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Value Added 

Report says more companies focus on 

workforce planning to heighten productivity. 

AN AGING WORKFORCE and an emerg-

ing r e t i r e m e n t w a v e a re d r iv ing m o r e 

c o m p a n i e s t o w a r d s t r a t eg ic work fo rce 

p lanning , the Confe rence Board repor t -

ed this s u m m e r . 

It d e f i n e s "s t ra tegic workforce plan-

ning" a s a process tha t involves analyz-

i n g a n d f o r e c a s t i n g t h e t a l e n t t h a t 

c o m p a n i e s n e e d to execu te the i r bus i -

ness strategy. 

According to a press release f rom the 

o rgan iza t ion , t h i s re la t ively n e w m a n -

a g e m e n t p r o c e s s is b e i n g u s e d to h e l p 

control labor costs, a s se s s ta len t needs , 

m a k e i n fo rmed bus ines s decisions, and 

a s s e s s h u m a n - c a p i t a l n e e d s a n d r i sks . 

As p a r t o f e n t e r p r i s e w i d e 

r i sk m a n a g e m e n t , c o m p a -

n i e s u s e s t ra tegic work fo rce 

p l a n n i n g to m a k e sure they 

h a v e the right p e o p l e in the 

right jobs for the appropr ia te 

compensa t ion . 

Conducted on behalf of se-

nior execut ives in 23 c o m p a -

n i e s , t h e s t u d y s t a t e s t h a t 

t h e s e forces a lso a re d r iv ing 

strategic workforce planning: 

• c u r r e n t m o v e m e n t a n d 

projected labor shor tages 

• globalization 

• the growing u s e of contin-

gent, flexible workers 

• the need to leverage h u m a n 

capital to enhance return 

• mergers and acquis i t ions 

• the evolution of workplace 

technology and tools. 

Why change? 
"In m a n y companies , tradition-

al w o r k f o r c e p l a n n i n g w a s an 

o n e r o u s p r o c e s s t h a t HR i m p o s e d o n 

m a n a g e m e n t , " says Mary B. Young, se-

n ior r e s e a r c h a s s o c i a t e a t t h e Confe r -

e n c e Boa rd a n d a u t h o r of t h e r e p o r t . 

"Too of ten , the n e t result w a s a h u m o n -

gous report , b l inding spreadshee t s , and 

a dizzying a m o u n t of da t a that provided 

little value to the bus iness ." 
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Methodology is advancing rapidly in 

r e s p o n s e to c h a n g i n g b u s i n e s s n e e d s 

a n d n e w t o o l s a n d t e c h n o l o g y . T h e 

s t u d y f i n d s t h a t s o m e o r g a n i z a t i o n s 

have enhanced the s imple gap analysis 

(workforce d e m a n d versus supply) that 

cons t i tu tes tradit ional workforce p lan-

ning by adopt ing the logic and analyti-

cal tools of o ther corpora te func t ions , 

such a s finance, strategic planning, risk 

managemen t , and marketing. 

More interaction, less numbers 

R a t h e r t h a n re ly ing on s p r e a d s h e e t s 

and n u m b e r s to engage senior execu-

tives, the Conference Board suggests fo-

c u s i n g on t h e b u s i n e s s p l a n a n d i t s 

broad impl ica t ions for t h e c o m p a n y ' s 

w o r k f o r c e . "Es t ab l i sh ing c o n s i s t e n t , 

organization -wide da ta is a prerequisi te 

to w i n n i n g execu t ives ' c o n f i d e n c e in 

strategic workforce p lanning 's results," 

the release says. 

C o m p a n i e s i n t e r v i e w e d f o r t h e 

s t u d y c i te o t h e r c h a l l e n g e s , s u c h a s 

m a k i n g t h e p r o c e s s a n d tools s i m p l e 

and efficient; developing HR's capabili-

t ies a n d c o m f o r t level; e s t ab l i sh ing a 

common language to describe jobs and 

required competencies; and integrat ing 

workforce p lann ing with bus iness and 

budget planning. 

