR processesRecruitment and employee developmentWorkforce planning provides the game plan for your companys recruitment and employee development.With a clear understanding of your existing workforce and your future goals, you can profile the skills, experience, and
knowledge required to meet your needs and develop hiring and training processes to match.Companies are constantly competing for the same high-end talent. With appropriate workforce planning in place, you can better identify future top employees for your business and develop talent acquisition strategies to attract them to your company.Plus,
workforce planning analysis can help companies formulate proper training and employee development to fill talent gaps while also finding individuals capable of excelling with the correct professional development in place.Succession planningThis leads us to succession planning and ensuring you maintain successful leadership across your
company.By recognizing the leadership positions currently open or soon to be available, companies can begin assessing existing employees for promotion or targeting outside hires with the right mix of skill and experience.Workforce planning together with succession planning creates a smooth transition for the critical roles in your company so you
can provide an uninterrupted, seamless service or product for your customers.Performance managementA significant outcome of workforce planning is managing the performance of your employees to increase productivity and efficiency.With workforce planning, you can understand and develop strategies that get the most out of your employees to
increase output and get a higher return on investment from your staffing expenditure. The benefits of workforce planningl. Preparing for the futureWith workforce planning, you have a roadmap for your staffing requirements to prepare for the future.This could mean increasing the number of employees to match growth forecasts or pivoting to a
different business model and finding the staff you need to accomplish this.2. Discovering workforce gapsUnderstanding the gaps of your current workforce informs your future personnel strategy in terms of recruitment, redeployment, and training.Read: Skills gap and skills gap analysis3. Effective succession planningBy identifying and developing
employees with the potential for future leadership roles, you can effectively plan for staff leaving with minimal disruption.Succession planning can also have a positive effect on employee engagement:62% of employees would be significantly more engaged if they had a succession plan at their company.94% of employers said having succession plans in
place positively impacted employee engagement. Effective workforce planning gives you a clear understanding of employee skills and where they can be the most successful in the business.So rather than terminating employees, you can retain valuable staff through well-planned redeployment.5. FlexibilityA clear workforce plan with recruitment and
training structures in place can make your business more agile, with the ability to efficiently anticipate and react to change.You can reduce your overall staffing costs by developing plans to:Increase your productivity and workforce ROIRetain talent and reduce costs associated with employee turnoverDevelop a flexible workforce that can meet
customer demand in different circumstancesLabor costs can account for up 70% of total business costs. Workforce planning allows you to map talent to value and ensure you are getting the best results for the costs. The 5 core workforce planning stepsSuccessfully implementing new workforce planning strategies is an extensive procedure. However,
businesses can break down workforce planning into five core steps to simplify the process.1. Deciding strategic direction and goalsWorkforce planning is a top-down process requiring clear organizational direction and defined strategic goals to inform and guide future decisions.What direction do you see your business going in?What are you hoping to
achieve through workforce planning?What are the primary goals/milestones you are targeting?Why does your business need new workforce planning structures?These are vital questions to ask yourself before analyzing your workforce and implementing new employee management strategies.It is also important to remember that every process in your
business affects another. Therefore, your workforce planning must be an organization-wide endeavor and include effective communication between HR and other departments.Your new workforce plan must be produced with a collaborative approach that generates a consensus amongst all invested parties. Without organizational buy-in and a
rationale for new strategies, you cannot reap the benefits of workforce planning.Consider this step setting the soft workforce planning framework that will define the overall strategy to assess future information rather than the plans specific details.2. Analyze existing workforceThe next step is to properly assess your existing workforce.Common
strategies used in this step include:Demand planning Determining the number of employees needed for each role required to reach your goal. Demand planning requires accurate business forecasts to determine your workforces future number, structure, and composition.Internal supply Internal supply planning needs accurate talent evaluations, an
understanding of the expected employee turnover rate (retirements, resignations, etc.), and the design of training and professional development programs.Gap analysis Identifying the gaps in your workforce and making plans to close them through recruitment, redeployment, and training.These strategies help to answer the following questions:Do
you have the right-sized workforce?What skills, knowledge, and experience do your current employees have?Do your employees need additional training?What new resources can improve workforce performance?ls your workforce correctly structured? (This includes organizational design, departments, communication channels, etc.)What is your
