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CLASS DISCUSSION HIGHLIGHTS:
· Substantial discussion on the connection between the Seven Steps of Effective Workforce Planning, Strategic Human Resource Management (SHRM), and the feasibility of Human Resources being the strategic partner, as proposed by Lawler.

· The completion of an internal and external environment scan was offered as a proposed way ahead. This initiated a wholesome discussion on the applicability of models we have covered in this course including Assumption-Based Planning, Scenario Planning and What-If Scenario Planning.
· The coexistence of results-based planning and SHRM was discussed. There was general consensus that HR needs to be a strategic partner in order to achieve and sustain long-term organizational objectives.  
· Considerable dialogue on the Federal Government’s succession planning progress and the concept of a knowledge economy.
· Generous discussion on the process involved with dismissal of an employee in the public sector. 
CONCLUSIONS:
· Agreed that the Seven Steps of Effective Workforce Planning served as a strong conceptual framework from which organizations can apply relevant pieces (sometime in a blended manner, i.e. combining steps) in workforce planning. 

· Recognized that the public sector relies heavily on institutional knowledge but failed to reach consensus on the most effective methods of knowledge capture. 

· Agreed succession planning was an essential requirement in workforce planning however, considerable discussion evoked regarding which succession planning methods posed the best results (i.e. “groom the needle or the hay stack -  invest major resources on top talent or throughout the organization.)
RECOMMENDED NEXT STEPS:
· Utilize an Issues Based Management Approach to identify emerging issues in the agencies and match the private sector companies that can provide the most benefit to those specific issues. 

· Implement a workforce planning strategy focused on assessing the skills/abilities/knowledge of staff to achieve efficiencies by specializing tasks of work teams.

· Reduce processing time associated with the qualification/hiring process by:

· Allowing security waivers for non-sensitive positions.  Permanent appointment will be contingent upon successful adjudication of background check;

· Developing an automated/electronic qualification/ranking system which uses criteria of evaluation developed by the hiring agency rather than general OPM qualification standards

· Ensure the retention of intellectual capital/knowledge through the development of current labor force.  One method for achieving this could be offering current employees professional advancement opportunities in “mission-critical positions.”

· Increase the number of applicants eligible for appointment beyond the limit established by the “Rule of Three”.  Doing so will allow hiring agencies the opportunity to select from a wider pool of applicants and empower the agencies to identify not only the most qualified, with respect to their needs, but also identify those who have the greatest potential to advance the participating agencies’ missions.
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