Mos t c o m p a n i e s s t i l l a r e in t h e 

process of fully implement ing strategic 

workforce planning or realizing its ulti-

m a t e potent ial . Yet organiza t ions t h a t 

say they ' re "not t h e r e yet" repor t t h a t 

strategic workforce p lann ing is already 

delivering value by: 

• genera t ing ins ights a n d knowledge 

t h a t execut ives can use to m a k e busi-

ness decisions 

• providing a deeper unders tand ing of 

workforce dynamics 

• enab l ing o r g a n i z a t i o n s to m a n a g e 

h u m a n c a p i t a l m o r e e f f i c i e n t l y ( for 

example , by eva lua t ing the long- term 

i m p a c t s of v a r i o u s s t a f f i n g o p t i o n s 

a n d c r e a t i n g a s t r o n g e r i n t e r n a l job 

market) 

• enabl ing HR to real ize i t s long-held 

desire to become a player and a valued 

contributor to high-level bus iness strat-

egy decisions. 

"Strategic work fo rce p l a n n i n g en-

ables the organization to slice-and-dice 

its workforce data to discover critical is-

sues, compare different groups, under-

s t and pa t t e rn s and t rends , hone in on 

critical s egmen t s of the workforce such 

a s mature workers and top performers, 

a n d cus tomize i t s approach to manag-

ing different s egmen t s of its workforce," 

says Mary B. Young. 

She adds tha t by enabl ing leaders to 

see across lines of business , workforce 

p l a n n i n g can leverage ta len t wi thin a 

company. "Ultimately, the s a m e work-

force p l ann ing d a t a b a s e tools will en-

able e m p l o y e e s to s h o p for n e w jobs, 

assess their own developmental needs, 

and prepare for career moves inside the 

organization." 

T h e r e p o r t r e c o m m e n d s t h a t or-

g a n i z a t i o n s b u i l d on t h e i r p r e v i o u s 

s u c c e s s e s — s u c h as s u c c e s s i o n p l an -

n ing or embryonic workforce p l ann ing 

efforts—as a first s tep in companywide 

i m p l e m e n t a t i o n . It a l so s t r e s s e s t h a t 

HR p a r t n e r s w i t h o t h e r d e p a r t m e n t s 

such as f inance and IT to help move the 

process forward. 

"While no organization claims to have 

achieved it yet, m a n y believe that the ul-

t imate payoff f rom strategic workforce 

p l ann ing will be a vibrant , in ternal job 

marke t tha t t r anscends the boundar ies 

b e t w e e n b u s i n e s s u n i t s a n d geogra -

phies," concludes Young. "The company 

will be able to mine employee data to lo-

cate talent anywhere in the organization, 

woo passive job candidates, and find the 

best use for each employee." 

M O R E / w w w . c o n f e r e n c e b o a r d . c o m 

How Five Major Companies Do It 
The t rad i t iona l a p p r o a c h to 

w o r k f o r c e p l a n n i n g ana lyzes 

the s u p p l y - d e m a n d g a p a n d c rea tes a 

p lan t o a d d r e s s fu tu re s ta f f i ng needs . 

Th is m e t h o d is u s e d 

b y P rov idence Heal th S y s t e m . 

For 10 years, D o w C h e m i c a l 

has f avo red a w o r k f o r c e -

ana l y t i cs a p p r o a c h , w h i c h m ines c u r -

rent and h is tor ica l e m p l o y e e d a t a t o 

iden t i f y key re la t ionsh ips a m o n g va r i -

a b l e s a n d b e t w e e n w o r k f o r c e a n d 

bus iness da ta . 

The fo recas t i ng a n d scenar io 

m o d e l i n g a p p r o a c h uses 

d a t a to c rea te fo recas ts i nco rpo ra t i ng 

| mu l t i p le what - i f scenar ios, w h i c h e n -

I able execu t i ves t o eva luate st rategic 

i op t ions . A " m a j o r b a n k " 

i d e s c r i b e d in t he s t u d y can dec ide 

! w h e r e t o locate a n e w call center 

i based , in par t , o n th is k ind of analys is 

I a n d forecast ing . 