current employee turnover rate?What you have now is the starting point for future workforce plans. You can begin developing workforce planning strategies when you know what you have (step 2) and where you want to be (step 1).A common pitfall of workforce planning is ensuring it is based on high-quality information from within the organization
and external sources. Workforce planning defined by inaccurate forecasts and undeliverable future goals cannot be successful.3. Develop your planThis is where companies must take their overall goal, input the assessment of their existing workforce and produce a concrete plan for the future.Businesses must plan their workforce to reflect the value
and revenue it produces. A simple example of workforce planning in action could be:A company is manufacturing two models of cars. Model A is the business flagship car, selling the most and bringing in the most revenue. However, model B is showing significant growth, and the income from model A is beginning to stagnate.The car company can
produce a simple revenue table based on 2023 figures and 2024s forecasts.Model AModel BYear2023202420232024Revenue ($)50M48M21M38MGrowth-4%81%Total Staff200?70?The revenue per employee for model A is $250,000, and the revenue per employee for model B is $300,000.Based on growth forecasts, you can estimate that staff working
on model B will need to increase by 57 to match increased demand. This process assumes the forecasts are accurate and there are no sudden changes in sales or production. At the same time, model A will likely begin to have a surplus of staff in 2024 and need a reduction of 8 employees.With workforce planning structures in place, you can develop
plans to retrain and redeploy staff from Model A to Model B during 2023. This kind of planning minimizes disruption and reduces employee turnover.Of course, this is just a plan based on forecasts and does not mean you should immediately move eight employees from model A to model B and hire 49 more. Instead, the business should put
redeployment, hiring, and training plans in place to execute when key revenue indicators are met and take a gradual approach that matches the shift in focus of their business.4. Implement workforce planningSuccessfully implementing workforce planning requires:HR personnel to clearly understand their new roles and responsibilities.Strategies and
processes for recording all relevant data and information.Effective communication channels between all invested parties to support the plan.Defined measurement and evaluation criteria to assess the plans success.While the future HR plans for managing your workforce are specific to your business, they will involve some or all of the
following:RecruitmentOnboardingTrainingRetentionRedeploymentOutsourcingSuccession planningDeploying new technologyWith many new processes to implement, workforce planning does not transform your company overnight. Instead, it is a gradual endeavor that optimizes each procedure for the given circumstances to get your business closer
to your long-term goals.5. Monitor resultslt is crucial to remember workforce planning is an iterative process whereby progress is monitored and measured against specific milestones and long-term goals.Post-implementation, your workforce planning processes may need adjusting due to unexpected factors within your business or to meet new
realities of your industry. The Strategic Workforce Planning Model provides a holistic and systematic method for aligning an organizations workforce with its current and future business needs. This model plays a crucial role in connecting an organizations overall strategy with its human resources (HR) strategy.By incorporating the workforce
planning model into the broader business strategy, companies can ensure that their HR practices directly support the organizations goals, fostering a high-performance workforce, driving innovation, and maintaining a competitive edge in the market.Understanding the Strategic Workforce Planning ModelThe Strategic Workforce Planning Model is
built upon several key components that enable HR and business leaders to make informed decisions about their workforce. These components include:Workforce Analysis: This process involves assessing the organizations current workforce in terms of skills, demographics, and performance. HR and business leaders can identify gaps in skills and
capabilities, as well as potential areas for improvement.Forecasting: HR and business leaders must anticipate future workforce needs by analyzing industry trends, economic factors, and the organizations strategic goals. Forecasting helps to determine the required skills, knowledge, and experience needed to support the companys objectives.Talent
Pipeline Development: To ensure a continuous supply of qualified talent, HR and business leaders must create talent pipelines that address current and future workforce requirements. This can include strategies for recruitment, internal talent development, and partnerships with educational institutions or professional associations.Workforce
Segmentation: By segmenting the workforce into different groups based on their roles, skills, and potential, HR and business leaders can develop targeted strategies for talent acquisition, development, and retention.Talent Management: HR and business leaders must establish a comprehensive talent management strategy that encompasses
performance management, learning and development, career planning, and succession planning. This approach ensures that employees are supported and motivated to contribute to the organizations success.Metrics and Analytics: HR and business leaders must use data-driven insights to track the effectiveness of their workforce planning efforts.
