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Appendix C

Examples of current practice

1.0 Overview of Workforce and Skills Planning within the Ministry of Defence

Since May 2007 a small core of HR Business Partners within the MOD’s main business units (Top Level Budgets – TLBs) have worked to develop a seven step approach to workforce and skills planning.  A number of limited pilot schemes are now taking place within the TLBs to test the validity of the approach with the aim of rolling out workforce planning more widely across the Department during 2008.

With all TLBs agreeing that this approach provides a common framework for workforce and skills planning, MOD’s Corporate HR Team has agreed to develop the work as a Department model.  They are also developing a programme of training for practitioners and awareness briefings for senior management.

Running alongside this work, three TLBs (Central, Defence Equipment & Support and Defence Estates) have taken part in a joint MOD/Industry Working Group, under the auspices of the NDIC MOD/Industry Human Resources Group (HRG) and a Defence Sector Workforce and Skills Planning Strategy, to explore commonalities of approach, methodology and language.    Despite being at a very early stage, this joint approach has already identified that the Defence Industry, in common with MOD face potential skill shortages in key areas in the medium to long term.   As such, there is much to benefit from developing this joint MOD/Industry work under the direction of the HRG and Semta (Sector Skills Council for Science, Engineering, Manufacturing and Technology Alliance).
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In order to illustrate the 7 steps of their SWP programme, the MOD developed this ‘circle’ diagram:

2.0 The Rolls-Royce Journey to SWP 

"Strategic Workforce Planning may not drive business strategy but it can provide HR with a vehicle for participating in those decisions and influencing them pretty profoundly"

Margaret Gildea, Executive Vice President of Human Resources-Operations and Skills and Capability, Rolls-Royce plc

Rolls-Royce, in common with the aerospace sector in the UK and world-wide, suffered a major set-back post 9/11 (2001), and found itself having to make a significant workforce reduction. They had set up their Resource Centres in the late 1990s, which had initially been designed to improve internal mobility as well as facilitate external redeployment when the balance of skills needed to change, or a cyclical headcount reduction needed to be managed.  The 9/11 effect – largely taken in 2002 on, was of a much greater order than previous cyclical downturns in their business, and the Resource Centres had not been established with this scale of redeployment in mind. 

Three other strategic skills deployment/redeployment developments emerged over the next 3-4 years, one being the pioneering MEIRG project (see www.MEIRG.org.uk) to protect engineering skills in the Midlands by assisting redeployment generally within the sector. The second was to set up an HR Shared Service Centre for Resourcing across the RR Group.

Building on the close collaboration between Rolls-Royce and Semta in the development of the Sector Skills Agreement, the third development was to create a Strategic Workforce Planning capability within the company, so that a longer-term view would enable it to smooth out some of the workforce turbulence created by industry cycles. Ged Leahy, as Director of Strategic Workforce Planning & Development, operating from within the HR function was appointed to lead this work.
2.1 Rolls-Royce’s definition of SWP:

“Strategic Workforce Planning (SWP) is the analytical, forecasting and planning process that connects and directs talent management activities to ensure that an organisation has the right people in the right place at the right time and at the right price to execute its business strategy.
SWP consolidates best practices from different workforce planning methodologies (gap analysis, workforce analytics, scenario modelling and forecasting and segmentation) into a framework that directs a conversation and inquiry process to produce broad directional insights about workforce requirements, rather than specific numbers, typically over a 3 to 5 year planning horizon.  This then flows down to operational planning to develop more precise numbers.

It is as much a strategic business planning process as a workforce management process.  Although HR may facilitate the process, it must be owned and driven by the business as a whole to succeed.  Champions and participants are senior business leaders, the crux of which is a conversation and inquiry process.”

In the same timeframe, Semta had started to look at how to deliver the 4th leg of the Sector Skills Agreement (concerning what was then described as ‘Manpower Planning and Recruitment’ for the advanced engineering sectors.  Semta’s Aerospace Sector Strategy Group, chaired by Ged Leahy undertook to lead the project on this.
Rolls-Royce has seen their SWP approach as being principally about getting an ‘informed dialogue’ underway on workforce planning issues, amongst all the relevant parties.
The other documentation of special note for the purposes of this Report is their output recording framework, which is given below.  Something along these lines will need to be produced by any company embarking on SWP, as a basis for recording and then tracking their SWP outputs.

"This is about ensuring that we leverage our single biggest cost base to execute our business strategy in a viable thought out way. It enables us to think about ways to create more value, which can lead to real innovation. It's not rocket science or magic - just thoughtful planning and execution".

Ged Leahy, Director of Strategic Workforce and Skills Planning-UK, Rolls-Royce plc

2.2 The Rolls-Royce SWP ‘Dialogue framework’:


3.0 Messier Dowty

Offered below, is an example of one way in which a company build up their workforce information base.  Messier Dowty sought to capture ‘legacy’ information on their high-potential nominees, and developed the form below for this purpose: 
Employee Profile

	Name 

Position  
	

	Date of Birth
	Date of Hire
	Current Position Date
	

	Career Aspirations / Objectives/Mobility
	

	
	

	Education

	
	Diploma / Degree
	Institute
	Major
	Date

	1.
	
	
	
	

	2.
	
	
	
	

	3.
	
	
	
	

	Professional Associations / Accreditations / Major Executive / Management Training Programs

	Work History at Messier-Dowty

	
	Position
	Start
	Finish

	1.
	
	
	

	2.
	
	
	

	3.
	
	
	

	4.
	
	
	

	5.
	
	
	

	Work History (other) – Optional if more than 10 years with Messier-Dowty

	
	Position
	Employer
	Start
	Finish

	1.
	
	
	
	

	2.
	
	
	
	

	3.
	
	
	
	

	4.
	
	
	
	

	5.
	
	
	
	

	Reports to
	Name 
	Position 


Define the Workforce  Plan





6. Implement and 


Evaluate





7. Review 


    and


    Revise





2. Identify 


workforce 


function and


Forces for 


change





3. Identify 


staffing 


requirement





4. Project


future 


workforce





5. Analyse gaps
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