: 

H u m a n cap i ta l p lann ing , 

a s u s e d b y Corn ing , s e g m e n t s 

I j o b s b a s e d o n their "m iss ion -c r i t i ca l i -

j t y " a n d m a k e s d i f fe rent leve ls of 

! w o r k f o r c e i nves tmen t in e a c h seg -

I men t . l t f o c u s e s o n b r o a d t r e n d s du r -
: 

i i ng a th ree- t o fou r -year per iod , ra ther 

I t h a n a p rec i se h e a d c o u n t a n d 

I n e a r - t e r m p lans . 

H e w l e t t - P a c k a r d a n d I B M are 

c o m m i t t e d t o re ly ing o n s t ra te-

g ic w o r k f o r c e p lann ing , w h i c h m u s t 

be c u s t o m i z e d to t he spec i f i c c o n d i -

t ions a n d n e e d s o f b o t h c o m p a n i e s . 

In I B M ' s c a s e . H R a n d f i nance d e p a r t -

m e n t s h e l p sen io r leaders p lan t o exe-

cu te their b u s i n e s s s t ra tegy a n d 

m a n a g e dr ivers o f labor c o s t s . For HP, 

h igh- leve l d i s c u s s i o n s a n d a t w o - w a y 

educa t iona l p rocess b e t w e e n bus iness 

leaders a n d H R e m p h a s i z e interact ion, 

no t da ta . 

I Source : The Confe rence B o a r d 

http://www.confere
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U.S. Healthcare Shortage: Not Just Nurses 

STAFF SHORTAGES continue to 
challenge healthcare organiza-
tions throughout the United 
States. But a new report has re-
vealed tha t the crisis has 
seeped into other f ields of 
healthcare, not just nursing. 

"The nursing shortage has 
received much at tent ion for 
some time. However, the short-
age extends beyond nurses into 
other categories of healthcare 
professionals," says Shyrl John-
ston, director of the Metrics 
Online 2005 year-end report 
and senior par tner of JWT 
Employment Communications, 
an international recruitment 
marketing and internal commu-
nications agency. She adds that 
this problem is intensifying as 
a result of graying baby boomers 
whose need for heal thcare resources 
is growing. 

"The shortage of healthcare profes-
sionals is strongly reflected by the num-
ber of days it takes to fill open positions. 
There are simply not enough candidates 
in the current marketplace to fill the open 
positions in many hospitals and health-
care facilities across the country, " adds 
Cathy Allman, executive director of the 
National Association for Health Care 
Recruiters (NAHCR). The association part-
nered with JWT Employment Communi-
cations to develop the Metrics Online 
Program, which produced the results. 

Metrics Online is a national database 
that aggregates data submitted by human 
resources professionals to provide na-
tional benchmarks for vacancy, turnover, 
cost-per-hire, days-to-fill, and days-to-
start. Those benchmarks show national 
trends in the healthcare workforce and 
are used as guidelines for determining 
staffing, budgetary, and workforce reten-
tion plans at healthcare facilities. 

Interestingly, the report revealed that 
the rehabilitation niche among health-
care professionals is particularly at risk: 

Healthcare providers should 

aggresively address the 

challenges presented by 

the shortages of all workers. 

• Based on full-time equivalent posi-
tions the overall vacancy rate for nurses 
is 10.1 percent. However, the vacancy 
rate for rehabilitation professionals is 
higher: 20.8 percent for occupational 
therapists and 10.3 percent for speech 
therapists. 
• The turnover rate among nurses is 
high (11.3 percent—even higher among 
critical care nurses), but the turnover 
rate for occupational therapists is almost 
double at 21.8 percent. 
• Nearly 55 percent of all vacant reha-
bilitation positions took between 60 and 
more than 90 days to fill (75 percent of 
physical therapist positions, 71 percent 
of respiratory professional positions, and 
almost 68 percent of occupational thera-

pists positions.) More than 30 per-
cent of open nursing positions re-
quired that long. 

"The continued nursing short-
age results from tougher educa-
tional standards and the failure of 
the educational system to expand 
its capacity to train nurses," notes 
Johnston. "Last year 30,000 quali-
fied candidates were turned away 
by four-year colleges because of 
a shortage of seats. Even larger 
numbers of qualified candidates 
were turned away by two-year 
nursing academic programs be-
cause of a shortage of instructors." 