Metrics and analytics can help identify areas of success, as well as opportunities for improvement and adjustment.The Strategic Workforce Planning Model offers a robust framework that allows HR and business leaders to make informed decisions about their workforce by focusing on several key components. These components, when executed
effectively, can ensure that the organizations human capital is well-positioned to achieve strategic objectives.One of the primary components of the model is workforce analysis, which entails a thorough examination of the organizations current workforce in terms of skills, demographics, and performance. By conducting such an analysis, HR and
business leaders can identify gaps in skills and capabilities, as well as uncover areas that may need improvement. This, in turn, enables the organization to address these shortcomings proactively, thus ensuring a more effective and efficient workforce.Another essential component of the model is forecasting. This involves HR and business leaders
anticipating future workforce needs by analyzing various factors such as industry trends, economic indicators, and the organizations strategic goals. Through forecasting, leaders can determine the skills, knowledge, and experience required to support the companys objectives and identify potential challenges or opportunities that may arise.To
maintain a continuous supply of qualified talent, HR and business leaders must focus on talent pipeline development. This entails creating strategies for recruitment, internal talent development, and partnerships with educational institutions or professional associations to address current and future workforce requirements. By actively developing
talent pipelines, organizations can ensure they have the right people with the right skills, available when needed.Workforce segmentation is another vital component of the Strategic Workforce Planning Model. By categorizing the workforce into distinct groups based on their roles, skills, and potential, HR and business leaders can tailor their
strategies for talent acquisition, development, and retention. This targeted approach ensures that the organizations resources are used efficiently and that employees are provided with the necessary support to excel in their roles.Talent management is a critical aspect of the model, requiring HR and business leaders to establish a comprehensive
strategy that encompasses performance management, learning and development, career planning, and succession planning. A well-rounded talent management strategy ensures that employees are supported, motivated, and empowered to contribute to the organizations success. This not only helps to retain top talent but also fosters a culture of
continuous improvement and growth.Finally, metrics and analytics play a crucial role in the Strategic Workforce Planning Model. HR and business leaders must rely on data-driven insights to monitor the effectiveness of their workforce planning efforts. By tracking key performance indicators (KPIs) and using analytics to identify areas of success and
opportunities for improvement, leaders can make informed adjustments to their strategies and ensure that the organizations workforce remains aligned with its strategic goals.In summary, the Strategic Workforce Planning Model provides HR and business leaders with a comprehensive approach to aligning their organizations workforce with its
current and future business needs. By focusing on key components such as workforce analysis, forecasting, talent pipeline development, workforce segmentation, talent management, and metrics and analytics, leaders can create a high-performing, agile workforce that supports the organizations strategic objectives and maintains a competitive edge
in the market.Implementing the Strategic Workforce Planning ModelFor HR and business leaders, implementing the Strategic Workforce Planning Model requires a collaborative and cross-functional approach. Key steps to successful implementation include:Aligning HR and business objectives: Ensure that HR and business leaders are working
together towards shared goals. This alignment is crucial for the successful integration of the workforce planning model into the overall business strategy.Involving stakeholders: Engage with all relevant stakeholders, including managers, employees, and external partners, to gather input and ensure buy-in for the workforce planning
process.Establishing a workforce planning team: Create a dedicated team comprising HR and business leaders responsible for overseeing and executing the workforce planning process.Developing an action plan: Create a comprehensive plan that outlines the strategies and initiatives needed to achieve the organizations workforce objectives. This
plan should include timelines, responsibilities, and resources required for each initiative.Monitoring and evaluating progress: Regularly review the progress of the workforce planning initiatives and use data-driven insights to make adjustments as needed. This ongoing evaluation helps to ensure that the organizations workforce remains aligned with
its strategic goals.Implementing the Strategic Workforce Planning Model is a critical task for HR and business leaders, requiring a collaborative and cross-functional approach to ensure success. There are several key steps involved in the successful execution of this model, which not only supports the overall business strategy but also fosters a high-
