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Agenda
What We’ll Cover Today

• Talent Risk Assessment

• Recent Case Studies

• Q&A
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• Strategy: How do financial and operational imperatives inform
future talent needs? Are current workforce trends sufficient to meet
strategic objectives?

• Structure: Is the organization employing the “right” mix of roles
and retaining top performers to support future business demands?

• Sourcing: How will future talent be supplied? Has it historically
been sourced internally or externally? What changes are required?

• Practices: What policies or programs should be stopped, started,
or modified to close the gap on talent risks?

What future workforce risks and/or opportunities are there in a
transaction setting to validate or disprove the deal thesis?

The Proposition for Workforce Analytics
Key Questions Addressed…Some in Due Diligence…Others in “Integration”
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Strategic Value Creation
Adapted from The Conference Board, 2006
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Talent Risk Assessment: A Workforce Planning Framework
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1. Identify Supply-Demand Gaps: Internal Supply Analysis
An Internal Labor Market (ILM)TM Map

DISGUISED CASE EXAMPLE
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1. Identify Supply-Demand Gaps: External Supply Analysis
Looking to the External Labor Market



MERCER WEBCAST 8DISGUISED CASE EXAMPLE

1. Identify Supply-Demand Gaps: Demand and Gap Analysis
Comparing Projected Supply Against Demand to Identify Gaps that
Can Be Monetized
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Demand Analysis: Mapping business needs to workforce requirements

Gap Analysis:

Comparing both
supply and
demand inputs
to identify future
risk areas
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2. Assess Practice Alignments: Descriptive
Additional Analysis to Identify Misalignments
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1. CORRELATION
The factors are related.

2. TIME (Directionality)
One precedes the other.

Time 1

3. ISOLATION (Controls)
Other factors are ruled out.

The key is to analyze multiple
variables, then isolate those that

directly impact the outcome

Three conditions must be met to show that one factor drives another:

drives
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3. Assess Practice Alignments: Statistical
Statistical Modeling to Identify Further Misalignments and Help Close Gaps
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The models on which these results are based
control for individual attributes, organizational
factors, and external influences.

Disguised case example

3. Develop Solutions to Close Gaps: Example #1
For This Logistics Company, Though Total Compensation Was
Optimized, Enhanced Bonus Opportunity Showed Significant Potential
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Disguised case example

3. Develop Solutions to Close Gaps: Example #2
For This Health Care Provider, Cost Reduction Led to Over-utilization
of Part-time Employees

The models on which these results are based
control for individual attributes, organizational
factors, and external influences.

Disguised case example
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The models on which these results are based control for individual
attributes, organizational factors, and external influences.

13DISGUISED CASE EXAMPLE

3. Develop Solutions to Close Gaps: Example #3
For This Health Care Payer, Drivers of Turnover Clarified Need to
provide Support and Development Through Small Spans of Control
and to improve Retention of Promotees



MERCER WEBCAST

Case Study #1: Private Equity Firm

Talent Risk Assessment
Due Diligence

Objectives and Context

• Conduct an assessment of the target’s Human Capital
System to gauge risk factors that could undermine future
earning expectations

• The target was a professional services firm where partners
developed business and led projects, and “associates”
performed the work

• There was a strong link between earnings and the number
of partners – the target forecast 20% earnings growth over
the next 5 years.

Activities

• Reviewed the target’s internal labor market to understand
historical inflows (hires), employees, workforce
development (promotions, lateral moves), outflows (exits),
employee distribution, and tenure dynamics

• Forecasted future workforce state, under status-quo
assumptions of entries and exits, and under different
scenarios of how to achieve the staffing levels needed to
meet future earnings estimates.

• Reviewed existing rewards practices (financial and career
advancement) at different career stages.

Key Questions and Sample Analyses

Key Questions

• How stable were target’s partnership ranks – did these
employee quit regularly (taking business with them); were
many retirement-ready?

• Did the target have a track-record of promoting associates
into the partnership ranks?  Were the rates sufficient to
achieve 20% earnings growth and replace losses, or were
new partner-level hires needed?

• Did associates have an incentive to stay with the target
while they waited for a promotion?

Sample Analyses

14
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Case Study #2: Integration
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Questions

QUESTIONS
Please type your questions in the Q&A section of the toolbar
and we will do our best to answer as many questions as we
have time for.

To submit a question while in full screen mode, use the Q&A
button, on the floating panel, on the top of your screen.

CLICK HERE TO ASK A QUESTION
TO “ALL PANELISTS”

FEEDBACK
Please take the time to fill out the
feedback form at the end of this webcast
so we can continue to improve. The
feedback form will pop-up in a new
window when the session ends.

www.mercer.com/webcasts
View past recordings and sign up for
upcoming webcasts
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