Johnston suggests that health-
care providers aggressively ad-
dress the challenges presented by 
the shortages of all workers. "Em-
ployers who will be most success-
ful are those who have innovative 

recruitment and retention programs and 
remain focused on developing a reten-
tion culture." She also warns that "the 
demographic phenomenon of aging baby 
boomers has begun placing unprece-
dented demands on the U.S. healthcare 
system, encompassing acute, chronic, 
and rehabilitative resources." 

Allman agrees: "In order to meet the 
country's healthcare needs, we must 
continue to engage young students' in-
terest in a career in healthcare and pro-
vide an educational track for them to 
enter college programs and pursue 
healthcare careers. Educational systems, 
the government, and the private sector 
also must provide scholarship opportu-
nities for hea l thcare educators, and 
funding for faculty and labs for health-
care s tudents ." She also adds tha t 
healthcare organizations must be dili-
gent to make sure they are serving the 
needs of their employees. Employers 
who create and maintain positive work 
environments that allow their employ-
ees to feel valuable and have a say in 
their practices will be less likely to feel 
the shortage pinch. 
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/WORKING LIFE/ 

Handling the Pre-employment Test 
JOB SEEKERS s h o u l d n ' t b e s u r -

pr ised w h e n a po ten t ia l emp loye r 

a s k s t h e m to take a test to get t h e 

job, a c c o r d i n g to Co l l ege journa l . 

c o m , the W a l l Street Journal's guide 

f o r c a r e e r - m i n d e d c o l l e g e s t u -

d e n t s . A r e p o r t p u b l i s h e d on t h e 

s i t e s u g g e s t e d t h a t p r e - e m p l o y -

m e n t t e s t ing is o n the rise. 

"Cand ida t e s s h o u l d take t h e s e 

a s s e s s m e n t s s e r i o u s l y b e c a u s e 

t h e y c a n m e a s u r e a n d p r ed i c t job 

s u c c e s s , " s a y s L a u r a L o r b e r , 

m a n a g i n g ed i t o r of Co l l ege jou r -

n a l . c o m . " T h e y o f t e n e v a l u a t e 

h o w v/ell y o u r work s ty le or pe r -

sona l i ty m i g h t fit in to t h e co rpo-

r a t e cu l tu re . " 

T h e w e b s i t e o f f e r s t h e s e t ips 

t o j o b c a n d i d a t e s a b o u t p r e - e m -

p l o y m e n t test ing: 

Curb your antagonism. Many cand i -

d a t e s scoff a t h a v i n g to take a test . 

"It 's bet ter to have a posi t ive atti-

t u d e a b o u t t e s t i n g a n d a s s e s s -

m e n t s , " s a y s Lorbe r . "It s h o w s 

t h a t you are open m i n d e d . " 

Clear your schedule. Find o u t h o w 

l o n g a p r e - e m p l o y m e n t a s s e s s -

m e n t m i g h t t a k e a n d m a k e s u r e 

you wi l l n o t h a v e a n y i n t e r r u p -

t i o n s or d i s t r a c t i o n s . S o m e t e s t s 

c a n t a k e u p to s e v e r a l h o u r s t o 

comple t e . 

Exercise your bra in . F a m i l i a r i z e 

y o u r s e l f w i t h p r e - e m p l o y m e n t 

a s s e s s m e n t s by t a k i n g f r e e o n e s 

on l ine . 

Don't sweat the results. Pre-employ-

m e n t t e s t ing is only a p a r t of t h e 

h i r i n g p r o c e s s . C a n d i d a t e s w h o 

do w e l l i n i n t e r v i e w s a n d h a v e 

t h e right skills for t h e job m a y be 

o f f e r e d a p o s i t i o n e v e n if t h e y 

d o n ' t do wel l on p r e - e m p l o y m e n t 

tes t ing. 

MORE/ivivweollegcjoumalcom 

/COOL TOOL/ 

Not the Same Old Thinking 
CREATIVITY, one of the b u z z w o r d s of t h e 

1990s, i s back in book form. A s e c o n d edi-

t ion of Thinkertoys, t h e bes t se l l ing re lease 

f r o m M i c h a e l M i c h a l k o , a n d u p d a t e d 

b r a in s to rming tools are r eady to h e l p you 

th ink like a genius . 