performance workforce, drives innovation, and maintains a competitive edge in the market.One of the primary steps in implementing the model is to align HR and business objectives. It is essential that HR and business leaders work together towards shared goals and establish a clear understanding of how the workforce planning model can
contribute to the organizations success. This alignment is the foundation for integrating the workforce planning model effectively into the broader business strategy.Engaging stakeholders is another critical aspect of implementing the model. It is vital to involve all relevant stakeholders, including managers, employees, and external partners, to gather
input and ensure buy-in for the workforce planning process. This collaborative approach not only helps identify potential challenges and opportunities but also fosters a sense of ownership and commitment among all parties involved.Establishing a dedicated workforce planning team is a crucial step in the implementation process. This team,
comprised of HR and business leaders, is responsible for overseeing and executing the workforce planning process. By creating a focused team, organizations can ensure that the right people with the right skills and expertise are working together to achieve the organizations workforce objectives.Developing a comprehensive action plan is another
essential step in the implementation process. This plan should outline the strategies and initiatives needed to achieve the organizations workforce objectives, including detailed information on timelines, responsibilities, and resources required for each initiative. An effective action plan serves as a roadmap, guiding the workforce planning team in their
efforts and ensuring that all activities are aligned with the organizations strategic goals.Regular monitoring and evaluation of progress are crucial to ensure the success of the workforce planning initiatives. HR and business leaders should continually review the progress of the initiatives, using data-driven insights to make adjustments as needed. This
ongoing evaluation helps to identify areas of success, as well as opportunities for improvement, ensuring that the organizations workforce remains aligned with its strategic goals.The successful implementation of the Strategic Workforce Planning Model requires a collaborative and cross-functional approach from HR and business leaders. By focusing
on key steps such as aligning HR and business objectives, engaging stakeholders, establishing a dedicated workforce planning team, developing a comprehensive action plan, and monitoring and evaluating progress, organizations can ensure that their HR practices directly support their strategic goals. This integration is crucial for fostering a high-
performance workforce, driving innovation, and maintaining a competitive edge in todays dynamic business environment.Influences on HR ManagementStrategic workforce planning has a profound impact on HR management, as it guides HR professionals in making informed decisions about:Recruitment: The model helps HR teams develop effective
recruitment strategies that focus on attracting and hiring candidates who possess the skills, experience, and knowledge needed to support the organizations goals. This targeted approach can lead to better hires and a more capable workforce.Retention: By understanding the organizations future needs, HR can design retention strategies that keep
valuable employees engaged and motivated. This can lead to lower turnover rates, reduced recruitment costs, and a more stable workforce.Employee Development: Workforce planning provides insights into the skills and knowledge gaps that need to be addressed through training and development programs. HR can then create tailored learning
opportunities that empower employees to grow professionally and contribute more effectively to the organizations success.Knowledge Transfer: The model encourages HR to establish processes for sharing knowledge and expertise across the organization. This can help to mitigate the risk of losing critical institutional knowledge when employees
leave or retire.Succession Management: Workforce planning supports succession management by identifying critical roles and potential candidates to fill those roles. This proactive approach ensures smooth transitions and reduces the impact of leadership changes on the organizations performance.Strategic workforce planning plays a critical role in
shaping HR management, as it enables HR professionals to make informed decisions that directly support the organizations strategic goals. By focusing on key aspects such as recruitment, retention, employee development, knowledge transfer, and succession management, HR teams can create a high-performing, agile workforce that drives
innovation and maintains a competitive edge in the market.In the realm of recruitment, the strategic workforce planning model helps HR teams to develop effective recruitment strategies that concentrate on attracting and hiring candidates who possess the skills, experience, and knowledge needed to support the organizations objectives. By using a
targeted approach, HR professionals can improve the quality of hires and create a more capable workforce, which ultimately contributes to the organizations success.Retention is another critical aspect impacted by strategic workforce planning. By gaining a deeper understanding of the organizations future needs and workforce composition, HR
