FIGURE 5-6

Workforce strategy: process flow for HR practices
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e Same process for all positions
¢ Recruit on demand
¢ HR driven

-

P
e Once a year

e |eaders not skilled with development planning and
feedback

¢ Reluctance to address issues
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¢ Most development offered to all employees
e Some differentiation for “key talent”
¢ “Random” approach to career pathing
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¢ No assessment or process for key positions
e Success factors not well-defined
e “Tough” calls are sometimes avoided
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Vs

* Pay at market
e Pay for performance
¢ Universal retention strategy
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Vs

¢ Messaging for HR and leadership is unclear
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Strategic
differentiation

Vs

e Constant recruiting for key positions
e Line ownership

e Competency-based
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e Ongoing/proactive for key positions
e | eaders well trained and accountable
e Performance issues managed
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e Greater differentiation of investment to build strategic

capabilities
e More career guidance for key areas/positions

e Competency approach
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¢ L eadership development programs and assessments
well-defined

e Success factors well-defined for key positions

e Process ensures that key talent occupies key positions
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e Increase pay for key positions
e Pay for performance, greater at-risk pay for key
positions
¢ Targeted retention plans
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¢ Processes are well-defined and communicated
to HR and leadership
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