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S T R A T E G I C  W O R K F O R C E  P L A N N I N G  
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Buy 

 

• To maintain the speed of 
expansion as fast growing 5-
star airline, this company 
needed to hire approximately 
25,000 new hires over a 5 year 
period. 

• Analysis of key labour markets 
in reference to flight 
destinations provided a clear 
picture of the passive 
candidate pool per region.  In 
many regions, less than ¼ of 
the supply were actually 
available to meet the demands 
in critical jobs/locations, when 
assessed by availability, quality 
and cost.  

• The understanding of the 
labour markets led to new 
target markets, that were not 
the traditional labour markets. 
 

C L I E N T  E X AM P L E  

• Foresight allows for the development of a talent brand and the recognition of that brand in the 
labour market.  

• Foresight also enables the development of a recruitment strategy to find and communicate 
effectively with the specific recruitment targets. 



Build 

 

• Given the known age profile of 
a critical engineering role, this 
organisation had already put in 
place a new graduate 
programme in collaboration 
with a local university. 
Consequently they felt that the 
risk was appropriately 
managed and under control. 

• Strategic workforce planning 
showed that the graduate 
programme would only replace 
some retiring employees, and 
did not fill the full gap created 
by increased demand and 
voluntary terminations. 

• Consequently, the client looked 
at its internal career paths to 
determine if the average time 
in particular pathways could be 
decreased with job rotations 
and development 
opportunities.  

C L I E N T  E X AM P L E  

Foresight allows for the development of training programs and new career paths (including 
developmental assignments) that bring individuals “up to speed” for filling critical jobs.  

Demand 

Supply, after graduate 
scheme 

Supply, before 
graduate scheme 

Remaining Gap, after 
graduate scheme 



Borrow 

 

 

• This utilities company had 
traditionally used contractors to 
gain access to strategic skills 
and to allow for flexibility 
around roles that were 
perceived to be volatile.  

• Strategic workforce planning 
forecasts established that in 
both high change and low 
change future states, that the 
needs for the volatile roles 
where more stable and certain 
that currently contemplated.  

• Modelling showed that 
reducing the proportion of 
contractors in this critical role, 
would amount to savings in the 
overall cost of labour.   
 

C L I E N T  E X AM P L E  

Foresight enables strategic decision making for the most effective use of expensive rented labour.  
 
It also helps to identify the most effective providers as well as the establishment of relationships that 
will over time improve quality and reduce costs. 



Bind 

 

 
• For this client, when analysing 

a key role (Service 
Professional) a high turnover 
rate of 18% was identified.  

• Given the high recruitment and 
onboarding costs for this role, 
the client found that a 1% 
decrease in turnover would 
have high savings. 

• Detailed predictive analytics 
showed the drivers of turnover 
was impacted by supervisor 
stability and variety of 
experiences and jobs.   

• A holistic retention programme 
was put in place by focusing on 
the supervisor training and 
mentoring and career moves.    

C L I E N T  E X AM P L E  

Foresight enables the identification of the best retention strategy for critical employment segments.  
 
Foresight also improves the effectiveness of retention strategies over time through enhanced 
consistency and believability in support of a recognised employment brand. 

Based on an average cost per 
headcount of 46.790 RMB in the 
Service Professional population, a 
1% decrease of turnover will result 
in the following savings  
(in million RMBs): 
 
 
 
 
 

2011 2012 2013 2014 2015 Total 
2,01 2,39 2,81 3,28 3,88 14,4 



Transform 

 

• For this client, analysing the 
productivity drivers of key 
engineering and technician 
roles identified inefficiencies.   

• As a consequence a more 
comprehensive programme for 
service engineers and 
technicians was designed and 
delivered within the corporate 
academy framework.  

• Administrative tasks were 
taken away from the role of 
service engineers and 
technicians, which lead to a 
higher output (in the form of 
units under maintenance). 

• A 6% increase of productivity 
resulted in lower hiring needs 
and related cost savings were 
able to be calculated.  

 
 

 

 

C L I E N T  E X AM P L E  

Investments in technology take time to research and implement – as do efforts to reengineer work 
processes (including  training). 
 
Foresight allows for the informed design of targeted people practices to increase productivity such as 
scheduling, training, and incentive design. 
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Source: Mercer Talent Barometer Survey 
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HAVE A WORKFORCE PLAN EFFECTIVENESS 

H O W E V E R ,  S O M E  O R G A N I S A T I O N S  A R E  
S T R U G G L I N G  T O  R E A L I S E  T H E  P R O M I S E  
 



TOP 10 TIPS FOR STRATEGIC WORKFORCE PLANNING 11 

Have a clear but flexible methodology 

The workforce plan is owned by the business, but the process is driven by HR 

Focus on your critical workforce segments 

Plan for more than one outcome  

Find the right people (and skills) to support the process  

Your workforce plan should tell a story 

Workforce planning is not an “event”  

T O P  T I P S  





BERLIN TALENT FORUM 
INNOVATIONS IN TALENT 
MANAGEMENT  
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M A K E  T O M O R R O W ,  T O D AY  

A TA L E N T N E T W O R K ?  

• CANDID PEER INTERACTIONS 
• COLLEGIAL AND CONFIDENTIAL ENVIRONMENT 
• ACCESS TO FELLOW MEMBERS’ “INSIDE STORY” 
• HIGHLY PARTICIPATIVE SESSIONS 
• STAY “AHEAD OF THE CURVE” RE GOOD PRACTICES & TRENDS 
• TEST IDEAS TO INNOVATE 
• VIRTUAL COMMUNITY AND F2F MEETINGS      

        

CLOSE OF DAY 1 



MERCER 

15 MERCER NETWORKS AND 300 MEMBERS GLOBALLY 
TOP 100 NETWORK MEMBERS 
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