professionals can design retention strategies that keep valuable employees engaged, motivated, and committed to the companys vision. This focus on retention can lead to lower turnover rates, reduced recruitment costs, and a more stable workforce, all of which contribute to the organizations overall success.Employee development is also influenced
by strategic workforce planning, as it provides valuable insights into the skills and knowledge gaps that need to be addressed through targeted training and development programs. By understanding these gaps, HR professionals can create tailored learning opportunities that empower employees to grow professionally and contribute more effectively
to the organizations success. This focus on employee development helps to cultivate a culture of continuous improvement and growth, which can have a significant impact on the companys bottom line.Knowledge transfer is another important aspect that the strategic workforce planning model encourages HR professionals to address. By establishing
processes and systems for sharing knowledge and expertise across the organization, HR can help to mitigate the risk of losing critical institutional knowledge when employees leave or retire. This focus on knowledge transfer can contribute to improved decision-making, increased innovation, and more effective problem-solving throughout the
organization.Finally, strategic workforce planning supports succession management by identifying critical roles and potential candidates to fill those roles when the need arises. This proactive approach ensures smooth transitions, reduces the impact of leadership changes on the organizations performance, and minimizes the risk of potential
disruptions. By incorporating succession management into the strategic workforce planning process, HR professionals can help to ensure that the organizations leadership remains strong and capable of guiding the company towards its strategic objectives.Strategic workforce planning has a profound impact on HR management, guiding HR
professionals in making informed decisions across various aspects of their work. By focusing on recruitment, retention, employee development, knowledge transfer, and succession management, HR teams can create a high-performing, agile workforce that supports the organizations strategic goals and maintains a competitive edge in todays dynamic
business environment.Gaining and Sustaining Competitive AdvantageBy integrating strategic workforce planning into the overall business strategy, organizations can better position themselves to gain and sustain a competitive advantage. This advantage can be realized through:Improved Talent Acquisition: Effective workforce planning enables
companies to attract and retain top talent, which can lead to higher productivity, innovation, and overall success.Enhanced Agility: By having a clear understanding of the workforces current capabilities and future needs, organizations can quickly adapt to changes in the business environment, staying ahead of competitors.Cost Efficiency: Optimizing
the workforce through strategic planning can lead to cost savings in recruitment, training, and turnover management.Workforce Sustainability: Proactive workforce planning helps companies identify and address potential talent shortages or skill gaps, ensuring a sustainable workforce that can support the organizations long-term goals.Employee
Engagement: By investing in employee development and creating clear career paths, companies can foster greater employee engagement, which can contribute to higher levels of performance and retention.By incorporating strategic workforce planning into the overall business strategy, organizations are better positioned to gain and sustain a
competitive advantage in todays fast-paced and dynamic business environment. There are several ways in which this competitive advantage can be realized, all of which contribute to the organizations success and long-term viability.One of the key benefits of strategic workforce planning is improved talent acquisition. Effective workforce planning
allows companies to attract and retain top talent by identifying the skills and capabilities needed to support the organizations strategic objectives. This focus on acquiring the right talent can lead to higher productivity, increased innovation, and overall success, setting the organization apart from its competitors.Enhanced agility is another advantage
gained through strategic workforce planning. By having a clear understanding of the workforces current capabilities and future needs, organizations can quickly adapt to changes in the business environment, whether its due to technological advancements, market shifts, or regulatory changes. This agility enables companies to stay ahead of
competitors and capitalize on new opportunities as they arise.Cost efficiency is another benefit of strategic workforce planning. By optimizing the workforce through targeted recruitment, training, and retention strategies, organizations can realize cost savings in various areas, such as reduced recruitment expenses, streamlined training programs,
and lower turnover management costs. This focus on cost efficiency allows companies to allocate resources more effectively and invest in initiatives that drive growth and innovation.Workforce sustainability is a critical aspect of maintaining a competitive advantage, and strategic workforce planning plays a vital role in achieving this sustainability.