W r i t t e n for t h o s e w h o believe tha t cre-

a t i v i t y c a n be t a u g h t , t h e b o o k is f i l l ed 

w i t h f u n , t h o u g h t - p r o v o k i n g e x e r c i s e s 

a n d t e c h n i q u e s t h a t a n y workp lace learn-

ing a n d p e r f o r m a n c e profess iona l c a n add 

to h e r t r a i n i n g reper to i re . Each " th inker -

toy" c o n t a i n s specific i n s t ruc t ions a n d a n 

e x p l a n a t i o n of w h y a n d h o w t h e t e c h -

n i q u e works . It a l so i n c l u d e s a n e c d o t e s , 

s tories, a n d e x a m p l e s of h o w o t h e r s h a v e 

i m p l e m e n t e d it to p r o d u c e b r e a k t h r o u g h 

ideas. 

Micha lko ' s i n t e r e s t in 

c r ea t i ve t h i n k i n g s t a r t e d 

as a n A r m y officer. He or-

gan ized a t e a m of NATO 

i n t e l l i g e n c e s p e c i a l i s t s 

a n d i n t e r n a t i o n a l a c a -

d e m i c s t o s t u d y a l l 

k n o w n i n v e n t i v e - t h i n k -

i n g m e t h o d s . H e a l s o 

facil i tated 

CIA t h i n k t a n k s a n d h a s 

h e l p e d o r g a n i z a t i o n s ap -

p l y c r e a t i v e t h i n k i n g 

to solve tough b u s i n e s s problems. 

This n e w p a p e r b a c k vers ion of Thinker-

toys c o u p l e s w i t h a r e v i s e d v e r s i o n of 

t h e 56 b r a i n s t o r m i n g c a r d s , d u b b e d 

TTiinkpak. Four different c a r d s comprise the 

deck. The first i s a refer-

e n c e l ist of M i c h a l k o ' s 

n i n e p r i n c i p l e s t r a t e -

g i e s , w h i c h f o r m t h e 

ac ronym SCAMPER T h e 

o t h e r c a r d s a r e e i t h e r 

"idea s t imula tors" or t h e 

t e c h n i q u e s to u s e a n d 

e v a l u a t e y o u r f r e s h 

ideas. 

Both the book and t h e 

c a r d s are t e e m i n g w i t h 

p u z z l e s , t r i c k s , a n d 

e v e n optical i l lus ions t h e s t i m u l a t e inge-

n u i t y . Even b e t t e r , t h e y a r e r e a s o n a b l y 

priced: $19.95 for t h e book a n d $16.95 for 

t h e deck. 

MORE /www.creativethinking.net 
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Business Casual is the New Black 
BUSINESS CASUAL is t h e n e w black, ac-

c o r d i n g to a n a t i o n a l f a s h i o n s u r v e y for 

execu t ive s c o n d u c t e d in A u g u s t by T h e -

Ladders .com, an onl ine job search eng ine 

for h i g h - p a y i n g pos i t ions . Seven ty -e igh t 

p e r c e n t of t h e e x e c u t i v e s q u e s t i o n e d in 

t h e c o m p a n y ' s " F a s h i o n i n t h e W o r k -

p lace" sa id t h a t t h e y p r e f e r m o r e c a s u a l 

over fo rmal work c lothes . 

Bus iness casua l a t t i re is cu r ren t ly t h e 

s t a n d a r d d r e s s c o d e , a n d a t r e n d t h a t 

will c o n t i n u e to g row at t h e m a j o r i t y of 

U.S. c o m p a n i e s , a c c o r d i n g to 65 p e r c e n t 

of e x e c u t i v e s s u r v e y e d . In a d d i t i o n , 

e m p l o y e e s w h o are d r e s s e d casual ly are 

p e r c e i v e d t o b e c r e a t i v e a n d m o r e f u n , 

h o w e v e r , t h e y also r u n t h e risk of b e i n g 

t a k e n less ser iously. 

For t h e e m p l o y e e s w h o like to sui t up, 

d r e s s i n g m o r e t radi t ional ly h a s bene f i t s . 

