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Strategic Talent Pipeline Links to Workforce

Planning

Developing your Talent Pipeline has a lot to do with
Workforce Planning (WP).

Workforce planning is a systematic process for
Identifying the human capital required to meet a
Company’s goals and developing the strategies to
meet these requirements.


Presenter
Presentation Notes
* A little discussion on first line of what a talent pipeline is…


Definition of Workforce Planning

An effective workforce plan is an essential tool to
Identify current and future workload staffing levels
and justify budget allocations to meet business
objectives


Presenter
Presentation Notes
*Question to the audience – what have previous studies and current studies confirmed about the number one indicator of stock price performance in a company? Answer: Training and Development of Employees


Workforce Planning vs. Succession Planning

Workforce Planning is | Succession Planning

having the right number |identifies necessary

of people with the competencies to assess,

right job knowledge, develop, and retain a

diversity, and skills, talent pool of diverse

working for a company, |employees in order to

In the right jobs at the ensure a continuity of

right time. leadership for all critical
positions.



Presenter
Presentation Notes
*Succession planning would help you. This is what is really driving SLA – succession planning…


Workforce Trends Demand WP

Macro trends in the U.S. with Baby-Boomer
retirements.

Demographic changes — fewer workers available
and less skilled.

Future jobs require a variety of skill sets and
competencies.


Presenter
Presentation Notes
*Everyone has heard about retirement of baby-boomers, some say will retire – 82% say will get back into workforce part-time, reality is only 8-10% actually ever do…
*Growth of demographic segments of population that may tend to not complete high school, or complete, but not continue on to college/university
*Thesis – Employee needs wants in water/wastewater industry – (1) Salary (2) benefits (3) Opportunity for growth and advancement (4) job atmosphere/culture (5) Job satisfaction other factors are: relationship with boss, peers, recognition and praise, work/life balance, mentoring opportunities, etc. 


Workforce Trends in the U.S.

If fewer workers are available, then management
needs to retain and develop existing employees
better.

Consequences = Organizations may lose good
employees, resulting in higher turnover costs.



Presenter
Presentation Notes

What are consequences – ask audience? Ad-lib.
*Average turnover is how much? Cascio – 1.5 to 2.5 times annual salary. Also $326,000 per employee average in the U.S. – hiring, training/developing, loss of productivity, coverage from others in overtime, other lost opportunity costs.


Workforce Trends in the Water Industry

AWWA identifies operations, engineering, and
supervisory & management position shortages.

Average age of retirement Is 56 years old.

™




On Going Employee Development

Need to develop current employees for future
jobs to expand variety of skill sets and
competencies. Development also engages

employees -- Engaged Employees are more
productive.


Presenter
Presentation Notes
*on-going current development is a cash cow with organizations.


Research Findings on Retention

Survey conducted of Water and Wastewater
Employees discovered top needs of Employees are:
Salary, benefits, growth and advancement
opportunities, culture of the organization, and job
satisfaction.

Other factors are — Work/life balance, training &
development, job security, coaching/mentoring
opportunities...


Presenter
Presentation Notes
*Validating on-going needs a survey was conducted with a thesis study…
*Make sure your offerings will meet Employee’s expectations – competitive across U.S.


B
Developing our Talent Pipeline At

Started in 1993 with the launch of our
Corporate University offering on-going
education across all job functions.

Launched the Service Leadership Academy in

1999 with the goal -- * to identify and develop a

diverse cadre of leaders through the Academy”.
The program focus on competency-based learning and

development solutions relative to more practical
business applications and critical utility functions.


Presenter
Presentation Notes
*Former President Floyd Wicks saw the vision and a need to launch an Employee Development University…We also positioned ourselves for continuing education. We anticipated that long before to build education including a credentialed program.  Also working with the DPH on certified operators…


IACET Provider

Golden State Water Company is an Authorized
Provider of the International Association for
Continuing Education and Training (IACET).

AUTHORIZED
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Service Leadership Academy

2009 Marks the 10t year anniversary! On
November 5", the largest group of 25 participants
graduated Service Leadership Academy.

Since the Program’s inception there have been 104
graduates of the program. Over 50% of the
program participants have been moved to
management or received a promotion while in the
program or after graduating.



Service Leadership Academy

o Individuals are nominated by supervisors,
managers, and V.P.’s within the organization.

2 Grooming internal talent increases employee
engagement, provides opportunities for growth
and advancement for a diverse pool of
workers.



Presenter
Presentation Notes
Some factors taken into consideration are the aptitudes, attitudes, work performance, and potential of the individuals.
A balanced mixture of candidates are selected from a variety of departments and with diversity kept in mind.


Business Results of Service Leadership Academy

8%

2000 - 2009
220y, 18% O Left/External Career
Opportunities
B Retired

B Promoted to Management

Bl Career Transition/Promotion

O Already in Frontline
Management Positions

O Currently in Same Job

28%




Service Leadership Academy Diversity Results
2000 - 2009

Diversity Representation |  Percentage Management/Career Promotion
Black 10% 8%
Hispanic 23% 13%
Asian 14% 10%
White 52% 32%




B
Service Leadership Academy Program

Highlights

Dynamic sessions on change management, building
positive relationships, and redirecting others to
positive performance.

Human Capital Management strategies, and
discussion of Core Business from V.P.’s and their

respective functional areas.


Presenter
Presentation Notes
*An executive was able to put on “Who Moved my Cheese” – Session on Change Management and change skills.
“Whale Done” – The Power of Positive Relationships. Lead and Supervisory skills development in how to re-direct individuals to positive outcomes.


Service Leadership Academy Program
Highlights

Table-Top Exercises — Provides participants with knowledge
about FEMA practices and Leadership skills in an emergency.

Assigned on-line courses with specific relevant learning
topics.

Required job shadowing with mentors, and individualized
coaching.

Career Development and Assessment Strategies, such as
performing assessments to aide participants in knowing what
their personality preferences and learning styles are.



B
Service Leadership Academy Program

Highlights

Research and preparation of a case study on an
Important current topic, and presentations of
participants case studies.

A final examination with readers assigned to ensure
participants can demonstrate in writing, the lesson’s
learned.


Presenter
Presentation Notes
 (i.e., Water Operations Challenges, Going Green, Diversity in the Workplace, Mobile Search Services: GPS, etc.).


Service Leadership Academy Results

Service Leadership Academy has shown success
for a decade now.

It has shown real business results in securing a
diverse internal talent pipeline linked to workforce
and succession planning.


Presenter
Presentation Notes
*This program is also a program that people want to get into. They feel that it is a place where a mix of people can all work together at different levels, functional areas, etc.


Conclusions

o Service Leadership Academy is one part of Golden
State Water Company’s overall Talent Development
Strategy. The Program also helps develop leaders and
provides ready resources in the workforce pipeline as
part of workforce and succession planning

2 Alides in Employee Retention; Engages Employees;
and Is part of their individual Employee Development
and Career Development process



Presenter
Presentation Notes
*Each organization should look at their unique needs and determine what is most fitting given each company’s specific requirements


Conclusions

Any questions related to Developing a Strategic
Talent Pipeline?

Thank you!
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