Proactive workforce planning helps companies identify and address potential talent shortages or skill gaps, ensuring a sustainable workforce that can support the organizations long-term goals. By focusing on workforce sustainability, companies can better prepare for future challenges and maintain a competitive edge in the market.Employee
engagement is another key factor in gaining and sustaining a competitive advantage, and strategic workforce planning plays a crucial role in fostering this engagement. By investing in employee development and creating clear career paths, companies can nurture a more engaged workforce that is committed to the organizations success. Higher
levels of employee engagement contribute to improved performance, increased retention, and a more resilient workforce capable of navigating the challenges of the business environment.The strategic workforce planning model plays a critical role in aligning HR strategy with the overall business strategy, ensuring that the organizations workforce is



well-equipped to support its strategic objectives. By understanding and addressing the organizations current and future workforce needs, HR professionals can make more informed decisions about recruitment, retention, development, knowledge transfer, and succession management. As a result, organizations can gain and sustain a competitive
advantage, positioning themselves for long-term success in an ever-evolving business landscape.HR ProcessesWorkforce PlanningHR Strategy Taking the time to plan and make decisions as part of a broader strategy improves every aspect of your business, including your workforce. Despite the size or type of company, workforce planning is a
valuable HR process that ensures you have the staff to execute your business strategy.Learn what workforce planning is, how it helps with goals and produces positive outcomes, the benefits it can offer, five key steps in workforce planning, and what it looks like in practice.Discover: What is workforce planning?Workforce planning is the process of
analyzing existing employees and planning for future staffing requirements through talent gap assessment, developing employee management procedures, and setting recruitment strategies.With effective workforce planning, your business is always staffed with the necessary talent, knowledge, and experience to produce positive business
results.Workforce planning requires developing an appropriate and cost-effective strategy for retaining, recruiting, and training your workforce while also continually assessing employee performance.A survey by the American Productivity & Quality Center (APQC) shows 89% of 236 organizations integrated workforce planning into their business
operations.The plan for your workforce, what it will look like moving forward, and how to strategize for specific goals are unique to your business and depend on many factors. Typical components that affect workforce planning include:Talent availabilityBusiness growthAge of the existing workforceCurrent knowledge/skill gapsAnd much
moreStrategic workforce planningStrategic workforce planning is a proactive approach to managing staffing needs and aligns HR processes to business-wide goals. It guides future employee plans and decisions, ensuring they adhere to the companys long-term vision.Strategic workforce planning tends to take place at the senior leadership level and
focuses on big picture goals such as:Structural organizationEmployee redeploymentSuccession planningStaffing budgetsMaintaining capacityReducing riskOperational workforce planningIn contrast to strategic workforce planning, operational workforce planning focuses on the businesss immediate priorities. For example, which staff level can
efficiently meet the current deadlines and objectives? Criteria to consider when planning for your companys future workforce include:Employee numbers: getting the correct workforce size so the business is not overstaffed and inefficient but not too small to hinder growth and fail to match demand.Skillset: having the right mix of skills, capabilities,
knowledge, and experience to perform effectively and achieve your goals.Budget: finding the optimal staffing expenditure to achieve a high return on investment from employees and maximize profits.Flexibility: developing your workforce to be agile and adapt quickly when changes in the market occur. The goal of workforce planningThe primary goal
of workforce planning is to create a strategy for your staffing needs that ensures you can meet strategic objectives both now and in the future.To achieve this goal, workforce planning requires an in-depth understanding of your existing workforce, employee skills, experience, load capability, and potential talent gaps.Through performance tracking
and employee assessment, you can take a birds-eye view of your entire workforce and create actionable plans for the future.Workforce planning allows companies to understand and design their workforce effectively and efficiently with long-term objectives in mind. It prevents problems from developing and allows management to spot issues early,