More t h a n 70 p e r c e n t of e x e c u t i v e s sa id 

tha t they pe rce ive e m p l o y e e s d r e s s e d in 

s u i t s to b e m o r e senior level, wh i l e 60 pe r -

cen t sa id t h o s e in su i t s are t a k e n more se-

riously. Unfor tuna te ly , they also a r e seen 

as less creat ive a n d even rigid. 

" S e v e n t y p e r c e n t of t h e e x e c u t i v e s 

su rveyed sa id t h a t c lo thes c a n h e l p p re -

s e n t t h e r ight i m a g e . I ag ree w i t h t h e m 

w h o l e h e a r t e d l y , " s a y s Marc C e n e d e l l a , 

p r e s i d e n t a n d CEO o f T h e L a d d e r s . c o m . 

"Presen t ing yoursel f i n t h e b e s t poss ib le 

l igh t , w h e t h e r y o u ' r e d r e s s e d for a re -

l a x e d o r f o r m a l e n v i r o n m e n t , c a n h e l p 

b o o s t y o u r c o n f i d e n c e level . W h e n you 

look good, you feel good, and you increase 

you r sho t a t success ." 

Resea rchers also d iscovered w h a t n o t 

t o w e a r i n t h e w o r k p l a c e . T h e s u r v e y 

u n c o v e r e d t h e m o s t c o m m o n f a s h i o n 

f a u x p a s i n t h e office: w e a r i n g r evea l ing 

c l o t h e s , w h i c h w a s f o l l o w e d c l o s e l y 

b y w e a r i n g f l i p - f l o p s . F i f ty p e r c e n t of 

e x e c u t i v e s s a i d e m p l o y e e s p u s h t h e 

b o u n d a r i e s of office d res s codes by wear -

ing j e a n s . O t h e r r e p o r t e d i n a p p r o p r i a t e 

f a s h i o n s in t h e of f ice inc lude s l eeve les s 

shir ts , a th le t i c s h o e s , visible t a t t o o s a n d 

p ierc ings , a n d c l o t h i n g w i t h i n a p p r o p r i -

a t e s logans . 

MORE/WV/VA t h e l a d d e r s . c o m 

/FAST FACT/ 

Wanted: 
Scapegoats 
Acco rd ing to the nearly 15,000 pa r -

t i c ipants of T h e Table G roup ' s onl ine 

t eam assessment , 68 percent o f 

t e a m s have ser ious p rob lems w i th 

accountab i l i t y . They also wrest le w i th 

an absence o f t rus t (44 percent) , fear 

o f conf l ic t (39 percent) , avo idance o f 

c o m m i t m e n t (25 percent) , and inatten-

t ion to resu l ts (28 percent) . 

Sixty-eight percent of teams 

have serious problems 

with accountability. 

I ronical ly, the scores also s h o w e d 

that the h igher the pos i t ion in the 

organizat ion, the m o r e p r o n o u n c e d 

the p rob lem. Of the 132 execut ive 

teams , 80 percen t s c o r e d poo r l y on 

accountab i l i t y . T h e Tab le G roup ' s 

founder and pres ident , Patr ick Lencioni 

says t ha t is because m e m b e r s of an 

execu t i ve t eam usual ly have simi lar 

soc i oeconom ic s ta tus and , therefore. £ 

don ' t feel just i f ied t o c o m m e n t on a 

peer ' s per fo rmance . £ 

S 
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T R A I N I N G + D E V E L O P M E N T 

I want a subscription for only $99 (US) or $165 (US) International 
to T+D magazine—12 monthly issues that keep me at the 
forefront of workplace learning and performance. 

Order Informat ion 
N a m e : 

Company: 

Address: 

State/Province: Zip/Postal Code: 

• MasterCard • Discover 

Expiration Date 

Signature: 

P l e a s e fax th i s c o m p l e t e d f o r m to +1.703.683.9591 or m a i l w i th 
a check payable to A S T D at the a d d r e s s below. 
Orders are processed w i th in three business days. If you have any questions, 
please contact us at publ icat ions@astd.org 

ASTD (American Society for Training & Development) 
1640 King Street, Box 1443; Alexandria, Virginia, 22313-2043, USA 
Phone: 703.683.8100 / Fax: 703.683.8103 
Rates valid through 12/31/06. Subject to change thereafter. 
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