creating plans to remedy them. Examples could include:Identifying understaffed departments and potential bottlenecksStaffing requirement to scale operationsExcess employees for redeployment or termination How workforce planning affects HR processesRecruitment and employee developmentWorkforce planning provides the game plan for your
companys recruitment and employee development.With a clear understanding of your existing workforce and your future goals, you can profile the skills, experience, and knowledge required to meet your needs and develop hiring and training processes to match.Companies are constantly competing for the same high-end talent. With appropriate
workforce planning in place, you can better identify future top employees for your business and develop talent acquisition strategies to attract them to your company.Plus, workforce planning analysis can help companies formulate proper training and employee development to fill talent gaps while also finding individuals capable of excelling with the
correct professional development in place.Succession planningThis leads us to succession planning and ensuring you maintain successful leadership across your company.By recognizing the leadership positions currently open or soon to be available, companies can begin assessing existing employees for promotion or targeting outside hires with the
right mix of skill and experience.Workforce planning together with succession planning creates a smooth transition for the critical roles in your company so you can provide an uninterrupted, seamless service or product for your customers.Performance managementA significant outcome of workforce planning is managing the performance of your
employees to increase productivity and efficiency.With workforce planning, you can understand and develop strategies that get the most out of your employees to increase output and get a higher return on investment from your staffing expenditure. The benefits of workforce planningl. Preparing for the futureWith workforce planning, you have a
roadmap for your staffing requirements to prepare for the future.This could mean increasing the number of employees to match growth forecasts or pivoting to a different business model and finding the staff you need to accomplish this.2. Discovering workforce gapsUnderstanding the gaps of your current workforce informs your future personnel
strategy in terms of recruitment, redeployment, and training.Read: Skills gap and skills gap analysis3. Effective succession planningBy identifying and developing employees with the potential for future leadership roles, you can effectively plan for staff leaving with minimal disruption.Succession planning can also have a positive effect on employee
engagement:62% of employees would be significantly more engaged if they had a succession plan at their company.94% of employers said having succession plans in place positively impacted employee engagement. Effective workforce planning gives you a clear understanding of employee skills and where they can be the most successful in the
business.So rather than terminating employees, you can retain valuable staff through well-planned redeployment.5. FlexibilityA clear workforce plan with recruitment and training structures in place can make your business more agile, with the ability to efficiently anticipate and react to change.You can reduce your overall staffing costs by developing
plans to:Increase your productivity and workforce ROIRetain talent and reduce costs associated with employee turnoverDevelop a flexible workforce that can meet customer demand in different circumstancesLabor costs can account for up 70% of total business costs. Workforce planning allows you to map talent to value and ensure you are getting
the best results for the costs. The 5 core workforce planning stepsSuccessfully implementing new workforce planning strategies is an extensive procedure. However, businesses can break down workforce planning into five core steps to simplify the process.1. Deciding strategic direction and goalsWorkforce planning is a top-down process requiring
clear organizational direction and defined strategic goals to inform and guide future decisions.What direction do you see your business going in?What are you hoping to achieve through workforce planning?What are the primary goals/milestones you are targeting?Why does your business need new workforce planning structures?These are vital
questions to ask yourself before analyzing your workforce and implementing new employee management strategies.It is also important to remember that every process in your business affects another. Therefore, your workforce planning must be an organization-wide endeavor and include effective communication between HR and other
departments.Your new workforce plan must be produced with a collaborative approach that generates a consensus amongst all invested parties. Without organizational buy-in and a rationale for new strategies, you cannot reap the benefits of workforce planning.Consider this step setting the soft workforce planning framework that will define the
overall strategy to assess future information rather than the plans specific details.2. Analyze existing workforceThe next step is to properly assess your existing workforce.Common strategies used in this step include:Demand planning Determining the number of employees needed for each role required to reach your goal. Demand planning requires
accurate business forecasts to determine your workforces future number, structure, and composition.Internal supply Internal supply planning needs accurate talent evaluations, an understanding of the expected employee turnover rate (retirements, resignations, etc.), and the design of training and professional development programs.Gap analysis
Identifying the gaps in your workforce and making plans to close them through recruitment, redeployment, and training.These strategies help to answer the following questions:Do you have the right-sized workforce?What skills, knowledge, and experience do your current employees have?Do your employees need additional training?What new
resources can improve workforce performance?Is your workforce correctly structured? (This includes organizational design, departments, communication channels, etc.)What is your current employee turnover rate?What you have now is the starting point for future workforce plans. You can begin developing workforce planning strategies when you
know what you have (step 2) and where you want to be (step 1).A common pitfall of workforce planning is ensuring it is based on high-quality information from within the organization and external sources. Workforce planning defined by inaccurate forecasts and undeliverable future goals cannot be successful.3. Develop your planThis is where
companies must take their overall goal, input the assessment of their existing workforce and produce a concrete plan for the future.Businesses must plan their workforce to reflect the value and revenue it produces. A simple example of workforce planning in action could be:A company is manufacturing two models of cars. Model A is the business
flagship car, selling the most and bringing in the most revenue. However, model B is showing significant growth, and the income from model A is beginning to stagnate.The car company can produce a simple revenue table based on 2023 figures and 2024s forecasts.Model AModel BYear2023202420232024Revenue ($)50M48M21M38MGrowth-
4%81%Total Staff200?70?The revenue per employee for model A is $250,000, and the revenue per employee for model B is $300,000.Based on growth forecasts, you can estimate that staff working on model B will need to increase by 57 to match increased demand. This process assumes the forecasts are accurate and there are no sudden changes in
sales or production. At the same time, model A will likely begin to have a surplus of staff in 2024 and need a reduction of 8 employees.With workforce planning structures in place, you can develop plans to retrain and redeploy staff from Model A to Model B during 2023. This kind of planning minimizes disruption and reduces employee turnover.Of
course, this is just a plan based on forecasts and does not mean you should immediately move eight employees from model A to model B and hire 49 more. Instead, the business should put redeployment, hiring, and training plans in place to execute when key revenue indicators are met and take a gradual approach that matches the shift in focus of
their business.4. Implement workforce planningSuccessfully implementing workforce planning requires:HR personnel to clearly understand their new roles and responsibilities.Strategies and processes for recording all relevant data and information.Effective communication channels between all invested parties to support the plan.Defined
measurement and evaluation criteria to assess the plans success.While the future HR plans for managing your workforce are specific to your business, they will involve some or all of the following:RecruitmentOnboardingTrainingRetentionRedeploymentOutsourcingSuccession planningDeploying new technologyWith many new processes to implement,
workforce planning does not transform your company overnight. Instead, it is a gradual endeavor that optimizes each procedure for the given circumstances to get your business closer to your long-term goals.5. Monitor resultslt is crucial to remember workforce planning is an iterative process whereby progress is monitored and measured against
specific milestones and long-term goals.Post-implementation, your workforce planning processes may need adjusting due to unexpected factors within your business or to meet new realities of your industry.
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